TRENTE®

UNIVERSITY

THE COLLECTIVE AGREEMENT

between

THE BOARD OF GOVERNORS

ON BEHALF OF TRENT UNIVERSITY

and

THE TRENT UNIVERSITY FACULTY ASSOCIATION

July 1, 2013 to June 30, 2016




Table of Contents

GENERAL PROVISIONS .otiitiisssssmsmsssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssnssnssssasssssssasssssns 11
.1 D=3 1T 1o OO SRTN 11
1.2 P UNDOSES cettiiintiiiisretiisstetisssnnessssssetssssssesssssssesssssssessssssssssssssesssssssessssssssssssssssssssssesssssssessssssssssssssesssssssssssssnsesssssasssssns 12
1.2.1 [AEAIS BN GOAIS..... ettt ettt b e sttt e st e st e beebe st et et e sbe st st e st esesbentebestentebeseeneetenee s 12
1.2.2 PUrpOSE Of the AQIEEIMENL........oi ettt ettt be bt s b e bt et e st e ebe e st eseeae et ense st enbeseeseenbees 13
1.2.3 P aor=To [T o a1 Tol s =T=To Lo o FOU OO TR USRRRRSRRPRI 13
1.2.4 Discrimination and HArASSMEIL..........cciiiiiieieiteee ettt ettt besaeebe et st et et e se s et eneenteseebeseesaesaees 13
1.2.5 CONTIICE OF INTEIESL.....eeeeeee ettt sttt s b e s et eb e e st et et e tess et e s enbeseesbesbesaeeseeneeneentensensenseneas 15
1.2.6 Faculty-Student REIAtIONSNIPS......ccoiiieiieire ettt ettt st tesseesa e s essessessaessessensessensessessessens 15
1.2.7 a0 0] 00}V =T oL o [0 LTSRS 16
1.3 POJICIES BNA PraCHCES...ctiitiertietiirtiestientiestresteestsestsessssssesssssssasssssssssstssssassssestasstaestasstasssesssesssasssesssasssasssasssesssasssasssasss 16
1.3.1 TS (LT N = U3 1T T SRRSO 16
1.3.2 MANAGEMENT RIGNTS....ctiitiiee ettt ettt ettt e et et e besbesbe et e beseesbesbeebeeaeeneene et ensenseneeneenes 17
1.3.3 University Policies Affecting Terms and ConditioBfSEMPIOYMENL...........ccoceeieiieiieierenere e 17
1.4 [RC=ToteTo [ aT1iTo] o] B 1 p LI ST oY o o] o S 18
1.5 WaIVer OF Breach Of PrOVISIONS...ccciiiiiniiiniiitiniiestnetnetsestsestsessssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssasssasssasssasssasss 18
1.6 Amendments and UNIVErSity EXPANSION....eicceeeerreresercsescssesessessssasssssessssasssssssssssssssssssssssssssssssssssssssssssssssssssassssassssasss 18
1.6.1 Amendments t0 the Trent UNIVEISITY ACE.......cii it e et st ste st e sseaseesses e esesssesnens 18
1.6.2 EXPANSION Of the UNIVEISILY.....c.ccieieiiieccces ettt ettt st te s e st eseesseesaeseessessessensessessensens 18
1.7 ST Lo = 0T T o o | N 18
1.7.1 Membership iN the ASSOCIALION........c..iiiiiie ettt st eb et a et e e et et et et et e st ebeseeseesbeee 18
1.7.2 DUES CRECK-Of.......eoieeee ettt a et et e e e e teseesbe e bebesb e besaesbeebeeaeeneeneensenseneanbesaentens 19
1.7.3 Withdrawal from the ASSOCIALIAN...........cciiiiee ettt ettt ettt e e e et e besresbesae e 19
1.7.4 V=T gl o =T o] o k0] g = o TSRS 19
1.7.5 TaToTo] gaTcI - D' 1Yo [ Tox 1] o] 111 o 2R RSP 19
1.7.6 PrOVISION OF FACIHILIES ..o ittt sttt sttt et ettt ae s be e et e s be st e be e enesbeneens 20
1.7.7 Association Activities and Career DeVelOPMENT.........ooi ettt e e e e ens 20
1.7.8 Release TiMe fOF OffiCOIS. ..ottt sttt et at e bt et e b e et et e st et e beseeseesbeee 20
(O I8 | 21

ADMINISTRATION OF THE AGREEMENT  oimsmmmsssssssssssssssssssssssssssssssnn 2 1

.1 DUration Of the AQIEEMENT......cii ittt s st s st e s ss e s e asse s se s e s s s e sesaesasassssssassssasassassssssssassssasassnnas 21
1.2 SHIKES ANU LOCKOULS..ciiiueiriitrieiintiiittsisiesesssssssssstesesnesesassessss st asessasesassesassasssassssasesssssssssssssessssasssssssssssssasasssassssases 21

1.2.1 ESSENLIAI ACCESS ...ttt ettt ettt sttt s e bt st e e et e s e e st ek e st e st st e bt s b ene et e sbe st et e st ene st et ebesbentebeseeneeteneens 21
1.3 COPIES Of thE AQIEEIMENL.....viiicerieriicrrerirrerereresresssresssresessssssssessssessssessssssssssssssssssssessssassssssssssessssessssassssssssssessnesssnasss 21
1.4 COITESPONUENCE . ..ueeeeereecrerereesisresesresessesssssessssessssessssessssnsssssessssessssessssesssssssssssssssessssessssessssesssssessssessssesssnessssssssssssssnsssss 21
1.5 Provision Of INfOIMEALION ...cccuiiiiiiiiiiititrttet ettt st st s et s et st s et s et s b esssssssssssasssasssssssasssasssasssans 21
1.6 Joint Committee on the Administration of the AQre@nent.......iiininin s 23

2



ACADEMIC STAFF AND PROFESSIONAL LIBRARIAN APPOINTME  NTS wimmmssssessnsanas 25
.1 FOrmalitieS Of APPOINTMENTS...ciicriicierirerirerereeertescsresssnesessnsssssessssessssesssssssssssssssessssessssessssssssssessssessssessssassssssssssssssnes 25
.1.2 Letters Of APPOINIMENL......ccciiieieieiees ettt et e et e e et e b e b e b e besaestessees e sbestesseaseeseessessessansessessensenes 25
.2 S ] 25
.2.1 FACUILY REINKS ... ettt sttt bt et e h e et e st et et et e seeea e et ebese e beabesbeebeeaeeaeeneentenseneantessesneans 25
.2.2 LIDFAIIAN RANKS. ...ttt ettt ettt e et et e se e tesb e et e e bebeseeebesaeeheebeeaeententensensensenbeseenteans 26
.3 Y 0] 60T €T N 26
1.3.1 DETINILIONS . ...ttt ettt sttt b e st b et e st et e st e st et e e bt s b e st ek e s A e st ek et e bt et e e ebenheneebenseneebe e e neenteben 26
1.3.2 The Position of Part-time MEMDEES ..........c.oiie et sttt ee 27
1.3.3 ReVvision from FUll-timMe 10 PArT-tiMe........cccoiriiiriiie ettt sttt sttt st be e et seeneetens 28
1.3.4 Externally-Funded, Non-Competitive AcademiC APPOIBNILS.........cccevvevieierieriresieeseeeee et eee e esse s e srens 29
1.3.5 Externally-Funded, Competitive AcademiC APPOININBEIL.........ccciiiriiiieieterere ettt e e see s 29
.4 (DU ] = LA L] g oY Y o] o o1 0110 1= o 30
.4.1 D= 11011 (o] o PO OO 30
.4.2 Limited Term APPOINIMIENTS. ....cciiieiiieeeetetetese st e ettt e e s e st eseessestessessessestesteasesseaseasssasesseassessessensessansessessens 30
1.4.3 Py o] o Lol [ a1t g =T ) & (o] g o] = U4 T= g =SSR 31
.5 APPOINTMENT PrOCEAUINES...cicuererererreieeesesrescssesesessssssssssessssessssassssasssssssssssssssessssessssssssssssssssssssessssssssssssssssssssassssasssnasss 31
11.5.0 AULNOTIZALION. ...ttt ettt b e st be st st st et e bt st e s e st enesbe st e st s b et ebeste st ebenbene st et ebesbeneesbenees 31
.5.1 Departmental/Program COMMITIEES . ......c.oii ittt ettt ettt et et e e st e stesbestesbesbesaeesbesbesaesbesneeseeneens 31
.5.2.1 LiDrarians' COMMULIEE.........cuiiieieeeee ettt sttt ettt et et e et e besae et e e tebesaeebesaeebeeneeneensensanseseseens 32
.5.2.2 Library Personnel COMMITIEE . .......ooi ettt sttt st sttt eae st sbe s st eaeeat e e e tessebesaeseens 32
.5.3 AGVEITISEIMENL ...ttt et e et e et et e sbe st e ebesaeebeeaeeseeatene e ententens et enbeseesbeebesaeebeeaeensensententeneeannans 32
1.5.3.3 Academic Component of Academic/Administrative AFTIIENTS.........cccovvvirieieiieeieeeeeere et 33
11.5.3.6 Limited Term APPOINIMIENTS. ....cceiieiieeieteteteste sttt e e s te st eseessessessessessestestessesseaseessassesseassnssessensessensessessens 33
[.5.4 RECTUIIMENT PIOCEUUIES. ....ccuiieiieieieetsie ettt sttt sttt sttt sttt st et st et s ee st e be st e st s be e ebesbeneebentenesbenens 33
.5.5 Criteria fOr APPOINIMIENL.......c.oiiiieeeee ettt ettt e e et e st e st e besbesbe s bt sbeeaeeebesaeebeeaeeneensensensensansenseseens 34
11.5.6 NEW APPOINMIIMENTS ...ttt ettt et e e et e et et e e seestesbesbe et e eaeeaeenteneenee aatensensenseseesbesaesbeeaeeneensensensensensens 34
1.6 Probationary Reappointment Of FACUILY.......covvviiiiiiiiiiiiiiiiiiiiniitnississnssiss st ss s s sssens 34
1.6.1 Definition of a Probationary Reappointment DECISION...........coiiiiiriiieieeeee e 34
11.6.2 Annual Meeting with the Dean for Members on Praty@iry APPOINTMENTS........ccevveverirereieeeeeeeeeereereeaenens 34
11.6.3 Eligibility to be considered for Probationary REQITIMENL............cccveierieriereririe s st ese e e sse e seesreas 35
111.6.3.2 Eligibility to be considered for Reappointment fdembers with Previous Limited Term Service........c..cocu..... 35
111.6.3.3 Extension of Probationary PEIIOM..... ...ttt ettt st et e e et seesbesae e 35
1.6.4 Criteria for Probationary REapPOINIMENL.........ccoiiiiieie ettt st sttt et eae e e enean 35
111.6.5 I 111 o TSP 36
111.6.6 Composition of the Departmental/Program Person@hiBIttee. .........ccooeviiiiiririieieee e 36
1.6.7 REAPPOINIMENT FlES.....ceiiieiieiee ettt e ettt e te s st e se e st et e s se st s essessessesse st esseasesseaseessessensensessens 36
11.6.7.11 EXEEINAI ASSESSOIS. .. uiitieeiieteieit ettt sttt sttt st st ste e e te st e st s be st e bt s teneebe s b e st sbe e e st sbe e seeneebeeesesbeneebesbeneebeseenesbeneesesbeneans 38
111.6.8 Recommendation of the Departmental/Program Pers@uoramittee to the Provost and Vice President Ao@das
111.6.9 Recommendation of COAP to the Provost and Vicei@®eas ACAJEMIC...........cccuveirerieereneeriecee e 40
111.6.10 REAPPOINTMENT DECISIONL......eoiiieiieeieeieee ettt ettt sttt e aeea et et et et e besaesbeebbesbesaeebesaeebeeneeneensensensenseseens 42
.7 1= L0 43
.7.1 Definition Of @ TENUIE DECISION .....c.eiuieiieieieiete ettt ettt ettt e b st sb e st eae et et et ese et eneebessenbesaesaeas 43
.7.2 Annual Meeting with the Dean for Members on Praty@iry APPOINTMENTS........ccevvevevisireseeeseeeeeereereeaenens 43
1.7.3 Eligibility to be CoNSIAEred fOr TENUIE..........cvovieieiece sttt ettt s re st sre e e seeseesresseeseesansnans 43
.7.3.7 EXtension of Probationary PEIIOM............ou ettt ettt ettt st se s e e saessesssessensessessensessesrens 44
.7.4 (@141 (=T g T= B (o] g =T 01U = OO ST O SOUSORRSOTSSRRRPRRN 45
.7.5 I 111 o OO RRURUTURRSRR 45
1.7.6 Composition of the Departmental/Program Tenure CBIBAN.............cccovirirerineeie et s 46
.7.7 TEIUIE FIBS.... ettt ettt ettt st e e bt s aeeb e eh e eaeeat e eb e eatentens et entesbeebeabesaeebeeneeneensententesnsennans 47



.7.7.11 EXEEINAI ASSESSOIS.....uiitieeiietiieit e tete sttt sttt sttt ste st e te st e st s te st e bt s te st ebe st e st ebe e e st sbe e s eeneebe e eseebentebesbeneebeseenesbeneenesbenens 48
1.7.8 Recommendation of the Departmental/ Program Te@Goramittee to the Provost and Vice President Acaded®
1.7.9 Recommendation of COAP to the Provost and Vicei@@as ACAdemIC..........ccoererererereneneeeeeeeeeeeieee e 51
1.7.10 TEINUIE DBCISION.....ueeeeeietetete ettt ettt et a et e et e st e besae st e ebesaeeh e eseeateae e e ene e entens e s e besaesbeebesaeebeeneensensetentesaenseans 53
.7.11 REteNtioN Of TENUIE FLE.......ooieeeeee ettt ettt s e e st e b besbesaesbe s bt ebeeaeeneentesesenseseens 54
1.8 Promotion Of FACUILY ...eccuiiiiiiiiiiiiniiitiiiittsst sttt sttt sttt st s b s b s as st s st s bb s bt s bt s entsentsans 54
11.8.1 Definition of @ PromotioN DECISIAN..........cuiirieiriiieerieete ettt sttt st sttt st et sbesee st seebesbenesbeseenestens 54
111.8.2 Eligibility to be Considered for PrOMOLIQN...........ccooiiiii ittt ettt st e e sae s aeseesaessens 55
111.8.3 Criteria fOr PTOMOTION. ... .c.citiieiiiteiet ettt ettt ettt s s st ettt a et e s e eseebeseesbe st ebesaeneebesaesesteneebesteneebeseenea 55
111.8.3.1 Criteria for Promotion t0 ASSOCIAtE PrOfESSOL........cciviiiirieiriie et eas 55
111.8.3.2 Criteria for Promotion t0 FUIl PrOfESSAL........coe ittt s ae e nean 56
111.8.4 11 111 o OO TSP 56
111.8.5 Composition of the Departmental/Program Person@hiBittee. ..........cooeveriiiririieieeee e 56
111.8.6 PrOMOLION FlES.....cuiiiietieeee e ettt sttt sttt et se stk st et ebe s b e st et et e st sbe e ebesbeneebeseenestensens 56
111.8.6.11 EXEEINAI ASSESSOIS. .. uiitiieiietiiett ettt sttt sttt sttt ste st e te st e st s te st e bt s te st ebe s b e st s be e e st sbe e s beneebe e eseebentebesbeneebeneenesbeneesesbenens 59
1.8.7 Recommendation of the Departmental/Program Pers@oramittee to the Provost and Vice President Aoad&d
111.8.8 Recommendation of COAP to the Provost and Vicei@eas ACAJEMIC...........coceveirerieerenieeriecee e 61
111.8.9 PrOMOLION DECISION. ... .coueiuieiieieteee ettt ettt ettt et et e e s eesbesbesaeebeeaeeaeea s et entesateneesensesaeabessesbeeaeeneensensansensensens 63
.9 Probationary Reappointment of Professional LiDrarians........ceeeeiiiiiniiiiiiiisnissssssssssssessnenn. 64
1.9.1 Definition of a Probationary Reappointment DECISION............ooiiiiiriiieieieee et 64
11.9.2 Annual Meeting with the University Librarian for Méers on Probationary Appointments............c.ccccevevenene. 64
11.9.3 Eligibility to be Considered for Probationary REaIIIMENT...........ccccveirrieiererise e sreas 64
111.9.3.2 Eligibility to be considered for Reappointment fdembers with Previous Limited Term Service...........cocu..... 65
111.9.3.3 EXxtension of Probationary PEIIOM............cuiiiiiiiice sttt ettt st eesa e e e e essesssessessessessessesaesnens 65
11.9.4 Criteria for Probationary REapPOINIMENL.........cuoiiiiiie ettt s eae et et e e eae e e enean 65
11.9.5 11 111 o OO OPOOOUSRURRUURRRRNt 65
111.9.6 Composition of the Library Personnel COMMILLEE. ........ccoiiiiiiiieeee et s 66
1.9.7 REAPPOINIMENT FlES ...ttt sttt a et et et e e st e e et e besbesbesbesbeeaeeneensensenseseseens 66
1.9.7.11 EXEEINAI ASSESSOIS.....uiitieeiieteieie ettt sttt sttt sttt ste st e te st e st s te st e bt s be st ebe s e e st s be e esesbe e s beneebe e esesbeneebesbeneebeneenesbeneesestenens 67
111.9.8 Recommendation of the Library Personnel COMIMULLEE. ........ccccviieieieieieieere et srens 68
111.9.9 Recommendation of COAP to the University LIDrarian.........ccccccveeeeeieiierierese st ses e ssesse e snens 70
111.9.10 REAPPOINTMENT DECISIONL......coiiieiieteeieee ettt ettt ettt a et e et et et e besbesbessbebesaesbesaeebeeneeneensensansenseseens 72
.10 Permanency for Professional LiDrarians. ... 73
[1.10.1 Definition of @ PEerman@nCy DECISION.........c.coiiiiiiiiiiee ettt ettt ettt st s ae bbbt e bt sbesaesbesneeneennens 73
[11.10.2 Annual Meeting with the University Librarian For Mers on Probationary Appointments............ccccevevennene 73
11.10.3 Eligibility to be Considered for PEIMANENCY.......ccovieiii ittt ste et e e sre sttt tesse e e e saessessessenseessensens 73
111.10.3.3 Early Consideration fOr PEIMANENCY.........ccucviieiiirierise ittt ste e e e e e e sae e ssessesestestesseesesseessessessesseasanseens 73
11.10.3.4 Eligibility to be considered for Permanency for Maagns with Previous Limited Term Service..........ccoceeevuenene 74
111.10.3.5 EXxtension of Probationary PEIIOM............cuiieiiiiiiee sttt ettt st e s sa s esaessaessensessessessesaesnens 74
[1.10.4 CrItEria fOF PEIMANENCY. ... i iueeiieeieieeiee ettt ettt ettt ettt a e ea e et et et e stebesbesbe s bt sbeesaeebesaeebeeaeeseenseneensensensenaeseens 75
[11.10.5 I 111 o OO S POt 75
[11.10.6 Composition of the Library Permanency COMMILIEE...........coeiiiiiieiieierere et 76
1.10.7 PEIMANENCY FlES......iciiiiciieiieecee ettt et et e e st e st e st e st e te s s e sesbe st e s bestesseatesaeaseeseaseessessessessessensessensenes 76
[11.10.7.11  EXEEINAI ASSESSOIS....ccuiiieuiitirietirteietestetetestestetessesteeetestesteteseesestestesesteseebesteseetesteseeneesesseneebesaesestessesesteneesesteneatensenens 78
111.10.8 Recommendation of the Library Permanency Commitigbe Provost and Vice President Academic............. 78
[11.10.9 Recommendation of COAP to the Provost and Vicei@eas ACAJEMIC...........cocoveirerieerenieereesesee e 80
[11.10.10 PermMan@NCY DECISIAN.......coiiiiieiiieieeteee ettt ettt ettt et e s besae et e e st e st e st et e te st e s e esenbesaesbeeaesaeeaeeneensensensenseseens 82
[1.10.11 Retention of @ PErman@nCy FilE..........coo ettt sttt e et sse st sae e 83
.11 Promotion of ProfesSsional LIDrarianS. ... eieciiintnintiertnestnssesss s sssssss st ssssse s ssssssassssassssssessssassssssssassssssasssas 84
.11.1 Definition of @ Promotion DECISIAN.........coeiiiiiieieieee sttt ettt ettt ettt saesbe e sbesbesaesbesaeeseeneens 84
.11.2 Eligibility to be Considered for PrOMOLIQN...........ccoiiiiiiirisecieeceee ettt e sttt e e saesae s aeseesaesnens 84
1.11.3 Criteria fOr PTOMOTION. .....c.citiieeeieteiet ettt ettt sttt s s sttt s e et e s e e st e be e e ste st ebeseeseebessesesteneesesteneebesseneas 84
.11.3.1 Criteria for Promotion t0 LIDFArian HL.........co.ooeireiiieieereee ettt bbb nan 84
1.11.3.2 Criteria for Promotion t0 LIDIariain IM.........coooioiieeee ettt s s e b e eae e enean 85
.11.4 LI 111 o OSSOSOt 85
.11.5 Composition of the Library Personnel COMMILLEE. ........cc.iiiiiiiiieeee et s 85

4



11.11.6 g 0T (011 0T o I T [T 85

[I.11.6.11  EXEEINAl ASSESSOIS. .. cuiiieuietirietirtereetestetetesteseeteseesteseesestestetesaesestestesesteseebesteneatesteseeneesesseneebessesesbeseesestentesesteneetessenens 87
.11.7 Recommendation of the Library Personnel COMMILLEE. ........ccoiiiiriiiiiieeee et 87
1.11.8 Recommendation of COAP to the University LIDrarian..........cocooeiiriiieieiieee et 89
1.11.9 PrOMOLION DECISION. ... .coueiuieiieieeee ettt ettt ettt et e e st e besbesae et e e ae e st ea s et ense s et e e e senseseesbesbesbeeaeeneentensensansensens 91
.12 IVIETIE uveeeeeeeeseeeseesseesseesseesseesseesssesssesssesssesssesssesssesssesssesssesssesssesssesssesssessnesssesssesssesssesssesssesssesssesssesssesssesssesssesssessnesssessness 92
.13 ROIE Of ChaAirS/DIrECIOIS. .ciistietiitiirtrestiestresteesteestsestsestsessesssesssasssssssasssssssssssssssesssasssasssssssasssesssesssssssesssasssesssssssasssssssasss 93
.14 Appointment of Departmental/Program CRAIIS......cccicrercreeenreeissenissesssesesessssssssssessssessssesssssssssssssssssssssssssassssassssnsss 95
.15 ACATEMIC AOMINISITALOIS c.uvieiierirertrertrestrestrestrestsestsestsestsestssstsesssssssesssesssessssssssssssssssssssssssssssssasssssssssssssssssssssssssssssssssses 95
1.16 Courses Outside the Regular ACAUEMIC SESSIAL...ciicviriererrrererercsesessesssssessssessssssssssssssessssssssssassssasssssssssssssssssssnsssss 96
.17 Process for Applying for RESEAICH LEAVES.....ccvviiiiiiiiiiiiiinicniinicsicsicsicsscssc s ss s s s s s sssessesasesas 97
1.18 Evaluation of Teaching PerfOrManCe...... it sssssssssssssssssssssssssns 98
111.18.2 TEACKNING DOSSIEL ... ettt ettt e et be s bt st e sbesaeeh e eaeeat e st et enteemsensen s e besbeebeebesaeeseeneensensensenteseenaenns 98
111.18.3 StUAENT COUISE EVAIUBLIONS .....c.eiveuieiiieiirteieterie ettt ettt ettt st s sttt s b et be s e e st sbesee sheseebesbeneebestesesteneesesteneas 99
.19 Procedures for Voluntary Transfer and Cross-appoitment Of FACUILY ......ccveecveerrsercrencreninsnnsnsnesssnescsnessssnssssnsssnnes 99

TERMS AND CONDITIONS OF EMPLOYMENT  oiccismsssssmsmssssssssssmsssssssssssssssssssssssssssssssssssssssassssans 101
V.1 DUtieS aNd RESPONSIDIIIES.ccctiierrerirerirerererererissresssresesessssessssssssssessssessssessssesssssssssssssssessssessssssssssessssessssasssssssssassses 101
V.2 T 1= 102
V.3 Allocation of Teaching and Departmental/Program DEIES........ccuverrersensensennennesnensenesesesesessessessesaeas 102

IvV.3.2 Transparency and RECONSIAEIATIQN. .........oiiii ittt ettt et et e ee st e besbesbe e sbesbesaeebesaeeneenes 104
V.4 JLICSE= U3 T o TR0 o] o To T A U o 104
V.5 L8 AV ] ST =T Vo 105
V.6 LIDFATIANSIID weeiereeicrerirerinereneesnsrescsressssesssesssssessssessssesssssssssssssssessssessssessssessssssssssesssssssssessssssssssessssessssessssasssasssssnassns 105
Iv.7 VOIUNLArY REITAINING ceveeeerererrreirrrescrescsseressssssssessssesssssssssssssssessssessssasssssssssssssssessssessssssssssassssassssssssssssssssssssassssassssassses 106
V.8 TEChNOIOGICAl CHANGES....utieerircrercrererreresresssnescsresessesssssessssessssessssessssssssssessssessssessssssssssassssesssssssssssssssesssnassssassssassnes 106
V.9 Absence and Vacation - FACUIY.....ccuuiiiiiiniiisiiiiiniinicnicsicsie s s s s e sssessasssaesssessaesssesssessnessesanes 107
V.10 Absence and Vacation - Professional LIDrarianS....c.cceeeeieeceiinniiininesenenssensssseesesessssssssssssssssssssesessssessssssasssssassns 107
V.11 Geographical Limitation for Librarian MEMDEIS ...c.cviiviniiiiiniiniiniiniiniisicnicnicnicsncssessessessessesse s sssesssesns 107
[V.12.1  ProfeSSIONaAl EXPENSES..ciiviiitiistiirtiistnistiiiniissstsstsstsstssstsstssstssstssstsssessstsssesssesssesssessssssstssstssstsssssssesssssssesssesssesssesnes 107
IV.12.2  Travel BetWeen WOrK LOCALIONS....cciiiiriireististestntistesesistissessesesssessessessesssessessessssssessessessssssessesssssssssessessssssessessesnes 107
IV.12.3  Professional EXPENSES FUNU.....iiiiiireiireeicseeicseescsesesessssnessssessssessssssssssssssssssssessssessssssssssssssssssssassssssssssssssnssssnassnasss 108
[V.12.3.1 ACCOUNLING ANA ClAIMS..uutiirreiiirrerirerirerereeisseessssessssessssssssssessssessssessssssssssssssssssssesssssssssssssssssssssssssassssssssssssssssssssassnasss 108



V.13 [V LTI Lo RSz o] o =1 o= | - 108

IvV.13.1 DETINILIONS. ...ttt ettt st b e et be st et e ket bt st e e b st e st ke et e R e b et bt e neebe st e Rt ebe e aenbene e teneee 108
IvV.13.2 SADDALICAI LEAVES..... ettt sttt sttt b et eat et et et e e e beamteteseebeseeebeebesaeeseeneentententetesaens 109
IvV.13.2.1 D TH] =1 1o} o OSSO SRR 109
IV.13.2.2 ACCUMUIALION OF EY Sttt sttt sttt a et et et e be s e e ebe s b e ebesbeebesaeebeeseeneensensanteteneeneas 109
IvV.13.2.3 [ o T 7111 YRS SRS 110
IvV.13.2.4 0111 [T 0 4= OO OSSR RSOSSN 110
IvV.13.2.5 SCNEAUING. ...ttt ettt ettt et et e st et e st e s te e s eeeteeseeseeseessesseessessessessessen s e te et easeaseaseeseesaassensansesrsensans 110
IV.13.2.5.1(a)Departmental/Program/LIBrary PIanS........cccccciiieierieiere sttt sie et et e st ettt st stessessaes e ssessesssassasens 110
IV.13.2.5.1(b) Application for SAbDAtiCal LEAVE.........cccviiiieeeieieeeteetee ettt re e e e e s e s e sesse s sessessessesaesressesnens 111
IV.13.2.5.1(c)Decanal Review and ReCOMMENTALIQN. ..........cociiiiriiiiere ittt ettt sttt st sbe et eaeeaeeneenean 111
[V.13.2. 5. 1(AIREPIACEIMENES. ...ttt ettt e bt sb e e bt e bt eb e e st e st en e e e e st e entense s enbesbe et e abesaeebeeneeseeneeneenseseeteanean 111
[V.13.2.5.2  SPECIAl AULNOMZATION .....c.iitiieieeieieeee ettt ettt ettt et e be st e besbesbe e sbesbesaeebesaeeseententensenaensenbesaens 111
IV.13.2.6 DISCretionNary REPIACEMENTS.........coci ettt et et e st e te s beetesseeseessaesaeseessessessensessesseeenns 112
IvV.13.2.7 SaAlArY AN BENETIS....cuiciiiciceeeee ettt e et et e st et e et et e s a et e eReaReeteene e st e st e st enteeenrenes 112
[V.13.2.7.3.1 SAbbatiCal LEAVE SUPPOLL......eciiieieieieiesie st estes et et te st e e ese et e ae st e bessestestessessesseaseseseasesseassessensessessessensessens 113
IV.13.2.8 LT oL (o T =T 1Y TP 113
IvV.13.2.9 Alternative Remunerated EMPIOYMENL........c.ooiiiiiiiieee ettt sttt sae b ae s enes 113
IvV.13.3 UNPAIA LEAVES .....eee ettt ettt et et e s te et te s bt e bt ebeeaees e eaeeneensesseateabeameetebeseeebeeaeeaeeseeneeneeneensentensanbeseesnes 113
IvV.13.3.1 PrOCEAUIES ...ttt ettt sttt e e bt st e eb e e st eh e e st e aeea s e eeeatentem e e e e beebeebeabeeaeebeeneeneeneententeneen e eneenes 113
IvV.13.3.2 Terms Of UNPAIA LEAVES ... .oouiieieiieieeeeeee ettt ettt sttt et eat et et et et e beseeebesbeeae e sbesbesaeeaeeneeneenseneantenseseeeas 114
IvV.13.3.3 Replacements fOr UNPAIU LEAVES.........c.ccveiereririce ettt et e e ste st sresteeseesaessessansesssessessessesaessessens 114
IvV.13.3.4 Benefits and ENtIHIEIMENLS. ..ottt b be st et be st e ebe st nesbeene 114
IvV.13.4 Leaves for Probationary APPOINTEES........ccvevirieriererisie st st etee e e st te st e e e saestessessesbestessessestessesssessessessenseesenses 115
IV.13.5 LIMited T ADPOINTEES ... eeeiieiee ettt sttt sttt bt e ae e st et et e teseebesbeebeebeesbesbeebesaeeneentensensensensenaees 115
IV.13.6 OBNEI LBAVES. ...ttt ettt ettt et e s ae et e bt s bt eb e e ae e st e st et ea e eat et e s enbeseeebesbeeaeebeeaeeneente s enseneenseanean 115
IvV.13.6.1 PONICAI LEAVES. ... oottt ettt ettt et ettt et et e s e e besae s ee st e beseeebeeaeebeenteneeneenteneenseneeneesseneee 115
[V.13.6.1.4  CampP@aign PEIIOM......c.ooiieieieeeee ettt sttt sttt b et at et et e te st e bt entebeseebesbeebeebeeseeseeneensentensensessens 115
IV.13.8.1.5  EIECHOM.....ciitiieieteeet ettt sttt b e st b e s e e st sk et es et ebe s e e st et e s e e st st et eb e s b entebesaen e ebestene et eebeseeneeten 116
IV.13.6.2 Eligibility for Pregnancy, Maternity and Parentadve Sub-Plan(S).........cccceeuerierereniinie s 116
IV.13.6.3 Maternity LEAVE SUD-PIAN.........ccoii ettt e e st st et e st e s e s beetesseessessensensessesseeens 116
IvV.13.6.4 Parental/AdOPLION LEAVE.......couiiiie ittt ettt ettt sttt ettt a et et et e s e e besbeebeebeeebesbeebesaeeneentensensensensenaees 117
IV.13.6.5 SICK LBAVE ...ttt ettt ettt ettt e st e s bt e bt s bt eb e e aeeaeea e e bt e st eatea e et enbeee e ke ebeeheebeeaeehtent et ente et eentenean 117
IV.13.6.6 COUI LBAVE. ...ttt ettt e a e s bt ettt e at e e bt ekt e a b e satesheeebe e bt eaeeeaeesbe e bt eabeeabanbeebeenbeeaneesaes 118
IV.13.7 Reconsideration Of LEaVe DENIAL............ccuoriiiiiiiiee ettt ettt ettt et b et saesbesae e 118
V.14 OUutSide ProfeSSIONAl ACHVITIES ...ccuiiriiiriiriiiriiistiiiiestretiestiestrestesstessssesssessesssssssssssssssssssasssssssssssasssesssasssssssssssasssssssasns 118
V.15 Annual Performance REVIEW - FACUIY....ccvvirererrericrrercrrescsresesesesessssnessssessssessssessssssssssssssnsssssassssessssssssssassssasssnassnes 119
Iv.15.1. INEFOTUCTION. ...ttt sttt st b e bt b e st ek et e b e s be st st e st e bese e st s ket ebe st e st ebe st enesbe e e st sbeneessenees 119
IV.15.2 F Y o] 01U = U =] o o] 4 €= TSR 119
IV.15.2.1 Annual Report SUDMISSION GUIAEINES........cc.oiuiiiiieieeee ettt sttt ebe et enes 119
IV.15.2.2 THE ANNUAT REPOIL......e e ettt sttt h e et eh e e st e st et et e te st e e e et ebesbesbesbeebeebeeneens et ententaneeneas 119
IV.15.3 Review Of ANNUAI PEIfOMMANCE........ccoiiiieeee ettt e b ettt st et ete e e besaesbe e e 120
IvV.15.4 Communication Of REVIEW 10 IMEMDIET.......c..cciiieirieee ettt st be sttt s e ebeseeneeten 120
IV.15.5 Meeting to Discuss Annual PerformancCe REVIEW..........ccecevirierieiieeeeeieeeeeeeesaessestessessesressessessesseessessessesseses 120
V.16 Annual Performance ReVIEW - LIDFarianS.....cciiiiiiiiiniiiiiicninesissssssssssssssssssssssssssssssssssssssasssssssssssssssssss 121
V.16 1 INEFOTUCTION. ...ttt sttt bt b e s et et et b e s b e e s b e st et e se e st s ket e be st eneebe st enesbe e e st sbeneesseneaes 121
IV.16.2 F Y ol 18 = U =T o o] 4 £ TSRS 122
IV.16.2.1 Annual Report SUDMISSION GUIAEINES........cc.oiuiiiiieieeee ettt sttt ebe e nes 122
V.16.2.2 THE ANNUAT REPOIL. ... ettt sttt he et eh e et e st et et e bese e s e e tebesbeebesaeebeebeeneenteneentensaneeneas 122
vV.16.3 Review Of ANNUAI PEIOMMANCE........coooiieeee ettt st ettt ettt st et ete e e besaesbe e e 123
IvV.16.4 Communication Of REVIEW 10 IMEMDIET.......c..ciiieirieee ettt et sttt s e sbeseeneetens 123
IV.16 5 Meeting to Discuss Annual PerformancCe REVIEW..........ccvcevieiiriirieieieieteeeeeesessestessessessessessessesseessessessessees 123
V.17 PEISONNEI FIlES.uuiiiiiitiiiiiiiitietietret ettt sttt s et st st st st st st s st s atsns s st sesssesssssssstssssssssssssssssssssssssssssssss 124
V.18 LRI ITo 01U RS @ o 1=t Y o 126



V.19 SCROIAIY MISCONUUCT..c..uveiirerirrrerseeersresesrescsnesesesesssessssessssasssssssssnessssessssassssessssssssssesssnesssssssssssssssessssassssasssssssssnssssnes 126

V.20 Implementation of DiStanCe EAUCAtION COUIMNSES...ciiviiirtrerrrersresesesessesesessssssssssessssssssssssssssssssssssssssssessssasssssssssnsssss 127

(O o 1 I Y 129

PROFESSIONAL LIBRARIANS ... L 2 9

V.1 Classification, Promotion Requirements and Salary GRleS.......ovvviininiiniiniininesesesesssesesesssesns 129
V.2 L L0030 LYo 129
V.3 Y2 0% 1[0 ] o 129
V.4 Procedures Governing the Appointment of the Univerisy Librarian ..., 129
V.5 o= Yo [T o 0T To o [ 41T 0TS = Lo £ 129

INTELLECTUAL PROPERTY AND COPYRIGHT  cisicsssmsmssmsssssssssssssssssssssssssssssssssssssssasssssssssssssnsss 131
VI.1 D= T 0T T o 131
VI.2 Intellectual Property and Copyright COMMIEEE......cccverirrererrerrrrercsesesesesesesseessssessssessssesssssssssssssssassssassssasssasssssnssns 132
VI.3 SUDCONIACHING DY EMPIOYE...eeiiieeiceeicreecrereneeeneesssrescstesssssessssessssessssessssesssssssssnessssesssssssssssssssessssassssasssssssssnssssnes 132
Vi.4 L VAT TE R g o o =T T o 132
VL5 Protection of Intellectual Property not Subject toCOPYIgNT ...cceiveiieiiieiniiniininn s 132
VI.6 L0707 0)7] (0| 1 £ N 134
VI.6.1 (@] 0 )Y, 1T | 4| USROS 134
VI1.6.2 Copyright in INSrUCtION@l MAtEIIAIS. ........ccveeeeieeieieieeses ettt ettt e st e tesrestesseesaesresresseesansnans 135
VI1.6.3 TRESES. .kttt b bR R e Rt e R bt R bR b sr st eer s 135
VI1.6.4 Copyright in Distance EQUCAtION COUMSES.......cceverieriiriirereieeseeeeeetesseesteseessessessessessessessessessessessssssessessesssessens 135
VI.6.5 Remunerated Use of Distance Education Materals...........ccocoviiiiiiirieieee et 135
VI1.6.6 Continued Ownership of Distance Education Materials............cccoveieiinineiinineee e e 136
VI.6.7 Copyright and Improvements in COMPULET PrOGIAIMS.........coteteieieienierienie e siestie et ste s sae e enteseenaeseeseeseeeee 136
VI.6.7.1 L@ VT LT ] oo OO 136
VI1.6.7.2 ACAAEIMIC CrEIL ... cuiriieiiietet ittt ettt b et s e bt se bt e R bt bebe e a bt snen et neenees 136
VI1.6.7.3 COMMETCIANIZALION.....c.veveeieiteiiietetert et sttt ettt et be bbb e e e bt s e bt seenebenesnebeatnnen 136
VI.6.7.4 Y Iy o] (SR @ o] o)V T | 1A T [0 [T €S 137
VI.7 L= TS TS T T T | ] (S 138
V1.8 L0 1 110 =] N 138
CHAPTER Vi crttstsissssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssassssssssssssssssss sss sessssas sassssassas susssssssnssnsssssssnss 139

VIl.1 Y[ 1(U E= T @ o] od= 1 o H TP U PO 139
VII.2 ResponSibilitieS Of the UNIVEISILY ... ccaue ettt e et e et e e e e e e aaeeeeaaaannnes 139
VII.3 Responsibilities Of MEMDEIS ... et e e e e e e e e e e e e e e annnes 140
Vil.4 Multi-Workplace Joint Health and Safety COMMBIE ...........uuuerriieiiiriieeee e s s vmeer e e e e e e e e e e e e reeeeees 140

7



DISCIPLINE  ttstsuissssssssssssssssssssssssssmsssssssssssssssssssssssssssssssssssssssssssssssssssssssassss sssssssssssssssssss sassssassassssassnssnssnssssnsss 141
Vi1 LT =T 0T o S 141
VIII.2 NON-AISCIPHNAIY SIUALIONS cecuveererreicrrererrereseresneissressssescssesssssssssssssssesssssssssessssssssssssssssssssessssessssassssssssssassssassssssssaassses 141
VIIL3 Discipline Separate from Academic Performance ABSSMENL.....ccvvviviiiniiiiiniiniess s saes 141
VIIl.4 Types Of DISCIPINAIY ACHION...ciiiciiritiitiirtiirttresesest et sssr e s e ss s ses s s st e s e ssesesaesesassssassssasasessssssasssssssssssasessassssssanes 141
Vill.4.1 WWEIEEEIN WATINING ...ttt ettt ettt st te s bt s aeeb e s aeeae e st e st enee easenseneensessebesbesbeebesaeeneentensentansensas 142
VIII. 4.2 WIITEEN REPIIMEING...... et ettt sttt he et ea et e st e st et et e se e e e e sesbesaeebesaesbeebeeaeeneeneensentanseneas 142
VIil.4.3 SUSPENSION (With OF WItNOUL PAY)...c.vicieiiiciiiieieietetetesete ettt sttt sttt se e s e b e s e sesrsesbesseresaesressens 142
VIl 4.4 DiISIMISSAI TOF CABUSE.....c.eoveiiriieiiirteictr ettt sttt ettt bt b ket ne st s e en et sesrebenesneneatnnen 142
VIIl.4.5 Denial of Career DevelopmeENt INCIEMENL..........cci ittt sttt ettt restesseeseeseeseessensaeseessenes 142
VIILS DISCIPIING PrOCESS . uuticruererreirsreserresessessssessssssssssessssesssssssssssssssessssessssesssssssssssssssessssessssassssssssssessssassssassssssssssasssnssssnasss 142
VIIIl. 6 Denial of Career Development INCremMent (CDI)..uiieiiiiiiniiniiniiniiiinesenesesessesessessssssesssssssesssesssesssesssess 143
VIII. 6.1 Alternative DULIES AFTANGEMENLS......c.ciitiieerteeteete ettt ettt et e rteeteat e testesteseestesbesaeebesseestentensensessesneensensessaseseessesss 144
VIII. 6.2 RESUMPLION OF CDI(S)- .. eeuteierteieeie ettt ettt ettt b e aeea et et et e e e besae e ssesbebesbesbesseeneenteneensensenseneenes 145
VIIl. 6.3 RESIOTALION OF CDI(S) . uiiuteieieriisiesistiseseeee et et e rte e te s et e st e e stesreste e st eseeseessessessassesseessessessesseasesseaseessessessessesensenes 145

GRIEVANCE AND ARBITRATION PROCEDURE, AND DISMISSAL FOR CAUSE.....cuuu. 146
IX.1 LCT=T 01T | SRS 146
IX.1.1 DETINILIONS . ...ttt ettt sttt st b e sttt et ek et bttt e b s e e st e ket be b et be b e st e be st e Rt be e ae e bene e teneee 146
IX.1.2 Carriage Of GHEVANCES.......ecieeeeeieeeieiee sttt sttt ettt e st e sa et e s b e se s e tesaeatesseasesssesteaseaseeseessessensensensessensenes 146
IX.1.3 TYPES OF GIIBVANCE ...ttt ettt et s b et e s bttt ehe e st e st ea e e st e eese e e e e tenbesaeebesbesbeebeeneene et anbensaneeneas 146
IX.2 LI 1] VA =20 111 o o 146
IX.3 Grievance and Arbitration PrOCEAUIE......ccceeiecrreereerrterrecseeseessseesessssesssssssessesssesssssssesssssssessssssesssssssasssssssessssssssssssssans 146
IX.3.1 SEEP L: GHIBVAINCE. ...ttt ettt ettt et et et e te st e e besbesteebeeaeeat e st enten s e s easeensenseseenbeseeebeebesaeeneeneentensensensesaens 146
1X.3.2 Step 2: Grievance Conciliation COMMITLEE.........ccviivirireseeeeeeeet ettt reete s e e saessesaenseesaessens 147
1X.3.3 S =] o RS A 711 - 1o o TR S 149
IX.4 DiISMISSAl TOF CAUSE..cuviiriiriiriiisiiisiiisitisiessiesssesstessstsssessssssssssasssasssasssasssasssssssssssssssasssssssssssssssssssssssssssssssssssssssassssssans 150
(O N I 154

CLOSURE AND RESTRUCTURING OF A DEPARTMENT/PROGRAM ...ccumsssmsmsssssessssnnnns 154

X.1 DETINILIONS. ...t ettt ettt b et b e bt bt b e e b s e st b e e e bt bbb et bt be b e bt bt et s e 154
X.2. Procedures for Closure or REAEPIOYMENL.........cco ittt sttt ettt st ne s 154
X.3 STALUS OF MEMDEIS ...ttt ettt b bt b e sttt s e bbbt s b et ek e sbebeeb e s e ebe s b e e ebeneeneebeneeneas 154
(O o 1 el 155

(O o 1 I o 160



SALARIES AND BENEFITS s 160

XI.1 T =T ST 1[N 160
XIl.2 Compensation for Chairs and Directors of Departmets and Programs......ccoceeeeeeeeesnisnnisnniniisnisisinn. 160
XI.3 Stipend for OVErload TEACKING....ccveerrererererererrreessresesresessesessssssssessssessssassssssssssssssssssssesssssssssssssssessssassssasssssssssnssssnes 160
Xll.4 2T T 1SS 161
XI5 TUILION WRIVETS cuvitiiiieiiinicneitisicsiseitiseessestsssssessesstsssessessesstssssssessessssssessessessssssessessssssessessessssssessessesssssessessesssess 163
XIl.6 ST (T =T TS 163
XIL.7 FIEXIDIE BENETILS PlAN....cii ittt ettt se e s e s saesesas s s as s s s s e s sne s sassssasassssasssasasnasanassanas 163
SCHEDULE A: SALARY SCALES ..oiismimssssssissssssssssssssssssssssssssssssssssssssssssssssssassssssssssssssssssssssssnss 165
SCHEDULE AA: SALARY PARITY asccsmimssnmssmssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssnsss 166

APPENDIX A: THE CLASSIFICATION, PROMOTION REQUIREME NTS AND SALARY

SCALES OF LIBRARIANS s sssssssssssssssassssssssssasasssssns 171
APPENDIX B: SCHOLARSHIP PLAN FOR DEPENDENTS OF MEMB ERS.......cccusmmmmsmssnns 173
APPENDIX C: POLICY ON SCHOLARLY MISCONDUCT . 175
POLICY ON RESEARCH AND SCHOLARLY MISCONDUCT ..ccsmmmsmsmsssssssssssssssssssssssssssssns 175
APPENDIX D: DISCRIMINATION AND HARASSMENT POLICY . 182

APPENDIX F: LETTER OF UNDERSTANDING RE: OFF-CAMPUS AND SUMMER
SESSION TEACHING . ciiiisesmsssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssassssssssssssssssssssssssssssssssassssssens 201

APPENDIX G: SECOND FRAMEWORK AGREEMENT RE: RETIREME NT BENEFIT
[SSUES iR RS 202

APPENDIX H: MEMORANDUM OF AGREEMENT RE: NOTIFICATIO N OF
RETIREMENT s sssssssss s sssssssassssssssssasas s sssssasas s nnnas 213

APPENDIX I: EMPLOYMENT STATUS OF TUFA MEMBERS HOLDI NG LIMITED TERM
APPOINTMENTS i ssssssssssssssssssssassssssssssas s sssssssas s sssssnnas 214

APPENDIX J: THIRD PENSION FRAMEWORK FOR TUFA COLLEC TIVE AGREEMENT,
P2 000 0 215



APPENDIX K: LETTER OF UNDERSTANDING RE: COMPOSITION OF COAP...ccuouminn 217

APPENDIX L: LETTER OF UNDERSTANDING RE: VOLUNTARY C ESSATION OF
EMPLOYMENT o sssssssssassssssssasas s sssssnsas 218

APPENDIX M: MEMORANDUM OF AGREEMENT RE: REGULARIZAT ION OF
“MASTHEAD” AND “0.0” APPOINTMENTS TO CROSS APPOINTM  ENTS..coiimssmsesesnnnns 219

APPENDIX N: LETTER OF UNDERSTANDING RE: STANDARD AN NUAL REPORT FORM

............................................................................................................................................................................ 220
APPENDIX O: LETTER OF UNDERSTANDING RE: FORMATIVE P URPOSE OF THE
ANNUAL PERFORMANCE REVIEW s 221
APPENDIX P: LETTER OF UNDERSTANDING RE: COMPUTER RE NEWAL ...ccocuimenns 222
APPENDIX Q LETTER OF UNDERSTANDING ..o 223
PRIVACY AS IT RELATES TO CUSTODY AND CONTROL .ocusmmsesmsmsssssssssssssssssssssssssssssssssssns 223
APPENDIX R: LETTER OF UNDERSTANDING .o 224
SUSPENSION OF MERIT ossssssssmsmsssssssssmsssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssasssssssssasasssnens 224
APPENDIX S: LETTER OF UNDERSTANDING GRADUATE DIREC TORS.....ciimininnnn 225
APPENDIX T: FOURTH PENSION FRAMEWORK FOR TUFA COLLE CTIVE
AGREEMENT, 2013-2015. mmssmsmsmmsssssssssssssssssssssssssssssssssssssssssssssssssssssssssassssssssssassssssssssasssssssssns 226
THIS COLLECTIVE AGREEMENT ....ccuviiinmmiismsmmsssssssssssssssssssssssssssssssssssssssssssssssssssssssssssssasssssssssasasssnens 228

10



CHAPTER |
GENERAL PROVISIONS

Definitions

“Academic Administrator’means an individual who holds a tenured or probatip faculty
appointment or a professional librarian appointmant who holds an administrative
appointment, and by virtue of that administratipp@ntment, is excluded from the
bargaining unit for the duration of their adminative term.

"Agreement'means this Collective Agreement between the Aasioci and the Board.
"Association"means the Trent University Faculty Association.
"Bargaining Unit" means the unit defined in the decision of the G@miaabour Relations

Board in Certificate Number 1594-79-R, dated Decenil8, 1979, and as amended on June
6, 1980.

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

"COAP" means the Committee on Academic Personnel.

“Chair” or “Director” means the academic head of an academic unit dobtiaated by
Senate and the Board and appointed according fortioeedures herein.

“Collegial Chair” means the TUFA member elected to serve as theavadiead of the
School of Education and Professional Learning erTitent/ Fleming School of Nursing.
The term “Chair,” as used in Articles 111.5 through8 inclusive and as used in Article
[11.5.1.4, shall be understood to mean “Collegialb@” as per I11.5.1.4. Elsewhere, in this
agreement, in the School of Education and Profaasicearning and the Trent/Fleming
School of Nursing, the term “Chair” shall be undeos! to mean the Dean.

“Days” where in the text of this Agreement reference islena “days” this shall be
interpreted as calendar days, but where referencede to “working days” this shall be
interpreted as working days.

"Dean" means the Dean of the relevant division of thaufgpof Arts & Science or the Dean
of the School of Education & Professional Learnonghe Dean of the Trent Fleming School
of Nursing or the chief academic administrativeaaff of any other faculty as may be duly
constituted by Senate and the Board.

“Dean of Graduate Studiestheans the Dean of Graduate Studies as appointdtt Board.

"Department"'means the Departments of Ancient History & Clagsimthropology,

Biology, Canadian Studies, Chemistry, Cultural $#adEconomics, English Literature,
Geography, History, Indigenous Studies, Internaidrevelopment Studies, Mathematics,
Modern Languages and Literatures, Philosophy, BBy&iAstronomy, Politics, Psychology,
Sociology, Gender and Women'’s Studies, and anytiaddl departments as may be duly
constituted by Senate and the Board.

“AVP of Human Resourcesieans the Associate Vice PresidehHuman Resources as
11




appointed by the Board.

“Graduate Program”means any duly constituted graduate program.

"Joint Committee'means the Joint Committee on the AdministratiothefAgreement.

"Member"means a member of the bargaining unit.

"Nominal salary"of a member means the salary corresponding irgaweyn year to a full-
time appointment at the member's rank and stegetasut for that year in Schedule A.

"Parties" means the Association and the Board as definedeabo

"President"means the President and Vice-Chancellor of theésgity as appointed by the
Board.

"Program" means the Programs of Business Administration, fitdimg & Information
Systems, Environmental and Resource Science/Stlehesnsics, and any additional
programs as may be duly constituted by SenatelenBaard.

“Provost and Vice President Academinieans the Provost and Vice President Academic as
appointed by the Board.

"Reqular academic sessionfeans the Fall/Winter terms.

“School” means the School of Education and Professionahireg Trent/Fleming School
of Nursing and any additional schools that are a@wolystituted as such by Senate and the
Board and whose programs are subject to extercatditation.

"Senate"'means the Senate of the University as providethftre Trent University Act,
1962-63.

"University Librarian" means the chief administrative officer of the kityras appointed by
the Board, regardless of the title given to sucloféicer.

Note: Any reference to “department” or “programalibe deemed to apphutatis mutandi
to undergraduate departments, programs, and schools

Note: Any reference in the singular shall incldle plural reference where the context so
requires. This definition shall be deemed to applgll necessary grammatical forms and

uses.
[.2 Purposes
[.2.1 Ideals and Goals

The parties agree that the ideals and goals ait TWriversity are the advancement of
learning, the dissemination of knowledge, and tiellectual, social, moral, and, as
appropriate, physical development of the membetletJniversity community and of
society. They agree that in conducting their affand in their relations with each other they
shall ensure the primacy of the University's acdadeyoals. They accept a joint
responsibility to secure these ideals and goalsrbsnoting freedom, responsibility and
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1.2.2

1.2.3

1.2.4

.2.4.1

1.2.4.2

mutual respect in the life of the University comrtyn

Purpose of the Agreement

The purpose of this Agreement is to promote anthtaia harmonious relations between the
parties in accordance with the ideals and goaksttle 1.2.1, and to provide means
acceptable to both parties for the orderly settl@noé such differences as may from time to
time arise between them.

Academic Freedom

The common good of society depends upon the séarémowledge and its free exposition.
Academic freedom in universities is essential tthltbese purposes in the teaching function
of the university as well as in its scholarship aeskarch. Academic staff shall not be
hindered or impeded in any way by the Universityhar Association from exercising their
legal rights as citizens, nor shall they suffer pepalties because of their exercise of such
legal rights. The parties agree that they will inétinge or abridge the academic freedom of
any member of the academic community. Memberkeatademic community are entitled,
regardless of prescribed doctrine, to freedom myaay out research and in publishing the
results thereof, freedom of teaching and of disoms$reedom to select, acquire,
disseminate, or use informatidneedom to criticize the University and the Asstiola, and
freedom from institutional censorship. Academeefifom does not require neutrality on the
part of the individual. Rather, academic freedoakes commitment possible. Academic
freedom carries with it the duty to use that freado a manner consistent with the scholarly
obligation to base research and teaching on ansheearch for knowledge. The claim of
academic freedom shall not excuse members fromimgetbie duties and responsibilities set
forth in IV.1.1 (i) and 1V.1.2 i) of this Agreemergrovided that the allocation of such duties
and responsibilities in accordance with3 throughlV.6 shall not conflict with principles of
academic freedom.

Discrimination and Harassment

The parties agree that there shall be seridhination, interference, restriction or coercion
exercised or practised by either of them with respany member in regard to any matter
including salaries, rank, appointment, promoti@nure, permanency, re-appointment,
dismissal, sabbatical leave, fringe benefits, grather terms and conditions of employment
by reason of age (except as required by statuteearetirement provisions of the Trent
University Pension Plan), race, language (excegrathe lack of language competence
would clearly prevent the carrying out of the regdiduties), creed, colour, ancestry, ethnic
origin, place of origin (birth place), citizenshgmlitical or religious affiliation or belief, sex,
pregnancy, sexual orientation, marital status, ffastatus, number of dependents, clerical or
lay status, disability (except where the disabiityuld clearly prevent the carrying out of the
required duties), place of residence (except whkxee of residence at such distance from
the University significantly restricts members fraarrying out their duties and
responsibilities), or membership or activity in thesociation or other legal associations.

The parties are committed to providing equal tresatt with respect to employment without
discrimination as required by ti@ntario Human Rights CodeThe University is committed
to meeting the requirements of t@atarians with Disabilities Adio address a workplace
free of barriers.

Measures implemented by the parties urideCollective Agreement, in relation to the
University's Employment Equity program, are noemded by the parties to be

13



1.2.4.3

1.2.4.4

1.2.4.5

1.2.4.6

1.2.4.7

discriminatory within the meaning of [.2.4 or undlee relevant provisions of the Ontario
Human Rights Code. Where necessary and as apg@gn relation to such measures, the
parties will work together to achieve "Special Reog" status under the Ontario Human
Rights Code.

The parties agree that harassment, andrdisation falling under the jurisdiction of the
"Discrimination and Harassment Policy”, shall bbjeat to the provisions of Appendix D.

Nothing in this Article or in Appendix D is intead to inhibit consensual social
relationships, freedom of expression or acadensiedom of any member.

Nothing in this Article or in Appendix D is intead to limit the authority of those
individuals charged with supervising others, collmggothers, informally resolving
complaints or conducting job performance appraisals

Nothing in this Article or in Appendix D is intead to restrict or inhibit a member's right to
file a complaint with the Ontario Human Rights Coission.

Nothing in this Article or in Appendix D is intead to restrict the role of the Association or
its representatives in responding to the concefrnsembers.

Nothing in this Article or in Appendix D is intead to limit access to the grievance and
arbitration process under the Collective Agreemmeiebnnection with discrimination,
interference, restriction, or coercion under 1.2.4.

Nothing in this Article or in Appendix D is intead to restrict the action(s) of the University
in responding to substantiated instances of hamsisan discrimination.

Where a member applying for assistanceakimg a complaint under Appendix D is in
contact with the subject of the application or tégpondent by virtue of teaching,
employment or other institutional relationshipsgd avhere such a member has reasonable
grounds to believe that there is a threat to higshgsical health, safety or security, the
member may, upon notification to the Provost ancE\Rresident Academic, discontinue
such contact with the subject of the applicatiotherrespondent pending the disposition of
the matter under Appendix D or the institution tfer appropriate arrangements. In the
event that such discontinuance of contact sigmftigaeduces the workload either of the said
member or of a member who is the subject of théicgifon or the respondent, the Provost
and Vice President Academic, in consultation wité Dean/University Librarian may assign
other duties as deemed necessary.

When the Provost and Vice President Academtifies a member that disciplinary sanctions
are to be imposed on the member under sectiond.Appendix D, a copy of the written
notification shall be sent at the same time toAksociation.

A grievance arising out of the impositidraadisciplinary sanction under Appendix D must
be filed by the Association in accordance withtiheelines laid out in IX.3. Such a
grievance may be referred directly to Step Threthefgrievance process as outlined in IX.3.
These time limits may be revised by mutual agre¢mgkthe parties.

In any such grievance the arbitrator(s) shall la#lagvidence de novo.

Public or official statements by officerfstioe University concerning an application for
assistance or complaint under Appendix D shalld@esistent with the substance and/or stage
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1.2.4.8

1.2.4.9

1.2.4.10

.2.4.11

1.2.5

(o]

of said application or complaint. Such statemeantsuding statements concerning
disciplinary sanctions imposed under Appendix Rlldbe made by the University only on a
"need-to-know" basis. However, arbitration repastsied in consequence of actions under
Appendix D constitute public documents.

If the Provost and Vice President Acaded&cides under section 9.10 of Appendix D not to
proceed against a member who is a respondentaarafbitration decides in favour of such a
member, the University shall remove all documeatatelating to the complaint from the
member's personnel files and, except for arbitnatéports which shall be retained, shall at
the discretion of that member destroy the docuntientar transfer it to that member.

Records of disciplinary sanctions imposedganember under Appendix D which are
confined to a warning or reprimand shall be remdvenh the member's personnel files after
a period of three (3) years during which no furtfemords of similar or more serious
disciplinary action against the member have beee@do the member's files. Records of
disciplinary sanctions under Appendix D, more sgsithan a warning or reprimand, shall be
removed from the member's personnel files aftegraog of five (5) years during which no
further records of similar or more serious disciplly action against the member have been
added to the member's files. Documents which@remmoved shall be maintained in a
separate file in the Office of the appropriate Deaamiversity Librarian, with access on a
"need-to-know" basis and only in the context ofspanel/employment decisions involving
disciplinary action. Notice of access shall bevpted to the member and to the Association.

The University shall make every reasonafflert to protect members from undue jeopardy
attaching to performance of their duties. Undwpg@dy may arise from trivial, frivolous,
vexatious or bad-faith allegations under AppendixThe University and the Association
shall assist a member in applying whatever legakdies exist if harassment of the member
continues after a complaint has been upheld amgptiisary action has been taken under
Appendix D.

The Human Rights Advisor shall compileaamual report about applications for assistance
and complaints under Appendix D. This report shalbs full as requirements of
confidentiality under Appendix D permit and shadl imade available to the University
community.

Conflict of Interest

The parties agree that no member or person aatirag officer of the University shall take
part in formal discussions or votes with regarthe determination of any term or condition
of employment of an individual in the member's ingilage family. The parties acknowledge
the need to avoid potential conflicts of interelgtembers shall not, without the written
authorization of the Vice President Administrationdesignate, authorize the purchase by
the University of equipment, supplies or servigesf a source in which they or their
families have a financial, proprietary or otheredirinterest.

Faculty-Student Relationships

The integrity of the faculty-student relationshsghe foundation of the University’s
educational mission. Whenever a faculty membegsponsible for academic supervision of
a student, a personal relationship between thearromantic or sexual nature, even if
consensual, is inappropriate. Such relationshipsgedize the integrity of the educational
process. In this article, the term student referalltindividuals under the academic
supervision of faculty, including advising, supsmg, and teaching.
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1.2.7

.2.7.1

1.2.7.2

1.2.7.3

1.2.7.4

1.3
1.3.1

Employment Equity

Trent University is committed to employmenuity, as evidenced by its participation in the
Federal Contractor's Program and approval of a&poin Employment Equity.

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

For all individual faculty and professiotiirarian competitions for advertised positiors t
Personnel Committee shall prepare a statisticalrtep the Dean or University Librarian (as
appropriate), specifying the total number of agpits, and where the information is
voluntarily disclosed by the applicants the numdnedt percentage of those who were women,
aboriginal people, people with disabilities, andmbers of racial minorities. The Provost
and Vice President Academic’s Office shall then poethese statistical reports, with copies
to the Association. Departments/programs may etemse to consolidate this reporting
process, by submitting one (1) annual statistiepbrt to the Provost and Vice President
Academic’s Office (copy to the Association). Irckiwcases, the report shall be submitted by
no later than June 30th of each year.

Where there are no female applicants facalty position, or where the Personnel
Committee determines a short-list which does nataio at least forty (40) per cent
(minimum of two (2)) female candidates, the Deaalldie immediately advised. In such
cases, the Dean may require an extension of theetition deadline, additional advertising,
and/or such other measures as are deemed appeopnaddition and where possible, the
Dean may require that at least one (1) female eqmlibe placed on the short-list.

Where male and female candidates applg faculty position and a male candidate is
recommended for appointment, the Personnel Conerstiall prepare a report to the Dean
which shall set out the details of the selectiarcpss, including the number of applicants
who are short-listed, and the number and percermbtimse who are women. In addition,
the report shall formally and specifically addrdss candidacy of each female applicant who
has been short-listed, and shall be submittede®#an for review prior to any formal offer
of appointment being made.

Policies and Practices

Existing Practice

Except where modified by this Agreement, existingctices relating to terms and conditions
of employment which are reasonable, certain, ammavkin and which were in force at the date
of commencement of this Agreement or during theguleng academic year, shall continue
during the term of this Agreement. The onus odlgigthing an existing practice within the
meaning of this Article shall rest on the partyperson alleging the existence of such
practice. Either party may seek interpretatioexasting practice relating to terms and
conditions of employment by referring any such eratd the Joint Committee as established
in 1.6 of this Agreement. The Joint Committee shall b@rsed one (1) month from the date
of the request to resolve such issues. The Boand fallowing due notice to the

Association stated in writing, amend, alter, ocdiginue existing practices in a reasonable
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1.3.2

1.3.3

1.3.3.1

1.3.3.2

1.3.3.3

1.3.3.4

1.3.3.5

way. Reasonable grounds for altering, amendingdjsmontinuing existing practices shall
include the need of the Board to comply with anyhef articles of this Agreement.

Management Rights

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

University Policies Affecting Terms and Caiwhs of Employment

(a)All university policies affecting the terms and dairons of employment of members of
the Association will be consistent with the ternishe Collective Agreement. In case of
conflict between this Agreement and any univergdlicy, the terms of this Agreement will
take precedence.

(b) Policies referenced ih3.3.1will be subject to grievance and arbitration bher party as
provided in ArticlelX.

(c) Any discipline arising from the policies and thisnplementation will follow the
procedures and, if necessary, the disciplinarypastdescribed iNlll.1.

Where the Employer is required by law oveggoment agency to introduce or amend policies
referenced iri.3.3.1 the Employer may impose such changes only aftesutation with

the Joint Committee, and, subsequent to such datism, by serving written notice to the
President of the Association of changes it will dap. Should the Association challenge the
imposed introductions or amendments such grievahak begin at Step 3 of the Grievance
Process as outlined 1X.3, and shall be filed within fifteen days of recegbthe written

notice.

Any amendments to the policies found iis thgreementAppendices GndD) not required
for compliance as pér3.3.2can be made only with the Association’s approval.

(a) University policies under consideratmnthe University Policy Committee but not
provided for inl.3.3.20r1.3.3.3will be sent to the Association for input. If thds no

written response from the Association within twe(g) working days the University will
proceed with the policy on the assumption thatAkgociation does not regard the policy as
affecting the terms and conditions of employmenmneimbers of the Association.

(b) Where the Association has, within the presmibmelines ir.3.3.4a), identified that the
policy under review affects the terms and condgiohemployment of its members and
further seeks to provide input, the Associatiorl mibvide such input to the Policy
Committee within 30 working days of receipt of fhaicy. Such input will be copied to Joint
Committee.

(c) If after review by the Policy Committee theeenain matters in dispute, such matters will
be referred to Joint Committee, or a designated@uimittee as pdt.6.2, for discussion.
Either party may subsequently refer the mattertép Shree of the grievance process as
outlined inlX.3.

Where policies not otherwise covered by #iticle have sanctions that include discipline,
only those policies shared with the Associatiotigh either Senate or Joint Committee
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may form the basis for disciplinary action agasm3tUFA member.

1.4 Recognition of the Association

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

The Association shall have the right at any timeall upon the assistance of representatives
of the Canadian Association of University Teach&#.U.T.) and the Ontario

Confederation of University Faculty Associations@QQJ.F.A.), when dealing with or
negotiating with the University. Such representdiand any other duly designated
representatives shall have access to the Univgystyises at all reasonable times to consult
with members, Association officers, or Universiffi@als. When such representatives deal
directly with the University officials, the exteat their authority shall be clearly defined and
communicated to the University officials by the Asstion.

[.5 Waiver or Breach of Provisions

The waiver of any provision of this Agreementfoe breach of any of its provisions by
either of the parties shall not constitute a preagdor any further waiver or any further

breach.
[.6 Amendments and University Expansion
1.6.1 Amendments to the Trent University Act

In the event of any proposals being presentelddegdbard for amendment or revision of the
Trent University Act, the Board shall provide thes&ciation with copies of such proposals
and shall provide to the Association an opportuttdtynake representations to the Board,
within sixty (60) days following receipt of suchpies, prior to the Board taking any action
on the proposals.

1.6.2 Expansion of the University

In the event of an expansion or extension of thev&fsity through the creation of faculties,
colleges, schools, departments/programs or any attie&emic units or sub-units, either in
Peterborough or elsewhere, the academic staff menolbsuch units or sub-units who by
virtue of the terms of their appointments wouldetigible for membership in the bargaining
unit shall immediately become members of the barggiunit, and the provisions of this
Agreement shall apply to them. If the expansioexiension of the University takes the
form of an educational undertaking with anothercadiwnal institution, the Joint Committee
shall advise the Board and the Association on nutlod protecting the bargaining unit and
permitting the University to extend its educatiosatvices to the community.

|.7 Association Rights

.7.1 Membership in the Association

No member of the bargaining unit shall be requicefbin the Association as a condition of
employment. However, all present and all futureniers of the bargaining unit shall be
considered members of the Association unless thigwaw from the Association in the
manner specified in Article7.3.
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1.7.2

l.7.2.1

1.7.2.2

1.7.3

1.7.3.1

1.7.3.2

1.7.3.3

1.7.4

l.7.4.1

1.7.4.2

1.7.5

Dues Check-Off

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

The Board shall remit the amounts deduatetker the terms of Article7.2.1to the
Association no later than fifteen (15) days after &amounts have been deducted.

Withdrawal from the Association

Members of the bargaining unit who affirmely assert conscientious objection to
membership in the Association may so declare itingrito the Association with a copy to
the Department of Human Resources. This declaratall express clearly and explicitly
the grounds for conscientious objection, and skeBuch constitute notice of withdrawal
from membership in the Association.

Newly-appointed members of the bargaining and others entering or re-entering the
bargaining unit from excluded academic administeapiositions who affirmatively assert
conscientious objection to membership in the Asdam shall so declare in writing to the
Association within thirty (30) days of their apptitent or return to the bargaining unit, in
the manner and with the restrictions provided iticle .7.3.1.

In the case of a member who has withdraam fthe Association under the termd.@t3,

the Board shall within fifteen (15) days remit sarhounts to the Trent University Faculty
Association Bursary Fund. If, in a declaratiorcohscientious objection, a member has
stipulated that his/her deductions be remittechtmtlzer Trent University bursary or
scholarship fund, the Association shall so notify Department of Human Resources and the
deductions shall be remitted to the bursary or leekbip fund named by the member.

Membership Information

The Association shall provide to the BoandJune 1 of each year a list of all members of the
bargaining unit who have withdrawn from membershifhe Association in the manner
provided in Articlel.7.3. The Association shall inform the Board of all\neithdrawals

from and returns to membership in the Associatighiwthirty (30) days of such

occurrences.

Through consultation, the Board and theo&igion shall establish by September 1 of each
year a list of the members of the bargaining woitif whose salaries deductions will be
made. The Board will thenceforth report on a mbniiasis any deviation from this basic
deduction list.

Income Tax Deductibility

The Board shall indicate the annual total of pAyteductions for the Association or the
Trent University Faculty Association Bursary Fundbther Trent University bursary or
scholarship funds on each member's T-4 slip.
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l.7.6

1.7.6.1

1.7.6.2

1.7.6.3

l.7.7

1.7.8

Provision of Facilities

The Board shall provide to the Associatithout charge the use of one (1) office,
telephone services equivalent to those alloweddasy practice to members (provided that the
Association pays all long-distance charges), ardofishe internal postal service. All
additional services and facilities shall be avdédab the Association on the same basis as to
departments/programs and at the same rates.

The Board shall provide to the Assaorawvithout charge suitable meeting rooms on the
University campus for the conduct of Associatiosibass, subject only to normal
scheduling arrangements.

The Board agrees that officers, agentsrapresentatives of the Association shall be
permitted to conduct Association business on thepces of the University.

Association Activities and Career Developinen

A member's service to the Association shall bamded as a share of administrative
responsibilities as provided for iW.1.1 (iii) or 1V.1.2 (ii) of this Agreement.

Release Time for Officers

In any academic year, the Association shall béledtto the equivalent of four (4) course
releases to reduce the duties of its officers uniderterms ofivV.1.1 and/orlV.1.2. The
reductions shall be determined by no later than WM&th of the preceding academic year and
duly communicated to the Dean and/or Universityr&ilan. Up to two (2) course release(s)
not allocated to an officer may be carried ovetthiy Association. No more than three (3)
course releases may be accumulated as carry osay éime.The Association may purchase
additional release time with the agreement of tte/ést and Vice President Academic. The
Provost and Vice President Academic shall not tsmeably withhold such agreement. Such
course releases, with the agreement of the PrarastVice President Academic, and such
purchased release time, may, at the option of tfieeg be deferred, or may be used under
the provisions ofll.16.3.1
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1.1

1.2

11.2.1

1.3

1.4

1.5

CHAPTER I
ADMINISTRATION OF THE AGREEMENT

Duration of the Agreement

The term of the Agreement shall be from the dataitification to June 30, 2016.

Where provisions in the Agreement require actipithie Association and the Board after the
date of ratification and that action has been oy bedelayed, it shall be taken as soon as is
administratively feasible.

Strikes and Lockouts

There shall be no strikes or lockouts during tfeedf this Agreement.

Essential Access

In the event of a strike or lockout at the Univigranembers whose research requires access
to facilities on the University campus, in ordeiptevent such damage to that research as the
loss of live or decomposable materials, shall benadd such access following arrangements
with the Vice President Research, or designateer@/possible, notification of access needs
shall be given.

Copies of the Agreement

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

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

Correspondence

All correspondence between the parties arisingpbot incidental to this Agreement shall
pass between the Associate Vice President of HUResources (or designate) and the
President of the Association (or designate). WiteeeAgreement specifies notice in writing,
the internal postal service of the University simalimally be deemed adequate means of
communication.

Provision of Information

Each party shall provide to the other party docushémat by policy or practice are routinely
available to members of the University. Requests$uadher information from the other

party shall be made through the Joint Committed,sarch further information shall not be
unreasonably refused. Where such informationeslet named individuals in detail, such
details shall be restricted to, and treated confid#ly by, the parties, officers and designated
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11.5.1

11.5.1.1

11.5.1.2

11.5.1.3

representatives.
Such information shall include, but not be limited

a. By November 1 of each year, a list of members, by Departmeitmary, including
academic or Librarian rank, type of appointmengrya appointment, and salary. For
members on leave, the type of leave shall be itelica

b. Copies of the University’s Budget and Audited FiciahStatements when approved
by the Board of Governors, including copies of jputdbcuments referred to in the
footnotes.

c. Copies of reports to the Provincial and Federal€Boments, such as reports on the
“Reaching Higher” targets.

d. The total number of courses offered by the Univgr@nd the total number of courses
taught by members, by department.

e. The number of graduate students in each progranth@ndumber of members
teaching and/or formally supervising graduate sttsle

f. By November 1 of each year, the names of all Chairs and Dirsdiiocluding
Directors of graduate programs).

g. Tables from the financial report of Ontario univees (Council of Finance Officers,
Universities of Ontario), annually, when availablable 6 Expense — Operating
Trent University and Expense — Operating TotalJaiversities.

In addition, the University shall annuallgrapile and make available to the Association the
following data:

a. The total amounts spent on salaries and benefitméonbers of the bargaining unit as
available from existing payroll data.

b. Aggregate data for health insurance benefits a®itly provided by the carrier.

Within 60 days of having received a lettéappointment or reappointment signed by a
member, the University will provide the Associatwith a copy of same.

Where an appointment involves special commitmentslation to capital start-up costs
and/or special support for teaching, research ori@dtration, these shall be detailed in the
initial appointment letter. Upon request, suctaagements will be discussed at Joint
Committee. Such commitments, where provided, sfetiranted to the individual member
directly, and the total of such commitments shallé&ported annually to the Joint
Committee for information. A list of all such all@atons shall be provided to Joint
Committee by November'for the preceding July®ito June 30 period.

Within 14 days of Board approval, the Usmsity will provide the Association with a list of
all Board-approved personnel decisions relatingnémbers, including names and the
decision specific to each member.

By November % of each year, the University will provide the Asistion with a list of all
members eligible for retirement without penalty enthe faculty pension plan.
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1.6

11.6.1

11.6.2

11.6.2.1

11.6.3

11.6.4

Joint Committee on the Administration of tAgreement

Recognizing the mutual benefits to be detifrem joint consultation, the parties agree,
within thirty (30) days of the signing of this Agnment, to establish a Joint Committee on
the Administration of the Agreement, comprisedhoée (3) representatives of the
Association and three (3) representatives of thaer@®o

The Joint Committee shall deal with probleanising from the administration of this
Agreement, as far as possible, and perform thewaifunctions assigned to it in the articles
of this Agreement. The parties may agree to establb-committees of the Joint
Committee to perform particular functions assighggbarticular articles of the Agreement if
they are of the opinion that this will better expedhe administration of the Agreement.
Such sub-committees shall be composed of an equatber of representatives of the
Association and of the Board, and shall forwardedbommendations to the Association and
the Board through Joint Committee.

In addition to performing the various ftioos assigned in this Collective Agreement to the
Joint Committee, the Joint Committee shall admanigiiis Agreement in the spirit of
cooperation and mutual respect and shall seeklrttedytcorrection of conditions which may
give rise to misunderstandings. To that end thet ZLommittee shall act in an advisory
capacity to the University and the Association @ning the need to amend or modify the
Agreement. The Joint Committee shall not haveatitbority to amend or modify this
Agreement. Any amendments or modifications toAgeeement shall not take effect until
approved by the University and the Association.

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

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

(b) A quorum for the Joint Committee shall be f¢ir of its members, with a minimum
of two (2) members representing each of the Boadithe Association;

(©) The Joint Committee shall meet at least twigeng each academic year, but may
meet more often by mutual agreement;

(d) Either party may request a meeting to be hekl mutually convenient time within
ten (10) working days of the request;

(e) The co-Chairs may meet to settle agenda fetings; failing that, they shall
exchange written agenda at least three (3) woretayg in advance of each meeting.

Special meetings of Joint Committee to dsscthe financial situation of the University shall
be held at least quarterly. The parties recogp@écular value in having the Provost and
Vice President Academic and Vice President, FinamceAdministration, in attendance and
agree that each party may bring up to four addiiomembers to these meetings. The
timing and purpose of these special meetings dleadls follows:

(@ Quarterly, to discuss application and enrolmenadéie draft budget assumptions
and related projections prior to its presentatemthe Finance and Property
Committee, and the implications that these mattexg have for staffing, the in-year
budget, the bargaining agent, or bargaining uninirers;

(b) In the event that the University receives informatoutside of the regular budget

23



cycle that results in decisions being made or coptated with implications for
staffing, the bargaining agent or its memberstierib-year or future budgets;
(c) At any other times jointly agreed by the parties.

11.6.4.1 Prior to special meetings of Joint Comegtdescribed il.6.4, the University shall provide
the Association with relevant information necessarfacilitate informed discussion.
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CHAPTER 1
ACADEMIC STAFF AND PROFESSIONAL LIBRARIAN APPOINTMETS

.1 Formalities of Appointments

All appointments of members shall be made by tbar8 after receiving a recommendation
from the President. The President's recommendaiitime Board shall follow receipt of a
recommendation from the Provost and Vice Presideatemic and Dean. The Dean’s
recommendation to the Provost and Vice Presideati@&mic shall follow receipt of a
recommendation from the department and/or progcawhich the appointment is being
made. No appointments of members shall be madwutita positive recommendation from
the department and/or program, Provost and VicsitRat Academic, and the President. In
the case of librarian members, the place of thenBball be taken by the University
Librarian, and the place of the department and/fogqam shall be taken by the Librarians'
Committee.

.1.2 Letters of Appointment

Letters of appointment of members shall be issuethe President or designate. Such letters
of appointment shall be consistent with the arsicdéthis Agreement, and shall include:

(@) Rank;

(b) Department or program or library affiliation
(c) Category of appointment;

(d) Date of commencement of appointment;
(e) Salary;

() Term of the appointment in the case of a ptiol@ry appointment or limited term
appointment;

(9) A general statement of the regular dutiesrasgonsibilities pertaining to the
position to which appointment is made;

(h) If the appointment is of a part-time membbke $pecified proportion of full-time
employment required by the regular duties and nesipdities of the appointee;

0] In the case of probationary appointments, @yaaf the written specific standards for
the application of the tenure criteria or permaresrderia (11.7.4 or 111.10.4); and,

0) A copy of this Agreement.

.2 Ranks
.2.1 Faculty Ranks

All appointments of faculty members shall be a ohthe following ranks:
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l.2.2

1.3

1.3.1

1.3.1.1

11.3.1.2

Professor;
Associate Professor;
Assistant Professor;
Lecturer.

These ranks may be qualified by the following gatees:
Tenured;
Probationary;
Limited term;
Full-time;

Part-time;
Reduced-time;

Visiting (sedll.3.1.5).

Librarian Ranks

All appointments of librarian members shall b@a¢ of the following ranks: Librarian IV,
[, 11, 1. These ranks may be qualified by thdldaving categories:

Permanent;
Probationary;
Limited term;
Full-time;
Part-time;
Reduced-time;
Visiting (sedlll.3.1.5).
Appointments

Definitions

A full-time appointment is one in whiché member's regular duties and responsibilities
require full-time employment on a year-round basishese are defined by the varying
practice and procedures used by the departmentgragcams or the library.

A part-time appointment is one in whidtetmember's regular duties and responsibilities
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11.3.1.3

11.3.1.5

11.3.2

1.3.2.1

11.3.2.2

11.3.2.3

require some specified proportion of full-time eoyhent.

A reduced-time appointment is one heldaltgnured/permanent member, in accordance with
the terms of11.3.3.

A visiting appointment is one held onefided, limited-term basis by an individual who is
on leave from another employer and who is commitbe@turn to a position of regular
employment outside Trent. Where the visiting appoent is for one (1) year or less, the
appointment shall be regarded as being outsidsdbyge of the bargaining unit, although
formal faculty/librarian rank shall be assignedigtordance with the appointee’s status with
their primary employer, and salary shall be assigneaccordance with Schedule A, based
on academic rank and years of experience undersiie practices in that regard. In
addition, the Personnel Committee of the appropuait shall approve any such
appointment.

Where the visiting appointment is for more thae ¢1) year, the appointment shall be
regarded as being within the bargaining unit, dhdrtcles of this Collective Agreement
shall apply. Association dues shall be deductediemormal fashion, and the Association
and the individual appointee are responsible fokintacheck-off/dues arrangements, as
appropriate, with the primary employer.

TUFA shall receive copies of all offers of VisigiiAppointments.

The Position of Part-time Members

Part-time members shall receive salanpgensation on the same scale as full-time
members, provided that the amounts of all salamesincrements shall be in a proportion of
full-time employment specified in their lettersagpointment.

Subject to Articléll.3.3.8, other benefits and compensation for part-time bens
(including entitlements for leave) shall be asdols:

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

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

1)) Health and dental benefits, if the employsenrolled, will be provided to the
employee as if the employee had a full-time appoanit (i.e. no pro-ration);

Iv) Flexible benefits, professional expenses fiard] tuition waiver will be provided to
the employee as if the employee had a full-timecagment (i.e. no pro-ration);

V) EYS's, as per Article&/.13.2.2.7
Vi) Any other leaves pro-rated;
vii)  Legislated benefits - pro-rated.

Part-time members shall have duties asponsibilities so far as possible equivalent ts¢h
of full-time members, provided that such duties eegponsibilities shall require only that
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111.3.2.4

11.3.2.5

111.3.3

11.3.3.1

11.3.3.2

11.3.3.3

111.3.3.4

11.3.3.5

11.3.3.6

1.3.3.7

11.3.3.8

proportion of full-time employment specified in tleters of appointment.

Criteria and procedures (except as prediahlll.3.2.5 below) for tenure/permanence and
promotion shall be the same for part-time membgrf®afull-time members.

The time limits on probationary appointmt® may be revised for part-time members by
agreement of the parties on a case-by-case basighere is agreement on a general
formula to be attached to this Agreement.

Revision from Full-time to Part-time

Members may apply in writing to the Deam a wholly voluntary basis, to revise their
category of employment from full-time to reduceahai, or from part-time or reduced-time to
a smaller proportion of full-time which shall notany case be less than one-half (1/2). Such
revision shall require the consent of the departalenommittee, of the Dean or the
University Librarian, and of the President. Apptioa for such reduction must be made by
January 1 of the preceding academic year.

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

Each application for reduced-time empl&rhshall be in writing with a copy to the
Association.

Reduced-time appointments remain suldet?.1.1 andlV.1.2. While it is normally
expected in the allocation of those responsibditteat duties will be spread uniformly over
the academic year, a member may request an altex@dibcation, in writing, to the
Dean/University Librarian with a copy to the Assai@mn. Unless the Association objects,
within twenty (20) working days of receipt of thepy of the written request, the
Dean/University Librarian may approve the altenweativorkload allocation. Where the
Association objects, the reasons shall be cleatlpst, in writing, to the Dean/University
Librarian, with a copy to the Provost and Vice Rtest Academic. If the application
(111.3.3.1) for a reduced-time position is approved, theelefitom the President (or designate)
authorizing the appointment shall state clearlyrtbminal salary of the appointee, the
reduction in regular duties and responsibilitieg, &ctual salary, the date of commencement
of the appointment, the office and research faedjtand any special terms and conditions of
the appointment which differ significantly from tgeneral statement of regular duties

contemplated inll.1.2.(g).

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

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

A member with a reduced-time appointmsmall receive EYS credits and sabbatical salary
in accordance withv.13.2.2.7

A member opting for a reduced-time stathall be entitled to full benefits based upon the
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proportion of nominal salary prior to commencing teduced-time appointment for the first
three (3) years of the reduced-time appointmetie Board shall in each of these three (3)
years in addition pay, with respect to all benethe difference between the member's
contributions, based upon actual salary, and théribaition required by the proportion of
nominal salary prior to commencing the reduced-tappointment. Thereafter such
members shall receive benefits in accordance With?2.2.

[11.3.4 Externally-Funded, Non-Competitive Academippointments

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

(@) The appointee will be a member of the baigginnit.

(b) The appointment procedures undeb.3 andlll.5.4 are waived.

(©) Because candidates for such positions arsuimect to the usual competitive
comparison procedures, COAP must be satisfiedhleatandidates are competitive.
Such competitiveness shall be based on usual esedefrqualifications plus the
selection procedure used to determine the candiddie appointed.

(d) The appointment may be with tenure, subjetthéoprovisions ofil.7.3.

(e) The appointee shall be placed at a salapydstermined by the Provost and Vice
President Academic in consultation with the Deash @nsistent with the provisions
of this Agreement.

() The duties of the appointee may be modifigdhHe Dean in accordance with the
requirements of the funding agency, but are expecaénclude teaching, research,
and service (in accordance with1.1). Any such modifications will be reported to
the Association.

(9) Where an appointment involves special committs in relation to capital costs
and/or special support for teaching, research orimdtration, such commitments
will be reported to the Association prior to implemtation, and must conform to the
provisions of the collective agreement.

[11.3.5 Externally-Funded, Competitive Academic Apmpments

Externally-funded, competitive academic appointreeme subject to the following
conditions:

(@) The appointee will be a member of the baigginnit.

(b) Where Amendments t8.5.3.1 andlll.5.3.2 are deemed necessary by virtue of the
requirements of the external funding source, sucbraiments are permissible with
prior consent of the Association. TUFA shall resphém such request for consent
within five (5) working days of receipt and, conseiill not be unreasonably denied.

(c) The appointment may be with tenure, sub@thé provisions ofil.7.3.

(d) The appointee shall be placed at a salapyd#éermined by the Provost and Vice
President Academic in consultation with the Deash @nsistent with the provisions
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.4

1.4.1

1.4.1.1

11.4.1.2

11.4.1.3

111.4.2

11.4.2.1

11.4.2.2

of this Agreement.

(e) The duties of the appointee may be modifiethieyDean in accordance with the
requirements of the funding agency, but are expecaénclude teaching, research,
and service (in accordancelia1.1). Any such modifications will be reported to the
Association.

() Where an appointment involves special comraiits in relation to capital costs
and/or special support for teaching, research ori@dtration, such commitments
will be reported to the Association prior to implemtation and must conform to the
provisions of this Agreement.

Duration of Appointment

Definition

Appointment shall include tenured, probationand &mited term.

A tenured appointment is an appointinghich may be terminated only through resignation
retirement, dismissal for cause, or the procedseesut inChapter Xl

A _probationary appointment is one @this made initially for a four-year term, and whic
may be extended for a further two-year term. Abptmnary appointment entitles a faculty
member to be considered for reappointment andiréein accordance with the provisions
of this Agreement.

A limited term appointment is an apgment which is, other than in exceptional cases,
less than nine (9) months and no more than thiky36) months in duration. Exceptional
cases, include, but are not limited to, those oediin]ll.4.2.3.

Limited Term Appointments

No limited term appointment shall carry any praption of an additional appointment, and
the sum of terms under limited term appointmengdl stot (save as expressly noted below)
exceed three (3) years.

For the purpose of sum of term calculations, timalmer of months of the appointment(s)
will be used.

At the discretion of the department/praxgy, and with the consent of the Dean, course
stipendiary allocations may be consolidated intatkd term appointments according to the
schedule below. The University will encourage dapants/programs in the making of such
consolidations.

Number of Stipendiary Allocations Length of Colidated Limited Term Appt.
4.5 9 month
50 10 month
55 11 month
6.0 12 month

The planned inclusion and advertisenara summer or off-campus course in a
consolidated bargaining unit position shall follafter the deadlines iiil.16.1(a)iii.
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11.4.2.3

111.4.2.4

11.4.2.5

111.4.3

11.4.3.1

11.4.3.2

11.4.3.3

.5

111.5.0

111.5.0.1

111.5.0.2

1.5.1

1.5.1.1

11.5.1.2

A limited term appointment of four (4) tive (5) years may be authorized in unique cases,
such as to replace academic administrators foddingtion of their term of service outside
the scope of the bargaining unit, or to assishendtaffing of specific academic programs,
where directed program funding is in place for ecsjped and finite period of time.

Duties and responsibilities expected lbfimited term appointees shall be as set out in
IV.1.1 andIV.1.2.

The allocation of teaching and departta#program duties shall be done followihg3
throughlV.6.

Appointments for Librarians

A full-time or part-time appointment of a libranighall be for one of the following terms:

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

Probationary, which is an appointmentially made for two (2) years, and which may be
extended for one (1) further year. A probatiorgppointment entitles a librarian to be
considered for a permanent appointment in accosdauth the provisions of this
Agreement.

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

Appointment Procedures

Authorization

All new or replacement faculty positiorexjuire authorization by the President or designate
Such authorization shall follow consultation wittetProvost and Vice President Academic
and Dean who shall consult the department or progra

All new or replacement librarian posit®require authorization by the President or
designate. Such authorization shall follow coraidh with the University Librarian who
shall consult the Library Personnel Committee.

Departmental/Program Committees

There shall be a Departmental or Prog@2ommittee in each department or program,
chaired by the department or program Chair or dedeg This Committee shall consist of
the members and academic administrators in therte@at/program, and any other persons,
including students, that the members and acadesniingstrators shall determine. The
Committee's duties shall include the selectiorhef@epartmental/Program Personnel
Committee and Departmental/Program Tenure Comrsittee

There shall be a Departmental/Prograns®&amnel Committee established in each
department/program, chaired by the department/arodchair or designate. This committee
shall consist of the Chair and at least two (2) iners in the department/program, where
possible of more than one rank and gender, eldutélde Departmental/Program Committee,
and it may include students up to a number smtdber the number of faculty members,

31



11.5.1.3

11.5.1.4

11.5.2.1

11.5.2.2

11.5.3

11.5.3.1

other than the Chair. Where there are not enocaghltly members to satisfy the above, the
Dean and the Chair shall mutually agree upon anogpiate replacement. The Committee
shall consider applications and make recommendatimthe Chair concerning all
appointments to the department/program and it sloakider and make recommendations
concerning all questions of reappointment, renefakobationary appointments, promotion,
merit awards, and requests for unpaid leaves, fazedeby this Agreement.

Applications for positions shall be catsied in accordance with departmental/program
practices, and the Departmental/Program Persororah@ttee in each Department/Program
is responsible for making recommendations to thaiiGloncerning all appointments to the
Department/Program. All qualified applicants va# entitled to due and fair consideration
in accordance with the provisions of this Agreement

For purposes of collegial governance and peer-einighe School of Education and
Professional Learning and the Trent/Fleming Scleddlursing, the Dean shall chair the
Departmental/Program Committdé.b.1.1) except as follows: members shall elect a
Collegial Chair for the Personnel Committee and &#pental/Program Tenure Committees,
and that Collegial Chair shall also chair the Dapantal/Program Committee when written
standards for tenure or promotion are being deeselap revised.

Librarians' Committee

There shall be a Librarians' Committee chairedhieyUniversity Librarian or designate.
This Committee shall consist of the librarians anddemic administrators in the Library.
The Committee's duties shall include the prepamatigposition descriptions for librarian
positions in the Library, excluding that of the Maiisity Librarian, and the selection of the
Library Personnel Committee and of the Library Pamency Committee. The Committee
shall be consulted with respect to major policyrdes related to the Library, and about
other changes which may have a major impact uperatipnal activities.

Library Personnel Committee

There shall be a Library Personnel Committee estadad annually in the Library. This
Committee shall consist of at least four (4) libaas, where possible of more than one rank
and gender, elected by the Librarians' Committee,af whom shall be selected as a voting
Chair. No elected member may serve more than tyvog2secutive years. The Library
Personnel Committee shall consider applicationsnaakle recommendations to the
University Librarian concerning all appointmentghe Library, and it shall consider all
guestions of reappointment, renewal, renewal dbationary appointments, promotion, step
and merit awards, and requests for unpaid leagedefned by this Agreement.

Advertisement

Following authorization of new or replawent faculty positions by the President, the Dean
shall authorize advertising in appropriate Canagiaplications which may include some or
all of the_CAUT Bulletin, University Affairs, andextronic distribution media relevant to the
particular discipline as established by the Deatoimsultation with the particular
department/program. These shall be placed soatote sufficient time for applications to
receive due consideration. The advertisement si@ilde a description of the position and
the necessary qualifications, as well as the stadate, rank, salary range, category of
appointment, and a statement that Trent Universiepmmitted to Employment Equity, and
shall be approved by the Dean before it is placegdblication.
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11.5.3.2 When unavoidable circumstances requiet ghreplacement appointment be authorized at
such short notice that it is not possible to adserin the manner indicated above, the Dean,
with the consent of the Association, may waive teguirement. TUFA shall respond to any
such request for consent within five (5) days akipt, and such consent may not be
unreasonably withheld.

111.5.3.3 Academic Component of Academic/Adminisitra Appointments

When an appointee who does not hold an academargment within the University has
been selected by established search procedurdsefposition of President, Vice President,
Dean or University Librarian, and it is proposedffer such a candidate an academic
appointment within a department or program, thgapsed academic appointment need not
be advertised or be subject to the normal depatatiprogram recruitment procedures. For
all such appointments, the home department/progfaime proposed appointment shall be
made conditional upon the academic unit's acceptahthe candidate's qualifications, based
upon prevailing criteria and standards.

11.5.3.4 Following authorization of new or replawent librarian positions by the President, the
Provost and Vice President Academic shall authadeertising in appropriate Canadian
publications which may include some or all of th&UT Bulletin and electronic distribution
media relevant to librarians as established byJhigersity Librarian in consultation with
the Librarians' Committee. These shall be placedssto allow sufficient time for
applications to receive due consideration. Thesgttbhement shall include a description of
the position and the necessary qualifications, eltag the starting date, rank, salary range,
the category of appointment and a statement thattTniversity is committed to
Employment Equity, and shall be approved by thes&@sband Vice President Academic
before it is placed for publication.

111.5.3.5 When unavoidable circumstances requiet ghreplacement appointment be authorized at
such short notice that it is not possible to adserin the manner indicated above, the
Provost and Vice President Academic, with the cohsethe Association, may waive this
requirement. TUFA shall respond to any such regieesonsent within five (5) days of
receipt, and such consent may not be unreasonatbiieid.

[11.5.3.6 Limited Term Appointments

For the purposes of calculating the maximum peoiltmited term service, as specified in
[1l.4.2 previous fractional limited term appointments @nelvious part-time appointments
within the bargaining unit shall be pro-rated.

Notwithstanding this paragraph and paragrdph.2, the specified maxima for limited term
service shall not include any limited term senat¢he University separated by a period of
five (5) years or more from a proposed new limiian appointment.

1.5.3.7 Terms and conditions of employment formiirs given limited term appointments shall
treat any past limited term service within the la@mgng unit as equivalent to the service of
all other members for purposes of compensation.

1.5.4 Recruitment Procedures

Recruitment procedures shall be designed so @ssiare due and fair consideration to all
qualified applicants. This shall not be constrteedequire personal interviews of all
gualified applicants. Where a Personnel Commtass not contain at least one (1) member
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11.5.5

1.5.5.1

111.5.5.2

111.5.6

1.6

11.6.1

11.6.1.1

11.6.1.2

11.6.1.3

111.6.1.4

11.6.2

ll. 6.2.1

of each sex, the Dean shall be notified.

Criteria for Appointment

The principal criterion for appointmeritadl be academic and professional excellence as
generally understood in university practice. Thedentials of applicants shall be judged
primarily in relation to the qualifications iden&tl in the advertisement for the position.
Among candidates who are judged substantially eigughalification for appointment,
Canadian citizens and permanent residents shailviee preference.

The Dean shall ensure, through the Cbbe&ach department/program, that all Personnel
Committees have a copy of the University's Emplayntsyuity policy. The University
Librarian shall ensure through the Chair of therarly Personnel Committee that the
Committee has a copy of the policy. In additideps will be taken to ensure that each
Personnel Committee has available to it the prengppolicy statements and guidelines
available from the Ontario Human Rights Commiss@massist in ensuring compliance with
relevant provisions of the Ontario Human Rights €odhe Chair of any Personnel
Committee will be expected to review these matemath other Committee members before
a short-list of candidates is determined.

New Appointments

Where an appointment involves special commitmenislation to capital start-up costs
and/or special support for teaching, research oriidtration, these shall be detailed in the
initial appointment letter. Upon request, suctaagements will be discussed at Joint
Committee. Such commitments, where provided, sfetiranted to the individual member
directly, and the total of such commitments shalléported annually to the Joint Committee
for information. A list of all such allocationsahbe provided to Joint Committee by
October 1st for the preceding July 1st to June Bétiod.

Probationary Reappointment of Faculty

Definition of a Probationary Reappointmé&wcision

A decision to reappoint or not to reapgaonstitutes a reappointment decision.

A decision to reappoint shall be madetlyy Board only on the recommendation of the
President, who shall first receive a recommendédtiom the Provost and Vice President
Academic, following the Provost and Vice Presiddoademic’s receipt of a
recommendation from COAP and from the relevant Depental/Program Personnel
Committee. A decision not to reappoint shall be enlag the President.

Probationary reappointment shall not benged without a positive recommendation from the
President, provided that the Provost and Vice BeegiAcademic and the President each
carry out the duties assigned in the probation@appointment process under this Agreement
without determinative procedural or substantivereor bias.

Probationary reappointments are for a-gigar period with effect from the end of the iditia
probationary appointment.

Annual Meeting with the Dean for Membexns Probationary Appointments

The Dean’s Office shall contact all meenbholding probationary appointments to arrange a
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meeting with the Dean to be held by April36f each year of the member’s probationary
appointment to discuss his/her progress towardgden

11.6.3 Eligibility to be considered for Probationary Reappment
11.6.3.1 Unless covered byi.6.3.2.2or 111.7.3.3, a member holding an initial probataoy

appointment at the rank of Lecturer or Assistaatféasor shall be considered for a
probationary reappointment during the thirtf)$ear of the initial probationary
appointment.

111.6.3.2 Eligibility to be considered for Reappointment fMdembers with Previous Limited Term Service

111.6.3.2.1 A member with previous combined limitextm service within the bargaining unit of one (1)
year or less, who is granted a probationary appwnt, shall follow the eligibility
conditions as set out ih.6.3.1.

11.6.3.2.2 A member with previous combined limiteaim service within the bargaining unit of
between one (1) and five (5) years, who is graatptbbationary appointment, shall be
considered for reappointment and tenure accordirtlye provisions ill.7.3.4.2and

11.7.3.4.3
11.6.3.3 Extension of Probationary Period
11.6.3.3.1 Notwithstanding the various provisiasove which define a maximum period of

probationary service, a member who has had a pnegrilaave during her probationary
period undeiV.13.6.2andlV.13.6.3or a member who has taken a parental or adoption
leave of more than four (4) months during his/h@bptionary period undéy.13.6.2and
IV.13.6.4 shall, upon written request to the Dean, no lditan three (3) months following
his/her return to duties after pregnancy, pareotagdoption leave, or by August &f the
year in which he/she was scheduled to be consideredappointment, whichever is earlier,
have his/her consideration for reappointment detelry one (1) year.

111.6.3.3.2 Similarly, a member who, during the pationary appointment has taken a sick leave under
IV.13.6.50f more than four (4) months may elect to havecthasideration for
reappointment deferred by up to one (1) year, wpotten request by the member to the
Dean within six (6) months following return to cegi Where the absence is for one (1) year
or more, the deferral of the consideration for pEaptment shall be up to two (2) years, upon
written request by the member to the Dean no thtar six (6) months following return to
duties after the absence.

11.6.3.3.3 On compassionate grounds or in exoegli circumstances, a member may make a request to
the Dean that his/her consideration for reappointrhe deferred, normally for one (1) year.

11.6.3.3.4 Notwithstanding the above, the maximcombined extensions granted to a member during
his/her probationary appointment and reappointmahhormally not exceed a total of two
(2) years.

111.6.4 Criteria for Probationary Reappointment

11.6.4.1 A candidate for probationary reappointmgimall be considered by the

Departmental/Program Personnel Committee on this basatisfactory progression towards
tenure, as pdil.7.4.
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111.6.5

111.6.5.1

111.6.5.2

11.6.5.3

111.6.5.4

111.6.6

111.6.6.1

111.6.6.2

11.6.7

11.6.7.1

Timin

The Dean shall inform the candidate, irtwg, by June 30 that he/she will be considered
for reappointment in the coming academic year. Daan’s letter shall draw the candidate’s
attention to the relevant sections of this Agreetmieciuding the November 80deadline for
the candidate to submit his/her reappointment file.

The Chair of the Departmental/ProgramsBanel Committee shall inform the candidate by
October 31 of the year in which he/she is being consideredeéappointment that his/her
reappointment hearing has been initiated, and besfsall be afforded until November'3t
submit such evidence as required by this Agreemeditother such supporting evidence as
he/she sees fit. On compassionate grounds or gpéroal circumstances, a member may
make a request to the Dean that his/her applicataaline be extended, normally for one
(1) month.

The Chair of the Departmental/ProgramsBanel Committee shall forward the Committee’s
recommendation for or against reappointment td&an by the second Wednesday of the
winter term. If circumstances prevent the Departi@éProgram Personnel Committee from
meeting this deadline, the Chair of the DepartméRt@gram Personnel Committee shall
inform the Dean in writing, with a copy to the catate. COAP, the Dean, the Provost and
Vice President Academic, and the President willkweithin a timeline which will, under
normal circumstances, permit the President to cpavecision regarding reappointment to
the candidate by June80f the penultimate year of the initial probationappointment.

Once a decision to grant reappointmexst been made by the Board, it shall take effect on
the following July . If a decision to grant reappointment is delayedanse of
reconsideration beyond Juneé™f the academic year in which the reappointment
consideration was initiated, reappointment shék taffect retroactively to July’'1If the
candidate has submitted materials by Novemb#ra3@he year in which he/she is being
considered for reappointment and a decision to deagpointment is nonetheless delayed
beyond June 30of the penultimate year of the initial probatiopappointment, the
candidate shall be granted a further one (1) yeateld term appointment, notwithstanding
the various provisions of this Article.

Composition of the Departmental/Program Personoehi@ittee

Departmental/Program Personnel Commnsttd®all be elected annually by and amongst
members of the department/program committee. Ceratidn should be paid to
representation of designated groups as definedhigyld/ment Equity legislation. The Chair
of the department/program committee serves asdtiegrChair of the
Departmental/Program Personnel Committee.

When a candidate holds an appointmemhame than one department/program, the
Departmental/Program Personnel Committee shalliatdode a member from the non-home
department/program, with full voting rights. Thigmber will be appointed by the Dean, in
consultation with the Chair of the Departmental@?aon Personnel Committee and the
candidate.

Reappointment Files

Candidates are responsible for assemliheir own reappointment file and for delivering i
to the Departmental/Program Personnel Committeddyate specified inl.6.5.2.
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11.6.7.2

11.6.7.3

111.6.7.4

11.6.7.5

[11.6.7.6

1.6.7.7

111.6.7.8

The reappointment file shall consist 8fraaterials provided by the member pursuant to
[1l.6.7.8, and all other material, reports, assessmentsamdidate responses compiled under
this Article.

The reappointment file shall not contaimy letters not solicited by the candidate, aceaydi
to the provisions ofil.6.7.8 (e), or by the Chair of the Departmental/Prograrsénnel
Committee, or by the Dean or by the Provost ane Wesident Academic, according to the
procedures set out in this agreement, with thepiare of the Departmental/Program
Personnel Committee’s letter of recommendationyécemmendation from COAP (see
[11.6.9.5), and the Provost and Vice President Academitter®f recommendation.

With the exception of assessments oftigareffectiveness by students, the reappointment
file shall not contain any unsigned material.

After the reappointment file has beenmitbed to the Departmental/Program Personnel
Committee and before the reappointment file has lbi@evarded to the Dean, the candidate
can add new material to the file only if the newtenial that the candidate is adding is
sufficiently significant that it might affect thecommendation or decision.

No material can be removed from theppe@ntment file without the agreement of the
candidate, the Departmental/Program Personnel Ctieanthe Provost and Vice President
Academic and the Association.

After submitting his/her reappointmeriefto the Departmental/Program Personnel
Committee, the candidate shall have access tetppointment file only under conditions
specified inlll.6.8.5 and1l1.6.9.4 (ii) below.

By November 30, the Member shall provide the following materiashe
Departmental/Program Personnel Committee:

(@) An up-to-date curriculum vitae indicating clgaesearch and teaching
accomplishments by date;

(b) Where relevant, copies of publications; copiesreative work (or citations to
same); evidence of conference presentations; maptssander consideration and
evidence of their status; evidence of grant apfpboa; evidence of community-
based research projects; a research prospectusrerpglthe coherence of the
candidate’s research project(s) and future dira¢sio

(c) Course syllabi; assessments of teaching effewss by students, and where
relevant, by peers; lab manuals and/or course pasksppropriate; evidence of
reading course, honours, and/or graduate supenyiggappropriate; evidence of
curricular or pedagogical development; evidencprofessional recognitions
such as teaching awards, as appropriate; and ddicementation as relevant;

(d) Any additional information identified in theepartment/program written
standards for the application of the tenure cateri

(e) Any additional information about his/her pred®nal accomplishments that the
candidate deems relevant.
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11.6.7.9

111.6.7.10

11.6.7.11

11.6.7.11.1

111.6.8

111.6.8.1

111.6.8.2

111.6.8.2.1

In addition, the candidate shall inclualeovering letter which serves as a guide to the
candidate’s reappointment file for members of tlep&rtmental/Program Personnel
Committee, COAP, the Provost and Vice PresidentlAoac, and the President.

The Chair of the Departmental/ProgramsBenel Committee shall invite members of the
candidate’s department/program to comment on thdidate’s teaching and/or research.
With the candidate’s permission, the Chair of trep&tmental/Program Personnel
Committee may contact members of the Universitgidetthe candidate’s home department
to comment on the candidate’s teaching and/or rese@he Chair of the
Departmental/Program Personnel Committee shall ragéigable the non-confidential parts
of the candidate’s reappointment file. Confidentiglterials include annual assessments of
teaching effectiveness by students and any ldiessudents or faculty written with the
expectation of confidentiality. Colleagues shallgbeen at least ten (10) working days to
submit their comments. Such written views from eafjues will be added to the candidate’s
reappointment file.

External Assessors

Any external assessors sought or reguas part of a candidate’s reappointment
consideration shall be selected according to tiigla. The Chair of the
Departmental/Program Personnel Committee shalligeao the Dean the names of at least
four (4) qualified assessors from outside of Trahteast two (2) of whom shall be the
choice of the Departmental/Program Personnel Cormaen&nd at least two (2) of whom shall
be the choice of the candidate. The Chair of theatenental/Program Personnel Committee
shall provide the Dean with a brief c.v. and contaformation for each of the assessors, as
well as a rationale for the selection of assesJar®. assessors, one (1) named by the
Departmental/Program Personnel Committee and gneafhed by the candidate, shall be
requested by the Dean to furnish assessments obtitkdate's research and scholarly
promise in accordance with the reappointment caites specified ihl.6.4. On receipt of

the assessors' reports, the Dean shall place tihéme candidate’s reappointment file.

Recommendation of the Departmental/Program Pers@uommittee to the Provost and Vice

President Academic

The members of the Departmental/ProgkRersonnel Committee shall review the contents
of the candidate’s reappointment file and shall tn@eliscuss the candidate’s reappointment
application.

Quorum for Departmental/Program Persor@@hmittee meetings, at which a
reappointment file is being discussed and/or votedshall be all members of the
Departmental/Program Personnel Committee, savenamybers who are in a conflict of
interest. Members who are in a conflict of intenggk recuse themselves from any
Departmental/Program Personnel Committee meetinghiah the relevant reappointment
file is being discussed and/or voted on.

Committee decisions shall be made liynfd vote. Votes shall be conducted by secret ballo
Committee members may not abstain from voting.mpée majority of votes carries. A
record of the results of the vote as well as theuteis of all Departmental/Program Personnel
Committee meetings shall be forwarded to the Offiche Dean when the Chair of the
Departmental/Program Personnel Committee forwdrelepartmental/Program Personnel
Committee’s recommendation to the Dean. Such recare confidential, and the
Departmental/Program Personnel Committee’s minutksot form part of the

reappointment file. They shall be kept for twelt@) months after the reappointment
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111.6.8.2.2

111.6.8.2.3

11.6.8.3

111.6.8.4

111.6.8.5

111.6.8.6

111.6.8.7

decision has been issued or until the end of dlayee grievance or arbitration.

Members of the Departmental/ProgramsBenel Committee shall maintain confidentiality
regarding the Departmental/Program Personnel Caeerstdeliberations and decisions,
unless, as a result of a grievance process, legairdractual proceedings require otherwise.
Committee members who violate this requirementuoifidentiality shall be removed from
the Departmental/Program Personnel Committee b taer of the Departmental/Program
Personnel Committee.

Notwithstanding the confidential naturiethe deliberations and decisions leading to
recommendations of the Departmental/Program Peet@ommittee, any allegations of
procedural irregularities may be brought to theratbn of the Dean, the Provost and Vice
President Academic or any TUFA officer.

Prior to rendering its decision, the Dap@ental/Program Personnel Committee may, giving
reasons, request the candidate to provide furtriderce and/or supporting documentation,
provided such information is specified in this Agmeent as belonging in a reappointment file
and/or can be reasonably shown to be relevanetevhluation of the candidate’s file. Such
further evidence and/or supporting documentatiail &ie added to the candidate’s
reappointment file.

If the Departmental/Program Personnel @ottee has serious reservations about the
qualification of the candidate for reappointmehg Chair of the Departmental/ Program
Personnel Committee shall so inform the candidatd,set out in writing the reasons for its
reservations. The candidate shall have the righedaest reconsideration by the
Departmental/Program Personnel Committee beforaites its recommendation to the
Provost and Vice President Academic.

Should the candidate request reconsiaerathe candidate shall submit a written response
within two (2) weeks to the Chair of the Departnadiitrogram Personnel Committee. The
evidence to be considered by the Departmental/Bnodtersonnel Committee in its
reconsideration is to be confined to the candidateappointment file, the candidate’s
written response, and whatever additional relewrgotmation the candidate provides. In
preparing a written response, the candidate shak laccess to the full contents of his/her
reappointment file, including any confidential &8 from students, faculty, and external
assessors, with identities masked.

After considering all the submissions ahskcussing the case in the context of the criteria
the awarding of reappointment as set outli6.4, and, where applicable, having considered
a candidate’s request for reconsideration aglpér8.5, the Departmental/Program
Personnel Committee shall, by formal vote, makedadrtae following recommendations to
the Provost and Vice President Academic:

i) atwo (2) year probationary reappointment vaitmsideration for tenure occurring in
the fifth (3" year of probationary service; or

i) non-renewal at the end of the four (4) yeaslqationary appointment.
The letter transmitting the DepartmerRat/igram Personnel Committee’s recommendation
will be reviewed and approved by the members oftepartmental/ Program Personnel

Committee prior to the Chair of the Departmentaffam Personnel forwarding the letter to
the Dean.
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111.6.8.7.1

111.6.8.8

111.6.8.8.1

11.6.8.9

11.6.8.10

111.6.8.11

111.6.9

111.6.9.1

111.6.9.2

111.6.9.2.1

111.6.9.2.2

11.6.9.2.3

If the Departmental/Program Personnan@hittee has reservations about a candidate
recommended for a probationary reappointment, thesservations shall be communicated in
writing to the candidate and the Dean at the tifmeappointment and shall be addressed by
the Departmental/Program Tenure Committee in abgeguent tenure hearing.

The Chair of the Departmental/ProgramsBanel Committee shall provide a copy to the
candidate of the Departmental/Program Personnelnditiee’s recommendation which the
Chair of the Departmental/Program Personnel Coremititends to forward to the Dean.
The Committee’s recommendation shall include ressonthe recommendation and a
numerical record of the vote.

The candidate may provide a writterpasse within two (2) weeks to the
Departmental/Program Personnel Committee’s ldtdoe included in the reappointment file
to be forwarded by the Chair of the DepartmentalyPam Personnel Committee to the Dean
with the recommendation of the Departmental/ProgParsonnel Committee.

The Chair of the Departmental/ProgramsBanel Committee shall forward to the Dean, for
consideration by COAP, the recommendation concgrreappointment of the
Departmental/Program Personnel Committee, the datels response, if any, all supporting
arguments and all correspondence and documentaiisidered by the
Departmental/Program Personnel Committee, andatrep the procedures followed.

The recommendation shall address tinelicate's research and teaching, bearing in miad th
provisions ofiV.5.2, and will be governed by the criteria for the dnagp of reappointment as
set out inlll.6.4.

The Dean will forward all materials inet reappointment file to COAP, and following
COAP’s recommendation, the Chair of COAP will fordiall materials in the reappointment
file to the Provost and Vice President Academic.

Recommendation of COAP to the Provost ¥iae President Academic

COAP shall review all the submissions aadommendations pertaining to reappointment in
the context of the criteria set outllh6.4 above, and shall have access to all materialedabl
in the Departmental/Program Personnel Committee.

The meetings of COAP for all deliberatsoregarding reappointment of faculty shall be
conducted according to the procedures set out below

COAP shall be chaired by an academiuniadtrator designated by the Provost and Vice
President Academic. The Chair of COAP shall be vatmg.

Quorum for COAP meetings, at which apeointment file is being discussed and/or voted
on, shall be six of eight voting members, withestdt two voting members from the
candidate’s division.

Decisions at COAP shall be made by falreote. Votes on motions regarding
Departmental/Program Personnel Committee recomntiendgor or against reappointment
shall be conducted by secret ballot. Committee negmimay abstain from voting only if

they have declared a conflict of interest or haserbdeemed to be in a conflict of interest. A
simple majority of votes carries. A record of tlesults of each vote will be kept in the
minutes. COAP minutes shall be kept for twelve (h®nths after the reappointment
decision has been issued or until the end of dlayee grievance or arbitration.
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111.6.9.2.4

111.6.9.2.5

11.6.9.3

111.6.9.4

111.6.9.5

Members of COAP shall maintain confitality regarding COAP’s deliberations and
decisions, unless, as a result of a grievance psotegal or contractual proceedings require
otherwise. Committee members who violate this negoent of confidentiality shall be
removed from COAP by the Chair of COAP.

Notwithstanding the confidential natwiethe deliberations and decisions leading to
recommendations of COAP, any allegations of procadtregularities may be brought to
the attention of the Provost and Vice Presidentd&aaic or any TUFA officer.

Prior to rendering its decision, COAPdtgh its Chair and giving reasons, may request that
the Departmental/Program Personnel Committee atitéacandidate provide further
evidence and/or supporting documentation, provaledh information is specified in this
Agreement as belonging in a reappointment file @ancin be reasonably shown to be
relevant to the evaluation of the candidate’s fiach further evidence and/or supporting
documentation shall be added to the candidatefgoaatment file.

COAP by formal vote may:

() endorse a recommendation concerning reappeintrfnom the
Departmental/Program Personnel Committee, in wbase COAP recommends to
the Provost and Vice President Academic that tbemenendation from the
Departmental/Program Personnel Committee be upbeld;

(i)  through its Chair and giving reasons, maguest the Departmental/Program
Personnel Committee reconsider its recommendatanerning reappointment. As
part of its request for reconsideration, COAP nexyuest that the
Departmental/Program Personnel Committee and/acahdidate provide further
evidence and/or supporting documentation, inclutaignot limited to assessments
from external assessors, provided such informasi@pecified in this Agreement as
belonging in a reappointment file and/or can bewseably shown to be relevant to
the evaluation of the candidate’s file. Such furttdence and/or supporting
documentation shall be added to the candidatejspa@atment file. In the event
that such a request from COAP would result in ntbas two (2) external
assessments in the reappointment file, approvaviot Committee is required.
When a request that the Departmental/Program Pees@ommittee reconsider its
recommendation is made, the candidate shall hasasado the full contents of
his/her reappointment file, including any confidehketters from students, faculty,
and external assessors, with identities maskedthenceasons provided by COAP
in its request that the Departmental/ Program PerslcCommittee reconsider its
recommendation; or

(i) refuse to endorse a recommendation concerrgagpointment from the
Departmental/Program Personnel Committee, but sbékio so without good
reason based on the criteria for the granting appeintment as provided for in
l1l.6.4, or a finding of determinative procedural or sabsitve error or bias, in
which case COAP recommends to the Provost and Rfiesident Academic that
the recommendation from the Departmental/Prograrsdpeel Committee not be
upheld.

The Recording Secretary of COAP shallvule to the Provost and Vice President Academic
a detailed written account of COAP’s reasons ferecommendation. This written account
will be reviewed and approved by the members of E@#ior to its being provided to the
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Provost and Vice President Academic. This repaatl & included in the candidate’s
reappointment file.

111.6.9.6 In the event that, after receiving theammmendation from COAP, the Provost and Vice
President Academic upholds the recommendatiorefgppointment made by the
Departmental/Program Personnel Committee, the Btaral Vice President Academic shall
recommend to the President that the member beagraeappointment.

111.6.9.7 In the event that COAP refuses to endarpesitive recommendation for reappointment
from the Department/Program Personnel CommitteeCtiair of COAP shall so inform the
candidate and the Department/Program Personnel @tensetting out in writing COAP’s
reasons. This statement of reasons shall refleci¢tual grounds for COAP’s
recommendation, be substantive in nature, anddalglrelated to the criteria for the
granting of reappointment as defined in this AgreetnThe candidate and the
Department/Program Personnel Committee shall Heveght to submit a written response
within two (2) weeks to the Provost and Vice PresidAcademic. The Provost and Vice
President Academic shall consider any such writtsponse before he/she makes a
recommendation to the President.

111.6.9.8 In the event that the Departmental/PragRersonnel Committee recommends against
reappointment, and in the event that the Chair@Ae, after having received a
recommendation from COAP, intends to recommendnagagappointment, the Chair of
COAP shall so inform the candidate. The Chair ofAPGhall request the Chair of the
Department/Program Personnel Committee to stateitimg the reasons for the
Department/Program Personnel Committee’s decisiod the Chair of COAP shall convey
these to the candidate. This statement of reaswibreflect the actual grounds for the
decision, be substantive in nature, and be clealéged to the criteria for the granting of
reappointment as defined in this Agreement. Thelickate shall have the right to submit a
written response within two (2) weeks to the Prowarsl Vice President Academic. The
Provost and Vice President Academic shall conglieecandidate’s written response before
he/she makes a recommendation to the President.

[11.6.10 Reappointment Decision

111.6.10.1 Following receipt of the recommendatfoom the Departmental/Program Personnel
Committee and COAP, and any subsequent respomsedlie candidate and/or the
Departmental/Program Personnel Committee, the Btaral Vice President Academic shall
make a recommendation on reappointment.

11.6.10.1.2 The Provost and Vice President Acadeiving reasons, may ask that the
Departmental/Program Personnel Committee and/acghdidate provide further evidence
and/or supporting documentation, including butlimited to assessments from external
assessors, provided such information is specifigtis Agreement as belonging in a
reappointment file and/or can be reasonably shawetrelevant to the evaluation of the
candidate’s file. Such further evidence and/or sutipg documentation shall be added to the
candidate’s reappointment file. In the event th&hsa request from the Provost and Vice
President Academic would result in more than twoef@ernal assessments in the
reappointment file, approval of Joint Committeegguired.

111.6.10.2 The Provost and Vice President Acadeshiall provide a copy to the candidate of the letter

of recommendation which he/she intends to forwarthé President. This letter shall set out
the Provost and Vice President Academic’s reasonii$/her recommendation.
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111.6.10.3

111.6.10.4

111.6.10.5.1

111.6.10.6

111.6.10.7

111.6.10.8

.7

l.7.1

.7.1.1

1.7.1.2

1.7.1.3

l.7.2

l.7.2.1

1.7.3

1.7.3.1

The candidate may provide a written mesge within two (2) weeks to the Provost and Vice
President Academic’s letter, to be included inrtregerials to be forwarded by the Provost
and Vice President Academic to the President.

The Provost and Vice President Acadamiltforward all materials in the reappointmeriefi
to the President.

Following receipt of the recommendatioom the Provost and Vice President Academic and
of the candidate’s reappointment file, includingpsior recommendations and responses, if
any, the President shall make a recommendatidmet@oard to grant reappointment or make
a decision to deny reappointment.

If the President decides to deny reappment, the candidate shall be so informed and shal
receive in writing a statement of reasons fromRhesident. This statement of reasons shall
reflect the actual grounds for the President’'ssleni be substantive in nature, and be clearly
related to the criteria for the award of reappoetitras defined in this Agreement.

A decision to grant reappointment to amer shall be made subsequent to the Provost and
Vice President Academic making a recommendationc&wnng reappointment to the
President and the President making a positive recamdation to grant reappointment to the
Board. A decision to grant reappointment will bededy the Board and communicated to
the candidate, the Chair of the Departmental/PragRersonnel Committee, the Chair of
COAP, the Dean and the Provost and Vice Presideati@mic by the President.

Reappointment decisions take effectlly & following the November 30deadline for the
submission of the reappointment file.

Tenure

Definition of a Tenure Decision

A decision to award tenure or deny tenconstitutes a tenure decision.

A decision to award tenure shall be mbgéhe Board only on the recommendation of the
President, who shall first receive a recommenddtiam the Provost and Vice President
Academic, following the Provost and Vice Presidéoademic’s receipt of a
recommendation from COAP and from the relevant Btepental/ Program Tenure
Committee. A decision to deny tenure shall be nigdiéhe President.

Tenure shall not be granted without aifpes recommendation from the
Departmental/Program Tenure Committee, the PrauustVice President Academic, and the
President, provided that each carries out the slassigned in the tenure process under this
Agreement without determinative procedural or saiiste error or bias.

Annual Meeting with the Dean for Members Probationary Appointments

The Dean’s Office shall contact all meenbholding probationary appointments to arrange a
meeting with the Dean to be held by April'36f each year of the member’s probationary
appointment to discuss his/her progress towardgden

Eligibility to be Considered for Tenure

Probationary appointments made at thastast Professor or Lecturer rank shall involve an
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1.7.3.2

1.7.3.3

1.7.3.4.1

11.7.3.4.2

11.7.3.4.3

1.7.3.5

11.7.3.6

I.7.3.7

1.7.3.7.1

I.7.3.7.2

initial probationary term of four (4) years andralpationary reappointment for a further two
(2) year term subject to a recommendation for reapment carried out under the provisions
of this Article. Consideration for tenure occurghe fifth (3") year of probationary service.

Probationary appointments made at theogisde Professor and Professor ranks shall involve
a maximum probationary term of four (4) years.

Tenure decisions shall be made in the thif) (&ar of the appointment following the
regular tenure process described in this Article.

In exceptional cases, a member who &tgd a probationary appointment, may at the
member’s request, have the length of that appointisigortened by the appropriate Dean to
account for prior experience. The association ss&ltopied on the letter of offer.

A member with previous combined limitextm service within the bargaining unit of one (1)
year or less, who is granted a probationary appwnt, shall follow the eligibility
conditions as set out ih.7.3.1.

A member with previous combined limiteam service within the bargaining unit of more
than twelve (12) months, who is granted a probatip@ppointment may elect to count
twelve (12), twenty four (24) or thirty six (36) mihs of that service as probationary service.
The member shall advise the Dean of this electidheatime of their appointment.

If a member elects not to count pregidimited term service within the bargaining urst a
probationary service, then the conditions for eligy for tenure inlll.7.3.1 apply.

In exceptional cases, when an appointnsentade of a person with a record of outstanding
scholarship, tenure may be awarded immediately appointment, but only after the
relevant Departmental/ Program Personnel CommnuiteeCOAP have been consulted.

The full details of the appointment indlag all relevant dates for eligibility to be codered
for reappointment and tenure, and associated eafi@mts$, such as required academic
credentials, shall be provided in the member’'ftatf appointment.

Extension of Probationary Period

Notwithstanding the various provisicasove which define a maximum period of
probationary service, a member who has had a pnegri@ave during her probationary
period undeiV.13.6.2andlV.13.6.3or a member who has taken a parental or adoption
leave of more than four (4) months during his/h@bptionary period undéy.13.6.2and
IV.13.6.4shall, upon written request to the Dean, with pyco the Provost and Vice
President Academic, no later than three (3) mofuh@wving his/her return to duties after
pregnancy, parental, or adoption leave, or by Itilgf the year in which he/she was
scheduled to be considered for tenure, whicheveaiiger, have his/her probationary period
increased by one (1) year.

Similarly, a member who, during the pationary appointment has taken a sick leave under
IV.13.6.50f more than four (4) months may elect to havepttodbationary appointment
extended by up to one (1) year, upon written regogshe member to the Dean, with a copy
to the Provost and Vice President Academic, wiiix(6) months following return to duties.
Where the absence is for one (1) year or morepithieationary period for the member shall
be extended by up to two (2) years, upon writteuest by the member to the Dean, with a
copy to the Provost and Vice President Academidatey than six (6) months following

44



111.7.3.7.3

11.7.3.7.4

l.7.4

.7.4.1

1.7.4.2

I.7.4.3

l.7.4.4

I.7.4.5

l.7.5

.7.5.1

return to duties after the absence.

On compassionate grounds or in exosgli circumstances, a member may make a request to
the Dean, with a copy to the Provost and Vice EezdiAcademic, that his/her probationary
period be extended, normally for one (1) year.

Notwithstanding the above, the maximecombined extensions granted to a member during
his/her probationary appointment and reappointm&hhormally not exceed a total of two
(2) years.

Criteria for Tenure

In assessing a candidate for tenure[Xepartmental/Program Tenure Committee, COAP,
the Provost and Vice President Academic, the Peesiénd the Board shall pay principal
regard to the candidate’s scholarship and schopadgnise. In order to qualify for tenure, the
candidate must be judged to have demonstratedguiglity in both teaching and research,
including fulfilling the applicable duties and ressibilities referenced ilv.1.1. i) and ii).

Individual departments/programs will fieally adopt written standards specific to the
academic unit for the application of these critémighe tenure process. These standards shall
be binding upon the Departmental/Program Tenurer@ittees following approval by the
Provost and Vice President Academic, in consultatiih the department/program and

Dean. The written standards will be made avail&bleaculty Board and Joint Committee

for information and discussion.

Departments/programs shall review theiitten standards at least every seven years. When a
department/program revises its written standardgh®application of the tenure criteria, the
Chair of the department/program Committee shalirstithe proposed revisions to the Dean,
who shall forward them to the Provost and Vice idexg Academic. These revised standards
shall be binding upon the Departmental/Program fe@ommittees following approval by

the Provost and Vice President Academic, in coasah with the department/program and
Dean. Approved revised written standards will belenavailable to Faculty Board and Joint
Committee for information and discussion.

Where the standards have been revisedglarcandidate’s probationary period, specific
notice of the change(s) will be given by the Deathe candidate, copied to his/her Chair.
The Dean’s notice shall draw the candidate’s atiartb the relevant sections of this
agreement, including the deadlines specifiedlin.5.

When a department/program adopts or esvits written standards for the application of the
tenure criteria (in accordance with7.4.2 andlll.7.4.3) during a candidate’s probationary
appointment, the candidate for tenure in that depamt/program shall be asked to state in
writing, to the Dean within three (3) months ofinetfrom the Dean that the departmental
/program written standards have been revised, wehétie candidate wishes to be considered
under the approved written standards under whi¢shlkrevas hired or the revised written
standards, failing which the approved standard€hlvivere in place at the time of his/her
initial probationary appointment will apply.

Timing

The Dean shall inform the candidate, irtnwg, by April 1st that he/she will be considered
for tenure in the coming academic year. The Delmtfer shall draw the candidate’s attention
to the relevant sections of this Agreement, inalgdhe September B@leadline for the
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candidate to submit his/her tenure file.

l.7.5.2 The Chair of the Departmental/Progranmii®@ Committee shall inform the candidate by
August 15th of the year in which he/she is beingsodered for tenure that his/her tenure
hearing has been initiated, and he/she shall loedaffl until September 3@o submit such
evidence as required by this agreement and otloérsupporting evidence as he/she sees fit.
On compassionate grounds or in exceptional circamasts, a member may make a request to
the Dean that his/her application deadline be eddnnormally for one (1) month.

1.7.5.3 The Chair of the Departmental/Program drenCommittee shall forward the Committee’s
recommendation for or against tenure to the DeaNdsember 31. If circumstances
prevent the Departmental/Program Tenure Committea meeting this deadline, the Chair
of the Departmental/Program Tenure Committee shi@ltm the Dean in writing, with a
copy to the candidate. COAP, the Dean, the PraudtVice President Academic, and the
President will work within a timeline which will,nder normal circumstances, permit the
President to convey a decision regarding tenutee@andidate by JuneBof the
penultimate year of the probationary appointmentappointment.

11.7.5.4 Once a decision to grant tenure has leade by the Board, it shall take effect on the

following July F'. If a decision to grant tenure is delayed becadfiseconsideration beyond
June 3& of the academic year in which tenure consideratias initiated, tenure shall take
effect retroactively to July®l If the candidate has submitted materials by $epée 34" of
the year in which he/she is being considered fourie and a decision to deny tenure is
nonetheless delayed beyond Jun® 80the penultimate year of the probationary seryibe
candidate shall be granted a further one (1) yeateld term appointment, notwithstanding
the various provisions of this Article.

[11.7.6 Composition of the Departmental/Programmiie Committee

1.7.6.1 When a tenure decision is to be madegpddtmental/Program Tenure Committee shall be
established, composed of five (5) persons.

1.7.6.2 The Committee shall consist of the Cladithe department/program concerned, as Chair of
the Departmental/Program Tenure Committee, threge(Rired faculty members elected by
and from the department/program Committee, an@¢w@tfamember from a cognate
discipline appointed by the Dean in consultatiothwihe Chair of the Departmental/Program
Tenure Committee. Where there is no representétoom a designated group as defined by
Employment Equity legislation amongst the facultgmbers elected by the
Departmental/Program Committee, the Dean's appointen a cognate discipline shall
normally be a member of a designated group asetbfiy Employment Equity legislation.
All members of the Committee are voting members.

11.7.6.3 When a candidate holds an appointmerat department/program with fewer than four (4)
available tenured faculty members, the Dean, irsalbation with the Chair of the
Departmental/Program Tenure Committee and the datelishall appoint the necessary
number of tenured faculty members from cognateiglises to make up a
Departmental/Program Tenure Committee of {&gtenured faculty members, inclusive of
the Chair of the Departmental/Program Tenure CotemiHere, as ifil.7.6.2, the
Committee members from cognate disciplines arelaeguembers of the
Department/Program Tenure Committee, with no speesponsibilities, and no special
authority from or obligations to the Dean.

111.7.6.4 When a candidate holds an appointmemhane than one department/program, the
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. 7.7

.7.7.1

I.7.7.2

I.7.7.3

l.7.7.4

.7.7.5

l.7.7.6

.z.7.7

l.7.7.8

Departmental/Program Tenure Committee shall includeember from the non-home
department/program, with full voting rights. Thigmber shall serve in lieu of one of the
three (3) tenured faculty members elected by am the department/program Committee
underlll.7.6.2, and this member shall be elected from the nonehdepartment/program in
the same manner as members elected from the hqraetment/program.

Tenure Files

Candidates are responsible for assergltheir own tenure file and for submitting it
electronically to the Departmental/Program Tenuoen@ittee by the date specified in
.7.5.2.

The tenure file shall consist of all m@és provided by the member pursuantlta’.7.8,
and all other material, reports, assessments amtidzte responses compiled under this
Article.

The tenure file shall not contain anytée$ not solicited by the candidate, accordindnéo t
provisions ofill.7.7.8 (e), or by the Chair of the Departmental/Progranure Committee or
by the Dean, or by the Provost and Vice Presideatd&mic according to the procedures set
out in this agreement, with the exception of th@&remental/Program Tenure Committee’s
letter of recommendation, the report from COAP (8e£.9.5), and the Provost and Vice
President Academic’s letter of recommendation.

With the exception of assessments oftigageffectiveness by students, the tenure fildl sha
not contain any unsigned material.

After the tenure file has been submittedhe Departmental/Program Tenure Committee and
before the tenure file has been forwarded to thenDthe candidate can add new material to
the file only if the new material that the candedeg adding is sufficiently significant that it
might affect the recommendation or decision.

No material can be removed from the terfile without the agreement of the candidate, the
Departmental/Program Tenure Committee, the PravastVice President Academic and the
Association.

After submitting his/her tenure file tba Departmental/Program Tenure Committee, the
candidate shall have access to the tenure file wumdier conditions specified I1.7.8.5 and
[11.7.9.4 (ii) below.

By September 30 the Member shall provide a cothe following materials to the
Departmental/Program Tenure Committee (where plassibpies of tenure materials shall
be provided in an electronic format):

€)) an up-to-date curriculum vitae indicating cleadgearch and teaching
accomplishments by date;

(b) where relevant, copies of publications; copiesreative work (or citations
to same); evidence of conference presentationsyscaipts under consideration
and evidence of their status; evidence of granliegdmns; evidence of
community-based research projects; a research getuspexplaining the
coherence of the candidate’s research project(sjwaare direction(s);

(© a teaching dossier which shall consistofirse syllabi; assessments of
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I.7.7.9

l.7.7.10

l1.7.7.10.1

I1.7.7.10.2

l.7.7.11

.7.7.11.1

teaching effectiveness by students, and whereaetety peers; lab manuals
and/or course packs, as appropriate; evidenceadfrrg course, honours, and/or
graduate supervision, as appropriate; evidenceroicalar or pedagogical
development; evidence of professional recogniteuth as teaching awards, as
appropriate; and other documentation as relevant;

(d) any additional information identified in the depaent/program written
standards for the application of the tenure cateri

(e) any additional information about his/her professicaccomplishments that
the candidate deems relevant.

In addition, the candidate shall inclumleovering letter which serves as a guide to the
candidate’s tenure file for members of the Depantiaérogram Tenure Committee, COAP,
the Provost and Vice President Academic, and thsi@ent.

The Departmental/Program Tenure Commigieall follow a fair and reasonable plan to
secure the views of students and faculty, and tirear@f the Departmental/Program Tenure
Committee shall include a report on this plan whefshe submits the recommendation of
the Departmental/Program Tenure Committee to trenD€he Departmental/Program
Tenure Committee may choose to secure the viewsalified assessors from outside the
University. If the Departmental/Program Tenure @uttee chooses not to do so, the
candidate may nevertheless require that the viéwsalified assessors be sought. If the
views of external assessors are sought, the proegdull.7.7.11 shall be followed.

The Chair of the Departmental/Progréemure Committee shall contact between forty and
sixty students (including graduate students, asogpjate) whom the candidate has taught
while at Trent, requesting comments on the candigiéaching. (In cases where the
candidate has taught fewer than fifty studentsChair of the Departmental/Program Tenure
Committee shall contact as many students as pegsigpproximately half of the students
should be named by the candidate, and approximiasdiyy the Departmental/Program
Tenure Committee. The students shall not be regidti@ any course taught by the candidate
during the current academic year. Students shajiven at least ten (10) working days to
provide a response. Such written and signed vieova students will be added to the
candidate’s tenure file.

The Chair of the Departmental/Progréemure Committee shall invite members of the
candidate’s department/program to comment on thdidate’s teaching and/or research.
With the candidate’s permission, the Chair of tlep&rtmental/Program Tenure Committee
may contact members of the University outside Hredoate’s home department to comment
on the candidate’s teaching and/or research. Tlagr Ghthe Departmental/Program Tenure
Committee shall make available the non-confideq#ats of the candidate’s tenure file.
Colleagues shall be given at least ten (10) workiags to submit their comments. Such
written views from colleagues will be added to tamdidate’s tenure file.

External Assessors

Any external assessors sought or reguas part of a candidate’s tenure considerahaft s
be selected according to this Article. On or befdeptembersi, the Chair of the
Departmental/Program Tenure Committee shall protodbe Dean the names of at least
four (4) qualified assessors from outside of Trahteast two (2) of whom shall be the
choice of the Departmental/Program Tenure Commétekat least two (2) of whom shall be
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11.7.8

11.7.8.1

I1.7.8.2

11.7.8.2.1

11.7.8.2.2

111.7.8.2.3

111.7.8.3

111.7.8.4

the choice of the candidate. The Chair of the Diepamtal/Program Tenure Committee shall
provide the Dean with a brief c.v. and contactiinfation for each of the assessors, as well
as a rationale for the selection of assessors.asgsessors, one (1) named by the
Departmental/Program Tenure Committee and oneaihed by the candidate, shall be
requested by the Dean to furnish assessments chtitbdate's research and scholarly
promise in accordance with the tenure criterigpesidied inlll.7.4 and the relevant
departmental/program approved written standardthapplication of the criteria. On
receipt of the assessors' reports, the Dean dhaak phem in the candidate’s tenure file.

Recommendation of the Departmental/ Progiia@nure Committee to the Provost and Vice

President Academic

The members of the Departmental/Progifamure Committee shall review the contents of
the candidate’s tenure file and shall meet to dis¢he candidate’s tenure application.

Quorum for Departmental/Program Tenuren@attee meetings shall be all members of the
Departmental/Program Tenure Committee, save anybmeswho are in a conflict of
interest. Members who are in a conflict of intésd®all recuse themselves from any
Departmental/ Program Personnel Committee meesingdich the relevant tenure file is
being discussed and/or voted on. Notwithstandiegabove, in exceptional circumstances
members may participate via the use of technology.

Committee decisions shall be made bynf vote. Votes shall be conducted by secret ballo
Committee members may not abstain from voting.md& majority of votes carries. A
record of the results of the vote as well as theuteis of all Departmental/ Program Tenure
Committee meetings shall be forwarded to the Officethe Dean when the Chair of the
Departmental/Program Tenure Committee forwardPgartmental/Program Tenure
Committee’s recommendation to the Dean. Such recare confidential, and the
Departmental/Program Tenure Committee’s minutesnail form part of the tenure file.
They shall be kept for twelve (12) months aftertéreure decision has been issued or until
the end of any related grievance or arbitration.

Members of the Departmental/ProgramurerCommittee shall maintain confidentiality
regarding the Departmental/Program Tenure Comnsttbadiberations and decisions,
unless, as a result of a grievance process, legairdractual proceedings require otherwise.
Committee members who violate this requirementuoifidentiality shall be removed from
the Departmental/Program Tenure Committee by thear@i the Departmental/Program
Tenure Committee.

Notwithstanding the confidential naturiethe deliberations and decisions leading to
recommendations of the Departmental/Program Tertmremittee, any allegations of
procedural irregularities may be brought to theratbn of the Dean, the Provost and Vice
President Academic or any TUFA officer.

Prior to rendering its decision, the Dapeental/Program Tenure Committee may, giving
reasons, request the candidate to provide furtriderce and/or supporting documentation,
provided such information is specified in this Agmeent as belonging in a tenure file and/or
can be reasonably shown to be relevant to the atrafuof the candidate’s file. Such further
evidence and/or supporting documentation shalldoea to the candidate’s tenure file.

If the Departmental/Program Tenure Contegithas serious reservations about the
gualification of the candidate for tenure, the Cludithe Departmental/Program Tenure
Committee shall so inform the candidate, and setrowriting the reasons for its
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11.7.8.5

111.7.8.6

1.7.8.7

111.7.8.8

111.7.8.8.1

11.7.8.9

111.7.8.10

reservations. The candidate shall have the righedaest reconsideration by the
Departmental/Program Tenure Committee before itendls recommendation to the Provost
and Vice President Academic.

Should the candidate request reconsiaerathe candidate shall submit a written response
within two (2) weeks to the Chair of the Departnadfitrogram Tenure Committee. The
evidence to be considered by the Departmental/Bnodrenure Committee in its
reconsideration is to be confined to the candidature file, the candidate’s written
response, and whatever additional relevant infaomahe candidate provides. In preparing a
written response, the candidate shall have acodbe tfull contents of his/her tenure file,
including the confidential letters from students;ulty, and external assessors, as
appropriate, with identities masked.

After considering all the submissions ahskcussing the case in the context of the criteria
the awarding of tenure as set outlltiV.4 and the relevant departmental/program approved
written standards for the application of the crédeand, where applicable, having considered
a candidate’s request for reconsideration aglp@r8.5, the Departmental/Program Tenure
Committee shall, by formal vote, make one of tHlWing recommendations to the Provost
and Vice President Academic:

1) grant tenure
i) not grant tenure

The letter transmitting the DepartmerRat/gram Tenure Committee’s recommendation will
be reviewed and approved by the members of thereeatal/ Program Tenure Committee
prior to the Chair of the Departmental/Program Terfarwarding the letter to the Dean.

The Chair of the Departmental/Program drenCommittee shall provide a copy to the
candidate of the Departmental/Program Tenure Cotaestrecommendation which the
Chair of the Departmental/Program Tenure Commitieands to make to the Provost and
Vice President Academic. The Committee’s recommeoiahall include reasons for the
recommendation and a numerical record of the vote.

The candidate may provide a writterpaasse to the Departmental/Program Tenure
Committee’s letter, to be included in the tenuke tb be forwarded by the Chair of the
Departmental/Program Tenure Committee to the Datdntive recommendation of the
Departmental/Program Tenure Committee. If the aatdiwishes to provide such a
response, they shall notify the chair of the Daparital/ Program Tenure Committee within
four (4) days of receipt of the recommendation, simall provide their response within two
(2) weeks of receipt of the recommendation. If¢hadidate elects not to provide this
notification within four (4) days, the file will blwrwarded to the Dean without a written
response from the candidate.

The Departmental/Program Tenure Committes also recommend to the Provost and Vice
President Academic that the candidate be promotédsociate Professor, conditional upon
the receipt of tenure, provided the candidateigglaé for consideration for promotion to
Associate Professor and is entirely satisfactothéperformance of the duties and
responsibilities as set outi.1.1, bearing in mind the exemptions undiérs.2.

The Chair of the Departmental/Progranmire Committee shall forward to the Dean, for
consideration by COAP, the recommendation concgrt@nure of the
Departmental/Program Tenure Committee, the carelgledsponse, if any, all supporting
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111.7.8.10.1

111.7.8.10.2

l.7.8.11

11.7.9

1.7.9.1

11.7.9.2

l.7.9.2.1

11.7.9.2.2

111.7.9.2.3

l1.7.9.2.4

111.7.9.2.5

[11.7.9.3

arguments and all correspondence and documentadimsidered by the
Departmental/Program Tenure Committee, and a repottte procedures followed.

The recommendation shall address #melicate's research and teaching, and will be
governed by the criteria for the granting of tenaseset out ill.7.4, and the relevant
departmental/program approved written standardgh®application of the criteria.

Where relevant, the Chair of the Dépantal/Program Tenure Committee shall forward to
the Dean, for consideration by COAP, a recommeadatf the Departmental/Program
Tenure Committee concerning promotion to Assodratdessor, and all supporting
arguments and all correspondence and documentadimsidered by the
Departmental/Program Tenure Committee.

The Dean will forward all materials inet tenure file to COAP, and following COAP’s
recommendation, the Chair of COAP will forwardralhterials in the tenure file to the
Provost and Vice President Academic.

Recommendation of COAP to the Provost "tk President Academic

All members ofCOAP shall review all the submissions and recomratads pertaining to
tenure in the context of the criteria set oulliry.4 above and the relevant departmental/
program approved written standards for the apptinatf the criteria, and shall have access
to all materials tabled in the Departmental/Progifaanure Committee.

The meetings of COAP for all deliberatsoregarding tenure for faculty shall be conducted
according to the procedures set out below.

COAP shall be chaired by an academiuniadtrator designated by the Provost and Vice
President Academic. The Chair of COAP shall be vatmg.

Quorum for COAP meetings, at which auee file is being discussed and/or voted on, shall
besix of eight voting members, with at least one vgtmember from the candidate’s
division or, in the case of candidates from a msi@nal school, one voting member from a
professional school.

Decisions at COAP shall be made by falreote. Votes on motions regarding
Departmental/Program Tenure Committee recommentata or against tenure shall be
conducted by secret ballot. Committee members rhataen from voting only if they have
declared a conflict of interest or have been deetmée in a conflict of interest. A simple
majority of votes carries. A record of the resolt®ach vote will be kept in the minutes.
COAP minutes shall be kept for twelve (12) montherahe tenure decision has been issued
or until the end of any related grievance or aalibn.

Members of COAP shall maintain confitality regarding COAP’s deliberations and
decisions, unless, as a result of a grievance psotegal or contractual proceedings require
otherwise. Committee members who violate this nemoent of confidentiality shall be
removed from COAP by the Chair of COAP.

Notwithstanding the confidential natwiethe deliberations and decisions leading to
recommendations of COAP, and any allegations ofgmtaral irregularities may be brought
to the attention of the Provost and Vice Presiderademic or any TUFA officer.

Prior to rendering its decision, COAP mgiing reasons, request the Dean to ask that the
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Departmental/Program Tenure Committee and/or thdidate provide further evidence
and/or supporting documentation, provided suchrmédion is specified in this Agreement

as belonging in a tenure file and/or can be redsgrshown to be relevant to the evaluation
of the candidate’s file. Such further evidence andlipporting documentation shall be added
to the candidate’s tenure file.

111.7.9.4 COAP by formal vote may:

(1) endorse a recommendation concerning tenure froddépartmental/Program
Tenure Committee, in which case COAP recommentiset®rovost and Vice
President Academic that the recommendation fronDi@artmental/Program
Tenure Committee be upheld; or

(i) through its Chair and giving reasons, requbkat the Departmental/Program
Tenure Committee reconsider its recommendationernimeg tenure. As part of
its request for reconsideration, COAP may requedtthe Departmental/Program
Tenure Committee and/or the candidate provide éuntividence and/or
supporting documentation, including but not limitecassessments from external
assessors, provided such information is specifigdis Agreement as belonging
in a tenure file and/or can be reasonably showsetrelevant to the evaluation of
the candidate’s file. Such further evidence andi{gporting documentation shall
be added to the candidate’s tenure file. In theetreat such a request from
COAP would result in more than two (2) externaleassnents in the tenure file,
approval of Joint Committee is required. When aiestjthat the
Departmental/Program Tenure Committee reconsideedommendation is
made, the candidate shall have access to thedindents of his/her tenure file,
including any confidential letters from studenes;ulty, and external assessors,
with identities masked, and the reasons provideBOWAP in its request that the
Departmental/Program Tenure Committee reconsidee¢ommendation; or

(i)  refuse to endorse a recommendation concertengre from the
Departmental/Program Tenure Committee, but shalloso without good
reason based on the criteria for the grantingmdirte as provided for itl.7.4 and
the relevant departmental/program approved writandards for the application
of the criteria, or a finding of determinative peaitiral or substantive error or bias,
in which case COAP recommends to the Provost and Rresident Academic
that the recommendation from the Departmental/Rimogfenure Committee not
be upheld.

11.7.9.5 The Recording Secretary of COAP shallvile to the Provost and Vice President Academic
a detailed written account of COAP’s reasons frecommendation. This written account
will be reviewed and approved by the members of E@#ior to its being provided to the
Provost and Vice President Academic. This repaatl & included in the candidate’s tenure
file.

111.7.9.6 In the event that, after receiving theasmmmendation from COAP, the Provost and Vice
President Academic upholds the recommendatiorefuure made by the
Departmental/Program Tenure Committee, the PrauustVice President Academic shall
recommend to the President that the member beegréemure.

[11.7.9.7 In the event that COAP refuses to endarpesitive recommendation for tenure from the
Department/Program Tenure Committee, the Chair@AR shall so inform the candidate
and the Department/Program Tenure Committee, geadtihin writing COAP’s reasons. This
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l.7.9.7.1

111.7.10

[11.7.10.1

11.7.10.1.1

111.7.10.2

111.7.10.3

111.7.10.4

statement of reasons shall reflect the actual gle@ior COAP’s recommendation, be
substantive in nature, and be clearly related ecctiteria for the granting of tenure as
defined in this Agreement. The candidate and thealenent/Program Tenure Committee
shall have the right to submit a written responghiwtwo (2) weeks to the Provost and
Vice President Academic. The Provost and Vice HezgiAcademic shall consider any such
written response before he/she makes a recommendatthe President.

In the event that the Departmental/Paog Tenure Committee recommends against tenure,
the Chair of COAP, after having received a recomsaéon from COAP, shall so inform the
candidate. The Chair of COAP shall request the IGifahe Department/Program Tenure
Committee to state in writing the reasons for tlep&rtment/Program Tenure Committee’s
recommendation, and the Chair of COAP shall cortliege to the candidate. This statement
of reasons shall reflect the actual grounds fordoemmendation, be substantive in nature,
and be clearly related to the criteria for the granof tenure as defined in this Agreement.
The candidate shall have the right to submit at@mitesponse to the Provost and Vice
President Academic. If the candidate wishes toigesuch a response, they shall notify the
Provost and Vice President within four (4) daysewfeipt of the recommendation and shall
provide their response within two (2) weeks of rptef the recommendation. The Provost
and Vice President Academic shall consider the idatels written response before he/she
makes a recommendation to the President. If thdidate elects not to provide notification
within four (4) days, the file will be forwarded tbe Provost without a written response from
the candidate.

Tenure Decision

Following receipt of the recommendatioom the Departmental/Program Tenure Committee
and COAP, and any subsequent responses from tdedass and/or the
Departmental/Program Tenure Committee, the PrauustVice President Academic shall
make a recommendation on tenure.

The Provost and Vice President Acadeiving reasons, may request that the
Departmental/Program Tenure Committee and/or thdidate provide further evidence
and/or supporting documentation, including butlmoited to assessments from external
assessors, provided such information is specifigtiis Agreement as belonging in a tenure
file and/or can be reasonably shown to be reletatite evaluation of the candidate’s file.
Such further evidence and/or supporting documentathall be added to the candidate’s
tenure file. In the event that such a request filoenProvost and Vice President Academic
would result in more than two (2) external assesgsi@ the tenure file, approval of Joint
Committee is required.

The Provost and Vice President Acadeshiall provide a copy to the candidate of the
recommendation which he/she intends to make t®thsident. This letter shall set out the
Provost and Vice President Academic reasons fédndrisecommendation.

The candidate may provide a written magge to the Provost and Vice President Academic
letter, to be included in the materials to be faxea by the Provost and Vice President
Academic to the President. If the candidate wishgsovide such a response, they shall
notify the President within four (4) days of redeaibthe recommendation and shall provide
their response within two (2) weeks of receipthef tecommendation. If the candidate elects
not to provide notification within four (4) day$ file will be forwarded to the President
without a written response from the candidate.

The Provost and Vice President Acadawilcforward all materials in the tenure file tha
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[11.7.10.5

l11.7.10.5.1

111.7.10.6

l11.7.10.7

111.7.10.8

111.7.10.9

.7.11

1.8

111.8.1

11.8.1.1

President.

The President, giving reasons, may &sik the Departmental/Program Tenure Committee
and/or the candidate provide further evidence arglipporting documentation, including

but not limited to assessments from external assggsrovided such information is specified
in this Agreement as belonging in a tenure file/andan be reasonably shown to be relevant
to the evaluation of the candidate’s file. Suchitfar evidence and/or supporting
documentation shall be added to the candidateigédiile. In the event that such a request
from the President would result in more than twpei&ernal assessments in the tenure file,
approval of Joint Committee is required.

Following receipt of the recommendatioom the Provost and Vice President Academic and
of the candidate’s tenure file, including all prrecommendations and responses, if any, the
President shall make a recommendation to the Bioagdant tenure or make a decision to
deny tenure.

If the President decides to deny tentlre,candidate shall be so informed and shall vecei
in writing a statement of reasons from the PregidEms statement of reasons shall reflect
the actual grounds for the President’s decisiorsutistantive in nature, and be clearly
related to the criteria for the award of tenurel@lned in this Agreement.

A decision to grant tenure to a membelisbe made subsequent to the
Departmental/Program Tenure Committee making aigesecommendation to the Provost
and Vice President Academic, and the Provost and President Academic making a
positive recommendation to grant tenure to theiéees and the President making a positive
recommendation to grant tenure to the Board. Asilecito grant tenure will be made by the
Board and communicated to the candidate, the @h#ire Departmental/Program Tenure
Committee, the Dean, the Chair of COAP and the &3band Vice President Academic by
the President.

The decision to promote to Associatef@sor simultaneous with the granting of tenure
shall be made subsequent to the Provost and Vesdent Academic making a positive
recommendation to promote to Associate Professthret@resident and the President making
a positive recommendation to promote to AssociabéeBsor to the Board. A decision to
promote to Associate Professor will be made byBib@rd and communicated to the
candidate, the Chair of the Departmental/ProgranuiieeCommittee, the Dean, and the
Provost and Vice President Academic by the Presiden

Tenure decisions and/or decisionsranpote to Associate Professor take effect the Tiily
following the September 80deadline for the submission of the tenure file.

Retention of Tenure File

Following the Employer’s notification describedlih7.10, any materials submitted
electronically in the Tenure File shall be retaitigdhe Employer for a period of seven years
and then destroyed, with the exception of matepedsluced undeil.18.3 or described in
IV.17.5.1

Promotion of Faculty

Definition of a Promotion Decision

A decision to promote or not promote ditnges a promotion decision.
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11.8.1.2 A decision to promote shall be made by Board only on the recommendation of the
President, who shall first receive a recommendédtiom the Provost and Vice President
Academic, following the Provost and Vice Presideoademic’s receipt of a
recommendation from COAP and from the relevant Depental/Program Personnel
Committee. A decision to deny promotion shall belenby the Provost and Vice President
Academic or the President.

11.8.1.3 Promotion shall not be granted withoydasitive recommendation from the Provost and
Vice President Academic and the President, providatieach carries out the duties assigned
in the promotion process under this Agreement withieterminative procedural or
substantive error or bias.

111.8.2 Eligibility to be Considered for Promotion
11.8.2.1 Lecturers shall be promoted to Assisfardfessor upon the granting of tenure.
11.8.2.2 Tenured Assistant and Associate Profesace eligible to be considered for promotion

during the academic year in which they are on tep ef their current rank scale
immediately below the lowest step in the next hggltank scale. The Dean shall inform
candidates of their eligibility to be considered fjmomotion by July % of the first year in
which they are eligible for consideration. Reqsdstbe considered for promotion, which
must be in writing to the Chair of the departmeragpam Committee, copied to the Dean,
may be made no later than Octobef b5 any year in which the candidate wishes to be
considered for promotion.

11.8.2.3 When members are recommended by the Bedre President for a merit award which
would have the effect, when awarded, of placingrtla¢ a point at which they would be
eligible to be considered for promotion, they maynediately request to be considered for
promotion in writing to the Chair of the departmiendogram Committee, copied to the Dean.
If not promoted at this point, members shall besodered for promotion in any subsequent
year that they so request as per the provisiois.®2.2.

111.8.2.4 When a candidate is eligible for consatemn for both tenure and promotion to Associate
Professor in the same academic year, the grantitemore entails promotion in the same
year, unless there is an overriding failure tos$atihelV.1.1 (iii) obligations under
[11.8.3.1.1 Recommendations for promotion to Associate Peafiethat are coincident with
recommendations for tenure may be made by the Depatal/Program Tenure Committee
to the Provost and Vice President Academic. |86€8.9.

111.8.3 Criteria for Promotion
11.8.3.1 Criteria for Promotion to Associate R¥s$or
11.8.3.1.1 A candidate who is being recommendeddaure and who is simultaneously eligible to be

considered for promotion to Associate Professoll flearecommended for promotion to
Associate Professor by the Departmental/Progranurée@ommittee, provided that the
candidate is entirely satisfactory in the perforoeaaf the duties and responsibilities as set
outinlV.1.1.

111.8.3.1.2 When a member who was not promoteddso&iate Professor at the time he/she was
awarded tenure requests at a later date to bedayadifor promotion to Associate Professor
(seelll.8.2.2), the Departmental/ Program Personnel Committa# stake a
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111.8.3.2

111.8.3.2.1

111.8.3.2.2

111.8.3.2.3

11.8.4

11.8.4.1

111.8.4.2

111.8.5

11.8.5.1

111.8.5.2

111.8.6

111.8.6.1

recommendation to the Provost and Vice Presideatémic, based on whether the member
has continued to fulfill the criteria for the grang of tenure, and is entirely satisfactory in
the performance of the duties and responsibilagset out inV.1.1.

Criteria for Promotion to Full Professor

The criteria for promotion to Full Pesfsor shall be based on teaching and research and
service; the candidate must be very highly regamdexhe of teaching or research, and
satisfactory in the other two categories.

Outstanding contributions in servicalse considered when determining satisfactory
performance in the non-highly regarded area okeitbaching or research.

Individual departments/programs wiltfiwally adopt written specific standards for the
application of these criteria. These standardB Bhaainding upon the
departments/programs concerned, provided thathheg first been approved by the Provost
and Vice President Academic, and made availableaformation and discussed at Faculty
Board and Joint Committee.

Timin

The Chair of the Departmental/ProgramsBanel Committee shall forward the Committee’s
recommendation for or against promotion to the Dmathe fourth (#) Wednesday of the
winter term. If circumstances prevent the Departi@éProgram Personnel Committee from
meeting this deadline, the Chair of the DepartnméRt@gram Personnel Committee shall
inform the Dean in writing, with a copy to the catate. COAP, the Dean, the Provost and
Vice President Academic, and the President willkweithin a timeline which will, under
normal circumstances, permit the President to cpaveecision regarding promotion to the
candidate by June B®f the year in which the promotion hearing wasianed.

Once a decision to promote has been ngdbe Board, it shall take effect on Juf If a
decision to promote is delayed because of recoratida beyond June 80of the academic
year in which promotion hearing was initiated, pation shall take effect retroactively to
July ¢

Composition of the Departmental/Program Personoehi@ittee

Departmental/Program Personnel Commsttd®all be elected annually by and amongst
members of the department/program committee. Ceraidn should be paid to
representation of designated groups as definedhigyld/ment Equity legislation. The Chair
of the department/program committee serves asdtiegrChair of the
Departmental/Program Personnel Committee.

When a candidate holds an appointmemhame than one department/program, the
Departmental/Program Personnel Committee shalliatdode a member from the non-home
department/program, with full voting rights. Thigmber will be appointed by the Dean, in
consultation with the Chair of the Departmental@?aon Personnel Committee and the
candidate.

Promotion Files

The Chair of the Departmental/ProgramsBanel Committee shall inform the members of
the Departmental/Program Personnel Committee, pteBwer 15 of each year, whether
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111.8.6.1.2

111.8.6.2

111.8.6.3

111.8.6.4

111.8.6.5

111.8.6.6

111.8.6.7

11.8.6.8

11.8.6.9

any members of the department/program have reglstee considered for promotion
under the provisions dfl.8.2.2 or [11.8.2.3, with the exception of those candidates who are
eligible to be considered for promotion to AssaeiBtofessor simultaneous with being
considered for tenure.

A member eligible for promotion to Fitofessor must notify the Chair of the
Departmental/Program Personnel Committee, copididet@appropriate Dean, by September
15 of their wish to be considered for promotion. Suctification shall include the criteria
(111.8.3.2.1) on which they wish to be considered.

Candidates are responsible for assergltheir own promotion file and for delivering it to
the Departmental/Program Personnel Committee byeNier 3¢9.

The promotion file shall consist of allaterials provided by the member pursuaritit8.6.9,
and all other material, reports, assessments amdldate responses compiled under this
Article.

The promotion file shall not contain aleyters not solicited by the candidate, according t
the provisions ofll.8.6.9 (e), or by the Chair of the Departmental/Prograrsénnel
Committee or by the Dean, or by the Provost ane Viresident Academic according to the
procedures set out in this agreement, with theiare of the Departmental/Program
Personnel Committee’s letter of recommendationyepert from COAP (sekl.8.8.5), and
the Provost and Vice President Academic’s letteeobmmendation.

With the exception of assessments oftigareffectiveness by students, the promotion file
shall not contain any unsigned material.

After the promotion file has been submitto the Departmental/Program Personnel
Committee and before the promotion file has beewdoded to the Dean, the candidate can
add new material to the file only if the new madéthat the candidate is adding is
sufficiently significant that it might affect theecommendation or decision.

No material can be removed from the prtiorofile without the agreement of the candidate,
the Departmental/Program Personnel Committee, ineoBt and Vice President Academic
and the Association

After submitting his/her promotion file the Departmental/Program Personnel Committee,
the candidate shall have access to the promot®oriy under conditions specified in
[11.8.7.5 andl11.8.8.4 (ii) below.

By November 30, the Member shall provide the following materi@she
Departmental/Program Personnel Committee:

@) an up-to-date curriculum vitae indicating chgaesearch and teaching
accomplishments by date;

(b) where relevant, representative samples of sagli@ublications; copies of creative
work (or citations to same); evidence of confergm@sentations; manuscripts
under consideration and evidence of their statideace of recent grant
applications; evidence of community-based resegrojects; a statement
providing an overview of the candidate’s research;

(c) representative course syllabi; complete setsséssments of teaching
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111.8.6.9.1

111.8.6.10

111.8.6.10.1

111.8.6.10.2

111.8.6.10.3

111.8.6.10.4

effectiveness for two or more courses over sewerals; lab manuals and/or
course packs, as appropriate; evidence of readingse, honours, and/or graduate
supervision, as appropriate; evidence of curricatggedagogical development;
evidence of professional recognitions such as teg@wards, as appropriate;

(d) any additional information identified in thepdgtment/program written standards
for the application of the promotion criteria;

(e) any additional information about his/her pssienal accomplishments that the
candidate deems relevant.

In addition, the candidate shall inadua covering letter which serves as a guide to the
candidate’s promotion file for members of the Dép@ntal/Program Personnel Committee,
COAP, the Provost and Vice President Academic,thedPresident.

The Departmental/Program Personnel Catemshall follow a fair and reasonable plan to
secure the views of students and faculty, and ther@®f the Departmental/ Program
Personnel Committee shall include a report onglaa when he/she submits the
recommendation of the Departmental/Program Pers@uoramittee to the Dean.

In the case of promotion to Full Rrsdor the views of two (2) qualified assessors from
outside the University must be sought. In all caglkesre the views of external assessors are
sought or required under this Article, the procedunlll.8.6.11 shall be followed.

In the case of promotion to Full Pisfer where the candidate wishes to be considemrgl un
the criteria of considered by the criteria of beamgirely satisfactory in teaching and very
highly regarded in research, the Chair of the Dapamtal/Program Personnel Committee
shall contact between forty (40) and sixty (60dstuts (including graduate students, as
appropriate) whom the candidate has taught whileext, requesting comments on the
candidate’s teaching. (In cases where the candidet¢aught fewer than fifty (50) students,
the Chair of the Departmental/Program Personnelr@ittee shall contact as many students
as possible.) Approximately half of the studentsuith be named by the candidate, and
approximately half by the Departmental/Program &anel Committee. The students shall
not be registered in any course taught by the danteliduring the current academic year.
Students shall be given at least ten (10) workingsdo provide a response. Such written and
signed views from students will be added to thedwate’s promotion file.

In the case of promotion to Full Ree$or where the candidate wishes to be considewsst u
the criteria of being entirely satisfactory in raszh and very highly regarded in teaching, the
Chair of the Departmental/Program Personnel Coramghall contact at least eighty (80)
students (including graduate students, as appteprdrom the candidate has taught while at
Trent, requesting comments on the candidate’s tegcApproximately half of the students
should be named by the candidate, and approximiasdiyy the Departmental/Program
Personnel Committee. The students shall not betexgd in any course taught by the
candidate during the current academic year. Steddall be given at least ten (10) working
days to provide a response. Such written and sigieses from students will be added to the
candidate’s promotion file.

The Chair of the Departmental/Progfaersonnel Committee shall invite members of the
candidate’s department/program to comment on thdidate’s teaching and/or research.
With the candidate’s permission, the Chair of tlep&tmental/Program Personnel
Committee may contact members of the Universitgidetthe candidate’s home department
to comment on the candidate’s teaching and/or rese@he Chair of the
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Departmental/Program Personnel Committee shall ragégable the non-confidential parts
of the candidate’s promotion file. Confidential m¥aals include annual assessments of
teaching effectiveness by students and any lditestudents, faculty, or externals written
with the expectation of confidentiality. Colleagussll be given at least ten (10) working
days to submit their comments. Such written vienwsnfcolleagues will be added to the
candidate’s promotion file.

11.8.6.11 External Assessors

11.8.6.11.1 Any external assessors sought or reguas part of a candidate’s promotion considanatio
shall be selected according to this Article. Th@i€bf the Departmental/Program Personnel
Committee shall provide to the Dean the names I&dfast four (4) qualified assessors from
outside of Trent, at least two (2) of whom shalkibe choice of the Departmental/Program
Personnel Committee and at least two (2) of whoatl dle the choice of the candidate. The
Chair of the Departmental/Program Personnel Coremghall provide the Dean with a brief
c.v. and contact information for each of the assmssss well as a rationale for the selection
of assessors. Two assessors, one (1) named byefiethental/Program Personnel
Committee and one (1) named by the candidate, shakquested by the Dean to furnish
assessments of the candidate's performance inrcesaaaccordance with the criteria by
which the candidate elects to be assessed, adisgewilll.8.3 and, where relevant, the
departmental/program approved written standardthapplication of the criteria. On
receipt of the assessors' reports, the Dean dhaak phem in the candidate’s promotion file.

[11.8.7 Recommendation of the Departmental/Program Pers@uommittee to the Provost and Vice
President Academic

11.8.7.1 The members of the Departmental/ProgRersonnel Committee shall review the contents
of the candidate’s promotion file and shall meediszuss the candidate’s promotion
application.

11.8.7.2 Quorum for Departmental/Program Persor@@hmittee meetings, at which a promotion

file is being discussed and/or voted on, shalllbmambers of the Departmental/Program
Personnel Committee, save any members who areanflct of interest. Members who are
in a conflict of interest will recuse themselvesnfrany Departmental/Program Personnel
Committee meetings at which the relevant promdiilenis being discussed and/or voted on.

11.8.7.2.1 Committee decisions shall be made bynfd vote. Votes shall be conducted by secret ballo
Committee members may not abstain from voting.ms& majority of votes carries. A
record of the results of the vote as well as theuteis of all Departmental/Program Personnel
Committee meetings shall be forwarded to the Officethe Dean when the Chair of the
Departmental/Program Personnel Committee forwdrel©epartmental/Program Personnel
Committee’s recommendation to the Dean. Such recare confidential, and the
Departmental/Program Personnel Committee’s minutksot form part of the promotion
file. They shall be kept for twelve (12) monthseafthe promotion decision has been issued
or until the end of any related grievance or aalibn.

111.8.7.2.2 Members of the Departmental/ProgransBenel Committee shall maintain confidentiality
regarding the Departmental/Program Personnel Caeerstdeliberations and decisions,
unless, as a result of a grievance process, legairdractual proceedings require otherwise.
Committee members who violate this requirementuoifidentiality shall be removed from
the Departmental/Program Personnel Committee b taer of the Departmental/Program
Personnel Committee.
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111.8.7.2.3

111.8.7.3

111.8.7.4

11.8.7.5

111.8.7.6

1.8.7.7

111.8.7.8

111.8.7.8.1

Notwithstanding the confidential natwiethe deliberations and decisions leading to
recommendations of the Departmental/Program Peet@ommittee, any allegations of
procedural irregularities may be brought to thergton of the Dean, the Provost and Vice
President Academic or any TUFA officer.

Prior to rendering its decision, the Deap@ental/Program Personnel Committee may, giving
reasons, request the candidate to provide furtiderece and/or supporting documentation,
provided such information is specified in this Agmeent as belonging in a promotion file
and/or can be reasonably shown to be relevanetevhluation of the candidate’s file. Such
further evidence and/or supporting documentatiail &ie added to the candidate’s
promotion file.

If the Departmental/Program Personnel @ottee has serious reservations about the
gualification of the candidate for promotion, theal of the Departmental/Program
Personnel Committee shall so inform the candidatd,set out in writing the reasons for its
reservations. The candidate shall have the righedaest reconsideration by the
Departmental/Program Personnel Committee beforaktes its recommendation to the
Provost and Vice President Academic.

Should the candidate request reconsidmsrathe candidate shall submit a written response
within two (2) weeks to the Chair of the Departnaditrogram Personnel Committee. The
evidence to be considered by the Departmental/Bnodgtersonnel Committee in its
reconsideration is to be confined to the candidgtedmotion file, the candidate’s written
response, and whatever additional relevant infaonahe candidate provides. In preparing a
written response, the candidate shall have acodbe ffull contents of his/her promotion file,
including the confidential letters from students;ulty, and external assessors, as
appropriate, with identities masked.

After considering all the submissions ahskcussing the case in the context of the critera
the awarding of promotion as set outlic8.3.2 and the relevant departmental/program
approved written standards for the applicatiorhefdriteria, and, where applicable, having
considered a candidate’s request for reconsiderasgetlil.8.7.5, the
Departmental/Program Personnel Committee shaliotmyal vote, make one of the
following recommendations to the Provost and Vicesklent Academic:

i) grant promotion
i) not grant promotion

The letter transmitting the DepartmerRat/igram Personnel Committee’s recommendation
will be reviewed and approved by the members oftapartmental/ Program Personnel
Committee prior to the Chair of the Departmental{ffam Personnel forwarding the letter to
the Dean.

The Chair of the Departmental/ProgramsBanel Committee shall provide a copy to the

candidate of the Departmental/Program Personneln@tie®’s recommendation which the
Chair of the Departmental/Program Personnel Coramititends to forward to the Provost
and Vice President Academic. The Committee’s recenmtdation shall include reasons for
the recommendation and a numerical record of tie. vo

The candidate may provide a writterpasse within two (2) weeks to the
Departmental/Program Personnel Committee’s letdoe included in the promotion file to
be forwarded by the Chair of the Departmental/PangPersonnel Committee to the Dean
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11.8.7.9

111.8.7.9.1

111.8.7.10

111.8.8

111.8.8.1

111.8.8.2

111.8.8.2.1

111.8.8.2.2

11.8.8.2.3

111.8.8.2.4

111.8.8.2.5

111.8.8.3

with the recommendation of the Departmental/ProgParsonnel Committee.

The Chair of the Departmental/ProgramsBanel Committee shall forward to the Dean, for
consideration by COAP, the recommendation concgrpiomotion of the
Departmental/Program Personnel Committee, the datels response, if any, all supporting
arguments and all correspondence and documentaiisidered by the
Departmental/Program Personnel Committee, andatrep the procedures followed.

The recommendation shall address tinelicate's research and teaching, and will be
governed by the criteria for the granting of proimotas set out itil.8.3 and, where
applicable, the relevant departmental/program amatovritten standards for the application
of the criteria.

The Dean will forward all materials inet promotion file to COAP, and following COAP’s
recommendation, the Chair of COAP will forwardralhterials in the promotion file to the
Provost and Vice President Academic.

Recommendation of COAP to the Provost ¥tk President Academic

COAP shall review all the submissions aadommendations pertaining to promotion in the
context of the criteria set out [n.8.3 and, where applicable, the relevant
departmental/program approved written standardgh@®application of the criteria, and shall
have access to all materials tabled in the Departmif®rogram Personnel Committee.

The meetings of COAP for all deliberatsoregarding promotion of faculty shall be
conducted according to the procedures set out below

COAP shall be chaired by an acaderdimiaistrator designated by the Provost and Vice
President Academic. The Chair of COAP shall be vatmg.

Quorum for COAP meetings, at which ampotion file is being discussed and/or voted on,
shall be six of eight voting members, with at ldasi voting members from the candidate’s
division.

Decisions at COAP shall be made by falreote. Votes on motions regarding
Departmental/Program Personnel Committee recomntienddor or against promotion

shall be conducted by secret ballot. Committee negmimay abstain from voting only if

they have declared a conflict of interest or haserbdeemed to be in a conflict of interest. A
simple majority of votes carries. A record of tlesults of each vote will be kept in the
minutes. COAP minutes shall be kept for twelve {fdnths after the promotion decision
has been issued or until the end of any relatexi/gnice or arbitration.

Members of COAP shall maintain confitlality regarding COAP’s deliberations and
decisions, unless, as a result of a grievance pspbegal or contractual proceedings require
otherwise. Committee members who violate this n@moent of confidentiality shall be
removed from COAP by the Chair of COAP.

Notwithstanding the confidential naturiethe deliberations and decisions leading to
recommendations of COAP, and any allegations ofgmtaral irregularities may be brought
to the attention of the Provost and Vice Presiderademic or any TUFA officer.

Prior to rendering its decision, COAPdhgh its Chair and giving reasons, may request that
the Departmental/Program Personnel Committee attiéazandidate provide further

61



111.8.8.4

111.8.8.5

111.8.8.6

111.8.8.7

evidence and/or supporting documentation, provaledh information is specified in this
Agreement as belonging in a promotion file and&or be reasonably shown to be relevant to
the evaluation of the candidate’s file. Such furttsdence and/or supporting documentation
shall be added to the candidate’s promotion file.

COAP by formal vote may:

0] endorse a recommendation concerning promdtmm the Departmental/Program
Personnel Committee, in which case COAP recommtnthe Provost and Vice
President Academic that the recommendation fronDiygartmental/Program
Personnel Committee be upheld; or

(i) through its Chair and giving reasons, mayuesj that the Departmental/Program
Personnel Committee reconsider its recommendationerning promotion. As
part of its request for reconsideration, COAP nequest that the
Departmental/Program Personnel Committee and/acghdidate provide further
evidence and/or supporting documentation, includiaignot limited to
assessments from external assessors, providedrdanohation is specified in this
Agreement as belonging in a promotion file andaor be reasonably shown to be
relevant to the evaluation of the candidate’s fach further evidence and/or
supporting documentation shall be added to theidatels promotion file. In the
event that such a request from COAP would resuttamne than two (2) external
assessments in the promotion file, approval oftYoemmittee is required. When
a request that the Departmental/ Program Pers@uramittee reconsider its
recommendation is made, the candidate shall hasasado the full contents of
his/her promotion file, including any confidentlatters from students, faculty,
and external assessors, with identities maskedthenceasons provided by COAP
in its request that the Departmental/Program PeeldDommittee reconsider its
recommendation; or

(i)  refuse to endorse a recommendation concerpnognotion from the
Departmental/Program Personnel Committee, but sbékdo so without good
reason based on the criteria for the granting ofmation as provided for ifil.8.3
and the relevant departmental/program approvedenrgtandards for the
application of the criteria, or a finding of detenative procedural or substantive
error or bias, in which case COAP recommends tdtiogost and Vice President
Academic that the recommendation from the DepartaMtrogram Personnel
Committee not be upheld.

The Recording Secretary of COAP shallvile to the Provost and Vice President Academic
a detailed written account of COAP’s reasons recommendation. This written account
will be reviewed and approved by the members of €@#ior to its being provided to the
Provost and Vice President Academic. This repaatl & included in the candidate’s
promotion file.

In the event that, after receiving theasmmmendation from COAP, the Provost and Vice
President Academic upholds the recommendationrfanption made by the
Departmental/Program Personnel Committee, the Btaral Vice President Academic shall
recommend to the President that the member beegtgnbmotion.

In the event that COAP refuses to endarpesitive recommendation for promotion from the
Department/Program Personnel Committee, the CR&OAP shall so inform the candidate
and the Department/Program Personnel Committei@geut in writing COAP’s reasons.
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111.8.9

111.8.9.1

11.8.9.1.2

111.8.9.2

111.8.9.3

111.8.9.4

111.8.9.5

111.8.9.5.1

This statement of reasons shall reflect the agitainds for COAP’s recommendation, be
substantive in nature, and be clearly related ecctiteria for the granting of promotion as
defined in this Agreement. The candidate and theaBeent/Program Personnel Committee
shall have the right to submit a written responghiwtwo (2) weeks to the Provost and

Vice President Academic. The Provost and Vice HezgiAcademic shall consider any such
written response before he/she makes a recommendati promotion to the President or a
decision to deny promotion.

Promotion Decision

Following receipt of the recommendatioom the Departmental/Program Personnel
Committee and COAP, and any subsequent respomsediie candidate and/or the
Departmental/Program Personnel Committee, the Btaral Vice President Academic shall
make a recommendation for promotion to the Presidiea decision to deny promotion.

The Provost and Vice President Academiving reasons, may request that the
Departmental/Program Personnel Committee and/acghdidate provide further evidence
and/or supporting documentation, including butlimited to assessments from external
assessors, provided such information is specifigtis Agreement as belonging in a
promotion file and/or can be reasonably shown teelevant to the evaluation of the
candidate’s file. Such further evidence and/or sutipg documentation shall be added to the
candidate’s promotion file. In the event that sadlequest from the Provost and Vice
President Academic, would result in more than {dyrexternal assessments in the
promotion file, approval of Joint Committee is reqd.

If the Provost and Vice President Acadendiecides to deny promotion, the candidate shall
be so informed and shall receive in writing a stegat of reasons from the Provost and Vice
President Academic. This statement of reasons s#fbdct the actual grounds for the Provost
and Vice President Academic’s, decision, be sulistam nature, and be clearly related to
the criteria for the granting of promotion as defirin this Agreement.

If the Provost and Vice President Acadens recommending for promotion, he/she shall
provide a copy to the candidate of the recommeadatihich he/she intends to make to the
President. This letter shall set out the Provodt\ace President Academic’s, reasons for
his/her recommendation for promotion.

The Provost and Vice President Academd,forward all materials in the promotion file t
the President when he/she forwards his/her recordatiem for promotion.

The President, giving reasons, maytask the Departmental/Program Personnel Committee
and/or the candidate provide further evidence arglipporting documentation, including

but not limited to assessments from external assggsrovided such information is specified
in this Agreement as belonging in a promotion &ifel/or can be reasonably shown to be
relevant to the evaluation of the candidate’s flach further evidence and/or supporting
documentation shall be added to the candidateimgtion file. In the event that such a
request from the President would result in more floar (4) external assessments in the
promotion file, approval of Joint Committee is reqd.

Following receipt of the recommendatirom the Provost and Vice President Academic,
and of the candidate’s promotion file, including@ior recommendations and responses, if
any, the President shall make a recommendatidmet8dbard to grant promotion or make a
decision to deny promotion.
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111.8.9.6 If the President decides to deny promotithe candidate shall be so informed and shall
receive in writing a statement of reasons fromRhesident. This statement of reasons shall
reflect the actual grounds for the President’'ssleni be substantive in nature, and be clearly
related to the criteria for the granting of prormatias defined in this Agreement.

11.8.9.7 A decision to grant promotion to a membbkall be made subsequent to the Provost and Vice
President Academic, making a positive recommendat@rant promotion to the President
and the President making a positive recommend#ignant promotion to the Board. A
decision to grant promotion will be made by the Bloand communicated to the candidate,
the Chair of the Departmental/Program Personnelr@ittee, the Dean, the Chair of COAP
and the Provost and Vice President Academic byrtksident.

111.8.9.8 Promotion decisions take effect the Jfyfollowing the November 30Ddeadline for the
submission of the promotion file.

1.9 Probationary Reappointment of Professionrérians

11.9.1 Definition of a Probationary Reappointmé&ygcision

11.9.1.1 A decision to reappoint or not to reapp@onstitutes a reappointment decision.
11.9.1.2 A decision to reappoint shall be madetloy Board only on the recommendation of the

President, who shall first receive a recommenddtiam the University Librarian, following
the University Librarian’s receipt of a recommenaiatrom COAP and from the Library
Personnel Committee. A decision not to reappoiatl &fe made by the President.

11.9.1.3 Probationary reappointment shall not benged without a positive recommendation from the
President, provided that the University Librariavd ahe President each carry out the duties
assigned in the probationary reappointment progedsr this Agreement without
determinative procedural or substantive error asbi

111.9.1.4 Probationary reappointments are for a-txgar period with effect from the end of the iditia
probationary appointment.

111.9.2 Annual Meeting with the University Librarian for Mers on Probationary Appointments

11.9.2.1 The University Librarian’s Office shalbatact all members holding probationary

appointments to arrange a meeting with the Unitsetsbrarian to be held by April 30of
each year of the member’s probationary appointrteediscuss his/her progress towards

permanency.
11.9.3 Eligibility to be Considered for Probationary Reappment
111.9.3.1 Probationary appointments made at thedrhn | to IV rank shall involve an initial

probationary term of two (2) years.

11.9.3.1.1 A member holding an initial probatiogappointment at the Librarian | to IV rank who is
not considered for early permanency (as descrivétl10.3.3) during the second {9 year
of the initial two-year probationary appointmenaklnstead be considered for a
probationary reappointment for a further two (2angeduring the second"(® year of the
initial probationary appointment. The total probatry period is not to exceed four years.
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111.9.3.2

111.9.3.2.1

111.9.3.2.2

11.9.3.3

111.9.3.3.1

111.9.3.3.2

11.9.3.3.3

111.9.3.3.4

11.9.4

11.9.4.1

11.9.5

111.9.5.1

111.9.5.2

Eligibility to be considered for Reappointment Mdembers with Previous Limited Term Service

A member with previous combined limitextm service within the bargaining unit of one (1)
year or less, who is granted a probationary appwnt, shall follow the eligibility
conditions as set out il.9.3.1.

A member with previous combined limitetim service within the bargaining unit of
between one (1) and three (3) years, who is gramf@dbationary appointment, shall be
considered for reappointment and permanency acuptdithe provisions itil.10.3.4.2

Extension of Probationary Period

Notwithstanding the various provisiasove which define a maximum period of
probationary service, a member who has had a pnegriaave during her probationary
period undeiV.13.6.2andlV.13.6.3or a member who has taken a parental or adoption
leave of more than four (4) months during his/h@bptionary period undéy.13.6.2and
IV.13.6.4shall, upon written request to the University aiban, no later than three (3)
months following his/her return to duties aftergmancy, parental, or adoption leave, or by
August P! of the year in which he/she was scheduled to beidered for reappointment,
whichever is earlier, have his/her consideratiarréappointment deferred by one (1) year.

Similarly, a member who, during the pationary appointment has taken a sick leave under
IV.13.6.50f more than four (4) months may elect to havecthasideration for

reappointment deferred by up to one (1) year, wpotten request by the member to the
University Librarian within six (6) months followgnreturn to duties. Where the absence is
for one (1) year or more, the maximum deferrahef ¢consideration for reappointment shall
be up to two (2) years, upon written request byntleenber to the University Librarian no
later than six (6) months following return to dstegfter the absence.

On compassionate grounds or in exoegli circumstances, a member may make a request to
the University Librarian that his/her consideratfonreappointment be deferred, normally
for one (1) year.

Notwithstanding the above, the maximcombined extensions granted to a member during
his/her probationary appointment and reappointma&hhormally not exceed a total of two
(2) years.

Criteria for Probationary Reappointment

A candidate for probationary reappointmgimall be considered by the Library Personnel
Committee on the basis of satisfactory progresgiamrds permanency, as perl0.4.

Timin

The University Librarian shall inform tleandidate, in writing, no later than nine (9) nmnt
prior to the end of his/her initial probationaryripeé, that he/she will be considered for
probationary reappointment. The University Libraisaletter shall draw the candidate’s
attention to the relevant sections of this Agreetmiacluding the deadline for the candidate
to submit his/her reappointment file.

The Chair of the Library Personnel Corttee shall inform the candidate no later than nine
(9) months prior to the end his/her initial probatry period that his/her probationary
reappointment hearing has been initiated, andttfeatandidate is to submit such evidence as
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111.9.5.3

111.9.5.4

111.9.6

111.9.6.1

111.9.6.2

11.9.7

11.9.7.1

11.9.7.2

11.9.7.3

111.9.7.4

required by this agreement and other such supgoetiidence as he/she sees fit no later than
seven (7) months prior to the end of his/her ihgrmbationary period. On compassionate
grounds or in exceptional circumstances, a memlagrmmake a request to the University
Librarian that his/her application deadline be agtd, normally for one (1) month.

The Chair of the Library Personnel Comtestshall forward the Committee’s
recommendation for or against probationary reagpeent to the University Librarian no

later than five (5) months prior to the end thedidate’s initial probationary period. If
circumstances prevent the Library Personnel Coremitiom meeting this deadline, the

Chair of the Library Personnel Committee shall infahe University Librarian in writing,

with a copy to the candidate. COAP, the Univerkityarian, and the President will work
within a timeline which will, under normal circunasices, permit the President to convey a
decision regarding probationary reappointment ¢éocindidate no later than three (3) months
prior to the end of the initial probationary period

Once a decision to grant a probationagppointment has been made by the Board, it shall
take effect immediately upon the end of the injpidbationary period. If a decision to grant
probationary reappointment is delayed becausecohsaderation beyond the end of the
initial probationary period, reappointment shakgaffect retroactively to the end of the
probationary period. If the candidate has submitt@tkerials by seven (7) months before the
end of the initial probationary period, and a decito deny probationary reappointment is
nonetheless delayed beyond the end of the init@dationary period, the candidate shall be
granted a further six (6) month limited term appmient, notwithstanding the various
provisions of this Article.

Composition of the Library Personnel Committee

The Library Personnel Committee shall be elearatlially by and amongst the members of
the Librarians’ Committee. Consideration shoulgpb# to representation of designated
groups as defined by Employment Equity legislation.

When a candidate holds an appointmembame than one academic unit, the Library
Personnel Committee shall also include a memben thee non-home academic unit with
full voting rights. This member will be appointey the University Librarian, in consultation
with the Chair of the Library Personnel Committed ¢ghe candidate.

Reappointment Files

Candidates are responsible for assemgltheir own reappointment file and for delivering i
to the Library Personnel Committee by the dateifipdan 111.9.5.2.

The reappointment file shall consist Bfraaterials provided by the member pursuant to
[11.9.7.8, and all other material, reports, assessmentsamdidate responses compiled under
this Article.

The reappointment file shall not contamy letters not solicited either by the candidate,
according to the provisions 8f.9.7.8 (e), or by the Chair of the Library Personnel
Committee or by the University Librarian, accordioghe procedures set out in this
agreement, with the exception of the Library PensbiCommittee’s letter of
recommendation, the report from COAP (8&8.9.5), and the University Librarian’s letter
of recommendation.

The reappointment file shall not contamy unsigned material.
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111.9.7.5

111.9.7.6

1.9.7.7

111.9.7.8

111.9.7.9

111.9.7.10

11.9.7.11

After the reappointment file has beenmitbed to the Library Personnel Committee and
before the reappointment file has been forwardatedJniversity Librarian, the candidate
can add new material to the file only if the newtenial that the candidate is adding is
sufficiently significant that it might affect theecommendation or decision.

No material can be removed from the pEaptment file without the agreement of the
candidate, the Library Personnel Committee, thevéhsity Librarian and the Association.

After submitting his/her reappointmenefto the Library Personnel Committee, the
candidate shall have access to the reappointmerdrfly under conditions specified in
[11.9.8.5 andl1l1.9.9.4 (ii) below.

By the date specified ili.9.5.2, the Member shall provide the following materi@ghe
Library Personnel Committee:

(@) an up-to-date curriculum vitae indicating chgghe performance of professional
librarian duties, by date;

(b) where relevant, copies of professional pulilices; copies of creative work (or
citations to same); evidence of conference preienta copies of library subject
guides, course guides and pathfinders; manusanptsr consideration and
evidence of their status; evidence of grant apfbiog; evidence of professional
and scholarly contributions;

(c) copies of library instructional workshop syliaévidence of service to the
University, to the community and to the professabiharge; evidence of
professional recognitions such as service awagedappropriate; and other
documentation as relevant;

(d) any additional information identified in thékarians’ Committee written
standards for the application of the permanendgrias

(e) any additional information about his/her pesienal accomplishments that the
candidate deems relevant.

In addition, the candidate shall inclualeovering letter which serves as a guide to the
candidate’s reappointment file for members of tiidry Personnel Committee, COAP, the
University Librarian, and the President.

The Chair of the Library Personnel Corttee shall invite librarians to comment on the
candidate’s performance of professional dutiestrdmutions to the profession at large, and
service to the university and the community. Witk tandidate’s permission, the Chair of
the Library Personnel Committee may contact memdiettse University outside the Library
to comment on the contributions to the professidarge, and service to the university and
the community. The Chair of the Library Personnehinittee shall make available the non-
confidential parts of the candidate’s reappointnidgt Confidential materials include any
letters by librarians, faculty, or externals writt@ith the expectation of confidentiality.
Colleagues shall be given at least ten (10) workliengs to submit their comments. Such
written views from colleagues will be added to tla@didate’s reappointment file.

External Assessors

67



111.9.8

111.9.8.1

111.9.8.2

111.9.8.2.1

111.9.8.2.2

11.9.8.2.3

111.9.8.3

Any external assessors sought or required apartandidate’s reappointment
consideration shall be selected according to thil&. The Chair of the Library Personnel
Committee shall provide to the University Libraridne names of at least four (4) qualified
assessors from outside of Trent, at least two f{#)hmm shall be the choice of the Library
Personnel Committee and at least two (2) of whoatl ble the choice of the candidate. The
Chair of the Library Personnel Committee shall jtevthe University Librarian with a
summary of professional background or a brief asvapplicable and contact information for
each of the assessors, as well as a rationalbd@election of assessors. Two assessors, one
(1) named by the Library Personnel Committee ared(@hnamed by the candidate, shall be
requested by the University Librarian to furniseessments of the candidate's scholarly and
research contributions, and contributions to tleégssion at large, in accordance with the
reappointment criteria as specified in 111.9.4. @oeipt of the assessors' reports, the
University Librarian shall place them in the caradels reappointment file.

Recommendation of the Library Personnel Committee

The members of the Library Personnel @uottee shall review the contents of the
candidate’s reappointment file and shall meet soulis the candidate’s reappointment
application.

Quorum for Library Personnel Committeeatiegs, at which a reappointment file is being
discussed and/or voted on, shall be all membetiseofibrary Personnel Committee, save
any members who are in a conflict of interest. Merslwho are in a conflict of interest will
recuse themselves from any Library Personnel Coteeniheetings at which the relevant
reappointment file is being discussed and/or voted

Committee decisions shall be made bynf vote. Votes shall be conducted by secret ballo
Committee members may not abstain from voting.m& majority of votes carries. A
record of the results of the vote as well as theuteis of all Library Personnel Committee
meetings shall be forwarded to the Office of thevigrsity Librarian when the Chair of the
Library Personnel Committee forwards the Libraryddanel Committee’s recommendation
to the University Librarian. Such records are coefitial, and the Library Personnel
Committee’s minutes will not form part of the reapgment file. They shall be kept for
twelve (12) months after the reappointment decitias been issued or until the end of any
related grievance or arbitration.

Members of the Library Personnel Contedtshall maintain confidentiality regarding the
Library Personnel Committee’s deliberations andsgieas, unless, as a result of a grievance
process, legal or contractual proceedings requireravise. Committee members who violate
this requirement of confidentiality shall be remdJ¥eom the Library Personnel Committee
by the Chair of the Library Personnel Committee.

Notwithstanding the confidential natwiethe deliberations and decisions leading to
recommendations of the Library Personnel commiteg,allegations of procedural
irregularities may be brought to the attentionhaf University Librarian or any TUFA
officer.

Prior to rendering its decision, the laby Personnel Committee may, giving reasons, réques
the candidate to provide further evidence and/ppstting documentation, provided such
information is specified in this Agreement as bejog in a reappointment file and/or can be
reasonably shown to be relevant to the evaluatidheocandidate’s file. Such further
evidence and/or supporting documentation shalldoedto the candidate’s reappointment
file.
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111.9.8.4 If the Library Personnel Committee has@és reservations about the qualification of the
candidate for reappointment, the Chair of the LpiRersonnel Committee shall so inform
the candidate, and set out in writing the reasongd reservations. The candidate shall have
the right to request reconsideration by the Libaeysonnel Committee before it makes its
recommendation to the University Librarian.

111.9.8.5 Should the candidate request reconsidmsrathe candidate shall submit a written response
within two (2) weeks to the Chair of the LibraryrBennel Committee. The evidence to be
considered by the Library Personnel Committeesmatonsideration is to be confined to the
candidate’s reappointment file, the candidate’stemiresponse, and whatever additional
relevant information the candidate provides. Imppreng a written response, the candidate
shall have access to the full contents of his/bappointment file, including any confidential
letters from students, faculty, and external asgessvith identities masked.

111.9.8.6 After considering all the submissions ahskcussing the case in the context of the criteria
the awarding of reappointment as set odtlif.4, and, where applicable, having considered
a candidate’s request for reconsideration aglp@r8.5, the Library Personnel Committee
shall, by formal vote, make one of the followingeexmendations to the University
Librarian:

() atwo (2) year probationary reappointmentjmabnsideration for permanency
occurring in the fourth (4) year of probationarysee; or

(i) non-renewal at the end of the two (2) yesotyationary appointment.

111.9.8.7 The letter transmitting the Library Pems@l Committee’s recommendation will be reviewed
and approved by the members of the Library Perdddommmittee prior to the Chair of the
Library Personnel forwarding the letter to the Unaity Librarian.

111.9.8.7.1 If the Library Personnel Committee maservations about a candidate recommended for a
probationary reappointment, these reservations Balommunicated in writing to the
candidate and the University Librarian at the timheeappointment and shall be addressed by
the Library Permanency Committee in any subseqoemhanency hearing.

111.9.8.8 The Chair of the Library Personnel Contegtshall provide a copy to the candidate of the
Library Personnel Committee’s recommendation whiiehChair of the Library Personnel
Committee intends to forward to the University laban. The Committee’s recommendation
shall include reasons for the recommendation amghaerical record of the vote.

111.9.8.8.1 The candidate may provide a writterpasse within two (2) weeks to the Library Personnel
Committee’s letter, to be included in the reappuoient file to be forwarded by the Chair of
the Library Personnel Committee to the Universilyrarian with the recommendation of the
Library Personnel Committee.

111.9.8.9 The Chair of the Library Personnel Contegtshall forward to the University Librarian, for
consideration by COAP, the recommendation concgrreappointment of the Library
Personnel Committee, the candidate’s responsayjfal supporting arguments and all
correspondence and documentation considered Ryilihery Personnel Committee, and a
report on the procedures followed.

111.9.10 The recommendation shall address competenthe performance of duties and promise of
continuing development, bearing in mind the pransioflV.5.2, and will be governed by
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111.9.9

111.9.9.1

111.9.9.2

111.9.9.2.1

111.9.9.2.2

11.9.9.2.3

111.9.9.2.4

111.9.9.2.5

111.9.9.3

111.9.9.4

the criteria for the granting of reappointment eisait inlil.9.4.

Recommendation of COAP to the University Librarian

COAP shall review all the submissions aadommendations pertaining to reappointment in
the context of the criteria set outllh9.4 above, and shall have access to all materialedabl
in the Library Personnel Committee.

The meetings of COAP for all deliberatsoregarding reappointment of professional
librarians shall be conducted according to the @daces set out below.

COAP shall be chaired by the Univergitbrarian. The University Librarian shall be non-
voting.

Quorum for COAP meetings, at which apeointment file is being discussed and/or voted
on, shall be six (6) of eight (8) voting memberghvat least one (1) voting member from the
Library.

Decisions at COAP shall be made by falreote. Votes on motions regarding Library
Personnel Committee recommendations for or agegagipointment shall be conducted by
secret ballot. Committee members may abstain frotimg only if they have declared a
conflict of interest or have been deemed to bedordlict of interest. A simple majority of
votes carries. A record of the results of each wliebe kept in the minutes. COAP minutes
shall be kept for twelve (12) months after the pEaptment decision has been issued or until
the end of any related grievance or arbitration.

Members of COAP shall maintain confitlality regarding COAP’s deliberations and
decisions, unless, as a result of a grievance pspbegal or contractual proceedings require
otherwise. Committee members who violate this n@moent of confidentiality shall be
removed from COAP by the Chair of COAP.

Notwithstanding the confidential naturiethe deliberations and decisions leading to
recommendations of COAP, any allegations of procaddtregularities may be brought to
the attention of the Provost and Vice Presidentd&oaic or any TUFA officer.

Prior to rendering its decision, COAP mgjiving reasons, request the University Librarian
to ask that the Library Personnel Committee anih@rcandidate provide further evidence
and/or supporting documentation, provided suchrmédion is specified in this Agreement
as belonging in a reappointment file and/or candasonably shown to be relevant to the
evaluation of the candidate’s file. Such furtheidence and/or supporting documentation
shall be added to the candidate’s reappointment fil

COAP by formal vote may:

0] endorse a recommendation concerning reappeintrfinom the Library Personnel
Committee, in which case COAP recommends to theddsity Librarian that the
recommendation from the Library Personnel Commitie@pheld; or

(i) giving reasons, request the University Litaa to ask that the Library Personnel
Committee reconsider its recommendation concenmr@agpointment. As part of
its request for reconsideration, COAP may requestiniversity Librarian to ask
that the Library Personnel Committee and/or thelickate provide further
evidence and/or supporting documentation, includiaignot limited to
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111.9.9.5

111.9.9.6

111.9.9.7

111.9.9.8

assessments from external assessors, providedrsanohnation is specified in this
Agreement as belonging in a reappointment file @ancin be reasonably shown
to be relevant to the evaluation of the candiddtksSuch further evidence
and/or supporting documentation shall be addedd@a@andidate’s reappointment
file. In the event that such a request from COARIl@esult in more than two (2)
external assessments in the reappointment filepappof Joint Committee is
required. When a request that the Library Perso@Goeimittee reconsider its
recommendation is made, the candidate shall hasesado the full contents of
his/her reappointment file, including any confidehketters from students,
faculty, and external assessors, with identitiesked, and to the reasons provided
by COAP to the University Librarian in its requéisat the Library Personnel
Committee reconsider its recommendation; or

(i)  refuse to endorse a recommendation concerrgagpointment from the Library
Personnel Committee, but shall not do so withowidg@ason based on the
criteria for the granting of reappointment as pded for inlll.9.4, or a finding of
determinative procedural or substantive error aspin which case COAP
recommends to the University Librarian that theoremendation from the Library
Personnel Committee not be upheld.

The Recording Secretary of COAP shallvule to the University Librarian a detailed
written account of COAP’s reasons for its recomnagioth. This written account will be
reviewed and approved by the members of COAP prids being provided to the
University Librarian. This report shall be includiedthe candidate’s reappointment file.

In the event that, after receiving theammendation from COAP, the University Librarian
upholds the recommendation for reappointment mgdadLibrary Personnel Committee,
the University Librarian shall recommend to thedrient that the member be granted
reappointment.

In the event that COAP refuses to endarpesitive recommendation for reappointment
from the Library Personnel Committee, the Univegrkibrarian shall so inform the
candidate and the Library Personnel Committeeingetiut in writing COAP’s reasons. This
statement of reasons shall reflect the actual gilefior COAP’s recommendation, be
substantive in nature, and be clearly related ecctlteria for the granting of reappointment
as defined in this Agreement. The candidate andl.ithrary Personnel Committee shall have
the right to submit a written response within t&p \eeks to the University Librarian. The
University Librarian shall consider any such writtesponse before he/she makes a
recommendation to the President.

In the event that the Library Personneh@nittee recommends against reappointment, and
in the event that the University Librarian, aftaewing received a recommendation from
COAP, intends to recommend against reappointmieat Jniversity Librarian shall so

inform the candidate. The University Librarian $matjuest the Chair of the Library
Personnel Committee to state in writing the reasonthe Library Personnel Committee’s
decision, and the University Librarian shall contiegse to the candidate. This statement of
reasons shall reflect the actual grounds for tloesa®n, be substantive in nature, and be
clearly related to the criteria for the granting@&ppointment as defined in this Agreement.
The candidate shall have the right to submit atenitesponse within two (2) weeks to the
University Librarian. The University Librarian shabnsider the candidate’s written
response before he/she makes a recommendatioa Ryékident.
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111.9.10

111.9.10.1

111.9.10.1.2

111.9.10.2

111.9.10.3

111.9.10.4

[11.9.10.5

111.9.10.5.1

111.9.10.6

111.9.10.7

111.9.10.8

Reappointment Decision

Following receipt of the recommendatioom the Library Personnel Committee and COAP,
and any subsequent responses from the candidata #mel Library Personnel Committee,
the University Librarian shall make a recommendaba reappointment.

The University Librarian, giving reass, may ask that the Library Personnel Committee
and/or the candidate provide further evidence arglipporting documentation, including

but not limited to assessments from external assggsrovided such information is specified
in this Agreement as belonging in a reappointmégahd/or can be reasonably shown to be
relevant to the evaluation of the candidate’s fdach further evidence and/or supporting
documentation shall be added to the candidatefso@atment file. In the event that such a
request from the University Librarian would resalimore than two (2) external assessments
in the reappointment file, approval of Joint Conteetis required.

The University Librarian shall providecapy to the candidate of the letter of
recommendation which he/she intends to forwardhéoRresident. This letter shall set out the
University Librarian’s reasons for his/her recomihation.

The candidate may provide a written mesge within two (2) weeks to the University
Librarian’s letter, to be included in the materiadse forwarded by the University Librarian
to the President.

The University Librarian will forwardlamaterials in the reappointment file to the Pdesit.

The President, giving reasons, may ask the Library Personnel Committee and/or the
candidate provide further evidence and/or suppgdimcumentation, including but not
limited to assessments from external assessonrgdpbsuch information is specified in this
Agreement as belonging in a reappointment file @ancin be reasonably shown to be
relevant to the evaluation of the candidate’s fiach further evidence and/or supporting
documentation shall be added to the candidatefso@atment file. In the event that such a
request from the President would result in more tia (2) external assessments in the
reappointment file, approval of Joint Committeegguired.

Following receipt of the recommendatioom the University Librarian and of the
candidate’s reappointment file, including all pfecommendations and responses, if any,
the President shall make a recommendation to tlaed®0 grant reappointment or make a
decision to deny reappointment.

If the President decides to deny reappment, the candidate shall be so informed and shal
receive in writing a statement of reasons fromRhesident. This statement of reasons shall
reflect the actual grounds for the President’'sslenij be substantive in nature, and be clearly
related to the criteria for the award of reappoetitras defined in this Agreement.

A decision to grant reappointment to emier shall be made subsequent to the University
Librarian making a recommendation concerning reappnt to the President and the
President making a positive recommendation to gesagpointment to the Board. A decision
to grant reappointment will be made by the Board @mmunicated to the candidate, the
Chair of the Library Personnel Committee, and thaiCof COAP by the President.

Reappointment decisions take effect irdiagly upon the end of the initial probationary
period.
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[11.10 Permanency for Professional Librarians

111.10.1 Definition of a Permanency Decision
111.10.1.1 A decision to award or deny permanecaystitutes a permanency decision.
[11.10.1.2 A decision to award permanency shalhize by the Board only on the recommendation of

the President, who shall first receive a recommeoddrom the University Librarian,
following the University Librarian’s receipt of @commendation from COAP and from the
Library Permanency Committee. A decision to denynmamency shall be made by the
President.

111.10.1.3 Permanency shall not be granted witleopbsitive recommendation from the Library
Permanency Committee, the University Librarian, HrelPresident, provided that each
carries out the duties assigned in the permanemmmeps under this Agreement without
determinative procedural or substantive error asbi

[11.10.2 Annual Meeting with the University Librarian For iders on Probationary Appointments

[11.10.2.1 The University Librarian’s Office shalbntact all members holding probationary
appointments to arrange a meeting with the Unitsetsbrarian to be held by April 30of
each year of the member’s probationary appointrteediscuss his/her progress towards

permanency.
111.10.3 Eligibility to be Considered for Permanency
111.10.3.1 Probationary appointments made at thedran | and Il rank shall involve an initial

probationary term of two (2) years and a probatipmeappointment for a further two (2)
years, subject to a recommendation for reappointweanied out under the provisions of this
Article. Consideration for permanency occurs inftheth (4" year of probationary service.
The total probationary period is not to exceed fgears.

[11.10.3.2 In exceptional cases, when an appointrteehibrarian Il or IV rank is made of a person
with a proven record of outstanding professionallifjaations, permanency may be awarded
immediately upon appointment, but only after thierary Permanency Committee and
COAP have been consulted.

[11.10.3.3 Early Consideration for Permanency

111.10.3.3.1 Members may receive early considerafor permanency in the second%%ear of the
initial two (2) year term provided they have dentoated (i) competence in the performance
of duties and (ii) promise of continuing developiinas a librarian.

111.10.3.3.2 The early permanency hearing procesws the regular permanency hearing process
described in this Article with the addition of thee of external reviewers to assess (i)
competence in the performance of duties, and (@jnise of continuing development as a
librarian. The views of external assessors wilsbaght according to the procedures in this
Article.

111.10.3.3.3 The early permanency hearing proceay be initiated by the member, by notice in wgtin

to the member’s Chair, no later than nine (9) meit#fore the end of the member’s initial
probationary appointment.
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111.10.3.3.4

111.10.3.3.5

111.10.3.4

111.10.3.4.1

111.10.3.4.2

111.10.3.4.3

111.10.3.4.4

[11.10.3.5

111.10.3.5.1

111.10.3.5.2

111.10.3.5.3

111.10.3.5.4

In cases where early permanency iggnaited, members will be subject to either
Recommendations (i) or (ii) ¢A.9.8.6.

A negative outcome of an early pererary consideration shall in no way prejudice the
outcome of any subsequent permanency hearing.

Eligibility to be considered for Permanency for Magns with Previous Limited Term Service

A member with previous combined linditeerm service within the bargaining unit of ong (1
year or less, who is granted a probationary appwnt, shall follow the eligibility
conditions as set out i.10.3.1

When a member holding a limited tenpp@intment within the bargaining unit of more than
twelve (12) months is granted a probationary appoémt, they may elect to count up to
thirty six (36) months of that service as probatignservice. The member shall advise the
University Librarian of this election at the timétheir appointmentlf a member elects not
to count previous limited term service within tredpmining unit as probationary service, the
conditions for eligibility for permanency ih.10.3.1 apply.

In exceptional cases, when an appa@ntnis made of a person with a record of outstandin
scholarship, permanency may be awarded immediapsy appointment, but only after the
Library Personnel Committee and COAP have beenuttaus

The full details of the appointmentiuding all relevant dates for eligibility to ber=idered
for reappointment and permanency, and associag@ec&tions, such as required academic
credentials, shall be provided in the member’ tatf appointment.

Extension of Probationary Period

Notwithstanding the various provissosbove which define a maximum period of
probationary service, a member who has had a pnegriaave during her probationary
period undeiV.13.6.2andlV.13.6.3or a member who has taken a parental or adoption
leave of more than four (4) months during his/h@bptionary period undéy.13.6.2and
IV.13.6.4shall, upon written request to the University aiban, no later than three (3)
months following his/her return to duties aftergmancy, parental, or adoption leave, or by
August P! of the year in which he/she was scheduled to beidered for permanency,
whichever is earlier, have his/her probationaryqeeincreased by one (1) year.

Similarly, a member who, during th@pationary appointment has taken a sick leave under
IV.13.6.50f more than four (4) months may elect to havepttodbationary appointment
extended by up to one (1) year, upon written regiopeshe member to the University
Librarian within six (6) months following return ttuties. Where the absence is for one (1)
year or more, the probationary period for the manshell be extended by up to two (2)
years, upon written request by the member to thedusity Librarian no later than six (6)
months following return to duties after the absence

On compassionate grounds or in exoapt circumstances, a member may make a request to
the University Librarian that his/her probation@eriod be extended, normally for one (1)
year.

Notwithstanding the above, the maxmcombined extensions granted to a member during
his/her probationary appointment and reappointma&hhormally not exceed a total of two
(2) years.
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[11.10.4 Criteria for Permanency

111.10.4.1 In assessing a candidate for permaneheyLibrary Permanency Committee, COAP, the
University Librarian, the President, and the Baostndll pay principal regard to competence
in the performance of duties and promise of comiguaevelopment as a librarian. In order
to qualify for permanency, the candidate must loigga to have demonstrated high quality in
the performance of duties in the Library, includfatjilling the applicable duties and
responsibilities referenced W.1.2.

[11.10.4.2 The Librarians’ Committee will formallgdopt written standards for the application okthe
criteria in the permanency process. These stangaalsbe binding upon the Library
Permanency Committees following approval by thevigrsity Librarian, in consultation
with the Librarians’ Committee. The written standiawill be made available to Faculty
Board and Joint Committee for information and dsscon.

111.10.4.3 The Librarians’ Committee shall revieletwritten standards at least every seven years.
When the Librarians’ Committee revises the writtéandards for the application of the
permanency criteria, the Chair of the Library Parsd Committee shall submit the proposed
revisions to the University Librarian who shallvi@rd them to the Provost and Vice
President Academic. These revised standards shaiioing upon the Library Permanency
Committee following approval by the University Lavran, in consultation with the
Librarians’ Committee. Approved revised writtenrgtards will be made available to Faculty
Board and Joint Committee for information and dsston.

[11.10.4.4 Where the standards have been revisedgia candidate’s probationary period, specific
notice of the change(s) will be given by the UnsigrLibrarian to the candidate, copied to
the Chair of the Library Personnel Committee. Tmversity Librarian’s notice shall draw
the candidate’s attention to the relevant sectafribis agreement, including the deadlines
specified inlll.10.5.

[11.10.4.5 When the Librarian's Committee adoptsesises its written standards for the applicatbn
the permanency criteria (in accordance Wiitii0.4.2 andll1.10.4.3) during a candidate’s
probationary appointment, the candidate for permeyshall be asked to state in writing, to
the University Librarian within three (3) monthsradtice from the University Librarian that
the written standards have been revised, whetleerahdidate wishes to be considered under
the approved written standards under which he/steehwed or the revised written standards,
failing which the approved standards which werplate at the time of his/her initial
probationary appointment will apply.

111.10.5 Timing
[11.10.5.1 The University Librarian shall informelcandidate, in writing, no later than nine (9) thsn

prior to the end of his/her probationary perio@tthe/she will be considered for
permanency. The University Librarian’s letter stthhw the candidate’s attention to the
relevant sections of this Agreement, includingdeadline for the candidate to submit his/her
permanency file.

[11.10.5.2 The Chair of the Library Personnel Coitte@ shall inform the candidate no later than nine
(9) months prior to the end his/her probationanyqakthat his/her permanency hearing has
been initiated, and that the candidate is to subuah evidence as required by this agreement
and other such supporting evidence as he/sheisess fater than seven (7) months prior to
the end of his/her probationary period. On comexsde grounds or in exceptional
circumstances, a member may make a request tortiverSity Librarian that his/her
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111.10.5.3

111.10.5.4

111.10.6

111.10.6.1

111.10.6.2

111.10.6.3

111.120.7

[11.10.7.1

111.10.7.2

111.10.7.3

application deadline be extended, normally for @r)enonth.

The Chair of the Library Personnel Corttge shall forward the Committee’s
recommendation for or against permanency to theassity Librarian no later than five (5)
months prior to the end of the candidate’s prolmatig period. If circumstances prevent the
Library Personnel Committee from meeting this deadithe Chair of the Library Personnel
Committee shall inform the University Librarianwriting, with a copy to the candidate.
COAP, the University Librarian, and the Presideitt work within a timeline which will,

under normal circumstances, permit the Presideobmhwey a decision regarding permanency
to the candidate no later than three (3) monthe poithe end of the probationary period.

Once a decision to grant permanencylesn made by the Board, it shall take effect
immediately upon the end of the probationary peribd decision to grant permanency is
delayed because of reconsideration beyond the fethe probationary period, permanency
shall take effect retroactively to the end of thebationary period. If the candidate has
submitted materials by seven (7) months beforestiteof the initial probationary period, and
a decision to deny permanency is nonetheless daelagyond the end of the probationary
period, the candidate shall be granted a furthef@imonth limited term appointment,
notwithstanding the various provisions of this Alei

Composition of the Library Permanency Committee

When a permanency decision is to be madebrary Permanency Committee shall be
established, composed of five (5) persons.

The Committee shall consist of the Cludithe Library Personnel Committee, as voting
Chair, three (3) permanent librarian members etelsjeand amongst the members of the
Librarians' Committee, and one (1) faculty memipemf within the University appointed by
the University Librarian in consultation with thdn&r of the Library Permanency
Committee. Where there is no representation fratesignated group as defined by
Employment Equity legislation amongst the libramaambers elected by the Librarians'
Committee, the University Librarian's appointeellsharmally be a member of a designated
group as defined by Employment Equity legislatidlh.members of the Committee are
voting members.

When a candidate holds an appointmemaore than one academic unit, the Library
Permanency Committee shall also include a membar the non-home academic unit with
full voting rights. This member will be appointey the University Librarian, in consultation
with the Chair of the Library Permanency CommitfBeis member shall serve in lieu of one
of the three (3) permanent librarian members etelojeand amongst the members of the
Librarians’ Committee undéi.10.6.2, and this member shall be elected from the nonehom
academic unit in the same manner as members elieotedhe Librarian’s Committee.

Permanency Files

Candidates are responsible for assamgtiheir own permanency file and for deliveringpit
the Library Permanency Committee by the date sieelcin [11.10.5.2

The permanency file shall consist ofraliterials provided by the member pursuant to
[11.10.7.8, and all other material, reports, assessmentsamdidate responses compiled
under this Article.

The permanency file shall not contairy &tters not solicited either by the candidate,
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111.10.7.4

[11.10.7.5

[11.10.7.6

[11.10.7.7

111.10.7.8

111.10.7.9

[11.10.7.10

according to the provisions 8f.10.7.8 (e), or by the Chair of the Library Permanency
Committee or by the University Librarian or by tRevost and Vice President Academic,
according to the procedures set out in this agregmath the exception of the Library
Permanency Committee’s letter of recommendatianyeport from COAP (s€d.10.9.5),
and the Provost and Vice President Acadentetter of recommendation.

The permanency file shall not contaily ansigned material.

After the permanency file has been sutedito the Library Permanency Committee and
before the permanency file has been forwardedadJthiversity Librarian, the candidate can
add new material to the file only if the new madéthat the candidate is adding is
sufficiently significant that it might affect thecommendation or decision.

No material can be removed from thenpemency file without the agreement of the
candidate, the Library Permanency Committee, thedat and Vice President Academic
and the Association.

After submitting his/her permanency fitethe Library Permanency Committee, the
candidate shall have access to the permanenayijeunder conditions specified in
111.10.8.5andI11.10.9.4 (ii) below.

By the date specified 111.10.5.2, the Member shall provide the following materi@ghe
Library Permanency Committee:

(&) An up-to-date curriculum vitae indicating clgahe performance of professional
librarian duties, by date;

(b) where relevant, copies of professional pulilices; copies of creative work (or
citations to same); evidence of conference preienta copies of library subject
guides, course guides and pathfinders; manusamutsr consideration and
evidence of their status; evidence of grant appbosa; evidence of professional
and scholarly contributions;

(c) copies of library instructional workshop syliaévidence of service to the
University, to the community and to the professabiharge; evidence of
professional recognitions such as service awasdgppropriate; and other
documentation as relevant;

(d) any additional information identified in the Librans’ Committee written standards
for the application of the permanency criteria;

(e) any additional information about his/her pssienal accomplishments that the
candidate deems relevant.

In addition, the candidate shall inclualeovering letter which serves as a guide to the
candidate’s permanency file for members of thedmpiPermanency Committee, COAP, the
University Librarian, and the President.

The Library Permanency Committee sfalbw a fair and reasonable plan to secure the
views of librarians and faculty, and the Chairlod Library Permanency Committee shall
include a report on this plan when he/she subméseécommendation of the Library
Permanency Committee to the University Librariahe Tibrary Permanency Committee
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[11.10.7.10.1

111.10.7.11

111.10.8

111.10.8.1

111.10.8.2

111.10.8.2.1

may choose to secure the views of qualified asse$son outside the University. If the
Library Permanency Committee chooses not to dtheogandidate may nevertheless require
that the views of qualified assessors be sougthelviews of external assessors are sought,
the procedures iHl.10.7.11shall be followed.

The Chair of the Library Permanenan@nittee shall invite librarians to comment on the
candidate’s performance of professional dutiesplsely and research contributions,
contributions to the profession at large, and serto the university and the community.
With the candidate’s permission, the Chair of titeaéry Permanency Committee may
contact members of the University outside the Lripta comment on the candidate’s
scholarly and research contributions, contributitmnthe profession at large, and service to
the university and the community. The Chair of titerary Permanency Committee shall
make available the non-confidential parts of thededate’s promotion file. Confidential
materials include any letters by librarians, faguttr externals written with the expectation
of confidentiality. Colleagues shall be given atdeten (10) working days to submit their
comments. Such written views from colleagues welldolded to the candidate’s promotion
file.

External Assessors

Any external assessors sought or required apartandidate’s permanency consideration
shall be selected according to this Article. Thai€bf the Library Permanency Committee
shall provide to the University Librarian the nanoésit least four (4) qualified assessors
from outside of Trent, at least two (2) of whomlkba the choice of the Library

Permanency Committee and at least two (2) of whinai be the choice of the candidate.
The Chair of the Library Permanency Committee shraVide the University Librarian with

a summary of professional background or a briefasvapplicable and contact information
for each of the assessors, as well as a ratiooatbé selection of assessors. Two assessors,
one (1) named by Library Permanency Committee awed(b) named by the candidate, shall
be requested by the University Librarian to furrasisessments of the candidate’s scholarly
and research contributions and contributions tgtioéession at large, in accordance with the
permanency criteria as specifiedliinl0.4 and the Librarians’ Committee approved written
standards for the application of the criteria. @ceiipt of the assessors' reports, the
University Librarian shall place them in the carad&ls permanency file.

Recommendation of the Library Permanency Commitigdbe Provost and Vice President

Academic

The members of the Library Permanenoyn@ittee shall review the contents of the
candidate’s permanency file and shall meet to disthie candidate’s permanency
application.

Quorum for Library Permanency Committeeetings, at which a permanency file is being
discussed and/or voted on, shall be all membetiseofibrary Permanency Committee, save
any members who are in a conflict of interest. Merslwho are in a conflict of interest will
recuse themselves from any Library Permanency Cteenieetings at which the relevant
permanency file is being discussed and/or votedNotwithstanding the above, in
exceptional circumstances members may particigatéhe use of technology.

Committee decisions shall be madedwynil vote. Votes shall be conducted by secrebball
Committee members may not abstain from voting.mpée majority of votes carries. A
record of the results of the vote as well as theuteis of all Library Permanency Committee
meetings shall be forwarded to the Office of thevigrsity Librarian when the Chair of the
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111.10.8.2.2

111.10.8.2.3

[11.10.8.3

111.10.8.4

[11.10.8.5

[11.10.8.6

111.10.8.7

Library Permanency Committee forwards the Libragyrfanency Committee’s
recommendation to the University Librarian. Suatores are confidential, and the Library
Permanency Committee’s minutes will not form pdrthe permanency file. They shall be
kept for twelve (12) months after the permanenaysien has been issued or until the end of
any related grievance or arbitration.

Members of the Library Permanency Cattera shall maintain confidentiality regarding the
Library Permanency Committee’s deliberations andsiens, unless, as a result of a
grievance process, legal or contractual proceedegsire otherwise. Committee members
who violate this requirement of confidentiality 8@ removed from the Library
Permanency Committee by the Chair of the Libramp@mency Committee.

Notwithstanding the confidential natwf the deliberations and decisions leading to
recommendations of the Library Permanency Committeg allegations of procedural
irregularities may be brought to the attentionhaf University Librarian or any TUFA
officer.

Prior to rendering its decision, the taby Permanency Committee may, giving reasons,
request the candidate to provide further evidemckaor supporting documentation, provided
such information is specified in this Agreemenbabnging in a permanency file and/or can
be reasonably shown to be relevant to the evaluatithe candidate’s file. Such further
evidence and/or supporting documentation shalldoedto the candidate’s permanency file.

If the Library Permanency Committee Basious reservations about the qualification of the
candidate for permanency, the Chair of the LibReymanency Committee shall so inform
the candidate, and set out in writing the reasongd reservations. The candidate shall have
the right to request reconsideration by the LibReymanency Committee before it makes its
recommendation to the University Librarian.

Should the candidate request reconsiterathe candidate shall submit a written response
within two (2) weeks to the Chair of the LibraryrP@nency Committee. The evidence to be
considered by the Library Permanency Committe¢sineiconsideration is to be confined to
the candidate’s permanency file, the candidateigemrresponse, and whatever additional
relevant information the candidate provides. Imppreng a written response, the candidate
shall have access to the full contents of his/leem@anency file, including the confidential
letters from librarians, faculty, and external asses, as appropriate, with identities masked.

After considering all the submissionglahscussing the case in the context of the caitfeni

the awarding of permanency as set outlifh0.4 and the Librarians’ Committee approved
written standards for the application of the créeand, where applicable, having considered
a candidate’s request for reconsideration aglp#0.8.5, the Library Permanency
Committee shall, by formal vote, make one of tHlWing recommendations to the Provost
and Vice President Academic:

(i) grant permanency

(i) not grant permanency
The letter transmitting the Library Pemency Committee’s recommendation will be
reviewed and approved by the members of the LikP@rynanency Committee prior to the

Chair of the Library Permanency Committee forwagdine letter to the University
Librarian.
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111.10.8.8

111.10.8.8.1

111.10.8.9

111.10.8.10

[11.10.8.10.1

111.10.8.10.2

111.10.8.11

111.10.9

111.10.9.1

111.10.9.2

111.10.9.2.1

111.10.9.2.2

The Chair of the Library Permanency Coittee shall provide a copy to the candidate of the
Library Permanency Committee’s recommendation wthehChair of the Library
Permanency Committee intends to forward to the &isity Librarian. The Committee’s
recommendation shall include reasons for the recenaation and a numerical record of the
vote.

The candidate may provide a writtespanse within two (2) weeks to the Library
Permanency Committee’s letter, to be included entémure file to be forwarded by the Chair
of the Library Permanency Committee to the Univgrkibrarian with the recommendation
of the Library Permanency Committee.

The Library Permanency Committee map atkcommend to the University Librarian that
the candidate be promoted to Librarian Ill, corahtil upon the receipt of permanency,
provided the candidate is eligible for considemafior promotion to Librarian 11l and is
thoroughly satisfactory in the performance of thiéab and responsibilities as set out in
IV.1.2, bearing in mind the exemptions unéérs.2.

The Chair of the Library Permanency Quittee shall forward to the University Librarian,
for consideration by COAP, the recommendation coriag permanency of the Library
Permanency Committee, the candidate’s responanyjfall supporting arguments and all
correspondence and documentation considered Rylihery Permanency Committee, and a
report on the procedures followed.

The recommendation shall addrescémelidate's competence in the performance of duties
and promise of continuing development, and wilgbgerned by the criteria for the granting
of permanency as set outlih10.4, and the Librarians’ Committee approved written
standards for the application of the criteria.

Where relevant, the Chair of the bty Permanency Committee shall forward to the
University Librarian, for consideration by COAPrecommendation of the Library
Permanency Committee concerning promotion to Liaralll, and all supporting arguments
and all correspondence and documentation considgréte Library Permanency
Committee.

The University Librarian will forwardlamaterials in the permanency file to COAP, and
following COAP’s recommendation, the Chair of COAR forward all materials in the
permanency file to the Provost and Vice Presidergdémic.

Recommendation of COAP to the Provost and Viceiffeas Academic

All members of COAP shall review all teebmissions and recommendations pertaining to
permanency in the context of the criteria set oulii10.4 above and the Librarians’
Committee approved written standards for the appba of the criteria, and shall have
access to all materials tabled in the Library Peremay Committee.

The meetings of COAP for all deliberatsoregarding permanency for professional librarians
shall be conducted according to the procedureswgdielow.

COAP shall be chaired by the Univsrsiibrarian. The University Librarian shall be ron
voting.

Quorum for COAP meetings, at whichesrpanency file is being discussed and/or voted on,
shall be six (6) of eight (8) voting members, watHeast one (1) voting member from the
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111.10.9.2.3

111.10.9.2.4

111.10.9.2.5

[11.10.9.3

111.10.9.4

Library.

Decisions at COAP shall be made byfalrvote. Votes on motions regarding Library
Permanency Committee recommendations for or agpérstanency shall be conducted by
secret ballot. Committee members may abstain frotimg only if they have declared a
conflict of interest or have been deemed to bedordlict of interest. A simple majority of
votes carries. A record of the results of each wliebe kept in the minutes. COAP minutes
shall be kept for twelve (12) months after the pemency decision has been issued or until
the end of any related grievance or arbitration.

Members of COAP shall maintain confilality regarding COAP’s deliberations and
decisions, unless, as a result of a grievance pspbegal or contractual proceedings require
otherwise. Committee members who violate this n@moent of confidentiality shall be
removed from COAP by the Chair of COAP.

Notwithstanding the confidential nadwf the deliberations and decisions leading to
recommendations of COAP, any allegations of procadtregularities may be brought to
the attention of the Provost and Vice Presidentd&oaic or any TUFA officer.

Prior to rendering its decision, COAPyngiving reasons, request the University Librarian
to ask that the Library Permanency Committee arttiorcandidate provide further evidence
and/or supporting documentation, provided suchrmédion is specified in this Agreement
as belonging in a permanency file and/or can beoregbly shown to be relevant to the
evaluation of the candidate’s file. Such furtheidemce and/or supporting documentation
shall be added to the candidate’s permanency file.

COAP by formal vote may:

0] endorse a recommendation concerning permankeogythe Library Permanency
Committee, in which case COAP recommends to theddsity Librarian that the
recommendation from Library Permanency Committeagesld; or

(i) giving reasons, request the University Lilbaarto ask that the Library
Permanency Committee reconsider its recommendatiooerning permanency.
As part of its request for reconsideration, COAR/megjuest the University
Librarian to ask that the Library Permanency Corteeitind/or the candidate
provide further evidence and/or supporting docuigort, including but not
limited to assessments from external assessongidebsuch information is
specified in this Agreement as belonging in a perenay file and/or can be
reasonably shown to be relevant to the evaluatidheocandidate’s file. Such
further evidence and/or supporting documentatiail $ie added to the
candidate’s permanency file. In the event that sundquest from COAP would
result in more than two (2) external assessmerttseipermanency file, approval
of Joint Committee is required. When a requesttt@atLibrary Permanency
Committee reconsider its recommendation is madecaimdidate shall have
access to the full contents of his/her permaneiheyificluding any confidential
letters from students, faculty, and external asgssswith identities masked, and
the reasons provided by COAP to the University &fitam in its request that the
Library Permanency Committee reconsider its recontaton; or

(i)  refuse to endorse a recommendation concerpargnanency from the Library
Permanency Committee, but shall not do so withootdgeason based on the
criteria for the granting of permanency as provitedn 111.10.4 and the
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111.10.9.5

[11.10.9.6

111.10.9.7

111.10.9.8

[11.10.10

111.10.10.1

[11.10.10.1.2

111.10.10.2

Librarians’ Committee approved written standardsiie application of the
criteria, or a finding of determinative proceduvalsubstantive error or bias, in
which case COAP recommends to the University Liarathat the
recommendation from the Library Permanency Commitiet be upheld.

The Recording Secretary of COAP shatiiale to the University Librarian a detailed
written account of COAP’s reasons for its recomnadioch. This written account will be
reviewed and approved by the members of COAP prids being provided to the
University Librarian. This report shall be includiedthe candidate’s permanency file.

In the event that, after receiving teeammendation from COAP, the University Librarian
upholds the recommendation of permanency madeelibirary Permanency Committee,
the University Librarian shall recommend to thedrtent that the member be granted
permanency.

In the event that COAP refuses to enda@positive recommendation of permanency from
the Library Permanency Committee, the Universityrarian shall so inform the candidate
and the Library Permanency Committee, setting owiriting COAP’s reasons. This
statement of reasons shall reflect the actual gle@ior COAP’s recommendation, be
substantive in nature, and be clearly related eécctiteria for the granting of permanency as
defined in this Agreement. The candidate and thedty Permanency Committee shall have
the right to submit a written response within t&2p \{eeks to the University Librarian. The
University Librarian shall consider any such writtesponse before he/she makes a
recommendation to the President.

In the event that the Library Permane@ommittee recommends against permanency, the
University Librarian, after having received a recnendation from COAP, shall so inform
the candidate. The University Librarian shall regjutbe Chair of the Library Permanency
Committee to state in writing the reasons for tii@adry Permanency Committee’s decision,
and the University Librarian shall convey theséhi candidate. This statement of reasons
shall reflect the actual grounds for the decis@substantive in nature, and be clearly
related to the criteria for the granting of permaseas defined in this Agreement. The
candidate shall have the right to submit a writeessponse within two (2) weeks to the
University Librarian. The University Librarian shabnsider the candidate’s written
response before he/she makes a recommendatioa Ryékident.

Permanency Decision

Following receipt of the recommendatfoom the Library Permanency Committee and
COAP, and any subsequent responses from the caadidd/or the Library Permanency
Committee, the University Librarian shall make eommendation on permanency.

The University Librarian, giving rg&ans, may ask that the Library Permanency Committee
and/or the candidate provide further evidence arglipporting documentation, including

but not limited to assessments from external assggsrovided such information is specified
in this Agreement as belonging in a permanencyafild/or can be reasonably shown to be
relevant to the evaluation of the candidate’s fiach further evidence and/or supporting
documentation shall be added to the candidatermgaency file. In the event that such a
request from the University Librarian would resalmore than two (2) external assessments
in the permanency file, approval of Joint Commiiteeequired.

The University Librarian shall providecopy to the candidate of the letter of
recommendation which he/she intends to forwartiéoRresident. This letter shall set out the
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111.10.10.3

[11.10.10.4

[11.10.10.5

[11.10.10.5.1

111.10.10.6

[11.10.10.7

111.10.10.8

111.10.10.9

111.10.11

University Librarian’s reasons for his/her recomihation.

The candidate may provide a writterpaesse within two (2) weeks to the University
Librarian’s letter, to be included in the materiadse forwarded by the University Librarian
to the President.

The University Librarian will forwardll materials in the permanency file to the Preside

The President, giving reasons, maythsakthe Library Permanency Committee and/or the
candidate provide further evidence and/or suppgdimcumentation, including but not
limited to assessments from external assessonrgdebsuch information is specified in this
Agreement as belonging in a permanency file ancharbe reasonably shown to be relevant
to the evaluation of the candidate’s file. Suchitfar evidence and/or supporting
documentation shall be added to the candidatermga@ency file. In the event that such a
request from the President would result in more tia (2) external assessments in the
permanency file, approval of Joint Committee isures.

Following receipt of the recommendatirom the University Librarian and the candidate’
permanency file, including all prior recommendasi@nd responses, if any, the President
shall make a recommendation to the Board to gramhanency or make a decision to deny
permanency.

If the President decides to deny peremayy, the candidate shall be so informed and shall
receive in writing a statement of reasons fromRhesident. This statement of reasons shall
reflect the actual grounds for the President’'ssleni be substantive in nature, and be clearly
related to the criteria for the award of permanesyefined in this Agreement.

A decision to grant permanency to a raenshall be made subsequent to the Library
Permanency Committee making a positive recommemd#ti the University Librarian, and
the University Librarian making a positive recommation to grant permanency to the
President and the President making a positive recamdation to grant permanency to the
Board. A decision to grant permanency will be magéhe Board and communicated to the
candidate, the Chair of the Library Permanency Cdtaa) the University Librarian, the
Chair of COAP, and the Provost and Vice Presideratd@mic by the President.

The decision to promote to Librariahdimultaneous with the granting of permanencylshal
be made subsequent to the University Librarian ngaki positive recommendation to
promote to Librarian lll to the President and tmedtlent making a positive
recommendation to promote to Librarian 11l to thead. A decision to promote to Librarian
[l will be made by the Board and communicatedh® tandidate and the University
Librarian by the President.

Permanency decisions and/or decisionsomote to Librarian Il take effect upon thedest
probationary period.

Retention of a Permanency File

Following the Employer’s notification describedlih10.10, any materials submitted
electronically in the Permanency File shall beinetd by the Employer for a period of seven
years and then destroyed, with the exception oénads$ described ifv.17.5.1
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.11

1.11.1

.11.1.1

1.11.1.2

11.11.1.3

1.11.2

1.11.2.1

11.11.2.2

11.11.2.3

11.11.3

11.11.3.1

11.11.3.1.1

Promotion of Professional Librarians

Definition of a Promotion Decision

A decision to promote or not promote stinites a promotion decision.

A decision to promote shall be made oy Board only on the recommendation of the
President, who shall first receive a recommenddtiam the University Librarian, following
the University Librarian’s receipt of a recommenolatrom COAP and from the relevant
Library Personnel Committee. A decision to denynpoton shall be made by the University
Librarian or the President.

Promotion shall not be granted withoyttasitive recommendation from the University
Librarian and the President, provided that eachiesout the duties assigned in the
promotion process under this Agreement withoutrdateative procedural or substantive
error or bias.

Eligibility to be Considered for Promotion

Librarians at ranks I, Il and Ill ardgble to be considered for promotion during the
academic year in which they are on the step of therent rank scale immediately below the
lowest step in the next highest rank scale. Thevéfsity Librarian shall inform candidates

of their eligibility to be considered for promotitwy July £ of the first year in which they

are eligible for consideration. Requests to besictared for promotion, which must be in
writing to the Chair of the Library Personnel Cortte®, copied to the University Librarian,
may be made no later than Octobef bSany year in which the candidate wishes to be
considered for promotion.

When members are recommended by theddsity Librarian to the President for a merit
award which would have the effect, when awardegbating them at a point at which they
would be eligible to be considered for promotidreyt may immediately request to be
considered for promotion in writing to the Chairtbé Library Personnel Committee, copied
to the University Librarian. If not promoted atglpoint, members shall be considered for
promotion in any subsequent year that they so sdqageper the provisions Bf.11.2.1

When a candidate is eligible for consat®n for both permanency and promotion to
Librarian 11l in the same academic year, the grajmbf permanency entails promotion in the
same year, unless there is an overriding failusatesfy theV.1.2 (ii) obligations under
[11.11.3.1.1.Recommendations for promotion to Librarian llltthee coincident with
recommendations for permanency may be made byitinary Permanency Committee to
the University Librarian. Sei¢l.10.8.9.

Criteria for Promotion

Criteria for Promotion to Librarian Il

A candidate who is being recommend&dpermanency and who is simultaneously eligible
to be considered for promotion to Librarian 11l Biiee recommended for promotion to
Librarian 11l by the Library Permanency Committpeovided that the candidate is
competent in the performance of the duties; showistarest in general library policy; and
has demonstrated an interest and activity in at l@ae of the following: making
contributions to the profession at large; scholgrsiesearch, and university teaching;
university service or professionally-related comityugervice.
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11.11.3.1.2

11.11.3.2

11.11.3.2.1

11.11.4

1.11.4.1

111.11.4.2

11.11.5

1.11.5.1

11.11.5.2

11.11.6

11.11.6.1

When a member who was not promoteldhaarian Il at the time he/she was awarded
permanency requests at a later date to be condiftarpromotion to Librarian Ill (see
[11.11.2.1), the Departmental/Program Personnel Committek isiake a recommendation
to the University Librarian, based on whether theamher has continued to fulfil the criteria
for the granting of permanency, and is entirelyséattory in the performance of the duties
and responsibilities as set outlin1.2.

Criteria for Promotion to Librarian IV

The criteria for promotion to LibrandV shall be: satisfactory in the performance of
professional duties in the Library, and an effeztontributor to the shaping of library or
archives policy; significant contributions to thefession at large and/or in scholarship,
research and university teaching; and active ppation in university service or
professionally-related community service. The Litanas’ Committee will formally adopt
written specific standards for the applicationtedge criteria. These standards shall be
binding upon the Library Personnel Committee, pledithat they have first been approved
by the University Librarian, and made availableifdormation and discussed at Faculty
Board and Joint Committee.

Timin

The Chair of the Library Personnel Cortige shall forward the Committee’s
recommendation for or against promotion to the ©rsity Librarian by the fourth {3
Wednesday of the winter term. If circumstances @néthe Library Personnel Committee
from meeting this deadline, the Chair of the LigrRBersonnel Committee shall inform the
University Librarian in writing, with a copy to theandidate. COAP, the University
Librarian, and the President will work within a gfime which will, under normal
circumstances, permit the President to convey sidacregarding promotion to the
candidate by June 8®f the year in which the promotion hearing wasiated.

Once a decision to promote has beenentigthe Board, it shall take effect on Juiy If a
decision to promote is delayed because of recoratida beyond June 30f the academic
year in which promotion hearing was initiated, pation shall take effect retroactively to
July

Composition of the Library Personnel Committee

Library Personnel Committees shall lced annually by and amongst members of the
Librarians’ Committee. Consideration should be pgaidepresentation of designated groups
as defined by Employment Equity legislation. TheiClf the Library Personnel Committee
shall vote.

When a candidate holds an appointmemane than one academic unit, the Library
Personnel Committee shall also include a memben thee non-home unit, with full voting
rights. This member will be appointed by the UnsirLibrarian, in consultation with the
Chair of the Library Personnel Committee and thedaiate.

Promotion Files

The Chair of the Library Personnel Cortige shall inform the members of the Library
Personnel Committee, by September 15th of each yather any members of the Library
have requested to be considered for promotion uhagprovisions ofll.11.2.1or[11.11.2.2,
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11.11.6.1.2

11.11.6.2

111.11.6.3

111.11.6.4

111.11.6.5

111.11.6.6

11.11.6.7

111.11.6.8

111.11.6.9

with the exception of those candidates who areldéidgo be considered for promotion to
Librarian 11l simultaneous with being considered p@rmanency.

A candidate who wishes to be considdoe promotion to Librarian IV must notify the Gha
of the Library Personnel Committee, copied to tmiversity Librarian by Septembersi
whether he/she wishes his/her candidacy to be deresi by the criteria as specified in
M.11.3.

Candidates are responsible for assergltheir own promotion file and for delivering a t
the Library Personnel Committee by Octobéef.15

The promotion file shall consist of allaterials provided by the member pursuant to
[11.11.6.9, and all other material, reports, assessmentsamdidate responses compiled
under this Article.

The promotion file shall not contain aeyters not solicited either by the candidate,
according to the provisions 8f.11.6.9(e), or by the Chair of the Library Personnel
Committee or by the University Librarian, accordioghe procedures set out in this
agreement, with the exception of the Library PengbiCommittee’s letter of
recommendation, the report from COAP (§&€é&1.8.5), and the University Librarian’s letter
of recommendation.

The promotion file shall not contain amysigned material.

After the promotion file has been sulietto the Library Personnel Committee and before
the promotion file has been forwarded to the UrsitgiLibrarian, the candidate can add new
material to the file only if the new material thlé candidate is adding is sufficiently
significant that it might affect the recommendatardecision.

No material can be removed from the potion file without the agreement of the candidate,
the Library Personnel Committee, the Universityraiitian and the Association

After submitting his/her promotion fite the Library Personnel Committee, the candidate
shall have access to the promotion file only uraderditions specified ifil.11.7.5and
[11.11.8.4(ii) below.

By October 15th, the Member shall pravitie following materials to the Library Personnel
Committee:

(@) an up-to-date curriculum vitae indicating chgghe performance of professional
librarian duties, by date;

(b) where relevant, copies of professional pulitices; copies of creative work (or
citations to same); evidence of conference preienta copies of library subject
guides, course guides and pathfinders; manusamusr consideration and
evidence of their status; evidence of grant apfioa; evidence of professional
and scholarly contributions;

(© copies of library instructional workshop syliaevidence of service to the
University, to the community and to the professabiarge; evidence of
professional recognitions such as service awasdgppropriate; and other
documentation as relevant;
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(d) any additional information identified in thékarians’ Committee written
standards for the application of the permanendgrias

(e) any additional information about his/her professicaccomplishments that the
candidate deems relevant.

11.11.6.9.1 In addition, the candidate shall irddua covering letter which serves as a guide to the
candidate’s promotion file for members of the LilgrRersonnel Committee, COAP, the
University Librarian, and the President.

[11.11.6.10 The Library Personnel Committee shalldw a fair and reasonable plan to secure the ¥iew
of librarians and faculty, and the Chair of theraity Personnel Committee shall include a
report on this plan when he/she submits the recamdateon of the Library Personnel
Committee to the University Librarian.

11.11.6.10.1 In the case of promotion to Librari®/ the views of two (2) qualified assessors froutside
the University will normally be sought. In all casehere the views of external assessors are
sought under this Article, the proceduresliril.6.11shall be followed.

111.11.6.10.2 The Chair of the Library Personneh@nittee shall invite librarians to comment on the
candidate’s performance of professional dutiesplsely and research contributions,
contributions to the profession at large, and serto the university and the community.
With the candidate’s permission, the Chair of titeaéry Personnel Committee may contact
members of the University outside the Library tonooent on the candidate’s scholarly and
research contributions, contributions to the preifas at large, and service to the university
and the community. The Chair of the Library Persg@ommittee shall make available the
non-confidential parts of the candidate’s promofits Confidential materials include any
letters by librarians, faculty, or externals writt@ith the expectation of confidentiality.
Colleagues shall be given at least ten (10) worklizigs to submit their comments. Such
written views from colleagues will be added to damdidate’s promotion file.

1.11.6.11 External Assessors

1.11.6.11.1 Any external assessors sought asgfatcandidate’s promotion consideration shall be
selected according to this Article. The Chair & thbrary Personnel Committee shall
provide to the University Librarian the names ofeaist four (4) qualified assessors from
outside of Trent, at least two (2) of whom shalkihe choice of the Library Personnel
Committee and at least two (2) of whom shall becti@ce of the candidate. The Chair of
the Library Personnel Committee shall provide tmaversity Librarian with a summary of
professional background or a brief c.v. as appleeabd contact information for each of the
assessors, as well as a rationale for the seleatiassessors. Two assessors, one (1) named
by the Library Personnel Committee and one (1) malyethe candidate, shall be requested
by the University Librarian to furnish assessmeritdhe candidate's scholarly and research
contributions and/or contributions to the professab large, in accordance with the criteria as
specified inlll.11.3 by which the candidate elects to be assessedmadle relevant, the
Librarians’ Committee approved written standardsliie application of the criteria. On
receipt of the assessors' reports, the Univershgakian shall place them in the candidate’s
promotion file.

.11.7 Recommendation of the Library Personnel Committee

1.11.7.1 The members of the Library Personnein@uottee shall review the contents of the
candidate’s promotion file and shall meet to disdihe candidate’s promotion application.

87



1.11.7.2

1.11.7.2.1

1.11.7.2.2

11.11.7.2.3

.11.7.3

11.11.7.4

.11.7.5

11.11.7.6

Quorum for Library Personnel Committeeetings, at which a promotion file is being
discussed and/or voted on, shall be all membetiseoibrary Personnel Committee, save
any members who are in a conflict of interest. Memslwho are in a conflict of interest will
recuse themselves from any Library Personnel Coteeniheetings at which the relevant
promotion file is being discussed and/or voted on.

Committee decisions shall be madedrynil vote. Votes shall be conducted by secreoball
Committee members may not abstain from voting.mMpée majority of votes carries. A
record of the results of the vote as well as theuteis of all Library Personnel Committee
meetings shall be forwarded to the Office of thevigrsity Librarian when the Chair of the
Library Personnel Committee forwards the Librarygddanel Committee’s recommendation
to the University Librarian. Such records are cdefitial, and the Library Personnel
Committee’s minutes will not form part of the protmoo file. They shall be kept for twelve
(12) months after the promotion decision has besuned or until the end of any related
grievance or arbitration.

Members of the Library Personnel Comtea shall maintain confidentiality regarding the
Library Personnel Committee’s deliberations andsiecs, unless, as a result of a grievance
process, legal or contractual proceedings requireravise. Committee members who violate
this requirement of confidentiality shall be remd¥em the Library Personnel Committee
by the Chair of the Library Personnel Committee.

Notwithstanding the confidential nadwf the deliberations and decisions leading to
recommendations of the Library Personnel commitieg,allegations of procedural
irregularities may be brought to the attentionhe University Librarian or any TUFA
officer.

Prior to rendering its decision, the taby Personnel Committee may, giving reasons, i@que
the candidate to provide further evidence and/ppstting documentation, provided such
information is specified in this Agreement as bejag in a promotion file and/or can be
reasonably shown to be relevant to the evaluatidheocandidate’s file. Such further
evidence and/or supporting documentation shalldoea to the candidate’s promotion file.

If the Library Personnel Committee hasicus reservations about the qualification of the
candidate for promotion, the Chair of the Libragrsdonnel Committee shall so inform the
candidate, and set out in writing the reasonstforaservations. The candidate shall have the
right to request reconsideration by the Libraryseanel Committee before it makes its
recommendation to the University Librarian.

Should the candidate request reconsitgrathe candidate shall submit a written response
within two (2) weeks to the Chair of the LibraryrBennel Committee. The evidence to be
considered by the Library Personnel Committeesmatonsideration is to be confined to the
candidate’s promotion file, the candidate’s writtesponse, and whatever additional relevant
information the candidate provides. In preparinvgriten response, the candidate shall have
access to the full contents of his/her promotiten fncluding the confidential letters from
librarians, faculty, and external assessors, asappte, with identities masked.

After considering all the submissionglahscussing the case in the context of the caitfeni
the awarding of promotion as set outliriL1.3 and the relevant Librarians’ Committee
approved written standards for the applicatiorhefdriteria, and, where applicable, having
considered a candidate’s request for reconsiderasgetll.11.7.5, the Library Personnel
Committee shall, by formal vote, make one of tHlWing recommendations to the
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.11.7.7

11.11.7.8

11.11.7.8.1

11.11.7.9

11.11.7.9.1

11.11.8

11.11.8.1

11.11.8.2

11.11.8.2.1

11.11.8.2.2

111.11.8.2.3

University Librarian:
(i) grant promotion
(i) not grant promotion

The letter transmitting the Library Pemsel Committee’s recommendation will be reviewed
and approved by the members of the Library Perdddommmittee prior to the Chair of the
Library Personnel forwarding the letter to the Wnaity Librarian.

The Chair of the Library Personnel Cortiee shall provide a copy to the candidate of the
Library Personnel Committee’s recommendation whiehChair of the Library Personnel
Committee intends to forward to the University laban. The Committee’s recommendation
shall include reasons for the recommendation amahaerical record of the vote.

The candidate may provide a writtesp@nse within two (2) weeks to the Library Persdbnne
Committee’s letter, to be included in the promotitato be forwarded by the Chair of the
Library Personnel Committee to the University Litma with the recommendation of the
Library Personnel Committee.

The Chair of the Library Personnel Corttge shall forward to the University Librarian, for
consideration by COAP, the recommendation concgrpiomotion of the Library Personnel
Committee, the candidate’s response, if any, @psetting arguments and all correspondence
and documentation considered by the Library Pemlo@ommittee, and a report on the
procedures followed.

The recommendation shall address #maliclate’s performance of professional duties,
scholarly and research contributions, contributitmnthe profession at large, and service to
the university and the community, and will be goest by the criteria for the granting of
promotion as set out iil.11.3 and the relevant Librarians’ Committee approveitten
standards for the application of the criteria.

Recommendation of COAP to the Univerditlyrarian

COAP shall review all the submissionsl aacommendations pertaining to promotion in the
context of the criteria set out ih.11.3 and the relevant Librarians’ Committee approved
written standards for the application of the cr#éeand shall have access to all materials
tabled in the Library Personnel Committee.

The meetings of COAP for all deliberatsoregarding promotion of professional librarians
shall be conducted according to the proceduresiwgdielow.

COAP shall be chaired by the Univsrsiibrarian. The University Librarian shall be ron
voting.

Quorum for COAP meetings, at whichrarpotion file is being discussed and/or voted on,
shall be six of eight voting members, with at teage voting members from the Library.

Decisions at COAP shall be made byfalrvote. Votes on motions regarding Library
Personnel Committee recommendations for or agpmeshotion shall be conducted by
secret ballot. Committee members may abstain frotimg only if they have declared a
conflict of interest or have been deemed to bedordlict of interest. A simple majority of
votes carries. A record of the results of each woliebe kept in the minutes. COAP minutes
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111.11.8.2.4

111.11.8.2.5

11.11.8.3

111.11.8.4

111.11.8.5

shall be kept for twelve (12) months after the potion decision has been issued or until the
end of any related grievance or arbitration.

Members of COAP shall maintain confitelity regarding COAP’s deliberations and
decisions, unless, as a result of a grievance psotegal or contractual proceedings require
otherwise. Committee members who violate this nemoent of confidentiality shall be
removed from COAP by the Chair of COAP.

Notwithstanding the confidential natwf the deliberations and decisions leading to
recommendations of COAP, and any allegations ofgmtaral irregularities may be brought
to the attention of the Provost and Vice Presiderademic or any TUFA officer.

Prior to rendering its decision, COAPyngiving reasons, request the University Librarian
to ask that the Library Personnel Committee anifh@rcandidate provide further evidence
and/or supporting documentation, provided suchrmétion is specified in this Agreement
as belonging in a promotion file and/or can be @aably shown to be relevant to the
evaluation of the candidate’s file. Such furtheidemce and/or supporting documentation
shall be added to the candidate’s promotion file.

COAP by formal vote may:

0] endorse a recommendation concerning promdtmm the Library Personnel
Committee, in which case COAP recommends to theddsity Librarian that the
recommendation from the Library Personnel Commitie@pheld; or

(i) giving reasons, request the University Liaa to ask that the Library Personnel
Committee reconsider its recommendation concerpiogotion. As part of its
request for reconsideration, COAP may request thigdusity Librarian to ask
that the Library Personnel Committee and/or thelickate provide further
evidence and/or supporting documentation, includiaignot limited to
assessments from external assessors, providedrsanohnation is specified in this
Agreement as belonging in a promotion file and&or be reasonably shown to be
relevant to the evaluation of the candidate’s flach further evidence and/or
supporting documentation shall be added to theidatels promotion file. In the
event that such a request from COAP would resuttane than two (2) external
assessments in the promotion file, approval oftXoommittee is required. When
a request that the Library Personnel Committeensder its recommendation is
made, the candidate shall have access to thedindents of his/her promotion file,
including any confidential letters from studenes;ulty, and external assessors,
with identities masked, and the reasons provideBOWAP to the University
Librarian in its request that the Library Persom@emmittee reconsider its
recommendation; or

(i)  refuse to endorse a recommendation concerpiognotion from the Library
Personnel Committee, but shall not do so withowidg@ason based on the
criteria for the granting of promotion as providedin 111.11.3 and the relevant
Librarians’ Committee approved written standardsiie application of the
criteria, or a finding of determinative proceduvalsubstantive error or bias, in
which case COAP recommends to the University Liarathat the
recommendation from the Library Personnel Commitiatebe upheld.

The Recording Secretary of COAP shatiiale to the University Librarian a detailed
written account of COAP’s reasons for its recomnagioth. This written account will be
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111.11.8.6

11.11.8.7

11.11.9

11.11.9.1

11.11.9.1.2

111.11.9.2

111.11.9.3

11.11.9.4

111.11.9.5

reviewed and approved by the members of COAP puids being provided to the
University Librarian. This report shall be includiedthe candidate’s promotion file.

In the event that, after receiving teeammendation from COAP, the University Librarian
upholds the recommendation for promotion made byLthrary Personnel Committee, the
University Librarian shall recommend to the Prestdbat the member be granted
promaotion.

In the event that COAP refuses to enda@apositive recommendation for promotion from the
Library Personnel Committee, the University Libaarishall so inform the candidate and the
Library Personnel Committee, setting out in writ@@AP’s reasons. This statement of
reasons shall reflect the actual grounds for COA®mmendation, be substantive in
nature, and be clearly related to the criterialiergranting of promotion as defined in this
Agreement. The candidate and the Library Persa@ogimittee shall have the right to
submit a written response within two (2) weeks® Wniversity Librarian. The University
Librarian shall consider any such written respdmesfere he/she makes a recommendation
for promotion to the President or a decision toydg@mmotion.

Promotion Decision

Following receipt of the recommendatfoom the Library Personnel Committee and COAP,
and any subsequent responses from the candidaia #imel Library Personnel Committee,
the University Librarian shall make a recommendaftm promotion to the President or a
decision to deny promotion.

The University Librarian, giving reass, may ask that the Library Personnel Committee
and/or the candidate provide further evidence arglipporting documentation, including

but not limited to assessments from external assggsrovided such information is specified
in this Agreement as belonging in a promotion &itel/or can be reasonably shown to be
relevant to the evaluation of the candidate’s fdach further evidence and/or supporting
documentation shall be added to the candidateimiption file. In the event that such a
request from the University Librarian would resalmore than four (4) external assessments
in the promotion file, approval of Joint Commitisegequired.

If the University Librarian decides temy promotion, the candidate shall be so infornredl a
shall receive in writing a statement of reasonmftbe University Librarian. This statement
of reasons shall reflect the actual grounds foltheversity Librarian’s decision, be
substantive in nature, and be clearly related ecctiteria for the granting of promotion as
defined in this Agreement.

If the University Librarian is recommaend for promotion, he/she shall provide a copyhe t
candidate of the letter of recommendation whiclstheintends to forward to the President.
This letter shall set out the University Librariameasons for his/her recommendation for
promotion.

The University Librarian will forwardllanaterials in the promotion file to the President
when he/she forwards his/her recommendation famptmn.

The President, giving reasons, may ask the Library Personnel Committee and/or the
candidate provide further evidence and/or suppgdimcumentation, including but not

limited to assessments from external assessonrgdpbsuch information is specified in this
Agreement as belonging in a promotion file and&or be reasonably shown to be relevant to
the evaluation of the candidate’s file. Such furttdence and/or supporting documentation
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11.11.9.5.1

111.11.9.6

11.11.9.7

111.11.9.8

.12

1.12.1

11.12.2

11.12.3

shall be added to the candidate’s promotion fitehe event that such a request from the
President would result in more than four (4) exaéassessments in the promotion file,
approval of Joint Committee is required.

Following receipt of the recommendatioom the University Librarian and of the
candidate’s promotion file, including all prior omendations and responses, if any, the
President shall make a recommendation to the Bioagdant promotion or make a decision
to deny promotion.

If the President decides to deny praomtthe candidate shall be so informed and shall
receive in writing a statement of reasons fromRhesident. This statement of reasons shall
reflect the actual grounds for the President’'sslenj be substantive in nature, and be clearly
related to the criteria for the granting of promatias defined in this Agreement.

A decision to grant promotion to a memgbleall be made subsequent to the University
Librarian making a positive recommendation to graoeimotion to the President and the
President making a positive recommendation to gvesrhotion to the Board. A decision to
grant promotion will be made by the Board and comicated to the candidate, the Chair of
the Library Personnel Committee, and the Chair©A@ by the President.

Promotion decisions take effect the Jiffyollowing the October 15 deadline for the
submission of the promotion file.

Merit

Thirty-five (35) merit awards shall be @able in each academic year.

These shall be allocated annually among tenuredégogent bargaining unit members on the
basis of the provisions of this section. Probatrgrmembers will also be eligible
commencing in the second year of their appointm@iie procedure for determining who is
to be awarded merit in any academic year (i.ey, Jub June 30) shall be undertaken in the
same academic year. For those selected, the pawilelne made retroactive to the
beginning of the academic year concerned. In tlyeaes when the Collective Agreement is
being negotiated, COAP will proceed on the assuwngtiat the number of merit awards will
not be reduced. In any year in which the numbeneifit awards awarded is less than the
number available, remaining funds shall be allat#abethe Dean's contingency fund.

All merit awards shall be single careevelepment increments. Members will be permitted
to exceed a stated salary ceiling, at any rankbgnaay of merit only, to a maximum
indicated by the bracketed salary steps indicat€fthedule A.

Merit awards shall be allocated as follows

- In the case of faculty members, exceptionalgraraince in at least one of teaching,
research, or university service, and satisfacterjgpmance in the other specified
areas.

- In the case of librarians, exceptional perforoeaaf library duties. In this case, one
of the following is required in addition: contritien to the profession at large,
scholarship, university teaching, university seeyior professionally related
community service.

(Note: the number of merit awards allocated afigdor librarians - se@ppendix
A)
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11.12.4(a)

11.12.4(b)

11.12.5

111.12.6

11.12.7(a)

1.12.7(b)

1.13

11.13.1

11.13.1.1

111.13.1.2

11.13.1.3

In the case of members other than departal/program Chairs, recommendations
concerning such merit awards shall be made to Haer®y the Departmental/ Program
Personnel Committee acting on its own initiativeonrthe suggestion of the Chair. Such
recommendations shall be transmitted together thghChair's own recommendation in each
case to the Dean who, after consultation with CO#kRJI make a recommendation to the
Provost and Vice President Academic. The Provadtace President Academic, in turn,
shall make a recommendation to the President, imhtayn, shall make a recommendation to
the Board.

In the case of librarians, such mewtaads shall be recommended by the Library Personnel
Committee and forwarded to the University Librariano, after consultation with COAP,
shall make a recommendation to the President, wharn shall make a recommendation to
the Board.

In the case of consideration of merit agigafor departmental/program Chairs, the
Departmental/Program Personnel Committee shalgdat a Deputy Chair who shall fulfill
the role of departmental/program Chair for the psgs ofll.12.4(a).

In the case of members serving in moraéthiae (1) department/program, the Dean shall
solicit the recommendation of the Chair, other tti@nChair of the department/program
initiating the recommendation, prior to submittamgecommendation to the President.

Except as indicated in the special gmns for Chairs ill.12.5, no merit award shall be
awarded unless there is a favourable recommendationat least the Chair of a
department/program in which a member teaches,eob#partmental/Program Personnel
Committee of such a department/program.

No merit award shall be awarded tobadrian without a favourable recommendation from
the Library Personnel Committee, unless the Unityetsbrarian informs the Library
Personnel Committee of the reasons for such a neapmdation.

Role of Chairs/Directors

Chairs/Directors are members to whom c¢eréeademic administrative responsibilities are
delegated.

Accountable to the Dean, the Chair/Dioeds the departmental/program academic
administrative spokesperson in respect of (butinoted to) teaching; the development and
delivery of undergraduate curricula and programsating a fair, equitable, and supportive
environment for student learning and engagemeppating faculty involvement in
scholarly activity; stewardship of the human amdificial resources of the Department;
representing the Department in the University; Baidon with the profession and the
community.

The Chair/Director administers the aaf the Department/ Program after appropriate
consultation with its members, ensuring collegyadind collegial decision making within the
Department/Program. In representing the Departiergfam in an official capacity,
Chairs/Directors will present the Department/Pragsaposition.

Although responsible for carrying obetduties and responsibilities outlined in thisid\e,
the Chair/Director, as a member of the faculty,asm® an academic for whom teaching and
research are also fundamental career rights.
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11.13.1.4 Chairs/Directors will not administersdipline with respect to TUFA members and will not
be requested by the Employerattend meetings with a TUFA member the purpdsehich
is todiscuss discipline related to that member.

11.13.1.5 In addition to other duties specifigafissigned to Chairs/Directors in this agreemést, t
duties and responsibilities of Chairs/Directorsmalty include the following:

(@)

(b)

()

(d)

(€)

()
(@)

(h)

(i)

()

(k)

0

provide leadership and initiative in the depehent of the Department/Program’s
curricula, academic planning, programs, and rebeactivity, including liaison
with the broader academic community within his/tiecipline where appropriate;

provide leadership in the career developménmembers of the
Department/Program;

in keeping with the local norms of the Depaiiti Program, convene such regular
meetings of the faculty within the Department/Pergras are required to facilitate
collegiality and collegial decision-making. Thiciades, but is not necessarily
restricted to, circulating agendas prior to meetjragranging for notes (or formal
minutes) of meetings to be taken and circulatednely fashion; and allowing for
the presentation of formal motions, discussions\atds as required;

oversee the work of such committees as matadkshed by the
Department/Program from time to time;

represent the Department/Program’s interesasademic administrative matters.
In cases where the members of the Department/Rrogra divided on a

particular matter, the Chair/Director will, aftgupaopriate discussion and attempts
to reach consensus, represent the views withiDépartment/Program, and
where a vote has been taken the view of the mgjorit

administer departmental budgets and staffilag®

overseadministrative and clerical functions and supermise-TUFA staff within
the Department/ Program;

attend central administrative meetings (faraple,Faculty Board) and report to
the Department/ Program;

ensure that the Department/Program CommitteeeDepartment/Program
Personnel Committee and the Department/Programr&é&bommittees are
constituted as provided for elsewhere in this agesd;

ensure that effective communication is maiméai with students in the
Department/Program’s courses and programs; invble, where appropriate, in
Department/Program activities and discussions;aalthless student complaints
and concerns unresolved by faculty and/or staff;

ensure that Department/Program proposals amissed, voted upon, and moved
toward the appropriate University bodies, ensutitag Senate and other
applicable University regulations/policies are alisd,;

on behalf of the Department/Program, recomm@bdPE appointments to the
Dean,;
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1.14

11.14.1

111.14.2

111.14.3

111.14.4

111.14.5

111.14.6

.15

11.15.1

11.15.2

11.15.3

(m)  responsibilities as outlined undgr3.

Appointment of Departmental/Program Chairs

In the final year of a Chair's term ofig#, or when a vacancy occurs, the Dean shalhtsiti
proceedings for the selection of a successor,raefmppointment of the incumbent Chair.

The Departmental/Program Committee shakhto discuss the requirements of the position,
and shall elect a search committee which exclugegicumbent Chair and which may
include up to two (2) students. The Dean shalbagpan additional member of the search
committee from outside the department/program.

The search committee shall submit a simglme, or two (2) names if it prefers, to the
Departmental/Program Committee for approval or ohoi

Once a proposed candidate is approvedheyDepartmental/Program Committee, the Chair
of the search committee shall forward the searchneittee's recommendation to the Dean.

If the Dean approves the proposed appeirtteat recommendation shall be forwarded to the
Provost and Vice President Academic, who shall egnito the President. The President in
turn shall make a recommendation to the Board.

If the Dean does not approve the proposed apmitite Departmental/Program Committee
shall be asked to reconsider the matter.

No appointment of a Chair shall be made withopositive recommendation from the
Departmental/Program Committee, the Dean, and tbsident.

Acting Chairs may be appointed by the Dé&arshort terms or in special circumstances.
Such appointments may not exceed a term of onger)

Academic Administrators

Academic administrators are persons whaddition to their administrative office, hold
probationary or tenured faculty appointments inagtepents or programs, but who are
excluded by definition from the bargaining unit aese of their administrative office.

Faculty and librarian members who are api@al as academic administrators or as members
of the Board of Governors shall retain their acaidestatus within their departments or
programs. During their term of administrative araléd service, they shall be deemed
eligible for consideration by Departmental/Progm@aersonnel Committees,
departmental/program Chairs, COAP, the Dean andoBt@nd Vice President Academic

for career development decisions, including mewarmls, on the basis of their academic
achievements over that period. Where an acadesmingstrator or faculty member on the
Board of Governors is awarded a merit award, sheh be in addition to the number
provided for inlll.12.1.

Re-entry

Academic administrators, as defined above, andtifamembers on the Board of Governors,
shall retain the right to enter or re-enter onlhtfme basis their departments or programs,
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and the right to enter or re-enter the bargainimgj at such time as they relinquish their
academic administrative or Board appointments.

An individual re-entering the bargaining unit shredrmally return to the department or
program of which s/he were a member before recgithe administrative or Board
appointment. When entering the bargaining unitlierfirst time, the individual shall
normally remain in the department or program whinctially accepted her/his qualifications
(see 111.5.3.3). Alternatively, in either caseg tihdividual could return to a different
department or program in accordance with the prawssofiil.19.

111.15.4 Any member entering or re-entering thedaaming unit after service as an academic
administrator or as a member of the Board of Gawarshall be placed at a salary step
determined by the Board and consistent with theiprans of this Agreement concerning
promotion, merit and tenure, and shall enjoy glhts and privileges and accept duties and
responsibilities of members according¥l.1 andIV.1.2.

.16 Courses Outside the Reqular Academic Sassio

11.16.1 Where they have voluntarily agreed to dpand with the consent of the Dean, members
may teach one (1) or more university credit cowgse(tside the regular academic session,
provided they are qualified to teach such coursefy] provided they express a willingness
to do so within the deadlines as set outlii6.1(a). Such consent shall not be withheld
unreasonably.

111.16.1(a) (1) By October 1st of each year for ®emmer Session, Departments/Programs will be
advised that the process of planning for Summel\¥ater and Off-campus course
offerings has commenced,

(i) By November 15th for Summer Session and byaay 15th for the Fall/Winter Off-
campus programming, a list of the courses to beredf shall be circulated to all
members; and,

(i)  Members shall indicate in writing, after tldates in (ii) above, and by no later than
January 30th for Summer (February 15th for FallAéfirOff-campus courses), if they
wish to teach a Summer or Fall/Winter Off-campuexidrcourse.

111.16.1(b) Extension or alteration of any deadfirestablished in accordance wiithl6.1(a) shall
require the written joint approval of the Dean designate) and of the Association.

111.16.2 A member who teaches a university crediirse undehl.16.1 shall receive the per-course
stipend provided for iXIl.3 of this Agreement, in all cases except:

(@) as provided ifl.16.3.1orl1l.17 or,

(b)  when the member agrees to teach the courseewthis under-enrolled, on a
reduced-stipend basis in accordance Witlh3 and with existing practice.

111.16.3.1 A member may ask that a university credurse or courses undér16.1 be considered as
partial fulfillment of normal teaching responsib#s, instead of being subject to per-course
remuneration. Such a request may only be appraitbdhe agreement of the
Departmental/Program Committee, the departmentg)fpm Chair, and the Dean.
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.17 Process for Applying for Research Leaves

A member who has agreed to teach a course uhdér.1 may submit a written request to
the Dean (copy to the Chair) to bank a course sel@alieu of per course remuneration.
Banking will be permitted to a maximum of three ¢8urse releases. Use of banked course
releases, in order to facilitate identified reshgmjects, shall be subject to the following
conditions:

0] a member's proposal for specific course releases Ipeusubmitted in writing to
the Dean (copy to the Chair) by Octobel" 15 the academic year prior to the
academic year for which the course releases ateste(;

(i)  the proposed course releases must be suppbytdte member's Departmental/
Program Committee and the member’s Chair and apprby the Dean;

(i)  the departmental/program recommendation neosisider proposals for course
releases in relation to its sabbatical plan (8€€3.2.5.]), and approved course
releases shall be appropriately noted on the si@hbptan;

(iv)  three (3) banked courses are required folladgearch leave, one and one-half
(1.5) courses are required for a half researcleleav

(v) the research project for research leave uitd&é7 must be evaluated and
approved by the appropriate internal Committee esedrch (e.g. NSERC or
SSHRC) based on the prospect of successful corop)etnd the report on the
research must be submitted to the appropriatenat€ommittee on Research
within three (3) months of return to teaching dsitie

(vi)  support or approval for proposed course rasahall not be unreasonably
withheld:;

(vii) during a research leave, members are stjlired to undertake their normal
duties, with the exception of their teaching dutiasluding: academic advising,
departmental/program committee work, and otheremity service with the
exceptions noted iiV.5.2;

(viii) if the appropriate internal Committee on Rasch is not satisfied with such an
application for research leave, it may deny a metel@ave application. In such
cases, the following shall prevail:

(@) The Vice President of Research shall infdimmrhember of the denial and
the reasons;

(b)  The Vice President of Research shall imhemember to respond within
two (2) weeks. The response must be in writingrandt contain
whatever supporting evidence the member deemspattiThe Vice
President of Research shall convey the membenf®nse to the
appropriate internal Committee on Research;

(c)  After considering the member's responseafipropriate internal
Committee on Research shall advise the Vice Presaferesearch,
copied to the Dean, either that the denial shoaldfheld, or that the
leave should not be denied,;
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.17.1

1.17.2

1.17.3

11.18

11.18.1.1

11.18.1.2

111.18.1.3

111.18.2

111.18.2.1

111.18.2.2

(d) A member denied a research leave after tbeeaprocedure will receive a
lump sum payment, less deductions required by éawivalent to the
value of the member's banked course release(s).

(ix)  course releases which are banked in this tasbkhall not be the basis for any
claim to compensation upon termination of employnuerotherwise.

Willingness or unwillingness to particigain teaching courses outside the regular academic
session shall not be considered in any decisionseraing the member's career
development.

Except for the cases providedliinl6.3.1 and/orlll.17, teaching outside the regular
academic session shall not count as time of sefercany purpose other than compensation.

Teaching outside the regular academicisasshall not relieve a member from those
portions of duties and responsibilities which relett scholarship or service to the University.

Evaluation of Teaching Performance

Any evaluation of teaching performaneguired as part of this collective agreement (@sg.
part of tenure or promotion considerations) shaltbnducted according to this article.

The parties agree that Student Coursdugtions are valuable in contributing to the
improvement of teaching within the University. Adtigh these survey instruments provide
important information about teaching performancehsopinions do not in themselves
constitute an evaluation of teaching performance.

Reviews of teaching performance maynebt exclusively on Student Course Evaluations or
student opinions. Full consideration shall be gigmaterials required and permitted as
part of any evaluation of teaching performance desd in this agreement.

Teaching Dossier

Each faculty member shall be encouragecteate a teaching dossier. Members being
considered for tenure, are required to submit ehieg dossier as part of their file.

In addition, members may submit teaching dos$mrsonsideration in cases of merit and/or
promotion; the decision not to submit teachingteglanaterials in the form of a teaching
dossier shall not be held against a member, howtweonus remains on the member to
provide sufficient evidence in support of their bgggion.

The contents of the teaching dossiell shelude Student Course Evaluations, course gunte
as set out in course syllabi, and a statement suiminathe faculty member’s teaching
experience, including the number of new preparatemssigned to the member. The following
may also be included:

(a) reports on classroom visitations by peers;

(b) examples of graded written work, and grading paster

(c) instruments devised for evaluating student perfeigeasuch as exams and
assignments;

(d) information concerning supervision of honours aratigate students;

(e) any other information the member deems pertinent
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[11.18.3 Student Course Evaluations

111.18.3.1 Departments/programs shall develop amaghtain survey instruments that are appropriate to
their academic disciplines, with assistance froeltistructional Development Centre.
These instruments (Student Course Evaluations)owilinade available to students during the
final two weeks of all classes, with the exceptdmhose classes that are exempt by decanal
approval (e.g reading courses, thesis courses).

111.18.3.2 Members shall not be present when thdestts complete the course evaluations, and the
surveys shall not be transmitted to the departrpeygfam by the member. Administrative
assistants of departments/programs shall courdradgand number the surveys transmitted
for each course. Members may elect to conducsuineey instrument online. Student Course
Evaluations are for the confidential informationtisit member except as notedliril8.3.3
where otherwise required to be submitted by this@ment or, in other cases, at the
member's discretion

111.18.3.3 Once completed, and following the sussion of final grades for the course, such surveys
shall be made available in confidence to the meptherDepartment/Program Chair and the
Dean.

111.18.3.4 Each member's Student Course Evaluasbtadi be retained by the Department.

11.19 Procedures for Voluntary Transfer and Crappointment of Faculty

11.19.1 An individual faculty member from one aeswiic unit may request to be transferred, in

whole or in part, to another academic unit, by tentapplication to the Dean (or Provost and
Vice President Academic, in the case of transfarslving more than one academic
division) by January T5o0f the previous academic year.

111.19.2 The agreement of the Dean (or where apple the Provost and Vice President Academic),
the home unit (approved by the Department/ Progtammittee) and the receiving unit
(approved by the Department/Program Commitsé)l be required for an individual faculty
transfer. A member shall be able to grieve ifaitthe Dean (or where applicable the
Provost and Vice President Academic) or the honitealnjects to the transfer. An objection
to a transfer by the receiving unit shall not be shbject of a grievance.

111.19.3 The home unit of cross-appointed facultysinbe specified at the time of the
cross-appointment. This will automatically be thmet allotted the larger share of the faculty
member except in the case where the cross-appaihimen a .5/.5 basis. In this case, the
faculty member has the right to select the home uni

111.19.4 The home unit of a cross-appointed facuatigmber has the primary responsibility for
making personnel recommendations regarding meat@sy tenure and promotion. In
making such recommendations, the home unit musiestand duly consider the evaluation
of the other unit concerning teaching, scholarsimg university service, as appropriate.

111.19.5 The leaves and sabbaticals requests afseappointed faculty are to be processed, at the
departmental/program level, by the home unit, bith the provisos that:

@) individuals must inform the non-home unit & thme of their request to be
included in the home unit's leaves and sabbatpialsfor a particular year.
Individuals must also inform the non-home unit oy &xisting plans at the time
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111.19.6

11.19.7

111.19.8

111.19.9

of cross-appointment;

(b) the home unit must consult the non-home urfibdeemaking a final decision
about a cross-appointed member's leave request; and

(c) there must be agreement between both unitsdiegachanges or additions to the
home unit's three-year plan that directly affeet skaffing plans of the other unit.

The allocation of a cross-appointed fagumitember across the units involved must be
specified at the time of cross-appointment. Nohlmaloss-appointments will be allocated
on a .7/.3 basis; however, with the Dean’s apprava) other allocation, including 1.0/0.0,
may be specified.

The teaching and other responsibilitidedted to a cross-appointed faculty member in each
academic unit should be approximately proportiaaghe norms accepted by that unit.
However, by agreement between the units and theidchal, these proportions may be
regarded flexibly. In the event of a dispute, Erean (or where applicable the Provost and
Vice President Academic) would be arbiter and Hhaeefinal decision.

The cross-appointed faculty member hasstirae rights of participation in each of the units
as if located as a regular full-time member of &éhogits. In cases which concern both units,
the cross-appointed member shall only vote in eehlbme unit.

Cross-appointments and transfers shafbba definite term (of between three (3) and five
(5) years) or be permanent. The duration of thengement must be specified when it is
requested and approved. Any individual requesaffurther change in status, once a
transfer arrangement has been made, will be redasla new request, and will have to
follow the procedures outlined above.
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V.1

vV.1.1

IvV.1.2

CHAPTER IV
TERMS AND CONDITIONS OF EMPLOYMENT

Duties and Responsibilities

Each faculty member shall be entitled anpested:

(i)

(if)
(iii)

to perform the teaching duties allocated urtlerprocedures outlined iW.3 below;
and, following the requirements of Senate regutei®o assume the responsibilities
inherent in teaching at Trent University, notably hot exclusively:

(@) the preparation of, and reasonable adhetenesademic course syllabuses;
(b) conscientious grading of student assignments;

(c) availability for student consultations, inding the posting of reasonable
office hours;

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

(e) submission of mid-year and final grades gsired by departmental/program
practice and the requirements of Senate;

to engage in research and other professiaa@vities of a scholarly nature; and,

to accept a fair and reasonable share ofiathtnative responsibilities through
participation, as requested, in departmental, progiand University committees with
the exceptions noted IN.5.2; and to act as academic advisors within the celleg
framework of the University, advising and assisttigdent advisees.

Each librarian member shall be entitled argected:

(i)

(ii)

(iif)

(iv)

to perform the library duties allocated by tbriversity Librarian under the
procedures outlined itV.6, provided that the assignment of "other duties as
required” does not interfere with the degree otsdeation required to meet the
requirements for promotion and career development;

to accept a fair and reasonable share of athtnative responsibilities through
participation as requested in Library and Univgr€ibommittees and take an interest
in and contribute to the shaping of general libaolicy. (However, Librarians at
Ranks | and Il shall not be required to serve om-bibrary Committees, with the
exception of the Library Services Committee.);

to act as academic advisors within the cgidramework of the University, advising
and assisting student advisees; and,

to take an interest in and make contributiomt least one of:

(@) the profession at large;
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V.2

IvV.2.1

IvV.2.2

V.3

IvV.3.1.1

IvV.3.1.2

IV.3.1.3

IvV.3.1.4

IV.3.1.5

IV.3.1.6

(b) research; or
(c) university teaching.

Facilities

In order to facilitate members' performance ofrtdaties and responsibilities, the University
shall make every reasonable effort to provide #eensary facilities and services to facilitate
the work of the members including, but not limitedprovisions for suitable office space,
telephone, secretarial, library, duplicating, anchputer facilities.

The University shall ensure that the compgitheeds of members are fairly and equitably
treated in the allocation of computer services.

The University shall ensure that the diffdraeeds of departments and programs are fairly
and equitably treated in the allocation of compstawices.

Allocation of Teaching and Departmental/PaogrDuties

Teaching, and general departmental/progtaties, shall be allocated in a fair, equitabld an
reasonable manner taking into consideration thdexn& responsibilities and skills of
individual members, the terms of members' appointsjeéhe needs of the
department's/program's academic programs and, passible, the preference of individual
members.

The assigned proportion of a faculty merisoeork will include teaching and preparation
for teaching, and the necessary administrativestaskociated with the operation of a
collegial environment, and shall take into accahetneed among all TUFA faculty
members for research time.

Teaching duties and responsibilities Ww#l recommended to the appropriate Dean by the
department or program Chair following consultatwith the member, the appropriate
departmental/program committee and Director(shefgraduate program(s) in which a
member participates, and, in the case of membehsonoss-appointments to another
department/program, with the Chair of the membetf®r department/program. Final
allocation of teaching and departmental/prograneedutill be subject to Decanal approval
according to the provisions of this Article.

In the case of single department Scheoth as the School of Education and Professional
Learning and the Trent/Fleming School of Nursirgsommendations regarding teaching
duties and responsibilities will be made by the iefthe School to the Provost.

Teaching loads shall be defined in a nesithat encompasses all of the teaching
responsibilities undertaken by members, including,not limited to, classroom teaching,
lab teaching and supervision, class and lab préparaourse planning and scheduling,
graduate teaching and supervision, individual mtogepervision, and student consultation,
as applicable for the Department/Program

In preparing the departmental/progranonemendation of teaching duties and departmental/
program responsibilities, a departmental or prog&imair is expected to take into account
factors such as the following:

(1) where developed, departmental/program criteriafiocation of teaching duties that
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IvV.3.1.7

IvV.3.1.8

IV.3.1.9

have been developed in accordance with collegia¢g@nce, including the
opportunity for members of the department/prograradntribute reasonably to their
development and review;

(i) the full scope of activities and expectatiarisa member of a department/ program,
commensurate with the three (3) principle companeht faculty member’s
appointment (teaching, research, and service);

(i) the number of separate courses taughgdch member of the department/program,
and the number of scheduled contact hours per epurs

(iv) the number of hours of preparation, grading administration per course, with
appropriate additional emphasis where new courgeloigment and preparation is
involved (a new course preparation will be defiasdany course the faculty member
has not taught in the previous four (4) years);

(V) the number of students enrolled in each cquyradicularly where no Laboratory
Demonstrator/Tutorial Leader/Graduate Teaching#asi/Marker assistance is
expected to be provided,;

(vi) the number of hours of student counsellingqmurse;

(vii) the supervision of graduate students, regaiourse students and honours theses
students;

(viii)  the level (i.e., introductory, upper yearaduate, etc.) and type (i.e., lecture, seminar,
distance educatigetc.) of each course;

(ix) assistance of others in the teaching of thase;
(x) the individual faculty member's research artb$arship commitments;
(xi) involvement in graduate teaching;

(xit) particular consideration of the goal, endat$s both parties, of fostering the
academic development of members newly embarking tipair academic careers;

(xiii)  the departmental/program amversity service of individual members; and

(xiv) any other relevant factors.

Whenever possible, a member shall beeff¢he opportunity to teach two (2) or more
sections of the same course during the same acadesan, as well as the opportunity to
teach the same course during more than one (lipeesfthe same academic year.

The Dean shall endeavour to ensure tepadments and programs establish a maximum
number of undergraduate and graduate theses tapleevssed by each of their members at
any one time; members shall not be required torsiggemore than that number.

Over the life of this Agreement, the aage advising load for members shall not exceed

seventeen (17) advisees; the number of advisesmsyigear may be raised to nineteen (19)
with the member's consent.
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IvV.3.1.10

IV.3.2

IvV.3.2.1

IV.3.2.2.

IvV.3.2.3

IvV.3.2.3.1

IvV.3.2.4

V.4

The Dean shall administer an Annual Teag Support Fund as set outlin4.

Transparency and Reconsideration

Where developed, departmental/progranecatfor the allocation of teaching duties shall be
made available to all members through Departmeogfdm offices, shall be distributed to

all new Department/Program members, and shall beegdo an internal university web-
based site accessible to all TUFA members.

To facilitate transparency, the Departti@hair shall make available a list of teaching and
service duties of all members as they are beingdtated for the following academic year,
and a summary list of final allocations in the FaH that year.

Members shall have the right to requesbnsideration of their teaching and
departmental/program responsibilities by their dgpantal or program Chair during the
two-week period immediately following its recommatidn to the Dean. Failure to request
reconsideration in this period negates any rigattiember has to have the assigned duties
reconsidered.

If the request is not resolved to the satisfactibthe member within ten (10) working days
of the date of the member's complaint, the meméey within ten (10) working days
thereafter, refer the complaint to the appropri2éan. The Dean will review the member’s
assignment of duties and shall consult with the bemthe Chair and such other individuals
they consider relevant before making a decisioio &ise member’s allocation of teaching
and departmental/program service. The Dean willrmamcate her/his decision to the
member, copied to the Department/Program Chait@tite Association, within ten (10)
working days of receipt of the member’s requestéarew.

After receiving the Chair’'s recommendatidar the allocation of teaching duties and
departmental/ program responsibilities, and afseeftl consideration of the factors outlined
in 1V.3.1.6, the Dean will inform the department/program aefffshg resources available. The
department/program will be given the opportunitydallocate teaching and
departmental/program duties accordingly and submatvised staffing plan to the Dean for
his/her approval. Normally the Dean shall acceptrdtommendation of the
Department/Program. If the Dean has difficulty gtocey any aspect of the
Department/Program recommendation, he/she mayhasReépartment/Program to
reconsider the matter and to provide whatever exhdit information it believes to be
relevant. If the Dean departs from the departmgtagram recommendation, he/she shall
advise the Department/Program in writing of thesoge for doing so.

Teaching Support Fund

There shall be an Annual Teaching Support Funt aviotal allocation of $6.50 per student-
course based on the University's total estimatetgrgraduate enrolment in the current
academic year. The Teaching Support Fund shalsbd to provide Departments/Programs
and TUFA members with marking assistance and tag&upport. Support from the Fund is
not available for courses taught on overload. Tkeedl be two (2) competitions, one in
October and one in January. Distribution betwéentiwo competitions will be according to
the previous year’s enrolment, plus any surplusftbe first competition. Applications will
be made by individual members to the Departmerghfara Chair, who will submit a
consolidated request to the Dean on behalf of #ggaiment/program. The Chair shall be
responsible for distributing amongst members dhleisDepartment/Program the amounts
allocated by the Dean. Appeals of the Dean’s oepddtment/program Chair's allocation
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V.4.1

V.4.1

V.5

IV.5.1

IV.5.2

IV.5.3

IV.5.4

V.6

IV.6.1

IV.6.2

decisions, including denials, shall be heard byRhw®sost and Vice President Academic.

The Dean and Provost and Vice President Agad shall make every reasonable effort to
redress workload imbalances within individual dépants and programs and among
departments and programs.

When an academic department or program suffee sudden, unexpected loss of a member,
the Dean, in consultation with the Provost and \Recesident Academic, may authorize full
or partial replacement paying particular attentmthe teaching requirements of the
department or program.

University Service

Members shall not be expected to serve orerttan one (1) Senate or University committee
at any one time. In addition, over any seven €8ryeriod, a member shall not be required
to serve more than three (3) years on one (1) e major University committee (e.g.,
Undergraduate Studies Committee, Committee on AnaBersonnel, Undergraduate
Program Review, Academic Planning and Budget CoereniGraduate Studies).

At the request of the member, the Nominating Cottemiof Faculty Board will consider
membership on Senate as equivalent to serviceno@y@ Senate or University committee.

For limited term appointments of two (2) ygar less, and for the first four (4) years of
probationary appointments at the Lecturer or AastsProfessor ranks, members will not be
expected to serve on Senate or University commnsittdeent University Research Fellows
will not be expected to serve on major Universibynenittees (se/.5.1) during the period

of the fellowship.

Lack of service on Senate or University cottees during the period of exemption set out in
IV.5.2 will not be considered in renewal, re-appointmenbmotion or merit decisions.

The Nominating Committee of Faculty Board faculty assignments to Senate committees
will make known its nominations for the subsequesgdemic year's service no later than
April of the current academic year.

Librarianship

Specific and general library duties shalldliecated in a fair, equitable and reasonable
manner, taking into consideration the professioesponsibilities and skills of individual
members, the terms of members' appointments, thore of librarians' duties to their
research, scholarship, and professional activitiesneeds of the library and, when possible,
the preference of individual members.

Library duties and responsibilities will betermined by the University Librarian following
reasonable consultation with the Librarians' Cortewsit

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

Account shall be taken of the workload guidelif@snulated by the Librarians’ Committee.
None of the factors listed in the guidelines shaltaken to preclude other relevant factors.
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IV.6.3

IV.6.4

IV.6.5

IV.6.6

V.7

IvV.7.1

IvV.7.2

IvV.7.3

IvV.7.4

IV.7.5

V.8

IvV.8. 1

IvV.8.2

The University Librarian shall give particular sideration to the goal, agreed to by both
parties, of fostering the professional developnoémhembers newly entering upon their
professional careers.

Using the established workload guidelinég, niversity Librarian, in consultation with the
Librarians' Committee, shall determine the normatkhoad for each librarian employee.

The University Librarian shall ensure thatmrbers have sufficient time during normal
working hours to fulfil the contributions outlingal [V.1.2.iv.

When the Library suffers the sudden, unetgebtoss of a member, the Provost and Vice
President Academic may authorize full or partiglaeement paying particular attention to
the provision of library service.

Insofar as resources become available, ensrsonable effort shall be made to increase the
librarians' complement as this becomes necessamgar to respond to increasing demands
on existing library services and resources.

Voluntary Retraining

The parties pledge themselves to cooperabginging about ways to facilitate the academic
or professional retraining of members where the b@mvoluntarily agree that such
re-training is acceptable to them and where suithingng appears for good reason to be
beneficial to the academic program or library ssgsiof the University.

Plans for retraining shall be arranged ansbtige member, the departmental or program
Chair, the Chair of the department or program tectvithe member would be reassigned
upon successful completion of the retraining, dred@ean, in consultation with the Provost
and Vice President Academic. In the case of liBramembers, plans for such retraining
shall be arranged between the member and the Witiwéibrarian.

Such retraining shall occur without lossarfik, salary, benefits, seniority or rights undhes t
Agreement, except that any adjustments in depatahenprogram or library sabbatical
plans occasioned by any prospective reassignmaiitt@hmade by the Joint Committee and
made known before a retraining plan is finally quted.

All costs reasonably involved in such pldmsacademic retraining shall be assumed by the
Board.

There shall be no penalty for failure to gicsuch a plan or for failure to succeed in it, if
such failure comes about despite every reasonéfolt en the member's part.

Technological Changes

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

When the Employer determines that new oatgreskills are required than are already
possessed by affected librarian members underésept methods of operation, such
members shall, at the reasonable expense of thel Bmagiven a reasonable period of time
to acquire skills necessitated by the new methazpefation. The Board in its sole

discretion shall determine what is reasonablenmseof expense and time. There shall be no
reduction in pay and benefits during the trainiegiqgd of any such member. It is recognized
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V.9

IvV.9.1

1vV.9.2

V.9.3

V.10

V.10.1

V.11

vV.12.1

V.12.2

that the librarian member may initiate this proaedu

Absence and Vacation - Faculty

It is understood that members will devote theirkirtg time to study, research, or other
professional activities whenever they are not eadag the teaching and administrative
duties and responsibilities required unBéd.1 (i) andlV.1.1 (iii) of this Agreement.

When members are required to be absent fhentuniversity in the pursuit of study,
research, or other professional activities duriagquls when they are required to perform
specific teaching and administrative duties asirequnderdV.1.1 (i) andlV.1.1 (iii), such
absence shall be arranged through advance consulteth the member's departmental or
program Chair and written notice to the Dean (cpthe Chair) of the arrangements made.
Where the absence is unexpected, as a resulhesdlor disability, and it is anticipated that
the absence might extend beyond three (3) workayg evhere teaching duties are
scheduled, members shall inform the Dean of thieipated duration of the absence.

Members shall also provide information teithdepartmental or program Chair about their
proposed summer schedules, and members shall tedier anticipated vacation period
which shall be in accordance with established pracshall not be less than two (2) weeks,
and shall fall between the day following Spring €ocation and the final week of August.
At the same time, members shall indicate where tla@ybe contacted during any prolonged
absence from the Peterborough area during the sumomghs.

The annual salary for faculty members inelsidtatutory vacation pay.

Absence and Vacation - Professional Libmasia

When professional librarian members are requindoketabsent from assigned duties due to
the pursuit of approved study, research or othefepsional activities, such absence shall be
arranged through advance consultation with the &émsity Librarian. Where the absence is
unexpected, as a result of illness or disabilitgymbers have an obligation to inform the
University Librarian, as soon as possible, of thicgpated duration of the absence.

The annual salary for professional librammaembers includes statutory vacation pay, and
vacation entitlements and arrangements for schegluications shall be as set out in
paragraph/.3.

Geographical Limitation for Librarian Memiser

No librarian member shall be required to providerethan occasional services outside
Peterborough except as may be specified in the reesrtter of appointment.

Professional Expenses

In establishing policies for the provision of resdmeactivity, including the reimbursement of
same, the use of per diems is permitted for estaddi research accounts.

Travel Between Work Locations

Where a member is required to travel between wacltions as part of their assigned duties,
their Dean shall sign an appropriately completedO2form indicating members are
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required to travel for work purposes. Requestaf62200 form submitted before March 1
shall be processed by the appropriate Dean’s Ofiickater than March 31

IV.12.3 Professional Expenses Fund

In addition to the provisions for research anceotitholarly activity established by other
University policy, the Board shall establish foclkeanember a Professional Expenses Fund
which may be used in support of required dutieseund 1.1(ii) or 1V.1.2(iv) (a) and/or (b)

of this Agreement. Claims for reimbursement, tbgetvith original evidence of
expenditures, shall be submitted to and procesgédebOffice of the Dean of Arts and
Science. Receipts will be retained in the Officedudit purposes. Any materials remaining
after use by the member for purposes of reseaiahtsihthe property of the University. One
thousand two hundred dollars ($1200) shall be taddin the first day of July of each year
to the Professional Expenses Fund of each menerach June 30, unspent portions will
be carried over to the next academic year, providatithe total on July 1 of any year will
not exceed the sum of professional expenses axibléebenefits made available from the
immediately-preceding three (3) years. Balancegeaing this amount on July 1 will have
the excess permanently removed therefrom. Sucbwednbalances shall be allocated to the
Dean's contingency fund. Professional Expenses Entiements shall be appropriately
pro-rated in the case of limited term appointmevitech have terms of less than one year or
duties and responsibilities that are less thanrtifiunlé.

IvV.12.3.1 Accounting and Claims

A full accounting of each member's Professiongldfises Fund shall be provided at least
twice during the academic year. Each member mbagngwp to three (3) claims against his
or her Professional Expenses Fund in each acadesaic

V.13 Leaves and Sabbaticals

IV.13.1 Definitions

(a) A leave is a period of absence by a memben fiaties provided iv.1, authorized
by the Board for a specified period of time andemzbnditions laid down by this
Agreement.

(b) A sabbatical leave is a paid leave for purpadaesearch and scholarly development,
granted in accordance with the provisions concereimtitlement and authorization as
defined in this Agreement.

() A research leave is equivalent to, and cathesame conditions, benefits and
obligations as a sabbatical leave, except as redsesvhere in this Agreement and
except that a research leave is based on bankesecaleases rather than EYS.

(d) An academic unpaid leave is a leave for puepad scholarly research or for teaching
and research, other than as providely/i@.1, during which benefits shall continue as
provided in this Agreement.

(e) A general unpaid leave is a leave grantegdoposes other than scholarly research
or teaching, during which benefits shall continageovided in this Agreement.
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V.13.2

IV.13.2.1

IV.13.2.2

IvV.13.2.2.1

IV.13.2.2.2

IvV.13.2.2.3

IV.13.2.2.4

IV.13.2.2.5

IV.13.2.2.6

IV.13.2.2.7

IV.13.2.2.8

V.13.2.2.9

IV.13.2.2.10

Sabbatical Leaves

Duration

A sabbatical leave shall be for a unit of six@g6}welve (12) months. For librarian members
only, a six (6) month leave may be divided into f@punits of three (3) months provided
that no librarians are thereby displaced, withbetrtconsent, from their place on the three-
year plan.

Accumulation of EYS

A member shall be accredited with oa#-{iL/2) Earned Year of Service (EYS) for each six
(6) months of service to the University, includiaugy period of sabbatical leave.

A member shall be accredited with oa#-{iL/2) EYS upon return to duties following an
approved Maternity Leave.

A member shall be accredited with oa#-{iL/2) EYS for each six (6) months of unpaid
academic leave up to a maximum of two (2) EYS for eontinuous period of such leaves.

A member shall be accredited with oa#-(1/2) EYS for each year of full-time service or
equivalent at another university (a) subsequetitdanost recent sabbatical or paid leave
from such an institution or (b) since initial appimnent if no sabbatical or paid leave has
been taken, prior to the member's service at TWantersity, up to a maximum of three (3)
EYS.

Notwithstanding the above, no membeth@ commencement of a probationary or tenured
appointment, shall be entitled to more than thB€={Y'S in recognition of service at Trent or
at another university.

Upon being granted a first sabbatieale while holding an appointment at Trent Uniugysi
a member initially accredited with two (2) or fewleYS at the commencement of their
probationary or tenured appointment, shall be alitre@ with one (1) additional EYS
towards that first leave. A member initially aatited with 2.5 or with three (3) EYS shall
be accredited with an additional one-half (1/2) Bg®ards that first leave.

The service of members with part-tippp@ntments shall earn EYS at the same rate as
others (sed¢V.13.2.2.7), according to the length of service, not prorateldwever, the
percentage of salary to be paid during sabbateald (seé¢v.13.2.7) shall be a percentage
of the full-time nominal salary prorated to the tpam of full-time service corresponding to
each period of EYS accreditation.

Upon being granted a sabbatical leavegember may elect to use any number of previously-
accredited EYS towards that leave, and the numiiel8 to be used shall be indicated by
the member prior to the commencement of the le&re, accredited EYS not so used shall
be banked and may be used for a subsequent sathlhedice.

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

Accumulated EYS credits shall notbe basis for any claim to compensation upon a
member's retirement, death, resignation, or a memleaving the University following
denial of tenure or dismissal for cause.

109



V.13.2.3 Eligibility

IvV.13.2.3.1 To be eligible for a six-month sabbatieave, a member shall have accumulated three (3)
EYS, in addition to any EYS granted undérl3.2.2.4 by the time the leave would
commence.

vV.13.2.3.2 To be eligible for a twelve-month satite leave or two (2) successive six-month salohéti

leaves, a member shall have accumulated six (6), Exfiding any EYS granted under
IV.13.2.2.4 by the time the leave would commence.

IV.13.2.4 Entitlement

A member shall be entitled to a sabbatical leakkemthe procedures und®t.13.2.5.1have
been carried out, including written authorizatioonfi the Board to take such sabbatical

leave.

IV.13.2.5 Scheduling

IV.13.2.5.1(a)_Departmental/Program/Library Plans

(i)

(ii)

(iii)

(iv)

(v)

After review by the Department/Program/Librdtersonnel Committee, and approval
by the Departmental/Program/ Librarians' Commitéedepartmental/program/library
plan for sabbaticals shall be submitted to the eahCOAP by November 15 of
each year.

The departmental/program/library sabbatidalhpshall cover the three (3) year period
subsequent to those years for which sabbaticals alagady been approved, and shall
list for each year which members of the departnpeogram/library shall be

scheduled to take sabbatical leave.

The departmental/program/library sabbatieglve plan shall reflect as closely as
possible the requests for leaves for members, geovihat due regard is paid to the
needs of the department/program/library. Unleesetls a contrary advantage for the
academic/professional development of members, ictinfj requests shall be
resolved by the department/program/library in favafthe member having the
greater number of EYS and/or the greater periatd elapsed since the last
sabbatical leave.

The Dean shall review departmental/prograne¢h(3) year plans in COAP, and the
Dean may require departments/programs to revide glans on the grounds of
departmental/program needs or, where members @ss-appointed to other
departments or programs, on the grounds of thesnefetthose other departments or
programs. The University Librarian shall reviewe fibrary's three (3) year sabbatical
plan and may require revisions to the plan on tohemngds of library needs. The three
(3) year plan shall then be forwarded to the Deah@OAP.

Following any such revision to departmentalgram/library plans in any given year,
and subject to sub-paragraph13.2.5.1c), no member shall be displaced by their
department/program or by the Dean, or in the césbrarian members, by the
University Librarian without their consent from thplace on the three (3) year
departmental/ program/library plan.
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IV.13.2.5.1(b) Application for Sabbatical Leave

Applications for sabbatical leave are to be madéhe form issued by the Office of the
Faculty of Arts and Science. They shall in thetfinstance be submitted, for information
only and not for assessment, to the DepartmentafBm/Library Personnel Committee.
This procedure is intended solely to assist memibetse preparation and formulation of
applications for sabbatical leave. Chairs shgth ¢hat they have reviewed, for information
only, sabbatical applications of members in thepattment(s)/ program(s).

Applications for sabbatical leave shall be madenaynbers in accordance with
departmental/program/library three (3) year plamg| shall be forwarded to the Dean by
October 15 prior to a July 1 sabbatical start datey February 15 prior to a January 1
sabbatical start date.

IV.13.2.5.1(c)_Decanal Review and Recommendation

The Dean shall assess applications for sabbddi@ed, and shall consider the statement of
the member's plans for the proposed sabbaticatleAfter consultation with COAP, the
Dean shall forward recommendations to the Presigeavided that such recommended
leaves are scheduled in departmental/program phahdarch 15 in the same year.

If the Dean is not satisfied with such an appiarator if it is determined that the member
has failed adequately to report sabbatical aatiwiind accomplishments, in accordance with
IV.13.2.8 the Dean may deny a sabbatical leave applicatiosuch cases the following

shall prevail:

0] The Dean shall submit the case for denial @AP.
(i) The Dean shall inform the member of theidéand the reasons.

(i)  COAP shall invite the member to respond withwo (2) weeks to the case made by
the Dean under (i). The response must be in wgrdimd must contain whatever
supporting evidence the member deems pertinent.

(iv)  After considering the member's response, E&Aall advise the Dean and the
member either that the denial should be uphelthatrthe leave should not be
denied.

(V) Where COAP and the Dean remain unwilling ttoramend to the President that a
sabbatical leave be authorized by the Board, thalvee shall continue to have the
right to apply for sabbatical leave in subsequesiry, subject to
departmental/program leave plans.

(vi) A member denied a sabbatical leave shaltinoe to be accredited with EYS in
accordance withyv.13.2.2

IV.13.2.5.1(d)_Replacements

There shall be no guarantee that members on sedldaave in accordance with
departmental/program plans will be replaced origlrtreplaced.

IV.13.2.5.2 Special Authorization
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IV.13.2.6

IV.13.2.7

IvV.13.2.7.1

IV.13.2.7.2

IV.13.2.7.3

The Dean may, after consulting the departmentfaragibrary and COAP, and upon timely
application by a member, recommend to the Pressjeetial authorization for a sabbatical
leave when the member is unexpectedly offered aswal opportunity to further personal
academic/professional development at a time nadided in a
departmental/program/library plan. The Dean stradlure that departmental/
program/library needs are not harmed by such saaihorizations, and the possibility of
such harm shall be grounds for rejecting such atiggtion. If the Dean decides against a
request for such special authorization, reason$isharovided in writing to the member.

Discretionary Replacements

The Provost and Vice President Academic, on thvecadf the Dean, shall have
discretionary power to authorize a limited numbieiuth or partial replacements for teaching
members on sabbatical leave. The Provost andRfiesident Academic, on the advice of
the University Librarian, shall have discretiongower to authorize a limited number of full
or partial replacements for librarian members dsbatical leave bearing in mind the needs
of the library. Replacements for teaching membéogated by the Provost and Vice
President Academic shall be on the basis of degautishor program need, paying particular
attention to the needs of small departments angranas, and to the provision of the more
frequent leaves accruing to departmental/prograeetfB) year plans. Such replacements

shall be allocated as well so as to give effesitecial authorizations for sabbatical leave
when required.

Salary and Benefits

A member granted a six-month sabbatézate shall receive the percentage of salary, as
determined by the provisions of this Agreementosetin the schedule below:

Number of EYS Percentage of salary during leave
3 60
3-1/2 80
4 90
4-1/2 100

A member granted a twelve-month salobhteave shall receive the percentage of salary, a
determined by the provisions of this Agreementosgtin the following schedule:

Number of EYS Percentage of salary during leave
6 60
6-1/2 70
7 80
7-1/2 85
8 90
8-1/2 95
9 100

The Board shall provide to the membesabbatical leave pension, life insurance, medical
dental, and other usual benefits. If the membalewdn sabbatical leave is on a salary of
less than 100% of non-leave salary, the Board glagllits contributions to the member's
benefits as though the member were receiving navelsalary, and in addition the Board
shall pay that portion of the member's contribwicequired by the difference between the
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member's actual salary while on sabbatical leadenan-leave salary. Non-leave salary is
defined as the salary that would have been paié ther member not on sabbatical leave.

IV.13.2.7.3.1 Sabbatical Leave Support

IV.13.2.8

IV.13.2.9

V.13.3

IV.13.3.1

IV.13.3.1.1

IV.13.3.1.2

IV.13.3.1.3

IV.13.3.1.4

IV.13.3.1.5

In order to provide support for sabbaticants wéroain in Peterborough during their leave,
the University will endeavour to provide office/lalork space, as available.

Report on Leave

A member returning from sabbatical leave shalhsitila report, of no more than two (2)
pages, explaining academic activities and accoimpisats in relation to the proposed leave
as required inV.13.2.5.1(b). This report shall be submitted to the Deamversity

Librarian within 90 days of the completion of tlealte. COAP shall review the reports. A
summary of these reports, prepared by the Offidd®Provost and Vice President
Academic, shall be provided to Senate for infororati

Alternative Remunerated Employment

While on sabbatical leave, a member may acceptdsna research grants from
fund-granting agencies, but may not normally deviogetime released from teaching duties
underlV.1.1 (i) to remunerated employment. If alternative &gment is part of the
member's proposed use of sabbatical leave, this Imugported to the Dean, who may
suggest or require a reduction in the number of EM&h may be applied to the sabbatical
leave.

Unpaid Leaves

Procedures

Applications for unpaid leave shallrhade at a time sufficient to ensure that a suitable
replacement can be secured. Such applicationkrsitdle unreasonably denied.

Applications for unpaid leave shall tain clear indication of the period for which lease
being sought, the type of unpaid leave soughttheagurpose of the proposed leave,
including whether or not employment elsewhere éspghrpose of the unpaid leave.

Applications shall be judged with degard to the academic/professional development of
the member applying for the leave, the needs oflépartment/program/library and equity
considerations, with respect to other memberghdrcase of general unpaid leave, the
personal preferences of members shall be givemeight, as shall consideration of public
interest.

Applications for unpaid leave shallregiewed by the member's departmental/
program/library personnel committee and Departméhiagram/Librarians’ Committee and
shall be transmitted promptly to the Dean by theadnental or program Chair, or in the
case of librarians, to the University Librariangéther with the recommendations of these
bodies.

Where the purpose of an unpaid leave take employment elsewhere, and where such a
leave would have a negative impact on academiapigrwithin the member’s Department/
Program, the Employer may require, as a conditiapproval of the leave, a date no more
than five (5) months prior to the end of the appebleave by which the member must
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IV.13.3.1.6

IV.13.3.1.7

IV.13.3.2

IV.13.3.2.1

IV.13.3.2.2

IV.13.3.3

IV.13.3.4

IV.13.3.4.1

IV.13.3.4.2

IV.13.3.4.3

confirm his/her intent to return to employment a¢ft. The Employer may further stipulate
that failure to confirm intent to return to emplognt at Trent by that date constitutes an
irrevocable notice of resignation, effective on tingt working day following the term of the
approved leave.

The member shall be notified of the Deantended recommendation concerning the
application for unpaid leave, with reasons in wigtif the recommendation is to deny the
application, and the member shall have ten (103 dayespond to the Dean's statement and
to request reconsideration.

The Dean shall make a recommendationripaid leave, including the specifications of the
type of unpaid leave, to the President, and thedshall not unreasonably prolong the
communication of a decision on such a recommenulatio

Terms of Unpaid Leaves

A member:
(a) shall not be granted unpaid leave of more than(2) consecutive years; and,

(b) shall not be granted more than three (3) yeassibbatical leave, unpaid leave or full
research leave in any seven-year period endingthélyear in which a leave applied
for would be completed.

Where warranted by very special, unetgrkand unusual circumstances, the maxima
specified inlV.13.3.2.1a) and (b) above may be increased by no moredhar{1)

additional year. Requests for such an increadélshaubject to the procedures set out in
IV.13.3.1and must have the support of the member's DepattRfregram Committee and

the additional leave shall, in every case wheratgd be regarded as a general unpaid leave.

Replacements for Unpaid Leaves

Members granted unpaid leave shall be replacgamially replaced. Such replacements
shall be available to departments/programs orikinarly to meet the academic/library needs
created by the unpaid leave.

Benefits and Entitlements

The Board shall provide for a periodupfto two (2) consecutive years to a member on
unpaid leave pension, life insurance, medical, aleand other usual benefits. For the first
year of leave, the Board shall pay both its coatrdns and the member's contributions, as
though the member were receiving non-leave sakdefined undelv.13.2.7.3 For the
second, and any future years of leave, the Boalll gay its contributions and the member
shall pay their contributions, as though the memizExe receiving non-leave salary as
defined under 1V.13.2.7.3. In the case of unpaayés which entail alternative employment,
and such employment includes benefits, member$ at@ime the compensation and
benefits of the alternate Employer.

A member, upon returning from acadeuompaid leave, shall be placed at the salary step
equivalent to the step that would have been atiavithout the leave.

A member on general unpaid leave siatlbe accredited with career development
increments or EYS for the period of such leave.
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IV.13.3.4.4

V.13.4

IV.13.5

V.13.6

IV.13.6.1

IV.13.6.1.1

IV.13.6.1.2

IV.13.6.1.3

IV.13.6.1.4

Where a member has been approvedgecand year of unpaid leave or where an increase
in leave has been authorized in accordance Witt3.3.2.2 the Dean, at the member’s
request, may approvke awarding of full or partial benefit entitlemsiibr the extended
leave period.

Leaves for Probationary Appointees

Under special circumstances, and upon the appodthe Departmental/Program/

Librarians' Committee, the Departmental/Prograntéiip Personnel Committee, and the
Departmental/Program Chair/University Librarian,miers on probationary appointments
may seek authorization for a maximum of one (1y yéaabbatical leave, unpaid leave or
full research leave, but such period of leave mosbe taken during a year in which they are
to be considered for tenure/permanency.

Limited Term Appointees

Members on limited term appointments shall notligible for either sabbatical leave or
unpaid leave.

Other Leaves

Political Leaves

Trent University is committed to thenmiple that members of an academic community
should be free to enter public life and to engagealitical activity.

Members shall be entitled to polititzdve for a maximum period of six (6) years in tas
provided in ArticlelV.13.6.1.5 In exceptional circumstances, following initgabhnting of a
leave, requests to exceed this six-year maximurhlshaeferred to the Joint Committee,
whose decision shall be final.

A member who intends to seek politmffice normally shall provide notice of such int¢n
the Dean/University Librarian at least three (3)nths in advance of the expected
commencement date of the leave.

Campaign Period

A member shall be entitled to a leave of abserma faicademic duties and responsibilities
with pay as follows:

0] for election to the Parliament of Canada othie Parliament of Ontario: one (1)
month; and,

(i)  for election to a major civic position in Cario: one (1) week.

In addition, a member shall be entitled to a leaivabsence from academic duties and
responsibilities without pay for a period of ong fdonth, normally, for election to
Parliaments of provinces of Canada other than @ntand for a period of one (1) week,
normally, for election to a major civic position@uebec.

It is expected that for the period of the leavalodence the member and the Department or
Program Chair/University Librarian will agree teagange the teaching, administrative or
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IV.13.6.1.5

IV.13.6.1.6

IV.13.6.1.7

IV.13.6.1.8

IV.13.6.2

IV.13.6.3

other duties to their mutual satisfaction. In tlase of faculty members, the Dean shall be
advised of these arrangements.

Election

In cases where a member is elected to the putiices referenced ifiv.13.6.1.4,above, a
political leave of absence shall be granted asvidl

0] Parliament of Canada or Provincial Parliamenéave of absence without pay for
a period not, normally, to exceed a total of sixy@ars; and,

(i) Major paid Civic Post in Ontario or Quebea:pro rata reduction in salary and
duties not to exceed 25%. The member shall mahttive Dean/University
Librarian within five (5) days of being elected,rtake appropriate arrangements
for teaching and other duties. The University stahtribute to the University
benefit plans on the basis of the actual salarg fmathe member during the period
of the leave.

The member normally shall advise tham®&niversity Librarian, at least six (6) months
prior to the expiry of the political leave, of los her intention to return to normal teaching
and other duties. A member who intends to remmaglected office after the maximum
period specified inV.13.6.1.2shall submit his or her resignation to the Deamnveksity
Librarian. If a member continues to serve in edqiublic office after the maximum period
specified undelV.13.6.1.2 he/she shall be deemed to have resigned froftdthersity.

A member elected to a major Civic RogDntario or Quebec shall be granted career
development increments and EYS credits, as appdicabproportion to the percentage of
salary paid by the University while in such a posit

A member on unpaid political leave $hak be eligible for a Professional Expenses Famd
set out in ArticleV.12.

Eligibility for Pregnancy, Maternity ariRhrental Leave Sub-Plan(s)

In the light of the ongoing professional respoitisiess of members, the Board agrees to
provide the following sub-plans. To be eligible fbe maternity and/or parental leave sub-
plans, a faculty member/professional librarian nmset eligibility requirements for
Employment Insurance (E.l), and be planning torreta work no later than fifty-two (52)
weeks from the commencement of maternity/paremtphid leaves. A member must have
been employed at Trent University for one (1) yaasrder to file for leaves under the
following sub-plans. A member is required to applyvriting at least four (4) weeks prior to
the start of the leave, and to provide a certiidabm a legally-qualified medical practitioner
stating the due date. If the member wishes toghdme date of return to work, written
notice must be given at least four (4) weeks betfioeeexpected return to work date.

Maternity Leave Sub-Plan

0] First two (2) weeks - 95% of member's nornadhsy/wages will be paid by the
University upon receipt of Employment Insuranceegtance, if the waiting period is
not yet served,;

(i) Next fifteen (15) weeks - the University walipplement Employment Insurance
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benefits to 95% of normal salary/wages.

In cases of a pregnancy and maternity leaveethehing component of the member's
duties will be replaced, in accordance with curgaictice, by either full-time or
part-time faculty. For Professional Librarian meard) the assigned duties
component will be similarly replaced.

IV.13.6.4 Parental/Adoption Leave

IV.13.6.4.1 Parental leave is available to bottepts. The definition of parent may include a perso
with whom a child is placed for adoption or a parsdo is in a relationship of some
permanence with the parent of a child and who ofgdn treat the child as his or her own.

If an employee is eligible for maternity leave andrticle1V.13.6.3 they may also extend
the sub-plan for an additional ten (10) weeks parantal leave providing the parental leave
is taken immediately following the maternity leave.

Parental/adoption leave benefits for staff najible under ArticldV.13.6.3shall be subject
to the following conditions:

0] first two (2) weeks - 95% of member's normalesy/wages will be paid by the
University upon receipt of Employment Insuranceegtance, if the waiting period is
not yet served,;

(i) next ten (10) weeks - the University will aipment Employment Insurance benefits
to 95% of normal salary/wages;

(i) next twenty-five (25) weeks will be consiael as unpaid leave from the University.

IV.13.6.4.2 The member's and the Board's contidimstio the pension and benefits plans during the
maternity and parental/adoption leave shall beherbisis of 100% of salary. During this
period of leave, the employee will continue to pagmiums on the portion of salary paid by
Trent. The remainder of the cost of the contritmsiwill be covered by the Board. For the
purpose of sabbatical credits, any period of méieamd parental/adoption leave shall be
considered as a period of service with the Univgrsi

V.13.6.4.3 When a member return to work followmg@arental leave, compensation shall be the same as
if the member had not been on leave.

IV.13.6.4.4 A probationary member on maternity argmtal/adoption leave shall, upon written request
to the Dean or University Librarian at the timehad/her return to duties after the leave, have
his/her maximum probationary period increased lg/ (@) year. In the case of two (2) or
more such leaves during his/her probationary petlmelmaximum probationary period for
the member may be increased by a maximum of twgdajs.

IV.13.6.4.5 If an employee decides not to returivtok, the employee agrees to repay the Board, the
University's portion of the sub-plan.

IV.13.6.5 Sick Leave

In cases where members are absent due to ilimesgiy and prevented from performing
their duties, they shall be entitled to full saland all other benefits for a period of six (6)
months from the commencement of the absence. skesoahere members are prevented
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from performing some of their duties, due to illmes injury, they shall be entitled to full
salary and all other benefits for a cumulative @atof six (6) months from the date of the
first such limitation on the performance of dutiappropriately pro-rated to provide for up to
twelve (12) months of full salary and all other bgts.

In the event of recurring illness, the entitlemisrd single period of six (6) months of
benefits if the disability is due to the same dated cause.

If the member qualifies for benefits under the gdrerm Disability Plan, the specified
benefit (seeXll.4.1(h)) will become payable after the expiry of the rappiate sick leave
period.

In the event of frequent absences the Board bkathtitled to request proof, in a form
satisfactory to the Board, indicating the membemiable to fulfill duties. In an absence of
more than two (2) weeks, a medical certificate dlrequired by the Board, in order that
coverage under the Long Term Disability Plan camigted. For cases outside Canada the
Employer may, for either of the above situatiomg] at its expense, require a second opinion
from a mutually acceptable practitioner retainedh®/Employer, and the member shall
cooperate with the reasonable requests of sucacitner.

Members shall notify their departmental or progi@hair or University Librarian as soon as
possible of their absence and its estimated duratio

IV.13.6.6 Court Leave

IV.13.6.6.1 Members who are summoned to be witrsegsgurors by a court or any body with the power
of subpoena, shall, if their attendance requiremtto be absent from their scheduled
responsibilities, notify the Dean (or Universitybkarian) (copy to their Chair) of the
summons as soon as possible. Upon request, mestta@rsupply the Dean (or University
Librarian) with a copy of the summons.

IV.13.6.6.2 Members who have complied with the fmieg shall be granted leave of absence with full
salary and benefits during the period of servicth&court or summoning body.

IV.13.7 Reconsideration of Leave Denial

When the Dean recommends against a request far lyaa faculty member under any of
the provisions ofV.13, or recommends against a request for leave dyrarian under the
provisions oflV.13.1, IV.13.2 or [V.13.3, the member may request that the President
reconsider such recommendation. When the Uniyelt#irarian recommends against a
request by a librarian for leave under the prowisioflV.13.6, the member may request that
the President reconsider such recommendations.

V.14 Outside Professional Activities

vV.14.1 The nature of the professional competericaany members affords opportunities for the
exercise of that competence outside the membegdareuniversity duties, on both
remunerative and non-remunerative basis. Recagnthiat such professional activities can
bring benefits to and enhance the reputation ofMhigersity and the capacity of members,
the Board agrees that members have the right tagenip part-time professional activities,
paid or unpaid, including participation in learrstieties and professional associations,
provided that such outside professional activitiesiot interfere with the performance of the
member's duties or the responsibilities of theadmenic appointment as set outVhl of
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V.15

IV.15.1.

IV.15.1.1

IV.15.1.2.

IV.15.1.3.

IvV.15.1.4

V.15.2

IV.15.2.1

IV.15.2.2

IvV.15.2.2.1

this Agreement.

Annual Performance Review - Faculty

Introduction

An Annual Performance Review shall baducted for all members holding continuing
appointments, except for those on leave or in tieat year of service.

The purpose of this Annual PerformaRewiew is to:

(@) provide an annual assessment of performamate@tlows recognition of a
member’s achievements and identifies areas forldpneent in the member’s
teaching, research and/or service activities, psogiate to the member’s duties
and responsibilities as IW.1.1;

(b) provide for formative support and mentoring;

(c) provide a basis for salary increments linkedatisfactory performance.

For a member with a cross-appointmezfgrences throughout this Article to the Dean shall
mean the Dean of the division that houses the mesbeme unit, unless stated otherwise.

A member’s Annual Report and Review ofnial Performance along with any written
communication or response generated under thideasthall be retained in a member’s
Personnel File.

Annual Reports

Annual Report Submission Guidelines

Every member shall submit an electronic copy ofif@isannual report to the appropriate
Dean'’s Office, with a copy to their Department Ghby 4 pm on the first Friday of
October. The Dean may proceed with the AnnualdPerdnce Review on the basis of
material submitted by the due date.

The Annual Report

The Annual Report, shall be complatach standardized form agreed to by the parties and
supplied by the University. The form shall inclutie following information, insofar as it is
relevant to the member’s appointment:
(a) a paragraph providing a summary of the member’s sigaificant professional and
academic accomplishments over the year;
(b) teaching responsibilities including courses tawgit supervised;
(c) books and papers published;
(d) conference papers, presentations, exhibitionsngive
(e) scholarly and creative work completed or in progres
() research grants and contracts awarded, name dfrgydoody, research title, amount
awarded and the date of the award;
(g) graduate degrees obtained or graduate studiesgngss and expected date of
completion, University, and title of thesis;
(h) awards and other honours received,
(i) Department/School, Board, Association and othewrénsity activities;
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IV.15.2.2.2

IV.15.2.2.3

IV.15.3

IV.15.3.1

IV.15.3.2

IV.15.3.3

IV.15.3.4

IvV.15.4

IV.15.4.1

IV.15.5

IV.15.5.1

IV.15.5.2

()) contributions to member's profession;

(k) contributions to member's community;

() a statement of member's outside professional peacti

(m)an account of the satisfaction of conditions of@jtionary appointment as were
specified in his/her letter of appointment (e.gnptetion of terminal degree);

(n) any other information that the faculty member deestesvant.

The University considers the inforioatoutlined inlV.15.2.2.1(b), (c), (d) and (e) as
public information. As such, the University, & discretion, has the right to publish this
information in an appropriate manner. Where woretarr(e) is in progress, it will be made
public only with the prior consent of the member.

The Annual Report shall cover the paiad September 1 through August 30 as well as any
periods not previously reported on.

Review of Annual Performance

In reviewing the member’s Annual Perfornoe, the Dean shall take into account the
following for the year in review:

(a) the member’s Annual Report;

(b) the duties assigned to the member;

(c) the member’s workload,;

(d) student teaching surveys;

(e) any mitigating factors affecting the member’s anmpgaformance.

The Dean shall apply review criteria imanner that is fair, equitable, and reasonable.

The Dean’s review of a member’s perfonceshall result in one of the following findings:
(a) satisfactory performance;

(b) generally satisfactory with some areas tbgtire development;

(c) unsatisfactory performance.

The Annual Performance Review shallrbwiiting. In cases where the Annual Performance
review results in a finding of (b) or (c) aboveg thean shall provide a substantive
explanation of the findings.

Communication of Review to Member

Once the Annual Performance Review haslm®mpleted, the Dean shall send a copy to the
member electronically and via printed copy in thieinal university mail, no later than the
second Friday in November.

Meeting to Discuss Annual Performance Reavie

After the Dean has provided the membéhan Annual Performance Review, either the
Dean or the member may request a meeting to diskassview. The member may also
provide a written response to their review to kel in their personnel file.

After a finding undelv.15.3.3(b) generally satisfactory with some areas thaiire
development, and where the Dean is concerned abmgimber's performance of required
duties and responsibilities, the Dean shall me#t thie member to discuss their
performance and to develop a plan, the goal of wiido assist the member in achieving a
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IV.15.5.3

IV.15.5.4

IV.15.5.5

V.16

V.16 1

V.16 1.1

V.16 1.2

satisfactory annual performance review the follaywear. The meeting shall occur no later
than the fourth Friday in November. The purposthisf meeting is as statedIv.15.5.4a)
through]V.15.5.4f). The Association shall send a representati@itomeeting.

After a finding undelv.15.3.30of (c) unsatisfactory performance, and where tharDis
concerned about a member's performance of reqdutels and responsibilities to the extent
that there may be a serious deficiency which ctedd to the denial of a CDI, the Dean
shall meet with the member. The meeting shall oocuater than the fourth Friday in
November. The purpose of this meeting is as statéd 15.5.4a) throughlV.15.5.4f). The
Association shall send a representative to theingedf in the subsequent year, the
member’s performance is once again deemed unsatisfavith serious deficiency the
meeting between the Dean and the member shall &tatesl inV.15.5.4 and in addition

shall include a reassessment of the plan developie previous year.

The purpose of the meeting describey/ih5.5.2 andlV.15.5.3is:

() to discuss the member's achievements andrperfce of his or her duties and
responsibilities;

(b) to discuss the development of the memberthieg, research and/or service, as
appropriate to the member's duties and respoitigsjl

(c) to discuss available support and mentoringniy or all of teaching, research or
service.

(d) to give the Dean an opportunity to hear subioiss of the member and, where
requested to, consider whether reassessment ianear

(e) to discuss the possibility of an alternatiV&ribution of duties consistent with the
understanding that all TUFA members shall havehiegg research, and service
among their responsibilities.

() to develop or reaffirm a plan to achieve Sfaittory annual performance reviews. The
Dean shall ensure that the member is offered stippdrreasonable resources to
implement this plan and overcome the specific corg&lentified in their Annual
Performance Review.

Within fourteen (14) days of the meetidgscribed inV.15.5.2 and]V.15.5.3 the Dean

shall provide the member with a summary of the mgehcluding details of any support
and mentoring to be provided to the member andaarangement reached regarding flexible
distribution of duties. In addition, if the membeguested reassessment asly@elr5.5.4(d),

the Dean shall communicate his/her decision reggrdiassessment.

Annual Performance Review - Librarians

Introduction

An Annual Performance Review shall baducted for all members holding continuing
appointments, except for those on leave or in it year of service.

The purpose of this Annual Performancei®e is to:

(a) provide an annual assessment of performamtaliows recognition of a member’s
achievements and identifies areas for developnmetiitet member’s performance of
professional librarian or archivist duties, reségcholarship and/or service activities,
as appropriate to the member’s duties and respititisgas inlV.1.2;

(b) provide for formative support and mentoring;
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IV.16.1.3

IvV.16.1.4

V.16.2

IV.16.2.1

V.16.2.2

1vV.16.2.2.1

1V.16.2.2.2

1vV.16.2.2.3

(c) provide a basis for salary increments linkeddtisfactory performance.

For a member with a cross-appointmeriéremces throughout this Article to the Dean shall
mean the Dean of the division that houses the mesbeme unit, unless stated otherwise.

A member’s Annual Report and Review ofnial Performance along with any written
communication or response generated under thideasthall be retained in a member’s
Personnel File.

Annual Reports

Annual Report Submission Guidelines

Every librarian or archivist shall submit an eledic copy of his/her annual report to the
University Librarian by 4 pm on the first Friday Ottober. The University Librarian may
proceed with the Annual Performance Review on tmsbof material submitted by the due
date.

The Annual Report

The Annual Report shall be completachstandardized form agreed to by the parties and
supplied by the University. The form shall inclutie following information, insofar as it is
relevant to the member’s appointment:
(a) a paragraph providing a summary of the memhbmeost significant professional and
academic accomplishments over the year;
(b) member’s professional librarian or archivigtids;
(c) books and papers published;
(d) conference papers, presentations, exhibitignen;
(e) scholarly and creative work completed orriogpess;
(H research grants and contracts awarded, n&mnting body, research title, amount
awarded and the date of the award;
(g) graduate degrees obtained or graduate studprsgress and expected date of
completion, University, and title of thesis;
(h) awards and other honours received;
(i) Library, Board, Association and other Univigrsactivities;
() contributions to the library/archival profess;
(k) contributions to member's community;
(I) a statement of member's outside professipreadtice;
(m) an account of the satisfaction of conditioha probationary appointment as were
specified in his/her letter of appointment;
(n) any other information that the librarian memntdeems relevant.

The University considers the inforroatoutlined inlV.16.2.2.1(b), (c), (d) and (e) as
public information. As such, the University, & discretion, has the right to publish this
information in an appropriate manner. Where worélare) is in progress, it will be made
public only with the prior consent of the member.

The Annual Report shall cover the peiad September 1 through August 30 as well as any
periods not previously reported on.
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IV.16.3 Review of Annual Performance

IV.16.3.1 In reviewing the member’s Annual Performoe, the University Librarian shall take into
account the following for the year in review:
(@) the member’'s Annual Report
(b) the duties assigned to the member;
(c) the member’'s workload;
(d) any mitigating factors affecting the membersual performance.

IV.16.3.2 The University Librarian shall apply rew criteria in a manner that is fair, equitabled an
reasonable.
IV.16.3.3 The University Librarian’s review of aamber’s performance shall result in one of the

following findings:
(a) satisfactory performance;
(b) generally satisfactory with some areas thatireqdevelopment;
(c) unsatisfactory performance.

IV.16.3.4 The Annual Performance Review shallrbwiiting. In cases where the Annual Performance

review results in a finding of (b) or (c) aboveg tniversity Librarian shall provide a
substantive explanation of the findings.

IV.16.4 Communication of Review to Member

V.16 4.1 Once the Annual Performance Review haslm®mpleted, the University Librarian shall
send a copy to the member electronically and virstgut copy in the internal university mail,
no later than the second Friday in November.

V.16 5 Meeting to Discuss Annual PerformaReview

V.16 5.1 After the University Librarian has proed the member with an Annual Performance
Review, either the University Librarian or the meammmay request a meeting to discuss the
review. The member may also provide a written raspdo their review to be placed in their
personnel file.

V.16 5.2 After a finding undelv.16.3.3(b) generally satisfactory with some areas thatire
development, and where the University Librariandecerned about a member's
performance of required duties and responsibilities University Librarian shall meet with
the member to discuss their performance and toldgweplan, the goal of which is to assist
the member in achieving a satisfactory annual perdnce review the following year. The
meeting shall occur no later than the fourth Frisafjdlovember. The purpose of this
meeting is as stated IW.16.5.4a) throughV.16.5.4f). The Association shall send a
representative to this meeting.

V.16 5.3 After a finding undelv.16.3.30of (c) unsatisfactory performance, and where thavérsity
Librarian is concerned about a member's performahcequired duties and responsibilities
to the extent that there may be a serious defigiariich could lead to the denial of a CDI,
the University Librarian shall meet with the membEre meeting shall occur no later than
the fourth Friday in November. The purpose of theeting is as stated IW.16.5.4a)
throughlV.16.5.4f). The Association shall send a representativhéameeting. If in the
subsequent year, the member’s performance is @yaie deemed unsatisfactory with
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V.16 5.4

V.16 5.5

V.17

vV.17.1

IvV.17.1.1

IvV.17.1.2

serious deficiency the meeting between the Unityetsbrarian and the member shall be as
stated inV.16.5.4 and in addition shall include a reassessmertieptan developed in the
previous yeatr.

The purpose of the meeting describey/ih6.5.2 andlV.16.5.3is:

() to discuss the member's achievements andrpehce of his or her duties and
responsibilities;

(b) to discuss the development of the member'spsibnal duties, research/scholarship
and/or service, as appropriate to the member'sslatid responsibilities;

(c) to discuss available support and mentoringniy or all of performance of professional
duties, research/scholarship or service.

(d) to give the University Librarian an opportynid hear submissions of the member and,
where requested to, consider whether reassesssn@atranted;

(e) to discuss the possibility of an alternatiV&ribution of duties consistent with the
understanding that all librarian members shallgrenfthe range of duties described in
V.1.2

(f) to develop or reaffirm a plan to achieve Sfaittory annual performance reviews. The
University Librarian shall ensure that the memisesffered support and reasonable
resources to implement this plan and overcomegpheifsc concerns identified in their
Annual Performance Review.

Within fourteen (14) days of the meetidgscribed inV.16.5.2 andlV.16.5.3 the
University Librarian shall provide the member witlsummary of the meeting including
details of any support and mentoring to be proviaetthe member and any arrangement
reached regarding flexible distribution of dutiksaddition, if the member requested
reassessment as perl6.5.4d), the University Librarian shall communicate/her
decision regarding reassessment.

Personnel Files

Every member has a right of access to anggnal information about the member that is in
the custody or under the control of the Employeregt where such information is subject to
solicitor-client privilege or privilege attaching iaterial obtained or prepared in
contemplation of or for use in litigation before@urt or judicial or quasi-judicial tribunal or
to communication in furtherance of settlement. rights and restrictions of this Article
IV.17 shall apply equally to all information banks thantain personal information.
Members shall be advised of the location of alhsméormation banks.

A member's personnel file shall be kepthie Office of the Faculty of Arts and Sciencethwi
a copy in the office of the Chair of the membegpaltment or program. The personnel file,
as well as any and all subsidiary or supplemerdapartmental or program personnel files,
shall be held so as to protect the privacy of tleentmer and shall be accessible (with the
exceptions and limitations statedlih17.1 andlV.17.4.1) only to the Provost and Vice
President Academic, the Dean, the Chair of the negidepartment or program, the
members of that department's or program's Pers@uraimittee, and the members of
COAP.

A member's salary and benefits records shall hataiaed in a separate file in the
Department of Human Resources.

The personnel file shall be the only fiked in decisions respecting any and all terms and
conditions of employment of a member, except wiogherwise required by provisions of
this Collective Agreement and subject to the exoegtinlV.17.1, above. The personnel
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IvV.17.2.1

IV.17.2.2

IvV.17.2.3

IvV.17.2.4

IV.17.2.5

V.17.3

IvV.17.4.1

file shall contain only material pertinent to the@oyment of the member. Information that
has not been accessible to the member from theiticaene into the custody or under the
control of the Employer shall be excluded from pleesonnel file and, subject ¥g.17.1,

from any other file used, as required above, ingi@as respecting terms and conditions of
employment, if the absence of the early accesslaealsonably be deemed to be prejudicial
to the member, and no personnel decision abounh#drmeber shall be made on the basis of or
with the aid of such excluded information.

A member shall have the right, upon aimum of two (2) days' written notice to the Dean
or University Librarian, and/or department/progr@imair, to examine his/her personnel file
during normal business hours. With the limitatisteted inVv.17.1.1, 1V.17.6.1and
IV.17.6.2 there shall be complete access to the file. Mber's access to his/her file
maintained in the Department of Human Resourcd$shan the same basis as above.

Following such examination, and upon written resj@nd at his/her own expense and at
cost, a member shall be provided with a copy ohleispersonnel file or of any of its
contents.

A member is entitled to:

(a) request correction of personal informationtaored in the member's personnel file
where the member believes there is an error orsiams

(b) require that a statement of disagreementtaetstd to the information reflecting any
correction that was requested but not made.

Any material shall be added to the fipono the request of the member, provided that the
member declares the manner of solicitation, if afiyhe material.

A member may request, in writing to thean, that certain material in his/her personnel fil
be subject to confidential safeguards beyond tposeded for in this Agreement. The
denial of such a request shall not be the subjeztcomplaint or grievance.

Except at the request of a member, namamous material shall be kept in his/her personnel
file. Aggregated statistical information basedemaluations of teaching is considered to be
anonymous. Except at the request of a membemayanous matter shall be used in any
decision respecting the terms and conditions ofleynpent, including appointment, of any
member.

A member’s personnel file shall contain @o@y of the employee’s curriculum vitae as
follows: (a) a member shall submit an up-to-dateiculum vitae for inclusion in his/her
personnel file during their first year of employnahthe University; (b) a member shall
submit an updated curriculum vitae at least oneg\efive years thereafter; (c) in addition, a
member may submit an updated curriculum vitae ntiame they see fit; and (d) the Dean or
University Librarian may request an updated cutdcuvitae at any time if required for the
purposes of external reporting and such requestbrsiit be unreasonably denied. A
member shall provide their curriculum vitae in tben prescribed by the Dean or the
University Librarian. When an updated curriculuitag is added to the member’s personnel
file, any previous curriculum vitae that is in tiile shall be removed and destroyed.

None of the contents of any personneldil other employment-related files as referenned i
IV.17.1.2 shall be released or made available to any pevéitiout the express written
permission of the member concerned, except thaRtbsident may authorize certain officers
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IV.17.4.2

IV.17.5.1

IV.17.5.2

IV.17.6.1

IV.17.6.2

V.18

V.19

1V.19.1

1V.19.2

or agents of the University or of the Associatiorhive access to these files in the context of
grievance and dispute resolution, other officiahadstrative purposes, or for purposes
contemplated by the Collective Agreement. In scases, the authorized officers or agents
shall hold these files so as to protect the privaidye individual member, subject to the
purpose for which authorization is granted. Theniner and the Association shall be
informed in writing, at least five (5) days pri@r such access, with details of the material to
which access has been authorized. The memberxhgiVen the opportunity to add to

these files a written statement on the accura@deguacy of the material before it is
released.

The Provost and Vice President Acadedaan or University Librarian shall have access
without the member's consent to a member's disabtatus, held in the Department of
Human Resources, only if such information is nemgsfor assessing the member's capacity
to carry out his/her workload.

Letters of reference, assessment, anda&wan of performance of the member solicited for,
or used in, career development decisions relatinbe appointment, re-appointment, or
granting tenure to the member shall, three (3)s/&am the date of the granting of tenure,
be transferred to the Office of the President whieeg shall remain closed for a period of
ninety (90) years from the date of birth of the nhem Material retained undéi.7.11 shall

be subject tdV.17.5.1following the period described ifl.7.11.

When a member's appointment terminatelgiuany of the provisions of this Agreement,
that member's personnel files shall, three (3)s/&@am the date of termination, be
transferred to the Office of the President wheey tbhall remain closed for a period of
ninety (90) years from the date of birth of the nbem

Material less than three (3) years oldoltwas contained in any member's personnel file on
February 14, 1997, and which was solicited undemgolied or express promise of
confidentiality to the author shall be made avddab the member, upon request, with the
name of the author deleted. Older solicited malkeshall be destroyed unless the member
specifically requests otherwise in writing. Upartis a request, the material remains in the
file on the same basis as solicited material leas three (3) years old. Material which was
contained in any member's personnel file on Feridy 1997, and which was not solicited
shall be deemed not to be confidential and shathade available in full to the member.

All unsolicited and solicited materialopluced or requested on a date later than three (3)
months after February 14, 1997, shall be madeaaiin full to the member. Solicited
material is material solicited for decisions respgra member's terms and conditions of
employment, including letters of reference, assessnand evaluation of performance.

Religious Observances

Members shall be entitled to make reasonableaegements of their duties upon due notice
to permit them to observe the religious obligatiand practices of their faiths.

Scholarly Misconduct

The Policy on Scholarly Misconduct (refette as "the policy"), endorsed by Senate of
Trent University May 14, 2013, is attached heret@p@pendix Cand forms part of this
Collective Agreement.

Any statement made by a member named gilagation during mediation or settlement
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V.19.3

vV.19.4

V.19.5

1V.19.6

1V.19.7

1vV.19.8

V.20

discussion at any stage of procedure under theypaticluding any meetings held under
paragraph/.3 of the policy, shall be without prejudice and shat be referred to or relied
on in evidence at any later stage of the procesdimgler the policy, including arbitration, or
in proceedings outside the University.

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

A grievance arising out of the impositioinaodisciplinary penalty under the policy must be
filed by the Association in accordance with thediimes laid out inX.3. Such a grievance
may be referred directly to Step Three of the gmmee process as outlinedl3. These
time limits may be revised by mutual agreementefparties.

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

Public or official statements by officerktbe University concerning an allegation,
investigation and/or finding shall be consisterttmthe substance and/or stage of said
allegation, investigation and/or finding. Sucheaents, including statements concerning
disciplinary penalties imposed under the policylsbe made by the University only on a
"need-to-know" basis, including as required byftiing agencies. However, arbitration
reports issued in consequence of actions undgydhey constitute public documents.

Records of disciplinary penalties under ploécy which are confined to a warning,
reprimand or restitution shall be removed fromriember’'s personnel files after a period of
three (3) years during which no further recordsiofilar or more serious disciplinary action
have been added to the member's files. Reconsed serious disciplinary penalties under
the policy shall be removed from the member's persbfiles after a period of five (5) years
during which no further records of similar or m@exious disciplinary action have been
added to the member's files. Documents which@remmoved shall be maintained in a
separate file in the Office of the appropriate D&awiversity Librarian, with access on a
"need-to-know" basis and only in the context ofspanel/employment decisions involving
disciplinary action. Notice of access shall bevpted to the member and to the Association.

Nothing in this Article limits or restricthe University's rights pursuant to Artidl8.2 of the
Collective Agreement.

Implementation of Distance Education Courses

(a) Distance Education courses shall not be useabebizmployer to reduce or eliminate full-
time academic positions at the University.

(b) Courses previously approved by Senate regigicanal approval to be converted to
distance education format. Such a course convedsieas not normally require
Undergraduate Studies Committee approval. Allotiesv distance education courses must
follow the normal course approval process.

(c) Course limits and enrolment caps on Distarbacgtion courses shall be proposed at the
discretion of the department or program in whiah ¢burse is offered. Requests for
enrolment limits for Distance Education coursedldleamade using the University
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procedures set out for all courses.
(d) Distance Education courses shall be taughulhy qualified personnel.

(e) No Member shall be assigned to develop or liwatea Distance Education course
without the prior agreement of the Member.

() In the event that a Member is asked to develag or teach, for the first time, a Distance
Education course, the Member shall receive appaitgoprofessional development and
technical support assistance so that s/he is sgatfand comprehensively prepared to
teach in this environment.

(g) Where the employer has provided assistandeeictteation or development of the
distance education course, whether by way of fufatdjties and/or support or technical
personnel employed by the employer, beyond thathwvisi normally provided to members to
carry out the development of distance educatiomsas, it is permissible to depart from the
share of remunerations definedMh6.5. Any such departures must be agreed to by the
member(s) and the employer, in writing, prior te #ssistance being provided. The member
shall be advised of their right to consult with thesociation. A copy of all such
arrangements shall be provided to the Association.

(h) Members teaching Distance Education coursds avitolments of greater than fifty (50)
students may apply for additional teaching suppsmer the usual procedure\n4.

(i) The development and teaching of distance edutaburses shall be included in the
allocation of teaching and departmental/progranedut

(1) Members shall submit Distance Education coussdiabi they have created as evidence to
the appropriate evaluation committee concerned thiglgranting of tenure as péc7.7.8.

(k) Members may submit Distance Education courseenads that they have created as

evidence to the appropriate evaluation committeeemed with the granting of promotion
as peill.8.6.9.
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V.1

V.2

V.3

V.4

V.41l

V.4.2

V.4.3

V.4.4

V.4.5

V.5

CHAPTER V
PROFESSIONAL LIBRARIANS

Classification, Promotion Requirements and yabxales

Except where modified by this Agreement, the doenientitled "The Classification,
Promotion Requirements and Salary Scale of LibnatigAppendix Aof this Agreement,
shall remain in force during the life of the Agreamh

Hours of Work

Vacation

The normal hours of work for librarians with regufull-time appointments shall total thirty-
five (35) hours per week, which shall be schedoled fair and equitable basis to meet the
operating needs of the Library.

A Librarian member with less than ten (10) yeanwvise shall be entitled to twenty-two (22)
working days of vacation, without loss of pay, dgreach year of employment. After ten
(10) years of service this entitlement becomes tyvéine (25) working days. Where the
employment during the year is less than twelve (@@pths, or on a part-time basis, such
entitlements shall be pro-rated accordingly. Timé/ersity Librarian shall schedule
vacations in order to give the greatest possibfsicieration to the preferences of librarian
members, taking into account the functioning ofdgraic programs and the needs of
students.

Procedures Governing the Appointment of thevdrsity Librarian

The position of University Librarian, whencaant, shall be duly advertised in appropriate
Canadian publications, including the CAUT Bullesind_Feliciter, and electronic distribution
media relevant to librarians as established byJhigersity Librarian in consultation with
the Librarians' Committee, and these shall be placeas to allow sufficient time for
applications to receive due consideration.

The University Librarian shall be appointedtbe President on the advice of a Search
Committee which shall include at least two (2) memstwho are librarians.

All candidates invited by the Search Comnaiti@r interview shall also meet librarian
members.

The Search Committee shall consult with lilaia members prior to making its
recommendations to the President.

The position of University Librarian shalltiwe used for redeployment of faculty members
unless the procedures as outlined above havebéest carried to completion.

Academic Administrators

Where librarians are appointed to administratiffie® or as members of the Board of
Governors and are excluded by definition from theghining unit, they shall be deemed
eligible for consideration by the Library Person@eimmittee, COAP, and the University
Librarian for career development decisions, inalgdinerit awards, on the basis of their
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professional achievements over that period. Wharacademic administrator or librarian
member on the Board of Governors is awarded a menrd, such shall be in addition to the
number provided for iml.12.1.
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CHAPTER VI:
INTELLECTUAL PROPERTY AND COPYRIGHT

VI.1 Definitions

“Copyright” shall be read and understood as used in the darftéhe Copyright Act of
Canada and means the sole right to produce ordepeahe work or any substantial part
thereof in any material form whatsoever, to perfoomin the case of a lecture to deliver the
work or any substantial part thereof in publicjfdhe work is unpublished, to publish the
work or any substantial part thereof.

“Copyright Account” means a separate account opened at the Universiigeive royalties
in respect of copyright.

“Intellectual Property,” means any result of intellectual or artistic atgivegardless of
format, including:

(a) inventions, arts, processes, machines, manuést compositions of matter and
improvements;

(b) original literary, dramatic, artistic, and meegi works as well as sound recordings,
performer's performances and communication sigaradisworks including but not
limited to: publications, notes, books, texts,c@&s, monographs, glossaries,
bibliographies, cartographic materials, modulan@ss study guides, laboratory
manuals, correspondence course packages, interaextbooks, websites, course
work delivered on the Internet (including distaeckication materials), multimedia
instructional packages, syllabi, tests and workepsydectures, choreographic works,
unpublished scripts, films, filmstrips, chartsnsparencies, other visual aids, video
and audio tapes and cassettes, computer softwarguter programs and code of all
types, layouts, interfaces, applications and tadlgjatabases and database layouts
(but not data in databases unless the individeamhehts can be or are protected), live
video and audio broadcasts, programmed instrudtioagerials, drawings, paintings,
sculptures, photographs, works of visual art andim@including any software which
expresses the said notes, manuals, artifacts dsyy@nd productions (including
sound, video, film, hypertext multimedia);

(c) proprietary information, trade secrets, andvkinow;
(d) industrial designs, artistic designs;

(e) tangible research property including integratieclit topography, biotechnology
and genetic engineering products (including plativars and germ plasm);

(f) engineering drawings, engineering prototypes atfier property which can be
physically distributed,;

whether or not any such property is registeredte t be registered, or the subject of
applications for registration, and all other produaf research or discovery which are
protected by law, including by a statutory regimewhich may be licensable.

“IP Account” means a separate account opened at the Universigeive royalties in
respect of any intellectual property not subjeatdpyright as referred to iil.5.1 (b).
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VI.2

VI.3

V9.4

VI.5

VI.5.1

“Net Profit” as used iiVl.6.5 shall be defined as gross revenue generated ffoon |
copyright from third parties, less substantiatetiafypocket expenses incurred by the
member responsible for the development of the dpyaght.

Intellectual Property and Copyright Committee

The parties agree to establish a subcommitteeinf Committee to address intellectual
property and copyright issues. This subcommitted! le called the “Intellectual Property
and Copyright Committee,” and shall be composevof(2) members appointed by the
Employer and two members appointed by the Assotialihe Committee shall be co-
chaired jointly by one (1) representative of theséd@ation and one (1) representative of the
Board. The Committee shall meet at the call of vty (2) members to:

(a) conduct such business as is referred to it;

(b) consider proposals for modifications or changese intellectual property and copyright
Articles of this Collective Agreement;

(c) mediate any disputes arising out of this Aetiak pei1.8;

(d) receive from the Employer any communicatiortf@University's contract with an IP
development agency.

Subcontracting by Employer

The Employer agrees not to enter into any agreetoesubcontract the services of any
member without securing to the member whose sexn@oe subcontracted all the rights,
privileges and benefits accorded to members inAHisle VI., nor shall the Employer enter
into any agreement to create or participate inrsadium of universities or government
departments or private companies, for the purpokessearch or development or
commercial exploitation or the creation of intetlesd property without securing to the
members who may be seconded to or employed bysrdortia, departments, or private
companies all the rights, privileges and benefitoaded by this Articl&/I. If the Employer
makes an agreement contrary to this provision ailsltb secure the said rights, privileges
and benefits to said members, the agreement shtadipply to members unless there is a
special agreement in writing between the Employertae Association, upon the
recommendation of the Intellectual Property andyZight Committee (ArticleV/I.2, to
waive this provision in that case. Any member(spwises the Employer's facilities while
providing subcontracted services will provide recgal protection to the Employer.

Previous Arrangements

Members with existing protection to intellectuabperty and copyrights arrangements with
the Employer may opt for provisions in this Agreemiéthey so choose.

Protection of Intellectual Property not Sulijio Copyright

(@) The Employer waives, disclaims and abandons, aeyast in or claim to, any
invention, improvement, design or development ntada member without any use
of the Employer's funds, services, facilities, sapand/or technical personnel.
Demonstration of use of the Employer's servicdadilities by members lies with
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VI1.5.2

VI.5.3

VI.5.4

VI.5.5

the Employer. Members are required to give the leygs immediate notice of any
application made by them to legally protect intdilal property prior to filing such
an application.

(b)  Ownership of inventions, improvements, designsevetbpments shall vest in the
member(s) who developed it. The Employer will shequally any revenue
generated as a result of commercialization of amgntion, improvement in design
or development made by a member with the use, mlemr in part, of the
Employer's funds, services, facilities, support/antechnical personnel. The use of
normal academic facilities as defined in Artitle2 shall not be considered use of
the Employer's services or facilities. Demonstrabf use of the Employer's services
or facilities by members lies with the Employer.

(c) There will be a joint committee establishechégotiate issues related to the
disclosure of intellectual property, the resporigibs of the Employer and/or
members regarding demonstration of the use of thgl&yer's services or facilities
and the proportionality of shared revenues baseal swhedule of resources used and
accrued interest, within the life of the agreement.

(d) Disputes as to what constitutes normal acadéailities shall be referred to the
Intellectual Property and Copyright Committee fdjualication. No member shall
make any application to protect intellectual praopar respect of any such invention,
improvement, design or development except in acsuard with this Article.

(e) For the purpose of this Article, the paymedrgalaries to members shall not be
construed as use of the Employer's funds.

Subject to Article/1.3, Article VI1.5.1 shall not apply to any invention, improvement,iges
or development resulting from work financed by angror contract where the granting or
contracting body, as a condition of the grant ortiact, requires that any patent rights be
assigned to it.

The parties agree that members have no atimig to seek intellectual property protection for
the results of their work, nor to modify researclehhance commercialization potential. The
parties further agree that, except as herein peayichembers have the unqualified right to
publish their inventions, although such publicatioay be a bar to future application for
protection of intellectual property.

There shall be no obligation on the Emplaygeenter into any agreement with the member in
the development of intellectual property. Membgh® seek to exploit an innovative idea
have the option to use or not to use the servitdsedEmployer for the development and
exploitation of the idea. The Employer shall héwefirst option to carry out development

of the intellectual property towards commercializat In either case, the member shall sign
an agreement with the Employer which governs tijietsi of the parties in accordance with
this Article and sets out in detail the understagdetween them as to the intellectual
property and any subsequent costs and/or revenube case of protection of intellectual
property, the member shall, if the terms are sattsky to the member, sign an agreement to
take all steps or actions necessary for the purpbiemally involving any approved
intellectual property development agency (IPA) withom the Employer may have a
contract.

If the intellectual property development age (or agencies) with whom the Employer has
entered into agreement does (or do) not accephteation for development, protection
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VI.5.6

VI.5.7

VI1.5.8

VI.5.9

VI1.5.10

VI.5.11

V1.6

VI.6.1

and/or commercialization, the Employer may at ws aliscretion release the member from
any obligation to the Employer, thus permitting thember to proceed or not with
development on an independent basis.

The costs and expenses involved in obtairngtecting, maintaining, licensing and
commercializing any intellectual property refertedn VI.5.1(b) exploited through the
services of an IPA will be borne by the EmployExpenses incurred in respect of such
intellectual property not exploited through thevesgs of a IPA will be borne by the
member.

All royalties received in respect of anyatéctual property referred to in paragraghb.1

(b) will be deposited in an "IP Account”. Where thniversity incurs expenses with respect
to the efforts of an IPA, it may be immediatelymbursed from the appropriate IP Account.
Where members incur expenses in respect of inteddeproperty not exploited by the IPA,
they may also be immediately reimbursed from th@@priate IP Account. On April 30 of
each year, reimbursement of any outstanding expenserred in the preceding year will be
made from each IP Account. The amount remainirgpich IP Account will be distributed

in proportions agreed to by the member and the Byepl The Employer shall allocate its
share to the academic and/or research budgetayituse its share at its discretion to provide
such items as, but not exclusively restricted gujgment and library resources to foster and
maintain the academic and research environmentrggnim the University, and half of such
resources shall be designated to acquisition df semources in the department or program
with which the inventor is affiliated. If the ammiin any IP Account as of April 30 is not
sufficient to reimburse the outstanding expenseh@Employer or member as the case may
be, those expenses shall be reimbursed to thetgdssible and the amount of the
deficiency shall be deemed to be expenses incunrdga following year. These funds and
accounts shall be maintained in such a way as tgpba for inspection to the Association's
President or designate.

The member shall grant to the Employer nrohkesive, royalty-free, irrevocable, indivisible
and non-transferable right to use solely for thepleryer's internal use any intellectual
property, improvement, design or development reteto inVI.5.1 above. Such right shall
not include the right to transfer or exploit anpghuct or process.

The name and trademark of Trent Univerditglisnot be used in connection with any
intellectual property without agreement of the memdnd the Employer and shall be used
upon request of the University in connection witly antellectual property referred to in
VI.5.1 above.

Members must verify protection of the Emyoagainst liability in the use/application of
their independently created works.

Contributions in the development of intetlgal property shall at the request of the member
be included in listings of publications and schigl@apers, in any curriculum vitae, in grant
applications, and in reports prepared by the Engsloy

Copyrights
Copyright

(@) The parties agree that members hold the agigyin all their original literary,
dramatic, musical and artistic workagcluding those created in digital formats. The
Employer also agrees and undertakes to transtbetauthor and hereby transfers to
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VI1.6.2

VI1.6.3

VI1.6.4

VI.6.4.1

VI1.6.4.2

V1.6.4.3

VI.6.5

the author any copyright which the Employer mayehismvany original literary,
dramatic, musical or artistic work created by a rhemexcept as herein provided.

(b) Sub-paragraph (a) above does not apply tolmeesrwho are employed by the
Employer or an agent of the Employer to edit apalior magazine except with
respect to articles, reviews or literary piecedtemi by them.

Copyright in Instructional Materials

The Employer agrees that all rights in the copyrig lectures, laboratory manuals, and all
other teaching materials including, but not limitedmultimedia instructional materials and
distance education courses prepared by and dalilsyra member using facilities as defined
in Article 1V.2 shall vest in the member.

Theses

From the time when a graduate thesis proposabéeas finally approved by the Graduate
Studies Committee, it shall be retained by the 8tbbGraduate Studies for twelve (12)
months unless, by mutual agreement between the\gseof the thesis and the supervisee,
it is decided that it may then be released and slgggbin the Library. Otherwise, at the end
of the twelve (12) months the completed thesis belldeposited in the Library.

Copyright in Distance Education Courses

(a) The Member shall grant to the Emplayen-exclusive, royalty-free, irrevocable,
indivisible, and non-transferable licence to udelgdor the Employer's internal use,
distance education courses created by the Membeh I&ence shall not include the right to
transfer or exploit the distance education courseshole or in part. The distance education
course materials shall be used by the Employetysfdethe purpose of delivering the
course for which they were designed.

(b) Where Members have been employed by the Emptaytside the term of their limited
term appointments, solely for the purpose of cngatiistance education materials, the
ownership of the intellectual property rights tesk said course materials shall be held by
the Employer.

If a department/program proposes to odfeistance education course that has not been
offered during a period exceeding four (4) yeansl #tnhe Employer intends to assign the
course to another instructor under the provisidnél®.4.3 the Employer may request that
the member revise and update the course priot@iniy offered again. If the member
declines, the Employer reserves the right to haeealistance education materials revised and
updated by other qualified personnel. The Membel ste supplied with a copy of the

revised materials at his or her request. Suchimevie updating does not constitute a waiver
of the Member’s moral rights.

A member, as owner and copyright holdghe distance education course materials, retains
the right to teach his/her distance education easesh time it is offered. If a member
declines the request of the employer to teachdhese, or is unavailable (e.g, sabbatical or
other leave), the employer may assign another fipdhinstructor to teach the course and its
content that the employer has a licence to useriidg4.1.

Remunerated Use of Distance Education Nkter
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If a Member, as owner and copyright holder of tlsashce education materials, chooses to
make her/his distance education material availdslpurposes of remuneration, s/he shall
inform the Employer in writing of their decisioneNprofits accruing from the sale or
licencing of the distance education materials dhakhared equally between the Employer
and the Member.

VI1.6.6 Continued Ownership of Distance Educatioatdfials

The Member shall hold copyright in any distancecation materials developed during the
Member’s University employment. When a Member, Wwis created a distance education
course for delivery at the University, ceases tein@loyed by the University, the former
Member may continue to use for teaching, reseandhoéher purposes, all course content
and course materials, including both instituticssadl non-institutional course content and
course materials, created or taught by the Memibdevemployed by the University,
provided the name of the University is not usedannection with the course content or
courseware.

VI.6.7 Copyright and Improvements in Computer Programs

The regulations contained herein shall apply éalgomputer programs developed as part of
a member's duties in the course of University egmplnt.

V1.6.7.1 Ownership

(a) The members shall hold the copyright in amyguter programs developed during
the course of the member's University employmditthhe member ceases to be
employed by the University, the Employer shall htheuse, for internal purposes, of
such programs in perpetuity.

(b) The member shall grant to the Employer a nasiusive, royalty-free, irrevocable,
indivisible and non-transferable right to use sofer the Employer's internal use
any computer program referred toMh6.7.1(a) above. Such right shall not include
the right to transfer or exploit any product orgess. The Employer shall take
reasonable precautions to ensure that these comgrotggams are protected from
unauthorized access, mutilation, copying, or amesrdm

(c) Subject to Articlé/I.3, Article VI.6.7.1 (a) does not apply to any copyright resulting
from work financed by a grant or contract wheredhanting or contracting body, as
a condition of the grant or contract, requires Hrat copyrights be assigned to it.

VI.6.7.2 Academic Credit

Contributions in the development of computer paogs shall at the request of the member
be included in listings of publications and schigl@apers, in any curriculum vitae, in grant
applications, and in reports prepared by the Engsloy

VI.6.7.3 Commercialization

(a) The parties agree that members have no oioligad seek copyright protection for
the results of their work, nor to modify researclehhance commercial potential.
The parties further agree that, except as herewviged, members have the
unqualified right to publish their computer progsgralthough such publication may
be a bar to future commercialization of such proga
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(b)

(©)

(d)

(e)

(f)

(¢))

Members choosing to make their computer pragraommercially available shall
inform the Employer in writing of their decision.

The net profits accruing from the exploitatmithe computer program shall be
shared equally between the Employer and the member.

The fee or royalty to be charged shall beldistaed by agreement between the
member, with the assistance of the Associatioadtiested, and the Employer. If the
parties fail to reach agreement on such fee ongyashall be set by the Committee
on Intellectual Property and Copyright. A final gogf any agreement entered into
under this section shall be copied to the Joint @dtee on the Administration of the
Agreement.

The Employer shall not unreasonably restianexploitation of the computer
program. If, within two (2) months of the recegdta written request by a member,
the Employer has not commenced negotiations wehrtember for the exploitation
of the computer program, the Employer shall be d&kta have waived any and all
rights in the exploitation of the copyright of thaid computer program and shall
forego all fees, royalties, and other income. his event, the Employer's obligation
under paragrapll.6.7.3 (f) shall cease.

The cost and expenses involved in registenqmmgtecting, maintaining, licensing and
commercializing any copyright ("Copyright expengesdiall be borne by the
Employer in the event that University facilitiesneeised in the creation process.
The University shall be responsible for obtainiegistration of any copyright and
shall have carriage of any application for regtstrafor such copyright. All royalties
received in respect of any copyright will be depexin a Copyright Account.
Where the Employer incurs copyright expenses, i beimmediately reimbursed
from the appropriate Copyright Account. On Api@l 8ach year, the Employer shall
be reimbursed from the appropriate Copyright Ac¢danany outstanding copyright
expenses incurred in that year.

Fifty per cent (50%) of the amount remaininghe Copyright Account will be
distributed to the Employer and the remaining fgr cent (50%) will be distributed
to the member. If the amount in any Copyright Aatioas of April 30 is not
sufficient to reimburse the outstanding copyrigtpenses of the Employer, those
copyright expenses shall be reimbursed to the eptessible and the amount of the
deficiency shall be deemed to be copyright expemsesred in the following year.

VI.6.7.4 Multiple Copyright Holders

(@)

(b)

Where more than one (1) member is an autharcoimputer program, any reference
in this Article V1.6.7 to the ‘'member’ shall be deemed to mean all mesnhieo are
authors of the computer program, and the agreeorgrgrmission of the ‘'member’
shall be deemed to mean the unanimous agreempetrarssion of all such
members.

Members who are co-authors of computer prograinall agree among themselves as

to the interest of each in the ownership of the imen's share of the copyright, and
also as to division of the member's share of r@glfees, or other income.
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VI.7 Passing of Rights

On the death of a member or former member, amggighich the member had derived
under this ArticleVl or any agreement made in pursuance of this Anticlshall pass to the

member's estate.

V1.8 Complaints

For the purpose of this Collective Agreement,dbmplaint stage of a grievance pertaining
to intellectual property and copyright shall beere¢d to the Intellectual Property and
Copyright Committee. If the Committee is unabledsolve the dispute, the remaining
formal grievance and arbitration procedures pravife in Chapter [Xof this Collective

Agreement shall apply.
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VIl.1

VII.2

Vil.2.1

VIl.2.2

CHAPTER VII:
HEALTH AND SAFETY

Mutual Concern

The University and the Association agree that timeegtion of the health and safety of
members and other persons in the workplace is portiant matter of mutual concern and
that both the University and the members have respihties delineated in the
Occupational Health and Safety Act, R.S.0O 1990, @® amended from time to time
(hereinafter referred to as the “Act”), the WorkmeSafety and Insurance Act (WSIA), the
Trent University Health and Safety Policy and tbatiHealth and Safety Committee Terms
of Reference, and any other relevant legislatioregulations (e.g. Ontario Fire Safety
Regulations).

Responsibilities of the University

The University acknowledges its obligatiamsder the Ontario Occupational Health and
Safety Act and related legislation, and in paracuits responsibility to provide a workplace
where the health and safety of employees is predess they carry out their duties.

To that end:
a) The University shall comply with the provisiooisthe Act;

b) In keeping with the provisions of the Act, thailkrsity reserves the right to give
direction, including the establishment of such ek and procedures as may be considered
necessary for workplace health and safety. It isedjthat any new policies or revisions to
existing policies shall be made in accordance Wal8, with the exception of thérent
University Health and Safety Poligyhich shall only be amended as per Tieems of
Reference for the Structure and Function of thenTtniversity Multi-Workplace Joint
Health and Safety Committeeforce at the signing of this agreement.

¢) The University shall provide members with acdessformation relevant to their
workplace health and safety, through the Univensipsite. Such information shall include,
but not be limited to, health and safety polic@®grams and procedures, training and links
to applicable Federal, Provincial and Municipaliségtion.

d) The University recognizes and acknowledgesitité of members to be informed about
hazards in the workplace and to be provided withregriate training; and the right of
members to refuse unsafe work, consistent withAtdte

e) The University will take those measures whidtkeiems to be reasonable to maintain the
security of the buildings and grounds, while, & same time, maintaining reasonable access
for members who have a need for such access & tither than during regular working
hours.

f) The University shall maintain Emergency Respdas&ocols.

The University agrees to pay the cost ofélel and Level 2 certification for members on the
Multi-Workplace Joint Health and Safety Committee.
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VII.2.3

VII.3

VIIL.3.1

VII.3.2

VIIL.3.3.

VII.3.4

VII.3.5

Vil.4

Vil.4.1

VIl.4.2

The University will respond in writing, witn fifteen (15) days, to all recommendations from
the Multi-Workplace Joint Health and Safety ComeettThis response will include the
action to be taken and the time line for its impdeation, or reasons for not acting on the
recommendations.

Responsibilities of Members

Members shall work in compliance with theyisions of the Act and in compliance with the
regulations, policies, programs and proceduresifspgdy the University (se¥ll.2.1 (b)).
Members shall complete Employer-provided trainiegassary to meet the Employer’s and
member’s obligations under the Act. In additionmbers who satisfy the Act’s definition of
supervisor shall insist that all persons under thigpervision in the workplace shall follow

the applicable University Health & Safety regulagppolicies, programs and procedures and
shall notify the University of any non-compliance.

Members shall follow safe working practsc@ carrying out their responsibilities and shall
follow standards, rules, regulations, policies,goaons and procedures regarding the use of
personal protective equipment in the workplace. Pagies agree that the University shall
provide, and the members shall make use of, piegeetuipment, whenever such
equipment is required by the legislation, or thgutations pertaining to the legislation, for
the safe performance of the Member’s assigned rsdpiities of employment. No employee
shall be disciplined for refusal to perform workevlé the employee has acted in compliance
with the Ontario Occupational Health and Safety. Act

Members shall advise the appropriate Deé#myersity Librarian, or designate, of any
circumstance which comes to their attention thag place the health and safety of members
and/or other persons at risk in the workplace.

Members shall advise the Health and Saf&fycer of the introduction of any substance,
technology or process into a laboratory or workelager which they have authority where
such new substance, technology or process has khealth and safety risks.

For its part, the Association agrees torpote any education programs of information and
instruction initiated by the Employer and requilsdrelevant legislation that will promote
health and safety awareness and training among ersmbthe bargaining unit.

Multi-Workplace Joint Health and Safety Coriti®e

The University and the Association agre@éoticipate in the Multi-Workplace Joint Health
and Safety Committee in accord with the Committd&ems of Reference.

The Association shall appoint no fewer thew representatives to the Multi-Workplace
Joint Health and Safety Committee.
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CHAPTER VIII:
DISCIPLINE

VIIL.1 General

A member may ke disciplined only for just, reasonahlend suffident cause.
Such disciplinary action shall be faireasonablecommensurate ih the
saioumes d theviolations and based otthe principle of progressve
disapline. Both parties reognizethe objective d progressve discipline & being
corrective in ndure

VIII. 2 Non-dsdaplinary Situations

(&) A member may not be disciplined for violah of a ule, regulation or
instructon unless that ta, regulabn or instructon has been prongated and
communicated Yypthe appopriate auhority, and doesot violate ths Agreenent.

(b) Medical disability shall not ke cause for discipline. If a member isdisdplined
for an incident he/she daimsis a eault of medcal disability or ill ness, he/she
shall notify the wniversity. In such cass theuniversity may require membersto
provide a medicatertificate from a phystian o his/herchoice.

VIl .3 Disapline Separi from Academic Rerformarce Assessment

(a) Disciplinary processeslsll be distinct from acadenic assessngs sud as
those used in the pocesss d re-appointment, tenue, promotion and merit.

(b) The fact that a dsdplinary action hasbeen impmsed une Article VIILS camat, in itself,
bethe basis of the decision to deny a membappointmet) ternure, promotion ard
merit. The information, however, which resulted in giioe, may be considered only if
specifically relevant to the criteria for the reaoendation or decision being made. In
each recommendation and decision, where informaicommunicated that was the
grounds of disciplinary action, there will be arpksit accounting for the role that it
played in that recommendation or decision. Indage of denial of annual Career
Development Increment, the grounds for the deniihbbt the denial in itself may be a
factor in such assessments.

(c) Where allegions triggering a digplinary investigaion directy involvethe
integrity of the stolary record urder review, the acadamic assesment process
will be debyed until the competion d the invedigation.

VIll.4 Typesof Disciplinary Action

The orly disciplinary measures thahay be takn by the Employer againat
member and documentéetdthe member's Personnékfare as follows:

(@) written warning;

(b) written reprimand,;

(c) suspersion with pay;

(d) suspesion without pg; or

(e) dsmissal fo cause.

The measures (a) through (&pae arenormdly followedin sequerte; howeve, depeding
on theserbusness of thanfractionthe dsadplinary piocess nay commaence at ay point.
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ViilL4.1
VIII. 4 .2
VIll.4 .3
VIIl. 4.4
VIII. 4.5
VIS

VIILS.1

() Where the issue is academic performance amdses of assessment of
unsatisfactory performance with serious deficiem®nial of a Career
Development Increment.

Written Waning

A written warning &dl contain aclear satementof the reasons fo taking action and $all be
cleaty identfied as a thdplinay measue.

Written Repnnand

A written repimand shall state the nature of the offence shdl include a steemen of any
remedal acton the membeisrequredto take. It shall also remind the membeihat
subseaient miscondicts ofthe sane order may be grounds fasuspension or dismssal.

Where the member disagrees wh the sibstance of te warning or reprimand, he or shemay
fileareply which will be cotained in themember's pesonnéfil e.

In order to be deemed a lettérvaarning or regimand according to thierms of this article
the letter shall be so identified

Suspension (with or without pay)

Suspen®n is the act ofite Employer in reeving, for causesome or all of a member
duties and privileges without the member's consent.

Dismissa for Cause

Dismissal means the termination of appointmenhout e members consent
Dismissal shall be carried out in accordance witticke [X.4 Dismissal for Cause

Denial of Career Development Increment

No member shall be denied an annual career develoipimcrement provided for in
Schedule A of this Agreement, except in consequeheedisciplinary decision to deny it in
cases where a member whose performance has bewhufosatisfactory with serious
deficiency, in accordance with the provisions o$ #rticle.

Discipline Process

(a) Disdplinary action shall normally be initiated after coletion of a fair and thorough
processand shé not be based on angmous nformation The Employer beathe orus
of proving that any discplinary acton taken was fojud, reasonale and suficient
cause In the case of denial of career development merg,VI11.5.2, VIII.5.3 and
VII.5.4 shall be replaced witidlll.6 Discipline Process for Denial of Career
Development Increment.

(b) Disciplinary action agast a member can be taken only by the PresidehiedProvost
and Vice President Acadeoor deggnate

(c) A member may be scidined only in accordance thi the provsions of this article
(d) Disciplinary acton canot betaken by a member diie barganing unt.
(e) for members assigned duties beyond their reguiiges, such as through an appointment

as Chair of a department or program for a fixethtdailure to perform duties
specifically assigned by this agreement will notmally be considered subject to
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discipline, but may result in removal from the appment prior to the end of the term.

VIIIL5.2 (a) If the President or Provost and Viae$ldent Academic or desigeabelievesbased
upon a sufficient review of evidence, that thee gnounds for disciplinary action it will
notify in writing the member or members inved within thirty (30) days ofthe datethey
knew, or ought reasonably ttaveknown of the occurence The notifcaion shall provide
pertinent detas of the evidence dhe alleged cause for the disline. A copy of the letter
will be sent simultanagly to the Associatian

(b) If, in the course of the Employer’s investigatreview of the evidence, the Employer
requests an interview with the member the Assamathall be notified; if the member
agrees to the Employer’s request, the Associatiall accompany the member to any
meeting that is held. If the member elects natttend the meeting, the Employer shall
proceed with the evidence gathered to date.

VI 5.3 (a)The Present or Provost and Vice President Academidasignate will providéhe
member an opportunity to meet to discuss the allegeise for discipline within fifteen (15
days of tke notice of discipline described Will.5.2 (a). The President or Provost and Vice
President Acadero or deggnate and the member may eachiehan aglisor presat and the
Association bkall send a represrtative.

(b) The memker may also provideawritten respnse o thenoticedescribedin VII1.5.2.(a).
Sud written response mudte receévedwithin twenty (20)days of receipt of the notice. A
copy of the response will be sent simultaneousih&Association.

VIII. 5.4 If, after the stepsn the dsciplinary process as ld out in VIILL5.2 andVII1.5.3 hawe been
completed, and he Presdert or Provost and Vice Presideitademicor designae deades
tha disciplinary action is warranted the Employer shdl natify the manber in writing of the
disciplinary dedsion, indudingthe speific detals d theincidents the nature d the offense
and a satament of any remedal adion the member isrequiredto take includingthe
suspersion of duties whee appicalde, Thisnotice shalbe sat within ten (10) days ofany
meeting or responsprovidedfor in VI1.5.3 or in the absence of such meeting or response,
within 30 days of the notice of discipline descdhbe VIII.5.2(a). A copy of this notice shdl
simultaneously be sent tothe Association.

VIl 5.5 The Enployer shall not introduceinto evdence at @itration any notices ofdiscipli ne of
which the memberwas rot aware. Any evdence ntroducedat an arbitration relating
disciplineshall be confined totha which is relezant to the goundsof the rotice of discipine
referred bin VIIl.4.

VIII. 5.6 All records bany alleged msconduct including the invegigative report and the member's
respamseswil | be destroyed immediately if the all egdion is not substartiated

VIILS.7 Therecord of disciplinary actin, the investigaive report ad themembe's respnse(s) will
be kept in the membeés Rersonné File. The record wil be ranoved from the membeésfile
and destroyed after two (2) yeass providedtha no subsguent allgyaion of similar
miscondtct has beenconfirmed or is underinvegigaion.

VIIl. 6 Denial of Career Development Increment (CD

If Annual Performance Reviews result in three @)secutive findings that a member’s
performance is unsatisfactory with serious deficjeftv.15 andIV.16), the Dean may
initiate the following procedures:
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(a) The Dean shall inform the member, in writinghva copy to the Association, of his/her
intent to recommend to the Provost that the merhbeatenied their annual CDI. The letter
conveying the Dean’s recommendation shall docurtienDean’s concerns and reasons for
their recommendation;

(b) on receipt of the Dean'’s letter the membell $teve four (4) weeks to provide a
response. The response must be in writing and awungain whatever supporting evidence
the member deems pertinent.

(c) the Dean shall forward his/her recommendatidaong with the member’s written
response\(lll.6 (b) to the Provost and Vice President Academic.

(d) The Provost and Vice President Acaderhallsmeetwith the member to discuss the
Dean’s recommendation within fifteen (ldays of receiving the recommendation. The
Provost and Vice President Academand the member may eactvean adisor presat and
the Associationlsall send a represrtative.

(e) After careful consideration, the Provost ance\President Academic may inform the
member with a copy to the Dean and the Associdliahhe/she intends to recommend to the
President that the annual career development irereaf the member be denied. Following
receipt of such notification, the member may regaesalternative duties arrangement
(VII.6.1). If this request is approved, the consideratib@DI denial is suspended.

(f) If a request of alternative duties is not madé& such a request is not approved, the
Provost and Vice President Academic shall forwasthler recommendation to the President,
with a copy to the Dean, the member, and the Aasioaithat the annual career development
increment of the member be denied.

(g9) The Provost and Vice President Academic’s meoendation to the President (sub-
paragraph (e) above) shall include a recommendedtiefe date for the CDI denial.

(h) Following receipt of the recommendation frdme Provost and Vice President Academic
to deny CDI, the President shall consider the renendation and notify the member in
writing of his/her decision. If the decision isdocept the Provost’'s recommendation to deny
CDI, the President shall specify an effective datehe CDI denial, which shall be no
sooner than the July 1 subsequent to the commiuomocat his/her decision to the member.

(i) In the event that a member receives a satsfp@nnual Performance Review during the
period after receipt of the President's lettergyidr to the effective date of CDI denial, the
CDI denial process shall be terminated.

()) During the period after receipt of the Presitieletter but prior to the effective date of
CDI denial, the member may ask the Provost and Fresident Academic, to re-consider
the CDI denial, based upon any significant newrnmiation regarding performance of duties.

(k) In the case of librarian members, the placine Dean shall be taken by the University

Librarian.
VIIl. 6.1 Alternative Duties Arrangements
VIll. 6.1.1 Where the Provost and Vice Presidenademic has advised a member that that he/she

intends to recommend to the President that theammaweer development increment of the
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member be denied/(11.6 (f)) the member may ask to undertake alternativesd.

VIIl. 6.1.2 To become effective, the alternativeids proposal requires the agreement of the Deha, w
shall consult with the member’s department/progranad, the Provost and Vice President
Academic.

VIII. 6.1.3 Alternative duties would normally inwa additional teaching, research, and/or the

assumption of additional administrative/serviceooesibilities of a substantial nature, or a
combination of the above.

VIIl. 6.1.4 Joint Committee shall be consulted abeach such proposed arrangement on a case-by-case
basis, as well as annually after implementation.

VIII. 6.1.5 Subject to satisfactory performancelaties, including the alternative duties, as deteech
through the Annual Performance Revidw.{5 andlIV.16.), the member shall receive their
annual career development increment up to butxueesling the ceiling of the member's

rank.
VIII. 6.1.6 No later than January 1, a member miag gotice of their intention to terminate an
alternative duties arrangement, thereby revertirrggular duties as of the following July 1.
VIIl. 6.1.7 Members in alternate duties arrangersavito revert to regular duties prior to receiving a

satisfactory Annual Performance Review shall bgesuitho the possibility of a CDI denial on
the first July 1 after reversion to a regular appoient.

VIIl. 6.1.8 Members remaining on CDI denial fopariod exceeding three years, at the discretion of
their Dean, may be assigned alternate duties aglpjef.1.3 andVII1.6.1.4 on July £ of the
third year of CDI denial.

VIII. 6.1.9 Members at a defined rank ceiling whecbme subject to the denial of a CDI undét.6,
at the discretion of their Dean may be assignesiradte duties as p¥ill.6.1.3 and
VIII.6.1.4, subject to any other arrangements which migtddreed to at Joint Committee.

VIIl. 6.2 Resumption of CDI(s)

Upon receiving a satisfactory Annual Performancei&®e, any member denied one (1) or
more CDIs, in accordance with the provisions oé titicle, shall resume receiving CDIs for
which they are eligible, beginning the followingyla.

VIII. 6.3 Restoration of CDI(s)

VIIL6.3.1 Where a member has been denied oner(fjore CDIs, in accordance with the provisions of
this Article, the denied CDI(s) will be restoredthe following circumstances:

when the member has received two (2) consecugaesyof satisfactory Annual
Performance Reviews of regular duties or agreedtéonative duties in which case
the denied CDI(s) will be credited to the memberao-forward basis without
retroactive compensation the July 1 immediatelipofaing the completion of two (2)
years of satisfactory performance.

VIII. 6.3.2. The restoration of CDI(s), in accordanwithV111.6.2 andVIII.6.3 above, shall not result in
the movement of a member past the normal salalngevithin the relevant rank (i.e. B14,
C18, or D19); however, upon promotion, the deni€sXhall be credited to the member on
a go-forward basis.

145



CHAPTER IX:

GRIEVANCE AND ARBITRATION PROCEDURE, AND DISMISSAIEOR CAUSE

IX.1

IX.1.1

1X.1.2

IX.1.3

IX.2

1X.2.1

1X.2.2

1X.2.3

IX.3

IX.3.1

General

The parties agree to use every reasonable efferdourage informal, amicable and prompt
settlement of disagreements likely to lead to gmee arising from the administration of this
Collective Agreement. If these efforts fail tooks the disagreement, a grievance may be
filed by either of the parties to this agreement.

Definitions

(a) Grievance: A grievance is a claim, disputeamplaint involving the interpretation,
application, administration or alleged violationtbis Collective Agreement.
(b) Grievor: The grievor is the party who inigata grievance

Carriage of Grievances

The association shall have carriage over all Assion grievances. The Employer shall deal
only with the Association with respect to a griesan

Types of Grievance

(@) an individual grievance is a grievance ibgibby the Association on behalf of an
individual member;

(b) a group grievance is a grievance initiatedhgyAssociation on behalf of a group of
named members;

(c) a policy grievance is a grievance arisingcly between the Association and the
Board concerning interpretation, application, adstration or alleged violation of
the provisions of this Agreement, and may be itetleby either the Association or
the Board.

Timely Resolution

Where the procedures expressly establishéldis Agreement provide for reviews and
appeals prior to final decision by the Board, thetips agree that all such procedures shall be
exhausted, in a timely fashion, before any grieeasdrought.

The grievance timelines, as provided in Artite3.1.1, commence on the date the member
receives the formal decision of the Board afteriingrexhausted the applicable reviews and
appeals.

The time limits specified in this Chapteryrze extended by mutual agreement by the
parties.

The parties agree to make every reasondfud & settle grievances in a prompt, just and
equitable manner.

Grievance and Arbitration Procedure

Step 1: Grievance
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1X.3.1.1

1X.3.1.2

1X.3.1.3

1X.3.1.4

1X.3.2

1X.3.2.1

1X.3.2.2

1X.3.2.3

Formal grievance proceedings shall beatet! by formal Notice of Grievance from the
Association to the President, with a copy to thee€tior of Human Resources. Such Notice
shall be provided within fifty (50) days after thet or omission giving rise to the grievance
has become known or ought reasonably to have beknovwen. The Notice shall describe,
so far as possible at the time of filing, the m@sein dispute, the Article(s) alleged to have
been violated, the manner and date that the matthspute became known to the grievor,
and the remedy or remedies sought.

The Employer shall provide a formal resp®im writing to the Association within ten (10)
days of receiving this Notice.

If the Association is not satisfied withetdisposition of the grievance in the formal res®o
to the Notice of Grievance, it may submit the gaieee, including a restatement of the claim
in the light of the formal exchange, to the GriesaiConciliation Committee as provided for
in Step 2 of the Grievance and Arbitration Proced#rticle1X.3.2, provided that the
Association acts within fifteen (15) days of theeipt of the response provided for, or within
twenty-five (25) days of filing formal Notice of @vance, where there is no response.

In grievances involving discipline, allemgens of a violation(s) of academic freedom,
allegations of discrimination, dismissal for causenial of tenure, non-renewal of a
probationary appointment, or termination of a lediterm contract before it comes to term,
the Association shall have the right, upon receithe Employer’s response described in
1X.3.1.2, to forward the matter to Step 3 Arbitration. ther cases, the parties may agree to
take a dispute directly to Step 3 Arbitration asvsled in ArticlelX.3.3.1 below.

Step 2: Grievance Conciliation Committee

A Grievance Conciliation Committee shadl tonstituted within thirty (30) days of the
signing of this Collective Agreement and shall eéshef six (6) persons: three (3) persons
who are outside the bargaining unit, appointedieyBoard and three (3) persons appointed
by the Association. All members of the Committkalshold an academic,
academic/administrative, administrative, professuoeritus, or professional librarian position
or rank at the University. After such appointmengmbers of the Committee are not
“representing” a party, but shall use their indejst judgement in attempting to resolve
grievances. The members of the Committee shabbsthone of their members as Secretary
to receive all formal notifications and communioas, keep a cumulative record of all
proceedings and recommendations of Grievance Gateil Panels, and prepare the agenda
for periodic meetings of the Committee. These mdsshall be open to the parties and shall
be retained by the Department of Human Resources.

Each grievance submitted to grievance tation pursuant tdX.3.1.3shall be heard by a
Panel comprised of three (3) members of the Coremitine (1) chosen from the Committee
by each party and a Chair chosen by the two (2gitators thus selected. If they cannot
agree, the choice will be determined by lot. Thed? shall be established by the Grievance
Conciliation Committee within ten (10) days of reweg the grievance.

Terms of individuals chosen for the Contgetshall be for the term of the Collective
Agreement. Should a member of the Committee residre unable to serve her/his full term
of office, then the party who made the appointnstatl name a replacement. No person
shall sit on a Panel in relation to any grievantéctv would involve a conflict of interest in
the matter that gives rise to the grievance. Shauhember of a Panel be disqualified by
conflict of interest, then the party who made tbkestion shall name a replacement from
among the remaining Committee members.
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1X.3.2.4

1X.3.2.5

1X.3.2.5.1

1X.3.2.5.2

1X.3.2.5.3

IX 3.2.5.4

1X.3.2.5.5

1X.3.2.5.6

1X.3.2.5.7

1X.3.2.5.8

1X.3.2.6.1

1X.3.2.6.2

1X.3.2.6.3

1X.3.2.6.4

A Grievance Conciliation Panel shall begminquiries into the grievance for which it was
chosen within ten (10) days after the grievanaefisrred to it and the Panel shall announce
its recommendation within ten (10) days of conahggdis inquiries, if possible, and, in any
case, within thirty (30) days of the Panel beingleisshed.

The following rules and procedures shalldbserved by Grievance Conciliation Panels:

It is not intended that Grievance Caatibn Panels shall possess the powers to sumnubn an
enforce the attendance of witnesses and to corhesrl to give oral or written evidence in
the same manner as a court of record in civil cases

Each Grievance Conciliation Panel stlatermine its own rules of procedure for its
inquiries, provided that it gives reasonable opjaty to the parties to make submissions to
it, and permits the parties to be present durihgrakentations, and to be represented by
persons of their choice, if they so choose. Thesrand procedures established will be
documented and included with the report of the Pane

The Panel shall give the parties realslenaotice of the meetings for the presentation of
submissions. The Panel shall not meet with eplaety in the absence of the other except
with the agreement of the other party.

A quorum of a Panel in all its meetirsgll be three (3) members of the Panel.

The parties shall have access to alugwnts which the parties deem relevant to the
grievance, and they shall make these documentihieto the Panel if they consider them
to be pertinent to its inquiries.

The parties agree to give full coopenatio these Panels in their inquiries, and to Ugeeir
authority to secure such cooperation from their toers and/or officers.

The Panels shall conduct their inquiirea manner that shall be and shall be seen faibe
and equitable.

The Panel shall render its recommendatimcluding any minority recommendation or
recommendations, in writing, and shall send cofmebke aggrieved member, the
Association, and the Board, and any other memblved or affected by the grievance.
The membership of the Panel in process of hearpaytecular grievance shall not change
until its recommendation is rendered, except wathwritten consent of the Association and
the Board.

The Panel shall confine itself to theegance submitted to it, and shall have no authooit
determine any other issue or issues not submibtéd t

The Panel shall not have jurisdictioratnend or add to any of the provisions of this
Collective Agreement, nor to give any recommenchainzonsistent with the terms of the
Collective Agreement.

The Panel shall not be barred from aegith the substance of a grievance because of a
technical violation, irregularity or failure to folv procedures in this Collective Agreement.

By mutual agreement, the parties magtdterefer a particular grievance to a one-person
Conciliation Panel. In such cases, the same proesdinall apply, mutatis mutandis.
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1X.3.2.7.1

1X.3.2.7.2

1X.3.2.7.3

1X.3.2.8

1X 3.2.9

1X.3.3

1X.3.3.1

1X.3.3.2

1X.3.3.3

1X.3.3.4.1

Five (5) days after receiving the recoemaiation of a Panel, the parties shall meet to
ascertain whether they can reach a formal agreeametiite basis of the Panel’s
recommendation.

There may be as many such meetingseagdties desire, provided that a decision by eithe
party to carry the grievance to arbitration carb®made later than fifteen (15) days after
transmission of the Panel’'s recommendation to Hrags.

If a grievance is resolved by the parfeior to arbitration, either on the basis of Banel's
recommendation or otherwise, the Secretary of thev@nce Conciliation Committee will be
advised, in writing, of the outcome. If the grieca is referred to arbitration, the Secretary
will be provided with a copy of the correspondereferring the matter to arbitration. The
Secretary will also be provided with a copy of #ubitration award, within five (5) days of
receipt by the parties.

No resolution of a grievance under Step=2outlined in ArticldX.3.2, shall constitute a
precedent in any subsequent arbitration unless thes been a formal agreement signed by
both parties.

The parties agree that they cannot intcedato evidence, directly or indirectly, or othéser
use or rely on any aspect of the Step 2 procedeirvent the matter is referred to
arbitration, including (but not limited to) the ap, the testimony of witnesses called before
the Panel, and arguments made by the parties bibi@ieanel.

Step 3: Arbitration

Any grievance processed in accordance thighgrievance procedures may be submitted to
arbitration by either party within fifteen (15) dagf receipt of the recommendation of the
Grievance Conciliation Pandi(3.2.4) or in the case of grievances proceeding direotly
Step 3, within fifteen (15) days of receiving theioyer’s response undef.3.1.2.

The parties agree that they will confedater than thirty (30) days before the scheduled
arbitration hearing and use their best efforteegmlve the grievance.

Arbitration shall be by a single arbitrgtanless the Parties agree to refer the matter to
three (3) person Board of Arbitration. In the evidrat the Parties elect for a three (3) person
Board, the parties have ten (10) days to name tioeninee to the panel.

Where a single Arbitrator determines ghievance, the following shall apply:

(@) the parties agree that the following persons sasveingle Arbitrators on a rotating
basis so long as this Collective Agreement consrtaeoperate:

Kevin Burkett
Jane Devlin
Brian Etherington
Pamela Picher
Brian Sheehan

(b) the persons specified in (a) above shall servéngtesArbitrators in rotation
according to the order in which they are listefdan arbitrator is not available or
agreeable to commence hearings within thirty (2Q)stf being notified of her/his
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1X.3.3.4.2

1X.3.3.4.3

1X.3.3.5

1X.3.3.6

1X.3.3.7

1X.3.3.8

1X.3.3.9

IX.4

1X.4.1

1X.4.2.1

requested appointment, the next person on thehat be selected, and so on, until
one of those on the list is available. For thetmekitration thereafter, the person
who appears on the list immediately after the eatot last selected shall be next in
the sequence of selection. However, by mutualeatris writing, the parties may
select a listed arbitrator out of turn or selectdnitrator not on the list;

(c) if none of the persons on the list specified ingladve can or will act within the
required time, and if the parties do not agreeramitleer arbitrator in accordance with
(b) above, the parties, within fifteen (15) dayalkhsk the Ontario Minister of
Labour to appoint such single Arbitrator;

(d) where either party chooses to have a three-memitietr#tion Board, it shall consist
of a nominee from each of the parties and a Chaietchosen on a rotation basis
from the panel of arbitrators 1X.3.3.4.1(a) and in the manner providedl3.3.4.1
(b) andIX.3.3.4.1(c).

The single Arbitrator or the Board ofbitration shall determine its own procedures buailsh
give full opportunity to all parties to present@sice and make representations.

The single Arbitrator or Board of Arlatron shall confine itself to the grievance subeuitt
and shall have the power to amend technical deftggs of the grievance and modify
penalties including disciplinary penalties but shak by its decision add to, delete from,
modify or otherwise amend the provisions of thigéement, nor shall it decide any other
issue than that submitted to it.

No person shall be appointed as an atbitsaho has been involved with or has attempted to
negotiate or settle the grievance or who has amgratonflict of interest.

Each of the parties shall bear the expeh#s appointee, if any, to the Arbitration Board
and one-half (1/2) of the expense of the Chaiiirggle Arbitrator. The parties shall pay their
own expense of appearing at the hearing.

Where the grievance concerns a chargéscfichination pursuant to Articlds?2.4.1or
1.2.4.2and the grievor demonstrates the existence oftarpaonsistent with discrimination,
the arbitrator(s) shall require the party againsbm the grievance is filed to show that there
was no discrimination in fact.

Without limiting the operations of othgy@opriate provisions of this Chapter, the
Arbitrator(s) shall have the power to award compéns, but only to the extent of recovery
of monetary losses actually suffered by an indiglduaember or party arising from the
proven breach.

The decision of the single arbitrator araiéd of Arbitration, including any remedy or
remedies, shall be final and binding on both partie

Dismissal for Cause

Dismissal shall be only for just and readueaause.

Dismissal means the termination of anyaapiment by the Board without the consent of the
member, as follows:
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1X.4.2.2

1X.4.3

1X.4.4

IX.4.5

1X.4.6

IX.4.7

1X.4.8

1X.4.9.1

® for tenured members, before the point of egtient established pursuant to this
Agreement;

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

As the sole exception to the definitiotetad above, neither layoff nor termination of
appointment for reasons of financial exigency, parng toChapter Xlof this Agreement,
shall constitute dismissal.

Members afflicted by physical or emotionaébility to carry out their reasonable duties,
upon submission of adequate proof, shall be gratetpassionate leave without pay, except
as provided in the long-term disability insuranckesne for members or as may be
voluntarily granted by the University. Such lealall not exceed four (4) years unless
covered by the long-term disability insurance scheexcept by agreement of the University,
the Association and the member.

Dismissal proceedings shall be initiated whige President, upon being satisfied that there
appears to be adequate cause to justify a reconatiendor dismissal, notifies a member in
writing to meet informally and privately to discub® prima facie grounds for dismissal, no
earlier than seven (7) days and no later thandeuar{14) days after receipt of such
notification. The President shall advise the Asstoen of the commencement of dismissal
proceedings as soon as possible after the notdicéd the member and prior to any meeting
between the President and the member. If agre¢debiyresident and the member, there
may be additional informal meetings.

A resignation in writing by a member underdgat of dismissal, or in consequence of an
action or actions by a representative of the Baardolation of this Agreement, shall not be
accepted as a valid termination of the member'siappent if it is formally rescinded by the
member within two (2) weeks of its submission.

Up to two (2) other persons may be presemtiw the President considers useful to such
discussion, and the member shall be accompaniedpeysonal advisor and/or a
representative of the Association.

At the informal meeting(s), the prima fageunds for dismissal shall be informally
reviewed, to ascertain whether there is an agriéedhative to carrying forward dismissal
proceedings.

If the President remains satisfied afternieeting(s) that there is adequate cause to justify
recommending dismissal, or if the member, havingagonable opportunity to meet with the
President within the time limits ¢X.4.4 fails to appear for an initial meeting within tthee
limits set above and the President remains salisfiat there remains adequate cause to
justify recommending dismissal, the President siatiify the member and the Association in
writing of the grounds for dismissal alleged agathe member no later than twenty-one (21)
days after the last of the meetings that may haes lagreed to by the member and the
President unddiX.4.4, or, if there were no meetings, after the timdtnfior such meetings
provided inlX.4.4.

The grounds for dismissal in such a ncdifion shall be stated in sufficient detail to alitihe
member to prepare a defence, and the provisiottssoAgreement thought to apply shall be
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1X.4.9.2

1X.4.9.3

1X.4.9.4

1X.4.10

IX.4.11

1X.4.12

1X.4.13

1X.4.14

1X.4.15

1X.4.16.1

1X.4.16.2

1X.4.16.3

expressly quoted.

No later than twenty (20) days prior te tommencement of the arbitration hearings, the
member may request additional particulars of tloengds for dismissal as specified in such
notice, and the President shall supply the samatapthan ten (10) days after such request.

No later than twenty (20) days prior te tommencement of the arbitration hearings, the
President may clarify in writing the initial statent of grounds for dismissal.

The statement of grounds as provided fatanX.4.8 and restated as provided under
1X.4.9.2 andIX.4.9.3 shall constitute the final notification of grounids dismissal.

Failure of the President to provide theuiegd notification within the designated time shall
terminate the dismissal proceedings, unless thayddInotification shall have been
occasioned by circumstances beyond the Presicemisol.

If the proceedings are terminated at thisubsequent stages, the President shall not
reinstitute dismissal proceedings based on theeeekl constituting prima facie grounds for
dismissal which led to the initial meeting or, wa@roceedings end after final notification,
on the specific charges there detailed, providatlttie Arbitration Board has the power to
amend technical deficiencies of the dismissal prdoeys.

The member may terminate the proceedingswatime by resignation. If the resignation is
submitted after formal convening of the ArbitratiBoard, it shall take effect immediately,
notwithstanding the provisions bf.4.5.

Where the termination of proceedings coatssut as a result of a formal agreement by a
member to certain conditions which are themseleesistent with this Agreement, failure to
adhere to such terms may be included among grdondésmissal in subsequent
proceedings. Such special agreement of condisball be in writing and

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

Following commencement of dismissal procegs, a member shall be relieved of all duties
under the provisions @¥.1 of this Agreement, until dismissal proceedingstarminated.

Within thirty (30) days after notificatiasf grounds for dismissal, there shall be estabtishe
an Arbitration Board to determine whether thergis$ and reasonable cause for dismissal.

The onus lies on the President to esthhlist and reasonable cause, and the evidenee to b
presented shall be limited to the grounds statedarfinal notification of grounds.

The President and the member shall ackasé other in writing of the documentary
evidence upon which each relies and produce capissch documentary evidence to the
other five (5) days prior to the commencement efdhbitration hearing.

Student evaluations completed and preperaccordance with written University
procedures in effect at the time of such evaluatsimall be accepted as prima facie evidence
without requirement of oral substantiation fromdstnts. Peer evaluation of the member by
committees under University procedures in effe¢hattime of such evaluation shall be
accepted as prima facie evidence without requir¢mieoral substantiation from members of
those committees.
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IX.4.17

1X.4.18

1X.4.19

1X.4.20

1X.4.21.1

1X.4.21.2

1X.4.22

The Board shall make its nominee for théi&kation Board at the same time as its
notification of grounds as provided|i¥.4.8, as in a notice taking a grievance to arbitration,
pursuant to ArticldX.3.3, and the Board shall notify the Association whemotifies the
member

If the Association agrees to take the pathe member in the establishment of an Arbitratio
Board, the Association shall so notify the Presidem the member within ten (10) days of
the receipt of notification of grounds for dismisse provided for inX.4.8. If the
Association has not acted to nominate a membdreoAtbitration Board within ten (10)
days of their statement of willingness to do se,nesident shall notify the member.

If the member notifies the Association viitliive (5) days of receiving notification of
grounds for dismissal, as provided for¥4.8, that representation by the Association is not
requested, or if the Association does not agreakie the part of the member in the
establishment of an Arbitration Board, the membay mct independently in establishing and
pursuing the arbitration. In such event, the marmshall possess all the rights and
obligations assigned in these provisions to thégmr

If neither the Association nor the membdbjsct to dismissal proceedings has acted to
nominate a member of the Arbitration Board withiirty (30) days of the receipt of
notification by the member of grounds for dismissal provided for ihX.4.8, the President
may proceed to recommend dismissal of the membpen five (5) days' additional notice to
both member and Association. The President sballinreasonably refuse a request from
either Association or member subject to dismissatgedings for a further delay of up to ten
(10) days before final action is taken. Failurely Board to nominate an arbitrator
terminates the dismissal proceedings.

The Arbitration Board in dismissal prodagys shall be governed by all the principles which
apply to an Arbitration Board established to deieara grievance pursuant#.3.3.

If the Arbitration Board finds just anegasonable cause for dismissal, it may in its diggre
award a sum not to exceed six (6) months' salaayn@mber upon dismissal, and the
President may proceed to recommend the membemssdisl to the Board. No further action
can be taken by the member.

UndenX.4, notification to the member shall be deemed teHasen given if such notice is
conveyed by personal service or sent by register@tlito the individual's last known address
shown on University records. Notification und¥r4 will be deemed to have been received
on the date of personal service or on the sevéilth day (exclusive of Saturdays, Sundays
and recognized holidays) following the date of ingilif sent by registered mail.
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CHAPTER X:
CLOSURE AND RESTRUCTURING OF A DEPARTMENT/PROGRAM

X.1 Definitions
X.1.1 Closure is the termination of a Departmeragfam.
X.1.2 Restructuring is the redefinition of assigneorkload as a result of the reorganization,

amalgamation or merger of one or more Departmemtg/Bms.

X.1.3 Redeployment is the reassignment of a Merfrber one Department/Program to a different
Department/Program, which shall only occur as asequence of closure or restructuring.

X.2. Procedures for Closure or Redeployment

X.2.1 Closure or Restructuring of a DepartmenigiPam may be undertaken only with the
approval of the Senate and concurrence of the Bdaestructuring requires an academic
plan approved by Senate and formal consultatioh thie¢ Departments/Programs directly

affected.

X. 2.2 The motion to restructure or close a Departt/Program brought to Senate must be in the
form of a report brought to Senate after it is sdawith all affected members and the
Association.

X.3 Status of Members

X.3.1 No member shall be laid off or have theinttacts terminated for reasons of program

closure or restructuring.

X.3.2 Any Member who is redeployed shall maint&inure/permanency, rank, seniority, salary,
benefits and all other privileges under the Agreaime

X.3.3 As an alternative to redeployment, a menmb&y elect voluntary separation under the terms
provided inX1.12.1(b)andXl.12.2. The Employer will provide to the Association the
details of each voluntary separation.
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Xl.1.1

XI.1.2

XI.2

X1.3.1

XI1.3.2

XI.3.3

X1.3.4

CHAPTER XI:
FINANCIAL EXIGENCY

If the Board believes that a financial exigg, within the meaning ofl.2, exists, it shall
give notice to the Association and the Senate ci §ielief. As of the date of such notice,
the procedures specified in this chapter shallyg@pid the Board shall not create any new
academic or administrative positions prior to cogtiph of the review and renegotiation
process as provided undék3 throughXI.4. Within two (2) days of giving notice of the
belief that a financial exigency exists, the Bosindll supply the Association with the
information that convinced the Board of the existenf the exigency.

In its notification, the Board shall specthe reduction in expenses that it believes to be
necessary to alleviate the financial exigency &edaroportion of this reduction that it
believes shall be applied to members' salariedandfits.

Financial exigency is a situation in which tdaiversity has experienced sustained and
substantial deficits which are reasonably projetteidcrease and the persistence of which
would threaten the survival of the University.

Within five (5) days of the notice specifiedXl.1.1, the parties shall each nominate a person
to an Exigency Review Committee. The persons stedashall not have been employed by
the University during the three (3) years immedjapeeceding such notification. They shall
meet at the call of the President, but in any ed#@n five (5) days of their being named,

and shall choose a third (3rd) person to servehasr CIf either party fails to name an
appointee within the specified time, or if the t{@) appointees fail to agree upon a Chair
within five (5) days of their first meeting, the@pntment(s) may be made by the Chairman
of the Canadian Human Rights Commission.

The Committee shall meet within ten (10) slay the selection of the Chair as specified in
Article X1.3.1. It shall set its own rules of procedure, shathplete its hearings within thirty
(30) days of its first meeting, and shall repastfibdings to the parties within sixty (60) days
of its first meeting. The Committee shall haveesscto all information it deems pertinent to
its task. Each party shall make a submissionaadt shall have an opportunity to comment
on the other's submission.

The Committee's terms of reference shalidbeerify whether a financial exigency as defined
in XI.2 exists. To do so, it shall (a) verify whether theiversity has experienced sustained
and substantial deficits; (b) verify whether théicts are reasonably projected to increase;
(c) verify whether the persistence of such defigitaild threaten the survival of the
University; (d) verify whether reasonable reductidtrave been made in all areas of the
University's expenditures and whether in view @& tmiversity's needs and its established
academic goals layoffs of members constitute assaeg type of cost saving; and (e) verify
whether the Board has made reasonable effortstease revenues to overcome the
projected deficits.

The Committee shall also verify whether teduction in expenses as specified by the Board
underXl.1.2 is reasonable in the light of these deficits eigrered and projected and
whether the Board's statement of the proportiotiigfreduction that shall be applied to
members' salaries and benefits is reasonable iiigtiteof the University's needs and
established academic goals. The Committee mayme®nd variations in these levels and
proportions and it may recommend to the Board audit steps the Board might take to
remedy the exigency.
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XI.3.5

XI.3.6

XI.3.7

XI1.3.8

XI1.3.9

Xl.4

X1.5.1

XI1.5.2

X1.5.3

If the Committee does not agree on a refbetreport of the majority shall be deemed to be
its report; if there is no majority, the Chair'sstieon shall be the decision of the Committee.

If the Committee finds that an exigency daesexist in the sense ¥1.3.3, then the Board
shall be precluded from invoking the provisiongho$ chapter for eighteen (18) months from
the date of the report.

Costs of the Committee shall be borne byBbard.

Unless a state of financial exigency hasbestablished in accordance with the provisions of
XI.3.3, XI.3.4, andXl.3.5, no members shall be laid off or dismissed withzautse.

When the report of an Exigency Review Contesitverifying that a financial exigency exists
is made known to the Association, the Associatiuailsnvite members to make available to
it agreements to make use of voluntary designglmgnabout savings in expenditures for
members' salaries and benefits which are providedtc¢ordance with Articlel$l.3.3.1,

11.3.3.2, 1V.7, andlV.13.3 of this Agreement. All savings produced by sugfeaments

shall be applied directly to the reductions vedfley the Committee. The Association shall
also invite departments and programs to make rea@mdations concerning any terms and
conditions of employment which might be renegotiateorder to bring about savings in the
expenditures allocated to members' salaries aneffiben

If the Committee verifies that a financial ggncy exists, reductions in the budgetary
allocation for salaries and benefits of memberd siod exceed the amount required to
reduce the total budget for such salaries and terefthe level specified by the Board
(under ArticleXl.1.2) and confirmed by the Committee (under Artigle3.4). Further, a
thirty-day period shall elapse before any procesliwe layoffs are invoked. During that
period, the parties shall meet and confer witheespo the implications of the financial
exigency. It shall be open to them, notwithstagdiny provisions to the contrary elsewhere
in this Agreement, to renegotiate provisions o$ thgreement bearing directly on salaries
and benefits, or to reach other mutually acceptairiergency methods of reducing
expenditures that could avert layoffs or decreaseg humber. All savings produced by such
changes shall be applied directly to the reducti@rgied by the Committee.

If a requirement for layoffs cannot be elivaied in accordance with proceedings under
Article V1.4, the parties shall establish an Acade Advisory Commission, which shall
determine the ways in which layoffs are distribué@aong departments and programs.

The Academic Advisory Commission shall benpmsed as follows:

(@) within five (5) days of the end of the thidgy period specified in Articl¥1.4, the
parties shall each name two (2) persons from oeitsid University as their
appointees to the Commission;

(b) the four (4) persons so named shall meeteat#ii of the President, but in any case
within five (5) days of their being named, and sbhbose a fifth (5th) person to act
as Chair; if they fail to agree within five (5) dagf their first meeting, the Chair shall
be appointed by the Chairman of the Ontario Artar@d. The Chair so named shall
assume his duties within fifteen (15) days of beiaged.

Costs of the Commission shall be shared lggbg the parties.

156



X1.5.4

XI1.6.1

X1.6.2

XI1.6.3

X.7.1

XI.7.2

X1.8

The Commission shall hold its first meetinghin fifteen (15) days of the naming of its
Chair, and shall be required to report within th{{80) days of its first meeting. It shall
follow its own rules of procedure and shall haveess to all information it deems pertinent
to its task.

The Commission shall distribute the redutsioequired by the Board in members' salaries
and benefits so as to minimize the damage to thdesaic needs of the University, provided
that no department or program shall have its saadybenefits budget reduced by a
percentage that is more than 1.5 times the pergeméuction in the budget for members'
salaries and benefits, as verified ungéeB.4 and adjusted unde.4.

If the Commission does not report within three limit specified inX1.5.4, cuts in budgets
for members' salaries and benefits shall be manegpa among all departments and
programs according to the following formula:

department's/program’s salary total budget

and benefits budget for members X reduction reqlimn

total salary and benefits members' salaries and
budget for members benefits

The number of members to be laid off in @aktment or program shall be determined by
dividing the reduction required in the departmeaot'srogram's salaries and benefits budget
(as determined undeil.6.1 or XI.6.2) by the average salary (including benefits) for al
members in the University. The resulting figuralshe rounded to the nearest whole
person.

If, following the thirty-day period specifiein XI.4, a need for layoffs remains, departments
and programs shall be notified of that fact byRmnevost and Vice President Academic.
Within five (5) days of such notice, a Special Cotee shall be established in each
department and program, constituted as follows:

(@) as Chair, a member of the department or progiacted by a two-thirds (2/3) vote of
members within the department or program; or,éfrtiembers cannot secure
agreement upon a Chair within the five (5) day<Hsigel, a Chair designated by the
Dean, such Chair to be a distinguished person thensame discipline but from
outside the University;

(b) the Dean, or designate; and,

(c) a third (3rd) person chosen jointly by theesttwo (2), who shall be a member from a
cognate discipline.

The Special Committee may designate not rttwaia twenty per cent (20%) of members in
the department or program (rounded to the nearegkenwperson) as being exempted from
layoff on grounds of academic contribution and psan The Special Committee shall set its
own procedures, shall have access to all informatideems relevant, and shall report its
decisions, if any, in writing to the Provost and®iPresident Academic and the parties
within fifteen (15) days of its formation accorditmXI.7.1. If the Special Committee for a
department or program finds that it is unable tsiglgate some or all of the twenty per cent
(20%) of members it is empowered to designate utaers of this article, the procedures
underXL.9 shall be implemented notwithstanding.

The following shall be exempt from layoff undée provisions of Chaptefl: professional
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X1.9

XI1.10

XI.11

X1.12.1

X1.12.2

XI1.13

X1.14

librarian members; University professors who wgrpanted to their positions at least six
(6) months prior to the notification of financialigency undeiX1.1.1; Chairs of Special
Committees undexl.7.1(a); and members who are listed as being exempbed layoff by a
Special Committee undei.7.2.

Following the decisions of the Academic Adwig@ommission undexI.6.1 or the
determination of reductions undel.6.2, which shall be communicated to the parties, the
departments or programs required to lay off membedsthe members thus affected shall be
notified in writing of the fact and, subject to thevisions o0fXI.6, XI.7, andXl.8, of the
names of those specific members who are to beofgidccording to length of service at the
University so that those with least seniority witleiach affected department or program are
laid off first. Length of service shall be reckdnfieom the date of tenure at the University,
and, failing a distinction there, from the day io$ff regular appointment in the University,
then first appointment in a regular academic pagjtthen first appointment in any full-time
academic position. Thereatfter, still failing dngfiion, the distinction shall be achieved by
lot. The Provost and Vice President Academic doallard to the President the names of
those recommended for layoff.

After the selection of members who are tdaie off, but prior to the implementation of such
layoffs, such members shall be considered foriretrg for or appointment to vacant
positions in the University. If the retraininga@ppointment is to a vacant academic position,
members shall retain their former academic statefjding credits for sabbatical leaves,
salaries and benefits. If the retraining is apptblay the Board, the Board shall pay all
reasonable costs relating to the plan of retraining

The President shall recommend to the Boaeddkoff of those members whose names have
been forwarded by the Provost and Vice Presideatdamic and for whom alternatives to
layoff have not been found under the provisionéicle X1.10. The President shall at the
same time notify such members of their impendiygfs, stating in writing that the layoff

is for reasons of financial exigency alone.

The Board shall provide each member whaelscted for layoff with:

(@) not less than twelve (12) months' writtenigebf the proposed date of layoff or
salary in lieu thereof; and

(b) one (1) month's salary for each year of serinche University in an academic rank,
as well as a further six (6) months' salary fouted academic staff provided that, in
no case, shall the payment to the tenured memledesb than twelve (12) months'
salary or more than twenty-four (24) months' salary

All payments undexl.12 shall be based on the individual's total salacjuiding the
Employer's contributions to pension and other bep&fns for the member's final full
academic year of service at the University. Ircase shall the number of months' salary
paid under this paragraph exceed the time remaitmtigthe normal retirement age of the
member.

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

A member who has been laid off shall havdgrence for appointment over any other
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X1.15

XI.16

candidate if, within a period of four (4) yeardul-time appointment suitable to the laid-off
member's professional qualifications becomes avaitaithin the University. A member
shall be given one (1) month to decide whethect®pt recall and, if so, the member shall
be given a reasonable period of time, not to exeeealdditional six (6) months, to complete
existing employment obligations.

Laid-off members who are recalled shall repay portion of the allowances specified in
paragraptXIl.12 which exceed their entittement had they continteeldold their former
appointments.

Layoffs under the provisions of Articled.1 throughXl.15 shall be recorded and reported as

being solely for reasons of financial exigency;rslayoffs do not constitute dismissal for
cause
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X1

XII.2

Xll.2.1

XIl.2.2

XIl.2.3

XI.3

XI.3.1

XII.3.2

CHAPTER XII:
SALARIES AND BENEFITS

Salary Scales

The salary scales shall be as set out in Sche@udes! AA.

Compensation for Chairs and Directors of Begments and Programs

Chairs and Directors of departments/progséthools shall have the choice of receiving
during their term as Chair/Director either an anrstipend of 10% of B1 or an additional 1/2
EYS per year of service as Chair/Director beyormd¢hEYS to which they would have been
otherwise entitled. Where the full duties of a {@iarector are carried out by a less than
full-time member (e.g. part-time, reduced-time tiadly-retired), the additional 1/2 EYS
shall be adjusted upwards by dividing .5 EYS byrttember's specified proportion of
full-time employment.

Chairs and Directors of departments/progsaall also receive no less than 0.5, and no
greater than 1.0 course reduction during each atiadgear. The course reduction a
particular chair or director receives will be detéred by their Dean and will be based on the
anticipated administrative workload and should tizke consideration (but not be limited to)
the following factors:

i. the number and nature of course offerings admirgdtby department/program;

il. the number and nature of students for which thedem@nt/program has total or
shared responsibility;

iii. the scope and nature of external partnerships/angnets in which the
department/program has responsibilities;

iv. the scope and nature of practica, placementsnshgrs, and exchanges managed by
the program/department;

v. the number and classification of administrativéfstahin program/department;

vi. the number of faculty (including limited term) aselssional instructors in a
department/program;

vii. the number of teaching assistants, graduate astsistlemonstrators employed within
a department/program.

A signed copy of the letter of appointmefitteach Chair/Director detailing all forms of
compensation, including course reductions, shafirogided to the Association.

Stipend for Overload Teaching

The stipend for courses taught outsiderdgalar academic session payable to members
under the provisions of Articligl.16 of this Agreement shall be twenty per cent (20%he
salary specified for step B1 in the rank of Assisfarofessor for a full credit course and ten
per cent (10%) for a half credit course. For alirses taught between May and August
inclusive, the basis of the calculation of the estigh shall be the scale prevailing on May 1 of
that year.

Except for courses which are taught as partormal teaching responsibilities under
[11.16.3.1 and courses which are banked as provided uhider, when a member has agreed
to teach a course outside the regular academimaeamsd the enrolment in the course is less
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XI1.3.3

XIl.4

Xl.4.1

than fifteen (15), the member may elect to teaelhctiurse for a reduced stipend. The
stipend shall be reduced by 4% for each studemitbgh the course enrolment falls below
fifteen (15). If the enrolment in a course outdide regular academic session is fewer than
ten (10), the course will not be offered on theuasl-stipend basis defined above.

Members teaching reading courses outsidedigular academic session shall be paid a
stipend of $322 for a full credit course and $1édd half credit course.

Benefits

As a minimum, and subject only to the dhigjty provisions of the various benefit plans
which are summarized below, members shall be peavidith the following:

(@)
(b)
©)
(d)
(e)

(f)

EI - Board/employee premiums as determinethbyFederal government.

CPP - Board/employee premiums as determindtido¥ederal government.

WSIB - Board premiums as determined by thevimce.

Semi-private Hospital Accommodation - Boarg$400% of this coverage.

Extended Health Care - Single or family cogeraas appropriate. Board pays 100%

of premium - $25 single/$50 family annual dedueibCoverage includes, but is not
limited to, the following:

(i)
(i)
(iii)

(iv)

Prescription drugs;
Private nursing where ordered by attendihggician;

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

Contact the Department of Human Resourcgarnding details of the further
coverage which is provided, including ambulancesfiretic appliances,
speech therapy, etc.

Additional Extended Health Benefits - Boardypd 00% of premiums:

(i)

(ii)

(iif)
(iv)

Vision care - A three hundred dollar ($30@}ioal benefit which shall be
available once in any twenty-four (24) consecutiventh time period in
accordance with the terms and conditions of tha;Pla

Hearing aids - to be reimbursed up to fiventred dollars ($500) every four
(4) years per family member;

Deluxe Health Plan While Outside Canada;

Paramedical Services - Payment for servafgwractitioners licensed as
Chiropractors, Osteopaths, Chiropodists, Podiatastli Naturopaths,
including a maximum of one (1) X-ray examinatiom Benefit Year ordered
by each licensed practitioner. The maximum amgpagable in any Benefit
Year, over and above the treatment limitationseffrovincial health plan
and where not prohibited by law, is $300 per pefsotreatments by each
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XIl.4.2

(@)

(9)

(h)

(i)

practitioner. The plan provides $50 every twoy@ars towards the cost of an
eye examination by an Optometrist;

(v) Massage Therapy - up to two hundred doll&290) per year per family
member;

(vi)  Dental Plan - Single or family coverage aapropriate, equivalent to Blue
Cross #9 - updated annually each July 1 basedemigus year's ODA
Schedule - Board pays 100% of premium.

Orthodontic Treatment - Single or family coverags appropriate; $2,000
lifetime maximum per eligible family member; 50%-icsurance (i.e., carrier
and staff member pay half each of eligible orthduofees);

Group Life Insurance - term insurance equdl.fox annual salary (Board pays
100%) - plus optional coverage 2x, 3x, 4x, 5x ahsatry, and additional optional
survivor income benefits for spouse and/or childré@mployee pays 100% of
premium on options.)

At normal retirement date, an active employee\erage is reduced by 50%, rounded
to the next highest $1,000, if not already a mldtgf $1,000, to a maximum of
$50,000. At age 70, an active employee's covezags.

At normal retirement date, an active employegisddal Life coverage is reduced by
50%, to a maximum of $100,000, and at age 70, tweaemployee's coverage ends.

Optional Survivor Income coverage ends at nomet&ement date.

Long-term Disability

Board self-insures for absence from sicknessirjr six (6) months (sek/.13.6.5

- Sick Leave) - after six (6) months, where totiabdility, LTD coverage provides a
monthly benefit of the lesser of $13,000 or 75%nefired earnings. This is a taxable
benefit. Board pays 100% of premium. Benefit algibility end at normal
retirement age.

Limited Term appointees are eligible for LTD coage, provided that the benefit
entitlement does not extend for more than two €¥ry after the expiry of the term
appointment, and provided that the disability ardgeng the period of the term
appointment.

Any government program which provides duplecabverage shall be established as
first payer.

The Contributory Pension Plan for TUFA Employee3reint Universityhereafter
the "RPP") and th8upplemental Retirement Arrangement for Memberhef
Contributory Pension Plan for TUFA Employees ofntrdniversity(hereafter the
"SRA") and theAggregate Retirement Arrangement for Members oRIRE and the
SRA at Trent Universitfhereafter the "ARA"), as amended from time toetiform
part of theAgreemenand may only be altered or amended by mutual wargied
signed agreement of both Parties, and together gsenghe retirement benefit and
funding arrangement for Members.
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XI.5

XIl.6

XI.7

XIl.7.1

XIl.7.2

XI.7.3

(b)

(©)

ThePension Framework for TUFA Collective Agreemen@2@012 included below
asAppendix J "Third Framework Agreement”, forms part of #hgreementin the
event of a conflict between Items 1-3 of ension Framework for TUFA Collective
Agreement, 2009-20%hd its implementation under the RPP and the ARtAén
form of amendments agreed between the partiesféextiee July 1, 2010, the RPP
and ARA as amended shall prevalil

ThePension Framework for TUFA Collective Agreemenf,20016,included below
as Appendix T, “Fourth Framework Agreement”, forpast of theAgreement

For those insured plans which are non-s$tafi) the Board reserves the right to tender the
benefits contract, change the carrier, etc., pexvionly that equivalent benefit levels are
maintained.

Tuition Waivers

Dependents (spouses and children) of membersledialthe University shall, where they
are not successful in receiving a Scholarship uAgeendix B have their normal academic
fees waived for the duration of this Agreement.nAgkions and progression standards for
such students shall be those applicable to othdests in the University.

Retirees

All bargaining unit retirees are entitled to thevjbeges provided under Senate's March 2013
"Appointment of Emeritus Professors and Librarigoalicy. The title under this clause for
Professional Librarian retirees shall be "Librariameritus”.

Flexible Benefits Plan

Each member shall receive an annual Flexignefits Plan credit of $200 which shall be
administered in accordance with current practickraay be credited toward:

(@)
(b)

Professional Expenses Fund ($é€.2); and/or,
The member’s TrentU card which can be used towards:

i. membership in the Trent University Athletic Faddg, at Faculty rates;
and/or,

ii. Trent University Parking Fees; and/or,
lii. City Bus Pass; and/or

iv. On campus food service providers (Seasoned Spoemlanet, Chartwells,
etc).

Each Flexible Benefits Plan credit mustused entirely within the year of its issue and may
not be carried forward to future years, except amlhe case of the Professional Expenses
Fund where the "carry-over" rules specified\inl2 shall apply.

Flexible Benefits Plan entitlements shadl &ppropriately pro-rated in the case of
appointments which have terms of less than one year
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XI.7.4 In the event the tax status of the FlegiBlenefits Plan changes such that it becomes a
taxable benefit, the arrangement may, at the reaqiiesther party, be opened for immediate
re-negotiation.
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SCHEDULE A: SALARY SCALES

June 30, 2014 July 1, 2414
Faculty 2.5% Monthly Professional Librarianis
Al . Lecturer $70,95 $72,795  6,060140 1.1
A2 $73,564 $75,403  6,283.p9 2
A3 $76,17¢ $78,083  6,506.p6 1.1 3
A4 $78,791 $80,765  6,730.41 1.2 4
A5 Bl ... ... Asst Prof $81,408 $83,443  6,95360 1.3
A6 B2 $84,021 $86,12  7,176.]/9 1.4
A7 B3 $86,631 $88,803  7,400.p4 1.1 1.5
A8 B4 $89,25] $91,442  7,623.p2 1.2 1.6
A9 B5 $91,864 $94,141  7,846.)2 .3 1.7
A10 B6 $94,471 $96,841  8,070.p8 .4 1.8
All B7 clL ... Assoc Prg $97,093 $99,5P0  8,293.36 .5 (1.9
Al2 B8 C2 $99,70B $102,201  8,516]73 V.1 1.6 (1.10)
B9 C3 $102,32p $104,880  8,740[00 v.2 L7
B0 C4 $104,93b $107,568  8,96320 v.3 1.8
B11 C5 $107,55 $110,2/0  9,18665 v.4 1.9
B12 C6 $110,16¢4 $112,918  9,40984 IV5 1I.10
B13 C7 $112,779 $115,5p8  9,63321 V.6 .11
B14 C8 $115,39B $118,2f8  9,85649 V7 1Il12
(B15) C9 D1  Full Prof $118,008 $120,958 10,079.85 IV.8 .1B)
(B16) C10 D2 $120,736 $123,764 10,313.87 V.9 (lll.14)
Cl1 D3 $123,46b $126,552 10,544.97 V.10
Cl2 D4 $126,195 $129,350 10,779.16 V.11
Cl3 D5 $128,92p $132,145 11,014.09 V.12
Cl4 D6 $131,65D $134,941 11,24410 V.13
Cl5 D7 $134,38D $137,740 11478429 V.14
Cl6 D8 $137,100 $140,587 11,711.39  IV.15
Cl7 D9 $139,87b $143,32 11,9471.66 IV.16
C18 D10 $142,565 $146,1p9 12,174.43 IV.17
(C19) D11 $145,2H $148,9p6 12,410.53 (IV.18)
(C20) D12 $148,026 $151,7p7 12,643.89 (IV.19)
(C21) D13 $150,754 $154,5p3 12,8764.90
D14 $153,48P $157,319  13,109|92
D15 $156,211 $160,116  13,34302
D16 $158,94D $162,914 13,576|13
D17 $161,666 $165,708 13,808{97
D18 $164,396 $168,506  14,042/16
D19 $167,12y $171,305 14,275/43
(D20) $169,85y $174,103  14,508|62
(D21) $172,584 $176,899  14,741|55
(D22) $175,314 $179,697 14,97474

Chair Stipend = $8,344.30
Tufa Stipend =20% of B1= $16,688.60
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SCHEDULE AA: Salary Parity

1. SALARY ADJUSTMENTS

1.1 Introduction

The parties hereby agree that salaries of menabeh® bargaining unit will be
adjusted as set out below and Schedule A — SataaleSwill be revised accordingly.

1.2 Disparity Correction

Commencing with the July 1, 2006 to June 30, 2@if}itract year, and each
contract year thereafter, an across-the-board sdflstment equal to the
disparity between average salaries at Trent anchgeesalaries in the Ontario
system (see 2.1 below), based on Statistics Cattetdefor faculty salaries

for the immediately preceding contract year, shaltalculated in each
contract year (see 1.4.2 below) and paid effecliug 1 of the contract year.
For example, in the 2006-2007 contract year, digpaill be calculated on
the basis of Statistics Canada data for 2005-2@d6oaid effective July 1,
2006.

1.3 Parity Maintenance

In addition, commencing with the July 1, 200&tme 30, 2007 contract year,
and in each contract year thereafter, an acrosbdhed scale adjustment for
parity maintenance equal to the system averagedadag/ adjustment for
that contract year shall be calculated in eachraohyear (see 1.4.2 below)
and paid effective July 1 of the contract yearr &ample, in the 2006-2007
contract year, parity maintenance will be calcudata the basis of the system
average base-salary adjustment for 2006-2007 addeffactive July 1,

2006.

1.4 Total Salary Adjustment

1.4.1 The total salary adjustment arising fromané 1.3 shall be determined by the
formula

or

AS=Max [0.0, SAA+DISC] if SAA > =0, (i.e. = greatef zero or the sum of
the parity maintenance adjustment and the dispaoitsection) if the parity
maintenance adjustment is greater than or equadrto

AS=Max [SAA, SAA+DISC] if SAA <O, (i.e. = greatef the parity
maintenance adjustment or the sum of the parityteaance adjustment and
the disparity correction) if the parity maintenamciustment is less than
zero,
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where SAA is the parity maintenance percentage Isand 2.2), DISC is the
disparity correction percentage (see 1.2 and 2.5).

1.4.2 Commencing with the July 1, 2006 to June2B0,7 contract year, and in each
contract year thereafter, an across-the-board staiease equal to the estimated
total salary adjustmenfGest- see below) will be paid effective July 1 of each
contract year. For example, for the 2006-2007 reahtyear, théSestbase salary
increase will commence in July 2006. Startingunel2007 and in June of each
contract year thereafter, the total salary adjustrfsS) as determined by Section
1.4.1 of Schedule AA will be calculated and any@ase abovASest will be paid
with retroactive effect from July 1 of the contrgetar with pensionable earnings
reflecting the adjusted salary paid in June. Kangle, in June 2007, if the
calculatedAS is greater thaASest then the increase oA -ASest) shall be effective
July 1, 2006 and paid from June 2007 forward, iditéah to the payment of the
required catch-up component in June 2007 withaetést, retroactive to July 1,
2006.

The estimated total salary adjustmekfdds) will be calculated as of July 1 of each
contract year for that contract year and will beedmined by Section 1.4.1, with the
SAA portion replaced by SAAand the DISC portion replaced by DisOwvhere
SAAestand DISGstare computed early but in the same manner anbdeosame basis
as SAA and DISC, respectively, except that Disi€ computed on SAS and TAS
data (see 2.3 and 2.4) provided by the University.

2. METHODS FOR CALCULATING COMPONENTS OF SALARY
ADJUSTMENTS

2.1 Comparison Group

As of July 1, 2006, "System" means the followimgversities:

Brock Carleton Guelph
Lakehead Laurentian Nipissing
Ryerson UOIT** Waterloo
Wilfrid Laurier Windsor York

** Subject to inclusion in Statistics Canada data

2.2 Calculation of Parity Maintenance through tyet&m Average Base-salary
Adjustment (SAA)

2.2.1 The base-salary adjustment at each univensitbe system shall be the aggregate
cost, expressed in percentage terms, of the fatigwadjustments: scale or across-
the-board adjustments; adjustments designated@s-gp or cost-of-living
adjustments; anomaly adjustments; special adjussnher than one-per-year
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2.2.2

2.2.3

224

2.2.5

2.3

23.1

2.3.2

2.3.3

career-development increments (CDI), progress-tivethe-ranks increases (PTR),
and merit awards.

The base-salary adjustment shall excludedkeof: one CDI, PTR and merit
increase per year, discretionary or otherwise;sadjants in administrative stipends;
adjustments in overload stipends; benefit or fribgaefit adjustments including
adjustments in research allowances, professioraese funds and equipment-
purchase allowances; one-time-only payments oratezhs such as bonuses and
unpaid days.

Base salary adjustments shall be countedrtbtia calculation of the SAA for the
contract year during which they become effective.

The system average base-salary adjustmentsBalbe the simple average of the
base-salary adjustments at each university inytsees).

The data used for the calculation of SAAldalbased on the facts of each
university’s settlement. When those facts areavailable for any university for any
reason at the time when the calculation is to beedthe parties shall endeavour to
agree on a reasonable estimate of the base-salaistraent for the missing
university. Failing such agreement, that univgrsitall be omitted from the
calculation.

Calculation of the System Average Salary (SAS)

Commencing with the 2006-2007 contract yaad, in each contract year thereafter
in which a calculation of disparity is done undeZ, the system average salary (SAS)
shall be calculated using Statistics Canada datéhéopreceding contract year in the
non-medical-dental appointment category for Facultth and Without

Administrative Duties and for all subjects taugBtAS shall be the sum of the
average salaries published by Statistics Canaassitied according to faculty
members= ranks-and-ages, for the twelve (12) usitves in the system other than
Trent, with each rank-age category average weigbyetie proportion of Trent
faculty who occupy the category.

The weighting factor for Trent faculty shadl calculated as
wi = Ni/Zi(Ni)
= (number in cell) divided by (sum of all cells)
where Ni is the number of Trent faculty reportgd3tatistics Canada in rank-age
category i andZi(...)” means “Sum the quantity within the parentresger all
categories i”. (When there are no Trent facultgategory i, Ni is equal to zero.)

The system average salary shall be calcuésted

SAS = Zi(Wi x SCAI)
= sum of [(weighting factor) times (system categavgrage)]
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234

2.4

2.5

251

where the System Category Average SCAI is theageeof salaries reported by
Statistics Canada in rank-age category i for @luhiversities listed in 2.1 above.

The effect of the calculation in 2.3.3dsatljust the system salary for the difference of
rank-age profile between the system and Trent.

Calculation of the Trent Average Salary (TAS)

In each contract year in which a calculation sfdirity is done under 1.2, the Trent
average salary (TAS) shall be calculated usings$itzg Canada data for the
preceding contract year in the non-medical-deagpgbintment category for Faculty
With and Without Administrative Duties and for allbjects taught. TAS shall be
the sum of the rank-age category average salanigssped by Statistics Canada for
Trent, with each category average weighted by tbpgation of Trent faculty who
occupy the category.

Calculation of the Disparity between Trent Aage Salary and System Average
Salary

The disparity, if any, between the Trent averaaary and the system average salary
in any given year, t, shall be calculated as
DIS = 100.0 x (SASTAS)/TAS:
= 100 times [(system average salamgear t) minus
(Trent average salary in year t)] divided by (Trent
average salary in year t)
where the System Average Salary in year t, Si&Salculated as in 2.3.3 and the
Trent Average Salary in year t, TA® calculated as in 2.4 (DS positive when
Trent Average Salaries are less than System Ave3algies in year t, zero when
Trent Average Salaries and System Average Salarégesqual in year t, and
negative when Trent Average Salaries are greaser System Average Salaries in
year t)

Calculation of the Disparity Correction

For the July 2010 Total Salary Adjustment descriinetl4.1, the DISC component
shall be calculated as:

DISC = DISouo,
where DISo10is calculated as per 2.5 above.
In order to improve the predictability of DISC vakigoing forward, the DISC
component of 1.4.1 for the July 2011 and July 2042ty adjustments will be

calculated as follows:
For July 2011, DISC = (Dig10+ DISp011) / 2
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3.1

3.2

3.2.1

3.2.2

3.3

4.1

and
for July 2012, DISC = (DIf®10+ DIS2011+ DIS019) / 3,

where all DISvalues are calculated as per 2.5 above.

IMPLEMENTATION AND DISPUTE RESOLUTION

Meetings

Beginning in June 2000, the parties shall meetialiyin June to determine the
salary adjustments to be effective 23:59 Hourshenupcoming June 30 described
above. They shall make every reasonable effagdoh agreement on the salary
provisions.

Failsafe

If complete Statistics Canada data for theutation of the System Average Salary
(2.3.1) and/or the Trent Average Salary (2.4) axteavailable for any university for
any reason in June of any year, the most receiiabl@data (e.g. the data for the
year before the year for which the data is misgimghat university) shall be used in
calculating the Disparity Correction.

If the parties fail to agree on a parity nemance number through the SAA for any
contract year by May 31 of that contract year,Rhesident of OCUFA and the Chair
of the CSAO together shall within three weeks datee an SAA number for the
purposes of these salary provisions, failing whiahparties will settle outstanding
disputes with regard to the SAA, university by wersity, by the toss of a coin.

Grievances Relating to this Schedule

Any disputed calculation relating to componentsalairy adjustments and any
dispute about implementation of this Schedule dtebubject to the grievance and
arbitration provisions of the Collective Agreement.

JOINT COMMITTEE ON PARITY

The parties will establish a joint committeepamity. The committee will meet on a
regular basis to discuss issues and exchange iafmmwith respect to parity and
matters related thereto.
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APPENDIX A: THE CLASSIFICATION, PROMOTION
REQUIREMENTS AND SALARY SCALES OF LIBRARIANS

The rank classification for librarians has f@dy levels:
Librarian I, II, 11l and V.

While Librarians at the beginning of their preg@onal careers will normally be
appointed at the floor of Librarian I, a highettial rank/ classification may be assigned
with due regard to both professional and non-psiéesl prior experience. Other
factors influencing initial rank/classification agsment may include market factors and
equity among hirings over the immediately-precedimge-year period. The Library
Personnel Committee shall be consulted in relgbaall initial rank/classification
assignments for new Librarian appointments.

Each rank has a number of salary levels or stbpsge the rank floor, as follows:

Librarian 1 - 4 steps
Librarian 1l - 8 steps
Librarian 111 - 12 steps
Librarian IV - 17 steps

In addition, there are two (2) additional stepthattop of each rank above Librarian I,
which may be achieved in each rank only by way ofesit award (se#l.12.2).

Normal progression within each rank is basedwmtessful performance of duties and
continuing development as a librarian, archivistther specialist.

Criteria for promotion to the next rank are @ltofvs:

@ Itoll Competence in the performance of dsiiie the library.
@i) Nto Ml As provided in 111.11.3.1.
(i) Hlto IV As provided in 111.11.3.2

The holding of any given rank is not tied to bwéding of any given administrative
position.

Salary adjustments for librarians are includethe general salary negotiations
conducted between the Trent University Faculty Aggmn and the University.

In addition to the steps and other possiblergadjustments, librarians are also eligible
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for merit awards. Normally, a merit award is recoemded only for a librarian who, in
the judgment of the Personnel Committee, has madxeeptional contribution since
the time of their last merit award. Merit awards aot to be used for the correction of
anomalies unconnected with merit.

Of the merit awards that are available in eacdamic year (see paragrafti2.1), it

is understood that one and one-half (1-1/2) per, yaaaverage, shall be available for
librarian members. In this regard, it is agreeat tlon average" and "shall be available
are to be applied as follows:

(&) merit awards shall normally be available oralernating system of (i) one (1) in
one year, and (ii) two (2) the following year;

(b) at no time will the librarian members be avetanore than two (2) in one year;
(c) the University Librarian shall advise the Rysvand Vice President Academic, by

no later than November 1 of any academic yeah@humber of merit awards
(either 1 or 2, as above) which will be requiredhat academic year.
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APPENDIX B: SCHOLARSHIP PLAN FOR DEPENDENTS OF MEMBS

Spouses and eligible dependents of members may @ limited number of Faculty
Dependents' Scholarships tenable at Trent Uniyergitmaximum sum based on the
equivalent of fifteen (15) full-time students shadl allocated by the University for each
academic year (i.e., 15 x current basic undergtadudion fees for a full-time student).
Both full-time and part-time students/dependentthv eligible to apply to the Finance
Office for a Scholarship in accordance with théecra set out below. Those who are
successful in this closed competition are not klegfor a Tuition Fee Waivesée XII.5)
during any academic year in which they hold a Satsblip, although they are eligible for
other scholarships and bursaries.

Criteria

In order for a spouse or dependent of a membee &ligible for consideration under this
Plan, the following initial criteria must be met:

i) For students who have completed fewer than @jdull-course equivalents in a
University program and who have been granted tham@nSecondary School
Honours Graduation Diploma (OSSHGD) or the Ont&eéaondary School Diploma
(OSSD): a minimum average of 75% in six (6) Gra8esubjects or six (6) Ontario
Academic Courses or six (6) Grade 12 U or U/C agsyrer equivalent qualifications
from other provincial or national jurisdictions;

i) For students who have completed fewer thaa {&) full-course equivalents in a
University program, but who have not been grante@3SHGD or OSSD: a
minimum average of 75% in all University coursdeetg

iii) For students currently enrolled in a Univéygprogram either on a full-time or
part-time basis who have completed a minimum a {&) full-course equivalents:
either a minimum average of 75% in their last seqgaeof five (5) full courses or a
minimum average of 75% in all University coursdeeta

Administration of the Faculty Dependents' Scholgr$Han

The awarding of Scholarships under this Plan vélblased entirely upon scholastic
achievement, and the determination of eligible igppks will be made by the Admissions,
Enrolment Planning, and Student Awards Subcommiti@aere the number of eligible
applicants who meet the specified criteria excéresiumber of Scholarships available, the
Subcommittee shall rank the applicants based upper®r academic performance to a
maximum of the equivalent of fifteen (15) full-tinseudents. Successful applicants will be
notified by letter.

For the purposes of administering this Plan, adl@céc year is defined as May 1 to
April 30, and scholarships will be available foucses taken over the entire Summer period.
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Students who wish to be considered under this Plast submit a completed Tuition Fee
Waiver application form to the Finance Office adethree (3) weeks prior to the
commencement of the academic session. These afpmtis will be processed in the usual
way to allow students to complete course registmatiAfter registration, the Finance Office
will provide a list of the registered spouses/dejsens with their tuition fees to the
Admissions, Enrolment Planning and Student Awangdsc8mmittee for its determination of
those eligible to receive Faculty Dependents' Sasbips. The Subcommittee will rank
successful applicants and advise the Finance Qffiegiting so that the students may be
removed from the Fee Waiver list. The list of gsful candidates will also be copied to
the Department of Human Resources, which shallsadsiccessful applicants by letter that
they have been awarded a Faculty Dependents' $shigla Applicants who were not
awarded a Scholarship will remain on the Fee Wdiseand will be treated in the normal
manner.

In order to distribute available funds to coversa$sions, the Subcommittee will initially
allocate an amount equivalent to eleven (11) xenurbasic undergraduate tuition fees for
the regular academic session and four (4) x cubvasic undergraduate tuition fees for
Summer and Off-campus. Unused Summer and Off-caralbacations will be carried
forward to the regular academic session.
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APPENDIX C: POLICY ON SCHOLARLY MISCONDUCT
POLICY ON RESEARCH AND SCHOLARLY MISCONDUCT

l. Preamble

All members of Trent University share in a commibh® integrity in their research, and
scholarship. This policy forms a part of Trent Ussity’'s commitment to upholding
integrity in research and scholarship and to mgethe University’s obligations under the
Tri-Agency Framework: Responsible Conduct of Rete@ereafter the Framework)
Integrity in research, and scholarship, includesghnciples listed below.

Commitment to these principles is consistent whih acknowledgement that research can
involve honest error, conflicting data or validfdiiences in experimental design or in
interpretation or judgment of information. Thenciples of research and scholarly integrity
overlap with other areas, such as financial intggni the use of research funds, and the
ethical issues involving the use of human or ansodlects in research, for which there are
established Tri-Agency guidelines and requiremeagsyell as through Trent University’s
internal policies and procedures. This policy cevadl Universitybased research, whether
funded or non-funded. It covers research and scttufa of faculty and students, post-
doctoral fellows, emeritus professors, casual amdract employees, visiting scholars and
students, and research grant and contract employeesers research of a scholarly,
commercial, andonsultative nature.

. Principles of Integrity in Research, and Sahmship

1 Canada’s research granting agencies—Canadiarubestiof Health Research (CIHR), Natural
Sciences and Engineering Research Council of CaiiN@BRC), and Social Sciences and Humanities
Research Council of Canada (SSHRC) hereafter esféaras “Agencies’—are committed to

fostering and maintaining an environment that sugspand promotes the responsible conduct of
research. On December 5, 2011, the Agencies dffidaunched the new Tri-Agency Framework:
Responsible Conduct of Research. This new Framesaigkout the responsibilities and
corresponding policies for researchers, institigj@and the Agencies that together help support and
promote a positive research environment.

It also replaces the previous integrity policy aelhted documents, including th@-Agency Policy
Statement: Integrity in Research and ScholarghipPS-I, 1994), th&ramework for Tri-Council
Review of Institutional Policies Dealing with Intég in Researci{1996) and th&ri-Agency Process
for Addressing Allegations of Non-compliance withAgency Policie2010).

Those involved in research supported by these Agemaust comply with the Tri-Agency

Framework: Responsible Conduct of Research, amet dtri-Agency policies as amended from time
to time. One aspect of the policy is that anyiingon which receives grants from any of the
Agencies is required to promote integrity in resband scholarship, and to have in place, procedure
for investigating allegations of misconduct in r@®d and scholarship
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Academic freedom carries with it the duty to usa freedom in a manner consistent
with the scholarly obligation to base research, saiwlarship, on an honest search
for knowledge. Researchers shall strive to follbe best research practices honestly,
accountably, openly and fairly in the search fait anthe dissemination of
knowledge. In addition, researchers shall folloe tbquirements of all applicable
institutional policies and professional or disamaliy standards, and shalbmply

with applicable laws and regulations. The Univgrtiierefore holds its researchers
and scholars responsible for upholding the follayymminciples:

Recognizing the substantive contributions bfallaboratorsstudentsfunders and
sponsors; using unpublished work of other reseasded scholars only with
permission and with due acknowledgement; and uidigival material in
accordance with the rules of the archival source;

Obtaining the permission of the author befotagiaew information, concepts or
data originally obtained through access to confidémanuscripts or applications
for funds for research or training that may haverbgeen as a result of processes
such as peer review.

Using a high level of rigour in proposing andfpeming research; in recording,
analyzing, and interpreting data; and in reporéing publishing data and findings.

Ensuring that authorship of published work ides, with their consent, all those and
only those who have materially or conceptually cbated to, and share
responsibility for, the contents of the publicationa manner consistent with their
respective contributions and authorship policiesetdvant publications.

. Keeping complete and accurate records of data,adetbgies and findings,
including graphs and images, in accordance wittagi@icable funding agreement,
institutional policiesand/orlaws,regulationsand professional or disciplinary
standards in a manner that will allow verificatmmreplication of the work by others
Retaining original data records for a given stytly the researcher who generated
the datafor at leasfive years after the research is published or etlser publicly
presented (if the form of the data permits thigl &mssurances have not been given
that data would be destroyed to assure anonymity);

. Retaining the personal information of researchesttbjin accordance with the data
retention requirements of the Freedom of Infornratiad Protection of Privacy Act;

. Fostering a shared understanding about the owmeo$hand access to, primary data,
software, and other products of research amonigsplédborators, especially
between supervisors and graduate students, befeeanch is undertaken;

Appropriately managing any real, potential orcpéeved conflict of interest in
accordance with Trent University’s Conflict of Inést Policy;
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9. Presenting accurately and completely one’s scho#artl professional credentials
and accomplishmentghen submitting grant applications, and when engagether
professional duties and responsibilities wherdrkigation to do so is based at least
in part on one’s scholarly and professional credénand accomplishments (e.g.
sitting on a selection committee, NSERC committee);

10. Complying with federal or provincial statutes ogu&ations, and with University
regulations for the protection of researchers, husubjects or the public or for the
welfare of laboratory animals;

11.Complying with other reasonable legal and contr@atequirements that relate to the
conduct of research.

[1l. Non-Compliance

In addition to violations of this policyjon-compliance shall includeny departure from
relevant research policies as outlined inTheCouncil Statement: Ethical Conduct for
Research Involving Humam@sd theTri-Agency Framework: Responsible Conduct of
ResearchtheTri-Agency Financial Administration GuidéheTrent University Senate
Policy for Research Involving Human Participarttse Trent University Conflict of Interest
Policy, the standards set by tBanadian Council on Animal Carand thePublic Health
Agency of Canada Laboratory Biosafety Guideljivelsether deliberate or inadvertent and,
in particular, those that relate to the followiisgues:

1. Breach of research ethics and/or protocol
2. Financial mismanagement of public funds

IV. Breaches of Research Integrity

Breaches include the following:

a. Fabrication Making up data, source material, methodologienalings, including
graphs and images.

b. Falsification Manipulating, changing, or omitting data, souncaterial,
methodologies or findings, including graphs andges without acknowledgement
and which results in inaccurate findings or conclos.

c. Destruction of research record$he destruction of one's own or another's researc
data or records to specifically avoid the detecabwrongdoing or in contravention
of the applicable funding agreement, institutiopalicy and/or laws, regulations and
professional or disciplinary standards.

d. Plagiarism Presenting and using another's published or Urgha work, including
theories, concepts, data, source material, metbgad or findings, including graphs
and images, as one's own, without appropriateerebéeng and, if required, without
permission.
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. Redundant publicationg he re-publication of one's own previously putdd work
or part there of, or data, in the same or anotreguage, without adequate
acknowledgment of the source, or justification.

Invalid authorship Inaccurate attribution of authorship, includirigriaution of
authorship to persons other than those who havieilooted sufficiently to take
responsibility for the intellectual content, or eging to be listed as author to a
publication for which one made little or no mategantribution.

Inadequate acknowledgemeRailure to appropriately recognize contributiafs
others in a manner consistent with their respeaorgributions and authorship
policies of relevant publications.

. Mismanagement of Conflict of IntereBilure to appropriately manage any real,
potential or perceived conflict of interest, in amtance with Trent University’s
policy on conflict of interest in research, prevegtone or more of the objectives of
the Framework (Section 1.3) from being met.

Misrepresentation in an Agency Application or RetaDocumentvhich includes:

* Providing incomplete, inaccurate or false inforroatin a grant or award
application or related document, such as a lefteupport or a progress report.

* Applying for and/or holding an Agency award wheriged ineligible by
NSERC, SSHRC, CIHR or any other research or resdarntling organization
world-wide for reasons of breach of responsibledcm of research policies such
as ethics, integrity or financial management pe§ci

» Listing of co-applicants, collaborators or partnerghout their agreement.

Mismanagement of Grants or Award Fursigh as using grant or award funds for
purposes inconsistent with the policies of the Agest misappropriating grants and
award funds; contravening Agency financial policieemely the Tri-Agency
Financial Administration Guide, Agency grants amceds guides; or providing
incomplete, inaccurate or false information on doeuntation for expenditures from
grant or award accounts.

Failing to meet Agency policy requirementsto comply with relevant policies,
laws or regulations, for the conduct of researdlvidies, including for example
failing to obtain the appropriate approvals, pesmoit certifications before
conducting research.

Procedures

The following procedures are intended to addressaompliancen the part of anyone

involved in research within the University. Theypéy to all faculty, professional

librarians, visiting scholars, postdoctoral fellowessearch chairs, emeritus, adjuncts

and staff This policy also applies to undergraduate and grdstudents insofar as
they are involved in research. They do not lifné tights of persons whose terms and
conditions of employment are governed by a coNeciigreement.

Members of the University community are encoacatyp resolve
misunderstandings or disputes among themselvegloimiormal assistance of
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Vice President Research or designate.

A formal allegation of non-compliance must bétten, dated and signed, and
directed to thé&/ice President Researhthin one month of the evidence on which
it is based becoming known. An exact copy of thigten allegation must be sent
to the Secretariat for the Responsible Conductesigdrch. The written allegation
must include pertinent details and supporting eveee \When the Provost or Vice
President Research is named in an allegation, rggdentshall replacehe

Provostor Vice President Researgrherever they have a role in these procedures.
When the President is named in an allegation, gula® from the Board of
Governors shall replace the President wherevertiageg a role in these
procedures.

Upon receiving or making a formal allegatitime Vice President Research or
delegateshall notify the person named in the allegatidhe Vice President of
Researclshall endeavour to clear up misunderstandings @anietiate disputes
where possible, maintaining the highest degre@nfidentiality so as to protect
the reputations and careers of all involvadheVice President Researshall
form a judgment as to whether the allegation shpubdeed to a formal
investigation.

If the Vice President Researghdges that the allegation should not proceed to a
formal investigation, the person named in the allieg, as well as the person
making it, shall be advised that the matter isna¢iad. The file is destroyed.

If the Vice President Resear@iges that the allegation should proceed to a
formal investigation, the person named shall befaymed, promptly and in
writing.

The formal investigation of the allegation begip®n receipt of written notice by
the person named. The written notice shall includepy of the signed allegation
and shall invite the person named to respond taltbgation. Where the person
named is a member of a bargaining unit, a coph@signed allegation shall be
sent at the same time to the appropriate bargaagegt, and the person named
shall be informed that he or she may elect to loempanied by the bargaining
agent or any other willing person of their choosimgny of these procedures.

Within 30 days of the receipt of the formal comptahe Vice President of
Research shall appoint a committee responsible¥@stigating the complaint.
The committee will consist of three (3) personsrfrine University community
that have appropriate knowledge and experience VidePresident of Research
will appoint a Chair from among the committee mersb&he committee will
carry out a detailed examination of the facts ra\o the allegation. The
committee will have access to all relevant docuigo and will conduct
interviews with (at a minimum) the complainant dhd respondent. The
Committee shall ensure that the person named ialkbgation is allowed to know
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V1.

10.

11.

12.

13.

any evidence presented and has ample opportunigspmnd to that evidence. The
Committee will complete its investigation as quickk possible, normally within
90 days of being appointed. The proceedings wiltd&idential. The report will
contain a conclusion reached by the committee avbather the allegation had
been substantiated.

The parties may extend the timelines with rautensent. A copy of the report
shall be sent at the same time to the person namntbd allegation and to the
appropriate bargaining agent if the person is a begraf a bargaining unit.

If, after reviewing all appropriate evidence inahglthe report, th®rovostholds
that clear and convincing evidence of scholarlyommluct (as provided by section
I) is not found, théProvost shall so inform, in writing, the person reahin the
allegation, and the University shall take reasomab¢ps to protect and/or restore
the reputation(s) and credibility of the person edrand of any other person(s)
wrongfully implicated during the procedures.

If after reviewing all appropriate evidence incluglithe report th@rovostholds
that there is clear and convincing evidence of Eghomisconduct (as provided
by section 11), the Provost shatiitiate the discipline process according to the
applicable collective agreement or in the casadividuals not represented by a
bargaining agent, the VP, Research shall deterappeopriate sanctions.

If the University decides after formal investigatioot to proceed against the
person named in the allegation, or if an arbitratiecides in favour of the person,
the University shall remove all documentation rielgto the allegation from the
person's personnel files or other equivalent filled, except for arbitration reports
which shall be retained, shall at the discretiothat person destroy the
documentation or transfer it to that person. Tmeaeal of documentation from a
person’s personnel file or other equivalent fileslmot prevent the University
from meeting its reporting obligations as descrilbe8ection VI. Reporting
Requirements.

No person who honestly and in good faith makedlagation or gives evidence in
accordance with this policy will be subject to iept. An individual making
allegations or giving evidence recklessly, malisigior in bad faith shall be
subject to disciplinary action under the relevanitective agreement, where
applicable, or to sanctions determinediwy VP, Research.

This policy, insofar as it affects members of thienk University Faculty
Association bargaining unit, is extended by Artidlel9 of the Collective
Agreement between the Board of Governors on behdlfent University and the
Trent University Faculty Association.

Reporting Requirements
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a. Subject to any applicable laws, including privaaws$, the University shall advise
the relevant Agency or the Secretariat on Resptm€ibnduct of Researd8RCR
immediately of any allegations related to actiatieanded by the Agency that may
involve significant financial, health and safety,abher risks.

b. The University shall advise SRCR confirming whetbenot the Institution is
proceeding with an investigation where the SRCR eegsed on the allegation or
advised as per Section 4.4.a. If a breach is goefirat the inquiry stage, reporting
requirements outlined in Section 4.4.c apply.

c. The University shall prepare a report for the SR€Reach investigation it conducts
in response to an allegation of policy breachestedlto a funding application
submitted to an Agency or to an activity fundedabyAgency. Subject to any
applicable laws, including privacy laws, each reébiall include the following
information:

o the specific allegation(s), a summary of the firgds) and reasons for the
finding(s);

o the process and time lines followed for the inqaing/or investigation;

o the researcher's response to the allegation, iged¢isin and findings, and any
measures the researcher has taken to rectify daelhby and

o the investigation committee's decisions and recondagons and actions
taken by the University.

The report should not include:

o information that is not related specifically to Agg funding and policies; or
o personal information about the researcher, or éingrgerson, that is not
material to the Institution's findings and its rego the SRCR.

d. Inquiry letters and investigation reports shoulcsbhbmitted to the SRCR within two
and seven months, respectively, of receipt of tlegation by the University. These
timelines may be extended in consultation withSRCR if circumstances warrant,
and with monthly updates provided to the Agencyl tiné investigation is complete.

e. The University and the researcher may not enterdohfidentiality agreements or
other agreements related to an inquiry or investigahat prevent the Institution
from reporting to the Agencies through the SRCR.

f. In cases where the source of funding is unclearSIRCR reserves the right to
request information and reports from the Institatio

VIl. At all times, the University shall take reasonatikps to protect the funds of any
external granting/contracting agencies involved.

VIIl.  Where it is the Agency that initiates an estigation, the University will provide the
Council with a comprehensive report of the pro@ess findings.
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~NOoO oIk, WNBE

1. THE ONTARIO HUMAN RIGHTS CODE (“THE CODE”)

Under theCode every person has the right to freedom from disicration and harassment
based on specified protected grounds. Trent Unitygesohibits any form of discrimination
and harassment that constitutes a violation ofrsgmés rights under the terms of this Policy
on Discrimination and Harassment (“the Policy”) dheCode This Policy affirms Trent
University’s commitment to compliance with the Code

2. TRENT'S COMMITMENT

Trent University is firmly committed to ensuring ameness of rights and responsibilities
under this Policy and to the goal of eliminatingadiminatory barriers. Indispensable to an
institution that values, supports and upholds #@rgral role of equality, access and respect
for its faculty, students and staff, is an envir@mtthat is free of discrimination and
harassment. Trent University is fundamentally cottedito the promotion of free inquiry
and expression, and strives to provide a workiegriing and an on-campus residential
environment that is supportive of study, scholgrsteaching and research.
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3. PROTECTED GROUNDS

Consistent with th€ode this Policy prohibits discrimination and harassimen the basis of
the following grounds as defined by tBedeand precedents established through
jurisprudence:

 Age

* Ancestry

» Citizenship

* Place of Origin
* Race

» Colour

* Creed (religion)
* Disability

» Ethnic origin

* Family status

* Gender Identity/Expression

» Marital Status (married, single, widowed, divorcseparated or living in a conjugal
relationship outside of marriage, whether in a sameor opposite sex relationship)

* Receipt of public assistance (in housing only)

* Record of offences (in employment only)

* Sex (including sexual harassment, pregnancy arastie=ding)

» Sexual orientation

Discrimination is often multi-dimensional with cuative impacts. A complaint of
discrimination or harassment may be based on nlggounds (e.g., age and disability),
and/or overlapping grounds (e.g., race and ethmginy. Members of the Trent University
community are also protected against discriminadéiot harassment due to association or
relationship with a person identified by one of gnetected grounds, as well as due to the
perception that a protected ground applies (formgta, perception that a person has a
mental disability).

4. COVERAGE
This Policy applies to all members of the Trentudnsity community including:

* Employees (full-time, part-time, sessional, corttreemporary, casual and
otherwise);

» Students (full-time and part-time);

* Members of the Board of Governors, and its advismyad hoccommittees;

* Volunteers, coaches, interns and contractors wbaighe products, services or
research, while on campus;

» Individuals who are located on campus while empddyg another organization
(e.g., employees of faculty/employee/student unions
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This Policy and its complaint procedures will apfgymembers of the Trent community in
situations with a substantial connection to thevdrsity including those occurring:

* on University property;

» with the use of Trent’'s computer and telecommuiooatnetwork, and in Trent or
private vehicles being used for University businasfor travelling between work
and study locations;

» at a University sponsored event including but imatted to off-site delivery and field
trips.

Incidents occurring off campus or through electcaneans outside the University network
which have no or little likelihood of impact on thimiversity work, study or on-campus
residential environment generally are outside thisgliction of this Policy and normally
would be pursued thorough the Human Rights Triboh&ntario, police services, private
legal action or other processes.

Students on placement are covered by this Polidyla@Code Employees of institutions
that provide placements for Trent students (elgoals, hospitals) are not covered by this
Policy. If an incident occurs on placement (in@hgdthose outside Ontario and Canada),
University representatives will engage in discussiwith the student(s) and placement
agency to take reasonable steps to address comgpddidiscrimination and harassment.

All contractual relationships entered into by theivérsity will be governed by a standard
clause stating the contractors must comply withGbdeand relevant University policies.

5. ACADEMIC FREEDOM

Academic freedom is a fundamental tenet of Univelge and is a condition of

employment expressly extended to academic emplgnmes pursuant to the terms of their
respective collective agreements. Academic freesh@iundes the right to question and
challenge traditional norms, and the freedom tingafesearch questions, to pursue answers
to those questions by way of unrestricted but prapeestigative techniques and to
disseminate the knowledge gained to students, atad®lleagues and society as a whole.
Academic freedom does not require neutrality onpdae of the individual. Rather,
academic freedom makes commitment possible. Acedeeedom carries with it the duty
to use that freedom in a manner consistent wittsthelarly obligation to base research and
teaching on an honest search for knowledge. €kkecise of academic freedom may
challenge and/or offend the ideas, sensibilitiet lzgliefs of others. However, academic
freedom does not confer immunity from the termghadf Policy.

6. NO LIMITATION ON COLLECTIVE AGREEMENT
Nothing in this Policy shall limit or amend the pigions of collective agreements between

Trent University and collective bargaining unitslurding provisions related to academic
freedom.
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7. DEFINITIONS

7.1 Discrimination (General)

Any form of unequal treatment based on one or rposhibited grounds, whether imposing
extra burdens or denying benefits. It may be indead or unintentional. Discrimination may
take obvious forms or it may occur in very subtkeys. Where there are many factors
affecting a decision or action, if discriminatiaane factor, it is a violation of ti&odeand,
therefore, this Policy. It is not discriminationacontravention of this Policy to plan,
advertise, adopt or implement a program that héis abjective the amelioration of
conditions of disadvantaged individuals or grougentified by the protected grounds.

7.2 Constructive Discrimination

Where a requirement, qualification or factor extbtt is not discrimination on a prohibited
ground but that results in the exclusion, reswitior preference of a group of persons who
are identified by a prohibited ground of discrintioa except where the requirement,
gualification or factor is reasonable dmoha fidein the circumstances.

7.3 Systemic Discrimination

Where patterns of behaviour, policies or practigbgh are part of an organization’s
structure unintentionally create or perpetuatediiaatage for a group of persons who are
identified by a prohibited ground of discrimination

7.4 Harassment (General)

A course of vexatious comment or conduct that setaon a protected ground and that is
known, or ought to be known, to be unwelcome. gk egregious incident may constitute
harassment.

7.5 Sexual Harassment
A form of harassment involving comment or conduch sexual nature that is known, or
ought to be known, to be unwelcome where:

* submission to such comment / conduct is made egk@icitly or implicitly a term
or condition of an individual's employment, acadestatus, or academic
accreditation; or

» submission to or rejection of such conduct by alvidual is used as the basis for
employment, or for academic performance, stateoreditation decisions affecting
such individual; or

* such conduct interferes with an individual's workaoademic performance; or

* such conduct creates an intimidating, hostile tersfive working or academic
environment.

Sexual harassment can include but is not limitede¢gual assault or threats of a sexual
nature; unwelcome sexual advances, invitationequests; demands for sexual favours;
innuendos, taunting or degrading words about aop&ody, appearance or gender/sexual
orientation; leering; sexually derogatory or offeesremarks about an individual; inquiries
or comments about a person’s sex life; and dispdagegrading or offensive sexual
material including sexual jokes.
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8. REPRISAL

Every individual has the right to raise an issueanplaint of discrimination or harassment,
and to participate or cooperate in any role unkerolicy and/or procedures, without fear
of retaliation or reprisal. Retaliation or reprsatill be treated as harassment and/or
discrimination.

9. FRIVOLOUS OR VEXATIOUS COMPLAINTS

The University retains the right not to proceed rehtbere is sufficient evidence that a
complaint is frivolous or vexatious, and, in suases, may impose sanctions and remedies
that it deems appropriate.

10. PREVENTION, EDUCATION AND AWARENESS

Trent University is committed to an education arahing strategy to promote widespread
understanding about what constitutes harassmerdiaadmination and why in their many
forms they can be harmful to individuals and thentrcommunity. This Policy provides the
conceptual framework for related educational itites in areas such as:

* employment equity;

» disability accommodation;

e community engagement;

» diversity management; and

» other areas that could assist in building a cultinespect.

Trent University will promote awareness of thisiPpby:

» making the policy available to existing and new rbers of the University;

» offering training to persons with management, sugem, leadership and collegial
decision-making responsibilities; and

» conducting on-going awareness campaigns.

11. RESOLUTION PROCEDURES

Trent University shall provide both informal andrfal mechanisms to address issues that
fall within the jurisdiction of this Policy. Theseechanisms are outlined in tResolution
Procedureq“Procedures”) to this Policy.

12. ROLES AND RESPONSIBILITIES

All members of the Trent University community asgected to refrain from any form of
harassment and discrimination, and co-operateyrresolution procedure if necessary.
Persons in positions of authority have the add#ioasponsibility to respond to allegations
of discrimination or harassment in an appropriaig mely manner, consistent with this
Policy.
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13. REVIEW OF POLICY

This Policy may be reviewed periodically. Any chaago the Policy must be consistent
with prevailing collective agreements and with @ede(which prevails over all university

policies and collective agreements).
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COMPLAINTS AND RESOLUTIONS PROCESS

1.1 General Procedures

It is the University’s intention that complaintdated to protected grounds will be resolved
in a respectful and timely manner. However, wleesgtuation cannot be resolved by
speaking with the relevant party(ies), the objecti¥ resolution procedures is to provide a
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mechanism to allow human rights issues to be briotagtine attention of the University and
addressed. The following resolution processes\aiadle to members of the University
community who initiate human rights complaint(s):

» informal resolution;

» formal investigation;

e grievance procedures (unionized employees);
* Human Rights Tribunal of Ontario (“HRTQO?).

1.2 Relevant Parties to a Complaint

The relevant parties to a complaint under thisgyadire the complainant(s) and the
respondent(s). The complainant(s) is the party(resating the complaint and who is
seeking redress for a perceived injury or wronge fespondent(s) is the party(ies) named
by the complainant(s) as having committed the peedenjury or wrong and who is
required to answer to the complaint.

1.3 Early Communication Encouraged

Any person who feels that they have been harasséd@iminated against is encouraged to
initiate discussion(s) with the person(s) whos@adajave rise to the issue. This allows an
opportunity for the complainant(s) to inform thependent(s) of the nature of the distress
experienced and the remedy being sought, and aortojyity for response and resolution of
the issue(s) in question. Individuals are strgrgicouraged to explain to the offending
party(ies) what they believe to be the negativeactpf a decision, policy, behaviour, or
unwelcome conduct but are not obliged to do sohE#aation should be assessed and
considered based on its unique facts and circurmss$an

1.4 Exceptions

If an individual believes that addressing the affieg party(ies) could lead to escalation of
discrimination and/or harassment, or create safgkg, or where a power differential limits
an individual's ability to express concerns, théividual may choose to not interact
directly.

1.5 Resolution Options

In the event that a complaint situation cannotds®ived by communication between parties
directly, a request may be made to the Human Rigtitssor for information about making

a complaint under these Procedures.

Where alternative mechanisms are available and apgiication is mandated by legislation
or another University policy (e.g.: complaint preseainder Trent's Annual Access Plan for
persons with disabilities; Ontario Teachers’ Fetienaguidelines regarding harassment
complaints that arise during practicum placememtstudents in programs in the School of
Education), individuals should pursue resolutiomtigh those measures, prior to accessing
these Procedures. Nothing in these Procedurdgd?dlicy on Discrimination and
Harassment prohibits an employee represented bygaining agent from pursuing his or
her rights under the applicable collective agredmewntherwise in accordance with the law.
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2. OFFICE OF HUMAN RIGHTS

2.1 Role in the Complaints Process

The Human Rights Advisor is available to any mendie¢he Trent University community
to assist and provide individuals and groups witbrimation about the Policy, Procedures
and other human rights matters. The Human Rigligsdr’s role is not to act as an
advocate for either the complainant(s) or the redpat(s) nor to provide legal advice. The
Human Rights Advisor is charged with:

» Helping the parties understand and access theyPaid Procedures.

* Reviewing complaints or potential complaints unidher Policy to determine if they
properly fall within the scope of the Policy.

* Working with the party(ies), if so requested, tplexe early resolution options
through voluntary informal resolution either dilgand/or in securing an
independent mediator (internal or external).

* Acting as a investigator in a complaint under thecBdures.

2.2 Confidentiality

Any and all oral and/or written communications wiitie Office of Human Rights are
confidential and cannot be shared with any othetyfias) without written consent from
both the complainant(s) and respondent(s). The &Jgity and all parties to a complaint will
treat all information as confidential, subject e following exceptions: where disclosure is
required to investigate and/or resolve a compleamisistent with the Policy and Procedure;
or where disclosure is to the complainant’s or oesient’s union; or where otherwise
required by law or under TrentGampus Violence & Harassment Policy

3. TIMING FOR FILING A COMPLAINT

3.1 Deadline to file a complaint

Complainants are expected to file their complagn$@on as possible after the incident(s)
giving rise to the complaint has occurred. Subje@.2, a complaint that is filed more than
five (5) months after the last incident giving rtsethe complaint will not be processed.

3.2 Exception

A complaint may be initiated beyond five (5) monthgircumstances where the delay was
incurred in good faith and no substantial prejudikests such that proceeding with the
complaint would deprive the respondent(s) of adaiportunity to respond to the complaint.

4. REPRESENTATION

4.1 Supportive Persons

Complainants and respondents may bring a “supgop@rson” (e.g., colleague, student
representative, parent/guardian, University coworséb any meetings through the
proceedings. Supportive persons are requiredholdgonfidentiality and are not permitted
to intervene and/or disrupt the process.

4.2 Bargaining Agent Notification and Representatin

A complainant or respondent who is a member ofllectove bargaining unit is encouraged
to consult with his/her bargaining agent aboutmm@aint. If an investigation has not yet
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been initiated, the bargaining agent shall accompla® member in any meetings or related
proceedings under this policy unless the memberastlg otherwise. If an investigation has
been initiated, the bargaining agent shall accompla® member in any meetings or related
proceedings under this policy.

Where a respondent is a member of a bargainingtheitunion shall be notified that a
complaint has been filed against the member. Thieeshall not contain any details other
than the date of the complaint, and the responsiétghtity. The respondent will be advised
of their right to have all information related teetcomplaint shared with their union and to
seek assistance and counsel respecting their tigller their respective collective
agreement(s).

Where a respondent is a member of a bargainingtheitHuman Rights Advisor shall
provide the bargaining agent with notice when aamt is filed, and shall provide the
bargaining agent with a copy of the investigatiepart when it is distributed.

4.3 Use of Independent Legal Counsel

A complainant or respondent may choose to seelperttient counsel or advice at their own
expense. Legal counsel (for non-unionized employeay attend meetings as supportive
persons but cannot act as legal representatives.

5. OTHER ISSUES IN THE COMPLAINTS PROCESS

5.1 Multiple Complaints

Two or more complaints alleging a violation of #elicy by the same respondent, or having
facts in common, may be dealt with in the samegedimg, at the discretion of the decision-
maker.

5.2 Interim Measures

In instances where, in the opinion of the decisiwaker, there is clear and convincing
evidence of a threat to personal health and sabety, the ability to carry out duties and
responsibilities, the University will separate ttemplainant(s) and respondent(s) in order to
stabilize the situation before a resolution procedsi initiated and/or concluded. Where
such measures are taken, a timeframe for reviaiweoiterim measures will be established
and communicated to the complainant(s) and respafgjend, in such cases, where either
the respondent(s) or the complainant(s) is a mewi@bargaining unit, their respective
bargaining agent shall be advised of the actioartakny interim measure taken shall be in
accordance with the applicable collective agreement

5.3 Reprisal (General)

Every individual has the right to file a complaaftdiscrimination or harassment, and to
participate in any role under the Policy and Procesl, without fear of retaliation or reprisal.
Retaliation or reprisals will be treated as a fafnmarassment and/or discrimination.

5.4 Frivolous or Vexatious Complaints

The University retains the right not to proceed rehtbere is sufficient evidence that a
complaint is frivolous or vexatious. Such a findisgnade by the relevant Vice-President
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further to a concern being raised by a respondetiteoHuman Rights Advisor or by a
person serving as a mediator or investigator. Wadneding is made that a complaint is
frivolous or vexatious, the University may imposastions and remedies that it deems
appropriate provided that where the complainarggsesented by a bargaining agent, such
discipline shall be imposed in a manner which iagnordance with the provisions of the
applicable collective agreement.

5.5 Alternative Proceedings

The University encourages the internal resolutibooonplaints, and therefore encourages
complainants to make use of the Policy and Proesdwhenever it is possible to do so.
However, the Policy and Procedures in no way poechny complainant(s) or respondent(s)
from utilizing alternative options (e.g., Human Rig Tribunal of Ontario, civil lawsuit,
grievance), subject to 10.2. For further clanitgthing in this Policy or Procedures shall
limit the rights of any party under any collectagreement.

5.6 Withdrawal

The complainant(s) retains the right to withdrasoanplaint at any time during the process
up to and including the conclusion of the formgbag process. Upon written notification of
withdrawal or alternative proceedings, a resoluporcedure under the Policy and
Procedures shall cease, subject to the Universigggonsibility for due diligence and any
investigation of frivolous or vexatious complaints.

5.7 Due Diligence

On receiving a complaint of discrimination or hamagnt, a person in a position of authority
is required to take appropriate and timely actioonder to address the situation consistent
with the Policy and Procedures. Information disetbt University counselors, doctors or
any position covered by thersonal Health Information Protection A€the PHIPA”) is
privileged and will not be disclosed except as neglior permitted by thEHIPA.

5.8 Constructive/Systemic Discrimination/Issues d?Public Interest

In the event that a University policy, procedurgmactice is the subject of a complaint of
constructive or systemic discrimination, the conmylavill be brought to the attention, in
writing, of the University administrator who is pessible for that policy, procedure or
practice. The University administrator will engagealiscussion, research, an informal
process or formal investigation, as appropriatépWong the principles of and considering
the timelines in the Procedures. It is recognibed any policy and procedural changes will
require extended time for consultation and approval

6. INITIATING A COMPLAINT

6.1 Responsibilities of the Parties

Each party to a complaint is advised to keep writtetes about the events at issue, as well
as maintain any relevant documentation. Partiesesonsible for knowing and
understanding the Policy and Procedures.

6.2 Complaint to be Made in Writing
A complaint shall be made in writing and must irgwall of the following details:
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* What happened — a description of the events catsitu

* When it happened — dates and times of the everntgidents
* Where it happened

* Names of witnesses, if any

* Remedy(ies) sought

In addition to making a written complaint, the cdaipant will be expected to attend
meetings with the Human Rights Advisor and/or exdéconsultant or University
representative(s) who are responsible for infonmasblution, or fact-finding/investigative
processes, and to provide any required additigriaimation.

7. COMPLAINT PROCESS

7.1 Assessment by the Office of Human Rights

Upon receipt of a written complaint, the Human RsghAdvisor shall determine whether the
complaint appears, on the face of it, to be withimmscope of the Policy.

7.2 Notification to Respondent

Having determined that a complaint appears to bieinvine scope of the Policy, the Human
Rights Advisor will provide a copy of the writteomplaint to the respondent and where
applicable, to their union.

8. INFORMAL RESOLUTION

8.1 Request for Informal Resolution

Any member of the University community may requeesgistance from the Human Rights
Advisor to reach an informal resolution of a conmpiainformal Resolution is a voluntary
option that is intended to help parties settle uisp on mutually agreeable terms. In some
cases, complainants may be advised that their camcan, should or need to be brought to
the attention of some other official of the Uniugr$or proper and full resolution.

8.2 Willingness to Participate

Where the Human Rights Advisor believes therepsssibility of reaching an informal
resolution, of a complaint or where at least onthefparties requests that such efforts be
made, the Human Rights Advisor shall contact tineoparty(ies) to determine their
willingness to participate in a voluntary proces$&lp the parties settle the dispute on
mutually agreeable terms.

8.3 Facilitating Agreement

Where an informal resolution process has beerataii the Human Rights Advisor shall
make a good faith effort, through the use of ampla technique (e.g., discussion,
consultation, conciliation, mediation) directly dmdin securing an independent mediator, to
facilitate a mutually acceptable agreement.

8.4 Appointment of an Independent Mediator

In some cases, including where a party so requestsmal resolution may involve the
retention of another person trained in mediatidarimal or external to the University. The
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Human Rights Advisor may recommend the appointroéah independent mediator in
instances where the Advisor has identified a péssibnflict of interest.

8.5 Withdrawal from Informal Resolution
Because the informal resolution process is volyntamy party may withdraw at any time
from the process by providing written notice to Hiegman Rights Advisor.

8.6 Three Weeks to Conclude Informal Resolution
Resolving the complaint through informal resolutgirall normally be completed within
three (3) weeks of all parties’ agreement to pigdie.

8.7 Extension of Time

In exceptional and compelling circumstances thefieme may be extended at the
discretion of the Human Rights Advisor where tosdds likely to result in an agreement. If
the Human Rights Advisor determines there is nearable prospect to reach agreement,
the Advisor will notify the parties in writing taaclude the process.

8.8 Confidentiality of Informal Resolution Process

In order to support the chances of successfuluésal except where disclosure is required
by law, any and all information that is created amaintained by the Human Rights Advisor
/ Independent Mediator during the informal resantprocess is to remain confidential to
the mediation process and may not be introducédeifiormal process. Sanctions may not
be implemented other than through the formal reégmiyprocess unless the sanctions form
part of a mutually agreeable, voluntary settlement.

8.9 Informal Process and Investigation
No person having conducted the informal mediatiamtess shall be appointed as the
investigator of the complaint in question.

9. FORMAL INVESTIGATION
9.1 Referral by Office of Human Rights
Where informal resolution is not successful orahl#, or where a party does not wish to
participate in an informal resolution process, khweman Rights Advisor will refer the
complaint to:
» the Vice-President of the respondent’s divisiothd respondent is an employee;
» the Vice-President Academic if the respondentstudent.

A complaint against a Vice-President will be filith the President. A complaint against
the President or a Governor will be filed with tkair of the Board of Governors. A
complaint against the Chair of the Board of Govesaill be filed with the Vice-Chair. In
such cases, subsequent references to “Vice-Préswlidirbe substituted accordingly.

9.2 Situations Involving Multiple Respondents

In situations involving multiple respondents, thied/Presidents will determine who will
oversee the investigation process based on théasdesof the complaint. This
responsibility may be delegated, in which caseregfees to “Vice-President” in this section
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will refer to the delegate.

9.3 Investigation Procedure
An investigation will proceed as follows:

1. The relevant Vice-President and Human Rights Adwab meet with the
respondent(s), bargaining agent representativetsgpplicable, and supportive
person chosen by the respondent(s) to review theeps and provide a copy of the
written complaint if it has not already been pradd

2. The respondent will have ten (10) working daysrovae a written response, a copy
of which will be provided to the complainant.

3. The Human Rights Advisor may be responsible forcireduct of the investigation.
Where the Human Rights Advisor is not availablewbere the Advisor has
conducted an informal mediation process, or wheeeAdvisor has identified a
conflict of interest, the relevant Vice-Presidentconsultation with the University
Secretary, will appoint an investigator, who mayek&ernal to the Trent community,
who possesses expertise in the following areas:

* human rights issues and principles;
» the requirements of t@ntario Human Rights Code;
* methods for conducting effective human rights itigegions.

9.4 Submissions to the Investigator
The investigator will be provided with a copy oétbomplaint, written response, and the
Policy and Procedures.

9.5 Office of Human Rights Availability

The Human Rights Advisor will be available to ayegnal investigator, the relevant Vice-
President, complainant(s) and respondent(s) tcsadwvi the Policy and Procedures as
necessary.

9.6 Extent of Investigator's Scope

The investigation will be limited to the jurisdioh of the Policy and normally to the
complaint that has been filed. The investigatot miet with the complainant(s) and
respondent(s) separately to obtain informationveeiéto the investigation. The
respondent(s) will be given a full and fair oppaity to respond to the complaint. The
investigator will determine whether and which wgses will be interviewed, and may
request the production of documents that may levaek to the investigation. Both the
complainant(s) and the respondent(s) have the megpbty to provide information as
accurately and promptly as possible. The invesiigaiay refer the complaint back to
informal resolution with the agreement of the gt it appears that informal resolution is
possible.

9.7 Time for Completion of Investigation
The investigator will make every effort to compléte investigation within thirty (30)
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working days of being in receipt of the complaintavritten response but failure to do so
shall not invalidate the process.

9.8 Investigator’'s Report

At the conclusion of the investigation, the invgator will write a report outlining the
findings which may also include an overview of humnigghts principles. The investigator
will provide a copy of the report, on a confidahbasis, to the complainant(s) and the
respondent(s), and the respondent(s)’s bargaimgagtdif applicable), the relevant Vice-
President and the Human Rights Advisor (if applieab

9.9 Investigator’'s Notes Maintained in Office oHuman Rights

The investigator’s notes and transcripts (if aggilie) will be maintained in the Office of
Human Rights in a secure and confidential fileaoadance with the requirements of these
Procedures.

9.10 Vice-President’'s Review and Decision

The relevant Vice-President will review the repamt decide on the complaint. If the
complaint is found to be substantiated, or was doabe frivolous or vexatious, the Vice-
President will determine appropriate remedies/sanst if applicable. For unionized
employees, any disciplinary action will be undeeiakn accordance with the applicable
collective agreement provisions and will be imposedccordance with the procedural
requirements of the collective agreement, andgtits thereunder shall be preserved.

The Vice-President’s decision will be communicatedeparate letters to the complainant(s)
and respondent(s) and, where the respondent ia member, to the party’s union.

9.11 Extension of Timelines

Timelines may be extended in good faith by thevaaté Vice-President, and such extension
will be communicated in writing to the complaina)i(respondent(s), bargaining agent(s)as
applicable, investigator, and the Human Rights Adi

10. LIMITED APPEAL OF OUTCOME OF INVESTIGATION
10.1 Appeal on Grounds of Procedural Error or NewEvidence

Either the complainant(s) or respondent(s) may alppe outcome of an investigation on

the grounds of procedural error or that significaedv evidence has become known after the
final report but before the expiry of the appeaiqd Appeals must be submitted in

writing, within ten (10) working days of receivinige decision, to the Human Rights
Advisor. The Human Rights Advisor will refer thepaal to another Vice-President (i.e. not
the decision-maker) on the basis of availabilityhéké the respondent was a Vice-President
or President, the appeal will be referred to thaiCtr Vice-Chair of the Board of

Governors which is substituted accordingly.

10.2 Review of Appeal

The Vice-President receiving the referral will r@withe appeal submission, the
investigation report and the decision, and willess decision on the appeal within fifteen
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(15) working days of receipt.

10.3 Extension of Timelines

Timelines under this appeal procedure may be ertbimdgood faith by the Vice-President
receiving the referral, and such extension wilcbenmunicated in writing to the
appellant(s), all other parties to the complaing the Office of Human Rights.

11. HUMAN RIGHTS CODE/GRIEVANCES

11.1 No Bar to Exercise of Rights Outside the Poly

The University encourages the internal resolutiboomplaints, and therefore encourages
complainants to make use of the complaint procedinenever it is possible to do so.
However, the provisions of this Policy and Procegun no way affect the right of any
person to exercise rights under ®ede or grievance procedures for unionized employees
within the time limits specified by each.

11.2 Cessation of Policy Resolution Process

Upon written notification of a grievance or HRTQppeedings, a resolution procedure under
this Policy will stop subject to the University'ssponsibility for due diligence, having

regard for its responsibility to respond approgiiato allegations of discrimination and
harassment, police involvement (if any) and angotonsiderations applicable to the
circumstances, unless the relevant bargaining dgentiled a formal request to hold the
grievance in abeyance consistent with the relegali¢ctive agreement.

12. REMEDIES AND SANCTIONS

12.1 Remedies

Remedies are intended to restore individuals tgtstion they would have experienced
had the discrimination or harassment not occuEgdmples include but are not limited to
an apology, reinstatement, compensation for atbsaks, provision of services, and
adjustment of fees. The intention of the Policyeistorative and educative.

12.2 Sanctions

Where necessary, sanctions are intended to erisanenderstood that violations of the
Policy and théOntario Human Rights Codare taken seriously. Examples include but are
not limited to verbal or written warning, loss afjileges, suspension, demotion, and
expulsion (students) or dismissal (employees).

For unionized employees, any disciplinary actiotl la@ consistent with collective
agreement provisions and will be imposed in acawrdavith procedural requirements of the
collective agreement and all rights thereunderl $leapreserved.

12.3 Criteria Considered
The following criteria will be considered to detene the appropriate level of remedy or
sanction:

» seriousness/severity of the incident(s);
» reliability of the evidence;
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* remedies sought by the complainant;

» any documented history of substantiated and relaigtdry on the part of the
respondent(s), or on the part of the complainairi(#)e case of frivolous or
vexatious complaints, provided such documentatamideen maintained in
accordance with relevant collective agreements.

13. RECORDS

13.1 Time for Retaining Records

All records shall remain secure and confidentiakfare to be maintained in the Office of
Human Rights for:

* two (2) years beyond April 30 for confidential ackvithat concludes between May 1
and April 30 each year, after which time the cotgenvill be destroyed;

» seven (7) years beyond April 30 for formal inveatign proceedings that conclude
between May 1 and April 30 each year, after whigtetthe contents will be
destroyed.

Where a complaint has not been substantiated eoerefe will be placed in any personnel
or student file.

Where a formal investigation results in sanctiarsain employee or student beyond a verbal
warning/reprimand, documentation will be placedhia personnel or student file.

In the case of unionized employees, all record be&kept in a manner and for a time
period which is in accordance with the provisiohghe collective agreement.

13.2 Use of Non-identifiable Statistical Informaton

Non-identifiable statistical information on the nbemn, nature and type of complaints will be
reported annually by the Office of Human Rightshe Presidential Advisory Committee on
Human Rights, Equity & Accessibility (PACHREA), tlB®ard of Governors and the
University community at large.
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APPENDIX E: MEMORANDUM OF UNDERSTANDING RE: PROGRIES
THROUGH THE RANKS

The Memorandum of Understanding dated March 159 Ed signed by T.E.W. Nind and
J. Fekete shall continue to have whatever statusdton June 30, 1996.

Dated at Toronto this 2nd day of December, 1996.
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APPENDIX F: LETTER OF UNDERSTANDING RE: OFF-CAMPUSND
SUMMER SESSION TEACHING

The Collective Agreement currently provides thaglaaing unit members cannot be
required to teach Off-Campus or Summer Sessiorsesubut may do so on a voluntary
basis. The purpose of this letter is to clarifst@i@ limited circumstances where Off-
Campus and/or Summer Session teaching may be e€lgulihis is an acceptable
requirement where a limited term appointment haslted from a consolidation of
stipendiary positions which had clearly been postedelated to either Off-Campus or
Summer Session courses. Similarly, a limited teppointee may be required to undertake
such courses where the limited term advertisenleatlyg specified the Off-Campus and/or
Summer requirements. In the latter case, wherérttiged term appointment is for two (2)
years or more (either at the outset, or on a cuiwelaasis for an individual who has had
previous limited term appointments), the Assocrdigrior consent is required. TUFA
shall respond to any such request for consentwithe (5) days of receipt, and such
consent may not be unreasonably withheld. Fatlurespond shall be regarded as consent.

Dated at Peterborough this 13th day of August, 1991

As Amended 1993.
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APPENDIX G: SECOND FRAMEWORK AGREEMENT RE:
RETIREMENT BENEFIT ISSUES

AGREEMENT ON RETIREMENT BENEFIT ISSUES

COMPRISING AN AMENDMENT OF THE COLLECTIVE AGREEMENT
(Appendix A and Appendix B not included)

BETWEEN:

THE BOARD OF GOVERNORS ON BEHALF OF TRENT UNIVERSIT(*TRENT")

- AND -
THE TRENT UNIVERSITY FACULTY ASSOCIATION (“TUFA”)

Trent and TUFA (the parties) are parties tolkective agreement, the terms of
which incorporate by reference the Contributorygt@am Plan for TUFA Employees
of Trent University (the “RPP”) and the SuppleméRatirement Arrangement for
Members of The Contributory Pension Plan for TURA@oyees of Trent
University (the “SRA”);

Representatives of the parties have engagedcénsiigons with respect to a variety of
issues related to the RPP and the SRA as theyt aft#eA members and have
reached this agreement for inclusion in a renewtéctive agreement between the
parties with the effective date July 1, 2005, arith\whe commitment that this
agreement shall serve as the basis for amendmeahishanges in respect of TUFA
pension and retirement benefit issues.

Capitalized terms are defined in the RPP or SRéudwents or herein. “Pension”
and “retirement benefit” are interchangeable tewits the same meaning.

PROCESS AND RELATED MATTERS

2.

The parties will conclude such further legalesmgnents as are necessary to
implement this agreement as expeditiously as istigable, and in any event not
later than March 31, 2006, through further pragmdiscussion in the context of and
consistent with this agreement, such further lagaéements to consist of the final
language of amendments to the RPP, the SRA, antbtleetive agreement, as
necessary, along with such other documents asegessary. For a list of RPP and
SRA provisions anticipated to be in need of amemdsee Appendix A of this
agreement, for informational purposes.

This agreement is grievable and arbitrable utttecollective agreement and can be
the subject of a complaint under fBatario Labour Relations Act

In the event that issues remain to be resolgsgeacting the legal agreements
referenced in item 2. above, either party can baimgsuch issues directly to
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arbitrator Kevin Burkett or William Kaplan (whoevesrfirst available) on the giving
of one week's written notice to the other partjisTprovision is a special facilitating
fast-track, with the following two conditions: (dge arbitrator will meet with and
endeavour to assist the parties as necessaryalvirgsany outstanding issues in the
context of and consistent with this agreement; handn the event that the parties
are unable to resolve an outstanding issue, theratdy shall have the authority to
resolve it in a manner consistent with this agregmend such resolution shall be
binding on both parties; (b) the costs of the aabitr shall be paid jointly and equally
by the parties.

5. Unless the parties agree otherwise, no depashai occur from the normal manner
for satisfying the current service costs of bot RPP and the SRA in each Plan
Year as detailed in item 10.(a) below, nor shayl tmansfer of assets to the RPP from
the SRA Fund (as constituted under the AdvancedniecTax Act Ruling) occur,
unless and until the legal agreements implemenkilsgagreement are successfully
concluded, and then only to the extent and in taamar provided in the legal
agreements.

CHANGES OR AMENDMENTS TO THE RPP AND THE SRA
6. An “Aggregate Plan”

(@) The parties agree to establish a frameworkhi@icontinuing operation of the
RPP and the SRA within a properly funded defineaelie Aggregate Plan
(Aggregate Plan = RPP+SRA) that will deliver to Aggate Plan members a
retirement benefit of 2% of final average earnifayseach year of
pensionable service. Under the Aggregate PlarRkRiié and the SRA are
differentiated only in regulatory and creditor treant, but otherwise operate
in a uniform manner, combined into one AggregataPboth from the
perspective of all the obligations associated wittefined benefit plan and
from a financial management perspective.

(b) The Aggregate Plan shall be funded at thel lefvihe Aggregate Current
Service Cost (ACSC) + 1%, where the ACSC is defimethe sum of the
total current service cost of the RPP and the Si8,1% is the Initial
Aggregate Amortization Component (IAAC), definedtlas agreed-upon
contribution rate required for the amortizatiortied going concern unfunded
liability identified at July 1, 2005--except thaet University has a further
obligation to amortize any new or additional goawncern unfunded
liabilities or solvency deficiencies under the teraf this agreement.

7. SRA No Longer Surplus-Dependent and No Longeb&ionary

€) Under the provisions of this agreement, eiffeciuly 1, 2005, the suspension
and termination provisions of the SRA (Section %hef SRA) shall be
removed. Moreover, the SRA Fund will be fundedrfrAggregate Plan
contributions, in the same manner as the RPP.

(b) The parties shall review and revise the remgiportion of Section 9 of the
SRA (Discontinuation for Legal Reasons) within kbgal agreements to be
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prepared under item 2. of this agreement. No i@vignder this item 7.(b)
shall disadvantage members in comparison with tineent provisions for
discontinuation for legal reasons under Sectiohtb® SRA.

8. Members’ Required Contributions

(@)

(b)

Effective with the collective agreement stagtiuly 1, 2005, Members’
Required Contributions under the Aggregate Plarémh Plan Year shall be

(i)
(ii)

(iif)

deposited to the RPP in each Plan Year;

set at 6.50% of the Nominal Earnings of mensb@r the Normal
Earnings of part-time members), which contributiate includes the
members’ Current Service Cost components for thié &Rl for the
SRA (a total of 6.1%), and the agreed member amatitin
component (0.4%) for the amortization of the gaingcern unfunded
liability identified at July 1, 2005 (approximatedy5 million dollars);

readjusted, with respect to the Currentv@ Cost component of the
Members’ Required Contributions, effective thetflPéan Year of
each collective agreement, to a rate that is etpnv#o 40% of the
total Aggregate Current Service Cost (“ACSC").abidition, the
0.4% agreed member amortization component will rerpart of the
Members’ Required Contributions. For clarity, thhd% agreed
member amortization component will remain parthef Members’
Required Contributions even after the identifiecoamation
payments are completed, unless the parties agneenose.

Notwithstanding the provisions under 8.(a@bove, during the Plan Year
starting July 1, 2005, Members’ Required Contribsi shall be 5.25%
during July 1, 2005 to December 31, 2005, and 5.@d&%&ng January 1, 2006
to June 30, 2006. For clarity, thereafter, starfinty 1, 2006, Members'
Required Contributions shall be 6.50% in each Rear unless and until the
provision of 8.(a)(iii) takes effect.

9. University’'s Required Contributions

(@)

(b)

Effective with the collective agreement stagtduly 1, 2005, the University’s
Required Contributions under the Aggregate Plarémh Plan Year shall be
(A) + (B) where the components (A) and (B) are wedi below in 9.(b) and

9.(c).

(A) shall be

(i)

set at 9.75% of the Nominal Earnings of mensior the Normal
Earnings of part-time members), which contributiate includes the
University’s Current Service Cost components fer PP and for the
SRA (a total of 9.15%), and the agreed Universitypeization
component (0.6%) for the amortization of the gazngcern unfunded
liability identified at July 1, 2005 (approximatedys million dollars);
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(©)

(ii)

(iii)

(iv)

readjusted, with respect to the Currentvi®er Cost component of the
University’s Required Contributions, effective tlrst Plan Year of
each collective agreement, to a rate that is etpnvéo 60% of the
total Aggregate Current Service Cost (“ACSC”).abidition, the
0.6% agreed University amortization component weithain part of
the University’s Required Contributions. For darthe 0.6% agreed
University amortization component will remain pafithe
University’s Required Contributions even after ithentified
amortization payments are completed, unless theepagree
otherwise. For a definition of the ACSC, see ii(ib) above;

set, during the Plan Year starting July2005, notwithstanding the
provisions under 9.(b)(i) above, at 5.25% durinky Iy 2005 to
December 31, 2005; 12.00% during January 1, 20@ptod 30,

2006; and 9.75% during May | to June 30, 2006. dfaity,
thereafter, starting July 1, 2006, the Universiigequired
Contributions under (A) in this item shall be 94t each Plan Year
unless and until the provision of 9.(b)(ii) takéfeet;

not less in any event, notwithstanding angmision above, than the
balance of the cost of benefits being earned irPtea Year under the
RPP after allowing for the Current Service Cost porrent of the
Members’ Required Contributions (which for this pose shall
include the University's contributions on behaliMémbers under
Section 4.01(b) of the RPP).

(B) shall be the amount necessary for the prapeortization of all solvency
deficiencies (if any) under the RPP, and all undtabilities (if any) under
the Aggregate Plan on a going concern basis if anfilnded liabilities are
not already covered under the aggregate 1% amitotizeomponent (IAAC)
provided by the member amortization component udel) and the
University amortization component under 9.(b), sabjo 9.(d) below.

For the purposes of determining “the amount neagssinder this provision,
the legislation applicable to the RPP is deemeapfiy also to the SRA with
respect to the proper amortization of going coneerfunded liabilities,
subject to the agreed-upon method of amortizatbee Appendix B for the
“agreed-upon method.”

For clarity, at any point in time, the presentueabf the amortization payment
to the Aggregate Plan in respect of the IAAC (iball%) will be calculated
on the remaining period to June 30, 2025, i.eeraod of 20 years from July
1, 2005. For each Plan Year of the 20-year parptb June 30, 2025, the
going concern unfunded liability of the AggregatarPwill be reduced at
each annual valuation by the present value ofritill Aggregate
Amortization Component for the period remaining.
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(d)

(€)

The provisions of item 10.(b) (Allocation) andnitel 2 (Solvency) of this
agreement address the solvency deficiency paynoedisr this component
(B) of the University’'s obligation.

(i)

(ii)

In any Plan Year, to the extent that additisecial payments by the
University are required for the liquidation of aigg concern
unfunded liability under the Aggregate Plan, susbcsal payments
shall be deemed to be a credit against Universityrdutions in any
of the following three Plan Years, provided that tise of any such
credit shall not increase the going concern unfdridility of the
Aggregate Plan beyond an amount equal to the preare of the
IAAC for the remaining period up to June 30, 2025.

In any Plan Year, the University may takeradit against University
contributions up to the full amount of any solvemspgcial payments
made directly by the University to the RPP in ahthe previous ten
Plan Years, provided that such credit does noter@aolvency
deficiency. For clarity, funds withdrawn, withhelar transferred
from the SRA Fund under item 12 to cover solvenefyctkncy under
the RPP are not eligible for such credits.

For clarity, the University cannot take accooin&ctuarial gains or
cumulative aggregate surplus in calculating italteéquired contribution
obligations under component (A) of item 9, nor astuarial gains or
aggregate surplus to reduce its total contributibiigations under the
Aggregate Plan except as set out in item 9(d) abadein item 13 below.

10. Allocation of the University’s Required Conuitibns

(@)

In each Plan Year starting July 1, 2005, thevéhsity's required
contributions will be allocated in the followingdar, to be considered the
normal funding sequence:

(i)

(ii)

(iii)

By deposit to the RPP, to satisfy the Unsigf's current service cost
under the RPP which is defined as the balanceeotdist of benefits
being earned in the Plan Year] after allowing for Members'
Required Contributions (which for this purpose Ehmadlude the
University's contributions on behalf of Members en8ection
4.01(b) of the RPP);

By deposit to the SRA Fund, to satisfy therent service cost under
the SRA, which is defined as the cost of the bésméking earned in
the Plan Year under the SRA,;

By deposit to the RPP or the SRA Fund, asrded necessary on the
Actuary’s advice, to meet the obligations of theghegate Plan.
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(b)

Notwithstanding the provisions under item 1pglove, in any Plan Year
when a filed actuarial valuation has identifiecbdvency deficiency under the
RPP, University contributions, up to the full reea amount of such
contributions as may be necessary, can be directiely to the RPP,
provided that such departures from the norms tteatlafined in item 10.(a)
shall be subject to the provisions of item 12. &ech 13.(b) of this
agreement.

11. Indexation

(@)

(b)

(€)

The same rate of indexation will apply to pensipayable under the SRA as
to pensions payable under the RPP, under all thvagpons of this item on
indexation.

The current indexation provisions of the RPB SRA will continue to apply
to retirements and terminations prior to July 10@0.e. will be applied to the
full retirement benefit under the Aggregate Pldine sections on indexation
below, which are more restrictive than the prowisicurrently in place, apply
only to the cohort of retirements and terminationsand after July 1, 2006,
except that the indexation rate applicable to #ra@iags of members who are
disabled on or after July 1, 2006 will be the bettethe two rates.

The new provisions under 11.(c) below are not etqueto produce
indexation of pensions until and unless the RP&rsidative returns
calculated under a smoothing method exceed 6.5%aoperiod of time, i.e.
unless the RPP performs better than currently égdeand the new
provisions under 11.(d) below are not expecteddalyce indexation of
pensions until and unless the Aggregate Plan hamfumded or unamortized
liabilities and aggregate surplus grows to exceéedamount of aggregate
surplus designated under 11.(d)(ii) below for us@ aontingency reserve.

For retirements and terminations on and afigr 1, 2006, excess-earnings-
based indexation under the Aggregate Plan on adgh st, starting with July
1, 2007, shall be determined as follows:

0] Excess earnings shall be defined as a percemalge that is the
cumulative excess/deficiency of the rate of retumrthe RPP, after
the deduction of expenses, above/below 6.5% fopén®d ending on
the immediately preceding March 31, with the stgrtneasurement
date for the rate of return and the cumulative ssifkeficiency being
April 1, 2006. For the four 12-month periods fromprA 1, 2006 to
March 31, 2010, the rate of return shall be thedry2-year, 3-year
and 4-year averages respectively and thereaftgremdaverage rate
of return shall be used.

(i) If there is a cumulative deficmnas of March 31, there will be no
indexation on the subsequent July 1; however, tvdlde no
reduction in pension benefits.

(i) If there is a cumulative excess as of MaBdh the indexation as of the
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(iv)

subsequent July 1 will be the lesser of the cunwdaxcess and 50%
of the annual rate of increase in the ConsumeeRndex as of the
immediately preceding March 31. The percentage recge on
indexation will be deducted from the cumulative esx

If there is any remaining cumulative exces3% of that excess will
be used for catch-up in respect of any one or rabtiee prior five
years when the indexing was less than 50% of ttrease in CPI.
The application of the catch-up to previously urixed or partially
indexed years will proceed in reverse chronologoceer, from the
most recent Plan Year backward.

(d) For retirements on and after July 1, 2006 ¢farity: not for terminations),
aggregate-surplus-based indexation under the Agtgd®Jan on each March
1, starting with March 1, 2008, is in addition ke texcess-earnings-based
indexation described in 11.(c) above for retirersetd terminations, and
shall be determined as follows:

(i)

(ii)

(iii)

Aggregate-surplus-based indexation will belagal to pensions in
payment to supplement excess-earnings-based inoexat any Plan
Year in which indexing was less than the increaseéRl, proceeding
to provide catch-up year by year in reverse chragiohl order, from
the most recent Plan Year backward, first to beagh unindexed or
partially indexed year to 50% of the increase in,@Rd then,
secondly, after that target has been achievedlfgears, to bring
each year, Plan Year by Plan Year, in reverse chogical order, to
100% but never more than 100% of the increase if@Phat year,
including excess-earnings-based indexation, subgattm 13.(a)(iii).
For clarity, the 5-year limit of item 11.(c)(iv) de not apply to the
aggregate-surplus-based indexation.

The threshold for initiating aggregate-swglbased indexation will be
an aggregate contingency reserve of aggregateusuipids on a
going concern basis equal to the Aggregate CuBentice Cost.

Only aggregate surplus in excess of that contingeegerve is
available for indexation under this provision.

The funds available for aggregate-surplusdzhindexation will be
determined in each actuarial valuation not latantBecember of each
Plan Year, and will be applied effective March lleé same Plan
Year for the immediately preceding Plan Year. Tpgliaation of
funds for catch-up in respect of prior Plan Yesdrall be based for
each prior Plan Year on CPI for the immediatelycpteng year and
calculated as of March 31 of that preceding year.

(e) ltis the intent of the parties that, fundsnpigting, ultimately the application
of indexation provisions should achieve equity estwthe pre-2006 and the
post-2006 cohorts of retirements. In the eventitidexation of post-2006
retirements under these excess-earnings and atepsagalus-based
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provisions comes to match the indexation providedeun the current
provisions to retirements prior to July 1, 2006tHer aggregate-surplus-
based indexation for post-2006 retirees shall eatfreasonably provided at
the expense of aggregate-surplus-based indexatiqré-2006 retirees under
the current Article 7.04 of the RPP respecting Uifisient excess investment
earnings.

12. Solvency

(a) If, in any Plan Year, on the basis of a fleduation, the University is
required to make special payments to amortize\aesol deficiency under
the RPP, up to the full amount of the Universig&quired Contributions, as
may be necessary, shall be directed to the RPR.pdrtion of the
contribution in excess of the University curremvese cost for the RPP, up to
an amount equivalent to the IAAC (1%), shall beduesatisfy any going
concern special payments, with the balance of xkhess contribution, if any,
used in respect of the solvency special paymethis.rémainder of the
solvency special payments for the Plan Year cam bigesatisfied by
transferring a corresponding amount from the SRAdR0 the RPP,
provided that sufficient funds are available in 8%A Fund and subject to
maintaining assets in the SRA Fund at least equiae years of pension
payments under the SRA.

For clarity, in each Plan Year, the five yearpehsion payments will be
calculated on a rolling basis as 60 times the mypm#nsion payments as of
the effective date of the filed valuation and agath subsequent annual
valuation.

(b) The parties agree, in preparing the legalegents under item 2. of this
agreement, to provide mechanisms to ensure thaamowynts withdrawn
from the SRA Fund, or transferred from the SRA Ftmthe RPP, or
withheld from normal current service allocationghte SRA Fund, in respect
of solvency special payments, shall be (i) notedplirposes of reporting the
financial position of the SRA, as having been witlveh, withheld from, or
transferred out of the SRA Fund; and (ii) crediath the investment
income, net of expenses, earned while the withdyanansferred, or withheld
funds remain in the RPP. An amount equal to time slithe amounts under
12.(b)(i) and 12.(b)(ii) shall be reallocated bg tUniversity to the SRA
Fund as soon as is reasonably practicable, witbbfextive of achieving and
sustaining a balanced SRA within a balanced AgdesBkn. The parties are
agreed that any such mechanisms for withholdinthdsawing, or
transferring funds from the SRA Fund shall complthvapplicable
legislation.

(c) The patrties further agree:

(i) to ensure that any going concern special gaysior solvency special
payments to the RPP are limited to the minimum ireguby
applicable legislation;
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(i) to ensure that solvency transfers or depagdrom the normal
funding that is defined in item 10.(a) do not teguchanging or
masking any going concern unfunded liability in &ggregate Plan.
For clarity, with respect tgoing concerrunfunded liabilities under
the Aggregate Plan, the University cannot take aectof the
provisions of item 12 (Solvency) in calculating ¢entribution
obligations under component (B) in item 9 nor rezliis required
contribution deposits under component (B) in item 9

(i) to ensure that assets transferred, witharaov withheld from the SRA
Fund are counted only once when assessing thecfalgrosition of
the Aggregate Plan;

(iv) to ensure that transfers and departures ftemormal funding that is
defined in item 10.(a) are properly tracked, repdrassessed for their
impact, reviewed by the parties during the annaalations, and
audited,

For clarity, any withdrawal or withholding of fdimg from the SRA Fund or
any transfer of assets from the SRA Fund to the WREh would have the
effect of creating or increasing an unfunded ligpih the SRA shall be
permitted only in the case of solvency deficientyhie RPP. Such
transactions shall not impact on the financial dtag of the Aggregate Plan
on a going concern basis.

13. Surplus

(a) Unless and until the parties otherwise agrggregate actuarial gains since
the previous valuation and cumulative aggregatglgsiyon a going concern
basis, must be used in the manner and in the ofgerority specified below,
and can be used as a source of funds only foruhmopes and according to
the sequence detailed below. Except as speciéeivin item 13.(a)(v), the
University cannot use aggregate actuarial gaircuiomulative aggregate
surplus to reduce its contribution obligationshe Aggregate Plan under
component A of item 9.(a) and 9.(b) of this agreetnéJse of aggregate
actuarial gains and cumulative aggregate surplildeidecided annually
following an actuarial determination of assetdiliies, and total current
service costs in the Aggregate Plan, that is HwRPP and the SRA.

The order of “calls” on aggregate actuarial gand cumulative aggregate
surplus will be as follows:

(1) The first call will be to liquidate any goirgpncern unfunded liability
or experience deficiency in the Aggregate Plaméoextent required
by law or by law mirrored voluntarily. Such ligaitlon shall occur on
an amortized basis in both the RPP and the SRAtrendnnual
special payments shall be kept to the minimum reqguby the
applicable legislation with respect to the RPP tedagreed-upon
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14.

(b)

amortization method with respect to the Aggregédaa H-or the
“agreed-upon method,” see Appendix B.

(i) The next call will be to build up and sust@n aggregate contingency
reserve in the amount of the Aggregate Currenti&e®ost for one
Plan Year.

(i)  The next call will be for aggregate-surplbased indexation, as
detailed above in section 11. of this agreementle&s otherwise
agreed by the parties, indexation to the great&0&6 of CPI levels
for all Plan Years or the level of indexation piaed to pre-2006
retirees is the precondition for the eligibility cdlls (iv) and (v)
below.

(iv)  The next call will be for such improved bengfor members as the
parties may agree from time to time, including &nyher indexation.

(V) Thereatfter, any “calls” on or utilization ofjgregate surplus will be as
the parties may agree from time to time, includang contribution
holidays by the parties, provided that such contrdn holidays do
not unreasonably put the sustainability of the Agate Plan in
jeopardy and do not render the previous “call” untm (iv) above
without effect.

Excess surplus under the Income Tax Act (I@&finition, and any
prohibited contributions to the RPP under the IT&%sess surplus
requirements, shall be directed to

the SRA Fund.

Administration

(@)

(b)

(€)

The parties will be provided annually witb@nplete detailed report of all
the expenses associated with the Aggregate Plan.

Proposed changes in actuarial assumptionsnatldods will be presented to
the Pension Subcommittee for discussion and regfeaptions, along with a
rationale for the changes, and an analysis ofrtipact of each change on the
assets and liabilities of the Aggregate Plan. fidatiion to TUFA of any
proposed change shall provide reasonable oppoyttariconsultation with
TUFA'’s actuary and for timely input to the decisiprocess, within which
due consideration of such input shall not be uraealsly denied.

Language will be drafted to require that thawal valuation report shall
provide valuation details in a form and manneriperit to the Aggregate
Plan, as well as to the RPP and SRA, includingatisets, liabilities,
experiences, transfers, departures from normalifigngnder item 10.(a), and
other transactions under the Aggregate Plan, serffico support the proper
monitoring of the Aggregate Plan.
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(d) TUFA shall be provided with the financial statents of the RPP, the SRA,
and the Aggregate Plan annually in a timely wagfigent to allow
reasonable opportunity to review them, consultexegasary with TUFA’s
actuary, and make a timely input to the Board’srapal or review process.

EFFECTIVEDATE

15. The effective date of this agreement is JuBQOD5. The parties will endeavour to
conclude final language negotiations such that amemts to the RPP and the SRA

and other documents will be effective as of Jul2dQ5.

SIGNING

16.  This agreement may be executed in any numbawwiterparts with the same effect
as if all parties had signed the same documentcinterparts, including facsimile
signatures, shall be construed together, and sbiadititute one and the same

agreement.

Signed, in Peterborough, Ontario, thig"2fy of November, 2005

FOR TUFA

Dr. John Fekety, Pension Negotiator

Dr. Graham Cogley, Pension Negotiator

Dr. Douglas Curtis, Pension Negotiator

Dr. George Nader, Pension Negotiator
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David Mahyie€ENegotiator

Don O’Le#tige President

Garth Brsgambe, Director of
Finance



APPENDIX H: MEMORANDUM OF AGREEMENT RE: NOTIFICATIO
OF RETIREMENT

In order to facilitate planning in Departments/Rergs, members who intend to retire
should notify the Dean, in writing, with a copyttee Provost and Vice President Academic,
by October 18 of the year prior to the anticipated Jufyrétirement date.

Such notification may only be revoked prior to JGG8 by written agreement of the
Department/Program, and Provost and Vice Presileaiemic.

Dated at Peterborough this 25th day of January.200
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APPENDIX I EMPLOYMENT STATUS OF TUFA MEMBERS HOLING
LIMITED TERM APPOINTMENTS

1. Any member employed in a Limited Term appointmestileen September 1, 2012
and April 30, 2013vill be exempt from sectiohl.4.2, and on an ongoing basis, will
be eligible to apply and be considered for Limifem appointments. Duties and
responsibilities of Limited Term appointments shlconsistent withv.1.1.
Flexibility in the allocation of duties and respdnbities is permissible provided such
allocations are consistent witid.1.1.

2. Compensation for those members eligible for thsngption will not exceed the top
of the lecturer grid. Members that currently excéd@/B8/C2 will be red-circled
until such a time as the grid catches-up.

Dated this 18 day of December, 2012
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APPENDIX J: THIRD PENSION FRAMEWORK FOR TUFA COLLHTVE
AGREEMENT, 2009-2012

1. For the three year period from July 1, 2010 to JRMe2013:

1. Members’ Required Contributions to the Registeredsion Plan shall be 9.0%
of the member’s Nominal Earnings (or the Normalridags for a member
employed on less than a full- time basis);

2. the University’'s Aggregate Required Contributiomsler the Aggregate
Retirement Arrangement shall be 13.5% of membaeaisris in each plan year.

For clarity, during this period, no portion of tbaiversity’s Aggregate Required
Contributions shall be available for subsequendicte the University under the
provisions of the Aggregate Retirement Arrangement.

2. As of July 1, 2013, unless the parties agrberatise, the Members’ Required
Contributions to the Registered Pension Plan $leall.0% of the member’s Nominal
Earnings (or the Normal Earnings for a member eggalon less than a full- time
basis) and the University’s Aggregate Required Gloutions under the Aggregate
Retirement Arrangement shall be 10.5% of membaeaisries in each plan year.

3 Effective July 1, 2010, the Registered Pensiam Rlill be amended to remove the
minimum termination benefit of two times the accuaed Member’s Required
Contributions in respect of such contributions madend after July 1, 2010.

4 In the event that during the three year period fduty 1, 2010 to June 30, 2013, any
University solvency special payments cannot bebyet transfer of funds from the
SRA pursuant to the provisions of the Aggregater&eent Arrangement, the
Parties agree to amend the Registered Pensiorid’gaply the plan’s early
retirement reduction factors to the Income Tax aximum pension.

5 In connection with the application of any solvemeljef provisions available through
Ontario Regulation 239/09 made under the Pensiorefie Act, TUFA agrees to
consent on behalf of its members to the extensidineosolvency amortization period
from five (5) years to ten (10) years.

6 The parties agree that two representatives of tedand two representatives of
TUFA will be appointed from the Pension Sub-comedtto prepare amendments to
the Registered Pension Plan, the SRA, and the AgtgeRetirement Arrangement,
as necessary, to implement the above provisions PHuties agree that such
amendments will be executed as expeditiously asilples but no later than
November 27, 2009.

7 The parties further agree to form a Sub-committabe Joint Committee
expeditiously to explore options and gauge memljgisterest in establishing a
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voluntary pooled savings instrument, funded throegiployee payroll deductions,
which may be used to offset the effects of inflatam retirement benefits. Subject to
the sub-committee’s findings, it is the intentidrtlee parties to establish such a
pooled savings instrument effective July 1, 2010.

Signed on October 20, 2009 in Peterborough, Ontario
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APPENDIX K: LETTER OF UNDERSTANDING RE: COMPOSITIONF
COAP

The parties agree that for the life of the cureilective agreement, the composition of
COAP will be as follows:

Academic Administrator designated by the Provostoféicio)/ or

University Librarian (ex officio)

6 faculty members (two from each division)

1 faculty member from either the School of Educatod Professional Learning or
the Trent/Fleming School of Nursing

1 professional librarian member

Administrative support from the Provost’s office¢setary, consultant)

Unless otherwise indicated in the collective agreetnCOAP shall be chaired by one of the
Deans of Arts and Science.

The parties agree that for the term of this agreg@r@OAP will, at its first meeting in the
fall of each year, determine which of its membeilt serve as Recording Secretary for the
year.

Dated this 19th day of December 2012
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APPENDIX L: LETTER OF UNDERSTANDING RE: VOLUNTARY
CESSATION OF EMPLOYMENT

Members may voluntarily retire from their appointmeffective June 30 or December 31
of any year in or after the year in which they aligible to retire. Notice must be given to
the Dean/University Librarian, with a copy to the¥ost and Vice President Academic, as
soon as possible and no later than three (3) mamibisto the effective retirement date.

Members may voluntarily resign from their limiteztn, probationary, or tenured
appointment effective June 30 or December 31 ofya@y. Notice must be given to the

Dean/University Librarian, with a copy to Provostldvice President Academic, as soon
as possible and no later than three (3) months fwithe effective resignation date.

Dated this 2% day of October 2009
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APPENDIX M: MEMORANDUM OF AGREEMENT RE:
REGULARIZATION OF "MASTHEAD” AND “0.0" APPOINTMENTSTO
CROSS APPOINTMENTS

WHEREAS the Association and the University ("thetigs") have negotiated a change to
Article [11.19 Procedures for Voluntary Transfer and Cross-appoient of Facultyf the
TUFA Collective Agreement that may impact TUFA meardbholding existing “Masthead”
or Cross-Appointments allocated on a 1.0/0.0 basis;

THE PARTIES AGREE THAT:

Within 90 days of the signing of the renewal agreetnthe Office of the Dean of Arts and
Science shall invite all TUFA members holding sach0/0.0 appointment to indicate their
wish to retain that appointment; and

Where a wish to retain the appointment is indicatieel Office of the Dean of Arts and
Science shall invite the receiving unit to confitmeir agreement to the ongoing cross-
appointment, as well as their understanding tH@&010 appointments are made under the
full provisions ofill.19.

THE PARTIES FURTHER AGREE THAT:
Where a wish to retain the appointment is not iagid, or where such a wish is indicated
but the 1.0/0.0 appointment is not confirmed byraeiving unit according to the terms of

this Memorandum of Agreement, the Member shalldtéiad by the Office of the Dean or
Arts and Science that the 0.0 portion of their apjpeent is no longer in effect.

Dated this 18 day of August, 2012.
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APPENDIX N: LETTER OF UNDERSTANDING RE: STANDARD
ANNUAL REPORT FORM

The parties agree to form a joint working commitizeevelop a standardized Annual
Report form, as pdi.15.2.2.1 The committee shall be composed of three (3) neesnb
appointed by the employer and three (3) membersiafgal by the Association.

In the interim, the parties agree that the Annw@auity Curriculum Vitae Update in use as
of the signing of this Letter of Understandimgth the addition of space for an introductory
paragraph summarizing the member’s most signifieanbmplishments over the year, and
renamedFaculty Annual Report,5hall serve as the Annual Report form described in
V.15.2.2.1

Dated on this 18day of April 2013

220



APPENDIX O: LETTER OF UNDERSTANDING RE: FORMATIVE
PURPOSE OF THE ANNUAL PERFORMANCE REVIEW

The Parties have reached tentative agreement to:

= replace the annual submission of a Curriculum Vilpdate with the submission of
an Annual Report;

= implement an annual review process;

= clarify the process by which students provide feet#tbon teaching effectiveness.

The parties affirm that:
* inthe aggregate, Trent’'s academic staff are peifg to a high standard;
= jtis not the intent for these new processes tr #ifte performance standards against
which a faculty or librarian member’s work is asssl but rather to provide an
opportunity for a formative dialogue.
= past CV Updates suggest that at least ninety peod¢hose being assessed in any
given year would achieve a “satisfactory” annuafgrenance review and that, of
those who do not, most will likely fall into thetegory of “generally satisfactory
with some areas that require development.”
This Letter of Agreement expires at the end of@ntrCollective Agreement.

Dated this 1% day of April, 2013.
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APPENDIX P: LETTER OF UNDERSTANDING RE: COMPUTER
RENEWAL

The University commits to develop a plan, the impdatation of which shall begin no later
than July 1, 2015, to provide computers to Tentrea® members and Librarians holding
probationary or permanent appointments, over aat-ggcle. Members shall be provided a
new standard Trent imaged desktop computer incudistandard suite of office

productivity and presentation software. Should anfmer wish to upgrade the standard issue
desktop to an upgraded desktop, laptop, or Madintosnputer, the member will be able to
do so by allocating any additional costs to theaf€sional Expenses Fund, or to a research
account at the University provided the account duegestrict the University from
maintaining ownership of the computer. This compstall be maintained and provided
network and printer access without charge to thenb®e or the member’s
department/program.

The logistics of this deployment, ownership, antivoek access implications will be
developed by the Department of Information Techgpland will be brought to Joint
Committee for information.

Dated this 12 day of June, 2014.
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APPENDIX QLETTER OF UNDERSTANDING
PRIVACY AS IT RELATES TO CUSTODY AND CONTROL

The parties agree to establish a committee with ®wmaployer and two association
representatives within 30 days of the ratificatia this agreement to develop
recommendations on privacy as it relates to custadg control of material. These
recommendations will be forwarded no later than dhths following the establishment of
the committee to the Vice President, Finance anchiAstration, and to Joint Committee.

Dated this 12th day of June, 2014.
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APPENDIX R: LETTER OF UNDERSTANDING
SUSPENSION OF MERIT

The parties agree that from the date of signingfanthe duration of this Collective
Agreement, merit awards as indicated in ArticlelRIshall be suspended.

A sub-committee consisting of 3 representativethefAssociation, and 3 representatives of
the Board, will be formed within 60 days of thefiaation of this agreement to review the
existing merit system and determine whether itlmamodified to improve alignment with
the Academic Plan. The sub-committee shall repottié Provost prior to the expiry of the
current agreement.

Dated this 12 day of June, 2014.
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APPENDIX S: LETTER OF UNDERSTANDING
GRADUATE DIRECTORS

The Provost or designate, will engage in a consu#taieview of the structure of graduate
programs. Following the completion of this reviemd no later than June 30, 2015, the
parties will meet to discuss implementation offihdings at Joint Committee. These
discussions shall include consideration of compms#or those overseeing graduate
programming.

As per current practice, graduate directors of o shall receive no less than 0.5, and no
greater than 1.0 course reduction during each atiadgear. The course reduction a
particular director receives will be determinedthg Provost or designate in consultation
with the appropriate Dean and will be based oratitecipated administrative workload.

A signed copy of the letter of appointment of e@&hduate Director detailing all forms of
compensation, including course reductions, shafirbgided to the Association.

Dated this 12 day of June, 2014.
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APPENDIX T: FOURTH PENSION FRAMEWORK FOR TUFA
COLLECTIVE AGREEMENT, 2013-2015

Whereas, by virtue of the MoS of May 22, 2013, ghavisions of the Third Framework
Agreement (Appendix L of the 2009-12 agreementAmpoendix J of the 2012-13
agreement) were extended to June 30, 2014, withffaet of maintaining the temporary
contribution rate of 9% for TUFA members, thereafte

1.

Effective July 1, 2014, Members’ Required Contribas to the Registered Pension
Plan shall be 9.0% of the member’'s Nominal Earn{ogshe Normal Earnings for a
member employed on less than a full- time basis);

Effective July 2, 2014, the number of consecutigarg used in determining Final
Average Earnings shall be increased from 3 to Bsyelm no event shall the Final
Average Earnings of any retiring member be less tha Final Average Earnings as
of June 30, 2014;

For the period from July 1, 2014 to June 30, 2@i& minimum funding
requirements specified for the SRA including manaiece of SRA assets will be
suspended. For clarity, member entitlements unteBRA are not affected in any
way,

The University and TUFA will continue to explorererger of the TUFA Pension
Plan with the CAAT Plan, and in the event thatBoard of Governors and the
TUFA membership support such a merger, the paniksamend the existing TUFA
collective agreement for the purpose of concludiaegotiations of a plan merger,
recognizing that such a merger would be subjertitication by the Board of
Governors and the TUFA membership; and

In the event that the University and TUFA do natate agreement on a merger with
the CAAT Plan by April 15, 2015 and absent mutuakament to extend this date,
the parties will meet to negotiate amendmentsédalan, specifically the parties will
negotiate the following Employer proposals:

(@ Suspend funding under the Aggregate Retireeangement beyond
statutory funding of the Registered Pension Planglvith suspension of the
requirement to maintain assets in the SRA fund legua years of SRA
pension payments. For clarity, proposal 5.a. tamégontemplate altering
member entitlements under the SRA,;

(b)  For Pensionable Service earned on or afterJud)15, a decrease in the

benefit accrual rate under Section 6.01 of the RffPPSection 5.01 of the
SRA from 2.0% to 1.8% of Final Average Earnings;
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(c) Anamendment to the Registered Pension Plactefé July 1, 2016 to apply
the plan’s early retirement reduction factors t licome Tax Act maximum
pension, unless solvency special payments arereied or deferred through
additional solvency funding relief beyond the Stagelief for which the
Registered Pension Plan has qualified; and

(d)  The application, effective July 1, 2015 ofap of $4000.00 per year of
service on the indexation of the Income Tax Act mmaxm pension under the
RPP and on the Aggregate Benefits under the RPBRAd

Any negotiated changes shall be subject to the abratification process of the
parties.

6. If the parties fail to reach agreement within 39sdaf April 15, 2015 or such other
date as mutually agreed, for the period from JuRQIL5 to June 30, 2016, the
minimum funding requirements specified for the SiR&luding maintenance of SRA
assets will be suspended. For clarity, memberlemténts under the SRA are not
affected in any way.

Signed on June 12, 2014 in Peterborough, Ontario.
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THIS COLLECTIVE AGREEMENT

SIGNED AT PETERBOROUGH, ONTARIO

For the Board:

Leo Groarke

Stephanie Williams

Garth Brownscombe

Holger Hintelmann

Joseph Muldoon

Robert Clarke

Dana Den Boer
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THIS 29" DAY OF June, 2014

For the Association:

Jocelyn Williams

Susan Wurtele

Marco Pollanen

Bruce Cater

Marcus Harvey



