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COLLECTIVE AGREEMENT ENTERED INTO in the City of Toronto in the Province of 
Ontario as of March 4, 2024. 

BETWEEN 

THE GOVERNING COUNCIL OF THE UNIVERSITY OF TORONTO 
(hereinafter called “the Employer”) 

- and - 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, Local 3902, Unit 1 
(hereinafter called “the Union”) 

ARTICLE 1: GENERAL PURPOSE 

1:01 The purpose of this Agreement is to establish an orderly collective bargaining 
relationship between the Employer and employees represented by the Union. 

ARTICLE 2: RECOGNITION 

Bargaining Unit 

2:01 The Employer recognizes the Canadian Union of Public Employees, Local 3902, 
Unit 1 as the sole and exclusive collective bargaining agent for all persons 
employed as teaching assistants, teaching fellows, demonstrators, tutors, 
markers, instructors, teaching laboratory assistants, Chief Presiding Officers (as 
defined in Paragraph One of the Memorandum of Understanding dated February 
8, 1988), invigilators, and part-time lecturers who are Post Doctoral Fellows, 
Undergraduate Students in the University of Toronto, and Graduate Students in 
the School of Graduate Studies of the University of Toronto. 

2:02 For the purpose of clarity, the following clarifications and exclusions are agreed 
upon by the parties to this Agreement: 

Exclusions 

Members of Professions 

As defined for purposes of exclusion applies to graduates in architecture, dentistry, 
medicine or law, who are qualified to practice their profession in accordance with 
the Statutes and Regulations governing their respective professions in the 
Province of Ontario. 
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Status Only Persons 

As defined for purposes of exclusion applies to persons who may engage in 
lecturing or demonstrating but are not paid for such services. 

Persons Whose Primary Work Interest is Outside the University 

These are persons who, while not professionals excluded from collective 
bargaining under the Labour Relations Act, are knowledgeable in a particular field 
and lecture or demonstrate at the University of Toronto. These persons are 
invariably part-time and are not teaching assistants in the sense that 
undergraduates, students enrolled in the School of Graduate Studies or Post 
Doctoral Fellows are. 

Research 

Persons engaged primarily in research are excluded (even if incidental occasional 
teaching assistant work is involved). It is understood that Post Doctoral Fellows 
who are engaged in research, but who perform the work described in the 
appropriate bargaining unit, are included in the bargaining unit. 

Athletics 

Any persons involved in instructing, demonstrating or coaching in athletic 
recreational programmes. 

Clarifications 

Part-time Lecturers 

The parties are agreed that part-time lecturers (Course Instructors) who are 
Students or Post Doctoral Fellows are included in the bargaining unit. 

Graduate Engineers 

The parties are further agreed that graduate engineers, who are registered in the 
School of Graduate Studies, or who are Post Doctoral Fellows and are performing 
work described in the appropriate bargaining unit, are included in the bargaining 
unit. 

Changes in Status 

The parties are further agreed that, for the purpose of administering this Collective 
Agreement: 

Where an employee loses status as a registered student at the University of 
Toronto for the reason that the employee has graduated from the programme in 
which the employee was enrolled and has not re-registered and enrolled in 



another, the employee shall continue to be deemed a bargaining unit employee 
until the date of termination of the employee’s current appointment(s). 

Where an employee loses status as a Post Doctoral Fellow at the University of 
Toronto for the reason that the employee’s Post Doctoral Fellow appointment has 
ended, the employee shall continue to be deemed a bargaining unit employee until 
the date of termination of the employee’s current appointment(s). For clarity, the 
foregoing shall not apply to a Post Doctoral Fellow whose appointment has ended 
as a result of termination for cause or resignation. 

Law Students 

The parties are agreed that students who are registered in the Faculty of Law, or 
who are Post Doctoral Fellows, and are performing work described in the 
appropriate bargaining unit, are included in the bargaining unit. 

ARTICLE 3: RESERVATION OF MANAGEMENT RIGHTS 

3:01 The Union acknowledges that it is the right of the Employer to maintain order and 
efficiency; hire, classify, transfer, promote, demote, layoff, discipline, suspend, or 
discharge employees; establish and enforce rules and regulations not inconsistent 
with the provisions of this Agreement, which govern the conduct of the employees; 
and generally to manage and operate the University of Toronto. The Employer 
agrees to exercise these rights in a manner which is fair, reasonable, equitable 
and consistent with the provisions of this Agreement. 

ARTICLE 4: NO DISCRIMINATION 

4:01 
(a) The Employer and the Union agree that there shall be no discrimination, 

interference, restriction, coercion, or harassment exercised or practised in 
any matter concerning the application of the provisions of this Agreement by 
reason of age, race, creed, colour, national origin, language of origin, ethnic 
origin, caste, ancestry, citizenship, religious or political affiliation or belief, 
sex, gender, marital or parental status, number of dependants, sexual 
orientation, identity or expression, gender identity and expression, personal 
appearance, mode of dress, place of residence, academic school of thought, 
record of offences unless the employee’s record of offences is a reasonable 
and bona fide qualification because of the nature of employment, disability 
(including AIDS/HIV status), physical attributes nor by reason of the 
employee's non-membership, membership or activity in the Union or any 
other practices prohibited by law. 

(b) The University and the Union are committed to equal opportunity in 
employment for women, Indigenous Peoples, people with disabilities, and 
people who because of their race, colour, sexual orientation, or gender 
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identity and expression have been historically, and continue to be, 
disadvantaged in Canada. 

The University and the Union are committed to employment equity and to 
achieving and maintaining a workforce representative of those pools of 
qualified individuals available for recruitment and promotion by the University. 
In support of this commitment, the University will gather information from 
employees, who will be requested to self-identify and participate on a 
voluntary basis. This information will be provided to the Union annually and 
discussed at subsequent meeting(s) of the Employment Equity Advisory 
Committee. 

(c) The Employer and the Union recognize that an individual has the right to 
determine their own gender identity. This includes the right to determine 
their own pronouns. 

Sexual Violence & Sexual Harassment 

4:02 Sexual harassment shall be considered discrimination under Article 4:01(a). 

4:03 The University will provide an environment where members of the bargaining unit 
are not subjected to sexual violence and sexual harassment. Bargaining unit 
employees will not engage in sexual violence and sexual harassment. In assessing 
whether sexual violence or sexual harassment may have occurred, the definitions 
and standards set out in the Ontario Human Rights Code, the Occupational Health 
and Safety Act and the University’s Policy on Sexual Violence and Sexual 
Harassment, as they exist from time to time, although they do not form part of the 
Collective Agreement, shall be considered, including by an arbitrator in any 
arbitration pursuant to this section. 

For clarity, the University’s current Policy on Sexual Violence and Sexual 
Harassment defines “sexual violence” as meaning: “any sexual act or act targeting 
a person’s sexuality, gender identity or gender expression, whether the act is 
physical or psychological in nature, that is committed, threatened or attempted 
against a person without the person’s consent, and includes Sexual Assault, 
Sexual Harassment, stalking, indecent exposure, voyeurism, and sexual 
exploitation.” 

For clarity, the current Ontario Human Rights Code provides that “[e]very person 
who is an employee has a right to freedom from harassment in the workplace 
because of sex, sexual orientation, gender identity or gender expression by his or 
her employer or agent of the employer or by another employee.” For further clarity, 
the current Ontario Human Rights Code defines harassment as “engaging in a 
course of vexatious comment or conduct that is known or ought reasonably to be 
known to be unwelcome.” For further clarity, the University’s current Policy on 
Sexual Violence and Sexual Harassment defines “sexual harassment” as 
including: “any sexual solicitation or advance made by a person in a position to 
confer, grant or deny a benefit or advancement to the person where the person 



making the solicitation or advance knows or ought reasonably to know that it is 
unwelcome. Sexual harassment also includes a reprisal or a threat of reprisal for 
the rejection of a sexual solicitation or advance, where the reprisal is made or 
threatened by a person in a position to confer, grant or deny a benefit or 
advancement to the person.” 

4:04 Employees making a Report under the University’s Policy on Sexual Violence and 
Sexual Harassment shall be advised they have the right to be accompanied by a 
Union Representative at any stage of the process. 

4:05 A Report under the University’s Policy on Sexual Violence and Sexual Harassment 
alleging sexual violence or sexual harassment may be filed at any time in 
accordance with the Policy on Sexual Violence and Sexual Harassment. For 
clarity, there is no time limit for filing a Report under the Policy. 

An employee may file a grievance alleging sexual harassment or sexual violence 
if, after the University has exhausted available steps through the Policy, the 
employee is dissatisfied with the outcome; or if after sixty (60) working days have 
elapsed from the date the written Report was finalized, signed by the employee, 
and submitted to the University’s Sexual Violence Prevention and Support Centre, 
the University has not provided the employee with a response to the Report; or if 
the employee did not file a Report under the Policy. 

If an employee files a grievance under Article 4:05, such grievance shall be filed 
at Step 3 of the grievance procedure. The time limits set out in Articles 15:07 and 
15:08 of the Collective Agreement shall not apply to such grievances. The time 
limit for the University to issue a Step 3 response under Article 4:05 shall be sixty 
(60) working days. 

4:06 No information relating to the grievor's personal background or lifestyle shall be 
admissible during the grievance or arbitration process. 

4:07 An employee who makes a Report of sexual violence or sexual harassment, may 
request, through the Union, to discontinue contact with the Respondent. Every 
effort shall be made to separate the parties in their employment relationship, 
without the complainant suffering any academic or other penalty. The Employer 
and the Union agree to treat requests to discontinue contact as confidential to 
those directly involved. 

4:08 Witnesses who give information and/or evidence in a complaint of sexual violence 
or sexual harassment shall suffer no penalty of an academic or other nature. 

4:09 In the event the University decides to investigate a Report of sexual violence 
and/or sexual harassment under the Policy on Sexual Violence and Sexual 
Harassment, where either the Complainant or the Respondent are employees 
covered by this Collective Agreement, such bargaining unit employee shall be 
entitled to raise an objection to the University’s choice of investigator on the basis 
of procedural fairness with respect to the choice of investigator, within six (6) 
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working days of being notified of the choice of investigator. The Complainant or 
Respondent making such objection shall provide the reasons and grounds 
therefor. The University shall give due consideration to all such objections and 
respond in writing within four (4) working days of receiving the objection. In its 
response, the University shall either replace the investigator or provide the 
rationale for the University’s decision not to replace the investigator. All objections 
and related correspondence and decisions will be retained for the record. 

4:10 In the event that a grievance alleging sexual harassment is referred to arbitration 
in accordance with Article 16, the Chairperson of the Board of Arbitration shall be 
selected from among the following persons: 

Paula Knopf 
Kevin Burkett 
Eli Gedalof 
Jasbir Parmar 

Chairpersons shall be selected in rotation, commencing with the first person 
named. For each successive arbitration, the next person named shall be selected. 
If the person selected is unavailable within a reasonable time, the next person on 
the list shall be selected. Should none of the above be available within a 
reasonable time, the parties may select a mutually agreeable alternative. 

No Reprisal 

4:11 The University and the Union agree that there will be no intimidation, 
discrimination, interference, restraint or coercion exercised or practice by either of 
them or their representatives because of an employee’s membership or non-
membership in the Union, because of an employee’s activity or lack of activity in 
the Union, or because of an employee filing or not filing a grievance pursuant to 
the provisions of this Agreement. 

Further, every employee has a right to a workplace free of harassment, 
discrimination, reprisal or retaliation. Accordingly, every employee may bring 
forward, provide information regarding, assist, or otherwise be involved in the 
resolution of a complaint without fear of retaliation or reprisal, including but not 
limited to disciplinary action or discharge, whether that complaint is brought 
forward through a grievance under the Collective Agreement or a complaint in 
accordance with another University Policy or Guideline, provided that the 
employee is not acting in bad faith or in a manner that is vexatious or otherwise 
clearly improper. For clarity, there will be no reprisals against any employee who 
brings forward a complaint of harassment and/or discrimination within the meaning 
of Article 4 of this Collective Agreement provided that they are not acting in bad 
faith or in a manner that is vexatious or otherwise clearly improper. Both 
Respondents and Complainants shall be made aware of this Article. 

Any allegation(s) of reprisal or retaliation may be the subject of a grievance 
commencing at Step Two of the Grievance Procedure. 
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ARTICLE 5: INVESTIGATIONS 

5:01 

(a) In all instances where any complainant comes forward either through CUPE 
(including through the grievance procedure) or directly to the University with 
allegations under one or more of the University policies listed below, against a 
respondent who is in a supervisory role with respect to the complainant: 

Workplace Harassment Program, 
Workplace Violence Program, 
Policy on Sexual Violence and Sexual Harassment 

and participates in a University investigation, the University will assess whether 
to remove the complainant from the respondent’s supervision until the 
investigation has concluded. The University will also assess other measures 
to protect the complainant, such as modifying operational or communication 
workflows, or the introduction of an intermediary, which would be more 
appropriate in the circumstances. 

(b)Further, the University will assess whether measures are required to protect 
the well being of other bargaining unit employees such as witnesses or other 
employees reporting to the respondent. 

(c) In making such assessments, the university will consider factors including but 
not limited to the following: 

• The nature of the allegations 
• Any power differential between the respondent and the 

complainant/others references in paragraph (b) 
• The reported well being of the complainant, respondent, and others 

referenced in paragraph (b) 
• Contextual factors and vulnerabilities arising from specific teaching, 

learning, and working environment 
• Procedural fairness and due process 

(d)Based on the assessments as set out above, the University will implement the 
measures it has determined are appropriate. 

(e)For clarity, Article 4:11 – No Reprisals explicitly applies to all bargaining unit 
members engaged in the procedures described above. 



ARTICLE 6: PERSONAL HARASSMENT 

6:01 Personal Harassment means any improper behaviour by a person employed by 
the University that is directed at and/or offensive to another person employed by 
the University, and which the first person knew or ought reasonably to have known 
would be unwelcome. Personal harassment comprises objectionable conduct, 
comment or display that demeans, belittles or causes personal humiliation or 
embarrassment to the recipient. 

Such conduct is unacceptable and should be dealt with as early as possible. The 
parties are fully committed to utilizing appropriate conflict resolution strategies, 
including mediation to resolve interpersonal workplace issues. Allegations of 
personal harassment are not subject to the grievance/arbitration process, except 
as provided in 6:02 below. 

Workplace Harassment 

6:02 The University will provide an environment where members of the bargaining unit 
are not subjected to workplace harassment. Bargaining unit employees will not 
engage in workplace harassment. In assessing whether workplace harassment 
may have occurred, the definitions and standards set out in the Occupational 
Health and Safety Act and the University’s Workplace Harassment Program 
(including the University’s Human Resources Guideline on Civil Conduct, and the 
University’s Guideline for Employees on Concerns and Complaints Regarding 
Prohibited Discrimination and Discriminatory Harassment), as they exist from time 
to time, although they do not form part of the Collective Agreement, shall be 
considered, including by an arbitrator in any arbitration pursuant to this section. 
For clarity, the current Occupational Health and Safety Act defines “workplace 
harassment” as: “engaging in a course of vexatious comment or conduct against 
a worker in a workplace that is known or ought reasonably to be known to be 
unwelcome.” 

For clarity, it is possible for workplace harassment to occur while on University of 
Toronto premises and in work-related activities or social events occurring off-
campus. For further clarity, workplace harassment that occurs through electronic 
means is covered by this Article. 

An employee may file a grievance alleging a course of conduct amounting to 
workplace harassment if, after the University has exhausted any applicable internal 
steps to respond to the situation, the employee is dissatisfied with the outcome or 
if, after sixty (60) working days have elapsed from the date the written complaint 
was finalized, signed by the employee, and submitted to the University, specifying 
the conduct alleged to constitute workplace harassment, the University has not 
provided the employee with a response to the complaint. Such grievance will be 
filed at step 3 of the grievance procedure. 

During any internal steps taken to resolve the situation, employees shall be 
informed in writing of their right to be accompanied by a Union Representative. 
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ARTICLE 7: NO STRIKES AND NO LOCKOUTS 

7:01 The Employer undertakes that there will be no lockout as defined in the Labour 
Relations Act during the term of this Agreement. The Union undertakes that there 
will be no strike as defined in the Labour Relations Act during the term of this 
Agreement. 

ARTICLE 8: UNION SECURITY 

8:01 
(a) Membership in the Union shall be on a voluntary basis; however, as a 

condition of employment, each employee shall have deducted by the 
Employer from each monthly pay during the term of the Agreement an amount 
equivalent to the Union dues or any assessments as are uniformly levied 
upon all members of the Union in accordance with its Constitution and By-
laws. The amount of such dues shall be certified to the Employer in writing 
by the Secretary-Treasurer of the Union. Notice of any change in dues must 
be provided in writing to the Employer by the Secretary-Treasurer of the 
Union. Where the change is solely a change in the percentage rate of dues 
deducted, it shall be effective on the first day of the month following the period 
of thirty (30) days from actual receipt of the notice; other changes shall be 
effective on the first day of the month following the period of sixty (60) days 
from actual receipt of the notice. The Employer shall not be required to 
implement any change in dues affecting only a portion of the monthly pay. 

The Employer shall remit the amount deducted in accordance with this Article 
to the Union not later than ten (10) working days from the date on which the 
deduction has been made. Each remittance to the Union shall be 
accompanied by an electronic list of the employees from whose pay the 
deductions have been made. This list shall also include salaries; number of 
hours; vacation pay; dues deducted; date of pay; personnel number; 
classifications; home addresses; home telephone numbers; e-mail 
addresses; and such Department-of-employment designations as arise from 
normal processing of employment forms in accordance with the practices and 
procedures established by the Employer. The provision of any information by 
the Employer shall be in the form and/or format determined by the Employer, 
which may be varied by the Employer at the Employer's sole discretion. The 
Employer agrees to provide the Union with two (2) months advance notice of 
its intention to alter the form and/or format. 

(b) The Employer will provide to the Union an aggregate count, by Department 
of Employment, the number of visa-student status employees in December 
of every year. In order to protect the identity of individuals, data will be 
suppressed when the total for the department is five (5) or less. 
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8:02 All enquiries concerning Union dues or dues deductions should be directed to 
CUPE/SCFP, Local 3902, at a mailing address to be provided by the Union, 
telephone: 416-593-7057 or 416-978-7632, e-mail: info@cupe3902.org. 

8:03 The Union will indemnify and save the Employer harmless from any and all claims 
which may be made against it by an employee(s) for amounts deducted from pay 
as provided for in this Article. 

8:04 The University will pay to the Union by the 15th  of May of each year an amount 
equivalent to the salary of twelve (12) Course Instructors for a “Y” course for the 
purposes of the costs associated with the administration of the Collective 
Agreement. 

8:05 The Employer agrees to issue, upon request from the Union in writing, to the Staff 
Representative(s) of the Union: 

(a) A library card to the University of Toronto Libraries 
(b) A valid Username/password to access the University's Campus 

Wireless Network. 

There shall be no charge to the Union or to the Staff Representative(s) for the card 
and/or wireless access. Use of the card and wireless network shall be subject to 
the general regulations made from time to time by the University and/or the Library. 

8:06 As soon as possible following receipt of the Union’s notice to bargain, the 
University will pay to the Union thirty-five thousand ($35,000) dollars in full 
satisfaction of its direct contribution to the cost of collective bargaining. 

Union/Management Relationship 

8:07 The Employer agrees to provide the Union, each September the following 
information on each member represented by the Union during the previous 
academic year: 

1. Name 
2. Personnel Number 
3. Department(s) of Work 
4. Department of Study 
5. Year in Program 
6. Post Codes Identifying the Name of Program 

ARTICLE 9: INFORMATION TO EMPLOYEES 

9:01 The Employer agrees to inform all applicants and new employees that a Collective 
Agreement is in effect. The Collective Agreement will be posted in a searchable 
format on the University’s People Strategy, Equity & Culture website and a link to 
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said website will be included in all Letters of Offer. A searchable electronic copy 
shall be provided to the employee at the email address provided by the employee. 

The University will provide the Union with a searchable electronic copy and one 
hundred (100) printed copies of the agreement. The parties agree to finalize the 
renewal collective agreement within six (6) months of the date of its ratification. 

(a) The Hiring Department shall include in its written employment offers sent 
electronically to individuals for appointments covered by this Agreement, the 
following statement “A statement about the Union, along with other 
information about the Union, including information about funds such as the 
Trans Fund, Survivors Fund, International Workers’ Fund, Childcare Fund, 
Healthcare Plan Funds, Research Assistants’ Fund, Tuition Assistance and 
Funding Top-Up Funds available to employees from the Union, can be found 
on the Union’s website https://www.cupe3902.org. All of this information is 
that of the Union, represents the views of the Union and has not been 
approved or endorsed by the University.” 

(b) In the event that a Department makes written employment offers to 
individuals for appointments covered by this Agreement that are not sent 
electronically, the Department shall provide the following statement to the 
individual in an electronic correspondence: “A statement about the Union, 
along with other information about the Union, including information about 
funds such as the Trans Fund, Survivors Fund, International Workers’ Fund, 
Childcare Fund, Healthcare Plan Funds, Research Assistants’ Fund, Tuition 
Assistance and Funding Top-Up Funds available to employees from the 
Union, can be found on the Union’s website https://www.cupe3902.org. All of 
this information is that of the Union, represents the views of the Union and 
has not been approved or endorsed by the University.” This electronic 
correspondence shall be provided at or prior to the time the employee 
receives the written job offer of an appointment in the bargaining unit, but in 
any event, no later than the start date of employment. 

(c) The placeholder “https://www.cupe3902.org” referred to in paragraphs a) and 
b) shall contain the web address for the CUPE Local 3902, Unit 1 home page 
that is a central hub for navigating information concerning CUPE Local 3902, 
Unit 1 and the words “Union’s website” and/or https://www.cupe3902.org in 
paragraphs (a) and (b) above shall also contain an embedded link that, when 
clicked, takes the user directly to the CUPE Local 3902, Unit 1 home page 
that is a central hub for navigating information concerning CUPE Local 3902, 
Unit 1. For clarity, neither the placeholder ‘https://www.cupe3902.org” nor the 
embedded link shall link the user directly to any particular document(s). 

9:02 
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ARTICLE 10: CORRESPONDENCE 

10:01 All correspondence between the parties, arising out of this Agreement or incidental 
thereto, shall pass to and from the Senior Executive Director of Labour Relations, 
439 University Avenue, 22nd  Floor, Toronto, and the Treasurer or President of the 
Union. For purposes of administering this Collective Agreement, wherever “Vice-
President and Provost” is referred to, it is understood that a designated 
representative may be recognized and dealt with in the Vice-President and 
Provost’s stead. 

10:02 Any such communications given under this Agreement shall be deemed given and 
received three working days after the date of posting. 

ARTICLE 11: ACADEMIC FREEDOM 

11:01 All members of the University Community have the rights and obligations set forth 
in the Statement of Institutional Purpose and the Statement on Freedom of 
Speech, as they exist from time to time. 

11:02 Further, the parties to this Agreement acknowledge that the University is 
committed to the pursuit of truth, the advancement of learning, and the 
dissemination of knowledge. To this end, they agree to abide by the principles of 
academic freedom as expressed in the following statement with respect to Course 
Instructors: academic freedom is the freedom to examine, question, teach, and 
learn, and it involves the right to investigate, speculate, and comment without 
reference to prescribed doctrine, as well as the right to criticize the University, and 
society at large. Specifically, and without limiting the above, academic freedom 
entitles Course Instructors to: 

(a) freedom in carrying out their assigned teaching; 

(b) freedom from institutional censorship. Academic freedom does not 
require neutrality on the part of the individual nor does it preclude 
commitment on the part of the individual. Rather academic freedom 
makes such commitment possible. 

11:03 Course Instructors’ employment obligations and responsibilities to the University 
shall encompass teaching, which includes, without being restricted to, 
responsibilities as follows: 

An employee shall carry out responsibility for teaching with all due attention to 
the establishment of fair and ethical dealings with students, taking care to be 
accessible to students for academic consultation, to inform students adequately 
regarding course formats, assignments, and methods of evaluation, to maintain 
teaching schedules in all but exceptional circumstances, to inform students 
adequately of any necessary cancellation and rescheduling of instructions and to 
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comply with established procedures and deadlines for determining, reporting and 
reviewing the grades of students. 

In performance of their duties, they shall deal fairly and ethically with their 
colleagues, shall avoid discrimination, shall not infringe their colleagues’ 
academic freedom, and shall observe appropriate principles of confidentiality. 

11:04 The parties understand and agree that academic freedom is not inconsistent with 
a department’s right to develop, mount and communicate, assess and manage 
content of a teaching program, and to issue direction with respect to its 
implementation and delivery. 

ARTICLE 12: LABOUR/MANAGEMENT RELATIONS 

12:01 No employee or group of employees shall undertake to represent the Union at 
meetings with the Employer without the proper authorization of the Union. The 
Employer shall not meet with any employee or group of employees undertaking to 
represent the Union without the proper authorization of the Union. In representing 
an employee or group of employees, a representative of the Union shall be the 
spokesperson. In order that this may be carried out, the Union shall supply the 
Employer with the names of its Officers and representatives. Likewise the 
Employer shall supply the Union with a list of its Designated Authorities and Chairs 
where the Chair is not the Designated Authority. Neither the Union nor the 
Employer shall be required to recognize such representatives until written 
notification has been received. 

Labour/Management Committee 

12:02 The Union and the Employer acknowledge the mutual benefit of joint consultation 
and agree, therefore, that there shall be a joint labour/management committee 
consisting of up to six (6) representatives from and selected by each party. The 
committee shall include the Vice-President, People Strategy, Equity & Culture of 
and/or designate, and the Union Chair and/or designate. 

There shall be one (1) regularly scheduled meeting convened with this bargaining 
unit each month during the period of September to June, excluding the month of 
December. The parties will submit in writing the topics to be discussed ten (10) 
working days in advance of the meeting. Meetings shall not be used to discuss 
matters which are the subject of a grievance nor to discuss any matters which are, 
at the time, the subject of collective bargaining. The committee shall function in 
an advisory capacity only, making recommendations to the Union and/or the 
Employer with respect to its discussions and conclusions, and shall not have the 
power to add to or modify the terms of this agreement. 

12:03 The University shall prepare and provide annually (on a May-April year) to the 
Union a summary report on tutorial sizes. The report will be sent to the Union as 
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soon as it is prepared for discussion no later than the September 
Labour/Management Committee meeting. 

Discussion 

12:04 The parties are agreed that discussion and communication on matters of mutual 
concern between employees or the Union and Departments of employment shall 
be encouraged, recognizing that the format of these discussions will vary from 
Department to Department. 

Departmental Workload Review Committee 

12:05 Each Department shall have a Workload Review Committee consisting of the Chair 
of the Department or designate and the Union Steward of the Department. 

The Committee will meet at least once per academic term to discuss any general 
or specific workload issues that have been brought to the attention of the Union 
Steward or the Chair of the Department or designate. 

Where the Union Steward feels an assignment exceeds a reasonable workload, 
the Union Steward shall bring this to the attention of the Chair of the Department 
or designate as soon as practicable. 

These discussions shall be without prejudice and shall not be the subject of a 
grievance, nor will the fact that a discussion has taken place preclude an employee 
from filing an individual grievance thereafter in accordance with Article 17:13. 

Management Training 

12:06 The Union will be invited to send a representative to a Human Resources 
Management Seminar for new academic administrators to address the participants 
for ten (10) minutes on the Union’s perspective of the content and workings of the 
Collective Agreement, and to set out the Union’s major issues and concerns. The 
Union shall be notified of such training at least ten (10) working days in advance 
of the session. 

ARTICLE 13: UNION REPRESENTATION 

13:01 The Employer acknowledges the rights and duties of Union Stewards and the 
Grievance Committee and the Grievance Officer to assist in preparing and 
presenting grievances in accordance with the Grievance Procedure. The 
Employer agrees to recognize more than one (1) Steward in large Departments 
and to recognize single Stewards for groups of Departments where necessary. It 
is agreed that the Steward (or Stewards) representing a Department (or group of 
Departments) normally shall be employed in that Department (or group of 
Departments) at the time of notification of selection as a Steward. While employed, 
and for the eight (8) months immediately following the end of a period of 
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employment, a Steward shall continue to be recognized until further written notice 
from the Union indicating otherwise. 

13:02 The Employer agrees to recognize the authority of the Grievance Officer, Union 
Stewards, and members of the Grievance Committee to assist in the administration 
of the Collective Agreement. Upon request from the Steward(s) and/or member of 
the Grievance Committee, the Designated Authority of the Department shall meet 
with the Steward(s) and/or other designated Union Official(s) within five (5) working 
days. 

13:03 The Union shall notify the Employer, in writing, of the name of each Steward, the 
Steward's Department of employment, and the Department or Departments the 
Steward represents, and the names of the members of the Grievance Committee. 
Upon such notification the Employer shall be required to recognize such Stewards 
or Grievance Committee members. 

ARTICLE 14: PROGRESSIVE DISCIPLINE 

14:01 Discipline will normally follow investigation and discussion with the employee, and 
will normally proceed through the following steps, with the objective of resolving 
the matter and/or correcting the behaviour as early as possible: 

Step I: Oral warning 
Step II: Written warning or letter of reprimand 
Step III: Unpaid short suspension or change in assignment 
Step IV: Unpaid long suspension or change in assignment 
Step V: Discharge or cancellation of subsequent appointments 

Disciplinary measures shall be proportional to the seriousness of the issue and 
shall normally increase in severity with repetition of the same or similar 
occurrences. 

The Employer reserves the right to skip one or more steps outlined above, having 
regard for the severity of the conduct in question and the relevant mitigating and 
aggravating factors, if any. 

An employee who is disciplined shall be advised in writing of the nature of the 
discipline and the reasons therefor. The Union will receive a copy of the notification 
of discipline or written warning within one (1) working day (24 hours). 

The Employer shall not discipline without just cause. 

14:02 All disciplinary investigations shall be treated as confidential. 

14:03 When the Chair or Designated Authority of a Department summons an employee 
for an interview to investigate a matter which is likely to lead to disciplinary action 
which will be recorded in the employee’s employment file, the Chair or Designated 
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Authority will inform the employee in writing with a copy to the Union of the 
employee’s right to have the employee’s Union Steward (or other Union 
Representative) present, and will inform the employee, in writing, of the nature of 
the allegations to be discussed. If the employee requests representation by the 
employee’s Union Steward (or other Union Representative), the Chair or 
Designated Authority will arrange for such representation without undue delay, and 
without further discussion of the matter with the employee concerned. A meeting 
with the Chair or Designated Authority as described above shall take place without 
undue delay as a necessary component of such disciplinary/discharge action 
unless the employee declines or is unable or unwilling to attend within a 
reasonable time frame. 

14:04 The Chair or Designated Authority of the employing Department shall be the sole 
Department authority responsible for issuing discipline. The Chair or designate 
may take into account, when setting a reasonable time for improvement, the 
discussions that have taken place between the supervisor and the employee on 
this matter. 

14:05 An employee who will be disciplined or discharged while at work will be notified of 
the employee’s right to have a Union Steward (or other Union Representative) 
attend such a meeting in which such discipline or discharge will be issued. If the 
employee requests representation by a Union Steward (or other Union 
Representative), the University will send for a Union Steward (or other Union 
Representative) without undue delay and without further discussion of the matter 
with the employee concerned. If requested, the Union shall send a Steward or 
other authorized Union Representative immediately and without undue delay. 

14:06 If the investigation and/or meeting does not result in disciplinary action, including 
an oral or written warning, then all record of the matter and the interview will be 
destroyed. For clarity, the foregoing shall not apply to letters of coaching, 
expectations, and/or instruction which are deemed to be non-disciplinary in nature. 
The Employer will remove warnings and reprimands in an employee’s personnel 
file after twenty-four (24) months or four (4) terms of active employment following 
the term in which the disciplinary action was administered, whichever comes first, 
unless the employee has a subsequent warning for an offence during that period. 

14:07 Nothing in this Article shall be construed in such a manner as to prevent the normal 
discussion between supervisors and employees concerning standards, 
expectations, or performance of work. The supervisor may investigate, identify, 
and comment on unacceptable or unsatisfactory acts or omissions and set a 
reasonable time in which to correct the problem. See also Article 20: Employee 
Evaluation and Records. 

14:08 The University and the Union recognize that coaching letters are non-disciplinary. 
For clarity, coaching letters shall not form a step in the progressive discipline 
process and shall not be relied upon to increase the severity of discipline imposed. 
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Coaching letters shall be removed from the employee’s file when twelve (12) 
months of active employment (i.e., months actually at work at the University in a 
bargaining unit position) have elapsed since the date of issue. For clarity, a new 
coaching letter may be issued at any time. 

All coaching letters shall be clearly identified as such in the subject line of the letter. 

ARTICLE 15: GRIEVANCE PROCEDURE 

Definition 

15:01 
(a) A grievance shall be defined as any difference arising out of the interpretation, 

application, administration or alleged violation of the Collective Agreement. 
Employment under the provisions of the Collective Agreement is a 
prerequisite for the filing of a grievance, with the exception of a hiring 
grievance as defined in Article 15:01(b). 

Hiring Grievances 

(b) Applicants for posted positions who are currently employed in the bargaining 
unit, or who are registered in the School of Graduate Studies and who have 
been previously employed in the bargaining unit shall have the right to file an 
individual grievance concerning hiring decisions, commencing at Step 1, in 
the event of a complaint of an improper hiring decision which resulted in the 
applicant not being selected for the position in dispute. An employee who is 
not registered in the School of Graduate Studies at the time of the hiring 
decision may not grieve a decision to hire a graduate student (in accordance 
with the graduate preference provision of Article 17:03 (a)). 

(c) In the event that a hiring grievance proceeds to arbitration, the sole arbitrator 
or arbitration board may not award a grievor work or compensation in lieu of 
work such that the grievor would have total work or compensation in the 
applicable academic year exceeding the equivalent of two (2) regular 
appointments. 

15:02 An earnest effort shall be made to settle grievances fairly and promptly in the 
following manner. 

Statement Of Grievance 

15:03 The statement of grievance submitted by the Union or Employer, and signed by 
the grievor(s), must contain the following: date of filing, nature and type of 
grievance (e.g., hiring, group, individual, policy), the article(s) of the Collective 
Agreement alleged to have been violated, a statement of the particular facts 
relevant to the grievance, including dates, and the remedy sought. The grievance 
must be set out in a manner which is clearly identified as a grievance. 
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Copy to Labour Relations 

15:04 The Union shall ensure that a copy of every grievance filed under this article is 
sent to the Senior Executive Director, Labour Relations or designate at the time 
the grievance is filed. 

Time Limits - Grievance Procedure 

15:05 Time limits as specified in Article 15 (Grievance Procedure) are directive in nature 
within the context of the mutual desire of the parties to address grievances as 
quickly as possible. In the event that a grievance is filed after the time limit, the 
Employer reserves the right to dismiss the grievance on the basis of untimeliness; 
where no answer is given within the time limit specified, the grieving party shall be 
entitled to submit the grievance to the next step of the Grievance Procedure. 
Saturdays, Sundays, and University holidays will not be counted in determining the 
time within which action is to be taken or completed under the Grievance 
Procedure. No grievance may be submitted to arbitration which has not been 
properly carried through all the requisite steps of the Grievance Procedure. 

Complaint Stage (Optional) 

15:06 If an employee has an employment-related complaint which could become the 
subject of a grievance, the employee may, as soon as possible after the 
occurrence of the matter which is the subject of the complaint, request a meeting 
with employee’s immediate supervisor in order to give the immediate supervisor 
an opportunity to adjust the complaint. The employee may have a Union 
Representative present at such a meeting. If a resolution to the complaint is arrived 
at as a result of the meeting, the employee shall be allowed to request a statement 
of the resolution, in writing, from the supervisor. In the event that an employee 
requests such a statement in writing, the supervisor shall comply without undue 
delay. The parties agree that a written statement provided in response to such a 
request shall not be relied upon or referred to by either party as having any 
precedential or interpretative value, and shall be considered to have been made 
on a “without prejudice” basis. 

Individual Grievances – Single Department Faculties 

15:07 Step 1: If an employee has a grievance, the employee shall within forty (40) 
working days after the occurrence of the matter present a written grievance to the 
Dean or designate of the Faculty. In the case of hiring grievances, the forty (40) 
working days referred to above shall be counted from the date of the notice of 
outcome of applications sent pursuant to Article 17:05. The Dean or designate of 
the Faculty will give a written decision to the employee and the employee’s 
Steward or other designated Union Representative within ten (10) working days of 
receipt of the grievance at Step 1. 

Step 2: If the grievance is not resolved at Step 1 then, within ten (10) working 
days, the written grievance may be referred to the Vice-President, People Strategy, 
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Equity & Culture or designate, transmitted by a letter signed by the Chair or 
Grievance Officer of the Union. The Vice-President, People Strategy, Equity & 
Culture or designate will give a written decision to the Chair or Grievance Officer 
of the Union within ten (10) working days after receipt of the grievance at Step 2. 

If the grievance is not resolved at Step 2, the Union may refer the grievance to 
arbitration pursuant to Article 16 of the Collective Agreement, within fifteen (15) 
working days thereafter. 

Individual Grievances – Multi-Department Faculties 

15:08 Step 1: If an employee has a grievance, the employee shall within forty (40) 
working days after the occurrence of the matter present a written grievance to the 
Chair or designate of the Department. In the case of hiring grievances, the forty 
(40) working days referred to above shall be counted from the date of the notice of 
outcome of applications sent pursuant to Article 17:05. The Chair or designate of 
the Department will give a written decision to the employee and the employee’s 
Steward or other designated Union Representative within ten (10) working days of 
receipt of the grievance at Step 1. 

Step 2: If the grievance is not resolved at Step 1 (Departmental level), then, within 
ten (10) working days, the written grievance may be referred to the Dean or 
designate of the employee's Faculty. The Dean or designate of the employee's 
Faculty will give a written decision to the employee and the Grievance Officer 
within ten (10) working days after receipt of the grievance at Step 2. Grievances 
which would otherwise proceed from Step 1 to Step 2 may proceed from Step 1 to 
Step 3 if arranged by mutual agreement in writing between the parties hereto prior 
to the expiry of the initial time limit for referral to Step 2. When mutual agreement 
with respect to such a request is reached, the time limit for referral from Step 1 to 
the next step (Step 3) shall be extended by ten (10) working days to a total of 
twenty (20) working days, and the time limit for response at Step 3 shall be 
extended from ten (10) working days after receipt of the grievance at Step 3 to 
twenty (20) working days after the receipt of the grievance at Step 3. 

Step 3: If the grievance is not resolved at Step 2, then, within ten (10) working 
days, the written grievance may be referred to the Vice-President, People Strategy, 
Equity & Culture or designate, transmitted by a letter signed by the Chair or 
Grievance Officer of the Union. The Vice-President, People Strategy, Equity & 
Culture or designate will give a written decision to the Chair or Grievance Officer 
of the Union within ten (10) working days after receipt of the grievance at Step 3. 
If the grievance is not resolved at Step 3, the Union may refer the grievance to 
arbitration pursuant to Article 16 of the Collective Agreement, within fifteen (15) 
working days thereafter. 
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Group Grievance 

15:09 A group grievance, which is defined as an alleged violation of this Agreement 
concerning two (2) or more employees employed in the same Department, follows 
the same procedure as the individual grievance procedure. 

Policy Grievance 

15:10 A policy grievance of the Employer, or a policy grievance of the Union which is 
distinguished from an individual employee's grievance or a group grievance, and 
which is defined as a difference arising between the Employer and the Union as to 
the interpretation or alleged violation of a specified provision or provisions of this 
Agreement affecting the Employer or the Union as such or as affecting the interests 
of members employed in more than one (1) Department, shall be reduced in 
writing, signed by the Chair (or the designated representative of the Chair) of the 
Union, or the Vice-President, People Strategy, Equity & Culture or designate, as 
the case may be, and submitted to: 

(a) for cases involving more than one (1) Department, all within a multi-
Department Faculty, to the Dean or designate of the employee’s Faculty; 

(b) in all other cases, to the Vice-President, People Strategy, Equity & Culture or 
designate, or Chair of the Union or designate, as the case may be; 

within forty-five (45) working days after the occurrence of the matter which is the 
subject of the grievance. It is expressly understood that the provisions of this 
paragraph may not be used by the Union to institute or duplicate any individual or 
group grievance directly affecting an employee or employees (which such 
employee(s) could personally initiate, thereby passing or paralleling the regular 
grievance procedure, whether or not such individual or group grievance has been 
filed). The initiating party in its written grievance must state the nature and basis 
of the grievance clearly and fully. The responding party shall provide a written 
response within fifteen (15) working days after receipt of the grievance. 

If the grievance is not resolved, the initiating party may notify the other party in 
writing within a period of fifteen (15) working days that it intends to proceed to 
arbitration pursuant to Article 16 of this Collective Agreement. 

Suspension Or Discharge Grievance – Single Department Faculties 

15:11 In the case of an employee who has been suspended or discharged, the employee 
may submit a grievance, in writing, signed by the employee, at Step 2 of the 
Grievance Procedure, within five (5) working days after the employee's suspension 
or discharge. The Vice-President, People Strategy, Equity & Culture or designate 
shall meet with the Chair of the Union and the Grievance Officer within a period of 
five (5) working days after receipt of the written grievance. If the grievance is not 
settled at this meeting, or within a period of five (5) working days following the 
meeting, then the Union may notify the Employer in writing within a further period 
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of five (5) working days that it intends to proceed to arbitration pursuant to Article 
16 of this Collective Agreement. 

Suspension Or Discharge Grievance – Multi-Department Faculties 

15:12 In the case of an employee who has been suspended or discharged, the employee 
may submit a grievance, in writing, signed by the employee, at Step 2 of the 
Grievance Procedure, within five (5) working days after the employee's suspension 
or discharge. The Dean or designate at Step 2 shall meet with the Chair of the 
Union and the Grievance Officer within a period of five (5) working days after 
receipt of the written grievance. If the grievance is not settled at this meeting, or 
within a period of five (5) working days following the meeting, then the Union may 
notify the Employer in writing within a further period of five (5) working days that it 
intends to proceed to Step 3 of the Grievance Procedure. The Vice-President, 
People Strategy, Equity & Culture or designate shall meet with the Chair of the 
Union and the Grievance Officer within a period of five (5) working days after 
receipt of the written grievance at Step 3. If the grievance is not settled at this 
meeting, or within a period of five (5) working days following the meeting, then the 
Union may notify the Employer, in writing, within a further period of fifteen (15) 
working days that it intends to proceed to arbitration pursuant to Article 16 of this 
Collective Agreement. 

ARTICLE 16: ARBITRATION 

16:01 If a grievance is not settled at Step 3, either party may notify the other within a 
further period of fifteen (15) working days after receiving the written reply that it 
intends to proceed to arbitration. The notice of intention to proceed to arbitration 
shall contain the details of the grievance, a statement of the issue in dispute, and 
a statement of the type of remedy sought by the party from an arbitrator. 

16:02 The provisions of this article shall be based on the use of a single arbitrator, unless 
the provisions of Article 16:06 are specifically invoked. 

Sole Arbitrators shall be selected in rotation from the following list, commencing 
with the first person named. For each successive referral to arbitration, the next 
person named shall be selected: 

Mark Wright 
Jim Hayes 
Jasbir Parmar 
Deborah Leighton 
Russell Goodfellow 
William Kaplan 

If the person selected is unavailable within a reasonable time, the next person on 
the list shall be selected. Should none of the above be available within a 
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reasonable time, the parties may select a mutually agreeable alternative. In any 
event, the parties shall attempt to select a Sole Arbitrator within twenty (20) 
working days of the notice of intent to proceed to arbitration. 

In the event that the parties are unable to agree on a hearing within a reasonable 
time, either party may request that the Minister of Labour appoint a Sole Arbitrator. 

For the purposes of this article, a reasonable time shall not normally exceed nine 
(9) months. 

16:03 An arbitrator shall not have the authority to make any decision which is inconsistent 
with the terms of the Agreement nor to add to or amend any of the terms of the 
Agreement. The jurisdiction of the arbitrator shall be confined to the issue in 
dispute. The decision of the arbitrator shall be final and binding upon the parties. 

16:04 In the event that an arbitrator deals with a matter relating to discharge, suspension 
or disciplinary action, then the arbitrator has the authority to reinstate an employee 
with or without compensation for wages and any other benefits lost, or to make 
any other award the arbitrator may deem just and reasonable which would be 
consistent with the terms of the Agreement. 

16:05 The parties shall jointly and equally bear the fees and expenses of the arbitrator. 

16:06 Saturdays, Sundays and University holidays will not be counted in determining the 
time within which action is to be taken or completed under the Grievance 
Procedure. 

16:07 Time limits set forth in this article may be extended by mutual agreement in writing 
between the parties hereto. 

ARTICLE 17: APPOINTMENTS 

Job Posting 

17:01 
(a) Departments shall announce positions to be filled in accordance with the 

following timelines: 
• on or before June 30th  for course(s) commencing in September; 
• on or before October 31st  for course(s) commencing in January; and 
• on or before March 15th  for all course(s) in the Summer term 

In the event that a Department has not met the deadlines prescribed above, email 
notification of any late postings shall be provided to the Union and on the 
Department website stipulating the anticipated date on which postings will be 
available. 
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Notices of vacancies shall be posted on the Union (Article 28:02) bulletin boards, 
on Department websites and listservs, such other locations as are deemed 
appropriate and, the centralized, electronic system for posting bargaining unit 
positions. Such notices shall remain posted for at least fifteen (15) working days 
before such positions may be filled; however, in the event that a position becomes 
vacant unexpectedly (examples include, but are not limited to, an unanticipated 
change in course enrolment or funding; or as a result of circumstances in which 
the person originally selected elects not to take up the position, or is subsequently 
unable to fulfill the position because of illness, incapacity, death or resignation), 
such position may be filled after posting for fewer than fifteen (15) working days, 
but not fewer than two (2) working days. In such cases, the Department will make 
best efforts to post for as long as is practicable. 

Each job posting shall indicate: 

1) the title and number of courses where positions are expected to be 
available; 

2) an estimate of the number of positions available; 

3) an estimate of the course enrolment; 

4) hours of work per position; 

5) dates of appointment, including class and tutorial/lab schedules if known; 

6) for Course Instructor positions, an estimate of hours of TA support; 

7) salary; 

8) qualifications, including minimum threshold and/or preferred qualifications 
where available; 

9) the application procedure including the closing date for applications; 

10) a description of the duties and responsibilities, including whether any duties 
known at the time of posting are remote/hybrid; 

11) if the position involves leading tutorials, or laboratories/practicals; 

12) for Teaching Assistants: a statement of whether the need to acquire 
experience or previous experience is the more relevant criterion in respect 
of the posted position; or for Course Instructors: a statement of whether the 
need to acquire experience or past teaching experience is the more relevant 
criterion in respect of the posted position; 

13) An employment equity statement inviting all qualified applicants to make 
application. 

14) The job posting will include a link/contact with instructions on how to access 
accommodations during the application and hiring processes, and 
throughout the duration of the appointment. 

All postings shall include the following statement: “This job is posted in accordance 
with the CUPE 3902 Unit 1 Collective Agreement.” Furthermore, all postings shall 
include the following statement: “Candidates who are members of Indigenous, 
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Black, racialized and 2SLGBTQ+ communities, persons with disabilities, and other 
equity seeking groups are encouraged to apply, and their lived experience shall be 
taken into consideration as applicable to the position.” 

It is understood that some announcements of vacancies are tentative, pending final 
course determinations and enrolment. Job postings shall contain a standardized 
statement that the position will require regular attendance at the campus on which 
the job is located unless the work is intended to be performed remotely or in 
another location in which case that other location will be specified on the posting. 

(b) A sole responsibility instructor position (see definitions - Article 30:07) may 
be posted to the bargaining unit or not at the sole discretion of the hiring 
Department, but no member of the bargaining unit shall be appointed to such 
a position except by the School of Continuing Studies, unless the position has 
been posted to the bargaining unit. 

An electronic copy of each job posting shall be sent by electronic mail to the 
Union at the time of posting. 

Departmental Funding Practices 

17:02 
(a) Departmental funding practices will be published and an electronic copy will 

be sent to the Union. Such funding practices do not form part of this Collective 
Agreement, and are therefore not subject to the grievance and arbitration 
procedures of the Collective Agreement (Articles 15 and 16), except as 
otherwise stated. However an alleged failure to publish such funding 
practices would be subject to the grievance and arbitration process. In the 
event that a Department alters its funding practices, the Employer shall 
publish such alteration. The University agrees that Departmental funding 
practices shall, with respect to the University’s graduate student funding 
policy, reflect the normal practice in the Department, including the amount of 
bargaining unit work that forms part of the base funding package and/or the 
planned variation in the amount of bargaining unit work according to year in 
programme. 

(b) In the case of Graduate Centers and Institutes, where bargaining unit work is 
normally outside the department of registration, the amount of bargaining unit 
work to be included in the funding package will be determined by the 
department of registration in accordance with its funding practices under this 
article regarding composition of packages. 

Hiring Criteria – Teaching Assistants 

17:03 
(a) When hiring teaching assistants for posted positions, preference in hiring 

shall be given to graduate students enrolled in the School of Graduate Studies 
of the University of Toronto or those who have made application to be enrolled 
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in the School of Graduate Studies of the University of Toronto. Appointments 
shall be made for the full academic session, or a portion thereof. 

In considering applicants who possess the minimum threshold qualifications 
required for a posted position, hiring criteria shall be: academic qualifications, 
the need to acquire experience, previous experience and, for continuing 
students, previous satisfactory employment under the provisions of this 
Collective Agreement. 

Each individual job posting shall list all the hiring criteria. Each applicant who 
possesses the minimum threshold qualifications for the posted position shall 
be assessed by the hiring Department against the hiring criteria in a 
consistent manner. Further, each posting shall state whether the need to 
acquire experience or previous experience is the more relevant criterion in 
respect of that posted position. 

In deciding between two relatively equal candidates, the Employer shall hire 
the candidate with the greater previous experience. The assessment of 
“previous experience” may include both academic and non-academic 
teaching and work experience, as deemed relevant to the position. 

Candidates who are members of Indigenous, Black, racialized and 
2SLGBTQ+ communities, persons with disabilities, and other equity seeking 
groups are encouraged to apply, and their lived experience shall be taken into 
consideration as applicable to the position. 

Hiring decisions shall not be based on the consideration or assessment of 
criteria not listed above. 

This article shall not be used to prevent a Department from appointing a 
graduate student as a teaching assistant if the graduate student has not 
already been employed as a teaching assistant at the University. 

Hiring Criteria – Course Instructors 

(b) In considering applicants who possess the minimum threshold qualifications 
for a posted position, hiring criteria shall be: academic qualifications, the need 
to acquire experience, past teaching experience, and previous satisfactory 
employment under the provisions of this Collective Agreement. 

Each individual job posting shall list all the hiring criteria. Each applicant who 
possesses the minimum threshold qualifications for the posted position shall 
be assessed by the hiring Department against the hiring criteria in a 
consistent manner. Further, each posting shall state whether the need to 
acquire experience or past teaching experience is the more relevant criterion 
in respect of that posted position. 
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In deciding between two relatively equal candidates, the Employer shall hire 
the candidate with the greater previous experience. The assessment of 
“previous experience” may include both academic and non-academic 
teaching and work experience, as deemed relevant to the position. 

Candidates who are members of Indigenous, Black, racialized and 
2SLGBTQ+ communities, persons with disabilities, and other equity seeking 
groups are encouraged to apply, and their lived experience shall be taken 
into consideration as applicable to the position. 

Hiring decisions shall not be based on the consideration or assessment of 
criteria not listed above. 

This article shall not be used to prevent a Department from appointing a 
senior doctoral student or a postdoctoral fellow to teach as a sole-
responsibility instructor if that senior doctoral student or postdoctoral fellow 
has not already taught as a sole-responsibility instructor. 

Assistant Invigilators 

17:04 The Employer may employ assistant invigilators to help faculty and/or bargaining 
unit members assigned to the course in conducting tests and examinations where 
there are not enough bargaining unit members assigned to the course available to 
fulfill the duties. 

Where assistant invigilators are anticipated to be required, a notice will be posted 
online at least once per academic session to create a roster of eligible individuals 
who will be selected based on their availability to invigilate as required and/or as 
opportunities become available. 

Where and to the extent that invigilation is required, teaching assistants assigned 
to the course must be assigned and must carry out invigilation as part of their 
duties. Where additional assistance may be required, one (1) or more assistant 
invigilators may be hired. 

Preference in hiring assistant invigilators will be given to students enrolled in the 
University of Toronto. 

Save this article, only the following articles apply to this group of employees: 
Article 1, General Purpose; Article 2, Recognition; Article 3, Reservation of 
Management Rights; Article 4, No Discrimination; Article 6, Personal Harassment; 
Article 7, No Strikes and No Lockouts; Article 8, Union Security; Article 9, 
Information to Employees; Article 10, Correspondence; Article 12, 
Labour/Management Relations; Article 14, Progressive Discipline; Article 15, 

Grievance Procedure; Article 16, Arbitration; Article 17:07 (b) 17:07 (d), Hours of 
Work, and 17:07 (e); Article 17:09 (c), Duties – Assistant Invigilators; Article 21:12, 
Sick Leave; Article 22, Holidays; Article 27, Salaries; Article 29, Health and Safety. 
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Notice of Appointment 

17:05 All applicants shall be advised in writing of the outcome of their applications at the 
earliest possible date. All applicants for regularly posted positions shall receive 
such notification 

on or before August 7th  for course(s) commencing in September; 
on or before December 7th  for course(s) commencing in January; and 
on or before April 15th  for all course(s) in the Summer term. 

Where a position which has been offered is withdrawn before the offer has been 
accepted, the Department shall endeavour to offer a position of an equivalent or 
greater number of hours to the affected applicant. 

Subsequent Appointments SGS II and PhD and Doctor of Musical Arts Students 

17:06 Definition: for the purpose of interpreting this article, an “appointment” consists of 
all hours of work an employee is employed to fulfill in the employing Department 
in an academic session. For clarity, an appointment may be comprised of one or 
more positions in either a Department or a tri-campus Department. 

(1.a) For Departments offering courses on a term or sessional basis, the first 
appointment extended to a Ph.D. student or Doctor of Musical Arts student 
enrolled in the School of Graduate Studies of the University of Toronto shall 
consist of an initial appointment not to exceed one (1) academic session in 
length and, in subsequent academic sessions, second, third, fourth, fifth, and 
sixth appointments which shall also not exceed one (1) academic session in 
length. Such appointments shall be at least thirty-five (35) hours. 

(1.b) For Departments offering courses on a term or sessional basis, after the sixth 
contractually obligated appointment set out in paragraph (1.a) above, Ph.D. 
students or Doctor of Musical Arts students will have the right to additional 
appointments of at least seventy (70) hours per academic year. 

(1.c) For Departments offering courses on a term or sessional basis, the first 
appointment extended to an SGS II Masters student (full-time students 
enrolled in the third or greater year of a Masters’ program are eligible to 
receive the SGS II rate of pay) enrolled in the School of Graduate Studies of 
the University of Toronto shall consist of an initial appointment not to exceed 
one (1) academic session in length and, in a subsequent academic session, 
a second appointment which shall also not exceed one (1) academic session 
in length. Part-time students shall be considered SGS II students only once 
they have completed the equivalent of two (2) full-time years of study. 

(1.d) Where an employee is employed in more than one (1) Department, only the 
employing Department in which the employee had the greater(est) number of 
hours shall be required to provide a contractually obligated appointment. 
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(1.e) Employees who transfer from a Masters’ to a Ph.D program during the term 
of their appointment will be treated as Masters students for the purposes of 
17:06. 

(2.a) Timing of the Subsequent Appointment(s): Where an employee’s first 
appointment is in a Fall/Winter academic session, the employee’s 
subsequent appointments shall normally occur in consecutive Fall/Winter 
sessions immediately subsequent to the academic session in which the 
employee was employed on their initial appointment. Where an employee’s 
first appointment is in a Summer academic session, the employee’s 
subsequent appointments shall normally be in consecutive Summer 
academic sessions immediately subsequent to the academic session in 
which the employee was employed on their initial appointment. Where an 
employee’s initial appointment is in the Summer academic session, the 
employee’s remaining subsequent appointments shall be transferred to the 
Fall/Winter academic session upon request of the employee, provided the 
employee makes the request by May 15. 

(2.b) Once during the course of an employee’s employment in the bargaining unit, 
an employee shall have the right to defer a subsequent appointment. 

Upon written request of the employee, further deferrals of subsequent 
appointments (i.e., delaying an appointment to a non-consecutive academic 
session) shall be granted in the event that such a request is based on 
academic program requirements (e.g., travel for the purpose of field work). 

Where such a request is made for any other reason(s), the department shall 
give due consideration to the request. 

An employee shall have the right to make the decision to defer up to August 
15 for the Fall/Winter session and April 15 for the Summer session. 

(2.c) Where an employee is on an approved leave of absence as defined by the 
School of Graduate Studies’ Leave of Absence policy and is ineligible to work 
in the bargaining unit, the employee’s subsequent appointment shall be held 
in abeyance pending the employee’s return from such leave. The abeyance 
period shall not be considered a deferral for the purposes of Article 17:06 
(2.b). 

(3) Nature of the Subsequent Appointment(s): Shall be determined by the 
employing Department and conveyed to the employee as soon as possible 
and in any event no later than July 31 for the Fall/Winter session and March 
31 for the Summer session. 

(4) Allocation of Hours of the Subsequent Appointment(s): Hours for the 
second, third, fourth, fifth, and sixth contractually obligated appointments 
shall be: 
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at least equal to the total number of hours of the initial appointment, 
or the second appointment, if greater, within the hiring Department 
in which the employee had the larger(est) initial appointment up to a 
maximum of one (1) regular appointment, as defined in Article 17:07; 
additional hours, if any, worked in any other Department are not 
included in determining the minimum obligation for hours of 
subsequent appointment(s). 

for employees with at least thirty-five (35) hours in the initial or 
second appointment, a minimum of seventy (70) hours in total per 
remaining subsequent appointments. 

(5) Notice of the Subsequent Appointment(s): No later than April 30th for the 
Fall/Winter session, or January 15th for the Summer session, the employing 
Department shall request, in writing, confirmation of the employee’s intention 
to take up the employee’s next contractually obligated appointment in that 
session and, if the individual does intend to take up such appointment, to 
indicate any preferences. The employing Department will give these 
preferences due consideration in assigning the appointment. Such notice to 
the employee shall also include the number of hours in the subsequent 
appointment, and the number of subsequent appointments and deferrals 
remaining. An employee commencing either the fifth or sixth contractually 
obligated appointment shall have the one-time-only right to continue as a 
teaching assistant in the course in which they were employed in the previous 
year. The employee’s written response must be received by the employing 
Department within twenty (20) working days of the date of the Department’s 
request. 

Where an employee has been assigned a Course Instructorship, the 
employee may request an alternate assignment to a Teaching Assistant 
position within two (2) working days of being notified. Requests will be given 
due consideration and may be granted at the sole discretion of the Chair. 
Where the request is granted, best efforts will be made to offer an alternate 
assignment that is at least equal to the minimum obligation of hours of the 
subsequent appointment. It is understood that there is no guarantee that the 
minimum obligation of hours of the subsequent appointment will be fulfilled in 
these circumstances. 

The employing Department shall not assign a sole-responsibility Course 
Instructorship as a subsequent appointment unless mutually agreed by the 
Department and the employee. 

(6) Cancellation of the Subsequent Appointment(s): Where a subsequent 
appointment is cancelled for any reason, including unsatisfactory 
performance of duties in a previous appointment, the affected individual may 
file a grievance under Article 15:07 within forty (40) working days of receipt of 
notice that the appointment is cancelled. All correspondence flowing from 
this Article shall be provided in writing. 
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(7) The provisions of Article 17:01 and 17:03 shall not apply to a contractually 
obligated appointment. 

(8) Exemption: No subsequent appointment is owed to an individual should the 
individual withdraw from, transfer from, or otherwise cease a program of 
graduate studies at the University of Toronto. If an individual registered in the 
hiring Department transfers the individual’s registration to another graduate 
Department of the University of Toronto, the obligation to provide any 
remaining subsequent appointments under this article shall be moved from 
the hiring Department and assumed by the new Department of registration. 

(9) Exemption: Where an employee has been appointed to teach under this 
Collective Agreement a course regularly taught by a faculty member who will 
not teach the course during that session, Article 17:06(1) will not be 
applicable. Such an appointment shall not be counted as a subsequent 
appointment. 

(10) Exemption: The School of Continuing Studies: No obligation to provide 
(a) subsequent appointment(s) shall arise from any appointment at the 
School of Continuing Studies. 

(11) None of the above constitutes any kind of a limit on the number of 
appointments to which a graduate student may be appointed. 

Subsequent Appointments – SGS I Masters and Undergraduate Students 

17:07 
(1) The provisions of Article 17:06 do not apply to SGS I Masters and 

undergraduate students. 

(2) Definition: for the purpose of interpreting this article, an “appointment” 
consists of all hours of work an employee is employed to fulfill in the 
employing Department in an academic session. For clarity, an appointment 
may be comprised of one or more positions in the employing Department. 

(3) Definition: SGS I Masters students are full-time students enrolled in the 
School of Graduate Studies in the first or second year of Masters’ program or 
part-time students enrolled in the School of Graduate Studies who have not 
yet completed the equivalent of two (2) full-time years of study. 

(4) SGS I Masters students and undergraduate students who are hired for an 
initial appointment not to exceed one (1) academic session in length, with a 
minimum of one hundred (100) hours, shall in a subsequent academic 
session be provided with a second appointment in the hiring department. 
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(5) The subsequent appointment shall not exceed one (1) academic session in 
length and the hours shall be at least half the total number of hours of the 
initial appointment. 

(6) Where an employee simultaneously has initial appointments in more than one 
(1) Department, only the employing Department in which the employee had 
the greater(est) number of hours shall be required to provide the subsequent 
appointment. 

(7) The nature of a subsequent appointment shall be determined by the 
employing Department and conveyed to the employee as soon a possible 
and in any event no later than July 31 for the Fall/Winter session and March 
31 for the Summer session. 

(8) Exemption: No subsequent appointment is owed to an individual should the 
individual graduate from, withdraw from, transfer from, or otherwise cease 
their academic program, as applicable, at the University of Toronto. 

(9) Exemption: The School of Continuing Studies: No obligation to provide a 
subsequent appointment(s) shall arise from any appointment at the School of 
Continuing Studies. 

(10) The provisions of Article 17:01 and 17:03 shall not apply to a subsequent 
appointment under the Article. 

Hours of Work 

17:08 

(a) A regular position is a Teaching Assistantship that requires either an average 
of ten (10) hours of work per week, normally not to exceed 20 hours in any 
week, for a total of 280 hours of work per academic session, or one (1) 
Course Instructorship (as defined in Article 27, Salaries). Teaching Assistant 
workloads equivalent to those of a regular position may be compressed into 
a shorter time period in accordance with the needs of individual Departments 
and after consultation with the employee involved. Teaching Assistant 
workloads less than those of a regular position, either in terms of hours per 
week, or in terms of total hours per academic session, may be arranged and 
will be paid for on an hourly basis. 

(b) No Department shall require or schedule any employee to work more than 40 
hours per week or more than 8 hours per day. 

(c) Teaching Assistants shall be granted a reasonable period of time no less than 
ninety-six (96) hours, in which to grade student coursework. Turnaround 
times shall be set out on the Description of Duties and Allocation of Hours 
(DDAH) Form for each position. 
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If no turnaround time for an assignment is listed in the DDAH form, a 
Teaching Assistant will be required to complete the assignment no less than 
two (2) weeks from the time the supervisor informs the Teaching Assistant. 

On an annual basis, the Employer will encourage Departments to establish 
and publish a standardized time per assignment and turnaround time for 
relevant assignments listed in Appendix A “Appendix: List of Suggested 
Tasks and Teaching Techniques”. The standardized time per assignment and 
turnaround times shall be applied to all DDAH Forms for work in the 
department and a copy shall be sent to the Union. 

(d) The University shall not require or schedule work on Saturdays or Sundays. 
However, work may be scheduled on Saturdays and/or Sundays for purposes 
of Exam invigilation. Reasonable notice will be provided in cases where work 
on Saturdays and/or Sundays is required. 

(e) Chief Presiding Officers, Assistant Invigilators, and Invigilators, Services to 
Persons with a Disability with scheduled hours of work on Saturdays and/or 
Sundays shall receive a premium of one (1) dollar per hour worked. 

Job Descriptions 

17:09 
(a)	 Within fifteen (15) working days after a position is offered, the supervisor shall 

provide the candidate with a written description of the position including the 
nature of the duties and the number of hours required to complete the said 
duties. Such descriptions shall be completed on a Description of Duties and 
Allocation of Hours form hereto attached in accordance with Appendix A: Job 
Description/Description of Duties and Allocation of Hours (DDAH) Form. The 
Designated Authority of the employing Department shall sign the job 
description for each employee in the Department. It is agreed that a 
prospective employee shall not be required to accept a position prior to 
receipt of a written description of the position. An employee’s signature on 
the description signifies only that they have received and reviewed the duties. 

The supervisor and the employee shall meet prior to the commencement of 
duties as set out in the job description, to discuss assigned duties and the 
time required to perform them. Provision for attendance at such a meeting 
shall be included in the hours allotted on each employee's job description. 
This meeting shall be with pay and shall be scheduled for not less than one 
(1) hour. 

It shall be the responsibility of the supervisor to specify in appropriate detail 
the manner in which assigned duties are to be performed. In the absence of 
such instructions, no employee shall be penalized or prejudiced in any way 
for the employee’s choice of approach. 
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(b) Within one (1) month of the commencement of each academic term, the 
Designated Authority of the employing Department shall provide to the Union 
a spreadsheet file containing the following information: department, name of 
employee, personnel number, course number and name, the number of 
hours assigned to each employee in each course, and confirmation that a job 
description has been provided to each employee. 

In each academic term, the Union may select up to seven (7) Departments, 
which shall be notified that they may be audited for purposes of reviewing the 
Description of Duties and Allocation of Hours forms for all employees 
appointed in that term, in order to verify compliance with the provisions of this 
Article of the Collective Agreement. From among the seven (7) Departments 
notified, three (3) may be selected for an audit, which shall be conducted 
jointly by a representative of the Union and the Senior Executive Director, 
Labour Relations or designate, who shall be provided with access to all 
Description of Duties and Allocation of Hours (DDAH) forms. The Union shall 
give at least one (1) week’s notice of the audit. The Chair or Designated 
Authority and the Steward of the Department shall be entitled to be present 
for the audit. 

Duties 

17:10 
(a) All duties assigned to an employee shall be listed on the Description of Duties 

and Allocation of Hours form found in Appendix A and shall be included in the 
calculation of required hours. These duties may include, for example, but are 
not limited to: preparation for classes and office hours, preparation of written 
or audio-visual materials, designing and maintaining course websites, 
attending lectures, teaching, leading discussions and supervising 
laboratories, scheduled rehearsal time and performance time, duties related 
to student dress rehearsals and recitals (including practice time), rating 
students' work, holding office hours, consulting with students (including 
electronic consultation), writing and grading tests, examinations and lab sets, 
grading essays and term papers, setting up experiments, conducting field 
trips, and conferring with the supervisor in charge, as required by the 
employee's teaching duties. 

Duties – Chief Presiding Officer 

(b) Duties of Chief Presiding Officers shall include being responsible for the 
confidentiality of final examinations and providing coordination and 
consistency in the administration of such final examinations, in accordance 
with the policies and procedures which have been or may be established by 
the Office of the Registrar. The duties of a Chief Presiding Officer shall not 
include invigilation. 

Chief Presiding Officer opportunities shall be posted publicly not less than 
twenty (20) working days in advance of the first possible date of work. The 
postings shall include the responsibilities as set out in Article 17:10 (b) above, 
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campus location(s), job-related qualifications, anticipated hours of work and 
minimum availability requirements for the position. Applicants who have 
received the required training and have previous satisfactory employment as 
a Chief Presiding Officer shall be deemed minimally qualified. Positions will 
be offered to those who most closely meet the posted job-related 
qualifications and minimum availability requirements. 

Notwithstanding Article 17:08, Chief Presiding Officers may agree to work up 
to twelve (12) hours in a day, provided there is at least eleven (11) 
consecutive hours free from performing work in each day. Further, Chief 
Presiding Officers may agree to work up to sixty (60) hours in a week, with 
overtime being payable for each hour of work in excess of forty-four (44) in 
each work week, in accordance with the Employment Standards Act. 

Duties – Assistant Invigilators 

(c) Duties of the Assistant Invigilator shall be limited to distribution and collection 
of test and examination materials, the taking of attendance and collection of 
signatures, escorting of students to and from washroom facilities, and 
monitoring activities within the examination room. 

Duties – Peer Assistants 

(d) Peer Assistants are undergraduate students in the University of Toronto who 
have been hired to assist Teaching Assistants or Course Instructors. The 
duties for which they may be engaged are limited to assistance in, or in 
connection with: set-up of labs or experiments; set-up of audio-visual 
material; language practice; clerical tasks, including photocopying; 
preparation of handouts; field trips, attending lectures or seminars; consulting 
with Teaching Assistants or Course Instructors; reading course materials, 
manuals, or textbooks. Peer Assistants shall not mark or grade student work, 
or be assigned sole responsibility for classes, laboratories or tutorials. 

Peer Assistants may be engaged only with the prior express written 
authorisation of the Chair or the Department and the Course Instructor for the 
course if there is one. Peer Assistants are exempt from Articles 17:01 and 
17:03 of this Collective Agreement, but Departments shall ensure that Peer 
Assistant opportunities are posted publicly for at least two (2) working days. 

(e) Scheduling – Chief Presiding Officers, Assistant Invigilators, and Peer 
Assistants 

Schedules shall be provided to Chief Presiding Officers, Assistant 
Invigilators, and Peer Assistants at least seven (7) calendar days prior to the 
week in which employees are scheduled to work. For clarity, offers of 
additional work can be extended after schedules have been provided. A Chief 
Presiding Officer, Assistant Invigilator or Peer Assistant who is offered 
additional work after schedules are set shall have the right to decline such an 
offer. 
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Alterations During the Term of Employment 

17:11 During the term of employment, the supervisor shall have the right to reallocate 
time applied to the duties and substitute or revise duties without changing the total 
number of hours or significantly altering the nature of the duties. With the express 
written agreement of the employee, the Chair or Designated Authority may 
increase the total number of hours of work as set out on the employee’s job 
description. Before implementing such changes, the supervisor shall discuss the 
changes and the reasons therefor with the employee, and shall provide the 
employee with a copy of the revised job description. 

Review of Assigned Hours 

17:12 It is agreed that the employee and the employee's supervisor have a mutual 
responsibility to ensure that the Description of Duties and Allocation of Hours 
(DDAH) Form continues to be accurate and inclusive of all duties and 
responsibilities of the position. This section does not apply to Course Instructors. 

The supervisor shall be responsible for scheduling a meeting with employees at 
least once during the appointment, individually or as a group, at or around the mid-
point of their appointments, for the purpose of conducting a review of each 
employee's DDAH Form, and ensuring that employees' hours of work as set out in 
their DDAH Forms continue to be appropriate. This meeting shall be with pay and 
shall be scheduled for not less than thirty (30) minutes. 

For Fall/Winter Session courses, this mid-course meeting shall be held no later 
than November 15th  for “F” courses, January 31st  for “Y” courses, and March 1st  for 
“S” courses. For Summer Session courses, the meeting shall be held no later than 
May 31st  for May-June courses, July 31st  for July-August courses, and July 1st  for 
May-August courses. Alternatively, an employee can request this mid-course 
meeting be held when approximately half of the allocated hours have been worked. 
Such a request shall not be unreasonably denied. 

Following this meeting, the supervisor, with approval of the Chair, shall record any 
revisions to the employee's DDAH form, shall give a copy to the employee, and 
keep a copy on file. 

Workload Review 

17:13 
(a) Where an employee has any reason to believe that they may be unable to 

perform the duties specified in the Description of Duties and Allocation of 
Hours (DDAH) form within the hours specified thereon (either the total hours 
or the hours applicable to a section thereof), the employee shall deliver a 
Workload Review Form (Appendix B) to the employee's supervisor or, in 
special circumstances, to the designated authority without delay. A 
discussion is encouraged, but in any event, the supervisor or designated 
authority shall respond within three (3) working days of receipt of the form by 
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returning the form to the employee. The supervisor or designated authority 
shall meet with the employee within an additional three (3) working days to 
discuss the response. 

If no agreement can be reached, the employee may file an individual 
grievance commencing at Step 1 of the Grievance Procedure (Article 15). In 
the event the grievance is not settled and proceeds to arbitration, the 
arbitration board or sole arbitrator may award payment for additional hours 
worked, provided, however, that no such payment may be awarded where 
the additional hours resulted from the employee's choice of approach to the 
employee's duties, and/or where the additional hours were worked prior to 
the employee's delivery of the Workload Review Form to the employee's 
supervisor. It is agreed that there may be some circumstances where an 
employee may not be in a position to commence a workload review (e.g., 
health reasons or exceptional circumstances). This language will not limit an 
employee from filing a grievance. 

(b) Section 17:13(a) does not apply to Course Instructors. Nevertheless, a 
Course Instructor who feels that the workload in the course will exceed that 
of a comparable course in the same Department (or exceeds four hundred 
and seventy (470) hours for a full course, or two hundred and forty (240) hours 
for a half course) shall raise this matter with their supervisor or, in special 
circumstances, to the designated authority without undue delay. The 
supervisor shall discuss this matter with the Course Instructor within three (3) 
working days and shall make every reasonable attempt to reach agreement 
on workload issues. The outcome may include additional compensation for 
the Course Instructor. It is agreed that there may be some circumstances 
where an employee may not be in a position to commence a workload review 
(e.g., health reasons or exceptional circumstances). This language will not 
limit an employee from filing a grievance. 

No Layoffs 

17:14 During the course of employment, no employee shall suffer a reduction of hours 
worked during the term of the employee's appointment, unless such layoff or 
reduction comes as a result of conditions beyond the control of the Employer. In 
case of such a layoff or reduction the Employer shall endeavour to offer a position 
of an equivalent or greater number of hours to the affected employee. 

ARTICLE 18: EMPLOYMENT TRAINING 

18:01 
(a) The first appointment of an employee as a Teaching Assistant shall include 

mandatory participation in a training program of a minimum of four (4) hours 
as determined by the Department on the duties and responsibilities 
associated with the work of being a Teaching Assistant. For employees 
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required to work in a laboratory setting, this shall include safety training 
appropriate to ensuring the safe operation of a laboratory of students. 

Teaching Assistants shall be paid for participation in such training in 
accordance with Article 27:01 (Salaries). 

(b) The first appointment of an employee as a Course Instructor shall include 
mandatory participation in a training program of a minimum of six (6) hours 
on duties and responsibilities associated with the work of being a Course 
Instructor. Course Instructors shall be paid for participation in such training at 
the SGSII rate. Training may include matters such as course organization; 
teaching skills; supervision of teaching assistants; in-class conflict resolution 
& safety; procedures for addressing academic integrity; and any technology 
required for the performance of their assigned duties. For employees required 
to work in a laboratory setting, this shall include safety training appropriate to 
ensuring the safe operation of a laboratory of students. 

Further, the first appointment of an employee as a Course Instructor shall 
include an additional stipend as set out in Article 27:01 (Salaries) to support 
the first time Course Instructor in applying the training set out above in respect 
of application of best pedagogical and curricular practices. Effective May 1, 
2024, this additional stipend shall also apply to each new appointment of a 
Course Instructor for a new course not previously taught by that Course 
Instructor. 

(c) In addition to the first appointment training for Teaching Assistants and 
Course Instructors, the University shall provide four (4) hours of work-
related paid training per academic year in which they hold at least one (1) 
appointment. 

Training in the following subject areas will be considered work-related for all 
appointments: pedagogy and inclusive pedagogy; anti-oppression and anti-
racism; cultural competency; accommodations and crisis referrals. In addition 
to the above, the following training will be considered work-related for work 
required to be performed remotely: online technology; online course design 
and management. If an employee requests work-related training in an 
additional subject area, the request shall not be unreasonably denied. Any 
additional training subject area shall be mutually agreed upon by the 
employee and their Department. 

For clarity, payment for this training shall be additional to any appointment(s) 
the employee holds, and shall be paid in accordance with Article 27:01 
(Salaries) upon provision of proof of attendance at the training. For further 
clarity, Course Instructors shall be paid for participation in such training at the 
SGSII rate. 

(d) Where Teaching Assistants and Course Instructors holding an appointment 
participate in training relevant to their current assignments that is offered by 
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their Department, they shall be paid for their participation in accordance with 
Article 27:01 (Salaries). If such training offered by the Department is in one 
of the subject areas listed in paragraph (c) above, it shall be included as part 
of the two (2) hours of training per academic year as set out in paragraph (c) 
above. 

(e) Teaching Assistants or Course Instructors holding an appointment may, 
during the course of each such appointment or immediately prior to 
commencing such an appointment, identify up to four (4) hours of training 
relevant to their current assignments, and submit a request for training to their 
Department describing the nature of the training sought. If approved, such 
Teaching Assistants and Course Instructors may attend and be paid for 
attending such training. For Teaching Assistants, training that has been 
requested and approved shall be recorded on the DDAH form for the 
appointment. 

For clarity, payment for this training shall be additional to any appointment(s) 
the employee holds, and shall be paid in accordance with Article 27:01 
(Salaries) upon provision of proof of attendance at the training. For further 
clarity, Course Instructors shall be paid for participation in such training at the 
SGS II rate. 

(f) Where a Department or group of Departments organizes an employee 
training or orientation program in which first appointment teaching assistants 
are required to participate, the Department Steward or other Union 
Representative shall be entitled to attend, and will have the right to speak to 
the employees for a period of thirty (30) minutes. The Steward or other Union 
Representative shall not be paid for attendance. The Department will notify 
the Union at least two (2) weeks in advance of the session. Once per 
academic year, the University will notify Departments in writing of their 
notification obligation. Where the TATP is delivering a training or orientation 
session on behalf of a department or group of departments, in which first 
appointment teaching assistants are required to participate, the TATP shall 
notify the Union by providing a schedule of said sessions. Unless otherwise 
stated, it shall be understood that the Union is invited to each of these TATP-
run sessions and shall have the last thirty (30) minutes of the agenda at each 
session. 

It is understood that where a training or orientation program is organized over 
a series of sessions, the Union will be invited to speak at one session only. 

The University will hold one session on each of the three (3) campuses in 
both the fall term and spring term (as per Article 30:04) for those first 
appointment Teaching Assistants, and first appointment Course Instructors 
who are not employed in an area where training or orientation is delivered in 
the manner noted above. The content of the training session shall be 
consistent with that set out in Articles 18:01(a) and 18:01(b). A Union 
Representative shall be entitled to attend, and will have the right to speak to 
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the employees for a period of thirty (30) minutes. The Union Representative 
shall not be paid for attendance. The University will notify the Union at least 
two (2) weeks in advance of each of these sessions. Where available, 
information on the expected attendance will be provided to the Union, 
including the number of Teaching Assistants and Course Instructors and the 
Department of each employee. 

Teaching Assistant Training Programme 

18:02 The purpose of the University’s Teaching Assistant Training Programme for 
members of this bargaining unit is to enhance the quality of education of 
undergraduates who are served by members of the bargaining unit. The 
programme is staffed by experienced teaching assistants who provide guidance, 
advice, coaching, consultation, and training, mainly on an individual basis, to 
teaching assistants as aids in carrying out their assigned duties. The services of 
the programme are intended to supplement rather than replace training 
programmes required by and offered through hiring Departments. Persons 
employed with the Teaching Assistant Training Programme may, if requested, 
provide advice to Departments in establishing or modifying their existing training 
and orientation programmes. The Employer shall from time to time name a 
Designated Authority responsible for this programme and communicate this 
appointment to the Union. 

18:03 Bargaining unit members who seek assistance from the Teaching Assistant 
Training Programme do so on a voluntary (unpaid) basis. However, Departments 
that require employees to seek assistance from the Teaching Assistant Training 
Programme shall specify the requirement, including the number of hours, in writing, 
and shall allocate such hours as paid time. Employees may use the programme 
in order to seek additional training as per Article 18:01(e). 

18:04 The Teaching Assistant Training Programme shall be staffed by at least four (4) 
members of the bargaining unit (designated teaching fellows) for Winter sessions, 
each holding an appointment of two hundred and eighty (280) hours, as required, 
to fulfill programme needs as determined by the Designated Authority of the 
programme. If the programme requires work from the teaching fellows in the 
Summer session, in order to prepare for the Winter session, the Designated 
Authority shall have the right to assign additional hours to an existing or 
prospective teaching fellow. 

ARTICLE 19: COURSE INSTRUCTORS 

19:01 Unit 1 Course Instructors shall receive the same TA support as other current 
instructors in the undergraduate teaching unit in which the work is performed. 

19:02 Course Instructors shall be remunerated for additional work required to be 
performed arising directly out of an appointment under this Collective Agreement 
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and which is required to take place following the normal ending date of the 
appointment, including marking deferred examinations or assignments or 
providing information regarding allegations of academic offences by student(s) to 
disciplinary reviews, hearings or tribunals. Remuneration will be on an hourly basis 
at the SGSII rate for no less than one (1) hour, with the hours to be determined 
and agreed upon by the employee and the employee’s supervisor in advance of 
the hours being worked, based on divisional practices and with the approval of the 
Department Chair. In the event that the additional work in regard to academic 
offences exceeds the agreed-upon hours, the employee and the Chair shall 
discuss and revise the allocation of hours and the employee shall be remunerated 
accordingly. 

19:03 Each hiring unit shall provide a resource sheet to each Course Instructor together 
with the letter of offer. This sheet shall include information concerning teaching 
resources and procedures within the hiring unit including, but not necessarily 
limited to: ordering of books, expensing of printing/photocopying and other costs 
incurred in teaching, booking of rooms, booking of additional classroom and 
equipment media, and gaining access to technical support. This resource sheet 
should be reviewed annually and updated as necessary. 

ARTICLE 20: EMPLOYEE EVALUATION AND RECORDS 

20:01 The Employer and the Union agree that the purposes of performance evaluations 
are to improve the quality of the employee’s work by assisting the employee to 
develop skills, to provide the employee with constructive feedback on the 
employee’s performance and to provide a written record of that performance. Such 
constructive feedback may include referring the employee to relevant existing 
University resources. 

20:02 A Department may evaluate each employee’s work performance in writing using 
methods appropriate to that Department. Normally, a Department will not conduct 
formal written evaluations more than twice per period of appointment. In any 
course in which employees are being evaluated, the supervisor shall conduct an 
evaluation of each employee in that course. 

Alternatively, the evaluation may be informal in nature, but a written record of the 
discussion’s occurrence, signed by both parties to acknowledge the discussion 
has taken place, shall be retained. 

An employee, while working under direct supervision, may request a written or 
informal evaluation by the supervisor not more than twice per period of 
appointment, by submitting a written request to the supervisor. Course Instructors 
may direct their requests for evaluation to the Course Coordinator or 
Chair/Designated Authority, as appropriate. Such evaluation shall be provided to 
the employee within four (4) weeks. 
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An employee shall be provided with at least five (5) working days’ advance notice 
of a formal written evaluation. For Course Instructors only, where a classroom visit 
is an integral part of the performance evaluation, at least two (2) working days’ 
advance notice of such a visit shall be provided to the Course Instructor. 

Written evaluations shall be discussed with the employee by the employee’s 
supervisor. The employee shall sign the evaluation solely to acknowledge the fact 
that such discussion has taken place. The employee may add a written comment 
on the evaluation. All such evaluations or records of informal discussions shall be 
included in the employee’s employment file. 

A second (follow-up) evaluation may be requested by the employee to take place 
before the end of the appointment. 

Where the first evaluation indicates an overall rating of unsatisfactory, a second 
evaluation is mandatory, provided that sufficient time remains before the end of 
the appointment. If insufficient time remains within the current appointment to 
complete a second (follow up) evaluation, the evaluation with an overall rating of 
unsatisfactory shall not be relied upon in any hiring decisions until the employee 
has been subsequently evaluated in another appointment. Such an evaluation 
shall be deemed to be a second evaluation for the purpose of this article and shall 
not trigger an obligation to evaluate any other employees in accordance with the 
first paragraph of 20:02. For clarity, the Chair may remove the unsatisfactory 
evaluation from the employment file at the Chair’s sole discretion. 

Course Evaluations 

20:03 Course evaluations, where available and applicable, shall be provided to each 
employee and retained in the employee’s personnel file. An employee shall have 
the right to append comments to the course evaluations for inclusion in the 
employee’s personnel file. 

Course evaluations, whether conducted by the Department or by a student 
organization or by any other means, shall not be admissible as the sole evidence 
of unsatisfactory performance in either the discipline procedure or in arbitration. 
Departments may make use of course evaluations as an element in the 
Department’s method for assessing work performance. 

20:04 A performance evaluation shall not be the subject of a grievance except in the 
event of an allegation or complaint of discrimination as defined in Article 4:01(a). 

Employment File 

20:05 An employment file shall be maintained within each Department for each employee 
employed within it, which shall be separate from the employee’s academic record. 
The employment file shall contain only those documents bearing the employee’s 
signature, acknowledging receipt only, and relating to the employee’s employment. 
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20:06 An employment file shall be available within the Department for use in making 
decisions relating to employment by the Employer but no documents contained 
therein shall be released physically or orally outside the Department without the 
employee’s (or former employee’s) prior consent in writing. 

20:07 An employee who applies for a position in a Department other than that of previous 
employment shall be deemed to have given prior consent to the release of the 
employee's employment file to the Department to which application has been 
made, and to its transfer to that Department should employment be accepted in it. 

20:08 An employee, or former employee within two (2) years from the termination of last 
employment or from last enrolment in the University, whichever is later, may 
inspect the employee's, or former employee's, employment file on request. The 
Employer shall provide the employee, or former employee, copies of any document 
contained in the employment file upon request. Examination of the employment 
file may be made after the employee or former employee gives notice of the desire 
to do so, and under the conditions which the Department deems appropriate to 
ensure the security of the file. An employee or former employee shall have the 
right to respond in writing to any document contained therein. Such reply shall be 
included in the employment file. 

ARTICLE 21: LEAVES OF ABSENCE 

Where an employing Department arranges for the substitution of duties for any 
employee taking any of the leaves provided for by this Article, so long as such 
leave is of less than two calendar months' duration, the provisions of Articles 17:01 
(Job Posting), 17:05 (Notice of Appointment), 17:09 (Job Descriptions), and 17:14 
(No Layoffs) shall not apply. 

Where a Department engages a substitute employee as a Teaching Assistant, the 
Department shall provide a notice in writing of the expected number of hours and 
associated duties. 

Short-Term Leave 

21:01 With the approval of the supervisor(s) concerned, an employee may be eligible for 
short-term leave in accordance with the provisions of this article. Permission for 
such short-term leave shall be requested as far in advance as possible and shall 
not be unreasonably withheld. 

Union Conventions and Seminars 

(a) Leave of absence without pay shall be granted to not more than ten (10) 
employees at any one time, who may be elected or selected by the Union to 
attend any authorized labour convention or educational seminar, provided the 
leave will not unduly interfere with operations. In such cases, the Employer 
will notify the Union in writing. 
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The Union will provide as much notice as possible for the leave, but in no 
event shall less than fourteen (14) calendar days’ written notice of the names 
of employees in respect of whom leave is being requested be given. The 
written notice shall be sent to the Senior Executive Director, Labour Relations 
or designate who shall notify the appropriate supervisors. Such leave of 
absence is to be confined to the actual duration of the convention or 
educational seminar and the necessary travelling time. Such leave shall not 
exceed ten (10) working days per year for each employee to whom such leave 
is granted. 

Employees on such leave of absence will continue to be paid by the 
University, but the Union shall reimburse the University for wages upon 
receipt of a statement of the amount owing. 

Academic Conference Leave 

(b) An employee who has been invited to deliver a paper, present research 
findings, chair a session, or serve as a discussant at an academic conference 
may request short-term leave for the time necessary to travel to and from the 
conference, and discharge their obligations. In seeking the approval of the 
supervisor for such leave, the employee shall request the leave as far as 
possible in advance of the time the leave would be taken. If known, such a 
request will be made during the discussion of the Description of Duties and 
Allocation of Hours Form at the start of the appointment. 

Absence from Work for Union Business 

Negotiations 

(c) The Union shall advise the Employer in writing of all members of the Union 
bargaining committee. Where a member of the Union bargaining committee 
encounters an unavoidable conflict between any scheduled contact hours 
arising from appointment as an employee and attendance at a scheduled 
negotiation meeting with the Employer, the member of the Union bargaining 
committee shall be entitled to attend the negotiation meeting without loss of 
pay. The affected member shall provide the supervisor with as much advance 
notice as possible. 

Grievances and other Union Business 

(d) Where attendance at a grievance meeting or an arbitration hearing 
unavoidably conflicts with any scheduled contact hours arising from 
appointment as an employee, those Union Stewards, Officers, grievors and 
witnesses whose presence is required shall be entitled to attend without loss 
of pay. The affected member shall provide the supervisor with as much 
advance notice as possible. 
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(e) Where attendance at a Labour/Management Committee meeting, any other 
Joint Committee or Task Force established by the parties, or a Labour Board 
hearing or meeting unavoidably conflicts with any scheduled contact hours 
arising from appointment as an employee, those Union Stewards, Officers 
and witnesses whose presence is required shall be entitled to attend without 
loss of pay. The affected member shall provide the supervisor with as much 
advance notice as possible. 

(f) Wherever possible an employee entitled to leave under Articles 21:01 (d) and 
(e) shall provide two (2) working days’ notice of the employee’s anticipated 
absence to the employee’s supervisor. 

Union Leave 

21:02 An employee who is appointed, selected or elected to work for the Union (including 
the CUPE National and/or any labour bodies to which the Union is affiliated) shall 
at the written request of the Union receive a temporary leave of absence for a 
period not to exceed eight (8) months, or the term of office, whichever is shorter. 
Employees on such leaves of absence will continue to be paid by the Employer, 
but the Union shall reimburse the Employer for such wages and benefit payments 
upon receipt of a statement of the amount owing. The provisions of Article 17:01 
(Job Posting), 17:05 (Notice of Appointment), 17:06 and 17:07 (Subsequent 
Appointments), and 17:14 (No Layoffs) shall not apply to replacements arranged 
by the Employer resulting from employee absences because of Union leave. 

21:03 Wherever possible an employee entitled to leave under Article 21:02 shall provide 
one (1) month’s notice of the employee’s anticipated absence to the employee’s 
supervisor. Union leave shall not be granted to more than ten (10) employees at 
any one time. 

Pregnancy Leave 

21:04 A pregnant employee shall be granted a pregnancy leave of absence of up to 
seventeen (17) weeks (or longer if the employee is entitled to a longer leave in 
accordance with the Employment Standards Act) upon written notice submitted at 
least two (2) weeks in advance stating that the employee is pregnant and the 
probable date of delivery. An employee shall have the right to commence the 
pregnancy leave not more then seventeen (17) weeks before the probable date of 
delivery. 

Where the Department requests a certificate from a legally qualified medical 
practitioner (e.g., physician, obstetrician/gynaecologist, midwife) confirming 
that the employee is pregnant and the probable date of delivery, such 
certificate shall be provided without undue delay. Such certificate shall be at 
the Department’s expense. 

The employee and the employing Department shall record in writing their joint 
understanding of the anticipated beginning and ending dates of the leave; 
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however, the ending date of a leave may not extend beyond the ending date 
of the employee’s appointment, except as otherwise provided for in this 
article. 

An employee may return to work within the original period of appointment 
upon giving two (2) weeks’ notice in writing of the employee’s intention to do 
so or upon confirming the previous arrangement for return. 

The employee shall be reinstated to the position or shall be provided with 
alternative work of a comparable nature at the same rate of pay for the 
remainder of the appointment applicable at the time of return, if any. 

Employees who are eligible for pregnancy leave per the paragraphs above 
are entitled to choose one of the two following benefits: 

A) Leaves of four (4) months or less shall not result in an interruption of 
regular monthly instalments. Leaves longer than four (4) months 
shall be without pay for the period which exceeds the first four (4) 
months of such leave. 

OR 

B) For employees who qualify for Employment Insurance benefits 
based on insurable hours of work in this bargaining unit, a 
supplementary benefit will be provided. The University will pay the 
employee ninety-five (95) percent of regular weekly pay during the 
one (1) week waiting period if any for Employment Insurance 
benefits, and, for the next sixteen (16) weeks, or until the end of the 
appointment (whichever comes first) will pay the difference between 
the weekly Employment Insurance benefits and ninety-five (95) 
percent of the actual weekly salary which the employee was 
receiving on the last day worked prior to the commencement of the 
pregnancy leave, provided that the employee provides proof that the 
employee has applied for and is receiving Employment Insurance 
benefits and the amount of those benefits. 

The weekly top-up payment will be calculated using the weekly EI 
benefit that would be payable to the employee (i.e., 55%) without 
regard to any election by the employee to receive a lower EI benefit 
spread over a longer period of time as may be permitted under the 
Employment Insurance Act. In no event will the top-up payment 
exceed the difference between 95% of the employee’s actual weekly 
rate of pay in effect on the last day worked prior to commencement 
of the leave and the sum of the employee’s EI benefit calculated 
without regard to any election by the employee to receive a lower EI 
benefit spread over a longer period of time as may be permitted 
under the Employment Insurance Act. 
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Pregnancy leaves that exceed the duration of the paid benefits set out above will 
be unpaid after the paid benefit ends. 

(a) In the event of a miscarriage, a stillbirth, or birth of the child earlier than 
expected, the employee may take pregnancy leave in accordance with the 
Employment Standards Act. In such circumstances, the employee may begin 
the leave immediately and shall notify the employing Department as soon as 
possible, but no later than two (2) weeks subsequent to the first day of leave; 
the employee shall provide, at the Employer’s expense, a doctor’s certificate 
from a legally qualified medical practitioner (e.g., physician, 
obstetrician/gynaecologist, midwife) stating the date of birth, stillbirth, or 
miscarriage, and the date the employee was expected to give birth. For 
clarity, an employee does not lose their right to pregnancy leave or the 
benefits described in this Article if they do not provide notice in advance of 
these circumstances. 

Parental Leave/Adoption Leave 

21:05 An employee who has been appointed for at least thirteen (13) weeks and who is 
the parent of a child is entitled to a parental leave of absence following the birth of 
the child or the coming of the child into a parent’s custody, care and control for the 
first time. Both parents will be eligible to take a parental leave as follows: 

i.Up to sixty-one (61) consecutive weeks of parental leave for employees 
who took pregnancy leave; 

ii. Up to sixty-three (63) consecutive weeks of parental leave for all other 
new parents; 

iii. Such shorter or longer period of time as might be required under the 
Employment Standards Act, 2000 from time to time. 

Notice of leave shall be submitted in writing to the Designated Authority of the 
employing Department at least two (2) weeks in advance, indicating the date on 
which the leave is to begin. 

Parental leave may begin no later than seventy-eight (78) weeks after the day the 
child is born or comes into the custody, care, and control of a parent for the first 
time. For clarity, parental leave has to be started, but does not have to be 
completed, within this seventy-eight (78) week period. 

Parental leave of an employee who takes a pregnancy leave must ordinarily begin 
when the pregnancy leave ends unless the child has not yet come into the custody, 
care, and control of a parent for the first time. In the latter situation, the employee 
can either commence parental leave when pregnancy leave ends choose to return 
to work, they will be able to start their parental leave anytime within seventy-eight 
(78) weeks of the birth or the date the baby comes into the custody, care, and 
control of a parent for the first time. 



47 

In the case where the employee who is the parent of a child stops working because 
the child comes into the custody, care, and control of the parent for the first time 
sooner than expected, the employee must provide written notice that the employee 
wishes to take leave within two (2) weeks after stopping work. 

The employee and the employing Department shall record in writing their joint 
understanding of the anticipated beginning and ending dates of the leave; 
however, the ending date of the leave may not extend beyond the ending date of 
the employee’s appointment, except as otherwise provided for in this article. 

Upon completion of the leave, the employee shall be reinstated to the position or 
shall be provided with alternative work of a comparable nature at the same rate of 
pay for the remainder of the appointment applicable at the time of return, if any. 

Employees who are eligible for parental leave per the paragraphs above are 
entitled to choose one of the two following benefits: 

A) Leaves of four (4) months or less during the term of an appointment 
shall not result in an interruption of regular monthly instalments. 
Leaves longer than four (4) months during the term of the 
appointment shall be without pay for the period which exceeds the 
four (4) months of such leave. No payment will be made which 
exceeds the end of the term of employment. 

OR 

B) For employees who qualify for Employment Insurance benefits 
based on insurable hours of work in this bargaining unit and who 
provide the University with proof that they have applied for and are 
in receipt of Employment Insurance parental benefits and the 
amount of those benefits, the University will provide the following: 

i.For an employee who has taken pregnancy leave, the difference 
between Employment Insurance parental benefits and ninety-five (95) 
percent of salary for ten (10) weeks; 

ii. For an employee who takes parental leave for which a one- week 
waiting period has already been served in respect of the same child, 
the difference between Employment Insurance parental benefits and 
ninety-five (95) percent of salary for ten (10) weeks; 

iii. For an employee who takes parental leave and is required to serve a 
one (1) week waiting period, ninety-five (95) percent of salary during 
the one (1) week waiting period, and the difference between 
Employment Insurance parental benefits and ninety-five (95) percent 
of salary for nine (9) weeks; 
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iv. The weekly top-up payment will be calculated using the weekly EI 
benefit that would be payable to the employee (i.e., 55%) without 
regard to any election by the employee to receive a lower EI benefit 
spread over a longer period of time as may be permitted under the 
Employment Insurance Act. In no event will the top-up payment 
exceed the difference between 95% of the employee’s actual weekly 
rate of pay in effect on the last day worked prior to commencement of 
the leave and the sum of the employee’s EI benefit calculated without 
regard to any election by the employee to receive a lower EI benefit 
spread over a longer period of time as may be permitted under the 
Employment Insurance Act. 

Parental leaves that exceed the duration of the paid benefit set out above will be 
unpaid after the paid benefit ends. 

21:06 Where an employee who qualifies for leave under article 21:04 and/or article 
21:05 commences said leave during one appointment, and has a further 
appointment in the immediately consecutive term, the employee shall be eligible 
to continue leave, if there is any entitlement remaining, into that next appointment. 
Further, if an employee in this circumstance has not exhausted their entitlement 
to a Pregnancy and/or Parental/Adoption leave payment as described in options 
(A) and (B) in this Article, the employee’s chosen entitlement shall continue into 
the immediately consecutive term subject to the terms including maximum 
duration of benefit set out in options (A) and (B). 

21:07 Employee participation in the Health Plans (i.e., Plan A or Plan B) described in 
Article 33 on the terms set out in Schedule A, will not be impacted by a Pregnancy 
or Parental/Adoption Leave taken pursuant to Articles 21:04 and/or 21:05, unless 
the employee provides written notice that they do not wish to be enrolled in such 
benefits during Pregnancy/Parental/Adoption leave. If, during 
Pregnancy/Parental/Adoption Leave, an employee enrolled in Plan A ceases 
enrollment in the applicable Base plan, they will automatically transfer from Plan 
A to Plan B (HCSA) for the remaining duration of the leave subject to returning to 
Plan A should they become re-enrolled in the applicable Base Plan during this 
time. 

Non-Birth Parent Leave 

21:08 Upon the birth or adoption of a child, a non-birth parent shall be entitled to up to 
one (1) week without loss of pay within six (6) weeks of the birth of the employee’s 
child, or the coming of the child into the care, custody and control of a parent for 
the first time. Such requests shall be made as far in advance as possible. For 
clarity, this provision is available to any non-birth parent. 

Bereavement Leave 

21:09 The University will grant up to five (5) consecutive days leave per session without 
loss of pay in the event of the death of an employee’s spouse, partner, child, 
grandchild, parent, sibling, or grandparent, or for the death of a person whose 
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relationship is not defined above, the impact of which is comparable to that of the 
immediate family (e.g., a close friend). For clarity, the foregoing is inclusive of 
step and in-law relations and relations regardless of gender. The provisions of 
Articles 17:01, 17:05, 17:09, and 17:14 shall not apply to replacements arranged 
by the Employer resulting from employee absences under this Article. 

Compassionate Leave 

21:10 Upon request, an employee shall be granted leave without loss of pay of up to 
one (1) week to attend to a seriously ill relative, or close friend once per academic 
year. With approval from the supervisor, an employee’s compassionate leave 
may be taken over non-consecutive days. Unpaid compassionate leaves under 
this article may be granted during the same academic year. 

Jury Duty Leave 

21:11 Upon written request, supported by a copy of the summons, an employee shall be 
granted leave at full salary to appear for, sit for, or serve jury duty, or Crown witness 
service, provided that upon return to work the employee shall provide the 
Supervisor with written confirmation of the date(s) and time(s) on which the 
employee appeared and/or served, signed by an appropriate official of the Court. 

Sick Leave 

21:12 
(a) Employees who have hours totalling one hundred and eighty (180) or more 

in an academic session shall be granted up to three (3) days of paid sick 
leave at the regular rate of pay. Employees who have hours totalling seventy 
(70) or more in an academic session shall be granted up to two (2) days of 
paid sick leave at the regular rate of pay. Employees who hours totalling thirty 
(30) or more in an academic session shall be granted up to one (1) day of 
paid sick leave at the regular rate of pay. For clarity, this applies to all Unit 1 
employees with the exception of Course Instructors. 

Course Instructors who are unable to perform their duties due to illness or 
injury shall be granted up to six (6) days of sick leave without loss of pay per 
academic session (if the Course Instructor teaches more than one (1) FCE 
per academic session, the Course Instructor shall be granted up to eight (8) 
days of sick leave without loss of pay per session). 

To qualify for sick leave without loss of pay, the employee must promptly, and 
in advance if possible, notify their supervisor or the Chair or Designated 
Authority of the employing Department of the expected duration of the 
illness/injury. 

(b) Additional absence(s) due to medical reasons shall be without pay. No 
employee is expected to mark and/or grade during a period of sickness. Every 
effort shall be made to allow the employee reasonable and sufficient time to 
complete the marking/grading after their sickness, including extending 
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administrative deadlines if practicable. Sick leave credits shall not accumulate 
from one appointment to another. Should the Department determine that a 
substitute is necessary, the Department shall designate the substitute. 
Employees may be required to provide a physician's certificate, at the 
Employer's expense, upon return to work. All certifications by medical 
practitioners respecting sickness or injury shall be confidential. 

Surgery, Hospitalization, and Serious Physical or Mental Illness 

(c) An employee who provides a certificate from a licensed physician confirming 
that the employee is unable to attend work and/or perform the employee’s 
duties due to required surgery, hospitalization, course of treatment, and/or 
serious physical or mental illness is entitled to up to four (4) months of paid 
leave at the employee’s regular rate of pay during the period of the 
employee’s appointment. For clarity, this further covers leaves pertaining to 
gender transition. 

Domestic or Sexual Violence Leave 

21:13 Employees are entitled to Domestic or Sexual Violence leave pursuant to the 
Employment Standards Act, 2000 (ESA). All provisions of the Act pertaining to this 
leave shall apply. 

Employees are eligible for such leave if they or their child(/ren) have experienced 
or been threatened with domestic or sexual violence, for the purposes set out in 
the ESA. 

Such leave of absence shall be without loss of pay for up to one (1) month at the 
employee’s regular rate of pay during the period of the employee’s appointment, 
and the remainder of the ESA entitlement (i.e., the remainder of up to ten (10) 
individual days and up to fifteen (15) individual weeks) shall be without pay. 

An employee will give notice that they are taking such leave and provide any 
related documentation and correspondence to the Family Care Office. 

ARTICLE 22: HOLIDAYS 

22:01 No employee shall be required to perform any duties on any of the following 
holidays: 

New Year’s Day 
Family Day 
Good Friday 
Victoria Day 
Canada Day 
Civic Holiday 

Labour Day 
Thanksgiving Day 
Christmas Eve 
Christmas Day 
Boxing Day 
New Year’s Eve 
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nor on any holiday declared by the President of the University of Toronto. An 
employee shall be entitled to observe holidays of the employee’s religion other 
than those specified above; however, except in situations where it is not possible 
to do so, the employee shall notify the employee’s supervisor in writing of the 
employee’s intention at least two (2) weeks prior to the said holiday. 

22:02 Public Holiday Pay 

Employees in the bargaining unit will be eligible to receive public holiday pay only 
for public holidays set out in the Employment Standards Act, 2000, pursuant to 
and in accordance with the relevant provisions of the Employment Standards Act, 
2000, as amended from time to time, regarding public holiday pay. 

ARTICLE 23: CANCELLATION OF HOURS 

23:01 Where an employee's working hours are scheduled on a day-to-day or week-to-
week basis, the employee shall be paid for the full amount of any scheduled 
contact hours cancelled with fewer than forty-eight (48) hours' notice. Further, 
where such an employee’s scheduled contact hours are adjusted by the University 
and consequently the employee can no longer be available to work some or all of 
the shift, the employee shall be paid for the full amount of any scheduled contact 
hours changed with fewer than forty-eight (48) hours’ notice provided that the 
employee works all of the scheduled contact hours that have not been affected as 
a result of the adjustment. 

ARTICLE 24: UNDERGRADUATE STEWARDS 

24:01 Undergraduates elected to steward positions who have previous satisfactory 
employment under the provisions of this Collective Agreement shall be entitled to 
priority in work assignments to which they make application and for which they are 
qualified, after the Employer has assigned work to qualified graduate students in 
accordance with Article 17. 

ARTICLE 25: CONFLICTS WITH CENTRAL ADMINISTRATIVE DEADLINES 

25:01 Where not in conflict with centralized administrative deadlines**, such as the final 
date for submitting grades, bargaining unit employees will not be required to fulfil 
marking/grading obligations for a period of three (3) working days immediately prior 
to a School of Graduate Studies (SGS) defence, thesis defence, proposal defence, 
qualifying paper defence, or comprehensive examination or equivalent (as defined 
by the graduate department in which the employee is enrolled as a graduate 
student). Further, where not in conflict with centralized administrative deadlines, 
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Unit 1 employees will not be required to submit grades for a period of three (3) 
working days immediately following the forenoted events/activities. 

It is understood that it is the responsibility of the employee to notify the Department 
of their intention to exercise this entitlement as early as possible. 

** 1. Fall term course drop date 
2.Final grades, fall term 
3.Full year course drop date 
4. Spring term course drop date 
5.Final grades 

25:02 Where a centralized administrative deadline for the completion of grading falls 
within a period of three (3) calendar days immediately prior to or three (3) days 
immediately following a School of Graduate Studies (SGS) dissertation defence, 
thesis defence, proposal defence, qualifying paper defence or comprehensive 
examination or equivalent (as defined by the graduate department in which the 
employee is enrolled as a graduate student) and where the conflict cannot 
otherwise be resolved, the appropriate graduate director shall make a reasonable 
decision in consultation with the employee and/or the academic supervisor. 

It is understood that it is the responsibility of the employee to notify the appropriate 
graduate director of a potential conflict as early as possible. 

ARTICLE 26: EMPLOYEE FINANCIAL ASSISTANCE FUND 

26:01 The University agrees to pay to the Union by May 15 of each contract year, the 
following amount for an Employee Financial Assistance Fund (EFAF) to be 
administered by the Union: 

• by May 15, 2024, the amount of $3,400,000 

• by May 15, 2025, the amount of $3,536,000 

• by May 15, 2026, the amount of $3,677,440 

The EFAF shall be used for the sole purpose of providing financial assistance to 
employees in the bargaining unit on an objective basis and shall not be used for 
any other purpose whatsoever. 

The Union shall ensure that the EFAF is maintained in a separate account. It is 
understood and agreed that the Union is responsible for disbursing the majority of 
each annual payment to employees within sixteen (16) months of receipt of each 
payment from the University. A third-party audit report demonstrating that the 
monies have been disbursed to employees in accordance with this Article, 
including numbers of employees receiving payments and the total amount 
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disbursed, shall be provided by the Union to the University and made public by 
December 31 of each year of the Collective Agreement. 

The EFAF is intended to address financial challenges faced by employees in the 
bargaining unit which may include but not be limited to: financial need, childcare 
expenses, education-related expenses, senior graduate student assistance, health 
care expenses, etc. 

The Union shall develop criteria for disbursement and shall bring proposed criteria 
to the Labour/Management Committee for discussion prior to adoption by the 
Union. In the event that the Union decides to change criteria, the proposed 
changes shall also be brought to Labour/Management Committee for discussion 
prior to adoption by the Union. 

ARTICLE 27: SALARIES 

27:01 Effective January 1, 2024, the salary for all employees holding regular 
appointments shall be as follows: 

(a) Undergraduates (UG) - $14,540.40 per session ($51.93 per hour). 

(b) Graduate Students who have not completed at least two (2) years of full-time 
graduate study and who do not have a Master's degree (or the equivalent) in 
the discipline or students in a second-entry program (i.e., who already have 
a Bachelor’s degree) (SGS I) - $14,540.40 per session ($51.93 per hour). 

(c) Graduate Students in a doctoral program or those who have completed at 
least two (2) years of full-time graduate study or who have a Master's degree 
(or the equivalent) in the discipline (SGS II), and Post Doctoral Fellows 
(PDF) - $14,540.40 per session ($51.93 per hour). 

(d) Course Instructor - $18,188.26* for a full (“Y”) course (excluding vacation pay) 
*Note: additional stipend of $1069.15 (excluding vacation pay) for either a full 
or half-course equivalent for the first appointment of a Course Instructor in 
accordance with Article 17:03(b). 

(e) Chief Presiding Officers (as defined) - $36.22 per hour. 

(f) Assistant Invigilators (see Article 17:04) - $34.22 per hour. 

(g) Invigilators, Services to Persons with a Disability - $47.92 per hour. 

(h) Peer Assistants (see Article 17:10(d)) - $44.78 per hour. 
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Effective January 1, 2025, the salary for all employees holding regular 
appointments shall be as follows: 

(a) Undergraduates (UG) - $14,831.60 per session ($52.97 per hour). 

(b) Graduate Students who have not completed at least two (2) years of full-time 
graduate study and who do not have a Master's degree (or the equivalent) in 
the discipline or students in a second-entry program (i.e., who already have 
a Bachelor’s degree) (SGS I) - $ 14,831.60 per session ($52.97 per hour). 

(c) Graduate Students in a doctoral program or those who have completed at 
least two (2) years of full-time graduate study or who have a Master's degree 
(or the equivalent) in the discipline (SGS II), and Post Doctoral Fellows 
(PDF) - $14,831.60 per session ($52.97 per hour). 

(d) Course Instructor $18,552.03* for a full (“Y”) course (excluding vacation pay) 
*Note: Additional stipend of $1090.53 (excluding vacation pay) for either a full 
or half-course equivalent for the first appointment of a Course Instructor in 
accordance with Article 17:03(b). 

(e) Chief Presiding Officers (as defined) - $36.94 per hour. 

(f) Assistant Invigilators (see Article 17:04) - $34.90 per hour. 

(g) Invigilators, Services to Persons with a Disability - $48.88 per hour. 

(h) Peer Assistants (see Article 17:10(d)) - $45.68 per hour. 

Effective January 1, 2026, the salary for all employees holding regular 
appointments shall be as follows: 

(a) Undergraduates (UG) - $15,097.60 per session ($53.92 per hour). 

(b) Graduate Students who have not completed at least two (2) years of full-time 
graduate study and who do not have a Master's degree (or the equivalent) in 
the discipline or students in a second-entry program (i.e., who already have 
a Bachelor’s degree) (SGS I) -$15,097.60 per session ($53.92 per hour). 

(c) Graduate Students in a doctoral program or those who have completed at 
least two (2) years of full-time graduate study or who have a Master's degree 
(or the equivalent) in the discipline (SGS II), and Post Doctoral Fellows 
(PDF) - $15,097.60 per session ($53.92 per hour) 

(d) Course Instructor - $18,885.97* for a full (“Y”) course (excluding vacation pay) 
*Note: Additional stipend of $1110.16 (excluding vacation pay) for either a full 
or half-course equivalent for the first appointment of a Course Instructor in 
accordance with Article 17:03(b). 
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(e) Chief Presiding Officers (as defined) - $37.60 per hour. 

(f) Assistant Invigilators (see Article 17:04) - $35.53 per hour. 

(g) Invigilators, Services to Persons with a Disability - $49.76 per hour. 

(h) Peer Assistants (see Article 17:10(d)) - $46.50 per hour. 

27:02 Graduate students who transfer from a Master’s to a Ph.D program during the term 
of their appointment shall be paid at the SGS II rate beginning the date the transfer 
takes effect. 

27:03 Employees appointed to positions in the School of Continuing Studies shall be paid 
as per Article 27:01 above, or at the “community” rate set by the School, whichever 
is higher. The Union shall be informed of the names and pay rates of all members 
being paid the “community” rate within fifteen (15) working days of the date on 
which the member is offered the position. In addition, members being paid the 
“community” rate shall have their hours for EI purposes calculated as per the Letter 
of Intent concerning instructors. 

27:04 No employee shall suffer a reduction in pay as a result of this Agreement. 

27:05 
(a) In addition to the above rates, all employees shall be entitled to an additional 

4% of salary as vacation pay. 

(b) Notwithstanding 27:05 (a): 

i. Employees with a subsequent appointment shall be eligible to 
receive six percent (6%) vacation pay for all bargaining-unit work 
upon the start date of their sixth (6th) appointment as defined in 
Article 17:06 (1.a.) 

ii. Employees who have preference for employment as Invigilators, 
Services to Persons with a Disability shall be eligible to receive six 
percent (6%) vacation pay for all bargaining-unit work upon the start 
date of their sixth (6th) year of employment as defined in Article 32:02 

(c) Employees who are in receipt of six percent (6%) vacation pay as set out in 
27:05 (b) shall continue to receive six percent (6%) vacation pay for all 
bargaining-unit work, provided that: 

i. there has not been a break or breaks in employment that 
independently or cumulatively exceed one academic term within a 
single academic year; 

AND 



56 

ii. the employee is employed within the bargaining unit in the 
academic term immediately following any break in employment, 
regardless of whether the subsequent academic term occurs in the 
same or different academic year. 

(d) Where any of the conditions set out in 27:05(c) are no longer satisfied, the 
employee shall no longer receive six percent (6%) vacation pay for any 
bargaining-unit work, i.e., the employee shall only be eligible to receive four 
percent (4%) vacation pay. 

(e) For the purposes of this Article, an “academic term” shall be defined as a four 
(4) month period. 

27:06 A regular appointment shall be for one academic session. Fractional appointments 
shall be paid on an hourly basis (See Articles 17:03, 17:08). 

27:07 Salaries will be paid in equal monthly instalments over the period of the 
appointment of the employee. By prior arrangement mutually acceptable to the 
Employer and the employee, payments may be made in equal monthly instalments 
over a time period greater than the period of appointment. With each payment 
each employee shall be provided with a statement of all deductions therefrom. 

27:08 Vacation pay shall be paid on a monthly basis. 

27:09 The parties agree that once an offer of work has been made to and accepted by 
an employee, there shall be no reduction in the hours of work for that appointment, 
nor a reduction in monies from other sources, as a result of the employee’s 
obtaining additional work elsewhere. When the additional work continues to be 
offered to the employee in subsequent years and is work covered by this 
bargaining unit, and is in a department other than the employee’s department of 
registration (which is the Department responsible for the employee’s funding 
package), the parties agree that these protections will continue into the future. 

27:10 The parties agree that any increase in the wage rates negotiated by the parties 
shall not be offset by monies from other sources in subsequent sessions, all other 
things being equal. 

27:11 The parties agree that any increase in the wage rates negotiated by the parties 
shall represent an increase in the total earnings of an employee for that session. 

ARTICLE 28: GENERAL 

28:01 The Employer recognizes the need for the Union local to have a central location 
for files and normal office equipment for the purpose of conducting business with 
the University. Accordingly, the University will pay to the Canadian Union of Public 
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Employees, Local 3902 fifteen thousand dollars ($15,000) per month, towards the 
rental of office space. For clarity, it is understood and agreed that this sum is paid 
in respect of CUPE Local 3902 Units 1, 3, and 5 and no additional funds will be 
provided in respect of those other units or under those other collective agreements. 

This monthly amount will be paid as one annual payment in advance on the first of 
the month following ratification of the 2024-2026 Collective Agreement. 

The Employer also agrees to provide office space for the Union at both UTM and 
UTSC. This office space will include telephone and data lines. 

Bulletin Boards 

28:02 In each Department where employees are employed, the Employer shall provide 
a reasonable amount of space on bulletin boards marked “Canadian Union of 
Public Employees, Local 3902” for official Union notices. 

Office Facilities 

28:03 Departments shall ensure that insofar as possible (consistent with the physical 
facilities available to the Division) employees shall be provided with an appropriate 
place for holding office consultations with students, and with the use of such other 
facilities and equipment as are required for the performance of their duties, with 
due regard for the need for student confidentiality. Such facilities shall include 
access to a computer (including Internet) and a telephone where such access is 
required for the performance of assigned duties. Departments shall ensure that 
employees have secure storage space in the Department for the storage of course 
materials. 

Mailboxes 

28:04 Upon request each employee shall have access to an individual mailbox or file 
folder for mail located conveniently within the Department of employment. The 
Employer agrees to allow each individual to maintain use of the employee’s 
mailbox for a period of four (4) months after the end of the employee’s last 
appointment, provided the employee remains a registered student or postdoctoral 
fellow at the University of Toronto. 

Books And Materials 

28:05 The Employer will provide employees with such books and the use of such 
materials as are deemed by the supervisor to be necessary for the performance of 
their duties. These books and materials shall remain the property of the Employer. 

Inter-Campus Travel Reimbursement 

28:06 Employees required to perform their duties at a campus other than their affiliated 
campus shall be reimbursed for supervisor-approved travel expenses for all travel 
between campuses required for the performance of their duties. For St 
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George/UTM travel reimbursement is at the rate of a return shuttle bus trip. For St 
George/UTSC or St George/UTIAS travel reimbursement is at the rate of a return 
TTC trip. For UTSC/UTM travel reimbursement is at the rate of a combined return 
TTC and shuttle bus trip. 

Letters Of Intent 

28:07 Except as specified therein, letters of intent are not a part of this Collective 
Agreement, and are, therefore, not subject to the provisions of Article 15 
(Grievance Procedure) and/or Article 16 (Arbitration). 

Internet Access 

28:08 Employees who are required to use the Internet or University of Toronto computer 
network for their duties shall be provided with appropriate access. 

ARTICLE 29: HEALTH AND SAFETY 

29:01 The University is committed to the prevention of illness and injury through the 
provision and maintenance of healthy and safe conditions on its premises. The 
University endeavours to provide a hazard free environment and minimize risks by 
adherence to all relevant legislation, and where appropriate, through development 
and implementation of additional internal standards, programmes and procedures. 

The University requires that health and safety be a primary objective in every area 
of its operation and that all persons utilizing University premises comply with 
procedures, regulations and standards relating to health and safety. 

The University shall acquaint its employees with such components of legislation, 
regulations, standards, practices and procedures as pertain to the elimination, 
control and management of hazards in their work and work environment. 
Employees shall work safely and comply with the requirements of legislation, 
internal regulations, standards and programmes and shall report hazards to their 
immediate supervisor or designate, in the interests of the health and safety of all 
members of the community. 

29:02 
(a) The University recognizes the right of workers to be informed about hazards 

in the workplace, to be provided with appropriate training, to be consulted and 
have input, and the right to refuse unsafe work in accordance with the 
Occupational Health and Safety Statute Law Amendment Act, 2011, c. 11, 
ss. 1-18, enacted June 1, 2011, where there is an immediate danger to their 
health and safety or health and safety of others. 

(b) The Union shall have the right to elect or appoint bargaining unit employees 
to Joint Health and Safety Committees in areas where they perform duties. 
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29:03 
(a) The number of members appointed by the Employer to the Joint Health and 

Safety Committees shall not exceed the total number of worker members on 
the Committees, including workers represented by other bargaining units. 

(b) Bargaining unit members on Joint Health and Safety Committees shall be 
remunerated for time required to carry out their duties. 

(c) During the term of the renewal Collective Agreement, the Union may appoint 
up to a total of five (5) members within the bargaining unit to become Certified 
Worker Representatives. Each such appointed member must be serving on 
a Joint Health and Safety Committee. Up to a total of three (3) members may 
by appointed from the Joint Health and Safety Committees at the St George 
campus and one (1) member may be appointed from the Joint Health and 
Safety Committees at each of UTSC and UTM. The cost of the core 
certification training programme for the appointed employees shall be borne 
by the University and the time spent in such certification training shall be 
treated as work time. 

29:04 
(a) The Union shall receive copies of all committee reports, and investigation 

reports from all the committees. The University shall ensure that these 
materials are provided as soon as practicable and, in any event, no later than 
thirty (30) days following receipt of the report by the University. The University 
shall notify the Union of all Health and Safety testing and provide reports of 
findings. 

(b) The University shall provide the Union with copies of all Workplace Safety 
and Insurance Board (WSIB) Form 7 Employers’ Report of Injury/Illness for 
members injured on the job. 

ARTICLE 30: DEFINITIONS 

Working Day 

30:01 Whenever the term “working day” is used in this Collective Agreement it shall be 
considered to mean a regular University of Toronto working day. 

Department 

30:02 Whenever the term “Department” is used in this Collective Agreement it shall be 
considered to mean any administrative unit of the University of Toronto in which 
employees may be employed. Further, whenever the term “tri-campus 
Department” is used in this Collective Agreement it shall be considered to mean 
any administrative unit of the University of Toronto in which employees may be 
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employed at any campus, and which posts and/or assigns work at more than one 
campus. 

Supervisor 

30:03 Whenever the term “supervisor” is used in this Collective Agreement it shall be 
considered to mean whoever is the immediate supervisor of an employee. 

Academic Session 

30:04 The term “academic session,” as used in this Collective Agreement, refers to that 
period of time which begins with undergraduate registration (usually in September) 
and continues through to the last day for completion of marking of final 
examinations (usually in May); or that period of time which begins with 
undergraduate registration (usually in May) and continues through to the last day 
of completion of marking of final examinations (usually in August). Each academic 
session consists of two terms; in the Fall/Winter session, the “F term” (September 
to December), and the “S term” (January to May); in the Summer session the “F 
term” (May to June) and the “S term” (July to August). The dates applicable to a 
given employee will be those appropriate to the particular Department in which the 
employee is employed. 

Academic Year 

30:05 The term “academic year,” as used in this Collective Agreement, refers to the 
period from September 1 to August 31, inclusive. 

Course Instructors 

30:06 In this Agreement, “Course Instructor” means an employee who teaches a course 
or section of a course and includes sole-responsibility instructors. Where the 
Course Instructor works as part of an instructional team under the direction of a 
Course Co-ordinator, the Course Co-ordinator shall be the supervisor of the 
employee as per Article 30:03. 

Sole Responsibility Instructor 

30:07 In the Agreement “sole responsibility instructor” means an employee who has sole 
responsibility for teaching a course or a section of a course (i.e., whose work is not 
directly supervised). The Chair or Designated Authority of the Department shall 
be deemed to be the supervisor of the employee as per Article 30:03. 

ARTICLE 31: ACCOMMODATION/RETURN TO WORK 

31:01 The University recognizes its duty to accommodate employees with disabilities in 
accordance with the Ontario Human Rights Code. 
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(a) The University shall notify employees who require accommodation and/or are 
returning to work from a leave that was due to disability of their right to 
representation. Where there is a dispute involving the accommodation and/or 
the return to work of an employee covered by this Agreement, the Union may 
assign a Union Representative to represent the employee. The University 
may request that the Union appoint a Union Representative to participate in 
discussions regarding a particular case before a dispute arises. If the Union 
appoints a Union Representative, the Union will advise the University of the 
designated Union Representative who will represent the employee. 

(b) With the written consent of the employee, the designated Union 
Representative shall have access to any relevant medical information related 
to the accommodation and/or return to work of the employee. 

(c) Where the University proposes a particular measure of accommodation, or 
does not adopt a proposal by an employee or the Union of a particular 
measure of accommodation, the University shall provide the designated 
Union Representative with the reasons for the proposal or denial at the 
Union’s request. 

(d) If the designated Union Representative is an employee in the bargaining 
unit, the designated Union Representative shall be paid at their regular rate 
of pay to attend meetings convened by the University for purposes of this 
Article, and for the preparation time necessary, not to exceed one (1) hour 
per meeting convened by the University. 

(e) Disputes regarding accommodation and/or return to work shall be subject to 
the grievance procedure beginning at Step Two. 

31:02 Where an employee has submitted medical documentation to Accessibility 
Services regarding a disability and gives written consent to Health & Well-being 
Programs and Services, medical documentation may be requested directly from 
Accessibility Services by Health & Well-being Programs and Services. 

31:03 Where appropriate supporting medical documentation indicates that the employee 
requires accommodation in order to fulfill the essential duties of their job, a 
workplace accommodation plan will be developed by Health & Well-being 
Programs and Services in consultation with the employee and the appropriate 
departmental academic administrator(s). 

31:04 Documentation pursuant to this Article will be kept in confidence and made 
available to relevant individuals strictly on a need-to-know basis. For clarity, the 
employee’s supervisor shall only have the information necessary to implement the 
accommodation. 
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ARTICLE 32: INVIGILATOR, SERVICES TO PERSONS WITH A DISABILITY 

Invigilators, Services to Persons with a Disability, are responsible for the security, 
confidentiality, administration, and supervision of tests and examinations taken by 
persons who write under the supervision of Accommodated Testing Services 
(UTSG), the Office of the Registrar (UTSC), or UTM AccessAbility Services. 

The following articles do not apply to this group of employees: Article 11, Academic 
Freedom; Article 12:05, Departmental Workload Review Committee; Article 17, 
Appointments; Article 18, Employment Training; Article 19, Course Instructors; 
Article 25, Conflicts with Central Administrative Deadlines; and Article 28:04, 
Mailboxes. 

Job Postings 

32:01 Notices of vacancies shall be posted on the appropriate Department websites, 
listservs, and the centralized electronic system for posting bargaining unit 
positions. Such notices shall remain posted for at least fifteen (15) working days 
before such positions may be filled. In the case of an emergency posting, such 
position may be filled after posting for fewer than fifteen (15) working days, but not 
fewer than two (2) working days. 

Hiring Criteria 

32:02 In considering applicants who possess the minimum threshold qualifications 
required for a posted position, previous experience, and previous satisfactory 
employment under the provisions of this Collective Agreement shall be the criteria 
used in selection of the most qualified candidate. 

Where an employee has satisfactorily completed six (6) months of employment, 
the employee shall be given preference for employment in the same Department 
as the employee was previously employed (i.e., Accommodated Testing Services 
(UTSG), the Office of the Registrar (UTSC), or UTM AccessAbility Services) where 
there is a vacant position at the commencement of the next academic year, 
providing that the employee remains eligible for employment in this bargaining unit 
pursuant to Article 2 of this Collective Agreement and confirms that they have 
sufficient availability. 

The first six (6) months of employment as an Invigilator, Services to Persons with 
a Disability will be considered a trial period. During the trial period employees shall 
be entitled to all applicable rights and privileges of this Collective Agreement, 
except with respect to disqualification from employment as an Invigilator, Services 
to Persons with a Disability. The Employer may disqualify an employee from the 
position at any time during the trial period at the sole discretion of the Employer, in 
a manner that is consistent with Article 3:01. An employee that has been 
disqualified from the position will cease to be assigned shifts as an Invigilator, 
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Services to Persons with a Disability and will not be entitled to preference for 
employment as set out above. 

Notice of Appointment 

32:03 Applicants shall be advised in writing of the outcome of their applications at the 
earliest possible date. 

Job Descriptions 

32:04 When a position is offered, the supervisor shall provide the candidate with a written 
description of the position including the nature of the duties. 

Hours of Work 

32:05 
(a) Hours of work will be scheduled to meet the Department’s operational need. 

(b) For clarity, offers of additional work can be extended after schedules have 
been provided. An employee who is offered additional work after schedules 
are set shall have the right to decline such an offer. 

(c) At no time will an employee be scheduled to work more than eight (8) hours 
a day or forty (40) hours per week. An employee may work more than eight 
(8) hours per day or forty (40) hours per week on an emergency basis, and 
when scheduling has been conducted in accordance with this Article. 

Employment Training 

32:06 

(a) The first appointment of an employee shall include mandatory participation in 
a training program, of a minimum of four (4) hours as established by the 
Department. Invigilators, Services to Persons with a Disability, shall be paid 
for participation in such training in accordance with Article 27:01 (Salaries). 

(b) Where a Department or group of Departments organizes an employee 
training or orientation program in which first appointment Invigilators, 
Services to Persons with a Disability, are required to participate, the 
Department Steward or other Union Representative shall be entitled to 
attend, and will have the right to speak to the employees for a period of thirty 
(30) minutes. The Steward or other Union Representative shall not be paid 
for attendance. The Department will notify the Union at least two (2) weeks 
in advance of the session. It is understood that where a training or orientation 
program is organized over a series of sessions, the Union will be invited to 
speak at one session only. 
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ARTICLE 33: HEALTH PLAN 

33:01 Effective 1 September 2018, the University agrees to continue the CUPE 3902 
Unit 1 Health Plan A and Plan B as summarized in Schedule A attached. 

The Union agrees that the University can change the benefit plan provisions and/or 
the provider for the benefits on prior notice to, and discussion with, the Union. 

ARTICLE 34: TERM OF AGREEMENT 

34:01 This Agreement shall continue in full force and effect until December 31, 2026 and 
thereafter shall automatically renew itself for periods of one (1) year each unless 
either party notifies the other in writing within the period of ninety (90) days prior to 
any expiry date that it desires to amend or terminate this Agreement. 

Negotiations 

34:02 In the event of notice being given requesting negotiations to amend the 
Agreement, the negotiations shall commence within fifteen (15) days following 
receipt of such notification and thereafter both parties shall negotiate in good faith. 

34:03 If, pursuant to such negotiations, agreement is not reached on the renewal or 
amendment of this Agreement, or on the making of a new Agreement prior to the 
current expiry date, this Agreement shall continue in full force and effect until a 
new Agreement is signed between the parties or until all conciliation proceedings 
prescribed under the Ontario Labour Relations Act have been completed, 
whichever date should first occur. 
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IN WITNESS WHEREOF each of the parties hereto have caused this Agreement to be 
signed by its duly authorized representatives in the City of Toronto on March 4, 2024. 

THE GOVERNING COUNCIL OF THE UNIVERSITY OF TORONTO BY: 

uk ~~ V k 
inn P idwt Peq#e S&ateo, Equlty & CuAff v 

'J. D) y- Lxtyi-mo-noL  
Secretary of Governing Council 

U,k 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 3902 

w 

Presid t 

Secretary-Treasurer 
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SCHEDULE A: CUPE 3902 UNIT 1 HEALTH PLAN 

The parties agree to continue the existing Plan A and Plan B as established during the 
term of the 2014-2017 Collective Agreement. The plan year is September 1 to August 31. 
The parties further agree that, for the duration of this Agreement, Plan A and Plan B will 
provide coverage for each benefit item at a value equal to or greater than the coverage 
provided by the Plans on December 30, 2023, unless the parties mutually agree to reduce 
the coverage value for a particular benefit item(s). 

Effective April 1, 2024, the Plans will provide increased mental health benefits as follows: 

• Psychologist, Master of Social Work, or Psychotherapist at a total of $5,000 per 
benefit year for all practitioners combined included in the Overall Maximum of 
$15,000 per year. 

Effective on April 1, 2024, the Plans will provide increased vision health benefits as 
follows: 

• $300 per twenty-four (24) months. 

Effective on April 1, 2024, increase the physiotherapy maximum as follows: 

• $50 per visit up to 20 visits per year for a maximum of $1,000 per benefit year 
included in the Paramedical Services Maximum of $1,300 per year. 

An eligible employee who is enrolled in one of the Base plans (i.e., GSU, UTSU, APUS, 
SCSU, UTMSU, or PDF plan) shall be enrolled in Plan A. Any eligible dependants enrolled 
in the employee’s Base plan shall also be enrolled in Plan A. 

An eligible employee who has successfully opted out of a Base plan because they have 
alternative coverage of equal or greater value shall be enrolled in Plan B. Such an 
employee may add their eligible dependants for coverage under their Plan B HCSA. 

In the event that an employee is ineligible for enrolment in any Base plan, the employee 
and any eligible dependants may be enrolled in Plan A as a first payer plan upon making 
request and providing proof that the employee is ineligible. For clarity, employees who 
have successfully opted out of a Base plan because they have alternative coverage of 
equal or greater value will not be deemed to be ineligible and will be eligible only for Plan 
B. 

The eligibility threshold will be reduced to fifteen (15) hours worked per academic year. 
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SCHEDULE X: EXTENDED PREGNANCY AND PARENTAL/ADOPTION LEAVE 
BENEFIT 

All bargaining unit employees will be eligible for extended pregnancy/parental/adoption 
leave benefits as described in this paragraph. If the employee who has taken pregnancy 
or parental/adoption leave pursuant to Article 21:04 or 21:05 of the Collective Agreement 
reaches the end of their employment contract, including any employment in the 
immediately consecutive term as described in article 21:06 of the Collective Agreement, 
and has elected the pregnancy or parental/adoption benefit in option A of Article 21:04 or 
21:05 as the case may be, and upon the end of their employment contract has not 
exhausted their entitlement to a maximum duration of 4 paid months of pregnancy or 
parental/adoption leave as described in option A of Articles 21:04 or 21:05 as the case 
may be, the employee will be provided with a one-time-only, lump sum benefit payment, 
in the amount of the employee’s pay for the amount remaining in the 4-month benefit 
period, less required deductions. For example, if an employee’s employment contract 
ends following 3 months of paid pregnancy leave, they will receive a lump sum payment 
equivalent to 1 month’s pay, less required deductions. In no event will an employee who 
elects option A of Article 21:04 or 21:05 receive continued monthly installments plus lump 
sum payment in an amount that exceeds 4 months’ pay for each eligible pregnancy or 
parental/adoption leave, less required deductions. 

For clarity, the extended pregnancy and parental/adoption leave benefits is effective 
January 1, 2024. 
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APPENDIX A: JOB DESCRIPTION/DESCRIPTION OF DUTIES AND ALLOCATION 
OF HOURS (DDAH) FORM 

Purpose 

The purpose of this Appendix is to outline for supervisors of employees how to complete 
the DDAH form, the written description of each employee's position, as required by 
Articles of the Collective Agreement between the University of Toronto and the Canadian 
Union of Public Employees, Local 3902, Unit 1. 

The DDAH form constitutes the job description for Teaching Assistants. Supervisors shall 
use the DDAH form to list all duties and discuss the DDAH form with the employee 
involved. 

A DDAH form is required for Teaching Assistant positions. A DDAH form is not required 
for Course Instructor positions. 

Description of Duties and Allocation of Hours Form 

The Description of Duties and Allocation of Hours form attached has been prepared to 
ensure a uniform approach to the description of employee positions. Since the University 
community is a diverse and varied one, the final content of any job description cannot be 
specified in advance. However, a careful review of the following will provide each 
supervisor with the information necessary to complete each DDAH form in accordance 
with the specific requirements of the position and in compliance with the terms of the 
Collective Agreement. 

How to Complete the DDAH Form 

The DDAH form is organized into sections representing functional categories. Further 
individual duties are to be specified within each functional category, with sufficient time 
assigned to each duty. Some sections contain prepopulated duties and/or times as 
required by the applicable articles of the Collective Agreement. The “Appendix: List of 
Suggested Tasks and Teaching Techniques” contains examples of duties and/or tasks 
that may be included on the DDAH form. The functional categories to be used are: 
meetings, training, preparation, contact time, marking/grading, and other duties. All 
duties which will form part of the employee's assignment should be listed on the DDAH 
form, in as much detail as necessary to adequately describe the duty. 

Meetings: Meetings with the supervisor and/or other TAs related to the 
performance of their duties shall be included on the DDAH form. These include 
but are not limited to the initial discussion of the DDAH form, the mid-term review 
meeting, and/or other discussions related to an employee’s duties in the position. 
Appropriate time shall be allocated on the DDAH form for such meetings. 

Training: Participation in Departmental and/or other training programs for the 
position shall be included in this section of the DDAH form. Note that all TAs 
must be provided with training in accordance with Article 17:01 of the collective 
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agreement. Any such training hours, including but not limited to those for a first 
appointment, are additional to the hours of the appointment as set out in the 
letter of offer. 

Preparation: All preparation duties shall be included in this section of the DDAH 
form. Types of preparation may include, but are not limited to the examples listed 
in the “Appendix: List of Suggested Tasks and Teaching Techniques”. Where the 
position includes tutorials, sufficient time for preparation shall be included in this 
section of the DDAH form. 

Contact Time: All contact time, including engagement with students individually 
and/or in groups, shall be included in this section of the DDAH form. Every 
scheduled hour of class and/or tutorial time is to be treated as sixty (60) minutes 
in describing hours of work. Care should be taken, where contact does not 
extend over the standard period of 28 weeks per session (14 weeks per term), to 
indicate the expected period of contact. Types of contact time may include, but 
are not limited to, the examples listed in the “Appendix: List of Suggested Tasks 
and Teaching Techniques”. 

Marking/grading: All marking/grading time shall be included in this section of 
the DDAH form. Supervisors shall use the Marking/Grading Worksheet to 
calculate the allocation of hours for this section. The nature and estimated 
number of assignments to be graded shall be indicated, together with guidance 
as to the appropriate amount of time which should be devoted to marking each 
assignment. This will include turnaround time which will indicate the amount of 
time projected to complete the marking, in accordance with Articles 17:08 and 
30:01 of the collective agreement. The enrolment at the time the DDAH form is 
prepared should be used in determining marking hours. If the marking workload 
will be unevenly distributed during the term, this should be stated. Should the 
number of assignments to be marked increase, supervisors must take 
appropriate measures to ensure the total time allocation for marking/grading is 
not exceeded (e.g., by increasing the hours allocated, by reducing the number of 
assignments to be graded, or by other measures). Similarly, supervisors should 
verify as early as possible that the time allocated per assignment has been 
appropriately estimated. Types of marking/grading tasks may include, but are not 
limited to, the examples listed in the “Appendix: List of Suggested Tasks and 
Teaching Techniques”. 

Other duties: Any duty that does not reasonably fit into the above functional 
categories shall be included in this section of the DDAH form and described in 
the same manner as the categories discussed above. “Other duties” must be 
consistent with Article 17:10 of the Collective Agreement. Types of other duties 
may include, but are not limited to, the examples listed in the “Appendix: List of 
Suggested Tasks and Teaching Techniques”. 

The “total hours” for the position is the sum of the hours as set out in the letter of 
offer. This total will be used to prepare the employee's pay form. Note that 
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training hours are additional to the “total hours” for the position, and are excluded 
from any subsequent appointment obligations under Article 17:07. 

Revision of Job Description 

Should it become necessary to revise the description of duties and/or the allocation of 
hours, refer to Articles 17:11 and 17:12 of CUPE, Local 3902 Unit 1 Collective Agreement. 
Note that these articles require that the revision be discussed with the employee. A 
revised “Description of Duties and Allocation of Hours” form should be prepared and 
provided to the employee, and for the Department's records. 
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Description of Duties UNIVERSITY OF 

TORONTO 
and Allocation of Hours 
(DDAH) Form 

Responsibility / Activity (if applicable) Time / Task Total Time Revised 

Meetings 

Initial DDAH meeting 
(1 hour minimum) 

   

Midterm DDAH review 
(0.5 hours minimum) 

               

Preparation 

                    

Contact time 

                    

Other duties 

Exandtest invigilation 

                   

Marking/Grading (use Worksheet below) 

  

Total hours for the position (as per letter of offer) 

  

Training 

Training hours are 
additional to "total 
hours" for the position. 

If first TA appointment, 
specify 4 hours for 
mandatory training 

   

Additional training 
required for the position 

   

Additional training in 
accordance with Article 17 

               

Total training hours 
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Description of Duties 
and Allocation of Hours 
(DDAH) Form 

UNIVI: RSITY OF 

TORONTO 

Marking / Grading Worksheet 

Assignment it of Assignments Time per 
Assignment 

Total hours 
(a*tmebGOmin) 

Anticipated Date 
availabletoTA 

Turnaround time 

                                    

Prepared by (Course Supervisor) Signature Date 

Approved by (Chair/Designated Authority) Signature Date 

Accepted by (Teaching Assistant) Signature Date 

I® 1 1 

Mid-Course Review Changes (if any) 

Prepared by (Course Supervisor) Date 

Approved by Approved by 
(Chair/Designated Authority Signature) (Teaching Assistant's Signature) 
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Description of Duties 
and Allocation of Hours 
(DDAH) Form 
Appendix: List of Suggested Tasks and 

Teaching Techniques 

a. 
l:NsvjI Rsj,rY of 

TORONTO 

This list is instructive only. It is not exhaustive nor, of course, will all duties 

listed here apply to all Departments or all types of positions. The list of teaching 

techniques aligns with the four categories of tutorials and is meant to offer 

information that may help instructors identify appropriate tutorial training for TAs. 

Preparation 
Preparing course outlineAutorial plans 

Selecting relevant texts 

Preparing handouts 

Preparing reading lists 

Preparing bibliographies 

Preparing tutorialAecture notes 

Attending supervisor's labs/tutorials 

Preparing assignments/problem sets 

Contact Time 
Conducting lectures 

Office hours 

Demonstrating in laboratory 

Leading field trips 

Demonstrating problem salving 

Tutoring individuals (not in centre)  

Preparing/setting up laboratory materials 

Designing & preparing teststexaminations 

Preparing/setting up audiovisual materials 

Attending supervisor's lectures/seminars 

Announcing special seminarslvorkshops 

Reading course materials (e.g. readings/manuals) 

Developing/maintaining course website 

Demonstrating in language lab 

Consulting outside of office hours 

Demonstrating equipment outside class 

Conducting special seminarsAvorkshops 

Conducting tutorials/seminars/practicals 

Consulting with students electronically 

Meetings 
Initial DDAH Review meeting 

Mid-term DDAH Review meeting 

Benchmarking sessions 

Consulting/meeting with course supervisor 

Course meetings with other TAs 

Training 
TAs on first appointments training 

Training on software or online platforms used in the course 

Training speck to the course offering 

Training in accordance with Article 17 



74 

Description of Duties 
and Allocation of Hours 
(DDAH) Form 
Appendix: List of Suggested Tasks and 

Teaching echniques 

Marking / Grading 
book reviews Protects 

End-of-term tests Language tapes 

Oral presentations Essays 

Checking lab books Problem sets 

Laboratory reports Mid-terms 

Computer programs Data sheets 

Examinations Calculatetrecord/tabulate grades 

Demonstrations Multimedia submissions 

Quizzes 

 

Teaching Techniques 
General 

Providing effective feedback 

Tutorial planning 

Classroom management (including strategies for 
different sizes of tutorial) 

Presentation skills 

Respond to students' questions effectively 

Adapting teaching techniques (how to scale learning 
activities for the number of students) 

Discussion-Based 

Effective faclitation of small, large and/or online 
group discussions 

Development of relevant examples/scenarios/ 
questions fo' discussion activities 

Selection and use of materials and examples 
appropriate :o disciplinetcourse content 

UNIVIIRSI'I'Y OF 

TORONTO 

Other Duties 
Coordinating other IAs, Resource tenter, etc. 

Clerical (e.g., photocopying course materials) 

Technical Support (e.g., captioning lectures, setting 
up online class page) 

Examitest invigilation 

Uploading/returning grades utilizing online platforms 

Skill Development 

Facilitating hands-on activities for different sizes of 
tutorials 

Monitoring practice-based learning 

Laboratorylpractical 

Effective demonstrations and presentations in a lab or 
practical 

Effective pre-lab talks 

Effective monitoring of students' work 

Review and Q&A 

Consolidating and clarifying students' areas of 
concern 

Modelling effective review strategies for students 
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APPENDIX B: WORKLOAD REVIEW FORM 

WORKLOAD REVIEW FORM 

This form is presented in accordance with Article 17:13 of the Collective Agreement between the 
University of Toronto and the Canadian Union of Public Employees, Local 3902. 

To be completed by the employee: 

Name 

Department of Work 

Based on my job description and my experience to date with the job, I believe I may be unable to 
perform the following duties specified in my job description within the hours specified, as outlined below 
(please be as specific as possible): 

___________________________________________________________________________________ 

___________________________________________________________________________________ 

I therefore suggest the following amendments (please specify changes to duties and/or hours): 

___________________________________________________________________________________ 

___________________________________________________________________________________ 

___________________________________________________________________________________ 

Signature _____________________________ Date ______________ 

To be completed by employee's supervisor 

Name ____________________________________________________________________________ 

Date Received ____________________________________________________________________ 

Response _________________________________________________________________________ 

___________________________________________________________________________________ 

Signature _____________________________ Date 
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MEMORANDUM OF UNDERSTANDING 

BETWEEN 

GOVERNING COUNCIL OF THE UNIVERSITY OF TORONTO (THE EMPLOYER) 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 3902 (THE UNION) 

This Memorandum is deemed to be incorporated into both Collective Agreements 
between the Union and the Employer. This Memorandum only applies to Course 
Instructor or Sessional Lecturer positions. Where this Memorandum and either 
Collective Agreement conflict, this Memorandum prevails to the extent of the conflict. 
This Memorandum of Understanding is subject to the grievance procedure of this 
Collective Agreement. 

2. Notwithstanding any other provision in the Memorandum, the parties agree that all 
positions that are required to be posted to CUPE 3902 Unit 1 shall continue to be 
posted to CUPE 3902 Unit 1. 

3. Subject to provisions of the Unit 3 Collective Agreement, the parties agree that work 
may be posted to Unit 1 or Unit 3 at the discretion of the Department. There shall be 
no concurrent postings to both Unit 1 and Unit 3. 

4. The parties are agreed that if no qualified applicants are found in an initial posting, the 
Employer may post to the other unit using the emergency postings provision of that 
unit’s Collective Agreement. 

5. The parties are agreed that, for multiple section courses, different sections of which 
have been posted to different units, the Employer shall, in default of having sufficient 
qualified candidates in one unit, be allowed to fill open positions with qualified 
applicants from the other unit. 
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LETTER OF UNDERSTANDING: EMPLOYMENT EQUITY 

April 1, 2021 

To act on its commitment to employment equity under the University's Employment Equity 
Policy the University agrees to continue a joint Employment Equity Advisory Committee 
with the Union. The Committee will meet within 60 days of the signing of the Collective 
Agreement, and quarterly thereafter. The Committee will be composed of four (4) 
representatives each of the Union and the University. The Committee’s mandate shall be 
to make recommendations to the Vice-President, People Strategy, Equity & Culture 
regarding the continuing achievement of employment equity within the bargaining unit. 

In support of the Committee’s commitment to Employment Equity, the Committee will 
engage in meaningful discussions in respect of the Employment Equity Survey, including 
feedback on survey content and structure, review and analysis of report(s) of employment 
equity data, and strategies for fostering greater participation in the Survey. 

Discussions of the Committee will include identification of employment equity barriers and 
potential avenues to address such barriers, including the possibility of creating training 
and mentoring opportunities. 

Data and information will be made available to the Committee at an aggregate level such 
that identification of any individual employee is not possible. The University will provide 
the same data for CUPE 3902 Unit 1 as contained in the Employment Equity Annual 
Report, subject to the availability of the data and all applicable confidentiality restrictions. 
Where possible, data will be provided by job category. 

Updated data will be extracted as of September 30, January 31, May 31, and July 31 
each year, and provided to the Committee at each subsequent meeting. The University 
will include employees in CUPE 3902 Unit 1 in the Employment Equity Annual Report 
starting in 2022. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF UNDERSTANDING: ONLINE COURSES 

April 1, 2021 

The parties agree that all provisions of the CUPE 3902 Unit 1 Collective Agreement 
extend to the delivery of online courses. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF UNDERSTANDING: HIRING CRITERIA 

April 1, 2021 

The University and the Union agree that in considering applicants for a position, the 
assessment of “previous experience” with respect to the hiring criteria may include both 
academic and non-academic teaching and work experience, as deemed relevant to the 
position. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF UNDERSTANDING: DOMESTIC VIOLENCE 

April 1, 2021 

The University and the Union agree that all employees have the right to be free from 
domestic violence. The University recognizes the importance of providing timely and 
flexible assistance and support to employees experiencing domestic violence. Such 
assistance and support must be specific to individual needs. Accommodation and support 
that may be considered include but are not limited to leaves of absence under various 
provisions of this Collective Agreement and access to campus and community support, 
including Human Resources, Health & Well-Being Programs & Services, the Community 
Safety Office, and the Sexual Violence Prevention and Support Centre. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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JOINT LETTER OF INTENT: UNION DUES/MEMBERSHIP 

April 1, 2021 

The Employer recognizes that matters concerning Union dues or Union membership are 
properly matters relating to the internal administration of the CUPE, Local 3902. 
Therefore, the Employer, its agent, or persons acting on its behalf, will not publicize or 
post any publications dealing with the matter of Union membership or Union dues. In the 
event the Union brings to the attention of the Employer, in writing, notice of such 
publications being posted, that publication(s) will be removed forthwith. 

The Union agrees that the Employer, its agents or any persons acting on its behalf in the 
various Departments may inform employees orally about matters concerning Union dues 
in response to specific requests without this constituting a violation of this letter of intent. 

Amy Conwell, Chair Kelly Hannah-Moffat, Vice-President 
CUPE Union of Local Employees, People Strategy, Equity & Culture 
Local 3902 University of Toronto 

JOINT LETTER OF INTENT: DUPLICATE PROVISIONS 

April 1, 2021 

It is understood and agreed by the parties that the provisions listed below shall not result 
in duplication of services or benefits where such provisions are also contained in any 
other Collective Agreement(s) between the parties to this agreement (the University of 
Toronto and CUPE Local 3902). 

8:06 The Employer agrees to issue, upon request from the Union in writing, to the Staff 
Representative(s) of the Union: 

(a)A library card to the University of Toronto Libraries 
(b)A valid username/password to access the University’s Campus Wireless 

Network. 

There shall be no charge to the Union or to the Staff Representative(s) for the card 
and/or wireless access. Use of the card shall be subject to the general regulations 
made from time to time by the University and/or the Library. 

28:01 The Employer recognizes the need for the Union local to have a central location 
for files and normal office equipment for the purpose of conducting business with 
the University. Accordingly, the University will pay to the Canadian Union of Public 
Employees, Local 3902 ten thousand dollars ($10,000) per month, towards the 
rental of office space. For clarity, it is understood and agreed that this sum is paid 
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in respect of CUPE Local 3902 Units 1, 3, and 5 and no additional funds will be 
provided in respect of those other units or under those other collective agreements. 

This monthly amount will be paid as one annual payment in advance on the first of 
the month following ratification of the 2021-2023 Collective Agreement. 

The Employer also agrees to provide office space for the Union at both UTM and 
UTSC. This office space will include telephone and data lines. 

Bulletin Boards 

28:02 In each Department where employees are employed, the Employer shall provide 
a reasonable amount of space on bulletin boards marked “Canadian Union of 
Public Employees, Local 3902” for official Union notices. 

Amy Conwell, Chair Kelly Hannah-Moffat, Vice-President 
CUPE Union of Local Employees, People Strategy, Equity & Culture 
Local 3902 University of Toronto 

LETTER OF INTENT: CALCULATION 

April 1, 2021 

Last Revised: March 4, 2024 

President, Canadian Union of Public Employees, Local 3902 

Whereas the University of Toronto is committed to excellence in research and graduate 
and undergraduate education, and to providing a breadth of outstanding programmes of 
graduate studies that will attract the best and most diverse international student body; 

And 

Whereas the University of Toronto’s commitment includes financial support to attract and 
retain graduate students and to assist graduate students with the cost of their graduate 
education; 

And 

Whereas Faculties and graduate units provide financial support for students in some 
doctoral-stream programs and determine unit-specific base funding amounts; 

And 
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Whereas unit-specific base funding amounts and the composition of individual funding 
packages vary at the discretion of graduate units; 

And 

Whereas the University of Toronto provides funding packages, as determined by 
Faculties and graduate units, to a specific set of graduate students referred to as the 
“funded cohort” and confirms that these commitments will remain while this Collective 
Agreement is in effect; 

And 

Whereas the offer of an opportunity to earn income through appointment to a position in 
this bargaining unit forms part of the aforementioned “funding package” for a significant 
number of graduate students; 

Where the funding package as described above includes some bargaining unit work, the 
following calculation applies: 

Effective September 2024, no more than $7,500.00 of bargaining unit work may be 
included in the calculation of base funding amounts even if such a graduate student is 
employed and receives remuneration in excess of $7,500.00. 

Effective September 2025, no more than $7,200.00 of bargaining unit work may be 
included in the calculation of base funding amounts even if such a graduate student is 
employed and receives remuneration in excess of $7,200.00. 

Effective September 2026, no more than $6,900.00 of bargaining unit work may be 
included in the calculation of base funding amounts even if such a graduate student is 
employed and receives remuneration in excess of $6,900.00. 

Effective September 2024, bargaining unit work may not comprise more that 50% of any 
graduate funding package exclusive of tuition and student fees. 

Notwithstanding the provisions of Article 28:07 (Letters of Intent), any alleged violation of 
the provision not to include more than the applicable above-noted amounts of bargaining 
unit work as part of the calculation may be pursued under Articles 15 (Grievance 
Procedure) and 16 (Arbitration) of the Collective Agreement. 

It is understood and agreed that no employee shall be adversely impacted as a direct 
result of the above-noted changes in the amount of bargaining unit work that may be 
included in the calculation of base funding amounts. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: EMPLOYMENT INSURANCE HOURS FOR COURSE 
INSTRUCTORS 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902 

This letter will confirm the substance of our discussion at this round of negotiations with regard 
to Employment Insurance hours for CUPE, Local 3902 Course Instructors. 

The parties agree that for Employment Insurance purposes only, a course instructor for a full 
course will be deemed to have worked 470 hours inclusive of training, and a course instructor 
for a half course will be deemed to have worked 240 hours inclusive of training. Course 
Instructors in their first appointment only, will be deemed to have worked 495 hours inclusive 
of training for a full course, and 265 hours inclusive of training for a half course. 

Further, the parties agree that this agreement is strictly for Employment Insurance purposes 
only, and is without prejudice to the positions of the parties, and shall in no way affect the 
interpretation, application, and administration of the Collective Agreement provisions and any 
University policies and practices, and shall not be relied on or referred to in any proceedings 
other than those under the Employment Insurance Act or Regulations. 

The University agrees to inform Course Instructors of the terms of this letter. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: TREATMENT OF PAID WORK 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902 

The University does not intend to “capture”, under the funding packages for graduate 
students, work that is beyond the rubric of scholarship, learning, research, discovery, teaching 
and mentoring appropriate to the skill level, experience or knowledge of graduate students. 

The parties agree that this is not a matter that is within the bounds of the CUPE 3902 
Collective Agreement; however, the University appreciates the good offices of CUPE 3902 in 
ensuring that concerns of which it has become aware regarding student funding issues are 
brought forward to the Vice Provost Students. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 



83 

LETTER OF INTENT: IMPROVING THE QUALITY OF UNDERGRADUATE 
EXPERIENCE IN TUTORIALS 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902 

The parties recognize that improving the quality of the undergraduate experience in 
general is a high priority and an institutional commitment, and that leading tutorials is a 
significant component of the work of the bargaining unit. 

The range of pedagogical experiences that undergraduates can be exposed to at the 
University of Toronto is rich, diverse and creative, reflecting the breadth, depth and 
standard of excellence of the University’s research and teaching activities. It is further 
recognized that the nature and quality of the educational experience undergraduates 
encounter in tutorials are highly significant components of their undergraduate 
educational program. 

The term ‘tutorial’ at the University of Toronto is used to identify interactive and 
participatory sessions, primarily led by Teaching Assistants. During these interactive and 
participatory tutorial sessions, Teaching Assistants are responsible for gauging student 
understanding and providing formative feedback, in line with assessment structures and 
guidelines set by the instructor. 

At the University of Toronto, tutorials are categorized primarily according to learning 
objectives and the range and scope of activities that occur within the context of a tutorial. 
The University of Toronto uses the following four categories of tutorials: 

• Discussion-based sessions 

• Skill development sessions 

• Q&A and exam/test/assignment review sessions, and 

• Laboratories/Practicals. 

These activities are not mutually exclusive and it is acknowledged that any one tutorial 
may involve a range of them based on the established learning objectives. The 
categories, however, are intended to denote the primary activity (or activities) of a given 
tutorial. 

Appendix C of the Report of the Joint Working Group on Undergraduate Tutorials (March 
2014) contains a full description of the categorization scheme. 

With an increase in tutorial size beyond the numbers below, TAs should receive 
appropriate training, including appropriate facilitation skills, to accomplish the 
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pedagogical goals for the tutorial. This training should occur in accordance with the 
training guidelines below. 

 

Discussion-based 
sessions 

Skills-based 
sessions 

Q&A and 
exam/test/assignment 

review sessions 
Laboratories/Practicals 

    

Proposed thresholds 

    

will be recommended 
Suggested 

   

by the Lab Safety 
threshold for 

~ 30 ~ 30 ~ 40 Committee taking into 
additional TA 

   

account a number of 
training 

   

criteria, including the 

    

specifics of planned 

    

lab activity.* 
*the University and the Union will meet to discuss the Laboratories/Practicals thresholds 
after the Lab Safety Committee makes its recommendations. 

The University will offer paid training the first time a TA’s appointment includes facilitating 
tutorials in one of the particular categories noted in this document. This training will be 
tailored to the primary activity in the tutorial section(s) that the TA will facilitate (e.g., 
“Leading Small-Group Discussions,” “Effective Q&A Sessions,” etc.). The University will 
also offer paid training when a TA’s appointment involves facilitating tutorials whose 
enrolment exceeds these threshold ranges. Payment for such training shall be as follows: 

(a) Such training may be included within the hours of mandatory training currently 
stipulated in the Unit 1 Collective Agreement for a first appointment. 

(b) If the TA did not receive relevant Tutorial-specific training as part of the 
training for the first appointment, then up to three additional hours of paid 
training may be provided. 

i. One hour of this additional training shall be in addition to the specified 
hours of the TA appointment (but will not be included in the terms of any 
future appointment commitments). 

ii.Up to two hours shall be built into the terms of the appointment. 

Academic divisions and departments are encouraged to plan the tutorial components of 
their undergraduate programs consistent with this institutional commitment. 

The University values the perspective arising from the experiences of members of the 
bargaining unit both individually and collectively, and wishes to engage in dialogue with 
CUPE 3902 with respect to its insights into the ongoing organization of tutorial 
components of undergraduate programs. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: ASSIGNMENT OF SUBSEQUENT APPOINTMENTS 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902 

In many departments a practice has developed of posting all available positions, 
notwithstanding the fact that the Collective Agreement states that the posting and hiring 
criteria provisions do not apply to subsequent appointments. 

Departments will endeavour to fill subsequent appointments as early as practical, giving 
due consideration to the expressed preferences on the part of subsequent appointment 
holders as to the nature of the appointment and the location of same. Whenever possible, 
departments shall not include them in the general posting of available work. The 
University will include this provision when training faculty and staff on the administration 
of the Collective Agreement. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: GRIEVANCE TIMELINES 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902 

The University and the Union agree that the expeditious resolution of workplace concerns 
is mutually beneficial. 

Therefore, the University and the Union will make best efforts to ensure adherence to 
mutually agreed grievance timelines established in Article 15 of this Agreement. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: OFF-CYCLE/LATE/CHANGED PAY INFORMATION 

April 1, 2021 

This letter will confirm our discussion about information provided to the Union regarding 
off-cycle, late or changed employee pay information. The University intends to continue 
providing this information to the Union during the term of the 2021-2023 Collective 
Agreement in the same format as the information is currently provided, unless the 
University in its sole discretion decides to alter the form and/or format of this information. 
The University agrees to provide the Union with two (2) months advance notice of its 
intention to alter the form and/or format of this information. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: TRAINING 

April 1, 2021 

The University will make available to the Designated Authorities responsible for the hiring 
of CUPE 3902 Unit 1 employees the unconscious bias training available to Chairs. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: EMPLOYMENT EQUITY AND ACCESSIBILITY STATEMENTS 
AND THE STATEMENT ON BARGAINING UNIT ELIGIBILITY 

April 1, 2021 

The University agrees to consult with the Union at the Labour Management Committee in 
respect of the employment equity and accessibility statements included on job postings 
and the statement on bargaining unit eligibility included in letters of offer. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: INVIGILATORS, SERVICES TO PERSONS WITH A 
DISABILITY – SHIFT SCHEDULING 

April 1, 2021 

The University confirms that shift scheduling, as it pertains to invigilators, Services to 
Persons with a Disability, will be administered in accordance with the respective 
procedures or practices established by the appropriate accessibility offices. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: INFORMATION TO EMPLOYEES 

April 1, 2021 

The University shall ensure that every bargaining unit employee in the funded cohort 
receives a letter from their graduate unit between August 15 and September 30 of each 
academic year. The letter shall specify in a table the amount of income from the following 
sources, as applicable, for the current academic year: 

• University of Toronto Fellowship (UTF) 
• Other Internal Awards, specified by name, where practicable 
• Research Assistantships and/or Stipends (T4A income) 
• Research Assistantships (T4 Income) counted towards base funding 
• Bargaining unit work counted towards base funding (Teaching Assistant and/or 

Course Instructor positions, accepted or declined) 
• Other T4 income counted towards base funding 
• External Scholarships, specified by name, where practicable (e.g., NSERC, 

SSHRC, CIHR, OGS) 

Graduate units shall include in each such letter the projected schedule of payments from 
UTF, Other Internal Awards, and Research Assistantships and/or Stipends. 

The letters shall further include: the name of the individual, the graduate unit, the program 
of study, the year in the program, the portion of the year covered by funding, the tuition 
and fees for the funded period, and a statement that this letter may be used in support of 
an application(s) for funds available to employees from the Union, including the Trans 
Fund, Survivors Fund, International Workers’ Fund, Childcare Fund, Healthcare Plan 
Funds, Research Assistants’ Fund, Tuition Assistance and Funding Top-Up Funds. 

In the event that an individual in the funded cohort becomes a bargaining unit employee 
after September 30 of a given academic year, the University shall ensure that they receive 



88 

the above described letter from their graduate unit no later than thirty (30) calendar days 
after the start of their appointment. 

Notwithstanding the provisions of Article 28:07 (Letters of Intent), any alleged violation of 
the requirements set out above for providing such letters, including the information 
contained therein, may be pursued under Articles 15 (Grievance Procedure) and 16 
(Arbitration) of the Collective Agreement. 

An employee who believes that the information contained in their letter as set out above 
is inaccurate may avail themselves of the Funding Complaint Process established by the 
School of Graduate Studies. This process normally begins with the complainant raising 
their complaint with their academic supervisor and then their department administration. 
If the complaint remains unresolved, the complainant may provide a written complaint to 
the Dean of the School of Graduate Studies. If the complaint remains unresolved to the 
satisfaction of the complainant at the conclusion of this process, the complainant may 
contact the University’s Ombudsperson. It is understood and agreed that no discrepancy 
or dispute concerning the accuracy of the information contained in any such letter shall 
form the basis of any grievance and that no such dispute will be referred to arbitration by 
the Union. 

To assist Departments in providing the information set out above, the University will 
develop standardized templates that include the minimum information required. It is 
understood that Departments may provide information that exceeds the minimum 
requirements set out above. 

It is understood and agreed that no alleged breach in respect of this Letter of Intent or 
dispute concerning the accuracy of the information contained in any such letter shall be 
relied upon as grounds for delay or non-distribution of funds from the Employee Financial 
Assistance Fund (EFAF) set out in Article 26 of this Collective Agreement. Accordingly, 
no Arbitrator appointed in any dispute between the parties shall have jurisdiction to make 
any award that delays or halts the distribution of funds from the EFAF. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: SGS LEAVES OF ABSENCE 

April 1, 2021 

The parties recognize that employees who are graduate students and who are on an 
approved leave of absence as defined by the School of Graduate Studies’ Leave of 
Absence policy are, in accordance with Article 2, ineligible to work in the bargaining unit. 
Notwithstanding the foregoing, the University will consider the following exceptional 
circumstances: 

• Leaves of absence for serious health problems where the employee provides 
medical documentation to Health & Well-being that is acceptable to the University 
certifying that the employee is able to perform the requirements of their position; 

• Leaves of absence during which an employee has applied for and been granted 
Union Leave in accordance with this Collective Agreement; 

• Leaves of absence for parental leave. 

Such exceptions shall apply only to the commencement and/or continuation of 
employment that has been offered and accepted prior to the employee’s change in status. 
For clarity, graduate students on an approved leave of absence are ineligible to apply for 
and accept bargaining unit employment where the start date of the appointment occurs 
after the commencement of the leave of absence. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: WORKLOAD 

April 1, 2021 

Last Revised: March 4, 2024 

The University and Union agree that during the term of the 2024-2026 Collective 
Agreement, workload will be a standing agenda item at the regularly scheduled 
Labour/Management Committee meetings. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: WORKING GROUP - WORKLOAD 

April 1, 2021 

Last Revised: March 4, 2024 

This letter is written to reflect our discussions about workload for Course Instructors and 
Teaching Assistants during this round of bargaining. 

The University agrees to establish a Working Group comprised of five (5) representatives 
from the University and five (5) representatives from the Union within ninety (90) days of 
the date of ratification of this renewal Collective Agreement to examine workload issues 
and concerns expressed by bargaining unit employees serving as Course Instructors or 
Teaching Assistants. 

The Working Group will make recommendations to the Vice-President, People Strategy, 
Equity & Culture by December 1, 2024, with a goal that approved recommendations will 
be implemented as soon as practicable thereafter. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: SUPERVISORY CONFLICT 

April 1, 2021 

The parties agree that matters of academic supervision are not within the bounds of the 
CUPE 3902 Collective Agreement; however, the University appreciates the good offices 
of CUPE 3902 in ensuring that concerns of which it has become aware regarding 
academic supervision issues are brought forward to the University. 

The Union may raise concerns with the Senior Executive Director, Labour Relations for 
consultation with the Vice-President, People Strategy, Equity & Culture. 

For clarity, this letter does not preclude an employee from filing a grievance in accordance 
with the Collective Agreement, or a complaint in accordance with the University’s 
guidelines or policies. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: EXTENDED PREGNANCY AND PARENTAL/ADOPTION 
LEAVE BENEFIT 

April 1, 2021 

During negotiations for a renewal collective agreement, the parties discussed providing 
bargaining unit employees with paid pregnancy and parental/adoption leave benefits for 
a standard duration of 4-months instead of the current entitlement of up to 4 months set 
out in benefit option A of Article 21:04 and 21:05 depending on the remaining length of 
their contract term(s). The University will provide this as a component of the CUPE 3902 
Unit 1 Health Plan referred to in Article 33 and summarized in Schedule A of the Collective 
Agreement, on the basis set out below. 

The parties agree that for the term of the renewal collective agreement, and ending on 
the day immediately prior to the date of the expiry of the renewal collective agreement, 
the following new paragraph will be added as the 5th paragraph in Schedule A: CUPE 
3902 Unit 1 Health Plan: 

Regardless of which Health Plan an employee enrolls in, all bargaining unit employees 
will be eligible for extended pregnancy/parental/adoption leave benefits as described in 
this paragraph. If an employee who has taken pregnancy or parental/adoption leave 
pursuant to Article 21:04 or 21:05 of the Collective Agreement reaches the end of their 
employment contract, including any employment in the immediately consecutive term as 
described in Article 21:06 of the Collective Agreement, and has elected the pregnancy or 
parental/adoption benefit in option A of Article 21:04 or 21:05 as the case may be, and 
upon the end of their employment contract has not exhausted their entitlement to a 
maximum duration of 4 paid months of pregnancy or parental/adoption leave as described 
in option A of Articles 21:04 or 21:05 as the case may be, the employee will be provided 
with a one-time-only, lump sum benefit payment, in the amount of the employee's pay for 
the amount remaining in the 4-month benefit period, less required deductions. For 
example, if an employee’s employment contract ends following 3 months of paid 
pregnancy leave, they will receive a lump sum payment equivalent to 1 month's pay, less 
required deductions. In no event will an employee who elects option A of Article 21:04 or 
21:05 receive continued monthly installments plus lump sum payment in an amount that 
exceeds 4 months' pay for each eligible pregnancy or parental/adoption leave, less 
required deductions. 

Additionally, the following modifications will be made to the applicable paragraph in 
Schedule A: 

The utilization of the plans shall be reviewed in March, July and November of each year. 
At each meeting, the parties will review the levels of defined benefits, HCSA, and 
extended pregnancy and parental/adoption leave, with the shared intent of adjusting 
benefit levels for the subsequent Plan Year when there is projected under or 
overspending in the plans. Should the level of usage be such that there is an overspend 
in the CUPE 3902 Unit 1 Health Plan in any Plan Year, the overspend will be deducted 
from the CUPE 3902 Unit 1 Health Plan in the immediately following Plan Year. 
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Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF UNDERSTANDING: APPLICATION MATERIALS FOR COURSE 
INSTRUCTORS 

April 1, 2021 

During the 2020-2021 round of collective bargaining, the parties discussed the hiring 
criteria set out in Article 17:03. It was understood and agreed that applicants may only be 
requested to provide supplementary materials if they are used in the assessment of the 
applicants in respect of the stated hiring criteria. 

Applicants shall not be asked to provide reference letters, but may be asked to provide a 
list of references. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: CENTRALIZED JOB POSTING WEBSITE 

April 1, 2021 

During the term of the current collective agreement, the University will transition the 
existing centralized job posting website to the Success Factors platform. In advance of 
the rollout, the University will consult with the Union on implementation and 
communication in respect of the new platform. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: SUSTAINABILITY COMMITTEE 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902, Unit 1 

The University and the Union recognize the importance of protecting the environment and 
promoting environmentally sustainable practices in the workplace. To that end, within 
ninety (90) calendar days following ratification of this Collective Agreement, the parties 
agree to meet to establish a sustainability committee with the aim of exploring initiatives 
and practical measures that address issues related to sustainability, climate change, the 
University’s carbon footprint, and minimizing the unnecessary consumption of resources. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: WRITING FOR TEACHING ASSISTANTS (WIT) PROGRAM 

April 1, 2021 

Chair, Canadian Union of Public Employees, Local 3902 

In recognition of the Faculty of Arts and Science’s Writing for Teaching Assistants (WIT) 
Program, which enhances the instructional skills of Teaching Assistants and 
undergraduate writing development, the parties agree as follows: 

● Lead Writing Teaching Assistants (LWTAs) may be appointed for a period that 
overlaps academic years (e.g. June to April); 
● A subsequent appointment will neither be generated nor fulfilled by an appointment to 
a LWTA position; 
● LWTAs who have completed three (3) LWTA appointments are ineligible to receive 
further WIT program hours; 
● LWTA jobs will be posted and hired for in accordance with articles 17:01 and 17:03. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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LETTER OF INTENT: DEPARTMENTAL TA EVALUATIONS FORMS 

March 4, 2024 

President, Canadian Union of Public Employees, Local 3902, Unit 1 

In the round of bargaining leading to the 2024-2026 collective agreement, the Union 
raised a concern about equity issues arising from comments made on departmental TA 
evaluation forms. The University agrees with the Union that this is a concern, and will take 
steps to address it. 

To that end, the University will, effective the date of ratification, impose a moratorium on 
the use of departmental TA evaluation forms until such time as the University can conduct 
a review and develop a solution. On completion, the University will present the solution 
to the Union in a labour-management committee meeting before implementation. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: DEPARTMENTAL MEETINGS 

March 4, 2024 

President, Canadian Union of Public Employees, Local 3902, Unit 1 

Employees in the bargaining unit shall be included in departmental meetings that are 
open to all staff and faculty. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: FACULTY OF MUSIC – COLLABORATIVE PIANISTS 

March 4, 2024 

President, Canadian Union of Public Employees, Local 3902, Unit 1 

During the 2024-2026 round of collective bargaining, the Employer and the Union 
discussed compensation for preparation time for collaborative pianists at the Faculty of 
Music whose duties include scheduled rehearsal and performance time, and duties 
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related to student dress rehearsals and recitals. The Employer agrees that collaborative 
pianists will be paid one (1) hour of preparation time for every ten (10) hours of work and 
one (1) hour of preparation time for every two (2) hours of rehearsal listed on the DDAH 
form. For clarity, preparation time for collaborative pianists includes time spent at the 
instrument learning and practicing the required repertoire for completion of performance 
and rehearsal duties. 

Furthermore, the Employer confirmed that the current practice of providing subsequent 
appointments in accordance with article 17:06 to Doctor of Musical Arts students in the 
Faculty of Music shall continue. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: JOINT TASK FORCE ON PUBLIC TRANSIT 

March 4, 2024 

President, Canadian Union of Public Employees, Local 3902, Unit 1 

During the 2024-2026 round of collective bargaining the Union raised significant concerns 
about the high cost of transportation in the Greater Toronto Area (GTA), and the impact 
on the environment. The Union expressed their desire for affordable access to public 
transit for bargaining unit employees, and to foster environmental sustainability. 

Within sixty (60) days of the ratification of the renewal Collective Agreement, the 
University and the Union agree to form a Joint Task Force composed of four (4) 
representatives designated by the University, one of which will be the University’s lead 
negotiator in collective bargaining, and four (4) representatives designated by the Union. 
The mandate of this Joint Task Force will be to secure new public transit fare discounts 
for bargaining unit employees to take effect within the first year of this renewal Collective 
Agreement. The parties agree it is their shared goal for such new discounts to be 
significant and sustainable. Options to be explored by the Joint Task Force include, but 
are not limited to, bulk purchasing arrangements with public transit providers in the GTA. 

The University and the Union will seek to secure new public transit fare discount(s) for 
bargaining unit employees of at least 45% of the cost of a TTC post-secondary monthly 
pass. The discount(s) may be obtained either directly from public transit providers in the 
GTA or may include further subsidies passed on to bargaining unit employees. If such 
discount(s) is/are not secured by January 1, 2025, the University will contribute 
$1,000,000 to the Employee Financial Assistance Fund (EFAF) on or before May 15th of 
the 2025 Collective Agreement year. The University will contribute a second payment of 
$1,000,000 on or before May 15th of the 2026 Collective Agreement year if the discount(s) 
described above remain(s) unsecured. For clarity, there will be up to two (2) payments of 
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$1,000,000 in the EFAF pursuant to this letter during the term of the 2024-2026 Collective 
Agreement. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: CHILD CARE BENEFIT PLAN AND WORKING GROUP 

March 4, 2024 

President, Canadian Union of Public Employees, Local 3902, Unit 1 

During the 2024-2026 round of collective bargaining, the University agreed to provide and 
administer a Child Care Benefit Plan for bargaining unit employees for child-care 
expenses incurred effective January 1, 2026. The University and the Union further agree 
to establish a working group within 90 days of ratification of the 2024-2026 Collective 
Agreement. The working group shall be comprised of three (3) representatives 
designated by the University, one of which shall be the Director of Benefits, and three (3) 
representatives designated by the Union. The working group shall determine the Child 
Care Benefit Plan design, including the pool of funds that shall be available for distribution. 
It is understood and agreed that this pool of funds shall not exceed $500,000 per year. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 

LETTER OF INTENT: HEALTH PLAN BLACKOUT PERIOD 

March 4, 2024 

President, Canadian Union of Public Employees, Local 3902, Unit 1 

During the 2024-2026 round of collective bargaining the Union raised concerns about the 
length of the blackout period that applies to the CUPE 3902 Unit 1 Health Plan (“the 
Health Plan blackout period”). The Health Plan break blackout period, which has typically 
been from September 1 to mid-November in each year, exists as enrollment under the 
Base plans (i.e., GSU, UTSU, APUS, SCSU, or PDF plan) needs to be finalized. The 
University and the Union discussed various alternatives and agreed that the Health Plan 
black a period would not extend beyond October 31st in any given year. Where 
practicable, the blackout period will conclude by the middle of October. 
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Furthermore, the University and the Union agreed to form a Working Group composed of 
three (3) representatives designated by the University, of which one will be the Director 
of Benefits or their designate, and three (3) representatives designated by the Union. The 
Working Group will consider improvements to the coordination and administration 
between the Base plans and the CUPE 3902 Unit 1 Health Plan and provide 
recommendations to the Vice-Provost Students where such recommendations relate to 
the Base plans and to the Vice-President, People Strategy, Equity & Culture where such 
recommendations relate to the CUPE 3902 Unit 1 Health Plan. 

Kelly Hannah-Moffat 
Vice-President, People Strategy, Equity & Culture 
University of Toronto 
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