
Memorandum of Settlement 

between 

VANCOUVER ISLAND UNIVERSITY 

(referred to as "the Employer") 

and 

VANCOUVER ISLAND UNIVERSITY FACULTY ASSOCIATION ("UNION'') 

(referred to as "the Union") 

"Errors and Omissions Excepted" 

THE UNDERSIGNED BARGAINING REPRESENTATIVES OF VANCOUVER ISLAND UNIVERSITY, 

ACTING ON BEHALF OF VANCOUVER ISLAND UNIVERSITY (hereinafter called "the Employer"), 

AGREE TO RECOMMEND TO THE VANCOUVER ISLAND UNIVERSITY BOARD; 

AND 

THE UNDERSIGNED BARGAINING REPRESENTATIVES ACTING ON BEHALF OF THE VANCOUVER 

ISLAND UNIVERSITY FACULTY ASSOCIATION (hereinafter called "the Union"), AGREE TO 

RECOMMEND TO THE UNION Local MEMBERSHIP; 

THAT THEIR COLLECTIVE AGREEMENT COMMENCING APRIL 1, 2019 AND EXPIRING MARCH 31, 

2022 (hereinafter called the "new Collective Agreement"), SHALL CONSIST OF THE FOLLOWING: 

1. Previous Conditions 

All of the terms of the 2014-2019 Collective Agreement continue except as specifically 

varied below. 

2. Term of Agreement 

The term of the new Collective Agreements shall be for 36 months from April 1, 2019 to 

March 31, 2022 both dates inclusive. 

3. Effective Dates 

The effective date for all changes to the new Collective Agreement will be the date of 

ratification of this Memorandum of Agreement, unless otherwise specified. 

4. SCHEDULE "A" 

The Employer and the Union agree to the amendments to the new Collective Agreement 

attached to this Memorandum of Agreement as Schedule "A". 

5. SCHEDULE "B" 

The Employer and the Union also agreed to the amendments to the new Collective 

Agreement attached to this Memorandum of Agreement as Schedule "B". 
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6. SCHEDULE "C" 

The Employer and the Union also agreed to the amendments to the new Collective 

Agreement attached to this Memorandum of Agreement as Schedule "C". 

7. Ratification 

The parties expressly agree that, upon the completed signing of this Memorandum of 

Agreement, the parties shall recommend the approval of this Memorandum to their 

respective principals and schedule the necessary meetings to ensure that their principals 

vote on the recommendations. 

This Memorandum of Agreement is also subject to ratification by the Post-Secondary 

Employers' Association Board of Directors. 

Signed thisqj_ day of (jUt(.... 
BARGAINING REPRESENTATIVES 
FOR THE EMPLOYER: 

Patricia Elliott 

Ross MacKay 

David Paterson 

Dan Brydges 

Kamala Haughton 
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BARGAINING REPRESENTATIVES 
FOR THE UNION: 

~1. -- 1 
Laura Suski 

cl-
Chris Jaeger 

Colleen Price 

/ 2 _ ,--------J 
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Neil Mcleod 



SCHEDULE A 

1. TERM OF AGREEMENT- 3 VEAR TERM 

1.2 TERM OF AGREEMENT/CONTINUATION CLAUSE 

This Agreement shall be binding from the April 1, 2019 until March 31, 2022, or until a new agreement is 
signed, whichever is later. The continuance of the increment structure is hereby agreed to by both 
parties. This Agreement may be opened for collective bargaining by either party at any time after 
November 30, 2021, in accordance with Section 46 of the Labour Code of British Columbia (1992). 

2. GENERAL WAGE INCREASES 

Collective Agreement will be updated as follows: 

• Effective April 1, 2019 all wage scales in the collective agreement which were in effect on 
February 1, 2019 shall be increased by two percent (2%)*. The new rates shall be rounded to the 

nearest whole cent or dollar as applicable. 

• Effective April 1, 2020, all wage scales in the collective Agreement which were in effect April 11 

2019 shall be increased by two percent (2%)•. The new rates shall be rounded to the nearest 

whole cent or dollar as applicable. 

• Effective April 1, 2021, all wage scales in the collective Agreement which were in effect April 1, 

2020 shall be increased by two percent (2%). The new rates shall be rounded to the nearest 
whole cent or dollar as applicable. 

•These wage increases shall apply to all current employees who are members of the bargaining unit on 
the date of ratification. Notwithstanding the foregoing, any former employees who worked for 
Vancouver Island University and were part of the bargaining unit between April 1, 2019 and the date of 
ratification must apply to Vancouver Island University within eight (8) weeks of ratification in order to be 
eligible and receive the increased amount as retroactive pay. It is understood that any retroactive 
payments will be processed when practicable, given the current public health issue. 

3. NEW LEAVE: LEAVE FOR DOMESTIC AND SEXUAL VIOLENCE: 

NEW: Article 12.7: Leave for Domestic and Sexual Violence 

Where leave from work is required due to an employee and/or an employee's dependent child 
experiencing domestic or sexual violence, the employee shall be granted leave, in each calendar year, as 
follows and in accordance with Employment Standards Act: 

a) up to 10 days of leave, of which three (3) will be paid and 

b) up to 15 weeks of unpaid leave. 

Leave under (a) or (b) above may be tal<en in one continuous period or intermittently. 
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In the event existing legislation is changed regarding domestic violence leave to provide more than three 
(3) days paid leave, the Employer will provide such leave consistent with the legislation. 

4. AMENDED EXISTING LANGUAGE· COMPASSIONATE CARE LEAVE 

Article 12.8.11 Compassionate Care Leave 

An employee will be granted a compassionate care leave of absence without pay for up to twenty-seven 
(27) weeks to care for a gravely ill family member. For the purpose of this Article, "family member" is 

defined as one of the persons listed in the family Member Regulation, pursuant to the Employment 
Standards Act. Appendix I Family Meffibers for the pmpose of Artiele Compassionate Care Leave i11 the 
EmpteYffleRt SttJRElarfl Act for COR'lpassionate Care Leave. In order to be eligible for this leave, the 
employee must provide a certificate from a medical l;!ractitioner or nurse practitioner stating that the 
ill family member has a serious medical condition with a significant risk of death within twenty-six (26) 

weeks. The emplovee must provide a copy of the certificate to the Employer as soon as practicable, 
upon request. 

An employee who is granted a compassionate care leave of absence to care for a gravely ill family 
member shall be entitled to the benefits as follows: 

i. The employee's benefit coverage will continue for the duration of the compassionate care leave, to 
a maximum oftwentv-seven (27) weeks, and the premium payment shall be on the same basis as if 

the employee were not on leave. 
ii. Where an employee elects to buy back pensionable service for part of all of the duration of the 

compassionate care leave, to a maximum of twenty-seven (27) weeks, the employer will pay the 

employer portion of the pension contribution in accordance with the Pension Plan regulations. 
iii. Compassionate care leave, up to a maximum of twenty-seven (27) weeks, shall be treated as 

continuous employment for the purposes of seniority accrual under this Agreement. 

iv. An employee who returns to work following a leave granted under this provision shall be placed in 

the position the employee held prior to the leave or in a comparable position. 

DELETE APPENDIX I. 

5. PARENTAL LEAVE AND SUPPLEMENTAL EMPLOYMENT BENEFIT (SEB) 

12.10 MATERNITY, PARENTAL AND ADOPTION LEAVE 

12.10.1 Maternity Leave 

Maternity Leave of Absence shall be granted. Whenever possible, a written request, specifying the 
desired period of leave, shou Id be submitted at least ±9-! weeks in advance of the date on which the 
leave is to commence to the appropriate Dean, Director or Regional Campus Principal. The duration and 
other terms shall be decided on an individual basis taking into account individual needs as far as 

possible, but shall be subject to the following general provisions: 
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12.10.1.1 If the leave of absence shull affect part or alt of any semester, the faculty member shall give as 

much notice as possible to the appropriate Senior Administrator, to allow satisfactory arrangements to 
be made for any classes involved. 

12.10.1.2 The leave of absence shall not exceed twelve (12) maAths seventeen (17) consecutive weeks. 

12.10.1.3 The University shalt maintain its share of benefits during the leave of absence, up to a period 

of 5*-ffiEH*-A-s-seventeen (17) weeks. In the event that the faculty member does not return to service at 
the-Unlvef5ity, he/she shall refund to the University an amount equivalent to the University contribution 
to the benefit schemes paid under this article. 

12.10.1.4 On completion of leave, the faculty member shall resume her faculty position without 

disadvantage in seniority, salary, or benefits. 

12.10.2 PareAtal leave 

Nat1:.1ral a11dael&f*lve parents will be entitlea to f'laFeRtal leave. A written request.sF>~A§ Uw desired 
ttefie&.ef lea'ie, should be s1:1bmitted whenever possible at least 1G •.veel~ iA aavance of the date an 
whiefl the lea·+'e is to commence to the appropriate Dean, Director or Regional Campus Principal. The 

leave shall be subject to ti::!~~ 

12.10.2.1 Whenever possible, pareAtal-leave fur instrnet~a»t~clusive of adoF1tioR and 
maternity leave} 5Ra41-not l:Jegin or end Eil:lring a teaching sernester. 

12.10.2.2 Combined maternit•f/parental leave shall not ewceeel fifteen (15~ months for natural mothers, 
and twelve (12) FAonths tor all othei'S. 

12.lQ.2.3 The Universit·; sl=lall n=1aintain its share of eenefits eli,iring the leave of absence up to a period of 
six (6) months. Beyonel-t.ffe-si*'ffi~erioa all eenefits, iRcludiRg the University's share, shall bet-Re 
res13ansibility of tl:ie faculty ffiel'¥\eer. The farnltv member mi,ist make adv-cm~ent to the 
University, to ensure continuous cm1erage. 

12.10.2.4 Uf3&n-eempletion of leave, the faculty member shall resun=1e his/her--f.aa.Htvi3esition witho1:1t 
disadvantage in seniorit'(, salary, or benefits. 

12.10.2.s Parental lea•;e for a natural mother must begin wfien maternity-leave e>q:~ires, unless U~e 
Uni\•ersity· agrees otherwise. Parental lea•Je fer a-RatJdral-fa.~m.i:~Fle:L.-W~m--!~Wf"-~~"-Hlie 

chilel's date of birth. Adoption leave must CGfflme-RC-e-within 52 weeks of the date of aaoption. 

12.10.:2.e In the event that the faculty member Eloes not ret1:1rn to the Uni'+•ersity,-he/sl:le shall rehma 
the arno1;mt of the premiums paid on-#iei~l~ tl:1e University au ring the leave of a13sence. 

H.1Q.:2.7 Whei:e 13eth parents are emplo•1ees of the Uni\'ersity the teta~ eAt+tlement shall not C),ceeQ....t.Re 

twel'ie (12) six (6) months of benefits enti~ement an&+wel'<'e (12} months of leave, fifteen US) months 
41-t-~~~indicated. 
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12.10.2.8 Maternity and Parental/Adeptie»-leaves-s-Aa+l-9e-H:ea.te4*~0At+rH::10-~fM-tlle 
~a5es sf seRioritv accnial and for FRoi.•ement up the salary incr:ement scale f.or the cluration ef such 
~ea-ve.. 

12.10.~~ PARENTAL LEAVE 

Parental Leave of absences will be granted. A written request, specifving the desired period of leave, 
should be submitted whenever possible at least four (4) weeks in advance of the date on which the 
leave Is to commence to the appropriate Dean, Director or Regional Campus Principal. The leave shall 
be subject to the following provisions: 

12.10.2.1 Whenever possible, parental leave for instructional faculty (exclusive of adoption and 
maternity leave} shall not begin or end during a teaching semester. 

12.10 . .a2.-1:~ Entitlement 
Upon written request, an employee shall be entitled to parental leave-a-leav~~ 
up ta twelve (12) eensec1:1tivc meAths in add#i~-aaitory reeiuiremef:I.~. 

12.10.~~.;1,~ Commencement of Leave 

Leave taken under this provision shall commence: 

12.10.~~.~~.1..fuH.Ae-li>if.t.h-m&tfte.f: In the case of an employee who took maternity leave as per clause 
12.10.1 above, up to sixty one (61} consecutive weeks of unpaid leave may be taken, which must 
begin, immediately after the end of the leave taken under the ~~&fmaternity leave provisions 
unless the Employer and the employee agree otherwise. 

12.10.~~.~~.2 for the 8irtl:1 Rither, after the child's birth and within fift't' t·....-o (52) weel~s of the airth. In 
the case of a parent (other than the employee who gave birth) or adoptive parent, up to sixtv-two 
(62) consecutive weeks of unpaid leave may be taken which rnust commence within seventv·eight 
(78) weeks of the birth of the child or the date the child is placed with the parent. 

12.10.l.2.l for aA aefopting 13arent, 1Nithin fift11• t .. ~~eel<s ijfter the ehild is placed wiH1me13areAt. 

12.10.~~.-3~ Benefits Continuation 

12.10.a~.-3~.l The Employer will maintain coverage for medical, e>etended health, dental, group life and 
long term disability benefits for leaves taken under this clause and will pay the Employer's portion of 
premiums. 

12.10.-3~.-3!.2 An employee who returns to work following a parental leave shall retain the seniority the 
employee had attained prior to the leave and shall accrue seniority for the period of leave. 

12.10.-3~.-3!.3 An employee who returns to work following a parental leave, shall be placed in the 
position the employee held prior to the leave or in a comparable position. 

12.10.~~.~!.4 An employee who has taken leave under this provision is entitled to all increases in wages 
and benefits the employee would have been entitled to had the leave not been taken. 
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12.10.~~.~~.5 Where the proposed commencement of the leave or return to work does not coincide 
with the instructional calendar the local parties will negotiate mutually acceptable dates. 

12.10.a~.~~.6 Graduated Return to Work 

Upon written request, an employee on parental leave under Article 20 may return to work on a 
graduated basis. Upon receipt of a request, the-ieta-1-parties will mutually agree to an acceptable 
graduated parental leave return to work plan for the employee. 

12.10.~~.42 Supplemental Employment Benefit {SEB) for Maternity and Parental Leave 

12.10.~i.42.1 

Hfective Decernber 1, 2QQ§, wWhen on maternity or parental leave, an employee in receipt of 
Employment Insurance will receive a supplemental payment added to Employment Insurance benefits 
as follows: 

{a) For the first two (2) weeks of rnaternity leave an eFl'lplayee shall receive ane h1::1nelred percent 
(1QO%) of her salary calculated on her average base salary. 

fbt-.@} For a maximum of fifteen (15) additional weeks of maternity leave the employee shall 
receive an amount equal to the difference between the Maternity Employment Insurance 
b~enefits and ninety-five (95%) of her salary calculated on her average base salary. 

f6i MFor up to a maximum of thirty-five (35) weeks of parental (eave, the biological-mother1 

adoptive or legally recognized parent shall receive an amount equal to the difference between 
the Standard Parental Employment Unsurance a~enefits and eighty-five percent (85%) of the 
employee's salary calculated on her average base salary. 

(d) For u13 ta a maximt1ffl af (37) 'Nee ks of parental leave, the bialogical father or adoptive 
13arent shall receive an amount equal to the difference behveen the fmplo.,.ment lns1:1rance 
benefits and eight·1 five (85%) of the employee's salaPt ealeulateEJ on his or her average aase 

~ 

(c) If the biological, adoptive or legallv recognized parent elects the Extended Parental El 
Benefit, for a maximum of sixtv-one (61) weel<s the parent shall receive the same total SEB 
benefit amount received under article 12.10.2.5.1 (b) when the employee opts for the thirtv­
five (35) week El benefit, spread out and paid over the sixty-one (61) week period. The 
Employer will make this calculation. 

(d} For the two weeks of the leave where no El benefit is paid, the following SEB will be paid: 
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(ii) For employees who are eligible to receive SEB as per clause 12.10.2.5.1 {b) or (c), 
they shall receive eighty~five percent {85%) of their salary calculated on their average 
base salarv. Should there be no waiting period, then the employee will receive eight~ 
five percent (85%) of their salary calculated on their average base salary for the last 
week when no El Is paid. 

(e} The average base salary for the purpose of Article 12.10.2.4~.1 (a) through (d) is the 
employee's average base salary for the twenty-six (26) weeks preceding the maternity or 
parental leave. If the employee has been on unpaid leave for part of the preceding twenty-six 
(26) weeks, then up to four (4) weeks of that unpaid leave will be subtracted from the twenty­
six (26) weeks for the purpose of calculating the average base salary. 

12.10 . .3~.4~.2 

An employee is not entitled to receive Supplemental Employment Benefits and disability benefits 
concurrently. To receive Supplemental Employment Benefits the employee shall provide the Employer 
with proof of application for and receipt of Employment Insurance benefits. 

12.lQ.3,4.3 

If an emf!leyee is elisentitled er disqualified from E:FAj:}IOVR1CAt Insurance maternity or parental benefits, 
the em13loyee shall receive the SUflplemental payment ta the appropriate pereentage less the amol:lnt of 
Emplo·1·ment Insurance eenei'its Urn emploi,1ee would have reeeiveel if EtuaHfied fur Emplavment 
Insurance bensfiK 

6. NEW LETTER OF AGREEMENT: TRIMESTER MODEL 

New Letter of Agreement: Labour Management Sub-Committee on Trimester Models 

The Parties recognize that some Faculties at VIU work outside of the traditional two-semester model. As 
such, the parties agree to form a Labour Management sub-committee to explore the possibility of 
creating a three-semester model for VIU. The sub-committee will be composed of five VIUFA delegates 
and five Administrative delegates. 

The mandate of the Committee is to: 
1. Create a written report on the findings and recommendations of the sub-committee 
2. Identify impacted Collective Agreement language 
3. Examine a range of representative models 
4. Catalogue the challenges and benefits of specific models that may be suitable for VIU 

The committee will create a terms of reference that will govern the scope of their work and provide 
quarterly updates and submit the final report to Labour Management by 
January 31, 2022. 

Article 12.2.7 Vacation for Temporary Non-Instructional Appointments 
Article Heading: Vacation f~-+irne Appointees Vacation for Temporary Non-instructional 
Appointments: 
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fil Temporary appointments for counsellors and librar~a.AS Academic Experience positions shall 

include a vacation entitlement of 20 accrued days"' or 8% vacation pay in the first year of 

employment, 30 accrued days"' or 12% vacation pay in the second year of employment, and 40 

accrued days* or 16% vacation pay in the third year of employment. 

!ll Temporary appointments for teclinicians Instructional Support, Teaching Support and University 

Experience Positions shall include a vacation entitlement of 20 accrued vacation days• or 8% 

vacation pay. 

"'vacation amounts based on full-time work hours. 

Vacatiofl entitlement shall be: 

tl B Vacation pay shall be paid Pttid out on a biweekly basis for contracts of GLo:U'ation appointments 

of less than five months. 

ii) for centracts of at least five months, tl=ie-Yacation entitlement shall be given as time off, aRd any Yn1:1se8 

vacation entitlement '#ill he paie out at the ens of the contract. 

Q1 After the fifth month of continuous temporary employment, upon the request of a temporary 

employee, vacation entitlement can be accrued and shall be used during the term of the 

temporary appointment. Any unused vacation entitlement will be paid out at the end of the 

temporary appointment. 

~ Non-instructional temporary faculty, in at least their third year of employment, shall be entitled 

to professional development time as outlined in Article 12.3.1.1. on a pro-rated basis. 
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7. ARTICLE 10.11.2.3 LIST OF INSTRUCTIONAL DEPARTMENTS 

The fellowing is Ihe list of Instructional Departments that the University and the Association acknowledge 
is maintained on the Human Resources website. Additions, ef deletions ... or changes to this list can only be 
made with the agreement of the Vice-President Academic (or designate) and the Chief Personnel Steward 

of the Association. 

Afts and Humanities 
Creative 1Nriting aRd Jour~alism 

English 

First Nations Studies 

Graphic Design 

HistoP,' 
Interior 9es+g.R 
Meel.ern Languages 
Media Studies 

~ 

Tl:leatre 
Visual Art 
Women's £tuelies 
Eelucatian 
1-lealth and l:iuman Ser'Jices 

Baccalaureate ~ursing 

~ 
Murnan Services 

Child and Youth Care 

Connnl:lnft.y &t1pport \".'orker 
Early Childhood E:ducation and Care 

Social Viiork 

Management 
Accol:lnting 

Economics 

Finance-a-Rel Q1:1antitative Methods 

8. EVALUATIONS 

Article 7: Evaluations 

7.1 PURPOSE OF EVALUATION 

~rul-lity 
Mi3nagement 

Marketing 
Recreatien arul Tourism Management 

Sport Jalealth and Physical E-~oo 
Science and Technelogy 
Biology 
Chemistry 

Computing Science 
Earth Sciences 
Fisheries & i\quaculture 

Forest Pr 
Mathematics 
Ph•1•sics, E-Agineering and Astronemy 
Resource Management Officer Technology 

Social Sciences 

Anthro11ology 

Classics, Philosoph't' and Religio1:1s Stuaies 

CriR1 inology 

Geograplw 

G-le-bal Studies 
3rd Year Liberal Studies Teacl:iing Team 

4th ¥-ear bieeral Studies Teaching Tea FA 

Jle.litical ScieAce 

Psychology 
Sociology 

The overarching purpose of faculty evaluation is to maintain excellence of instruction, and of service, at 

the university. In order to achieve this purpose, several processes are available. 

7 .1.1 TERMINOLOGY 

The following definitions are intended to provide clarity around the terms, and the relations between 

the processes, described here in Article 7. 
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"Formative evaluation": evaluation undertaken with the aim of assessing a faculty member's current 

practice and improving it as deemed appropriate. 

"Summative evaluation": an evaluation, the results of which contribute to a decision regarding 

continued employment. 

"Self-directed evaluation": an evaluation utilizing a tool or process chosen by the faculty member as part 

of his/her ongoing formative evaluation and the results of which go only to the faculty member, to be 

shared only at the discretion of the faculty member. 

"Supervised evaluation": an evaluation, whether formative or summative, the results of which go to the 

faculty member's supervisor. 

7.2 EVALUATION OF NEW REGULAR INSTRUCTIONAL FACULTY 

7.2.1 New faculty shall receive an initial two-year appointment and shall be on probation during this 

period. New regular faculty who have prior experience at VIU performing the duties of their regular 

appointment as limited term contract faculty can, at their request and at the beginning of their regular 

appointment, have that work counted as one year of the probationary period, if that work accumulates 

to 1.0 FTE. With the agreement of the Dean, this abbreviated probationary period can be extended to 

non-regular faculty upon appointment to a regular position. A Supervised Formative Evaluation will be 

completed by no later than the end of the first year or shortly after hire if the faculty member opts for 

the abbreviated probationary period. A Summative Evaluation will be completed by the end of the 

probation period. 

7.2.2 The primary professional responsibilities of the Professor/Instructor are to prepare and to teach 

courses and programs within his or her area of competence, and to tutor, advise and evaluate students. 

As well, all faculty are required to fulfill the following core duties: 

a) maintain posted office hours and be available to meet with individual students at other 

mutually agreed upon times; 

b) provide additional assistance to students in areas such as study skills, academic advising, 

special events, as well as recruitment and admission of students; 

c) remain current in his or her field; 

d) demonstrate participation in professional development and/or scholarly activity; 

e) participate in departmental and institutional activities. 

7.2.3 In their first and second years, a review of performance will assess overall performance based on 

suitability and will include student surveys as well as any of the following in order to assess 

performance: 

a) Classroom observation. The timing of the classroom observations shall be subjected to 

agreement between the faculty member and the Appropriate Senior Administrator. 
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b) Where applicable, interview with students. The students to be interviewed shall be randomly 

selected. The interviews shall be done either individually or in groups of no more than five (5) 

students. The faculty member may send an observer to the interviews. 

c) Review of course materials. 

d) Discussion with Department Chair. 

7.2.4 If in the summative evaluation, the Appropriate Senior Administrator determines that a faculty 

member's overall performance is unsatisfactory, the Appropriate Senior Administrator may invoke the 

terms of Article 7.2.7 or may indicate that the faculty member will be required and assisted to address 

the areas identified in the evaluation as requiring improvement by a development program specifically 

designed for the member. This program, as well as the timetable for implementing it, will be determined 

through a meeting between the faculty member and the Appropriate Senior Administrator. The faculty 

member may elect to invite a VIUFA shop steward or a colleague chosen by the faculty member. In such 

cases, the Appropriate Senior Administrator will Chair the meeting. At this meeting the Appropriate 

Senior Administrator will determine the time of a follow_ up evaluation to determine whether the faculty 

member has been successful in addressing the areas identified as requiring improvement. 

7.2.5 The probationary period for a probationary faculty member may be extended for up to a maximum 

of one (1) year if deemed necessary by the employer for exceptional circumstances. 

7.2.6 If at the end of the two-year probationary appointment or the extended probationary 

appointment the faculty member's performance is satisfactory, then the faculty member will be 

considered to have successfully passed probation. gi•Jen an ongoing appointment. 

7.2.7 If at the end of the two-year probationary appointment or extended probationary appointment 

the faculty member's performance is determined by the Appropriate Senior Administrator to be 

unsatisfactory, the appointment will be terminated. 

7.2.8 Nothing in this provision prevents the early termination of a probationary appointment for reasons 
of professional unsuitability/incompetence. 

NEW Article 7.3: Summative Evaluation of Non-Regular Faculty 

7.3.1 Evaluation of non-regular instructional faculty 

Overall performance of non-regular instructional faculty will normally be evaluated each semester, using 
some or all of the following methods: 

a) Student course surveys. Non-regular instructional faculty members €afl may request that 

student surveys not be used to assess overall performance for courses for which the faculty 

member has already received two or more satisfactory evaluations. Student surveys that have 

been waived for specific courses may resume upon the request of the faculty member or at the 

discretion of the Senior Administrator. 

b) Classroom observation. The timing of the classroom observations shall be subjected to 

agreement between the faculty member and the Appropriate Senior Administrator. 
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c) Where applicable, interview with students. The students to be interviewed shall be randomly 

selected. The interviews shall be done either individually or in groups of no more than five (5) 

students. The faculty member may send an observer to the interviews. 

d) Review of course materials. 

e) Discussion with Department Chair. 

Each semester an appropriate Senior Administrator shall provide the faculty member with a written 

summary of the evaluation that will include an assessment of overall performance as 'satisfactory' or 

'unsatisfactory' . 

.'.f..3. 7.4 EVALUATION OF NEW REGULAR NON-INSTRUCTIONAL FACULTY 

New faculty shall receive an initial two-year appointment and shall be on probation during this period. 

Evaluation shall be carried out using methods appropriate to the particular assignment. Interviews with 

or questionnaires of students, clients and colleagues (where appropriate) and the relevant Appropriate 

Senior Administrator's assessments based on relevant job related activities shall constitute the basis of 

the evaluation process. Whenever appropriate the provisions of Article 7.2 shall also apply to non­

instructional faculty. 

M 7.5 FACULTY SELF-DIRECTED FORMATIVE EVALUATION 

The parties support periodic formative self-directed evaluation of faculty as a means of collective 

collecting valuable feedback in order to continue to provide high quality instruction and service. The 

approaches to periodic faculty self-directed formative evaluation shall be governed by the following 

general principles, applicable to both instructional and non-instructional faculty; 

:;t.4;-l-7.5.1 VIUFA faculty and university administration are committed to formative evaluation and 

promoting a culture of evaluation in a non-threatening environment. 

~ 7.5.2 As this is self-directed formative evaluation, access to and control over information gathered 

in the evaluation process shall remain with the faculty member. 

+.4.-3. 7.5.3 The evaluation process will follow a minimum 3-5 year cycle. 

+A-..4 7.5.4 Faculty members will design their own evaluation process. To accommodate differences in 

work, program, and discipline, a "menu" of evaluation options, including an "other" category, should be 

available for each Faculty, department, or administrative unit. 

~ 7.5.5 The periodic evaluation should not be onerous. 

+.4:6 7.5.6 The faculty member's conclusions based on information gathered from the evaluation may 

inform the faculty member in the design of his/her professional development plan for the following 

cycle. 

7.4rl-7.5.7 As this is self-directed formative evaluation, access to and control over conclusions drawn or 

reports to be made shall remain with the faculty member. No adverse inference can be drawn from the 

failure of the faculty member to report on the results of periodic evaluations. 

7.5.8 Non-regular and Limited Term Contract instructional faculty members may voluntarily participate 

in self-directed formative evaluation. 
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7.6 FACULTY INITIATED EVALUATION 

Nothing in this Article prevents any faculty member from initiating an evaluative process with their Senior 
Administrator. 

New Article 8: Supervised Evaluation in Relation to Professional Concerns of Instructional 
Faculty on Regular Appointments 

(NEW) 8.1 SUPERVISED EVALUATION OF INSTRUCTIONAL FACULTY ON REGULAR APPOINTMENTS 

+.-5.± The Appropriate Senior Administrator may initiate and carry out evaluation procedures for a 

faculty member about whom a professional concern has arisen . 

.:;z..,y 8.1.1 The following procedures will apply to a faculty member for whom an evaluation procedure 

is initiated pursuant to Article +.-5.± 8.1 above: 

a) The faculty member will be advised by the Appropriate Senior Administrator that a 

professional concern(s) has (have) arisen and that an evaluation procedure will be initiated. The 

faculty member will be given a summary description of the nature of the professional concern(s) 

that has (have) given rise to the evaluation procedures pursuant to Article+.&-± 8.1 

b) The Appropriate Senior Administrator will identify suggestions and/or resources which the 

faculty member may access or utilize in an effort to address the professional concern(s) giving 

rise to the invoking of the evaluation procedures pursuant to Article +,.§.._a. 

c) The Appropriate Senior Administrator shall, at the end of the semester in which the notice 

was given pursuant to Article 7.S.2 a) 8.1.1 a) above, consider whether or not the faculty 

member has sufficiently addressed the professional concern(s). If the Appropriate Senior 

Administrator determines that there is no longer any professional concern(s) a Supervised 

Formative Evaluation pursuant to Article Md-8.1.2 will not be required. 

~8.1.2 Supervised Formative Evaluation 

a) Commencing in the semester next following the semester in which notice was given to initiate 

evaluation procedures under Article ~8.1 a Supervised Formative Evaluation will be 

conducted by the appropriate Senior Administrator. The intent of this evaluation is to be 

formative and will identify areas requiring improvement. This evaluation will be concluded after 

two semesters of teaching following the semester in which the evaluation procedures were 

initiated in Article~ 8.1.1. 

b) The supervised evaluation pursuant to Article ~8.1.2 will be based on the professional 

responsibilities outlined in Article 7.2.2 and assessed in accordance with Article 7.2.3. By 

agreement between the faculty member and the Appropriate Senior Administrator, the above 

may be supplemented by compendia of activities compiled by the faculty member and the 

Appropriate Senior Administrator. 

c) The Supervised Formative Evaluation will conclude with a meeting with the faculty member in 

which the faculty member will provide to the Appropriate Senior Administrator a proposed 
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performance improvement plan addressing the areas requiring improvement. The faculty 

member may elect to invite an Association Shop Steward or a colleague chosen by the faculty 

member. This proposed plan shall be reviewed and every effort shall be made by those In 

attendance to provide input to the Appropriate Senior Administrator in the development of a 

performance improvement plan specifically designed for the faculty member, which shall be 

mutually acceptable to the Appropriate Senior Administrator and the faculty member. The 

faculty member shall not unreasonably refuse such agreement. 

MA-8.1.3 Summative Evaluation 

7.S.4.18.1.3.1 A Summative Evaluation shall be commenced in the first semester in which he or she is 

teaching following the conclusion of the evaluation referred to in Article +..-5-d-8.1.2 above. This 

evaluation shall be concluded in the second semester following the semester in which the evaluation 

pursuant to Article .].,..§...3-8.1.2 was concluded. 

7.5.4.2 8.1.3.2 The basis of the Summative Evaluation shall be the same as outlined in Article ~8.1.2 

(b) above. 

7.§.4 .e 8.1.3.3 a) If the Summative Evaluation results in a satisfactory assessment the faculty member 

will continue with his or her ongoing appointment. 

b) If the Summative Evaluation results in an unsatisfactory assessment the faculty 

member's appointment shall be terminated. 

M 8.2 SUPERVISED EVALUATION OF NON-INSTRUCTIONAL FACULTY ON REGUL'\R /\PPOJ.N+MeNTS 

The appropriate senior administrator may initiate and carry out evaluation procedures for a faculty 

member about whom a professional concern has arisen. 

All of Article +.d-7.2.3 shall also apply except for~ 7.2.3 (b). Interviews with or questionnaires of 

students, clients and colleagues (where appropriate) and the relevant supervisor's assessments based 

on relevant job related activities shall constitute the basis of the evaluation process. 

+.7-8.3 SUPERVISED EVALUATION OF NON-REGULAR FACULTY MEMBERS 

A non-regular faculty member may be evaluated at the appropriate senior administrator's discretion-Gf 
~~Ofl the req1:1est of the Program Coordiflator or Department GRair where a professional concern has 
arisen. Evaluation shall be carried out using methods appropriate to the particular assignment (see 
Articles 7.2. an€17.3I appointment. 

New Article 3: Personnel Records, Discipline, Suspension and Discharge 

&-3. PERSONNEL RECORDS, DISCIPLINE, SUSPENSION AND DISCHARGE 

&d-3.1 PERSONNEL FILE 

During normal working hours, and in the presence of a Human Resources Office staff member, 

every faculty member has the right of access to his/her personnel file. 
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~ 3.2 DISCIPLINE 

84.-1-3.2.1 The employment of a faculty member shall not be terminated except for just cause. 

~3.2.2 The President or his designate shall state in writing the facts believed to constitute just cause 

for the disciplinary dismissal of a faculty member. When this statement is prepared, a copy shall be 

given to the faculty member and the Association Steward and the faculty member shall be advised of 

his/her right to seek the assistance of the Association 

~3.2.3 Other Disciplinary Action 

8.2.3.13.2.3.1 Other disciplinary action includes written censures and letters of reprimand. A faculty 

member shall be sent a copy of any such document (at the time of filing) placed on the faculty member's 

personnel file, The faculty member is to provide immediate written acknowledgment of receipt of the 

copy. 

8.2.~.2 3.2.3.2 In response to any such documents placed in a faculty member's personnel file, a faculty 

member shall be entitled to prepare a statement and include it in said file. 

8.2.3.3 3.2.3.3 Upon the faculty member's request, any such document shall be removed from the 

faculty member's personnel file after the expiration of three years or at the end of his/her current 

contract whichever is longer provided there has not been a further infraction. 

~ 3.3 FORMAL MEETINGS & DISCIPLINARY ACTION 

&-3-4-3.3.1 Where the employer arranges a formal meeting with a faculty member which it expects will 

result in discipline, the faculty member wlll have the right to have a union representative present in such 

a meeting. 

8.3.2.1 3.3.2.1 Any alleged non-compliance with Article 8.3.1 shall not render void any disciplinary action 
but will result in a reconvening of the meeting with union representation. If a reconvened meeting 
becomes necessary only the information from the reconvened meeting shall be considered by the 
employer. 

New LOA: Annual Workload Report 

New LOA: Annual Workload Report Form 

The parties agree that it is beneficial to document work performed by instructional and non­
instructional faculty. To accurately record activities related to teaching, institutional or community 
service, scholarly activity, and professional development, the appropriate Supervisor Administrator will 
circulate an annual Workload Report Form to be completed and returned by faculty members by at the 
end of the Instructional PD period (June 15). Completed forms will be retained by the Provost Office. 
The Workload Report Form will be developed through consultation at Labour Management. Workload 
Report Forms will not be used for evaluation and will not be shared outside of the Provost's Office 
without consent from the faculty member. 
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language to correct from changes to Articles 7, 8, 3 and New LOA: 

9.2.2.3 Subject to paragraph 9.2.2.1 and 9.2.2.2 above, additional available temporary work in the same 

department will be offered, on the basis of seniority, to qualified temporary faculty who have 

received satisfactory teaching evaluations pursuant to Article +:6 7.7, provided that, 

notwithstanding articles 9.4.3 and 9.4.4, the additional work will not result in the temporary 

faculty becoming eligible for regularization pursuant to Article 9.4.1. If there are two or more 

temporary faculty with equal seniority, the allocation of available work will be made by a hiring 

committee as per Article 6.4.1.S. For the purposes of this article, externally hired instructors 

holding limited term contract will only accrue non-regular seniority after the completion of their 

first limited term contracts. 

6.6.1.2 This section does not include the elimination of regular faculty members through suspension, 

leave of absence, exchanges, resignations or those circumstances covered under Articles 7 and-& 

~· 

6.6.5.3 The University shall not prepare budgets in such a way that any faculty position or alternative 
position is financially unsupportable for the purpose of bypassing the steps outlined in Article 
84.-±--3.2.1. 

9. ARTICLE 14: PROTECTION OF EMPLOYEES 

14. PROTECTION OF EMPLOYEES 

14.J1 DISCRIMINATION AND HARASSMENT 

The University and the Association recognize the right of employees to work in, and students to 

study in, an atmosphere free from discrimination and harassment. All employees and students 

have the right to employment and equal treatment without discrimination or harassment 

because of the race, colour, ancest~lace of origin, pe-l#ieal belief, religion, marital stat~ 

family status, phvsical or mental disaeility, sex, sexual oFientation or age of that person er 

because that perso11 has been convicteEI of a crimina~or SW¥tmaP/ conviction offence that is 
unrelated to the employment or to the intended emplo•t'ment of that person, race, colour. 

ancestry, place of origin, political belief, religion, marital status, family status, physical or mental 

disability, sex, sexual orientation, gender identity or expression, or age of that person or 

because that person has been convicted of a criminal or summary conviction offence that is 

unrelated to the employment or to the intended employment of that person or membership or 

activity in the Faculty Association. 

14.4.f HARASSMENT 

14.-4.f_.1 Statement of Commitment 

The University promotes teaching, scholarship and research and the free and critical discussion 

of ideas. 
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Unions and employers are committed to providing a working and learning environment that 

allows for full and free participation of all members of the institutional community. Harassment 

undermines these objectives and violates the fundamental rights, personal dignity and integrity 

of individuals or groups of individuals. Harassment is a serious offence that may be cause for 

disciplinary sanctions including, where appropriate, dismissal or expulsion. 

The University has a responsibility under the BC's Human Rights Code and the Workers' 

Compensation Act to prevent harassment and to provide procedures to handle complaints, to 

resolve problems and to remedy situations where harassment and bullying occurs. 

The employer will offer educational and training programs designed to prevent harassment and 

to support the administration of the institutional policies and to ensure that all members of the 

institutional community are aware of their responsibility with respect to the policies. The union 

and employer agree that attendance is required and will take place during compensated work 

time. 

14.-41_.2 Definitions 

14.-4£.3 i-larassment is a form of discrimination that aE111ersely affects tl:le recipient on one 0f 

mere of the prohibitee grounds uAderthe "' Ml:lman Rights Code [R.S.B.C. 1996 c.210f. 

Harassment as defineel above is behaviour or the effect of behaviour, whether i:Hrect or indirect, 

which rneets one of the folloi.·ving cenditions: 

a) is abusive or demeaning; 

~uld be viewed bv a reasof\able person e1(.J)eFienclng the behaviour or effect of the 

l:J.e.1:1.a.i.cieur, as an interference with her/his participation in an instit1o1tienal related ae~Witv; 

~ creates a poisoned en1u1irenment. 

/\s of this date, the grounds protected against discriminatioA by BC's l=luman Rights Coae 

[R.S.B.C. 1996 e.210} are age, race, eo1our, ancestry, ~lace of origin, political belief, religion, 

marital status, phvsical or mental disabilit~·, seic, sexual orientation and, in the case of 

employment, 1o1nrelated criminal convictions. 

Personal Harassment is defined in the VIU Personal Harassment Policy as: 

a) Behaviour that generally involves a course of conduct directed towards a specific person 

or persons which serves no legitimate educational or work related purpose; and, 

b) is known, or ought reasonably to be known, to have the effect of creating an 

intimidating, humiliating, offensive or hostile educational or work environment. 

A single incident, when sufficiently serious, may be considered personal harassment. 

The performance of assigned job responsibilities, including evaluation or supervision, 

exercised in a fair and reasonable manner shall not constitute personal harassment. 
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14...4.f_.4 

reasonably to l<now-that--tfle-fle-Raviour is unwanted er unwe1tfl.fflej--afl9 

a+ ~feres with another person's paF~iapation in an instit1:ltioo-r.e1ated activity; or 

b) leads-ta-er implies employment, or academ+ettUy related consequenees-fer the person 

harassed; of 

E}-wfHch creates a poisoned environmenf.:. 

Sexual harassment is defined in the VIU Sexual Misconduct Policy as vexatious comments and/or 

conduct that is sexual in nature, offensive, intimidating, or humiliating, and is known or ought to 

be known to be unwelcome. Sexual harassment also includes a reprisal or a threat of reprisal for 

the rejection of a sexual solicitation or advance. 

14.4J_.5 Procedures 

14...41,.5.1 VIU -baea-1-lnformal Processes 

Where +!he .P2arties agree that the lo~ are mutually agreeable, they may first 

attempt to use VIU le€al policies or processes to resolve complaints of harassment and sexual 

harassment prior to accessing the following procedures in Article 14.41,.5.3 Mediation and 

14.4.5 .4 Investigation. 

14.-4f..5.2 Right to Legal Counsel 

The union is the exclusive bargaining agent for the bargaining unit employee and as such has the 

exclusive right to represent the employee in all matters pertaining to their his/her terms and 

conditions of employment, including matters that may lead to discipline by the employer. An 

individual bargaining unit employee has no right to be represented by legal counsel during an 

Article 14.-46 investigation involving an allegation of harassment. 

14.-41,.5.3 Mediation 

When a complaint is received by the employer involving an individual covered by this collective 

agreement, the -le€al parties wili may initiate a mediation procedure at the bargaining unit level. 

=l*le mediation process is the recommended avenue of re~{:ft.iefT. 

Consensual mediation will require the agreement of the complainant and the alleged harasser 

to use the following process: 

a) the ~&Ea-I parties will discuss the nature of the complaint and agree upon who will conduct 

the mediation; 

b) the mediation process and resolution will be kept strictly confidential by all participants; 

c) where a resolution is reached, the complainant and the alleged harasser must agree in 

writing to the resolution and the matter will then be considered concluded; 

4) there will be no record kept of the mediation except the written agreed resolution. wUl-he 

placed on an emplovee 1s file. The written resolbltion will 13-e removed from tt1e emplo·;ee's 
file after twelve (H) menths 1;1nless there has been a su9sequent complaint-et harassment 
against the empleyee-vvithin the twelve (12) month pefia4 
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14.-4~.5.4 Investigation 

Complaints by VUIFA employees that do not proceed through a local policy, should be filed in 

writing with the Director, Diversity. Equity and Human Rights, normally within twenty (20) 

working days of the most recent incident of personal harassment or of failure to resolve the 

issue through the informal resolution process. The Director, Diversity, Equity and Human Rights 

or Administrator will provide the respondent with a copy of the written complaint. 

~ eitheF the complainant OF alleged harasser does not agree to meEiiation 1 or no Fesol1::1tion 

Is reached during the mediation, the complaint If the complaint is not resolved at the mediation 

stage, then it will be referred to an agreed upon investigator. selected from a list of investigators 

anEl agreed upon !.Q b·1 the local f!J3Fties. 

An investigator will be appointed within ten {10} working days of referral. 

Where the local parties are unable to agree on a list of investigators, JADRC will determine a list. 

+he referral should, where possiale, include a written statement from the complainaRt and the 

a~leged harasser vvhich succinctly outlines the issueis) in disp1o1te. The referral will, where 

possible, include a copy of the complaint and any written response. The referral should be 

assembled by the Institution and forwarded to the Investigator with a copy sent to the union(s). 

The appointment of an investigator does not preclude an investigator from recommending 

mediating the dispute where posslble up to the time of submission of the Investigator's report 

to the local parties pursuant to Article 14 .. 4,?..5.S(a) below. 

Any complaint of harassment will be kept confidential except as is necessary to Investigate and 

resolve the issue. Investigators will stress the confidentiality of the Investigation with the 

person(s) interviewed. 

14.-4.f..5.5 Terms of Reference of the Investigator 

a) The primary purpose of the investigator will be to make findings of facts. ascertain facts. 

b) All persons quoted in the investigation will be named by initials. 

c} The complete report of the Investigator will be given, in confidence, to the union(s) and the 

employer. It is the responsibility of the employer to forward a copy of the report to the 

complainant and the respondent. The employer will state, in a covering letter, that the report is 

confidential. The report should refer to individuals involved by initials only. However, a key will 

be provided to the employer and the union(s) for internal use. This practice should be repeated 

at any subsequent arbitral proceeding. Upon consultation with the union, the employer may 

redact information from the forwarded report if the release of that information would violate 

the personal privacy of individuals. 

~t ae introduces as evielence or have standing in afly arbitration, or other 

legal f!Jrocedure. This does not preek:fde the parties from reaching an !'.greed £tatcment of r=act 
eased upon facts in the report ifl preparation for an arl:>itral proceeding. 

~eliante an Report ofTh-ird Party Investigator 
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G.e-Ar-fiele 1VLS.S (d), an institt:men is entitled to rel~· on t-Re faet of mediation or the 

i:e130rt of a third party investigator as evidenee that ma'l mitigate ~eGiAg 

t-Aat follows receipt of the third 13~, 

The emfillO','er is entitleel-te--r~ly on the investigaffir's report as evidence that it aetcd in gooa 

faith in any disciplinary..action that it undertool< follev#ng receipt of the tl:li~ 

investigator's repor~-wflerc the issue of good faith is raised by a griever or the union. 

f) The investigator v.•ill not be compellab~e as a witness in anv arbitratien or other lega~ 

proced1,ire which may res1:4lt from the irwestigation. 

gjQl The investigator will conclude her/his their worl< within twenty (20) days of appointment 

and will render a report within a further ten {10) days. These timelfnes may be extended if 

deemed appropriate by the 4e6H parties. If a disp1:4te arises with respect to the eMtensien, the 

matter will be referred te-JAQRC. If requested by the investigator, the employer will provide 

meeting space and contact information about persons to be interviewed. 

-Rf tl The investigator may-should, as pa rt of her/his their report, make findings in relation to 

possible breaches of VIU policies. mal<e recemmendations for resol1:1tion of the complaint . 

.j.}-fl The investigator's report will not be placed on an employee's file. 

14.-42,.6 Findings 

14.-4i.6.1 The employer will make a written determination based upon the findings faets of the 

investigation and recommeneati~~ within ten (10) working days of the receipt of the 

Investigator's report. If necessary, this timeline may be extended by mutual agreement between 

the local parties. 

14.4.G.2 The determin~ 

a) state tl=~e ilction(s), if an·1, to be talwA or required b•,• the etnpleyef-; 

b) inclYde, wl:lere appropriate, a statement of exoneration. 

14.-42_.7 Rights of the Parties 

14.-42,.8 

Should a complainant file a complaint under the provisions of the Human Rights Code, section 

25 of the Human Rights Code will apply._ it is l:jnderstoed that the Human Rights Gode complaint 

will be set aside ~ntil sYch time as the procedures under this /\rticle have been completed. 

\Aihere an allegation includes beth complaints ~mder the Mw=nan Rights Code and a 13ersonal 

h;;irassment cemplaint, the local parties may agree to have the-lm•estigator investigate all of the 

~laints, in order to relieve against expense and duality of 13r0Ee£S. 

The above noted procedure does not restrict 

a) The employer's right to take disciplinary action; 

b) The union's right to grieve such disciplinary action or to grieve an alleged violation of this 

Article. 

14.4.9 +he report of the investigator may-Be used in the developmen~of an Agreed Statement af Fact 

ter aA arbitr-al proceeding. 
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11.4.10 14.-42.9False Complaints, Breaches of Confidentiality and Retaliatory Action 

Frivolous, vexatious or malicious complaints of harassment or breaches of the confidentiality 

provisions of this clause or retaliation in respect of a complaint may result in discipline. Should 

retaliation be alleged following the filing of a complaint, an Investigator may deal with that 

allegation and make a finding, 

The~ parties will meet as necessary to facilitate the administration and other aspects of the 

application of this Article including issues arising under Article 14.4.U 14.-42.llbelow. The local 

paFtie-s may refer any differen€es over the adffiinistration or application ef this Article to JADRG 

fer resolution. 

14.4.12 14.-42.11 Relation to Other Agreements Where a complaint under Article 14.-41_ involves 

individuals who are covered by another collective agreement the local parties will meet to 

clarify and agree upon a procedure. 

10. ARTICLE 10.7: EXPERIENTIAL LEARNING AND CO-OPERATIVE EDUCATION ARTICLES/LOA 

10.7 INSTRUCTIONAL FACULTY INVOVLVED f:MPbOYm IN CO-OPERATIVE EDUCATION 

10.7.1 The University recognizes that the nature of instruction in Co-operative Education programs 

differs from the normal delivery of academic programs. 

10. 7 .2 De13Urtments and progra FAS which contain co operative education components sha II collaeorate 

with the IJniversit·f's co operative education office to ensure uniformity of standards. The University 

supports shall ensure that a high level of consultation and cooperation ae ffiaintained during 

development and implementation of t-Re-5€ Cooperative Education programs between the departments 

and the Centre for Experiential Learning Co op l!-dttcation office. 

10. 7 .3 While faculty members in Co-operative Education programs may be required to teach or 

supervise co-op positions three semesters a year, under no circumstances shall a Professor/Instructor be 

required to accept an instructional assignment (workload) which otherwise differs from the provisions 

stipulated elsewhere in this Collective Agreement. 

10.7.4 Faculty members shall not be required to teaEh or supervise assigned co-op positions in more 

than six semesters in any three-year period commencing on September 1 of the first year of this period. 

10.7.5 No faculty member shall be denied a two-month summer vacation period, if requested, after 

being obligatea voluntarily working the to 1...-orl' a previous summer. 

10.7.'3 r:or faculty members who are requires to teach or super'lise co op positie»s in three ceAsecutive 

semesters, vacation ane rirofessional development time shall accrue. This v.ac..a«on and f>rok!ssi&Ral 

#me shall be granted withi-A ti-le t\.velve ment~d following the conc~sion of the third s@ffiester. 
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10.7.8 Co-op placement monitoring consists of developing, maintaining, and nurturing work-term 

placements for students, and assisting students in obtaining these placements (writing resumes, job 

interview skills, setting up interview schedules, etc.L 

ARTICLE 10.8 (NEW} FACULTY IN THE CENTRE FOR EXPERIENTIAL LEARNING 

10.8.1 Faculty in the Centre for Experiential Learning (CEL) specialize in work-integrated learning 

education. faculty in CEL facilitate planned, practical, educationally purposeful experiences in 

professional and community-based settings, which align with students' academic and career 

goals. 

10,8.2 CEL £20sitions are currently classified as 'hybrid positions' in that the responsibilities and the 

workload of the position combine aspects of more than one category of position as outlined in Article 

4.2 

10.8.3 Salaries for faculty in CEL will be determined based on Article 11.4.2.3. 

10.8.4 The workload allocations in CH shall be reviewed annually by the appropriate senior 

administrator in consultation with the department to ensure a fair distribution. 

10.8.5 All regular full time faculty in the Centre for Experiential Learning shall receive a vacation 

allotment consistent with 50/50 split between Articles 12.2.1 and 12.2.6, regardless of their actual 

workload. Variations in workload from academic year to year will not impact the 50/50 split. 

10.8.5.1 Vacation allotment for Regular Part-time faculty and temporary faculty in CEL will be prorated 

based on their initial workload for the current academic year. 

10.8.6 All regular full time faculty in the Center for Experiential Learning shall be entitled to fifteen (15) 

days of professional development time consistent with 50/50 split, regardless of their actual workload. 

Variations in workload from academic year to year will not impact the 50/50 split in professional 

deyelopment time. 

(NEW) Article 11.4.2.3: 

11.4.2.3 Notwithstanding the foregoing, all regular full time faculty in the Centre for Experiential 

Learning shall be paid on the F2 scale for at least 50% of their total workload. 

(DELETED) WA 14: El(periential Eal:lcation Faculty In St1:1dent Affairs 

~R 01= /•,GREEMENT #14: EXPERIENTIAL H>UGMION FACULTY IN STIJ9ENTAFFAIRS 

::r~~e fact that ExperieRtial E€1ttcation is in reaevelepment and 

revitalizat:ien at VIU; and that the faculty members imolved in delivering the seRfiees in Student /\ffai-i:s 

who are curreAtly aesignates as Cooperati'.'e eeucation fac1:1lt}', MBA h:iternship Coordinators and Careef 

Centre faC1:Jlty 'Nill l:le affected ey tl:ie cl:iange. The transition to Experiential Edto1€atien '#ill cl:iaAge tl:ie 

natl:lre of the '#orl< assigneEl to these facultv me me~ 
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+he parties •.vii I meet on or eefore June 15 of each vear to menitor the shift of •. .,.erk, res1:1lting in mere 

worl< paid at the F2 salar~le-,. 

~g the IJniversit'l approves fundingto redevelop and revitali2e-~~ential Ed1:1cation1 a minimum 
25% of total wori<loas '"''ill e~ensateEl en the F2 salaP,' Scale by August 1, 2016. The parties agree 
that a minim1:1m of 50% of total 'Norkload will be compen-sateEI on the F2 Salary S:cale ay AugHst 1, 2017. 

11. MEDICAL SERVICES PLAN OF BC 

Article 13.3 Benefit Provisions 

a) Basic Medical Insurance llneer the British Columbia Medical Plan, subiect to Plan provisions. 

Premiums are 100% employer13aiEl. 

(Only (a) removed] 

New LOA: Medical Services Plan of BC 

The parties recognize that the method of funding MSP has been changed from an individually paid 

premium system to a system funded by an employer paid payroll tax. 

If the government, at any time in the future, reverts to an individually paid premium system for basic 

medical insurance, the parties agree that the employer will pay 100% of the premium for employees on 

the same basis as exists in the 2014 - 2019 collective agreement." 

12. NEW LOA: IT DEPARTMENT POSITIONAL~BASED PAY PILOT PROJECT 

The parties recognize the unique nature of IT work within the VIUFA bargaining unit may benefit from 

the creation of a specialized compensation model. The compensation rates include Labour Market 

Adfustment as reflected in the 2018 IT Mid Contract Modification, dated March 20, 2018: 

The Parties agree to the following: 

1. The current Fl Scale, incorporating the Labour Market Adjustments where applicable, will be 

the basis of a six level pay scale (Pay Bands A-F, set out below). All current and identified 1T 

positions will be placed at each approgriate Pay Band. 

2. Each Pay Band will have four progressive steps. Each step is a percentage of the current job rate 

(see below Pay Bands A·F); 

a. Step 1 will normally be used for new hires who meet the posted qualifications of the 

position. 
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b. A full time IT faculty member can normally eicpect an annual step increment on the basis 

of experience, as per Artlcle 11.8. 
c. Temporary employees with initial appointments of less than five months will be paid at 

75% of the job rate. Temporary employees who are extended beyond five months will 

receive Step 1. Such employees are not subject to postings and can be filled at the 

discretion of management. as required. Upon request, VIUFA will receive a report on 

the number, duration. placements and reasons relating to these positions. 

d. Temporary employees with appointments of more than five months will be paid at Step 

li 
3. Temporary employees with initial appointments of less than five months are intended for short-

term use in covering vacancies or unanticipated leave backfill. 

4. Regular part-time IT faculty will advance through the steps proportional to their appointment. 

5. Step increments will be effective on the first day of the pay period following the date in which 

the IT faculty member accrued 1.000 FTE in the position they currently hold. 

6. Credentials earned after the hire date will not be considered a reason for a step increment. 

7. Current IT faculty members will be placed on the appropriate step based on the number offull 

time years In the position. If the new step of their position Is less than their current salarv, they 

will be placed at the next highest step. If their current rate exceeds Step 4 in their Pay Band they 

will maintain their current job rate and not be eligible for general wage increases. Tt1eir 

increment date will remain the anniversary date when they started in the position. 

8. When an IT faculty member is promoted to another position within IT, either permanen1!::i....Qr 

temporarily, the faculty member wilt be placed at the next step on the new position's pay scale 

that is closest to their own without a reduction in pay. 

9. When an existing faculty member is assigned to or posts into a lateral position within their 

current group, the faculty member's step or increment date will not change. 

10. New positions created in IT will be placed on the appropriate Pay Band after consultation with 

VIUFA. 

11. All general wage increases will apply to only the job rate (Step 4 of the Pay Band). Steps 1 to 3 
and the temporary rate will be recalculated from the increased job rate. Bargained salary 

increases will not change the faculty member's increment date. 

12. Any layoffs in the IT department will occur at the departmental level. as per the Collective 

Agreement. 

13. This pilot will be effective from the date of ratification of the 2019-2022 VIUFA-VIU collective 

agreement. 
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VIUFA IT Group F 

Step 1 (85%) 

Step 2 (90%) 

Step 3 (95%) 

Step 4 (current step F1-11) 

Senior OBA 

VIUFA IT Group E 

Step 1 (85%) 

Step 2 (90%) 

Step 3 (95%) 

Step 4 (current step Fl-11) 

Senior Web Analyst 

Senior Programmer Analyst 
Senior Networl</System 
Analyst 

VIUFA IT Group D 

Step 1 (85%) 

Step 2 (90%) 

Step 3 (95%) 

Step 4 (current step Fl-11} 

Programmer Analyst II 

System /Network Analyst 

Web Developer 

VIUFA IT Group C 

Step 1 (85%} 

Step 2 (90%} 

Step 3 (95%} 

Step 4 (current step F1-11) 

OBA 
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Pay Band 

+ LMA ($20,000) 

s 78,775.45 

s 83,409.30 

s 88,043.15 

s 92,677.00 

Pay Band 

+ LMA ($14,000} 

s 73,675.45 

s 78,009.30 

s 82,343.15 

s 86,677.00 

Pay Band 

+ LMA ($7,500) 

s 68,150.45 

s 72,159.30 

s 76,168.15 

$ 80,177.00 

Pay Band 

+ LMA ($7,000) 

s 67,725.45 

s 71,709.30 

s 75,693.15 

s 79,677.00 



VIUFA IT Group B 

Step 1 (85%) 

Step 2 (90%) 

Step 3 (95%) 

Step 4 (current step Fl-11) 

Technicians 

VIUFA IT Group A 

Step 1 (85%) 

Step 2 (90%) 

Step 3 (95%) 

Step 4 (8) 

Programmer Analyst I 

Pay Band 

$ 

s 
s 
$ 

61,775.45 

65,409.30 

69,043.15 

72,677.00 

Pay Band 

$ 
s 
$ 
$ 

52,284.35 

55,359.90 

58,435.45 

61,511.00 

13. NEW ARTICLE 10.9: ACCESS SERVICES AND COUNSELLING 

10.9 Access Services and Counselling 

1. The University recognizes that the services provided by Counselling and Access Services have a wide 
impact on the University community. 

2. Given the fluidity and complexity of activity In Counselling and Access Services, workload will be the 
subject of ongoing consultation between faculty and administration. 

3. The University recognizes the importance of maintaining staffing to ensure consistency and continuity 
of service levels. Where possible. leaves will be replaced in a timely manner. 

[NOTE - Not to include in CA language: VIU agrees that the new job title for those VIUFA members 
currently working in Disability Access Services, formally called Advisors, should be "Access Specialist"] 

14. MULTI-CAMPUS TRAVEL AND HOME CAMPUS DESIGNATION 

10.S MUL Tl-CAMPUS TRAVEL 

Professors/Instructors may be required to teach a course or courses in one or more of the communities 
in the University region. 
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Professors/Instructors required to teach at least one day per week at Powell River, amt whose home 
campus is not Powell River, NaAaimo, Cowichan or Parks•Al.le shall receive a stipend of $1,500 for each 
semester in which they teach at Powell River. 

Effective August 1, 1989, a~ Professor/Instructor whose home campus is Nanaimo,-and is assigned to 
teach two consecutive semesters and commutes not less than two days per week to the 
Cowichan Campus, shall receive a stipend of $500-on the commencement of the second semester. 

This stipend shall apply in reverse where the home campus is Cowichan. 

The Employer shall consider applying such a stipend when a Professor/Instructor is required to teach 
away from their home campus at a location that is not an above mentioned VIU campus. 

6.5.3 HOME CAMPUS 

Within this agreement home campus shall refer to the campus at which a regular or limited term 
contract faculty member was originally appointed to undertake the majority of their his/her designated 
duties. The designation of home campus may be changed with consultation with the member.~ 

faculty member may !:lave his/her home campus cha Agee only on the consent of that faculty rnember 
and agreement ef the appropriate Senior /\.elmiAistrator. The Chief Personnel Steward of the Association 
shall be informed of any transfer of home campus prior to that transfer. Compensation for transfer of 

home campus shall be as stated in Article 6.5.4. 

15. 14.14 ACADEMIC FREEDOM 

14.14 ACADEMIC FREEDOM 

Society benefits from the search for knowledge and its free exposition. Academic freedom is essential to 
both these purposes in the teaching function of the University as well as in its scholarship and research. 
There shall be no infringement or abridgement of the academic freedom of any faculty member. Faculty 

members are entitled, regardless of prescribed doctrine, to freedom in carrying out research and in 
publishing the results thereof, freedom to produce and perform creative works, freedom of teaching 
and of discussion, freedom to criticize the University and freedom from institutional censorship. 
Academic freedom does not require neutrality on the part of the individual. Rather, academic freedom 
makes commitment possible. Academic freedom carries with it the duty to use that freedom in a fair 
manner consistent with the scholarly obligation to base research, criticism, and teaching on an honest 

search for knowledge. 

16. LOA 11: COLLECTION OF INFORMATION ON SCHOLARLY ACTIVITY 

LOA: Collection of Information on Scholarly Activity 

This Letter is written in coRsiaeration of the fact that the Vancocwer Island University.4s ey an Ac:t of the 
BC Legislat1::1re a speEia~ f:IUrpose teaching 1:1ni~ith no workload provision to its faculty ffiemeers 
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for research; tlolat fan11ty members may lile eAgaeeel..ffi...researel"I ar:id scholarl•1 aclivity that is in e>1cess ef 
wltlat may-be FeEt~JireEi as f'lart of thek-werklead at VIU; anEI U:iat s1:1cl:t aet+vft,y may nen@#le~e-ss-Be 
~le¥ant \e accresitatien-preee.£seH0Hheir der:iartment or pregi:am. In consideration of the abo>Je, The 
parties agree that disclosure of a faculty member's research and scholarly activity may be requested 
from the faculty member by the Employer for the purposes of accreditation, program approval, program 
promotion, or for statistical purposes. The purpose(s) of the disclosure will be stated in the request, and 
the information obtained thereby will be used only for the purpose(s) for which it was obtained. 
&f'lecifieally, s1:1el=I iAfen.:i:iatior:i cannot 9e 1:.1seEI as a ba-sis f-or l'lfeFessienal eeneern. This Letter ef 
Agreement Glees net impose lin:1ita-t-iens eA a Dean's ability te eval1:1ate a far::~lty meFAliler-fer failing to 
remain current in the+H-ie*h 

17. GRADUATE ANO UNDERGRADUATE PROJECTS 

10.2.1.2.4 Supervision of Student Research Proiects ;~elent Research Projea 

With the permission of the Dean and the Department, a faculty member may supervise a student 

research project. A faculty member who supervises a student research project, including graduate 
student research projects, shall be credited with 1/64th of an annual workload for a three-credit course, 
or l/32nd of an annual workload for a six-credit course, for each student research project. 

Faculty receiving stipend instead of workload will receive a payment equivalent to the above workload 
credit per graduate student research project. 

A faculty member who is the primary supervisor of an undergraduate honours theses project, excluding 
classroom delivery, shall receive a $500 stipend. 

18. NON-INSTRUCTIONAL REGULARIZATION 

9.4.1.1 Eligibility Requirements 

9.4.1.1.3 Temporary Non-instructional Faculty 

A temporary non-instructional faculty member shall be entitled to be converted to regular status when 
the temporary faculty member has worked an average non-instructional workload of at least fifty 
percent {50%) in each year in the immediately preceding two (2) year period, provided: 

a) There is a reasonable expectation of ongoing employment for which the faculty member is deemed 

qualified at a workload of not less than fifty percent (50%) of a full-time workload. 

b) The evaluations of the faculty member during the two (2) years preceding regularization have been 

deemed satisfactory. 

c) This provision applies to temporary non-instructional faculty hired after April 1. 2020. 

d) If non-instructional workload becomes unencumbered within 60 calendar days of the end of the 

two (2) year eligibility period, the University will have up to 60 calendar days from the date that 

work becomes unencumbered to make a determination on the conversion of the faculty member 
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to regular status or to post a vacancy. The University will so notify VIUFA. 

e) The regularization shall be effective upon the date that the faculty member has satisfied the two 

year eligibility period. 

19. 12.3.3 WAIVER OF TUITION FEES FOR UNIVERSITY EMPLOYEES 

12.3.3(b) Waiver of Tuition Fees for University Employees 

b) Eligible* employees will be allowed to enroll in one non-credit or part-time Professional 

Development and Training course per term, at no cost, subject to procedures developed by 

VIU. which •.viii be set from time to time b•t Professional Develo1=1mer:it and Training. 

"'Eligible employee means a faculty member who is employed for a minimum of three months 
and only during the period of employment. 

20. CATEGORIES OF EMPLOYEES PACKAGE 

4. CLASSIFICATIONS OF EMPLOYEES AND CATEGORIES OF POSITIONS 

4.1 CLASSIFICATION OF EMPLOYEES 

For the p1:1r~ase of identificatioR within this agreement ORiy, Ow terms "Regular Factilty 

Melflber", "Tem13orary Facl:llty Member" aREI "Limited Ten'l'l Contraet lnstr1:1etors11 are defined in 

Articles 4.1.1, 4 .1.2, anEI 4 .1.4, and Hie primary areas ef resi:mnsibility of the "Professor", 

"Instructor" and "NoA instnrnlional Farnlty Member" are set out in Articles 4.2.1ane4.2.2. 

4.1.1 Regular Faculty Member 

4.1.1.1 The term "regular" shall refer to ~faculty member with a.o. renevt'al:lle wntractual ongoing 

appointment of one year or mere. Reg1:1lar full time fac1:1lty are tl:lose witl=l original 

appointrAer:its er s1:1l3sequent appointments witl:l mwtual agreement of the University ani:j tl'le 

faculty member specif:ying a~blll tilfle worldead. Regular 13art time faculty are those 'J>'itA original 

af>pointments or subsequeAt appeiAtments with mutual agreemeAt of the Unii.cersity and the 

faculty memeer speeiJtyiRg-foss than a full time vJorldoaEI. 

4.1.1.1 4.1.1.2 References to regular faculty in this collective agreement include regular full-time and 

regular part-time faculty unless either Is specifically mcceptea identified. 

4.1.1.2 ~The position title for regular instructional faculty shall be "Professor/' Non regwlar 

instructional faculty shall Eie refEmed to as 11lnstructor." 

4.1.2 Temporary and Non-Regular Faculty Member~ 

A Hemporary and non-regular faculty member~ wft.A have an appointment that is not ongoing 

and includes an end date. of one year or less where the work 9ees Rot form a limited term 

Eentract. 
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4.1.2.1 Non-Regular Instructional faculty members have position titles of either Limited Term Contract 

Instructors or Temporary Instructors. 

fil 44...4 The term "Limited Term Contract Instructor" shalt refer to i!. faculty member with an 

appointment to an instructional position for a period of time of one (1) semester or greater and 

equal to or less than three (3) consecutive years in duration that replaces a regular faculty 

member. 

b) The term "Temporary Instructor" shall refer to a faculty member with a term appointment(s) 

to an instructional position. 

4.1.2.2 4-4-4.4 Unless otherwise stated, conditions that are applicable to "Instructors" or "non-regular 

faculty members" will apply to "Limited Term Contract" and "temporary" Instructors. 

4.1.3 Full-Time Faculty Member 

Full-Time Faculty members, either regular or non-regular, are those whose appointment(s) 

specifies a full-time workload or 1.0 FTE per academic year. 

4.1.4 Part-Time Faculty Member 

Part-time faculty members. either regular or non-regular, are those with an appointment(s) that 
specifies a workload less than 1.0 FTE per academic year. 

4.2 lN~TRUCTIONAL /i,N&-NQN INHRUCTIONl\b l!MPLO¥EES CATEGORIES OF VIUFA POSITIONS 

[NOTE: Deletion of all existing 4.2 language. Replacing with language below) 

4.2.1 Instructional Positions 

4.2.1.144,.l_The primary responsibilities of ~he Professer/IAstrwetef instructional faculty are to prepare 

and le teach courses and programs within their tlis/Fier area of competence, and to tutor, advise and 

evaluate students. Responsibilities of Professors and LTC Instructors include service and scholarly 

activity. 

4.2.1.2 Salaries for Regular Instructional 119sitions and LTC Instructors are determined by Articles 11.4.1 

and Appendix C. Temporary Instructional positions are paid based on Article 11.1.4.2. 

4.2.2 Non-Instructional Positions 

Non-Instructional Facultv are those facultv members whose primarv responsibility lies 

specificallv in an area other than .ill.r!tQ. instruction. IAcl1o1eed iA tl:lis srot:lp aFe the lit1rariaAs, 
fawAsellsFs, Ad1."isors anEI Teehniaa~ Non-instructional positions are either classified as 

Instructional Support Posjtions {Article 4.2.2.1), Academic Experience Positions (Article 4.2.2.2). 

Technology Sugport Positions (Article 4.2.2.3) or University Experience Support Positions (Article 

4.2.2.4). 

Human Resources will maintain a list of positions within each category. 

4.2.2.1 Instructional Support Positions 
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al The primary responsibility of Instructional Suwort Positions is to assist instructional faculty in 

the delivery of instruction, as well as assist students in their learning e><perience at VIU. 

Instructional Support faculty do not have independent responslbilit'i for instruction and 

evaluation. 

bl Salaries for Instructional Support Positions will be determined based on Article 11.4.2 and 

A@endi>< D. 

4.2.2.2 Academic E><perience Positions 

a) The primary responsibility of Academic Experience Positions is to directly suQport and advise 

students and the VIU community through their recognized education and specialized expertise. 

bl Academic Experience Position salaries will be determined based on Article 11.4.l and 

Appendi>< C. 

4.2.2.3 Technology Support Positions 

a) The primary responsibility of Technology Support Positions is to support the use of 

technology across the institution and in specific departments at VIU, through their specialized 

education, training, and e><pertise. 

b} Salaries for Technology Support Position will be determined based on Articles 11.4.2.1, the IT 

LOA and Appendix D. 

4.2.2.4 University Experience Positions 

al The primary responsibility of University Experience Positions Is to support students in 

enrolment, graduation transition, co-curricular or extracurricular activities. 

bl Salaries for University Experience Positions will be determined based 011Articles11.4.2.1 and 

Appendix D. 

4.3 Position Titles 

Titles can be changed with approval of the appropriate administrator in consultation with the 

Association. 

Non-instructional positions are either classified as Instructional Support Positions (Article 

4.2.2.1). Academic Experience Positions (Article 4.2.2.2), Technology Support Positions (Article 

4.2.2.3) or University E><perience Support Positions (Article 4.2.2.4). 

New Article: 6.4.4 

Where the Employer determines that an existing regular position will not be filled the Union will be 

no tined. 
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Language to correct from changes to Articles 4: 

2. 1.3 When a new position is created and found to be appropriate for inclusion in the bargaining unit 

pursuant to Article 2.1.2, the University and Association will meet to discuss whether the 

position is a Faculty position which should be placed on the Faculty Salary Schedule in Appendi>< 

Al or a Technician non-instructional position which should be placed on the appropriate non­

instructional Technicians' Salary Schedule in either Appendi>< Al or A2 dependent on the type of 

position. In the event the parties cannot agree as to whether the new position is a Faculty 

position appropriate for placement on the Faculty Salary Schedule in Appendix Al or a 

TedmiciaA non-instructional position appropriate for placement on the non-instructional 

Tedinicians' Salary Schedule in Appendix A2, the University will place the position on the Salary 

Schedule it deems to be appropriate and the Association may grieve the matter under Article 5 

10.1.~ ~Ion IAstructional Facl:llt"f-MeR'lb~ 
10.1.3.1 The length of assigm~:ieRt for non instructional facl:llty members shall normally be eleven 

months. Mowever, for counsellors and aavisors the length of assignment shall nermally 13e ten 
months. 

12.2 VACATIONS 

12.2.1 The employer shall provide each regular instructional. a-AG limited term contract faculty 

member, counsellor, advisor, and librarian and faculty members in non-instructional Academic 

Experience Positions who works a full annual workload with forty-tour (44) days of paid vacation 

in each year, exclusive of statutory holidays and the days between Christmas and New Years. 

It will normally be the responsibility of the faculty member to utilize their annual vacation 

entitlement in each academic year. The responsibility is shared when work has been approved 

and/or assigned by the relevant administrator, to be performed during the normal vacation 

period for the faculty member as per Article 12.2.3 and 12.2.5 in which case it is the shared 

obligation of the administrator and the faculty member to identify alternative vacation times. 

12.2.2 Regular instructional faculty members, limited term contract instructors, ooaAS~ 

advisors, aAd lierariaris and faculty members in non-instructional Academic E><perience Positions 

who work less than a full workload shall be entitled to paid vacation in each year on a pro-rated 

basis. 

11.1 SALARIES 

Provincial SALARY SCHEDULE Fl (Technicians) 

11.4.1 Procedure for Salary Placement of Faculty in Instructional and Academic Experience Positions 

(~diAg Technicians) 

11.4.1.5 The minimum initial placement for a faculty member on the salary schedule for Professors or 

for Non Instructional Faculty C)(cluding techniciaAs Academic Experience Positions (Appendix A), 

shall be as follows: 
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11.4.1.7 Experience Credit 

c) Counsellors and Advisors within the Academic Experience Positions category: 

i) ... 

d) Librarians within the Academic Experience Positions category: 

e) Technicians Instructional Support Positions: 

11.4.2 Procedure for Salary Placement of Technicians Instructional Support, Teaching Support and 

University Experience Positions 

11.4.2.l The minimum initial placement for a tedmiciaA Faculty Member in an Instructional Support, 

Teaching Support and University Experience position on the salary schedule given in Appendix A 

shall be as follows 

11.4.2.2 A Faculty member technician who, as part of his/her their workload, has responsibilities for 

instructing and evaluating students in a laboratapt Teaching Support Position or other teaching 

situation shall be placed as both a Professor and a Technician Teaching Support Position 

(Articles 11.4.l and 11.4.2) and shall be paid for the proportion of time devoted to each of the 

two activities as determined by the Program Group Workload Committee. Other conditions of 

employment shall be determined by this same ratio. The duration of the teaching assignment 

shall be set at the time that the tecAnieian Faculty member accepts the assignment. 

12.2.6 Technicians Instructional Support. Technology Support and University Experience Positions: 

Technicians Faculty members in these positions are entitled to twenty-one (21) days annual vacation. 
The scheduling of this vacation shall be arranged by the technician faculty member in consultation with 
and subject to the approval of the Appropriate Senior Administrator. Full-time faculty members in these 
positions technicians who have provided five (5) years continuous service in that capacity to the 
University shall be entitled to an additional five (S) days vacation. 

APPENDIXA2 

1. All salary adjustments will occur on the first full pay period after this date. AAf=mal amounts 

will be im~actea b•t previous ~conomic Stability Dividends as per the MemeFanehur-1 e:.f 

UnElerstanEling OR the i;conomic Stability DiviElend. The value of each step of the Technicians' Fl 

Salary Scale shall maintain its ratio to the value of each of the corresponding steps of the Faculty 

Salary Scale as set out in the Table below. 
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Name: 

2. The intent of Ill ls to ensure that the salaries of employees on the ~i€ians! above Salary 
Scale maintain their current value relative to the Faculty Salary Scale as set out in the Table 

below. 

3. Should the parties agree in future bargaining to changes to the Faculty Salary Scale's structure 
or to the creation of new faculty salary scales ol' other faculty salary payments that are not part 
of a faculty salary scale, the ratios specified in #1 above shall not apply. 

4. The ratio for each step as specified in #1 above is a fixed ratio. 

5. Positions must only be placed on the appropriate salary scale. The Faculty Salary Scales shall 

continue to be separate scales._TechAieijAS shall Ret 8e..,.taeed en the FaewltJ• Salary Scale, and 
the Tec;hnieians' SalaPt' Sea-le-aA4. The provisions set out above for the maintenance of the 
current ratio between Fl Technicians' Salary Scale steps and the F2 Faa.ltv Salary Scale steps is 
for determination of salary amounts only. 

APPENDIX B: VIUFA SALARY PLACEMENT EXPEIRENCE CREDIT DATA SUMMARY 

Professor /L TC C01:1nseller librarian 
Instructional Support Position 
Academic Experience Positio11 
Technology Support Position 
University Experience Position 

Teel:tRiciaA 

- -

START (mo/yr) FINISH ....... 
(mo/y') % OF FULL TIME 

- -

Appendix C 

APPENDIX C: INITIAL SALARY PLACEMENT FORM - FACULTY 

VANCOUVER ISLAND UNIVERSITY 

PROFESSOR: ____ 1i:r1CO<:#'U1::1!~Ni~S~E~b~b0:11R'rtf/~Art.1D'¥\'tt1IS"='O~R.;--: :::::=:=:=;b!blte8~R.A1'\Rl'\ll+>cAwN+-:: ======== 
ACADEMIC EXPERIENCE POSITION: 

LIMITED TERM CONTRACT: __ _ 

NOTES 

NOTES RE INITIAL SALARY PLACEMENT: 

2. Experience directly related to primary assignment will include: teaching for those employed as 
Instructors, counselling when employed as a counsellor, all librarian assignments for those employed as A 

~ / ~ 
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librarians, and all experience as-a-t-e€AAician in a position related to the r;iosition for which they were 
hired for those emtH~ as techAicians. 

Appendix D: Initial Salary Placement form Non-Instructional Fl Salary Scale Positions Tedmicia~-s 

NOTES RE INITIAL SALARY PLACEMENT: 

2. Experience directly related to primary assignment will include: teaching for those employed as 

instructors, counselling when employed as a counsellor, all librarian assignments for those employed as 
librarians, and all experience as related to the position for which they were hired. a technician for those 
emi:>loyeEl as technicians. 

21. ARTICLE 10.3: OVERLOAD 

10.~ OVERLOAD 

10.~.1 Overloads s~lybeca:led on a voluntae;<f:)asis. 1A'hen a fac1e1ltv member is offered 
011erloa61 th~ if a redt:.1ctien of workload, as aer 10.3.1.a.ii. mav be takeR in a 
s1::1bseguent ..-ear 

a) 8 regulaf-&f'.-Jimited-t:efm e&otract faa;lty member who works an o•.ierload in a giveR ysar 
£Rall-receive no leS;S than eithel>: .. 

i) the l'>FO ratea salary fer the over~oaa base a on the Salary Scale or the 
secondary scale on vJhich the-em:~loyee is f:Jlaced, or, 

/ ii) a rsd1;1ction of workloaEI in a suase~"~nt vear that is commensurate witl:l the 
amoon~aa&. 

10.3.1 Overloads shall only be carried on a voluntary basis! 

a) ~regular or limited term contract faculty member who works an overload in a given year 
shall receive no less than either: 

i) the pro-rated salary for the overload based on the Salary Scale or the 

secondary scale on which the employee is placed, or, 
ii) after consultation with their Dean, a reduction of workload in a subsequent 

year that is commensurate with the amount of the overload. 

22. ARTICLE 9.4: RIGHTS OF PART-TIME REGULAR FACULTY TO ADDITIONAL WORI< 

Article 9.4 Conversion of Faculty {Instructional and Non-Instructional) to Regular Status 
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Nothing in Article 9.4 prohibits the Employer's right to regularize any position as it deems necessary. 

When additional ongoing regular work becomes available, the Academic Administrator, in consultation 
with the department, shall consider increasing the ongoing workload of qualified regular faculty 
members in the department with less than a full-time appointment; and this will be done prior to any 
posting of this worl<. 

Article 9.2.2.1 

Work in a department will be assigned according to 10.4 to the regular faculty complement. Additional 
temporary available work in the same department will be offered, on the basis of seniority, fi rst to 
qualified regular faculty on lay-off who have recall rights under Articles 6.11.1 and 6.11.4 and then to 
qualified regular faculty who have less than full workloads. If there are two or more regular faculty with 
equal seniority, the allocation of available work will be made by a hiring committee as per Article 
6.4.1.5. Additional available encumbered work may then be aggregated into limiter term contracts, 
according to Article 4.1. 

23. NEW LOA #_I WORKLOAD EQUITY 

Article 10.2.1.2.1 of the collective agreement states that workload for instructional faculty based on 
contact hours and varies from twenty-four (24) to thirty-two (32) contact hours depending on faculty. 
Higher contact hours may impact hiring and retention as well as faculty obligations, including scholarly 
activity, professional development and service within the university community. 

In order to collaboratively discuss equitable contact hours, the parties agree to: 

1. Create a Labour Management sub-committee on equity issues relating to instructional 
contact hours. The sub-committee shall include five (5) VIUFA representatives and five (5) 
VIU representatives, with priority representation from departments with thirty-two (32) 
contact-hour workloads. The mandate is to: 

a) Survey findings and recommendations of earlier committees working in this area, such 
as the Labour Relations sub-committee on Workload (October 2017) and the Joint 
VIUFA-VIU Workload Committee (June 2014). 

b) Consult with Faculties and Administrators on current contact-hour disparity and possible 
solutions. 

c) Consider workload design in order to provide upper level release to regular faculty 
members with between thirty (30) and thirty-two ~32) contact hours; 

d) Develop a long-term plan to decrease contact hour disparity between Faculties. 
e) Document the plan in a written report to be submitted to Labour Management by 

March 31, 2022. The committee will also provide quarterly updates. 

The Committee will make recommendations to Labour Management and will be submitted to the 
parties' respective principals for review. 
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24. ARTICLE 13: HEAL TH, INSURANCE AND PENSION BENEFITS 

Information on the benefit entitlements identified in this Article is available on the Human Resources 
Website (Benefit Plans) at http://www2.viu.ca/HumanResources/BENEFIT.asp. Whenever a change to 
these benefits occurs, the Chief Personnel Steward will be notified in writing by the Human Resources 
Department. 

While not to be included in the collective agreement, the employer agrees that the Extended Health 
Benefits Plan will be amended such that the following coverage changes will occur, effective July 1, 
2020: ~eAefits improvements woula be alloEatea: 

• Increase the reimbursement level for paramedical services from $10 per visit maximum for the 
first five (5) visits per calendar year to $20 per visit maximum for the first five (5) visits per 
calendar year. 

• Increase eye exam coverage to $100 every 24 months from $75 every 24 months 

• Addition of oral contraceptives ,Intrauterine Devices (IUDs) and Diaphragms, as governed by the 
insurer 

25. CLARIFYING USE OF LTCS 

Article 9: Renewal of Appointment 

9.1 Limited Term Contracts (LTC) 

Where possible, subject to 9.2.2.1, limited term contracts will be offered in the following situations: 

order to temporarily replace regular faelilt•; who are OR a lea¥e of absence. limitee term contract 

offerings will not be with he I El for rE!asoi:is relateel to budget or a review of tl'le pool ef potential or actual 

eandidates. 

al For the temporary replacement of encumbered work. Worl< is considered to be encumbered 

when the work is part of the assignment of a regular faculty member who is on leave from their 

regular position or is on reassignment or l'la5 ott::ierwise reel1:1ceel their reg1:1lar worldoad. 

Q.) For carrying out unencumbered work. where VIU and VIUFA agree that such an offer is 

warranted. 

Limited term contract faculty are expected to perform the full duties of a regular faculty member. Limited 

term contract postings will not be withheld for reasons related to budget or a review of the pool of 

potential or actual candidates. 

9.1.1 The appropriate dean shall work with the affected department to identify, at least 3 months prior 

to the start date of such a contract. the ameunt of such work available, and to post the number and type 

of positions, the amount of work for each positron, and the duration of the af1.V limited term contracts. 

9.1.2 An LTC posting may be waived if there are one or more qualified temporary faculty in the 

department who have expressed an interest. 
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9.1.3 The limited term contracts may be terminated before the expiry date of the stipulated term, upon 

the early return of the incumbent.t to be effective S! the end of the semester closest to that return date. 

The LTC~d term coAffa.E.t: Instructor will be entitled to at least two months' notice, or pay in lieu of 

notice, of such early termination. 

9.1.2 \'\'here Vll,J anEI the Association agFee that s1:1ch an offer is warranteEI, limited term contracts may 
be offeres when the-work is unencumbered. Work is considereEI to be encumbered w-fl~ 
part of the assignment of a regular faCl:llty membe-Hvho is on a reassignment-&r-leatJe from their regular 
position. 

26. CLARIFYING APPLICATION OF SATISFACTORY EVALUATIONS FOR REGULARIZATION 

9.4.1.1.1 (Temporary Faculty) AND 9.4.1.1 2 (LTCS) 

,.note that this Article has been reorganized as per housekeeping. 

The proposed change applies to temporary faculty and LTC faculty only. 

b) The evaluations, if any, of the faculty member during the two consecutive academic years 
immediately preceding regularization have~ been deemed satisfactory. An employee will be deemed 
to have received a satisfactory evaluation if one has not been performed. 
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SCHEDULE B 

The following are tentative agreements (1'greens" or "T -Docs") between the Employer and the Union 

that occurred during the course of negotiations. The parties agree that the following "T -Docs" form 

part of this schedule and Memorandum of Settlement. 

Signed T-Doc proposals are included in this package. 

T-Doc 

1 

2 

3 

4 

5 

6 

7 

9 

10 

11 

13 

14 

16 

17 

18 
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Decription 

Housekeeping: 9.4.1.1.1, New article in 9.4 after 9.4.2, 9.4.2.1, 

remove 15.2 (all except 15.2.9 amended), remove 14.1S, 

12.2.7, Title updates (5.1.2, 6.2.9, 6.4.1.5, 11.4.1.3, 11.5.2, 

12.4.9, 12.15, 15.2.6(d), Appendix C and D, 10.2.2.1, 12.3.1, 

12.3.2, 12.4.7, 12.4.9, 12.10.1, 12.10.2, 12.15.6), Counsellor 

spelling update (LOA 17). Subcommittee for CA formatting, 1.4 

Definltlons1 4.1.4, 5.1.2 (Step 2), 6.14.2(b), 9.2.2.1, 9.2.2.3, 

10.4.1, remove 10.4.2 & 10.4.3, remove (11.9.1, 11.9.2, 11.9.4, 

11.9.5), 12.3.1(c) 12.4, 12.3.l(a), 12.3,l(d), 12.4.10.4, 12.8.10, 

remove 11.1.4.2, remove 1.13. 

5.1.2.2.2 (Grievance Procedures and Arbitration), 5.3.3 

(Expedited Arbitrators), 5.3.4 (Process) 

New LOA: limited Term Contract Hiring 
-

New LOA: Non-Regular Seniority 
- -

New LOA: Field School Sub-Committee 
- -

12.3.l(a) (Professional Development) 

11.4.1.4 (Initial Placement on Salary Scale) 
- -

11.2.1 (Allowances for Administrative Duties) 

12.3.2.1, 12.3.2.2, 12.3.2.3 (Professional Development 

9.2.4, 9.2.5, 9.2.6 (Appointments of Non-Regular Employees) 

LOU 1; Unconventional Instruction Designated Under 

10.2.1.2.1, Remove LOA 2 and LOA 15 

New LOA: Indigenous Pedagogy 

10.4.1 (Assignment of Workload), Remove 10.4.2 and 10.4.3, 

renumber 10.4.5 to 10.4.2 
--

12.3.2 (Professional Development} 
-

10.11.1.3 {New Article, Upper Level Release), Remove LOA 12 

Date signed 

July 30, 2019 

- -= 
July 26, 2019 

"-

July 26, 2019 

July 26, 2019 

July 30, 2019 

August 1, 2019 

August 6, 2019 

October 24, 2019 

October 24, 2019 

November 19, 2019 

November 28, 2019 

February 20, 2020 

February 18, 2020 

February 21, 2020 

February 21, 2020 
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

RE: Housekeeping- Compiled Proposals 

The parties agree to the following housekeeping amendments to the 2014*2019 updated collective 

agreement: 

T-Doc: 001 

Proposal: hF1 and hE9 

Article No: 

Article Heading: 

9.4 

Temporary Faculty 

9.4.1.1.1 A temporary faculty member shall be entitled to be converted to regular status where the 

temporary faculty member has worked not less than two consecutive academic years immediately 

preceding regularization with an annual workload of fifty percent (50%) or greater with work in each of 

the fall and spring semesters in each of those two consecutive academic years, provided: 

a) There is a reasonable expectation of ongoing employment for which the temporary faculty 

member is deemed qualified pursuant to (c) below at a workload of not less than fifty percent 

(50%) of an annual full-time workload with work In each of the fall and spring semesters ln the 

next academic year; 

b) The evaluations, If any. of the faculty member during the two consecutive academic years 

Immediately preceding regularization have all been deemed satisfactory; and 

c) A duly constituted selection committee (Article 6.4.1.6), in the applicable seniority group{s), 

deems the faculty member qualified for the work available. 

(a, b. c represent existing language that was Inadvertently removed from the previous collective 

agreement) 

NEW ARTICLE in 9.4, after 9.4.2 

Furthermore, the following language applies to 9.4.1.1.1 {Temporary Faculty), 9.4.1.1.2 (Limited 

Term Contract Faculty) and 9.4.2.1 {Regular Part Time): 
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9.4.2.1 

The resulting regular workload cannot exceed a one-hundred percent (100%) workload. 

The academic year Is deemed to commence August 1 and include workload during the 

subsequent fall, spring and special session (intersession/summer) semesters. 

For the purpose of determining eligibility for regularization, the following workload components 

will be excluded: 

i) Directed Studies; 

ii) Non-release sectlon(s) of Prior Learning Assessment; 

iii) Overload; 

iv) Contract activity not related to the normal delivery of credit Instruction during 

the fall and/or spring semesters: 

v) Courses taught outside the normal fall and spring semesters unless the course is 

required and designated to be taught in spec la I session in the official program 

outline as approved bv Senatej 

Should an evaluation of a temporary faculty member be deemed unsatisfactory and if the 

temporary faculty member continues employment. a subsequent accrual period for determining 

eligibility for conversion to regular status shall comme·nce from the start of the semester 

following the semester in which the unsatisfacto~ evaluation was conducted." 

A regular part-time faculty member shall be entitled to have his/her regular workload .... 

c) A duly constituted selection committee (Article 6.4.1.S), in the applicable seniority group(s), 

deems the faculty member qualified for the work available • 

.,If the appointment is 81% or greater, any percentage less than 20% will result In an increased 

regular workload to a maximum of 100%, provided all the criteria in this section are met. 

The resulting regular workload cannot exceed a one-hundred percent (100%) workload. 

The academic year is deemed to commence August 1 and Include workload during the 

subsequent fall, spring and special session (intersession/summer) semesters. 

fer tl:le J)l:IFJJOSe ef EletermiRiRg ellgleility far reg1:1larizatieA, tl:le f:allewlRg werkloaEI components 

will !:le e1ecl1:1Ete&; 

i) Qireeteel St1:1Elies; .. , 
117 NeA release sectien(s) ei PFier bearnh:ig Assessment; 

iii) Oi.•erleaEI; 
ill) Centraet aeti•,.ity not relateEI te the normal Eleli'lery ef erec4it instr1:1ctlon c41,1ring tl:ie iati 

anEl/er s~riAg semesters; 

T-001 - Housekeeping.docx Page 2of17 



VANCOUVER ISLAND 
UN IVERS ITV 

v) C01::1rses ta1::1gt:it EH:1tsiee ~t:ie normal fall ane spring semesters 1:1nless th~rse-i5 

req1::1lreEI ane ElesignateEi to he ta1:1ght in speeial session In the official program outline as 

~&Aatet 

Temporary work preceding the date of the initial regular appointment will not be recognized for 

the purpose of determining eligibility for regularization. 

Proposal: hF4 & hE15 

Article No: 

Article Heading: 

15.2 

Early Retirement Incentive 

15.2 Early Retirement Incentive !Ended July 31. 2018) 

Remove (except 15.2.9) 

15.2.9 A faculty member who received resewing an ERi from VIU may not teach more than one course 

per term or two courses per academic year after retiring~ 

a) S1:1l:Jjeet to approval h·1 the Appref!lriate~enior Administrator, fae111lty memhers who are 

otferee earl·r retirement lneentl•ves may choose to postpone tl~elr aate of retirement fur two (4:) 

years l:ly ffleans of a one time reEl1:1ctlon of their 'Norkloaa. Tl'le eeFA~inea pa•101:1t of the earl·r 

reth=ement incenti .. ·e aAEI salary fer r:iart tiFAe werl< in eaeh fiscal year shall net eKeeed the salary 

tl:te fae1:1lty meml:lers w01:1IEI reseive if the·1 ·.vere werldRg f1:1ll time. Arw 1;;1npaie halaAee will be 

paid 01:1t at the eAEI ef tl:ie twe year peried. The hill res"'lar position d1all be pesteEI at the end ef 

the t•No year.si In aeeerElanoe •.vith Artlele 9.~.1. 

b+ Tl:-le i;:iertien ef tt:ie werklead of a teffiperary fae1:1lt'( mei:r:tber \•1he is replacing the werk ef a 

reg1::1lar f.ae1o1lt·1 FAemlaer in aeeerElanee with a) above, shall Aet ~e eligible to be 001:1nteEI for 

reg1<1larizatien p1;;1rposes. 

Proposal: hF6 & hE14 

Article No: 14.15 

Article Heading: Retirement 

14.lS RE=HREMENT No~.vithstandiAg an•1 etheF p+'evisiens l:lerein, a fac1:1lt·1 men:ieer's reg1:1lar 

appeintment shall net extend be•1ene ::lyly el of the year s1:1bseei1:1ent te the fae1:1lty member reashing 

the age ef e§ years 
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Proposal: hF3 & hE12 

Article No: 

Article Heading: 

12.2.7 

Vacation for Part Time Appointees: 

12.2. 7 Vacation for Temporary Non-Instructional: Part Time Api:ieir:itees: 

Proposal: hEl 

Article No: 1.13 

Article Heading: Correspondence 

Collective Agreement General Language 

• Change all references from Director of Human Resources/Executive Director of Human 
Resources to Associate Vice President of Human Resources 

5.1.2 Grievance Procedure - Steps 

Step 1 

The Chair of the Committee of Personnel Stewards shall provide the grievance in writing, including the 
proposed remedy, to the 6xecl:ltlve 91reetor of Hl:lman Rese1::1rees Associate Vice-President. Human 
Resources. The Chair of the Committee of Personnel Stewards shall meet with the applicable Dean, 
Director, or Administrative Supervisor and a designate of Human Resources who shall endeavour to 
settle the grievance. The Employer shall, within ten (10) working days of the meeting, respond in 
writing. Either party may elect to waive Step 1 and move directly to Step 2. 

6.2.9 The Seniority list for Article 6.2.6 shall be published yearly by November 30. Copies of the seniority 
lists shall be sent to the Deans and the Association's President and Chief Personnel Steward of the 
Association on or before the respective deadlines. Appeals of placement on these lists can be made 
through the Committee of Personnel Stewards of the Association within ninety days of circulation. 
Disputes shall be resolved by a joint committee consisting of the Chief Personnel Steward of the 
Association, President of the Association, the appropriate senior administrator and the ~MeGi,iti'+'e 
DIFeeter ef M.YlflaR Rese.,.rees Associate Vice-President, Human Resources. 
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6.4.1.S All applications for instructional and non-instructional positions shall be indexed by the ~>Eeeutiv-e 
Director of M1;1maR Resourees Associate Vice-President, Human Resources. Files of applicants shall be 
maintained in the office of the EMem..itive Director of Muma A Rese1;1rees Associate Vice-President. Hunian 
Resources and shall be made available to the appropriate senior administrator(s) and Chair(s), subject to 
the maintenance of strict confidentiality .. 

11.4.1.3 "Initial Salary Placement Forrns" are used to place all candidates for regular and non-regular 
positions, except those to be paid the rates given in Article 11.1.4.2. Samples are provided in Appendix C 
and Appendix D. A completed form used to evaluate each new faculty appointment must be signed by 
the E1me1:1ti•Je Directer of M1;1Man Rese1:1rees Associate Vice-President, Human Resources or designate, 
and be given to the candidate with the letter of appointment. The candidate shall not be required to 
accept or reject an appointment until at least 24 hours have elapsed after he/she has received this form 

11.5.2 Placement on a new step within a category, resulting from a faculty member's completion of 
additional formal qualifications, shall be effective from the first day of the pay period following receipt 
of formal notification by the appropriate Senior Administrator and the Executi'<'e Qlreeter ef MwmaR 
Resowrces Associate Vice-President. Human Resources with notification of change to the appropriate 
Vice President. 

12.4.9 In order to be eligible for a P.O. leave of absence, a faculty member must: 

b) notify the E>1ec1:1tive Director ef H1:.1MaA Resm:1rces Associate Vice-President. Human Resources on or 
before 1:00 p.m. of the last business day of May in the year prior to that in which the proposed leave is 
to commence that he or she plans to apply for a P .D. leave of absence. The E>1ec1:.1tive Director of MblmaR 
Rese1:1rees Associate Vice-President. Human Resources shall forward the list of names and the categories 
of each person proposing to apply for a leave to the President of the VIUFA and the Chair of the Leave 
Committee. Applicants should also provide copies of their letter of inteht to their Dean, in the case of 
instructional faculty or to the Dean, Director or Regional Campus Principal (which ever is appropriate) in 
the case of non-Instructional faculty ...... 

12.15.l A faculty member may apply for a partial or full release Leave of Absence from the University for 
a ma><imum period of three (3) consecutive years. Requests should be forwarded to the Chair and then 
to the Dean for comments and recommendation. The request will then be reviewed by the kec1:1tive 
Direetor of MYFAaR Res01:.1rees Associate Vice-President. Human Resources prior to final approval from 
the Vice-President Academic. The decision to grant the leave shall be based on the Standard of 
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Reasonableness. Requests should be submitted to the appropriate Dean, with three (3) month's notice 
required. 

15.2.6 Subject to the llmits in Article 15.2.5, each faculty member receiving an ERi wlll receive an 
amount calculated as follows: 

(d} A faculty member wishing to accept the offer must communicate her or his acceptance by the end of 
the 5th business day following the receipt of the Early Retirement Incentive calculation. The applicant's 
acceptance or rejection of the offer shall be in writing or via E-mail to the e1<em:1ti11e Qireetar af M1:1maA 
Resa1:1rees Associate Vice-President. Human Resources. 

APPENDIX C: INITIAL SALARY PLACEMENT FORM - FACULTY 

AND 

APPENDIX D: INITIAL SALARY PLACEMENT FORM TECHNICIANS 

APPEAL: (11.4.3) Any appeal regarding initial salary placement must be initiated within ninety {90) days 
of commencing duty at the University or within sixty (GO) days of receiving the placement form, 
whichever Is later. Appeals should be directed to the Salary Placement Appeals Committee Chairman. 

Date Exeeuti'.ce Director ef M1:1maA Reso1.1rces Associate Vice-
President, Human Resources or Designate 

• Change "Chair of the Committee of Personnel Stewards of the Association" to "VIUFA Chief 
Steward" or similar role under Article 5 

5.1.2 Grievance Procedure- Steps 

If the dispute has not been resolved by informal discussions the Association may, within seventy-five 
(75) days after the Association became aware of the circumstances giving rise to the complaint, but in 
no event later than one year after the circumstances giving rise to the complaint, Initiate a formal 
grievance as follows: 

Step 1 

The Chair of the Committee of Persol"IAel §tewar~s VIUFA Chief Steward shall provide the grievance in 
writing, including the proposed remedy, to the Executive Director of Human Resources. The CRair of the 
CeFAFAittee of Perscmnel Ste·NafEk VIUFA Chief Steward shall meet with the applicable Dean, Director, or 
Administrative Supervisor and a designate of Human Resources who shall endeavour to settle the 
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grievance. The Employer shall, within ten (10) working days of the meeting, respond in writing. Either 
party may elect to waive Step 1 and move directly to Step 2. 

Step 2 

Failing a resolution at Step 1, the Qi.air of tl:te Committee of PersoAAel Stewaf.EH; VIUFA Chief Steward 
may, within ten (10) working days meet with the applicable Dean, Director or Administrative Supervisor 
and the Director of Human Resources who shall endeavour to s,ettle the grievance. The Employer shall 
have ten (10) days to provide a written response, 

Step 3 

Failing a resolution at Step 2, the Cl:taiF of tl:te Committee of PerseRAel Stewards VIUFA Chief Steward 
may, within ten (10) working days meet with the applicable Dean, Director or Administrative Supervisor, 
the applicable VlcePresldent and Director of Human Resources who shall endeavour to settle the 
grievance. The Employer shall have twenty {20) working days to provide a written response. 

Step 4 Failing a resolution at Step 3, the Q:i.cH.r of tl:te CorArnittee of Personnel Stewards VIUFA Chief 
Steward may, within thirty (30) working days refer the grievance to arbitration. 

• Change all refe·rences to "Regional Campus Principal" to "Campus Administrator" 

10.2.2.1 The worldoad of a regular non-Instructional faculty member shall be an average of 35 hours per 
wee I<. The exact hours of work may vary seasonally to allow for peak periods. Particular responsibilities, 
duties and workload arrangements shall be determined by the Chair or Director or ~enal Cam~1:1s 
Prlneipal Campus Administrator or Dean, as appropriate, in consultation with the faculty member. This 
decision may be appealed to the next appropriate level of administration. Non-Instructional faculty 
members shall be informed, when they receive their workload allocation of the name of the 
administrator to whom such appeal rnay be made. 

12.3 PROFESSIONAL DEVELOPMENT 

12.3.1 In order to maintain excellence of instruction and educational service at the University, it is 
recognized that there is a need for faculty to have the opportunity to participate in and pursue activities 
related to professlonal development. Towards this end the University shall: 

Unexpended balances at the end of the fiscal year (March 31) can be: 

1. Claimed on an expense claim form authorized by the Dean, Director or Reslenal CarApi,is 
Prlneipal Campus Administrator. Payment to the faculty member of 75% of the unexpended 
balance at the end of the fiscal year (March 31) will be added to his/her taxable 
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12.3.2 Regular non-Instructional faculty members shall receive two (2) weeks to engage In professional 
development activities per year (following the submission of the leave request form). Faculty who do 
not have twelve month appointments shall have this time prorated commensurate with the length of 
their appointment. 

When additional professional development time is needed noninstructional faculty may, upon written 
application to the appropriate Dean, Director or RegieRal CaFRl'll:IS PriRcipal Campus Administrator, 
receive special permission to be absent from the University. 

12.4.7 If a faculty member on assisted professional development leave, by mutual agreement with a 
Dean, Director, or RegieRal CaMp1:1s PriAeipal Campus Administrator, returns to work prior to the 
commencement of the leave or during the period of the leave, a new assisted professional development 
leave equivalent to the length of time remaining in the leave shall be treated. The new leave, or any 
portion thereof, shall be carried over in to the following fiscal year If unused in the year In which it is 
created. 

12.4.9 In order to be eligible for a P.O. leave of absence, a faculty member must: 

a) have a regular appointment and at least three FTE years of VIUFA seniority preceding the 
commencement date of the leave. 

b) notify the Executive Director of Human Resources on or before 1:00 p.m. of the last business day of 
May in the year prior to that in which the proposed leave Is to commence that he or she plans to apply 
for a P.O. leave of absence. The Executive Director of Human Resources shall forward the list of names 
and the categories of each person proposing to apply for a leave to the President of the VIUFA and the 
Chair of the Leave Committee. Applicants should also provide copies of their letter of intent to their 
Dean, in the case of Instructional faculty or to the Dean, Director or RegioAal Cam1n1s PriReipal Campus 
Administrator (which ever is appropriate) in the case of non-Instructional faculty 

12.10.1 Maternity Leave 

Maternity Leave of Absence shall be granted. Whenever possible, a written request, specifying the 
desired period of leave, should be submitted at least 16 weeks in advance of the date on which the 
leave Is to commence to the appropriate Dean, Director or RegioRal Camp1:1s PriRcipal Campus 
Administrator. The duration and other terms shall be decided on an individual basis taking into account 
individual needs as far as possible, but shall be subject to the following general provisions: 

12.10.2 Parental Leave Natural and adoptive parents will be entitled to parental leave. A written 
request, specifying the desired period of leave, should be submitted whenever possible at least 16 
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weeks in advance of the date on which the leave is to commence to the appropriate Dean, Director or 
~al Camf.H:IS PriReipal Campus Administrator. The leave shall be subject to the following provisions; 

12.15.6 Faculty on unassisted leave must give at least five months notice to the appropriate Dean, 
Director, or RegioAal Camf!!l:IS PriAeipal Campus Administrator, that they intend to return to the 
Univer'sity at the predetermined date. This provision applies to leaves that commence 011 or after August 
1, 2001. The Human Resources Office will note this requirement and quote the relevant contract section 
on the appointment form initiating the commencement of the leave. As a ... 

hEl continued (hJ04) 

• Replace "counselor" spelling with Canadian spelling "counsellor" 

• Correct number formatting 

LETTER OF UNDERSTANDING #17: EDUCATIONAL ADVISING 

.L 4. All seniority accrued by employees in "Educational Counseling'' will be transferred to "Educational 

Advising". 

2. i-: Employees who have split appointments and/or assignments will continue to accrue seniority in 

their appropriate seniority groups. 

3. i< The quallflcation for 'Ce1:1Aselof Counsellor' can be distinguished from the qualification for 

'Advisor'. 

4. +.: lhe University may distinguish the two professions in terms of its Internal organization and services 

to the University community. 

5. Sr It is to be noted that these two professional designations may also be used within these additional 

seniority groups: "Access Services11
1 ''International Education Student Advising", "First Nations Student 

Services". 

Proposal: hE2 

Article No: 

Article Heading: 

Collective Agreement 

Collective Agreement 
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Collective Agreement Format and Numbering Subcommittee 

The parties agree to form a new subcommittee to work on the format and numbering of the VIU/VIUFA 

Collective Agreement. 

Proposal: hE4 

Article No: 

Article Heading: 

1.4 Definitions 

1 

Preliminary 

• 1.4.3 - No need to define a CA in a CA. Remove. 
• 1.4.12- "Vice-President" means the A1ppropriate Vice·President. 

• 1.4.10-" "Post-Secondary Employers' Association" or "PSEA" means the Employers' 
association established for post-secondary colleges& aAEI special-purpose teaching 

universities and institutes under the Public Sector Employers' Act." 
• 1.13- change "Executive Director of Human Resources" to "Associate Vice President of 

Human Resources" 

• 1.4.13 Under "Year:" add: 

o "Academic year'' means August 1st to July 3151 

o "Budget year" or "fiscal year" means the budgetary year the University operates under 

(currently Aprll 1 to March 31) 

• 

Proposal: hES 

Article No: 

Article Heading: 

4.1 

Classifications of Employees 

4.1.4 The term "Limited Term Contract" Instructor shall refer to faculty with appointment to an 

instructional position for a period of time of one (1) semester or greater.a and equal to or less than three 

(3) consecutive years In duration that replaces a regular faculty member. 

Proposal: hE6 

Article No: 

Article Heading: 

S.1.2 

Grievance Procedure - Steps 
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Step 2 

Failing a resolution at Step 1, the Chair of the Committee of Personnel Stewards may, within ten (10) 
working days meet with the applicable Dean, Director or Administrative Supervisor and the 91Feeter ef 
Mi,,FRaA Rese1:1rees Associate Vice-President of Human Resources or designate who shall endeavor to 
settle the grievance. The Employer shall have ten (10) working days to provide a written response .... 

Step3 

Falling a resolution at Step 2, the Chair of the Committee of Personnel Stewards may, within ten (10) 
working days meet with the applicable Dean, Director or Administrative Supervisor, the applicable Vice­
President and 9iFeeter ef M1::1maA Rese1::1Fees the Associate-Vice President of Human Resources, or 
designate. who shall endeavour to settle the grievance. The Employer shall have twenty (20) working 
days to provide a written response. 

Proposal: hE7 

Article No: 

Article Heading: 

6.14.2(b) 

Seniority, Promotions, Hiring and Layoffs 

6.14.2(b) 11Employees who meet the service requirement of(~!) above and have not had appointments 
renewed are eligible for listing on the Reglstry.N 

Proposal: hE8 

Article No: 

Article Heading: 

9.2.2 

Renewal of Appointment 

9.2.2.1 ... "Additional available encumbered work may then be aggregated into~ limited term 
contracts, atcordlng to Artlcle 4.1" 

9.2.2.3 "Subject to paragraph 9.2.2.1 and 9.2.2.2 above, additional available temporary work In the 
same department will be offered, on the basis of seniority, to qualified temporary faculty who have 
received satisfactory teaching evaluations pursuant to Article M 7.7. provided that, notwithstanding 
articles 9.4.3 and 9.4.4, the additional work will not result in the temporary faculty becoming eligible for 
regularization pursuant to Article 9.4.1. If there are two or more temporary faculty with equal seniority, 
the allocation of available work will be made by a hiring committee as per Article 6.4.1.5. For the 
purposes of this article, externally hired Instructors holding limited term contract will only accrue non· 
regular seniority after the completion of their first limited term contracts." 
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Proposal: hE10 

Article No: 10.4 

Article Heading: Hours of Work/Workload 

10.4.1 

lf!I 613riAg sefflester, •.vl:ieR tl:le apiaroveEI Prograffl Profile Is reeei•1eEI from the MIRistry, thef>eaA 

sl:ia~-aElvise eaeh eepartFAeAt of its actl•Jit•; level fer tl:ie AeKt h1:1Elget year. If s1:1hse~weAt 

ElevelepFAeRtS Aeeessitate 3 el:laRge ta this activity lei.•el, the E>eaR Will ae .. •ise tAe ElepartFAeRt 

aecorEliRg~;. If budgetary developments necessitate a change to the activity level of a 

department in the upcoming year, the Dean will advise the department accordingly. The initial 

proposed allocation of each Professor's/Instructor's workload shall first be determined by the 

Chair of each department (or dean if no chair) in consultation with the members of that 

department. The proposed workload allocations shall be reviewed by the appropriate Dean in 

order to ensure a fair distribution within the department. Differences In contact hours, course 

preparations, student numbers, travel times, and other parameters which are seen to be 

relevant shall be considered. The workloads determined shall be consistent with the guidelines 

and limits In all relevant sections of the Collective Agreement. 

10.4.2 WithiA t'J.CO weel(s of the sommeReemeAt ef a ten~~, tl:le AtaEleFAie AElministrator sl:iall forwara 

to tl:le .'\sseciatieA workload reperts fer all f.aewlt·r wt:le werk in tl:iat aEIFAinlstFator's area. nie 

Chief Personnel StewarEI or a desigRate st;iall1 'NitRiR two weelts fella'+'<'iAg the recei~t of the 

werkleaEI reiaerts, FAeet 'Nitl:I ti-le AcaElemie AElmiAlstrater respoAsihle to revie•lJ ti-le werkload 

aUeGatiens. 

+l<le Cofflmittee shall f)resent to tl:ie Dean, iA writiRg1 any eeneerns al:ie1:1t fae1c1lt·1 ·NorkloaEI. A 

final repert1 IRel1:1si'i'e ef aAy el-la Ages made !;);•the Qean1 shall be foP:JareleEI immediatel•t h't' the 

C"1air of tf:le VIUl=A fae1:1lt·t' 'IJorklead CeFAmittee to tl:le Dean anEI the Chief Personnel Ste•.-..arel of 

ti-le f'.sseciatleR RO later tl:iaR fa1:1r weel<s followiRg the first day of elasses. 

10.4.~ \ftJerklear:i alloeatloRs Eletermineel in aceorelanee wltl:l the a~o ... e Articles 10.4.1 aAEI 10.~ .2 ma't' 

se a1313ealeel to the a13propriate senior aEIFAinlstrator. 

Proposal: hE11 

Article No: 11.9 

Article Heading: Provincial Salary Scale 

11.9.1 The Provincial Salary Scale is attached as Appendix A. 
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11.9.2.1 

fG) Effective JaRf:lfl•"Y 1, 2<J16, all 9RRl'fll rates ef f>SY iR Appendix A ef the csUectiWl sgreemeRt 

wl:JIE/:i were iR ejfect en f>eceFRl:Jer B1, 2012 shsll be increased hy one f:)ereent (1, Q9b}. The new 

rates sh911 be re1:Jn8ed oo tRe near:est whele doJ.lar. 

(b) Effectiw A,aFIJ 11 2013, all 9RRtJ9.1 Ftiltes sf p9y lR AppeRfJ!x A 9f the cellectlve egreemeRt 

whkh were !R ejfect BR Ma.'th B11 20lB shell he iAGressed 8y 9Re peFGe:Rt (l,Q9b). The Rew Fates 

5-hell 19e t=el:IRfiefl te the Rearest wf:le!e ae.l.Jar. 

f6) if/eGtive Septemser l, 20lB er #le Elste ef teRkl#ve settlemeRt 9f tFie f.eE-BI f>Brtles' 

MemefflRfif:lffl 9}A§.ceemeRt ('A•/:lk/:fever !s hiteF), sll SRRW91 mtes efpey ,I.fl Af>f>eRrJ.H( A f>f the 

ceNecti'Je 9f1FeemMt wRiGFI weFe iR effect 91'1 Aflg11&t 61, 2QH s/:JaU se iRc.ce95efl l:Jy ooe pereent 

(1.()96.j, J:l:Je new fflte& sR&ll 8e t=ewnflefl ta the neeFest VIR~ fk>#.sr. 

(B} Effective laRwsry l, 2014, 9ll E1RR1Jal ffltes 9f fHilY iR AfilfJeRflix A ef the cellective sg,:eement 
which wer-e !R effect 9R f>eceffl9er 411 20H sf:iEJl! 9e .wcrefl5eEJ by eRe percent (1,09'). TRe Rew 

r9tes shsl.' se .CB~mded to the Resieest wMlle fi.ellSFt 

The geRers! 111-sge iRere95es liste9 sbeve 9re FCflee~d .'R the revl5eEi P.i:eviRCiQ/ &ahiry ~ce.'e which 

is refeFeRced 95 Af3'fJ€Rf#H A ef tl:JJs &cl:fedwle. 

(f1) E{feetive JeRwery 11 2'G1a; sll s~& e11 seeMfi.sry see/es w/:lie/:I were iR effect &ecemlaer 41., 
2Q12 sha!.' he iRaeasefi 19y e11e (3ereeAt-(1,Q9'). TRe RCVl r-stes sFis!l he re1:1RfieEJ te the Aeerest 

w/:lele GeRt Gr 8~r 85 appliGfll:Jle. 

f8i E{fec~ve Af>Fll l, JlJ?l.6, all s~s en seeoodery SfHille5 w/:rlth weFe JA elfeet 9R MsrGh 311 2016 

shall l:Je lRe.ce9sefi. 8y 9Re fJC1"6eRt (1.0116). The new rnte sl:lsll 19e reuREle£1 te the neerest whele 

ceRt er Eiellflr 95 £¥fJl/€ffle, 

le) f.fjeetlve $e(3tember 1, 2<JH BF 'the de~ ef teR~t.''t'e sett!emeAt af the Jeeel pflrties' 

IWeffleraRdum ef Agreemel'lt (wh~e~·er .'s hlter}, a# ste(ils 9R 5eGOF#fi.sry sca!es w/.JIEh weFe iR 

ej/eEt an A1:1gf:l6t ~11 2Q1B shall se .1.Re.-ce95ef1 lay eAe peFEel'lt (1.Q9'~1 Me new rstes shs# lie 

FBURded te the Res.rest w-Rele cer:it er 69118r 95 SflfJlic98/e, 

(8) Ef/ee#ve iEll'HIBFY 1, 2,()14, 9# 5tef1S BR SeOORQsf)I &GGl..'es w/:l!dl !NeFe iR ejfeet 9R Deeem/:le." ~1, 

2016 st:ial! se !Aere95ea sy eRe perceRt (1.09'). T/:1e-Rew retes sl:faJ..' he re1:1F1fk6l te the Reare&t 

Vl·hele senf. er 9e.'#N filS ElfJfJlifflhk. 

11.9.2,2 De&plte Artkff!.-1.1.9.2,1 E1bave, /.9661 panle6 may e!eet te Felt'lse seesReflry ssBJes te the extent 

pes-s.'l:Jle it.tlthlR B weighted svefflge sf tJ:ie Sfl!ary iRc.cesses speEl/ied iR AFt.'de H.9.2.1. 

11.9.3 Maintenance of Placement (Substance Item} 

Where an employee covered by this Agreement becomes employed within two (2) years by 

another institution of the former Common Agreement also covered by this Agreement, initial 

placement shall be made at the higher of the placement formula at the hiring institution or his or 
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her cu"ent or most recent salary step. This will only apply when the employee becomes 

employed In the same or a substantially similar field. The normal probation provisions of the 

hiring institution w;J/ apply. 

Vancouver Island University w/fl commit to place new employees from the following institutions 

at the current salary placement: 

College of New Caledonia, College of the Rockies, Camosun College, Capilano University, Douglas 

College, Kwantlen Polytechnk Unlllerslty, North Island College, Northern Lights College, 

Northwest Community College, Se/kirk College, Thompson Rivers Unlver5/ty, Vancouver 

Community College. 

11.9.4 Csl&w.'s~R 9f Pey 

V6RH6Wer .'&IBRB J:l.RJver:sJt-y will FeVleVJ ck diw&i9A Bf 61RRtiJS/ ~8'° /Rte f99Y pe:;1eds te eR&M•"'e tRQt 

eR'l~lsyee& l'eEeive the feU sr ~FS F&tefl /6& Bf113He61iJle)1 iFBff 8R'1Wfll &fiJIMJI ill Ufe PF9VIAeH11 Stllsry 
&'8/e hf AfJ#JMrHN A. 

11.9.S OveFIHfl 

A FefUifw el'ltf'11eyee v..we wwlfs BR sveRetNI ;,, s 9ivelt yeflr slf •11 Nee#ve Re less #:IBR eltl:Jer1 

(9} the fHB FSte &s!eryfsr U.e ew.c/sefl eB&ed 9R the PFev!Relsl &BIBpt $£.9/e er the se€-919flsr=y 

sesle SA V<'Rich t#:le em19IEiJYee i& ~a&efl s~ 

(.&,1 9 .iceflw&tieA &f werlflaetJ IR 9 SIJBSBEfh/BRt year tJ:iet t& 66fflR9IFISWFflt-e v.'i#t #le 9Ffl9t1Rt ef the 

1he SfM&itkHJs gs11eF11IRfl e11e1~sds s.oee es set sut IR #le Hf'Jhlr •Mfilf1Yee's 19€&! E61196t!ve 

egHeMe11t, s"'1jeEt te t#Je alisve ,,s'lisiM. 

Proposal: hE12 

Article No: 

Article Heading: 

12.3.1 

12.3, 12.4, 12.8 

c) provide funds to support assisted leaves as per Article 12.4. pFevlde NRds ta s1::1ppert tt:ie eEt1::1ivaleM 
ef eight aAd eAe t:ialf full tiMe fil!ef4ssienal E1e·1ele,MeAt lew.·es ef atJseRee (a&slsteEI leaves) at a 
mlRiFRYFFI af 799' effeg1::1lar salary, 

NOTE TO DRAFTERS .. Existing language deleted ln 12.3.1 c will be moved to Article 12.4 Assisted leave 
(Professional Development Leave of Absence): VIU will provide funds to support the equivalent of eight 
and one-half full-time professional development leaves of absence (assisted leaves) at a minimum of 
70% of regular salarv. 
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12.3.1.a "provide each regular faculty member, upon application, a minimum of $1,000 for professional 
development activities approved by the appropriate Academic Administrator. T,, 

12.3.1. 

d} Reimburse each limited term contract instructor, whose contract, or combined contracts, exceed 1 
year in length, for Professional Development activities to a maximum of $1000 per year provided: 

2. Receipts of expenses are submitted prior to but no later than 30 calendar days after the conclusion of 
the limited term contract. 

(refer to T-Doc 49 from prior bargaining) 

12.4.10.4 The UAiveFsit•1 Board University President shall notify in writing, not later than October 31 all 
faculty recommended for P.O. leave as to the outcome of their applications. If the application has been 
refused, the reasons for refusal shall be stated. 

12.8.10 "Absence due to illness In the immediate family or, with the approval of the appropriate Senior 
Administrator, absence due to other circumstances that affect the satisfactory performance of the 
faculty member, i:i:ia·; ee GJ:laFged agaiRst the inEliviE11:1al's siel< leai.re ereElits may be granted to a 
maximum of six days per year." 

Proposal: hE18 

Article No: 11.1.4.2 

Article Heading: MOU Economic Stability Divident 

11.1.4.2 

~f.fe&ti1,•e JaR1:1ar•111 20141 a temperapt iAstr1:1etieAal fae1:1ltv memher sl:lall be palEI tl:le flat rate of 

$9104§,98 per assignee se1:1rse seAslstiAg et three Jeet1:1re or eei1:1i·.ialeAt l:lo1:1rs per week over tt:ie 

Aermal fall-or Sf'IFIAg semester. nie rate for aA'/ eo1:1rses reei1i1iring fewer er more Fiot:trs f'ICF weel< 

shall be baseel l:lpoA a rate of eAe tl=!iFEI of tl:le aeo•,re ai:i:ie1:1At fer cash l:lot:tr of teael'llng i;ier week, 

for oAe semester. The flat Fate sl=iall '3e iRereaseel as follows; 

effeetive tt:le first a.av of tl:ie first foll pay perloEI after April 1, 2016;9·,· ene pereent (1.0%) to 

$9,109.44. 

Effectl'.1c tl::'te first Ela~· of tl:le first fyll pay perioEI after Felm~ar~· 11 201i; 'eoAomle Stability 

OiviEleRd*. 

HfeetltJe tl::'te first Elay of the first f1:1ll pay perloEI after April 11 29161 b•t' oRc half of one percent 

(0.5%). 
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Effee:ti•Je the first Ela~· of the first full t)ay f)erloel after Felar1:1ary 1, 2017 ey one f)ereeR-t (1.09'), 

plus the l!eonomic Stability Gi1.•iElenE1*, 

&:ffective the first day ef the first f1:1ll pay !'lerioel after A13rll l, 2Q17 b•1 one half of one f)ercent 

f0.5%). 

&:ffecthte the first full pay period after Febn,1ary 1, 2-018 by one percent (1.0%), 13l1:1s the 
Eeonefflfc Stalailit·1 DMElend!. 

E#ective the first f.lay of the first full f>3'1 perioel after Af)ril 1, 20181 by one half of one percent 

(O.S%). 

&:ffeetive the first Elay ef the first fl:ill pay perloEl-after--Febr1:1ar; 1, 2019, t:i·; one flereent (19') pl1:1s 

the EcoROmie Stabilit•t Bi·1ielenellf, 

Tl:ie teA=tporaPJi iAstr1:1etional rate sl=lall be paiel in lilii. .. ·eeldv installments o·Jer tl:ie perioel of tl:le 

act1:Jal teaching assignment. AssignmeAts ta1:Jgl=lt e1:1ring the nermal fall anel/eF s13ring semesters 

will be paiEI EWer a perieel ef Hi weel<s, Tl:iis d1:1ratieA will l:le extenEled or sherteneEI to refleet the 

perioEI of the act1:1akead1ing a~ignment f.or co1:1rses ta1:1ght 01:1tsiEle of the normal fall anel/or 

spring semesters. 

Proposal: hJOl 

Article No: 

Article Heading: 

1.B GORR&:SPONDENCE 

1.13 

Corres!)ondence 

All eerres1=10nElense relatins te matters sovereel iR tl=lis Agreement frem the Asseciation or a 
re~resentative ef the Association te any aelminlstrator (in~lusing a Cl:ialr e~ eq1:1i\•alent) shall-l9e eoplee 
to tl:ie E><eetitive Direeter ef Mtin::ian Rese1:1rees. 

The Parties agree that these housekeeping amendments do not change the meaning or intent of the 

collective agreement language. 

Agreed to: 

~AA ., 
Patricia Elliott, Bargaining Chair Laura Suski 
On behalf of Vancouver Island University On Behalf of Chair, VIUFA Bargaining Committee 
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RE: Article 5 Grievances 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: OOZ 

Proposal: ES 

Article No: 

Article Heading: 

5.1.2.2 

Grievance Procedures and Arbitrations 

"5.1.2.2.2 Unless extended by mutual agreement, time limits in the grievance and arbitration procedure 

are mandatory. Failure to initiate a grievance in a timely manner will result In the grievance being 

deemed abandoned. In the event that a grievance once initiated is not processed by either party within 

the time limit specified the grievance will be considered to have been advanced to the next step. A 
grievance shall be deemed to have been abandoned if a year passes during which no action Is taken by 

either partv without anv reasonable explanation for the delay." 

Proposal: E6 

Article No: 

Article Heading: 

5.3.3 

Expedited Arbitrators 

"The fellewlAg aFhitFeleFS sl:iall he aeleetelt eR the basis ef tlcte fJefSeR wl:ie Is atJallalJle ta l:iear tl:ie 
gFle\laAee wltf:llR tf::lirt·1 (~9) ealeRElar days ef 8fJfJSiRt"'eR~ eA a retatiRg 13asls, It Is 1:.i:uileFSteeEI that tf::le 
sarAe areltFater wlll Ret jge seleetetl te Rear eeAsee1:1tlve grie¥aAees eHeept 1at·1 MYt1:1al agi:eemeRt h~· tf::le 
13arties. 

• Kate ¥e1:1Ag 

• '811A l'a~·ler 

• JIRA Hall 
• MaFlt IF9',#A 
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• MargYerite JaekseR 

• JoaA GordoA 

An arbitrator shall be selected from a llst mutually agreed upon py the union and the employer. and 

such may be subject to amendment during the term of the Agreement. If none of the listed arbitrators is 

available within thirty (30) days, the parties shall agree to another arbitrator who is available within 

thirty (30) days of appointment. " 

Proposal: E7 

Article No: 

Article Heading: 

5.3.4 

Process 

"As the 13roeess is iAteAaed te l:le e)(peEliteEI, la'N1
1•ers j.awyers shall not be retained to represent either 

party unless there is mutual agreement between the parties. This does not preclude either party from 

using staff who may be lawyers." 

Agreed to: 

/ -.Elliott, Bargaining Chair 

011 behalf of Vancouver Island University 
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T-Doc; 003 

RE: 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 
And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014·2019 updated collective Bgreement: 

Letter of Agreement: Limited Term Contract Hiring 

As discussed in mid-term bargaining sessions during the fall of 2017, the following sets out the agreed 

practices and processes used to determine hire Limited Term Contracts (LTCs). 

Definitions: 

Committee Chair - The Chair of the Search committee, nonnally the Dean of the Faculty, however, it 

may be designated to another Admln employee. 

Search Committee -The committee formed to provide advice to the Committee Chair on the hiring of 

the LTC. 

Departmental Seniority -Seniority earned by being an Instructor In a specific department. Departmental 
Seniority is only relevant for the purposes of Identifying an Internal candidate for LTC hires. The amount 
of seniority is irrelevant as departmental seniority is only used to determine candidacy for the position. 

Global Seniority-Seniority earned by combining all instructional workload in all departments at VIU. 

Internal Applicants for LTC Hires -A candidate who has earned departmental seniority by teaching In 

the department of hire within the last 12 months. 

External Applicants: An applicant who does not have departmental seniority. 

Guidelines: 

Limited Term Contract (L TC) faculty positions will be hired based on the following process: 

1. The Search Committee reviews the applications and flags those applicants who are Internal 
applicants. The Committee Chair may need to consult with the Chair of the Department, Human 
Resources and/or VIUFA to Identify applicants with departmental seniority. Applicants with 
global seniority in the same Faculty but not the department will not be considered an internal 
candidate for LTC hires. 

2. In Its review of the teaching experience of Internal applicants the Committee wlll consider 
whether they have received satisfactory evaluations in the department in accordance with the 
VIUFA Collective Agreement. 
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3. The Search Committee assesses the internal applicants for qualifications and knowledge of 
applicable course content by reviewing the written application, and conducting an interview. 
This interview may include a mock teaching dernonstration or mini lecture. The mock teaching 
demonstration or mini lecture are not to be used to assess the quality of the teaching 
performance as this has already been established through the review of teaching evaluations. 

4. In the case of a single internal candidate who the committee agrees is qualified to teach the 
applicable courses, an interview ls not required. 

5. In the case where there are two or more Internal candidates who the committE!e agrees are 
qualified, the committee reviews the written applications, conducts an interview and chooses 
the best candidate. 

6. If the Search Committee establishes that the internal candidates are not qualified for the LTC 
position, the Search Committee then moves to the list of external applicants. The assessment of 
external candidates will follow the practices normally used for the hiring of regular positions. 

7. Where there Is dispute about internal candidates who are assessed as not qualified for the LTC 
position, the Committee Chair, when requested, will provide a written rationale as to why an 
internal candidate was assessed as not qualified. Such a rationale would explain why any 
candidate with similar qualifications would not be hired into the position. 

Agreed to: 

;!#~EA?° 
( Patricia Elliott, Bargaining Chair . 

On behalf of Vancouver Island University 
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T-Doc: 004 

RE: 

LEITER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the fullowing substantive changes to the 2014-2019 updated collective agreement: 

Letter of Agreement: Non-Regular Seniority 

Definitions: 

Break-in-Service -where there is a full pay period with no pay earned by a VIUFA faculty member for 

VIUFA instructional activity. 

Pay Period-the two-week calendar period, defined in advance by VIU's Payroll Department, where 

work activity results in paid compensation. (e.g. Pay Period 1825 is the 25th pay period in 2018 for the 

time period of November 24, 2018 to December 7, 2.018) 

Seniority Expiration - Non-regular instructional faculty will cease to have VIUFA seniority of any type 

when that faculty member has no workload resulting in paid VIUFA Instructional activity for twelve (12) 

months from the end of the pay period where there was last pay earned for VIUFA Instructional activity. 

Guidelines: 

1. Seniority credits earned are recognized and accumulate only in the department(s) of active pay. 

Non-Regular seniority is only applicable to departments where the faculty member has pay 

earned for VIUFA instructional activity in the previous twelve (12) months in that department 

from the end of the pay period where there was last pay earned. 

2. LTC Seniority will be tracked separately from Sessional seniority except for the purposes of the 

Right of First Refusal (ROFR), Article 9.2.2 where the faculty member's seniority credit value will 

be the combination of LTC and Sesslonal seniority (e.g., LTC credits= 0.8, Sessional "'2.0, 

combined will equal 2.8) 

• If ROFR work is offered and rejected by a non-regular faculty member who has an LTC 

appointment, that faculty member will not be eligible for ROFR offer as a sessional 

Instructor where the workload offering is the same. 

3. When a sessional Instructor is appointed to an LTC position, their sessional seniority will be 

frozen as of the first day of their LTC appointment until: 

T-004- E65 LTC Senlority.docx Pagel of 2 
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• They obtain other sesslonal work (Within 12 months of the conclusion of their LTC 

contract), 

• Their seniority expiration. 

4. In the event that a part-time LTC faculty member is appointed to additional sesslonal workload, 

LTC and sessional seniority are earned and tracked separately based on the relevant 

appointment. 

5. When an LTC contract ends and that non-regular faculty member obtains further sesslonal 

workload, the previously earned LTC seniority credits will be combined with their sesslonal 

seniority credits, and vice-versa, provided their seniority has not expired. 

In the event that a non-regular faculty member becomes regular, either through a posted vacancy or 

through the regularization process, the combined L TC and sesslonal seniority credits will be treated In 

accordance to Articles 6.2.3 or 9.4.1.3. 

Agreed to: 

. 
Patricia Elliott, Bargaining Chair 
On behalf of Vancouver Island University 

T-004 - E65 LTC Seniority.doe< 

Laura Suski 
On Behalf of Chair, VIUFA Bargaining Committee 

,2' ,,/o;P; 
7 > 

Date Signed 

MOA Initials 
(only Initiated when singing the final MOA) 

ER: ___ _ 

UN: ___ _ 
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 
And the 

Vancouver Island University Faculty Association 

T-Doc:OOS 

RE: 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

Letter of Agreement: Field School Sub-committee 

It Is agreed that a Labour Management subcommittee wlll be struck to survey practices and experiences 
around field trtps and field schools. The sub-committee will have equal representation from the· 

Employer and VIUFA. Members of the committee could Include representatives from the 
VIUFA Executive, lnternationa 1I Education, and other members of faculty and management with 

experience leading VIU field schools and field trips. The mandate ofthe subcommittee will be 
to document practices, highlight workload Issues, and make a report to Labour Management. The sub· 
committee will complete its work by September 1st, 2020. 

Agreed to: 

~~ 
I 

Patricia Elliott, Bargaining Chair 
On behalf of Vancouver Island University 

T-005 • F39 Field School Sub-Committee.doc>< 

Laura Suski 
On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MCA Initials 
(only Initiated when slngll'lg the flnal MOA) 

ER: ___ _ 

UN: ___ _ 
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: 006 

Proposal: F19 

Article No: 

Article Heading: 

12.3.l.a 

Professional Development 

The following expenses may be eligible for reimbursement: 

I) Membership fees in professional organizations and learned societies; 

ii) Books, periodicals, journals and other materials directly associated with the faculty member's duties 
and responslbilities; 

iii) Registration fees or other fees for courses, workshops and similar activities; 

iv) Travel expenses related to attending meetings, conferences, courses and other approved activities. 
(These reimbursements will be made in accordance with the travel policies of the University); 

v) Computer purchases (once every three years) 

vi) Other activities deemed of significant benefit to Vancouver Island University. 

Faculty who receive reimbursement for the purchase of a computer will be required to confirm that the 

computer is for their use only in relation to their professional development pyrsuits. 

As ReR taxa~le reiml:H,1FseMeRts, Goods purchased through Professional Development funds remain the 

property of the University, with the exception of purchased computers which will remain property of 

the University for three years. The taxable status of these expenditures will be in accordance with 

Canadian Revenue Agency legislation and guidelines. 
...... ::=;:::' 
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Agreed to: 

~tt, Bargaining Chair 
On behalf of Vancouver Island University 

T-006 • F19 PD Funds· Computers.doc>< 

Laura Suski 
On Behalf of Chair, VIUFA Bargaining Committee 

o/ 1, .2011 
Date Signed 

MOA Initials 
(only Initiated when singing the final MOA) 

ER: ___ _ 

UN: ----
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~~ 
VANCOUVER ISLAND 

UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

RE: 

The parties agree to the following housekeeping amendments to the 2014-2019 updated collective 

agreement: 

T-Doc: 007 

Proposal: hE11 

Article No: 11.4.1.4 

Article Heading: Initial Placement on Salary Scale 

11.4.1.4 A master file of all completed VIUFA Salary Placement Experience Credit Data Summary 

forms and Initial Salary Placement Forms shall be kept in the Human Resources Office. 

Cepies eftl::ie Vl.YFA 6aiar'( Pla-eemeAt EXf'erieAee Creait Data St.:tfflFAarv ferFA aAfl tl:le 
Initial Salary PlaeeFAent farm fer eael:l sl:leeessf1:1I eaA&IElate sl:iall ee sent te tl:le Chief 

Persennel Stewafel ef the AsseelatioA. 

The Parties agree that these housekeeping amendments do not change the meaning or intent of the 

collective agreement language. 

Agreed to: 

~.~~ 
On behalf of Vancouver Island University 

T-007 - Salary Placements to VIUFA.docx 

~AA. 
Laura Suski 

On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MOA Initials 
(only Initiated when singing the final MOA) 

ER: ___ _ 

UN: ___ _ 
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

Article No: 11.2.1 

Article Heading: Allowances for Administrative Duties 

"Any and all allov;ances or stipends for administrative duties shall be reported to the Committee of 

Personnel Stewards of the Association by the Administration each semester by September 30 or 

February 28 as appropriate. At the request of the Association, the Employer will provide a report of any 

and all allowances or stipends for administrative duties for the current academic year." 

Patricia Elliott, Bargaining Chair 

On behalf of Vancouver Island University 

T-009 - hE11 Allowances for Administrative 
Duties.docx 

Laura Suski 

On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MOA Initials 
(only initiated when singing the final MOA) ER:E 

UN: -
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

Article No: 12.3.2 

Article Heading: Professional Development 

1112.3.2.1 Regular non-instructional faculty members shall receive two (2) weeks to engage in 

professional development activities per year (following the submission of the leave request form). 

Faculty who do not have twelve month appointments shall have this time prorated commensurate with 

the length of their appointment. 

12.3.2.2 When additional professional development time is needed for non-instructional faculty may, 

upon written application to the appropriate Dean, Director or Regional Campus Principal, receive special 

permission to be absent from the University. 

12.3.2.3 Where professional development activities or associated travel time, by necessity, fall on a 

weekend or statutory holiday, the non-instructional faculty member will receive a corresponding day off 

in lieu. The day(s) in lieu will be used with the administrative manager's approval within eight weeks of 

the conclusion of the professional development activity." 

Agreed to: 

Patricia Elliott, Bargaining Chair 
On behalf of Vancouver Island University 

Laura Suski 
On Behalf of Chair, VIUFA Bargaining Committee 

( 
Date Signed 

MOA Initials 
(only initiated when singing the final MOA) 

r·11;fl~ 
ER: "''lil 

u~ 

T-010 - F22 Weekend Travel for Reg Non-Instructional Faculty - 12.3.2 Professional 
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VANCOUVER ISLAND 
UNIVERSITY 

LEITER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

Article No: 9.2 

Article Heading: Appointments of Non-Regular Employees 

9.2.4 Additional available temporary work in Powell River will be offered on the same basis as 
paragraphs 9.2.1, 9.2.2.1, 9.2.2.2, 9.2.2.3 and 9.2.3 above, to faculty having done work for the University 
at Powell River within the preceding twenty-four months. 

Additional available temporary work on Vancouver Island will be offered on a seniority basis to faculty 

having done work for the University on Vancouver Island within the preceding twelve months, using the 

processes in paragraphs 9.2.1, 9.2.2.1, 9.2.2.2, 9.2.2.3 and 9.2.3. For courses that are offered less 

frequently than once every t'.velve months, and upon agreement of the Association and the University, 

these courses will be offered on a seniority basis to faculty having done this 1uork for the University 

\Vithin the preceding twenty four months. 

9.2.5 Upon agreement of the Association and the University, courses timetabled less frequently than 

once every twelve months will be offered on a seniority basis to faculty having done this work for the 

University within the preceding twenty-four months. 

9.2 . .§§ Field schools will not be considered additional available temporary work unless the 

Professor/Instructor who developed the field school declines the work. 

Agreed to: 

~,~air 
On behalf of Vancouver Island University 

T-011- E21 Less Frequent Classes 9.2.4.docx 

Laura Suski 

On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MOA Initials 
(only initiated when singing the final MOA) 

ER: ___ _ 

UN: ----
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: 013 

Article No: LETIER OF UNDERSTANDING #1: 

Article Heading: UNCONVENTIONAL INSTRUCTION DESIGNATED UNDER 10.2.1.2.1 

+Re~ listing of cases of unconventional instructionalL referred to in Article 10.2.1.2.1 of the Collective 

Agreement is as follows: Activity Courses Aquaculture and Fisheries 171T, 172T, 173T, 191T, 192T, 271T, 

272T Forestry 201T, 291T, 292T, 293T Music labs, ensembles, individual instruction Recreation 152, 199, 

299 Study Skills labs These and others 'Nhich may arise 'Nith clear parallels to them, shall be classified as 

unconventional instruction for purposes of determining mmcimum workloads under Article 10.2.1.2.1.L 

will be determined by the VIU-VIUFA Labour Management Committee. The Employer shall provide a 

report to the VIU-VIUFA Labour Management Committee on said courses in February of each year and 

post a list on the VIU Human Resources website. 

As per former Letters of Agreement #2 Dental Hygiene Diploma Program and #15 Dental Hygiene 

Workload, the parties recognize that there are currently no courses in Dental Hygiene that qualify as 

"unconventional instruction." 

Article No: u:nrn OF AGRrJ:MrnT #2 

Article Heading: DENTAL HYGIENE DIPLOMA PROGRAM 

Courses in the Dental Hygiene Diploma program that are considered as unconventional for the purposes 

of calculating 'Norkload are: 

DENH 150 Dental Hygiene Foundations I (clinic portion) 
DENH 155 Dental Sciences I (lab portion) 
DrnH 160 Dental Hygiene Foundations II (clinic portion) 
DENH 169 Radiology (lab portion) 
DENH 171 Dental Hygiene Clinic I DENH 251 
Dental Hygiene Clinic II 

T-013 - E45, E46, and E59 Unconventional Instruction LOA 1, 2, and 
15.docx Page 1of2 
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DENH 261 Dental Hygiene Clinic Ill 
DENH 271 Dental Hygiene Clinic IV 

Regular(3) faculty members •.viii normally have annual teaching assignment that include courses from 

both those listed above (unconventional) and those not listed above that are part of the approved 

program matri>c. 

No regular full time faculty member will have a teaching assignment that is solely comprised of the 

courses listed above. Non regular faculty members with an annual teaching assignments equal or more 

than 0.75 FTE 'Nill normally have a 'Norkload inclusive of some conventional instruction. 

Signed 2006 

(3) Refers to both regular full time and regular part time status 

Article No: LETIER OF AGREEMENT #15 

Article Heading: DENTAL HYGIENE WORKLOAD 

The parties recognize that 'Norkloads in Dental Hygiene require amendment so that clinic hours do not 

fall under "unconventional instruction". The parties agree to form a joint committee to develop a fair 

vmrkload model for implementation no later than August 15, 2018. 

Agreed to: 

Patricia Elliott, Bargaining Chair Laura Suski 

On behalf of Vancouver Island University On Behalf of Chair, VIUFA Bargaining Committee 

T-013 - E45, E46, and E59 Unconventional Instruction LOA 1, 2, and 
15.docx 

Date Signed 

MOA Initials 
(only initiated when singing the final MOA) 

ER: ___ _ 

UN: ___ _ 
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

RE: Indigenous Pedagogy 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: 014 

Article No: LOA 

Article Heading: Indigenous Pedagogy 

"The parties agree that a Labour Management subcommittee will be convened to discuss aligning 

evaluation practices with Indigenous pedagogy. The subcommittee will be determined by Labour 

Management and have representation from VIU, VIUFA, and other areas with expertise in Indigenous 

ways of knowing from across the VIU community. The mandate of the subcommittee will be to propose 

tools and methods appropriate for evaluating faculty practicing Indigenous pedagogy, as well as a 

process for individuals to request this approach to evaluation. The subcommittee will report back to 

Labour Management with recommendations in September 2020." 

Patricia Elliott, Bargaining Chair 

·On behalf of Vancouver Island University 

T-014 - F33 Indigenous Pedagogy LOA.docx 

I 

\. 

Laura Suski 

On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MOA Initials 
(only initiated when singing the final MOA) 

ER: -----

UN: ___ _ 
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VANCOUVER ISLAND 
UNIVERSITY 

RE: 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: 016 

Proposal: E24 

Article No: 10.4 

Article Heading: Assignment of Workload 

"10.4 ASSIGNMENT OF WORKLOAD 

10.4.1. In Spring semester, when the approved Program Profile is received from the Ministry, the Dean 

shall advise each department of its activity level for the next budget year. If subsequent 

developments necessitate a change to this activity level, the Dean will advise the department 

accordingly. The initial proposed allocation of each Professor's/Instructor's workload shall first 

be determined by the Chair of each department (or dean if no chair) in consultation with the 

members of that department. The proposed workload allocations shall be reviewed by the 

appropriate Dean in order to ensure a fair distribution within the department. Differences in 

contact hours, course preparations, student numbers, travel times, and other parameters which 

are seen to be relevant including those factors set out in Article 10.2.1.1, shall be considered. 

The workloads determined shall be consistent with the guidelines and limits in all relevant 

sections of the Collective Agreement. 

After the review and confirmation by the appropriate Dean, Professors/Instructors shall be 

advised of their proposed workload allocation as soon as possible, and normally, no later than 

the end of the preceding academic year. 

Concerns regarding individual or departmental workload allocation or timetables, Article 

10.4.1.1, should be communicated to the appropriate academic administrator. The Chief 

Steward or designate may be part of those communications if desired by the faculty member. 

10.4.1.1 Timetabling 

Professors/Instructors shall be advised of their proposed timetable as soon as possible, and 

normally, no later than the end of the preceding academic year. 

The following limits shall be placed on the times that a Professor/Instructor would be mcpected 

scheduled to teach: 

T-016 E24 (10.4) Assignment of Workload 
(Timetabling) .docx Page 1 of 3 /;l/f 
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10.4.1.1.1 No Professor/Instructor shall be required to teach more than three consecutive one hour 

classes, labs or seminars, or more than 2 consecutive classes, labs or seminars of duration more 

than one hour each. No Professor/Instructor shall be required to conduct more than four 

consecutive hours of class, lab or seminar. 

10.4.1.1.2 Where a Professor/Instructor has ffi.iW family care commitments, and where the 

Professor/Instructor makes a written request, the University shall make every effort to ensure 

that Professor/Instructor has no classes scheduled before 9:00 am. 

10.4.1.1.3 Upon written request to the Chair and/or Academic Administrator, Professors/Instructors 

shall be entitled to granted a minimum of one continuous hour of unscheduled time in the 

period between 11:30 and 14:30. Written requests will be submitted at the beginning of the 

timetabling process. 

10.4.1.1.4 Professors/Instructors shall be entitled to a minimum of twelve continuous hours of 

unscheduled time between workdays. 

10.4.1.1.5 Where a Professor/Instructor is required to teach at more than one campus, there shall be 

reasonable provision for travel time in the Professor's/Instructor's teaching schedule. 

10.4.1.1.6 The University shall make every effort to ensure that no Professor/Instructor shall be required 

to conduct a class, a lab or a seminar that ends more than 9 hours after the start of their first 

class, lab or seminar of that day. 

10.4.1.1.7 Where a full-time Professor/Instructor is assigned upper level courses and is taking an upper­

level release in that academic year, and where the Professor/Instructor makes a written 

request, the Professor/Instructor shall have no classes, labs or seminars scheduled on at least 

one of Monday to Friday. 

10.4.1.1.8 All Professors/Instructors shall be entitled to two consecutive days off per week:...,...a-HG Where 

a Professor/Instructor teaches any part of a course (lab, lecture or seminar) outside of the hours 

of 8:00 to 17:30 Monday through Friday, the University shall make every effort to provide that 

Professor/Instructor with a third day off during the week. 

A Professor/Instructor may request exemption from teaching: 

a) more than one lab, lecture, or seminar per week scheduled to start after 17:30, and/or 

b} courses schedulelit, on Saturdays. 
;C:::;o•.\!'--!;. • 

Such request1will not be unreasonably denied. 

10.4.1.1.9 Where a faculty member is assigned required as part of her/his their teaching duties to be on 

call outside of their regular scheduled teaching assignment, the University shall make every 

effort to provide that faculty member with an additional day off for each two weeks of on call 

duty providing there is no additional expense. 

10.4.2 Within t·.vo weeks of the commencement of a term, the Academic Administrator shall foPNard to 

the Association ·.vorkload reports for all faculty 1.vho \'IOrk in that administrator's area. The Chief 

T-016 E24 (10.4) Assignment of Workload 
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Personnel Steward or a designate shall, within two weeks follo 1.ving the receipt of the workload 

reports, meet 'Nith the Academic Administrator responsible to review the workload allocations. 

The Committee shall present to the Dean, in writing, any concerns about faculty 1.vorkload. /\ 

final report, inclusive of any changes made by the Dean, shall be fop.varded immediately by the 

Chair of the VIUF/\ faculty \Norkload Committee to the Dean and the Chief Personnel Stev,iard of 

the Association no later than four weeks follm.,,ing the first day of classes. 

10.4.3 Workload allocations determined in accordance 'Nith the above Articles 10.4.1and10.4.2 may be 

appealed to the appropriate senior administrator. 

~ 10.4.2 Other Outside Teaching and Non-Teaching Services Initiated by the University 

10.4.5.110.4.2.1 Faculty may be given assignments with agencies outside the University (based on the 

Standard of Reasonableness.) However, such work may not be assigned to a level which exceeds 

a full workload, except with the agreement of the faculty member. Faculty may refuse such 

overload assignments without prejudice to their employment and working conditions at the 

University. 

10.4.5.2 10.4.2.2 Should faculty accept such overload, they shall be paid a mutually agreed upon 

contract fee. Details of financial arrangements shall be made known to the Committee of 

Personnel Stewards of the Association." 

Patricia Elliott, Bargaining Chair 

On behalf of Vancouver Island University 

T-016 - E24 (10.4) Assignment of Workload 
(Timetabling).docx 

Laura Suski 

On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MOA Initials 

(only initiated when singing the final MOA) 

ER: ___ _ 

UN: ___ _ 
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VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

RE: PD Time for Non-Instructional 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: 017 

Article No: 12.3.2 

Article Heading: Professional Development 

"12.3.2 Regular non-instructional faculty members shall receive two {2) weeks per calendar year to 

engage in professional development activities per year (following the submission of the leave 

request form). Faculty who do not have twelve month appointments shall have this time 

prorated commensurate with the length of their appointment. 

Professional development time may be carried over to the following calendar year, or borrowed 

from future calendar years, provided at no time will the total professional activity time exceed 

six (6) weeks. If a faculty member leaves the employment of VIU and has used PD time 

borrowed from a future calendar year, the member shall repay the University the equivalent of 

the PD deficit time in salary. 

When additional professional development time is needed non-instructional faculty may, upon 

written application to the appropriate Dean, Director or Regional Campus Principal 

Administrator, receive special permission to be absent from the University." 

Agreed to: 

Patricia Elliott, Bargaining Chair Laura Suski 

On behalf of Vancouver Island University On Behalf of Chair, VIUFA Bargaining Committee 

T-017 - F16 - PD time for Non-Instructional Faculty Members 

12.3.2.docx 

z__ I 
Date Signed 

MOA Initials 

(only initiated when singing the final MOA) 

ER: ___ _ 

UN: ___ _ 
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• VANCOUVER ISLAND 
UNIVERSITY 

LETTER OF UNDERSTANDING 

Between 

Vancouver Island University 

And the 

Vancouver Island University Faculty Association 

RE: Upper Level Release LOA#12 (VIUFA Grievance 07-04) 

The parties agree to the following substantive changes to the 2014-2019 updated collective agreement: 

T-Doc: 018 

Article No: 10.11 & Letter of Agreement# 12 

Article Heading: 

NEW "10.11.1.3 If a faculty member whose assignment includes technician work is given a full­

time workload which includes the teaching of upper division courses, then that faculty member 

shall receive one (1) section of upper level release." 

LETTER OF /\GREEM ENT #12: UPPER LEVEL RELEASE MF/\ GRIEVMJCE 07 04 

Effective August 1, 2007, when a faculty member vvhose assignment includes technician work is 

given a full time workload which includes the teaching of upper division courses, that person 

shall receive one (1) section upper level release. 

Agreed to: 

Patricia Elliott, Bargaining Chair 

On behalf of Vancouver Island University 

T-018 - Upper Level Release LOA E56.docx 

Laura Suski 

On Behalf of Chair, VIUFA Bargaining Committee 

Date Signed 

MOA Initials 
(only initiated when singing the final MOA) 

ER: ___ _ 

UN: ___ _ 
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SCHEDULE C 

Service Improvements: 

A. Selection of Academic Administrators and Provost 

Article 6.4.2.2 Selection of Academic Administrators (ElO, Ell, E12, E13) 

6.4.2.2.1 This provision applies only to Academic Administrators other than at the Vice-
Presidential level and above. Appointments of Academic Administrators shall be made 
only after wide consultation with the University community and, specifically, after 
consultation with the members of a Faculty or area(s) reporting to the administrator. 
Appointees are expected to hold appropriate academic qualifications as specified for the 
position. Unless otherwise requested, VIUFA faculty will only participate in the selection 
of Academic Administrators who directly manage or supervise VIUFA members. 

6.4.2.2.2 

Appointments of Academic Administrators shall be open to internal and external 
applicants. 

6.4.2.2.3 
The selectieR committee for an Academic Administrator will have a minin:n·lfA of one 
AssociatioA Member on it providiAg that that AeaEfeFAic AaFAinistrator supervises at 
least OAe VIUl=I\ bargaining unit meFAber. At least two thirEfs of the selection committee 
FAeFAbersl:li13 sf:lall be made up of the unionized employees superviseel b'f tl:le Academic 
Administrator. The percentage of Association memhers OR the selection committee sl:iall 
not be less than two +hirds nn,1ltiplied by the percentage of ~.mienized employees 
supervised '3y tl=le AeaEieFAic Administrator who are VIU~A FAe~bers. £uct'I members 'Nill 
be selected by ana froFA the VIUFA members su13ervised by the academic administrator. 
The selection committee SAall be chaired by the person to whom the Administrator 

reports or that person's eleslgnate. 

i. The selection committee shall be chaired by the person to whom the Administrator 
reports or that person's designate. 

ii. The selection committee shall have four #lree (.3) (4) VIUFA members. The number of 
Administrative representatives, including the Chair, will not exceed the number of 
VIUFA representatives. 

iii. VIUFA representation on the committee shall be formed by and from Association 
members directly managed by the Administrator. 
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iv. Changes to the number of VIUFA or Administrative representatives may be agreed to 
by the parties. 

6.4.2.2.4 Academic Administrators' rights to a teaching position: 

a) An Academic Administrator shall have the right to assume a teaching position in the 

bargaining unit on the completion of his or l:ier their appointment~rg.'\1,~QQ.Wi!..tJtJ..e 
~ k. I gwatJ.@.,,Q.fJt?.auooo~fl!1 ln~.dJ.r1g r~ewals .. l§..atni.os.t w~e2r.s. The right to 
·4. l-~ ~~k .. assume a teaching position may be extended beyond 10 years after consultation with 

. ~V'\ VIUFA. 
II (I• j\ J..; ,, fl\, 

('. 
~ ~ 6.4.2.2.5 
' ~ b \ ,~.g- ,...6 Terms for Academic Administrators shall be at most five (5) years in duration and may 

'\'' · · be renewed for an additional five (5) year term. When an Academic Administrator is 
being considered for an additional five (5) year term. a secret ballot of regular VIUFA 
faculty members directly supervised by the Academic Administrator will be conducted 

1 ~ "'<) to determine support for such a renewal. The results of the secret ballot will be u Y''\W"' 
provided to the Provost & Vice-President, Academic and VIUFA. Should the Provost & 

v..J 
l J f\<'! Vice-President, Academic recommend the renewal to the President despite a vote of 
\ "o"ui{ · less than 60%1 the Provost will give notice to the Association and provide written 

\J )o•·rt reasons. It 

II< 0 ") ""'J,L 1 I f;v ~... A .~. A.J ,,.,,.,,, I ~ -/,, ~. • '"' .,,,A . d. . ..PJ t 
be...jf11\11 6.4.3 Selection of Provost and Vice-President Academic rli&LJ -:::::{_,.4 

6.4.3 Selection of Provost and Vice-President Academic ~ 

6.4.3.1 Appointments of the Provost and Vice-President Academic shall be made according to 
the University Act. It is recognized however that such persons shall be appointed only 
after wide consultation within the University community. Therefore, in order to assist 
the President in the selection of a Provost and Vice-President Academic a Selection 
Committee, which shall include faculty representation, shall be constituted. These 

' ,s.,\-- ~v-vL\ faculty representatives shall be selected by the faculty in accordance with procedures 
t,.c. yv.-J established for Senate Elections. No two elected faculty will come from the same 

_J <fVI~ 
0 , O Faculty or service group. The number of faculty on the Committee shall be not less than 

' 

,, ir.P... '{ ' 111J 25% of the Committee inclusive of the VIUFA President or designate and exclusive of 
t.\"J\ i~~ those faculty members who may be appointed by the University. hr-o )J, ~a_, ~"'--

~· '-(. T ~J !JJ; v t\jY1J, ~ ftf1 d.wJ 
~ ).JJ B: Working Group on Class Size 

frt 
LETTER OF AGREEMENT#•: CLASS SIZE WORKING GROUP 

NEW LETTER OF AGREEMENT#_: CLASS SIZE LOA 

42 I Page 
May 28, 2020 



Using "LOA #8: Workload (Class Size Maxima)" as the primary term of reference, the parties agree to 
create a new working group on class size that contemplates current University challenges with waitlists 
and student demand in parallel with current workload models and workload challenges experienced by 
faculty across the disciplines. The group will address various teaching methods including lecture, 
laboratory, and online classes, as well as related factors in the assignment of workload such as space 
allocation. The working group may also explore the concept of workload as the number of students 
overall, rather than as section-based. The purpose of the working group is to update the current class 
size model and not to create additional workload. 

The working group will be composed of an equal number of VIUFA members and Administrators and 
complete its work by March 31, 2022. The specific mandate is to produce a draft LOA that will be 
recommended to replace LOA #8 in the next collective agreement. 

Service Improvement Allowance: b 
( l f\C.(~U.S( \u et>'1.) ~<(A 

A. ASSISTED LEAVE PACKAGE:f TO COME INTO EFFECT IN VEAR 3 - 2021) 

12.3.1 In order to maintain excellence of instruction and educational service at the University, it is 
recognized that there is a need for faculty to have the opportunity to participate in and pursue activities 
related to professional development. Towards this end the University shall: 

c) For new assisted leaves beginning after April 1, 2021, provide funds to support the equivalent of eight 
and one-half full-time professional development leaves of absence (assisted leaves) at a minimum of 
80% of regular salary. 

12.4 ASSISTED LEAVE (PROFESSIONAL DEVELOPMENT AND SCHOLARLY ACTIVITY ~E OF ABSENCE) 

12.4.1 The University recognizes that Professional Development and Scholarly Activity are important to 

academic excellence, and essential components of the facultv workload. It is recognized that 

major curriculum development and innovation are undertakes that benefit the University and its 

programs. Mmany opportunities for professional development may require workload 

commitment that necessitates varying levels of release from other duties. a longer period of 

time than is available between the spring and fall instructional ~erieEls. In order to encourage 

faculty to take advantage of these opportunities, a program of professional development and 

scholarly activity leave of absence has been developed. 

12.4.1,1 Faculty members may apply for ~hef a full, or half-year~ assisted leave of 

absence release for-Assisted Professional Development leave of absence. 

i) A full year assisted leave is a leave from duties for a full academic year. Normally the leave will 

commence July 1''. A full year P.O. leave shall be for the twelve-month period following 

commencement of that leave. 
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fil_A half-year partial release leave is designed to free a regular faculty member from 0.50 

between .25 and .7S of a full time workload at the University. The salary received by a faculty 

member on partial release leave shall be calculated on a percentage basis: e.g. A regular full 

time faculty member receiving a .25-FTE Assisted PD Leave and working the rest of their full 

workload would receive 75% of their regular salary plus 25% of 80% of their regular salary. 

A regular .75 time faculty member receiving a .25-FTE PD Leave from their 75% workload would 

receive 50% of the salary they would be entitled to as a full time faculty member plus 25% of 

80% of the salary they would be entitled to as a full time faculty member. 

A one-half year P.O. assisted leave of absence shall normally be for the period January 1 to June 

30 or the period July 1 to December 31. 

A full-year P.O. leave shall be for the twelve-month period following commencement of the 

leave. 

As provided in 12.3.1 the Employer will provide funds to support the equivalent of eight and 

one-half full-time assisted leaves at a minimum of 80% of regular salary. 

12.4.,h2 Section Release is a time award and intended to support Professional Development and 

Scholarly Activity projects that do not require full-year or half-year leaves. A section release 

allows a faculty member one or two sections of release in an academic vear. If taking two 

sections, those sections may be taken at the same time or in different semesters. The University 

will provide a minimum of two (2) sections of re lease time. Further sections of release by may 

be provided as resources allow. Section release is not subject to the 20% reduction in pav and 

does not impact eligibility for other releases. Time awards are fully funded~ 

re~t4Q;fef)IS!ce~~Qi¥i.ngidliS"9wMd. Section release cannot be taken 

as overload or banked for future use. 

12.4.2 Since P.O. leaves are recognized in Articles 12.4 and 12.4.9 as contributing to the instructional 

quality and educational services offered by Vancouver Island University, a faculty member on 

P.O. leave is considered to be continuing to perform Ris/heF their duties of employment. 

Except for the professional development allowance under Article 12.3.1, a faculty member on 

P.D. leave is expected to pay, from his/l'ler their salary, all travel, meal and accommodation 

costs incurred while fulfilling his/her their duties of employment under the terms of hisfher 

their leave proposal and while away from the employer's normal place of business and the 

faculty member's principal residence. In addition, supplies consumed directly in the 

performance of the P.O. leave responsibilities must be paid for by the faculty member on leave. 

12.4.3 The University shall, during the period of a P.D. leave of abseAce, continue to contribute to the 
faculty benefit plans which are applicable to the faculty member providing the faculty member 

continues to contribute. 

12.4.4 It is recognized that faculty members should not realize direct financial gain from the assisted 

leave program. Consequently, the University is entitled to recover from a recipient of an assisted 

leave the amount by which his/her their earnings from employment or contracts while on 

assisted leave exceed Ris/heF their normal annual income and benefits. 
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12.4.S The faculty member shall be required to return to the service of the University upon completion 

of Ais/her their P.D. leave Gf-absefl€e for a period equal to the length of the leave. In the event 

of failing to do so, the faculty member shall refund the amount of any money paid to him/l=ter 

them or on their 1-lis/t:ier behalf by the University during the P.O. leave of absence. 

12.4.6 Upon completion of P.D. leave af aesence, the faculty member is assured of resuming duties at a 

salary level equal to that which he/she they would have received, had ~efsfle they remained in 

his/her their usual position at the University. 

12.4.7 If a faculty member on assisted professional development leave, by mutual agreement with a 

Dean, Director, or Regional Campus Principal, returns to work prior to the commencement of 

the leave or during the period of the leave, a new assisted professional development leave 

equivalent to the length of time remaining in the leave shall be created. The new leave, or any 

portion thereof, shall be carried over in to the following fiscal year if unused in the year in which 

it is created. 

12.4.8 In the first semester after returning from a Professional Development Leave of Absence, the 

faculty member shall submit a report, to the President, summarizing the professional 

development that has been accomplished on the leave. Failure to fill this requirement shall 

render the faculty member ineligible for future assisted leaves. 

12.4.9.J: In order to be eligible for a half-time or full-year P.D. leave of absence, a faculty member 

must~ 

a) have a regular appointment and at least three FTE years of VIUFA seniority preceding 

the commencement date of the leave. 

b} notify the e*ec1:1tive Director of M1:1fflan Resources on or 9efure 1:00 p.m. of the last 

81:1siness Elay of May in the year 13rior to that in which the 13m13ased leave is to 

commence that he or she i:ilaAs to apply for a P.O. leave of aliJsencc. The Executive 

Director of M1-:11flan Resources shall for-ware the list of naR=ies ane the categories of each 

13erson proposing to appl•1• for a lea .. •e to thePFesident of the VIUI=/\ anel tl'le Chair oftf:ie 

Lea»•e ComR1itteie. Applicants sf:iould also proviso co13ies of their letter of intent to tf:ieir 

Dean, in the case of instrnctional faculty or to the Dean, Director or Regional Campl,,lS 
Principal (which e'iler is a13pFepriate) in the case of non instructienal faculty. 

e) subFAit a complete a13J:)li€ation to the Chair of the Leave Cofflmittee after A1:1gust 15 and 

eefore Sefiltember 15 of the academic year prior to that in wl:licl'l the proposed leaYe 

shall commence. This application shall incluele a description of the 13rogram prope5e9 

for the lea\i'e, anel any supporting statements that the facult•; meFAl3er may consider 
important to his/her application. 

12.4.9.1.201 propose in their his/her application a program which shall be of professional 
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benefit to them -R~ and which shall increase their t'lis/her potential contribution to 
the University. Such programs may include: 

i) Further academic studies relevant to the professional growth of the faculty 

member in their ~eF particular area of scholarship and/or to the Vancouver 

Island University curriculum. 



ii) Engagement with community, business, industry or government entities with 

direct relevance to the ~erience in business, industry, research, comr:nt1A#y 

service, or in government ~ducational instit1:1tions wl:lich is directlv relevant to 

tfle-role of the faculty member within the University. 

iii) Studies of educational systems and methods in other institutions. 

iv) Engagement in scholarship, research or creative activity that benefit the 

faculty member professionally. Q#te.r--aetivities which can be seen to ultimately 

0enefit the fat1::1lty member professional!•;, such as private study or research, 

textbeok compilation, travel, or scholarly or creative writing. 

12.4.9.1.3"'1 Any change in the originally approved plan requires a new submission to the Leave 

Committee outlining the rationale for the change. The new plan is subject to re-evaluation 

under Article 12.4.9. 

12.4.9.2 In order to be eligible for a section release as defined in Article 12.4.1.2, a faculty 

member must: 

a) have a regular appointment and at least three (3) years of VIUFA Seniority. 

b) propose a research project that is appropriate in scope and duration for a section release, and 

meets the eligibility requirements outlined in Article 12.4.9.1.(d) 

c) not hold a half-year year assisted leave in the same academic year in which the section release 

will be taken. 

12.4.10 University Leave Committee 

A University Leave Committee shall be formed for the purpose of recommending applicants for 

Professional Development Leaves to the University Board, and to carry out its duties under 

Article 12.15 (Unassisted Leave of Absence). Its constitution and responsibilities shall be as 

follows: 

12.4.10.1 Constitution 

The committee shall consist of eight members, including 

a) the Vice-President Academic, or designate, who shall be an ex officio, non-voting 

member; 

b) a Dean of Instruction an Academic program; and 

c) normally six faculty representatives - including one elected by the non-instructional 

faculty. 

+he Aormal term of meffiaE%R+p sA the Committee for faculty representati'1es shall 8e three 

years. A facult•r representative shall be a regular factilt~· membeF-With at least two •;cars service 

at the Univ-ersity; he/she shall not himself/herself apply for a P.D. lea1Je during his/lier term of 

memecrshi13 011 the Committee. A facult·1 representative shall be elected not later than August 

31 of the year in which his/her term commences. 
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12.4 .10.2 RespoAsibilitie5 

The Committee shall eleet a Secretary/Chair from its members no later than S~rl'taer 1 of 

each year. 

12.4.10.2.1 For Professional Development and Scholarly Activity Leave, the committee shall: 

1112.4.10.2.1.2 The Committee shall consieler all applications for P.O. leave and shall determine 

which applicants have satisfied the eligibility conditions of Article 12.4.9. 

illJ2.4.10.2.1.2 ne Committee shall rank all eligible applicants on the basis of the pereeived 

merit of their proposals. Where two proposals are deemed to be of equal merit, the ranking 

shall be by seniority according to the procedures outlined in Article 12.4.10.3. 

ili.Lll.4.10.2.1.3 Tl:ie Committee shall forward its list of recommendations to the 

University President no later than Oetober 15 along with a brief description of the Professional 

Development pursuit. 

12.4.10.2.1.4 Within one (1) week of making its decision, the Committee shall inform eadi applicant; 

in writing, of whether it is recommending acceptance or reiection of the application, or whether= 

+t finds the applicant ineligible. 

1Yl12.4.10.2.1.5 The Committee shall return all applications and confidential papers to the 

applicants not later than October 31. 

12.11.10.2.2 r:or Unassisted Lea¥e of Absence Professienal EJe·,celopA=tent Status 

The Committee shall carry out its responsibilities under Article 12.lS Rot later tAaR October 15. 

12.4.10.3 Procedures for Half-Year and Full-Year Assisted Leave Professional Develo13ment Leave 

(AssisteEI Leave) 

Each year all eligible applicants for assisted leave shall be considered by the University Leave 

Committee in two groups. 

12.4.10.3.1 Group I 

A faculty member who applies for an assisted leave shall be considered to be in Group I if at the 

time of their application they have accumulated 3 FTE years ofVIUFA seniority since their hiring 

or their last assisted leave, which ever is Jess, and the following formula produces a value that is 

greater than or equal to zero: 

VIUFA Seniority - (8 • FTE Leaves So Far) - (6"' FTE Leave Applied For) 

Where: 

VIUFA Seniority is the number of FTE years of VIUFA seniority that the leave applicant has at the 

time the leave application is considered; 

FTE Leaves So Far is the total number of FTE years of full year and half year assisted leave that 

the applicant has had so far; and 
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FTE Leave Applied For is the number of FTE years of full and half year assisted leave that the 
Professor is applying for. 

The Leave Committee shall give first consideration to applicants in Group I. 

Group II 

Faculty members eligible for assisted leave who do not qualify for consideration in Group l will 

be considered in Group 11 provided they have completed the equivalent of not less than three 

years or more than seven years of full-time service within the Association; or either 1) a 

minimum of four years but less than the equivalent of seven years since completing a full-year 

assisted leave, or 2) a minimum of two years and less than an equivalent of three and one-half 

years since completing a one-half year assisted leave. 

12.4.10.3.2 In determining rank in each group the primary consideration shall be the projected 

value of the leave proposal to the improvement of University service. In the event that two or 

more applications are considered to be of equal value, those applications shall be ranked in 

order of seniority of service within the Association or seniority of service since the applicant last 

received an assisted leave from the University, whichever is the lesser. In the event that two or 

more applications are considered to have equal seniority, their ranking shall be by a random 

cha nee selection procedure. 

12.4.10.3.3 Procedures for Section Release 

All eligible applicants will be ranked on the basis of the perceived merit of their proposals. 

Faculty members cannot have a half year release and a section release in the same academic 

year. 

12.4.10.4 The University Board, or designate, shall notify in writing, not later than Oetober 31 all 

applicants approved for fac1:Jlty recommeneleel fur P.O. leave as te the ol:Jtcome of their 

applieations. If the aj.'Jplication has eeen ref~seEJ, tl:1e reasons for refl:lsal shall be stateel. The 

President of VIUFA will also be notified. 

12.4.10.5 Tl:ie Cl::iair ef tl::ie COR'lA'littee will forward a copy of the approve el application(s) to the 

Presielent of the Var:icotNer Island University Faculty Association. 

12.4.10.S Should any of the successful applicants be unwilling or unable to take the assisted leave, 

or the assisted leave funding is not fully expended, the Committee will reconsider the remaining 

applicants and grant awards of full, half or section leave of absence. The Committee will first 

consider half-year and full year leaves. 

12.4.10.5.1 When the residual assisted leave funding is used for sectional releases, the total 

combined funds disbursed in an academic year for full year, half year, and section releases will 

be equivalent to eight and one half leaves at 80%. A Dean or supervisor will not unreasonably 

deny faculty release from their regular work assignment when they have been awarded 

sectional releases. 
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12.4.10.5.2 If a successful applicant is unwilling or unable to take the assisted leave they will advise the 
Committee In writing no later than January 15 of the preceding academic year. 

12.4.10.6 If a faculty member on assisted leave wishes to extend his/heF their period of absence 

from duties beyond the scheduled date of return and defer compliance with Article 12.4.5 of the 

contract, a written request for unassisted leave under Article 12.15 must be made. Such a 
request must be given in writing and requires at least three (3) months notice. 

12.4.10.7 The faculty member shall submit a report to the President, summarizing the 

professional development that has been accomplished on a Professional Development Leave, in 

the first semester after returning from the leave. This report will be in a form approved by the 

Committee. Extensions may be granted with support from the faculty member's Dean or 
Director. Faculty members with outstanding reports are ineligible to apply for future assisted 

leaves. 

12.4.10.8 In order to stimulate scholarly activity and curriculum development activities, the 

University shall contribute at least $5,000 per year to a Research Fund administered by VlURAC. 

NOTE: 12.5 Article incorporated into 12.4 language. DELETE all Article 12.5 

For the academic year ZOZ0-2021 only, the Employer will provide 6 additonal time awards as 

outlined in Article 12.4.1.2 above. 

B. Increase in the Flat Rate for temporary instructional employees - Effective April 1, 2020 

An increase in the flat rate of 4% for non-regular instructional employees starting in Year 2: 

2 Effective April 1, 2019, JaAtiary ±, ~014, a temporary instructional faculty member shall be paid 
the flat rate of $0;Q4§.Q&6,640.99 per assigned course consisting of three lecture or equivalent 
hours per week over the normal fall or spring semester. The rate will be adjusted by the 2% GWI 
again on April 1, 2020, and April 1,2021. The rate for any courses requiring fewer or more hours 
per week shall be based upon a rate of one-third of the above amount for each hour of teaching 
per week, for one semester. The flat rate shall be increased as follows: 

Effective the first day of the first full pay period after April 1, 2~20, by four percent (4-1.0%) to 
$6,106.44 7,044.76. 

Effective the first day of the fiFst ftill pay period after April 1, 2015.U., by one peFcent (1.0%) 

Effective the first day of the first full f)a'I f)eriod after Febrnary 1, 2016: l!conomic Staeillt~, 
Di't'iElena•. 

Hf.eeffite the first da•; ofthe first full pay perioe aker April 1, 2016, by one half of one pefee.Rt 
(0.5%). 
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Ef.feetive tl:ie fiFSt Eia•t ef tl:ie first f1:1ll pay perieEI after Febr1:1art' 11 2017 by eRe pereeRt (1.09'}, 
fll1:1s the EeoRomie Stasilit·1 QiviEleRel*. 

Effestive ~e first elay ef the first fwll r:>a~' r:>erioEI after April 1, 2017 0·1 eRe half of oRe perseRt 
{Q.§9'). 

liffestive the first fwll pay perieEI after Fel:m1ary 1, 2018 ey EIRE! r:>ereeRt (1,Q9')i r:>lws tl:ie 
EeoAomie Stabilit•; QiviEleRel"', 

liffeetive the first aa't' et the first fwll pa't' perieEI after April 11 29181 sy eAe t:lalf of &Re pereeRt 
(01i9'}1 

E#eethte tl:ie first aav ef the first fwll fol3 1t' perieei aft:er Felartc1aPf 1, 2019, 0~· &Re pereeAt (19') 13l1:1s 
the lieoAomie Stal;illt•1 QlvleleRa"'. 

The temporary Instructional rate shall be paid in biweekly installments over the period of the 

actual teaching assignment. Assignments taught during the normal fail and/or spring semesters 

will be paid over a period of 16 weeks. This duration will be extended or shortened to reflect the 

period of the actual teaching assignment for courses taught outside of the normal fall and/or 

spring semesters. 

*Ec-0nemle Stability DiviEleAa is aescril:ieEI iA P.rtiele 11.1.1. 

2019-2020 2020-2021 2021-2022 TOTAL 

% Increase to Flat Rate 0.00% 4.00% 0.00% 4.00% 

Opening Flat Rate Value $ $ $ 
6,510.77 6,640.99 7,044.76 

GWI Increase Assumption 

130.22 132.82 140.90 

Assumed Flat Rate Value $ $ $ 
6,640.99 6,773.81 7,185.65 

Increase to flat rate $ $ $ 
- 270.95 -

Adjusted Flat Rate Value $ $ $ 
6,640.99 7,044.76 7,185.65 

C. Increase to the PD Amount for Regular Employees Beginning In Year 2 (2020) 

12.3 PROFESSIONAL DEVELOPMENT 
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a) provide each regular faculty member, upon application, a minimum of $1200 $1,000 for professional 

development activities approved by the appropriate Academic Administrator .. 

d) Reimburse each limited term contract instructor, whose contract, or combined contracts, exceed 1 

year in length, for Professional Development activities to a maximum of $1200 S100fl per year provided: 
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