Faculty Association Bargaining Proposal #5		Page 2

University of Calgary Faculty Association
As of March 19, 2024

Bargaining Proposal #5

Equity Matters

The Association proposes:

1.  That “Truth and Reconciliation Day” be added as a paid holiday in Schedules A and B. [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

2. That three additional holidays be made available to those academic staff members from other religious traditions, where they can demonstrate such religious affiliation. [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

3. That a Child Care Benefit be established in the Collective Agreement, including 50% reimbursement to a maximum $2,000 per child per eligible employee. Where two academic staff members are eligible for the benefit for the same child, each will be able to apply for the child care benefit. (Consistent with the benefit provided to academic staff members at the University of Alberta.) [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

4. That, where duties are assigned to an academic staff member before 8:00 AM or after 5:00 PM, or on a weekend or holiday, the employer to provide funding for afterhours child care or elder care. [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

5. That child care spaces for the dependents of academic staff be expanded on campus. [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

6. Long-Term Disability (Schedule A, Article 2.3)

a) [possibly housekeeping] That Schedule A, Article 2.3 specify which benefits will continue during periods of Long-Term Disability. [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

b) [possibly housekeeping] That the process to be used if someone does not qualify for LTD due to age be clarified. [Note: this is cross listed in Bargaining Proposal #1 – Monetary/Compensation and Benefit Matters].

7. [possibly housekeeping] That the Preamble be updated to recognize the necessary changes in the Indigenous acknowledgement.

8. That tenure track, contingent term, and limited term academic staff be allowed to apply for part-time status in Article 1.6.4. 

9. That the ‘duty to accommodate’ be recognized in Article 7 (Non-Discrimination).

10. [possibly housekeeping] That it be made clear in Article 8 (Harassment) that references to the Harassment Policy also include the Sexual Violence Policy. 

11. Salary Anomalies (Article 15)

a) That the rules/process regarding the Salary Anomalies Committee be clarified (e.g. quorum). (Article 15.5)

b) That the Salary Anomalies Committee and process be allowed to consider anomalies other than just starting salaries, and to be able to make adjustments to market supplement in particular. 

c) That the process regarding Salary Anomalies appeals be reviewed and clarified. 

d) That the decision of the Chair be provided to the academic staff member, including reasons. (Article 15.11)

e) [possibly housekeeping] That “his/her” be changed to “their” in Article 15.9.

12. [possibly housekeeping] That specific reference to bereavement be added as an example in Article 18.3 (Leave for Urgent Personal Reasons). 

13. [possibly housekeeping] That it be made clear in Article 18.5.3 that, while Special Leaves may be used for child care or elder care, they are not limited to such use. 

14. That Care Provider Leave be established as an entitlement in addition to Article 18.5.3, where the academic staff member takes such leave consistent with Employment Insurance provisions. That such leave include top up consistent with that provided for parental leaves. 

15. [possibly housekeeping] That sharing provisions for parental leave and top-up (i.e. Articles 18.9.3 and 18.9.7.3) be eliminated such that both parents are entitled to the full leave and top-up provisions without restriction. (Note: A recent arbitration case found this practice illegal as discrimination due to family status.) 

16. That the number of top-up weeks for maternity and parental leaves be increased to the top 5 in the U15. 

17. That the top up benefits be permitted to be used at any time during the parental leave period, not just the “first year of life”. 

18. That the top up benefits provided to parents include any salary modifiers the parent is normally receiving.

19. That, where a sessional has taught in a faculty for more than 5 years, or where the total number of half-courses taught by the sessional exceeds 20, the Dean have the discretion to convert the sessional to a limited term, contingent term or tenure-track position consistent with the definitions in Article 1. [Note this is cross listed in the Sessional proposals.] 

[bookmark: _Hlk158132157]20. That the parental leave for sessionals be expanded beyond maternity to include adoptive parents and partners. [Note this is cross listed in the Sessional proposals.]

21. That the equivalent of at least minimum Employment Standards provisions for parental leave be included the Collective Agreement for sessionals. [Note this is cross listed in the Sessional proposals.]

[bookmark: _Hlk161412597]22. That parental deferrals be made available to new parents, even when a parental leave is not taken. [Note this is cross-listed  in the “other items” proposals, under “tenure and promotion”]

23. That the timeline for grieving human rights related matters be extended, recognizing recent Supreme Court decisions requiring matters to come through the grievance process rather than Human Rights Commissions. 

24. That the Dean’s appointee(s) on the Faculty Tenure and Promotion Committee (FTPC) include representation from equity-deserving groups under 28.11.1d) where such representation does not occur through the election/appointment of other members of the committee. 

25. That where a pause occurs at an FTPC and there is no member on the FTPC from the same equity-deserving group as the applicant, the Provost may appoint any academic staff member from the same equity-deserving to the FTPC. For this purpose, equity-deserving groups shall be defined as indigenous peoples, visible/racialized minorities, persons with disabilities, and non-binary academic staff members. 

26. That a specific reference be made in that Agreement that in jointly appointing members to any Tenure Appeal Committee, the Vice-President (Research) and the Faculty Association shall consider the equity needs of the appellant. 

27. That a specific reference be made in the Agreement that in jointly appointing members to the Promotion Review Committee, the Provost and the Faculty Association shall consider equity and diversity. Where an appellant is from a equity-deserving group that is not represented on the Promotion Review Committee, the Provost and the Faculty Association shall appoint an additional PRC member from that equity deserving group for that case. For this purpose, equity-deserving groups shall be defined as indigenous peoples, visible/racialized minorities, persons with disabilities, and non-binary academic staff members.

28. That equity, diversity, inclusion and accessibility be added as criteria to be considered in tenure, promotion, renewal and transfer under Article 28.4.

29. That where an academic staff member is promoted following a parental leave of greater than 6 months, that the promotion be applied retroactively by one year. Where the applicant has had two or more such leaves, the promotion will be applied retroactively by one year for each of the leaves. Once this provision is applied for one promotion, it shall not be applied again to subsequent promotions unless the applicant has another parental leave(s) in which case it would only be applied to such subsequent leaves. 

30. That the MOA on COVID Consequences be changed to address any future pandemic and be incorporated into the Collective Agreement. 
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