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Opening Remarks from the Faculty Association Bargaining Team 
 
March 27, 2024 
 
 
Thank you for this opportunity to present our opening positions to you. As we have told you prior to 
today’s meetings, we plan on releasing all of the Association’s and Governors’ positions to our 
membership. In addition, we will be disclosing this presentation. We do not intend to disclose 
future exchanges automatically; how that unfolds may depend on the context as things unfold. 
However, we must keep our membership informed on the key matters discussed at the table.  
 
We are presenting 10 groupings of positions on various themes.  You will note that in some cases, 
we are presenting formal positions; in other cases, we are presenting interests. For example, In 
Proposal 7, you will note that we are presenting a general interest in discussing the assessment 
article, but it also includes one specific position related to the process of electing to opt out of the 
process. There are some cases where we cross-list proposals that fit under two categories. For 
example, parental leaves fit under our equity items group as well as under leaves. Where we have 
cross-listed proposals, it is shown. We have also highlighted some items that may be housekeeping 
in nature as something we have already agreed to, something that reflects current practice, or 
something where both sides share the concern and hopefully work towards the proposed 
resolution.  
 
Based on feedback and consultations with the membership, the most important aspect of our 
proposals is Bargaining Proposal #1 regarding monetary matters, including both compensation and 
benefits.  
 
We have divided this proposal into three pieces: the main positions in the first two pages, plus 
Appendix 1 covering benefit enhancement and Appendix 2 addressing changes to Schedules A and 
B that have no monetary consequence but are primarily about process changes. 
 
We are entering these negotiations after a decade of significant decline in salaries. As you can see 
in Graph #1, over the last ten years, due to wage restraint and the significant impact of inflation, the 
average salaries of academic staff members at the U of C have declined by almost 12% in real 
dollar terms. We have worked cooperatively with the University of Calgary administration in the last 
two rounds of bargaining, and now the membership expects cooperation from the Governor’s side 
to address the severe gap that exists between the University of Calgary's average salary and those 
of other universities across the country. Not even considering the University of Toronto, our current 
salary is significantly lower than many universities with lower rankings nationally and 
internationally. For example, our average salary is $28,525 lower than the University of 
Saskatchewan which ranks last among the U15. Among other lower-ranked institutions, we are 
$35,850 lower than Queen’s University and $23,825 lower than Western. The gap with the University 
of Alberta is $21,500.  
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Graph #1 

 
 
There is clear evidence that the University of Calgary can afford to increase the compensation of 
the staff represented by TUCFA to address the current unfair situation. To put things in perspective, 
the exact amount needed to cover a 1% increase in salary is $2.7 M. The University of Calgary’s 
total budget is over $1.5 billion. A 1% increase in salary will work out to less than 0.2% of the total 
budget. A 5% increase will work out to less than 0.9% of the total budget, and a 10% increase will 
work out to less than 1.8% of the total budget.  
 
The University of Calgary has also consistently posted an annual surplus. In 2022, the annual 
surplus was over $24 million, and the 2023 surplus was approximately $27 million, which, for 
context, is sufficient to cover an immediate 10% salary increase. It should be noted that none of 
this includes revenues from the West Campus developments, which will almost certainly be 
significant. Our president has been asking the academic staff consistently to deliver and enhance 
the national and international standing of the University of Calgary. It is time to show his support by 
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working with the Board of Governors and the Faculty Association to correct the untenable situation 
concerning our compensation.  
 
So, before we present our specific proposal, I want to briefly review our recent settlements and how 
they compare to inflation, wages elsewhere in Alberta’s economy, and wages at peer institutions.  
 
In the last Collective Agreement settlement, we received 0 in 2020/21 when Alberta inflation was 
1.1%; 0 in 21/22 when Alberta inflation was 3.2%; 1.25% in 22/23 when Alberta inflation was 6.4%; 
and 1.5% in 23/24 when inflation was 3%.  
 
Again and again, we are falling further behind. Over the past decade, the real value of the collective 
agreement’s salary scales has fallen by 18%. And looking ahead, any salary offer that is less than 
inflation is in reality another cut that continues the erosion of our purchasing power.  
 
Of course, if this was a matter of overall restraint by workers everywhere, that would be one thing. 
But that is simply not the case. Academic staff seem to be singled out for restraint while other 
workers in the province appear to be enjoying reasonable wage growth. During the past four years, 
average earnings of all employees increased 11.3% while our salaries increased by less than 2.8%. 
Over the past decade, Alberta average earnings increased 25%, but for academic staff at the U of C, 
the increase was less than 8%.  
 
And looking ahead, the government expects workers throughout the economy to gradually recover 
their lost purchasing power, with average wage increases of 3.8% this year, 3.6% next year, 3.4% the 
year after, and so on. Any salary offer below these averages will continue to see academic staff 
falling further behind. 
 
I must also note that we did not receive the 0.5% across-the-board salary increase promised in the 
last Agreement contingent upon a Gain Sharing Formula. The premise was that it would be provided 
if the Government could afford it. But as we emerge into a time of relative prosperity, with the 
Government able to invest billions into the Heritage Fund, and with provincial fiscal capacity per 
capita returning in 2023 to its second highest ever recorded level (even adjusting for inflation), the 
province’s fiscal strength is truly massive and improving. It is reasonable for our members to expect 
that they will share in the province’s renewed prosperity and be fairly compensated for their decade 
of sacrifice. 
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Graph #2 
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Graph #3 

 
 
But most importantly, the University does not operate in a vacuum. Attracting and retaining talent to 
help secure our position as a top research-intensive institution requires we compete effectively 
with other institutions. We are currently falling far short. Compared to the U15 we have dropped 
from the middle of the pack at 8th out of 15 a decade ago, to our current standing of 13th out of 15, as 
shown in Graph #2 (You’ll note that graph 2 does not show the U of T, but they would be in first 
place.) In Graph 3, you see our relative standing over time. Just to get to the current standing of the 
University of Alberta, which is in the middle of the pack where we used to be, it would take a 15% 
salary increase.  
 
In these graphs, we are using average salaries; if we had used median salaries, we would be dead 
last among the U15. And in terms of salary increases, you can see this over the last ten years at the 
various Universities in Graph #4 that Calgary is not only last but has seen average compensation 
growth of nearly half the amount at the second lowest institution. 
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Graph #4 
Increase in Average Salaries at U15 from 2012-2013 to 2022-2023 

U15 Yes 
Administrative All 

Rank 
All ranks combined (including 
deans) 

Gender All Genders 
Statistics Average salary 

  

Nominal Salary  
University  
Ottawa $44,775 
Queen's $41,225 
McMaster $41,000 
British Columbia $40,125 
Waterloo $39,625 
Western $38,350 
McGill $35,425 
Saskatchewan $35,250 
Manitoba $28,050 
Dalhousie $27,375 
Alberta $21,975 
Calgary $13,075 

 
We’re hitting the bottom not only among out U15 peers but are headed there among all the 
Canadian Universities. Places like Guelph, Brock, Windsor, Simon Frasor, Carleton, Lakehead, 
Ontario Tech, Victoria, Trent, among others, have all passed us.  
 
And none of what we’ve presented here reflects differences in the cost of living across cities. We’re 
only just barely above University of Manitoba and Laval in terms of average salaries, for example, 
but the overall consumer price level is approximately 10% higher in Calgary (according to Statistics 
Canada) and shelter costs are roughly 20% higher. So, in real terms, we are ahead of no one.   
 
As a result, we’re losing academic staff now, will increasingly lose academic staff in the future, and 
this cannot continue if this institution is to grow, excel, and secure its ambitious vision for the 
future. 
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Graph #5 

 
 
The Governors and the Administration – and in particular, the University President -- have, for over a 
decade, repeatedly talked about the U of C being in the top 5 in the U15 when it comes to research 
productivity and excellence, but they seem content for our salaries to be at the bottom of the heap. 
Over the past decade, sponsored research revenue has almost doubled to the point that for every 
dollar spent on salaries, more than double that is coming back in sponsored research funding. See 
Graph #5. That is the work of our academic staff members. Yet, at the same time, the reality we are 
hearing from our members is about the problems in recruitment and retention, with numerous 
failed searches. The productivity and excellence that the Governors and Administration prize so 
much will not be sustainable if they do not remunerate the academic staff at a reasonable level.  
 
According to the Administration’s own planning documents, we are to expand the University to 
accommodate 10,000 more students by 2030. The growth in Alberta’s population and the demand 
for university education continue to require this. We will fail to deliver on that promise if we can’t 
hire and retain the academic staff needed to deliver on this promise.  
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Considering all the facts, the University has the resources to pay for an increase in salary that the 
academic staff members deserve. It is a matter of establishing priorities.  
 
Based on all of this, and in recognition of the Governors’ and the Administration’s consistent 
emphasis on being in the top 5 of the U15, we are taking the position in Item A that the salaries and 
ranges should be consistent with being in the top 5 of the U15 by the end of the Agreement. At the 
current time, that would be at least 20%, but of course, it is a moving target as the others will be 
negotiating at the same time. I want to emphasize this. The Governors have let the academic 
salaries at the U of C deteriorate to the point that we are now 20% below the top third of the U15, 
using the latest (2022/23) statistics.  
 
We also propose increasing the Progress Through the Ranks (PTR) value. 
 
In terms of the Benefits, we are currently not competitive compared to academic staff at the 
University of Alberta. Overall, we are looking to close the gap and have listed numerous 
enhancements in Appendix 1 which I will come back to in a moment.  
 
In item C, we identify several changes that we would like to see to the compensation and benefits 
provisions in Schedule A that do not have a monetary cost.  
 
Regarding Sessional compensation and benefits in item D, we have listed a number of 
improvements, but overall the compensation increase would be consistent with our proposal for 
ongoing academic staff.  
 
Item E is our proposal to remove administration stipends, Medicine research supplements and 
Trust grants as excluded compensation matters.  
 
Turning now to Appendix 1, we list numerous benefit enhancements. I’ll let you review those on 
your own, but I want to highlight item A that proposes adding a supplementary Long Term Disability 
plan at the employer’s cost for members between age 65 and the mandatory pension collection 
date. This is both for human rights reasons and to solve the problems that the current cut off at age 
65 has created. I note there is currently a grievance related to this matter.  
 
In Appendix 2, these are compensation and benefit items that would not have a cost to the 
Governors. I will highlight item A regarding Market Supplements and note that we currently have a 
grievance related to that matter as the current distribution of market supplements is biased in 
multiple ways and inconsistently used, creating many inequities that our proposal helps mitigate. 
 
Bargaining Proposal #2 is about the workload of our members and the ratio of academic staff. The 
biggest complaint we heard from our members after the need for a salary increase was related to 
workload. These are manifesting in multiple ways from more classes assigned to members, to 
larger classes, to less resources being available, and so on. Our members are also bracing 
themselves as the institution plans to bring in 10,000 more students – we need assurances that 
there will be more ongoing academic staff to help keep the workload in check. We are proposing 
that a baseline workload be established by each Faculty Council. Once established, we propose 
that any substantive changes to that baseline be required to be discussed with the Faculty 
Association before being proposed to the Faculty Council.  
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Bargaining Proposal #3 is required by our Letter of Understanding in the Collective Agreement 
which requires us to negotiate changes with you as part of this round of negotiations.  
 
Bargaining Proposal #4 is about the need to change the negotiation procedures in the Collective 
Agreement. When the former provincial government abolished binding arbitration and replaced it 
with strike/lockout as the dispute resolution process, it was recognized that we needed to change 
the language in our Collective Agreement. In the last two rounds, your team said they would 
introduce language to try to do this, but this didn’t happen. Therefore, this time we have introduced 
language as a starting point for those discussions. In addition, we are proposing that the next time 
we bargain it be subject to binding arbitration rather than strike/lockout. That would not apply to 
this round of negotiations, unless the Parties otherwise agree.  
 
Bargaining Proposal #5 brings together many items that relate to improving equity—a goal we all 
share. In some cases, these items are cross listed, as we previously mentioned. The first two items 
reflect creating holidays to honour Indigenous communities and to create more flexible 
arrangements for those in a broader set of religious faiths. The third to fifth items recognize the 
need to make a family-friendly workplace. I’ll let you read the remaining items later.  
 

Graph #6 
Percentages of credit courses being taught by sessionals by Faculty according to the “instructor 
of record” information provided by the Administration. We are showing the percent in 2022/23 
and 2017/18 to show changes over the five-year period: 
 
Faculty    2022/23   2017/18 
CSM (Medicine)   19%    8% 
Arts     36%    23% 
Kinesiology    49%    41% 
Law     22%*    17% 
Nursing    40%**    5% 
Science    11%    11% 
Social Work    62%    32% 
Veterinary Medicine   4%    1% 
HSB (Business)   31%    23% 
SAPL     44%    21% 
SSE (Engineering)   24%    12% 
WSE (Education)   55%    43% 
 
* Note that in 2022/23, Law is also reporting they are ‘contracting out’ a further 11% of courses; 
the ‘contracting out’ in 2017/18 was 1%. 
** Note that in 2022/23, Nursing is reporting they are ‘contracting out’ a further 13% of the 
courses; the ‘contracting out’ in 2017/18 was 0%. 

 
 
Bargaining Proposal #6 addresses changes we would like to see regarding sessional compensation 
and the overuse of sessional instructors on campus. If you look at the table shown as Graph #6 in 
the handout, you will see that all of the Faculties except Science have shown a massive increase in 
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the use of sessionals as a percent of the total courses delivered by a Faculty as reported in the 
“instructor of record” report. In three Faculties, less than half of the credit courses are now being 
taught by ongoing academic staff members (Nursing, Social Work, and the Werklund School of 
Education). I note that we currently have grievances before the Provost related to the overuse of 
sessionals in some Faculties.  
 
Bargaining Proposal #7 addresses the new assessment process. As required by the Collective 
Agreement, there is to be a meeting between the Association and the Provost’s office following the 
assessment cycle. We have been waiting to hear about the scheduling of this meeting. We expect 
that both sides will want some changes to the process to deal with some of the problems that arose 
in the first cycle. We also understand that the Deans’ Council has had some discussions and we 
have debriefed with the Association’s Faculty Assessment Committee reps regarding their 
experiences. We look forward to further discussions. However, in addition, we have received many 
complaints regarding the Administration’s interpretation of the voting rules for Faculties to opt out 
of the Outstanding Achievement Awards. We are proposing specific language to clarify that 
threshold and to align it with how normal elections operate. 
 
Bargaining Proposal #8 – Health and Safety. We are proposing a new Article be inserted into the 
Collective Agreement to address health and safety as a key issue. There are also a couple of 
proposals to improve things for our members. 
 
Bargaining Proposal #9 brings together issues related to contracts, designation and contracting out. 
Many of these items are intended to resolve issues through increased transparency.  
 
Finally, we have the catch-all proposal #10 where we are raising matters related to academic 
freedom and teaching methodology, information provided to the Association, research and 
scholarship leaves and administrative leaves, leaves in general, intellectual property, discipline, 
tenure and promotion, the confidentiality of academic staff files, resignation, and the academic 
year versus the contract year.  
 
As negotiations unfold, I look forward to providing you with more details on many of these 
proposals, but my team would be happy to answer any questions you have about these items now.  
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