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Queen’s Administration
Refuses Numerous
QUFA Proposals

Proposals and Concessions
Please see the Tables on pp. 2-4 of this QUFA Alert! for a list of the
University’s responses to core QUFA Proposals (Table 1) and a list of
concessions proposed by the University with QUFA’s analysis of their
implications (Table 2)

The Bargaining Team has now heard
from the University on all of QUFA’s
substantive proposals, and the
results so far are not encouraging
By the QUFA Bargaining Team
We apologize for the silence these
past few weeks. We have been
meeting regularly to hear the
University’s counterproposals to
those we first tabled in June. Having
now heard from Queen’s on all of our
substantive proposals, we have
prepared the following summary to
share with you (please see the Tables
on pp. 2-4).
The Parties are likely to reach
agreement on some procedural fixes
around merit and workload standards,
may agree to update Articles 15 and
18 regarding relationships with
students, and have agreed to delete
some obsolete language from the
Collective Agreement (CA). The
overall picture with respect to our
core mandates, however, is not
encouraging.
It seems that senior management at
Queen’s has already forgotten the
demands for contortionist-level
flexibility during pandemic pivots that
resulted in, for most Members,
overwork and exhaustion. They
appear ignorant of the fact that in
place of any kind of material reward
for that commitment and hard work,
Ford’s wage restraint legislation (1%

Table 1 (pp. 2-3)
Core QUFA Proposals
Organized by Mandate
for three years) is going to effect a
significant net loss of purchasing
power for Members during the life of
the contract. They didn’t listen when
we explained what Members needed
and wanted in this round of
bargaining to restore good will and
morale.
We understand that bargaining a
collective agreement is not a one-way
street; we don’t expect that all of our
ideas will become embodied in a new
agreement. We do expect respectful
engagement with our proposals and
creative solutions to the problems we
articulate. “No” is neither creative nor
respectful. Taking this long to get to
“No” hardly demonstrates the
“efficiency” Queen’s seeks to demand
from our Members (please see the
concessions proposed in Table 2).

Table 2 (p. 4)
Concessions Proposed
by Queen’s Administration

We will continue to negotiate through
September to push for what you told
us was important and to resist
concessions. We implore Queen’s
leadership to come to the table with
actual solutions over the next weeks
to demonstrate that they meant it
when they said they appreciated our
commitment during the worst of the
pandemic. They can’t “show us the
money,” as the expression goes, but a
little respect would go a long way.
The QUFA Bargaining Team consists
of Leslie Jermyn, Amy Kaufman, Gillian
Akenson, James Stotz, Ayca Tomac,
Awet Weldemichael, Micheline
Waring, and John Rose.
The QUFA Bargaining Team can be
reached at qufa@queensu.ca.

Table 1
Core QUFA Proposals Organized by Mandate
QUFA Proposal
Prevent a Laurentian-Style Abrogation of the Collective Agreement (CA)
• Improve QUFA’s access to financial information (Article 6)
• Give QUFA Observer status on key Board and Provostial Committees (Article 7)
• Give QUFA the right to trigger financial exigency (Article 38)
Improve Grievance and Discipline Processes
• Delete outdated past-practice language (Article 10)
• Shorten University response times for grievances at Step 1 from 50 working days (10 weeks) to 30 working days
(6 weeks) (Article 19)
• Extend time to grieve from 15 working days from the grievable offense to 20 working days (Article 19)
• Remove all discipline from employment file after 48 months if no further discipline (Article 20)
• Delete requirement that Members must take steps in response to harassment by students (rather than
University responsibility) (Article 21)
• Tighten justifications for suspending Members to reduce use of this Article or require University to use it in a
non-arbitrary manner (Article 22)
• Update list of Arbitrators (Appendix C)
• Allow QUFA Counsel access to full investigation reports if a Member is disciplined in order to determine if
grievance needs to be filed (Appendix W)
Improve Librarian and Archivist Working Conditions
• Remove the language that Academic Leaves up to 12 months are “normally” 8 months (Article 33)
• Regularize the timing of subsequent Academic Leaves at 3- and 6-year intervals (Article 33)
• Create a Library and Archives Council to satisfy CA requirements for a unit-level governance body.
• Enable library department expertise on Appointments Committees (Article 25)
• Clarify processes related to selection and renewal of library Department Heads (Article 41)
• Ensure library departments are not without an acting or interim Head (in absence of regularly-appointed Head)
for long periods (Article 41)
Improve the Path to Security for Adjuncts (Article 32)
• Eliminate the requirement to acquire Specific Right of Reappointment (SRoR) as a necessary first step towards
any job security because it is a technicality that can be easily gamed
• Reduce the requirements for General Right of Reappointment (GRoR) by 1 year and equivalent teaching
• Allow one half course taught as a Postdoctoral Fellow to count toward GRoR
• Reduce the requirements for Continuing Status
• Expand the recognition of Continuing Adjunct research by granting further teaching release if they have external
funding
• Create an alternate route to a teaching-intensive tenured appointment for Continuing Adjuncts with Associate
Professor status
• Allow Continuing Adjuncts to add a full service load to their full-time equivalents (FTEs) both to acknowledge
the service they already do and to ease the service burden in units
• Reduce the number of years of service required for Continuing Adjuncts to qualify to apply for Full Professor
status which comes with the grant of tenure from 12 to 10
Improve Working Conditions for all Members
• Raise the status and value of service work, including in layoff assessments
• Reduce the number of referees needed for Renewal and have a coaching meeting with the dean at the
conclusion of the process to help Member prepare for the next promotion (Articles 30 and 31)
• Allow those who are promoted to Full Professor to apply for Academic Leave in the first year of their tenured
position (Article 33)
• Require the University to inform Members about how their personal data is shared or used by third parties and
allow Members to opt out (Article 23)
• Extend Term Adjunct access to University systems (computing, library) to 12 months past the end of their
contracts (Article 35)
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•

Ensure adequate and equitably distributed support to Members to book testing and examination facilities and
to input grades (Article 36)
• Limit teaching obligations in the 4 months that Members are free of teaching and compensate Adjuncts for
teaching duties performed outside of their contract dates.
Improve Equity Language and Processes
• Raise the profile of equity-related service work so it can be properly acknowledged and valued by providing
examples of different forms it can take (various articles)
• Provide training for Heads on bias in faculty evaluation as part of Department Head orientation (Article 28)
• Expand the definition of “family” in employment equity considerations related to appointments and Renewal,
Tenure, and Promotion (RTP) processes to be commensurate with the more inclusive definition in Article
33.2.1.1 that reflects the diversity of family structures (Article 24)
• Create a process for Special Equity Appointments and Targeted Hiring that clearly demonstrates compliance
with all legal requirements with respect to QUFA’s role in the process (Article 24)
• Recognize equity-related work in RTP and RCAP processes (Articles 30 and 31)
• Acknowledge the many forms of scholarship can take in context of appointments and RTP and RCAP (Renewal,
Continuing Appointment, and Promotion) processes (various articles)
• Increase frequency of Human Rights and Equity Office’s report on Bargaining Unit’s progress towards equity
from every 3 years to every 1 year (Article 24)
• Narrow the exceptions to following established collegial appointments processes in order to expand the number
of positions publicly available for application (Article 25)
Defending the Academic Workplace (Articles 23 and 35)
• Permit Members to refuse electronic capture of their course materials
• Strengthen the restriction on electronic monitoring of Members’ devices
• Require notification to the Member and Association if access to Member accounts is planned
• Ensure that systems used by the University are secure against unauthorized access or modification of contents
• Strengthen Member’s control over the academic integrity of their courses by allowing them to resist QSAS
recommendations that would undermine that integrity
Miscellaneous Proposals
• Prior notification to QUFA of faculty-, library-, archive-, or University-wide external reviews (Article 6)
• Enable area-expertise on Appointments Committees (Article 25)
• Delete “degree credit” as a modifier of “course” so as to preserve work in the Bargaining Unit (Articles 25 and
35, Appendix S)
• Renegotiate compensation if wage restraint legislation (Bill 124) is repealed or overturned (Article 43)
• Allow all Members in a unit to meet an external candidate for an Academic Administrator position (Article 40)
• Exclude Academic Administrators from the QUFA Bargaining Unit while they are on leave following their
administrative appointment and prior to resuming work in the Bargaining Unit; deny them QUFA representation
with respect to matters pertaining to their administrative position (Article 40)
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Please see the proposed concessions below.
The Administration has suggested they will discuss the creation of some kind of collaborative or consultative body, but not within
the ambit of the CA.
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Table 2
Concessions Proposed by Queen’s Administration

•

•

New Article 16.3.1(c) to grant the University an indefinite
and royalty-free licence to copy or use works created by
Members in the course carrying out their Academic
Responsibilities for other “teaching, research, and service
activities of the University.”

•

Delete Article 20.4.2, which preserves a Member’s pay in
the event of termination until the grievance deadline
passes or, if a grievance is filed, until it is resolved.

•

Delete the list of kinds of information relevant to reviewing
a Member’s teaching at Article 29.1.5.

•

Delete Article 37.2.9 that Members will not be required to
teach outside the normal teaching day as established by
Senate unless they elect to do so.

•

Modify the description of Heads’ responsibilities, including
Library Department Heads, to direct them to work towards
the “effective and efficient” operation of departments and
to makes Heads responsible to “ensure compliance with
departmental and University policies, procedures, and
guidelines and applicable legislation” (Articles 41.1.2 and
41.8.1.1).
Delete Appendix W affording QUFA Counsel access to full
investigation reports when they form part of the basis of
discipline of a Member.

•

•

1

University’s
Proposed Concession
New Article 15.3.5 to direct full-responsibility Members to
engage in securing external funding for research where
appropriate to the field of study.

Problem
Who determines if external funding is appropriate for a
Member’s research needs? What supports are guaranteed
across campus to enable this? What if no external funding
exists because the research is too novel or is not yet valued or
recognized in the discipline? In the absence of University
engagement at the table on reducing burdens on our Members
that significantly diminish time for research, this is a means to
punish Members who do not have the time or support to
comply and does nothing to actually further research
productivity at Queen’s.
What protects the creator from losing their job once their work
product is licensed to the employer? How does a co-creator
grant a license to works not fully owned by them? How does a
creator ensure the integrity of secondary uses? What is the
consequence of a time-unlimited license in the context of
changing standards and epistemologies?
In the case of a wrongful termination, the Member could be
irreparably harmed while waiting for the resolution of a
grievance. The University would have no reason to respond
quickly to QUFA’s inquiries or efforts to resolve the problem. It
is notable that QUFA is aware of no instance where this article
has cost the University money they didn’t already have to pay—
not one.
Nothing is advanced by removing this non-restrictive list; the
list ensures that assessors are reminded that factors such as,
inter alia, class size and subject matter can impact teaching
outcomes.
Members could be directed to teach at times that conflict with
family responsibilities. Queen’s already offers evening courses
and seems to have sufficient numbers of people willing to do
this work, so there is no problem to solve.
Heads already had responsibility for departmental policy but
the other elements in the list are novel and represent a serious
increase in responsibility and liability. Heads’ training is
insufficient to enable them to do this work, and they are not
empowered by the University or by law to “ensure compliance”
across their departments.
This forces QUFA to arbitrate every instance of discipline in
order to do its due diligence on ensuring the integrity of the
investigation. It is a potential waste of time and money on both
sides.
QUFA Members voted to transition to the University Pension
Plan partly on the grounds that they would have access to the
phased retirement program. The University did not insist that
this program was time-limited or correct QUFA communications
at the time that encouraged Members to vote in favour of
transition. Taking the LOA out of the CA would remove QUFA’s
right to defend the existence or terms of the program.

Delete LOA 4 (Voluntary Phased Retirement Program) and
the Pension MOA from the Collective Agreement (CA).1

This proposal has been withdrawn.
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