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Definitions

For the purposes of thiSollective Agreementhe following definitions have been agreed upon by the
parties:

1. Academic SubUnit designates a department, institute, program, centre andeotiitees whose
senior academic administrator is an employee.

2. Academic Unitdesignates a faculty, division, library, college, school or other unit headed by a
Dean director, University Librarian or other person excluded from the bargaining unit as
managerial by the certificate issued by the Ontario Labour Relations Board, 18 June, 1975.

3. Academic Yeardesignates the period thus named and specified annually by Senate.

4. Bilateral/Parity describes committees created by the parties pursuant @oleetive
Agreementhich contain equal numbers of representatives of each of the parties.

5. Board of Governors(hereinafter called the Board) is the body referred to by that name in the
Carleton University Act

6. Canadian designates a citizen ofa@ada, or one who on the date of application for a position at
Carleton University, is a Permanent Resident of Canada

7. Carleton University is the body corporate defined by tGarleton College Acf1952) as
amended by th€arleton University Ac(1957) and theCarleton University Ac{1968).

8. Carleton University Acdesignates the several Acts enumerated in no. 7 above as amended from
time to time in the future by the Legislature of the Province of Ontario.

9. C.A.U.T. designates the Canadian Assmion of University Teachers, a body corporate
incorporated under letters patent granted by the Deputy Registrar General of Canada, 24
November, 1970.

10.  Chair/Director of an institute, program or centre designates a faculty employee who is the senior
academic administrator insab-unit such as a department, institute, program or centre, appointed
in accordance with procedures laid down for the governance of the University by Senate and the
Board of Governors.

11. Confirmation of Appointment designags a form of continuous appointment granted to
professional librarian employees and Instructor employees according to the procedures described
in this Collective Agreement

12.  Continuing Employeedesignates an employee on staff on both June 30, andl,Jotjuding
employees on any form of leave.
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15.
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18.
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20.
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22.

23.

24.

25.

26.
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Deandesignates the senior Academic officer of a faculty, appointed in accordance with
procedures laid down for the governance of the University by Senate and the Board of
Governors.

Department (or equivalent) (hereinafter described as a department) designa@suait of the
faculties or divisions including departments, schools, institutes, programs, centres and other
academic suoinits.

Director of a Schooldesignates the senior academic adstrator of a school who is not an
employee, for the purposes of tlisllective Agreement

Employeedesignates a person included in the bargaining unit as defined by the certificate issued
by the Ontario Labour Relations Board, dated 18 June,, B&/May be amended by the Ontario
Labour Relations Board or by agreement of the parties.

The Employer designates the Board of Governors of Carleton University, the President and
Vice-Chancellor, VicePresidentsDears, and such other persons exclliiem the bargaining

unit as managerial by decision of the certificate of the Ontario Labour Relations Board, dated 18
June, 1975, or who are authorized to act on behalf dny@oyer

Financial Stringency Documentdesignates the documefppendixD (Release of Teaching
Staff in Times of Financial Stringenecwys passed by Senate, 11 December, 1974.

Immediate Family designates spouse, siblings, parents, and children.

Month designates twentiwo (22) working days.

New University Gogrnmentdesignates the document approved by the Senate and the Board of
Governors in 1968 whiclnter alia, specifies the procedures for the appointment of officers of
Carleton University and senior academic administrajbicte that the Senat&cademic
Governancelocument replaces tidew University Governmedbcument]

Nominal Salary designates for any given period the gross salary to which an employee is
entitled if engaged in fullime service at Carleton University excluding any stipends and/o
payments for overload teaching but including career development increments.

0O.C.U.F.A. designates the Ontario Confederation of University Faculty Associations.
Officers of the University are those persons excluded from the bargaining unit aagegal by
the certificate issued by the Ontario Labour Relations Board dated 18 June, 1975, who are

authorized to act on behalf of tRenployer

Parties are the parties to thiSollective Agreemenmnamely Carleton University and the Carleton
University Academic Staff Association.

Personnel File/Dossiedesignates all files containing evaluative materials concerning
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28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.
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employees.

Preliminary Appointments designates appointments made in the expectation of the granting of
tenure or of confirman of appointment.

Presidentdesignates the chief executive officer of the University.

Secondments a temporary assignment by tBployerof an employee to perform duties in an
academic unit or subnit other than the employee's own unit.

Senateis the body referred to by that name in @eleton University Acand as constituted in
accordance with thew University Governmedbcument (1968)[Note that the Senate
Academic Governanaocument replaces tidew University Governmedbocument].

Senate/Board Documents and/or Policiedesignate those documents and/or policies formally
approved by both the Senate and the Board of Governors of Carleton University.

Spousedesignates a husband or wife in law or in common law, dhdrenay include a same
sex spouse. A commedaw spouse shall be defined as a person with whom the employee has
been cohabiting for a period of at least one (1) year.

Teachingdesignates the instruction given by employees to students of Carletcardilyiv

Teaching Employeedesignates an employee who teaches a course or courses approved by the
Senate.

Tenure designates the status of continuous appointment of faculty employees as defined in
Article 10.

The Associationdesignates the Gaton University Academic Staff Association (CUASA).
University Librarian designates the officer in charge of the University Library.
Vice-Presidentdesignates the three executive officers next in rank to the President, namely the

Vice-Presiden{Academic), the Vicd’resident (Research almdernationad), and the
Vice-President (Finance and Administration).
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Article 1: Preamble

1.1  The parties recognize that the goal of the University is the attainment of the highest possible
standards of acathic excellence in the pursuit and dissemination of knowledge, to be achieved
principally through teaching, scholarship/research and community service. The parties agree to
cooperate in the promotion and enhancement of the University and to encourageedl
freedom, responsibility and mutual respect in the pursuit of these goals. It is the purpose of this
Collective Agreement foster and continue the existing harmonious relations within the
University community and to provide an amicable meansdtiting differences which may arise
from time to time between tHemployerand the employees in the bargaining unit.

Article 2: Definition of t he Unit

2.1  The composition of the bargaining unit shall be as defined by the certificate of the Ontario
Labour Relations Board, dated June 18, 1975, as further specified by decisions of the Board
dated April 4, 1975 and June 18, 1975, which may be amended from time to time. This
certificate, and subsequent amendments, if any, shall be deemed to be itedriptwaand
become a part of thiSollective Agreemenfsee Appendix C).

2.2 All persons recognized by tliEmployeras being members of the bargaining unit as of the date of
signing thisCollective Agreementvho remain in the employ of tliEemployer shdl continue to
be members of the unit (except those who become excluded under the provisions of Article 2.1
above or those who are transferred to positions not under the jurisdiction ©bllleistive
Agreemenf without prejudice to any further cases.

23  Anemployee on any form of leave or one who accepts a redueecppointment or a reduced
workload pursuant to Artick9.10, 135, and/or 13 shall continue to be a member of the
bargaining unit.

2.4 An employee initially appointed with a workloatiai least onéalf the normal workload of
academic staff shall be included in the bargaining unit.

2.5 Persons engaged in instructional duties will be included in the bargaining unit if they teach more
than two (2) fullicredit courses in the Fall and W&n terms, or if they teach more than three (3)
full-credit courses in any academic year ending August 31. (Repeated sections will count as if
they were other courses.)

2.6 Inrecognition of the unique nature of the studio component of the Architelstupatties agree
that, solely for the purposes of Article 2.5 of @ellective Agreemenia section of a studio
course in Architecture for one term shall be deemed to have @fuite equivalent credit value
of 1.0.

2.7 A member of the bargaining unincluding Chairs and Directors of Institutes shall not
simultaneously hold an excluded management position at Carleton University, as defined by the
Ontario Labour Relations Act
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Article 3: Recognition

3.1 TheEmployerrecognizes the Association &etexclusive bargaining agent of the members of
the bargaining unit, as defined by the certificate of the Ontario Labour Relations Board dated
June 18, 1975, as may be amended from time to time.

Article 4;: Academic Freedom

4.1  The common good of sotjedepends upon the search for truth and its free exposition.
Universities with academic freedom are essential to these purposes both in teaching and
scholarship/research. Employees are entitled, therefore, to:

(@) freedom in carrying out research andoublishing the results thereof,
(b)  freedom in carrying out teaching and in discuss$in@y subject and,
(c) freedom from institutional censorship.

Academic freedom carries with it the duty to use that freedom in a manner consistent with the
scholary obligation to base research and teaching on an honest search for truth.

Article 5;: No Discrimination

5.1 The parties agree that there shall be no discrimination, interference, restriction or coercion
exercised or practised with respect to any engsadg regard to salaries, rank, appointment,
promotion, tenure, confirmation of appointment, reappointment, sabbatical, fringe benefits or any
other terms and conditions of employment by reason of age, race, creed, colour, national origin,
political or relgious affiliation or beliefgender and gender identiggx, sexual orientation,
marital status or membership in the Association.

5.2  Further, in accordance with previous University policy and practice, the parties agree that there
shall be no discrimition practised with respect to any employee in regard to salaries, rank,
appointment, promotion, tenure, confirmation of appointment, reappointment, sabbatical, fringe
benefits or any other terms and conditions of employment by reason of family religtiohkk
parties also agree, however, that no employee of the bargaining unit or person acting as an
Officer of the University shall take part in formal discussions or vote with regard to the
determination of the aforementioned terms and conditions ofogmpht of a member dheir
immediate family.

53 (a) TheEmployeris committed to providing a work environment that facilitates the full
participation of all employees. The parties encourage all employees with a requirement
for accommodation to notify tHinan Resources and CUASEmployees have the right
to CUASA representation at meetings regarding requests for accommodation.
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The parties agree to act in accordance with all applicable legislation, including, but not
limited to, theOntario Human Rigts Codethe Ontarians with Disabilities Actand the
Occupational Health and Safety Act

No member shall be subjected to retaliation or reprisal for taking action to obtain
accommodation fooneself

Such accommodations may include but ardinoted to:
(1) alterations of workload;

(i) modifications to the means by which an employee can meet the criteria for tenure
or confirmation;

(i)  modifications to the means by which an employee can meet the criteria for CDI,
and,

(iv)  modificationsto the means by which an employee can meet the criteria for
promotion.

Article 6: Past Policies and Practices oftte University

6.1 University Governance

Except as expressly provided for in the Certification Order andCthlisctive Agreementhe
parties agree:

(@)

(b)

(©

(d)

to acknowledge and support the traditional role of Senate as established by statute, bylaw
and practice;

to acknowledge and support the traditional role of the Board of Governors and the
persons authorized to act on its behalf;

that nothing in thicollective Agreemenshall be construed to deny or diminish any
existing rights, privileges and responsibilities of employees, individually and collectively,
to participate directly in the formation and recommendation of policy nviEiairleton
University and its component parts, as these rights, privileges and responsibilities are
provided for under existing Senate/Board documents and/or established practices.

Except as modified in this article or changed by subsequent agreagintieaiparties, the
Senate/Board policies referred to in Articles 14, 15, 16, 17 and 26, as they were on the
date of signing this agreement, shall remain in force for the term o dhiesctive
Agreemenunless specifically amended by agreement of thigggarShould the Senate
change or alter any of these policies during the term of this agreement, Articles 14, 15,
16, 17 and 26 shall remain in force for the term of @oective Agreementunless
specifically amended by agreement of the parties.
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6.2 Dismissal Document

@ Dismissal for Cause of Faculty Employees

The procedures for dismissal for cause of faculty emplogeedescribed in the
Dismissal Document (Appendix Agxcept as modified below:

0] The parties agree that there shall be prowigor an Alternate Review
Chairpersonwith the same powers and duties as those of the R&haivperson
specified in thddismissal DocumentThe Alternate RevieWwhairpersorshall, by
agreement between the two parties, be called upon to act in pkhesRéview
Chairpersomwhen the latter's unavailability to begin a new case may be thought to
prejudice the outcome or to impose undue hardship on the individual concerned or
on the University. Agreement by one side to a request from the other talavite
Alternate ReviewChairpersoro act shall not be unreasonably withheld.

6.3 Continuation of Past Practices

€)) Past practice may be altered, but only by agreement of the parties.

(b)  Where an employee or the Association seeks to rely on a pastg@the onus shall be
on the employee or the Association to show that the practice cited was contained in a
document of the Senate, Board or management of Carleton University, or was otherwise
sufficiently widely promulgated (in public, or in private commmication), and practised,
S0 as to make it reasonable to consider it a practice at this University.

(c) The Employeracknowledges a continuing responsibility to maintain a climate in which
the academic functions of employees may be effectively carrigaioa undertakes,
therefore, to continue to provide a level of facilities and support services consistent with
this responsibility

(d) Consistent with th&mployeb s acknowl edged r e Apiader63T)bi | i 1
above, the following generaligport service shall be provided though it is understood that a
change in technology might affect the way in which the service is provided:

() Administrative support staind related services

(i) Telephone servicand voice mail

(i)  Appropriateoffice space so as to protect the healdlietyand securityf
employees as they carry out their duties on University premisesErmployer
agrees to adhere to health and safety standards as embodied in current government
legislation

(iv)  Supplies andguipment

(v) Computing srvices and computing support services
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(vi)  Instructional &s
(vi)  Photocopying angrinting
(viii) Teaching andesearch ssistance

Where users subommittees exist in relation to these services, they shall continue to
performtheir advisory functions during the term of tkisllective Agreement

(e Consistent with th&mployeb s acknowl edged rie&G3pdombose, bi | it
theEmployershall make a reasonable effort to provide each employee with a standard
model @mputer and/or comparable technology and access to software and printing
resources; appropriate for teaching and administrative responsibilities.

6.4  No disciplinary measures shall be imposed on an employee except for just and proper cause; such

disciplinary action shall be reasonable and shall be demonstrably proportionate to the seriousness
of the specific violation and shall not be contrary to the provisions of Article 6.3.

Article 7: Management Rights
7.1  The Association acknowledges the managamesponsibilities and functions of teenployer

and agrees that such shall be continued, subject to the express provision€alfehis/e
Agreement

Article 8: Amendments to he Carleton University Act
8.1 To ensure that any future proposalsrwead theCarleton University Acteflect the shared

aspirations of the University community, the parties agree that any proposalwph®yerto
amend the Act requires consultation with the Senate and also consultation with the Association.

Article 9: Appointments

9.1 Appointments

To ensure that posts at Carleton University are filled by the most highly qualified candidates and
to ensure accessibility to Canadians, all faculty, Instructor and professional librarian openings
must be advertised prito the consideration of candidates.

(@ Faculty and Instructor Employees
0] All faculty and Instructor posts shall be advertised both internally and in various

appropriate publications that shall includeiversity Affairsand theCAUT
Bulletin and/or heir web sites whenever publication schedules permit, and the



(b)

(ii)

(iii)
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(v)
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advertising copy shall be sent to the Association within ten (10) working days of
its placement.

Copy of the advertisement shall be submitted to the publications within ten (10)
working days of the receipt of that copy by the President's Office from the
appropriate department abeéan

A period of at least thirty (30) working days shall elapse between the appearance
of the final advertisement and the aufit's recommendation to tieanthat a
formal offer be sent to the selected candidate.

In cases of extreme urgency, or where a department, through the procedures for
recommending appointments normally followed by the department, determines
thata spouse of a successful canted@ar a preliminary or tenured academic staff
position has qualifications and experience that would benefit the programs of the
department, an appointment may be made without following the requirements of
9.1(a) (i) at the discretion of the Presiddmit in all such cases complete details
of the appointments must be reported in writing to the Association and the Clerk
of Senate within ten (10) working days.

All appointments to faculty and Instructor positions shall be made on the
recommendation alepartments and the appropriBear(s).

If a position is not attached to a specific department a committee of at least three
(3) members of the bargaining unit shall be established by the appr@e&ito
serve in lieu of a departmental commgtte

Professional Librarian Employees

All new or vacant positions at any of the four librarian ranks shall be filled by
competition, after being advertised as provided for in this Article.

(i)

(ii)

(iii)

Each competition shall be conducted byadrhoccommitteeconsisting of the
immediate supervisor of the position to be filled, a professional librarian
employee from the area of expertise within which the position falls, and one
person from library management. The competition committee shall be constituted
andshall follow procedures and criteria as outlined in Article 9.7.

All new or vacant positions at any of the four librarian ranks shall be first
advertised internally to all librarian members of the bargaining unit which shall
include employees of Cation University who have previously been professional
librarian members of the bargaining unit. However, for term positions the internal
and external advertisements may appear simultaneously.

If no internal candidate is clearly acceptable, the magahall be advertised
externally in various publications as theé hoccommittee for the position
concerned may deem suitable, but to include the @&t T Bulletin University
Affairs, andFeliciter, and/or their web sites whenever publication schadule
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permit and the advertising copy shall be sent to the Association within ten (10)
working days of its placement.

(iv)  Appointments of extreme urgency may be made without following the
such cases complete details of the appointments must be reported in writing to the
Association and the Clerk of Senate within ten (10) working days by the
President. Th&mployer however, shall post a notice of the vacancy for five (5)
working days on the vacancies bulletin board in the Library.

(V) In the case of professional librarian employees, an appointment may commence at
any time during the year.

(c) The Employershall provide to each shdisted candidate a package of inforroati
supplied by CUASA.

Canadian Candidates

Unless the qualifications of a n@@anadian candidate for a position are demonstrably superior to
those of a Canadian candidate, the lowest level committee shall recommend that the Canadian be
appointed. Exeptions on the part of the recommending committee or departures from such
recommendations by@ean theUniversityLibrarian or the President shall be reported in

writing to the Association and the Clerk of the Senate within ten (10) working days by the
President.

€)) Canadian designates a citizen of Canada, or one who on the date of application for a
position at Carleton University, is a Permanent Resident of Canada.

(b) The gualifications relevant to each vacant position shall be clearly stated dmebsha
include irrelevant particularities which would unfairly disadvantage Canadians at home or
abroad.

(c) The parties agree to establish a University Appointments Review Committee should it
become necessary or desirable.

Employment Equity

The paties agree to the principle of employment equity at Carleton University. Consistent with
that principle:

(@ TheEmployershall include, as a minimum, a statement in all advertisements for
bargaining unit positions that the University welcomes apptinatfrom all qualified
women and men, including members of visible minorities, aboriginal pensersons
with disabilities, and persons of any sexual orientation or gender identity.
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TheEmployershall establish search procedures, which may vary anacuogfies, but
which shall require at least:

0] consultation with informed individuals selected by Breanfrom within the
unit(s) or sukunit(s) or elsewhere in the University, for the purpose of identifying
Suitable prospective candidates, and

(i) letters from the unit or subnit Chairs/Directors/University Librarian to Canadian
Universities inviting qualified applicants from designated groups that the
Employerdetermines are undeepresented in the unit(s) or subit(s).

The parties ageethat the best available candidate should be hired, regardless of
membership or nemembership in a designated group. However, where the

gualifications of two candidates for appointment are demonstrably equal, and one of these
candidates is a member oflasignated group that is undepresented in the unit(s) or
subunit(s), then all else being equal, the candidate of the usdezsented group should

be offered the position.

All appointments under thiSollective Agreemerghall be made in ehfollowing ranks:
) Faculty: Professor, Associate Professor, Assistant Professor, or Lecturer;

(i) Instructor (1, Il and Il)who arereferred to aéi L e c tinstrueta) o( f or al |
references in th€arleton University Actand,

(i) Librarian (1, Il, Il and V).

All appointments as defined in this Article shall be made as either term, preliminary or
tenured/confirmed appointments.

In the case of preliminary appointments the letter of appointment shall contain, in general
terms, information about cetia for tenure/confirmation relevant to the Department,
School, Institute, and/or Faculty in which the appointment is to be held.

Appointments shall be made as full or as-piane. Employees on patime status shall
earn credit toward tenure, camfiation, promotion and sabbatical on a-pated basis.

The ranks: Professor, Associate Professor, Assistant Professor and Lecturer are defined as being
those traditionally understood as such in Carleton University practice.

Ranks for Professonal Librarian Employees

(@)

(b)

The ranks Librarian |, I, Il and IV are reserved for professional librarian employees as
defined in Article 9.7.

Professional librarian employees shall be assigned to a position with a fully documented

job descriptionm accordance with the provision of Article 2.1.
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(c) There shall be no transference of significant functions from professional librarian
employees to other library employees which results in a reduction of the number of
professional librarian employees finche number employed at the commencement of the
agreement.

(d) Should a professional librarian vac#teir position by reason of resignation, termination,
sabbatical or other long term (in excess of sixteen (16) weeks) absertemloger
shall, within two (2) months of the position falling vacant, inform the Association in
writing indicating the disposition of the duties and/or the intention to fill the position in
accordance with the provisions of Article 9.4(a).

(e)  When a temporary replacemenmsade for a professional librarian employee on
sabbatical or leave for a period in excess of sixteen (16) weeks in accordan&gialih
9.6(d), any such replacement shall be a fully qualified professional librarian.

Librarian Appointments

@) Criteria
Individuals to be considered for hiring as professional librarian employees shall have both

) an initial undergraduate degree (the Association of Universities and Colleges of
Canada may be applied to for an opinion in cases where there is dowtbt abo
whether the qualifications presented meet existing Canadian standards); and,

(i) a professional library qualification from an ALA accredited library school or an
international library school which has been accredited by a national professional
library association recognized by the Canadian Library Association (the Canadian
Library Association may be applied to for an opinion in cases where there is doubt
about whether the qualifications presented meet existing Carsainatards).

(b) Procedures

0) The Employershall decide when a position is to be created or a position is to be
filled by transfer or competition, in accordance with University procedure and
Article 9.6(c). In conjunction with the supervisor of the position, the University
Librarian shallset the date on which the competition is to start.

(i) Within seven (7) working days of having received official notification that a new
or vacant position is to be filled, the Peer Evaluation Committee shall meet to
choose the third member of tAe Hac Competition Committee who shall
normally be a professional librarian employee from the area of expertise in which
the position falls. The other two members of this committee shall be the
immediate supervisor of the position to be filled and the Uniyelgorarian or
theirdesignate from Library management. In the case of unavoidable absence of
the immediate supervisor or the University Librarian during a competition, a
substitute designated by that individual shall serve oAthidocCompetition
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Comnittee.

Within another seven (7) working days thé HocCompetition Committee
(henceforth referred to as the Committee), shall meet to prepare an internal
advertisement for the position which shall include the minimum criteria for
professional libarian employees, the salary range(s) for the relevant rank(s) and
the job description attached to that position. This advergsé shall be posted

for seven (7) working days on the vacancies bulletin boards in the Library and the
Li brar y0s ite. nntthe caseaot ternvapostments, the internal
advertisement shall be posted for one (1) week, but the external advertisement
may proceed simultaneously as outlined in Article 9.1.

In conjunction with the immediate supervisor of the positiooetdilled, the
University Librarian otheir designate shall assume responsibility for the receipt
of applications and for all other documentation relating to appointments.

Internal Competition

(1) The Committee shall review all internal applicapmterview the
applicants as it sees fit and, if a suitable applicant is found, make a
recommendation of appointment to the Peer Evaluation Committee. The
Committee may be requested by the University Librarian to substantiate its
rejection of a candidat Unsuccessful applicants shall be notified
promptly of the decision not to appoint them.

(2) The Committee shall make every effort to reach agreement upon a
candidate. However, in those instances where the supervisor is in
disagreement with the othievo committee members, the matter shall be
referred to the University Librarian who shall forthwith subtnéir
resolution of this disagreement to the Peer Evaluation Committee.

(3)  Within two (2) working days of receipt of the name of a suitable catelid
from the Committee, the Peer Evaluation Committee shall review the
candidate's qualifications in the light of the minimum criteria mentioned in
Article 9.7(a)(i) and (ii). If the Peer Evaluation Committee approves the
candidate, it shall recommendttee University Librarian that an offer of
employment be made at a specified rank commensurate with the
experience and qualifications of the candidate.

(4) The University Librarian shall decide whether to reject the
recommendation or to accept and forwiargd the President. No more
than seven (7) working days shall elapse between the time the
recommendation is made by the Peer Evaluation Committee and either:

-the Peer Evaluation Committee and the Committee are informed of a
decision to reject the camtdite and of the grounds for doing so; or

-a written offer is sent to the candidate.



(©)

22

Both the Peer Evaluation Committee and the Committee shall receive all
particulars of the offer excepting only salary.

5) If the candidate rejects the offer, the Unargr Librarian shall decide
either to continue negotiations with the candidate, or to inform the Peer
Evaluation Committee and the Committee that the competition is to be
continued.

(6) If an internal candidate accepts an offer of a different positidmmwihe
Library, it shall not adversely affect the employee's eligibility for career
development increments, or any other incremetitéo nominal salary, or
their eligibility for sabbatical leave, dheireligibility for or status of
confirmation or Pofessional Achievement Award.

(7) If a professional librarian employee should prove unsatisfactahein
new position, transfer from that position to any other position in the
Library shall not adversely affect that employee's eligibility for career
development increments, or any other incrementbéa nominal salary,
or their eligibility for sabbatical leave, dgheir eligibility for or status of
confirmation or Professional Achievement Award.

(vi)  External Competition

(2) If no internal candidates clearly accefable, the vacancy shall be
advertised externally in such publicas and on such websites as fte
Hoc Committee for the position concerned may deepr@miate
consistent with the provisions of Article 9.1.

(2)  The Committee shaikview all external applid¢ens, interview as it sees
fit and, if a suitable applicant is found, shall make a recommendation of
appointment to the Peer Evaluation Committee. The Committee may also
recommend that a confirmed appointment be offered. En@point the
procedures shall be those indicated in Article 9.7(b)(v). The Committee
may be requested by the University Librarian to substantiate its rejection
of a candidate. Unsuccessful candidates shall be notified promptly of the
decision not to e them.

In cases where a professional librarian employee holding a confirmed appointment is
appointed to a different position from that held as a result of competition or transfer, the
initial appointment to the new position shall be for a perioonaf (1) year. Three (3)

months prior to the end of the year, a performance appraisal shall be conducted in
accordance with the provisions of Article 11.3 to determine whether the appointment to
the new position shall be made a continuing one. The appamitshall be renewed upon

the recommendation of the Peer Evaluation Committee to the University Librarian. In the
event that the employee does not wish or is not able to continue in the position, or that the
Employerfinds the employee's performance ursactory, the employee shall be

transferred to an equivalent position without loss of previous salary or benefits and
subject to the provisions of Article 38.2(a).
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(d) Procedures Governing the Appointment of the University Librarian

) When a committees established to advise the President on the selection of the
University Librarian, it shall include representation from professional librarian
employees of whom one (1) shall be from public service and one (1) from
technical services area of expertise.

(i) In the event that external applicants for the position of University Librarian are
sought, the position shall be advertised in appropriate Canadian publications,
including theCAUT BulletinandFeliciter.

(e) Library Department Heads

(1) Library Department refers to units within the Library with Department Heads
performing delegated administrative responsibilities.

(i) Normally, only fulktime continuingtrack CUASA members of the Library at the
rank of Librarian Ill or IV are eligible to serve Bepartment Heads.

(i)  Term of Office

(2) The term of office for a Library DepartmeHead shall normally be five
(5) years; however, the Selection Committee may recordretne
University Librarianthat a shorter term be offered.

(2)  Aterm of office for aLibrary Departmat Head will normally commence
on Julyl

3) Subject to satisfactory performance in tbkey a Library Department Head
may beeligible for a subsequent term, witie approval of the University
Librarian, if no other candidates have expresstaiest. If there are other
interested candidates, the University kiban will convene a selection
committee according tArticle 9.7 (e) (iv).

(iv)  Library Department Head Selection

(2) Before April 30 of the year 2p Depar
months prior to a planned retirement or resignation or within thirty (30)
days should the position of Head become vacant, the University Librarian
shall distribute a current job description to all CUASA members of the
Library and create a selectioaramittee conforming to the rules and
procedures of appointment for librarians as outlinefirticle 9.7 (b) with
the following amendments to the composition of the committee:
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(1) The majority of the Selectiondnmittee members will be CUASA
members of the brary;

(i) Whenever possible CUASA membersrréhe Department for
which theHead is being hired shall be included ba Selection
Committee. In thease of Departments where the onlyA3A
member is the Head, a CURtember from that Department may
be incluekd on the SelectrofCommittee;

(i)  Two members shall be appointed by the University Librarian or
designatepne of whom will be the Associate Universifiyprarian
responsible for thdepartment, and the other will eithss a
Library CUPE member ormember 6Library Management.

(iv)  Three CUASA members shall belscted by the Peer Evaluation
Committee (PEC);

(v)  The Associate University Librarian responsibletfee Department
shallchair the Selection Committéeit shall only vote to break a
tie;

(vi)  Any recommendaon by the seletion committee for hiring must
be bymajority vote and include all members eligible to vote.

(vii)  The Selection Committee shall invite membdrthe Department
to meetwith candidates being interviewed andyjive feedback to
the SelectiolCommittee.

(viii)  If no internal candidate is clearly suitable, andhé funding is
availablefor anew CUASA hirethe University Librarian shapost
the Department Head job deiption externally in accordanaeith
Article 9.1 (b)(iii). If no funding isavalable for anew hire, then
theUniversity Librarian nay renew the appointment of the
incumbentor take other masures as required to fill thesition on
atemporary basis until a suitable internal candidate is found.

(v) Acting Library Department eld

(2) Acting Department Heads may be appointed by the University Librarian
to a short term in the event of an extreme urgency or for planned absences
such as sabbaticals, parental leave, etc. Such appointments will not
normally be for less than one mbrdr more than one (1) year.
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(2) Two months prior to the completion of the Acting Department Eead
term, the University Librarian shall comply with Article 9.7 (e) (iv).

(vi)  Recognition for Service as Library Department Head / Acting Department Head

(2) In recognition of Department Head duties, each shall receive a minimum
annual stipend as calculated in 9.(B)2).

(2) 19 employees $2500.00
1019 employees $3,000.00
20+ employees $3500.00

3) A Librarian who at the signing of thSollective Agreemenbr who
during its term, is a department head shall receive a credit equivalent to
one (1) additional year of service towards a sabbatical entitlement for five
(5) years of service as department head.

(vii)  Duties of a Library Department Head/Acting Dep#nt Head

Duties of a Library Department Head shall be those specified in the individual
job description and under the general direction and approval of Library
Management, shall include, inter alia, the responsibility to:

(2) Plan, establish goals, -@ydinate ad direct the operations of the
department, managing all staff that report to the Department Head and
recommend staffing levels to Library Management;

(2) Wor k coll aboratively within the Lib
communicating priorities, workmto effectively ceordinate services,
policies and programs within the department, library and externally as
appropriate;

3) Represent the department on relevant committees, participate in strategic
and operational planning, and prepare reports and giveesals needed;

(4) Engage in professional activities and maintain current professional
knowledge, skills and abilities in relation to managing and supervising
staff;

(5) Perform such other duties in connection with the work and administration
of the DepartmentsalLibrary Management may assigritemand as are
consistent witttheir status as a member of the bargaining unit.
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Grandarentclause

At the time of agreement by all partiesAdicle 9.7 (e) [June 22, 2011], all
Library Department Heads currentlypitace will be reappointed under these
changes to th€ollective Agreemenfor an initial term of 5 (five) years with the
appropriate stipend retroactive to the start of the cu@eliective Agreement
May 1, 2010.

Instructor Employees

(@)

(b)

(©)

(@)

The rarks Instructor I, Il and Il are reserved for those persons in the bargaining unit not
covered by 9.5 or 9.6 above who are either engaged primarily in teaching or who perform
duties defined by a specific job description, and whose responsibilities da@uwére
participation in or conduct of research other than that required by their teaching duties or
by the appropriate job description as approved by the JCAA.

Instructor employees initially appointed during the term of @oBective Agreement
shallbe appointed according to the provisions of Article 9.

0] Term appointments shall be made in accordance with Article 37 (Term
Appointments).

(i) Preliminary appointments shall be for a period of one (1), two (2), or three (3)
years and shall be madedarpectation of renewal and/or confirmation.

(i) In addition to the provisions of Artiel9, Instructor mployees shall, upon
appointment, receive statements in writing as to which of the following
categories, identified under Article 12.1, appliesh® appointment in question:
primarily classroom teaching, or a position governed by an individual job
description. Where an Instructor employee is appointed to the category involving
individual job descriptions and the position to which the person leas be
appointed is not governed by one of the job descriptions appended to this
Collective Agreementa job description which is reasonably equitable in terms of
workload and by comparison with other job descriptions for similar positions,
shall be developed.

An Instructor employee who is newly recognized byEhgployeras a member of the
bargaining unit shall be granted a preliminary appointmeheifhave at least two (2)
years previous fultime service with th&mployerin an academic capacity, asdall be
considered for a confirmed appointmenthiéy havdive (5) or more years of fulime
service with the&employerin an academic capacity.

For the purposes of th{3ollective Agreemenany member of the bargaining unit not
covered by Aiicle 9.5, 9.6 or 9.8 above shall be assigned to one of the above ranks in
Article 9.4 according to experience, qualifications, and responsibilities.
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Letters of appointment shall be signed by the Presmesh¢signate Such letters shall
state cledy

(1) the length and terms and conditions of the appointment;

(i) the category of appointment and whether the appointment is term, preliminary,
tenured or confirmed,

(i) if term, the implications of this;

(iv)  if preliminary, the date when tenupe confirmation will be considered and the
date when the candidate can expect to be informed of the decision;

(v) salary;
(vi)  rank and department to which the appointee is assigned,

(vii)  reference to any additional educational and/or professionafiga@bn which the
member must obtain, if applicable;

(viii) any other specific conditions of the offer of employment consistent with this
Collective Agreement

(ix)  credit for year®f service and credit for yeairsrank at another university, or
equialent experience elsewhere, will be specified for the purposes of calculating
eligibility for sabbatical leave in accordance with the provisions of Article 21.1(f);

(x) confirmation of the number of years of service at another university in-énfiell
preliminary and/or tenured/confirmed position, if applicable;

(xi)  research staip funding, if applicable;
(xii)  reimbursement of moving expenses, if applicable;

(xii) t he st at @oileetimet Agréeméntan be found at the following URL:
https://www.carleton.ca/hr/collectivegreementss

All persons given new appointments, including term appointments, shall be placed within
rank at a salary level commensurate with their eepeg, qualification, and
responsibilites.

Prior to appointment, candidates for a preliminary, tenured, term or confirmed
appointment who visit the campus shall be offered the opportunity to be scheduled to visit
with the CUASA Office to meet with @epresentative of th&ssociation

Prior to an appointment being offered and accepted, candidates for an appointment who
do not visit the campus as part of the appointment process shall be offered the
opportunity to be scheduled for a phone consoltatiith a representative of the


https://www.carleton.ca/hr/collective-agreements/
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Association

Letters of appointment shall not specify any criterion for reappointment inconsistent with
this Collective Agreement

The Association shall receive copies of each letter of appointment once signed and
accepted by the candidate.

9.10 ReducedTime Appointments

(@)

A reducedtime appointment is defined as one in which a member of the bargaining unit
attheirrequest carries, on an ongoing basis, a reduced workload pursuant to Article 13.
In the remaindr of this Article, each and every reference to "reduted appointment”

shall be understood to mean "ongoing redcto®eé appointment”.

0] Any tenured or confirmed employee, holding a-tutie position, may, on a
wholly voluntary basis, apply tiheir Deanor equivalent for a reducetne
appointment.

(i) An application for reducetime employment shall be in writing, with a copy to
the Association.

(i)  An employee applying for a reductiche appointment shall have the right to be
represented bthe Association at all stages of the discussions concerning such
reduceetime appointment.

(iv)  TheEmployershall not unreasonably withhold approval of requests for transfer
from full-time to reducedime status.

(V) Notwithstanding (a) above, reduectithe appointments may also be given to new
employees whose workload is to be less thartiimé but sufficient to make them
members of the bargaining unit.

(vi)  Notwithstanding (a) above, reduetithe appointments may also be granted to
untenured or uncdimmed employees where such an employee voluntarily seeks
it, and when it is agreed between Ermaployerand the employee that
circumstances warrant it.

(vii)  Members of the bargaining unit already on redcio®e status when this
Collective Agreemertiakes effect shall be covered by all terms and conditions of
this Article, but nothing in this Article shall be deemed to prejudice the terms and
conditions of employment of such individuals.
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The salary of a reducetne appointee shall be determineda@kws:

) Each such appointee shall have a nominal salary composed as specified in Article
45. For an employee transferring from ftithe status the nominal salary shall be
that which would be the case if the employee were continuing Hirfugl satus.

For any other appointee to redudede status, the nominal salary shall be that
which would be appropriate if the employee were appointed toirfiudl status as
specified in Article 9.9(c).

(i) Any increases for a continuing redueaade employeeshall be made to the
nominal salary as theywere a fulitime employee.

(i) Each such appointee shall receive an actual salamaprd from the nominal
salary according to the reduction in workload.

(iv)  An employee already on reduethe statusat the time thiollective Agreement
takes effect shall receive a salary adjustment, where required, to satisfy the terms
of Article 9.10(b).

Unless prohibited by agreement with the carrier(s)Eimployershall provide a

reduceetime appointee witlthe same benefits and coverage as specified in Article 40 for
employees and shall, where applicable, contribute to the cost of these plans on the basis
of actual salary.

For the purposes of any assessments of performance, including career development
increments, Research/Professional Achievement Awards, promotion, tenure, and
confirmation of a member of the bargaining unit on a redticeel appointment shall be
assessed solely on the basisheiir actual workload; but a career development increment
or research/professional achievement award to a redimedppointee shall be

pro-rated in the same manner as salary in Article 9.10(b)(i).

An employee on a reducgitne appointment shall be entitled to sabbaticals at times as
defined inArticles 21.1(a) and 21.1(b). Workload and compensation during the sabbatical
period will be prerated appropriately. For the purpose of a sabbatical, a retineed
appointee shall have the right to ajpated accrual of sabbatical entitlement based on
nominal salay. To calculate the sabbatical stipend, refer to Article 21.3(h). Article 9.4(d)
shall apply with respect to the calculation of service toward tenure, confirmation,
promotion and sabbatical. Workload shall also be reduced appropriately. For example
empoyee on an ongoing 50% reduethe appointment, in a unit where the normal
teaching workload is 2.0 credits would be assigned to teach 1.0 crefdill.-tkne

employee who has a six month sabbatical would be relieved of 1.0 credit after completing
threeyears offull-time service. Therefore, the 50% redudede employee who has

accrued a six month sabbatical shall also be relieved of 1.0 credit after completing three
years offull-time equivalent service. The example is meant to assist in the celoubét

a variety of sabbatical credits.
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An employee who accepts a redudede appointment shall have the same access to all
University research facilities astlieywere on a fulitime appointment; and where the
employee has accepted a reducedckivad in order to devote additional time to research,
theEmployershall not unreasonably deny increased access to these research facilities.

Any employee granted a redueiche appointment shall have the right to resume full
time status provided that

(i)

(ii)

(iii)

full-time status is resumed within sixty (60) months following the commencement
of the reducedime appointment; and,

notice in writing of the intention to resume ftilne status is given to the
Employerwithin forty-eight (48) months of theommencement of the
reducedtime appointment.

An employee may waive the right to resume-futie status in accordance with
this article.

An employee on a reduceitne appointment shall be covered by all the rights and
protections of thi€ollective Agreementincluding, but not restricted to, those governing
tenure, dismissal and laff.

(i)

(i)

(iii)

(iv)

Letters of appointment for a reduetohe appointee shall be signed by the
President.

The letter of appointment shall clearly state the nominahgaleduction in

workload and actual salary, the date of commencement of the appointment, and all
other terms and conditions attached to the appointment, including those specified
for full-time appointments in Article 9.9(b).

Upon receipt of a letr of appointment from the President offering a reduced
appointment, an employee already holding atiole appointment shall have
twenty (20) working days in which to indicate in writing to the Presithesit
acceptance or rejection of the redutiege appointment.

No reducediime appointment shall take effect until and unless the appointee
indicates in writing to the Presidethieir acceptance of the appointment and all its
terms and conditions as specified in the letter of appointment.
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Article 10: Tenure and Promotion

10.1 Tenure and Promotion for Faculty Employees

(@)

Appointments without Tenure

()

(ii)

(iii)

(iv)

v)

(vi)

An appointment without tenure shall be made as a term appointment, or a
preliminary (tenurdrack) appointment at the rank of Lecturessistant
Professor, Associate Professor or Full Professor.

A faculty term appointment is one made without expectation of renewal (subject
to Article 37). A term appointment may, however, be renewed and a faculty
member employed under successive tappointments must in the fifth year of
such employment be considered for tenure. In any case successive term
appointments must not exceed a period of six years.

A preliminary (tenurdrack) appointment at the rank of Lecturer is one made
where thee is a specific requirement to complete the doctoral degree or the
terminal degree for the discipline. Such requirements will be clearly stated in the
letter of appointment. The length of a preliminary appointment as a leshaiér
normally be for thre¢3) years. If the requirement is successfully met, the
appointment will be converted to the rank of Assistant Professor, and the
appointee may choose to start the time to tenure tine@minitial appointment or

their date of conversion to the new rank

Members being offered employment within disciplines where professional
accreditation is necessary for the viability of the program may be required to,
within five (5) years of the commencement of employment, obtain the required
credentials and shathaintain these credentials during their employment. When a
member is required to achieve and maintain this credential, this requirement shall
be outlined in the letter of appointment and any subsequent renewal.

The Employershall refund the employe@s programs where professional
accreditation is necessary for the fees incurred to initially obtain these credentials.

A preliminary (tenurdrack) appointment at the rank of Assistant Professor is one
made with the expectation that, subject to sssite reviews, it will be renewed

and at some point succeeded by an appointment with tenure. The purpose of a
preliminary (tenurdrack) appointment is to allow sufficient time to successfully
transition to a tenured appointment. Normally, an initial prelary (tenurerack)
appointment shall be fahree(3) years and renewal offaeliminary (tenure

track) appointment shall be for thr€®) years The maximum time in a

preliminary (tenurdrack)appointment shall not be for more than a total of seven
(7) years, including any years served @raiminary appointment at the rank of
Lecturer,but exclusive of extensions granted for other reasons, such as parental
leaveandpursuant to relevant legislation (see Article 5), and not counting periods
of unpad leave, from the date of tipeeliminary (tenurdrack) appointment.
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A preliminary (tenurerack) appointment at the rank of Associate Professor or

Full Professor is one made with the expectation that, subject to successful reviews,
it will result in consideration for tenure within thré®) years exclusive of

extensions granted for other reasons, such as parental leave, periods of unpaid
leave, and pursuant to relevant legislation (see Article 5). Normally, a preliminary
(tenuretrack) appointmerst the rank of Associate Professor or Full Professor

shall not be renewablddowever, a short extension of not more than six (6)

months may be granted by the Provost and Yieesident (Academjon
recommendation of thBean

Each faculty memben a preliminary appointment shall receive a feaiffdit
course release from the unit teaching load in their first year of appointment.

On commencing a preliminary (tenure track) appointment candidates will be
provided a startup research grantagapppr i ate t o the facul't

(b) Mentorship and Review of Preliminary Faculty Members

()

(ii)

The Dean(or designate) will meet with each faculty member on a preliminary
appointment, within the facul tngwilme mber
discuss the approved criteria with respect to the granting of tenure and promotion.

A written statement indicating that the meeting has taken place and including the
criteria will be signed by thBeanand the faculty member and placed in the

facd ty member 6s fil e.

If the requirements, as statiedthe letter of appointment pursuant to Article
10.1(a)(iii), have been met prior to or at the end of the preliminary appointment,
the employee shall be converted to a preliminary (tetrask) appotment at the
rank of Assistant Professor. Normally a preliminary appointment at the rank of
Lecturer shall not be extended if the requirements have not been met. A short
extension of not more than six (6) months exclusive of extensions granted for
othe reasons, such as parental legperiods of unpaid leave, and pursuant to
relevant legislation (see Article,5hay be granted by the Provost and Vice
President (Academic) on recommendation ofldleanand where there is a clear
plan for completion of t requirement(s) within the period of the extension.

(c) Pre-Tenure Annual Review of Preliminary Faculty Members

()

All faculty members on preliminary appointments will have a writtert@nerre

annual review in order to help them prepare for tenndepgomotion. The
responsibilities of the Chair/Director in the annual review of preliminary
appointments include review of a facul
CDI process), as well as a written report that is submitted tDehe The

resnsibilities of theDeanin the pretenure annual review of preliminary
appointments include review of the fac
CDI process), as well as review of the written report submitted by the

Chair/Director, and ont-onefaculty member meetings where applicable.
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All faculty members on preliminary appointments shall submitgenure
annual report that includes:

(2) progress towards meeting the requirements of the appointment as stated in
the letter of offer;

(2) performance and progress towards meeting the criteria for tenure and/or
promotion; and

3) an upto-date CV and any additional materials the appointee may wish to
submit.

The report will be reviewed by their Chair/Director and Erean

The Chair/Director v submit a written report to thBean The appointee shall
receive a copy of this report. TBeanwill review the report and may add
comments, including any areas where the member needs to show improvement.
TheDeanmay ask to meet with the faculty erapkée and discuss any issues

arising from the report. Also the member may request a meeting wiretireéo
discuss the report.

A template shall be developed to facilitate these reviews and shall be approved by
JCAA.

TheDeanwill signtherepar and a copy wi |l |l be pl ace
file and shall be included in the file used to assess the employee for tenure and
promotion.

With the permission of individual tenured faculty members, units shall maintain a
catalogue of succefss research and teaching dossiers and make these available to
all pretenure faculty employees for consultation.

Tenure

()

Tenure and academic freedom are related to each other. Academic freedom is a
right of all faculty members. The right to fogmm is, generally, the right not to be
interfered with. A faculty member's right to academic freedatimeis right not to

be interfered with in the dischargetbgiracademic role. That role includes the
acquisition of knowledge and skills and the guide of others in the acquisition of
these. The right to academic freedom includes, accordingly, the right of a faculty
member to criticize the university in any respect in which it is an environment
unfavourable to these ends in order to advocate chavigels will make it a more
favourable one, and in order to oppose changes which will make it a less
favourable one. It also includes the right of a faculty member to investigate, to
teach and to publish as well as to criticize any aspect of learningietysosofar

as doing so is compatible witheiracademic obligation to discharge the academic
role in a responsible way. The principle of appointments with tenure is an
important safeguard of the right to academic freedom, thus understood.
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(i) The term'tenure" means permanency of appointment including the right to fair
consideration for increases of responsibility and salary, and for promotions in
rank, and the right of a faculty member to continue as such subject only to
dismissal for just cause, exateas described under the conditions of Article 17.

10.2 University Criteria for Tenure and Promotion

The work of an academic member of a modern university falls into a number of categories
teaching, scholarly studies or research, professional agsivitie corporate work of the
department, faculty and university, and activities related to the community. It is generally
accepted that contributions to teaching and scholarly studies should receive paramount
consideration in any tenure or promotion demn but that recognition must also be given for
valuable contributions to the university, for professional achievement, and for contributions to
the community.

It is assumed that all members of faculty are scholars and will communicate their knowheldge, a
that advancement in this University must be based on a person's intellectual development and
maturity. As a teacher a faculty member has a vital function to play in the proper preparation and

stimulation of students, and as a research worker a rebpityn$or extending the frontiers of

knowledge otheir subject. In addition, individuals may make contributions to the administration

and development of the University and its programs of study, to the community, and to their

professions. These contrilbots should be considered when evaluating individuals for tenure and

promotion at all levels.

(@) University Criteria for Tenure

(1) Consideration for the awarding of tenure shall be based on the following criteria:

(1) Academic and Professional Crederstiapossession of the normal
credentials as defined for the position of Assistant Professor; usually an
earned Ph.D. (or equivalent) or the degree that is determined as the
terminal degree for the discipline and any additional credentials required
for thespecific position that were stated in the letter of appointment.

(2) Teaching Effectivenedsa record of successful and effective performance
as a university teacher at Carleton University at all levels including
advising and supervision of undergradumte graduate students (as
appropriate for the candidate and their academic unit).

3) Research, Scholarly and/or Creative Wbik record of research,
scholarship, and/or creative achievement as defined by the standards
devel oped by t(3) whiclk shall thé¢ludeaunitesgesific u n i
expectations aroungublished work assessed by peer review, external
research funding, and other forms of scholarly productivity
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(4) Service to the Universityan appropriate record of service to Carleton
Universily (and other institutions where appropriate), such as
administrative and committee duties and other professional activities which
contribute to the operations of the University. It is expected that assigned
service, prdaenure shall be below the averagevice levels of faculty
members in the same unit.

(5) Where there is a significant record of service to society relevant to the
empl oyeeds disciplinary expertise s
or collaborations with governments, internationrsdelopment agencies,
communities, or the private sector or participation in scholarly and
professional organizations and other activities, which further the
University's mission of service to society, this shall be recognized.

(i) The application of thabove criteria will be assessed within the context of
approved unit standards developed in accordanceAstitie 10.3below.

(b) University Criteria for Promotion to Associate Professor

(1) Consideration for the awarding of promotion to Associate Professdirbe based
on the following criteria assessed ove
date:

(2) Academic and Professional Credentiajgossession of the normal
credentials as defined for the position of Assistant Professor; usually an
earned PhQor equivalent) or the degree that is determined as the terminal
degree for the discipline, and any additional credentials required for the
specific position that were stated in the letter of appointment.

(2) Teaching Effectivenedsa strong record ofuscessful and effective
performance as a university teacher at all levels including advising and
supervision of undergraduate and graduate students (as appropriate for the
candidate and their academic unit).

3) Research, Scholarly and/or Creative Wbk strong and sustained record
of research, scholarship, and/or creative achievement as defined by
standards developed by the candidat
specific expectations around published work assessed by peer review,
external researclunding, and other forms of scholarly productivity

4) Service to the Universityan appropriate record of service to Carleton
University (and other institutions where appropriate), such as
administrative and committee duties and other professionaiteiwhich
contribute to the operations of the University. It is expected that assigned
service, prdenure shall be below the average service levels of faculty
members in the same unit.
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Where there is a significant record of service to sociét¢yaat to the

empl oyeeds disciplinary expertise
with governments, international development agencies, communities, or
the private sector or participation in scholarly and professional
organizations and other actiasi, which further the University's mission of
service to society, this shall be recognized.

The application of the above criteria will Besessed within the contextlit
Approved Standarddeveloped in accordance witlticle 10.3below.

(c) University Criteria for Promotion to Full Professor

(i)

(ii)

Promotion to the rank of Full Professor is based primarily on:

intellectual maturity;
outside recognition of the candidates as an authorttyeinchosen field
and

significant contributios to research, scholarship and the profession and to
the University.

Scholarship and significant contributions to one's professional field would be of
paramount importance; teaching and other activities would receive less weight.

The criteria for asessing promotion to the rank of Full Professor are:

(1)

(2)

(3)

Teaching Effectivenedsa sustained record of successful and effective
performance as a university teacher at all levels including advising and
supervision of undergraduate and graduate studes&ppropriate for the
candidate and their academic unit).

Research, Scholarly and/or Creative Wbk significant record of

sustained and productive research, scholarship, and/or creative
achievement as appropriate for the field of expertise, dnadupublished

work assessed by peer review that has resulted in national and preferably
international recognition and high standing in the discipline or field of
expertise as defined in the approved standards devebypbe
candidateds unit(s).

Service to the University, the Profession and Sodietysignificant record

of service to Carleton University (and other institutions where appropriate),
such as administrative and committee duties and other professional
activities which contribute to theperations of the University;
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4) Where there is a significant record of service to the profession and society
relevant to the employeebs discipl:.i
consultancies or collaborations with governments, international
development agencies, communities, or the private sector or participation
in scholarly and professional organizations and other activities which
contributes to the University's mission of service to society, this shall be
recognized.

(i)  Only in rare anexceptional cases would long years of valued service to teaching
and to the University be expected to constitute sufficient grounds on their own for
promotion to Full Professor.

10.3 Unit Approved Standards for the Application of the University Criteria for
Tenure and Promotion

All members of faculty are scholars who are dedicated to preserving and developing knowledge
and who are committed to communicating the results of their work. Faculty members do this as
teachers, researchers and in other aspétit®ir role as a member of the University community.
These varied contributions should be considered when evaluating a faculty member for tenure
and for promotion at all levels within the framework of thaversity Criteriafor tenure and
promotion toAssociate and Full Professor.

However, it is recognized that there may be different components to the evaluation of candidates,
depending on their discipline or field. Similarly, there may be different patterns for career

progress or promotion acrosisaplines and academic units. Approved unit standards for tenure
and promotion are intended to respect these differences while maintaining the principle that
tenure and progression through the ranks are based on the common set of attributes established a
the university level.

An examination of the disciplines represented at Carleton leads to the conclusion that there must
be some flexibility in the nature, assessment and wiagbf theUnit Approved Standarder

tenure and promotion. The charaistcs of research and scholarly work and the relationships of
these to teaching, the degree to which work related to professional activities is involved and its
relative importance, the opportunity to publish, the time required to develop a schol&riypwor

the publication stage, the relationship between research and the supervision of graduate students
and other factors differ from one discipline to another making inequitable if not impractical any
single evaluation scheme.

In the interests of achiegng a degree of uniformity and some comparability, however, the
developments dinit Approved Standardsre to be couched in the overarching protections
afforded by University level Criteria. Each Unit at Carleton shall, in essence, consider a

d i s c is pcedemicadd professional credentials and whether there is anything in a particular
Unit that would alter and shape tbeit Approved StandardsThe purpose of thdnit Approved
Standardss to specify how each of théniversity Criteriafor tenure angoromotion will be

applied in the case of faculty members in the unit concerned. In essence, each unit must look at
academic and professional credentials and whether there is anything in a particular unit that
would alter and shape the approved standémd$evelopingUnit Approved Standardsinits

shall consider the factors listed in AppenBix
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Each academic unit/s (Department/s or equivalent) will by way of a regularly constituted
committee, representing all the areas of specialization in the unitppeu®l approve by

the majority of all tenured and tentrack CUASA faculty members in the unit/s a

detailed specification of what would satisfy the above criteria for: i) Tenure, ii) Promotion
to Associate Professor and iii) Promotion to Full Professtre discipline/s in question.

The specification will take into account themkload allocations within the

Departmentnit. TheUnit Approved Standardshall be consistent with theollective
Agreement

Upon development, thetinit Approved Standardse subject to a twperson peer review

by tenured CUASA faculty members (with the rank of at least Associate Professor) appointed
from outside the unit and by JCAA. The peer reviewers shall submit to the Unit and to the
Deana report on the unit standisrwith any suggested recommendations for revision. The
unit shall review the recommendations of the peer reviewers and vote to reject, accept in part
or accept in whole such recommendations.

Once the standards have been approved by the Unit, thesedsssiadl be reviewed by the
Deanand the Provost and Videresident (Academic).

If considered acceptable, the standards shall be signed by the Unit and the Provostand Vice
President (Academic) and copies distributed to and kept by each party, andoawamed
to theDeanand to CUASA.

If there are any concerns regarding the consistency of the unit standards Witivérsity
Criteria, on the part of either tH2eanand/or the Provost and Vig&resident (Academic), the
Deanshall consolidate thesmncerns and communicate them to the Unit. The Unit shall
review the concerns in an iterative process withCiban

If no agreement can be reached, either the Unit or the Provost aAdrégident (Academic)

shall refer the matter to the Unit StardiaReview Committee, who shall conduct a review
within forty-five (45) working days of the referral. The Unit Standards Review Committee
shall be constituted of five (5) tenured CUASA faculty members at the rank of Associate and
Full Professor represengreach faculty appointed by JCAA from lists provided by each
Dean There shall be at least three (3) Full Professors on the Committee. Members shall be
appointed to this committee after the ratification of this agreement or by January 1 of each
year for anaximum threeyear term. The committee chair shall be elected by the members of
the committee.

Reviews shall be conducted in the following manner. A representative from the Unit shall
make an oral presentation. The Unit may request a CUASA observemptesent at the
review. The Provost and Videresident (Academic) or designate shall make an oral
presentation. The committee shall have time for questions of either party. Each party shall
have an opportunity to make a final statement. The Unit Stam&adew Committee shall

issue a report to the parties with a recommendation on the disposition of the matter. The
Provost and Vicélresident (Academic) will make the final decision regarding the standards
to be in effect for the Unit, taking into accouaik prior information produced under this
article and exchanged between the parties.
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Once signed by the Provost and VVReesident (Academic), standards will be in place for a
minimum of three (3) years but must be reviewed at least every seven (7)fyaamsit
decides to revise its standards, the procedure for approval shall be the same as above.

Unit standards signed at the time of ratification of @adlective Agreemenby all three
parties (the Unit, the Provost and \4Beesident (Academic) aride Dear), under the
provisions of the 202014 CUASACO llective Agreementshall remain in effect for a
minimum of three (3) years from the time of signature byCtban Units with standards
that have not been signed by all three parties at the timaifatation of thisCollective
Agreementill have a oneyear period to complete the process outlined above.

10.4 Procedures forApplication for Tenure and Promotion

(@) Procedures for application for Tenure and Promotion to Associate Professor

(1) The holder of a preliminary (tenuteack) appointment at the rank of Assistant
Professor will be simultaneously considered for tenure and promotion to Associate
Professor in the fifth year of the preliminary appointment at the rank of Assistant
ProfessorHowever, the holder of a preliminary (tendrack) appointment at the
rank of Assistant Professor may apply to be considered for tenure and promotion
to Associate Professor in their 3rd or 4th years of service. Normal practice may
vary from unit to unitlf a faculty employee applies for tenure and promotion in
their third or fourth year of service and at the unit level Tenure and Promotion
committee there is a negative decision, the candidate may witltieaw
application without prejudice. If the caxdite proceeds to the Faculty level, then
the full process, including appeals, will continue to a final decision except as
described irArticle 10.6(k)for the Sprott School of Business.

(i) Simultaneous consideration for tenure and promotion is undaréakbe unit (the
Departmerdl Tenure and Promotion Committee) and at the Faculty level (the
Faculty Tenure and Promotion Committee). At the University level,
recommendations for tenure are assessed by the Provost areryS$dent
(Academic) and recomemdations for promotion are assessed by the University
Promotions Committee.

(i) In all cases letters from external referees shall be available for consideration for
promotion to Associate Professor at the Faculty and University levels in
accordance wit the procedures specifiedAaticles 10.4(a)(iv)(1i 4);
10.4(b)(ii)(17 4); or 10.7(b)as applicable

(iv)  Each candidate for tenure and promotion to Associate Professor will submit the
names and contact information for three external referees Retby July 1 of
the year of application. THaeanwill likewise select the names and gather
contact information for three external referees chosen by him/herself. Where these
referees are academics, they shall hold or have held at least the ran&métess
Professor. Where the referees are not academics, a justification for their inclusion
and their ability to judge the scholarly merits of the file must be included.
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(2) The list of names supplied by the candidate shall include a description of
the qudifications of each referee, and of any previous interactions with the

referee that might | ead to a percep
the candidateds performance i n rese
activity.

(2) TheDeanshall provik each referee with the ca
with the criteria for promotion as describedArticle 10.2(b)and the
approved standards devel Depnehdllatky t he
for the refereeds | udgme nhoseoriteriawh et h
andUnit Approved StandardsThe letter from th®eansoliciting
refereesd judgments wil/l become par
consideration at Faculty and University level committees.

3) External referee letters shall commentloeicandidaté performance in
research and scholarly and/or creative activity in relation tQJtineersity
Criteriaand to the approved standactle vel oped by the car

(4) The dossier must contain all letters received. The dossier sihauntlly
containat least three (3) letters and at least one (1) of these must be from
names chosen by the candidate and at least one (1) must be an academic.

Each candidate will submit one (1) electronic copy and one (1) hard copy of their
dossier tahe Chair of the Departmental Tenure and Promotion Committee

(DTPC) by September 15 of the yed application. The dossier will include a

current CV, copies of all Annu&ére-Tenure Reports as referred toArticle

10.1(c) ateaching dossier includirtgaching evaluations, copies of publications,

and any additional materials to support the assessment of the candidate in meeting
theUniversity Criteriaand approved standards of thd@t . The candidate has the

right to discuss their dossier with t@darpersonof the DTPC before submitting

it to the committee.

No anonymous material may be considered at any level, and with the exception of
the external letters of reference nothing may be added to the dossier at any time
without t he edgeandcdngente 6s knowl

Procedures for Promotion to Associate Professor

(i)

(ii)

Promotion to the rank of Associate Professor may be considered after the lesser of
five (5) years in the rank of Assistant Professor or six (6) years from the doctorate
(or its equvalent). Such consideration will normally take place in the fifth (5th) or
sixth (6th) year as appropriate.

Faculty members holding a preliminary appointment at the rank of Assistant
Professor will be simultaneously considered for tenure or promatiéess they
signal to the departmentar schoollevel committee in writing that they wish to
be considered for promotion solely in a particular year. These committees shall
ensure that the deadline for application for promotion is communicated ingwriti
to all faculty employees each year.
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Each candidate for promotion to Associate Professor will submit the names and
contact information for three external referees taddbanby July 1 of the year of
application. Th&eanwill likewise select thenames and gather contact

information for three external referees chosen by him/herself. Where these
referees are academics, they shall hold or have held at least the rank of Associate
Professor. Where the referees are not academics, a justificatiorifanthusion

and their ability to judge the scholarly merits of the file must be included.

(2) The list of names supplied by the candidate shall include a description of
the qualifications of each referee, and of any previous interactions with the

refere t hat might | ead to a perceptior
the candidateds performance i n rese
activity.

(2) TheDeans hal |l provide each referee witht

with theUniversity Critera for promotion as described Atrticle 10.2(b)
and theUnit Approved Standardsevel oped by t.Alee cand

Deans hal |l ask for the refereedbds judgr
those criterimndUnit Approved StandardsThe letter fronthe Dean
soliciting refereeso6 | udgmedossier wi | |

for consideration at Faculty and University level committees.

3) External referee letters shall commentloacandidaté performance in
research and scholarly and/oeative activity in relation to theniversity
Criteriaand t o the approved standards de

4) The dossier must contain all letters received. The dossier should normally
contain at least three (3) letters and at leas{bnef these must be from
names chosen by the candidate and at least one (1) must be an academic.

Each candidate will submit one (1) electronic copy and one (1) hard copy of their
dossier to the Chair of the DepartrtedTenure and Promotion Comitae

(DTPC) by September 15 of the year of application. The dossier will include a
current CV, copies of all Annu&ére-Tenure Reports as referred toArticle

10.1(c) ateaching dossier including teaching evaluations, copies of publications,
and any addiional materials to support the assessment of the candidate in meeting
theUniversity CriteriaandUnit Approved Standard3 he candidate has the right

to discuss their dossier with tidhairpersorof the DTPC before submitting it to

the committee.

No anonymous material may be considered at any level, and with the exception of
the external letters of reference nothing may be added to the dossier at any time
without the candidatebdés knowledge and
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Procedures for Tenure fao Associate and Ful Professors

(i)

(ii)

(iii)

(iv)

The holder of a preliminary appointment at the rank of Associate or Full Professor
shall be formally considered by departmental and Faculty committees for an
appointment with tenure in the fall term of their third year of service.

University CriteriaandUnit Approved Standardsr tenure for Associate and Full
Professors shall be the same as they are for promotion to Associate Professor
respectively.

Each candidate will submit one (1) electronic copy and one (1) hard tdpsiro
dossier to the Chair of the Departmental Tenure and Promotion Committee
(DTPC) by September 15 of the year of application. The dossier will include a
current CV, copies of all Annual Reports as referred #riicle 10.1(c) teaching
evaluationsgopies of publications, and any additional materials to support the
assessment of the candidate in meeting the criteria. The candidate has the right to
discuss their dossier with ti@hairpersorof the DTPC before submitting it to the
committee.

No anonymous material may be considered at any level, and with the exception of
the external letters of reference nothing may be added to the dossier at any time
without the candidatedés knowledge and

Procedures br Promotion to Full Professors

()

(ii)

(iii)

Promotion to the rank of Full Professor will usually not be considered before the
lesser of seven (7) years in the rank of Associate Professor or thirteen (13) years
from the conferring of the doctorate (or its equivalent). Such consideration will
normdly take place in the seventh (7th) or thirteenth (13th) year as appropriate.

Faculty members will be considered for promotion only if they signify to the
departmentalor schoollevel committee in writing that they wish to be considered
for promotian in a particular year. These committees shall ensure that the deadline
for application for promotion is communicated in writing to all faculty employees
each year.

In the case of applications for promotion to Full Professor, letters from external
referees shall be available for consideration at the Faculty and University levels.
Each candidate for promotion to Full Professor will submit the names and contact
information for three (3) external referees to Ereanby July 1 of the year of
application TheDeanwill likewise select the names and gather contact

information for three (3) external referees chosen by him/herself. Where these
referees are academics, they shall hold or have held the rank of Full Professor.
Where the referees are not acadmma justification for their inclusion and their
ability to judge the scholarly merits at thell Professor level must be included.
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Q) Where suitable, the list of names supplied by the candidate shall include at
least one referee from outside of Camad Referees must b
from the candidate and any professional or personal relationship must be
fully disclosed.

(2) TheDeans h a | | provide each referee witht
with the criteria for promotion as describedArticle 10.2(c)and the
approved standards devel opeardhalby t he
ask for the refereeds judgment on w
criteria. The letter fromthBeans ol i ci ti ng refereesd
become partofthecdn dat ed6s dossier for consi
University level committees.

3) External referee letters shall commentloacandidaté performance in
research and scholarly and/or creative activity in relation tJitineersity
Criteriaandtotheppr oved standards developed
External referees for candidates applying for promotion to Full Professor
will also be asked to speak to the intellectual standing of the candidate
within the discipline or field of expertise

4) The dossier must contain all letters received. The dossier should normally
contain at least four (4) letters and at least two (2) of these must be from
names chosen by the candidate and at least two (2) must be academics.

(iv)  Each candidate will submit en(1) electronic copy and one (1) hard copy of their
dossier to the Chair of the Departmental Tenure and Promotion Committee by
September 15 of the year of application. The dossier will include a current CV,
copies of all Annual Reports (as defined byHaeulty), teaching evaluations,
copies of publications, and any additional materials to support the assessment of
the candidate in meeting thumiversity CriteriaandUnit Approved Standards
The candidate has the right to discuss their dossier witGhaepersonor
equivalent) before submitting it to the committee.

(v) No anonymous material may be considered at any level, and with the exception of
the external letters of reference nothing may be added to the dossier at any time
wi t hout t hkeowledgeanhd consente 6 s

10.5 Levels and Guidelines for Assessment

@ The diversity of academic and professional disciplines at Carleton University make
inequitable if not impractical any single interpretation of the evaluation criteria for tenure
and pronotions. Evaluators must be flexible in their assessment and weighting of the
candi dateds accompli shment s, especially f
Associate Professor. This includes acknowledging diverse career paths, ways of knowing,
and formsof communicating knowledge.
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(b) As described irArticle 10.3,each academic unit at Carleton University will develop
disciplinary specifications of how théniversity Criteriaand approved unit standards in
Articles 10.2 and 10.4re interpreted for thedisciplines or fields of study.

(© There are three levels of assessment in the tenure and promotion process:

(1) The Departmental/Unit level assesses the candidate relativeloithersity
Criteriaand the approved unit standards relative tadlteeipline and/or fields of
the candidate. This is undertaken by the Depar@mh@&eture and Promotion
Committee (DTPC).

(i) The Faculty | evel I's more armdés | ength
diverse and academically broader perspective. Shiasdertaken by the Faculty
Tenure and Promotion Committee (FTPC).

(i)  The University level brings a broader and more diverse perspective yet, assessing
the candidate on the basis of the assessments and recommendation of the previous
levels within the ontext of the approved unit standard(s), and with a view to
ensuring that unreasonable disparities do not develop across the university. In the
case of tenure, this is undertaken by the Provost andRfesident (Academic);
and in the case of promotionistundertaken by the University Promotions
Committee (UPC).

10.6 Departmental/School Tenure and Promotion Committees

@ By September 30 of each year, each department (including Schools) shall establish a
Tenure and Promotion Committee comprised as\i!

) The departmenthairpersoror school director as appropriate, and at least four
other faculty members.

(i) It shall be as representative as possible of the ranks and areas of interest in the
department, including netenured members but a mafgrshall be tenured faculty
at the rank of Associate Professor or above.

(i)  TheChairpersorof the committee shall be chosen through a procedure specified
by the department/school.

(iv)  The committee may include faculty members from other deparsnoerschools.

(b) All voting shall be by secret ballot. Abstentions, blank or spoiled ballots do not count for
or against the candidat#f the committee has substantive questions regarding the dossier,
the candidate shall be invited to respond in wgitin the committe®s ¢ o nMlesee r n s .
Chairpersorshall keep a record of the number of votes cast for and against each
candidate, and the reasons for any no votes or abstentions. In the event of an appeal the
candidate concerned shall be informed of the woitheir candidacy. The appropriate
committee shall vote and make one of the following recommendations:
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For Tenure and Promotion to Associate Professor:

1 Tenure and promotion be granted.
1 Tenure and promotion be denied
1 Tenure granted and promotidenied

4 Promotion be granted and tenure be deferred and the prelimap@oyntment be
renewed for twgears and that reconsideration of tenure occur in the second year
of the extension (this can only be granted to a candidate once).

9 Tenure and Promain be deferred and the preliminapypointment be renewed
for two years and that reconsideration of tenure and promotion occur in the second
year of the extension (this can only be granted to a candidate once).

For Associate and Full Professors Applyig For Tenure:

1 Tenure be granted.

1 Tenure be deferred and the preliminappointment be renewed for twears and
that reconsideration of tenure occur in either the first or second year of the
extension (this may only be granted to a candidate once).

| Tenure be denied.

For Promotion to Associate Professor:

1 Promotion be granted.

1 Promotion be denied.

For Promotion to Full Professor:

1 Promotion be granted.

1 Promotion be denied.

The committe€Chairpersomwill submit the list of candidates the appropriat®ear(s)

together with for each candidatewariculum vitaeand the complete dossier, an

evaluation of each of the categories identified in the reldvaiversity Criteriaand the

ApprovedStandards developed tynit(s) for tenure and/gsromotion, and the

Departmerdl Tenure and Promotion Committee's vote and recommendation by
November 15.



46

(h) Once the appropriate committee has made its recommendati@hadhpersorof the
committee shall so advise the candidate in writing withinveeks. In the case of a
recommendation against tenure and/or promotion the written communication will indicate
to the candidate how they did not meet the rele\damiersity Criteriaas explicated by
the ApprovedUnit Standards. In the case of a defenBtenure and/or promotion, the
written communication will indicate to the candidate the area or areas of performance the
committee would expect evidence of further development before recommending in favour
of tenure and/or promotion. A candidate may & time submit additional information to
theDear(s) if theybelievetheir case not to have been adequately represented.

(1) Up to two weeks prior to the commencement of the meetings of the UPC where the
candidate is being considered, the candidate sha# the right to add material not
previously available. Prior to the commencement of the meetings of the UPC, the
candidate shall have the right to transmit informatiothér Deanabout acceptance of
publications, awards and successful grant applicatibat were not included at the time
of the original submission of the vitae.

() Procedure for CrossAppointed Faculty Members

(1) In the case of crossppointed faculty members the following procedures apply:

(i) Where the appointmentis more th@®¥& n o ne F angjarity fagultyf, t he
the jointDepartmentaCommittee shall be constituted in accordance with the
following:

(2) Where the appointment is more than 50% in one departmeriingtigerity
departmeni), the jant Departmentallenure andPromotion @mmittee
shall have membership proportional to the weighting of the cross
appointment, and shall be chaired by a member of the majority department.
The Committee shall make its recommendation to the Faculty Tenure and
Promotion Committee of thmajority faculty.

(2) Where the appointment is divided equally between two units, the joint
Departmerdl Tenure andPromotionCommittee shall be representative of
each of the pertinent departments (or equivalent) and shall be comprised of
the Chairpersorof each of the appropriate committees and at least one (1)
other representative from each of the departments (or equivalent). The
Deanof the majorityfaculty shall designate@hairpersomwho shall be
responsible for forwarding a written recommendatagether with
supporting evidence to the Faculty Tenure and Ptom&ommittee of
the majority aculty.

(i)  Where the appointment is divided equally between two Faculties, the employee
seeking tenure and/or promotion shall desigtifaen h o naeulty The joint
Departmentallenure andPromotionCommittee shall be representative of each of
the pertinent departments (or equivalent) and shall be comprised of the
Chairpersorof each of the appropriate committees and at least one (1) other
representativérom each of the departments (or equivalent). The appropriate
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Dears shall designate @hairpersorwho shall be responsible for forwarding a
written recommendation together with s
Tenure and Promotion Committee.

(iv)  Inthe case of crossppointed faculty members, the approved unit standards of
the Ahomeo or fAmajorityo unit wil./ be
approved unit standards, although contributions that meet the approved unit
standards of thetloer unit or units will be seriously considered when reaching a
final vote.

Process for the Sprott School of Business Cluster-Level Tenure and Promotion
Committees

(1) For the purposes oéhure angbromotion, thefaculty and instructors in the Spro
School of Business shall be divided itosters as defined in the Sprott faculty
procedures.

(i) Eachfaculty orinstructormember shall be assigned tolaster depending upon
their teaching area.

(i) By September 30of each yeg the Deanlsall constitute a @nure andPromotion
Committee for eachlaster via election.

(iv)  Thecommittee shall beomprised of faculty members and shalbiseébroadly
representative of the teaching areas and ranks itiubeer as possibldhe
committee shi include (a) nontenured membés) when possibldyut a majority
shall be tenured facultpyembersat the rank of Associate Professor or above.

(v) Eachclusterlevel committee shall be constituted of fimeembers elected from
Sprott faculty and instruots. Thecommittee members shall choose tt@&air.

(vii)  Thecommittee may include faculty members from other clusters if a particular
cluster does not have enough faculty as members to ensure fairness of the
proceedings

All voting shall be by seet ballot. Abstentions, blank or spoiled ballots do not count for

or against the candidate. If the committee has substantive questions regarding the dossier,
the candidate shall be invited to respond
chairpersorshall keep a record of the number of votes cast for and against each candidate,
and the reasons for any no votes or abstentidmesChairperson shall only vote in the

case of a tie. In the event of an appeal tmeliciate concerned shall be informediod

vote ontheir candidacy. Theommittee shall vote and make one of the following
recommendations:

For Tenure and Promotion to Associate Professor:

1 Tenure and promotion be granted.
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i Tenure and promotion be denied.
1 Tenure granted and promotion deghi

1 Promotion be granted and tenure be deferred and the preliminary appointment be
renewed for two years and that reconsideration of tenure occur in the second year
of the extension (this can only be granted to a candidate once).

1 Tenure and Promotion befrred and the preliminary appointment be renewed
for two years and that reconsideration of tenure and promotion occur in the second
year of the extension (this can only be granted to a candidate once).

For Associate and Full Professors Applying Foifenure:

1 Tenure be granted.

1 Tenure be deferred and the preliminary appointment be renewed for two years and
that reconsideration of tenure occur in either the first or second year of the
extension (this may only be granted to a candidate once).

1 Tenure balenied.

For Promotion to Associate Professor:
1 Promotion be granted.

1 Promotion be denied.

For Promotion to Full Professor:

1 Promotion be granted.

1 Promotion be denied.

Thecommittee Gairperson will submit the list of candidates to the iDemether with

for each candidate a curriculum vitae and the complete dossier, an evaluation of each of
the categaes identified in the relevantiiversity Criteria and theApprovedStandards

for tenure and/or promotion, and the cludexel Tenure ané®romotion Committee's

vote and recommendation by November 15.

Once the appropriammmittee has made its recommendation Qhairperson of the
committee shall so advise the candidate in writing within two weeks. In the case of a
recommendation agahtenure and/or promotion the written communication will indicate
to the candidate hotheydid not meet the relevantriiversity Criteria as explicated by

the ApprovedUnit Standards. In the case of a deferral of tenure and/or promotion, the
written commuication will indicate to the candidate the area or areas of performance the
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committee would expect evidence of further development before recommending in favour
of tenure and/or promotion. A candidate may at this time submit additional information to
the Deanif they believetheir case not to have been adequately represented.

Up to two weeks prior to the commencement of the meetings of the UPC where the
candidate is being considered, the candidate shall have the right to add material not
previously awilable. Prior to the commencement of the meetings of the UPC, the
candidate shall have the right to transmit informatiotnéar Dean about acceptance of
publications, awards and successful grant applications that were not included at the time
of the orginal submission of the vitae.

10.7 Faculty Tenure and Promotion Committees

(@)

(b)

(©)

(d)

By November 15 of each year, edabanshall establish a Faculty Tenure and Promotion
Committee (FTPC) comprised as follows:

(1) TheDeanwho shall be th€hairperson

(i) The ChairDirector of each subnit.

(i)  One (1) faculty member selected by the DTPC in eachusiib
(iv)  Up to three additional members appointed byDkan

All letters of reference solicited become part of the candidate's official dassiare
considered by the Faculty Tenure and Promotion Committee.

All voting shall be by secret ballot. Abstentions, blank or spoiled ballots do not count for
or against the candidate. TGhairpersorshall keep a record of the number of votes cast
for and against each candidate, and the reasons for any no votes or abstentions. In the
event of an appeal the candidate concerned shall be informed of the Wodé on

candidacy. The appropriate committee shall vote and make one of the following
recommadations:

For Tenure and Promotion to Associate Professor:

1 Tenure and promotion be granted.

1 Tenure and promotion be denied.

1 Tenure granted and promotion denied

1 Promotion be granted and tenure be deferred and the preliminary appointment be

renewedor two years and that reconsideration of tenure occur in the second year
of the extension (this can only be granted to a candidate once).
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| Tenure and Promotion be deferred and the prelimia@ppintment be renewed
for two years and that reconsideratioihtenure and promotion occur in the second
year of the extension (this can only be granted to a candidate once).

For Associate and Full Professors Applying For Tenure:
1 Tenure be granted.

1 Tenure be deferred and the preliminappointment be renewéar two years and
that reconsideration of tenure occur in either the first or second year of the
extension (this can only be granted to a candidate once).

1 Tenure be denied.

For Promotion to Associate Professor:

1 Promotion be granted.

1 Promotion balenied.

For Promotion to Full Professor:

1 Promotion be granted.

1 Promotion be denied.

Recommendations of the Faculty Tenure and Promotion Committee

(1) Recommendations for tenure only and for simultaneous consideration of tenure
and/or promobn to Associate Professor shall be submitted to the Provost and
Vice-President (Academic) by December 15.

(i) Recommendations for promotion only (whether to Associate Professor or Full
Professor) shall be submitted to the Provost and-Fresident (Acagimic) as
Chair of the University Promotion Committee by January 31.

(i)  The findings of the committee along with the complete dossier (including the
letters from the referees) of each candidate are submitted to the Provost and Vice
President (Academiclrollowing consideration by the Faculty Committee, the
Deanshall advise each candidate in writing, within one week, whethéiaitdty
Committee agrees or disagrees with the departmental recommendation. If the
Faculty Committee disagrees with a positigartmental recommendation, the
written communication shall indicate to the candidaleat in which area or
areas of performance in relation to the relevant approved unit standartthe that
committee would expect as evidence of further developmeaoteef
recommending in favour of tenure and/or promotion.
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(iv)  TheDeanshall also writégheirown assessment of the candidate, and shall
indicate whether or nahey agreavith the recommendation of the Faculty Tenure
and Promotion Committee. Tianmustconsult the Faculty Tenure and
Promotion Committee before additiggirassessment to the dossier and cannot
substitutetheirjudgment for the recommendations of the Faculty Tenure and
Promotion Committee. Acopyoftiizeard s assessmenttothéral |
candidate.

(v) In the event of perceived deficiencies with respect to the approved unit standards
for tenure, a candidate may not be denied tenure unless there have been annual
pretenure reviews of performance as detaile@ricle 10.1(c) If that has not
been done, the candidate must be given an extension adequate to rectify the
deficiencies before a final decision on tenure is taken.

Procedures for the Sprott School of Busines$aculty-Level Tenure and Promotion
Committee

(1) By Novenber 18" of each yeg the Dean shall constitute adtilty-Level Tenure
andPromotionCommittee via election.

(i) Thefacultylevelcommittee shall be as broadly representative as possible of the
teaching areas and ranks in the clusters as posdibbeecommittee shalhclude
(a) nontenured membé¢s) when possiblbut a majority shall be tenured faculty at
the rank of Associate Professor or above. It shall be constituted of:

i Threemembers elected from each cluster

1 The Dean who shall serve @bkair

1 TheChairs of the clustelevel tenure and promotion committees
1 One member appointed by the Dean

Memberselected to one of the clustlavel committees shall not be eligible for election

to the facultylevel committeeChairs of clustetevel commitees shall not cast a vote at

the FTPC concerning an applicant if they have cast a vote on the candidacy of the same
applicant at the clustdevel.

All voting shall be by secret ballot. Abstentions, blank or spoiled ballots do not count for

or againsthe candidate. If the committee has substantive questions regarding the dossier,
the candidate shall be invited to respond
Chairperson shall keep a record of the number of votes cast for and against each

candidae, and the reasons for any no votes or abstentions. In the event of an appeal the
candidate concerned shall be informed of the votéheincandidacy. The committee

shall vote and make one of the following recommendations:
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(m)  For Tenure and Promotionto Associate Professor:

T

T

Tenure and promotion be granted.

Tenure and promotion be denied.
Tenure granted and promotion denied.

Promotion be granted and tenure be deferred and the preliminary appointment be
renewed for two years and that reconsideratdifctenure occur in the second year
of the extension (this can only be granted to a candidate once).

Tenure and Promotion be deferred and the preliminary appointment be renewed
for two years and that reconsideration of tenure and promotion occur in ¢imel sec
year of the extension (this can only be granted to a candidate once).

(n) For Associate and Full Professors Applying For Tenure:

1

1

1

Tenure be granted.
Tenure be deferred and the preliminary appointment be renewed for two years and

that reconsiderationf éenure occur in either the first or second year of the
extension (this may only be granted to a candidate once).

Tenure be denied.

(0) For Promotion to Associate Professor:

il
il

Promotion be granted.

Promotion be denied.

(p) For Promotion to Full Professa:

T
1

Promotion be granted.

Promotion be denied.

(9) Recommendations of the Facultyl evel Tenure and Promotion Committee

(i)

Recommendations for tenure only and for simultaneous consideration of tenure
and/or promotion to Associate Professor shall be submdatdde Provost and
Vice-President (Academic) by December 15.
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(i) Recommendations for promotion only (whether to Associate Professor or Full
Professor) shall be submitted to the Provost and-Fresident (Academic) as
Chair of the University Promotion Comnae by January 31.

(i)  The findings of the committee along with the complete dossier (including the
letters from the referees) of each candidate are submitted to the Provost and Vice
President (Academic). Following consideration by the Faculty Committee, the
Dean shall advise each candidate in writing, within one week, whether the Faculty
Committee agrees or disagrees with the departmental recommendation. If the
Faculty Committee disagrees with a positive departmental recommendation, the
written communicatiorshall indicate to the candidate at least in which area or
areas of performance in relation to the relevant approved unit standards that the
committee would expect as evidence of further development before
recommending in favour of tenure and/or promotion.

(iv)  The Dean shall also writbeirown assessment of the candidate, and shall
indicate whether or naheyagree with the recommendation of the Faculty Tenure
and Promotion Committee. The Dean must consult the Faculty Tenure and
Promotion Committee beferaddingheirassessment to the dossier and cannot
substitutetheirjudgment for the recommendations of the Faculty Tenure and
Promotion Committee. A cop)yrowdédtathee De a
candidate.

(v) All procedures and decisions regardiagure and promotion shall be consistent
with this Collective Agreement.

(vi)  Inthe event of perceived deficiencies with respect té\fhyerovedUnit Standards
for tenure, a candidate may not be denied tenure unless there have been annual
pre-tenure reiews of performance as detailed in Article 10.1(c). If that has not
been done, the candidate must be given an extension adequate to rectify the
deficiencies before a final decision on tenure is taken.

10.8 University Promotions Committee

(@) The Univesity Promotions Committee (UPC) consists of the Provost andRfiesident
(Academic) ahairpersoneight (8) members to be chosen by the President and eight (8)
full-time faculty members holding the rank of Full Professor, distributed as follows:

i Two members from the Faculty of Arts and Social Sciences
i Two members from the Faculty of Public Affairs
i Two members from the Faculty of Engineering & Design

i One member from the Faculty of Science
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i One member from the Sprott School of Business

The latter eigt members shall be elected by a vote of the tenured and tenure track
employees of the respective Faculties.

Nominations shall be coordinated by Senate. All eligible candidates shall be informed of
the dates and deadlines for this election. Faculty mesmd®sen by the President are not
eligible to run for these positions.

The President may attend as an observer during the meetings of this Committee.
An observer shall be appointed by CUASA to the University Promotions Committee.

TheDeanof each Faculty shall present the cases of all the candidates from that Faculty to
the University Promotions Committee.

All voting shall be by simple majority on
Abstentions, blank or spoiled ballots do not ddien or against the candidat&he Chair

shall vote only in case of a tie. The UPC shall vote on each candidate and make one of the
following recommendations:

For Promotion to Associate Professor:

1 Promotion be granted.

1 Promotion be denied.

For Promotion to Full Professor:

1 Promotion be granted.

1 Promotion be denied.

The Chairpersorshall keep a record of the number of votes cast for and against each

candidate, and the reasons for any no votes or abstentions. In the event of an appeal the

candidate concerned shall be informed of the votéheincandidacy.

Recommendations of the UPC

(1) The UPC will consider all recommendations emanating from the Faculty levels
for promotion. By April 15 of each year, the UPC shall recommend éongtion
to Associate Professor and Full Professor any candidate receiving a majority of the
Afyeso and finoo votes of those préesent
Provost shall advise each candidate in writing of the decision by May 1. In the
case of a recommendation against promotion the written communication shall

indicate to the candidate at least in which area or areas of performance (in relation
to the relevanunit Approved Standargishe Committee would expect evidence
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of further develpment before recommending in favour of promotion. In order to
enable a candidate to appeath#yso wish, the reasons for the decision to
recommend against promotion shall be given in writing to the candidate.

(i) A candidate who is not promoted hasaurse to the appeal procedures described
herein.

0) Notification of University Decisions

(1) By February 20 the Provost and ViPeesident (Academic) shall advise each
candidate in writing of the tenure decision.

(i) The written communication shafidicate to the candidate hdaheyfailed to meet
the relevantJnit Approved Standarda order to enable a candidate to appeal, if
theys o wi s h. When tenure is denied, the
end on June 30 or after all appeals,\gaiece or arbitration processes under the
Collective Agreemernttave been exhausted or two (2) years, whichever occurs
first. The candidate will be offered a ogear norrenewable term appointment at
the rank they held upon completion of the preliminamyoapment

(i) In the case of a decision to defer consideration of tenure, the written
communication shall indicate at least in which area or areas of performance in
relation to the relevant approved unit standards the candidate would be expected to
demonstrate evidence of further development before reconsideration. Within one
month of the decision to defer consideration of tenure, the candidate, the
department Chair, and tieeanwill meet to determine an appropriate and
reasonable workload that wgermit the candidate the opportunity to address the
concerns identified in the deferral. The candidate has a right to have a CUASA
representative present at such a meet.i
shall be without prejudice.

(iv)  For dedsions on promotion to Associate Professor or Full Professor: by May 1 the
Provost and Vicé’resident (Academic) shall advise each candidate in writing of
the decision.

(v) In the case of a decision to deny promotion the written communication shall
indicae to the candidate at least in which area or areas of performance the
Committee would expect evidence of further development before recommending
in favor of promotion in the future. In order to enable a candidate to appeal, if
theyso wish, the reasonerfthe decision to deny promotion shall be given in
writing to the candidate

10.9 Tenure and Promotions Appeal Committee

(@) Candidates receiving a decision, communicated by the Provost anéMsieent
(Academic), to deny tenure and/or promotion rapgeal the decision by making a
written submission to the Tenure and Promotion Appeal Committee (TPAC) within
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fifteen (15) working days after receipt of the letter from the Provost andRrfesdent
(Academic).

Appeals may be based upone or more tthe following grounds:

(1) Procedural irregularity or failure to apply the tenure and promotion procedures;
procedural grounds may include but are not limited to failure to ensure the
integrity of appellantodos dos slineluded f or
in dossier), failure to provide the appellant with proper information regarding
tenure or promotion criteria, failure to provide the appellant with regular annual
reviews, and unduly large administrative service duties prior to tenure and
promotion;

(i) Discrimination within the meaning of Article 5 (No Discrimination Artigle)

(i) A violation or violations of academic freedom within the meaning of Article 4
(Academic Freedom Article);

(iv)  Substantive grounds based on the applicatiofoamaterpretation of any of the
criteria for teaching, research, and service; substantive grounds may include but
are not limited to improper weighting or discounting of scholarly activity and/or
teaching in critical, marginal and/or new areas of speeitdin and their methods
and/or sites of dissemination.

The TPAC shall be established by December 1 each year using the following pracedures
By no later than October 30, Senate shall issue a call for nominations for membership on
the TPAC. All CUASAfaculty members at the rank Asociate or Full Professor shall

be eligible for nomination. The ten (10) members (one delegate and one alternate from
each of the five Faculties) shall be elected by the tenured and tenure track employees of
the respectiv&aculties. At least one member from each Faculty shall be a Full Professor.
For appeals of the denial of promotion to the rank of Full Professor the committee must
be constituted of a majority of Full Professors.

The appellant may make an oral préagaon to the TPAC in addition to the written
submission. The candidate has a right to representation and advocacy from CUASA.
Both parties may call witnesses. Both parties to the appeal must be present throughout
and pertinent information shall be maaiailable to both parties by the committee prior

to the hearing. ThEmployerwill report on the process and considerations that resulted in
the denial of tenure or promotion. Then the appellant or representative will lay out the
grounds for the appeal dfis decision. The appellant or representative and the
representative of the university shall have an opportunity to ask questions of the other and
any witnesses called and members of the TPAC shall have the opportunity to put
questions. Once the two sslhave presented, the TPAC has the right to request further
submissions, oral or written, as it sees fit.

Where the appeal is based upon substantive grounds, academic freedom, discrimination,
or teaching effectiveness, the TPAC shall reach a dedigiomajority vote. Where the
appeal is based either in whole or in part upon anything other than teaching effectiveness,
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the TPAC may establish an external review committee. The external review committee
shall be comprised of at least two external expetto hold the rank of Full Professor.

The appellant shall provide the names of two (2) external experts, at least one of whom
must be used. These external reviewers will be asked to review the file and make
recommendations to the TPAC on the substamtigats of the appeal. The
recommendations of the external review committee shall be shared with both parties.

The appellant shall have the right to enter new evidence that was not available at the time
of the previous hearings (such as updates adftdtes of articles submitted for

publication). The TPAC shall not accept any new evidence froranipoyerunless it is

in response to new information raised by the appellathteimappeal. New material will

be made available to all those making presonts as far in advance as possible and in

any case not less than two full days before the hearing begins.

Both parties have a right to have an observer present throughout.
The TPAC shall reach a decision by majority vote.

The TPAC will seéct one of the following determinations, which shall be binding upon
the parties (except as providedArticle 10.10below regarding grievance and
arbitration):

(1) Uphold the appeal on substantive grounds, academic freedom or discrimination
and determia that the President grant tenure and/or promotion;

(i) In the case of promotion, if the TPAC upholds the appeal on procedural grounds,
the TPACshallrule that the candidate be reconsideredlegovocommittee

In the case of tenure, if the TPAC upholde appeal on procedural grounds, the
TPAC shallrulethat the candidate be reconsideredlegovocommittee

If a denovocommittee is required, the composition of two members appointed by
CUASA and two members appointed by the Provost and a Chair agreedy
both parties.

The decision of thedenovocommittee shall be final and binding.

(i)  Reject the appeal and uphold the decision communicated by the Provost and Vice
President (Academic);

(iv)  Inthe case of an appeal of denial of tentire TPAC may determine that a
deferral of consideration of tenure for up to two years be granted provided the
limits described irArticle 10.1(a)(vi)are respected.

The report of the TPAC to the President shall be accompanied by a written statement
preparé by the Chair presenting the reasons for the determinations. A copy of the report
shall be provided to the candidatdormally the date for the completion of the report will
be March 31 for cases involving tenure and May 31 for cases not involving.tenure
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However, where an external review committee is required for appeals based upon
substantive grounds, these dates shall be extended as reasonably required for the external
reviews to be completed and the TPAC to review those recommendations.

Presidenbs Communi cation of the TPAC deci si on
(1) Upon receipt of the determination of the TPAC, the President shall accept the

determination and inform the candidate within fifteen (15) calendar days of
receiving the written report of the TPAC.

10.10Grievance/Arbitration

(@)

(b)

(©)

(d)

In the case of a decision to deny tenure and/or promotion, the candidate may consult with
CUASA on whether or not the Association will grieve the decision.

A grievance may be filed by the employee or the Associatiiyion one or morefdahe
following grounds

(1) Procedural irregularity or failure to apply the tenure and promotion procedures;
(i) Discrimination within the meaning of Article 5 (No Discriminatioay;

(i) A violation or violations of academic freedom within the magrof Article 4
(Academic Freedom)

A grievance cannot be filed on the basis of substantive grounds involving the application
or interpretation of the criteria for tenure and/or promotion.

If CUASA decides to grieve the decision the grievancd phaceed directly to
Arbitration. Expedited arbitration shall not be an option in the case of a grievance on
tenure and/or promotion, and the choice of the arbitrator must follow the order of the
roster in Article30.12

10.11General Committee Rules

(@)

(b)

()

(d)

Members must not serve on any Tenure and Promotion committee in any year in which
they have applied for tenure and/or promotion.

Members of the Tenure and Promotion Committees at the Department, Faculty, and
University levels cannot serve on theA®in the same academic year.

The Presidential Officers of the Association and the CUASA Grievance Chair shall not
serve on any DTPC, FTPC, UPC or TPAC.

Any person taking part in the assessment of a candidate will disclose any relationship
which could be a cause for a conflict of interest. The Committee shall determine whether
or not the relationship constitutes a conflict of interest. In such decisions, the Committee
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will err on the side of caution. A person may request that a conflict oéstteecision
be made by JCAA.

(e) All committees established as part of the tenure and promotion review process must have
at least one male and one female member and reasonable efforts shall be made to seek
diversity on the committees to reflect the acaecommunity they are representing.

) In any meeting between a candidate and any Tenure and Promotion Committee,
Chairpersor{or equivalent) oDean involving tenure or promotion, the member may
have a representative of CUASA present.

(9) A faculty member hired before the ratification of this language may choose which tenure
and promotion procedures apply to them.

(h)  All participants in the tenure and promotion review process, including members of review
committees, academic administrators, anseokers and representatives of CUASA, shall
be bound by the confidentiality of the proceedings and procedures of the tenure and
promotion review process.

(1) An observer nominated by the Carleton University Academic Staff Association may be
invited to atted any meeting of any level Committee to which any candidate is invited if
the Committee or the candidate so requests

0) Other than described herein, there shall be no restriction on the operation of established
tenure policies and procedures. Estéiofient of a fixed proportion of tenured to Ron
tenured faculty shall be considered such a restriction.

(k) The procedures set out in this document are designed to ensure that the decision will be
rendered by an impartial body which has no interest eithiei silencing of unwelcome
opinions or in the protection of incompetence or neglect.

1012 Professional Librarian Promotions

There shall be four ranks for professional librarian employees at Carleton University: Librarian I,
Librarian I, Librarian Illand Librarian IV. These ranks reflect individual levels of professional
achievement and are independent of any scheme for the assignment of responsibilities.

(@ Criteria for Librarian Promotions

0] Librarian | . The rank of Librarian | shall be artioductory rank reserved for
library school graduates with no professional experience. A professional librarian
employee appointed to the Librarian | rank shall hold either a preliminary or term
appointment and shall normally serve in that rank for thegef one (1) year.

(i) Librarian Il . To qualify for appointment or promotion to the rank of Librarian I,
the candidate shall have met the minimum educational requirement and shall have
at least one year's professional experience or equivalentpysary criterion
for appointment or promotion to this rank, a candidate shall have a record of
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successful performance as a librarian. Performance shall be assessed with respect
to the candidate's achievement of goals which have been mutually established
between the candidate and the candidate's supervisor(s), and those duties
documented in a job description. It is expected that successful candidates will
have demonstrated the ability to use effectively their professional education and
will have shown theapacity to develop and extend their professional expertise.

Librarian 1l . A librarian may not normally be considered for appointment or
promotion to the rank of Librarian Il untihey havenad a minimum of five (5)

years experience as a Libear Il, or has had equivalent experience. Time is a
factor that enters into the evaluati on
Committee, Library Rank Promotion Committee, University Librarian (hereinafter
called the Library) may recommend a@seking the unusually gifted member,

whose professional performance and achievement in at least two (2) of the other
areas listed below are considered by the Library to be significantly #teve

peers at the same stage of career. If evidence of congfiefiective performance

is not forthcoming, the Library may re
for promotion be delayed beyond the normal time. Upon the decision in favour of
promotion, the promotion shall become effective on the July 1st chanedy after

the consideration process as set out in Article 10.7 has termintedorimary

criterion shall be professional performance; how well the librarian carries out the
duties and responsibilities of the position held. Therefore, the succesmstlitlate

shall have a record of continuing effective performance. Performance shall be
assessed with respect to the candidate's achievement of goals which have been
mutually established between the candidate and the candidate's supervisor(s), and
those dities documented in a job description. There should be clear promise of
continuing professional development and demonstrated ability in areas of
specialization and/or in an administrative capacity. With less weighting, the
candidate's performance in tfa@léwing three areas should also be considered:
academic achievement and activities, including additional formal degrees,
programmes of continuing education, teaching, research, publication; involvement
in professional activities and participation in @ssional organizations, including
serving on committees, the presentation of papers, organization of and
participation in conferences, seminars, workshops; service to the Library and/or
the University. For promotion to the rank of Librarian Ill, a canigisaust

demonstrate achievement in one of the three areas.

Librarian IV . A librarian may not normally be considered for appointment or
promotion to the rank of Librarian IV untihey havenad a minimum of five (5)

years experience as a Librariah) ¢ir has had equivalent experience. Time is a
factor that enters into the evaluati on
rank is jealously guarded in most institutions and deviations from the normal

timing will of necessity be scrutinized extrelyjmearefully by the Peer Evaluation
Committee, Library Rank Promotion Committee, University Librarian (hereinafter
called the Library). The Library may recommend accelerating the unusually gifted
member, whose professional performance and achievemeneasathree (3) of

the other areas listed below are considered by the Library to be significantly above
theirpeers at the same stage of career. If evidence of excellent performance is not
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forthcoming, the Library mayeratiammfoo mmend

promotion be delayed beyond the normal time. Upon the decision in favour of
promotion, the promotion shall become effective on the July 1st immediately after
the consideration process as set out in Article 10.7 has termintedorimary
criterion shall be professional performance; how well the librarian carries out the
duties and responsibilities of the position held. Therefore, the successful
candidate shall have a record of excellent performance with demonstrated
initiative, leadershi@nd creativity. Performance shall be assessed with respect to
the candidate's achievement of goals which have been mutually established
between the candidate and the candidate's supervisor(s), and those duties
documented in a job description. There shdagekvidence of further

development and extension of professional expertise. In addition, the candidate
must submit evidence of substantial achievement in at least two of the following
areas: research, publishing, teaching, professional endeavoursngcludi
significant involvement in professional organizations, significant service to the
library or the University, or significant administrative duties.

Procedures for Librarian Promotions

(i)

(ii)

(iii)

(iv)

(v)

By October 1 of each year, the Office of the University Libraghall prepare for

the Chairpersorof the Peer Evaluation Committee a list of professional librarian
employees who should be automatically considered for promotion and shall send
to each eligible employee a letter indicating thair name has been fornwged to

the Peer Evaluation Committee for consideration for promotion.

By October 1st of each year, the Peer Evaluation Committee shall email to
members and publicly post the timetable for promotion proceedings.

Unless the professional libran employee requests in a letter to@airperson

of the Peer Evaluation Committee thiaynot be considered for promotion, each
employee shall automatically be considered for promotion in the years specified as
normally appropriate in Article 10.7(a)n the case of promotion to Librarian IV,

a professional librarian employee shall be automatically considered when first
eligible; thereafter, promotion proceedings are always initiated by the individual
employee.

Unless a candidate who is not remoended by the Peer Evaluation Committee
indicates in writing to th€hairpersorof the Peer Evaluation Committee a desire
not to be considered furtheheyshall be reconsidered automatically by the
Library Rank Promotion Committee.

For each candida, the Peer Evaluation Committee shall assemble a file
containing the following documentation:

Q) a curreniCV supplied by the candidate;

(2)  aletter of reference supplied by the candidate's department head(s) or
equivalent;
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(3) copies of the candidiels annual performance appraisals for the period
since the last promotion or since appointment as appropriate;

(4)  acurrent job description for the position held and, if applicable, for
previous positions held in the period under review; and,

(5)  excepin the case of promotion to Librarian Il, a list of three (3) or more
names supplied by the candidate to be used as referees. For promotion to
Librarian IV, normally at least one (1) of the names shall be that of an
individual external to the library.

The University Librarian shall solicit letters from two (2) referees chosen from the
candidate's list. If the University Librarian desires to solicit additional references
or assessmentleyshall so inform the candidate and submit the names of the
proposed referees to the candidate who shall have the right to comment in writing
on the names suggested and to have such comments includen afficial

dossier as stated in Article 16.8(a) and (b).

The Peer Evaluation Committee shall considledl@umentation and may

interview the immediate supervisor to obtain clarification on any point. If the
Committee or the University Librarian desires to solicit additional written
references to support the application, they shall act in accordance riile A

16.8 of theCollective AgreementAll letters of reference solicited in relation to
promotion shall become part of the candidate's official dossier for the purposes of
the promotion proceedings only. All such letters shall be available to the Peer
Evaluation Committee.

The Peer Evaluation Committee shall make a written recommendation and submit
the dossier for each candidate going forward to the Library Rank Promotion
Committee by March 15 of each year. If the Peer Evaluation Committpesa®

to recommend against promotion, it shall, before making a formal
recommendation, notify the candidate of its tentative decision and invite the
candidate to comment on the proposed recommendation. Upon request, the Peer
Evaluation Committee shall fish the candidate with a written statement of the
reasons for the proposed negative recommendation. Such written communication
shall indicate to the candidate at least in which area or areas of performance the
Peer Evaluation Committee would expect erimieof further development before
recommending in favour of promotion. The candidate shall have the right to meet
with the Peer Evaluation Committee to discuss these reasons and/or to submit a
response in writing before the recommendation is formally m#dge final
recommendation is negative, the candidate shall be informed in writing. Any
written statement provided by the candidate shall be addbditalossier.

In every instance where the Committee is unable to reach a unanimous
recommendadn, a statement of the recommendation signed by each committee
member, which shall include a description of any disagreement within the
committee concerning its recommendation, shall be forwarded to the Library
Rank Promotion Committee.
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Library Rank Promotion Committee Procedures

(i)

(ii)

(iii)

(iv)

(v)

(vi)

The Chairpersorof the Peer Evaluation Committee shall forward to the Library
Rank Promotion Committee the documentation for each candidate to be
considered by the Library Rank Promotion Committee. The documentatibn sha
include the complete dossier together with a written submission from the Peer
Evaluation Committee.

The Chairpersorof the Peer Evaluation Committee shall present the cases of all
the candidates to the Library Rank Promotion Committee.

TheLibrary Rank Promotion Committee shall consider for promotion each
candidate on evidence presented. If the Library Rank Promotion Committee
proposes to recommend against promotion it shall, before making a final
recommendation, notify the candidate oftéstative decision and invite the
candidate to comment on the proposed recommendation. The candidate shall
have the right to meet with the Library Rank Promotion Committee to discuss
these reasons and/or to submit a response in writing before the recdatione is
formally made to the President.

The University Librarian, a€hairpersorof the Committee, shall maintain a

record of the results of the balloting and the recommendations of the Committee
and shall make these known to all members of thar@ittee present at the time
and other members, if any, within five (5) working days thereafter.

The Library Rank Promotion Committee shall recommend for promotion to the
President by April 15 of each year those candidates receiving a majority of votes
cast.

In the case of recommendations against promotion, the Library Rank Promotion
Committee shall indicate in writing to the candidate at least in which area or areas
of performance the Committee would expect evidence of further development
beforerecommending in favour of promotion.

A candidate not recommended by the appropriate committee or promoted by the Board of
Governors has recourse to the procedures under Article 30 or 10.5 as appropriate.

The President shall recommend to the Badr@overnors by May 31 only those
candidates who were approved by the Library Rank Promotion Committee.

The successful candidate(s) shall be notified by June 1.

All promotions shall be posted in the Library and appear in an appropriate poblicati
the University.
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1013 Instructor Promotion s

(@)

(b)

Instructor Rank Promotion Procedures

(i)

(ii)

(iii)

(iv)

Instructor employees shall be considered first by the departmental promotion
committee, or equivalent, established under Articl®.18Vhen any Instructor
employee is being considered, an Instructor employee other than the employee
under consideration shall be added as a member of the committee and shall remain
a member for all consideration of the Instructor employee in question. Where a
department has onfyne (1) Instructor employee, an observer from the same

faculty as the Instructor shall be named by the Association and shall be present for
all consideration of the Instructor employee. Such an observer may divulge
matters relating to the deliberationstié committee only to higher level

committees, or an arbitrator in the event of an appeal. Instructor employees shall
cooperate with the decisianaking bodies at theepartmental, faculty and

University level in providing information relevant to theindédacies.

The departmental committee or equivalent shall make a recommendation, and
provide reasonable supporting evidence to the appropriate faculty promotion
committee, which shall make a recommendation, and provide reasonable
supporting evidence toehappropriat®ean who shall make the decision whether
or not to promote the Instructor employee in question.

TheDeanshall communicaténeir decision in writing to the Instructor employee
in question prior to April 1. Where the decision is unfavourahkDeanshall

give theirreasons in writing to the Instructor employee. The written
communication shall indicate to the Instructor employee at least in which area or
areas of performance tieanwould expect evidence of further development
before deding in favour of promotion, and in order to assist the Instructor
employee to appeal, fieyso wish, the reasons for the decision shall be given.

A candidate not recommended by the appropriate committee or promoted by the
Board of Governors hasaeurse to the procedures under Article 30 or 10.5 as
appropriate.

Criteria for Promotion of Instructor Employees

(i)

(i)

(iii)

Consideration for promotion from Instructor | to Instructor Il shall be automatic in
the employee's third year of service.

Consderation for promotion from Instructor Il to Instructor Ill shall be automatic
in the employee's fourth year in the Instructor Il rank.

Outside of this schedule for automatic consideration, an Instructor employee will
only be considered for promon if theyso request in writing to th&hairperson

(or equivalent) otheir department by October 30 of the year in whlodywish to

be considered.
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(iv)  For promotion to Instructor Il, teaching effectiveness at the norm defined in
Article 12.2(f) shallbe sufficient unless there is evidence of seriously deficient
performance in other assigned areas of responsibility. Where there is such
evidence, teaching effectiveness which is well above the norm shall compensate.

(v) For promotion to Instructor llnormally teaching effectiveness, level of
professional development, and conscientiousness in the performance of assigned
nontteaching duties shall all be at or above the norm defined in Article 12.2(f).
However, teaching effectiveness which is well abitneenorm may compensate
for achievement somewhat below the norm in the other two (2) areas.

Article 11: Professional Librarian Employees

11.1 University Library Committee

(@)

(b)

The parties agree that, with the exception of responsibilities under Arfiéé}, the
University Library Committee as established in Article 11.1(a) of the-¥97agreement
shall remain inactive provided that:

0] the University Librarian shall nominate professional librarian members of the
Senate Library Committee accordimmgthe practice established in June 1978; and,

(i) the Library Forum continues to meet at least five (5) times per year with at least
two (2) voting representatives from CUASA in attendance.

Peer Evaluation Committee
0] Duties
The Peer EvaluatioBommittee shall make recommendations to:

(1)  the University Librarian and the President with regard to appointments,
renewal of preliminary appointments and confirmation of appointments of
professional librarian employees in accordance with the specticia
and procedures for these matters established lydhective Agreement

(2) the Library Rank Promotion Committee with regard to promotions for
professional librarian employees in accordance with the specific criteria
and procedures establishedArticle 10;

(3)  the University Librarian concerning career development increments for
professional librarian employees in accordance with the criteria and
procedures established in Article 41;

(4)  the University Librarian concerning Scholarly/ProfessicAchievement
Awards to professional librarian employees in accordance with the criteria
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and procedures established in Article 42.
Composition

The Peer Evaluation Committee shall be composed of four (4) professional
librarians, one (1) of whom shée designated by the University Librarian and
three (3) of whom shall be elected by professional librarian employees and from
among professional librarian employees holding confirmed appointments.
Provision shall be made for an alternate member ddsigjigy the University
Librarian and an alternate member elected by and from the professional librarian
employees, each of whom shall replace a regular member of the appropriate
constituency in the event of that member's unavoidable absence or partiagation
a candidate or supervisor of a candidate in proceedings of the committee.

Operation

(1) The committee shall electGhairpersorirom among its members who
shall maintain an official record of all proceedings and recommendations.

(2)  Three (3) rembers of this committee, one (1) of whom shall be a
management designate, shall constitute a quorum.

3) In every instance where the committee is unable to reach a unanimous
recommendation, a statement of the recommendation signed by each
committee membewhich shall include a description of any disagreement
within the committee concerning its recommendation, shall be forwarded
to the University Librarian.

4) In those instances where the University Librarian is in disagreement with a
majority recommenation of the Peer Evaluation Committheyshall
inform the Peer Evaluation Committeetbéir reasons in writing within
ten (10) working days and the Peer Evaluation Committee may prepare a
response to the University Librarian's disagreement. Suclpanssshall
form part of the official dossier of the case.

Library Rank Promotion Committee

(i)

(ii)

There shall be a Library Rank Promotion Committee composed of four (4) voting
members, two of whom shall be designated by the University Librarian from
professional librarian employees holding the rank of Librarian IV and/or
management librarians, and two (2) of whom shall be elected by professional
librarian employees and from among professional librarian employees holding the
rank of Librarian IV. The Uwersity Librarian shall sit as the fifth member of the
committee, acting in the capacity of reating Chairperson

Provision shall be made for alternate panel members as follows:

(1) the University Librarian shall designate members of an altepaatel to
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replace any regular members of the LRPC designated by the University
Librarian under (i) above; and,

(2) apanel of alternate members shall be elected by professional librarian
employees from among professional librarian employees holdingrtke ra
of Librarian IV. Provision shall be made for replacement of regular
committee members elected in accordance with (i) above from the panel of
alternate members to replace any regular members in the event of
unavoidable absence or participation as superof a candidate in the
proceedings of the Committee by the Chair of the PEC.

(i) Four (4) members of this committee, two (2) of whom shall be designated by the
University Librarian and two (2) elected by professional librarian employees, shall
consttute a quorum.

(iv)  The Library Rank Promotion Committee shall make recommendations to the
President regarding promotion in rank for professional librarian employees in
accordance with specific criteria and procedures for rank promotion of
professionalibrarian employees established in Article 10.

11.2 Job Descriptions

@) Librarians' responsibilities shall include working with colleagues, supervising
nonprofessional staff and providing services to library users. These responsibilities shall
be thog understood to be professional: public service, collection development,
bibliographical control and technical library operations.

(b)  The specific responsibilities of each professional librarian employee shall be identified in
a current, written job desption signed by the incumbent, if any, and the immediate
supervisor. All job descriptions of professional librarian employees shall be fully
accessible to all professional librarian employees. A copy of each job description shall be
given to the emplgee concerned and another copy shall be filed with the CUASA office.

(c) The format for job descriptions shall be consistent within the professional librarian
employee swunit and shall be in accordance with those guidelines respecting format
agreed upomy the parties from time to time.

(d) In the event that a change in an existing job description is deemed necessary by either the
employee or the supervisor:

0] the proposed change(s) shall be fully discussed by the supervisor and the
professional libarian employee concerned;

(i) any change(s) to be made to the job description shall be documented in a revised
job description which shall be signed by both parties and distributed as provided
for in Article 11.2(b) prior to implementation;
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in theevent that the professional librarian employee objects to the proposed
change, the dispute shall be referred to the appropriate Associate Librarian or to
the University Librarian in an attempt to reach a settlement. The professional
librarian employee nsi receive written notification of the decision made;

should the dispute not be resolved by the above means, the professional librarian
employee may, upon receipt of the written notification of the decision, initiate a
grievance on the matter by tf@lowing procedures:

(1)

(2)

3)

(4)

the objection shall be expressed in a grievance form which must be
presented to the University Librarian and to the JCAA at the same time,
within five (5) working days of the date the employee was notified of the
change;

thechange shall not be implemented until the issue has been dealt with by
the JCAA or fifteen (15) working days have elapsed since receipt of the
grievance by the JCAA, whichever occurs first;

notwithstanding Article 11.2(b) and 11.2(d)(ii) above, stdbk change

be implemented following the completion of the procedures set out in
Article 11.2(d)(iv)(2) above, a copy of the job description, signed by the
supervisor, shall be given to the employee concerned and another copy
shall be filed with the CUASA(ffice;

this does not preclude recourse to the grievance and arbitration procedures
in Article 30.

Any change in those job descriptions in effect at the commencement of this
Collective Agreemenshall be consistent with those duties and aasbilities
commonly associated with professional librarian employees and with the
evolution of such duties in Canadian Universities.

Any new job descriptions for professional librarian employees after the date of the
signing of thisCollective Agrementshall satisfy the conditions of Article
11.2(e)(i).

In the event that the University Librarian considers that a change in an existing job
description is necessatfyeyshall:

(1)

(2)

consult with the professional librarian employee and the apptep
supervisor. Such consultation shall provide them with adequate
opportunity for input and discussion;

notify the professional librarian employee and the supervisor involved as
to the result of the consultation. If consultation results in clsaimgine

job description, notification of such shall be provided in writing to the
employee, the supervisor, and the Association at least seven (7) working
days prior to implementation.
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(iv)  TheEmployerundertakes to make public by means of an opeinfillee Library,
job descriptions for all new positions in the Library. Hmployershall notify
the Association as soon as a new job description is placed in this open file, and the
job description shall remain in the file for at least ten (10) workayg d

(V) Should a change in the job description for a professional librarian employee be
made, pursuant to Article 11.2(e)(iii) above, to which the affected employee
objects, such objection shall be handled as follows:

(1) the objection shall be expresisa a grievance which must be presented to
the University Librariarasreferred to in Article 30 at the same time within
five (5) working days of the date the employee was notified of the change;

(20  when thegrievances resolved changes in job desctipns shall be
handled according to Article 11.2(e)(i), (ii), (iii), and (iv) of the
Agreement.

The Library management recognizes the desirability of providing rounded experience
through some rotation of job assignment, and shall provide profeskmaghn

employees with opportunities to work periodically at different reference and information
desks and/or different departments of the Library as the attainment of established goals
permits. Arrangements for duration and times shall be establistegyh consultation

and agreement between the professional librarian employee(s) and the immediate
supervisor(s) and the Associate Librarian involved.

11.3 Confirmation

(@)

(b)

(€)

Professional librarian employees holding preliminary appointments shall beeawtsi

for confirmation six (6) months before the end of the second year of an initial preliminary
appointment. However, a librarian employee who holds a preliminary appointment
subsequent to a term appointment shall be eligible for consideration inauc®ith

Article 37.7 (Term Appointments). A professional librarian employee working a reduced
workload at prerated pay shall earn credit toward confirmation on argted basis but

shall be eligible for early consideration.

If a confirmed appoimhent is not granted at this point, the employee may be granted a
further preliminary appointment of not more than two (2) years on the recommendation of
the Peer Evaluation Committee and the University Librarian. However, by the end of the
fourth year ofpreliminary appointments, the employee must be reconsidered for
confirmation and a confirmed appointment granted or the employee notified in writing
that the appointment will be terminated at the end of the fifth year.

Criteria
(1) In assessing a cdiate for confirmation of appointment, the candidate's

immediate supervisor shall provide the Peer Evaluation Committee with a general
written evaluation supported by detail based on the candidate's potential for future
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professional development in the gms held and in the library system, and a
detailed written evaluation based on the candidate's past performance towards
explicitly established goals, as specified in the job description, and on the
candidate's working relations witheir peers and supésor(s).

In the case of a candidate who has held an appointment in a different position, an
additional written statement from the supervisor of the previous position shall be
required. Criteria to be used in evaluating the candidate's perfornieaiiclees

those listed in Article 41.3(b). In addition, the candidate's potential for future
professional development in the position and contribution to the Library and the
University shall be considered.

Procedures for Confirmation

(i)

(ii)

(iii)

(iv)

(v)

The Universiy Librarian shall request the Peer Evaluation Committee to initiate
proceedings for each eligible professional librarian employee six (6) months prior
to the deadlines established according to Articles 11.3(a) and (b).

The Peer Evaluation Committeleadl request the candidate's immediate
supervisor to submit a written evaluation of the candidate's performance to date
according to the established criteria together with a recommendation either for
confirmation or for continued preliminary appointmentartermination of
appointment.

The Peer Evaluation Committee shall invite the candidate to present to the
committee a written statement of any information whiety consider relevant to
their candidacy.

The Peer Evaluation Committee shaddmine the supervisor's evaluation and
recommendation, all previous performance evaluations of the candidate, the
candidate's curriculum vitae and statement(s) by the candidate (if any) and shall
reach a recommendation. The Peer Evaluation Committeeeo@yimend a
confirmed appointment, a continued preliminary appointment or termination of
appointment. In the case of a positive recommendation, the committee shall
notify the candidate in writing of its decision. If the recommendation is not to
grant conirmation, whether it is a decision to allow the appointment to lapse or to
extend the preliminary appointment, the Peer Evaluation Committee shall provide
a written statement of the reasons on which the decision was based. In the event
of a negative recomendation, the candidate shall be interviewed by the
committee, iftheywish, and shall have the right to choose one colleague to be
interviewed by the committee in support of the candidate. In addition, the
committee may interview the supervisor(s) di&ems this to be appropriate.

The Peer Evaluation Committee shall make a formal statement in writing of its
recommendation and the reasons for it to the University Librarian accompanied by
all relevant supporting documents. Any disagreement witl@rcommittee

concerning its recommendation shall also be described in the statement. At the
same time a copy of the statement shall be made available to the candidate.
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The University Librarian shall communicéatesirrecommendation and that of the
committee in writing along with all documentation, to the President at least five
(5) months before the end of the preliminary appointment. The University
Librarian shall also communicatieeir recommendation in writing to the
candidate by the same date.

The President shall inform the candidate in writing of the decision at least four (4)
months before the last day of the preliminary appointment.

11.4 Suspension or Dismissal for Cause

(@)

(b)

(©)

Dismissals or suspensions shall be for just cause andlibwihg procedures of this

Article are designed to ensure that the decisions in regard to suspensions or dismissals
will be rendered by an impartial body which has no interest either in the silencing of
unwelcome opinions or the protection of incompetesraeeglect.

For purposes of thi€ollective Agreemena professional librarian employee is

understood to be an employee who both possesses the qualifications of a professional
librarian (as stated in the criteria for Library Appointments, Artics$e9) and is

employed in the Library in that capacity, but includes those at present on staff who do not
meet these qualifications.

Dismissal Procedure

(i)

(i)

Review Chairperson

On the adoption of these procedures and from time to time thereafter, the
President of the University and the President of the Association shall agree on the
appointment of a person who is not a member of the faculty or Board of the
University or employed in the administration of the University to act as Review
Chairperson Sud an appointment shall be for a term not exceeding five (5)

years, and may be renewed from time to time. All reasonable efforts should be
taken to ensure that the position does not remain vacant for any significant period
of time after the expiration oftearm appointment and before renewal of it or
appointment of a successor. The duties of the ReQteawrpersorshall be as
described in the following paragraphs.

Informal Proceedings

Where the President, after whatever investigati@ymay consiér necessary

and which may include resort to a committee of inquiry, is satisfied that adequate
cause for the dismissal of a professional librarian employee gkisyshall

advise the professional librarian employee thayintend to so recommend and

invite the professional librarian employee and, if the latter so wishes, an advisor to
meet withthemand with the University Librarian and the professional librarian
employee's immediate supervisor.
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Initiation of Formal Proceedings

(1)

(2)

3)

(4)

Where the pfessional librarian employee declines an invitation extended
under the provisions of Article 11.4(c)(ii) or the President, after reasonable
efforts, is unable to arrange a meeting within a reasonable time after
extending such an invitation, or if a megtiis held and no mutually
agreeable settlement is reached, the Presidehg)iintend to proceed

with a recommendation of dismissal, shall so inform the professional
librarian employee in writing and shall set their reasons for so doing.

Such reasns shall be set out in sufficient particularity to allow the
professional librarian employee to prepare a reply.

The President shall at the same time advise the professional librarian
employee whethaheyintend to refetheirintended recommendatido

the ReviewChairperson If the President indicates ththeyintend to refer
the matter to the Revie@hairpersontheyshall forward to the Review
Chairpersora copy of the information given to the professional librarian
employee.

If the Presiént does not indicate to the professional librarian employee
thattheyintend to refer the matter to the Revi@hairpersonthe
professional librarian employee may require the President to do so by
notice given in writing to the President within fourtééd) days after the
professional librarian employee is notified under this provision of the
President's intention to recommetheéir dismissal. Upon being required
to refer the matter, the President shall do so in the manner specified in
Article 11.4(c)(iii) (2) above.

If the President does not indicate to the professional librarian employee
thattheyintend to refer the matter to the Revi@hairpersorand the
professional librarian employee does not reqthesnto do so in the
manner and withinhie time specified in the preceding paragraph, the
matter need not be referred to the Revi&airperson

Formal Proceedings

(1)

(2)

Where a matter is referred to the Reviéhairpersonn accordance with

the foregoing procedur#éeyshall proceed to dermine whether adequate
cause exists for the President to recommend dismissal of the professional
librarian employee, dheymay intheir discretion appoint two (2) persons

to sit withthemas a Review Committee to make such determination. The
ReviewChairpersorshall act a£hairpersorof any Review Committee.

The ReviewChairpersoror a Review Committee shall advise the

President, the University Librarian and the professional librarian employee
of the date and place fixed by it for a hearing inrextion with the

matter. Such date shall be not more than six (6) weeks after the matter is
referred to the Reviewhairperson The professional librarian employee
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may at any time before the hearing provide the Re@eairpersoror the
Review Committe@and the President with a written reply to the reasons
given by the President in supporttbéirintention to recommend

dismissal; but where such a reply is given within seven (7) days of the day
fixed for the hearing, the RevieG@hairpersoror Review Cormittee may,

on its own initiative or at the request of the President, postpone the hearing
for a period not exceeding seven (7) days. Reasonable notice of any
postponement shall be given to the professional librarian employee, the
University Librarian andhe President.

A hearing by the Revie®hairpersoror a Review Committee shall be
held in camera unless the professional librarian employee requests
otherwise by notice given to the Revi€hmairpersoror a Review
Committee in writing at least one (Week in advance of the hearing.

Both the President (dheirnominee) and the professional librarian
employee are entitled to appear at the hearing and, if they so desire, to be
represented by counsel or other advisers. The Re&vieirpersoror a

Review Committee is entitled to set its own rules as to the procedure
before it, the examination and cressamination of witnesses and the
admissibility of evidence. A transcript of the proceedings at any hearing
before a ReviewChairpersoror Review Comrittee shall not be obligatory
but theChairpersoror the Committee, upon the application of either the
President (otheirnominee) or the affected professional librarian

employee, may direct that the testimony of a specified witness be recorded
and a trascript thereof provided if th€hairpersoror the Committee so
desires.

As soon as possible after completion of the hearing before it, the Review
Chairpersoror the Review Committee shall provide the President, the
University Librarian and the profaesal librarian employee with its

decision, in writing, as to whether adequate cause exists for the President
to recommend dismissal of the professional librarian employee, supported
by reasons as the Revi€éhairpersoror the Review Committee considers
appropriate. The Reviewhairpersoror the Review Committee may also
propose another remedy if it deems it appropriate. A decision by the
majority shall be the decision of the Review Committee.

Where a RevievChairpersoror a Review Committee has readha

decision that adequate cause does not exist for a recommendation by the
President to the Board of Governors that a professional librarian employee
be dismissed, the President shall not make such a recommendation to the
Board and the procedure provided in these provisions shall not again

be instituted on the basis of substantially the same facts and
considerations.

At any time after its decision is communicated to the President, the
University Librarian and the professional librarian employlee Review
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Chairpersoror a Review Committee, may, if it considers it to be in the
public interest to do so, make public its decision and any or all of its
reasons. Except where a hearing before the ReVleirpersoror a

Review Committee is held in pub) and except to the extent that the
Committee itself makes its decision and any of its reasons for it public, all
information shall be treated as confidential information and the decision of
the ReviewChairpersoror a Review Committee and its reasonsitfehall

be confidential except that the decision and reasons may be submitted to
the Board of Governors in support of a recommendation to the President
for dismissal of the professional librarian employee.

Suspension

The President may, by writterotice and for stated cause, relieve a professional
librarian employee of some or all thfeir duties and withdraw some or all thieir
privileges, provided that dismissal or other proceedings to determine the propriety
of such action have already beeitiated or are initiated simultaneously. This is

not to be construed as preventing the President from acting in an emergency
where there is a clear and present danger to the professional librarian employee or
to the University, provided that written reascare subsequently provided. A
suspension shall terminate with the conclusion of the dismissal or other
proceedings or at such earlier time as the President may deem appropriate. Salary
and other benefits shall continue throughout the period of suspensio

Expenses

The fees and expenses of the Revighairpersorand of the persons that may be
appointed to sit witthemas members of a Review Committee shall be borne by
the University. Any additional expenses arising out of any hearings of thewRev
Chairpersoror a Review Committee including expenses connected with the
recording and transcription of testimony when directed by the Review
Chairpersoror a Review Committee and the fees and expenses of witnesses called
at the direction of the Revie@hairpersoror the Review Committee, but not
otherwise, shall also be borne by the University.

Save as aforesaid the University and the affected professional librarian employee
shall each bear their own expenses including those connected witillitng ly

them of any witnesses or the preparation and presentation of documents and the
fees and expenses of a counsel or advisors as the case may be, provided that the
ReviewChairpersoror a Review Committee may direct that the fees and

expenses of a cmsel, if one is engaged by the affected professional librarian
employee, or some portion thereof shall be borne by the University where, in the
ReviewChairpersoror Review Committee's view of the circumstances, it

considers it just and equitable that theiversity should pay them.
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Article 12: Instructor Employees

12.1 Types of Instructor Positions

There shall be two (2) types of Instructor positions:

(@)

(b)

Those primarily associated with instruction where the principal duties are classroom
teaching.

Those with individual job descriptions agreed to by the parties.

(i)

(ii)

(iii)

(iv)

v)

Copies of current job descriptions for eachufacshall be maintained in the
Dearis office, and the CUASA office.

Any change in these job descriptions shall be consistenthgtuties and
responsibilities appropriate to the position of Instructor.

In the event that a modification of the duties associated with an Instructor position
is contemplated, the departméttairDirector, shall, after consulting with the
Instrudor employee concerned, submit a recommendatitimeioDean The

Deanafter consulting with both the Instructor employee and the department
ChairDirector shall, itheyconsider it warranted, draw up a new job description
and forward copies of it to ¢hinstructor employee, the department

ChairDirector, the Association and the Director of Human Resources at least ten
(10) working days before the change is to come into effect.

If the Instructor employee objects to the new job descriptiair objection shall
be dealt with as follows:

(1) the objection shall be expressed in a grievance which must be presented to
the Deanwithin five (5) working days of the date the employee was
notified of the change;

(2)  the change shall not be implementedluht grievancenas beemesolved

This procedure shall not preclude recourse to the grievance and arbitration
procedures in Article 30.

12.2 Criteria for Evaluation of Instructor Employees: Principles

(@)

Assessments of Instructor employeespiorposes of renewal of appointment,

confirmation, promotion and career development or other salary increments shall focus
on their effectiveness as teachers and, where the position held by an Instructor employee
is governed by a job description, on thesefiveness with which the additional duties
defined by the appropriate job description are carried out. In addition, the
conscientiousness with which other responsibilities defined in Article 15.3 and assigned



12.3

(b)
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to Instructor employees are carried out shaltaken into account.

No responsibility shall be taken into account unless the employee concerned has had a
reasonable opportunity to undertake it.

Lack of achievement in, or capacity for, research or scholarship shall not be held to the
disadantage of the Instructor employee, save as it afthetsteaching performance;

more specifically, such absence shall not be a bar to renewal of appointment, granting of
confirmation, promotion or the awarding of career development or other salary
increments.

For preliminary appointees, evidence of ability for, or achievement in, research or
scholarship may be rewarded by accelerated progress in confirmation or promotion or, if
provided for by plans in force at the time, career development or ailaey sixcrements.

Teaching effectiveness will constitute the most important criterion of evaluation for
Instructor employees in making assessments for any of the purposes listed in Article
12.2(a). In assessing teaching effectiveness:

0] student pinion shall be taken into account in accordance with the procedures set
out in Article 26; and,

(i) faculty and (except where seriously impractical) Instructor employee opinion may
be taken into account. Such opinion shall be based on first handesxgeoi the
Instructor employees in the classroom, laboratory, or field location.

Each class of opinion shall be accorded roughly equal weight, as applicable.

In judging whether the performance of an Instructor employee in each of the areas of
respasibility is more than satisfactory, satisfactory, or less than satisfactory, the
judgments shall be made relative to the levels of performance normal for an individual of
the same rank and experience performing similar tasks in similar areas of rediponsibi

Decisions concerning Instructor employees shall be reached following a fair and equitable
application of the appropriate procedures and criteria.

Renewaland Confirmation of Appointment

(@)

Renewal of Appointment

0] Renewal of a prelinmary appointment shall not be for more than a total of six (6)
years without the granting of confirmation of appointment.

(i) Renewal of a term appointment of an Instructor employee shall conform to the
provisions of Article 37 (Term Appointments).
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Confirmation of Appointment

(i)

(ii)

(iii)

(iv)

Instructor employees shall necessarily be considered for confirmation of
appointment in the fall term of their fifth year of service.

If confirmation of appointment is denied at the first consideration for

confirmatian, a further preliminary appointment may be made, but this
appointment shall not exceed one (1) year. If this further preliminary appointment
is made, the Instructor employee shall be considered again for confirmation in
their sixth year of service.

Not later than the end of the sixth year of a preliminary appointment to Instructor
employee ranks, either confirmation of appointment shall be granted or
employment shall be terminated.

An Instructor employee working a reduced workload atrpted pay shall earn
credit toward confirmation on a prated basis.

Procedures for Renewal and Confirmation of Appointment

(i)

(ii)

(iii)

(iv)

v)

Instructor employees shall be considered first by the departmental tenure
committee, or equivalent, for renewal of appointtreerd confirmation. When

any Instructor employee is being considered by any such committee or
mechanism, an Instructor employee other than the employee under consideration
shall be added as a member of the committee or mechanism, and shall remain a
membeifor all consideration of the Instructor employee in question. Where a
department has only one (1) Instructor employee, an observer from the same
faculty as the Instructor employee shall be named by the Association and shall be
present for all considerat of the Instructor employee. Such an observer may
divulge matters relating to the deliberations of the committee only to higher level
committees, or an arbitrator in the event of an appeal. Instructor employees shall
cooperate with the decisianaking odies at the department, faculty and

University level in providing information relevant to their candidacies.

The committee shall make a recommendation to the appropeaig and shall
submit all reasonable supporting evidence by October 31st getr in question.

Each candidate shall be informed of the committee's recommendation by the
departmenChairDirector.

A candidate may at this time submit additional information including the names of
referees to the appropriddeanif theybelieve thatheir case has not been
adequately represented.

Reappointment or confirmation of Instructor employees shall be considered by the
appropriate faculty level committee. The faculty committee shall make its
recommendations to the appropeiBtean who shall make the decision whether

or not to renew the appointment or grant confirmation. Where the decision is
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unfavourable, the appropriabeanshall givetheirreasons for the unfavourable
decision in writing, with reference to the appropriaiéerion, and in sufficient
particularity to allow the Instructor employee against whom the decision was
made to respond to any alleged deficiencies from the fatteiobwn case. In

the event of a grievance, no evidence shall be presented atgmypgthe
Employerwhich concerns any matters not referred to inDbars statement of
reasons in writing, unless such matters are raised by the Instructor employee in
their grievance.

Criteria for Renewal of Appointment

(i)

(ii)

Preliminary appointmeastshall be renewed when the teaching effectiveness or the
effectiveness in undertaking other primary duties (as defined in the appropriate
job description) ofn Instructor employee is at or not significantly below the

norm defined in Article 12.2(f), unds there is evidence of a seriously deficient
performance in other assigned areas of responsibility. Where there is such
evidence, teaching effectiveness which is substantially above the norm shall
compensate.

A term appointment shall be renewedenttonditions for its renewal as specified
in Article 37 (Term Appointments) are satisfied, unless the Instructor employee in
guestion has been given a preliminary appointment in its stead.

Criteria for Confirmation of Appointment

(i)

(ii)

(iii)

Decisions conaming confirmation of appointment shall be made primarily on the
basis of evidence of teaching effectiveness, or effectiveness in carrying out the
primary duties as defined in the appropriate job description.

In addition, unless effectiveness in tieimg or performing other primary duties (as
defined in the appropriate job description) is well above the norm, evidence of
professional development and conscientious performance of assigrpdmary
duties will be required. A level of professional dlpment and performance of
nontteaching duties at the norm defined in Article 12.2(f) shall normally be
required, but failure to reach the norm in one (1) of these two (2) areas may be
compensated by performance or development well above the norm ihdéhne o

Evidence of professional development may be found in some combination of, but
not necessarily all of:

(1)  selection, use and/or generation of course materials, showing intellectual
development from year to year,;

(2)  academic work, both coserelated and otherwise, published or in
progress;

(3)  formal study undertaken while employed at Carleton University;



79

(4) activity in instructional development, at any level.

12.4 Appointment to Faculty Ranks

(@  An Instructor employee may be appointectimculy rank where a suitable vacancy
occurs, andheir qualifications are demonstrably efitmthose of the best external
applicant who meets the requirements of the position.

(b) However, an Instructor employee holding a preliminary or confirmediafpent may in
exceptional circumstances be transferred to faculty rank with the same appointment status
without there being a suitable vacancy when:

) theirresearch or scholarship in an appropriate disciplideésned byheir unit
tenure and promain committee to bef acalibreand nature normally required
for a faculty appointment;

(i) their qualifications meet those normally required for a faculty appointment; and,

(i)  they aredeemed byheir unit Chair or Director to bdoing a job whichs
effectively the same as that normally required Baeulty employeand that the
unit is capable of resolving the implications of this transfer for its course offerings
within its existing resourcesRecommendation for such a transfer shall be made
by the departmental promotion committee to the faculty promotion committee and
then to the appropriateean

(iv)  the employee receiving a positive recommendation for transfer into faculty ranks
shall receive a formal letter of offer of transfer from Emeploye.

12.5 Criteria and Procedures for Dismissal or Suspension

Instructor employees shall be governeditatis mutandisby the provisions for faculty
employees governing dismissal and/or suspension contained in the doBuotsauredor the
Dismissalwith Cause of Faculty Membeastached to thi€ollective Agreemenas Appendix A.
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Article 13: Academic Workload

13.1 Workload of Faculty Employees

The normal workload of faculty employees shall include teaching, research/scholarly/creative
activities,and service to the University in proportions of approximately 50%, 35% and 15%
respectively of each employee's time, as governed by and varied in accordance with past practice.
For each faculty a normal workload shall be defined by past practice.

13.2 Teaching Workload of Faculty Employees

€)) Subject to Article 13.2(b), within a normal workload, "normal teaching load" within a
Faculty shall be defined by past practice in relation to the number @oiulse
equivalents taught per faculty member onasy be agreed to hereafter by the parties.
Each faculty member will be assigned a teaching workload of less than 2.5 credits.

(b) Subject to approval by the appropri&tean the appropriat€hairDirectoror equivalent
shall, with due notice and contation, assign teaching duties to individual faculty
members in accordance with the provisions of Article 25 oCibléective Agreemenn
the light of the individual's discipline, abilities and specialties, and consistent with the
normal teaching load ahe faculty and department in question. As a part of the normal
workload assignment tHéhairDirectoror equivalent may assign teaching in the Summer
Sessionn consultation with the Faculty membeéFeaching as a part of normal workload
assignment shiahot be scheduled over more than two semesters within one academic
year. Teaching duties shall include, but not be limited to, advising students and
prospective students, and conducting scheduled classes.

(c) No later than June 80theEmployershallprovide each individual faculty member with
their teaching schedule for the next ysabject tosituations of extreme urgency, such as
changes in enrollment, sudden illness or unplanned resignations that may occur over the
summer.

d () An emplgree may, with the agreementtbeir ChairDirector, undertake more
than the normal teaching load tbeir department. Normally, such an
arrangement shall be formalized in writing betweaaselfand the appropriate
ChairDirector, and shall be included the employee's dossier for promotion,
career development and scholarly achievement assessments.

(i) Where an employee's performance in research/scholarship, as assessed pursuant to
Article 41.3(a), is substantially below the norm and has been soléasafive
(5) consecutive years and where Breanhas addressed the issue with the
employee in each of the five (5) years, Beanmay assign the employee more
than the normal teaching load for the employee's department. Such additional
assignment sl not exceed one (1) futlourse equivalent in any academic year.
This assignment shall be formalized in writing by Brean and shall be included
in the employee's dossier for promotion, career development and achievement
award assessments.



81

(e) The Chair/Directorshall endeavour to arrange teaching duties in a manner acceptable to
each faculty member. Normally, the assignment of scheduled instruction shall be
concentrated in two (2) consecutive terms of any academic year ending August 31.

() The Char/Director shall give consideration to thadtors affecting faculty teaching
workloadwhichinclude, butarenot necessarily limited to, the following:

) the number of separate courses taught by each faculty employee;

(i) the number of scheduled dant hours per course;

(i) the number of hours of preparation, grading, and administration per course;
(iv)  the number of students enrolled, on average, per course;

(v)  the number of hours of student counselling per course;

(vi)  the level (introducty, upper year, graduate, etc.) of each course;

(vii)  the type (lecture, seminar, etc.) of each course;

(viii) assistance of graduate students or colleagues in the teaching of courses;
(ix)  additional hours of preparation required for a new course;

) the relation of thesis and special project supervision to classroom teaching;

(xi)  the relation of the individual faculty employee's teaching responsibilitigbeiio
research and scholarship;

(xit)  comparison of faculty workload at Carleton withttb&other universities in
Ontario;

(xiii)  the relationship between workload policy and other aspects of toyg
academic planning;

(xiv)  whether thecourse is filmed or videotaped.
(xv) the deployment and supervision of teaching assistants

(90  Ther shall be no expectation that faculty employees will respond to email or phone calls
from students between the hours of 5:00 PM and 8:30 AM or on weekends.
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13.3 Librarian Workload

(@)

(b)

Professional Librarian Workload

(1) Librarian workload should be develapthrough consultation among individual
librarians, their department heads and library management resulting in agreed
upon individual goals and responsibilities. Workload will be consistent with each
l i br ar i an égaspulibed id Arcle L1i2p t i

(i) Individual career stage, rank, level of administrative responsibility, interests,
expertise, research and professional needs will also be considered when
determining workload. Librarians shall be provided with opportunities to pursue
research, scholgricontributions, and professional service as outlined in Articles
13.3 and 15.4. Librarian workload will reflect the time and effort needed for
achievement of promotion as outlined in ArticleIand of confirmation as
outlined in Article 11.3.

(i) Librarians holding crosappointments to more than one unit should be assigned
workload in a manner consistent with their petaga appointment in each unit.

(iv)  Librarians shall not be required to carry workloads unreasonably exceeding those
of other librarians wih comparable duties. Assigned duties should not require an
unreasonable amount of time.

Duties

0) The workload of a professional librarian employee shall be that specified in the
current job description(s) faheir position. All job descriptios of professional
librarian employees shall be fully accessible to professional librarian employees.

(i) The job description in each case shall be consistent with goals and objectives
which shall be established through consultation between the profad#ioarian
employee and the appropriate supervawt Associate University Librariaand
shall be generally attainable within a thifiye (35) hour week averaged over the
year.

(i) A professional librarian employd®s the right talevote time dung working
hours toresearch projects and/professional development activities in
accordance with Article 15.4(c).

(iv)  Time away from regular duties necessary for research projects shall be scheduled by
mutual agreement between the professional librariemiper and their supervisor
where the time requested is a total of five (5) days or less per year. Where the time
requested exceeds fi{®) days per year, consultation with library management shall
be required. Such informal requests shall be subjecte@oatpnal requirements.

Such requests shall not be unreasonably denied.
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(d)

(€)

(f)

(v)
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For the purposes of 13.3(b)(iv), time spent at conferences shall not be counted

towards research days.

Scheduling

(i)

(ii)

(iii)

Hours

(i)

(ii)

The hours of work for each professional librarian emplsyedl be scheduled
fairly and equitably during the opening hours of the library;rated for
professional librarian employees working less thantfoie.

Professional librarian employees shall not be scheduled for more than twelve (12)
hours per wek of reference service, and not more thanfeidgit (48) hours per

year of instructional service averaged over the year, except on occasion for special
conditions such as staff shortage owing to iliness, special projects, etc.

For purposes of th Article, a scheduled reference shift shall not exceed four (4)
hours and the total scheduled reference and instructional service on any day shall
not exceed five (5) hours.

Hours of work shall be flexible and in accordance with past pramiceerning
arrangements between employees and supervisors unless altered by mutual
agreement between the parties to this Agreement.

There shall be no change in hours of library operation which result in alteration of
established public service infaation schedules without one (1) calendar month's
prior notice to the Association and to the professional librarian employee(s)
involved.

Compensation for Weekend and Holiday Duties

(i)

(ii)

Hours worked on nostatutory holidays shall be compensatedafith equivalent
time off, the scheduling of which shall be subject to agreement between the
professional librarian employee and the immediate supervisor(s).

An employee who is scheduled to work on a Saturday, Sunday or statutory holiday
shall be comensated at a rate equal to 1.5 times the hours worked, the scheduling
of which shall be subject to agreement between the professional librarian
employee and the immediate supervisor(s).

In the event of disagreement between the employee and theisapesgarding any of
the preceding matters, the employee shall have the right to appeal to the University
Librarian who shall, within the provisions of this Article, makeir decision and shall
notify the supervisor and the employee in writing of treatision within five (5) working

days.
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(9) Professional librarian employees shall have the right to attend CUASA meetings as and
when required during work days provided the exercise of this right does not cause an
adverse impact on the needs of studentsthe scheduled public service of the library.

(h) When a professional librarian employee who is on approved leave for a period of twelve
(12) months or more or on long term disability is not replace&thployershall advise
the Association as soon pacticable in writing indicating the disposition of the duties
and/or intention to fill the position.

13.4 Instructor Employees

€) General

(i)

(ii)

(iii)

(iv)

(v)

(vi)

The workload of Instructor employees includes assigned teaching responsibilities,
professional and/or ingtctional development, assigned administrative tasks and,
where the position in question is governed by a job description (appended to this
Collective Agreementsuch duties as are contained in the relevant job description.

The workload of Instructoemployees shall not exceed an average of thirgy

(35) hours per week over eleven (11) months each year (with one (1) calendar
month annual vacation). When an instructor is appointed to assume a workload
less than the full workload (Article 12) or assesrsuch a lesser workload by
agreement with thEmployer (Article 13.6),their salary shall be proated
accordingly.

The Employerreserves the right to develop measures to monitor the work of
Instructor employees, and to require the cooperatidgmstrfuctor employees in
such monitoring. Such measures will, however, be implemented only after
consultation with the Association.

Instructor employees shall devote about thyearters (3/4) of their time to
teaching, directly related activitiesnd/or, where appropriate, duties specified in
the employee's job description. Instructor employees shall have most of the
remaining time available for professional and related development, with a small
amount of time for duties arising from Article 1%0Rii), (xiii) and (Xiv).

No Instructor employee shall be required to teach more than the equivalent of
three (3) different courses per term in the Fall and Winter terms, or more than four
(4) in any one twelve (12) month period from September 1&tigust 31st and

shall not be required to teach more than the limit established in Article 13.4(b)(iv)
below.

An Instructor employeeGhair/Directorshall assign workload in consultation
with the Instructor employee concerned and in accord witpringsions of

Article 25 of thisCollective Agreement The provisions of Article 13.2(f) shall
apply,mutatis mutandigto Instructor employees. Where an Instructor employee
is not satisfied with the work assigned, though it falls within the provisibtisso
Agreementtheymay appeal to the appropriddean
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(vii)  Subject to Article 20.8(c), theEmployershall provide an opportunity each year to
take at least three (3) consecutive weeks of annual vacation sometime during the
year, and will provide anpportunity at least every second year to take a full
month of annual vacation in the period from Jufyd August 3%'.

(viii)  There shall be no expectation that instructor employees will respond to email or
phone calls from students between the hotigss00 PM and 8:30 AM or on
weekends.

(b) Instructor Positions Without Individual Job Descriptions

0] Subject to the Memorandum of Agreement signed by the parties on December 11,
2003 these Instructor employees shall not teach morehhsgand onedif (3.5)
credits or the equivalent of oraadone half (1.5) times the normal full teaching
load of faculty employees in the same unit or-aalt, whichever is less, averaged
over each consecutive twerftyur (24) month period, and shall not teach more
than the equivalent of or®alf credit course in excess of 1.5 times the normal
faculty employeesd teaching workload i

(i) Subject to operational requirements, Hmaployerwill make every reasonable
effort to allow an Insuctor employee to teac¢heirfull course load in the
Fall/Winter Session. In any event, every second year an Instructor employee may
teachtheir full course load in the Fall/Winter Sessions. Any Instructor employee
who chooses this option shall notdmsigned teaching duties under these
workload provisions during the following summer, but shall continue to devote
oneself conscientiously to professional development and/or scholarly activities
and such other duties as may be required under Article )&iB(k(xiii) and
(xiv).

(i)  Total number of different or separately registered students in classes for which the
Instructor employee is responsible shall be determined with due consideration for
sound pedagogy.

(iv)  Maximum contact hours per weekany one term shall be as follows:

(1) in all other units in the Faculty of Arts and Social Science, except for the
Modern Languages units in SLALS, seventeen (17) hours where five (5)
sections are taught in that term; fourteen (14) hours where fourc(iree
are taught in that term; and eleven (11) hours where three (3) sections are
taught in that term; and,

(2) in the Modern Languages unit in SLALS, a maximum of sixteen (16)
hours per week averaged over two (2) years where necessary.

(v)  Where an Istructor employee is assigned theordination of a multisection
course, or other substantial duties over and above the instructor's normal duties,
there shall be an appropriate compensatory reduction in other assigned teaching
workload.
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Instructor E mployee Positions with Individual Job Descriptions

Each Instructor employee in this category shall perform the work specifileiifob
description provided that the duties there specified can reasonably be carried out in a
thirty-five (35) hour week\aeraged over the year, after approximately-quarter (1/4)

of that time integrated over the year has been deducted for professional development and
assigned duties arising from 15.3(b)(xii), (xiii) and (xiv).

(i)

(ii)

(iii)

(iv)

v)

When an Instructor employee is schiedl to teach a course in the summer as part
of theirworkload,theyshall have the option of taking two (2) months' leave of
absence without pay instead of teaching. Such leave shall require the consent of
the appropriat®eanafter consultation with théepartmenChair/Director

concerned. However the leave may be withheld only in the case of essential
department need.

The Instructor employee shall apply for such leave no later than three (3) months
before the start of the scheduled summer couleegulations regarding Leave
of Absence Without Pay (Article 20.1) shall apply except that:

(1) Membership in the retirement and other benefit plans must be maintained.
The employee shall pay the full costs of membership in the retirement
plan durirg the period of leave. Costs of other benefit plans will continue
to be apportioned according to the eslsaring arrangement specified for
employees in Article 40.

(2)  Such leave shall not affect credit for years of service or other entitlement
to consderation for career development increments, promotion,
sabbaticals, confirmation, or renewal of term or preliminary appointment.

(3)  The appropriat®eanshall inform the Instructor employee thieir
decision no later than two (2) months before the sfdtte scheduled
summer course.

(4)  The Instructor employee shall inform the appropri¢@nin writing of
irrevocable acceptance or rejection of the leave no later than six (6) weeks
before the start of the scheduled summer course.

The Instructo employee shall not teach for remuneration at Carleton University
during any period of leave awarded under the terms of this Article.

Leave may not be awarded under the terms of this Article more often than once
every two (2) years.

Whether aninstructor employee teaches a summer course (other than for an extra
stipend) or takes leave of absence without pay in lieu of teaching a summer
coursetheyshall be entitled to one (1) month of annual leave in the period from
July 1st to August 31st olfi¢ following summer except in the Faculty of Science,
where theEmployerwill make every attempt to provide this opportunity.
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An Instructor employee may be assigned such other academic and administrative duties
asthey areable to perform in place ofpt oftheirteaching and/or job description duties,

if a full load of teaching or job description duties is not available. Such duties may
include counselling of students or preparing instructional material or designs of a sort not
part of the usual prepation for courses which they customarily offer. Such assignments
shall not take up more than about @perter (1/4) of an Instructor employee's total work
time averaged over eleven (11) months. Instructor employees must be engaged at least
onehalf (2 time in teaching or performing job description duties.

Where an Instructor employee is teaching for the first time a course which requires
unusual advance research and/or the preparation of unusually extensive or elaborate
course materiatheir Char/Director shall take this into account in assignthgir

workload.

Reduced Workload with Pro-Rated Pay

(@)

(b)

(©)

(d)

(e)

(f)

Reduced workload with prrated pay may be granted by tBemployerat any time to any
tenured or confirmed employee who applies voluntdoit such status. Normally, the
reduction in workload shall not exceed tibirds (2/3) of the full workload as defined by
Article 13, as appropriate for the category of employee. However, the distribution of the
reduced workload in respect to the nore@mponents of full workload as determined in
Article 13 shall be a matter of agreement betweelkthployerand the employee.

An employee working a reduced workload at-paited pay shall continue as a member of
the academic staff and a member & bargaining unit.

The employee shall continue to enjoy all benefit plans as listed in Article 40, subject to
the conditions of any particular plan, and including such-sloating arrangements as
there specified. With respect to the Carleton UnitieRetirement Plan, the employee
andEmployershall contribute according to the provisions of Article 9.10(c).

An employee working a reduced workload at-pated pay shall earn credit toward
sabbatical, tenure, confirmation and promotion on argea basis. Article 9.4(d) shall
apply with respect to the calculation of service toward tenure, confirmation, promotion
and sabbatical.

An employee working a reduced workload at-pmted pay shall receive such additions to
theirnominal salary as sitl be implemented, as a result of collective bargaining, from
time to time during the period of reduced workload and shall be eligible to have career
development increments added to the nominal salary.

Three (3) months prior to the commencement ohqeriod, the&amployershall inform

the employee, in writing, of all the agreed terms and conditions upon which the granting
of leave is based, including a reference to specific section(s) Giollextive Agreement
which governs reduced workload and@fgng a deadline for acceptance or rejection of
the said terms and conditions.



88

(9) The employee shall not be deemed to have accepted the terms of such reduced workload
until they haveso notified theEmployerin writing. Failure to accept within thesddline
specified in Article 13.5(f) shall be deemed to constitute areptance.

(h)  An employee seeking a reduced workload may be represented by the Association at every
stage of the discussions concerning such an arrangement.

(1) Once accepted by tlemployee, the employee becomes responsible for any cost to the
Employerarising directly out of a subsequent alteration to the arrangements with respect
to such reduced workload sought by the employee, before the term of expiration of such
arrangements apecified in writing in accordance with (f) above.

13.6 ReducedTime Provisions for Long-Service Employees

@) Notwithstanding the provisions of Article 13.5(a) and 9.10(b)(iv) of the Agreement, any
employee aged fiftfive (55) years or over and witkn (10) or more years of ftliime
service at Carleton University is entitled to, and may apply for, a special retilmeed
arrangement on the basis of the provisions set out below:

) A faculty employee shall normally be assigned a teaching load diahé/) of
the normal teaching load as defined in Article 13.2. Any deviation from this
normal teaching load shall occur only at the request of the employee concerned,
and with the agreement of tBean

(i) A faculty employee's workload in the ottaeas of responsibility (graduate and
honours student supervision, research, and service to the University) shall be
pro-rated so thatheir total workload, including the teaching load as defined in (i)
above, does not exceed emaf (12) of a full workloa as defined in Article 13.2
in any remaining year of service.

(i)  The distribution of the reduced workload, as defined in (ii) above, in respect of the
normal components of a full workload, as defined in Article 13.2, shall be a
matter of agreement, Ispect to (i) above, between tBgnployerand the faculty
employee.

(iv)  An Instructor or professional librarian employee shall be assigned a workload that
does not exceed o#mlf of a full workload, as defined by Article 13, as
appropriate taheir categry of employee.

(v)  The provisions of (iii) above shall apply to an instructor or professional librarian
employeemutatis mutandis

(vi)  An employee who enters into a special redui®e arrangement shall receive a
salary equivalent to orealf (50%)of theirnominal salary at the time of entering
into the arrangement, plus an additional three percent (3%) of the said nominal
salary for each year of fulilme service at Carleton in excess of ten (10) years to a
maximum of fifteen (15) years of fullme service, to produce an actual salary not
exceeding sixtfive percent (65%) of nominal salary.
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(vii)  Unless prohibited by agreement with the carrier(s)Eiimployershall provide a
reduceetime appointee with the same benefits and coverage as spétified
Article 40 for employees (except the Carleton University Retirement Plan) and
shall, where applicable, contribute to the cost of these plans on the basis of
nominal fulktime salary.

(2) For the Carleton University Retirement Plan, the reciiced apmintee
shall contribute at the rate siik percent§%) of theiractual salary.

(2)  TheEmployershall contribute to the plan at the ratesif percent §%) of
the reducedime employee's nominal salary, plus an amount equal to the
difference betweesix percent §%) of the employee's nominal salary and
six percent§%) of theiractual salary.

3) Full credited service shall be granted to each redtioeglemployee for
each year in which the provisions of (a) and (b) above apply. Where an
employee hasden employed on a redueBohe basis prior to the
application of this Article as here worded, credited service shall be
pro-rated in accordance with the level of contributibaeyelected to make
under the terms of this Article before revision.

(4) For the purposes of the Minimum Guarantee as defined in the text of the
Carleton University Retirement Plan, the employee'stifmié nominal
salary shall be used to calculate the average of the best five (5) years'
earnings.

(viii)  Normally, the employee shalike up the option on either July 1 or January 1 with
at least six (6) montldsotice provided to the appropridd@anor University
Librarian.

(b)  This special reducetime arrangement is conditional on the employee agreeing to retire
early on either Jy 1 or January 1 as follows:

reduced time at age 55 retire witliive(5) years of taking up the option
reduced time at age 56 or 57 retire witfoor (4) years of taking up the option
reduced time at age 58 or older retire witthiree @) years of takng up the option.

(c) Notwithstanding Article 9.10(g), when an employee enters into a special refiimeed
arrangement, that arrangement shall normally be considered as permanent for the duration
of their service at Carleton University.

(d) An employeeon a reducedime appointment shall be entitled to sabbaticals at times as
defined in 21.1(a) and 21.1(b). Workload and compensation during the sabbatical period
will be prorated appropriately. For the purpose of a sabbatical, a retinee@ppointee
shdl have the right to a proated accrual of sabbatical entittement based on nominal
salary. To calculate the sabbatical stipend, refer to Article 21.3(h). Workload shall also
be reduced appropriately. For example; an employee on an ongoing 50% +eaheced
appointment, in a unit where the normal teaching workload is 2.0 credits, would be



90

assigned to teach 1.0 credit.flll-time employee who has a six month sabbatical would
be relieved of 1.0 credit after completing three yeafslbtime service. Thexfore, the
50% reducedime employee who has accrued a six month sabbatical shall also be
relieved of 1.0 credit after completing three yearibftime equivalent service. This
example is meant to assist in the calculation of a variety of sabba&débkcr

13.7 Temporary Assignment of Professional Librarian Employees

€)) It is understood that to meet operational requirements it may be necessary in some
circumstances (such as, but not limited to, extended leaves of absence of other
professional libraan employees) to make temporary assignments of duties other than
those specified in the job description. Where such temporary assignment of duties is
required for a period of one (1) month or more, the employee shall receive notice in
writing which shdlstipulate:

0] the change in duties to be performed;

(i) the duration of the temporary assignment, which shall not exceed twelve (12)
months except by agreement of the employee(s) concerned;

(i) that duties, including the temporary assignment| figagjenerally attainable
within a thirty-five (35) hour week averaged over the period of the assignment;
and

(iv)  any other conditions attached to the assignment.

(b)  The professional librarian employee shall sign the notice acknowledging its reodipt, a
may add comments to the notice. A copy of the signed notice, with comments, shall be
filed with the job description in accordance with Article 11.2(b).

Article 14: Innovation Transfer, Patents And Copyright

14.1 General

€)) Protection of intellectal property includes, but is not limited to, matters of patent,
copyright, trade mark, and industrial design.

(b) Inventors, authors and other creators (hereinafter referred to as originators) have sole
ownership over their intellectual property excepeventheEmployerhas contributed any
assistance in the creation or development of the intellectual property, whether by way of
funds, facilities and/or support or technical personnel employed iyntipéoyerbeyond
that which is normally provided to origitors to carry out their usual duties. Originators
so supported have a duty to disclose intellectual property developedgmheyer
Unless specifically directed otherwise, each originator shall make such disclosure to the
Provost and Vicd’residen{Academic).
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(c) Nothing contained in this Article derogates from an employee's right to assign ownership
of intellectual property to thEmployer

(d)  An employee who assigns or agrees to assign ownership of intellectual property to the
Employershall execute all such documents as may be required in order to register or
record such intellectual property and its assignment.

14.2 Innovation Transfer

€) Innovation Transfer represents the movements of concepts, processes and products
generated and develapat Carleton University to external communities including
industry, government and society at large. This transfer of technology is undertaken in a
variety of ways including, but not limited to, publication of research results and concepts,
consulting arangements, conduct of seminars and conferences and various types of
research arrangements.

(b)  The parties recognize that Carleton University supports innovation transfer in all its
dimensions and the commercialization of the concepts, processes amctprsrderging
from the research at the University.

(c) Assistance for innovation transfer and commercialization is available through the
Innovation Transfer Office of Carleton University.

(d)  Assistance for innovation transfer may take a variety of f@uch as the following:
technical evaluation, market evaluation, prototype development, industrial contacts and
leads, business planning, new product planning, market research, financial planning,
licensing arrangements, and protection of intellectugdgmty.

(e)  Ownership

Where theEmployercontributes any assistance beyond that normally provided as
outlined in Article 14.1 (b) the originator(s) and tamployershall reach a mutually
agreeable arrangement respecting ownership which shall be redwesetintg.

() Exploitation

Exploitation of intellectual property through Innovation Transfer may be undertaken by
the owner singly or in combination with another party.

® The parties exploiting the property shall reach a mutually agreeable arramgemen
including ownership and revenue sharingathshall be reduced to writing.

(i) In the event that the employee reaches an agreement to use the offices of the
University or the Innovation Transfer Office of Carleton University, disputes shall
be handledn accordance with Article 14.6. Individuals using the offices of
external agencies should include a dispute resolution mechanism in their written
agreements.
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Article 14.2 shall not apply to intellectual property resulting from work financed by a
grart or contract where the granting or contracting body, as a condition of the grant or
contract, requires that any technology rights be assigned to it.

14.3 Patents

(@)

(b)

(©)

(d)

Patent assistance is available through the Innovation Transfer Office of Carleton
University.

Ownership

Where theEmployercontributes any assistance beyond that normally provided as
outlined in Article 14.1 (b), the originator(s) and t@ployershall each holdifty
percent $0%) of any right, title and interest to any inventionpimvement, design or
development made by the employee.

Exploitation

) Exploitation of intellectual property may take the form of patenting by the
originator singly or in combination with other agencies.

(i) The parties patenting the property $hehch a mutually agreeable arrangement
including ownership and revenue sharing which shall be reduced to writing.

(i) In the event that the employee reaches an agreement to use the offices of the
Innovation Transfer Office, disputes shall be handhealcicordance with Article
14.6. Individuals using the offices of external agencies should include a dispute
resolution mechanism in their written agreements.

Article 14.3 shall not apply to any invention, improvement, design or development
resultingfrom work financed by a grant or contract where the granting or contracting

body, as a condition of the grant or contract, requires that any patent rights be assigned to
it.

14.4 Copyright

(@)

Non Sponsored Research and Sponsored Research under which Eraployee
Retains Copyright

Notwithstanding the provisions of Article 14.1(b), the employee retains all rights related
to literary work created by that employee which includes, but is not limited to, lectures
(whether televised or not), copyright in congruprogram software, industrial design and
artistic work (hereinafter called copyrighted property), except that where such work is
covered by a signed agreement betweertthployerand the employee predating this
Collective Agreemertihe prior agreemersthall govern.
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Employer Facilitated Research

Where theEmployerhas contributed any assistance in the creation or development of the
intellectual property, whether by way of funds, facilities and/or support or technical
personnel employed by tlampoyer beyond that which is normally provided to

originators to carry out their normal duties, the originator(s)Engloyershall come to

a written agreement on the sharing of royalties from the commercialization of copyrighted

property.

Sponsored/Catracted Research with Copyright Ownership Provisions

(i)

(ii)

(iii)

Article 14.4(a) does not apply to any copyright resulting from work financed by a
grant or contract where the granting or contracting body, as a condition of the
grant or contract, requires thatyasopyrights be assigned to it.

Any employee who is employed by tRenployeror an agent of thEmployerto
edit a journal or magazine shall not own any copyright therein save and except for
articles, reviews or literary pieces writtenthgm

Where theEmployerspecifically commissions the preparation of a particular work
relating to the operations or functions of the University Bhmployermay enter

into a contract with a member the terms of which giveEimployersole or part
ownership m the copyright of any such work. TEenployershall provide the
Association with a copy of any such contract one (1) week prior to its execution.

General Provisions

(i)

(ii)

The Employershall retain a no®xclusive, royaltyfree, irrevocable, indivisie

and nortransferable right to the use, solely for Braployers internal use, of any
audiovisual recorded instructional materials, including related printed materials
which are prepared or developed by an employee in the cdutssrdJniversity
empoyment and which are produced with the assistance of direct University
funding or with the use of University production facilities free of charge or at rates
substantially lower than those of the local commercial establishments provided the
employee signa written agreement to that effect. Audigsual recorded

materials shall include films, filmstrips, film loops, tape/slide programs, series of
overhead transparencies, videotape or television programs, audiotapes, audio or
video cassettes, together withy secondary print materials which form an

integral part of the production. Where no agreement has been entered into and the
Employerwishes to use the material for internal use, then the matter shall be
referred to the Innovation Transfer, Patents @ogdyright Committee under

Article 14.6.

The Employershall retain a nomxclusive, royaltyfree, irrevocable, indivisible
and nonrtransferable right to the use, solely for Braployers internal use, of any
computer program developed in the course ohtirenal administrative duties of
the member or any program developed in relation to the storage and use of
university data and records or any program developed for use in the degree
programs of the University.
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(i)  No employee shall claim any copyrightany assessment, grading, report or
correspondence produced pursuarth&r normal administrative duties within the
University.

Exploitation of Copyright
0) The owner of the copyright has the right to exploit the copyrighted property.

(i) Such eploitation may be undertaken by the copyright holder singly or in
combination with other agencies. The copyright holder retains the right to assign
or license copyright in whole or in part to any agency assisting in the exploitation
of the copyrighted mperty.

(i)  The parties to the exploitation of a copyrighted property shall reach a mutually
agreeable arrangement including financial terms which shall be reduced to
writing.

(iv)  Inthe event that the employee reaches an agreement to use theobtinees
Innovation Transfer Office, disputes shall be handled in accordance with Article
14.6. Individuals using the offices of external agencies should include a dispute
resolution mechanism in their written agreements.

14.5 Trade-marks

Any trademark alopted or used in association with wares or services which are or may be
subject to the provisions of Article 14 shall be owned by the persons who, pursuant to this
Article, are the owners of the patent, copyright or other intellectual property in question

14.6 Dispute Resolution Mechanism

(@)

The parties agree to request the Senate to establish an Innovation, Patents and Copyright
Committee. Should Senate fail to establish such a Committee within two (2) months of
the signing of thiollective Agrementthe parties agree to create a continuing

Innovation, Patents and Copyright Committee, which shall be composed of two (2)
members appointed by tlsmployerand two (2) members appointed by the Association

with the Chairpersoship alternating betweehd Employets representatives and the
Association's representatives at each successive meeting. The Committee shall meet at
least twice annually or at the call of any two (2) members to:

() conduct such business as is referred to it;

(i) consider propsals for modifications or changes in Article 14 of thdlective
Agreementand,

(i)  mediate any disputes arising out of this Article as per 14.6(b) below.
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For the purpose of thiSollective Agreementhe complaint stage of a grievance

pertainng to innovation, patents and copyright shall be referred to the Innovation, Patents
and Copyright Committee. If the Committee is unable to resolve the dispute, the
remaining formal grievance and arbitration procedures provided for in Article 30 of this
Collective Agreemenghall apply.

14.7 Intellectual Property General Provisions

(@)

(b)

Passing of Rights

On the death of an employee or former employee any rights Wieghad derived under
this Article or any agreement made in pursuance of this Agiwd pass toheir estate.

Subcontracting by Employer

TheEmployeragrees not to enter into any agreement to subcontract the services of any
employee without securing to the employee whose services are subcontracted, all the
rights, privileges anddmefits accordethemin this Article, nor shall universities or
government departments or private companies enter into any agreement, for the purposes
of research or development or commercial exploitation or the creation of intellectual
property without scuring to the employees who may be seconded to or employed by such
consortia, departments, or private companies all the rights, privileges and benefits
accorded by this Article. If thEmployermakes an agreement contrary to this provision

and fails to scure the said rights, privileges and benefits to said employees, the
agreement shall not apply to employees unless there is a special agreement in writing
between th&mployerand the Association, upon the recommendation of the Innovation,
Patents and Cgpight Committee (Article 14.6), to waive this provision in that case.

14.8 Interpretation

In this Article the singular shall include the plural and the plural the singular where appropriate.

Article 15: Rights and Responsibilities

15.1 General

It is the understanding of the parties that the statements in this Article are not inconsistent with
the principles enunciated in tReport of the Committee on Rights and Responsibilities of
Academic Sta#ndorsed by Senate on October 26, 1976.

(@)

The rights and responsibilities of employees of the academic staff ensue from the nature
of a university, the requirements of teaching assignments, the position of a member of the
academic staff, the rightful expectations of the institution, the requiremeihts of t

students and the legitimate claims of the community. In addition to their civil rights and
civic responsibilities, the primary rights and responsibilities of employees are as specified
in Article 15.1(b) and 15.1(c).
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(b) The primary responsibilitiesf éaculty employees are teaching and research/scholarship.
In addition, they have the right and the responsibility to participate in the governance of
the University through active membership in department, school, institute, and/or faculty
bodies and, wén called upon, to participate to a reasonable extent in other University
bodies and the Association. It is understood, however, that the performance of the latter
function shall be at the level consistent with their primary teaching and research or
scholaly responsibilities.

(c) The primary responsibilities of professional librarian employees and Instructor employees
will vary from those specified for faculty employees. In particular, it is not expected that
the conduct of research/scholarship will ddnge one of their primary functions. In
general, however, their rights and responsibilities also ensue from their positions as
members of the academic sta#é€ below, Articles 15.3 and 15.4 for Rights and
Responsibilities ofnstructor EmployeesandRights and Responsibilities Brofessional
Librarian Employees)

15.2 Rights and Responsibilities of Faculty Employees as Teachers

(@) As the prime role of faculty employees is the pursuit and dissemination of knowledge and
understanding through teachingsearch and scholarship, they must devote their energies
conscientiously to the development of scholarly competence and effectiveness as teachers.

(b) It is the responsibility of faculty employees to teach the course content as defined in the
current caladar.

(c) It is the responsibility of faculty employees to deal ethically and fairly with students, to
foster a free exchange of ideas, to avoid discrimination, to respect the principles of
confidentiality in a manner consistent with the performanceedf #ttademic role and to
acknowledge their indebtedness to students in relation to their own research.

(d) Faculty employees shall have the right and responsibility to organize and structure
classroom and laboratory activities and to adopt reasonables iearaintain a learning
environment which is both productive and orderly.

(e) Faculty employees shall be conscientious in the preparation and organization of subject
matter, in the revision of that subject matter on a regular basis and shall inform their
students from time to time regarding their instructional and evaluation methods.

0] A faculty employee shall not normally miss, cancel or terminate scheduled instruction
except in the case of sudden illness or emergency and even in such cases slealerngake
effort to havetheir Chair/Directorand students notified. In other circumstances, subject
to the approval of the appropria@dair/Director arrangements for rescheduling or for a
substitute must be made in advance of missing scheduled instrititen able, faculty
shall provide any relevant extant course materials for the missed scheduled instruction to
the replacement or substitute instructors. Such materials shall be returned to the original
faculty member upon completion of the missed saleztlinstruction and cannot be used
for any other purposednstruction missed shall be rescheduled if possible with adequate
notice to the students.
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(9) It shall be the responsibility of each faculty employee to maintain the competence
required to engageffectively in teaching, research and scholarship in support of the
objectives otheirdepartment.

(h) Faculty employees shall comply with established procedures and deadlines for reporting
and reviewing the grades of their students and other suchdpreseand deadlines as
may be necessary for the well ordered operation of the University. Faculty employees
shall accept responsibility for participation in the effective operation of the University
including the academic counselling of students, asgistimegistration and assisting at
examination time as described in Article 15.2(i

(1) Faculty employees are responsible for generally assisting in the supervision of their
examinations, as follows:

0] faculty employees are responsible for the supenmw of their examinations;

(i) if the faculty employee cannot comply with this requirement, a suitable substitute
shall be appointed, with the approval of the appropriate departmental
Chair/Directoror equivalent.

() Faculty employees shall inform the dénts of the times when they will normally be
available in their offices for consultation. A copy of this information shall be posted on
the employee's office door with additional copies to the approjizdé/Directorand
Dean The times available sh&e such as are likely to be convenient for the students
and be adequate for the numbers of students involved.

15.3 Rights and Responsibilities of Instructor Employees

(@  The prime role of Instructor employees shall be to disseminate knowledge and
understanding through teaching. In addition to teaching, Instructor employees shall
undertake such other activities as may be defined bthllective Agreemenbr by the
job description for their position, where such has been agreed upon by the parties.
Instructor employees are not expected to conduct research or scholarship, other than that
directly related to their teaching or job description duties.

(b)  All Instructor employees shall have the following rights and responsibilities:

0] Instructor emfoyees shall devote their energies conscientiously to their
professional development as effective teachers. They have, therefore, the right
and responsibility to ensure their professional development as effective teachers;

(i) it is the responsibility binstructor employees to teach conscientiously and
competently courses which fall within their area(s) of professional competence
and which are, after consultation, assigned to them b@hla@/Director within
the workload provisions of Article 13;
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it is the responsibility of Instructor employees to deal ethically and fairly with
students, to foster a free exchange of ideas, to avoid discrimination and to respect
the principles of confidentiality in a manner consistent with their instructional

role;

Instructor employees shall have the right and responsibility to organize and
structure classroom and laboratory activities within the limits set by available
facilities and to adopt reasonable means to maintain a learning environment which
is boh productive and orderly;

Instructor employees shall be conscientious in the preparation and organization of
subject matter, in the revision of that subject matter in accordance with
appropriate departmental guidance, and shall inform their studentgime to

time regarding their instructional and evaluation methods;

an Instructor employee shall not normally miss, cancel or terminate scheduled
instruction except in the case of sudden illness or emergency and even in such
cases shall make evegiffort to havetheir Chair/Directorand students notified. In
other circumstances, subject to the approval oCthair/Director arrangements

for re-scheduling or for a substitute must be made in advance of missing
scheduled instructioWhen able, instictors shall provide any relevant extant
course materials for the missed scheduled instruction to the replacement or
substitute instructors. Such materials shall be returned to the original instructor
member upon completion of the missed scheduled ctgiruand cannot be used
for any other purposednstruction missed shall be-seheduled if possible with
adequate notice to the students;

Instructor employees shall comply with established procedures and deadlines for
reporting and reviewing thgrades of their students and other such reasonable
procedures and deadlines as may be necessary for therdeziéd operation of

the University. This includes responsibilities for academic counselling, assisting
at registration, and assisting in supeonsat examination times as specified in
Article 15.2() for faculty employees;

Instructor employees shall inform the students of the times when they will
normally be available in their offices for consultation. A copy of this information
shall beposted on the employee's door with additional copies to the relevant
Chair/DirectorandDean The times available shall be such as are likely to be
convenient for the students and adequate for the numbers of students involved;

Instructor employeeshall have the right to attend and take part as voting
members in departmental meetings;

Although it is not expected that the conduct of research/scholarship will constitute
one of the functions performed by Instructor employ&egructor employees

shallbe deemed eligible seek University support for such research or

scholarship
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(xi)  Instructor employees will work in cooperation with courseoaodinators;

(xi))  Instructor employees will assist when requested in the training of teaching
assistats, to an extent reasonably consistent with devoting themselves primarily
to their assigned teaching responsibilities;

(xiii)  Instructor employees will serve when requested on departmental committees, to
an extent reasonably consistent, when added to ntmgeading duties, with
devoting themselves primarily to their assigned teaching responsibilities; and,

(xiv) Instructor employees shall carry out such duties as may be requested of them by
the Chair/Directoror Dean provided such requests, togethath other
nonteaching duties, are reasonably consistent with devoting themselves primarily
to their assigned teaching responsibilities.

(xv)  Where course load release is customary for faculty employees, instructor
employees who fulfill the same dutisisall receive the same course load release.

As provided by Article 6.3(c), thEmployeracknowledges a continuing responsibility to
maintain a climate in which the academic functions of Instructor employees may be
effectively carried out, and undertkto provide Instructor employees with reasonable
opportunity to carry out their responsibilities effectively.

15.4 Rights and Responsibilities of Professional Librarian Employees

(@)

(b)

(©)

(d)

(e)

As the prime role of professional librarian employees is to furtteeptirsuit and

dissemination of knowledge and understanding through the application of their skills and
expertise as professional librarians, they must devote their energies conscientiously to the
development of their competence and effectiveness agdihsar

It is the responsibility of professional librarian employees to participate in the effective
operation of the library and to carry out the duties described in the relevant job
description.

Professional librarian employees, while complyinthwhe responsibilities in this article,
have the right and responsibility to devote their energies conscientiously taetesgirch
projects and/oprofessional developmergubject to operational requirements

It is the responsibility of professial librarian employees to deal fairly and ethically with
those to whom they render their professional services, to foster a free exchange of ideas,
to avoid discrimination and to respect the principles of confidentiality, in a manner
consistent with thegrformance of their professional role.

Professional librarian employees shall have the right and responsibility within the limits
set by available facilities to adopt reasonable means to maintain an orderly and productive
learning environment in the libma
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Professional librarian employees, if involved in scheduled weldted activities shall

not normally miss, cancel or terminate such scheduled activities except in the case of
sudden iliness or emergency and even in such cases shall make erety eif/e
notification. Adequate notice shall be given of angeheduling of cancelled activity.

Although it is not expected that all professional librarian employees will engage in
research/scholarship, those who do shall have the right tdJs@edesity support for the
research/scholarshipnd the responsibility to report on those activities in their annual
report

As provided by Article 6.3(c), thEmployeracknowledges a continuing responsibility to
maintain a climate in which the acadie functions of professional librarian employees

may be effectively carried out, and undertakes to provide professional librarian employees
with reasonable opportunity to carry out their responsibilities effectively.

Rights and Responsibilities as &cholar/Researcher

(@)

(b)

(©)

(d)

(e)

Scholarly/research activity conducted within the University shall be directed to the
objectives of increasing knowledge and understanding, or improving the scholarly
competence of the teacher and of initiating students into tilemadisciplines insofar

as is possible. In view of the first objective, it is essential that members of the academic
staff be free to disseminate the results of their research through publication, lectures and
other appropriate means.

In order to @lfill the objectives of scholarly/research activity within the University,

faculty employees shall have the right and responsibility to devote a reasonable portion of
their time to meaningful scholarship and research activities. Insofar as it is pdksible,
University will attempt to provide adequate facilities for these purposes.

Members of the academic staff shall, in their published work(s), indicate their affiliation
with Carleton University and any reliance on the work and assistance of others.

It is unethical for members of the academic staff to enter into any agreement that infringes
their freedom to publish the results of research conducted within Carleton University
precincts or under Carleton University auspices. Notwithstandinghieismay agree to

delay, for a specified period of time, publication of the results of sponsored or contract
research, provided that this condition is agreed to by theRfiesident (Research and
International).

Upon notification of a submission dathat shall be provided at least one (1) month in
advance by the relevabBean academic staff have the responsibility to provide an annual
statement to the appropriddeanconcerningheir activities in the area of scholarship

and research. Such statmhmay be submitted in the form of an email, a hardcopy or a
written notice of an update on the appropriate Carleton University website maintained by
the academic staff member.
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15.6 Rights and Responsibilities of SeHGovernance

(@)

(b)

In the context of dtegial decisioamaking and the processes of academic peer

judgement, members of the academic staff shall participate in the governance of Carleton
University through active membership in department, school, institute, and/or faculty
councils and, when dald upon, to participate to a reasonable extent in other University
bodies, according to th{Sollective Agreementpast practice and the principles embodied

in theNew University Governmedbcument.[Note that the Sena#&cademic
Governancelocument relaces theNew University Governmedbcumenit

In the course of the collegial and peer judgement deemi@king process, members of

the academic staff shall deal fairly and ethically with their colleagues, shall objectively
assess the performancetioéir colleagues when this is required, shall avoid
discrimination and shall not infringe on their colleagues' academic freedom. In addition,
they shall observe the principles of confidentiality in a manner consistent with the
performance of their collegi responsibilities.

15.7 Rights and Responsibilities as Members of the Learned Professions and of
the Community at Large

(@)

(b)

When addressing themselves to the community at large, members of the academic staff
retain the rights and responsibilities whitdw from the exercise of academic freedom.
Except when specifically authorized to speak on behalf of the University, an employee
shall not bytheir conduct purport to be speaking or acting on behalf of the University.

Outside Professional Activities

Recognizing that members of the academic staff are part of a wider community and have
responsibilities to this community in addition to their specific University obligations and,
to enhance the reputation of Carleton University, help to keep employeegh with

practice in their fields and enhance the quality of the performance of their primary
functions, the parties agree that while employees are committed-torfelemployment

with the University, unless otherwise provided for by this agreertteryt,may engage in

paid or unpaid outside professional/academic activities provided that:

0] such activity does not conflict or interfere with the fulfilment of the employee's
obligations to the University as outlined in this article;

(i) such activityis carried out in a reasonable and responsible fashion;

(i)  such activity shall not exceed past practice for the relevant faculty, Library or
school, except that an employee who wishes to spend more thaalb(i&) day
a week on a regular basis o#frapus during the academic year (September to
May) shall so advistheir DeariUniversity Librarian or director;
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upon notification of a submission date, that shall be provided at least one (1)
month in advance by the relevaariUniversity Librarian each employee shall
provide the information necessary to monttogir paid or unpaid outside
professional/academic activities to ensure that such activities do not interfere with
the normal duties of the employee.

Procedures

(i)

(ii)

(iii)

(iv)

Employees shall ndy, upon request, their departmen@iair/Directoror
equivalent, of the nature and scope of any paid or unpaid outside activity of a
substantial and continuing nature and of any changes subsequent to the last
notification.

The Chair/Directorof the department or equivalent shall report to the appropriate
Dean upon request, the total activities of employees engaged in outside
professional activities so that tBeanor University Librarian may decide

whether the employee might be requested toidens: partial leave or a reduction

in such outside activities. Such a request shall not be unreasonably denied by the
employee.

In the case of unpaid professional/academic activity, the employee concerned shall
arrange with the appropria®anor University Librarian the payment of the

costs, if any, to thEmployerassociated with any such items or services as
computer time, laboratory equipment and supplies, long distance calls, secretarial
service, reproduction services and outside mail sesvice

In relation to paid outside professional/academic activity the employee shall pay
for any computer time, laboratory equipment and supplies, long distance
telephone calls, secretarial services, reproduction services and outside mail
services usedithe course dheir activities.

Members of the academic staff have the rightadigipate in the activities oheir
learned professions and societies.

Article 16: Confidentiality and Accessto Personnel Files

16.1

16.2

It is the understanding of thargies that this article is not inconsistent with the principles
enunciated in the Senate/Board policy on Confidentiality, approved by the Executive Committee
of Senate on October 8, 1975.

An employee shall have the right to examine atheir peronnel files during normal business
hours, provided that any confidential letters of recommendation solicited shall be held
confidential except as provided for in this article. At any time, however, members may request
and shall obtain the names of thehaus of all confidential letters or assessments held in their
personnel files.



16.3

16.4

16.5

103

Employees shall have the right to have all of their files supplemented or corrected in the event of
error or inadequacy. In the event of alleged distortion, employaéshakie the right to provide
additional material for inclusion in their personnel files.

Employees shall have the right to have Emeployerprepare, at the employee's expense, copies
of their files excluding confidential letters or assessmentgpéaseprovided hereunder.

€)) No anonymous material shall be kept by Bmployerconcerning any employee. If
introduced, such material shall be sufficient in and of itself to invalidate the proceedings.
Statistical information gathered pursuanftticle 26 shall not be considered anonymous
material. Nomstatistical information gathered pursuant to Article 26, however, shall not
be exempt from the provisions of this article.

(b)  Where theEmployerplaces a signed student comment on an empbofike’

0] the employee shall be promptly advised of the substance of the complaint in such
a form as will preserve the confidentiality of the complainant(s);

(i) the employee shall be given an opportunity to place a comment or rebuttal on the
file;

(i) the student's names shall only be disclosed with their consent;

(iv)  theEmployermay only use the complaint in a career decision if the student's
names are disclosed to the employee;

(V) if the students do not consent to the disclosure of theiesatinen upon
completion of final grade reports the document, along with the employee's
rebuttal, shall be removed from the file and destroyed;

(vi) if the students' names are disclosed, the employee shall, at that time, be given an
opportunity to place turther comment or rebuttal on the file.

(c) When written student comments are retained copies shall be placed in the employee's file
in accordance with Article 16.5(b), and shall be forwarded to the employee.

(d)  Where a document pertaining to an emnyplgs performance or to a disciplinary matter,
and which has not already been sent to the employee, is to be added to the employee's file
held in the office of the Vic@resident (Academic), the relevdaeanor Director, or the
University Librarian, a copshall, subject to any confidentiality restrictions set out in this
Collective Agreementbe sent to the employee.

(e)  Except for student complaints under Article 16.5i (&), when the university receives a
signed written complaint filed with tHemploye against a CUASA member that results
in a formal inquiry or investigation, the employee will be notified within fifteen (15)
working days of the receipt of the complaint and advised to notify CUASA. A copy of
the letter advising the member to contact GA&Ashall be sent to the Association.
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() For any formal inquiry/investigation, tiiEemployershall notify the employee of any
additional steps before they occur throughout the process and inform the employee when
the process is concluded.

16.6 Personnel file of employees shall be kept only by @leairs, Dears, Directors of schools and
institutes, University Librarian and the Office of the President of the University.

16.7 Letters or assessments received in relation to the appointment of an employee shall b
confidential and shall not be shown to the candidate before ottateappointment. Such
letters or assessments shall either be destroyed or returned to the sender within three (3) months
of any appointment. Such letters or assessments, if maihtzamérary to this policy, shall not
be submitted as evidence in any subsequent proceeding involving an employee. Letters currently
in the files, and over three (3) months old, in relation to appointment shall be either destroyed or
returned to the sendwiithin three (3) months of the signing of tiisllective Agreemenand
shall not be used in any proceeding involving an employee of the bargaining unit.

16.8 (a) Letters or assessments in relation to promotion shall be solicited by the appiDpaate
University Librarian or their designates (hereatfter in this clausB¢ag. TheDean
shall request a list of possible referees from the candidate. Dieidwedesires to solicit
additional references or assessmehisyshall so inform the candidatend submit the
names of the proposed referees to the candidate who shall have the right to comment in
writing on the names suggested and to have such comments includen official
dossier.In submitting letters of reference or assessments to tmedfion Committee
whether the referees or assessors were suggested by the candidztajrifersoror the
Deanshall be indicatedSuch letters and assessments in connection with promotion shall
be confidential and shall not be shown to the candidatepéxdere the candidate
proceeds to arbitration under Article 4 (Academic Freedom) or Article 5 (No
Discrimination) of theCollective AgreementAll letters and assessments in relation to
promotion shall be destroyed at the end of the relevant periazh |&ters or
assessments, if maintained contrary to this policy, shall not be submitted as evidence in
any subsequent proceeding involving any employee.

(b)  An employee may, however, request in writinghteir Deanor the University Librarian
within thirty (30) days of the date of the President's letter which inftimeraof the final
disposition ottheir candidacy for promotion that tfi@eanor the University Librarian
retain the letters or assessments received conceh@mgandidacy. If an emplogeso
requests, thBeanor the University Librarian shall retain all letters or assessments
concerning the candidacy in question and shall submit them at the next consideration of
the candidate. Such letters shall not be retained beyond the next cdiosidgrtne
candidate, unless a new request is received. An employee may, in order to determine
whethertheyshould request the retentiontbgir letters and/or assessments, consult the
ChairDirectorof their department or departmental promotion comaeitbr equivalent
committee in the Library who may, in order to preserve confidentiality, fiveit advice
to a simple statement in favour of or against the retention of the letters or assessments in
question.
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The employee shall have the right tdomit names of referees to the appropr@air/Director

andDean or in the case of professional librarian employees the University Librarian, who shall
solicit letters or assessments from the names provided in regard to renewal of a preliminary
appointnent or to the confirmation of appointment or to the granting of tenure. Letters or
assessments or any other written material presented as evidence in regard to the renewal of
appointment, confirmation of appointment, or the granting of tenure shalg evént of a

tentative negative recommendation, be made available as a true copy to the employee concerned
prior to any final decision by the department or by a faculty review body or by the Peer

Evaluation Committee or by the University Librarian. At kel of the Senate Tenure Appeal
Committee as applicable all written assessments in regard to a negative recommendation shall be
made available to the employee concerned at the time they are presented to the committee or, at
the discretion of thEmploye at any earlier date.

Letters of reference and/or assessments shall be made available in their entirety when called for
by the provisions of this agreement, to the relevant departmental, faculty, or library committees
and, in the case of appealgrrevance, to the Senate Tenure Appeal Committee, the Promotions
Appeal Committee, as appropriate. The members of such committees shall treat such letters and
assessments as confidential.

Letters or assessments or any other material presentemi@scoe in a proceeding for dismissal

for cause shall be made available to the individual faculty employee concerned, according to the
procedures opart three §) of Appendix A In the case of Instructor employees and/or

professional librarian employea# such material shall be made available to the employee or
theiradvisor at the commencement of the formal grievance stage pursuant to ArBabe, 20.

the discretion of th&mployer at an earlier date. True copies of letters or assessments shall be
supplied to the employee concerned.

The parties agree that employees of Carleton University anadgees! of the Association have a
right to privacy in their personal communications and filesstivr on paper or in electronic
form, and the partiesndertake to respect that right to the fullest extent possible. Perdesmal
mean those which are not maintained for universitpses or business, and personal
communications includes those that are stored or traedfetectronically on university
computer systems. Personal files and communications do not includeidize fié of

employees of Carleton University, materials pertaining to studem#fj@al records of
universitycommittees and are intended to include files regpgorr asso@ated with research
conducted or proposed by an employee except where govermeig$ of disclosure. Nothing
herein shall interfere with themploye6 s r i g ht s @&sidcluding theneed soiglaid | i t
against illegal activities, the need to meencerns about liabil, the need to comply with the
law or an order of a court, or the need to protect the security or health of individuals.

In accordance with Article 7, titemployerhas a right to confidentiality in its documents, files
and oficial records so designated whether on paper or in electronic form with respect to the
responsibilities and functions of teenployet
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16.14 Access to Information Requests

When theEmployer receives a request pursuant to the Ont&needom of Informadn and
Protection of Privacy AdR.S.0. 1990, c.F.31, which requisemember to provide information, the
member shall be advised that they should contact the Association

Article 17: Financial Stringency ad Program Redundancy

17.1 (a) Subject to Aricle 17.12 below, in the light of the parties’ recognition of the primacy of
the University's academic mission and in light of their desire to preserve the academic
integrity of Carleton University, the Board of Governors shall not declare a state of
financial stringency and/or initiate lagffs of a member or members of the bargaining
unit except on reasonable financial grounds and after rigorous economies have been
introduced in all sectors of the University.

(b) Prior to any declaration of financial stgency and/or the initiation of any kajffs of a
member or members of the bargaining unit, the Board of Governors shall establish a
Financial Commission of three (3) persons whose membership and terms of reference are
set out below.

(c) Financial Commission

Within ninety (90) days of the signing of ti@®llective Agreementhe parties shall

establish an agreed list of names of persons who shall be from outside the Carleton
University community and from among whom these three (3) persons skalbsen.

Within thirty (30) days of a decision to establish a Financial Commission, the parties
shall select three (3) persons to serve. In the event that the parties cannot agree upon
three (3) persons to serve on the Commission, each party shall nar(l® person from
outside the Carleton University community to serve and the two (2) persons from outside
the Carleton University community so named shall choose a third from outside the
Carleton University community who shall serveCimirpersorof the Commission.

Failing agreement of the nominees to selgChairpersormwithin ten (10) days, the
parties shall ask an arbitrator from the list of arbitrators agreed to by the parties and
specified in Article 30.11 of th€ollective Agreementb serve a€hairpersoror, if they
areunable to act, to appointGhairpersorirom outside the Carleton University
Community.

(1) The Terms of Reference of the Financial Commission shall be:

Q) to assess whether in the light of a full examination of Carletondusity's
financial situation the University has a financial emergency involving
deficits which continue for more than one (1) financial year, which are
projected by generally accepted accounting methods to continue, the
persistence of which will seriousiyhibit the functioning of the existing
academic units;
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2 to assess whether in the light of the primacy of Carleton University's
academic mission and in light of the Board's desire to preserve the
academic integrity of the institution a decision to hes@ financial
emergency through lagffs of a member or members of the bargaining unit
IS reasonable;

3 the Report of the Commission shall be advisory to the Board of
Governors, and shall be submitted to the Board within sevmety75)
working daysof the first meeting of the Financial Commission, and shall
be made immediately available by the Board to the Association and the
Senate in the event that the Board declares that the state of financial
stringency exists and/or initiates {affs of a membr or members of the
bargaining unit;

4 the Commission shall have access to any and all data and documents
which it deems relevant to its study, and shall have the power to call for
submissions from any individuals or groups it chooses. Notwithstanding
the preceding, the Association, the Faculty Boards and the Students’
Association shall have the right to make written and/or oral representations
to the Financial Commission.

17.2 The parties agree that no later than one (1) week following a declas&financial stringency
pursuant to Article 17.1, the parties will meet in an effort to find methods of reducing
expenditures under th@ollective Agreemenivhich could avoid or reduce the number of
lay-offs in the Bargaining Unit. These discussions bdllimited to financial matters described
in this Collective Agreement

17.3 Procedures Relating to Identification of Faculties, Departments,
Programmes, Schools, Institutes, Colleges, the Library, and Fields within
Departments which May be Affected

(@)

(b)

Without in any way diminishing the right of Senate to satisfy itself that all the necessary
economies have been made in all other sectors of the University, the parties recognize the
right of Senate to determine finally the academic priorities of the hifyeand the right

of the Board to determine the size of the budgetary reductions required within the
academic sector pursuant to its declaration of financial stringency.

The procedures outlined in tAgpendix D of thisCollective Agreemenithe Document

on the Release of Teaching Staff in Timdamdncial Stringencyapproved by Senate,
December 11th, 19F4hereafter referretb as thd=inancial Stringencypocumenshall

apply provided only that, should the Senate fail or decline to recommendrtiieer of

teaching staff appointments to be discontinued within any given Faculty within two (2)
months of the Board's declaration, the determination of the numbers shall be governed by
the procedures outlined in Article 17.10. Where the Board is nistiedithat Senate's
determination is consistent with the Board's decision on the size of the budgetary
reductions required, the Board may refer the matter to an Academic Commission in
accordance with Article 17.10(a) to (d).
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17.4 Procedures Related to Ientification of Individual Faculty Employees

(@)  The procedures outlined in tRénancial Stringency Documeshall apply, except as
modified by Articles 17.4, 17.7, and 17.8.

(b) Should the process of identification of individuals in any-soit(s) notbe completed
within two (2) months from the completion of procedures outlined in Article 17.3 then
the procedures outlined in 17.10 shall apply.

17.5 Procedures Related to Identification of Individual Professional Librarian
Employees

In the event thatiiancial stringency is declared by the Board of Governors pursuant to Article
17.1 and makes necessary-tidfs of a professional librarian member or professional librarian
members of the bargaining unit, the following procedures will apply:

(@  The Univasity Librarian, in consultation with the University Library Committee, shall
within six (6) weeks apportion the designated cutbacks. The University Library
Committee comprises the University Librarian, eight (8) members elected by and from
the professioal librarian employees, five (5) members chosen by the Senate Executive
Committee and two (2) members chosen by the University Librarian. The decision as to
the designation of individuals shall be based on the need of the Library to maintain a
balance ofervices, and on the relative merit of the individual as a professional librarian.

(b)  The University Librarian shall within two (2) weeks of the apportionment of the cutbacks
maketheirrecommendation to the President.

17.6 Procedures Related to Identification of Individual Instructor Employees

In the event that financial stringency is declared by the Board of Governors pursuant to Article
17.1 and makes necessary-tdfs of an instructor member or instructor members of the

bargaining unit, the decisicas to the designation of Instructor employees to be laid off shall be
based on the need of the department to maintain its academic programme as well as the relative
merit of the Instructor employee's performance as exemplified in teaching. The preaeshae

to identify members of the Instructor ranks to be laid off shall be the same as those for faculty
employees.

17.7 Implementation and Grievance

(@ Following the completion of the procedures laid down for faculty employees in the
Financial Stringecy Documenbr after the completion of the alternative procedures in
Article 17.10 and/or following the completion of the procedures laid down for
professional librarian and Instructor employees in Articles 17.5 and 17.6 of this
Collective Agreementhe Resident shall write, by registered mail with receipted
delivery, to those employees who are to be laid off indicatinghlesivill be so
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recommending to the Board of Governors and giving the individual(s) concerned in
writing the reasons based on th&abk$ished criteria as defined in tReancial

Stringency Documertart VII for faculty employees and/or in Articles 17.5 and 17.6 of
this Collective Agreemerior professional librarian and Instructor employees
respectively.

Should an employee whots be laid off because of the declaration of financial
stringency wish to grieviheir selection for layoff, theyshall do so under the grievance

and arbitration provisions of Article 30 of tillective Agreement Theinformal stage

of Article 30 shd not apply in such cases, and any grievances shall be initially dealt with
by the Grievance Su6ommittee. The grievor must submit the grievance in writing to
the Grievance SulEommittee within fourteen (14) days of receipt of the President's letter
pursuant to Article 17.7(a).

17.8 Compensation and Protection of Benefits of Laiebff Employees

(@)

(b)

(©)

(d)

(e)

Compensation and notice for laadf employees shall be as follows:
) fifteen (15) months' notice or twelve (12) months' salary in lieu of notice; plus

(i) one month's salary for each year of service at Carleton to a maximum of twelve
years' service, or six months' salary, whichever is greater; plus

(i)  onehalf month's salary for each year of service at Carleton since the last
sabbatical leave, to aarimum of six years' service.

Upon receipt of notice of lagff the employee shall have the option of taking salary in
lieu of notice as provided in Article 17.8(a)(i) above.

Notwithstanding the preceding, individuals fifiye (55) years of ge and older shall
have the choice of applying the provisions of Article 22.6 or Article 40 (early retirement)
in place of the provisions specified in Article 17.8(a) above.

Any laid-off employee andheir spouse and dependent(s) eligible for fregdniat the
time of layoff shall continue to be entitled to free tuition benefits unless the employee
refuses recall pursuant to Article 17.8(c).

Employees with tenure at the time ofafy shall have the right of first refusal for a

period of threg3) years for each and every available positiothéir field and in any

field in whichthey arecompetent. Any other employee shall have the right of first refusal
for a period of one (1) year for each and every available positibeiirfield and inany

field in whichthey arecompetent. Notwithstanding the above, alldaftlemployees

shall be automatically considered for each and every available posittogirifield for

four (4) years from the date of Fayf.
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Employees to be recalledahbe notified by registered mail at their last known address.
Should more than one employee be eligible for recall in the same field, preference shall
be given to the employee with the longest service at Carleton University at the time of
lay-off, provided that their academic qualifications for the position are substantially
equal.

Recalled employees shall be given three (3) months to decide whether they wish to accept
recall and shall be entitled to a reasonable period of time to fulfil other ymghd
commitments before resuming their duties.

A laid-off employee shall forfeit all rights to automatic consideration under (c) above if
theyrefuse an offer of recall pursuant to Article 17.8.

17.9 Hiring Freeze

TheEmployershall impose a hirinfreeze from the date of any declaration of financial
stringency until the identification of individual employees to be-tdfchas been completed and
the employees notified by the President.

17.10Alternate Procedures in Connection with Financial Stringency

The parties agree, pursuant to Article 17.3 ofGb#ective Agreementhat should Senate fail or
decline to determine the number and distribution of faculty appointments to be discontinued
within two (2) months following a declaration of financsalingency, the following procedures
shall be substituted for those outlined in Part V (Senate Rokg)méndix D the Document on
the Release of Teaching Staff in Times of Financial Stringgymyved by Senate, 11th
December, 1974

(@)

(b)

(©)

(d)

an academicammission shall be chosen consisting of three (3) members, one (1) of
whom shall be chosen by the President, one (1) of whom shall be chosen by the
Association and the third to be mutually agreeable to the first two (2). In the event of
disagreement, thBismissal ReviewChairpersorappointed undeAppendix A:
Procedures for the Dismissal with Cause of Faculty Memsies§ appoint the third
member;

the Academic Commission shall be named within one (1) week of a decision of Senate to
decline jurisdidbn or after the time period stated in Article 17.3 of @@dlective
Agreementas expired;

the Academic Commission shall determine the number and distribution of faculty
positions to be discontinued according to the principles and assumptionsvaidrdthe
Financial Stringency Documerdand,

the Academic Commission shall within two (2) months report to the Board of Governors
through the President with copies to the Acaddb@ars and the Association.
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(e) the parties agree, pursuant to Aeid 7.4 of theCollective Agreementhat should one or
more of the basic academic units (departments, schools, institutes, centres and such other
basic academic units as may be created) fail or decline to identify faculty appointments to
be discontinuedrad/or to identify the individuals to be laid off, the following procedures
shall be substituted for those outlined in Part VII (Department Rokppendix D (the
Document on the Release of Teaching Staff in Times of Financial Striraggroyed by
Senag, 11th December, 1974):

) within one (1) week of a departmental (or equivalent) decision to decline to
perform the role assigned to departments irFihancial Stringency Document
within one (1) week of the decision of the appropria¢anfollowing
consultation with the departmenthair/Directorthat the department has failed
to perform its role, a committee shall be appointed;

(i) the committee shall be composed of Beanof Arts and Social Sciences, the
Deanof Engineering, th®eanof Graduate Studies and Research, Breanof
Science and thBeanof Public Affairs and th®eanof the Sprott School of
Business, and shall be chaired by Breanof the faculty of which the department,
school or institute is a suimit;

(i)  the committee sl select those individuals who shall be laid off according to the
principles and assumptions laid down in Eieancial Stringency Document, Part
VII;

(iv)  the committee shall report its findings within six (6) weeks to the appropriate
Deanwith a copyto theChair/Directorof the affected department. The
committee shall in its report give a reasoned assessment in which it reviews the
evidence in relation to Section 5, Items (a) through (e) of Part VII dfittencial
Stringency Documenand,

(V) ead individual designated for lagff shall receive a copy of the committee's
report pursuant to Article 17.7(a).

17.11 Any instructional program which is selinding (i.e. exclusively funded from student fees, or
which is funded to the extent bty percent 60%) from sources outside the University's normal
operating funds), shall be exempt from the provisions of Article 17, with the exception of Article
17.8(c), (d), (e) and (f); and such programs may be terminated in whole or in part at the
discretionof theEmployer In place of the provisions of Article 17 (excepting Article 17.8(c),

(d), (e) and (f)), the following provisions shall apply:

€)) Any employee holding a preliminary, tenured or confirmed appointment who:

() has accepted transfer or sedment to any instructional program which isself
funding (i.e. exclusively funded from student fees, or which is funded to the
extent offifty percent 60%) from sources outside the University's normal
operating funds); or
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(i) who is in a program whitover time becomes sdlinding (i.e. exclusively from
student fees, or which is funded to the exteriifiyfpercent 0% from sources
outside the University's normal operating funds), shall be reassigned to regular
duties within the University or tanother program without loss of rights,
privileges and benefits.

(b)  Where such a program is to be partially discontinued, subject to Article 17.11(a) above,
anad hoccommittee shall be struck to advise the appropba@nas to the members of
the bargaing unit to be released.

(c) Thead hoccommittee shall consist of the director of the program involved (as
Chairpersop one (1) member to be chosen by Employer one (1) member to be
chosen by the relevant faculty board, and one (1) member tamberchy the director.
Considerations of this committee shall be subject to Article 17.11(a) above.

(d) In identifying members of the bargaining unit whose employment is to be terminated for
financial reasons, the committee shall apply criteria consigiéimiArticle 17.6
(Procedures Related to Identification of Individual Instru&miployees). The
Committee should be guided by criteria set out in Article 12.2 (CriteridoéEvaluation
of Instructor Employee$rinciples).

(e)  Any member of the baggning unit whose employment is terminated under the provisions
of Article 17.11 shall have full recourse to the provisions of Article 30 (Complaints,
Grievances and Arbitration).

The parties recognize the authority of Senate to declare progranmsleed. The parties agree to
implement any resolution(s) of Senate on redundancy matters by memorandum of agreement to
be negotiated and approved by JCAA within one month of Senate's resolution(s), for ratification
by the parties and incorporation int@tollective Agreementf the parties fail to agree within

one month of Senate's resolution(s), then the following provisions shall appbtis mutandis,

to any layoffs for reasons of program redundancy: Part VI through IX oFthancial

Stringeny Documentand Article 17.6, Article 17.7, Article 17.8 of tlmllective Agreement

In the event that the procedures referenced in Part VI through IX Birthacial Stringency
Documentre not completed after two months, then Article 17.10(e) shally aputatis

mutandis

Article 18: Rights and Privileges Of The Association And Its Members

18.1

18.2

The Employeragrees to provide the Association, at a reasordialege(as referred to in the
Letter of Intent re: CUASA Offices Rent Increases and Calouldflethodology)with the use
of suitable, serviced, office space, with telephondgdijpand with the use of the internal
University postal service.

Subject to availability, th&mployerwill allow the Association to use Carleton University
reproduction services, computing facilities, and audiovisual equipment atanadesn the same
basis as those applicable to other internal University users.
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Subject to availability, th&mployershall provide the Association with suitable meeting rooms
as required, free of charge, provided this can be done without interrupting the instructional
programs of Carleton University.

A member's service to the Association shall be considered in assessment of workload and the
evaluation of performance. lhdse contexts, it shall be treated in the same manner as similar
duties performed in departmental, faculty and University committees, and administrative duties
undertaken for learned or professional societies.

The Association shall have the rightitave an observer present at open University meetings and,
subject to the usual consent of the University body meeting, to make representations to such
meetings.

The Association agrees to provide t@ployerwith a current list of Association repregatives
from time to time with whom thEmployerwould be expected to deal in regard to the
administration of thi€ollective Agreement

The Association shall have the right at any time to call upon the assistance of representatives of
the Canadiar\ssociation of University Teachef€AUT) and the Ontario Confederation of
University Faculty Association®CUFA). Such representatives shall have access to Carleton
University premises to consult with members, Association officials dEtimgloyer Access in

this Article shall not include the right of CAUT or OCUFA representatives to call meetings on
Carleton University's premises.

(&) The President of the Association, the Grievance Policy and Administration Committee
Chairpersorand the Collectiv®argaining Committe€hairpersorshall not be required
to teach more than one full course, or its equivalent, during the term of office, without
prejudice to their salaries, benefits or any rights and privileges within the University.
Where the PresidengrievanceChairpersoror Collective Bargainin@hairpersons a
professional librarian, the workload reduction under this Article shall be negotiated by the
parties at JCAA. Disputes about the assignment of duties to these employees shall be
referred forresolution to the Joint Committee for the Administration of the Agreement.
This arrangement is understood to be a special provision, applicable only to this Article
and without prejudice to the more general arrangements for reduced worklogdowith
rated pay specified in Article 13.6.

(b)  On conclusion otheirterm as Past President or as GrievadDicairpersorof the
Association, the Past President and the Grievamagrpersorof the Association shall be
entitledmutatis mutandito the provisions oArticle 25.1(b). These provisions shall
apply totheirfull terms as Presideitilect, President and Past President artbdwterm
as Grievanc€hairperson

(c) The Association has the right to purchase fromBimployer at the appropriate contract
instructor rates, up to three (3) falburse equivalents per contract year and during a
bargaining year, up five (5) fullourse equivalents, to be distributed at the discretion of
the Association. Payment by CUASA for a contract instructor replacenmmritiagent
upon theEmployerhiring a contract instructor to teach a course which would normally
have been taught by the individual to whom the release applies. For professional librarian
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employees, a fultourse equivalent shall be deemed to be one wpday per week over
the contract year.

Article 19 deletedMay 01, 2014

Article 20: Leaves

20.1 Leave of Absence Without Pay

(@)

(b)

(©)

(d)

(e)

(f)

With the exception of leave of absence for compassionate reasons, at least six (6) months
prior to the beginning of the leawf absence without pay, a faculty employee must

submit a written statement to the appropriaéandescribing in detail the nature and

location of the activities to be undertaken during the leave period. If no detailed

statement is provided or if tH&eanis dissatisfied with the statemetiie Deanin

consultation with the department, may seek revision of the statement; if no satisfactory
revisions of the statement are forthcoming,Ble@anmay recommend to the President that

the leave be denied. lacses where | ess than six (6) mo
leave is provided, such requests may be considered but approval of leave in this instance

is less assured.

If applied for in accordance with 20.1(a) permission for leave of absence without pay
shall be considered with due regard to the continued effective functioning of the academic
program and the needs of students. Permission may be denied where it would cause an
adverse impact on the academic program or the needs of students. Leavaad abse
without pay under this Article shall not, except by agreement betwe&mthyerand
employee, normally exceed two (2) consecutive years except for Political Leave as
provided for in Article 20.3. Leaves of absence without pay shall not be renéugd.
additional leave of absence without pay must be requested in accordance with Article
20.1(a).

An employee on leave of absence without pay shall continue as a member of the
academic staff and a member of the bargaining unit.

Except as providein Article 13.5(c), an employee on leave of absence without pay shall
be required to maintain membership in the benefit plans in force, provided the plans so
permit and that the employee pays the total cost involved.

The Employershall, on the dayollowing completion of leave of absence without pay,

credit to the employee for the purpose of a sabbatical, tenure, confirmation and promotion
any period of service which stood to the employee's credit on the day prior to the
commencement of such leave.

An employee on leave of absence without pay shall receive such addittbes to
nominal salary as shall be implemented, as a result of collective bargaining from time to
time during the period of the leave and shall be eligible, under the condieasied in
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Article 41.3(g), to have career development increments addbditmominal salary.
The eligibility of an employee for a career development increment shall be specified in
the written communication referred to in Article 20.1(Q).

Three(3) months prior to the commencement of such leav&mhgloyershall inform the
employee in writing of all agreed terms and conditions upon which the granting of leave
is based, including a reference to the specific section(s) Gfdiective Agreement

which governs the type of leave granted and specifying a deadline for acceptance or
rejection of the said terms and conditions.

The employee shall not be deemed to have accepted the terms of such leave of absence
until they haveso notified theEmployerin writing. Failure to accept within the deadline
specified in Article 20.1(g) shall be deemed to constituteatmeptance.

Once accepted by the employee, the employee becomes responsible for any cost to the
University arising directly out of subsequent change altering the arrangements with
respect to such leave.

Leave for Academic and Professional Development

(@)

(b)

(©)

(d)

(e)

(f)

In order to satisfy Carleton University's future needs for particular skills and
gualifications and to permit employees tdfifuheir professional commitments, the
Employermay grant study leaves or retraining leaves, with full, partial, or without pay.

In particular, theemployershall provide financial support to employees who undertake
programs of retraining with thegeeemat of theEmployerin order to #ect internal
transfers and to provide for a higher level of instructional flexibility.

In the case of leave for retraining the employee shall continue to receive full benefits and
shall earn credit toward a sattizal, tenure, confirmation and promotion and full

eligibility for career development increments. An employee on leave for retraining shall
receive such additions theirnominal salary as shall be implemented, as a result of
collective bargaining, frortime to time during the period of leave and shall be eligible to
have career development increments added to the nominal salary.

In the case of study leave, such leave shall be governed by Article 20.1, Leave of Absence
Without Pay, and Article 13.Reduced Workload with PyBated Pay, except that
financial compensation shall be by arrangement betwedbntipdoyerand employee.

Three (3) months prior to the commencement of such leaventipdoyershall inform the
employee in writing of all agreeterms and conditions upon which the granting of leave

is based, including a reference to the specific section(s) @fdtective Agreement

which governs the type of leave granted and specifying a deadline for acceptance or
rejection of the said term&d conditions.

The employee shall not be deemed to have accepted the terms of such leave of absence
until they haveso notified theEmployerin writing. Failure to accept within the deadline
specified in Article 20.2(e) shall be deemed to constitateatceptance.



(9)

116

Once accepted by the employee, the employee becomes responsible for any cost to the
University arising directly out of a subsequent change altering the arrangements with
respect to such leave.

20.3 Political Leave

(@)

(b)

Parliament of Canada or a Provincial Legislature

An employee who is a candidate for office or who is elected to the Parliament of Canada
or a Provincial Legislature may make application through the appropeaieor

University Librarian to the President for leave whghall be subject to the following
conditions. Such leave shall not be unreasonably withheld.

) The employee shall make every attempt to give the greatest possible notice of
intention to run for one (1) of the above offices and shall actively caepera
arranging for substitutions necessary to ensure the uninterrupted continuation of
the academic program of Carleton University.

(i) Leave with pay will be granted upon application and subject to satisfactory
arrangements being made under (i) abbwy@ny candidate who satisfies the
conditions of the appropriate election expenses act, for the period between the
issuing of the writs of election and the return of the writs, or for a two (2) month
period, whichever is shorter.

(i) If elected to onel() of the above offices, the employee shall be entitled to leave of
absence without pay duririgeirterm of office except that such leave of absence
and the person's employment will automatically be terminated tingam
re-election to office unless +&lection occurs within twentfour (24) calendar
months after the first election. In the latter case the person's leave of absence and
employment will automatically be terminated on the next subsequelgaton
to office.

Public Office (Other than the Parliament of Canada or a Provincial Legislature)

An employee who is a candidate for or is elected to public office, other than in the
Parliament of Canada or a Provincial Legislature may make application through the
appropriateDeanor University Libarian to the President for partial or full leave of
absence which shall be subject to the following conditions. Such leave shall not be
unreasondly refused.

) The employee shall make every attempt to give the greatest possible notice of
intention torun for public office and shall actively cooperate in arranging for
substitutions necessary to ensure the uninterrupted continuation of the academic
program of Carleton University.

(i) Leave without pay may be granted upon application for a period ofior@ than
two (2) months in the time immediately prior to the date of the election.

(i) If elected to public office, the employee shall be entitled to either partial leave of
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absence witlpro-ratedpay or full leave of absence without pay durihgirterm
of office. Such leave shall in no case exceed a period of five (5) years.

Court Leave

Paid leave shall be granted to any employee reqtorbd a withess or juror by angdy in

Canada with powers of subpoena. The employee shall notify titoe aeademic officer
immediately uportheir receipt of notification that the employee will be required to attend court
and present proof of service requiring attendance.

Sick Leave

€)) In cases where employees of the bargaining unit are legitinadisgnt from their duties
because of iliness, they shall be entitled to full salary and all other benefits for a period of
one hundred and eighty (180) calendar days or until benefits under the Groupdrang
Disability Plan come into effect, whichever yrae the shorter of the two (2). The
Employershall be entitled to request a medical certificate indicating that the employee is
unable to fulfiltheir duties, in all cases of absence in excess of five (5) working days.
Employees shall notify the apprage Deanor the University Librarian of their absence
and its estimated duration. Insofar as reasonable, other employees shall assume the
workload of persons on sick leave in order to ensure that scheduled academic activities
need not be cancelled.

(b) In case of absence of three (3) months or more due to illnegsmihleyermay, at its
discretion, require that the employee be examined by a medical practitioner of the
employee's choice, for the purpose of evaluating the employee's fithess to retark. to
Such examination may only be requested after the employee indicatéejhatend to
return to work.

Compassionate Leave

It is recognized that certain circumstances may arise in the employee's personal or family life
which may requir¢heir absence from the University for a limited period of time. Notification of
such absence shall be made before departure, whenever possible, to the appegate
University Librarian who may authorize leave with pay. Normally such leave shall restdexc
five (5) working days.The Deanor University Librarian may, in exceptional circumstances,
extend this period.
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20.7 Parental Leave

An employee shall, upon application, be granted maternity leave subject to the following
conditions:

(@)

(b)
()

(d)

(e)

(f)

Applicationfor maternity leave shall be made fifteen (15) weeks prior to the expected
termination of the employee's pregnancy and shall be supported by a certificate from a
gualified member of the medical profession.

The employee shall have the right to congitner regular duties during pregnancy.

Employees appointed in accordance with Article 37 for a term of one (1) year or less shall
not be eligible for the provisions in Article 20.7 below unless and until they have been a
continuing member of the baigang unit for one (1) year.

The maximum period of maternity leave shall be seventeen (17) weeks. Such leave may
begin no earlier than the eleventh week before the expected date of delivery. If additional
time is required the employee may apply fave without pay pursuant to Article 20.1.

) For the first twelve (12) weeks (or less if the leave is of shorter duration) of
maternity leave the employee shall continue to receive her regular salary. The
Employershall maintain regular contributis to the benefit plans.

(i) For the last five (5) weeks (or less if the leave is of a duration shorter than
seventeen (17) weeks) of maternity leave the employee aiarthyershall
continue to pay their respective shares of the cost of maintaimerentployee's
membership in the benefit plans.

As an alternative to paragraph (e) above, the employee may elect benefits as follows:

0) for the first two (2) weeks, themployerwill pay 95% of the employee's regular
salary;

(i) for the next fiteen (15) weeks, the employee will claim maternity benefits
pursuant to the Employment Insurance Act and Regulations;

iii in addition, theEmployerwill pay the difference between the benefits set out in
(i) in additi heEmpl ill he diff b he benefi [
(i) above and 95% of the employee's regularrgala

(iv)  the employee and tHemployershall continue to pay their respective shares of the
cost of maintaining the employee's membership in the benefit plans;

(V) the combined weekly level of Unemployment Insurance Benefits, Supplemental
Unemployment Beefits, and any other earnings will not exceed 95% of the
employee's regular weekly salary.
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Benefit pursuant to paragraph (f) above is contingent upon the employee's eligibility for
and application for maternity benefits under the Employment Inseiracicand

Regulations. Should the employee be ineligible or fail to apply for such benefits, or
should the Act or Regulations be amended during the term of this agreement so as to
reduce or eliminate the benefit available as set out in paragraph e athe

provisions of paragraph (e) above shall apply.

Parental leave shall count as time worked when calculating items such as sabbatical
entittement and credited service for the Retirement Plan.

On returning from parental leave the employeaie placed itheir former position or
in a position equivalent tiheir former position with no loss of seniority.

The employee shall adviseeirimmediate supervisor d¢fieirintention to return at least
two (2) weeks prior to the intended dafeeturn.

Subject to the approval of the Human Resources Development Canada, an employee who
is eligible for parental leave benefits pursuant to the Employment Insurance Act shall,
upon application, be entitled to parental leave with Supplemen&ahployment

Benefits as provided in Article 20.7(f) of tiimllective Agreementor the period of

benefit eligibility set out in the Act.

20.8 Annual Leave

20.9

(@)

(b)

(©)

Subject to (b) below, all employees shall be entitled to annual leave of one (1) calendar
moni.

Professional Librarian employees shall receive twénty(22) working days annual
leave. After fourteen (14) years of service, such employees shall receive-tiwerb)
working days annual leave.

Employees shall arrange their vacationiqei(s) in consultation with their department
Chair/Directoror equivalent. Every effort shall be made to comply with employees'
requests in scheduling annual leave with due regard to the continued effective functioning
of the academic program and the aeef students. In the case of faculty and Instructor
employees, th€hair/Directorshall provide the approprialzeanwith a schedule

indicating when employees will be on vacation.

Statutory Holidays

Statutory holidays for faculty employees andttuctor employees shall be governed by past
practice for faculty employees. Professional librarian employees shall be entitled to the
following official statutory holidays acknowledged by Carleton UnitgrsNew Year's Day,
Family Day Good Friday, Ester Monday*, Victoria Day, Canada Day, Civic Holiday (August),
Labour Day, Thanksgiving, Christmas Day, Boxing Day,-bak () day prior to Christmas or
New Year's Day.
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If any other day is proclaimed by the Federal, Provincial, Regional or Civic Gogatras a
statutory holiday, its recognition shall be referred to the Joint Committee for the Administration
of theCollective AgreementWhere possible themployershall attempt to provide additional

time off during the Christmas/New Year period. Pssfenal librarian employees shall be

advised by the University Librarian of the specific details well in advance of the holiday season.

* The University is open on Easter Monday each year and some librarian employees will be scheduled to
work on that day If a librarian employee is required to work on Easter Montreywill receive a
mutually convenient alternative day off with pay.

Article 21: Sabbaticals

21.1 Faculty Employees

In recognition of the fact that faculty employees are required asdition of their employment,

to continue to develop as scholars and researchers throughout their caréargldyer

maintains a policy of sabbaticals intended for academic study, research, writing, or travel for
investigation purposes, or retrainingpesvided for under the provisions of Article 38, that
provides means by which faculty employees increase their knowledge, further their research,
stimulate intellectual interest, strengthen their contacts with the awadlel community of

scholars, and tluenhance their contribution to the University on their return.

@) Subiject to (c) below, each faculty employee is entitled to a sabbatical of twelve (12)
months after every six (6) years of ftilne oncampus service at Carleton University
which shall hclude periods designated as research release time. The number of years
service in relation to sabbatical entitlement and the length of a sabbatical may be
modified according to the terms of this Article.

(b)  As an alternative to a fullear sabbaticalnder 21.1(a) above, a tenured or confirmed
employee may elect to take a-snponth sabbatical after three years of-tuthe on
campus service at Carleton. Such a sabbatical shall start on either July 1st or January 1st
at the discretion of thEmployer The conditions of Article 21.1(d) shall apply.

(c) In the event that the faculty employee is entitled to a sabbatical but has not been granted
tenure, the sabbatical to which a faculty employee is entitled shall be delayed until tenure
is granted. Notwitstanding Article 21.4(e), in the event that a faculty employee
accumulates more than six (6) years service prior to achieving tenure, all such years of
service in excess of six (6) years accumulated prior to achieving tenure may be carried
overtowardstae e mpl oyeeds next sabbatical

(d) A faculty employee must inform, in writing, the departme@tiaair/Directoror
equivalent and the appropriddeanof the intention to take a sabbatical no later than
October 31 (th&mployer however, may extend this d#iae) in the year prior to the
academic year in which the planned sabbatical is to take place. Such statements of intent
may be withdrawn by the faculty employee no later than six (6) months prior to the
effective start date of the sabbatical, but subeetly only with the agreement of the
appropriateDeanand the President.
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Where possible, at least six (6) months prior to the beginning of the sabbatical and in any
event no later than three (3) months prior to the beginning of the sabbaticalfya facul
employee must submit a written statement to the approf@egadescribing in detail the
nature and location of the activities to be undertaken during the sabbatical period, and
estimating travel expenses and expected income, if any, over and abooentiaé

sabbatical allowance. If no detailed statement is provided or de¢hais dissatisfied

with the statementhe Dean in consultation with the department, may seek revision of

the statement; if no satisfactory revisions of the statement anedaring, theDeanmay
recommend to the President that the sabbatical be denied for that year. Applications shall
not be unreasonably denied. If a sabbatical is delayed under these conditions, the
employee shall not be entitled to an increment in stip@nthe year in which it is

denied. When the President informs a faculty employedttegimay proceed on
sabbaticaltheyshall do so in writing specifying the purpose for which the sabbatical is
granted, and any terms and conditions, including trawahiclle, and research material,
equipment, and support arrangements which are attached to it.

All faculty members shall automatically gain one (1) year of sabbatical entitlement for
every two (2) years of fulime equivalent service in a universigathing position

elsewhere since their last sabbatical, if any, prior to their appointment at Carleton
University provided that such service was continuous and contiguous to the appointment
at Carleton, and was credited service towards a sabbaticalathénainiversity or would

have been credited service at Carleton had the service been at Carleton. In no case will
this entitlement exceed two (2) years. Such entitlement may not be counted toward
proration of sabbatical stipend above the amounts prévatan Article 21.3.

Because of a particular situation in a department, or of an abnormal number of
applications for sabbaticals in a year, the sabbatical to which a faculty employee is
entitled may, with the agreement of the employee involvedpbpned for at most one
(1) year. In such cases, the appropridé@nmust agree to the postponement and shall so
inform the appropriat€hair/Directorand employee at least six (6) months prior to the
start of the intended sabbatical. The employee esEss agreement in writing to be
eligible for the provisions of Article 21.3(b).

Faculty employees are expected to take sabbaticals as a condition of employment when
they have established eligibility, although individual faculty employees may ttheliay
sabbaticals. In such cases, however, they shall not be entitled to additional remuneration.

21.2 Instructor and Professional Librarian Employees

(@)

(b)

With the exception of Article 21.3(a), the provisions of Article 21 shall applyatis
mutandis to Instructor and professional librarian employees.

Where more than one (1) Instructor employee in a department is eligible for sabbatical in
the same year, problems of replacement -@taffing may be considered only to the

extent that the concezd department may request that the sabbatical of an employee may
be delayed by not more than one (1) year.
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Because of a particular situation in an administrative unit of the library, or of an abnormal
number of applications for sabbaticals in a y#e¥,sabbatical to which a librarian

employee is entitled may, with the agreement of the employee involved, be postponed for
at most one (1) year. In such cases, the University Librarian must agree to the
postponement and shall so inform the departmertt &ird employee at least six (6)

months prior to the start of the intended sabbatical. The employee must express
agreement in writing in order to be eligible for the provisions of Article 21.3(b).

A professional librarian or Instructor employee retogrfrom a sabbatical shall return to
theirformer position or an equivalent position, unless the sabbatical was agreed, in letters
exchanged by the employee and Employer to be for retraining purposes as permitted

in Article 38 (Transfers).

21.3 Sabhatical Allowance

(@)

(b)

(€)

For an Instructor, Librarianlecturer, Assistant, Associate or Full Professor, when the

first sabbatical is for a period of twelve (12) or six (6) continuous months and, is taken
within the first fifteen (15) years of a preliminasyconfirmedtenurede mp | o ipittale 6 s
appointment at Carleton University or another University, the rate of sabbatical allowance
shall be 100% of nominal salary.

With the exception of (a) above, the amount of the allowance that a sabbaticand is
entitled to receive shall be based on the following calculations:

0) The rate of sabbatical allowance for afgdlar sabbatical shall b&® of nominal
salary.

(i) The rate of sabbatical allowance for a-gignth sabbaticalnder Article 21.1(b)
shall be80% of nominal salary.

(i)  Employees who have been required byEngployerto delay a fulyear
sabbatical shall be entitled to remuneratio@@f of nominal salary.
Alternatively, such employees may elect to be credited with the period of service
arnising from the delay, to be applied toward their next sabbatical.

(iv)  Employees who have been required byEngployerto delay a sixnonth
sabbatical to the next academic year shall be credited with one (1) year of service,
commencing on the July 1 foliving completion of the sabbatical, such service to
be applied toward their next sabbatical.

A portion of the sabbatical allowance to which an employee is entitled may be paid as a
research grant. The award of a research grant shall be made iraaceondth

University policy for awarding research grants which provides that the employee shall
receive as a research grant that portiotneir sabbatical allowance required to cover
theirapproved research and travel expenses.
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Subject to Article 45(b), employees on sabbatical are eligible for career development

increments and research/teaching/professional achievement awards, and entitled to other

increments to nominal salary and improvements to fringe benefits which may become
effective during tkir absenceFor employees who are on sabbatical, an updated CV shall
suffice as the annual statement in support of the CDI.

(i)

(ii)

(iii)

(iv)

All Health Benefits specified in Article 40.1 shall be maintained on behalf of any
employee taking a sabbatical, in actaorce with the costharing arrangements
specified in Article 40.2.

The Long Term Disability Plan shall be maintained in relation to the employee's
nominal salary.

An employee on a sabbatical will contribute to the Carleton University Retiteme
Plan in accordance with the provisions of Article 13.6(a).

An employee on a sabbatical retains the right to all other benefits specified in
Article 40.

Employees shall have periods spent on sabbatical counted as periods of full service
towards promotion and are also eligible to apply for and to receive promotion during their
absence on sabbatical.

The total of sabbatical stipend plus grant and/or income received for employment with
anotheiEmployerduring the period of the sabbatical mmayt exceed 150% of nominal
salary for that period.

The following interpretation shall apply in calculating the sabbatical stipend cited in
Article 9.10(e) and 13.5(d).

()

(ii)

(iii)

If the equivalent service is less than six (6) full years, and the emplagdeid
an appointment for at least six (6) consecutive years gieadast sabbatical, the
sabbatical allowance shall be:

1/6 (number of years ddill-time equivalent service) X the usual allowance based
on nominal salary.

If the equivalent seige is equal to or greater than six (6) full years tmeywill
be entitled to the usual sabbatical allowance based on nominal salary, subject to
(iii) below.

If the equivalent service is greater than six (6) full years becau&mtployer
required delay then the individual will be entitled to the usual sabbatical
allowance based on nominal salary plus an additional 5% of nominal salary.
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(iv)  The calculation 080% after three years is as follows:

1/3 (number ofull-time equivalent years of séace) X 8% of nominal salary
where the maximum value for the number of equivalent years service is three (3).

21.4 General Provisions

€) Each department, school or equivalent shall plan the sabbaticals of its employees
sufficiently in advance in ordéhat sabbaticals need not normally be delayed.

(b) Full-year sabbaticals shall commence July 1st except at the discretiortohphayer

(c) Not later than three (3) months after the end of the sabbatical, an employee shall submit a
report on scholayfresearch activities undertaken during each sabbatical to the
appropriate facultfpeanor University Librarian. A statement certifying compliance with
Articles 21.1(e) and 21.3(g) above shall be attached.

(d) Subiject to the approval of the approprideanand of the President, a sabbatical may be
taken after five (5) years but this option will require seven (7) yeardirhd, on campus
service at Carleton University before the next sabbatical.

(e)  When an employee takes a sabbatical, all priorraotated years of entitlement are
exhausted.

() An employee who takes a sabbatical will normally return to service at Carleton
University.

() TheEmployerreserves the right to determine if persons on sabbatical will be replaced.

21.5 Extended Sabbatcal and/or Study Leave

€) Upon written application, and with the approval of Emaployer individuals may take
extended sabbatical for the purposes of research and/or study.

(b)  The financial compensation for such a tyear period shall be 65% of thedividual's
nominal salary in each year of the sabbatical.

(c) The individual's participation in the benefit plans, including the Carleton University
Retirement Plan, will be in accordance with the provisions of Article 21.3(e).
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Article 22: Other Terms and Conditions of Employment

22.1 Itis understood that employees will undertake research, study or other professional activities
whenever they are not engaged in scheduled duties, whether during the academic year or outside
it, except when on authoed leave(s).

22.2 When employees are required to be absent in the pursuit of their research or professional
activities, such absence shall not interfere with their scheduled duties, and shall be arranged
through advance consultation with the departn@atir/Directoror equivalent who shall notify
the appropriat®eanin writing of the arrangements made.

22.3 (a) Upon notification of a submission date, that shall be provided at least one (1) month in
advance, by the relevabearilibrarian, each employeshall supply a copy of an updated
CV each academic year in a format as agreed by the parties. Such @dabey be
submitted via email, hard copy or notice of an update on the appropriate Carleton
University website maintained by the academic staff bexm

(b) Upon notification of a submission date, that shall be provided at least one (1) month in
advance, by the relevabearilibrarian, each employee returning from a leave of absence
shall provide a copy of an updat€¥. SuchanupdatedCV may be sbhmitted via email,
hard copy or notice of an update on the appropriate Carleton University website
maintained by the academic staff member.

22.4 Off-Campus Teaching

The Employeragrees that an employee teaching Carleton University courses, whetheorcredit
nontcredit, off the University campus shall be reimbursed for reasonable and actual costs of
travel to and from the place of teaching, meals and necessary accommodation. Employees shall
not be required to teach courses off the University campusyihtine reasonable grounds for

not doing so, but employees shall not unreasonably withhold consent.

22.5 Resignations

€)) Faculty employees on preliminary or tenured appointment and Instructor employees on
preliminary or confirmed appointment shall hagelaeir normal resignation or retirement
dates June 30 and December 31. A mini mun
resign or retire will be given in writing to ti@ean Requests for an alternative
resignation or retirement date of August 3dstnbe made in writing to the appropriate
Deanby May 1. When an employee requests an August 31 resignation date, the following
understanding shall apply:

0] the request must be made in writing to the appropbatnby May 1;
(i) the Employershal not unreasonably refuse such a request;

@iy within one (1) month of receiving such a requestDhanshall provide a written
response indicating either:
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Q) that theDeanagrees that the employee will be active between June 30 and
August 31 condumg Carleton University business in teaching, research
and/or graduate supervision and that, therefore, the August 31 date of
resignation is accepted; or,

2 that theEmployeris not in agreement that the employee will be active on
Carleton Universityousiness during the entire period between June 30 and
August 31 and that an earlier resignation date between the period of June
30 and August 31, inclusive, is being imposed, in which case, the
Employebs written response wion.l includ

(b) A professional librarian employee may resigair position at any time provided that a
minimum of two (2) month@notice is given in writing in advance of the resignation or
retirement date.

22.6 Voluntary Separation

An employee may, on a fylvoluntary basis, apply for a Voluntary Separation under the terms of
the Board of Governors policy in effect at the date of signing of this agreement.

@) In the first instance, an employee seeking application of the provisions of these
documents, shgpresent, in writing, a request tiveir Deanor equivalent, with a copy to
the Association.

(b)  The parties agree that the application of the documents, where grantedbyploger
shall be done in a fair and equitable manner.

(c) An employee seek@application of the documents shall have the right to be represented
by the Association at all stages of the discussions concerning application of the provisions
of the documents with respecttteir potential separation.

(d) Notwithstanding any subsegnt amendment or withdrawal of the Board document, any
employee separating from the institution shall be entitleddmearned sabbatical
entitlement or parts thereof, in the form of paid leave or of its monetary equivalent,
computed in accordance withe provisions of Article 21 of thi€ollective Agreement

22.7 Ergonomic Workstations

The Employerrecognizes the need to provide ergonomically suitable furniture to be used in
connection with carrying out the duties of academic staff members.

(@  Workstations shall be in accordance with the Ministry of Labour guidelines for computer
ergonomics.

(b) Members of the academic staff who use computer equipment to carry out their duties as
academics shall be provided with ergonomically suitable furnittmedcommodate
computer equipment.
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The Employerwill give first priority to the upgrading of all workstations in response to
requests from employees with disabilities, where such requests are accompanied by
satisfactory documentation.

The parties agre to a goal of upgrading all workstations andEhgloyeragrees to
provide up to $5@00 in each year to implement this goal.

The JCAA will monitor the implementation of this Article.

22.8 Legal Liability

(@)

(b)

(©)

Article 23:

The Employershall provide insuranasoverage in respect of the liability of employees
acting within the normal scope of their employment, to the extent provided by the CURIE
policies as they currently exist or as they may be amended or substituted from time to
time.

A copy of the CURIEpolicies, as amended or substituted from time to time, shall be
provided to the Association.

Timely notice will be given to thEmployerof any action or claim of which the member

has knowledge, or of any occurrence which the member reasonably @égbtxt may
give rise to an action or claim.

Information

23.1 Information Concerning Employees

(@)

The provisions of the Freedom of Information and Protection of Privacy Act (FIPPA)
govern the disclosure of information concerning employ@€3JASA for the purpose of
enabling the union to carry out its responsibilities under the Ontario Labour Relations Act
(OLRA) to act as the agent and representative of bargaining unit members in labour
relations matters. CUASA confirms that such infoiorawill only be used by CUASA

to carry out its statutory responsibilities. TEmployershall make available monthly to

the Association a list stating the name, rank, status (term, preliminary, tenured,
confirmed), amount of dues deducted, departmeie, afanitial appointment at the
University, date of last sabbatical, department of primary posftiiatime equivalent

(sum of positions), highest degree, resignation date, stipend title, stipend amount, year of
first degree, year of highest degreeedat last promotion, leave status, date of birth, and

a unique identifier for each employee within the bargaining unit and the total number of
employees in each rank. Further, Braployershall inform the Association in writing in

a format identical osimilar to that used in April 1977 of all changes and the reasons for
such changes.
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(b) The Employerwill further provide CUASA with copies of final correspondence to
members regarding appointments, reappointments, promotions, tenure, permanency,
leaves, andreducedoad as described in Articles 9.10, 13.5 and 18:26jng out the terms
of such, at the time the correspondence is sent to the member.

(© The parties agree that employees shall respond to reasonable requests for information
from authorize University officers where such information relates to employee
responsibilities covered by thollective Agreement

23.2 Information for Contract Administration and Collective Bargaining

(@)  The parties agree to exchange such information as is dgoeetime to time to be
necessary for the collective bargaining process and/or the administration of this
Collective Agreement This shall not require either party to compile information and
statistics in the form requested if such data are not alresdpited in the form requested
unless required under Article 23.2(b), nor to supply any confidential information.

(b)  As soon as available, or as specified belowBimployeragrees to provide the following
information to the Association

) a copy of he latest University budget and budget report in the format in which it
is released to the public;

(i) a copy of the annual audited statement of the University;

(i)  copies of Statistics Canada tables giving average salaries by rank and age and
years fce first degree for faculty and Instructor employees;

(iv)  alist of employees who have resigned after these have been reported to the Board
of Governors;

(V) a list of new employees eligible for membership in the bargaining unit after these
have beempproved by the Board of Governors;

(vi)  on or about February 1st a report on the number and type of expected leaves in a
format similar or identical to that provided in April 1977,

(vip (D An official hard copy report, with an electronic version sulgdor data
manipulation, on all members of the bargaining unit each term stating:
department
rank
name
gender
full-time equivalent
date of birth
year of first degree
year of highest degree
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degree

date of initial appointment at the university
year ajpointed to rank

status

the lower limit

the upper limit

the nominal salary

the standard line

monetary distance from the standard line for each employee
distance from standard line in CDlIs
outliers

distance from Lower Limit

distance from Upper Limit

Annually, an official hard copy of the salary rationalisation tables and
graphs, with an electronic version suitable for data manipulation, for each
rank effective May 1 of each year showing years since first degree, lower
limit, standard line, pper limit, floor, full CDI and partial CDI amounts.

reports on all benefit plans as required in Article 40; and,

an annual report on librarian employees who have taken sabbaticals or extended
leaves of four (4) months or more, along withtgame and term librarian
employees employgkover the same period of time.

On or about February”la statement for the previous academic year ending
August 31 covering all employees in the bargaining unit stating:

-the courses or fractions theretught by each member of the
bargaining unit

-the time and location of these courses

-the enrolment in these courses (including multiple sections and
laboratory sessions)

-the total number of domestic undergraduate FTE students enrolled
by Faculty (as caldated for financial purposes)

-the total number of domestic graduate FTE students enimfled
Faculty (as calculated for financial purposes)

-the total number of international undergraduate FTE students
enrolled by Faculty (as calculated for financialgmses)

-the total number of international graduate FTE students enrolled by
Faculty(as calculated for financial purposes)
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23.3 Release of Information to Governmental Bodies

The parties agree to inform the other party when statistical information norgcemployees is

released as required by law or in response to a request from a governmental body or agency. The
Employeragrees to provide the Association with a copy of any reports which may be legally
released.

23.4 Information from the Association

The Association agrees to provide taployerwith the following information:
(@) acopyof each CUASA newsletter;

(b)  an upto-date copy of the Constitution and Bylaws of the Association and amendments
thereto;

(c) an upto-date list of the executivef the Association.

23.5 TheEmployerwill provide to the JCAA monthly reports on the distribution of general research
funds and any special targeted funds provided to the University by the provincial government for
the direct costs of research.

Articl e 24: Amalgamation, Consolidation, Merger or Expansion of he
University

24.1 Inthe event of an amalgamation, consolidation, or merger of Carleton University or any of its
constituent units or subnits with any institution(s), employees eligible formeership in the
Association who are not members of another bargaining unit with a cQo#ettive
Agreementin force shall, subject to a favourable outcome of a vote to be administered by the
parties, immediately become members of the Association ichvdaise the terms and conditions
of this Collective Agreemenghall immediately apply to all such persons.

24.2 In the event of an expansion or extension of Carleton University through the creation of colleges,
schools, centres or any other academic umigubunits offering academic programs or the
offering of courses at locations other than the main campus of Carleton University, the
employees eligible for membership in the Association in such colleges, schools, centres or other
academic units or suimits offering academic programs shall immediately become employees
within the meaning of thi€ollective AgreementIn the event that the terms and conditions of
this Collective Agreemerdire found by the parties to be inappropriate for such employees, in
whole or in part, the parties agree to negotiate new terms and conditions of employment for the
employees of such new units or sufits immediately.

24.3 TheEmployershall not merge, amalgamate, assign, transfer or sell any of the academic units or
subunits engaged in instruction to any other body unless the successor agrees to be bound by this
Collective Agreemenrfor its duration.
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Article 25: Duties and Remuneration d Chair/Director

25.1 Remuneration

(@)

(b)

()

the normal term of office for @hair/Director shall be as established by Senate in the
NUG document as of July 1st, 1977.

(i)

(ii)

(iii)

(i)

In recognition of departmental, administrative and other duties, a faculty
employee who at the signing of tli®llective Agreementor who during its term,

is aChar/Directorof a department shall receive a credit equivalent to one (1)
additional year of service towards a sabbatical entittiement for each complete two
(2) years of service &hair/Director or two additional years of credit for each
complete three (3)ears of service a&hair/Director The provisions of Article 25
apply to directors of Centres and Institutes, other than Joint OGanaton

Institutes, where such directors are members of the bargaining unit.

A Chair/Directoris expected to taka sabbatical when eligible or upon conclusion
of theirterm of office, whichever occurs later. Such sabbatical shall be subject to
the provisions of Article 21, except as provided in (iii) below.

If upon conclusion of themployee's term &8hairDirectorthey havanore than
six (6) years of credited service towards a sabbatical, the extra year(s) of service
earned as a chair in accordance with paragraph (i) above may be used as follows:

(1) up to three (3) years of service may be used, notwittistg Article
21.3(b), to increase the sabbatical stipend by 5% for each such year of
service, to a maximum df0®%, of nominal salary;

(2) if the employee takes a combined sabbatical and study leave in accordance
with Article 21.5, the increase in sabiocat/study leave stipend shall be 2
1/2% of nominal salary for each year of additional credited service, to a
maximum of 72 1/2% of nominal salary;

(3) one (1) year of service may be carried over, notwithstanding Article
21.4(e), towards the employee'sxngabbatical following the sabbatical
taken pursuant to Article 25.1(b)(ii).

Effective July 1, 204, aChair/Director(or equivalent) duringheir term of office
shall receive in addition ttheirannual salary, an annual stipend related to the
number of employees, and technical and administrative support stiadfiin
department (or equivalent) as set out below:

1 - 9 employees$4600.00
10 - 19 employees 5,100.00
20 - 29 employees 5,600.00
30 - 39 employees 6,100.00

40 ormore employees 6,600.00
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(i) A Chair/Director(or equivalent) shall receive an additional stipend5®Ohf
theirdepartment (or equivalent) employed fifteen (15) or more contract instructors
in the Fall/Winter Session of the preceding academic year.

Notwithstanding Article 25.1(b)(i), Directors of Joint Otta®arleton Institutes shall be
eligible to receive a research grant 6080.00 annually, upon tlemployerbeing
satisfied that the normal rules and requirements pertaining to approvatafaie
proposals have been satisfied.

Duties of aChair/Director of a Departmentor Institute

The Duties of &hair/Directorof a Department are:

(@)
(b)
(©)

(d)

(e)

(f)

(9)

to call and preside over meetings of the department;
to represent the department in admimiste matters;

to bring to the attention of the department for discussion and action matters pertaining to
the work and efficiency of the department;

to oversee the internal administration of the department in consultation with other
members oftte department, and to delegate administrative activitidsegsedit;

after consultation with other members of the department, to ensure that proposals
requiring the approval of the appropriate faculty board or of the Senate are brought
forward;

0) on an annual basis, to invite each member of the department to submit a list of
course and program preferences for consideration as teaching assignments, and,
where the preliminary assignment varie
the menber to discuss the assignment;

(i) on an annual basis, circulate the advertisement of all summer courses to members
of the bargaining unit and normally give preference to members of the bargaining
unit applying to teach courses in the Summer Sessionwhet he me mber s ¢
gualifications are demonstrably equal to those ofmember applicants. In
accordance with Article 13.2(b), teaching in the summer Session may be assigned
as part of the normal workload assignment; and,

(i) following this consultationand subject to the approval of the approprizear(s),
to designate course and program assignments; in cases of disagreement, the
matter shall be decided by the appropriéar(s) who shall ensure that the
assignment is fair, equitable, and reasonable

to submit to the appropriai@eanin writing, after consultation with other members of the
department, an estimate of the department's budgetary needs for the ensuing year and to
oversee and manage the allocated budget for the department;
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to perbrm such other duties in connection with the work and administration of the
department as the approprifteanmay assigrthem and as are consistent witkeir
status as a member of the bargaining unit;

to consult with members of the department andanvey and present the
recommendations of the appropriate departmental body to the appr@@aatdor
appointments or advancements in salary or rank;

to discuss annually with preliminary appointees in the department progress in relation to
critenia for tenure/confirmation set out in their letter of appointment as called for in
Article 9.4(c); and,

such duties as are specified in t8isllective Agreement

The provisions of Article 25 apply to directors of Centres and Institutes, winehelsectors are
members of the bargaining unit.

Article 26: Teaching Evaluation

26.1 The purpose of this Article is to provide regulations for the implementation of the objectives of
Senate's policy on Teaching Evaluation, as adopted at meetingmh@lttober 26th, November
24th and December 6th, 1976.

26.2

26.3

(@)

(b)

(©)

A primary purpose of any teaching evaluation is that ofd®lelopment and
improvement.

Teaching effectiveness may be evaluated by student questionnaires and by academic
peers, so logas such evaluations are in accord with the regulations below and with other
provisions of thi<ollective Agreement

Student Teaching Evaluations will be supervised by individual departments or schools
and all originals shall be returned to the iastor and only summaries which conform to
the provisions of this Article may be used for any purpose.

Student Evaluations

(@)

(b)

(€)

Student evaluations shall be obtained through questionnaires, administered in such a way
as to afford all the studentsa given course or class a reasonable chance to respond.

Each questionnaire shalllow for students to make detailed comments. The sole purpose
of these comments is to assist the instructor in evaluating all aspects of the course. These
commentshall be returned unexamined to the instructor in accordance with (d) below.

The questionnaires will be made accessible to studettie last two (2) weeks of a
course, or of an employee's involvement in a course where such involvement is less than
a full term or academic yeaNo questionnaire shall contain any indication of the identity
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(d)

(€)

(f)

(9)

(h)

()
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of the student filling it out. After questionnaires have been complitedesponses will
remain confidentialintil final grades for the course have been apguidoy the
appropriateDean

At the same time as questionnaires governed by this Articimade available to
studentsan instructor maglso includeadditional questions. Responses to such
guestions shall be collectavith the questionnaireOncefinal grades have been
approved by the appropriaBean responses to such questions shall be returned
unexamined to the instructor wheadethemavailable and, as required by Article 16,
may not be used by anyone except the instructor concerned, fpuigose except to
provide guidance to the instructor.

The responses to student questionnaires shablbertedand aggregated by the Office of
Institutional Research and Planning in such a way as to present a fair and accurate picture
of the opiniams of the respondents.

Where data from student questionnaires are used, a mean, standard deviation, frequency
distribution, and number of eligible respondents shall be provided.

Before data derived from student questionnaires are used, theespadisented to the
instructor concerned, complete, in accord with the provisions of this Article and in

written form, sufficiently in advance of their being used for any purpose to allow an
instructor to respond to them in writing.

Effective upon réfication of thisCollective Agreementhe format(sjwritten andor
electronic)andframeworkfor administration of the student evaluation will be determined
by JCAA.

Student evaluations are to be used only for purposes as definedGoltbigive

Agreement Furthermore, student evaluations as defined here are the only ones that shall
be used for purposes described throughoutGbltective Agreement Should

requirements appear for tBenployerto report on student evaluations, this will be eon
without attribution to specific employees. The choice of administering the student
evaluation in written or electronic form shall be at the sole discretion of the instructor.

PeerEvaluation

(@)

(b)

Where evaluations of teaching effectiveness byaeac peers (i.e. other teaching
employees) are used, they shall (except as allowed by Article 26.4(b)) be restricted to
consideration of the topics identified in Article 26.3(a), but need not include
consideration of all of them. Any such evaluation lsbalwritten and signed, and shall
clearly identify which of the topics is being considered.

Peer evaluations may also consider the extent to which the methods and material used by
an instructor achieved the objectives of the course as identifidek lystructor, provided
such evaluations do not violate Article 4, Academic Freedom.
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(d)
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Peer evaluations shall contain a written statement of the evidence on which the
evaluations were made and the circumstances in which the evidence was collected. Only
evidence which is reasonably reliable and reasonably indicative of the characteristic being
evaluated may be used.

Peer evaluations shall be presented, complete, in accordance with the provisions of this
Article, and in written form, sufficiently in aduae of their being used for any purpose to
allow an instructor to respond to them in writing.

26.5 Subject to the provisions of Article 26.7 evaluations of teaching effectiveness which meet the
requirements of this Article may be used in consideratiorrgwal of appointment (Articles 6
and 9), tenure (Articl&@0), or confirmation (Articles 11 and 12), promotion (Article 10), or

denial

of increments (Article 41) provided for in tkdsllective Agreement

26.6 All evaluations of teaching used for purpssé career decisions shall meet the requirements of
this Article. Evaluations of teaching used for other purposes shall be used only with the
permission of the employee.

26.7 (a)
(b)
(©)

Article 27:

27.1 (a)
(b)

Student teaching evaluations shall be conducted in all courses havihgesrisoof five
(5) or more students.

the data from all courses shall be compiled to determine department, faculty and
University norms as required;

All courses offered after September 1, 2015 deemed eligible for evalpatidrticle
26.7(a) will beevaluated and the results of the evaluations may be used for career
decisions in accordance with Article 26.5 with the following limitations

Each academic year, the one course with lowest teaching evaluation score for each faculty
member and the two cmes with the lowest teaching evaluation scores for each

instructor will not be used for career decisions in accordance with Article 26.5. A
maximum of 2.0 credits shall be used for any career decisions in any year

Employment Of Non-members

The Employeragrees not to employ nanembers of the bargaining unit to teach courses
in the Summer Session without first circulating the advertisement of all such courses to
members of the bargaining unit.

The Employershall normally givepreference to members of the bargaining unit applying
to teach courses in the Summer Session where the members' qualifications are
demonstrably equal to those of Amrember applicants.



27.2 (a)

(b)
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) The Employerrecognizes the desirability of minimizirmgntract instructor
expenditures.

(i) In each academic year, the number of&alurse equivalents that may be taught
by nonrmembers of the bargaining unit during the Fall and Winter terms
(excluding those taught by persons referred to in Articles 27.3,and 27.5 and
academic staff retired from Carleton Universghall not exceed y where y=0.404
x the number of members paying dues to CUASA or charity as reported on the
November dues prirdut transmitted to CUASA by December 10.

In the event o& declaration of financial stringency by the Board of Governors pursuant to
Article 17, theEmployershall reduce the amounts as determined in Article 27.2 (a) by
60% within twelve (12) months of such declaration.

27.3 Nothing herein shall prevent persomolding professorial rank, who occupy academic or
administrative posts or serve as members of the Board of Governors and are empkhbiyaed, full
from doing academic work at Carleton University.

27.4 Nothing herein shall prevent the performance of ircsitbnal duties by students currently
registered in a program in the Faculty of Graduate Studies at Carleton University in accordance
with the rules of that Faculty as of the signing of thadlective Agreement

27.5 Nothing herein shall prevent the parfance of instructional duties by contract instructors hired
to replace employees who have been granted any form of leave.

(@)

(b)

TheEmployeragrees to provide the Association by June 30th of each year, with a report
on the number of fultourse equivalentsawught in accordance with Article 27.2 during
the previous academic year.

In addition, within two (2) months of the beginning (of classes) of the Fall Term and the
Winter Term, theEmployeragrees to provide the Association with the numbers, by
depatment, of noaAmembers appointed to teach and the number of courses to be taught
by nonmembers.

27.6 Except as provided for in this Article, no instructional work in the credit programs of the
University shall be performed by nonembers of the bargainingit.

Article 28: Dues Checkoff

28.1 (a)

(b)

The Employeragrees to deduct monthly dues as assessed by the Association from the
salaries of all members of the bargaining unit on a continuing basis.

Employees who, prior to 1982, have previously affitively expressed to the
Association religious or conscientious objection to the paying of dues or other
assessments to a trade union, and whose objections have been accepted by the
Association, may continue to have a sum equivalent to Association mdotgy
deducted by payroll cheaiff and remitted ornheir behalf to a charitable organization
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chosen by the employee from the list mutually agreed upon betweEmftieyerand the
Association (Appendix F).

28.2 Dues Remittance

28.3

The amounts deducted undeticle 28.1 shall be remitted monthly to the Association no later
than the tenth (10th) day of each month. Eh&ployershall subtract any sum to be paid to
charitable organizations prior to each monthly remittance to the Association. The Association
shall advise thé&employerin writing one (1) month in advance of any changes in the amount of
regular monthly dues. THemployershall inform the Association of the names and ranks of the
employees from whose salaries deductions have been made and thésssnaleducted from
every employee's salary, on a regular basis.

The Association will indemnify and hold tlmployerharmless for any and all claims which
may be made against tRenployerfor amounts deducted under this Article.

Article 29: Correspondence

29.1

A copy of each and every piece of correspondence passing between the Association and the
Employershall beby email and shalbe directed by thEmployerto thePresident of the
Associationand the Executive Director of CUASA with a folleup hard copy directed to the
CUASA Office. All communications required by this article to be in writing shall be by email
and shall be directed by CUASA to the Assistant Director, Advisory Services (Academic) and
Assistant VicePresident (Human Resousyavith a followup hard copy directed to the Human
Resources Office.

Article 30: Complaints, Grievances And Arbitrations

30.1

The parties agree that they will use their best efforts to encourage informal, amicable and prompt
settlement of complainend grievances arising from the interpretation, application,

administration or alleged violation(s) of this Agreement. However, the parties recognize that one
of the corneistones of collective bargaining is a viable grievance procedure allowing for a

prompt and fair hearing of matters arising from the interpretation, application, administration or
alleged violation(s) of The Agreement.

Except as otherwise provided in this Agreement, the procedures outlined below shall be the sole
method for the resolun of complaints or grievances arising from the interpretation, application,
administration or alleged violation(s) of this Agreement. There shall be no discrimination,
harassment or coercion of any kind by either party or their agents against anywersslacts

to avail or not to avaibneselfof these procedures.
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30.3

30.4

30.5

(@)

(b)
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The Association and tiemployershall have the right to be present at all steps of the
complaint and grievance procedure. If so requested by the grievor, the Association shall
have the right to represent the grievor at all steps. Notwithstanding the preceding,
however, only the Association and tBmployershall have the right to proceed with
grievances beyond Stage Phe Associatia shall have carriage of all grievanceaye

and except those filed by temployer

The parties shall be bound by and shall promptly implement all decisions arrived at under
the procedures described in this Article.

All communications required by this Article to be in writing shalblyemail and shall be
directed by thé&amployerto the Grievance Chair and the Executive Director of CUASA with a
follow-up hard copy directed to the CUASA Offiddl communications required by this article
to be in writing shall be by email and shall be clieel by CUASA to the Assistant Director,
Advisory Services (Academic) and Assistant VRmesident (Human Resources) with a folow
up hard copy directed to the Human Resources Office.

Definitions

(@)

(b)

(©)

(d)

Grievance: A grievance is a claim by an emplayea group of employees, by the
Association, or by thEmployerthat there has been a violation, misapplication or
misinterpretation of the terms of thollective Agreement

Employee Grievance: An employee grievance is a claim by an employeés sdiely
affected, that the terms and conditions of this agreement have been violated, misapplied
or misinterpreted.

Association Grievance: An Association grievance is one involving more than one
employee or involving bargaining unit or associatights, or any dispute arising directly
between th&mployerand the Association concerning the interpretation, application or
alleged violation of th€ollective Agreement

EmployerGrievance: ArEmployergrievance is one in which tlemployerbelieves that
the Association has violated, misinterpreted or improperly applied the terms and
conditions of thigCollective Agreement

Employee Grievances

Informal Stage

At the informal stage, an employee may discuss thigir DearlUniversity Libraran any
problem related ttheirterms and conditions of employment. If the matter is not resolved at this
stage, it may becomeStage 1 grievance.
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(b)
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Stage 1

It is understood and expected that an employee will discussheittDeariUniversity
Librarian any matter relating to an alleged grievance. DiariUniversity Librarian

shall notify theAssistant Director Advisory Servicé&cademic)and the Association of
any complaint giving rise to such a discussion. This discussion is to be informalna na
and directed at improving communication and solving problems.D&adUniversity
Librarianshall notify theAssistant Director Advisory Servicé8cademic)and the
Association of the result of this discussiotf.at any point in the informal gri@nce
process the Association determines that the informal process has failed, a Stage 2
grievance may be filedlf the grievance is settled at Stage 1, all decisions, agreements
and resolutions shall be committed to writing and a copy shall be provid#dASA.

Stage 2

An employee who is not satisfied with the results of the informal discussion at Stage 1
and who believes théttey havea grievance shall, within twenty (20) working days of the
event giving rise thereto or of the date on which thpleyee first knew or reasonably
could have known of such event if that date is later, consult the Assocatirequest

that CUASAreport to theDearlUniversity Librarianin writing (with a copy to the
Assistant Director Advisory Servicédcademic) onthe grievance form provided. The
Grievance report shall set forth, in the space provided, all of the following:

0] the nature of the grievance;

(i) the facts upon which the grievance is based;
(i) the remedy sought;

(iv)  the result of the informatage; and

(v)  the article(s) of this agreement relied upon or claimed to have been violated,
misinterpreted or improperly applied.

The CUASA Grievance Chair or designatell sign the form and shall ensure its
transmittal tathe relevanDeariUniversty Librarian or the Assistant Director Advisory
ServicegAcademic)or designate TheEmployerrepresentativehall have ten (10)
working days from the date of receipt of the grievance form in whiefther schedule a
meeting to discuss the grievangaender a decision in writingShould a meeting be
scheduled, thEmployermust then respond in writing by the end of the ten (10) working
days from the holding of the meeting. If tBmployerfails to meet these deadlines the
Association shall have thigght to take the grievance #wbitration The Association will
respond and participate expeditiously in the process.
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(© Binding Arbitration

If the efforts of the parties at Stage 2 to resolve the grievance are unsuccessful, the
Association may famit the matter to binding arbitration within ten (10) working days of
the completion of Stage 2. The Association shall notifyEimployerin writing of such
action.

306 Association Grievance

Association Grievances shall normally follow the procedorgkned under Article 30.5.

However, where a dispute arises directly betweetkthployerand the Association concerning

the interpretation, application or alleged violation of @@dlective Agreementhe Association

may elect to bring an Associationayance directly to Stage 2 within 45 working days of the
event giving rise thereto or of the date on which the Association first knew or reasonably could
have known of such event if that date is later.

30.7 Employer Grievance

EmployerGrievances shatiormally follow the procedures outlined under Article 30.5.
However, where a dispute arigigectly between thEmployerand the Association concerning
the interpretation, application or alleged violation of @@lective Agreemenn which the
Employeris the grievor, th&mployermay elect to bring aBmployergrievance directlyo Stage
2 within 45 working days of the event giving rise thereto or of the date on whid&ntp®yer
first knew or reasonably could have known of such event if that datteiis

308 Exclusions from the Grievance Procedure

€)) Recognizing that certain review procedures involving complex forms of academic peer
judgement have evolved out of continuous practical experience, the parties agree that the
grievance procedures ugrtthis Article shall not be available for resolution of disputes,
exclusively concerned with employment equity appointments (Article 9.3), faculty
promotions (Article 10), renewal of preliminary faculty appointments (Article 10), tenure
(Article 10), layoffs (Article 17.4, 17.5, 17.6, 17.10, 17.12 and Appendidbcument
on the Release of Teaching Staff in Times of Financial StringenttyeCollective
Agreemen), and dismissal for cause of faculty employees (Article 6.2(a)), professional
librarian empoyees (Article 11.4), Instructor employees (Article 12.5), except where the
employee or the Association alleges violation of Academic Freedom under Article 4, or
discrimination under Article 5 of thiSollective Agreementr except where the
employee othe Association alleges that a violation of the procedures established in
Article 10 or under Appendix ARrocedures for the Dismissal with Cause of Faculty
Member$ has occurred.

(b) For the purposes of this Article "procedure" shall mean the fact anenai proceeding
or going on and shall not mean the manner of interpreting guidelines or criteria.
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309 Failure to Respond

(@)

(b)

(©)

In the event that the responding party fails to reply to a complaint or grievance within the
prescribed time limits in this Aicle the grieving party may submit the complaint or
grievance to the next step.

In the event that the grieving party fails to submit the complaint or grievance to the next
step in the grievance procedure within the time limits expressed in this Attiele,

grieving party shall notify the respondipgrtyof the expiration of the time limit. The
grieving party shall then have an additional five (5) working days from the receipt of such
notice to request an extension of the time limit. In the abseraceesponse to such a
written expiration notice the complaint or grievance shall be considered settled without
setting a precedent.

Abandonment
The grieving party may abandon a grievance at any time during the grievance process.

The abandonment ofgaievance shall not prejudice the position of the grieving party in
dealing with grievances of a similar nature.

30.10Arbitration

(@)

(b)

In the event that Stage 2 does not resolve the grievaniess the parties mutually agree

to an extension of the timelingbge grieving party may serve notice within ten (10)

wor king days of t lorthe expity efthe geadlirtbay ibirdends &s p o n s
proceed to arbitration. The Association shall have the right to carry Association

grievances, and tiemployershal have the right to carfigmployergrievances to

arbitration, as described in Articles 8@&nd 307.

Notwithstanding the preceding, the parties agree that, in any case involving academic
freedom, a decision of the Association not to pursue the mataebitration shall not
prevent the individual grievor from seeking the advice of CAUT, and, on the positive
recommendation of CAUT, in which case a further period of ten (10) working days shall
be provided beyond the provisions of Article 3id) for such consultation to take place,
proceeding to arbitration under ti@®llective Agreement

30.11 Appointment of Arbitrator

The parties hereby authorize and appoint the persons listed at the end of this Article to serve as a
panel of arbitrators on a aitng basis for the duratiaf this Collective AgreemenfThe

arbitrators shall be requested to serve singly according to the order in which they are listed. If an
arbitrator is not available within a reasonable period of time, but in any case noted #gxee

(3) months, the next arbitrator in order shall be selected and so on until one of the arbitrators is
available. For the next arbitration thereafter, the arbitrator who was listed after the arbitrator last
selected shall be next in line. By mutaahsent, however, any listed arbitrator may be selected

out of turn. If in the event that none of the arbitrators is available within a reasonable time, but in
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any case not to exceed three (3) months, an arbitrator outside the panel shall be selected by
mutual consent. If such agreement cannot be reached within tiven{22) working days the

parties agree to request the Ministry of Labour for authority to appoint an arbitrator in accordance
with the provisions of Section 44(4) of the Ontario Labour fRela Act. It is agreed, however,

that any of the names may be stricken from the list during periods when no arbitrations are
pending by either party on one (1) month's written notice, provided that the parties agree to
replace those names stricken frdre tist within one (1 month following such noticéNo person

may be appointed as an arbitrator who has been involved in an attempt to negotiate or settle the
grievance in process.

Panel of Arbitrators:K. Burkett
J. Devlin
B. Keller
P. Knopf
M. Teplitsky

30.12 Limits on Arbitration

The arbitrator shall not have jurisdiction to amend or add to any of the provisions of this
Collective Agreememntor substitute any new provisions in lieu thereof, nor to give any decision
inconsistent with the terms of #Collective Agreementprovided, however, that the arbitrator
will not be barred on the basis of a minor technical irregularity from hearing a grievance and
rendering an award.

30.13 Expenses

The parties will jointly share the fee and expenses of thigator.

30.14 Time Limits

The time limits fixed in both the grievance and arbitration procedures may be extended by the
consent in writing of both parties, such consent to be signed by the Contract Administrator on
behalf of theEmployerand by the Rasident of the Association on behalf of the Association.

Article 31: Strikes Or Lock-outs

31.1 There shall be no strikes or leokits (as defined in the Ontario Labour Relations Act) as long as
this Collective Agreementontinues to operate, exceptpevided for in Article 33 (Duration
and Continuance of theollective Agreement
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Article 32: Negotiation Procedure

32.1

32.2

32.3

32.4

32.5

The Employeracknowledges the right of the Association to appoint or otherwise select a
Bargaining Committee.

The Associatin will notify theEmployerin writing of the names of the Bargaining Committee
members named by the Association and only those Bargaining Committee members shall be
recognized by thEmployer

Either party may, within the period of ninety (90) day®r to the expiry of th€ollective
Agreementgive notice in writing to the other party of its desire to bargain with a view to the
renewal of theCollective Agreement

Meetings shall be held at a time and place fixed by mutual consent.

Nothing in thisCollective Agreemerghall prevent its subsequent amendment with the written
concurrence of the parties.

Article 33: Duration and Continuance of he Agreement

33.1

33.2

Except as specifically otherwise provided herein Gb#ective Agreementatified by the parties
shall be binding and remain in effect from May 112Qntil and including April30,2017.

This Collective Agreementhowever, shall continue in force, including during any period of
negotiation, until a nevZollective Agreemeins ratified by both parties, or until a strike or
lock-out is declared.

Article 34: Interest Arbitration

34.1

The parties agree that in negotiat®gilective Agreemestall nonmonetary issues shall be settled
prior to arbitration on monetary issues

Included within the meaning of nenonetary issues shall be the principle of introducing new
forms of benefits. (The casharing of such new benefits, if agreed to in principle, shall be a
monetary issue).

Any dispute as to whether a proposakbemefits constitutes a new form of benefits shall be
settled at an arbitration as outlined in Article 34.2 before the monetary issues are submitted to
arbitration.

If agreement is not reachadthin sixty (60) calendar days of the agreement by the céispe
principals on normonetary issueshe parties may agree to subthi¢ unresolved monetary
issues to arbitration. The form of arbitration shall be thabéshed pursuant to Article 34.3
below unless changed by agreement of both parties.
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34.4
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In any dispute as to whether a benefit issue is monetary emooetary, the parties agree to
submit the dispute to an arbitrator chosen from the list of arbitrators in effect under Artidle 30.1
in the fashion specified in Article 3@.1

(@)

(b)

The Arbitrator shall be selected from the list below. One shall be requested to serve
singly according to the order in which they are listed. If an arbitrator is not available

within a reasonable period of time, but in any case not to exceed one (1) monthf the nex
arbitrator in order shall be selected and so on until one of the arbitrators is available. For
the next arbitration thereafter, the arbitrator who was listed after the arbitrator last
selected shall be next in line. By mutual consent, however, &eg asbitrator may be
selected out of turn. If none of the arbitrators is available within a reasonable time, but in
any case not to exceed one (1) month, an arbitrator outside the panel shall be selected by
mutual consent.

List of Arbitrators
K. Burkett

W. Kaplan

M. Teplitsky

L. Steinberg

The parties shall jointly share the fees and expenses of the arbitrator.

Submission Process and Scope of the Arbitrator

(@)

(b)

()

(d)
()

(f)

The Arbitrator shall call a meeting of the parties to address the most recently table
proposals, and to hear their arguments.

Following this meeting, if required, the arbitrator shall determine a date by which each
party shall submit its final monetary proposal and supporting arguments on each of the
unresolved issues.

After receiptof both parties’ proposals the Arbitrator shall release both submissions to the
two parties.

The parties may agree that the Arbitrator will mediate the proposals presented.
The Arbitrator may call a hearing in which the parties are given an opportoisiypmit
oral arguments in support of their submiss and to respond to questions by the

Arbitrator.

If the parties do not agree to a mediated solution, the Arbitrator may impose a solution on
the parties, according to the following parameters:
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The Arbitrator, shall considemter alia, whether and to what extent the following issues
are relevant to the determination of the award on monetary issu&snfileyefs ability

to pay; the cost of living settlements affecting comparable groups of esmeglognd the
University's need to retain qualified academic staff.

(@)  The Arbitrator shall not have jurisdictida amend or add to any of the Rotonetary
provisions of thiollective Agreementor substitute any new provisions in lieu thereof,
nor to giveany decision inconsistent with the terms of tbalective Agreement

(h)  The parties agree to request the Arbitrator to make every effort to hear evidence and
conclude proceedings within one (1) calendar month of appointment, and to make every
effort to pesent their decision, within two (2) calendar months.

(1) The decision of the Arbitrator governs and is binding upon both parties.

() The Arbitrator shalbe encouraged to give reasons for the award.

Article 35: Joint Committee for the Administration of the Agreement

35.1

35.2

35.3

354

35.5

An Administration Committee composed of four (4) representatives &rimoyerand four (4)
representatives of the Association shall be established within fourteen (14) days of the
ratification of thisCollective Agreement

The Adminstration Committee shall perform the various functions assigned in the Articles of
this Collective Agreemertio parity or bilateral committees provided that the parties may agree to
establish sultommittees on a parity basis to perform particular funstassigned by particular
Articles if they are of the opinion that this will expedite the better administration of the
Collective Agreement

In addition to performing the tasks specifically assigned to parity or bilateral committees in this
CollectiveAgreementthe Administration Committee shall administer t@islective Agreement

in a spirit of cooperation and mutual respect, shall seek the timely correction of conditions which
may give rise to misunderstandings and shall be the forum for the gecbimformation

specified in Article 23.

The Administration Committee shall meet as necessary but at least once a month during the
academic year. Either party may call a meeting on five (5) days' written notice. The parties shall
exchange writtemagendas in advance of each meeting. While a quorum shall be six (6) members
with three (3) representatives of each party present, minutes of decisions shall not constitute
Memoranda of Agreement unless signed by those persons authorized by each party.

The provisions of this Article shall be subject to Article 7 and Article 30.
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Article 36: Health, Safetyand Security

36.1 TheEmployerrecognizes a responsibility to provide an environment intended to protect the
health, safety and security of eloypees as they carry out their responsibilities. To that end, the
Employeragrees:

36.2

(@)

(b)

()

(d)

(€)

(f)

(9)

(b)

subject to availability of medical resources, to providegoimg emergency health
services during regular daytime working hours for all employees;

to maintain a&ommittee on environmental health and safety with broad representation
drawn from all sectors of the University, including at least one (1) representative
appointed by the Association;

to cooperate with the Association in making every reasonablespyovior the safety,
health and security of employees;

to take reasonable measures to maintain the security of the buildings and grounds while at
the same time maintaining reasonable access for employees who have a need for such
access at times oth#ran during regular working hours, provided thatEneployershall

consult with the Association prior to the announcement and/or implementation of any
changes to existing policies or practices, since this Article 36.1(d) is exempt from the
provisions of Aticle 6.3;

to ensure that the Association has the right to appoint at least one (1) representative to any
committee whose terms of reference include any of the matters referred to in this Article;
and

to comply, as a minimum, with tf@ccupatioml Health and Safety AdR.S.O. 190,
c.0.1las amended from time to time.

that it has a responsibility to provide accommodation to employees with disabilities, and
shall follow the policy and procedures set out in@aeleton Human Rights Policiesd
Proceduresas they may be amended from time to time for dealing with accommodation
requests.

In return, individual employees shall assume an appropriate responsibility to respect and
assist in the implementation of rules adopted to prebechealth and safety of

employees, and to maintain the security of persons and premises, and the Association will
SO encourage its members to do so.

An employee who obtains a doctor's certificate with respect to a health hattal in

working envionment shall provide a copy of such certificate to the Joint Occupational
Health and Safety Committee. The parties agree to request the Committee to investigate
and, if warranted, make a recommendation wistixty (60) days of its receipt of the
certificate.
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Article 37: Term Appointments
37.1 An appointment may be made in the term category in the following circumstances:
(&  where there is a position exclusively associated with particularetamring programs or
situations, including the replacenteri an employee on leave or the temporary filling of a

vacant position while a competition is still open;

(b) in the case of an individual of recognized distinctiotheir field who is on temporary
leave from another position outside the Universitys{#ig Professors);

(c) where there exists a position associated with an instructional program which is
selffunding (i.e., funded from student fees), or funded to the extent of at least 50% from
sources outside the University's normal operating funds;

(d)  when vacancies occur or new positions are created as a direct result of:

) the development of a new program;

(i) the modification of an existing program;

(i) the resignation of an employee first notified to Bmeployerbetween June 1st and
Sepember 1st of any year, providing that the term replacement is appointed with

an effective date between June 1st and December 31st of that year;

(iv)  a Senate declaration that a program is established on a probationary basis (i.e.,
subject to review), andnly for that specified period of the probation.

(e) Aterm appointment may also be offered to an employee on preliminary appointment as
an alternative to the granting of tenure, in accordance with the provisiémsabé 10.

37.2 A term appointment mabe of any duration, except that:

€) it shall be limited by the maximum time limits governing consideration for tenure or
confirmation; and,

(b)  only for a position consistent with the conditions of Article 37.1(a), (b), (c), or (d) (iii)
may it be mad for a period of less than one (1) year.

37.3 An employee holding a term appointment may be granted a renewal of term appointment or a
preliminary appointment without the requirement for external advertisement and competition.
Such renewal or conversiahall be subject to the procedures for recommending appointments in
the appropriate academic unitsuunit.

€)) 0] While a term appointee cannot assume renewtleafcontract, renewal shall
take place if:

(1) there is a further need for the satyyge of employee, and
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(2)  where the position has been advertigbdir qualifications and experience
are demonstrably equal to those of the best external applicant who meets
the requirements of the position.

(i) If the position to which an employeedppointed for a ongear term becomes
available for a second year or longer the employee shall be notified in writing by
the appropriat®eanwithin one (1) month of the availability becoming known
and, in any case, prior to March 1 and invited to applydappointmentThey
shall be informed at the same time as to whether the position is to be advertised
and subject to open competition in the current academic year or whethey, if
desire reappointment, the advertisement and open competition déféeed to
a subsequent year, should the position continue to be available.

(i) If the position to which an employee is appointed for a two (2) or three (3) year
term becomes available for a period longer than the period of the initial
appointment termthe employee shall be notified in writing by the appropriate
Deanby December 15 in the final yeartbieir term or within one (1) calendar
month of the availability of the position becoming known, whichever is later, and
in no case later than March hdabe invited to apply for reappointmerithey
shall be informed at the same time as to whether the position is to be advertised
and subject to open competition in the same academic year or whetihey, if
desire reappointment, the advertisement and opepetition will be deferred to
a subsequent year, should the position continue to be available.

(iv)  Inthe event that such notification is made after March 1 the incumbent shall be
reappointed, itheyso desire, and the advertisement and open comopetit
deferred until a subsequent year, should the position continue to be available.

(V) In any of the above cases, the employee shall have ten (10) working days to
respond. A noiesponse shall be interpreted as indicating a decision not to stand
for regppointment.

(vi)  An employee shall not be required to compete for the position more than once
after the initial competition for an appointment.

(b)  When an employee is considered for a renewal of a term appointment, such consideration
shall include refeance to academic employees performing similar work, and comparison
with other employees of comparable experience.

(c) An employee employed under successive term appointments must in the"jifyleb of
such employment be considered for tenure or coiafiion.

(d) If a term appointment is not to be renewed,Engployershall notify the employee, in
writing, at least six (6) months in advance of the termination date. If the reason(s) for
termination are other than those implicit in the letter of appuent they shall be stated.
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37.4 Terms and conditions of employment for term appointees shall be the same as for other
employees as specified in ti@llective Agreemengxcept for the Pension Plan which is
specifically restricted with respect to teappointees whose appointment is limited to less than
twelve (12) months. If a term appointee has less than a full workload or a term of less than a full
year, the salary and other compensation shall be correspongiioghted Visiting professors
eligible for or receiving similar benefits elsewhere, shall not, as a condition of employment,
receive employee benefits, other than the agreed salary, at Carleton University.

37.5 Compensation and workload for term appointees shall be as specifiedQolthigive
Agreement

(@) For term appointments of less than one (1) year, both compensation and workload shall
be pro-ratedby reference to similar employees performing similar work and employed on
appointments of one (1) year or longer. Anyone on termiappent for less than one
(1) year who is rehired shall be deemed to be a continuing employee in the context of the
Collective Agreement

(b)  Visiting professors, as defined in Article 37.1(b) shall be exempt from the provisions of
Article 37.5(a).

(c) All term appointees shall be eligible for leaves and all employee benefits (except where
prohibited by the plan), and the established-sbsaring arrangements, with the single
exception of visiting professors as described in Article 37.4 above.

37.6 Indepartments or equivalent where a preliminary or permanent position is to be filled, a term
appointee then employed by the University shall be given preference over any other applicant
from outside the University, providing thidieir qualifications and gxerience are demonstrably
equal to those of the best external applicant who meets the requirements of the position.

37.7 Years of service accumulated on term appointments shall be counted in the same way as years on
preliminary appointment for purposesaainsideration for tenure, confirmation, and promotion.

37.8 Whenever possible, letters of appointment of term appointees shall be issued at least two (2)

months prior to the date of commencement of duties and in all cases shall be specific as to terms
ard conditions of employment.

Article 38: Transfers

38.1 Faculty and Instructor Employee Transfers

TheEmployermay transfer an employee either partially or fully from one academic unit or
sub-unit to another, providing that:

(@) the employee agreesluatarily to such transfer;

(b) such transfers apply to tenured or confirmed employees only;
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(€)

(d)

(e)

(f)

(9)

(h)

(i)
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the employee has the right to be represented by the Association at all stages of the
discussions concerning the proposed transfer;

the employee's rightsith respect to promotion, sabbatical, and all other provisions of
this Collective Agreemerntve fully specified and protected,;

all terms and conditions attached to such a transfer be fully set out in a letter from the
President to the employee;

for a period of not less than two (2) years following the transfer or following the
conclusion of the retraining period, if any, the employee shall not be denied the Career
Development Increment regardless of the results of assessntleair performance,

which assessment shall be undertaken solely for the information of the employee and the
Employer

retraining, where appropriate, be provided atEheployets expense and no employee
shall be denied a CDI during any such period of retraining; and,

in recognition of the exceptional contribution that an employee makes by chémgimng

field and participating in a program of retraining pursuant to an agreement between
oneselfand the appropriateear(s) a special Scholarly Achievement Fellowshiplidia
awarded upon the successful completion of such a retraining program. The value of the
Scholarly Achievement Fellowship shall be a lump sum of $1,000.00. Normally,
Scholarly Achievement Fellowships shall not be awarded for retraining programs which
are less than the equivalent of one (1) year's program of study.

The provisions of Article 38.1 shall not apply to employees who request a transfer from
one academic unit or sunit to another.

Librarian Transfers

(@)

Where the assignment ofities in the Library requires a transfer, such transfer shall be
implemented with reasonable notice and prior consultation with the professional librarian
employee involved, in the course of which the reasons for the transfer shall be given in
writing.

) All such cases of transfer shall acknowledge the specialties and qualifications of
the professional librarian employee involved.

(i) If the professional librarian employee involved disagrees with the transfer action
taken,theyshall have recourse tha Grievance Procedure as outlined in Article
30 of this Agreement.

(i) A grievance entered in relation to a transfer action as described in this section may
be initiated whenever notice of transfer is received, and in such cases the transfer
will not take place until after the grievance has been resolved.
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(iv)  The Association shall be notified of a pending transfer at the same time as the
employee concerned.

(b)  The provisions of Article 38.1(b) through 38)1ghall applymutatis mutandiso
professonal librarian employees.

An employee may initiate a proposed transfer by written application to the appr@aager
in the case of transfer to or within the Library, by written application to the University Librarian.

(&  Any unit orsubunit (exclusive of the Library) with an available position must give notice
of it to members of the bargaining unit by an appropriate means.

(b) Preference must be given to an applicant from the bargaining unit wishing to transfer if
their qualifications are eémonstrably equal to those of applicants from outside the
bargaining unit.

(c) An employee may justifiably ugheir sabbatical leave (Article 21), or any other form of
leave (Article 20.1 and 20.2), in study or any other preparation appropriate toraghiev
the qualifications preequisite to potential transfer, including employment instieunit
to whichtheywould transfer.

(d) If the employee seeking a transfer is subject teofhys a result of the implementation of
the provisions of Article 17Hinancial Stringency), the consideratiortiodir
qualifications for the new position will take into account any improvement in those
gualifications which have accrued from retraining, or would be reasonable to expect to
accrue from the retraining providéat in Article 38.6 below.

The Employerrecognizes that in no way does transfer constitute a criticism of any sort or degree
of the transferred member's prior performanctheir academic duties.

Any employee transferred to another positionléss the position requires exclusion from the
bargaining unit) within the Library, in accordance with the provisions of Article 38.2, or between
subunits outside the Library, at either tBenployerts or the employee's initiative, shall retain
theirrank salary level, and all other terms and conditions of employment, and without limiting
the generality of the foregoing:

(@) eligibility for sabbatical shall not be prejudiced or delayed in any way by transfer;

(b)  any consideration of a transferred doyee for subsequent promotion, or any
increment(s) shall give full credit foineir service prior to transfer;

(c) where scholarship and research are relevant as judged by the appropriate peer evaluation
committee, to the subsequent promotion of a fesired employee, thEmployershall
also give full credit fotheir scholarly achievement prior to transfer as well as subsequent
to transfer.
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Subsequent to a declaration of financial stringency in accordance with the provisions of Article
17, theEmployershall offer the opportunity of retraining, under the provisions of Article 20.2 to
any employee whose retraining and subsequent transfer would lessen the necessitly fafrlay
that employee or other employees.

(@) The pay and benefits of an eloyee receiving retraining under the provisions of this
Article shall be subject to acceptance by the employee.

(b) Such retraining leave shall normally be supposed to last one (1) full academic year,
though other arrangements may be made with the coosém@ employee concerned.

(©) Any employee retrained under the provisions of Article 38.6 shall be given preference for
vacancies as provided for in Article 38.3(b) and where the provisions of Article 17.8(c),

(d), (e) and (f) apply.

Secondment

Temporary secondment of an employee to teach a course (@ohadk) offered by an academic
unit or subunit other thartheir own shall be subject to the provisions of Article 384&))

above and in addition a seconded employee shall not, for the pétloelsecondment, be denied
a CDI.

Article 39: Copies of the Agreement

39.1

39.2

39.3

At the conclusion of negotiation, tlmployershall prepare six (6) officiadrint copies of the
Agreement to be signed by the signing officers of&h@ployerand the Assaation. Each party
shall receive three (3) official copies.

TheEmployershall as soon as possible, and in any event within sixty (60) days after the signing of
this Agreement, put a searchable electronic version o€tillective Agreemenbn theHuman
Resources website.

It shall be the responsibility of the University to provide the link to the electronic version of the
Collective Agreemenbn the web for new employees included in the bargaining unit, and to
candidates (when required).
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Article 40: Benefit Plans

40.1

40.2

40.3

(@)

(b)

For the period of this Agreement, Health Benefit Plans for employees will be those in
effect as of May 1, 1998, as follows:

0] The GroupLife Insurance Plan;
(i) The LongTerm Disability Plan;
(i)  The Extended Ealth Care Plan;
(iv)  The Dental Plan.

For those who are eligible, membership in the Plans listed in (a) above is a condition of
employment.

Health Benefit Plans- Cost-Sharing Arrangements

The Employershall contribute to the costs of HeaBknefit Plans stipulated in Article 40.1(a) as
follows based on premium rates in effect as of April 30th, 2003.

(@)

(b)

(©)

(d)

The cost of premiums for the Group Life Insurance Plan shall be borne wholly by
employees.

The cost of premiums for the Long Term [iigiy Plan shall be borne wholly by
employees.

For the Extended Health Care Plan, the full premium. Effective September 1, 2009, the
Extended Health Care Plan shall provide vision care of $400.00 maximum with no
deductible every twentfour (24) morhs with 80% reimbursement.

For the Dental Plan, the full premium costs. Effective January 1, 2007, the Dental Plan
shall provide annual coverage of 80% of the cost of eligible orthodontic treatment per
person covered per calendar year to a maximu$2 &00 per person in a lifetime.

Health Benefit Plans- Premium Increases and Rebates

(@)

(b)

In the event that the premium rates in effect for the Health Benefit Plans referred to in
Article 40.1(a) change on or after May 1, 1998,-ba# (1/2) ofthe cost of such change
shall be passed on to the employees. Hinployerwill bear the remainder of the cost of
such change.

Onehalf (1/2) of any rebates for any of the Health Benefit Plans referred to in Article
40.1 shall be passed on to the epypks in the same manner as changes in premium
rates. The remainder shall accrue toEngployer
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Health Benefit Variations

The practice of permitting variations in Health Benefits on written request in cases of immediate
familial relationships b&teen employees shall continue during the term ofGbitective
Agreement

Information and Reporting

(a8 TheEmployeragrees to supply the Association with:
) a copy of the master policy of each of the Plans specified in Article 40.1(a); and,

(i) copies of all correspondence betweenEh®loyerand the carrier of the
respective Plans which pertain to dividends or other performance rebates.

(b)  TheEmployeragrees to report to the Association (in such a way as to not breach
confidentiality d individuals) all problems arising with respect to the application of these
Plans to employees.

(c) The Employershall maintain on a web site, an employment benefits booklet (similar to
the July 1989 Employment Benefits booklet) which shall be updat&epyember 15 of
each year. Employees may request copies of this document on disk or in print from the
Human Resources Office at any time.

(d) The Employershall provide the Association with such information as outlined in
Appendix M as at January 1 addly 1 of each year no later than one month following the
relevant date.

Bilateral Health Benefits Committee

The parties agree teactivatewithin sixty (60)days of the signing of this Agreemehe

Bilateral Health Benefits Committee consistirfgwo (2) persons named by each party. The
Committee will review all plans with respect to experience, administration, adequacy of coverage
and rate changes, and will recommend to their principals such alterations to any plan(s) it deems
necessary or desible. No changes shall be made in respect to the benefit levels, coverages, or
premium rates for the Group Life Insurance, Long Term Disability Plan, Extended Health Care or
Dental Plan, listed herein except as a result of agreement betwdemphserand the

Association or as may be required by law, except that changes in cost sharing arrangements may
be made as provided in Article 40.3(a).

Athletic Facilities

All employees shall have free access to the facilities of Carleton University'sié\#ridt
Physical Recreation Centre.
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40.8 The Carleton University Retirement Plan

(@)

(b)

(©)

(d)

(e)

(f)

The parties agree that the Carleton University Retirement Plan in effect as of April 30th,
2009, shall continue for the term of this Agreement, except that if thedPdameinded to
modify theEmployets obligation to fund the minimum guarantee fund beyond actuarial
requirements, that amendment will take effect as provided by the amended plan.

The parties to the Agreement undertake to cooperate with any exterrabgtoody

having aprima facielegitimate interest in the Plan or University Pension Plans in general,
such as the Federal or Provincial Governments and their agencies, and Associations
representative of University administration and/or faculties, witiew to improving the
pension benefits of employees.

In respect of the foregoing, tli@mployerundertakes to provide information concerning
the funding, liabilities, terms and conditions of operations of the Plan to any group or
body of the nature ohbse indicated, as soon as such information is available. Such
information shall be presented in such a way as not to violate the confidentiality of
individuals.

The Employershall make reasonable efforts to negotiate with other Canadian Universities
with a view to entering into reciprocal pension agreements.Ent@oyeragrees to
report, at regular intervals, to the JCAA.

Nothing herein shall be construed so as to restrict the right &ntipdoyerat its sole
discretion, upon request from amployee, to reappoint the employee for such other
period of time, or upon such other terms asBhwloyermay choose, in accordance with
the provisions of the Retirement Plan.

The parties agree to take appropriate steps, jointly and individuapyovide
information to eligible employees with particular emphasis on:

0) the income tax implications and the potential net income effects of a reduced
salary under Article 13.6.

(i) the maintenance of benefits and pension contributions providedder Articles
13.6 and 9.10.

(i)  the retirement planning benefit of exercising the option under Article 13.6.

40.9 Benefits for Retired Employees

(@)

For those employees hired before November 287 28@ployees who retire at or after

fifty -five (55) years of age, and who have at least five (5) years of continuous service at
the University and who were members of the respective Plans at retirement will continue
as members of the following Plans with the premiums paid for wholly biyridoyer
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) the Extended Health Care Plan; and
(i) the Dental Plan.

(b) For those employees hired after November 28, 2007 who retire at or aftévéf($5)
years of age, and:

(1) who have at least eight (8) years of continuous service at the University shall
continue as members of the Plans listed i®@).above, with the premiums paid
for wholly by theEmployer

(i) who have at least four (4) years of continuous service at the University shall
continue as members of the Plans listed i9@).above, wh the premiums paid
in accordance with Article 40.2 and 40.3(a); and,

(i)  employees who do not qualify under (i) or (ii) above shall have the right to
participate in these Plans with the premiums paid for wholly by the retired
member.

(c) Employees whaoetire at or after fiftyfive (55) years of age, and who have at least five (5)
years of continuous service to the University, shall continue to have, access to the
University Library, the athletic facilities and health services. A special I.D. cardewill
issued on request.

(d) ) Where a retired employee applies for contract teaching pursuant to this Article,
theywill be appointed if, in the opinion of the departméhgir qualifications and
experience are demonstrably equal to those of the bedileée who meets the
requirements of the position.

(i) The Employershall make reasonable efforts to provide teaching for retired
members of the bargaining unit and in accordance with (i) above, such retired
employees shall have preference to teactoupe equivalent of two (2) full credit
courses per calendar year.

(i)  Remuneration for teaching pursuant to (i) above shall not be less than

(1)  $13,447per full credit course or equivalent or 861 for a onehalf credit
course or equivaler 2014-15;

(2)  $13675per full credit course or equivalent$8,978for a onehalf credit
course or equivaler 2015-16;

(3)  $13894per full credit course or equivalent®r,089for a onehalf credit
course or equivaler 2016-17.

(e) Where theDeanof the appropriate Faculty agrees in writing, upon the recommendation of
the department, that there is a continuing need for graduate supervision by a particular
retired faculty member, the retired faculty member will be permitted to elect to centinu
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the supervision or not. If the retired member elects to continue the supervision, the retired
member shall be paid the sum of $2,000 when the Master research thesis is accepted by
Graduate Studies and $4,000 when the PhD research thesis is acceptaduayes

Studies.

40.10Guaranteed Housing Loan Plan

(@)

(b)

(©)

(d)

(e)

TheEmployeragrees to provide employees with access to a "University Guaranteed
Housing Loan Plan" as described in this Article.

Eligibility: Subject to the limitations described in Artidl®.10(g), any employee

covered by thi€ollective Agreemenwill be eligible to apply for a loan under this plan
provided that the loan is specifically to assist in the purchase of a house or dwelling unit
to be used as the principal residence of the eyeplo

Operation of the Plan: The basis of this plan is that the applicant will borrow money as
primary debtor from the Bank of Nova Scotia, Carleton University Branch, and Carleton
University will guarantee repayment of such loan to the Bank subjestecution by the
employee of a Second Mortgage in favour of Carleton University. First priority for
guaranteed housing loans shall be to provide second mortgages for purchasing a first
home or dwelling unit.

Interest Rate: Because Carleton Univaty has agreed to guarantee all loans made by
the Bank under this plan, an agreement has been reached whereby the Bank will charge
interest to employees at the following rates:

Term of Loan Amount of Loan Rate of Interest
1 - 10 years up to $10,00 Prime + 1/2%

1 - 10 years $10,000- $20,000 Prime + 3/4
10- 15 years 0- $20,000 Prime + 1%
15- 20 years 0- $20,000 Prime + 11/4%

Repayment Terms: The maximum term for a loan is twenty (20) years and payment
shall be in monthlyristalments of principal and interest sufficient to amortize the loan
over the loan period.

0] Under the terms of the agreement between Carleton University and the Bank of
Nova Scotia, it is required that all applicants open a Personal Account at the
Carleton University Branch of the Bank of Nova Scotia and authorize Carleton
University to deposit to that account such salary payments as are due them from
time to time.

(i) The balance of principal plus accrued interest owing at any time may be repaid
without notice or bonus but any such arrangement for repayment must be made
between the employee and the Bank.
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Security for the Loan: To secure its loan to the employee, the Bank will require a
Promissory Note to be signed by the employee and guardntekd University.

(i)

(ii)

To secure its guarantee of the loan, Carleton University requires that the employee
execute a Second Mortgage on the property concerned in favour of Carleton
University.

So that Carleton University may properly record the iogent liabilities arising
from this plan, employees must also authorize the Bank to inform Carleton
University at any time of the state of the loan account.

Limitations: TheEmployerreserves the right to limit the total amount of such loans to
memlers of the bargaining unit guaranteed under this plan to a maximum of $950,000.00.

(i)

(ii)

(i)

(iv)

The Bank of Nova Scotia will not be bound to make a loan to an employee even
though that employee has obtained Carleton University's approval for a loan and if
such appoval is denied by the Bank the employee is deemed to be ineligible for a
loan under this plan.

If and when the Bank does approve a loan, no money will be advanced to the
employee until the Bank receives notice from Carleton University to do so.

No loans will be approved by Carleton University unless the employee has at least
a 10% equity in the property in the case of a detached house, and up to 20% on
other types of homes, as may be negotiated on an individual basis.

The maximum amourdf loan to be made available to individual employees under
the plan is $20,000.

Cancellation of Loan: Any loans given under this plan will contain the condition that
the entire balance of any principal outstanding together with interest accruecebeahon
and payable immediately if:

(i)

(ii)

(iii)

the employee ceases for any reason to be employed by Carleton University, except
such loans shall be continued at the option of the employee until the employee
ceases to receive salary payment from the Universiptwithstanding the

provisions of Article 40.Q(b) any employee recalled under Article 17.8(e) shall

be eligible to apply for reinstatement of the loan previously guaranteed by the
University;

the employee ceases to occupytesr usual and principgdlace of residence, the
house for which the loan was made; or

the employee sells, conveys, assigns or otherwise becomes depttiveid of
interest in the said lands and premises.

Legal Costs: The employee must pay all legal and administragixeenses incidental to
this loan including the costs of preparing the Second Mortgage documents and of
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obtaining an ugo-date survey of the property concerned. When the loan has been repaid,
the employee is also responsible to arrange for a dischatige §&cond Mortgage.

Application for Loans: Each eligible employee who wishes to borrow money under this
plan must complete an "Application for Guaranteed Housing Loan" which may be
obtained from the Director of Finance's Office. If the Applicat®approved by Carleton
University, the University will forward the Application to the Bank and the Bank will
contact the Applicant to arrange for signing of the Promissory Note and payment of the
monies.

40.11Tuition Waiver Program and Tuition Bursary Pr ogram

(@)

(b)

(©)

(d)

) Employees and, with the employee's written consent, their dependent(s) and
spouse are eligible for free tuition for credit courses offered by Carleton
University.

(i) Dependents who meet minimum academic standards may make a written
applcation for a bursary directly to the Bursary Review Committee, which has the
sole discretion to award bursaries under this program. The bursary applies to full
time and partime students.

(i)  Dependents are defined as children of the employee fomwhe employee is
entitled to claim tax exemption under the Income Tax Act in the year in which the
free tuition privilege is requested, or children under the age of tvgen{26) to
whom the employee provides regular financial support.

A student galifying for free tuition must remain in good standing. In the event of loss of
good standing the same course(s) or an equivalent one(s), however, may be taken at the
student's expense in order to reinstate eligibility or good standing. Auditing oésasirs

only allowed with the permission of the instructor in charge of the course and any such
approval must be passed on in writing to the Business Office prior to the commencement
of the course.

Employees receiving benefits under the L-dregm Disablity Plan, their spouses and
dependents, the spouses and dependents of employees who die in service, and employees
who retire from Carleton University and their spouses and dependents shall also continue
to enjoy the benefit of free tuition.

Theparties agree that both the Association ancBmployerthrough JCAA shall
continue to examine reciprocal free tuition benefit arrangements with other institutions.

40.12Professional Expense Reimbursement

(@)

The Employershall make available to each membethe bargaining unit a sum for the
purchase of items related to the performanddeif professional and/or teaching duties.
A member may use this sum, providedypresent th@®eanwith receipts or records of
purchase, for the purchase of books,igeent, or memberships in professional
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associations and/or for travel related expenses not covered by or in excess of other travel
grants.

(1) for the period May 1st, 2014 to April 30th, 2015 the sum shall be $2,000.00.
(i) for the period May 1st, 2015 #April 30th, 2016 the sum shall I$2,000.00.
(i) for the period May 1st, 2016 to April 30th, 2017 the sum shall be $2,000.00.

(b)  Any employee who takes leave of absence without pay as in Article 20.1, of one hundred
and eighty (180) days or more chgithe twelve (12) month period commencing May 1
and ending April 38 shall haveheir annual entittemergro-ratedand may only use the
pro-ratedsum.

(c) On each May 3, unspent portions will be carried over provided the total does not exceed
three(3) years entitlement. On each May; balances in excess of three (3) years will be
permanently removed and transferred to the CUASA Scholarship Fund.

(d  Amounts transferred to an individual 6s Pr
pursuant to Artic 42.4(a) shall not count towards the maximum entitlement permitted to
be carried forward.

Article 41: Career Development Increments

41.1 Purpose

The purpose of the Career Development Plan is to provide financial progress, through a series of
annual hcrements, in the career of a member of the academic staff. It is designed to achieve
orderly promotion within rank. The Plan contains a provision for denial of an increment in
exceptional cases to those whose academic/professional development ijudgeahds of
performance, based on the criteria which follow, to be substantially below the standard set by the
majority of the employees in the relevant category (faculty, Instructor employee, professional
librarian employee) of the academic staff of[€@n University.

41.2 Procedures

€)) Faculty

() Recommendations with regard to the denial, in exceptional cases, of career
development increments shall be made according to procedures established by
each department to suit its own needs. Chair/Drectoror equivalent shall
ensure that the procedures are carried out and shall have the responsibility for
conveying recommendations to the appropiizéan The decisions with respect
to denial of career development increments shall rest witbélaaof the
appropriate Faculty.
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Recommendations with regard to the denial, in exceptional cases, of career
development increments for intfaculty crossappointees shall be made by a joint
committee to be established in accordance with procedureodedddy the

relevant departments (or equivalent) to suit their own needsChiie/Director

or equivalent shall ensure that the procedures are carried out and shall have the
responsibility for conveying recommendations to the appropgbass The

decison with respect to denial of career development increments shall rest with
the Deanof the appropriate Faculty.

Recommendations with regard to the denial, in exceptional cases, of career
development increments for intierculty crossappointees shisbe made by a joint
committee to be established in accordance with procedures developed by the
relevant departments (or equivalent) to suit their own needsChie/Director

or equivalent shall ensure that the procedures are carried out and sh#tliehave
responsibility for conveying recommendations to the appropbeases who shall

in all cases meet and attempt to reach a collective decision. The decision with
respect to denial of career development increments shall rest wikleéme of the
appropiate Faculties. If th®ears are unable to arrive at a collective decision
with respect to an intdaculty crossappointee, the case shall be forwarded to the
Vice-President (Academic) with whom the decision with respect to denial of
career developmeiricrement shall rest.

Professional Librarian Employees

Recommendations with regard to the denial, in exceptional cases, of career development
increments for professional librarian employees shall be made according to the following
procedures:

(i)

(ii)

The immediate supervisors shall prepare for the Peer Evaluation Committee a
written evaluation of the performance of professional librarian employees during
the past twelve (12) months using the-jelated criteria indicated in Article

41.3(b). The emploes signature on the evaluation shall signify that a discussion

of the job performance has taken place andttiegt haveread the appraisal, but

not thattheynecessarily agree with it. If there is disagreement, the employee shall
so indicate upon signgnof the evaluation and provide a concise statement of
reasons in writing for dissent. Failure to supply a statement of disagreement shall
be taken as acceptance of the supervisor's appraisal. The employee shall be given
a copy of the appraisal.

The Peer Evaluation Committee shall:

(1) evaluate the professional contributions and professional growth of the
employee, according to criteria indicated in Article 41.3(b), on the basis of
a statement of the previous year's professional development midoyide
the employee. The Committee may seek clarification and information
from the employee on any point;
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(2) inform the employee, in writing, of the Committee's evaluatiotheir
professional development; the employee may provide to the Committee a
corcise statement of reasons in writing for dissent;

3) review and evaluate the appraisal made by the supervisor, seeking
clarification and information, if necessary, and ascertaining whether there
Is any disagreement between the employee and the supevitisoespect
to any point;

(4) inform the supervisor and the employee in writing of its decision; and

(5) recommend to the University Librarian whether or not each professional
librarian employee shall be denied a career development increment, by
furnishing themwith its written overall recommendation, and a copy of the
supervisor's appraisal, the employee's professional development appraisal
and any further statements submitted by the employee.

(i)  The decision with respect to the denial of caregeligment increments for
professional librarian employees shall rest with the University Librarian.

(c) Instructor Employees

0] Instructor employees shall be considered by the same mechanism as that used for
faculty employees (Article 41.2(a)), savatlan Instructor employee other than
the one under consideration shall be added as a member of the committee or
equivalent and shall remain a member for all consideration of the Instructor
employees in question. Where the department(s) (or equivalergt)avey only
one Instructor employee, the Association shall name an observer from the same
Faculty as the Instructor employee. This observer shall be present, on a
confidential basis, for all consideration of the Instructor employee. Such an
observer magivulge matters relating to the deliberations of the Committee only
to higher level committees, or an Arbitrator in the event of an appeal.

(i) The departmental committee or equivalent shall make a recommendation, and
provide reasonable supporting evide, to the appropriat@ear(s), who, in
accordance with the provisions in Article 41.2(a), shall make the decision whether
or not to deny, in exceptional cases, the increment in question.

(d) In no case shall a quota system of any kind be applied otetieemination of the denial
of career development increments.
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Faculty

(i)

(ii)

(iii)

(iv)

v)

(vi)

(vii)

(viii)

As specified in Article 15 the rights and responsibilities of faculty employees
relate to their performance of an appropriate combination, though not negessaril
all, of the activities of teaching, scholarship/research and/or professional
achievement, governance and administration (through active contributions to
departmental and faculty committees, councils and tasks, and, when called upon
and to a reasonabletent, through active membership in other University bodies),
and contributions to the learned professions and the community at large. For
purposes of these criteria, teaching shall be treated as one (1) area of assessment,
scholarship/research or professal achievement as a second, and the remainder
(governance, administration, community service and service to the learned
professions) as a third, to be called service.

Performance in teaching and/or related activities which is above the norm shall
guarantee a career development increment provided it is accompanied by a
reasonable degree of activity in one (1) or both of the other two (2) areas.

Performance in teaching and/or related activities which is at the norm, together
with performance imne (1) or both of the other two (2) areas of assessment
which is at the norm or better, shall guarantee a career development increment.

Performance at the norm in teaching and/or related activities accompanied by
performance substantially below therm in the other two (2) areas of assessment
may be considered as sufficient reason for denial of a career development
increment.

Performance in teaching and/or related activities which is only slightly below the
norm, together with at least nornpa@rformance in both of the other two (2) areas
of assessment shall be sufficient to ensure a career development increment.

Performance in teaching and/or related activities which is substantially below the
norm may be considered sufficient reasondiemial of a career development
increment.

The JCAA will examine the criteria set out in Article 41.3(a)(i) to (vi) above, and
will make recommendations to the parties concerning the appropriateness of these
or other criteria.

For faculty wio have been assigned additional teaching workload pursuant to
Article 13.2(d)(ii), performance at the norm in teaching shall be sufficient to
ensure a career development increment.
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Professional Librarian Employees

) Assessmats of professinal librarian employees for purposes of career

development or other salary increments shall be according to the following criteria
as applied to performance based on the individual job description and in relation

to achievement of goals which have been mugestablished.

(i) Criteria to be used in evaluating performance shall be:

(1)  Accuracy and thoroughness of work, including quality and consistency of

performance, effective application of knowledge and skills.

(2) Organization of work, including thébaity to set priorities, to choose
efficient means of accomplishing goals and to use time effectively.

(3)  Quantity and timeliness of work, including level of productivity and the
ability to meet deadlines.

(4)  Judgmentincluding recognition of problesy decisioamaking, and the
ability to see further implications of actions and events.

5) Communication, including ability to communicate in speech and in
writing, flexibility and responsiveness to new ideas, ability to gain the
confidence, cooperatiomd respect of others.

(6) Initiative, including choosing objectives; resourcefulness and creative
innovation.

(i)  The career development increment shall not be denied unless there are
deficiencies in performance relative to the above criteria suchsgsiously
affect performance in duties specified in the employee's job description.

Instructor Employees

Failure to meet the criteria for promotion to Instructor Il shall be sufficient for the denial

of the career development increment.
Methods of Assessment (Faculty and Instructor Employees)

() The method of assessment of performance in instruction and related activities

shall be equitable and may be based on teaching evaluations (including student

and peer evaluation) and on assessmentsleyant departmental committees, so
long as such evaluations and assessments are in accord with Article 26.

(i) The method of assessment of performance in areas of research or scholarship, or

in professional disciplines, professional achievement amiteeshall be

equitable and may be based on peer evaluations and on assessments by relevant

departmental committees.
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(e) Assessment Standards

(i)

(ii)

(iii)

In assessing whether the performance of a professional librarian employee or
faculty employee in each of tlaeeas of responsibility has been satisfactory, or the
degree to which it has been more than or less than satisfactory, the judgments
shall be made relative to the levels of performance normal for an individual of
similar rank and experience performing gantasks in similar areas of
responsibility. For Instructor employees the comparison shall be with other
teaching employees performing similar tasks in similar areas of responsibility.

In respect of rank and experience for faculty employeesniti& one (1) or two

(2) years of a first appointment require one standard of assessment, the remaining
years normally spent as an Assistant Professor a second, the years normally spent
as an Associate Professor a third, and the years normally spefPtaisssor a

fourth.

The standards of assessment described in this Article shall be applied reasonably.
In accord with this, performance in research and scholarship shall always be
judged over the most recent three (3) year period inasmuch asivéssally

recognized that productivity in research and scholarship over a period as short as a
year is subject to extreme variations. Putative unsatisfactory performance in
research and scholarship in the first two (2) years of an appointment shall not
however be held to the disadvantage of an employee.

() Period of Assessment

(i)

(ii)

In assessing candidates for the award of career development increments to be paid
during the salary year May'2014 to April 30" 2015, May 1st, 205 to April 30,

2016, and May ' 2016 to April 3¢ 2017,assessment shall be of performance,
except for scholarship and research, in the twelve (12) month period May 1st, to
April 30th immediately preceding the salary year as specified abovespect of
research and schos#dmip, the assessment shall be of performance over the three

(3) year period ending on April 302015, April 30", 2016and April 3¢", 2017
respectively Individuals shall be notified of the result in accordance with Article
41.4(a).

Subject to Aticle 41.5(g), where a career development increment has not been
denied, the employee shall be deemed to have been entitled to the increment on
May 1st and shall be paid any amounts which have accrued as a result thereof in
the months in which the CDI wasvarded unless otherwise agreed by the parties.

(9) Leave of Absence

(i)

For employees on leave of absence the assessment shall be of performance over
the three (3year period ending on April 8dmmediately preceding May 1st on
which the increment i take effect. In respect of teaching and service the period
of leave shall not be considered in the averaging.
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(i) Non-performance of tasks in one (1) or more of the areas where this is by prior
agreement shall not be held to an employee's disadya(aticle 20.1(f),(g)).

(h) Long Term Disability

For employees in receipt of long term disability benefits, the following procedures shall
apply:

) if the employee received a CDI for the assessment year immediately preceding the
year in which LTD beefits commenced, then CDI's will automatically be
awarded for the first two (2) years of LTD; after that time, for as long as the
employee remains on LTD, no CDI decisions will be made, and the employee's
salary will be automatically reviewed by the Sgladjustment Commission in
the year in which the employee returns to work; and,

(i) if the employee was denied a CDI for the assessment year immediately preceding
the year in which LTD benefits commenced, then no CDI decisions will be made
for as long ashe employee remains on LTD; the employee's salary will be
automatically reviewed by the Salary Adjustment Commission in the year in
which the employee returns to work.

(1) Value of the Career Development Increment

0] (1)  For faculty employees, the va of the career development increment shall
be 5% of the value of the floor of the Assistant Professor rank, rounded up
to the nearest ten (10) dollars, unless the employee's salary is greater than
twice the value of the floor of the Assistant Profesaokyin which case
the value of the career development increment shall be 3.33% of the value
of the floor of the Assistant Professor rank, rounded up to the nearest ten
(10) dollars.

(2)  For professional librarian employees, the value of the career gevet
increment shall be 5% of the value of the floor of the Librarian Il rank,
rounded up to the nearest ten (10) dollars, unless the employee's salary is
greater than twice the floor of the Librarian Il rank, in which case the value
of the career developent increment shall be 3.33% of the value of the
floor of the Librarian Il rank, rounded up to the nearest ten (10) dollars.

3) For Instructor employees, the value of the career development increment
shall be 5% of the value of the floor of the Instaudtrank, rounded up to
the nearest ten (10) dollars, unless the employee's salary is greater than
twice the value of the floor of the Instructor | rank, in which case the value
of the career development shall be 3.33% of the value of the floor of the
Instructor | rank, rounded up to the nearest ten (10) dollars.

(i) (1)  The ratio of the floor of the Assistant Professor rank shall be, 1:1.65 to the
floor of the Full Professor rank, 1:1.25 to the floor of the Associate
Professor rank, and 1:0.80 to thedit of the Lecturer rank.
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(2) The ratio of the floor of the Librarian Il rank to the floor of the Librarian
IV rank shall be 1:1.55, the ratio of the floor of the Librarian Il rank to the
floor of the Librarian lll rank shall be 1:1.25, the ratio of thierarian I
rank to the floor of the Librarian | rank shall be 1:0.9.

(3) The ratio of the floor of the Instructor | rank to the floor of the Instructor
Il rank shall be 1:1.35, the ratio of the floor of the Instructor | rank to the
floor of the Instructoll rank shall be 1:1.15.

Subject to Article 41.5, the career development increment, unless denied, shall be
added to the salary of each continuing employee as of Aptir36ach year of
employment and shall become a pdrthe employee's nomah salary

41.4 Reporting of Information

(@)

(b)

(i)

(ii)

(iif)

(iv)

In the event th®eanor the University Librarian, as appropriate, has made a
decision to approve or deny a career development increment on or before June 15,
they shall provide written notification to tieenployee by June 15.

In the event th®eanor the University Librarian, as appropriate, has not made a
decision to approve or deny a career development increment, they shall, by June
15, provide written notification to the employee and invite them tneeting to
discuss their performance in relation to CDI criteria. Following the meeting with
the employee, decisions concerning the approval or denial of career development
increments shall be reported by theanor University Librarian, as appropté&

to employees by August 1 of each year.

In accordance with Article 30.5, no grievances shall be filed until the written
notification of the decision to deny the CDI is provided to the employee, except
where the employee or the Association adkethat a violation of the procedures in
Article 41.4 has occurred.

The decision to deny a CDI shall be reported in writing and shall state the reason
therefore and indicate to the candidate, in some detail, at least in which area or
areas of perforance the appropriateeanor University Librarian would expect
evidence of further development before recommending in favour of awarding a
career development increment. In the event of a grievance against the denial of a
career development increment, mownds not contained in this written report

shall be brought forward by tliEemployerunless such are first introduced by the
employee.

A failure by an employet provideinformation of a sort generally provided by
employees concernirtgeir performame in any of the areas of performance shall be taken
into account by the appropridbeanor University Librarian in makingheir decision

(Article 23.1(b)).
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(c) TheDeanor University Librarian shall provide the Association with a list of employees,
by department, who have been denied career development increments within ten (10)
working days of the denial of such increments.

41.5 Operation of the Career Development Plan

(@  An employee shall not receive a career development increment if the salboyésthe
CDiI ceiling of the category of that employee. If the career development increment would
cause the ceiling to be breached, then the employee shall receive only that portion of the
increment which will bring the salary to the ceiling. Also, tpiement the provisions of
paragraphs 3.2(e) and 3.2(f) of Appendix E, the President, acting on a recommendation
from the Adjustment Commission, may choose to withhold a career development
increment from an employee whose salary is above the approprigtielinppspecified
in paragraphs 3.6, 3.7 or 3.8 of Appendix E.

(b) Employees on sabbatical shall be eligible for career development increments on a pro rata
basis in the year of their sabbaticals. Their nominal salaries, however, shall be adjusted
by the full increment.

(c) Employees whose initial appointment occurs during the assessment period for
performance other than research and scholarship shall be eligible for a career
development increment in the next year as follows:

) if the appointment datis between May 1 and September 1, the employee shall
receive a full CDI unless denied pursuant to this Article;

(i) if the appointment date is between September 2 and January 1, the employee shall
receive a orvhalf CDI unless denied pursuant to thidiéle;

(i) if the appointment date is between January 2 and April 30, the employee shall not
be eligible to receive a CDI until the following December, at which thnag
shall receive a onbalf CDI, unless denied pursuant to this Article.

(d)  The dlocation of monies which accrue as a result of discretionary denials shall be
determined by the JCAA.

(e) For faculty employees the CDI ceiling shall be 2.5 times the value of the floor of the
Assistant Professor rank. For professional librarian artducter employees the CDI
ceiling shall be thirty (30) career development increments above the floor of the rank of
Librarian Il or Instuctor |, as appropriate for tleategory of employee concerned.
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For the period May®l, 2014 to April 30", 2015, the career development increment shall

be:

(i)

(ii)

(iii)

(iv)

(v)

(vi)

$3320 for those faculty employees whose nominal salary as of APri28a4 is
equal to or less than twice the value of the floor of the Assistant Professor rank;

$2220 for those faculty employeesagle nominal salary as of April 802014 is
greater than twice the value of the floor of the Assistant Professor rank;

$3170 for those Professional Librarian employees whose nominal salary as of
April 30", 2014 is equal to or less than twice tlaéue of the floor of the
Librarian Il rank;

$2110 for those Professional Librarian employees whose nominal salary as of
April 30" 2014 is greater than twice the value of the floor of the Librarian Il rank;

$30% for those Instructor employeefiose nominal salary as of April 32014
is equal to or less than twice the value of the floor of the Instructor | rank;

$2205 for those Instructor employees whose nominal salary as of Afti28a4
is greater than twice the value of the flebthe Instructor | rank;

For the period MaySi, 2015 to April 30", 2016, the career development increment shalll

be:

(i)

(ii)

(iii)

(iv)

(v)

(vi)

$3380 for those faculty employees whose nominal salary as of ABiP8a5 is
equal to or less than twice the value of tloeirf of the Assistant Professor rank;

$2250 for those faculty employees whose nominal salary as of ABiP8a5 is
greater than twice the value of the floor of the Assistant Professor rank;

$3220 for those Professional Librarian employgbese nominal salary as of
April 30", 2015 is equal to or less than twice the value of the floor of the
Librarian Il rank;

$2150 for those Professional Librarian employees whose nominal salary as of
April 30", 2015 is greater than twice the valdehe floor of the Librarian Il rank;

$3135for those Instructor employees whose nominal salary as of AHI2R05
is equal to or less than twice the value of the floor of the Instructor | rank;

$2235for those Instructor employees whose firahsalary as of April 30 2015
is greater than twice the value of the floor of the Instructor | rank;
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For the period May®, 2016 to April 38, 2017, the career development increment shall

be:

(i)

(ii)

(iii)

(iv)

(v)

(vi)

$3430 for those faculty employees whose nofrsatary as of April 36, 2016 is
equal to or less than twice the value of the floor of the Assistant Professor rank;

$2290 for those faculty employees whose nominal salary as of ABiP8a6 is
greater than twice the value of the floor of thesistant Professor rank;

$3270 for those Professional Librarian employees whose nominal salary as of
April 30", 2016 is equal to or less than twice the value of the floor of the
Librarian Il rank;

$2180 for those Professional Librarian emgley whose nominal salary as of
April 30" 2016 is greater than twice the value of the floor of the Librarian Il rank;

$3185for those Instructor employees whose nominal salary as of Afl2R0.6
is equal to or less than twice the value of therflaf the Instructor | rank;

$2265 for those Instructor employees whose nominal salary as of AftiI2806
is greater than twice the value of the floor of the Instructor | rank;

No career development increments other than those pursuaist Asttble shall be paid.

41.6 For the duration of the agreement, effective 01 May2CGDI for Instructor employees
calculated according to 41.3(i)(3) shall be increased42$.$Q

Three months following the ratification of the 20Q@&llective Agreemst, a parity committee of

two (2) representatives from CUASA and two (2) representatives froEntipdoyerwill

examine the salary structure of the bargaining unit. The committee shall report to JCAA within
eighteen months of its commencement. The reg@ll include a recommendation on reforms to
the salary structure.

Article 42: Achievement Awards

42.1 The parties recognize that the outstanding scholarly contributions made by some employees
require special recognition. To give tangible recognjttbeEmployeragrees to establish an
Achievement Award fund.

42.2 Research Achievement Awards

(@)

There shall be ten (10) Research Achievement Awards per year, each valued at
$15,000.00. The awards are intended to enhance the research productigiy of th
recipients at Carleton University. They are available to faculty employees only. Faculty
employees with less than thirteen (13) years of service in their academic career will be
given preference for up to five (5) of the awards each year.
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The $15000.00 award may, at the option of the recipient, take the form of:

) a research grant upon teenployerbeing satisfied that the normal rules and
requirements pertaining to approval of research proposals have been satisfied; or,

(i) a $5,000.00 borsuand a $10,000.00 research grant payable updintipéoyer
being satisfied that the normal rules and requirements pertaining to approval of
research proposals have been satisfied; or,

(i)  aportion of the award equal to the appropriate contract atetrstipend may be
used to purchase up to a one-frdurse teaching release.

No quota system of any kind shall be applied in the determination of award recipients.

Candidates can be either nominated by a colleague or apply directly for an award
Nominations should be submitted to the appropriate faBidgnno later than September

30. TheDeanwill ascertain whether nominees wish to be considered as candidates and if
so, request them to follow the procedure prescribed below. All candidates award

shall, no later than October 31, submit a curriculum vitae and an application to their
faculty Deanusing a standardized form that addresses the following questions:

(1) research conducted over the last five (5) years;

(i) research propoddor the term of the Award,

(i) publications, grants and contracts held over the past five (5) years;

(iv)  how the award will contribute to the employee's research program; and,
(V) any other information the candidate wishes to providaeo Dear(s).

EachDeanshall, by November 15, convene a meeting of the Faculty Promotion
Committee to consider the candidates submitted from that faculty, or in the case-of inter
faculty crossappointees, the Committee designated in accordance with Appendix G.
This Committee will select a "short list" of the most meritorious candidates based on an
assessment of research completed to date. This list shall not exceed ten (10) in number.
Where the total number of candidates is less than ten (10), the Conghétiei@clude

all candidates on the list. The short listed applications will be-oathred and submitted

to a University Committee without comments by November 20. The University
Committee shall select the final ten (10) recipients and shall repdedision to the
President by December 21. Also, it will identify an ordered reversion list to be used in
the event that a successful applicant watteg award.

The University Committee shall be chaired by the Veeesident (Researemnd
Internatonal), who shall vote only in the event of a tie. The remaining, members will
consist of one (1) faculty member who has earned distinction as a scholar but is not a
candidate for the award, from each of the Faculties of Arts and Social Sciences,
Engineeing, Science and Public Affairs and Management. These members will be
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selected by the President who shall, whenever feasible, use previous winners of the award
as the principal source of potential members of the Committee.

(@) TheDears will be an infornation resource for the Committee but will not participate in
any other way in its deliberations.

(h) Receipt of an award will occur on the May 1 following the date of application but may be
deferred by the recipient for reasolebause by up to one (1¢ar.

(1) Award recipients will be eligible to apply for further awards in the Fall term of the
seventh () year following, the year in which the previous award was received.

() It shall be the responsibility of each faculganto ensure, on an anrdzasis and in a
timely fashion, thatheir faculty members are aware of the applications procedures and
deadline.

42.3 Teaching Achievement Awards

(@  There shall be five (5) Teaching Achievement Awards per year, each valued at
$15,000.00. The awardsegsintended to enhance the teaching of their recipients and the
guality of instruction at Carleton University.

(b)  The $15,000.00 award may, at the option of the recipient, take the form of:

0) a research grant upon tBenployerbeing satisfied that th@ormal rules and
requirements pertaining to approval of research proposals have been satisfied; or,

(i) a $5,000.00 bonus and a $10,000.00 research grant payable ugomptbger
being satisfied that the normal rules and requirements pertaining tuvappf
research proposals have been satisfied; or,

(i)  a $15,000 bonus.
(c) No quota system of any kind shall be applied in the determination of award recipients.

(d) Candidates can be either nominated by a colleague or apply directly for an award.
Nominations should be submitted to the appropriate faBidgnno later than September
30. TheDeanwill ascertain whether nominees wish to be considered as candidates and if
so, request them to follow the procedure prescribed below. All candidatbee fward
shall, no later than October 31, submit a brief statement of reasons, a description of a
teaching development project as appropriate, the results of peer and student evaluations,
evidence of past teaching innovations, and any other supportinghdatation the
candidate wishes to provide.

(e) The provisions of Articlél2.2(e) to (j) shall apply tbeaching Achievement Awards,
mutatis mutandis TheUniversity Committee shall be chaired by the ViRresident
(Academic) ottheir designate.
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42.4 Professional Achievement AwardgProfessional Librarians and Instructor
Employees)

(@)

(b)

(©)

(d)

(e)

There shall be a maximum of seven (7) Professional Achievement Awards per year, each
valued at$10,000.00 Up to two R) awards shall be provided fprofessional libraans

and up to five (5) awards shall be provided for Instructor employees, which may, at the
discretion of the recipient, be added to their Professional Expense Reimbursement.

The procedures to be used to select the professional librarian recigat($e as
follows:

) recommendations shall be made by the Peer Evaluation Committee to the
University Librarian by November 20, and, subject to Article 42.4(b)(ii), the
Committee's recommendation shall be final and binding;

(i) where the UniversitLibrarian is not satisfied that the Peer Evaluation
Committee's list contains the names of all those empldiiegbelieve worthy of
considerationtheymay request that the Committee consider or reconsider
additional names. The Committee shall do sadl, it&s consideration or
re-consideration shall be final and binding.

(i)  the Peer Evaluation Committee shall report its decision to the University Librarian
by November 20. The University Librarian shall report the decisions of the Peer
Evaluation Comittee to the President by December 21.

The procedures to be used to select the Instructor employee recipient(s) shall be as
follows:

) the committee for determining recipients shall consist of two (2) persons
appointed by CUASA and two (2) persoappointed by thEmployer

(i) the basis shall be outstanding performance by an Instructor employee in meeting
the responsibilities as defined in @ellective Agreemeniand in the individual
job descriptions referred to by tlmllective Agreementand,

(i)  candidates may be either nominated by a colleague or apply directly for an award
and shall submit nominations the Office of the Vicdresident (Academic) by
November 20 .

Employees shall only be eligible to receive both a Professiactae@ement Award and a
Teaching Achievement Award where the basis cited for each award is separate and
distinct.

The Dearg/University Librarianwill be an information resource for the Committee but
will not participate in any other way in its delibeoas.
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()] Receipt of an award will occur on the May 1 following the date of application but may be
deferred by the recipient for reasonable cause by up to one (1) year.

(9) Award recipients will be eligible to apply for further awards in the Fall @frthe
seventh () year following the year in which the previous award was receif@grds
received prior to 31 May 2012 shall not
award.

(h) It shall be the responsibility of ea€laculty DeariUniversity Librarianto ensure, on an
annual basis and in a timely fashion, tthegtir instructor employees and professional
librariansare aware of the applications procedures and deadline.

42.5 The allocation of unexpended monies in Article 42.2 and 4B Isé determined by JCAA.

Article 43: Summer School Stipend

43.1 The teaching of scheduled summer school courses by employees in addition to their normal
workload, as provided in Article 13, shall be subject to additional compensation at the kte of n
less than:

@ $12,966 for a full credit course and $6,483 for a badtlit course

43.2 The requirements of Article 43.1 above shall not apply to employees who, in addition to their
normal workload, at their own request and by agreement witGhae/Director, undertake
summer school teaching in exchange for release time in a regular academic session.

Article 44: Salary Rationalization

44.1 The Salary Rationalization Plan for employees shall be the plan detailed in Appendix E to this
agreement

44.2 The JCAA shall fix the amount to be allocated in each year to the funds established pursuant to
paragraph 3 of Appendix E to this agreement, on the advice of the Adjustment Commission.

Article 45: Financial Compensation

45.1 The nominal salargf each continuing employee during the petidaly 1%, 2014 to April 36,
2015; the period May 1, 2015 to April 30, 2016; and the period May 1, 2016 to April 30, 2017
shall be composed of the following:

(@) the nominal salary as of April 30of the preious year of employment as modified by
any increases as provided for under Article 45.2, plus

(b)  the career development increment for the current year, unless denied, as provided for
under Article 41, plus
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(c) any adjustment made to nominal salary assalt of the operation of Article 44 (Salary
Rationalization).

45.2 (Q Subject to Article 45.3 below, effective May 1, 2014, the nominal salary in Article 45.2
(b) of the 20122014 CUASAC llective Agreemerghall be increased [#/1%.

(b) Subject toArticle 45.3 below, effective May 1, 2015, the nominal salary in Article 45.2 (a)
shall be increased by 1.7%.

(c) Subject to Article 45.3 below, effective May 1, 2016, the nominal salary in Article 45.2 (b)
shall be increased by 1.6%.

45.3 (a) Effective May1®, 2014, salary floors shall be established in accordance with Article 45 as

follows:
Lecturer 53110
Assistant Professor 66380
Associate Professor 82980
Full Professor 109530
Librarian | 56900
Librarian I 63220
Librarian Ill 79030
Librarian IV 98000
Instructor | 53310
Instructor Il 61300
Instructor Il 71970

(b) EffectiveMay 1%, 2015, salary floors shall be established in accordance with Article 45 as

follows:
Lecturer 54010
Assistant Professor 67510
Associate Professor 84300
Full Professor 111400
Librarian | 57870
Librarian Il 64300
Librarian lll 80380
Librarian IV 99670
Instructor | 54210
Instructor Il 62340
Instructor Il 73190

(© EffectiveMay 1%, 2016, salary floors shall be established in accordamith Article 45 as
follows:
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Lecturer 54880

Assistant Professor 68590
Associate Professor 85740
Full Professor 113180
Librarian | 58800
Librarian I 65330
Librarian Il 81670
Librarian IV 101270
Instructor | 55080
Instructor Il 63340
Instructor Il 74360

In any specific year covered by tl@isllective Agreementor employees being promoted
effective July 1 of that year, no empl oyeeds
development increment below the floor of tiew rank to whichhey areappointed before the

addition of a career development increment, unless denied.

In any specific year covered by tl@isllective Agreementfor all employees where 45.4 does not
apply in that same saaayrshall be ess&amphe thogrefeh@ sankimoo mi n
whichthey areappointed before the addition of a career development increment, unless denied

(&)  The ratio of the Librarian Il floor to the floor of the Assistant Professor rank shall be
1:1.05.

(b)  The ratio of the Instructor Il floor to the floor of the Assistant Professor rank shall be
1:1.083.

Article 46: Method of Payment

46.1

46.2

TheEmployeragrees to pay employees on the second last banking day closest {8 dhedéh
month and on theecond last banking day closest to the last day of each month.

Upon application by an employee, and uponBh®ployerbeing satisfied that the normal rules

and requirements pertaining to approval of research proposals have been satisfied, the employe
shall receive, in the form of a research grant, part or #iiedf salary or sabbatical stipend less

such funds as are necessary for the continuatitimeafoenefits. The portion requested, up to

and including 100%, shall be determined solely byirdevidual employee concerned and shall

be granted, if justified under the rules and requirements referred to above. Payment of the grant
will normally be made in quarterly instalments, commencing on the first day of the period to
which the research graapplies. This arrangement is subject to the approval of Revenue Canada
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Appendix A: Procedures for the Dismissal with Cause of Faculty Members

Preamble

This Appendix is referredDi ® mmsasstHe eermimdlion®framn s s a |
appointment by the University without the consent of the appointee before the end of a stated period or,
in the case of appointments with tenure, before retirement. It follows that the failure to renew a contract
of limited term does not constitute dissal; that the decision not to grant tenure at the end of a
probationary period does not constitute dismissal; that the termination, without consent,-téunen
appointment during the course of its term does constitute dismissal; and that the i@mmangtout

consent, of a tenured appointment at any time before retirement does constitute dismissal. This
understanding of "dismissal" shall be subject to the following qualification: where an appointment is
thus terminated because the University hacidkd that the post in question has become redundant, the
faculty member so affected shall not be considered to have been dismissed.

Dismissal: ReviewChairperson

1 On the adoption of the proceduragArticle 10and from time to time thereafter, theeBident of
the University and the President of the Academic Staff Association shall agree on the
appointment of a person who is not a member of the faculty or Board of the University or
employed in the administration of the University to act as Re@karperson Such an
appointment shall be for a term not exceeding five years and may be renewed from time to time.
All reasonable efforts should be taken to ensure that the position does not remain vacant for any
significant period of time after the expiat of a term appointment and before renewal of it or
appointment of a successor. The duties of the Re@iearpersorshall be as described in the
following paragraphs.

Informal Proceedings

2 Where the President, after whatever investigatieymay onsider necessary and which may
include resort to a committee of inquiry, is satisfied that adequate cause for the dismissal of a
faculty member existsheyshall advise the faculty member thia¢yintend to so recommend
and invite the faculty member gntithe latter so wishes, an advisor to meet whgmand with
the Deanof the Faculty and th€hairpersorof the department concerned.

Initiation of Formal Proceedings

3 Where the faculty member declines an invitation extended under the precedgrgpa the
President, after reasonable efforts, is unable to arrange a meeting within a reasonable time after
extending such an invitation, or if a meeting is held and no mutually agreeable settlement is
reached, the Presidenttliieyintend to proceedith a recommendation of dismissal, shall so
inform the faculty member in writing and shall set their reasons for so doing. Such reasons
shall be set out in sufficient particularity to allow the faculty member to prepare a reply.
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The President slat the same time advise the faculty member whetiesrintend to refetheir
intended recommendation to the Reviéhairperson If the President indicates thaeyintend
to refer the matter to the Revieé®hairpersontheyshall forward to the Revie®hairpersora
copy of the information given to the faculty member.

If the President does not indicate to the faculty membettiagitntend to refer the matter to the
ReviewChairpersonthe faculty member may require the President to do so by igptee in

writing to the President within fourteen days after the faculty member is notified under this
provision of the President's intention to recommend his dismissal. Upon being required to refer
the matter, the President shall do so in the manneifisgea the preceding paragraph.

If the President does not indicate to the faculty membettiagitntend to refer the matter to the
ReviewChairpersorand the faculty member does not reqtive Presiderto do so in the

manner and within the time epfied in the preceding paragraph, the matter need not be referred
to the ReviewChairperson

Formal Proceedings

7

10

Where a matter is referred to the Reviéhairpersonn accordance with the foregoing
proceduretheyshall proceed to determine whethdequate cause exists for the President to
recommend dismissal of the faculty memberthey may intheir discretion appoint two persons
to sit withthemas a Review Committee to make such determination. The R&hawperson
shall act a€hairpersorof any Review Committee.

The ReviewChairpersoror a Review Committee shall advise the President and the faculty

member of the date and place fixed by it for a hearing in connection with the matter. Such date
shall be not more than six weeks after thetemas referred to the Revie@hairperson The

faculty member may at any time before the hearing provide the R&hawpersoror the

Review Committee and the President with a written reply to the reasons given by the President in
support oftheirintenion to recommend dismissal; but where such a reply is given within seven

days of the day fixed for the hearing the Reviglmairpersoror Review Committee may, on its

own initiative or at the request of the President, postpone the hearing for a perirceeoitg

seven days. Reasonable notice of any postponement shall be given to the faculty member and the
President.

A hearing by the Revie®hairpersoror a Review Committee shall be held in camera unless the
faculty member requests otherwise by nogjnen to the RevieChairpersoror a Review
Committee in writing at least one week in advance of the hearing.

Both the President (daheirnominee) and the faculty member are entitled to appear at the hearing
and, if they so desire, to be representgddunsel or other advisers. The Revighairpersoror

a Review Committee is entitled to fix its own rules as to the procedure before it, the examination
and crosseexamination of withesses and the admissibility of evidence. A transcript of the
proceeding at any hearing before a Revi@kairpersoror Review Committee shall not be
obligatory but theChairpersoror a Committee, upon the application of either the President or
theirnominee or the affected faculty member, may direct that the testimony efiiespwitness

be recorded as th@hairpersoror a Committee may direct and a transcript thereof provided for

its consideration if it so desires.
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As soon as possible after completion of the hearing before it, the REWi@wpersoror a

Review Committe shall provide the President and the faculty member with its decision, in
writing, as to whether adequate cause exists for the President to recommend dismissal of the
faculty member, supported by such reasons as the R&hawpersoror the Review Comntie
considers appropriate. The Revi@hairpersoror the Review Committee may also propose
another remedy if it deems it appropriate. A decision by the majority shall be the decision of the
Review Committee The Chairpersorof the Review Committee shalénd a copy of the written
report to CUASA. CUASA shall have the right to grieve the written report.

Where a RevievChairpersoror a Review Committee has reached a decision that adequate cause
does not exist for a recommendation by the PresidehetBaard of Governors that a faculty

member be dismissed, the President shall not make such a recommendation to the Board and the
procedure provided for in these provisions shall not again be instituted on the basis of
substantially the same facts and ¢desations.

At any time after its decision is communicated to the President and the faculty member, the
ReviewChairpersoror a Review Committee, may if it considers it to be in the public interest to
do so, make public its decision and any or alt®feéasons. Except where a hearing before the
ReviewChairpersoror a Review Committee is held in public, and except to the extent that the
Committee itself makes its decision and any of its reasons for it public, all information shall be
treated as cordential information and the decision of the Reviéhairpersoror a Review
Committee and its reasons for it are confidential except that the decision and reasons may be
submitted to the Board of Governors in support of a recommendation by the President for
dismissal of the faculty member.

Suspension

14

The President may, by written notice and for stated cause, relieve a faculty member of some or
all of their duties and withdraw some or all thieir privileges, provided that dismissal or other
proceedingso determine the propriety of such action have already been initiated or are initiated
simultaneously. This is not to be construed as preventing the President from acting in an
emergency where there is a clear and present danger to the faculty merolike ddrtiversity,
provided that written reasons are subsequently provided. A suspension shall terminate with the
conclusion of the dismissal or other proceedings or at such earlier time as the President may
deem appropriate. Salary and other benefédl sbntinue throughout the period of suspension.

Expenses

15

The fees and expenses of the Reuvigvairpersorand of the persons that may be appointed to sit

with him as members of a Review Committee shall be borne by the University. Any additional
expenses arising out of any hearings of the Revi@vairpersoror a Review Committee

including expenses connected with the recording and transcription of testimony when directed by
the ReviewChairpersoror a Review Committee and the fees and expenses ofsagiaealled at

the direction of the Revie@hairpersoror the Review Committee, but not otherwise, shall also

be borne by the University. Save as aforesaid the University and the affected faculty member
shall each bear their own expenses including thoseected with the calling by them of any

witnesses or the preparation and presentation of documents and the fees and expenses of counse!
or advisers as the case may be, provided that the R&hawpersoror a Review Committee
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may direct that the fees ardpenses of a counsel, if one is engaged by the affected faculty
member, or some portion thereof shall be borne by the University where, in the Review
Chairpersoror Review Committee's view of the circumstances, it considers it just and equitable
that theUniversity should pay them.

(Appendix D to the Senate Minutes of November 26, 1975)
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Appendix B: Unit Standards for the Application of the Criteria for Tenure,
Promotion to Associate Professor and Promotion to Full Professor

(@) In additiontothena ndat ory i tems for consideration
development of relevahinit Approved Standardss perArticle 10.3shall consider
factors including but not limited to:

(1) Evidence used to demonstrate the quality and effectiveness bifigat support
of an application for tenure or promotion may include, but is not limited to, the
following items, with selection and weighting of the items as appropriate to the
candidateb6s teaching activities:

(2) course work and all related activities;

(2) supervision of the work of graduate and undergraduate students at
Carleton and other universities;

3) contributions to seminars and colloquia relevant to teaching and learning;

(4) innovative methods in teaching and other contributions to thiaiteac
activities of the University;

(5) written and attributed comments of colleagues who have observed the
candi dat e 0 shant and at the imvitgatioh of thes candidate;

(6) written and attributed comments provided by colleagues regarding the
candidate's reputation in the area of teaching and learning among peers and
the basis for that reputation;

(7 written and attributed comments of
teaching;

(8) student requests to engage with the faculty member in
undergradui@/graduate research or independent studies;

(9) additional material relevant to teaching and learning collected by the

candidate otheirown i ni tiative i1including a ¢
teaching philosophy, multimedia materials developed by the daiai
video recording of candi dateds tea

assignments, examinations, student workbooks and laboratory teaching
materials i(e. a teaching dossier); and,

(10) supervision of student practica and/or internships wgeeific
professional credentials are required of the supervisor to allow students to
obtain certification or licensure.

(i) Evidence appropriate to the discipline or field used to demonstrate the originality
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and quality of research/scholarly activityaeative work in support of an
application for tenure or promotion may include, but is not limited to, the
following items, with selection and weighting of the items as appropriate to the
candidateds scholarship or creative

(2) the publication of boak case studies, monographs, and contributions to
edited books;

(2) papers in peer refereed journals;

(3) the judgments of scholars through letters of reference, particularly of
senior scholars in the same and cognate disciplines;

4) papers delivered at professadmeetings;

5) contributions to panels, workshops, and clinics;

(6) consulting with government, related professionals, and agencies, or
preparation of instructional, clinical, curriculum or policy materials for

such agencies;

(7) editorial and refereeing duties;

(8) the creation, performance, direction, programming, design, and staging of

creative works for the public, or curation of exhibitions, particularly when
recognized by competent external peers;

(9) adjudicating festivals and competitions, master classes, tiogsoih
curricula, workshops at the pestcondary level or with professional
orchestras, choirs, theatres, galleries, or professional residencies;

(10) the development of software, hardware or equipment;

(11) scholarly contributions to pedagogy;

(12) scholarly contifbutions to agencies, communities, governments, or
organi zations and the extent to

services are in demand by such organizations outside the University;

(13) scholarship as evidenced by the candidate's depth and breadth of

knowledge and general contributions to the research life of the University;

W o

wh i

(14) applications to secure funding for research/scholarly and creative activities

as appropriate for a discipline or field;

(15) other publications demonstrating a high quality of satstiip with
significant public impact;
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(16) external grants, industrial research and development contracts; and,

(177 ot her evidence appropriate to the <c
work, and/or discipline.

Bibliometrics and publications metrics miag used to assess the quality of
research but such metrics and other quantitative measures must be assessed within
the context of judgment by peers inside antkide the university.

Although teaching and research/scholarly activities are the pricrigeyia for

tenure and promotion decisions, evidence of other activities appropriate to the
discipline or field, and service to the University and the CUASA may be used to
strengthen a candidateds case. Sheh ev
foll owing items, with selection and we
chosen activities:

(2) participation in University, Faculty, Departmental, Centre, Program and
CUASA committees;

(2) counseling students;

3) service in and recognitiorylsegional, national and international
committees and other organizations, including professional organizations

4) Community based teaching relevant to the discipline (i.e. extension
activities);

(5) general administrative duties and administrativéegutinique to a
candi dateds Facul ty;

(6) community service where the individual has made an essentialy non
remunerative contribution by virtue of special academic competence; and,

(7 administrative and neteaching/research responsibilities within the
University and the CUASA.
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Appendix C: A Description of the Carleton University Academic Staff
Association Bargaining Unit, from the Ontario Labour Relations Board
Decision Dated April 4, 1975

"All full-time academic staff and professional librasamployed by the Respondent in the City of

Ottawa in the Regional Municipality of Ottav@@arleton save and except President, members of the

Board of Governors elected by the Senate, Assistant to the Presider®rdsogent (Academic),

Assistant to the Me-President (Academicears, AssistanDears, Director of Schools, University
Librarian, Assistant to the University Librarian and Sections Heads for Bibliographic Processing, Central
Library Services and Systems."

"Note I The unit does not inclugeersons engaged in nacademic administrative positions such as

faculty registrars, the University registrar, his associate registrars development officers, information
officers and secretary to the Board of Governors, and persons currently employearimdets such as
physical plant, finance, administrative services, student services, computer centre, planning, analysis and
staistics, continuing education.”

"Note 2: The unit includes teaching associates but does not include sessional lecturéradpart
technical aides, research officers, laboratory directors or supervisors, program consultant, graduate
teaching assistants and persons engaged primarily in research at the University under a grant
appointment nor does it include demonstrators, ieehofficers or field instructors other than those
primarily engaged in teaching."
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Appendix D: Document on the Release of Teaching Staff in Times of
Financial Stringency

(approved by Senate, December 11, 1974)
PART I
Preamble

1. This document isoncerned with one aspect of the University's reaction to financial stringency.
It must be understood that the release of teaching staff as a means to reduce expenditures will be
invoked only after Senate has agreed that very rigorous economies hav&roelerced in all
other possible sectors of the University. The result of such economies may be an additional
burden on members of the teaching staff which must be accepted as an alternative to teaching
staff reductions.

2. This document is not intendéal deal with the question of discontinuance of programmes for
academic reasons since ordinary procedures now exist for such action. Nor is it intended to deal
with procedures for the release of teaching staff whose performance is unsatisfactory te a degre
that warrants dismissal under existing procedures.

3. A situation of financial stringency within the meaning of this document will be recognized by
Senate to exist when Senate has declared, on the presentation of evidence from the Budget
Review Committe, that the total operating funds available to the University, including deficit
financing, are such that the academic sector of the University must inevitably be cut. The
following procedures shall be used to decide equitably thbatks which will leat damage the
university community. All other adjustments of the University to the changing needs of the
community for educational facilities will be dealt with by the normal procedures which have
served the University so far.

4. Enrolments in specificigciplines, programmes, and classes have fluctuated considerably from
year to year in the past, and there is no reason to suppose from our present methods of predicting
that such fluctuation will be less characteristic of the future; the same could @jytiyre
enrolment in the University as a whole.

5. Despite these shetrérm cycles, it may happen that letegm trends can be established over a
period of several years that demonstrate that certain disciplines no longer need to be staffed in
their pregnt manner. In times of affluence and increasing income, these fluctuations did not
cause a very great perturbation in the overall financial situation of the University. During periods
of stable income and enrolment, however, the University may havedibyroo curtail the
development of certain areas if it is to remain sufficiently flexible to cope effectively with short
term fluctuations and the attendant demands that are made upon it. And finally, during periods
of diminishing enrolment and incomegtBenate may well have to modify and curtail existing
programmes if the University is to function effectively and maintain a competitive level of
quality in its instruction and research.
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PART I

Interpretations and Definitions

The interpretations @hdefinitions outlined below are to be used only in connection with this
document.

a)

b)

d)

The Board of Governors

The "Board" means the Board of Governors of Carleton University and hereinafter is
referred to as "the Board".

The "Senate" means the Senaf Carleton University and hereinafter is referred to as
"the Senate".

Faculty

For the purpose of this document "Faculty" shall mean any one of the following
organizational units of the University:

Faculty of Artsand Social Sciences

Faculty ofScience;

Faculty of Engineeringnd Design

Faculty of Public Affairs

Sprott School of Business;

Faculty of Graduate and Postdoctoral Affairs.

Department

For the purpose of this document "Department” shall mean the organizational units of the
Facuties, headed by ChaitDirectors

The School of Social Work

The School of Social Work shall be considered for the purposes of this document a
Department of the Faculty ¢fublic Affairs

The School of Architecture and Industrial Design

The School of Achitecture and the School of Industrial Design shall be considered for
the purposes of this document as Departments of the Faculty of Engineering.
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Should the application of the procedures of this document be applied to members of the
teaching staff whaiold appointments in interdisciplinary schools, institutes or

committees then the "Department” shall be the appropriate Committee of Management or
advisory body and shall exercise the duties and responsibilities of a Department as
described in this documen

A Department exercising its responsibilities under these procedures may use any
organizational arrangement it chooses to exercise its responsibilities, provided that these
are consistent with the provisions of University Government in effect.

Teading Staff

For the purpose of this document "teaching staff" shall mean all those persons who hold
appointments at the University as Professor, Associate Professor, Assistant Professor,
Lecturer (other than Sessional Lecturer), or any dtlietime acaagmic position with

tenure.

The Budget Review Committee

The "Budget Review Committee" means that joint SeBai@d Committee consisting of
appointees of the Board and Senate.

Academic Planning Committee

The "Academic Planning Committee" meansAltademic Planning Committee of the
Senate.

The Committee of Review

The "Committee of Review" established by this document shall be composed of eleven
members; two members elected by each Faculty, &ithapersorwho shall be

nominated jointly by tb President of the University and the President of the Carleton
University Academic Staff Association and approved by Senate Chhipersorshall

not be a person who has taken part directly in prior decisions relating to the matter under
review. This @mmittee is restricted to dealing only with differences between the Faculty
as represented by tieeanand/or theDearis Advisory Committee and a department as
represented by @hairpersorand/or a departmental committee.

Appeal Committee

The "AppealCommittee” means the Committee established by Section IX of this
document for the purposes of hearing an appeal by an individual member of the teaching
staff against the decision of the President to recommend to the Board the release of that
member of theeaching staff.
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Dearls Advisory Committee

The 'Dearns Advisory Committee” means the advisory committee established in and by
each Faculty under this document and shall be composedDé#mas an ex officio
member, one member from each Departmemd, sufficient student members chosen by
each such committee to achieve a total of 20% student participation in each committee.
In the case of the Faculty of Engineering, the Director of the School of Architecture and
the Director of the School of Industr Design shall be members ex officio. When a
member of théearls Advisory Committee is likely to be declared redundant the member
must be replaced by an alternate chosen from the department.

Fringe Benefits

"Fringe Benefits" shall mean for therpose of this document those benefit programmes
in which a member of the teaching staff is enrolled in the year prior to any leave granted
under the procedures of this document, and including the following:

Canada Pension Plan

Unemployment Insurance

Group Life Insurance

Total Disability Plan

Ontario Health Insurance Plan

Supplementary Medical Plan

Retirement Plan

Free Tuition.
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PART Il

Assumptions

This report proceeds from the following seven assumptions:

a) that the primary objectivef the University must always be to achieve and promote the
highest possible quality in the fundamental activities of learning, teaching, scholarship,
and research in all its Faculties; financial resources must be used for the good of the
University as avhole and not be allocated to specific units of the University in proportion
to the income generated by these units;

b) that the Board has the authority to establish the total budget of the University. In
exercising this authority it works in close congtion with Senate through the Budget
Review Committee. The Budget Review Committee proposes to both Senate and the
Board an appropriate division of expenditures between the academic aadau@mic
sectors of the University to meet future budgetary targe

C) that Senate alone has the authority to declare whether all or any part of a specific
academic programme must be discontinued; it alone has the authority to set minimum
requirementsie. enrolment) which will apply to courses offered at the Unigrs
Curtailment of academic programmes or reduction of the number of teaching staff
positions will only take place after Senate has agreed that:

0] all reasonable cuts in other areas have been achieved,

()] the necessity for such curtailment hasrbéemonstrated by a thorough and
complete investigation, presented in writing.

C) Senate

- has the responsibility to recommend the number of teaching staff appointments to
be discontinued within any given Faculty, given the decision by the Board
regardng the size of budgetary reductions needed within the academic sector and
acting with the advice of the Budget Review Committee;

- before making this recommendation is required to consult with Faculty Boards;

- shall not assume the authority, oncerithenber of teaching staff appointments to
be discontinued has been set for a Faculty, to specify which individual members
within that Faculty shall be affected.

A Deanof an affected Faculty

- may, after consultation with whatever authoritiesymay deen necessary,
present proposals for Senate's consideration to achieve the financial reductions set
for his Faculty by means other than teaching staff reductions;

- is responsible to ensure that all factors relevant to the circumstances are
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adequately preséed to the Senate for his Faculty;

- is responsible to ensure that all decisions and information related to those
decisions are adequately presented to the Departments concerned.

that the formal decision on teaching staff terminations will be madeebgoard acting
on the recommendation of the President following the procedures at Senate, Faculty, and
Departmental levels to be described later;

that any reduction in the number of teaching staff appointments will necessarily affect
four distinct goups of people: the teaching staff who leave the University, those who
remain, the support personnel, and the students;

that human beings are distinct from whatever functions they may temporarily be
performing at the University, and thus the discmmince of a specific function does not
in itself mean that the appointment of the person carrying out this function must be
terminated.

that the University has an obligation to its staff who have committed themselves to the
University, and this obligadn must be honoured so far as it is possible to do so. Even if
under the procedures to be described the function of a member of the teaching staff is to
be discontinued this discontinuance does not automatically terminate anyone's
appointment until othguossibilities have been explored, such as:

0] alternative employment within the member of the teaching staff's own Department
even if such employment falls outsitheir research specialty. The oweding
consideration should be to maintain a high dyalf instruction.

()] re-allocation to other Departments.

Among still other possibilities Senate endorses the principles of voluntary early
retirement, special leaves without pay, assistance to the individual affected in seeking
alternative employmenseverance pay and opportunity for subsequeaimgloyment at
the University.

Senate further assumes that suitable arrangements along these lines will be worked out
between the Carleton University Academic Staff Association and the Board of Governors
before any terminations under the provisions of this document can take effect.
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PART IV
Procedures
The following procedures shall apply in the implementation of this document at all levels:

a) Student members of bodies or committees operating unel@rocedures of these documents
should participate in all deliberations except when specific individual names are discussed.

b) In the process of assessing teaching ability, student input should be used through the use of
properly conducted course evdioas, and all Departments should consider the conduct of such
course evaluations for all their members.

C) At the time when a Department, or a Faculty, or a Committee of Review has concluded its
deliberations and prepared a recommendation which invalvasdividual name, the person
named should be so informed in writing and be given the opportunity of examining the reasons
for this recommendation and further should be given the opportunity to present to the body
concerned any informaticheyfeel rele\ant to the recommendation.
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PART V

Senate Role

The final decision to curtail an academic programme or programmes can only be taken by the
Senate, and it is a prerequisite of any Senate decision that the Senate have as full knowledge as
possible 6the University's (Faculties' and Departments') academic priorities and budgetary
situation before it reaches a decision. The Budget Review Committee and the Academic

Planning Committee must have available to them both short anddongorecasts of th

University's budgetary and academic position, and the data on which the forecasts are based must
be available to Senate to assist in academic planning and to lessen the possibility of sudden and
unanticipated crisis which could lead to academic retreeaohm

If, after all these factors have been taken into consideration, it appears necessary on budgetary
grounds to reduce the teaching staff, the starting point for dealing with this would be to consider
the teaching staff necessary to achieve the pyimigjectives of the University as stated in
assumption 1, (see Part Il (1) above) using guidelines to be established by the Senate. These
guidelines will include the consideration of student/teaching staff ratios with suitable
refinements, and with futlecognition that they need not be the same in all sectors.

Insofar as the guidelines will involve the establishment of student/teaching staff ratios, the Senate
will formulate its position upon receipt of advice from the Academic Planning Commitéze af
the Academic Planning Committee has consulted with Faculties and Departments.

In addition, projections will be made to identify tentatively areas of possible teaching staff
reduction. It would then be incumbent on those involved to attempt toedke anticipated
difficulty.

When Senate has determined the magnitude of the reduction necessary, through the use of its
guidelines and other relevant information, it will choose among the various alternatives to be
applied after receiving the recomendations of its Academic Planning Committee and following
consultation by the latter with Faculties and Departments.

The choices would include: reduction in dollar terms, a reduction in manpower, and the
reduction or elimination of a programme oogrammes.

When a Senate decision is reached, it must be transmitted to individual departmenBdanthe

of the Faculty to which the Departments belong. If the Senate decision concerns all or part of an
academic programme or a reduction in dollamgrtheDeanconcerned will transmit these

decisions to appropriate Departments. If the Senate decision concerns a number of teaching
appointments, thBean after considering the advice of tBears Advisory Committee, will

apportion these numbers amdhg various Departments of his Faculty.
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PART VI

Faculty Role

To assist the Faculties in their role of interpreting the Senate decisions, there shall be established
in each Faculty ®earns Advisory Committee. (See Part Il, 2(j) above).

The wak of these Committees shall proceed in stages.

Stage 1

TheDeanon the advice of thBearis Advisory Committee shall apportion the-tatcks to the
Departments without reference to individuals.

(@  On receipt of the notice as to how many individygbointments are to be discontinued,
each department concerned shall be given two weeks to prepare a submissi@etmthe
and theDears Advisory Committee outlining its comments on the implications of the
terminations.

(b)  Within the same time periotié Department shall inform tiizeanand theDearis
Advisory Committee of the method it wishes to be used in reaching the decision
concerning which appointments shall be terminated. This method must be one of the
following:

0] the Department makes thetial decision, involving, if it wishes, the assistance of
expert advice from outside the University from individuals who are specialists in
the field of the Department concerned.

()] the Department authorizes tBeanon the advice of thBeans Advisoy
Committee to make the decision.

Stage 2

After considering the submissions from the Departments concernddedmeon the advice of
theDearns Advisory Committee, may reapportion the-batks.

Should A.b.(i) be chosen, however, the following &ddal stages would be required:

Stage 3

The individuals whose appointments are to be discontinued shall be identified by the Department
and made known to tHeeanand theDearns Advisory Committee. (Where a Department has not
identified these indiduals within three weeks, tiean acting on the advice of thgearis

Advisory Committee shall make the decision.)
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Stage 4

TheDean on the advice of thBearis Advisory Committee, may accept the names submitted or
may reject any of them. If namaee rejected, then the Department concerned must be notified
of the reasons of tH2earis Advisory Committee and thHigeanshall instruct the Department to
begin again at Stage 3.

Stage 5

In the event of continued disagreement between the DepartneetiteDean the matter shall be
decided by a Committee of Review. (See Part VIl below.)
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PART Vi

Departmental Role

The department role in cisacks for budgetary reasons will depend on the choice made under
Stage 1, Section b. (See Part V§)Zabove).

In case b(i), the Department selects those individuals whose appointments are to be discontinued.

In case b(ii), the Department's role shall be to provide pertinent information, commentary and
such other assistance as it can rendera®#anand theDeans Advisory Committee.

The principal criterion to be used in making decisions on teaching staff terminations is the need
to maintain the viability, continuity, balance, and quality of the Department's teaching and
scholarly activitis, including research.

Without in any way altering the foregoing essential criterion, decisions among individuals should
be based on a consideration of the following factors:

a)

b)

relative academic merit as exemplified in teaching and scholarly sediatiresearch;

the ability to adjust to changed and changing conditions of the discipline or to move from
one aspect of the discipline to another, to satisfy the established priorities of the
Department;

contributions to the administrative needadepartment, Faculty or the University;

long service to the University;

tenure, to the extent that when a decision lies between two members of the teaching staff

judged to be of equal merit, the matter shall be decided in favour of a tenureshove
untenured individual.
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PART VIl

The Role of the Committee of Review

The Committee of Review reviews apportionment decisions mad®bw@arising from Stage

2 at the request of the Department concerned. If the CommitRevaw confirms th®ears

decision and so informs the President, the President shall so advise the Department in question,
whereas if the Committee of Review does not concur ilD#eeis decision, then thBeanmust
reconsider the apportionment.

If a Deandoes not agree with the choice of the persons whose appointments are to be
discontinued by the Departmetiteymay refer this recommendation to the Committee of

Review. The Committee of Review shall review the matter and make a recommendation which
theDeanshall accept.

In regard to the apportionment decision, the Committee of Review will be limited to determining
whether proper procedures and rules of natural justice have been followed.

The Committee of Review shall submit its findingswirting, to theDeanand theDearis
Advisory Committee and the Department concerned within two weeks of being called upon.
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PART IX

Implementation and Appeal

The President shall write to those members of the teachifigwtase appointments as members
of the teaching staff are to be terminated indicatingttietwill be so recommending to the

Board and giving to the individual concerned in writing the reasons on the established criteria
(see Part VIl above), for the dsion. This letter shall serve as notice by the University of its
intention to terminate the appointment on June 30 of the next academic year.

The letter of notice shall include a statement indicating that appeal against this decision can be
made in witing addressed to the President within 14 days.

If an appeal is made it shall be heard by an Appeal Committee composed of three persons, one of
whom is chosen by the appellant, one by the University, and the third chosen by the first two.
The firsttwo members named should be members of the Carleton faculty.

An appeal will be upheld if the Appeal Committee decides by a simple majority that a proper
assessment has not been made of the criteria listed in Part VII of this document and more
especidl of those presented in the President's letter.

The Chairpersorof the Appeal Committee shall advise the President and the member of the
teaching staff of the date and place fixed by it for a hearing in connection with this matter. The
member of theeaching staff may at any time before the hearing provide the Appeal Committee

and the President with a written reply to the reasons given by the President in support of his
intention to recommend termination but where such a reply is given within seygeofdbe day

fixed for the hearing, the Appeal Committee may, on its own initiative or at the request of the
President, postpone the hearing for a period not exceeding seven days. Reasonable notice of any
postponement shall be given to the member ofdahehing staff and thiéresident.

A hearing by the Appeal Committee shall be held in camera unless the faculty member requests
otherwise by notice given to the Appeal Committee in writing at least one week in advance of the
hearing.

Both the Presient (ortheirnominee) and the member of the teaching staff are entitled to appeal

at the hearing and, if they so desire, to be represented by counsel or other advisers. The Appeal
Committee is entitled to fix its own rules as to the procedure befdine iexamination and
crossexamination of witnesses, and the admissibility of evidence. A transcript of the
proceedings at any hearing before an Appeal Committee shall not be obligatory but the
Chairpersoror the Committee, upon the application of eitter President (aheirnominee) or

the affected teaching staff member, may direct that the testimony of a specified witness be
recorded as th€hairpersoror a Committee may direct and a transcript thereof provided for its
consideration if it so desires.
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As soon as possible after completion of the hearing before it, the Appeal Committee shall
provide the President and the member of the teaching staff with its decision, in writing, as to
whether sufficient reason exists for the President to recommenh&tion of the member of the
teaching staff's appointment supported by such reasons as the Appeal Committee considers
appropriate.

Nothing in this document restricts the right of an individual to appeal under the provisions of
Appendix A:Proceduredor theDismissalwith Cause of Faculty Membergiowever, the main
ground for such an appeal would be an allegation that the termination was in fact a "dismissal for
cause" rather than a "release on account of financial stringency”. The Dismissal Hearing
Committee would first consider whether it appeared that the appellant was being dismissed
primarily for reasons other than financial stringency. If it determined that other reasons might
exist, it should then proceed with a hearing as provided iAgpendix A: Procedures for the
Dismissalwith Cause of Faculty Member#, on the other hand, the Committee determined that
there was no cause other than the stated financial reasons, it should not consider the matter any
further. The individual could thestill appeal to the Appeal Committee of this report.

Where an Appeal Committee has reached a decision that sufficient reason does not exist for a
recommendation by the President to the Board of Governors that a member of the teaching staff's
appointnent be terminated, the President shall not make such a recommendation to the Board
and the procedure provided for in these provisions shall not again be instituted on the basis of
substantially the same facts and considerations.

At any time after itslecision is communicated to the President and the member of the teaching
staff, the Appeal Committee may, if it considers it to be in the public interest to do so, make
public its decision and any or all of its reasons. Except where a hearing befoppte A

Committee is held in public, and except to the extent that the Committee itself makes its decision
and any of its reasons for it public, all information shall be treated as confidential information

and the decision of the Appeal Committee and itsaes for it are confidential except that the
decision and reasons may be submitted to the Board of Governors in support of a
recommendation by the President that the appointment of a member of the teaching staff be
terminated.

Expenses

Any expensesr&ing out of any hearings of the Appeal Committee including expenses connected
with the recording and transcription of testimony when directed by the Appeal Committee and
the fees and expenses of witnesses called at the direction of the Appeal Corbatitteg,

otherwise, shall be borne by the University. Save as aforesaid the University and the affected
member of the teaching staff shall each bear their own expenses including those connected with
the calling by them of any witnesses or the preparatidrpaesentation of documents and the

fees and expenses of counsel or advisers as the case may be, provided that the Appeal Committee
may direct that the fees and expenses of a counsel, if one is engaged by the affected member of
the teaching staff or sonp®rtion thereof shall be borne by the University where, in the Appeal
Committee's view of the circumstances, it considers it just and equitable that the University
should pay them.
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Appendix E: Salary Rationalization

1.

Members of the Committee discussedonsiderable detail the introduction of emaf CDI's,

revised criteria for the award/denial of CDI's and changes in the grievability of decisions on the
denial of CDI's. However, it has not been possible to resolve these complex issues and
consequeiy the Committee, at this time, makes no recommendations concerning these matters.

The Committee recommends the following structural changes in the career development plan:

(@) that the following relationship hold for salaries at Carleton

Lecturer Roor = 0.80 Assistant Professor Floor
Assoc. Prof. Floor = 1.25 Assistant Professor Floor
Full Prof. Floor = 1.65 Assistant Professor Floor
Salary Ceiling = 2.50 Assistant Professor Floor

(b)  thatif salaries exceed twice the Assistamfé&ssor Floor (this value shall be known as
the breakpoint), then the CDI value be tthirds of its value for salaries below the
breakpoint.

(c) that the value of the CDI below the breakpoint be 1/30 of the difference between the
Assistant Professor Fbo and the Salary Ceiling.

The model described in (a), (b) and (c) is defined by one parameter. It would be equally
convenient to establish either the level of the salary ceiling or the Assistant Professor Floor.
Because the Assistant Floor level atl€an has increased, in the last few years, by the scale
increases, the current level is probably neither competitive nor a realistic measure of minimum
salaries for Assistant Professors at Carleton. Similarly, at the other end of the salary spectrum,
thecurrent method used to determine the ceiling has produced results which have caused concern
to both parties to th€ollective AgreementConsequently, the Committee recommends that:

(d) the parties negotiate either the value of the salary ceiling érsistant Professor Floor.

The members of the Committee also examined some aspects of the current merit scheme which,
at least to some extent, relate to the career development plan. As a result of the analysis the
Committee recommends that:

(e) the valueof the merit increment above the breakpoint, defined in 2(b) above, continue to
be equal to the value of the career development increment and that the value of the merit
increment below the breakpoint be equal to-thieds of the value of the career
dewelopment increment.

() the final sentence of Article241(e)be replaced by, "The assessment shall normally be
based on performance over a number of years
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The Committee recommends the establishment of a fund for the correction of anomalies, a fund
for other adjustments and an Adjustment Commission with the composition and responsibilities
described below.

Upon completion of the first phase of operation of the Commission, its guidelines, procedures
and results will be reviewed and modified as theiggmay agree before proceeding to a second
phase of operation.

Adjustment Commission

(@) 0] There shall be established an adjustment commission consisting of two (2)
members named by tlamployerand two (2) members named by the Association.
Ead party shall in addition name one (1) alternate in order that the commission
shall have an ability to meet on short notice with a full complement of four (4)
(two (2) members representing each party). Two (2) members, provided that there
is one (1) repremntative from each of the parties, shall constitute a quorum; and,
in cases where there is unequal representation from one (1) of the parties the extra
representative shall not exercise a vote.

(i) The Commission will be expected to report on thegudi and principles it uses
in arriving at its judgments and recommendations.

(b)  One task of the Commission shall be to consider and recommend to the President
adjustments in the salary of individual employees where the current salaries are deemed
by theCommission to be anomalously low or high relative to the limits described in 3.6,
3.7 and 3.8. The cost, if any, of such adjustments shall be a charge against the Anomalies
Fund.

(c) Another task of the Commission shall be to consider and recommédmel Rodsident
adjustments in the salary of employees, deemed necessary to meet exceptional situations
of special merit, market differentials, offers of alternative employment, or obvious
inequity. The cost, if any, of such adjustments shall be a charyestade Adjustment
Fund.

(d) A further task of the Commission shall be to review the salary of each term appointee
granted a preliminary or tenured/confirmed appointment, and if necessary, the
Commission shall recommend an adjustment to retftect new status.

Procedures for Distribution of Anomalies Fund

€)) Cases may be referred for consideration to the Commission by the President or the
Association or the Commission itself may decide to consider individual cases.

(b) In the first phase of sakarationalization, the Commission shall consider whether salary
adjustments are appropriate for those individuals whose salaries are below the lower
bounds described in 3.6, 3.7 and 3.8.
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The limits established for each rank in the attached tabllecsimstitute bounds such that
when an employee's salary is below the bound approprititeitoank, it shall

automatically be considered by the Commission which shall make a recommendation to
the President.

When an employee's nominal annual saisuabove the limit specified in 3.6, 3.7 and 3.8
but below the ceiling, it shall automatically be considered by the Commission which shall
make a recommendation to the President.

In the event that an individual's salary is above the limit specifiddbir8.7 and 3.8 but

below the ceiling, then the Commission may decide to recommend no action, or to
recommend that the salary of the individual be modified over a period of time to bring the
individual's salary to a level closer to or equal to the ap@tgpupper level limit. In

arriving at a decision, the Commission shall determine to what extent market effects were
responsible for the individual's salary exceeding the upper limit and further, whether and
to what extent these considerations contiruiest relevant.

If the President implements the recommendation of the Commission as to the appropriate
adjustment in an employee's salary, the President's action shall be final and binding.

If, for cases corresponding to salaries below the apijatedower limit, the President
does not accept the recommendation of the Commission and awards a lesser salary
increase than that recommended, the employee affected shall have the right to grieve
pursuant to Article 30.

If in the President's judgemiean increase greater than that recommended by the
Commission is warrantetheyshall award an increase, chargeable to the Anomalies
Fund, equal to the recommended increase and either refer the case back to the
Commission with a request that the amourexoess of that recommended initially be
awarded from the Adjustment Fund or award the amount in excess of that recommended
from other sources subject to the limitation specified in 3.5 below.

All salary adjustments charged against the Anomalies Bhalll be effective from May
1st previous to the date of the President's decision.

Procedures for Distribution of Adjustment Fund

(@)

(b)

(©)

Cases may be referred for consideration to the Commission by the President or by the
Association, or the Commissiotself may decide to consider individual cases.

Where a case is referred to the Commission by the President, which the President deems
to be urgent and so indicates to the Commission, the Commission shall consider the case
and make its recommendationdwn to the President within five (5) working days.

If the President implements the recommendation of the Commission as to the appropriate
adjustment in an employee's salary, the President's action shall be final and binding.
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If the President des not accept the recommendation of the Commission and awards a
lesser salary increase than that recommended, the employee affected shall have the right
to grieve pursuant to Article 30.

If in the President's judgement an increase in addition ton@ngase recommended by
the Commission is warrantédeyshall award an increase, chargeable to the Adjustment
Fund, equal to the recommended increase and award the amount in excess of that
recommended by the Commission from other sources subject to ttagiimin 3.5

below.

All salary adjustments charged against the Adjustment Fund shall be effective from a date
to be agreed upon by the Commission and included in its recommendation to the
President.

General Procedures

(@)

(b)

The Commission will armally base its recommendations on a decision obtained by a
majority vote. In the event of a split vote, the Committee shall, by a means of its choice,
decide upon a recommendation.

The President shall advise the Commission, and the individualvad,obfthe
Pr e s i de@sion vitls respect to the Commission's recommendation within two (2)
weeks of the receipt of a recommendation.

Limitations on Increases above those Recommended by the Commission

When the President awards salary increaseaddiition to those recommended by the
Commission, the aggregate amount of those portions of the increases chargeable to other sources
shall not in any salary year exceed $35,000.

Other sources in the context of this document means monies apart fronntheded in the
Adjustment Fund and/or the Anomalies Fund.

Faculty Salary Rationalization Tables

(@)

The values of the salary floors, the CDI ceiling and the CDI breakpoint are as follows:

Lecturer Floor = 0.8F
Assistant Professor Floor = 1.0F
Associate Professor Floor = 1.25F
Full Professor Floor = 1.65F
CDiI Ceiling = 2.5F

CDI Breakpoint = 2.0F
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(b) The value of the CDI below the breakpoint is

¢ =0.05F, rounded up to the nearest $10.

The valueof the CDI above the breakpoint is
c =2/3 x 0.05F, rounded up to the nearest $10
(c) The various lines appearing on the "Full CDI's" vs. "Years Since First Degree" diagram
have the following properties:
) the Standat Line consists of two straight lines, the first having unit slope and
joining the points (8,0) and (28,20), and the second having slope 2/3 and joining
points (28,20) and (43,30).

(i) the Lower Limit lines all have slope 1/2 and intercept their resfgefttors at

X = 11 for assistant professors
X = 16 for associate professors
X = 25 for full professors

where x is "Years Since First Degree”;
(i) the Upper Limit for lecturers is 10 CDI steps above the floor for lecturers;

(iv)  the UppelLimit for assistant professors is 13 CDI steps above the floor for
assistant professors;

(v)  the Upper Limit line for associate and full professors is parallel to the first
segment of the Standard Line and lies 10 CDI steps above it.

3.7  Professional Lbrarian Salary Rationalization Tables

(@)  The values of the salary floors, the CDI ceiling and the CDI breakpoint are as follows:

Librarian | Floor = 0.9F
Librarian Il Floor = 1.0F
Librarian Il Floor = 1.25F
Librarian IV Floor = 1.55F
CDI Ceiling = 2.5F
CDI Breakpoint = 2.0F
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(b) The value of the CDI below the breakpoint is

¢ =0.05F, rounded up to the nearest $10.

The value of the CDI above the breakpoint is

c = 2/3x 0.05F, rounded up to the nearest $10.

(c)  The various lines appearing on the attached diagram have the following properties:
) the Standard Line consists of two straight lines, the first having unit slope and
joining the points (5,0and (25,20), and the second having slope 2/3 and joining
the points (25,20) and (40,30);

(i) the Lower Limit lines all have slope 1/2 and intercept their respective floors at

X = 5.0 for Librarian Il with a slope 1/2 until x = 8 after which slope =
3/4

X = 10.0 for Librarian Il with a slope 1/2 until x = 13 after which slope
= 3/4 until x = 25 after which slope = 7/12 until x = 40 after which
slope = 1/4

X = 16.0 for Librarian IV with slope 1/2 until x = 19 after which slope
= 3/4 until x = 25 after wich slope = 7/12 until x = 40 after which
slope = 1/4

where x is Years Since First Degree;

(i) the Upper Limit for Librarian | is equal to the floor the Librarian Ill (1.25F) and so
is 7 CDI steps above the floor for Librarian I;

(iv)  the Upper Limitfor Librarian 1l is 12 CDI steps above the floor for this rank and
so equals 1.6F;

(i) the Upper Limit for Librarian Ill and 1V is parallel to the first segment of the
Standard Line and lies 10 CDI steps above it.

3.8 Instructor Salary Rationalization Tables

(@  The values of the salary floors, CDI ceiling and CDI breakpoint are as follows:

Instructor | Floor = 1.0F
Instructor Il Floor = 1.15F
Instructor Ill Floor = 1.35F
CDI Breakpoint = 2.0F
CDiI Ceiling = 2.5F
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The value of the CDI belothe breakpoint is

¢ =0.05F, rounded up to the nearest $10.

The value of the CDI above the breakpoint is

¢ =2/3 x 0.05F, rounded up to the nearest $10.

The various lines appearing on the attached diagram havellibwing properties:

) the Standard Line consists of two straight lines, the first having unit slope and
joining the pointsZ,0) and (22,20), and the second having slope 2/3 and joining
the points (22,20) and (37,30), where the abscissa is "Y eaesfaist degree” and
theordinate is "CDI steps above the floor for Instructor I";

(i) the Lower Limit lines all have slope 1/2 and intercept their respective floors at

X = 3 for Instructor |
X = 6 for Instructor Il
X = 10 for Instructor Il

(i) the Upper Limit for Instructor | is equal to the floor for Instructor Ill, (1.35F) and
so is 7 CDI steps above the floor for Instructor I,

(iv)  the Upper Limit for Instructor Il is 10 CDI steps above the floor for this rank and
SO equals 1.65F;

(v)  the Upper Limit for Instructor lll is parallel to the Standard Line and lies 10 CDI
steps above it.
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FACULTY

CDI Ceiling {28,30)

20

28 | {43,30)

26 |- _
24 : [A]
22 |-

(50,25.5)

©0,20)

20 |-

Breékpoint
18 |

16 |

14 |- Upper Limit (Asst.)
50,13)

Upper Limit (Lecturer)

FULL CAREER DEVELOPMENT INCREMENTS

G0.6)

Floor (A&siftam)
(a] (10,0) 20 40
YEARS SINCE FIRST DEGREE

KEY:
A. Upper Limit (Associate & Full)  B. Standard Line C. 2/3 CDI  D. Lower Limit {Full)
E. Lower Limit (ssociate) F. Lower Limit (Assistant) G, Lower Limit (Lecturer)

Numbers in parenthesis refer to point coordinates (Years,CDI steps)
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