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February 15, 2024, Employer Without Prejudice or Precedent Framework for Settlement   

 

IN THE MATTER OF NEGOTIATIONS FOR A RENEWAL COLLECTIVE AGREEMENT FOR UNIT 3 

 

B E T W E E N: 

YORK UNIVERSITY 

;ƚŚĞ�͞�ŵƉůŽǇĞƌ͟Ϳ 

- and ʹ 

 

CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 3903 

;ƚŚĞ�͞hŶŝŽŶ͟Ϳ 

MEMORANDUM OF SETTLEMENT FOR A RENEWAL  

COLLECTIVE AGREEMENT ʹ UNIT 3 

 

1. This Memorandum of Settlement is tabled without prejudice to the employer’s tabling of amended or new 
proposals in the course of continued collective bargaining. 

 
2. The term of the renewal collective agreement shall be from September 1, 2023, to August 31, 2026, and 

shall have no retroactive effect whatsoever other than as expressly set out herein. 
 

3. Employees in the bargaining unit as of the date of ratification will receive a lump sum payment, less 
deductions required by law, in an amount equivalent to the difference between the wages they received 
from September 1, 2023 up to the date of ratification and what they would have received during the same 
period of time had the wage rates been increased effective September 1, 2023 by 3.0%. These payments will 
be made on a regular monthly pay date as expeditiously as practicable following ratification of this 
Memorandum of Settlement for a Renewal Collective Agreement by both parties. 

 
4. 
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^ĐŚĞĚƵůĞ�͞�͟�ƚŽ�DĞŵŽƌĂŶĚƵŵ�ŽĨ�^ĞƚƚůĞŵĞŶƚ�ĨŽƌ���ZĞŶĞǁĂů�Collective Agreement 

Proposal Regarding Bill 124 Wage Re-Opener  

1. The University is seeking mutual agreement on any Bill 124 re-opener issues for the 3-year 
moderation period from September 1, 2020, to August 31, 2023, in the context of negotiations for a 
multi-
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^ĐŚĞĚƵůĞ�͞�͟�ƚŽ�DĞŵŽƌĂŶĚƵŵ�ŽĨ�^ĞƚƚůĞŵĞŶƚ�ĨŽƌ���ZĞŶĞǁĂů��ŽůůĞĐƚŝǀĞ��ŐƌĞĞŵĞŶƚ 

Other Proposals  

Agreement to all proposals in this Comprehensive Framework, including Schedules “A” and “B”, is 
subject to agreement to all items that will be contained in Schedule “C”.  

Yellow  highlights indicate new Employer counter proposals 
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or lack of activity in the union, or the exercise of any of the rights under this agreement. 
 

The employer undertakes that no York University student who is or has been employed 
in Unit 1 shall be penalized in their student status for the exercise of any of their rights 
under this collective agreement or by reason of their membership or non-membership or 
lawful activity or lack of activity in the union. 

 
The Employer will provide reasonable accommodations as required for persons with 
disabilities. Proposed Accommodated Work Accommodation Plans will normally be 
implemented within thirty (30) days following the provision of all necessary medical 
documentation and developed with the participation of the employee with the goal of 
addressing the barriers, restrictions and/or limitations to the employee’s performance of 
the essential duties of their position. 

 
4.02 HARASSMENT 

The union and the employer recognize the right of employees to work in an environment 
free from harassment and undertake to take all reasonable and appropriate actions to 
foster such an environment. Harassment in the work place includes, but is not limited to, 
threats or a pattern of aggression, insulting or demeaning behaviour by a person in the 
workplace, where the person knows or reasonably ought to know that their behaviour is 
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4.03.2 Sexual Harassment shall be defined as: 

(i) unwanted attention of a sexually oriented nature made by a person(s) who knows or 
ought reasonably to know that such attention is unwanted; and/or 

(ii) clearly expressed or implied promise of reward for complying with a sexually 
oriented request or advance; and/or

/secretariat/policies/policies/human-rights-policy-and-procedures/
/secretariat/policies/policies/human-rights-policy-and-procedures/
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investigation process and any such revisions will be communicated to the complainant 
and respondent. On the conclusion of an investigation, a decision will be made whether 
interim remedial measures put in place during the investigation will continue and/or 
whether new remedial measures will be enacted, subject to review appropriate to the 
circumstances, with such decision communicated to the complainant and respondent.  

 
Decisions with respect to any remediation shall not be grievable except: 

 
(i) the complainant-employee, may grieve a decision not to separate the parties; 
 
(ii) the complainant-employee, whether complainant or respondent, or the other party 

may grieve if they believe that in consequence of the arrangement for separation of 
the parties, they have incurred a penalty in their employment and/or academic 
situation. The separation itself and any investigation and/or discipline arising from 
the circumstances which led to the separation do not constitute a penalty under this 
clause. Any discipl
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(a) The Employer will assist the parties involved in effecting an informal resolution. The 
parties to any such resolution may include the respondent and representatives of 
the union(s) of which each of the grievor complainant and the respondent are 
members and representatives of the Employer. 

(b) At any point in the process, the grievor either party may withdraw from the informal 
resolution process request mediation or a formal investigation. 

 
4.03.10 Mediation 

If the grievor complainant requests or agrees to 
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/secretariat/policies/policies/human-rights-policy-and-procedures/
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and the respondent are members, and representatives of the Employer.
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prior to printing. The Employer shall assume responsibility for the printing and distributing 
to all bargaining unit members and the Union, and distribution of the agreed to number 
of sufficient copies of the agreed upon final form of this agreement. The parties agree to 
share equally the costs of printing the agreement. The Employer is also responsible for 
ensuring that members with visual impairments have access to the collective agreement 
in an appropriate and accessible format. 

 
4.06.2 
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(a) By December 1 each year, the Employer will provide to the Employment Equity 

Committee non-confidential Internal Self-identification Representation Data broken 

down by department and faculty for the most recent consecutive three contract 

years for which the data is available as of the immediately preceding November 1, 

per Article 5.03.4(a)(ii). Internal Self-Representation Data will be provided for 

individual academic units with 10 or more contract faculty members over the 

reporting period. For academic units with fewer than 10 contract faculty over the 

reporting period, the University will provide confirmation of whether that unit is 

below or has met the equity goal of fair representation for Equity Groups. Subject 

to any contrary recommendation from the Employment Equity Committee that is 

adopted by the Parties, for academic units with fewer than 10 contract faculty over 

the reporting period, Self-Representation Data will be provided for the Faculty as a 

whole, which serves as the basis for determining underrepresentation in these 

units per Article 5.04.4(b) below. 

(b) By December 1 of each year, the Employer will provide to the Employment Equity 
Committee non-confidential Internal Self-
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 Persons with Disabilities: 8.9% *as of November 2023 

Representation data for persons with disabilities is not available either for Toronto or nationally. 

(b) Determination of Underrepresentation in Academic Units with Few Contract Faculty 

Where the number of contract faculty teaching in an academic unit render the Internal Self-
Identification Representation Data for the academic unit unavailable, subject to any contrary 
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of the receipt of the grievance and shall give their reply, in writing, within ten calendar 
days of that meeting. 

 

6.05 STEP TWO THREE: If the grievance is not resolved at Step One Two, the Grievance 
Committee shall submit the grievance to the Dean of the faculty in question within 
seventeen calendar days of the date of the Step Two reply.  the grievance shall be 
submitted to the Dean or designate and the Director, Faculty Relations or designate 
within seventeen calendar days of the date of the Step One reply.  The Department of 
Faculty Relations or its designated representative The Dean or their designated 
representative shall convene a meeting to discuss the grievance within fourteen 
calendar days of receipt of the grievance and shall give their reply, in writing, within 
twenty-one calendar days of that meeting. 

 
6.04   STEP TWO: Subject to the timeline of Article 6.01(ii) above, If the grievance is not 

resolved at Step One, the grievance shall be submitted to the Dean of FGS or 
designate and the Director, Faculty Relations or designate within seventeen calendar 
days of the date of the Step One reply. or Where Step One is not exercised the 
grievance shall be submitted to the Dean of FGS or designate and the Director, Faculty 
Relations or designate, in accordance with the timeline in Article 6.01(ii).  The 
grievance shall may be set forth in writing, be signed by the grievor and a union 
representative and submitted to the Dean of FGS or designate and the Director, 
Faculty Relations or designate. The written grievance shall contain details of the 
grievance, a statement of the matter in dispute, the specific provision(s) or 
interpretation of the agreement that allegedly has been violated and the relief sought. 
The Dean of FGS or designate shall convene a meeting to discuss the grievance within 
fourteen calendar days of the receipt of the grievance and shall submit their reply, in 
writing, within twenty-one calendar days of that meeting. 

 

6.06 If the grievance is not settled at Step Three Two it may be taken to Arbitration by a 
written notice signed by a chief steward and submitted to the Executive Director, 
Department of Faculty Relations within twenty-eight calendar days after receipt of the 
Employer’s written reply as required in Step Two. The written notice shall contain details 
of the grievance, the specific provision(s) or interpretation of the agreement that 
allegedly has been violated, and the relief sought from the Arbitrator or Arbitration 
Board. 

 

6.07 Subject to Article 6.13, the parties agree to follow the grievance procedure in 
accordance with the steps, time limits and conditions contained herein. If at any Step 
the Employer’s representative fails to give their written answer within the required time 
limit, the Union and the employee may file the grievance at the next Step at the 
expiration of such time limit. If the employee or the Union fails to follow the grievance 
procedure in accordance with the required steps, time limits and conditions, the 
grievance shall be deemed withdrawn. 

 

6.08 GROUP GRIEVANCE: A group grievance, resulting from a consolidation of similar 
individual grievances seeking a common redress, may be initiated at Step One. 

 

6.09 POLICY GRIEVANCE: A policy grievance, defined as involving a question of general 
application or interpretation of this agreement, may be initiated by the union at Step 
One Two, subject to the time limits set out in 6.01 above. 

 

6.10 UNION-INITIATED GRIEVANCE: The Union and its representatives shall have the right 
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6.17 Grievances concerning harassment, discrimination, or disability may be initiated at Step 
Two Three. 

 

6.18.1 In exceptional circumstances, the Union may apply to the Office of the Executive 
Director, Faculty Relations (FR) for expedited processing of a grievance. The Office of 
the Executive Director, Faculty Relations FR shall respond to this application within 
seven calendar days. When it is agreed that circumstances warrant it, the parties can 
agree to commence the grievance procedure at Step Two Three. Time limits set out in 
Article 6.01 above apply after the Union has received the response from the Office of 
the Executive Director, Faculty Relations FR. 

 

6.18.2 On application by the Union, grievances alleging violations of Article 2.03, 4.01, 4.02, 
4.03, and grievances submitted pursuant to Article 10.01 and 10.02, shall be processed 
according to the expedited grievance procedure specified in this Article. 

 

6.19 No bargaining unit member will be required to hear or attend the grievance hearings of 
another employee. The member shall suffer no penalty in their employment or 
academic standing for exercising their rights under this Article. In no way does this 
provision relieve the bargaining unit member of any other duties and responsibilities. 

 
6.20 Grievances concerning harassment, discrimination, or disability may be initiated at Step 

Two. 
 

 

ARTICLE 7 – ARBITRATION –
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(iii) The decision to establish a CARP or to initiate a formal evaluation (per (a) or (b) 
above) shall be communicated in writing to the employee within fourteen (14) 
calendar days of the meeting date or the date scheduled for the meeting. Where a 
letter respecting establishment of a CARP or initiation of a formal evaluation is sent 
to an employee, the union, the hiring unit, the Office of the Dean, and the Office of 
the Director, Faculty Relations the Assistant Vice-President (HR&ER) shall be the 
only parties to receive a copy. 

(iv) The decision to establish a CARP or to initiate a formal evaluation (taken per (a) or 
(b) above) shall not be construed as discipline and shall not form part of the 
employee’s disciplinary record, and cannot be used against an employee in any 
decision made with respect to their present or future employment, other than as 
specified in Article 8.03.1(i) and Article 8.03.4. 

 

8.03.2 STEP TWO: LETTER OF WARNING 
(i) The decision to send a Letter of Warning (per 8.03.1(ii)(c) above) shall be 

communicated in writing to the employee within fourteen (14) calendar days of the 
meeting date or the date scheduled for the meeting. Where a Letter of Warning is 
sent to an employee, the union, the hiring unit, the Office of the Dean, and the Office 
of the Executive Director, Faculty Relations shall be the only parties to receive a 
copy. 

(ii) The Letter of Warning shall state that discipline may be considered, in accordance 
with the procedures herein contained, following a repetition of the act or omission 
which is the subject matter of the Letter of Warning complaint and/or, where the 
complaint concerns the standard of the employee’s work, if the employee fails to 
bring their work up to a reasonable standard by a given date. Such date shall give 
the employee reasonable opportunity to correct the problem(s) referred to in the 
Letter of Warning. 

(iii) The decision to send a Letter of Warning [taken per 8.03.1(ii)(c)] shall not be 
construed as discipline and shall not form part of the employee’s disciplinary record, 
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the Dean or their designate shall notify the employee and the union in writing of the time 
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(iv) No bargaining unit member in a supervisory capacity shall suffer any penalty in their 
employment or academic standing for exercising their rights under this article. 

 
 
 
ARTICLE 10 – POSITIONS AND RATES OF PAY (Employer counter Feb 15, 2024 – 
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Employees in the bargaining unit will receive $11,627 ($7,626 in wages and 
$4,001 grant-in-aid) for a 270-hour graduate assistantship, this amount to be 
pro-rated for graduate assistantships of more or less than 270 hours, but in 
no case shall a graduate assistantship be less than 135 hours. 

 

Employees in the bargaining unit will not work more than the number of hours of 
their GAship and no employee will be required to work more than 40 hours in any 
4-week period except with the employee’s written agreement. Further, employees 
in the bargaining unit will not work more than the number of hours of their GAship 
without the employee’s written agreement and the written agreement of the Dean 
of FGS or his or their designate and any hours worked beyond the number of 
hours of the employee’s GAship will be paid at a pro-rated hourly rate (i.e. the 
value of a full GAship divided by 270). 
 
Pursuant to Articles 10.08 (GA Financial Assistance) and 10.09 (Summer 
Assistance) below, eligible employees holding a Graduate Assistantship who are 
registered full time and pay fees in the Fall, Winter and Summer Terms in the 
2019-2020 2023-2024 academic session will receive, in addition to their Graduate 
Assistantship salary, non-taxable funding up to the amounts set out in the table 
below. 

 

 GA Financial 
Assistance (2 terms) 

Summer 
Assistance 

Total 

International 
Student GA 

$2,316 (GA in1st 
year) 

$3,000 
$5,316 

$2,764 (GA in 
subsequent year) 

$5,764 

Domestic 
Student GA 

$1,512 (GA in 1st 
year) 

$3,000 
$4,512 

$1,896 (GA in 
subsequent year) 

$4,896 

 
10.03.  Postings  

Except as otherwise provided in the Collective Agreement, all positions in Unit 3 
shall be electronically posted by the hiring unit on a site accessible to employees 
and the Union. The following posting deadlines shall apply other than in 
exceptional circumstances: 

July 1st for positions scheduled to begin in September; November 1st for 
positions scheduled to begin in January; and March 1st for positions scheduled to 
begin in May. 

GAship postings shall be clearly labelled as Unit 3 and shall identify: 

(i) the duties, responsibilities and tasks; 
(ii) reasonable qualifications of the position; 
(iii) the number of hours of the GAship; 
(iv) Wages as per Article 10.0
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parental, and adoption leave. The Employer shall make amendments as appropriate to 
ensure that the Plan provides the maximum permissible benefits in conjunction with 
Articles 16.08, 16.09 or 16.10. 

 
 

 
ARTICLE 17 – DURATION AND MODIFICATION OF AGREEMENT – November 24, 2023 

 
17.01 This agreement shall continue in force and effect from the date of ratification to 31 

August 2023  2026 and shall be renewed automatically thereafter for periods of one 
year each unless either party notifies the other in writing within the period of ninety 
days before the agreement ceases to operate that it desires to amend or terminate 
this agreement. Where notice to amend the agreement is given, the provisions of 
this agreement shall continue in force until a new agreement is signed or the right to 
strike or lockout accrues, whichever first occurs. 

 
 

ARTICLE 18 – WAYS & MEANS FUND – Employer Proposal Feb 02, 2024  
 

Upon ratification the employer will pay to the union $40,245 towards the union’s Ways & 

Means Fund, which fund is administered by the union. For 2009-10, effective September 

1, 2009, this amount will be increased to $42,245 and for 2010-11, effective September 

1, 2010, this amount will be increased to $44,245. Effective September 1, 2014, the 

Employer will pay to the Union $59,245 towards the Union’s Ways and Means Fund. 

Effective September 1, 2015, the Employer will pay to the Union $74,245 for each year 

of the collective agreement.  

Effective September 1, 2018 the Employer will contribute $85,000 to this Fund in each 

year of the Collective Agreement.  

Upon ratification of the 2023-26 Collective Agreement the employer will pay to the Union 

$40,245 $XX, less the amount of $238,342.09 
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ARTICLE 19 – PROFESSIONAL DEVELOPMENT FUND – December 11, 2023  
 
 The Employer agrees to contribute to the Professional Development Fund as 

follows: $138,370 effective September 1, 2020, $139,754 effective September 1, 
2021, and $141,152 effective September 1, 2022. 

 
 $142,564 Effective September 1, 2023, 
 $143,989 Effective September 1, 2024, 
 $145,430 Effective September 1, 2025, and each September 1 thereafter.  
 
 The purposes, criteria, procedures, eligibility, and priorities for distribution of these 

monies to employees in the bargaining unit shall be established by the Labour/ 
Management Committee. The Director of the Centre for the Support of Teaching 
shall be invited to participate in the deliberations of the Committee. The monies shall 
be handled by the Union, in accordance with the decisions of the 
Labour/Management Committee. An annual report on the disbursement of monies 
shall be submitted in writing to the Labour/Management Committee. Any unspent 
monies shall roll over into the subsequent contract period. 
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Letter of Agreement  
Discussions regarding Workplace Accommodation – (New Employer Counterproposal) – 

December 19, 2023  
 
The Union and the Employer agree that at each of the November and May Employee Well-
Being – CUPE 3903 Monthly Review meetings, the parties will engage in a discussion the 
scope of which will include:  
 

1. Data that the Employer provides to CUPE in advance of these meetings; and 
 

2. Discussion and feedback regarding individual CUPE 3903-represented employees’ 
experience with the accommodation processes under the Disability Support Program, 
with a view to opportunities for continuous improvement. 



32  

 
2023-2026 COLLECTIVE AGREEMENT  

LETTER OF UNDERSTANDING  

GRADUATE ASSISTANT TRAINING FUND 

New Employer Proposal – February 15, 2024 

1. 
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6. In each of the years September 1, 2024 to August 31, 2025 and September 1, 2025 to 
August 31, 2026 the parties may mutually agree to increase the value of each individual 
allocation (i.e., above $2,000) using unspent GAT Funds from the 2020-23 collective 
agreement (which had a value of $50,000 as of August 31, 2023).; and/or  

 

b. the settlement of the Union policy grievance dated October 17, 2023 alleging a 
violation of Articles 1, 2, 3, 10, 14, the “Letter of Understanding: Graduate Assistant 
Training Fund” 

     

7. GAT Funds will not be used to offset the cost of a GAship offered as a workplace 
accommodation. 

 

8. This Letter of Understanding shall be placed in the 2023-26 collective agreement booklet 
and shall form part of the 2023-26 collective agreement. It will expire with the expiration of 
the 2023-26 collective agreement and shall be removed from the subsequent renewal 
collective agreement unless renewed by the parties. 

 
Note: Agreement to this proposed Letter of Understanding is conditional upon the resolution of 
the Union policy grievances dated October 17, 2023 and October 18, 2023, alleging a violation 
of Articles 1, 2, 3, 10, 14, the “Letter of Understanding: Graduate Assistant Training Fund”.  
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APPENDIX E  
GRADUATE ASSISTANTSHIP – OFFER OF APPOINTMENT  

YORK UNIVERSITY  
 
Dear : _______________________________  Date: ________________________  
 
I am pleased to offer you an appointment as a Graduate Assistant as outlined below:  
 
1. Position Title: Graduate Assistant   Hours*___________________ 
 
*Note: a Graduate Assistant must have a minimum of 135 hours. 
 
 
Graduate Assistant Supervisor: 
Graduate Assistant’s Graduate Program: 
Faculty: 
 
Session ___________________    
 
 
Wages__________________  
Vacation Pay__________________ Grant in Aid* ________________________ 
 
 
*The general terms and conditions of your appointment, including salary, are as set out in the current 

collective agreement between York University and the Canadian Union of Public Employees, Local 3903 
Unit 3. In particular please read Article 10.01 for elaboration on your graduate assistantship and hours 
of work.  

 
Please note: 
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Social Insurance Number                                Sex          Date of Birth                
    mm dd yy 

Bank (Name,

https://thecentre.yorku.ca/resource/health-safety-well-being/
/labour/wp-content/uploads/sites/105/2023/09/Unit-3-CA-2020-2023-FINAL-06-06_2.pdf
/labour/wp-content/uploads/sites/105/2023/09/Unit-3-CA-2020-2023-FINAL-06-06_2.pdf
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LETTER OF AGREEMENT – Employer Counter Proposal Feb 15, 2024 
 

B E T W E E N:  
CUPE 3903 Unit 1 and Unit 3 

(“UNION”)  
and  

 
YORK UNIVERSITY 

(“UNIVERSITY”)  
 

Hereafter referred to as “the Parties” 
 

The Faculty of Graduate Studies regulations establish program completion times of 12 terms (4 years) for 

masters degree requirements and 18 terms (6 years) for doctoral degree requirements. The regulations are 

premised on a commitment to timely completion. 

 
Petitions constitute a request to waive an academic rule or regulation and under the York University Act, 1965, are 
within the purview of the appropriate Senate subcommittee. A full-time graduate student may petition for an extension 
of the program completion time and full-time status where an intervening event, in the case of the applicable CUPE 
3903 collective agreement provisions executive service, or Code-based grounds have affected their academic 

progress. The Parties have met to discuss the exceptional circumstances of approximately 20 full-time 
graduate students who have been granted academic extensions of full-time status for a second year and 
note that students in PhD 8 have not normally received Priority Pool entitlement. There is no extension 
into PhD 9.  

The parties agree as follows:  

 

1. For the period from the date of ratification of the relevant 2023-26 CUPE 3903 collective 

agreements to August 31, 2026, the Parties agree to the process as outlined below:  

a. The University, in its discretion, will consider funding and employment opportunities in the 

exceptional circumstances in which a full-time graduate student petitions for and is 

granted an academic extension of full-time status for a second year for Code-based 

grounds, or a combination of executive service and Code-based grounds pursuant to the 

applicable collective agreement provision1. 

b. It is understood that the University must first meet any funding obligations to students in 

years 1-6 and to those PhD students who are entitled to funding as a result of an 

approved academic extension into PhD 7.   

c. Once the above funding obligations have been met, the University may consider from 

among any remaining assignments including possible Priority Pool entitlement, if 

applicable, for a full-time graduate student who petitions for and is granted an academic 

extension of full-time status for a second year as described above.  

d. Students are encouraged to contact the applicable Hiring Unit to inquire whether there 

are employment/funding opportunities available. 

 
2. This Letter of Agreement shall be placed in the relevant 2023-26 collective agreement booklets 

and shall form part of the relevant 2023-26 collective agreement. It will expire with the expiration 
of the relevant 2023-26 collective agreement and shall be removed from the subsequent renewal 
collective agreement unless renewed by the parties. 

 

 

 

 
1 CUPE 3903 Unit 1 Article 15.09, 15.10; CUPE Unit 3 Article 11.05.3, 11.05.4, 11.06 
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York University  

 

 

 

 

CUPE 3903 Unit 1  

 

        

CUPE 3903 Unit 3  

 
 

Note: Agreement to collective bargaining proposal above, regarding a Letter of Agreement, is subject to 

CUPE 3903’s withdrawal of the following policy grievances: 

 

-  Union policy grievance dated July 27, 2021, alleging a violation of CUPE 3903 Unit 1 Articles 2, 

4, 15.10, and any other relevant articles, the Labour Relations Act, the Ontario Human Rights 

Code, and any other relevant statutes. 

 

-  Union policy grievance dated August 16, 2022, alleging a violation of the CUPE 3903 Unit 3 

collective agreement Articles 2, 4, 11.06, and any other relevant articles, the Labour Relations 

Act, the Ontario Human Rights Code, and any other relevant statutes. 

 
 


