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Preamble
Brandon University (hereinafter the “Employer”) and the Brandon University Faculty Associ-ation (hereinafter the “Union”) respect and acknowledge the Indigenous Peoples of Canadaincluding the Métis, Inuit, Non-Status Indigenous, and more than 630 distinct First Nationscommunities.
The Parties acknowledge that this Collective Agreement is a legal document emanating fromWestern colonial traditions and systems, and thus does not reflect Indigenous legal traditionsor ways of knowing and being. The Parties are committed to reconciliation, understanding it isa journey, and firmly believe in the equality and the importance of Indigenous knowledge andworldviews. The Parties welcome a new relationship and commit to working toward a processof self-determination for Indigenous members of the Brandon University community.
The Parties commit to practices that advance the principles of equity, diversity, inclusion, de-colonization, and reconciliation in all aspects of the practices and processes described in thisCollective Agreement, and in any further practices or processes to be developed pursuant tothis Collective Agreement in the future. This commitment requires that the Parties, in goodfaith, engage in thoughtful, meaningful, and nuanced discussions that recognize intersec-tionality and are intended to mitigate the impacts of multiple sources of oppression and/orbarriers to inclusion.
In the context of this Collective Agreement, the Parties recognize that Brandon Universityis a complete liberal arts university where the liberal arts are inclusive of the fine arts, hu-manities, life sciences, natural sciences, and social sciences. At Brandon University, the lib-eral arts are inclusive of First Nations, Métis, Inuit, and Non-Status Indigenous traditions andways of knowing and being. Through teaching and research, Brandon University covers thefull breadth of spheres of knowledge as they relate to the evolution of scholarly disciplines.The richness of a liberal arts university must be preserved, most notably for its positive im-pact on interdisciplinarity.
The Employer and the Union recognize that Brandon University advances the following gen-eral academic aims:

• to provide a facility for higher education;
• to provide students with an environment in which they may develop intellectually,emotionally, culturally, and socially;
• to promote the pursuit, advancement, and dissemination of truth(s) and knowledge(s);
• to serve the academic and broader communities;
• to prepare engaged citizens and insightful leaders; and
• to encourage a climate of freedom, openness, responsibility, and mutual respect in thepursuit of these goals.
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Further, the Parties acknowledge the following unique context of Brandon University:
• We are an open-access university.
• We are a regional university primarily serving the Westman region and Northern Mani-toba.
• We serve a large number of Indigenous students.
• We serve international students and contribute to immigration and diversity in theWestman region.
• We are primarily an undergraduate university with graduate programs represented in allFaculties.
• We provide an entry into post-secondary education for first generation students.
• We provide an entry into post-secondary education for students intending to finishtheir studies elsewhere.

The Parties agree, in the furtherance of these aims, to employ those means necessary, as di-rected by this Collective Agreement or by the principles of collegial governance, to engage inrobust debate in order to resolve any issue effectively and expediently.
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Definitions
Every attempt has been made to use inclusive language in this Collective Agreement. A wordused in the singular shall also include the plural when the context so requires and a word usedin the plural may also include the singular when the context so requires.
In the spirit of inclusivity, this agreement uses the phrase “First Nations, Métis, Inuit, and/orNon-Status Indigenous” wherever possible rather than the homogenizing term “Indigenous”.Wherever the phrase or the term is used, they should be read to include other related identifi-cations (e.g., Status, Treaty, citizen, band member).
For the purpose of this Collective Agreement, the following definitions have been agreedupon:
“Academic Administrators” designates the Provost, Vice-President (Research), Deans, and theUniversity Librarian (or equivalent).
“Academic environment” is defined as a post-secondary setting, normally at the Universitylevel, where teaching, scholarship/research, and service are expectations of employment.
“Academic experience” is professional experience obtained in an academic environment.
“Academic term” means one of fall, winter, or spring/summer.
“Academic year” means from 1 September to 31 August.
“Actual salary” is the salary paid to a Member, adjusted from the base salary rate (e.g., prora-tion in respect of less than full-time status), and excludes any additional compensation (e.g.,overload contracts).
“Base salary rate” is the full-time salary prescribed in Appendix F, for a Member’s rank andsteps.
“BUFA” designates the Brandon University Faculty Association.
“CAUT” designates the Canadian Association of University Teachers.
“Conflict of interest” is generally defined as a situation where a Member’s personal interest,financial or otherwise, or that of a proximate third party (who may also be a Member) con-flicts or appears to conflict with their primary responsibility to the University. Proximate thirdparty refers to a family member, a person with whom there exists (past or present) a per-sonal relationship (sexual and/or non-sexual), and/or a business associate (current, former, orprospective), whether or not they are Members.
“Conflict of commitment” is generally where a Member has an interest or loyalty to morethan one organization that may bias their decisions.
“Contract Academic Staff” (CAS) designates those Members employed under temporarycontracts as defined in Article 16 and Appendix A.
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“Dean” designates one of the following academic administrative officers of Brandon Univer-sity (the Employer): the Dean of the Faculty of Arts, the Dean of the Faculty of Education, theDean of the Faculty of Science, the Dean of the Faculty of Health Studies, and the Dean ofthe School of Music.
“Department” in this Collective Agreement refers to

(a) the subject areas in the Faculties of Arts, Science, Health Studies, and Education inwhich there are at least three (3) faculty members;
(b) the undergraduate program areas in the School of Music;
(c) graduate program areas in academic Faculties with Master’s programs and the Depart-ment of Rural Development;
(d) the “Units” as defined below; and
(e) such other Departments as may be determined from time to time by the Employerupon the recommendation of Senate.

“DHRA” designates the Diversity and Human Rights Advisor (or equivalent).
“Designated Groups” (“equity-deserving groups”) refers to any of the following protectedgroups, whether defined in legislation or in this Collective Agreement:

(a) “Woman” refers to a person who self-identifies as a woman;
(b) “Indigenous person” refers to a person of North American Indigenous ancestry includingFirst Nations, Métis, Inuit, and Non-Status Indigenous;
(c) “Disabled person” refers to a person with a long-term or recurring physical, mental, sen-sory, intellectual, learning, or other impairment, whether such impairment is visible orinvisible, which, in interaction with attitudinal, physical, sensory, and other barriers, hin-ders their full and effective participation in work, education, and life;
(d) “Racialized person” refers to someone who is affected by racism or discrimination;someone who is an actual or perceived member of a group on the basis of skin tone,origin, language, religion;
(e) “Sex, Sexual, and/or Gender minoritized person”, which includes 2SLGBTQIA++ persons,refers to a person whose sexual and/or gender identity and/or expression diverges fromthe heteronormative or gender binary social construct. These populations include butare not limited to individuals who identify as Two-Spirit, lesbian, gay, bisexual, trans-gender, queer, intersex, and/or asexual; individuals with same-sex or same-gender at-tractions or behaviours and those with a difference in sex development; populationswho do not self-identify with one of these terms but whose sexual orientation, gen-der identity or expression, or reproductive development is characterized by non-binaryconstructs of sexual orientation, gender, and/or sex.

“Director” designates one of the following administrative officers of Brandon University (theEmployer): the Dean of Students; the University Registrar; the Chief Information Officer (orequivalent); the Director, Recruitment and Retention; the Director, Admissions and Awards;
- 10 -



the Director, Indigenous Peoples’ Centre; and where appropriate in relation to the CollectiveAgreement, the Provost, the Vice-President (Research) (or equivalent), the Associate Vice-President (Indigenous Initiatives) (or equivalent), and the Vice-President (Administration &Finance) when a direct supervisor.
“EDIDR” refers to equity, diversity, inclusion, decolonization, and reconciliation, as defined inArticle 5.
“Employer” designates the Board of Governors of Brandon University.
“Faculty” refers to the five academic Faculties (Arts, Education, Health Studies, Music, andScience) and Graduate Studies.
“Grievancer” designates the officer of the Employer who has allegedly breached one of theArticles of this Collective Agreement and against whom the Union has filed a grievance.
“Grievor” designates the Union who files a grievance in accordance with Article 4. It may bethe Union acting on behalf of a Member, or the Union acting on its own.
“Indigenous or Traditional Knowledge”, in accordance with the Tri-Council’s policy statements,refers to the knowledge held by First Nations, Métis, Inuit, and Non-Status Indigenous peo-ples, the Indigenous peoples of Canada. Traditional knowledge is specific to place, usuallytransmitted orally, and rooted in the experience of multiple generations. It is determinedby an Indigenous community’s land, environment, region, culture, and language. Traditionalknowledge is usually described by Indigenous peoples as holistic, involving body, mind, feel-ings, and spirit. Knowledge may be expressed in symbols, arts, ceremonial and everydaypractices, narratives, and, especially, in relationships. The word “tradition” is not necessarilysynonymous with old. Traditional knowledge is held collectively by all members of a com-munity, although some members may have particular responsibility for its transmission. It in-cludes preserved knowledge created by, and received from, past generations and innovationsand new knowledge transmitted to subsequent generations. In international or scholarly dis-course, the terms “traditional knowledge” and “Indigenous knowledge” are sometimes usedinterchangeably.
“Knowledge Keeper” is a term that refers to Indigenous persons who are carriers of commu-nally generated knowledge, who are grounded in Indigenous ways of knowing and being witha role of sharing knowledge from an Indigenous worldview. Knowledge Keepers have learnedfrom Elders, individuals, and community; they hold and share teachings, which vary from na-tion to nation. Knowledge Keepers share lived experience and knowledge as teachings, im-parting knowledge, culture, and values as they assist others on their learning path. KnowledgeKeepers are centered in relationships and community and are dedicated to Earth/creation-centered ways of Indigenous people. They are teachers within and beyond community, andtheir sharing of knowledge contributes to healing and balance as well as the processing ofcolonial effects on Indigenous identity.
“Member”, when capitalized, designates a member of the bargaining unit defined in MLB Cer-tificate No. 3976.
“MOFA” designates the Manitoba Organization of Faculty Associations.
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“Own-account work” refers to professional activity engaged in by a Member for the purposeof receiving remuneration from an Employer other than Brandon University or from BrandonUniversity for non-bargaining unit work.
“Parties” designates the Union and the Employer.
“President” designates the President of Brandon University or their designate.
“Professional Experience” refers to work experience in a professional environment other thanan academic environment.
“Professional Members” designates individuals holding appointments as Professional Asso-ciates; Instructional Associates; Administrative Associates; and U Sports Athletic Coaches,Therapists, and Director.
“Professorial Members” designates individuals holding appointments as Lecturers, AssistantProfessors, Associate Professors, or Professors.
“Provost” designates the Provost and Vice-President (Academic) (or equivalent).
“Special Projects” designates Community-Based Education (CBE) and Indigenous TeachersEducation Program (PENT).
“Spouse/Partner” includes legal spouse, common-law spouse, or partner when so declared inwriting to Human Resources.
“Union” designates BUFA.
“Unit” refers to Library and Archives, Student Services, Indigenous Peoples’ Centre, the Reg-istrar’s Office, and such other units as may be determined from time to time by the Employerupon the recommendation of Senate.
“Vice-President (Research)” designates the Vice-President, Research and Graduate Studies (orequivalent).
“Working files” means any material in whatever form, assembled and/or maintained by anyDean/Director and the Diversity and Human Rights Advisor (or equivalent) for any purpose,which relates to any Member.
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Article 1: Recognition
The Employer, pursuant to the certification of the Manitoba Labour Board, recognizes theUnion as the exclusive bargaining agent for all Members described in Certificate No. MLB3976 as being within the bargaining unit.
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Article 2: Management Rights
2.1 Right to Operate and Manage
Subject to the provisions of this Collective Agreement, the Union acknowledges the right ofthe Employer to operate and to manage the University in accordance with its commitments,responsibilities, and obligations as set down in the Brandon University Act.
2.2 Regard for Members and Collective Agreement
The Employer shall exercise this right with due regard for the rights of the Members and forjust and equitable procedures consistent with this Collective Agreement.
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Article 3: Union Rights and Security
3.1 Dues and Information
The Employer shall deduct and remit dues and provide information to the Union as requiredby the provisions of The Labour Relations Act, C.C.S.M. c. L10 of the Province of Manitoba, asmay be amended from time to time.
3.2 Members Lists

The Employer shall forward to the Union, by the fifteenth (15th) of each month, a list show-ing, since the issuance of the last such list, the names of all new Members, the dates on whichthey were employed, the Departments in which they are employed, the names of all Mem-bers who have left the employ of the Employer, with the dates of their severance, and thenames of all Members who have been granted leave.
3.3 Services and Facilities
The Employer agrees to provide the Union with the following services and facilities:

(a) serviced office space at agreed rates as specified on a standard lease form; the Unionwill bear the total cost of any telephone installation and maintenance;
(b) internal mail service for Union business, provided that such use is not excessive; if it is,charges may be negotiated; all external mailing will be charged normal postal rates;
(c) duplicating service, computer and audio-visual facilities at internal rates; the priority willbe on the same basis as that afforded to other internal users;
(d) meeting rooms free of charge, provided that the normal business of the University isnot interrupted;
(e) processing of the Union payroll at agreed rates as specified on a standard lease form;
(f) access to existing bulletin boards and an additional bulletin board outside the Unionoffice;
(g) an account receivable for the Union, subject to the same service charges as other Uni-versity accounts receivable.
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3.4 Observers
The Union will have the right to have an observer present at open University meetings and,subject to the usual consent of the body, to make representation to such meetings.
3.5 CAUT and MOFA
The Union will have the right at any time to call upon the assistance of representatives ofCAUT and MOFA. Such representatives shall have access to Brandon University premises toconsult with Members, Union officials, or the Employer, provided that such consultations donot interfere with ordinary University business. Access in this Article shall not include the rightof CAUT or MOFA representatives to call meetings on Brandon University premises.
3.6 Notice of Proposed Changes in Legislation
The Employer shall give the Union at least three (3) months’ notice of any intention to pro-pose changes in legislation affecting the Employer, with a copy of the proposed changes.
3.7 Amalgamation, Consolidation, or Merger
In the event of an amalgamation, consolidation, or merger of the University or any of its con-stituent units or sub-units with any other institution, the provisions of The Labour RelationsAct, C.C.S.M. c. L10 in Manitoba shall apply.
3.8 Expansion or Extension
In the event of an expansion and/or extension of the University by the creation of colleges,schools, or other academic units or sub-units offering academic programs, or of the offeringof academic programs off campus, the employees therein who are eligible for membership inthe bargaining unit shall immediately become Members of the bargaining unit and the provi-sions of this Collective Agreement shall apply to them.
3.9 Travel Reimbursement
Members travelling on authorized University business shall be reimbursed for reasonable andactual costs of travel and subsistence according to University policy.
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3.10 Office Space
Members on full-time or part-time appointments are entitled to office space. The Employershall make reasonable efforts to provide appropriate office space, which should include atelephone and a computer, to Contract Academic Staff. Members are entitled to make useof the printing, copying, and computer services of the Employer for purposes of carrying outtheir University duties as specified in Article 20. Work related to normal Departmental activi-ties shall take precedence.
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Article 4: Grievance and Arbitration
This Article does not apply to disputes for which this Collective Agreement provides an ap-peal mechanism (e.g., tenure, continuing, promotion).
4.1 Definition
A grievance is any dispute or complaint concerning the meaning, the application, or the al-leged breach of one or more Articles of this Collective Agreement.
4.2 Grievor and Union Rights
The Union has the right to be present at any stage of the procedures. The grievor may havepersonal support(s) present. Personal support(s) shall not respond or act as an advocate onthe grievor’s behalf. The grievor has the right to have advisors present at any stage of the pro-cedures.
4.3 Conflict Resolution
Upon receipt of a written request by a Member or Administrator seeking conflict resolution,the Employer shall take appropriate and timely steps to provide an opportunity for the partiesto participate in conflict resolution. Participation is voluntary and, with the agreement of theparties to the conflict, the Employer shall facilitate resolution of such conflict (Member-on-Member, Member-on-Administrator) using means such as restorative justice and culturallyappropriate mechanisms (e.g., healing circles); the Union may assist Members engaged insuch a process. Even with an appropriate and timely process, conflict resolution is not guaran-teed.
4.4 Informal Resolution of Grievance
When a Member believes that they have been aggrieved, they shall make every effort to re-solve the problem informally, including, if appropriate, making use of the good offices of anyMember of the Union executive and/or of the University administration.
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4.5 Formal Grievance, Step One
The Member shall apply to the Union for consideration of their case. The Union shall decidewhether or not to present a formal grievance.
4.5.1 Written Grievance
Formal grievances shall be in writing and shall

(a) specify which Article(s) of the Collective Agreement has allegedly been breached, mis-interpreted, or misapplied;
(b) specify the nature of the grievance and the redress sought;
(c) be presented within forty (40) working days of the date of the alleged breach, or withinforty (40) working days of the date on which the grievor first knew or ought reasonablyto have known about the alleged breach;
(d) be addressed to the grievancer;
(e) be copied to Human Resources.

4.5.2 Meeting
Within ten (10) working days of the receipt of the formal grievance, the grievancer and thegrievor shall meet in an attempt to settle the grievance.
4.6 Formal Grievance, Step Two
If no settlement is reached within ten (10) working days, the grievor may take the grievance tothe President by written notice.
4.6.1 Meeting
Within ten (10) working days of such notice, the President or their designate and the grievorshall meet.
4.6.2 Written Reply
Within ten (10) working days of the meeting, the President or their designate shall reply inwriting to the grievor with a copy to the Union.
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4.7 Settlement of Grievance
A grievance is settled by a written statement to that effect signed by the Parties to the grie-vance with appropriate action being initiated as specified in the written statement.
4.8 Time Limits
All time limits in this Article are directory and not mandatory with the exception of thosespecified in Article 4.5.1 (c) and Article 4.9. Time limits may be extended only by written mu-tual consent of the Parties.
4.9 Arbitration
If there is no settlement of the grievance after forty (40) working days from the start of theformal grievance procedures, then the grievor may file Notice of Arbitration with the Presi-dent. Notice of Arbitration must be filed within forty-five (45) working days of the presenta-tion of the formal grievance.
4.9.1 Arbitration by Three-Member Boards
Three-member Boards of Arbitration shall be used to settle grievances which specify Articlespertaining in whole or in part to academic freedom, discrimination or harassment, and/or dis-missal. The grievor shall, in the Notice of Arbitration, inform the Employer of the name andaddress of the grievor’s appointee to the Board of Arbitration.
4.9.2 Employer’s Appointee
Within ten (10) working days of being served with the Notice of Arbitration, the Employershall inform the grievor of the name and address of the Employer’s appointee. If the Em-ployer fails to do so, the grievor shall ask the Manitoba Labour Relations Board to make theappointment.
4.9.3 Board of Arbitration Chair
The two (2) appointees shall jointly appoint a third person who shall act as Chair. If the ap-pointees fail to agree upon a Chair, or if the Chair agreed upon is not available within two (2)months, then either Party may ask the Manitoba Labour Board to appoint a Chair.
4.9.4 Arbitration by Single Arbitrators
Single arbitrators shall settle grievances other than those specified in Article 4.9.1. The Pres-ident or their designate and the grievor shall meet within five (5) working days of receipt of
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the Notice of Arbitration to appoint an arbitrator. If they are unable to agree or if the arbitratoragreed upon is not available within two (2) months, then either Party may ask the ManitobaLabour Board to make the appointment.
4.9.5 Arbitration by Board of Arbitration by Agreement of Parties
Notwithstanding the provisions of Article 4.9.4, the Parties may agree to submit any particulargrievance to a three-member Board of Arbitration.
4.9.6 Arbitrator Exclusions
No person who has been involved in an attempt to negotiate, mediate, or settle the grievancein question, and/or who is precluded from participation by the provisions of The Labour Re-lations Act, shall be appointed as an arbitrator of the grievance in question unless by mutualagreement of the Parties.
4.9.7 Evidence and Arbitrator’s Decision
The arbitrator shall hear evidence from both Parties and render a written decision which shallbe final and binding on the Parties. The arbitrator shall not amend, modify, or act inconsis-tently with the Collective Agreement.
4.9.8 Arbitration Costs
Each Party shall bear the costs of bringing its case to arbitration.
4.9.9 Arbitration Board Costs
Each Party shall bear the costs of its appointee and shall share equally the costs of the Chairof a Board of Arbitration.
4.9.10 Single Arbitrator Costs
The costs of a single arbitrator shall be borne equally by the Parties.
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Article 5: Equity, Diversity, Inclusion,
Decolonization, and
Reconciliation

5.1 Statement of Principle

5.1.1 Endorsement of Principles
The Parties acknowledge, recognize, and endorse the principles of equity, diversity, inclusion,decolonization, and reconciliation (“EDIDR”).
5.1.2 Inequities and Systemic Discrimination
The Parties acknowledge that there are inequities and ongoing systemic discrimination againstmembers of equity-deserving groups and commit to positive action to improve the employ-ment, retention, progression, and work environment of members of equity-deserving groups.
5.2 Equity-Deserving Groups

5.2.1 Designated Groups
For the purposes of equity, diversity, and inclusion, Brandon University shall identify the fol-lowing five (5) groups as equity-deserving (hereafter “the designated groups”):

(a) Women
(b) Indigenous persons
(c) Disabled persons
(d) Racialized persons
(e) Sex, Sexual, and/or Gender minoritized persons.

5.2.2 Flexible Understanding
For the purposes of this Collective Agreement, the Parties shall maintain a flexible and pur-poseful interpretation of these five (5) groups, understanding that their definitions will evolveas research and understandings of equity, diversity, and inclusion continue to progress.
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5.3 Equity, Diversity, Inclusion, Decolonization, and
Reconciliation

For the purposes of this Collective Agreement, terms shall be defined as follows:
5.3.1 Equity
Equity refers to the creation of opportunities for equitable access and success for Membersbelonging to the designated groups in terms of their fulsome participation in all levels ofthe University and the distribution of resources such as funding or workload. Equitable doesnot mean equal; equity also demands equity-mindedness, which is the demonstration of anawareness of and willingness to address equity issues in all areas and activities, at all levels ofthe University.
5.3.2 Diversity
Diversity refers to individual differences (e.g., personality, learning styles, physical or cognitiveabilities, and life experiences) and/or group/social differences (e.g., Indigeneity, race/ethnicity,class, gender, sexual orientation, citizenship, language, country of origin, as well as cultural,political, religious, or other affiliations).
5.3.3 Inclusion
Inclusion refers to the active, intentional, and ongoing practice of increasing the number andsuccess levels of all equity-deserving Members and the development and maintenance of anenvironment conducive to that success.
5.3.4 Decolonization
Decolonization is the process of dismantling the cultural, social, and educational structuresthat limit our sphere of action to Western modes of knowledge production and mobilisation.It entails interrogating, critiquing, and unsettling the dominance of Western knowledge sys-tems as well as dismantling academic, intellectual, educational, disciplinary, and administra-tive power structures that carry legacies of racism, imperialism, colonialism, and other formsof historical oppression. Decolonization creates environments and conditions necessary forreconciliation. While the Parties cannot commit to immediately dismantling all structures, theParties commit to addressing those that exist as barriers for reconciliation and Indigenous in-clusivity. The Parties agree that decolonization and reconciliation should prioritize Indigenousworldviews, but decolonization should also include the knowledge, culture, worldviews, etc.,of other marginalized/oppressed groups.
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5.3.5 Reconciliation
Reconciliation refers to positive actions, in the spaces created by decolonization, to acknowl-edge and legitimize the equivalency of other knowledge systems in addition to Westernknowledge systems and recognize the value that these knowledge systems bring to our Uni-versity. It seeks to construct and legitimize other knowledge systems by exploring and inte-grating many epistemologies, ontologies, and methodologies.
5.4 Intersectionality

5.4.1 Recognition of Intersectionality
The Parties recognize that the designated groups above are not hermetic; rather, Membersmay experience multiple forms of oppression and power as a result of the intersectionalityof social categories such as Indigeneity, race, gender, ethnicity, socioeconomic status, genderexpression, sexual orientation, disability, and/or other social identities.
5.4.2 Policies and Procedures
The Parties respect and acknowledge the diverse lived experiences of Members and shallwork cooperatively to ensure the diversity of these experiences is represented in the devel-opment and application of policies or procedures intended to redress the impacts of multiplesources of oppression, barriers to inclusion, or discriminatory practices toward Members.
5.5 Positive Action on Equity, Diversity, Inclusion,

Decolonization, and Reconciliation

5.5.1 Identification and Removal of Barriers
The Parties agree to cooperate in the identification and removal of discriminatory practicesor actions and/or systemic barriers in all aspects of Members’ employment at Brandon Uni-versity. Both Parties are committed to and support the employment of persons from diversebackgrounds and aim to provide a safe, inclusive, and welcoming environment for all Mem-bers in the context of a continuous process of decolonization and reconciliation.
5.5.2 Equal Pay for Equal Work
Factors which differentiate on the grounds of membership in one (1) or more of the desig-nated groups may not be used to justify any salary differential. Within the framework of thesalary scales in this Collective Agreement based on rank, experience, and merit as reflected inArticles 7.1, 14, 15, 26, and 40, Members are entitled to equal pay for work of equal value with-out regard to gender identity or expression, Indigeneity, race, ethnicity, disability, or sexualorientation.
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5.5.3 Diversity on Committees
The Parties agree that efforts shall be made to promote diverse representation on Univer-sity committees and, in particular, those that relate to terms and conditions of employmentincluding, but not limited to, appointments, tenure, promotions, continuing, appeals, andBURC. Until individuals belonging to the designated groups are proportionally representedin the BUFA Membership, the Parties agree to developing means to appropriately distributeworkload such that there is EDIDR representation in University committees without undulyburdening individual Members belonging to the designated groups.
5.6 Education and Training

5.6.1 Jointly Developed Training
Recognizing that advancing equity, diversity, inclusion, decolonization, and reconciliation re-quires ongoing education of all Members, the Employer and the Union shall jointly developand deliver a program of training on EDIDR that shall cover, at a minimum, the principles, ob-jectives, recent history, best practices, legal obligations, Collective Agreement language, poli-cies, rules, and institutional expectations with respect to EDIDR in employment. This train-ing shall be updated and provided on a regular basis such that those requiring it as per Article5.6.2 may complete it before performing their functions.
5.6.2 Requirements
BUFA Members, Academic Administrators, Deans/Directors, the Associate Vice-President (In-digenous Initiatives), the Associate Vice-President (People and Talent), the Vice-President(Administration & Finance), and/or the President, if participating in a recommendatory ordecision-making process relating to appointment, career progress, or University policy orprocedures, shall be required to complete the training described in Article 5.6.1 at least onceevery twenty-four (24) months, and before examining materials related to such functions.
5.6.3 Training Verification
The Chair of any committee that requires training under Article 5.6.2 shall be responsible forverifying with Human Resources that Members are in compliance with this requirement. Anyperson participating in a recommendatory or decision-making process who is not a Memberof the Union shall have their compliance verified by Human Resources.
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5.7 Data Collection and Reporting

5.7.1 Members and Applicants
To help the Parties maintain their commitment to promoting the goal of employment equity,the Employer shall be responsible for collecting, monitoring, and compiling employmentequity data, noting that no individual may be compelled to self-identify with any of the des-ignated groups. This includes information about all Members and applicants for BUFA posi-tions, disaggregated by the following:

(a) women;
(b) Indigenous persons;
(c) disabled persons;
(d) racialized persons;
(e) sex, Sexual, and/or Gender minoritized persons;
(f) individuals who do not self-identify with any of the categories above; or
(g) individuals who prefer not to answer.

5.7.2 Data
The data to be collected includes, but is not limited to, the following:

(a) applicants who meet the minimum qualifications as set out in the job advertisement(including self-identification information); who was shortlisted; who was hired;
(b) rank and steps awarded at hire;
(c) time to tenure or continuing status; successful and failed applications;
(d) time from hire to promotion to the various ranks; time in rank at the various ranks;
(e) internal funding requested, applied for, granted, and/or denied;
(f) external funding applied for, granted, and/or denied;
(g) leaves applied for, granted, and/or denied (by type of leave);
(h) teaching and other workload assignments;
(i) amended appointments applied for and granted or denied;
(j) service as Department Chair/Program Coordinator;

(k) administrative appointments;
(l) terminations of full-time and part-time appointments with reasons (retirement, resig-nation, contract expiration, retrenchment, or dismissal, as set out in Article 31).

The Equity Review Committee may bring forward recommendations for additional data col-lection. - 26 -



5.7.3 Methods
Data shall be collected in multiple ways, including but not limited to the following:

(a) a workforce survey, developed by the Equity Review Committee, as described in Article7.1, including self-identification data as well as qualitative measures, collected from allMembers; and
(b) statistical data related to Article 5.7.2 compiled annually by the Employer.

5.7.4 Compliance with FIPPA and PHIA
Information collected by virtue of this Article is personal information as defined by The Free-dom of Information and Protection of Privacy Act (FIPPA) and/or The Personal Health Infor-mation Act (PHIA) and must be protected in conformity with legislation. Where they exceedthe standards set by FIPPA and PHIA, the protections described in this Collective Agreementshall form the standard.
5.7.5 Storage of and Access to Data
The Employer is responsible for maintaining the confidentiality of personal information col-lected under Articles 5.7.1 and 5.7.2. Information collected by virtue of this Article shall bekept separate from Members’ personnel files and shall only be viewed by the persons re-sponsible for collecting and anonymizing the data.
5.7.6 Annual Report on Data
By 1 February of each year, the Employer shall report on the data collected under Articles 5.7.1and 5.7.2 in the previous academic year, properly anonymized, to the Chair of the Equity Re-view Committee with copies to the Union and the President.
5.7.7 Equity Review Committee
The Equity Review Committee is responsible for analyzing, reporting, and making recom-mendations on the data collected, as described in Article 7.1.
5.8 Amending Ongoing Inequities
Without limiting measures elsewhere described in this Collective Agreement, the Partiesagree to continuously and jointly develop, implement, and review corrective measures (e.g.,additions to or amendments of the Collective Agreement) as systemic inequities are un-covered. Such measures may include mechanism(s) to monitor and evaluate their successin ensuring the systemic inequities are corrected effectively and in a timely manner. Theyshould be developed using a broadly collegial process including consultation and agreementby Members.
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Article 6: Indigenization and Reconciliation
In the spirit of inclusivity, this Agreement uses the phrase “First Nations, Métis, Inuit, and/orNon-Status Indigenous" wherever possible rather than the homogenizing term “Indigenous”.Wherever the phrase or the term is used, they should be read to include other related identifi-cations (e.g., Status, Treaty, citizen, band member).
6.1 Statement of Principles

6.1.1 Unique and Distinct
The Parties acknowledge the unique and distinct experiences and realities of First Nations,Métis, Inuit, and Non-Status Indigenous Members which are distinct from those of othermarginalized groups. The Parties commit to positive action toward ending the historical andongoing marginalization and devaluation of Indigenous Peoples, their knowledge, traditions,voices, and ways of knowing and being by and at Brandon University.
6.1.2 Primary Guardians and Interpreters
First Nations, Métis, Inuit, and Non-Status Indigenous Peoples are the primary guardians andinterpreters of their arts, sciences, and practices and cultures, whether created in the past ordeveloped in the future. The Parties recognize that Indigenous ways of knowing, voices, andcritiques belong in all spaces and practices at Brandon University, including academic leader-ship, collegial governance, teaching, scholarship/research, service, and the administration ofthis Collective Agreement.
6.1.3 Creating Spaces and Practices
The Parties commit to creating spaces and practices where Indigenous knowledge and waysof knowing and being are researched, taught, and lived alongside and in relationship withWestern forms of knowledge. The Parties commit to the ongoing process of reconciliation,which begins with learning new ways of thinking, teaching, and serving communities.
6.1.4 Sustained Commitment and Action Toward Reconciliation
Reconciliation is an ongoing and long-term process, requiring sustained commitment andaction. The Parties acknowledge that we are still in the early stages of this process. Recon-ciliation demands prompt, considered, and careful actions to effect meaningful change. TheParties therefore reaffirm their commitments to enacting the Calls to Action from the Truthand Reconciliation Commission.

- 28 -



6.2 Community

6.2.1 Centrality of Community
Relationship and community are central to Indigenous ways of knowing and being. They arecrucial components of First Nations, Métis, Inuit, and Non-Status Indigenous identity and cul-ture. The Employer and the Union shall strive to properly value, acknowledge, and respectthe significance of community for Indigenous Members in all areas of this Collective Agree-ment.
6.2.2 Working Alongside
The Parties shall engage with and work alongside First Nations, Métis, Inuit, and/or Non-StatusIndigenous Elders, Knowledge Keepers, Spiritual Leaders, other individuals recognized asknowledge holders by community, and communities in the ongoing process of Indigenizingthe University. The Parties agree that fulsome efforts shall be made to engage First Nations,Métis, Inuit, and/or Non-Status Indigenous communities in decisions regarding Indigenousissues.
6.3 First Nations, Métis, Inuit, and Non-Status Indigenous

Members

6.3.1 Identity and/or Citizenship
First Nations, Métis, Inuit, and/or Non-Status Indigenous identity and/or citizenship is an ac-tive process that is affirmed, supported, and enhanced through one’s own community andkinship relationships. Identity and/or citizenship as an Indigenous person is not only based atthe individual level but also at the community level as individuals are accepted/acknowledgedas a community member.
6.3.2 Identity and/or Citizenship Fraud and Misrepresentation
Indigenous identity and/or citizenship fraud and the misrepresentation of Indigenous ances-try and/or community relationships are highly damaging and destructive to Indigenous in-dividuals and communities, as well as to the University and to the broader community. TheParties acknowledge that this fraud and misrepresentation is present in higher education andmust be defended against effectively, expediently, and carefully.
6.3.3 Substantiation Policy and Process
The Employer shall establish, in consultation with the Union and its Members, a policy andprocess to substantiate Indigenous identity and/or citizenship in a culturally appropriate, fair,equitable, and transparent manner. This work, as well as any subsequent updates to this work,
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shall include meaningful consultation with Indigenous nations/community and IndigenousMembers. At a minimum, such a policy will include provision to engage Elders and/or Knowl-edge Keepers to substantiate the claims of individual Members. Current Members may opt toundertake the substantiation process described above.
6.3.4 Interim Process
Until the policy described in Article 6.3.3 has been adopted, any Member who self-identifiesas First Nations, Métis, Inuit, and/or Non-Status Indigenous shall be considered an IndigenousMember, provided that the self-identification is documented on the basis of

(a) substantiation through Knowledge Keepers, Elders, and/or community; or
(b) government documentation (e.g., family records, status card, membership in a Métisorganization).

6.4 Positive Action on Indigenization and Reconciliation

6.4.1 Supplementary/Alternative Data Collection, Analysis, and Reporting
In addition to the provisions of Article 5.7, supplementary data collection and alternative datacollection means may be required in order to support Indigenization and reconciliation. Mon-itoring progress on Indigenization may also require additional or alternative forms of dataanalysis and reporting. Such analysis and reporting shall be done in consultation with Indige-nous Knowledge Keepers, Elders, Spiritual Leaders, Indigenous Members, and/or communi-ties.
6.4.2 Inclusion of Indigenous Perspectives
Throughout this Collective Agreement, the Parties are committed to the inclusion of Indige-nous perspectives, acknowledging their importance and value, and strive to respect the dis-tinct and unique experiences and realities of First Nations, Métis, Inuit, and Non-Status In-digenous Members in the application of all procedures impacting Member work (e.g., ap-pointments, tenure, promotion, continuing, evaluation, workload, leave, and other Universitypolicies and procedures).
6.4.3 Appropriate Distribution of Workload
Until First Nations, Métis, Inuit, and Non-Status Indigenous individuals are proportionally rep-resented in the BUFA Membership, the Parties agree to developing means to appropriatelydistribute workload such that there is Indigenous representation in University committeeswithout unduly burdening First Nations, Métis, Inuit, and Non-Status Indigenous Members, orMembers holding an Indigenous-focused position.
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6.5 Indigenous-Focused Positions

6.5.1 Preference to Indigenous Candidate
Where positions have been defined to have an Indigenous focus, whether that focus be inteaching, scholarship/research, or providing support/services, preference will be given to anappropriately qualified Indigenous candidate.
6.5.2 Workload and Target Communities
Where a position has an Indigenous focus, that Member cannot be compelled to performwork disproportionately to their job description or perform duties outside of their job descrip-tion such that any need in the target community for that position (i.e., Indigenous students,faculty, and/or community) goes unmet. Where the Member agrees to additional or alternateresponsibilities that require a change to their approved workload, on the recommendationof their Department and approval of their Dean/Director, there shall be a mechanism to en-sure the target community’s needs continue to be met. The Member shall also receive a com-mensurate reduction in regular duties and/or appropriate remuneration as per Article 20 andAppendix F (i.e., according to negotiated processes and rates of compensation).
6.6 Indigenous Member Work Assignment

6.6.1 Workload
Where positions have been filled by First Nations, Métis, Inuit, or Non-Status IndigenousMembers, such Members cannot be compelled to perform work disproportionately to theirjob description or perform duties outside of their job description. Where the Member agreesto these additional or alternate responsibilities, a commensurate reduction in regular duties orappropriate remuneration is required according to Article 20 and Appendix F.
6.7 Support for First Nations, Métis, Inuit, and Non-Status

Indigenous Members

6.7.1 Members with Experiential/Traditional Career Paths
The Parties shall make available appropriate mentorship and support to First Nations, Métis,Inuit, and Non-Status Indigenous Members who come to the University through an experi-ential/traditional career path as defined in Article 15. Such support shall include but not belimited to any of the following:

(a) orientation to University policies, procedures, and governance;
(b) introduction to an Elder or Knowledge Keeper;
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(c) supports to develop teaching;
(d) supports to develop professional service practice;
(e) supports to develop scholarship/research (funding, ethics, dissemination);
(f) additional supports in developing a tenure, continuing, or promotion dossier;
(g) extended period of eligibility to the BURC New Scholars category.

Similar supports may be offered to any Indigenous Member upon request.
6.7.2 Knowledge Recognition
In all cases, such mentorship shall take into account provisions honouring multiple forms ofknowledge recognition, including but not limited to degrees/accreditation, experiential/traditional(e.g., recognition of Indigenous scholarship in tenure and promotion).

- 32 -



Article 7: Equity Review Committee
7.1 Committee Mandate

7.1.1 Legacy of the Status of Women Review Committee
The Parties recognize the significant work performed by the Status of Women Review Com-mittee since its inception to advance the position of women at Brandon University and topromote equity for women Members. The Parties further recognize that while much progresshas been made, such efforts at improving opportunities and equity for women need to con-tinue, and to extend to all designated groups as defined in this Collective Agreement. Fromthis point, the Equity Review Committee shall assume and broaden the mandate previouslyheld by the Status of Women Review Committee.
7.1.2 Equity Committee
An Equity Review Committee shall be established to review the progress being made to-ward equity, diversity, and inclusion (EDI); to analyze equity in the hiring and the employ-ment status of designated groups/Members; and to submit jointly to the Union and the Pres-ident recommendations for improvements on an ongoing basis as per Article 5.8. The EquityReview Committee shall have the authority to review University policies that impact Mem-bers in their work and to submit jointly to the President and the Union recommendations foramendments to such policies to improve equity for the designated groups. The Committeeshall also have the authority to review, make recommendations, and monitor the progress ofequity, diversity, and inclusion in any other University matters or processes as pertains to theterms and conditions of this Collective Agreement.
Reports and findings of the Equity Review Committee shall be shared with the President andthe Union, and directly and openly with the University community.
The Committee may also undertake any other activities that promote and/or enhance equity,diversity, inclusion, decolonization, and reconciliation (EDIDR) at the University at its discre-tion.
7.2 Committee Composition
The Faculties/Units, the Union, and the President shall make every reasonable effort to in-clude on the Committee members belonging to one (1) or more of the designated groupsand/or members who have in-depth or extensive knowledge of EDIDR principles and prac-tices.
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The Equity Review Committee shall consist of the following:
• the BUFA Vice-President Equity (ex-officio, non-voting);
• the Vice-President (Research) (ex-officio, non-voting);
• the Diversity and Human Rights Advisor (ex-officio, non-voting);
• two (2) members appointed by the President, at least one (1) of whom shall be an Aca-demic Administrator;
• one (1) Member appointed by the BUFA Executive;
• one (1) Member from each Faculty elected by each faculty council;
• one (1) Member from the Library and Archives/Student Services/Indigenous Peoples’Centre elected by Library and Archives/Student Services/Indigenous Peoples’ Centre;
• one (1) Chair, who shall be a Member though not the BUFA Vice-President Equity, se-lected by the Committee. Where the Chair is selected from current committee mem-bers, their Faculty/Unit shall elect a replacement representative. The Chair shall voteonly in the instance of a tie. The Chair of the Equity Review Committee shall receivethree (3) credit hours course release per academic year.

Committee members will be elected/appointed for three (3) year staggered terms.
In the spirit of Article 5.6.2, each Committee member shall complete equity training designedto help them identify unconscious bias and other recognized factors that contribute to in-equity, unlearn patterns of biased behavior, and adopt an equity mindset to direct all their ac-tivities at Brandon University. Such training shall also promote understandings of the value ofFirst Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Equity Review Committeemembers shall complete this training together at the beginning of each academic year.
7.3 Work of the Committee

7.3.1 Survey and Quinquennial Report
7.3.1.1 Survey

Every five (5) years, the Committee shall conduct a survey of all Members to gather infor-mation about the current state and conditions of EDI at the University. Quantitative datasolicited will involve areas such as hiring, tenure, continuing, promotion, sabbaticals, and re-search grants. The survey will also gather qualitative data on the experiences of all Members.
7.3.1.2 Quinquennial Report

Using the survey results and the data collected by the Employer and provided annually tothe Committee (Article 5.7.6), the Committee will create a quinquennial report. This reportwill include an analysis of the survey results and data collected with particular reference to
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the designated groups. The report will also contain recommendations to improve the workingconditions of Members who belong to the designated groups and to improve EDI overall atthe University.
The Committee shall submit the report to the Union and to the President. This report shallbe uploaded to the University website, and the Committee may communicate the findings inpublic presentations to the University community. The Committee may also develop othermethods of dissemination.
The Union and the President shall respond in writing to the recommendations within six (6)months. This response shall include detailed rationales for adopting or declining recommen-dations, as well as an action plan for implementing those recommendations that are adopted.The response from the President and from the Union shall be posted to the University web-site on the same page as the original report.
7.3.2 Progress Report
Between quinquennial report years, the Committee will produce a progress report. The progressreport will analyze the impact of the actions and/or inactions of the University and the Unionin response to the quinquennial report. The progress report shall also review the response toother recommendations made by the Committee.
Work on this progress report shall begin no sooner than eighteen (18) months following sub-mission of the quinquennial report, and it shall be completed no later than eighteen (18)months prior to launching the next survey.
The Committee shall develop its own methods for analyzing progress and for producing thisprogress report.
The Committee shall send a copy of the progress report to the Union and to the President.The progress report shall be uploaded to the University website, and the Committee maycommunicate its findings in public presentations to the University community. The Commit-tee may also develop other methods of dissemination.
7.3.3 Ongoing Review
The ongoing work of the Equity Review Committee shall include, but is not limited to, thefollowing:

(a) upon request by a Faculty/Unit, assist the Faculty/Unit in developing its EDI employ-ment goals and plan;
(b) review Faculty/Unit employment goals and plans and make recommendations foramendments;
(c) review and respond to Faculty/Unit teaching and/or professional service workload as-signment reports as described in Article 7.3.4;
(d) review University policies impacting Members and make EDI recommendations;
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(e) review annual data received from the Employer as per Article 5.7.6, and offer recom-mendations as to what other data and/or processes are needed for the Committee tomonitor EDI progress.
The Equity Review Committee shall report at least annually to the Parties to this Agreement.
7.3.4 Faculty Workload Reports
Consistent with Article 20 (Workload), Deans/Directors shall, on an annual basis, provide areport to the Equity Review Committee, copied to each Department Chair and the Provost.The Faculty Workload Reports shall describe, but not be limited to, the following:

(a) any equity issues arising in teaching and/or professional service workload assignment;
(b) any equity or fairness concerns raised by Members or Departments in those assign-ments;
(c) how such concerns were addressed or resolved; and
(d) how principles of equity, diversity, and inclusion were considered in final decisions onteaching and/or professional service workload assignment to represent the interests ofMembers belonging to the designated groups.

The Equity Review Committee shall provide a response, in writing, to the Deans/Directors,with copies to Department Chairs and the Provost, noting their observations and any rec-ommendations for future equity considerations in subsequent teaching and/or professionalservice workload assignment.
The Equity Review Committee may compile these reports and responses for purposes of itsown EDI Report, progress reporting, or other analysis.
7.4 Standing and/or Ad Hoc Action Committees

7.4.1 Committees and Terms of Reference
The Equity Review Committee may create standing and/or ad hoc action committees to as-sist the University community in implementing the Equity Review Committee’s recommen-dations and advancing EDIDR principles.
The Women and Sex, Sexual, and/or Gender Minoritized Persons Standing Committee (for-merly the Status of Women Review Committee) and the EDI Mentorship Committee may betwo (2) such standing committees.
The Equity Review Committee shall develop the terms of reference for any standing and/orad hoc committee. Any such standing committees may be formalized in the Collective Agree-ment.

- 36 -



7.4.2 Composition of Standing and/or Ad Hoc Committees
Membership in a standing and/or ad hoc committee is not limited to members of the EquityReview Committee, but each standing and/or ad hoc committee shall include a minimumof one (1) Equity Review Committee member. BUFA Members must form a majority of eachstanding and/or ad hoc committee.
7.5 Activities
Activities of the Equity Review Committee and any of its standing and/or ad hoc committeesmay include, but are not limited to, research mentoring, networking, celebrations of the re-search success of Members belonging to the designated groups, or organizing lectures.
These activities shall not replace the responsibility of the Parties in advancing equity, diver-sity, inclusion, decolonization, and reconciliation described elsewhere in this Collective Agree-ment or by way of other institutional policy.
7.6 Resources

7.6.1 Financial Resources
The Parties shall equally provide the Equity Review Committee with adequate resources tofulfill the requirements of this Article. Such resources include, but are not limited to, the fol-lowing:

(a) access to legal advice independent of either Parties’ legal counsel in any case involvingany possible conflict of interest;
(b) up to three (3) credit hours of funding at Contract Academic Staff course-based con-tract rates per year to hire a research assistant; and
(c) $5,000 per year for use by the Committee and its standing and/or ad hoc committeesto support their reporting and implementation initiatives. The Committee may elect tohire a research assistant with funds available.

7.6.1.1 Equitable Distribution of Financial Resources

The Equity Review Committee shall ensure that funds are equitably distributed between itsstanding and ad hoc committees.
7.6.2 Information and Technology Resources
The Employer will provide the Committee with the informational and technological resourcesto conduct the survey and create the report.
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7.6.3 Person Resources
The Committee may consult with the Office of Institutional Data and Analysis, Office of Re-search Services, Human Resources, Communications, and Information Technology Servicesin the survey distribution and delivery, data collection, data storage, data analysis and inter-pretation, and report presentation and dissemination.
7.6.4 Additional Resource Requests
The Equity Review Committee may submit requests to the Employer, and copied to the Union,for additional resources to support its work. This includes financial, information and technol-ogy, or person resources. Such requests will not be unreasonably denied.
7.6.5 Retention of Surplus Funds
The Committee shall retain any surplus funds, without reduction to future funding, for use ina future year.
7.7 Data Protection

7.7.1 Compliance with FIPPA and PHIA
Information collected by virtue of this Article is personal information as defined by The Free-dom of Information and Protection of Privacy Act (FIPPA) and/or The Personal Health Infor-mation Act (PHIA) and must be protected in conformity with legislation. Where they exceedthe standards set by FIPPA and PHIA, the protections described in this Collective Agreementshall form the standard.
7.7.2 Storage of and Access to Data
The Parties are responsible for maintaining the confidentiality of personal information col-lected and provided to it under Article 7.3.1. Information collected by virtue of this Article shallbe kept separate from Members’ personnel files and shall only be viewed by the persons re-sponsible for collecting and anonymizing the data.
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Article 8: No Discrimination or Harassment
8.1 Positive Action
The Parties commit to positive action, including education, training, and early resolution ofconflict, to prevent discrimination and harassment in the workplace and to mitigate its ef-fects.
8.1.1 Human Rights Code Based Discrimination and Harassment
The Parties hereto subscribe to the principles of The Human Rights Code, C.C.S.M. c. H175(“the Code”). There shall be no discrimination, harassment, interference, restriction, or co-ercion exercised or practiced with respect to any Member or applicant for a position underCertificate No. MLB 3976 in regard to any aspect of their employment on the basis of charac-teristics

(a) enumerated in the Code, including the following:
1. ancestry, including colour and perceived race;
2. nationality or national origin;
3. ethnic background or origin;
4. religion or creed, or religious belief, religious association, or religious activity;
5. age;
6. sex, including sex-determined characteristics or circumstances, such as pregnancy,the possibility of pregnancy, or circumstances related to pregnancy;
7. sender identity;
8. sexual orientation;
9. marital or family status;

10. source of income;
11. political belief, political association, or political activity;
12. physical or mental disability or related characteristics or circumstances, includingreliance on a service animal, a wheelchair, or any other remedial appliance or de-vice;
13. social disadvantage;

(b) analogous grounds;
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(c) and/or on the basis of the following characteristics:
1. physical size or weight; and
2. membership or activity in BUFA, MOFA, CAUT, or any other trade union or associ-ation (except as limited by the provisions of The Labour Relations Act).

8.1.2 Workplace Safety and Health Act Harassment
The University will ensure, so far as is reasonably practicable, the safety, health, and welfare atwork of all workers and an environment for Members free from harassment as set out in TheWorkplace Safety and Health Act, C.C.S.M. c. W210 (“WSHA”) and The Workplace Safety andHealth Regulation, Man Reg 217/2006, as amended from time to time.
Every worker while at work shall, in accordance with the WSHA, take reasonable care to pro-tect their safety and health and the safety and health of other persons who may be affectedby their acts or omissions at work.
“Harassment” means the following:

(a) objectionable conduct that creates a risk to the health of a worker; or
(b) severe conduct that adversely affects a worker’s psychological or physical well-being.

For the purpose of the definition of “harassment”, conduct is objectionable if it is based onrace, creed, religion, colour, sex, sexual orientation, gender-determined characteristics, maritalstatus, family status, source of income, political belief, political association, political activity,disability, physical size or weight, age, nationality, ancestry or place of origin. Conduct is se-vere if it could reasonably cause a worker to be humiliated or intimidated and is repeated or,in the case of a single occurrence, has a lasting, harmful effect on a worker. Harassment in-cludes any objectionable or severe conduct which misuses power or authority. Reasonableconduct of an employer or supervisor in respect of the management and direction of work-ers or the workplace is not harassment. In this Article and in the definition of “harassment”,“conduct” includes a written or verbal comment, a physical act or gesture or a display, or anycombination of them.
8.2 Other Measures
This Article shall not preclude any employment equity or pay equity measures mandated bylaw or agreed to by the Parties, including action that has as its objective to increase the rep-resentation of the designated groups for employment equity within the University, namelywomen, Indigenous persons, disabled persons, racialized persons, and sex, sexual, and/orgender minoritized persons.
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8.3 Conflict of Interest or Conflict of Commitment
No Member and no officer of the Employer shall take part in formal discussions or vote withregard to the determination of the terms and conditions of employment where there is a realor perceived conflict of interest or conflict of commitment.
8.4 Diverse Representation on Committees
Every effort shall be made to promote diverse representation on University committees and,in particular, those that relate to terms and conditions of employment including, but not lim-ited to, appointments, tenure and continuing, promotions, and appeals, as well as other com-mittees such as BURC.
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Article 9: No Sexual Harassment
9.1 Commitment
The Parties commit to positive action, including education and training, to prevent sexualharassment in the workplace and to mitigate its effects. The Parties commit to promoting aculture of consent and respect, developing awareness and prevention of sexual harassment,reducing the occurrence of sexual harassment and sexualized violence, and responding to theneeds of Members, including both complainants and respondents and all those affected bysexual harassment.
9.2 Definition
Sexual harassment is uninvited and unwanted sexual attention made by a person who knows,or reasonably ought to know, that it is unwelcome as perceived by the recipient of the be-havior. Sexual harassment is prohibited under The Human Rights Code C.C.S.M. c. H175 (“theCode”) and is defined as the following:

(a) a course of abusive and unwelcome conduct or comment made on the basis of genderidentity, sex, or sexual orientation, including but not limited to comments, gestures,unwanted touching, sexual requests, offensive jokes or pictures, and/or actions whichare offensive, inappropriate, intimidating, and/or hostile; or
(b) a sexual solicitation or advance made by a person who is in a position to confer anybenefit on, or deny any benefit to, the recipient of the solicitation or advance, if theperson making the solicitation or advance knows or ought reasonably to know that it isunwelcome; or
(c) a reprisal or threat of reprisal for rejecting a sexual solicitation or advance.

For purposes of this Article, a Member may be the alleged survivor/victim or the alleged re-spondent/accused of sexual harassment. All Members, including survivors and respondents,have the right to Union representation and support, as per Articles 12 (Rights and Responsibil-ities) and 13 (Discipline), in matters related to sexual harassment.
9.3 Consent
Consent is the voluntary agreement to engage in a sexual activity and to continue to engagein the activity. An individual’s consent can be withdrawn at any time. A Member who is in-volved in, or is entering into, a consensual relationship that the Member is concerned may re-late to matters dealt with in this Article shall advise the Dean/Director who shall relieve themof any related supervisory or evaluative role.
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9.4 Subject to Discipline
The Parties agree that sexual harassment as defined herein may be the subject of discipline.The Parties further agree that individuals who perjure themselves during disciplinary hearingsor make false and malicious accusations may be subject to disciplinary action.
9.5 Incidents/Complaints
The Sexualized Violence Education and Prevention Coordinator (SVEPC) is the primary pointof contact for matters relating to sexual harassment. The SVEPC will provide supports andmake recommendations as appropriate.
9.6 Discipline
Discipline for sexual harassment shall only be imposed through the investigative and disci-plinary procedures defined in Article 13. Any investigation and/or discipline shall clearly refer-ence Article 13.
9.7 Grievance/Arbitration of Discipline
Any discipline imposed on a Member for sexual harassment shall be subject to the grievanceand arbitration procedure as per Article 4. In the event that the disciplinary measure is re-moved in the grievance or arbitration procedure, at the Member’s request all reference to thecomplaint of sexual harassment shall be removed from their personnel file.
9.8 Grievance/Arbitration of Complaint
Any complaint of sexual harassment may be subject to the grievance and arbitration proce-dure as per Article 4.
9.9 Documents
All documentation and reports related to an investigation and/or discipline for sexual harass-ment shall be managed according to Articles 13 (Discipline) and 32 (Personnel Files).
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Article 10: Academic Freedom and
Collegial Governance

10.1 Academic Freedom
The common good of society depends upon the search for knowledge and its free expressionand dissemination. Academic freedom in universities is essential to both these purposes inthe educational mission of the University as well as to Members’ scholarship, research, cre-ative activity, professional activity, and service. Academic freedom ensures the right of Mem-bers to teach, to investigate, to speculate, to comment, to criticize, to collect, to curate, tocreate or perform works of art, and/or to support others in pursuit of these activities, withoutdeference to prescribed doctrine. These rights are to be understood as central to the protec-tion of the public interest and the pursuit of truth(s).
Freedom of expression is a fundamental human right, guaranteed under the Charter of Rightsand Freedoms; academic freedom is a professional right of academic staff. Academic free-dom does not confer legal immunity and is limited by the law (including protections againstharassment, discrimination, and hate speech). Academic freedom does not diminish a Mem-ber’s obligation to meet their responsibilities under this Collective Agreement or serve as adefense against illegal activities.
10.1.1 Guarantees
Specifically, academic freedom ensures, among other things, the freedom to

(a) examine, question, teach, and learn. In teaching, Members have the right to the freeexpression of their views and may choose content, use pedagogical methods, and referto materials without censorship or reference or adherence to prescribed doctrine. Aspart of their educational activities, Members are entitled to conduct frank discussion ofpotentially controversial matters which are related to their subjects. This freedom willbe based on the understanding that it is shared by all Members;
(b) discuss and disseminate opinions on questions relating to the Member’s teaching, pro-fessional, and research activities both inside and outside the classroom;
(c) pursue, without interference or reprisal, a Member’s own research, creative or profes-sional activities, and to publish the results thereof;
(d) acquire, preserve, and provide access to documentary material in all formats, no matterhow controversial these materials may be, and to ensure that these materials are freelyaccessible;
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(e) criticize and critically evaluate societal institutions including the government, the Uni-versity, the Union, or any corporate, political, public, or private institution;
(f) engage in service to the institution and the community;
(g) participate in professional and representative academic bodies;
(h) work in a safe environment, free from harassment and discrimination, such that theiracademic freedom may be fully and freely expressed; and
(i) exercise their civil rights through expression of opinions on matters of public interest,including the right to contribute to social change.

10.1.2 No Censorship or Reprisal
Academic freedom respects the rights of Members by protecting Members from institutionalorthodoxy, censorship, or reprisal when they engage in intramural or extramural expressionand/or activity.
The exercise of academic freedom shall not cause the imposition of any penalty or reprisal ona Member by the Employer or the Union. Neither shall the Employer or the Union condonethe restraint of academic freedom or the imposition, arising from its exercise, of any penaltiesor reprisals upon Members by any person, institution, agency, or corporation with whom theEmployer or the Union does business, or by any donor to the University or the Union, or fromany source within the University.
10.1.3 No Requirement for Neutrality
Academic freedom does not require neutrality on the part of the Member. Rather, academicfreedom makes commitment possible. Academic freedom carries with it the duty to use thatfreedom in a manner consistent with the scholarly and professional obligation to search forknowledge and truth(s) with integrity and rigour.
10.1.4 Protecting Academic Freedom
The Parties agree to promote, uphold, and protect the principles of academic freedom, not toinfringe upon or abridge academic freedom, and to use all reasonable means in their powerto protect that academic freedom when it is threatened.
The credibility of the principles of academic freedom depends upon a collective commitmentto exercise these principles in a manner consistent with the scholarly obligation to base re-search and teaching on an honest and ethical search for knowledge.
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10.2 Collegial Governance

10.2.1 Definition
For the purposes of this Collective Agreement, collegial governance or collegiality shall referto the right and responsibility of the academic members of the institution (i.e., BUFA Mem-bers, Academic Administrators, and the President) to play a decisive role in the institutionalprocesses that shape the conditions of academic work. This includes, but is not limited to,participation in academic governance structures; institutional systems of peer review; settingthe academic priorities, policy, and procedures of the University as they relate to its academicand societal functions; and related decision-making processes. Such participation occurs ei-ther directly or through representation on applicable committees.
The principle and practice of collegial governance is essential for and depends on the freeand full exercise of the academic freedom of Members.
10.2.2 Collegial Governance and Management Rights
Collegial governance structures do not replace the management rights recognized elsewherein this Collective Agreement. Collegial governance structures require that Members fully par-ticipate in the bicameral governance bodies of the University, according to the terms of thosebodies as may be amended from time to time, including Senate, General Faculty Council,Faculty Councils, individual Departments, the Board of Governors, and other bodies that playa role in the oversight of the University and its management, where such management in-volves the academic affairs of the institution or related issues, but are not administrative bod-ies advisory to the President (e.g., President’s Executive Council, President’s Advisory Council,Deans’ Council).
10.2.3 Collegial Governance and Member Rights
BUFA Members retain the rights, privileges, and responsibilities flowing from participationand/or representation at all levels of the bicameral governance structure of the University in-cluding Departments, Faculties, Senate, and the Board of Governors, as well as committeesand subcommittees of any of these bodies, and any working groups, task forces, ad hoc com-mittees, advisory groups, and/or other instances created to propose, review, or advise on anyUniversity policy, procedure, plan, vision, or other document related to the academic and/orsocietal mission of the University or to the working conditions of Members. Senate and theBoard of Governors retain the right to determine levels of participation, rights, privileges, andresponsibilities of their members and members of their committees, working groups, taskforces, advisory groups, and other ad hoc subcommittees.
Where the processes established in this Collective Agreement, including but not limited totenure, continuing, promotion, workload, appointments, and BURC, involve faculty partici-pation, they shall be deemed to be based on sound principles of collegial governance. TheParties agree that where no specific language or processes exist in this Collective Agreement,academic decision-making shall employ the principles of collegial governance.
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10.2.3.1 No Prima Facie Conflict of Interest or Commitment

Participation by a Member in the collegial governance of the University does not constitute a
prima facie conflict of interest or commitment. Members retain the right to participate in thegovernance of the University at all levels without limitations based upon membership in theUnion. This includes the right to remain Members of the bargaining unit while serving in gov-ernance roles, with the exception of any academic members who are excluded by virtue ofholding an appointment described by Certificate No. MLB 3976. Any such Member, as per Ar-ticle 26.2, shall, at the termination of that appointment, immediately be a Member as if theyhad been a Member continuously throughout such appointment. Members may take part indiscussing and voting on issues concerning general conditions of employment for Members,unless the discussion and voting deals with the circumstances of the Member themselves asan isolated issue, separate and apart from consideration of other Members.
10.2.3.2 Majority Voice

On all committees, subcommittees, working groups, advisory groups, panels, or similar suchbodies, which have recommendatory or decision-making ability on matters relating to theacademic mission of the University, Members shall hold a majority of voting seats, exceptwhere the composition of those bodies is created through the bicameral governance struc-ture or the University through collegial governance as described in Articles (10.2.2 and 10.2.3),and except for administrative bodies that are advisory to the President (e.g., President’s Exec-utive Council, President’s Advisory Council, Deans’ Council).
10.2.4 Collegial Governance and Union Rights
On all committees, subcommittees, working groups, advisory groups, panels, or similar suchbodies, which have recommendatory or decision-making ability on matters relating to theworking conditions of Members, and for which the composition is not laid out in this Col-lective Agreement or mandated by applicable legislation, the Union shall have the right toappoint members to the body. BUFA appointees to any such body shall have the right to dis-cuss and consult with the Union on any matter before them.
The Union shall have the right to make representations to and bring forward questions di-rectly to the Board of Governors as well as to any member of the University administration.
10.2.5 Collegial Governance in the Selection and Renewal of Academic

Administrators
The Parties agree that Members have a central role to play in the selection of Academic Ad-ministrators, excluding those in an acting capacity for fewer than six (6) weeks.
All Members of an academic unit shall be invited to provide confidential input on the selec-tion or renewal of their administrator.
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10.2.6 Collegial Governance Shall Not Take Precedence over Academic
Freedom

The University’s institutional right to be self-determining and self-governing necessarily pre-sumes collegial decision-making processes. The right to self-governance shall not take prece-dence over an individual’s academic freedom. Any claim by the Administration at BrandonUniversity that this institutional right takes priority over the academic freedom of individualsrepresents a form of institutional censorship.
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Article 11: Openness and Transparency
11.1 Purpose
The Parties agree that openness and transparency are essential to collegial governance, equityand diversity, and academic freedom. In addition, openness fosters accountability and re-sponsibility and safeguards fairness and due process by providing the Parties with a reason-able opportunity to know and respond fully to the evidence before a decision maker.
11.2 Open Process
Pursuant to achieving the goals of Article 11.1, the Parties agree that decision-making pro-cesses of collegial governance and the financial operations of the University shall be open.
11.3 Standard of Openness
For the purposes of interpreting this Clause, the standard of openness, as it pertains to theprocesses of collegial governance, includes the normal advance notice of the meetings of theBoard of Governors and Senate and access to the agenda, minutes, and supporting materialsof the open portion of scheduled meetings of the same.
Open and transparent process includes but is not limited to the provision of the following:

(a) copies of the annual operating budget and budget actuals;
(b) the opportunity for timely participation by Members when the institution engages inmajor planning exercises;
(c) access to debates and decisions of the Board, Senate, and their subcommittees, in-cluding any documents upon which those decisions were based and any ensuing docu-ments, subject to the duties of confidentiality; and
(d) a registry of all vendor and services contracts and agreements signed, including sum-mary information.

11.4 Notice Period
Open and transparent process requires that the Employer normally provide at least two (2)weeks’ advance notice of all open meetings as well as access to the agenda and supportingmaterials of scheduled meetings, except as pertains to the bicameral governance bodies asstated in Article 11.3.
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11.5 Information Disclosure

11.5.1 Information
Effective collective bargaining and the proper administration of the Collective Agreement canonly be realized if both Parties have access to necessary information. Both Parties agree touse professional discretion in dealing with this information. This information will normally beprovided in electronic form.
To this end, the Employer undertakes to provide the Union with the following, at the timesindicated:

(a) on 30 September of each year, a list showing, for the previous academic year, the name,rank, salaries, stipends and all other discretionary monies whether added to base salaryor not, first date of hire, University email address, type of appointment, including De-partment and Faculty, and a list of Members on an approved leave for all or part of theyear. The list of Members on leave shall indicate the type of leave that the Member wason;
(b) on 30 September of each year, for those Members on term appointments, the reasonsfor the appointment categorized according to the relevant terms in Article 15;
(c) on 30 September of each year, a list showing, for the previous academic year, all Con-tract Academic Staff, including the names and Faculty/Unit;
(d) on 30 September of each year, a list of all Deans/Directors, Associate Vice-Presidents,Vice-Presidents, and the President excluded from the Union and the total compensa-tion including salaries, stipends, pension plans, and perquisites;
(e) on 30 September of each year, a statement of the number of Members of the Unionthat did not expend all the professional development allowance available to them andthe total amount remaining in the PDA pool, per Faculty/Unit, as of the previous 1 April;
(f) on 30 June of each year, a copy of the Employer’s annual audited financial statementsand supporting schedules;
(g) at the same time as Members in the Union are informed of the Employer’s decision(s),the letters with respect to sabbatical or special leave and any other kinds of leave, sub-ject to the duties of confidentiality, of one (1) week or longer;
(h) on 30 September of each year, the total salary figure expended for term appointmentsmade to replace Members who were on leave during the previous academic year; and
(i) copies of formal, public, institutional, or other public representations, and amendmentsto previous submissions submitted in response to requests from the Federal Govern-ment, or the Provincial Government, which directly address the terms and conditions ofemployment of Members.
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11.5.2 Compliance with FIPPA and PHIA
Information collected by virtue of this Article is personal information as defined by The Free-dom of Information and Protection of Privacy Act (FIPPA) and/or The Personal Health Infor-mation Act (PHIA) and must be protected in conformity with legislation. Where they exceedthe standards set by FIPPA and PHIA, the protections described in this Collective Agreementshall form the standard.
11.5.3 Storage of and Access to Data
Each of the Parties is responsible for maintaining the confidentiality of personal informationcollected and provided to it under Article 11.5.1. Information collected by virtue of this Articleshall be kept separate from Members’ personnel files and shall only be viewed by the personsresponsible for collecting and anonymizing the data.
11.5.4 Requests for Additional Information
The Union may make requests for information additional to the above where it relates tolabour relations. The Employer will comply with its obligations under The Labour RelationsAct, The Brandon University Act, The Freedom of Information and Privacy Protection Act, andThe Personal Health Information Act in considering such requests.
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Article 12: Rights and Responsibilities
12.1 Principles

12.1.1 Complementarity
The rights and responsibilities described herein complement and reinforce the rights and re-sponsibilities elsewhere described in this Collective Agreement.
12.1.2 Aims of the University
The Parties agree that all rights and responsibilities contained herein are exercised in further-ance of the general and specific aims of the University, as recognized in the Preamble.
12.2 Rights

12.2.1 Academic Freedom
Academic freedom, as defined in Article 10, is a necessary precondition of academic work;no Member’s academic freedom will be hindered or breached. Members retain the right toacademic freedom in activities that extend into the community.
12.2.2 Collegial Governance
The Parties shall adhere to the principles of collegial governance, such that Members mayparticipate fully and freely in the academic governance of the University as described in Arti-cle 10.
12.2.3 Member of a Department
Members have a right to be a member of a Department as a fundamental locus of participa-tion in collegial governance.
12.2.4 Privacy in Communications
Members have a reasonable right to privacy in their personal and professional communica-tions and files, whether on paper, digital, or in any other form. The Employer and/or its dele-gates shall not intentionally or with malice breach a Member’s privacy.
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12.2.5 Work-Life Balance
Members have the right to maintain a healthy and appropriate work-life balance. The Em-ployer shall recognize and respect Members’ boundaries in their efforts to achieve this bal-ance insofar as those boundaries have been communicated.
12.2.6 Safe Environment
Members have the right to work in a safe environment. The Employer shall provide protectivemeasures to ensure the physical, psychological, and emotional well-being of Members whileexercising their job-related functions on campus. Where the University requires a Memberto work off campus to fulfill job duties, the Employer shall be responsible for the Member’sphysical, psychological, and emotional well-being while exercising their job-related functionswhile at work.
12.2.7 Communication with Union
Members have the right to communicate with the Union on any matter related to the termsand conditions of their employment, including perceived breaches of academic freedom orcollegial governance processes, any article of the Collective Agreement, or any Universitypolicy.
12.2.8 Union Representation
Members have the right to be accompanied and represented by a Union official in any inter-action with a member of the University administration.
12.2.9 Led by and Selection of Academic Administrator
Members have the right to be led by an Academic Administrator, including the right to partici-pate in the selection of such an administrator through transparent and open hiring processes,the right to periodically and meaningfully review such administrators, and, where the Aca-demic Administrator is externally selected, the right to recommend rank and steps for theAcademic Administrator’s landing position. Members in Units not led by Academic Adminis-trators as of 1 April 2023 are to be addressed in a Memorandum of Understanding (MOU), tobe negotiated by the Parties.
12.2.10 Workload Assignment
Members have the right to have their workload assigned fairly, equitably, consistently, andappropriately as per Article 20 in accordance with their job classification and rank.
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12.2.11 Regular Responsibilities
Members have the right to perform their work as described in this Collective Agreement througha job description and/or through the qualifications by rank (Article 14) and workload (Article20). No Member shall have additional responsibilities imposed that interfere with their regularresponsibilities.
12.2.12 Office Space
Each Member is entitled to the following, including, but not limited to, a furnished officewhich contains a desk, chair, telephone, working computer with current productivity and ed-ucational software and internet access, and access to a printer. Contract Academic Staff maybe assigned shared office space.
12.2.13 Evaluations
Members have the right to receive evaluations (Article 19) from a qualified evaluator, and bymeans appropriate to each Member’s position. Such evaluations must be formative, mean-ingful, and useful for the Member’s personal and career development (e.g., tenure, continuing,promotion.)
12.2.14 Orientation
Each new full- and part-time Member is entitled to receive orientation to their position andto the University, including but not limited to policies, expectations, supports, Union mem-bership, timelines, rights and responsibilities of the role, and available spaces and resources.
12.2.15 Mentorship
Members are entitled to receive mentoring in their functions within the University upon re-quest.
12.2.16 Communication
Members are entitled to timely, fulsome, and transparent communications regarding all as-pects of University business that affect their ability to teach, research, or perform professionalservice or service to the University.
12.2.17 Timely Decision-Making
Members are entitled to timely decision-making on matters affecting them individually orcollectively, when those matters relate to processes, procedures, rights, or responsibilitiesdescribed in this Collective Agreement or in University policies.
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12.2.18 Application of Policies
Members have a right to the fair and consistent application of all University (Senate, Board,or other) policies relating to the academic mission of the University or to their terms and con-ditions of employment, without discrimination and with due regard for principles of naturaljustice.
12.2.19 Fair, Equitable, and Transparent Discipline
Members are entitled to a fair, equitable, and transparent disciplinary process, when applica-ble, as prescribed in Article 13.
12.2.20 Whistleblower Protection
Members are entitled to report misconduct, mismanagement, or other breaches consistentwith The Public Interest Disclosure (Whistleblower Protection) Act, as may be amended,without reprisal.
12.2.21 Governance of Professional Organizations
Members have the right to participate in the governance of their professional organizations,including but not limited to membership on executive boards or committees of such organi-zations, and to have such work recognized within their service obligations.
12.2.22 Participation in Professional Development
Members have the right to develop their professional expertise through regular participationin professional development activities. The Employer shall not unreasonably deny requestsfor scheduling changes in order for Members to participate in such activities.
12.2.23 Reporting on Professional Development Funds
Members have the right to receive, twice per year, updates on the balance of funds remainingin their Professional Development Account.
12.2.24 Retention of Email Access
BUFA Members retiring from Brandon University have the right to retain their Brandon Uni-versity email address for a period of at least one (1) year; retirees may request to extend thisperiod.
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12.2.25 Other Rights
All other rights as articulated elsewhere in this Collective Agreement or in federal and/or provin-cial statutes shall also be recognized.
12.3 Responsibilities

12.3.1 Ethics and Honesty
Members have the responsibility to act ethically, honestly, and with due regard to balancingthe advancement of their career with the needs of the University.
12.3.2 Academic Freedom
Members have the responsibility to exercise, protect, and promote academic freedom as de-fined in Article 10.
12.3.3 All Aspects of Workload
Members have the responsibility to undertake work related to all aspects of their workload, asapplicable by position and job description, and defined in Articles 14 and 20, and AppendicesB, C, D, or E.
12.3.4 University Policies
Members have the responsibility to follow applicable University policies (e.g., WorkplaceSafety and Health policies, research policies, Brandon University Policy for Off-Campus Ac-tivities), where such policies were developed and enacted transparently, fairly, and appropri-ately through collegial governance processes.
12.3.5 Students
Members have the responsibility to foster and maintain an environment conducive to ef-fective and engaged student learning and development. This includes the responsibility torespect the individual dignity of each student, to develop and adhere to clear expectations insyllabi, and to ethically supervise assistants and markers.
12.3.6 Availability for Work on Campus
Members have the responsibility to teach assigned courses to registered students at the timesand places in the academic sessions designated in the registration guide and to be availablefor work on the campus to which they are primarily attached.
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12.3.7 Scholarly and/or Professional Competence in Discipline
Members have a responsibility to maintain scholarly and/or professional competence in theirdiscipline; this includes the responsibility to participate in professional development as appli-cable.
12.3.8 Identification of Affiliation with Brandon University
Members have the responsibility to identify their affiliation with Brandon University in knowl-edge mobilization and dissemination, where the work was undertaken as part of their em-ployment relationship with the University.
12.3.9 Participation in Collegial Governance
In the context of collegial decision-making, Members have the responsibility to participate inthe governance of the University through active participation in Department meetings andFaculty Councils. As a Member progresses in their career at the University, they have the re-sponsibility to participate to a reasonable extent in other University governance structures(e.g., Faculty, University, Senate, Senate Committees) and the Union.
12.3.10 Engagement with Colleagues
In performance of their collegial governance and other administrative service, Members havea responsibility to engage fairly, ethically, and respectfully with their colleagues; to objectivelyassess the performance of their colleagues when such assessment is required; to avoid dis-crimination; and to uphold the academic freedom of their colleagues.
12.3.11 EDIDR
Members have the responsibility to actively participate in the required equity, diversity, in-clusion, decolonization, and reconciliation training mandated by this Collective Agreement(Article 5.6.2) and to put into practice the principles of equity, diversity, inclusion, decoloniza-tion, Indigenization, and reconciliation in all aspects of their work for the University.
12.3.12 Service Unrelated to Employment
In service activities that extend to the community but that are not related to their employ-ment at the University, Members shall not purport to represent the University or speak for it,or to have its approval, unless such authority has been given in writing.
12.3.13 Other Responsibilities
All other responsibilities enumerated elsewhere in this Collective Agreement shall also berecognized.
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Article 13: Discipline
13.1 Generalities

13.1.1 Subject to Grievance
All discipline and all processes that may lead to discipline shall comply with this Article. ThisArticle is subject to grievance per Article 4.
13.1.2 Just, Reasonable, and Sufficient Cause
A Member may be disciplined only for just, reasonable, and sufficient cause and in accor-dance with this Collective Agreement. The Employer bears the onus of proving that any dis-ciplinary action taken was for just, reasonable, and sufficient cause. Disciplinary action shallbe fair, reasonable, commensurate with the seriousness of the breach(es), and based on theprinciples of progressive discipline and natural justice.
13.1.3 Written Notice and Meeting
No matter may be brought forward as a reason for disciplinary action, suspension, or dis-missal unless it has been previously communicated, in writing, to the Member prior to anydisciplinary process being initiated and within ten (10) working days of when the Employerknew or ought to have known of the issue giving rise to potential discipline. The Membershall be provided with five (5) working days’ written notice of a meeting with the Employer.This notice shall be copied to the Union. At the meeting, the Member shall be provided witha letter which includes specific details of the alleged cause for the discipline. The Employershall not initiate any disciplinary action based upon anonymous evidence. The Member maychoose to respond to allegations at the meeting or may reserve the right to respond at a latertime to be decided at the meeting.
13.1.4 Restrictive Use of Reports
Under no circumstances shall reports of disciplinary measures be used as part of tenure, con-tinuing, or promotion recommendations or decisions.
13.1.5 Right to Union Representation
The Union shall be notified and has a right to represent a Member in any discussion, meeting,investigation, or other process that could lead to discipline, which the Member is required to
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attend. A Member also has the right to a Union representative in any discussion, meeting, in-vestigation, or other process which the Member is required to attend, and which the Memberbelieves may lead to discipline.
13.1.6 Informal Resolution
The Parties agree that wherever possible and reasonable, efforts shall be made to resolveissues informally, preferably through a restorative lens. Any Member involved in an informalresolution process has the right to a Union representative in any discussion or meeting. TheParties shall make every reasonable effort to engage in informal resolution processes that areculturally appropriate (e.g., healing circles).
13.1.7 Advocate
A Member belonging to one (1) or more designated groups engaged in any disciplinary pro-cess, or process they believe may lead to discipline, has the right to bring an advocate in addi-tion to representation from the Union.
13.1.8 No Discipline for Respecting Picket Line
In accordance with The Labour Relations Act C.C.S.M. c. L10, the failure or refusal of any Mem-ber to pass through or work behind any lawfully established picket line shall not be deemed abreach of this Collective Agreement and the Employer shall not discipline or otherwise dis-criminate against any such Member. However, the Employer shall not be required to paywages to a Member for any period during which the Member refuses to perform the workfor which they are employed.
13.1.9 No Discipline for Illness
Medical disability or illness, physical or psychological, shall not be cause for reprimand, sus-pension, or dismissal, unless the Member has unreasonably refused medical attention. Whena Member’s performance is judged to be inadequate and where it is believed that this inad-equacy may be the result of illness, the University may require that they produce a medicalcertificate. If there is then evidence that the inadequate performance is the result of illness,the Employer shall consider accommodation or sick leave and not disciplinary action.
13.1.10 No Discipline for Exercise of Academic Freedom
A Member shall not be disciplined for exercising their academic freedom nor for the breach ofa rule, protocol, regulation, or instruction that itself breaches this Agreement.
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13.1.11 No Admission of Wrongdoing
Failure of a Member to grieve a disciplinary measure shall not be deemed an admission ofwrongdoing.
13.2 Disciplinary Measures

13.2.1 Forms of Discipline
The only disciplinary measures that may be imposed are a letter of warning, a letter of rep-rimand, suspension, or dismissal for cause. Disciplinary measures may be accompanied byremedial and/or corrective action (e.g., EDIDR training, restricted access to a physical area ofthe University, restrictions on attendance or participation in specific University activities).
13.2.1.1 Letter of Warning

The letter of warning shall contain a clear statement of the details of the performance or con-duct issue of concern, an indication of what has been discussed with the Member about theissue, and a clear indication of the behaviour(s) and/or expectations(s) to be met by the Mem-ber. The letter of warning may also include an action plan of what steps the Member needsto take, an indication of what the Employer will do to assist with this process, and a reason-able timeframe in which the changes or improvements need to occur. Only the Member’sDean/Director, the Associate Vice-President (People and Talent), a Vice-President, or thePresident may issue a letter of warning. Letters of warning shall be copied to the Union andto the Associate Vice-President (People and Talent) and shall be placed in the Member’s per-sonnel file for a defined period as set out in the letter. Such a defined period shall not exceedtwo (2) years, unless there is a subsequent disciplinary action concerning a similar matterwithin that period of time, in which case the period may be extended by no more than one(1) additional year.
13.2.1.2 Letter of Reprimand

The letter of reprimand shall contain a clear statement of the reasons for taking the action,a clear indication of the behaviour(s) and/or expectation(s) to be met by the Member, anda statement of any remedial action the Member is required to take. The letter of reprimandshall be clearly identified as a disciplinary measure. Only the Member’s Dean/Director, theAssociate Vice-President (People and Talent,) a Vice-President, or the President may issue aletter of reprimand. Letters of reprimand shall be copied to the Union and to the AssociateVice-President (People and Talent) and shall be placed in the Member’s personnel file accord-ing to Article 32.
13.2.1.3 Suspension Without Pay

Suspension without pay is the act of the Employer in relieving a Member of their duties forsignificant cause and without their consent. Suspension without pay may only occur for sig-
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nificant breaches of policy and/or misconduct that endangers the physical or psychologicalwell-being of others, or only when other avenues of progressive discipline have been ex-hausted as appropriate and commensurate with the circumstances. Before suspension oc-curs, a Member must be provided in writing with details relating to the reason(s) for the sus-pension, the length of the suspension, and any conditions attached to a return to work. TheMember will also be afforded an opportunity to meet with the Employer to respond to suchdetails before or shortly after being placed on suspension. The Union shall be copied on allwritten communication and notified prior to this meeting, in keeping with Article 13.1.3. Sus-pensions without pay must be for a predetermined period, commensurate with the issuesgiving rise to the discipline. Only the Associate Vice-President (People and Talent), a Vice-President, or the President may suspend a Member. Letters of suspension shall be copied tothe Union and to the Associate Vice-President (People and Talent) and shall be placed in theMember’s personnel file according to Article 32.
13.2.1.4 Dismissal for Cause

Dismissal for cause means the termination of an appointment by the Employer. Only thePresident may recommend dismissal to the Board.
13.2.1.4.1 Contract Academic Staff and Right of First Refusal

In the case of Contract Academic Staff, removal of right of first refusal (RFR) shall be deemedequivalent to dismissal. Non-maintenance of RFR, per Article 16.4.3.1, shall not be employedas a disciplinary measure.
13.2.1.4.2 Proration

When a Contract Academic Staff is dismissed for cause, if they opted for lump sum paymentat the end of the contract, the Member will be paid on a prorated basis for the time served upto the effective date of dismissal.
13.2.2 Rights of Members While on Suspension
13.2.2.1 Email Access

During a period of suspension, the Member may retain access to their University email ac-count and to all other University privileges that may be accessed remotely.
13.2.2.2 Failure to Comply with Remedial Action

Where the University has imposed discipline on a Member and demanded any remedial orother action be undertaken by the Member as part of the disciplinary measure, the Universitymay not subsequently impose further discipline on the Member for failure to comply with theremedial or other action, provided the Member files a grievance/unjust treatment within thetime limits set out in this Agreement.
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13.3 Investigations

13.3.1 Fair and Complete Investigation
Disciplinary measures shall be initiated only after completion of a fair and complete investi-gation. The investigation shall not include information anonymous to the Member, except incases where the Employer demonstrates that significant harm may be caused by revealingidentifying information. An investigation does not constitute discipline.
13.3.2 Notification
Before an investigation is initiated, the Employer shall notify the Member and Union thatsuch an investigation will occur.
13.3.3 Investigator
An investigation shall be conducted by an administrative officer or other qualified person,designated by the Employer, who is not a Member of the bargaining unit.
13.3.4 Decision Not to Proceed
At any step in the investigation the Employer may elect not to proceed and shall inform theMember and Union of this decision. In such case, no documentation concerning the mattershall be placed in the Member’s personnel file, or any file held in the Dean/Director or DHRAoffices.
13.3.5 Expedient, Thorough, and Fair Process
The investigation shall be conducted in an expedient manner consistent with the need for athorough and fair process. Following appointment of a qualified investigator, the investiga-tion shall normally not exceed forty (40) working days. Regular updates will be provided tothe Member(s), whether complainant or respondent, and their Union representative(s) whenapplicable.
13.3.6 Investigative Report of Findings
The investigator shall submit the investigative report to the President or designate. The inves-tigative report shall provide findings but not recommendations.
13.3.7 Notice of Meeting and Provision of Investigative Documents
At the end of the investigatory process and before any disciplinary action is taken, the Em-ployer shall give five (5) working days’ notice of a meeting with the Member and the Union.
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Prior to this meeting, the Parties will inquire as to any cultural or equity considerations thatneed to be taken into account. If the Member does not respond to this inquiry within two(2) working days, it will be understood that no cultural and/or equity considerations need betaken into account. Unredacted versions of all documents, a record of all investigatory activi-ties, and all evidence related to the investigation shall be provided to the Member and Unionwith this notice, except in cases where the Employer demonstrates that significant harm maybe caused by revealing identifying information. In such cases, only the identifying informationshall be redacted from the documents provided to the Member and the Union. No furtherdocumentation shall be collected by the Employer for the purpose of this investigation sub-sequent to the notice of this meeting.
13.3.8 Written Response
Within ten (10) working days of the report meeting referred to in Article 13.3.7, the Memberand/or the Union may provide a written response to the findings of the investigative report.
13.3.9 Decision
Within ten (10) working days of receipt of the written response, the appropriate administra-tor(s) shall render a decision with rationale and inform the Member and Union in writing at ameeting to discuss the decision.
13.4 Administrative Suspension

13.4.1 Non-Disciplinary
An administrative suspension is a non-disciplinary removal of a Member from some or allduties pending the outcome of an investigation.
13.4.2 Purpose
The purpose of an administrative suspension is to ensure a fair and thorough investigationthat may or may not lead to disciplinary measures.
13.4.3 Continuation of Pay and Benefits
Administrative suspensions are in all cases with full pay and benefits. Members may retainaccess to their University email account and all University privileges that may be accessedremotely.
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13.4.4 President’s Decision
Should the Provost and/or the Associate Vice-President (People and Talent) determine thatan immediate administrative suspension with pay is required, they shall make the recom-mendation to the President, who shall decide the matter. The Employer shall ensure that afull and complete investigation is completed as soon as practicable.
13.4.5 Only in Cases of Imminent Danger or Threat
An administrative suspension may only occur where the Member is reasonably deemed topose a clear and imminent danger to the physical or psychological safety of any member ofthe university community, or a clear and imminent threat to the functioning of the institution.
13.4.6 Length of Suspension
The length of an administrative suspension shall be no longer than required to complete theinvestigation. The investigation shall not be unduly delayed.
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Article 14: Qualifications by Rank
14.1 General

14.1.1 Career Development Pathways
The qualifications specified in this Article are modeled on the conventional career develop-ment pattern of Members, a pattern that is typically associated with a degrees/accreditationpathway. The Parties recognize that the career development of some Members diverges fromthis model, and that these diverse paths merit equitable treatment, valuation, and consid-eration: some Members gain Indigenous knowledge from lived experience or the teachingsof Elders or Knowledge Keepers; in some fields the Doctorate is not the terminal degree; insome, scholarship/research is not measured by publications; and in some, experience, ma-turity, and/or service in an academic environment, in a community, or elsewhere rather thanformal study are the best or only ways of developing professionally. The establishment ofequivalency for professional preparation for those with diverse career paths is addressed inArticle 15.2.
14.1.2 Credential Completion Requirements
Where a terminal degree or equivalent academic or professional credential is the normal levelof professional preparation expected for the area, and the candidate to be appointed is inthe process of completing such degree or equivalent academic or professional credential,the Letter of Appointment must stipulate the requirement of completion of the appropriatecredential as a condition of tenure, continuing, and/or promotion. Where a Member’s profes-sional preparation has been established through equivalencies (as per Article 15.2), and theMember is also in the process of completing a degree or credential, the completion of thedegree or credential shall not be a condition of tenure, continuing, and/or promotion.
14.1.3 Designated Groups
The Parties recognize that differing career patterns may be more common among membersbelonging to the designated groups. Members may choose to articulate ways in which ex-periences or events have influenced their career path, including factors resulting from theirbelonging in one (1) or more of the designated groups. When articulated by a Member, thesedifferences shall be taken into account in writing in assessing qualifications, as set out in thisArticle, of members of these groups.
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14.2 Equivalencies for Experiential/Traditional Career Paths

14.2.1 Established at Appointment
Equivalencies for experiential/traditional career paths shall normally be established at time ofappointment (as per Article 15.2) and do not require re-establishment at tenure, continuing,or promotion.
14.2.2 Establish Prior to Tenure/Continuing/Promotion
If an equivalency has not been established at time of appointment but needs to be estab-lished for a Member’s tenure, continuing, or promotion, the Dean/Director and the Depart-ment/Non-Departmental Committee for the tenure/continuing/promotion shall, as closely aspossible, follow the process outlined in Article 15.2. Equivalency must be established beforeapplication for tenure, continuing, or promotion as outlined in Articles 17.1.1 and 18.1.1.
In establishing equivalency for tenure, continuing, or promotion, all parties commit to meet-ing timelines as described through Articles 17 and 18. Should this process require additionaltime for reasons outside the Member’s control, extensions shall not be unreasonably with-held.
14.2.3 Appeals
Members denied equivalency may appeal to the Provost within ten (10) working days of noti-fication. The appeal shall be presented in writing and specify the grounds on which it is based.Upon receiving the appeal, the Provost shall advise the President and the Union who shalleach appoint one (1) member to an Appeals Committee within one (1) week of receiving no-tice. The two (2) members appointed shall select a Chair. Should the two (2) members notagree upon a Chair within one (1) week, a Chair shall be selected by the Joint AdministrativeCommittee from among tenured Members, with each Party having three (3) exclusions. TheJAC shall make its decision within one (1) week. The Union, the President, and the memberschosen by the Union and the President shall make every reasonable effort to include mem-bers belonging to the designated groups on the Committee.
As per Article 5.6.2, each member of the equivalency Appeals Committee shall completeequity training designed to help them identify unconscious bias and other recognized factorsthat contribute to inequity, unlearn patterns of biased behavior, and adopt an equity mind-set to direct all their activities at Brandon University. Such training shall also promote under-standings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges.Committee members shall have completed this training within the previous twenty-four (24)months and prior to examining any materials relevant to the appeals.
This appeal procedure shall replace grievance and arbitration (Article 4) for equivalency pro-cedures and decisions. The Appeals Committee shall utilize the procedures set out by TheLabour Relations Act and the Brandon University/BUFA Handbook on Appeals Procedures. Incase of discrepancies, The Labour Relations Act will take precedence. Within one (1) week of
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being fully established, the Appeals Committee shall begin to review the appeal and shallnormally make its decision within two (2) weeks. The decision of the Appeals Committeeshall be final and binding on both Parties and the Member. The Appeals Committee shallsend its decision with rationale, in writing, to the Member, with copies to the Department/Non-Departmental Committee, the Dean/Director, the Provost, and the Union.
14.3 Definitions of Criteria for Professorial Ranks

(a) “Professional preparation” refers to degrees and training from recognized institutions,or as established through the procedures in Article 15.2, and/or professional experience.Professional experience may be field-specific and/or interdisciplinary and may includeactivities performed outside post-secondary teaching, research, and service contexts.For First Nations, Métis, Inuit, and Non-Status Indigenous Members, relevant profes-sional experience may include work in their communities or organizations.
(b) “Teaching” refers to transmission of knowledge, development of students’ academicand professional skills and creativity, ongoing commitment to epistemology throughcourse design, development, Indigenizing of extant course material, delivery, and stu-dent assessment. Teaching can occur through engagement with students inside andoutside the classroom (e.g., lecture, seminar, laboratory, tutorial, studio, musical ensem-bles, field or clinical instruction, land-based instruction, supervision of undergraduateor graduate research). Instruction may be delivered in person, online (synchronous orasynchronous format) or in a blended model (combined online and in person) (see Arti-cle 22).

Evidence of teaching activity that may be considered includes, but is not limited to, theDean’s evaluation of teaching, peer review of teaching, self-evaluation and reflectionon teaching, student surveys, the design or adoption of innovative methods of teaching(including those that address EDIDR in pedagogy or Indigenous methods of teachingand knowing and/or culturally sensitive use of Indigenous materials), or other contri-butions to the teaching activities of the University that demonstrate teaching effec-tiveness. Members may also demonstrate efforts to improve teaching through profes-sional development activities such as participation in seminars, colloquia, workshops,and events that address EDIDR and Indigenization (e.g., participation in BU TeachingsHouse, the Pulling Together Learning Cohort, EDIDR book clubs, accessibility programs,unconscious bias training additional to the training mandated in this Collective Agree-ment).
(c) “Scholarship/Research” refers to the quality and originality of both published and un-published work. In the performing and fine arts, performance/creation is equivalent toscholarship/research.

Evidence of scholarship/research that may be considered includes, but is not limitedto, the following: the publication of books, monographs, and contributions to editedbooks; papers in refereed journals; papers in non-refereed journals; book reviews; pa-pers/presentations delivered at professional meetings; submissions to public bodies;
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participation in panels; unpublished research including current work in progress; grantsand grant writing; substantial editorial activity on a collected work, journal, periodical, orvolume; published textbooks and curriculum materials (including case studies); estab-lished pathways for the distribution of knowledge in an Indigenous language; appliedprofessional work (including clinical activity) that has had a recognized impact on theprofession or on First Nations, Métis, Inuit, and/or Non-Status Indigenous communities;knowledge mobilization and/or oral presentations in Indigenous community settings;creative works and performances; and scholarship as shown by the Member’s depth andbreadth of knowledge and general contributions to the research life of the University.Peer review may include Indigenous community assessments of the impact of contri-butions to Indigenous knowledge and understanding. Some criteria are more applicablethan others to drama, fine arts, and music; thus, the following criteria for assessmentare listed solely as a guide. For these disciplines, evidence of creativity and innovationmay be assessed by specific accomplishments, commissioned works, shows, exhibi-tions, performances, curatorial activities, publication (including recordings and broad-casts) of creative work, and may include the context of the creative accomplishment(e.g., where a work is performed or exhibited). It is recognized that a level of scholarlycompetence may be achieved by a Member such that, without extensive publication,they become an acknowledged authority in their field. Evidence that a Member is reg-ularly consulted as a research resource by established researchers or authorities outsidethe University shall be accepted as evidence of scholarship/research
(d) “Service” refers to activities conducted by a Member in their responsibility to partic-ipate in the collegial governance and work of the University, as well as contributionsto their profession and to the broader community by virtue of a Member’s job-relatedcompetence. Participation in collegial governance and work of the University may in-clude, but is not limited to, active participation on University, Faculty, Department, andUnion committees; chairing a Department; academic student advising; peer review ofteaching; student recruitment and retention initiatives; or EDIDR and/or Indigenizationinitiatives. Service to the profession may include, but is not limited to, serving on aneditorial board or academic refereeing; serving a professional and/or academic associa-tion in a designated capacity; reviewing grant applications for external funders; or actingas a referee for applications for tenure and promotion at other institutions. Service tothe broader community may include, but is not limited to, activities of importance toa First Nations, Métis, Inuit, and/or Non-Status Indigenous Member’s community (e.g.,participation in ceremonies). It may also include supporting community organizationsfor which the Member does not receive substantial remuneration. Members belongingto the designated groups (see Article 5) who provide support or mentoring for students,faculty, staff, or the broader community by virtue of belonging in one (1) or more of thedesignated groups shall have this service recognized.
(e) It is recognized that, depending upon discipline, certain activities may align with differ-ent qualifications (i.e., Article 14.3 (a) – (d)) or, in some cases, more than one (1) qual-ification. The Member shall indicate under which qualification activities shall be con-sidered or provide rationale for including an activity (or activities) in more than one (1)qualification with reference to the norms of scholarly activity in their discipline, for pur-poses of tenure and promotion. - 68 -



14.4 Qualifications of Professorial Ranks

14.4.1 Lecturer
(a) Professional Preparation: The Master’s degree or equivalent academic or professionalcredential, normally in the area of specialization, or experiential/traditional equivalencyas established through the procedures in Article 15.2 is required.
(b) Teaching: None is required.
(c) Scholarship/Research: None is required.
(d) Service: None is required.

14.4.2 Assistant Professor
(a) Professional Preparation: One (1) of the following is required:

(i) the Doctorate or equivalent academic or professional credential;
(ii) a combination of the Master’s degree or equivalent academic credential, normallyin the area of specialization, and five (5) years of relevant experience in one (1) ofthe following: 1) post-Master’s experience in an academic environment: 2) profes-sional experience; or 3) a combination of the two (2);
(iii) an experiential/traditional equivalency as established through the procedures inArticle 15.2.

(b) Teaching: Evidence of teaching competence is preferred, but not a requirement forinitial appointment to this rank. Evidence of teaching competence is required for pro-motion to this rank (but see Article 15.7 (g)). All post-secondary teaching experience,whether gained in a university or equivalent environment, will be considered.
(c) Scholarship/Research: The Doctorate or equivalent academic or professional credentialis sufficient evidence of scholarship/research for appointment to this rank, althoughnot required. Promotion from Lecturer requires clear evidence of scholarship/researchbeyond the requirements of the Master’s degree, or equivalent academic or professionalcredential, demonstrated by the development of scholarship/research over a period oftime.
(d) Service: For initial appointment at this rank, some evidence of service is preferred. Evi-dence of service over a period of time is required for promotion to this rank and for thegranting of tenure at this rank.

14.4.3 Associate Professor
(a) Professional Preparation: The Doctorate or equivalent academic or professional creden-tial, normally in the area of specialization, or an experiential/traditional equivalency asestablished through the procedures in Article 15.2 is required.
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(b) Teaching: Evidence of teaching competence in a university or equivalent environmentis required. For an initial appointment and in exceptional cases where a person has hadno previous experience, evidence of teaching ability is expected.
(c) Scholarship/Research: There must be clear evidence of scholarship/research activities oraccomplishments beyond the requirements for the Doctorate, or equivalent academicor professional credential, demonstrated by the development of scholarship/researchover a period of time.
(d) Service: For initial appointment at this rank, there must be evidence of meaningful ser-vice in the academic and/or broader community. For tenure at this rank, there must beevidence of meaningful service within rank. For promotion to this rank, there must beevidence of meaningful service over a period of time in the rank of Assistant Professor.

14.4.4 Professor
(a) Professional Preparation: The Doctorate or equivalent academic or professional creden-tial, normally in the area of specialization, or an experiential/traditional equivalency asestablished through the procedures in Article 15.2 is required.
(b) Teaching: Evidence of teaching competence in a university or equivalent environmentis required.
(c) Scholarship/Research: Clear evidence of contributions to scholarship/research beyondthose required for promotion or appointment to Associate Professor, as recognized bypeers in the discipline, is essential.
(d) Service: For initial appointment at this rank, there must be evidence of a record of mean-ingful service in the academic and/or broader community. For tenure at this rank, theremust be evidence of meaningful service within rank. For promotion to this rank, theremust be evidence of meaningful service over a period of time in the rank of AssociateProfessor.

14.5 Professional Associates
Professional Associates are employed to facilitate the academic process by engaging in func-tions Including but not limited to counselling, library and archives services, continuing educa-tion services, and off-campus program delivery.
14.5.1 Definitions of Criteria for Professional Associates

(a) “Professional preparation” refers to degrees, diplomas, certificates, and training fromprofessionally recognized institutions, or preparation recognized in the professionaldiscipline concerned, or an experiential/traditional equivalency as established throughthe procedures in Article 15.2.
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(b) “Professional experience” refers to the Member’s competence and effectiveness in car-rying out the activities of their professional specialty during the time period specified.The requirement for academic experience may be waived for the purposes of deter-mining rank at initial appointment. A Member’s professional experience will be evalu-ated in terms of specific job descriptions within the current rank.
(c) “Professional attainment” refers to the quality and quantity of the Member’s achieve-ment in their profession. Factors that may be considered include general administrativeduties, the depth and breadth of knowledge of their profession, self-evaluation and re-flection on professional practice, contributions to the profession, contributions of FirstNations, Métis, Inuit, and/or Non-Status Indigenous Members to their communities, andscholarship/research as defined in Article 14.3 (c). A Member’s professional attainmentwill be evaluated in terms of their specific job descriptions, as described in Appendix B,and criteria within the current rank.
(d) “Service” refers to activities conducted by a Member in their responsibility to participatein the collegial governance and work of the University, as well as contributions to theirprofession and to the broader community by virtue of a Member’s job-related com-petence. Participation in collegial governance and work of the University may include,but is not limited to, active participation on University, Faculty, Department, and Unioncommittees; student mentorship outside of a Member’s job description; or EDIDR andIndigenization initiatives. Service to the profession may include, but is not limited to,serving on an editorial board or academic refereeing; serving a professional and/or aca-demic association in a designated capacity; or reviewing grant applications for externalfunders. Service to the broader community may include activities of importance to aFirst Nations, Métis, Inuit, and/or Non-Status Indigenous Member’s community (e.g.,participation in ceremonies). It may also include supporting community organizationsfor which the Member does not receive substantial remuneration. Members belongingto the designated groups (see Article 5) who provide support or mentoring for students,faculty, staff, or the broader community by virtue of a shared belonging in one (1) ormore of the designated groups shall have this service recognized.
(e) It is recognized that, depending upon position, certain activities may align with differentqualifications (i.e., Article 14.5.1 (a) – (d)) or, in some cases, more than one (1) qualifica-tion. The Member shall indicate under which qualification activities shall be consideredor provide rationale for including an activity (or activities) in more than one (1) qualifi-cation with reference to the norms of activity in their discipline, for purposes of tenureand promotion.

14.6 Qualifications of Professional Associates

14.6.1 Professional Associate I
(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential, normally in the area of specialization, or an experiential/traditional equivalencyas established through the procedures in Article 15.2 is required.
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(b) Professional Experience: None is required.
(c) Professional Attainment: None is required.
(d) Service: None is required.

14.6.2 Professional Associate II
(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential, normally in the area of specialization, or an experiential/traditional equivalencyas established through the procedures in Article 15.2 is required.
(b) Professional Experience: For initial appointment at this rank, a record of at least five (5)years of successful service in the professional specialty is required. Normally at leasttwo (2) of the years should have been in an academic environment. For promotion tothis rank, a record of five (5) years of successful service at the rank of Professional Asso-ciate I or equivalent is required.
(c) Professional Attainment: Evidence of general understanding and competent practice ofthe discipline is required.
(d) Service: For initial appointments at this rank, some evidence of service is preferred. Ev-idence of service over a period of time is required for promotion to this rank and for thegranting of tenure at this rank.

14.6.3 Professional Associate III
(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential, normally in the area of specialization, or an experiential/traditional equivalencyas established through the procedures in Article 15.2 is required. Additional profession-ally recognized study is expected.
(b) Professional Experience: For initial appointment at this rank, a record of at least ten (10)years of successful service in the specialty is required. At least seven (7) of the ten (10)years must be in an academic environment. For promotion to this rank, a record of atleast five (5) years of successful service at the rank of Professional Associate II is re-quired.
(c) Professional Attainment: A demonstrated ability to use professional expertise effec-tively, a capacity to develop and extend professional expertise, an interest and com-petence in keeping up with advances in the profession, and engagement in continuingprofessional development are required. Evidence of scholarship/research or develop-ment of programs in the appropriate discipline is required.
(d) Service: For initial appointment at this rank, there must be evidence of meaningful ser-vice to the profession and/or broader community. For tenure at this rank, there must beevidence of meaningful service within rank. For promotion to this rank, there must be
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evidence of meaningful service over a period of time in the rank of Professional Asso-ciate II.
14.6.4 Professional Associate IV

(a) Professional Preparation: The Doctorate or equivalent academic or professional creden-tial, normally in the area of specialization, or an experiential/traditional equivalency asestablished through the procedures in Article 15.2 is required.
(b) Professional Experience: For initial appointment at this rank, at least fifteen (15) yearsof service in the specialty are required. At least twelve (12) of the fifteen (15) years mustbe in an academic environment. For promotion to this rank, a record of at least five (5)years of successful service at the rank of Professional Associate III is required.
(c) Professional Attainment: A record of excellent performance with demonstrated lead-ership and evidence of substantial achievement (including scholarship/research in thediscipline) is required. The significance of the record must have been subjected to exter-nal peer review.
(d) Service: For initial appointment at this rank, there must be evidence of meaningful ser-vice to the profession and/or broader community. For tenure at this rank, there must beevidence of meaningful service within rank. For promotion to this rank, there must beevidence of meaningful service over a period of time at the rank of Professional Asso-ciate III.

14.7 Instructional Associates
Instructional Associates are employed to facilitate the academic process by engaging in suchfunctions as supervision/set-up of laboratories; preparation of laboratory materials, manu-als, lab tests, and assignments; tutoring on an individual and group basis; maintaining andordering of supplies and equipment; and assisting other faculty members in some aspect oftheir academic or professional activities. Instructional Associates may participate in Univer-sity/community service and/or faculty/professional organizations.
14.7.1 Definitions of Criteria for Instructional Associates

(a) “Professional Preparation” refers to degrees, diplomas, certificates, and training fromrecognized institutions, professional experience or preparation recognized in the disci-pline concerned, or an experiential/traditional equivalency as established through theprocedures in Article 15.2.
(b) “Professional Experience” refers to relevant years of service.
(c) “Professional Attainment” refers to the quality and quantity of the Member’s achieve-ment in their profession. Factors that may be considered include general administrativeduties, the depth and breadth of knowledge of their profession, and/or contributions
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of First Nations, Métis, Inuit, and Non-Status Indigenous Members to their communi-ties. A Member’s professional attainment will be evaluated in terms of their specific jobdescriptions, as described in Appendix C, and criteria within the current rank.
(d) “Service” refers to participation in collegial governance; other forms of service to theUniversity, profession, or broader community are also possible. Service to the broadercommunity may include activities of importance to a First Nations, Métis, Inuit, and/orNon-Status Indigenous Member’s community (e.g., participation in ceremonies). It mayalso include supporting community organizations for which the Member does not re-ceive substantial remuneration. Members belonging to the designated groups (see Ar-ticle 5) who provide support or mentoring for students, faculty, staff, or the broadercommunity by virtue of a shared belonging in one (1) or more of the designated groupsshall have this service recognized.

14.8 Qualifications of Instructional Associates

14.8.1 Instructional Associate I
(a) Professional Preparation: A Bachelor’s degree, or a two (2) year certificate from a recog-nized institution, or extensive experience directly related to the duties listed in the rel-evant job description, or an experiential/traditional equivalency as established throughthe procedures in Article 15.2 is required.
(b) Professional Experience: None is required.
(c) Professional Attainment: None is required.
(d) Service: None is required.

14.8.2 Instructional Associate II
(a) Professional Preparation: A Bachelor’s degree or an experiential/traditional equivalencyas established through the procedures in Article 15.2 is required.
(b) Professional Experience: A record of at least two (2) years of successful service in thespecialty is required for initial appointment or promotion to this rank.
(c) Professional Attainment: Evidence of general understanding and competent practice ofthe discipline is required.
(d) Service: Participation in collegial governance is required; other forms of service shall berecognized but are not required.

14.8.3 Instructional Associate III
(a) Professional Preparation: A Bachelor’s degree in the discipline or an experiential/traditionalequivalency as established through the procedures in Article 15.2 is required.
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(b) Professional Experience: For initial appointment, a record of at least five (5) years ofsuccessful professional and/or academic service in the area of specialization is required.For promotion to this rank, a record of three (3) years of successful service at the rank ofInstructional Associate II is required.
(c) Professional Attainment: Evidence of greater understanding and competent practice ofthe discipline, greater technical skills, and/or greater autonomy is required.
(d) Service: Participation in collegial governance is required; other forms of service shall berecognized but are not required.

14.8.4 Instructional Associate IV
(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential in the area of specialization is preferred; a Bachelor’s degree in the discipline oran experiential/traditional equivalency as established through the procedures in Article15.2 is required.
(b) Professional Experience: For initial appointment of those with a Master’s degree, at leastfive (5) years of successful service, of which at least two (2) are in an academic environ-ment and at least two (2) are in a professional environment, are required. For those witha Bachelor’s degree at initial appointment, at least ten (10) years of professional expe-rience, including at least five (5) years in an academic environment, are required. Forthose who attain their Master’s degree after initial appointment, a record of at least five(5) years of successful service is required for promotion to this rank. For those withouta Master’s degree, a record of five (5) years of successful service at the rank of Instruc-tional Associate III is required for promotion to this rank.
(c) Professional Attainment: Evidence of comprehensive understanding and competentpractice of the discipline, greater technical skills, and greater autonomy is required,which may include self-directed contributions to program development and delivery, aswell as the training and supervision of assistants. IA IV may teach up to nine (9) lecturecredit hours per academic year and also assist with or conduct scholarship/research.Where external mandatory provincial regulatory bodies responsible for accreditationof programs at the University require additional qualifications for teaching above therequirements noted in Article 14.8, the regulatory body’s criteria will determine the re-quired minimum expectation.
(d) Service: Participation in collegial governance is required; other forms of service shall berecognized but are not required.

14.9 Administrative Associates
Administrative Associates are employed to facilitate the academic process by engaging in ad-ministrative functions that support outreach and student success. Administrative Associatesmay participate in University/community service and/or faculty/professional organizations.
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14.9.1 Definitions of Criteria for Administrative Associates
(a) “Professional Preparation” refers to degrees, diplomas, certificates, and training fromrecognized institutions, professional experience, or preparation recognized in the disci-pline concerned, or an experiential/traditional equivalency as established through theprocedures in Article 15.2.
(b) “Professional Experience” refers to relevant years of service.
(c) “Professional Attainment” refers to the quality and quantity of the Member’s achieve-ment in their profession. Factors that may be considered include general administrativeduties, the depth and breadth of knowledge of their profession, and contributions ofFirst Nations, Métis, Inuit, and/or Non-Status Indigenous Members to their communi-ties. A Member’s professional attainment will be evaluated in terms of their specific jobdescriptions, as described in Appendix D, and criteria within the current rank.
(d) “Service” refers to participation in collegial governance; other forms of service to theUniversity, profession, or broader community are also possible. Service to the broadercommunity may include activities of importance to a First Nations, Métis, Inuit, and/orNon-Status Indigenous Member’s community (e.g., participation in ceremonies). It mayalso include supporting community organizations for which the Member does not re-ceive substantial remuneration. Members belonging to the designated groups (see Ar-ticle 5) who provide support or mentoring for students, faculty, staff, or the broadercommunity by virtue of a shared belonging in one (1) or more of the designated groupsshall have this service recognized.

14.10 Qualifications for Administrative Associates

14.10.1 Administrative Associate I
(a) Professional Preparation: A Bachelor’s degree or an experiential/traditional equivalencyas established through the procedures in Article 15.2 is required.
(b) Professional Attainment: None is required.
(c) Professional Experience: None is required.
(d) Service: None is required.

14.10.2 Administrative Associate II
(a) Professional Preparation: a Bachelor’s degree or an experiential/traditional equivalencyas established through the procedures in Article 15.2 is required.
(b) Professional Experience: For initial appointment at this rank, at least two (2) years ofrelated experience are required. For those who attain their Master’s degree after initialappointment, a record of at least two (2) years of successful service at the rank of AA I is
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required for promotion to this rank. For those without a Master’s degree, at least five (5)years of successful service at the rank of AA I are required for promotion to this rank.
(c) Professional Attainment: Evidence of general understanding and competent practice ofthe discipline is required.
(d) Service: Participation in collegial governance is required; other forms of service shall berecognized but are not required.

14.10.3 Administrative Associate III
(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential in the area of specialization or an experiential/traditional equivalency as estab-lished through the procedures in Article 15.2 is required.
(b) Professional Experience: For initial appointment at this rank, at least fifteen (15) years inthe discipline are required; for promotion to this rank, at least ten (10) years in the rankof AAII are required.
(c) Professional Attainment: A demonstrated ability to use professional expertise effec-tively, a capacity to develop and extend professional expertise, an interest and com-petence in keeping up with advances in the profession, and engagement in continuingprofessional development are required. Some evidence of scholarship/research or de-velopment of programs in the appropriate discipline is required.
(d) Service: Participation in collegial governance is required; other forms of service shall berecognized but are not required.

14.11 U Sports Athletic Positions
U Sports Coaches, the Athletic Director, and Athletic Therapist(s) are employed to coach andlead U Sports teams and team members by engaging in such functions as technical and tac-tical coaching, student athlete recruitment and retention, athletic and other forms of physicaltherapy, general administrative duties, and fundraising for Athletics purposes.
14.11.1 Definitions of Criteria for U Sports Athletic Positions

(a) “Professional preparation” refers to degrees, diplomas, certificates, and training fromprofessionally recognized institutions as accepted by the professional discipline or anexperiential/traditional equivalency as established through the procedures in Article15.2.
(b) “Professional experience” refers to the Member’s competence and effectiveness in car-rying out the activities of their professional specialty. A Member’s professional experi-ence will be evaluated in terms of specific job descriptions within the current rank.
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(c) “Professional attainment” refers to the effectiveness and success in the Member’s pro-fession. Factors that may be considered include the depth and breadth of knowledge,contributions to their profession, and/or contributions of First Nations, Métis, Inuit, andNon-Status Indigenous Members to their communities. A Member’s professional attain-ment will be evaluated in terms of specific job descriptions within the current rank.
(d) “Service” refers to activities conducted by a Member in the responsibility to participatein the collegial governance and work of the University, as well as contributions to theirprofession and to the broader community by virtue of a Member’s job-related compe-tence. Participation in collegial governance and work of the University may include, butis not limited to, active participation in University, Faculty/Unit, Department, and UnionCommittees; peer review of teaching/coaching; or EDIDR and Indigenization initiatives.Service to the profession may include serving an athletic or professional association ina designated capacity or providing professional and skill-based development opportu-nities. Service to the broader community may include activities of importance to a FirstNations, Métis, Inuit, and/or Non-Status Indigenous Member’s community (e.g., par-ticipation in ceremonies). It may also include supporting community organizations forwhich the Member does not receive substantial remuneration. Members belonging tothe designated groups (see Article 5) who provide support or mentoring for students,faculty, staff, or the broader community by virtue of a shared belonging in one (1) ormore of the designated groups shall have this service recognized.

14.12 Qualifications for U Sports Athletic Positions

14.12.1 U Sports Coaches
14.12.1.1 U Sports Coach I

(a) Professional Preparation: A Bachelor’s degree or equivalent or an experiential/traditionalequivalency as established through the procedures in Article 15.2 and complete Na-tional Coaching Certification Program (NCCP) “In Training” Performance Coach certifica-tion are required.
(b) Professional Experience: Demonstrated experience at a level appropriate for the USports league is required. This experience need not be gained only in the U Sportsleague.
(c) Professional Attainment: Demonstrated attainment at a level appropriate for the USports league is required.
(d) Service: Some evidence is required.

- 78 -



14.12.1.2 U Sports Coach II

(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential or an experiential/traditional equivalency as established through the proceduresin Article 15.2 and complete NCCP “Trained” Performance Coach certification are re-quired.
(b) Professional Experience: A record of at least five (5) years of successful experience at alevel deemed appropriate for the U Sports league is required for initial appointment orpromotion to this rank.
(c) Professional Attainment: A demonstrated ability to use professional expertise effec-tively, a capacity to develop and extend professional expertise, an interest and demon-strated competence in keeping up with advances in the profession, and engagement incontinuing professional development are required.
(d) Service: For promotion to this rank, there must be evidence of meaningful service in therank of U Sports Coach I.

14.12.1.3 U Sports Coach III

(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential or an experiential/traditional equivalency as established through the proceduresin Article 15.2 and complete NCCP “Certified” Performance Coach certification are re-quired.
(b) Professional Experience: For initial appointment at this rank, a record of at least ten (10)years of successful experience at the U Sports league level is required. For promotionto this rank, a record of at least five (5) years of successful experience at the rank of USports Coach II is required.
(c) Professional Attainment: Evidence of independent and ongoing contributions to thediscipline or profession is required.
(d) Service: For promotion to this rank, there must be evidence of meaningful service in therank of U Sports Coach II.

14.12.2 U Sports Athletic Director
14.12.2.1 Athletic Director II

(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential or an experiential/traditional equivalency as established through the proceduresin Article 15.2 is required.
(b) Professional Experience: A record of at least five (5) years of relevant experience in theprofessional specialty is required. Normally at least two (2) of the years should havebeen in an academic environment.
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(c) Professional Attainment: A demonstrated ability to use professional expertise effec-tively, a capacity to develop and extend professional expertise, an interest and demon-strated competence in keeping up with advances in the profession, and engagement incontinuing professional development are required.
(d) Service: Some evidence of meaningful service over a period of time is required.

14.12.2.2 Athletic Director III

(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential or an experiential/traditional equivalency as established through the proceduresin Article 15.2 is required.
(b) Professional Experience: For initial appointment at this rank, a record of at least ten (10)years of relevant experience in the professional specialty is required. Normally at leasttwo (2) of the years should have been in an academic environment. For promotion tothis rank, a record of at least five (5) years of successful experience at the rank of Ath-letic Director II is required.
(c) Professional Attainment: Evidence of independent and ongoing contributions to thediscipline or profession is required.
(d) Service: For promotion to this rank, there must be evidence of meaningful service in therank of Athletic Director II.

14.12.3 U Sports Athletic Therapist
14.12.3.1 Athletic Therapist II

(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential or an experiential/traditional equivalency as established through the proceduresin Article 15.2 and the Certified Athletic Therapist (CAT) credential or equivalent are re-quired.
(b) Professional Experience: A record of at least five (5) years of relevant experience in theprofessional specialty is required. Normally at least two (2) of the years should havebeen in an academic environment.
(c) Professional Attainment: A demonstrated ability to use professional expertise effec-tively, a capacity to develop and extend professional expertise, an interest and demon-strated competence in keeping up with advances in the profession, and engagement incontinuing professional development are required.
(d) Service: Some evidence of meaningful service over a period of time is required.
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14.12.3.2 Athletic Therapist III

(a) Professional Preparation: A Master’s degree or equivalent academic or professional cre-dential or an experiential/traditional equivalency as established through the proceduresin Article 15.2 and the CAT credential or equivalent are required.
(b) Professional Experience: For initial appointment at this rank, a record of at least ten (10)years of relevant experience in the professional specialty is required. Normally at leasttwo (2) of the years should have been in an academic environment. For promotion tothis rank, a record of at least five (5) years of successful experience at the rank of Ath-letic Therapist II is required.
(c) Professional Attainment: Evidence of independent and ongoing contributions to thediscipline or profession is required.
(d) Service: For promotion to this rank, there must be evidence of meaningful service in therank of Athletic Therapist II.

14.13 Qualifications for English for Academic Purposes (EAP)
Positions

14.13.1 English for Academic Purposes (EAP) Instructor, Levels 1–3
(a) Professional Preparation: Bachelor’s degree required; Bachelor of Education or equiva-lent degree preferred.
(b) Professional Experience: Evidence of competence as an English as an additional lan-guage teacher for a minimum of two (2) years preferred.

14.13.2 English for Academic Purposes (EAP) Instructor, Level 4
(a) Professional Preparation: Bachelor of Education or equivalent required; Teachers of En-glish as a Second Language (TESL) training or related experience preferred.
(b) Professional Experience: Evidence of competence as an English as an additional lan-guage teacher for a minimum of three (3) years preferred.

14.13.3 Coordinating Instructor, English for Academic Purposes (EAP)
(a) Professional Preparation: Bachelor of Education or equivalent required; TESL or relatedtraining or experience required.
(b) Professional Experience: Evidence of competence as an English as an additional lan-guage teacher for a minimum of five (5) years required.
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Article 15: Appointments
15.1 Equity, Diversity, and Inclusion Goals and Plans

15.1.1 Goals
Each Faculty/Unit will be responsible for establishing reasonable goals for hiring Membersbelonging to the designated groups in order to promote equity, diversity, and inclusion (EDI)within the Faculty/Unit.
15.1.2 Assistance
In establishing these goals, each Faculty/Unit may seek assistance or advice from the EquityReview Committee (ERC) (see Article 7.3.3), or from any other reasonable source (e.g., theDiversity and Human Rights Advisor, an EDI committee of a relevant professional association,the Institutional and Data Analysis Office).
15.1.3 Procedures for Establishing Goals
Each Faculty/Unit is responsible for setting its own criteria for establishing EDI goals. In es-tablishing criteria, the Faculty/Unit shall reference the reports produced by the Equity ReviewCommittee (see Article 7.1), the general and specific aims of the University (see Preamble),as well as the mission and values of the University. Criteria may also include an environmen-tal scan of populations in the region, in Manitoba, in Canada, and/or in the disciplines repre-sented in the Faculty/Unit, and may reference other documents, data, or procedures, whereappropriate.
15.1.4 Plan
From the criteria, each Faculty/Unit shall prepare a plan for achieving its EDI employmentgoals. This plan shall include specific information on factors such as targets, timelines, succes-sion planning, and other relevant considerations.
15.1.5 Review
Each Faculty/Unit shall submit its plan and goals to the Equity Review Committee for review.As per Article 7.3.3, the ERC may provide feedback on the criteria, and/or recommend revi-sions to the plan and/or goals.
Every five (5) years, each Faculty/Unit shall assess its progress in achieving its goals, and re-view and revise its plan/goals in consideration of evolving demographics with respect to the
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criteria used to establish the goals (e.g., relevant environmental scans). Revised plans shallsubsequently be submitted to the Equity Review Committee for review and comment as perArticle 7.3.3.
15.1.6 Recruitment
Subject to Faculty/Unit equity goals being achieved and prior to making any initial term, continuing-track, continuing, tenure-track, or tenured appointments, the Employer shall make a positiveattempt in good faith to recruit applicants belonging to the designated groups.
15.2 Equivalencies for Experiential/Traditional Career Paths

15.2.1 Establishing and Recognizing Equivalences
Diverse forms of knowledge creation, acquisition, and mobilization shall be recognized, re-spected, and valued, including but not limited to experiential/traditional and degrees/accreditation.For applicants whose career follows an experiential/traditional path, the Parties shall establishprofessorial and professional equivalencies to degrees/accreditation pathways that must beconsidered by the respective Committees, Deans/Directors, and Provost, and referenced indecisions. Equivalencies established upon initial appointment do not require re-establishmentat tenure, continuing, or promotion.
15.2.2 First Nations, Métis, Inuit, and Non-Status Indigenous Applicants
In determining equivalencies for First Nations, Métis, Inuit, and Non-Status Indigenous ap-plicants, consideration shall be given, but not limited, to proficiency and understanding ofthe language(s) and/or traditional customs including protocols, spirituality, traditions, prac-tices, ceremonies, histories, and teachings of a particular group of Indigenous people or peo-ples. This understanding may have been acquired through lived experience and/or activeand lengthy participation in Indigenous forms of self-determination and governance, cul-tural structures, and processes, as well as careful study and reflection of the associated philo-sophical underpinnings. Acquiring this knowledge may include learning from an individualrecognized as a knowledge holder by a community (e.g., Knowledge Keeper, Spiritual Leader,Grandmother.)
15.2.3 Process
In order to establish equivalency in cases where the Selection Committee recognizes theylack appropriate internal expertise, external evaluations shall be solicited. The Dean/Directorshall request a list of no fewer than three (3) possible evaluators from the applicant and ac-companying rationale as to how the evaluators can attest to the applicant’s work. All partieswill disclose any potential conflict of interest and/or conflict of commitment with respect to
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evaluators. Based upon this consideration, an evaluator may be rejected and additional eval-uators may be solicited by the Dean/Director in consultation with the Selection Committee.The Selection Committee will consider the applicant’s list and obtain evaluations from notless than two (2) persons or groups on that list. In addition, it will obtain evaluations from one(1) other qualified evaluator whose name will be determined by the Dean/Director in consul-tation with the Department. If additional evaluators are required, their names shall be sub-mitted to the applicant for the applicant’s approval. Assessments shall not be solicited with-out the consent of the applicant, but such consent shall not be unreasonably withheld.
External evaluators refer to persons who are external to the Selection Committee. Externalevaluators may include Elders, Knowledge Keepers, community, Indigenous organizations,Members external to the Committee, or others as appropriate. Such external evaluations arenot meant to transfer the responsibility of making judgments from the Dean/Director, De-partment, Committee, or Provost to an external body, group, or individual. External evalua-tions are used for information and/or evidentiary purposes so that the Dean/Director, Depart-ment, Committee, or Provost may make informed, fair, inclusive, and equitable assessmentsof equivalencies. Such external evaluations are not to be requested for individual items ofwork. Appropriate questions for external evaluations concern, for example, the general sig-nificance of an applicant’s work, contributions, or recognition in the area of specialization; thedepth and breadth of expertise evidenced by the applicant’s work; and/or their recognitionwithin their peer group or community.
Considering and referencing the applicant’s dossier and the external evaluations, the Selec-tion Committee shall recommend whether the applicant receives an equivalency. In the ex-ceptional circumstance where the Dean/Director does not accept the recommendation, theDean/Director shall give reasons in writing to the Selection Committee and equivalency shallnot be conferred. The Dean/Director shall communicate the decision and rationale to the ap-plicant. Where equivalency is granted to the successful applicant, this decision and rationalewill be copied to the Provost, Human Resources (to be placed in the Member’s personnel file),and the Union.
15.3 Staffing

15.3.1 Staffing Criteria
In making staffing decisions, the Employer shall observe and respect the staffing criteria de-veloped through the Staffing Criteria Working Group, as defined in the memorandum at-tached to this Collective Agreement as Appendix J.3. When the Employer, due to circum-stances outside its control, is required to make a staffing decision that departs from thesecriteria, the Employer shall provide a detailed rationale, in writing, to the Union, who maytransmit the information to its Members, subject to the duties of confidentiality. In the firsttwo (2) years of this Agreement, the Employer shall observe and respect the staffing crite-ria developed by the 2019–2023 Staffing Criteria Working Group. When the Employer, dueto circumstances outside its control, is required to make a staffing decision that departs fromthese criteria, the Employer shall provide a detailed rationale, in writing, to the Union, whomay transmit the information to its Members, subject to the duties of confidentiality.

- 84 -



15.3.2 Three-Member Departments
When a Member holding a tenured or tenure-track appointment in a three (3) member De-partment vacates their position permanently, search procedures for their replacement shallnormally commence within three (3) months of the vacancy. The replacement shall be of-fered a tenured or tenure-track appointment, except as provided for by Article 15.9 (e) (i.e.,search procedures fail to identify a qualified applicant). The Department shall submit a staffingrequest in writing, with specific reference to the staffing criteria. In the absence of a staffingrequest, the replacement shall be offered as a term appointment.
15.3.3 Submission of Staffing Requests
Departments shall submit requests for tenure-track, continuing-track, and term positions totheir Dean/Director by 1 May. All requests must address the staffing criteria developed perArticle 15.3.1.
15.3.4 Dean/Director Rankings
The Dean/Director, in consultation with Departments, shall rank all requests for positions inthe Faculty/Unit and communicate that ranking to the Faculty/Unit before submitting theranking to the Provost.
15.3.5 Provost Decisions and Ranking
The Provost shall communicate staffing decisions, including ranking of positions according tothe staffing criteria, to Faculties/Units through the Deans/Directors by 30 September.
15.3.6 Off-Cycle Staffing Circumstances
Where positions become vacant outside the normal staffing cycle and the vacancy woulddisrupt teaching or professional service delivery, Departments shall address the staffing cri-teria in making their request to the Dean/Director. The Employer shall approve an expedi-ent search for the requested replacement (term or CAS) upon the joint recommendation ofthe Dean/Director and the Department to cover those responsibilities until such time as adecision on a tenure-track or continuing-track replacement is made. In the exceptional cir-cumstance where the Employer does not accept the recommendation, the Employer shall, inwriting, provide clear rationale for the decision.
15.3.7 No Redundancy while Vacant
No position may be declared redundant while vacant.
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15.4 Procedures for Regular and Term Appointments
For the purposes of this section, regular appointments means full-time or part-time tenure-track, continuing-track, tenured, or continuing appointments. Procedures for Canada Re-search Chair positions are described in 15.19.
15.4.1 Selection Committee Formation

(a) The Dean/Director will advise the Department, in writing, when a position is to be filledand shall indicate the type and duration of appointment that the Employer is commit-ted to make. The type and duration of appointment will take into account the recom-mendation of the Department. A Selection Committee, composed of Members chosenaccording to procedures approved by the appropriate Faculty or Unit and Chaired bythe Dean/Director (or, in the event of a conflict of interest or extended absence only,a designate, who shall be another Member of the Faculty/Unit) shall be established forall regular and term appointments. With the approval of the Members of the Selec-tion Committee and the Department, a Selection Committee may include KnowledgeKeepers, Elders, or community members, who shall be voting. With the approval of theMembers of the Selection Committee, the Department, and the Union, a SelectionCommittee may also include other non-BUFA members, who shall be non-voting. Inno case shall non-BUFA members form more than one-quarter (¼) of the total com-mittee membership. The Dean/Director or designate is a non-voting member and willensure that the search is conducted in a manner consistent with best practices in hiringas defined in the process below as well as in Article 15.1, and the letter and spirit of thisCollective Agreement.
As per Article 5.6.2, each Selection Committee member, including the Chair, shall com-plete equity training designed to help them identify unconscious bias and other rec-ognized factors that contribute to inequity, unlearn patterns of biased behavior, andadopt an equity mindset to direct all their activities at Brandon University. Such trainingshall also promote understandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Selection Committee members shall have completedthis training within the previous twenty-four (24) months and prior to formulating thejob advertisement or examining any applications.

(b) For Indigenous-focused positions, in addition to Article 15.4.1 (a), the Selection Com-mittee shall include Indigenous representation. Every effort shall be made to includeat least one (1) Indigenous Member on all Indigenous-focused searches, but where noMember is available or qualified to serve on the Selection Committee, the Committeemay opt to seek a non-BUFA Indigenous representative.
15.4.2 Advertisement

(a) The advertisement for the position will be developed by the Selection Committee ac-cording to best hiring practices, and in consultation with the Department.
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(b) Advertisements shall clearly invite applicants belonging to the designated groups to ap-ply. Advertisements will clearly indicate the possibility of establishing equivalencies forapplicants with experiential/traditional career paths as per Article 15.2. In exceptionalcircumstances, such as when an external accrediting body requires a particular degree(e.g., in Nursing or Psychiatric Nursing), the requirement to include equivalency lan-guage shall be waived. The Dean and the Department shall jointly present a rationale tothe Provost in order to obtain such a waiver. The advertisement must clearly invite ap-plicants to contact the Chair of the Selection Committee for more information on howto establish equivalency. In establishing equivalency, all parties commit to completingthis process with attention to timelines and making best efforts towards the successfulrecruitment of qualified candidates.
(c) For Indigenous-focused positions, the advertisement shall clearly indicate this require-ment.
(d) Advertisements for positions approved in the staffing plan process shall normally beforwarded to Human Resources and the Union by 15 October.
(e) Advertisements for positions approved outside of the staffing plan process shall nor-mally be forwarded to Human Resources and the Union within three (3) weeks of con-stituting the Selection Committee.
(f) Human Resources and the Union shall review the advertisement to ensure that it com-plies with the Collective Agreement and applicable legislation. If, after three (3) workingdays of receiving the advertisement, the Union has not expressed any concerns, theEmployer may assume the advertisement is acceptable to the Union.
(g) Approved advertisements shall normally be distributed to Members through internalchannels no later than one (1) week after being received by Human Resources. Qual-ified applicants that are current full-time or part-time Members, Contract AcademicStaff who hold RFR in one (1) or more courses in the Department, or the spouse/partnerof a current full-time or part-time Member shall forward their application materials tothe Chair of the Selection Committee for review by the Committee during the internalposting week, and shall be considered internal candidates. If the internal posting re-sults in an internal candidate or candidates that are deemed qualified, no external post-ing shall occur unless and until the Selection Committee declines to extend an offer tosuch an internal candidate(s) following a full interview.
(h) Where no candidate has come forward within one (1) week of the internal distribution,the advertisement shall be posted externally, normally no later than ten (10) days afterthe internal distribution.
(i) Full-time and part-time positions shall be advertised in the CAUT Bulletin and Univer-sity Affairs, unless the Department recommends otherwise, and other relevant publi-cations and/or platforms as recommended by the Department and approved by theDean/Director. As per Article 15.1.6, as recommended by the Department and/or Se-lection Committee, the Dean/Director shall send the advertisement to organizationswithin the profession or discipline which specifically represent the interests of desig-
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nated groups in the profession or discipline, and to chairs of relevant university depart-ments in Canada where practical.
(j) The advertisement will be posted externally on the University website. Such ads willnormally be posted for a minimum of six (6) weeks, unless otherwise agreed to by theParties. Copies of the advertisements shall also be sent to the Equity Review Commit-tee.

15.4.3 Receipt of Applications
The Dean’s/Director’s Office is responsible for making applications available digitally to mem-bers of the Selection Committee. The Dean’s/Director’s Office will undertake reasonablemeasures to ensure that the Selection Committee members have convenient, secure, andunprejudiced online access to the digital applications. Applications are confidential and shallbe maintained as such; no individual may create improper duplications and/or make improperuses of their contents.
15.4.4 Review of Applications

(a) Where applicable, the Selection Committee shall complete the equivalencies processas per Article 15.2 for each applicant who has requested an equivalency.
(b) The Selection Committee shall review all applications and develop a long list of ap-plicants who align minimally with the qualifications for the position according to theadvertisement.
(c) The Dean’s/Director’s Office shall send the names and emails of the applicants on thelong list to the Diversity and Human Rights Advisor (DHRA). The DHRA will send an EDIself-identification questionnaire to each applicant. The questionnaires shall be collectedand maintained in confidence by the DHRA.
(d) The DHRA shall inform the Selection Committee whether each applicant on the longlist has self-identified in one (1) or more of the designated groups. No information con-necting any applicant to a particular designated group shall be shared with the Selec-tion Committee. The Selection Committee shall consider the qualifications as out-lined in the advertisement and the EDI information provided by the DHRA and theFaculty/Unit EDI goals and plans (see Article 15.1) in determining which applicants areinvited to interview.
(e) The Selection Committee shall invite a minimum of three (3) candidates to interview. Inexceptional circumstances where the Selection Committee identifies fewer than three(3) candidates to interview, the Selection Committee will provide JAC with a justifica-tion.
(f) Budget shall not be the sole determining factor in inviting fewer than three (3) candi-dates to interview.
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(g) For Indigenous-focused positions, the Chair of the Selection Committee shall ensurethat Indigenous identity is substantiated for shortlisted candidates according to Article6.3.
15.4.5 Interview and Reference Checks

(a) Each Dean/Director, in consultation with the Members of the Faculty/Unit, shall de-velop minimum requirements for the interview process to be used for all searches inthe Faculty/Unit. Interviews shall be in person. The interview experience of each appli-cant shall be as consistent as possible.
(b) The Selection Committee will develop a list of relevant questions that it would like allinterviewed applicants to address. In developing interview questions, the SelectionCommittee may seek guidance from the Equity Review Committee and/or the DHRA.Each candidate will be asked only the questions established by the Selection Commit-tee; members of the Selection Committee may pose additional questions for the pur-poses of clarification only. All questions must be consistent with the Collective Agree-ment and applicable legislation.
(c) Each applicant interviewed shall, at the time of the interview, be provided with a copyof this Collective Agreement and a scheduled time to meet with the BUFA Vice-Pre-sident—Equity or designate.
(d) Indigenous applicants and applicants to Indigenous-focused positions shall also be in-vited to meet with an Indigenous representative (e.g., BUFA Member-at-large—Indi-genous, Knowledge Keeper).
(e) Reference checks shall be conducted by telephone or video conference by the Dean/Director for the interviewed applicants. The Selection Committee shall develop a list ofrelevant questions that it would like the referees to address. These questions must beconsistent with the Collective Agreement and applicable legislation. The Dean/Directorshall share the findings of the reference checks in writing with the Selection Commit-tee before the Committee makes its final recommendation. The reference checks mayoccur before the interviews are complete, but the findings shall not be shared with theCommittee until all interviews are complete.

15.4.6 Recommendation
(a) The Selection Committee shall meet to make its recommendation. Evaluation of can-didates shall be objective and based on job-related criteria. The candidate who bestmeets job-related criteria as articulated in the advertisement shall be recommended,but where no one (1) candidate is clearly superior, then the best candidate belonging toone (1) or more of the designated groups shall be recommended until the Faculty/Unithas met the employment EDI goals established under Article 15.1. Selection Commit-tees may opt to recommend more than one (1) candidate, instructing the Dean/Directoron the order in which to make offers. In the evaluation, candidates shall not be disad-
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vantaged by reason of career interruptions (e.g., family responsibilities or other inter-ruptions caused by belonging to one (1) or more of the designated groups).
(b) Where positions have been defined to have an Indigenous focus, whether that focus bein teaching, scholarship/research, or providing support/services, preference will be givento an appropriately qualified Indigenous candidate.
(c) The Selection Committee shall recommend to the Dean/Director the initial rank andstep(s) of the selected candidate(s), basing its recommendation on Article 15.2, Arti-cle 15.7, the qualifications by rank as specified within Article 14, and Appendix F, andtaking into account the provisions of Article 15.12. The Selection Committee shall alsorecommend the number of years of experience accumulated elsewhere to be creditedtoward a first sabbatical at BU as per Article 25.10.12. The recommendations for initialrank, step(s), and sabbatical credit of the selected candidate(s) shall follow EDI provi-sions and principles as specified elsewhere in this CA. Where all applicable criteria havenot been considered, the Dean/Director shall reject the recommendation from the Se-lection Committee.
(d) If the Selection Committee does not identify a suitable candidate or the recommendedcandidate(s) declines the position, the search will be declared failed. If the Dean/Directordoes not accept the Selection Committee’s recommendation, they will provide the Se-lection Committee with substantive reasons in writing, and either an alternate candi-date, acceptable to the Selection Committee, will be considered, or the search will bedeclared failed. In the case of a failed search, the hiring process will be repeated or Arti-cles 15.5, 15.9 (e), or 16 may apply.
(e) If the Dean/Director accepts the recommendation of the Selection Committee, theywill prepare a Position Approval Form and a written rationale in support of the recom-mendation of rank, step(s), and sabbatical credit. The Dean/Director may offer an ap-pointment only to an individual recommended by the Selection Committee, subject tothe final approval of the President or their designate.

15.4.7 Offer
(a) The Dean/Director shall send the Selection Committee’s recommendation of rank,step(s), and sabbatical credit, with written rationale, and the application package tothe Union, copied to Human Resources, for review prior to communicating the offerto the successful candidate. The Union shall review the recommendation to ensure thatit complies with the Collective Agreement, with particular attention to equity. If, afterthree (3) working days of receiving the recommendation, the Union has not expressedany concerns, the Employer may assume it is acceptable to the Union.
(b) In the case that the Union questions the recommendation of rank, step(s), and/or sab-batical credit, they shall provide written rationale to the Dean/Director, copied to Hu-man Resources, who shall review the response with the Committee. The Committeeshall reconsider its recommendations as per Article 15.4.6 (c), and either revise the rec-ommended rank, step(s), and/or sabbatical credit, or provide additional rationale to theUnion and Human Resources to support the initial recommendation.
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(c) Once the Union finds the recommendation acceptable, and Human Resources has notexpressed any concerns, the Dean/Director shall make the offer of appointment to thecandidate, as per the Selection Committee’s recommendations for rank, step(s), andsabbatical credit.
(d) If the candidate does not accept the offer, the Dean/Director shall inform the Selec-tion Committee. In the limited circumstance that new information comes forward fromthe candidate after the offer has been made, the Dean/Director may request that theSelection Committee reconsider its recommendation.
(e) If the candidate accepts the offer, the Dean/Director shall advance the Position Ap-proval Form to the Provost and Human Resources for final approval. Human Resourcesshall issue a Letter of Appointment in compliance with Appendix A.1. Copies of signedLetters of Appointment will be forwarded to the Union by the Dean/Director within ten(10) working days of being received by the latter.
(f) Arrangements will be made by Human Resources to meet with the successful candi-date, upon request, to discuss employee benefits and enrolment.

15.4.8 Equity Report
Upon approving a recommendation, the Dean/Director shall certify in writing to the EquityReview Committee that the Selection Committee fairly reviewed the applications of all ap-plicants, that the best candidate was chosen, and that the recommendation reflects the em-ployment EDI goals of the Faculty/Unit established under Article 15.1.
15.4.9 Grievance
15.4.9.1 Grievance by Selection Committee Member

Any alleged breach of the provisions of this Article or any decision of the Dean/Director toreject a recommendation for appointment under this Article may be grieved by any Memberof the Selection Committee. Any such grievance is subject to the grievance and arbitrationprocedures under Article 4. Nothing in this Clause affects the right of the Union to grieve suchmatters.
15.4.9.2 Arbitration

Where a grievance relating to a recommendation for appointment under this Article is sub-mitted to arbitration, the arbitrator shall decide the merits of the recommendation for ap-pointment, and not merely whether proper procedures have been followed. The arbitratorshall ascertain whether or not the criteria were met and whether or not the best candidatewas recommended. The arbitrator shall admit expert testimony from persons in the profes-sion or discipline with respect to issues relating to the qualifications of applicants. The arbitra-tor may provide an appropriate remedy, including an order that the recommended candidatebe appointed or an order that the Faculty/Unit make a new recommendation.
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15.4.9.3 Rejection of Recommendation

Where any person or body, including the Board of Governors, exercises any discretion to re-ject a recommendation for appointment approved by a Dean/Director, such discretion shallbe exercised in accordance with the letter and spirit of this Article. A clear rationale for the re-jection must be provided in writing to the Dean/Director, the Provost, Human Resources, andthe Union. Any rejection of a recommendation for appointment may be grieved as if it were arejection of a recommendation by a Dean/Director under Article 15.4.9.1.
15.5 Overload Contracts

15.5.1 Definition
An overload contract is a contract for teaching assignment additional to the approved teach-ing assignment of a full-time or part-time Member.
15.5.2 Overload before CAS
Courses to be taught on an overload basis shall be offered first to qualified full-time and part-time Members of the Department, Faculty, or Unit, before advertising for Contract AcademicStaff.
15.5.3 Overload Limits
No Member in the professorial ranks shall be contracted for more than three (3) credit hoursof overload per term in addition to their approved teaching assignment, up to a maximumof six (6) credit hours in one (1) academic year. No Member in the professional ranks shall becontracted for more than three (3) credit hours of overload per term in addition to their ap-proved teaching assignment and/or scheduled time up to a maximum of nine (9) credit hoursper academic year. Unless otherwise agreed by the Parties, if a Member is issued an overloadcontract which makes the total overload credit hours exceed the maximum number of credithours for their rank, the Employer shall pay into the Brandon University Board of Governors’Entrance Scholarship a sum of ten thousand dollars ($10,000).
15.5.4 Rate of Pay
Overload contracts are paid at Contract Academic Staff course-based contract rates (F.4.1).
15.6 U Sports Coaches and Athletic Therapists
U Sports Coaches and Athletic Therapists shall be selected in accordance with Article 15.4,with the following additions:
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(a) The Administrator to whom the U Sports Coach or Athletic Therapist reports shall chairthe Selection Committee and serve the role of Dean/Director.
(b) The Selection Committee shall be composed of the Athletic Director and all Membersfrom Athletics and the Department of Physical Education. In addition, Members fromAthletics shall choose two (2) Faculties/Units from among the Faculties/Units of Arts,Science, Education, Music, Health Studies, Library and Archives, Registrar’s Office, In-digenous Peoples’ Centre, and Student Services who shall each elect one (1) Member toserve on the Committee, at least one (1) of whom shall be an academic Member.

As per Article 5.6.2, each Selection Committee member, including the Chair, shall com-plete equity training designed to help them identify unconscious bias and other rec-ognized factors that contribute to inequity, unlearn patterns of biased behavior, andadopt an equity mindset to direct all their activities at Brandon University. Such trainingshall also promote understandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Selection Committee members shall have completedthis training within the previous twenty-four (24) months and prior to formulating thejob advertisement or examining any applications.
(c) A Selection Committee for the Department responsible for the duties that comprisethe non-coaching elements of the appointment (normally teaching) and the Dean/Directorshall consider the qualifications of the recommended candidate for acceptance into theDepartment, in accordance with Articles 15.1 and 15.2.

15.7 Criteria for Determining Rank and Steps at Initial
Appointment

(a) All Members shall be appointed to one (1) of the following ranks: Lecturer; AssistantProfessor; Associate Professor; Professor; Professional Associate I, II, III, or IV; Instruc-tional Associate I, II, III, or IV; Administrative Associate I, II, or III; U Sports I, II, or III; Ath-letic Therapist II or III; or Athletic Director II or III.
(b) With the exception of Instructional and Administrative Associate positions, no one witha Doctorate or terminal degree in the specialty or experiential/traditional equivalencyas established through the procedures in Article 15.2 shall be appointed to a rank lowerthan Assistant Professor or Professional Associate II.
(c) Anyone with a Master’s degree appropriate to the teaching area or experiential/traditionalequivalency as established through the procedures in Article 15.2 who is hired for an In-structional Associate position shall be appointed to the Instructional Associate III level,unless they have the requisite qualifications to be appointed at the Instructional Asso-ciate IV level.
(d) Anyone with a Master’s degree appropriate to the professional area or experiential/traditionalequivalency as established through the procedures in Article 15.2 who is hired for anAdministrative Associate position shall be appointed to the Administrative Associate II
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level, unless they have the requisite qualifications and experience to be appointed atthe Administrative Associate III level.
(e) If the advertisement for a tenure-track position indicates that applicants who are “allbut dissertation” (ABD) will be considered and the Doctorate is the normal terminal de-gree, the Selection Committee may recommend the appointment of an ABD candidatewhose completion is imminent at the rank of Assistant Professor. In such cases, Article15.7 (i) will apply; otherwise, see Article 15.7 (g).
(f) In cases where the Doctorate is not the normal terminal degree and if the advertise-ment for a tenure-track position indicates that applicants who are very near to comple-tion of the terminal degree and possess the requisite experience will be considered, theSelection Committee may recommend the appointment of such a candidate whosecompletion is imminent at the rank of Lecturer. In such cases, Article 15.7 (g) and Article15.7 (i) shall apply.
(g) If the Doctorate or terminal degree in the specialty is received (confirmed by officialdocumentation from the degree-granting institution) while the Member holds the rankof Lecturer, then the rank will be changed to Assistant Professor by issuance of a newLetter of Appointment at the beginning of the following pay period. In such cases, Arti-cle 15.7 (i) will apply.
(h) For Professional Associate ranks, where the successful candidate has met all criteria forappointment at PA II except for the required number of years of professional experi-ence, the rank will be changed to PA II once the Member has: 1) fulfilled the additionalyears, and 2) received a successful evaluation by the Dean/Director no earlier than three(3) months and no later than one (1) month prior to the date upon which the Member’srank should be changed. The Member shall be issued a new Letter of Appointmentreflecting the resultant rank and salary change, which shall coincide with the date theMember fulfilled the additional years of service. In the absence of any evaluation by theDean/Director within the period prescribed, the Member shall be deemed to have beensuccessful and shall be issued a new Letter of Appointment at the rank of ProfessionalAssociate II.
(i) Where the earned Doctorate or terminal degree is the normal level of professionalpreparation expected for the appointment, the Letter of Appointment must stipulatethe requirement of the degree completion as a condition of tenure and promotion.
(j) Where a Member’s professional preparation has been established through equivalen-cies (as in Article 15.2), and the Member is also in the process of completing a degree orcredential, the completion of the degree or credential shall not be a condition of tenure,continuing, and/or promotion (as per Article 14.1.2).

(k) When the previous academic or professional experience of a candidate is utilized tosatisfy the minimum requirements for professional preparation at the relevant rank,those years cannot additionally be used to justify an appointment beyond the floor ofthe salary scale at that rank. For example, a candidate being considered for a positionat the rank of Assistant Professor (see Article 14.4.2 for specifics) who possesses a Mas-
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ter’s degree and precisely five (5) years of relevant experience—which are the minimumprofessional preparation requirements at this rank—cannot be offered an appointmentbeyond the floor of the salary scale at this rank.
(l) Experience that has been used to establish an equivalency shall be documented in thatequivalency (as per Article 15.2) and cannot additionally be used to justify an appoint-ment beyond the floor of the salary scale at that rank. Experience that extends beyondthe establishment of an equivalency can be used to justify additional steps beyond thefloor.

(m) When the previous professional experience of a candidate beyond that used to satisfythe minimum requirements for professional preparation or equivalency (as per Article15.2) is considered, such experience will normally be evaluated such that two (2) yearsof experience is equivalent to one (1) step in rank up to a maximum of five (5) steps.However, in instances in which the candidate has held a breadth of distinct roles, thecandidate may receive a maximum of five (5) steps for each distinct category of profes-sional experience.
(n) When the previous academic experience of a candidate beyond that used to satisfythe minimum requirements for professional preparation is considered, such experiencewill normally be evaluated such that one (1) full-time equivalent year is awarded one (1)step in rank.
(o) In order to be hired into the ranks of Associate Professor/Professional Associate III orhigher, an individual must have the requisite academic experience as per the qualifica-tions by rank (Article 14).
(p) Notwithstanding Article 15.7 (l), for First Nations, Métis, Inuit, and Non-Status Indige-nous Members, experience working in community may count as academic experienceor experience in an academic environment where it meets the definitions set out in Ar-ticles 14.3 (c), and 14.5.1 (c).

15.8 Full-Time and Part-Time Appointments
(a) Full-time appointments are those wherein a Member carries a standard workload asdefined in Article 20.
(b) Part-time appointments are those wherein a Member has less than a standard work-load as defined in Article 20 and the Member’s duties are not such as to classify the ap-pointment as a Contract Academic Staff appointment. No one with a standard teach-ing assignment of more than nine (9) credit hours in one (1) academic year shall have apart-time appointment. Full-time equivalence for part-time appointments shall be cal-culated based on the teaching assignment as specified in Article 20.3 (a). Any increasein teaching assignment shall result in a recalculation of the full-time equivalence for theentire academic year, unless the reason for the increase is due to an unforeseeable cir-cumstance. In that case, the recalculated appointment shall commence on the date theadditional teaching assignment begins and shall continue until the end of the academic
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year. This Article shall not apply to tenured Members who have been granted amendedor part-time appointments under Article 15.17.
(c) Successive term appointments in the professorial ranks shall be considered as continu-ous appointments, and successive term appointments in the professional ranks shall beconsidered as continuous appointments, for the purpose of determining rank, step(s)in rank, and sabbatical credit should a Member having served successive term appoint-ments be appointed to a tenure-track or continuing-track appointment.
(d) Members may apply to change their full-time regular or full-time teaching appoint-ment to a part-time appointment subject to the eligibility restrictions of Article 15.17.No Member shall be compelled or otherwise coerced to apply for or accept a part-timeappointment.

15.9 Term Appointments
A term appointment is a temporary appointment that stipulates a terminal date in the Letterof Appointment and implies no obligation or expectation for extension or renewal. Specifiedpositions for term appointments shall be for a maximum duration of three (3) years exceptas specified in this Article. Members who have held specific term appointments for the maxi-mum period of three (3) years are eligible, however, to apply for other term appointments orfor re-appointment provided the maximum duration for which the particular position can befilled on a term basis is not exceeded.
Term appointments shall only be permitted under the following circumstances:

(a) To fill a position to replace a Member on leave or on temporary secondment/reassignmentto other units within the University or as a Canada Research Chair as per Article 15.19(b) (viii). Explicit terms and conditions pertaining to full-time appointments made toreplace Members on sabbatical leave (Article 25.10) or on special leave that has beendeclared to be for the same purpose as sabbatical leave (Article 25.8.1) are covered byArticle 15.15. This type of term appointment shall normally be for the duration of theleave, temporary secondment/reassignment, or term as a Canada Research Chair.
(b) To fill a position in an experimental program or to fill a position for which there is ex-ternal targeted funding, only for the duration of the external targeted funding. Suchpositions can be filled on a term basis for no more than six (6) years unless otherwiseagreed to by the Parties.
(c) To fill a position in response to the death, resignation, illness, or disability of a Member,a dramatic increase in enrolment, or some similar circumstances. Such positions can befilled on a term basis for no more than six (6) years.
(d) To fill a position left vacant by a Member appointed as an Academic Administrator.Such positions shall normally be filled on a term basis for the duration of the admin-istrative appointment.
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(e) To fill a position where search procedures fail to identify an applicant qualified for atenure-track or continuing-track appointment. Appointments of this type shall not ex-ceed twelve (12) months.
(f) In accordance with Article 15.8 (b), when a Contract Academic Staff teaches more thantwelve (12) credit hours in an academic year.
(g) To fill other positions as agreed to by the Parties. The length of such appointments andthe maximum period for which such positions can be filled on a term basis are subjectto mutual agreement by the Parties.
(h) To fill a position where a Department has neglected to submit a staffing request perArticle 15.3.2.

15.9.1 Term Conversion
In the instance of an opening for a term, tenure-track, or continuing-track position currentlyheld by a Member on a term appointment, the President, upon joint recommendation of theappropriate Dean/Director and Department, may offer the position to the incumbent, negat-ing the process outlined in Article 15.4. Members reappointed in this manner cannot havetheir ranks changed as part of the terms of their new Letter of Appointment. Such Membersshall receive the teaching assignment of new Members as per Article 20.3 (f). To obtain pro-motion, they must go through the promotion procedures.
15.9.2 Departments and Term Appointments
Except where it has been determined by Senate or the Board of Governors of Brandon Uni-versity, in accordance with the Brandon University Act, that a Department will be eliminated,term appointments shall not form the majority of appointments in a Department. Further,term appointments, other than administrative or leave replacements, shall not exceed twenty-five percent (25%) of appointments, excluding the Special Projects (e.g., PENT).
15.10 Tenure-Track Appointments

(a) A tenure-track appointment is a probationary appointment that stipulates a terminaldate in the Letter of Appointment but is tenurable under the provisions of this Article,and the conditions of Article 17 (Tenure and Continuing).
(b) (i) All tenure-track appointments shall be for a duration of five (5) years.

(ii) A tenure-track appointment that follows a probationary appointment at a non-tenurable rank shall be for a duration such that the total probationary period (ex-cluding leaves approved in accordance with Article 25) in both ranks equals seven(7) years. The total probationary period in both ranks may be extended for one (1)year by the provisions of Article 17 (Tenure and Continuing). Where Article 15.10 (c)
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applies, the probationary period may be extended by a period of time agreed toby the Member and the Dean/Director.
(c) The probationary period may exclude parental leave, birth leave, sick leave, second-ments, and special leave by written mutual agreement of the Member and the Dean/Director prior to application for tenure.
(d) Members holding tenure-track appointments may apply for tenure during any year oftheir probationary appointment, but no later than the final year of the probationaryperiod.
(e) (i) The employment of Members whose tenure application was submitted in the fi-nal year of their tenure-track appointment and who are not granted tenure or anextension under Article 17.1.11 or Article 17.2.4 shall terminate at the end of the aca-demic year in which the final decision is reached.

(ii) The employment of Members whose tenure application was submitted prior tothe final year of their tenure-track appointment and who are not granted tenure oran extension under Article 17.1.11 or Article 17.2.4 shall terminate at the end of theacademic year following that in which the final decision is reached.
(iii) Members who apply for tenure prior to the final year of their tenure-track appoint-ment and who are granted an opportunity to reapply under Article 17.1.11 or Arti-cle 17.2.4 are only eligible to reapply in the next academic year, and if not grantedtenure under Article 17.1.11 or Article 17.2.4, their appointment shall terminate at theend of that academic year.
(iv) For Members who begin their tenure-track appointment 1 January, the five (5) yearterm will end 31 December. If the Member is not granted tenure, the appointmentends the 30 June immediately following the tenure decision.

15.11 Continuing-Track Appointments
(a) A continuing-track appointment may be offered only to Instructional and Administra-tive Associates. The first twenty-four (24) months of a continuing-track appointment asan Instructional Associate or Administrative Associate is a probationary period. This pro-bationary period may, at the Member’s discretion, and with the agreement of the De-partment and the Dean/Director, include service under term Letters of Appointment, ifapplicable.
(b) The probationary period for continuing-track appointments may exclude parental leave,birth leave, sick leave, secondments, and special leave at the discretion of the Member.
(c) Where a Member is not granted continuing, their appointment ends at the end of theacademic term in which continuing is denied.
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15.12 Tenured or Continuing Appointments
(a) A tenured appointment may be offered as a first appointment in accordance with theprovisions of Article 17 and will normally only be offered to individuals appointed at arank of Associate Professor, Professor, Professional Associate III, or Professional Asso-ciate IV, U Sports Coach II or III, Athletic Therapist II or III, or Athletic Director II or III. ASelection Committee, in recommending a tenured appointment as a first appointment,shall base its recommendation on the criteria for tenure outlined in Article 17, and therecommendation of the Department.
(b) A continuing appointment may be offered as a first appointment in accordance withthe provisions of Article 17 and will normally only be offered to individuals appointed ata rank of Administrative Associate II or III, or Instructional Associate III or IV. A SelectionCommittee, in recommending a continuing appointment as a first appointment, shallbase its recommendation on the criteria for continuing outlined in Article 17, and therecommendation of the Department.

15.13 Appointment following Retrenchment or Redundancy
If a Member whose tenured appointment was discontinued as a result of retrenchment or re-dundancy is subsequently given an appointment in a similar discipline within the University,their appointment shall be a tenured appointment.
If a Member whose continuing appointment was discontinued as a result of retrenchment orredundancy is subsequently given an appointment in a similar job description, as determinedby the Department, within the University, their appointment shall be a continuing appoint-ment.
15.14 Appointment following Voluntary Termination
If a Member, having voluntarily terminated their tenured appointment, subsequently receivesa tenurable appointment with the University in a similar discipline, the new appointmentshall be tenured, provided that they have been working in their profession in the interim.
If a Member, having voluntarily terminated their continuing appointment, subsequently re-ceives a continuable appointment with the University in a similar job description as deter-mined by the Department, the new appointment shall be continuing, provided that theyhave been working in their profession in the interim.
15.15 Sabbatical Leave Replacements
All full-time appointments made to replace Members on sabbatical leave or special leave de-clared to be for the same purpose as sabbatical leave shall be for the duration of the leave. In
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cases where Members of a Department take consecutive and/or concurrent leaves, a singlelonger term appointment may be made to replace the consecutive and/or concurrent leaves.Workload expectations for the replacement position shall be decided and included in the ad-vertisement. Expectations with respect to teaching assignment shall be decided according tothe procedures outlined in Article 20.4. An additional factor that may be taken into account indeciding teaching assignment is the type of appointment held by the Member on leave. Thestandard teaching assignment of a sabbatical/special leave replacement normally shall be fif-teen (15) credit hours. In no event shall a leave replacement teach more than twenty-one (21)credit hours in one (1) academic year or twelve (12) credit hours in any given academic term.
15.16 Joint Appointments
A joint appointment is one in which a Member’s teaching assignment is recommended bymore than one (1) Department. Letters of Appointment for Members with joint appointmentsshall specify the Departments concerned, as well as the proportion of their teaching assignedby each Department through this appointment. All evaluations, recommendations, and deci-sions concerning a Member’s career shall take into account the joint appointment.
A Member on a joint appointment shall designate, in consultation with the Departmentsconcerned, their home Department and Faculty/Unit. The normal expectation for Depart-mental service shall be met through participation in the designated home Department andFaculty/Unit. The Member may, at their discretion, participate in service in the other Depart-ment(s) and Faculty/Unit to which they are appointed.
In matters regarding tenure, continuing, and promotion, the home Department of the Mem-ber shall seek input from the second Department or Faculty before the home Departmentprovides its recommendations to the Dean of the home Faculty/Unit, who shall in turn pro-vide their recommendation to the appropriate University committee.
15.17 Amended Appointments
Tenured and continuing Members on a regular full-time appointment may apply for a part-time regular appointment. Tenured professorial Members on a regular full-time appoint-ment may apply for a part-time teaching appointment, full-time teaching appointment, oramended research appointment. Tenured and continuing professional Members may applyfor an amended professional activity appointment.
All Members must have equitable access to amended appointments for which they are eligi-ble. Although there is no limit on the number of terms to which a Member may be appointed,fair and equitable access to such amended appointments for all Members of a Department isto be considered in the recommendation and approval process.
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15.17.1 Eligibility
Tenured or continuing Members shall be eligible to apply for an amended appointment ifthey have completed at least three (3) years of full-time service (including approved leaves)with the University immediately preceding the commencement of the proposed amendedappointment.
15.17.2 Types of Amended Appointments

(a) Part-Time Regular Appointment—the duties of such Members involve the same ele-ments as those of Members on regular appointment but are carried out on a less thanfull-time basis. For example, professorial Members would be expected to be involvedin teaching, scholarship/research, and service, but only part-time. This workload, as-signed as per Article 20.4, may be distributed over the entire year or a portion thereof.No part-time regular appointment may be for less than fifty percent (50%) of a regu-lar appointment. In no circumstances shall such a Member agree to overload exceedingthree (3) credit hours.
(b) Full-Time Teaching Appointment—the duties of such Members shall involve only teach-ing and service (Article 14). The standard teaching assignment of such Members shall betwenty-one (21) credit hours.
(c) Part-Time Teaching Appointment—the duties of such Members shall involve only teach-ing and service (Article 14) and are carried out on a less than full-time basis. The stan-dard teaching assignment of such Members shall be prorated based on a full-timeteaching assignment of twenty-one (21) credit hours per academic year. For example,a part-time teaching appointment for fifteen (15) credit hours would be a 0.71 FTE po-sition. This teaching assignment, assigned as per Article 20.4, may be distributed overthe entire year or a portion thereof. No part-time teaching appointment may be for lessthan fifty percent (50%) of a full-time teaching appointment. In no circumstances shallsuch a Member agree to overload exceeding three (3) credit hours.
(d) (iv) Amended Research Appointment—the standard teaching assignment of such Mem-bers shall fall within the range of nine (9) to twelve (12) credit hours with a proportion-ately greater emphasis on scholarship/research. Such Members are also responsible forservice. The term of an amended research appointment shall be for no more than three(3) years (excluding approved leaves). In no circumstances shall such a Member agree tooverload exceeding three (3) credit hours.
(e) Amended Professional Activity Appointment—tenured Professional Associates andcontinuing Administrative Associates or Instructional Associates can apply to have theirprofessional responsibilities as found in their job descriptions amended for up to two (2)years at a time. Such amendments shall be limited to amending the relative emphasisof existing duties in the relevant job description.
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15.17.3 Procedures
(a) Members who are eligible for an amended appointment must make application as partof their teaching assignment or professional service workload assignment recommen-dation.
(b) An application for an amended appointment shall be submitted, through the Depart-ment, to the Dean/Director and include the Member’s current CV. The application shallbe accompanied by a recommendation from the Member’s Department. The accom-panying recommendation shall specify the manner in which the appointment is to bealtered, the duration of the amended appointment, and the duties to be performed bythe Member while on the part-time or amended appointment. It shall also take into ac-count academic and financial requirements of the Department/Faculty/Unit and the as-sessment of the overall needs of the University. With the exception of full-time teach-ing appointments, the recommendation of the Department shall include a review ofthe effect of the loss of credit hours of instruction or professional activity to the De-partment and the Faculty/Unit and the specific measures required to address the lossof hours. Where applicable, the Department shall recommend a teaching assignmentthat reflects the amended appointment and a contingency teaching assignment shouldthe amended appointment not be granted. The Department’s written recommendationshall be provided to the Member and copied to the Union.

As per Article 5.6.2, Department members and the Dean/Director shall complete equitytraining designed to help them identify unconscious bias and other recognized factorsthat contribute to inequity, unlearn patterns of biased behavior, and adopt an equitymindset to direct all their activities at Brandon University. Such training shall also pro-mote understandings of the value of First Nations, Métis, Inuit, and Non-Status In-digenous knowledges. Department members and the Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to reviewingamended appointment applications.
(c) After consulting with the Member, the Dean/Director shall forward the application, theDepartment’s recommendation, and their recommendation regarding the amendedappointment to the Provost, with the Dean’s/Director’s report provided to the Mem-ber and copied to the Union. With the exception of full-time teaching appointments,the Dean’s/Director’s recommendation shall include a review of the effect of the lossof credit hours of instruction or professional activity to the Department and the Fac-ulty/Unit and the specific measures required to address the effect of the loss of hours.The Provost shall forward the application, the Department’s recommendation, theDean’s/Director’s recommendation, and their recommendation regarding the amendedappointment to the President. The Provost’s recommendation shall also be provided tothe Member and copied to the Union.

As per Article 5.6.2, the Provost shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, un-learn patterns of biased behavior, and adopt an equity mindset to direct all their activi-ties at Brandon University. Such training shall also promote understandings of the value
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of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. The Provost shallhave completed this training within the previous twenty-four (24) months and prior toreviewing amended appointment applications.
(d) The President shall base their decision to approve an amended appointment on the cri-teria referenced in Article 15.17.3 (b) and (c). In the case of amended research appoint-ments, the merit of the application and, where the Member has held prior amendedresearch appointments, the record of research accomplishment during the term of themost recent amended research appointment shall also be considered.

The President shall complete equity training designed to help them identify uncon-scious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at BrandonUniversity. Such training shall also promote understandings of the value of First Na-tions, Métis, Inuit, and Non-Status Indigenous knowledges. The President shall havecompleted this training within the previous twenty-four (24) months and prior to re-viewing amended appointment applications.
(e) Normally, the President’s decision regarding the approval of an amended appointmentwill be made at least four (4) months prior to the commencement of the amended ap-pointment. With the approval of an amended appointment, the University shall imple-ment measures required to address the effect of the loss of credit hours of instructionor professional activity as determined by the President.
(f) Written reasons for decisions on the application and on the measures to address lossof credit hours of instruction or professional activity shall be given to the Member andthe Dean/Director, and copied to the Union. These reasons must be substantive, clearlyrelated to the criteria, and sufficiently specific to allow the Member to know the basisfor the decision.
(g) Members whose application for a part-time or amended appointment is rejected shallhave recourse to an appeals procedure. The appeal procedures replace grievance andarbitration for amended appointment procedures and decisions. Notice of an appealmust be submitted to the President within ten (10) working days after the Member isnotified of the decision. Within one (1) week of receiving notice of appeal, an AppealsCommittee shall be struck. The Committee shall consist of one (1) Member appointedby the Union, one (1) member appointed by the President, and a Chair chosen by thetwo (2) appointed members. The Union, the President, and the members chosen bythe Union and the President shall make every reasonable effort to include membersbelonging to the designated groups on the Committee. A copy of the appeal, specifyingthe grounds on which it is based, shall be sent to the Chair of the Appeals Committee.The Appeals Committee shall utilize the procedures set out by The Labour RelationsAct and the Brandon University/BUFA Handbook on Appeals Procedures. In case of dis-crepancies, The Labour Relations Act will take precedence. The decision of the AppealsCommittee is final and binding on the Parties and the Member. The Appeals Com-mittee is an Arbitration Board under The Labour Relations Act. Normally, the AppealsCommittee will render its decision within one (1) month of being struck. Decisions shall
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be sent to the President for implementation, with copies to the Member, Department,Dean/Director, Provost, and Union.
As per Article 5.6.2, Appeals Committee members shall complete equity training de-signed to help them identify unconscious bias and other recognized factors that con-tribute to inequity, unlearn patterns of biased behavior, and adopt an equity mind-set to direct all their activities at Brandon University. Such training shall also promoteunderstandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenousknowledges. Appeals Committee members shall have completed this training withinthe previous twenty-four (24) months and prior to reviewing amended appointmentapplications.

(h) Members whose application for a part-time appointment is approved shall have a basesalary rate computed as if the Member were continuing on full-time status. All relevantsalary adjustments shall be applied to the base salary rate. The actual salary to be paidto the Member shall be prorated from the base salary rate in direct relation to the ap-proved change in duties for the part-time appointment. The actual salary for full-timeamended appointments would be one hundred percent (100%) of the base salary rate.
(i) Members whose application for a part-time or amended appointment is approved shallcontinue to participate in the University benefit plans. Except as provided below, boththe Member’s contributions and the Employer’s contributions shall be based on thebase salary rate.
(j) For the purposes of computing credited service for the pension, a Member on a part-time or amended appointment, who is continuing contributions to the University Pen-sion Plan based on the base salary rate, shall receive credit as if employed on a full-timebasis.

(k) Members maintaining contributions to the Long-Term Disability Plan shall be coveredunder the University’s Long-Term Disability salary continuation plan. The contributions,coverage, and any disability payments under the Long-Term Disability Plan shall bebased on the Member’s actual salary.
(l) Members whose application for a part-time appointment is approved shall have theirvacation entitlement prorated on the basis of the percentage for the actual salary rate.

(m) Members whose application for a part-time or amended appointment is approved shallcontinue their original appointment status (i.e., rank and steps) and shall be eligible forpromotion, leaves, and other provisions of this Collective Agreement. Members on full-time teaching appointments are not eligible for promotion on the basis of these dutiesuntil twelve (12) months have elapsed since their full-time appointment took effect;any application for promotion prior to that time shall be assessed on the basis of theirprevious appointment.
(n) Eligibility for promotion, leaves, and other provisions of this Collective Agreement shallbe determined on the basis of calendar years of service as if the Member were workingfull-time. Payments to a Member on sabbatical leave shall be calculated on the basisof the number of full-time years plus the number of part-time years and paid at the
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regular percentage of full-time salary (e.g., a Member who had, in the previous six (6)years, worked four (4) years at full-time and two (2) years at fifty percent (50%) wouldbe entitled to ((4 × 85) + (2 × 42.5))/6 × 100% = 71% full salary).
(o) Members whose application for a part-time or amended appointment is approved shallreceive a Letter of Amended Appointment from the President which shall state the fol-lowing:

1. the Member’s current base salary rate;
2. the percentage change for actual salary calculations, if applicable;
3. the Member’s current actual salary on the effective date of the appointment, ifapplicable;
4. the effective start and end dates of the appointment;
5. the revised duties of the Member; and
6. any other related conditions.

(p) No part-time or amended appointment shall take effect until and unless the appointeeindicates in writing to Human Resources acceptance of the appointment and all of itsterms and conditions as specified in the Letter of Appointment.
(q) All part-time or amended appointments revert to the conditions of the original ap-pointment immediately following the end date stipulated in the Letter of Appointment.
(r) Members whose application for a part-time or amended appointment is approved mayreturn to their previous appointment within the first twenty-four (24) months followingthe effective starting date of that amended appointment, provided that the Membergives six (6) months’ notice in writing to the Department and to the Dean/Director oftheir intention to do so. Six (6) months prior to the effective end date of their amendedappointment, a Member may apply to continue or revise the terms of the amendedappointment for a new period of time.
(s) Members whose part-time or amended appointment is approved for externally fundedresearch purposes may return to full-time duties provided that the Member gives no-tice of either twelve (12) months or a time equivalent to the duration of the replace-ment appointment, whichever is less, of their intention to do so to the Department andto the Dean/Director.
(t) Members reappointed in accordance with Article 15.17 cannot have their rank or salarychanged as a part of the terms of their reappointment.

15.18 Phased Retirement Appointment
The phased retirement option is a three (3) year graduated post-retirement term appoint-ment available to full-time tenured or continuing Members. A Member who elects this ap-pointment will notify the Employer in writing one (1) year in advance of their proposed date
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of termination of full-time work, which will be the deemed retirement date. Pension bene-fits will not accumulate on earnings for work during this appointment. Professorial Memberson a phased retirement appointment will have reduced teaching and service obligations, asoutlined below. Teaching assignment will be assigned as per Articles 20.4.1 and 20.4.2. Thisdoes not preclude professorial Members from continuing to perform scholarship/research ac-tivities. Professional Members shall perform a proportionately reduced share of the duties asprescribed in their job description as determined through consultation between the Member,Department, and Dean/Director.
15.18.1 Professorial Members

(a) In the first year subsequent to the deemed retirement, the professorial Member willteach twelve (12) credit hours and receive two-thirds (2/3) of the Member’s regular pre-retirement salary. The Department shall, in their teaching assignment recommendationfor that year, request necessary replacements for the lost teaching capacity. The Em-ployer shall provide such replacements through Contract Academic Staff, where rea-sonably practicable.
(b) In the second year subsequent to the deemed retirement, the Member will teach nine(9) credit hours and receive one-half (½) of the Member’s regular pre-retirement salary.The Department shall, in their teaching assignment recommendation for that year, re-quest necessary replacements for the lost teaching capacity. The Employer shall pro-vide such replacements through Contract Academic Staff, where reasonably practica-ble. When a Department submits a staffing request referencing the staffing criteria, inwriting, that provides clear rationale for a tenure-track replacement, the request shallnormally be approved and the search for a replacement shall begin in the second yearof the phased retirement appointment. In those exceptional circumstances when suchrequests are not approved, the Dean/Director shall, in writing, provide clear rationale forthis decision.
(c) In the third year subsequent to the deemed retirement, the Member will teach six (6)credit hours and receive one-third (1/3) of the Member’s regular pre-retirement salary.

15.18.2 Professional Members
(a) In the first year subsequent to the deemed retirement, the professional Member willperform two-thirds (2/3) of the work outlined in their respective job description and re-ceive two-thirds (2/3) of the Member’s regular pre-retirement salary. The Departmentshall, in their teaching and/or professional service workload assignment recommenda-tion for that year, request necessary replacements for the lost teaching and/or profes-sional service capacity. The Employer shall provide such replacements through ContractAcademic Staff, where reasonably practicable.
(b) In the second year subsequent to the deemed retirement, the Member will performone-half (½) of the work outlined in their respective job description and receive one-half (½) of the Member’s regular pre-retirement salary. The Department shall, in their
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teaching and/or professional service workload assignment recommendation for thatyear, request necessary replacements for the lost teaching and/or professional servicecapacity. The Employer shall provide such replacements through Contract AcademicStaff, where reasonably practicable. When a Department submits a staffing request ref-erencing the staffing criteria, in writing, that provides clear rationale for a tenure-track orcontinuing-track replacement, the request shall normally be approved and the searchfor a replacement shall begin in the second year of the phased retirement appointment.In those exceptional circumstances when such requests are not approved, the Provost,through the Dean/Director, shall, in writing, provide clear rationale for this decision.
(c) In the third year subsequent to the deemed retirement, the Member will perform one-third (1/3) of the work outlined in their respective job description and receive one-third(1/3) of the Member’s regular pre-retirement salary.

15.18.3 Procedures
(a) Members who are eligible for a phased retirement appointment must notify their Dean/Director in writing at least twelve (12) months prior to the requested commencementdate of the appointment. The notification shall include any requests for space for re-search purposes.
(b) The Dean/Director shall consult with the Department and will make a recommendationto the Provost within three (3) months of the notification, with copies to the Member,the Department, Human Resources, and the Union.
(c) The Provost will make a determination and inform the Member in writing within four (4)months of the notification, with a copy to the Department, the Dean/Director, HumanResources, and the Union. If approved, the Member shall then notify their Dean/Directorin writing whether they intend to retire and accept the phased retirement appointmentin accordance with the six (6) month notification period (Article 31.1 (a)).

15.19 Canada Research Chairs
(a) Canada Research Chair (CRC) holders shall be required to teach three (3) credit hoursas part of their standard teaching assignment and may elect, upon the recommenda-tion of the Department and the approval of the Dean, to teach up to six (6) additionalcredit hours for a maximum standard teaching assignment of nine (9) credit hours.Such Members are also responsible for service. In no circumstance shall Canada Re-search Chair holders teach on an overload basis (see also Article 25).
(b) Successful nominations for a Canada Research Chair appointment, whether internal orexternal, shall be placed in a full-time Canada Research Chair appointment. Proceduresfor selecting nominations under the Canada Research Chairs Program will include thefollowing:
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(i) The Vice-President (Research) will advise the Senate Research Committee, in writ-ing, when a Canada Research Chair vacancy is to be filled and shall indicate thetype and duration of the appointment that the Employer is committed to make.The Senate Research Committee, subject to the conditions below, shall determinethe composition and working procedures of the Selection Committee.
As per Article 5.6.2, each member of the Senate Reseach Committee shall com-plete equity training designed to help them identify unconscious bias and otherrecognized factors that contribute to inequity, unlearn patterns of biased behav-ior, and adopt an equity mindset to direct all their activities at Brandon Univer-sity. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. Senate Research Committeemembers shall have completed this training within the previous twenty-four (24)months and prior to making any decisions.

(ii) A Selection Committee composed of members chosen according to proceduresapproved by the Senate Research Committee and chaired by the Vice-President(Research), or designate, shall evaluate applications. Members in the professorialand/or Professional Associate ranks shall form at least seventy-five percent (75%)of the members of the Selection Committee, exclusive of the Chair. At least one(1) current or past CRC holder will normally sit on the Selection Committee. TheSelection Committee Chair is non-voting and will ensure that the search is con-ducted in a manner consistent with best hiring practices, the letter and spirit of theCollective Agreement, as well as the University’s CRC Equity, Diversity, and Inclu-sion Accountability and Transparency Requirements.
As per Article 5.6.2, each Selection Committee member shall complete equitytraining designed to help them identify unconscious bias and other recognizedfactors that contribute to inequity, unlearn patterns of biased behavior, and adoptan equity mindset to direct all their activities at Brandon University. Such trainingshall also promote understandings of the value of First Nations, Métis, Inuit, andNon-Status Indigenous knowledges. Selection Committee members shall havecompleted this training within the previous twenty-four (24) months and prior toformulating the job advertisement or examining any dossiers.

(iii) The Selection Committee will make a recommendation to the Vice-President (Re-search) who may only offer an appointment to an individual pending a successfulCRC Nomination. The Vice-President (Research) shall decide whether to accept orreject the recommendation and shall provide the Committee with reasons in writ-ing for their decision. If the recommendation is rejected, the process shall be re-peated. An offer of conditional appointment shall be made by the Vice-President(Research) to the recommended candidate, subject to the final approval of thePresident. As per Article 5.6.2, the Vice-President (Research) shall complete equitytraining designed to help them identify unconscious bias and other recognizedfactors that contribute to inequity, unlearn patterns of biased behavior, and adoptan equity mindset to direct all their activities at Brandon University. Such train-ing shall also promote understandings of the value of First Nations, Métis, Inuit,
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and Non-Status Indigenous knowledges. The Vice-President (Research) shall havecompleted this training within the previous twenty-four (24) months and prior toformulating the job advertisement or examining any dossiers.
(iv) If a candidate selected for an interview is external, the candidate’s dossier will beforwarded to the candidate’s proposed Department(s) of appointment for review.The Department will meet with the candidate and, if the candidate is acceptableto the Department, will forward to the Dean/Director, for recommendation, andthe Vice-President (Research), for decision, recommendations relative to rank,tenure, and other conditions of employment. The Department shall provide feed-back to the Selection Committee prior to the Committee’s recommendation onappointment. No Department will be required to accept a candidate into the De-partment if, at a duly constituted Department meeting, that candidate is deemedto be unacceptable to the Department.
(v) If the approved candidate is external, the offer of a Canada Research Chair ap-pointment shall be made according to the procedures in Article 15.4.7.
(vi) If the approved candidate is an internal professorial Member, the Member’s rank,tenure, and remuneration shall not change as a result of the success of the institu-tion’s Canada Research Chair nomination.
(vii) Where the approved candidate is an internal Professional Associate, their tenureand remuneration shall not change as a result of the success of the institution’sCanada Research Chair nomination; however, their appointment shall be con-verted to the equivalent professorial rank for which they possess the requiredqualifications and experience upon approval of the nomination by the CanadaResearch Chair program. The Department shall provide feedback to the SelectionCommittee prior to the Committee’s recommendation on appointment. Uponcompletion of the CRC appointment, the Member shall revert to their professionalappointment, accounting for the progress through the ranks, including increments,achieved during their CRC appointment.
(viii) If the successful candidate is internal, the Member shall be replaced with a termappointment (or combination of term appointments), as mutually agreed upon bythe Department and the Dean/Director, that matches the term of the appoint-ment of the Canada Research Chair. Such replacements shall be adequate formaintaining program integrity.
(ix) If the Selection Committee does not forward a nomination from the pool of can-didates, the search may be considered failed and the process will start over, orunder exceptional circumstances, the Committee may recommend to the Vice-President (Research) that the search be extended.
(x) If the Vice-President (Research) does not accept the Selection Committee’s rec-ommendation or the President does not approve the nomination, they will pro-vide written rationale to the Committee, and the Selection Committee shall re-consider the remaining candidates. Once the pool of candidates is exhausted, Arti-cle 15.19 (b) (ix) shall apply.
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(xi) No Member on a tenure-track, tenured, or term contract shall be displaced fromtheir position or have their rights, privileges, or benefits, under the Collective Agree-ment, reduced in any way by the entry of a Canada Research Chair into a Depart-ment.
(xii) Eligibility for renewal of a Canada Research Chair is subject to the approval of theCanada Research Chair Program. Application for renewal shall be on the recom-mendation of the Senate Research Committee to the President or designate. Thisrecommendation, and notification to the Chairholder, must occur no less than six(6) months before the renewal nomination deadline set by the CRC Program.
(xiii) Members whose applications for a renewal/extension are rejected by the Univer-sity shall have recourse to an appeals procedure. Notice of an appeal must be sub-mitted to the President no later than one (1) month after the Member is notified ofthe decision. Within one (1) week of receiving notice of appeal, an Appeals Com-mittee shall be struck. The Committee shall consist of one (1) Member appointedby the Union, one (1) member chosen by the President, and a Chair chosen by thetwo (2) appointed members. The Union, the President, and the members cho-sen by the Union and the President shall make every reasonable effort to includemembers belonging to the designated groups on the Committee. As per Article5.6.2, Appeals Committee members shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contributeto inequity, unlearn patterns of biased behavior, and adopt an equity mindset todirect all their activities at Brandon University. Such training shall also promoteunderstandings of the value of First Nations, Métis, Inuit, and Non-Status Indige-nous knowledges. Appeals Committee members shall have completed this train-ing within the previous twenty-four (24) months and prior to examining any ap-plications. This Appeals Committee is an Arbitration Board under The Labour Re-lations Act. The Appeals Committee shall establish its own procedures followingthe Brandon University/BUFA Handbook on Appeals Procedures. These appealsprocedures replace grievance and arbitration (Article 4) for CRC renewal proce-dures and decisions. The decision of the Appeals Committee is binding and shallbe implemented by the President. Normally, the Appeals Committee will renderits decision within two (2) months of being struck.
(xiv) In the fourth (4th) year of their CRC appointment, where the Member holding theCRC appointment shall transition to a regular appointment, the Employer shallinitiate discussion of a CRC teaching assignment transition plan as per Article 20.11.

15.20 Retention
The Parties agree to establish a working group to identify and recommend improved reten-tion strategies for Members and their households (Appendix J.7).
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Article 16: Contract Academic Staff
16.1 General

16.1.1 Definition
Contract Academic Staff (CAS) are individuals engaged by the University on a contractual,time-limited basis to accomplish specific professorial or professional work related to the aca-demic mission of the University. The Parties recognize the importance of Contract AcademicStaff to the academic mission and acknowledge that their contributions enhance the work ofthe University. Such Members are distinct from professorial and professional Members in thatthe CAS function is limited in time and in type of work to the duties specified in the contract,as outlined below.
16.1.2 Objectives
Contract Academic Staff are Members retained to accomplish one (1) of the three (3) follow-ing objectives:

(1) to teach an individual credit-hour based course, lab, clinical placement, or field supervi-sion, as defined by the course calendar;
(2) to carry out specific professional services normally included in the job description of aprofessional Member; or
(3) to teach a course in the English for Academic Purposes (EAP) program.

In no circumstance shall CAS be used to permanently reduce the teaching or professionalservice capacity of the Faculty/Unit.
16.1.3 Scope of Work
CAS shall not be required to perform work or service outside of their contract but may par-ticipate in service activities without remuneration where they choose to do so. CAS are notmembers of a Department but may participate in service activities of the Department, uponthe invitation of the Department.
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16.2 Types of Contract

16.2.1 Course-Based Contracts
A course-based contract is one that is offered to an individual to teach one (1) or more spe-cific courses and/or sections of courses. For the purposes of this Clause, a course shall referto any university-level offering listed in the undergraduate or graduate course calendars (e.g.,lecture, seminar, lab, clinical supervision). The total number of credit hours for this type ofcontract shall not exceed nine (9) credit hours in one (1) academic term or twelve (12) credithours in one (1) academic year. Unless otherwise agreed by the Parties, if a Member is issueda contract which makes the total course-based credit hours exceed twelve (12) credit hours,the Employer shall pay into the Brandon University Board of Governors’ Entrance Scholarshipa sum of ten thousand dollars ($10,000).
Course-based contracts shall be remunerated at contract stipend A rates (as per Appendix F).
16.2.2 Professional Services Contracts
A professional services contract is one that is offered to an individual to perform a speci-fied subset of activities in a job description (defined in Appendices B, D, or E) to: 1) replacea Member on short-term (no more than twenty-two (22) weeks) leave, for a period of timeequal to the leave; 2) increase capacity of an existing service on a temporary basis; or 3) addnew capacity on a temporary basis. Where the leave to be replaced is greater than twenty-two (22) weeks, a term appointment may be requested (see Article 15.3.6) and such requestsshall not be unreasonably denied.
Professional services contracts shall be remunerated at contract stipend B rates (as per Ap-pendix F).
16.2.3 English for Academic Purposes (EAP) Contracts
An EAP contract is one that is offered to an individual to teach English for Academic Purposescourses. Levels 1–3 listening and speaking, writing, and reading are assigned distinct coursenumbers. Level 4 listening and speaking, writing, and reading are also assigned distinct coursenumbers, but shall be considered separate from Levels 1–3 in regard to right of first refusal(RFR) (see 16.4.1.2). Contracts for the EAP program will be considered separate and distinctfrom course-based contracts for the purpose of calculating maximum eligibility. Individualswho teach in EAP maintain the ability to teach twelve (12) credit hours of course-based con-tracts.
Members on full-time appointments as defined under Article 15.8 (a) are not eligible to teachEAP courses.
EAP contracts shall be remunerated at contract stipend C rates (as per Appendix F).
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16.3 Procedures for Selection

16.3.1 Regular Staffing Process for CAS
Requests for CAS shall be approved as part of the regular assignment of teaching and sched-uled time (as per Article 20.3), with the exception of unanticipated contract needs that areoutside of the regular cycle but do not qualify as emergency contracts as defined in Article16.6. The search calendar for such regular requests shall be based on the anticipated start dateof the contract.
16.3.2 Order of Precedence
Contracts shall be offered to qualified individuals according to the following order of prece-dence:

1. eligible regular or term Members internal to the Department (overload contracts as perArticle 15.5)
2. Members with right of first refusal (RFR) (as per Article 16.4)
3. individuals identified through a search procedure (as per Article 16.3.3).

16.3.2.1 Faculty of Health Studies

In the Faculty of Health Studies, “Department” for the purposes of this Clause will refer toboth Nursing and Psychiatric Nursing. Each Department of Health Studies will canvass allMembers of their own Department and, if no one is qualified and willing to teach the course,then will reach out to all the Members of the other Department for a qualified Member priorto checking for CAS with RFR.
16.3.2.2 RFR Check

When it has been determined that no regular or term Member eligible for overload will ac-cept a contract, the Dean/Director shall verify whether anyone holds RFR for that offering (asper Article 16.4) and inform the Department.
Where a CAS holds RFR, they shall be offered the contract by the Dean/Director, followingthe seniority provisions of Article 16.4.2 where applicable. They shall normally have ten (10)working days to accept the offer. If the offer is accepted, the contract shall be issued. If theoffer is not accepted, then search procedures begin as outlined below.
16.3.3 Advertisements
If no Member holds RFR, or if no Member holding RFR is interested in the contract, the Em-ployer must advertise the position for a minimum of five (5) working days. The advertisementmust be posted on the University website, at a minimum. Advertisements shall clearly invite
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applicants belonging to the designated groups to apply. For Indigenous-focused contracts,the advertisement shall clearly indicate this requirement.
For course-based and EAP contracts, advertisements normally shall be posted at least three(3) months prior to the beginning of the term of the contract. Such advertisements shallspecify the required mode of delivery for the course, or order of preference where more thanone (1) mode is considered.
For professional services contracts, advertisements normally shall be posted at least six (6)weeks prior to the beginning of the contract.
16.3.3.1 Approval of Advertisements

Human Resources and the Union shall review the advertisement to ensure that it complieswith the Collective Agreement and applicable legislation. If, after three (3) working days ofreceiving the advertisement, the Union has not expressed any concerns, the Employer mayassume the advertisement is acceptable to the Union.
16.3.3.2 Equivalencies for CAS Advertisements

Advertisements will clearly indicate the possibility of establishing equivalencies for applicantswith experiential/traditional career paths (as per Article 15.2). Where a CAS position needsto be filled on short notice (Article 16.6 Emergency Contracts), the requirement to includeequivalency language in the advertisement shall be waived when Human Resources and theUnion have received and approved rationale as part of the advertisement review.
16.3.3.3 Selection Committees for CAS

The composition of the Selection Committee for a course-based or professional service CASsearch shall be determined by the Department concerned and will normally consist of Mem-bers of the Department in which the contract will be held, or a subset thereof. The searchshall be conducted in a manner consistent with best practices, and the letter and spirit of theCollective Agreement.
The composition of the Selection Committee for an EAP Instructor shall be three (3) mem-bers including the Director of International Activities, EAP Coordinating Instructor, and an-other Member mutually agreed to by the first two (2). In the rare event the Director of In-ternational Activities and Coordinating Instructor disagree, they shall provide a list of possi-ble Members from which the Dean/Director shall select. The search shall be conducted in amanner consistent with best practices, and the letter and spirit of the Collective Agreement.The Committee shall make its recommendations to the Dean/Director. The Dean/Directorshall not offer any EAP Instructor contract to a person not recommended by the SelectionCommittee. The composition of the Selection Committee for an EAP Coordinating Instruc-tor shall be three (3) members including the Dean/Director, as Chair, the Director of Interna-tional Activities, and one (1) other Member mutually agreed to by the first two (2) members.In the rare event the Dean of Students and the Director of International Activities disagree,
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they shall provide a list of possible Members from which the Provost shall select. The searchshall be conducted in a manner consistent with best practices, and the letter and spirit ofthe Collective Agreement. The Selection Committee shall make its recommendations to theDean/Director. The Dean/Director shall not offer any EAP Coordinating Instructor contract toa person not recommended by the Selection Committee.
As per Article 5.6.2, each Selection Committee member shall complete equity training de-signed to help them identify unconscious bias and other recognized factors that contribute toinequity, unlearn patterns of biased behavior, and adopt an equity mindset to direct all theiractivities at Brandon University. Such training shall also promote understandings of the valueof First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Selection Committeemembers shall have completed this training within the previous twenty-four (24) months andprior to formulating the job advertisement or examining any applications.
16.3.3.4 Receipt and Review of Applications

The dossier of applicants shall include, at minimum, a cover letter and a curriculum vitae. TheSelection Committee may require additional materials in the dossier.
The Dean’s/Director’s Office is responsible for receiving applications and making them avail-able digitally to members of the Selection Committee. The Dean’s/Director’s Office will un-dertake reasonable measures to ensure that the Selection Committee members have con-venient, secure, and unprejudiced online access to the digital applications. Applications areconfidential and shall be maintained as such; no individual may create improper duplicationsand/or make improper uses of its contents.
Where applicable, the Selection Committee shall complete the equivalencies process as perArticle 15.2 for each applicant who has requested an equivalency.
The Selection Committee shall, at a minimum, review the dossiers of all persons being con-sidered for a contract. The Selection Committee shall then make its recommendation to theDean/Director. The Dean/Director shall not offer any contract to a person not recommendedby the Selection Committee.
16.3.3.5 Offer

The Dean/Director shall offer a contract to the selected candidate only upon the recom-mendation of the Selection Committee. Once an offer is accepted, the Dean/Director shallissue the contract. For course-based and EAP contracts, the contract normally shall be is-sued no fewer than six (6) weeks prior to the start of the term in which the course is taught.For professional services contracts, the contract normally shall be issued no fewer than two(2) weeks prior to the start of the contract. Contracts offered under the auspices of CampusManitoba shall be issued by the appropriate Dean/Director and countersigned by the Provost.
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16.4 Right of First Refusal (RFR)
Right of first refusal recognizes the contribution of Contract Academic Staff who have suc-cessfully taught for Brandon University over a period of time. This right affords RFR holdersthe opportunity to be contracted without having to apply, as per the terms outlined else-where in this Article.
16.4.1 RFR held for Different Types of Contracts
RFR may be held for course-based contracts and EAP contracts according to the followingterms.
16.4.1.1 Course-Based Contracts

If, as per Article 16.3, a person has been issued at least one (1) course-based contract for eachof three (3) contract-based offerings of the same course or lab in different academic yearswithin a six (6) year period, and they have a satisfactory evaluation(s) to determine teach-ing competency (per Article 19.2.3), that person shall have the RFR for subsequent contractsoffered for the same course. For the purposes of this Article, changes to course number ortitle, where the content and delivery of the course remain substantially the same, shall notaffect credit toward or maintenance of RFR. Mode of delivery shall be a factor in holding RFR.Specifically, RFR for course(s) taught in person and/or online synchronously is distinct fromRFR for course(s) taught online asynchronously. The revised terms of maintenance outlinedin this Article shall apply to all Members holding RFR as of 1 April 2019. Members holdingcredit toward RFR as of 1 April 2019 will retain this credit but will have to teach at least one(1) section under these revised terms in order to establish RFR.
In field experience courses in Education, RFR will be earned for Early Years (EY), Middle Years(MY), and subject-specific upper-year placements, as if each were treated as a separate course,and will be earned for specific geographic locations. For example, a Member might have RFRfor EY in Dauphin or RFR for Math in Brandon.
Further to the above, RFR earned in the Special Projects applies only to future offerings in theSpecial Projects. RFR earned in regular campus programming applies only to future offeringsin regular campus programming.
16.4.1.2 EAP Contracts

RFR for EAP shall be determined by course level as opposed to course number, such that ifa person has been issued at least one (1) EAP contract for at least three (3) of the past six (6)consecutive academic years for any Level 1–3 course or any Level 4 course, and received asatisfactory evaluation(s) (as per Article 19.2.3), that person shall have the right of first refusalfor subsequent EAP contracts offered for one (1) offering of any course at that level.
The first academic year to be considered for building RFR entitlement is 2021–2022, withthe following exception. Persons who, as of 1 September 2021, have been issued one (1) con-

- 116 -



tract in three (3) of the previous six (6) academic years for any Level 1–3 course or any Level4 course shall be eligible for RFR credit for that level(s). In any case, the EAP Instructor mustteach the course once more after 1 September 2022 to establish RFR.
16.4.1.3 Satisfactory Performance

For the purposes of obtaining RFR, where an evaluation has not been conducted through nofault of the Member, the CAS’s performance will be deemed satisfactory.
16.4.1.4 RFR Credit for Professional Members

CAS on professional contracts during the 2023–2027 Collective Agreement will be given fullcredit toward RFR when such is negotiated in a subsequent collective agreement, includingthe granting of RFR if negotiated requirements have been met.
16.4.2 Seniority and RFR
Where more than one (1) Member holds RFR on the same offering (understood as course,lab, mode of delivery, or EAP level), each contract will be offered to the Members in order ofseniority. Seniority shall be based on years since first contract in the first instance and, whenyears since first contract are equal, based on the number of contracts of the same type of-fered. If the above criteria are insufficient for determining seniority, the Department shall de-termine which Member’s RFR takes precedence.
If the number of available contracts exceeds the number of Members holding RFR, eachMember shall be offered one (1) additional contract, in order of seniority, until all contractsare assigned or additional contracts have been declined. Remaining contracts may then beadvertised.
16.4.3 Maintenance of RFR
Once the RFR is achieved, the Member must

(a) teach the same course at least once during every two (2) academic years in order tomaintain the RFR; or
(b) teach a course in the same EAP level grouping (Levels 1-3 or Level 4) at least once dur-ing every two (2) academic years to maintain the RFR.

For the purpose of this provision, the two (2) year period is defined as starting on 1 Septem-ber and ending twenty-four (24) months later on 31 August.
16.4.3.1 Extension of Maintenance Period

The Member may apply to the Dean/Director, with a copy to the Department, to extend themaintenance period in the following circumstances:
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(a) absence for birth/parental purposes;
(b) extended illness;
(c) appointment to a full-time term faculty position at Brandon University or another post-secondary institution;
(d) course is not offered on a contract basis during the academic year in question or an-other person with the RFR was issued the contract;
(e) absence to upgrade academic or professional qualifications;
(f) other approved absences; and
(g) contract(s) within the two (2) year maintenance period to teach another course in theDepartment.

The Dean’s/Director’s decision shall be supported by written reasons which must be substan-tive and sufficiently specific to enable the Member to know the basis for the decision. Thisdecision is grievable, and the CAS is entitled to Union support even if not currently on con-tract.
16.4.4 Documentation of RFR
It shall be the Dean’s/Director’s responsibility to determine which Member(s) have obtainedRFR for a particular course or professional service. The Dean/Director shall, where necessaryand with the recommendation of the Department, determine seniority per Article 16.4.2. TheDean/Director shall communicate RFR information, including approved maintenance exten-sion requests, to Human Resources, who shall document each Member’s RFR in their person-nel file, and maintain a record of RFR holders for the use of Deans/Directors.
16.5 Other Provisions

16.5.1 Email
Each CAS has the right to a Brandon University email address. This address shall be activatedas soon as possible after the signed contract has been received by Human Resources andshall remain active for at least twelve (12) months after the completion of the most recentcontract.
16.5.2 Professional Development Funds
CAS are afforded the opportunity to apply for professional development funds as describedin Appendix H.
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16.5.3 Access to University Facilities
CAS who are not currently on contract are afforded access to University facilities (e.g., prac-tice space, Library borrowing privileges) for at least twelve (12) months after the completionof the most recent contract.
16.6 Emergency Contracts

16.6.1 Definition
An emergency contract shall be any contract that is issued within a shortened period aheadof the beginning of the contract, either for unforeseeable reasons (e.g., to fill a vacancy madeby the sudden leave of a Member) or for reasons beyond the control of the Department (e.g.,the CAS hiring process is delayed by administrative processing). For course-based and EAPcontracts, this period shall be the four (4) weeks prior to the beginning of the term. For pro-fessional services contracts, this period shall be the two (2) weeks prior to the start date of thecontract.
An emergency contract shall not be issued when the delay is as a result of the Departmentchanging its timelines (e.g., a Department is delayed in its approval of draft postings, in itsrequests for CAS, or in its recommendations). Emergency contracts may not be issued whendelays in contracts being issued are the result of the candidate withholding their acceptanceof the contract.
CAS contracts issued to RFR holders of the course are not subject to emergency contract lan-guage.
16.6.2 Search Procedure
Emergency contracts must follow as closely as possible the procedures for selection de-scribed in Article 16.3, though timelines may be shortened with the agreement of the Em-ployer, the Union, and the Department. In no case shall an emergency contract be used tobypass the role of the Department in recommending an individual for a contract.
16.6.2.1 Exemption from Equivalencies

Due to the compressed nature of an emergency contract, the selection process for such con-tracts may be exempt from the equivalencies process described in Article 16.3.3.2 when Hu-man Resources and the Union have received and approved rationale as part of the advertise-ment review.
Contract Academic Staff who have already had a relevant equivalency established through anearlier process shall have their equivalency considered in the selection process for an emer-gency contract.
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16.6.3 Rate of Pay
In recognition of the impact of hiring on short notice, emergency CAS teaching contracts(course-based or EAP) shall receive a stipend in addition to the base contract wage as follows:

(a) within four (4) weeks prior to the start date of contract, four percent (4%) of the stipendvalue
(b) within three (3) weeks prior to the start date of contract, six percent (6%) of the stipendvalue
(c) within two (2) weeks prior to the start date of contract, eight percent (8%) of the stipendvalue
(d) within one (1) week prior to the start date of contract, ten percent (10%) of the stipendvalue.

16.6.4 Adjustment to Start Date
When an emergency teaching contract is issued less than one (1) week prior to the beginningof the term or after the term has begun, the Dean/Director, in consultation with the Depart-ment and CAS, shall normally provide the CAS one (1) week to make necessary adjustmentsprior to commencing instruction.
CAS professional services contracts shall normally not be issued within two (2) weeks of theplanned start date. In consultation with the Department and the CAS, the Dean/Director mayoffer a contract start date of less than two (2) weeks where the CAS is available and willing tobegin work on short notice.
16.7 Secondments from Other Institutions
A contract may be offered to an individual who is employed by a post-secondary institutionother than Brandon University and is seconded to teach one (1) or more specific courses forBrandon University. No such individual contract shall exceed six (6) credit hours and shall notcount toward the maximum number of credit hours that may be taught on contract at Bran-don University, provided that the stipend is not being paid by Brandon University. The to-tal number of credit hours for this category of contract shall not exceed thirty-six (36) credithours in an academic year. With agreement of the Union, this total may be increased to, butin no circumstances shall exceed, a maximum of seventy-two (72) credit hours.
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Article 17: Tenure and Continuing
17.1 Tenure for Professorial and Professional Associate Ranks

17.1.1 Application
Eligible Members who wish to apply for tenure (Article 15.10) must apply in writing to theirDean/Director no later than 1 September. By the previous 1 May, Deans/Directors shall notifyall Members whose terms of appointment require that they be considered in the followingacademic year. Applications and supporting dossiers, as per Article 17.1.5, must be receivedby 1 September. Within five (5) working days, Deans/Directors shall send the names of allMembers applying for tenure to relevant Departments. By 1 October, Deans/Directors shallnotify the Chairs of the relevant Faculty/Unit Tenure Committee and the University TenureCommittee whether or not there are Members from their respective Faculties/Units and willforward the names of all such Members. Members applying for tenure may withdraw theirapplications at any time.
For Members whose career has followed an experiential/traditional pathway, and whose de-grees/accreditation equivalencies were not established upon initial appointment, the processoutlined in Article 15.2 must be completed before application for tenure. Documentation ofequivalency as described in Article 15.2.3 must be included as evidence of professional prepa-ration in the tenure dossier.
17.1.2 Criteria for Tenure
Members with tenure-track appointments shall be considered for tenure at the appropriatetime according to Article 15.10 (c) and (d). Tenurable ranks are Assistant Professor, AssociateProfessor, Professor, and Professional Associate II, III, and IV. Tenured appointments will beoffered as first appointments normally only to individuals who are to be appointed at therank of Associate Professor, Professor, Professional Associate III, or Professional Associate IV.A Selection Committee, in considering a tenured appointment as a first appointment, shallbase its recommendation on the criteria outlined in Articles 14 and 17.
17.1.3 Qualifications by Rank and Appendix B
Tenure recommendations and decisions shall be based upon the qualifications by rank (Arti-cle 14) as well as upon Article 17.1.4. In applying the criteria to Members in professorial ranks,all relevant factors included in Articles 14.2, 14.3, and 14.4, shall be taken into account. In ap-plying the criteria to Members in the Professional Associate ranks, all relevant factors in Arti-cles 14.2 and 14.5 shall be taken into account, in light of the job description stipulated in Arti-cle 14.5.1 (b) and Appendix B.

- 121 -



17.1.4 Considerations When Examining Criteria
Recommendations and decisions must take into account the Member’s entire academic ca-reer and carefully examine the Member’s performance on all criteria in accordance with ac-cepted norms of scholarship/research and teaching. Recommendations and decisions mustappropriately recognize knowledges, experiences, and service to their communities of FirstNations, Métis, Inuit, and Non-Status Indigenous Members, as well as of Members belong-ing to one (1) or more of the other designated groups. Recommendations and decisions mustalso take into account the Member’s progress in the various criteria, as per Article 14, and thecontext of teaching and scholarship/research at Brandon University. Recommendations shallbe based only upon information provided in the dossier; specifically, no inferences may bedrawn from the omission of student surveys. When student surveys are included, there is tobe no consideration of any data that compares the Member’s teaching to that of other Mem-bers or any other calculated averages.
17.1.4.1 Compensation for Criteria

In tenure decisions on Assistant, Associate, or Professor, documented excellence in teach-ing or in scholarship/research may compensate for achievements short of that specified inArticles 14.3 and 14.4 in one (1) of the other criteria. In tenure decisions for Professional As-sociates II, III, and IV, documented excellence in professional experience or professional at-tainment may compensate for achievement less than that specified in Article 14.5 in one (1)of the other criteria. It is understood that there must be some demonstrated activity and ac-complishment in the area for which compensation is being claimed.
17.1.5 Dossier
17.1.5.1 Digital Dossier

Members shall prepare a digital dossier documenting their academic and professional recordsin terms of the qualifications by rank outlined in Article 14. It is the Member’s responsibilityto see that the digital dossier includes all information, including substance and sources, to beconsidered. The digital dossier must be available in a single file in a widely used format (e.g.,PDF), accessible through standard University systems. No anonymous or unverified materialwill be admitted for consideration or added to a dossier. Where relevant, a Member may in-clude written support from community members, Elders, and/or Knowledge Keepers to pro-vide context for work that does not follow conventional academic trajectories. The contentsof the original dossier must be itemized by the Member.
17.1.5.2 Additions to Dossier

Members shall be informed of all additions to the dossier. Departments, Deans/Directors,and the Faculty/Unit Tenure Committee can add new information to the dossier, other thantheir recommendations (as required in Articles 17.1.6, 17.1.7, and 17.1.8), only with agreementof the Member. The Member’s additions to the dossier are restricted to rebuttals, changes
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in status, or clarification, but not content, of extant materials included when the dossier wasoriginally submitted. Once the digital dossier has been submitted, the Provost’s Office is re-sponsible for maintaining the dossier and informing the Member of any additions. All addi-tions to the dossier, including sources and dates of such additions, must be itemized by theProvost’s Office.
17.1.5.3 Availability of Dossier

The digital dossier shall be available for inspection by the Department, the Faculty/Unit TenureCommittee, the Dean/Director, the University Tenure Committee, and the Provost at the ap-propriate stages of deliberation. Members have the right to inspect their dossier at any point,and to add rebuttals, changes in status, or clarifications at any time.
17.1.5.4 Removal of Materials

Members have the right to request, in writing, to the Dean/Director that material be removedfrom their dossier. Any disputes between the Member and the Dean/Director on the removalof material from the Member’s dossier will be referred to the Joint Administrative Committeefor resolution. Once the digital dossier has been submitted, the Provost’s Office is responsiblefor maintaining the dossier and confirming removals with the Member.
17.1.5.5 Maintenance of Dossier

The Provost’s Office will undertake reasonable measures to ensure that the Member, Dean/Director,Department members, Committee members, and Provost have convenient, secure, and un-prejudiced online access to the digital dossier. The digital dossier is confidential and shall bemaintained as such; no individual may create improper duplications and/or make improperuses of its contents. Once the tenure process has been completed, a complete copy of thedigital file, including all letters and additions to the file, will be made available to the Memberby the Provost’s Office. Within three (3) months of the notification of tenure or, when appli-cable, the completion of the appeals process, the tenure file will be permanently deleted.
17.1.6 Departmental Recommendation
Department members, excluding those elected or appointed to the Faculty/Unit and/or theUniversity Tenure Committee and/or the Tenure Appeals Committee, shall review the Mem-ber’s dossier and meet with the Member before writing their recommendation, which shallbe based upon the relevant sections of the Collective Agreement. Members who are seekingtenure may not participate in the deliberation leading to the Department’s recommendationnor in voting on their own application for tenure.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of First
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Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Department members shallhave completed this training within the previous twenty-four (24) months and prior to exam-ining any dossiers.
The Department’s recommendations will be sent to the Dean/Director, the Chair of the Fac-ulty/Unit Tenure Committee, and the Chair of the University Tenure Committee by 1 Novem-ber, with copies to the Member and the Union. Departmental recommendations shall includewritten reasons and signature lines for all Department members, with the exception of theMember applying for tenure. Recommendations shall be signed by each member of the De-partment who supports the recommendation and rationale, with the exception of memberselected or appointed to the Faculty/Unit and/or the University Tenure Committee and/or theTenure Appeals Committee. Abstentions or dissenting viewpoints, including those that agreewith the recommendation but do not agree with the supporting rationale, will be supportedby written reasons. The reasons must be substantive, clearly related to qualifications by rankand criteria for tenure, and sufficiently specific to enable the Member to know the basis of therecommendation.
In the case of Members who are not in a Department composed of at least three (3) Mem-bers, the Dean/Director, after consultation with the Member, shall designate a “Non-Depart-mental Committee”, excluding members elected or appointed to the University Tenure Com-mittee or the Tenure Appeals Committee, consisting of at least three (3) Members whose dis-cipline areas are as closely related to the Member’s as possible. Members applying for tenurewill be permitted two (2) vetoes in this selection process.
As per Article 5.6.2, each Non-Departmental Committee member shall complete equitytraining designed to help them identify unconscious bias and other recognized factors thatcontribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset todirect all their activities at Brandon University. Such training shall also promote understand-ings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Non-Departmental Committee members shall have completed this training within the previoustwenty-four (24) months and prior to examining any dossiers.
17.1.7 Faculty/Unit Recommendation
By 15 September each Faculty/Unit with Members applying for tenure shall strike a Faculty/Unit Tenure Committee composed of five (5) tenured Members elected by and from theMembers. In the case of Members who are in a Unit consisting of fewer than five (5) tenuredMembers, the Dean/Director, after consultation with the Member who is applying for tenure,shall designate additional Member(s) whose discipline area is as closely related to the Mem-ber’s as possible, such that the total complement of five (5) members is met. The Faculty/Unitshall make every reasonable effort to include members belonging to the designated groupson its Tenure Committee. Members applying for tenure will be permitted two (2) vetoes inthis selection process. The Faculty/Unit Tenure Committee shall, by 15 October, select one (1)of its members to chair the Committee.
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As per Article 5.6.2, each Faculty/Unit Tenure Committee member shall complete equitytraining designed to help them identify unconscious bias and other recognized factors thatcontribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset todirect all their activities at Brandon University. Such training shall also promote understand-ings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Fac-ulty/Unit Tenure Committee members shall have completed this training within the previoustwenty-four (24) months and prior to examining any dossiers.
The Member shall meet with the Faculty/Unit Tenure Committee before the Committeewrites its recommendation, but not until after the Committee has received the Department’srecommendation. Decisions on recommendations will be reached by simple majority. TheChair will vote.
The Committee shall send its recommendation to the Chair of the University Tenure Com-mittee by 15 November, with copies to the Member, the Department, the Dean/Director, andthe Union. In formulating its recommendation, the Faculty/Unit Tenure Committee shall con-sider and reference in writing the disciplinary expertise of the Department and the Member.The Committee’s recommendations shall include written reasons and signature lines for allCommittee members. Recommendations shall be signed by each member of the Commit-tee who supports the recommendation and rationale. Abstentions or dissenting viewpoints,including those that agree with the recommendation but do not agree with the supportingrationale, shall be supported by written reasons. The reasons must be substantive, clearly re-lated to qualifications by rank and criteria for tenure, and sufficiently specific to enable theMember to know the basis for the recommendation.
17.1.8 Decanal Recommendation
Members shall meet with their Dean/Director before the Dean/Director writes their recom-mendation, but not until after the Dean/Director has received the Department’s recommen-dation. The Dean’s/Director’s recommendation will be sent to the Chair of the UniversityTenure Committee, with copies to the Member, their Department, and the Union by 15 Novem-ber. In formulating their recommendation, the Dean/Director shall consider and reference inwriting the disciplinary expertise of the Department and the Member. The Dean’s/Director’srecommendation shall be supported by written reasons which must be substantive, clearlyrelated to the qualifications by rank and criteria for tenure, and sufficiently specific to enablethe Member to know the basis for the recommendation.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to examining anydossiers.
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17.1.9 Composition of University Tenure Committee
The University Tenure Committee shall consist of the following:

• a Chair appointed by the President from among tenured Professors and ProfessionalAssociate IV’s;
• one (1) tenured Member elected by and from each of the Faculties of Arts, Education,Health Studies, Music, and Science;
• one (1) tenured Member elected by and from those Professional Associates who are notmembers of the above Faculties;
• two (2) Deans/Directors appointed by the President, of which one (1) must be an aca-demic Dean, plus one (1) alternate to replace a Dean/Director during deliberations andvoting on applications where there may be a conflict of interest.

Faculties/Units and the President shall make every reasonable effort to include members be-longing to the designated groups on the committee.
Members will be elected/appointed for staggered two (2) year terms. The names of newmembers will be communicated to the Office of the Provost by 1 October.
As per Article 5.6.2, each University Tenure Committee member shall complete equity train-ing designed to help them identify unconscious bias and other recognized factors that con-tribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset to directall their activities at Brandon University. Such training shall also promote understandings ofthe value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Committeemembers, including the Chair, shall have completed this training within the previous twenty-four (24) months and prior to examining any dossiers.
17.1.10 Procedures of the University Tenure Committee
A quorum at all meetings will consist of six (6) members, plus the Chair.
Decisions on recommendations will be reached by simple majority in an open and recordedvote, with the Chair voting only in the event of a tie. Committee members shall absent them-selves from discussion and voting when Members applying for tenure for whom they haveprepared recommendations are considered.
The Committee may request to meet with the Member, with their designate(s), or with any-one who has submitted recommendations. Deans/Directors who have prepared recommen-dations must appear before the Committee if requested.
Members applying for tenure may appear before the University Tenure Committee and maybe accompanied by advisors/spokespersons. Members shall be informed of when witnessesare to appear before the University Tenure Committee and shall have the right to be presentand to question evidence presented. Members may also call witnesses. Members may enlistthe aid of the Union or CAUT. Nothing in this Article shall be construed as requiring a Memberto appear before the Committee.

- 126 -



Minutes of proceedings, the names of witnesses heard, and copies of evidence received shallbe available to members of the Committee and to the Member.
The Committee’s recommendations will normally be sent to the Provost by 15 December,with copies to Members, Departments, Deans/Directors, and the Union. In formulating itsrecommendation, the University Tenure Committee shall consider and reference in writingthe disciplinary expertise of the Department and the Member.
The Committee’s recommendations shall include written reasons and signature lines for allCommittee members. Recommendations shall be signed by each member of the Commit-tee who supports the recommendation and rationale. Abstentions or dissenting viewpoints,including those that agree with the recommendation but do not agree with the supportingrationale, shall be supported by written reasons. The reasons must be substantive, clearly re-lated to qualifications by rank and criteria for tenure, and sufficiently specific to enable theMember to know the basis for the recommendation.
17.1.11 Recommendations
All recommendations on tenure at each stage of the process shall indicate whether the Mem-ber should

1. be offered a tenured appointment, or
2. be refused a tenured appointment, or
3. if applying early (see Articles 15.10 (e) (ii) & (iii)), reapply in the next academic year, or
4. if applying in the last year of a probationary contract, be granted a one (1) year exten-sion.

17.1.12 Provost’s Decision
In reviewing recommendations, the Provost shall consider and reference in writing the disci-plinary expertise of the Department and the Member. Tenure decisions shall be communi-cated by the Provost to the Members by 31 January, with copies to Departments, Deans/Di-rectors, Human Resources (for implementation), and the Union. Decisions shall be accompa-nied by a statement of reasons. Reasons must be substantive, clearly related to the qualifica-tions by rank and criteria for tenure, and sufficiently specific to enable the Member to knowthe basis for the decision.
As per Article 5.6.2, the Provost shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at Brandon Uni-versity. Such training shall also promote understandings of the value of First Nations, Métis,Inuit, and Non-Status Indigenous knowledges. The Provost shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
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17.2 Tenure Appeals
These appeal procedures replace grievance and arbitration (Article 4) for tenure proceduresand decisions. The decision of the Tenure Appeals Committee shall be final and binding onboth Parties and the Member. The Tenure Appeals Committee is an Arbitration Board underThe Labour Relations Act.
17.2.1 Initiating an Appeal
Members not granted tenure may appeal to the Tenure Appeals Committee within ten (10)working days of notification. A copy of the appeal, specifying the grounds on which it is based,shall be sent to the Chair of the University Tenure Committee and the Provost.
17.2.2 Tenure Appeals Committee
By 15 November, a Tenure Appeals Committee shall be struck composed of one (1) Mem-ber of Associate Professor or Professor (or equivalent) rank appointed by the Union; one (1)Dean/Director, tenured Member, or Senate representative on the Board of Governors ap-pointed by the President; and a Chair chosen by the first two (2) from among tenured Mem-bers. If the first two (2) cannot agree upon a Chair within one (1) week, a Chair shall be se-lected by the Joint Administrative Committee from among tenured Members, with each Partyhaving three (3) exclusions. The Union, the President, and the members chosen by the Unionand the President shall make every reasonable effort to include members belonging to thedesignated groups on the Committee. Members of the University Tenure Committee andMembers applying for tenure cannot serve on the Tenure Appeals Committee. Membersof the Tenure Appeals Committee may not have participated within the past eighteen (18)months in the preparation of recommendations for Members whose appeals are to be re-viewed.
As per Article 5.6.2, each Tenure Appeals Committee member shall complete equity train-ing designed to help them identify unconscious bias and other recognized factors that con-tribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset to directall their activities at Brandon University. Such training shall also promote understandings ofthe value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Committeemembers, including the Chair, shall have completed this training within the previous twenty-four (24) months and prior to examining any materials relevant to the appeals.
If the Member appointed by the Union, the member appointed by the President, or the Chairselected by the other two (2) members, or any combination thereof, is subsequently unableto serve, then those members of the Tenure Appeals Committee that have already been cho-sen shall remain in place. The member(s) unable to serve shall be replaced utilizing the sameprocess as the appointment of the original member(s).
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17.2.3 Tenure Appeals Procedures
The Tenure Appeals Committee shall utilize the procedures set out by The Labour RelationsAct and the Brandon University/BUFA Handbook on Appeals Procedures. In case of discrep-ancies, The Labour Relations Act will take precedence. The Tenure Appeals Committee shallbegin to hear appeals within one (1) week of their being submitted and shall normally makeits decision within one (1) month of hearing the appeal. Witnesses shall give sworn testimonyand are subject to cross-examination. Decisions shall be sent to the Provost for implementa-tion, with copies to the Members, Departments, the Chair of the University Tenure Commit-tee, Deans/Directors, and the Union.
17.2.4 Tenure Appeals Decisions
If the Tenure Appeals Committee finds in favour of the Member, and if the appeal was on thegrounds

(a) that the decision of the Provost or the recommendation of the University Tenure Com-mittee was based on a misapprehension or misapplication of the criteria for tenure, orwas otherwise arbitrary, capricious, discriminatory, or in bad faith, or
(b) that the decision/recommendation was discriminatory (per Article 8), or
(c) that the decision/recommendation breached the Member’s academic freedom (per Ar-ticle 10),

then the Tenure Appeals Committee may overturn the decision of the Provost and offer atenured appointment or grant a one (1) year extension of the probationary appointment. Ifthe appeal was on any other grounds than those outlined in subsections (a), (b), or (c) of thisClause, then the Tenure Appeals Committee may not overturn the decision, but may orderthe appropriate procedures to be repeated.
17.2.5 Costs
Reasonable costs associated with tenure and tenure appeals procedures will be borne by theEmployer. Transcription services during meetings will not be provided.
17.3 Tenure for U Sports Athletic Ranks

17.3.1 Application
Eligible U Sports Athletics Members who wish to apply for tenure (Article 15.10) must applyin writing to their Dean, copied to the Director, no later than 1 September. By the previous1 May, the Dean shall notify all Members whose terms of appointment require that they beconsidered in the following academic year, with copies to the Director. Applications and sup-porting dossiers, as per Article 17.3.5 must be received by 1 September. Within five (5) work-
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ing days, the Dean shall send the names of all Members applying for tenure to relevant De-partment(s). Members may withdraw their applications at any time.
For Members whose career has followed an experiential/traditional pathway, and whose de-grees/accreditation equivalencies were not established upon initial appointment, the processoutlined in Article 15.2 must be completed before application for tenure. Documentation ofequivalency as described in Article 15.2.3 must be included as evidence of professional prepa-ration in the tenure dossier.
17.3.2 Criteria for Tenure in the U Sports Athletics Ranks
Members with tenure-track appointments shall be considered for tenure at the appropriatetime according to Article 15.10 (c) and (d). Tenurable ranks are U Sports Coach II and III, USports Athletic Director II and III, and U Sports Athletic Therapist II and III. Tenured appoint-ments will be offered as first appointments normally only to individuals who are to be ap-pointed at the rank of U Sports Coach III, U Sports Athletic Director III, or U Sports AthleticTherapist III. A Selection Committee, in considering a tenured appointment as a first appoint-ment, shall base its recommendation on the criteria outlined in Articles 14 and 17.
17.3.3 Qualifications by Rank and Appendix E
Tenure recommendations and decisions shall be based upon the qualifications by rank (Arti-cle 14) as well as upon Article 17.3.4. In applying the criteria to Members in U Sports ranks, allrelevant factors included in Articles 14.2 and 14.12 shall be taken into account, in light of thejob descriptions in Appendix E.
17.3.4 Considerations When Examining Criteria
Recommendations and decisions must take into account the Member’s entire academic ca-reer and carefully examine the Member’s performance on all criteria in accordance with ac-cepted norms of professional attainment and professional experience. Recommendationsand decisions must appropriately recognize knowledges, experiences, and service to theircommunities of First Nations, Métis, Inuit, and Non-Status Indigenous Members, as well asof Members belonging to one (1) or more of the other designated groups. Recommenda-tions and decisions must also take into account the Member’s progress in the various crite-ria, as per Article 14, and the context of professional attainment and professional experienceat Brandon University. Recommendations shall be based only upon information provided inthe dossier; specifically, no inferences may be drawn from the omission of student surveys.When student surveys are included, there is to be no consideration of any data that comparesthe Member’s teaching to that of other Members or any other calculated averages.
17.3.4.1 Compensation for Criteria

In tenure decisions on U Sports Coach II or III, Athletic Director II or III, or Athletic Therapist IIor III, documented excellence in professional attainment and/or professional experience may
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compensate for achievements short of that specified in Article 14.12 in one (1) of the othercriteria. It is understood that there must be some demonstrated activity and accomplishmentin the area for which compensation is being claimed.
17.3.5 Dossier
17.3.5.1 Digital Dossier

Members shall prepare a digital dossier documenting their academic and professional recordsin terms of the qualifications by rank and job descriptions outlined in Article 14 and AppendixE. It is the Member’s responsibility to see that the digital dossier includes all information, in-cluding substance and sources, to be considered. The digital dossier must be available in asingle file in a widely used format (e.g., PDF), accessible through standard University sys-tems. No anonymous or unverified material will be admitted for consideration or added toa dossier. Where relevant, a Member may include written support from community mem-bers, Elders, and/or Knowledge Keepers to provide context for work that does not follow con-ventional academic trajectories. The contents of the original dossier must be itemized by theMember.
17.3.5.2 Additions to Dossier

Members shall be informed of all additions to the dossier. The Department, the Dean, andthe Director can add new information to the dossier, other than their recommendations (asrequired in Articles 17.3.7, 17.3.8, 17.3.9, and 17.3.10), only with agreement of the Member. TheMember’s additions to the dossier are restricted to rebuttals, changes in status, or clarifica-tion, but not content, of extant materials included when the dossier was originally submitted.Once the digital dossier has been submitted, the Provost’s Office is responsible for maintain-ing the dossier and informing the Member of any additions. All additions to the dossier, in-cluding sources and dates of such additions, must be itemized by the Provost’s Office.
17.3.5.3 Availability of Dossier

The digital dossier shall be available for inspection by the Department, the U Sports AthleticRanks Tenure and Promotion Committee, the Dean, the Director, and the Provost at the ap-propriate stages of deliberation. Members have the right to inspect their dossier at any point,and to add rebuttals, changes in status, or clarifications at any time.
17.3.5.4 Removal of Materials

Members have the right to request, in writing, to the Dean that material be removed fromtheir dossier. Any disputes between the Member and the Dean on the removal of materialfrom the Member’s dossier will be referred to the Joint Administrative Committee for reso-lution. Once the digital dossier has been submitted, the Provost’s Office is responsible formaintaining the dossier and confirming removals with the Member.
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17.3.5.5 Maintenance of Dossier

The Provost’s Office will undertake reasonable measures to ensure that the Member, theDean, the Director, the Department members, the Committee members, and the Provosthave convenient, secure, and unprejudiced online access to the digital dossier. The digitaldossier is confidential and shall be maintained as such; no individual may create improperduplications and/or make improper uses of its contents. Once the tenure process has beencompleted, a complete copy of the digital file, including all letters and additions to the file,will be made available to the Member by the Provost’s Office. Within three (3) months of thenotification of tenure or, when applicable, the completion of the appeals process, the tenurefile will be permanently deleted.
17.3.6 Composition of the U Sports Athletic Ranks Tenure and Promotion

Committee
A U Sports Athletic Ranks Tenure and Promotion Committee consisting of three (3) membersappointed by the President and three (3) Members appointed by the Union shall be estab-lished by 15 September. The Union and the President shall make every reasonable effort toinclude members belonging to the designated groups on the Committee. One of the mem-bers of the committee shall be elected to serve as Chair of the U Sports Athletic Ranks Tenureand Promotion Committee with full committee participation rights and responsibilities.
As per Article 5.6.2, each U Sports Athletic Ranks Tenure and Promotion Committee mem-ber shall complete equity training designed to help them identify unconscious bias and otherrecognized factors that contribute to inequity, unlearn patterns of biased behavior, and adoptan equity mindset to direct all their activities at Brandon University. Such training shall alsopromote understandings of the value of First Nations, Métis, Inuit, and Non-Status Indige-nous knowledges. Committee members shall have completed this training within the previ-ous twenty-four (24) months and prior to examining any dossiers.
17.3.7 Departmental Recommendation
Department members, excluding those elected or appointed to the U Sports Athletic RanksTenure and Promotion Committee or the Tenure Appeals Committee, shall review the Mem-ber’s dossier and meet with the Member before writing their recommendation, which shallbe based upon the relevant sections of the Collective Agreement. Members who are seekingtenure may not participate in the deliberation leading to their Department’s recommendationnor in voting on their own application for tenure.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Department members shallhave completed this training within the previous twenty-four (24) months and prior to exam-ining any dossiers.
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The Department’s recommendation will be sent to the Dean, the Director, and the Chair ofthe U Sports Athletic Ranks Tenure and Promotion Committee by 1 November, with copies tothe Member and the Union. Departmental recommendations shall include written reasonsand signature lines for all Department members, with the exception of the Member apply-ing for tenure. Recommendations shall be signed by each member of the Department whosupports the recommendation and rationale, with the exception of members elected or ap-pointed to the U Sports Athletic Ranks Tenure and Promotion Committee and/or the TenureAppeals Committee. Abstentions or dissenting viewpoints, including those that agree withthe recommendation but do not agree with the supporting rationale, will be supported bywritten reasons. The reasons must be substantive, clearly related to qualifications by rank andcriteria for tenure, and sufficiently specific to enable the Member to know the basis of therecommendation.
17.3.8 Director’s Recommendation
Members shall meet with their Director before the Director writes their recommendation butnot until after the Director has received the Department’s recommendation. The Director’srecommendation shall be based upon the relevant sections of the Collective Agreement, par-ticularly as they pertain to the Member’s functions within Athletics. The Director shall sendtheir recommendation to the Chair of the U Sports Athletic Ranks Tenure and PromotionCommittee, normally by 15 November, with copies to the Member and the Union. In formu-lating their recommendation, the Director shall consider and reference in writing the disci-plinary expertise of the Department and the Member. The Director’s recommendation shallbe supported by written reasons which must be substantive, clearly related to the qualifica-tions by rank and criteria for tenure, and sufficiently specific to enable the Member to knowthe basis for the recommendation.
As per Article 5.6.2, the Director shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at Brandon Uni-versity. Such training shall also promote understandings of the value of First Nations, Métis,and Inuit knowledges. The Director shall have completed this training within the previous 24months and prior to examining any dossiers.
17.3.9 Decanal Recommendation
Members shall meet with their Dean before the Dean writes their recommendation but notuntil after the Dean has received the Department’s recommendation. The Dean’s recommen-dation shall be based upon the relevant sections of the Collective Agreement. The Dean shallsend their recommendations to the Chair of the U Sports Athletic Ranks Tenure and Promo-tion Committee, normally by 15 November, with copies to the Member and the Union. Informulating their recommendation, the Dean shall consider and reference in writing the dis-ciplinary expertise of the Department and the Member. The Dean’s recommendation shall besupported by written reasons which must be substantive, clearly related to the qualifications
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by rank and criteria for tenure, and sufficiently specific to enable the Member to know thebasis for the recommendation.
As per Article 5.6.2, the Dean shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patterns ofbiased behavior, and adopt an equity mindset to direct all their activities at Brandon Univer-sity. Such training shall also promote understandings of the value of First Nations, Métis, Inuit,and Non-Status Indigenous knowledges. The Dean shall have completed this training withinthe previous twenty-four (24) months and prior to examining any dossiers.
17.3.10 Procedures of the U Sports Athletic Ranks Tenure and Promotion

Committee
A quorum at all meetings will consist of five (5) members, plus the Chair.
Decisions on recommendations will be reached by simple majority in an open and recordedvote, with the Chair voting only in the event of a tie. Committee members shall absent them-selves from discussion and voting when Members applying for tenure for whom they haveprepared recommendations are considered.
The Committee may request to meet with Members applying for tenure, with their desig-nate(s), or with anyone who has submitted recommendations. Deans and Directors who haveprepared recommendations must appear before the Committee if requested.
Members applying for tenure may appear before the U Sports Athletic Ranks Tenure and Pro-motion Committee and may be accompanied by advisors/spokespersons. Members shall beinformed of when witnesses are to appear before the U Sports Athletic Ranks Tenure andPromotion Committee and shall have the right to be present and to question evidence pre-sented. Members may also call witnesses. Members may enlist the aid of the Union or CAUT.Nothing in this Article shall be construed as requiring a Member to appear before the Com-mittee.
Minutes of proceedings, the names of witnesses heard, and copies of evidence received shallbe available to members of the Committee and to the Member.
The U Sports Athletic Ranks Tenure and Promotion Committee shall normally meet between20 November and 15 December to make a recommendation. The Committee’s recommen-dations will normally be sent to the Provost by 20 December, with copies to Members, De-partments, Deans, Directors, and the Union. In formulating its recommendation, the U SportsAthletic Ranks Tenure and Promotion Committee shall consider and reference in writing thedisciplinary expertise of the Department and the Member.
The Committee’s recommendations shall include written reasons and signature lines for allCommittee members. Recommendations shall be signed by each member of the Commit-tee who supports the recommendation and rationale. Abstentions or dissenting viewpoints,including those that agree with the recommendation but do not agree with the supportingrationale, shall be supported by written reasons. The reasons must be substantive, clearly re-
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lated to qualifications by rank and criteria for tenure, and sufficiently specific to enable theMember to know the basis for the recommendation.
As per Article 5.6.2, each U Sports Athletic Ranks Tenure and Promotion Committee membershall complete equity training designed to help them identify unconscious bias and other rec-ognized factors that contribute to inequity, unlearn patterns of biased behavior, and adopt anequity mindset to direct all their activities at Brandon University. Such training shall also pro-mote understandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenousknowledges. Committee members, including the Chair, shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
17.3.11 Recommendations
All recommendations on tenure at each stage of the process shall indicate whether the Mem-ber should

1. be offered a tenured appointment, or
2. be refused a tenured appointment, or
3. if applying early (see 15.10 (e) (ii) & (iii)), reapply in the next academic year, or
4. if applying in the last year of a probationary contract, be granted a one (1)year exten-sion.

17.3.12 Provost’s Decision
In reviewing recommendations, the Provost shall consider and reference in writing the dis-ciplinary expertise of the Department and the Member. Tenure decisions shall be commu-nicated by the Provost to the Members by 31 January, with copies to Departments, Deans,Directors, Human Resources (for implementation), and the Union. Decisions shall be accom-panied by a statement of reasons. Reasons must be substantive, clearly related to the qualifi-cations by rank and criteria for tenure, and sufficiently specific to enable the Member to knowthe basis for the decision.
As per Article 5.6.2, the Provost shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at Brandon Uni-versity. Such training shall also promote understandings of the value of First Nations, Métis,Inuit, and Non-Status Indigenous knowledges. The Provost shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
17.3.13 Appeals
Members not granted tenure may appeal the decision using the provisions of Article 17.2.
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17.4 Continuing for Instructional Associate and Administrative
Associate

17.4.1 Application
The first twenty-four (24) months of a continuing-track appointment as an Instructional As-sociate or Administrative Associate is a probationary period. This probationary period may, atthe Member’s discretion, and with the agreement of the Department and the Dean/Director,include service under term contracts, if applicable. The probationary period for continuing-track appointments may exclude parental leave, sick leave, secondments, and special leave atthe discretion of the Member.
In the eighteenth (18th) month of the continuing-track appointment, the Dean/Director shallinform the Member of the timeline to apply for continuing. Members considering early appli-cations shall notify their Dean/Director and their Department one (1) month prior to the in-tended date of submission. The application and supporting dossiers, as per Article 17.4.5, shallbe submitted to the Member’s Dean/Director no later than the twentieth (20th) month of theprobationary period (and normally no earlier than the nineteenth (19th) month). Within five(5) working days of receiving an application, the Dean/Director shall notify the Departmentthat a Member has applied for continuing.
17.4.2 Criteria for Continuing
Members with continuing-track appointments shall be considered for continuing at the ap-propriate time according to Article 15.11. All Instructional and Administrative Associate ranksare eligible for continuing.
17.4.3 Qualifications by Rank and Appendices C and D
Continuing recommendations and decisions shall be based upon the qualifications by rank(Article 14) as well as upon Article 17.4.4. In applying the criteria to Members in Instructionalor Administrative Associate ranks, all relevant factors included in Articles 14.2 and 14.8 or 14.10shall be taken into account, in light of the job descriptions in Appendix C or D.
17.4.4 Considerations When Examining Criteria
Recommendations and decisions must take into account the Member’s entire academic ca-reer and carefully examine the Member’s performance on all criteria in accordance with ac-cepted norms of professional experience and professional attainment, where applicable.Recommendations and decisions must appropriately recognize knowledges, experiences,and service to their communities of First Nations, Métis, Inuit, and Non-Status IndigenousMembers, as well as of Members belonging to one (1) or more of the other designated groups.Recommendations and decisions must also take into account the Member’s progress in thevarious criteria, as per Article 14, and the context of professional experience and professional
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attainment at Brandon University. Recommendations shall be based only upon informationprovided in the dossier; specifically, no inferences may be drawn from the omission of stu-dent surveys. When student surveys are included, there is to be no consideration of any datathat compares the Member’s teaching to that of other Members or any other calculated aver-ages.
17.4.5 Dossier
17.4.5.1 Digital Dossiers

Members shall prepare a digital dossier documenting their academic and professional recordsin terms of the qualifications by rank outlined in Article 14 and their job description as detailedin Appendices C or D. It is the Member’s responsibility to see that the digital dossier includesall information, including substance and sources, to be considered. The digital dossier mustbe available in a single file in a widely used format (e.g., PDF), accessible through standardUniversity systems. No anonymous or unverified material will be admitted for considerationor added to a dossier. Where relevant, a Member may include written support from commu-nity members, Elders, and/or Knowledge Keepers to provide context for work that does notfollow conventional academic trajectories. The contents of the original dossier must be item-ized by the Member.
17.4.5.2 Additions to Dossier

Members shall be informed of all additions to the dossier. Departments can add new in-formation to the dossier, other than their recommendations (as required in Article 12.4.6),only with agreement of the Member. The Member’s additions to the dossier are restrictedto rebuttals, changes in status, or clarification, but not content, of extant materials includedwhen the dossier was originally submitted. Once the digital dossier has been submitted, theDean’s/Director’s Office is responsible for maintaining the dossier and informing the Memberof any additions. All additions to the dossier, including sources and dates of such additions,must also be itemized by the Dean/Director.
17.4.5.3 Availability of Dossier

The digital dossier shall be available for inspection by the Department and the Dean/Directorat the appropriate stages of deliberation. Members have the right to inspect their dossier atany point, and to add rebuttals, changes in status, or clarifications at any time.
17.4.5.4 Removal of Materials

Members have the right to request, in writing, to the Dean/Director that material be removedfrom their dossier. Any disputes between the Member and the Dean/Director on the removalof material from the Member’s dossier will be referred to the Joint Administrative Committeefor resolution. Once the digital dossier has been submitted, the Dean’s/Director’s Office isresponsible for maintaining the dossier and confirming removals with the Member.
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17.4.5.5 Maintenance of Dossier

The Dean’s/Director’s Office will undertake reasonable measures to ensure that the Member,Department members, and Dean/Director have convenient, secure, and unprejudiced on-line access to the digital dossier. The digital dossier is confidential and shall be maintained assuch; no individual may create improper duplications and/or make improper uses of its con-tents. Once the continuing process has been completed, a complete copy of the digital file,including all letters and additions to the file, will be made available to the Member by theDean’s/Director’s Office. Within three (3) months of the notification of continuing or, whenapplicable, the completion of the appeals process, the continuing file will be permanentlydeleted.
17.4.6 Departmental Recommendation
Department members, excluding those elected or appointed to the Continuing and Promo-tion Appeals Committee, shall review the Member’s dossier and meet with the Member be-fore writing their recommendation, which shall be based upon the relevant sections of theCollective Agreement. Members who are seeking continuing may not participate in the delib-eration leading to the Department’s recommendation nor in voting on their own applicationfor continuing.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Department members shallhave completed this training within the previous twenty-four (24) months and prior to exam-ining any dossiers.
The Department’s recommendation will be sent to the Dean/Director by the end of the twenty-third (23rd) month of the probationary period, with a copy to the Member and the Union. De-partmental recommendations shall include written reasons and signature lines for all Depart-ment members, with the exception of the Member applying for continuing. Recommenda-tions shall be signed by each member of the Department who supports the recommendationand rationale, with the exception of members elected or appointed to the Continuing andPromotion Appeals Committee. Abstentions or dissenting viewpoints, including those thatagree with the recommendation but do not agree with the supporting rationale, will be sup-ported by written reasons. The reasons must be substantive, clearly related to qualificationsby rank and criteria for continuing, and sufficiently specific to enable the Member to know thebasis of the recommendation.
In the case of Members are not in a Department composed of at least three (3) Members, theDean/Director, after consultation with the Member, shall designate a “Non-DepartmentalCommittee”, excluding members elected or appointed to the Continuing and PromotionAppeals Committee, consisting of at least three (3) Members whose discipline areas are asclosely related to the Member’s as possible. Members applying for continuing will be permit-ted two (2) vetoes in this selection process.
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As per Article 5.6.2, each Non-Departmental member shall complete equity training de-signed to help them identify unconscious bias and other recognized factors that contributeto inequity, unlearn patterns of biased behavior, and adopt an equity mindset to direct alltheir activities at Brandon University. Such training shall also promote understandings of thevalue of First Nations, Métis, Inuit, and Non-Status knowledges. Non-Departmental Commit-tee members shall have completed this training within the previous twenty-four (24) monthsand prior to examining any dossiers.
The Department may make one (1) of four (4) recommendations:

1. to recommend continuing;
2. to recommend a one (1) time extension to the probationary period of six (6) monthsdue to insufficient data to review the application;
3. to reject continuing but recommend a one (1) time extension of the probationary periodof twelve (12) months, with a provision to reapply at the conclusion of the extension;
4. to reject continuing.

17.4.7 Decanal Decision
Members shall meet with their Dean/Director before the Dean/Director writes their recom-mendation, but not until after the Dean/Director has received the Department’s recommen-dation. In making their decision, the Dean/Director shall consider and reference in writing thedisciplinary expertise of the Department and the Member. Should the Dean/Director acceptthe recommendation of the Department, they will either issue continuing to the Memberor notify the Member of the negative decision or extension of the probationary period. TheDean’s/Director’s decision will be communicated in writing to the Member with copies to theirDepartment or Non-Departmental Committee, Human Resources (for implementation), andthe Union. The Dean’s/Director’s decision shall be supported by written reasons which mustbe substantive, clearly related to the qualifications by rank and criteria for continuing, and suf-ficiently specific to enable the Member to know the basis for the decision.
As per Article 31.1 (e), the Dean/Director may terminate an appointment on expiration of theprobationary period following a recommendation of the Department to that effect. If thisnegative decision is made after the twenty-first (21st) month of the probationary period, theMember shall receive three (3) months’ notice or pay in lieu of notice.
In the exceptional circumstance that the Dean/Director does not accept a Department’s rec-ommendation, they will provide the Member, their Department or Non-Departmental Com-mittee, and the Union with a written rationale for their decision and shall extend the proba-tionary period by twelve (12) months. The Dean/Director may not reject a Departmental rec-ommendation to extend the probationary period. Only one (1) twelve (12) month extensionshall occur as per Article 17.4.6.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearn
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patterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to examining anydossiers.
17.5 Appeals of Continuing Decisions
These appeal procedures replace grievance and arbitration (Article 4) for continuing proce-dures and decisions. The decision of the Continuing and Promotion Appeals Committee shallbe final and binding on both Parties and the Member. The Continuing and Promotion AppealsCommittee is an Arbitration Board under The Labour Relations Act.
17.5.1 Initiating an Appeal
Members not granted continuing may appeal to the Continuing and Promotion Appeals Com-mittee within ten (10) working days of notification of the decision. A copy of the appeal, spec-ifying the grounds on which it is based, shall be sent to the Chair of the Department.
17.5.2 Continuing and Promotion Appeals Committee
By 15 November, a Continuing and Promotion Appeals Committee shall be struck composedof one (1) Member of the Administrative Associate or Instructional Associate ranks appointedby the Union; one (1) Dean/Director, tenured or continuing Member, or Senate representativeon the Board of Governors appointed by the President; and a Chair chosen by the first two(2) from among Administrative Associate IIs, Administrative Associate IIIs, and InstructionalAssociate IVs. If the first two (2) cannot agree upon a Chair within one (1) week, a Chair shallbe selected by the Joint Administrative Committee from among the Administrative Asso-ciate IIs, Administrative Associate IIIs, and Instructional Associate IVs, with each Party havingthree (3) exclusions. The Union, the President, and the members chosen by the Union andthe President shall make every reasonable effort to include members belonging to the desig-nated groups on the Committee. Members of the Instructional Associate and AdministrativeAssociate Promotions Committee and Members applying for continuing or promotion can-not serve on the Continuing and Promotion Appeals Committee. Members of the Continuingand Promotion Appeals Committee may not have participated within the past eighteen (18)months in the preparation of recommendations for Members whose appeals are to be re-viewed.
As per Article 5.6.2, each Continuing and Promotion Appeals Committee member shall com-plete equity training designed to help them identify unconscious bias and other recognizedfactors that contribute to inequity, unlearn patterns of biased behavior, and adopt an equitymindset to direct all their activities at Brandon University. Such training shall also promoteunderstandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowl-edges. Committee members, including the Chair, shall have completed this training within
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the previous twenty-four (24) months and prior to examining any materials relevant to theappeals.
If the Member appointed by the Union, the member appointed by the President, or the Chairselected by the other two (2) members, or any combination thereof, is subsequently unableto serve, then those members of the Continuing and Promotion Appeals Committee thathave already been chosen shall remain in place. The member(s) unable to serve shall be re-placed utilizing the same process as the appointment of the original member(s).
17.5.3 Continuing Appeals Procedures
The Continuing and Promotion Appeals Committee shall utilize the procedures set out byThe Labour Relations Act and the Brandon University/BUFA Handbook on Appeals Proce-dures. In case of discrepancies, The Labour Relations Act will take precedence. The Contin-uing and Promotion Appeals Committee shall begin to hear appeals within one (1) week oftheir being submitted and shall normally make its decision within one (1) month of hearingan appeal. Witnesses shall give sworn testimony and are subject to cross-examination. De-cisions shall be sent to the Provost for implementation, with copies to the Members, Depart-ments, Deans/Directors, and the Union.
17.5.4 Continuing Appeals Decisions
If the Continuing and Promotion Appeals Committee finds in favour of the Member, and ifthe appeal was on the grounds

(a) that the decision of the Dean/Director was based on a misapprehension or misapplica-tion of the criteria for continuing, or was otherwise arbitrary, capricious, discriminatory,or in bad faith, or
(b) that the decision/recommendation was discriminatory (per Article 8), or
(c) that the decision/recommendation breached the Member’s academic freedom (per Ar-ticle 10),

then the Continuing and Promotion Appeals Committee may overturn the decision of theDean/Director and grant continuing. If the appeal was on any other grounds than those out-lined in subsections (a), (b), or (c) of this Clause, then the Continuing and Promotion AppealsCommittee may not overturn the decision, but may order the appropriate procedures to berepeated, if they are found to have had a material effect on decision-making.
17.5.5 Costs
Reasonable costs associated with continuing and continuing appeals procedures will be borneby the Employer. Transcription services during meetings will not be provided.
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Article 18: Promotion
18.1 Promotion for Professorial and Professional Associate

Ranks

18.1.1 Application
Members may apply to their Dean/Director for promotion. Applications and supporting dossiers,as per Article 18.1.7, must be received by 1 September to be considered that year. Within five(5) working days, the Dean/Director shall inform the Department of each Member who hasapplied for promotion. By 1 October, Deans/Directors shall notify the Chair of the UniversityPromotions Committee whether or not there are Members applying for promotion from theirrespective Faculties/Units and will forward the names of all such Members. Members apply-ing for promotion may withdraw their applications at any time.
For Members whose career has followed an experiential/traditional pathway, and whose de-grees/accreditation equivalencies were not established upon initial appointment or tenure,the process outlined in Article 15.2 must be completed before application for promotion.Documentation of equivalency as described in Article 15.2.3 must be included as evidenceof professional preparation in the promotion dossier.
18.1.2 Criteria for Promotion

(a) Recommendations and decisions shall be based upon Member’s contributions to theirdiscipline, Department, Faculty, and University within the current rank, except for pro-motion to Professor or Professional Associate IV, where the Member’s entire profes-sional career shall also be reviewed.
(b) Recommendations and decisions shall be based upon the qualifications by rank aslisted in Article 14, as well as upon Articles 18.1.3, 18.1.4, 18.1.5 and 18.1.6. Recommenda-tions and decisions must appropriately recognize knowledges, experiences, and serviceto their communities of First Nations, Métis, Inuit, and Non-Status Indigenous Mem-bers, as well as of Members belonging to one (1) or more the other designated groups.In applying the criteria to Members in the professorial ranks, all relevant factors in-cluded in Article 14.3 shall be taken into account. In applying the criteria to Members inthe Professional Associate ranks, all relevant factors in Article 14.5 shall be taken into ac-count. Tenured Members shall not be required to re-establish “Professional Preparation"in promotions proceedings, with the exception of Members applying for promotion tothe rank of Professional Associate IV. Recommendations and decisions are expectedto consider teaching and scholarship/research in the context of working conditions atBrandon University and the type of appointment held by the Member, weighing care-fully all criteria in accordance with accepted norms of scholarship/research and in accor-
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dance with accepted norms of teaching. Recommendations shall be based only uponinformation provided in the dossier; specifically, no inferences may be drawn from theomission of student surveys. When student surveys are included, there is to be no con-sideration of any data that compares the Member’s teaching to that of other Membersor any other calculated averages.
(c) A record of accomplishment in scholarship/research and/or competence in teachingwithin rank is expected for promotion to the next professorial rank. A record of ac-complishment in professional attainment and/or professional experience within rankis expected for promotion to the next Professional Associate rank. The normal expec-tation is that an Assistant Professor/PA II would require five (5) years within rank todemonstrate such a record and an Associate Professor/PA III seven (7) years. While thisis the normal expectation, it is recognized that some Members will require less timein rank and some more time in rank in order to demonstrate such a record. In excep-tional circumstances, a Member may apply for promotion before five (5) or seven (7)years in rank, but never less than three (3) or five (5) years in rank. Under these circum-stances, the Member must provide clear and detailed evidence that demonstrates thatthe record of accomplishment that would be expected at the normal time in rank hasbeen met.

18.1.3 Compensation in Professorial Ranks
For promotion to Assistant or Associate Professor, excellence in one (1) of teaching, scholar-ship/research, or service may compensate for achievements short of that specified in Articles14.3 and 14.4 in one (1) of the other criteria. For promotion to Professor, excellence in two (2)of teaching, scholarship/research, and/or service may compensate for lesser achievementin one (1) of teaching, scholarship/research, or service. External references (Article 18.1.5) arerequired for consideration of promotion to the rank of Professor. It is understood that theremust be some demonstrated activity and accomplishment in the area for which compensa-tion is being claimed.
18.1.4 Compensation for Professional Associate
For promotion to Professional Associate II or III, excellence in one (1) of professional expe-rience, professional attainment, or service may compensate for achievement short of thatspecified in Article 14.5 in one (1) of the other criteria. For promotion to Professional Asso-ciate IV, excellence in professional experience and professional attainment may compensatefor lesser achievement in service. Similarly, excellence in professional attainment and servicemay compensate for lesser achievement in professional experience. External references (Ar-ticle 18.1.5) are required for consideration of promotion to the rank of Professional AssociateIV. It is understood that there must be some demonstrated activity and accomplishment inthe area for which compensation is being claimed.
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18.1.5 External Evaluations for Professor and Professional Associate IV
In situations involving promotions to Professor or Professional Associate IV, the opinion ofreferees external to Brandon University, who are peers of the Member in a relevant discipline,shall be sought. The Member will submit, as part of their application, three (3) names of per-sons whose references they would wish to place before the University Promotions Commit-tee. They should provide a brief statement about each person named and accompanyingrationale as to how the references can attest to their work. The Dean/Director, in consulta-tion with the Department, will provide the name of one (1) additional referee to the Chair ofthe University Promotions Committee by 1 October. In cases where a Member’s work fol-lows an experiential/traditional career path, the Member, the Department, and the Dean mayprovide the names of referees external to universities but who are able to provide a knowl-edgeable and culturally appropriate assessment. In such cases, at least one (1) of the externalevaluations must be from a scholar associated with a university or college. The Chair of theUniversity Promotions Committee will request references from not less than two (2) personson that list, as well as from the other qualified person whose name was provided to the Com-mittee by the Dean/Director, normally no later than 15 October. All parties will disclose anypotential conflict of interest and/or conflict of commitment with respect to referees to theUniversity Promotions Committee for their consideration. Based upon this consideration, theUniversity Promotions Committee may request additional referees. Such external evalua-tions are not to be requested for individual items of work; neither are they meant to transferthe responsibility of making judgments from the Dean/Director or Committee to an exter-nal body. Appropriate questions for external evaluations concern, for example, the generalsignificance of a Member’s work contributions or standing in the area of specialization; thedepth and breadth of expertise evidenced by the Member’s work; their standing within theirpeer group or community; the significance of unpublished work or work in progress; and/orthe standing of certain journals, institutes, or publishers.
18.1.6 Administrative Service
For Members who have, for extended periods of time, accepted and performed duties of pri-marily administrative nature, a clear record of excellence in service may compensate for lessextensive achievement in teaching and scholarship/research. Such compensation applies tothe quantity, but not the quality, of achievement in these areas (i.e., quality standards mustbe maintained). This Clause is not applicable to promotion to ranks of Professor and Profes-sional Associate IV.
18.1.7 Dossier
18.1.7.1 Digital Dossier

Members shall prepare a digital dossier documenting their academic and professional recordsin terms of the qualifications by rank outlined in Article 14. It is the Member’s responsibilityto see that the digital dossier includes all information, including substance and sources, to beconsidered. The digital dossier must be available in a single file in a widely used format (e.g.,
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PDF), accessible through standard University systems. No anonymous or unverified materialwill be admitted for consideration or added to a dossier. Where relevant, a Member may in-clude written support from community members, Elders, and/or Knowledge Keepers to pro-vide context for work that does not follow conventional academic trajectories. The contentsof the original dossier must be itemized by the Member.
18.1.7.2 Additions to Dossier

The Member shall be notified of all additions to the dossier. Departments and Deans/Directorscan add new information to the dossier, other than their recommendations (as required in Ar-ticle 18.1.8), only with agreement of the Member. The Member’s additions to the dossier arerestricted to rebuttals, changes in status, or clarification, but not content, of extant materi-als included when the dossier was originally submitted. Once the digital dossier has beensubmitted, the Provost’s Office is responsible for maintaining the dossier and informing theMember of any additions. All additions to the dossier, including sources and dates of such ad-ditions, must be itemized by the Provost’s Office.
18.1.7.3 Availability of Dossier

The digital dossier shall be available for inspection by the Department, the Dean/Director, theUniversity Promotions Committee, and the Provost at the appropriate stages of deliberation.Members have the right to inspect their dossier at any point, and to add rebuttals, changes instatus, or clarifications at any time.
18.1.7.4 Removal of Materials

Members have the right to request, in writing, to the Dean/Director that material be removedfrom their dossier. Any disputes between the Member and the Dean/Director on the removalof material from the Member’s dossier will be referred to the Joint Administrative Committeefor resolution. Once the digital dossier has been submitted, the Provost’s Office is responsiblefor maintaining the dossier and confirming removals with the Member.
18.1.7.5 Maintenance of Dossier

The Provost’s Office will undertake reasonable measures to ensure that the Member, Dean/Director, Department members, Committee members, and Provost have convenient, secure,and unprejudiced online access to the digital dossier. The digital dossier is confidential andshall be maintained as such; no individual may create improper duplications andor make im-proper uses of its contents. Once the promotion process has been completed, a completecopy of the digital file, including all letters and additions to the file, will be made available tothe Member by the Provost’s Office. Within three (3) months of the notification of promotionor, when applicable, the completion of the appeals process, the promotion file will be perma-nently deleted.
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18.1.8 Departmental Recommendation
Department members, excluding those elected or appointed to the University’s PromotionsCommittee and/or the Promotion Appeals Committee, shall review the Member’s dossier andmeet with the Member before writing their recommendation, which shall be based upon therelevant sections of this Collective Agreement. Members who are seeking promotion may notparticipate in the deliberation leading to their Department’s recommendation nor in voting ontheir own application for promotion.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Department members shallhave completed this training within the previous twenty-four (24) months and prior to exam-ining any dossiers.
The Department’s recommendation will be sent to the Dean/Director and to the Chair of theUniversity Promotions Committee by 1 November, with copies to the Member and the Union.Departmental recommendations shall include written reasons and signature lines for all De-partment members, with the exception of the Member applying for promotion. Recommen-dations shall be signed by each member of the Department who supports the recommen-dation and rationale, with the exception of members elected or appointed to the UniversityPromotions Committee and/or the Promotions Appeals Committee. Abstentions or dissent-ing viewpoints, including those that agree with the recommendation but do not agree withthe supporting rationale, will be supported by written reasons. The reasons must be substan-tive, clearly related to the qualifications by rank and criteria for promotion, and sufficientlyspecific to enable the Member to know the basis for the recommendation.
In the case of Members who are not in a Department composed of at least three (3) Mem-bers, the Dean/Director, after consultation with the Member, shall designate a “Non-Depart-mental Committee”, excluding members elected or appointed to the University’s PromotionsCommittee or the Promotions Appeals Committee, consisting of at least three (3) Memberswhose discipline areas are as closely related to the Member’s as possible. Members applyingfor promotion will be permitted two (2) vetoes in this selection process.
As per Article 5.6.2, each Non-Departmental Committee member shall complete equitytraining designed to help them identify unconscious bias and other recognized factors thatcontribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset todirect all their activities at Brandon University. Such training shall also promote understand-ings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Non-Departmental Committee members shall have completed this training within the previoustwenty-four (24) months and prior to examining any dossiers.
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18.1.9 Decanal Recommendation
Members shall meet with their Dean/Director before the Dean/Director writes their recom-mendation, but not until after the Dean/Director has received the Department’s recommen-dation. The Dean’s/Director’s recommendation will be sent to the Chair of the University Pro-motions Committee, with copies to the Member and the Union by 15 November. In formu-lating their recommendation, the Dean/Director shall consider and reference in writing thedisciplinary expertise of the Department and the Member. The Dean’s/Director’s recommen-dation shall be supported by written reasons which must be substantive, clearly related to thequalifications by rank and criteria for promotion, and sufficiently specific to enable the Mem-ber to know the basis for the recommendation.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to examining anydossiers.
18.1.10 Composition of University Promotions Committee
The University Promotions Committee shall consist of the following:

• a Chair appointed by the President from among tenured Professors and ProfessionalAssociate IVs;
• one (1) tenured Member elected by and from each of the Faculties of Arts, Education,Music, Science, and Health Studies;
• one (1) tenured Member elected by and from those Professional Associates who are notMembers of the above Faculties;
• two (2) Deans/Directors appointed by the President, of which one (1) must be an aca-demic Dean, plus one (1) alternate to replace a Dean/Director during deliberations andvoting on applications where there may be a conflict of interest.

Faculties/Units and the President shall make every reasonable effort to include members be-longing to the designated groups on the committee.
Members will be elected/appointed for staggered two (2) year terms. The names of newmembers will be communicated to the Office of the Provost by 1 October. Members applyingfor promotion may not serve on the Committee.
As per Article 5.6.2, each University Promotions Committee member shall complete equitytraining designed to help them identify unconscious bias and other recognized factors thatcontribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset todirect all their activities at Brandon University. Such training shall also promote understand-ings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Com-
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mittee members, including the Chair, shall have completed this training within the previoustwenty-four (24) months and prior to examining any dossiers.
18.1.11 Procedures of University Promotions Committee
A quorum at all meetings will consist of six (6) members, plus the Chair.
Decisions on recommendations will be reached by simple majority in an open recorded vote,with the Chair voting only in the event of a tie. Committee members shall absent themselvesfrom discussion and voting when Members applying for promotion for whom they have pre-pared recommendations are considered.
It is the responsibility of the Chair of the University Promotions Committee to implement therequirements of Article 18.1.5.
The Committee may request to meet with Members applying for promotion, with their des-ignate(s), or with anyone who has submitted recommendations. Deans/Directors who haveprepared recommendations must appear before the Committee if requested.
Members applying for promotion may appear before the University Promotions Committeeand may be accompanied by advisors/spokespersons. Members shall be informed of whenwitnesses are to appear before the University Promotions Committee and shall have theright to be present and to question evidence presented. Members also have the right to callwitnesses. Members may enlist the aid of the Union or CAUT. Nothing in this Article shall beconstrued as requiring a Member to appear before the Committee.
Minutes of proceedings, the names of witnesses heard, and copies of evidence received shallbe available to members of the Committee and to the Member.
For promotions to Assistant Professor, Associate Professor, or Professional Associate II or III,the Committee’s recommendations will normally be sent to the Provost by 20 December,with copies to Members, Departments, Deans/Directors, and the Union. For promotions toProfessor or Professional Associate IV, the Committee’s recommendations will normally besent to the Provost by 1 March, with copies to Members, Departments, Deans/Directors, andthe Union. In formulating its recommendation, the University Promotions Committee shallconsider and reference in writing the disciplinary expertise of the Department and the Mem-ber.
The Committee’s recommendations shall include written reasons and signature lines for allCommittee members. Recommendations shall be signed by each member of the Commit-tee who supports the recommendation and rationale. Abstentions or dissenting viewpoints,including those that agree with the recommendation but do not agree with the supportingrationale, shall be supported by written reasons. The reasons must be substantive, clearly re-lated to qualifications by rank and criteria for promotion, and sufficiently specific to enablethe Member to know the basis for the recommendation.
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18.1.12 Provost’s Decision
In reviewing recommendations, the Provost shall consider and reference in writing the dis-ciplinary expertise of the Department and the Member. Promotions decisions for the rankof Assistant Professor, Associate Professor, Professional Associate II, or Professional Asso-ciate III shall be communicated by the Provost by 31 January. Promotions decisions for therank of Professor or Professional Associate IV shall be communicated by the Provost by 31March. Promotions decisions shall be communicated in writing to the Members and copiedto Departments, Deans/Directors, Human Resources (for implementation), and the Union.Decisions shall be accompanied by a statement of reasons. The reasons must be substan-tive, clearly related to the qualifications by rank and criteria for promotions, and sufficientlyspecific to enable the Member to know the basis for the decision.
As per Article 5.6.2, the Provost shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at Brandon Uni-versity. Such training shall also promote understandings of the value of First Nations, Métis,Inuit, and Non-Status Indigenous knowledges. The Provost shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
18.1.13 Salary Adjustment
Salary adjustments made necessary by promotion shall be effective on the beginning day ofthe pay period that includes 1 April.
18.2 Promotion Appeals
These appeal procedures replace grievance and arbitration (Article 4) for promotions proce-dures and decisions. The decision of the Promotion Appeals Committee shall be final andbinding on both Parties and the Member. The Promotion Appeals Committee is an Arbitra-tion Board under The Labour Relations Act.
18.2.1 Initiating an Appeal
Members denied promotion may appeal to the Promotions Appeals Committee within ten(10) working days of notification. A copy of the appeal, specifying the grounds on which it isbased, shall be sent to the Chair of the University Promotions Committee and the Provost.
18.2.2 Promotion Appeals Committee
By 15 November, a Promotion Appeals Committee shall be struck composed of one (1) Mem-ber of the Associate Professor or Professor (or equivalent) rank appointed by the Union; one(1) Dean/Director, tenured Member, or Senate representative on the Board of Governors ap-pointed by the President; and a Chair chosen by the first two (2) from among Brandon Uni-
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versity’s Professors and Professional Associate IVs. If the first two (2) cannot agree upon aChair within one (1) week, a Chair shall be selected by the Joint Administrative Committeefrom among the Professors and Professional Associate IVs, with each party having three (3)exclusions. The Union, the President, and the members appointed by the Union and thePresident shall make every reasonable effort to include members belonging to the desig-nated groups on the Committee. Members of the University Promotions Committee andMembers applying for promotion cannot serve on the Promotion Appeals Committee. Mem-bers of the Promotion Appeals Committee may not have participated within the past eigh-teen (18) months in the preparation of recommendations for Members whose appeals are tobe reviewed.
As per Article 5.6.2, each University Promotion Appeals Committee member shall completeequity training designed to help them identify unconscious bias and other recognized factorsthat contribute to inequity, unlearn patterns of biased behavior, and adopt an equity mind-set to direct all their activities at Brandon University. Such training shall also promote under-standings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges.Committee members, including the Chair, shall have completed this training within the previ-ous twenty-four (24) months and prior to examining any materials relevant to the appeals.
If the Member appointed by the Union, the member appointed by the President, or the Chairselected by the other two (2) members, or any combination thereof, is subsequently unableto serve, then those members of the Appeals Committee that have already been chosen shallremain in place. The member(s) unable to serve shall be replaced utilizing the same processas the appointment of the original member(s).
18.2.3 Promotion Appeals Procedures
The Promotion Appeals Committee shall utilize the procedures set out by The Labour Re-lations Act and the Brandon University/BUFA Handbook on Appeals Procedures. In case ofdiscrepancies, The Labour Relations Act will take precedence. The Promotion Appeals Com-mittee shall begin to hear appeals within one (1) week of their being entered and shall nor-mally make its decision within one (1) month of hearing an appeal. Witnesses shall give sworntestimony and are subject to cross-examination. Decisions shall be sent to the Provost forimplementation, with copies to the Members, Departments, the Chair of the University Pro-motions Committee, Deans/Directors, and the Union.
18.2.4 Promotion Appeal Decisions
If the Promotion Appeals Committee finds in favour of the Member, and if the appeal was onthe grounds

(a) that the decision of the Provost or the recommendation of the University PromotionsCommittee was based on a misapprehension or misapplication of the criteria for pro-motion, or was otherwise arbitrary, capricious, discriminatory, or in bad faith, or
(b) that the decision/recommendation was discriminatory (per Article 8), or
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(c) that the decision/recommendation breached the Member’s academic freedom (per Ar-ticle 10),
then the Promotion Appeals Committee may overturn the decision of the Provost and grantpromotion. If the appeal was on any other grounds than those outlined in subsections (a), (b),or (c) of this Clause, then the Promotion Appeals Committee may not overturn the decision,but may order the appropriate procedures to be repeated, if they are found to have had a ma-terial effect on decision-making.
18.2.5 Costs
Reasonable costs associated with promotions and promotion appeals procedures will beborne by the Employer. Transcription services during meetings will not be provided.
18.3 Promotion for U Sports Athletic Ranks

18.3.1 Application
Members may apply to their Dean for promotion, with copies to their Director. Applicationsand supporting dossiers, as per Article 18.3.5, must be received by 1 September. Within five(5) working days, the Dean shall send the names of all Members applying for promotion torelevant Department(s). Members may withdraw their applications at any time.
For Members whose career has followed an experiential/traditional pathway, and whose de-grees/accreditation equivalencies were not established upon initial appointment or tenure,the process outlined in Article 15.2 must be completed before application for promotion.Documentation of equivalency as described in Article 15.2.3 must be included as evidenceof professional preparation in the promotion dossier.
18.3.2 Criteria for Promotion

(a) Recommendations and decisions shall be based upon Members’ contributions to theirdiscipline, Department, Faculty, and University within the current rank.
(b) All recommendations for the promotion of a Member who holds a U Sports Athleticrank shall be based on the job descriptions outlined in Appendix E and the qualifica-tions of U Sports Athletic ranks as outlined in Article 14, as well as upon Articles 18.3.3and 18.3.4. Recommendations and decisions must appropriately recognize knowledges,experiences, and service to their communities of First Nations, Métis, Inuit, and Non-Status Indigenous Members, as well as of Members belonging to one (1) or more ofthe other designated groups. In applying the criteria to Members in U Sports Athleticranks, all relevant factors included in Article 14.11 shall be taken into account. TenuredMembers shall not be required to re-establish “Professional Preparation" in promotionsproceedings. Recommendations and decisions are expected to consider professional
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attainment and professional experience in the context of working conditions at Bran-don University and the type of appointment held by the Member, weighing carefullyall criteria in accordance with accepted norms of professional attainment and in accor-dance with accepted norms of professional experience. Recommendations shall bebased only upon information provided in the dossier; specifically, no inferences may bedrawn from the omission of student surveys. When student surveys are included, thereis to be no consideration of any data that compares the Member’s teaching to that ofother Members or any other calculated averages.
(c) A record of accomplishment in professional attainment and/or professional experiencewithin rank is expected for promotion to the next U Sports Athletic rank. The normalexpectation is that a U Sports Coach/Athletic Director/Athletic Therapist II would re-quire five (5) years within rank to demonstrate such a record. While this is the normalexpectation, it is recognized that some Members will require less time in rank and somemore time in rank in order to demonstrate such a record. In exceptional circumstances,a Member may apply for promotion before five (5) years in rank, but never less thanthree (3). Under these circumstances, the Member must provide clear and detailed evi-dence that demonstrates that the record of accomplishment that would be expected atthe normal time in rank has been met.

18.3.3 Compensation
For promotion to U Sports Coach II or U Sports Coach/Athletic Director/Athletic Therapist III,excellence in one of professional experience, professional attainment, or service may com-pensate for achievement short of that specified in Article 14.12 in one (1) of the other criteria.It is understood that there must be some demonstrated activity and accomplishment in thearea for which compensation is being claimed.
18.3.4 Administrative Service
For Members who have, for extended periods of time, accepted and performed duties of pri-marily administrative nature, a clear record of excellence in service may compensate for lessextensive achievement in professional attainment. Such compensation applies to the quan-tity, but not the quality, of achievement in these areas (i.e., quality standards must be main-tained).
18.3.5 Dossier
18.3.5.1 Digital Dossiers

Members shall prepare digital dossiers documenting their academic and professional recordsin terms of the qualifications by rank and job descriptions outlined in Article 14 and AppendixE. It is the Member’s responsibility to see that the digital dossier includes all information, in-cluding substance and sources, to be considered. The digital dossier must be available in a
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single file in a widely used format (e.g., PDF), accessible through standard University sys-tems. No anonymous or unverified material will be admitted for consideration or added toa dossier. Where relevant, a Member may include written support from community mem-bers, Elders, and/or Knowledge Keepers to provide context for work that does not follow con-ventional academic trajectories. The contents of the original dossier must be itemized by theMember.
18.3.5.2 Additions to Dossier

The Member shall be notified of all additions to the dossier. The Department, the Dean, andthe Director can add new information to the dossier, other than their recommendations (asrequired in Articles 18.3.7, 18.3.8, 18.3.9, and 18.3.10), only with agreement of the Member.The Member’s additions to the dossier are restricted to rebuttals, changes in status, or clarifi-cation, but not content, of extant materials included when the dossier was originally submit-ted. Once the digital dossier has been submitted, the Provost’s Office is responsible for main-taining the dossier and informing the Member of any additions. All additions to the dossier,including sources and dates of such additions, must be itemized by the Provost’s Office.
18.3.5.3 Availability of Dossier

The digital dossier shall be available for inspection by the Department, the Dean, the Direc-tor, the U Sports Athletic Ranks Tenure and Promotion Committee, and the Provost at theappropriate stages of deliberation. Members have the right to inspect their dossier at anypoint, and to add rebuttals, changes in status, or clarifications at any time.
18.3.5.4 Removal of Materials

Members have the right to request, in writing, to the Dean that material be removed fromtheir dossier. Any disputes between the Member and the Dean on the removal of materialfrom the Member’s dossier will be referred to the Joint Administrative Committee for reso-lution. Once the digital dossier has been submitted, the Provost’s Office is responsible formaintaining the dossier and confirming removals with the Member.
18.3.5.5 Maintenance of Dossier

The Provost’s Office will undertake reasonable measures to ensure that the Member, theDean, the Director, the Department members, the Committee members, and the Provosthave convenient, secure, and unprejudiced online access to the digital dossier. The digitaldossier is confidential and shall be maintained as such; no individual may create improper du-plications and/or make improper uses of its contents. Once the promotion process has beencompleted, a complete copy of the digital file, including all letters and additions to the file,will be made available to the Member by the Provost’s Office. Within three (3) months of thenotification of promotion or, when applicable, the completion of the appeals process, thepromotion file will be permanently deleted.
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18.3.6 Composition of U Sports Athletic Ranks Tenure and Promotion
Committee

A U Sports Athletic Ranks Tenure and Promotion Committee consisting of three (3) membersappointed by the President and three (3) members appointed by the Union shall be estab-lished by 15 September. The Union and the President shall make every reasonable effort toinclude members belonging to the designated groups on the committee. One of the mem-bers of the committee shall be elected to serve as Chair of the U Sports Athletic Ranks Tenureand Promotion Committee with full committee participation rights and responsibilities.
As per Article 5.6.2, each U Sports Athletic Ranks Tenure and Promotion Committee mem-ber shall complete equity training designed to help them identify unconscious bias and otherrecognized factors that contribute to inequity, unlearn patterns of biased behavior, and adoptan equity mindset to direct all their activities at Brandon University. Such training shall alsopromote understandings of the value of First Nations, Métis, Inuit, and Non-Status Indige-nous knowledges. Committee members shall have completed this training within the previ-ous twenty-four (24) months and prior to examining any dossiers.
18.3.7 Departmental Recommendation
Department members, excluding those elected or appointed to the U Sports Athletic RanksTenure and Promotion Committee or the Promotion Appeals Committee, shall review theMember’s dossier and meet with the Member before writing their recommendation, whichshall be based upon the relevant sections of the Collective Agreement. Members who areseeking promotion may not participate in the deliberation leading to their Department’s rec-ommendation nor in voting on their own application for promotion.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Department members shallhave completed this training within the previous twenty-four (24) months and prior to exam-ining any dossiers.
The Department’s recommendation will be sent to the Dean, Director, and to the Chair of theU Sports Athletic Ranks Tenure and Promotion Committee by 1 November, with copies tothe Member and the Union. Departmental recommendations shall include written reasonsand signature lines for all Department members, with the exception of the Member applyingfor promotion. Recommendations shall be signed by each member of the Department whosupports the recommendation and rationale, with the exception of members elected or ap-pointed to the U Sports Athletic Ranks Tenure and Promotion Committee and/or the Promo-tions Appeals Committee. Abstentions or dissenting viewpoints, including those that agreewith the recommendation but do not agree with the supporting rationale, will be supportedby written reasons. The reasons must be substantive and clearly related to the qualificationsby rank and criteria for promotion and sufficiently specific to enable the Member to know thebasis for the recommendation.
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18.3.8 Director’s Recommendation
Members shall meet with their Director before the Director writes their recommendation butnot until after the Director has received the Department’s recommendation. The Director’srecommendation shall be based upon the relevant sections of the Collective Agreement, par-ticularly as they pertain to the Member’s functions within Athletics (see 18.3.2). The Directorshall send their recommendation to the Chair of the U Sports Athletic Ranks Tenure and Pro-motion Committee, normally by 15 November, with copies to the Member and the Union. Informulating their recommendation, the Director shall consider and reference in writing thedisciplinary expertise of the Department and the Member. The Director’s recommendationshall be supported by written reasons which must be substantive, clearly related to the quali-fications by rank and criteria for promotion, and sufficiently specific to enable the Member toknow the basis for the recommendation.
As per Article 5.6.2, the Director shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at Brandon Uni-versity. Such training shall also promote understandings of the value of First Nations, Métis,Inuit, and Non-Status Indigenous knowledges. The Director shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
18.3.9 Decanal Recommendation
Members shall meet with their Dean before the Dean writes their recommendation but notuntil after the Dean has received the Department’s recommendation. The Dean’s recommen-dation shall be based upon the relevant sections of the Collective Agreement (see 18.3.2).The Dean shall send their recommendations to the Chair of the U Sports Athletic Ranks Tenureand Promotion Committee, normally by 15 November, with copies to the Member and theUnion. In formulating their recommendation, the Dean shall consider and reference in writingthe disciplinary expertise of the Department and the Member. The Dean’s recommendationshall be supported by written reasons which must be substantive, clearly related to the quali-fications by rank and criteria for promotion, and sufficiently specific to enable the Member toknow the basis for the recommendation.
As per Article 5.6.2, the Dean shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patterns ofbiased behavior, and adopt an equity mindset to direct all their activities at Brandon Univer-sity. Such training shall also promote understandings of the value of First Nations, Métis, Inuit,and Non-Status Indigenous knowledges. The Dean shall have completed this training withinthe previous twenty-four (24) months and prior to examining any dossiers.
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18.3.10 Procedures of the U Sports Athletic Ranks Tenure and Promotion
Committee

A quorum at all meetings will consist of five (5) members, including the Chair.
Decisions on recommendations will be reached by simple majority in an open recorded vote,with the Chair voting only in the event of a tie. Committee members shall absent themselvesfrom discussion and voting when Members applying for promotion for whom they have pre-pared recommendations are considered.
The Committee may request to meet with Members applying for promotion, with their des-ignate(s), or with anyone who has submitted recommendations. Deans/Directors who haveprepared recommendations must appear before the Committee if requested.
Members applying for promotion may appear before the U Sports Tenure and PromotionCommittee and may be accompanied by advisors/spokespersons. Members shall be informedof when witnesses are to appear before the U Sports Tenure and Promotion Committee andshall have the right to be present and to question evidence presented. Members also havethe right to call witnesses. Members may enlist the aid of the Union or CAUT. Nothing in thisArticle shall be construed as requiring a Member to appear before the Committee.
Minutes of proceedings, the names of witnesses heard, and copies of evidence received shallbe available to members of the Committee and to the Member.
The U Sports Athletic Ranks Tenure and Promotion Committee shall normally meet between20 November and 15 December to make a recommendation. Recommendations of the USports Athletic Ranks Tenure and Promotions Committee shall normally be made by 20December and sent to the Provost, with copies to the Member, the Department, the Dean,the Director, and the Union. In formulating its recommendation, the U Sports Athletic RanksTenure and Promotion Committee shall consider and reference in writing the disciplinary ex-pertise of the Department and the Member.
The Committee’s recommendations shall include written reasons and signature lines for allCommittee members. Recommendations shall be signed by each member of the Commit-tee who supports the recommendation and rationale. Abstentions or dissenting viewpoints,including those that agree with the recommendation but do not agree with the supportingrationale, shall be supported by written reasons. The reasons must be substantive, clearly re-lated to qualifications by rank and criteria for promotion, and sufficiently specific to enablethe Member to know the basis for the recommendation.
As per Article 5.6.2, each U Sports Athletic Ranks Tenure and Promotion Committee membershall complete equity training designed to help them identify unconscious bias and other rec-ognized factors that contribute to inequity, unlearn patterns of biased behavior, and adopt anequity mindset to direct all their activities at Brandon University. Such training shall also pro-mote understandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenousknowledges. Committee members, including the Chair, shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
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18.3.11 Provost’s Decision
In reviewing recommendations, the Provost shall consider and reference in writing the disci-plinary expertise of the Department and the Member. Decisions shall be communicated tothe Member in writing by the Provost by 31 January with copies to the Department, the Dean,the Director, the Union, and Human Resources (for implementation).
As per Article 5.6.2, the Provost shall complete equity training designed to help them identifyunconscious bias and other recognized factors that contribute to inequity, unlearn patternsof biased behavior, and adopt an equity mindset to direct all their activities at Brandon Uni-versity. Such training shall also promote understandings of the value of First Nations, Métis,Inuit, and Non-Status Indigenous knowledges. The Provost shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
18.3.12 Salary Adjustment
The effective date of any resultant decision shall be the first day of the pay period that in-cludes 1 April.
18.3.13 Appeals
Members wishing to appeal a promotion decision may appeal the decision using the provi-sions of Article 18.2.
18.4 Promotion for Instructional Associate and Administrative

Associate Ranks

18.4.1 Application
Instructional Associate and Administrative Associate Members may apply to their Dean/Directorfor promotion. Applications and supporting dossiers, as per Article 18.4.3, must be receivedby 1 September to be considered that year. Within five (5) working days, the Dean/Directorshall inform the Department of each Member, as well as the Chair of the Instructional Asso-ciate and Administrative Associate Promotions Committee, of who has applied for promo-tion. Members applying for promotion may withdraw their applications at any time.
All Members whose professional experience meets the minimum criteria by the implemen-tation deadline (see Article 18.4.8.1) in that round shall be deemed eligible for promotion inthat round. In cases where the minimum requirement for professional experience is metafter the application deadline but before the implementation date, the Department, theDean/Director, and the Instructional Associate and Administrative Associate PromotionsCommittee shall assume that the Member’s trajectory for professional attainment will con-tinue as demonstrated by their dossier.
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For Members whose career has followed an experiential/traditional pathway, and whose de-grees/accreditation equivalencies were not established upon initial appointment or continu-ing, the process outlined in Article 15.2 must be completed before application for promotion.Documentation of equivalency as described in Article 15.2.3 must be included as evidence ofprofessional preparation in the promotion dossier.
18.4.2 Criteria for Promotion

(a) Recommendations and decisions shall be based upon Members’ contributions to theirdiscipline, Department, Faculty, and University within the current rank.
(b) Recommendations and decisions shall be based upon the qualifications by rank aslisted in Article 14, as well as upon the Member’s job description as found in AppendixC or D. Recommendations and decisions must appropriately recognize knowledges,experiences, and service to their communities of First Nations, Métis, Inuit, and Non-Status Indigenous Members, as well as of Members belonging to one (1) or more of theother designated groups. Recommendations shall be based only upon information pro-vided in the dossier; specifically, no inferences may be drawn from the omission of stu-dent surveys. When student surveys are included, there is to be no consideration of anydata that compares the Member’s teaching to that of other Members or any other cal-culated averages.

18.4.3 Dossier
18.4.3.1 Digital Dossier

Members shall prepare a digital dossier documenting their academic and professional recordsin terms of the qualifications by rank and job descriptions as outlined in Article 14 and in Ap-pendices C or D. It is the Member’s responsibility to see that the digital dossier includes allinformation, including substance and sources, to be considered. The digital dossier must beavailable in a single file in a widely used format (e.g., PDF), accessible through standard Uni-versity systems. No anonymous or unverified material will be admitted for consideration oradded to a dossier. Where relevant, a Member may include written support from communitymembers, Elders, and/or Knowledge Keepers to provide context for work that does not followconventional academic trajectories. The contents of the original dossier must be itemized bythe Member.
18.4.3.2 Additions to Dossier

The Member shall be notified of all additions to the dossier. Departments and Deans/Directorscan add new information to the dossier, other than their recommendations (as required in Ar-ticle 18.4.4 and 18.4.5), only with agreement of the Member. The Member’s additions to thedossier are restricted to rebuttals, changes in status, or clarification, but not content, of extantmaterials included when the dossier was originally submitted. Once the digital dossier hasbeen submitted, the Dean’s/Director’s Office is responsible for maintaining the dossier and
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informing the Member of any additions. All additions to the dossier, including sources anddates of such additions, must be itemized by the Dean’s/Director’s Office.
18.4.3.3 Availability of Dossier

The digital dossier shall be available for inspection by the Department, the Dean/Director,and the Instructional Associate and Administrative Associate Promotions Committee at theappropriate stages of deliberation. Members have the right to inspect their dossier at anypoint, and to add rebuttals, changes in status, or clarifications at any time.
18.4.3.4 Removal of Materials

Members have the right to request, in writing, to the Dean/Director that material be removedfrom their dossier. Any disputes between the Member and the Dean/Director on the removalof material from the Member’s digital dossier will be referred to the Joint Administrative Com-mittee for resolution. Once the digital dossier has been submitted, the Dean’s/Director’s Of-fice is responsible for maintaining the dossier and confirming removals with the Member.
18.4.3.5 Maintenance of Dossier

The Dean’s/Director’s Office will undertake reasonable measures to ensure that the Member,Dean/Director, Department members, and Committee members have convenient, secure,and unprejudiced online access to the digital dossier. The digital dossier is confidential andshall be maintained as such; no individual may create improper duplications and/or make im-proper uses of its contents. Once the promotion process has been completed, a completecopy of the digital file, including all letters and additions to the file, will be made available tothe Member by the Dean’s/Director’s Office. Within three (3) months of the notification ofpromotion or, when applicable, the completion of the appeals process, the promotion file willbe permanently deleted.
18.4.4 Departmental Recommendation
Department members, excluding those elected or appointed to the Instructional Associateand Administrative Associate Promotions Committee and/or the Continuing and PromotionAppeals Committee, shall review the Member’s dossier and meet with the Member beforewriting their recommendation, which shall be based upon the relevant sections of this Col-lective Agreement. This meeting shall occur only after 1 October. Members who are seekingpromotion may not participate in the deliberation leading to the Department’s recommenda-tion nor in voting on their own application for promotion.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Department members shall
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have completed this training within the previous twenty-four (24) months and prior to exam-ining any dossiers.
The Department’s recommendations will be sent to the Dean/Director and to the Chair of theInstructional Associate and Administrative Associate Promotions Committee by 1 Novem-ber, with copies to the Member and the Union. Departmental recommendations shall includewritten reasons and signature lines for all Department members, with the exception of theMember applying for promotion. Recommendations shall be signed by each member of theDepartment who supports the recommendation and rationale, with the exception of mem-bers elected or appointed to the Instructional Associate and Administrative Associate Pro-motions Committee and/or the Continuing and Promotion Appeals Committee. Abstentionsor dissenting viewpoints, including those that agree with the recommendation but do notagree with the supporting rationale, will be supported by written reasons. The reasons mustbe substantive, clearly related to the qualifications by rank and criteria for promotion, andsufficiently specific to enable the Member to know the basis for the recommendation.
In the case of Members who are not in a Department composed of at least three (3) Mem-bers, the Dean/Director, after consultation with the Member shall designate a “Non-DepartmentalCommittee”, excluding members elected or appointed to the Instructional Associate andAdministrative Associate Promotion Committee or the Continuing and Promotion AppealsCommittee, consisting of at least three (3) Members whose discipline areas are as closely re-lated to the Member’s as possible. Members applying for promotion will be permitted two (2)vetoes in this selection process.
As per Article 5.6.2, each Non-Departmental Committee member shall complete equitytraining designed to help them identify unconscious bias and other recognized factors thatcontribute to inequity, unlearn patterns of biased behavior, and adopt an equity mindset todirect all their activities at Brandon University. Such training shall also promote understand-ings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Non-Departmental Committee members shall have completed this training within the previoustwenty-four (24) months and prior to examining any dossiers.
18.4.5 Decanal Recommendation
Members shall meet with their Dean/Director before the Dean/Director writes their recom-mendation, but not until after the Dean/Director has received the Department’s recommen-dation. The Dean’s/Director’s recommendation will be sent to the Chair of the InstructionalAssociate and Administrative Associate Promotion Committee, with copies to the Memberand the Union by 15 November. The Dean’s/Director’s recommendation shall be supportedby written reasons which must be substantive, clearly related to the qualifications by rank andcriteria for promotion, and sufficiently specific to enable the Member to know the basis forthe recommendation.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-
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don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to examining anydossiers.
18.4.6 Composition of Instructional Associate and Administrative

Associate Promotions Committee
The Instructional Associate and Administrative Associate Promotions Committee will consistof three (3) members appointed by the President and three (3) members appointed by theUnion. The Union and the President shall make every reasonable effort to include membersbelonging to the designated groups on the committee. The Associate Vice-President (Peopleand Talent) shall be one of the President’s appointees and shall serve as Chair of the Instruc-tional Associate and Administrative Associate Promotions Committee with full committeeparticipation rights and responsibilities.
Prior to 15 September the Chair of the Instructional Associate and Administrative AssociatePromotions Committee will advise the President and the Union to appoint their members tothe Instructional Associate and Administrative Associate Promotions Committee by 1 Octo-ber, ensuring that persons who have made, or will be making, recommendations under Ar-ticles 18.4.4 and 18.4.5 are not appointed to the Instructional Associate and AdministrativeAssociate Promotions Committee. Normally the same Instructional Associate and Admin-istrative Associate Promotions Committee will decide on all applications. If for any reason adifferent Instructional Associate and Administrative Associate Promotions Committee mustbe struck, the composition of, and appointment to, the committee will be in accordance withArticle 18.4.6.
As per Article 5.6.2, each Instructional Associate and Administrative Associate PromotionsCommittee member shall complete equity training designed to help them identify uncon-scious bias and other recognized factors that contribute to inequity, unlearn patterns of bi-ased behavior, and adopt an equity mindset to direct all their activities at Brandon University.Such training shall also promote understandings of the value of First Nations, Métis, Inuit, andNon-Status Indigenous knowledges. Committee members shall have completed this trainingwithin the previous twenty-four (24) months and prior to examining any dossiers.
18.4.7 Procedures of Instructional Associate and Administrative Associate

Promotions Committee
A quorum at all meetings will consist of five (5) members, including the Chair.
Decisions will be reached by simple majority in an open recorded vote. Committee membersshall absent themselves from discussion and voting when Members applying for promotionfor whom they have prepared recommendations are considered.
The Committee may request to meet with Members applying for promotion, with their des-ignate(s), or with anyone who has submitted recommendations. Deans/Directors who haveprepared recommendations must appear before the Committee if requested.
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Members applying for promotion may appear before the Instructional Associate and Admin-istrative Associate Promotions Committee and may be accompanied by advisors/spokes-persons. Members shall be informed of when witnesses are to appear before the InstructionalAssociate and Administrative Associate Promotions Committee and shall have the right to bepresent and to question evidence presented. Members also have the right to call witnesses.Members may enlist the aid of the Union or CAUT. Nothing in this Article shall be construedas requiring a Member to appear before the Committee.
Minutes of proceedings, the names of witnesses heard, and copies of evidence received shallbe available to members of the Committee and to the Member.
The Committee shall normally meet between 20 November and 15 January to make a de-cision. The Committee’s decisions shall include written reasons and signature lines for allCommittee members. Decisions shall be signed by each member of the Committee whosupports the recommendation and rationale. Abstentions or dissenting viewpoints, includ-ing those that agree with the decision but do not agree with the supporting rationale, shallbe supported by written reasons. The reasons must be substantive, clearly related to qualifi-cations by rank and criteria for promotion, and sufficiently specific to enable the Member toknow the basis for the decision.
18.4.8 Implementation
18.4.8.1 Decisions

Decisions of the Instructional Associate and Administrative Associate Promotions Commit-tee(s) shall normally be made by 31 January and communicated to the Provost and HumanResources for implementation, with copies to the Member, the Department, the Dean/ Di-rector, and the Union. Decisions shall be accompanied by a statement, in writing, of reasons.The reasons must be substantive, clearly related to the qualifications by rank and criteria forpromotion, and sufficiently specific to enable the Member to know the basis for the decision.
18.4.8.2 Salary Adjustment

Salary adjustments made necessary by promotion shall be effective on the beginning day ofthe pay period that includes 1 April.
18.5 Appeals of Instructional Associate and Administrative

Associate Promotion Decisions
These appeal procedures replace grievance and arbitration (Article 4) for promotions proce-dures and decisions. The decision of the Continuing and Promotion Appeals Committee shallbe final and binding on both Parties and the Member. The Continuing and Promotion AppealsCommittee is an Arbitration Board under The Labour Relations Act.
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18.5.1 Initiating an Appeal
Members denied promotion may appeal to the Continuing and Promotion Appeals Commit-tee (per Article 17.5) within ten (10) working days of notification. A copy of the appeal, speci-fying the grounds on which it is based, shall be sent to the Chair of the Instructional Associateand Administrative Associate Promotions Committee.
18.5.2 Continuing and Promotion Appeals Committee
By 15 November, a Continuing and Promotion Appeals Committee shall be struck composedof one (1) Member of the Administrative Associate or Instructional Associate ranks appointedby the Union; one (1) Dean/Director, tenured or continuing Member, or Senate representativeon the Board of Governors appointed by the President; and a Chair chosen by the first two(2) from among Administrative Associate IIs, Administrative Associate IIIs, and InstructionalAssociate IVs. If the first two (2) cannot agree upon a Chair within one (1) week, a Chair shallbe selected by the Joint Administrative Committee from among the Administrative Asso-ciate IIs, Administrative Associate IIIs, and Instructional Associate IVs, with each Party havingthree (3) exclusions. The Union, the President, and the members chosen by the Union andthe President shall make every reasonable effort to include members belonging to the desig-nated groups on the Committee. Members of the Instructional Associate and AdministrativeAssociate Promotions Committee and Members applying for continuing or promotion can-not serve on the Continuing and Promotion Appeals Committee. Members of the Continuingand Promotion Appeals Committee may not have participated within the past eighteen (18)months in the preparation of recommendations for Members whose appeals are to be re-viewed.
As per Article 5.6.2, each Continuing and Promotion Appeals Committee member shall com-plete equity training designed to help them identify unconscious bias and other recognizedfactors that contribute to inequity, unlearn patterns of biased behavior, and adopt an equitymindset to direct all their activities at Brandon University. Such training shall also promoteunderstandings of the value of First Nations, Métis, Inuit, and Non-Status Indigenous knowl-edges. Committee members, including the Chair, shall have completed this training withinthe previous twenty-four (24) months and prior to examining any materials relevant to theappeals.
If the Member appointed by the Union, the member appointed by the President, or the Chairselected by the other two (2) members, or any combination thereof, is subsequently unableto serve, then those members of the Continuing and Promotion Appeals Committee thathave already been chosen shall remain in place. The member(s) unable to serve shall be re-placed utilizing the same process as the appointment of the original member(s).
18.5.3 Promotion Appeals Procedures
The Continuing and Promotion Appeals Committee shall utilize the procedures set out byThe Labour Relations Act and the Brandon University/BUFA Handbook on Appeals Proce-dures. In case of discrepancies, The Labour Relations Act will take precedence. The Contin-
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uing and Promotion Appeals Committee shall begin to hear appeals within one (1) week oftheir being submitted and shall normally make its decision within one (1) month of hearingan appeal. Witnesses shall give sworn testimony and are subject to cross-examination. De-cisions shall be sent to the Provost and Human Resources for implementation, with copiesto the Members, Departments, the Chair of the Instructional Associate and AdministrativeAssociate Promotions Committee, Deans/Directors, and the Union.
18.5.4 Promotion Appeals Decisions
If the Continuing and Promotion Appeals Committee finds in favour of the Member, and ifthe appeal was on the grounds

(a) that the decision of the Instructional Associate and Administrative Associate Promo-tions Committee was based on a misapprehension or misapplication of the criteria forpromotion, or was otherwise arbitrary, capricious, discriminatory, or in bad faith, or
(b) that the decision/recommendation was discriminatory (per Article 8), or
(c) that the decision/recommendation breached the Member’s academic freedom (per Ar-ticle 10),

then the Continuing and Promotion Appeals Committee may overturn the decision of theInstructional Associate and Administrative Associate Promotions Committee and grant thepromotion. If the appeal was on any other grounds than those outlined in subsections (a),(b), or (c) of this Clause, then the Continuing and Promotion Appeals Committee may notoverturn the decision, but may order the appropriate procedures to be repeated, if they arefound to have had a material effect on decision-making.
18.5.5 Costs
Reasonable costs associated with promotion appeals procedures will be borne by the Em-ployer. Transcription services during meetings will not be provided.
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Article 19: Evaluations
19.1 Evaluations of Professorial and Professional Members
Evaluations are intended to support Members’ formative development. Tenured and con-tinuing Members shall be evaluated in documented form by their Dean/Director every three(3) years. All other Members, except for those on one (1) year non-renewable term appoint-ments and Contract Academic Staff, shall be evaluated in documented form by their Dean/Director each academic year.
By 1 September, the Dean/Director shall notify Members who are to be evaluated duringthat academic year and begin the scheduling process. As part of the scheduling process, theDean/Director shall consult with the Member regarding the format of the evaluation and in-quire as to any cultural considerations that need to be taken into account. Nothing in this Arti-cle will preclude greater frequency of evaluations at the Member’s request or with the agree-ment of the Member.
Evaluations shall be based on the Dean’s/Director’s assessment of the Member’s performance,the Member’s current curriculum vitae, a meeting with the Member at which the criteria below(Article 19.2) may be discussed, as well as self-evaluation by the Member. The Member’s oralcontributions at the meeting with their Dean/Director shall be deemed sufficient to addresssuch self-evaluation. A Member may opt to submit material supporting their self-evaluationor providing evidence of review/evaluation from other sources. Such materials may includeassessment from peers outside of Brandon University (e.g., community members, Knowl-edge Keepers, Elders). Members shall provide their Dean/Director with an updated curriculumvitae not less than two (2) weeks prior to the meeting with the Member. The Dean/Directormust take into account in writing all materials submitted, orally or in writing, by the Memberduring the meeting.
Members may choose to articulate factors arising from belonging to one (1) or more of thedesignated groups, leaves, or accommodations that may affect their work or a portion thereof.When articulated by a Member in writing, these factors, leaves, or accommodations shall betaken into account in writing by the Dean/Director in the evaluation.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to conducting anyMember evaluations.
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19.2 Evaluation Criteria

19.2.1 Evaluation of Professorial Members
Evaluations of professorial Members shall address teaching, scholarship/research, and serviceas outlined in Article 14. Each Dean/Director, in consultation with their Faculty/Unit, shall de-velop a rubric for evaluation of teaching, scholarship/research, and service expectations. Thisevaluative tool shall be accessible and readily available to Members.
19.2.1.1 Evaluation of Teaching

Factors relating to teaching competence that may be discussed with the Member at the meet-ing with the Dean/Director and taken into account in the evaluation include, but shall not belimited to, the following:
(a) evidence of student achievements in which the Member has played an important sup-porting role;
(b) evidence of commitment and service to students;
(c) student survey data, including qualitative survey data when submitted by the Member;
(d) development of new courses and revision of existing courses, including efforts to cre-ate more inclusive, equitable, accessible learning environments for students, especiallythose students belonging to the designated groups;
(e) efforts to decolonize and Indigenize courses, programs, and academic processes;
(f) the Member’s development of instructional materials, teaching aids, and techniques;
(g) efforts to evaluate and improve teaching;
(h) assessments by graduates of the quality of instruction in light of subsequent profes-sional or graduate school experience;
(i) observations by the Dean/Director or designate based upon classroom visitations at atime mutually agreed upon by the Member and the Dean;
(j) assessments by other colleagues, with the Member’s consent.

Classroom visitations (Article 19.2.1.1 (i)) shall be conducted each year for tenure-track Mem-bers and Members on term appointments of longer than one (1) year. Classroom visitationsmay be conducted for tenured Members and Members on one (1) year non-renewable termappointments upon the Member’s request. Classroom visitations are normally performed bythe Dean/Director. In exceptional circumstances, at the Member’s request, classroom visita-tion can be performed by a mutually agreed designate.
Evaluative tools used during classroom visitations (e.g., a form of relevant items on whichMembers are to be evaluated) shall be developed by each Dean/Director in consultation withtheir respective Faculty/Unit and shall be accessible and readily available to Members.
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There is to be no consideration of any data that compares the Member’s teaching compe-tence to that of other Members or any other calculated averages.
19.2.1.2 Evaluation of Scholarship/Research

Scholarship/research attainment cannot be measured solely through traditional academicformats, such as peer-reviewed publications, or understood solely through traditional disci-plinary boundaries. Attainment in scholarship/research is multi-faceted and can reflect multi-ple types of knowledge and ways of knowing. Likewise, scholarship/research can be dissemi-nated in a wide variety of ways and venues such as a Teachings House.
In addition to the examples of scholarship/research in Article 14, factors relating to scholar-ship/research that may be discussed with the Member at the meeting with the Dean/Directorand taken into account in the evaluation include, but shall not be limited to, the following:

(a) development of new technologies or production of software;
(b) contributions to policy development and decisions, and education and clinical scopesof practice;
(c) development of highly trained personnel;
(d) development of relationships that are foundational to community-based research;
(e) development of research data management plans and/or making datasets available.

19.2.1.3 Evaluation of Service

Factors relating to service which may be discussed with the Member at the meeting with theDean/Director and taken into account in the evaluation include, but shall not be limited to,the following:
(a) self-evaluation and reflection on service contributions and/or statement of service phi-losophy;
(b) meaningful participation in collegial governance;
(c) providing support or mentoring for students, faculty, staff, or the broader communityby virtue of a shared belonging in one (1) or more of the designated groups;
(d) participation in development of institutional policies, plans, and/or procedures;
(e) mentoring of students outside course delivery and assigned job description;
(f) active participation in professional associations and communities of practice;
(g) applying one’s academic or professional expertise in community-based initiatives;
(h) effectiveness in taking leadership roles in Department, Faculty, and University activities;
(i) effective recruitment and retention of students.
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19.2.2 Evaluation of Professional Members
Evaluations of Instructional Associates, Professional Associates, Administrative Associates,and U Sports Athletics Members shall address the Member’s job description and applicableelements relevant to the Member’s qualifications by rank (Article 14). Where the position in-cludes teaching, scholarship/research, and/or service, the criteria identified in Articles 19.2.1.1,19.2.1.2, and 19.2.1.3 may serve as examples of factors to consider. Each Dean/Director, in con-sultation with their Faculty/Unit, shall develop a rubric for evaluation. This evaluative tool shallbe accessible and readily available to Members.
There is to be no consideration of any data that compares the Member’s job-related compe-tence to that of other Members.
19.2.3 Evaluation of Contract Academic Staff
Contract Academic Staff on course-based or EAP contracts teaching a minimum of one (1)three (3) credit hour course or EAP equivalent shall be evaluated in the second offering ofeach course contract to determine teaching competency prior to establishing right of firstrefusal (RFR). This evaluation shall involve a classroom visitation by the Dean/Director ordesignated Academic Administrator using the criteria and evaluation tool (Article 19.2.1.1),or, with the agreement of the Member, it may consist of a BU peer review performed as perArticle 19.4. Where the Member agrees to a peer review, it shall include a classroom visita-tion and address, at a minimum, a review of classroom management, student engagementstrategies, communication, and content knowledge. The results of the review shall be sharedwith the Dean/Director to inform the evaluation. The classroom visitation or peer review shallbe followed by a meeting of the Member with the Dean/Director to discuss the Member’steaching activities, including the class visitation/peer review, and any activities relevant to theMember’s courseload but not a part of the observed class. Where an evaluation has not beenconducted through no fault of the Member, the Contract Academic Staff’s teaching will bedeemed competent. Contract Academic Staff who hold RFR should be evaluated every four(4) years. Evaluations of Contract Academic Staff must be completed while the Member isunder contract.
Contract Academic Staff on professional services contracts of six (6) weeks or longer, or whoare on a second contract that shall bring their total employment period to three (3) months,shall be evaluated. Such evaluations shall use the tool(s) described in Article 19.2.2.
19.3 Evaluation Reports
A copy of any evaluation or set of evaluations shall be shared with the Member, who shallsign it as having been read before it is placed in the Member’s personnel file (see Article 32).Such documentation shall be shared with the Member no later than six (6) weeks after theclassroom visitation or receipt by the Dean/Director of the peer evaluation. Any Memberwho considers that they have been unfairly or inadequately evaluated may submit to theirDean/Director, within one (1) week of seeing the evaluation, a written objection, one (1) copy
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of which shall be attached to the evaluation in question and one (1) copy, signed by the Dean/Directoras having been seen, kept by the Member.
19.4 Peer Review of Teaching
Members may request a peer review of their teaching, facilitated by the Centre for Teach-ing, Learning, and Technology (CTLT). The documentation resulting from this review may beshared as part of the evidence used in Article 19.2.1.1, as well as any other relevant processoutlined in this Agreement. However, no inferences may be drawn from the absence of peerreview documentation.
As per Article 5.6.2, peer reviewers shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The peer reviewers shall have com-pleted this training within the previous twenty-four (24) months and prior to conducting anypeer reviews.
19.5 Student Surveys
The University may require that student feedback be solicited. Each Faculty/Unit will devisean instrument or instruments for use in soliciting student feedback as well as determine themodality of the student survey. Raw quantitative data will be shared with the Dean/Director,but no comparative data shall be generated or shall be allowed to be generated, shared, orutilized in any evaluative process. Transcriptions of comments by individual students (i.e.,qualitative data) will be made available to instructors who may determine without prejudicewhether they shall be considered in formal evaluation. Members may share qualitative datafrom student surveys with their Dean/Director; however, no inferences may be drawn fromthe absence of qualitative student survey data.
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Article 20: Workload
20.1 Definitions

20.1.1 Workload
Workload refers to all parts of a Member’s required work as defined in Article 14, AppendicesB, C, D, and E, and as described below. It can broadly be separated into teaching assignmentsand scheduled time as assigned by the Dean/Director, and scholarship/research, non-scheduledprofessional activities, and service, which are managed by the individual Member. Teachingassignments and scheduled time shall be made on a yearly basis for each academic year fol-lowing the process described below.
20.1.2 Teaching Assignments
Teaching assignment shall refer to any assignment of teaching of courses with a course num-ber and student credit hours as described in the Brandon University undergraduate or grad-uate calendar. Members in the professorial ranks, U Sports Athletic ranks, and InstructionalAssociate ranks normally have teaching assignments as part of their workload. Members inthe Professional Associate ranks may also have teaching assignments as part of their work-load, where indicated in their job description in Appendix B.
20.1.3 Scheduled Time for Professional Members
Members in the Professional Associate ranks and Administrative Associate ranks may, as partof their workload, have scheduled professional service time as defined in Article 20.3.3.
20.1.4 Definition of Workload by Position
Individual Members’ workload shall be established according to the type of appointment theyhold, as below.
20.1.4.1 Professorial Ranks

Workload normally includes the teaching assignment (per Article 20.3.1, excluding overload),scholarship/research, and service. The teaching assignment for each Member shall be deter-mined on a yearly basis following the process outlined in Article 20.4.
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20.1.4.2 Professional Associate Ranks

Workload normally includes responsibilities as defined in their job description in AppendixB, scholarship/research, teaching assignment (per Article 20.3.2 (b), excluding overload, andtheir job description in Appendix B), and service. The teaching assignment and/or scheduledtime for each Member shall be determined on a yearly basis following the process outlined inArticles 20.4 and 20.7.
20.1.4.3 Instructional Associate Ranks

Workload normally includes teaching assignment (per Article 20.3.2 (d), excluding overload,and their job description in Appendix C), other responsibilities as defined in their job descrip-tion in Appendix C, and service. Teaching assignment shall be determined on a yearly basisfollowing the process outlined in Article 20.4.
20.1.4.4 Administrative Associate Ranks

Workload includes responsibilities as defined in their job description in Appendix D and ser-vice. Scheduled time shall be determined on a yearly basis following the process outlined inArticle 20.7.
20.1.4.5 U Sports Coach Ranks

Workload includes teaching assignment (per Article 20.3.2 (f), excluding overload, and theirjob description in Appendix E), coaching duties (including but not limited to planning andconducting practices, games, travel arrangements, recruitment, mentoring, and training), andservice. The teaching assignment shall be determined on a yearly basis following the processoutlined in Article 20.4.
20.1.4.6 U Sports Athletic Director Ranks

Workload includes teaching assignment (per Article 20.3.2 (f), excluding overload, and theirjob description in Appendix E), responsibilities as described in their job description in Ap-pendix E, and service. The teaching assignment shall be determined on a yearly basis fol-lowing the process outlined in Article 20.4.
20.1.4.7 U Sports Athletic Therapist Ranks

Workload includes teaching assignment (per Article 20.3.2 (f), excluding overload, and theirjob description in Appendix E), responsibilities as described in their job description in Ap-pendix E, and service. The teaching assignment shall be determined on a yearly basis fol-lowing the process outlined in Article 20.4.
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20.1.4.8 Teaching Overload

Teaching overload shall be calculated according to the norms set out in Article 20.3 and shallnot be counted as regular workload; no commensurate reduction in other duties shall be ex-pected.
20.1.5 Notice of Unavailability
Members are expected to be engaged in their workload during the entire year, with the ex-ception of the holidays and observances as specified in Article 24 and the vacation period asspecified in Article 25. Members who will be unavailable to fulfill the responsibilities of theirjob for more than five (5) consecutive working days shall inform their Dean/Director.
20.2 Staffing Process

20.2.1 Searches to Begin Early
To maintain program quality and integrity and to facilitate efficient hiring of the best possiblecandidates, search procedures shall be carried out as early as possible in the academic year.
20.2.2 Staffing Requests
For searches that are to begin in October, Departments shall normally submit requests totheir Dean/Director for tenure-track, continuing-track, or term positions before the previous 1May.
20.2.3 Staffing Decisions
Staffing decisions about tenure-track, continuing-track, and/or term replacements, as well asContract Academic Staff allocations, will normally be communicated to Departments by 30September.
20.3 Teaching Assignments and Scheduled Time

(a) No Member may be compelled to teach more than the standard teaching assignmentat their rank (e.g., fifteen (15) credit hours in one (1) academic year for Members in theprofessorial ranks on a full-time regular appointment).
(b) No Member may be compelled to provide more than their approved scheduled time asper Article 20.7 without commensurate reduction or redistribution of duties. In no caseshall scheduled time preclude a Member from fulfilling other duties that are required ona weekly and/or daily basis.
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(c) Once teaching assignments and scheduled time have been approved, Members mayelect, but shall not be required, to accept additional teaching assignments or scheduledtime in a given academic year (Articles 20.4.8 or 20.7.6). Such additional teaching as-signments or scheduled time, recommended by the Department and approved by theDean/Director, shall constitute overload.
(d) For the professorial ranks, teaching assignments in excess of the Member’s standardteaching assignment or, when it is lower, their approved teaching assignment, and inaccordance with Article 15.5, constitutes overload and shall be paid at Contract Aca-demic Staff course-based contract rates.
(e) For Instructional Associates, overload shall be defined as any teaching assignment ex-ceeding that specified in the Member’s job description. In the event that a Departmentrecommends, and the Dean/Director approves, a teaching assignment lower than thatdescribed in the Instructional Associate’s job description, teaching assignments abovethe approved load (Article 20.4.5.3) shall constitute overload. In accordance with Article15.5, overload shall be paid at Contract Academic Staff course-based contract rates.
(f) Taking into account the factors outlined in Articles 20.4.1 and 20.4.2, the teaching as-signment of new Members on tenure-track professorial rank appointments shall nor-mally be nine (9) credit hours, and no higher than twelve (12) credit hours, in the firstyear of their contract and twelve (12) credit hours in the second year of their contract.The Employer will provide Contract Academic Staff coverage to facilitate this reductionwhen required.
(g) Taking into account the factors outlined in Articles 20.4.1 and 20.4.2, the teaching as-signments of new Members in the Instructional Associate ranks may be reduced fromthat specified in their job description in the first year of their contract as recommendedby the Department. The Employer will provide Contract Academic Staff coverage tofacilitate this reduction when required.
(h) Taking into account the factors outlined in Articles 20.7.1 and 20.7.2, the scheduled timein the Professional Associate ranks normally shall be no more than fifteen (15) hoursper week in the first year of their appointment and no more than twenty (20) hoursper week in the second year of their appointment. The Employer will provide ContractAcademic Staff coverage to facilitate this reduction when required.
(i) Members in the Administrative Associate ranks will not be assigned scheduled timewith their clientele until they have been appropriately trained to undertake those spe-cific tasks, as determined by their Dean/Director in consultation with the Department.

20.3.1 Teaching Assignments for the Professorial Ranks
(a) The standard teaching assignment for Members in the professorial ranks on a full-timeregular or term appointment shall be fifteen (15) credit hours in one (1) academic year.In exceptional circumstances, Departments may recommend assignments of fewerthan fifteen (15) credit hours. Departmental recommendations shall be accompaniedby a written rationale based on Articles 20.4.1 and 20.4.2.
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(b) The teaching assignment of Members in the professorial ranks on amended appoint-ments shall be consistent with the terms outlined in Article 15.17.
(c) The standard teaching assignment of Members in the professorial ranks on full-timeterm appointments of six (6) months shall normally be nine (9) credit hours, and nor-mally over one (1) academic term.
(d) No Member may be compelled to teach in more than two (2) terms in an academicyear.

20.3.2 Teaching Assignments for Professional, Instructional,
Administrative Associate, and U Sports Athletic Ranks

(a) Where the workload of Professional Associates, Instructional Associates, or U SportsAthletic Ranks includes a teaching assignment, such teaching shall be assigned as perArticle 20.4.
(b) Professional Associates may teach a maximum of twelve (12) credit hours in one (1) aca-demic year as part of their teaching assignment. They may also accept overload con-tracts of up to nine (9) credit hours in one (1) academic year.
(c) Where a Professional Associate holds a teaching assignment in a given academic year,the scheduled time shall be calculated to include the teaching assignment.
(d) The standard teaching assignment of Instructional Associates on full-time regular ap-pointments shall be clearly indicated in their respective job descriptions (Appendix C).In no circumstance shall a job description include a teaching assignment that exceeds amaximum of twenty-four (24) credit hours of combined lecture, laboratory, and clinicalinstruction in one (1) academic year. Instructional Associates may teach up to a maxi-mum of six (6) credit hours resulting from lecture contact hours, with the exception ofMembers holding the rank of Instructional Associate IV, in which case the maximum isnine (9) credit hours. They may also accept overload contracts of up to nine (9) credithours in one (1) academic year for overload work above the standard teaching assign-ment identified in their job description. Any such overload contracts shall be carried outabove and beyond their regular workload as defined in their job description and in thisArticle.
(e) Administrative Associates may not hold a teaching assignment as part of their regularworkload. They may, however, accept Contract Academic Staff course-based contractsof up to nine (9) credit hours in one (1) academic year. Any such Contract AcademicStaff assignment shall be carried out above and beyond their regular workload as de-fined in their job description and in this Article.
(f) In accordance with qualifications of the Member, U Sports Athletic ranks will normallyteach six (6) credit hours but teaching may range from three (3) to nine (9) credit hours.These Members may also accept overload contracts of up to six (6) credit hours in one(1) academic year beyond the nine (9) credit hours. Any such overload contracts shall
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be carried out above and beyond their approved assignment as defined in their job de-scription and this Article.
(g) When release time for duties listed in Article 20.8 is granted to a Member who holdsthe rank of Professional Associate, Instructional Associate, or Administrative Asso-ciate, the level of reduction in the Member’s workload shall be negotiated by the Mem-ber and the Department to which the Member belongs, subject to the approval of theDean/Director, who will communicate the decision to the Member and Chair, in writing,with copies to all Members of the Department. Release time may involve a reduction inthe standard teaching assignment or the scheduled time assignment, or a release fromother responsibilities described in the job description. Such a release will not be unrea-sonably denied.
(h) In the exceptional event that the Dean/Director disapproves the recommended level ofreduction referred to in Article 20.3.2 (g), the Dean/Director shall give reasons and askthe Department to reconsider its recommendations. Should the Department and theDean/Director reach an impasse, the Dean/Director shall determine the commensuratelevel of reduction. It is the Dean’s/Director’s responsibility to ensure that the level ofreduction is fair and equitable.
(i) The Employer recognizes that scholarship/research is integral to the development ofProfessional Associates and required in order to earn promotion. In order to pursue suchactivities, Professional Associates shall be entitled to utilize a minimum of twenty (20)working days per year for this purpose. The Dean/Director shall not unreasonably denyscheduling of scholarship/research days. There is no implication that twenty (20) work-ing days per year satisfies the expectations for scholarship/research (e.g., Articles 14.3 (c)and 14.5.1 (c)).

20.3.3 Scheduled and Non-Scheduled Time for Professional Ranks
(a) Scheduled time refers to those duties in a professional Member’s job description thatrequire a specific time and place for the activity to occur (e.g., student appointments,walk-in availability, workshops). Scheduled time also includes pre-approved travel re-quired for the provision of scheduled time (e.g., travel time for recruiting presentations,travel time to provide in-person services away from a professional Member’s estab-lished place of work). Scheduled time is distinct from the teaching assignment a profes-sional Member may hold.
(b) Non-scheduled time refers to those duties in a Member’s job description that can beundertaken flexibly, without specific time and/or place requirements. Apart from meet-ing deadlines for work completion, professional Members shall be free to fulfill theirnon-scheduled job requirements with full autonomy.
(c) When release time for duties listed in Article 20.8 is granted to a Member who holdsthe rank of Professional Associate, Instructional Associate, or Administrative Asso-ciate, the level of reduction in the Member’s workload shall be negotiated by the Mem-ber and the Department to which the Member belongs, subject to the approval of the
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Dean/Director, who will communicate the decision to the Member and Chair, in writing,with copies to all Members of the Department. Release time may involve a reduction inthe standard teaching assignment or the scheduled time assignment, or a release fromother responsibilities described in the job description. Such a release will not be unrea-sonably denied.
20.4 Assignment of Teaching

20.4.1 EDIDR
Teaching assignment recommendations must consider, in writing, factors relating to equity,diversity, inclusion, decolonization, and reconciliation, as well as the factors outlined in Article20.4.2, which include scholarship/research activities, service activities, and/or job descriptionresponsibilities related to each Member’s appointment.
20.4.2 Factors Informing Teaching Assignments
All teaching assignments shall be recommended by the Department in consultation with theMember. These recommendations, to ensure that they are fair and equitable, shall take intoaccount, in writing, the following factors, in no particular order, as well as others where andwhen appropriate:

(a) the number of new courses
(b) the number of new preparations
(c) class size
(d) marker/demonstrator assistance
(e) laboratory preparation and set-up
(f) nature of the discipline
(g) pedagogy
(h) class scheduling
(i) the teaching assignment of the Member in previous years
(j) the type of appointment held by the Member and other duties of the Member outlinedin Article 14 or in Appendices B, C, D, and E

(k) scholarship/research as described in Article 14.3 (c)
(l) service beyond the normal expectations described in Article 14 (e.g., disproportionateundergraduate student degree advising; disproportionate and time-intensive commit-tee work; individual mentoring and/or support of students or other Members; confer-ence organizer)
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(m) program needs, including reliant programs in other Departments
(n) program design and/or renewal initiatives proposed by Members
(o) student enrolment initiatives (recruitment and retention)
(p) development of asynchronous courses.

The Dean/Director is responsible for assigning teaching assignments and ensuring, in writing,that these assignments are fair and equitable. These assignments will take into considerationthe above-listed factors, in no particular order, and others when and where appropriate.
20.4.3 Funds for CAS and Overload Contracts
Beginning 1 April 2023, the Employer agrees to dedicate funds equivalent to no less thanforty (40) Contract Academic Staff course-based contracts or overload contracts for replace-ment courses (three (3) credit hours) in each academic year to ensure program delivery whilemaintaining equitable workloads.
20.4.4 Department Recommendation
20.4.4.1 Departmental Meeting

The Department, in a properly constituted meeting, shall consider the factors outlined in Ar-ticles 20.4.1 and 20.4.2 and recommend the teaching assignments of Department members,including credit hours, courses, timetable, mode of delivery (as per Article 22) and coursecaps, as well as all other courses offered by or through the Department. Normally, the modeof delivery recommended by the Department shall be the established modality of the course/program.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Members shall have completedthis training within the previous twenty-four (24) months and prior to making any recom-mendations.
Technologically mediated courses may be included in a Member’s normal instructing load oroverload only with the consent of the Member, the Department, and the Dean/Director. Suchconsent shall not be unreasonably withheld. Any course or program regularly offered onlinemust be approved in that mode of delivery. This Clause does not apply to Contract AcademicStaff offerings where in-person delivery is planned, but no individual is available to teach thecourse in person.
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20.4.4.2 Challenge in Program Delivery

In the event that a recommendation for a Member assigned teaching workload of fifteen (15)credit hours yields a challenge with program delivery, and the Department has made rea-sonable efforts to resolve this challenge, the University will make reasonable efforts to pro-vide resources in order to ensure equitable workloads for Members and adequate resourcesfor program delivery, but will not normally recommend solving it by denying the proposedteaching assignment of said Member.
20.4.4.3 Recommendations and Clarification

The Department shall forward its written teaching assignment recommendation, as per Ar-ticle 20.4.4.1, to the Dean/Director by 15 November for evaluation and approval. The rec-ommendation shall reference the factors set out in Articles 20.4.1 and 20.4.2 and shall in-clude the proposed teaching assignment of Members, as well as courses to be taught by Con-tract Academic Staff and/or term replacements. The Department’s recommendation shallbe copied to all Members of the Department. In the event that a Member objects to theirteaching assignment recommendation on the grounds that they allege it is unfair and/or in-equitable (per Articles 20.4.1 and 20.4.2), they may request, in writing, within five (5) workingdays of this recommendation, clarification of their Department’s submission. The Depart-ment has five (5) working days to provide, in writing, this clarification and/or any resultantchanges to its recommendation to the Member, copied to the Dean and all Members of theDepartment.
20.4.5 Dean’s/Director’s Approval
20.4.5.1 Approvals and Clarification

The Dean/Director may request, in writing, clarification on the Departmental recommenda-tion of teaching assignment. The Dean/Director approves the teaching assignment of eachMember, and other courses taught by or through the Department.
In approving teaching assignments, the Dean/Director shall consider and reference in writingthe Department’s recommendations. Teaching assignments will include specific reference tocourse assignments, course caps, mode of delivery, and timetable for all courses taught by orthrough the Department.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to examining anyrecommendations.

- 178 -



20.4.5.2 Disapprovals and Clarification

In the exceptional event that the Dean/Director disapproves the teaching assignment rec-ommended by the Department, they shall give reasons, in writing, based upon Articles 20.4.1and 20.4.2 and ask the Department to reconsider its recommendations. Should the Depart-ment and the Dean/Director reach an impasse, the Dean/Director shall assign teaching. It isthe Dean’s/Director’s responsibility to ensure that teaching is assigned in a fair and equitablemanner as outlined in Articles 20.4.1 and 20.4.2.
The Dean’s/Director’s assignments shall be copied to all Members of the Department. In theevent that a Member objects to their teaching assignment on the grounds that they allege it isunfair and/or inequitable (per Articles 20.4.1 and 20.4.2), they may request, in writing, withinfifteen (15) working days of this assignment, clarification of the Dean’s/Director’s decision. TheDean/Director has fifteen (15) working days to provide, in writing, this clarification and/or anyresultant changes to their teaching assignment to the Member, copied to the Chair and allMembers of the Department.
20.4.5.3 Communication of Decisions

The Dean/Director shall inform the Department of the teaching assignments, with specificcourse assignments, course caps, mode of delivery, and timetable for all courses offered byor through the Department and advise the Department of all approved courses to be of-fered by Contract Academic Staff, with copy to the Union. The Dean/Director shall commu-nicate these decisions to the Department Chair/Program Coordinator, in writing, copied to allMembers of the Department, no later than 1 February, with the limited exceptions of Articles20.4.7 and 20.4.9.
20.4.6 Teaching Assignment for New Appointments
Teaching assignments for new appointments shall be communicated to the Member as far inadvance of the commencement of instruction as possible, normally within fifteen (15) work-ing days of the date of hire and normally no later than six (6) weeks before the start of term.
20.4.7 Teaching Assignments and Sabbatical Leaves
A Member on sabbatical leave for half of the academic year will normally be assigned half oftheir usual teaching, up to a maximum standard teaching assignment of nine (9) credit hours,as per Articles 20.4.1, 20.4.2, and 20.4.4. In Departments where course offerings do not easilyallow for a standard teaching assignment to be divided by two (2), a Member may opt to di-vide their teaching assignments over two (2) half-years coinciding with half-sabbaticals suchthat the total teaching assignment of those two (2) half-years is equal to one (1) completeyear of teaching assignment. Such options will be documented in the Department’s approvedteaching assignments and in the sabbatical approval.
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20.4.8 Alterations to Approved Teaching Assignments
Once assigned, no alterations may be made to teaching assignments, assigned courses, coursecaps, mode of delivery, and timetable of a Member except by the mutual agreement of theDean/Director and the Member, and upon the recommendation of the Department to theDean/Director, which shall normally be provided within five (5) working days of the request,in accordance with Article 20.4.4, although note the limited exceptions in Article 20.4.9.Any alterations to teaching assignments, course caps, mode of delivery, and/or timetableof a Member shall be communicated to the Member and Department Chair, in writing, withcopies to all Members of the Department.
20.4.9 Exceptions
The Parties recognize that circumstances may arise such that modification to teaching as-signments are required in order to maintain program delivery and/or fair and equitable dis-tribution of teaching assignments. Four (4) recurring examples of such circumstances are de-scribed below.
Where modifications to teaching assignments are necessary, they shall take place in con-sultation with the Member(s) involved, the Department, and the Dean/Director. Normally,any change to teaching assignment must be completed no less than ten (10) weeks prior tothe start of the term in which the change comes into effect. All changes to workload will becopied, in writing, to all Members of the Department and the Union.
20.4.9.1 Zero-Enrolment Courses

Courses with zero (0) enrolment may be cancelled by the Dean/Director no later than twelve(12) weeks prior to the start of the academic term in which the course is scheduled. In such acase, the Department, in consultation with the Member, shall recommend an equitable al-ternate teaching assignment, as per Articles 20.4.1, 20.4.2, and 20.4.4. The Department willnormally provide its recommendation to the Dean/Director within five (5) working days ofthe cancellation.
20.4.9.2 Enrolment in Music Applied Courses

In the School of Music, the Parties recognize the challenge in assigning teaching for appliedcourses in the absence of precise student numbers. In determining teaching assignment rec-ommendations, the Members and the Department shall endeavour to build flexibility withintheir recommendations. Alterations may be necessary beyond 1 February for required ap-plied courses. In making alterations, the Member, the Department, and the Dean shall con-sider the following priorities, in no particular order: the necessity to accommodate studentand program needs, equitable teaching assignment distribution, and the attempt to minimizedisruption in teaching assignments. The Dean shall endeavour to notify the Department ofany changes as early as possible, and no later than 15 July. In adjusting teaching assignmentsto meet the needs of changing student enrolment, the Member, the Department, and the
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Dean shall not unreasonably withhold consent. This Clause supersedes the zero (0) enrol-ment course process as outlined in Article 20.4.9.1 for applied Music courses.
20.4.9.3 Topics/Readings Courses, Undergraduate and/or Graduate Thesis Supervision

In undergraduate and graduate programs with topics courses, readings courses, and/or theses,the Parties recognize the challenge in assigning teaching for such courses in the absence ofprecise student numbers. In determining teaching assignment recommendations, the Mem-bers and the Department shall endeavour to build flexibility within their recommendations.Alterations may be necessary beyond 1 February for topics/readings courses or thesis super-vision. In making alterations, the Member, the Department, and the Dean/Director shall con-sider the following priorities, in no particular order: the necessity to accommodate studentand program needs, equitable teaching assignment distribution, and the attempt to minimizedisruption in teaching assignments. The Dean/Director shall endeavour to notify the Depart-ment of any changes as early as possible, and no later than 15 July. In adjusting teaching as-signments to meet the needs of changing student enrolment, the Member, the Department,and the Dean/Director shall not unreasonably withhold consent. This Clause supersedes thezero (0) enrolment course process as outlined in Article 20.4.9.1.
20.4.9.4 Unanticipated Changes in Departmental Staffing

Challenges may arise with the temporary or permanent departure of a Member with little orno advance notice. When such a situation occurs, distribution of teaching assignments maybe affected in the short term or in the longer term.
In addressing an unanticipated departure, the Department, the Dean, and any affected Mem-ber shall endeavour to arrive at a fair and equitable teaching assignment redistribution fol-lowing the steps outlined in Articles 20.4.4 to 20.4.6, normally within ten (10) working daysof the departure. In making such decisions, the Dean shall communicate to the DepartmentChair, in writing, copied to all Department Members, any term, overload, or Contract Aca-demic Staff course-based contracts that will be made available before the Department pro-poses an amendment to their teaching assignments.
20.5 Teaching Assignment Calculation
The teaching assignment value allocated to teaching a course, including technologically me-diated courses (Article 22), is normally equivalent to its student credit hour weighting. Thefollowing exceptions are noted:
20.5.1 Team-Taught Courses
20.5.1.1 All Members Attend All Classes

Team-taught courses in which all Members attend all, or virtually all, the classes and are jointlyresponsible for the administration of the entire course shall be weighed four thirds (4/3) in
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calculating teaching assignment. For example, each of two (2) Members team teaching athree (3) credit hour course will be granted two (2) credit hours of teaching assignment.
20.5.1.2 Members Responsible for Portions

Shared courses in which Members are responsible for portions of the course shall be proratedamong the Members according to their respective contributions. For example, each of two(2) Members equally sharing a three (3) credit hour course will be given one and one-half (1.5)credit hours.
20.5.2 Special Delivery Courses
There is a requirement that in the conventional delivery of a Brandon University course, therewill be a minimum of thirty-six (36) lecture contact hours for each three (3) credit hour course;the normal range has been thirty-six (36) to thirty-nine (39). It is recognized that courses willsometimes require delivery modes other than the conventional where the number of con-tact hours greatly exceeds the minimum requirement of thirty-six (36) contact hours for eachthree (3) credit hour course. This will be the case in the Special Projects (i.e., PENT and CBE)in particular. The following formula will apply for calculation of instructor teaching assign-ment: for a three (3) credit hour course, in the event that the lecture contact hours lie be-tween the minimum requirement and forty-one (41) contact hours, then the instructor credithour rating will be the regular course credit rating. For every additional six (6) lecture contacthours above thirty-six (36), the instructor credit hour rating will be increased by one-half (0.5)credit hour. For six (6) credit hour courses, in the event that the lecture contact hours lie be-tween the minimum requirement and seventy-seven (77) contact hours, then the instructorcredit hour rating will be the regular course credit hour rating (i.e. six (6) credit hours). For ev-ery additional six (6) lecture contact hours above seventy-seven (77), the instructor credithour rating will be increased by one-half (0.5) credit hour.
20.5.3 Supervision of Field Experience
20.5.3.1 Education and Music

In Education and Music, the supervision of the field experience of one (1) student, for eachweek of that student’s placement, equals 0.08 of one (1) credit hour per week if the supervi-sion is conducted by Brandon-based Members and requires traveling beyond one hundred(100) kilometers from their normal place of employment to observe students in the field,and 0.04 of one (1) credit hour for all other instances if the supervision is assigned by the Of-fice of Field Experience to which the Member is responsible.
20.5.3.2 PENT

In the PENT program, the supervision of the field experience of one (1) student, for each weekthat the student is evaluated by the field experience supervisor plus one (1) additional week
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to complete other substantive work, equals 0.08 of one (1) credit hour per week, if the su-pervision requires traveling beyond one hundred (100) kilometers to observe students in thefield, and 0.04 of one (1) credit hour for all other instances if the supervision is assigned bythe Office of Field Experience to which the Member is responsible.
20.5.4 Clinical & Practica Supervision in Health Studies
20.5.4.1 Direct Clinical Supervision

In Health Studies, direct (on-site) clinical supervision of one (1) clinical section (up to seven (7)students per clinical section):
(a) courses with eight (8) clinical hours per week for twelve to thirteen (12-13) weeks equalfour (4.0) credit hours.
(b) courses with twelve (12) clinical hours per week for twelve to thirteen (12-13) weeksequal six (6.0) credit hours.
(c) courses with sixteen (16) clinical hours per week for twelve to thirteen (12-13) weeksequal eight (8.0) credit hours.
(d) courses with twenty-four (24) clinical hours per week for twelve to thirteen (12-13) weeksequal twelve (12.0) credit hours.
(e) courses with forty (40) clinical hours per week for three (3) weeks equal four (4.0) credithours.

20.5.4.2 Indirect Clinical Supervision

In Health Studies, indirect (field) supervision teaching assignment is calculated at one-half(1/2) of direct (on-site) clinical supervision for courses with up to seven (7) students:
(a) four (4) clinical hours per week for twelve to thirteen (12-13) weeks equals one (1.0)credit hour, and prorated when enrolment exceeds seven (7) students at a rate of 1/7of a credit hour (i.e., 0.1429 credit hour) for each additional student.
(b) twelve (12) clinical hours per week for twelve to thirteen (12-13) weeks equals three (3.0)credit hours.
(c) forty (40) clinical hours per week for three (3) weeks equals two (2.0) credit hours.

20.5.4.3 Senior Practicum

In all undergraduate programs in Health Studies, supervision of students for Senior Practicumshall be credited as one-half (0.5) credit hours of teaching assignment per student.
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20.5.5 Topics and Thesis Supervision
20.5.5.1 Undergraduate Topics and Reading Courses

Undergraduate topics and reading courses are defined as courses in which the number ofcontact hours per week is normally less than the standard minimum of thirty-six (36) hoursper term. Teaching assignment credit for undergraduate topics and reading courses will beone-third (1/3) the student credit hour rating for each student up to the student credit hourrating of the course.
20.5.5.2 Undergraduate Thesis Courses

Undergraduate thesis courses, as identified in the course calendar, are normally courses inwhich a Member supervises an individual student working on an individual project. Teachingassignment credit for these courses will be one-third (1/3) the student credit hour rating foreach student. This does not apply to a thesis course in which the Member normally teachesmore than one (1) student (with the exception of Article 20.5.4.3).
20.5.5.3 Thesis Exhibition in Fine Arts

Teaching assignment for Thesis Exhibition within the Bachelor of Fine Arts (BFA) programshall be calculated at one-third (1/3) the credit hour rating for the course. Where the course isshared, credit hours shall be calculated in accordance with Article 20.5.1.2.
20.5.5.4 Graduate Topics Courses

Graduate topics courses are weighted as follows:
(a) one (1) student: teaching assignment (and minimum weekly instructor contact) at one-half (1/2) the course credit hour rating.
(b) two (2) students: teaching assignment (and minimum weekly instructor contact) attwo-thirds (2/3) the course credit hour rating.
(c) three (3) students: teaching assignment (and minimum weekly instructor contact) atfull course credit hour rating.

20.5.5.5 Graduate and Undergraduate Thesis Supervision

(a) Responsibility for supervision of a Master’s thesis shall equal one (1) credit hour in eachof the first and second years of the student’s program. When a full sabbatical interruptsthis allocation, that credit hour shall be assigned in the year following the sabbaticalunless the supervision has been assigned to another Member.
(b) Members in the Faculty of Science who are supervising graduate and/or undergraduatethesis students shall receive a maximum of three (3) credit hours per academic year forsupervision of graduate and/or undergraduate thesis students but may elect to super-vise more than three (3) graduate and/or undergraduate thesis students.
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(c) Supervision of a graduate practicum in Education (07:651) shall equal one quarter (0.25)of one (1) credit hour.
20.5.6 Music
20.5.6.1 Private Instruction

Assigned private instruction of one (1) student for one (1) hour per week over the fall and win-ter terms equals one (1) credit hour of teaching assignment.
20.5.6.2 Large Ensemble Conducting

Large ensemble conducting (> fifteen (15) members) over the fall and winter terms equalsfive (5) credit hours of teaching assignment. Small ensemble and chamber music coach-ing/conducting will receive credit equivalent to one-half (1/2) the number of contact hoursper week per term.
20.5.7 Laboratory Workload
For the purposes of this section, a lab must meet the following criteria: (a) be listed in the cal-endar; (b) be scheduled in the registration guide indicating a specific instructor(s), time, and inno more than one (1) location concurrently; and (c) run for a minimum of ten (10) weeks perterm with scheduled activities or exercises each week. This definition of labs includes tutori-als and open labs that meet the above criteria. For the purposes of this section, the followingdefinitions will apply:
Course Instructor—Member(s) responsible for the lecture portion of the course; this may ormay not be the same as the Lab Instructor.
Lab Instructor—the Member who is listed in the registration guide and is responsible for theoverall organization of the lab. May also include Contract Academic Staff Lab Instructors.
Lab Assistant—person(s) not responsible for the overall organization of the lab, but assiststhe Lab Instructor, normally in day-to-day duties such as lab preparation or set-up, in-labdemonstration, assisting students during lab, and/or clean-up at the conclusion of the lab.A Lab Assistant may also provide grading assistance to the Lab Instructor. A Lab Assistant isnormally a graduate or undergraduate student working under supervision, and not a BUFAMember. In the case of graduate student Lab Assistants, the Lab Assistant may or may notwork under the direct supervision of the Lab Instructor during the lab period. In the case ofundergraduate student Lab Assistants, the Lab Instructor will normally be present in the laband directly supervise the Lab Assistant during the lab period.
Members assigned a Lab Assistant shall, through their Department’s teaching assignmentrecommendation, identify the scenario that describes how their Lab Assistant shall contributeto the delivery of instruction. Members who teach all or part of the laboratory component ofa course shall receive credit according to the following scale:
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Scenario Credit Hours1. Lab Instructor(s) solely responsible.Labs are handled exclusively by the Lab Instructor. If shared amongmultiple Lab Instructors, credit hours are allocated according to theproportion of lab contact hours per week.
Lab Instructor0.5 × lab contacthrs./wk.

2. Lab Instructor with supervised Lab Assistant(s).The Lab Instructor handles the instruction and is present for themajority of each lab period, directly supervising the Lab Assistant,who provides some assistance, such as lab preparation,demonstration, assisting students during lab, and/or clean-up.

Lab Instructor0.25 × lab contacthrs./wk.
3. Lab Instructor with unsupervised lab Assistant(s).The Lab Instructor is responsible for the overall organization of thelab, and some instruction, but is not normally present for the entirestudent contact in the lab period (some instruction and/ordemonstration, and most student assistance). The Lab Instructorand Lab Assistant may share responsibility for preparation, set-up,and clean-up.

Lab Instructor0.25 × lab contacthrs./wk.

4. Lab Instructor with unsupervised Lab Assistant(s).Lab Instructor is responsible for overall organization but is notnormally present during the lab period. A Lab Assistant isresponsible for the majority of instruction and spends the majority ofeach lab period assisting students. The Lab Instructor and LabAssistant may share responsibility for preparation, set-up, andclean-up.

Lab Instructor0.125 × labcontact hrs./wk.

Lab instruction may be shared in the same manner as team-taught courses, as per Article20.5.1.
20.5.8 Studio Art Instruction
Studio art instruction, where the Member is solely responsible for the studio component ofthe course, shall be deemed to be equivalent to one-half (1/2) the number of studio con-tact hours per week for each term. Where the Member receives some assistance, for exam-ple the help of a student studio assistant or other studio assistant, the Member will receivecredit equivalent to one-quarter (1/4) the number of studio contact hours per week for eachterm. Where there is a lecture component of studio art courses, the lecture component shallbe calculated on a one-to-one basis (i.e., one (1) lecture hour is equivalent to one (1) con-tact hour). Members may, upon recommendation of the Department and determination ofthe Dean/Director, combine studio and lecture components to produce three (3) credit hourteaching assignment equivalents (e.g., six (6) studio hours; two (2) lecture hours and two (2)studio hours; one and one-half lecture hours (1.5) and three (3) studio hours).
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20.5.9 Practice in Arts & Science
In the Faculties of Arts and Science, teaching assignment for practica and work experienceshall be one-half (0.5) credit hour per student.
20.5.10 Travel for Teaching
Where, as part of assigned teaching, the Member, the Department, and the Dean/Directormutually agree that teaching a course shall involve regular travel between classroom sitesmore than one hundred (100) kilometers from their normal Brandon University campus, theassigned teaching shall be one and one-half (1.5) times the number of student credit hours.
20.6 Professional Service Workload

20.6.1 Value of Professional Ranks
The University recognizes the importance to its academic mission of U Sports Members’,Professional Associates’, Instructional Associates’, and Administrative Associates’ continuingdevelopment as members of the academic faculty and acknowledges that their pursuit ofscholarly activities brings benefits to and enhances the University, their professions, and theindividual Member.
20.6.2 Flexibility and Autonomy
Professional Members have job descriptions composed of multiple duties and are entitled toflexibility and autonomy in scheduling their workflow to ensure all parts of their job descrip-tion can be completed within an academic year.
20.6.3 Professional Service Workload Assignment Submission to the

Department
Professional Members will prepare a professional service workload assignment submissionwhich shall be copied to all Members of the Department. The professional service workloadassignment submission shall include only that portion of a Member’s workload that is sched-uled time (see Article 20.3.3). The professional service workload assignment submission shallinclude modality for service provision. With the exception of scheduled time, it is understoodthat professional Members work with autonomy and flexibility and need not account for gen-eral work hours. As the experts in their services, professional Members best understand anyseasonal demands for more time dedicated to specific items within their job description andwill incorporate these needs into their professional service workload assignment submission.Professional Members who do not have any scheduled duties shall indicate this in their pro-fessional service workload assignment submission.
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All professional Members are required to submit individual professional service workload as-signments. Professional Members with shared or similar job descriptions are not required toprovide the same amount of scheduled time in their professional service workload assign-ment submission, recognizing that different professional Members may be responsible fordifferent configurations of items within their job description.
20.7 Assignment of Professional Service Workload

20.7.1 EDIDR
Professional service workload assignment recommendations must consider factors relating toequity, diversity, inclusion, decolonization, and reconciliation, as well as the factors outlinedin Article 20.7.2, which include scholarship/research activities, service activities, and/or jobdescription responsibilities related to each Member’s appointment.
20.7.2 Factors Informing Scheduled Time Assignments
Factors to be taken into account when assigning a Member’s scheduled time shall include, inno particular order and not limited to, the following:

(a) nature of the discipline
(b) pedagogy
(c) documentation and other professional obligations
(d) best practices as outlined by relevant professional organizations
(e) scheduled time of the Member in previous years
(f) the type of appointment held by the Member and other duties of the Member outlinedin Article 14 or in Appendices B, C, D, and E, particularly the requirement for profes-sional attainment including scholarship/research as described in Article 14.5.1
(g) program needs, including programs identified as mandatory by Senate or programsgoverned by legislation
(h) research requirements
(i) program design and/or renewal initiatives
(j) service, including ongoing service commitments and service arising over the course ofthe year.

20.7.3 Department Recommendation
20.7.3.1 Departmental Meeting

The Department, in a properly constituted meeting, shall consider the individual submissionsof its members as well as factors outlined in Articles 20.7.1 and 20.7.2 and recommend the
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professional service workload assignments of Department members, including modalities ofthe professional services.
As per Article 5.6.2, each Department member shall complete equity training designed tohelp them identify unconscious bias and other recognized factors that contribute to inequity,unlearn patterns of biased behavior, and adopt an equity mindset to direct all their activitiesat Brandon University. Such training shall also promote understandings of the value of FirstNations, Métis, Inuit, and Non-Status Indigenous knowledges. Members shall have completedthis training within the previous twenty-four (24) months and prior to examining any recom-mendations.
20.7.3.2 Recommendations and Clarification

The Department shall forward its written professional services workload recommendation,as per Article 20.7.3.1, to the Dean/Director by 15 November for evaluation and approval. Therecommendation shall reference the factors set out in Articles 20.7.1 and 20.7.2 and shall in-clude the proposed scheduled time of Members. The Department’s recommendation shall becopied to all Members of the Department. In the event that a Member objects to their pro-fessional service workload assignment recommendation on the grounds that they allege it isunfair and/or inequitable (per Articles 20.7.1 and 20.7.2), they can request, in writing, withinfive (5) working days of this recommendation, clarification of their Department’s submission.The Department has five (5) working days to provide, in writing, this clarification and/or anyresultant changes to its recommendation to the Member, copied to the Dean/Director and allMembers of the Department.
20.7.4 Dean’s/Director’s Approval
20.7.4.1 Approvals and Clarification

The Dean/Director may request, in writing, clarification on the Departmental recommenda-tion of professional service workload assignment. The Dean/Director approves the profes-sional service workload assignment of each Member. In approving professional service work-load assignments, the Dean/Director shall consider and reference in writing the Department’srecommendations. Professional service workload assignments will include specific referenceto mode of delivery, peak periods of scheduled time, and seasonal activities. In the event thata Member objects to their professional service workload assignment on the grounds that theyallege it is unfair and/or inequitable (per Articles 20.7.1 and 20.7.2), they can request, in writ-ing, within fifteen (15) working days of this assignment, clarification of the Dean’s/Director’sdecision. The Dean/Director has fifteen (15) working days to provide, in writing, this clarifica-tion and/or any resultant changes to their assignment to the Member, copied to the Chair andall Members of the Department.
As per Article 5.6.2, the Dean/Director shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,

- 189 -



Métis, Inuit, and Non-Status Indigenous knowledges. The Dean/Director shall have com-pleted this training within the previous twenty-four (24) months and prior to examining anyrecommendations.
20.7.4.2 Disapprovals and Clarification

In the exceptional event that the Dean/Director disapproves the professional service work-load recommended by the Department, they shall give reasons, in writing, based upon Ar-ticles 20.7.1 and 20.7.2 and ask the Department to reconsider its recommendation. Shouldthe Department and the Dean/Director reach an impasse, the Dean/Director shall assign pro-fessional service workload. It is the Dean’s/Director’s responsibility to ensure that professionalservice workload is assigned in a fair and equitable manner as outlined in Articles 20.7.1 and20.7.2.
20.7.4.3 Communication of Decisions

The Dean/Director shall inform the Department of the professional service workload assign-ments, including specific reference to mode of delivery, peak periods of scheduled time, andseasonal activities, with copy to the Union. The Dean/Director shall communicate these deci-sions to the Department Chair, in writing, copied to all Members of the Department, no laterthan 1 February.
20.7.5 Professional Service Workload Assignments and Sabbatical Leaves
Where a Member is on sabbatical leave for half of the academic year, their professional ser-vice workload assignment shall follow the established pattern for the period of the academicyear when they are not on leave. Specifically, they shall not be assigned a higher proportionof scheduled time for that portion of the year when they are not on sabbatical.
20.7.6 Alterations to Approved Professional Service Workload

Assignments
Once assigned, no alterations may be made to professional service workload assignments, in-cluding scheduled time and mode of delivery, of a Member except by the mutual agreementof the Dean/Director and the Member, and upon the recommendation of the Departmentto the Dean/Director, which shall normally be provided within five (5) working days of therequest. Any alterations to professional service workload assignments shall be copied to allMembers of the Department.
20.7.7 Adjustments to Scheduled Time
If adjustments to the professional service workload assignment are required that increase aprofessional Member’s scheduled time in a week, the Member is entitled to an equivalentreduction in scheduled time in a later week.
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20.7.8 Time in Lieu
When Members are required to provide more than thirty-five (35) hours of scheduled time ina week, they are entitled to equivalent time in lieu within the same academic year. This timeis to be scheduled in consultation with the Dean/Director, who will communicate the agreed-upon schedule, in writing, to the Member with copies to all Members of the Department.
20.7.9 Unanticipated Changes in Departmental Staffing
Challenges may arise with the temporary or permanent departure of a Member with little orno advance notice. When such a situation occurs, offering of professional services may beaffected in the short term or in the longer term.
In addressing an unanticipated departure, the Department, the Dean/Director, and any af-fected Member shall endeavour to arrive at a fair and equitable professional service workloadassignment redistribution following the steps outlined in Articles 20.7.3 and 20.7.4, normallywithin ten (10) working days of the departure. In making such decisions, the Dean/Directorshall communicate to the Department Chair, in writing, copied to all Members of the Depart-ment, any term, overload, or Contract Academic Staff contracts that will be made availablebefore the Department proposes an amendment to their professional service workload as-signment.
20.7.10 Introduction of Professional Services Workload
To facilitate the introduction of professional service workload assignment in the 2023–2027Collective Agreement, the Employer commits to hiring two (2) new full-time (tenure-track orcontinuing-track) professional service positions, beyond the number of existing and vacantBUFA positions in those ranks as of 1 April 2023. These positions are to be allocated one (1)in each of the second and third years of this Collective Agreement. The Parties agree that atransparent and collegial process shall determine where each of these positions shall be allo-cated.
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20.8 Assignment Reductions

20.8.1 Release from Teaching Assignment or Scheduled Time
Members performing the following duties shall receive a reduction in their teaching assign-ment and/or scheduled time assignment:

(a) Department Chairs—three (3) credit hours (also note Article 20.8.1 (m))
(b) Campus Recreation Director—nine (9) credit hours
(c) Coordinator of Student Advisors in Education—three (3) credit hours
(d) Chair of the Graduate Program in Education—six (6) credit hours
(e) Chair of the Graduate Program in Music—three (3) credit hours
(f) Coordinator of Gender and Women’s Studies—three (3) credit hours
(g) Coordinator of Environmental Science—three (3) credit hours
(h) Chair of Joint Department of Music Education (JDME)—five (5) credit hours
(i) Coordinator of Master of Science (Environmental and Life Sciences)—three (3) credithours
(j) Chair(s) of Brandon University Research Ethics Committee (BUREC)—six (6) credit hours,allocated to the Chair or Co-Chairs, as determined by the Committee, and with any re-quired Contract Academic Staff funding provided through the Office of the Provost

(k) Coordinator of the Graduate Program in Psychiatric Nursing—three (3) credit hours
(l) Chair of Equity Review Committee—three (3) credit hours

(m) As per Article 20.4.2, Member(s) with exceptional and/or additional duties as describedby the Department requiring time commitments or responsibilities beyond usual ser-vice expectations—credit hours as recommended by the Department, and approvedby the Dean/Director, in writing, to the Member and copied to the Members of the De-partment.
20.8.2 Release for Union Work
The University shall permit the Union to purchase up to a six (6) credit hour reduction in theteaching assignment of each of the BUFA President and two BUFA Vice-Presidents at Con-tract Academic Staff course-based contract rates and up to a three (3) credit hour reductionin the teaching assignment for each member of the BUFA Negotiation Team in each aca-demic year they are active.
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20.8.3 Release for Members with No Teaching Assignment
Where a Member engaged in any of the activities listed in Articles 20.8.1 or 20.8.2 does nothave a regular teaching assignment, the Department may recommend reduction either tothe scheduled time or to other duties in the job description. Such reduction shall be com-mensurate with the credit hour reduction using the following calculation: one (1) credit hour =thirty-six (36) scheduled hours or work hours on other duties. Departments shall make everyreasonable effort to recommend reductions such that the impact on program delivery is min-imized. The Department may also recommend hiring an individual on a professional servicescontract basis to ensure program delivery continues; the Employer shall not unreasonablydeny providing such a replacement.
20.8.4 Purchase of Release When Funded
The Employer may permit Members to purchase a reduction in teaching assignment, at Con-tract Academic Staff course-based contract rates, if funded by a research grant.
20.8.5 Alterations to Releases
Once assigned, no alterations may be made to release(s) of a Member except by the mutualagreement of the Dean/Director and the Member, and, where applicable, upon the recom-mendation of the Department to the Dean/Director, which shall normally be provided withinfive (5) working days of the request. Any alterations to release(s) of a Member shall be com-municated to the Member and Department Chair, in writing, with copies to all Members ofthe Department.
20.9 Contract Academic Staff Contracts and Stipends

20.9.1 Rates
Members on Contract Academic Staff contracts (as per Article 16) and Members on overload(as per Article 15.5) shall be remunerated at Contract Academic Staff rates negotiated be-tween the Parties (as per Appendix F). The remuneration shall be based on the credit hourrating assigned to the course or courses, or at the weighting outlined in this Collective Agree-ment, or based on the terms of the professional services workload requirements, for whichthe overload or Contract Academic Staff contract is held.
20.9.2 Credit Hour Limit
Unless otherwise agreed by the Parties, no one shall be issued Contract Academic Staff course-based contracts totaling more than twelve (12) credit hours cumulatively of teaching credit inany one (1) academic year.
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20.10 Workload for English for Academic Purposes (EAP)

20.10.1 Student Credit Hours
For the purposes of assigning workload:

(a) Levels 1–3 courses in the EAP program with up to fourteen (14) students will be as-signed nine (9) student contact hours; and
(b) Level 4 courses in the EAP program with up to fourteen (14) students will be assignedeleven (11) student contact hours.

20.10.2 Issuance of Contract
Contracts for EAP courses will be issued with as much notice as possible, normally not lessthan ten (10) days prior to the start of the course.
20.10.3 Amalgamation of Levels
In an effort to proceed with low enrolment courses (i.e., fewer than four (4) students), theDean/Director, in consultation with the Director of International Activities and with the agree-ment of the Coordinating Instructor, may decide whether or not amalgamation of levels shalloccur. Should the decision be to amalgamate levels, the Director of International Activitiesshall consult with the Coordinating Instructor(s) and seek their input as to the most suitableway to amalgamate levels. Amalgamated sections shall not exceed twelve (12) students andwill be assigned twelve (12) student contact hours. Level 4 courses may not be amalgamated.
20.10.4 Course Cancellation
Courses with zero (0) or low (i.e., fewer than four (4) students) enrolment may be cancelledby the Dean/Director after contracts are produced, but no later than five (5) working daysbefore the commencement of the course. The Dean/Director will provide a rationale to theCoordinating Instructor for course cancellation. For the purposes of RFR, the cancellation ofa course as described in this Clause shall automatically extend the maintenance period of aMember holding RFR for that course.
20.10.5 Distinct Workload
Workload for the EAP program will be considered separate and distinct from other workloadassigned to Members. Individuals who teach in EAP maintain the ability to teach twelve (12)credit hours of Contract Academic Staff course-based contracts.
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20.11 Transition from Canada Research Chair (CRC)
Appointment

Where a Member assumes a regular appointment after holding a CRC appointment, a teach-ing assignment transition plan shall be required. Transition plans shall be formulated in con-sultation with the Member, the Department, the Dean/Director, the Vice-President (Re-search), and the Provost. Transition plans shall normally be for a duration of two (2) to four(4) years and may include the final year of the Member’s CRC appointment. Once the CRCappointment is concluded, Members are eligible to apply for amended appointments as perArticle 15.17; application to an amended appointment can be included in a Member’s CRCtransition plan. Once agreed, a Member’s CRC transition plan shall be included in the Depart-mental teaching assignment recommendations and Dean/Director assignments of teachinguntil the conclusion of the plan.
20.12 Markers, Peer Tutors, Lab Assistants
The Employer recognizes the benefit for Members to have markers, peer tutors, and/or labassistants in some courses and the benefits that accrue to students who serve in these func-tions, and will provide funds for this purpose. Faculty requests for such support positions,copied to all Members of their Department, shall clearly articulate a rationale and will not beunreasonably denied. Decisions, including rationale, on these requests shall be copied to allMembers of the Department. The Dean/Director is responsible for assigning support posi-tions and ensuring, in writing, that they are distributed fairly and equitably.
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Article 21: Department Chairs and Program
Coordinators

21.1 Department
For purposes of this Article, “Department” should be read broadly as written in the Definitionsto include the subject areas in the Faculties of Arts, Education, Health Studies, and Science;the program areas in the School of Music; Library and Archives; Indigenous Peoples’ Centre;and Student Services. For purposes of this Article, in Faculties offering Master’s degree pro-grams, the Chair of Graduate Program(s) is considered equivalent to a Department Chair.
21.2 Degree Program Coordinators
The function of the Program Coordinators of Gender and Women’s Studies and Environmen-tal Science at Brandon University is to coordinate, facilitate, and expedite matters pertain-ing to the operation of the Program, to ensure that program policy decisions are carried out,and to demonstrate initiative and leadership in the conduct of program business. For the pur-poses of this Article, “Program Coordinator” shall refer specifically to the coordinators of thesedegree Programs.
21.3 Chair Responsibilities
Responsibilities of Department Chairs are of two (2) types:

(a) those that require transmission or implementation of the collective decisions made bya majority vote of all members of the Department, and
(b) those that normally do not require consultation with members of the Department.

For example, the determination of Departmental/Program course offerings, recommenda-tions concerning appointments, dismissals, tenure, continuing, promotion, teaching and pro-fessional service workload assignments and budget are type (a) responsibilities. Student ad-vising, assessing transfer credit requests, performing degree audits, or attending chairs meet-ings are examples of type (b) responsibilities.
21.4 Department Chair and Program Coordinator Selection
Department Chairs and Program Coordinators of Gender and Women’s Studies and Environ-mental Science Programs shall be selected by procedures established by Faculty Councils.
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Such procedures must satisfy the following criteria:
(a) selection must be by majority vote of a Department/Program and prior to formulat-ing the teaching assignment or professional service recommendation for the followingacademic year. The Dean/Director shall be notified of the Department’s/Program’s se-lection, including term of office, concurrently with the Department’s/Program’s teachingassignment or professional service recommendation;
(b) in the exceptional event that no member of the Department/Program is willing and/oravailable to assume the role of Chair/Coordinator, the Department/Program shall promptlynotify the Dean/Director. In that case, duties of the Chair/Coordinator shall be dis-charged on an interim basis by the Dean/Director. The Dean/Director shall not act asChair/Coordinator on any matter that would normally require a recommendation tothe Dean/Director. The Dean/Director shall, at the next meeting of the Faculty Council,seek election of the relevant Department Chair/Program Coordinator, from members ofthe Faculty Council, who is acceptable to the majority of the members of the Depart-ment/Program;
(c) terms of office shall commence on 1 July and end on 30 June;
(d) release time for Department Chair/Program Coordinator duties shall follow the regularacademic year so that a Chair/Coordinator beginning on 1 July shall have their releasetime applied in the academic year beginning the following 1 September;
(e) when a Department Chair/Program Coordinator is replaced partway through an aca-demic year, the release time for both Chairs/Coordinators shall be prorated accordingly;
(f) terms of office may not exceed three (3) years; there is no limit to the number of termsa Chair/Coordinator may serve;
(g) in the event a Chair/Coordinator would be on leave for more than three (3) months, anew Chair/Coordinator shall be selected;
(h) during their term, a Chair/Coordinator may be removed from office by a Review Com-mittee similar to the Selection Committee which appointed them; the Dean/Directorshall strike a Review Committee at the written request of two (2) members of the De-partment/Program or on the Dean’s/Director’s own initiative. In the event of removal,the Department shall recommend equitable redistribution of teaching or professionalservice workload assignments.

21.5 Director of Campus Recreation
The Director of Campus Recreation shall be selected by a Selection Committee according tothe following procedures:

(a) the Selection Committee shall consist of the members of the Department of PhysicalEducation and be chaired by the Administrator to whom the Director, Campus Recre-ation reports;
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(b) the term of office may not exceed three (3) years; there is no limit to the number ofterms the Director may serve;
(c) in the event the Director would be on leave for more than three (3) months, a new Di-rector shall be selected;
(d) during their term, the Director may be removed from office by a Review Committeesimilar to the Selection Committee which appointed them; the Dean/Director shallstrike a Review Committee at the written request of two (2) members of the Depart-ment/Program or on the Dean’s/Director’s own initiative. In the event of removal, theDepartment shall recommend equitable redistribution of teaching or professional ser-vice workload assignments.

21.6 Release Time
The Chairs and Coordinators of all Departments/Programs as defined in Article 21.1 shall re-ceive release time as defined in Article 20.8.1. Departments/Programs may recommend re-lease time in excess of that defined in Article 20.8.1 where deemed necessary for performingthe duties of the Chair/Coordinator of that Department/Program.

- 198 -



Article 22: Use of Technologies and
University Systems in Teaching
and Professional Services

22.1 Technological Mediation of Courses and Professional
Services

In most cases, courses and professional services offered by Brandon University are in per-son. Many of these involve some form of technological mediation to support course contentdelivery, management of student records, and/or provision of professional services. The de-livery of in-person courses does not preclude delivery of synchronous online courses, asyn-chronous online courses, and/or blended online courses to meet the pedagogical require-ments of academic programs. The delivery of in-person professional services does not pre-clude the delivery of synchronous online or asynchronous online professional services tomeet the operational needs of the program/service area.
22.2 Definitions

22.2.1 In-Person Courses
In-person courses are courses where students are primarily physically present with the in-structor.
22.2.2 Synchronous Online Courses
Synchronous online courses are courses where students participate from remote locations inreal time by technological mediators such as the internet or video link.
22.2.3 Asynchronous Online Courses
Asynchronous online courses are courses where lecture content is primarily delivered throughpreviously stored data (usually electronically stored) and made available to students via in-structional technology for completion at the students’ own pace within a set timeframe.
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22.2.4 Blended Online Courses
Blended online courses are courses where some content is delivered in person and somecontent is delivered online.
22.2.5 In-Person Professional Service
In-person professional service is provided in a specified location assigned for the purpose ofmeeting between the Member and the student(s), where both Member and student(s) arephysically present.
22.2.6 Synchronous Online Professional Service
Synchronous online professional service refers to services where student(s) participate fromremote locations in real time by technological mediators such as the internet or video link.
22.2.7 Asynchronous Online Professional Service
Asynchronous online professional service refers to services where content is primarily de-livered through previously stored data (usually electronically stored) and made available tostudent(s) via instructional technology for completion at the students’ own pace.
22.3 Hybrid Courses or Hybrid Professional Services
A hybrid (dual-modality) course or professional service occurs where the course or profes-sional service is offered to students in person and online concurrently. No Member shall berequired to teach or provide a professional service in a hybrid format.
22.4 Recommended Modality
The modality of course or professional service delivery shall be considered by the Member,the Department, and the Dean/Director as part of workload considerations in keeping withArticle 20. Where the Dean/Director reasonably disagrees with the Department’s recommen-dation of modality, the decision of the Dean/Director shall stand, and the Dean/Director shallcommunicate rationale for their decision in writing in line with Article 20.
The Dean/Director shall not require a Member to teach or provide professional service in amodality that is outside the established modality of the program/unit in which the course orprofessional service is offered.
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22.5 Departmental Recommendations for Asynchronous
Online Course Development

The Department may include development of asynchronous online courses in its teachingassignment recommendations as per Article 20.4.2.
22.6 University-Supported Technology
Members assigned to teach synchronous online, asynchronous online, or blended onlinecourses, or to deliver professional services online shall be provided with the technological andhuman resources reasonably required to develop and to conduct the course or service. Mem-bers shall be provided with appropriate training in the use of standard University-supportedinstructional technology. Members shall use standard University systems for grade entry, stu-dent correspondence and messaging, and student recordkeeping. Members electing to usenon-standard/non-University-supported instructional technologies to deliver content areresponsible for their professional development on use of these technologies.
22.7 Responsibility for Technology
Members are responsible for managing and organizing course or professional service contentstored in instructional technologies and for establishing student access to this content. Tech-nological support for issues extending beyond organization of course or professional servicecontent shall be the responsibility of professional, technical, and support staff, not the in-structor, when University-supported technology is used. Members are responsible for obtain-ing necessary vendor support when they opt to use non-standard/non-University-supportedinstructional technologies to deliver courses or provide professional services; in such cases,Members may request, but are not entitled to, assistance from professional, technical, andsupport staff with such instructional technologies.
22.8 No Contracting Out
Courses taught in part or entirely online and professional services provided in part or entirelyonline shall not be offered by Brandon University unless a Member (Contract Academic Staff,term, tenure-track, continuing-track, continuing, or tenured) has been assigned such work.
22.9 Copyright and Control
Members who use any form of technological mediation shall retain copyright under Article33 regardless of the medium used to broadcast, transmit, retransmit, publish, record, or storethe content. Further, any course or professional service content created by a Member and
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stored on any University system shall be reputed to be under the custody and control of thatMember.
As copyright holder, the Member who creates course or professional service content retainsexclusive rights to its alteration, revision, or amendment as per Article 33. No other changesmay be made without the written consent of the copyright holder.
22.10 Academic Freedom
The Parties agree that academic freedom in teaching and professional service provision in-cludes the freedom of Members to select and use those teaching and support materials theybelieve to be appropriate, including the freedom to use or not use any specific technologyexcept as set out in Article 22.6.
22.11 Partnership/Collaboration Agreements
With the exception of Campus Manitoba and Inter-Universities Services (or the successors ofthese organizations as applicable), synchronous online or asynchronous online courses deliv-ered by any organization other than Brandon University shall not be offered by Brandon Uni-versity. This does not preclude Brandon University from entering into partnership/collaborationagreements with other institutions/organizations; such agreements shall be developed throughopen, transparent, and collegial consultation with Departments and Faculties, and duly ap-proved through Senate. No such course offering shall have the effect of displacing work nor-mally attributed to a Member (Contract Academic Staff, term, tenure-track, continuing-track,tenured, or continuing).
22.12 No Displacement, Layoff, or Redundancy due to

Technology
No Member holding a continuing, tenured, continuing-track, or tenure-track appointmentshall be displaced, laid off, or made redundant as the result of the use of instructional tech-nology.
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Article 23: Own-Account Work
23.1 Fulfillment of Obligations
A Member may engage in own-account work provided that the activity does not interferewith the fulfillment of their obligations to the Employer as defined in this Collective Agree-ment.
23.2 Discussion with Dean/Director
Before agreeing to undertake any substantial paid professional activity, the Member shall dis-cuss the activity with the relevant Dean/Director to ensure that the activity conforms to therequirements of Article 23.1.
23.3 Written Report
Upon written request of the Dean/Director, a Member shall submit a written report of all paidprofessional activities.
23.3.1 Use of University Resources
A Member shall not use University facilities, equipment, supplies, or other services, or en-gage any other University personnel in the conduct of own-account activities without makingappropriate financial arrangements in advance with the Vice-President (Administration & Fi-nance).
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Article 24: Observances and Holidays
24.1 General
The following days shall be considered holidays: New Year’s Day, Louis Riel Day, Good Friday,Victoria Day, Canada Day, Terry Fox Day, Labour Day, National Day for Truth and Reconcilia-tion, Thanksgiving Day, Remembrance Day, Christmas Day, Boxing Day, and any other holi-day so proclaimed by Federal or Provincial statute or University authorities.
24.2 Designated Holiday
When any of the holidays identified in Article 24.1 fall on a Saturday or Sunday, the Presidentor their designate shall substitute another working day as the holiday. The President or theirdesignate shall declare by 1 March the day the holiday(s) is (are) to be observed as a paid holi-day for all Members.
24.3 No additional remuneration
A Member will not receive additional remuneration in the event they choose to work on aholiday.
24.4 No regular classes
Regularly scheduled classes will not be held on a holiday, and only essential services will beprovided by the Employer.
24.5 Indigenous Cultural Practices
First Nations, Métis, Inuit, and Non-Status Indigenous Members may access up to five (5)paid days per calendar year, prorated from the date of appointment, to observe and/or par-ticipate in cultural practices of their choosing, including ceremony, commemoration, hunt-ing, harvesting, and other such activities/events. The Member shall normally advise theirDean/Director at least five (5) working days in advance of the planned observance. Whensuch an observance reduces the student contact hours of one (1) or more courses or sched-uled professional service time, the Member shall indicate how they will make up those hours.
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Article 25: Vacation and Leave
25.1 Vacation
“Vacation” is defined as that period of time when a Member need not be engaged in appro-priate professional activity.
25.1.1 Yearly Vacation Allotment
Members on full-time appointments shall receive an annual vacation of six (6) weeks, pro-rated from the date of appointment, inclusive of the designated vacation days, plus one (1)additional day, between Christmas and New Year’s as determined and announced by HumanResources each year.
25.1.2 Proration for Part-Time Appointments
Members on part-time appointments shall receive a vacation which is prorated.
25.1.3 Scheduling Vacations
A Member shall schedule their vacation period by mutual agreement with their Department,subject to the approval of the Dean/Director, before the vacation is taken. Such approval shallnot be unreasonably withheld. Negative decisions shall be in writing and include reasons. AllMembers shall be entitled to take their vacations for an uninterrupted period (namely five(5) or six (6) consecutive weeks). Vacation requests shall not be denied solely on the basis ofcontinuity of service.
25.1.4 No Carry-Over
There will be no carry-over of vacation from one calendar year (January–December) to thenext. Members do not have the option of receiving pay in lieu of vacation.
25.2 Leave of Absence
Upon the request of the Member and on the recommendation of the Dean/Director to thePresident, a Member may be granted leave of absence without pay. The Employer will rec-ognize any leave not articulated in this Article that is provided within The Employment Stan-dards Code as may be amended from time to time.
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25.2.1 Letter of Particulars
The President shall communicate their decision to the Member with copies to the Dean/Director,Human Resources, and the Union. Where a leave of absence has been approved, the lettershall indicate the years accredited towards sabbatical leave at the commencement and atthe completion of the leave. A Member who takes a leave which has been declared not to betime toward sabbatical leave may not subsequently grieve the declaration. The letter shall in-dicate whether the time on leave is to count towards steps in rank. Members on leave of ab-sence who are engaged in activities consistent with their qualifications by rank or job descrip-tion shall receive steps in rank accrued during the leave. Members on return from a leave ofabsence shall receive scale increases. A Member’s time on leave of absence shall be countedas time to seniority.
25.2.2 Benefits While on Leave of Absence
A Member on leave of absence shall be entitled, but not required, to maintain membershipin the benefit plans (e.g., extended health, pension, long-term disability) from time to time inforce, subject to the terms of the individual plans. The Employer is not required to maintainpayments in such plans. The Member’s superannuation rights accrued prior to the date of theleave shall not be affected.
25.3 Court Leave
A Member served with a document requiring them to appear as a witness during court pro-ceedings where the Member is not a party to the proceedings or to serve jury duty shall bepaid the difference between their regular full salary during such leave and any sum paid themfor such jury or witness duty. Supporting documentation may be requested by Human Re-sources.
25.4 Compassionate Care Leave
It is recognized that certain emergencies may arise in a Member’s personal or family life whichmay require their absence from the University. The Member shall request compassionate careleave from their Dean/Director or Human Resources. The maximum time will be in accor-dance with The Employment Standards Code. Supporting documentation may be requestedby Human Resources. Such leave shall not be unreasonably refused. Compassionate careleave shall be at full salary and benefits.
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25.5 Bereavement Leave
A Member may be absent for up to five (5) working days as bereavement leave, for the deathof a family member or loss of pregnancy. Up to two (2) additional working days may be re-quested for travel. Supporting documentation may be requested by Human Resources. Allsuch days shall be with pay.
25.6 Sick Leave

25.6.1 Sick Leave Provisions for Full-Time or Part-Time Appointments
Members on full-time or part-time appointments who are unable to carry out their duties be-cause of physical and/or mental illness shall be entitled to full salary and benefits, proratedbased on full-time equivalency, for up to one hundred and eighty (180) continuous calendardays. If the Member returns to work for up to thirty (30) continuous calendar days and thengoes on sick leave again due to a recurrence of the same illness as that which caused the orig-inal absence, the time away from work shall continue to count to the one hundred and eighty(180) day total. At the conclusion of the one hundred and eighty (180) days, benefits to whichthe Member may be entitled under the Long-Term Disability Plan come into effect. Memberswho return to work from a sick leave and have exhausted their one hundred and eighty (180)days sick leave will not be entitled to a further sick leave for a recurrence of the same illnessas that which caused the previous sick leave, until such time as they have completed one (1)year of continuous employment without an absence due to illness of more than ten (10) daysduring the one (1) year period. Entitlement under the Long-Term Disability Plan is evaluatedaccording to the plan provisions. Members may access up to a maximum of ten (10) sick daysfor the sudden or planned obligations for caring for immediate family members.
25.6.2 Sick Leave Provisions for Term Appointments
Members on term appointments shall be entitled to sick leave as set out in Article 25.6.1;however, uninsured sick leave benefits shall not continue beyond the end date of the termappointment.
25.6.3 Sick Leave Provisions for Contract Academic Staff
Contract Academic Staff shall be entitled to paid sick leave; however, sick leave benefits shallnot continue beyond their contract end date.
25.6.4 Notification
For absences anticipated to be longer than five (5) working days, Members shall notify Hu-man Resources of their absence and its probable duration as soon as is reasonably possible.Human Resources shall inform the Dean/Director who shall advise the Department Chair.
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Members may be required to submit medical documentation as directed by Human Re-sources to cover physical and/or mental illnesses which cause more than five (5) workingdays’ absence. Where Human Resources requires documentation, they shall reimburse anycosts associated in obtaining medical documentation to a maximum of seventy-five dollars($75) per Human Resources request. Members shall notify their Dean/Director and Depart-ment Chair of short-term absences anticipated to be five (5) working days or fewer.
25.7 Political Leave
It is appropriate for Members to run for remunerated elected public office. A Member is en-titled to up to four (4) weeks paid leave in the period from the issuance of the writ or otherdeclaration of an election period to the election itself to participate as a candidate for elec-tion. Members are expected to arrange the leave, including its duration, with their Dean/Directorwith as little disruption as possible to the functioning of their Department.
25.7.1 Term of Political Leave
If elected to full-time paid office, the Member shall be granted an unpaid leave of absence forthe term of office. Should they be elected for subsequent terms that extend beyond six (6)years, then after the sixth (6th) year, their appointment and leave terminate, but they shall begiven a priority position for the first opening in their area of competence.
25.7.2 Normal Rights while on Political Leave
During the period of their leave as an elected representative, a Member shall be entitled tothe normal rights of leave, consistent with Article 25.2.2.
25.7.3 Possibility of Other Arrangements
These conditions ought to be looked upon as being minimum conditions and ought not topreclude the possibility of making other mutually acceptable arrangements, as, for example,arrangements for part-time teaching where it is practicable.
25.8 Special Leave
Special leave is leave which may be granted by the Employer with full or partial pay and whichis not dealt with by other Clauses of this Article. This Clause provides the necessary flexi-bility to allow consideration of all applications for leave, as, for example, applications by In-structional Associates for study leave or by Members for research leaves for the same pur-pose as sabbatical leave (see Article 25.8.1), among others. The conditions of special leaveswill be agreed to by the Member, the Employer, and the Union after consultation with theDean/Director and the Department concerned. A Member who has taken a special leave is
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under an obligation to return to Brandon University for a period equal in length to the dura-tion of the special leave or to reimburse the University an amount equal to their salary whilethey were on leave. This requirement may be waived by mutual agreement of the Memberand the Employer.
25.8.1 Special Leave as Equivalent to Sabbatical
Leave granted under Article 25.8 shall be accompanied by a statement as to whether theleave period is declared by the Employer to be for the same purpose as sabbatical leave asdefined in Article 25.10. If the special leave is declared to be for the same purpose as sab-batical leave, the Member’s accumulated years of service accredited toward sabbatical leaveat the completion of the special leave shall be nil. If the special leave is not declared to befor the same purpose as sabbatical leave, the years accredited toward sabbatical leave at thecompletion of the special leave will be the years accredited toward sabbatical leave at thecommencement of the leave. A Member who takes a special leave which has been declaredto be for the same purpose as sabbatical leave may not subsequently grieve the declaration.Members on special leave shall receive annual salaries on return which include the total in-creases granted while they were on special leave.
25.9 Birth and/or Parental Leave
A Member who qualifies under The Employment Standards Code is eligible for birth and/orparental leave as per the Maternity and/or Parental Leave provisions of The EmploymentStandards Code.
A Member on birth and/or parental leave may elect to defer contractual decisions (e.g., re-appointment, tenure, etc.) by an equivalent period of time, and shall so advise the Dean/ Di-rector by written notice.
Nothing in this Article shall prevent a Member from claiming sick leave for absences fromwork due to illness.
The provisions of this Article shall be no less than those in The Employment Standards Codeand the Federal Employment Insurance Act as may be amended from time to time.
The purpose of parental leave is to provide time off for childcare that is necessitated by thebirth or adoption of a child. There shall be one (1) total period of parental leave, with or with-out allowance, per pregnancy or adoption such that the total period of parental leave is notgreater than the period permitted by the Employment Insurance Act. When both parents areMembers, this period may be taken wholly by one (1) or shared between the two (2) eligibleparents.
A Member who takes birth leave and parental leave shall take them in one (1) continuous pe-riod unless the Member and the Employer otherwise agree. A Member’s parental leave shallend no later than the end of the insurable period according to the Employment InsuranceAct, and commence not later than the first anniversary of the date on which the child is born
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or adopted or comes into the care and custody of the Member. However, a Member mayend their parental leave earlier by giving written notice to the Dean/Director at least two (2)weeks or one (1) pay period, whichever is longer, before the day the Member wishes to endthe leave.
Upon return to work, a Member who has taken leave(s) under this Article shall resume theirposition, unless otherwise agreed to by the Parties and assuming the Member’s employmentcontract date has not expired, with their full regular biweekly salary and benefits as providedunder this Collective Agreement.
25.9.1 Birth Leave Allowance
In order to qualify for birth leave allowance during birth leave, a Member must qualify for ma-ternity leave in accordance with the provisions of The Employment Standards Code and

(a) hold a continuing, probationary, or tenured appointment, or a term appointment formore than one (1) year; and
(b) have completed at least seven (7) consecutive months of employment with the Uni-versity, with an appointment of at least fifty percent (50%) of a normal workload, im-mediately prior to the date on which the proposed leave commences; and
(c) submit a written notice to the Dean/Director prior to the commencement of the aca-demic term during which the leave is to occur and at least four (4) weeks prior to thecommencement of the leave (such notice period being alterable by mutual agree-ment and inapplicable if the Member stops working because of complications causedby pregnancy or because of birth, stillbirth, or miscarriage); and
(d) provide Human Resources with a medical certificate from a duly qualified medical prac-titioner certifying that the Member is pregnant and specifying the estimated date ofdelivery; and
(e) provide Human Resources with proof that they have applied for, and are eligible to re-ceive, Employment Insurance maternity benefits.

The Member is required to return to work upon the expiration of the birth leave (or after parentalleave, if applicable) for an equivalent period to the leave taken. The Member shall be requiredto sign an agreement acknowledging that failure to return to work for the time period spec-ified shall result in a requirement for repayment of the allowance received during the leave,on a prorated basis, unless waived by mutual agreement. In the case of a Member holding aterm appointment, the birth leave allowance paid by the University to the Member, as spec-ified below, shall terminate as of the expiration date of said contract, and the requirement toreturn to work following the expiration date of said contract shall be waived by the University.
During the period of birth leave, the Member who qualifies shall receive an allowance fromthe University calculated as follows:

(f) for the first two (2) weeks, one hundred percent (100%) of the Member’s actual bi-weekly salary immediately prior to the commencement of the leave, and
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(g) for up to the maximum number of fifteen (15) additional weeks according to Employ-ment Insurance maternity benefit definitions, an amount equal to the difference be-tween the Employment Insurance (EI) benefits received by the Member and one hun-dred percent (100%) of the Member’s actual biweekly salary immediately prior to thecommencement of the leave.
Contributions to the University Retirement Plan and group benefit plans shall be continuedby the University and the Member throughout the period that the Member is in receipt ofbirth leave allowance from the University, on the basis of one hundred percent (100%) of theMember’s actual salary, or amended salary in the case of an amended appointment, imme-diately prior to the commencement of the leave. The period of leave shall count as creditedservice in the calculation of pension benefits. The Member’s contributions shall be deductedfrom the birth leave allowance paid by the University to the Member.
25.9.2 Parental Leave Allowance
A Member who has been granted birth leave with allowance prior to the parental leave is eli-gible for parental leave with allowance.
Where both parents are Members, they may opt to share the length of the parental leavewith allowance as per each Member’s salary (Articles 25.9.1 (f) and (g)). Such leaves may oc-cur concurrently or consecutively and in accordance with the provisions of the EmploymentInsurance program.
In order to qualify for parental leave allowance during parental leave, a Member must qualifyfor parental leave in accordance with the provisions of The Employment Standards Code and

(a) hold a continuing, probationary, or tenured appointment, or a term appointment formore than one (1) year; and
(b) have completed at least seven (7) consecutive months of employment with the Uni-versity, with an appointment of at least fifty percent (50%) of a normal workload, im-mediately prior to the date on which the proposed leave commences; and
(c) submit a written notice to the Dean/Director prior to the commencement of the aca-demic term during which the leave is to occur and at least four (4) weeks prior to thecommencement of the leave (such notice period being alterable by mutual agreementif the child comes into the custody, care, and control of the Member sooner than ex-pected); and
(d) provide the Dean/Director with evidence of the commencement/completion of legalproceedings leading to/resulting in adoption, and a statutory declaration that the Mem-ber is the primary caregiver of the child, if applicable; and
(e) provide Human Resources with proof that they have applied for, and are eligible to re-ceive, Employment Insurance parental benefits.

The Member is required to return to work upon the expiration of the parental leave for anequivalent period to that during which the Member received parental leave allowance from
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the University. The Member shall be required to sign an agreement acknowledging that fail-ure to return to work for the time period specified shall result in a requirement for repay-ment of the allowance received during the leave, on a prorated basis, unless waived by mu-tual agreement. In the case of a Member holding a term appointment, the parental leave al-lowance paid by the University to the Member as specified below shall terminate as of theexpiration date of said contract, and the requirement to return to work following the expira-tion date of said contract shall be waived by the University.
During the period of parental leave, the Member who qualifies shall receive an allowancefrom the University calculated as follows:

(f) for the standard parental leave allowance according to Employment Insurance standardparental benefit definitions, up to a maximum of sixteen (16) weeks, an amount equalto the difference between the Standard Employment Insurance (EI) benefits receivedby the Member and one hundred percent (100%) of the Member’s actual biweeklysalary immediately prior to the commencement of the leave; and
(g) if EI determines that there will be a one (1) week waiting period before EI parental bene-fits begin, the Member’s parental leave allowance during the one (1) week waiting periodshall be one hundred percent (100%) of the Member’s actual biweekly salary imme-diately prior to the commencement of the leave, and therefore the maximum periodof parental leave with allowance shall be one (1) week greater than specified in Article25.9.2 (a).

In no event shall a Member receive a parental leave allowance of more than one hundredpercent (100%) of their actual biweekly salary immediately prior to the commencement ofthe leave.
Contributions to the University Retirement Plan and group benefit plans shall be continuedby the University and the Member throughout the period that the Member is in receipt ofparental leave allowance from the University, on the basis of one hundred percent (100%)of the Member’s actual salary, or amended salary in the case of an amended appointment,immediately prior to the commencement of the leave. The Member’s contributions shall bededucted from the parental leave allowance paid by the University to the Member. The pe-riod of leave shall count as credited service in the calculation of pension benefits.
25.9.3 Continuance of Federal Employment Insurance Benefits
In the event that the Federal Employment Insurance Act, or the equivalent, should cease toprovide benefits for birth and/or parental leaves, all provisions of Article 25.9 shall continue toapply, except as specifically changed by the following:

(a) to qualify, otherwise qualified Members shall not be required to provide proof that theyare eligible to receive Employment Insurance Benefits;
(b) the qualified Member shall be entitled to receive birth and/or parental leave allowancefrom the Employer for a maximum of twelve (12) weeks; and
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(c) the birth leave allowance shall be one hundred percent (100%) of the Member’s actualbiweekly salary just prior to the commencement of the leave.
25.10 Sabbatical Leave
Sabbatical leave is a benefit provided to enable tenured Members to maintain their effective-ness as teachers, scholars, and professionals. A sabbatical leave is for the purpose of scholar-ship/research and/or professional development, to the benefit not only of the leave-taker, butalso of the Employer, the students, and the academic community in general.
25.10.1 Application Deadlines
Eligible Members requesting a sabbatical leave shall make application in writing to the Dean/Directoras follows:

(a) if a Member wishes to apply for a sabbatical to start any time between 1 July 2025 and30 June 2026, they must apply before 1 March 2024.
(b) if a Member wishes to apply for a sabbatical to start any time between 1 July 2026 and30 June 2027, they must apply before 1 March 2025.
(c) if a Member wishes to apply for a sabbatical to start any time between 1 July 2027 and30 June 2028, they must apply before 1 March 2026.
(d) if a Member wishes to apply for a sabbatical to start any time between 1 July 2028 and30 June 2029, they must apply before 1 March 2027.

25.10.2 Sabbatical Application
The application shall include a summary of scholarship/research and professional activitiesundertaken by the Member during their most recent leave (see Article 25.10.10) as well as adetailed statement of plans (namely goals and objectives, methodology, and expected out-comes of the scholarship/research proposed) for the entire period of the sabbatical leave andshall indicate the benefits which shall accrue to the Member, to the institution, and to theacademic community. Applications shall be submitted on the appropriate form and be ac-companied by the Member’s current curriculum vitae.
25.10.3 Department Recommendation on Sabbatical Application
The Department shall meet with the Member and make a recommendation based on Article25.10 by 1 April. The Dean/Director shall meet with the Member and forward the application,the Department’s recommendation, and their own recommendation to the President by 15April.
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25.10.4 Sabbatical Frequency and Sabbatical Replacements
(a) The Employer shall provide paid special leaves and sabbatical leaves for all eligibleMembers. For the Members employed in the Special Projects, the Employer shall pro-vide paid special leaves and sabbatical leaves for a full year for one (1) Member (or equiv-alent) in any one (1) year, provided there is (are) Member(s) entitled to such a leave un-der the provisions of this Article.
(b) Members will be permitted to apply for a sabbatical over a two (2) year period. In thatevent, seniority toward a future sabbatical shall be counted from the time of returnfrom the second half of the sabbatical but shall include the period of service betweenthe two (2) sabbatical halves.
(c) A Member may opt to apply for a one-half (1/2) sabbatical leave after six (6) years ofservice. Should this option be approved, the Member shall be entitled to receive onehundred percent (100%) of salary and benefits. If this option is taken, the Member willbe deemed to have received the equivalent of a full sabbatical.
(d) The Employer shall provide four (4) full-time or equivalent appointments in each aca-demic year for the purpose of replacing Members on sabbatical leave. As part of theannual staffing process, the Employer shall consider requests for additional full-time orequivalent appointments for the purpose of replacing Members on sabbatical leave.
(e) The Employer shall make available a pool of funds sufficient to replace forty-two (42)courses (i.e., the equivalent of three (3) courses for fourteen (14) full-year sabbaticalleaves) each academic year for the purpose of replacing Members on sabbatical leave.
(f) The funds identified in Article 25.10.4 (d) and (e) will be managed by the Office of theProvost, and (as per Article 20.2.3) allocated to Departments, as either term, overload,or CAS course-based contracts, no later than 30 September of the preceding academicyear. These funds will be allocated to academic programs across the University throughconsultation with the Deans/Directors and in accordance with academic programmingneeds (including by reference to factors outlined in Articles 20.4.1 and 20.4.2).

25.10.5 Department Caps for Sabbatical Leaves
Ordinarily, no more than one (1) Member from a Department of four (4) or fewer eligibleMembers, two (2) Members from a Department of five (5) to nine (9) eligible Members, three(3) Members from a Department of ten (10) to fourteen (14) eligible Members, and four (4)Members from a Department of fifteen (15) or more eligible Members shall be on paid leaveother than sick, compassionate care, parental, or birth leave at any one time. The Employermay permit these quotas to be exceeded.
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25.10.6 Sabbatical Deferrals
If necessary, Members shall defer their sabbatical leaves in order to meet the requirements ofArticles 25.10.4 and 25.10.5. Members shall defer leaves in the following order:

(a) those who were last on sabbatical or similar (as defined in Articles 25.8.1 and 25.10)leave, and if (a) does not solve the problem, then
(b) those with the least seniority.

25.10.7 Credit toward Future Sabbatical when Deferred
Members who defer their sabbatical leave in order to meet the requirements of Articles 25.10.4or 25.10.5 shall not forfeit the leave credits which they have accumulated. The excess servicedue to the application of Articles 25.10.4 or 25.10.5 shall be credited against a subsequentsabbatical leave.
Where a Member opts to apply for a sabbatical that will begin later than the earliest date ofeligibility, but within one (1) year of that date, the period between the earliest date of eligi-bility and the actual beginning of the sabbatical shall accrue, to a maximum of one (1) year,toward their next sabbatical leave allotment.
25.10.8 President’s Decision
The President shall submit their decisions to the Board of Governors for ratification and shallinform Members by 31 May. Refusals shall be accompanied by reasons.
25.10.9 Cancelled Sabbatical Leaves
Once leave has been granted, it is expected that it will be taken. Only under extraordinaryconditions may the Member cancel the leave by notifying the Dean/Director at least eight(8) months prior to the commencement of the leave. It is the responsibility of the Mem-ber to notify the Dean/Director in writing of any changes in plans and to consult with theDean/Director on these changed plans.
25.10.10 Sabbatical Report
A Member shall submit to their Dean/Director within one (1) month after their return fromsabbatical leave a full written account of the scholarship/research and professional activitiesundertaken during that leave. This report shall indicate how the statement of plans submit-ted in accordance with Article 25.10.2 has been or shall be realized. This report and schol-arship/research and professional activities (as defined by Article 14.3 (c)) during the sabbaticaland during the period following the sabbatical shall be taken into account by the Dean/Directorand the Department in evaluating applications for a subsequent sabbatical leave.
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25.10.11 Return after Sabbatical Leave
A Member who has taken a sabbatical leave is under an obligation to return to Brandon Uni-versity for a period equal in length to the duration of the sabbatical leave or to reimburse theUniversity an amount equal to their salary while they were on leave. This requirement may bewaived by mutual agreement of the Member and the Employer.
25.10.12 Eligibility
Tenured Members are eligible for a full sabbatical leave after six (6) years and for a half sab-batical leave after three (3) years of service at Brandon University. Service to be counted astime towards a sabbatical must be uninterrupted by a sabbatical or by any other leave de-clared by the Employer to be for the same purpose as sabbatical leave. A Member shall beentitled to count similar previous service at any recognized university toward a first sabbaticalleave at Brandon University (excluded service includes, but is not limited to, Contract Aca-demic Staff contracts and graduate teaching assistantships). Such service shall be countedtwo (2) years elsewhere as one (1) year at Brandon University to a maximum of two (2) yearstoward a full sabbatical leave and one (1) year toward a half sabbatical leave and shall be stip-ulated in the original Letter of Appointment. For the purposes of this Clause, similar previousexperience refers to employment where all parts of the qualifications by rank defined in therelevant Clause of Article 14 are part of the job. Where the combination of tenure-track con-tract duration and sabbatical credit upon hire creates a situation where an individual meetsthe criteria for sabbatical prior to being obligated to apply for tenure, the Member may carryforward the excess sabbatical credit, to a maximum of two (2) years, to use after their suc-cessful attainment of tenure. The excess service due to the application of Articles 25.10.4 or25.10.5 shall be counted as accumulated service towards sabbatical.
25.10.13 Start Date of Sabbatical Leave
A full sabbatical leave shall be from either 1 July to 30 June next, 1 January to 31 Decembernext, or other twelve (12) month period as agreed by the Employer and the Member andupon the recommendation of the Department. A half sabbatical leave shall be from either1 July to 31 December next or 1 January to 30 June next or as agreed by the Employer and theMember and upon recommendation of the Department.
25.10.14 Sabbatical Salary
A Member’s salary while on sabbatical leave shall be ninety percent (90%) of their annualsalary for their first sabbatical and eighty-five percent (85%) of their annual salary for subse-quent sabbaticals, such salaries in effect during the sabbatical period, or as calculated basedon Article 15.17.3 (o) for those Members on amended appointment, with the Employer con-tinuing benefit payments at base salary rates (however, see Article 25.10.4 (c)).
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25.10.15 Other Income while on Sabbatical
If (a) a Member’s sabbatical salary plus (b) other income arising out of the sabbatical leaveexceeds (c) their base salary at Brandon University plus reasonable travel and additional livingcosts for themself and their dependents, then the Employer shall reduce (a) until a+b=c. Anymonies recovered under this Clause shall be dedicated to research at Brandon University.
25.10.16 Salary as Research Grant
Subject to Canada Revenue Agency (CRA) policy and regulations, a Member may apply toreceive part of their salary as a research grant.
25.10.17 External Funding
A Member going on sabbatical leave shall be encouraged to apply for financial assistancefrom external sources. Entitlement to leave, however, shall not be dependent upon receiv-ing such assistance.
25.10.18 Service Activities while on Sabbatical Leave
Members on sabbatical or special leave shall not be required to participate in Brandon Uni-versity activities (e.g., University committee work, Pension Trustees Committee responsibili-ties, teaching on an overload basis) other than those for which the sabbatical was given. How-ever, if the Member’s Department requires a decision which is of importance to the Member,including recommendations on workload, parts of the program affecting the Member’s teach-ing assignment, selection of a Departmental Chair, selection committees for appointments inthe Member’s Department (term or probationary positions) and others as determined by theDepartment, and the Member is available, the Member may attend meetings called for thatpurpose.
Should the Member not be available locally, they may participate as a non-voting Member ofthe Selection Committee. For all other matters identified above, they shall be requested toparticipate and vote by mail or email on important decisions. Every reasonable effort shall bemade to notify the Member at least one (1) week in advance of such decisions.
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Article 26: Seniority
26.1 Seniority List
A seniority list which places all Members shall be established by the Union using the followingmethod:

(a) Members with earlier dates of appointment are senior to those with later dates;
(b) if two (2) Members have the same date of appointment, then the older is the senior;
(c) if (a) and (b) are equal, then the ranking will be determined by random selection.

Effective 1 September 2012, additions to the existing Seniority List shall be made using thefollowing method:
(d) Members with earlier dates of appointment are senior to those with later dates;
(e) if two (2) or more Members have the same date of appointment, then their seniorityranking will be determined by random selection.

26.2 Academic Administrators and Senate Representatives on
the Board of Governors

An Academic Administrator and the Senate representatives on the Board of Governors whoare excluded from the bargaining unit by virtue of holding such an appointment and whowould otherwise fall within the scope of the bargaining unit described by Certificate No. MLB3976 shall, at the termination of that appointment, immediately be a Member as if they hadbeen a Member continuously throughout the duration of such appointment.
26.3 Political Leave
Time spent on political leave will not accrue to seniority.
26.4 Layoffs
Members on layoff in accordance with Articles 27 and 28 retain their seniority, but time whilelaid off shall not accrue to seniority.
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26.5 Termination and Re-Employment
Members whose employment terminates in accordance with Articles 27 and 28 and who arelater re-employed within the bargaining unit shall regain their former seniority, but time whileterminated shall not accrue to seniority.
26.6 Part-Time Members
Seniority shall be prorated for part-time Members.
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Article 27: Retrenchment
27.1 Definition
Retrenchment occurs when a reduction in Members’ salary costs is necessary for financialreasons.
27.2 Notification
The President shall notify the Union in writing when they contend that, rigorous economiesin all other segments of the budget having been exercised and all other practical means ofalleviating the difficulty having been undertaken, financial constraints require a reduction inMembers’ salary costs. They shall specify the amount of the reduction required and shall ac-company the notice with all the budgetary information used in arriving at the retrenchmentdecision.
27.3 Challenges
Within two (2) weeks of such notice, the Union may challenge the contention that retrench-ment is necessary, in which case the issue shall be submitted to a three (3) member Commis-sion which shall advise the Board of Governors whether, and to what extent, the Commissionconsiders retrenchment necessary. The Union shall name its appointee to the Commissionin its challenge, the Employer shall name its appointee within three (3) days of that date, andthe two (2) appointees shall name a mutually acceptable Chair within one (1) week of the Em-ployer’s appointment. If the appointees cannot agree upon a Chair, the Employer shall ask theAuditor General to name one. The Commission shall report to the Board within four (4) weeksof the selection of the Chair.
27.4 Negotiation
If retrenchment is necessary, there shall be negotiations between the Employer and the Unionon methods of effecting it. These negotiations shall take into consideration the program andcurriculum needs of the Employer. Unless agreement is reached on other methods withintwenty-one (21) days, Articles 27.5 to 27.8 shall apply.
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27.5 Layoffs
If the financial exigency is in funding for the Special Projects, layoffs will be restricted to theSpecial Project so affected. If the financial exigency occurs due to cutbacks in general Univer-sity funding, layoffs will be restricted to Members supported by such funding.
27.6 Order of Layoffs
Members shall be laid off (in reverse order of seniority) in the following order:

(a) those on term appointments,
(b) those on probation,
(c) those on tenured and continuing appointments.

27.7 Notice and Severance Allowance
Members who are laid off shall receive a minimum of six (6) months written notice (or pay inlieu of notice) and severance allowance as determined below:

(a) Members on probation shall receive six (6) months’ salary;
(b) Members on tenured and continuing appointments shall receive twelve (12) months’salary.

27.8 Vacancies
Members who have been laid off shall have their files maintained and shall be given the rightof first refusal (in reverse order of layoff) for a period of four (4) years to the appointment toany vacancy which may occur in their former Department and for which they are qualified,and shall be notified and encouraged to apply for any other vacancy which may occur in theUniversity and for which they are qualified. It is the responsibility of the Member to keep theUniversity informed, via receipted delivery, of their whereabouts and to notify the Employerwhen they no longer wish to be informed of vacancies.
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Article 28: Retrenchment of Members
Employed in the Special
Projects

28.1 Definition
Retrenchment occurs when a reduction in Members’ salary costs is necessary for financialreasons.
28.2 Notification
The President shall notify the Union in writing when they contend that, all practical means ofeliminating the need for retrenchment having been taken, financial constraints require a re-duction in Members’ salary costs. They shall specify the amount of the reduction required andshall accompany the notice with a report explaining the need for retrenchment. The Unionmay examine the relevant documentation.
28.3 Challenges
Within one (1) week of such notice, the Union may challenge the contention that retrench-ment is necessary, in which case it will appoint two (2) Members to a Joint RetrenchmentCommittee (JRC). Within three (3) days of the Union appointment, the President shall ap-point two (2) members to the JRC. The Committee will discuss whether retrenchment is nec-essary and, if so, how it should be implemented. It will report back to its principals withinthree (3) weeks of its constitution.
28.4 Order of Layoffs
Should the JRC fail to come to agreement on the extent and method of the retrenchment,then the Employer shall determine which Members shall be laid off, taking into account firstly,program needs and secondly, seniority. Seniority shall be applied to Members in reverse or-der in each of the following categories of appointment:

(a) first, to those on term appointments,
(b) second, to those on probation, and
(c) finally, to those on tenured and continuing appointments.
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28.5 Notice
(a) Members on term or probationary appointments who are laid off shall receive a mini-mum of six (6) months’ notice,
(b) Members on tenured or continuing appointments who are laid off will receive twelve(12) months’ notice.

28.6 Vacancies
Members who have been laid off shall have their files maintained and shall be given the rightof first refusal (in reverse order of layoff) for a period of four (4) years to the appointment toany vacancy which may occur in their former Department and for which they are qualified,and shall be notified and encouraged to apply for any other vacancy which may occur in theUniversity and for which they are qualified. It is the responsibility of the Member to keep theUniversity informed, via receipted delivery, of their whereabouts and to notify the Employerwhen they no longer wish to be informed of vacancies.
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Article 29: Redundancy
29.1 Definition
Redundancy occurs when a position occupied by a Member is declared unnecessary due tolong-term changes in academic priorities, student enrolment patterns, or some such similardevelopment.
29.2 Notification
The first step in such an occurrence is for Senate to decide to curtail all or part of an existingacademic program and to so inform the Department affected.
29.3 Departmental Appeal
The Department to be affected shall have the right to appeal to Senate prior to the imple-mentation of any curtailment of a program. Senate may confirm, reverse, or modify its origi-nal curtailment decision.
29.4 Positions as Distinct from Appointments
Appointments are distinct from positions: if a position has been declared redundant, it doesnot necessarily follow that the Member appointed to that position will be the one affected.
29.5 Identification of Member(s)
Members to be affected by redundancy shall be identified by Members of the Departmentwhich Senate has informed according to Article 29.2. Identification shall be made using justand equitable procedures and shall be based upon the need for the Member’s professionalskills, the criteria for granting tenure, and seniority.
29.6 Departmental Recommendation
The Department shall recommend the names of those Members to be affected by redun-dancy to the Dean/Director.
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29.7 Notification to Member
The Dean/Director shall notify the affected Members in writing.
29.8 Right to Appeal
Members identified by the processes above shall have the right of appeal.
29.9 Notice of Intent to Appeal
Notice of intent to appeal must be received by the President within two (2) weeks of theDean’s/Director’s notification to the Member (Article 29.7).
29.10 Redundancy Appeal Committee
A separate Redundancy Appeal Committee shall be formed for each group of Members fromany single Department who are appealing in any single declaration of redundancy. The Com-mittee shall consist of five (5) Members selected at random from a list of all tenured Mem-bers. Individuals involved in declaring the redundancy and in identifying the Members af-fected are not eligible to serve on the Redundancy Appeal Committee. Their names, if drawn,shall be replaced by further random selections. If the Dean/Director and Members who areappealing agree to reject a name, it shall be replaced. The Dean/Director and the Memberswho are appealing may each reject three (3) names which shall be replaced. The Board Sec-retariat shall generate a list of Members eligible to serve on Redundancy Appeal Committeesand shall arrange and supervise the selection of Members of the Committees.
The Redundancy Appeal Committee shall utilize the procedures set out by The Labour Rela-tions Act and the Brandon University/BUFA Handbook on Appeals Procedures. In case of dis-crepancies, The Labour Relations Act will take precedence. The decision of the RedundancyAppeal Committee is final and binding on the Parties and the Member. The Redundancy Ap-peal Committee is an Arbitration Board under The Labour Relations Act.
29.11 Appeal Hearing
The Committee shall hear the appeal within two (2) weeks of the notice of intent to appeal.
29.12 Openness
The appeal shall be open within the University community unless both the Member and theDean/Director agree to its being held—in whole or in part—in camera.
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29.13 Chair
The Committee shall elect its own Chair.
29.14 Participation in Proceedings
Both the Member and the Dean/Director shall be permitted to appear with advisors at anystage in the proceedings and shall have the right to present and question evidence.
29.15 Minutes
Minutes of the proceedings, including the names of witnesses heard, copies of evidence re-ceived, and decisions made, shall be available to members of the Committee and to theMember and the Dean/Director.
29.16 Report
The report of the Committee shall be sent to the President, with a copy to the Member, andto the Union.
29.17 Notification
The President shall notify the affected Member in writing at least twelve (12) months in ad-vance that, unless the Member obtains alternate employment under Article 29.20, their ap-pointment shall terminate on 31 August next.
29.18 Redeployment Committee
The President shall strike a Redeployment Committee consisting of two (2) members ap-pointed by the Employer, two (2) Members appointed by the Union, and a Chair who shallbe a Senate representative to the Board of Governors elected by Senate, unless those indi-viduals are potentially affected, in which case the appointed members shall name a mutuallyagreeable Chair.
29.19 Identifying Positions for Redeployment
The Redeployment Committee shall make every effort to identify positions elsewhere in theUniversity which affected Members would be qualified to fill. Such efforts shall include con-sultation with Departments, Selection Committees, and Deans/Directors.
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29.20 Redeployment Process
If the Redeployment Committee designates a vacant position which the affected Memberis qualified to fill, the Employer agrees to offer the position to the Member. Moreover, theCommittee may recommend that a position be offered to an affected Member if it feels that,after a retraining period of up to twelve (12) months, the Member would be qualified for theposition. The Member’s salary would be continued during the training.
29.21 Timelines
The Redeployment Committee shall meet within one (1) month of the President’s notify-ing the Member (Article 29.17) and shall arrive at a decision within two (2) months of its firstmeeting.
29.22 Severance Allowance
If an affected Member who holds a probationary, tenured, or continuing appointment is notoffered or does not accept redeployment, they shall be entitled to a severance allowance ofsix (6) months’ salary and an additional three (3) months’ salary for each year of service toBrandon University beyond the first year to a maximum severance allowance of twelve (12)months’ salary. Members may choose to receive their severance allowance in a lump sum, orin equal monthly installments, or in a manner mutually acceptable to the Member and theEmployer.
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Article 30: Redundancy for Members
Employed in the Special
Projects

30.1 Definition
Redundancy occurs when a position occupied by a Member is declared unnecessary due tolong-term changes in academic priorities, student enrolment patterns, or some such similardevelopment.
30.2 Order and Notification
If the Employer declares a position redundant, thus necessitating the layoff of a Member, andif there are two (2) or more Members occupying similar positions such that a decision must bemade as to which Member is to be laid off, then Members shall be laid off (in reverse order ofseniority) in the following order:

(a) those on term appointments,
(b) those on probation,
(c) those on tenured and non-probationary continuing appointments.

Once the Employer has determined which Member is to be laid off, that Member shall benotified by the President, in writing, with a copy to the Union. A Member shall be given notless than twelve (12) months’ notice if they have more than six (6) years’ service, and theyshall be given not less than six (6) months’ notice if they have six (6) or less years’ service.
30.3 Objections
If a Member receives a notice of layoff under this Article and if the Member objects, assertingeither

(a) no layoff is necessary as the position is not redundant, or
(b) layoff is necessary, but another Member should be the one laid off,

then the Member may inform the President in writing of their objection. Such notice must bereceived by the President within fourteen (14) days of the receipt by the Member of the no-tice of layoff. In the event that the President receives such an objection within the prescribed
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time limit, the matter will be referred to an Appeals Committee composed of two (2) Mem-bers appointed by the Union, two (2) members appointed by the President, and a Chair cho-sen by the four (4) appointees from among Brandon University’s Professors and ProfessionalAssociate IVs. If these four (4) cannot agree upon a Chair within one (1) week, a Chair shall bechosen by random selection from among the Professors and Professional Associate IV’s, witheach Party having three (3) exclusions. A Member whose position has been declared redun-dant shall not be eligible to be a member of this Appeals Committee. In addition, individualsinvolved in declaring the redundancy and in identifying the Members affected are not eligibleto serve on the Appeals Committee.
The Appeals Committee shall utilize the procedures set out by The Labour Relations Act andthe Brandon University/BUFA Handbook on Appeals Procedures. In case of discrepancies,The Labour Relations Act will take precedence. The decision of the Appeals Committee isfinal and binding on the Parties and the Member. The Appeals Committee is an ArbitrationBoard under The Labour Relations Act.
30.4 Decisions and Implementation
The Appeals Committee will decide whether the position referred to by the Employer in itsdeclaration is, in fact, redundant and, if so, which Member shall be laid off. The Appeals Com-mittee’s decision shall be sent to the President for implementation, with copies to the Mem-ber who received notice under Article 30.2 (above), and to the Union.
30.5 Final and Binding
This procedure replaces grievance and arbitration for matters dealt with under this Article.Article 4 does not apply to Redundancy in the Special Projects. The decision of the AppealsCommittee described in Articles 30.3 and 30.4 (above) shall be final and binding on bothParties and the Member affected.
30.6 Appeals
The Appeals Committee shall hear the appeal within two (2) weeks of the notice of intent toappeal.
30.7 Openness
The appeal shall be in public within the University community, unless both the appellant andthe President agree to its being held — in whole or in part — in camera.
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30.8 Argument and Evidence
Both the appellant and the President shall be permitted to appear with advisors at any stagein the proceedings and shall have the right to present and question evidence.
30.9 Minutes
Minutes of the proceedings, including the names of witnesses heard, copies of evidence re-ceived, and decisions made, shall be available to members of the Appeals Committee and tothe appellant and to the President.
30.10 Redeployment Committee
If the decision is that a Member is to be laid off, then the President shall establish a Redeploy-ment Committee upon the request of the Member declared redundant, consisting of two (2)members appointed by the Employer, two (2) Members appointed by the Union, and a Chairwho shall be one of the Senate’s representatives to the Board of Governors elected by theSenate, unless those individuals are potentially affected, in which case the appointed mem-bers shall name a mutually agreeable Chair.
30.11 Identifying Positions for Redeployment
The Redeployment Committee shall make every effort to identify within the bargaining unit,positions elsewhere in the University which affected Members would be qualified to fill. Suchefforts shall include consultation with Departments, Selection Committees, and Deans/Directors.
30.12 Redeployment Process
If the Redeployment Committee designates a vacant position within the bargaining unitwhich the Employer intends to fill, then the Employer agrees to consider the Member for theposition with the governing factors being qualifications by rank and seniority; that is, if therewere two (2) applicants with equal qualifications, then the applicant with the greatest senior-ity at Brandon University would be offered the position first. The Employer further agreesthat the Member will be considered as an applicant if a retraining period of up to twelve (12)months would enable the Member to become qualified for the position. The Member’s salarywould be continued during the retraining period. If the Member leaves the employment atBrandon University within one (1) year after the retraining period, then the amount of salarypaid to the Member during the retraining will be paid by the Member to the Employer.
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30.13 Timelines
The Redeployment Committee shall meet within one (1) month of the notification as perArticle 30.2, or if the decision is appealed and the decision is upheld, then the Redeploy-ment Committee must meet within one (1) month of the notification to the President andthe Union as per Article 30.4.
30.14 Severance Allowance
If an affected Member who holds a probationary, tenured, or continuing appointment is notoffered or does not accept redeployment, they shall be entitled to a severance allowance ofone (1) month’s salary for each year of service to Brandon University beyond the first year, toa maximum severance allowance of twelve (12) months’ salary. Members may choose to re-ceive their severance allowance in a lump sum or in equal monthly installments, or in a man-ner mutually acceptable to the Member and to the Employer.
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Article 31: Termination of Appointment
31.1 Termination
The employment of Members may be terminated in one of the following ways:

(a) by retirement. A Member who retires before or after their normal retirement date asprovided in the Brandon University Retirement Plan shall give the Employer six (6)months’ notice in writing. The notice period may be waived by mutual agreement ofthe Member and the Employer.
(b) by resignation. A Member who resigns shall give the Employer six (6) months’ notice inwriting. The notice period may be waived by mutual agreement of the Member and theEmployer.
(c) on expiration of a term appointment.
(d) on expiration of a tenure-track appointment following non-granting of tenure accordingto the provisions of Article 17.
(e) on expiration of the probationary period of a continuing appointment following recom-mendation of the Department.
(f) following layoff in accordance with the provisions of Article 27. Members who are laidoff are eligible for callback in accordance with the provisions of that Article.
(g) following completion of the procedures of Article 28.
(h) in accordance with Article 25.7.1.
(i) after seven hundred and twenty (720) continuous days of sick leave, if the Member isnot eligible for benefits under the Long-Term Disability Plan.
(j) by dismissal.

(i) Members may be dismissed only for just and reasonable cause such as, but notlimited to, gross professional misconduct, persistent neglect of professional duty,or gross incompetence.
(ii) Criticism of the University or a controversial stand on public issues does not con-stitute just and reasonable cause.
(iii) Personality conflict or incompatibility does not constitute just and reasonablecause.
(iv) When the President feels there may be grounds for dismissal on the basis of per-sistent neglect of duties, they shall give the Member due warning, pointing out thegravity of the situation and warning of the possibility of dismissal if the problem is
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not corrected. Such warning shall be in writing, shall specify the particulars whichcould lead to notice of dismissal, and shall be effective for a fixed and reasonabletime period.
(v) The dismissal notice to the Member shall contain a statement of the grounds fordismissal and shall specify the effective date of dismissal, which shall not be lessthan fifteen (15) working days from the date the notice is sent. From the date thenotice is sent, the Member may be suspended from all duties with or without pay.
(vi) If a formal grievance is not presented within the fifteen (15) working day noticeperiod, the Member’s employment terminates effective the date of dismissal. If adismissal involving suspension from duties without pay results in a grievance thatreaches arbitration, and if the arbitration board finds that insufficient or no causefor dismissal exists, the board shall award, at a minimum, all back pay and benefits,with interest.
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Article 32: Personnel Files
32.1 Personnel File Contents
Data pertaining to the employment of a Member will be placed in an official personnel filein the Human Resources Office. The data may include the usual pre-employment materi-als (e.g., transcripts, letters of application, curriculum vitae, letters of reference), evaluationand observation reports, correspondence, copies of materials reflecting professional devel-opment and achievements, copies of materials reflecting the Member’s salary history, andsuch other materials as the Employer deems appropriate. Members will be notified within ten(10) working days of any substantive, non-routine modifications to the above content of theirpersonnel file of which they were not otherwise notified.
32.2 Substitutions
References to voluminous and/or bulky materials may be substituted for the originals by theUniversity. The Member must be notified of any such substitution.
32.3 No Anonymous Material
No anonymous material, except for the results of mutually agreed evaluation procedures,shall be kept by the Employer concerning any Member.
32.4 Working Files
Deans/Directors and the Provost may maintain working files, a list of which will be included inthe Member’s personnel file.
32.5 Confidential File
The Associate Vice-President (People and Talent) or designate may maintain a confidentialfile separate from a Member’s personnel file containing the following:

(a) notes and any other documents in the Human Resources Office pertaining to a Mem-ber that were obtained or generated in the course of an investigation under the Dis-crimination and Harassment Prevention Procedures or the Sexualized Violence Pol-icy. Subject to Article 9.7, this does not prohibit reports finding a breach of policy beingplaced on a Member’s personnel file;
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(b) medical information that is not required for routine administration of the CollectiveAgreement (e.g., under Articles 25.6 Sick Leave; 25.9 Birth and/or Parental Leave); and/or
(c) any other document that the Parties agree shall not form part of a Member’s personnelfile but may be retained in the Associate Vice-President’s (People and Talent) confiden-tial file.

32.6 DHRA File
In the case of any matter involving a Member that falls under the University’s Discriminationand Harassment Prevention Policy or Sexualized Violence Policy (in this section referred toas the Policies), the Diversity and Human Rights Advisor (DHRA) shall maintain a file separatefrom the Member’s personnel file containing documents related to matter.
Subject to Article 9.7, no document created, obtained, or otherwise produced pursuant toone of the Policies shall form part of a Member’s personnel file, with the exception of a reportdetermining that a breach of a Policy has occurred.
The DHRA shall maintain records of such matters as follows:

(a) In the event a complaint is made against a Member under one of the Policies and thedesignated person or body finds there was no breach of Policy and no corrective ac-tion is taken, all related documents shall be removed from the file and destroyed withineighteen (18) months from the time the designated person or body determined therewas no breach.
(b) In the event a complaint is made against a Member under one of the Policies and thedesignated person or body finds there was no breach of Policy, however, corrective ac-tion is taken nonetheless, a record of the complaint and related documents shall bekept in the DHRA’s file for no more than thirty-six (36) months from the time the cor-rective action was undertaken, following which time the documents shall be removedfrom the file and destroyed, unless there is a subsequent complaint of a similar naturewithin that period of time.
(c) In the event a complaint is made against a Member under one of the Policies and thedesignated person or body finds there was a breach of Policy, a copy of the report shallbe placed in the Member’s personnel file (subject to Article 9.7 and any other relevantprovisions of the Collective Agreement), but all other related documentation shall bekept only in the DHRA file. Such records kept on the DHRA file shall be removed anddestroyed six (6) years from the date of the report, except in the case of another findingof a breach of one of the Policies in that time.

Only the Member and/or their authorized representative and the DHRA shall have accessto the DHRA files, and no document in the DHRA file shall be disclosed without the writtenconsent of the Member and/or their authorized representative, or unless required by law (e.g.,an order from a court or quasi-judicial tribunal, or pursuant to statute).
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32.7 Right of Access
Each Member and/or their duly authorized representative shall have the right of access totheir official file and working files, with the exception of confidential information therein, dur-ing regular office hours and upon written request to the Associate Vice-President (People &Talent). For the purposes of this Article, “confidential information" means only signed lettersof reference solicited at the time of appointment (unless the authors have provided writtenauthorization for their release to the individual).
32.8 Identification
A Member may be required to produce identification to gain access to their file.
32.9 No Removal of Files
Personnel files may not be removed from the Human Resources Office, nor working filesfrom their respective repositories.
32.10 Additions to and/or Removals from Files by Member
The Member shall have the right to have included in their file written comments on the accu-racy or the meaning of any of the contents of their personnel file, and to add any documentsto the file that they deem relevant. A Member shall have the right to have removed from theirpersonnel file any material which they can show is false, unsubstantiated, or not related towork performance. Any disputes between the Member and the Employer on the removal ofmaterial from the Member’s file will be referred to the Joint Administrative Committee for res-olution.
32.11 Member Copy
The Member, upon written request to the Associate Vice-President (People and Talent) andat their own expense, may obtain one (1) copy of each document to which they have the rightof access.
32.12 Access
Access to a Member’s personnel file shall be restricted to the Member and/or their duly au-thorized representative and to duly authorized officers of the Employer. The personnel fileshall contain a log sheet identifying all persons, with the exception of the Member or their
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duly authorized representative, who have accessed the Member’s file and the date of access.A Member may request, from the persons granted access, the reason(s) for accessing theirpersonnel file.
32.13 No Release of Information
The Employer agrees not to release any information from a Member’s file except when re-quired by law, and in any case, without the Member concerned having the opportunity to ver-ify the information before it is released.
32.14 Statistics Canada
The Employer agrees not to release any information from a Member’s file to any person,agency, body, or institution other than Statistics Canada unless

(a) the agency is covered by legislation and safeguards comparable to that of StatisticsCanada, or
(b) if such legislation is not in existence, without prior written consent of the Member.
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Article 33: Copyright
33.1 Ownership
The Employer acknowledges that it has no interest in the sense of ownership or part owner-ship in any printed work, lecture notes, work of art, computer program, or recorded work of aMember unless special arrangements have been made with the Member. (For the purposesof this Article, “recorded work” means any recording, whether audio or video, made by meansof tape, film, phonograph, kinescope, software, or other similar medium and including anynotes or other matter which accompany the medium.) Such special arrangements can onlybe made by completing the Copyright Licence Agreement in Appendix I. Entering into suchspecial arrangements shall not be a condition of employment, except for those Contract Aca-demic Staff course-based contracts (Article 16.2.1) made for the purpose of developing tech-nologically mediated courses (Article 22). The Union shall be notified of any such ContractAcademic Staff course-based contracts.
33.2 Copyright Licence Agreement
The completion of a Copyright Licence Agreement supersedes all provisions of this Article.
33.3 Internal Use of Recorded Works
The internal use, or online delivery (Article 22), of any recorded work produced by a Membershall be under their control. If the production of the work was funded directly by the Em-ployer or was produced using University facilities at substantially below local commercialrates, the Member shall not be reimbursed in addition to their ordinary salary for its use inany credit course which is part of their approved teaching assignment. Payment for all otherinternal use of their recorded work shall be at rates agreed by the Parties.
33.4 Departments and Positions
The internal use of recorded works shall not constitute part or all of the justification by theEmployer for any reduction in the complement of the Department of the Member who pro-duced the material and shall not constitute part or all of the justification for any layoffs orterminations of contract.

- 238 -



33.5 External Use of Recorded Works
External use of recorded works shall be subject to the agreement of the Employer, whichagreement shall not be unreasonably withheld. Unless otherwise agreed by the Parties, allrents and other proceeds from the use outside the University of recorded works (except thatseparately contracted for) shall, after deducting the expenses incurred in that particular use ofthe recorded material (but not including production costs), be distributed forty percent (40%)to the Employer and sixty percent (60%) to the Member. The amount of rent and fees forsuch external use shall be established by agreement between the Parties.
33.6 Producers
Producers and other members of the audio-visual production staff in their role as producershave no rights over recordings produced by them on behalf of the Employer.
33.7 Storage
The Employer shall store all recorded works which were made by a Member for use at theUniversity and shall exercise reasonable care to ensure that such works are not damaged,erased, or copied without the authorization of the Member. The Employer retains ownershipof the stock on which the recorded work was made. The Member may acquire the work byreplacing the stock.
33.8 Erasure, Duplication, Alteration, and Use
The Employer shall not erase, copy, amend, edit, use, or permit the use of a Member’s recordedwork without the written permission of the Member.
33.9 Identification of Employer and Member
Whenever the Employer or Member uses the recorded material, all reasonable steps shall betaken to ensure that those to whom the recorded material is shown or played are aware ofthe identity of the Employer and of the Member.
33.10 Amending or Withholding
If the Member believes that the recorded work is unsatisfactory for use due to dating or someother good reason, they may amend it or may require its use to be withheld.
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33.11 Severability of Recorded Works
Where more than one Member has an interest in a recorded work, any Member may obtainexclusive interest in the work by paying to the others a sum to be agreed among them, inwhich event the others shall have no further interest in that recorded work.
33.12 Members’ Rights
Where more than one Member has an interest in a recorded work, each Member may exer-cise their rights under this Article with respect to their contribution, provided that it is sever-able.
33.12.1 Severability of Contribution
A contribution is severable for this purpose if it could be erased without destroying the valueof the other contributions to the same recorded work or if it could be replaced in the work byanother contribution by someone else.
33.13 Copyright Retention
If a Member’s appointment with the Employer is suspended or terminated, their rights underthis Article shall continue during their lifetime.
33.14 Estate
When a Member or former Member dies, their estate shall retain all of their rights under thisArticle.
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Article 34: Patents
34.1 Disclosure of Patent Applications
Any Member who has applied for a patent, whether or not the invention, device, substance,or process was developed with University support, shall file a copy of the patent applicationwith the President.
34.2 Disputes
Disputes as to whether an invention, device, substance, or process was developed with orwithout University support shall be settled by the arbitration procedures of Article 4.
34.3 Inventions, et cetera Developed Without University

Support
The Employer acknowledges that it has no interest in the sense of ownership or part own-ership in any patentable or potentially patentable invention, device, substance, or processdeveloped by a Member wholly on their own time and without the use of University facili-ties, even though it falls within the field of competence relating to their University position.For purposes of this provision, a Member’s “own time” shall be taken to mean time other thanthat devoted to normal and assigned functions in teaching, service, direction and conductof scholarship/research on University premises, and utilizing University facilities. The term“University facilities” shall be taken to mean any facility available to the Member as a directresult of their affiliation with Brandon University and which would not be available to a non-Brandon University-affiliated individual on the same basis.
34.4 Responsibility for Costs
The Member shall bear all costs in obtaining such patents.
34.5 Inventions, et cetera Developed With University Support
The patent for any invention, device, substance, or process developed with University sup-port shall belong to Brandon University, and the inventor shall assign such patent applicationsor any patents resulting therefrom to, or as designated by, the Employer.
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34.6 Share in Proceeds
With respect to any patent obtained by or through the Employer or assigned to it in accor-dance with the foregoing provisions, the Employer, in recognition of the meritorious servicesof the inventor and in consideration of their agreement that the invention shall belong to theEmployer, will make provision entitling the inventor and their heirs or legatees to a share inany proceeds from the management and licensing of such patent to the extent of fifty per-cent (50%) of the gross royalties (after direct patent costs) paid under the patent, unless thisexceeds the limits fixed by applicable regulations of a relevant sponsoring agency, which willcontrol in such cases.
34.7 Revenues for Research
Any revenue which the Employer may receive as a result of the provisions of this Article shallbe dedicated to research.
34.8 Responsibility for Costs
The Employer shall bear all costs in obtaining such patents.
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Article 35: Brandon University Research
Committee

35.1 Committee Composition
All Brandon University-based research funds as well as General Research grants from NSERC/SSHRC earmarked for the support of research at Brandon University, with the exception ofnew externally generated funds targeted for specific research projects and/or research infras-tructure enhancement, shall be administered by a Research Committee composed of thefollowing:

• two (2) Members and one (1) alternate elected by and from each of the Faculties ofArts, Science, Education, Health Studies, and Music;
• one (1) Member and one alternate elected by and from Members in Student Services,the Indigenous Peoples’ Centre, and the Library and Archives;
• one (1) Dean/Director or Member and one (1) alternate appointed by the President; and
• the Vice-President (Research) or designate, who shall serve as Chair.

Faculty Members on an appointment of less than three (3) years are ineligible to serve on theBrandon University Research Committee (BURC). Members and alternates shall be electedfor a three (3) year term. Faculties are encouraged to avoid appointing both of their Mem-bers in the same year. In the event of a member of the Committee being on leave for six (6)months or more, they shall resign from the Committee and shall be replaced by the alternate,and a new alternate shall be elected. The relevant alternate shall serve as the replacementfor a committee member who, by reason of other commitments, cannot attend a meetingor meetings, and shall assume the full rights of the member for the duration of the replace-ment period. If in the Committee’s judgement, the work of the Committee is suffering froma lack of participation, the Committee shall be empowered to remove members who havemissed more than two (2) consecutive meetings and request a replacement from the areaconcerned.
As per Article 5.6.2, each BURC member, including the Chair, shall complete equity trainingdesigned to help them identify unconscious bias and other recognized factors that contributeto inequity, unlearn patterns of biased behavior, and adopt an equity mindset to direct alltheir activities at Brandon University. Such training shall also promote understandings of thevalue of First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. BURC membersshall have completed this training within the previous twenty-four (24) months and prior toexamining any applications.
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35.2 Procedures and Criteria
The Committee shall establish its own procedures and develop criteria for the administrationof the funds which are just and equitable and consistent with the objective of nurturing andstimulating research and scholarship at Brandon University. These guidelines shall become apublic document available to all Members applying for BURC funding.
35.3 Records
The BURC shall maintain records and deposit, in the Vice-President’s (Research) Office, co-pies of all proceedings, statements, and correspondence related to the Committee’s poli-cies and the awarding of grants. The Employer shall maintain records of the provenance ofall BURC funds. This material will be made available to the Union and published on the Uni-versity website within three (3) months of the awards adjudication.
35.4 Salary as Research Grant While on Sabbatical Leave

or Special Leave
The Committee, or its designate, shall review the amount of salary which a Member wishesto be recorded as a research grant while on sabbatical or special leave. Any such amount issubject to assessment by Canada Revenue Agency. The Committee is not responsible in anyway for the results of such assessment or any discrepancy between the amounts approvedby the Committee and the amounts which may be approved by Canada Revenue Agency.
35.5 Appeals
Members whose applications are rejected by the BURC shall have recourse to an appeals pro-cedure. Notice of an appeal must be submitted to the Chair of the BURC no later than one (1)month after the Member is notified of the decision. Within one (1) week of receiving noticeof appeal, the Chair shall strike an Appeals Committee. Members of the Appeals Committeeshould be selected in light of research experience and expertise. The Committee will consistof the following:

• one (1) Member appointed by the Union;
• one (1) appointment by the President; and
• a Chair chosen by the two (2) appointed members.

The Union, the President, and the members chosen by the Union and the President shallmake every reasonable effort to include members belonging to the designated groups on theCommittee. If the Member appointed by the Union, the member appointed by the President,
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or the Chair selected by the other two (2) members, or any combination thereof, is subse-quently unable to serve, then those members of the Appeals Committee that have alreadybeen chosen shall remain in place. The member(s) unable to serve shall be replaced by thesame process as the appointment of the original member(s).
As per Article 5.6.2, each Appeals Committee member shall complete equity training de-signed to help them identify unconscious bias and other recognized factors that contribute toinequity, unlearn patterns of biased behavior, and adopt an equity mindset to direct all theiractivities at Brandon University. Such training shall also promote understandings of the valueof First Nations, Métis, Inuit, and Non-Status Indigenous knowledges. Appeals Committeemembers shall have completed this training within the previous twenty-four (24) months andprior to examining any materials relevant to the appeals.
The Appeals Committee shall establish its own procedures, taking into account the provi-sions of this Article, the published policies and procedures for grant applications of BURC, TheLabour Relations Act, and the Brandon University/BUFA Handbook on Appeals Procedures.In case of discrepancies, The Labour Relations Act will take precedence. Should the appeal beupheld, the Member will either be given first priority for funding at the next competition orother appropriate remedies identified by the Appeals Committee.
The decision of the Appeals Committee shall be final and binding on all Parties and the Mem-ber. The Appeals Committee is an Arbitration Board under The Labour Relations Act.
The Appeals Committee shall communicate its decision and its reasons in writing to the Mem-ber and the Chair of the BURC within one (1) month of hearing the appeal.
35.6 Contributions to the BURC Fund
The Parties agree that Brandon University will pay an annual sum into the BURC fund, in ad-dition to the funds allocated under the current formula, as follows: twenty thousand dollars($20,000) in year one (1) of the Agreement; thirty thousand dollars ($30,000) in year two(2) of the Agreement; forty thousand dollars ($40,000) in year three (3) of the Agreement;and fifty thousand dollars ($50,000) in year four (4) of the Agreement.
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Article 36: Joint Administrative Committee
36.1 Committee Composition
A Joint Administrative Committee (JAC) consisting of three (3) representatives of each Partyshall be established. Either Party may at any time, but with seven (7) days written notice, re-place any of its representatives.
As per Article 5.6.2, each JAC member shall complete equity training designed to help themidentify unconscious bias and other recognized factors that contribute to inequity, unlearnpatterns of biased behavior, and adopt an equity mindset to direct all their activities at Bran-don University. Such training shall also promote understandings of the value of First Nations,Métis, Inuit, and Non-Status Indigenous knowledges. JAC members shall have completed thistraining no later than two (2) months after joining JAC, and every twenty-four (24) monthsthereafter.
36.2 Functions
Without prejudice to the functions and responsibilities of the various duly constituted bodiesof the University, the JAC shall concern itself with the following general matters:

(a) the administration of the Collective Agreement;
(b) the timely correction of conditions which may give rise to misunderstandings and grievances.

36.3 Expand JAC or Create Subcommittees
Nothing in the foregoing shall prevent the Parties from agreeing to expand, on a parity basis,the JAC or to form subcommittees thereof in order to expedite its proceedings.
36.4 Procedures
The JAC shall meet as necessary. Either Party may call a meeting on seven (7) days writtennotice. The Parties shall exchange agendas at least forty-eight (48) hours prior to any meet-ing. Two (2) members of the Committee representing each Party must be present to consti-tute a quorum. Decisions of the Committee shall, when initialed by all Committee membersor verified through an alternate agreed-upon method, constitute Memoranda of Understand-ing between the Parties. Such memoranda may interpret, but may not amend, the CollectiveAgreement.
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Article 37: Academic Administrators
37.1 General
This Article shall apply only to those Academic Administrators who hold academic rank, whowould be Members of the bargaining unit were it not for the fact that they hold administrativepositions which exclude them from the bargaining unit.
37.2 Promotion and Tenure
No internally selected Academic Administrator shall receive tenure or promotion as a con-dition of employment in administration. The consideration of promotion and tenure of suchAcademic Administrators during their term of office shall be in accordance with Articles 17and 18 of this Agreement.
37.3 Entry and Re-entry into the Bargaining Unit

37.3.1 Re-entry into the Bargaining Unit for Internally Selected Academic
Administrators

All Academic Administrators who were Members of the bargaining unit before being excludedby virtue of their administrative position may re-enter the bargaining unit upon completion oftheir term of office.
37.3.2 Admission to the Bargaining Unit for Externally Selected Academic

Administrators
Those Academic Administrators who were not Members of the bargaining unit before takingup their administrative positions shall be admitted to the bargaining unit upon completionof their term of office provided that the Department to which the Academic Administratorwill become a Member upon entering the bargaining unit will have had an opportunity tomeet with the candidates on an individual basis (using similar procedures as for Departmentalselections) and the opportunity to recommend rank, step(s), and type of appointment (i.e.,tenured) to the Selection Committee. Should the Selection Committee’s recommendation tothe Board of Governors be different from that of the Department, the Selection Committeeshall state reasons for the difference in its recommendation to the Board of Governors. Suchreports shall be copied to the Department, which shall be given an opportunity for rebuttal tothe President.
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37.3.3 Rights and Privileges upon Entry/Re-entry
All Academic Administrators who have entered or re-entered the bargaining unit accordingto the terms of Articles 37.3.1 or 37.3.2 shall henceforth be governed by this Agreement andenjoy all the rights, privileges, and duties of Members, subject only to the restriction that theymay not grieve on any issue arising from their former administrative position.
37.4 Administrative Leaves
Academic Administrators shall not be eligible for sabbatical leave during their term(s) of of-fice but may be granted administrative leaves on such terms and conditions as may be de-termined by the Board of Governors. If such an administrative leave is taken at the end ofthe administrative term, no accrual of service towards a future sabbatical leave shall be car-ried into the unit on entering or re-entering it. If such an administrative leave is not taken, theservice as Academic Administrator shall count as accrual for sabbatical leave. In addition, anAcademic Administrator who has accumulated a number of years as a Member prior to en-tering administration will be entitled to carry forward those years toward a future sabbaticalupon re-entering the bargaining unit.
Should an Academic Administrator not receive an administrative leave and apply subse-quently for a sabbatical leave, the latter may be granted in addition to all other eligible Mem-bers (Article 25.10.4 (a)).
37.5 No Displacement
No tenured, tenure-track, continuing, or continuing-track Member shall be displaced from theDepartment by the entry or re-entry of former Academic Administrators.
37.6 End of Administrative Stipend
Employees who are currently excluded from the bargaining unit by virtue of their adminis-trative employment will drop their administrative stipend when they return to the bargainingunit and shall receive the salary they would have received had they been in the bargainingunit throughout.
37.7 Limited Department Participation
Academic Administrators who teach as part of their workload may attend meetings and par-ticipate in Departmental discussion, but are not members of Departments as defined in thisCollective Agreement. Academic Administrators may not attend Department meetings or
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participate in Departmental discussions when recommendations are being made in the fol-lowing matters for which the Academic Administrator has decision-making authority or makesseparate recommendation by virtue of their administrative duties and responsibilities:
(a) appointments
(b) dismissals
(c) tenure
(d) continuing
(e) promotion
(f) teaching assignments
(g) Departmental budget
(h) sabbaticals, or
(i) any other matter in which the Academic Administrator has decision-making authorityor makes separate recommendation by virtue of their administrative duties and respon-sibilities.
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Article 38: Correspondence
A copy of each and every piece of correspondence passing between the Union and the Em-ployer shall be sent to the designated Office of the President of the University and the Officeof the President of the Union. Where written notice is specified in this Collective Agreement,the Brandon University internal mail system will be deemed adequate means. Where re-ceipted delivery is specified, an electronic acknowledgement or a handwritten receipt signedby the Member concerned or by an officer of the University or their designate is adequate.
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Article 39: Duration and Continuance of the
Agreement

39.1 Duration
This Collective Agreement shall be for four (4) years from 1 April 2023 to 31 March 2027.
39.2 Notice to Bargain
Notice to bargain for a renewal of this Collective Agreement with or without modifications orfor the making of a new Collective Agreement shall be given in accordance with the provi-sions of The Labour Relations Act.
39.3 No Strike or Lockout During Period of Collective

Agreement
In accordance with the provisions of The Labour Relations Act,

(a) the Union shall not declare or authorize a strike by Members while this Collective Agree-ment is in force;
(b) the Employer shall not declare or cause a lockout of Members while this CollectiveAgreement is in force; and
(c) no Member shall strike while this Collective Agreement is in force.

39.4 Access in Event of Strike or Lockout
In the event of a strike or lockout, Members who require access to University facilities in orderto prevent irreparable damage (such as the loss of life and/or decomposable materials) shallmaintain access to University facilities to prevent such damage. Requirements for such accessshall be made known to the Dean/Director prior to any strike or lockout.
39.5 Additions to the Collective Agreement
If, during the term of this Collective Agreement, the Parties hereto agree on an addition to,an amendment of, or an interpretation of any of the provisions of this Collective Agreement,
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the same may be added to this Collective Agreement in the form of a supplement hereto,and shall thereafter become part of this Collective Agreement. Nothing in this Clause shall bedeemed or in any manner construed as providing either of the Parties with a right, additionalto that provided above, to require the other Party to commence collective bargaining.
39.6 Joint Consultative Committee
The Parties hereby acknowledge the benefits of a consultative process for the purpose of dis-cussing issues relating to the workplace which affect the Parties to this Agreement or anyMember bound thereby. To this end, the Parties recognize the provisions of Section 81 (2)of The Labour Relations Act. Specifically, the Parties agree to establish a Joint ConsultationCommittee, consisting of three (3) persons representing each Party. The Committee shall, atthe request of either Party, meet at least once every two (2) months, or at such times and insuch manner as the Parties may agree.
Quorum for meetings of the Joint Consultation Committee shall be four (4) members, pro-vided that at least two (2) members from each Party are present. The Chair shall alternate,from meeting to meeting, between the Parties and retain voting rights.
39.7 Right to Privacy
The Parties agree that Members have the right to privacy, consistent with the traditions ofacademic freedom and Article 10 of this Collective Agreement. Furthermore, the Parties agreeto the application of the provisions of the Manitoba Freedom of Information and Protectionof Privacy Act, or any other applicable statutes of Manitoba and the Government of Canadarelated to privacy, as they may be proclaimed or amended from time to time.
39.8 Technological Change
The Parties recognize that technological change may affect the environment within whichthe professional duties and responsibilities of Members are undertaken. Accordingly, the Par-ties agree that a Technology Review Committee shall be established to make recommenda-tions, when requested to do so by either Party, regarding changes in technology (hardwareand software). Prior to the implementation of such technological change, the Employer shallnotify the Union in writing of the proposed change. The Technology Review Committee shallconsist of three (3) persons representing each Party. Quorum for meetings of the TechnologyReview Committee shall be four (4) members, providing that at least two (2) members fromeach Party are present. The Chair shall alternate from meeting to meeting, between the Par-ties, and retain voting rights. Recommendations of this Committee must be submitted to theEmployer within thirty (30) calendar days after the notice of the proposed change, or suchfurther period as the Parties may mutually agree. If no such timely recommendation is sub-mitted, the Employer is free to implement the proposed change. Minority, as well as majority,recommendations may be submitted.
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39.9 No New Bylaws or Policies Affecting Terms and
Conditions of Employment

During the term of this Agreement, the Employer shall not establish new bylaws or policies oramend existing bylaws or policies that affect a change in the terms or conditions of employ-ment without prior consultation with the Union. For the purposes of interpreting this Article,the requirement of prior consultation shall be satisfied by informing the Union, in a timelyfashion, in writing, of the proposed new or amended bylaws or policies and allowing for writ-ten representation.
39.9.1 Discipline for Just and Reasonable Cause
Any policy enacted by the Board of Governors which contains provisions of a disciplinary na-ture shall be applied, in respect of Members, only for just and reasonable cause (as limited byArticles 13, 31.1 (j) (ii), and 31.1 (j) (iii)) and shall at all times be in accordance with the principlesof academic freedom as set out in Article 10 of this Agreement.
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Article 40: Salaries and Benefits
Salaries and benefits for the period covered by this Collective Agreement shall be as listed inAppendix F.
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Article 41: Printing and Distributing This
Agreement

The Employer agrees, as soon as possible following ratification of this Collective Agreementby the Parties, to have the Collective Agreement printed, to distribute one (1) copy to eachMember, to send thirty (30) copies to the Union office, and to make additional copies avail-able at cost. In addition, the Collective Agreement shall be posted to the Brandon Universitywebsite and all Members shall be advised when it has been posted.
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Appendices
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Appendix A: Employment Agreements
A.1 Letters of Appointment
Letters of Appointment are issued for tenure-track, tenured, continuing-track, continuing, orterm appointments.
Items below are to be referred to in Letters of Appointment. Items in category A will be in-cluded in all letters. Items in category B will be included only in those letters where they areapplicable. Supplemental information relating to pension, benefits, and pay schedule mayalso be provided.
A.1.1 Category A

1. Name and address.
2. Position title.
3. Faculty, Department, and/or Special Project.
4. Responsible to

a) academically
b) administratively.

5. Type of appointment (full-time, part-time, phased retirement).
6. Duration of appointment (term, tenure-track, tenured, continuing-track, continuing).
7. Effective dates.
8. Rank and step(s).
9. Statement of equivalency.

10. Frequency of salary payment.
11. Benefit plan eligibility.
12. Pension plan eligibility.
13. Sabbatical credit from previous university recognized at Brandon University.
14. Location of work.
15. Moving allowance.
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A.1.2 Category B
1. Workload for twelve (12) month terms (e.g., course names and numbers).
2. Distance compensation.
3. Immigration credential clause.
4. Salary clause if appointment offer made before salary settlement for appointment aftersettlement (i.e., salary = rank and steps x subject to increase).
5. Provisions for reduced term appointments, if such a mechanism is adopted.
6. Special clauses required regarding

a) standard teaching assignment
b) salary
c) pension eligibility
d) group life benefit eligibility
e) disability eligibility
f) sabbatical credit.

Some or all may be defined in the Collective Agreement.
7. Any leave of absence provisions or special leave provisions which are part of the offer.
8. Automatic promotion upon completion of conditions (e.g., obtaining terminal degree,completing years of service).
9. Terminal degree completion as a condition of promotion and tenure, if required.

10. Start-up conditions (e.g., release time, space allocation, equipment, start-up funds,etc.).
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A.2 Contracts
Contracts are issued for course-based, professional services, or EAP Contract Academic Staffpositions.
Items below are to be referred to in contracts. Items in category A will be included in all con-tracts. Items in category B will be included only in those contracts where they are applicable.Supplemental information relating to pension and pay schedule may also be provided.
A.2.1 Category A

1. Name and address.
2. Type of contract (course-based, professional services, EAP).
3. Effective dates.
4. Faculty, Department, and/or Special Project.
5. Responsible to

a) academically
b) administratively.

6. Specific duties:
a) for course-based: course number, name, and section
b) for professional services: duties as per job description
c) for EAP: course number, name, and section.

7. Statement of equivalency.
8. Stipend.
9. Method of stipend payment.

10. Location of work.
11. Cancellation clause(s):

a) conditions under which a contract may be cancelled
b) conditions for payment if contract cancelled as per Appendix F.5
c) payment schedule in the event contract is cancelled as per Appendix F.5.

A.2.2 Category B
1. Emergency contract provisions.
2. Right of first refusal (RFR) achieved through contract.
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3. Course-based contracts:
a) additional stipend for teaching nine (9) or more credit hours in one (1) academicyear (Appendix F.4.1 (c)).
b) clause for shared contracts.
c) clause for team-taught course.
d) minimum contact hour clause.
e) restrictions on remuneration if additional contact hours are offered.
f) schedule of teaching.

4. Professional services contracts:
a) PA or AA.
b) rate of pay.
c) number of hours (total or per week).

5. EAP contracts:
a) additional stipend for teaching three (3) or more courses (Appendix F.4.3 (d).
b) vacation pay for teaching fewer than three (3) courses (Appendix F.4.3 (c)).
c) Coordinating Instructor stipend (Appendix F.4.3 (e)).
d) schedule of teaching.
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Appendix B: Job Descriptions of
Professional Associate
Positions

These job descriptions may be amended from time to time by the Employer after consul-tation with, and the approval of, the incumbent and the Union (such approval shall not beunreasonably withheld). Job descriptions for new positions shall be included in this CollectiveAgreement when they have been approved by the Employer and prior to candidate inter-views.
B.1 Library and Archives Positions
These job descriptions are written in terms of professional-level library functions, which areas follows:

(a) Collection management—selecting, analyzing, assessing, and deselecting materials inthe library collection
(b) Cataloguing/Metadata—describing and analyzing acquired materials for access and dis-covery
(c) Reference services—assisting library patrons in finding and using library resources andother sources of information
(d) Information literacy instruction—teaching the tools and processes needed to locate andevaluate information and information sources
(e) Systems—traditional and emerging software solutions and standards necessary formanagement and access of the library’s resources
(f) Liaison work—may include collection management activities, workshop development,attendance at faculty meetings, outreach, advocacy, and other related activities
(g) Preservation—prolonging the life of important institutional documents, rare books, orother types of materials, including activities such as digitization, format migration, as-sessment of materials for transfer to other library facilities, etc.
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B.1.1 Scholarly Communications Librarian
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Provision of services supportive of both traditional and emerging scholarly communica-tions activities at Brandon University
(b) Coordination and provision of intellectual property/copyright services for the John E.Robbins Library
(c) Identification, championing, building awareness, development, and design of rele-vant policies, services, and technologies supportive of scholarly communication, digitalscholarship, and open access/open data/open educational resources
(d) Gathering, disseminating, and preserving important open digital assets at Brandon Uni-versity
(e) Provision of education and training related to assessment and impact metrics for schol-ars
(f) Provision of education and training related to current and ongoing changes in intel-lectual property, scholarly communication, digital scholarship, and open access/opendata/open educational resources
(g) Supporting institutional outreach by ensuring important publications/performances(etc.) of faculty and students are made visible to the wider community
(h) Liaising with institutional stakeholders in the areas of research, graduate studies, re-searchers and colleagues in relation to issues around copyright, open access, the gather-ing, dissemination, and preservation of student and faculty research outputs/performances
(i) Provision of liaison services to one of the Faculties
(j) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities

(k) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(l) Per Article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise

(m) Maintaining awareness of new and emerging librarianship and scholarly communicationtrends
(n) Other professional duties as may be assigned by the Chief Information Officer (or equiv-alent) in consultation with the incumbent.
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B.1.2 Reference and Information Literacy Instruction Librarian
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Coordination and delivery of reference services, information literacy instruction, tours,and workshops
(b) Evaluation and development of the reference collection
(c) Assistance with planning, development, and implementation of innovative electronicreference services
(d) Participation in various library projects, including digitization and preservation initiatives
(e) Provision of liaison services to one of the Faculties
(f) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(g) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(h) Per Article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise
(i) Maintaining awareness of new and emerging librarianship trends
(j) Other professional duties as may be assigned by the Chief Information Officer (or equiv-alent) through consultation with the incumbent.

B.1.3 Metadata and Collection Management Librarian
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Creation of original metadata for all physical and electronic resources in all formats andall languages
(b) Addition to, and optimization of, metadata in records for all resources requiring com-plex copy cataloguing
(c) Maintenance of extant metadata
(d) Establishment and revision of cataloguing and metadata policies and procedures
(e) Collection management activities
(f) Coordination of the revision of collection management policies and procedures
(g) Provision of liaison services to one of the Faculties
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(h) Performing other duties related to metadata and collection management as needed toaccomplish the goals of the library and the University, including digitization and preser-vation initiatives
(i) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(j) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity

(k) Per article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise
(l) Maintaining awareness of new and emerging librarianship trends

(m) Other professional duties as may be assigned by the Chief Information Officer (or equi-valent) through consultation with the incumbent.
B.1.4 Systems Librarian
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Administering the core library systems
(b) Monitoring the market regarding implementation of new and emerging library appli-cations and knowledge systems such as next generation library catalogues, aggregateddiscovery tools, instructional technology, and digital archives
(c) Coordinating library web development with library, communications, and informationtechnology personnel
(d) Performing other duties related to library systems as needed to accomplish the goals ofthe library and the University, including digitization and preservation initiatives
(e) Provision of liaison services to one of the Faculties
(f) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(g) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(h) Per Article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise
(i) Maintaining awareness of new and emerging librarianship trends
(j) Other professional duties as may be assigned by the Chief Information Officer (or equiv-alent) through consultation with the incumbent.

- 264 -



B.1.5 Indigenous Services Librarian
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Liaison work including cultivation and sustainment of collaborative relationships withfaculty, students, and staff in a manner that strengthens accountability to the Indige-nous community and integrates various forms of Indigenous knowledge into libraryservices and programming
(b) Liaison work including outreach on behalf of the library to Indigenous students and theUniversity community
(c) Providing reference services and information literacy instruction through an Indigenousperspective
(d) Participating collaboratively to help decolonize and Indigenize the library, its collections,and its services to integrate Indigenous knowledge systems, perspectives, and world-views
(e) Participation in various library projects, including digitization, preservation, and researchdata management initiatives
(f) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(g) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(h) Per Article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise
(i) Maintaining awareness of new and emerging librarianship trends
(j) Other professional duties as may be assigned by the Chief Information Officer (or equiv-alent) through consultation with the incumbent.

B.1.6 Subject-Specialist Librarian
The job description below will be used as a model in developing the job description of a subject-specialist librarian.
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Cultivation and sustainment of collaborative relationships with faculty, students, andstaff in the specific discipline through liaison and reference services
(b) Collection management in the specific discipline
(c) Participation in various library projects, including digitization and preservation initiatives
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(d) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(e) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(f) Per Article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise
(g) Maintaining awareness of new and emerging librarianship trends
(h) Other professional duties as may be assigned by the Chief Information Officer (or equiv-alent) through consultation with the incumbent.

B.1.6.1 Music Librarian

This position is responsible to the Chief Information Officer (or equivalent) for the following:
(a) Serving as the School of Music liaison librarian by cultivating and sustaining collabora-tive relationships with music faculty, students, and staff, as well as Conservatory andcommunity members
(b) Provision of library reference activities for the Music specialty
(c) Collection management activities for the Music specialty
(d) Developing plans for enhancing Music Library space
(e) Maintaining awareness of emerging music librarianship trends, technologies, and initia-tives and evaluate their usefulness to the local environment
(f) Participation in various library projects, including digitization and preservation initiatives
(g) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(h) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(i) Per Article 14.5.1 (d), service includes but is not limited to participation in Library Counciland representation of the library on professional and scholarly association committees,task forces, work groups, and other entities at the local, regional, and national level asappropriate to position and area of expertise
(j) Other professional duties as may be assigned by the Chief Information Officer (or equi-valent) through consultation with the incumbent.
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B.1.7 University Archivist
This position is responsible to the Chief Information Officer (or equivalent) for the following:

(a) Administration, acquisition, appraisal, description, and reference functions of the Uni-versity Archives
(b) Per Article 14.5.1 (a), professional preparation includes but is not limited to pursuit ofprofessional development opportunities
(c) Per Article 14.5.1 (c), professional attainment includes but is not limited to engagementin research, scholarship, and creative activity
(d) Per Article 14.5.1 (d), service includes but is not limited to participation in and represen-tation of the archives on committees, task forces, work groups, and other entities at thelocal, provincial, and national level as appropriate to position and area of expertise
(e) Other professional duties as assigned by the Chief Information Officer (or equivalent)through consultation with the incumbent.

This position is responsible to the Office of the President for the following:
(a) Management of the University Art Collection.

B.2 Student Services Positions

B.2.1 Counselling Therapist
This position is responsible to the Dean of Students for providing counselling and program-ming appropriate to the Brandon University community as follows:

(a) Provide individual, couple, family, and group counselling for undergraduate and gradu-ate students
(b) Respond to client needs for preventative, developmental, and/or therapeutic coun-selling. Issues might include educational, financial, career/vocational, personal, interper-sonal, and social concerns
(c) Function as a student-centered, independent, responsible professional in accordancewith professional codes of ethics and legislation, consulting and collaborating withStudent Services personnel and faculty/staff on campus within an inter-professionalmodel
(d) Respond to mental health emergencies and other related crises, as appropriate
(e) Provide information to students to facilitate the appropriate use of on-campus and off-campus resources
(f) Train and supervise student assistants as appropriate
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(g) Respond to requests by members of the campus community for participation in spe-cialized educational activities (e.g., workshops, seminars, clinical supervision of graduatetrainees in practicum or internship experiences)
(h) Collect, maintain, and report on usage data and records of activities
(i) Maintain appropriate files as per legislation
(j) Engage in research and scholarship activities as per Article 14

(k) Engage in program development to support student well-being
(l) Represent Counselling Therapists on professional and scholarly association commit-tees, task forces, work groups, and other entities at the local, regional, and national levelas appropriate to position and area of expertise

(m) Perform other appropriate duties as may be assigned by the Dean of Students throughconsultation with the incumbent.
B.2.2 Academic Skills Specialist
This position is responsible to the Dean of Students for providing writing skills, mathemat-ics skills, or learning skills services and programming appropriate to the Brandon Universitycommunity. The position may include duties as follows:

(a) Develop, implement, evaluate, and revise academic skills services through appoint-ments with individual students or small groups of students
(b) Develop, implement, evaluate, and revise academic skills workshops
(c) Develop, implement, evaluate, and revise academic skills resources
(d) Train and supervise student assistants as appropriate
(e) Maintain records of activities and usage data
(f) Maintain appropriate files as per privacy legislation
(g) Engage in research and scholarship activities as per Article 14
(h) Represent Academic Skills Specialists on professional and scholarly association com-mittees, task forces, work groups, and other entities at the local, regional, and nationallevel as appropriate to position and area of expertise
(i) Perform other appropriate duties as assigned by the Dean of Students through consul-tation with the incumbent.

B.2.3 Student Accessibility Coordinator
This position is responsible to the Dean of Students and will collaborate closely with the Stu-dent Accessibility Specialist. The position may include duties as follows:
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(a) Review documentation, conduct interviews, and determine eligibility for accommoda-tions and supports for students with disabilities
(b) Identify and implement effective and reasonable accommodations and supports forstudents with disabilities, according to established policies, guidelines, and best prac-tices
(c) Communicate with faculty regarding the implementation of accommodations and sup-ports for students with disabilities
(d) Provide assistance with grant applications from government and other external agen-cies for services and supports for students with disabilities
(e) Review relevant legislation and its application to post-secondary sector; assist with pol-icy development and revision as needed
(f) Research and development of new initiatives and programming including partnershipswith other areas on campus and external agencies
(g) Develop and implement specialized individual and small group programming for stu-dents with disabilities in the areas of academic skills and training with assistive technol-ogy
(h) Collaborate with the University community to facilitate access and promote increasedunderstanding of accessibility
(i) Collect, maintain, and report on usage data and records of activities
(j) Maintain confidential files as per legislation

(k) Engage in research and scholarship activities as per Article 14
(l) Represent Student Accessibility Services on professional and scholarly associationcommittees, task forces, work groups, and other entities at the local, regional, and na-tional level as appropriate to position and area of expertise

(m) Perform such other duties as assigned by the Dean of Students through consultationwith the incumbent.
B.2.4 Director, Office of International Activities
This position is responsible to the Dean of Students. The position is responsible for variousaspects of internationalization efforts at Brandon University including, but not limited to, re-cruitment and retention of international students and agents, and oversight of the English forAcademic Purposes (EAP) program. This position may include duties as follows:

(a) Responsible for maintaining current knowledge of federal and provincial regulationsand programs for international students. Will recommend admission policy, proceduralprogram, and/or rule changes to reflect best practices at other Canadian universities
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(b) Responsible for the development and maintenance of the Office of International Activ-ities operating budget
(c) Direct the English for Academic Purposes (EAP) program. Supervise the Coordinator ofInternational Activities and EAP teachers
(d) Implement new revenue streams through the development of international partner-ships and formalized agreements with foreign institutions
(e) In collaboration with the Director of Admissions and Awards, admit students condition-ally to Brandon University via the English for Academic Purposes program
(f) Through an understanding of issues, trends, and opportunities, strategically recruit stu-dents and agents worldwide, both indirectly and directly, to the University by annuallyattending fairs and agent workshops and forging articulation agreements with partner-ing universities that are consistent with the overall enrolment strategy of the University
(g) Develop and maintain an agent management process
(h) In collaboration with the Communications Office, Director of Recruitment and Reten-tion, Student Services, and academic Deans, the Director is responsible for creatingpublications, including an international view book and marketing material that compliesand is consistent with Brandon University’s strategic marketing and enrolment vision
(i) Oversee the development, implementation, and evaluation of programs to support,engage, and retain international students
(j) Establish and promote faculty exchange opportunities

(k) Work to improve the global experience of domestic and international students by es-tablishing and promoting study abroad opportunities, and work with faculty and aca-demic Deans to globalize student curriculum
(l) Prepare an annual report of activities for the Dean of Students (or equivalent)

(m) Provide supports on campus for international students requesting information regard-ing post-graduate work permits, study permit renewals, permanent residency, andother immigration-related questions
(n) Collect, maintain, and report on usage data and records of activities
(o) Represent the Office of International Activities on professional and scholarly associa-tion committees, task forces, work groups, and other entities at the local, regional, andnational level as appropriate to position and area of expertise
(p) Perform other appropriate duties as assigned by the Dean of Students through consul-tation with the incumbent.
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B.2.5 Student Accessibility Specialist
This position is responsible to the Dean of Students and will collaborate closely with the Stu-dent Accessibility Coordinator. The position includes duties as follows:

(a) Develop and implement specialized individual and small group programming for stu-dents with disabilities in the areas of academic skills and training with assistive technol-ogy
(b) Research, develop, and manage specialized support services for students including notetaking, tutoring, alternate format, and test/exam accommodation services according tobest practices for students with disabilities
(c) Hire and train student assistants
(d) Collaborate with the Student Accessibility Coordinator (SAC) as needed
(e) Collaborate with the SAC in the development of programs and initiatives for studentswith disabilities
(f) Collaborate with the University community to facilitate access and promote an in-creased understanding of accessibility
(g) Collect, maintain, and report on usage data and records of activities
(h) Engage in research and scholarship activities as per Article 14
(i) Represent Student Accessibility Services on professional and scholarly associationcommittees, task forces, work groups, and other entities at the local, regional, and na-tional level as appropriate to position and area of expertise
(j) Maintain confidential files as per legislation

(k) Perform other appropriate duties as assigned by the Dean of Students through consul-tation with the incumbent.
B.3 Project Positions

B.3.1 Centre Coordinator, Community-Based Education (CBE)
This position reports to the Dean of Education through the Director of the Indigenous Teach-ers Education Program (PENT) and Community-Based Education (CBE). The position mayinclude duties as follows:

(a) Assisting CBE faculty and staff in scheduling course offerings for current and future Pro-gram delivery
(b) Managing the CBE Centre. Responsibilities include support for instructors and for allcourse resource needs, monitoring daily/weekly attendance, and maintenance of ITservices
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(c) Maintaining student records
(d) Administering student registrations
(e) Course instruction in the Program as required (up to nine (9) credits)
(f) Liaison with CBE personnel, sponsoring agencies, and school divisions
(g) Assisting in securing, networking, and managing field experience opportunities for theProgram
(h) Assisting in the recruitment and retention of students for the Program
(i) Academic advising and counselling of all students at the Centre, including new Programintakes
(j) Assisting in implementing a Study Skills program.

B.3.2 Director, Indigenous Teachers Education Program (PENT) and
Community-Based Education (CBE)

This position reports to the Dean of Education. The position may include duties as follows:
(a) Administration of the Program, including daily operations and contractual agreements
(b) Recommending employment and termination of employment of all faculty and sup-port staff in the Program
(c) Supervision of personnel; personnel relations within the Program
(d) Developing and implementing operational policies/procedures
(e) Budget submissions and expenditures
(f) Program planning and delivery
(g) Supervision of field experience
(h) Liaison with government and its agencies, local agencies and authorities, communitiesand school officials, and students
(i) Teaching up to twelve (12) credit hours
(j) Such other appropriate duties as assigned by the Dean of Education through consulta-tion with the incumbent.

B.4 Learning Technology Specialist
This position reports to the Provost. The position may include duties as follows:

(a) Maintain the learning management systems (LMS) including updating the look andstyle to be consistent with accessibility standards
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(b) Establish and maintain standards for the design and delivery of the LMS using soundeducational principles and best practices
(c) Keep abreast with instructional technologies to enhance learning in traditional class-room, blended, and online learning environments
(d) Collaborate with and assist faculty in the design of courses, curricula, and teaching ap-proaches that employ instructional technologies
(e) Provide professional and technical support/training to faculty through individual in-struction, seminars, and workshops
(f) Promote the adoption and use of instructional technologies by faculty
(g) Participate as a member of the CTLT team in its planning and implementation of theTeaching and Learning Strategic Plan
(h) Other related duties as assigned by the Provost through consultation with the incum-bent.

B.5 Director, Rural Development Institute
This position reports to the Dean of Arts. The position may include duties as follows:

(a) Maintain effective communication between the Institute, the Department of Rural De-velopment, Faculties, and other relevant units on campus
(b) Effectively liaise with the Department of Rural Development in support of student, fac-ulty, and program-related issues
(c) Provide creative leadership and direction for the development and improvement of theInstitute, including engaging Brandon University faculty in the research of the Instituteand in the promotion of research opportunities for Brandon University students
(d) Represent the Institute on (or to) appropriate University committees (e.g., Brandon Uni-versity Outreach Committee, RDI Advisory Committees, MRD Advisory Committees)and external rural stakeholder committees or like bodies
(e) Initiate, facilitate, and coordinate long-range planning and direction within the Institute
(f) Promote the development of the Institute by explaining and representing its goals, ac-tivities, and needs to internal and external bodies
(g) Ensure adequate staff and project personnel to undertake institute activities. Initiatecontracts, as needed, with independent professionals
(h) Provide support and direction for research activities within the Institute and to thoseworking in conjunction with such projects
(i) Network with other universities, relevant provincial and federal government ministriesand secretariats, and public sector research, policy, and development agencies
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(j) Develop, coordinate, and submit funding requests to appropriate external bodies to en-sure the ongoing success of the Institute and negotiate contracts and external fundersfor Institute activities
(k) Develop, coordinate, and submit annual budget requests and their accompanying ratio-nale
(l) Effectively oversee annual budgets and externally funded initiatives

(m) Carry out other responsibilities as reasonably requested by the Dean of Arts throughconsultation with the incumbent.
B.6 Director, Centre for Teaching, Learning and Technology

(CTLT)
For the purposes of their Director responsibilities, this position is responsible to the Provost(or designate). The position may include duties as follows:

(a) Recruit teaching, research, and graduate student affiliates to the Centre
(b) Organize workshops and seminars related to teaching, learning, and technology
(c) Develop and maintain a robust and informative CTLT website
(d) Provide individual and group support to faculty in their pursuit of teaching excellence
(e) Compile and share course and curriculum development information
(f) Develop, implement, and revise (as needed) a Teaching and Learning Plan
(g) Collaborate with the other teaching, learning, and/or technology specialists in the coor-dination of faculty orientation, mentorship activities, and faculty development services
(h) Other duties as assigned by the Provost (or designate) through consultation with theincumbent.

B.7 Director, Centre for Applied Research and Education in
Indigenous, Rural, and Remote Settings (BU CARES)

This position reports to the Dean of Education. The position may include duties as follows:
(a) Maintain effective communication between the Centre, the Faculty of Education, par-ticularly the Department of Graduate Studies, Faculties, and other relevant units oncampus
(b) Effectively liaise with all areas and Departments in the Faculty of Education in supportof student, faculty, and program issues
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(c) Provide creative leadership and direction for the development and improvement of theCentre, including engaging faculty in the research of the Centre and in promotion ofresearch opportunities for students
(d) Represent the Centre on (or to) appropriate University committees (e.g., BU CARESAdvisory Committee) and external Indigenous and rural education stakeholder commit-tees or like bodies
(e) Initiate, facilitate, and coordinate long-range planning and direction of the Centre
(f) Promote the development of the Centre by explaining and representing its goals, activ-ities, and needs to internal and external bodies
(g) Ensure adequate staff and project personnel to undertake Centre activities. Initiate con-tracts, as needed, with independent professionals
(h) Provide support and direction for research activities within the Centre and to thoseworking in conjunction with such projects
(i) Network with other universities, school divisions, educational authorities, relevant provin-cial and federal government ministries, and public sector research, and education policyand development agencies
(j) Develop, coordinate, and submit funding requests to appropriate external bodies toensure the ongoing success of the Centre and negotiate contracts with external fundersfor Centre activities

(k) Develop, coordinate, and submit annual budget requests and their accompanying ratio-nale
(l) Effectively oversee annual budgets and externally funded initiatives

(m) Carry out other responsibilities as reasonably requested by the Dean of Education throughconsultation with the incumbent.
B.8 Co-operative (Co-op) Program Coordinator
Reporting to the Provost, the Coordinator will perform key administrative functions to sup-port the program. The position may include duties as follows:

(a) Promote Brandon University, its community, programs, faculty, and students
(b) Work strategically to grow the co-op program and develop new experiential-learningopportunities that meet both student and industry needs
(c) Contribute to the strategic marketing placement plan for co-operative education as awhole
(d) Manage all administrative program requirements including but not limited to coursecalendar requirements, provincial and federal co-operative education registries, pro-gram manuals and policies, website content, and admissions processes
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(e) Market the co-op program to current and potential companies and employers in personthrough meetings and presentations, by telephone, in writing, by email, by attendingtrade shows and career fairs, and by designing and distributing promotional material
(f) Act as the primary recruiting contact for new and existing employers (hiring managersand human resource professionals), which includes guiding employer partners throughthe co-op recruiting process
(g) Establish and sustain positive client communication to ensure a positive recruiting ex-perience and returning clients
(h) Actively promote Brandon University co-operative education and experiential learningprograms to encourage new students to participate in optional work-study programs;conduct this promotional activity in person, in writing (email, letters, brochures, pub-lished articles), arranging and conducting class visits, information sessions, social media,as well as using student ambassadors to promote these programs to their peers
(i) Provide students with information regarding program admissions process as well asgeneral and Department-specific eligibility criteria
(j) Complete co-op admissions

(k) Facilitate the eight (8) week professional development series to co-op students as wellas other job search and career-related workshops
(l) Provide one-on-one student support to review resumes and cover letters, as well asinterview preparation, career guidance, and program support before, during, and afterwork terms

(m) Work with University, community, and employers to develop networking opportunitiesfor co-op students
(n) Provide employers and faculty with information including, but not limited to, statisticalreports, market trends, average and reasonable salary expectations for a variety of jobsand employment sectors, recruitment consulting, new program development (under-graduate and graduate) as needed
(o) Represent BU at off-campus events, such as business dinners and trade fairs
(p) Provide feedback, including statistical information, to Faculties about the academic pro-grams
(q) Work with other co-operative education offices and associations to remain current onco-op and experiential learning best practices, government and industry-related initia-tives, as well as updates for student and employer funding and award opportunities
(r) Complete special projects on an as-needed basis
(s) Work closely with academic Departments to update and administer program-specificadmissions requirements, add new programs to co-op offerings, as well as consultthem during student evaluations and work term approvals (as needed).
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B.9 Research Facilitator of the Centre for Critical Studies of
Rural Mental Health and the Faculty of Health Studies

For the purposes of their facilitator duties to the Centre, they shall be responsible to the Vice-President (Research) through the Director of the Centre. For the purposes of their facilitatorduties to the Faculty, they shall report to the Dean of Health Studies. Duties and responsibili-ties of the position include the following:
(a) Developing strategic plans for the Centre along with the Executive Team of the Centre
(b) Developing networks between the Centre, Health Studies researchers, Brandon Univer-sity faculty, and research centers/institutes internal and external to the University
(c) Promoting internal communication with faculty members on matters pertaining to ruralmental health research
(d) Communicating with and establishing relationships with funding agencies
(e) Seeking out new research funding opportunities
(f) Developing relationships/partnerships within the community to promote research thatis responsive to the community
(g) Providing relevant training to support faculty in applying for grants and in completingresearch activities
(h) Providing process support to faculty in applying for grants and achieving research ob-jectives (e.g., literature searches, assistance in completion of grant forms, assistancewith ethics—whether BU ethics or external agency ethics)
(i) Supporting research faculty in disseminating research (e.g., assistance with publication,oral or poster presentations)
(j) Overseeing the operation of the Centre and Health Studies Research Office

(k) Hiring and training research assistants
(l) Participating in the orientation and mentorship of new Health Studies faculty

(m) Assisting graduate students in their pursuit of scholarly activities
(n) Overseeing the development of reports, policy briefs, and fact sheets for the Centre
(o) Performing other duties as may be assigned by the Vice-President (Research) or by theDean of Health Studies in consultation with the incumbent.
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B.10 Professional Associate, Geology and Northern Manitoba
Mining Academy

This position is responsible to the Dean of Science. The position may include duties as fol-lows:
(a) The standard teaching assignment of this position is twelve (12) credit hours, includingthe Geology Field School in Flin Flon
(b) Supervise undergraduate and graduate students
(c) Contribute to the efforts of development, administration, and promotion of the North-ern Manitoba Mining Academy (NMMA)
(d) Promote partnerships between the NMMA and the mining industry, Brandon Univer-sity, and other universities
(e) Conduct research outreach and duties on behalf of the NMMA
(f) Carry out duties for the NMMA as determined by the Academy in accordance with theagreement between the NMMA, University College of the North, and Brandon Univer-sity
(g) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent.
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Appendix C: Job Descriptions of
Instructional Associate
Positions

These job descriptions may be amended from time to time by the Employer after consul-tation with, and the approval of, the incumbent and the Union (such approval shall not beunreasonably withheld). Job descriptions for new positions shall be included in the CollectiveAgreement when they have been approved by the Employer and prior to candidate inter-views.
C.1 Science Positions
The Instructional Associates are academically responsible to the Department, through itsChair, and administratively responsible to the Dean.
C.1.1 Instructional Associate in Biology (Introductory emphasis)

(a) Assist with and/or instruct Biology course laboratories, as determined by the Dean andas recommended by the Department. Responsible for the organization, instruction, andassessment of student performance in laboratories in the following Biology courses:15:162 and 15:163, or their equivalent. Duties include, but are not limited to, updatingand revising lab material in consultation with the course instructor, weekly preparationof laboratories, preparation of answer keys, grading of laboratory assignments, mainte-nance of laboratory records, setting and marking laboratory tests, and some assistancein invigilating and marking of 15:162 and 15:163 examinations
(b) The standard teaching assignment of this position, as per Article 20.3.2 (d), is ten (10)laboratory sections ranging from seven and one-half (7.5) to fifteen (15) credit hours oflaboratory instruction depending on the availability of student assistants, and normallyzero (0) credit hours of course instruction per academic year
(c) Supervise and train graduate teaching assistant(s) and undergraduate student assis-tant(s) for 15:162 and 15:163, dishwashing, and the greenhouse
(d) Assist in ordering supplies and/or preparation for other Biology labs, namely 15:261,15:262, 15:282, 15:269, 15:371, 15:467, 15:480, or their equivalent
(e) Order and receive Departmental supplies and equipment in cooperation with otherBiology IAs
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(f) Maintain and store Departmental equipment and supplies in cooperation with otherBiology IAs
(g) Maintain Departmental teaching inventories in cooperation with other Biology IAs
(h) Maintain teaching-related biological collections in the Department
(i) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent.

C.1.2 Instructional Associate in Biology (Laboratory emphasis)
(a) Assist with and/or instruct Biology courses laboratories, as determined by the Dean andas recommended by the Department. The standard teaching assignment of this posi-tion as per Article 20.3.2 (d) is three (3) to six (6) credit hours of laboratory instructionand zero (0) to four (4) credit hours of course instruction (typically in the areas of mi-crobiology, genetics, evolution, and cell and molecular biology) per academic year
(b) The Department, in consultation with the incumbent, may adjust the allocation of labo-ratory and course instruction from year to year within the maximum total ten (10) credithours; however, the normal number of labs for this position is between two (2) and five(5) per week (see 20.5.7)
(c) Instruct Biology courses and supervise topics/honours students, as determined by theDepartment in consultation with the incumbent
(d) Conduct student advising in consultation with the Department
(e) Assist in ordering supplies and/or preparation of Biology Laboratories: 15:171, 15:172,15:267, 15:361, 15:363, 15:366, or their equivalent
(f) Order and receive Departmental supplies in cooperation with the other Biology IAs
(g) Maintain and store equipment and supplies in cooperation with the other Biology IAs
(h) Maintain teaching-related biological collections in the Biology Department
(i) Maintain the Departmental accounts and financial records in consultation with theChair as per Article 21.3
(j) Serve as the Department’s representative for Workplace Hazardous Materials Informa-tion System 2015 (WHMIS 2015), or as revised, on campus

(k) Supervise and train graduate teaching assistants and undergraduate student assistantsfor relevant courses taught
(l) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent (e.g., serving on commit-tees such as the Brandon University Biosafety Committee).
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C.1.3 Instructional Associate in Biology (Animal Health Technologist)
(a) Operate and maintain the Vivarium including care and health of the animals, ordering,storage, and maintenance of equipment and supplies, maintaining cleanliness of facil-ity, ordering of animals for research and teaching laboratories, record keeping, develop-ing and updating Standard Operating Procedures (SOPs)
(b) Serve on the Brandon University Animal Care Committee (BUACC)
(c) May serve as the IA representative on the Brandon University Biosafety Committee(BUBC)
(d) Provide occasional assistance in preparation of Biology laboratories as may be assignedby the Department through consultation with the incumbent: 15:162, 15:163, 15:282,15:369 and 15:480, or their equivalent
(e) Assist with and/or instruct Biology course laboratories, as determined by the Dean andas recommended by the Department; however, the standard teaching assignment ofthis position, as per Article 20.3.2 (d), is zero (0) credit hours of lab instruction and zero(0) credit hours of course instruction per academic year
(f) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent and in cooperation withother IAs.

C.1.4 Instructional Associate in Chemistry
(a) Assist with and/or instruct first-year Chemistry course laboratories (in General Chem-istry I — 18:160, and General Chemistry II — 18:170, or their equivalent), as determinedby the Dean and as recommended by the Department. Duties include, but are notlimited to, preparation of laboratory materials and manuals, preparation of laboratoryreport marking guides and answer keys, hiring and supervision of student laboratoryassistants and laboratory report markers, and maintenance of laboratory class records
(b) The standard teaching assignment of this position, as per Articles 20.3.2 and 20.5.7, isthirteen and one-half (13.5) credit hours of laboratory instruction per academic year;five (5) laboratory sections of 18:160 with supervised student assistants (5 × 3.0 × 1/2= 7.5 credit hours) and four (4) laboratory sections of 18:170 with supervised studentassistants (4 × 3.0 × 1/2 = 6.0 credit hours)
(c) Coordinate Computer-Assisted Personalized Assignments (CAPA) for 18:160 and 18:170courses, and maintenance of student assignment records
(d) Operate and maintain chemical storerooms, including ordering of Departmental sup-plies and equipment
(e) Restock the main chemical storeroom with solvents and supply other materials neededfor Departmental laboratories
(f) Arrange for required maintenance of Departmental teaching facilities and equipment
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(g) Maintain Departmental accounts and financial records in consultation with the Chair asper Article 21.3
(h) Provide technical assistance to faculty members in their research programs in consulta-tion with the Department
(i) Serve as the Department’s representative for Workplace Hazardous Materials Informa-tion System 2015 (WHMIS 2015), or as revised, on campus
(j) Other duties as may be assigned by the Dean and as recommended by the Depart-ment and through consultation with the incumbent include advising students, partic-ipation in chemistry outreach programs, and providing technical assistance in seniorlabs.

C.1.5 Instructional Associate in Chemistry/Mathematics/Physics
(a) Instruct the two-term Chemistry course 18:090 — Introduction to Chemistry, or itsequivalent, including sole responsibility for one (1), two and one-half (2.5) hour perweek laboratory section per term. If a second laboratory section is warranted, it willbe run by a graduate teaching assistant or senior student, trained by the InstructionalAssociate, but unsupervised
(b) Instruct the two-term Physics course 74:090 — Elementary Concepts in Physics, or itsequivalent
(c) Instruct the two-term course 62:090 — Basic Mathematics, or its equivalent, includinginstruction of three (3) hours of laboratory per week with laboratory assistant(s) bothterms
(d) Instruct the one-term Mathematics course 62:091 — Core Mathematics, or its equiva-lent, including instruction of three (3) hours of laboratories with a laboratory assistant.This course runs concurrently with the first half of Basic Math. This course adds zero(0) credit hours of teaching workload because 62:091 is the first half of the Basic Mathcourse. It is offered in the same slot and room and has the same lab time and room asthe Basic Mathematics course, in first term
(e) The standard teaching assignment of this position, as per Article 20.5.7, is twenty-four(24) credit hours per academic year
(f) Such other appropriate duties as may be assigned by the Dean through consultationwith the Departments and with the incumbent.

C.1.6 Instructional Associate in Geography
(a) Assist with and/or instruct Geography course laboratories, as determined by the Deanand as recommended by the Department. Responsible for the organization, instruc-tion, and assessment of student performance in laboratories in the following Geogra-phy courses: 38:170; 38:286; 38:353; 38:376, or their equivalent. This corresponds to a
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standard teaching assignment that may range from nine (9) to twelve (12) credit hoursin laboratories per academic year (calculated per Article 20.5.7) and depends on actualcourse laboratory offerings in a given academic year
(b) May assist with and/or instruct Geography courses as recommended by the Depart-ment, however, the standard teaching assignment for instruction of Geography coursesresulting from lecture contact hours is zero (0) credit hours
(c) Prepare cartographic materials (maps, diagrams, etc.) for faculty research and classroomuse
(d) Provide technical assistance to faculty members in their research programs as deter-mined by the Department
(e) Procure, organize, and maintain (i) the Topographic Maps and Map Library, and (ii) theAir Photos and Air Photo Library
(f) Prepare or provide outreach to and training for BU staff and students with regard to theMap Library materials, and serve as Departmental contact with the main library
(g) Order, administer, and maintain Departmental lab computer hardware and software
(h) Order, store, and maintain Departmental equipment and supplies
(i) Maintain and update Departmental web page, in consultation with the Chair
(j) Maintain Departmental accounts and financial records, in consultation with the Chair asper Article 21.3

(k) Serve as the Department’s representative for Workplace Hazardous Materials Informa-tion System 2015 (WHMIS 2015), or as revised, on campus, and
(l) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent.

C.1.7 Instructional Associate in Geology
(a) Assist with and/or instruct first-year Geology laboratories (42:160 and 42:161, or theirequivalent) as determined by the Dean and as recommended by the Department. Thestandard teaching assignment is four and one-half (4.5) credit hours to six (6) credithours per academic year and is dependent on the actual course laboratory offerings ina given academic year, including preparation of laboratories, supervision of laboratoryassistants, preparation of marking sheets and answer keys, grading of lab assignments,preparation and grading of laboratory exams, and maintenance of laboratory records
(b) Provide undergraduate instruction in a variety of second (2nd) to fourth (4th) year Geol-ogy laboratories 42:282, 42:283, and 42:466, or their equivalent, (3.75 credit hours)
(c) Provide undergraduate instruction in up to two (2) Geology courses 42:283 (lectures)and shared delivery of 42:333, the Field Geology course, or their equivalent, (six (6)credit hours). The classes and labs listed in (a), (b), and (c) correspond to a standard
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teaching assignment that may range from 11.25 to 15.75 credit hours per academic year(calculated per Article 20.5.7) and depends on actual course laboratory offerings in agiven academic year
(d) Act as curator of the Departmental teaching collections of minerals, rocks, ore speci-mens, and paleontology specimens, including teaching kits for loan to teachers in south-western Manitoba and Education students
(e) Prepare specimens for teaching
(f) Prepare and maintain Geology displays and promotional material, in consultation withthe Chair
(g) Arrange for repair and maintenance of Departmental teaching equipment as required
(h) Purchase equipment and supplies for the Department and maintain Departmental ac-counts and financial records, in consultation with the Chair as per Article 21.3
(i) Provide technical assistance and specimen preparation to faculty for their research inconsultation with the Department
(j) Maintain and update the Geology web page, in consultation with the Chair

(k) Serve as the Department’s representative for Workplace Hazardous Material Informa-tion System 2015 (WHMIS 2015), or as revised, on campus
(l) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent.

C.1.8 Instructional Associate in Geology (Micro Analytical Facility
Laboratory Technician)

This position is academically responsible to the Department, through its Chair, and adminis-tratively responsible to the Dean of Science.
(a) Operate and maintain analytical equipment, primarily the analytical scanning electronmicroscope, but also other research equipment (e.g., scanning electron microscope(SEM) and XRD/XRF instruments) in Geology
(b) Provide assistance in research projects and assist and collaborate with internal and ex-ternal research partners as determined by the Department
(c) Develop and execute the laboratory business plan and contact and liaise with externalindustry, government, and academic users
(d) Supervise all work in the laboratory and train all users of the laboratory equipment
(e) Affirm the integrity of results from the scanning electron microscope (SEM) and XRD/XRFinstruments
(f) Develop a public relations plan and advertising strategy for the laboratory in consulta-tion with the Chair
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(g) Provide up to four (4) credit hours of instruction in Geology for 42:499 and 42:449
(h) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent.

C.1.9 Instructional Associate in Mathematics and Computer Science
(a) Assist with course laboratories in 62:152 — Contemporary Math; 62:160 — ComputerScience I; 62:161 — Computer Science II; 62:171 — Introduction to Statistics; 62:172 —Introduction to Statistical Inference; 62:181 — Calculus I; 62:182 — Linear Algebra I; and62:191 — Calculus II, or their equivalent
(b) The standard teaching assignment of this position, as per Article 20.3.2, is eight (8) totwelve (12) credit hours of laboratory instruction per academic year, calculated as perArticle 20.5.7 and dependent on actual course laboratory offerings in a given academicyear. The number of labs is from ten (10) to twelve (12) per academic year
(c) Hire and supervise markers and laboratory assistants for the Department
(d) Hire and supervise laboratory advisor for math study hall
(e) Assist with senior labs as required
(f) Administer and supervise tests for courses listed above
(g) Prepare marking sheets, marker notes, and answer keys for first-year courses when nec-essary and upon agreement with individual faculty members
(h) Arrange for tests to be marked and maintain mark records for courses listed above
(i) Post and keep regular office hours for each academic term
(j) Liaise with Information Technology Services

(k) Serve as the Department’s representative for Workplace Hazardous Materials Informa-tion System 2015 (WHMIS 2015), or as revised, on campus
(l) Provide such technical support for research and course development as required thatmay be assigned by the Dean through consultation with the Department and the in-cumbent

(m) Arrange for repair and maintenance of Departmental teaching equipment
(n) Maintain the Departmental accounts and financial records, in consultation with theChair as per Article 21.3
(o) Maintain and update the Departmental web page, in consultation with the Chair, and
(p) Such other appropriate duties as may be assigned by the Dean and as recommendedby the Department through consultation with the incumbent.
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C.1.10 Instructional Associate in Physics and Astronomy
(a) Assist with the second-year courses, Electricity and Magnetism, Optics, and ModernPhysics courses (0.75 credit hours for each for a total of 2.25 credit hours), or their equiv-alent, including set-up and maintenance of all equipment, laboratory instruction of stu-dents, laboratory scheduling, and training of student demonstrators as necessary
(b) Instruct the lecture and laboratory third-year course, Electronics (three (3) credit hoursfor lectures and one and one-half (1.5) for laboratory). The normal teaching assignmentis six and three-quarters (6.75) credit hours of which three (3) credit hours is teachingand three and three-quarters (3.75) credit hours is laboratory, as described in (a) and (b)
(c) Prepare manuals for existing and new laboratories
(d) Maintain equipment for the first-year courses, General Physics I and II, Foundations ofPhysics I and II, and Elementary Concepts of Physics; the second-year course Com-putational Physics; and the third-year course, Advanced Physics Laboratory, or theirequivalent
(e) Maintain, install, and configure Department research equipment and high-performancecluster computing facilities and classroom demonstrations
(f) Maintain, install, and configure student computing lab
(g) Order equipment used for student labs and faculty research
(h) Serve as the Department’s representative for Workplace Hazardous Materials Informa-tion System 2015 (WHMIS 2015), or as revised, on campus
(i) Assist and advise on technical issues for NMR laboratory
(j) Monitor Departmental budget, in consultation with the Chair

(k) Such other appropriate duties as assigned by the Dean and as recommended by theDepartment through consultation with the incumbent.
C.1.11 Instructional Associate in Psychology

(a) Instruct Psychology courses as determined by the Dean and as recommended by theDepartment in consultation with the incumbent. The standard teaching assignment forthis position, as per Article 20.3.2, is up to six (6) credit hours of classroom instructionand may include 82:160 and 82:161, or their equivalent
(b) Support first-year courses, including the following:

1. Develop and maintain course pages for learning assistance and quiz completionfor 82:160 and 82:161 through online learning management systems (e.g., Moodle)
2. Attend each section of 82:160 and 82:161 to provide students with information onclass resources and enrolment keys for electronic support services
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3. Prepare and administer test and exam reviews for all sections of 82:160 and 82:161in consultation with the course instructors, and in other courses as determined bythe Department in consultation with the incumbent
4. Schedule review sessions for students in 82:160 and 82:161, and in other coursesas determined by the Department in consultation with the incumbent
5. Administer quizzes for all sections of 82:160 and 82:161 through online learn-ing management systems (e.g., Moodle), including preparing quiz items, settingthe open and closed time frames for each course section, and maintaining classrecords
6. Proctor exams and tests for Psychology courses as determined by the Department

(c) Aid Psychology students in the development and enhancement of scientific writingskills and scientific database search strategies
(d) Prepare and provide training to Psychology students with regards to APA style for allsecond-, third-, and fourth-year courses
(e) Carry out lab instruction for basic data analyses in 82:250 and 82:251 and support in-structors during lab sessions throughout the semester
(f) Post and keep regular office hours for each academic term as approved by the Depart-ment. Office hours are intended for one-on-one student interactions or group sessionswith students
(g) Complete such other appropriate duties as may be assigned by the Dean and as recom-mended by the Department through consultation with the incumbent.

C.2 Health Studies
The Instructional Associates are academically responsible to the Department, through itsChair, and administratively responsible to the Dean. An individual Instructional Associatedoes not necessarily assume all of the outlined responsibilities.
C.2.1 Instructional Associates in Nursing
Teaching Duties:

(a) Provides direct and indirect clinical supervision and evaluation of undergraduate stu-dents in laboratory and clinical courses
(b) Prepares skills laboratories, including set-up and take down of equipment
(c) Works collaboratively with nursing faculty to develop, implement, and evaluate simu-lated undergraduate learning experiences in high, medium, and low fidelity laboratories
(d) Assists and/or provides course instruction in Health Studies courses as per Article 14 andArticle 20.3.2
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(e) Normal standard teaching assignment is twenty-one (21) credit hours of combined lec-ture, laboratory, and practica. Workload includes a combination of teaching and otherduties as defined below; the normal standard teaching assignment may be adjustedupwards or downwards depending upon the substance of these other duties, or accord-ing to the various criteria established in Article 20.4.1 and 20.4.2, as recommended bythe Department and assigned by the Dean.
Other Duties:

(f) Maintains laboratory equipment and inventories; orders supplies as needed
(g) Assists with the orientation and mentorship of new Instructional Associates and Con-tract Academic Staff clinical faculty
(h) Participates in University, Faculty, and Department committees and service in profes-sional organizations
(i) Assists faculty members in their research programs as mutually agreed
(j) Assesses and tests student clinical skills’ performance for re-entrance to the Nursingprogram and recommends re-instatement

(k) Acquires and maintains knowledge of current policies and procedures in healthcare set-tings applicable to the job description
(l) Maintains professional RN and RPN designation

(m) Such other appropriate duties as may be recommended by the Department and ap-proved by the Dean in consultation with the incumbent.
C.2.2 Instructional Associates in Psychiatric Nursing
Teaching Duties:

(a) Laboratory planning, preparation, teaching, and evaluation
(b) Facilitation of open lab times on a regular and as-needed basis
(c) Works collaboratively with academic faculty to develop, implement, and evaluate simu-lated learning experiences in high, medium, and low fidelity laboratories
(d) Assists and/or provides course instruction in Health Studies courses as per Article 14 andArticle 20.3.2
(e) Provides direct and indirect clinical supervision and evaluation of undergraduate stu-dents in laboratory and clinical courses
(f) Submits documentation related to student performance to course instructor for gradeallocation
(g) Normal standard teaching assignment is twenty-one (21) credit hours of combined lec-ture, laboratory, and practica. Workload includes a combination of teaching and other
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duties as defined below; the normal standard teaching assignment may be adjustedupwards or downwards depending upon the substance of these other duties, or accord-ing to the various criteria established in Article 20.4.1 and 20.4.2, as recommended bythe Department and assigned by the Dean.
Other Duties:

(h) Acquires and maintains knowledge of current policies and procedures in healthcare set-tings applicable to the job description
(i) Maintains laboratory equipment and inventories; orders supplies as needed
(j) Assists faculty in their research programs as mutually agreed

(k) Assists with the orientation and mentorship of new Instructional Associates and ses-sional clinical faculty
(l) Provides guidance and extra remedial instruction, counselling, and tutorials

(m) Conducts clinical skills testing for re-entrance to program
(n) Participates as a member of Department/Faculty/University committees
(o) May serve as a representative on community and/or professional committees and/orboards
(p) Contributes to program and curriculum development and delivery
(q) Maintains professional RN and RPN designation
(r) Such other appropriate duties as may be recommended by the Department and ap-proved by the Dean in consultation with the incumbent.
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Appendix D: Job Descriptions of
Administrative Associate
Positions

These job descriptions may be amended from time to time by the Employer after consul-tation with, and the approval of, the incumbent and the Union (such approval shall not beunreasonably withheld). Job descriptions for new positions shall be included in this CollectiveAgreement when they have been approved by the Employer and prior to candidate inter-views.
D.1 Student Services

D.1.1 Career Planning and Placement Officer
This position reports to the Dean of Students and is responsible for assisting students in find-ing employment and enhancing their job search skills while promoting the hiring of studentsto potential employers and encouraging employers to recruit on campus. The position mayinclude duties as follows:

(a) Plan and organize events to assist students in making career choices
(b) Conduct workshops to assist students in enhancing their job search skills
(c) Provide individual consultation to students regarding career and employment concerns
(d) Encourage and assist employers to recruit from campus
(e) Produce promotional materials to advertise the services available to students
(f) Procure promotional materials to inform potential employers about the University andits students
(g) Serve as a resource to Faculties and Departments regarding the employment of theirstudents
(h) Collect, maintain, and report on usage data and records of activities
(i) Perform other appropriate duties as assigned by the Dean of Students through consul-tation with the incumbent.
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D.1.2 Indigenous Student Transition Program Coordinator
This position is responsible to the Director, Indigenous Peoples’ Centre for the provision ofleadership and directives regarding current and new initiatives of Ishokode Saakaykateh, theFire is Lit (Al and Bee Wagner) Indigenous Student Transition Program. This position will con-sult with Knowledge Keepers, education counsellors, Student Services, and communities asappropriate. The position aims to enhance access to and success at Brandon University forthese learners.
The position includes duties as follows:

(a) In collaboration with the Director and Knowledge Keepers, determine the direction andlong-term objectives of the Program and develop a strategic plan
(b) Coordinate the design, delivery, and evaluation of the program in response to academicprogramming and student needs
(c) Facilitate and coordinate the admission and registration procedures and policies for theprogram
(d) Produce reports relating to the evaluative aspects of the program
(e) Evaluate the suitability of and academic support required for the program’s applicantsbased on an assessment of their application to the program
(f) Monitor and report overall student progress throughout each semester
(g) In consultation with the Director, Indigenous Peoples Centre and the CommunicationsOffice, develop, maintain, and approve all advertisements and promotional materialand/or information related to the program
(h) Recruit students into the program via on-campus and off-campus presentations, infor-mation fairs, open houses, conferences, etc.
(i) Represent the program on internal and external committees and agencies as needed
(j) Provide information about and make referrals to appropriate resources both on and offcampus

(k) Provide first-year academic advising to direct entry students who have been admittedinto the program
(l) Such other appropriate duties as assigned by the Director, Indigenous Peoples’ Centrethrough consultation with the incumbent.
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D.1.3 Academic Advisor
This position reports to the Dean of Students. The position may include duties as follows:

(a) Support students in identifying and pursuing their academic goals
(b) Provide individual and group assistance to current and prospective students regardingdegree options, requirements, and progress; use of advising resources; university poli-cies and processes; course planning and registration; and academic standing
(c) Communicate with current and prospective students through various means, includingon-campus appointments, phone contacts, chat appointments, and email
(d) Develop, implement, and revise programs and resources for academic advising of newand returning students
(e) Make referrals to, consult with, and liaise with other Brandon University offices and De-partments as well as community resources
(f) Promote advising through participation in Student Services and Brandon Universityprogramming and events
(g) Provide, at students’ requests, letters of support and documentation of academic progressto internal committees and external agencies
(h) Collect, maintain, and report on usage data and records of activities for student accessto academic advising
(i) Maintain appropriate files as per legislation
(j) Perform other appropriate duties as assigned by the Dean of Students through consul-tation with the incumbent.

D.1.4 Learning Skills Associate
This position reports to the Dean of Students. The position may include duties as follows:

(a) Provide individual and/or group assistance within limited areas of learning skills
(b) Participate in the development and implementation of learning skills programs
(c) Maintain appropriate records and statistics
(d) Coordinate relevant programs within established procedural guidelines
(e) Assist in the preparation of learning skills materials and administration of diagnostictests
(f) Such other duties as may be assigned by the Dean of Students through consultationwith the incumbent.
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D.1.5 Writing Skills Associate—Academic Skills Center
This position reports to the Dean of Students. The position may include duties as follows:

(a) Provide individual and group assistance within the area of writing instruction
(b) Participate in the development and implementation of writing skills programming
(c) Prepare writing skills materials
(d) Collect appropriate records and maintain program statistics
(e) Train and supervise student assistants
(f) Assist in the hiring of student assistants
(g) Such other duties as may be assigned by the Dean of Students through consultationwith the incumbent.

D.1.6 Student Success Officer
This position reports to the Director, Recruitment and Retention. The position may includeduties as follows:

(a) The development and delivery of the University’s domestic off-campus recruitmentcampaign
(b) Coordinate and participate in career symposiums, in-school recruitment presentationsand career fairs, and extended travel with recognized recruiting organizations
(c) Develop and deliver the University’s domestic on-campus recruitment campaign (e.g.,Student for a Day program, campus tours, and larger campus events)
(d) Meet with domestic prospective students and parents about programs, services, andapplication procedures at Brandon University
(e) Provide and deliver accurate information and advice to domestic students by keepinginformed of all relevant University programs, policies, and procedures
(f) Develop and implement domestic conversion strategies (e.g., calling campaigns, schoolre-visits, pre-orientation)
(g) Provide direct support for transition to University initiatives (e.g., orientation and stu-dent leader programs)
(h) Participate in first-year advising, including scheduled meetings with students for first-year advising appointments
(i) Provide direct support for the University retention initiatives
(j) Train and supervise student assistants as appropriate, including those in the studentrecruitment and retention assistant role and student leader program

(k) Collect, maintain, and report on usage data and records of activities
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(l) Maintain appropriate files as per legislation
(m) Perform other appropriate duties as assigned by the Director of Recruitment and Re-tention through consultation with the incumbent.

D.1.7 Student Engagement Officer
This position reports to the Director, Recruitment and Retention. The position may includeduties as follows:

(a) Collaborate with faculty to assist in the development of success-based programming toenhance academic performance in courses where students experience high failure rates
(b) Collect, maintain, and report on usage data and records of activities
(c) Participate in the development, maintenance, and assessment of first-year transitionprogramming in collaboration with relevant stakeholders
(d) Facilitate the development of initiatives to enhance student engagement opportunitieson campus in collaborations with relevant stakeholders
(e) Conduct environmental scanning and planning suggestions on other programs and ser-vices which will enhance student engagement and success at Brandon University
(f) Complete program evaluation of enrolment impacts as a result of newly developedprograms
(g) Maintain appropriate files as per legislation
(h) Provide information about and make referrals to appropriate resources both on and offcampus
(i) Perform other appropriate duties as may be assigned by the Director, Recruitment andRetention through consultation with the incumbent.

D.1.8 Prior Learning Assessment and Recognition Coordinator
This position reports to the University Registrar. The position is responsible for the develop-ment and delivery of Prior Learning Assessment and Recognition (PLAR) services and mayinclude duties as follows:

(a) Promote awareness and understanding of PLAR principles and policies among faculty,staff, students, and prospective students
(b) Serve as a resource to Departments and Faculties regarding the integration and applica-tion of PLAR to courses and programs
(c) Serve as a resource to students seeking credit through PLAR
(d) Recommend to the appropriate units and bodies such policies, procedures, and prac-tices as will enhance the delivery of PLAR services
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(e) Collect administrative and program statistics relevant to the development and assess-ment of PLAR services
(f) Such other appropriate duties as assigned by the University Registrar through consulta-tion with the incumbent.

D.1.9 Indigenous Student Success Officer
This position is responsible to the Director, Indigenous Peoples’ Centre for the provision ofservices deemed to be appropriate for First Nations, Métis, Inuit, and Non-Status Indigenousstudents. The position aims to enhance access to and success at Brandon University for theselearners. The position may include tasks as follows:

(a) Provide and deliver accurate information and advice to students by keeping informedof all relevant University policies and procedures
(b) Provide direct support for transition to University initiatives (e.g., advising, orientation,etc.)
(c) Provide direct support for the University’s retention initiatives (e.g., Success1, Early Alert,etc.)
(d) Plan programs and services in the areas of outreach, orientation, holistic and develop-mental advising
(e) Provide academic assistance (e.g., coordinating the access to tutors, Elders or Knowl-edge Keepers, or academic workshops)
(f) Provide information about and make referrals to appropriate resources both on and offcampus
(g) Collect, maintain, and report on usage data and records of activities
(h) Maintain appropriate files as per legislation
(i) Perform other appropriate duties as assigned by the Director, Indigenous Peoples’ Cen-tre through consultation with the incumbent.

D.1.10 Student Accessibility Associate
This position is responsible to the Dean of Students. The position may include duties as fol-lows:

(a) Provide specialized individual and small group assistance to students with disabilities inthe areas of academic skills and training with assistive technology
(b) Recruit, train, and manage specialized note taking, tutoring, alternate format and test/examaccommodation services
(c) Assist in the hiring and training of student assistants
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(d) Promote awareness of accessibility and disability issues to the campus community
(e) Collect appropriate records and maintain program statistics
(f) Maintain confidential files and records of activities
(g) Such other duties as may be assigned by the Dean of Students through consultationwith the incumbent.

D.1.11 Indigenous Recruitment and Transition Officer
This position reports to the Director, Recruitment & Retention. The position may include du-ties as follows:

(a) Participate in the development and delivery of the University’s off-campus and on-campus recruitment campaign, focusing primarily on Indigenous students
(b) Serve as a contact between middle-years schools, secondary schools, adult learningcentres, and the University, including attending relevant school and community events
(c) Participate in recruitment travel and planning, including but not limited to the ManitobaIndigenous recruitment group
(d) Create and maintain relationships with Indigenous communities, students, and funders
(e) Provide positive programming and experiences on the Brandon University campus forvisiting Indigenous students
(f) Provide and deliver information about programs and services to students while beinginformed of changes and updates
(g) Participate in transition to University initiatives (e.g., first-year advising, orientation, etc.)and provide direct support for the University’s retention programming and events
(h) Train and supervise student assistants as appropriate, including those in student ambas-sador and peer-mentoring roles
(i) Make referrals to, consult with, and liaise with other Brandon University offices and De-partments as well as community resources
(j) Collect, maintain, and report on usage data and records of activities

(k) Perform other appropriate duties as may be assigned by the Director, Recruitment &Retention through consultation with the incumbent.
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D.2 Health Studies

D.2.1 Administrative Associate, Health Studies
This position reports to the Dean, Faculty of Health Studies. The responsibilities of this posi-tion may include the following activities:

(a) Receive and coordinate faculty and student requests for clinical placements
(b) Negotiate and arrange clinical placement experiences where students can obtain learn-ing opportunities appropriate to the curriculum objectives
(c) Facilitate the signing and updating of clinical affiliation agreements
(d) Maintain records of the clinical agreements
(e) Act as a liaison between the Faculty of Health Studies and clinical placements sites;mediate conflict situations between students and on-site preceptors
(f) Coordinate an orientation to the Personal Health Information Act (PHIA) and the sign-ing of Pledge of Confidentiality forms for all students
(g) Investigate potential clinical placement opportunities
(h) Coordinate the distribution and revisions of the clinical program manual for clinicalplacement sites
(i) Facilitate the development and periodic review and revision of a standard student eval-uation tool for use by all faculty and all on-site preceptors
(j) Facilitate orientation/training sessions for preceptors

(k) Coordinate annual recognition activities for preceptors and providers of clinical place-ments
(l) Receive from on-site preceptors, at the intervals specified, evaluations of students inclinical placements

(m) Perform such other appropriate duties as may be assigned by the Dean and/or Depart-ment through consultation with the incumbent.
D.2.2 Student Advisor, Health Studies
This position reports to the Dean, Faculty of Health Studies. The position may include dutiesas follows:

(a) Participate in the development and implementation of pre-enrolment and ongoingadvising programs to assist students with academic, personal, social, vocational, andfinancial concerns
(b) Provide information about and undertake referral counselling to appropriate resourcesboth on and off campus
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(c) Serve as an advocate for students and groups of students
(d) Participate in the development, maintenance, and assessment of student support sys-tems and programs
(e) Plan and conduct orientation sessions for Pre-Nursing/Pre-Psychiatric Nursing studentsand for students entering Year 2 of the Bachelor of Nursing/Bachelor of PsychiatricNursing programs
(f) Review applicants for admission to the Bachelor of Nursing/Bachelor of PsychiatricNursing programs. Calculate admission GPA of applicants and ensure admission re-quirements are met in preparation for Admissions Committee meeting
(g) Maintain student immunizations and CPR records to ensure compliance with Depart-ment of Nursing/Department of Psychiatric Nursing regulations
(h) Participate in recruitment activities/public speaking sessions and maintain promotionalprogram materials to promote the Bachelor of Nursing/Bachelor of Psychiatric Nursingprograms
(i) Perform public relations duties for the Department of Nursing/Department of Psychi-atric Nursing within the University and within the community and surrounding area
(j) Perform such other duties as may be assigned by the Dean of the Faculty of HealthStudies through consultation with the incumbent.

D.2.3 Coordinator, Indigenous Health Studies Transition Initiative
This position reports to the Dean of Health Studies. The position may include duties as fol-lows:

(a) Coordinate the development and implementation of the Indigenous Health StudiesTransition (IHST) initiative
(b) Participate in the development and implementation of pre-enrolment and ongoing ad-vising to assist students with academic, personal, social, vocational, and financial con-cerns
(c) Provide information about and undertake referral counselling to appropriate resourcesboth on and off campus
(d) Serve as an advocate for students and groups of students
(e) Participate in the development, maintenance, and assessment of student support sys-tems and programs
(f) Plan and conduct orientation sessions for IHST students
(g) Review applicants for admission to the IHST
(h) Maintain student records
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(i) Participate in recruitment, public speaking, public relation activities, and develop pro-motional materials to promote the IHST initiative
(j) Serve as a liaison with Indigenous communities

(k) Promote cross-cultural programming in Health Studies
(l) May be required to teach up to three (3) credit hours in the IHST initiative

(m) Perform other duties (such as simulation operator) as may be assigned by the Dean ofHealth Studies in consultation with the incumbent.
D.3 Education

D.3.1 Director of Field Experience
This position is responsible to the Dean, Faculty of Education. This position will oversee theplacement of students in their practica, the selection of cooperating teachers, and the selec-tion/placement of faculty advisors. The position may include duties as follows:

(a) Negotiating and arranging placements for field experience students during various peri-ods from August to June (inclusive) in schools
(b) Building and maintaining positive relationships with school districts, superintendents,schools, administrators, and cooperating teachers
(c) Troubleshooting and remediation in situations in which students are experiencing diffi-culties
(d) Recruiting, assigning, and supporting field supervisors
(e) Planning and delivering orientation programs for cooperating teachers, field advisors,and practicum students
(f) Maintaining and reviewing the Field Experience Practicum Handbook
(g) Managing budgets and expenditures for the Field Experience Program
(h) Providing accessibility to students through provision of regular office hours
(i) Such other appropriate duties as assigned by the Dean of Education through consulta-tion with the incumbent.
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D.4 Arts

D.4.1 Advisor, Business Administration
This position reports to the Dean of Arts, through the Chair of Business Administration. Thisposition may include duties as follows:

(a) Acting as primary point of contact for all academic advising-related queries from admit-ted Business Administration students
(b) Preparing an academic success plan for admitted students by advising them on aca-demic programs, policies, and procedures within the Department
(c) Providing individual and group assistance to current and prospective students regard-ing degree options, requirements, and progress; use of advising resources; Universitypolicies and processes; course planning and registration; advising in relation to externalbusiness accreditation
(d) Evaluating course transfers and equivalencies
(e) Developing and maintaining resources for academic advising of new and returning stu-dents
(f) Communicating with students through various means, including in-person, phone, on-line, and email appointments
(g) Maintaining appropriate files as per Brandon University policy
(h) Supporting students in identifying and pursuing their academic goals
(i) Perform such other duties as may be assigned by the Dean of Arts, through the Chair ofBusiness Administration and through consultation with the incumbent.

D.5 Music

D.5.1 Recruitment and Outreach Coordinator
This position reports to the Dean of Music. This potision may include duties and responsibili-ties as follows:

(a) Lead in the organization and implementation of School of Music recruitment/retentionevents (e.g. orientation, BU Jazz Festival, School of Music Open House, first-year stu-dent gatherings)
(b) Respond to prospective student inquiries and maintain ongoing communications withprospective students and applicants to provide assistance in the coordination of theapplication, audition, and registration processes
(c) Connect prospective students with relevant Music faculty members
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(d) Advise prospective students and/or assists Music faculty and staff in advising students,remaining informed of current program information, as well as relevant policies andprocedures pertaining to the School of Music and University
(e) Develop and maintain a network of local, regional, national, and international contacts(e.g. music educators, guidance counsellors, private music instructors)
(f) Maintain regular communication with School of Music faculty to understand recruit-ment and retention priorities as well as assist them in the coordination of their recruit-ment and retention activities, including connecting faculty with high school music pro-grams and facilitating in the organization of workshops/masterclasses
(g) Maintain regular communication with relevant offices on campus (e.g. Director of Re-cruitment and Retention, Director of Admissions, Director of International Activities) toassist in the recruitment and retention of students to the School of Music.
(h) Maintain records (such as name, date, high school, teacher, instrument(s), date con-tacted, follow up contact, invitation to attend campus) and facilitate communicationwith potential students and assists in the collection of data on recruitment and reten-tion (enrolment management)
(i) Assist in the improvement of School of Music website, maintenance of a BU Schoolof Music social media presence, and other work related to generating positive publicityand communications for the School of Music
(j) Such other appropriate duties as assigned by the Dean of Music through consultationwith the incumbent.
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Appendix E: Job Descriptions of Other
BUFA Positions

These job descriptions may be amended from time to time by the Employer after consul-tation with, and the approval of, the incumbent and the Union (such approval shall not beunreasonably withheld). Job descriptions of new positions shall be included in this CollectiveAgreement when they have been approved by the Employer and prior to candidate inter-views.
E.1 U Sports Coach
Responsible to the Vice-President (Administration & Finance) or a Dean, as determined bythe Employer from time to time, through the Athletic Director. Duties and responsibilities ofthe position include the following:

(a) Preparing a season schedule of training and competition
(b) Recruiting student athletes and selecting team members
(c) Teaching and training student athletes in individual and team skills and tactics
(d) Maintaining records and statistics of the team and players
(e) Coordinating assistant coaches and other assistants with the program
(f) Providing fundraising support to the Athletics program
(g) Developing relationships with alumni and the broader community
(h) Planning, coordinating, and representing the University at camps specific to the sport
(i) Maintaining an inventory of team equipment and supplies
(j) Overviewing team members’ academic workloads and providing time managementstrategies

(k) Monitoring monthly financial statements and operating within the annual budget pro-vided
(l) Normally teach six (6) credit hours per academic year but teaching may range fromthree (3) to nine (9) credit hours per academic year

(m) Other appropriate duties as assigned by the Athletic Director through consultation withthe incumbent.
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E.2 Campus Recreation Director
Responsible to the Vice-President (Administration & Finance) or a Dean, as determined bythe Employer from time to time. Duties and responsibilities of the position include the fol-lowing:

(a) Providing leadership to the Campus Recreation programs; strategic, operational, andresource including policy and procedures
(b) Organizing intramural sports and tournaments, fitness programs, clubs, and specialevents
(c) Office administration in support of Campus Recreation programming
(d) Public relations, media relations, promotion of Campus Recreation activities
(e) Establishing and maintaining community relationships and partnership building on andoff campus
(f) Marketing and fundraising for Campus Recreation programs
(g) Budget development, management, and expenditure approval
(h) Coordinating the work of Program assistants including hiring and monitoring work
(i) Other appropriate duties as assigned by the administrator to whom the position re-ports, through consultation with the incumbent
(j) Taking a leadership role in campus wellness and other related University activities

(k) Working with the Healthy Living Centre Facility Manager and Unit leaders to establishpricing, programming, booking, and scheduling in relation with all other activities anddeliveries
(l) Campus Recreation equipment purchase, inventory, and maintenance

(m) Identify and present budgeted equipment needs for Campus Recreation in relation toall other unit equipment needs.
Qualifications and rank

• Bachelor’s, Master’s, or Doctorate degree
• Must hold a rank of Instructional Associate, Professional Associate, U Sports Coach, or aprofessorial rank, dependent on qualifications and responsibilities in addition to thoseof Campus Recreation Director.
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E.3 Athletic Director
Responsible to the Vice-President (Administration & Finance) or a Dean, as determined bythe Employer from time to time. Work is assigned to the Athletic Director in terms of broadorganizational objectives and policies. Duties and responsibilities of the position include thefollowing:

(a) Providing strategic leadership to the Athletics Program and HLC, for operational andresource plans and objectives
(b) Serving as Athletic representative for the University internally and externally
(c) Overseeing media, public relations, marketing, promotional events, and fundraisingstrategies for Athletics
(d) Responsibility for Athletics facility needs, game scheduling, and Athletic game manage-ment
(e) Responsibility for compliance with all rules and regulations, and communication withFinance and Student Awards offices, to ensure athlete eligibility
(f) Responsibility for communication of, and compliance with, all program rules and reg-ulations within Brandon University and each of the Leagues, and representation atLeague meetings
(g) Monitoring and assisting student athletes’ academic, athletic, and personal performanceand development
(h) Monitoring student athlete recruiting and communication
(i) Overseeing and providing leadership for the Athletics and HLC budgets
(j) Responsibility for recommending Athletics Program and HLC policy, policy develop-ment and management

(k) Providing resource support for the HLC Community Access Agreement with the City
(l) Reviewing and approving travel claims and Athletic expenditures

(m) Responsibility for day-to-day oversight and leadership of employees working within theAthletics Program and HLC and providing recommendations in the evaluation of theseemployees, which includes the coaches
(n) Normally teach six (6) credit hours per academic year but teaching may range fromthree (3) to nine (9) credit hours per academic year
(o) Other appropriate duties as assigned by the administrator to whom the position re-ports, through consultation with the incumbent.
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E.4 Athletic Therapist
Responsible to the Vice-President (Administration & Finance) or a Dean, as determined bythe Employer from time to time, through the Athletic Director. Duties and responsibilities ofthe position include the following:

(a) normally teach six (6) credit hours but teaching may range from three (3) to nine (9)credit hours
(b) supervise and control athletic therapy facility, including the Brandon University SportsMedicine Centre
(c) evaluate, treat, and rehabilitate injuries suffered by students, faculty, staff, and, timepermitting, community persons
(d) attend all home intercollegiate athletic contests and attend to the needs of both hometeam and visiting teams as mandated by the Canada West University Athletic Associa-tion
(e) order and maintain supplies and equipment for the athletic therapy facility/Sports MedicineCentre
(f) train and supervise student assistants
(g) work in cooperation with medical practitioners and coaches in developing exercise andrehabilitation programs
(h) aid in preparation of budget for athletic therapy area
(i) order and maintain supplies and equipment for training room and
(j) such other appropriate duties as may be assigned by the Athletic Director through con-sultation with the incumbent.

E.5 English for Academic Purposes

E.5.1 English for Academic Purposes Instructor (Levels 1–3 and Level 4)
Responsible to the Dean of Students, through the Director of International Activities, dutiesand responsibilities of the position include the following:
Program Compliance Requirements

(a) Review the goals/objectives of the assigned course as described in the overarching co-ordinated four-level BU EAP curriculum, reflecting internal standards and expectationsas well as national and international standards
(b) Understand and use the designated textbook(s) and any teacher support materials
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(c) Participate in staff meetings and consult and coordinate with colleagues to maximizeprogram efficiency
(d) Understand and use the EAP Policy Handbook
(e) Check, acknowledge, and respond to program email instructions and requests
(f) Maintain accurate student attendance records to include in reports
(g) Maintain evaluation records for each student
(h) Bring forward student issues related to program performance to the Coordinating In-structor for review and action
(i) Prepare required reports in a timely manner, to include midterm, final, and ongoingattendance reports to comply with immigration and funding requirements
(j) Work in a professional, respectful manner at all times toward establishing productiveand collegial relationships with all those involved in EAP.

Teaching Requirements
(k) Plan, organize, and manage a course that meets curriculum objectives
(l) Develop and prepare level and subject area (e.g., writing, reading, listening & speaking)specific written course outline(s)

(m) Prepare and keep lesson plans as a record of daily/weekly lessons
(n) Engage on a regular basis in informal and formal assessment of students’ language pro-ficiencies
(o) Monitor student progress and make adjustments (such as scaffolding activities);
(p) Maximize use of assigned textbooks and provide and/or prepare/design and create sup-plemental materials when extra resources can offer additional practice, address studentinterests, and provide additional learning challenges;
(q) Prepare, administer, and grade midterm and final examinations that are reflective ofcurrent best pedagogical practice;
(r) Recognize and respect individual differences of the students/clients;
(s) Demonstrate willingness to assist each student to achieve their maximum success.

Additional Qualifications
• Strong English communication skills;
• Basic computer skills;
• Ability to develop valid and reliable test examinations;
• Familiarity with implementing curriculum goals and objectives;
• Respectful of and sensitive to culturally diverse clients.
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E.5.2 Coordinating Instructor, English for Academic Purposes
Responsible to the Dean of Students, through the Director of International Activities, dutiesand responsibilities of the position include the following administrative tasks of the EAP pro-gram:

(a) Assist the Director of International Activities with program reporting
(b) In consultation with the Director of International Activities, select, order, and distributecurricular materials
(c) Prepare exam schedules
(d) In consultation with the Director, organize guest speakers where relevant and/or appro-priate
(e) Prepare instructor and student timetables and secure classroom space;
(f) On-board new teachers
(g) Organize and conduct staff meetings
(h) Participate on hiring committees for EAP Instructors
(i) Such other appropriate duties as may be assigned by the Dean/Director through con-sultation with the incumbent.

Additional Qualifications
• Knowledge of the structure and function of multilevel tiered EAP programs, includingnational and international standards, as well as an understanding of Brandon Univer-sity’s rules, standards, and policies
• Ability to develop reliable and valid test evaluation instruments
• Experience supervising staff and in program management
• Ability to organize and/or deliver in-service teacher training and guidance
• Strong communication skills
• Basic computer skills
• Ability to function and coordinate with others within the wider context of the university
• Respectful of and sensitive to culturally diverse program clients.
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Appendix F: Salaries and Benefits
F.1 Salaries
A one-time payment equivalent to retroactive salary adjustments will apply to Members whoretired or terminated their employment between 1 April 2023 and the date of signing thisAgreement. These payments are not subject to University pension or other employee groupbenefits.

Salary Scale for the period 1 April 2023 to 31 March 2024(Effective the first day of the pay period that includes 1 April 2023)
Floor Increment Steps CeilingProfessor/PA IV 127,609 3,816 12 173,403Associate Professor/PA III/U Sports III 102,352 3,142 13 143,202

Assistant Professor/PA II/AA II/IA IV/U Sports II 78,261 2,459 13 110,228
Lecturer/PA I/AA I/IA III/U Sports I 65,041 1,797 9 81,210
IA II 58,786 1,618 9 73,350IA I 52,545 1,439 9 65,498

(a) ScaleEffective 1 April 2023, Members holding full-time or part-time appointments shall re-ceive an increase of three percent (3%) on the scale, two and five tenths percent (2.5%)of which reflects a general wage increase and one-half percent (0.5%) of which reflectsa special adjustment, both of which are represented in the above salary scales.
(b) Current IncrementEffective 1 July 2023, all Members holding full-time or part-time appointments shall re-ceive a service increment, prorated based on their full-time equivalent status, as spec-ified above. No Member shall be entitled to more than one (1) increment in a calendaryear.
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Salary Scale for the period 1 April 2024 to 31 March 2025(Effective the first day of the pay period that includes 1 April 2024)
Floor Increment Steps CeilingProfessor/PA IV 135,696 3,940 12 182,979Associate Professor/PA III/U Sports III 108,922 3,244 13 151,100

Assistant Professor/PA II/AA II/IA IV/U Sports II 83,343 2,539 13 116,349
Lecturer/PA I/AA I/IA III/U Sports I 69,010 1,855 9 85,704
IA II 62,368 1,671 9 77,405IA I 55,739 1,486 9 69,113

(a) ScaleEffective 1 April 2024 all floors and ceilings shall increase by the value of one (1) incre-ment for the respective ranks. Members holding full-time or part-time appointmentsshall receive an increase of three and twenty-five hundredths percent (3.25%) on thescale, two and seventy-five hundredths percent (2.75%) of which reflects a generalwage increase and one-half percent (0.5%) of which reflects a special adjustment, bothof which are represented in the above salary scales. In addition, all Members holdingfull-time or part-time appointments shall receive an adjustment equal to the value ofan additional increment, prorated based on their full-time equivalent status.
(b) Current IncrementEffective 1 July 2024, all Members holding full-time or part-time appointments shall re-ceive a service increment, prorated based on their full-time equivalent status, as spec-ified above. No Member shall be entitled to more than one (1) increment in a calendaryear.

Salary Scale for the period 1 April 2025 to 31 March 2026(Effective the first day of the pay period that includes 1 April 2025)
Floor Increment Steps CeilingProfessor/PA IV 140,445 4,078 12 189,383Associate Professor/PA III/U Sports III 112,734 3,358 13 156,389

Assistant Professor/PA II/AA II/IA IV/U Sports II 86,260 2,628 13 120,421
Lecturer/PA I/AA I/IA III/U Sports I 71,425 1,920 9 88,704
IA II 64,551 1,729 9 80,114IA I 57,690 1,538 9 71,532
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(a) ScaleEffective 1 April 2025, Members holding full-time or part-time appointments shall re-ceive an increase of three and one-half percent (3.5%) on the scale, three percent (3%)of which reflects a general wage increase and one-half percent (0.5%) of which reflectsa special adjustment, both of which are represented in the above salary scales.
(b) Current IncrementEffective 1 July 2025, all Members holding full-time or part-time appointments shall re-ceive a service increment, prorated based on their full-time equivalent status, as spec-ified above. No Member shall be entitled to more than one (1) increment in a calendaryear.

Salary Scale for the period 1 April 2026 to 31 March 2027(Effective the first day of the pay period that includes 1 April 2026)
Floor Increment Steps CeilingProfessor/PA IV 145,361 4,221 12 196,011Associate Professor/PA III/U Sports III 116,680 3,476 13 161,863

Assistant Professor/PA II/AA II/IA IV/U Sports II 89,279 2,720 13 124,636
Lecturer/PA I/AA I/IA III/U Sports I 73,925 1,987 9 91,809
IA II 66,810 1,790 9 82,918IA I 59,709 1,592 9 74,036

(a) ScaleEffective 1 April 2026, Members holding full-time or part-time appointments shall re-ceive an increase of three and one-half percent (3.5%) on the scale, three percent (3%)of which reflects a general wage increase and one-half percent (0.5%) of which reflectsa special adjustment, both of which are represented in the above salary scales.
(b) Current IncrementEffective 1 July 2026, all Members holding full-time or part-time appointments shall re-ceive a service increment, prorated based on their full-time equivalent status, as spec-ified above. No Member shall be entitled to more than one (1) increment in a calendaryear.

F.2 Promotion
Effective April 1, 2024, Members who are promoted shall be placed on the salary scale ofthe rank to which they have been promoted, either at the next full step beyond their current
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salary, or, if their current salary is below the floor of the new rank, at the floor salary of thenew rank. See Article 18 for effective dates.
F.3 Increment Payments
Normal increments (service increments):

(a) New Members who have completed nine (9) consecutive months of employment,based on their full-time equivalent status, at Brandon University shall be eligible to re-ceive a service increment beginning in the tenth (10th) month. Thereafter, such Mem-bers shall receive a normal increment on 1 July.
(b) Members who are on a full-time term appointment of less than one (1) year’s duration,but more than six (6) months, then, after an interruption of employment, receive a sub-sequent full-time contract, shall be credited with twelve (12) months uninterrupted em-ployment for the purpose of calculating increments. That is, the Member shall receivea service increment, based on their full-time equivalent status, at the commencementof the new contract unless the Member has received an increment during the life of theprevious appointment.
(c) Members who have completed twelve (12) months or more consecutive employmentat Brandon University shall be eligible to receive a service increment on 1 July; such anincrease shall be limited by the ceiling for the Member’s rank.

F.4 Contract Academic Staff Stipends

F.4.1 Course-Based Contract Stipend (Stipend A)
(a) For the period of 1 September 2023 to 31 August 2025, the rate for Contract AcademicStaff stipends is ten percent (10%) of the floor of the rank of Lecturer for each three (3)credit hour course (i.e., 1 September 2023 — $6,504, 1 September 2024 — $6,901). Forsupervision of the field experience in Education and Music, see Article 20.5.3.
(b) Effective 1 September 2025, the rate for Contract Academic Staff stipends is elevenpercent (11%) of the floor of the rank of Lecturer for each three (3) credit hour course(i.e., 1 September 2025 — $7,857, 1 September 2026 — $8,132). For supervision of thefield experience in Education and Music, see Article 20.5.3
(c) Contract Academic Staff appointed to teach nine (9) or more credit hours in one (1)academic year will be paid an additional ten percent (10%) above the total of all theindividual stipend rates for the courses to be assigned to that Contract Academic Stafffor that year.
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F.4.2 Professional Services Contract Stipends (Stipend B)
(a) Contract Academic Staff on professional services contracts shall be paid an hourlywage, as defined in their contract, based on the job description to which their contract isattached.
(b) For professional services contracts attached to an Administrative Associate job descrip-tion, the hourly wage shall be as follows: 1 April 2023 — $45; 1 April 2024 — $45; 1 April2025 — $46.58; 1 April 2026 — $48.21.
(c) For professional services contracts attached to a Professional Associate job description,the hourly wage shall be as follows: 1 April 2023 — $55; 1 April 2024 — $55; 1 April 2025— $56.93; 1 April 2026 — $58.92.

F.4.3 EAP Contract Stipends (Stipend C)
(a) Effective 1 September of each year, the rate for Levels 1–3 is 7.614 percent (7.614%)of the floor of the rank of Lecturer for each nine (9) student contact hour course, tobe adjusted as follows: 1 September 2023 — $4,952; 1 September 2024 — $5,254;1 September 2025 - $5,438; and 1 September 2026 — $5,629. Amalgamated sec-tions (i.e., twelve (12) student contact hours) will be prorated at a rate equivalent to anadditional one-third (1/3) of the above sessional stipend, resulting in the following: 1September 2023 — $1,651; 1 September 2024 — $1,751; 1 September 2025 — $1,813; 1September 2026 — $1,876.
(b) Effective 1 September of each year, the rate of Level 4 is 9.3 percent (9.3%) of the floorof the rank of Lecturer for each eleven (11) student contact hour course, to be adjustedas follows: 1 September 2023 — $6,049; 1 September 2024 — $6,418; 1 September2025 — $6,643; 1 September 2026 — $6,875.
(c) EAP Instructors appointed to teach less than three (3) courses in an academic term willbe paid an additional four percent (4%) above the total of all the individual stipendrates for the courses assigned to that instructor for the academic year in lieu of vaca-tion pay.
(d) EAP Instructors appointed to teach three (3) or more courses in an academic term willbe paid an additional ten percent (10%) above the total of all the individual stipendrates for the courses assigned to that instructor for the academic term.
(e) A stipend equivalent to five and one-half percent (5.5%) of the floor of Lecturer salaryshall be paid to the Coordinating Instructor.

F.5 Cancellation Fee
All credit courses offered under the auspices of Brandon University and reimbursed at Con-tract Academic Staff rates will be subject to the following cancellation fee:
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(a) All courses cancelled within the fifteen (15) day period prior to the start date of theclass, as specified in the signed contract, will have a fifteen percent (15%) fee.
(b) All courses cancelled after the start date of the class, as specified in the signed contract,will have a twenty-five percent (25%) fee.

F.6 Relocation Expenses
The Employer shall reimburse Members who are required to relocate, either to commenceemployment at Brandon University or to offer courses on behalf of Brandon University insome other part of the province, for the actual costs incurred in the relocation. The Employermust approve the move. The total relocation allowance shall be a maximum of

(a) one-twelfth (1/12) of salary or six thousand dollars ($6,000), whichever is greater, fora Member who commences employment at Brandon University, or who is required torelocate to take up a new position which the Member has applied for; or
(b) two-twelfths (2/12) of salary for a Member who is required to relocate by Brandon Uni-versity in order to offer courses on behalf of Brandon University in some other part ofthe province.

This part (b) allowance does not apply to the situation in which a Member has applied for an-other position at Brandon University.
Members will be paid for the following expenses:

(a) When traveling by air, actual transportation costs when supported by receipts, to amaximum of economy airfare for the Member and the members of their householdby the most direct route.
(b) When private automobile is used, not less than the current negotiated rate per kilo-meter/mile by the most direct route, plus lodging and meals en route for a reasonablenumber of driving days for the Member and the members of their household.
(c) Lodging and meals to a maximum of five (5) days on arrival, when necessarily incurred,and limited to the Member and the members of their household.
(d) Approved freight, cartage, and storage costs on household furnishings and effects fromplace of residence.

Travel expenses on standard expense forms for the Member and the members of their house-hold should be submitted to the Dean/Director for approval. The members of the householdmay include individuals with close connections to the Member who live together as a familyin the same self-contained domestic establishment as well as their pets. Considering the in-tent of the previous (a) through (d), reasonable exceptional circumstances or expenses maybe considered, subject to Canada Revenue Agency guidelines, when presented for approvalby the Member.
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F.7 Benefits

F.7.1 Coverage for Duration of Agreement
The Brandon University Retirement Plan, Extended Health and Dental Plan, Group Life Insur-ance Plan, and Long-Term Disability Plan shall continue to cover the eligible Members for theduration of this Agreement.
F.7.2 Pensions
F.7.2.1 Plan Document

Employee and Employer contributions to the Retirement Plan shall be in accordance with thePlan Document.
F.7.2.2 Contributions

Effective 1 April 2024, the Employer and Employees shall make contributions to the Univer-sity Retirement Plan Fund, on behalf of each eligible Member, in accordance with the termsof the Plan, concurrent with contributions made by the Member, an amount equal to the sumof eight percent (8%) of the Member’s basic salary. Employee contributions will cease on in-come above the Yearly Maximum Contributory Earnings (YMCE), as defined below.
F.7.2.3 Operation of the Brandon University Retirement Plan

(a) No changes or amendments shall be made to the Brandon University Retirement Planor the Trust Agreement for that Plan without the prior approval of the Union.
(b) No retirement benefits shall be paid to any Member other than those payable underthe Plan, unless agreed to by the Union and the University.
(c) For Members who retire on or after the date of signing of this Collective Agreement, theNormal Form of pension (article 8.1 of the Brandon University Retirement Plan) shall bechanged to the form of pension currently known as the “Mandatory Survivor Pension”and commonly referred to as “joint and 2/3 survivor” for Members who have an eligiblespouse at retirement (i.e., the joint and 2/3 form of the pension shall not be actuariallyreduced to account for the spousal entitlement). The costs associated with the changeshall be financed by the Employer through an increase in the Employer contributionlevels under articles 4.1 and/or 4.2 of the Brandon University Retirement Plan text, inaddition to those specified in Article F.7.3. The increased Employer contribution levelshall be based on the cost of this improvement as recommended by the Plan actuary.The Employer will not finance this benefit through the use of actuarial surplus of thePlan.
(d) For Employees who are members of the Plan on or after 1 April 2023 and have benefitentitlement on 1 April 2024, the calculation of pension benefits shall be two percent
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(2%) of Final Average Earnings multiplied by years of Credited Service, less four tenthspercent (0.4%) of Canadian Pension Plan Average Earnings. The maximum pension,as referenced under article 7.4 of the Brandon University Retirement Plan, shall be twothousand two hundred dollars ($2,200) per year of service, for all years of credited ser-vice prior to 1 January 2023, plus sixty-three percent (63%) of the Federal MaximumDefined Benefit Pension Plan Limit, as defined by the Canada Revenue Agency for theyear of retirement (rounded to the nearest ten dollars ($10)) per year of service, for allyears of credited service from 1 January 2023 forward. For example, the maximum asdescribed here for years from 1 January 2023 forward would therefore be $3,506.67 ×63% = $2,210.00 for retirement in 2023, and $3,610.00 × 63% = $2,270.00 for retire-ment in 2024.
To illustrate, a plan member who commenced employment on 1 January 1995, and re-tired on 31 December 2024, could accrue a maximum pension of (28 years × $2,200)plus (2 years × $2,270) = $66,140.
If in any fiscal year, the actuarial defined going concern ratio falls below one hundredand five percent (105%), there will be no rise in the pension maximum. Following year(s)of no increase, if the going concern ratio rises above one hundred and five percent(105%), the maximum shall be raised to the full amount allowed while keeping the ra-tio above one hundred and five percent (105%), to a maximum of sixty-three percent(63%) of the Federal Maximum Defined Benefit Pension Plan Limit described above.
The Yearly Maximum Contributory Earnings (YMCE) will be adjusted each year to thelevel that coincides with the maximum pension benefit for that year.

F.7.2.4 Early Retirement

In the event that the University wishes to offer an Early Retirement Incentive Plan to Mem-bers, the University, in consultation with the Union, shall develop the terms and conditionsof the Early Retirement Incentive Plan proposal. In formulating the Plan, the University shalltake into account (1) the financial state of the University, (2) the interests of non-retiring Mem-bers, and (3) the interests of Members considering early retirement under the Incentive Plan.Under no circumstances shall any Early Retirement Incentive Plan offered by the Universityhave a significant negative impact on the Brandon University Retirement Plan.
The Early Retirement Incentive Plan proposal shall be presented by the University to theUnion for its approval.
All Members taking early retirement while an Incentive Plan is in effect shall do so under theterms and conditions of the Plan as approved by the Union.
The Union shall be notified of the names of all Members who take early retirement under theEarly Retirement Incentive Plan and shall be provided with a summary of the benefit provi-sions agreed to by the University and the Member.
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F.7.2.5 Members Leaving BU by Means Other than Retirement

The University and the Union are committed to the principle that Members who leave theemploy of the University by means other than retirement are entitled to receive fair value fortheir accumulated pension benefits.
F.7.3 Extended Health and Life Insurance Plan Premiums
The Employer shall pay one hundred percent (100%) of the premiums for the ExtendedHealth and Dental Plan and the Group Life Insurance Plan on behalf of Members.
Effective 1 January 2025, the Employer shall increase the value of the Health Spending Ac-count in Flex Option 3 such that the amount is seven hundred dollars ($700.00) for full-timeMembers and three hundred and fifty dollars ($350.00) for part-time Members.
F.7.4 Tuition
Full-time and part-time Members, and their dependents, will receive a one hundred percent(100%) waiver of tuition for credit courses taken at Brandon University. In the event a Mem-ber retires while their dependent(s) are in receipt of a waiver of tuition for credit courses, thewaiver of tuition shall continue for the duration of the program(s) in which the dependent(s)are registered. This provision is conditional on continuous and uninterrupted enrolment in theprogram(s), on an annual basis, and will cease in the event that the dependent(s) withdraw(s)from or otherwise discontinue(s) the current program before its completion, even if they sub-sequently enrol in a different program.
F.7.5 Estate Benefit
In the event of the death of a full-time or part-time Member during their term of employ-ment, a sum of money equivalent to three (3) months’ salary shall be paid by the Employeras severance pay to the estate of the Member.
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Appendix G: Salary Anomalies
This appendix is being negotiated by a working group agreed to during negotiations. Pleasesee the Memorandum of Understanding in Appendix J.8 for more details.
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Appendix H: Other Allowances
H.1 Professional Development Allowances

H.1.1 Purpose
The Employer shall provide funds for the purpose of subsidizing the travel of Members tomeetings of learned societies, professional associations, or similar groups. This fund mayalso be used for the purpose of subsidizing the purchase of equipment, books, journals, otherpublished works, and general supplies.
H.1.2 Annual Allocation and Dispersal of Funds
Effective 1 April 2024, the Employer shall provide professional development funds, on an an-nual basis, to each Faculty/Unit on the basis of two thousand five hundred dollars ($2,500)per full-time equivalent Member (exclusive of Contract Academic Staff) to be administeredby the Dean/Director. The Dean/Director shall establish rules and regulations (which includecriteria and priorities) after consulting with the Members of their Faculty/Unit. Requests forreimbursement must be submitted on the appropriate form (e.g., travel and business ex-pense form or cheque requisition) accompanied by the appropriate receipts and authorizedby the Dean/Director. Items acquired by this reimbursement shall be the property of the Em-ployer, shall be included in the Faculty/Unit inventory, and shall be made available for the useof other Members of the Faculty/Unit.
H.1.3 Carry Forward and Dispersal of Carry Forward Funds
A Member’s unspent funds may be carried forward for up to two (2) years beyond the orig-inal allocation date (i.e., 1 April). Any funds that are unspent by the Member after two (2)years shall be placed in a separate fund, one (1) for each Faculty/Unit, and made availableto all Members of that Faculty/Unit for the purposes of individual or collective professionaldevelopment, including for the travel of Members who are presenting (e.g., lecture, poster,panelist) at professional meetings. Each Faculty/Unit shall develop its own policy for the useand disbursal of these funds. These funds shall be administered by the Dean/Director, in ac-cordance with policies similar to those established by Faculties/Units in Appendices H.1.1 andH.1.2, and funds will be released beginning 1 April of any given year. No Member may receivemore than two thousand five hundred dollars ($2,500) from this fund in any given year. Anyunspent monies that may remain from this fund at the end of the fiscal year shall be carriedforward, to be disbursed for professional development purposes in subsequent years.
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H.1.4 Funds for Contract Academic Staff
In support of Contract Academic Staff development, the Employer shall make available, onan annual and University-wide basis, a pool of funds equivalent to the stipend of eighteen(18) course-based contract credit hours. Contract Academic Staff with contracts of three(3) credit hours or more in an academic year may make application through their respectiveDean/Director to access this fund in a manner similar to full-time Members. No Contract Aca-demic Staff may receive more than ten percent (10%) of their total Contract Academic Staffsalary in an academic year, up to a maximum of two thousand five hundred dollars ($2,500).
H.2 Expense and Travel Allowances

H.2.1 Personal Vehicle Expense Reimbursement
The Employer shall reimburse Members using their own vehicles and traveling on Universitybusiness at current National Joint Council rates for the province of Manitoba.
H.2.2 Meal Per Diem Reimbursement
The Employer shall reimburse meal per diems for Members traveling on University businessat the rate of sixty-eight dollars ($68.00) per day ($17.00 breakfast, $17.00 lunch, $34.00supper) for travel within Canada and at current National Joint Council rates for travel outsideof Canada.
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Appendix I: Copyright Licence Agreement
This agreement made at Brandon in the province of Manitoba

this day of 20
between

(hereinafter called “the Member”)
and

BRANDON UNIVERSITY
(hereinafter called “the Institution”)

Whereas copyright in printed or recorded material (more particularly described in the FirstSchedule hereto and hereinafter called “the Work”) is presently vested in the Member andthe Member has agreed with the Institution for the granting of a Licence in respect of the saidWork on the terms hereinafter contained. Now this agreement witnesseth that in considera-tion of the fees and other payments hereinafter mentioned, the Member hereby grants to theInstitution a Licence in respect of the Work for a period of calendar years fromthe date hereof subject to the terms and conditions following:
1. The Institution shall be at liberty to use the Work for the internal teaching and like pur-poses of the Institution (other than for non-credit extension or like classes or courses)without fee or royalty throughout the period of this agreement subject nevertheless ashereinafter mentioned.
2. The Work shall be used only in connection with classes or students in the following cat-egory or categories:
3. Except with the prior consent of the Member, the Work shall not be used by or for thepurposes of any person outside the Institution or any body other than the Institution.
4. If the Member shall consent in writing to the use of the work by or for the purposes ofany person outside the Institution (hereinafter referred to as ’the other user’) or if theInstitution shall use the Work for non-credit extension or like classes or courses, theInstitution shall, subject to condition 11 hereof, pay to the Member the fee appropriateto such use set forth in the Fourth Schedule hereto.
5. Without prejudice to the provisions of condition 4 hereof, it is hereby agreed and de-clared that the Work shall not be used or permitted to be used by any of the followingother users namely:
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6. The Member may in writing waive any fee, royalty, or other payment payable in respectof the use of the Work, provided that any such waiver shall be limited to the occasionand the user or users specified in the said writing.
7. Where the Member and the Institution agree in writing that the Work has been ren-dered obsolete by advances in knowledge, this agreement shall terminate provided thatin case either party to this agreement asserts that the Work has been so rendered ob-solete and the other disagrees, the Parties shall refer the disagreement to a specialist inthe subject in another Institution (as may be agreed by the Parties) whose decision shallbe binding on the Parties.
8. Where the Institution wishes to erase or otherwise destroy the Work whether duringor at the end of the term of the present agreement, the Member shall be given onemonth’s notice of such intention and shall be permitted during that time to take a copyof all or part of the Work for their own use and at a cost not exceeding the cost of thephysical stock upon which the copy is taken.
9. The Member hereby undertakes that if they should leave the employ of the Institutionduring the currency of this agreement, they will keep the Institution informed of theirsubsequent address or addresses during the period covered by this agreement and forone calendar year thereafter.

10. Where the Member either alone or in collaboration with others prepares notes or othermatter to accompany the Work, the Member hereby grants to the Institution a Licenceto reproduce copies of the said notes or other matter and claims no fees or royaltiesin return unless the Institution sells or hires such copies in which event the membershall, if they are the sole author thereof, receive 25% of the gross proceeds or, if theyare not the sole author thereof, the said 25% shall be shared between themand theco-author or co-authors named in the Third Schedule hereto in the proportions thereset out. Should the Institution sub-license a publisher to reproduce the said copies, theMember shall be a party to the publishing contract.
11. For the purposes of conditions 4 and 10 hereof where some person or persons (otherthan the Member) are, by reason of their participation in making the Work or the ac-companying notes, beneficially entitled to a share in any fees, royalties, or paymentshereunder, the said share shall be based upon their relative contribution or contribu-tions to the Work or accompanying notes and the said fees, royalties, or payments shallbe paid to the Member and the said person or persons named in the Second Schedulehereto in the proportion there set out.
12. The Member hereby acknowledges that the physical stock containing the Work is andremains the property of the Institution.
13. The Member guarantees that the material covered by this Licence Agreement does notinfringe the copyright of any other work. In the event that such infringement has oc-curred, the Member shall be held responsible.
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FIRST SCHEDULE (See Appendix I Preamble)Particulars of the Work
Title, Nature of the Work:

Place, Date, and Time Made, Duration:

SECOND SCHEDULE (See Clause 11)Persons having a copyright interest in the wholeor part of the Work

1. of as to percent2. of as to percent3. of as to percent.

THIRD SCHEDULE (See Clause 10)Persons having a copyright interest in the wholeor part of any accompanying notes or other matter

1. of as to percent2. of as to percent3. of as to percent.

FOURTH SCHEDULE (See Clause 4)Fees payable to the Member

In witness whereof the Parties hereto have executed these presents all as of the day and yearfirst above written.

- 322 -



Appendix J: Memoranda
J.1 Memorandum of Settlement and Implementation
Recognizing that bargaining of the 2023–2027 Collective Agreement was completed inMarch 2024, near the end of the first year of said agreement, the Parties agree to the follow-ing:

A. Proofreading of the Collective Agreement shall begin upon ratification by the Unionand conclude no later than 31 May 2024. Two (2) members of each bargaining teamshall sign off on all final proofread versions.
B. The final version of the 2023–2027 Collective Agreement shall be produced no laterthan 30 June 2024, for distribution in both print and electronic versions.
C. All parts of the Agreement, with the exception of the Articles and Clauses specified be-low, shall be deemed in effect as of 1 April 2023.
D. In the event that particular individual cases arise that are not considered in the excep-tions below, both Parties agree to resolve matters of implementation consistent withthe just and equitable administration of the Collective Agreement, and in compliancewith applicable labour law.
E. Exceptions:

1. The EDIDR training referenced throughout the Collective Agreement shall bedeveloped jointly by the Parties, as determined by JAC. The first instance of thistraining shall be developed by no later than 30 September 2024.
i. For workload purposes, at least the Chair of each Department shall have com-pleted this training before commencing workload discussions in the 2024workload cycle.
ii. For Selection Committee purposes, at least the Chair of the Selection Com-mittee shall have completed the training before beginning the selection pro-cess, for any search beginning on or after 1 November 2024.
iii. For tenure, continuing, and promotion processes, the Chair of the Depart-ment, the Dean/Director, the Provost, and all members of Faculty and Uni-versity committees shall have completed the training before beginning theirwork.
iv. For all other processes, and going forward, all Members shall have completedthe training no later than 30 April 2025.

2. The Status of Women Review Committee shall continue its work for the 2024-25academic year. The Equity Review Committee shall be formed beginning 1 May
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2025. For the 2024-25 academic year, the Chair of the SWRC shall receive thecourse release assigned to the Chair of the ERC as per Article 20.8.1 (l).
i. For copies to ERC, Article 15.4.2 (j) (Advertisements) to begin 1 May 2025.
ii. For reporting to ERC, Article 15.4.8 (Equity Report) to begin1 May 2025.
iii. For consultation with and reporting to the ERC, Article 15.1(EDI Goals andPlans) to begin 1 May 2025.
iv. Article 7.3.4 (Faculty Workload Report) to begin 30 September 2025.

3. Appeals Handbook—the Appeals Handbook agreed by the Parties to be used inBUFA appeals procedures shall be jointly developed by the Parties in a manneragreed by JAC. A draft handbook shall be submitted to JAC no later than 31 January2025, for approval no later than 28 February 2025. The handbook shall come intouse beginning 1 March 2025.
4. Article 5.7 (Data Collection)—to begin 1 September 2024. Supplementary datacollection per Article 6.4.1 to begin upon request for such data after 1 September2024.
5. Article 6.7 (Supports for Indigenous faculty)—to begin 1 September 2024.
6. Article 13 (Discipline)—new process to begin upon ratification of this CollectiveAgreement for any disciplinary process beginning on or after date of ratification.For any investigations begun before date of ratification, investigations to be com-pleted under previous terms, but post-investigation process and measures tocomply with terms of 2023–2027 Collective Agreement.
7. Article 15.1.4 (EDI Staffing Goals)—Faculties/Units shall develop an EDI staffinggoals document by 1 March 2025, such that staffing requests for 1 May 2025 mayreference this new document. For the 1 June 2024 staffing requests, Departmentsand Faculties/Units shall reference the 2019–2023 staffing criteria.
8. Article 15.4.2 (g) (Internal Posting Period)—effective beginning 1 October 2024.
9. Article 15.4.4 (EDI Self-Identification Questionnaire)—effective beginning1 November 2024.

10. Article 16.2.2 (Professional Services Contracts)—to become available after1 September 2024.
11. Article 16.6.3 (Emergency Contracts, Rate of Pay)—effective on contracts begin-ning on or after 1 September 2024.
12. Articles 17 and 18 (Tenure and Continuing, Promotion)—timelines for the newtenure, continuing, and promotion processes, beginning with the notification andapplication deadlines, come into effect as of 1 May 2024.
13. Article 19 (Evaluations)—new procedures for evaluations effective 1 September2024.
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14. Article 19.4 (Peer Review of Teaching)—new process to be made available to Mem-bers effective 1 January 2025.
15. Article 20 (Workload)—the new workload process comes into effect 1 September2024. No workload adjustments shall be made for the 2023-24 academic year.
16. Article 20 (Workload)—workload for the 2024-25 academic year shall be subjectto the terms of the 2023-27 Collective Agreement provided that

i. The Department submits a new workload recommendation to the Dean byno later than 15 May 2024, and
ii. The Dean approves the new workload recommendation, which shall occur nolater than 30 June 2024.

17. Article 20.2 (Workload)—for the 2024 staffing cycle, Departments shall make theirstaffing requests no later than 1 June 2024; all other dates to conform to the Arti-cle.
18. Articles 20.7.1–20.7.6 (Workload)—effective as of 1 September 2024 for recom-mendations for the 2025–2026 academic year.
19. Articles 20.7.7–20.7.9 (Workload)—effective as of ratification of this CollectiveAgreement.

20. Article 24.5 (Cultural Practice Days)—to begin 1 July 2024.
21. Article 25.5 (Bereavement Leave)—to become available upon ratification of thisCollective Agreement.
22. Article 25.8 (Special Leave) and 25.8.1 (as Equivalent to Sabbatical)—new provi-sions come into effect upon ratification of this Collective Agreement.
23. Article 25.9 (Birth and/or Parental Leave)—modifications come into effect for per-sons beginning a leave on or after the date of ratification of this Collective Agree-ment. Members whose leaves have been approved, but who have not begun theirleave, may request adjustments based on the provisions of the 2023–2027 Col-lective Agreement.
24. Article 25.10.14 (Sabbatical Salary)—effective beginning 1 July 2024.
25. Appendix A.1 (Letter of Appointment)—new template to be used for any Memberhired on or after 1 July 2024.
26. Appendix A.2 (CAS Contract)—new template to be used for any contract with astart date on or after 1 September 2024.
27. Appendix F—payment of the lump sum compensation of $1,800 per full-timeMember and $900 per part-time Member to be made on 19 April 2024.
28. Appendix F—implementation of the 2023-24 salary scale, including any retroac-tive adjustments, by 3 May 2024.
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29. Appendix F—implementation of the 2024-25 salary scale, including any retroac-tive adjustments, by 17 May 2024.
30. Appendix F—implementation of the 2023-24 Contract Academic Staff stipend,including any retroactive adjustments, by 31 May 2024.
31. Appendix H.1.2—new PDA effective 1 April 2024.
32. Appendix H.2—new travel and expense rates effective 1 April 2024.
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J.2 Memorandum of Understanding: BUFA Staffing Criteria
Working Group for Professional Services Positions

WHEREAS the Employer has committed to hiring two (2) new professional service positionsover the course of the 2023–2027 Collective Agreement, and
WHEREAS the Parties agree that the needs of professional service Units, including StudentServices, the Indigenous Peoples’ Centre, and the Library and Archives, are the primary con-sideration for staffing such positions, and
WHEREAS the Parties acknowledge that there are many factors that influence staffing needsfor professional service positions, and
WHEREAS the Parties agree that transparency is fundamental to sound staffing plan pro-cesses, and
WHEREAS both Parties wish to satisfy the letter and intent of Article 20.7.10;

1. The Employer and the Union agree that a Working Group will be established to identifykey considerations that support decision-making for BUFA professional services posi-tions.
2. The composition of the Working Group will consist of the following:

a. The Provost as Chair (non-voting);
b. Four (4) Members appointed by the Union, three (3) of whom will come from atleast two (2) of the following areas: Student Services, Library and Archives, Indige-nous Peoples’ Centre;
c. The Dean of Students;
d. The Chief Information Officer; and
e. The Director, Indigenous Peoples’ Centre.

3. The Provost will call a meeting of the Working Group within thirty (30) days of ratifica-tion of the Agreement.
4. The responsibilities of the Working Group will be as follows:

a. The Working Group will develop criteria that will provide a framework for BUFAstaffing requests for professional service positions, for recommendations at theDean’s/Director’s level, and to support sound decision-making by the Employer.
b. The Working Group will submit criteria recommendations to the Joint Adminis-trative Committee (JAC) by 30 June 2024. JAC will review the criteria and for-ward recommendations to the President by 31 July 2024 for approval by 31 August2024.
c. The Working Group will subsequently solicit feedback from respective stakehold-ers in the Winter of 2025 to re-evaluate the criteria and consider whether re-
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finements are required. Any final recommendations emerging from the WorkingGroup will be provided to the President through JAC by 1 April 2025 for the 2025-26 fiscal year planning cycle.
5. For implementation:

a. Staffing requests for professional services positions will be permitted to be sub-mitted in September 2024, for one (1) new position to be hired in professionalservices.
b. The staffing request for the second (2nd) professional services position shall followthe calendar for position requests described in Article 15.3 beginning in May 2025.

6. Once completed and approved, the criteria developed by this group shall be incorpo-rated into the broader staffing criteria.
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J.3 Memorandum of Understanding: BUFA Staffing Criteria
Working Group

WHEREAS a Staffing Criteria Working Group was struck for the 2019–2023 Collective Agree-ment to develop criteria that provided a framework for BUFA staffing requests and decisions,and
WHEREAS the Parties have agreed to continue using these staffing criteria on a go-forwardbasis, and
WHEREAS a major focus of the 2023–2027 Collective Agreement is to improve measuresleading to greater equity, diversity, inclusion, decolonization, Indigenization, and reconcilia-tion in the working conditions of Members, and
WHEREAS the Parties have agreed that there is need to revise the staffing criteria both torefine existing criteria and to review and develop them with regard to EDID and Indigeniza-tion/reconciliation;

1. The Parties agree to establish a new Staffing Criteria Working Group to review and re-vise the staffing criteria.
2. The composition of this Working Group will consist of the following:

a. The Provost as Chair (non-voting);
b. Four (4) Members appointed by the Union, at least one (1) or whom will have par-ticipated in drafting this MOU; and
c. Three (3) members of Deans’ Council, at least one (1) of whom will have partici-pated in drafting this MOU.

3. The Provost will call a meeting of the Working Group within fifteen (15) days of theStaffing Criteria Working Group being fully populated.
4. The responsibilities of the Working Group will be as follows:

a. To gather and review comments received from Departments and Deans/Directorsregarding the staffing process and staffing criteria for the past three (3) years;
b. To review the current staffing criteria in order to build in principles of equity, diver-sity, inclusion, decolonization, Indigenization, and reconciliation;
c. To review the current staffing criteria for any other updates or improvements thatmay be advisable;
d. To produce criteria recommendations to be sent to the Joint Administrative Com-mittee (JAC) by 30 September 2024. JAC will review the criteria and forward therecommendations to the President by 31 October 2024 for approval by 30 Novem-ber 2024.
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5. The staffing criteria will be distributed to Departments by 1 February 2025 to be usedin staffing requests for the 2025–2026 staffing cycle. Approved criteria will be used informulating recommendations and making decisions on an ongoing basis.
6. Periodic review of the criteria may be initiated by either Party through JAC.
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J.4 Memorandum of Understanding: EDIDR and BURC
Policies and Procedures

WHEREAS the Collective Agreement empowers BURC to establish its own policies and pro-cedures, and
WHEREAS the Collective Agreement is also an expression of the working conditions of Mem-bers, and
WHEREAS a major focus of the 2023–2027 Collective Agreement is to improve measuresleading to greater equity, diversity, inclusion, decolonization, Indigenization, and reconcilia-tion in the working conditions of Members;

1. The Parties agree that BURC shall conduct a review of its policies and procedures be-fore the next application cycle begins. This review shall be undertaken for the expresspurpose of improving existing policies and procedures with respect to equity, diversity,inclusion, decolonization, Indigenization, and reconciliation.
2. Before beginning the review, all members of BURC shall undertake training in uncon-scious bias for peer review and training in equity, diversity, inclusion, decolonization,Indigenization, and reconciliation more broadly. Such training may be derived fromtraining modules developed by the Tri-Agency. The Chair of BURC shall be responsiblefor ensuring that all members participating in the discussion of policies and procedureshave successfully completed the training modules.
3. The Chair of BURC shall convene BURC to discuss policies and procedures by no laterthan 31 May 2024.
4. BURC shall review its policies and procedures in light of changes to the Collective Agree-ment and advancements in equity, diversity, inclusion, decolonization, Indigenization,and reconciliation, and take appropriate action to revise its policies and procedures ac-cordingly.
5. BURC shall communicate revisions to its policies and procedures by no later than 30September 2024, such that Members who wish to apply for BURC in the Fall of 2024shall have ample time to consider the revised policies and procedures in preparing theirfunding submission.
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J.5 Memorandum of Understanding: Academic Administrators
Promotion and Tenure

WHEREAS the Collective Agreement sets out the terms upon which an Academic Adminis-trator may receive tenure or be granted promotion, and
WHEREAS a major focus of the 2023–2027 Collective Agreement is to improve measuresleading to greater equity, diversity, and inclusion, and
WHEREAS the Parties have agreed that there is need to revise the language to address in-equities that exist between internally selected Academic Administrators and externally se-lected Academic Administrators;

1. The Parties agree that a Working Group will undertake a review of Article 37 (AcademicAdministrators), with particular focus on the terms upon which an Academic Adminis-trator may receive tenure or be granted promotion.
2. The composition of the Working Group will be the following:

a. The Associate Vice-President (People and Talent) as Chair (non-voting);
b. Two (2) Members selected by the Union executive, at least one (1) of whom shallhave participated in drafting this MOU; and
c. Two (2) members selected by the President, at least one (1) of whom shall be orhas been an Academic Administrator.

3. The Associate Vice-President (People and Talent) shall call a meeting of the WorkingGroup within ninety (90) days of the ratification of the Agreement.
4. The Working Group shall be responsible for recommending to the Joint Administra-tive Committee (JAC) any revised language to address the inequities that exist betweeninternally and externally selected Academic Administrators. Any such language shallconsider the effects of internal retention, succession, and conflict. They shall make theirrecommendation to JAC by no later than 31 December 2024.
5. JAC shall consider the recommendation of the Working Group and formalize any lan-guage in a Memorandum of Agreement by 31 March 2025.
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J.6 Memorandum of Understanding: Members’ Right to
Report to Academic Administrators

WHEREAS the 2023–2027 Collective Agreement introduces Rights and Responsibilities ofMembers, and
WHEREAS Members have the right to be led by an Academic Administrator, including theright to participate in the selection of such an administrator through transparent and openhiring processes, the right to periodically and meaningfully review such administrators, and,where the Academic Administrator is externally selected, the right to recommend rank andstep(s) for the Academic Administrator’s landing position, and
WHEREAS the Parties have agreed that there would be no imminent changes to the termsand conditions of incumbent Academic or Non-Academic Administrators as a result of thisnew language, and
WHEREAS the Parties have agreed that Members in Faculties/Units not led by Academic Ad-ministrators as of 1 April 2023 will be addressed in a Memorandum of Understanding, to benegotiated by the Parties;

1. The Parties agree that the Joint Administrative Committee (JAC), or a subcommitteeformed by JAC in accordance with Article 36.3, shall be responsible for negotiating theterms of said MOU.
2. The JAC shall recommend a plan to the Board of Governors to develop an administra-tive structure that meets the Board’s obligations under the Collective Agreement (i.e.,the right of Members to report to an Academic Administrator). This recommendationshall include a plan to address the current incumbent Non-Academic Administratorswho lead Members.
3. The JAC shall complete their work as soon as reasonably practicable and in advance ofany such administrator position being replaced through attrition.
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J.7 Memorandum of Understanding: Retention Initiatives
WHEREAS the Parties have a shared interest in recruiting, advancing, and retaining Members,particularly those who identify with a designated group, and
WHEREAS the Parties agree that purposeful strategies that focus on Members and their house-holds have the potential to improve recruitment, retention, and overall experience of Mem-bers;

1. The Parties agree to establish a Working Group to identify and recommend improvedretention strategies for Members and their households.
2. The composition of the Working Group will be the following:

a. The Associate Vice-President (People and Talent), or designate, as Chair (non-voting);
b. Three (3) Members selected by the Union executive;
c. Three (3) members selected by the President.

3. The Associate Vice-President (People and Talent) shall call a meeting of the WorkingGroup within ninety (90) days of the ratification of the Agreement.
4. The responsibilities of the Working Group will be as follows:

a. Gather information on leading practices related to recruitment and retention ofacademic staff and existing practices in place at other post-secondary institutionsin Canada;
b. Consult Chairs of Selection Committees and Members on experiences;
c. Assess the feasibility and resources required for implementing various retentionstrategies;
d. Recommend retention strategies that are reflective of Brandon University’s uniquecontext, as set out in the Preamble of the 2023–2027 Collective Agreement;
e. Assist in developing appropriate tools and resources to facilitate the implementa-tion of such strategies.

5. The Working Group will submit an initial report of its activities, findings, and recom-mendations to JAC by 30 June 2025. JAC shall respond to the recommendations, inwriting, copied to the President and Human Resources. The Employer shall determinean appropriate implementation plan, as necessary or applicable.
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J.8 Memorandum of Understanding: Salary Anomalies
WHEREAS the Collective Agreement sets out the salaries of all Members at Brandon Univer-sity, and
WHEREAS a major focus of the 2023–2027 Collective Agreement is to improve measuresleading to greater equity, diversity, and inclusion, and
WHEREAS the Parties have committed to identifying and rectifying salary anomalies amongMembers, the specifics of which will be addressed in an Appendix to the Collective Agree-ment, to be negotiated by the Parties;

1. The Parties agree that a Working Group shall be responsible for developing and recom-mending the terms of said Appendix to the Joint Administrative Committee (JAC).
2. The composition of the Working Group will consist of the following:

a. Three (3) Members appointed by the Union, at least one (1) of whom will haveparticipated in drafting this MOU; and
b. Three (3) members appointed by the President, at least one (1) of whom will haveparticipated in drafting this MOU.

3. The Working Group will meet within thirty (30) days of the ratification of the Agree-ment.
4. The Working Group shall submit their recommendation to JAC no later than30 September 2024. Should the Working Group reach impasse or otherwise not meetthis deadline, the Appendix shall be referred to binding mediation.
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