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Contract Committee Report 

For the benefit of those of you who were not at the recent 
Special General Meeting, I would like to go over the new 
contract and explain the terms . of settlement, especially the 
changes to contract language. No one is especially pleased 
with this settlement, but the Contract Committee members 
believe they did the best they could under the circumstances. 
The contract will expire in eleven months, and we have already 
begun to plan for the next set of negotiations, which we 
expect to commence in January, 1987. We feel that the most 
important thing at this time is to build a strong Contract 
Committee, and that means that we need representatives from 
every division in the bargain i ng unit. We will be electing 
a Committee in the near future, and if you are unhappy with 
the settlement we just received, then all the more reason to 
get yourself elected. We will be polling the membership 
sometime in the next few months, and any ideas that you have 
as to what should be addressed in the next round of negotiations 
will be given very serious consideration. We rely on your 
input and assistance. 

In terms of wages, the basic settlement was 1% with no 
retroactivity, and $300 in lump sum payments. For the 
period 1984-86 our settlement was basically the same as 
that of Cupe 116, except that they their contract was 
settled in January, and so the percentage increase came 
into effect earlier, and their increments were unfrozen 
at an earlier date. It is also important to remember that 
they had no wage increase in 1983 - 84, a year when we received 
5.25%. Comparisons are odious, I know, but to a large extent 
we do set the pace for each other. Our relationship with 
Cupe l '.16 !has :Lmproved I.over the past couple of years, and we 
hope that in future we will be able to more closely coordinate 
our efforts in contract negotiations. 
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original proposal, 393 people would have received no increment 
at all in July 1986. We managed to have this adjusted so 
that now only those people at step 6 in the lower pay grades 
receive no increment, but do get a small lump s.um payment 
in lieu. The $100 lump sum payment in Dec. 1986 was also 
not part of their original proposal, which was $100 period. 

The University's original proposals included many serioJS 
concessionary demands - relief employees, retirement, 
seniority, picket lines, right to apply for jobs, statutory 
holidays, leave of absence, sick leave, maternity leave, 
hiring above the base rate, upgrading of classifications 
without the Union's approval, longer suspensions, longer 
notice of resignation, departmental closures based on 
'financial exigency', and changes to the grievance procedure. 

When push came to shove, the only major concession that 
remained on the table was the article on relief employees. 
The University wanted the right to hire 'relief employees', 
or casuals. These employees would have very few of the pro-
tections we enjoy: they would be on-call, and 'h1red on 
an as , and when needed basis', they would have no vacations, 
no right to layoff or recall, no benefits, no sick leave, 
maternity leave, compassionate leave, no seniority, and would 
not be permitted to apply for permanent jobs which would 
'conflict with their current temporary assignment'. It 
became obvious that this was the one thing the University 
most badly wanted, and that they were not going to remove 
it from the table, or alter it in any way. We did not feel 
it would be a ·strike issue, and so we were compelled to make 
a counter-proposal. 

Under the old contract, when a temporary employee was hired, 
that employee had an automatic right to a job after three 
months - they would have to be given whatever vacancy 
was available in their classification, or bump the person in 
that classification with the least seniority. If a temporary 
assignment ended, they would have the right , to the . first 
vacancy in their cLassifidation. The University felt that 
this severely reduced their right to hire (it was meant to). 
Their solution, for awhile, was to build up the floaters list, 
and assign people temporarily from that list. The Union put 
an end to this practice, because the floaters list was only 
meant to provide casual work for people who had been laid off 
(34.06 1)). After that the University chose never to hire 

temporary employees, and to contract out all short-term clerical 
work. We were not aware that this was their practice until 
it came out in this . round of contract bargaining. The amount 
of such contracting out has increased dramatically over the 
past eight months, and we have launched a grievance which we 
intend to pursue. 
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What we proposed to the University were the minimum changes 
to the temporary employee language that we were willing to 
accept. Basically, our proposal was that temporary employees 
would no longer become continuing employees after three 
months, but would continue to receive all of the benefits 
of the contract. We did not alter our position beyond that, 
and what we negotiated was what we had proposed. Temporary 
employee rights remain essentially the same as other part-
time and full-time employees. 

To summarize these changes: Positions of more than three 
months duration still have to be posted and filled permanently, 
except for leaves of absence which can be filled by a temp, 
but only when there is no possibility of a temporary promotion. 
Temporary employees will not receive three months notice of 
layoff resulting from technological change, since most of 
their assignments will be shorter than three months. The 
number of positions filled by temps cannot exceed 2% of the 
bargaining unit, which effectively prevents the University 
from reducing the number of continuing positions by using 
temps. Temporary employees accrue seniority from date of 
hire, and can therefore apply for continuing positions at 
there own discretion, and have to be treated as internal 
applicants . Their benefits are the same as other full-time 
and part-time employees (depending on whether they are working 
full-time or part-time). When they are 'laid-off' - ie. 
when their assignment ends - they are called back in order 
of seniority within their classification. They can be assigned 
to higher classifications, but cannot be assigned to lower 
classifications unless there is no work available in their 
own classification. They also have the right to refuse any 
assignment, which allays our greatest fear, which was that 
temporaey ·employees would be 'on call' and have to make them-
selves constantly available at the risk of losing their 
jobs . 

Other changes. The contracting out and sexual harassment 
letters of agreement have been incorporated in the body of 
the contract, which gives them greater permanence (a letter 
of agreement usually deals with a temporary problem, or with 
something that is being given a trial). Promotion and 
temporary promotion, because of the reduction of increment 
steps, will mean a larger increase (twice as much) • --

The article on vdt safety i;s . :much ..:;les.s nthan < lwe had hoped ,for, 
but it is a step in the righb direction, and we intend to 
seek improvements in subsequent negotiations. Most recommenda-
tions on vdt safety include a break every hour, and the article 
we negotiated achieves this in that vdt operators are allowed 
ten minutes away from the terminals every two hours - however 
this is not a 'break', just a reassignment to other duties. 
If a pregnant employee does not wish to work on vdt, the 
department has to attempt to assign them to an alternate 

) 



posttion. If this is not possible, then she may work 
as a temp until her maternity leave. Unfortunatel y th e 
employee may have to accept a position at a lower 
classification if nothing is available in her own 
classification. When she returns from maternity leave, 
she is then entitled to a position in her original 
classification. We were unable to negotiate ergonomic 
standards into the contract, and had to settle for a 
cross-reference to article 24, which is a recognition 
in principle that quality standards and ergonomics 
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of vdts do constitute part of the 'good working conditions' 
the University has agreed to maintain . 

The changes to the vacatio .n and sick leave articles mean 
that in future these credits will be worked out in hours, 
if that is not being done already. THis will not effect 
the amount of time you receive, and is only a standardization 
of procedure. The changes to 27.07, 28.02, 30.07, ann 34.07 
incorporate into our contract sections of the Employment 
Standards Act which we relied on in the past, but which 
we were deprived of when the Social Credit Government 
amended the Act in 1983. Those amendments to the Act meant 
that unionized employees could no longer have recourse to 
the act and had to rely entirely on their negotiated contract. 
Had we not negotiated these changes, the employer could have 
denied us rights that had always been ours through legislation. 
The changes to 28.02 d) (Minimum Hours of Work) are adopted 
from the Act, and are meant to protect employees who are on 
call (temporary employees for example) and part-time employees 
who, according to the Act, have to be scheduled to work a 
minimum of four hours at a time. This change does not effect 
the layoff procedure outlined in article 34 . 01. 

Article 29.02 is changed so that overtime has to be requested 
by the 'Department Head or designate'. In some departments 
there seems to be confusion as to who authorizes overtime. 
The University has agreed to inform our members in each 
department as to who has authority to authorize overtime, 
sick leave etc. It may seem obvious that you don't work over-
time unless it has been requested, but we have had problems 
in the past where there has been a dispute as to whether or 
not overtime was authorized . We attempted to negotiate a 
statement that overtime has to be authorized 'in writing' 
but were unsuccessful. Our advice would be to always have 
your overtime authorized in writing (see the Grievance report 
for more on this issue). Article 30 . 06, Sick Leave, includes 
a similar change - you now have to notify your Department 
Head or designate when you are off sick, which means it is 
no longer sufficient to phone in and leave a message. This 
will be a pain in the butt, I know, but it does say 'as early 
as possible;, and 'normally by starting time on the first day',. 
so if you can't get ahold of your 'Department Head or designate' 
you'll just have to call them back when they're there. 
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The grievance procedure is changed slightly. The deadlines 
for a step 3 grievance have been changed (the old deadlines 
were confusing, and not really adhered to), and the deadline 
for invoking the grievance procedure for grievances that 
start at step 2 has been set a 30 days from the occurence 
of the action being grieved, or from first knowledge of 
grounds for a grievance. This 30 day deadline was introduced 
for step 1 grievances in the last contract, and i t is certain 
that the University will get a 30 day deadline for step 3 
grievances in the next set of negotiations. That is something 
we could never agree to since it would effect policy grievances, 
where ,it might be :.difficult to establish a date from which to 
count the 30 days. 

Please feel free to call the Union Office if you have any 
questions about the above. 

- Ted Byrne 

'RRTIFIED F/l'R/l If 
CAIIAQIAN UNIVERSITY EMPLOYEES 

BA1.LQI 

Are you in favour of the ,roposal for a settlement 
of the 1934-87 CUE contract: 

,t. YES 

D NO 

Hark one of the above options with a check or an X 
in the appropriate box. 
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Grievance Committee Report 

Over the past couple of years, we have had several very 
serious discharge cases involving fraud and theft. One 
thing that has become apparent to us as a result of these 
cases, is that some departments are very loosely managed 
when it comes to the handling of money, and various forms 
of authorization . There are a number of reasons for this 
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that come immediately to mind, aside from simple carelessness. 
This is a very large institution, but it is div.ided up into 
many, often very small,departments. Consequently, it is 
often d~fficult for the University to have consistent policies 
that are consistently followed. The size _o.12 the · .depar:tments, 
and their independen d:e, · alsO' often leads to a friendly atmosphere 
where sensible procedures are sometimes replaced by trust. 
This is not a bad thing in itself but, as we have learned, it 
can sometimes backfire. In addition, many departments are 
administered by people who have very little management 
experience. The result is that some of our members are put 
in a position of having more responsibility than should be 
theirs . This may be satisfying to the individual in some 
cases, but it can lead to problems that they may not even 
be aware of. 

Essentially we are concerned that situations that involve 
money handling, signing authority, and so on, be carefully 
enough regulated that, a) there is as little as possible 
room for dishonesty, and b) that innocent individuals are 
not put in a position where they become the logical culprit 
if something goes wrong, or have to take full responsibility 
for something when actually the responsibility had only been 
delegated'to them . 

In reviewing the cases referred to above, we have come up 
with the following simple pienes of advice which may help 
you to cover your rear, to use a military ~xpression. I'm 
sure that some of you, after reading this, will also have 
advice that you would like to share, or perhaps criticism of 
the advice offered. We also hope that the University, with 
the knowledge gained from these cases, is taking a hard look 
at the policies and procedures, or lack of them, in the 
departments . 

When handling money: Use the standard pre-numbered receipts 
available from the University. Be sure you can account for 
each and every receipt number before they leave your hands. 
Any unused receipts should be voided. If you are handling 
cash, be sure that you count it when it is exchanged, and 
get acknowledgement from the other party that the amount is 
correct. If you are holding cash for any reason, make sure 
that you are the only one with access to it. We recently 
heard from someone who works with a cash float, and was being 
held responsible for making up the difference if there were 



any shortages in the balance. Let us know if you are in 
a similar situation. 

• 
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Never sign other peoples names to any documents or letters. 
This -appears to be a common practice, but it is a foolish one 
no matter how innocent, or expedient it may seem. If you do 
have to sign a letter, the proper practice is to sign your 
own name and add 'per' or 'for' plus the other person's name . 
In cases where authority is involved, there should never be any 
reason to sign another's name. If you are being asked to sign 
for others, or have been given the authority to sign, request 
that proper signing authority be granted to you through the 
Finance Dept. 

When you are doing something that requires authorization, such 
as working overtime, taking time off, assuming a temporary 
promotion, and so on, be sure that you get proper authorization 
in writing. Don't allow yourself to be put into a situation 
where it is your word against theirs - we can tel l you 
in advance whose word will be accepted. 

In the case of medical prescriptions, ,,which some of you process: 
If a pharmacist calls and asks for authorization for a repeat 
of a prescription, a verbal okay from the doctor, passed on by 
you to the pharmacist, is not sufficient. There should be 
written authorization. The best solution is to have a form which 
includes name of person phoning, time, date, what they request, 
a space for the doctor's signature giving her. approval, the 
name and signature of the secretary handling the call, and the 
time and date that a response was given to the pharmacy . This 
should go in the patient's file. In one department that we know 
of they use a rubber stamp which has all of the above information 
on it - they stamp the patient's chart, fill in the information, 
and give it to the doctor for ~im to tick 'OK' and initial. 

Petty cash : Don't be loose with petty cash. Get a proper 
petty cash pad and have people sign for any cash received . 
Keep all receipts. 

If you are handling cash, don't be afraid to ask for whatever 
is necessary to ensure that it is secure : lock and key, 
strongbox, or even a safe if it is a lot of money. It's 
worth the expense to the department. 

I'm sorry if much of the above seems obvious too you, but 
believe me it needs to be said. 

Ted Byrne 



CUE FOR SAFETY by Karen Shaw 

Here are some of the highlights of the past year. 

CUPE Safety Convention held in Vancouver, February, 1985. 

After a year the two items which stand out in my mind are: 
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1. "The right to know". This is a law in the United States 
and some other countries which enables workers to know if 
they are handling dangerous chemicals or face certa i n 
hazards at their work. This awaits legislat i on in Canada 
later this year. 

2. The right to refuse unsafe work. This already law in Canada. 
The following is taken from the Workers' Compensation Board's 
Regulations: 

8.24 ( I ) No person shall carry out or cause · to be carried 
out any work process or operate or ca use to he operated 
any tool. appliance or equipment when that person has 
r~asonablc cause to believe that to do so would create an 

undue h_azard to the health or safety of any person. 
( 2) Pursuant to clause ( I ) a worker who refuses to carry 
out a work process or operate a tool, appliance or equip-
ment shall forthwith report the circumstances of the unsafe 
condition to his supervisor or employer. 
( 3) The super\'isor or employer receiving a report made 
under clause (2) shall forthwith investigate the matter and 
( a) ensure that any unsafe condition is remedied •.vithout 

delay; or , 
(b) if in his opinion the report is not valid he shall so in-

form the person who made the report. 
( 4) When the procedure under clause ( 3) does not resolve 
the matter and a worker continues to refuse to carry out 
a work process. the supervisor or employer shall investigate 
the matter in the presence of the worker who made the 
report and in the presence of: 
( a) a worker representative of the Industrial Health and 

Safety Committee; or, 
( b) a worker who is selected by a trade union representing 

the worker; or, 
(c) when there is no Industrial Health and Safety Com -

mittee or the worker is not represented by a trade 
union, any other reasonably available worker selected 
by the worker. 

( 5) When - the investigation under clause ( 4) does not 
resolve the matter and a worker continues to refuse to 
carry out a work process or operate a tool, appliance or 
equipment, both the supervisor, or the employer. and the 
worker shall forthwith notify an officer of the Board* 
who shall investigate the matter without undue delay and 
issue whatever orders he deems necessary. 
(6) No worker shall be subject to disciplinary action be-
cause he has acted in compliance with this regulation or an 

-order made by an officer of the Board . 
(7) Temporary assignment to alternative work at no loss 
in pay to the worker until the matter in clause ( 1) is re-
solved shall be deemed not to constitute disc iplinary action. 
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The bottom line of this is that it not only is your right to 
refuse unsafe work, it is your obligation. If there is an 
accident and you even suspected the equipment was faulty, you 
could be denied compensation. If you are found operating 
equipment that you thought or knew was faulty, or allowed 
someone else to use, you can be fined heavily even if 
no accident occurs. 

Last summer UBC appointed an Occupational Health and Safety 
Director, Dr. M. Wayne Greene. He is the resource person 
for campus. He has a wealth of safety knowledge that pertains 
to our bargaining unit. 

In February, 1986, I attended the Safety Course offered by 
the Canadian Labour Congress. As I reported at a recent meeting, 
the highlights included topics such as hearing and sight 
protection, working with VDT's, the effects of stress, etc. 

This month, UBC appointed a Hygiene Officer, David Bell. He will 
be working with Dr. Greene. 

At the present time I sense two areas of concern: 

1. Poor communication. Although there are over 80 safety 
committees on campus little is known who serves on them 
or how to contact them. The Occupational Health and Safety 
Office is working to solve those mysteries. If you are 
involved with or would like to be involved withsuch a committee, 
or if your building does NOT have a safety committe~I would 
like to know. Please write me at the Union office. 

2. Poorly heated offices. Some offices have too little or too 
much heat. When I find out 7 several days have elapsed. That 
is too long to tolerate such conditions. I would appreciate 
your contacting me immediately through the Union office. 
Do NOT wait days, even hours! The following is taken from 
the Factory Act. My frustration is enforcing these clauses! 

8.003 Effective provision shall be made for securing and 
maintaining a reasonable temperature in each office or shop, 
bu t no method shall be employed which results in the escape 
into the air of any workroom of any fume of su~h a character 
and to such an extent as to be likely to be injuri t)US or offensive 
or cau se discomfort to persons employed therein . 

8.004 In every office and shop in which a substantial portion 
of the work is done, a temperature of not less than 70°F, 
measured at 5 feet from the floor, shall be considered a reason-
able temperature to maintain while the work is going on, unless 
authorized otherwise by an Inspector in writing. 
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THE OFFICE GUINEA PIG: 

VDT'S AND RADIATION UPDATE 

Based on what we don't know, 
VDT's are safe. Well, relatively 
safe . The Health Protection Branch 
in Ottawa says so. Recently, they 
sent a bulletin to doctors on the 
subject of the safety of video 
display terminals outlining that at 
the present time there is no 
scientific or medical basis to be 
concerned about radiation health 
effects from VDT's. They also adopt 
the position that the use of 
"shielding, lead aprons or any other 
protectice device by VDT operators is 
unnecessary". l This advice is like 
the Fire Deparbnent telling someone 
to go back into a burning building! 
They report that a number of studies 
have shown that radiation emissions 
from VDT's were not above background 
levels . This latter point is true 
but it is misleading not to mention 
at the same time that scientists and 
physicians have raised several 
concerns about radiation from VDT's 
as more information is learned. 

This is hardly the first time 
that heal th and safety of workers has 
been treated ·as a 1 ow-key issue. In 
the past, company doctors employed by 
asbestos companies did not reveal 
medical problems caused by working 
with asbestos material . The fact 
remains that little is known about 
the long-tenn effects of low-level 
radiation from VDT's on our bodies. 
Researchers fran around the world 
continue to study the possible 
effects of both ionizing and 
non-ionizing radiation and some are 
saying that the radiation standards, 
set in 1979 for VDT's, need to be 
stricter . Studies on the cumulative 
effects of radiation indicate that 
long-tenn exposure to radiation may 
result in serious health effects. 
How does radiation affect us? 
Ionizing radiation: X-radiation is 
the only fonn of ionizing radiation 
that is produced and emitted from a 

VDT. It originates in the vacuum 
tube of a VDT. It is measured in 
r~os per hour. The Canadian standard 
for VDT's is 0.5 mr {millirems) per 
hour measured at a 5 cm distance from 
the machine surface . This same 
standard applies to T.V. sets. 
Health Effects : If VDT machine is 
not faulty, that is, does not leak 
radiation, ionizing radiation is NOT 
USUALLY considered a health risk BUT 
we should not overlook the following 
points which have been raised 
concerning its safety: 1) Only 
prototypes of machines are tested 
by manufacturer, not each individual 
machine. 2) Combined effects with 
other fonns of radiation being 
emitted raises questions about 
greater exposure problem. 3) 
Cumulative effects under study. "The 
longer the exposure, the greater the 
dose and the greater the chance of 
radiation injury 112 
Non-ionizing radiation: Non-ionizing 
radiation includes static fields, 
extra low frequencies, radio 
frequencies, microwaves, infrared, 
visible light and ultraviolet. 
Frequency measured in cycles per 
second (CPS) and expressed in hertz 
{Hz). Canadian standard differs for 
different types of non-ionizing 
radiation. For ultraviolet, microwave 
and radiofre~uency it isl 
milliwatt/cm • 
Health effects: Includes posterior 
cataracts, burns on cornea, 
chromosome damage, blood disorders, 
nervous system dysfunction, 
spontaneous abortion, birth defects, 
skin cancer . Some physicians who 
have treated many cataract cases in 
young VDT operators have found that 
the only factor contributing to the 
growth of cataracts was VDT work. 
Regular eye exams are very important 
to detect the onset of cataracts. 
VDT users should have a slitlamp 
bi oini c roscopy test performed when 



they go for eye exams to detect any 
presence of cataracts . It is 
interesting to consider that 
11di fferent parts of the body absorb 
radiation at different rates. The 
eyes, the reproductive organs and the 
brain absorb faster 113 One wonders 
if this is why cataracts are now 
appearing in young people. 

Mysterious birth defects and 
m1scarr1ages: The dangers of having 
x-rays done during pregnancy are well 
kno~m. Medical x-rays can do a great 
deal of damage to the develo~nent of 
the fetus, but what danger does 
operating a VUT pose to the pregnant 
woman and children born to them? 

Just as we have different 
metabolisms, cumulative effects of 
radiation seem to be more harmful to 
some individuals than to others. 
They would cause one women to 
miscarry while someone else in the 
same circumstances would carry a baby 
to term. Yet, for reasons unknown, 
11clusters 11 of miscarriages and birth 
defects have occurred too, the common 
denominator in these cases being that 
the women all worked on VDT's for the 
same employer. 

11 A survey by the Japanese General 
Council of Trade Unions found that 
over a third of pregnant women had 
problems during pregnancy or 
delivery". 4 The Japanese 
government is conducting a 3 year 
epidemiological study of VDT's. 

There is also concern that birth 
defects of children sired by male VDT 
operators could have been caused by 
low-level radiation. Studies show 
some evidence that "even low levels 
of radiation exposure may affect the 
spenn or ovum of a worker" . 5 I 
heard a man, a VDT operator, share a 
personal experience about this. He 
is the father of 2 children born with 
heart murmurs. 

Results from recent studies 
indicate that cumulative effects of 
radiation can be responsible for 
altering the reproductive system, 
cardiovascular system, nervous system 

I (I 
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and can affect our eyes and our 
brains. 
Right to transfer when pregnant: 
Although testing machines for 
radiation levels is a good idea and 
should be something the employer 
agrees to do, in terms of the 
cumulative effects of radiation, 
these periodic checks are not enough 
to guarantee safety. A VDT could be 
checked for radiation levels and 
found to be within the standards, yet 
cases of birth defects or 
miscarriages in the same office could 
occur within a very short time. At 
the time of the Toronto Star incident 
where 4 out of 7 pregnant women who 
worked regularly on video display 
terminals gave birth to children with 
abnormalities ( 1980), "units at the 
Toronto Star and in other locations 
across Canada were checked after the 
incident was publicized and all 
reports indicat ed extremely low or 
non-measurable radiation levels . 116 
It looks as though the only viable 
safety option for pregnant women is 
to transfer to a job away from 
VDT's. 

How can we m1n1m1ze risks? 
Western European countries seem 

to be pushing harder for protection 
against the hazards of VDT's (West 
Germany, Sweden, Norway). In these 
countries there are laws governing 

"If lnw ·l\•vd rndiatinn is so s,1fo, 
whv ,m• tlw bosSl'S' offin•<; -;n f.tr 

nway?" 



• 

the ergonomic aspects of VDT's and 
"Norway's Working Environment Act 
mandates 2 hour shifts of terminal 
work and limits the amount of time 
spent on VDT's to 50% of the working 
day• II 7 

Considered Shields? VDT shields are 
being increasingly used by VDT 
operators. They are made of 
transparent acrylic and are lined with 
miniscule lead particles to virtually 
eliminate ionizing and non-ionizing 
radiation. They are promoted as the 
best source of radiation protection 
available . Some manufacturers, I'm 
told, are shielding machines before 
they a re put on the market. This is 
an area that the union plans to 
investigate. Generally, VDT models 
with metal cabinets are preferable to 
plastic ones since they provide better 
shielding. The union office has 
information on suppliers of 
anti-radiation shields. 1100 It Yourself" VDT shield: I've 
never tried this but it's been 
suggested by VDT researchers: 

"Terminals can be shielded on 
the outside with copper foil glued to 
cardb,oard, a technique used by the 
Canadian Centre for Occupational 
Health & Safety in Hamilton. A wire 
attached to the foil is ground. This 
method eliminates the electric field 
only. Another shielding method 
involves lining the inside of the 
case with soft steel sheet metal 
which could be easily retrofitted for 
terminals presently used in schools. 
Both electric and magnetic fields 
produced within the terminals would 
be contained. 118 

Conclusion 
In the meantime, what can be done 

now? The best protection available 
now is through contract language on 
VDT's. Health and safety clauses 
should be negotiated to allow pregnant 
women to transfer to non-VDT jobs, VDT 
operators should spend a maximum of 4 
hours a day on terminals, machines 
should be monitored regularly and 
copies of radiation reports should be 
sent to the union. Also, wher~ 
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possible anti-radiation shields 
should be added to the department I s 
"shopping list". ~Jhile researching 
VDT's and radiation hazards it has 
become apparent that the Health 
Protection branch should be taking a 
complete reverse approach to radiation 
health effects. They should advise VDT 
operators to be cautious; better safe 
than sorry. Blind trust in present 
radiation standards is not good enough. 
Lobbying to have the standards changed 
must continue. Also, we must continue 
to emphasize the necessity of VDT 
language at negotiations with our 
employer. 

1. Health Protection Branch bulletin, 
Dec. 1985. 

2. p. 14, The Hazards of VDT's, Ontario 
Public Service Employees Union. 

3. p. 20, The Hazards of VDT's. 
4. The Guardian, March 12, 1986 
5. p. 27, Reproductive Hazards at Work, 

Can. Advisory Council on Status of 
Women, Nancy Miller Chenier, 1982. 

6. p. 26, Reproductive Hazards at Work. 
7. The Guardian, March 12, 1986 
8. Got The VDT's Newsletter, Toronto, 

Winter 1984. 

Mary McKenna-Fork in 

• •t•l V•111,.,, ,,. .. h~c ,a•, 
''I'll have to X-ray your arm again. 

This one is overexposed." 
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Union Office Report 

A hiring committee struck by the executive interviewed 
six internal applicants for the position of secretary 
in the Union office . It was not an easy decision to , 
make, but after considerable discussion one person, 
Helen ·Glavina, was on the top of everyone's short list. 
A recommendation was made to the Executive, and Helen 
has been appointed to the position. Helen has worked 
for several years in the Legal Clinic, an office with 
many similarities to our own, and has a strong background 
as an active union member. We are very pleased with the 
decision, and are certain that Helen will make a significant 
contribution to the operation of the office. 

The installation of our computer system is going well, 
but everything is not yet in piace . Our mailing list 
has been put on line, which has considerably reduced 
the amount of work involved in mail outs. We are still 
trying to iron out the wrinkles in this program, so we 
continue to request your patience. If there are any 
problems with your mailings, please send- .:-as ~-.a ·memo as soon 
as possible. Some of the problems that exist are problems 
with delivery, and these usually occur with the off-campus 
locations . If you have any suggestions as to how the 
off-campus mail can be better handled give us a call. 

A swinging telephone arm swung this office into efficiency. 

Pencil sharpeners, ad<lintt m3chine~. duplic~ton, etc ., all add to efficiency. 

03d's desk can be willed to son - if of stcd. 

II : · -.• r . 
An 3uxiliary ,.lesk is sometimu a necu s ity for efficiency . 
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For those of you who are new to the bargaining unit, it should be 
explained that the membership of CUE (formerly AUCE Local One) decided 
about a year ago to affiliate to the Canadian Union of Public Employees 
(CUPE). We have a two year service contract with CUPE which gives us 
all of the rights of a Cupe local, including membership in the Canadian 
Labour Congress (CLC). After two years, our members will have to 
decide whether or not to become a chartered Cupe local. 

Affiliation with Cupe also allows us membership in the BC Federation of 
Labour (BC Fed), the Cupe BC Division, the Cupe Metro Council, and the 
District Labour Council. Membership in any of these groups would 
involve per capita payments (this does not necessarily mean a dues 
increase). Members of the executive have attended BC Fed and Cupe 
Division conventions, and meetings of the Metro Council, and feel that 
full participation in these bodies is important to us as a trade union. 
However, the membership will ultimately have to decide whether or not 
we take that step, and such a decision should probably not be made 
until after we have decided on the question of joining Cupe. 

The Executive will present a full report on our experience with Cupe 
over the period of the service contract before a vote is taken in 
January 1987. In the meantime, I would like to say a few words about 
our experience so far. I will try to cover the various points that 
were made by the Merger Committee in its final report of December, 
1984 . 

Local autonomy. 

Our greatest fear regarding affiliation was that we would lose our 
independence. Right no I would say that our relationship with Cupe 
doesn't seem to threaten this at all. Our internal structure has 
remained the same, except for those changes necessitated by a reduct i on 
in staff . Cupe seems to be more of a resource we draw on than a higher 
body from which we receive direction . Our main connection to the 
organization is our staff rep. The staff rep influences the operation 
of the local, but it is an influence based on experience and access to 
information, rather than on anykind of structured authority. We are 
free to accept or reject the advice of the rep, and the only 'power' 
that the rep has which is actually built into the structure is her or 
his ability to influence the local's access to the defense fund and 
other resources . So far, for us, this has been a positive influence. 
I think we are fortunate to have Joe Denofreo as our staff rep. He has 
been very available to us, and we've developed a good deal of respect 
for his opinions. Through him we've also had reasonably good access to . 
expert advice on legal matters, education, contract costing, research, 
etc. At present, Joe is the staff rep for Cue, Cupe 116 and the TAU, 
but he is also assigned to several other locals off campus. One of the 
things that we will try to negotiate with Cupe is the assignment of one 
staff rep exclusively to the campus locals. 
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Another thing I've noticed, as regards local autonomy, is the absence 
of enforced 'caucus discipline'. I've heard representatives of other 
trade unions criticize Cupe for its lack of 'caucus discipline', but 
the acceptance of dissention seems like a healthy sign to me. Just to 
give you an example, Cupe BC was instrumental at the Annual Convention 
in pushing through the change to a percentage per capita payment to the 
Cupe National. The BC caucus was very tough, and united on this issue, 
but there were a couple of locals that voted against it - obviously 
because the average wage in these locals was high, and a percentage 
calculation would work to their disadvantage. There was also some 
division over the election of the National Secretary Treasurer, which 
was clearly an old guard/new guard type of election. I also remember 
hearing someone criticize Cupe for being divided over the BC Fed 
elections in 1984. 

Services. 

Research: Aside from a multitude of small questions that have been 
answered, the best examples of our use of Cupe's research services are 
in the areas of contract costing, and the Ritchie and Associates 
campaign. As for the contract, the groundwork for costing in our 
current negotiations was very throughly set by Don Cott in the Regional 
Office, with the help of the National Office and their computer 
facilities. The Regional Office also help us with some salary surveys. 
With Ritchie and Associates, the help came from the National Office, 
and especially from John Calvert and Larry Katz. It was also the 
National that hired, and paid, Donald Gutstein, the researcher who 
wrote the Ritchie and Associates report. The National also help to pay 
for some of the other costs incurred by this campaign - buttons, 
printing costs, pr, and so on. It should also be mentioned that we 
received some helpful assistance from the National Office with the 
setting up of our office computer. 

Education: Since we've been associated with Cupe, members of our 
executive have attended several courses and conventions put on by Cupe 
or the BC Fed - conventions on coordinated bargaining and health and 
safety, and courses on contract negotiations, women and unions, and 
health and safety. Cupe also provided us with two very successful shop 
stewards courses, which we hope will become an annual event. We still 
encourage our members to attend the Cap College Labour Studies courses, 
and the annual Continuing Legal Education seminars, but it looks like 
Cupe will be able to provide much of our education needs. 

Legal Assistance: It looks like we've pretty well weaned ourselves 
from our lawyers, and most of our legal advice is coming from our Cupe 
rep, and/or the National's legal services section. Our staff rep has 
broad experience in arbitration, and we've relied heavily on his 
advice. Several times he's sent a file to Ottawa for an expert 
opinion, or put us directly in touch with a Cupe lawyer. So far, in 
our first year as a 'Cupe local', we haven't yet been to arbitration. 
This is quite a relief, after several very expensive years in which 
there were numerous arbitrations. We seem to be settling more 
grievances, but I'm not sure whether this has to do with the advice 
we're getting from Cupe, or the fact that the University realized they 

p 
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were going to go bankrupt before we did! The 20m dollar defense fund 
has added a little to our self-confidence. If and when we do wind up 
in arbitration our staff rep will act as counsel, where in the past we 
would have hired a lawyer. The Cupe National will provide a lawyer if 
we can convince them of the necessity of it - this would depend on the 
importance of the case as a precedent. We still have the option of 
hiring our own lawyer if we feel it is necessary. 

Public relations: We've had three press conferences in the past year: 
one on contract negotiations, and two on Ritchie and Associates. The 
arrangements in each case were handled by the Cupe BC public relations 
officer. I believe these conferences were more successful than they 
would have been had we had to arrange them ourselves. At two of these 
conferences we had the benefit of the Cupe National President's 
participation, which certainly increased our chances of press coverage. 
Even in our own ongoing public relations efforts we've had some useful 
assistance from the Cupe pr rep. 

Publications: One thing we have in our office is a damm good library. 
Cupe's regular publications have been a welcome and useful addition. 
We've been sending some of these publications out to our stewards, so 
hopefully they get some circulation amongst the membership. Jeff Rose, 
the Cupe president, is a compulsive writer, and his frequent reports to 
his Executive have been an excellent source of information on Cupe 
across the country. 

There are also regular reports, handbooks, etc. on particular issues 
that have been of use to us. The Cupe 'wish book' is a good example: 
model language on which to draw for contract negotiations. 

Defense fund: As noted above, we have already had some benefit from 
the defense fund - the money for research on Ritchie and Associates 
came from this fund. Otherwise, it's just somewhat comforting to know 
it's there. 

Women's issues: Since we don't belong to the BC Division of Cupe, we 
are not currently involved in the women's committee, or any other Cupe 
committees for that matter. Cupe has taken a strong position on 
women's issues, as evidenced by some of the reports and resolutions 
discussed at the Annual Convention last October. According to the 
report of the Equal Opportunities Office, women's committees have been 
set up in all of the regions, and in many of the union locals. The 
first annual Women's Conference was held in March 1984, and the first 
regional conference in May 1985. Courses have been developed in the 
area of women's issues, including the week-long 'Women in the Union' 
course at Naramata, to which we sent a member of our executive. A 
quarterly 'Equal Opportunities Bulletin' has been established. A 
'Compendium on Women's Policies' has been published. The Cupe National 
Task Force on Women has been very active, as evidenced by their report 
to the Convention, and Cupe participates in the National Action 
Committee on the Status of Women, the Women's Legal Education and 
Action Fund, and the CLC's Women's Committee. The following activities 
have been planned: a second national women's conference, a second 
regional conference, a 'Bargain ing for Equality' binder for use 
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by local negotiating committees in furthering Cupe's policies on equal 
pay and other issues, and other information packages for local union 
members around specific equality issues. There seems, then, to be a 
fair amount of activity in this area, and our task, obviously, is to 
tap into it. This may be one strong argument for joining the BC 
Division, since that's essentially where our representation is located. 
Currently, we have no women's committee, and our response to women's 
issues in on ad hoc and somewhat sporadic basis. I'm ashamed to admit 
it's minimal, and this should be a serious concern. 

The Convention passed positive resolutions on child-care, equality, 
technological change, sexual harassment, and abortion (the resolutions 
calling for a deletion of policy on this issue were defeated), and 
constitutional amendments on child-care at conventions and percentage 
per capita dues. Documentation regarding the above is available from 
the Union office. 

to 
Education Sector: Comparisons with other Cupe locals in the 
post-secondary education sector have been useful to us in relation 
contract negotiations. Cupe also has a large number of locals 
representing library workers, both here and across the country. 
an opportunity to meet with these locals at the Convention, and 
have another opportunity at an up-coming regional conference of 
sector locals. 

We had 
will 
library 

Affiliation: We sent a couple of our executive members to the Harrison 
Winter School this year, and several of us attended portions of the BC 
Fed Convention. Although we don't belong to the BC Division, we have 
been included in several conferences, including one on joint 
bargaining, and one on health and safety. We also attended the BC 
Division Convention last summer, and have attended the Metro Council. 
The whole question of extending our affiliation will come up once we've 
decided on our membership in Cupe, and there will be a full report on 
this aspect of our potential membership before a decision is made next 
year. 

Cupe at UBC: I would say that our relationship with the other Cupe 
locals on campus has improved since our association with Cupe. We all 
have the same service rep, and so there is a constant line of 
communication open. We have cooperated with the other locals on 
specific issues - with the TAU on contract negotiations (joint press 
conference last Spring), and with the Cupe 116 on the Ritchie and 
Associates issue. Cupe 116 and CUE have recently both had 
representatives elected to the Staff Pension Board, and we look forward 
to a good working relationship there. We can only hope that the 
solidarity between the three locals continues to grow to the extent 
that it will have some real and positive effect on our relationship 
with the employer. 

To sum up, we feel quite positive about the relationship at this point, 
and have every reason to expect that things will continue to go well in 
the second year of our service contract. 

- Ted Byrne 
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Job Postings 

Personnel Services have changed their policy on job postings. In the 
past positions continued to be posted until they were filled. 
Presumably, each week the job was posted, the deadline for application 
was extended until the Friday of that week. In other words, they would 
continue to post the job until they had applicants for it or, more 
likely, until they found the applicant they wanted to hire. Now they 
intend to post the positions for five days only, which is the length of 
time required by our contract (22.01). Each week's posting will list 
only new vacancies. 

This could be to your advantage as an internal applicant, since you may 
not have to wait as long for a decision to be made. However, it's not 
altogether clear to us how this new procedure is to work. Personnel 
Services has told us that the last day of the week the job is posted is 
the deadline for applications, but that they will accept applications 
beyond that date if the job has not been filled. In other words, if 
they do not have any applicants, or any 'suitable' applicants, the 
posting will remain open, but we will no longer know when the actual 
deadline for application is, since the position will no longer, as in 
the past, be posted until filled. One of our fears is that, once the 
'deadline' is past, Personnel may feel justified in accepting a 'late' 
external application over a 'late' internal application. Our position 
would be that article 22.03 a) still applies. 

We will be discussing this matter further with Personnel, but in the 
meantime we have the following advice. Get your job applications in by 
Friday of the first week the job is posted. Do not trust campus mail 
to get it there in time, especially if you are applying from off 
campus. However, if you do not make the deadline, do not assume that 
the job is filled, send in your application anyway. If you decide to 
look for a new job, don ·'t assume that the positions on the current 
posting are the only ones available - check the previous week or two 
and, if you see something suitable, enquire to see if it has been 
filled. As always, if you are not hired for a job you believe you were 
qualified for, you are entitled to an explanation in writing (22.02b). 
If the explanation does not satisfy you, you are entitled to grieve. 
According to our hiring policy article, if the applicant hired is not 
'clearly superior' to you 'in ability and qualifications, seniority 
shall be the determi~ing factor'. In addition, if you have the 
'required minimum qualifications' for the job, they cannot hire an 
external applicant. .-_::":..,: . '.,/,.;-· ------.. _" \ 
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YOUR CUE 
<:' in the Editor ·s Corner 

Dear Editor & Cue Members: 

feei it is worth e1pressing to all our 
mem~ers the importance ot having a 
newsletter. lt is an excellent source of 
communication . .. telling you what is 
happening in our union; listing 
1n!or~a,1on such as shop stewards for 
quick reference, etc.; providing data on 
how the union handles the budget; 
sharing correspondence with 
union/university and other 
contacts. There are numerous 

business 
things 

that t he newsletter provides. 

Although the newsletter 1s an excellent 
so~rc€ tor providing the above it has 
inother use that 1n past has been 
somewhat negitcted. it provides space, 
opportun1ty and time to all members. 
You ran ask questions? You can speak 
your mind ' 

i: not a Dear ADby corner, 
but is a ~ew additi~r. to the newsletter 
where ycu can ezpress yourself. We ~ant 
to h~ar fr~m yo~! You may te angry, 
ha.pn or feel 1ng ir,d1 f ferent tbout many 
things and need an outlet, a place to 
say whit's on you mind. No need to llst 
your name--just your feelings . 

what are the positive and negative 
things over the last few months/years 
that you have seen? What would you like 
to ~ei happen in the next few years? Do 
you feel gocd about your job? Take a few 
minutes and write down your thoughts, 
you may fine you don't stand alone when 
others respond . 

There are other things you can share 
too. Parents that work whether single or 
couples, may ot some time need a sitter. 
Vhy not do some exchange sitting for 
ea.c~ other. !t may relieve some of the 
pressure in searching for someone. 
Ferhaps your tired of busing to work, 
mayba thire's iomeone n11r your hom1 
that 
costs 
Just 

• . .;ouid 
and 

il few 

enjoy splitting gasoline 
car-pooling to the campus. 
l1nes t~ this column may get 

the res?onse ¥OU've been looking for. 

There ' s a 1 so the l • g h t er s 1 de o f t ;, 1 n gs 
too Do you jave a cute work story to 
shar.::--wei 1 share it ! Maybe a horror 
story! Either way your contri~ut1ons 
w i I l a l 1;1 a y s b e a p p r e i c a t e d . 

Remember, ' Your Cue' [Editor's Corner), 
is a new add1ti,: , n anci can only rema.1n a. 
new addition as loni as you, the member 
keep ic that way. 

COMMUmCATIONS COMMITTEE 

~unn1r.r~am. 31cg . iim . 17& 

11 e. r c h 5 , l 9 3 i, 

Ce·ar friends, 

I was very pleased with the february/86 
!ssue ot Cue's News . 

r.:, the best oi memory, we haven't 
received such a well-rounded, easy to 
read newsletter for a lon9 time. It waE 
really 9re~t to je able to catch up on 
the past events that lead up to our 
present sziuation, in such depth . 

Sc,met1mes, becaus .. cf WO r ic loads, i t 
1 t! 5 i sn ' t pc•ssible to get away t r c,o the 
oif1e:e t 0 a t tend the regular t:nion 
~eetings and this newsi:tter 
se11er.1i gaps in information. 

i",as tilled 

Wei 1 
th ts 

done ! i 
good stuff. 

1 C• V k forward to more of 

Sincerely, 

Carole Anders -:,n 
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Miny p1ychologiste have c onducted 
rese$rcn on th~ determinants oi 

studying such factors as 
rnon~y , heaith, seH , co mmunity , love, 
:r:.;. r r i age ?., n d work . I t h;; s been i o u n d 
iha1 Job sat1siaction was the factor 
mos: cons1itantly related to happiness. 
An ? one who has bee~ unemployed tor any 
~e~gth of t 1rue 1s aware of the feelings 

,;:1 arena lTi. 

:-pi:,~1:.-t~Jn1ty to 
OLl r krt0Wi1:d9e r 

perform 
;:e,.;son.s , 

: he : r 
:nan·,; 

can occur 
'1 .. 'h i ch we are 

work can be 
the 

ciemonstr;,;te JUr talenls, 
our creativity People 
jobs for a variety o f 
<) f them 

·v; h a t i i n <· l i y e 1 e v a 1 e s a 
i:ragmat1c, but 

tedious or even 
t ,J an enr1ch1ng r.armru l rout i ne 

j 5 the :iEgree to which WE: 
natural t C, express our 

t :c.lr:nts . fr odurtiv it y, therefore. should 
not be 1neMorably lined w1ch the process 
oi ~ak1Lg prot1t~ a: any cost , bu : 
rathe r with ch e very human nEed to be 
l.isefui arid w.:,:thw:-.ilr., and joineci to 
:h1.;; 1s :h~ i:so ver'! human need to bi: 
ap~rEcJ~tEd anj recognized as such. Th& 
;deal rel~ t : o~sht~ bet ween employer a nci 
.;,,m~i.c, yee 
!U !.,; C 'l i3. l 

be one oi symbiosis 
i:-rocit1ctiv1ty and mutua l 

rec .:,gn1 r cn. 

frcm mopprn; 
,\ n ri tiH, work can 
a fioor t o d:rect1ng 

range 
the 

nr:.1:: ::is 
t hecry 

supports 
C, i 

l h ls ; 
the 

he 
1 n 

hierarchy oi 
claims that 

fact, depends 
upon how high up the ladder oi needs one 
C i l mb S . 

s ::.it! l y 
becc,r:ies 

Once che ba.sic physiologica.l. 
;.; n d iove neecis are 

necessa.ry to reach 
!T:!! t / 

for 
i t 

those 
satisiactior.s that come from what Maslow 

- achievement, self-t e r:ns · me t .1needs' 
esteem , digr.ity , and finally meaning and 
se-lf-actuaiizat1cn He bel1eved that. 
among other th1ngs, tht pursuit of these 

oft en produces, as me-ta.needs 
e fi ed. 
society as 

positive 
a whole . 

consequences 
side 

f or 

Give n all of this , reading the Ritchie 
Repor, by Don1lci Gutstein reveais some 
very unpieasant threats to our sources 
of 10b satisfaction, our psychological 
health , and both our 
lin1versity's product1•1ity. 

and 
I t is 

the 
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J.i ± icull to understand how the 
Acm1~istcat1cn couid have been so 
stud pidiy short-sighted as to believe 
thdt an eff1c1ency study of the sort 
tfiat R1:ctie and AS$OC1ates have been 
c,nduct1n g w1 i i ultimately repair 
~ha : evE:r low produ~tiv1ty and high 
ex?e~dttuce i:veis exist . By breaking 
cc ,i.,ir, our J ob s in to aut0mat1on-lilce 
tis~s, by standing over us and observing 
us , by ~aki n~ 7udg&m ents upon us without 
a n? 1n tr 1ns1c knowiedge of our ;obs, by 
~ak,ng us iii; 1n absurjiy 1rreievana, 

by d1srega rd inf 
0w~ hard-won eKperttse 1n our own j oos. 
, r, d t :1 e n u 1 t 1 :n a t e l y b y l a k i n g aw a y c. u r 
!~.:ity to deterrulne the flow of our 0~ n 
: ,., c ,; u r = e 1 v e s , they are destroying 

trE:3 t ed like tha t . 
t.: s 
but 

ev::nci.:.;.i l y :1.rt? a~i::.w!?d to grow up . Tht: 
~ ~ . ~~ rsi1 y administration 1s forcin ~ us 
: n: ; a stale cf suspended infa ~c y , 
~,r2,nc us to regre~s in the name 0 f 

as l { employees who are 
diss1llusi0ned , depressed 

,;n.~ry. hurt ar.d prcfoundi~ d1ssatrsf1e d 
20~:d be more efi1cient , even if they s ~ 
,,; ? n t d . 

we r i: e r s kr,c,w th~ t c- ! ten 
0niy sure source 01 Jcb satisfactio n 
: :·:;:1r r1g'r.t tJ make ~heir own stamp 

the 
I 5 

on 
j ii:: I I job, 
prl.:>rit1z1nq 
in : t iupat in g 
fatelitgent 

be it by designing and 
the;r own tasks, or by 
in la rg::r d~c1sion-maki~g 

supervis o rs give only the 
-:u1s o ry oirect1or,, knowing that ffiC!S: 

wo:ker autcnomy is far mere ··eff101ent" 
::-i the long nn·, . 

H.:..s the work of F.1 tctie and 
a 

Associates 
herc.ldetl a. return t 0 kind of 
dehumanized serfdom for Un1vers1ty 
wo rkers ? Is the University mere i y 
playing at 1ncell1gent a.cade:mie, 
r::vealir.g their t ruly appali1ng 
1gnoranca . ~ot Just of ~uman nature 
1n g~neral, but the prE:cedence set 

wh 1 le 

by more eniifhtened societies which 
~c~uall y soiici, the ideas of workers in 
o rder to achiewe ~Deater efficiency, 
productivity and satisfaction tor al . , 
S:. di y . and ma ci de-r. 1 n g l y , i t appears s c, 

._ic,anne Steven 
Sec.Z , Ob-Gyn . 
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Statement for the Special Meeting on Ritchie and Associates 

Chuck Erickson, Shop Steward, Financial Services 

As I was unable to attend today's meeting, I have prepared 
the following statement. 

We in Financial Services have learned a great deal throughout 
this Ritchie and Associates nightmare. One very important 
point that we wish to warn you of is the way the Ritchie and 
Associates team first attempt to gain your confidence. They 
are always 'friendly'. This superficial mask, however, tends 
to relax us to a point where we actually feel as though they 
are our co-workers, and are there to help us. The facts are 
that they are on campus for one and one reason only, and that 
reason is to eliminate staff positions. So if you haven't yet 
been plagued by Ritchie and Associates, BEWARE! They are not 
no matter what you have heard from management, there bo help 
you. Don't forget, that the data collected by the Union, so 
far, shows that Ritchie and Associates' fee is based on the 
number of positions eliminated. 

When the Ritchie and Associates' invasion of the campus first 
got underway, the main concern of the Union was job security. 
Union reps were told over and over again that the Ritchie 
and Associate forms were not going to be used for discipline. 
The Union reps, as it turns out, had just cause for not 
believing this fairy tale. It did not take long for the 
University to attempt disciplinary action while using the 
Ritchie and Associates activity report forms as ammunition. 
When confronted with this fact, Personnel Services did its 
best to downplay the incident, and even showed a definite 
reluctance to admit that it actually happened. All through 
this exercise the University has refused to put into writing 
their position regarding this matter. We understand their 
position to be that the Ritchie and Associates forms are 'not 
to be used to discipline employees', but they are to be used 
to collect data only. If this is true, then why are they so 
against putting it into writing. 

On February 25th, at a Financial Services staff meeting, Mr. 
Terry Sumner, the Director of Financial Services, announced 
that he was implementing a 'major change' regarding the 
Ritchie and Associates forms. At that meeting Mr. Sumner 
stated that the Ritchie forms would no longer be used in any 
disciplinary action. During questionTng, the integrity of this 
statement was brought into question. He was asked to comment 
on the following: If the University's original position really 
was that the forms were not to be used for discipline, then 
why was he now saying that he was implementing a major change 
to the system, and that the forms would ·now n·ot be used for 
discipline? He was also asked if he would put this 'change' 
into writing. He reluctantly agreed to put it into writing, 
however to date we have not yet received it. As it is now almost 
a month since that meeting we are beginnnng to doubt that we will 
ever receive it. 
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The use being made in the Finance Dept. of non-union employees 
is a clear violation of our contract. The University has 
already admitted as much. Several grievances either have been, 
or are in the process of being filed in this regard. Temporary 
help has caused many problems with our members - problems too 
numerous to go into here. However, one of the major concerns 
in this area is the constant training and retraining of temporary 
help. The University unfortunately seemsto prefer untrained 
temporary help over seasoned, experienced permanent employees. 
This archaic attitude is slowly having a detrimental effect 
on all concerned. I have been in the work force for seventeen 
years now - ten of those years on campus - and in all of those 
years I have yet to see employees in any private enterprise, 
or government institution with lower morale than I now see in 
our department. As we all know, low morale equates to poor 
productivity, so it is in the University's best interest to 
immediately dump the Ritchie system completely, and try to 
salvage what is left of our campus. 
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Ritchie and Associates are continuing their work on campus. 
They don't seem to be starting any new projects, although a 
Ritchie style review is being conducted in Printing and Copying 
Services by Personnel Services' new Operations Coordinator, 
and this seems to be causing some unhappiness for the staff. 
This in-house consultant has also begun a staffing review of 
the Dept. of Medicine. Ritchie and Associates themselves 
are still at work in GSAB, although Finance is the only 
department they have so far reported on. A report was made 
on the Purchasing Department last summer, but we still haven't 
seen a 'final' report, and they seem to be having some 
difficulty finalizing that project. The only other area 
in our bargaining unit where they are hard at work is the 
Library Processing Centre. We hear they've had a difficult 
time coming to terms with the complex procedures involved 
in processing library books and are running behind schedule. 
They seem to be in a hurry to complete the project, judging 
by the way they're going about it. In three LPC units they 
considerably condensed their usual methods by doing their 
'dry run', 'wet runs' and 'installation' in one week! They 
have complained to the University Administration that their 
problems in LPC result from lack of cooperation on the part 
of librarians and support staff. When management at Dalhousie 
University was asked by the Union there about the problems 
in the UBC Library review, they were told that the problems 
stemmed from the antagonism of middle management and supervisors, 
that they were not being cooperative and were making it 
difficult for Ritchie and Associates to obtain the information 
they needed. According to our investigation of the matter, 
our members have been somewhat outspoken, but fully cooperative. 

Donald Gutstein, a researcher hired by the Cupe National, has 
produced a fifty page report on Ritchie and Associates' activities 
here and elsewhere. This report was pre-
sented to the public in February of this 
year, and to the membership of CUE and 
Cupe 116 at a special joint membership 
meeting in March. For those of you who 
were unable to attend these conferences, 
a copy of the report is available from 
the Union office. The report was recent-
ly a topic of discussion in the Legislative 
Assembly, and we will report on this as 
soon as we get full information. The 
report was also presented to the Senate 
Committee on Financing of Post Secondary 
Education by John Calvert and Richard 
Balnis of the Cupe research staff in 
Ottawa. Copies of the report have also 
been distributed to all University 
administrations across the country. 

THE 

BY 
DONALD GUTSTEIN 

~CO,-t1•1(~~011 f'\b.Ct"""OY ( (S -

- Ted Byrne 
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MEMORANDUM 

-------------------------------------------------------------------
TO: all Processing sralT 

Ritchie & Associates review 

FROM: Bob MacDonald 

April 11. 1986 

The consultants have made serious romplaints to the University administration th~ library 
staff have barrassed them and have not adequately supported the review. I have investigated 
thcs: charges and determined that several incidents did occur which are inappropriate and 
require actioo by the library. 

The incidents include several occasions where sralT members expressed prepared personaJ 
statements including views and objections concerning the methods of the review or about the 
consultants themselves. These were made directly to the oonsultants despite the advice of 
supervisors that such statements should not be made. 

I understand the stress which has arisen from some aspects of the review but must insist that 
all staff members oooperate with the consultants and with their supervisors. It ls unacceptable 
for personal statements to be delivered to the oonsultants, whether verbally or in writing. 

I am therefore instructing supervisors to interrupt any further incideots of this nature and to 
report them io writing 10 the appropriate Division Head. 

In addition. there arc messages and illustrations displayed on desks, tenninals, etc. some or · 
which arc clearly io bad taste, arc not work- related and reflect a hostility towards the 
consultants. Henceforth no messages or illustrations are to be displayed without the approval 
of supervisory staff. Any existing items are to be removed where the supervisor or the Division 
Head feels they are inappropriate. . -

Canadian 
University 

Employees 
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2170 Western Parkway. U.B.C .• Vancouver. B.C. V6T 1V6 224-2308 

Bob MacDonald 
Library Administration 
Library Processing Centre 
Campus Mail 

Dear Mr. MacDonald, 

April 18, 1986 

Although we have already discussed this natter, I feel it 
necessary to commit to writing the Union ' s position regarding 
your memo of April 11, 1986 to the LPC staff. 

According to your memo, Ritchie and Associates have complained 
to the University Administration that Library staff have 
' harassed' them, and 'have not adequately supported the review ' , 
by which I assume you mean to say that they have been unco-
operative, since you can hardly require them to su~port the review. 

You say that you have investigated these 'charges'. Our members 
are duly upset, not only that charges have been made, but that 
those who have been charged were not even included in the 
'investigation'. I think that if you were to fully investigate 
these charges, you would find that what has occured has not been 
harassment, but the free expression of opinion. You also 
suggest that the staff have been insubordinate in expressing 
their opinions to the consultants, 'despite the advice of ' 
supervisors that such statements should not be made'. I have 
discussed this with the staff, and have been assured that no 
such advice was given. As for cooperation, nothing that has 
been said or done has been obstructive of the review. 

I have sought legal advice, and honestly believe that your meno, 
if acted upon, would constitute an infringement of. the staff's 
right to freedom of expression. I do not believe that there has 
been any wrongdoing on the part of the staff, and must advise 
you that if any discipline results from your memo, the Union 
will take appropriate action. 

cc. Erik de Bruijn 
Dr. c~v. F.innegan 
LPC staff 

Yours truly, 

l> r .. .\ 
Ted Byrne 
Union Representative 



HOSflTRL NEW5 
Strikes at the hospitals? 

On Friday April 4 we had calls from our members at the 
hospitals who were concerned about possible picket lines 
the following Monday . We quickly investigated and found 
that the Construction and General Workers Union, local 
602, which represents the parking lot attendants, was 
already taking stnike -action against Mebro Parking, and 
were poised to picket some of the hospitals early .in the 
next week if the company was still employing scabs. 
They had not been aware that we had members in those 
locations, but once we talked to them they were very 
anxious to keep us informed. 

The parking lot attendants were being paid from $4.25 (the 
majority of them) to $5.50, and were asking for parity 
with other attendants ($6.50). It was a first contract, 
and the employer was viciously resisting the union - five 
people had been fired before the strike vote was taken, 
and were given no reason for discharge, were simply told 
to 'Fuck off and get out of here' ('I apologize for the 
language,' said their staff rep, 'but that's what they were 
told!'). When I spoke to them on Friday, they were in 
negotiations and were feeling optimistic . 

I received a call Sunday night from the staff rep, and was 
told that they had settled. They received an immediate 
raise to $6.50 for all current employees, and new employees 
are to start at $5.00 and go to $6.00 after six months. 
They also negotiated benefits, job security and a grievance 
procedure. It's a three year contract, and they get 5% in 
the second and third year. The five fired employees were 
hired back. 

The Hospital Employees Union (HEU) is currently conducting 
a strike vote. If there is a strike it would effect our 
members at the hospital . We are being kept fully informed 
of the developments, and will advise our members if there are 
to be picket lines - we would call an immediate emergency 
Executive meeting to deal with the problem. 

As of \the writing of this article - you probably won't see 
this for two or three weeks, so it may be old news - there 
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is no danger of an immediate strike. The vote is not yet 
completed and will take at least a couple of more weeks (26,000 
members across the province). They are currently negotiating, 
but there are no positive developments to report. 

According to the representative I spoke to, their contract 
is being eroded by about 2/3! Just to give you some idea 
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of the employers demands: they want 50/50 cost share on 
benefit premiums which are now 100% employer paid; long 
term disability to be paid 100% by the employees; the 
employees are to pay $1.00/mo. each ($276,000 per year in 
total) for the cost of administering payroll, processing 
sick leave, use of bulletin boards, etc.; they want the 
Union to change its constitution so that members can cross 
legal picket lines; special leave to be reduced from 
25 days to 10 days, and more difficult to get; injury-on-
duty leave to be eliminated; no union representation at 
first stage of grievance procedure; all grievance meetings 
to take place outside of working hours; witnesses in 
grievances to be paid their wages if they testify for 
the employer, but not if they testify for the union; 
'no contracting out' clause to be eliminated; increments 
frozen as of April this year (inability to pay under CSP, 
sound familiar?); employer can convert full-time employees 
to part-tim~; part-time employees pay up to 75% of benefits 
premiums; overtime premium on stat holidays reduced; occupational 
health and safety rights to be eliminated from the contract; 
no binding arbitration on grievances; no wage offer whatsoever. 
This is either a very foolish scare tactic on the part of 
the employer, or an orchestrated attempt on the part of the 
government to break this union, perhaps as a prelude to the 
privatization of hospitals (a third Canadian hospital was 
recently privatized, in Alberta). 

We will keep you fully informed as to developments in the 
HEU negotiations. We hope that you will be fully supportive 
of your fellow workers in the HEU. 

- Ted Byrne 



PAGE 27 

-S-up-pose-B-ill_Ben_nett _ ____ ---·· 
wanted to take .-.~ 
$4,000 from your \ \-·y1 

paycheque .... ,i J)J4, -
/!,.._~/ 

"'-"'::I ,, 
_,,_<::,',I : ·· -,y tt;N• 

-.... -f· 
'-~ -<M•; _. YllUR: _fHE{)UE._ ---i..f:Ullt-

ttte·mof. ..!r.n1e r« ... -~1£-t. ' 
~.~~.(b!errrtLJ,'l~d !J.n/;hf'3. •. ·...:.: • 

and then •"')t , , 

--- ,.;..-..2:t,.,i.,~ 

""/ 

charged you a fee to receive 
what's left? 

Sounds outrageous? 
It is. Incredibly, the Hospital Employees of B.C. have been cold by Bill Bennett 's 
negotiators to give up as much as S4,CXX) a year ,n wages and benefits. 
Our members average only s 1.600 a month. We're JUSt com,ng off a 51-month 
collecr,ve agreement that includ ed wage freezes and rollbacks. 
Now, the employer is demanding concessions that are without precedent. 
The employer wants to destroy our colfect,ve agreement - chopping medica l 
coverage. sick leave and disability benefits, slashing dental plans and c1me-0ff 
prov1s1ons. 
They've even made an absurd demand that Hospital Employees pay to receive their 
own paychequesl 
That's right. 
Unbelievable as it may seem. the employer ,s demanding that Hospital Emptoyees 
pay S276,CXX) a year to have our paycheques issued . .. to have forms processed 
when we're sick . . . to have bulletin boards 1n hospitals for our use. 
Where are these shocking demands coming from? 
From Bill Bennett. The Health Labour Relations Assocration ,s gemng ,cs orders from 
Bennett and those orders are to destroy the Hospital Employees· agreement and to 
pay for health care out of the pockets of health care workers. 
Bennett talks about partnerships - partners 1n enterprise, partners 1n educanon and 
partners in health. What kind of partnership 1s it when your '"fnend" p,cks your 
pocket for S4,CXX) a year. 
What kind of "partner" would slash 20 per cent of his partner's wage and benefits? 
Our workers are being asked to give up S320 a month. 
That's S320 a mont .h less to take care of our children, feed our families and pay the 
bills. It is also S320 a month that won't be spent ,n our communmes or 1n our local 
businesses. 
We're seeing firsthand our health care system under attack. we·ve seen staff laid off 
in hospitals. beds closed, equipment deteriorate. user fees sky-rocket, waiting lists for 
hospitals soar and hardships for patients increase. 
Now. hospital workers are being attacked. 
The Hospital Employees· Union of B.C., representing 26.CXX) workers who care about 
you and your family and the health care you receive. intend to stop Bill Bennett from 
ruining our health care system. 
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If you are Block in South Africa. • • 

•you probably live on a bantustan; 
where over 23 million Africans live 
on 13 percent of the land; where 
unemployment is over 50 percent 

eyou cannot vote or participate in 
any political party 

•you have to contribute to your childs 
education (white children are educa-
ted for free) 

•you have to carry a "pass-book" with 
you at all times (caught without it 
you can be convicted as a criminal) 

eyou cannot marry a person of "differ-
ent skin colour"--it is a criminal 
offence for you to have sexual re-
lations with a partner of another 
race 

•You cannot own more than 4 acres of 
land (too little to support a family) 

•if employed, you can expect to earn 
5 5 times less than a white person 

•you cannot enter or . remain in the 
"White areas" without proof of cur-
rent employment 

You can help ... 
•Initiate and/or support disinvestment 

actions at your municipal council, 
school board, university or other 
public bodies . Taxpayers' monies sho _uld 
not be used to indirectly subsidize 
apartheid. · 

•If you are a member of a trade union, 
a pensioners' group, community group 
or . other organization, urge a review 
of current investment and banking prac-
tices. 

•Boycott all South African products. 
•Forward resolutions and/or write per-

~onal letters to Prime Minister Mul-
roney or External Affairs Minister 
Joe Clark (c/o Parliament Bldgs ., Otta-
wa--postage free) demanding that Canada 
impose mandatory economic sanctions 
on South Africa. 

•Support and join your local Anti-
Apartheid Group, or where none is avail-
able, help to start a local one . 

~Y1.:>t: 

~t& 
•if employed in a "white area" (probab-

ly hundreds of miles from your family) 
you can only have visits from friends· 
and families with police permissjon. 
These visits cannot extend over 72 
hours. 

•if you try to correct discrimination 
through trade union pressure you 
find that only white unions are 
official ly recognized. 

Lif~ under Aparthied 
WIIITE AFRICAN COLORED 

Population 16% 12·~ 9% 
Distribution of 
TotalWa2es 58.7% 29.4% 8.3% 
Pl:r Capita Spending 
lor Educa:iori $1, ll 'S $170 $310 
Land Distribution 57,-. 13% -
['isL of ARricul. Land 97.53,-. 1.6% 0.79% 
Infant Mortality per 
1,000 Live Births 13 90 62 
Life E.xoeclancv 68.4 55.1 52.S 
Doctor/Patient 
Ratios J:3JO J:19,000 1:12,000 

ASIAN 
J'lr, 

3.3"' 

S62S 
-

0.88% 

24 
61.6 

1:730 
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Day Care 

A federal government task force on child care was in 
Vancouver a couple of weeks ago. There mandate is to 
examine and report 'on the future of child care in Canada.' 
They are to look at: 'the requirements for child care; 
the role of the federal government in child care; and 
alternatives for future action by the federal government.' 
As this is a very important issue for our members, we would 
like to make a written submission. Anyone interested in 
contributing to this should contact Ted Byrne at the Union 
Office (224-2308). There is also nothing to prevent you 
from making an individual submission if you wish. Submissions 
are to be received by the Special Committee on Child Care 
by June 2, 1986, and should be addressed to: 

Mrs. Micheline Rondeau-Parent 
Clerk 
Special Committee on Child Care 
Suite 308, 151 Sparks St. 
Committees and Priyate Legislation Branch 
House of Commons 
Ottawa, Ontario KlA 0A6 

Tel: ( 613) 99 5- 3 7 89 /995-56 5 7 

Workers no longer respond lo an 
autlzorilnrian style of management 

.. 
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Feature: 

NEWSLETTER 
CONTEST 

As advertised on this issue's cover page, we 
the Communications Committee thought it would 
be great fun to involve 'ALL MEMBERS' with a 
"N AME THE NEWSLETTER CONTEST" . 

The winner/winners being the one with the 
chosen name for the union newsletter front 
cover. 

We hope that i f not all -- most of 
join xn and contribute a name you 
suits our membership newsletter . 

you will 
fee 1 bes ·t 

This year we are trying for a more outstanding 
and versatile newsletter 
wanted. Therefore, we'll 
work right on through. 

detach the 

and your 
start at 

the 

idea's are 
the top and 

Newsletter Please 
Contest ·• 
up with 

sheet, jot 
and send it 

"Name 
down the 

i n to the 
name yo u 've come 

Union Office. 
The new name will start on our next issue . 

Co ntest Deadline date: MAY 3 0 , l 9 8 6 . 

P.S . Best Name submitted will win 
GIFT CERTIFICATE FROM FELLINIS & 
MUGS FROM TERRY LEVITT, COPYTRON 

~ETACH AT DGTTED LIN~ ANO RETURN TG UNION O FFICE . 
. . . . . . ' . ' .. . . . ' . . . . . . . . .... .. .. . . . . . 

! FEEL 1'HE :'iAI"lE 
BE3 T SUITS THE UNI ON NEWSLETTER . 
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MY NA.ME I 3 . ________________________ _ __ __ _ 

DEPA RTMENT 

C A MP :JS ? 1-iCtN~ : ________________ __ __ __ ___ __ _ _ 

CGKTE57 DEADLINE - MAY 30 , 1986 



RETURN : 

I ...... . - . .. 
PAGE 31 

NEXT ISSUE -
·-DEADLINE: 

" NAME THE NEwSLETTER CONTEST 11 

CUE UNION OFFICE 
VBC CAMPUS MAIL . 


