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UNIVERSITY CONTRACT PROPOSALS 
,,,.-· 

The Union has recently 
second contract • . 

received from the University a copy .of their proposals for our 

The more significant che.:1.ges the Hniversity wishes to make are those which effect 
AUCEvs security and democ~acy e~gc the University does not want to renew the union 
shop clause, which ensures that ever ·y employee is a voting, participating member ·of 
the Union It ._As :w.~11, the University has proposed restrictions on our bi-monthly 
2-hdur lunch. J>erhaps the University feels· threatened by the membership control 
exhibited by.Local 1~ It is c1e.ar from many of the.ir proposals that they wish to 
revert to the sys~:em used ·oeforc:; '~ve were t~.!1ionized and negotiated our first contract, 
e.g. one date only for re-clas ~-~ifica.tioi .19 hiring new employees and putting them on 
any senio-rity_step in ord-e1 tc compensate fer lcw starting wages. 

In addition to some of the propcced changes mentioned above the Univer~ity 
wishes to renege o~.t benef:Lts negotiated in cur first contract, e.g. they are 
proposing 5/6 day vacation in the f:1rst incorn.~let~ :,ear rather than the negotiated 
1 1/4 days and 5 weeks .,J9Cc.t1.o:1 aftsr 12 years ins -tend of the negotiated 5 weeks 
after 8 years o As welI.,, rest.r ·i.ctio ·ns h6.ve ·bee::1 rrop0sed for leave of absence and 
maternity leave1> and. u:tcle t~ sick lea ·-.,;·e the l: t1i ~1ersit:, 1 wants the right to fire an 
employee for long~ term i 1:nr2ss" 

The Contract Committee is not co:.1siderine tr ... is docunent seriously because you the 
membership has voted er:. most of tl-:.e it~- .ms for O\.i I" s0cond contract and will 
negotiate from that oasis., If" y·_oe t"ish to se0 .a c.0py cf the University's proposals 
contact .the unio i1 off ice 224-563 . .3 or "'.Tour Divisior 1 St9ward t 

r,y r "~ ·.·/I";-" T.;'!"\R T,Jf""DK CV RnUA - V "LUE ! :,,, ,_,l": .. L .t'_~L .. l;. , " .J: ,._, ... ~, ',/ L rl -·-· .... ---.. · --*-------~- ... ---..;;-,_,,._. · ----
"The Cont;;_1.it ·':2.e fDu ~1d thc:,t U£C dos s not fliscrimj_:.~ete in an.y policies which 

it has articulated b t1t th3 .t :r ts p-.rae!tices ,../h~--~'h follow those of society 
1·n gene·"'al at --~--:-... ,r-: ,.,.,,.':) . .:.,.;-::~···L· .. -t·r,,,-:-r··"'---.,...~-,- :·0 ·-·omen Sot1e women doing work • 1. , 1,..J _ • • 1,._ .:, u ... ,;: . .._.. __ ,~t..- ... tu.A._:,.c,.1.."-- - ·j ... -~ , - • 1 

of ap!)a:rently eq .. v-11 in~_portanr.e~ x:equi-..."it_? 3. similar amount of skill or · 
requ1 • r1.· 1~g '"' c.:-·:., :_D.:.f ··i a·,,. , r .~,, . ' I'·.., C ~: ,.. ·l\ ·,'"'a.-.• .:. on · .i,-: ·v· ... , pa..! d .l1 e,.. r- than men " ,. : l? c-.. ....,.Li. .... J.. J - (...~l :1.' • .1 u l ;_ ,;:-;L _ '- . 1..J.. i. 7 ~- l"_ , --~ .:>i..) !. t • t 

t ' ' 

nThe Committee finds ove!'Tlii.e.lm:1.np.; e·.; .i_dence that societal cus~am have · 
cl2.ssified many jobs into sex-Telated categories, particularly in the 
trades and in clerical and secretarial areasQ ... n 

"There is indeed a significant and ~uestionable difference between salaries 
of some categories of sex-typed female jobs and some categories of sex-
typed rp.ale jobs which reau.ire ·comparable educational qualifications and 
. . . . ' 

-~xper~efiCeo ::Fo:.: instan(:ej tec.hniciar1s and 5(::Cretaries with comparable edu-
'cational qualific ·at:i..o:-i.n and years cxperienc~ usually do not receive com-
parable salaries. 0 

These excerpts are taken from the report of the President's Ad Hoc Conunittee 
which met during the per1.od from Febo to Oct" 19'13 to consider "A Report on the 
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Status of Women at U.B.C. with particular reference to employed staff n . The 
Committee's recornmendations were outlined in a Report which r.ve.s finalized in 
October, 1973 and which was adonted as official University policy. 

Recommendation lf4 reads ~ 11That the University undertake a study to determine a 
more appropriate and fair weightinR scale for financial 
reward with regard to mental effort as compared to physical 
effort 9 and clerical skills as comnared to technical skillsu. 

Although this recommendation beca1!1e npolicyn almost two years ago, the University 
has done nothing to implement it. In fact, the only evidence of the policy's existence 
is in the fact that it appears, in writing, in the final report of the Rresident' s 
Ad Hoc Committee, 

The following is an illustration of the interest the University has shown in deter-
mining : an °apnropriate and fair weighting scale''. (Taken from the present . Uniy.ersity 
job descriptioons &nd pay scales). 

CLERK l. Startirig Rate $633 

-----·-· --l{inimum qualif i _catious · r-equi_red 
knowledge of office procedures. 

High ~chool education plus business training; some 
On jobs where typing is required, a minimum of ·40 wpm. 

TECHNICAL TRAINEE Starting Rate $784 (As of October 9 1975) -- ~-:-------------------"'-------'--------~-----
Minimum qualification required~ Good physical fitness, elementary education: no 
experience in general1y required., Knowledge of work to be performe<l is usually 
obtained by on-the-job training 

CLERK J:1 Startin~ Rate $694 

Minimum ·qualifi cations required~ High school graduation nlus business training; a 
knowledge of office procedures gained through a minimum of t'IVO years e:xnerience. 
On jobs where typing is required, 40 wpm~ 

ASSISTANT TECHNiCIAN l 

Minimum qualifications~ 
is generally required. 
on-the-job training. 

Starting Rate $932 (as of Octoher, 1975) 

Good physical fitness~ elem entary education ; no experience 
KnowJ.edge of work to be performed is usually obtained by 

CLERK 111 Startin g Rate $748 

Minimum qualifications1 Hi gh school r.raduation plus business traininP.:. A thorough 
knowledge of office procedures gained through a minimum of fnt1r years of office 
experience; ability to supervise others. University f!.raduation may be required in 
certain departments. l,..7here typing is required, a minimum of 50 wpm. 

JUNIOR TECHNICIAN Starting rate $1,027 (as of October, 1975) 
I 

Minimum qualifications: A good working knowledge of practices 9 methods, materials 
and equipment of the specified trade such as would be acquired by the completion of 
grade 12 or a _ recognized apprenticeshin. In some cases, University graduation may 
be requiredo When work is of a non-technical nature at least three years experience 
in the departm 'ent coriterned • 

. ·, "':' ~·· . 
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Secretary la s~c. -) 1 , C r .. c _;__ Startinf; Pate $761 

T.cuck driver (~1ail) Starting Rate $1,038 (October, 1q75) 

S2c:cetary 11, Steno 11 Startinp- Rate $741 
Patrol~an 2nd year Sta-rting Pate $1,047 (October 9 1975) 
"er· '.,·e "-ary u - -- - L 111, Steno 11: Star-ting R&te $778 

D . . R . isnat~ner _eceiver -~ Startinr; Rate $1,077 (October, 1975) 

We l}a-ve checked into the gans which existed bet'" .,,,ree'.Cl the wages of the npre-contractn 
dc'.YD o Some of t°!}e. gaps have narrowed ever so slightly and some have widened ever 
so slightly a In effect, ,re have made no progress at all in this direction. A.U.C,E. 's 
f::..rst contra-:: t merely prevented this situat::.on from becoming worse. This is what 
1.ast year! s wage E:ettlement emouD:i:ed .to: 

$50r,OO re~roactiv;~ to April l> 1974 o. or $50oOn x 18 months (April i74 - Septo '75) 
, . . ' 

$900~00 over the term of the contract 

$100~00 retroactiv ,~ to July 1,, 10'/4 c ,l ') or $1OO.CO x 15 months (July '74 
$1 9 50O.GO over the contract 

, ... 7 - Q(' y . .J~ .._, as of April 1:, ]_975 . ,) or $ 7 S. o,-j x 6 months (April '7 5 
- $~5G~OO over the contract 

.... -- --··---- --·--~-- ---~--·-------·-- .. -- ·-------
TOTAL DOLLAR I:NCREASE OVER TH:2 TERH 
·-··- ... ~------... --- --
1u·· i.:;1 \,E.;~,, _\.r"I_Ji\JM1'D1 \r'l'TI.i - ~r·L" 'P.:7")0. n. ! .. ) ove·.J..--_1,8 months _ _ :_· _·_- · -::J._J · J · 1··. ~.i.· .. .J · o & -l. ~- r- • o • ft o <' u t .:. .: e • :. • • • ,. 1 J _ ., -

Sept. '7 5) 

Sept. 9 7 5) 

1 '.) ...... (} $2,8500 $153 OJ pe~ month incre 2..se. '·l·ef f e.c t of inf la ti')n not included ( ! ) ] 

Ac:·.tually we .didn .v t ccms too close. to our origin,:;.l deinand of $250.00/month, 

T./£ SETTLED FOR. Lt?OU'I' 5Q;:, OF CUR Ci _IGINAL L.EHJ;.:ND ! 1 

U,~ tr;:;, r~ .~ 1-..1.,...· r.1 s 
.1. ·- _ .:.r r'l 

., 

ln an effort to ass:ist th r? Univc~csity to determine a fair wage, we point out the 
f --, -1· 

1LO\ ·T1· r· ·~ • ~- '-' .. ·v . ,) _:i 0 

..., . Fraser u . . ~in:cn . -, ·,:i .,..._. C . 

.-----..-.!. ... ._.._._.; _ _£~~ .,. v }_ t y 

A ·1 9 75 No7 ,. v75 Auril '76 July v76 nr 1 __ -
rir ERTT \ . .J ! -1.; .. .... "- 1 $675 $729 $787 $850 
.--,~FRK 11 t.,L_ , .. ... 

S690 $745 $805 $869 ~,rr.,-;-NO 1 ,_, I t.:.,1. .. -- · 
?TE~JO 11 c-i:-3 $819 $884 $955 ,..,E""., 1 y / _J 
. , -1 \ 

• ..., ...J _._ ---- .. ·-·· 

e; EC L, .;, 11 $800 $364 ~933 $1,008 

CLERK $859 $928 $1,002 $19082 
'\ '!' i'"-1_ ":" 1';' ASST, J. ,:Ji _;_ l\j C 

' --..-

Note: The wages outlir:ed a.bove are all Step 1 (starting rate) on S.F.U. wage scale., 



Vancouver General Hospital 

The wages for secretarial and clerical staff at V.G.H, are averaginr. about $50,00 
more per mo.nth _than our, present waees: their contract expires in December, 1975, 

St. Paul vs Hospital 

Base Rate: • • • 
• • • 

as of March, 1975 

Clerk 1 
Stenographer 

$736.00 
$881.75 
$86L1-o 25 • • • Medical Steno, X-Ray/Medical Records Steno 

Bolton, Rush & McGrady (a legal firm downtown) • • • 

Trainee: 
Legal Sec.1: 
Legal Sec 11: 

$5.00 
$5.55 
$6~11 

per hour 
per hour 
ner hou'.i:_· ... 

*LEFTOVERS* 

as of April v 75 

The University s~tll seems unable to think of their clerical staff as bein~ a union 
of 1200 employees~ This is especially irksome in regard to budgetary considerations 
for - salary increases~ because increases must now be made en masse, whereas the 
University is still gea£ed -a~parently toward bein~ able to take care of these increases 
from petty cash .. And if they ca::1 not, well then, we 9 re just bein~ unreasonable. 

One might reasonably expect, on the other hand, that the Administration would take 
such a large number.of employees more seriously, especially in view of the degradation 
of their salaries over the past year from inflation. Rut this does not seem to be th~ 
case. What does seem to have happened is that once again we have been relegated to 
picking up the rear on the $120 million budget. 

It would seem~ , in factf &nd this may be wrong, that no particular funds whatsoever 
are set aside for our wage in2.reases, As the budget looks, whatever is left at the 
bottom of the barrel is partially for clerical staff, and partially for other unions 
on campus. 
But asa group of ap-proximately 1200 employees, w2 look to the Administration to 
concern themselves with our welfareo They prepare the budget. They determine· 
priorities. They allocate the funds~ But why are human needs so low on their list? 
When $120 million is to be apportioned out, why is it necessary for the non-academic 
staff to be forced to stage a public battle with the Administration while other 
members of the University community t ·eo-eiv~ st.ts·tanti.a:h inc-reases · alrn.ost-:,im'Jtotal .: l 

· 1 ? s1 ence. . 
Wellj possibly it is because before we were organized they never had to worry about 
covering non-academi_c increases (except of course CUPE). There were no increases 
worth mentioning! ·· 

Then again, after every department, faculty and library has been more than budgeted for 
(taking into consideration . the monumental ·wast~ in operation, and the expenditures 
made which will ensure that every unnecessarily allocated penny is snent), the 
Administration can only hanr,: its head sympathetically and inform us that any increases 
will have to be very limited. 

Given their priorities, that 9 s probably true, But piven the cost of living and _ the 
devalued wart~ of our present salaries, wevre already over-familiar with limited wages. 

• 



INFLATION & TEE COST OF LIVING , 
One very large factor to be taken into account when negotiatine salaries is the cost 
of living and the impact that continuin£ inflation has on our real purchasing power. 
Cost of living has been rising steadily and rapidly for at least three years. 
Inflaticn simnly means that the purchasing power of the dollar is decreasing with 
inflatiort. In other words, year hy year -our dollars are worth less - a dollar todny 
isn 9 t the same dollar it was a year ago. 

When taking cost of living into account for salary increases, we must consider first 
of all h6w ·our purchasing power has been eroded since we first negotiated increases 
last year and; secondly~ we must try to estimate the effect inflation will have on 
our purchasing power before we negotiate our next salary adjustment. 

Other : t .n~n. th~ daily effects we .all experience in having to pay more and more for 
living_necessities, the _o~ly met6od -we h~ve of measuring the effect~ of inflation is 
the Consumer Price Ind~x ·. However, we should not take the · CPI at its face value when -
we attempt to determine what our.buying power really is. 

Certain factors must be taken into consideration with the CPI. First of all, it only 
measures comparative rates of inflation between cities. In fact, Vancouver has the 
hi3hest cost of living in Canada next to St. John's and Halifax. The CPI measures only 
the increase in the Index on top of what the cost of living was in each individual 
city to begin with. For example, last year the Vancouver Consumer Price Index rose to 
a total average of 13.3% while Canada's national average rise was 12.1%. Vancouver's 
percentage rise was on top if its already higher than average cost of livin~. 
Vancouveris rate of inflation is calculated on a percentage basis of its own prices. 
Therefore, even if the percentage rate of increase in Vancouver is lower one month 
than the national average, the actual amount more spent in dollars and cents for goods 
and services may he equal, or even higher, than the national dollars and cents rise. 

Anottter thing to take note of is the fact that the total yearly or monthly increase 
expressed in terms of, for example, the 13,3% 1974 rise for Vancouver, is a figure 
derived from averaging several different components of the index into a total average 
rise. The seven factors from which the total figure is derived are rates of increases 
in food, housinr, clothing, transportation, health/nersonal care, recreation/reading/ 
education, and tobacco/alcohol. Each item included in the index has a different 
value assigned to it in relation to the other items. Of the total expenditures of 
income made on these factors, it is estimated that 

25% is spent on food 
31% on housinr: 
11% on clothin8 
15% on transportation 

5% on health and personal care 
7% on recreation, reading and education 

and 6% on tobacco and alcohol. 

The most significant thing to note tn this table is that consistently, over the 
past 21/2 years 9 the 4 items on which the largest portions of our incomes are spent 
(food, housing, clothing and transportation) 9 are also the factors in the CPI that are 
rising at the highest rate. For examnle, food in Vancouver rose by 20.2% in 1973, 
while heal th and personal care rose by only 5 <> 3% while accounting for only S~< of our 
total expenditures. Rates of inflation have been consistently high in 1974 an<l 1975 
as well. Therefore, when all seven factors of the index are averared together to tell 
us what nthe rise in the cost of living" is, it gives equal weight in the total to 
each factor when, in fact, each is worth a different amount in comparison to the 
others when taken individually. The total value average is a distorted expression of 
the true cost-of-living effects. 
There are several other thing~ that the C.P.I. is not able to accurately assess, but 
an explanation of that would take a great deal more than this. To quote Statistics 
Canada's own publication on the CPI, 11It relates to a borad but snecific group of urban 
families, and may not necessarily reflect closely the experience of any one particular 
family.'' 



To sum it all up, the CPI can only ~ive us an indication of the effects inflation has 
on our standard of livin8, and cannot be used as the sole, accurate criteria for 
negotiating cost-of-living increases. 

The Vancouver index has risen this year until June a total average already of 7.2%, and 
food for Vancouver in the same time period has risen by 8.9%. As we all know, there 
is no end in -sight to this trend. 

When considering ·salary increases, all the above factors must be taken into account. 
Not only must our salary increases reflect the rise in inflation (i.e. C.P.I.) since 
our last contract, they must also ensure$ compensation for the inflation which we will 
experience over the term of our new contract. 

********' 



• The C<f1tract Committee recommends that the fol lowing v.Jage proposal be adopted by the 
membership of AUCE. We felt that the tone of the meetings on wages was one that demanded ., 
charrge in the structure of our present wage scale .•. and we feel that the following 
proposal has done away with many of the flaws which exist in our present wage scale ... 
You will notice that we have made many changes in the reorganization of the classifications. 
To this revised wag~ scale, we have applied a $131.ao across-the-board increase. 
A complete run-down on how this scale was devised, what we feel it has accomplished, and 
why it was necessary will be presented at our August 14th 2-hour lunch meeting. 

$ INCREASE AS PAY GRADE 
RESULT OF WAGE Al\!D 
SCALE ADJUSTMENT POSITION 

$34 + 1 31 
$84 i I 

$56 t I 

$84 It 

Same II 

$113 + 131 
$100 11 

$66 II . 

$80 I I 

$59 11 

$139 + 131 
$90 II 

$109 .. 
$139 I I 

$95 ii 

$1 09 11 

$9, II 

$73+ 131 
$79 II 

$ J 07 Ii 

$] 07 II 

$73 II 

$107 II 

$115 + 131 
$115 'j 

$1 J 5 11 

$92 + 131 

$109 + 131 
$) 09 II 

GRADE I 

Clerk I 
L. Ao I 
Sec. I/Steno 
Data Control 
Keypunch Opo 

GRADE 2 

Clerk I I 
L.A. I I 
Seco I I 
Data Control 
Keypunch Op. 

GRADE 3 
Clerk I II 
L.A. Ill 
Sec. I I I 

I 
Clerk 

Clerk I I 
I I 

Sr. Data Control Clerk 
Sr. Keypunch Op 
Stack Attendant 
Computer Op. Trainee 

GRADE 4 
Clerk IV 
L.A. IV 
Sec. IV 
Program Assist. 
Keypunch Super. 
Stack Super. 

GRADE 5 
L.A. V 
Assist. Programmer 
Computer Oper. 

GRADE 6 
Sr. Computer Oper. 

GRADE 7 
Chief Computer Op. 
Assisto Super. Operations 

STEP I 
TO START 

$727 
"Jo..., 

$887 
.,.,.:;1,l J l .., /Oh).--

STEP 2 
1 2 MOS. 

$~ 

$907 
J..1 Jl =yo 

STEP 3 
24 i~OS. 

$847 
~ /OJ-.l---

STEP 4 
36 MOS. 

$867 
+B-t--/0'!0 0° >--

$927 $947 ., L, I 
-+131 i'/oi- --• 13 r lh-j i1'(1, '!" 1-; 

,, 

$+-eJSS- $--107ft 

$967 $937 111 $1007 1&-, $1027- to'-f7 1oro7 
.. 1 J 1"' II L{v -± 1 31 ."'"' .,¼ 1 31 , ,,$ 1 31 . 

.$-109& $-1-118"" "" .U $-1138 • II 9g,µ, $,H 58 /Ril • ~;,'23-f<ft) 

$1047 
4 ) 9' 
t] JJJ ;23S: ' 

$1067 

$1127 $1147 
+ ~ + -t!:t:» 

13 L'J-f' tJ- . 1.3\.'3 
'/<, 

$1087 $1107 /(2..7 1147 

.s 1, 1:9 l:J8). ./:,b 

$ 1 1 6 7 $ 1 1 8 7 / l- 07 17--).,7 
+ ....... -IP' + _J 3-4-r 

.., 1--2"98 37).~6 1 8 /a/oo. ·t- I../~ 
• tt/. 7'1, 

$1207 $1227 s1247 s1267 1i.e1 ·7 
~ l"/)..C/'.J.b l 31~ /t/{!,1, ii> ._ 13+ fl/1l·c/4. I 1 J 1· 14e,4, )..f /f/Ji/; 
$=1 :r,8 - · $1=-358 --- $+3¥~ $1398 /!'t/J-$ 
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