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A number of grievances are beyond the step 4 point and have yet to go
to arbitration. It is possible that some of these qgrievances should
go to the Contract Committee rather than to arbitration. A general
membership meeting must be held to ask the membership for direction in

how they want the various grievances handled. The first general member-

ship meeting in the iNew Year has been slated for this purpose. A des-
cription of the grievances should go out in the Ancnor before the mat-
ters are dealt with at a general membtership meeting.

GRIEVANCE 76-19-A

Leave of Absence. This grievance has gone before the general member-
ship at a previous time when it was decided to take the case to ar-
bitration. The people involved in handling the grievance have not had
time to work on it until the past month. During the intervening time
however the potential cost of handling the case has risen. The justi-
fication for the case has also come under question. It is therefore
tnought that the case should be brought back to the membership for
further consideration.

On June 3, 1376, an employee of the library requested a leave of ab-
sence as provided for according to article 43 of the contract. The
length of the extended leave was to be up to two years. o definite
end date for the leave was stated. On June 15, 1976 the request was
denied. A grievance was initiated on Junc 17, 1976.

The reason for the request was because the woman's husband was lcaving
for the United States to further his education. The length of train-
ing could take up to two years. In order to stay with her children and
husband she requested the leave. She is very intercsted in pursuing

a carecer in library work. The family has a home here in Port Hoody and
has every intention of returning here. She wishes to return to work

in the SFU Library.

The University is worried that this leave would set a preccdent for
long lcaves of absence which they feel causes severe administrative
problems. The lack of a return date caused the University to fcel a
lack of commitment on the part of the woman to return to the job. They
also feel she has not worked in the position long enough to warrant

the leave.. She has worked at the University for three years but not

in the same position. She took a cut in pay in order to get the jobu

in the Library which is an Library Assistant | position. The Univer=-
sity also feels that there would be undue hardship in the area she
works by forcing the University to train other temporary people for the
position.
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There has been a procacent for leave tonger than a year already set,

Tha w' fe of a faculty membor was aranted ong and a half years of leave
of avsence ir prder to accgmpany hetr husband on Savbatical. Toils wownan
15 a sccretary and has bLeen at the University a number of vears. Accor=
ding te the University she has a qrecater commitment to the university

tiran doces the woman from the Litrary. The recason a return date was not
aiven v.as apparcently the possibility of returning before tvo years. it
the present time the woman is working in a library near her hustand's
place of schooling dcrionstrating that she does wish to werk in a linrary.
s for training a string of temporaries to do her job this would not
necessary Le the case. A person could be hired with a termination date
for a period longer than four months.

A letter of agreement for the leave was written up by the University
but was not acceptable to the grievor. The reason for her refusal to
accept the letter was that it did not give her the right to rcturr to
her former position as per article 43.01d of the contract.

At present the woman is in the United States somc distance away from
Vancouver. |If she were required to be a witness at an artitration hear-
ing it would mean a larye added expense to the cost of the hearing. A
lawyer is being consulted to determine the validity of the casc.

GRILVANCE 76-23A

Parking. In the fall of 1976 the University changed the parking systen
at the University. Many pecple who previously held reserved parking
spots had this privilege removed from them. Article 25.02 of the con-
tract guarantees that a person who held a reserved perking spot and had
it removed will get another one at a rate not to exceced the previous
paid rate. Some people say that the intent of this article was for

wiien a reserved parking spot was taken over for construction purposcs
and was not intended to set the system of parking at the University.
towever, scveral people from different parts of the campus want rescrved
parking spaces. At the request of thesc pcople a grievance was started
to get reserved parking spaces back for them. The resolution of the
grievance requested that creation of a reserved staff parking lot the
size and location to be determined by mutual agreement between the Union
and the University plus the continuation of other parking arrangments
sonmie staff may wish to retain. The University does not want to resolve
the problem as per the grievance. They wish to stick to what they

fecel was the intent of the article, i.c., construction, and not the
actual wording. This problem can be dealt with through the grievance
procedure and arbitration or through the negotiation on our new contract.

GRILVANCE 76-12A

Food Services. A food services grievance was started in 1975 when the
“University reduced the number of outlets without consulting the Union.
This grievance was abandoned. In 1976 the University again reduced

the number of outlets and another grievance was started. This grievance
is still waiting for arbitration. We could pursue this grievance and
demand the outlets be re-opened. The consequences of doing this have

to be considered carefully. If we win this arbitration the University
would probably raise the food prices. Should this grievance be abandoned,

pursucd or be handled in negotiations?
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Presently at step 4. Termination. A woman requested a leave of absence
for one ycar for educational and personal reasons. This request was
denied and went to grievance. During the strike she decided to atandon
the grievance and return to work. The University had alrecady terminated
her from the start time of the requested leave. On Lhe day of the re-
turn to work after the Poly-Party strike she recturned to start work and
was told she could not start to work because she had been terminated.

Her position had not been filled when the return to work cccurred but

was filled by someone else at a later date. The Union contends that
because she wished to return to work and abandon her leave of absence
request that she should have been able to. Especially since the position
in which-slie worked was open when she returned. A second grievance was
started asking that she get her old job back plus reimbursement of lost
wages. This arievance will probably have to co to arbitration.

GRIEVANCE 77-26A

At step h - Termination. A woman who works for the Education Department
Extension Program was terminated because of what appears to be a person-
ality clash with her immediate supervisor. Her immediate supervisors
chanqge over on an annual basis. She worked in the same position for a
year and a half before her present supervisor and was able to do the

job required of her. In August of 1976 she was required to go over her
supervisors' head when unable to reach them about a local problem. She
then phoned her supervisors' supervisor and informed him of the problem
so it could be resolved. This apparently angered her immediate super-
visor enough that she decided to redefine the woman's job. By clarify-
ing her job description the supervisor removed many duties and responsi-
bilities from the wonan that she had carried out previously. Consider-
able ill feeling followed these moves causing conflict on the job site.
The woman was put on probation for a period of four weeks and told to
shape up. She feels that she was harrassed and intimidated through
this whole period. At the end of the period she was terminated basical=-
ly for not being able to work well with her immediate supervisor. The
Union feels that termination is too harsh a solution in this case. This
is especially so when considering the woman is temporary full-time in

an on-qgoing position and the supervisors rotate through their positions.
Reinstatement and lost wages has been requested as the resolution.

SCCTION 96(1) - TERMINATION

Termination. Unfair Labor Practice. A woman has been terminated from
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a continuing full-time position in the Library. From September 3, 1973
to June 6, 1476 she worked for varying lengths of time in the several
different positions in the Library. On Scptember 7, 1976 she was hired
as a continuing full-time Library Assistant |l but was unable to begin
work until October 23, 1976 because of the Rly-Party strike. During
some of her time at the University she has been active amongst student
assistants trying to get them into the AUCE bargaining unit. On Novem-
ber 15, 1976 she was acclaimed as a shop steward. During illness and
vacation periods she assumed some supervisory duties in the Library.
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On ticovember 22, 19706 she was terminated. The reason for termination
was that she was unable to maintain harmonious working reiations with
fellow enployees. Ko person in the work area bhas ycet Leen found who
was having problems working with the woman., A neeting was tnen held
between the woman, shop steward, supervisor and a personnel represen-
tative. At that meeting the recason for termination was chanued to one
of a conspiracy. It was claimed by the supervisor that the woman had
scnt people into the Library to spy on a group of fellow employees and
that this information was documented and sent to Personnel. As of yet
the Union contends the University has presented no evidence to substan-
tiate either reason for termination.

It is therefore felt that she was terminated for her Union activities.
The Union has sent a letter of complaint to the Labor Board as provided
for in section §(4) (c) of the Labor Code. The Union is asking for her
reinstatement and lost wages.

This woman was a probationary employce and therefore according to article
13.09 of the Contract she did no have access to the griecvance procedure.
lier problem was however discussed at a Labor Management meeting with

no resolution. Having no further recourse through tie contract the

Union went immediately to the Labor Board.

CRIEVAIICE 706-2LA

Suspension of Benefits. During the Rdy-Party strike in the fall of 1370
the University suspended those parts of our contract which were related

to employees being at work. Holidays have to be worked for and they

were therefore suspended. A letter of agrecment had to be signed between
the University and the Union allowing the University to pay 1U0. of the
cost of Insurable Welfare Benefits during the strike and then deducting
this same amount when we returned to work. This was donec to prevent
cancellation of benefits such as life insurance which might leave an
cmployce in a vulnerable position. Article 4.01 (no discrimination for
union activity) should protect any union member from losing seniority
rclative to a ''grandfather' who worked during the strike. Article €.03(h)
would scem to prevent the suspension policy as it contravenes article

4.01 and other relevant articles. 6.03(h) states the University shall

not issue any policies or procedures which contravene these articles

of agreement. No part of the annual vacation article of the contract
seems to allow the University to cancel and reschedule vacation periods.

The agrecment through articles 33 (Annual vacations) allows only the
employce to reschedule his/her holiday period once it has been posted,
with the acceptance of the department concerned. No sick leave if sup-
ported with adequate physician's certificates should have been withheld
because of the strike. The articles with respect to maternity leave
should stay in effect during a strike. Articles37, compassionate leave,
39, court duty, and 40, change of domicile which are associated with
status as an employee should also still be in effect. Step increments
on the wage scale might also accrue because of article 40l1. The sus-
pensions of benefits grievance is a large and complex grievance .involv-
ing many facets of our contract. Many of the questions are essentially
legal and will possibly have to be handled by a lawyer.
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GRIDVANCE 76-22A

Lay off. This grievance was reported in the Grievance Comnittee Report
of uztober 6, 1976. At that time the grievance was Leing looked at by
the Labor Board as a 96(1). The Labor Board has since ruled that the
case is a matter for arbitration and has sent it back to us to start

an arbitration procedure.
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