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1. A New MOA for the UWSA 
 
Michael Herz gave a presentation on the new Memorandum of Agreement being developed for 
UW staff. 
 
The present MOA was signed in 2008.  It is pretty brief, covering SRC, PACSC, P&B, and a 
dispute resolution pool.  The goals for a new one include better working conditions, improved 
relationships, parity with colleagues across Canada, improved service by UWSA, and overall a 
stronger UW.  UWSA is the only employee group without binding arbitration at any Canadian 
university.  The revision is modelled closely on FAUW's agreement.  It includes an assumption 
of collegiality (as opposed to being adversarial) with balanced consideration of the University's 
interests. It's based on natural justice, meaning the elimination of bias and the right to a fair trial 
with timely response to issues. It uses plain language. External documents are cited but not 
quoted at length. 

The proposed MOA would cover all "Regular Staff" as per Policy 54, except for CUPE members 
and direct reports to the UW Provost or President. 
 
New features include: 
 

• 100% release time for UWSA president with 50% salary covered by UW. (This is in place 
now but by a more casual agreement.) 

• increased release time for UWSA directors, and some consideration for area 
representative meetings and UWSA general meetings 

• for non members of UWSA: 

◦ their benefits will be decided by the UWSA 

◦ UW will facilitate communications (so CASL is appeased) 

• entrenched rights and benefits 

◦ enhanced SRC, PACSC, P&B 

◦ use of Policy 18 for discipline 

◦ the right to use UWSA for support 

• grievances 



◦ includes a new framework for official grievances using Policy 33 (ethical behaviour) 
and 36 (dispute resolution) neither of which covers grievances now 

◦ requirement to file with Associate Provost Human Resources so the University 
knows how many of these incidents occur (there is presently no requirement for 
departments to report disputes/grievances) 

◦ specific timelines for action 

◦ new right for staff member to request external arbitration 

• compensation - Similar framework to FAUW's, with right to external mediation and 
arbitration.  Presently compensation is worked out by PACSC. Generally this has worked 
collegially and satisfactorily, but there was no means for proceeding in case agreement 
wasn't obtained. Result will be stronger than merely a recommendation by PACSC to 
Provost. 

• mandatory dues - The proposal is to make all new employes members automatically. 
They may then choose to withdraw membership, but would still be obligated to pay dues.  
This is based on the Rand decision of 1945; the employee organization acts on behalf of 
all employees whether they are members or not.  Mandatory dues will help finance 
improved services and also allow UWSA to not have to spend so much effort trying to 
promote membership.  Legally, the UWSA might be able to negotiate this change with 
the administration, but instead, a referendum for all staff is recommended. 

 
Some discussion arose about opt-in vs opt-out.  Michael prefers opt-out so that a staff person 
would have to knowingly choose to reject membership and be aware of what they would be 
giving up. 
 
Would the amount of dues a person pays change?  Possibly.  It's currently 0.28% of salary 
(compared to 2% for a union), but with mandatory dues the total revenue would rise, so the rate 
could be lowered somewhat while still allowing for improved services. 

The proposal has been reviewed thoroughly by UWSA directors, staff, several past UWSA 
presidents, and UWSA's laywer.  Negotiations are underway with UW administration, and then it 
would go to Board of Governors in October.  A referendum on mandatory dues would follow. By 
having a strong MOA in place it's felt that UWSA would show a higher value when asking for 
support for mandatory dues. 
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