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The Chief Steward report can only begin with a message of thanks to the VIUFA Office
Manager, Laura Buechler; our Labour Relations Advisor, Deb Morran; the VIUFA Executive
area Stewards, and Andrea Wong at FPSE. As | am rotating out of the role, | am further
moved to thank the membership for your support over the last five years. | am also grateful
to the English Department for your patience with my VIUFA service, which dates to the 2019
round of bargaining.

At present, we have eleven (11) live Grievances:

1. Grievance: Unreasonable Denial of Benefit | Assisted Leave (holding at Step 3). This
case is rooted in unreasonable denial of an available Assisted Leave. The dispute was
partly resolved through a negotiated LOA. Remaining pieces are being addressed in
collective bargaining.

2. Grievance: Rate of Compensation for Work Assigned / Performed by Non-Instructional
Employees (holding at Step 3). The parties are actively negotiating a possible settlement
agreement for this case, without prejudice to our respective positions.

3. Grievance: Termination of Probationary Instructional Employee — Declined at Step 3.
VIUFA is reviewing possible next steps for this case, in consultation with FPSE and the
Grievor.

4. Grievance: Regularization Denial — Declined at Step 3. The Employer claims this case,
submitted as a Policy Grievance, is out of time and thus not eligible for arbitration. VIUFA
does not agree with this claim, as the core issue was at the center of Regularization
discussion in the Regularization review process in 2025. We are in dialogue with the
Employer.

5. Grievance: Termination of Regular Instructional Employee. This case has been
escalated to FPSE through the Review of Grievance and Arbitration Committee (ROGA).
FPSE has appointed legal counsel, and the case is moving forward.

6. Grievance: VIUFA Representation for Academic Admin Hire — Step 3. This caseisin
abeyance, by agreement, given its relevance to certain bargaining proposals. The right to
VIUFA membership on the selection committee, and the process for designating VIUFA
reps, was not followed.



7. Grievance: Article 6.6.6.1.3 | Art 6.15 (holding at Step 3). This Grievance was filed
because VIU did not share the information and data relied on in proposing a layoffin
Advising. Although VIU did share certain information and data through the Grievance
process, dialogue stalled after exploration of reasonable alternatives to the layoff. VIU did
not agree to VIUFA’s proposals in this regard. We are examining possible next steps,
including the possibility of a new Grievance for unreasonable denial of viable alternatives
to layoff.

8. Grievance: Article 10.9 (Accessibility Services and Counselling) — Step 3. We are told
by the Employer this case will need to be litigated. They further claim that discussing
Accessibility Services is an unreasonable expansion of the Grievance, because
background given in the submission is primarily focussed on a situation in Counselling. We
do not agree on this point but may submit a new Grievance focussed on the right to
consultation about staffing levels and workload in AES.

9. Grievance: Jurisdictional Dispute. This case is about a regular VIUFA position in AES
that became vacant and then was offered as a CUPE position. Such jurisdictional disputes
are first routed to FPSE, then to the Labour Relations Board.

10. Grievance: Termination of a Regular Instructional Employee. This case is moving to
Step 3.

11. Article 9.1 | Article 6.5.3.1 - LTC and Transfers. This case responds to several known
LTC denials and other instances where internal transfers (or leaves) resulted in
encumbered work that should have been offered as LTC contract. We received the Step 2
response on April 22. We are in no way convinced by the Employer’s response and will
move forward to Step 3.

In addition to confirmed Grievances, we have approximately ten (10) additional labour
relations disputes that may rise to the level of Grievance. Representative cases include
regularization denials; denial of benefits; denial of viable alternative to layoff; and invalid
evaluation for regular employees. We are working closely with area Stewards and FPSE to
determine next steps for each case, as indicated by the Agreement and facts and evidence.

For layoffs, we are currently supporting six (6) employees at various stages of their working
notice period. Five (5) of the employees have exercised their right to severance, following
significant effort to explore and propose viable alternatives to layoff or bumping. We are
supporting the sixth employee in studying possible alternatives to layoff and bumping. We
are also supporting two (2) employees with paused layoff rights, and two (2) employees
with a declared Recall right. We are fully prepared to submit further Grievances on
unreasonable denial of the Recall.



Beyond grievances, emerging grievances, and layoffs, your labour relations team has been
responding to other significant, sustained action files such as the IT Reorganization (Article
14.5: Technological Change) and the expected or unexpected impacts of institutional
restructuring (e.g., merging faculties and departments). We are likewise tracking regular,
ongoing workload that flows from approved voluntary departures under Article 6.15. We
worry that voluntary departures may result in expanded use of sessional employees. We
say this consequence is inconsistent with the intent of the pre-layoff canvass language and
violates Article 9.3 (Limits on Use of Non-Regular Faculty).

We say our Regularization language stands and is not interrupted by the Article 6.15
process. In addition, we are concerned about areas where voluntary departures were
approved and no additional faculty were hired, and where the work is clearly ongoing.
Given that the voluntary departure program has contributed greatly to achieving a balanced
budget for VIU, we are continuing to pressure the Employer to rescind the declaration of
exigency. Beyond the obvious position that there should be no further layoffs, we say the
legal framework even providing for budgetary layoffs should be closed.

In addition to what might be called major cases, we are also responding to a continuing
surge of concerns about the spectre of layoffs, workload tensions that seem to flow from
the voluntary departure program, and other routine matters such as professional
development funds / time, evaluation, hiring procedures, and general tensions, sometimes
within the faculties. Since April 2025, we have counted approximately three hundred and
twenty (320) member contacts. This figure does not include happenstance connections on
campus, cold calls, or drop-ins. Our connection with members over the past year

has routinely started in the early morning and ended in late evening, often moving into
weekends.

In response to the surge in demand on the Labour Relations team, we have taken specific
steps to renew and expand our body of support within the faculties. We have brought on
several new area Stewards, and we have offered Professional Development opportunities
through formal training provided by VIUFA Labour Relations Advisor and FPSE, as well as
through exposure to representative cases requiring dialogue, fact-finding, research, writing,
and representation at meetings with the Employer.

We have more work to do in this area and hope to achieve good VIUFA Steward
representation in every building where VIUFA members have office space. We are also
working to move forward with better ways of managing information and sharing it with
FPSE, for example on escalating cases for arbitration. To further expand our Labour
Relations team, my hope is that members of the next Executive can be seen as trusted
VIUFA contacts able to properly receive and refer concerns from the membership.



In addition to the work of supporting members directly, your Chief Steward, Associate
Steward, and Labour Relations Advisor have attended VIUFA Executive Meetings, VIUFA
Table Officer Meetings, Joint Labour Management Committee Meetings, Contract
Administration and Review Meetings (FPSE), and have contributed contract defense
perspectives to Bargaining Caucus Meetings and Bargaining with the Employer. We have
made representation at numerous meetings you have been called on by the Employer to
attend. We have attended what seems like endless meetings with HR and with Senior
Administration, in Grievance and many other contexts. We have maintained professional,
respectful relations with the Employer in each case.

In leaving the Chief Steward role, my hope is that | have served the membership well. |
hope that you have felt respected, heard, effectively supported, and appreciated for your
work. | am grateful to know your stories, which have been deeply transformative to me.
While I’'m excited to have some time off and get back to my discipline, I’'m committed

to backing the next elected VIUFA Steward and Executive. Feel welcome to reach out if
there’s anything | might be able to help with in future.
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Chief Personnel Steward
Vancouver Island University Faculty Association



