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Dear Members, 

Your Bargaining Committee is presenting you with a tentative agreement with the 
University which we unanimously recommend. This is a two-year collective agreement 
which represents years 2 and 3 of the 2020 – 2023 bargaining cycle.   

This has been an unprecedented and challenging round of bargaining due to the 
pandemic and the constraints of Bill 124. After agreeing to a one year contract extension 
in 2020, the Bargaining Committee consulted again with members over the summer, and 
finally got to the bargaining table in December 2021. 

We are proud to present a tentative agreement that we feel is responsive to your 
priorities as expressed in the bargaining surveys, focus groups, and townhalls.  We have 
made language gains in several priority areas, including:  

  • Work/Life Balance 
  • Career Advancment & Fair Hiring Processes 
  • Healthy & Equitable Workplace

STAFF-APPOINTED UNIT
TENTATIVE AGREEMENT HIGHLIGHTS
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Under Bill 124, both salary and benefit increases are capped at 1%. We worked hard 
with the USW Research Department to maximize the benefit improvements that we 
could negotiate within the 1% envelope. 

We want to thank all of our members who filled out the surveys, came to the town 
halls and focus groups, sent an email with a question or concern, came to pop-ups 
(in the narrow windows when we could have them) and sent in selfies. All of this 
activity let management know that Local 1998 members were engaged, active and 
ready to fight for a good contract.  

We also want to thank USW Staff Representative May Lou Scott, who led our team, 
and Alex McKinnon and Guio Jacinto from the USW National Office who provided 
our team with essential assistance on the complexities of costing under Bill 124 and 
helped to make that 1% pie as big as possible. 
 
This has been a much longer round of bargaining than anyone anticipated. The 
Committee would like to thank members who served on the committee but had to 
step down before we finished bargaining: Josh Cleminson, Toni Eyre, Audrey Fong, 
Natalia Krencil, Liam O’Leary, Donna Liu and Tamara Vickery.   
 
Your Bargaining Committee is pleased to unanimously recommend acceptance of 
this settlement for ratification.   
  

In Solidarity, Your Negotiating TeamIn Solidarity, Your Negotiating Team  
  
Colleen Burke USW Local 1998 President, Justen Bennett, Mary-Marta Briones-Bird, Colleen Burke USW Local 1998 President, Justen Bennett, Mary-Marta Briones-Bird, 
Issam Mikdashi, Nik Redman, Zack Sholdra, Val Sladojevic-Sola, Richard Waters  Issam Mikdashi, Nik Redman, Zack Sholdra, Val Sladojevic-Sola, Richard Waters  
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Two (2) years: July 1, 2021 – June 30, 2023.

TERM OF THE AGREEMENTTERM OF THE AGREEMENT

WAGESWAGES

• July 1 2021 1% Across the Board (ATB) increase  

• July 1 2022 1% Across the Board (ATB) increase    

The July 1 2021 increase will be retroactive only for those employees who are 
actively employed in the bargaining unit on the date of ratification. Step increases 
will continue as usual. 

RETIREMENT BRIDGE BENEFITRETIREMENT BRIDGE BENEFIT

The Union has ensured that the University will re-establish the Early Retirement 
Bridge Benefit (age 60/80 point provision) outside of the Pension Plan for the 
period of June 30, 2022 up to and including February 28, 2023.

THE CONSTRAINTS OF BILL 124THE CONSTRAINTS OF BILL 124   
 
All of the bargaining at U of T and throughout the broader public sector is 
affected by the Ford government’s Bill 124: “Protecting a Sustainable Public 
Sector for Future Generations Act.” This law, which passed in 2019, imposes 
an unfair cap of only 1% increase per year to all wages and benefits for 
all public sector workers for a three-year period. We know that inflation is 
higher than 1% and that our members who worked so hard in the pandemic 
deserve much more than a 1% increase in pay and benefits. However, both 
the Union and the employer are prevented by law from bargaining a bigger 
raise or more benefits for our members during the Bill 124 “moderation 
period.”  
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USW Salary Grid
July 1, 2021

PSG HIRERATE STEP01 STEP02 STEP03 STEP04 STEP05 STEP06 STEP07 STEP08
1 36764 38235 39764 41355 42595 43874 45187 46093 47014
2 39038 40600 42222 43913 45229 46587 47984 48943 49922
3 41452 43111 44832 46627 48027 49468 50950 51970 53012
4 44014 45778 47607 49511 50997 52525 54101 55183 56288
5 46737 48606 50551 52573 54150 55774 57448 58595 59768
6 49628 51613 53676 55824 57498 59223 60999 62221 63464
7 52695 54805 56994 59274 61055 62886 64770 66066 67389
8 55954 58192 60519 62942 64828 66775 68775 70153 71555
9 59412 61790 64260 66831 68839 70902 73028 74489 75979

10 63089 65612 68237 70967 73094 75286 77546 79096 80678
11 66989 69670 72455 75353 77614 79943 82340 83988 85666
12 71131 73975 76936 80012 82415 84886 87434 89180 90965
13 75529 78552 81695 84960 87510 90136 92839 94698 96590
14 80198 83409 86744 90212 92919 95707 98580 100551 102562
15 85159 88567 92108 95793 98666 101625 104675 106768 108904
16 90424 94043 97803 101716 104767 107911 111149 113369 115638
17 96018 99859 103853 108006 111247 114583 118022 120381 122789
18 101953 106032 110273 114686 118126 121670 125318 127825 130381
19 108260 112590 117093 121777 125430 129193 133068 135730 138442
20 114955 119551 124334 129308 133186 137181 141297 144125 147003

July 1, 2022

PSG HIRERATE STEP01 STEP02 STEP03 STEP04 STEP05 STEP06 STEP07 STEP08
1 37132 38617 40162 41769 43021 44313 45639 46554 47484
2 39428 41006 42644 44352 45681 47053 48464 49432 50421
3 41867 43542 45280 47093 48507 49963 51460 52490 53542
4 44454 46236 48083 50006 51507 53050 54642 55735 56851
5 47204 49092 51057 53099 54692 56332 58022 59181 60366
6 50124 52129 54213 56382 58073 59815 61609 62843 64099
7 53222 55353 57564 59867 61666 63515 65418 66727 68063
8 56514 58774 61124 63571 65476 67443 69463 70855 72271
9 60006 62408 64903 67499 69527 71611 73758 75234 76739

10 63720 66268 68919 71677 73825 76039 78321 79887 81485
11 67659 70367 73180 76107 78390 80742 83163 84828 86523
12 71842 74715 77705 80812 83239 85735 88308 90072 91875
13 76284 79338 82512 85810 88385 91037 93767 95645 97556
14 81000 84243 87611 91114 93848 96664 99566 101557 103588
15 86011 89453 93029 96751 99653 102641 105722 107836 109993
16 91328 94983 98781 102733 105815 108990 112260 114503 116794
17 96978 100858 104892 109086 112359 115729 119202 121585 124017
18 102973 107092 111376 115833 119307 122887 126571 129103 131685
19 109343 113716 118264 122995 126684 130485 134399 137087 139826
20 116105 120747 125577 130601 134518 138553 142710 145566 148473
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BENEFIT IMPROVEMENTSBENEFIT IMPROVEMENTS

While staying under the imposed 1% cap of Bill 124, the Bargaining Committee 
was able to negotiate increases to your benefits in many areas. This is different 
from previous contracts where benefits improvements were implemented at the 
same time. Under Bill 124, we are limited to a 1% increase for each year, so we 
had to separate the benefit improvements into different contract years. Some are 
implemented on April 1 for the 2021 – 2022 year and some are implemented on 
July 1 2022 for the 2022 – 2023 year. 
  
 Paramedical 

• Effective April 1, 2022, increase by $200 to $1000 per benefit year  
• Effective July 1, 2022, increase by $100 to $1100 per benefit year; expand 
coverage to Chiropodist, Podiatrist, Dietician, and Nutritionist   

  
Vision 
• Effective April 1, 2022, increase the maximum for prescription eyeglasses 
and contact lenses by $200 to $600 every twenty- four months 

• Effective April 1, 2022, add laser eye surgery for vision correction as an 
eligible vision care expense  

• Effective July 1, 2022, increase the maximum for eye exams by $30 to 
$120 every 24 months.   

  
Mental Health Care    
• Effective April 1, 2022, increase the combined maximum for 
Psychological, Master of Social Work or Psychotherapist by $500 to 
$2500 per benefit year 

• Effective July 1, 2022, increase the combined maximum for 
Psychological, Master of Social Work or Psychotherapist by $200 to 
$2700 per benefit year  

  
Extended Health Benefits   
• Effective April 1, 2022, expand coverage to include breast pumps with a 
$500 life-time maximum 

• Effective July 1, 2022, expand coverage to include in vitro fertilization 
services, sperm wash and non-hormonal IUDs 
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CHILD CARE BENEFITCHILD CARE BENEFIT

Calendar year 2022 – a one-time-only increase to the Child Care Benefit Plan of 
$100,000 (total value of eligible claims $1,100,000). A “half day” is now defined as less 
than 6 hours of care so before and after care for children in all-day Kindergarten 
will now be covered.  If you have already claimed for this year, you can resubmit to 
capture your before and after school care. 

Calendar year 2023 – the total value of eligible claims $1,000,000). A “half day” 
defined as less than 6 hours of care so before and after care for children in all-day 
Kindergarten will now be covered.  

Dental   
Effective July 1, 2022, increase the maximum for major restorative dental by 
$450 to $2250 per benefit year  

Effective July 1 2022, Gender Aff irmation Coverage added to support 
members throughout their gender transition journey. Reimbursement of 
eligible expenses is subject to a diagnosis of “gender dysphoria” from a 
medical doctor, in addition to a reasonable and customary fee per claim 
of $5000 and an overall lifetime maximum of $10,000. There will be two 
categories.  

Foundation: includes reimbursement for core surgeries not covered by 
provincial coverage and services that assist in the physical alignment 
of the individual’s transitioned gender. Examples include: vocal surgery, 
tracheal shave, chest contouring/ breast construction, vaginal dilators, facial 
feminization and laser hair removal.  

Focused: includes reimbursement for surgical enhancement of the 
individual’s features that follows their accepted gender ideal. Procedures 
include nose surgery, liposuction / lipofilling, face/eyelid lift, lip/cheek fillers, 
hair transplant/ implants and gluteal lift/implants.   
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EDUCATIONAL ASSISTANCEEDUCATIONAL ASSISTANCE

The letter on Education Assistance has been updated to clarify that all flex-time 
PhD programs and part-time Doctoral studies are covered to a maximum of 
$3000 per academic year.  

UNIFORMS, FACULTY OF DENTISTRYUNIFORMS, FACULTY OF DENTISTRY

Effective April 1, 2022, the amount for uniforms and shoes for clinical employees 
in the Faculty of Dentistry is increased by $50 to $400 per academic year. 

WORK/LIFE BALANCEWORK/LIFE BALANCE

In both our pre- and post-pandemic surveys, the ability to request work 
from home and other flexible work arrangements were the number one non-
monetary priority. While many people have been approved for hybrid work 
arrangements under the new Alternative Work Guidelines, we needed stronger 
language in our contract because that is enforceable. In our previous collective 
agreement, approval of requests was based solely on a manager ’s opinion. New 
language strengthens your ability to request and be approved for flexible work 
arrangements and to file a grievance if they are denied. 
  

NEW LANGUAGE:  

Employees may submit requests for alternative work arrangements under the 
University ’s guidelines for alternative work arrangements as they may exist 
and change from time to time. Such requests may include flexible work hours, 
a compressed work week, remote work setting, hybrid-remote work setting, 
or altered work hours (er earlier or later start). It is understood that such 
arrangements, in and of themselves, do not trigger overtime or a reduction in 
FTE.    
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The Division or Department head’s decision to grant or deny a request for 
alternative work arrangements shall be based on reasons of departmental 
operational efficiency, service effectiveness, and the University ’s guidelines 
for alternative work arrangements. It is understood that such arrangements 
may not be suitable operationally in some work units and/or for certain 
positions, and that the design and approval of all arrangements is a matter 
for University discretion. If is further understood that such arrangements 
shall be approved or denied in a manner that is not arbitrary, discriminator or 
in bad faith.   

The Division or Department Head shall respond to requests for alternative 
work arrangements within twenty (20) working days. Such requests shall be 
approved or denied in a written response to the employee.   

In the event of an employer-initiated requirement for an alternative work 
arrangement, the Division of Department Head shall provide as much 
advanced notice to the employee as practicable in the circumstances.   

Division or Department heads will utilize the University ’s guidelines for 
alternative work arrangements as they may exist and change from time 
to time in the implementation and administration of alternative work 
arrangements.  

RIGHT TO UNPLUGRIGHT TO UNPLUG

With the pandemic, remote work and more ways to connect, the problem 
of managers contacting members outside of work hours is worse than ever. 
There is new legislation in Ontario on the “right to unplug.” Within 90 days of 
ratification, the Union and the University will meet to discuss the guidelines the 
University will develop under this Act and how they will affect employees in the 
Bargaining Unit.  
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CAREER ADVANCEMENT & FAIR HIRING PRACTICESCAREER ADVANCEMENT & FAIR HIRING PRACTICES

Our members want to build their career at U of T and professional development, 
career advancement, and internal hiring were key themes in the survey. While our 
survey and the University ’s data indicate that the majority of USW job postings 
are filled by USW internal candidates, members still feel frustration with long 
application processes without updates or feedback. They also report a lack of 
access to professional development opportunities that can help them be more 
successful in job applications. Racialized members report that they are hitting a 
ceiling in promotion in the University.  

Professional Development 

• Creation of a Career Development Fund of $250,000 a year dedicated to 
supporting various training and career development needs of employees. This 
will be administered by the University based on the recommendations of the 
joint USW / UT Career Development and Talent Retention Working Group. We 
look forward to consulting with members on how to make the most effective 
use of these funds to support members’ professional development.  

• Continuation of the Pathways to Employment Fund with $250,000 a 
year dedicated to supporting various training and development needs of 
redeployment pool candidates. During the last contract, these funds were spent 
on creating a USW position dedicated to pro-actively supporting members 
facing organizational change and lay-off and connecting them with career 
counselling and training. Outside of bargaining, we have been in the process of 
negotiating an expansion of this program with the University and plan to have 
an announcement soon.  
  

Fair and equitable internal hiring 

University data shows that about 80% of USW job postings are filled by USW 
internal candidates, but there are still issues with the overall process. We have 
made several changes to article 12:04 (Posting) for a clearer, faster hiring process 
which still favours internal USW candidates.  
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• Positions are posted internally and externally at the same time
• Contract clearly steps out the order of consideration for postings:  

• Employees on the accommodation list  
• Employees with redeployment pool status for the position  
• All Internal applicants who meet the minimum qualifications will be 

interviewed   
• Internal applicants will be interviewed before external applicants, subject 

to their availability   
• USW applicants informed when a posting is cancelled, and the Union will be 

informed why  
• USW applicants informed in writing why they were not selected for an 

interview  
  
New language to support USW internal candidates: 
  
• University experience listed among qualifications to be considered by hiring 

managers 
• The University ’s decision is based on “all aspects of the selection process,” 

rather than just the interview  
• USW members who are members of Indigenous, Black, racialized and 

2SLGBTQ+ communities, persons with disabilities and other equity deserving 
groups are encouraged to apply and their lived experience shall be taken into 
consideration as applicable to the posted position  

• You are no longer required to include your manager ’s name when applying for 
a position  

  

Employment Equity  
  
In order to address more systemic issues with hiring, the University and the 
Union will be re-activating our Employment Equity Committee which will discuss 
barriers to employment equity for USW members, including the possibility of 
creating training and mentoring opportunities. The Union will have access to data 
on our members from the U of T Employment Equity Survey. 
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HEALTHY & EQUITABLE WORKPLACEHEALTHY & EQUITABLE WORKPLACE

Bullying and Harassment  
  
We have heard loud and clear from members on the difficulties with the civility 
complaint process and the need for alternatives. A new letter on “Workplace 
Investigations -Shared Values, Preventative Efforts and Workplace Restoration” is 
the beginning of a process for the University to explore:  

• early and/or informal resolution of civility and harassment concerns and
• workplace restoration after an investigation 
• The Union can raise bullying “hot spots” and toxic departments with the 

University, even if no members are willing to file a complaint.
• Members still retain all of their rights to file complaints and/or grievances under 

the various Workplace Harassment Policies and the collective agreement.  
  
Accommodation  

In the survey, many members shared their negative experiences with Health 
and Wellbeing and the accommodation process. We discussed this in depth at 
the table and made it clear that University needs to improve the experiences of 
members dealing illness or disability. We have new language: 
  
• The Union can now request an accommodation meeting for a member to try to 

resolve accommodation and return to work issues early, before going through 
the grievance process.   

• A new Letter of Intent on Accommodation setting up a meeting within 60 days 
of ratification to discuss improving the experience of employees requiring 
accommodation 

  
Equity Issues 

Letter of Intent: Gender Identity and Gender Expression – the University commits 
to supporting members’ gender identity and expression, use of pronouns, 
identifying barriers to updating University records to align with gender identity 
and conducting education around pronoun usage, honorifics and inclusion.    
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USW1998   25 Cecil Street, Toronto, ON  M5T1N1USW1998   25 Cecil Street, Toronto, ON  M5T1N1                  
416. 506. 9090    416. 506. 9090    info@usw1998.ca    usw1998.ca info@usw1998.ca    usw1998.ca   

 
Your Bargaining Committee Unanimously recommends a  

‘YES’ vote on this tentative collective agreement. 

ELECTRONIC RATIFICATION VOTE  
An electronic vote will be conducted  

between Monday, February 28 at 5:00 pm  
until Wednesday, March 2 at 5:00 pm. 

You will receive your electronic ballot by email on Monday, February 28 at 5:00 pm.  

Your Negotiating Team - Left to Right:Your Negotiating Team - Left to Right: Richard Waters, Mary-Marta Briones-Bird, Nik Redman, Justen  Richard Waters, Mary-Marta Briones-Bird, Nik Redman, Justen 
Bennett (rear), Mary Lou Scott (USW Staff Representative), Colleen Burke (USW Local 1998 Presiden),  Bennett (rear), Mary Lou Scott (USW Staff Representative), Colleen Burke (USW Local 1998 Presiden),  

Val Sladojevic-Sola, Issam Mikdashi, Zack SholdraVal Sladojevic-Sola, Issam Mikdashi, Zack Sholdra
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