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Dear Members, 
 
The bargaining teams for UBC and the Faculty Association reached a tentative settlement for a new 
Collective Agreement for the period July 1, 2025 to June 30, 2029. Both the Faculty Association and the 
University worked hard to reach this mutually agreeable settlement. 
 
In order for the Agreement to go into effect, it must be ratified by the members of the Faculty Association 
and by the Board of Governors. The FA bargaining committee along with the FA Executive believes that 
this agreement contains many positive outcomes for our membership. The Executive, therefore, have 
unanimously recommended that the membership ratify this agreement. 
 
Here are some of the highlights of the new agreement: 
 
1.General Wage Increases: All members of the Faculty Association will receive at least a 3% general wage 
increase in each of the 4 years of the agreement. In order to close the salary gaps between tenured and 
tenure-track faculty in the scholarly activity and educational leadership streams, members in the EL 
stream will receive an additional 1% in each year of the agreement. Likewise, to address their 
comparatively lower salaries, Lecturers will receive an additional 1.5% in each of the 4 years. The lowest-
paid of UBC’s teaching faculty, our Sessional Lecturer colleagues, will receive an additional increase of 2% 
per year. 
 
2. Benefits Increases: The Faculty Association negotiated several increases to benefits. These increases 
are as follows: 
 
Professional Development Funds: FA Members will see a significant increase to their professional 
development reimbursement funds.  
 

• For tenured, Tenure-track faculty, Lecturers, and Sessional Lecturers with Continuing Status:  
As of July 1, 2026, PDR will increase $1700 to $3000/year, with additional bumps to $3500 in 2027 
and $4000 as of July 1, 2028.  

• Our Sessional Lecturers without continuing status will also see an increase in their PDR funds from 
$100 to $150/credit/year July 1, 2026 with an increase to $200/credit/year in 2027 and 
$250/credit/year in 2028. 
 

Health Spending Account:  This account will increase from $400 to $600 (January, 2027) and then to $800 
(January, 2029). 
 
Personal Spending Account:  This is a new benefit for FA members. Starting January 1, 2029, $200 per year 
will be placed in this Account for members with extended benefits. Details on usage:  
(https://hr.ubc.ca/sites/default/files/documents/Sun%20Life%20PSA%20Standard%20Eligible%20Expen
se%20List.pdf ) 
 
Vision care:  The cap on vision care will increase from $400 to $500 starting January 2027 and then rise to 
$600 effective January 1, 2029. 
 

https://hr.ubc.ca/sites/default/files/documents/Sun%20Life%20PSA%20Standard%20Eligible%20Expense%20List.pdf
https://hr.ubc.ca/sites/default/files/documents/Sun%20Life%20PSA%20Standard%20Eligible%20Expense%20List.pdf
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Compassionate-care Leave:  UBC will now top up to 95% of salary for all members who receive EI 
compassionate-care benefits to care for a gravely ill family or family-like person for up to 16 weeks. This 
benefit takes effect September 1, 2026. 
 
Pre-adoptive Leave: When both prospective parents are members of the FA, both members are now 
eligible for the full pre-adoptive care leave. 
 
Funeral/Bereavement Leave: This is a new provision for all members: in addition to discretionary 
arrangements, 2 days per year are guaranteed paid time for funeral/bereavement leave. 
 
3. Retirement Options: We have expanded eligibility for retirement benefits and made the reduced-scope 
option more flexible.  
 
4. Workload policies & annual assignment guidelines: Workload is one of the core issues identified by 
our members prior to negotiations. While we were not able to achieve everything we had hoped to in this 
area, we have continued to make improvements to the workload language and the assignment of work 
for all members of the FA including our Non-continuing Sessional Lecturers. We’ve formally codified the 
practice of departments collegially developing departmental workload guidelines, expanded factors for 
Heads to consider when assigning annual teaching, and important recognition of Educational Leadership.  
There is also a new article on technological change which commits the University to meaningful 
consultations with the Faculty Association when proposing new enterprise systems that can affect 
workloads. 
 
5. Joint Consultation Committees: The University and the Faculty Association agreed to form 3 joint 
committees to review Alternative Dispute Resolution, Indigenous Educational Leadership, and Diverse 
Scholarly Activity and Educational Leadership. These committees’ mandates are to make 
recommendations to the FA & UBC on areas of improvement to our collective agreement before the next 
round of negotiations. 
 
6. Appointment, Promotion & Tenure Processes: Changes in this area of the collective agreement include 
clarified language on reference letters and optional reviews; a new memorandum of agreement governing 
initial appointments at senior ranks; and improvements to the process for members with joint 
appointments in different departments or Faculties. 
 
7. Educational-Leadership Faculty: As we continue to close the salary and workload gap between our 
tenure-track and tenured members, the FA has ensured that members in our EL stream will have 
representation on Dean’s Advisory Committees (DAC) and the Senior Appointments Committee (SAC).  
 
8. Lecturers: Some important improvements for Lecturers were achieved in this round. Any Lecturer who 
has undergone 3 excellence tests and been appointed for more than six years from 2017 on will no longer 
be subjected to excellence tests unless performance issues have already been identified. This is coupled 
with new formative mentoring processes and layoff protections. 
 
9. Librarians & Archivists: We have established a new campus-specific priority for internal candidates for 
new positions or openings in the Library, as well as new protocols for Heads’ appointments. Selection 
Committees now more closely mirror ARPT committees for faculty, chaired by the Head to whom the 
Librarian or Archivist will report. The definition of what constitutes “contributions to scholarship” has also 
been broadened to recognize the evolving changes within the profession. 
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10. Other noteworthy changes to the agreement: These include expanded protected grounds including 
for gender identity or expression & Indigeneity; clearer rules for PSA allocation; streamlined and fairer 
administrative leave for Heads; and increased rates to Union leave to recognize the rising costs for 
departments/units whose members are seconded to the Faculty Association.  
 
A complete description of the language changes made to the current Collective Agreement can be found 
on the following pages, with changes marked either by strikethroughs or underlines (new language). If 
you have any questions or concerns, please email us at email us at faculty.association@ubc.ca 
 
We thank the Faculty Association’s Bargaining Preparation Committee, the Negotiating Team and the FA 
staff, especially Deena Rubuliak our Executive Director, for their hard work, dedication, and expertise in 
this bargaining round.  We thank the FA Executive for their support, input, and encouragement.  And we 
thank you, our colleagues and members of the FA, for your insights, your patience (!), your thoughtful 
queries, and your support. 
 
 
Dory Nason     Elisabeth Hodgson 
President     Chair, Bargaining Preparation Committee 
 
  

mailto:faculty.association@ubc.ca
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UBCFA Ratification Package 
Agreed items for the 2025-2029 Collective Agreement 

E&OE 
 

*All changes are effective on the date of ratification unless otherwise indicated 
 

Part 1: Framework for Collective Bargaining 
 

1. Amend Article 4 (No Discrimination) 
2. Amend Article 13 (Workload) – article (g) effective on date of ratification, remainder of the 

article effective July 1, 2027 
3. Amend Article 16.02 (Preservation of the Traditional Role of the Association) – effective January 

1, 2027 
4. Amend Article 24 (Copies of Agreement)  
5. Renew Letter of Understanding #2 – Appendix C (Retirement Options) – effective September 1, 

2026, for new retirement agreements only. 
6. Renew Letter of Understanding #3 -  Appendix D (Alternative Dispute Resolution Mechanisms) 

 
Part 2: Salaries and Economic Benefits 
 

7. Amend Article 1. (Interpretation) 
8. Amend Article 2.01 (General Salary Increase) **note – these increases also apply to Article 3 

(Minimum Salaries for Librarians), Article 4 (Minimum Salary Scales for Sessional Lecturers), 
Article 5. (Minimum Salary for Lecturers) & the MOA on Music Instruction. 

9. Amend Article 2.05 (Performance Salary Adjustments) 
10. Amend Article 7.02 (Extended Health Benefits) – effective January 1, 2027 & January 1, 2029 
11. Amend Article 7.04 (Health Spending Account) - effective January 1, 2027 & January 1, 2029 
12. New Article 7.05 (Personal Spending Account) – effective January 1, 2029 
13. Amend Article 7.06 (Professional Development Reimbursement) 
14. New Article 8 (Direct Deposit)  
15. Amend Appendix A Career Progress Increments Entitlements) 
16. Renew Memorandum of Agreement re: Point Grey Commerce Faculty Association Subsidiary 

Agreement (Sauder School of Business) 
17. Renew Letter of Understanding – Vantage (Merit & PSA) 
18. Renew & amend Letter of Understanding – Appendix F (Music Instruction) 
19. New Letter of Understanding – Labour Market Adjustments  

 
Part 3: Leaves 
 

20. Amend Article 7.04 – (Pre-Adoptive Leave) 
21. New Articles 11 & 12 (Compassionate Care & Funeral Leave) – effective September 1, 2026, only 

applies to leaves beginning on or after September 1, 2026 
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Part 4: Conditions of Appointment for Faculty 
 

22. Amend Article 1.03 (Recognition for Service as Department Head) – effective for new 
appointments or extensions. 

23. Amend Articles 2.02 (Renewable Term Appointments – Lecturers) & 7.03 (Lecturers) 
24. Amend Article 5.05 (Departmental Consultation Letters of Reference) – effective July 1, 2027 
25. Amend Articles 5.07 (Head and Department Recommendations), 5.11 (Dean: Recommendation 

to the President), 9.01 (Optional Reviews for Promotion and Tenure for Pre Tenure Faculty) & 
9.02 (tenured faculty) – effective July 1, 2027 

26. Article 5.01 (General Provisions) & new Letter of Understanding, Appendix D – for new 
appointments starting after ratification. 

27. Amend Articles 5.10 (Review by the Dean) & 5.14 (Review by the President) - effective July 1, 2027 
28. Renew Letters of Understanding – Vantage (Search Committees) 
29. Renew Letters of Understanding – Vantage (Departmental Standing Committee) 
30. Netter of Understanding: Initial Appointments at Senior Ranks 
31. New Letter of Understanding – (Joint Consultation Committee - Diverse Scholarly Activity and 

Education Leadership) 
32. New Letter of Understanding – (Joint Consultation Committee - Indigenous Education 

Leadership) 
 
Part 5: Conditions of Appointment for Librarians 
 

33. Amend Articles 1.01 (Interpretation) & 1.02 (Heads) 
34. Amend Articles 3.02 (Criteria for Appointments) & 3.06 (Contributions to Scholarship) – effective 

January 1, 2027 
35. Amend Articles 1.02 (Heads), 4.02 (Procedures for Appointment) 5. (Initial Appointments) 
36. Amend Articles 4.02 & 4.03 (Procedures for Appointment) – effective January 1, 2027 

 
Housekeeping 
 

37. Various “housekeeping” changes were made to reflect minor and/or non-substantive changes to 
the Collective Agreement language. 

 
 
***where new articles are introduced the remainder of the section will be re-numbered accordingly.  
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Part 1: Framework for Collective Bargaining 
 
Article 4. No Discrimination 
 
4.01 There shall be no discrimination regarding any term or condition of employment by reason of sex, 
sexual orientation, gender identity or expression, age, race, Indigenous identity, colour, ancestry, place 
of origin, political belief, religion, marital status, family status, physical or mental disability (provided 
that such condition does not interfere with the ability to carry out the essential duties of the position), 
or membership or non-membership in, or activities on behalf of, the Association. The University, the 
Association, Faculty Members, Librarians and Program Directors are committed to fostering a positive 
working climate of mutual respect in which all members of the University Community – students, 
faculty, staff, and, visitors – are able to study and work free from harassment and discrimination. 
 
Article 13. Notification of Workload 
   
13.02 Principles Governing the Assignment of Workload  
 
The University is committed to:  
  
a) through e) unchanged. 
  
f) workload allocation that takes into consideration adequate time for faculty to perform their 
responsibilities in scholarly activity (as defined in Part 4, Article 4.03) and educational leadership (as 
defined in Part 4, Article 4.04), including recognition that both educational leadership and scholarly 
activity are demanding and important.  
  
g) meaningful consultation with the Association when proposing new enterprise systems that could 
significantly affect members’ workloads.  
  
13.03 Unit Workload  
  
a) Each unit shall develop workload guidelines through collegial consultation which shall be 
communicated to members of the unit annually and which address at least the following: the normal 
assigned workloads for members of the unit; normal releases for service; and procedures for ensuring 
equity in assigned workloads .The Head of each academic unit shall notify members annually of the 
unit’s workload guidelines.   
  
b) The normal workload within units shall be consistent with the operating obligations of the unit, 
the Faculty and the University.  
  
c) Prior to finalizing workloads, the Head shall offer the opportunity for members of the unit 
to provide their views and relevant information pertaining to their workloads.  
  
e d) The Head shall assign annual teaching and service to members in accordance with the principles 
governing the assignment of workload (Article 13.02), the unit’s workload guidelines, and other factors 
relevant to the individual member.  
  
e) When the Head assigns teaching to each member, they will consider the amount of work in the 
particular courses assigned, including based on factors such as class size, course and assessment 
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design, new-course design, administrative or assessment responsibilities, mode of delivery, contact 
hours, and amount of teaching assistant support.   
  
f) When the Head assigns service to each member, they shall offer the opportunity for the member to 
provide their views and relevant information on the service assignment.  
  
g) After the workload assignments for a given academic year have been finalized, the Head shall provide 
each member of the unit with a list outlining the assigned courses and the annual, major, unit service 
assignments.  
 

Article 16. Preservation of the Traditional Role of the Association 

 
16.02 Nothing in the Collective Agreement shall be interpreted as restricting the role of the Association 
in representing the interests of its members at the University. The University recognizes that this role 
traditionally has extended, and will continue to extend, beyond the matters to which the Collective 
Agreement relates. 
 
a) The University shall reduce the teaching load of the President of the Association and a Faculty 
Association representative on the Okanagan campus by fifty (50) per cent or the equivalent thereof 
during their term of office without any reduction in salary or benefits. 
 
b) The Faculty Association may secure secondment of additional faculty members, librarians, or program 
directors from their teaching responsibilities (or equivalent) to provide service to the Faculty 
Association. The Faculty Association will provide, in writing, the names of these faculty members to 
Faculty Relations (UBCV) or Human Resources (UBCO) as appropriate prior to May 1 of each year. 
 
c) The Faculty Association will pay to the seconded faculty member’s unit $8,000 $12,000 per 3-credit 
course release or an equivalent sum for the secondment of Librarians, Archivists, or Program Directors. 
 
Article 24. Copies of Agreement 
 
The University shall provide, at its own cost,  one (1) copy of this Agreement to each member of the 
bargaining unit and provide the Association with  250 150 printed copies of this the Agreement as well 
as an online copy of the Collective Agreement and any amendments that may be made thereto., and 
with fifty (50) copies of any agreement made pursuant to this Agreement.  The University shall provide 
two (2) printed copies of the Collective Agreement to every unit and one (1) printed copy to each 
member of DAC and SAC committees. The University will also provide printed copies of the Collective 
Agreement to individuals upon request.   
 
Article 25. Duration of this Agreement 
 
25.01 The Collective Agreement shall be in force from July 1, 2022 2025 until June 30, 2025 2029 and 
thereafter until the earlier of the date of a new Collective Agreement is concluded between the Parties 
directly or by an Arbitration Board pursuant to Article 11. 
 
Letter of Understanding #2 – Retirement Options  
 
1. Processes to Support Retirement 
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1.01 Part 8: Agreement on Reduced Appointments remains unchanged, except as modified by this Letter 
of Understanding. 
 
1.02 The University will supplement current retirement counselling with: 
 
a) Retirement workshops for members who are at least 55 years old, and their spouses; and 
 
b) Individual counselling with a University-approved financial consultant, up to a maximum of $750. 
 
2. Retirement Options: Phased-in Retirement Appointment, Part- time Appointment, or Reduced-Scope 
Appointment, or Study Leave Transition to Retirement 
 
2.01 In addition to continuing to work full-time, requesting a reduced appointment in accordance with 
Part 8: Reduced Appointments or giving notice of retirement in accordance with the provisions of Article 
19.04 of Part 1: Framework for Collective Bargaining, tenured or confirmed faculty, librarians, program 
directors and fulltime lecturers who have reached the age of 55 and have 10 years of full-time 
continuous service may elect to participate in one of three four retirement options: (1) phased-in 
retirement; (2) part-time appointment; (3) reduced-scope appointment; or (4) study leave transition to 
retirement. 
 
The member must give advance notice of their intention to elect a retirement option (the “notice 
period”). Eighteen months’ notice is preferred, but a minimum of twelve months is required, which may 
be waived by mutual agreement of the member and the Head.   
 
Notice by a member to enter into a retirement option constitutes irrevocable notice to retire. 
 
2.02 The purpose of the Retirement Options is to balance the desire of members to continue to be 
productive in more flexible employment arrangements with the University’s need for certainty in 
academic planning, all the while maintaining cost neutrality. 
 
2.03 The Retirement Options have been implemented as of May 15, 2007, and are hereby renewed to 
June 30, 20279. Beginning January 2014, the parties agree to annually review the results in light of its 
purpose and reach a resolution on any future options. 
 
2.04 Members who participate in a Retirement Option are entitled to salary, benefits and pension in the 
same manner as provided for in the Agreement on Reduced Appointments, as modified by this Letter of 
Understanding, and are eligible, in accordance with provisions of the 
Agreement on Salaries and Economic Benefits, to be considered for Career Progress Increments (CPI), 
Merit Awards and Performance Salary Adjustment (PSA), as provided for in the Agreement on Reduced 
Appointments. 
 
2.05 Where a member takes a Retirement Option, eligibility for study leave is as follows: 
 
a) There will be no further accrual of service towards study leave eligibility once notice to enter into a 
Retirement Option has been given; 
 
b) Where a member may be eligible for a study leave, it must be planned before entering into a 
Retirement Option and completed within the time of the option; 
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c) There must be the equivalent of at least one year of full-time service between the end of the study 
leave and retirement except in the case of a member choosing Option 4 study leave transition to 
retirement; and  
 
d) Salary paid during the study leave will be as provided for in Article 2.01(b) of Part 3: Leaves of 
Absence except in the case of a member choosing Option 4 study leave transition to retirement. 
 
2.06 Option 1: Phased-in Retirement 
 
a) A member may elect to take a phased-in retirement. The Phased-in Retirement Option is for a 
maximum of four three years in total, at the election of the member (the notice period is in addition to 
this). (i.e. the notice period, plus the phased-in retirement). 
 
b) A member who elects to take the Phased-in Retirement Option must continue to perform the full 
scope of duties, which will be reduced in percentage of time in each of three years. 
 
c) The member must give advance notice of their intention to elect this option (the “notice period”). 
Eighteen months’ notice is preferred, but a minimum of twelve months is required, which may be 
waived by mutual agreement of the member and the Head. 
 
d) Notice by a member to enter into this option constitutes irrevocable notice to retire. 
 
 c) Salary during a phased-in retirement appointment is commensurate with percentage of workload 
performed. 
 
d) During a phased-in retirement appointment, the member’s workload will decrease over three years 
to 75%, 50% and 33-1/3%. Theis duration and workload can be modified by mutual agreement of the 
member and the Head, provided the minimum level of workload is 33-1/3%. 
 
 e) Benefits provided during the phased-in retirement appointment are as provided for in the Agreement 
on Reduced Appointments, except that where the load, by agreement, is between 33-1/3% and 50%, 
benefits shall be maintained as if the appointment were 50% or higher. 
 
f) The maximum period for a phased retirement appointment is three years (the notice period is in 
addition to this). The retirement date can be shortened with at least six months’ notice provided on 
either June 30 or December 31 but can only be extended by mutual agreement of the Member and the 
Head. 
 
2.07 Option 2: Part-time Appointment 
 
a) A member may elect to take a part-time appointment. The Part-time Appointment Option is for a 
maximum of five four years in total (the notice period is in addition to this). i.e. the notice period, plus 
the part-time appointment). 
 
b) A member who elects to take the Part-time Appointment Option must continue to perform the full 
scope of duties at 50% of full-time workload. Members may, in consultation with the Head, choose from 
a range of load-options, from full time/partial-year to part-time/full-year. The Head will make a 
reasonable effort to accommodate the requests for load options. 
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c) A part-time appointment with a partial workload between 51% and 80% requires mutual agreement 
of the member and the Head. 
 
d) The member must give advance notice of their intention to elect this option (the “notice period”). 
Eighteen months’ notice is preferred, but a minimum of twelve months is required, 
which may be waived by mutual agreement of the member and the Head. 
 
e) Notice by a member to enter into this option constitutes irrevocable notice to retire. 
 
d) The maximum period for a part-time appointment is four years. The retirement date can be 
shortened with at least six months’ notice provided on either June 30 or December 31 but 
can only be extended by mutual agreement of the member and the Head. 
 
e) Salary during a part-time appointment is commensurate with percentage of workload performed. 
 
2.08 Option 3: Reduced-Scope Appointment 
 
a) A member may request a reduced-scope appointment. The Reduced-Scope Appointment Option is for 
a maximum of one year (the notice period is in addition to this). two years in total (i.e. the notice period, 
plus the reduced-scope appointment). 
 
b) A reduced-scope appointment provides for a full-time appointment with a reduced scope of duties 
where the member can request a reduction in their contribution in one up to two areas of duties, and 
possibly increase it in others. Members on a reduced appointment in accordance with Part 8: Reduced 
Appointments may continue to work at the same percentage of workload specified in their reduced 
appointment arrangement. 
 
c) Approval of a reduced-Sscope appointment is at the sole discretion of the Dean of the Faculty (or 
equivalent), upon the recommendation of the Head. If a request is denied, the member will be provided 
reasons in writing and notice of the denied request will be provided to the Faculty Association. 
 
d) The member must give advance notice of their intention to elect this option (the “notice period”). 
Eighteen months’ notice is preferred, but a minimum of twelve months is required, which may be 
waived by mutual agreement of the member and the Head. 
 
e) Notice by a member to enter into this option constitutes irrevocable notice to retire. 
 
f)d) The maximum period for a reduced-scope appointment is one year. The retirement date can be 
shortened with at least six months’ notice provided on either June 30 or December 31 but can only be 
extended by mutual agreement of the member and the Head. 
 
2.09 Option 4: Study-Leave Transition to Retirement 
 
a) A member who has been granted a study leave as defined in Article 2 of Part 3: Leaves of Absence or a 
professional development leave as defined in Article 3 of Part 3: Leaves of Absence may, at any time 
prior to the date at which the leave was to commence, elect to replace the study leave with a Reduced-
Scope Appointment that will commence on the date at which the study leave was to commence. 
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b) The reduced-scope appointment provides for a full-time maximum of one-year appointment with a 
reduced scope of duties where the member elects a reduction in their contribution in one area up to 
two areas of duties and possibly an increase in others. 
 
c) The duties to be undertaken in the reduced-scope appointment will be consistent with the duties 
outlined in the approved study leave plan. 
 
d) Notice by a member to enter into this option constitutes irrevocable notice to retire at the end of 
their study-leave transition to retirement. 
 
Letter of Understanding 3 - Alternative Dispute Resolution Mechanisms 
 
The University of British Columbia (UBC) and the Faculty Association of the University of British 
Columbia (UBCFA) agree to form a Joint Consultation Committee comprised of an equal number of 
representatives of each party totaling not more than eight (8) people. 
 
The mandate of the Committee will be to provide recommendations to the parties for a Memorandum 
of Agreement on best practices and possible language changes to the collective agreement that could 
point to various alternate dispute resolution mechanisms that the parties could invoke under Article 
20.02 Informal Resolution. Particular consideration should be given to Indigenous approaches to dispute 
resolution, and other “non-Western” forms of ADR. 
 
The Committee will begin its work in September 1, 2026 and will issue a report to the University and the 
Faculty Association with recommendations by no later than June 30, 2027. 
 
The scope of work for the Committee will include: 
 

1. Conducting a literature review to summarize ADR best practices including a focus on Indigenous 
approaches to dispute resolution; 

2. Reviewing and summarizing collective agreement language from other Universities; 
3. Consulting with members of the UBC community experienced in ADR, including indigenous 

approaches to dispute resolution, and writing a summary of those consultations; 
4. Consulting with external community members, professionals and resource groups with expertise 

in ADR, including indigenous approaches to dispute resolution, and writing a summary of those 
consultations; 

5. Preparing a report summarizing the above including recommendations for language changes to 
the collective agreement. 

 

Part 2: Salaries and Economic Benefits 
 
Article 1. Interpretation: Adjust all dates in this article. 
 
Article 2.01 General Salary Increase 

 
A General Salary Increase of 3% of the  
 
a) 2024/2025 salaries of continuing members of the bargaining unit, effective on July 1, 2025;  
b) 2025/2026 salaries of continuing members of the bargaining unit, effective on July 1, 2026;  
c) 2026/2027 salaries of continuing members of the bargaining unit, effective on July 1, 2027; 
d) 2027/2028 salaries of continuing members of the bargaining unit, effective on July 1, 2028. 
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a) Effective July 1, 2022, a General Salary Increase of the 2021/2022 salaries of continuing members of 

the bargaining unit, first, in the amount of a maximum flat rate of $520 (or a reduced flat rate based 

on percentage of full-time appointment) added to base annual salary, and second, a 3.24% increase;  

 
b) Effective July 1, 2023, a General Salary Increase of the 2022/2023 salaries of continuing members of 

the bargaining unit in the amount of 6.75% (Note:  Year 2 GSI is based on recognition of a COLA 

amount of 1.25% in addition to a 5.5% wage increase). 

 
c) Effective July 1, 2024, a General Salary Increase of the 2023/2024 salaries of continuing members of 

the bargaining unit in the amount of the annualized average of BC CPI over twelve months starting 

on March 1, 2023 to a minimum of 2.0% and a maximum of 3.0%, subject to the COLAs Letter of 

Understanding. 

 
* The General Salary Increases shall also be applied to the minimum salary scale for Librarians in Part 2, 

Article 3, the minimum salary scale for Sessional Lecturers in Part 2, Article 4 and the minimum 
salaries for Lecturers in Part 2, Article 5.  

 
2.05 Performance Salary Adjustments (PSA)  

A sum equal to 0.5% of the salaries of continuing members of the bargaining unit (the total CPI pool) 
shall, effective on July 1 of each year be allocated by way of PSA. The CPCF units will be the first charge 
on the PSA allocation. The salary of each continuing member of the bargaining unit shall be considered 
to determine whether PSA is appropriate.   Recommendations for PSA awards are made having regard 
to overall performance. Normally, PSA would not be awarded to members in their first three years of 
employment as a Faculty Member at UBC. It is inappropriate to recommend PSA to compensate for 
salary differentials that result from the differential award of career progress increments or merit 
awards. PSA awards shall not normally exceed a sum equal to eight (8) merit units. 

Performance Salary Adjustment funds are intended to allow units to adjust individual members’ salaries 
to reflect their total performance over time. Factors taken into account in awarding PSA shall be:  

i) performance over a period of time which has not been recognized by previous salary 

adjustments is worthy of recognition;  

ii) the relationship of a member’s salary to that of other members taking into 

consideration overall performance and total years of service at UBC; and  

iii) significant service contributions within the Department, Faculty or University that 

have not been recognized by previous salary adjustments; and 

iv) market considerations 

Heads shall take advice on individual's performance from a reasonable number of colleagues reflecting 
diverse perspectives and ranks in the unit before deciding whether or not to recommend PSA. If the 
Head cannot adequately assess the contribution outside the department of an individual for the purpose 
of PSA, they shall consult with the Dean and either the Vice President Academic at the Vancouver 
campus or the Okanagan campus as appropriate before making a recommendation.  
 
(remainder of the article is unchanged) 
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Amend Article 7.02 (Extended Health Benefits) 
 
Extended health premiums are paid by the University, except for Sessional Lecturers with appointments 
less than 4 months and less than 50% workloads where the premiums are shared; subject to the 
terms of the extended health plan, some of the plan features 
include: 

a) Effective January 1, 2027, vision care, up to $400 $500 in any 24-month period per employee 
or dependent for prescription eyeglasses (including sunglasses) contact lenses, annual eye 
exams and laser correction surgery. Effective January 1, 2029, $600 in any in any 24-month 
period per employee or dependent for prescription eyeglasses (including sunglasses) contact 
lenses, annual eye exams and laser correction surgery; 

 
b) pay-direct drug card for prescription drugs, up to 80% of cost; 

 
c) acupuncture/naturopath/podiatrist/chiropractor/speech pathologist combined up to $600 
per year per employee or dependent; 

 
d) massage/physiotherapist combined up to $750 per year per employee or dependent 

 
e) psychologist up to $1200 per year per employee or dependent; 

 
f) orthotics up to $400 per year per employee or dependent; unmarried children under 19 years 
old and living with the member are limited to $200 per year; and 

 
g) hearing aids up to $900 per five-year period per employee or dependent. 

 
Article 7.04 (Health Spending Account (HSA)  
 
Effective January 1, 2024 2027, and on each subsequent January 1, the University shall contribute four 
six (6) hundred dollars ($400 $600) for each member into the existing Health Spending Account. Any 
unused balance of a member’s entitlement at the end of a year will be added to that Member’s 
entitlement for the next year, with a maximum one-year accrual. 
 
Effective January 1, 2024 2029, and on each subsequent January 1, the University shall contribute four 
eight (8) hundred dollars ($400 $800) for each member into the existing Health Spending Account. Any 
unused balance of a member’s entitlement at the end of a year will be added to that Member’s 
entitlement for the next year, with a maximum one-year accrual. 
  
New Article 7.05 (Personal Spending Account) 
Effective January 1, 2029, and on each subsequent January 1, the University shall contribute two 
hundred dollars ($200) for each member into the existing Personal Spending Account.  Any unused 
balance of a member’s entitlement at the end of a year will be added to that Member’s entitlement for 
the next year, with a maximum one-year accrual.  
 
Article 7.10 (Professional Development Reimbursement Funds) 
 
The University recognizes that the ongoing professional development of Faculty Association members is 
of mutual benefit to individual members and the University as it results in enhanced learning for 
students and research innovations and productivity. Accordingly, the University will reimburse 
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professional development expenses that enhance the performance, ability, or effectiveness of a 
member’s work at the University as follows: 
 
a) Faculty Association members, excluding Sessional Lecturers without continuing status, are entitled to 
the following amounts of professional development reimbursement per year: 
 

• Effective July 1, 2026 at $3,000 per year 

• Effective July 1, 2027 at $3,500 per year 

• Effective July 1, 2028 at $4,000 per year 
 

The unused balance of a member’s entitlement at the end of a year will be added to that member’s 
entitlement for the next year to a maximum five (5) year accrual.     
 
b) Sessional Lecturers without continuing status are entitled to the following amounts of professional 
development reimbursement fund per year up to a maximum equivalent to the amounts for Faculty 
Association members set out above: 
 

• Effective July 1, 2026 at $150 per credit per year 

• Effective July 1, 2027 at $200 per credit per year 

• Effective July 1, 2028 at $250 per credit per year 
 

The unused balance of a member’s entitlement at the end of a year will be added to that member’s 
entitlement for the next year to a maximum five (5) year accrual 
 
a) Effective July 1, 2019, Faculty Association members, excluding Sessional Lecturers without continuing 
status, are entitled to $1,100 of professional development reimbursement per year. The unused balance 
of a member’s entitlement at the end of a year will be added to that member’s entitlement for the next 
year to a maximum five (5) year accrual. 
 
b) Effective July 1, 2020, Faculty Association members, excluding Sessional Lecturers without continuing 
status, are entitled to $1,700 of professional development reimbursement per year. The unused balance 
of a member’s entitlement at the end of a year will be added to that member’s entitlement for 
the next year to a maximum five (5) year accrual. 
 
c) Effective July 1, 2019, Sessional Lecturers without continuing status are entitled to a professional 
development reimbursement fund of $100 per credit per year up to a maximum equivalent to the 
amounts for Faculty Association members set out above. The unused balance of a member’s 
entitlement at the end of a year will be added to that member’s entitlement for the next year to a 
maximum five (5) year accrual. 
 
c d)Monies unspent in a Continuing or Non-continuing Sessional Lecturer’s professional development 
fund shall be allocated at the end of the accrual period to a teaching grant fund, with a cap on the fund 
of $200,000 to be used by Sessional Faculty. 
 
New Article 8 (Direct Deposit) 
 
All members shall receive their pay through direct deposit into their Canadian bank account. 
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Appendix A Career Progress Increments Entitlements 

Adjuste

d Years 

in Rank 

Acting / 

Assistant 

Professor 

  
Associa

te 

Profess

or 

  
Professor 

  
Lecturer 

Acting / 

Asst Prof 

of 

Teaching 

Associate 

Professor 

of 

Teaching 

Professor 

of 

Teaching 

Year of 

Promoti

on 

    
1.5 

  
1 

      
1.5 

  
1 

1 2 1.5 1 2 2 1.5 1 

2 1.5 1.5 1 1.5 1.5 1.5 1 

3 1.5 1.5 1 1.5 1.5 1.5 1 

4 1.5 1.5 1 1.5 1.5 1.5 1 

5 1.5 1.5 1 1.5   1.5 1 

6 1 1 1 1.5   1.5 1 

7 1 1 1 1.5   1 1 

8 0.5 0.5 1 1.5   1 1 

9     1 1.5   1 1 

10     1 1.5   1 1 

11     1 1.5   0.5 1 

12     1 1   0.5 1 

13     1 1     1 

14     1 1     1 

15     1 1     1 
  
  

16 

    
Discretio

n ary 

(16+) 

  
  

0.5 

    Discretio 
nary 

(16+) 

17       0.5      

 
Point Grey Commerce Faculty Association - Subsidiary Agreement  
 
Pursuant to Article 9 of the Agreement on the Framework for Collective Bargaining between the 
University and the Faculty Association of the University of British Columbia ("the Faculty Association"), 
the University and the Faculty Members of the Faculty of Commerce and Business Administration 
(Sauder School of Business) enter into a subsidiary agreement effective July 1, 2025 with the following 
terms: 
 

1. While recognizing that current financial conditions will not allow for the provision of additional 
salary support for faculty members in the Faculty at this time, the University will continue to 
monitor the challenges faced by the Faculty in hiring and retaining research faculty and will 
enter into discussions with the Faculty to try to address these challenges at the next round of 
bargaining. 

 
2. When additional funding for salary support for faculty in Sauder is available, determination of 

increases to individual faculty members will be based on market comparisons with other 
comparable institutions for Sauder faculty in general and for the various fields and areas of 
expertise within the Sauder School of Business. The purpose of any supplemental salary increase 
will be to address the ability of the Faculty to retain faculty in the higher demand fields while 
recognizing that individual merit is also a significant factor. 
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3. Any such increases will be determined in accordance with items 1 and 2 above by the Dean of 

the Faculty in consultation with representatives of Sauder's Performance Advisory Committee 
and the Point Grey Commerce Faculty Association, and will be subject to the approval of the 
Provost and Vice President Academic 

 
4. This subsidiary agreement is subject to ratification by members of the Sauder School of 

Business, members of the Faculty Association and by the Board of Governors under the 
Agreement on the Framework for Collective Bargaining between the University and the Faculty 
Association. 

 
Signed effective this 29th day of October, 2025 
For the University of British Columbia: Mark Trowell 
For the UBC Point Grey Commerce Faculty Association: Thomas Davidoff 
 
Renew - Letter of Understanding – Vantage (Merit & PSA) 
 
For the duration of the Collective Agreement, UBC and the UBCFA agree that the Academic Director of 
Vantage College (“Academic Director”) will have the opportunity to provide input for consideration in 
Merit and PSA assessments, in the form of a report, to the Heads and Deans of the faculty members’ home 
Department for faculty members who perform duties in Vantage College (“the College”).  
 
To that end, in a manner consistent with the intent of Articles 2.04 and 2.05 of Part 2:  Salaries and 
Economic Benefits: 
 

1. All faculty members who perform duties in the College will submit a summary of their activities 
to the Academic Director and may include a description of the nature, relevance, and significance 
of the activities; 

 
2. the Academic Director will form a committee of colleagues who perform duties in the College and 

are representative of each of the ranks in the College, insofar as possible and will consult with the 
committee before developing her/his input on Merit and PSA; 

 
3. the Academic Director will prepare a report that is provided to the Head and Dean of each faculty 

member; 
 
4. this report will be considered by the Department and Faculty in making their Merit and PSA 

recommendations and decisions; 
 

5. the Dean of the faculty member’s home Department will communicate the results of their Merit 
and PSA recommendations and decisions related to faculty members who perform duties in 
Vantage College back to the Academic Director. 

 
New Letter of Understanding: Labour Market Salary Adjustment 
 
Members holding a tenure/tenure-track appointment at the rank of Acting Assistant Professor of 
Teaching, Assistant Professor of Teaching, Associate Professor of Teaching and Professor of Teaching will 
receive a salary adjustment of:  
 

a. 1% of their June 30, 2025 salary effective on July 1, 2025; and  
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b. 1% of their June 30, 2026 salary effective on July 1, 2026; and 
c. 1% of their June 30, 2027 salary effective on July 1, 2027; and 
d. 1% of their June 30, 2028 salary effective on July 1, 2028. 

  
Members holding an appointment at the rank of Lecturer will receive a salary adjustment of:  
 

a. 1.5% of their June 30, 2025 salary effective on July 1, 2025; and  
b. 1.5% of their June 30, 2026 salary effective on July 1, 2026; and 
c. 1.5% of their June 30, 2027 salary effective on July 1, 2027; and 
d. 1.5% of their June 30, 2028 salary effective on July 1, 2028. 

 
Members holding an appointment at the rank of Sessional Lecturer will receive a salary adjustment of: 
 

a. 2% of their June 30, 2025 salary effective on July 1, 2025; and  
b. 2% of their June 30, 2026 salary effective on July 1, 2026; and 
c. 2% of their June 30, 2027 salary effective on July 1, 2027; and 
d. 2% of their June 30, 2028 salary effective on July 1, 2028. 

 
To clarify: these increases are added to the GWI and calculated additively rather than compounded. For 
example, for Educational Leadership faculty, the July 1, 2026 increase is 4%. 
 
This Letter of Understanding will expire on June 30, 2029.  

 

Part 3: Leaves of Absence 
 
Article 7. Maternity, Parental, and Adoption Leave  
 
7.04 Members may request pre-adoption leave by providing supporting documentation to the Head or 
Director. Upon approval, members are eligible for pre-adoption leave with pay for up to twenty (20) 
days for each adoption process, except where more than one child is adopted at the same time. This 
leave may be taken intermittently and for the purpose of: 
 
(a) Pre-requisite adoption courses; 
(b) Adoption suitability evaluations including pre-placement visits with prospective adoptive child(ren); 
(c) Completion of legal process in child’s or children’s country, including travel, for an international 

adoption while employee is in that country. 
 
Leave under this provision will end with the placement of the adoptive child(ren). Should both adopting 
parents work at the University, each adopting parent is eligible for the 20 days. may be shared between 
both parents. If eligible the adopting parents shall receive the benefits of the applicable provisions of 
the Employment Insurance Act. 
 
(remainder of Article unchanged) 
 
NEW Article 11 Compassionate Care Leave – Top Up 
 
In circumstances where a member provides compassionate care for a gravely ill family member, and the 
member receives Employment Insurance (EI) compassionate care benefits leave payments as defined by 
EI, UBC will top up the salary through the Supplemental Employment Benefits (SEB) plan for the duration 
of the compassionate care leave for up to 16 weeks to 95% of pre-compassionate-care-leave salary.  
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New Article 12 Funeral Leave 
 
The following leave is available to members within the bargaining unit with the exception of Sessional 
Lecturers holding less than a 50% appointment, as their leave provisions are set out in Article 16.02, Part 
7: Conditions of Appointment for Sessional Lecturers. Up to one (1) day's leave with pay shall be allowed 
to attend the funeral of a family member, friend or relation to a maximum of two (2) days per year. 
Where a member has been asked to be a pallbearer or similar ceremonial functionary, they shall, at the 
discretion of their Head, be allowed sufficient time off from their duties to meet those obligations.  

 
Part 4: Conditions of Appointment for Faculty 

 
Article 1.03 Recognition for Service as Department Head  
 
a) The Head shall be entitled to receive an administrative stipend which shall not be added to base 
salary, and may also be granted a teaching release. The minimum annual stipend is will continue to be 
$5,000 per year.   
  
b) The amount of the stipend and any teaching release shall be agreed at the time of 
appointment/reappointment and shall be included in a written agreement between the Head and the 
Dean.   
  
c) The normal appointment for a Head shall be a 3, 4 or 5 year term, renewable once, to a maximum of 
10 years total.  
  
C d) Administrative leave is intended to provide a reasonable period of time for a Head to focus on their 
teaching, educational leadership and scholarly activities and to re‐integrate with their disciplines before 
they resume their regular duties as a faculty member or take on further administrative tasks.  Upon 
completion of an agreed-upon appointment term, Heads will shall be granted administrative leave to be 
taken at the end of their term with full salary and benefits for eight (8) months upon successful 
completion of after an initial three-year term, or 12 (twelve) months upon completion of a five-year 
term.  and an additional 2 months’ leave for every additional year of the term,.   
 
e) Heads considering serving a second consecutive appointment term following an initial term may, in 
consultation with the Dean, take the first part of their administrative leave at the end of their first term 
or defer all or part of their accumulated administrative leave until the end of their second term.  
 

f) The total duration of administrative leaves granted in respect of an initial appointment and granted in 
respect of any extensions together must not exceed 18 months.   
 
g) A bargaining unit member who takes an academic administrative position will not lose any service 
time accrued towards a study leave prior to the administrative position.   
  
gh)  A Head shall return to active duty as a faculty member for a period of at least one year immediately 
upon completion of their administrative leave.   
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2.02 Renewable Term Appointments - Lecturers1 
 
* this article was substantially re-written and is presented entirely in its new form 
  
a) A Lecturer is a faculty member holding a renewable term appointment, with responsibilities limited to 
teaching and related duties which may include administrative responsibilities and service as defined by 
Article 4.05 in Part 4, Conditions of Appointment for Faculty. 

 
Appointment and Reappointment: 
 
b) The Head shall consult with eligible members of the department and Lecturers in order to ascertain 
their views and obtain their recommendation concerning the appointments of all Lecturers. 
 
c) The first year of a Lecturer's initial appointment shall be probationary. A Lecturer who does not 
successfully pass their probationary period will be given one month’s notice or pay in lieu of notice. 
 
b) d) Lecturer appointments are expected to be renewed for successive terms of full year increments 
from one (1) year up to a maximum of eight (8) years each, upon demonstration of excellence in 
teaching as defined in Article 4.02 in Part 4: Conditions of Appointment for Faculty, in the following 
manner: 
 

• The first three (3) reappointments within the unit will be made upon successful demonstration 
of excellence; 

• The Lecturer shall be formally evaluated using procedures consistent with the evaluation of 
other faculty members teaching in the unit in question.    

• Each of the assessments for reappointment shall also take into consideration any assigned 
administrative responsibilities and service. 

 
Upon completion of the third reappointment, and following at least six (6) years of service, the Lecturer 
shall be deemed to have met the standards required for a Lecturer in that unit. The Lecturer shall 
continue to be subject to procedures consistent with the evaluation of other faculty members in the 
unit. Following a performance management process, at the discretion of the Head, a review for 
excellence may be done in the final year of any appointment, upon at least 6 months’ notice. 
 
e) Each Lecturer shall also meet annually with the Head during the first six years of service, to review the 
criteria and expectations for reappointment, to identify any potential difficulties, and to discuss the 
candidate’s record and how to address any concerns.  The matters discussed in each meeting shall be 
recorded in a memorandum prepared by the Head and agreed to by the Lecturer, with points of dissent 
on evaluations or advice noted. 
 
f) When a Lecturer has held appointments in six (6) successive academic years in any one unit, any 
subsequent reappointment as Lecturer in the unit shall be for a minimum of three years. When a 
Lecturer has completed nine successive years of service in any one unit, any subsequent reappointment 
as Lecturer in the unit shall be for a minimum of five years 1 
 
Assigned Workload & Responsibilities: 
 

 
 
1 Article c) applies to appointment letters issued after July 1, 2023. 
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g) The assignment of workload to Lecturers shall be consistent with the unit's general approach to 
workload as required by Part 1, Article 13. Within that assignment, Lecturers shall not be assigned 
annual teaching responsibilities that exceed the teaching assignment at that time in the unit for full-time 
sessional lecturers.  Lecturers shall be given appropriate course release for assigned administrative or 
service duties.  
 
h) Lecturers shall participate fully in affairs and activities of the department except where prohibited by 
this agreement or University policy.  
 
gi) Lecturers shall have priority of course assignment over Sessional faculty.  
 
ij) Lecturer appointments are full-time. Appointments for Lecturers for a partial workload for all or part 
of a year shall be done in accordance with Articles 2.03, 3.01, 3.02, and 4.01 of Part 8: Reduced 
Appointments.  
 
Non-Renewal or Revocation of Lecturer Appointments 
 
k) Lecturer appointments may not be renewed or may be revoked during the term for reasons such as 
lack of funding, falling enrolment, availability of pre-tenured and tenured faculty, course cancellations, 
or curricular changes.  In such cases, The University shall determine which Lecturers’ appointments are 
revoked or not renewed in a unit by considering qualifications to perform the required work, and, where 
other factors are relatively equal, cumulative length of service.   
 
l) A Lecturer who has previously held a Continuing Appointment as a Sessional Lecturer and who is not 
to be reappointed as a Lecturer for reasons other than performance under Part 4, Article 2.02(d) shall be 
given at least one month's notice and immediately qualify for reappointment as a Continuing Sessional 
Lecturer under provisions of Part 7: Conditions of Appointment for Sessional Lecturer, maintaining all 
their accumulated service and benefits.  
 
m) A Lecturer who had previously held an appointment as a Non-Continuing Sessional Lecturer and who 
is not to be reappointed for reasons other than those described in Part 4, Article 2.02(d) shall be given at 
least one month's notice and immediately qualify for reappointment under provisions of Part 7: 
Conditions of Appointment for Sessional Lecturers, maintaining all their accumulated service and 
benefits.  
 
n) A Lecturer who had not previously held an appointment as a Sessional Lecturer and who is not to be 
re-appointed as a Lecturer for reasons other than those described in Part 4, 2.02(d) shall be given notice 
or pay in lieu of notice of one (1) month per year of their service up to a maximum of six (6) months. 

 

Article 5.01 General Provisions 

 

d) Standard norms for joint appointment procedures will be established are set out in Appendix D. If a 
particular appointment requires procedures outside of the norm the parties will consult to ensure that 
the suggested procedure meets the principle that all collaborating units have reasonable opportunity to 
influence the appointment, promotion or tenure decision. This includes the opportunity to participate in 
the development of the candidate’s dossier, gathering information on teaching performance, and on the 
selection of external referees. 
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Article 5.05 Departmental Consultation: Letters of Reference 
 
a) & b) Unchanged 
 
c) The Head shall solicit letters of appraisal from four referees, of whom at least two shall be taken from 
a list of names supplied by the candidate. If additional referees are required at any time, the number 
selected from the list supplied by the candidate shall never be less than the number otherwise selected. 
If additional referees are required the candidate shall, if need be, provide additional names so that there 
shall always be one more referee on the candidate’s list than the number of referees to be selected from 
the list. 

 
c) Each Faculty shall determine the standard number of letters of appraisal to be obtained for all 
promotion and tenure candidates in that Faculty. The number of letters shall not be greater than five. 
The Faculty Association shall be notified of the standard number of letters as determined by each 
Faculty. 
 
d) In accordance with c) above, the Head shall solicit the letters of appraisal from referees, of whom at 
least half shall be taken from a list of names supplied by the candidate. A replacement letter of appraisal 
may only be solicited by the Head in consultation with the unit standing committee, if: 
 
i) a letter reveals a significant conflict of interest; or  

 
ii) a negative letter reveals significant animus or bias.  If an additional referee is required for one of 

these reasons, the number selected from the list supplied by the candidate shall never be less 
than the number otherwise selected. If additional referees are required the candidate shall, if 
need be, provide additional names so that there shall always be one more referee on the 
candidate’s list than the number of referees to be selected from the list. 

 
de) Before selecting prospective referees for consideration, the Head shall consult with the departmental 
standing committee about these referees. 
 
Article 5.07 Head and the Department Recommendations  
 
c)The Head may decide to stop the process of an optional review. In such cases, the Head will provide 
detailed and specific reasons to the candidate in writing including in which respects they are deemed to 
have failed to satisfy the applicable criteria. Such recommendation is not subject to Appeal as set out in 
Article 13 but is subject to the grievance procedure pursuant to Part 1, Article 13.  
 
Article 5.10(c) Review by the Dean  
 

c) The Dean’s advisory committee (DAC) shall normally be composed of at least 6 (but not fewer than 4) 
tenured full professors and professors of teaching, one-half of whom shall be elected by secret ballot by 
the faculty, and one-half of whom shall be selected by the Dean. Heads who are tenured full professors 
or professors of teaching shall be eligible for selection by the Dean. In selecting members of the 
committee, the Dean, having regard to the members who have been elected, shall take into account the 
need for representation of professors of teaching, where feasible, disciplines within the Faculty, 
including emerging disciplines and multi-disciplinary activities, and the need to maintain gender balance. 
Members of DAC shall serve for specified and staggered terms. 
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Article 5.11 Dean: Recommendation to the President   
 
c) The Dean may decide to stop the process of an optional review. In arriving at this decision, the Dean 
may choose to consult with their advisory committee.  Having made this decision, In such cases, the 
Dean will provide detailed and specific reasons to the candidate in writing including in which respects 
they are deemed to have failed to satisfy the applicable criteria. Such a recommendation is not subject 
to Appeal as set out in Article 13 but is subject to the grievance procedure pursuant to Part 1, Article 
13.   
 
d) If an optional review is stopped by the Dean, only the Candidate may stop the next optional review. 
 
Article 5.14 Review by the President  
 

a) All recommendations to the President concerning initial appointments at or promotions to the rank of 
Associate Professor of Teaching, Associate Professor, Professor, or Professor of Teaching, or concerning 
tenure decisions, shall be reviewed by the Senior Appointments Committee which is a standing advisory 
committee established by and making recommendations to the President. At least ten percent of the 
voting members of the Senior Appointments Committee appointed by the President will hold 
appointments at UBC Okanagan. At least ten percent of the voting members of the Senior Appointments 
Committee members appointed by the President will hold appointments in the Educational Leadership 
stream. The Faculty Association shall nominate a member of the Committee. A Dean whose 
recommendations are being considered by the committee may participate in the deliberations of the 
committee but shall not vote on the recommendations.  
 
Article 7.03 Lecturers 
 
a)  A Lecturer who had previously held an appointment as a Sessional Lecturer and who is not to be re-
appointed as a Lecturer for reasons other than those described in 2.02(a) shall be given at least one 
month's notice and immediately qualify for reappointment under provisions of Part 7: Conditions of 
Appointment for Sessional Lecturer, and shall maintain all their accumulated service and benefits.  
b)  A Lecturer who had not previously held an appointment as a Sessional Lecturer and who is not to be 
re-appointed as a Lecturer, shall be given notice or pay in lieu of notice of one month per year of their 
service up to a maximum of six months.  

 
Article 9.01  Optional Reviews for Promotion and Tenure for Pre-tenured Faculty  

  
a) An optional review for promotion may be conducted in any year that is not a mandatory-review year 
(Part 4, Article 2.03h).  An optional review may be initiated with the consent of the Head and the 
Candidate. As set out in Article 5.11c, the Dean may stop an optional review. and may be stopped by the 
Head, Dean. or Candidate at any time, except that only the Candidate may stop an optional review in 
the year after reappointment. A decision to stop the process by the Head or Dean is not subject to 
appeal as set out in Article 13, but is subject to the grievance procedure pursuant to Part 1, Article 13. If 
an optional review is conducted, all processes and procedures shall follow those in Article 5 above, 
except for the following:  

 

i) In an optional review, the Candidate may stop the review at any time.  
 

ii) If an optional review is conducted past the point of obtaining referee letters and then stopped 
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by the Candidate or the Dean, a review will not be conducted in the following year unless 
required under Part 4, Article 2.03h.  
 

b)  If an optional review for promotion is denied, another optional review will not be conducted for 
three years unless required under Part 4, Article 2.03h.   
 

c) With the consent of the Head, pre-tenure Assistant Professors and Assistant Professors of Teaching 
may initiate an optional review for promotion in any year. A positive decision for promotion following an 
optional review shall result in a tenured appointment being granted.  A negative decision following an 
optional review for promotion shall not result in a terminal year.  

  
b)  Assistant Professors and Assistant Professors of Teaching maybe reviewed early for promotion. A 
positive decision for promotion in an optional review shall result in a tenured appointment being 
granted.   

 

c)  A negative decision following an optional review for promotion shall not result in a terminal year.   
 

d)  An optional review for tenure for Associate Professors, Professors, Associate Professors of Teaching, 
or Professors of Teaching may be conducted in any year with the consent of the Head and the 
candidate, and may be stopped by the Head, Dean or Candidate at any time. In such cases, the Head or 
Dean will provide detailed and specific reasons to the candidate in writing including in which respects 
they are deemed to have failed to satisfy the applicable criteria. A decision to stop the process by the 
Head or Dean is not subject to appeal as set out in Article 13, but is subject to the grievance procedure 
pursuant to Part 1, Article 13. If a negative decision is made on the awarding of tenure, the faculty 
member shall be entitled to a terminal year pursuant to Article 2.03(i).  

 

9.02 Tenured Faculty   
 

a)  A review for promotion may be conducted in any year upon request by the candidate. If a promotion 
is denied, another optional review will not be conducted for three years.   

 

b)  At any time, the Head may make a recommendation for a promotion review and if the candidate 
agrees a review shall take place.   

 

c)  If an optional review is stopped by either the Head or the Dean, only the Candidate may stop the next 
optional review. If an optional review is stopped, the Head or Dean will provide detailed and specific 
reasons to the candidate in writing including in which respects they are deemed to have failed to satisfy 
the applicable criteria. A decision to stop the process by the Head or Dean is not subject to appeal as set 
out in Article 13, but is subject to the grievance procedure pursuant to Part 1, Article 13. The Candidate 
may stop the review at any time.   

 

d) If an optional review is conducted past the point of obtaining referee letters, a review will not be 
conducted in the following year.   
 
Renew Appendix A -  Letter of Understanding Vantage – Search Committees 
 
For the duration of the Collective Agreement, UBC and the UBCFA agree that for the purpose of new 
appointments of faculty members who are anticipated to perform duties in Vantage College in their pre-
tenure appointment, or the appointments of Lecturers who are anticipated to perform duties in Vantage 
College, the Academic Director of Vantage College (or delegate) will participate in any search committee 
processes for these appointments. 
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Renew Appendix B - Letter of Understanding Vantage – Departmental Standing Committees 
 
For the duration of the Collective Agreement, UBC and the UBCFA agree that for the purpose of new 
appointments of faculty members who are anticipated to perform duties in Vantage College in their pre-
tenure appointment or for reappointment, promotion or tenure reviews of faculty members who have 
performed duties within Vantage College in the period subject to review, the Academic Director of 
Vantage College:  
 

1. Will be invited to participate in departmental standing committee meetings convened for the 
purpose pursuant to Article 5.04 and 5.06 in Part 4: Conditions of Appointment for Faculty; 
and 

 
2. May be invited by the Head, with the agreement of the majority of the members of the 

standing committee,  to vote as part of the departmental deliberations as set out in Article 
5.06. 

 
New Appendix D, LOU - Standard Norms for Joint Appointments 
 
The following provisions establish standard norms for joint appointment procedures as contemplated in 
Part 4, Article 5.01(d) of the Collective Agreement: 
 
1. Principles 

 
a) The individual faculty member should have one Department (or Faculty, in the case of non-

departmentalized Faculties) designated as primarily responsible for all aspects of the individual’s 
appointment, reappointment, promotion, tenure (ARPT) and faculty development (called the 
Home Department below). Ordinarily this may be the Department that holds the majority of the 
budget supporting the individual’s appointment, or the Department in which the faculty 
member has the majority of their expected deliverables, or another agreed upon basis upon 
which to designate a Home Department. 

 
b) The faculty member and the collaborating academic units involved in the joint appointment 

should have a clear understanding of the ARPT process that will be used to evaluate the faculty 
member’s performance. Ordinarily the procedures will be clearly set out in the candidate’s offer 
letter, or alternatively, immediately upon appointment as discussed and agreed upon with the 
faculty member and documented in a letter from all Department Heads to the faculty member. 
Any subsequent revisions to the agreed upon process need to be clearly documented and 
agreed upon by the faculty member and all Department Heads. 

 
c) Each collaborating Department should have an opportunity to evaluate the faculty member for 

the purpose of faculty development and decisions concerning ARPT. 
 

d) Any decisions concerning ARPT should be based on the same record of information and dossier. 
 
2.   Process 

 
The ARPT process typically consists of the following steps: 
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(i) 5.02 meetings 
(ii) development of the dossier 
(iii) consideration by the Departmental Promotion and Tenure Committees 
(iv) consideration by the Department Heads 
(v) consideration by the Dean(s) with the advice of the Dean’s Advisory Committee (DAC)  
(vi) consideration by the President with the advice of the Senior Appointments Committee 

 
a) 5.02 Meetings 

 
The Department Head of each Department involved must meet with the pre-tenure candidate 
each year no later than June 30 (Part 4, Article 5.02).  The Heads are encouraged, but not 
required, to hold these meetings jointly.   

 
b) Development of the dossier 

 
The guiding principle in this step is that all Departments where the faculty member holds an 
appointment should have an opportunity to participate in the development of the candidate’s 
dossier, especially in gathering information on teaching performance and in the selection of 
external referees. 
The Department Head of the Home Department obtains an up-to-date CV from the candidate 
and solicits letters of appraisal from external referees.   
 

c) Consideration by the Department 
 
The Departments form a joint standing committee (full or partial participation from each 
Department’s eligible members). Composition may vary but should ordinarily reflect the 
proportion of the division between the Home Department and the collaborating Department(s) 
(e.g. 60% Home Department, 40% Collaborating Department). The composition of each 
Department’s representation on the joint standing committee shall include a reasonable 
number of colleagues reflecting diverse perspectives and eligible ranks in the unit.  
 

d) Consideration by the Department Head 
 
The Heads of the collaborating Departments write a joint recommendation letter, taking into 
consideration of the dossier, the joint committee’s discussions and the joint committee’s votes. 
If the Heads have different recommendations, the letter will set out each recommendation and 
the reasons for it. 
 

e) Consideration by the Dean and Faculty Committee 
 
The guiding principle here is that all of the collaborating Departments should have a reasonable 
opportunity to influence the ARPT decision. Similarly, the candidate should feel that their case is 
appropriately represented. 

 
For Departments in different Faculties: the Faculties will form a joint DAC (full or partial 
participation from each Faculty’s DAC), with a minimum of six (6 )members, and all Deans. 
Composition may vary but should ordinarily reflect the proportion of the division between the 
Home Faculty and the collaborating Faculty/ies (e.g. 60% Home Faculty, 40% Collaborating 
Faculty). In forming the joint DAC, the Deans shall take into account the need for representation 
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of disciplines with each Faculty, including emerging disciplines and multi-disciplinary activities, 
and the need to maintain gender balance. 

 
The committee shall provide a joint recommendation to all Deans. The Deans will write a joint 
recommendation letter to SAC. If the Deans have different recommendations, the letter will set 
out each recommendation and the reasons for it. 

 
f) Consideration by the President 

 
The Senior Appointments Committee considers the case in its usual way.  
 
In the event a “streamlined” review process is being utilized (as set out in Article 5.14d), a joint 
Departmental standing committee consisting of full or partial participation from each 
Department’s eligibility pool is recommended.  They The joint standing committee will be joined 
by a representative of the DAC (or a representative from each DAC if more than one Faculty is 
involved) and a representative of SAC.  The Heads will write a joint recommendation letter. If 
the Deans Heads have different recommendations, the letter will set out each recommendation 
and the reasons for it.  The Deans will write a joint recommendation letter to the President. If 
the Deans have different recommendations, the letter will set out each recommendation and 
the reasons for it.  
 

3. Case-Specific Considerations 
 
As noted in the Principles section above, each collaborating Department should have an opportunity 
to evaluate the faculty member for the purpose of faculty development and decisions concerning 
reappointment, promotion or tenure. This principle also applies to joint appointments between 
more than two Departments or Faculties.  However, in advance of the review, the faculty member, 
the Department Heads, and the Deans can jointly agree that: 
 
a) The consideration by the Department Head can be fulfilled solely by the Head of the Home 

Department writing the recommendation letter, taking into consideration the dossier, the joint 
committee’s discussions and the joint committee’s vote(s). 

 
b) The consideration by the Dean can be fulfilled solely by the Dean of the Home Faculty writing 

the recommendation letter, taking into consideration the dossier and the joint committees’ 
discussions and votes at the Department and Faculty level. 

 
The Parties recognize that there may be joint appointments already in place that contain terms or 
processes that differ from those set out in this Agreement.  The Parties agree that such pre-existing 
joint appointments will continue on the terms that were agreed upon at the time of the 
appointment unless the Parties and the member agree to amend them in light of these procedures.   

 
New Letter of Understanding - Initial Faculty Appointments – Senior Ranks 
 
WHEREAS: 
 
1.The University and the UBCFA recognize the importance of expedient recruitment and appointment 
processes in attracting a diverse global community of outstanding faculty, especially exceptional hires 
such as Canada Research Chairs and President’s Excellence Chairs;  
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2.Faculty appointments under this memorandum are reserved  for initial tenured hires who have 
previously attained tenure at the same rank they are applying for at UBC at comparable universities. 
 
3.The designation of appointments under this memorandum must receive prior approval of the Dean 
and the Provost. 
 
NOW THEREFORE: 
 
Notwithstanding the procedures set out in Part 4, Article 5.14, for initial tenured appointments at the 
rank of Associate Professor, Associate Professor of Teaching, Professor, and Professor of Teaching, the 
Parties agree to the following: 
 
A candidate  being reviewed for an initial faculty appointment with tenure under Part 4, Article 5.14 
shall have tenure at the same rank at their university as the rank they are applying for at UBC. 
 
The candidate’s file shall include all letters submitted during the recruitment process; no additional 
letters are required. 
 
1. The faculty appointment process for Deans and other senior academic leaders, Canada Research 

Chairs, President’s Excellence Chairs, and other prestigious Chairs shall be as follows: 
 
a) there shall be a single meeting and vote on granting a tenured initial appointment. This meeting 
shall include the appropriate Department Standing Committee and one (1) representative from each 
of the Dean’s Advisory Committee (DAC) and the Senior Appointments Committee (SAC), as per 
Article 5.14d of Part 4 of the Collective Agreement.   

 
b) the Head shall write a recommendation to the President that includes the recorded votes of the 
Departmental Standing Committee as described in 5.07 of Part 4. The representatives from DAC and 
SAC shall have their votes recorded separately and shall have the option of writing a letter outlining 
their recommendations.  

 
2. The faculty appointment process for other lateral initial tenured hires, including unit Heads and 

Associate Deans, shall be as follows:  
 

a) The Department Standing Committee meeting shall be attended by a representative from the 
Dean’s Advisory Committee (DAC). The Head shall write a recommendation to the Dean that 
includes the recorded votes of the Departmental Standing Committee as described in Part 4, Article 
5.07. The representative from DAC shall have their vote recorded separately and shall have the 
option to prepare their own recommendation on behalf of DAC for the Dean. 

 
b) The Dean shall either:  

 
i) Confirm their agreement in a letter to the President and forward the Head’s and the DAC 

representative’s recommendations to the Senior Appointments Committee; or  
ii) decline the recommendation and notify the Department of their decision.  

 
c) SAC will review the candidate’s application package within three (3) weeks of receipt of the 
recommendations from the Dean.  
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New - Letter of Understanding – Diverse Scholarly Activity and Educational Leadership 
 
The University of British Columbia (UBC) and the Faculty Association of the University of British 
Columbia (UBCFA) agree to form a Joint Consultation Committee comprised of an equal number of 
representatives of each party totaling not more than eight (8) persons. 
 
The mandate of the Committee will be to provide recommendations to the parties for language changes 
to the collective agreement to provide guidance for assessing diverse forms of scholarly activity and 
educational leadership, including but not limited to, community-based research and engagement, and 
knowledge exchange/mobilization, for merit, appointment, promotion, and tenure processes. 
 
The Committee will begin its work by September 1, 2026 and will report to the University and the 
Faculty Association with detailed recommendations by no later than June 1, 2027 
The scope of work for the Committee will include: 
 

1. Conducting a literature review of diverse forms of scholarship and educational leadership; 
2. Reviewing and summarizing collective agreement language from other Universities; 
3. Consulting with members of the UBC community experienced in diverse forms of scholarly 

activity and educational leadership; 
4. Preparing a report summarizing the above including recommendations for language changes to 

the collective agreement. 
 

New - Letter of Understanding – Indigenous Educational Leadership 
 
The University of British Columbia (UBC) and the Faculty Association of the University of British 
Columbia (UBCFA) agree to form a Joint Consultation Committee comprised of an equal number of 
representatives of each party totaling not more than eight (8) persons. 
 
The mandate of the Committee will be to provide recommendations to the parties for language changes 
to the collective agreement to provide guidance for assessing Indigenous Educational leadership for 
merit, appointment, promotion, and tenure processes. 
 
The Committee will begin its work by September 1, 2026 and will report to the University and the 
Faculty Association with detailed recommendations by no later than June 1, 2027 
The scope of work for the Committee will include: 
 

5. Conducting a literature review of Indigenous educational leadership; 
6. Reviewing and summarizing collective agreement language from other Universities; 
7. Consulting with members of the UBC community experienced in Indigenous educational 

leadership; 
8. Preparing a report summarizing the above including recommendations for language changes to 

the collective agreement. 
 

Part 5: Conditions of Appointment for Librarians 
 

Article 1. Interpretation  
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1.01 For the purpose of Part 5: Conditions of Appointment for Librarians:  
 

“Librarian” means a person appointed as a librarian or an archivist; and  
 
“Supervising librarian” means the administrative librarian to whom a librarian primarily reports. 
 
“Associate University Librarian” (AUL) and “Deputy University Librarian” (DUL) means a person who is a 
Librarian with an academic administrative appointment who reports directly to the University Librarian 
and who can oversee one or more units within the library.  
 
1.02 Heads  
a) The University will appoint Heads in the Library using term appointments. Depending on the Library’s 
operational needs, terms will be for up to five (5) years. Appointments may be renewed after a review 
process.  Heads report to the UL, AUL or DUL responsible for their unit. 
 
b) Head appointments or vacancies shall be initially posted internally (campus specific) for 2 weeks.  All 
internal candidates who hold a confirmed position and who apply shall be reviewed by the Advisory 
Committee.  If the internal search is unsuccessful, the position shall be posted externally for a minimum 
of 30 days if funding is available.  
 
b c) Heads provide intellectual and administrative leadership for the unit, and are accountable for the 
operation of the unit. In addition, they represent the views of their units to the AULs, the DUL, the UL 
and the University at large. 
 
Article 3 Criteria for Appointment 
 
3.02 Candidates for confirmed appointment are judged principally on: 
 
a) performance in their assigned responsibilities, as defined described in Article 3.05; and 
 
b) contributions to scholarship and service contributions as described in Articles 3.06 and 3.07.  
contributions to the University, to the profession, to scholarship (including the attainment of advanced 
degrees in librarianship or other pertinent disciplines), and to the community as defined in Articles 3.06 
and 3.07. However, such contributions cannot compensate for deficiencies in performance of their core 
assigned responsibilities. 
 
3.06 Contributions to Scholarship 

Contributions to scholarship include academic, professional, and pedagogical contributions or activities 
such as publication; peer review; editorships; editorial reviews and adjudication work; developing 
subject expertise the attainment of advanced degrees in librarianship or other disciplines; contributions 
to conferences, programs, symposia, poster presentations, workshops and other educational events 
related to the profession; curation or creation of exhibits; research projects; and scholarly work with 
Indigenous peoples or partner organizations. and research projects. For Indigenous scholarly activity, 
evidence may include a diverse set of outputs outside the general norms of any given discipline, such as 
but not limited to curation or creation of artistic or cultural exhibits, significant oral dissemination of 
research, policy development, and community engaged scholarship under the ownership of Indigenous 
nations. Evidence of oral dissemination shall be accessible for peer review and demonstrate impact 
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Article 4. Procedures for Appointments – General Provisions 
 
4.02 New ongoing (confirmation-track or confirmed) appointments or vacancies shall be initially posted 
internally (campus specific) for 2 weeks.  All internal candidates who hold a confirmed position and who 
apply shall be reviewed by the Selection Committee.  Should the internal search is unsuccessful, the 
position shall be posted externally for a minimum of 30 days if funding is available.  
 
4.023  Where a Selection Committee is to be appointed, the Committee shall include at least five (5) 
librarians who hold confirmed or confirmation-track appointments, who if practicable, work in the area 
in which the librarian is, or will be employed.  The Committee shall normally include at least one (1) 
Head from outside of the Unit. The Chair shall be elected from within the Committee The Head to whom 
the librarian will report shall Chair the Committee but shall not vote. The recommendation of the 
Selection Committee shall be that of a majority. The Head shall prepare the report of the Selection 
Committee reflecting majority and minority views and a record of the vote taken. The Head shall be 
entitled to make a separate recommendation. The Head to whom the librarian reports shall also 
participate in the work of the Committee but shall not vote.   
 
4.04 Selection Committees for appointments without review shall be comprised of three (3) librarians 
who hold confirmed or confirmation-track appointments and shall otherwise follow the selection 
process as outlined in article 4.02. 
 
4.035 It is expected that confidentiality will be respected by all those participating in the consultations. 
 
Article 5. Initial Appointments 
 
5.01 c) internal appointments (An internal appointment is an a appointment open to candidates who 
already hold an appointment as a professional librarian);  
 


