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THE SKOPEIN

CUPE 1975 MEBMERS VISIT  
“BOOM TOWN”  

On June 3, 2016 CUPE 1975 held their 
Retiree and Long Service Recognition 
night.  283 members and their guets 
attended were in attendance.

This year CUPE moved locations to 
Boom Town at the Western Develop-
ment Museum.  Guests were treated 
to a beautiful meal, wonderful enter-
tainment by Rick Galambos (Mr. Music) 
and Yevshan Ukrainian Folk Ballet En-
semble. The Butler Byers Century Hall 
was filled to capacity.   Judy Ann Chabun 
and former retiree Peter Bezterda took 

many photos throughout the night. 
The Western Development Museum is 
unionized with workers from Local 59 
and the excellent service, food and ac-
commodations made were very much 
appreciated.  The Western Develop-
ment Museum also allowed all our 
guests free access to “Boom Town” . 

Throughout the night biographies 
were read about our retirees and the 
contributions they made to the Uni-
versity of Saskatchewan and certifi-
cates and pins were  given to our long 
service members.   Gail Lasiuk Record-
ing Secretary for CUPE 1975 did a won-
derful job of being MC for the evening.  

People took the time to visit and just 
have a great time.   Retirees were given 
a Richard Widdifield print called Fall in 
Flight as a gift from the Union.      Com-
plimentary meals were given to all Re-
tirees, Long service members and their 
special guest.  We will soon be setting 
our date for next year’s banquet and 
if you have never attended before, this 
is one event you do not want to miss.    

Photos from the event can be seen on  
pages 4 and 5.      

On September 24, 2015 the Uni-
versity of Saskatchewan chose to file 
a grievance against CUPE Local 1975 
to challenge our right to have a say 
on the future of our pension plan.

The Employer’s grievance essentially 
seeks a third party arbitrator to deter-
mine if the University can make unilat-
eral changes to the pension plan.  In 
the past, pension changes have been 
negotiated, as is required by our col-
lective agreement.  The Union will re-
spond to the Employer’s grievance to 
advocate that any changes to the pen-
sion plan will continue to be negotiated 
at the bargaining table.  This grievance 
will be heard by an arbitration panel – 

NOT the  Labour Relations Board  as 
has  erroneously been reported on the 
University of Saskatchewan website.

The Union’s own outstanding pension 
grievance has also now been referred 
to arbitration.  The Local’s grievance 
was filed in May of 2013 and had been 
held in abeyance while pension dis-
cussions were ongoing.  It asserts a 
history of improper employer “con-
tribution holidays” (where pension 
plan surplus was used to reduce the 
amount the University paid into the 
plan).  To be clear, the Union’s posi-
tion is that any changes to the pen-
sion plan must be negotiated at the 
bargaining table.  We strongly dis-
agree with both the spirit and sub-
stance of the University’s grievance. 
In our view, this is a time-consuming 
and wasteful proceeding that can only 
damage labour relations on campus.  
As we’ve told the University many 
times: we remain open to discussing 
the pension plan in the proper fo-
rum: the collective bargaining table.

The Union and the employer were 
scheduled to proceed to arbitration 
September 26-29 with respect to the 
two pension grievances -- the Em-
ployer initiated grievance was the 
grievance where the University want-
ed an arbitrator to rule on whether 
or not the University can make uni-
lateral changes to OUR pension plan; 
The union initiated a grievance where 
we questioned the  employer tak-
ing pension contribution holidays.  

Due to some preliminary legal mat-
ters that were unable to be resolved 
prior to the arbitration dates set for 
Sept. 2016; the arbitrations have been 
rescheduled for April 24-28, 2017.

We have asked the employer to 
provide us with prospective dates 
for negotiations.

University wants unilateral changes to the pension plan! 
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Member Grievances
How does the 
process work?  

 Your Union (CUPE Local 1975), is fre-
quently approached by members in 
regards to the grievance procedure.  T

he way the process works is, if a 
member feels that an article in our 
collective agreement, as pertains to 
them, has been violated they have 
recourse by filing a grievance.  The 
first step is for the Union Grievance 
Committee to look at all the facts of 
the members concerns and agree 
that a grievance can be filed.  If the 
committee decides to go ahead and 
file a grievance, the Union then 
becomes the carrier of the griev-
ance.  This means that the commit-
tee has control over the grievance.

At stage one of a grievance, the case 
is heard by management within the 
grievor’s department and ruled on. 
As you can imagine, it’s difficult 
to win at this level.  If a grievance 
is lost at Stage 1, the committee 
makes a decision as to whether to 
proceed to Stage 2 or go directly to 
Arbitration.   Stage 2 arguments are 
dealt with by someone else from 
the University, and not from within 
the grievors same department.   A 
decision will be rendered along 
with rationale for the decision.   At 
this point the Union will either win 
the grievance, have a satisfactory 
resolve or the grievance will be de-
nied.   If still unsatisfied the next 
level is to proceed to an arbitration 
hearing, where an independent per-

son or panel which is agreed upon 
by both parties, is presented the 
evidence and render’s a decision. 

Selection grievances are an example 
of a grievance.  A member will apply 
for a position on campus and al-
though meeting the qualification 
component, may not be offered the 

position.  Positions are awarded on 
qualifications, seniority and dem-
onstrated ability.  In the Union’s 
opinion, these three criteria are to 
be weighted equally.   If you do not 
have the required qualifications, 
you will not be eligible for the pos-
ition.  If however, you do have the 
qualifications and you believe you 
have the most seniority of those ap-
plying, you stand a good chance of 
receiving the position. Demonstrat-
ed ability comes into play if an indi-
vidual has been preforming in this 
position backfilling or replacing the 
incumbent who is on a leave.   “An 
employee shall be deemed as dem-
onstrating satisfactory perform-
ance if there is no documentation 
to indicate otherwise” Article 8.4, 
page 8, of our collective agreement.

One of the foundations of union cul-
ture is that of seniority.   This com-
ponent of the requirement is easy 

to check and difficult to argue.  If 
you do not know your seniority date 
check with the union office; you 
may also find out where you rank in 
seniority as it relates to the position.  

Qualifications are the first and 
foremost criteria to receiving the 
positon.   Do you have the re-
quired qualifications to do the 
job? Many jobs require diplomas, 
degrees, journeyperson tickets, 
and other forms of documented 
knowledge.  As yourself if you 
poses these qualifications.  Dem-
onstrated Ability; an employee 
shall be deemed as demonstrating 
satisfactory performance if there 
is no documentation to indicate 
otherwise on their personnel file.  

The Union feels strongly that sen-
iority plays an important part in the 
selection process.   If you have the 
qualifications and Demonstrated 
efficiency and seniority and do not 
get a position; the Union needs 
to know.  We need members to 
come forward if they feel that their 
rights have been violated.    We 
have been very successful in win-
ning grievances and our members 
have been awarded positions.    The 
misconception that if you win a 
grievance that the department 
you go into will not be favourable 
and your experience in the new 
department will be tainted.. Our 
members have been very success-
ful in obtaining positions through 
grievances and have been wel-
comed into their new department.

Submitted by Bob Jones, 1st V.P.
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SASKATOON AND DISTRICT LABOUR COUNCIL
SUMMER SNACK PROGRAM 2016

Pictured above left to right are Kristin Trondson (2nd V.P.), Natalie Laing (Clerical 
Representative) and far right Craig Hannah (President, CUPE Local 1975).  Gail Lasiuk is 
shown in the 2nd photo.

CUPE Local  1975 donates $2,500 yearly to the  Summer Snack program sponsored by the 
Saskatoon District Labour Council.  

Without CUPE’s support many children might go hungry and we are proud to do our part 
in supporting this program.

The Saskatoon and District Labour Council’s (SDLC) Summer Snack Program has been 
serving nutritious lunches in four inner-city Saskatoon parks since 1988. At that time, two 
teachers realized that although children were supplied with food at their school during 
the regular school year, these same children did not have this resource available during 
the summer months. They approached the SDLC with this concern and subsequently 
the Executive formed the Summer Snack Program. The goal of this program is to provide 
nutritious lunches to children who would otherwise go hungry.
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CUPE 1975 CELEBRATES LONG SERVICE AND RETIREE MEMBERS 
AT BOOM TOWN AT THE WESTERN DEVELOPMENT MUSEUM



THE SKOPEIN Page 5



Page 6 THE SKOPEIN

Archived photo:  Norm Quan was a technician in Occupational Health and Safety and the bursary was named 
after him.  Norm Quann  on far right; front row.

NORM QUAN BURSARY RECIPIENTS 2016
This year’s recipients of the Norm Quan Bursary are as follows: Jensine Trondson (daughter of Kristin Trondson - 
Stores FMD).  Jensine wrote her essay on the “Effects of Privatizing Hospital Laundry”.   

The second receipient was Danielle Malbeuf (daugher of Paul Malbeuf - IT Services).  Danielle wrote on “The 
possible implications Social media plays in the lives of many people”.  

Our third recipeint was Nicole Rapin ( daughter of Noreen Rapin, Technician Vet. Microbiology) who wrote on 
“What are the implications of posts on social media sites on employoment”.  

The fourth recipient was Andrew Rapin (son of Noreen Rapin and brother to recipient Nicole  Rapin).  Andrew 
wrote on “What is the importance of reporting “near misses” in OH&S?” 

Each recipient received $1,000.  The four students will attend the October 25, 2016 CUPE AGM along with their 
parents who work on campus and will have their photos taken with our Chair of the Bursary Committee, Blair 
Chomyshen.  These photos will appear in the next issue of the Skopein.

A Reminder that Bursary topics are listed on our CUPE 1975 Website in early March of each year.  You may see the 
guidelines in regards to the Norm Quan Bursary in the Archived section of our Webiste under Busaries.

We would like to thank the Education Committee of the Saskatoon District Labour Council who have read and 
judged our essays for many years.   
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Do you have a question to ask the union?

MAKE IT A HABIT TO CHECK THE CUPE LOCAL 1975 WEBSITE DAILY AT
www.cupe1975.ca  - YOU WILL FIND INFORMATION ON:
SCHOOLS, CONVENTIONS, EDUCATIONALS, WORKSHOPS

RECONSIDERATION AND APPEALS PROCEEDURES
PERSONAL SPENDING ACCOUNT

PERSONAL LEAVES
MEETING NOTICES

UP TO DATE INFORMATION REGARDING NEGOTIATIONS
SKOPEIN ISSUES 

HEALTH AND WELLNESS

I have always been able to use my 
sick time when my child has been 
home sick or needed a doctor’s 
appointment.  I am now being told 
by management that illness in the 
family clause  can only be used if my 
child is Seriously ill.    

18.4.2 states that “Where no one 
other than the employee can 
provide for the needs of a member 
of the employee’s immediate 
family during a serious illness, 
the employee may apply to their 
Dean, Admin Head or designate for 
permission to have up to five (5) 
days of accumulated sick leave per 
illness for this purpose. You must 
have sick days in your bank for this 
purpose.  

Management needs to understand 
that this clause states:  Serious illness 

need not mean life threatening and 
it is understood the seriousness of 
the illness may be related to the age 
of the family member.  

A member may be looking after an 
elderly mother or father or a child 
sent home from school with a cold 
or chicken pox would fall into this 
category.  

This clause was put into the collective 
agreement so that members could 
take care of their parents or children 
in non life threatening situations 
but still needed the help of a care 
giver.

The union is now in discussions 
with management as to their new 
interpretation of  the wording.  Past 
practice has always been  that our 
members could always use their sick 

time bank to take care of their sick 
children, spouse or parents.   We 
will keep members informed as we 
proceed with discussion.
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Discipline or more important-
ly, progressive discipline as per 
article 13 in our collective agree-
ment, is in place to correct or mod-
ify behaviour, by the employer. 

If an employee of the University was 
involved in a situation that the em-
ployer didn’t agree with then they 
may issue a discipline.  Examples of 
this could be - coming late to work, 
leaving work early, not completing 
assignments, being insubordinate, 
etc.  It could be argued, in some 
cases, that the employee wasn’t 
aware that what they were doing 
was inappropriate and therefore, 
acceptable. In other words an em-
ployee can say, “no one ever said 
I shouldn’t do what I was doing so 
I guess I can continue to do so.” 
To correct the behavior, manage-
ment would call a meeting with 
the employee and a union repre-

sentative and the employer would 
outline expectations of the em-
ployee.  The employer might start 
out with a verbal warning, where 
nothing will be placed on an em-
ployee’s Human Resources file, or 
if the offense is more serious, a 
written reprimand might be given 
and this document would then ap-
pear on your Human Resources file.   

If an employee receives a written 
reprimand issued in accordance 
with Article 13.5 this reprimand will 
stay on an employee’s file for a per-
iod of 2 years after which time an 
employee can request for it to be 
removed from their file.   If there 
continues to be problems with 
an employee, the employer, may 
issue a suspension for a period of 
up to two weeks.  If a suspension 
is issued, the employer will provide 
the rational to the employee, for 
the suspension and the expecta-
tion for future performance and 
consequences. The documenta-
tion of the suspension will remain 
on an employee’s file for 3 years. 

After a period of 2 years, an em-
ployee may request that the repri-
mand be removed from their per-
sonal file.  Going forward, if the 
behavior isn’t corrected, the em-

ployer may choose to terminate 
the employee. The employer will 
provide written reasons to the em-
ployee and to the union. The only 
recourse for the employee at this 
point is to request a grievance be 
filed on their behalf. The union 
may then argue that the punish-
ment is too severe or that they do 
not agree with the written facts.  

In the event that an offense com-
mitted by an employee is very se-
vere, the employer may decide to 
skip one or more of the steps of 
progressive discipline and move 
right to termination. Usually, if the 
grievance committee elects to file 
a grievance on behalf of some-
one whose employment has been 
terminated, it will most likely be 
heard by an arbitrator which could 
in some cases take months to hear.

Submitted by Bob Jones, 1st V.P. 

What is defined as “Discipline” according to our collective agreement?
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Preventing Mental Injuries at Work

What is mental health?   A state of well- being -  a person’s ability to realize their own potential, cope 
with the normal stresses of life, work productively and fruitfully.

We do not choose whether or not we have a mental illness, but we can work on our own mental health and 
we can also help make our workplaces healthier for members living with mental illness.

Psychosocial hazards that cause any type of mental distress (diagnosed or undiagnosed) should be treated 
like every other workplace hazard.

What are psychosocial hazards?

Demands  unreasonable work pace, excessive emotional demands
Work Organization insufficient influences (over work issues or tasks); insufficient possibilities for devel-

opment at work, little meaning of work, lack of commitment to the workplace
Work values  insufficient justice and respect
Work relationship  little or no social support from supervisor (unpredictability, little or no recognition, 

need for role clarity, poor quality of leadership)
Work-life balance  insufficient job satisfaction (work-family conflict)
Offensive behaviors  sexual harassment, threats of violence, physical violence, bullying

Did you know?  Canadian Mental Health Commission (CMHC) is encouraging workplaces to 
implement the CSA standard for Psychological Health and Safety in the Workplace?  Check 
out website:

http://www.mentalhealthcommission.ca/English/issues/workplace/national-standard
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Saskatchewan Federation of Labour’s (SFL) Pension Conference 
In May 2016 the three Union appointees of the University of Saskatchewan’s Non-Academic Benefits Commit-
tee (NABC) consisting of myself, Jeff Theis and Bob Jones were supported by our Local to attend the Saskatch-
ewan Federation of Labour’s (SFL) Pension Conference in Regina, SK. We had the opportunity to hear presenta-
tions from pension activists, regulators, legal experts and consultants on the state of pensions in Canada. We 
learned that a much higher percentage of Union members in Canada have a workplace pension plan compared 
to the overall workforce. Kevin Skerrett, senior pension researcher for CUPE told us that Saskatchewan workers 
are, “on the front lines” for the attacks on workplace pensions in Canada. We heard from Chris Roberts from 
the Canadian Labour Congress (CLC) on the campaign to improve the Canada Pension Plan (CPP). He told us 
that 47% of workers in the 55-64 age group have no employer pension plan at all. He described how a phased 
in plan over 7 years to double CPP benefits would only cost 19 cents more per day. Overall it was a very in-
formative 2 days which benefits us in carrying out our duties on the NABC and I would like to thank the mem-
bership for allowing us the chance to attend.

Submitted by Michael Brockbank, NAFBC member

ALL UNION PANCAKE BREAKFAST 
SEPTEMBER 9, 2016 
UNIVERSITY BOWL
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Return:
Rm 21 McLean Hall
106 Wiggins Road
Saskatoon, Sask. S7N 5E6

 
Visit CUPE Local 1975 website at: www.cupe1975.ca

GENERAL MEMBERSHIP MEETING NOVEMBER 2016 TO JUNE 2017

November 22, 2016  Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
December 13, 2016  Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
January 24, 2017   Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
February 28,2017   Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
Marsch 28, 2017   Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
April 25, 2017   Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
May 23, 2017   Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45
June 27, 2017   Room 1150 Health Sc. Lecture Theatre 12:00 - 12:45


