
New Language 
 
Article 6.4 
Targeted Labour Adjustment 
(bold text indicates new language) 
 
6.4.1 Employer Commitments 
 It is agreed that the institution will make every reasonable attempt to 

minimize the impact of funding shortfalls and reductions on the work 
force.  

It is incumbent upon institutions to communicate effectively with their 
employees and the unions representing those employees as soon as 
the impact of any funding reduction or shortfall or profile change has 
been assessed.    

If a work force reduction is necessary, the Joint Labour Management 
Committee will canvas employees in a targeted area or other areas 
over a fourteen (14) day period, or such longer time as the Joint 
Labour Management Committee agrees, to f111d volunteer solutions 
that provide as many viable options as possible and minimize potential 
layoffs. Subject to any agreement that the Joint Labour 
Management Committee may make to extend the period of a 
canvass, such canvasses shall take place either:  

• prior to the issuance of lay-off notice to employees under 

the local agreement, or    
• by no later than fourteen (14) calendar days following 

the annual deadline for notice of non-renewal or layoff 
where a local provision provides for such a deadline,  

whichever date is later.  

The union shall be provided with a copy of each [mal plan for 
employee labour adjustment.  

  
6.4.2 Menu of Labour Adjustment Strategies 
 Where a work force reduction is necessary, the following 

labour adjustment strategies will be considered, as applicable.  

  
6.4.2.1 Labour Adjustment Strategies: Workplace Organization 
 Subject to the institution's operational considerations, 

excluding the availability of funding, the following menu of 
work place organization labour adjustment strategies will be 
offered by institutions to minimize layoffs and at the 
appropriate time in the employee reduction process set out in 



the local provisions:  

(a) Job sharing.  

(b) Reduced hours of work through partial leaves.  

(c) Transfers to other areas within the bargaining unit 
subject to available work and to meeting 
qualifications, with minimal training required where 
such training can be scheduled within the employee's 
professional development and other non-
instructional time.  

(d) Unpaid leaves of absence for use to seek alternate 
employment, retirement adjustment, retraining, etc. 

(e) Workload averaging that does not incur a net 

increase in compensation cost.  

(f) Combined pension earnings and reduced workload to 
equal 100% of regular salary subject to compliance 
with the regulations of the College Pension Plan.  

(g) Agreed secondment.  

(h) Trial retirement.  

(i) Combinations and variations of the above or other 
workplace organization alternatives.  

  
6.4.2.2 Labour Adjustment Strategies: Employee Transition 
 Subject to the institution's operational considerations, 

including the availability of funding, the following menu of 
employee transition labour adjustment strategies will be 
offered by institutions to minimize layoffs and at the 
appropriate time in the employee reduction process set out in 
the local provisions:  

a) Paid leaves of absence for use to seek alternate 

employment, retirement adjustment, retraining, etc.  

b) Severance with up to twelve (12) months' severance 
payment for an employee other than the employee (s) 
identified for layoff. Such severance shall be calculated 
by applying the local agreement severance provisions 



to the employee who is being offered severance. If the 
employee elects to take severance pay under this 
article, he or she thereby waives all other rights, 
claims, or entitlements, and severs his or her 
relationship with the institution.  

c) Workload averaging that does incur a net increase in 
compensation  

d) Purchasing past pensionable service. If permissible 
the Employer will match a minimum of three years' 
contributions to the College Pension Plan where an 
employee opts for early retirement.  

e) Early retirement incentives pursuant to local collective 
agreements.  

f) Retraining.  

g) Continuation of health and welfare benefits.  

h) Combinations and variations of the above or other 
employee transition alternatives. 

 
 


