
Guidelines for YUFA representation in member-to-member conflict 

 

These guidelines are to enable members to hold and advance their perspectives, with 

YUFA representation and advice, while YUFA maintains its responsibility to represent 

the interests of the Association and the membership as a whole.  

 

1. YUFA will offer representation to any member involved in a complaint and/or 

investigation, whether complainant or respondent, including academic 

misconduct. Continuing representation related to a member-to-member conflict is 

subject to the same conditions as any other representation. 

2. YUFA represents the member in their relationship with the Employer, not in their 

relationship with their colleague or colleagues.  

3. YUFA expects that all members will keep the details of the complaints and any 

investigation entirely confidential, including the existence of the complaints and 

any investigation into an allegation of violence, harassment, or discrimination as 

per Appendix Q or academic misconduct as per articles 11.03 to 11.08.  

4. In its representation of members, YUFA does not adopt the positions of its 

members. YUFA’s advice is always in the interests of the Association and the 

membership as a whole.  

5. The obligation to investigate belongs to the Employer, who has a statutory duty to 

conduct an investigation into incidents and complaints of workplace harassment 

that is appropriate in the circumstances, and a contractual duty to inquire into and 

where appropriate investigate allegations of academic misconduct. YUFA has no 

control over and takes no responsibility for conducting the investigation nor its 

findings.  

6. YUFA takes no position on and does not adopt the findings of an Employer 

investigation. The outcome of an investigation is not understood as the truth of 

what has happened nor evidence of a complainant’s intentions. YUFA has an 

interest in the Employer’s response being timely, reasonable and appropriate. 

7. The establishment or imposition of interim measures between members while an 

investigation or other settlement process is ongoing is a managerial act. YUFA 

will work to ensure any interim measures are reasonable and appropriate. 

8. YUFA’s representation of a member in an investigation process is different from 

its representation in a complaint or grievance against the Employer. YUFA’s role 

in an investigation is to ensure the member’s collective agreement and statutory 

rights are upheld in their relationship with the Employer, to facilitate the 

member’s ability to communicate their perspective, to provide relevant 

information and to intervene where appropriate in support of a reasonable 

investigation process. YUFA’s role in a member-to-member conflict is not to take 



sides or make findings about the merits of the underlying complaint. YUFA does 

not draft complaints or responses to reports on behalf of members.  

9. YUFA representatives attend interviews in an investigation to serve as a witness 

to a reasonable process, to protect the rights of the member, and to advise the 

member on the process where appropriate. YUFA is not a party to the 

investigation and takes no responsibility for the attendance or participation of the 

member. 

10. YUFA has an inherent interest in the integrity of the investigation. YUFA 

representatives may challenge, through the mechanisms established under Article 

9 of the Collective Agreement, any part of the investigation process, final report, 

or any action where it deems a member’s rights were violated.  

11. YUFA is aware that members may not follow its advice, and may even act 

contrary to its advice. YUFA may separately advance its own interests, which are 

the interests of the membership as whole. At the complaint stage, in an academic 

misconduct process under articles 11.03 to 11.08, and in a process under 

Appendix Q, a member has carriage. In any grievance, the Association has 

carriage. 

12. In its representation, YUFA maintains the confidentiality of its members, and 

takes particular care that confidential information is not shared between members 

in conflict. Where possible and appropriate, YUFA will assign separate Chief 

Stewards (or designates) and staff members to each member, as well as a Chief 

Steward (or designate) and staff member to serve on behalf of YUFA qua YUFA 

and act as a “go-between” for the parties. YUFA reserves the right to make other 

representation arrangements as resources permit.  

13. The “go-betweens” will also serve to confirm for the parties that information from 

the Employer is consistent.  

14. In exceptional circumstances, Chief Stewards may ask another elected 

officer to serve as a go-between or to represent an individual member, but 

the President and the Equity Officers will never represent an 

individual member. 

15. YUFA may assist a member in a request for any accommodation from the 

Employer required for a member’s participation in an investigation (including 

pursuing channels under Article 9 where accommodation is inadequate or not 

provided), but does not determine or approve that accommodation. 

Accommodation remains the sole responsibility of the Employer.   

16. YUFA will only take positions that reflect its principles and the interests of the 

membership as a whole. All grievances filed with respect to a conflict with 

another member are reviewed by the go-between. All settlements are similarly 

reviewed before signing. 


