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Speaker’s Notes 
 
 
First, an advance apology.  I have worked in university libraries for all of my 
career and may slip inadvertently into the old parlance – “university librarian” 
instead of the new vocabulary – “academic librarian.”  I beg indulgence in 
advance. 
 
Secondly, as I have done in the past, I will prepare speaker’s notes for this 
presentation to capture information not included on the slides.  These, together 
with the PowerPoint itself will be posted to the CAUT librarians’ listserv, to be 
shared with all who are interested.  In addition, if anyone would like a copy sent 
directly to their email address, simple send me a message. 
 
During this session, you may look at a slide or an issue and say, “Hey, that’s my 
institution.”  To you, I say, “Don’t be so sure.”  And you may equally look at a 
slide or issue and say, “That could never happen where I work.”  And to you, I 
also say, “Don’t be so sure.”  The results to be discussed today are a composite 
picture, and I am indebted to the many colleagues across the country who took 
time to participate in the survey whose results you will shortly see. 
 
Two Facts – and Two Questions 
 
In a survey administered in September-October 2011, the first question asked 
was “have you ever filed a grievance?”  The answer from 76.1% of participants 
was “no.”  Should we be surprised by this?  Perhaps not.  Although it is difficult to 
obtain accurate figures – indeed any figures – on grievance filing in the academic 
world, we might find that our faculty colleagues might answer similarly in the 
negative.  Indeed, we might find that percentages of faculty who don’t file 
grievances might be even higher.  But that’s another survey altogether. 
 
What is a concern is the answer to “Have you ever been tempted to file a 
grievance?” to which 62.5% of respondents said “yes.”  The fact that there are 
persons out there who feel aggrieved by take no action should be of concern. 
 
This presentation will attempt to examine what librarians’ workplace issues are 
and why we don’t pursue them. 
 
Earlier Initiative 
 
Today’s presentation arises out of a session offered to the CAUT Senior 
Grievance Officers’ Workshop, in December 2010.  It addressed the general 
theme of librarians and grievance-filing. 



 

 
In order to get a grasp of the issues from a sample of librarians across the country, I 
sent out a questionnaire, in 2010, to the CAUT Librarians’ listserv. A series of 
questions attempted to determine: 

 
a) How many grievances have been filed in recent years. 
b) If there were no or low numbers of grievances, have there been issues that 

respondents felt might have been grieved. 
c) And if there were issues but no grievances filed, what might be the tipping 

point that would cause someone to step forward. 
 
The 2010 survey, which resulted in both written and oral feedback, revealed that 
a low number of grievances were filed – not just recently, but over the history of 
contract relations with the employer.  Themes that came from that informal 
survey were: 
 

 The importance of contract language and the impact of imprecise or 
absent wording on librarians’ work lives 

 Expression of librarians’ willingness (or lack of willingness) to grieve 
 Observations on librarians’ work culture (our tendency toward problem-

solving and service) 
 Speculation on management style, including the impact of having non-

librarians (such as MBAs) managing librarians. 
 
Willingness to Grieve 
 
In 2010, the responses to the survey were revealing. Among the most revealing 
were those provided by phone.  When asked about their willingness to grieve, 
some colleagues noted that librarians are often punished for grieving.  They 
receive fewer opportunities and may be eliminated from consideration in high-
profile assignments. Some noted that they received an inordinate increase in 
workload. Others commented that their unit had been merged from a position of 
independence to that of subordination, often under the supervision of a non-
professional.  This theme will recur in the 2011 survey findings. 
 
One insight that contextualized librarian grievances versus those of faculty was 
expressed as follows: “Professors grieve against the anonymous. Librarians 
grieve against the person in a nearby office.”  To many faculty members, the 
Dean or the Academic Vice-President is a shadowy figure who works in an office 
là-bas. They are rarely seen and not subject to regular interaction.  But librarians 
may have a chief who works in the same building, even just down the hall.  
Interaction may be daily; work on committees or through meetings may be 
regular.  So seeing the object of your grievance might be unavoidable. 



 

 
Three other themes surfaced in the 2010 responses. One was a lack of solidarity.  
When librarians file individual grievances, they grieve alone.  And in some 
instances on issues with which their colleagues may not completely agree.  
Another concern was lack of assurance that the grievance would be taken 
seriously and handled effectively by the union or association.  And the final, and 
more concerning, observation involved the grievor’s susceptibility to harassment. 
 
Management Style 
 
Most university librarians are perceived as people- or staff-oriented managers.  Their 
administrative style recognizes the need of the individual within the larger context.   
However, it is speculated that, in up to 25% of cases, libraries are administered by 
“reward and punishment” or “divide and conquer” styles of  management. 
 
In such environments, those who make no waves, who compromise, or who abdicate 
their rights get preferential treatment.  For those who do not play along, the grinding 
down of complainants (“cut the weak ones out of the herd” or make an example “pour 
encourager les autres”) diminishes the willingness either to formally complain or to 
speak of complaints to others. 
 
In places where this management style is prevalent, I have heard the librarians 
described as suffering from an equivalent to post-traumatic stress disorder. While this 
is a distinctly minority situation, the fact that anyone should have to endure such 
conditions is unacceptable.  But in such institutions, the successful institutional bully 
can keep the lid on complaints, to the point where the union/faculty association may 
not realize there’s a crisis. 
 
Within unions / faculty associations 
 
In some institutions (a minority to be sure), I was told that librarians are sometimes 
treated as a lesser caste.  There are members who will tell you that librarians are not 
part of the academic process, and have no place within the “faculty ranks.”  In some 
cases, this comes from a misunderstanding (or indeed ignorance) of what librarians 
actually do.  As expressed by one respondent, “A professor I’ve known for a long time 
asked me about the ‘librarian’ who works at the checkout desk.”  The person in 
question was a senior clerical staff member. 
 
Librarians’ professional climate 
 
Librarians as a tribe tend to be identifiable by their great day-to-day collegiality.  
Admittedly there are exceptions.  But the library culture (exhibited in cataloguing and 
reference work) places emphasis on teamwork and problem-solving.  Whether this 
gets in the way of expressing formal discontent – after all, I really should be able to 
work this out – is a matter of speculation.  But when combined with the service 
orientation of the profession – often service to the point of sacrifice – it is easy to see 
why our complaining and grieving behaviour is not as decisive and focussed as that of 
workers in more industrial contexts.  As a result, there is a tendency to rely on the 



intrinsic rewards of the work and to keep your head down.  This comment was heard 
more often in the context of librarians who are approaching retirement. 
 
Survey to Gather More Data 
 
An informal survey with a small (but convincing sample) begs a more formal effort.  To 
this end, a survey was administered through the CAUT Librarians listserv 
betweenSeptember 27 and October 20, 2011.  A set of twenty (20) questions were 
asked.  [A copy of the survey is provided at the end of this document].  The general 
themes being explored were 
 

 Do you grieve?  If so, on what issues? 
 If you don’t grieve, what issues do you feel vexed about? 
 If you don’t grieve, why not? 

  
Response 
 
The survey saw 235 individuals start the process and 214 complete it.  It has not 
yet been possible to calculate detailed correlations (such as early career 
librarians at large institutions vs. at smaller ones, or job satisfaction responses by 
size of institution).  This work will take place over the next month or so. 
 
In broad terms, there was a fairly even response across institutions by size, with 
numerically more replies from medium to large institutions.  This is probably 
representative of the population dynamic of librarians in the Canadian academic 
library scene.  Surprisingly, levels of job satisfaction were strong: medium 
(47.2%) and high (42.0%).  One might expect that a stronger representation from 
low job satisfaction individuals might be anticipated in a grievance and complaint 
handling survey. 
 
[Note that one participant astutely noted, after the presentation, that there is a 
difference between liking our job and liking the workplace in which we undertake 
it.] 
 
In terms of career paths, respondents clustered in the mid- to late-career 
categories. 
 
How Long Has Your Agreement Been in Effect? 
 
A large percentage (38.7%) of those surveyed indicated that their agreement 
(which could be a handbook) had been in place for over twenty years.  But a 
surprising second option (at 20.0%) was 0-3 years. 
 
How Much of Your Agreement Have You Read? 
 
This was a somewhat idle question on my part.  Not surprisingly, a majority 
(44.1%) indicated that they had read sections that affected them. But a healthy 
28.8% indicated that they had read most of their collective agreement or 
handbook, with a very surprising 24.9% suggesting that they had read all of it.  
When I reflected on my own experience in contract negotiation, executive work 



and grievance handling, I realized that I am in the minority (“most of it”) but have 
yet to read the document cover to cover. 
 
Who Do You Turn to? 
 
When you have a workplace issue about which you feel uncertain, where do you 
turn? The top-ranked sources of information were: 
 

 The collective agreement (78.3%) 
 Faculty / librarian union representatives (67.0%) 
 Close friends in the library (57.0%), and 
 Old hands in the library (43.9%) 

 
As a grievance officer, I was somewhat surprised to see how far down the list 
“grievance officers” came as sources.  But thinking it through more carefully, it is 
not surprising that an office that represents the formal expression of a complaint 
would be consulted only after one is confident that there is an action-worthy 
matter. 
 
Where Do You Get the Best Information? 
 
It is one thing to look for advice and information, and something else again to 
judge the quality of that source.  In asking about the source of the best guidance, 
respondents noted 
 

 The grievance officer (60.7%) 
 Faculty / librarian union representatives (57.6%) 
 The collective agreement or handbook (37.3%), and 
 None of the above (55.6%) 

 
As we can see, the first three choices reflect the position of the union or staff 
association in our lives.  Representatives of the union (including the grievance 
officer) played a major role.  But who are included in “None of the above”? 
 
Here is one of the limitations of the survey.  No space was provided for 
professional officers, legal counsel, association administrators, or folks with long 
experience in the union.  Were this survey to be administered in the future (and 
some follow-up should take place in a couple of years’ time), adding this very 
important supporting category might change the results. 
 
A further question asked for the second-best sources of information.  Here we 
see the emergence of colleagues as mentors.  The top four second-best sources 
were 
 

 Close friends in the library (34.4%) 
 The collective agreement or handbook (33.7%) 
 Old hands in the library (30.4%), and 
 Faculty / librarian union representatives (25.9%). 

 



 

Grievance Filing 
 
The main focus of the survey was to determine grievance-handling behavior. To 
this end the question “Have you ever filed a grievance?” evoked the answer “No” 
in 76.1% of cases.  But for the 23.9% who indicated that they did file one or more 
grievances, the question was divided into three areas: individual, group and 
policy.  
 
Fifty-three individuals (24.7% of respondents) replied to this question, indicating 
 

 Individual grievances (62.3%) 
 Group grievances (52.8%) 
 Policy grievances (17.0%) 

 
“What was the subject of the grievance?” for individual grievances identified 
four main areas. 
 
The top issues were 

 Collegiality and respect (30%) 
 Promotion (17.5%) 
 Salary or other remunderation (17.5%) 
 Other (37.5%) 

 
Attention should be paid to the prominence of “collegiality and respect” because 
this theme will recur throughout the results and (taken in the context of last 
December’s survey) should give rise to concern. 
 
In the “other” category, we find failure to follow the collective agreement, the 
poisoned workplace, and issues arising from judgment or evaluation.  Taking the 
“poisoned workplace” concept together with “collegiality and respect” and we 
have an indicator that many respondents did not find their workplaces agreeable. 
 
In identifying judgment or evaluation as sore points, it was clear from the 
responses that some of the disgruntlement came from actions by administrators, 
where other frictions arose from the “peer review” process. 
 
“What was the subject of the grievance?” for policy grievances identified three 
main areas: 
 

 Collegiality and respect (52.2%) 
 Workload (34.8%) 
 Academic freedom (21.7%) 

 
Less action was taken on working conditions (air quality, noise, physical 
environment) and on leaves (apart from sabbatical leaves). 
 
In the realm of group grievances, the continued (and indeed increased) presence 
of collegiality as an issue raised yet more concern. 



 

 
Tempted to File 
 
We know that 23.9% of respondents had an issue and took action on it.  But what 
of the silent majority?  This is akin to finding out who doesn’t use your library, and 
why.  The second core question in the survey was “During your employment, 
have you ever been tempted to file a grievance, but decided not to do so?”  201 
individuals answered this question, with 126 (62.7%) saying “Yes, I have been 
tempted to file.”  That is nearly two of every three colleagues who have felt put 
out but who didn’t formalize their complaint. 
 
Question 12 (to which 120 individuals responded) asked the subject of the 
complaint.  The results are a revelation. 
 

 Collegiality and respect (58.0%) 
 Workload (35.3%) 
 Academic freedom (16.0%) 
 Working conditions (air quality, noise, physical environment) (13.4%) 
 Other (20.2%) 

 
The pattern of responses around “collegiality and respect” made me uneasy. 
Individual grievances represented 30%, group or policy grievances represented 
52.2%, and tempted to file represented 58.0%.  It suggests an undercurrent of 
unease in academic librarianship. 
 
The category of “other” was also a revelation. It was made up of 
 

 Harassment or bullying 
 Performance evaluation 
 Privacy or confidentiality issues 
 Merit pay 
 Equitable access to library positions, and 
 Hiring non-librarians to perform librarians’ work. 

 
Tying harassment, bullying and privacy with collegiality increases the prominence 
of this workplace concern.  
 
Observations 
 
There are problems, but librarians are not coming forward.  The reasons for this 
will be explored later, but the fact that librarians should feel discontent in their 
work-place and be disinclined to address it is worrisome.  In December 2010 and 
in the 2011 survey, individuals commented that some problems were not covered 
well by the collective agreement or handbook, either through imprecise wording 
or through lack of mention of the specific workplace problem.  In other instances, 
individuals remarked that the collective agreement was either ignored or 
selectively implemented.  But is such a large proportion of individuals felt 
tempted to file a grievance but didn’t do so, what reasons were offered. 



 

Why Not File? 
 
What is keeping our colleagues from taking action?  109 individuals (nearly half 
of the survey population) answered this question, and I found the answers 
disturbing. 
 
If tempted to file a grievance, but did not, negative decisions were based on 
 

 Fear of reprisal (64.8%) 
 Insecurity about the grounds (39.9%) 
 Fear of isolation (22.2%) 
 Fear of impact on others (19.4%) 
 Other (36.1%) 

 
The fact that three of the four top reasons begin with “fear” should make us all 
deeply uneasy. No one should feel so constrained in a workplace that he or she 
cannot complain.  The Shime decision in the Toronto Transit Commission v. 
Amalgamated Transit Union reinforces the employer’s obligation to manage the 
workplace, and to do so in a manner that would eliminate conditions such as 
“fear”.   
 
In the December 2010 survey, several individuals observed that librarians in the 
early stages of their careers (before tenure / permanency or promotion) are more 
reticent about speaking out.  This is a phenomenon we see with our faculty 
colleagues as well. One of our missions should be to remove “fear” from the 
relationship with the employer. 
 
But the news is not totally black. In the “other” category, we find  
 

 The issue was resolved (10.2%) 
 I gave up / was discouraged (5.5%) 
 The issue was addressed through consultation (3.7%) 
 Fear of repercussions (tenure, job security)  

 
While it is encouraging to see that issues were resolved in a minority of cases, 
none of the percentages begin to approach those of librarians working in 
apprehension. 
 
The Final Question 
 
We have explored individuals who have filed grievances, and their cause. We 
have explored individuals who have wanted to file grievances but did not do so, 
and their rationale for inaction.  So we come to the last question choice: “I have 
never filed or wanted to file a grievance because…” 
 
Responses to this part of the survey (from 87 individuals) were a mixture of 
positive and negative.  The most frequent responses were 
 



 Everything is talked through (36.4%) 
 I keep my head down and enjoy the intrinsic rewards of work (32.2%) 
 I have seen others punished (24.1%) 
 My workplace is collegial (20.0%) 
 Other (77.0%) 
  
In the category “Other” the replies were (again) a mixture of positive and 
negative. 
 

 I had no reason to file a grievance (14.9%) 
 The union acted or the issue was resolved (10.4%) 
 I had no confidence in the outcome (10.4%) 

 
The first in the list above reveals yet another error in the survey.  This should 
have been one of the choices listed and will be if the survey is restructured and 
readministered. 
 
So now we see the balance between those who feel aggrieved and don’t act, and 
those who don’t feel compelled to act at all.  In the latter category, effective 
problem-solving seems to play a key role.   
 
Insightful Comments 
 
Many people took the opportunity in the last question to make general 
observations. Four of them I found noteworthy as a grievance officer. 
 

1. You cannot grieve a lack of respect.  [It would be a challenge to provide 
language in collective agreements that effectively describes the collegial 
relationship.  Defining how lack of respect manifests itself might be even 
more problematic.] 

2. Member vs. member grievances are not grievable. [As participants in the 
Conference would learn in a later session, calling the employer to task for 
not managing the workplace properly is one option.] 

3. The union does not do anything when I complain.  [The duty of fair 
representation in each province requires that unions take complaints 
seriously.  If there is weak or no contract language, it may not be possible 
to proceed with a grievance.  But as the Shime decision and others have 
pointed out, the union must not become complicit in permitting 
harassment, bullying or failure to enforce occupational health and safety 
regulations.] 

4. I look at the track record and I get discouraged. [Often the negotiated 
success never gets acknowledgement or publicity, because part of the 
negotiation imposes confidentiality. Educating members about the good 
work of the union cannot be underemphasized.] 



 
Librarians’ Professional Culture 
 
Are we, as a profession, our own worst enemy?  We aim for and often achieve 
great daily collegiality.  It goes with our professional activity as problem-solvers 
and with our apparent tendency to teamwork.  Individuals in service roles will 
often go out of their way to deliver superior service, to the point of sacrifice.  It is 
this professional culture that may make us believe that we really ought to be able 
to work problems out by and between ourselves.  Does our approach to work get 
in the way of complaint behavior? 
 
What Changes Would You Make? 
 
The final element in the survey offered the opportunity to identify one change that 
could be introduced into the workplace through a change in the collective 
agreement.  The comments box was often used by individuals whose remedies 
involved several changes to the collective agreement that might result in one 
change in the workplace. And 151 respondents took the time to offer their 
observations. 
 
Although the list below is in alphabetical order, the first two items in the list also 
reflected the most frequently identified changes. 
 

 Administrators (including university / chief librarians, managers, etc.) – 
Make them accountable and make them read the collective agreement. 
[The first is an issue of enforcement – requiring managers to manage 
equitably. How we might force administrators to actually read is a 
challenge.] 

 Collegiality – Protect it. 
 Decision-making – make it more collaborative.  [In this category we find 

people who want Library Councils to be heard and their recommendations 
respected, who wanted broader-based consultation in decisions of 
general application, who wanted involvement and input in how decisions 
are implemented, and who wanted opinions (when solicited) to be 
considered.] 

 Research – encourage, fund and allocate time. [In some workplaces, 
chief librarians do not believe that librarians have any research function 
and that they are apart from the academic role of the university. In other 
institutions, there is an expectation that librarians will undertake research, 
but no willingness to provide either release time or funding in its support.  
Although not expressed as such, there was an allusion to the “Catch-22” 
phenomenon.] 

 Respect – Get some wording 
 Sabbaticals – fund, allocate time and make equitable decisions.  [It is a 

long-standing sore point among academic librarians that faculty members 
appear to have sabbaticals as a “right” while librarians receive the same 
leave on bended knee – by application.  It is also a statement about the 
devaluation of librarians in the academy when faculty leaves and 
sabbaticals receive a higher percentage funding than similar leaves for 
librarians.  And lastly, many remarked that sabbatical decisions (for 



librarians) were often made with great subjectivity and occasional lack of 
equity.  The December 2010 survey revealed instances in which words 
that allowed considerable latitude in interpretation (“academic value,” 
“direct application,” relevance, “value to the University”) were used to 
deny sabbatical applications that would have resulted in intellectual 
invigoration, divergent expertise, or growth in a cognate area of librarian-
ship.] 

 Workload – address it and allocate it fairly.  [There are two issues 
involved.  The first involves a growing tendency to keep piling work onto 
already busy people.  As budgets are reduced and libraries retrench, 
some librarians find themselves trying to cram an augmented workload 
into the same work day.  This phenomenon was noted in the case of 
sabbatical leaves, where the remaining colleagues are expected to pick 
up the work of the individual on leave.  The second involves the uneven 
allocation of duties.  Refer for a moment back to the slides talking about 
people “punished” for standing up and to those discussing favouritism on 
the part of library managers.] 

 
What can be done? 
 

 Negotiate better contract language.  If your collective agreement does not 
protect you, it is difficult to grieve. 

 Get librarians involved.  This is more than just building solidarity amongst 
colleagues and keeping them informed about pressing issues. It’s having 
librarians become active in the parent union – on executives, committees, 
working groups.  By speaking of librarian concerns in the company of 
union decision-makers, those concerns emerge from obscurity. 

 Education librarians about the Collective Agreement. Lots of people can 
read the document without understanding its importance and how it can 
be used.  “You have rights; here’s where you will find them” is a message 
we need to deliver to our colleagues.  Pointing out how these rights can 
be invoked (through complaints or grievances) may serve to embolden  
the fearful. 

 Watch for the danger signs. If your library has a revolving door through 
which young or new librarians enter and swiftly leave, there may be a 
problem.  If the untenured and un-promoted would rather seek work else-
where than stay in a broken work environment, it’s time to take note and 
take action. 

 
FROM THE FLOOR 
 
After the presentation, there was an opportunity for questions and comments 
from the floor.  Here is a digest of that part of the session. 
 
Library Councils 
 
A study of library councils and their operation is available through the University 
of Lethbridge institutional respository.  The URL is:  
 

https://www.uleth.ca/dspace/handle/10133/564 
 



 
Contract Language 
 

 Librarians often do not communicate their workplace and workload conditions to 
their faculty colleagues.  As a result, the importance of specific wording is not 
clear (especially to executives and negotiating teams) and the faculty union / 
association is not engaged.  Librarians need to articulate their operating 
framework (and definitions that describe it) clearly so that appropriate and 
relevant contract language is inserted into the collective agreement. 
 
Work vs. Workplace 
 

One of the weaknesses in the survey is that it did not capture any of the 
differences in attitudes toward work (what we do) and the workplace (where we 
work).  It is possible that a librarian can be content performing professional duties 
but be unhappy with the workplace, its environment and how it is administered. 
 
The Support Systems 
 

For librarians who feel they are fighting in isolation, consolation can be taken 
from the fact that there is a strong force in academic librarianship (the CAUT 
librarians group) which has articulated principles, an effective listserv, and the 
resources of the national office upon which to rely. 
 

Grievance Officers 
 
Although grievance officers exist to help individuals articulate concerns and to 
determine whether the concerns are complaints or actionable grievances, they 
may be perceived as the troll in the corner cave.  Educating our memberships to 
their rights and to the availability of means to protect those rights may be a way 
to demystify the role of the union in the workplace. 
 
The Price of Inaction 
 

When we know about a problem and don’t act on it, we condone the 
circumstance. There is a difference between standing up for your bargained 
rights and being an agitator for its own sake.  “Standing up” is a message we 
should encourage among our colleagues, while disabusing them of the notion 
that this makes them a ‘troublemaker.’ 
 
Collegiality --  What does it mean? 
 

One of the weaknesses in the survey is that it does not define what respondents 
mean by “collegiality”.  Is this “being agreeable”? Taking an active role in library 
governance?  Offering opinions on which there is a reasonable expectation that 
action will be taken. 
 
With the issue of “collegiality and respect” so prominent as a cause of grievance 
and as a source of irritation, there was agreement that a follow-up survey should 
be administered to address this question. 
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Grievance / Complaint Handling by Canadian Academic Librarians 
 

Survey administered September 27‐October 20, 2011. 
235 individuals started the survey; 215 (91%) completed it. 

 

Note that, in many questions, more than one response was permitted. 
Accordingly, in some tables, totalling each category may result in more than the 
total number of responses. 

 

Question 6:  During your employment, have you ever filed one or more grievances? 

Total responses  219   

No  167  76.3% 

Yes  52  23.7% 

 

Question 7:  What kind of grievances? 

Total responses  53   

Individual  33  62.3% 

Group  28  52.8% 

Policy  9  17.0% 

 

Question 8:  If an individual grievance, what was the subject? 
Categories with 10% or more shown below 
 

Total responses  40   

Collegiality and respect  12  30.0% 

Promotion  7  17.5% 

Salary / remuneration  7  17.5% 

Discipline or dismissal  4  10.0% 



Sabbatical / other leave  4  10.0% 

Working conditions1  4  10.0% 

Workload  4  10.0% 

Other2  15  37.5% 

 

1. Working conditions categorized as “physical, air quality, noise, etc. 
2. Other included failure to follow the collective agreement, poisoned workplace 

or issues arising from judgment or evaluation 
 

Question 9:  If a group grievance, what was the subject? 
Categories with 10% or more shown below 
 

Total responses  23   

Collegiality and respect  12  52.2% 

Workload  8  34.8% 

Academic freedom  5  21.7% 

Working conditions1  4  17.4% 

Other2  20  87.0% 

 

1. Working conditions categorized as “physical, air quality, noise, etc. 
 

Question 11:  Were you ever tempted to file one or more grievances but decided not to?  
 

Total responses  201   

Yes  126  62.7%% 

No  75  37.3% 

 



 

Question 12:  If tempted to file a grievance, what was the subject? 

Categories with 10% or more shown below 

 

Total responses  120   

Collegiality and respect  69  57.5% 

Workload  43  35.8% 

Academic freedom  19  15.8% 

Working conditions1  16  13.3% 

Promotion  13  10.8% 

Budget cuts and related  12  10.0% 

Salary or remuneration  12  10.0% 

Other2  24  20.0% 

 

1. Working conditions categorized as “physical, air quality, noise, etc. 
2. Other included harassment or bullying, performance evaluation, privacy or 

confidentiality, merit pay, equitable access to library positions, hiring non‐
librarians to perform librarians’ work. 

 

 

Question 13:  If tempted to file a grievance but did not, why not? 
Categories with 15% or more shown below 
 

Total responses  109   

Fear of reprisal  65  59.6% 

Insecurity about the 

grounds 

43  39.4% 

Fear of isolation  24  22.0% 



Dissuasion by union 

officials 

20  18.3% 

Fear of impact on 

colleagues 
20  18.3% 

Other1  39  35.8% 

 

1. Top category in “other” was that the issue was resolved. 
 

Question 14: I have never filed (or wanted to file) a grievance because… 

Total responses  87   

Everything is talked 

through. 

32  36.4% 

I prefer to keep my head 

down 

28  32.2% 

I have seen others 

punished 

21  24.1% 

Other1  67  77.0% 

 

1. Top reasons in “other”:  No reason to file a grievance. (14.9%). The Union / 
Association acted. (10.4%). I had no confidence in the outcome. (10.4%). 

 

 

 

 


