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ARTICLE 1   PURPOSE

1.1 The purpose of this Agreement is to establish mutually satisfactory relations between the
University and the employees of the University covered under the Manitoba Labour Board
Certificate No. MLB 4889 and to provide a bargaining agent for the prompt and equitable
disposition of grievances, and to establish and maintain satisfactory working conditions,
hours of work and wages of all employees covered under the Manitoba Labour Board
Certificate No. MLB 4889.

ARTICLE 2   INTERPRETATION

2.1 In this Agreement unless otherwise specified:

  (a) A word used in the singular number shall also include the plural number when the context so
requires and a word used in the masculine gender, the feminine gender or the neuter gender
when the context so requires.

  (b) The word "employee" where used hereinafter means any person employed by the University
and covered by the Manitoba Labour Board Certificate No. MLB 4889 and who occupies a
position on a full-time or part-time regular continuing basis in one of the classifications set
forth in Schedule "A1" or Schedule "A2".

  (c) "Probationary employee" means a full-time or part-time employee who occupies a position
for a probationary period.

  (d) "Casual employees" are those part-time employees employed on an irregular or
unscheduled basis. After 520 hours of employment, these employees shall be covered by
this Agreement provided they continue to make themselves available for work when they are
so called. The Articles on lay-offs and tuition fees do not apply to casuals, and all their
benefits under this Agreement are earned on a pro-rata basis, except where defined
otherwise in this Agreement or provincial law relating to their employment.

  (e) A "term" employee who is hired into a classification in either Schedule "A1" or "A2", is
recognized by the parties as being covered by all areas of the Agreement, except that Article
12.3, as to receiving mailed position postings is not applicable for the first 520 hours the
employee is employed by the University. Normal "Lay-Off" provisions will not apply to a term
employee when such employee is informed in writing, upon being hired, of the termination
day of the position. If the University changes the end date then normal notice of lay-off
period will apply. "Term" employees cannot bump other employees hired under either
Schedule "A1" or "A2" upon lay-off. Article 27.5 shall not apply to "term"
positions/employees.

  (f) "Position" means a job within one of the classifications listed in Schedule "A1" or "A2".

  (g) "Job Classification" means a specific job function.

  (h) Wherever the wording "the person designated by the University in that administrative unit" is
used throughout this Agreement, it shall mean the party within that unit so designated by the
University to the Union as required.

  (i) "Steward" means an employee appointed or elected by the Union who is
authorized to represent the Union, an employee, or both in the handling of
grievances.
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ARTICLE 3   RECOGNITION AND REPRESENTATION

3.1

  (a) The University recognizes the Union as the exclusive representative of all employees,
including Food Services employees, covered under the Manitoba Labour Board Certificate
No. MLB 4889. The University agrees to negotiate with the Union or its designated
representatives in any and all matters affecting the relationship between the University and
the employees. The University further agrees that the Union may have the assistance of
counsel in any and all negotiations or discussions between the parties to this Agreement.

  (b) All Articles and Clauses of this Agreement apply to Food Services employees, except those
Articles amended to reflect conditions in Food Services.

3.2 No individual employee or group of employees shall undertake to represent the Union at
meetings with the University without written authorization signed by two (2) of the officers of
the Union.

3.3 When meeting with the University, the maximum number of employees attending as
representatives of the Union with usual remuneration for negotiating meetings shall be two
(2), with not more than one (1) from any administrative unit; for any other purpose not more
than two (2) employee representatives of the Union, who will be entitled to receive their usual
remuneration from the University. Any employee proceeding on her own behalf under Article
19 shall be entitled to receive her usual remuneration from the University. It is agreed that no
overtime shall be paid to any other employee or to these employees as a result of the
provisions of this Clause. It is further agreed that a Union staff representative(s) shall be
entitled to be present at negotiating meetings. Further, a Union staff representative(s) may
be present at all other meetings as set forth in other Clauses in this Agreement.

3.4 If a new classification is created and an employee occupies the classification and the
classification might fall within the scope of Certificate No. MLB 4889, the University shall
notify the Union of the position, the classification and whether or not the employee occupying
the position would be included in Article 2.1(b) of the Agreement.

3.5 Casual employees, (not including full-time student employees) doing work of the bargaining
unit, shall be paid the base rate of the classification in question. They shall pay Union dues
and have the other benefits of this Agreement after 520 hours of work. Student(s) will
perform the lower level functions of the position(s) to which they are assigned.

ARTICLE 4     UNION SECURITY

4.1 The University shall deduct dues, and such other assessments as the Union may direct in
writing from the first pay cheque due to the employee and remit the same along with a list of
employees from whom deductions are made prior to the sixteenth (16th) day of the month
following the calendar month in which said deduction is made, to the Head Office of the
Union.

4.2 Statements shall be forwarded to the Head Office of the Union showing the names of all new
employees, the date they were employed, and the Department where they were employed;
also the names of all employees who have left the employ of the University and the date of
severance. These statements will be sent monthly by the sixteenth (16th) day of the month
following the hiring or severance of an employee.

ARTICLE 5   LEAVES OF ABSENCE
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5.1 Upon the written request of the employee and on the recommendation of the person
designated by the University, leave of absence without pay may be granted to an employee.
The Human Resources Office shall be notified of any such leave requested and the Union
shall be notified of leaves in excess of one (1) month.

5.2 Requests for leave of absence without pay for more than thirty (30) days will be given
consideration on the recommendation of the person designated by the University and, if
granted, they will be subject to the following conditions:

  (a) Arrangements shall be made to continue payment of any employee benefit premiums,
subject to the provisions of the benefit plans, prior to the leave.

  (b) The employee's seniority and superannuation rights accrued prior to the date of leave of
absence shall not be affected.

5.3 An employee served with a document requiring her to appear as a witness during Court
proceedings or to serve jury duty shall be paid the difference between her regular full salary
during such leave and any sum paid to her for such jury or witness duty.

  (a) The University may require the employee to furnish the document which requires her to
appear as a witness or summons requiring her to appear for jury duty before making any
payment under this Article.

  (b) The employee will be required to work during those hours that she is not required to attend
the Court proceedings, subject to loss of pay for non-attendance.

5.4 After ten (10) consecutive months of employment, an employee shall be eligible for parental
leave per Employment Standards. An employee shall be granted two (2) days' leave with pay
to attend to needs directly related to the adoption of a child. At her option, such leave shall
be granted for any two (2) of the following days:

- the day before the adoption,
- the day of the adoption,
- the day following the adoption.

5.5 A male employee shall be granted two (2) days' leave with pay to attend to needs directly
related to the birth of his child. At his option, such leave shall be granted for any two (2) of
the following days:

- the day of the birth of his child,
- the day following the birth of his child,
- the day of his spouse's admission to the hospital,
- the day of his spouse's discharge from the hospital.

5.6 An employee on leave of absence, except an employee on education leave, found working
for another employer without the permission of the University shall be immediately
discharged.

5.7 After any leave of absence in excess of three (3) months under Clauses 5.1 and 5.2, the
employee will be rehired where possible in her former job or a similar position. If no such job
or position is available, the employee may accept any lesser qualified job if available or be
laid off. Where a leave of absence of less than three (3) months is granted, the employee
shall be advised in writing whether her job will be open upon her return, before she starts the
leave of absence.

5.8 An employee shall be granted paid leave of absence of one (1) day per fiscal year for the
purpose of changing her permanent residence.
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5.9 An employee on education leave of absence shall continue to accrue seniority up to a
maximum of one (1) year while on such leave.

ARTICLE 6   COMPASSIONATE LEAVE

6.1 In the event of the death of: (a) a spouse; (b) a parent, parent-in-law, grandparent or
grandparent-in-law; (c) a son, daughter, brother, sister or a spouse of any of these; also a
brother-in-law or sister-in-law; or (d) grandchild; an employee, for the purposes of
bereavement, may be allowed leave with pay not exceeding five (5) days.  Any time in
excess of the above shall be charged to the employee's vacation leave or to the employee's
future vacation leave or without pay.

6.2 An employee shall be entitled to special leave up to a maximum of one (1) day, without loss
of salary, for attending a funeral as a pallbearer or in the event of the death of an employee's
aunt, uncle, niece or nephew.

6.3 An employee who is required to be absent to care for a member of her immediate family
(defined as spouse or child residing in the employee's household, or parent) shall be granted
leave with pay. The period of such leave shall not exceed ten (10) days in any one year. Any
time over and above shall be charged against banked time, annual vacation or future
vacation leave, or be without pay.

6.4 When a full-time employee is required to be absent for non-emergency dental and medical
appointments for a member of her immediate family, as defined in Article 6.3, such absence
shall be considered as care-for leave (per Article 6.3). The employee must notify her
supervisor in advance of any such absence. Whenever possible, such appointments should
be made at the beginning or end of the work day.

ARTICLE 7   SICK LEAVE

7.1 Sick leave means that period of time an employee is permitted to be absent from work with
pay because of an illness, injury or quarantine.

7.2 The use of sick leave shall be recorded in units of hours, to the nearest one-quarter (1/4)
hour.  Thus, absences of less than one-quarter (1/4) hour are not charged against eligible
sick leave.

7.3 Absences for non-emergency dental and medical appointments for full-time employees shall
be considered as sick leave. The employee must notify her supervisor in advance of any
such absence. Whenever possible, such appointments should be made at the beginning or
end of the work day.

7.4
  (a) For sickness, an employee shall be allowed one-half day for each pay period of service up to

a maximum of twelve (12) days per year. Where an employee commences employment
before the end of the first week of a pay period, her commencement date for the purpose of
this section only shall be deemed to be the first day of the pay period in which she
commenced. If her commencement date is after the first week of such pay period, it shall be
deemed to be the first day of the following pay period.

  (b) Food Services employees shall be allowed four (4) hours for each eighty (80) hours worked
up to a maximum of ninety-six (96) hours per year.

7.5 Sick leave may be accumulated to a maximum of one hundred and fifty-four (154) working
days. Where an employee uses the Long Term Disability plan and has no sick leave credits
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left, the University agrees to restore the sick leave entitlement the employee had when she
commenced the 180 day waiting period for LTD, upon her return to work.  The University
also agrees to restore any sick leave used by an employee while receiving wage loss
benefits from Worker's Compensation and/or the Manitoba Public Insurance, upon her return
to work.

7.6 If an employee has resigned, retired or been discharged and is re-employed by the
University, she is deemed to be a new employee under this Agreement, except where the
employee was laid off for less than fifty-two (52) pay periods, in which case her sick leave
entitlement after re-instatement shall be based upon her previous entitlement.

7.7 Sick leave benefits shall be computed from the date on which employment with the
University commenced. Employment shall not be considered broken by reason of lay-offs
except when the lay-off period is in excess of fifty-two (52) pay periods for an employee.

7.8 An employee who is absent from duty without prior permission shall communicate the reason
for her absence to her supervisor. If the supervisor cannot be reached, the Human
Resources Office shall be notified. Notification shall be within the time limits established
below where possible:

(a) In the case of day workers, no later than the employee's starting time,
(b) In the case of Food Services employees, a minimum of one (1) hour prior to

starting time.

7.9 An employee who suffers an illness which causes her to be absent from work longer than
three (3) working days, will be required to submit a medical certificate to the Director, Human
Resources.  The absence shall be charged to the employee's sick leave entitlement. If an
employee suffers an illness which causes her to be absent for more than three (3) days and
she does not provide a medical certificate, then the employee is to be treated as being
absent without pay, provided she has been asked to provide such a certificate.

7.10 No regular employee who is off work on unpaid sick leave, or receiving wage loss benefits
from long-term disability, Workers' Compensation, or Manitoba Public Insurance will be laid
off or terminated during the first year of such absence.  After that one (1) year, and should
the employee have not returned to work, she shall be considered to be laid off and the
provisions of Articles 12.3, 12.4 and 12.6 shall apply, except, while and should she be on
Worker's Compensation, she shall not be limited to the fifty-two (52) pay period recall
provision of these articles.

ARTICLE 8   USE OF UNIVERSITY PREMISES

8.1 The University agrees to allow the Union to hold meetings and conduct Union business in
the University outside the working hours of the employees attending. It is also agreed that
the University will assign, when required and if possible, a suitable room to the Union for this
purpose. The Union may also use the University notice boards.

ARTICLE 9   JOB VACANCIES

9.1
  (a) All positions being recruited, full-time or part-time, whether new positions or vacancies,

which fall within the scope of Certificate No. MLB 4889, will be posted in places accessible to
all employees for a minimum of five (5) working days, where possible, prior to the date of
closure in order that all employees will be able to know about the position and make written
application therefore.

  (b) The University shall post the names and positions of all new appointees.
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9.2 The notice referred to in Article 9.1(a) above will contain the following information:
classification, term of employment, if applicable, qualifications, job duties, hours of work,
starting date and salary range.

9.3 The governing factors for appointments to positions with-in the bargaining unit are
qualifications, seniority and ability. If, in consideration of these factors, the University judges
two (2) or more candidates to be satisfactory and equal in regard to qualifications and ability,
the candidate with the most seniority will be given preference.

The University agrees that, for appointments to positions within the bargaining unit, a
reasonable familiarization period to learn the activities of a new position shall not be grounds
to deny a person on lay-off a vacancy.

9.4

 (a) Where there are job vacancies or new positions, no outside media advertisement will appear
prior to the job being posted on the University notice boards.

 (b) All internal applicants for a position being recruited, who possess the qualifications and
ability for the position, will be granted an interview.

9.5 All applicants within the Union for any such position shall be notified of the successful
applicant as soon as possible after the filling of the position. In the case of cancellation of the
position, such applicants will also be notified.

9.6 If the successful applicant is presently a regular employee, in the event she proves
unsatisfactory during the probationary period in the position, she shall be re-employed in a
comparable vacancy without loss of seniority at her previous salary at the earliest availability
of a comparable vacancy.

ARTICLE 10   SENIORITY

10.1 Seniority is defined as the length of service with the University based on regular hours
worked up to March 31st in any year and these hours shall include all paid leaves and
absence on Workers' Compensation and any probationary period regardless of occupational
changes within the University. Seniority regarding part-time employees shall be
proportionate to one thousand, eight hundred and twenty (1,820) hours per year. Seniority
regarding Food Services employees shall be proportionate to two thousand and eighty
(2,080) hours per year.
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10.2 An employee shall lose her seniority rights if:

(a) she is dismissed and is not re-instated,
(b) she resigns from an appointment within the bargaining unit or employment with the

University,
(c) she retires,
(d) she has been laid off for more than fifty-two (52) pay periods,
(e) following a lay off, she fails to report to work within five (5) working days after being
notified by registered mail at the address provided by the employee, unless within that time
limit, she advises the University and gives proof, where required, that she is unable to report
to work through sickness, or unless within the said time limit, she requests and is granted
leave of absence under Article 5, or unless within the said time limit, she proves that she is
required by law to give notice to her then employer. It shall be the responsibility of the
employee to keep the University informed of her current address. The University may, if
necessary in the case of sickness or leave of absence, recall another employee or hire a
new employee.

10.3 The University shall post in the month of May in each year, a seniority list of the employees
employed as at March 31st in that year, which shall show the name, years of seniority within
the classification and department/unit of each employee. Seniority lists shall be posted in all
buildings on campus where employees are located.

Additionally, the University shall post in Food Services, by March 1st in each year, an interim
seniority list of the Food Services employees, indicating seniority as at January 31st in that
year.

10.4 An employee receiving benefits from the Long-Term Disability Plan or on Workers'
Compensation will be deemed to be on leave of absence during that period and will retain
her seniority rights in the same manner as if she were at work, but will not continue to
accumulate seniority after the first one hundred and eighty (180) calendar days.

ARTICLE 11   DISMISSAL

11.1 An employee shall not be transferred, demoted, suspended or dismissed without just cause
and without observance of the following steps:

  (a) The word "problem" where used in this Article shall be deemed to refer to an employee's
performance in her job and/or the violation of policy relating to that employment.

  (b) The person designated by the University in that administrative unit shall meet with the
employee for the purpose of discussion and resolution of the problem.

  (c) If the problem is not resolved as a result of Clause (b), then a letter of warning shall be sent
to the employee specifying the area of concern and the remedial action expected to be taken
by that employee. If an employee has failed to improve within the time limits as set forth in
the said letter to the satisfaction of the person designated by the University, the employee
will be dismissed without further notice. The time limits set forth shall be a minimum of one
(1) pay period.

11.2 The Director, Human Resources will be given a copy of the formal warning in writing. If the
employee so requests, the Union will also be given a copy of the formal warning in writing.

11.3 Letters of warning will be reviewed within three (3) months of the issuance of same. Any
letter of warning which is no longer appropriate will be destroyed and the employee so
notified. The employee may request the presence of an authorized representative of the
Union at the time of review of any letter of warning.
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11.4 Regardless of any other Article in this Agreement, no employee shall be transferred,
demoted, suspended, or dismissed without being given, in writing, the full reasons for the
action being taken prior to the action being implemented.

11.5 The University may dismiss an employee without conforming with the procedures set forth in
the above Clauses where the employee is guilty of dishonesty or serious misconduct
incompatible with her duties.

11.6 This Article does not apply to transfers made for administrative as opposed to punitive
purposes.

ARTICLE 12   LAY-OFF, RECALL AND RESIGNATION

12.1 For the purpose of this Agreement, the term "lay-off" shall mean that an employee has been
temporarily removed from the payroll subject to recall.

12.2
  (a) Employees shall be laid-off in the reverse order of their seniority within a classification.

Except where the employee has requested a lay-off, an employee who is laid-off shall
assume the position of the most junior employee with less seniority than hers in any lower or
lateral classification for which she meets the requirements, causing the junior employee to
be laid-off.

  (b) In Food Services, an employee who is laid-off as part of the annual lay-offs and who
"bumps" another more junior employee as provided in (a) above, shall retain her regular rate
of pay during such lay-off, provided she "bumps" into another classification within her same
classification group as outlined in Schedule "A2".

  (c) In Food Services, the most senior employee shall have the right of first refusal of call-back,
throughout the period of lay-off to any position which is lower or lateral to her usual
classification, and for which she possesses the present qualifications, abilities, and skills, as
determined by the University, to perform the functions of the position in question.

12.3 In the event of a lay-off, employees may apply for any existing vacancies and, where a
vacancy exists, preference will be given in accordance with Clause 9.3. An employee may
choose to lay-off for a duration of up to fifty-two (52) pay periods if the employee's position
becomes redundant. During this time, the employee will be mailed postings of Union
positions as they become available and for which she is qualified.

12.4 Those employees who have been laid off shall have their files maintained for fifty-two (52)
pay periods and shall be candidates for any vacancy that may exist in accordance with
Clause 9.3.

12.5 An employee shall receive a minimum of thirty (30) working days written notice, or pay in
lieu, of the discontinuance of her position which will result in a lay-off. A meeting will be
arranged for the employee, a Union representative, and a representative(s) of the University
to review available alternatives/options and the terms of this Agreement. Within five (5)
working days of that meeting, the employee shall advise the University, in writing, of which
option she wishes to exercise as contained in 12.2 and 12.3 above, and other related
Articles in this Agreement. This Clause does not apply to historically occurring seasonal lay-
offs, for example, Food Services. For these instances, the employee shall receive only a
minimum of one (1) pay period written notice of lay-off.

12.6 Where an employee is laid off and not recalled for a period of fifty-two (52) pay periods and
is unable to obtain a position as a regular employee, then her employment shall be
terminated.
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12.7 No employee, other than one dismissed or laid off, shall quit her employment with the
University without having given to her supervisor and the Human Resources Office, one (1)
pay period written notice of her intention to quit.

12.8 Failure by the employee to give notice as provided above will require payment by the
employee in lieu of notice equivalent to the amount of notice which is lacking. Such payment
shall be made by deduction from vacation pay and salary normally due and payable by the
University.

ARTICLE 13   PROBATIONARY PERIOD

13.1
  (a) All employees appointed to a position shall be on probation for a period of six (6) months of

service or for such longer period as may be established by the University. Such period shall
not exceed twelve (12) months in total. Where a period of probation in excess of six (6)
months is established, the employee shall be notified of the probation period at the time of
appointment.

  (b) All Food Services employees are on probation during the first five hundred and twenty (520)
hours of service.

13.2
  (a) Where an employee has not performed satisfactorily during probation following a promotion,

the employee will be re-employed to her former position, or to a position comparable to her
former position, at the earliest availability of such position.

  (b) At any time during the probation period following a promotion, upon two (2) weeks notice,
the employee has the right to return to her former position at the earliest availability of such
position. Until her former position is available, she will be employed in a comparable position
to her former position.

13.3 An employee shall be not required to serve a further probation period when:
a) the employee is promoted without competition as a result of reclassification of the
employee’s position; or
b) the employee initiates a transfer to a position in the same classification involving similar
duties and responsibilities; or
c) the University initiates the transfer or demotion of an employee from one (1) position to
another for any reason.

13.4 An employee who is temporarily appointed to another position on an acting basis is not
considered to be on probation. If the employee is subsequently promoted to that position, the
period during which the employee was in acting status will count towards the employee’s
probation period.

13.5 A review of an employee’s progress shall be conducted at approximately the mid-point of the
probationary period and the employee shall be advised of the results of the review. The
employee will be advised in writing if her performance is considered to be deficient.
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ARTICLE 14   HOURS OF WORK

14.1
 (a) Hours of work effective for and in respect of full-time employees shall be defined as thirty-

five (35) hours per week at seven (7) consecutive hours per day. Meal breaks shall be a
maximum of one and one-half (1 1/2) hours. Changes in work schedules shall be posted two
(2) weeks in advance.

 (b) Standard hours of work effective for and in respect of Food Services employees and the
Athletic Assistant shall be a maximum of forty (40) hours per work week at a maximum of
eight (8) consecutive hours per work day. Meal breaks shall be a minimum of one-half (1/2)
hour. Changes in work schedules shall be posted two (2) weeks in advance for Food
Services employees and one (1) week for the Athletic Assistant.

 (c) The University, in scheduling employees, shall distribute the work wherever reasonably
possible so that the employees required to work on weekends do so on an equitable
rotation. An employee shall not be required to work on a Saturday or a Sunday if such work
can be demonstrated to be contrary to a firmly held religious belief.

14.2 At any time the parties may jointly establish a work schedule providing for a compressed
work week, with no reduction in salary. The day-off schedule shall be so arranged as to
provide the extra day(s) off before or after the employee's regular day(s) off. Such a
compressed work week will not exceed an annual average of the normally scheduled hours
per week.

14.3
 (a) Every employee shall be entitled to two 15-minute breaks from work during each regular

working day without deduction from her wages. The time for such breaks will be fixed by the
supervisor.

 (b) Every Food Service employee shall be entitled to a fifteen (15) minute paid break for each
consecutive three (3) hour unit worked. If possible, the paid break will be given within the
three (3) hour unit.

14.4 When an employee is assigned in writing by the person designated by the University in that
administrative unit, and with the approval of the Director, Human Resources, to take upon
herself the full responsibilities of a position paying a higher rate of pay and her period of
employment in the higher paid position is in excess of one (1) week, she shall be paid the
wage of the minimum of the higher classification or the wage in such classification which is
one (1) full increment higher than her present salary.

14.5 A temporary assignment should not continue beyond six (6) months. At the end of that time,
the employee may be either promoted to the position or returned to her normal assignment
of work.

14.6 Pay for an employee who is required to assume temporarily partial responsibilities of a
higher classified position shall be at the employee's regular rate of pay, but the assignment
should not exceed eight (8) weeks. At the end of that time, the employee may be either
classified in a higher position with higher pay or resume her normal assignment of work.

14.7 Employees will be paid bi-weekly. In Schedule "A1" and "A2" the bi-weekly rates of pay shall
be the employee's rate of pay.

14.8 For further computation to hourly, daily, or annual salary, the bi weekly pay shall be used
along with the hours as defined in 14.1 (a) or (b).
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14.9 In the event of extreme, severe, weather conditions, any employee who reports for work
within two (2) hours of her scheduled work time, shall receive pay for that full day.
Employees will notify their supervisor when failing to report to duty whenever possible. If the
supervisor cannot be reached, the Director, Human Resources shall be notified whenever
possible.

14.10 An employee who works a full shift where half or more of the hours are worked between 6:00
P.M. and 6:00 A.M. shall receive a shift premium of sixty-five cents ($0.65) per hour for
hours worked between 6 P.M. and 6 A.M. This premium is not applicable when overtime
rates apply.

14.11 An employee shall receive fifty-two and one-half cents ($0.525) per hour for all regular hours
of work or portions thereof on a Saturday or Sunday. This premium is not applicable when
overtime rates apply.

14.12 Shift and weekend premiums shall not be included in the calculation of any employee
benefits.

ARTICLE 15   OVERTIME

15.1 All overtime worked must be authorized by the person designated by the University or
his/her designee. Except in emergency situations, such overtime must be authorized in
advance.

15.2 All time worked beyond those hours regularly scheduled as per Article 14.1 or on a holiday,
shall be considered as overtime.

15.3 All overtime for employees shall be paid for at the rate of double time as hereinafter
provided:

  (a) Any employee called back to duty shall be paid at overtime rates for all overtime worked with
a minimum pay for call-back of two (2) hours at overtime rates.

  (b) Any employee called back to duty on a regular day of rest shall be paid overtime rates for all
overtime worked with a minimum for a call-back of two (2) hours at overtime rates.

  (c) Any employee called back to duty on a paid holiday or a designated vacation day shall be
paid overtime rates for all overtime worked with a minimum pay for call-back of four (4) hours
at overtime rates in addition to her regular earnings for the day.

  (d) Any employee scheduled to work on a paid holiday shall be paid overtime rates in addition to
her regular earnings for the day.

15.4 A call-back shall be defined as any call back to work received by an employee from the
University, during the period between her completion of work and subsequent starting time.

15.5 When an employee is required to work overtime she may elect to receive time off, instead of
payment, at a mutually agreed time provided that at the time of any such election, she does
not have more than five (5) days time off coming to her. If the employee has five (5) days or
more time off under this Clause coming to her, she may only elect to receive further time off
with the approval of the Director of Human Resources. Such time off shall be equivalent in
hours to the pay for such overtime that would have been calculated under Clause 15.3. The
employee shall make her election at the time of completing the overtime.
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15.6 When an employee requests the exchange of work for time off, or time off for work, such
exchange shall be at a mutually agreed time on an equal time basis, and be authorized by
the person designated by the University, or his or her designee.

15.7 Where an employee is required to work overtime following the normal work day and it is not
expected that the work will be completed in less than three (3) hours, the employee will be
provided with a meal as near as possible to the normal meal time. Where a meal cannot be
given, the University agrees to compensate the employee for a meal, in an amount not to
exceed ten dollars ($10.00).

15.8 Overtime payment or compensatory time off shall be calculated to the nearest one-half (1/2)
hour.

15.9 Overtime paid an employee shall be computed on the value of one (1) hour, as per pay
Schedules "A1" and "A2".

15.10 Overtime work in a particular classification in a particular administrative unit shall be spread
as equitably as possible in order of seniority and on a reasonable practical basis among the
employees thereof. Where there are no volunteers for overtime duty, such duty shall be
assigned on a rotation basis starting with the most junior employee who is qualified.

ARTICLE 16   HOLIDAYS

16.1 For employees, the following days shall be observed as holidays without loss of pay to the
employees:

New Year's Day
Good Friday
Victoria Day
Canada Day
Civic Holiday (1st Monday in August)
Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day

and any other day or days so proclaimed as a statutory holiday by the Federal or Provincial
authorities.

16.2 When any of the above holidays fall on a Saturday or Sunday, the University shall designate
another working day(s), either the preceding Friday or the following Monday, to be observed
as the holiday or holidays in lieu thereof.

16.3 Two (2) "floating" paid holidays shall be observed in lieu of Easter Monday and "mid-term
break". After consultation with the Union, Human Resources shall declare by March 1st the
days the floating holidays are to be observed as paid holidays for all employees. The days
the floating holidays are observed shall immediately precede or follow a weekend or another
declared holiday.
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ARTICLE 17   VACATIONS

17.1 An employee shall be entitled to vacation with pay subject to the following:

  (a) The year on which normal annual vacation entitlements are based is defined as the
preceding period from April 1st to March 31st.

  (b) An employee shall be entitled to an unbroken vacation period based on the entitlement
earned during the preceding vacation year; such period shall be mutually agreeable to both
the employee and the University.

  (c) The person designated by the University may authorize a period of vacation to the extent
earned prior to the completion of any vacation year, or up to one (1) week of vacation may
be carried over from the normal vacation to the next vacation year.

  (d) Special requests to receive salary and/or vacation pay cheques in advance of vacation must
be submitted to the payroll office by the employee one (1) pay period in advance of the start
of the vacation.

  (e) Where a statutory holiday falls within the vacation period, a compensating day's holiday will
be provided. Normally such day(s) will be allowed immediately preceding or following the
vacation.

17.2 The annual vacation period shall be determined as follows:

  (a) An employee who has completed twelve (12) full calendar months accumulated service as of
March 31st shall receive fifteen (15) work days' vacation.

  (b) An employee who has completed two (2) years' accumulated service as of March 31st shall
receive twenty (20) work days' vacation.

  (c) An employee who has completed nine (9) years' accumulated service as of March 31st shall
receive twenty-five (25) work days' vacation.

  (d) An employee who has completed nineteen (19) years' accumulated service as of March 31st
shall receive thirty (30) work days' vacation.

  (e) An employee who has completed less than twelve (12) months' accumulated service as of
March 31st shall receive one and one-quarter (1 1/4) work days' vacation for each full
calendar month worked from the commencement of her service.

17.3 In the event that an employee is hospitalized for three (3) or more days during her vacation,
sick leave shall be substituted for vacation leave. The employee must provide a medical
certificate attesting to the fact that hospitalization was necessary and indicating the time
period involved. Such medical certificate must state the cause for such hospitalization is
through no fault of the employee. However, in the case of communicable diseases,
excluding common colds and simple flu, or recuperation following surgery requiring bed rest
or quarantine, sick leave shall be substituted for vacation leave. In the latter case, the
employee must supply a medical certificate attesting to the fact that bed rest or quarantine
was necessary and indicating the time period involved.

17.4
 (a) The number of work days that the University is closed during the Christmas/New Year's

break will be designated as vacation days, following consultation with the Union. The
maximum number of vacation days designated will be four (4) days.
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 (b) Should an employee choose not to use vacation days during this break, she shall advise the
Director, Human Resources no later than December 1st preceding in writing and therein
state whether she is using banked time in lieu of using her vacation days over the
Christmas/New Year's break.

ARTICLE 18   WORKERS' COMPENSATION AND MANITOBA PUBLIC INSURANCE

18.1 When an employee is receiving wage loss benefits from Workers' Compensation and/or
Manitoba Public Insurance, she shall be paid her regular salary and the University shall
receive the amount paid under the Workers' Compensation and/or Manitoba Public
Insurance to a maximum of the employee's sick leave entitlement. Following this, the
employee will then receive the Workers' Compensation and/or Manitoba Public Insurance
directly and no pay from the University.

ARTICLE 19   GRIEVANCE PROCEDURE

19.1 The parties to this Agreement recognize the desirability for prompt resolution of grievances
through an orderly process without stoppage of work or refusal to perform work.

19.2 A grievance is defined as a complaint in writing concerning:

  (a) the application, interpretation, or alleged violation of an Article of this Agreement.
  (b) the dismissal, suspension, demotion or written reprimand of an employee.

19.3 "Day(s)" means working day(s).

19.4 Where a grievance has been initiated and the nature of the grievance is such that it has or
potentially could have wide spread application affecting a number of employees; and where
as a result the Union deems it impractical that each affected employee grieve separately, the
Union shall have the right to present a group grievance on those matters as defined in Article
19.2(a). Such group grievances shall be presented directly to the Director of Human
Resources within twenty (20) working days of the date of the action giving rise to the
grievance.

19.5 Where either party to this Agreement disputes the general application, interpretation or
alleged violation of an Article of this Agreement, either party may initiate a policy grievance.
Such grievances initiated by the Union shall be made to the Director of Human Resources
and such grievances initiated by the University shall be made to the President of the Union
and in either case shall be within twenty (20) working days from the date either party became
aware of the act giving rise to the grievance.

19.6 A grievance initiated at the wrong step of the procedure shall be validated by re-initiation at
the correct step within twenty (20) working days of notice in writing by the other party. Should
the other party fail to give such written notice within ten (10) working days of the receipt of
the grievance, such grievance shall not be deemed to be invalid or defeated for such reason.
Time limits, as established, shall be mandatory but time limits, as established, may be
extended by mutual agreement between the parties to this Agreement.

19.7 It is mutually agreed that an effort shall be made to resolve complaints through discussion
before a written grievance is initiated. The aggrieved employee shall have the right to have
her Steward present at such a discussion or any of the steps of the Grievance Procedure.

19.8 A grievance arising from the demotion, suspension or dismissal of an employee shall be
initially presented at Step Two of the Grievance Procedure.
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19.9 Step One

  (a) Within twenty (20) days from the date when an employee became aware, orally or in writing,
of the circumstances giving cause for a grievance, the employee and/or Representative shall
present the grievance to the employee's immediate supervisor or designee.

  (b) Within ten (10) days from the date the grievance was presented,  the decision of Step One
shall be presented in writing to the grievor and/or Representative.

 Step Two

  (a) Where the decision is unsatisfactory to the grievor, the grievance shall, within ten (10) days
from the date the reply was received from Step One, be presented by the grievor and/or
Representative to the Director of Human Resources for consideration at this step.

  (b) Within ten (10) days from the date the grievance was presented at this step, the decision of
Step Two shall be presented in writing to the grievor and/or Representative.

19.10 Where the University fails to issue a decision at any step of the Grievance Procedure within
the time limits specified, the grievor or Representative may process the grievance to the next
step.

19.11 If the reply at Step Two is not satisfactory, the grievance may be presented to Arbitration.

19.12 An employee or the Union may present an objection in writing respecting the application of a
written policy of the University respecting conditions of employment within twenty (20)
working days of the action. In such cases, the objection shall be referred to the Director of
Human Resources for a decision. If such decision is not satisfactory to the objector, then the
objection shall be referred to the Board of Governors within ten (10) working days of the
Director of Human Resources' decision. The decision of the Board of Governors shall be
final and binding upon the parties.

ARTICLE 20   ARBITRATION PROCEDURE

20.1 No matter may be submitted to arbitration until the applicable steps of the Grievance
Procedure have been exhausted.

20.2 Either party within ten (10) working days of receipt of a final decision by the other party, may
give notice of its intention to submit the dispute to Arbitration. Such notice shall include the
name of that party's appointee to the Arbitration Board.

20.3 The party receiving such notice shall within ten (10) working days notify the other party of its
appointee to the Arbitration Board.

20.4 The two appointees so selected shall, within ten (10) working days, meet and name the third
member who shall be the Chair of the Board.

20.5 In the event that either Party fails to name an appointee, or if the two (2) appointees fail to
agree upon a Chair within the applicable time limits, then at the request of either Party, the
appointment(s) shall be made by the Minister of Labour.

20.6 Where the matter is submitted to the Arbitration Board, the Arbitration Board shall
commence hearings within ten (10) working days of the matter being submitted to the Board
and shall hear evidence and argument submitted by or on behalf of the parties relevant to
the matter submitted.
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20.7 The Chair and one other member are a quorum; but, in the absence of a member, the other
member shall not proceed unless the absent member has been given reasonable notice of
sitting.

20.8 The Arbitration Board shall hear and determine the difference or allegations and shall issue
a decision.

20.9 The Arbitration Board shall not be authorized to make any decision inconsistent with the
provisions of this Agreement, nor alter, modify, or amend any part of this Agreement. The
decision of the majority of the Arbitration Board shall be final and binding on both parties.

20.10 The Arbitration Board shall not have authority to, nor be empowered to make a decision in
any Arbitration where the subject matter of the Arbitration is:

  (a) Any request for modification of the Agreement.
  (b) Any matter not covered by the Agreement.
  (c) Any matter which by the terms of the Agreement is exclusively vested in the
 University.

Any such decision shall be null and void.

20.11 The Chair shall submit a report on the findings and the decision of the Board within fourteen
(14) calendar days following the completion of the hearing to:

  (a) The University;
  (b) The Grievor;
  (c) The Manitoba Government Employees' Union.

20.12 Any of the time limits referred to in the Arbitration Procedure may be extended by mutual
agreement of the parties hereto.

20.13 Each party shall bear all expenses of their appointee to the Board and shall bear equally the
expenses of the Chair of the Board.

ARTICLE 21   TECHNOLOGICAL AND/OR ORGANIZATIONAL CHANGE

21.1 For purposes of this Agreement, technological change shall mean changes introduced by
the University in the manner in which it carries out its operations and services, excluding
contracting out, where such change results in the lay-off of existing employees covered by
this Agreement. If the technological change does not result in a lay-off of existing
employees, this entire Article, except for 21.8, does not apply. Such change(s) shall include
the following:

  (a) the introduction, because of technological change or development, of equipment, material, or
processes different in nature, type, or quantity from that previously utilized; and/or

  (b) any change in work methods, organization, operations, or processes which adversely affects
one or more employees; and/or

  (c) any change in location at which the University operates; and/or

  (d) any change(s) resulting from effects of legislation on the work force.

21.2 When the University is considering the introduction of a technological change:

  (a) the University agrees to notify the Union as soon as possible with full information and to
update the information as new developments and/or modifications arise;
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  (b) notwithstanding the foregoing, the University shall provide the Union, at least one hundred
and twenty (120) days prior to the introduction of the technological change(s), with a
complete description of the change/project to be implemented, disclosing all foreseeable
effects and repercussions on employees and shall identify all positions in the University
which will be affected.

21.3 All data pertinent to the technological change(s) shall be given to the Union.

21.4 When the University notifies the Union of its intention to introduce a technological change,
the parties hereto shall meet within the next thirty (30) days to reach agreement on solutions
to the problems arising from the intended change(s), and on measures to protect employees
from adverse affects. The University and the Union agree to bargain in good faith as to all
aspects of these matters.

21.5 When the parties agree to the required solutions, the solutions shall be set forth in a
Memorandum of Agreement signed by the parties hereto, forming part of this Agreement.

21.6 When the parties hereto do not reach agreement within sixty (60) days after the date on
which the Union receives the aforementioned notification of technological change(s), the
agreed-upon issues shall be signed off between the parties hereto, and the outstanding
issues in dispute shall be referred to Arbitration in accordance with the applicable Article
herein within fifteen (15) working days of the failure to agree. Notwithstanding any Article in
this Agreement, an Arbitration Board shall have the power to uphold or vary the position of
either party hereto, and/or establish new positions or alternatives to be implemented as
might be deemed fit to lessen or negate the detrimental effects of the technological
change(s) on employees. The award of the Board shall be final and binding upon the parties.

21.7 Technological change(s) shall not be introduced until all matters are resolved by agreement
and/or Arbitration.

21.8 An employee, voluntarily or compulsorily, reassigned or reclassified as a result of a
technological change shall be provided with what ever retraining she requires during her
hours of work with full pay from the University and at no additional cost to the employee.

21.9 No new employees will be hired by the University until all employees affected by the
technological change(s) have been given an opportunity to retrain for other equivalent or
higher paying positions of employment or have been assigned comparable positions at
equivalent pay.

21.10 The University and the Union agree that in the case of some employees, early retirement
might be preferable to job retraining. Early retirement offers shall be dealt with by the
University, the Union, and the affected employee and, subject to the provisions of the benefit
plans, such offer shall be at full benefits which the employee would have received at her
normal retirement age with no penalties or charges against the pension payable. Nothing
herein shall preclude the employee and the Union from initiating early retirement options to
the University. These options shall be dealt with per the foregoing.

21.11 When all options for affected employees have been exhausted and lay-off(s) proves
necessary, the lay-off(s) shall be in accordance with this Agreement and the employee(s)
shall receive Severance Pay in accordance with this Agreement.

ARTICLE 22   CAREER DEVELOPMENT
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22.1 In the event that an employee enrolls for a course either at a University, Community College,
trade school, correspondence school or otherwise, the total or partial tuition cost including
program fees and costs of texts of such course(s) on successful completion of such
course(s) shall be remitted to the employee, if a request for a remission, initiated by either
the employee or University, is approved by the person designated by the University and
submitted to the Director, Human Resources prior to commencement of such course(s).
(The University will "waive" the tuition fees including program fees for Brandon University
credit courses, rather than reimburse the employee for the cost of the tuition on successful
completion.)

22.2 Where an employee enrolls in a course(s) or takes training at the University's request, such
training shall be at the expense and on the time of the University.

ARTICLE 23   GROUP BENEFITS

23.1 All eligible employees shall be covered by the University Pension Plan and Group Benefit
Plans, as long as the plans continue in existence.

23.1.1 The Provincial Government of Manitoba and the Manitoba Government Employees Union
have negotiated a Dental Plan for employees under the Civil Service Act of Manitoba, which
also covers the employees at Brandon University.  The Parties hereto agree that as long as
employees represented by the Union can be covered by the Plan, the said Dental Plan is
part of this agreement between the University and the Union.  This Agreement is subject to
terms, conditions, and duration of the said Dental Plan.

23.2 Fifty percent (50%) of a regular (pro-rata) employee's monthly premium for Group Extended
Health Care benefits will be borne by the University.

23.3 The University shall provide employees on lay off with relevant information on group
benefits.

ARTICLE 24   MISCELLANEOUS

24.1 The University will provide, on each pay day, to each employee, an itemized statement of
wages showing the month, deductions, etc. Overtime sheets shall be provided showing
hours and rates.

24.2 Clerical errors made relative to an employee's salary or fringe benefits will be adjusted.

24.3 The University agrees to provide a copy of the Agreement for each of the employees of the
Union and further, if requested at the time of printing of the Agreement, such further copies
of the Agreement as requested by the Union executive, provided the Union pays $2.00 for
each extra copy. Each employee who terminates with the Union shall return to the Human
Resources Office the copy of the Agreement provided to her.

24.4 The University agrees to provide the Union with a list of its designated representatives and, if
required, their designees, within one month after the signing of this Agreement.

24.5 The University agrees that employees who incur expenses while on University business shall
be reimbursed for reasonable expenses in accordance with University policy; such expenses
shall be paid on submission of a bona fide expense report, supported, where possible, by
vouchers or receipts.
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24.6 The University will provide for ongoing automatic pay cheque deposits to a bank/credit union
of the employee's choice.

24.7 All job/position/classification descriptions containing the words "other duties as assigned"
shall be deemed to read "other related duties as assigned" and any future rewriting of the
description shall have the wording changed per the foregoing.

ARTICLE 25   UNIVERSITY'S RIGHTS

25.1 All functions, rights, personnel pay practices, powers and authority which the University has
not specifically abridged, delegated or modified by this Agreement are recognized by the
Union as being retained by the University.

25.2 In administering this Agreement, the University shall act reasonably, fairly, in good faith, and
in a manner consistent with the Agreement as a whole.

ARTICLE 26   INCREMENT DATE

26.1 This Article shall not apply to Food Service employees.  "Anniversary Date" shall be defined
as the date upon which the employee was hired or, alternatively, except as provided below, if
the employee has changed classification to a classification with a higher maximum, the date
upon which she changed to such higher classification.

The effective date for an employee's annual increment shall be the first day of the bi-weekly
pay period following the anniversary of the date of hire, provided that the employee has
accumulated one (1) year of service in the classification. For those employees whose
classification has changed, the effective date shall be the first day of the bi-weekly pay
period following the anniversary of the classification change.

26.2 All employees will receive a regular annual increment equal to one (1) increment on their
classification pay schedule provided the person designated by the University in that
administrative unit assesses the employee's work as satisfactory to receive an annual
increment. Such increments will be granted until an employee has reached the maximum
level in her classification.

26.3 Where an increment is not granted to an employee on the employee’s anniversary date the
employee shall be notified of the increment denial on or before the applicable anniversary
date. The employee shall be provided in writing with the reasons the increment was denied.
The increment may be granted to the employee on any subsequent monthly anniversary
date. The effective date for such an increment shall be the first day of the bi-weekly pay
period which includes the subsequent monthly anniversary date referred to. The employee is
eligible for an increment at the employee’s next anniversary date.

26.4 New employees will be placed on a level in their classification in accordance with previous
applicable experience. The Union will be advised of any new employee who is to be placed
above the minimum level in her classification and may object to such placement within one
(1) week of receipt of such notification. If any objection is received, such objection may be
the basis of a grievance under the arbitration provisions of this Agreement.

26.5 When an employee is promoted to a position paying a higher rate of pay, she shall be paid
the wage of the minimum of the higher classification or the wage in such classification which
is one (1) full increment higher than her present salary. When an employee is transferred to
a position paying a lower rate of pay, she shall be paid the wage in the lower classification
which is higher than but nearest to her present salary, or failing that, the wage of the



24

maximum of such classification. In the former case, the employee's anniversary date will be
considered to be the date of the promotion/transfer, while in the latter case, the employee's
anniversary date will be unchanged.

ARTICLE 27   DURATION, SETTLEMENT PAY AND RENEWAL OF AGREEMENT

27.1 This Agreement shall be effective from the 1st day of April, 1998 and shall continue in force
for five (5) years and shall remain in force from year to year thereafter unless at least thirty
(30) days prior to the termination date thereof written notice is given by either Party to the
other of a request to negotiate a revision hereof, provision of which request shall be included
with the notice. There shall be a wage re-opener as of April 1, 2001. (See Memorandum of
Agreement #4).

27.2 For administrative purposes, the conditions of this Agreement shall be considered to be in
effect on the date of signing unless otherwise provided herein. All monetary items herein
agreed are retroactive to April 1, 1998, and shall be paid out as settlement pay per 27.3
below within thirty (30) days of the signing of this Agreement.  (See Memorandum of
Agreement #4.)

27.3 Settlement pay shall be paid to each employee who has been in the employ of the University
since April 1, 1998 including those persons who leave the employment of the University
during the period of April 1, 1998 to the date of signing of this Agreement.

27.4 If, during the term of this Agreement, the Parties hereto shall mutually agree on a change,
amendment or alteration of any of the provisions of this Agreement, or if the Parties shall
mutually agree on any additional conditions of employment, then the same may be added to
this Agreement in the form of a supplement hereto and shall henceforth become part of this
Agreement.

27.5 The University agrees that, during the period from 1 April 1998 to 31 March 2003, there shall
be no lay-off, for budgetary reasons, of any employee covered by this Agreement, other than
historical annual lay-offs which have occurred during the year in the same workplaces for
their constant historical reasons (for example, short term lay-offs in Food Services).

ARTICLE 28   MATERNITY LEAVE

28.1 An employee who qualifies for Maternity Leave may apply for such leave in accordance with
either Plan A or Plan B, but not both.

28.2 During the period of leave, sick leave and vacation benefits will not accrue.

28.3 Section 36 (1) through 36 (11) inclusive of The Employment Standards Act respecting
maternity leave shall apply "mutatis mutandis".

28.4 During the period of any maternity leave, benefits will not accrue. However, the period of
maternity leave will count as service towards eligibility for long term vacation entitlement and
seniority.

PLAN A

28.5 In order to qualify for A, a pregnant employee must:
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  (a) have completed nine (9) consecutive months of employment for or with the University;

  (b) submit to the University an application in writing for leave under Plan A at least four (4)
weeks before the day specified by her in the application as the day on which she intends to
commence such leave; and

  (c) provide the University with a certificate of a duly qualified medical practitioner certifying that
she is pregnant and specifying the estimated date of her delivery.

28.6 An employee who qualifies is entitled to and shall be granted maternity leave without pay
consisting of:

  (a) a period not exceeding twenty (20) weeks if delivery occurs on or before the day of delivery
specified in the certificate mentioned in Section .2(c), or

  (b) a period of twenty (20) weeks plus an additional period equal to the period between the date
of delivery specified in the certificate mentioned in Section .2(c) and the actual date of
delivery, if delivery occurs after the date mentioned in that certificate;

  (c) the University may vary the length of maternity leave upon proper certification by the
attending physician.

28.7

  (a) An employee who has been granted maternity leave shall be permitted to apply up to a
maximum of ten (10) days of her accumulated sick leave against the Employment Insurance
waiting period.

  (b) Should the employee not return to work following her maternity leave for a period of
employment sufficient to allow for reaccumulation of the number of sick days granted under
subsection (a), the employee shall compensate the University for the balance of the
outstanding days at the time of termination. Approved sick leave with pay granted during the
period of return shall be counted as days worked.

28.8 During the period of maternity leave - Plan A - an employee may continue membership in the
University pension, and Group Benefit plans by paying both employer and employee monthly
premiums based on her regular salary subject to the provisions of the benefit plans.  If
membership is continued, the period of leave shall be credited towards years of service in
the calculation of pension benefits.

PLAN B

28.9 In order to qualify for Plan B, a pregnant employee must:

  (a) have completed nine (9) consecutive months of employment for or with the University;
  (b) submit to the University an application in writing, for leave under Plan B at least four (4)

weeks before the day specified by her in the application as the day on which she intends to
commence such leave;

  (c) provide the University with a certificate of a duly qualified medical practitioner certifying that
she is pregnant and specifying the estimated date of her delivery;

  (d) provide the University with proof that she has applied for unemployment insurance benefits
and that the HRDC has agreed that the employee has qualified for and is entitled to such
Employment Insurance benefits pursuant to Section 30, Employment Insurance Act, l971.

28.10 An applicant for Maternity Leave under Plan B must sign an agreement with the University
providing that:
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  (a) she will return to work and remain in the employ of the University on a full-time basis for at
least six (6) months following her return to work or, with the agreement of the University and
should the employee so wish and such an opportunity so exist, on a part-time basis prorata,
and

  (b) she will return to work on the date of the expiry of her maternity leave unless this date is
modified by the University and

  (c) should she fail to return to work as provided under (a) and/or (b) above, she is indebted to
the University for the full amount of pay received from the University as a maternity
allowance during her entire period of maternity leave.

28.11 An employee who qualifies is entitled to a maternity leave consisting of:

  (a) a period not exceeding seventeen (17) weeks if delivery occurs on or before the date of
delivery specified in the certificate mentioned in Section 28.9(c), or

  (b) a period of seventeen (17) weeks plus an additional period equal to the period between the
date of delivery specified in the certificate mentioned in Section 28.9(c) and the actual date
of delivery, if delivery occurs after the date mentioned in that certificate;

  (c) The University may vary the length of maternity leave upon proper certification by the
attending physician.

28.12 During the period of maternity leave, an employee who qualifies is entitled to a maternity
leave allowance in accordance with the SUB plan as follows:

  (a) for the first two (2) weeks an employee shall receive 93% of her weekly rate of pay. Such
payment shall be made wherever possible within two (2) weeks of commencing her leave.

  (b) for up to a maximum of fifteen (15) additional weeks, payments equivalent to the difference
between the E.I. benefits the employee is eligible to receive and 93% of her weekly rate of
pay.

  (c) all other time as may be provided under Section 28.11 shall be on a leave without pay basis.

28.13 Plan B does not apply to term employees or employees subject to lay-off, except for such
employees who have historical short-term annual lay-offs which occur during the year in the
same workplaces for their constant historical reasons (i.e., Food Services, Gym, etc.)

28.14 During the period of maternity leave, - Plan B - contributions to the University pension and
group benefit plans shall be continued by the employer and the employee throughout the
period of the leave based on 100% salary.  The period of leave shall be credited towards
years of service in the calculation of pension benefits.

ARTICLE 29   CONTRACTING OUT

29.1 For the duration of this Agreement, the University agrees that there shall be no contracting
out of work currently done by members of the bargaining unit if such contracting out results
in the lay-off of any employee covered by this Agreement.  The University hereby agrees
that before any work is contracted out, it will provide the Union with ninety (90) days notice
during which time it will discuss its intentions with the Union.  In such discussions, the
University will explain its reasons for its tentative decision to contract out such work and give
the Union an opportunity to suggest ways in which the work might otherwise be performed.
The University will give due consideration to the suggestions of the Union before making its
final decision as to whether or not such work will be contracted out.
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29.2 The University may participate in work experience type projects providing that such
participation does not result in the lay-off of any employee covered by this Agreement.  The
University will advise the Union of any such participation.

ARTICLE 30   JUSTICE AND DIGNITY

30.1 Should the University suspend an employee pending an investigation into the circumstances
related to the suspension, such suspension shall be with pay.

ARTICLE 31   SEVERANCE PAY

31.1 A retiring employee who is over 55 years of age and has at least ten (10) years' service with
the University shall receive severance pay upon retirement in the amount of one (1) week's
salary (at the final rate of pay) for each year of service to a maximum of fifteen (15) weeks'
salary.

31.2 An active employee who meets the age and service requirements outlined above and who
dies while in the service of Brandon University shall receive severance pay calculated as in
31.1.

31.3 An employee permanently laid off, regardless of age or years of service, shall receive
severance pay calculated as in 31.1 above. In the event that such an employee is
subsequently rehired by the University, within fifty-two (52) pay periods, she shall, as a
condition of employment, reimburse the University for all monies received under the terms of
this Article. This Article does not apply to seasonal lay-offs.
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ARTICLE 32   REMOTENESS ALLOWANCE

32.1 The University and the Union agree that the "REMOTENESS ALLOWANCE" Schedule in the
Government Employees Master Agreement as has been agreed to between the Province of
Manitoba and the Manitoba Government Employees' Union, in respect of employees in the
Civil Service of Manitoba, is deemed to be and hereby forms part of this Agreement. All
eligibility criteria, benefits, conditions, and rates therein shall apply to any University
employee covered by this Agreement who works in an applicable community.

ARTICLE 33   LABOUR MANAGEMENT COMMITTEE

33.1 The Union and the University agree to maintain a Labour Management Committee
composed of three (3) employees elected by the Union, the Director of Human Resources or
his/her designate, and such other management or supervising persons as the University
chooses to appoint, to a maximum of two (2) additional members.

33.2 The Committee shall meet on a regular date or on request of either party on five (5) days'
notice. The meeting shall be held monthly unless otherwise mutually agreed.

33.3 The purpose of the Committee is to review and deal with issues and problems of the
workplace, to seek and consider advice, and to make recommendations of the proposed
solutions as they are able.

33.4 The Committee does not have jurisdiction over wages or any other matter related to the
administration or bargaining of the Agreement. Such issues shall be removed from their
agenda and referred to the Union and the University. The Committee shall not address any
disputes which properly belong under the grievance and arbitration procedure. Unanimous or
majority decision by the Committee shall not interfere with the rights of the Union or the
University arising out of or pertinent to the Agreement.

33.5 Full minutes of each meeting shall be kept. Copies of the minutes shall be given to the
committee members, and may be further distributed as they see fit.

33.6 A quorum shall be two (2) members from each of the University and Union side of the
Committee. The Chairmanship of the meeting shall alternate from meeting to meeting. The
parties shall advise each other of renewed/re-elected committee members once a year.

ARTICLE 34   WORKPLACE SAFETY AND HEALTH

34.1 The University agrees to continue the Workplace Safety and Health Committee.

34.2 The Union's local at the University shall have at least one (1) member on this Committee,
dependent on the structure agreed to between the University, the various unions, and the
Workplace Safety and Health Division.

34.3 The University will continue to provide its employees with safe working conditions, equipment
and materials, and will continue to ensure that all reasonable precautions are taken.

34.4 The Union will continue to make every effort to obtain the cooperation of each employee
within the bargaining unit in the observation of all reasonable safety rules, practices and
procedures.



29

34.5 Every employee shall take all reasonable precautions and follow all reasonable safety rules,
practices and procedures in order to protect her safety and health and the safety and health
of any other persons who may be affected by her acts or omissions at work.

34.6 Where a supervisor knows that any condition exists at a workplace that is unusually
dangerous to the safety or health of an employee, he/she shall not require or permit an
employee to engage in, carry on or continue to work in that workplace under that condition.

  (a) Where an employee has reason to believe, and does believe, that a condition exists that is
dangerous to her safety or health in the performance of her work, she shall report that
condition to her supervisor.

  (b) The supervisor, upon being notified under (a) above, shall inspect the condition with the
employee and discuss the employee's reasons for believing the condition to be dangerous.
The co-chairpersons of the Health and Safety Committee may be asked to participate.

  (c) If the employee is not satisfied with the supervisor's decision or if the supervisor refuses to
inspect the condition, the employee shall contact, in writing or by telephone, the Workplace
Safety and Health Division without delay.

  (d) If the employee refuses to work because of her belief that the condition is dangerous, she
must be available to perform other work assigned to her.

34.7 Nothing in this Article prevents the doing of any work or thing that may be necessary in order
to remedy the dangerous condition described herein.

34.8 Disciplinary action shall not be taken against an employee solely for the reason that:

  (a) she made a report under this Article, and/or

  (b) she refused to work or continue to work under the conditions described under this Article
provided a Safety and Health Officer has reported in writing that the employee had
reasonable and probable grounds for believing that those conditions were dangerous to her
safety or health.

34.9 Where an employee takes unfair advantage of the provisions described in this Article for
frivolous reasons, she may be subject to disciplinary action up to and including suspension
or dismissal.

ARTICLE 35   VIDEO DISPLAY TERMINALS

35.1 Where an employee operates a Video Display Terminal (VDT) for twenty-five percent (25%)
or more of the normal work week, she shall have her eyes examined once per year by an
optometrist. The cost of the eye examination, if not covered by a medical plan, shall be paid
by the University.

35.2 A pregnant VDT operator may request a job reassignment for the period of pregnancy by
forwarding a written request to the University along with a letter from a qualified medical
practitioner certifying that she is pregnant. Upon receipt of the request, the University shall
endeavour to reassign the employee to an alternate position at her regular rate of pay or
such higher rate as may be applicable.

35.3 Where an operator is of the opinion that the work results in undue eye fatigue, she may
request a review of job duties. The University will endeavour to design the job of the operator
in a manner that will permit the operator at least ten (10) minutes of duties away from the
video display terminal during any two (2) hour period of continuous operation.
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ARTICLE 36   DEFERRED SALARY LEAVE PLAN

36.1 Subject to a favorable tax ruling from the Government of Canada, both parties agree to the
establishment of a Plan whereby employees covered by this Agreement may have the
opportunity of taking a leave of absence on a deferred compensation basis.

36.2 The terms and conditions of the Deferred Salary Leave Plan will be subject to joint
negotiations between the parties hereto and will be covered by a separate Memorandum of
Agreement.

ARTICLE 37   SECOND LANGUAGE TRAINING

37.1 An employee who may be or is required to have a facility for a second language shall be
provided with training at the time and expense of the University.

ARTICLE 38   CRIMINAL AND CIVIL LIABILITY

38.1 The University agrees to provide and pay for legal counsel for the defence of any action,
either criminal or civil, initiated against an employee as a result of the performance of her
assigned duties, provided that the actions of the employee do not constitute gross neglect or
misconduct on the part of the employee, and further, the University and employee shall
consult as to legal counsel, and in the event that no agreement can be reached, the
University retains the right to appoint counsel.

ARTICLE 39   BRIDGING OF SERVICE

39.1 The University shall credit an employee, excluding a term or casual employee, who resigns
and is subsequently rehired as an employee, with one-half (1/2) of her accumulated unused
sick leave entitlement upon resignation to a maximum of twelve (12) days, and with her
previous service in order to determine vacation entitlement, and only to determine vacation
entitlement, as follows:

  (a) the employee must have accumulated at least four (4) years continuous "regular" service at
the time of resignation;

  (b) the employee must have resigned for the purpose of raising a dependent child or children,
and must so state in her letter of resignation;

  (c) the employee must be rehired as an employee within five (5) years of resignation, and,
during this period, shall not have engaged in any other remunerative employment for more
than three (3) months; and

  (d) the employee must successfully complete any probationary period.

This Article shall not confer or imply any other benefits or entitlements except those
expressly conferred.

ARTICLE 40    RIGHTS OF STEWARDS AND TABLE OFFICERS

40.1 "Steward and Table Officer" means an employee elected or appointed by the Union who is
authorized to represent the Union, an employee or both.
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40.2 The University recognizes the Union's right to select Stewards and Table Officers to
represent employees.

40.3 The Union shall determine the number of Stewards and Table Officers and the jurisdiction of
each Steward and Table Officer having regard to the plan of organization, the distribution of
employees at the work place, and the administrative structure implied by the Grievance
Procedure.

40.4 The Union agrees to provide the University with a list of Stewards and Table Officers and
any subsequent changes. The Union shall provide appropriate identification for Stewards
and Table Officers.

40.5 Stewards and Table Officers and employees shall not conduct Union business during their
working time.

40.6 The duties of the Stewards and Table Officers shall be to investigate complaints of an urgent
nature and to investigate and present grievances in accordance with the Grievance
Procedure.

40.7 For complaints of an urgent nature, a Steward or Table Officer shall first obtain the
permission of her immediate supervisor before leaving work to investigate such complaint
with the employee and supervisor concerned. Such permission shall not be unreasonably
sought or withheld. On resuming her normal duties, the Steward or Table Officer shall notify
her supervisor.

40.8 When it is necessary for a Steward or Table Officer to investigate a complaint or grievance
during working hours, no deduction in salary shall be made from the Steward or Table
Officer or employee concerned, provided that each has obtained approval from their
supervisor(s) for the time required to deal with the complaint or grievance. On resuming their
duties, the Steward or Table Officer and employee shall notify their supervisor(s).
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SCHEDULE OF EXCLUSIONS

Administrative Assistant, Rural Development Institute
Annual Fund Officer
Campaign Officer
Communications Officer
Director, Alumni Relations
Director, Ancillary Enterprises
Director, Computer Services
Director, Development
Director, Financial & Registration Services
Director, Human Resources
Director, Physical Plant
Director, Residence Hall Programs
Executive Assistant to the President
Executive Director, Development and External Relations
Junior Accountant
Manager, Bookstore
Manager, Grants and Special Projects
Payroll Officer
Human Resources Assistant
Human Resources Clerk
Purchasing Officer
Secretary, Chief Administrative & Financial Officer
Secretariat Coordinator to the Board of Governors
Secretary, Development and External Relations
Secretary to the President
Secretary to the Vice-President
Secretary/Receptionist, President's Office
Special Assistant to the Vice-President (A & R)
Supervisor, Housing
Supervisor, Maintenance
University Health and Safety Officer
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M.G.E.U. Negotiators: Board Negotiators:

_________________________________ __________________________________
G. Ewen (Spokesperson) B. Smith(Spokesperson)

_________________________________ ___________________________________
P. Giesbrecht S. Lamont

_________________________________ ___________________________________
E. Zurawski D. Berkan

IN WITNESS WHEREOF WE HAVE HEREUNTO SET OUR HANDS FOR AND ON BEHALF OF
THE BRANDON UNIVERSITY AND THE MANITOBA GOVERNMENT EMPLOYEES' UNION
(M.G.E.U.) REPRESENTING THE BRANDON UNIVERSITY NON-ACADEMIC STAFF
ASSOCIATION (B.U.N.A.S.A.) LOCAL 2003.

_________________________________ ____________________________________
J. Chaboyer, President R. Cochrane, Chair
B.U.N.A.S.A. Local 2003 Board of Governors

Brandon University

_____________________________________
C. Dennis Anderson
President
Brandon University



34

MEMORANDUM OF AGREEMENT #1 is attached to and forms part of the current Collective
Agreement between:

BRANDON UNIVERSITY

- and -

THE MANITOBA GOVERNMENT EMPLOYEES' UNION
(Brandon University Non-Academic Staff Association Local 2003)

The parties hereto are agreed that the Hours of Work for such positions in Library Services at the
University for such hours of work and for such time frames of the calendar year as are in effect on
the date of signing this Agreement are agreed to be a variation of the "Hours of Work" as set forth
under Article 14 of the current Collective Agreement.

All other terms of the Collective Agreement shall apply as stated therein.

SIGNED THIS           DAY OF                                   , 1998.

FOR THE UNIVERSITY: FOR THE UNION:

_____________________________ ________________________________

_____________________________ ________________________________

_____________________________ ________________________________
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MEMORANDUM OF AGREEMENT #2 is attached to and forms part of the current Collective
Agreement between:

BRANDON UNIVERSITY

- and -

THE MANITOBA GOVERNMENT EMPLOYEES' UNION
(Brandon University Non-Academic Staff Association Local 2003)

Subject to agreement of the other bargaining agents on campus, the parties hereto agree to
continue the BENEFITS COMMITTEE as follows below. The Committee's jurisdiction shall be to
examine existing Benefit Plans and the feasibility of Benefit Plans not in existence at the present
time, and to recommend changes to existing Plans and the establishment of any new Plans.

1. A Benefits Committee shall consist of one (1) member from each Bargaining Agent's
(union's) Local at the University, who are covered by the Plan, with equal, but not greater
representation from University management.

2. The Committee shall meet as regularly as orders of business dictate.
3. The Committee may recommend changes to existing plans and the establishment of any

new plans.  Any such recommendations shall be by majority determination of the
Committee members present at a duly constituted meeting of the Committee following
consultation with their employee unit.

4. Nothing in this Memorandum forbids a union local committee member from asking her
Union Staff Representative to attend a meeting with her. Such representative may
participate in all discussions.

SIGNED THIS             DAY OF                              , 1998.

FOR THE UNIVERSITY: FOR THE UNION:

_____________________________ _______________________________

_____________________________ _______________________________

_____________________________ _______________________________
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MEMORANDUM OF AGREEMENT #3 is attached to and forms part of the current Collective
Agreement between:

BRANDON UNIVERSITY

 - and -

THE MANITOBA GOVERNMENT EMPLOYEES' UNION
(Brandon University Non-Academic Staff Association Local 2003)

A joint Job Evaluation Committee, with membership consisting of the Director, Human Resources
(Chair), one (1) Union representative and one (1) University representative, shall in the first
instance, be responsible for position classifications and reclassifications.

All new employees shall be assigned by the University to one of the existing job classifications with
the proviso that the University and the Union may agree at any time to add additional classifications.
If the employee successfully completes the probationary period and if the employee is not satisfied
with the classification assigned, then she may initiate a request for reclassification by contacting the
Director, Human Resources.  Present employees who have completed their probationary period may
apply for reclassification at any time subject to the provisions below.  Any employee may request
reclassification of any one position no more than once in each fiscal year (April 1 to March 31).

If an employee requests reclassification, the request shall be taken by the Director, Human
Resources to the Job Evaluation Committee described above.  The Job Evaluation Committee shall
make a decision and so inform the employee.

Employees have the right to appeal the determination of the Job Evaluation Committee.  Appeals
would be directed to a Job Evaluation Appeal Committee, with membership consisting of the Job
Evaluation Committee as described above and expanded to include one (1) additional Union
representative and one (1) additional University representative.

Should the Job Evaluation Appeal Committee uphold the determination of the Job Evaluation
Committee, and should the employee still be dissatisfied with the determination, the Union may refer
the matter directly to arbitration per the arbitration process and procedure in the Collective
Agreement.

 
SIGNED THIS                   DAY OF                                           , 1998.

FOR THE UNIVERSITY: FOR THE UNION:

____________________________ _____________________________

____________________________ _____________________________

____________________________ _____________________________
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MEMORANDUM OF AGREEMENT #4 is attached to and forms part of the current Collective
Agreement between:

BRANDON UNIVERSITY

- and -

THE MANITOBA GOVERNMENT EMPLOYEES' UNION
(Brandon University Non-Academic Staff Association Local 2003)

The parties agree to commence negotiations for the re-opener of Article 14.7 regarding Schedules
“A1” and “A2” for the fourth and fifth years of this collective agreement. The re-opener shall occur
on April 1, 2001.

Should the parties conclude that they are unable to reach agreement on Article 14.7 following
reasonable attempts, they agree to resolve the outstanding issues using an agreed upon arbitrator
and final offer selection. Any one of the following arbitrators would be acceptable to the parties:

  i) Mr. Martin Friedman
 ii) Mr. Wally Fox-Decent
iii) Mr. John Scurfield

The parties will jointly share the cost of such arbitration.

The arbitrator shall only have jurisdiction to rule on the outstanding wage issues which the parties
put forward.

The arbitrator’s award will be binding on the parties.

SIGNED THIS                     DAY OF                                            , 1998.

FOR THE UNIVERSITY: FOR THE UNION:

____________________________ _____________________________

____________________________ _____________________________

____________________________ _____________________________



SCHEDULE A1
MGEU Wage Rates

Effective April 1, 1998

GRADE 1 2 3 4 5 6

0 $24,328.85 $24,808.42 $25,306.44 $25,822.89 $26,339.35 $26,855.81
$932.53 $950.91 $970.00 $989.80 $1,009.60 $1,029.39
$13.32 $13.58 $13.86 $14.14 $14.42 $14.71

1 $24,568.63 $25,048.20 $25,546.22 $26,062.68 $26,579.13 $27,114.04
$941.72 $960.11 $979.20 $998.99 $1,018.79 $1,039.29
$13.45 $13.72 $13.99 $14.27 $14.55 $14.85

2 $25,140.43 $25,638.45 $26,154.90 $26,689.81 $27,224.70 $27,759.61
$963.64 $982.73 $1,002.53 $1,023.03 $1,043.53 $1,064.03
$13.77 $14.04 $14.32 $14.61 $14.91 $15.20

3 $26,062.68 $26,597.58 $27,132.48 $27,667.38 $28,220.73 $28,792.52
$998.99 $1,019.49 $1,040.00 $1,060.50 $1,081.71 $1,103.63
$14.27 $14.56 $14.86 $15.15 $15.45 $15.77

4 $27,353.82 $27,888.73 $28,460.52 $29,013.87 $29,604.10 $30,194.34
$1,048.48 $1,068.98 $1,090.90 $1,112.11 $1,134.73 $1,157.36

$14.98 $15.27 $15.58 $15.89 $16.21 $16.53

5 $28,976.97 $29,548.76 $30,139.01 $30,747.68 $31,356.37 $31,983.50
$1,110.70 $1,132.61 $1,155.24 $1,178.57 $1,201.90 $1,225.94

$15.87 $16.18 $16.50 $16.84 $17.17 $17.51

6 $30,932.14 $31,559.27 $32,186.39 $32,831.96 $33,495.98 $34,160.00
$1,185.64 $1,209.68 $1,233.71 $1,258.46 $1,283.91 $1,309.36

$16.94 $17.28 $17.62 $17.98 $18.34 $18.71

7 $33,256.20 $33,920.21 $34,602.67 $35,285.14 $36,004.49 $36,723.84
$1,274.72 $1,300.17 $1,326.33 $1,352.49 $1,380.06 $1,407.64

$18.21 $18.57 $18.95 $19.32 $19.72 $20.11

8 $35,912.27 $36,631.62 $37,369.41 $38,107.21 $38,881.90 $39,656.59
$1,376.53 $1,404.10 $1,432.38 $1,460.66 $1,490.36 $1,520.05

$19.66 $20.06 $20.46 $20.87 $21.29 $21.72

9 $38,937.24 $39,711.92 $40,505.05 $41,003.06 $42,128.20 $42,976.67
$1,492.48 $1,522.17 $1,552.57 $1,571.66 $1,614.79 $1,647.31

$21.32 $21.75 $22.18 $22.45 $23.07 $23.53

10 $42,294.20 $43,124.23 $43,991.15 $44,876.50 $45,761.86 $46,684.10
$1,621.15 $1,652.97 $1,686.20 $1,720.13 $1,754.07 $1,789.42

$23.16 $23.61 $24.09 $24.57 $25.06 $25.56

11 $45,983.19 $46,905.44 $47,846.13 $48,805.27 $49,782.85 $50,778.87
$1,762.55 $1,797.90 $1,833.96 $1,870.72 $1,908.19 $1,946.37

$25.18 $25.68 $26.20 $26.72 $27.26 $27.81
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SCHEDULE A1
MGEU Wage Rates

Effective first day of Pay Period which includes

 April 1, 1999

GRADE 1 2 3 4 5 6

0 $24,572.14 $25,056.50 $25,559.50 $26,081.12 $26,602.74 $27,124.37
$941.86 $960.42 $979.70 $999.70 $1,019.69 $1,039.69
$13.46 $13.72 $14.00 $14.28 $14.57 $14.85

1 $24,814.32 $25,298.68 $25,801.68 $26,323.31 $26,844.92 $27,385.18
$951.14 $969.71 $988.99 $1,008.98 $1,028.97 $1,049.68
$13.59 $13.85 $14.13 $14.41 $14.70 $15.00

2 $25,391.83 $25,894.83 $26,416.45 $26,956.71 $27,496.95 $28,037.21
$973.28 $992.56 $1,012.55 $1,033.26 $1,053.97 $1,074.68
$13.90 $14.18 $14.47 $14.76 $15.06 $15.35

3 $26,323.31 $26,863.56 $27,403.80 $27,944.05 $28,502.94 $29,080.45
$1,008.98 $1,029.69 $1,050.40 $1,071.10 $1,092.53 $1,114.66

$14.41 $14.71 $15.01 $15.30 $15.61 $15.92

4 $27,627.36 $28,167.62 $28,745.13 $29,304.01 $29,900.14 $30,496.28
$1,058.97 $1,079.67 $1,101.81 $1,123.23 $1,146.08 $1,168.93

$15.13 $15.42 $15.74 $16.05 $16.37 $16.70

5 $29,266.74 $29,844.25 $30,440.40 $31,055.16 $31,669.93 $32,303.34
$1,121.80 $1,143.94 $1,166.79 $1,190.35 $1,213.92 $1,238.20

$16.03 $16.34 $16.67 $17.01 $17.34 $17.69

6 $31,241.46 $31,874.86 $32,508.25 $33,160.28 $33,830.94 $34,501.60
$1,197.50 $1,221.77 $1,246.05 $1,271.04 $1,296.75 $1,322.46

$17.11 $17.45 $17.80 $18.16 $18.53 $18.89

7 $33,588.76 $34,259.41 $34,948.70 $35,637.99 $36,364.53 $37,091.08
$1,287.47 $1,313.17 $1,339.60 $1,366.02 $1,393.86 $1,421.71

$18.39 $18.76 $19.14 $19.51 $19.91 $20.31

8 $36,271.39 $36,997.94 $37,743.10 $38,488.28 $39,270.72 $40,053.16
$1,390.29 $1,418.14 $1,446.71 $1,475.27 $1,505.26 $1,535.25

$19.86 $20.26 $20.67 $21.08 $21.50 $21.93

9 $39,326.61 $40,109.04 $40,910.10 $41,413.09 $42,549.48 $43,406.44
$1,507.40 $1,537.39 $1,568.10 $1,587.38 $1,630.94 $1,663.78

$21.53 $21.96 $22.40 $22.68 $23.30 $23.77

10 $42,717.14 $43,555.47 $44,431.06 $45,325.27 $46,219.48 $47,150.94
$1,637.36 $1,669.50 $1,703.06 $1,737.33 $1,771.61 $1,807.31

$23.39 $23.85 $24.33 $24.82 $25.31 $25.82

11 $46,443.02 $47,374.49 $48,324.59 $49,293.32 $50,280.68 $51,286.66
$1,780.18 $1,815.88 $1,852.30 $1,889.43 $1,927.28 $1,965.83

$25.43 $25.94 $26.46 $26.99 $27.53 $28.08
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SCHEDULE A1
MGEU Wage Rates

Effective first day of Pay Period which includes

Effective April 1, 2000

GRADE 1 2 3 4 5 6

0 $25,063.58 $25,557.63 $26,070.69 $26,602.74 $27,134.79 $27,666.86
$960.70 $979.63 $999.30 $1,019.69 $1,040.09 $1,060.48
$13.72 $13.99 $14.28 $14.57 $14.86 $15.15

1 $25,310.61 $25,804.65 $26,317.71 $26,849.78 $27,381.82 $27,932.88
$970.16 $989.10 $1,008.77 $1,029.16 $1,049.55 $1,070.68
$13.86 $14.13 $14.41 $14.70 $14.99 $15.30

2 $25,899.67 $26,412.73 $26,944.78 $27,495.84 $28,046.89 $28,597.95
$992.74 $1,012.41 $1,032.80 $1,053.92 $1,075.05 $1,096.17
$14.18 $14.46 $14.75 $15.06 $15.36 $15.66

3 $26,849.78 $27,400.83 $27,951.88 $28,502.93 $29,073.00 $29,662.06
$1,029.16 $1,050.28 $1,071.40 $1,092.53 $1,114.38 $1,136.96

$14.70 $15.00 $15.31 $15.61 $15.92 $16.24

4 $28,179.91 $28,730.97 $29,320.03 $29,890.09 $30,498.14 $31,106.21
$1,080.15 $1,101.27 $1,123.85 $1,145.70 $1,169.00 $1,192.31

$15.43 $15.73 $16.05 $16.37 $16.70 $17.03

5 $29,852.07 $30,441.14 $31,049.21 $31,676.26 $32,303.33 $32,949.41
$1,144.24 $1,166.82 $1,190.13 $1,214.16 $1,238.20 $1,262.96

$16.35 $16.67 $17.00 $17.35 $17.69 $18.04

6 $31,866.29 $32,512.36 $33,158.42 $33,823.49 $34,507.56 $35,191.63
$1,221.45 $1,246.21 $1,270.97 $1,296.47 $1,322.69 $1,348.91

$17.45 $17.80 $18.16 $18.52 $18.90 $19.27

7 $34,260.54 $34,944.60 $35,647.67 $36,350.75 $37,091.82 $37,832.90
$1,313.22 $1,339.44 $1,366.39 $1,393.34 $1,421.74 $1,450.15

$18.76 $19.13 $19.52 $19.90 $20.31 $20.72

8 $36,996.82 $37,737.90 $38,497.96 $39,258.05 $40,056.13 $40,854.22
$1,418.10 $1,446.51 $1,475.64 $1,504.77 $1,535.36 $1,565.96

$20.26 $20.66 $21.08 $21.50 $21.93 $22.37

9 $40,113.14 $40,911.22 $41,728.30 $42,241.35 $43,400.47 $44,274.57
$1,537.55 $1,568.14 $1,599.46 $1,619.12 $1,663.55 $1,697.06

$21.97 $22.40 $22.85 $23.13 $23.77 $24.24

10 $43,571.48 $44,426.58 $45,319.68 $46,231.78 $47,143.87 $48,093.96
$1,670.11 $1,702.89 $1,737.12 $1,772.08 $1,807.04 $1,843.46

$23.86 $24.33 $24.82 $25.32 $25.81 $26.34

11 $47,371.88 $48,321.98 $49,291.08 $50,279.19 $51,286.29 $52,312.39
$1,815.78 $1,852.20 $1,889.34 $1,927.22 $1,965.82 $2,005.15

$25.94 $26.46 $26.99 $27.53 $28.08 $28.65
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SCHEDULE A2

FOOD SERVICES

APRIL 1/98

GROUP A Hourly Bi-weekly

Chef $17.38 $1,390.60
Cook IV $15.80 $1,264.11
Cook III $15.05 $1,203.72
Cook II $14.57 $1,165.36
Cook I (Trainee - 12 months) $14.32 $1,145.77

GROUP B

Salad & Vegetable Preparer $13.53 $1,082.12
Baker $13.62 $1,089.47
Short Order Cook $13.11 $1,048.66
Cook's Helper/Baker's Assistant $11.77 $941.75

GROUP C

Counter Worker II $13.18 $1,054.38
Counter Worker I $12.13 $970.32
Porter $12.13 $970.32
Kitchen/Dishroom Worker $11.91 $953.18

GROUP D

Junior Kitchen/Counter Worker (P/T Trainee) $7.38

GROUP E

Stores Clerk $11.18 $894.43
Stores Clerk Trainee (3 months) $10.81 $865.04
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SCHEDULE A2

FOOD SERVICES
Effective First Day of Pay Period which includes

APRIL 1/99

GROUP A Hourly Bi-weekly

Chef $17.56 $1,404.50
Cook IV $15.96 $1,276.75
Cook III $15.20 $1,215.76
Cook II $14.71 $1,177.01
Cook I (Trainee - 12 months) $14.47 $1,157.23

GROUP B

Salad & Vegetable Preparer $13.66 $1,092.95
Baker $13.75 $1,100.36
Short Order Cook $13.24 $1,059.15
Cook's Helper/Baker's Assistant $11.89 $951.17

GROUP C

Counter Worker II $13.31 $1,064.92
Counter Worker I $12.25 $980.02
Porter $12.25 $980.02
Kitchen/Dishroom Worker $12.03 $962.71

GROUP D

Junior Kitchen/Counter Worker (P/T Trainee) $7.45

GROUP E

Stores Clerk $11.29 $903.37
Stores Clerk Trainee (3 months) $10.92 $873.70
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SCHEDULE A2

FOOD SERVICES
Effective First Day of Pay Period which includes

April 1, 2000

GROUP A Hourly Bi-weekly

Chef $17.91 $1,432.59
Cook IV $16.28 $1,302.28
Cook III $15.50 $1,240.07
Cook II $15.01 $1,200.55
Cook I (Trainee - 12 months) $14.75 $1,180.38

GROUP B

Salad & Vegetable Preparer $13.94 $1,114.80
Baker $14.03 $1,122.37
Short Order Cook $13.50 $1,080.33
Cook's Helper/Baker's Assistant $12.13 $970.20

GROUP C

Counter Worker II $13.58 $1,086.22
Counter Worker I $12.50 $999.62
Porter $12.50 $999.62
Kitchen/Dishroom Worker $12.27 $981.96

GROUP D

Junior Kitchen/Counter Worker (P/T Trainee) $7.60

GROUP E

Stores Clerk $11.52 $921.44
Stores Clerk Trainee (3 months) $11.14 $891.17



Annual** **DO NOT PRINT COLUMN H - FOR BU PURPOSES ONLY

$36,279.32
$32,979.26
$31,403.80
$30,403.03
$29,892.10

$28,231.54
$28,423.10
$27,358.57
$24,569.43

$27,507.70
$25,314.60
$25,314.60
$24,867.44

$23,334.68
$22,568.16



$36,642.11
$33,309.05
$31,717.84
$30,707.06
$30,191.02

$28,513.86
$28,707.33
$27,632.16
$24,815.12

$27,782.78
$25,567.75
$25,567.75
$25,116.11

$23,568.03
$22,793.84



$37,374.95
$33,975.23
$32,352.20
$31,321.20
$30,794.84

$29,084.14
$29,281.48
$28,184.80
$25,311.42

$28,338.44
$26,079.11
$26,079.11
$25,618.43

$24,039.39
$23,249.72


