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ARTICLE 1

PURPOSE OF THE AGREEMENT

1.01

ARTICLE 2

Itis the purpose of this agreement:

a) to promote orderly relations between the University, the Union, and all
employees covered by this agreement in order to ensure equitable and just
working conditions;

b) to promotethe security and welfare of the employees;

¢) to favour the appropriate mechanisms for the prompt and fair settlement of

problems which may develop betweenthe University and the employees covered
by this collective agreement.

UNION RECOGNITION

2.01

2.02

2.03

2.04

ARTICLE 3

The University recognizesthe Union as the sole collective bargaining agent and the
only authorized representativefor purposes of application and administration of this
collective labour agreement for all employees included in the bargaining unit.

The tasks regularly performed by employees covered by the present collective
agreement cannot be performed for a period exceeding six (6) months per
assignment by persons outside the bargaining unit as defined in the certificate of
accreditation.

In order to be valid, all agreements subsequentto the signature of the present
agreement among one, several or all of the employees and the University, that
modify the presentagreement must receive the written approval of the Union.

The presentcollective agreement appliesto all employees covered by the certificate
of accreditation issued by the Ministry of Labour to the Syndicat des employé-es de
soutien de l'université Concordia( CSN) / Concordia University Support Staff Union
(CSN).

The text of the certificate of accreditation appears in Appendix "F".

DEFINITION OF TERMS

3.01

3.02

For the purpose of applying the present collective agreement, the following terms
are interpreted as follows:

Employee:
means any person employed by Concordia University who B covered by the
certificate of accreditation issued by the Ministére du Travail et de la Main-d'oeuvre
du Québec.

Probationary Employee:

means an employee who has not yet completedthe probationary period provided in
clause 11.02 a).



3.03

3.04

3.05

3.06

3.07

3.08

3.09

3.10

3.11

Permanent Employee:

means an employee occupying a position in the staff complement who has
successfully completedthe probationary period provided in clause 11.02 a).
Temporary Employee:

means any employee hired for a period equal to or exceeding six (6) consecutive
months to fill a position which is temporarily vacated by its incumbent, to meeta

work surplus or to serve a function in the frame of a special project.

This employee is laid off and placed on the recall list provided in clause 13.05.

Permanent Part-time Employee:
permanent part-time employee means the incumbent of a permanent part-time
position in the staff complement who has successfully completed her or his

probationary period provided in clause 11.02 a) and who regularly works less than
thirty-five (35) hours a week.

A permanent part-time employee is entitled to all benefits provided for in this
collective agreement on a prorated basis. However only permanent part-time
employees who work twenty-one (21) hours or more per week will be entitled to
long term disability benefits, as provided for in articles 36 and 37.

Immediate Supervisor:

immediate Supervisor means the person who has line responsibility for the
employees under her/his jurisdiction, which includesthe primary responsibility or
final review in matters such as but not limited to hiring, leaves and discipline.
Staff Complement:

staff complement position means an on-going position funded from the University's
operating budget.

Vacant Position:

means any position which has been definitively vacated by its incumbent.

Promotion:

means the movement of an employee from one position to another position in a
higher grade.

Transfer:

means the movement of an employee from one position to another in the same
grade.

Demotion:

meansthe movement of an employee from one positionto another in a lower grade.



3.12 The Union:
means the Syndicat des employé-e-s de soutien de |'Université Concordia
(CSN)/Concordia University Support Staff Union (CSN).

3.13 University:
means Concordia University.

3.14 The Parties:
means the University and the Union.

3.15 Spouse:
means the person to whom an employee is legally married by virtue of a civil or
religious ceremony; or with whom the employee has continuously cohabited in a
spousal relationship; for at least one year, if neither party is married to another
person; or for at leastthree years in all other cases.

3.16 For the purposes of interpreting the agreement, the feminine or the masculine will
include the feminine and the masculineto the extent that the context permits.

ARTICLE4 MANAGEMENT RIGHTS AND OBLIGATIONS

4.01 The University has the right and the duty to operate and manage effectively in
conformity with its rights and obligations, subject to the provisions of this collective
agreement.

4.02 The University will take up the cudgels on behalf of any employee held legally
responsiblefor an act carried out inthe line of duty and agrees not to institute any
claims against the employee on this account.

ARTICLES NON DISCRIMINATION

5.01 The Union and the University agree that there will be no discrimination against any
employee on the basis of any of the following reasons: age, health, background
(psychological and physical), social conditions, marital status, kinship and partner,
mother tongue, nationality, marital status of parents, physical appearance, physical
disabilities, political beliefs, race, religion or absence of religion, sex, sexual pre-
ference, or the exercise of any rights conferred by this agreement or the law.

5.02 Hiring practices, job postings, and personal files used by the Universitywill reflect
this position,

5.03 Discrimination

A preference or an unjust distinction based on one or more of the reasons
mentioned in clause 5.01 above, constitutes discrimination in the sense of the
presentarticle.



ARTICLE 6

HARASSMENT AND SEXUAL HARASSMENT

6.01

6.02

6.03

6.04

6.05

6.06

6.07

The Union and the University recognize that every employee is entitled to work in
a climate that is free from harassment and sexual harassment.

The parties will collaborate to prevent situations OF harassment and/or sexual
harassment by implementing measures to inform and raise awareness on these
issues.

Harassment is any improper conduct, comment or display directed at an employee
that is unwarranted, unsolicited and unwelcome and that might reasonably be
expected to cause offense, ridicule, humiliation or that might reasonably be
perceived as compromising an employee's right to fair and reasonable work
conditions or right to dignity.

Harassmentalso includes the abuse of authority or the improper use of power which
may undermine an employee's job performance. It may include such acts as
intimidation, threats, blackmail, or coercion.

Sexual harassmentis any conduct, comment, gesture or physical contact of a sexual
nature or implied sexual nature directed at an employee that is unwarranted,
unsolicited, and unwelcome and that might reasonably be expected to cause offense,
ridicule, humiliation or that might reasonably be perceived as compromising an
employee's right to fair and reasonable work conditions, or right to dignity.

The University has the responsibilityto interveneto insure steps are taken to end
any harassment or sexual harassmentthat they are aware of, whether there is a
complaint or not.

This article does not restrict the authority of those charged with supervisory
responsibilities in such areas as performance evaluation, staff relations and the
implementation of disciplinary actions.

Procedureto receive and handle complaints:

The following procedure should not prevent an employee from discussing a
complaint with the immediate supervisor.

Howeverthe preceding paragraph does not obligate an employee to meet with the
immediate supervisor.

a) The Union will appoint a member, who is not a member of the grievance
committee and the University will appoint an individualto receive and address
complaints of harassment or sexual harassment.

b) An employee may lodge a complaintwith the Union appointee or the University
appointee who will immediately inform the other party.

¢) Complaints must be lodged as soon as possible, but no later than within nine (9)
'months of the alleged incident or its discovery.

d) In cases where there is a member versus member conflict, the Union will appoint
an additional member to act on behalf of the employee against whom the
complaintis made.



€) Upon receipt of the complaint the appointees will decide how to handle the
complaintwhich may include a recommendationto the appropriate authority to
remove the employee from her/his positionwithout loss of salary or privileges.

f) In the event that no solution is found the employee has recourse to the
grievance procedure in accordance with Article 10. The time delays under the
grievance procedurewill date from the pointthe employee is informed, inwriting
by the appointees, that no solution has been found.

6.08 Both parties agree that confidentiality must be maintained regarding all information
concerning a complaint.

6.09 An employee who files a complaint of harassment or sexual harassment which is
subsequently found through the complaint or grievance procedure to have some
foundation, will not in any way be penalized or suffer reprisals.

6.10 The union appointee, after having informed her/his immediate supervisor is entitled
to a reasonable length of time without 10Ss of pay to inquire into a complaint or to
attend a meeting Conceming a complaint.

ARTICLE7Z RIGHTTO INFORMATION

7.01 Within thirty (30) days of the signing of the present agreement, the University
provides the Union with an alphabetical listing of employees in the bargaining unit
containing the following information:

a) name

b) birth date

¢) gender

d) office address and telephone humber

e) date of hire

f) grade and step

g) position (title department)

h) salary

i) status

j} home address

k) home telephone number, if the employee agrees

I} position number

The Union will only use home address and home telephone number informationto
contact an employee and agrees to keep the information confidential.

7.02 The University provides the above list on a diskette. Modificationsto the list are
provided in the same way within thirty (30) days of the modification.

7.03 Upon written request from the Union and after agreement between the Labour
Relations office and the Union, the University provides, within ten (10) working days
of receiving the request, all requested information which is pertinent to the
bargaining unit.

7.04 The University provides the Union with a list of the members of the Board of

Governors, the Electoral College, and the names of persons appointed to a
committee formed in accordance with any of the clauses in this Agreement. Any
changes made to this list will be submitted within thirty (30) days of their having
been made.



7.05

7.06

ARTICLE 8

The University will send the Union copies of the following documents:
a) all updated University policy documents;

b) the agenda, minutes and attached documents of any open meeting of the Board
of Govemors, Senate, Faculty Councis, at the same time as such documents are
mailed to their respective members or immediately thereafter in the case of
documents distributed at meetings;

¢) the operating budget of the University approved by the Board of Governors;

d) the annual audited statements of the pension plan and the annual actuarial
valuation of the pension plan approved by the Benefits Committee and the Board
of Governors within ten (10) days of their approval;

e) information concerning the operating budget of the University approved by the
Board of Governors, and the Régles bugetaires et calculs des subventions de
fonctionnementaux universités du Québec.

The University provides the Unionwith lists of office-supportemployees on contract
or time-sheets, paid by the University (excluding research funds). Such lists are to
be provided every three (3) months.

UNION MEMBERSHIP

8.01

8.02

8.03

8.04

8.05

8.06

Employeeswho are members of the Union at the date of signature of this agreement
and employees who become members at a later date must remain members of the
Union for the duration of this agreement, except as stipulated in clause 8.04.

a) Each new employee must, become a Union member by signing a membership
card and paying the membership fees set by the Union.

The Union will arrange for the new employee to sign a membership card, and
will collect the membership fee directly.

b) Inthe case of new employees, a fifteen (15) minute meeting is provided in a
convenient, confidential spot between a new employee and her/his Union
delegate or in her/his absence, her/his replacement.

This meeting must take place betweenthe first (1%) and the fifth (5*) working
day of the new employee. The scheduling of this meeting will be arranged with
the appropriate supervisor.

The University is not required to discharge or to transfer out of the bargaining unit
an employee expelled from the Union or whose admission to the Union is refused,
However, such an employee will remain subjectto union dues.

Any employee may revoke membership in the Union betweenthe ninetieth (90'") and
the sixtieth (60™) day preceding the expiry of this Agreement.

The University deducts from each employee's pay cheque in each pay period, an
amount equal to the union dues.

New employees pay dues beginning with the first (1st) complete pay period following
their date of hire.



8.07

8.08

8.09

ARTICLE 9

Upon notice being received, the Universitywill implementany modificationin union
dues no later than ten working days following the end of the pay period in which the
notice was received.

a)

b)

Every month, the University sends to the Union Treasurer, within a period not
exceeding ten (10) working days from the last pay date of the month, the money
which has been collected, and an alphabetical list of the names of the
employees, the amount deducted from each employee, as well as their
department.

The University indicateson the T4 and TP4 slips the union dues collected from
each employee.

All administrative correspondence concerning union dues will be between the
University and the Union Treasurer.

LEAVE FOR UNIONACTIVITY

9.01

a)

b)

9)

d)

€)

9)

h)

h);

The parties recognize Union representatives and their substitutes, up to a
maximum of twenty-five (25) representatives. The Union will decide on the
distribution of these representatives and will inform the University as provided
in clause 9.01 ¢).

No Union representative leaves het/his assigned place of work without having
made the necessary arrangements with the appropriate supervisor. Such
consent cannot be withheld without a valid reason.

The Union informsthe University in writing, of the names and assignments of the
employees elected or named to representthe Union, be they officers, Union
delegates, and/or members of the different committees recognized by the
present collective agreement. Thereafter, any change to the said list is sent the
same way.

It is understood that each party may request that an advisor or external
representative of its choice be present with the regular representatives at
meetings betweenthe parties. The agenda and the names of the participants
will be given at the time that the meeting date is established.

Any Union member can be accompanied by a Union delegateto a meeting with,
or when summoned by, a University representative for any matter relatingto the

interpretation or application of the collective agreement.

The University provides and maintains an office for the exclusive use of the
Union furnished with two (2) tables, a desk, chairs, a four-drawer filing cabinet
and an electric typewriter. The Union is responsible for the monthly telephone
charges.

The University agrees that the Union may use the internal mail service for Union
business in accordance with the University policy.

The University agrees that the Union may obtain a photocopying machine
through Printing Services. The Union will be responsible for the monthly
charges.

Any employee affected by the present article can not be inconvenienced or suffer
any prejudicefor her/his activities.

Any meetingwith representativesof the University does not incur any 10ss of pay
for the employee concerned.

|0



9.02

9.03

9.04

9.05

k) The Union may post, in areas agreed upon by the parties, notice of meetings and
other business, Such notices must be clearly identified as coming from the
Union.

Negotiations Committee

a) The Union NegotiationsCommittee is composed of four (4) members named by
the Union.

b) Inthe twelve (12) months preceding the expiry of the collective agreement, the
employees forming the Negotiations Committee may take leave without loss of
pay for the purpose of preparing the collective agreement project. These hours
and days of leave will be drawn from the bank df hours provided for in clause
9.08.

¢) For each negotiation, conciliation, mediationor arbitration, the University grants
the Negotiations Committee leave without 0SS of pay at the rate of one half day
per day of meetings.

d) Membersof the Negotiation Committee may, ifthey So desire, defer to after the
signing of the collective agreement, their vacation accumulated in the twelve
(12) months precedingthe expiry of the collective agreement, as well as those
accumulated up until the signing of the collective agreement, to a maximum of
ten (10) days.

Grievance Committee

a) The Universityagreesto recognize a Union Grievance Cornmittee, composed of
three (3) employees.

b) Inorder to conduct their inquiry, members of the Grievance Cornmittee, after
having informed their respective supervisors, are entitled to a reasonablelength
of time without loss of pay, to inquire into each grievance and/or prepare
meetingswith the University. They have access, if necessary, to that part of the
building in which the grievance has allegedly taken place in order that they may
conduct an inquiry on location of the circumstances which gave rise to the
grievance.

¢) The University agreesto meetthe Grievance Cornmittee on requestat a time and
place agreed to by the parties.

Executive Committee

The eight (8) officers of the Union are granted leave from their duties without loss

of pay for the purpose of Union administration. These hours or days will be drawn

from the bank provided for in clause 9.08.

Union Council

a) The Union Council is made up of all the union officers. delegates. and members
of the different committees providedfor in the collective agreement.

b) The employees who are members of the Union Council are entitled to be absent
without loss of pay to attend Union meetings. The days and hours used for
these ends are taken from the bank provided in clause 9.08 a).



9.06

9.07

9.08

Labour Relations Committee

a) The parties agree that the purpose of the Labour Relations committee will be to
discuss and resolve, ifpossible, all matters of concernto the two (2) parties.

The parties agree that the Labour Relations Committeewill also act as a Health
and Safety Committee and will be as such recognized as being formed in virtue
of article 82 of the Health and Safety Act and the representatives benefit from
all the rights as recognized under ChapterIV and V of said Act.

b) The committee will consist of SIX (6) members, three (3) of whom will be
nominated by the Union and three (3) by the University. Each party will
designate a member to chair the meetings on alternating basis.

When Health and Safety issues are being discussed both parties may have their
Health and Safety representative present.

The Committee will meet at the request of either party at a mutually acceptable
time and place, within seven (7) days of said request.

The substantive results of each meeting will be prepared, signed by the member
designatedto serve as chair and distributedto both parties normally within five
(5) days following the meeting.

¢) The Committee does not have the power to alter or amend the Collective
Agreement.

d) When the Committee's attention is drawn to a problem, a Union representative
from the committee may verify on site with the employees concerned the
working conditions which form the basis of the problem.

Inthe Case of .06 b) and d), the Union representativewill be freed from work
by the University without l0ss of pay.

e) Before each committee meeting, the Union representatives have one (1) hour
without loss of pay, to prepare.

f) The University informs the Union in writing of the names of its representatives
on the Labour Relations committee as well as any modifications which might
occur.

Central Advisory Environmental Health and Safety Committee

The Union will elect one () representative to serve as a member of the Central
Advisory Environmental Health and Safety Committee and any other Environmental
Health and Safety Committee which may be formed in the future.

The employee who is a member of the Central Advisory Environmental Health and
Safety committee is entitled to be absent without l0ss of pay to attend committee
meetings.

Union Representation

The parties recognize that in order for union officers and delegates to fulfil their
responsibilities towards the employees in the best way possible, leaves for union
activity are necessary, and will be granted as follows:

a) The University grants the Union a bank of two hundred (200) days of leave for
union activities each year. These days can be taken per hour, per half-day, or
per day.



9.09

9.10

b) The Union provides the Labour Relations office with information concerning leave

)

d)

for Union activities, and this, in principle, at least seven (7) working days prior
to the absence.

When the entire allotment of time has been used, the leaves will be without loss
of pay, but will be reimbursed by the Union. The Union will reimburse all
amounts within thirty days of the agreement between the parties on the amount
owed, Such payments will be available to the units from which the leave was
granted.

The above-mentioned provisionswill apply to any leave for Union activity with
the exception of those provided for in clause 9.03, 9.06 and $.07

Leave for Union Activities

a)

b)

c)

d)

g)

h)

a)

Upon written notice from the Union, the University grants leave without pay, to
not more than one (1) permanent full-time employee for union service either as
an employee, or in an elected position, within the Confederationdes Syndicats
Nationaux (CSN) or one of its affiliated bodies.

The notice carries the name of the employee, the nature and length of the
absence and must be forwarded to the Labour Relations office, as a rule, thirty
(30) days prior to the absence.

The University agrees to grant the leave without pay unless, due to particular
circumstances, it would be impossible to do so without seriously affecting the
normal operations of the sector where the employee concerned works.

Ifthe employee who is granted leave holds a non-elective position, she/he must
returnto work within twenty-four (24) months of the beginning of her/his leave,
failing which, she/he will be considered as having resigned at the beginning of
her/his leave.

Ifthe employee on such leave holds an elective position, she/he receives a leave
without pay equal in lengthto her/his term of office; this leave without pay may
be renewed once, for a total of two (2)terms, in the event of a reelection.

An employee on such leave does not have a right to the benefits of this
agreementexcept the pension plan and the group insurance planto the extent
such plans so allow. In such event, the cost of the premiums will be paid
entirely by the employee.

The employee granted such leave must give the University a written notice of
her/his intentto returnto work at least thirty (30) days beforethe end of leave.
Upon her/his failure to returnto work at the end of the leave provided for in
clause 9.09 d) she/he is considered as having resigned at the beginning of
her/his leave.

Upon her/his return to work, the University reinstates the employee into the
position she/he occupied at the moment of her/his departure, or if her/his
position has been abolished, into an equivalent position

The employee granted leave by virtue of the present clause will continue to
accumulate seniority for a maximum of twenty-four (24) months; seniority is
thereafter maintained but does not accumulate.

Upon written notice from the Union the University grants leave without loss of
pay to a maximum of two members of the executive at any one time, subject to

the terms of the present clause.

10



ARTICLE 10

b)

c)

d)

)]

h

)

The notice includes the name of the employee, the nature and length of the
absence and must be forwardedto the Labour Relations office, as a rule, thirty
(30) days prior to the absence.

The University agrees to grant the leave without pay unless, due to particular
circumstances, it would be impossible to do so without seriously affecting the
normal operations of the sector where the employee concerned works.

The period of leave shall be no less than six (6) months and no more than
twenty-four (24) months, unless the parties agree inwriting to modify the period
of leave.

The Union will reimbursethe University for the salary paid to the employee(s)
excluding days providedfor under article 34, as well as the University's portion
of the employee's benefits. This reimbursement must be made within thirty (30)
days of being requested, failing which the employee's leave may be cancelled by
the University.

An employee on such leave has the right to the benefits of this agreement
including the pension plan and the group insurance planto the extent such plans
soallow. Insuch event, the cost of the premiums will be paid by the employee
and the University as per the terms of the current collective agreement.

The employee granted such leave must give the University a written notice of
her/his intent eitherto returnto work at leastthirty (30) days before the end of
her/his leave. Upon her/his failure to returnto work at the end of her/his leave
she/he is considered as having resigned at the beginning of her/his leave.

Upon her/his return to work, the University reinstates the employee into the
position she/he occupied at the moment of her/his departure, or if her/his
position has been abolished, article 12 or 13 applies as is appropriate.

The employee granted leave by virtue of the present article continues to
accumulate seniority.

Other leave provisions under this article will not be applicable to an employee
granted leave under the present clause.

Upon return from her/his leave the employee will acquire her/his entire vacation
entittlementfor the current year which will be paid by the University as per the
terms of article 27.

GRIEVANCE AND ARBITRATION PROCEDURE

10.01

10.02

10.03

The parties agree that a grievance shall be any disagreementrespectingthe working
conditions outlined in this agreement. The parties agree that they will endeavour
to settle a grievance as promptly as possible.

Nothing in the present article must be considered as preventingthe Union or an
employee, accompanied by her/his union delegate, from discussing with the
University representative, any labour relations problem before resorting to the
grievance procedure. The University representativemust allow the presence of the
union delegate who accompanies the employee.

A technical error does not invalidate a grievance.

11



10.04

10.05

10.06

10.07

10.08

10.09

10.10

a) A grievance is presented either in French or in English, and contains a summary
of the facts written in such a way as to be able to identify the problem raised,
as well as the redress sought and, as an indication, the article or articlesin the
agreementwhich is(are) concerned.

b) A grievance may be amended as long as the amendment does not alter the
nature of the grievance. |fthe amendment is presented at the hearing, the
arbitrator may decide to postpone the hearing in an effort to protect the rights
of the parties.

The discussions betweenthe parties concerning a grievance are held between the
Grievance Committee and representatives of the University designated for this
purpose. Nevertheless, the University representative with whom a grievance is
discussed may invite another representativeof the University to participate in the
discussion.

The employee who files a grievance has a right to be present at all stages of the
grievance and arbitration procedure; however, the final settlementof a grievance will
take place between the Grievance Committee and the authorized representative of
the University.

No employee will suffer loss of pay for any time spent with representatives of the
University or with members of the Grievance Committee during regular work hours
for the purpose of discussing a grievance. During an arbitration hearing, the
members OF the Grievance Committee, the griever, the employee(s) who are
implicated or any other employee who serves as a witness are granted leave,
without loss of pay, to attend. Any meeting regarding a grievance, between
members of the Grievance Committee and the employees implicated in the
grievance, will be held in a confidential location.

The time and reasonable duration of the meeting must be agreed to with the
supervisor. Moreover, a period of three (3) hours without loss of pay is granted to
employees referred to inthe present clause within the two (2) weeks precedingthe
arbitration hearing.

An employee who files a grievance must not in any way be penalized or
inconvenienced as a result.

The Union may file a grievance on behalf of an employee, a group of employees, or
all of the employees. In such a case, the Union must conform to the procedure
provided in clause 10.10.

For all grievances, the University and the Union agree to conformto the following
procedure:

a) The employee or the Grievance Committee representative files the grievance
with the immediate supervisor with a copy to the Labour Relations Office within
thirty (30) working days of the event which gave rise to the grievance. Inthe
case where knowledge IS acquired after the incident, the grievance must be filed
within twenty (20) working days of such knowledge by the employee or the
Union.

The burden of provingthat knowledge of the incidentwas acquired subsequently
rests with the Union. However, in the case of firing or suspension, the grievance
must be submitted within twenty (20) working days of the knowledge of the
incident by the employee or the Union.
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10.11

10.12

10.13

10.14

ARTICLE 11

b) Atthe requestof either party, a meeting betweenthe University and the Union
will take place within the twenty (20) working days following the filing of the
grievance.

¢) The Immediate Supervisor gives her/his answer in writing to the Grievance
Committee within the thirty (30) working days following the receipt of the
grievance and sends a copy to the employee concerned if applicable.

Failing agreement, the Union may submit the grievance to arbitration by giving
notice to the University (ie. Labour Relations Office) of its intention within twenty
(20) working days following the expiry of the delay outlined in clause 10.10 ¢).

Prescription

A grievance is deemed to have been settled, that is to say that the grievance is
accepted as valid or that it is abandoned, at any stage of the grievance and
arbitration procedure, upon failure of either party to respondor to proceed to the
nextstep, includingarbitration, within the time limits stipulated above, unless it has
been mutually agreed in writing to modify them.

Arbitration Process

a) Unless otherwise agreed to by the parties, all grievances are heard before a
single arbitrator as chosen by both parties. |fthe parties fail to agree on the
choice of an arbitrator, either party may ask the ministere du Travail to nominate
an arbitrator.

b) Thejurisdiction of the arbitrator is limited to conditions establishedin the present
agreementand in no case doesthe Arbitrator have the powerto add to, subtract
from or modify the agreement in any way. The decision of the arbitrator is final
and binding on the parties.

¢) Inthe event of arbitration on disciplinary measures, the arbitrator may uphold
the decision of the University or reject it, or render any other decision she/he

judges equitable under the circumstances.

The arbitrator may render any other fair and equitable decision under the
circumstances as well as determine, if appropriate, the amount of compensation
and/or damages to which an employee unjustly treated may have the right.

d) The fees and expenses of the arbitrator will be divided equally between the
parties, exceptfor a grievance filed under artcle 15.04 a).

Inthe case of a grievance filed under article 15.04 a), should the Universtiy win,
the fees and expenses of the arbitrator will be paid half and half.

Inthe case of a grievance filed under article 15.04 @), shouldthe Union win, the
fees and expenses of the arbitrator will be paid in total by the University.

Inthe case of a resignation, the arbitrator may take into account the circumstances
surrounding the resignationot an employee, and the validity of the consent.

SENIORITY

11.01

Accumulation and acquisition of Seniority rights

a) Forthe permanent full-time employee, seniority is accumulated on the basis of
continuous service as a member of the bargaining unit.
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11.02

11.02

b)

d)

For the permanent part-time employee, seniority is accumulated pro rated to the
regular hours worked weekly.

Inall cases, seniority is acquired for any permanent employee, when she/he has
completed her/his probationary period, retroactivelyto the date of hire.

The temporary employee accumulates seniority on the basis of hours worked, or
considered as having been worked, subjectto clause 11.03, and the time off to
which she/he is entitled.

However, this seniority cannot supersede that of a permanent employee as long
as the person has the status of a temporary employee.

The temporary employee Who obtains a position in conformity with the present
agreement is credited with the seniority accumulated as a temporary employee
once her/his probationary period has been completed. However, only seniority
accumulated as incumbent in a position in the staff complement can be
considered as seniority or active service for purposes of employment security.

Overtime worked by an employee is not considered for the purposes of
calculating seniority.

Probationary and Trial Period

a)

b)

Probationary Period

1) The probationary period for a new employee hired to fill a position in the
staff complement E sixty (60) days worked. However, the parties may agree
in writing to extend a new employee's probationary period by a maximum of
an additional sixty (60) days worked.

The parties recognizethat during the probationary period, the new employee
will receive appropriate assistance and training in order to facilitate
adaptation to her/his position.

2) Inthe middle of the probationary period, the immediate supervisor will make
awritten progress report and will have a formal interview with the employee
to discuss the said report.

3) The employee whose services are no longer required duringthe probationary
period is entitled to a written notice of five (5) working days or one (1)
week's salary if there is no notice.

4) Probationary employees have access to the grievance and arbitration
procedure, except inthe case of lay-off or dismissal.

5) Any employee who held the status of temporary and has accumulated at
least seventy (70) hours of pertinent experience, will be deducted seventy
(70) hours from her/his probationary period.

Trial Period

1) Any employee who obtains a promotion or a transfer in accordance with
article 11, is entitled to atrial period of sixty (60) days worked.

2) Notwithstanding 11.02 b} 1) an employee who brings pertinent experience
to the new position may have seventy (70) hours deducted from her/his trial
period

3) Duringthe trial period, the employee continues to benefit from all rights and
privileges of the collective agreement.
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11.03

11.04

4) The parties recognizethat, during the trial period, the employee is entitled
to appropriate assistance and training in order to facilitate adaptationto the
new position.

5) Inthe middle of the trial period, the immediate supervisor will make a
written progressreport and will have a formal interview with the employee
to discuss the said report.

6) i) If, during the trial period, the employee is incapable of satisfying the
normal requirementsof the position, the University reinstates the said
employee in the former position, without prejudice as to rights acquired
inthe former position. Inthe case of a grievance, the University has the
burden of provingthat the employee is incapable of satisfying the normal
requirements of the position.

i) Ifwithin the first twenty-five (25) days of the trial period, the employee
advises the supervisor in writing that she/he does not wish to remain in
the position, the University reinstates the said employee in the former
position, without prejudice as to rights acquired in the former position.

Accumulation of Seniority Rights

An Employee continuesto accumulate her/his seniority during any absence provided
for in this Agreement, or in the applicationthereof, or otherwise authorized, for the
duration of the absence, with the exception of the following cases:

a)

b)

)

d)

In the event of a leave of absence without pay provided for in clause 29.01:
seniority ceases to accumulate after a period of twelve (12) months and is
maintained.

In the event of an absence due to a non-work related accident or illness,
seniority ceases to accumulate after a period of twenty-four (24) months and is
maintained.

Inthe event of a lay-off of a temporary employee at the end of the period for
which she/he was recalled or hired: seniority ceases to accumulate and is
maintained

Inthe case of lay-off of a probationary employee or a permanent employee who
does not have employment security: seniority ceases to accumulate and is
maintained.

When a member of the bargaining unit takes a position outside the bargaining
unit: seniority ceases to accumulate after six (6)months following such a move
and is maintainedfor another 24 months.

When a member of the bargaining unit takes a management position, seniority
ceases to accumulate after twelve (12) months.

Loss of Seniority Rights

‘An employee loses her/his seniority rights and her/his employment will be

considered as terminated when:

a) she/he voluntarily terminates her/his employment with the University;

b)

9)

she/he is dismissed unless the dismissal is cancelled as a result of the grievance
and arbitration procedure;

she/he is laid off for a period exceeding twenty-four (24) months;
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11.05

ARTICLE 12

d) she/he retires;

e) she/he fails to return to work within ten (10) working days following receipt of
a registered letter recalling her/him to work following layoff; this ten (10) day
period may be extended by agreement between the parties.

f) An employee loses her/his seniority rights if she/he does not returnto a position
included in the bargaining unit for a period exceeding thirty (30) months in the
case of 11.03 e) or for a period exceeding twelve (12) months in the case of
11.03 ).

Seniority List

a) The seniority list of employees remains posted for the duration of this collective
agreement. The University agreesto update this list every six (6) months.

This list includes the surname and name, date of hire, the position and
department, the grade and the status (on probation or permanent) of an
employee, whether she/he is full-time or part-time, and her/his seniority
calculated in accordance with the presentarticle.

This listalso includesthe sumame, name, date of hire, position (if appropriate),
and the status of temporary employees and their seniority calculated in
accordance with the present article.

b) Any dispute concerning the seniority of an employee is submitted in writing,
within two (2) weeks of the postingto the Labour Relations office. The latter
and the Union delegate of the sector concernedwill enquire into all disputes and
will make all the necessary corrections to the seniority list. 1nthe event of a
persisting disagreement, a grievance will be submitted in accordance with the
grievance and arbitration procedure.

¢) Any error not detected during the period for dispute may be contested later
through the above procedure; however, inthis event, the University will not be
held liable for any actions taken based on seniority lists prior to the date of
dispute.

EMPLOYMENT SECURITY AND DISPLACEMENT PROCEDURE

12.01

12.02

Employmentsecurity

The University assures employment security, within the bargaining unit, for the
duration of the present agreement, to all permanent employees who have twenty-
four (24) months of seniority as the incumbentof a position in the staff complement.

Notwithstanding any other provisions of the collective agreement and subject to
clause 19.02, employees benefiting from employment security cannot be laid off, or
dismissed without just cause and therefore will remain in the employ of the
Universityand continueto benefitfrom all the provisionsof the present agreement.

Displacement Procedure

I nthe case of abolition of positions in the staff complement, the following procedure
applies:

a) After discussion with the Union, the University agrees to assign any employee
displaced according to the present article, without posting to a vacant position
in the same grade as long as she/he has the qualifications to satisfy the normal
requirementsof the position;
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OR

Atfter discussion with the Unign, the University agrees to assign any employee
displaced according to the present article, to a vacant position inthe immediately
lower grade as long as the employee agrees and she/he satisfies the normal
requirements of the position.

b) The Universitywill provide retraining to allow an employee to occupy a position
inthe bargaining unit.

¢) Ifthe employee affected by a position abolition cannot be assigned to a vacant
position as providedfor in clause 12.02 a) and b), this employee may displace
an employee in the same grade who has less seniority, as long as she/he
satisfies the normal requirements of the position.

d) If adisplacement in the same grade is not possible, the employee affected by
position abolition or a displacement may displace an employee in the
immediately lower grade, who has less seniority, as long as she/he satisfies the
normal requirements of the position.

€) Each employee thus displaced may use her/his right to displace as outlined.

f) 1. Anemployeewhose positionis abolished and moves into another positionin
the staff complement is entitled to a trial period of sixty (60) days worked.

2. Duringthe trial period, the employee continuesto benefitfrom all rights and
privileges of the collective agreement.

3. The parties recognize that, duringthe trial period, the employee is entitled
to appropriate assistance and training in order to facilitate adaptation to
her/his new position.

4. In the middle of the trial period, the immediate supervisor will make a
written progress report and will have a formal interview with the employee
to discuss the said report.

5. If, during the trial period, the University considers that the employee is
incapable of satisfyingthe normal requirementsof the position, the employee
may continue to use the displacement procedure, or, if itis impossible, the

paragraphg) applies;

g) An employee who cannot displace in accordance with the present article, and
who does not choose to resign and receive the indemnity provided for in clause
12.04 must accept:

i) to fill a temporarily vacant position, if she/he meetsthe normal requirements
of the position;

ii) to meeta work surplus, or undertake a special project;

As long as an employee affected by the provisions of the presentarticle does not
become the incumbent of a position in the staff complement, she/he B
considered as having applied for every vacant position in the same grade for
which she/he has the qualifications to meet the normal requirements of the
position.

12.03 An employee whose position is to be abolished must receive at least one (1) month's
advance notice, copied to the Union.
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12.04

12.05

ARTICLE 13

Any employee with employment security affected by the provisions of the present
article may choose notto exercise her/his rightsand to resign. Inthis case, she/he
will benefit from a separation indemnity equivalentto one (1) month of salary per
year of seniority up to a maximum of twelve (12) months.

The employee who, by virtue of the present article, obtains a position in a lower
grade, preservesthe grade she/he was in prior to the abolition of het/his position,
or displacement. She/he is consideredas having applied for each position in her/his
old grade for which he/she has the qualifications to meetthe normal requirements
and if she/he obtains such a position in conformity with article 15, she/he must
accept it, failing which she/he is subject to the provisions of clause 38.15.

LAY-OFFAND RECALL

13.01

13.02

13.03

13.04

Only those employees not covered by clause 12.01 may be laid-off.

Lay-off Procedure

Inthe case of lay-off, temporary, and probationary employees are laid-off first. |f
other lay-offs are necessary, permanent employees not having employment security
are laid-off, and this in inverse seniority order.

Displacement procedure

a) A permanentemployeeaffected by a lay-off may displace a permanent employee
in the same grade who has less seniority than she/he, on the condition that
she/he can satisfy the normal requirements of the position.

b) If adisplacementin the same grade is not possible, the permanent employee
who is affected by a lay-off may displace an employee in the immediately lower
grade having less seniority than she/he, on the condition that she/he has the
qualifications to satisfy the normal requirements of the position.

¢) Each permanentemployee thus displaced may displace in the above mentioned
manner.

d) Any permanent employee subject to a lay-off must receive a one (1) month
notice, indicating the date of the lay-off. Any temporary employee subjectto a
lay-off, must receive a two (2) week notice indicatingthe date of the lay-off,

Recall

a) The recall list includes the names of all permanent and temporary employees
laid-off as well as temporary employees who have completed a fixed term
contract.

b) Within thirty (30) days following the signing of the collective agreement, the
University providesthe Union with the recall list of employees covered by this
article. Thereafter, this list will be updated and sent to the Union every three (3)
months.

¢) This list includes:
-» name;
-» address;

->» status;
-» telephone numbers (maximum 2), if the employee agrees;
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13.05

13.06

13.07

13.08

ARTICLE 14

-» last termination date;
-» accumulated seniority;
-» description of last assignment

d) Unless otherwise stipulated, recall to work will be done by telephone. The
University will keep a written log of all employees telephoned. An employee
accompanied by a union delegate may consult the log during normal office
hours.

e) Ifafterthree (3) calls an employee cannot be reached, the University telephones
the next person on the list, and so on.

Recall Procedure

a) Any permanent employee whose name appears on the recall list is deemed to
have applied for any vacant position in the staff complement for which this
employee has the qualifications to satisfy the normal requirements of the
position.

b) An employee who is recalled to a position of a temporary nature is subject to
Avrticle 39,

¢} Employees are called back to work in order of seniority, on the condition that
they satisfy the normal requirementsof the position.

d) Inthe event of a recall, employees will provide all documents attesting to their
qualificationswhich do not appear in their personal files.

The name of an employee who, during a period of twelve (12) consecutive months
has not worked according 10 the provisions of the present agreement, Or has refused
three (3) recallsto work, is removed from the recall list.

| f an employee cannot be reached after three (3) consecutive recall attempts the
University sends a registered letter by messenger to the last known address. | fthe
employee does not confirm her/his availability in the two (2) weeks following the
receipt of the letter, her/his name is removed from the recall list.

The Union receives a copy of all letters sent by the University to the employees
affected by the present article.

TECHNOLOGICAL CHANGE

14.01

14.02

Technological Change:
Means any major change, particularly those which may resultin the abolishmentor
creation of one or more positions and/or changes in the requirements of one or more

position arising from the introduction of new technology, techniques or equipment
which would result in a modification in grade levels.

a) The Universitywill give a written noticeto the Union of its intentionto introduce
technological change, at least three (3) months prior to the expected date of
such a change.

This notice must include:

i) the nature and goal of the technological change;
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b)

)

i} the expected date of implementation, or the schedule of implementationif
such is the case;

iii) the names of the employees, and if such is the case, the positions likely to
be affected by the technological change;

iv) the effect which the technological change islikely to have on the working
conditions of the employees affected.

At the latest ten (10) working days following the receipt of the notice by the
Union, the Union may ask the University t0 submit its projects to the Labour
Relations Committee for discussion in order to minimize the impact on the
employees and to facilitate their adaptationto the changes.

The University agrees to offer to employees affected by technological change,
the necessary training, at the University's expense, to allow them to fulfil their
new duties, during work hours and without any loss of rights or advantages, to
allow them to fulfill their new duties.

ARTICLE 15 JOB POSTING, SELECTION AND MOVEMENT OF PERSONNEL

15.01

15.02

15.03

15.04

When a position in the staff complement becomes vacant, the University has the
choice of filling or abolishing the position or of deferringthe posting of the position.
I f the decision is to fill the position, the University proceeds within a delay not
exceedingtwenty (20) working days from the date the position became vacant. If
the position is to be abolished or if the posting is to be deferred, the University will
inform the Union of its decision within the aforementioned delay.

a)

b)

When a position in the staff complementisto befilled, the University must post
it for ten (10) working days. A copy of the posting is sent simultaneously to the
Union.

The posting includes:

positiontitle and grade;

job profile;

the required qualifications;

department;

title of immediate supervisor;

the salary range;

work schedule, should it be out of ordinary;
posting date and expiry date of the posting;

EEEEERE

Employees who wish to apply for the position must do so during the posting period.

An employee who is to be absent during the posting period may apply in advance.

a) In selecting an employee to fill a position posted in accordance with clause

15.02, the University must grant the position to the candidate having more
qualificationsfor the position as posted, who is one of the three most senior
candidates, who is a permanent employee, and who has the qualifications to
satisfy the normal requirements cf the position.

The Universitywill remita list to the Union, containing the names of each of the
candidates, proividing that said candidate has signed the appropriate waiver.
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15.05

b)

d)

9)

i) IHAone of the candidates in clause 15.04 a) have the qualificationsto satisfy
the normal requirements of the position, the University must grant the
positionto the candidate who is a probationary employee or a temporary
employee, with the most seniority, unless she/he does not have the
qualifications to satisfy the normal requirements of the position. A
probationary employee must have the permission of the home department

to apply.

i) 1fnone of the abovementioned candidates have the qualificationsto satisfy
the normal requirements of the position the University must grant the
position to the candidate who is the temporary employee with the most
seniority, unless she/he does Not have the qualificationsto satisfy the normal
requirements of the position.

I f none of the candidates mentioned in clauses 15.04 a) and b), satisfy the said
conditions, other candidates wil! be considered, as long as those candidates have
more gualifications than any employee who has been refused in the above
paragraphs. |n case of a grievance, the University has burden of proving that
the outside candidate has more qualifications.

The University is not obliged to post a vacant position a second time when:

i} the vacant position was first filled by a person outside the bargaining unit
who decidedto leave the position within the first three (3) weeks of her/his
probationary period;

i) the vacant or newly created position is filled by an employee from within the
bargaining unit who decidedto returnto her/his old position within the first
twenty (20) days of her/his trial period. The University then proceeds with
a second choice among the candidateswho applied in accordance with the
provisions of clause 15.04.

An employee who applies for a position and who withdraws her/his application
or who refuses the position will not suffer any prejudice concerning any future
applications.

Infilling a position with an employee from the bargaining unit, the University
designatesthe employee in the twenty (20) working days followingthe end of
the posting period. Employment Services makes the designation verbally,
followed by written confirmationwith a copy to the Union. Infilling a position by
a person outside the bargaining unit, the University advises the Union of the
name of the new-hire and the position which she/he has obtained.

When an employee is promoted or transferred he/she is assigned to her/his new
position within the twenty (20) working days following the moment she/he was
designated. The employee receivesthe salary of the new position when he/she
assumes the position or ten (10) working days from the date she/he was
designated, whichever time period is shorter.

Temporary assignment

a)

b)

There is no obligation on the part of the University to fill a position which is
temporarily vacated.

If a position which is temporarily vacant is to be filled, it will be posted for a
period of five (5) working days within the Department and filled by the most
senior permanent employee within the Departmentwho has the qualifications to
meet the normal requirements of the position.

This same departmental process may be used to replace the employee chosen
for the temporary re-assignment.
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15.06

ARTICLE 16

The posting will include the information providedfor in article 15.02 b) as well
as the duration of the temporary assignment.

¢) Notwithstanding15.05 a) and b), the University may decide to divide the duties
among employees withinthe Departmentand pay them a stipend. The University
will advise the Union in writing of its decision and indicate the method of
calculation as well as the amount of the stipend.

d) Should no employee from within the Departmentaccept the re-assignment or
have the qualifications to meet the normal requirements of the position, the
position will be posted according to the provisions of clause 15.02 and filled
using the procedure provided for in clauses 15.04 a) and b).

e) The home department of the reassigned employee will only be expected to
release the employee for the initial period as indicated on the vacancy notice.

f) The University gives written notice to the re-assigned employee, with a copy to
the Union, stating the length of the temporary assignment, the positionto which

the employee is re-assigned and the corresponding salary.

g) At the end of the temporary re-assignment, the employee returns to her/his
former position. In the event of abolition, clause 12.02 shall apply or the
employee will be placed on the recall list

h)} The employee who obtains a temporary assignment is subject to the provisions
of clause 11.02 b).

1) The re-assignedemployee shall receive the same salary to which she/he would
be entitled iffilling the position on a permanenton-going basis.

I nthe case of a grievance concerning this article, the burden of proof rests with the
University.

HEALTHAND SAFETY

16.01

16.02

16.03

16.04

ARTICLE 17

The University agreesto respectthe appropriate laws and regulations on conditions
of health and safety at work.

The policies and procedures relatingto health and safety which appear in Manual
“C" of University Policies apply mutatis mutandisto all employees.

Within the thirty (30) days following the signature of the present agreement, the
University will provide each employee with a copy of policies and proceduresrelating
to health and safety as found in "Manual C". Any revisionswill be provided within
thirty (30) days of their distribution.

Any employee who serves on a Health and Safety sub-committee as provided by
Policy C-SA-1, in agiven Department, benefits from all the rights as Der Chapter IV
and V of the said Act.

ACQUIRED RIGHTS

17.01

The University agrees to maintainthe rights or advantages not provided or superior
to the provisions in the present agreement, which some employees enjoy, except if
the circumstances that permittedthe establishment of these rights and advantages
have changed.
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ARTICLE 18

SUB-CONTRACTING

18.01

ARTICLE 19

a) The assignment of sub-contracts must not cause lay-off, retrogradation or
reduction of work hours among the employees governed by the collective
agreement.

b) Aswell, in no case can the duties of an abolished position be sub-contracted.

¢) The University will favour the creation of new positionsrather than sub-contract
work of the classes of positions governed by the present agreement.

DISCIPLINARY MEASURES

19.01

18.02

19.03

19.04

15.05

19.06

18.07

ARTICLE 20

Any disciplinary measure must be the subject of a written notice addressed to the
employee concerned and stating the reasons for the measure. Such notice must be
sent simultaneously to the Union. Only those disciplinary measures of which the
employee and the Union have been informedin writing can be used as evidence in
arbitration and can appear in the employee's personal file.

Exceptinthe case of the discharge of employees serving a probationary period, for
any employee who is discharged, suspended, or given a written warning, the Union
may submit her/his case to the grievance procedure and if necessaryto arbitration.

I'n all cases of disciplinary measures, the University has the burden of provingthat
the disciplinary measure was imposed for just and sufficient cause. The arbitrator
may confirm or reject the disciplinary measure or render any other decision that
she/he judges equitable under the circumstances.

In the event that a University representative finds it necessary to summon an
employee for disciplinary reasons (written warning, suspension, or discharge) the
employee has the rightto be accompanied by a Union representative.

A suspension does not interruptthe continuous service of an employee.

No disciplinary measure may be imposed later than fifteen (15) days after the
incidentwhich gave rise to it or of the person responsiblefor the supervision having
become aware of it unless the parties have agreed in writing to extend the
aforementionedtime period.

No confession signed by an employee may be used against her/him during

arbitration unless it is a question:

v of a confession signed in the presence of a union delegate;

v of a confession signed in the absence of a union delegate but not denounced by
the employee in writing, within seven (7) days of. its being sianed. The

University will forward a copy. of the confession to the Union as soon as it is
received.

PERSONAL FILES

20.01

An employee has the rightto verify, at any time, inthe presence of a representative
of the University, the contents of her/his personal file which relate to her/his work
at the University and to add written comments to it.
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20.02

20.03

20.04

ARTICLE 21

An employee may request a photocopy of any documentincluded in his/her personal
fle. The cost of said photocopy will be the current rate posted at the University copy
centers.

Any record of a disciplinary measure is deemed to be removed from the employee's
file after a period of twelve (12) months has elapsed without any further disciplinary
measure of the same nature.

An employee may request that any disciplinary notice or part of one or one against
which an employee has won her/his case, be removed from the file.

At the employee's request, any disciplinary measure or part of a disciplinary measure
which meets the requirements of the preceding paragraph or any disciplinary or part
of disciplinary measure against which an employee has won her/his case must be
removed from his/her file.

Upon written request, an employee can request that a mid-probationor a mid-trial
period evaluation be removed from the personal file, once the probationary or the
trial period has ended.

Each employee must receive a photocopy of her/his probationary or trial period
evaluation.

Any employee whose grievance is in arbitration may request that a copy of his/her
personal file be forwarded to his/her Union representative and paidfor as per 20.01.

GENERAL

21.01

21.02

21.03

21.04

21.05

Use of University Premises
The University shall allow the Union use of meeting rooms free of charge. The rooms

shall be reserved according to normal University procedures.

A copy of all correspondence passing between the Union and the University shall be
sent to the Labour Relations Office of the University and the secretary of the Union.

Internai mail shall be deemed the adequate means of communication unless
otherwise specified in the collective agreement.
Communications

The University must send to the Union a copy of the following documents issued
from the date of signature of this agreement.

a) all rules and regulations that apply to employees covered by this agreement;
b) any other written communique issued to more than one employee covered by

this agreement concerning working conditions.

The University will immediately send copies of all resignations to the Union. An
employee may retract a resignation from the University on one occasion. This
retraction must occur within three (3) days of submitting the resignation.
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21.06

ARTICLE 22

An employee may not be requiredto serve refreshments or performdomestic duties
unless itis an agreed to task, stipulatedinthe Job Profile (as per article 15.02 b).
No employee will be assigned personal work which is not required service for the
University.

HOURS OF WORK AND WORK SCHEDULES

22.01

22.02

22.03

22.04

22.05

22.06

22.07

22.09

22.10

Except for employees subject to a particular work schedule according to clause
22.10, the duration of the regular work week is established at thirty-five (35) hours
generally worked between9:00 and 17:00 from Mondayto Friday.

Employees may, with the approval of the person responsiblefor supervision, choose
to work a schedule other than 9h00 to 17h00 on a regular basis.

All employees are entitled to one (1)fifteen (15) minute rest period without loss of
pay for each regular half day of work.

All employees are entitled to an unpaid meal period of one (1) hour during the
regular work day. This meal period is ordinarily taken in the middle of the regular
work day.

With the prior approval of the person responsiblefor supervision, an employee may
add one (1) daily rest periodto the meal period.

Employees who, on occasion, wish to exchange their established work schedules
must receive prior approval from the supervisor. Inthis event, the provisionsrelated
to overtime do not apply.

Summer hours

a) Everyyear, for a period of ten (10) weeks, from mid-June to mid-August (exact
dates to be posted by the Department of Human Resources) the length of the
regular work week is reduced by three (3) hours without reduction in
remuneration.

b) The reduction of hours is applied on Friday afternoons.

I nthe event that an employee is absent (vacation or sick leave), credit will not be
given for "banking" of time off for any such days.

If an employee is unable to take advantage of summer hours as they occur, the
unused hours may be "banked" and then taken at the time agreed upon with the
person responsible for the supervision. Such "banked" hours should be used up
before the end of August but, in special cases, where this is not possible due to the
nature of the departmentworkload, the "bank" may be held over. Inevery case, it
must be liquidated by December 31st.

Particular Work Schedules
a) The University determines the positions to which particular work schedules

apply, it being understoodthat, subjectto service requirements, particularwork
schedules should be kept to a minimum.
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ARTICLE 23

b)

c)

d)

€)

However any particular work schedule must remain in effect for at leastthree
consecutive calendar months.

Employees who are called upon to work particular work schedules are so
informed at the beginning d each semester or at the time of hire, promotion or
transfer.

The duration of the regular work week for an employee on a particular work
schedule is generally thirty-five (35) hours.

A particular work schedule is offered on a seniority basis to eligible empioyee(s)
(i.e. one or more targeted positions and/or services). The particular work
schedule is offered to the employee with the most seniority within the group
targeted. 1f no employee accepts the particular work schedule, it is then
assigned to the employee with the least seniority (within the position or service
mentioned).

The University will not introduce a particular work schedule that does not exist
at the beginning of the collective agreement without consulting the employees
involved and the Union prior to the implementationof such a particular work
schedule.

OVERTIME

23.01

23.02

23.03

a)

b)

<)
d)

All work performed by an employee outside of her/his regular work day or
regular work week as defined in Article 22 is considered as overtime if approved
in advance by the person responsible for supervision.

Apart from cases of emergency, all overtime B on voluntary basis.

The parties agree that overtime work must be keptto a minimum.

No employee is requiredto perform more than sixteen (16) consecutive hours
of work.

Overtime work is assigned as equitably as possible, on a rotating basis in the service,
department or program involved, among the employees who normally perform the
duties for which overtime is required.

All overtime work will be compensatedin one of the following ways, at the discretion
of the person responsible for supervision:

a)

b)

9)

d)

time off or remuneration at the rate of one and a half times (150%) the hours
worked by the employee outside of the regular work week or performed on the
first weekly day off other than a Sunday;

time off or remuneration at the rate of two times (200%) the hours worked by
the employee on a statutory holiday (in addition to the postponement of the
statutory holiday, or to the payment of the holiday), on a Sunday, or on the
second weekly day off

a meal allowance of five dollars and fifty cents ($5,50) will be paid to the
employee required to work a minimum of two (2) hours of overtime. As of June
1 2001, this amount is increased to six dollars ($6,00);

employees who are required to work a minimum of four (4) hours of overtime
are entitled to be reimbursed for taxi fares on presentation of a receipt.
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23.04

23.05

23.06

23.07

23.08

ARTICLE 24

The payment of overtime wages earned during any given pay period is made at the
same time as the regular pay for the following pay period. For annual vacations and
at the time of the Christmas break, the payment specified above is delayed one
additional pay period.

The time-off outlined in clause 23.03 a) and b} must be taken in the twelve (12)
months which follow the period the overtime is worked. Any overtime still owed at
the end of the twelve (12) month period must be remuneratedat the appropriate
rate,

An employee working overtime on a weekly day of rest or on a holiday is entitledto
the rest periods and the meal break provided in this agreement.

a) An employee who is requiredto work overtime for a period of two (2) hours or
more, is entitled to a thirty (30) minute rest/meal period compensated in
accordance with the provisions of 23.03.

b) For each three (3) hours of overtime worked, the employee is entitled to a
twenty (20) minute rest period compensated in accordance with the provisions
of clause 23.03,

Minimum Compensation For Call Back

The employee who, atthe requestof the person responsible for supervision, returns

to work outside of regular working hours, will receive the most advantageous of the

following:

1) Compensation according to regular overtime norms;

2) compensation of three (3) hours according to regular overtime norms.

PREMIUMS

24.01

ARTICLE 25

An employee for whom half or more of the regular hours of work fall after 15:00 is
entitled to a premium of fifty-three cents ($0.53) for each hour of actual work after
15:00 . This premium is increased to fifty-four cents ($0.54) on June 1, 2001, and
to fifty-five cents ($0.55) on June 1, 2002. An employee is not entitled to such a
premium when she/he is being paid at the rate providedfor overtime. This premium
is not added to the basic rate in computing the remuneration for overtime
performed. However, this paragraph does not apply to those employees who have
chosen their schedule according to clause 22.02.

HOLIDAYS

25.01

a) Duringthe figal year, the following days are recognized as paid holidays:

June 24

July 1

First Monday in September
Second Monday in October
December24
December25
December26
December31

January 1

AN G SN S SR
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25.02

25.03

26

b)

0

b)

v January2

v’ Friday before Easter

v Monday following Easter
v/ Fourth Monday in May

The University is normally closed from December 24 until normal opening hours
January 3. This period is consideredto be worked and paid.

The University agrees to recognize and observe as paid holidays all other days
declared to be holidays by the governments.

If one of the holidays in clause 25.01 coincides either with an employee's annual
vacation, or with one of her/his weekly days off other than Saturday or Sunday,
the employee affected is entitled to a postponement of the holiday to a date
agreed upon between her/him and her/his supervisor.

|f one of the holidays mentioned in clause 25.01 coincides with a Saturday or
with a Sunday, the holiday is movedto the preceding or to the following work
day.

Employees belongingto a recognized religion have the rightto a leave without pay
for holidays celebrated by said religion.

SOCIAL | FAVES, PERSONAL LEAVESAND DEFERRED SALARY LEAVE

26.01

26.02

All employees are entitle: to the following leaves without l0ss of pay p d the
leaves coincide with a la the il would normally be working.

I nthe event of the death:

a)

b)

©)

d)

of afather, of a mother, of a spouse, of a child, of the child of a spouse:

= an employee is entitled to five (5) consecutive working days including the
day of the funeral;

of the grandchildren, of the father or mother of a spouse, of the brother, of the
sister:

= an employee is entitledto three (3) consecutive working days including the
day of the funeral;

of the grand-parents, of a brother or a sister-in-law, of a son or a daughter-in-
law:

= an employee is entitled to two (2) consecutive working days including the
day of the funeral;

of an aunt, of an uncle, of a nephew, of a niece:

= an employee is entitled to one {1) working day including the day of the
funeral;

Inthe case of paragraphsa), b), ¢) and d) an employee may add to this period

accumulated vacation, accumulated overtime by virtue of article 23, and/or a
leave without pay not exceeding fifteen (15) working days.
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26.03

26.04

26.05

26.06

26.07

However in the eventthat an employee can prove that he/she has been named
as the executor of an estate, he/she may request an additional leave without

pay.

f) ifthe funeral takes place more than one hundred and sixty (160) kilometresfrom
the residence of an employee, she/he is entitled to one (1)extra working day.

g) an employee may reserve one (1)day of the above days inthe eventthat the
burial or cremation occurs at a later date.

In the event of the marriage of:

a) the employee:
= she/he is entitled to five (5) working days;

b) a son, a daughter:
= an employee is entitled to one (1) working day;

¢) the father, mother, grandparents, brother, sister, grandchildren:
= an employee is entitled to the day of the wedding;

d) the employee may add to the periods described in paragraphsa) and b), her/his
accumulated vacation entitlements or an equivalent leave without pay.

When an employee changes the location of her/his residence, she/he is entitled to
one (1)day of leave for moving. However, she/he is not entitled to more than one
(1) such day per fiscal year. Nevertheless, this restriction does not apply when an
employee must move for reasons beyond her/his control.

a) Inthe eventthat an employee is required for jury duty or to act as a witness in
proceedings to which she/he is not a party, she/he will not as a consequence
suffer any loss of her/his regular pay during the time that she/he is required to
act insuch a capacity. However, the employee mustturn overto the University
the equivalent of the amount receivedfor the performance of these duties. |f
this amount B greater than her/his regular salary the difference will be returned
to her/him by the University.

b) The employee called to act as a witness in a case where the University is
involved, continues to receive her/his regular pay and is paid overtime for all
hours required of her/him as a witness outside her/his regular work day and
work week.

¢) Inthe event an employee must appear before a civil, administrative or penal
tribunal in a case in which she/he is party, she/he is entitledto a leave without
pay, or accumulated vacation, or accumulated overtime.

When an employee finds it necessary to be absent for one of the reasons specified
in this article, she/he must inform the person responsible for supervision of this as
soon as possible, and on demand, must present proof or confirmation of these
events.

Permanent full-time employees are entitled to a maximum of fourteen (14) hours of
leave per year without loss of pay for professionalappointments, etc.

Permanent part-time employees are entitled to personal leave pro-rated for hours
worked.
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26.08

26.09

This time is not to be used to prolong vacations or any other leave foreseen in the
collective agreementwith the exception of bereavement leave.

Normally the employee will advise the immediate supervisor of the need for the
leave two (2) days in advance.

Personal leave does not accumulate from year to year (the year being calculated
from June 1)

Any time required beyond fourteen (14) hours will be without pay.

Emergency Leave

a) Itisthe purpose of the present clause to allow the employee to take leave if
her/his presence is required by an immediate family member or any person in
permanent residence with the employee, without exceeding thirty-five (35) hours
in one year.

b) The employee who takes leave provided for in the present clause must notify
her/his supervisor as soon as possible but no later than thirty (30) minutes
following the start of the employee's regular work day, stating the duration and
the reason for the absence.

¢) The hours of leave must be worked within a period agreed upon betweenthe
employee and the immediate supervisor, with the approval of the supervisor,
specifying the work to be done as well as the duration.

d) The University must notify the employee when the above-mentionedthirty-five
(35) hours have been used.

€) The hoursworked provided for inthe present clause will not be consideredto be
overtime as defined in Article 23.

Deferred Salary Leave

a) Deferred salary leave is intended to provide employees with an opportunity to
benefitfrom a leave with salary.

The Universityviews deferred salary leave as beneficial to the employee and to
the University.

b) Requests for a deferred salary leave will be subject to the ability of the
respective departmentto accommodate the leave, however, granting will only
be withheld in exceptional circumstances.

¢) The deferred salary leave will be for not Iess than six (6) consecutive months and
will not exceed twelve (12) consecutive months.

Employees who benefitfrom a deferred salary leave must returnto work for a
period equal to that of the leave.

d) An employee may apply in writing to participate in the Deferred Salary Leave
Plan (DSLP) to the immediate supervisor with a copy to the Labour Relations
Office at leastthree (3) months priorto the date at which the employee wishes
to commence participation in the DSLP.

e) Approval or refusal of a deferred salary leave will be provided by the immediate
supervisorwith a copy to the Labour RelationsOffice within five (5) weeks of the
date the application was received. | fthe University refusesto grant such a leave,
it will provide the reasons for its refusal to the employee with a copy to the
union.
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f)

9

h)

Participationof an employee in the DSLP is subject to the signing of a contract
as providedfor in  Appendix 'T".

This contract must be signed by the employee and returned to the Labour
Relations Office four (4) weeks prior to the date that the deferral period is to
commence.

The Labour Relations Office will forward a copy of the signed contract to the
appropriate immediate supervisor.

Upon signing the contract the employee will become a participating employee.
Failing to sign the contract the employee will be deemed to have withdrawn
his/her applicationto participatein the deferred salary leave plan.

The duration of the leave and the percentageof salary paid while participating
inthe plan (contract) may be one of the following:
Duration of leave Durationof participationinthe plan (contract)
2 years 3 years 4 years 5 years
6 months 75.00% 83.33% 87.50% 90.00%
7 months 70.80% 80.56% 85.42%  B88.33%
8 months 66.67% 77.78% 83.33% 86.67%
9 months 75.00% 81.25% 85.00%
10 months 72.22% 79.15% 83.33%
11 months 69.44% 77.08% 81.67%
12 months 66.67% 75.00% 80.00%

ARTICLE 27 VACATION

27.01

27.02

All employees are entitled to paid vacation on the basis of their seniority, in
accordance with vacation entitlements determined as of June 1 of each year.

During the twelve (12) months which follow June 1 of the current year, all
employees are entitled to paid annual vacations, the duration of which is determined
as fallows:

a)

b)

©)

d)

the employee with less than one (1) year of seniority on June 1 of the current
year is entitled to

w one and two-thirds (12/3) days for each month worked in the University
from her/his date of hire to a maximum of twenty (20) working days;

the employee having one (1) year and less than ten (10) years of seniority on
June 1 of the current year is entitled to

w twenty (20) paid working days as vacation;

the employee havingten (10) years or more of seniority on June 1 of the current
year is entitled to

w twenty-two (22) paid working days of vacation;

the employee having twenty-one (21) years or more of seniority on June 1 of the
currentyear is entitled to

w twenty-five (25) paid working days of vacation.
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27.03

27.04

27.05

27.06

For the purpose of calculating annual vacations, employees hired between the first
and fifteenth day of the month inclusively, are considered as having one (1)
complete month of service.

Upontermination of employment:

a) The employeewho has nottaken her/his entire vacation entitiement during the
fiscal year precedingJune 1 receives an indemnity which is equal to the number
of vacation days to which she/he was entitled.

b) 1) The employee entitled to 20 days of vacation, taking into account vacation
days already taken, is entitledto a vacation indemnity equal to eight percent
(8%) of the wages earned between June 1 of the currentyear and her/his
date of departure.

i) The employee entitledto 22 days of vacation, taking into account vacation
days already taken, is entitled to a vacation indemnity equal to eight point
eight percent (8.8%) of the wages earned between June first of the current
year and her/his date of departure, depending on her/his vacation
entitlement.

¢) The employee entitledto twenty-five (25) days of vacation, taking into account
vacation days already taken, is entitled to a vacation indemnity equal to ten

percent (10%) of total wages earned between June 1 of the current year and
her/his date of departure,

An employee who, during any one year, has been absentfrom work for one or other
of the following reasons accumulates vacation credits as follows:
lliness;

An employee absent from work by virtue of the provisionsof Article 36 accumulates
vacation credits during the first four (4) consecutive months of her/his absence.

Work Accident:

An employee absent from work by virtue of the provisionsof Article 35 accumulates
vacation credits during the first twelve (12) consecutive months of absence.

Maternity and Adoption:

An employee accumulates vacation credits during maternity and adoption leaves, as
such.

Lay-off

An employee's vacation entitlement is proratedto the number of months worked.
Leave without pay exceeding one (1) month:

An employee's vacation entittement is prorated to the number of months worked.
Before her/his departure for vacation, an employee receives for the vacation period
to which she/he B entitled, a remuneration equivalentto her/his regular rate of pay
in effect at the time she/he takes her/his vacation, by separate cheque, provided
she/he so requests at least ten (10) days prior the departure on vacation, after
approval of the immediate supervisor.

If the status of an employee has been modified during the year the necessary

adjustmentsto the vacation pay will be made, prorated to the number of weeks
worked full-time and part-time.
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27,07

27.08

27.09

27.10

27.11

27.12

In the event of the death of an employee, the University will give their accumulated
vacation pay to the beneficiaries or legal heirs.

a) An employee unable to take her/his annual vacation at the scheduled time due
to illness, accident or occupational injury occurring before the beginning of
her/his vacation period may defer her/his annual vacation to a later date.
However, she/he must notify her/his supervisor as soon as possible prior to the
date set for the beginning of her/his vacation period. Upmn her/his retumn to
work, the employee must work out a new vacation period with her/his
supervisor.

b) An employee hospitalized as a result of iliness or an accident which occurs during
her/his vacation, may, after agreement with her/his supervisor defer the balance
d her/his annual vacation either to the end df her/his disability or to a later date
agreed upon with her/his supervisor.

¢) An employee who, on June 1 of a given zear, is disabled for a period less than
twelve (12) months and who has not taken all of her/his vacation entitlement
from the previous year because of the disability, benefits from a deferment of
the balance of her/his vacation entitlement, either to the end of the disability, or
to another time after agreement with her/his supervisor.

d) An employeewho, on June 1 of a given year, has been disabled for twelve (12)

months or more receives a vacation indemnity equal to the number df days
vacation to which she/he is entitled.

Except with the permission of the person responsible for supervision, the annual
vacation entitlements must be taken during the fiscal year in which they are due.

An employee may or may not take her/his vacation entitlement in a consecutive
manner. She/he may divide them into as many calendar weeks as she/he wishes.
Furthermore, she/he may divide two (2) weeks into ten (10) vacation days.

After agreement with the immediate supervisor as to the dates an employee &
entitled to prolong her/his vacation with a leave without pay provided that the
service requirements of the sector are respected.
However, the total duration of the annual vacation taken (consecutively or not) and
of the extension may not exceed six (6) weeks within any one fiscal year.
a) The University determines the vacation periods of less than five (5) working days
of the employeestaking into consideration :
-> the seniority of the request within the department;
-> the preference expressed by the employee;
-%%servicerequirements.

b) The University determines the-vacation periods of (5) working days or more of
the employeestaking into consideration :

-> the seniority of the employee applied within her/his department;
-> the preference expressed by the employee;

-> Service requirements.
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27.13

ARTICLE 28

An employee may change her/his vacation period with the agreementof her/his
supervisor provided that the vacation periods of other employees and service
requirements are respected.

The annual vacation entitlement must be taken during the fiscal year in which it is
due. However, with the permission of the immediate supervisor, an employee may
carry two (2) weeks vacation from one year to the next, and this for two (2)
consecutive years.

This accumulated vacation must be taken at the latest inthe third year.

Insuch a case, the total duration of the annual vacation (taken consecutively or not)
must not exceed nine (9) weeks within any one fiscal year.

PARENTAL LEAVE

28.01

28.02

28.03

28.04

28.05

28.06

b)

~\

d)

Section |: General Provisions |

The maternity leave benefits providedfor in Section Eare only paid as supplements
to the unemploymentinsurance benefits or, inthe cases stipulated hereinafter, as
payments during a period of unemployment caused by a pregnancy for which
unemploymentinsurance does not provide anything.

Ifthe granting of a leave is restricted to only one spouse, such restrictionapplies as
long as the other spouse B also an employee of the public, parapublic, or university
sector.

The University does not reimbursethe employee for the amounts that the Canada
Employment and Immigration Commission (C.E.I.C.) could require her to repay
under the Unemployment Insurance Act, when the employee's salary exceeds the
insurable maximum by one and one half (11/2) times.

This article does not grant an employee a benefit, monetary or non-monetary, which
she/he would not have had if she/he had remainedat work.

l Section Il: Maternity Leave I

A pregnant employee is entitledto a maternity leave of twenty (20) weeks' duration,
which subject to clause 28.07 must be consecutive.

An employee who becomes pregnantwhile benefitting from a leave of absence or
a part-time leave of absence provided inthis article is also entitled to maternity leave
and the indemnities provided in clauses 28.09 and 28.10, whichever is the case.

An amnlovas wha aivec hirth to 2 ctillhorn child aftar the heainning of the hventiath

(20th) week preceding the due date is also entitled to such maternity leave.

An employee whose spouse dies receives the balance of her twenty (20)
weeks of maternity leave, and benefits from any rights and benefits
pertainingto such leave.

The distribution of the maternity leave before and after the birth is at the employee's
discretion and includesthe date of delivery.
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28.07

28.08

28.09

An employee who has sufficiently recovered from the delivery but whose child must
remain in the health facility may interrupt her maternity leave by returningto work.

An employee whose child is hospitalized within fifteen (15) days of her/his birth also
has this right.

The leave may only be interrupted once. The rest of the leave is taken when the
child goes home.

To obtain the maternity leave, an employee must give written notice to the
Universityat leasttwo (2) weeks beforethe date of departure. This notice must be
accompanied by a medical certificate attestingto the preghancy and the expected
date of delivery.

The time limit regarding the presentation of the notice may be less if a medical
certificate attests that the employee must leave her job sooner than expected. In
case of an unforeseen event, the employee is exempted from the formality of the
notice provided that she gives the University a medical certificate stating that she
had to leave her job without delay.

Cases Eligible for Unemployment Insurance

The employee who has accumulated twenty (20) weeks of service and who,
following the submission of the request for unemployment insurance benefits
receives these benefits (with the exception of @) and ¢) below), is entitled, during
her maternity leave, to receive, subject to clause 28.12:

a) For each week of the waiting period stipulated by the unemployment insurance
plan compensation equal to 93% of her regular weekly salary.

b) For each week she is receiving or could receive unemployment insurance
benefits, a complementary compensation equal to the difference between 93%
of her regular weekly salary and the amount of the unemployment insurance
benefit received; this complementary compensation is calculated on the basis of
the unemployment insurance benefits that an employee B entitled to receive
without taking into account the amounts deducted from such benefits because
of the reimbursement of benefits, interest, penalties and other amounts
recoverable under the unemploymentinsurance plan.

Moreover, if the C.E.I.C. reduces the number of weeks of unemployment
insurance benefitsto which the employee would otherwise have been entitled
if she had not availed herself of the unemploymentinsurance benefits before her
maternity leave, the employee continuesto receive, for a period equivalent to
the weeks deducted by the C.E.1.C., the complementary compensation provided
in the first sub-paragraph of paragraphb) as if she had, during this period,
availed herself of the unemploymentinsurance benefits.

¢) For each of the weeks that follow those described in paragraph b), a
compensation equal to 93% of her regular weekly salary, and this, up to the
twentieth (20th) week of the maternity leave.

d) When the employee resumesthe maternity leave interrupted by virtue of clause
28.07, the University pays the employee the compensationto which she would
have been entitled had she not availed herself of such interruption.

e) The University may not offset, by the compensationthat it pays to the employee

on maternity leave, the reduction in the unemployment insurance benefits
resulting from the salary earned in the employ of another University.
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28.10

28.11

Notwithstandingthe provisions of the proceeding sub-paragraph, the University
provides this compensationif the employee proves that the salary earned from
another University B a regular salary, by means of a letterto this effect from the
University who pays it. | fthe employee provesthat only a portion of this salary
is regular, the compensation is limited to this portion.

The University who pays the regular salary as mentioned in the preceding
sub-paragraph must, at the employee's request, produce such a letter.

The total amount received by the employee during her maternity leave, in
unemployment insurance benefits, compensationand salary may not, however,
exceed 93% of the basic regular weekly salary pald by the University, and other
Universities, as the case may be.

Cases not Eligiblefor Unemploymentinsurance

Any employee who is excluded from unemployment benefits or who is declared
ineligible is also excluded from any other compensation. However:

a)

b)

The full-time employee who has accumulated twenty (20) weeks of service is
entitled, for ten (10) weeks, to compensation equal to 93% of her regular weekly
salary if she is not eligible for Unemploymentinsurance for the following reason:

She did not hold an insurable job for at least twenty (20) weeks during the
period of reference provided for in the unemployment insurance plan.

The part-time employee who has accumulated twenty (20) weeks of service is
entitled, for ten (10) weeks, to compensationequal to 85% of her regular weekly
salary if she is not entitled to unemploymentinsurance benefits for one of the
following two reasons:
1) she did not contributeto the unemployment insurance plan

or

2) she did contribute but did not hold an insurablejob for at least twenty (20)
weeks during her period of reference.

Cases provided for in clauses 28.09 and 28.10

a)

b)

)

No compensation may be paid during the vacation period for which an employee
is paid.

The compensation due for the first two (2) weeks is paid by the University in the
two (2) weeks following the beginningof the leave; the compensation due after
this date is paid attwo (2) week intervals. Inthe case of the employee who is
eligible for unemploymentinsurance benefits, the first instalment need only be
paid fifteen (15) days after the University receives proof that she is receiving
unemploymentinsurance benefits. For purposes of this paragraph, a statement
of benefits, a stub or information provided by the C.E.I.C. to the University by
means of an automated statement are considered as proof.

service Is calculated on the basis of employment in the university, public and
parapublic sectors, (Public Service, Education, Social Affairs) as well as the
following organizations:

v la Commission des droits de la personne;

v la Commission des services juridiques;

v les Conseils de la santé et des services sociaux de la région de Québecet de
la région de Trois-Riviéres;
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28.12

28.13

d)

I'office de la construction du Québec;

les Corporations d'aide juridique;

I'office Franco-Québécais pour lajeunesse;

la Régie des installation olympiques;

la Société des loteries et courses du Québec;

les Commissions de formation professionnelle;

la Société des traversiers du Québec;

la Société Immobiliére du Québec.

as well as any other organizationwhose name appears in Appendix C of the
Act respectingthe Process of Negotiation of the collective Agreements inthe
Public and Parapublic Sectors (R.S.Q., Chapter R-8.2)

AU N U U U U N AN

Moreover, the twenty (20) week requirement stipulated in clauses 28.09 and
28.10 is considered satisfied when the employee has worked twenty (20)weeks
at one or the other of the Québec Universities.

The regular weekly salary of the permanent part-time employee is the regular
weekly salary averaged over the lasttwenty (20) weeks preceding her maternity
leave. If, during this period, the employee received benefits fixed at a certain
percentage of her regular salary, it is understood that for the purpose of
calculating her regular salary during her maternity leave, reference is made to
the regular salary on which the above-mentioned benefits were established.

if during this twenty (20) week period the salary scales are adjusted, the
adjusted amountwill be considered as the regular weekly salary. If, however,
the maternity leave includesthe date at which the salary scales are adjusted, the
regular weekly salary of the employee is calculated, as of this date, according to
the salary Scale adjustment which applies.

Moreover, any period in which the employee on special leave as provided for in
clause 28.18 does not receive any compensation from the CSST (Health and
Safety Commission) is exempt for the purposes of calculating the employee's
weekly base salary.

The maternity leave allowance (this pertainsto the allowance currently set at three
hundred and siXty ($360) dollars) paid by the Centre de la Main-d"Oeuvre du Québec
is deducted from the benefitsto be paid under clause 28.09.

The foregoing will not apply when an employee's applicationfor this allowance has
been refused, and written proof of the refusal is provided.

a)

b)

During the maternity leave and the extensions provided in clause 28.14, the
employee, insofar as she is normally entitled to them, benefits from the
following:

salary insurance;

life insurance;

supplementary life insurance;

health insurance;

accumulation of vacation;

accumulation of sick leave;

accumulation of seniority;

accumulation of experience;

the right to apply for a posted position and to obtain it in accordance with
the dispositions of the collective agreementas if she were at work.

goooogdpod

The employee may defer a maximum of four (4) weeks of annual vacation if it
falls within her maternity leave and if she notifiesthe University in writing of the
date of such deferral no later than two (2)weeks before the expiry of said
maternity leave.
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28.14

28.15

28.16

28.17

28.18

If the birth occurs after the due date, the employee is entitled to extend her
maternity leave for the length of time the birth is overdue, unless if she has at least
two (2) weeks of maternity leave left after the birth.

Furthermore, the employee may extend her maternity leave by six (6) weeks if her
child's health requiresthat she do so.

During these extensions, the employee does not receive either compensation or
salary.

The maternity leave may last for less than twenty (20) weeks. |f the employee
returns to work within the two (2) weeks following the birth, she must, at the
University's request, produce a medical certificate confirming that she is sufficiently
recoveredto resume work.

Duringthe fourth (4th) week preceding the termination of the maternity leave, the
University must send the employee a notice indicating the anticipated date of the
termination of said leave.

The employeeto whom the University has sent such a notice must reportto work
upon the termination of the maternity leave unless such leave is extended as
provided for in clause 28.25

The employee who does not comply with the preceding paragraphis considered as
being on a leave without pay for a maximum of four (4) weeks. Atthe end of this
time, the employee who ha5 not reported back to work B considered as having
resigned.

Upon her returnto work, the employee returnsto her position or to a position that
was successfully obtained through a posting during her leave. |nthe event that her
position has been abolished or she has been displaced following the application of
Article 12 or 13, the employee may avail herself of all rights and privileges provided
in the collective agreement at the moment of her return.

‘ section I11: Special Leaves

Provisional Assignment and Special Leave

a) An employee may request a provisional assignment to another position with
either the same or a differentjob title in the following cases:

1) sheis pregnantand her working conditions expose her or her unborn child
to infectious diseases or to physical dangers;

2) her working conditions involve dangers for the child whom she is
breast-feeding.

The employee must present a medical certificate to this effect as soon as
possible.
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position.

| f the assignment is not carried out immediately, the employee is entitled to
a special leave to begin immediately. Unlessa provisionalassignment arises
afterward to cancel this special leave, the special leave terminates for the
pregnant employee, on the date of the birth, and for the employee who is
breast-feeding her child at the end of the period during which the child is
breast-fed.
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28.19

28.20

Duringthe special leave provided by the proceeding paragraph, in regardto
her indemnity, the employee is covered by the provisions of the health and
safety law on preventative measures for the pregnant or breast-feeding
employees.

Over and above the preceding provisions, at the request of the employee,
the University must study the possibility of temporarily modifying, without
any loss of rights, the duties of an employee who works on a cathode ray
terminal on a regular basis, to reduce to a maximum of two (2) hours per
half day of work on a cathode ray terminal, and to assign her to other duties
she is reasonably able to accomplish for the restof her work time.

As soon as the University receives a requestfor preventive reassignment, it
will immediately informthe Unionand cite the name of the employee and the
reasons for the request.

Should an employee other than the employee requestingto be temporarily
reassigned agree, her/his position may be exchanged for that of the
pregnant employee for the duration of the temporary relocation, subjectto
University approval. This provision will apply only when both employees
meet the normal requirements of the task.

The employee thus relocated to another position and the employee who
agrees to take this employee's position maintain all rights and privileges
pertainingto their respective regular position.

b) Other Special Leaves
An employee is entitled to a special leave in the following circumstances:

1) when a complication in the pregnancy or a risk of miscarriage requires a
work stoppage for a period prescribedin a medical certificate, such special
leave cannot be extended beyond the beginning df the eighth (8th) week
precedingthe due date at which time the maternity leave will begin;

2) upon presentation of a medical certificate prescribing the duration, when a
natural or legally induced miscarriage occurs before the beginning of the

twentieth (20th) week preceding the due date;

3) for visits related to the pregnancywhich are with a health care professional
and which are attestedto in a medical certificate.

With regard to visits cited in clause 28.18 b), paragraph 3, as well as in the case of
an employee who adopts a child, the employee is entitled to paid special leave, up
to a maximum of four (4) days. These leaves may be taken as half (1/2) days.

During the special leaves granted under this section, the employee receives the
benefits provided in clause 28.13, insofar as she is normally entitled to them and
also in Section Il, clause 28.17. The employee covered by clause 28.18 B) may avail
herselfequally of the benefitsfrom the sick leave plan or the salary insurance plan,
whichever the case may be. Inthe case of a leave covered by paragraph 28.18 B)
3), the employee benefits from a leave during her working hours, without any loss
of pay.

|Section IV: Other Parental Leaves |

Paternity Leave
The employee whose spouse gives birth is entitled to a leave with pay for a

maximum period of five (5) working days. This leave may be discontinuous and
must be taken betweenthe beginning of labour and fifteenth (15th) day following
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28.21

28.22

28.23

28.24

the mother's or the child's return home. One of the above days, may be reserved
for the Christening or for Civil Registration.

An employee may defer one (1) week's vacation if the birth of the child takes place
during his annual vacation. He must inform the University in writing.

Leavesfor Adoption and Leaves Without Pay in View of Adoption

a) Subjectto the unemployment insurance criteria of eligibility, the employee who
legally adopts a child is entitled to a leave of a maximum duration of seventeen
(17) weeks as long as her/his spouse is not also benefittingfrom it.

The leave begins when the child is actually in the employee's care and ends

i) seventeen (17) weeks after the week the child was placed in the employee's
care;

if) withthe week, according to the unemploymentinsurancecriteria of eligibility,
during which itis no longer reasonableto remain at home;

i) with the week immediately preceding the week that the payments are
requested and payable as per the Unemployment InsuranceAct.

b) Duringthis leave, the employee receives the indemnity provided in clause 28.09
for a maximum period of fifteen (15) weeks, if she/he is eligible for
unemployment insurance, or the indemnity provided in 28.10 if she/he is not
eligible for unemployment insurance, for a period of ten (10) weeks.

¢) Inthe cases cited inthe preceding paragraph, the provisionsrelatedto maternity
leave provided in clauses 28.11 and 28.13 apply.

a) The employee who legally adopts a child and who does not benefit from a leave
for adoption provided in clause 28.21 is entitledto a leave of a maximum of five
(5) working days, of which only the first two (2) are paid.

b) The leave can be discontinuous but cannot be taken after fifteen (15) days
following the arrival of the child at home. However, the employee is only allowed
a leave of two (2) days when the adoption concerns the child of her/his spouse.

The employee benefits, in view of the adoption of a child other than het/his
spouse's, from a leave without pay of a maximum duration of fifteen (15) weeks
beginning when the child B placed in the employee's care.

The employee who goes outside of Quebec to adopt, is entitled to, upon written
requestto the University if possible two (2) weeks in advance, a leave with pay for
the time necessary for such travel. |f this results inthe taking charge of the child,
the maximum duration of the leave without pay is fifteen (15) weeks in accordance
with the preceding paragraph.

During a leave without pay in view of adoption provided in the preceding clause, the
employee benetits from the same advantages that apply to a leave without pay
provided in this article.

When the adoption leave takes place on the date of the beginning of the leave

without pay, the employee benefits exclusively from the advantages provided inthe
adoption leave.
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28.25

28.26

Leaves Without Pay and Partial Leaves Without Pay

a)

b)

<)

d)

b)

d)

A leave without pay or a partial leavewithout pay of a maximum duration of two
(2) years is grantedto an employeeto extend her maternity leave, his paternity
leave, or to one or the other to extend their adoption leave.

The employee who wishes to avail herself/himself of a leave provided in the
preceding paragraph, must advise the University fifteen (15) days in advance.
During this maximum two (2) year period, the employee may, upon written
request at leastthirty (30) days in advance, change one (1)time her/his leave
without pay into a partial leave or vice versa, whichever the case.

The employee who does not avail herself/himself of a leave providedfor inthe
preceding paragraphs may benefit, after the birth or adoption of his/her child,
from a leave without pay of at most thirty-four (34) continuous weeks, starting
at the momentwhich the employee decides, but not laterthan one (2) year after
the birth, or inthe case of an adoption, one (1)year after the child is placedin
the employee's care.

An employee may extend her/his leave without pay Or partial leave without pay,
once. However the total period of leave must not exceed two (2) years.

A written request to extend a leave without pay or partial leave without pay
must be submitted to the University thirty (30) days prior to the expected date
of return provided for in the employee's initial request for a leave.

During the leave without pay, the employee continues to accumulate her/his
seniority, retains her experience and may continue to participate in any benefit
plansshe/he is entitled to by so asking at the beginning of her/his leave and by
payingthe entire cost of the premiums.

Subject to article 38, the existing practice regarding step advances will be
maintainedduring the presentAgreement, for the first twelve (12) months of the
leave without pay.

During the partial leave without pay, the employee accumulatesher/his seniority,
and while at work is governed by the rules which apply to the part-time
employee.

During this leave without pay be it full time or part-time, the employee
accumulates his/her experience as used to determine his/her salary, up to a
maximum of the thirty-four (34) first weeks of his/her leave.

During a leave without pay or a partial leave without pay of twelve (12) weeks
or less, an employee retainsall rights and privileges providedfor inthe collective
agreement, as per section 81.15 of the Labour Standards Act of Québec.

During a leave without pay or a partial leave without pay of more than twelve
(12) weeks, an employee will be entitled to the benefits provided for in articles
36 and 37 when the employee becomes incapable of performingher/his duties
due to an accident or an illness, other than an occupational injury, after having
made a written request as per article 28.30, to end her/his leave without pay or
partial leave without pay.

Notwithstandingarticle 36, during a leave without pay or a partial leave without
pay of more than twelve (12) weeks, an employee who becomes incapable of
performingher/his duties due to an accidentor an illnessthat is notwork related
and subsequently makes a request as per article 28.30, to end her/his leave
without pay or partial leave without pay becomes eligible for benefits under
article 36 or 37, as is applicable, at the earliest of the two following dates;
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28.27

28.28

28.29

(i) the date of returnto work provided for inthe employee's original request for
leave without pay,

or
(i) the date that the employee becomes eligible for benefits under article 37.

g) Inall cases covered under paragraphs e) and f), the employee must submit a
medical certificate to the University indicating the date that the illness or
accident began, confirming the employee's incapacityto returnto work, as well
as the employee's expected date of returnto work. The University reservesthe
rightto have an employee examined by another physician.

The employee may take her/his deferred annual vacation immediately prior to
her/his leave without pay or partial leave without pay provided there is no
interruption with her maternity leave, his paternity leave, or adoption leave,
whichever the case.

For the purpose of applying the present paragraph, all holidays accumulated
according to Article 27 before the beginning of a maternity, paternity or adoption
leave, are added to the deferred annual vacation.

At the end of the full time or partial leave, the employee is integrated into her/his
position. Inthe event that her/his position has been abolished, the employee is
entitled to the advantages she/he would have benefited from had she/he been at
work.

A leave without pay or a partial leave of a maximum duration of one (1) year is
granted to the employee whose minor child has emotional or social development
problems or is disabled or has a long-termillness and whose condition requires the
presence of the employee concerned. Modalities pertainingto such a leave will be
determined through agreement between the employee and the University. The
University will provide the Union with the copy of such an agreement.

Miscellaneous Provisions

The leaves of absence provided in clauses 28.21, 28.22 and 28.25 are granted
following a written request submitted at least tWo (2) weeks in advance. This
request must indicate the expected date of return.

Inthe case of a partial leave without pay, the request must indicate the arrangement
of such leave, on the position held by the employee.

In the case of disagreement with the University as to the number of days, the
employee has the rightto a maximum of two and one half (2 1/2) days per week,
or its equivalent, and this for a maximum of two (2) years.

Failing agreement on the distribution of these days, the University determines the
schedule.

The University must send to the employee during the fourth (4th) week preceding
the expiration of the adoption leave provided in clause 28.21, a notice indicatingthe
date of expiration of the said leave.

The employee to whom the University has sent a notice described above must

presentherself/himself at work upon expiration of the said adoption leave, providing
that the said leave has not been prolonged in the manner provided in clause 28.28.
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28.30

28.31

28.32

28.33

ARTICLE 29

The employee who does not conform to the stipulations set out in the preceding
paragraphis consideredto be on a leave without pay for a period not exceeding four
(4) weeks. If, atthe end of this period, the said employee does not return to work,
she/he is presumedto have resigned.

The employee to whom the University has sent a four week advance notice
indicatingthe termination date of a leave without pay or a partial leave without pay
must inform the University, at least two (2) weeks prior to the termination of the
said leave of her/his returnto work. Failing this, she/he is considered as having
resigned.

The employee who wishes to end her/his leave without pay or her/his partial leave
without pay before the anticipated date must give a written notice of her/his
intentions at least twenty-one (21) days prior to her/his returnto work, or, if the
leave exceeds thirty-four (34) weeks, of at least thirty (30) days prior to her/his
return to work.

The employee who takes a leave for adoption providedin clause 28,21 of this section
receivesthe benefits stipulated in clause 28.13, insofar as she/he is normally entitled
to them, and in clause 28.17 of Section 1L

The University agrees to guarantee, that as of the date this agreement goes into
effect, the employee may receive during her maternity leave or her/his adoption
leave, the benefits or part of the benefits paid by the University as per Section |1
independent of modificationsto the criteria for eligibility of unemployment insurance
benefits which could surface after the signing of this agreement but subject to the
whole thing being admissible to supplementary unemployment benefits.

Furthermore, the parties will meet to discuss those matters which are problematic
in one or another of the following situations:

1) if the C.E.I.C. were to make additional demands before giving final written
authorization which would allow the plan to be registered as supplementary
unemployment benefits;

2) if consequentlythe C.E.I.C. were to modify its requirements during the life of the
agreement.

3) ifthe Unemployment Insurance Federal Plan concerning parental rights were to
be modified;

4) if a new Or a modified Labour Standards regulation were to be brought.

It is understood that such discussions would not constitute a re-opening of the
collective agreement.

Payments in respect of guaranteed annual remuneration or in respect of deferred
remuneration or severance pay benefits will not be reduced or increased by
payments received under the plan.

LEAVE WITHOUT PAY

29.01

An employee with the equivalent of one (1) year of full time service who, for a valid
reason, wishes to obtain a leave without pay, must make a written request to the
person responsible for supervision. The University will not refuse such a leave
without valid reason.
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29.02

29.03

29.04

29.05

29.06

29.07

25.08

ARTICLE 30

The duration of a leave without pay generally does not exceed twelve (12) months.
The leave may be extended with the consent of the University.

A written request for a leave without pay should be forwarded to the person
responsiblefor supervisionno later than two (2) months before the beginning of the
said leave. The Universitymust respond in writing within three (3) weeks of receipt
of the request.

However, a supervisor may agree to reduce the period of time within, which a
requestfor leave may be made.

If an employee uses a leave without pay for purposes other than those for which it
was granted or if she/he fails to return to work at the end of said leave without
having received authorization to prolong this leave, except in the case of an
emergency situation, she/he is considered as having resigned retroactiveto the date
of the beginning of the leave.

After agreement between the parties an employee may put an end to the leave
without pay beforethe anticipated date of return.

Upon her/his return, the University reintegrates the employee with all of her/his
rightsinto the position she/he occupied at the beginning of the leave, or if her/his
position has been abolished article 12 or 13 applies, as is appropriate.

Unless there is an agreement or provision to the contrary, an employee on leave
without pay does not benefit from the advantages provided in the present
Agreement. She/he continues to benefit from the pension and insurance plans
should these plans so permit, on conditionthat she/he pays the entire cost.

Part-timeleave

a) The leaves without pay provided in clause 29.01 can be part-time and this
according to the same conditions. In this case, the employee's working
conditions and/or benefitswill be applied on a prorated basis to the number of
paid hours with the exception of seniority which is accumulated as if the
employee were at work full-time.

b) The University and the employee agree on the arrangement of the part-time
leave, which will not exceed three (3) days a week.

c) The permanent part-time employee is not entitled to a part-time leave without
pay.

d) During a part-time leave, the employee's remuneration is pro rated to time
worked. For benefits, the University and the employee agree to contribute as if
working on a full-time basis. |1n calculating benefits, the employee on part-time
leave is considered as working full-time.

STUDY LEAVE

30.01

Study leave
a) Study leave B intended to provide employees with the opportunity to pursue

undergraduate or graduate study, or professional training which will increase or
broaden the competence of the employee.
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30.02

30.03

30.04

30.05

30.06

30.07

30.08

b) Employees who have completed two (2) years of permanent service with the
University will be eligible for study leave.

¢) The parties view study leave as beneficialto employees and to the University.
Consequently, granting study leaves will not be unreasonably withheld.
Nonetheless a study leave will be subject to the ability of the respective
departmentto accommodate same.

a) Written applicationfor a study leave will be made to the immediate supervisor
with a copy to Human Resources, six (6) months prior to the date at which the
leave is to commence.

b) Applications for study leave will state:

i) the specific reason for the leave including proof of acceptance into an
accredited programwhen available;

iy the specific period of leave;
iif) the percentage work reduction requested.
Generally a study leave will not exceed twenty-four (24) months. However, a study

leave may be separated into parts, coinciding with academic terms not to exceed
three (3) calendar years.

Normally a study leave will not involve continuous absence from normal duties and
responsibilitiesin excess of fifty percent (50%)

An employee's remuneration during a study leave will be calculated according to the
following formula:

Percentage work Percentagesalary
50% 60.0%
60% 67.5%
70% 75.0%
80% 82.5%
90% 90.0%

An employee's annual base salary, while on leave, will be computed on the basis of
the employee's standard hours of work. All relevant salary adjustments will be
applied to this base salary. The actual salary paid will be prorated in accordance
with the above table.

Eligible employeeswho participate in the University benefit plans will continue to do
so duringtheir leave. Pension, Life Insuranceand Long Term Disability benefits, as
well as University and employee contributions, will be calculated using the
employee's base salary.

Vacation entitlement for an employee on study leave will be pro rated to percentage
of time worked.
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30.09 Approval or refusal of study leave will be provided in writing by the immediate
supervisor with a copy to Human Resources, within six (6) weeks of the date the
application was received. Approval letters will include all agreed to conditions;
refusal letter will include reasons for the refusal.

30.10 The Universitywill provide statistics on study leave applications to the Union each
year in January, April and August.

30.11 Three (3) years of permanent service after completion of an initial study leave is
required before an employee will again be eligible for such leave.

ARTICLE 31 TRAINING

31.01 Training
All employees who wish to follow training sessions, offered by the University, which
are related to their duties, must make a request forwarded to the supervisor. The
Universitywill not refuse such a request without valid reason.

The employee who follows these sessions during regular work hours does not suffer
any loss of salary.

ARTICLE 32 WAIVER OF TUITION

32.01 Permanent employees and their dependents accepted in and registeredfor courses
given by the University are exempt from the tuition fees for credit courses at the
Undergraduate or Graduate rate established for "Canadian and other Students with
Permanent Residence (Landed Immigrant) Status”. For permanent part-time
employees the exemption is pro rated to hours worked.

32.02 The expression "courses given by the University" refers to all credit courses included
in the regular curriculum.

32.03 For the purpose of this article, the term "dependents" means:

a) a spouse as defined in Article 3.15;
b) the child/children, that Bto say any child of the employee, of her/his spouse, or
of both, whether they are financially dependent or not on the employee.

32.04 The following persons are also entitled to a tuition waiver:

a) an employee who has retiredfrom the University;

b) the spouse and the financially dependent children of an emplovee who has
retired from the University, or of an employee who died while in the employ of
the University.

¢) the spouse and the financially dependent children of an employee who has
retired from the University.
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32.05

32.06

32.07

32.08

ARTICLE 33

Except as provided in clause 32.04, the tuition waiver applies to the employee and
her/his dependents only for the duration of her/his permanentemployment in the
University. This right ceases at the moment the employee terminates her/his
employment in the University, and in such an event the employee becomes
responsible as of that date for a pro-rated amount of the tuition fees that had been
waived.

When an employee is laid off, the waiver of tuition remains in effect for the duration
of the courses where the tuition has already been waived.

Employeeswho at the time of hiring are registeredfor a course or courses given by
the Universitywill receive an exemption from the tuition fees prorated to the date
of hire.

All rules and regulations of the University applicable to students apply also to
employees and their dependents without exception.

An employee who, in order to complete a program leading to a University degree,
must take the course that is not offered outside her/his regular working hours, may
take the course during her/his hours of work, providedthat a request is made in
advance to her/his supervisor and that an agreement is reached with her/him
concerning the redistribution of her/his hours of work.

a) The University recognizesthat a knowledge of French and English is desirable
and agrees to assist employees in receiving adequate instruction.

b) An employee who wishes to take French or English language credit courses
offered by the University during regular working hours may do so without loss
of pay, providedthat a request is made in advance to her/his supervisor. The
granting of such a request will not be unreasonably withheld.

¢) An employeewho wishes to take Frenchor English language non-credit courses
offered by the Center for Continuing Education of the University may do so
without loss of pay. Insuch a case, the employee paysthe tuitionfees and the
University reimburses on presentationof proofthat the course was completed.
The granting of such a request will not be unreasonably withheld.

d) The University agrees that any general policy related to French or English

language courses offered by the Universitywhich provide superior advantages
and benefitsto those included herein shall also apply to the employees.

PUBLIC SERVICE ABSENCES

33.01

33.02

33.03

Any permanent employee standing for election to a municipal council, a school
board, a hospital board, or a local centre for community services (CLSC), is entitled
to a leave without pay not exceeding thirty-five (35) working days. The employee
may take her/his accumulated vacation entitlementwithin these thirty-five (35) days.

Any permanent employee elected in a municipal election (full-time mandate),
provincial or federal election is granted a leave without pay for the duration of
her/his first term of office. The University agrees to reintegratethe employee upon
her/his return to work into a position equivalent to the one she/he held before
her/his leave.

An employee who wishes to participate in the organizationof an electoral campaign

may, after agreement with the University, use her/his accumulated vacation
entitlement or a leave without pay.
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33.04

33.05

ARTICLE 34

An employee elected to a school board, a municipal council, a hospital board, or a
local centre for community services (CLSC) is entitled to a leave without pay for
meetings or official activities of her/his function.

I nsuch cases a written request containing the employee's name, the nature of the
absence, and the probable duration of the absence must be given to the person
responsible for supervisionas a general rule at leastfive (5)working days prior to
the date of the beginning of the leave.

Upon her/his return, the University reintegrates the employee into the position
she/he held at the time of her/his departure, or into an equivalent position.

UNIVERSITY CLOSING

34.01

ARTICLE 35

Inthe eventthat the Rector declares the University closed for any reason or in the
event that the majority of non-teachingstaff is not requiredto work during a given
period, no employee will suffer 10ss of pay. Moreover, any employee whose presence
is required, will receive, subjectto express provisions of the present agreement, in
addition to her/his regular salary for time worked, the equivalent in paid leave.

OCCUPATIONAL INJURIES

35.01

35.02

35.03

An employee who is victim of an accident or has contracted an occupational disease
shall report this to her/his immediate supervisor as soon as possible following the
occurrence, and shall complete and sign a University accident/incident/occupational
disease form as soon as possible following the incident.

When an employee is absent from work as a result of an occupational injury as
defined by law, the University will pay the employee her/his regular weekly salary
for a period of four (4) calendar months following the beginning of the absence. The
employee will turn over to the University compensation received from the CSST. |f
the absence exceeds four (4) months the University will continue to pay the
equivalentof the indemnity paid by the CSST and this for the two (2) years following
the beginning of the absence. Thereafter, indemnity is undertaken by the CSST.
The terms of this paragraph will remain in effect until the Commission de la Santé
et de la Sécurité du Travail establishesthat: either the employee s able to returnto
work or that the employee is suffering from a permanent disability, partial or total,
preventing her/him from returning to work.

The employee benefitsfrom salary progressionto which she/he is entitled according
to the dates and period as per the terms of this collective agreement.

a) The employee who remains incapable of doing his/her job because of
occupationalinjury and is deemed capable of doing another job is entitled to
the first such position which becomes available.

b) If such a positionis not available, the Union, the University and the CSST wiill
meet and discuss a retraining program for the employee concerned in
accordance with the law.

¢) The employee who reintegrates her/his position OF an equivalent position is
entitledto receive the salary and benefits at the same rate and conditions which
would have applied had he/she not been absent.
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35.04

35.05

35.06

ARTICLE 36

The employee who takes anotherjob is entitled to receive the salary and benefits
associated with the position, taking into account accumulated seniority and
service.

Upon her/his return to work, the University reintegrates the employee into the
position she/he occupied at the moment of her/his departure, or if her/his position
has been abolished or posted, into an equivalent position. However, positions left
open as the result of an occupational injury for a period not exceeding twenty-four
(24) months are not considered vacant positions.

When an employee who suffered an occupational injury returns to work, the
University pays her/his net salary for each day or part of a day when the employee
must be absent from work in order to receive care or undergo a medical exam
related to her/his injury or to fulfil an activity within the framework of an
individualized rehabilitation program.

The Commission, upon demand, reimbursesthe Universitythe salary it paid by virtue

of the preceding paragraph, except when the employee is absent from work to
undergo a medical exam required by the University.

As for the rest, the parties are subject to the provisions of the Law on Work
Accidents and Occupational Injuries.

SICK LEAVE

36.01

36.02

36.03

36.04

36.05

The purpose of the sick leave program is to compensate for the 10ss of earnings of
any employee who is not able to perform the normal duties because of sickness, or
accident other than an occupational injury.

The cost of the program E defrayed entirely by the University.

a) An employee who is disabled due to illness or injury is entitled to paid sick leave
for periods of up 0 four (4) months. After four (4) months, the employee will
be protected by the provisions on the Long Term Disability (LTD) Insurance Pian,
as per clause 37.01.

b) Benefits are reinstated one (1) month following returnto active duty for a new
incapacity, and three (3) months following return to active duty for a relapse;
otherwise, they continue.

¢) Forany absence due to a prolonged sick leave, the University reservesthe right
to require a medical certificate at any time during or following such an absence.

For any absence the employee is responsible for advising her/his supervisor as soon
as possible.

As arule, employees are not requiredto submit a medical certificate for absence of
five (5) consecutive working days Or less. However, the University reservesthe right
to request a medical certificate at any time in cases of recurring absences of any
duration and also to have an employee examined by another physician.

Upon receipt of a Medical Certificate from the employee's Attending Physician
attesting to the fact that the employee is able to performhis/her normal duties, the
University will reintegrate the employee into the position she/he occupied at the
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ARTICLE 37

commencement of the sick leave if he/she returns within 3 years from the beginning
of his/her absence, or else article 12 or 13 applies as is appropriate. Positions left
open as a result of an absence due to an illnessor injury covered by this article are
not considered vacant positions, until the incumbent has been absentfor 3 years or
more.

GROUP INSURANCEAND PENSION PLAN

37.01

ARTICLE 38

BENEFITS

Employees covered by this collective agreement are eligible for the University
benefits program, In accordance with the conditions stipulated therein.

CLASSIFICATIONAND WAGES

38.01

38.02

38.03

38.04

38.05

Employees are paid on Friday, every two (2) weeks. Should a pay day fall on a
Statutory Holiday, the pay day will be the preceding working day.

In the event of a permanenttermination of employment, the University remits at the
time of departure, to the employee who has made the request in sufficienttime to
allow at least eleven (11) working days for processing the termination of
employment, and providing the effective date of termination coincides with the
regular biweekly payroll run, all salaries and vacation indemnities due to her/him.
Settlement options in respect of termination benefits under the Pension Plan will be
forwarded within sixty (60) days from the date of termination.

a) The parties agree that salary scales in Appendix “D" and the mechanisms
provided in the presentarticle and in Appendix "C" apply to all employees.

b) Modified salary scales must be posted within five (5) working days of their
modification, and remain posted until the next modification.

Job evaluation Committee

a) When the immediate supervisor and/or an employee feels that the duties of
her/his position no longer correspond with the Job Profile for the position, a
revised Job profile may be submitted to the Compensation Unit to have the
position reevaluated.

b) The substantive results of each step in the process of the job evaluation shall be
prepared, by the compensation unit and forwarded to the union within the ten
(10) days following the end of each step.

c) The entire procedure for evaluation or reevaluation must be completed by the
university within twelve (12) months of the initial request as provided for in
paragrapha).

a) Determination of the classification of employment during this
agreement
As of her/his hiring, the employee will be assigned to ajob and remunerated in

accordance with the grade of that job. The salary to which the employee is
entitled is determined in accordance with the formula usedto determine salaries.
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38.06

38.07

38.08

38.09

38.10

b) Inallcases, the nature of work, the characteristics and requirements of the job
as outlined in thejob profle and the job evaluation questionnairewill determine
its grade.

¢) Atthe time of hire, the University will write to the employee with a copy to the
Union confirming the job to which the employee has been assigned along with
its grade and the step upon which the employee has been placed. The
University will provide the employee with a job profile and a narrative job
description.

Job profiles and Narrative Job Descriptions:

a) When an employee changesjobs the University will provide the employee with
the job profile and narrative description of the job to which the employee is
being assigned. The Union will be informedat the same time.

b) Ifthe ability of an employee to fulfill her/his functions is affected by a change in
her/his narrativejob description, the University agrees to give that employee a
supervised and directed training period of sixty (60) days.

Determination of Step on the Date of the Coming in Force of this
Agreement:

a) Forthe purposeof determining the salary step applicableto every employee, the
University will, on may 31st, 1994, or on the date of hiring if it has occurred
later, integrate such employee into the step of her/his grade according to
Appendix "D" and to clause 38.08 and following clauses.

b) Inthe case where an employee has changed her/his job between June 1st,
1992, and the date of the signature of the agreement, the step is determined,
retroactively to that date, according to Appendix "D" and to clause 38.08 and
following clauses.

a) The salary step of each new employee will be determined according to the grade
of the positionto which he/she has been assigned, as described in clause 38.05,
taking into account the education and experience required by the positionas well
as the education and experience of the employee.

b) The step will correspond to one (1) completed year of recognized experience.

¢) A person who possesses only the minimum qualifications (education and
experience) for the job to which he/she is assigned will be hired at the first step
of the grade in question.

d) However, an employee who possesses more than the minimum qualifications
(education and experience) will be granted one (1) step per additional year of
education and/or experience deemed valid and relevantto the duties of the job.

The period of time spent in a step will be one (1) year and each step will correspond
to one (1) year of experience.

The advancement in step will be on June 1, each year, or for the employee hired
between March the 1st and May the 31st the first advancement in step will be on
June the st of the year following the date of hire.
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38.11

38.12

38.13

38.14

38.15

38.16

38.17

ARTICLE 39

One (1)additional step will be granted on the advancementdate as per clause 38.10
when the employee has acquired sufficient credits to qualify for one complete year
of studies, providedthese studies are deemed relevant to the functions of the job
to which she/he has been assigned.

A change injob grade, a promotion, a transfer or a demotion will not affect the date
of the advancement in step.

When an employee is transferred from one job to another, with the same grade,
she/he will suffer no ioss in salary.

When an employee is promoted to ajob with a higher grade, she/he receives, from
the date of the promotion, subject to the provisions of clause 15.04 g), as the case
may be, the more advantageous Of:

1) the minimum of the higher grade;

2) the step which provides an increase representing at least the difference between
the first tWo (2) steps of the salary scale of the job to which she/he has been
assigned. |fthe increase placesthe salary between two (2) steps, itis carried
to the immediately higher step.

When an employee transfers to a job with a lower grade, she/he receives, subject
to the provisions of clause 15.04 g), the step which results in a reduction
representingthe difference betweenthe first two (2) steps of the salary scale of the
job to which she/he has been assigned; if the reduction places the salary between
two (2) steps, it is carried to the immediately lower step.

An employee assigned to a position with a lower grade as a resultof the application
of Article 35 will not suffer any reduction in salary. However, if her/his salary is
superior to the maximum of the job to which she/he has been assigned, it will be
reducedto the maximum of the job grade after a delay of six (6) months.

I ncase of a disagreement inthe applicationof the presentarticle, an employee may
submit her/his case to the grievance procedure.

TEMPORARY EMPLOYEE

39.01

The collective agreementwill apply to temporary employees in the following manner:
Articlel Purpose of the agreement
The entire article applies.

Article 2 Union recognition
The entire article applies.

Article 3 Definitionof terms
The entire article applies.

Article 4 Management Rights and Obligations
The entire article applies.

Article 5 Non Discrimination
The entire article applies.

52



Article 6

Article 7

Article 8

Article 9

Article 10

Article 11

Article 12

Article 13

Article 14

Article 15

Article 16

Article 17

Article 18

Article 19

Article 20

Article 21

Avrticle 22

Article 23

Harassmentand Sexual Harassment
The entire article applies.

Rightto Information
The entire article applies.

Union Membership and Check-off
The entire article applies.

Leave for unionActivity
The article applies except for clause 9.05.

Grievanceand arbitration

Temporary employees have access to the grievance and arbitration
procedure except in the case of lay-off and firing during their
probation period.

Seniority

This article does not apply except for 11.01 d), €) and f); 11.02 a) 3),
4) and 5); 11.03 ¢); 11.04 and 11.05:. Temporary employees shall be
subject to a probationary period of sixty (60) days for each
assignment.

Employment security
This article does not apply.

Lay-offand Recall
The entire article applies.

Technological Change
The entire article applies.

Job Posting, Selectionand Movement of Personnel
The entire article applies.

Health and Safety
The entire article applies.

Acquired rights
This article does not apply.

Sub-Contracting
This article does not apply.

Disciplinary Measures
The entire article applies.

Personal Files
The article applies except for clause 20.03. Temporary employees
will receive an evaluation prior to being laid-off.

General
The entire article applies.

Hours of Work and Work Schedules

The schedules of temporary employees are established by the
University. A temporary employee hired to replace a permanent
employee will normally work the hours of the employee she/he is
replacing.

Overtime

The temporary employee may agree to extend her/his hours to thirty-
five (35) hours. These hours shall not be considered as overtime and
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Article 24

Article 25

Article 26

Article 27

Article 28

Article 29

Article 30

Article 31

Article 32

are remunerated at the regular hourly rate. Hours worked beyond
thirty-five hours are considered as overtime.

Premiums
This article does not apply.

Holidays

The article applies. The temporary employee will be paid any of the
holidays described in clause 25.01 which occur during the period for
which the temporary employee has been hired.

Social Leaves, Personal Leaves and Self-Funded Leaves
This article does not apply except for clauses 26.01, 26.02, 26.04,
26.05, 26.06, and 26.10.

Vacation
The temporary employee will receive, upon leaving, any vacation pay
which shefhe is entitled. Vacation pay is eight per cent (8%).

The temporary employee whose duration of employment exceeds
twelve (12) months may take vacation, after agreement with the
person responsible for supervision.

Vacation is calculated as follows: one day and two-thirds (1.2/3) for
each month worked to a maximum of twenty (20) working days.

Parental Leave

A pregnant temporary employee with less than two (2) years of
continuous active service is entitled to an unpaid maternity leave of
twenty (20) weeks. This leave shall not extend beyond the
termination date of the employee's current contract.

After the birth or adoption of the employee's child, a temporary
employee with less than two (2) years of continuous active service,
is entitled to a leave without pay Of up to thirty-four (34) continuous
weeks, starting at the moment which the employee decides, but
ending no later than one (1) year after the birth, or in the case of
adoption, one (1) year after the child is placed in the employee's
care. This leave shall not extend beyond the termination date of the
employee's current contract.

A temporary employee with at least two (2) years of continuous
active service at the date of application, is entitledto the maternity
leave and parental leaves described in Article 28. Such leave shall
not extend beyondthe termination date of the Tenporary employee's
current contract.

Notwithstanding the foregoing, this entitlementis not intended to
confer any benefit, monetary or non-monetary, which the employee
wouid not have had if he/she had remained at work.

Leavewithout pay
This article does not apply.

Study Leave
This article does not apply.

Training
The entire article applies.

Tuition Waiver
This article does not apply.
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Article 33

Article 34

Article 35

Article 36

Public Service Leaves
This article does not apply.

University Closing

The article applies. The temporary employee will be paid for any
closings which occur during the period for which the temporary
employee has been hired.

Occupational Injuries

The University will pay a temporary employee who is absent from
work as a result of an occupationalinjury as defined by the law, 0%
of netsalary for the fourteen (14) first calendar days following their
first day of absence. Thereafter, the employee is reimbursed directly
by the CSST.

As for the rest, the temporary employee and the University are
subject to the provisions of the law on work accidents and
occupational injuries.

Sick Leave
Temporary employees shall be protected by a salary insurance
program.

The purpose of the salary insurance program is to compensate for
the loss of earnings of any temporary employee who is not able to
perform normal duties because of illness or accident other than an
occupational injury.

The cost of the program is equally shared by the temporary
employee and the University.

A temporary employee who becomes disabled due to illnessor injury,
at any time when her/his contractis in effect, shall be entitledto paid
sick leave for a period of up to one (1) month, paid at the equivalent
rate the temporary employee would have received had the temporary
employee remained at work.

Temporary employees receiving paid sick leave may be required to
provide a medical certificate attesting their inability to work.

When disability continues for more than one (1) month, the
temporary employee shall be protected by the provisionsof the salary
insurance program.

Salary insurance payments shall be equal to sixty-six and 2/3 percent
(66 2/3%) of the rate the temporary employee would have received
had the temporary employee remained at work.

Salary Insurance payments shall be made for the duration of the
contract in effect at the momentthe disability occurred or until the
temporary employee returnsto work, whichever occurs earlier.

The University shall deduct from each pay, in equal amounts, the
temporary employee's portion of the salary insurance premium.

The salary insurance programapplies as long as the disability begins
at the "earliest" with the effective date of the temporary employee's
contract.

The temporary employee who is to be absent due to ilinessor injury

shall, as soon as possible, inform the Department Chair/Unit Head or
designate of the absence.
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ARTICLE 40

The University will provide the Union with a copy of the salary
insurance policy.

Article37  Group Insurance and Pension Plan
Temporary employees are entitled to participate in the Pension Pian
in accordance with the rules and regulations set out in the
supplemental Pension Plans Act of Quebec.

Temporary employees are not entitled to participate in the Group
Insurance Plans.

Article 38  Classificationand Wages
The entire article applies.

Article39  Temporary Employees
The entire article applies.

Article40  Amendmentsto the Collective Agreement
The entire article applies.

Article41  Appendices and Letters of Agreement
The entire article applies.

Article42  Duration of the Agreement
The entire article applies.

AMENDMENTS TO THE COLLECTIVE AGREEMENT

40.01 Inthe eventthat the parties mutually agree to amend any of the provisions of the
present agreement, such amendmentswill be incorporated into a letter of agreement
and will be filed in accordance with Article 72 of the Labour Code.

LE41 AFF AND LETTERS OF 1

41.01 Al appendices and all letters of agreement form an integral part of the agreement.

ARTICLE 42 DURATION OF THE CONTRACT

42.01 The present collective agreement becomes effective the day of it's signature and

remains in effect until May 31, 2002. It has no retroactive effect except where
expressly provided.
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42.02 Notwithstanding clause 42.01, the present agreement remains in effect until the
signing of the new collective agreement.

g\:IWITNESS THEREOF, the parties have signed in Montreal, province of Quebec, on this 13 " day
June, 2000.

Concordia University Concordla University Support
Staff Union {€.S.N)
‘FredericklLowy Lisa Montgomery

KathleenO'Connell Desmond O'Neill

C. Lynne Prendergast \ Di-Anne Robin
Giiies éurgeé;% : Rg;h Harvey (€SN) \Tf
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APPENDIX "A"
CLASSIFICATION PLAN

The job evaluation plan as well as all modifications of the questionnaireare an
integral part of the collective agreement.



APPENDIX"B"
CLASSIFICATION OF EMPLOYEES BY GRADE AND STEP

The salary calculation formula as well as all modifications of the formula are an
integral part of the collective agreement.
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APPENDIX "D"
SALARIES

The amount of retroactivity resultingfrom the application of Appendix ‘D" is payable to
employees of the University within ten (10) weeks of the signature of the collective
agreement.

A} As of June 1, 1997 the salary scales for May 31, 1997 are increased by two percent (2%).

B)

0]

As of June 1, 1998 the salary scales for May 31, 1998 are increased by tWO percent (2%).

As of June 1, 1999 the salary scales for May 31, 1999 are increased by two percent (2%).

D) As of June 1, 2000 the salary scales for May 31, 2000 are increased by one point four

E)

F)

G

percent(1.4%).

As of June 1, 2001 the salary scales for May 31, 2001 are increased by one point three
percent (1.3%).

EMPLOYEES BEYOND THE RATE OR BEYOND THE SCALE

The provisionsof paragraphsaAl to E} inclusive dealingwith increase to rates and salary
scale are not applicable to an employeewho, May 31 precedingthe increase, has a pay
rate atthe top of the Scale for her/his classification. This employee benefits, however,
from a garanteed increase in her/his rate for which the percentage is the same as that
applicableto the fixed rate of pay or the maximum of the scale for her/his classification
and this increase is paid as follows

i entirely as alum sum payment if the fixed rate of pay or the maximum of the scale
for her/his classificationdoes not exceed her/his rate of pay;

or

i) inpartas anincreaseto her/his rate of pay andin part as a lump sum payment, if the
increased fixed rate of pay or the increased maximum of the scale for her/his
classification is greater thant her/his rate of pay; in such cases, the employee'srate
of pays increased by a percentage requiredto bring Itto the fixed rate of pay or the
maximum of the scale for her/his classification; the difference between, onthe one
hand, the percetnage increase appliedatthe Same date to the fixed rate of pay orto
the maximum of the scale and, on the other hand, the percentage increase applied
to her/his rate of pay is paid to the employees as a lump sum.

The lump sums provided herein are calculated on the employee's rate of pay before
increasing and they are divided and distributed each pay, prorated to the regular
paid hoursfor the period in question.

should the Quebec Government salary policy include percentage increases that are
greater than those specifiedin Tables A to E_of Appendix “D”, the Quebec Government
policy shall be applied if there is a specific allocation of funds Provided by the

o tmiare memen mmde e bl Ve T i s Emen deba fm mmve ssase o
WUVC T NICHIL LW LI unlvtn.n\.y [ATER VT EroiPTR VIR Lo



ANNEXE "D"

SALAIRES
CONCORDIA UNIVERSITY | { L 3 i
SALARY SCALE - 1 JANUARY 1997 - CUSSU_} i : f
S A o i
1 2l 3 4 51 6 7 8 9 10
GRO] 9,01] 9,38] 9,78 10,18] 10,59 1
|GR02 9,70 10,01] 10,33] 10,67| 11,03] 11,39 )
GRO3 10,41] 10,73] 11,01] 11,30] 11,60] 11,93 1225] |
GRO4 11,19{ 11,49) 11,82} 12,14] 12,47} 12,83] 13,17] -
GROS 1 11,90] 12,20 12,50] 12,83] 13,15] 13,47 13,82| 14,16]  ~
GRO6 12,79] 13,11] 13,43] 13,78] 14,12[ 14,47} 14,85 1522
GRO7 . 13,831714,16] 14,51 14,89] 15,26 15,64| 16,04| 1643 "
GROS. 114,737 15,08] 15,43] 15,80] 16,18] 16,55 16,95 17,34] 17,75 _
GROS  1'1592| 16,29] 16,68] 17,08 17,47/ 17,89] 18,30] 18,73] 19,17
GRI0 | 17,191 17,59] 18,02] 18,44] 18,88] 19,31] 19,76} 20,23] 20,71
GRI1 718,34] 18,75] 19,17] 19,59] 20,04| 20,48] 20,95! 21,41} 21,89] 22,36}
GRI2 719,80 20,24] 20,68] 21,15] 21,61] 22,10] 22,59| 23,11} 23,62! 24,16]
R ',4 [ESGRER S ..-I.,-_..__ [ - r :
CONCORDIA UNIVERSITY i N
ISALARY SCALE - 1 JUNE 1997 - CUSSU (+2 %
GRADE __ISTEP B
1 2l 3 4 5 6 71 8 R L
GRO1 9,19] 9,57| 9,98] 10,38 10,80 R
GR02 | 9,89 10,21] 10,54] 10,88] 11,25] 11,62 )
GRO3 " 10,62:710,94] 11,23] 11,53] 11,83] 12,17/ 12,50 [ T
GRO4 1141 11,72] 12,06] 12,38] 12,72[ 13,09] 13430 o
GROS ~ " 12,14.12,44; 12,75] 13,09] 1341] 13,74! 14,10 1444 |
GRos 13,05, 13,37! 13,70 14,06] 14,40| 14,76} 15,15: 15,52]
IGRO7 14,10 1_444""'1'4,80 15,19] 15,57| 15,95] 16,36! 16,76
GROS 115,021 15,38 15,74] 16,12 16,50] 16,88 17,29| 17,69| i&11|
GR09 1,1524 16,62 17,01] 17,42] 17,82] 18,25] 18,67| 19,10] 19,55 |
forio - 19,53) 17,94) i8,38] 18,81] 19,26] 19,70| 20,16] 20,63 21,12,
GRII i 18,711 '19,13] 19,55] 19,98| 20,44] 20,89 21,37; 21,84 2233| 22,81
GR12 726,20 20.64] 21.09] 21.57] 22.04 22,54] 23, o4r23 57 24__0_9[__ 24,64
A



ANNEXE "D"
SALAIRES

CONCORDIA UNIVERSITY ‘ —_JF 4 e
SALARY SCALE -1 JUNE 1998 - CUSSU(+2 % T 0o
; ! I | | I !
7ot I S S s s iy
T . I IO T R S T IR
GRO] "9371 "9,76| 10,18] 10,59 11,02 N : !
GRO2 | 10,09/ 10,41] 10,75] 11,10} 11,48 1185 )
GRO3 | 1083] 11,i6] 11,45] 11,76] 12,07 12,41] 12,74
GRO4 11,64] 11,95 12,30] 12,63] 12,97 1335/ 13,70 | &
GRO5 12,38 12,69 13,01] 13,35] 13,68 14,01] 14,38] 14,73 -
GRO6 13,31] 13,64] 13,97] 14,34] 14,69] 15,05| 1545| 15,83 )
GRO7 14,38] 14,73| 15,10 15,49] 15,88] 16,27| 16,69| 17,09
GROS 15,33] 15,69 16,05] 1644] 16,83] 17,22) 17,63] 18,04] '1847|
GR09 16,56] 16,95 17,35| 17,77] 18,18] 18,61] 19,04] 19,49] 19,94
GR10 | 17,88| 18,30] 18,75| 19,18] 19,64] 20,09} 20,56| 21,05| 21,55
GRi1~~ "i19,08] 19,51] 19,94 20,38] 20,85| 21,31] 21,80| 22.27| 22,77 237 26|
GR12 ; 20,60] 21,06] 21,52] 22,00) 22,48 22,99] 23,50 24,04] 24,57/ 25,14
A S T oo
CONCORDIA UNI o A
SALARYSCTALE 1JUNE 1999 - CUSSU (+z% B :‘ A
| ! H !
GRADE ',.iS_.TEK.:A" M.A.T,—f.__ . { b
Vo2 A Tal sl e T & 9 10
GRO1 7956|995 10,38] 10,80] 11.24] | 1 T
GRO2 1 1029] 10,62] 10,96 11,32] 11,71] 12,09
GRO3 11,05 11,39] 11,68] 11,99 12,31] 12,66] 13,00 T
GRO4 11,87) 12,19] 12,54] 12,88] 13,23] 13,62 13,98
GRO5 12,63] 12,95 13,27] 13,62] 13,95 14,29| 14,67| 15,03 1
GR06 13,57| 13,91] 14,25| 14,62] 14,98 15,36] 15,76] 16,15 T
GRO7 | 14,67 15,03] 1540] 1580| 16,19] 16,60] 17,02| 17,44
GRO8 7 17I5,637 16,00 16,37/ 16,77] 17,17] 17,56] 17.99] 13,40 18,841
GRO9 116,89, 17,291 17,70] 18,13] 18,54| 18,99 19,42]19,88] 20,34
GR10 | 18,24; 18,67 19,12 "19,57| 20,04] 20,49| 20,97' 21,47 21,98
GRI1 " 19,46 19,901 20,34] 20,79] 21,27| 21,73] 23,23} 23,73| 23,23( 23,73
GRI2 5_2101x 21,481 21,951 22.44] 22,93] 23.45| 2397 24,52| 25,07] 25,64
’ b om e oo ] . R
i 1 i ; i




ANNEXE "D"
SALAIRES

CONCORDIA UNIVERSITY | | o
SALARY SCALE - 1 JUNE 2000 - CUSSU (+ 1.4 ]
GRADE _ ISTEP

A2l 34 sl e 7 8 9l 10
GRO1 969l 10,0911052 1095 it40| | T I [ ]
GRO2 C1044] 10,77, 11,12| Tid8) 1187 12260 | ; :
GRO3 11,201 1),55; 11,85] 12,16] 12,48 12,84, 13,18 : ;
GRO4 (12,047 12,36; 12,72 13,06] 13,42 1381; 14,17
GROS . 12,81} 13,131 13,45| 13,81] 14,15| 14,49| 14,87 1524; !
GRO6 - 13,76; 14,11] 14,45 14,83] 15,19] 15,57| 1598 16,381
GRO7 1 1487] 1524) 1561] 16,02] 1642| 16,83| 17,26 17,68] |
GRO8 15,85| 16,23] 16,60] 17,00 17,41] 17,81| 18,24] 18,66| 19,10 )
GR09 17,13[ 17,53] 17,95] 18,38] 18,80] 19,25 19,69| 20,15[ 20,63 |
GR10 18,50] 18,93 19,39 19,84] 20,32| 20,78 21,26| 21,77| 22,29
GRIl. 19,74 20,18] 20,63 21,08 21,56 22,04] 22,54| 23,04| 23,56| 24,06}
GRI2 21,31] 21,78] 22,25| 22,76| 23,25| 23,78| 24,31 24,87| 25,42| 26,00]
CONCORDIA UNIVERSITY v o
SALARY SCALE - 1 JUNE 2001 - CUSSU (+ 1.3 . e ]
GRADE ™ isTEPT T TP TTITOY R T

voo2 3 4l CS T 8 9l 10

: _ : ,
. . = PR & h—- I R b i
GRO1 | 9,821 10,22| 1066 11,10) 11,54] | | !
GRO2 ., 105710911 11,26 11,63] 12,02, 12,42} :
GRO3 ; 11,351 11,701 12,00] 12,32] 12,64] 13,001 13,35
(GRO4 . 12,20, 12,52, 12,88, 1323 13,59, 13,991 14,36, A
GROS . 12,97, 13,30| 13,63| 13,99] 14,33] 14,68] 15,06/ 1544] .
GRO6 13,94] 14,29] 14,64] 15,02] 1539] 15,77] 16,19 16,59 _
GRO7 15,06] 15,44| 15,82 16,23] 16,63] 17,05] 17,48] 17,91 I
GROS 16,06 16,44] 16,82 17,22| 17,64| 18,04| 18,48 18,90] 19,35 )
GR09 17,35] 17,76] 18,18 18,62] 19,04 19,50] 19,95 20,42| 20,90
GRI10 18,74] 19,17] 19,64] 20,i0| 20,58 21,05 21,54| 22,05| 22,58|
GRII ' 19,99| 20,44| 20,90| 21,35] 21,84] 22,32[ 22,84] 23,34| 23,86 24,37
GR12 21,58 22,06] 22,54| 23,05| 23,56] 24,09| 24,62| 25,19] 25,75 26,34
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ANNEXE "F"

CERTIFICATEOF ACCREDITATION

BUREAU DU COMMISSAIRE
GENERAL DU TRAVAIL

DOSSIER AMS0115078
AMS0075070
AM87125333
AMB7118746
AM87115747
CAS CM90115235

Montréal, le 11 juin 1991.
PRESIDENT:
LE COVM BSNREGENERAL DU TRAVAIL

J. Marcel LORRAIN

SYNDICAT DES EMPLOYE-E-S DE SOUTIEN DE L'UNIVERSITE
CONCORDIA (CSN)

CONCORDIA UNIVERSITY SUPPORT STAFF UNION (CSN)
1601, rue Delorhier, Montréal, Québec

-et_
SYNDICAT DES EMPLOYE-E-S PROFESSIONNELS-LE-S DE
L'UNIVERSITE CONCORDIA (CSN) CONCORDIA UNIVERSITY
PROFESSIONNAL EMPLOYEES UNION (CSN)
1601, rue Delorimier, Montreal, Québec

INTERVENANT DE PREMIERE PART
-et_
SYNDICAT CANADIEN DES OFFICIERS DE MARINE MARCHANDE
S.M.AN.
AFL-CIO CLC-FTQ
9670, rue Notre-Dame est, , Montréal, Quebec

INTERVENANT DE DEUXIEME PART
-et-
VANIER LIBRARY ASSOCIATION OF NON-PROFESSIONAL
EMPLOYEES
5275, West Broadway, Montreal, Québec

INTERVENANT DE TROISIEME PART

-et-

NATIONAL UNION OF SIR GEORGE WILLIAMS UNIVERSITY'S
EMPLOYEES(CNTU)
1601, rue Delorimier, Montreal, Québec

INTERVENANT DE QUATRIEME PART

_et_

CONCORDIA UNIVERSITY UNION OF SUPPORT STAFF TECHNICAL
SECTOR (CSN)

1601, rue Delorimier, Montréal, Québec

INTERVENANT DE CINQUIEME PART



-et-

CONCORDIA UNIVERSITY
1455, boul. de Maisonneuve ouest
Montreal, Quebec
INTIMEE

PROCUREURE DU REQUERANT:
Mme Monique Lauziére

PROCUREUR DE L'INTERVENANT DE PREMIERE PART:
Me Giovanni Mancini

PROCUREUR DF L'INTERVENANT DF DEUXIEME PART:
Me Paul Dion

PROCUREUR DE L'INTERVENANT DE QUATRIEME PART.
Me Helene Del Vecchio

1

Me Héléne Del Vechhio

PROCUREUR DE L'INTIMEE:
Me Richard A. Beaulieu

DECISION

En date du 22 novembre 1990, le syndicat requérant déposait au Bureaudu commissaire general du travai!
une requéte en accréditation visant un groupe de salariés de l'intimée.

Assign6 a ce dossier le 21 mars 1991, le soussigné convoguatt les parties a une audition qui devait étre tenue
a Montreal le 6 mai 1991 et remise, de consentement, au 29 mal 1991.

Or, lors de l'audition du 29 mai 1991, les intervenants qul avaient formulé des objections a la présente
requéte ont retire cette opposition. De plus, le syndicat requérant et I'Université intimée se sont entendus
sur la description de l'unité appropriée se réservant toutefois des droits sur un groupe imposant de salaries
de facon a ce qu'un commissaire du travail determine le statut de ces salaries.

Tout en réservant les droits des parties sur ladminlistration d'une preuve relative au statut des salaries dont
les noms apparaissent au dossier, le soussigné réalise que, quelle que soit l'issue des decisions sur le statut
de ces salaries, le syndicat requérant était majoritaire & la date du dépét de sa requéte.

1l'y a donc lieudans les circonstances d'accréditer le syndicat requérant tout en reservant le droit des parties
a administrer la preuve pertinente quant au statut des salariés dont les postes sont litigieux, liste qui apparait
au dossier.

vu la requéte du 22 novembre 1990;
vu l'accord du requérant et de ['intimée sur la description de I'unité appropriée;
vu que les intervenants ont retire toute opposition dans les présentes instances sauf pour

ce qui a trait au statut de certains salaries dont les noms apparaissent au dossier;
vu i les dispositionsdu Code du travail;

aprés etude du dossier, de la preuve et d'avoir sur le tout délibéré;

POUR CES MOTIFS, LE SOUSSIGNE

1- RESERVE le droit des parties quant & l'administration d'une preuve relative au statut des
personnes dont les noms apparaissent au dossier, liste sur laquelle les parties se sont
entendues.

e



2- ACCREDITE LE SYNDICAT DES EMPLOYE-E-S DE SOUTIEN DE L'UNIVERSITE CONCORDIA (CsN)
CONCORDIA UNIVERSITY SUPPORT STAFF UNION (CSN)
pour représenter:

"Toutes les employées et tous les employés de soutien, salarié-es au sens du Code du
travail dont le salaire émerge au budget de fonctionnement de I'Université a l'exclusion
de:

- celles et ceux déja assujettisa une autre unite d'accréditation;

- celles et ceux exercant des fonctions de professionnel-les;

celles et ceux des auxiliaires d'enseignement comprenant les démonstrateurs, les
surveillants d'examens, les moniteurs, les correcteurs;

- celles et ceux sous octroi de subvention;

- celles et ceux rémunérés selon des feuilles de temps;
- les professeur-e-s, les étudiant-e-s et les stagiaires;

- celles et ceux des assistants des résidences;

celles et ceux occupant un emploi & caractére temporaire, surnuméraire ou
occasionnel, emploi n'excédant pas six (6) mois consécultifs;

- celles et ceux sous contrat pour une période n'excédant pas six (6) mois
consécutifs;

la secrétaire du recteur, du vice-recteur académique, du vice-recteur relations
institutionnelles et finance, du vice-recteur services, du secrétaire-général, du
directeur des ressources humaines, du vice-recteur associe relations
institutionnelles et finance, du vice-recteur associé services, du conseiller
juridique, du gérant des services d'emploi, du gérant des relations de travail et
I'assistant des relations de travail."

DE CONCORDIA UNIVERSITY
1455, boul. de Maisonneuve ouest
Montreal, Québec
H3G 1M8

Etablissements visés:

Tous les établissements de I'employeur.

ML/sg Siagnature

J. Marcel LORRAIN
Commissairedu travai



APPENDIX "G"
PUBLICATIONAND TRANSLATION OF THE CONTRACT

The University will give the Union 650 bilingual copies of the collective agreement within

a delay of one (1) month following its signing. This period of one (1) month excludes all
delays outside the control of the University's representatives.

The Union may request additional copies.



APPENDIX "H"
EMPLOYMENT EQUITY

The University is committed to Employment Equity and to act uponthe problem of under-

representation of women, aboriginal peoples, visible minorities and persons with
disabilities.

The University is also committed to a working environment which is free of systemic
discrimination and in which the values of equity, non-discrimination and diversity are
fostered and promoted.

Itis the goal of the Universityto achieve a workforce which represents and reflects the
many groups in our society. To achieve this, the Employment Equity office and the union
will take a proactive approach to the formulation of policies, programmesand goals that

support the recruitment, selection, promotion and retention of the under-represented
groups and employees.



APPENDIX "'I"
DEFERRED SALARY LEAVE
(Sample of the contract)

DEFERRED SALARY LEAVE PLAN CONTRACT

1, DEFINITIONS

1.01  Deferral period:
a maximum period of four (4) consecutive years during which an admissible employee
participates in the planwithout being on leave.

1.02 Deferred salary:
the percentage of the annual earnings that a participating employee, in agreement with the
University, agreed to save during each year of the deferral period.

1.03 DSLP:
deferred salary leave pian, includingany changes amendments and modifications hereof in
accordancethereto.

1.04 Earnings:
the gross annual salary received From the University by a participating employee in a plan year
before any deduction (income tax, unemploymentinsurance, pension plan and fringe benefits).

1.05 Eligibleemployee:
any employeewho is covered by the provisions of the present collective agreement.

1.06 Fund:
a trust Fund established pursuant a trust agreement with the Trustee, into which deferred portion
of the salary is paid by the University and from which payments are made to participating
employees in accordance with the terms of the DSLP.

1.07 Leave:
the pian year following the deferral period, during which a participatingemployee is on a leave of
absence authorized by the University.

1.08  Participating Employee:
eligible employee whose request for participation Inthe DSLP has been accepted.

1.09  Participating year or plan year:
a twelve-month period.

1.10 Trustee:

the Royal Trust or another trust company incorporatedunder the laws of Canada or a province.

Inthe present contract, the singular can include the plural and vice-versa.



2.

DEFERRED SALARY

2.01

2.02

2.03

2.04

During each planyear prior to the leave, the University will deduct the deferred salary from the
participating employee's earnings and entrust such amount with the trustee responsiblefor the
fund. These deductions are spread over the entire deferral period, and are prorated on the
earnings periodically paid to the participant. The deferred salary cannot exceed 33 1/3 % of
earnings. The product of the deferral period multipliedby the percentage of deduction cannot
exceed 100%.

The trustee will establish and maintain on its books for the fund a separate account for each
participant. He will hold and investthe deferred salary received in accordance with the provisions
of the trust agreement. Investments will be made in the trustee's (type of investment) and will
bear interest at the applicable rate for such an account.

Prior to the end of each calendar year, the trustee will pay to each participatingemployee, the
interest earned on the aggregate amount of deferred salary which it holds in the fund in her/his
name.

The Trustee will provide to each participating employee an annual statement showing the
aggregate of deferred salary held in trust in the employee's account, interest earned, and
payments made from the account.

INCOMETAX

3.0

3.02

4.

The Employer will make the required deductions from a participating employee's earnings during
the deferral period, calculatedon the earnings for the applicable calendar year less the deferred
salary for that year.

During the leave, monies paid to a participating employee will be taxable and subject to the
required deductions as if such amounts formed part of her/his revenue for that calendar year.

WITHDRAWAL

4.01

4.02

4.03

A participating employee who, during her or his participation in the DSLP:
a) ceasesto be employed by the University;

b) is not working because of an extended maternity leave, a work accident, a long-term
disability leave or other authorized leave;

c) retires Of dies,

is deemed to no longer belongto the DSLP effective on the cessation of employment, leave,
retirement or death.

Participatingemployees may withdraw from the DSLP at any time during the deferral period upon
one ()month's prior written notice to the University.

Uponwithdrawal, according to 4.01 or 4.02, the participating employee, or her/his estate, will
raraiva the annrenate deferred calary, nlie acrumulated interest, if any. in har/his arconnt inthe
trust fund within thirty (30) days of the withdrawal or reception of the notice of withdrawal,
whichever is the case. Any such sum is subjectto the required deductions.



5, POSTPONEMENTOF A LEAVE

5.01  Dueto necessity, the University may requirethat a participating employee entitled to leave defer
the leave from the agreed date. The University will so notify the employee in writing least six (6)
months prior to the leave, stating the reasonsfor its request. The University cannot request that
a participant postpone her/his leave without a valid reason. 1t mustalso reimburse the employee
any non-refundable depositthat she or he made towards enrolment in an education institution.
For this purpose, the participantwill provide the Universitywith the official receiptsfrom the
institutionto support her/his claim.

5.02 A participating employee may request that the University defer her/his deferred salary leave. The
request must reach the University at least six (6) months prior to the date of the start of the
leave. The University may accept requests with shorter notice at its discretion.

5.03 Inthe case of maternity leave during the deferred salary leave, participation in the plan is
suspended for a maximum of twenty (20) weeks.

DEFERRED SALARY LEAVE PLAN

Contract between

Concordia University
herein referredto as "the University"

and

Family name Surname

herein referredto as "the employee"

DURATION OF THE CONTRACT

A. The present contract will come into force on

and will expire on

B. The lengththe leave is
namely, from to

SALARY

C During each of the years of the contract, the employee will
receive % of her/his salary.

IN WITNESS THEREOF, the partiessigned, in Montreal, province of Quebec, on the
month of 2000.

of the

Concordia University Employee



APPENDIX "3"
TIME-SHARING COMMITTEE

The parties agree to form a committee whose mandate will be to examine job-sharing
programs and produce recommendationsfor a program which would be applicable to the
employees covered by the present collective agreement.

The Union and the University will each name two (2) representatives to sit on this
committee.

The parties agree that all meetings of this committee will be during normal working hours
and without loss of pay for the Union representatives.



Information to be sent to the Union

The parties agree that the following does not amend the provisions of the collective
agreement and is included solely for reference purposes.

1. The following is a list of the articles providing for information to be transmitted to
the Union on a monthly basis;

7.01
7.02
8.08 a)

2.  Thefollowing is a list of the articles providing for information to be transmitted to
the Union every three months (November, February, May and August);

7.06
13.04 g, b), ¢)

3. The following article provides for information to be transmitted to the Union
every six months (November, and May);

11.05 a)

4. The following is a list of the articles providing for information to be transmitted to
the Union upon request;

7.03
7.04
7.05
14.02 a)
15.01
15.02 a), b)
21.04 a)
21.05
28.18
28.27
30.10
38.04 h)
39.01

5. The following is a list of the articles providing for information to be transmitted to
an employee and simultaneously to the Union;

13.08
15.04 )
15.05 c)
16.03
19,01
21.04
26.09 ¢)
38.05 ¢)
38.06 a)



LETTER OF INTENT
BETWEEN

CONCORDIA UNIVERSITY
AND

CONCORDIA UNIVERSINSUPPORT STAFF UNION (CSN)

The parties agree to the following concerning the use of Concordia Computing Facilities
by the Concordia University Support Staff Union (CSN);

1.  The University agrees to provide the Union, at the Union's cost, with a
connection to the Concordia Computing Facilities as well as with one electronic
mail account for the exclusive use of the Union.

2, The connection shall be made in accordance with the University's specifications.

3. The University makes no warranty, expressed or implied, regarding the
resources and facilities provided or their fitness for any particular purpose.

4. The Union shall be responsible for the conduct of its members in using the
electronic mail account.

5. In order to protect the integrity of the facilities against accidents, failures or
improper use, the University reservesthe rightto limit, restrict or terminate the
access of any user to these facilities, or the access of any host or equipment to
the network, and to inspect, copy, remove or otherwise alter any data, file, or
system resources.

6. Use of the Concordia Computing Facilities by the Union shall be in accordance
with the policy on Computing Facilities.

I N WITNESS THEREOF, the parties have signed in Montreal, province
of Quebec, on this/3th day of July, 2000.

Concordia University Concordia University Support
Staff Union (C.S.N)

Cddind, g j&%ﬁj@%

Frederick Lowy / Lisa Montgomer

Desmond O'Nellj

E:.Af,,.,,a (b=

Di-Anne Robin

Ruth Harvey (CSN) . /



LETTER OF INTENT
BETWEEN
CONCORDIA UNIVERSITY

AND

CONCORDIA UNIVERSITY SUPPORT STAFF UNION (CSN)

Whereas it is the desire of the parties to settle all outstanding issues of the current
colective agreement negotiations,

Whereas the parties wish to extend the current collective agreement, without
modification,

The parties agree to the following:

1.  Article 42.01 of the current collective agreement is replaced by the following
text:

42.01 The present collective agreement becomes effective the day of it's
sighature and remains in effect until August 31, 2002. It has no
retroactive effect except where expressly provided.

2.  The text of paragraph E of Appendix D of the current collective agreement
becomest) and following text is added as sub paragraphii):

ii) As of June 1, 2002 the salary scales for May 31, 2002 are
increased by one percent (1%).

3.  This agreement enters into effect on the day of it's signature and remains in
effect until August 31, 2002.

I NWITNESS THEREOF, the parties have signed in Montreal, province
of Quebec, on this/Ath day of July, 2000.

Concordia University Concordia University Support
Staff Union (C.S.N)
Frederick Lowy Lisa Montgomery

Di-Anne Robin

é é;[zz'u QQ]O/)/‘&//
Harvey (CSN) ~~/

j ub




T 1 J T !
CONCORDIA UNIVERSITY ) ;
SALARY SCALE - 1 JUNE 2002 - CUSSU (+1 :
GRADE l§TEF] | 1 L v o
1 2 3 4 5 6 7.8 9 .10
GRO1 9,92] 10,33] 10,77] 11,21] 11,66 0,00 0,00 0,00/ 0,00! 0,00
GRO2 10,68] 11,02 11,37] 11,75| 12,14 12,54| 0,00 0,00 0,00/ 0,00
GRO3 11,46] 11,81] 12,12| 12,44) 12,77} 13,13 13,49 0,00  0,00] 0,00
GRO4 12,32 12,65 13,01] 13,37] 13,73] 14,13} 14,50 0,00 0,00\ 0,00
GRO5 | 13,10] 13,43 13,76| 14,13] 14,48 14,83 1522 1559 0,00| 0,00
GRO6 14,08 14,43( 14,79] 15,17 15,55] 15,93] 16,35| 16,76/ 0,00 0,00
GRO7 15,22 15,59| 15,97] 16,39| 16,80{ 17,22| 17,66/ 18,09 0,00( 0,00
GRO8 | 16,22 16,60/ 1699| 17,40 17,81 18,22 18,66/ 19,091 19,54} 0,00
GRO9 ~ : 17,53| 17,93 18,36| 18,80| 19,23/ 19,70\ 20,15} 20,62, 21,111 0,00
GRIO . 18,93 19,37] 19,84] 2030 20,79| 21,26 21,75 22,27 22,800 0,00
GR11 {20,190 20,64] 21,11] 21,57| 22,06| 22,55| 23,06| 23,57 24,10| 24,62
GRI2 1721,80] 22,28| 22,77| 23,29( 23.79] 24,33| 24,87 25,44 26,00! 26,60
— —

. ! ! I I I }




LETTER OF INTENT

BETWEEN

CONCORDIA UNIVERSITY

AND

CONCORDIA UNIVERSITY SUPPORT STAFF UNION (CSN)

Whereas it is the desire of the parties to settle all outstanding issues of the current
colective agreement negotiations,

Whereas the parties wish to specify the manner in which retroactivity payments are
to be made,

The parties agree to the following:

1!

I nthe case of an employee who has left the bargaining unit, between June 1,
1997 and the date of the signature of the present agreement, the amount of
retroactivity will be calculated on a prorated basis. Retroactivity will be paid to
the employee, by the University, for the period during which she/he was a
member of the bargaining unit.

Notwithstandingthe preceeding paragaraphthe parties agree that an employee
is not entitled to receive retraoctivity resultingfrom the application of the current
collective agreement when she/he is receiving retroactivity resulting from the
application of another collective agreement.

The University will pay retroactivity to an employee who left the University
betweenJune 1, 1997 and the date of signing of the present agreement. This
employee must make a written request for the payment of her/his retroactivity,
to the Employee Relations office, no later than the sixty (60) calendar days
following the signature of the collective agreement.

This agreement enters into effect on the day of it's signature and remains in
effect until May 31, 2002,

I N WITNESS THEREOF, the parties have signed on this/2_* day of July, 2000

Concordia University Concordia University Support

Staff Union (C.S.N)

Frederick Lowy Lisa Montgomery

MaiD)u7 [/ % Shirley ersond / % /

Kattileen O'Connell

smond O'Neill

Di-Anné Robin

Rutti Marvey (CSN) N/



LETTER OF INTENT
BETWEEN

CONCORDIA UNIVERSITY

AND

CONCORDIA UNIVERSITY SUPPORT STAFF UNION (CSN)

Whereas it is the desire of the parties to settle all outstanding issues of the current
colective agreement negotiations,

Whereas the union is willing to allow the University to test new experimental academic
programs under certain conditions,

Notwithstanding the relevantarticles of the collective agreementthe parties agree to the
following:

ARTICLE 1 Definition of experimental program

Experimental program means:

A new academic programthat has been previously approved by the Québec governement,
and by Concordia University Senate or/and the Board of Governors following the current
applicable procedure.

A new academic program is not a current program that has been privatised or a program
that is the result of the reorganisation of a faculty or department.

An experimental program will not include positions included in a current or recently
abolished program. Recently abolished means abolished within the past five (5) years.

ARTICLE 2 Creation of positionsin experimental programs

a) The University may create experimental programs as defined above. The University may
create a maximum number of positions in experimental programs equivalent to ten
percent (10%) of the number of full time positions included in the bargaining unit.

b) The university must advise the union in writing of it's decisionto convert a position in
an experimental program into a permanent position. If no decision is forwarded to the
union in writing concerning the conversion of a position in an experimental program
into a permanent full time position, within five years of the date of it's creation, the
position automatically becomes permanent, and the incumbent automatically obtains
employment security,as long as the employee has been the incumbent of this position
or of another full time position for at least twenty-four months.

¢) Should the University decide not to convert the position in an experimental program
into a permanent position, the position in the experimental program will be deemed to
be abolished. Article 12 or 13 of the collective agreement applies to the employee who
is the incumbentof the abolished position, depending on whether or not the employee
has or does not have employment security.



ARTICLE 3 Application of the collective agreement

The collective agreement applies to the incumbent of a position in an experimental program
in the following manner;

i) The following articles apply:

Article 1
Article 2
Article 3
Article 4
Article 5
Article 6
Article 7
Article 8
Article 9
Article 10
Article 11
Artilcle12

Article 13
Article 14
Article 15

Article 16
Article 18
Article 19
Article 20
Article 21
Article 22
Article 23
Article 24
Article 25
Article 26

Article 27
Article 28
Article 29

Article 31
Article 32
Article 33
Article 34
Article 35
Article 36
Article 37
Article 38
Article 39
Article 40
Article 41
Article 42
Appendix A
Appendix B

Appendix C
Appendix D
Appendix E

Purpose of the agreement

Union recognition

Definition of terms

Management Rights and Obligations

Non Discrimination

Harassment and Sexual Harassment

Rightto Information

Union Membership and Check-off

Leave for union Activity

Grievance and arbitration

Seniority

Employment security and displacement procedure
Except for sub-article 12.01.

Lay-off and Recall

Technological Change

Job posting, selection and movement of personnel
Except for sub-article 15.04 a), b), and €).

Health and Safety

Sub-Contracting

Disciplinary Measures

Personal Files

General

Hours of Work and Work Schedules

QOvertime

Premiums

Holidays

Social leaves, personal leaves and deferred salary leaves

Except for sub-article 26.09 b)

Vacation

Parental Leave

Leave without pay
Except for sub-article 29.01

Training

Tuition Waiver

Public Service Leaves

University Closing

Occupational Injuries

Sick Leave

Group Insurance and Pension Plan

Classification and Wages

Temporary Employees

Amendments to the Collective Agreement

Appendices and Letters of Agreement

Duration of the Agreement

Classification plan (JEP)

Employees'list, including class of employmenttitle, salary grade and step

applicable

Grades and corresponding position titles

Salaries

Seniority list



Appendix F Certificate of accreditation

Appendix G Publication and translation of the contract
Appendix H Employment equity

Appendix | Deferred salary leave plan

Appendix J  Time-sharing committee

ii) The clauses below apply as follows;

Article 12.01 Employmentsecurity

a)

b)

For an employee with employment security wtio applies on and obtains a pos ioninan
experimental program article 12.01 applies.

For an employee without employment security who applies 0n and obtains a position
in an experimental program the following article applies;

The University assures employment security, within the bargaining unit, for the duration
of the present agreement, to all employees who have;

- twenty-four (24) months of seniority as the incumbent of a position in an
experimental program that becomes permanent within sixty (60) months of it's
creation,

or

- a maximum of sixty (60) months of seniority as the incumbent of a position in an
experimental program that does not become permanentwithin sixty (60) months of
it's creation.

Notwithstanding any other provisions of the collective agreement and subject to
clause 19.02, employees benefiting from employment security cannot ke laid off, or
dismissed without just cause and therefore will remain in the employ of the
University and continue to benefitfrom all the provisions of the presentagreement.

Article 15.04;

a)

In selecting an employee to fill a position posted in accordance with clause 15.02, the
University must grant the position to the candidate who is one of the three most senior
employees and who has the qualifications to satisfy the normal requirements of the
position.

b) i) This paragraph does not apply.

i) This paragraph does not apply.

¢) (becomesb))

If none of the candidates mentioned in clauses 15.04 a), satisfy the said conditions,
other candidates will be considered, as long as those candidates have more
qualifications than any employee who has been refused in the above paragraph. In
case of a grievance, the University has the burden of proving that the outside candidate
has more qualifications.



Article 26,09 b) Deferred salary Leave

b) Requests for a deferred salary leave will be granted as long as the leave period is
scheduled after the employee's experimental position has been made permanent, or
after five years from the date of the creation of the employee's experimental position.
Deferred salary leave is subject to the ability of the respective department to
accommodate the leave.

Article 29.01 Leavewithout pay
29.01  An employee with the equivalent of one (1) year of full time service who, for a

valid reason, wishes to obtain a leave without pay, must make a written request
to the person responsible for supervision. The University may refuse such a leave.

ARTICLE 4 Conversion of contract positionsand time sheetemployment periods
into_permanent positions

a) For the conversion of contract positions and time sheet employment periods into
permanent positions the following conditions apply:

i) Only positions or employment periods that have existed, as contracts or time sheets,
for a period of over two years will be considered.

ii) The employee on contract or on time sheet must not be replacing another
employee who is on leave authorised by the collective agreement or by the
University.

iii) The number of positions converted by this procedure is not conditional to the
number of experimental positions created.

b) Forthe first set of conversions, following the signature of the agreement, only contract
positions will be considered. These positions will not be posted as provided for in the
collective agreement. The positions will be given to the employees who currently hold
them on contract. However, only employees who have held the position to be
converted for at least two years wil be rolled into said position without posting. In all
other cases the position will be posted and filled as provided for in the collective
agreement.

c) The Union and the University will meet three (3) times a year, during the months of
January, May, and October, to discuss the conversion of all other contract and time
sheet positions under the above conditions. All converted positions will be posted and
filled as provided for in the collective agreement.

ARTICLE 5

This agreement does not constitute a precedent, and is entered into without admission on
the part of either of the parties.



ARTICLE 6

The current agreement comes into effect on the date of it's signature and is valid until May

31, 2002.

IN WITNESS THEREOF, the parties have signed on this/%th day of July, 2000

Concordia University

%/ZM

Frederick Lowy

2V anell @WJ

S fioewass

Kathleen O'Connell
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Concordia University Support
Staff Union (C.S.N)

Lisa Montgomery

Shirley

smond O'Neill

Di-Anne Robin

g Harvey (%N) % ?;



