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PURPOSE 

The purpose of this Agreement is to set out the terms and conditions of 
employment far those employees of the University included in the bargaining 
unit 

BETWEEN 

SAINT h4ARYS UNTVERSITY, a body corporate of Halifax 
Regional Municipality in the Province of Nova Scotia, hereinafter 
called the "University" 

AND 

NOVA SCOTIA GOVERNMENT AND GENERAL EMPLOYEES 
UNION, hereinafter called the "Union" 

WHEREAS the Labour Relations Board (Nova Scotia) under Order No. 2768, 
dated July 17th 1981, as mmdedby OrderNo. 4149 (dated January 26th, 
1994), certified the Union as bargaining agent for all MI-time and regular part- 
time non-academic employees of Saint Mary's University, Halifkx, Nova 
Scotia, who perform clerical, technical and non-professional librrUrian and other 
non-academic duties who me not covered by a Collective Agreement, but 
excluding those classifications as described in Appendtr "A" and those 
employees excluded in paragraphs (a) and @) of Subsection (2) of Section 1 of 
the Trade Union Act, and it is thenfore agreed: 
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ARTICLE I DEFINITIONS 

Union 

Union Local 

University 

Employee 

Full-time Employee 

Sessional Full-time Employee 

Regular Part-time Employee 

Sessional Part-time Employee 

means the Nova Scotia Oovcmment and 
General Employees Union. 

means Local 79, Nova Scotia Government 
and General Employees Union. 

means the Board of Governors of Saint 
Mary's University or its representatives 
acting on their behalf. 
means any person employed by the 
University in a position within the bargaining 
unit. 
means one who works the normal hours for a 
ibll-time employee as set forth in Article IS. 

means one who works the hours of work as 
set forth &Article 15 in arecurring 
authorized position for a period which is 
approximately concumnt with the 
University's academic year but less than a 
calender year. 
means an employee, who works less than the 
normal horn of a full-time employee who is 
employed on a continuing and reaming basis 
and who worlcs a minimum of seventeen and 
one-half (17%) hours per week. 

means an employee who works less than the 
normal hours of a Ill-time employee and 
who works a minimum of seventeen and one- 
half(l7 %) hours per week for a period 
which is approximately comment with the 
University academic year but less than a 
calendaryear. 
means an employee, not a member of the 
lmrphbg unit, hirad for a non-mxming 
specific pu~pose and for a specific period of 
time not to exceed nine (9) months. 
Extensions to an employee's original period 
of tempomy employment, not to exceed 
twelve (12) months, may be implemented 

2 
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through mutual agrement between the 
Univdty  and Union hl. In the case of 
ptcgnancy/pareneal Leave, the temporary 
period of employment shall be up to twelve 
(12) months. In the case of Long Term 
Disability, the temporary period of 
W l F d  shall be UP to tWenty-fOW (24) 
months. 

for the purposes of Article 9, qualified means 
an employee who meets the qualifications as 
per the job description and possesses the 
knowledge, experience, and past performance 
to meet job requirements. 
means working day unless otherwise 
designated. 
for the purposes of this Agreement, a 
"spousal relation~hip~' shall exist when an 
employe0 is married, or when, for a 
continuous period of more than one (1) year 
an employee has lived with a person, 
represented that person to be their spousey 
and lives and intends to continually live with 
that person as if that parson were their 
S p O ~ .  

Throughout this Agreement, the plural includes the singular, and vice versa as 
the context may require. 

ARTICLE 2 RECOGNITION 

2.1 The University mgnizcs the Union as the exclusive bargaining 
agcnt for all crnployees in the IxrgaSng unit as &tined in the 
Labour Relations Board OrderNo. 2768, July 17th. 1981; as 
amended by Labour Relations Board Order No. 4149 dated January 
26,1994. 

The University agrees that where this Agreement requires 
correspondence be given to the Union relating to matters covered by 
this Agreement, such correspondence shall be sent to the Union Local 
or designate. 

No employee shall be required or permitted to make any Written or 
oral agreement with the University or its Tepresentatves, which may 
conflict with the terms of this Agreement. 

2.2 

2.3 

3 



NSGEU 
July 1.2003 to June 30,2006 

2.4 No employee' or group of employees shall udertake to bind the 
Union at meetings with the University without the prior written 
authorization of the Union. 

2.5 Should new positions be developed the University shall notify the 
Union in writing. Within ten (1 0) days of receiving notification, the 
Union may request to meet with the University. The parties shall 
meet and attempt to reach agreement on such new positions as to 
whether such classifications or positions should be included in the 
bargaining unit When agreement is reached, written confirmation 
shall be exchanged between the University and the Union. If no 
agreement can be reached, either party may =fer the matter to the 
Labour Relations Board (Nova Scotia). Such position shall runain 
outside of the bargaining unit until a decision is rmdcred. 

2.6 The University shall noti@ the Union of the proposed exclusion of 
my existing position from the bergah@ unit and the basis for such 
exclusion. If the Union objects to the exclusion, the parties shall 
endeavour to ma& agreement, and if no agreement is reached, the 
matter may be referred by either party to the Labour Relations Board 
(Nova Scotia) for final resolution. 

Should the University mte a new position witbin the bmgahiq 
unit during the term of this Agreement, a provisional salary rating 
will be set by Human Resotlrces. Should the University create a new 
classification the parties agree to meet and attempt to reach 
agreement regding the appropriate rate of pay for such 
classification. When agreement is reached, written confirmation shall 
be exchanged between the University and the Union. If the parties 
cannot agree, the matter may be ref& to arbitration as per Article 
29 of the collective agreement. 

Provided that the orderly operation of the University is not af€ected, 
an Employee Relations Officer h m  the Union shall have access to 
the premises to discuss Union business with the University andlor its 
Employees. Where the Employee Relations Officsr will be meeting 
with Employees in the workplace during working hours, the 
employee shall seek authorization &om the Department Head or 
designate. This will not be abused by the Employee and such 
authorization wiH not be unnasonably withheld 

2.7 

2.8 

2.9 The University shall provide the Union Local with the following 
infomution regarding bargaining unit positions, upon request: 
salaries, group and step, position classifications, job descriptions, job 
d u a l i o n  quest id * ,  job ikct sheet, job evaluation policy, 
applied weightings for factors, factor levels and their value, point 

4 
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ranges for salary classification p u p s  and consider reasonable 
requests for other information. 
The University shall provide the Union Local with office space for 
the period of this asreemat, together with furnishings as may be 
required 

2.10 

ARTICLE 3 MANAGEMENT RIGHTS 

3.1 Except to the extent cxprtssly abridged by specific provisions of this 
Agreement, the University reserves and retains solely and 
exclusively, all its inherent rights to manage the University. 

It is the function of the University to manage the operation of the 
University and its programs, which function includes, without 
limiting the Benerafity of the foregoing, or Article 3.1, the right to 
determine employment, complement, organization, work methods 
and procedures, kinds and locations of equipment, assignment, 
training, job dassification, employee evaluation, promotion, 
demotion, and lay-off, subject to the provisions of this Agmxnent. 

The University shall exercise its rights in a manner that is consistent-. 
with the terms of this Agreement. 

3.2 

3.3 

. -  
- -  ARTICLE 4 

4.1 

NO STRIKES AND LOCKOUTS 

In view of the orderly procedure for settling grievances and following 
the signing of this ABnemtnt, the University agrccs that it wiU not 
cause or direct, during the term of this Agreement, any lock-out of its 
employees and the Union agrees that during the term of this 
Agreement, there will be no stxike or other colle+ve action which 
will stop, curtail, or interfere with the University's operations. 
In the event that any employees of Saint Mary's Univedty, other 
than those covered by this Agreement, engage in a lawful strike, 
EmpIoyees covered by this Agrement shall not be required to 
perform work normally done by such striking employees. 

4.2 

ARTICLE 5 NO DISCRIMINATION 

5.1 It is agrecd that there will be no discrimination against any employee 
by the University or the Union, by reason of any of the prohibited 
grounds for discrimination, such as age ram, colour, religion, creed, 
sex, sexual orientation, physical or mental disability, ethnic, national 
or aboriginal origin, family or marital status, source of income, 
political belief, affitiation, or activity. Except that this provision shall 

5 
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not bc construed to interfere with n o d  rstinment age as per 
Article 42.1. 

The Parties agree that there will be no discrimination with tespcct to 
any Employee for reason of membership, lack of membership or 
legal activity in the Union. 

5.2 

ARTICLE 6 UNION OFFICERS AND REPRESENTATIVES 

6.1 

6.2 

6.3 

6.4 

6.5 

6.6 

The University acknowledges tha right of the Union and the Union 
Local to elect/appoint employees as Executives and Representatives 
and mcognim that it is the responsibility of such exccutiva and 
representatives to assist in the administration of this A m e n t .  

The Union Local shall determine the jurisdiction of each 
Representative having regard to the plan or org8nMo11, the 
distribution of Employees at the work placey and the structurt implied 
by the grievance procedure, provided that not more than twelve (12) 
Employees may be so appointed. 
It is mjembod that Represenbtives have their regular work to 
perfim on behalf of the University. It is acknowledged that 
grievances are presented and addnssed as soon as possible. In 
servicing a grievance during working hours, Representatives will be 
given time off without loss of pay. Reprawntativa will not leave 
their place of work without first obtaining authorization fiom their 
Deplment Head or designate. This wilI not be abused by the 
Representative and such authorization will not be unreasonebty 
withheld 

The University agrees to recognize a Negotiating Committee, 
appointed by the Union Local, for the purp~se of repmsenting 
employees during negotiations for the rcacwal or amtndlwnt of this 
collective agrement. The Negotiating Committee shall consist of not 
more than five (5) members or altemtes. 

Member8 of the Union Negotialing Committee shall be given time off 
with pay for the purposes of bqainhg during working hours with 
the University. 

The Union Local agrees to provide in writing to the University the 
namea of current Union Local Executive and Representatives aad the 
Univmity will provide the UniodUnion Local in writing with the 
names of management personnel with whom the UnionAJnion Local 
shell conduct official business. 

6 .  
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6.7 

The University shall notify the President and Chief Shop 
Steward of the Union Local of all new employees within five (5) 
working days of their hiring. 
The University agrees to allow reasonable time off without loss 
of pay for a member of the Executive of the Union Local or their 
designate to meet with new members of the bargaining unit, 
with the authorization of the departments involved, provided 
that such time off wil l  not unreasonably interfere with the 
n d  operation of the University. 
The University agrees to allow each member of thc Union Local 
Executive a maximum thirly (30) minutes off work each month, 
without loss of pay, to attend meetings of the Union Local. A 
minimum twenty-four (24) hours notice shall be provided to the 
Employee's Deptment Head or designate. 

6.8 The University mognbs the right of all bargaining unit members to 
consult the Union's npreseneatives on matters relating to the 
Collective Agreemmt, 

An Employee elected or appointed as President of the Nova Scotia 
Government and General Employees Union shall be given a leave of 
absence without pay for one term (2 years) of office. During such 
time, the Employee's seniority will be maintained but benefits will be 
interrupted. The Employee will be entitled to be maintained in the 
parsion plan, with the Employea being responsible for both the 
Employee and the Employer contributions. Aay future terms wil l  be 
through mutual agreement. 

6.9 

ARTICLE 7 CHECKOFF 

7.1 No employee is I.bquind to join the Union as a umdition of 
employment. However, each employee becoming a member or not of 
the Union, shall pay the equivalent of Union dues to the Union. 

The University shall deduct Union dues in accordance with the 
Union's constitution and by-laws. Such deductions will be made on a 
bi-weekly basis and remitted to the Union Within ten (I 0) working 

The Union shall advise the University in writing of the amount of its 
regular Union dues to be deducted. 

7.2 

days afterhavingbeendeducwi 
7.3 

I 
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7.4 The Union agrees to indemnify and save harmless the University 
from any liability arising firom the deductions referred to in Article 
7.2. 

ARTICLE 8 MEETING AND BULLETIN BOARD SPACE 

8.1 The University shall allow the Union Local to hold meetings on the 
Univorsity pnmises subject to administrative regulations with respect 
to scheduling of facilities. 

The University shall make bulletin board space available, in McNally 
Main lower level hallway, to the Union for the posting of notices 
approved by the Union Local Executivo. 

The University shall permit the Union Local reasonable access to the 
University’s internal mail systems, which does not impade the normal 
operation of the systems. 

8.2 

. 

8.3 

ARTICLE 9 POSTINGS OF VACANCIES 

9.1 

(a) If the University decides to fill a position that is vacant, the 
position will be posted within forty-two (42) working days h 
the date the pobition became vacant. If the position is to be 
abolished or the posting &had, the University will inform the 
Union of its decision within the above mentioned time h e .  

(b) When an existing or newly created position in the bargaining 
unit needs to be filled on a permanent basis, the V ~ C M C ~  will be 
posted for at least five (5) working days prior to the expiry date 
specified on the posting. 

(c) Information on the posting will include: 

position title and classification 

*range 
f i m C t i 0 n a l S ~  

education and experience requirements 

other qualifying skills andlor abilities which am 
pertinent to the job responsibilities 

posting date and expiry date of the posting 

8 
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9.2 

9.3 

9.4 

9.5 

9.6 

The reclassification of an occupied position will not be deemed a 
vacancy under the provision of this agreement, and thmfore, such 
reclassified positions will not be posted. 

Both parties recognize the mutual benefits of providing cunrent 
Employees with opportunities for promotion and transfer within the 
University. EmpIoyccs, who meet qualifications as per a job posting 
and possess the knowledge and experience and past perfonnance to 
meet the job requirements, shall be given preference over extemal 
applicanfs. 

Employees have a right to apply for vac& positions within the 
bargaining unit and to receive acknowledgment of such application. 
An Employee who applies for such a vacancy in the bargaining unit 
and meets the qualifications as posted will be given an interview 
having received at least one (1) day's notice. 

The following process will be followed when a position becomes 
vacant: 

(a) The University will post a vacancy pursuant to Article 9.1. The . 
University may s i m d ~ u s l y  or subsequently advertise 
vacancies elsewhm. Upon request, Human Resources shall . 
provide the job description for the posted position. 

(b) All applications will be pre-screened by Human Resources to 
identify internaVextema1 applicants. 

(c) Human Resources, in consultation with the Deparbnent Head, ' -a 

will review internal applicants to determine whether they are 
qualified for the position. An internal applicant not qualified to 
receive an interview may* upon ques t ,  be informed of the 
reasons. 

(d) The Selection Committee shall consider qualified internal 
candidates. An internal candida&, who receives an interview and 
is unsuccesstid, may, upon request, be given the reusom for not 
being offaed the position. 

(e) Where there are no qualified in- candidates or no internal 
candidnte is offered the position, external candidates will be 
umsided. 

Among competing applicants for a posted vacancy, the University 
shall consider knowledge, experience and past performance in 
assessing an applicanrs ability to meet job mquircmcnts. Where two 
or more candidates are considered equal, &ion@ shall be the 
@ermining factor. 

9 
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9.7 

9.8 

9.9 

9.10 

Whm an Employee is a successfid applicant for a job vacancy or 
now position canying the same or higher classification, there shall be 
no decrease in salary as a result of the move. 

whsre an Employee is an unsuccessfk~l applicant for a job vacancy or 
position within the bargaining unit that Employee shall be notified in 
writing within five (5) working dnys of the decision, with a copy to 
the Union. Upon request, the unsuccessful applicant shall be notified 
of the =!IS for the decision. 
A copy of each job posted will be sent to the President of the Union 
Local on the day that the job is posted. The University shall maintain 
one (1) official site for all postings, located in the hallway outside 
Human Resources. The University will endeavour to post vacancies 
at other sites on campus including the University's web site. 
"he University in consultation with the Union may suspend n o d  
job posting proccduras in order to consider the retmployment of an 
employee who has been placed on the recall lit, as per Article 12. 

ARnCLE 10 PROBATIONARYPERIOD OF ASSESSMENT 
10.1 All new employees appointed to a rll-titime, sessional or Fegular part- 

time position within the bargaining unit shall be probationary for a 
period of six (6) calendar months from the date of appointmcnL An 
extension to an employids original probationary period may be 
implemented though mutual a m e n t  batween the University and 
the Union. Such extension shall be for a two (2) month duration. An 
employee whose ptobetioaary period has been so extaadbd will be 
given msom in writing, with a copy to tha Union. 

10.2 hving the probationary period, Employees shall be entitled to all 
rights and privileges of this Agreement, except with respect to 
discharge. The employment of such employees may be terminated at 
any time during the probation period and they shall not have CCCOU~S~ 
to the grievance or arbitration procedures regarding this termination. 
The University will advise the Union Local when a probationary 
Employee is terminated. 

10.3 

(a) A successful applicant for promotiOn through job posting shall 
undergo a period of assessment of three (3) calendar months 
frmn the date of promotion. Extensions to an Employee's period 
of assessment may be implemented through mutual agreement 
between the University and the Union Local. Such extensions 
shall be one (I) month hration, to a maximum of three (3) 
extensions. An Employcc whose period of assessment has beeq 

10 
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so extended will be given reasons in writing, with a copy to the 
Union Local. 

(b) A successfW applicant for transfa through job posting shall 
undergo a period of assessment of three (3) calendar months 
from the date of transfer. 

(c) Should a promoted or transfmed employee not successfituy 
compllete the period of assessment, or through mutual agreement 
prior to the end of the assessment period, the Employee shall 
retum to the original position without loss of seniority and at the 
former salary level. 

10.4 The University shall inform employees in writing of the successtbl 
completion of their probationary andlor assessment period, with a 

After successfully completing the probationary period, the Employee 
shall receive d i t  Por seniority purposes Erom the original daie of 
hire. 

The University shall ovaluate an employee's perfarmance during the 
probationary or assessment periods as per Article 10.1 and 10.3 (a) 
and (b) mpectively, at one monib intervals and such evaluations 
shall be in writiug with a copy to the employee. 

Subject to Article 7.1 , a probationary employee shall be required to 
pay union dues according to the provisions of the Union's 
constitution. 

copy to the union Local. 

10.5 

10.6 

10.7 

ARTICLE 11 SENIORITY 

1 1.1 Seniority is defined as the lengtb of an Employee's continuous 
service with the University within the bargaining unit (N.S.G.E.U., 
Local 79). 

An employee shall lose seniority and employment status iE 

(a) the Employee voluntarily rssirpls the employ of the University; 

(b) the Employee is discharged for cause and is not reinstak4 
(c) the Employee is laid off for a pericd longer than twelve (12) 

months; 

(d) the Employee is absent due to illness, injury or disability for a 
period in excess of twenty-seven (27) rnontbs, 

(e) the Employee fails to return to work as specified in Article 12.8, 
after d notice is given to them personally or by registered 

1 1.2 

11 
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mail to the Employee's last address on file with the Univemity, 
or fails to retum on the specified date following a sessional lay- 
off; 

(0 if the Employee is transferred or promoted out of the bargaining 
unit and does not return to tha bargaining unit before the end of 
the period of assessment, not to exceed twelve (12) months. 

A seniority list will be prepared by the University in January of each 
year and a copy will be sent to the Union Local containing such 
information relating to the employees' status as agreed between the 
University and the Union Local. Any discrcpancias shall be reported 
to Human Resources. 
In cases of promotion, lay-off or recall, the following factors shall be 
considered: 

(a) knowledge, experience, and past perfonnance in assessing an 
applicant's ability to meet job rcquirementS; 

(b) seniority. 

1 1.3 

1 1.4 

In cases of promotion, it is  undexatood that w h m  the items referred 
to in (a) above are in the University's opinion equal, factor (b) shall 
govern. 
Employees nfF& by lay-off shall have the right to exercise their 
seniority and displace an Employee with the least seniority in the 
following sequence: 

(a) in their own job title, 

(b) in their own classification, or 
(c) in any other classification within the bargaining unit, provided 

the Employee has the required qualifications and capabilities as 
dctennined by the University to immediately meet the 
requbments of the position, and provided such displacement is 
not to a higher rated job than the one from which the Employee 
has been laid off. 

1 1.5 

11.6 A Sessional Employee will accrue seniority atad during the periods of 
the Sessional Employee's absence such accumulated seniority shall 
be retained, provided that the Sessional Employee rctums to work on 
the specified return date or before the expiration of twelve months 
(12) h m  the most recent break in employment. 

Calculation of seniority for Part Time, Sessional, and Sessional Part 
Time Employees shall be calculated on a pro rata basis and provided 

1 1.7 
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employment has been continuous during the Employee's period of 
employment. 

Seniority accrued by Sessional Part-Time Employees m y  only be 
exercised in cases of  lay-off and recall as per Article 12 for other 
sessional part-time positions. 

A temP0r;ary employee shall not accumulate seniority throughout the 
tern of the temporary employment. However, should the position 
become a permanent position and the temporary employee be the 
successful applicant, UnderArticle 9 Job Posting, seniority shall be 
effective from the date of hire, provided employment has been 
continuous in the position. 

1 1.8 

1 1.9 

ARTICLE 12 LAY-OFF, RECALL AND RESIGNATION 

12.1 

12.2 

12.3 

12.4 

12.5 

12.6 

An Employee may be laid off because of shortage of work, or funds, 
or because of a discontinuance of a position or classification. 

Where an Employea is to be laid off, the University will advise and' 
consult with the Union as soon as possible aRer the change appears * 
probable with a view of minimizing the adverse affects of the 
decision to lay off an employee. 

The University shall not lay-off 811 Employee without having fvst . 
given notice in writing as follows: 

L .-. 

Twenty (20) days notice if the period of employment in the 
bargaining unit is two (2) years or less. 

Five (5) additional days notice for every year of employment in 
the bargaining unit in excess of two (2) years. 

0 

Where less notice in writing is given than provided in Article 12.3, 
the Employee shall continue to receive pay for the number of days for 
which the Employee was nquited to be in receipt of such notice. 

In the event of lay-ofk, Employees shall be laid off in the reverse 
order of their seniority providing the Senior Employees, in the 
University's judgement after consultation with the Union, possess the 
qualifications for the position and are able to Morn the xwnainhg 
Work. 

When an Employee is laid 0% the Employee's name and address 
shall be placed on a recall list for twelve (12) months. Such list shall 
be maintained by the University and while on lay-off an Employee 
shall provide the University with a clvrent address. Recall shall be 
deemed to have been served if notice has been sent by Registered 
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Mail to the last address on rtcotd "he Union Local will be pvided 
with an up-to-date recall list with changes as they occur. 
Employees shall be recalled to work in order of seniority, provided 
they are, in the University's judgement, and ailer consultation with 
the Uniun, qualified to perform the rsnainipg work. 

A lay-off shall be a termination of employment and racall rights shall 
lapse if the lay-off Iasts more than twelve (12) consecutive months 
without recall. While on lay-off, seniority, classification and recall 
rights shall be retained. 

Employees affected by lay-off shall have displacement rights as 
provided for in Article 11.5. 

An Employee who wishes to pursue their displacement rights and is 
placed into another position shall &ve the training necessary to 
llfill the duties of the position, subject to the requirement that they 
meet the qualifications of the position. 
Employees who elect to pursue their displacement rights and are 
placed into another position in accordance with Article 11.5(a) or 
1 1.5@) shall maintain their cumnt salary level. Employees pursuhg 
displacement rights in accoidance with Article I l.S(c) will assume 
the next highest salary level in the new group to that from which they 
have been laid off. 
A d e d  Employee shall retum to the service of the University 
within four (4) weeks of the d l  notice. Failure to nport within that 
time frame will result in loss of recall rights. However, an Employee 
shall have the right to r e f u s e d  to a position in a classification 
more than one level below the classification f-ly held by the laid 
off Employee, without affecting the employee's entitlement to recall. 

12.7 

12.8 

12.9 

12.10 

12.1 1 

12.12 

12.13 Severance Pay 
An Employee, having received notice of lay-off may opt for 
severance pay within ten (10) days of the lay-off notice unlessan 
offer of alternative employment at tho same or higher classication 
has been made. An Employee electing this option shall receive in 
addition to the provisions of Article 12.3 the following: 

(a) for employees with ten (1 0) or less years of service, one (1) 
week of pay for every one (1) year of service in the bargaining 
unik 

@) for employees with more than ten (10) years of service, an 
additional half (1M) week for a total of one and one half (1 %) 
weeks of pay for each ycar of service in the bargainhg unit in 
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excess of 10 years, to a maximum of thirly-me (31) weeks. For 
example, an employee with fifteen (1 5)  years service would 
receive ten (10) weeks for their first ten (10) years of service, 
plus seven and one half(7 %) weeks for the next five (5 )  years 
of service (calculated as 5 years x 1.5 weeks); for a grand total 
of seventeen and one-half (17 %) weeks of severance. 

Employees opting for s e v m c e  pay shall forfeit their entitlement to 
recall and other ri&bts under this collective agrcemtnt. 
If an Employue d e s i i  to terminate employmeat, the Employee shall 
forward a letter of resiguation to the University not lass than ten (I 0) 
working days prior to the effective date of terminaton, provided, 
however, that the University may accept B shorter period of notice. If 
an Employee M s  to provide ten (10) working days notice of 
intention to terminate employment or leaves during the period of 
notice, the Employee's salary shall cease ftom the date the duties 
wen last performed by the Employee at the University. 

12.14 

ARTICLE 13 CONTRACTING OUT 
13.1 The Employer shall not contract out work perf'd by members of 

the Bargaining Unit where such contracting out mlts  in the lay-off 
of members of the bergainiDs unit, except in acwrdance with the 
following COtIditiOns andor procedures: 

The Employer shall noti9 the Union at least forty (40) days 
prior to any notice of layoff being issued to Employees, advising 
the union of: 
i 

ii 

iii 

Within five (5) days ofnotification pursuant to Article 13.1 (a), 
the Parties agree to establish a joint committee and meet. The 
joint committee shall consist of two members appointed by the 
Ehployer and two members appointed by the Union Local, to 
consider means of minimizing the adverse affects on 
Employees, including a review of alternatives to contracting out. 
The joint committee shall complete all deliberations within 20 
days h m  the time the committee first meets. The delibektions 
of the joint committee shall remain confidential until a decision 
by the Employer tb layoff is confinned or other armngements 

the nature of the contracting out; 

the date upon which the Employer proposes to effect the 
change; 

the name and position of any Employee who will 
potentially be laid off. 
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are agreed. A failure to meet, on behalfof the Union, shall not 
prevent the University h m  umtracting out. 

(c) In the event that the Employer contracts out work, the Employer 
agrees to include as a condition of the contract a requirement to 
give preference to such Employees who are available and have 
the necessary skills to perform the work. The parties agree that, 
where an Employee accepts a job offer with the contractor, the 
Employee shall not be eligible for sevemnce pay, as specified 
under Article 12.13. 

(d) Employees laid off as a result of contracting out shall receive 
notice in writing as follows: 
i forty (40) days notice if their pcricd of employment is two 

(2) years or less; 
ii five (5) additional days notice for every year of 

employment in excess of two (2) years; 

iii where less notice is given than pmvidd, Employees shall 
continue to receive pay for the nwnber of days for which 
they were required to be in receipt of such notice. 

13.2 Employees who have been given notice of lay-off as a result of 
contracting out may choose one of the following options: 

(a) Whereprovided, under Article 13J(c), the Employee may 
accept a job ofkr with the contractor. 

(b) The Employee may exwise their displacement rights in 
accordancewithArticles 11.5,12.9, 12.10and 12.11. 

(c) The Employee may exen5se their option for severance pay in 
accordance with Article 12.13. 

(d) The Employee may exercise their recall rights in accordance 
with Article 12. 

ARTICLE 14 T€C”OLOGlCAL CHANGE 

14.1 Technological change includes the introduction by the University of a 
change in work; undertaking or business or a change in equipment, 
material or methods fiom that previously used by the University, or a 
change in the manner in which the University carries on work, 
undertaking or business related to the introduction of such equipment, 
materials or methods. 

Where technological change results in a significant change in 
employment status or working conditions as provided for in this 

14.2 
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agreement the University agrees to provide as much advance notice 
as possible to the Union and Employees atbted by the change. The 
University agrees to meet with the Union for the purposes of 
discussing the introduction of the technoIogical change and the 
meam of avoiding job loss or other negative effects on Employees, 
which might result fiom the introduction of the technological change. 

If a reduction in the working force is to be made, the University will 
give consideration to Employees of long service. Lay-off and recall 
of Employees affectbd by this article will be made on the basis set 
forth in Article 12. 

14.3 

ARTICLE 15 * HOURS OF WORK 

15.1 

15.2 

The workweek shall consist of thirty-five (35) hours per week and 
shall be fiom midnight Sunday to the following Sunday at midnight. 

A reduced workweek of thirty-two and one-half (3242) hours will 
be effbctive on the first (1 st) Monday of June until the last working 
day before Labour Day of each year. .. . .  15.3 'I ." " 
(a) The normal hours of work per day shall total seven (7) and 

. 

unless operational requirements determine otherwise, shall be . 
bw.een 900 am. and 5:OO p.m. The hours of work shall C 
exclusive of meal periods but inclusive of break periods. 

I 

@) The University will consider requcsta for flexible hours, which. 
may include flexible meal periods. Such requests shall be 
approved by the Department Head and the Director, Human 
Resources and shall not negatively impact on the operations or 
service provided by the department. 

(c) The University shall notify the Union of all approved 
arrangements for flexible hours, including the hours to be 
worked, and the starting date and ending date (if applicable) for 
the arrangement. 

(d) The University will consider requests for job sharing 
arrangements in accoidance with Article 16. 

The workweek shall nonnally be five days per week from Monday to 
Friday inclusive with two (2) consecutive days OK An Employee 
may be scheduled by the University for aregular workweek other 
than Monday to Friday. In such cases, an Employee shall be entitled 
to two (2) consecutive days off. 

15.4 
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15.5 

15.6 

15.7 

Employees ~IE entitled to a one ( I )  hour lunch period to be 
scheduled, when circurnstanm Permit, as close as possible to the 
middle of the day (12:OO noon to 2:OO p.m.); (5:OO p.m. to ROO p.m.). 
Where a Regular Part Tme or Sessional Part Time Employee is 
scheduled in excess of four (4) consecutive hours, they shall be 
entitled to receive a one (1) hour uupaid meal period, as may be 
a p e d  between the Employee and the Deparhnant Head or designate. 

Employecw ~IZ entitled to a fifteeu~ (15) minute bnak period in the 
morning and afternoon, as scheduled by the Department Head or 
designate. 

A Regular Part Time or Sessional Part Time Employee shall be 
entitled to one (1) fifteen (15) minute break during their work shift 
and where their work shift is six (6) or more hours, the Employee 
shall be entiff d to a second, fifteen (I  5) minute break; as scheduled 
by the Department Head or designate. 

ARTICLE 16 JOB-SHARING 
16.1 

16.2 

16.3 

16.4 

The University will consider requests for job sharing. Such requests 
must be approved by the &parbent H d  and the Director, Human 
Resources and shall not negatively impact on the operations or 
service provided by the department. A position must be shared for a 
minimum of one (1) year. Both Employees must be suitably qualified 
and capable of canying out the Ill-time duties and nsponsibilities of 
the position to be job shared. 

Employees in job sharing situations will be membern of the 
bargaining unit and be covered by this collective agreement. 
The Host Employee shall be defined as the Employee who requested 
the job share mmgement. In cases where the job share arrangement 
is requested jointly, or by the University, the Host Employee shall be 
detenninad by seniority in accordance with Article 11. Whure both 
employees hold the same seniority, HosffGuest status shall be agreed 
to by the Employees and the Union. 
The t e m ~  and conditions governing jobsharing arrangements will be 
mutually agreed to, in writing, by the Employee, Union and the 
Employer. such agmment shall contain all terms and conditions of 
the job-shsring arrengement, such as: identification of Host 
Employee and Guest Employee, salary, provision for continuation of 
benefits, 1- of the agreemeat, hodguest split and review process. 
For the term of the job-sharing arrangement, these terms and 
conditions wil l  slqwraede the relevant articles of the collective 
agreement, for those employees. 
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Upon request of the Host Employee, jobshare amangemem may be 
extended with the mutual consent of the Union and Employer. 

Either participant or the Employer may taminate a jobshare 
agreement prior to its expiry date by providing a minimum thirty (30) 
days notice, in writing, 

Where a job-sharing arrangement is teminated by the Guest or Host 
Employee, the University shall not be obligated to find a replacement 
and the position shall revert to a firll-time position. 

Upon termination of &e job eharing arrengement, the position shall 
revert to a full-time position. The Host Employee shall have the 
option to reoccqy the full time position without posting the position. 
Where the Host declines this option, the position shall be posted in 
accordance with Article 9. 

ARTICLE 17 OVERTlME 
17.1 

17.2 

17.3 

17.4 

(a) Overtime means time worked by an Employee in excess of the 
current workweek as per Article 15.1 or 15.2 as the case may be, 
or on a holiday as p a  Article 30. All overtime shall be 
scheduled and authorized by the appropriate Department Head 
ordesignate. 

(b) Overtime shall be scheduled not less than four (4) hours before 
commencement of the ovettime period. Should less than four (4) 
hours notice be given, the EmpraYee shall have the right to 
refuse tho overtime request. 

The University shall make every effort to allocate overtime equally 
among qualified Employees. 
An Employee must work at least fifteen (IS) minutes beyond the 
regular workday to qualify for overtime credits. An Employee who is 
required to work a minium of three (3) hours of overtime beyond 
the scheduled tour of duty shall be given a secotlcf meal p d d  of not 
more than 
worked and where a meal is not provided shall be reimbursed at the 
rate of $10.00 fa this meal. 

(30) minutes which shall be considerod as time 

(a) Employees required to work in excess of the normal sevkn (7) 
hours per day, will be compensated for all such hours at the rate 
of one and one-half (1.5~) times their *gular rate of pay. 
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Employ& required to work on a scheduled day off will be 
compensated for all hours worked at the rate of double (2x) 
times their regular rate of pay. 
Employees required to work overtime may elect to accumulate 
time off in lieu of compensation in accordance with (a) and (b) 
above. Such time off in lieu may be accumulated to a maximum 
of one (1) week. Such accumulated leave must be taken within 
one year affer being earned, subject to operational requiremenb. 

For the purposes of this article, burs off on approved leave with pay 
shall be counted as hours WOW. 
An Employee scheduled to work overtime, where the University has 
stipulated that the overtime will &e performed at a time which is not 
continuous with their regularly scheduled worldng day, or on a day 
where they are not scheduled to work, shall receive a minimum of 
two (2) hours at the applicable overtime rate. 
A Regular Part Time or Sessional Part Time Employee shall be 
eligible for overtime compcmation only where they work in excess of 
thirty-five (35) hours per week or seven (7) hours in one day, or 
where they are regulsrly scheduled to work more than seven (7) 
hours in one day, in excess of their regular hours of work in one day. 
Overtime rates shall apply as per Articles 17.3 and 17.4. 

ARTICLE ‘I8 

18.1 

CALLBACK AND STANDBY AND WORK FROM 
HOME 

When an Employee is cdled back and reports to work after they have 
left their place of work, and such callback has not been scheduled in 
advance, the Employee shall receive overtime credits at the rate of 
one and one&$ ( 1 - 112) hours for each hour worked on the callback 
with a minimum of four (4) hours. 

18.2 

(a) The Univmily may, from time to time, request an Employee to 
be on standby duty. An Employee who has been assigned, by 
their Department Head or designate to hold themselves readily 
available to return to work when requated through a pn- 
amngcd channel, shall be considered on standby duty. 

(b) Standby duty will be rotated among qualified employees. 

(c) Employees on standby duty will be compsnsated at a rate of: 

(i) fitteen dollars ($15) for a twenty-four (24) hour period, or 
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(ii) sixty-five cents ($0.65) for every hour where the standby 
duty is less than twenty-four (24) hours. 

No compensation shall be granted for the period of standby if the 
Employee is unable to report for duty when required. 

When an employee is called at home, outside of scheduled working 
hours by their Department Head or desigpate authorized to assign 
work, and is required to perform a service from home as a result, they 
will be compensated at a rate of one and one-half (1.5~) times their 
regular rate of pay for a minimum of thirty (30) minutes, for each 
time called. 

18.3 

ARTICLE 19 TEMPORARY ASSIGNMENT 

19.1 An Employee temporarily assigned to perform M o n s  of a higher 
classification within the bargdning unit for a period exceeding five 
(5) days shall be paid 

(a) at step 1 of the higher classification, or 
e) at a rate equal to their existing salary PIUS the pacentage equal 

toaone(l)stepincrement, 

whichever is the greater. 

This higher rate of pay will apply, provided the Employee assumes 
the major duties and responsibilities of the position to which 
assigned, as agreed in writing. An employee shall have the right to 
rehe a temporary assignment. 

Where circ~lstances w m t ,  a temporary assignment may be 
authorized retroactively. 

An Employee tempolarily assigned to perform functions of a lower 
classification will maintain their regular salary. 

19.2 

ARTJCLE 20 TEMPORARY EMPLOYEES 

20.1 Notwithstanding anything in this agreement to the contrary, an 
employee may be hired by the University for the plupose of filling a 
temporary vacancy, provided the temporary period of employment 
does n o t e d  nine (9) months. Extensions to an employee's 
original period of tempomy employment, not to exceed twelve (12) 
months, may ba implemented through mutual apemcnt between the 
University and Union Local. In the case of Pregoancy/Pmtd 
Leave, the tempomy period of employment shall be up to twelve 
(12) months. In the case of Long Term Disability, the temporary 
period of employment shall be up to Wen@-four (24) months. 
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20.2 In filling temporary positions, first consideration will be given to any 
qualified Employees who are on the recall list as per Article 12.6 a d  
se 'I 
14.1. 

ARTICLE 21 PAY PERIODS 

2 1.1 All employees shall be paid on every second Thursday, or, in the case 
that the payday is a holiday, on the first working day prior to the 
-payday. 

ARTICLE 22 

22.1 

OCCUPATIONAL HEALTH AND SAFETY 

The Employer agrees to be bound by the provisions of the 
Occupational Health and Safety Act, S.N.S. 1996, c7 and regulations. 
Any breach of the Employer's obligations under that Act may be 
grieved pursuant to the grievance procedm. 
The d e t y  of its.Employees is a primary concern of the University. 
The University will provide protective clothing, equipment and 
related training to its employees 88 requid for safety in carrying out 
the duties of their position. 

The Employer agma to continue to support the joint Occupational 
Health aad Safety Committee at the University. Employees of this 
bargaining unit who are members of the joint occupational Health 
and Safety Committee will be given time off with pay to attend 
meetings and deal with Committee matters. 

22.2 

22.3 

ARTICLE 23 PROTECTME CLOTHING 
23.1 Where protective clothing or equipment is required the University 

shall provide such items free of charge to the employee. In cases 
where laundering is necessary, it shall be the responsibility of the 
University. 

Wbm uniforms, ptective clothing or clothing allowances are 
currently provided by the Univmiity, the present practice shall 
Cont inue .  

It is agreed that issue and control of such clothing and equipment 
shall be regulated by the University. Where there is a dispute on the 
need for protective clothing or equipment the matter shall be ref& 
to the Occupational Health and Safety Committee. 

23.2 

23.3 
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ARTICLE 24 LABOUR-MANAOEMENT COMMITTEE 

24.1 

24.2 

24.3 

24.4 

24.5 

24.6 

24.7 

The parties acknowledge the mutual benefits to be derived from joint 
consultation and agree to the establishment of a Labour Management 
Committee for the purpose of fecilitating communication on matters 
of labour relatiom, promoting a M e r  underatanding and confidence 
betwemmanagementandlabourandmaintainingharmoniousmutual 
rela!iom between them. 

The University and Union agree to meet on the initiative of either 
party by providing a proposed agenda to the President of the Union 
Local or the Vice Resident Administration. Upon receipt of the 
agenda, such meeting shall normally take place within ten (1 0) days. 
The Labur-Management Committee shall consist of not more than 
t ime (3) representatives from each of the University and the Union 
Local. A npresentative of each Party shdl be desiguated by each 
Party as Joint Chairperson of the Connnitke and the two (2) persons 
shall alternate in chairing the meetings of the committee. The Chair 
shall ensure minutes am taken and distrihted to the Committee 
members. 
The purpose of this Committee shall be to review complaints, 
suggestions or in fmt ion  pIacea before it by the University or 
Union Local, affecting the welfare of the bargaining unit members. 
Recommendatom fiom the committee shall be m writing and be 
made through the chairperson. 

The Committee may invite participation of other employees of the 
University or people from outside the University for purposes of 
expertise on any matter being consided by the Committee. 

The Labour-Management Committee shall not be a substitute for the 
process of g t i m c e  or arbitration and shall not consider matters 
concurrently under the grievance or arbitration procedures as defied 
in this Agreement. 
Union representatives appointed to sit on the Labour-Managmmt 
Committee shall be granted time off without loss of pay to attend 
meetings of the Committee. 

ARTICLE 25 JOB EVALUATION 
25.1 The University shall use the Customized Sttuctured Questionnaire 

Program for the evaluation of bargaining unit positions. No changes 
to the Program shall be implemented without consultation with the 
Union. Such changes will be reviewed by a committee appointed by 
the Labour Management Committee, with equal representation from 
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I 

each party. Representatives chosen by the Union may, upon request, 
receive training through Human Resources reganling the Program. 
The Job Analyst appointed by the University shall classify positions 
within the bargainiug unit in accordance with the Job Evaluation 
program. 
Subject to Article 25.4, the Job Analyst shall consider a review of any 
position where there has been a significant change in the duties, 
responsibilities, accountability or requirements of the position. 

25.2 

25.3 

Positions shall be reviewed at least once every five years. The 
Department Head and the incumbent will nceive notification 
fiom Human Resources and be required to complete a Job 
Evaluation Request Form. Such forms must be completed and 
received by Human Resowes not later than the last workhqg 
day of February of a given year. No extensions will be 
authorized unless the Employee is not pvided with the farms 
at least twenty days before the completed fonns are due. Should 
no significant change be evident no review will take place. 
changes in classifications multing from a review shall be 
efFective from the date the Job Evaluation Request Form and full 
and complete supporting documentation was received by Human 
Resources. The Job Analyst may request additional information 
to aid in the evaluation. Such requests will not alter the &e!ctive 
date for changes in classification. 

When a new position is created a job description shall be 
pnpatsd by Human Resources in co118ullBtion with the 
Department. The job description shall be assigned a provisional 
rating by Human Resources for the purposes ofjob posting and 
the assigned raiing will apply for a minimum of one year. At such 
time, Human Resources shall provide the Department Head and 
the incumben t with the necessary forms to initiate a formal 
evaluation of the position. A Job Evaluation Review Request 
Form must be received by Human Resources not later than the 
last working day of October. No extensions will be authorized. 
Following thc fonnaI evaluation of  a new position, any necessary 
adjustments in salary grouping will be made effective to the date 
of hire. 

Once every 24 months, employees may request a review of their 
job by Human Resources in cases whem duties and 
responsibilities have changed significantly enough to warrant a 
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review. A Job Evaluation Review Request Form must be 
received by Human Resources not later than the last working 
day of October of a given year. No extensions will be 
authorized. Should no significant c h g e  be evident no review 
will take place. Changes in classifications resulting from a 
review request shall be effective from the date the Job 
Evaluation Request Form and 111 and complete supporting 
documentation was d v e d  by Human Resources. The Job 
Analyst may q u e s t  additional information to aid in the 
evaluation. Such requests will not alter the effective date for 
changas in classification. 
Upon completion of the evaluation of an Employee's position, 
the incumbent shall be providtd with the factor SCOTCS and total 
points for their position. 

Results of a review may be appealed to the Job Evaluation 
Appeal Committee (JEAC). 
A completed Job Evaluation Appeals Form (JEW shall be 
forwarded to Human Resources withii ten days of the receipt of 
the evalualion results. 

The Job Evaluation Appeals Committee may require an 
Employee, Department Head and Job Analyst to appear before 
it, to present and/or c m  materials received from Human 
Resources. A reqwt by an Employee, Department Head or Job 
Analyst to apjmr before the JEAC will not be denied. Where an 
Employee appears before the JEAC, a request by the Employe 
to have a Union observer present will not be denied. 

Thm shall be no recourse for re-evaluation beyond the appeals 
process. Decisions of the Job Evaluation Appeals Committee, 
and w h n o  apptalbasbeenfiled,the Job Analyst, shall be 
final and binding and not subject to grievance or arbitration. 

25.6 When a job is reclassified upwards, the incumbent's salary will be 
i n C M e d t o  the appropriate salsly group at the step closest to, but not 
less than, thci current salary. When a job is reclassified downward, 
the incumbent's salary will be maintained uatil such time as the 
lower classification equates with the Employee's actual salary. 
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ARTICLE 26 OFFICIAL FILES 

26.1 

26.2 

26.3 

26.4 

26.5 

26.6 

26.7 

Copits of documents on an Employee’s official file, which may give 
rise to disciplinary action, shall be supplied concurrently to the 
Employee, with a copy to the Union. 

Disciplinary actions taken and bee&% part of the Employee’s 
official file shall be rcmovcd after eighteen (1 8) months have 
elapsed, providing other disciplinary actions have not been issued 
within that period. 
Were 
any refermce to the d i s c i p l i i  action taken by the University 
relating to the infraction shall be removed fiom the Employee’s 
official file. 

For the purposes of promotion/transfer, the University shall not nly 
on documentation relating to past performance that has not 
previously been provided to the Employee. 

An employee, or Union repnsentative who has been given 
authorization m writing by the employee, may have access to the 
Employee’s official file, in Human Resources, in the presence of the 
Director, Human Resources or appointed designate. 

Upon written request, an Employee shall be provided with a copy of 
any document in their file. 

There shall be only one.( 1) recoguhd Employee official file and that 
filewill be maintained in Human Resources. 

inhction, giving rise to a grievance, has been disproved, 

ARTICLE 27 DISCIPLINE, SUSPENSION AND DISCHAROE 

The University shall have the right to discipline, transfer, demote, 
suspend or discharge an Employee for just cause. 
When disciplinary action is taken against ah Employee, the Employee 
shall be notified in d t ing  within 21 calendar days of the cuuse and 
of the action mken or to be taken, with a copy forwarded to the 
Union. 
Where an Employee claims to have been unjustly dealt with, the 
employee shall have the right to invoke the grievance process under 
Article 28 of this collective agreement. 

Any meeting between the University and an EmplQyee involving 
disciplinary action shall be in the presence of a Union Representative, 
unless the Employee confirms in writing that the Employee has 
waived union representation. 

27.1 

27.2 

27.3 

27.4 
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I .  

27.5 Where suspension or discharge has been dismissed under the 
grievance procedun, 
relating to salary, seniority and benefits. 

ARTICLE 28 GRIEVANCE PROCEDURE 

28.1 

reinstatement Will be made to the Employee 

Any di f fmce arising between the parties to this Agreement relating 

including allegations that the Agreement has been violated, may be 
the subject of a grievance and shall be processed in the manner 

No grievance shall be processed through the grievance procedur~ 
which is not initiated by the Union within twenty-five (25) days after 
the incident giving rise to the grievance or within twenty-five (25) 
days of the Employee becoming aware of the incident giving rise to 
the grievance. 

An Employee. who feels that they have a complaint may first discuss 
the matter with the Jhpartmcnt Head or designate. The Employee 
may have a Union Representative present, if 80 d e s M  When any 
complaint cannot be settled by the foregoing i n f o 4  process, the 
formal grievance procedure may be invoked. 

Subject to Articles 28.9 snd 29.8, it is agreed that the presentation 
and processing of any grievance herein, including any arbitration 
procedures as specified in Article 29, must conform to the applicable 
procedureandtimelimitS. 

to~~g,interpretation,orapplicatioaoftbisAgreement, 

following. 
28.2 

28.3 

28.4 

28.5 

If the Jhployee or the Union is not satisfied with the 
decision of the Department Head or designate the 
Union may within ten (10) days of receipt of the 
decision or the date the decision should have becn 
given, present a grievance in writing to the Directory 
Human Resources, at the fmt level of the grievance 
procedure. If the Union does not receive a reply or 
satisfactory settlement within ten (10) days fnnn the 
dab the Union presented the grievance to the Director, 
Human Resources; the Union may proceed to Step 
TWO. 

STEP TWQ Within ten (1 0) days fi.om receipt of the decision, or 
the date a decision should have been given in Step 
One, the Union may present the grievance in writing 
either by personal service or by registered mail to the 
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28.6 

28.7 

28.8 

28.9 

Vice-hident (Administnrtion) as the seoond level in 
the grievance procedm. 

The Vice-President (Administration) shall reply, in writing, to the 
Union, within ten (1 0) days from the date the pievance was 
pmentcd at Step Two. 

If the Union does not receive a reply or satisfactory settlement of a 
grievance at Step Two, the Union may refer the grievance to 
arbitration as pvided in Article 29. 

Where a grievance is presented or at any meeting in accordance with 
the foregoing process, or hearing relating to a grievance, the affected 
Employds) and a represtntative of tho Union Local shall be given 
the necesssly time off without loss of pay. 
Indeternurun ' * g the time in which any step under the firegoing 
pioceduns is to be taken, Saturdays, Sundays, recognized holidays, 
orautbmed ' leave with pay shall be excluded. 

Where either party to this Agreement disputes the general 
application, interpretation, or alleges a violation of an adcle of this 
Agreement, the dispute shall be discussed initially with the 
University or the Union, as the case may be. Where no satisfactory 
agmment is reached, either party may submit the dispute to 
asbitration, as provided in Article 29 of this Agmment. 

At the request of either party to this Agmmenf it may be mutually 
agned to extend the time limits specified herein. 

29.1 

29.2 

Where a difference arising between the partieti related to the 
interptetatiOn, application or administration of this Agmment, 
including questions as to whether a matter is atbitrabIe or where an 
allegation is made that a term or conditiw oEthis Agmmmt hy 
been violated. Either of the parties may, after exhausling the 
grievance procsdure in Article 28, noti@ the other plnty within 
fifteen (15) working days of the receipt of the reply at the second step 
of the Grievance Procedure of its desire to submit the difkencc or 
dlegation to Arbitration before a single Arbitrator or an Arbih.atian 
Board. 

Where the piutics are agneed that a matter should be referred to a 
single Mitrator, and 

(a) they am able to agree upon the Arbitrator, then such Arbitrator 
shall be properly appointed, or 

' I  
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, 

29.3 

29.4 

29.5 

29.6 

29.7 

they am unable to agrcc upon the Arbitmtor, then the Minister of 
Labour for Nova Scotia shall make the appointment. 

Where the parties have not agreed that a matter should be 
decided by a single Arbitxator within seven (7) working days of 
the request for arbitration, it shall be dealt with by an Arbitration 
Board. 
The party which has requested arbitration shall indicate the 
name of its appointee to the Arbitration Board 
The other party shall name its appointee within seven (7) 
working days. 
The two appointees shall select a chairpatson by mutual 
agreement, 

In the event that the appointees are unable to agm upon a 
chairperson within seven (7) working days, then the chairperson 
shall be appointed by the Minister of Labour for Nova Scotia. 

The Board may detenniae its own procedure in accordance with the 
Trade Union Act, and shall give 1 1 1  oppoItunity to all parties to 
present evidence and make representations. It shall hear and 
detemine the difference or allegation, and shall make every effort to 
render a decision within thirty (30) days of its first meeting. 
The decision of the majority shall be the decision of the Board. 
Where there is no majority decision, the decision of the Arbitration 
Board shall be binding, W, and enforceable on the parties. The 
Board shall have the power to rule on a discharge or discipline 
grievance by any amngemont which it deems just and equitable. 
However, tha Board shall not have the power to change, alter, modify 
or amend any of the pmvisions of this Agreement. 

Should the parties disagree as to the meaning of the Board's decision, 
either party may apply to the chairperson of the Arbitration B d  to 
reconvene the Board to the decision which it shall make every 
effort to do within s m  (7) working days. 

(a) Each party shall pay one-half( 112) the expenses of a single 
Arbitrator except when the Arbitrator has been appointed by the 
Minister of Labour, in which case the expenses shall be 
apportioned as provided by Section 41 of the Trade Union Act. 
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(b) Where the mattor has been dealt with by an ArbitratonBoarQ 
each party shall pay the expenses of its own appointee and one- 
half (ID) the expenses of the cbairpersan. 

(c) Where the chairperson of an Arbitration Board has been 
appointed by the Minister of Labour, the costs shall be 
apportioned as provided in Section 41 of the Trade Union Act. 

, 29.8 The timelimits fixed in the arbitdon procakesmaybe altmdby 
mutual consent of the parties, but the same shall be in writing. 

The affected Employe&) and Union Local representativsS raquired 
to be pxesent at an Arbitration hearing shall be given time off without 
loss of pay. 

29.9 

ARTICLE 30 PAlD HOLIDAYS 

30.1 

30.2 

30.3 

30.4 

30.5 

The following shall be paid holidays: 

New Year's Day . LabourDay 

Good Friday Thanksgiving Day 

EasterMonday Remembrance Day 

Victoria Day 
Canada Day Christmas Day 

HRM - 1' Monday in August 

Plus such other holidays duly proclaimed by Federal, Provincial, or 
Municipal authority as a public holiday and any holidays declared to 
be of general application throughout the entire University. 

When a paid holiday falls on an Employee's scheduled day off, the 
Employee shall rtceive another day off at a time mutually agreed 
upon by the Employee and the University. 

Ehployees who are required to work on a paid holiday Will be 
compensated, in addition to their regular salary, at the rate of me and 
one-halftimes (1.5~) for each hour worked on the holiday. 

Employees will not be entitled to pay for a holiday if they are on 
unauthorized leave on the holiday, or they are not otherwise entitled 
to pay for the workweek in which the holiday o m ,  or they are not 
otherwiae entitled to pay for the scheduled working day immediately 
preceding and following the holiday. 

This article does not apply to Sessional Part-Time Employees except 
that a Sessional Part Time Employee requirad to work on a holiday 

Christmas Eve (designated 112 day) 

Boxing Day 
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shallbe~dattherateofoneandone-halftimes(1 %x)forthe 
number of hours the Employee works on a holiday. 

ARTICLE 31 ANNUAL VACATION 

31.1 

31.2 

31.3 

31.4 

31.5 

For the purposes of this Agreement, annual vacation will be eamed 
on the following basis: 

(a) cmployecs who have lcss than three (3) yerrrs of service, one (1) 
day per month to a rmucimum of ten (10) working days; 

(b) employea who have m m  than three (3) years of service but 
less than 10 yean of service, one and onquarter (1-114) days 
per month to a maximum of fifteen (1 5) working days; 

(c) employees who have more than ten (IO) yeam of service but less 
thsn twenty (20) years of service, one and two-thirds (143) 
days per month to a maximum of twenty (20) working days; 

(d) employees who have mre than twenty (20) years or more of 
service;two and one-tweltib (2-1112) days per month to a 
maximum of twenty-five (25) days. 

For the purposes of computing credits earned, any calendar month in 
which the Employee is entitled to dary for a minimum of fifkrm 
( 1 5 ) w ~ d a ~ s h a l l b e ~ a s a f u l l m o n t b o f s ~ ~ .  
Annual vacation pref-ce shall be given b Employees on the basis 
of seniority. On or before May 1st of each year. Employees shall be 
notified of their vacation accmuhtion. Not later then May 3% 
Employees shall advise the University of their vacation preference 
July 1 to June 30 inclusive. In the event an employee fails to make 
wrim application for vacution time prior to May 3Oth, the 
University shell not be required to give them prefkmce over less 
senior employees. 
Employee applications for annual vacation shall be submitted in 
writing to the Department Head or designate at least twenty (20) 
working days prior to tlae questad vacation date. Subsequent 
changes requested by Employees to scheduled vacation periods will 
be subject to operational requirements determined by the Department 
Head or designate. 

(a) Annual vacation periods shall be assigned and taken within the 
vacation year July 1 st to June 30th depending on department 
opemtid requiremen&. 
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@) An Employee whose anniversary date falls within the vacatjtm 
year in which the Employee is eligible to receive an additiod 
week's vacation, as Article 3 1.1 applies. the Employee is entitled 
to take the applicable additional vacation in that year. 

Annual vacations or portion of vacations, not to exceed five (5) days, 
may be carried over from one year to the next, upon the request of the 
Employee and with the approval of the Department Head with a copy 
to Human Resources. h exceptional non-retuning circumstances, 
vacation tptiticments in excess of 5 days may be carried over to the 
next vacation yew, with the approval of the Department Head and the 
Director of Human Resources. 

3 1.6 

3 1.7 If while 011 vacation an Employee's Vacation is interrupe 

(a) for a perioa Of three (3) consecutive calendar days or more 
through serious illness or injury which disables the Employee; 

(b) for a shorter period, al l  or part of which involves hospitaliion; 
or 

(c) due to a death in the immediate family which qualifies for 
bereavement leavq 

the period of annual vacation 80 displaced shall be. charged against 
the Employee's sick leave credits or to bereavement leave, ns 
appropriate, when medical evidence satisfactory to the University is 
provided. 

Upon request, Human Resources will provide each Employee with 
their accumulated vacation entitlement for the current year, including 
any balance that is being carried forward fiom the previous year. 

A Sessional Employee shall be paid vacation pay in accordance with 
the Labour Standards Code for the Province of Nova Scotia. 

Notwithstding the provisions of Article 3 1 of this Agreement, the 
Univmity agnes that should the current practice of Christmas 
Closure be discontinued, the Collective Agreement will be re-opened 
for the purpose of negotiating a revised Article. 

This article d m  not apply to a Sessional Part Time Employee except 
that they shall receive vacation pay as provided by the Labour 
Standerds Code for the Province of Nova Scotia. 

31.8 

3 1.9 

3 1.10 

3 1.1 1 

ARTICLE 32 SICK LEAVE 
32.1 Sick leave is available to provide protection for an Employee from 

loss of eaminga due to illness or injury. Sick leave with pay is 
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32.2 

32.3 

32.4 

32.5 

32.6 

granted against accumulated credit8 during periods that an Employee 
is absent from duty due to illness or injury. 

In all cases of illness or injury, it is the responsibility of the 
Employee to notify the Department Head or designate not later than 
one (1 ) hour of the commencement of the Employee's normal starting 
time, unless circumstances prevent the Employee from doing so. 

Abuse of sick leave shall be grounds for disciplinary action up to and 
including discharge in an appropriate case. Without limiting the 
generality of the foregoing, where the University has reason to 
believe an Employee is abusing sick leave privileges, the University 
may issue to the Employee a standing directive that requires the 
Employee to submit a medical certificate in form satisfactory to the 
University for any period of absence for which sick leave is claimed. 
Sick leave credits are cumulative monthly at the rate of  one^ and 
onequarter (1 %), days per month. For the purposes of computing 
credits earned, any caleirdar month in which the Eqloyee is entitled 
to salary for aminimum of fifteen (15) working days shall be taken I 

as a full month of service. 

A potential employee may be required to undergo, without CO&:. 
to them, a medical examination(s) by a physician of the 
University's choice in the following instances: 
i) priortoemployment; 

ii) immediately following employment. 
An Employee may be requind to undergo, without cost to the 
Employee, a medical examination by a physician of the 
University's choice where there is a history of repeated or 
prolonged absences or the University suspects an abuse of sick 
leave, provided the Employee is provided with a copy of the 
medical report. 

Employees absent fnnn duty because of illness or injury shall 
submit to theii Department Head or desigaate, at the first 
opportunity, an application for sick leave on the appropriate 
form, as provided. 

Upon the request of the University, Employees shall provide 
medical M o d o n ,  stating the nature of their illness. Such 
infixmation shall be pmvided to Human Resomes. Medical 
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infibmution will be held in confidtnce by Human ResouKxs, 
and not n l d  without the consent of the Employee. 

32.7 All E!mployecs covered by this Agmment who are on extonded leave 
due to sickness ur injwy will be eligible for long term disability 
benefits, as applicable, having completed the required waiting period. 
Application will be made 011 behalfof the Employee by Human 
Resources andupon acccptance by the cadm saidEmploycx. will be 
placed on long-term disability. 
A Sessional Full-Time Employee shall, accrue sick leave credits in 
Bccordllllcc with Article 32.4 and shall be entitled to cany 
accumulated sick leave h m  one period of employment to the next. 
A Sessional Part-Time Employee shall accumulate sick leave d i t s  
on a monthly basis awnding to the following fomla 

32.8 

32.9 

of hours w w  ~ c f  week x 1.25days 

35 hours 
32.10 Up'rcquesf the Human Resowes Depmment will advise an 

Employee of their accumulated sick leave entitlement. 

ARTICLE 33 COURT DUTY 

33.1 Leave of absence with pay shall be given to every Employee other 
than an Employee on leave of absence without pay or under 
suspension who is raquired: 

(a) to m e  on a jury, or 

@) by subpoena or summons to attend as a witness in any 
procatding held in or under the authority of a court. 

Employees called for jury selectiodduty and released prior to court 
proceedings shall be requirad to retum to work. 

The Employee shall advise their Department Head, immediately upon 
being served a subpoena or summons as a witness or a juror. Upon 
request, the E~11~1oyee shall pmvide proof of being served with such 
subpoena or 8ummo115. 

33.2 

33.3 

ARTICLE 34 
34.1 

LEAVE OF ABSENCE WITHOUT PAY 

An Employee may be granted leave of absence without pay for good 
and sufficient cause, subject to operational requirements. Such 
requests shall be in writing to the Department Head or designate with 
a copy to Human Resources. 

, 
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34.2 

34.3 

34.4 

34.5 

34.6 

The Director, Human Resources will respond to the request in 
writing, with a copy to the Union after consultation with the 
Departmmt Head or designate. Employees granted an absence 
without pay shall prepay their benefit premiums, as applicable. 

The duration of an unpaid leave of absence shall not normally exceed 
twelve (1 2) months. 
An Employee shall be considered to have submitted their resignation 
on the date on which the leave commaaced if the Employee does not 
retum to work at the end of the leave, unless authorization to extend 
the lave  has been received in writing h m  the Director, Human 
Resources, or unless the Employee is prevented fnnn returning by 
farces beyond thoir control. 

Upon return to work, the University will rei- the Employee in 
their previous position. If that position no longer exists, the 
provisions of Article 12 will apply. 
An Employee will not accumulate Seniority while on unpaid leave for 
the purpose of Article 1 I (Seniority) and Article 31 (Annual 
Vacation). However, such unpaid leave shall not constitute a break in 
continuity of service. 

ARTICLE 35 PREGNANCY AND PARENTAL LEAVE 

35.1 RegnancyLeave 
(a) Subject to the notice provisions of Article 35.4, the Employer 

shall upon the request of a pregnant Employee and upon receipt 
of a medical cutificate indicating the expe&d birth date, grant 
the E~nployee seventeen (17) weeks of unpaid Reg~ancy Leave. 

~n Employee may begin pregnancy Leave no earlier than 
seventeen (1 7 )  weeks befm the expected birth date. 

35.2 Pregnant Employee fights 

(a) The Employer shall not terminate the employment of an 
employee because of her pregnancy. 

(b) The Employer may require an employee to commence a leave of 
absence without pay where the employee’s position cannot be 
masonably perfarmed by a pregnant woman or the perfbmance 
of the employee’s work is materially af€ected by the pregnancy. 
Such action shaIl not be taken until the employee hss been 
advised of the Employer’s concerns and provided the 
opportunity to provide medical evidence establishing her ability 
to work. 
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I, 

(c) Leave for illness of an employee arising out of or associated 
with the employee’s pregnancy prior to the commencement of, 
or the ending of, pregnancy leave p t e d  in accodmce with 
Article 35.1 may be granted sick leave in accordance with the 
provisions of ArticIe 32. 

35.3 Presnancy Leave with Supplemental Benefits 

During the period of Pregnancy Leave 

(a) As specified in Article 35.1 (a), a full-time, sessional hll-time 
Employee with more than one year’s service but less than three 
years’ service at the University, will be maintained at 80% of 
her ngular camings for 8 period not to exceed seventeen (1  7) 
weeks. A full-time, seasional full-time employee who has three 
(3) years of service or more will be maintained at 95% of her 
regular d n g s  for a period not to exceed seventeen (1 7) 
weeks. The supplmentary benefits will be implemented as 
follows: 

i) for the first two (2) weeks the Employee shall receive 
800?&5% of her regular salary; 

ii) for up to a mimm of fiftem (15) additional wrxks, the 
Employee shall receive an amount equal to the difference 
between the Employment Insurance (El) benefits received 
and 80??d95% of the Employee’s regular salary; 

iii) in the w e  of 35.3(a), payments shall begin no earlier than 
eight (8) weah before the expected birth date and end no 
lata than seventeen (17) weeks e t h e  birth date unless 
the child is confined to hospital. In the event of a 
miscarriage or a stillbirth, the employee shall be entitled to 
sick leave under Article 32. 

(b) To receive the supplementary employment bedits defined in 
35.3 (a) ii, the Employee shall supply the Employer with proof 
of application to Employment Insurance for E1 P r e p c y  Leave 
Benefits. 

(c) If the fill-time, sessional full-time Employee is disentitled or 
di8qualified ftom receiving E1 benefits or should E1 cease to 
provide coverage for pregnancy benefits, the Ernployer will 
maintain the Employee at the appropriate percent (80%/95%) of 
her nguler earnings for the period of her leave. 
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35.4 Notice Required for Pregnancy Leave 

(a) The Employee shall give the Employer at least four (4) weeks' 
written notice of the date the Pregnancy Leave, as per Article 
35.1 is to begin. 

(b) The notice period in Article 35.4(a) shall not apply if the 
Employee stops working because of complications caused by 
her pregnancy or because of a birth, still birth or miscaniage that 
happens earlier than the Employee was expected to give birdL In 
such ckumsta~~ces, the Employee shall, within two weelcs of 
stopping work, give the Employer: 

i) written notice of the date the pregnancy leave began or is to 
begin, and 

ii) a certificate from a legally qualified practitioner that, 
(1) in the case of the Employee who stops working 

because of complications c d  by her pregnancy, 
states that the Employee is unable to pdom her 
duties because of complications caused by her 
pregnancy and states the expected birth date, or 

(2) in any case, states the date of birth, stillbirth or 
miscarriage and the date the Employee was expected 
to give birth 

(c) Where notice required under Article 354a) or 35.5(c) is not 
possible due to circumstances beyond the control of the 
Employee, the Employee shall provide the Employer as much 
notice as reasonably practicable of the commencement of her 
leave or her return to work. 

35.5 End of hgnancy Leave 

(a) The Pregnancy Leave of an Employee who is not entitled to take 
Parental Leave under Article 35.7 shall end seventeen (17) 
weeks after the Pnsnancy Leave began. 

@) The Pcegnhcy Leave of an Employee who is not entitled to take 
Panmtai Leave shall end on the later of the day that is seventeen 
(17) weeks after the Pregnancy Leave began or the day that is 
six (6) weeks ailer the birth, stillbid or miscarriage. In the case 
of stillbii or miscarriage, the Employee will also be entitled to 
sick leave coverage, under Article 32 and &er salary insurance 
coverage & the date the pregnancy ende if the Employee 
cannot return to full-time work for medical reasons. 
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35.6 

35.7 

(c) If an E!mployce on Pregnancy Leave w i h  to take less tban 
seventeen (17) weeks’ Pregnancy Leave, taeEmployee shall 
give written notice to the Employer of her intention to return to 
work at least four (4) weeks prior to her expected date of return. 

Post-Natal Leave 

On the occasion of the birtb of a child, the child’s parent who is not 
taking ahgnmcy Leave shall be entitled to a leave with fuu salary 
and benefits, and without loss of seniority, of up to five (5) days, to 
be taken at the discretion of the Employee within four (4) weeks of 
the birth. An Employee taking such leave shall give the Employer as 
much advance written notice as possible. 
Parental Leave 

(a) An Employee who has been clnplayad with the Employer for at 
least thiiteen ( 13) weeks, who becomes a parent for one or more 
children through the birth of the child or children, is entitled to 
an unpaid leave of absence of up to thirty-five (35) we&. 

(b) An Employee who becomes a parent for one or more children 
tbrougb the placement of the child or children in the care of the 
Jhployee for the purpose of adoption of the child or children 
punwnt to the law of the Province, is entitled to an unpaid leave 
of absence of up to thirty-five (35) weeks. 

(c) Wham an Employee calces pmgmcy leave punnumt to Article 
35.1 and the Employee’s newborn child or children anive in the 
Employee’s home during pregnancy leave, parental leave begins 
immediately upon completion of the Prqpncy Leave and 
without the Employee returning to work and ends not later than 
thirty-five (35) weeks after the Parental Leave begau. 

(d) Where an Employee did not take pragaancy leave pursuant to 
Article 35.1, parental leave begins on sucb date as determined 
by the Employee coinciding with or a h  the birth of the child or 
children first arriving in the Employee’s home and ends no later 
than thirty-five (35) weeks aftcr the parental leave begins or 
fifky-two (52) weeks after the child or children fimt arrive m the 
Employee’s home, whichever is earlier. 

(e) When a parental leave has begun, and the child is hospitalized 
for at least one week, the Employee is entitled to resume work 
and to defer the mused portion of the Parental Leave until the 
child is discharged &om hospital. 

i) An Employee is entitled to only one interruption or deferral 
of a Parental Leave. 
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ii) An Employee who intends to use a def‘ shall give the 
Employer, in witing, as much notice as possible of the 
dates of mumption of employment and the Parental Leave. 

35.8 Parental Leave with Supplemental Benefits 

(a) In accordance with the requirements set out in this articIe a full- 
time, sessional I11-time Employee who is eligible for Parental 
Leave under Article 35.7@) and who has adopted a child(ren) 
five years of age or younger will receive supplemental benefits 
as follows: 

i) A full-time, sessional full-time employee with more than one 
(1) year’s service but less than three (3) years’ service at the 
University, will be maintained at 80% of their regular sahy 
for a period not to exceed ten (I 0) weeks. 

ii) A full-time, sessional full-time employee who has three (3) 
years of service or more at the University will be maintained 
at 95% of their regular salary for a period not to exceed ten 
(10) weeks. 

(b) To receive the supplemental employment -fit d e M  in 
Article 35.8 (a), the Employee shall supply the Employer with 
proof of application to Employment Insurance for E1 Pamtal 
Leave Benefits. 

(c) If the full-time, sessional full-time Employee who is eligible for 
supplemental Parental Leave Benefits under Article 35.8 (a) is 
disentitled or disqualified from receiving E1 benefits or should 
E1 cease to provide coverage for Parental Leave, the Employer 
will maintain the Esnployee at an appropriate percmt of their 
regular salary for the period of the leave. 

35.9 Notice Required to Take Parental Leave 

(a) An Employee shall give written notice to the Employer of their 
intention to take a P m t a l  Leave at least four (4) weeks prior to 
the commencement of such leave. when M Employee qualifies 
for such leave as a mult of adoption leave and where the child 
comes into the custody, care and control earlier than expected, 
the Employee shall give reasonable written notice. 

(b) If m Employee on Pamtal Leave wishes to take less than 
thirty-five (35) weeks of Parental Leave, the Employee shall 
give written notice to the Employer of their intention to return to 
work at least four (4) weeks prior to the expected date of retum. 
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35.10 G e n d  Considerations 

(a) Provisions of the Pregnancy Leave and/or Parental Leave for au 
Employee shall be in accordance with the Nova Scotia Labour 
Standards Code, R.S.N.S., 1989, c. 246, ss 59-60, and as Mer 
amended, unless increased leave or benefits am provided by this 
Collective Agrement. 

@) All insurance coverage and benefits shall be maintained during 
the Pregnancy and/or Parental Leave periods. The Employee, on 
a prepid basis, and the Employer shall pay their respective 
premiums to all insurance and benefit plans on the basis of the 
Employee's regular salary throughout the leave period. 

(c) Upon return to work from a Pregnancy and/or Parental Leave, 
the Employee shall resume their foxmer position, with no loss of 
salary level, benefits, or in seniority, or vacation entitlements. 
The period of an Employee's leave shall be included in the 
calculation of their length of service for seniority purposes. 

(d) Notwithstanding Article 10.1, an employee who commences 
Pmgnancy and/or Parental Leave during their probationary 
period shall be required upon resuming their duties, to complete 
their pmbaiionary period befom being eligible fm confirmation. 

(e) If an employee resigns from the University or fails to return to 
work at the conclusion of their Pregnancy and/or Parental Leave 
and no extensions have been authorized, their employment shall 
be terminated effective their first day of actual absence. 

A Sessional Part Time Employee shall not be eligible to supplemental 
pregnancy or supplemental parental leave benefits. 

35.1 1 

ARTICLE 38 BEREAVEMENT LEAVE 
36.1 In the event of a death in the immediate family, an Employet shall be 

entitled to special leave with pay for a period of up to five (5) 
consecutive working days. Immadiate family is defined as father, 
mother, (or legal guardian) brother, sister, spouse, child of the 
Employee, or child of the spouse. 

In the event of the death of a mother or father of the spouse, the 
Employee shall be entitled to three (3) consecutive working days With 
pay. 

In the event of the death of a grandparent or grandchild, the brother 
or sister of the spouse the Employee shall be entitled to two (2) 
consecutive working days with pay. 

36.2 

36.3 
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36.4 In the event of the death of an aunt, uncle, nephew, niece, daughter- 
in-law or son-in-law the Employee shall be entitled to one (1) 
working day with pay. 

In addition to the above, an Employee may be granted up to two (2) 
days for travel and shall be paid for those travel day(s) which are not 
regutarly scheduled days of rest. 

In cases where extraordinary circumstances prevail, the University 
may grant special leave for bereavement in addition to the above as it 
determines necessary. This entitlement is subject to the proviso that 
proper notification is made by the Employee to the Director, Human 
ReSOWCeS. 

36.5 

36.6 

ARTICLE 37 SPECIAL LEAVE 

37.1 Special leave with pay is designed to assist an Employee in coping 
with domestic contingencies or doreseen emergencies that affect 
the Employee. Dependent upon circumstances, special leave may be 
granted for such contingencies as illness in the immediate fsmily, 
moving, and for unforeseen emergencies. 

ARTICLE 38 CAREER DEVELOPMENT, CONFERENCE AND 

38.1 

38.2 

38.3 

38.4 

SEMINAR LEAVE 

Both parties recognize the mutual benefit of ongoing trainiag and 
development for the Employee and the University. Employees are, 
therefore, encow@ to maintain, upgrade and develop skills and 
hOW1edgC. 

Where an Employee is requested to attend courses, conferences, 
meetings or semhars, time offwith pay shall be &ranted. The 
University shall pay course tuition and all reasonable expenses for 
travel, meals and accommodations as per the University's policy. 
An Employee may request time off with pay and reasonable expenses 
to attend seminars and comes which are directly relevant to the 
skills required for the Employee's position. Such requests must be 
submitted in advance to Human Resources for authorization. 

T~aining provided and approved by the University shall nonnally 
take place during the Employee's workday. Where courses are given, 
either on or off campus, the duration of the instruction shall be 
considered as time worked. Hours of instruction that exceed the 
workweek of 35 or 32.5 shall be considered time worked and the 
Employee shall be given equal time off at a mutuslly agreed time. 
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38.5 The University shsll provide t d n h g  where an Employee is required 
to operate equipment, softwan or administrative systems or 
pxmxdum, tho prtrchase or introduction of which has been duly 
authorized 

ARTICLE 39 LEAVE APPLICATION 
39.1 An Employee shall, where possible, apply and receive Mor 

authoridon by the Depadment Head or designate for all leave, 
failing which an Employee shall be considered absent without 
permission. 
The Univmity may grant special leave with or without pay for such 
period as it deems the circumstances werraat. 

39.2 

ARTICLE 40 TUITION WAIVER 
40.1 All Employees, excepting Sessional Part Time, shall be entitled to 

fie percent (50%) reduction in tuition for credit and noncredit 
courses taken at the University. where such comes are authorized as 
job mated, tuition will be waived at onehundred percent (100%). 

A fie prcent (50%) reduction in tuition costs for cndit courses 
taka at the University by an Employee's spouse and dependent 
childrsn will apply. 
In relation to credit courses this article will not apply to Doctoral 
Programs; the Executive Master of Business Administdon h g r a m  
or full cost recovery programs. 

Credit courses undertaken at the University shall normally be outside 
of regular working hom. An Employea may nquest to undertake 
such c o ~  during working hours provided thac 

(a) opemtional requirements are met and maintained; 

@) except as provided for in Article 40.3 time lost while in class 
during working hours can bmade up at amutually agrcedtime. 

40.2 

Requests for time off under these circumstances shall be made 
through the Department Head or designate in consultation with the 
Director, Human Resources. 

Where an Employee is requested by the University to enrol in a credit 
or non-credit c o w  directly related to the job, and where the course 
is scheduled during the Employes's normal working hours, time off 
with pay will be granted and all tuition costs and the cost of required 
textbooks for the course shall be paid by the University. 

40.3 
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. 40.4 If a Full-Time or Sessional Employee dies while employed by the 
University or while in receipt of Long Term Disability and with no 
less than five (5) years' service, the Employee's dependent children 
shall be entitled to a waiver of tuition at one hundred percent (1 WO) 
for d e p  credit courses undertaken at Saint Mary's University until 
the completion of a degree. 

ARTICLE 41 BENEFITS 
41.1 

(a) The group benefit plans presently in effect throughout the 
University will conlinue to be available to all Full-Time, Full- 
Time Sessional and ReguIar Part-Time Employees covered by 
this Collective Apement. 

(3) The University agms that prior to implementing changes in 
existing benefit plans, to consult with the Union. 

Full-Time Sessional and Regular Part-Time Employees shall be 
entitled to enrol in the group benefit plans in effect throughout the 
University and during the periods of their absences such Employees 
will pre-pay the required cost-shared premiums. 

in the case of an Employee who is injured on duty, the University 
agrees to campensate the Employee an amount necessary to maintain 
current E.I. benefits based on the replar rate of pay for a period not 
to exceed ninety (90) days ifthe Employee is disentitled to bonefits 
under E.I. or Workers' Compensation and has exhausted all earned 
sick leave credits. 

41.2 

41.3 

41.4 

(a) The University will mainkin its current practice in cost sharing 
fifty percent (SPA) of extended health care benefits premiums. 

(b) Pension contributions made by and on behalf of the members of 
the bargaining unit will be as follows: 

Em~lovee !iaekxz 
Effective July 1 st 1999 6.0% 8.0% 

41.5 

ARTICLE 42 RETIREMENT 
42.1 

This article does not apply to Sessional Part Time Employees. 

The retirement date for an employee will be the thirtieth (30th) day of 
June following their sixty-fifth (65th) birthday. 
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In the event that an employee's sixty-fifth (65th) birthday falls in 
June, the retirement date will mvert to the thim-fht (31st) day of 
July. 

ARTICLE 43 TRAVEL EXPENSES 
43.1 

43.2 

An Employee shall not be required to use their vehicle on University 
business. 

The University agrees that the travel policy in effact at the University 
shall apply. 

ARTICLE 44 SEXUAL HARASSMENT I HARASSMENT 

44.1 

44.2 

44.3 

Saint Mary's Univmity wishes to maintain an equitable environment 
for work and study on campus. Therefore it does not condone sexual 
harassmentharassment and it actively seeks to prevent sexual 
hmsment/harassrnent of its students and rmployees. 
It is the responsibility of all members of the University Community 
to contribute to a safe environment free &om sexual 
harassmenthmsment . 
The definitions and procedures of the Univmity Sexual Harassment 
Policy are intended to contribute to the reduction of sexual 
barassmeat, and to the expeditious investigation and resolution of 
complaints of sexual harassment, with fa iess  to all concerned, and 
are applicable to all members of the baqaining unit. The University 
and Union endorse the definition of sexual harassment and the 
procedures for dealiig with sexual harassment as established by the 
Saint Mary's University Senate and set forth in Procedure for Dealing 
with Sexual Harassment as amended, &om time to time. 

The Union's ropmentative(s) on the Sexual Harassment Committee 
and/or an employee who is required to participate in a sexual 
harassmenthuassment case shall be given time off without loss of 
pay. 

ARTICLE 4 EMPLOYER LIABILITY 
45.1 The Employer shall indemnify and save harmless all Employees fiom 

legal liability and all actions, cause9 of action, claims or demands 
whatsoever arising out of any occurrence occurrhg during the come 
of or perfarmed pursuant to and within the scope of their 
employmeat, save and excqt in the cast of gross negligence or 
wilful misconduct, provided timely notice is given to the Employer of 

" I  

"I 
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any occurrenm giving rise or likely to give rise to a claim against a 
member of the Employer. 

ARTICLE 46 

46.1 

COPIES OF THE AGREEMENT 

The University shall print sufficient true signed copies of this 
Agreement and shall distribute one (1) such copy of the Agreement to 
each employee in the bargaining Unit and fifty (50) copies to the 
Union 

The University shall provide every new Employee with a copy of the 
Collective A p m e n t  at the time of hiring. 

46.2 

ARTICLE 47 SALARY AND CLASSIFICATION 

47.1 

47.2 

CIassifications and s a l q  rates contained in Schedule In form part of 
this Agreement. 

(a) The salary rates contained in Schedule ID A of this Agreement 
shall be paid xetroactively to and including July lst, 2003 and 
shall be applicable to members of the bargaining unit on the date 
of the signing of this Agreement. 

(b) The salary rates contained in Schedule III B of this Agreement 
shall be effective July Ist, 2004. 

(c) The salary rates contained in Schedule III C of this Agreement 
shall be effective July 1 st, 2005. 

Pmgmsion within a salary group shall be automatic and shall occur 
on the first (1st) day of July, except in the following cases: 

(a) Those Employees hired af?m March 3 Ist, and prior to July 1st 
shall not propss firom the salary step upon appointment; 

(b) Those Employees who do not have at least six (6) months of 
compensated service since July 1 st of the previous year, as the 
result of extended leave. 

47.3 

47.4 The rate of cornpeasation of a person upon appointment to a position 
shall not be less than Step 1 pnscriied for the classification to which 
they am appointtd 

The rate of compensation of a person upon appointment to a position 
maybe atarate higherthan Step 1 but not greater than Step 8 ofany 
salary group prescribed for the classification if, in the opinion of the 
University, such higher rate is neces8ary to effect the appointment of 

47.5 
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a qualiiied won to the position if they have qualifications in excess 
of the minimum requiremsnts for the position. 

The rate of campensation of an E m p l o p  upon promotion to a 
position in ahighm dary grow shall be at the next higher rate or 
Step 1 of the new classification, whichever is groater. 

The fate of compensation of an Employee upon pmotion to a 
position may be at a xate higher than that deSiep3ated in -le 47.6 
but not gnatcr than Step 8 of the pmmotxd salary group if, in the 
opinion of the University, such higher rate is necessary to effect the 
promotion of a qualified person to the position. 
Employees' salaries shall be dttermincd as follows: 

2pa2 
(a) The EAUY scale effective July 1,2002 will be in& by three 

porcemt (3.0%). 

(b) Employees eligible for step progression will mve to the next 
step in the applicable salary group effective July 1,2003. 

rn 
(a) The salary scale effective July 1 a 2003 shall be increased by 

(b) Employees eligible for step progression will move to the next 
stcp in the applicable salary group e f f i v e  July 1,2004. 

. thneprccnt (3.0%). 

aQs 
(a) The salary scale effective July 1,2004 shall be increased by 

three pacent (3.00/c)). 

@) Employees eligible for step pmgression will move to the next 
step in the applicable salary group effective July I, 2005. 

The rate of compensation for a Sessional Part-Time hourly paid 
Employee shall be 90% of the applicable salery step in the 
appropriate classification group. 

mncE 48 REVISION OR WANER 
48.1 Changes to this Agreement may be made by mutual consent at any 

time during the life of the Agmment. Such amendment shall be in 

If laws are passed, applying to Employees covered by this 
Agreemeat, mdering any provision of this Agreement null and void 

writing. 

48.2 
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the d n g  provisions of this Agreement shall remain in effect for 
the term of the Agreement. 

ARTICLE 49 TERM OF AGREEMENT 
49.1 This Agrement shall be deemed to have come into force and effect 

on the 1st day of July 2003 and to continue in force and off& until 
the 30th day of June 2006. AU provisions of this agreement shall, 
unless otherwise stated, be effective fiom the date of the signing of 
this agmmcnt T b d e r  it shall be automatically renewed for 
periods of one (1) year unless either party notifies the other in writing 
not less than thhty (30) days and not more than ninety (90) days prior 
to any expiry date that it desires to amend or terminate the 
Agreement. 

Withi0 twenty (20) days of receipt of notice of one party, the other 
party shall enter into negotiations of a new Agreement. 

49.2 
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MEMORANDUM OF UNDERSTANDING - PERFORMANCE APPRAISAL 
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MEMORANDUM OF UNDERSTANDING - DEFERRED LEAVE 
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SCHEDULE I -JOB TITLES COVERED BY THIS AGREEMENT . 
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SCHEDULE II -JOB CLASSIFICATIONS COVERED BY THIS 
AGREEMENT 
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SCHEDULE 111 A -SALARY SCALE EFFECTIVE JULY 1,2003 

SCHEDULE 111 B - SALARY SCALE EFFECTIVE JULY 1,2004 

* The step inmentent for Step 8 flective July I, 2004Jun~ 30,2005 Lv 2.2% 

SCHEDULE 111 C - SALARY SCALE EFFECTWE JULY I, 2005 
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APPENDIX “A” - EXCLUSIONS LIST 

Following the signing of this CollcctivC A m e n t  the parties shall continue to maat to 
reach agreement on amendments to the fongOing list. 
Positions not on the foregoiag list and Currcnuy being treated as oxclusiona shall nmain 
outside the jurisdiction of the barsaining unit until apmcnt is mhd bctwecn the 
parties or, whcm no agmemnt is reached, eilhaparty m y  refer the matter to theLabour 
Relstiomp Board (Nova Sootia). Such positions shall Cemaia out side dlhcbargaining 
unit until a decision is rendarcd. 
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HumanResourcas 
Saint Mary‘s University 
923 Robie Stteet. 
Halifax NS B3H 3C3 

October 15th, 2004 
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