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ARTICLE 1 - PURPOSE OF AGREEMENT

1.01

The purpose of this Agreement is to maintain harmonious and mutually beneficial
relationships between the Employer, the employees, and the Association; to set
forth certain terms and conditions of employment relating to pay, hours of work,
employee benefits, and general working conditions affecting employees covered
by this Agreement.

ARTICLE 2 - DEFINITIONS

2.01

(a)

(b)

()

(d)
(e)

(f)

(9)

(h)

(i)

0

“Association or Union" shall mean the Newfoundland and Labrador
Association of Public and Private Employees.

"Bargaining Unit" shall mean the bargaining unit recognized in Article 3 of
this Agreement.

"Contractual Employee" shall mean a person who is employed in a post
which has not been established as a permanent post in the University for the
purpose of performing certain specified work and whose terms of
employment are specifically stated in the employee's letter of appointment.

"Day” means a working day unless otherwise stipulated in the Agreement.

“Demotion” means an action which causes the movement of an employee
from an existing classification to a classification with a lower Band Level.

"Employee” or "employees" where used is a collective term, except as
otherwise provided herein, including all persons employed in classifications
contained in the Maintenance bargaining unit.

"Employer" shall mean the Memorial University of Newfoundland.
"Gender" shall mean the language in this Agreement shall be gender neutral.
"Lay off" shall mean a temporary cessation of employment because of lack
of work or because of the abolition of a post, but retaining all recall rights in
accordance with Article 19, Clause 19.05.

"Month of Service” shall mean a calendar month in respect of which the

employee or contractual employee is paid at the rate of full salary for not less
than two-thirds (2/3) of the number of working days in that month.



(k)

0

(m)

(n)

(0)

"Part-time contractual employee" means a person who works less than the
full number of working hours in each work day or less than the full number of
working days in each work week.

“Permanent employee” means a person who has completed the probationary
period and is employed on a full-time basis without reference to any specified
date of termination of service.

"President" shall mean the President of the University, a delegated
representative, or any officer of the University authorized to act in the
President's absence.

“Transfer" means the movement of an employee from one position to
another which does not result in a promotion or a demotion.

"Year" shall mean a twelve (12) month period starting April 1 of one (1) year
until March 31 of the next year.

ARTICLE 3 - RECOGNITION

3.01

3.02

3.03

3.04

The Employer recognizes the Association as the sole collective bargaining agent
for classes of employees in the Department of Facilities Management listed in
Schedule "A".

When new classifications or positions are developed, the Employer agrees to
consult with the Association as to whether such classifications or positions should
be included in the Bargaining Unit. Should the Association and the Employer be
unable to agree, the matter shall be referred to the Labour Relations Board.

(a)

(b)

No employee of the bargaining unit will lose the employee's job because of a
decision of the University to contract out work normally performed by that
employee. An employee so affected will be offered another position within
the University consistent with the employee's qualifications and capabilities,
without loss of pay or benefits.

No employee of the bargaining unit shall be laid off because the principal
duties of that employee have been reassigned to, or assumed by, an
employee outside the bargaining unit. An employee so affected will be
offered another position within the University consistent with the employee’s
qualifications and capabilities, without loss of pay or benefits.

An employee shall only be hired as a permanent, contractual or part-time
contractual employee. A part-time contractual may be hired for less than full time
hours.



ARTICLE 4 - MANAGEMENT RIGHTS

4.01

All functions, rights, powers, and authority which are not specifically abridged,
delegated, or modified by this Agreement are recognized by the Association as
being vested in the Employer. The question of whether any of these rights are
limited by this Agreement may be decided through the Grievance and Arbitration
Procedures. The Employer shall not exercise its rights to direct the working force
in a discriminatory manner and shall exercise such rights, powers, and authority
in a fair, equitable and reasonable manner.

ARTICLE 5 - EMPLOYEE RIGHTS

5.01

5.02

5.03

Notwithstanding anything contained in this Agreement, any employee may
present a personal complaint to the employee's Employer.

No employee shall be required or permitted to make a written or verbal
agreement with the Employer which may conflict with the terms of this
Agreement.

At the employee's request, the employee shall be permitted to have a Union
representative present at any meeting with the Employer concerning a matter
arising out of the Collective Agreement.

ARTICLE 6 - STRIKES AND LOCKOUTS

6.01

In view of the orderly procedure for settling grievances, the Employer agrees that
during the term of this Agreement, there will be no lockout; and the Association
agrees that during the term of this Agreement, there will be no strike.

ARTICLE 7 - FUTURE LEGISLATION

7.01

7.02

In the event that any law passed by the Government applying to employees
covered by this Agreement renders null and void any provision of this Agreement,
the remaining provisions of this Agreement shall remain in effect for the term of
this Agreement.

If legislation results in greater rights or benefits than are in effect under this
Agreement, such rights or benefits shall be deemed to form part of and be
applicable to this Agreement.



ARTICLE 8 - ASSOCIATION SECURITY AND CHECKOFF

8.01

8.02

8.03

8.04

8.05

All employees of the Employer, coming within the bargaining unit, as a condition
of continued employment shall become and remain members in good standing of
the Union.

All new employees shall, as a condition of employment, become and remain
members in good standing of the Union from the date of hiring.

The Employer agrees to honour a written assignment of dues to the Association
certified as the bargaining agent and; unless the assignment is revoked in writing,
delivered to the Employer, the money so deducted shall be forwarded to the
President of the Association monthly. The Employer will forward to the
Association with the first dues deduction cheque following the signing of the
Agreement, a list showing the names of the employees from whom dues have
been deducted and each month thereafter, a list showing deletions by the
twentieth day of each month. The assignment shall be substantially in the form
as suggested in Sub-section 2, Section 7, of the Newfoundland and Labrador
Labour Relations Act.

A representative of the Union shall be given an opportunity to interview each new
employee within regular working hours without loss of pay for a maximum of thirty
(30) minutes during the first month of employment for the purpose of acquainting
each new employee with the benefits and responsibilities of Union membership.
Where possible, such interviewing will take place on a group basis during the
orientation program for new employees. The Shop Steward or representative will
provide the new employee with a copy of the Collective Agreement.

All correspondence between the parties arising out of this Agreement or
incidental thereto shall pass to and from the Associate Director of Human
Resources (Staff Relations) and the President of the Union.

ARTICLE 9 - APPOINTMENTS

9.01

9.02

Upon initial appointment to a position within the bargaining unit, an employee
shall be probationary for a period of six {6) months. After completion of the
probationary period and upon appointment from one (1) position to another, an
employee shall not be required to serve another probationary period but shall
serve a trial period in accordance with Clause 9.08.

Each permanent and contractua! employee shall be assessed during the
probationary period and provided with feedback as to the employee's progress.
The employee shall be notified in writing before the expiry date of the applicable
probationary period as to whether the appointment is terminated or confirmed.

4



9.03

9.04

9.05

9.06

9.07

9.08

9.09

9.10

Every confirmation shall be deemed to have had effect as from the date on which
the initial appointment was made.

Every appointment and confirmation shall be in writing addressed to the
appointee and shall be signed by the President or a designated representative.

Upon request, an applicant or appointee shall submit a certificate on a University
approved form by a medical doctor of an examination made by such doctor,
showing to the satisfaction of the University that the applicant or appointee is
medically fit for the proper performance of the duties of the post applied for.

A probationary employee shall have recourse to the grievance procedure
provided that termination of employment during the probationary period shall not
be the subject of a grievance.

An employee, who, through accident, illness, or advancing years is unable to
perform the employee's duties, shall be provided with alternate suitable
employment, provided a position can be made available and provided the
employee has the qualifications and ability to perform the work required.

A successful applicant for promotion or transfer shall be placed on trial for a
period of two (2) months, which period may be extended up to two (2) months by
mutual consent. Conditional on satisfactory service, the Employer shall confirm
the employee's appointment after the trial period. In the event thatthe successful
applicant proves unsatisfactory in the position during the trial period or if the
employee is unable to perform the duties of the new job classification, the
employee shall be returned to the employee's former position and salary ievel
consistent with the employee's former position without loss of seniority. Any other
employee promoted or transferred because of the rearrangement of position shall
also be returned to the employee's former position or found alternate employment
at a salary level consistent with the employee's former position, without loss of
seniority. Where the Employer and the Union agree, the employee may revert to
the employee's former position prior to the completion of the trial period.

An employee, upon hire or recall from layoff, will be given a letter of appointment
which shall state employment status, e.g. permanent, contractual or part-time
contractual.

(a) Upon promotion to a position carrying a higher Band Level, the rate of pay of
an employee shall be established at the nearest step on the employee's new
Band Level which exceeds the existing rate by not less than five percent
(5%) but not to exceed the maximum of the employee's new Band Level.



(b) An employee's rate of pay on voluntary demotion will be reduced by 5%. If
the employee’s new rate falls between two (2) steps on the new Band Level,
it shall be adjusted to the lower step and if the employee’s new rate exceeds
the maximum, it shall be reduced to the maximum for the new Band Level.

{c) Involuntary Demotion

The rate of pay of an employee involuntarily demoted for other than
disciplinary reasons or for other than incompetence or unsuitability or for
other than displacement due to layoff and bumping, shall be established at a
point on the new Band Level which does not exceed the employee’s existing
rate.

If the Employee’s existing rate falls between two steps on the new Band
Level the employee’s salary shall be adjusted to the next higher step on the
new Band Level.

if the employee’s existing rate is above the maximum of the new Band Level,
the existing rate shall be red-circled.

ARTICLE 10 - MEDICAL EXAMINATIONS

10.01

An employee may be required to undergo, without cost to such employee,
medical examinations by a physician, in case of:

(i) Consistent absence due to sickness or other disabilities
(i) Deterioration in the performance of duties

(iii) In order to obtain periodic certificates of health where these are required.

ARTICLE 11 - ABSENCE FROM THE UNIVERSITY

11.01

11.02

No payment of salary shall be made in respect of any period during which an
employee is absent from the employee's duties without approved leave.

When an employee is unable, for any reason, to report to work, it is the
employee’s responsibility to notify the employee's Department Head or Supervisor
at the earliest opportunity.



ARTICLE 12 - REGULATIONS

12.01

All regulations concerning employees in the Bargaining Unit shall be supplied to
the Association when issued. In the event that there is a conflict between the
context of this Agreement and any rule, regulation or policy made by the
University, this Agreement shall take precedence over said rule, regulation or

policy.

ARTICLE 13 - TEMPORARY ASSIGNMENT

13.01

13.02

13.03

For the purpose of this article:

Temporary assignment” shall mean the assignment of an employee to another
position within the bargaining unit at the same or higher band level than the
employee's current position. The Employer shall select for temporary assignment
the senior employee from within the Department or Division of a Department
concerned provided that the employee has the qualifications and ability, to
perform the work required.

“Secondment” shall mean the assignment of an employee, as determined by the
University or upon application by the employee, to a position outside the
bargaining unit at the same or higher band leve! than the employee’s current
position,

Employees will not be permitted to hold more than one (1) temporary
assignment simultaneously.

(@) Where an employee is temporarily assigned to perform in a classification on
a higher Band Level, the employee shall be paid for the entire period of
assignment at a rate on the higher Band Level which exceeds the employees
existing rate by at least five percent (5%), but not to exceed the maximum of
the new Band Level.

(b) When the employee returns to the employee's former position from a
temporary assignment, the employee will be returned to the employee's
former salary with any adjustments made for salary increases in the interim.

When an employee is temporarily assigned to perform work in a classification at
a lower or equal Band level, the employee shall be paid at the employee's regular
rate.

For the purpose of this clause only, temporary assignments awarded on the basis
of seniority shall only be available if the temporary assignment constitutes a
promotion or laterali transfer. All temporary assignments shall be posted on the

7



13.04

13.05

bulletin board for a period of five (5) days if the assignment exceeds sixty (60)
days.

(a)

(b)

(c)

(d)

()

(b)

Where an employee is absent on leave or Long Term Disability for a period
in excess of sixty (60) calendar days and the position is to be filled by
temporary assignment, it shall be posted in accordance with Article 16.

When a post is to be filled by temporary assignment for a period of less than
sixty (60) calendar days, it shall be offered to the senior employee within the
bargaining unit in the particular shop where the temporary assignment is to
take place, providing the employee meets the qualifications for the position.

Where as a result of a decision reached by the University to extend a
temporary assignment made under Clause 13.03 (b) beyond sixty (60)
calendar days, the temporary assignment will be offered to the senior
employee within the bargaining unit provided the employee meets the
qualifications for the position. The person so temporary assigned will replace
any employee on temporary assignment to that position.

All temporary assignments shall be open to review every six (6) months after
appointments are made in accordance with Clause 13.03(c). Any senior
employee in the bargaining unit who meets the qualifications for the position,
upon request, shall be offered the temporary assignment replacing the less
senior employee.

In the event that the displaced employee has a stipulation in their
employment contract for notice of termination, the effective date of the new
temporary assignment will be after the required notice has been served.

When more than one employee is temporarily assigned to a classification
and one of the assignments is to be discontinued then the junior employee
will lose the assignment first.

When an employee, who is temporarily assigned, is absent for in excess of
ten (10) days the University wil! discontinue the temporary assignment of the
employee.

Should the employee return to work prior to eligibility for Long Term
Disability, then the temporary assignment will be reinstated, if it is still
available. It is understood that this may require the discontinuation of the
temporary assignment of a less senior employee.

After an employee has been on temporary assignment for a continuous period of
six (6) calendar months, the employee shall have the higher salary counted
towards pensionable service from the date of the temporary assignment. The

8



13.06

13.07

employee shall pay the unpaid employee contributions over a time period as
agreed with the Department of Human Resources.

(a) Employees who are temporarily assigned outside the bargaining unit shall
continue to pay Union dues.

(b) Inthe event of a strike or lockout, an employee who is temporarily assigned
to a position outside the bargaining unit shall return to the bargaining unit
after giving the Employer five (5) days notice of their intention to do so.

Temporary assignments to a position outside the bargaining unit, as of the date of
signing, shall not be for longer than one (1) year with the possibility of an
extension as agreed by the Employer and the Union. Should such an extension
request be denied, the position shall be posted or discontinued. The parties agree
that the request for an extension will not be unreasonably denied.

ARTICLE 14 - ACCESS AND SHOP STEWARDS

14.01

14.02

14.03

14.04

14.05

14.06

14.07

The Employer agrees that access to its premises shall be allowed to persons
employed full-time by the Association for the purpose of interviewing a member,
and such interviews shall not interfere with the operations of the Department
concerned.

Permission to hold meetings on the premises of the Employer shall, in each case,
be obtained from the Department Head; and such meetings shall not interfere
with the operations of the Department concerned.

The Employer agrees to recognize Shop Stewards appointed by the Association.

The Association shall inform the Employer of the names of all Shop Stewards as
soon as possible after their appointment.

The Employer acknowledges the right of the Association to appoint or elect five
(5) Shop Stewards in St. John's and one (1) in Corner Brook.

Shop Stewards will be allowed to absent themselves from their duties for the
purpose of handling grievances. Where time is required by the Shop Steward
during working hours, the employee shall request such time off from the
employee's immediate Supervisor. Such time off shall not be unreasonably
withheld.

It is agreed that no discrimination will be practised as a result of any member
accepting a position in the Association.



14.08

A Shop Steward or other employee who is a member of the Grievance Committee
referred to under Step 1 of Article 24, Clause 24.06, or the grievor, shall not suffer
any loss of pay for any time lost in processing complaints or attending grievance
meetings. However, such an employee shall not leave the employee's regular
duties to discuss any business in respect of grievances without first obtaining
permission from the employee's Supervisor. The employee shall notify the
employee's immediate Supervisor when returning to duty.

* ARTICLE 15 - PROTECTIVE CLOTHING AND UNIFORMS

* 15.01

15.02

*15.03

15.04

15.05

15.06

15.07

Items of protective clothing will be issued as per Schedule E.

(a) Itis agreed that the quantity, issue, and control of such clothing and uniforms
shall be regulated by the Employer.

(b) The Employer will pay the cost of any required alterations. Where possible,
with regard to comparable quality and cost, the Employer will purchase
clothing and uniforms made in Newfoundland.

Where safety boots are required by the Employer in accordance with safety
regulations, the Employer shall reimburse the employee for the cost of safety
boots up to a maximum two hundred dollars ($200.00) per year.

Where specialty footwear or orthopedic aids is required to address a medical
issue as recommended by a medical specialist, the Employer shall reimburse up
to an additional fifty dollars ($50.00) every two (2) years.

Employees who have been issued protective clothing and uniforms shall be
required to wear them at all times while in the performance of their regular duties
and shall be required to keep them clean and in proper repair. Where long
rubbers or rain suits are issued, such issue of clothing shall remain on the
Employer's premises.

In areas where Maintenance Helpers are employed, they will be entitled to
clothing consistent with that provided the tradesmen with whom they work.

Where an article of footwear or clothing is damaged during the course of an
employee's performance of the employee's assigned duties and the damage is
not attributable to the employee's wilful misconduct, the University agrees to
replace the article at no cost to the employee.

Contractual employees shall be provided with protective clothing and uniforms
appropriate for the season and work assignment.

10



15.08

15.09

15.10

15.11

Uniform Committee

A joint committee of two (2) Employer Representatives and two (2) employee
Representatives will be established to discuss matters related to the supply and
issue of protective clothing.

Where safety glasses are required, an employee purchasing prescription safety
glasses will be reimbursed for up to one hundred and twenty five dollars ($125)
every two years upon presentation of receipt.

Clothing which is to be issued on a regular basis, i.e. yearly, shall be ordered in
advance so that every reasonable effort can be made to have them issued on July
1 of each year.

The employer, with supervisor approval, will reimburse the employee for the cost of
rubber boots up to a maximum of two hundred dollars ($200.00 including tax) upon
presentation of an official receipt and in accordance with safety regulations, onan as
required basis for the performance of their duties.

ARTICLE 16 - JOB POSTING

16.01

16.02

16.03

(a)

(b)

When a vacancy or a new job opening occurs for a position within the
Bargaining Unit, the Employer will post notices of the opening for a period of
five (5) days and consider applicants from within the Bargaining Unit before
considering applicants outside the Bargaining Unit. Once a position is
posted, every reasonable effort will be made to award the position within six
(6) weeks of the posting closing date. The unsuccessful applicants who
have participated in the interview process will be notified upon acceptance by
the successful candidate.

Postings for staff positions within the University and outside the bargaining
unit shall be in accordance with 16.01(a). Employees shall be eligible to
apply on the initial posting and shall be considered after candidates from the
affected bargaining unit.

Such notices shall contain information consistent with the classification
specification.

All postings shall state “Memorial University is committed to employment equity
and encourages applicants from qualified women and men, visible minorities,
aboriginal people, and persons with disabilities”.

11



16.04

16.05

The Employer will acknowledge in writing receipt of applications: for all job
vacancies within ten {(10) days.

In accordance with Article 16.01, all postings will be posted on a central job board
within the Department of Facilities Management. Employees are responsible for
checking the job board for positions on a regular basis.

ARTICLE 17 - DISCIPLINARY ACTION

17.01

17.02

17.03

17.04

17.05

All employees shall faithfully and to the best of their ability perform the duties
assigned to them, shall comply with all Rules, Regulations, and Bylaws of the
Board of Regents from time to time applying to them that are not inconsistent with
the terms of this Agreement, and shall use their best efforts, ability, and diligence
to serve the University, to advance its standard, and to promote its interest.

Employees are entitled to retain their jobs on the basis of efficiency and honesty,
and in accordance with Clause 17.01 and Article 19. The Employer shall have
the right to discipline or discharge any employee for just and sufficient cause.

Subject to Article 9, Clause 9.06, any employee who claims to have been unjustly
dealt with shall have the right to be heard in accordance with the procedure for
adjustment of grievances as set down in Article 24.

Should it be found at any step (except Step 5) of the Grievance Procedure that an
employee has been unjustly suspended or discharged, such employee shall be
immediately reinstated in the employee's former position, without loss of seniority,
and shall be compensated for all time lost in an amount equal to the employee’s
normal earnings during the pay period next preceding such discharge or
suspension or by any other arrangements as to compensation which is just and
equitable in the opinion of the parties.

Any employee who is demoted, suspended, or dismissed shall, within five (5}
working days of oral notification, be notified in writing stating the reasons for
demotion, suspension, or dismissal.

ARTICLE 18 - PERSONNEL FILES

18.01

Copies of documents placed on an employee's personnel file which may at any
time be the basis of disciplinary action, shall be supplied concurrently to the
employee, who shall acknowledge having received such a document by signing
the file copy or acceptance of delivery by registered mail.

12



18.02

18.03

18.04

Any reprimand or warnings given in writing and becoming part of an employee's
file shall be destroyed after eighteen (18) months has elapsed, providing another
warning or reprimand relating to a similar offence has not been given within that
period.

When an employee has a grievance, those documents referred to in Clause
18.01 and retained in the personnel file will be made available to the employee.

There shall be only one (1) recognized personnel file, and that file will be the one
(1) maintained by the Department of Human Resources.

ARTICLE 19 — SENIORITY

19.01

19.02

19.03

Both parties recognize:
(a) the principle of promotion within the service of the Employer,
(b) that job opportunities should increase in proportion to length of service.

Where qualifications, ability, and suitability are relatively equal, seniority shall be
the governing factor in determining promotions and filling posted job vacancies.

The seniority of an employee or contractual employee shall be lost and all rights
forfeited, and there shall be no obligation to rehire when the employee:

resigns or otherwise terminates the employee's service by voluntary act,
- is discharged for just and reasonable cause,
- fails to return to work upon expiration of leave of absence,

- is absent without leave for three (3} working days without notification to the
Employer,

- is laid off for a period of eighteen (18) consecutive months or more,

- fails to return to work within fourteen (14) calendar days following a layoff
and after being notified by registered mail to do so. It is the employee's or
contractual employee's responsibility to keep the Employer informed of the
employee's current mailing address.

Seniority for permanent employees shall not be accumulated or lost during
any period of layoff. Seniority shall accumulate during Assisted Leave and
Maternity/Adoption/Parental Leave without pay as defined under Article 21.

13



19.04

19.05

(@)

(b)

(c)

(d)

(e)

(f)

For layoff or recall purposes, there shall be three (3) distinct groups of
employees as follows:

(1) permanent employees;
(2) contractual employees; and
(3) part-time contractual employees.

Contractual and part-time contractual employees, within a classification shall
be laid off before permanent employees. All contractual employees shall be
junior to permanent employees and contractual employees shall not have
bumping rights, except in circumstances outlined in 19.04 (f).

Where the University determines that a layoff is required within a
classification, the least senior employee(s) shall be laid off first. A
permanent employee receiving notice of layoff shall have the option to
displace the least senior permanent or contractual employee in a
classification provided the employee is qualified and capable of performing
the work required.

No permanent employee shall be laid off by virtue of being displaced by a
more senior permanent employee without receiving at least forty-eight (48)
hours notice. A permanent employee who bumps into a contractual position
shall retain recall rights to the employee's permanent position for eighteen
(18) months.

Permanent employees shall receive thirty (30) calendar days notice of layoff.
Contractual employees and part-time contractual employees shall receive
fourteen (14) calendar days notice.

Employees on layoff status or who have bumped to a lower Band Level
classification shall have the first right of recall in order of seniority provided
they are qualified and able to perform the duties of the position.

A contractual employee who applies for and receive a newly established
contractual position, which is not a replacement position, shall retain the right
to return to their previous contractual classification on a seniority basis for up
to three (3) years, provided it still exists.

Seniority for employees is defined as the length of service (excluding overtime)
with the University in a 7801 bargaining unit position and includes periods of
temporary assignment outside the bargaining unit providing the employee
continues to pay Union dues. After completion of the probationary period,
seniority shall date from the last entry into employment within the bargaining unit
and shall operate on a bargaining unit wide basis.

14



19.06

19.07

19.08

19.09

19.10

19.11

An employee who is temporarily assigned outside the bargaining unit shall
continue to have access to the Grievance and Arbitration Procedures in the event
of Discipline or Discharge action against the employee.

Consideration for promotion will be given to the senior applicant who does not
possess the required qualifications but is preparing for qualifications prior to filling
of the vacancy. Such employee will be given a trial period to qualify within a
reasonable length of time and to revert to the employee's former position if the
required qualifications are not met within such time.

(a) The Employer agrees to maintain and post an up-to-date seniority list and to
supply the Association with a copy of this list in January of each year, such
list to be correct to January 1st of that year.

(b) Inthe event of a tie in seniority, the tie shall be broken by the flip of a coin or
other non-bias random method which is agreeable to both the employer and
the bargaining unit.

Subject to 19.05, employees or contractual employees in the bargaining unit
promoted, demoted, or transferred to positions within the bargaining unit shall
carry their seniority with them on promotion, demotion, or transfer.

(a) With the approval of the Department Head and the Director of Human
Resources, a permanent employee may be promoted, transferred or
temporarily assigned to a contractual position, within the bargaining unit, and
shall retain their permanent status and shall revert to the employee's former
position and applicable pay rate at the end of the contractual period. If the
employee's former position has been declared redundant, upon expiry of the
contractual position, the employee may exercise bumping rights to retain a
permanent position.

(b) An employee affected by Clause 19.09(a) shall continue to accumulate
seniority and any other applicable benefits while employed in the contractual
assignment.

Seniority for layoff, recall and promotion purposes shall be accumulated during
periods of Long Term Disability and any other leave covered by this Agreement.

(a) Employees shall be recalled in order of seniority provided that the employee
being recalled is qualified to do the work required. Permanent employees
shall be recalled before contractual employees provided that the permanent
employees being recalled are qualified to do the work required. No new
employees shall be hired until employees who are on layoff status or under
notice of layoff have been given an opportunity of recall or re-assignment
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(b)

provided that employees on layoff status or notice of layoff have sufficient
qualifications to perform the work.

Contractual employees shall be recalled to positions in their classification in
accordance with seniority provided the senior employee is qualified and
capable of performing the work required. A contractual employee who is
unable to report for work following a recall, due to injury on duty or sickness,
shall provide the Employer with a medical certificate indicating the
anticipated date of recovery. In the event a contractual employee is absent
from work due to injury on duty or sickness at the time the employee's
contract expires, the employee shall have the right to return to work after
recovery if the contract is renewed, provided recall rights have not expired
and after providing the Employer with ten (10} days' notice of intention to
return to work.

ARTICLE 20 - SICK LEAVE

20.01

20.02

Sick leave benefits for prolonged periods of disability are provided under the Long
Term Salary Continuance Plan, and membership in this Plan is compulsory. An
employee will be entitied to receive full salary from the University during the
waiting period before the employee becomes eligible for benefits under this Plan.

Sick leave benefits for lesser periods will be granted in accordance with the
following:

(a) For periods up to a maximum of four (4) consecutive days or three (3)

(b)

(c)

consecutive twelve (12) hour shifts a "Reason for Absence Form," completed
and signed by the employee, must be provided to the Department Head
through the employee's immediate supervisor. The Employer reserves the
right to require a medical certificate in accordance with Article 20.02 (e).

For periods in excess of four (4) consecutive days or three (3) consecutive
twelve (12) hour shifts, a medical certificate, in accordance with Article 20.02
(e), must be provided to the Department Head through the employee’s
immediate supervisor. Where the Employer requires further detail regarding
an employee’s ability to perform their duties the employee may be required
to undergo a third party functional assessment at no cost to the employee.

When sick leave benefits for periods of four (4) days or less or three (3)
consecutive twelve (12) hour shifts or less, up to an aggregate in excess of
ten (10) days in a year have been granted, an acceptable medical certificate
may be required in respect of any further sick leave. Excessive intermittent
use of these benefits will be considered as chronic absenteeism. Where the
Employer requires further detail regarding an employee's ability to perform
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20.03

20.04

20.05

20.06

their duties the employee may be required to undergo a third-party functional
assessment at no cost to the employee.

(d) The Nature of lliness section of the form is voluntary and employees are not
required to provide private, personal or confidential information regarding
their illness. Employees are required to provide information that is
satisfactory to the Employer in order for the Employer to determine eligibility
for the benefit sought.

(e) To be acceptable a medical certificate must be obtained during the period of
illness. When a medical note is not provided the leave will be converted to
leave without pay.

Sick leave shall be granted for any illness in excess of four (4) working days or
three (3) consecutive twelve (12) hour shifts which occurs during annual vacation,
upon production of an acceptable medical certificate in accordance with Article
20.02 {e). Such leave must be applied for and shall be granted upon the
recommendation of the Head of the Department and the approval of the Director
of Human Resources. In order for an employee's annual leave to be converted to
sick leave, the employee must contact their supervisor during the period of
illness.

An employee or contractual employee who is scheduled to work on a University
holiday and qualifies for holiday pay and reports in sick shall be entitled to sick
leave in accordance with this Article and shall receive a day off with pay at a later
date.

In the event an employee is entitled to recover compensation for loss of income
from a third party for a disability for which sick leave is paid or payable the
University will be subrogated to the right of recovery of the employee for loss of
income for sick leave paid. Upon repayment of sick leave such leave shall be
recorded as leave without pay.

When an employee has used available sick leave and is not in receipt of Long
Term Disability {LTD), the employee may elect, if the employee is still unfit to
return to duty, to receive pay for any unused annual leave and to proceed on
leave without pay to a maximum of twelve (12) months unless a longer period is
mutually agreed upon between the employee and the Employer. Medical
certificates shall be submitted as required by the University. The Employer will
defer action pending the resolution of any initiated employee appeal of eligibility
for LTD. The Employer will confirm that appeals have expired.
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ARTICLE 21 - OTHER LEAVES

21.01

21.02

Assisted Leave

Upon application to the Board of Regents, an employee may be granted leave
without salary but with a grant to aid in pursuing studies or training relating to the
employee's employment with the University. Such leave is granted with the
specific needs of the University in mind and is subject to the following conditions:

(a) The amount of the grant will be determined by the Board.

(b) An employee in receipt of assisted leave will be required to sign an
agreement to the effect that the employee will return to the University for not
less than one year upon completion of such leave or refund the grant
received.

(c) Employees while on leave for educational purposes shall continue to
accumulate service for seniority purposes including promotion, layoff, and
recall, provided they return to the bargaining unit.

Leave Without Pay

Leave without Pay — Less than 30 Days

On the recommendation of the Unit Head, where operational requirements permit,
leave without pay may be granted for a period of less than 30 Days. During a
leave without pay for a period of less than 30 Days, an Employee must maintain
existing coverage under the University's benefit plans.

To request a Leave Without Pay for a period of less than 30 Days, Employees
are to complete a Reason for Absence request form.

Leave without Pay — Greater than 30 Days

On the recommendation of the Unit Head, and with the approval of the Campus
Human Resources Designate, where operational requirements permit, leave
without pay for a period up to one year may be granted to an Employee who has
a minimum of 5 years continuous service with the University. Requests for leave
without pay exceeding one year may be approved upon consideration of
operational requirements and with the approval of the Campus Human Resources
Designate.
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21.03

The criteria to be considered in granting any leave without pay include, but are
not limited to:

« operational requirements

« Employee's length of service, period of leave requested, reason for the leave
« whether a replacement is required

« whether a replacement is available

o benefits to the University

+ Dbenefits to the Employee

» professional development opportunity

An Employee's request for leave without pay may be granted where the purpose
of the leave is to pursue alternative employment where there is a demonstrated
mutual benefit. It is the responsibility of the Unit Head or delegate to review all
requests for Leave Without Pay to ensure that they fall within the policy
guidelines before submissions are made to the Department of Human
Resources.

For periods of Leave Without Pay for greater than 30 Days, benefit and pension
plan coverage is optional. When choosing to continue coverage the cost of
insured benefits are paid fully by the Employee, except in cases of Maternity and
Parental Leave for which the Employee is responsible for paying the Employee
portion only. Arrangements for prepayment are to be made with the Department
of Human Resources. To request a leave without pay for a period that is greater
than 30 Days and to view available options for coverage while on leave.
Employees are to complete a Leave without Pay (Greater than 30 Days) Request
Form.

An employee may terminate unpaid leave provided that the employee gives the
employer a minimum of two (2) weeks notice.

Political Leave

(a) The University recognizes the right of every citizen to enter political life if the
employee so desires; but proper regard must be paid to the administrative,
technical, and service needs of the University. Accordingly, leave of absence
will be granted for a period of up to four (4) weeks without pay, except where
the campaign period coincides with the normal vacation period, to enable an
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21.04

(b)

(c)

(d)

employee to contest an election. This is, however, subject to the discretion
of the President or a delegated representative who will be satisfied, in
consultation with the Dean of the Faculty or Head of Department concerned,
that the work of the Department will not suffer unduly as a result.

In the event of the candidate being defeated, the employee will be entitled to
resume the employee's normal duties.

In the event of the candidate being elected to the Provincial or Federal
Government, the employee will be granted a leave of absence without pay
for the term for which the employee has been elected. Atthe end of this time
if the employee contests a second election and is successful, the employee
will be required to resign the employee's position. If the employee is not re-
elected or does not wish to stand again, the employee will be entitled to
resume the employee's employment with the University; but there is no
guarantee of reinstatement in the employee's former position.

With regard to an employee being elected to a Municipal Council or engaging
in other political activities, a leave of absence may be granted for periodic
duty, if necessary, subject to appropriate reduction in University duty and
pay. The needs of the University must at all times take precedence over
political obligations.

Bereavement Leave

(a)

(b)

(c)

(d)

(e)

A paid leave of absence of up to five (5) consecutive days is available in the
event of the death of the employees’ spouse or child.

A paid leave of absence of up to three (3) consecutive days is available in
the event of the death of the employee's parent or legal guardian, parent-in-
law, sister, brother, grandparent, grandchild, daughter-in-law, son-in-law, or
near relative with whom the employee permanently resides.

One day of paid leave is available in the event of the death of an Employee’s
aunt, uncle, niece, nephew, brother-in-law or sister-in-law.

If the death occurs outside a 200 kilometre radius of the employee’s place of
residence, an additional day off with pay may be granted for the purpose of
traveling to attend the funeral.

If an employee or contractual employee, while on annual leave, qualifies for
compassionate leave under Clause 21.04(a), 21.04(b), or 21.04(d), the
employee or contractual employee shall be granted compassionate leave
and be credited the appropriate number of days to annual leave.
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21.05 Family Responsibility Leave

An employee who is required to:

(i)

(ii)

(iii)

(iv)

(v)
(vi)
(vii)

attend to the temporary care of a sick family member living in the same
household,;

attend to the temporary care of the employee’s sick mother, father or
dependent child, not necessarily living in the same household;

attend to the needs relating to the birth of an employee's child;

accompany a dependent family member living in the same household on
a dental or medical appointment;

attend meetings with schoo! authorities;
attend to the needs relating to the adoption of a child; and

attend to the needs related to home or family emergencies

shall be awarded up to three (3) days' paid family leave in any fiscal year.

* 21.06 Maternity/Adoption/Parental Leave

(@)

(b)

0

(ii)

(i)

(ii)

An employee may request maternity/adoption/parental leave
without pay which may commence prior to the expected date of
delivery and the employee shall be granted such leave in
accordance with this Article. Employees are required to provide as
much notice as possible prior to the commencement of the
maternity/adoption/parental leave.

An employee is entitled to a maximum of Seventy-Eight (78) weeks
leave under this Clause. However, the Employer may grant leave
without pay if the employee is unable to return to duty after the
expiration of this leave.

An employee may return to work after giving their immediate
supervisor a minimum of two (2) weeks’ notice of their intention to do
$0.

The employee shall resume their former position and salary upon
return from leave with no loss of accrued benefits.
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(d)

(e)

(i Periods of leave up to seventy-eight (78) weeks shall count for annual
leave, step progression, and sick leave, where appropriate.

(ii) Periods of leave up to seventy-eight (78) weeks shall count for
seniority purposes.

(i)  Employees on leave will have the option of continuing to pay their
portion of the Group Insurance Plan premiums to a maximum of
seventy-eight (78) weeks. Where the employee opts to continue to
pay premiums, the Employer will also pay its share of the premiums.

An employee may be awarded sick leave for illness that is a result of or may
be associated with pregnancy prior to the scheduled commencement date of
maternity leave or birth of the child, whichever occurs first.

An employee returning from leave under this Clause may upon request be
exempt from standby and callback until the child is two (2) years old provided
that other qualified employees in their work area are available.

21.07 Leave for Court Appearance or Incarceration

21.08

(a)

(b)

(c)

In the event that an employee is accused of an offence which requires a
court appearance, the employee shall be granted leave of absence without
loss of seniority, benefits, and pay, to which the employee would otherwise
be entitled, for the actual time of such appearance.

In the event that the accused employee is jailed awaiting a court
appearance, the employee shall receive leave without pay and without loss
of seniority. The employee shall have the option of taking annual vacation
leave to which the employee is entitled in lieu of all or part of the leave
without pay. If an employee is incarcerated following conviction and the
University does not elect to discipline the employee, the employee shall be
granted leave of absence without pay for the duration of the period of
incarceration. The employee shall have the option of taking annual leave to
which the employee is entitled in lieu of all or part of the leave without pay.

An employee whose presence is required as a juror or who is subpoenaed as
a witness in Court or in other legal or quasi legal judicial proceedings shall be
granted leave without loss of pay for the actual time of such appearance.

Compassionate Care Leave

In accordance with Employment and Social Development Canada, Employment
Insurance Program for Compassionate Care Benefits, the employer shall grant
the employee compassionate leave without pay for up to a period of twenty-eight
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(28) weeks in order to care for a gravely ill family member as defined by Social
Development Canada.

(i) An employee may return to duty after giving their Employer two (2) weeks
notice of their intention to do so.

(i) The employee shall resume their former position and salary upon return from
leave with no loss of accrued benefits.

(iii) Employees on leave under this Clause who are part of the Group Insurance
Plan, may be permitted to continue to pay premiums on a one hundred
percent (100%) basis.

(iv) Periods of leave under this clause shall count for seniority, annual leave and
awarding of increments.

ARTICLE 22 - RESIGNATIONS AND TERMINATIONS

22.01

22.02

22,03

An employee is expected to give reasonable notice of the employee's intention to
resign, having in mind the nature of the employee's duties and responsibilities
and the probable time required to secure a suitable replacement. Such notice
should not, in any case, be less than two (2) weeks.

If an employee leaves the employment of the University without proper notice of
termination as provided for by these rules or during the period of such notice, the
employee's salary shall cease as from the date on which the employee last
performed the employee's duties at the University.

The appointment of an employee who has been confirmed in an established post
may be terminated with reasonable notice for any reason related to the closure of
a department or section or change in departmental or University structure, which
negates the function of the employee's appointment or involves an adjustment in
staff performing such functions. In the case of such terminations, the provisions of
Article 19 will govern and every effort will be made to place the employee in a
suitable post for which the employee is qualified by education, training, or experi-
ence. The employee shall be given the maximum advance notice of action as
circumstances permit and such notice of termination shall not be less than three
(3) months.

Where the appointment of an employee is terminated under this Clause, the
employee shall receive a severance grant of:
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22.04

(i) Inthe case of an employee with at least one (1) year continuous service but
not in excess of five (5) years continuous service - two (2) days pay for each
year of service.

(i) In the case of an employee with continuous service in excess of five (5)
years but not in excess of ten (10) years continuous service - five (5) days
pay for each year of service.

(ii) tn the case of an employee with continuous service in excess of ten (10)
years - seven (7) days pay for each year of service.

Fractions of a year of service shall be computed to the nearest one-half (1/2) day
of severance grant.

For the purpose of this Article, periods of Long Term Disability or other periods of
authorized leave without pay as provided for under the terms of the Collective
Agreement shall not be regarded as a break in continuous service, but the
periods of Long Term Disability or authorized leave without pay shall not be
counted as service in the calculation of severance grant.

* ARTICLE 22A - SEVERANCE PAY

Effective March 31, 2019, there shall be no further accumulation of service for
severance pay purposes.

ARTICLE 23 - SUSPENSIONS AND DISMISSALS

23.01

23.02

23.03

An employee may be suspended without pay for cause by the employee's
Department Head in consultation with the Associate Director of Labour Relations
or a delegated representative. The employee shall be notified in writing of such
action and of the cause within five (5) working days; and the employee shall have
the right to appeal a suspension within five (5) working days of notification in
writing to Associate Director of Labour Relations.

Where cause for dismissal exists, or is considered to exist, the employee may be
suspended during the investigation and shall be notified by the President or a
delegated representative in writing of the decision and the cause. Inthe eventan
investigation exceeds a seven (7) day period from the date of suspension, the
employee will receive pay and benefits for the remainder of the suspension until
the investigation is completed and a decision communicated to the employee.

Where, under Article 23.02 above, the decision is for dismissal:
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23.04

(a) Anemployee may request, in writing, to the President, within five (5) working
days of such notification, a hearing to appeal the decision of the President
(or a delegated representative) giving reasons therefore before the Board of
Regents or; if the Board so decides, a committee thereof. The employee
shall be permitted to bring to such hearing and be assisted by another
employee of the employee's own choice, or a full-time representative of the
Association.

(b) Afull-time representative of the Association may be present at the request of
the employee.

{c) Such hearing shall be arranged and a final decision rendered with all
reasonable dispatch.

(d) In respect of any period of suspension, no payment of salary shall be made
unless the Board shall, after a hearing, order reinstatement effective from the
date of suspension.

Where the final decision under Clause 23.03 is for dismissal, the matter may be
taken up at Step 5 of the Grievance Procedure.

ARTICLE 24 - ADJUSTMENT OF GRIEVANCES

24.01

24.02

24.03

24.04

Should a dispute arise between the Association or an employee and the
Employer regarding the interpretation, meaning, operation, or application of this
Agreement, including any questions as to whether a matter is arbitrable or not, or
an allegation is made that this Agreement has been violated, or should any other
dispute arise out of the administration of this Agreement, an earnest effort shall
be made to settle the dispute in accordance with the provisions of this Article.

An employee who has a complaint shall first present it verbally to the employee's
Supervisor accompanied by the employee's representative Shop Steward. The
Supervisor shall give the employer's answer verbally within two (2) working days.
Should the verbal answer not be acceptable, the complaint shall be considered as
a formal grievance and submitted at Step 1 of the Grievance Procedure.

When a dispute involving dismissal, a question of general application or
interpretation occurs, all or any of Steps 1, 2, and 3 of this Article may be
bypassed by mutual agreement.

A full-time representative of the Association may be present, at the request of the
employee, at any meeting held in connection with grievances.
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24.05

24.06

The employee concerned may be present, if requested by the meeting, at any
meeting held in connection with grievances.

Grievances shall be resolved within the following procedures:

STEP 1: The aggrieved employee shall, within four (4) working days after
becoming aware of the occurrence of the grievance, submit the employee's
grievance to the Shop Steward.

STEP 2: If the Shop Steward considers the grievance to be justified, the
employee concerned, together with the employee's Shop Steward, may within a
further three (3) days submit the grievance in writing to the employee's
Supervisor; and an earnest effort shall be made by all parties to settle the
grievance at Step 2. The Supervisor shall render a decision, in writing, within five
(5) working days.

STEP 3: If the decision rendered at Step 2 is unsatisfactory, the Shop Steward,
assisted by another Shop Steward, may submit the grievance in writing, within
three (3) working days, to the designated Administrator. The designated
Administrator shall render a decision, following a meeting of the interested
parties, if deemed necessary, within seven (7) working days of receipt of the
grievance by the designated Administrator.

STEP 4: If the decision rendered at Step 3 is unsatisfactory, the grievance may
be submitted in writing within three (3) working days by the Association to the
President. The President, or a representative, shall render a decision following a
meeting of the interested parties if deemed necessary, within five (5) working
days.

STEP 5: Failing a satisfactory settlement being reached, as provided in Step 4,
either party to the agreement may within ten (10) working days refer the dispute
to Arbitration or mediation.

A process of co-mediation will be utilized, by mutual agreement of the parties, to
attempt to resolve grievances prior to reference to arbitration.

If settlement is not achieved at mediation, the grievance may be referred to
Arbitration. All discussions at mediation are without prejudice and cannot be
referenced at Arbitration.

STEP 6: ARBITRATION
If no satisfactory settlement has been reached under Step 4, no immediate steps
will be taken to refer the matter to an Arbitration Board. Instead, a further attempt

will be made to resolve the differences and a meeting will be held between a
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representative of the Employer and the Association, for this purpose, within three
(3) days. If, following this meeting, no satisfactory settlement has been reached,
either party may, within ten (10) days, give notice to the other in writing that the
matter is being referred to an Arbitration Board of three persons, which shall be
legally constituted in accordance with and shall follow the procedure herein set
forth:

1.

Any such reference to an Arbitration Board by either party may include any
grievance arising out of the interpretation or application or alleged violation of
this Agreement. The Board of Arbitration shali have the authority to rule only
on those matters referred to it in the dispute and shall have jurisdiction to
settle all issues referred including the question of arbitrability with power to
modify disciplinary measures imposed by the Employer; but in no event shall
the Board of Arbitration have the power to alter, modify, or amend this
Agreement in any respect.

The party requesting arbitration must set forth in writing the issue or issues to
be heard by the Arbitration Board and in what respect the Agreement has
been violated or misinterpreted.

Within seven (7) days of receipt of the said notice of Arbitration, each party
shall notify the other in writing of the appointment of its representative to the
Arbitration Board. In the event that either party fails to appoint a
representative to the Arbitration Board within the delay provided, the other
party may request the Minister of Employment and Labour Relations of the
Government of the Province of Newfoundland to appoint a representative on
behalf of the defaulting party.

The two arbitrators so appointed shall, within ten (10) days of the
appointment of the latter, appoint a third arbitrator who shall be Chairperson.
The three (3) parties thus appointed shall constitute the Arbitration Board. In
the event, however, that the two (2) representatives of the parties to the
Agreement fail to agree on the appointment of a Chairperson within the
aforementioned ten (10) days, the Minister of Employment and Labour
Relations of the Province of Newfoundland may be requested by the
representative of either party to appoint a Chairperson of the Arbitration
Board; and such appointment shall be binding on both parties.

Both the Association and the Employer may file with the Board arguments in
writing, and the Board may ask questions and request such further argument
or clarification as it may require. Within a reasonable time following its
appointment, the Board shall meet for the purpose of hearing the evidence of
both parties and shall render a decision following the completion of taking
evidence, to which shall be attached all exhibits filed by the parties with their
briefs at the hearing or hearings. Copy of the Board's decision shall be
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24.07

24.08

24.09

2410

24.11

immediately given to both parties to the dispute and this decision shall be
binding on both parties as provided for in Section 23 of the Labour Relations
Act of Newfoundland.

6. If a party fails to attend or be represented without good cause at an
Arbitration Hearing, the Arbitration Board may proceed as if the party had
been present or represented.

The fees and expenses of the Chairperson of the Arbitration Board shall be
equally divided between the Employer and the Association and shall be paid
within two (2) weeks of the rendering of the decision. Each party shall bear the
expenses of its nominee on the Arbitration Board.

The time limits set forth in this Article may be varied by mutual consent of the
parties to this Agreement.

No grievance shall be defeated or denied by any technical objection occasioned
by a clerical, typographical, or similar technical error or by inadvertent omission of
a step in the Grievance Procedure.

Notwithstanding any other provisions of this Article, the parties may mutually
agree to the substitution of a single Arbitrator for an Arbitration Board, in which
event, the foregoing provisions of this Article shall apply equally to a single
Arbitrator when reference is made to an Arbitration Board.

Notwithstanding any other provisions of this Article, the parties may mutually
agree to utilize any of various forms of Alternative Dispute Resolution to
expeditiously settle outstanding disputes which have gone through the grievance
procedure and have been referred to Arbitration. Some of these alternatives are
Med/Arb., Modified or Expedited Arbitration and Mediation. If Expedited
Arbitration is selected it will be in accordance with the procedure set out below.

Expedited_Arbitration

Subject to mutual agreement between the parties, it is agreed that the following
process shall be followed in an expedited arbitration process:

(a) In any dispute over application, administration or alleged violation of the
Agreement, the parties agree to submit a written brief and/or present oral
argument to the sole Arbitrator.

(b) The parties agree to draft a list of three (3) mutually acceptable Arbitrators

who will be selected on a rotating basis to deal with each sitting. Future
selections of Arbitrators will be considered on a year to year basis.
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(c)

()

(f)

(9)

(h)

The parties will present argument/rebuttal based on:

- issue(s);

- applicable provisions of the Collective Agreement;

- general principle of arbitration awards, judicial decisions, legislation,
texts if applicable, and how they apply;

- remedies requested.

Argument/rebuttal will be limited to one (1) hour for each party.

The party bearing the onus of proof will proceed first and rebut, if
necessary.

The parties will not call witnesses or submit evidence, however, they can
mutually agree to enter consent items;

Decisions may be issued without having to provide the basis of
conclusions.

All decisions will be “without prejudice” to any other case(s) with no
precedent value being applied to any other case unless the parties
mutually agree in writing to allow a decision to have precedent value.

The parties agree that decisions arising out of these arbitrations will not be
considered for judicial review unless the parties have mutually agreed in
writing to allow a decision to have precedent value in which case either
party can consider a decision for judicial review.

Where the parties mutually agree, any step of the process may be altered,
if deemed necessary.

ARTICLE 25 - JOINT ASSOCIATION MANAGEMENT COMMITTEE

25.01

25.02

A Joint Association Management Committee of not more than four (4) persons
composed of an equal number of representatives of the Employer and
representatives of the Bargaining Unit shall be established in the University. The
purpose of this Committee is to meet and confer on matters of mutual interest
which are not properly the subject matter of a grievance or negotiations. Terms
of reference shall include such things as safety and working conditions, local
rules and regulations, efficiency and productivity, pay period, benefit plans, and
Workers' Compensation.

The employee representatives shall be selected by the members of the
Bargaining Unit, and the Employer shall be duly notified in writing as to their
names.
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25.03

25.04

25.05

The Committee shall meet if and when the need arises; but in any event, every
two (2) months. Representatives of the Bargaining Unit on the above mentioned
Committee shall not suffer a loss of pay as a result of attending meetings of this
Committee. Regular meetings, to be held every two (2) months, will be scheduled
during working hours excepting where scheduled outside working hours by mutual
agreement.

The meetings of the Committee shall be chaired by the Employer's
representatives, and the Vice-Chairperson will be selected by the Bargaining Unit.
Requests for meetings may be made by either party by giving seven (7) days'
notice.

No employee or group of employees shall undertake to represent the Association
at meetings with the Employer without the proper authorization of the Association.
In order that this may be carried out, the Association will supply the Employer with
the names of its officers. Similarly, the Employer will, if requested, supply the
Association with a list of its supervisory or other personnel with whom the
Association may be required to transact business.

ARTICLE 26 - TIME OFF FOR ASSOCIATION BUSINESS

26.01

26.02

26.03

26.04

With the approval, in writing, of the Associate Director of Human Resources and
where operational requirements permit, time off without loss of pay, not to exceed
twenty (20) person days a year in total, will be granted provided there is no costto
the Employer.

Where operational requirements permit and with the approval of the Department
Head, time off without loss of pay will be granted, provided there is no cost to the
Employer, to employees who are members of the negotiating committee while
they are attending actual negotiating sessions, on the understanding that the
number of employees in attendance at negotiations shall be kept to a reasonable
limit.

With the approval in writing of the Associate Director of Human Resources and
where operational requirements permit, an employee who is a member of the
Provincial Board of Directors or Executive of the Association and who is required
to attend meetings of the Association shall be granted leave with pay not
exceeding fifteen (15) days in one year.

The Employer shall continue to provide the Union with its present office space or
equivalent office space at no cost to the Union.
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ARTICLE 27 - HOURS OF WORK

27.01

27.02

27.03

27.04

27.05

27.06

27.07

27.08

27.09

27.10

For the purpose of this Article:
- "Day" means a 24-hour period commencing at 0001 hours.

"Week" means a period of seven {7) consecutive days beginning at 0001
hours Monday morning and ending at 2400 hours the following Sunday night.

Subject to the provisions of this Article, the Employer shall schedule hours of
work for all employees.

For employees who work five (5) consecutive days per week on a regular and
non-rotating basis, the Employer shall schedule the hours of work so that these
employees work forty (40) hours per week, eight (8) hours per day between the
hours of 7:00 a.m. and 6:00 p.m. Where it becomes necessary to schedule hours
outside these hours, the Employer, except in cases of emergency, will consult in
advance with the Association on such hours of work and, in such consultation will
establish that such hours are required to meet the needs of the public and/or the
efficient operation of the University.

For employees, other than contractual employees working less than full-time
hours, the Employer shall schedule the hours of work so that employees work
eight (8) hours per day and an average of forty (40} hours and of five (5) days per
week.

An employee's scheduled hours of work shall not be construed as guaranteeing
the employee minimum or maximum hours of work.

The schedules of hours of work may be varied by the Employer following
meaningful consultation with the Association's representatives to allow for
summer and winter hours.

Provided sufficient notice is given, and with the approval of the Employer,
employees may exchange shifts if there is no increase in cost to the Employer.

The Employer agrees that there will be no split shifts.

Each employee shall receive a rest period of fifteen (15) consecutive minutes in
the first half and in the second half of the shift at a time to be scheduled by the
Department Head.

Permanent, full-time Power Engineers, who are currently working 12-hour shifts
and an average of 40 hours per week, will continue to work that schedule during
the life of this Collective Agreement. Notwithstanding Article 28, it is understood
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27.11

that regularly scheduled hours above normal hours (average of two hours per
week or eight hours per month) will be paid at straight time rates.

The calculations pertaining to sick leave, University holidays and vacations will be
on the basis of eight hours for each day referred to in the respective Article of the
Collective Agreement on a prorata basis over the 12-hour shift.

Power Engineers will receive straight-time compensation for "day per month" as
outlined above. In exchange for forgoing premium pay, Power Engineers
employed prior to January 1, 1998, will receive the prorated portion of sixteen (16)
hours per annum to be added on a fiscal year basis to their annual vacation
entitlement. Contractual Power Engineers, employed prior to January 1, 1998,
who work "day per month" will also be entitled to this benefit.

Not withstanding the provisions of Article 27 and subject to emergency situations,
it is the University’s intention that the North Campus Annex continue to work
twelve (12) hour shifts for the life of this agreement. It is further intended that
subject to operation requirements and emergency situations:

(a) Employees assigned to the maintenance rotation will not have to work two
consecutive weekends within the maintenance rotation.

(b) Employees moving from a twelve (12) hour shift rotation to a maintenance
rotation will not have their schedule modified to work on the weekend prior to
the beginning of their maintenance rotation for other than the Sunday night
shift.

(c) Anemployee’s scheduled hours of work will not require the employee to work
more than five consecutive scheduled twelve (12) hour shifts.

ARTICLE 28 - OVERTIME

28.01

28.02

When an employee who is scheduled to work forty (40) hours per week on a
regular and non-rotative basis is required to work in excess of forty (40) hours in a
work week, the employee shall be compensated for the number of hours worked
in excess of forty (40) hours at the rate of 1 1/2 times the employee's regular rate
or the employee may, at the employee's request, be granted compensatory time
off at the rate of 1 1/2 hours for each hour worked, where operational require-
ments permit.

When an employee who is scheduled to work an average of forty (40) hours per

week on an irregular or rotative basis is required to work in excess of the
employee's scheduled hours in a work week, the employee shall be compensated
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28.03

28.04

28.05

28.06

* 28.07

for the number of hours worked in excess of forty (40) hours at the rate of time
and one half {1/2) the employee's regular rate for each hour so worked.

For the purpose of this Article, hours off on approved leave with pay shall be
counted as hours worked.

(a) When an employee's scheduled day off is changed without having been
given at least forty-eight (48) hours' prior notice of having to work on the
employee's scheduled day off, the employee shall be paid double the
employee's regular hourly rate for each hour worked on such scheduled day
off.

(b) When an employee's posted scheduled hours of work are changed without
having been given at least forty-eight (48) hours' notice prior to the start of a
new shift, the employee shall be paid time and one-half (1 1/2) the
employee's regular hourly rate for each hour worked on that shift.

The University shali endeavour to distribute overtime equally among employees in
the same classification and in the same shop, i.e. the usual work location. When
an employee is asked to work overtime or is called back to work, but refuses or is
unable to be reached at such time, it will be counted as hours worked for the
purpose of equal distribution. It is the Employer’s responsibility to prove that they
attempted to contact the employee.

Overtime shall be on a voluntary basis unless the University is unable to obtain
sufficient members of the bargaining unit to meet the exigencies of the University.
In such cases, members of the bargaining unit shall be required to perform
overtime. Where there are no volunteers for overtime duty, such duty shall be
assigned on a rotation basis starting from the most junior employee that is
qualified and available.

(a) When an employee is retained two (2) hours or more beyond or before the
employee's regular work period, the employee shall be provided with a
sixteen dollars and fifty cents ($16.50) meal allowance on their regular pay.
Further meals shall be provided every five (5) hours thereafter.

(b} When an employee is required to work overtime without twenty-four (24)
hours notice for other than regular shift coverage, and is required to work in
excess of four (4) consecutive hours, the employee shall be provided with a
meal as outlined in 28.07(a).

(c) The employee shall claim meals in accordance with 28.07(a) on a form
provided by the Employer.
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28.08

28.09

No more than forty-eight (48) hours may accumulate in an employee’s overtime
bank at any one time. Hours in excess of forty-eight (48) will be paid out in the
next pay period. Employees will be able to carry forward from one fiscal year to
the next up to forty-eight (48) hours of banked overtime. Time off will be taken at
such times as to ensure that there are no additional costs to the University. In the
event of an employee's death, banked overtime hours shall be paid to the
employee's estate.

Part-time contractual employees who work more than eight (8) hours per day or
forty (40) hours per week shall be paid overtime at the applicable rate.

ARTICLE 29 - SHIFT DIFFERENTIAL

29.01

29.02

29.03

In accordance with Article 27.03, this clause does not apply to employees who
are regularly scheduled to work between 0700 and 1800 hours.

Effective date of signing, shift workers employed between 1600 and 0800 hours
shall be paid a premium of two dollars and thirty cents ($2.30) per hour for each
hour worked on such shifts. This premium will not be subject to the overtime
premium.

Effective date of signing, and for the life of this agreement, employees employed
between 1800 and 0700 hours shall be paid a premium of two dollars and thirty
cents ($2.30) per hour for each hour worked on such shifts. This premium will not
be subject to the overtime premium.

Effective date of signing, a Saturday and Sunday differential of two dollars and
fifty-five cents ($2.55) per hour shall be paid for each hour worked by a shift
worker between the hours of 0001 Saturday and 2400 hours Sunday.

If an employee qualifies for both differentials under Article 29.01 and Article
29.02 he or she shall receive both.

ARTICLE 30 - CALL BACK

30.01

Subject to Clause 30.02, when an employee is called back and reports for work
after the employee has left the employee's place of work, and such recall has not
been scheduled in advance, the employee shall be paid for a minimum of three
(3) hours at the applicable overtime rate.
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30.02

30.03

30.04

30.05

Where an employee is called back to work and completes the work in less than
the minimum three (3) hours and is subsequently recalled within the three (3)
hours minimum, the benefit of the three {3) hour minimum shall apply only once.

When an employee is recalled to work under the conditions described in Clause
30.01, the employee shall be paid the cost of transportation to and from the
employee's place of work at the kilometer rate established by University Policy for
actual distance travelled up to forty (40) kilometers for each call back.

The University shall endeavour to distribute call back equally among employees
within the same classification and in the same shop, i.e. the usual work location.

Where an employee is required to respond to a call for regular workplace
functions and performs the task electronically without attending the workplace,
the employee will be compensated for one (1) hour at the appropriate overtime
rate.

ARTICLE 31 - STANDBY

* 31.01

31.02

31.03

(a) All standby shall be on a voluntary basis, with exception of grounds staff
during snhow clearing season. Standby will be equally distributed among
employees during this period. Employees who perform standby shall be
compensated as follows:

Effective Date Rate
Date of signing $20.40 per eight (8) hour shift
$30.60 per twelve (12) hour shift

(b) Employees required to perform standby duty on a statutory holiday -shall be
compensated as follows:

Effective Date Rate
Date of signing $22.60 per eight (8) hour shift
$33.90 per twelve (12) hour shift

(c) In the event an employee decides to no longer perform standby, that
employee will give the Employer one (1) week's notice.

All standby duty shall be authorized and scheduled by the Employer, and no
compensation shall be granted for the period of standby if the employee does not
report for work when required.

Standby shall be assigned on a rotation basis where possible.
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ARTICLE 32 - ANNUAL VACATION

32.01

32.02

32.03

32.04

32.05

32.06

32.07

The amount of Annual Vacation Leave which an employee shall be eligible for in
any one (1) year shall be one and two-thirds (1 2/3) days for each month of
service up to twenty (20) working days.

Annual Vacation Leave entitlement shall be increased to twenty-five (25) working
days on completion of ten (10) years of service and shall accrue at the rate of two
and one-twelfth (2 1/12) days per month. An employee who has attained nine (9)
years and six (6) months as of March 31st shall be considered to have ten (10)
years of service for the purpose of this paragraph.

Annual vacation entitlement shall be increased to thirty (30) working days upon
completion of twenty-five (25) years of service and shall accrue atthe rate of two
and one-half (2 1/2) days per month. An employee who has attained twenty-four
(24) years and six {6) months as of March 31st shall be considered to have
twenty-five (25) years of service for the purpose of this paragraph. This Clause
will be retroactive to April 1, 1984.

Fractions of Annual Vacation entitlement of one-half (1/2) day or more shall be
considered as one (1) full day.

The vacation year shall be from April 1st in any year to March 31st in the next
succeeding year, and Annual Vacation entitement shall be computed as of March
31.

Subject to operational requirements an employee shall be entitled to receive their
vacation in an unbroken period, unless otherwise mutually agreed upon between
the employee and the Employer. Vacation entitiements may be divided and
taken in more than one (1) period during the vacation year. Except for the weeks
which include Christmas Day or New Year’s Day, vacations will be scheduled in
one (1) week blocks during the prime time period of June 1 to the Saturday in
September immediately following Labour Day Weekend. Employees are required
to provide two (2) week’s notice in the event they wish to change their vacation
request. However, once vacation scheduling for the one (1) week blocks has
been completed, a second round of vacation selection will provide for employees
to select remaining vacation time of less than one (1) week provided this does not
interfere with another employee’s scheduled vacation.

Annual Vacation entitlement or portions thereof unused during the vacation year
in which due shall be forfeited, subject to the following exceptions:

(a) Where operational requirements permit, an employee may carry forward to
another year any portion of annual leave unused in previous years until, by
doing so, the employee has accumulated a maximum of twenty (20) working
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L

32.08

32.09

32.10

32.11

32.12

32.13

days of Annual Vacation entittement, excluding current entitlement; or
twenty-five (25) days' annual vacation if the employee is eligible for twenty-
five (25) days in any year, or thirty (30) days annual vacation if the employee
is entitled to thirty (30) days in any year.

(b) Where, because of extended sickness or other disability, Annual Vacation
due to an employee cannot be scheduled during the year in which it is due,
payment in lieu of vacation may be made or the vacation due may be carried
forward to another year subject to paragraph 32.07 (a) of this section.

(c) An employee who is required by the employee's Department Head to defer
the employee's Annual Vacation or a portion thereof to the following year, in
the interests of the University, shall, upon request, receive payment in lieu of
vacation. Such deferrals must be approved in advance by the Director of
Human Resources.

(d) An employee shall receive payment in lieu of time off for any unused Annual
Vacation entitlement, or portion thereof due to the employee, as of the
effective date of termination.

Salary shall not be paid in lieu of vacation except under the provisions of
paragraphs 32.07 (b) and (c) of this section.

Subject to Article 20.03, an employee who has entered upon Annual Vacation
leave may not change the status of the employee's absence to any other type of
leave.

When a designated University holiday for an employee falls within the period if
the employee's annual leave, it shall not count as a day of annual leave.

An employee may, upon giving at least twenty-eight (28) days’ notice, receive, on
the last office day preceding commencement of the employee's Annual Vacation,
any remuneration which may fall due during the period of vacation.

An employee on leave of absence without pay, Long Term Disability, or layoff is
in excess of twenty (20) days in a year shall not accumulate annual vacation
during the entire period.

Any earned but unused vacation of a deceased employee shall be paid to such
an employees' estate.

ARTICLE 33 - UNIVERSITY HOLIDAYS

33.01

There shall be ten (10) designated holidays.
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33.02

33.03

33.04

33.05

33.06

33.07

A schedule of University holidays will be issued at the beginning of each calendar
year and may be revised as circumstances dictate. Such schedule, as well as
any revisions thereto, will be discussed with the Association prior to
implementation.

Where a designated holiday coincides with an employee's day of rest and the
employee qualifies for holiday pay, the employee shall be entitled to one (1) day
off without loss of pay at a later date approved by the Supervisor or pay for one
(1) day at the employee's regular rate of pay in lieu thereof.

An employee who qualifies for holiday pay and who is required to work on a
designated holiday which coincides with the employee's day of rest shall be
entitled, in addition to the employee's holiday pay, to pay at the rate of two times
the employee's regular rate for work performed on that holiday.

An employee who qualifies for holiday pay shall be entitled, in addition to the
employee's holiday pay, to pay at one and one-half (1/2) times the employee's
regular rate for work performed on that holiday.

An employee on leave of absence without pay, Long Term Disability or layoff
shall not be eligible for University holidays that may occur during the period.

For the life of this agreement full-time employees will receive two (2) additional
days (16 hours) off between Christmas and New Years. Those employees who
are required to work and cannot be provided with the two (2) days off between
Christmas and New Years will bank sixteen (16) hours to be taken at a later date.

ARTICLE 34 - CLOSURE OF THE UNIVERSITY

34.01

Where the University is officially closed for natural causes beyond its control, the
University agrees that:

(i) Forthose employees scheduled to work and who are unable to get to work:

(a) no loss of pay
{(b) no loss of vacation

(i) Employees who are not required to report to work during a closure will incur
no loss of pay.

(iiy When the University remains open, employees should make every effort to
report to work. In the event that an employee is unable to report to the
workplace but where the University remains open, the employee may cover
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missed time by utilizing accrued annual leave or overtime where eligible,
operationally feasible, and as approved by the Supervisor. The number of
hours of leave required is based on the employee’s regular work schedule
and the time the University officially closed.

(iv) Subject to Item 6, for those employees scheduled to work and do work, no
extra pay.

(v} Forthose employees scheduled to work and who work an extra shift or shifts,
above their normally scheduled shift, overtime pay in accordance with the
provisions of the Collective Agreement.

(vi) Employees who have been notified that they are required to report for work
or who are classed as essential employees, in addition to their normal pay
for that day, time off on an hour-for-hour basis at a mutually agreed time.

(vii) Employees in either of the categories under (4) above who refuse to report
for work when required shall not be entitled to any pay for that day.
However, if a required employee is unable to report for work, annual leave
may be requested to cover lost time.

(viiiy Employees who were not intending to be at work and who had scheduled a
pre-approved leave on the day of closure in addition to the day prior or the
day following the day of closure will have their leave processed as requested.

(ix) If the University re-opens during the workday, employees are required to
report to work at the time of re-opening. In the event that an employee is
unable to report to the workplace, the employee may cover missed time by
utilizing accrued annual leave or overtime where eligible, operationally
feasible, and as approved by the Supervisor.

ARTICLE 35 - TECHNOLOGICAL CHANGE

35.01

35.02

In the event that the Employer should introduce new methods or machines which
require new or greater skills that are possessed by employees under the present
method of operation, such employees shall be given a reasonable period of time,
in the opinion of the Employer, during which they may perfect or acquire the skills
necessitated by the new method of operation. There shall be no change in wage
or salary rates during the training period of any such employees.

In the event of a technological change causing the termination of an employee,
the Employer will follow the provision of Article 22, Clause 22.03.
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35.03

35.04

Transfer Arrangements

An employee who is displaced from the employee's job by virtue of technological
change or new method of operation will be given the opportunity to fill other
vacancies in accordance with Article 19.

No New Employees

No additional employee shall be hired by the Employer to replace any employee
affected by the technological change or new method of operation until the
employees already working, and affected by the change, have been notified and
allowed a training period to acquire the necessary knowledge or skill for the
trainee to retain the employee's employment, as provided for under Article 35,
Clause 35.01.

ARTICLE 36 - TRAVEL EXPENSES

36.01

36.02

When an employee is required by the University to travel on University business,
then the employee shall be compensated in accordance with University policy.

(a) For the purpose of this Article, "travel time" means travel on University
business authorized by the Department Head, for an employee by land, sea,
or air, between the employee's normal place of work as defined by the
University and a location outside the employee's normal place of work to
perform duties assigned by the Department Head and during which the
employee is required to travel outside the employee's normal scheduled shift.

(b) "Travel time" and the methods of travel shall require the prior approval of the
Department Head.

(c) (i) When the method of travel is determined by the Department Head,
compensation for “travel time" shall be paid for the length of time
between the employee's departure from any location designated by
the Department Head and the employee's arrival at the employee's
place of lodging or work, whichever is applicable, at the employee's
authorized destination.

(ii) An employee may, with the prior approval of the employee's
Department Head, set the employee's own travel arrangements. The
compensations payable may not, however, in any case be greater
than if the travel arrangements had been set in accordance with
Clause 36.02 (c) (i).
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36.03

36.04

(d) Subject to Clause 36.02 {(c¢) (i), an employee who is required by the
Department Head to engage in "travel time" shall be compensated at straight
time rates for all "travel time" provided that the maximum amount claimable
in any one day does not exceed a regular day's pay.

(e) Travel time is to be compensated as follows:

(i) For travel by air, sea, rail, and other forms of public transportation, the
time between the scheduled time of departure and the scheduled time
of arrival at a destination plus one-half (1/2) hour.

(i) For travel by personal or University vehicle, the time required to
proceed from the employee's place of residence or work place, as
applicable, directly to destination, and upon the employee's return,
directly back to the employee's residence or work place.

For the purpose of this sub-clause, travel time compensation will be
based on one (1) hour for each seventy-two (72) kilometres to be
travelled.

() Notwithstanding any provisions in this Article, compensation will not be paid:

(i) To employees whose "travel time" during any three (3) month
consecutive period does not exceed twenty (20) hours; or

(i) For travel in connection with transfers, educational courses, training
sessions, conferences, seminars, or employment interviews.

A newly appointed employee or an employee who is transferred shall receive
one-way economy air fare and/or public conveyance fare for the employee, the
employee's spouse, and children from the employee's then place of residence to
the employee's normal place of work as defined by the University. If the
employee travels by private motor vehicle, or by other than the most direct route,
the employee will be reimbursed the actual cost of travel up to the amount of
economy class air fare and/or public conveyance fare. Vouchers covering
travelling expenses must be produced when the reimbursement is claimed.

The University will contribute up to seventy-five percent (75%) of the cost of
moving an agreed amount of household goods and effects from the then place of
residence to the employee's normal place of work, as defined by the University,
by surface freight. No reimbursement will be made for the transportation of a
motor vehicle, except in accordance with Clause 36.03 above. The University will
also pay living expenses incurred by the employee and the employee's family for
one day at the employee's then place of residence and for a reasonable period at
the employee's normal place of work as defined by the University.
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36.05

An employee who voluntarily fails to complete two years of service with the
University from the date of initial appointment or any special contracted period,
must repay one-half of the amount that was expended by the University on the
employee's movement to and settlement in the employee's normal place of work
as defined by the University.

ARTICLE 37 - INJURY ON DUTY

37.01

37.02

37.03

37.04

37.05

37.06

Where an employee is injured while on duty, the employee shall receive full
salary for the entire period of temporary disability as defined by the WorkplaceNL
(subject to Provincial legislative restrictions). Employees are required to report all
workplace injuries to their supervisor immediately and prior to leaving the
workplace.

Where an employee is permanently and totally disabled as determined by the
WorkplaceNL, they shall be paid such pension and allowances by the
Workeplace NL as set out in their Schedule of Benefits.

A permanently and totally disabled employee may continue to contribute to the
University Pension Plan.

Where a permanently partially disabled employee is certified by a physician as fit
to return to work but can no longer carry out the duties of the employee's position,
every effort shall be made to place the employee in a position consistent with the
employee's qualifications and capabilities.

Where the injury was due to the employee's willful misconduct, the employee may
be disciplined in accordance with the provisions of Article 23.

Employees who are temporarily disabled and unable to work, but who are
returning to work with the Employer, and/or employees whom WorkplaceNL
determines cannot work on account of an occupational accident or occupational
disease that is covered by the WorkplaceNL, shall continue to accrue benefits of
this agreement.

ARTICLE 38 - EDUCATIONAL ASSISTANCE

38.01

Subject to University policy, an employee may be permitted to register for or audit
one (1) University course in any semester, subject to the approval of the
Department Head and notification to the Director of Human Resources, provided
that the course is not available outside normal working hours and time is
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38.02

38.03

38.04

compensated for by the employee. Such permission will not be unreasonably
denied.

An employee may be granted financial assistance for approved courses of study
or special training, subject to the approval of the Head of the Department and the
Director of Human Resources. The employee may be required to sign a written
agreement covering the conditions under which the assistance may be granted.

The Employer recognizes that education is a continuing process. Accordingly,
the Employer shall allow the Union to sponsor education functions such as
seminars, workshops, lectures, etc., to be held on the Employer's premises during
the employees' lunch period or following the regular working day.

An employee shall be granted leave of absence with pay to write examinations to
upgrade the employee's qualifications related to the employee's employment.

ARTICLE 39 - JOB EVALUATION

39.01

39.02

39.03

39.04

An employee’s position shall be classified in accordance with the University Job
Evaluation Procedures and the employee shall be notified in writing of any
change in the classification title or Band Level of their position.

Should it be necessary to develop a new classification or change an existing
classification falling within the Bargaining Unit, the University shall advise the
Union upon taking the action.

An employee who feels that their position is incorrectly classified may submit a
request for job evaluation review. An employee will have access to the Aiken
Plan to assist in their request for review. Copies of the Aiken Plan are available
from the Department of Human Resources and the Union Office.

A request for job evaluation review shall not be considered on the grounds:
(a) The duties assigned to the position are unchanged.

(b) The scope of the duties and responsibilities have been improperly assigned
by management.

(¢) The duties are assigned as a result of a temporary assignment. An
employee may not request a review of a position to which they are
temporarily assigned, except long term temporary assignment which will be
addressed on an individual basis.
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39.05

39.06

39.07

39.08

39.09

39.10

39.11

A request for job evaluation review shall be initiated by the employee completing
and submitting a “Request for Job Evaluation Review” form to the Department of
Human Resources. The completed Job Fact Sheet/Update must be submitted
with the “Request for Job Evaluation Review” form.

Supervisors and/or Deans/Directors/Department Heads will review and complete
the applicable sections of the Job Fact Sheet/Update within ten (10) days of
receipt of the document.

The employee will complete the applicable section of the Job Fact Sheet/Update
to say that they have read the supervisors= and/or Deans/Directors/Department
Heads comments and will forward the fully signed document to the Department of
Human Resources.

Within ten (10) days from receipt of the “Request for Job Evaluation Review”and
the Job Fact Sheet/Update, the Department of Human Resources
must acknowledge the request for review.

The Department of Human Resources will forward Job Fact Sheets/Updates that
contain disagreement in the comments section to the Dispute Resolution
Committee, for resolution prior to conducting the review.

The Department of Human Resources shall conduct a review of each request,
including the rating of the position using the Aiken Plan, within sixty (60) days
from receipt of the required information.

Within ten (10) days from the date the position is rated, the Department of Human
Resources will notify the employee of the ratings assigned to each of the factors
under the Aiken Plan, the point total, the Band Level, the Band Level point range,
the effective date, and any change in the classification title assigned to their
position,

If as a result of an employee's request for review the position is reclassified, it
shall be retroactive to the date the “Request for Job Evaluation Review” form and
the Job Fact Sheet/Update was received by the Department of Human Resources
in accordance with Article 39.05. Changes to a higher Band Level will be
processed in accordance with Article 9.10.

If it is determined that the duties have been improperly assigned by management,
reclassification will not apply. The Department of Human Resources will take
necessary action including appropriately compensating the employee. The result
is not appealable.

An employee may appeal the job evaluation decision, of an employee initiated
review, to the Job Evaluation Appeal Committee, as per Appendix A.
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ARTICLE 40 - PERSONAL AND SEXUAL HARASSMENT

40.01

The procedures on personal and sexual harassment shall be as per the
University Policy.

ARTICLE 41 - DAYCARE

41.01

The University agrees to do all that is reasonably possible to assist the
Association in securing suitable daycare facilities for the members of the
Bargaining Unit.

ARTICLE 42 - SAFETY AND HEALTH

42.01

42.02

42.03

42.04

42.05

42.06

42.07

42.08

The Employer and the Association shall co-operate in improving rules and
practices for the health and safety of the employees.

The function of the Safety and Health Committee shall be to assist in creating a
safe place to work and to recommend actions which will assist in improving the
effectiveness of an accident-prevention program.

A Safety and Health Committee shall be established composed of not more than
eight (8) members with an equal number of representatives of the Employer and
an equal number of representatives of the Association.

An Employer and an Association representative shall be designated as joint
Chairperson and shall alternate in the presiding over the meetings.

The Safety and Health Committee shall hold meetings as the need arises on the
request of the Employer or the Association but in any event, every two (2)
months.

The Committee will deal with all unsafe and hazardous or dangerous work
conditions.

Copies of minutes of all Committee meetings shall be sent to the Employer and
the Association.

Representatives of the Bargaining Unit on the above mentioned Committee shall,
subject to operational requirements and the prior approval of the Employer, be
granted time off without loss of pay, benefits, and seniority while attending to the
work of the Committee.
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ARTICLE 43 - GENERAL CONDITIONS

43.01

43.02

43.03

43.04

The following Group Insurance Plans presently in effect will be continued on the
current cost-sharing basis:

(a)
(b)
(c)
(d)

(a)

(b)

Health

Life and Accidental Death and Dismemberment
Long Term Disability

Dental

Contractual employees will be required to participate in the Group Insurance
Plans upon completion of six (6) months of continuous employment. Upon
subsequent recalls from layoff, an employee will qualify for Group Insurance
Plan benefits immediately upon rehire provided the break in service has not
been greater than nine (9) months and provided the new period of hire is for
three (3) months or more.

Contractual employees will be required to participate in the Pension Plan on
the earlier of:

(i) The effective date of appointment to a contractual position of at least
six (6) months duration and at least twenty (20) hours per week; or

(i) The effective date of completion of six (6) months continuous
employment of at least twenty (20) hours per week.

The parties to this Agreement agree that any Article in the Agreement may be
altered or amended by mutual consent of the parties thereto.

A first aid kit shall be supplied by the Employer to each mobile unit and at other
appropriate locations of the Employer.

ARTICLE 44 - OTHER POST-EMPLOYMENT BENEFITS (OPEB)

1.

Other Post-Employment Benefits (OPEB) means group insurance benefits
provided by the University to retirees and their beneficiaries in respect of
coverage under life insurance and supplementary health and dental plans.

Consistent with past practice, former employees who are deferred
pensioners within the meaning of the Memorial University Pension Plan
are not entitled to OPEB.

3. Current employees as of the date of signing of the collective agreement who
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10.

retire with an immediate pension not later than March 31, 2024, with a
minimum of five (5) years' pensionable service shall qualify for OPEB.

Current employees as of the date of signing of the collective agreement
who retire after March 31, 2024 and who have a minimum of 10 years
pensionable service shall be eligible for OPEB upon immediate retirement.

As per clauses 3 and 4, current employees must retire and commence receipt
of a pension immediately on ceasing active employment at the University to
qualify for OPEB. Such employees shall pay 50% of the premium applicable
to the group insurance plans they elect to continue and the University shall pay
50%.

Employees who are hired subsequent to the date of signing of the collective
agreement ("Newly Hired Employees"), shall qualify for OPEB only where such
employees have a minimum of fifteen (15) years' pensionable service and
commence receipt of a pension immediately on ceasing active employment.

Former employees who are rehired following loss of seniority subsequent to
the date of signing of the collective agreement shall be considered to be Newly
Hired Employees for the purpose of OPEB eligibility.

Notwithstanding clause 7 above, employees with service prior to the date of
signing of the Collective Agreement who are employed outside the bargaining
unit and are re-employed in a NAPE bargaining unit position subsequent to the
date of signing of the Collective Agreement without a break in service at the
University shall not be considered to be Newly Hired Employees for the
purpose of OPEB eligibility.

Employees who do not meet the criteria noted in clauses 3, 4 or & above shall
not be entitled to OPEB on ceasing active employment at the University.

Newly hired Employees who become entitled to OPEB pursuant to clause 6
above shall pay premiums of the plan on the basis of their date of hire as
follows:

(a) all current employees as of March 31, 2020 will be eligible for 50/50
premium sharing if they qualify for post-employment benefit coverage.

(b) all employees hired after March 31, 2020 will share 60% (employee) and
40% (employer) if they qualify for post-employment benefit coverage.
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11.

Former employees who are rehired subsequent to March 31, 2020 and who
become entitled to OPEB pursuant to clause 6 (see attached) shall be
required to pay premiums in accordance with clause 10(b).

12. This Clause shall be limited to eligibility conditions for OPEB only and shall not

13.

replace or expand upon existing collective agreement provisions pertaining to
group insurance plans offered by the University.

Nothing in this Clause shall have the effect of waiving or negating, in whole or
in part, any requirement, procedural or substantive, under a Group Health and
Life Insurance program or policy sponsored by the employer, e.g., the filing of
continuation or other required forms, provision of proof of insurability, etc.

ARTICLE 45 - NO DISCRIMINATION

45.01 The Employer agrees that in accordance with the provisions of the Newfoundland
and Labrador Human Rights Act (SNL2010 CHAPTER H-13.1), there shall be no
discrimination based on the enumerated grounds outlined in the Human Rights
Act or activity in the Union.

ARTICLE 46 - CONTRACTUAL EMPLOYEES

46.01 (a)

(b)

46.02 (a)

(b)

Contractual employees will not be utilized to reduce the regular hours of work
of existing employees.

Where possible, and in accordance with seniority, the University will employ
contractuals on a full-time basis. This does not prohibit the use of part-time
contractuals for work on a call-in basis according to seniority.

Contractual employees shall be entitled to the wages and benefits of the
Agreement for the duration of their employment. Group benefits and
pensions shall be in accordance with the terms of the Group Insurance and
Pensions Plans. Earned benefits shall be pro-rated and the employee will be
allowed to carry forward these benefits from one period of employment to the
next.

Part-time contractual employees will receive thirteen percent (13%) in lieu of
all benefits, i.e. vacation, sick leave, University holidays, etc.
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ARTICLE 47 - NOTICE TO NEGOTIATE

47.01

47.02

47.03

47.04

47.05

47.06

Duration

Except as otherwise provided in specific clauses, this agreement shall be
effective from date of signing and remain in full force and effect until the 31st day
of March, 2026, and thereafter from year to year unless either party gives notice
in writing of termination or amendment not more than seven (7) months and no
less than thirty (30) calendar days prior to the date of expiration.

Change in Agreement

Any changes deemed necessary in this agreement may be made by mutual
agreement at any time during the existence of this agreement.

Notice of Changes

Either party desiring to propose changes to this agreement shall within thirty (30)
calendar days following receipt of notice under 47.01, give notice in writing to the
other party of the changes proposed. Within thirty (30) calendar days of receipt of
such proposed changes by one party, the other party is required to enter into
negotiations for a new agreement.

Agreement to Remain in Effect

Notwithstanding anything contained above, this agreement shall remain in force
and effect until replaced by a new agreement or the parties have entered into a
lega! strike or lockout.

Notwithstanding the no strike and no lockout provisions of the agreement, notice to
reopen negotiations may be issued by either party in the event that the Provincial
Government passes legislation to amend any provision of the agreement. Failing
agreement, the parties may exercise the right to strike or lockout. Negotiations are
to be conducted in accordance with the applicable legislation.

All Articles of the Collective Agreement will take effect as of the date of signing.

ARTICLE 48 REMOTE WORK

48.01

As per University guidelines released on July 21, 2022, please visit
https://www.mun.ca/hr/myhrimy-employment/remote-work-arrangements-rwas/
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SIGNED AT ST. JOHN'S, NEWFOUNDLAND, THIS 31% DAY OF OCTOBER, 2022.

On behalf of
Memorial University of
Newfoundland

WITNESSED BY

On behalf of
Newfoundland Association of
Public an Private Employees
presentlng Maintenance Personnel
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SALARY IMPLEMENTATION FORMULA

1.

2,

Implement the following salary scales as indicated:

Effective April 1, 2022
Increase each step of each salary scale by 2%

Effective April 1, 2023
Increase each step of each salary scale by 2%

Effective April 1, 2024
Increase each step of each salary scale by 2%

Effective April 1, 2025
Increase each step of each salary scale by 2%

Recognition Bonus of $2000 for all full-time employees as of date of ratification.

Bonus prorated based upon the previous 12 month period for all contractual, part-
time contractual and casual employees.

Step Progression

Employee shall advance two (2) steps on their respective salary scale on the
completion of each successive twelve (12) months of service from their last step
progression subject to the maximum of the range.

For the purpose of 3 above “service” shall mean any time during which an employee
is in receipt of full salary from the University and includes a calendar month in which
an employee is on special leave without pay for twenty (20) days or less but does not
include an employee who is on Long Term Disability as provided for under Article 20,
Clause 20.01 (Sick L.eave). Periods of Long Term Disability shall be counted as

service for the purpose of step progression.
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SCHEDULE A - Band Levels

The Employer agrees to provide the Union on a semi-annual basis an updated list of band
levels.
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SCHEDULE B

LETTERS OF INTENT
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January 26, 2008

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of Public
Employees

P.O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

This will confirm the understanding reached during negotiations between Local 7801 of
your Association and the University that:

(a) Work of the Bargaining Unit

Non-bargaining unit staff in the North Campus Annex will not perform work of the
bargaining unit unless it is for the purpose of instruction or training or in cases of
emergency.

(b} Maximum Rotation

There will be a maximum of a five (5) person shift rotation at the North Campus
Utilities Annex.

(c) Protective Clothing

The University will waive its right to require the return of used clothing.
Yours truly,

P74

Claude Horlick
Associate Director of Human Resources

CH:tc
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January 26, 2009

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of Public
Employees

P.O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:
This will confirm the understanding reached during negotiations between Local 7801 of
your Association and the University, that the schedule of working hours will be 40 hours

inclusive of lunch breaks.

Each employee shall be allowed one-half hour lunch break on each shift at a time
scheduled by the Department Head.

Yours truly,

P4

Claude Horlick
Associate Director of Human Resources

CH:tc

72



May 22, 2014

Mr. Ed Hogan

Employee Relations Officer

Newfoundland Association of Public
Employees

P.O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

Notwithstanding the provisions of Article 27 and Article 28 of the Collective Agreement
covering Maintenance personnel, hours of work for salaried employees will be:

Accounts Clerk (F.M) 35 hours per week
Clerk 35 hours per week
Clerk Stenographer 35 hours per week
Environmental Officer 35 hours per week
Intermediate Clerk Stenographer 35 hours per week
Safety Technician 35 hours per week
Senior Accounts Clerk 35 hours per week
Work Control Dispatcher 35 hours per week

Overtime will apply to all hours worked in excess of the scheduled hours per week. The
provisions of Article 27 and Article 28 will apply with these changes.

Yours truly,

Mary Barron
Associate Director of Human Resources

MB/tc
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January 26, 2009

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of Public
Employees

P.O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

This is to confirm the understanding reached during contract negotiations with respect to
the application of Article 32, Vacation, of the Collective Agreement covering the N.A.P.E.
Maintenance, Local 7801, at the University.

This Article, as set out in the Collective Agreement, will apply to all employees in the Unit
with the exception of the employees employed in the Utilities Annex (Heating Plant) and
the Ocean Sciences Centre. In respect to these employees, vacation will be scheduled as
follows:

(a) Subject to the operation requirements of the Utilities Annex and the Ocean
Sciences Centre, preference in the selection of vacation dates shall be regulated
according to a rotation plan. The rotation for preference of vacation shall initially
be determined by seniority. For each rotation time period thereafter, employees’
preference shall be rotated without regard to seniority so that the first preference
in one year becomes the last choice in the immediately succeeding year.

(b) The Department Head will determine the number of employees who may be
released for vacation at any time.

(c) The rotation plan will run for a 9 week period ending with the week ending on the
Sunday before Labour Day. An employee opting for the plan must so indicate
prior to the commencement of the vacation year as provided by Article 32 of the
Collective Agreement.

(d) Any employee wishing to take the employee's vacation outside the rotation time
period in (c) may do so but must indicate the employee's choice prior to the
commencement of the vacation year as set out in Article 32 of the Collective
Agreement and complete the employee's vacation during the period September 1
in one year and commencement of the next vacation year.
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(e)

(f)

(@

(h)

CHite

In allocating vacation periods outside the rotation plan, classification seniority will
apply with two weeks prior notice.

The summer holiday schedule, for the purpose of the rotation plan, will be divided
into three (3) slots, of three weeks duration each. The third slot will be the three
(3) week period ending with the Sunday before Labour Day. The second slot will
be the three (3) week period preceding the third slot and the first slot shall be the
three (3) weeks preceding the second slot.

The above provisions will apply to bargaining unit members at the Ocean
Sciences Centre separate from the Utilities Annex employees, but on the same
basis as above.

Should an employee apply for and be granted annual leave outside the rotation
plan which involves the employee making costly travel plans, the annual leave
cannot be changed and not subject to (e) above.

Yours truly,

b’

Claude Horlick
Associate Director of Human Resources
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January 26, 2009

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of Public
Employees

P. O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

This will confirm the understanding reached during recent negotiations that within thirty (30)
days of signing of the Collective Agreement a Committee consisting of an equal number of
Union and Employer representatives will be formed to review contractual positions.

Employees on staff at the time of the review, who have been employed in the same
contractual position for in excess of three (3) continuous years will be reviewed. If there is
an on-going need for the position and it is not a replacement position then it will be
recommended that the position and the employee be converted to permanent status and
confirmed on appointment.

Yours truly,

P4

Claude Horlick
Associate Director of Human Resources

CHftc
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May 22, 2014

Mr. Ed Hogan

Employee Relations Officer

Newfoundland Association of Public
Employees

P. O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

Both Parties are committed to the continuing education of bargaining unit employees. In
conjunction with the union, the Employer will endeavour to make training opportunities
available to bargaining unit employees.

Employees will have the opportunity to avail of three (3) days or a maximum of twenty-four
(24) hours professional development or job-related training. Such training will be in
addition to the regular work hours in a year. Participation by individual employees will be
compensated at straight time rates on an hour-for-hour basis (pay or time-off) for up to
three (3) days to a maximum of twenty-four (24) hours in the fiscal year.

Those employees who had originally opted not to avail of training provided under the
March 26, 1998 letter of intent, will continue to avail of one floater holiday for the life of the
agreement. Employees who opt to reverse that decision will be included in future training
activities should they desire to do so, however, by re-entering professional development
activities, the employee shall forfeit the right to any further floater holidays.

Yours truly,
Mary Barron

Associate Director of Human Resources
MB/tc
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January 26, 2009

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of Public
Employees

P. O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

This is to confirm our understanding reached during negotiations that all new bargaining
unit employees will receive their pay by direct deposit.

Yours truly,

P4

Claude Horlick
Associate Director of Human Resources

CHitc
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January 26, 2009

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of Public
Employees

P. O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

This will confirm agreement reached during negotiations that effective within thirty (30)
days of signing, the University and the union are prepared to agree to a Performance
Management process.

The primary purposes of Performance Management will be to improve the workplace
environment, facilitate administrative decision-making in a fair manner, and assist in the
personal and professional development of employees. This program will provide
employees and supervisors with an opportunity to mutually define work responsibilities, set
work objectives, and analyse the employee=s progress toward the accomplishment of
these objectives. It will provide employees with the necessary feedback on their
performance and encourage discussion on employee development.

Any Performance Management system shall be uniform for all employees under this
Agreement.

The Employer and the Union agree to the formation of a Performance Management
Advisory Committee comprised of three (3) employer and three (3) union representatives.
The Committee shall be responsible for the development of a performance management
system and the material associated with that system.

At a minimum, the Performance Management System will contain the following aspects:

a) Employees will only be evaluated by non-bargaining unit and managerial
employees
b) Employees will have the opportunity to discuss their performance evaluation with

their supervisor and to rebut any information contained within the evaluation form
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C) Employees shall have access to the grievance procedure as outlined in Article 24
where there is disagreement regarding their evaluation.

Yours truly,

P74

Claude Horlick
Associate Director of Human Resources

CHftc
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January 26, 2009

Mr. Christopher Henley

Employee Relations Officer

Newfoundland Association of
Public Employees

P. O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

During the term of this Agreement, Memorial University will hold discussions with NAPE on
behalf of its five (5) bargaining units at Memorial regarding Pension Indexing and Joint
Trusteeship of the Pension Plan. It is understood that Memorial will focus on implementing
trusteeship and indexing arrangements along the lines of the Provincial Government model
as recently agreed to with its bargaining units.

Yours truly,

P74

Claude Horlick
Associate Director of Human Resources

CHftc
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May 22, 2014

Mr. Ed Hogan

Employee Relations Officer

Newfoundland Association of
Public Employees

P. O. Box 8100

St. John's, NL A1B 3M9

Dear Mr. Henley:

The following is the agreement reached regarding job security/Field House:

a)

b)

d)

Areas under MURC which were previously serviced by NAPE (i.e. Physical
Education Building) will continue to be serviced by NAPE.

No employee of the bargaining units will lose their employment due to the creation
of MURC.

Maintenance (including work on the pressure-piping system under the jurisdiction of
the Provincial Boiler, Pressure Vessel and Compressed Gas Regulations; main
power electrical distribution system within the electrical room in the basement of
Field House: emergency power system; air conditioning systems; and the fire alarm
system) and security at the request of MURC will be performed by NAPE bargaining
unit staff.

Representatives of the University will consult with NAPE prior to any proposed
structuralffacility changes to MURC, being considered by the Board of Regents, that
may affect existing bargaining unit work.

It is recognized that NAPE represents three bargaining units of Facilities
Management employees at Memorial, therefore, if any additional buildings are
added, where Memorial becomes the Employer, Memorial will in no way impede
NAPE in representing the employees and any new Maintenance, Custodial and
Security personnel will be added to the appropriate NAPE bargaining unit.
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f) As the following cleaning contracts become due, the work will be taken over by the
NAPE Custodial Bargaining Unit:

202 Elizabeth Avenue
Alumni House

2 Clarke Place

4 Clarke Place
Blackall School

208 Elizabeth Avenue
The Battery

NOOhAWN -

Yours truly,

Mary Barron
Associate Director of Human Resources

MBitc
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January 26, 2008

Mr. Claude Horlick

Associate Director of Human Resources
Memorial University of Newfoundland
St. John’s, NL

A1C 587

Dear Mr. Horlick:

This is to confirm our understanding reached during negotiations on the interpretation of
Clause 13.03.

For vacancies greater than sixty (60) days or where the Employer anticipates that a
temporary vacancy will be greater than sixty (60) days and decides to post the temporary
vacancy, it will be filled by competition/posting in accordance with Clause 19.02. The
successful candidate has proprietary rights to the position for the duration of the temporary
appointment either until the incumbent returns or the position is filled on a permanent
basis.

The provisions of Clause 13.03 (a), (b), (c), (d} and (e) only apply when the decision to fill
the position is through temporary assignment of the senior employee without posting.

Yours truly,

A

Chris Henley
Employee Relations Officer
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April 8, 2019

Mr. Paul Foley

Employee Relations Officer

Newfoundland and Labrador Association of Public Employees
P.O. Box 8100

St. John's, NL

A1B 3M9

Dear Mr. Foley:

This will confirm the parties understanding reached during recent negotiations that within
ninety (90) days of signing of the Collective Agreement a Committee consisting of an equal
number of Union and Employer representatives will be formed to review the following
items:

- Ten (10) hours shift in trade shops — summer trial
- Alternate shift rotation in Utilities Annex

Yours truly,

Mary Barron
Associate Director of Human Resources
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SCHEDULE C
Policy Governing the Granting of Financial Assistance
to Staff Members Taking Educational Courses as set out
Under Article 38, Clause 38.01, of the Collective Agreement
Eligibility:
An employee must be appointed to a full-time position within the University.
University Courses for Credit:
(a) (Courses During Working Hours)
Provided a course is not available outside normal working hours and that
time is compensated for, an employee may be permitted to register for or
audit one course during normal working hours.
(b) (Courses Outside Normal Working Hours)
Subject to Section 5, the University applies no restrictions on the number of
courses taken outside working hours; however, an employee may not qualify
as a full-time student.

MUN Extension Courses:

The provisions of Section 2(a) and 2(b) apply, however, those courses where
financial assistance is sought must be job related.

Approved Courses of Study or Special Training Offered by Universities,
Colleges, Technical Institutes, Trade Schools, and Recognized Corre-
spondence Schools:

Where financial assistance is sought, these courses must be related to the job
function of the employee and study must be carried out on the employee's own
time so as not to interfere with regular duties.

Non-credit training courses, certificate programs and diploma programs:
The payment of registration/tuition fees for any non-credit course will not exceed
the equivalent of one undergraduate course. Registration fees which exceed that

amount will be the responsibility of the employee; the employee=s department
may not assume the additional costs.
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Financial Assistance:

Financial assistance is limited to the cost of tuition for one course per semester.
The employee will be responsible for text books, etc. Registration fees at MUN
will be waived.

Assistance will be provided on a reimbursement basis on proof of completion of
the course.

eg. (1) A certified copy of the mark obtained.
(2) A diploma or certificate.
(3) A letter from an authorized official of the institution.

An employee who drops a course for reasons not considered valid, will not be
eligible for financial assistance.

Memorial University credit courses:

Each employee, subject to eligibility, can apply for payment of fees equivalent to
the tuition for one undergraduate course per semester. This fee, as published in
the University Calendar, applies to both undergraduate and graduate course for
which a grade is granted. Graduate program continuance fees will no longer be
paid. Itis understood that this amendment does not apply to job related courses
designed to enhance the upgrading of trades skills.

Procedure:

An employee who wishes to take a course, as outlined above, should submit a
completed application form to the employee's Department Head providing full
particulars of the course, including course timetable if the course is given during
regular working hours.

The Department Head, if he approves, will submit the application form to the
Director of Human Resources for their approval.

The employee will not be required to pay the cost of tuition on registration;
however, the employee will be required to sign a form authorizing the University to
deduct the cost of such course from the employee's salary should the employee
fail to complete the course.
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SCHEDULE D

Apprenticeship Training Program

1. Eligibility
Trades Apprentices who maintain their standing in the Apprenticeship Program shall be

employed in accordance with the terms of this Collective Agreement, except as set out in
this Schedule.

2. General Criteria

(a) Designated Trades

The apprenticeship program will apply to all apprentices in the Department of Facilities
Management including but not limited to the following trades:

Plumbers

Carpenters
Electricians (Industrial)
Locksmiths Trainee
Millwright

(b)  Previous Training

Apprentices who have previous training and experience may be given credits for training
and experience in accordance with the Provincial Apprenticeship Act, or other appropriate
authority while he or she is achieving journeyperson status in their respective trade.

(c)  Training Period

During the training period, the Supervisor will review progress at the respective block
intervals. If progress is not satisfactory at the end of any block the Supervisor may either
recommend a further training period or termination. Failure to complete a block may be
considered to be just cause for termination.

Trade Apprentices are considered to have maintained their standing in the Apprentice
Program based on their: a) individual timely submission of logs and b) acceptance of class
calls issued by the Department of Education. Deferral of a class call will require prior
approval from the employer and must be requested in writing outlining the reason for the
request. Each request will be evaluated on its own merit, but the employer reserves the
right to approve or deny depending on the circumstances surrounding the request. The
employer has an expectation that Apprentices will not delay class calls due to late
submission of their log books. Failure to complete a block of training or refusal of a class
call may be considered just cause for termination.
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(d)

Progression Schedule

Electrical / Millwright

65% | 1% | Completion of Pre-employment program.

70% | 2™ | Completion of Pre-employment program and a minimum of 1800 hours.
80% | 39 | Completion of Block 2 and a minimum of 3600 hours.

90% | 4" | Completion of Block 3 and a minimum of 5400 hours.

Plumbing

65% | 15t | Completion of Pre-employment program

70% | 2™ | Completion of Pre-employment program and a minimum of 1800 hours.
80% |3 | Completion of Pre- employment program and a minimum of 3600 hours
90% | 4™ | Completion of Block 2 and a minimum of 5400 hours

Carpentry

Log Book

65% | 1%t | Completion of Pre-employment program

70% | 2" | Completion of Pre-employment program and a minimum of 1800 hours
80% | 3" | Completion of Block 2 and a minimum of 3600 hours

90% | 4" | Completion of Block 3 and a minimum of 5400 hours

Locksmith Trainee

Locksmith Trainees are not governed by the Provincial Apprentice Program. Appointment
as a Locksmith Trainee will require an assessment of the appointee’s skill set and available
training modules at time of hire. The progression schedule will be identified as the time of
hire based on that assessment and will be outlined specifically in the letter of appointment.

3.

(@)

Program Completion

Upon successful completion of the apprenticeship program, and upon application for a
vacant position, an ex-apprentice shall be deemed to be senior to outside
applicants, provided that the position for which the ex-apprentice applies is filled
within eighteen (18) months from the date of theirtermination. The ex-apprentice will
be hired at the standard entry rate for a journeyperson within their trade. They
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(b)

(c)

(d)

(e)

(a)

(b)

(d)

will be confirmed on appointment and will advance on the scale in accordance
with Step Progression under the Salary Implementation Formula.

in the event a vacancy does not exist upon successful completion of the program
progression schedule and prior to successful certification exam completion, an
Apprentice will maintain their Apprentice classification at the rate of pay applicable
to the respective classification for the purpose of working the two week notice
period.

Participation in an Apprentice program is not credited as service toward seniority.
Upon successful completion of the Apprentice program and upon successful
application for a vacant position, seniority will be assigned in accordance with
Article 19 of the NAPE (Local 7801) Collective Agreement. Seniority for
employees is based on original date of hire. An Apprentice program does not meet
the criteria for three (3) years continuous service.

With respect to writing block exams and certification exams, Apprentices will be
provided with two attempts to successfully pass the applicable exam. Apprentices
who are unsuccessful in obtaining a passing grade in the block exam or
certification as a Journeyperson after their final writing attempt will be terminated
from Memorial University's Apprenticeship Program. They will also subsequently
lose the privilege of being deemed senior to outside applicants on job posting
within the Department.

An Apprentice is eligible to apply for a vacant contractual position if they are
scheduled to write their certification exam within six (6) months of the posting date.

Other Provisions

The following provisions of the Collective Agreement shall not apply to employees
hired under this Apprenticeship Training Program, Clauses 9.08,9.09and 9.10 and
Articles 13, 19, 30, 32, 35, 39, Letters pages 77/78 and Appendix A.

Apprentices shall be eligible for overtime during the Apprenticeship program
provided they work under the supervision of a Journeyperson.

Apprentices shall be entitled to accumulate vacation at the rate of one and two-
thirds (1 2/3) days for each month of service. Vacation shall be accumulated by
Apprentices and they shall be entitled to request and receive vacation on the same
basis as other employees.

Apprentices shall be deemed to be on layoff status while in school but shall not be

eligible for recall to any other classification unless they indicate that they are
prepared to abandon the Apprenticeship program.
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(e)

(f)

(9)

(h)

Apprentices shall be permitted to apply for or be recalled to other positions while
employed as Apprentices provided they are prepared to abandon the Apprenticeship
program. Should an Apprentice obtain another position, previous service as an
Apprentice shall be credited for Seniority purposes only.

If an employee terminates or is terminated for cause from the Apprenticeship
program the employee is not eligible for recall to any position.

Apprentices must work under the supervision of a Journeyperson. Apprentices
cannot be used to replace either full-time Journeyperson on layoff or
contractual Journeyperson when project work is available for contractuals.

Apprentices are to avail of MUN credit courses in accordance with Article 38 of this
agreement and other related university policies in relation to educational
assistance. As Apprentices must be supervised by a licensed journeyperson, any
Apprentice opting to pursue courses will be required to attend classes outside
regular working hours. This will mitigate risk to logging hours in accordance with
the respective program profession schedule.
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* SCHEDULE E

Protective Clothing and Uniforms

Classification items Annual Item.t'. as 3 Years | 5 Years
Issue Required
Shirts 4
Planner Estimator Pants 4
Project Toque 1
Coordinator/Technician Insulated Coveralls 1
Signage Technician Coveralls 1
Stores Clerk Snow Suit/Parka 1
Short Jacket 1
Classification (Fire ltems Annual ltem.s as 3 Years | 5 Years
Rated) Issue Required
Industrial Electrician Shirts )
Maintenance Pants S
Repairperson (optional) Toque 1
Mechanical Patrol Person | |,culated Coveralls
Power Engineer - 2nd
Coveralls
Class
Power Engineer - 3rd Snow Suit/Parka 1
Class Short Jacket 1
Power & Controls Tech. Long Rubbers 1
Maintenance Electrician | Rain Suit 1
(GF) Boiler Suit 1
Safety Belt 1




Classification Items AIZ:'::I Fltt::::isr:z 3 Years | 5VYears
Carpenter Shirts 5
Building Tech Pants 5
Locksmith Toque 1
P'“’_"ber Insulated Coveralls 1
Equipment Operator Coveralls 1
Landscape
Technician/Gardener Snow Suit/Parka !
Utility Foreperson Short Jacket 1
Building Services Long Rubbers 1
Leadhand {GF)
Utility Worker(GF)
Maintenance Helper (GF)
Rain Suit 1

Maintenance Repairperson
(optional})
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APPENDIX A
Job Evaluation Appeal Procedures

Definitions:

"Appeal" means a request by an employee to the Job Evaluation Appeal
Committee for a change in the rating(s) assigned to their current position, in
accordance with Article 39, Job Evaluation.

"Committee" means the Job Evaluation Appeal Committee constituted to function
in accordance with these Procedures.

"Department Head" means Deans, Department Heads, and Directors, or any
official authorized, in writing, to act on behalf of the Department Head.

“Rating(s)” mean the numeric grades assigned to each factor through the
application of the Aiken Plan.

"Review" means an assessment conducted by the Department of Human
Resources as a result of employee initiated request.

Constitution of Job Evaluation Appeal Committee:

There shall be a Committee to be known as the Job Evaluation Appeal
Committee consisting of three (3) members, including the Chair.

The Chair is empowered to receive and coordinate the hearing of appeals
consistent with these procedures.

The Committee shall hold meetings on appeals and shall meet with the appellant,
Department Head and a representative from the Department of Human
Resources to assist the Committee in conducting the appeal.

The Committee shall be provided with such clerical staff and facilities, e.g., office
accommodation, etc., as it deems necessary to assist it in its work, subject to
approval of the Vice-President (Administration and Finance).

The appellant may be accompanied by another person of the appellant's choice
from within the University or a Union representative, who may address the
Committee on the appellant's behalf.

The employing Department concerned shall allow time off from regular duties to
any employee who is required to meet with the Committee, or the person
accompanying the appellant. In respect of such absence, the employee shall be
regarded as being on authorized absence with pay.
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10.

The Committee members will be appointed by the Employer and the Union and
must be experienced in the application of the Aiken Plan within Memorial
University of Newfoundland. Training in the application of the AIKEN Plan will be
provided to all committee members, as required.

The members of the Committee will be independent from the original job
evaluation decision which resulted in the appeal.

The Committee members, including the Chair, will be appointed for a one (1) year
period, renewable.

The Chair will be appointed subject to mutual agreement between the Union and
the Employer.

Procedures:

The Committee shall consider appeals which comply with the following
procedures:

An employee requesting appeal must complete the Request for Appeal of Job
Evaluation Review Results form. The form should be sent to the Job Evaluation
Appeal Committee within 10 days after receipt of the written notification of the
review results from the Department Human Resources.

The Request for Appeal of Job Evaluation Review Results form must indicate
which factor(s), under the Aiken Plan, an employee is appealing, the rating
requested and the reason for the rating requested. An employee will have access
to the Aiken Plan to assist in their submission. Copies of the Aiken Plan are
available from the Department of Human Resources and the Union office.

An appeal shall not be submitted to, or considered by, the Committee:

() Unless procedures governing a request for review, as set forth in Article 39,
have been followed.

(i) On any criteria which differs from the original review conducted by the
Department of Human Resources.

The consensus of the Committee shall prevail subject only to the provisions of the
Memorial University of Newfoundland Act.

The Committee shall render a decision on appeals within 60 days of receipt, and

the decision shall be conveyed, in writing, over the signature of the Chair to the
appellant. The notification form will include the rating(s) on the factor(s) appealed
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by the employee, the point total, the Band Level assigned, the Band Level point
range and the effective date. The form will be copied to the Department Head and
to the Department of Human Resources, for appropriate action.

Changes to a higher Band Level will be processed in accordance with Article
9.10.

The decision of the Appeal Committee is final.
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APPENDIX B

MEMORANDUM OF UNDERSTANDING
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MEMORANDUM OF UNDERSTANDING
RE-EMPLOYMENT OF RETIREES

This Memorandum of Understanding was entered into between MUN and NAPE Local
7801 during bargaining of renewal of the Collective Agreement which expired on March 31,
2008.

Employees in receipt of a pension from Memorial University may be re-employed as
Contractual employees for relief purposes only in accordance with the following:

a. the rate of pay shall be the hire rate for the position;

b. the employee is not entitled to participate in Memorial University's group benefit
plans {as an employee);

C. the employee will receive 13% in lieu of all benefits;

d. at the end of the specified term the employee will revert back to retried status with
no accumulated benefits or seniority and no recall rights.
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MEMORANDUM OF UNDERSTANDING
University-Wide Procedures for Sexual Harassment and Sexual Assault Concerns and
Complaints

For detailed information about Memorial's Sexual Harassment and Sexual Assault Policy
and its related University-Wide Procedures for Sexual Harassment and Sexual Assault
Concerns and Complaints, please visit our website at www.mun.ca/sexualharassment.
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*MEMORANDUM OF UNDERSTANDING
Anti-Racism

Memorial is committed to Equity, Diversity, Inclusion and Anti-Racism including reviewing,
for example, statutory holiday replacement. Broader University consultations are planned.
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*MEMORANDUM OF UNDERSTANDING
Essential Power Plant

The parties agree that the services in Memorial University’s Power Plant will continue in the
event of a strike or lockout during the life of this Agreement or its continuance.

During a strike, the Employer agrees that staffing required to operate the Power Plant will,
in the first instance, be provided by management and non-union/non-management
personnel. If and where such work cannot be performed by management or non-
union/non-management personnel, due to inadequate numbers of management or non-
union/non-management personnel, or a lack of ability related to training, qualifications or
abilities of such personnel, or any combination thereof, such services will be provided by
qualified bargaining unit employees. Bargaining unitemployees will only perform the duties
required to ensure compliance with Newfoundland and Labrador Regulation 119/96, as
may be amended.
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