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THIS AGREEMENT MADE THIS ™ DAY OF , 2021;
BETWEEN:

THE STUDENTS’ UNION OF THE UNIVERSITY OF REGINA INC.
Hereinafter called the “Employer”, PARTY OF THE FIRST PART,
AND:

THE CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL # 1486
Hereinafter called the “Union”, PARTY OF THE SECOND PART.

1. PREAMBLE

WHEREAS it is the desire of both parties to this Agreement to maintain and improve the harmonious
relations and settled conditions of employment between the Employer and the Employees; and,
WHEREAS it is now desirable that methods of bargaining and all matters pertaining to the working
conditions of employees be drawn up in an Agreement,

NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:

1.1. Plural or Feminine Terms May Apply:

Whenever the singular or masculine or feminine is used in this Agreement, it shall be considered as if
the plural or gender has been used where the context of the parties or party hereto so requires.

2. RECOGNITION AND NEGOTIATIONS

2.1. Bargaining Unit:

The Employer recognizes the Canadian Union of Public Employees and its Local 1486 as the sole and
exclusive bargaining agent for Union employees in positions identified in Schedules A & B and hereby
agrees to negotiate with the Union or any of its authorized committees, concerning all matters affecting
the relationship between the parties.

2.2. Work of the Bargaining Unit:

Persons whose jobs are not in the bargaining unit shall not work on any jobs, which are included in the
bargaining unit, except for the purposes of instruction, experimenting, or in emergencies when regular
Employees are not available and provided that the act of performing the aforementioned operations in it
does not affect the pay of any Employee. The Union recognizes that emergency situations may arise
which may require the use of non-bargaining unit Employees. In such situations, where mutual
agreement is not possible in advance, the Union shall be informed of the nature of the emergency, the
name of the replacement and remuneration paid to the replacement. No Employee shall suffer a
reduction in hours as a result of an emergency replacement.

2.3. Supplementary Agreements:

Supplementary Agreements, if any, shall form part of this agreement and are subject to the Grievance
and Arbitration procedure.

2.4. No Other Agreements:



No Employee shall be required or permitted to make any written or verbal agreement with the
Employer or its representative, which may conflict with the terms of this Collective Agreement.

2.5. Management Rights

The Union acknowledges that it is the right of the Employer to manage its business and to direct the
working force except as limited by the terms of this agreement. This includes any policies, procedures
and bylaws that the Employer may institute. The Union shall be advised to any changes to the
Employer’s policies or procedures and have an opportunity to respond.

2.6. No Contracting Out:

In order to provide job security for the members of the bargaining unit, the Employer agrees that work
or services presently performed or hereafter assigned to the collective bargaining unit, shall not be
subcontracted, transferred, leased, assigned or conveyed, in whole or in part, to any other plant, person,
company, or non-union Employee. Exception may be made based on mutual consent.

2.7. Term of Agreement:

This agreement shall be binding and remain in force from January 1, 2021 to December 31, 2023
inclusive. Whereas the Employer and the Union are backdating this collective agreement to January 1,
2021, the Employer and Union shall only be liable for changes to the collective agreement on the date
it is signed by both parties, on a go-forward basis, with the sole exception of retroactive pay increases
as per Schedules A & B.

2.8. Notification of Employee Changes

The Union shall be notified of all in-scope appointments, hirings, lay-offs, recalls and termination of
employment.

The Employer shall provide the Union with the monthly payroll report listing all new employees,
including name, position and contact information, upon completion of the first payroll cycle for which
the employee(s) is active.

3. DEFINITIONS

Full-time Employee:

Shall mean an employee in the bargaining unit who is scheduled to work normal hours of work of
seven (7) hours of work per day, or thirty-five (35) hours of work per week as defined in Article 17.

Part Time Employee:

Shall mean an employee in the bargaining unit who works less than the normal hours of a full-time
Employee, not to exceed eight (8) hours per day or seventy (70) hours in a two-week pay period.

Permanent Employee:

Shall mean any employee in the bargaining unit who has successfully completed their probationary
period as per Article 14.3.

Term Employee:

An employee that is replacing a permanent employee for a limited or undetermined period of time.
These employees enjoy all rights and protections provided by this Collective Agreement throughout
their term.



Temporary Employee:

Such employees are considered out of scope and as such are not subject to the terms and conditions of
this Collective Agreement.
1. An employee hired for occasional but specific temporary contract assignments, full or part time
- for a period of no more than five (5) months.
2. An employee hired for a temporary position where that position is supported by a municipal,
provincial, federal or charitable job-funding grant.
3. An employee hired for an emergency situation as defined in 2.2

4. RESPECTFUL WORKPLACE

4.1. Discrimination:

There shall be no discrimination with respect to any employee by reason of age, race or perceived race,
creed, colour, place of origin, ancestry, political orientation, religion, gender identity, marital status,
sex, sexual orientation, place of residence, disability, family status, receipt of public assistance, nor by
reason of membership or activity in the Union.

There shall be no discrimination with respect to any employee as provided in The Saskatchewan
Human Rights Code or The Saskatchewan Employment Act.

All Harassment related issues should be dealt with according to the Employer’s Harassment Policy and
Procedure that can be found at ursu.ca.

4.2. Harassment Leave:

Where an Employee files a formal complaint, which alleges that they have been harassed, they shall be
entitled to up to five days paid leave. Such leave shall be deducted from an Employee’s accumulated
Paid Time Off bank.

S. CHECK OFF OF UNION DUES

5.1. Check-off Payments:

The Employer shall deduct from every Employee any monthly dues, initiations, or assessments levied
in accordance with the Union Constitution and/or By-laws and owing by the Employee to the Union.

5.2. Check-off of Union Dues:

Deductions shall be forwarded in one cheque to the Secretary-Treasurer of the Union not later than the
fifteenth (15th) day of the month for which the dues were levied. The cheque shall be accompanied by
a list of names and classifications of Employees from whose wages the deductions have been made.
This list shall include promotions, demotions, hirings, lay-offs, transfers, recalls, resignations,
retirements, deaths and other terminations of employment. The Employer shall forward a copy of this
list to the Local Union and the National Headquarters of the Canadian Union of Public Employees. The
Union shall have the option of requesting the Employer to remit dues directly to the National Office of
the Canadian Union of Public Employees. Such requests shall be in writing at least one month in
advance.

6. THE EMPLOYER AND THE UNION SHALL ACQUAINT NEW EMPLOYEES
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6.1. New Employees:

The Union agrees to acquaint new Employees with the fact that a Union Agreement is in effect, and
with the conditions of employment set out in the Articles dealing with Union Security and Dues
Check-Off. On commencing employment, the Employee’s immediate supervisor shall introduce the
new Employee to the Employee’s Union Steward and Representative. The Union shall provide him/her
with a copy of the Collective Agreement. The Employer agrees to acquaint new Employees with all
benefits available to them and how to utilize said benefits. The employer will also acquaint new
Employees with relevant policies and procedures, including but not limited to the Standards of Conduct
Policy and the Harassment Policy and Procedure.

6.2. Interviewing Opportunity:

A representative of the Union shall be given an opportunity to interview each new Employee within
regular working hours and without loss of pay for two periods of fifteen (15) minutes each during the
first month of employment for the purposes of discussing with the new Employee the benefits and
duties of Union membership and the Employee’s responsibilities and obligations to the Employer and
the Union.

7. UNION SECURITY

7.1. Employees to be a Member:

Every Employee, except for those listed in 7.2, who is now or hereafter becomes a member of the
Union, shall maintain membership in the Union as a condition of employment and every new
Employee whose employment commences hereafter shall, within thirty (30) days after commencement
of employment, apply for and maintain membership in the Union as a condition of employment,
provided that any Employee in the appropriate bargaining unit who is not required to maintain
membership or apply for and maintain membership in the Union shall, as a condition of employment,
tender to the Union the periodic dues uniformly required to be paid by the Members of the Union.

7.2. When Employees Cease to be a Member:

Membership in the Union shall cease upon;
a) Fails to return to work within six (6) months following a lay-off recall, or;
b) Fails to notify the Employer within fourteen (14) calendar days following a lay-off recall, of
their inability to do so due to reasonable cause.

7.3. Employees not to be a Member:

All positions with the Employer shall be within the scope of the Union, excluding:
e The General Manager;

The Accounting Manager;

The Operations Manager;

The Hospitality and Events Manager;

The Marketing and Communications Manager;

The Student Support Services Manager;

The Human Resources Manager;

The Bar Manager;

The Kitchen Manager;
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e Employees hired for occasional but specific temporary contract assignments, full or part time
for a period of no more than five (5) months;

e Employees of the Board; and,

e Grant based term Employees

8. LABOUR MANAGEMENT CO-OPERATION COMMITTEE

8.1. Establishment of Committee:

A Labour Management Co-operation Committee shall be established of two (2) representatives of the
Union and two (2) representatives of the Employer. The Committee shall enjoy the full support of both
parties to this Agreement in the interests of maximum service to the Employer.

8.2. Function of Committee:

The Committee is intended to provide a forum for staff input with respect to matters to the following
general nature:
1. Suggestions for improvement of activities so that better relations shall exist between the
Employer and the Employees;
Increasing overall operating efficiency;
Improving service to the Employer;
Promoting safety and sanitary practices and the observance of safety rules;
Reviewing suggestions from Employees, questions of working conditions and service (but not
grievance concerned with service);
6. Correcting conditions making for grievances and misunderstandings;
7. Promoting education and training of the staff.

el

8.3. Meetings of Committee:

The Committee shall meet on four (4) working days’ notice by any two (2) members of the Committee
at a mutually agreeable time and place. Members shall receive a notice and agenda of the meeting at
least four (4) days in advance of the meeting.

8.4. Co-Chairpersons of the Meeting:

An Employer and a Union representative shall be designated as joint chairpersons and shall alternate in
presiding over the meetings.

8.5. Minutes of the Meeting:

Minutes of the meeting of the Committee shall be prepared and signed as promptly as possible after the
close of the meeting by the Co-chairpersons. The Union and the Employer shall each receive two (2)
signed copies of the minutes within four (4) working days following the meeting.

8.6. Jurisdiction of Committee:

The Committee shall not have jurisdiction over wages, or any other matter of collective bargaining,
including the administration of this Collective Agreement. Nor does the Committee have any
jurisdiction regarding operational or administrative functions of the Employer.

9. LABOUR MANAGEMENT RELATIONS

9.1. Representation:
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No individual or group of Employees shall undertake to represent the Union at meeting with the
Employer without proper authorization of the Union. The Union shall supply the Employer with the
names of its officers. The Employer shall supply the Union with the names of those whom the Union
may be required to conduct business.

9.2. Union Bargaining Committee:

A Bargaining committee shall be appointed and consist of not more than five (5) members of the
Union, as appointees of the Union. The Union will advise the Employer of the Union nominees to the
committee, for purposes of collective bargaining.

9.3. Representative of the Canadian Union of Public Employees:

The Union shall have the right at any time to have the assistance of representatives of the Canadian
Union of Public Employees when dealing with or negotiating on the Employer’s premise in order to
investigate and assist in the settlement of a grievance or any other Union matter. The General Manager
or designate shall be advised of the presence of the Union Representative at least two days prior to any
meetings.

9.4. Meeting of the Committee:

In the event that either party wishes to call a meeting of the Bargaining Committee, the meeting shall
be held at a time and place fixed by mutual agreement. However, such meeting must be held not later
than ten (10) business days after the request has been given.

9.5. Time Off for Meeting:

Any representative of the Union on the Bargaining Committee, or the Labour Management
Co-operation Committee, who is in the employ of the Employer, shall have the privilege of attending
these Committee meetings with management held within working hours without loss of remuneration,
and any Employee attending meetings with management held outside of regular working hours shall be
compensated with time off with pay equal to that time spent in meetings. A maximum of six
employees can attend such a meeting at any one time and must inform the General Manager, in writing
of the intention to attend such a meeting at least one week prior to the meeting.

9.6. Technical Information:

The Employer shall make available to the Union such information as job descriptions, positions in the
Bargaining Unit, job classifications, wage rates, a breakdown of point ratings in job evaluation,
insurance and benefit plans and all other technical information and reports, records, studies, surveys,
manuals, directives, or documents required for collective bargaining purposes.

10. RESOLUTIONS AND REPORTS OF THE STUDENTS’ UNION

10.1. Copies of Resolutions:

Copies of all motions, resolutions and by-laws or rules and regulations adopted by the Students’ Union
that affect the members of CUPE 1486 are to be forwarded to the CUPE 1486. The Union President
shall be included on the distribution list for Board of Directors’ public meeting minutes (not including
in-camera sessions). All public meeting minutes of the Students’ Union Board of Directors shall be
published on the URSU website, within 28 calendar days of approval of said minutes by the URSU
Board of Directors.
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11. DISCIPLINE AND DISCHARGE

11.1. Just Cause:

Both parties agree that an Employee is considered innocent until proven guilty. The Employer shall not
discipline or discharge an employee unless there is just cause. In any grievance over disciplinary action,
the burden of proof of just cause lies with the Employer.

11.2. Progressive Discipline:

The Employer accepts and gives effect to the principle of progressive discipline. The Employer
recognizes that, prior to imposing disciplinary action in the case of work performance matters, an
Employee shall be given a reasonable opportunity to correct the situation complained of. The Employer
will provide instruction and/or reasonable on job-training to assist the Employee in correcting the work
deficiency that is at issue.

All URSU Employees are expected to conduct themselves in a professional manner and to not breach
Employer policies, provided such policies do not contravene the terms of this collective agreement or
the Saskatchewan Employment Act. It is the responsibility of the Employer to properly inform
employees of workplace policies and to notify employees of any changes to workplace policies.
Disciplinary action may result from a breach in workplace policies at the discretion of the URSU
Management.

Step 1: Notice of Meeting

Prior to any consideration of discipline/reprimand, the Employer shall notify the Employee and the
Union, in writing, not later than thirty (30) calendar days from the event of the complaint. The
Employer will schedule a meeting to be held not later than five working days from the delivery of such
letter. A Shop Steward shall be present at this meeting. The purpose of the meeting is for the
Employee to make representation to the issue at hand.

Step 2: Letter of Warning

Not later than seven (7) calendar days after the meeting, the Employer may issue a letter of warning or
reprimand to the Employee. The letter shall state that further disciplinary action may be imposed, and
what that disciplinary action will be. The letter will also give the Employee a reasonable time limit by
which to correct the problem referred to in the original notice.

Step 3: Disciplinary Action

If the problem(s) addressed in Step 2: Letter of Warning have not been corrected the Employer may
implement disciplinary action as outlined in the letter of warning/reprimand. The Employer shall advise
the Employee and the Union, in writing, of the disciplinary action to be taken.

Step 4: Suspension or Discharge

In the event the action of the Employee requires immediate action, the Employer may suspend the
Employee for up to one month or discharge the Employee. Within seven (7) calendar days of the
suspension or dismissal, the Employer will convene a meeting with the Employee and a Shop Steward
or other Union Representative at which time the Employee and Steward will be provided with a written
notice of the discipline imposed. This meeting shall be considered to be Step 1 in article 12.4 should
the employee and/or union consider the discipline imposed a justifiable grievance.

12. GRIEVANCE PROCEDURE

12.1. Definition of a Grievance:
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A grievance shall be defined as any difference arising out of the interpretation, application,
administration or alleged violation of the Collective Agreement or any other relevant laws, legislation
or acts or a case where the Union feels the Employer has acted unjustly, improperly or unreasonably.
The grievance shall contain a summary of the issue in dispute including the steps already taken to
rectify the situation, reference to relevant articles of the collective agreement or URSU
policy/procedure manuals and a statement of the remedy sought. Grievances and replies to grievances
shall be in writing at all stages. Delivery of grievances may be mail or email. Acknowledgement of
receipt does not constitute agreement with the contents of the correspondence nor is it a waiver of an
objection to timeliness or other procedural defects of the correspondence.

12.2. Recognition of Union Stewards:

In order to provide an orderly and speedy procedure for the setting of grievances, the Employer
acknowledges the right of the Union to appoint or elect Stewards, whose duties shall be to assist any
Employee that the Steward represents, in preparing and presenting their grievance in accordance with
the Grievance Procedure. The Union shall notify the Employer in writing of the name of each Steward
and the department(s) the Steward represents, and the Chief Steward.

12.3. Permission to Leave Work:

The Union recognizes that each Steward or designated Union Representative is employed by the
Employer and that such a person will not leave work during working hours without permission in order
to perform duties under this agreement. Such permission will not be unduly withheld, and the Steward
or designated Union Representative will not be hindered, coerced, restrained or interfered with while
investigating a grievance.
Permission to leave work will only be granted by:

a) For Staff of The Owl: either the Hospitality and Events Manager, or the General Manager;

b) For all other staff: the General Manager.
Permission will be confirmed by written notice within one (1) working day.

12.4. Settling of Grievances:

An earnest effort shall be made to settle any grievance fairly and promptly in the following manner:
Step 1:

An Employee, or the Union in matters of general application, before initiating a grievance, shall first
refer the matter to their immediate supervisor, who shall arrange a meeting within 3 days. The
Employee shall be accompanied to the meeting by their Shop Steward or Union Representative. If the
matter is not settled satisfactorily, the Employee may file an official grievance as per the following
procedure steps 2 to 4.

Step 2:

If no resolution has been reached in Step 1, and the Union considers the grievance to be justified, it
shall refer the written grievance, signed by a duly recognized Union Official and/or the Employee(s)
concerned, to the General Manager within seven (7) calendar days of the incident or the discovery of
the incident which is the subject of the grievance. Within fourteen (14) calendar days of receiving the
grievance, the General Manager shall render a decision in writing.

Step 3:

If a satisfactory decision is not reached in Step 2 of the grievance procedure either party may request
the assistance of the Department of Labour Mediation Services within seven (7) calendar days from the
receipt of the decision in Step 3. This Step may be omitted by mutual consent in writing between the
Union and the Employer.
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Step 4:

If a satisfactory decision is not reached in Step 3 of the grievance procedure the Union will have seven
(7) calendar days from the receipt of the decision/recommendation of Mediation Services to refer the
matter to Arbitration.

12.5. Facilities for Grievances:

The Employer shall supply the necessary facilities for the grievance meetings. Any cost associated with
the facilities will be shared equally by the Union and the Employer. The Union shall have the option to
choose an alternate location on campus.

12.6. Failure to Act within Time Limits:

Failure of the griever or the Union to process a grievance to the next step in the Grievance Procedure
within the time limits specified shall not be deemed to have prejudiced the Union on any future
identical grievance. However, failure of the griever or the Union to process a grievance to the next step
in the Grievance Procedure within the time limits specified shall render the grievance null and void.

13. ARBITRATION

13.1. Time Limit:

In the event that any grievance has not been settled through the procedure outlined in Article 12, either
party may within thirty (30) calendar days, of the Union receipt of the decision of the Mediation
Services submit the grievance to Arbitration in accordance with this Article.

13.2. Selection of Arbitrator:

When either party requests that a grievance be submitted to arbitration, the request shall be made by
registered mail addressed to the other party of the Agreement, indicating the name(s) of acceptable
arbitrator(s). Within five (5) working days thereafter, the other party shall answer by registered mail
indicating the acceptance of a proposed arbitrator or the name(s) of arbitrator(s) acceptable to that
party. If the recipient of the notice fails to appoint an arbitrator, or if the two appointees fail to agree to
an Arbitrator within ten (10) working days of the submission of the notice to proceed to arbitration, the
appointment shall be made by the Minister of Labour Relations and Workplace Safety.

13.3. Arbitration Procedure:

The Arbitrator may determine the procedure for the hearing but shall give full opportunity to all parties
to present evidence and make representation to it and shall render a written decision within thirty (30)
days from the time of the hearing ending.

13.4. Decision of the Arbitrator:

The decision of the Arbitrator shall be final and binding and enforceable on all parties, but in no event
shall the Arbitrator have the power to add to, subtract from, alter or amend the Collective Agreement.

13.5. Disagreement on Decision:

Should the parties disagree as to the meaning of the decision, either party may apply to the Arbitrator to
reconvene the hearing to clarify the decision, which it shall do within five (5) working days of receipt
of the decision.

13.6. Expenses of the Arbitrator:
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The fees and expenses of the Arbitrator shall be shared equally between the parties. Each party shall be
responsible for its costs, fees and expenses of witnesses.

13.7. Amending of Time Limits:

The time limits fixed in both the Grievance and Arbitration procedure may be extended by the mutual
agreement of the parties to this Agreement.

14. SENIORITY

14.1. Seniority Defined:

Seniority is defined as the length of service in the bargaining unit and shall be a factor in determining
preference or priority for promotions, transfers, layoffs and recalls. With respect to remuneration and
bumping rights, seniority shall operate on a department wide basis only.

14.2. Seniority List:

The Employer shall maintain a seniority list showing the date upon which each Employee’s service
commenced. An up-to-date seniority list shall be sent electronically to the Union and posted on all
bulletin boards no later than the 15th of December, March and August and upon the Union’s request.
The list will include both bargaining wide seniority and department wide seniority.

14.3. Probation of newly Hired Employees:

Newly hired Full-time Employees shall be considered to be on a probationary basis for a period of four
(4) months from the date of hiring, and Part-time Staff shall be on a probationary time period of two
hundred and fifty (250) hours of working time from the date of hiring. During the probationary period,
Employees shall be entitled to all rights and privileges of this Agreement, except with respect to
discharge and lay off. Such Employees may be terminated or laid off at any time during the
probationary period without recourse to Article 12 - Grievance Procedure, unless the Union claims
discrimination, as noted in Article 4, as the basis of termination. After completion of the probationary
period, seniority shall be effective from the original date of employment.

14.4. Loss of Seniority:

An Employee shall not lose seniority rights if they are absent from work because of sickness, accident,
lay-off or leave of absence approved by the Employer. An Employee shall only lose seniority in the
event the Employee:
1) Is discharged for just cause and not reinstated; or
2) Resigns; or
3) Is absent from work in excess of five (5) calendar days without sufficient cause or without
notifying the Employer, unless such notice was not reasonably possible; or
4) After being notified by email to do so, fails to return to work within seven (7) calendar days
following a lay-off recall, unless unable to do so due to sickness or other just cause. It shall be
the responsibility of the Employee to keep the Employer informed of their current email
address.

14.5. Transfers and Seniority Qutside Bargaining Unit:

No Employee shall be transferred to a position outside the bargaining unit without the Employee’s
consent. If an Employee is transferred to a position outside of the bargaining unit, they shall retain their
seniority acquired at the date of leaving the unit but will not accumulate any further seniority. If such an
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Employee later wishes to return to the bargaining unit, the Employer shall, where feasible, make every
effort to place the Employee in their previous position or a similar position in which the Employee has
the ability to perform the job.

15. PROMOTING AND STAFF CHANGES

15.1. New Positions:

Prior to the establishment of new positions, the classification and salary shall be negotiated with the
Union.

15.2. Job Postings:

When a vacancy occurs, or a new position is created in the bargaining unit, the Employer shall notify
the Union in writing and post notice of the position on all bulletin boards and the URSU website for a
minimum of one (1) week in order that all members will know about the position and be able to make
written application thereto. The Union may agree to forego the requirement of posting a position.

15.3. Information Postings:

Such notice shall contain the following information: nature of the position, qualifications, shift hours,
required knowledge and education, skills, wage or salary range or rate.

15.4. Hiring Procedure:

The URSU Management will inform the Union of the internal candidates that were interviewed for a
job posting and who the successful candidate is.

15.5. Outside Advertising:

All job postings may be posted internally and externally simultaneously. URSU Management will post
such postings on dedicated job postings bulletin boards within the URSU main office facility (on the
second floor) as well as within The Owl, and as well on the URSU website. Any Internal applications
will be considered prior to consideration being given to External candidates. Positions outside the
bargaining unit will be advertised simultaneously with internal posting. Copies of job postings will be
sent to the union at the time of posting.

15.6. Role of Seniority in Promotions and Transfers:

Both parties recognize:

1) the principle of promotion within the service of the Employer

2) the job opportunity should increase in proportion to length of service with a given department.
Any posted vacancy for a full-time or permanent part-time position shall be filled on the basis of
seniority, required qualifications, demonstrated efficiency in the applicant's current or previous
position(s), knowledge, skills and ability to do the job. Where candidates' qualifications are considered
equivalent, seniority will be the determining factor.

15.7. Trial Period:

The successful applicant shall be placed on trial for a period of four (4) months for Full time staff and
two hundred and fifty (250) hours for Part-time staff. Conditional on satisfactory service, such trial
promotion shall become permanent. In the event that the successful applicant proves unsatisfactory in
the position during the aforementioned trial period, or if the Employee feels unable to perform the
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duties of the new job classification, the Employee shall be returned to their former position without loss
of seniority and wage or salary if possible (refer to 14.5).

15.8. Promotions Requiring Higher Qualifications:

In case of promotions requiring higher qualifications or certification, the Employer shall give
consideration to the senior Employee who may not possess the formal qualifications but has performed
the work or has demonstrated the ability sufficient to perform the work, prior to filling of a vacancy.
Where certification or licensing is deemed necessary, the Employee, once hired, will need to show they
have embarked on or are enrolled in a program or process that will result in their attaining the
qualifications within a reasonable, mutually agreed upon prescribed length of time.

15.9. Handicapped and Older Worker Provisions:

When an Employee who has been incapacitated by injury or compensable occupational disease, or
who, through advancing years or temporary disablement is unable to perform their regular duties, every
effort will be made to employ the Employee in other work which the Employee can do, without regard
to other seniority provisions of this Agreement, except that such employee may not displace any
Employee.

15.10. On the Job Training:

Where feasible and with the expressed consent of the Employee, the Employer will inaugurate and
maintain a system of “on the job” training so that every Employee will have the opportunity of
receiving training and qualifying for promotion or in the event of a vacancy arising, to the position next
senior to the employee’s own. Accordingly, Employees shall be allowed regular opportunities to learn
the work of such positions during the regular working hours by arranging with interested Employees to
exchange positions for temporary periods, without affecting the rate of remuneration of the Employees
concerned.

15.11. Hiring of Students:

The hiring of students is preferred for part-time positions. Management shall show good cause for
hiring non-students. All employees will be members of CUPE 1486 upon hiring (refer to Article 7.2).

15.12. Affirmative Action:

The Employer is committed to equal opportunity hiring.

15.13. Rate of Pay Upon Promotion:

The salary of an Employee promoted to a position with a higher rate of pay shall be placed in the new
scale at the hourly rate next higher to the rate the Employee held prior to the promotion.

16. LAYOFFS AND RECALLS

16.1. Role of Seniority in Lay-offs:

Both parties recognize that job security would increase in proportion to length of service. Therefore, in
the event of a lay-off, Employees shall be laid off in the reverse order of their seniority and recalled in
order of seniority, provided they are qualified to perform the work.

16.2. No New Employees:
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No new Employees will be hired until those laid off have been given an opportunity of re-employment,
in writing, with a copy to the Union. Recall of laid off Employees takes into consideration availability
of Employees and number of available shifts and is subject to Seniority provisions as outlined in
Article 14 and Recall provisions as outlined in Article 16.

16.3. Advance Notice of Lay-off:

Notwithstanding clause 16.6 except for just cause other than shortage of work, the Employer shall not
lay off an employee without giving that employee at least:
a) One (1) week’s written notice, where the period of employment is at least three (3) consecutive
months, but less than one (1) year;
b) Two (2) week’s written notice, where the period of employment is one (1) year or more, but less
than three (3) years;
¢) Four (4) week’s written notice, where the period of employment is three (3) years or more.
The Union shall receive a copy of all notices.

16.4. Notice of Recall

Notice of recall will be forwarded via e-mail to the last known e-mail address of the employee, with a
copy to the Union. It shall be the responsibility of the employee to keep the Employer informed of the
employee's current contact information. The employee will be given seven (7) calendar days in which
to respond.

16.5. Grievance on Lay-Offs and Recalls:

Grievances concerning lay-offs due to a reduction in the working force shall be initiated in accordance
with Article 12- Grievance Procedure.

16.6. Regular Lay-offs for Part-Time Positions:

The following shall be considered automatic lay-off notice for all Part-time Employees and is not
subject to the lay-off notice provisions in 16.3:
e Last day of classes prior to the reading week until the first day of classes following reading
week
e Last day of classes in the winter semester to the first day of classes in fall semester
e Last day of classes in the fall semester until the first day of classes in the winter.

16.7. Benefits of Laid-off Full-time Employees:

In the event a Full-time Employee is laid-off, the Employer will continue to make premium payments
for all Employee benefits (excluding STD & LTD benefits) for a period of four months after the lay-off
date. The Employee may arrange to continue STD & LTD benefits by paying the premiums to the
Employer during the period of the lay-off.

17. HOURS OF WORK & SCHEDULING

17.1. Full Time Employees:

The parties recognize that because of the nature of duties and responsibilities of some Full-time staff
positions, a precise schedule of daily hours may be inappropriate for some Employees. The particular
duties and responsibilities of positions may have an influence on the hours of work. The work schedule
will be determined by mutual agreement between the Employee and their supervisor in writing with a
copy to the Union.
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17.2. Part Time Employees:

Hours of work for Part-time employees shall be scheduled as required but not to exceed eight (8) hours
per day or seventy (70) hours per two-week pay period.

17.3. Unforeseen Circumstances:

Variations of the schedule by the Employee due to work requirements or unforeseen personal
requirements shall also be reported to the General Manager. Approval of such variations shall not be
withheld unless such variations can be shown to cause unreasonable disruption to the Employer.

17.4. No Split Shifts:

There shall be no split shifts or split days off except where agreed between the Employer and
Employee.

17.5. Posting of Part-time Work Schedule:

All work schedules and shifts available will be posted electronically using a digital scheduling platform
used by the Employer for such purposes. The Employer will post core basic minimum schedules of
work and shifts available at minimum on a bi-weekly basis. Additional ad hoc shifts available beyond
the core schedules will be posted on an as required basis.

Employees are responsible for providing and maintaining their availability at minimum on a weekly
basis using the electronic scheduling platform.

All core shifts will be filled according to department seniority contingent on availability provided. All
additional ad-hoc shifts will be filled on a first come — first served basis using seniority where possible.
Part time employees who are unavailable for hours during a semester, but who anticipate returning in
the semester following their leave, shall provide management with notice, in writing, of their intent to
return before their leave begins.

17.6. Reporting Pay:

An Employee reporting for work on the Employee’s regular shift shall be paid their regular rate of pay
for the entire period worked, with a minimum of three (3) hours pay. The lone exception to this article
shall be the Visual Advertising Assistant.

17.7. Rest Periods:

All Employees shall be permitted one (1) twenty (20) minute rest period for each three and one half (3
%2) hour period worked.

17.8. Lunch Breaks:

Full time Employees are entitled to a minimum half (/%) hour or maximum one (1) hour unpaid lunch
break at their choosing.

Part time Employees are entitled to a half (/%) hour unpaid lunch break for shifts worked in excess of
five (5) hours. All Employees are encouraged to take the breaks assigned.

17.9. Role of Seniority Concerning Shifts:

Seniority as defined in article 14.1 and within individual departments shall determine shift preference,
access to On-The-Job-Training Opportunities (Article 15.10) and job assignment, subject only to the
ability of the Employee to perform the job required and their availability to perform the work required
on the specific date and time of the available shifts.
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17.10. Notice of Shift Changes:

Twenty-four (24) hours notice shall be given before change of shift. Failure to provide at least eight (8)
hours rest between shifts which are being changed shall result in payment of overtime at established
rates for any hours worked during any normal rest period unless caused by voluntary change or trade of
shift.

18. OVERTIME
18.1. Full Time Positions

18.1.1 Overtime Defined:

All time worked beyond the seven (7) hour workday, the thirty-five (35) hour work week, or on a
holiday, shall be considered as overtime. All overtime shall be pre-approved by the General Manager or
designate.

18.1.2 Overtime Rates:

Overtime rates shall apply for work as follows:

Shift Rate Note

Beyond a regular | Time in Lieu at | Commencing after the first

work day 1:1 half-hour as an extension of the
normal working day. Banked as
Earned Day Off.

Working on a Time in Lieu at | Banked as Earned Day Off.

regularly 1:1

scheduled day off

Working on a Time in Lieu at | In addition to Stat Holiday Pay.

holiday. 1:1 Banked as Earned Day Off.

18.1.3 No Lay-off Because of Overtime:

Employees shall not be required to lay-off during regular working hours to equalize any overtime
worked.

18.2. Part Time Positions

18.2.1 Overtime Defined:

All time worked beyond an eight (8) hour workday or a seventy (70) hour in a two week pay period or
on a holiday, shall be considered as overtime. All overtime shall be pre-approved by the General
Manager or designate.

18.2.2 Overtime Rates:

Rate for all hours or part thereof classified as overtime shall be 1.5 X the regular rate of pay and shall
be in addition to Statutory Holiday Pay when applicable.
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18.3. No Lay-off Because of Overtime:

Employees shall not be required to lay-off during regular working hours to equalize any overtime
worked.

18.4. Equalization of Overtime:

Overtime and call back time shall be divided equally among the Employees who are willing and
qualified to perform the work that is available.

18.5. Voluntary Overtime:

Overtime work shall be done on a voluntary basis. The Employer shall endeavour to keep overtime to a
minimum and shall, accordingly, supply the Union with a list of all Employees who have worked more
than twelve (12) hours a week at overtime rates, and an explanation of the circumstances.

18.6. No Overtime When Employees Laid Off:

There shall be no extensive overtime worked in any operation while there are Employees on layoffs
that are able to perform the available work.

18.7. Call Back:

If an Employee who is called back to work in the same day outside of the Employee’s regular working
hours shall be paid a minimum of three hours of their regular working salary and over-time based on
provincial labour standards guidelines. No Employee may agree to cover a shift that will put them into
overtime for a day totalling more than eight hours or a week totalling more than forty hours without
permission of Management.

19. HOLIDAYS

19.1. Paid Holidays:

The Employer shall recognize the following as paid holidays:

New Year’s Day, Family Day (February), Good Friday, Victoria Day, Canada Day, Civic Holiday
(August), Labour Day, Thanksgiving Day, Remembrance Day, Christmas Day, Boxing Day.

And any other day proclaimed as a holiday by the Federal, Provincial or Municipal Government.

19.2. Holidays Falling on Employee’s Days Off:

When any of the above-noted holidays fall on an Employee’s scheduled day off, the Employee shall
receive another day off with pay at a time mutually agreed upon between the Employee and the
Employer.

19.3. University Shut-down:

All Full-time Employees shall have Christmas Day to New Year’s Day off with pay. Any paid holidays
due to Employees during this period shall be deemed to be included.

20. VACATION

20.1. Vacation Entitlement:
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All Full-time Employees shall receive, and be encouraged to take, an annual vacation with pay in
accordance with credited service during the vacation period as follows:
e The vacation year shall be May 1st to April 30th.

Period of Employment # of Weeks
First 5 years of service 3
Years 6 -17 4
Years 18 - 24 5
Year 25 and after 6

e Beginning in Year 6, employees will be entitled to sell back | week of holidays in exchange for
increased salary. Arrangements must be agreed to in writing, within the first month of the
vacation year. All arrangements will be reviewed annually at the beginning of each vacation
year.

20.2. Vacation Pay upon Termination:

An Employee terminating their employment at any time in the vacation year before the Employee has
taken vacation shall be entitled to a proportionate payment of salary or wages in lieu of such vacation.

20.3. Approved Leave During Vacation Period:

Where an Employee, out of necessity elects to request Paid Time Off as per 21.1, during the
Employee’s period of vacation, there shall be no deduction from vacation credits for such absence,
provided that notice is provided on or before the requested PTO period. The period of vacation so
displaced shall either be added to the vacation period or reinstated for use at a later date upon mutual
agreement between the Employee and the Employer.

20.4. Usage of Vacation Entitlement:

Employees are required to take their vacation entitlement within the year earned. Vacation entitlement
not utilized by August 31st the vacation year will be scheduled by the Employer in consultation with
the Employee. However, if the Employer and the Employee agree, in writing, not to take vacation in
the year earned, the Employee may carry forward part of the vacation entitlement as follows:

e With prior approval of the General Manager, an Employee may carry over five (5) days which
must be used in the following vacation year. In the event an Employee does carry over five (5)
days, they will be considered to be the first five (5) days to be used.

Employee may take vacation in advance of such entitlement being earned (to a maximum of that year’s
possible entitlement). In the event that an Employee leaves the employ of the Employer, for whatever
reason, it is agreed the Employer will be entitled to deduct the value of any unearned vacation, which
has been advanced from any monies owing to the Employee. Employees with less than 1820
cumulative hours will be entitled to take vacation in advance of such entitlement being earned at the
discretion of the General Manager.

21. LEAVE PROVISIONS

21.1. Paid Time Off (PTO)

Employees shall accrue Paid Time Off (PTO) according to the actual number of hours worked within a
week. PTO may be used at any time at the Employee’s discretion for reasons of sickness or illness or to
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tend to such matters as, but not limited to, personal appointments, pressing necessity, mental health
care, attend a funeral, or bereavement leave.
Employees shall accrue PTO:

1. Accrual shall commence at the beginning of each fiscal year

2. Hours accrued per pay period = actual hours worked X 245 / 1820

3. The maximum accrual within a fiscal year shall be 245 hours

4. Any PTO hours unused at the end of a fiscal year shall be carried forward to the next fiscal year.

However accrual will not exceed the maximum allowable of 245 hours.
5. Employees will continue to accrue PTO while on vacation.

Requests for PTO shall be submitted through the Employer’s human resources platform, in advance,
with as much notice if and when possible. Requests for PTO shall be in % day increments with a
minimum of % day.

Employees need not provide any reasoning or documentation with respect to a PTO request except in
the case of time away from work due to sickness or illness of three (3) or more consecutive days.

Requests for PTO greater than what an Employee may have available in their PTO bank shall be
reviewed on a case-by-case basis. Such requests shall not be unreasonably denied.

Upon termination of employment, Employees shall not be entitled to remuneration of any remaining
PTO hours accrued.

21.2. Continuation of PTO Leave During Leave of Absence:

When an Employee is given leave of absence without pay for any reason or is laid off on account of
lack of work and returns to work upon expiration of such leave of absence, etc., the Employee shall not
accrue PTO hours for the period of such absence, but shall retain their cumulative credit, if any,
existing at the time of such leave or layoff.

21.3. Negotiation, Grievance and Arbitration Pay Provision:

Representatives of the Union shall not suffer any loss of pay when required to leave their employment
temporarily in order to carry on negotiations with the Employer or with respect to a grievance.

21.4. Leave of Absence for Union Functions:

Leave of absence without pay and without loss of seniority shall be granted, upon request to the
Employer, to Employees elected or appointed to represent the Union at Union conventions, conferences
and educationals.

21.5. Leave of Absence for Full-Time Union or Public Duties:

The Employer recognizes the right of an Employee to participate in public affairs. Therefore, upon
written request, the Employer shall allow leave of absence without loss of seniority and without pay so
that the employee may:

a) Be a candidate in a Federal, Provincial or Municipal election.

b) Serve in public office during their term of office.
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c) Serve a Full-time position with CUPE or anybody with which CUPE is affiliated, for a period of
up to one (1) year. Such leave shall be renewed each year, on request, during the term of office.

d) Participate in political activity providing such activity is not racist or sexist in any manner, to a
maximum of one (1) month.

e) Be a candidate in a Student’s Union election. The candidate/employee must apply for an unpaid
leave of absence for the period of campaigning. Such a request will not be unreasonable denied
by the Employer. If the Employee is elected the Employee must resign employment with the
Employer by no later than April 15 of the current year.

21.6. Maternity/Parental/Adoption Leave:

Upon written request, leave of absence without loss of seniority shall be granted for pregnancy, parental
or adoption under the provisions of the Employment Insurance Act. The Employee may supplement
Employment Insurance by using accumulated PTO, if the Employee is required to be off work due to
medical reasons prior to taking leave. The Employee returning from leave shall provide the Employer
with at least four (4) weeks written notice. On return from leave the Employee will be placed in the
same position or where that is not possible in a comparable position at the Employee’s former rate of

pay.
21.7. Time Off for Elections:

Employees shall be allowed four (4) consecutive hours after the opening or before the closing of polls
in any Federal, Provincial or Municipal election or referendums without deduction from normal daily
pay.

21.8. Paid Jury or Court Witness Leave:

The Employer shall grant leave of absence without loss of seniority to an Employee who serves as a
juror or witness in any court proceeding, except in situations where the Employee is testifying or
attending on their own behalf. The Employer shall pay such an Employee the difference between the
Employee’s normal earnings and the payment they received for jury services or court witness,
excluding payment for travelling, meals or other expenses. The Employee will present proof of service
and the amount of pay received.

21.9. Leave for Court Appearance or Incarceration:

In the event that an employee is accused of an offence which requires a court appearance, the
Employee shall be entitled to leave of absence without loss of seniority or benefits, but without pay. An
accused Employee, who is jailed awaiting a court appearance, shall be entitled to an automatic leave of
absence without loss of seniority and benefits, but without pay. In such a case, the Employee may elect
to use vacation time in lieu of time off without pay. In the event that the accused Employee is found
guilty and sentenced to incarceration the employee shall be indefinitely laid off. Rehiring of the
Employee is subject to the approval of the General Manager and the Union. However, the Employee
may revert to the Grievance Procedure outlined in Article 12.

21.10. Time Off to Take Classes:

The Employer shall agree to allow time off without pay for Full Time Employees to take one (1)
university class per semester provided that the class is not scheduled during peak work periods. The
Employee shall make a written request for time off for classes, which the Employer may grant or
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refuse. For time off to be granted, the class shall pertain to improvement of the Employee’s
qualifications or a degree requirement.

21.11. Time Off to Write Examinations

Leave of absence with pay and without loss of seniority shall be granted to allow Employees time to
write examinations to improve qualifications if related to the position occupied or improving
qualifications for promotion. Eligible leave of absence shall be a maximum of one half-day per exam.

If the examination is not to improve qualifications related to the position occupied or for promotion,
leave of absence without pay may be granted at a maximum of one half-day per exam.

21.12. General Leave:

The Employer shall grant leave of absence without pay and without loss of seniority to any Employee
requesting such leave for good and sufficient cause. Such request to be in writing and approved by their
direct Manager in consultation with the Employee.

21.13. Temporary Employees:

Those Employees hired to replace Employees on leave of absence shall be informed that the job is
temporary. The Employer shall inform the said Employee(s) four (4) weeks prior to the end of the leave
replacement position as to the availability of further work. If the permanent Employee does not return,
the normal hiring procedure shall be followed.

21.14. Returning from Leave of Absence:

Any Employee on leave of absence shall notify the Employer not later than four (4) weeks prior to the
termination of such leave whether they will be returning. If this is not done, the Employee shall forfeit
rights to do the job. The Employer shall notify every employee on leave of absence of this
responsibility and of the dates involved.

22. PAYMENT OF WAGES AND ALLOWANCES

22.1. Payment of Wages:

The Employer shall pay salaries and wages bi-weekly in accordance with the monthly and hourly wage
rates as defined in Schedules A & B attached hereto and forming part of this Agreement. On each
payday, each Employee shall be provided with an itemized statement of their wages and deductions.
Upon written submission of the Employee, the Employer shall pay the Employee any outstanding
amount(s) within three days once Management duly verifies such amounts.

22.2. Equal Pay:
The principle of equal pay for relatively equal work shall apply.
22.3. Substitution Pay:

When an Employee temporarily substitutes in, or performs the principal duties of, a higher paying
position for which a salary range has been established, the Employee shall receive the rate for
equivalent hours in that salary range. When an Employee is assigned to a position paying a lower rate
the Employee’s rate shall not be reduced.
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When an Employee temporarily substitutes in or performs the principal duties of a position that is not
in scope of the Agreement (i.e. out of scope), the Employee, the Union and the Employer will enter into
a temporary work arrangement (TWA) that is bound by this agreement. The term is not to exceed
twenty-four (24) months. The Employee shall continue to pay union dues to the Union during this
period based on their new rate of pay. The Employee shall retain all seniority rights and will continue to
accumulate seniority during the term of the TWA.

22.4. Multiple Work Assignments

At their discretion, Part-time Employees are eligible to work a shift temporarily and on occasion in
positions or job classifications other than those originally hired for. In such instances the Employee
shall be paid the base rate associated with that shift.

22.5, Car Allowance:

Car allowances paid to Employees using their own automobiles for the Employer’s business shall be
paid at a rate as stipulated in the Employer’s Travel Policy. As a condition of employment, the
Employer does not require anyone to own a car. When transportation for business purposes is required,
the Employee may, with the approval of the Employer, elect to use their own vehicle at the approved
rate. If an Employee does not elect to use their own car, or if they do not own a car, the Employer will,
if necessary, provide alternative transportation appropriate to the occasion.

22.6. Payment of Earnings at the Termination of Employment:

When an Employee voluntarily leaves or is terminated from the employ of the Employer they shall
receive the following within 14 calendar days:
e all wages earned including banked time and time in lieu;

e all holiday pay owing; and
e any pay in lieu of notice.

22.7. Stand-by Pay:

When an employee is advised to be “on call”, that is, immediately available by direct telephone
contact, the Employee shall be paid straight time wages in accordance with the following schedule:

Monday to Friday inclusive 2 hours per day
Saturdays and Sundays 3 hours per day
Holidays listed in Article 19 4 hours per day

All hours actually worked by an “on call” Employee for purposes of this paragraph are if the Employee
is authorized by the General Manager of the Employer to be “on call”.

22.8. Supplying of Meals:

Employees required to work overtime in any day or shift shall be provided with a meal by the
Employer if such time covers a normal mealtime or period. “Normal mealtime” shall be waived for
supervisors working shifts exceeding eight (8) hours.

22.9. Payment of Telecommunication Expenses:
Employees, who are required to have a cellular phone, shall be given an allowance of $70.00 per
month. Employees eligible for this benefit is at the discretion of the General Manager.
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22.10. Educational, Tuition, or Course Fee:

The Employer encourages and supports professional development of its Employees. The Employer
shall provide reimbursement for all or a portion of the fee of any approved course of instruction for
full-time employees to better themselves to perform their job. Employees wishing to enrol in such
professional development courses should submit a request for financial assistance in advance and in
writing to their Supervisor. The Employer will assess the relationship of the training program to job
function, and on this basis approve partial or total reimbursement of eligible costs. If approved,
previously agreed to reimbursement shall be issued on successful completion of the course.

22.11. Payment of Professional Fees:

The Employer shall pay professional fees for any employee who is required to be a member of a
professional association, and professional license for any Employee who is required to be licensed.

22.12. Part-time Employees Health Plan:

Part-time employees who have successfully completed their probationary period shall be entitled to
coverage through the URSU Health and Dental Program. Employees must opt in within thirty (30) days
after their probation period has ended and continue coverage until August 31st of the year of
enrolment. Employees will be automatically renewed in the Program unless notified in writing.
Regardless of plan coverage selected by the Employee (i.e. single, family) the Employer shall be
responsible for submitting the entire plan fee to the program provider. The Employer shall be
responsible for fifty (50) percent of the plan fee. The balance of the plan fee is the responsibility of the
employee, which shall be submitted via payroll deductions balanced through the next eight (8) pay
periods following enrolment.

22.13. Premiums for Benefits Package of Full-time salaried Employees:

The Employer shall pay one hundred (100%) of the cost of Group Insurance for all Fulltime salaried
Employees with exception of STD Premiums which will be paid by the Employee. In the case of
absence for illness, the Employer’s contribution shall be paid for a maximum of one (1) year from
commencement of illness. Thereafter, the Employee may pay the full premium cost through the
Employer, if the Employee so permits. Life insurance premiums paid by the Employer shall constitute a
taxable benefit to the Employee.

22.14. Supplementation of Workers’ Compensation:

Employees prevented from performing their regular work with the Employer as a result of an
occupational accident recognized by the Workers’ Compensation Board as compensable within the
meaning of the Compensation Act shall receive from the Employer the net difference between the
amount payable by the Workers’ Compensation Board and their short-term disability (STD) coverage
payments until their long-term disability (LTD) begins.

22.15. Registered Retirement Savings Plan:

For Full-time permanent Employees only, the Employer will deposit directly to the RRSP account of
the Employees’ choice an amount equal to 6% of the Employees’ earnings as per URSU’s RRSP
Employer Contribution Policy. Should an employee’s employment cease, they will receive their
contribution adjusted to their last pay cut off that falls on or before their employment ceased.

23. SEPARATION
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23.1. Notice of Changes to Employment

The Union shall be notified of all in-scope lay-offs, transfers, recalls, promotions and terminations of
employment

23.2. Notice of Separation:

1) If terminal action is taken during the probationary period, notice or pay in lieu of notice is not
required.

2) If terminal action is taken after the completion of the probationary period, two (2) weeks’ notice
or pay in lieu of such notice shall be provided.

3) Inaddition to the above (24.2 part 2), for each year (or part year) of employment an additional
one (1) month of notice or pay in lieu of notice shall be provided. The maximum of both parts 2
and 3 shall be 3 months in total.

4) An employee taking terminal action shall give a minimum of two (2) weeks’ notice.

23.3. Separation Pay:

In addition to termination pay, if as a result of the Employer ceasing all or part of the operation, or
merging with another Employer, or if by reason of any changes in operating methods the Employer is
unable to provide work for a displaced Employee at the same rate of pay in a comparable class of work,
the Employee shall receive the following;

e For employees with up to three (3) years of service: 3 month’s salary

e For employees with over three (3) years of service: one (1) month’s salary for every year of

service to a maximum of twelve (12) months’ salary.

The sum shall be paid after the date of position redundancy at the regular rate of the position last
occupied.

24. JOB CLASSIFICATION AND RECLASSIFICATION

24.1. Job Descriptions:

The employer agrees to draw up job descriptions, from time to time, for all positions and classifications
for which the Union is the bargaining agent. These descriptions shall be presented to the Union and
shall become the recognized job descriptions unless the Union presents written objections within thirty
(30) days of receipt. The Employer encourages Employees to be part of the job description process.
Once approved, job descriptions shall form part of the Operations and Procedures Manual.

24.2. No Elimination of Existing Classifications:

Existing classifications as listed in Schedules A & B, and as stated in 25.1, shall not be eliminated
without prior agreement with the Union.

24.3. Changes in Duties:

When the duties or volume of work in any classification are changed or increased, or where the Union
and/or Employee feels the position is unfairly or incorrectly classified, or when any position not
covered by Schedules A and/or B is established during the term of this Agreement, the rate of pay shall
be subject to negotiations between the Employer and the Union. If the parties are unable to agree on the
reclassification and/or rate of pay of the job in question, such dispute(s) shall be subject to Article 12-

30



Grievance Procedure. The newly determined rate of pay shall become retroactive to the time the
position was reclassified.

25. GENERAL CONDITIONS

25.1. Introduction of Methods or Machines:

In the event that the Employer should introduce new methods or machines which require new or greater
skills than are possessed by Employees under the present methods of operation, such Employees shall,
at the expense of the Employer, be given a maximum of one (1) year during which they may perfect or
acquire the skills necessitated by the new methods of operation. There shall be no change in wage or
salary rates during the training period of any such Employee and no reduction in pay upon being
reclassified in the new position. Employees shall be consulted on the introduction of new machines and
methods.

25.2. Training for New Skills:

Should the introduction of new methods of operation create a need for the perfection or acquisition of
skills requiring a training period longer than one (1) year, the additional training time shall be a subject
of discussion between the Employer and the Union.

25.3. Bulletin Boards:

The Employer shall provide bulletin boards which shall be placed so that all Employees will have
access to them and upon which the Union shall have the right to post notices of meetings and such
other notices as may be of interest to the Employees. Such notices shall not infract the guidelines as set
forth in the Employer’s Poster Policy.

25.4. Tools and Equipment to be Supplied:

The Employer shall supply all tools and equipment required by the employees in the performance of
their duties. Replacements will be made by producing the worn or broken tool.

25.5. Supplying of Legal Counsel:

Where coverage supplied through its comprehensive liability policy does not apply, the Employer shall
supply the legal counsel necessary for any action initiated against any Employee by virtue of
performance of the Employee’s assigned duties. Legal counsel shall only be paid for by The Employer
if the Employee acted at all times in accordance with the Employers Policies and Procedures.

25.6. Present Conditions to Continue:

All rights, benefits, privileges and working conditions which Employees now enjoy, receive or possess
as Employees of the Employer shall continue to be enjoyed and possessed insofar as they are consistent
with this Agreement, but may be modified by mutual agreement between the Employer and the Union.

25.7. Continuation of Acquired Rights:

All provisions of this Agreement are subject to applicable laws now or hereafter in effect. If any law
now existing or hereafter enacted, or proclamation or regulation shall invalidate any portion of this
Agreement, or if there is an amalgamation, annexation, merger or other structural change of the
Employer, the entire Agreement shall not be invalidated, and the existing tights, privileges and
obligations of the Employees shall remain in existence.
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25.8. Employee Contact Information:

It shall be the responsibility of the Employee to ensure that their contact information is current at all
times. Employees are to update their contact information via the Employer’s online human resources
platform or by emailing admin@ursu.ca.

26. OCCUPATIONAL HEALTH AND SAFETY

26.1. Co-operation on Safety:

It is agreed that the Employer, the Union and the Employees will cooperate fully to promote healthy
and safe work practices and working conditions, in accordance with the Saskatchewan Employment
Act and Occupational Health and Safety Regulations.

26.2. Occupational Health and Safety Committee:

The Joint Health and Safety Committee shall be members of the Employer and Union. There will be
representation of all areas (bar/kitchen, security and office staff). At least one-half (V%) of the members
shall be Union members. The Employer shall post the names of the members of the committee and
co-chairs in conspicuous locations throughout the workplace. The Committee’s responsibilities shall
include:

a) Participate in the identification and control of health and safety hazards in or at the place of
employment;

b) Provide the names of the co-chairs of the Committee — one representing the Employer, and
other the Union;

c) Establish, promote, and recommend the means of delivery of occupational health and safety
programs for the education and information of workers;

d) Maintain records with respect to the duties of the committee;

e) Investigate any matter with respect to a work refusal;

f) Receive, consider, and resolve matters respecting the health and safety of workers;

g) Record minutes of each meeting and keep the minutes on file with the committee after being
signed off by the co-chairs. The minutes shall be posted at a location that is readily accessible to
workers at the place of employment until all concerns recorded in the minutes are resolved. The
Employer shall maintain a copy of the minutes and have them readily available for inspection.

26.3. Safety Committee Pay Provisions:

The Occupational Health and Safety Committees shall hold meetings and regular inspections to deal
with all unsafe, hazardous or dangerous conditions. Representatives of the Union shall suffer no loss of
pay for attending such meetings or inspections. Minutes of all committee meetings and inspection
reports shall be provided to the Union.

26.4. Safety Measures:

All Employees either working with or in close proximity to any hazardous product or dangerous
material will be supplied with adequate and sufficient training, education, tools, and safety equipment
so as not to be exposed to unacceptable risks of the hazardous product or dangerous material. The
training, tools, and equipment to be used will be determined by the Occupational Health and Safety
Department Representative in consultation with the relevant Occupational Health and Safety
Committee consistent with pertinent legislation and accepted protocols.
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26.5. Educational and Training Programs:

The Employer, in consultation with the appropriate Occupational Health and Safety Committee, will
develop and implement educational and training Programs relating to the health and safety of workers,
at no cost to the Employees, and to be conducted during normal work time.

With reasonable notice, Union members of the Health and Safety Committee shall be entitled to time
off from work with no loss of seniority or earnings to attend educational courses and seminars
sponsored by government agencies or the University for instruction and upgrading on health and safety
matters.

Employees who feel they have not had opportunity for training on new equipment which they are
required to operate as part of their normal duties should first discuss the issue with their supervisor
head, and then, if necessary, with the Occupational Health and Safety Committee.

26.5.1 Safety and Health Reports, Records and Data:

Reports of every accident or occurrence of an occupational injury at the work site will be provided to
the appropriate Occupational Health and Safety Committee. The Committee members may request any
pertinent health and safety records held by the Employer, which are not confidential.

26.6. Right to Refuse Unsafe Work:

A worker may refuse to perform any particular act or series of acts at a place of employment where the

worker has reasonable grounds to believe that the act or series of acts is unusually dangerous to the

worker’s health or safety or the health or safety of any other person at the place of employment until:
a) Sufficient steps have been taken to satisfy the worker otherwise; or

b) The Occupational Health and Safety Committee has investigated the matter and advised the
worker otherwise. Where a worker has refused to perform dangerous work, the employer shall
not request or assign another worker to perform that work. The employer shall not take
discriminatory action against the worker because the worker has refused to perform dangerous
work.

26.7. Workplace Accommodations:

Employees are entitled to any reasonable workplace accommodations that ensure their health and
safety in the performance of their duties at no additional cost to the employee. Typical entitlements
include but are not limited to:

e Personal Protective Equipment such as gloves, masks, steel toe boots, hearing protection and

specialty eyewear
e Ergonomic workspace furniture and equipment
e Regular breaks from activities prone to repetitive stress injuries
If any employee feels they need accommodation, they are encouraged to report it to both the OH&S
Committee and their manager. The employee understands that there may be budgetary or operational
constraints on the accommodation, but the employer commits to finding a reasonable accommodation.

26.8. Pregnancy:

A pregnant employee whose pregnancy is at risk will have the following options:
1. to be temporarily assigned other duties if this is possible without disruption to the department;
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2. to commence her maternity leave after presenting a medical certificate attesting to her
pregnancy, and to maintain the right for up to six weeks after date of delivery to return to her
former position, classification, and salary subject to any general increases;

3. to relinquish her position and elect to exercise her rights under Article 16, Layoffs and Recalls.

26.9. Noise:

The Employer shall ensure that all reasonably practicable means are used to reduce noise levels in all
areas where workers may be required to work.

The Employer shall provide suitable ear protection devices at the request of any worker or groups of
workers regularly exposed to noise that is considered irritating or annoying or to add to the risk of
accident.

The Employer shall ensure that any ear protection device which depends for effectiveness on close
approximation of size or shape to the auditory canal is fitted to the worker by a competent person.
Where ear protection devices are provided, the selection of the type of ear protection devices provided
by the Employer is a matter to be jointly decided by the Occupational Health and Safety Committee.

26.10. Employees Working Late Evenings:

An Employee who works a shift that ends between the hours of 12:30 am and 7:30 am, may be entitled
to reimbursement for parking in an agreed upon area or reimbursement of taxi transportation home.
Reimbursement of parking and taxi fees will be granted upon presentation of receipts with proof of date
in relation to shift worked.
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IN WITNESS WHEREOF, the parties hereto have hereunder affixed their seal by their proper signing
officers both the day and year first above written.

DATED this 27 tdayof APl 2021,

SIGNED ON BEHALF OF: SIGNED ON BEHALF OF:
The Students’ Union of the University of The Canadian Union of Public Employees
Regina Inc. Local # 1486

° — . .
j/!ﬂ-@mDuuD Jo el
— Neil Petrich (Apr 27, 2021 10:55 MDT)

Gurjinder Singh Lehal Neil Petrich
President President

Willizm Michael John Spencer {Apr 29, 2021 10:39 MDT)

;:m'._ = Gings Aps A G T MET)
Gurkirat Singh William J. Spencer
Vice President Operations and Finance Recording Secretary
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Appendix A — Full Time Employees Wage Schedule

I Annual Increase 1.00% Loo% 2.00%
| Asof EHfective Effective Effective
Position ¢ Maonths Increment Janl, 2021 May 1,2021 May 1, 2022 May1,2023
Administrative Coordinator Start $ 363611 $ 367247 § 3,709.20 § 3,783.38
Administrative Coordinator After 6 0.95% s 3,670.65 $ 3,707.36 § 3,744.43 § 34819.32
Administrative Coordinatar After 12 160% § 372938 § 376668 $ 380435 $§ 388043
Administrative Coordinatar After 24 L70% $ 3,792.78 $ 383071 § 3869.02 $ 3,946.40
Administrative Coordinatar After 36 1.70% $ 3,857.26 § 389583 § 353479 § 4,013.43
Administrative Coordinator After 48 1.70% s 392283 § 396206 5 4,001.68 $ 408172
Administrative Coordinatar After 60 170% $ 398952 $ 402942 $ 406871 $ 415111
Public Refations and Social Media Coordinator Start $ 363611 § 367247 § 3,708.20 § 3,783.38
Public Relations and Social Media Coordinator After 6 095% $ 367065 § 370736 § 374443 § 3,819.32
Public and Social Medla Coor Ahter 12 1.60% $ 3,72938 $ 3,766.68 § 380435 § 3,880.43
Public Refations and Social Media Coordinatar After 24 170% $ 3,792.78 § 383071 § 3869.02 $ 3,946.40
Public d Social Media Coor After 36 1.70% $ 3857.26 $ 380583 §$ 393479 § 4013.49
Public Relations and Social Media Coordinatar After 48 1.70% S 392283 $ 3962.06 $ 4,001.68 $ 4,081.72
Public Refations and Social Media Coordinatar After 60 1.70% $ 3989.52 § 4029492 406571 5 4,151.11
Maintenance and Cleaning Team Coordinator Sart s 3,038.69 § 3,069.08 S 309977 § 3,161.76
Malntenance and Cleaning Team Coordinator After 6 0.95% s 3,067.56 $ 3,098.23 $ 312921 § 3,191.80
Malntenance and Cleaning Team Coardinator After 12 1.60% $ 31664 § 3,147.80 S 3,179.28 § 3,242.87
Malntenance and Cleaning Team Coordinator After 24 1.70% E) 3,169.62 § 3,201.32 § 323333 § 3,298.00
Malntenance and Cleaning Team Coordinator After 36 170% 5 322350 $ 325574 § 3,288.30 $ 3,354.06
Malntenance and Geaning Team Coordinator Afer 48 1.70% $ 327830 §$ 3311.09 § 3,344.20 § 3,411.08
Malntenance and Cleaning Team Coordinator After 60 1.70% $ 3334.03 § 336237 § 3,401.05 $ 3469.07
Accountant Assistant Start H 3895.84 § 393884 5 397823 § 4,057.79
Accountant Assistant After 6 0.95% $ 393689 $ 397626 $ 401602 $ 4,096.04
Accountant Assistant After 12 1.60% 3 399988 $ 4,039.88 § 4,080.28 § 4,161.88
Accountant Assistant After 24 1.70% $ 4067.88 § 4,10855 $ 414964 $ 4,232.63
Accountant Assistant After 36 1.70% L) 413703 $ 4,17840 § 422018 § 4,304.59
Accountant Assistant Afer48 1.70% s 420736 § 4249.43 § 429193 § 4371.77
Accountant Assistant After 60 1.70% 3 4278.88 $ 432167 § 4364.89 $ 4452.19
Graphic Designer Start s 305000 $ 308050 § 311131 § 3,173.53
Graphic Designer After 6 0.95% 5 3,078.98 $ 3,109.76 $ 3,140.86 $ 3,203.68
Graphic Designer Afier 12 160% S 312824 $ 3,159.52 § 319112 § 3,254.94
Graphic Designer Afer 24 170% $ 318142 § 321323 § 324537 § 331027
Graphic Designer ARer 36 1.70% $ 323550 $ 3,267.86 5 330054 § 3,366.55
Graphic Designer Ahter 48 1.70% $ 329051 % 332341 § 3,356.65 $ 3423.78
Graphlc Designer After 60 1.70% ] 334644 § 3379.91 § 341371 § 3,481.98
Sexual Health Outreach Coordinator Start $ 340000 $ 343400 § 3468.38 $ 3,537.71
Sexual Health Outreach Coordinator After 6 0.95% $ 343230 $ 3466.62 $ 350129 $ 3,571.32
Sexual Health Outreach Coordinator After 12 1.60% s 3487.22 § 352209 § 355731 § 3,628.46
Sexual Health Outreach Coordinator Afeer 24 1.70% $ 354650 $ 3,581.96 $ 3617.78 § 3,690.14
Sexual Health Outreach Coordinator After 36 L70% S 360679 S 3,64286 § 367929 § 3,752.87
Sexual Health Qutreach Coordinator ARter 48 1.70% $ 366811 § 3,704.79 $ 3,741.83 § 3,816.67
Sexual Health Outreach Coordinator After 6D 1L70% & 373046 § 3,757.77 § 3,805.45 $ 3,881.55
Food Security Coordinator Start [ 401917 § 4059.36 § 409996 $ 4,181.95
Food Security Coordinator After 6 0.95% $ 4,057.35 § 409793 $ 4,138.90 $ 4,221.68
Food Security Coordinator After 12 1.60% 5 412227 § 4,163.49 $ 420513 $ 4289.23
Food Security Coordinator ARer 24 1.70% $ 4,192.35 § 4234.27 § 427661 $ 4362.15
Food Security Coordinator After 36 1.70% $ 4263.62 § 430625 § 4349.32 § 4,436.30
Food Security Coordinator After 48 1L70% $ 433610 $ 4375.46 $§ 442326 § 4511.72
Food Security Coordinator After 60 L70% $ 440981 § 445391 S 443845 $ 4,588.42
Governance and Corporate Administration Coordinator  Start s 3,300.00 § 3,333.00 $ 3,366.33 § 3,433.66
Governance and Corpy A ation C After 6 0.95% $ 333135 $ 336466 S 333831 § 3,466.28
Governance and Corporate Administration Coordinator  After 12 1.60% $ 3384.65 $ 341850 $ 3,452.68 § 3521.74
Governance and Corporate Administration Coordinator  After 24 1.70% $ 3442.19 § 347661 § 351138 § 3581.61
Governance and Corporate Administration Coordinator  After 36 1.70% s 3,500.71 § 353571 § 357107 § 3,642.49
Gavernance and Carporate Administration Coordinator ~ ARter 48 1.70% s 3,560.22 $ 359582 § 363178 § 3,704.42
Gavernance and Corporate Administration Coordinator ~ After 60 1.70% s 362074 § 365695 $ 369352 § 3,767.39
IT Support Specialist Start $ 387500 $ 3913.75 $ 395289 $ 4,031.95
IT Support Specialist After 6 0.95% $ 391181 § 395093 $ 399044 5 4,070.25
IT Support Specialist After 12 160% $ 397440 § 401415 § 405429 §  4,135.37
IT Support Specialist After 24 1.70% S 404197 $§ 408239 § 4312321 § 4,205.67
IT Support Spedialist After 36 1.700 $ 4,110.68 $ 415179 $ 419330 $ 4,277.17
IT Support Spacialist After 48 170% $ 418056 § 422237 $ 426453 §  4,349.88
IT Support Specialist After 60 1.70% $ 425163 $ 429415 § 433709 § 4423.83
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Appendix B — Part Time Employees Wage Schedule

Annual Increase 0.00% 1.00% 1.00%
Asof Effective Effective Effective
Position Senlority Increment | Jan1,2021 May 1, 2021 May 1, 2022 May 1,2023
Bartender 0-250 $11.99 $1199 $12.10 $12.23
Bartender 250 - 600 8.0% $12.94 $12.94 $13.07 $13.20
Bartender 601 - 1000 8.0% $13.98 $13.98 $14.12 $14.26
Bartender 1001 - 1500 6.0% $14.82 $14.82 $14.97 $15.12
Bartender 1501 - 2000 6.0% $15.71 $15.71 $15.86 $16.02
Bartender >2000 B6.0% $16.65 $16.65 $15.82 $16.98
Food and Beverage Server 0-250 $11.99 $11.99 $12.10 $12.23
Food and Beverage Server 250-600 B.0% $12.94 $12.94 $13.07 $13.20
Food and Beverage Server 601 - 1000 B.O% $13,98 $13.98 $14.12 $14.26
Food and Beverage Server 1001 - 1500 6.0% $14.82 $14.82 $14.97 $15.12
Food and Beverage Server 1501 - 2000 6.0% $15.71 $15.71 $15.86 516,02
Food and Beverage Server 2000 6.0% $16.65 $16.65 $16.82 $16.98
FOH Supervisor $18.06 $18.06 $18.24 $18.42
Security Team Member 0-150 $13.72 $13.72 $13.86 $14.00
Security Team Member > 150 15.0% $15.78 $15.78 $15.54 $16.10
Security Team Supervisor $15.78 $15.78 $15.94 $16.10
Kitchen Supervisor 0-250 $16.07 $16.07 $16.23 $16.39
Kitchen Supervisor 250 - 600 8.0% $17.35 $17.35 $17.52 $17.70
Kitchen Supervisor 601 - 1000 8.0% $18.74 $18.74 $18.93 $19.11
Kitchen Supervisor 1001 - 1500 6.0% $19.86 $19.86 $20.06 $20.26
Kitchen Supervisor 1501 - 2000 6.0% $21.05 $21.05 $21.26 $21.48
Kitchen Supervisor >2000 6.0% $22.32 $22.32 $22.54 $22.77
Kitchen Team Member 0-250 $12.59 $12.59 $12.72 $12.84
Kitchen Team Member 250 - 600 8.0% $13.60 $13.60 $13.73 $13.87
Kitchen Team Member 601 - 1000 B.0% $14.68 $14.68 $14.83 $14.98
Kitchen Team Member 1001 - 1500 5.0% $15.57 $15.57 $15.72 $15.88
Kitchen Team Member 1501 - 2000 6.0% $16.50 $16.50 $16.66 $16.83
Kitchen Team Member >2000 6.0% $17.49 $17.49 $17.66 $17.84
Maintenance & Cleaner Team Member  0- 250 $12.59 $12.59 $12.72 $12.84
Maintenance & Ceaner Team Member 250 - 600 8.0% $13.60 $13.60 $13.73 $13.87
Maintenance & Cleaner Team Member 601 - 1000 8.0% $14.68 514,68 $14.83 $14.98
Maintenance & Cleaner Team Member 1001 - 1500 6.0% $15.57 $15.57 $15.72 $15.88
Maintenance & Cleaner Team Member 1501 - 2000 6.0% $16.50 $16.50 $16.66 $16.83
Maintenance & Cleaner Team Member  >2000 6.0% $17.45 $17.49 $17.66 $17.84
Visual Advertising Asslstant 0-250 $12.59 $12.59 $12.72 $12.84
Visual Advertising Assistant 250-600 8.0% $13.60 $13.60 $13.73 $13.87
Visual Advertising Assistant 601 - 1000 8.0% $14.68 $14.68 $14.83 $14.98
Visual Advertising Assistant 1001 - 1500 6.0% $15.57 $15.57 $15.72 $15.88
Visual Advertising Assistant 1501 - 2000 6.0% $16.50 $16.50 $16.66 $16.83
Visual Advertising Assistant >2000 6.0% $17.49 $17.49 $17.66 $17.84
Accounting Clerk 0-250 $16.48 $16.48 $16.64 $16.81
Accounting Clerk 250 - 600 8.0% $17.80 $17.80 $17.97 $18.15
Accounting Clerk 601 - 1000 8.0% $19.22 $19.22 $19.41 $1961
Accounting Clerk 1001 - 1500 6.0% $20.37 $20.37 $20.58 $20.78
Accounting Clerk 1501 - 2000 B.0% $21.60 $21.60 $21.81 $22.03
Accounting Clerk >2000 6.0% $22,89 $22.89 $23.12 $23.35
Customer Sarvica Reprasentative 0-250 $12.59 $12.59 $12.72 $12.84
Customer Service Representative 250- 600 B.0% $13.60 $13.60 $13.73 $13.87
Customer Service Representative 601 - 1000 B.0% $14.68 $14.68 $14.83 $14.98
Customer Service Representative 1001 - 1500 6.0% $15.57 $15.57 $15.72 $15.88
Customer Service Representative 1501 - 2000 6.0% $16.50 $16 50 $16.66 $16.83
Customer Service Representative >2000 6.0% $17.49 $17.49 $17.66 $17.84
Junior Developer 0-250 $14.50 $14.50 $14.65 514.79
Junior Develaper 250 - 600 8.0% $15.66 $15.66 $15.82 $15.97
Junior Developer 601 - 1000 8.0% $16.91 $16.91 $17.08 $17.25
Junior Developer 1001 - 1500 6.0% $17.93 $17.93 $18.11 $18.29
Junlor Developer 1501 - 2000 6.0% $19.00 $15.00 $19.19 $19.39
Junior Developer »2000 6.0% $20.14 $20.14 $20.32 $20.55
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