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ARTICLE 1-- PREAMBLE 

1.01 Whereas it is the desire of both parties to this Agreement" 

(1) To maintain and improve harmonious relations and settle conditions of 
employment between the Employer and the Union. 

(2) To recognize the mutual value of joint discussions and negotiations in all matters 
pertaining to working conditions and employment. 

(3) To encourage efficiency in operation. 

(4) To promote the morale, well-being, and security of all employees in the 
Bargaining Unit of the Union. 

(5) To promote progressive and equity based values and practices in the workplace 
and in the broader society; and, 

(6) To recognize the correlation between MUNSU's services provided to the students 
and the staff entrusted with the responsibility to deliver these services, the parties 
agree to work towards a collaborative partnership based on mutual respect and 
trust. 

1.02 Whereas it is now desirable that methods of bargaining and all matters pertaining to the 
working conditions of the employees be drawn up in a Collective Agreement. Now, 
therefore, the parties agree as follows: 

ARTICLE 2 — DEFINITIONS 

".01 For the purpose of this Agreement: 

(a) "Bargaining Unit" shall mean the Bargaining Unit recognized in Appendix B of 
this Agreement. 

(b) "Day" shall mean a working day unless otherwise stipulated in this Agreement. 

(c) "Employee" shall mean a person who is employed in a position included in the 
bargaining unit, as defined by Appendix "B" on a part-time, permanent, or 
temporary basis. 

(1) "Temporary Employee" shall mean an employee who is employed in a post 
which has not been established as a permanent post with the Employer for 
the purpose of performing certain specified work, or as a replacement 
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worker for an existing position and whose terns of employment are 
specifically stated in the employee's letter of appointment. 

(ii) "Part-time Employee" shall mean a permanent employee who ordinarily 
works less than the full time hours of work prescribed in Article 23.01 -
Hours of Work. 

(iii) "Permanent Employee" shall mean an employee who has completed the 
probationary period and is employed without reference to any specific date 
of termination of service. 

(d) "Employer" shall mean the Board of Directors of the MUN Students' Union, and 
the Board members appointed to represent it and to manage the affairs of the 
organization. 

(e) "Layoff' shall mean a temporary cessation of employment of an employee 
because of lack of work or because of the abolition of a post. 

(f) "Month of Service" shall mean a calendar month in which an employee is in 
receipt of full salary for the prescribed number of regular working hours in each 
working day in the month and includes a calendar month in which an employee is 
absent 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 29, Clause 29.02 (Sick Leave). 

(g) "MUN Students' Union" shall mean the Memorial University of Newfoundland 
Students' Union at Memorial University, as defined by its constitution and by-
laws, hereinafter referred to as the Students' Union. 

(h) "Probationary Employee" shall mean an employee who is employed but who has 
worked less than the prescribed probationary period. 

(i) "Spouse" shall mean a person who is either married to an employee, or although 
not legally married to an employee, has cohabitated with the employee in a 
conjugal relationship for at least twelve (12) months. 

0) "Union" shall mean the Canadian Union of Public Employees, Local 4554. 

(k) When a word in the singular number or either gender is used in this Agreement, it 
shall be construed as if the plural number or the other gender has been used and 
vice-versa where the context requires. 
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ARTICLE 3 — MANAGEMENT RIGHTS 

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

*3.02 The Union recognizes that the Employer currently utilizes surveillance cameras and 
related equipment in specific areas to protect critical areas of the Employer's premises 
from theft and to enhance the personal safety of its employees. 

However, surveillance cameras and other related equipment shall not be used in 
employee occupied areas during normal working hours without the knowledge of the 
employees in the area and of CUPE Local 4554. 

The employer shall also not use any surveillance equipment to monitor the work of 
employees. 

ARTICLE 4 — EMPLOYEE RIGHTS 

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

4.02 At the employee 's request, the employee shall be entitled to union representation at 
meetings with the Employer on all matters pertaining to employer-employee relations. 

4.03 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. 

4.04 Members of CUPE Local 4554 will have voice but no vote at all Students' Union 
meetings. 

4.05 Employees shall have the right to participate in political action called for by the Canadian 
Labour Congress and its affiliates. Employees shall not suffer any loss of wages for a 
maximum of two (2) days for each such participation to a maximum of six (6) days per 
calendar year. The Employer shall be notified in writing at least two (2) working days in 
advance of the employee 's participation in such actions. The Employer shall grant the 
above leave subject to operational considerations. 

4.06 (a) The Employer and Union shall respect the values of academic freedom as articulated 
by the C.A,U.T. (Canadian Association of University Teachers). 
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(b) The Employees of MUNSU shall retain all of their freedom as citizens to express 
themselves, and any public commentary/expression unrelated to the Employer will 
not be used as grounds for discipline. 

ARTICLE 5 — RECOGNITION 

5.01 The Employer recognizes the Union as the sole collective bargaining agent for classes of 
employees as listed in Appendix B. 

5.02 (a) When new Classifications or positions are developed and/or new Classifications or 
positions are created as a result of restructuring, the Employer shall notify the Union 
in writing and shall consult with the Union as to whether such classifications or 
positions should be included in the Bargaining Unit. Should the Union and the 
Employer be unable to agree, the matter shall be referred to the Labour Relations 
Board. 

(b) When a bargaining unit position is vacated and the Employer intends to continue to 
have any or all of the duties performed or intends to refill the position the Employer 
shall notify the Union in writing. The notification shall indicate whether the 
Employer intends to modify the duties, title, classification, hours of work or status 
(i.e. whether permanent, temporary or part-time) of the position and the rationale for 
the change. Where there is no change, provision of a copy of the job posting shall be 
sufficient notification. 

5.03 (a) The Employer will ensure that no employee in the bargaining unit shall be laid off 
nor denied an opportunity for recall, because duties normally performed by 
employees in the bargaining unit have been or will be assigned to or assumed by 
students or excluded personnel. The Employer will also ensure that students and 
excluded personnel will not be utilized to fill vacated union positions. 

(b) Employees 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, the 
performance of work of a bargaining unit nature which forms part of a non-
bargaining unit position, or in the event of an emergency when the regular employee 
is not readily available. 

(c) Both parties recognize the Employer's role in the community and its responsibility to 
the students who are its members. The parties further recognize that the provision of 
employment for students is in the interest of the entire Employer community. The 
parties recognize that employment of students is for the purposes of augmenting the 
studies of students with work experience. Such employment is not for the purpose of 
replacing existing bargaining unit members. 

5.04 In the event that the Memorial University Students' Union is merged with the greater 
University community or an outside agency, the representation rights of the Canadian 
Union of Public Employees shall be retained. The provisions of any or all Collective 



Agreements shall be binding upon any merged, amalgamated or consolidated Employer 
or any successor. 

ARTICLE 6 — NO DISCRIMINATION 

6.01 The parties agree that there shall be no discrimination, interference, restriction, or 
coercion exercised or practiced by either party with respect to any employee in the matter 
of assignment of work, classification, discipline, discharge, hiring, layoff, promotion, 
recall, training, transfer, upgrading, wage rates, or otherwise by reason of age, physical 
and/or mental disability, race, creed, colour, national origin, political or religious 
affiliation, sex, sexual orientation, gender identity, gender expression, mental 
health/disability, marital status, place of residence, membership or activity in any Union, 
or any similar reason. 

*6.02 (a) Harassment-Free Workplace 

(1) The Employer and the Union agree that all members of the Employer 
community are entitled to pursue their duties or studies in an environment free 
from harassment by members of the Employer community. Individuals who 
engage in harassment shall be subject to discipline up to and including dismissal. 
For the purpose of this Article, a member of the Employer community is anyone 
appointed, contracted, employed or registered as a student, volunteer, or 
community member by the Employer. 

The Employer shall undertake to investigate alleged occurrences with all 
possible dispatch. The complainant shall be protected from repercussions which 
may result from the complaint. 

(ii) The Employer adopts a Harassment Prevention Plan which will be over seen by 
the Joint Occupational Health and Safety Committee. A copy of which will be 
provided to CUPS Local 4554. In the event there is a conflict between the 
Harassment Prevention Plan and this Article 6, the terms of the Harassment 
Prevention Plan will govern. 

(iii) All new employees shall be required to pass the Sexual Harassment Training 
provided by the University's Sexual Harassment Advisor. 

(b) Harassment 

Harassment based on race, religion, religious creed, gender, marital status, 
physical or mental disability, political opinion, colour, ethnic national or social 
origin, or sexual orientation, is any behaviour that is directed at, or is offensive to 
a member of the Employer community, endangers a member's job, or academic 
standing, undermines performance or threatens the economic livelihood of the 
member. 



(c) Sexual Harassment 

Sexual Harassment shall include: 

(i) unwanted attention of a sexual oriented nature; or 

(ii) implied or expressed promise of reward for complying with a sexually 
oriented request; or 

(iii) implied or expressed threat of reprisal of the denial of opportunity for the 
refusal to comply with a sexually oriented request; or 

(iv) sexually oriented remarks or behaviour which may be reasonably be 
perceived to create a negative working environment. 

(d) Gender Harassment 

Gender Harassment shall include offensive comments and/or actions, and/or 
exclusion from that to which a person(s) would otherwise have a right or 
privilege, which demean or belittle an individual(s) and/or cause personal 
humiliation on the basis of sexual preference, gender, gender identity or gender 
expression but which may not be sexually motivated. 

(e) Racialr'Ethnic Harassment 

Racial/Ethnic Harassment shall include offensive comments and/or actions, 
and/or exclusion from that to which a person(s) would otherwise have a right or 
privilege, which demean and belittle an individual(s) and/or cause personal 
humiliation, on the basis of race, creed, colour, place of origin, ethnic origin, 
citizenship and/or ancestry, but which may not be sexually motivated. 

(f) Personal Harassment 

Personal Harassment is any behaviour by any person in the workplace that is 
directed at, or is offensive to a member of the Employer community, endangers a 
member's job, or academic standing, undermines performance or threatens the 
economic livelihood of the member or adversely affects the employee's 
psychological wellbeing which the person knows or ought reasonably to know to 
be offensive or threatening. Such alleged harassment does not include appropriate 
supervisory practices or matters within the normal disciplinary processes of the 
Employer. 

(g) Workplace Abuse 

The parties recognize that an employee may be subject to abuse in the course of 
his/her duties. Where an employee makes a written complaint of abuse to the 
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Employer, the Employer shall conduct an investigation. Should the Employe~ 
determine that the complaint is justified, the Employer shall take such reasonable 
steps as it considers necessary in the circumstances. The union shall give all 
reasonable cooperation with an investigation where the complaint is made against 
a member of the bargaining unit. 

(h) False Accusations 

The Employer will take appropriate steps to deal with an employee, whether inside 
or outside the bargaining unit, who is alleged to have made a false accusation of 
harassment or abuse against another employee. 

6.03 Support of Human Rights 

Both parties support the principles espoused in the Newfoundland Human Rights Act 
(Chapter H-13.1, 2010) and agree to co-operate fully with any investigation held by the 
Human Rights Commission with regard to a complaint by a member of the Employer 
community. 

6.04 No Barrier To Affirmative Action 

Nothing in this Article shall be construed as a barrier to the formulation or 
implementation of any affirmative action plan mutually agreed upon by the Employer and 
the Union. 

ARTICLE 7 — UNION SECURITY AND DUES CHECKOFF 

7.01 The Employer agrees to acquaint new employees with the fact that a Union Agreement is 
in effect and with the conditions of employment as set out in the Articles dealing with 
Union Security and Dues Checkoff. 

7.02 The Employer shall deduct from the earned wages of all employees within the scope of 
the bargaining unit the initiation fees and monthly dues of the Union and remit to the 
Secretary-Treasurer of the Union the full amount of such deductions on or before the 15`h 
of the month following accompanied by a list of names, addresses, telephone numbers, 
and the classification of employees from whose wages deductions have been made, the 
number of hours worked per month, the gross regular earnings and the amount of the 
deductions. The Union shall furnish to the Employer a list of all employees from whose 
wage's deductions are to be made under this clause and shall, when action requires, 
supplement this list with the names of additional employees who become members of the 
Union. 

T03 All employees of the Employer shall, from their date of hire, become and remain 
members of the Union. 

11C 



7.04 The Employer agrees to record on the employee's T-4 statement the amount of 
membership dues deducted from the employee's salary and paid to the Union. 

ARTICLE 8 — THE EMPLOYER AND THE UNION SHALL AQUAINT NEW 
EMPLOYEES 

8.01 New Employees 

Employees shall be advised upon hire or upon changing jobs of the name of the 
Employee's immediate or designated supervisor. It is understood that this could be a 
bargaining unit employee. 

8.02 Copies of Agreement 

On commencing employment, the Employer shall introduce the new employee to his/her 
Union Steward and/or Representative and will provide him/her with a copy of the 
collective agreement. 

8.03 Interviewing Opportunity 

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. 

ARTICLE 9 — CORRESPONDENCE 

4.01 All correspondence between the parties arising out of this Agreement or incidental 
thereto shall pass to and from the Staff Relations Officer and/or designate of MUNSU 
and the Correspondence Secretary to the Union. 

ARTICLE 10 —JOINT LABOUR MANAGEMENT COMMITTEE 

10.01 Union Representation 

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



10.02 Composition of Committee 

A Labour Management Committee shall be appointed and consist of not more than three 
(3) members of the bargaining unit, as appointees of the Union, and three (3) members as 
appointees of the Employer. Each party will advise the other of their nominees to the 
Committee. 

10.03 Function of Labour Management Committee 

The purpose of this Committee is to meet and confer on matters of mutual interest which 
are not properly the subject of a grievance or negotiation. The Committee shall concern 
itself with the following types of matters but not limited to: 

1) Considering constructive criticisms of all activities so that better relations shall 
exist between Employer and Employees. 

2) Improving of service to the Memorial University of Newfoundland Student's 
Union. 

3) Reviewing suggestions from employees, questions of working conditions and 
services (but not grievances concerned with the service). 

4) Correcting of conditions making for grievances and misunderstanding. 

5) Promotion of education and training for staff. 

6) Developing policies to improve the working conditions. 

10.04 Meetings of Committee 

The Committee shall meet at mutually agreeable times and places at least every three (3) 
months. Members shall receive a notice and agenda of the meeting at least forty-eight 
(48) hours in advance of the meeting. Employees shall not suffer any loss of pay for time 
spent with this Committee. 

10.05 Chairperson of the Meeting 

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

10.06 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. 

17 



10.07 Minutes of Meeting 

The Union and the Employer shall each receive two (2) signed copies of the minutes 
within five (5) working days following days following the meeting. 

10.08 Assistance in Negotiations 

Both parties shall reserve the right to have outside assistance when dealing or negotiating 
with each other. 

10.09 Time Off For Meetings 

Any representative of the Bargaining Committee, Labour Management Committee or 
Grievance Committee who is in the employ of the Employer shall attend committee 
meetings held within working hours without loss of remuneration. 

ARTICLE 11— STRIKES AND LOCKOUTS 

11.01 In view of the orderly procedure for settling grievances the Employer agrees that it will 
not cause or direct, during the term of this Agreement, any lockout of its employees and 
the Union agrees that during the term of this Agreement there will be no strike or other 
collective action which will stop, curtail, or interfere with the Employer's operations. 

11.02 Both parties agree that, in the event of third-party labour disputes affecting the 
Employer's place of business, employees of this bargaining unit have a contractual 
obligation to report for work unless physically prohibited from doing so, or unless they 
express reasonable fears, injury or reprisals against their person or property. In such an 
event, failure to cross such a picket line by a member of this bargaining unit shall not be 
considered a violation of this agreement, nor shall it be grounds for disciplinary action. 

ARTICLE 12 — ADJUSTMENT OF GRIEVANCES 

12.01 Should a dispute arise between the Union or an employee and the Employer regarding the 
interpretation, meaning, operation, or application of this Agreement, including any 
question 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. 

12.02 An employee who has a complaint shall first present it verbally to the Employer 
accompanied by a representative Shop Steward. The Employer shall answer verbally 
within one (1) working day. 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. 
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After a grievance has been initiated by the Union, the Employer's representative shall not 
enter into direct discussion or negotiation with the aggrieved employee, respecting the 
grievance, without the consent of the Union. 

12.03 Where the dispute involves a group of workers the Union may submit a `group grievance' 
on behalf of the individuals. When a dispute involving discharge, layoff, recall, or a 
question of general application or interpretation occurs, the Union and the Employer shall 
have the right to originate a grievance. 

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

12.05 Grievances shall be resolved with the following procedures: 

Step 1: The employee shall discuss the complaint with the Shop Steward. If the Shop 
Steward considers the grievance to be justified, the employee concerned, 
together with the Shop Steward, may within fourteen (14) working days after the 
occurrence of the grievance or the employee becoming aware of the occurrence 
of the grievance submit the grievance in writing to the Employer and an earnest 
effort shall be made by all parties to settle the grievance at Step 1. The 
Employer shall render a decision in writing within seven (7) working days of 
receipt of the grievance. 

Step 2: Failing a satisfactory settlement being reached, as provided in Step 1, either 
party to the Agreement may within ten (10) working days of the receipt of the 
response at Step 2 refer the dispute to arbitration. Either party may, after a 
dispute has been referred to arbitration, advise the other party of its desire to 
have the dispute mediated. Mediation shall only be utilized upon mutual 
agreement of the parties. Discussions at mediation shall be without prejudice 
and cannot be referenced at arbitration. 

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

12.07 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. 

12.08 Responses to grievances at all levels shall be forwarded to the Shop Steward filing the 
grievance, the grievor(s) and the Correspondence Secretary of the Union. 

12.09 A shop steward, grievor, or an employee shall not suffer any loss of pay or time in 
processing complaints or attending grievance meetings, mediation or arbitration with the 
Employer. An employee, who is subpoenaed by either party as a witness in an arbitration 
hearing, shall not suffer any loss of pay or time. No employee shall leave his/her regular 
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duties to discuss a grievance without first obtaining permission from the Employer. The 
employee shall notify the employee's supervisor when returning to duty. 

ARTICLE 13 —ARBITRATION 

13.01 Jurisdiction of the Board 

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 shall 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. The Board of Arbitration shall have the 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. 

* 13.02 Composition of Board of Arbitration 

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 its representative to the Arbitration Board. The 
two (2) representatives so appointed shall within ten (10) days of the appointment of the 
latter appoint an arbitrator who shall be Chairperson. The three (3) parties thus appointed 
shall constitute the Arbitration Board. 

13.03 Failure to Appoint 

In the event that either party fails to appoint a representative to the Arbitration Board 
within the time provided, the other party may request the Minister responsible for the 
Labour Relations Act to appoint a representative on behalf of the defaulting party. In the 
event 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 
Responsible for the Labour Relations Act of the Government of the Province of 
Newfoundland and Labrador 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. 

13.04 Board Procedure 

Within a reasonable time, not to exceed forty (40) days 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. A copy of the 
board's decision shall be immediately given to both parties to the dispute and this 
decision shall be binding on both parties as provided in The Labour Relations Act. 
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13.05 Failure to Attend 

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. 

13.06 Expenses of the Board 

Each party shall pay, 
1) the fees and expenses of the nominee it appoints 
2) one-half the fees and expenses of the Chairperson. 

13.07 Amending the Time Limits 

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

* 13.08 Substitution to a Single Arbitrator 

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 the Article shall apply equally to a single arbitrator when 
reference is made to an Arbitration Board. The sole Arbitrator shall have all the rights 
and powers of a Board of Arbitration appointed under this Article. Each party shall pay 
one-half of the fees and expenses of the Arbitrator. 

ARTICLE 14 — DISCIPLINE, SUSPENSION, AND DISCHARGE 

14.01 Principle of Just Cause 

The Employer shall have the right to discipline, suspend, or discharge an employee for 
just and sufficient cause. 

14.02 Progressive Discipline 

Without limiting the generality of the foregoing, the Employer recognizes the principle of 
progressive discipline. Thus, except in cases of extreme misconduct, discipline will 
proceed in stages, e.g. verbal warning, written warning, suspension(s), discharge. The 
Employer recognizes that, prior to imposing discipline, an employee shall be given 
reasonable opportunity to correct a situation about which there has been a complaint. 
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14.03 Procedures for Disciplinary Action 

In the event the Employer initiates a disciplinary action against an employee, the 
following procedures shall be followed: 

(a) When disciplinary action is taken against an employee, the employee shall, within 
three (3) days of oral notification, be notified in writing of the cause and of the 
action taken or to be taken. 

(b) Where an employee claims to have been unjustly dealt with, the employee shall 
have the right to be heard in accordance with the procedure for adjustment of 
grievances as set out in Article 12. 

(c) Where cause for discipline, suspension or discharge is alleged to exist, the 
employee may be suspended during an investigation and shall be notified in 
writing by the Employer of the decision and the cause. In situations where the 
Employer is unable to investigate the matter to its satisfaction, but feels the 
employee should be removed from the employee's place of employment, it shall 
be with pay. 

14.04 Right to Representation 

An employee shall have the right to the presence of a union representative at all meetings 
with the employer involving matters that are disciplinary or related to personnel or the 
collective agreement. 

* 14.05 Civil and Criminal Claims 

Employer will maintain industry standard insurance coverage in relation to 
Coverage for acts or omissions of employees acting in the good faith performance 
of their duties. Employer will not request an employee undertake any task which 
is unlawful. In the unlikely event that an act or omission of an employee in the good 
faith performance of their duties results on a claim which is not insured, the 
Employer will reimburse legal fees of the employee up to a maximum of $10,000. 

14.06 Confidentiality 

The fact and substance of disciplinary investigations shall be treated as confidential by 
the Employer and the Union. 

ARTICLE 15 -- PERSONAL FILES 

15.01 Copies of documents placed on an employee's personal file which may, at any time, be 
the basis of disciplinary action, shall be supplied concurrently to the employee by 
registered mail or by hand. Copies of such documents shall also be supplied concurrently 



to the secretary of the union who shall hold such in the strictest confidence. The 
employee shall acknowledge receiving such documents by signing the file copy. 
Employees shall have the right to respond in writing to any documents placed in their file 
and their response shall also form part of their personal file. 

15.02 Any reprimand or warnings given in writing and becoming part of an employee's file 
shall be destroyed after eighteen (18) months have elapsed, providing another warning or 
reprimand relating to a similar offence has not been given within that period. An 
employee shall have the right to receive copies of any material contained in the 
employee's personnel file and shall also have the right to request the removal of any time 
expired communication of a disciplinary nature which have been advertently left on file. 

15.03 When an employee has a grievance, those copies referred to in Clause 15.01 and retained 
in the personal file will be made available to the employee. 

15.04 An employee shall have, on giving reasonable notice, access to the employee's personal 
file and such shall be provided within forty-eight (48) hours notice. Copies of documents 
in an employee's personal file  may be made available to the employee, on request. 

15.05 There shall be only one (1) recognized personal file and that file  will be the one (1) 
maintained by the Staff Relations Officer and/or recognized designate. This file, referred 
to in Clause 15.01, shall not contain any anonymous material. Employees have the right 
to challenge any document found in the employee's file. 

ARTICLE 16 — ACCESS AND SHOP STEWARDS 

16.01 Access to Employees 

The Employer agrees that access to its premises shall be allowed to persons employed 
full-time by the Union and Shop Stewards for the purpose of interviewing an employee, 
and such interviews shall not interfere with the operation of the department concerned. 

16.02 Union Meetings 

Permission to hold meetings on the premises of the Employer shall, in each case, be 
obtained from the Employer. Such permission shall not be unreasonably withheld, and 
such meeting shall not interfere with the operation of the department concerned. 

16.03 Shop Stewards 

The Union shall inform the Employer of the names of all Shop Stewards as soon as 
possible after their appointment. The Employer agrees to recognize Shop Stewards 
appointed by the Union. 

at 



16.04 Time Off for Stewards 

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 Steward shall request such time off from the Steward's immediate supervisor. Such 
time off shall not be unreasonably withheld. 

ARTICLE 17 — TIME OFF FOR UNION BUSINESS 

17.01 A Bargaining Committee shall be appointed and consist of not more than three (3) 
members of the bargaining unit and three (3) members from the Employer. Each party 
will advise the other of their nominees to the Committee. 

Representatives of the union shall not suffer any loss of pay when required to leave their 
employment in order to carry on negotiations with the Employer. No employee shall 
leave his/her regular duties to attend negotiations without first obtaining permission from 
the Employer. The employee shall notify the employee's supervisor when returning to 
duty. 

17.02 Leave of absence with pay shall be granted, upon request by the Union and subject to 
operational considerations, to employees elected or appointed to represent the bargaining 
unit at Union conventions, union sponsored schools or seminars. The Employer shall 
receive the request, in writing, at least seven (7) calendar days in advance of the leave. 
Such leaves are restricted to a maximum of twenty-five (25) working days accumulated 
for the bargaining unit per calendar year. Leaves are restricted to a maximum of three (3) 
members at any one convention or event subject to operational considerations. 

17.03 The Employer shall endeavor to provide the Union office space at no cost to the Union. 

17.04 Leave without pay up to one (1) year, subject to renewal, shall be granted, upon 
application to the Employer, to an employee upon being appointed or elected to a full-
time office in the Canadian Union of Public Employees or its affiliates. 

ARTICLE 18 —SENIORITY 

18.01 Definition 

Seniority is defined as the date of hire with the Employer, and shall be used in 
determining preference or priority for promotions, transfers, demotions, layoffs and 
recalls. Seniority shall be calculated in conjunction with the bargaining unit 

18.02 Maintenance of List 

The Employer shall maintain a seniority list showing each employee's date of hire. An 
up-to-date seniority list shall be sent to the bargaining unit and posted on all bulletin 
boards in January of each year, such list to be correct to January I` of that year. Any 
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objection to the list must be filed within thirty (30) working days of posting or the list 
shall be deemed as correct. After that period, the Seniority List shall be deemed as 
correct, until next posted. 

18.03 Probation of Newly Hired Employees 

Newly hired employees shall be considered on a probationary basis for a period of three 
(3) months from the date of hire. A probationary period may be extended by the mutual 
agreement of the parties to a maximum of four (4) months. After completion of the 
probationary period, seniority shall be effective from the original date of employment. 
During the probationary period, employees shall be entitled to all rights and benefits of 
this Agreement except with regard to discharge. The employment of such employees 
may be terminated at any time during the probationary period without recourse to the 
Grievance procedure, unless the Union claims bad faith, arbitrariness or discrimination 
(as noted in Article 6) as the basis for termination. Each employee shall be notified in 
writing at least two (2) weeks before expiry date of the applicable probationary period as 
to whether the appointment is terminated or confirmed, 

* 18.04 Loss of Seniority 

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

(a) resigns or otherwise terminates the employee's services by voluntary act and does 
not withdraw the resignation within two (2) working days of its submission; 

(b) is discharged for just and reasonable cause and is not reinstated; 

(c) fails to return to work upon expiration of leave of absence; 

(d) is absent without leave for three (3) working days without notification to the 
Employer; when such notification is reasonably possible; 

(e) is laid off for a period of twenty-four (24) months or more (it shall be the 
responsibility of the employee to keep the Employer informed of the employee's 
current mailing address for recall purposes). 

(f) Is absent from active employment for any reason for thirty-six (36) months unless 
a longer time is agreed to by the Employer and Union. 

18.05 Transfers and Seniority Outside the Bargaining Unit 

Excepting as provided under Article 21 (Resignations and Terminations) no employee 
shall be transferred to a position outside the Bargaining Unit without the employee's 
consent. 
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ARTICLE 19 — LAYOFFS AND RECALL 

19.01 Role of Seniority in Layoffs 

(a) In the event of a layoff, employees shall be laid off in reverse order of their 
seniority, provided that those being retained have sufficient qualifications to 
perform the work required. 

(b) Both parties recognize that job security shall increase in proportion to their date of 
hire on the agreed seniority list. In the event the Employer determines a position 
is redundant, the affected employee will be served with a notice of layoff in 
accordance with Articles 21 and 22 of the collective agreement. Within ten (10) 
days of receiving such notice, the displaced employee will be allowed to replace 
another employee in the bargaining unit regardless of classification, providing 
that they have more seniority and are qualified to perform the work. Employees 
subsequently displaced will have all rights as described in Articles 19, 21 and 22 
of the collective agreement. 

(c) For the purposes of clause 19.01 a) and 19.01 b), a permanent employee shall be 
entitled to displace any junior permanent employee or any temporary employee 
provided the permanent employee has the required qualifications to perform the 
work required. A temporary employee shall be eligible to displace any junior 
temporary employee provided the temporary employee has the required 
qualifications to perform the work required. 

19.02 Recalls 

Employees shall be recalled in the order of seniority, provided that those employees 
being recalled have sufficient qualifications to perform the work required. 

19.03 No New Employees 

No new employee shall be hired until those on Iayoff have been given an opportunity for 
recall providing they have sufficient qualifications to perform the work required. 

19.04 Layoff Notice and Employee Option on Layoff 

A permanent employee who has been affected by a layoff shall be eligible, after twenty-
four (24) continuous months, for all the severance benefits outlined in Article 21.02, 
including three (3) months pay in lieu of notice. 
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ARTICLE 20 — PROMOTIONS 

20.01 .lob Posting 

When a vacancy or new position occurs within the Bargaining Unit, the Employer will 
post notices of the position in accessible places on the Employer's premises, with all 
pertinent information, for a minimum of five (5) days. Applicants from within the 
Bargaining Unit, including those on layoff status, shall be considered and a decision 
made before advertising outside the Employer. Copies of such notices will be forwarded 
to the Union. 

20.02 Information in Postings 

All job postings shall contain the following information: 
i. nature of position 
ii. qualifications (as per job description) 
iii, required knowledge or education skills 
iv. wage or salary rate 
V. hours of work 
vi. statement of non-discrimination 
vii. that the position is a unionized position under CUPE Local 4554 

20.03 Role of Seniority in Promotions or Transfers 

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. 

In making staff changes, transfers and promotions, appointments shall be made of the 
applicants with the greatest seniority and having the required qualifications, as advertised 
in the job posting. 

20,04 Trial Period 

(a) A successful applicant for promotion or transfer shall be placed on trial for a period 
of three (3) months, which period may be extended up to four (4) months by 
mutual consent. Conditional on satisfactory service, the employee shall be 
confirmed in the position after the trial period. 

(b) In the event the successful applicant proves unsatisfactory in the position, or if the 
employee is unable to perform the duties of the new job classification during the 
trial period or if the position proves unsatisfactory to the employee prior to the 
employee's former position being filled, the employee shall return to the 
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employee's former position and salary level consistent with the former position 
without loss of seniority. 

(c) Any other employee promoted or transferred because of the rearrangement of 
positions shall also be returned to their former position or found alternate 
employment at a salary level consistent with their former position, without loss of 
seniority. 

(d) A permanent employee who is promoted or transferred to a temporary position, 
within the bargaining unit, shall retain their permanent status and shall revert to the 
employee's former position and applicable pay rate at the end of the temporary 
period. If the employee's former position has been declared redundant, upon 
expiry of the temporary position, the employee may exercise bumping rights to 
retain a permanent position. 

20.05 Promotions Requiring Higher Qualifications 

Consideration for promotion will be given to the senior applicant who does not possess 
the required qualifications but is preparing for qualification 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. 

20.06 Notification 

Every appointment and confirmation shall be in writing addressed to the successful 
candidate, copied to the Union and shall be signed by the Staff Relations Officer an&or 
designate. 

The Union shall be notified in writing of the appointment, hiring, layoff, transfer, recall 
or termination of any bargaining unit employee. 

20.07 Reason for Denial 

Upon request, an unsuccessful applicant for a position will be entitled to a meeting to 
discuss the reasons why the employee was unsuccessful in the job competition. This 
meeting shall be attended by, at least, one (1) member of the hiring committee involved 
in the decision. 

ARTICLE 21— RESIGINATIONS AND TERMINATIONS 

21.01 Resignation 

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 
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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 Employer 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 Employer. 

*21.02 Subject to Article 18 (Seniority) 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 service, or change in Employer structure, which negates the 
function of the employee's appointment or involves an adjustment in employees 
performing such functions. The Employer agrees to consult the Union prior to taking 
such action. In the case of such terminations, every effort will be made to place the 
employee in a suitable post for which the employee is qualified by education, training, or 
experience. The employee shall be given three (3) months' notice transfer of service area 
or a minimum two weeks notice of job elimination. Where the appointment of an 
employee is terminated under this Clause, the employee shall receive a severance grant 
of: 

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

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

(3) In 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 112 day of severance 
grant. 

21.02 Periods of Authorized Leave 

For the purpose of this Article, periods of Long Term Disability or other periods of 
authorized leave without pay provided for under the terms of the Collective Agreement, 
shall not be regarded as a break in continuous service and shall be counted as service in 
determining whether or not the employee has achieved the threshold defined in Article 
21.02 (1), (2) or (3); Periods of Long Term Disability or authorized leave without pay up 
to a maximum of fifty-two (52) weeks shall be counted as service in the calculation of the 
severance grant. Periods of Iayoff shall not be counted as service in the calculation of the 
severance grant, nor shall it interrupt the accumulation of service accrued to that point, or 
in determining the threshold. 
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ARTICLE 22 — SEVERANCE PAY 

22.01 Entitlement 

(a) An employee with not less than nine (9) years of continuous service with the 
Employer is entitled to be paid on resignation, retirement, termination by reason of 
disability, expiry of recall rights, or death, severance pay equal to five (5) days' pay 
for each year of service up to a maximum of one hundred (100) days' pay. 

(b) A temporary employee with not less than nine (9) years of continuous service with 
the Employer and/or has accumulated not less than nine (9) years of actual service is 
entitled to be paid on resignation, retirement, termination by reason of disability, 
expiry of recall rights, or death, severance pay equal to five (5) days' pay for each 
year of service up to a maximum of one hundred (100) days' pay. 

The maximum amount of severance pay which an employee can receive under this 
Article, irrespective of the number of years of service or periods of employment, shall not 
exceed the number of days as specified in Clause 22.01. 

22.02 Periods of Authorized Leave 

For the purpose of this Article, periods of Long Term Disability or other periods of 
authorized leave without pay provided under the terms of the collective agreement to a 
maximum of 52 weeks, shall not be regarded as a break in continuous service and shall 
be counted as service in determining whether or not an employee has achieved the nine 
(9) year threshold. Periods of layoff shall not be considered a break in service, but 
periods of layoff shall not be counted as service to achieve the nine (9) year threshold. 

22.03 Re-employment After Receiving Severance Pay 

An employee who is re-employed after receiving severance pay, as provided for under 
this Article, may be entitled to severance pay for subsequent periods of employment 
provided that: 

(a) the employee has been out of the employ of the Employer for a period not exceeding 
the number of days for which severance pay was paid. 

(b) the employee refunds the proportionate part of such severance pay. 

22.04 Severance Pay for Deceased Employee 

Any severance pay entitlement of a deceased employee shall be paid to such employee's 
estate. 
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ARTICLE 23 — HOURS OF WORK 

23.01 a) Regular Hours of Work 

Except as provided in 23.01 (b) the normal week for full time employees of MUNSU 
shall consist of five (5) seven hour days, Monday to Friday, i.e. thirty-five (35) hours per 
week, exclusive of lunch breaks. The existing employee employed as Breezeway Lounge 
Manager shall continue to work five (5) eight hour days, Monday to Friday, i.e. forty (40) 
hours per week, exclusive of lunch breaks until he terminates his employment with the 
Employer. At this time the position will revert to a thirty-five (35) hour per week 
position. 

b) Summer Hours 

Summer hours for full time employees of MUNSU shall be 32 '/? hours. Time worked in 
excess of b%2 hours per day or 321/i hours per week during this period shall be considered 
overtime and payment will be made in accordance with the overtime rates set out in 
Article 25. Summer hours for the existing Breezeway Lounge Manager shall be 37-'i 
hours. Time worked in excess of 7 1111z hours per day or 371/-i hours per week during this 
period shall be considered overtime and payment will be made in accordance with the 
overtime rates set out in Article 25. Upon termination of employment of the existing 
Breezeway Lounge Manager, the summer hours will revert to the standard of other staff. 
Summer hours shall commence on the first Monday of May in each year and continue for 
thirteen (I 3) weeks. 

23.02 Change in Hours 

It is the intention of the Employer that the current working schedules will be maintained. 
Where it becomes necessary to schedule hours outside these hours, the Employer, except 
in cases of emergency, will consult in advance with the Union 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 Employer. 

23.03 Breaks 

(a) Each employee shall be allowed two fifteen (I 5) minute breaks during each shift at a 
time scheduled by the Employer. 

(b) Where a regular posted shift exceeds seven hours any employee so scheduled shall 
be entitled to a third fifteen ( l 5) minute rest period. 

23.04 Recorded Days tiff 

(i) When an employee takes the whole day off it will be recorded as seven (7) hours 
(i.e. 9 -- 5 p.m. — actual hours paid) or eight (8) hours (as applicable). 
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(ii) When an employee takes the whole afternoon off, it will be recorded to include the 
half hour paid, but not worked, during the summer (i.e. 2 — 4:30 p.m. will be 
recorded as three hours). 

(iii) When an employee takes less than the whole afternoon, it will be recorded as actual 
hours absent from work, excluding the half hour paid but not worked (i.e. 3 — 4:30 
p.m. will be recorded as 1 1/ 2  hours). 

23.05 Flexible Work Schedules 

The intent of this clause is to allow a permanent full time employee the ability to work 
the employee's normal hours in a manner that is conducive to the employee's lifestyle 
needs and the requirements of the Employer. Requests to work flexible hours shall be in 
writing to the Employer with a copy to the Secretary of the Local. The request shall state 
the flexible arrangements being requested and the duration for the flexible arrangement. 
The requests for the flexible hours will be reviewed by the Employer and if approved, the 
approval shall state the conditions and the duration of the flexible arrangement. No 
flexible arrangements shall exceed 12 months duration without the request being renewed 
by the employee and reviewed by the Employer and, if agreed, signed off by the 
Employer again. Once approved, any changes to the flexible arrangement shall be 
approved by the Employer. The Employer reserves the right to cancel any flexible work 
arrangements due to operational concerns by giving the employee thirty (30) calendar 
days notice. The Employer reserves the right to limit the number of employees working a 
flexible work arrangement based on the operational requirements of the Employer. 

23.06 Time off between Christmas and New Year's 

Full-time employees will receive six (6) additional days off between Christmas and New 
Year's. This shall be the norm unless otherwise agreed between the parties. Part-time 
employees who would normally be required to work during the Christmas/New Year's 
period will be granted time off on a prorated basis. 

23.07 Extended Shutdown 

If for any reason, the Employer decides to close its operation for a period of time or 
extend a holiday period, the employees will be deemed to be on paid leave. 

ARTICLE 24 — TEMPORARY REPLACEMENT PAY 

24.01 Temporary Replacement Pay 

a) When an employee is temporarily assigned to relieve in or perform the principle 
duties of a higher paying position, the employee shall receive the rate of pay for that 
position. 
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b) When an employee is temporarily assigned to a position paying a lower rate of pay, 
the employee' s rate shall not be reduced. 

ARTICLE 25 — OVERTIME 

25.01 Definition of Overtime 

All time worked beyond the normal work day, the normal work week or statutory holiday 
as outlined in Article 27.01 shall be considered as overtime. 

25.02 Overtime Rates 

When an employee is required to work in excess of thirty-five (35 hours per week, but 
less than forty (40) hours per week, he/she will be paid at the regular rate of pay. Hours 
worked in excess of forty (40) hours per week shall receive overtime pay at the rate of 
one and one-half (11/2) times the employee's regular hourly rate or the employee may, 
upon request, receive compensatory time off at the rate of one and one-half (11/z) hours 
off for each hour worked in excess of forty (40) hours per week. 

25.03 Banked Overtime Hours 

Where it is agreed to grant time off under Article 25.02, the Employer will endeavour to 
grant time off at a time suitable to the employee; however, if such time off is not granted 
within twelve (12) months, the employee will receive pay at the applicable rate. At no 
time can banked hours exceed fifty-five (55) hours except by mutual agreement. A 
record of banked hours will be maintained and reported by the Employer. 

25.04 Overtime Authorization 

All overtime shall be authorized by the Employer in writing. 

25.05 Approved Leave 

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

ARTICLE 26 — CALL BACK 

26.01 Subject to Clause 26.02, when an employee is cared back and reports for work after the 
employee has left their place of work, and such recall has not been scheduled in advance, 
the employee shah be paid for a minimum of three (3) hours at the appropriate overtime 
rate. 
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26.02 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)-hour 
minimum, the benefit of the three (3)-hour minimum shall apply only once. 

ARTICLE 27 — HOLIDAYS 

27.01 Holidays 

There shall be eleven (11) designated paid holidays as follows: 

1. New Year's Day 7. Labour Day 
2. Mid — March Holiday 8. Thanksgiving Day 
3. Good Friday 9. Remembrance Day 
4. Victoria Day 10. Christmas Day 
5. Memorial Day 11. Boxing Day 
6. Regatta Day 

 

27.02 Scheduled Day Off 

When a paid holiday falls on an employee's scheduled day of rest, the employee shall 
receive another day off at a time mutually agreed upon or pay for one (1) day at the 
employee's regular rate of pay. 

27.03 Working on Statutory Holiday 

The Employer will normally notify employees, in writing at least five (5) days in 
advance, that they are required to work on any paid holiday as set out in Clause 27.01. 
An employee required to work shall receive, in addition to the paid day, time and one-
half (I %Z) days off with pay at a time mutually agreed to by the Employer and employee. 

ARTICLE 28 — ANNUAL VACATION 

28.01 Subject to Clauses 28.02, 28.03 and 28.04, the amount of annual vacation leave which an 
employee shall be eligible for in any one (1) year shall be one and one-quarter (1'/4) days 
for each month of service up to fifteen (15) working days. 

28.02 Annual vacation leave entitlement shall be increased to twenty (20) working days on 
completion of five (5) years of service and shall accrue at the rate of one and two-thirds 
(1 2/3) days per month. An employee who has attained four (4) years and six (6) months 
as of March 31" shall be considered to have five (5) years of service for the purpose of 
this paragraph. 

28.03 Annual vacation leave entitlement shall be increased to twenty-five (25) working days 
upon completion of fifteen (15) 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 fourteen (14) years 
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and six (6) months as of March 31" shall be considered to have fifteen (15) years of 
service for the purpose of this paragraph. 

28.04 Annual vacation entitlement shall be increased to thirty (30) working days upon 
completion of twenty-five (25) years of service and shall accrue at the rate of two and 
one-half (2!/1.) days per month. An employee who has attained twenty-four (24) years and 
six (6) months as of March 31 St  shall be considered to have twenty-five (25) years of 
service for the purpose of this paragraph. 

28.05 A month of service shall mean a calendar month in respect of which the employee is paid 
at the rate of full salary for not less than two-thirds (213) of the number of working days 
in that month. 

28.06 Fractions of annual vacation entitlement of one-half (112) a day or more shall be 
considered as one (1) full day. 

28.07 The vacation year shall be from April 1" in any one (1) year to March 31" in the next 
succeeding year, and annual vacation entitlement shall be computed as of March 31 St 

28.08 Seniority shall prevail for the purpose of selecting vacation dates subject to operational 
requirements. The Employer reserves the right to limit the number of employees off at 
any one time. 

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

(a) Subject to the approval of the Employer, 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: 

{i) Twenty (20) days annual vacation if the employee is eligible for fifteen 
(15) or twenty (2 0) days in any year. 

(ii) Twenty-five (25) days annual vacation if the employee is eligible for 
twenty-five days in any year. 

(iii) Thirty (30) days annual vacation if the employee is eligible for 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 28.09 (a) of this section. 

(c) An employee who is required by the Employer to defer annual vacation or a 
portion thereof to the following year, in the interests of the Employer, shall upon 
request, receive payment in lieu of vacation. Such deferrals must be approved in 
advance by the Employer. 
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(d) An employee shall receive payment in lieu of time off for any unused annual 
vacation entitlement or portion thereof due the employee as of the effective date 
of the cessation of employment. 

28.10 At the time of termination, any vacation taken in excess of total entitlement shall be 
adjusted for by deduction from salary and/or pension contributions. 

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

28.12 Subject to Article 29.04 — Sick Leave and Article 30.03 — Compassionate Leave 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. 

28.13 When a designated holiday as per Article 27 for an employee falls within the period of 
the employee's annual leave, it shall not count as a day of annual leave. 

28.14 Any earned but unused vacation of a deceased full-time permanent employee shall be 
paid to such employee's estate. 

ARTICLE 29 — SICK LEAVE 

29.01 Sick leave means the period of time an employee is absent from work will full pay by 
virtue of being sick or disabled or quarantined by virtue of being exposed to a contagious 
disease. 

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

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

(a) A "Reason for Absence Form" completed and signed by the employee, must be 
provided to the Employer. The Employer reserves the right to require a medical 
certificate. The nature of illness section of the form is voluntary and employees 
are not required to provide private, personal or confidential information regarding 
their illness. 

(b) For periods in excess of four (4) consecutive days, or in excess of ten (10) 
intermittent days in the aggregate in a twelve (12) month period, a medical 
certificate must be provided to the Employer. 

(c) Excessive intermittent use of these benefits will be considered as chronic 
absenteeism. 

29.04 Sick leave shall be granted for any illness in excess of four (4) working days which 
occurs during annual vacation, upon production of a medical certificate. Such leave must 
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be applied for, and shall be granted upon the recommendation of the Employer. 
Approval, when granted, will apply to the total period of such illness. 

ARTICLE 30 — OTHER LEAVES 

30.01 Leave Without Pay 

(a) Leave without pay, for a period of up to six (6) months, may be granted on the 
approval of the Employer. 

(b) Upon request, a full-time permanent employee who has completed two (2) years 
of service shall be granted unpaid leave to a maximum of twelve (12) months, 
subject to the operational requirements of the Employer and the availability of 
replacement staff. Each additional period of leave under this clause must be 
requested in writing and approved by the Employer before the leave can be taken. 
A full-time permanent employee shall be entitled to a maximum of twelve (12) 
months unpaid leave for each two (2) years of service with the understanding that 
no employee can have more than twenty-four (24) consecutive months of unpaid 
leave at any one time. While on such leave the employee shall not accumulate 
service for benefits under this agreement, but the employee's seniority date shall 
not change. The approval from the Employer shall state the start and end date of 
such unpaid leave. Extensions beyond the maximums noted above may be 
requested for good and sufficient reasons, and approved at the Employer's 
discretion. 

30.02 Political Leave 

(a) The Employer recognizes the right of an employee to enter political life, if so 
desired. Provided the operational requirements of the Employer can be met, leave 
of absence without pay shall be granted to enable the employee to contest an 
election; up to four (4) weeks for provincial or municipal elections and up to six 
(6) weeks for federal elections. The employee may opt to take part or all of 
his/her annual vacation during the campaign 

(b) In the event the employee is unsuccessful in getting elected, the employee will be 
entitled to resume the employee's normal duties. In the event the employee is 
successful in being elected the employee shall be awarded an unpaid leave of 
absence for a maximum of one (1) term in office. 

30.03 Compassionate Leave 

(a) An employee shall be entitled to leave with pay, for a period of up to five (5) 
days in the event to the death of the employee's spouse or child. 

(b) An employee shall be entitled to leave with pay, for a period of up to three (3) 
days in cause of the death of the employee's mother, father, sister, brother, 
grandparent, grandchild, mother-in-law, father-in-law, daughter-in-law, son-in-
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law, brother-in-law, sister-in-law legal guardian, or a near relative permanently 
residing in the employee's household. 

(c) If the death of a relative referred to in (a) above occurs outside the Province, an 
employee shall be entitled to leave with pay, up to a period of four (4) days for the 
purpose of attending the funeral. 

(d) An employee shall be entitled to special leave with pay to a maximum of one (1) 
day, in the event of the death of the employee's aunt, uncle, nephew or niece. 

(e) if an employee, while on annual leave, qualifies for compassionate leave under 
Clauses 30.03(a), 30.03(b), or 30.03(c), the employee shall be granted 
compassionate leave and be credited the appropriate number of days to annual 
leave. 

(f} In the event that a death occurs, in the Province, outside the immediate area (200 
km road distance) the employee shall be given one (1) additional day to the time 
offered in Clause 30.03(a) and (c) in order to allow for travel to and from the 
place of burial. 

*30.04 Pregnancy/Adoption/Parental Leave 

(a) Pregnancy, Adoption and/or Parental Leave will be in accordance with the Labour 
Standards Act, as amended from time to time. 

(b) Provided the criteria in the Labour Standards Act are met, an employee may take 
Pregnancy Leave for up to 17 weeks or Adoption Leave of up to 17 weeks. The 
requirements for obtaining those entitlements are as established in the Labour 
Standards Act. 

(c) Parental leave ends on the earlier of: 

a. 61 weeks after it began; or 

b. 96 weeks after the day of the child is born or comes into the care and custody 
of the parent for the first time. 

(d) Employees may continue on the group benefit plan for the duration of 
Pregnancy/Adoption/Parental Leave provided they continue to pay the employee 
share of premiums as long as this is permitted in accordance with the plan text. 

(e) Nothing in this Article detracts from an employee's ability to access sick leave in 
accordance with this Agreement. 
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{f) An employee may return earlier than the planned duration of 
Pregnancy/Adoption/Parental Leave by providing the Employer with 4 weeks 
written notice of their return date. 

(g) An employee may apply to use accumulated vacation leave immediately before or 
after Pregnancy,Adoption/Parental Leave subject to approval and operational 
requirements. 

{h) An employee who is eligible for PregnancylAdoption/Parental Leave and in 
receipt of EI benefits will be provided a top-up up to 95% of their regular 
earnings for a maximum of 52 weeks. If there is more than one employee who 
are parent(s) to the same child/children, then this provision will apply to one 
parent only. 

30.05 .fury Duty or Court Leave 

The Employer shall continue to pay normal salary to an employee called for jury service, 
or subpoenaed as a witness in Court or in other legal or quasi legal judicial proceedings. 
The employee will present written proof of such service. 

30.06 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 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. 

30.07 Leave in Special Circumstances 

(a) In special circumstances and at the request of the employee, leave with pay may 
be granted by the Employer. The employee shall apply in writing directly to the 
Employer. 

(b) Where the circumstances of the leave request are covered by the provisions of 
Article 30.08 the employee shall first access any leave to which he..,she is entitled 
under that procedure. 

30.08 Family Responsibility Leave 

(a) Subject to Clause 30.08(b) and (c), an employee who is required to; 
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(i) attend to the temporary care of a sick family member; as defined in Clause 
30.03(a); 

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

(iii) accompany a dependent family member, as defined in Clause 30.03(a), on 
a dental or medical appointment; 

(iv) attend meetings with school authorities; 

(v) attend to the needs relating to the adoption of a child; 

(vi) attend to the needs related to home or family emergencies; 

(vii) attend to needs related to the death of a family member as defined in 
Clause 30.03(a); and, 

(viii) attend to other personal, family, school or home related needs not listed 
above. 

shall be awarded up to six (6) days paid family leave in each two year period to be 
utilized in that period. The first two year period shall commence April 1, 2002. 

(b) In order to qualify for family leave, the employee shall: 

(i) provide as much notice to the Employer as reasonably possible; 

(ii) provide to the Employer valid reasons why such leave is required; and 

(iii) where appropriate, and in particular with respect to (iii), (iv) and (v) of 
Clause 30.08(a), have endeavoured to a reasonable extent to schedule such 
events during off duty hours. 

(c) Employees shall not be permitted to change any other leave to family leave but 
shall be entitled to change family leave to compassionate leave or sick leave. 

(d) Employees may access the above noted leave by requesting up to one (1) day at a 
time and three (3) days per year non-emergency family leave (i.e., mental health 
day) and the employer shall approve subject only to work requirements. Work 
demands shall be a legitimate reason to deny non-emergency requests. 

30.09 Compassionate Care Leave 

In accordance with Human Resources 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 eight (8) weeks in order 
to care for a gravely ill family member as identified by Social Development Canada. 



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

(ii) The employee shall resume his/her former position and salary upon return 
from leave with no loss of accrued benefits. 

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

30.10 The Employer shall grant paid leave upon request for reasons related to gender 
confirmation surgery or transition. Such leave will be granted to a maximum of forty (40) 
working days per year but may be extended upon Employer approval. 

ARTICLE 31 — TRAVEL EXPENSES 

3 1.0 1 Meals and Per Diems 

All employees on authorized travel shall be paid a per diem equivalent to that of the 
Provincial Government rate for both in province and out of province. If meals are not 
provided, an additional amount equivalent to the Provincial Government rate per day will 
be added to the per diem. All other reasonable expenses shall be paid by the Employer. 
The above per diems cannot be reduced but will be increased to coincide with per diem 
rates established by the Employer. 

31.02 Mileage Allowance 

Car allowances paid to employees using their own automobiles for the Employer's 
business shall be as per the prevailing Provincial Government rate per kilometer. If an 
employee does not elect to use his/her own car, the Employer will, if necessary, provide 
alternate transportation. 

ARTICLE 32 -- EDUCATIONAL ASSISTANCE 

32.01 Course Available 

(a) An employee may be permitted to register for or audit one (1) University course 
in any semester, subject to the approval of the Employer, provided that the course 
is not available outside normal working hours and time is compensated for by the 
employee. Such permission will not be unreasonable denied. An employee will 
be eligible for reimbursement for the above course. 

(b) The Employer will make its best efforts to ensure that employees who wish to 
take a course in accordance with Clause 32.01(a) are permitted to do so. The 
Employer undertakes to show flexibility, within the operational requirements of 
the unit, in making arrangements for employees to compensate for course time. 
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32.02 Writing Examinations 

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

32.03 Employees will have the opportunity to avail of three (3) days or a maximum or twenty 
one (21) 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 on an optional basis and they will be 
compensated at straight time rates for an hour-for-hour basis (time off) for up to three (3) 
days to a maximum of twenty-one (2l) hours in the fiscal year. 

ARTICLE 33 — FUTURE LEGISLATION 

33.01 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 the Agreement shall remain in effect for the term of this Agreement. 

33.02 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 34 — PENSIONS AND BENEFITS 

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

(a) Health 

(b) Life & Accidental Death and Dismemberment 

(c) Long Tenn Disability 

(d) Dental Plan, 

34.02 Student Plan 

The Employer will give bargaining unit members an opportunity to enroll themselves and 
family members in the student health and dental plan at the cost provided to the students. 

34.03 The Employer agrees that mechanisms will be provided to ensure that the Union has an 
opportunity to have input into recommendations regarding changes to pensions and 
benefits. 
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34,04 Temporary employees will be required to participate in the Group Insurance Plans upon 
completion of six (6) months of continuous employment, including extension of 
contracts. 

34.05 Employees hired after November 27, 2013, shall participate in a 50/50 cost sharing 
RRSP, temporary employees hired after the date of signing shall contribute to the RRSP 
after 6 months of employment. The Employer shall match the employee's contribution 
rate of 3, 4, 5 or 6% of the employee's annual earnings. The contribution rate as noted 
above shall be the choice of the employee. 

*34.06 Wellness Program 

Employees will be reimbursed up to $50 a month for a gym membership or fitness class, 
or other wellness program as mutually agreed between the parties. 

ARTICLE 35 -- SAFETY AND HEALTH 

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

35.02 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. 

35.03 A Safety and Health Committee, as provided for under the Occupational Health and 
Safety Act, shall be established composed of not more than six (6) members composed of 
an equal number of representatives of the Employer and of an equal number of 
representatives of the Union. 

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

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

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

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

35.08 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. 

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



35.10 Upon request, the Employer and the Union agree to furnish each other, in writing, any 
information they possess respecting conditions in the workplace. 

35.11 In recognition of the legislative and regulatory requirements which exist relating to safety 
related training and certification under the Occupational Health and Safety Act and The 
Transportation of Dangerous Goods Act, the Employer will ensure that employees will be 
provided with necessary training and certification at no cost to the employee. Further, the 
Employer will monitor the expiry date of employee certifications to ensure that any 
necessary certifications are kept current. 

35.12 The Employer recognizes that employees sometimes face situations of violence, abuse, or 
other mental health crises in their personal lives that may affect their attendance or 
performance at work. For that reason, it is agreed that: 

(a) an employee who is either in an abusive or violent situation or experiencing a 
mental health crisis, or one who is providing support to someone in an abusive or 
violent situation or experiencing a mental health crisis, will not be subject to 
discipline if the absence or performance issue can be linked to the abusive, 
violent, or mental health situation. 

(b) an employee who is trying to leave an abusive or violent situation will be 
provided paid leave to a maximum of twenty (20) working days toward this end. 

ARTICLE 36 — REVISION BY MUTUAL CONSENT 

36.01 Amendments by Mutual Consent 

Any Article in this Agreement, other than the duration of the Agreement, may be altered 
or amended by mutual consent of the parties thereto. 

ARTICLE 37 — CLOSURE OF THE EMPLOYER 

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

(1) For those employees scheduled to work and who are unable to get to work: 

(a) no loss of pay 

(b) no loss of vacation 

(c) no Ioss of sick leave benefits 

(2) Employees who refuse to report for work when required shall not be entitled to 
any pay for that day. 
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(3) When an employee is prohibited from using the employee's own or public 
transportation by virtue of a declared state of emergency, if required to report to 
work by the Employer, the employee will be provided with transportation by the 
Employer. 

ARTICLE 38 — TECHNOLOGICAL CHANGE 

38.01 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 method of 
operation, such employees shall be given a reasonable period of time 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. 

38.02 In the event of a technological change causing the termination of an employee, the 
Employer will follow the provision of Article 21.02. 

38.03 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 employment, as 
provided for under Article 39.01. 

38.04 When it is necessary for an employee to upgrade skills as a result of technological change 
and where the Employer requires an employee to take courses the Employer shall pay the 
tuition for such courses. Where the Employer requires an employee to participate in 
training during regular work hours, the Employer shall pay the employee for time spent 
in training at the employee's regular rate of salary. Where the Employer requires an 
employee to participate in training outside of regular work hours, the Employer shall pay 
the employee for time spent taking the course outside of regular work hours in 
accordance with Article 25 — Overtime. 

ARTICLE 39 — CONTRACTING OUT 

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

39.02 Notwithstanding the provisions of Clause 40.03 and Clause 40.04, contracting out 
without notice may occur only to the extent required to maintain normal operations and to 
compensate for fluctuations in service levels and demand. 
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39.03 Prior to finalizing any decision about contracting out all or a significant part of any 
services provided by members of the bargaining unit, the Employer agrees to advise the 
Union of its intention to contract out with supporting reasons. Within thirty (30) days of 
such advice the Union may consult and/or make representations on the matter to the 
Employer to explore alternatives to contracting out in order to retain said work within the 
bargaining unit. 

Should the Employer thereafter decide to contract out, a further thirty (30) days notice 
will be given to the Union, prior to such contracting out. 

39.04 The Union shall be provided with information relating to a specific instance of 
contracting out upon request to the Staff Relations Officer and/or designate. 

ARTICLE 40 — GENERAL CONDITIONS 

40.01 Bulletin Boards 

The Employer agrees that a section of at least one (1) bulletin board in each department 
will be reserved for the use of the Canadian Union of Public Employees, Local 4554, for 
Union business. 

40.02 Union Notices 

The Employer agrees that the Union shall have the right to post notices of meetings and 
such other notices as may be of interest to the employees on bulletin boards. 

40.03 Supply of Tools and Equipment 

The Employer agrees to maintain present practice regarding the supply of tools and 
equipment required by employees in the performance of their duties. 

40.04 Retroactivity 

All articles in the Collective Agreement will take effect as of the date of signing with the 
exception of those Articles which have a specific effective date. 

40.05 Parking Fees 

The Employer agrees that parking fees for Union members will only be increased to the 
extent that they are increased for all other employees of Memorial University of 
Newfoundland. 

40.05 Union Label 

In order that the general public and students shall be aware of the benefits of a unionized 
workplace, the CUPS Union label shall be displayed as prominently as possible 
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throughout the premises. The CUPE Union label shall also be displayed on all materials 
produced by members of the bargaining Unit. 

ARTICLE 41 — TEMPORARY EMPLOYEES 

41.01 Temporary employees who have been employed in the same contractual position for five 
(5) continuous years will be made permanent on their fifth (51h) anniversary date. 

41.02 Temporary positions which have been in existence for five (5) continuous years and held 
without interruption by a number of employees during the five-year period shall be 
converted to permanent positions where there is an ongoing need for the position and it is 
not a replacement position. Where the incumbent has not occupied the position for a 
period of five (5) continuous years: one month prior to the expiration of the incumbent 
contractual employee's contract of employment immediately following the fifth (5'h) 
anniversary of the existence of the position, the position shall be posted in accordance 
with Article 20 — Job Posting. 

ARTICLE 42 — DURATION OF AGREEMENT 

*42.01 Except as otherwise provided, the Agreement shall be effective from July 1, 2019 and 
shall remain in full force and effect until June 30, 2023 and from year to year thereafter, 
unless either of the parties gives notice in writing, not more than one hundred and twenty 
(120) calendar days and not less than thirty (30) calendar days immediately before the 
date of expiration of this Agreement, of its desire to commence collective bargaining with 
a view to the renewal or revision of this Agreement or the conclusion of a new 
Agreement. 
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SIGNED AT ST. JOHN'S, NEWFOUNDLAND, THIS DAY OF 2021. 

On behalf of On behalf of 
Memorial University Canadian Union of Public Employees, 
Students',U;nion Local 54 

WITNE D BY WITNESSE BY 
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APPENDIX "A" 

July 1, 2019 
0% increase 

Job Classification Step 1 Step 2 Step 3 Step 4 Step 5 

Receptionist 18.62 19.98 21.29 22.63 23.95 

Accounting Clerk 24.08 25.40 26.74 28.07 29.39 

Senior Secretary 22.90 24.22 25.56 26.88 28.21 

Asst Bar Manager 20.80 22.13 23.46 24.79 26.12 

CHMR Prog. Director 18.62 19.98 21.29 22.63 23.95 

CHMR News Director 18.62 19.98 21.29 22.63 23.95 

CHMR Manager 25.73 27.08 28.40 29.73 31.06 

Bar Manager 25.73 27.08 28.40 29.73 31.06 

Graphic Artist/Attic Manager 25,73 27.08 28.40 29.73 31.06 

Resource Coordinator 

     

Operations & Membership 29.63 30.95 32.29 33.63 34.94 

Development Coordinator 29.63 30.95 32.29 33.63 34.94 

Employees in the above classifications will advance to the next step alter one year's service and 
each year thereafter up to five years. 

    

Incumbent Bar Manager $3431 

Note: The Incumbent Bar Manager and incumbent CHMR Program Director will be 
green circled for the duration of their employment with MUNSU. 
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APPENDIX "A" 

July 1, 2020 
1 'fz % increase 

Job Classification Step 1 Step 2 Step 3 Step 4 Step 5 

Receptionist 18.90 20.28 21.61 22.97 24.31 

Accounting Clerk 24.44 25.78 27.14 28.49 29.83 

Senior Secretary 23.24 24.58 25.94 27.28 28.63 

Asst. Bar Manager 21.11 22.46 23.81 25.16 26.51 

CHMR Prog. Director 18.90 20.28 21.61 22.97 24.31 

CHMR News Director 18.90 20.28 21.61 22.97 24.31 

CHMR Manager 26.12 27.49 28.83 30.18 31.53 

Bar Manager 26.12 27.49 28.83 30.18 31.53 

Graphic Artist/Attic Manager26.12 27.49 28.83 30.18 31.53 

Resource Coordinator 

     

Operations & Membership 30.07 31.41 32.77 34.13 35.46 

Development Coordinator 30.07 31.41 32.77 34.13 35.46 

Employees in the above classifications will advance to the next step after one year's service and 
each year thereafter up to five years. 

    

Incumbent Bar Manager $34.82 

Note: The Incumbent Bar Manager and incumbent CHMR Program Director will be 
green circled for the duration of their employment with MUNSU. 
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APPENDIX "A" 

July 1, 2021 
2'/Z % increase 

Job Classification Step I 

Receptionist 19.37 

Accounting Clerk 25.05 

Senior Secretary 23.82 

Asst Bar Manager 21.64 

CHMR Frog. Director 21.64 

CHMR News Director 21.64 

CHMR Manager 26.77 

Bar Manager 26.77 

Graphic Artist/Attic Manager 26.77 

Resource Coordinator 

 

Operations & Membership 30.83 

Development Coordinator 30.83 

Step 2 Step 3 Step 4 Step 5 

20.79 22.15 23.54 24.92 

26.43 27.82 29.20 30.58 

25.20 26.59 27.97 29.35 

23.02 24.41 25,79 27.17 

23.02 24.41 25.79 27.17* 

23.02 24.41 25.79 27.17* 

28.17 29.55 30.93 32.31 

28-0 7 29.55 30.03 32.31 

28.17 29.55 30.03 32.31 

32.20 33.59 34.99 36.35 

32.20 33.59 34.99 36.35 

Employees in the above classifications will advance to the next step after one year's service and 
each year thereafter up to five years. 

The parties have agreed that the CHMR Program Director and the CHMR News Director wage 
scale will be brought in line with the Assistant Bar Manager wage scale. 

The wages will be retroactive to 1-year preceding signing of this Collective Agreement. 

Incumbent Bar Manager $35.69 
Incumbent CHMR Program Director $36.35 

Note: The Incumbent Bar Manager and incumbent CHMR Program Director will be 
green circled for the duration of their employment with MUNSU. 
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*CHMR News Director and Program Manager wage scales were negotiated to amend to the 
same as the Assistant Bar Manager, retroactive to one year prior to signing of the Collective 
Agreement in April 2021. 



APPENDIX "A" 

July 1, 2022 
2 '/2 % increase 

Job Classification Step I 

Receptionist 19.86 

Accounting Clerk 25.68 

Senior Secretary 24.42 

Asst. Bar Manager 22.18 

CHMR Prog. Director 22.18 

CHMR News Director 22.18 

CHMR Manager 27.44 

Bar Manager 27.44 

Graphic Artist/Attic Manager 27.44 

Resource Coordinator 

 

Operations & Membership 31.60 

Development Coordinator 31.60 

Step 2 Step 3 Step 4 Step 5 

21.31 22.70 24.13 25.54 

27.09 28.52 29.93 31.34 

25.83 27.26 28.66 30.08 

23.60 25.02 26.44 27.85 

23.60 25.02 26.44 27.85 

23.60 25.02 26.44 27.85 

28.88 30.29 31.70 33.12 

28.88 30.29 31.70 33.12 

28.88 30.29 31.70 33.12 

33.00 34.43 35.86 37.26 

33.00 34.43 35.86 37.26 

Employees in the above classifications will advance to the next step after one year's service and 
each year thereafter up to five years. 

The parties have agreed that the CHMR Program Director and the CHMR News Director wage 
scale will be brought in line with the Assistant Bar Manager wage scale. 

The wages will be retroactive to I -year preceding; signing of this Collective Agreement. 

Incumbent Bar Manager $35.69 
Incumbent CHMR Program Director $36.58 

Note: The Incumbent Bar Manager and incumbent CHMR Program Director will be 
green circled for the duration of their employment with MUNSU. 
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*CHMR News Director and Program Manager wage scales were negotiated to amend to the 
same as the Assistant Bar Manager, retroactive to one year prior to signing of the Collective 
Agreement in April 2021. 
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APPENDIX "B:: 

Composition of the Bargaining Unit 

A unit of comprising staff of Memorial University Students' Union including: 

Receptionist 
Accounting Clerk 
Senior Secretary 
Assistant Bar Manager 
CHMR Program Director 
CHMR News Director 
CHMR Manager 
Bar Manager 
Resource Coordinator 
Graphic Artist/Attic Manager 
Operations & Membership Development Coordinator 
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Letter of Understanding 

August S, 2016 

Mr. Robert Earle 
President, Local 4554 
Canadian Union of Public Employees 

Dear Mr. Earle: 

RE: Development of Early and Safe Return to Work Program 

This is to confirm our understanding regard the development of an early and safe return to work 
protocol agreement. 

It is agreed by the parties that the Employer, with the involvement of the Union, will develop a 
protocol agreement within 120 days of the signing of the collective agreement. The timeline 
may be extended by the mutual consent of the parties. 

Yours truly, 

Brittany Lennox 
Memorial University Students' Union 
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August 8, 2416 

Mr. Robert Earle 
President, Local 4554 
Canadian Union of Public Employees 

Dear Mr. Earle: 

RE: Supplementary EI Benefits 

This is to confirm our understanding reached during negotiations to have discussion at Labour 
Management Meetings regarding Supplementary El Benefits. 

Yours truly, 

Brittany Lennox 
Memorial University Students' Union 
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August 8, 2016 

Mr. Robert Earle 
President, Local 4554 
Canadian Union of Public Employees 

Dear Mr. Earle: 

RE: Training Program for Employees Regarding supervising and working with persons with 
Disabilities 

This is to confirm our understanding reached during negotiations on the above. 

It is agreed that the parties will work together and develop a training program for employees 
supervising or working with persons with disabilities. 

Yours truly, 

Brittany Lennox 
Memorial University Students' Union 
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