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THIS AGREEMENT ENTERED INTO THIS DAY OF , 2024 AT
WINNIPEG, MANITOBA.

BETWEEN:

WORKERS COMPENSATION BOARD OF MANITOBA
(hereinafter referred to as the “Employer)
Party of the First Part,

AND:
CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 1063

(hereinafter referred to as the “Union™)
Party of the Second Part.

ARTICLE 1 - PREAMBLE

1.01 Preamble

WHEREAS Local 1063 of the Canadian Union of Public Employees is
recognized as the sole certified bargaining representative of the Workers
Compensation Board of Manitoba, with the exceptiun of Classifications listed on
Appendix "A", and

WHEREAS it is desired that the following negotiated Agreement, setting out the
terms and conditions of employment between the members of the U nion and the
Employer be recognized and adhered to by all Parties concerned.
NOW THEREFORE the Parties agree as follows:

1.02 Definitions

The terms of the Agreement and any Letters of Understanding attached hereto
shall apply as herein stated to employees of the Workers Compensation Board of
Manitoba filling positions not listed in "Appendix ‘A’ - Exclusions from
Bargaining Unit" who are defined as follows:

(0 Types of Positinns

"Permanent" means a position established to perform a continuing
employment function.

"Term" means a position established for a speciric period of time or until
completion uf a pruject. The position should not exceed twelve (12)
months without mutual agreement between the Parties.



@)

Types of Emplovyees

"Regular" means an employee hired to perform the responsibilities of a
permanent position on a continuous basis.

"Temporary" means an employee hired for a specific time period or until
completion of a particular project.

"Casual" means an employee called in for emergency short-term relief.
This shall not include employees of a temporary help agency retained to
provide clerical work. The terms of this Agreement shall not apply to
such employees, except:

(2)

(b)

(©)

(d)

(e)

®

@

Gy

Casual employees shall receive vacation pay biweekly at the rate
of four percent (4%) of the regular hours worked in a biweekly pay
period,;

Casual employees shall be paid not less than the start rate of the
position to which they are assigned;

Casual employees required to work on a recognized holiday shall
be paid at the rate specified in Article 14;

Casual employees shall be entitled to retroactive salary increases
on the same basis as other employees covered by the Collective
Agreement;

The Employer agrees to deduct union dues in an amount specified
by the Union in accordance with Article 3, in any pay period for
which the casual employee receives any payment;

In the event no payment is made during the pay period, the
Employer shall have no responsibility to deduct and remit dues for
that period;

Casual employees reporting for work as requested by the Employer
and finding no work available shall be guaranteed four (4) hours'
pay at their basic rate of pay unless at the time of request the
Employer specifies work of less than four (4) hours;

Article 6 and 7 of this Agreement apply only with respect to the
terms of this Article.



1.03

1.04

1.05

"Student” means an employee hired for a limited term on the
understanding that the employee intends to return to school at the end of
the term. Such employees shall have only those rights that apply to casual
employees.

3) Empleyment Status

"Full-time" means work performed for the full prescribed hours per week
on a regular and recurring basis.

"Part-time" means work performed for less than the full prescribed hours
of work per week on a regular and recurring basis.

All part-time employees shall receive the wage rates, conditions of
employment and perquisites specified in this Collective Agreement on a
pro rata basis according to their hours of work. Membership in benefit
plans shall be subject tu the terms and cunditions cutlined in the benefit
plan.

Where the context so requires, masculine and feminine genders and singular and
plural shall be considered interchangeable.

"Uniun" means the Canadian Union of Public Employees and its Local 1063.

"Emplouyer" means the Workers Compensation Board of Manitoba.

ARTICLE 2 - MANAGEMENT RIGHTS

2.01

2.02

2.03

Management Rights

The Union recognizes that it is the Employer's right to exercise the functions of
management and te direct the working forces uf the Employer including, without
limiting the generality of the foregoing, the right to hire, suspend, discharge,
promote, demote, or otherwise discipline its employees; except where, and to the
extent that, the terms of the Agreement specifically limit that right.

The Emplnyer shall exercise its right in a manner that is fair, reasonable, and
consistent with the terms of the Agreement.

No empluyee may be required or permitted to make any written, verbal, or
implied agreement, which conflicts with the terms of this Agreement.



ARTICLE 3 - UNION SECURITY

3.01

3.02

3.03

3.04

3.05

3.06

3.07

All bargaining unit employees of the Employer shall, as a condition of
employment, become and remain members in good standing of the Union. As a
condition of employment, all new bargaining unit employees shall become and
remain members in good standing of the Union.

The Employer shall deduct from every bargaining unit employee any dues,
initiation fees, or assessments levied by the Union on members of the bargaining
unit beginning on the first pay period of every new employee.

Deductions shall be forwarded by direct deposit to the Union’s designated bank
account no later than the fifteenth (15%) day of the following month for which the
dues were levied. The deposit details will be forwarded electronically to the
Union Treasurer including a list of the names and classifications of employees
from whose wages the deductions have been made.

At the time that Income Tax (T-4) slips are made available, the Employer shall
indicate the amount of Union dues paid by each Union member in the previous
year.

Union officers, stewards and committee members may be entitled to leave their
work during working hours in order to carry out their functions under this
Agreement. This includes, but is not limited to, the investigation of, preparation
and processing of grievances, attendance at meetings with the Employer,
participation in negotiations and arbitration. Permission to leave work during
working hours for such purposes shall first be obtained from the Department
Head/Designate. Time spent in performing such Union duties, during normal
working hours, including work performed on various committees, shall be
considered as time worked.

Election of Stewards

In order to provide an orderly and speedy procedure for the settling of grievances,
the Employer acknowledges the right of the Union to appoint or elect stewards to
assist members in the preparation and presentation of grievances.

Notification

The Union shall provide the Employer with a current list of Officers, Shop
Stewards and Committee members.

The Employer shall provide the Union with a current list of Committee members
and a list of management staff authorized to represent the Employer in labour
management issues.



3.08

3.09

3.10

3.11

New Emplovees

New employees will be acquainted with the fact that a Union agreement is in
effect and with the conditions uf employment. A copy of the Agreement will be
provided to each new employee and the new employee will be introduced to the
appropriate Shop Steward/Union Executive Member.

Access Agreement

The Union shall have the right to have the assistance uf Representatives/Advisurs
of the Canadian Union of Public Employees when dealing with or negotiating
with the Empluyer.

Such Representative(s) Advisor(s) shall have access tu the Employer's premises in
order to deal with matters arising out of this Collective Agreement/Manitoba
Labour Relations Act. Such meetings shall not interfere with the normal working
hours of any employee. Reasonable notice of such meetings shall be provided to
the Director/Designate of Human Resources.

Bulletin Boards

Separate bulletin buards shall be pruvided for the use of the Union and shall be
placed in all Departments. New bulletin boards shall be constructed when
necessary. The Employer reserves the right to request the removal ot posted
material if considered damaging tu the Employer and the Uniun agrees to cumply
with the request.

Picket Lines

A member ot the bargaining unit shall not be required to cross a legally
constituted picket line against their wishes, while in the course of their
employment.

ARTICLE 4 - RESPECTFUL WORKPLACE

4.01

The Union and the Employer jointly affirm that every employee of the Workers
Compensation Board of Manitoba shall be entitled tc a respectful workplace. The
environment must be free of behaviours such as discrimination, harassment,
disruptive conflict and disrespectful behaviour.

The principle of fair treatment is a fundamental one. Both Parties will not
cundone any improper behaviour on the part of any person which would
jeopardize an employee's dignity and well-being and/or undermine work
relationships and productivity.



In addition, the Parties agree that a respectful workplace includes a safe and
healthy workplace as defined by the Manitoba Workplace Safety and Health Act.

Although disrespectful behaviour, workplace conflict and harassment can be
defined, in practice they can overlap. The definitions contained herein, although
not all inclusive have been assigned to accommodate the different types of
concerns that may arise.

4.02 No Discrimination

There shall be no discrimination based on:

ancestry

race

ethnic or national origin

nationality

political belief, association or activity

religion or creed

family status

sex, including pregnancy

age

marital or parental status

source of income

sexual orientation

place of residence

physical or mental disability (providing such disability does not preclude the
employee from performing the normal functions of the job)
membership or activity in the Union

e any further prohibitions added to the Human Rights Code.

4.03 Disrespectful Behaviour

Disrespectful behaviour is improper behaviour that is unwelcome and
inappropriate in the workplace. It may happen once or continue over time. It can
include:

e rude comments and swearing as well as spreading unfounded or misinformed
rumours that damage people’s reputations;

e actions or unwelcome gestures that invade privacy or personal property;

o displays or distributions of printed or electronic material that offend.



4.04 Disruptive Workplace Conflict

A disruptive workplace conflict is defined as an ongoing dispute or a
communication breakdown between two or more individuals that impacts their
ability tc work productively and cooperatively in the workplace.

4.05 Definition of Harassment

a) Sexual harassment may be defined as any repeated and unwelcome sexual
comments, looks, suggestions or physical contacts that create an
uncomfortable working environment for an employee.

Sexual harassment can be expressed in a number of ways:

e verbal abuse

e remarks, jokes, innuendoes or taunting about a person's body, attire,
age, marital status, etc.

e displaying of pornugraphic, offensive or derogatory pictures

practical jokes which cause awkwardness or embarrassment

invitations or requests - whether indirect, explicit or intimidating

leering or .ither gestures

demands for sexual favours

unnecessary physical contact such as touching, patting, pinching,

hugging, punching

physical assault

e sexual coercion where an employee who refuses to submit to a social
or sexual demand is penalized by loss of a job, raise, or other
employment benefit,

(b)  Personal harassment may be defined as repeated unconstructive,
intentional and orfensive comments or actions designed to offend, abuse
or humiliate a person, when such conduct has the purpose or effect of
substantially or unreasonably interfering with an employee's work
performance or creating an intimidating, hostile or offensive working
environment.

4.06 No Harassment

(a) No form of sexual or personal harassment shall be cunduned in the
workplace and it is further agreed that both Parties will work together in
recognizing and dealing with such problems should they arise. Situatinns
involving allegations of harassment shall be considered as discrimination
and shall be eligible to be processed as grievances.



4.07

(b) Where the alleged harasser is the person who would normally deal with
the first step of such grievances, the grievance will automatically be sent
forward to the next step.

(c) No information relating to the grievor's personal background, lifestyle or
mode of dress will be admissible during the grievance or arbitration
process.

(d) Complaints that are proven to have been made for frivolous or vindictive
reasons shall be subject to disciplinary action.

Confidentiality

All matters and information relating to an allegation of harassment will be treated
in a confidential and expeditious manner. Any breach of this provision during the
grievance procedure may be subject tu discipline.

ARTICLE 5 - CORRESPONDENCE

5.01

5.02

5.03

General

The Employer will send all formal communications to the President of CUPE
Local 1063, with a copy to the Union Representative assigned. The Union will
send all formal communicatiuns or copies of communications to the Director of
Human Resources. Responses to communications will be sent o the person who
originated the communication and persons copied on the uriginal will be copied
on the response.

Grievance

The 1 nion will submit grievance correspondence to the Director of Human
Resuurces. Responses to grievances will be directed to the Chief Shup Steward of
CUPE Local 1063 with copies to the President of CUPE Local 1063, the CUPF

National Representative, the Grievor and the Union Representative assigned.

Discharge, Suspension and Discipline

The Employer will send aii disciplinary correspundence to the affected employee
with a copy to the President of CUPE Local 1063, the CUPE National
Representative and the Union Representative assigned.



ARTICLE 6 - GRIEVANCE PROCEDURE

6.01

6.02

Informal Resolution Prucess

Step 1

a) A grievance may be lodged with the Empluyer by, or on behalf of an
employee, with respect to the meaning, application, or alleged violation of
this Agreement within fifteen (15) days from the date that the cause uf a
grievance was first known to have occurred.

Prior to the submission of a written grievance, employee(s) are strongly
encouraged to participate in an informal resolution meeting to attempt to
resolve the issue. This meeting should include the person who made the
decision, the next appropriate level ot management, Human Resuurces and
a union representative. The Parties will have fifteen (15) days tu come to
a resolution unless extended by mutual agreement.

Any discussion at this stage will be “without prejudice” to either party in
the proceeding and any resolution will not be used and/or relied on by
either party at any other proceeding between the Union and the Fmployer.

(b) At any step of the grievance process either party may give notice of their
desire to further discuss the grievance as per Article 6.01 (a). These
discussions are open and “without prejudice” not to be referred to or relied
upon later. Any resolution arising frum these discussions shall also be
“without prejudice” unless both Parties otherwise agree. The meeting
shall be held within fifteen (15) days from receipt of the request. This
time line may be extended by mutual agreement.

Formal Resoclution Process

Step 2

Within fifteen (15) days of the informal resolution meeting, or in the absence of
this meeting, from the date that the cause of the grievance was knnwn to have
occurred, the Union may file a written statement of the particulars of the
grievance and the redress sought with the Director of Human Resources. A
meeting shall be held within fifteen (15) days following receipt of the grievance
and the Vice-President/Designate’s decision shall be given no later than fifteen
(15) days following the meeting. If the Vice-President/Designate denies the
grievance at Step 2, their decisiun shall alsv indicate whether ur not the Employer
would agree to a single arbitrator in the event the Union decides to proceed to
Step 3.



6.03

6.04

6.05

Step 3

Failing settlement being reached in Step 2, the Union may, within fifteen (15)
days of the Step 2 decision, submit the grievance to arbitration by notice in
writing to the Employer.

Prior to naming an arbitrator, and within thirty (30) days, the Parties will meet and
attempt to come to a resolution through discussions or set next steps (mediation
by mutual agreement. single arbitrator or arbitration board). Any discussion at
that stage will be without prejudice to either party in the proceeding and any
resolution will not be used and/or relied on by either party at any other proceeding
between the Union and the Employer.

Grievance Procedure Varied

Where a policy grievance involving a question of general application,
interpretation, or alleged violation of this Agreement occurs or where a group of
employees or the Union has such a grievance, the grievance shall be submitted at
Step 2. In these cases a meeting shall be held, if mutually agreed to by the
Parties.

Settling of Grievances

Where a grievance is not processed by the Union to the next step within the
prescribed time limits it will be considered to be dropped. Where a decision is not
rendered by the appropriate official of the Employer within the prescribed time
limits it will be processed to the next step. Either party may request an extension
of the time limits provided such extension is requested prior to the expiry of the
time allowed. An extension, if requested, shall not be unreasonably withheld.

Facilities for Grievances

The Employer shall supply the necessary facilities for the grievance meetings. A
grievance meeting during working hours may be adjourned by the Employer
within one-half (2) hour of its commencement to be continued outside of working
hours.

10



ARTICLE 7 - ARBITRATION

7.01

7.02

7.03

7.04

7.05

Composition of Buard of Arbitration (herein called "The Board™)

A grievance that has been processed as set out in Article 6 and not settled may be
submitted, by either party, to arbitration. Notification shall be made by electronic
mail/courier addressed to the other party to the agreement setting out the name
and address of its nominee to an arbitration board. Within rive (5) days thereafter
the other party shall answer by electronic mail courier setting vut the name and
address of its nominee. The two (2) nominees shall then select a Chairperson.

Single Arbitrator

Alternatively, the Parties may agree to a single arbitrator who will be appointed
on a rotating basis from the list o1 arbitrators agreed tu by the Parties as set out in
Appendix "D". The list of arbitrators is to be maintained annually and any
substitutions that are required will be made by mutual agreement of the Parties no
later than January 30™. The pruvisiuns concerning an arbitration board shall
apply “mutatis mutandis” to the single arbitrator.

Failing to Appoint

If the recipient of a notice fails to appoint a nominee, or if the twu nominees fail
to agree upon a Chairperson within five (5) days of appointment, the appointment
shall be made by the Manitoba Labour Board upon the request of either party.

Board Procedure

The Board may determine its own procedure, but shall give full opportunity to all
Parties to present evidence and make representations to it. It shall hear and
determine the dirference or allegation and render a decision within ten (10)
working days from the time the hearing is held.

Decisions of the Board

A decision of the majority shall be the decision of the Board. Where there is no
majority decision the decision of the Chairperson shall be the decision of the
Board. The decision of the Board shall be final and binding and enforceable on
all Parties, but in no event shall the Board have the power to change this
Agreement or to alter, modify or amend any of its provisions. However, the
Board shall have the power to disprse of any discharge or discipline grievance by
an arrangement it deems just and equitable.

i1



7.06

7.07

7.08

Disagreement on Decision

Should the Parties disagree as to the meaning of the decision either party may
apply to the Chairperson of the Buard to reconvene the Board to clarify the
decision which it shall do within three (3) working days; or where the decision of
the Board has been the decisiun uf the Chairperson, then the Chairperson shall
clarify the decision within three (3) wourking days.

Expenses uf the Board

Each party shall pay:

) the fees and expenses of the nominee it appoints; or one-half (* 2) the fees
and expenses of a single arbitrator;

(b) one-half (') the fees and expenses of the Chairperson.

Amending of Time I imits

Time limits, in both the grievance and arbitration procedure, may be extended by
consent, in writing, by the Parties to this Agreement.

ARTICLE 8 - DISCHARGE, SUSPENSION AND DISCIPLINE

8.01

8.02

The Employer shall not discipline or dismiss any employee bound by this
Agreement except for just cause.

@) The value of progressive discipline with the aim of being corrective in
application is recognized by both Parties. Both Parties agree that
disciplinary measures should be appropriate to the cause and to the
principles of progressive discipline. It is understood that, where
appropriate, employees shall receive oral reprimands as a first step in the
disciplinary process but that such reprimands do not constitute disciplinary
action, are not noted in the personnel file and are not grievable.

(b)  The Employer will send disciplinary correspondence tu the affected
employee with a copy to the Union President and to the CUPE National
Representative.

() Where considered necessary by the Employer, the Employer may suspend
an employee with pay pending an investigation and it is agreed that such

suspension shall not be considered disciplinary.

d) Subject tr paragraph (c) above, when the Employer is considering
disciplinary action, the following shall occur:

12



8.03

8.04

8.05

(i) the Employer shall cause the employee concerned and the [ 'nion to
be informed of the complaint and will advise both the employee
and the Union that a meeting will be held at a time and place
determined by the Employer;

(i)  the employee affected will be given the opportunity to make
representation at the meeting un their uwn behalf, either
personally or with a representative of the Union if they so desire;

(iii)  the Union and the employee shall be advised within a reasonable
play
period of time of the decision of management arising out uf the
meeting;

(iv)  inany case of disciplinary action, the employee concerned, or the
Union on their behalf, shall have the right of appeal as provided in
Article 6;

(v) if no further related discipline is imposed within twelve (12)
months, the documentation related to the discipline shall be
removed from the file. Where circumstances warrant, the time
limits may be extended with the mutual agreement of the Parties.

Unjust Suspension or Discharge

Should it be found, in the course of the grievance procedure, that an employee has
been unjustly suspended or discharged, or demouted, such employee shall be
immediately reinstated in their former position, without loss of seniority, and
shall be compensated for all time lost in an amount equal to their normal earnings
during the pay period next preceding such discharge, or suspension, or demotion,
or by any other arrangement as to compensation which is just and equitable, in the
opinion of the Parties or in the opinion of the Board of Arbitration if the matter is
referred to such a Board, or in the opinion of a single arbitrator if the matter is
referred to them.

Personnel Files

Upon written request of an employee, the personnel file of that employee shall be
made available for their full examination. Such examination shall be in the
presence of the Director, Human Resources/Designate. The employee at their
uption may have a representative present. An employee may respond in writing
to any documents contained in their personnel file.

Subject t.- the provisions of Article 8.04 the personnel record may not be revealed
to any other Employer or agency except as herein provided:

13



8.06

(a) Letters of reference, referral or approval to persons outside the Workers
Compensation Board of Manitoba shall be given to the employee
concerned for transmission by the employee;

(b) The Human Resources Department may confirm information relating to
the employee’s status with the Board, e.g. length of service, job title and
duties and salary. No other information will be given unless requested in
writing and then it shall be referred to the Human Resources Director who
shall reply in writing, giving the reply to the employee concerned to be
handled as in (a);

(¢)  Inthe event a police officer, acting in the course of their duties, requests
information from the personnel record beyond the scope of this provision,
the inquiry shall be directed to the Board’s Legal Department.

Working Files

A working file may be maintained by supervisors for each employee under their
supervision. Such files may be maintained for the purpose of matters pertaining
to performance and development. Once the annual performance and development
review has been completed and/or a specific issue has been resolved, supporting
documentation shall be destroyed.

Upon request of an employee, the working file of that employee shall be made
available for their full examination. Such examination shall be in the presence of
the Supervisor/Manager. The employee at their option may have a Union
representative present.

ARTICLE 9 - SENIORITY

9.01

9.02

9.03

Seniority is defined as the length of continuous service in the bargaining unit
calculated on the basis of regular hours paid. Subject to other Articles of this
Agreement, seniority shall be used in determining preference or priority for
promotions, vacations, layoff, recall and permanent reduction in the work force.

Seniority Lists

A seniority list including the name, start date, seniority date, hours, status and job
title of each employee in the bargaining unit shall be sent to the Union and posted
on all bulletin boards by April 1** of each year.

Seniority will continue to accrue if an employee:

(a) is on Workers’ Compensation, Long Term Disability or MPI/PIPP for a
period of up to one (1) year;

14



9.04

9.05

(b
(©)

(d)
(e)

is on any period of paid leave of absence;

is on any unpaid leave of absence of ten (10) continuous working days’
duration or less;

is in a temporary appointment to an out-of-scope position;

is on any period of paid or unpaid parental leave.

Seniority will be maintained but will not accrue if an employee:

(2)

(b)

(©)

(d)

is on any unpaid leave of absence over ten (10) continuous working days’
duration or less;

is absent on Workers’ Compensation, Long Term Disability or MPI/PIPP
for a period in excess of one (1) year;

is permanently transferred/promoted out of the bargaining unit for a period
of fifty-two (52) weeks or less;

is laid off for a period of fifty-two (52) weeks or less.

Seniority will terminate if an employee:

(a)
(b)

©

CY
(©)

®

resigns;

is discharged and not reinstated under the grievance and arbitration
procedures;

is laid off and fails to report for duty as instructed, except where a laid off
employee is required to give notice to another Employer or where the laid
off employee fails to report due to illness as verified by a qualified
physician;

is laid off for more than fifty-two (52) weeks;
fails to report for work within five (5) working days, as scheduled, at the
end of a leave of absence, suspension or vacation, without an explanation

satisfactory to the Employer.

is permanently transferred out of the bargaining unit for more than fifty-
two (52) weeks.
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9.06

9.07

Bridging of Seniority

Seniority is credited back when an employee has a break in service of one (1)
month or less and is rehired.

Transfer Out of Bargaining Unit

No employee shall be transferred to a position outside of the bargaining unit
without their consent.

Employees who transfer out of the bargaining unit for temporary or term
assignments/appointments will retain status in the bargaining unit and will
continue to have the appropriate deductions made for union dues.

ARTICLE 10 - POSTINGS, PROMOTIONS AND STAFF CHANGES

10.01

10.02

Qutside Advertising

The Employer will provide each employee the opportunity of applying for job
postings. Members of the staff meeting the job requirements and having the
required qualifications will receive preference over outside applicants.

There shall be no external advertising for bargaining unit positions (other than the
exceptions indicated in this article) until notices have been posted internally, and
until after applications have been processed up to but not including the Grievance
Procedure, as outlined in Article 6 of this Agreement.

Concurrent external advertising may apply to positions which are filled under

Article 10.08 (a) (threshold positions) and to any other position as mutually
agreed by the Parties.

Job Postings

When a vacancy occurs or a new bargaining unit position is created the Employer
shall post notices (electronically) advising of the vacancy and opportunity for
staff to apply for the position, for a minimum period of one (1) week.

This provision does not apply to:

(a) professional positions outside of the bargaining unit; or

(b)  positions listed in Appendix “C”.
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10.03

10.04

10.05

Eligibility Lists

During the term of this Collective Agreement the Employer may, without the
agreement of the Union, create an eligibility list when posting to fill a vacancy or
a new positiun.

Should the Employer wish to create an eligibility list when there is nu vacancy,
the Employer shall post notices of the position for which they wish to create the
eligibility list \electronically) for a minimum period of one (1) week.

This Article (10.03) is subject to the ongoing approval of the Union and such
approval can be withdrawn by the Union during the months of September and
March of each year during the term of this Agreement. The Union agrees to
discuss this matter with the Employer prior to withdrawing such appruval. The
President/Designate of the Lucal will provide three (3) months written notice to
the Director uf Human Resources/Designate if a withdrawal is contemplated.

Should this approval be withdrawn by the Union an eligibility list can only then
be created with the mutual agreement of the Parties.

Eligibility lists may be in effect for a maximum periud uf six (6) months from the
closing date of the competition.

Information in Postings

Posting notices shall contain the following information:

nature of position;

qualifications and requirements;
salary;

hours of wurk;

eligibility list if applicable.

Where an employee on leave wishes to receive job postings during their leave,
they may sign up for career alerts through the Employer's on-line
application system and job postings will automatically be sent to their e-mail
account,

Qualifications shall not be established in an arbitrary or discriminatory manner.

The Uniun recognizes that the Employer has the right to fill positions outside of
the bargaining unit as it sees fit.
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10.06

10.07

10.08

10.09

Union Informed of Applicants

The Employer shall provide the Union with the names of those persons covered
by the Agreement who are not successful plus that of the successful applicant
within five (5) working days of the closing date or two (2) working days after a
decision has been reached, whichever is later. The Employer will, on request,
provide a written statement setting out the reasons for not promoting the senior
applicant.

Selection Documents

Where a grievance or a potential grievance arises out of the selection process,
upon written request, the Employer shall provide the Union with copies of the
questions, relevant answer sheets and scores, the scoring guide and the narrative
committee report.

In the event of a grievance of a relatively equal position, the resume(s) of the
successful applicant(s) shall be provided to the Union upon written request. The
resume(s) provided shall be used only for the specific grievance/competition for
which it was requested.

Filling Vacancies

(a) In considering applications for transfers or promotions within the
bargaining unit, appointments to positions not listed in Appendix "E" shall
be made of the applicant with the greatest seniority providing they are
able to meet the qualifications and requirements as defined in the job
posting.

(b) When filling vacancies in the positions listed in Appendix "E", seniority
will prevail where the Employer, acting in a manner that is fair and
reasonable, determines that experience, qualifications and ability are
relatively equal.

Posting of Term Positions

(a) When the Employer determines that a term position is to be filled, the
position shall be posted in accordance with Article 10.02 and filled in
accordance with Article 10.08. All employees may apply. Upon
completion of the term position, the employee shall return to their former
position.

(b) If a term position exceeds twelve (12) months, without an extension
mutually agreed to by the Parties, or otherwise becomes a permanent
position, it shall be posted and filled as a permanent position, unless the
Union waives this provision.

18



1V.10

10.11

©

(d)

Nutwithstanding paragraph (b) above, a term position covering for a
Maternity Leave, and the vacancies directly resulting from filling such
term pusitiun, may be posted for a period of up to twenty-one (21)
months. The Employer will attempt to ensure the posting for the
position(s) accurately reflects the expected length of the term(s).

An employee in a term pusition may, at the discretion of the Employer, be
required to complete the term before being accepted for other term
appointments.

Probationary Period

Newly hired employees shall serve a probativnary period of a maximum of six (6)
months, prorated for part-time status on the basis of hours worked to a maximum
of one (1) year, unless extended by mutual agreement of the Parties. The
employee will be informed of the duration of the probationary period at the time
of hiring. During the probationary period, the employee shall be entitled to all
rights and benefits of this Agreement.

Notwithstanding any other provision of this Collective Agreement, the Employer
may reject an empluyee on probativn without cause.

Trial Period

(a)

(b)

The selected applicant for a position (promoted or voluntarily transferred)
posted and filled in accordance with Article 10.08 (a) shall be placed on a
trial period for a maximum period of three (3) months, unless extended by
mutual agreement of the Parties. The selected applicant for a position
posted and filled in accurdance with Article 10.08 (b) shall be placed un a
trial period for a maximum period of six (6) months, unless extended by
mutual agreement of the Parties.

During the term of this Collective Agreement, if the position posted and
filled as indicated above involves a period of formal, full-time classroom
style training the start of the trial period may be delayed for a period equal
to one-half (%) of the time spent in the formal, full-time training or for a
period of four (+) weeks, whichever is greater. In the event the formal,
full-time training occurs after the trial period commences, the trial period
may be suspended during the training for the period equal tv one-half (¥
of the time spent in the formal, full-time training or for a period of four (4)
weeks, whichever is greater.

There shall be a maximum trial period of six (6) months for employees
who are promoted to positions outside of the bargaining unit.
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10.12

10.13

10.14

© Should the selected applicant prove unsatisfactory in the position during
the trial period noted in (2) and (b) above, or if the employee finds
themselves unable to perform the duties in the new classification, they
will revert to their former position and salary and their length of service
will not suffer. Any other employee promoted or transferred because of
the rearranged positions shall also revert to their former position and
salary and their length of service shall not suffer.

(d)  No grievance can be filed in respect of an Employer decision that an
employee promoted to a position outside the bargaining unit has proven
unsatisfactory therein.

Job Training

The Parties support training and development appropriate to the requirement of
work assignments and development for career mobility. Accordingly, where the
Employer considers it appropriate, all employees in a given position will he

provided reasonable opportunity to receive on the job training and development.

Transfers Outside of Winnipeg

(a) No employee shall be permanently transferred against their will outside of
Winnipeg.

(b) A temporary transfer may be required for purposes including training,
relief for vacations, illness or other such emergencies. Temporary
transfers will first be solicited on a voluntary basis. Such transfers will not
exceed thirty (30) days per calendar year per employee unless mutually
agreed.

(c) An employee continuously employed for the temporary transfer will be
eligible for at least one (1) return trip to their place of residence, at the
Employer's expense, at the end of every ten (10) working days.
Consideration will be given to additional trips at the Employer’s
discretion.

(d) During the time of the temporary transfer all accommodations, normal
living expenses and transportation costs will be incurred by the Employer.

Release Dates

The Employer shall endeavour to release a promoted employee to their new
position as soon as reasonably possible. A start date should be indicated in the
letter of offer. The appropriate rate of pay for the position will commence on the
start date. In the event that the employee is not released or a start date is not
indicated:
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10.15

10.16

@ for a term position, within ten (10) working days; or
(b) for a permanent position, within twenty (20) working days

following the date of acceptance of the offer, the employee will begin to receive
the appropriate rate of pay for the position.

Work Experience Placements

The Parties recognize the value tr the community of work experience placements
with the Employer. Work experience candidates are usually placed with the
Employer for a limited period of time as part of an educativn program and are
unpaid. In some cases they may be paid by an external agency our by the
Employer. It is agreed that in nc case will any member of the bargaining unit
have their huurs of work reduced or lose employment or empluyment
opportunities as a result of a work experience placement. The Employer commits
to notify the Uniun of the nature and duration of any work experience placement
prior to the placement.

Summer Relief Program

The Summer Relief Program may occur annually and will usually run from May
through August. The program is intended to provide adequate summer relief
within various work areas to maintain acceptable service levels, provide
employees with an opportunity tu take vacation during the summer months and to
provide developmental opportunities for staff.

Summer relief positions will be identified and posted accordingly. All threshold
positions will be posted internally. For relatively equal positions, at least one (1)
or a minimum of twenty-five percent (25%0) of available positions (whichever is

greater) will be posted internally.

Positions not filled by internal applicants will be filled by external summer
students who are enrolled in an educational/training institution for the following
September.

Qualifications will be reduced for summer relief positions. Applicants are
expected to meet the qualifications as posted. Acceptance intu a competition for
summer relief positions does not guarantee acceptance into a regular competition.
Satisfactory job performance in a summer relief position does not guarantee
acceptance into a regular competition, but the time spent in the summer pusition
may be considered under related experience.



10.17

Internal applicants accepting summer relief positions will be committed to this
term. They cannot accept other positions with start dates during the summer term
or during the four (4) weeks prior to the start of the summer term, except by
mutual agreement.

No vacation is to be granted to those working in summer relief positions. The
hours of work for summer relief positions are Monday to Friday, 8:30 a.m. to
4:30 p.m. unless otherwise mutually agreed. Incumbents are not eligible to
participate in Compressed Workweek (CWW). CWW participants who accept a
summer relief position might not retain their earned day off (EDO) upon their
return to their home position.

A summer student may be granted time off without pay for personal matters (i.e.
medical appointments, course registration, education related matters). Such
request is subject to approval by the Manager/Supervisor (who may wish to
consult with Human Resources).

All incumbents will be remunerated at the appropriate salary for the position and
are subject to all other terms and conditions specified in this Agreement.

Temporary Assignment to Projects or Initiatives (Secondments)

When the Employer identifies a need for a position(s) to be assigned to a project
or initiative for more than eight (8) weeks and less than one (1) year (unless
mutually extended by agreement with the Union) and the duties are such that they
should be filled by a member(s) of the bargaining unit, the Employer shall post
notices (electronically) advising of the vacancy and opportunity for staff to apply
for a minimum period of one (1) week. The position will not normally have an
established job description. Assignment to the project or initiative must be full-
time.

In filling the position(s), seniority will prevail where the Employer, acting in a
manner that is fair and reasonable, determines that experience, qualifications and
ability are relatively equal. In making this decision, the Employer is entitled to
consider operational requirements to minimize disruptions to service. The
selection decision is subject to grievance but not to arbitration.

The successful candidate’s salary will be maintained at their current pay scale and
annual merit increases will continue in accordance with Article 19.02.

Should the selected applicant prove unsatisfactory during the project or initiative,
or if the employee finds they are unable to perform the duties, they will revert to
their former position and their salary, and their length of service will not suffer.
Any other employee promoted or transferred because of the rearranged positions
shall also revert to their former position and their salary and length of service
will not suffer.
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10.18

The employee(s) shall return to their former position upon completion of the
project or initiative. An employee may, at the discretion of the Employer, be
required to complete the project or initiative before being accepted for other term
appointments.

Temporary Transfers

Notwithstanding any other term of this Agreement, a term position of less than
eight (8) weeks may be filled at the discretion of the Employer.

For temporary vacancies greater than three (3) days, the Employer will endeavour
whenever possible to promote from a subordinate position. An employee may be
assigned the major responsibilities of a higher paying position on a temporary
basis, of up to eight weeks, unless mutually agreed to extend. Such assignments
will be determined on the basis of suitability, without undue disruption to
vperations, in a fair and reasonable manner, taking seniority in the work
unit/department into account.

In the event that promoting from a subordinate position is not operationally
feasible, the Employer will use an expression of interest to identify vther suitable
candidates. Members of the bargaining unit whum the Employer determines are
suitable and could be transferred without undue disruption to operations will be
considered, in a fair and reasonable manner, taking seniority into account. An
employee temporarily assigned to a lower paying position will undertake the full
responsibilities of that position.

No employee will be transferred without their consent.

Selection for and performance of this assignment does not imply the employee
meets the qualifications of the position.

Time spent in the term position will nut be taken into consideration should the
pusitiun be posted as a permanent position.

Individuals who are hired externally for positions in accordance with this Article

will be deemed to be external applicants in the event that any positions are posted
during this period.
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ARTICLE 11 - JOB SHARING

11.01

11.02

11.03

Preamble

The philosophy of alternate work arrangements such as Job Sharing recognizes
that employees have obligations and commitments outside of the work place. Job
Sharing provides employees with greater flexibility to balance the demands of
their work and personal lives. Such arrangements are initiated by the employee
and established by mutual agreement between the Parties.

Definitions
A "Job Share" is an alternative work arrangement whereby the duties and
responsibilities of a full-time position are shared between two (2) employees with

concurrence from both Parties.

A "Job Share Employee" is an employee who is currently employed in a job share
position.

Requests for Job Sharing

Requests for Job Sharing are initiated by the employee through the Manager/
Designate. The employee may elect to have Union representation when making
their request. Positions filled through Job Sharing must lend themselves to this
type of staffing arrangement. There should be minimal disruption to the operation
of the Employer.

In the case where a Manager/Designate is unwilling to allow a Job Share
arrangement, a Committee of equal representation from the Union and the
Employer will be struck. A meeting of this Committee is convened within ten
(10) working days of the Manager/Designate/employee requesting a meeting
through Human Resources and the Committee attempts to resolve the matter for
the mutual benefit of all. The Committee hears presentations from both the
Manager and the employee, or the Union on the employee’s behalf if the
employee so wishes, requesting the Job Share and offers a joint recommendation
within ten (10) working days of hearing the issue. This recommendation does not
prohibit the employee from filing a grievance, as outlined in the Collective
Agreement. All grievances of this nature are initially heard at Step 1 of the
Grievance Procedure. The individual hearing the Step 1 Grievance will not be the
person responsible for the area where the Job Share arrangement is requested.

24



11.04

11.05

Filling Job Share Positions

All Job Share arrangements are posted and subject 10 the Selection Process as
defined in Article 10 uf the Collective Agreement. The employee requesting a
Job Share shares their own job with whomever is the successful candidate as
determined through the Selection Prucess.

An employee selected to fill a permanent job share position shall not be
transferred ur promoted to another position for one 1) year from the date the job
share commences unless there is a vacancy in the same position and there are no
qualified internal candidates. In this case the Employer may, at its discretion,
waive the one (1) year time period.

An employee selected to fill a job share position on a term basis shall not be
transferred or promuted to any other positivn for one (1) year. The one (1) year
time period may be waived by mutual agreement of the Parties in the event of
exceptional circumstances.

Trial Period for Job Share Arrangement(s)

Employees who request Job Share arrangements and employees who are
successful candidates for Job Sharing are given six (6) calendar months from the
date they start job sharing to decide if they wish to continue with the work
arrangement. Employees who decide not to continue with the arrangement have
the right tu return to their former position in the organization.

The Employer must allow a period of no less than three (3) months and up to six
(6) mounths to decide if the position lends itself to a Jub Share Arrangement. (This
time frame may be extended by mutual agreement between the Parties). In
situations where the Employer determines that the position is not suitable 1or job
share, the Employer will inform the incumbents and the Union in writing of the
reasons for the decision thirty (30) days prior to the discontinuation of the
arrangement. The determination that the position dnes not lend itself to this type
of arrangement is subject to review pursuant to the provisions of Article 11.03.

If the Job Share arrangement(s) does not remain in place, the incumbent in the
permanent full-time position reverts to their former position and salary and length
of service will not suffer. Any other employee promoted or transferred because of
rearranged positions shall also revert to their former position and their salary and
length of service will not suffer.
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11.06

11.07

11.08

11.09

11.10

11.11

11.12

Vacant Job Share Positions

No one Job Share Employee owns a position. If an employee has obtained
permanent status prior to job sharing, their permanent status will be retained.
When one Job Share Employee resigns from the position or is promoted, the
remaining Job Share Employee is offered the position on a full-time basis. If the
remaining employee wishes to continue in the Job Share arrangement, the
Employer posts the vacant Job Share position in accordance with the Collective
Agreement. This is treated as a new Job Share arrangement and is once again
subject to the six (6) calendar month trial period. In the case where the Manager
is unwilling to allow the Job Share arrangement to continue, the provisions of
Article 11.03 apply.

Temporarily Vacant Job Share Positions

If a Job Share Employee takes an extended leave of absence (i.e. maternity leave,
general leave, deferred salary leave, etc.), the remaining Job Share partner is
offered the option of working the full-time hours of the position during the period
of the leave. If the remaining Job Share partner does not accept this offer, the
temporary Job Share vacancy is filled in accordance with Article 10 of the
Collective Agreement.

If there is more than one (1) request for job sharing in the same classification and
the Department is unable to grant all requests, first consideration is given to the
most senior applicant(s).

The Employer cannot initiate the posting of a Job Share position within the
bargaining unit without the agreement of the Union.

Employees may not hold more than one (1) job share position at any one time.
Hours of Work

The daily hours of work shall be mutually agreeable to both Parties and within the
regular working hours of the Workers Compensation Board of Manitoba as
defined in Article 13 of the Collective Agreement. A certain amount of flexibility
is provided to each Job Share Employee in determining their hours of work within
a normal workweek provided the arrangement does not negatively affect the
operations of the work area.

Minimum Hours

The minimum number of hours worked by a Job Share Employee is fourteen
point five (14.5) hours per week or forty percent (40%) of a full-time position.
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11.13

11.14

11.15

11.16

Maximum Hours

Job Share Employees may be requested to work excess hours over and above their
regular hours but within the area’s established normal working hours. All excess
hours are worked on a voluntary basis with the approval of the Manager-
Designate. In such instances, overtime rates do not apply.

Job Share Employees who work fifty percent (50%) or more share hours as excess
hours for three (3) consecutive pay periods are not eligible to work any excess
hours for the following three (3) consecutive pay periods unless otherwise agreed
to by the Union and the Employer. For example, an employee in a 50/50 Job
Share arrangement basis (i.e. 36.25 hours biweekly) would be prohibited trom
working any excess hours for the next three {3) consecutive pay periods if they
worked 54.375 hours or more in each of the three (3) preceding consecutive pay
periods.

Work QOutside of Regular Hours

Job Share employees who are requested by the Employer to voluntarily attend
work on a day other than their regularly scheduled work day in order to attend a
staff meeting, training session, out-of-town travel, etc., shall take the time worked
on an alternate day as mutually agreed between the employee and their
Supervisor. Notwithstanding the above, where it is not feasible for the employee
to take time in lieu, or where the Employer has determined that time in lieu cannot
be granted, the additional time worked shall be paid out at straight time.

Probativnary Period for New Employees

A new employee hired into a Jub Share arrangement is considered as probationary
for the equivalent of six (6) calendar months before being confirmed in the
position. Notwithstanding this, the probationary period for a Job Share Employee
shall be no longer than vne (1) year unless extended in accordance with Article
10.10 of the Collective Agreement.

Trial Period

An employee who has already passed their probatiunary period in another
position with the Employer, as defined in Article 10.10, is not subject to another
probationary period but is subject to the trial period as outlined in Article 10.11 of
the Collective Agreement. During the trial periud, Job Share employees may
revert to their former positions upon request or should they prove unsatisfactory
in the position.
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11.17

11.18

11.19

11.20

11.21

11.23

11.24

11.25

Seniority

Accrual of seniority by Job Share employees is in accordance with Article 9 of the
Collective Agreement.

Rates of Pay

Rates of pay for Job Share employees are based on the hourly rate calculated as
the biweekly rate for their position divided by 72.5 hours.

Overtime

Overtime for a Job Share employee is considered as time worked outside the
area’s established normal working hours.

Annual Increments

Annual merit increments are awarded as outlined in Articles 1.02 and 19.02 of the
Collective Agreement.

Automobile Allowance

If applicable, the automobile allowance is paid on a pro rata basis, with the
exception of the kilometre reimbursement, which is paid the same as that
established for full-time employees.

Benefits

All employee benefits are provided in accordance with the benefits plan texts and
Articles 1.02 and 21.04 of the Collective Agreement.

Statutory Benefits

Employment Insurance and Canada Pension Plan contributions are based on total
earnings.

Annual Vacation

Vacation accumulation and entitlement, as defined in Articles 1.02 and 16 of the
Collective Agreement, are earned on a pro rata basis.

Statutory Holidays

Job Share employees are entitled to payment for public holidays as outlined in
Article 15 of the Collective Agreement.
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11.26

11.27

Sick Leave
As defined in Articles 1.02 and 17 of the Collective Agreement, sick leave
accumulation and entitlement are prorated based on the number of hours worked

while in the Job Share arrangement.

Maternity, Parental and Adoptive Leave

Maternity, parental and adoptive leave benefits are in accordance with Article 18
or1 the Collective Agreement. The Jub Share employee must return to the employ
of the Employer for the equivalent of at least three (3) full-time months in order to
be eligible to receive the Supplemental Empluyment Benefits (SEB) as defined in
the Collective Agreement. Entitlement to maternity, parental and adoptive leave
benefits and the SEB Plan are based on Job Share earnings.

ARTICLE 12 - REHABILITATIVE ACCOMMODATION OF EMPLOYEES

12.01

12.02

12.03

12.04

12.05

12.06

12.07

The Parties are committed to protecting the physical and mental health and
dignity of all employees by striving to provide optimal employment. Effective
return to work initiatives can only be achieved where there is an atmusphere of
trust among all Parties involved. This will be enhanced through supportive
internal and external partnerships and open communication with the shared
objective to minimize the impact of disabilities.

We recognize the right of employees who become disabled or incapacitated to
continue to engage, as far as is reasonable, in meaningful and productive
employment with the Employer.

Accommodation is the mutual responsibility of employees, the Employer, and the
Union.

Where a need has been identified, the Parties will meet to determine reasonable
accommodation that is consistent with the Collective Agreement, Human Rights
Legislation, Corporate Policy and the W orkers Compensation Board of
Manitoba's Mission and Values.

Where necessary, the seniority and posting provisions of the Collective
Agreement may, by mutual agreement between the Union and the Employer, be
waived.

In the event of a dispute on medical grounds regarding an employee's suitability
for a position, the matter will be referred to a physician mutually agreed to by the
Union and the Employer.

Employees accommodated under this provision will receive the greater of:
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(a) their current remuneration; or
(b) the rate of pay of the new position.

During the period their current remuneration exceeds the rate of their new
position there is no entitlement to annual merit increases.

ARTICLE 13 - HOURS OF WORK

13.01

13.02

13.03

13.03.01

Hours

A normal workweek shall consist of five (5) days from Monday to Friday,
inclusive.

A normal workday shall be from 8:30 a.m. to 4:30 p.m. with a lunch period of
three-quarters of an hour.

Employees who report late for work on a consistent basis without a valid reason
shall be deducted for every half (/%) hour of accumulated late time at the
discretion of the Department Head/Designate. This shall not limit the Employer’s
right to other disciplinary measures.

Break Period
All employees shall be permitted a fifteen (15) minute rest period both in the
morning and in the afternoon of the workday, with the period being specified by

the Department Head/Designate.

Flexible Work Arrangements

Flexible work arrangements contribute to a positive work environment and
promote work life balance.

Flexible work arrangements include compressed work week program (CWWP),
telecommuting, flexibility in start and finish times, and/or flexibility in working

from home.

Flexible work arrangements can take on different forms depending upon the
requirements of the employee and the work unit.

Requests for Flexible Work Arrangements

All employee requests for flexible work arrangements shall be considered.
Requests will be decided on the following criteria:
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13.03.02

13.03.03

o the needs of the employee;
¢ suitability of the position, duties and work unit;
o the employee’s current (within twelve [12] months) performance.

In all matters relating to flexible work arrangements, the Employer reserves the
right to determine its operational and business needs specific tu the
area/Department related te the request in a manner that is fair, reasonable and
consistent with the terms of the Collective Agreement.

The Empluyer may immediately but temporarily suspend flexible work
arrangements in the event of a significant business disruption (e.g. pandemic or
catastrophic event). The Union will be notified immediately of the suspension,
including the expected duration. The flexible work arrangements will be
reinstated as soon as is reasonably possible.

Requests for flexible work arrangements are first presented to an employee’s
immediate supervisor/manager and ultimately decided by a vice-president
working in conjunction with Human Resources. The Union will be notified of all
flexible work requests and decisions rendered.

Decisions concerning flexible work arrangements are subject to grievance but not
arbitration.

Joint Committee

The Parties agree to establish a joint committee on flexible work arrangements
with equal representation from both the Union and Employer. The committee's
mandate will include, but is not limited to, recommending general standards for
flexible work arrangements, providing non-binding recommendations on specific,
propused flexible arrangements, and providing recommendations to the Parties tu
improve the overall functioning of the program.

Types of Flexible Work Arrangements

(a) Compressed Work Week Program (CWWP)

Full-time permanent employees and full-time temporary employees on
terms of at least one (1) year may apply tu participate in the CWWP. The
CWWP involves working an additional thirty-five (35) minutes per day in
exchange fur an earned day off (EDO) in each pay period that dnes not
include a paid holiday.

The normal hours of work for employees participating in the CW WP will
be extended by thirty-five (35) minutes. Fach employee in the program
will receive an EDO taking into consideration the preferences of the
employee and the operational requirements of the Empluyer. Should more



(b)

(©)

employees request the same available EDO than can be reasonably
accommodated, seniority will be used.

In the event an employee is required to work on their scheduled EDO or
have moved their EDO to meet operational requirements, they are
entitled to retain this day (at straight time) or elect to be paid for the time
worked at the prevailing overtime rate.

Telecommuting

Telecommuting is a work option that permits an employee tv perform all
or a significant portion of their jub responsibilities at a lucation other than
the traditional offices of the Employer.

Telecommuting is limited to requests initiated by the employee. The
employee's position must be such that that the majority of their duties may
be effectively performed at a site other than the traditional office of the
Employer.

If the Employer determines that a telecommuting arrangement results in
the organization not meeting its business or operational needs or that a
telecommuting arrangement is not in its best interests, then the Employer
is entitled to discuntinue the telecommuting arrangement upon thirty (30)
days' written notice to the Union and any employees impacted by the
discontinuation of the telecommuting arrangement.

The Employer agrees that, in making a determination to discontinue a
telecommuting arrangement, it wili act fairly and reasonably and in a

manner that is not arbitrary or discriminatory.

Additional Flexible Work Arrangements

Additional flexible work arrangements include arrangements ranging from
altered start and finish times to partial working from home arrangements.

Employees may request flexibility in their work schedules so lung as thuse
schedules can be accommodated within the work unit needs. An
employee’s regular hours of work shall not exceed 7.83 hours a day.

[f the Employer determines that an additivnal flexible work arrangement
results in the organization not meetiny its business or operational needs or
that the arrangement is not in the Employer’s best interests, then the
Employer is entitled tu discuntinue the arrangement upon thirty (30) days'
written notice to the U'nion and any employees impacted by the
discontinuation of the arrangement.
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The Employer agrees that, in making a determination to discontinue an
arrangement, it will act fairly and reasonably and in a manner that is not
arbitrary or discriminatory.

Hours of Work Claims Service Centre

The following shall be the conditions for the nine (9) day work cycle in the
Claims Service Centre (CSC):

(2)

(b)

(c)

(d)

(e)

H
@)

(h)

The daily hours of work will be seven (7) hours and fifty (50) minutes tu
be worked on the basis of two (2) shifts; being 7:55 a.m. to 4:30 p.m. and
10:25 a.m. to 7:00 p.m.

All employees shall be granted an additional day off (ADO) within a pay
period that dues not include a holiday as defined in Article 15. On each
Monday and Friday at least 18%o of total CSR positions will be
granted an ADO within the applicable pay periods. With the mutual
agreement of the Employer and the employee, another day may be
substituted for the Monday or Friday.

Every effort will be made to accommodate employee preferences in
terms of which ADO day is requested, subject to this letter of
understanding and operational requirements.

The ADO day off is to be scheduled in advance and remain unchanged
except:

(1) where mutual agreement is reached between the Employer and the
employee, and

(if)  where the employee receives a promotion and/or requests a
transfer. If the transfer is at the Employer’s request, the employee
will retain their scheduled day off subject tu operational
requirements.

Requests for other flexible work arrangements will be reviewed on a
case-by-case basis, subject to operational requirements.

Vacation for all employees will be utilized on a day-for-day basis.
Compassionate and sick leave will be utilized on a day-for-day basis.
Employees requesting leave without pay will be deducted pay on a day-
for-day basis for periods up to nine (9) days. An employee on leave

without pay, for periods in excess of nine (Y) consecutive working days
will be charged on the basis of ten (10) days.
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(i) There will be no late shift on December 24 and December 31, or should
those days fall on a weekend, on the one-half (}2) work day provided for
those holidays as indicated in the Collective Agreement, however, second
shift employees shall be compensated for their full shift.

()] Additional day care expenses incurred by late shift staff from 6:00 p.m. to
7:00 p.m. will be reimbursed.

(k)  Employees attending courses in the evening at an educational institution
shall be allowed to leave work at 6:30 p.m., subject to operational
requirements and the agreement of the employee’s reporting supervisor.

ARTICLE 14 - OVERTIME

14.01

14.02

Qvertime

All time required and authorized by the Employer to be worked beyond the
normal workday, the normal workweek, or on a holiday, shall be considered as
overtime.

All staff who are required to work or travel on behalf of the Employer outside of

normal working hours, whether inside or outside the City of Winnipeg, shall

receive compensatory time off, or:

(a) Rate of pay at time and one-half (1'% x) rate.

(b) Where Sundays and Holidays apply, rate of pay at time and one-half
(1% x) for the first four (4) hours and double time (2 x) for all hours

thereafter.

Arrangements for such time off shall be confirmed within thirty (30) calendar
days.

Employees called for work for any reason outside of the normal working day shall
receive a minimum of four (4) hours for each call out.

If scheduled overtime is cancelled with less than twenty-four (24) hours notice,
the employee shall be paid two (2) hours, at the overtime rate.

Accumulated Overtime

An employee shall have the option of accumulating overtime up to a maximum of
ten (10) non-replenishable regular workdays at any time during the vacation year.
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The time may be taken at a time mutually agreed between the employee and the
Employer.

Standby

Employees required by the Director‘Designate of Information Systems and such
other departments that may be designated by the Employer to be on standby shall
be paid two (2) hours of pay for each eight (8) hours of required standby, unless
the employee is called into work.

Standby means a perivd of time that is not a regular working period during which
an empluyee keeps themselves available for immediate recall to work.

ARTICLE 15 - HOLIDAYS

15.01

15.02

15.03

List of Holidays

The following paid hulidays shall be ubserved:

New Year’s Day Civic Holiday

Louis Riel Day National Day of Truth and Reconciliation
I abour Day Good Friday

Thanksgiving Day Easter Monday

Remembrance Day Victoria Day

Christmas Day Canada Day

Boxing Day

Where any of the above holidays fall on a Saturday or Sunday, the first working
day following the huliday shall be observed as the holiday in lieu thereof. This
provision is subject to any proclamation providing for observance on some day
other than stated herein.

Any public holiday proclaimed by the Province of Manitoba, the Government of
Canada, and/or the City of Winnipeg.

Christmas Eve and New Year's Eve

Offices shall be closed at noon on the last working day preceding December 25™
and January 1%,

Provided notice is given to the Employer at least sixty (60) days in advance, an
employee who ubserves other religious holidays shall be granted this time off by:
e substituting available vacation time;

¢ using accumulated overtime;

o taking leave without pay; or
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¢ making up lost time, if operationally feasible.

Holidays for Part-Time and Job Share Emplovees

Part-time employees, including employees in a job share arrangement, who
work a 7.25 hour day or less and less than 10 days in a bi-weekly pay period,
will be provided with a day off with pay for each observed holiday.

ARTICLE 16 - VACATIONS

16.01

Length of Vacation

Employees shall receive an annual vacation with pay in accordance with credited
service prior to the commencement of the vacation period of May 1 each year as
follows:

Less than one (1) full year - one and one-quarter (1%4) days for each completed
month providing that employees who commence employment:

(a) Before March shall receive no less than seven (7) days' holiday during the
vacation period.

(b) In March or April shall receive five (5) days' holiday during the vacation
period.

(Providing that employees in (a) and (b) above whose employment is terminated
shall have vacation credits adjusted at the rate of 1% days for each completed
month of service.)

(i) Where the fraction is less than one-quarter (%), no holiday credit accrues.

(il  Where the fraction is one-quarter (%4) to three-quarters (%), one-half (%)
day holiday credit accrues.

(iii)  Where the fraction is three-quarters (%) or more, one (1) day's holiday
credit accrues.

One (1) full year 15 days
Where three (3) or more years of service are completed prior to December 31 of

any year, twenty (20) days' holidays in the vacation period commencing May 1 of
that year.
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16.02

16.03

16.04

16.05

Where ten (10) or more years of service are completed prior to December 31 of
any year, twenty-five (25) days' holidays in the vacatiun period commencing
May | of that year.

Where seventeen (17) or more years of service are completed prior to
December 31 of any year, thirty (30) days' holidays in the vacation period
commencing May 1 of that year.

Where twenty-five (25) or more years uf service are completed prior to December
31 of any year, thirty-five (35) days' holidays in the vacation period commencing
May 1 of that year.

Holidays during Vacation

If a paid holiday falls, or is observed during an employee's vacation period, he
shall be granted an additional day's vacation for each holiday in addition to his
regular vacation time at a time arranged with the Department Head or designated
alternate.

Vacation Pay on Termination

An employee terminating his employment shall be entitled to a proportinnate
payment of salary in lieu of unused earned vacation credits.

Vacation Schedules

Vacation schedules shall be posted as soon as practicable each year and may be
changed only by mutual agreement between the employee and the Employer. The
schedule shall be posted no later than the beginning of the new vacation period.
E.mployees who fail to submit their request for holidays at least two (2) weeks
prior to the posting of the huliday schedule may prejudice their seniority right to
preference in the granting of requested vacations.

The Employer will post notices advising that requests for holidays are being
accepted at least two (2) months prior to the posting of the holiday schedule.

Vacation Period

Where feasible an employee shall receive his vacation in an unbroken perind
unless otherwise mutually agreed upon between the employee and the Employer.

An employee entitled to three (3) weeks' vacation or more may be entitled to bank
up to a maximum of five (5) working days' annual vacation. A further five (5)
working days may be banked subject to the agreement of the Employer. The
banked vacation shall be taken within the next vacation year at the rate of pay
prevailing when the vacation is taken.
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Disability during Vacation

Sick leave shall be substituted for vacation where it is established by a medical
certificate or acceptable equivalent that the employee was totally disabled during
his vacation. Employees will be expected to notify leadership, on their first day
back from vacation, if they were totally disabled during their vacation time, unless
extenuating circumstances are present. The vacation may be deferred and
resumed by arrangement between the employee and the Employer.

ARTICLE 17 - SICK LEAVE

17.01

17.02

Sick Leave Defined

Sick leave means the period of time an employee is permitted to be absent from
work with full pay by virtue of being sick, disabled, or quarantined and as
certified by a qualified medical practitioner, except where the Employer dispenses
with the certificate.

Amount of Sick Leave

Sick leave credits shall be set up in respect of an employee on the basis of:

(a) One and one-quarter (1%) days per month during the first four (4) years of
service; and

(b)  Two and one-half (2!%) days per month after the first four (4) years of
service.

Sick leave credits shall accumulate as follows:

1 Not more than 240 days where the employee’s service totals up to 10
years;

(i)  Not more than 265 days where the employee’s service is between 10 and
15 years;

(iii)  Not more than 300 days where the employee’s service is between 15 and
20 years;

(iv)  Not more than 350 days where the employee’s service is over 20 years.
Employees shall be notified of all sick leave to their credit at the end of each year.

Any employee who has a charge against their sick leave shall be advised at the
end of each month as to the days charged.
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17.03

17.04

17.05

Deductions from Sick Leave

A deduction shall be made from accumulated sick leave of all nurmal working
days (exclusive of holidays) absent by reason of sick leave as defined in 17.01,
except where disablement is due to an accident for which Workers’ Compensation
is available. U nless specifically provided for under a separate agreement or
arrangement between the Parties an absence for less than two (2) hours shall not
be charged against sick leave; absence from two (2) hours to six (6) hours shall be
charged as one-half (*.) day sick leave and absence beyond six (6) hours shall be
charged as one (1) day sick leave.

Sick Leave Documents

The Parties are committed to supporting recovery and workplace accommudation.

Except where the Employer waives the requirement for a certificate, an employee
shall produce a certificate from a qualitied medical practitioner or a qualified
psychologist for any iliness or disability. This certificate should include:

e The employee’s ability or inability to perform their current job;
e Expected duration of absence and/or restrictions

For absences greater than five (5) days, an employee shall take a Functiunal
Abilities Form (FAF) to their healthcare practitioner for completion, except where
the Employer dispenses with the need. Failure to participate in this process may
result in an interruption to your sick leave benefits or discipline.

Should the Employer request a medical report/certificate/FAF, the cust of such
report/certificate FAF will be paid by the Employer.

Sick Leave Credit on Retirement

[.  Employees retiring due to normal retirement age or earlier, in accordance
with the terms and conditions of the pension plan, shall be granted leave or
payment of 30% of accumulated sick leave benefits.

[I.  “Where an employee’s sick leave credits are impacted by an illness
resulting in an absence of greater than twenty (20) consecutive working
days, in the twelve (12) months prior to their retirement
date, they shall receive a credited allocation of sick days equal to the
number of days missed for the purpnse of applying the thirty percent
{30%) calculation above”.
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17.07

17.08

17.09

17.10

17.11

Sick Leave Credit on Termination

Employees with twenty-five (25) or more years of service who voluntarily
terminate their employment shall be granted payment equal to thirty percent
(30%) of accumulated sick leave credits.

Family Illness/Health Related Issues

In the case of an illness/health related issue of a child, spouse, parent or live-in
relative of an empluyee and when the employee is unable to make alternate
arrangements to provide for the care of the ill person, the employee may be
entitled, after advising their supervisor, to use the number of days necessary to
care for the ill family member providing the employee has sick leave credits.
Such leave will be with pay and shall be deducted from the employee’s sick leave
credits. A certificate from a qualified medical practitioner may be requested by
the Employer.

The provision shall be limited to a maximum of three (3) days in any calendar
year for employees with less than four (4) years’ service and a maximum of ten
{10) days in any une calendar year for employees with four (4) or more years’
service.

Abuse of Sick Leave

The Parties agree that suspected abuses of sick leave will be investigated and
proven insiances of abuse will result in disciplinary action, as outlined in
Article 8, being taken against the employee.

Notification of Absence Due to Illness

Employees who are absent due to personal illness or family illness/health related
issues must notify their Manager/Designate without delay, and, whenever
possible, prior to the start of their shift.

Failure to provide notification, without good and sufficient reason, may result in
loss of pay for the period of absence.

Employees qualifying for sick leave under 17.01 who have exhausted all sick
leave credits or who have no sick leave credits available shall be granted sick
leave without pay.

The Parties understand that there may be instances when employees do not have
sufficient sick leave credits tu cover the one hundred and twenty (120) day
waiting period before becominy eligible to receive LTD benefits. Should such
instance arise, the employee may use any outstanding vacation or compensatory
time credits tu bridge them through the LTD waiting period before applying for
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Employment Insurance. A medical certificate from a qualified medical
practitioner certifying the employee’s inability to carry out their duties due to the
illness or disability shall be required unless the Fmployer dispenses with the
certiticate.

It is the expectation of the Parties that eligible employees will apply for LTD
benefits prior tu the expiry of the one hundred and twenty (120) day waiting

period.

Integration of Manitoba Public Insurance PIPP Benefits with Sick Leave Benefits

(a)

(b)

()

(d)

The Parties agree, that as a result of the introduction of the Personal Injury
Protection Plan (PIPP) by Manitoba Public Insurance (MP]), any
employee covered by this Agreement, who is in receipt of benefits under
the PIPP program and chinses to concurrently claim sick leave benetits
under the provisiuns of Article 17.01, must integrate and coordinate those
benefits to ensure that the total benefits provided under both programs do
not exceed one hundred percent (100%0) of net take-home pay.

The total value ot income top-up shall be charged against the employee’s
accumulated sick leave. Should the employee not have sick credits to
their standing at the time of application for the integration and
coordination of benefits, they shall be entitled tv utilize other available
credits to provide top-up in accordance with Article 17.11. An employee
who has exhausted all overtime, compensating or vacation credits, shall be
entitled only to those benefits provided under PIPP.

For the integration and coordination of benefits to occur, an employee
must be injured in an automobile accident and, as a result of their injury,
be unable to perform the duties of their normal classification and, as a
result, qualify to receive sick pay benefits.

Fmployees will be required to release all necessary information regarding
the benefits received under the PIPP program, prior to the coordination of
benefits, to ensure that benefits are calculated and provided in accordance
with the above. Employees who fail to provide the information necessary
to coordinate these benefits shall not be entitled to receive any sick pay
top-up. Should an employee collect benefits under the PIPP program and
simultaneously claim for and receive full sick leave benefits, where the
value of PIPP benefits and sick leave benefits exceeds one hundred
percent (100°%) of net take-home pay, the Employer will be entitled to
recover the full value of all sick pay benefits that, when coordinated with
PIPP benefits, exceeded one hundred percent (100%) of net take-home
pay. The Union shall be consulted prior to the commencement of the
recuvery uf excessive benefits.
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(e)

®

Employees who choose to integrate PIPP benefits with paid sick leave
shall be entitled to receive all other benefits set out under this Agreement,
during the period that one hundred percent (100%) of net take-home pay is
provided under this Agrecment for a period of up to one (1) year as noted
under Article 9.03 (a).

Employees in receipt of benefits shall be advised by the Employer within
thirty (30) days of having their PIPP and sick pay benefits integrated and
coordinated, that they may apply for Long Term Disability benefits.

ARTICLE 18 - LEAVE OF ABSENCE

18.01

18.02

Union President

The Workers Compensation Board of Manitoba will provide salary and benefits
in accordance with the posted permanent full-time position held by the President
of CUPE Local 1063 as an employee of the WCB, in return for which the
President of CUPE Local 1063 will under nnrmal working conditivns,
circumstances and wherever possible:

(a)

b)

©

)

perform the duties of their posted position as an employee of the Workers
Compensation Buard of Manitoba half-days; and

perform the duties and responsibilities associated with the office of the
President of CUPF Local 1063 half-days; and

will continue to accrue wages and benefits in accordance with their full-
time employment status with the Workers Compensation Buard of
Manitoba; and

in the event of layoff ur recall be deemed the most senior member of the
bargaining unit for the time they hold the office of President of CUIPE
Local 1063. Recall is subject to their possessing the qualifications and
ability sufficient to perform the required duties of the position half days.

A schedule of hours will be established through mutual consent and
communicated to all staff.

For Union Business

(a)

Where permission has been granted by the Employer to representatives of
the U nion to leave their employment temporarily in order to carry un
negotiations with the Employer or with respect to a grievance, they shall
suffer nu loss of pay for the time so spent.



18.03

18.04

18.05

18.06

(b) Upon approval of the Fmployer, leave of absence may be granted to
employees who are elected or appointed to represent the Univon at union
schools, conferences, conventions, or other activities at the Union's
request.

Such employee shall receive their rate of pay and benefits as provided in
the Collective Agreement and the U nion shall reimburse the Employer for
all wages within thirty (30) days of invoice.

() Leave of absence without pay and without loss of seniority may be
granted, upon request to the Employer, tu employees to attend executive
and committee meetings of C'UPE, its affiliated or chartered bodies, and
any labour organizations with which the [ 'niun is affiliated.

Bereavement Leave

An employee shall be granted leave of absence of up to five (5) working days
without loss of salary in the event of the death of a parent, wife, husband, live-in
partner, brother, sister, child, aunt, uncle, mother-in-law, father-in-law,
grandparent, brother-in-law, sister-in-law, fiancé, grandchild or other relatives
who reside with the employee. When bereavement of this nature occurs during a
period of vacation leave, the employee shall be entitled to qualify for bereavement
leave and the days of vacation shall be credited back.

An employee may be granted up to one (1) working day of bereavement leave
without luss of salary tu attend a funeral.

Jury or Witness Duty

An employee called for jury duty or subpoenaed to act as a witness shall continue
to receive their full earnings for the period absent from wurk minus the amount
paid the employee as a witness or juror fee.

Education Leave

Leave of absence, with pay, shall be granted to allow employees to write
examinations to upgrade employment qualifications with the Employer. Leave of
absence, with or without pay, may be granted to allow employees to attend an
education course to improuve qualifications where the connection between the
course and the Employer's operations is positive and direct but not restricted to
the employee’s current position.

Compassionate Leave

An employee shall be granted compassionate leave for up to five (5) working
days without loss of salary in the event of serious illness of a child, spouse, parent
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18.07

18.08

18.09

or live-in relatives. This leave shall be granted if an employee’s family as defined
previnusly, is confined to a healthcare facility and/or is bedridden. The employee
shall be eligible for up to five (5) wurking days to attend to the needs of the
person. This period may be extended at the Employer’s discretion under special
circumstances.

Other compassionate leaves, with or without pay and at the discretion of the
Employer, may be granted or extended for special reasons.

Sturm Leave

The Employer shall grant casual leave o1 absence, with pay, to an employee who
does not have the ability to work from home is prevented frum reporting to
duty due to storm conditivns which make public highways impassable provided a
public announcement to this effect is made by a civil authurity. An employee
who has the ability to work from home may work from home at the
discretion of their Manager/Designate.

General Leave
An employee may be granted leave of absence without pay and without
accumulation of seniority when they present a written request, in advance,

providing reasonable cause. Such request is subject to approval by the Employer.

Maternity Leave

The provisions of this section will be effective for maternity leave pursuant to the
Supplementary Employment Benefit (SUB) plan and any required amendments
approved for implementation by Human Resources and Skills Development
Canada.

(a) In order to qualify under this section a pregnant employee must:

(i) have completed seven (7) continuous months of employment with
the Employer;

(ii) submit tv the Employer an application in writing at least four (4)
weeks before the day specified in the application as the day on
which they intend to commence such leave;

(ili)  provide the Employer with a certificate tfrom a duly qualified

medical practitioner certifying that they are pregnant and
specitying the estimated date of delivery;
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(b

(©)

(d)

(iv)

provide the Employer with proof that they have applied for
Employment Insurance Benefits and that they have qualified for
and is entitled to such Employment Insurance Benefits.

An applicant for maternity leave under this section must sign an
agreement with the Employer providing that:

()

(i)

(iii)

(iv)

they will return tc work and remain in the employ of the Employer
for the equivalent of at least six (6) months of full-time
employment following their return to work; and

if they do not take parental leave as provided in Article 18.13 they
will return to work on the date of the expiry of their maternity
leave unless this date is modified by the Employer in accordance
with (¢) (iii); and

if they do take parental leave as provided in Article 18.13 they
will return to work on the expiry of their parental leave; and

shuuld they fail to return to work as provided under «i) and/or (ii)
and/or (iii) above, they are indebted to the Employer for the full
amount of pay received from the Employer as a maternity
allowance during their entire period of maternity leave.

An employee who qualifies under this section is entitled to maternity leave
consisting of:

(i)

(i)

(iii)

a period not exceeding seventeen (17) weeks if delivery occurs on
or before the date of delivery specified in the certificate mentioned
in paragraph (a) (iii) above; or

a period of seventeen (17) weeks plus an additional period equal to
the period between the date of delivery specified in the certificate
mentioned in paragraph (a) (iii) above and the actual date of
delivery, if delivery occurs after the date mentioned in the
certificate;

the Employer may vary the length of maternity leave upon proper
certification by the attending physician.

During the period of maternity leave, an employee who qualifies is
entitled to a maternity leave allowance in accordance with the SUB plan as
follows:
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(©)
®

(2

()

@@

) for the first two (2) weeks an employee shall receive payments
which, combined with all other earnings equal ninety-five percent
(95%) of their weekly rate of pay;

(i)  for up to a maximum of fifteen (15) additional weeks, an employee
shall receive payments, which combined with Employment
Insurance Benefits and all other earnings, equal ninety-three
percent (93%) of their weekly rate of pay:

(iii)  all other time as may be provided under paragraph (c) above shall
be on a leave without pay basis.

The provisions of this section do not apply to employees on layoff.

During a period of leave under this section, an employee shall continue to
accumulate seniority and sick leave and vacation credits.

Sections 52 through 57.1(2), and Section 60(1) through 60(6) inclusive of
the Employment Standards Code of Manitoba shall apply.

Employees have no vested rights to payments under the plan except to
payments during a period of unemployment specified in the plan (as
required to satisfy Federal legislation).

Payments in respect of guaranteed annual remuneration or in respect of
deferred remuneration or severance pay benefits are not reduced or
increased by payments received under the plan (as required to satisfy
Federal legislation).

Leave of Absence for Full-time Union or Public Duties

(2)

(b)

()

The Employer recognizes the right of an employee to participate in public
affairs. Therefore, upon written request, the Employer may allow unpaid
leave of absence of up to two (2) months, so that an employee may be a
candidate in Federal, Provincial or Municipal elections.

An employee who is elected to public office shall be allowed unpaid leave
of absence without loss of seniority during their term of office for a
period of one (1) year. Such leave may be reviewed each year, on request,
during the term of office. Anniversary increments for the Employer shall
move forward in direct relation to the leave of absence.

Q) An employee who is elected or selected for a full-time position
with the Union, or any body with which the Union is affiliated,
shall be granted unpaid leave of absence without loss of seniority
for a period of one (1) year. Such leave may be reviewed for each
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subsequent term of office, on request, during their term cf office.
Anniversary increments for the employee shall move forward in
direct relation to the leave of absence.

(i1) The employee may end the leave of absence with two (2) weeks’
notice and return to their former position and in the event the
position is not available or no longer exists they shall assume the
work of a like position.

Adoptive Parent | .eave

An employee who qualifies for adoptive parent leave may apply for such leave in
accordance with either Plan A or Plan B, but not both.

Plan A
In order to qualify for Plan A, an employee must:

(a) have completed seven (7) continuous months of employment with the
Employer;

(bY  submit to the Employer an application, in writing, for leave under Plan A
at lcast four (4) weeks before the day specified by them in the application
as the day on which they intend to commence such leave;

() provide the Emplouyer with proof of adoption;

el an employee who qualifies is entitled to and shall be granted adoption
leave, withuut pay, consisting of a periud of seventeen (17) weeks
following the date of the adoption of a child;

(e) Sections 58(1) through 59.1(2) Section 60(1) through 60(6) inclusive of
the Employment Standards Code of Manitoba shall apply.

§3)] Q) An employee who has been granted adoption leave shall be
permitted to apply up to a maximum of ten {10) days of their
accumulated sick leave against the Employment Insurance waiting
period.

(i)  Should the employee not return to work following the adoptive
parent leave 1or a period of employment sufficient to allow for re-
accumulation of the number of sick days granted under subsection
(i) the employee shall compensate the Employer for the balance of
outstanding days at termination. Approved sick leave with pay
granted during the period of return shall be counted as days
worked.
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Plan B

(iif)

During the period of leave under this section an employee shall
continue to accumulate seniority but not sick leave or vacation
credits.

The provisions of this section do not apply to employees on layoff.

The provisions of Plan B will be effective for adoptive parent leave pursuant to
the Supplementary Employment Benefit (SUB) plan and any required
amendments approved for implementation by Human Resources and Skills
Development Canada.

(2)

(b)

In order to qualify under Plan B an employee must:

@

(i)

(iii)

(iv)
9

(vi)

have completed seven (7) continuous months of employment with
the Employer;

submit to the Employer an application, in writing, at least four (4)
weeks before the day specified by them in the application as the
day on which they intend to commence such leave;

have adopted a child under the age of seven (7) years pursuant to
the laws of the Province;

be the primary provider of care for the child;

not be married to or living with another employee who has applied
for adoptive leave at the same time; and

provide the Employer with proof that they have applied for
Employment Insurance Benefits and that they have qualified for
and are entitled to such E.I. Benefits.

An applicant for adoptive parent leave under Plan B must sign an
agreement with the Employer providing that:

)

(i)

they will return to work and remain in the employ of the Employer
for the equivalent of at least six (6) months full-time employment
following their return to work; and

if they do not take parental leave as provided for in Article 18.13

they will return to work on the date of the expiry of their adoptive
leave unless this date is modified by the Employer; and
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(c)

)

(e)
63)

(2)

(h)

(iii)  if they du take parental leave as provided in Article 18.13 they
will return to work on the date of the expiry of their parental
leave; and

(iv)  should they fail to return to work as pruvided for under (i) andror
(i1) and/or (iii) above, they are indebted to the Employer for the
full amount of pay received from the Employer as an adoptive
allowance during their entire period of adoptive parent leave.

An employee who qualifies is entitled to and shall be granted adoptive
parent leave without pay consisting of a period not exceeding seventeen
(17) weeks beginning:

(1) on the day the child comes intu the employee's actual care or
custody; or

(i)  at any time during the ninety (90) days immediately following the
day on which the child comes intu the employee's actual care or
custody.

During the period of adoptive leave, an employee who qualifies is entitled
to an adoptive parent leave allowance in accordance with the SUB plan as
follows:

(i) for the first two (2) weeks an employee shail receive payments,
which combined with all other earnings, equal ninety-three percent
(93%) of their weekly rate of pay;

(i) for up to a maximum of fifteen (15) additional weeks, an employee
shall receive payments which, combined with Employment
Insurance Benefits and all other earnings, equal ninety-three
percent (93%) of their weekly rate of pay.

The provisiuns of this section do not apply to employees on layoff.

During the period uf leave under this section, an employee shall continue
to accumulate seniority and sick leave and vacation credits.

Sections 58 to 59.1(2) inclusive and Sections 60(1) through 60(6) of the
Employment Standards Code of Manitoba shall apply.

Employees have no vested right to payments under the plan except to

payments during a period of unemployment specified in the plan (as
required to satisfy Federal legislation).
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18.12

18.13

(®

Payments in respect of guaranteed annual remuneration or in respect of
deferred remuneration or severance pay benefits are not reduced or
increased by payments received under the plan (as required to satisfy
Federal legislation).

Paternity Leave

(@)

A male employee may be granted up to a maximum of three (3) working
days’ leave, with pay, to attend to needs directly related to the birth of
their child.

Parental Leave

(a)

(b)

©)

(d)

(e)

In order to qualify for parental leave, an employee must:
(i) be the natural mother of a child; or

(ii)  be the natural father of a child or they must assume actual care and
custody of their newborn child; or

(iii)  adopt a child under the laws of the Province.
An employee who qualifies under (a) must:

1 have completed seven (7) continuous months of employment with
the Employer; and

(i)  submit to the Employer an application, in writing, for parental
leave at least four (4) weeks before the day specified in the
application as the day on which the employee intends to commence
the leave.

An employee who qualifies in accordance with (a) and (b) is entitled to
parental leave without pay for a continuous period of up to sixty-three
(63) weeks.

Subject to section (e), parental leave must commence not later than the
first anniversary date of the birth or adoption of the child or the date on
which the child comes into the actual care and custody of the employee.

Where an employee takes parental leave in addition to maternity leave, the
employee must commence the parental leave immediately on expiry of the
maternity leave, without a return to work, unless otherwise approved by
the Employer.
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(®

(h)

Employees who return to work within the leave provisions of this Article
shall be placed in the same or like position at the same rate of pay.

During a period of leave under this section, an employee shall accumulate
seniurity, but not sick leave or vacation credits.

()

(ii)

(iii)

(iv)

An employee who qualifies in accordance with (b) and (¢) is
entitled to parental leave top-up for a consecutive period of ten
(10) weeks provided that the employee:

(AY  is the natural father of the child and has assumed the actual
care and custody of the newborn child; and

(B)  provides the Employer with proof that they have applied
for Empluyment Insurance Benefits and that the Human
Resources and Skills Development Canada. has agreed that
the employee has qualified for and is entitled tu such
Employment Insurance Benefits

An applicant for parental leave allowance shall sign an agreement
with the Employer providing that:

(A)  they will return to work and remain in the employ of the
Employer for the equivalent of at least six (6) months of
full-time employment fullowing their return to work; and

(BY  specify the expected date cr their return to work; and

(C)  should they fail to return to work as provided herein, they
are indebted tu the Employer for the full amount of pay
received from the Employer as a parental leave allowance
during their entire period of parental leave.

Following the two (2) week waiting period for Employment
Insurance Benefits, the employee shall receive a parental leave
allowance as follows:

(AY  for up to a maximum of ten (10) weeks, a wop-up, which
combined with Employment Insurance Benerits and all
other earnings, equal ninety-three percent (93%) of his
weekly rate of pay.

The provisions of this section du nut apply tu employees on layoff.
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18.14

18.15

®

W) Employees have no vested right to payments under the Plan except
to payments during a period of unemployment specified in the Plan
(as required to satisfy Federal legislation).

(vi)  Payments in respect of guaranteed annual remuneration or in
respect of deferred remuneration or severance pay benefits are not
reduced or increased by payments received under the Plan (as
required to satisfy Federal legislation).

(vii)  During the period of leave under this section, an employee shall
continue to accumulate seniority and sick leave and vacation
credits.

Sections 60(1) through 60(4) inclusive of the Employment
Standards Act 1987 C.E.110 as amended respecting paternity leave
shall apply "mutatis mutandis".

Citizenship Leave

An employee shall be allowed up to one (1) working day, with pay, to process
their Canadian citizenship application. Where circumstances warrant additional
time off the Employer will allow such leave, with or without pay.

Compassionate Care Leave

An employee shall receive compassionate care leave without pay of up to twenty-
eight (28) weeks subject to the following conditions:

(a)

(b

(©)

(d)

(e)

An employee must have completed thirty (30) days employment as of the
intended date of leave unless otherwise agreed to by the Employer.

An employee must apply in writing one week prior to taking the leave or a
shorter period if circumstances warrant.

An employee may take no more than two periods of leave totalling no
more than twenty-eight (28) weeks, which must end no later than twenty-
six (26) weeks after the day the first period of leave began. No period of
leave may be less than one (1) week’s duration.

This leave is intended to enable an employee to provide care or support to
a seriously ill family member.

For an employee to be eligible for leave, a physician must issue a
certificate stating that:

i) a family member of the employee has a serious medical condition
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18.16

4]

(2)

(h)

()

J)

S

with a significant risk of death within twenty-six (26) weeks from
(A) the day the certificate is issued, or

(B) if the leave was begun before the certificate was issued, the
day the leave began; and

(i)  the family member requires the care or support of one (1) or more
family members.

A family member for the purpose of this article shall be defined as spouse,
common-law partner, same-sex partner, child, stepchild, parent, parent’s
spouse or common-law partner, brother, sister, mother-in-law, father-in-
law, daughter-in-law, sun-in-law, brother-in-law, sister-in-law,
grandparent, grandchild and any other person described as “family
member” in the Regulations pursuant t~ the Employment Standards Code
of Manitoba.

An employee may end their compassionate leave earlier than twenty-eight
(28) weeks by giving the Employer forty-eight (48) hours notice.

At the end of an employee’s leave under this article, the Employer shall
reinstate the employee to the position the employee occupied when the
leave began.

Seniority shall accrue during any perivd of leave under this article.

Prior to the commencement >f appraved compassionate care leave, the
employee can request the use of accumulated family illness leave credits
as outlined in the first paragraph of Article 17.07 (Family Illness/Health
Related Issues), without a medical certificate being required.

Notwithstanding the notice outlined in (g), if the death of a family member
occurs during this period of leave, the employee shall revert tu
Bereavement Leave as outlined in Article 18.03 of the Collective
Agreement.

Leave for Victims of Interpersonal Violence

An employee who is a victim of interpersonal violence or who is the parent of a
child exposed to interpersonal violence shall be entitled to up to five (5) days of
Interpersonal Violence leave with pay. Interpersunal Vivlence leave will be
deducted on an hour for hour basis. This leave will be subject to the eligibility
terms outlined in the Employment Standards Code and will be for the purpuses
defined under the Code. Reasonable verification of leave pursuant iv this Article
must be provided when taking paid days. An employee who takes unpaid days of
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leave pursuant to this Article may be required to provide verification. Employees
who take leave pursuant to this Article must give the Employer as much notice as
is reasonable and practicable in the circumstances. Additional leave required
under this provision will be subject to the provisions of the Employment
Standards Code. Employees who take extended leave within the leave provisions
of this Article shall, upon their return to work, be placed in the same or like
position at the same rate of pay. During the period of extended unpaid leave
under this Article an employee shall accumulate seniority, but not sick leave or
vacation credits.

Mental Health and Wellness Days

In support of our mental health strategy and contributing to the personal health
and well-being of staff, each employee shall be granted two (2) paid Mental
Health and Wellness Days in each calendar year. Employees have discretion to
schedule a day, with the approval of their Manager. There is no requirement for
employees to provide rationale or medical notes.

Days taken will not be deducted from any accrued benefit. Days cannot be
carried forward from year to year. Mental Health and Wellness days taken will
not be recorded or factored in performance or attendance management.

ARTICLE 19 - PAYMENT OF WAGES AND ALLOWANCES

19.01

19.02

Salaries and Pay Period

Effective March 6, 2021 — Salary increase of 2.5%
Effective March §, 2022 — Salary increase of 1.75%
Effective March 4, 2023 — Salary increase of 1.75%
Effective March 2, 2024 — Salary increase of 1.5%

Annual Merit Increases

The Parties agree that the satisfactory performance of every individual is essential
to the success of the organization. The Employer shall develop and maintain a
performance evaluation process to provide for the ongoing review of employee
performance relative to the normal job expectations to achieve satisfactory
performance and ongoing employee development. The Employer shall provide
the Union with copies and updated/amendments of its performance evaluation
policy together with such documented information, instructions or guidance as is
made available to supervisors with respect to their role in appraising the
performance of employees under their supervision.

(a)  An incumbent in a position for which there is a minimum and maximum
rate of pay and who has shown satisfactory performance during the period
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19.03

(b)

under review shall be eligible to receive a within-grade step rate of pay
increase (hereinafter called an "increment™).

The period under review for a newly hired employee shall be the six (6)
month perivd immediately prior to their annual review date.

The period under review in the case of an employee who is eligible for an
annual increment shall be the twelve (12) munth period immediately prior
to their review date.

An employee who has not demonstrated satisfactory performance during
the period under review shall be so warned at least four (4) pay periods
before their review date and shall not receive an increment unless, in the
opinion ~f the Employer, there has been sufficient improvement since the
said warning to warrant giving the increment and the Employer is entirely
satisfied that such imprnvement is likely t~ cuntinue.

If the increment is withheld, a further review will be made six (6) pay
periods after the regular review date and if the Employer deems that an
increment is still not warranted, then the Employer may take appropriate
corrective action.

Anniversary Date

(2)

(b)

«©)

The anniversary date, for purpose of 19.02 shall be the first day of the
biweekly pay period in which the anniversary of the effective date of
employment falls.

Where an employee receives a promotion to a position which has a higher
maximum rate of pay than the position which they currently occupy, the
employee will receive a pay increase to the step in the new pay range
which is not less than one (1) increment in the new range. Such salary
shall come into effect when the employee assumes the new duties.

The anniversary date shall be re-established as follows:

(i) An employee who, when promoted, receives an increase in salary
equal to or greater than two (2) increments in the new range to
which they have been promnted shall have their anniversary date
changed to the first day of the biweekly pay period in which the
promotion date falls.

If the employee does nut pass the trial period pursuant to Article

10.11 o1 the Collective Agreement their anniversary date shall
revert to the date in effect prior to the promotion.
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19.04

19.05

19.06

(i)  Where an employee has been absent from work for more than
thirty (30) working days, excepting vacation, during the period
under review, their anniversary date shall be changed to reflect the
number of days absent.

Pay during Temporary Transfers

When an employee is assigned the major responsibilities of a different position on
a temporary basis, for a period of more than three (3) consecutive working days,
their salary shall be adjusted in accordance with Article 19.03 (b) and (c). Their
rate of pay shall be the higher of their existing or new position.

Shift Premium

A shift premium will be mutually agreed to if a shift is established outside of
normal working hours.

Automobile Allowance

As a term of employment, the Employer requires certain members of staff to use
their personal automobiles in carrying out their duties on behalf of the Employer.
This requirement shall be at the discretion of the Employer and the following will
be paid:

(a) Twenty-six cents (26¢) per kilometre for all kilometres travelled in the
course of the Employer's business.

Included as travel in the course of the Employer's business are the
following (subject to prior approval of the employee's Director/
Designate):

1) from the employee's residence directly to a work related meeting;

(ii)  from a work related meeting directly to the employee's place of
residence at the end of a work day;

(iii)  areasonable distance for meals while at work in the field.
The kilometre allowance shall be adjusted quarterly on January 1%, April 1%, July
1%, and October 1% of each year by one cent (.01¢) for each five cent (.05¢)

change in the price of gasoline per litre from a benchmark price of fifty cents
(.50¢) per litre.
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19.07

19.08

Plus

() A munthly automobile allowance of one hundred and fifty hundred
dollars ($150).

Less
(c) A parking fee.

Employees who use their personal automobile for irregular or occasional travel on
behalf of the Employer will be reimbursed based on the greater of the current
CRA Reasonable per-Kilometre Allowance (adjusted annually, in January)
or the per-kilometre amount set out in Article 19.06. The Empluyer agrees
that such employees are not required to use a personal vehicle as a condition of
their employment. Included as travel in the course of the Employer's business, for
which reimbursement may be claimed, are the following (subject to prior approval
of the employee's Director/Designate):

(A)  Where the employee does not normally bring their vehicle to work, from
the employee's residence directly tc an off site work-related meeting
and:or from an off site work-related meeting directly to the employee's
residence;

(B)  Where the employee normally brings their vehicle to work the difference
in kilometres traveled from the employee's residence to their usual work
site as cumpared to the kilumetres traveled directly to an uff site work-
related meeting and/or from an off site work-related meeting directly to
employee's residence.

Overtime Meal Allowance

Employees required by the Employer to work two (2) or more consecutive hours
of overtime in any day shall be provided with a meal allowance of twelve dollars
and seventy cents ($12.70) by the Employer. The overtime meal allowance shall
be adjusted in accordance with the formula in Article 19.10<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>