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ARTICLES OF A COLLECTIVE BARGAINING AGREEMENT
made in duplicate this 23 day of June, 2020.

between

EHEALTH
hereinafter referred to as "the Employer"

PARTY OF THE FIRST PART

and

SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES' UNION

ARTICLE 1

11

hereinafter referred to as "the Union"

PARTY OF THE SECOND PART

DEFINITIONS

In this agreement, unless the context otherwise requires, the
expression:

A) ‘Allocated’

means the original designation of a position to its proper
classification level in the classification plan;

B) “Business day”

means a day other than Saturday, Sunday or a designated
holiday.

C) ‘Classification Level'
as per Appendix A;
D) ‘Classification Plan’

means the classification plan adopted January 4, 2016 from the
PSGE Collective agreement which includes the rules for
amendment and continuous administration thereof;

E) '‘Core Competencies'

means the knowledge, skills, abilities and personal attributes that
are critical to effective, successful performance for a position
within an occupation;



F)

G)

H)

J)

K)

L)

'Day’

1. When there is no shift in a facility/unit that overlaps over a
midnight, a day shall be defined as the twenty-four (24)
hour period from midnight to the following midnight.

When there is a shift in a facility/unit that overlaps over a
midnight, a day shall be defined as the twenty-four (24)
hour period commencing the start of the first shift of the
day. The first shift of the day shall be determined by the
parties.

For all employees, except Field, any hours worked beyond
eight (8), or the agreed to hours in a modified work pattern
in excess of eight (8) hours per day, in any twenty-four
(24) hour period will be compensated at the appropriate
overtime rates.

2. shall, for the calculation of benefits earned on the basis of
time worked, with the exception of seniority, be based on
an eight (8) hour day;

'Demotion’

means a change of employment from one position to another
position that has a lower maximum hourly rate of pay;

'Earnings’

means the regular salary but shall not be deemed to include
overtime payment, special bonuses or allowances;

'Employee(s)'

means all employees covered by the provisions of this
agreement;

'Employer’
means eHealth Saskatchewan:;
‘Equivalent to Probation’

means completion of the same period of time that permanent
employees serve for initial probation;

‘Exception Reporting Bi-weekly Payroll’

means the payroll process that automatically generates (without
manual input) a consistent bi-weekly regular salary amount
based upon an average number of hours in the pay period
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M)

N)

O)

P)

Q)

R)

S)

)

multiplied by the employee’s hourly salary rate and adjusts
regular salary as required in exceptional circumstances through
manual intervention.

‘Local Level
means the union and the employer (out-of-scope manager);
‘Occupation’

means a group of jobs where the nature and type of work is
essentially the same;

‘Parties’

means the Union Negotiating Committee and eHealth
management designate;

'Permanent Employee’

means where the words “Permanent employee(s)” appear in the
collective agreement, it includes the following two (2)
definitions, unless specifically stated otherwise:

1. '‘Permanent Full-Time Employee'

means an employee in a permanent full-time position
who has successfully completed an initial probationary
period,;

2. 'Permanent Part-Time Employee'

means an employee in an ongoing less than full-time
position who has successfully completed an initial
probationary period;

‘Permanent Head'

means the Chief Executive Officer or designate;

'Probationary Employee'

means an employee in a permanent position on initial probation;

'Permanent Vacancy'

Means where a permanent position has been vacated or
where a new permanent position has been created.

'Promotion’

means a change of employment from one position to another
position that has a higher maximum hourly rate of pay;

9



U)

V)

W)

X)

Y)

Z)

AA)

BB)

CcC)

'Reallocation’

means reallocating a position’s designation in the classification
plan, if based on the duties and responsibilities, the original
designation was inaccurate;

'Reclassification’

means the assignment of a different classification level where
changes of duties and responsibilities have occurred,;

‘Reclassification Challenge Unit’

Defined as a group of employees reporting to the same
supervisor or manager, who has the authority to, and has,
assigned the change in duties.

‘Service wide'

means within the scope of this agreement;

'Shift'

means the scheduled hours of work of an employee on any one
day;

‘Term Employee'

means an incumbent in a position of an emergent or short term
nature and whose tenure of employment is limited to a defined
period of time;

'"Term Position'

Means a position that has a defined start date and end date,
not to exceed a period of two (2) years unless agreed to by
the parties;

‘Term Vacancy’

Means a vacancy that occurs as aresult of the employee
occupying the position taking or being granted a leave or
where a position has been created that is not required for
longer than two (2) years unless agreed to by the parties.

"Transfer'

means a movement of an employee from one position to another
position that has the same maximum hourly rate of pay;

10



ARTICLE 2

2.1

DD) ‘'Union'

means the eHealth Bargaining Unit of the Saskatchewan
Government and General Employees’ Union (SGEU);

EE) 'Work Unit

means the organizational chart by location as agreed to and
approved by the parties.

FF) ‘Gender’

they, them, their(s), themselves are gender-neutral or
gender-inclusive pronouns that do not associate a gender
with the individual(s) being referenced and can be used in
both singular or plural cases.

SCOPE

This agreement shall apply to all employees and as amended by
agreement of the parties:
A) Except for the following:
Chief Executive Officer
2. Vice Presidents;
3. Directors
) Director Application Platforms
i) Director Client and Technology Infrastructure
iii)  Director Communications
iv)  Director eHealth Programs
v)  Director Financial Management
vi)  Director Health Registries
vii) Director Human Resources
viii) Director Information Governance
ix)  Director IT Application Services
X) Director IT Operations
xi)  Director Lean KPO
xii)  Director Legal and Policy
xiii) Director Network and Unified Communications

xiv) Director Planning Architecture and Assets
Management

11



xv) Director Portfolio Management
xvi) Director Risk Management

xvii) Director Standards

xviii) Director Transition Services
eHealth Medical Advisor

Executive Assistants

Executive Director Programs

Executive Director Technology
Managers

i) Manager Accounting Services

i) Manager Business Analysis

iii) Manager Business Relations

iv) Manager Contracts and Procurement
v) Manager eHealth Programs

vi) Manager Health Registries

vii) Manager Information Governance
viii) Manager IT Application Services

iX) Manager IT Architecture

X) Manager IT Client Services

xi) Manager IT Common Services

xii) Manager IT Network and Data Centre
xiii) Manager Legal and Policy

Xiv) Manager Navigation

XV) Manager Privacy

xvi) Manager Records and Information Management
xvii) Manager Service Level
Professionals

i)  Human Resource Consultants

i) IT Architects

lii) Kaizen Specialists

iv) Legal Counsel

v) Financial Cost Control Consultant
vi) Senior Labour Relations Consultant
vii) Senior Human Resource Consultant

12



ARTICLE 3

3.1

3.2

B)

10. Such other positions as the parties to this agreement may

negotiate from time to time. Criteria for determining scope
status shall be as set out in The Saskatchewan
Employment Act. Should an agreement not be reached in
negotiation, the parties may refer the dispute to a third party
(list of names mutually agreed) or to the Labour Relations
Board for decision.

The parties agree to interpret scope exclusion clauses on the
basis of the requirements of the position and not the association
or education of the employee.

UNION SECURITY PROVISIONS

Recognition of the Union as Sole Bargaining Agent

A)

B)

C)

D)

E)

The Employer agrees to recognize the Union as the sole
collective bargaining agent for the employees covered by this
agreement and hereby consents and agrees to negotiate with the
Union or its designated representatives on matters relating to
conditions of employment, rates of pay and hours of work.

The Employer shall allow Union stewards to investigate disputes
during work time at the work site. These investigations shall not
unreasonably interfere with the operations of the Employer and
shall not be unreasonably withheld.

The Employer shall grant time off with pay for all members of
Joint Union/Management Committees for meetings of the
committees.

The parties agree to continue to work towards a cooperative
approach to solving problems through the Union/Management
Committee process.

Employees elected as stewards shall be responsible to notify the
Employer in writing of their appointment.

Maintenance of Membership

A)

Every employee who is now or hereafter becomes a member of
the Union shall maintain their membership in the Union as a
condition of their employment, and every new employee whose
employment commences hereatfter shall, within 30 days after the
commencement in their employment, apply for and maintain
membership in the Union, and maintain membership in the Union
as a condition of their employment, provided that any employee
in the appropriate bargaining unit who is not required to maintain
their membership or apply for and maintain their membership in

13



3.3

3.4

B)

C)

D)

the Union shall, as a condition of their employment, tender to the
Union the periodic dues uniformly required to be paid by the
members of the Union.

The Employer agrees to deduct on behalf of the Union all dues,
initiations, assessments, or levies and remit such money monthly
to the Union. Payment for Union leave owed to the Employer will
be deducted from the dues prior to forwarding dues to the Union.
The Employer shall provide the Union with a detailed statement
of such deductions. At the request of the Union, the Employer
shall recover any overpayment to an employee as a result of
leave for Union business. Such overpayment shall be submitted
to the Union.

While on education leave, employees shall have Union dues
assessed against that portion of the allowance as is attributable
to the salary factor.

An employee who is temporarily filling an out-of-scope position
shall continue to have Union dues deducted from their salary.

Employee Orientation

A)

B)

The Employer shall notify the local steward of all new employees
hired and each new employee shall be advised of the name of
their steward. The Employer agrees that the steward at the
geographic location will be given the opportunity to meet with
each new employee during regular working hours without loss of
pay for up to sixty (60) minutes within the first thirty (30) days of
employment.

The Employer agrees to provide all employees in new
assignments adequate and appropriate orientation to perform the
duties of their new assignment.

Reassurance: Continuous Bargaining, Addressing and Revisiting

Issues

A)

B)

C)

The parties are committed to establishing a positive working
relationship and to solving problems throughout the term of the
collective agreement.

The parties agree to address all issues and revisit provisions
contained in the collective agreement to resolve matters of
concern.

These undertakings do not mean that all issues will be resolved.
Rather, the commitment is to seek resolution in good faith.

14



ARTICLE 4

4.1

4.2

4.3

4.4

4.5

4.6

D) Any proposed changes to the collective agreement that result
from the foregoing negotiations must be approved by the
principals of the parties.

INTERPRETATION OF AGREEMENT

Agreement Interpretation and Neqgotiation of Disputes that Arise

A) The Employer shall interpret this agreement. In the event of a
dispute the Union may, within thirty (30) calendar days of receipt
of such interpretation, give notice that it wishes to negotiate in
respect to the disputed interpretation or application of the
agreement.

Arbitration of Disputes, Interpretations or Application of
Agreement

A) Disputes arising out of the interpretation or application of the
terms of this agreement, which cannot be resolved by
negotiations within a reasonable time, may be referred to a Board
of Arbitration as defined in the Arbitration articles.

Amendment, Repeal or Revision of Leqgislation

A) No amendment, repeal or revision of The Public Service
Superannuation Act shall be effected unless notice in writing of
such proposed amendment, repeal or revision is served upon the
Union, and unless an opportunity to make representations is
afforded the Union upon application.

Letters of Understanding

A) Letters of Understanding entered into by the parties have the
same force and effect as if they were contained within the
agreement, subject to any expiry, renewal or amendment
provisions specified within each Letter of Understanding.

Duration of Agreement

A) This agreement, except as specified otherwise herein, shall be
effective from October 1, 2016 to September 30, 2022 and shall
remain in force and effect from year to year thereafter unless
written notice of request to negotiate a revision is given by either
party at least sixty (60) days prior to the anniversary date hereof.

B) Where written notice has been given, as above, the provisions of
this agreement will remain in effect until a new agreement is
concluded.

Re-Write of the Collective Agreement

15



4.6.1

ARTICLE 5

5.1

5.2

A)

If the re-write of this agreement has resulted in a provision
or article being unintentionally omitted or inadvertently
results in a different interpretation, the Parties agree to apply
the interpretation of the PS/GE collective agreement expiring
September 30, 2016. It was not the Parties intent to change
the existing application or intent of any provision of the
collective agreement unless specifically agreed to between
the parties.

CLASSIFICATION

Creation of New Occupations

A)

When a new occupation is created the parties will negotiate its
inclusion or exclusion and, if included, the hours of work
designation.

Permanent Employees May Request Review of Their Classification

A)

B)

C)

D)

When an employee believes their assigned duties and

responsibilities have altered sufficiently to justify a review as to
the appropriateness of their position classification, they may
request a classification review. Employees must document the
changes to assignment in the appropriate section of the job
description form. Requests for review shall be made on the job
description form designated by the Joint Union-Management
Maintenance Committee and shall be signed by the employee
and out-of-scope manager.

When, as a result of a classification review a position is

permanently reclassified to a higher classification level it will be
effective the first day of the pay period which commences on or
after the day on which the request was received by Human
Resources. Notwithstanding the above, the Employer may
make the reclassification effective retroactive up to six (6) months

from the date the request was received by Human Resources,

(exceptional circumstances may be reviewed by the parties).

There shall be no retroactive application of the hours of work
designation.

When a position is reclassified to a classification level with a

lower maximum hourly rate of pay, it will be effective the first day

of the pay period immediately following the date of the
classification decision.

Upon completion of the classification review, the employee will
receive a written notice of the decision. Upon request, the
Human Resource Consultant will provide written rationale for the

decision.

16



5.3

5.3.1

5.3.2

5.3.3

E)

When an employee resigns and leaves, any outstanding requests
for review of their classification within the one hundred and
twenty (120) calendar day period prior to the effective date of
such resignation shall be deemed to have been withdrawn.
Furthermore, appeals of classification decisions in respect of
such requests shall also be deemed to have been withdrawn.

However, at the request of the estate of a deceased employee,
the Union shall appoint an advocate to represent the estate to
expedite an outstanding classification action.

Status of Employees on Reallocation and Reclassification

Reallocation

A)

For the purpose of determining the status of an employee whose
position has been reallocated to a classification level higher than
any level for which they have qualified, reallocations shall be
divided into the following categories and the following rules shall
apply:

1. A reallocation to correct an error in allocation to a
classification level, whether at the installation of the
classification plan, or later, no change in duties and
responsibilities being involved:

), For the original incumbent - continuance in the position
without formal test; and

i) For other incumbents - continuance in the position if
qualified. If not qualified, a period of one year will be
allowed in which to establish qualifications;

2. A reallocation to conform to a changed allocation standard:
) Continuance in the position without formal test.

Reclassification

A)

B)

Where an employee is assigned duties such that statutory
gualifications are required and the employee does not have such
gualifications, the employee will immediately vacate the position
and be subject to the employment security provisions of this
agreement.

If the employee is qualified, they continue in the position. If the
reclassification results in a promotion the reclassification
challenge provisions will apply.

Salary Determination on Reclassification
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A) Employees whose positions are reclassified shall have their
salary determined in accordance with the pay administration
articles for upward and downward reclassifications.

54 Challenges to Reclassified Positions by Other Employees

A) Any Permanent Full-Time, or Permanent Part-Time position
which is reclassified and results in a promotion for the incumbent
shall be advertised on the Employers intranet and posted in the
reclassification challenge unit. The incumbent is not required to
apply to the posting.

B) Such a reclassified position becomes subject to the challenge
process when another employee establishes to the satisfaction of
Human Resources and the Union that their promotional
opportunities have been unjustly curtailed in view of the fact that
the duties might as readily have been assigned to them.

)] The challenge is initiated by the challenger forwarding their
resume to Human Resources by the posted deadline.
The challenge is valid if the challenger is:

more senior;

of the same employment status;

in the same occupation;

from the same reclassification challenge unit; and

® o 0 T o

In the case of a reclassified permanent part-time
position, a permanent part-time employee who works
the same or greater number of hours.

1)) If the challenge is valid, Human Resources must ascertain
if the challenger is qualified for the higher level duties in
accordance with Article 6.1.13.1.

i) If the challenger is qualified, the challenger’s position will
be permanently reclassified at the higher level effective the
first of the pay period following the original decision.

iv)  The original incumbent shall be appointed to their previous
position at their previous classification level effective the
first day of the pay period immediately following the date of
the change.

55 Employee Appeals to Classification Joint Council

A) Subject to 5.6 B), when Human Resources reallocates or
reclassifies a position, the incumbent, if permanent, may within
fifteen (15) calendar days of the receipt of written notice of the
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5.6

ARTICLE 6

6.1

B)

C)

D)

E)

decision, appeal one (1) or more job evaluation factors to Human
Resources.

Appeals shall be made on the form provided to the employee with
the classification or reallocation decision. Human Resources
shall send the appellant a copy of the Classification Joint Council
appeal procedures. Where the outcome of an appeal will apply
to a group of positions, Human Resources shall notify affected
incumbents of their right to representation at the hearing.

Human Resources will send the Union a copy of the employee’s
appeal acknowledgement.

The appellant must provide written rationale within ninety (90)
calendar days from the date the appellant receives the appeal
acknowledgement. Written rationale, validated by management,
must be submitted before an appeal is scheduled.

i) Should the written rationale not be received before the
deadline, the appeal shall be considered withdrawn.

i) In exceptional circumstances, the Joint Maintenance
Committee Co-chairs may extend the deadline. The co-
chairs’ decision is final and binding.

Appellants and witnesses shall be entitled to leave of absence
with pay for the purpose of appearing before the Classification
Joint Council, providing that such leave shall not have application
to more than one (1) witness called by, or on behalf of, the
appellant.

Joint Audit Committee

A)

B)

The Joint Audit Committee shall uphold the integrity of the
classification plan by examining the rationale of Classification
Joint Council recommendations to ensure they are consistent
with the factors and comparative descriptions, that full and
adequate information was provided, and that all information
provided was fully considered.

Appeal decisions of the Joint Audit Committee are final and
binding on the incumbent and the parties to this agreement. A
permanent employee shall not have an appeal right if assigned to
a set of duties and responsibilities that have previously been
subject to an appeal and a Joint Audit Committee decision.

STAFFING

Permanent Full-Time
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6.1.1

6.1.2

6.1.3

6.1.4

The Rehabilitation Placement Process may supersede the staffing
provisions.

Filling Vacancies by Transfer

A)

B)

C)

A vacant position may be filled by transfer of an employee. This
may be initiated by the Employer.

A vacant position may be filled by the transfer or demotion of an
out-of-scope employee, provided they were once the incumbent
of an in-scope position.

The Union shall be provided notification of the Employer’s intent
to fill a vacant position by transfer or demotion prior to the
transfer or demotion taking effect.

Filling Vacancies from Re-employment Lists

A)

Before going to competition to fill a permanent vacancy, a person
determined to be qualified by the Employer for re-employment
into that position, shall be appointed from the Re-employment
List.

Employees Ranked in Order of Seniority

A)

B)

Re-employment lists shall be established with the names of
employees ranked in order of seniority. Employees will be
considered for all positions in their occupation and classification
level and any other occupations in the same or lower
classification level, as specified by the employee, for which, in the
opinion of the Employer, they may be qualified.

The Employer shall determine whether an employee on a re-
employment list is qualified for a position. When further
assessment is necessary to determine if an employee’s
qualifications meet the requirements for a particular position, a
Staffing Panel may be convened to make the decision.

Application of Re-employment Lists

A)

The lists shall be made up as follows and shall be exhausted in
the order set out:

1. Service-Wide Lists

i)  Persons laid off because of the necessity of reducing
staff and persons returning from a prolonged iliness or
disability claim;

i)  Persons displaced by reversion;
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i)  Persons whose former positions have been reallocated
upward or, have been reclassified upward due to
changes in duties and responsibilities, and who were
unsuccessful in a promotional examination;

Iv)  Persons who have exercised their bumping rights to
bump into a lower classification level;

v) Persons whose former positions have been reallocated
or reclassified downward;

vi) Persons returning from indefinite leave of absence;

vii) Persons who have been placed on the Re-employment
List for other reasons as outlined in this agreement.

6.1.5 Removal of Names from Lists

A)

B)

The Employer may remove names from any of the re-
employment, eligibility, or panel lists as a result of any of the
following:

1.
2.

Appointment to a permanent position;

Failure to reply within ten (10) calendar days to a written
inquiry by the Employer regarding the availability for
appointment;

Failure to reply within five (5) calendar days to a registered
inquiry from the Employer regarding availability for
appointment;

Refusal to accept an appointment under conditions
previously indicated as acceptable, except that an
employee returning to the re-employment list after leave for
prolonged iliness or disability claim shall be entitled to three
(3) callbacks and will have their name removed from the list
following rejection of the third callback;

Failure to report for duty within the time prescribed by the
Employer, such time not to be less than thirty (30) calendar
days;

Lapsing of the eligibility list;

Failure to notify the Employer of change of address. The
return of a letter by the postal authorities from the last

address on record shall be deemed sufficient grounds for
removal of the name from the eligibility list;

When three (3) years have expired from the date of being
placed on the re-employment list.

Every person whose name is removed from a list, other than by
reason of their appointment, shall be notified by the Employer in
writing no later than ten (10) calendar days after such removal.
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6.1.6

6.1.7

6.1.8

6.1.8.1

Reinstatement of Names to Lists

A)

An eligible person whose name is removed from one of the lists
may make a written request to the Employer to have their name
restored. Such request shall set forth the reasons for the conduct
resulting in removal of the name, if such were the cause, and the
reasons advanced for the restoration of their name to the list.
The eligible person and the Union shall be notified of the
decision.

Employee May Place Restrictions on their Re-employment From List

A)

An employee shall be allowed to submit and modify restrictions
under which they are available for re-employment, e.g. job, level,
geographic location. This is to be provided in writing to the
Employer.

Filling Vacancies by Competition

Vacant Position

A)

B)

When a position becomes vacant, the Employer shall notify
the Union in writing within sixty (60) days whether the
position is to be:

1. Filled

2. Reviewed for proper classification
3. Left vacant temporarily

4. Abolished

Where the position is not to be filled the Employer shall
provide the rationale to the Union.

If an appointment cannot be made from a re-employment
list, it will be posted on the employer’s intranet for a
minimum of three (3) business days.

Posting Information
Postings shall include the following information

Job title / Occupational Code

Type of vacancy

Pay Range & Level (including Supplement)
Department and geographic location

o & b -

An outline of the primary duties and responsibilities
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6.1.8.2

6.1.8.3

6.1.8.4

6.1.8.5

6.1.8.6

Qualifications and competencies required
A defined duration for term positions

The position expected start date

© ® N

Closing Date

Positions Subject to In-Service Competition

A)

A competition may be advertised such that out-of-service
candidates are eligible to apply. In such a case, however, in-
service candidates must be considered prior to any other
candidate.

Eligibility to Apply to Competitions

A)

Any employee who has completed the equivalent of an initial
probationary period shall be eligible to apply and be considered
for in-service competitions prior to a competition being expanded
to the general public.

Core Competencies Used as Basis for Evaluation

A)

Core competencies developed for all occupations shall constitute
the basis for the evaluation of the qualifications of any applicant.
Required qualifications for any occupations will be established or
amended by the Human Resources in consultation with the
Union.

Qualifying for Positions

A)

An applicant’s qualifications for a position will be assessed by a
Staffing Panel based on the core competencies required to
perform the duties of the position as established prior to posting.
Each panel shall consist of a representative from each of the
following: Human Resources, Out of Scope Employee, and
Union.

Union Right to Representation on Staffing Panels

A)

The Union shall have the right to representation at the
deliberations of any panel for the purposes of filling a vacant
position, establishing an eligibility list for positions within the
scope of this agreement, or determining the qualifications of an
employee on a re-employment list. The Union shall endeavour
to appoint a trained representative.

The Employer will provide the Union with the names and
seniority of all employees who applied, as well as the time,
place and date when the applications will be assessed.
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6.1.8.7

6.1.9

6.1.10

6.1.11

6.1.12

Interview guides will be supplied to the Union a minimum of
one day prior to the interview.

Where a union staffing panel rep has not been present, the
Union can request a time to review the file in Human
Resources.

The Union representative may attend assessments of
resumes and interviews when an in-scope competition with
internal candidates is expanded to external candidates.

While the Union representative is not a decision maker they
have the right to provide input.

Employer Representation on Staffing Panels

A) SGEU agrees two (2) Employer representatives may sit on a
staffing panel and, in exceptional circumstances, more than two
(2) representatives may be mutually agreed to by the staffing
panel. This article shall apply only when the competition relates
to a position within the scope of this agreement and when there
are Union members as applicants.

Diversity Staffing

A) The parties are committed to Diversity in the work place and the
joint development, of a Diversity plan in accordance with the
Diversity LOU.

Eligibility Lists

A) The Employer, in consultation with the Union for representation
purposes, may establish an eligibility list of candidates who
possess the competencies for positions with similar duties and
responsibilities, where the Employer believes there may be
recruitment in the near future.

B) Eligibility lists shall be no longer than one (1) year unless
mutually agreed between the parties.

New Names Added to Competition

A) When there is an insufficient number of qualified applicants in a
competition, new applicants added to the competition will be
subject to normal staffing provisions.

Employees Allowed Leave to Attend Interviews

A) Employees shall be allowed leave with pay to attend employment
interviews and/or examinations, conducted by the Employer.
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6.1.13

6.1.13.1

6.1.13.2

6.1.13.3

6.1.14

Examinations and Panels

Nature of Examinations and Panels

A)

All employment and promotional examinations and/or panels
shall be competitive and shall utilize an appropriate assessment
technique designed to fairly test the core competencies of
persons examined. The means or measures used to test
persons may include any verbal or written test of knowledge, skill,
capacity, intelligence, or aptitude; and any inquiry into the
personal suitability of the candidate; or any investigation of
education, experience or record of accomplishment which seems
appropriate. No test or question in any application or
examination shall be constructed to call for or lead to disclosure
of any information, preferences or opinions concerning any
political, religious, fraternal or racial affiliation. Any such
disclosure or information revealed shall be disregarded. When a
candidate has passed an interview and subsequently applies for
another position with similar duties and responsibilities, the
Employer may deem an interview unnecessary. Other
assessment techniques may still be required and the senior
qualified process will apply.

Employee Has Right to Feedback on Examination Results

A)

An employee who has been examined by a staffing panel shall
have the right to feedback by the Chair of the Staffing Panel with
regard to their strengths and weaknesses as revealed by the
results.

Union Request for Investigation of Applicants’ Qualifications

A)

B)

The Union representative on the Staffing Panel may request a
further investigation of an applicant’s qualifications. Such
investigation may be in the form of:

« contacting the applicant to obtain additional relevant
information;

» inviting the applicant before the panel for a personal
assessment of their qualifications; or

« any other method as may be deemed appropriate by the
panel.

Such requests shall not be unreasonably forthcoming, nor shall
they be unreasonably denied.

Appointment of Senior Qualified Employee
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6.1.15

6.1.16

6.1.17

6.2

6.2.1

6.2.2

A) The employee with the most seniority who has been determined
as qualified for a position on promotion, transfer, or demotion
shall be appointed by the Employer. Subject to grievance, the
Employer may withhold such appointment and shall notify the
Union in writing before appointing another qualified employee.
The notice shall set out the reasons for non-appointment of the
senior qualified employee.

B) In the case of multiple vacancies, the policy of appointing the
senior qualified employee shall apply to the same number of
senior qualified employees as the number of vacancies to be
filled.

Withdrawal of Qualifying for Positions

A) The Employer may withdraw its decision to determine an
applicant to be qualified if it finds that the decision was made as a
result of misrepresentation, omission or error. The Union shall be
advised of such findings and will have the right to grieve the
decision.

Competition Cancellation

A) Competitions shall not be cancelled after applicants have had
their qualifications assessed by a Staffing Panel, unless agreed
to by the parties.

Employees Notified in Writing
A) Employees not appointed to positions for which they applied
will be notified in writing within three (3) days of the
completion of the staffing process.

Permanent Part-Time & Term Staffing

A) The Rehabilitation Placement Process as set out in the
Permanent Full-time staffing process may supercede the
Permanent Part-time and Term staffing article.

Access to Work

A) Where operational requirements permit, permanent part-time or
term work which is determined to be available will be offered to
Permanent Part-time employees at the same level and
occupation within the work unit up to 100% of full-time hours, on
a senior qualified basis prior to hiring additional employees.

Permanent Part-Time Staffing

26



A)

If, in accordance with Article 6.2.1- Access to Work, permanent
part-time work cannot be assigned to existing Permanent Part-
time employees, the Employer will review the re-employment list
and offer the position in order of seniority to a qualified employee
on the re-employment list at the same level and occupation.

B) If the work cannot be assigned in accordance with A) above, the
permanent part-time position shall be posted.
6.2.2.1 Permanent Part-Time Staffing Process
A) The staffing process shall be conducted by the Employer and
follow the same principles as the Permanent Full-time staffing
process.

1. Core competencies for any occupation will be established
or amended by the Employer in consultation with the
Union.

2. The Employer will determine the competency
requirements for recruitment, based on the duties of each
position.

3. Core competency requirements shall constitute the basis
for evaluation of the qualifications of any applicant for a
position and will be assessed by a Staffing Panel. The
Union shall have the right to representation at the
deliberations of a Staffing Panel established to assess
applicants with respect to a position.

4, Work filled via posting will be filled on the basis of most
senior qualified candidate

5. If the Employer cannot fill the position the position may
be filled with any qualified person.

6.2.2.2 Permanent Part-Time Re-employment Lists
A) A re-employment list shall be maintained.

Permanent Part-Time employees shall be placed on the list and
the list shall operate in the following manner:

1. Employee names will appear on the list for their regular
occupation and level in the order of highest total
seniority;

2. Employee names shall remain on the seniority unit re-

employment list for three (3) years;
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6.2.2.3

6.2.3

6.2.3.1

3. An employee shall have the right to refuse one (1) offer
of employment. Refusal of a second offer will result in
the employee's name being removed from the Re-
employment List.

4, An employee shall be allowed to submit and modify
restrictions under which they are available for re-
employment, eg. job, geographic location. This is to be
provided in writing to the Employer.

Reduction in Work

A)

B)

C)

Reduction in hours of work in a work unit will be on an inverse
order seniority basis wherever operational requirements permit.

A Permanent Part-Time employee who is terminated or has their
hours reduced by twenty percent (20%) or more for a period of at
least two (2) months, will have their name placed on the Re-
employment List. Names will remain on the list for three (3)
years.

For the purposes of determining a reduction of hours, the base
hours will be the average of the employee's previous twelve (12)
months.

Term Staffing

A)
B)
C)
D)

E)

F)

All Term work is subject to Article 6.2.1 — Access to Work
Term appointments shall have a defined start and end date.
Term work of nine (9) months or more shall be posted.

Term work that has been posted shall not exceed twenty-four
(24) months.

Term work that has not been posted shall not exceed nine (9)
months.

Exceptions to D) and E) above must be agreed to by the parties.

Term Employment of Nine (9) Months or More

A)

Work shall be posted and filled in accordance with the following:

1. The Employer shall select in-service candidates using the
senior qualified process. The Union shall be entitled to
have a representative present during the staffing process. If
a Union representative is not readily available, the staffing
process may proceed in their absence. If there are no
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6.2.3.2

6.2.3.3

ARTICLE 7

7.1

B)

C)

gualified in-service candidates, the Employer may select any
qualified person;

. When a term position is filled from within a work unit and the

backfill is also filled from within the work unit, the Employer
may fill the third backfill with any qualified person. The
Employer will utilize discretion when assigning work within
the work unit to ensure that senior qualified employees retain
employment and have access to promotions over junior
employees.

Permanent Full-Time and Permanent Part-Time employees can use
their seniority to accept a lateral transfer or demotion into a term
appointment only once a year or when the term is over.

Upon completion of the equivalent to an initial probationary
period, Term employees may use their service to compete for:

I) permanent positions;

ii) term positions, which represent a promotion;

iif) any term position, which commences after the completion
of their current term appointment.

For competition purposes only, this service shall be
equivalent to, and calculated on the same basis as, seniority.

Employment Security

A)

In accordance with the discretionary leave provisions, Permanent
employees appointed to a term position will be granted a definite
leave of absence. Permanent employees appointed to a term
position shall be entitled to return to their home position. Term
employees appointed to a term position shall not be entitled to
bumping, severance, recall or re-employment list provisions.

Reversion of Permanent Employee

A)

Permanent employees who use their seniority to access term
work shall be allowed to revert to their home position during the
term by mutual agreement. Notice given by the employee
wanting to revert must relate to the amount of notice (or pay in
lieu) required to be given to the employee backfilling their
position.

PROBATION

Initial Appointment
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7.2

A)

B)

C)

D)

E)

F)

G)

H)

All employees, except Term employees, shall serve a twelve
(12) calendar or twenty-four (24) calendar month initial
probationary period, based on the following:

1. every employee working a minimum of 40% of full-time
hours shall serve a probationary period of twelve (12)
calendar months;

2. if the employee is working less than 40% of full-time hours,
they shall serve a probationary period of twenty-four (24)
calendar months; and

3. adetermination of whether the employee has worked the
minimum of 40% will be made during the 11th month of the
initial probationary period; and

4. the employee shall be afforded the appropriate seniority
and employment security rights of a Permanent employee
on successful completion of their initial probationary period.

At the start of their probationary period, employees will be
advised of expectations regarding standards of performance.

The initial probationary period may be extended by the employer.

Should the Employer decide to terminate the employee or
extend the employee’s probation, the employee will be given the
reasons prior to their termination or extension and an
opportunity to respond.

An employee who promotes, voluntarily transfers or whose
position is reclassified during their initial probationary period,
shall complete their initial probationary period while concurrently
serving a subsequent probationary period in the new position.

If reclassified, the employee, at the expiration of the initial

probationary period, shall be eligible for the position at the
reclassified level, subject to the reclassification challenge

provisions.

The Employer may terminate an employee’s appointment at
anytime during the initial probationary period.

An employee who is notified that they have not successfully
completed their initial probationary period by the expiry date, shall
have their employment terminated. If the employee is not notified
by the expiry date of the initial probationary period, the employee
will be appointed to permanent status.

Subsequent Probation
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7.3

A)

B)

C)

D)

E)

On subsequent appointment, the probationary period shall be six
(6) calendar months for all permanent positions in classification
levels one (1) through six (6) and twelve (12) calendar months for
all other permanent positions. The probationary period may be
extended by mutual agreement of the parties.

A permanent employee shall serve a subsequent probationary
period if they promote.

Subsequent probationary periods are not required when a
Permanent employee:

1. involuntarily transfers to a position in the same occupation;
2. involuntarily demotes;

3. voluntarily demotes into a position in an occupation and
classification level in which they have previously attained
permanent status;

4. is re-employed from a re-employment list to a position in
their former occupation and classification level;

5. bumps;
6. has their position reclassified.

A Permanent employee may be required to serve a subsequent
probationary period in all other circumstances.

An employee on subsequent appointment who has their request
for job share or variable hours approved may have their probation
extended as appropriate to properly assess performance but to
no more than twelve (12) months.

Probationary Evaluations During Probationary Period

A)

B)

Probationary evaluations shall be completed on every
probationary employee or permanent employee on subsequent
probation as follows:

1. during the second and fifth months for a six (6) calendar
month probationary period, or

2. during the fifth and eleventh months for a twelve (12)
calendar month probationary period; or

3. during the fifth, eleventh and twenty-third months for a
twenty-four (24) calendar month probationary period.

The Employer shall assess performance during a probationary
period for the purpose of discussing with the employee their work
performance, accomplishments, strengths, as well as areas
requiring development. The employee shall sign all probationary
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7.4

7.5

C)

evaluations. At their request, the employee shall be provided
with a copy of their assessment.

When an employee is to receive a probationary review that
identifies a requirement for significant improvement in order to be
considered for permanent status, the Employer will advise the
employee that they may bring union representation.
Confidentiality of work/client information must be maintained.

Completion of Probationary Period

A)

B)

C)

Upon successful completion of the initial probationary period the
Employer shall appoint the employee to permanent status.

Upon successful completion of the subsequent probationary
period the Employer shall appoint the employee permanent in
the position.

No employee shall be appointed permanent prior to expiry of the
applicable probationary period.

Reversion - Permanent Full-Time

A)

B)

C)

A Permanent employee in:
1. a position within the scope of this Agreement; or
2. an out-of-scope position;

who does not successfully complete their probationary period
shall revert to the position in which they last held permanent
status, at their former rate, subject to any increments that they
would have received had they remained in that position. If there
is no former position due to job abolishment, the employee shall
have the right to exercise bumping rights in accordance with the
bumping articles. Should the employee choose not to bump,
they shall be deemed to have opted to go on layoff, or they may
resign and receive severance pay. The Reinstatement from
Definite Leave of Absence provisions shall also apply.

Notwithstanding the above, if an employee, currently serving a
subsequent probationary period as a result of a promotion or
voluntary transfer, was serving a probationary period immediately
prior in another position and that position is vacant, the employee
may request to revert to that position. Upon reversion, the
employee shall complete the remainder of the probationary
period of that position.

A Permanent employee who is appointed from the re-

employment list and does not qualify in their probationary period
shall be returned to their former place on the re-employment list.
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7.6

7.7

7.8

ARTICLE 8

8.1

D)

E)

A Permanent employee on probation may, upon written request
to the Employer, request to revert to their former position at
their former rate during the probationary period, subject to any
increment that they would have received had they remained in
that position.

A Permanent employee displaced through the application of the
reversion provisions shall also have the right to revert to their
former position at their former rate in the salary range, subject to
any increments they would have received had they remained in
that position. If there is no former position, the employee shall
have the right to exercise bumping rights in accordance with the
bumping articles. Should the employee choose not to bump,
they shall be deemed to have opted to go on layoff, or they may
resign and receive severance pay. The Reinstatement from
Definite Leave provisions shall also apply.

Permanent Part-Time - Failure of Probation

A)

A Permanent Part-Time employee who fails to complete the
probationary period will be offered available work for which they
are qualified. If there is no available work, they will be placed on
the Permanent Part-Time Re-employment List

On Movement to Permanent Status

A)

If an employee within two (2) months moves into:
1. the same position on a permanent basis; or

2. a position in the same occupation and classification level,
involving substantially the same duties and responsibilities
on a permanent basis;

time spent in a term position or Temporary Assignment of
Higher Duties shall be counted as accrued time for the
completion of the initial or subsequent probationary period.

Leave of Absence During Probationary Period

A) An employee who takes a leave of absence of more than thirty
(30) consecutive calendar days during their probationary period
may, at the discretion of the Employer, have their probation
extended by an equivalent period of the leave.

SENIORITY

Entitlement

A) Employees shall possess seniority based on employment within

the bargaining unit, subject to the following considerations.
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An employee shall not acquire seniority until they have
passed their initial probation in accordance with

Article 7.1 A) (or equivalent to probation for Term
employees).

At that time a seniority date shall be calculated, retroactive
to the commencement of their employment. An employee
shall maintain this seniority date subject to 8.1 A) 4. and
8.1A)8.

For the purpose of establishing a seniority date, the
following service shall be included [from the date of initial
employment to completion of initial probation (or
equivalent for Terms)]:

i)  regular hours worked.

For any previous service claimed including definite
leaves of absence, if there are no records, the
Employer will accept records and reasonable
evidence provided by employees as approved by the
Union;

i) active Canadian War Service or Canadian Armed
Forces Peacekeeping Service abroad — for purposes
of calculating seniority, one calendar day equals
7123287 (and .7131148 in a leap year);

i) strike time;
iv)  paid time not worked for purposes of designated
holidays, vacation leave, sick leave, pressing

necessity leave, family/personal leave and Union
leave;

v) time spent on Workers’ Compensation, Long Term
Disability and adjudicated third party insurance claims;

vi)  definite leave of absence without pay for full period of
the leave;

vii)  seniority for employees with modified hours of work
arrangements will be calculated such as to result in
neither gain nor loss in relation to employees covered
by the normal work cycle.

A Seniority Date will not be ended or adjusted in the
following situations:

i)  definite leave of absence without pay for full period of
the leave;

i)  time spent on indefinite leave of absence without pay
for reasons of prolonged iliness, WCB, LTD, SGI
claims (Article 18.1.1.3 A) or job abolition;
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ii)

leaves of absence without pay for Union business for
a period of up to two (2) years excepting that if the
leave is for the purpose of occupying a full time
elected SGEU position, seniority shall be granted for
the full period of the leave;

time spent on a re-employment list for reasons of: lay
off or reduced hours for Permanent Part-Time (Article
6.2.2.3 B), returning from an adjudicated prolonged
illness or disability claim (Article 6.1.4 A) 1. i), persons
displaced by reversion (Article 6.1.4 A) 1. ii), persons
whose former positions have been reallocated or
reclassified upward due to changes in duties and
responsibilities, and who were unsuccessful in a
promotional examination (Article 6.1.4 A) 1. iii),
persons exercising bumping rights to bump into a
lower classification level (Article 6.1.4 A) 1. iv),
persons whose former positions have been
reallocated or reclassified downward (Article 6.1.4 A)
1. v), spousal transfer (Article 18.2.2 A) 2.), no
accepted adjudicated claim (Article 18.1.1.3 A) iii)),
Permanent Part-Time employees who failed to
complete probation period and are unable to revert
(Article 7.6 A);

A Seniority Date will be adjusted in the following
situations:

)

if)

upon return from an indefinite leave of absence
without pay for any other reasons than indicated in 8.1
A) 3 ii) above. A maximum of ninety (90) calendar
days will be granted upon return from leave;

employees on re-employment lists for reasons of
returning from an indefinite leave (personal leave or
career leave) shall not earn seniority while on the re-
employment list;

in accordance with i) or ii) above, an employee’s
seniority date will be suspended at the time they
commence an indefinite leave or are placed on the re-
employment list. Any employee wanting to access
seniority for competition purposes must advise the
Employer in writing for each competition.

Upon completion of the initial probation period (or
completion of the equivalent of an initial probationary
period for Term employees) and upon written application,
an employee who is re-employed after a break in service
shall be credited with their previous in-scope service for
seniority purposes.
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8.2

8.2.1

8.21.1

6. By mutual agreement the parties may enter into an
arrangement which would permit employees within the
scope of other Union agreements, to count their service
for seniority.

7. Term employees shall accumulate seniority only for
competition purposes in accordance with Article 8.1.A) 2.

8. Seniority date shall be considered ended or broken for
any of the following reasons:

)] dismissal;
i) resignation or retirement;

i) an interval of non-employment with the Employer of
greater than one hundred and eighty (180)
consecutive calendar days, except while on the re-
employment list.

Iv) continuous layoff of a Permanent employee due to
lack of work for a period in excess of three (3) years
(removal from re-employment list);

v) failure to return to work within seven (7) calendar days
of notification of re-employment after permanent
layoff, or after an approved leave of absence. If the
failure to report is the result of illness or for reasons
satisfactory to the Employer it will not be considered
a break in service.

vi) successful completion of probationin a
permanent out of scope position.

Seniority Rosters

Permanent Full-Time, Permanent Part-Time, and Term Employees

A)

B)

The Employer agrees to prepare and provide to the Union a
seniority roster for all employees calculated to the end of the pay
period that includes March 315 of each year.

A seniority roster shall be distributed to all work places and made
accessible to all employees by May 15" of each year.

Seniority Appeals

A)

B)

Any time between May 15th and July 31st of each year an
employee may challenge their seniority accumulation as listed in
the seniority roster.

The employee shall submit their appeal on the appropriate form
to the Employer. The appeal shall include all evidence the
employee has available to support their claim.
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ARTICLE 9
9.1

9.1.1

9.1.2

C)

D)

E)

F)

G)

H)

On receipt of a seniority appeal, the Employer will review all
available employment records and rule on the appeal using
criteria specified in this agreement.

The Employer will advise the employee in writing of its decision
within three (3) months of receipt.

Where an employee is not satisfied with the decision of the
Employer they may appeal the decision to the parties of this
agreement. The appeal must be made in writing to the
Employer within ten (10) days of the employee's receipt of the
decision. A copy of the appeal shall be supplied to the Union.

On receipt of an employee's appeal, the parties will consider the
information supplied plus any other information available. The
parties will have access to all relevant Employer records. They
will issue a written decision on the appeal to the employee. If the
parties cannot agree on the employee’s seniority the issue will be
forwarded to arbitration.

Unless an employee provides new evidence to support their
claim on a previously assessed seniority accumulation challenge,
they will not be eligible to submit another appeal for the same
period/time.

All changes resulting from appeals will be published in the next
seniority roster.

HOURS OF WORK

General Provisions

Rest Periods

A)

B)

Shift employees shall be entitled to two (2) fifteen (15) minute rest
periods in each eight (8) hour shift and three (3) fifteen (15)
minute rest periods in each twelve (12) hour shift. Other
employees shall be entitled to a morning and afternoon rest
period of fifteen (15) minutes each. An employee working less
than full-time daily hours, shall be entitled to a fifteen (15) minute
rest period for each continuous period of three and one-half (3%2)
hours worked in a day.

Rest periods shall be scheduled to meet the needs of the
Employer.

Travel Time

A)

All travel time authorized by management will be considered as
part of hours worked. Should an employee be unable to get prior
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9.2

9.3

9.3.1

9.3.2

9.3.3

authorization for the purpose of travel time, authorization may be
given retroactively by management.

Permanent Part-Time and Term Employees

A)

B)

Permanent Part-Time and Term employees shall work hours as
assigned by management and shall be subject to the hours of
work arrangements in this agreement. The hours of work
arrangements are not a guarantee of work. When Permanent
Part-Time and Term employees are assigned to work 100% of
full time hours, the Employer will schedule an Earned Day Off
(EDO) every two or three weeks, based on hours of work
designation, during the period of the 100% assignment.

Permanent Part-Time employees scheduled to work shall be
given two (2) hours work or pay in lieu, at regular rates, if
management is aware that work will not be available on that day
and fails to notify the employee prior to the normal starting time
and the employee reports for work.

Permanent Full-Time Employees

Management to Establish Two (2) or Three (3) Week Work Cycle

A)

Management shall establish the two (2) or three (3) week work
cycle and approve employee work schedules and EDOs before
they become effective. Where work permits, employees will
normally be granted two (2) consecutive days of rest per week
and where possible they will be Saturday and Sunday.

Special Hours of Work and Shift Arrangements

A)

The hours of work provisions may be altered by mutual
agreement of the parties to provide greater flexibility and service
delivery.

Office 5-4 (72 Hours per 2 week Cycle)

A)

Employees shall work eight (8) hours per day (72 hours per 2
week cycle). The hours of work shall be Monday through Friday,
8:00 a.m. to 5:00 p.m. with a one (1) hour lunch break taken
between 12:00 p.m. and 1:00 p.m. By mutual agreement
between the manager/designate and the employee, the lunch
break may be taken between 11:00 a.m. and 2:00 p.m. Saturday
and Sunday shall be designated as days of rest.

Employees may request and the Employer may approve flexible
start and stop times and lunch breaks. Lunch breaks shall be a
minimum of one-half (%2) hour.
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9.34

9.3.5

9.35.1

Modified Office Work Pattern — 5-5 Two Week Cycle

A)

Office employees may choose during the following option
periods: the first day of the pay period that includes April 1 and
the first day of the pay period that includes October 1, for the
below modified hours of work arrangement. Once this choice has
been exercised, the employee will remain on the modified hours
of work arrangement until the end of that option period, at which
time the employee may choose to revert to the normal office
hours of work.

1. Employees shall work Monday through Friday - 8:30 a.m.
to 5:00 p.m. with a one (1) hour and eighteen (18) minute
lunch break (7.2 hours per day).

2. Employees may request and management may approve
flexible start and stop times in accordance with the
following provisions:

i) employees shall work core hours which are 8:30 a.m.
to 4:00 p.m. Monday through Friday;

ii) employees shall not start earlier than 7:30 a.m. nor
finish later than 5:00 p.m. unless authorized by
management; and

i) employees shall take a minimum forty-eight (48)
minute lunch break between 12:00 p.m. and 1:00
p.m., except by mutual agreement between the
manager/designate and the employee, the lunch
break may be taken between 11:00 a.m. and 2:00
p.m.

3. Management shall, based on the work requirements,
determine whether employees may exercise their option
on a work unit or individual basis.

Regulated 5-4 (72 Hours per 2 Week Cycle) and 5-5-4 (112 Hours
per 3 Week Cycle)

A)

Employees shall work a five (5) day week with an earned day off
(EDO) every two (2) or three (3) weeks based on their hours of
work designation. A day shall consist of eight (8) hours worked
and the work days in a week shall be consecutive. By mutual
agreement at the local level, this requirement may be waived to
build greater flexibility into shift arrangements.

Altered Work Pattern — Eight (8) Hours per Day

A)

The following may be altered by mutual agreement at the local
level:
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B)

1. daily on and off duty times for each shift;
2. length of time to be spent on each shift;
3. order of rotation through various shifts;

4. regular assigned days of rest; and

5. fixed shifts.

When a work pattern is altered and does not have an effect on
the administration of any of the contract benefits, it may be
signed off at the local level (i.e. eight (8) hour days in a 7-3, 7-4,
7-2, 7-5 shift rotation). Any change to the definition of a day
requires the agreement of the parties.

9.3.5.2 Modified Work Patterns In Excess of Eight (8) Hours per Day

A)

A modified hours of work arrangement may be instituted by
mutual agreement at the local level. Any agreement reached at
the local level must be approved by the parties prior to
implementation. Such agreement shall be in accordance with
LOU 98-6 and include the following:

1. the duration of an averaging period in which the number of
hours to be worked at straight time must equal eight (8)
times the number of working days in the period less eight
(8) hours for each designated holiday and scheduled EDO
which falls within the period;

2. the number and pattern of days to be worked at straight
time within the averaging period;

3. the number of hours per day to be worked at straight time;
4. the daily on and off shift times;

5. the assigned days of rest, provided that an assigned day of
rest shall not be scheduled to fall on a designated holiday.
For the purpose of calculating the number of assigned days
of rest the following calculation shall apply:

i) one (1) first day of rest for each Saturday included in the
averaging period;

i) one (1) second day of rest for each Sunday included in
the averaging period.

6. the day which shall be observed as the designated holiday;
and
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9.3.6

9.3.6.1

9.3.6.2

Field

A)

7. additionally, for shift employees only:
i) length of time to be spent on each shift,
i) order of rotation through various shifts,

i) fixed shifts.

The hours of work for all field employees shall be averaged on
the basis of eight (8) hours multiplied by the number of normal
working days in each four (4) week averaging period, and shall
be unregulated within any working day or series of working days.
The number of hours to be worked in each averaging period shalll
be reduced by eight (8) hours for each scheduled EDO which
falls in that averaging period and by eight (8) hours for each
designated holiday in the averaging period.

Partial Averaging Period - Field Hours of Work

A)

For a field employee who commences on a day other than the
first day of the averaging period or who terminates on a day other
than the last day of the averaging period, the number of hours to
be worked at straight time during that averaging period shall be
determined on the basis of eight (8) hours multiplied by the
number of normal working days in the partial averaging period
less eight (8) hours for each designated holiday and scheduled
EDO which falls in that period.

Leave With Pay in Averaging Period - Field

A)

For the purpose of pay calculation, approved leave with pay shall
be included as hours worked in the averaging period subject to
the following:

1. the number of hours included as actual hours worked shall
not exceed a maximum of eight (8) hours per day, except in
the case of a field employee working in a crew setting, in
which case the number of hours included as actual hours
worked shall not exceed the number of hours worked by the
crew on that day;

2. in the event an employee has worked a partial day, the
maximum number of hours which will be included as hours
worked shall not exceed that number of hours required to
bring about a combined (hours worked plus approved leave
with pay) maximum of eight (8) hours per day, except in the
case of a field employee working in a crew setting, in which
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9.3.6.3

9.4

case the combined number of hours shall not exceed the
number of hours worked by the crew on that day; and

the foregoing shall have no application if the employee was
not scheduled to work on any such day.

Leave Without Pay in Averaging Period - Field

A) Leave without pay shall not be included as hours worked in the
averaging period.

Earned Days Off (EDO) — Permanent Full-Time Employees

A) Employees working thirty-six (36) hours per week shall have one
EDO every two weeks. Employees working thirty-seven and a
third (37 1/3) hours per week shall have one EDO every three (3)
weeks. Both shall be subject to the following:

1.

office employees EDOs shall normally be taken on Friday,
or Monday. At the employee's request and by mutual
agreement locally, EDOs may be taken on any day of the
week;

wherever possible EDOs for regulated thirty-six (36) and
thirty-seven and a third (37 1/3) hour employees shall be
scheduled adjacent to days of rest except where they may
be rescheduled by mutual agreement between the
employee and the supervisor;

EDOs shall not alter the employee's regular days of rest;

there shall be no claim for sick leave when an employee is
ill on an EDO;

employees on sick leave, vacation leave, educational leave,
or other approved leave, with or without pay, shall resume
their normal work cycle when they return to work. There
shall be no accumulation of an employee’s EDOs that
would have been taken during the period of the leave;

while on sick leave or vacation leave, the number of days
charged against the employee's sick or vacation leave shall
not include their EDOs during that period;

When an employee is authorized to attend a training course
that falls on their EDO, and does not involve a leave of
absence, the employee can request that the EDO be
banked (subject to 9.4 A) 9. below) and management will
either grant the request or by mutual agreement reschedule
the EDO.

When an employee is directed to attend a training course
that falls on their EDO, and does not involve a leave of
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absence the employee can request to bank the EDO at one
and one half-times (subject to 9.4 A) 9. below), or receive
pay at one and one-half times the employee’s hourly rate of

pay.

8. EDOs that fall on a designated holiday shall be rescheduled
to the preceding or next following working day by mutual
agreement;

9. upon request, all employees except field, shall be permitted
to bank a maximum of five (5) EDOs on a non-cumulative
basis, to be used in that fiscal year, by local mutual
agreement;

10. upon request, employees shall be permitted to use a partial
EDO by local mutual agreement.

95 Special EDO Provisions

9.5.1 Field Employees

A)

The following special provisions may be implemented by mutual
agreement between the manager/designate and the employee:

1. notwithstanding the above, scheduled EDOs shall be worked
and accumulated at straight time rates;

2. the duration of the period during which EDOs are to be
worked and accumulated will be established by mutual
agreement provided that the period shall not exceed six (6)
months;

3. any scheduled EDOs worked for the purpose of
accumulation shall not be included as actual hours worked in
the averaging period for the calculation of overtime
entitlement;

4. accumulated EDOs shall be taken by mutual agreement
between the manager/designate and the employee provided
that they fall within the three (3) month period immediately
following the expiration of the accumulation period as set out
in 2. above;

5. in the event mutual agreement is not reached as set out in 4.
above, management shall direct when the days are to be
taken in accordance with the three (3) month provision;

6. in the event that mutual agreement is not reached between
the manager/designate and the employee as provided for in
4. above, and management does not direct when the
accumulated earned days are to be taken as provided for in
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9.6

ARTICLE 10

10.1

5. above, the accumulated EDOs not taken will be paid out
at the rate of time and one-half for each EDO, based on the
employee’s rate of pay in effect at the time of the expiration
of the accumulation period as set out in 2. above; and

7. the duration of the averaging period shall be considered
expired if an employee is dismissed, resigns, promotes,
demotes, transfers or is on an approved leave of absence
without pay or lay-off for a period of three (3) calendar weeks
or more. The EDOs accumulated in that period in time shall
be paid out at one and one-half (1'2) times the employee’s
regular hourly rate of pay for each EDO based upon the rate
of pay in effect at the time of the expiration of the averaging
period, as set out in this provision.

Hours of Work Designations

A)

B)

C)

The hours of work for positions with multiple designations will be
based on the nature of the work and the type of services
provided. The Employer's decision to change the hours of work
designation will be based on operational requirements that can
be demonstrated to the Union and the change will be for a
minimum period of three (3) months. The Union will be provided
notification not less than ninety (90) days prior to the
intention of making any change in designation.

The hours of work arrangements for all occupations are shown in
Appendix B.

Affected employees will be provided sixty days notice prior
to any change in designation.

JOB SHARING AND VARIABLE HOURS

A)

B)

A job share or variable hours of work arrangement is not intended
to increase or decrease work load in a position. In establishing
an arrangement, it is expected that the regular workload for the
position will be maintained.

If as a result of a job share or variable hours of work
arrangement, the Employer reassigns duties and subsequently
chooses to have the position’s classification level reviewed, the
Employer will, prior to commencing such review, inform the Union
and the employee.

Definition

A)

Where operationally feasible, job sharing and variable hours of
work arrangements are intended to provide Permanent Full-Time
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10.2

10.3

B)

C)

D)

employees with an opportunity to balance their hours of work with
their personal needs or medical need in accordance with the
rehabilitation policy.

Job sharing is the voluntary sharing of a permanent full-time
position in a structured manner by more than one (1) person, one
(1) of whom is the permanent incumbent of the position. Job
sharing requires that another employee be appointed to backfill
the remaining portion of the position.

Variable hours is the voluntary reduction by a Permanent Full-
Time employee of their hours of work. Variable hours does not
require a backfill be appointed and ensures the employee's rights
to the permanent full-time position. Variable hours will apply to
situations where a job sharing arrangement involving a backfill is
not reasonable (e.g.: specialized type of job, too few hours made
available for backfill, etc.).

The permanent incumbent may request to reduce their hours of
work in the job sharing or variable hours of work arrangement to
a minimum of fifty percent (50%).

Initiation and Approval Process

A)

B)

C)

D)

Employees on initial probation are not eligible to apply for job
share or variable hours of work arrangements.

Requests to establish a job share or variable hours of work
arrangement can only be initiated by either the permanent
incumbent of a position or an incumbent [who is permanent and]
on a subsequent probation through an application to their
immediate supervisor. The incumbent on subsequent probation
iS subject to Article 7.2E).

Management will review the feasibility of a request against
operational needs, including impact on client service delivery and
workloads of other staff within the work unit. Approval of
requests will not be unreasonably denied. A denial of a request
shall be provided to the employee in writing by the manager
outlining the rationale.

The Union will be notified of any requests approved by
management.

Duration, Renewal and Termination

A)

The first term of an approved job sharing or variable hours of
work arrangement shall be in place for a minimum of three (3)
months and shall not exceed twelve (12) months. The

45



10.4

B)

C)

permanent incumbent will commence the approved hours of work
arrangement on the first working day of a pay period.

Permanent Full-Time employees may request renewal of existing
job share or variable hours of work arrangements as follows:

1. Job Share:

i) no change in original terms — thirty (30) days prior to
termination, employee provides renewal request, in
writing, to the Employer. Approval is automatic unless
notified within thirty (30) days of receipt of request. The
Union will be notified of the renewal.

i) change in original terms — thirty (30) days prior to
termination, employee provides the Employer with new
job share application. The Employer will follow Initiation
and Approval Process as set out in Article 10.2 above.

2. Variable Hours:

i) no change in original terms — all variable hours of work
arrangements will be annually reviewed by the
Employer. Thirty (30) days prior to termination,
employee provides renewal request, in writing, to the
Employer. A copy of the original approved application
shall be attached to the renewal request. The employee
and the union will be notified of the decision within thirty
(30) days of receipt of request;

In the absence of a request to renew, an existing arrangement
will terminate at the end of the agreed to term. The Permanent
employee, or the Employer, on thirty (30) working days written
notice (or in the case of a Term employee backfilling the position,
notice in accordance with Article 20.3.3, if applicable) may
terminate an agreement. Notice to terminate will be concurrently
provided to the employee backfilling the position (if applicable)
and the Union.

Staffing Backfill of Job Share Arrangement

A)

B)

The backfill of a job share arrangement will be staffed in
accordance with the Term Staffing Process.

If the successful candidate is another Permanent Full-Time
employee, they shall apply for a definite leave of absence. An
employee may request to work the remaining hours of their
home position as well as the job share backfill. If approved, the
Employer will not be required to post the hours the permanent
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10.5

10.6

C)

incumbent is working. In these circumstances, the employee
must be appointed to two (2) separate term appointments.

If employment of an employee backfilling the job share
arrangement terminates prior to the end of the term, the
permanent incumbent may be required to resume working full-
time hours pending staffing of the backfill appointment. Staffing
process for the backfill appointment will be initiated as soon as
possible. Consideration should be given to the Permanent
employee's circumstances to allow for the employee to make
appropriate arrangements prior to returning to their regular full-
time hours.

Reversion Rights

A)

On termination of the job share or variable hours of work
arrangement, the Permanent employee initiating the arrangement
will revert to full-time hours of the position occupied. The
employee backfilling the position will be governed by the Term
Employment provisions.

Conditions of Employment

A)

B)

C)

D)
E)

F)

G)

Permanent employees in a job share or variable hours of work
arrangement shall retain all benefits accumulated prior to the
commencement of the arrangement.

Vacation Leave - will be earned and expended on a pro rata
basis (e.g.: employees entitled to fifteen (15) days vacation
working 50% of work hours for one (1) year would receive 7.5
days paid vacation leave).

Sick Leave - will be earned and expended on a pro rata basis
(e.g.: employees working 50% of work hours for twelve (12)
months would earn 7.5 days paid sick leave).

Seniority - will be earned in accordance with Article 8.

Increments - where applicable, will be earned in accordance with
provisions set out for Term employees.

Designated Holidays - are paid for in the bi-weekly salary and are
included in the reduced bi-weekly salary at the appropriate
percentage.

Hours of Work — to determine appropriate number of hours to
work in the averaging period the following formula applies:

Number of full-time hours available to be worked in averaging
period less (-) eight (8) hours for each scheduled EDO and each
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H)

J)

K)

Designated Holiday in the averaging period multiplied (x) by
percentage (%) of job share or variable hours of work
arrangement equals (=) the number of hours to be worked in the
averaging period.

Examples: 50% job share/variable hours of work arrangement.

Office 5-4
80 hours (2 week averaging period)
- 8 hours (1 EDO in the averaging period)
- 8 hours (Designated Holiday)
64 hours
X 50%(Hours of Work Arrangement)
32 hours (To be worked in the averaging period)
Field

160 hours (4 week averaging period)
- 16 hours (Assumes 2 EDOs in the averaging

period)
- 8 hours (Designated Holiday)
136 hours
X 50% (Hours of Work Arrangement)

68 hours (To be worked in the averaging period)

Earned Day Off - employees will continue to take Earned Days
Off within the job share arrangement.

Overtime — as set out in Article 11. Employees working variable
hours or job shares are not eligible for overtime provisions until
they have exceeded the hours of work of the appropriate full-time
equivalent.

The permanent incumbent in a job share or variable hours of
work arrangement will not be required to work regular hours in
excess of the agreed upon reduced hours of the work
arrangement.

Terms and conditions of employment of the employee backfilling
the job sharing arrangement will be set out in the Term
Employment provisions.

10.7 Pensions, Group Life Insurance, Dental and Extended Health Care

Plans

A)

B)

Public Service Superannuation Plan (Old Plan) - employee will
make contributions relative to time worked.

Public Employees Pension Plan (New Plan) - employee will make
contributions relative to time worked which the Employer
matches.
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ARTICLE 11

111

11.2

11.3

114

1141

11.4.2

C) Group Life Insurance - coverage of previous full-time salary
(subject to any retroactive increases) for a maximum of two (2)
years.

D) Dental and Extended Health Care Plans - coverage will be
provided in accordance with the terms and conditions of the
respective plans

OVERTIME

Hourly Rates — Conversion Formula

A) Hourly rates shall be calculated on the basis of the following

formulas:

5day—-37 1/3 hours = bi-weekly rate
(5/5/4 work cycle) 74.666

5 day - 36 hours = bi-weekly rate

(5/4 work cycle) 72.0

Overtime Must Be Authorized

A) Management must authorize overtime in writing. Verbal
authorization may be given in emergent situations followed by
written authorization on the next working day. The number of
hours worked shall be signed off by a manager and forwarded
for payment.

Overtime within the Averaging Period

A) Overtime shall not be included as time worked for the purposes
of the employee’s averaging period except when taken as time in
lieu. Number of hours eligible to work, must be reduced by the
number of hours taken as time in lieu.

All Employees Except Field

On a Regular Work Day

A) Payment shall not be made for overtime under one-half (2) hour.
Payment shall be made at one and one-half (1%%) times the
employee's hourly rate for the first four (4) hours worked and at
double time for all hours worked above four (4) on that day.

On Assigned Days of Rest

A) An employee who is required to work on their regularly assigned
days of rest, shall be paid at the rate of double time for all hours
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11.4.3

11.5

1151

11.5.2

11.6

11.7

worked on that day, with a minimum two (2) hour guarantee at
overtime rates.

On Scheduled Earned Days Off

A) Employees shall receive overtime at one and one-half (1¥%) times
their regular rate for all hours worked on a scheduled EDO
except when banking the EDO.

Field Employees

On a Regular Work Day

A) All field employees shall receive pay at one and one-half (1%2)
times their regular rate for all hours worked in excess of the hours
to be worked at straight time within the averaging period and after
eleven (11) hours in a day. The parties may waive this provision
as appropriate.

B) Where the hours worked in excess of eleven (11) are continuous
and cross over midnight, overtime rates in A) will apply.

On an Assigned Day of Rest

A) A field employee will be assigned one (1) day of rest per week.
An employee who is required to work on their assigned day of
rest shall be paid at the rate of double time for all hours worked in
that day, with a minimum of two (2) hours guarantee at overtime
rates. The parties may waive this provision as appropriate.

Time In Lieu of Overtime (TIL)

A) At the request of the employee, management shall allow the

employee to bank time at the appropriate premium rate in lieu of
payment for overtime or to be paid at the appropriate premium rate.
For purposes of banking, any hours in excess of ninety (90) hours
requires management approval. Time off shall be taken at a
mutually acceptable time. If such time off in lieu cannot be taken by
the end of the fiscal year, an employee shall be eligible to carry over
a maximum one hundred and twenty (120) hours to the next fiscal
year. An employee shall be paid out for all hours in excess of one
hundred and twenty (120) hours at the end of each fiscal year.
Employees may also request pay out of accumulated TIL.

Phone Calls After Hours

A) An employee who after they have left their place of work,
receives a phone call from management, or designate, after
work, which does not involve a return to their place of work, shall
be paid for each hour or portion thereof worked or for a minimum
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of one-half (1/2) hour at appropriate overtime rates.
Notwithstanding the above, an employee called more than once
in the one-half (1/2) hour period shall not receive any further
overtime until the one-half (1/2) hour period has elapsed.

11.8 Working Remotely After Hours

A)

B)

An employee who after they have left their place of work, is
required to perform work remotely which does not involve a return to
their place of work, shall be paid for each hour or portion thereof
worked or for a minimum of one-half (1/2) hour at appropriate
overtime rates. An employee required to perform work more than
once in the one-half (1/2) hour period shall not receive any further
overtime until the one-half (1/2) hour period has elapsed.

When required to work remotely as above between the hours of
11:00 p.m. to 6:00 a.m. and the employee is scheduled to work the
following morning, the employee shall be paid for each hour or
portion thereof worked for a minimum of one (1) hour at appropriate
overtime rates. The employee shall not receive any further overtime
until the one (1) hour period has elapsed.

11.9 Standby Compensation

A)

Standby shall mean a period during which an employee is not at
work and is assigned to be on call and be immediately available
to return to work. In no case shall such assignment be less than
one (1) hour. Standby pay will be paid at a rate of ten dollars
($10) for each four (4) hour period, or portion thereof.

11.10 Call Backs for Overtime

A)

B)

C)

D)

After having left their place of work, an employee who receives a
call back and returns to work shall be paid at overtime rates for all
hours worked, subject to a minimum of two (2) hours at overtime
rates, as set out in the pay schedules and overtime articles in this
agreement.

Notwithstanding the above, an employee called out more than
once during the two (2) hour period shall not receive any further
overtime until the two (2) hour period has elapsed.

An employee called out to return to work shall be reimbursed at
the kilometre allowance as per the use of private vehicle
provisions with a minimum of $1.00.

This article does not apply to Field employees unless the call
back is for overtime, which occurs only if the employee has
worked more than eleven (11) hours in a day.
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ARTICLE 12

121

12.2

TEMPORARY ASSIGNMENT OF HIGHER DUTIES

Eligibility Criteria

A)

B)

Eligibility Criteria for Temporary Assignment of Higher Duties are
as follows:

1. the temporary assignment of an employee to perform the
duties of another position classified at a level having a
higher maximum hourly rate of pay than the classification
level of their home position;

2. the temporary assignment of new duties to an employee in
their position, the result of which warrants a classification
level having a higher maximum hourly rate of pay than the
classification level of their home position.

3. the temporary assignment shall be offered to the most
senior qualified employee in the work unit; except where an
operational need arises to provide training and
development, the Employer may fill the assignment with a
junior employee.

When an employee is temporarily assigned new duties in their
home position for a short or undetermined period of time, the new
duties shall be submitted to the Employer and the Union on the
agreed form. If the new duties warrant a higher classification
level the employee shall be eligible for compensation at the
higher level from the day the new duties were assigned.

Administration

A)

B)

If management is aware at the beginning or, anytime during the
first ninety (90) days of the temporary assignment, that it will
continue for more than ninety (90) continuous days, the
provisions of temporary assignment of more than ninety (90)
days shall apply effective the first day it is known the assignment
will continue for more than ninety (90) days.

The following rules for hours of work and payment, shall apply to
Permanent employees performing temporary assignment of
higher duties:

1. employees shall work the hours of work designated for the
position of the temporary assignment of higher duties;

2. there shall be no change to the employee’s home work
cycle or earned day off entitlement prior to the employee
completing that cycle, at which time the employee shall
enter into the work cycle and earned day off entitlement of
the temporary assignment of higher duties position. On
completion of the temporary assignment of higher duties,
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12.3

12.4

C)

the employee shall immediately return to the work cycle of
their home position. There shall be no prorating of the
earned day off entitlement when entering into the temporary
assignment of higher duties work cycle or when returning to
the home position work cycle;

3. when the assignment to a position with a higher
classification level involves a partial pay period, the
employee will receive any overtime earned in the home
position in addition to their normal bi-weekly salary in the
home position. For the purpose of this provision only, a
Field employee will be entitled to overtime in their home
position, based on the number of hours actually worked in
excess of the hours scheduled to be worked that averaging
period less eight (8) times the number of days worked in the
temporary assignment of higher duties position during that
averaging period; and,

4. overtime entitlement in the temporary assignment of higher
duties will be subject to the overtime provision pertaining to
the temporary assignment of higher duty designation only.

Term employees will be eligible for salary maintenance subject to
the minimum of the higher salary range.

Temporary Assignment for Ninety (90) Consecutive Days or Less

A)

B)

C)

An employee in a position that has been assigned a classification
level on temporary assignment of higher duties shall receive
premium payment for each day of assignment including days of
approved paid leave.

Except for Term employees payment will be at an hourly rate
which provides for an increase of eight percent (8%) over the
employee's current hourly rate, adjusted for change in hours of
work where required. If the increase of eight percent (8%)
produces an hourly rate below the minimum of the range for the
temporary assignment position, the salary shall be adjusted to
the minimum of the range. In no case shall the hourly rate be
more than the maximum of the range for the higher classification
level.

An employee, while in a position subject to temporary assignment
of higher duties shall be eligible to receive increments and
economic adjustments in their home class and the
supplementary payment for the temporary assignment of higher
duties shall be recalculated on the revised salary.

Temporary Assignment of Higher Duties for More Than Ninety (90)

Consecutive Days
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12.5

A)

B)

C)

D)

E)

F)

The Union will be notified if a temporary assignment of higher
duties exceeds one (1) year.

An employee in a position that has been assigned a classification
level on temporary assignment of higher duties shall receive
payment for each day of assignment, including days of approved
paid leave.

Except for Term employees, the employee's salary and
increment date on temporary assignment of higher duties for
more than ninety (90) continuous days shall be as per the
promotion articles.

Employees shall be eligible to earn increments in the higher
temporary assignment classification.

A Permanent employee or a Term employee who has acquired
service for competition purposes, who has served in a TAHD
assignment for the equivalent of a subsequent probationary
period for the TAHD level will upon subsequent appointment to
another position, or permanent reclassification, immediately
following TAHD, be entitled to the appropriate salary
administration rules (e.g. promotion, demotion, transfer or salary
maintenance) based on the TAHD salary rate.

While on temporary assignment of higher duties, an employee
eligible for a pay adjustment, shall receive the increase to the
salary rate in the range for the higher classification level. On
reversion to their home classification level, the employee's salary
rate will be adjusted to reflect any pay adjustments\increments
he would have received in their home classification level during
the period of the temporary assignment. The employee shall also
be eligible to receive the difference in salary, if any, resulting from
reapplication of the promotion articles to the pay adjustments
made in their home classification level, on the effective date of
the pay adjustment to their home classification, subject to the
minimum and maximum of the higher level salary range.

Temporary Assignment of Higher Duties to an Out-of-Scope

Position

A)

B)

When an in-scope employee is temporarily assigned higher
duties to an out-of-scope position, the employee continues to pay
Union dues, accrue seniority and retain all rights conferred by this
Collective Agreement.

In-scope employees temporarily assigned higher duties to an out-
of-scope position shall work such hours as assigned by
management. The employee will be entitled to a total of twelve
(12) scheduled days off per fiscal year earned on a pro-rata
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ARTICLE 13

13.1

1311

A)

basis. This time is to be taken at times authorized by the
Employer, but must be taken prior to the employee returning to
their home position.

C) Subject to the assignment being a minimum of seven (7)
consecutive working days following the employee completing the
home position cycle, entitlement to scheduled days off shall be
calculated as follows:

1. number of full working days x .0462 (12 + 260);

2. the resulting product shall be rounded up to the nearest half
day;

3. compensation shall be paid as per the temporary
assignment provisions.

DESIGNATED HOLIDAYS

Designated holidays with pay shall be New Year's Day, Family Day,
Good Friday, Victoria Day, Canada Day, Saskatchewan Day,
Labour Day, Thanksgiving Day, Remembrance Day, Christmas
Day, Boxing Day, and one (1) additional day per year as agreed to
by the parties.

Floating holiday for 2017 — Friday, August 4, 2017
Floating holiday for 2018 — Friday, August 3, 2018
Floating holiday for 2019 — Tuesday, July 2, 2019
Floating holiday for 2020 — Friday, July 31, 2020
Floating Holiday for 2021 — Friday, July 2, 2021

Special Provisions

Permanent Full-Time Employees

A) Employees whose regular weekly days off are Saturday and
Sunday on a permanent basis (including Field employees for the
purpose of this clause), the following rules shall apply:

1. when a designated holiday falls on Sunday, the following
Monday shall be deemed to be a holiday in lieu thereof;

2. when a designated holiday falls on Saturday, the Employer
shall designate another working day, either the preceding
Friday or the following Monday, to be observed as the
holiday in lieu thereof, or as agreed to by the parties.

B) For employees whose regular weekly days off are not Saturday
and Sunday on a permanent basis, designated holidays shall be
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13.1.2

13.2

13.21

13.2.2

13.3

13.4

13.5

non-transferable. When a designated holiday falls on a day of
rest, and the employee does not work on that day, they shall be
granted an additional day off.

Permanent Part-Time and Term Employees

A) Employees will be paid 5.4% of regular earnings for each pay
period in lieu of pay for designated holidays not worked.
Earnings for this purpose shall not include vacation leave pay but
shall include shift differential and weekend premium.

Working on a Designated Holiday

Employee Required to Work on a Designated Holiday

A) An employee required to work on a designated holiday shall be
entitled to their regular pay plus one and one half (1%2) times their
regular pay for each hour up to the normal hours they work. This
shall be paid out or may be taken as time in lieu by mutual
agreement between the manager/designate and the employee.

Overtime Work

A) An employee who is required to perform overtime work on a
designated holiday shall be paid at the rate of two and one-half
(2¥%%) times their regular pay for each hour in excess of normal
hours they work or granted time in lieu at the premium rate.

Working on a Designhated Holiday Falling on a Day of Rest

A) When a designated holiday falls on an employee’s assigned day
of rest, and the employee is required to work, they shall be
compensated in addition to their regular pay at a rate of time and
one-half (1%2) for hours worked and given a day off in lieu of the
assigned day of rest.

Reqgular Pay Defined

A) Regular pay is defined as follows:

1. Permanent Full-Time employees: total bi-weekly salary
(includes payment for Designated Holidays);

2. Permanent Part-Time and Term employees: 5.4% of regular
earnings for each pay period in lieu of pay for Designated
Holidays not worked. Earnings for this purpose shall not
include vacation leave pay but shall include shift differential
and weekend premium.

Shifts Overlapping Two (2) Days
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13.6

ARTICLE 14
141

1411

14.1.2

14.1.3

14.1.4

14.1.5

A) In the case of an employee that works an overlapping shift which
begins on one day and ends on the next shall, for credit purposes
of the designated holiday, be paid on the basis of a full shift to the
employee that has the majority of the shift falling on the
designated holiday.

Averaging Periods

A) Employees’ averaging periods will be reduced by eight (8) hours
or the number of hours worked in a normal day for each
designated holiday within the averaging period.

PAY ADMINISTRATION

General Provision

Equal Pay for Work of Equal Value

A) The Employer agrees to recognize the principle of equal pay for
work of equal value regardless of the gender of the employee as
determined by the job evaluation factors in the classification plan.

Allocation of Positions

A) No offer of employment or payment shall be made prior to
allocation of the position to a classification level.

Employee Cheque Advice

A) Employee pay statements shall show the period worked, gross
salary earned, time in lieu, vacation leave and all deductions
and their purpose.

Pay Calculation for Full Pay Period

A) Employees who are paid on the exception reporting bi-weekly
payroll and commence or resume employment on the first
working day of the pay period shall be entitled to a full pay
period's salary and to credits for vacation leave, sick leave and
increment purposes.

Pay Calculation for Partial Pay Period

A) For the purpose of determining earnings for a partial pay period
applicable to employees who are paid on the exception reporting
bi-weekly payroll, the following shall apply:

1. number of hours worked times the hourly rate of pay;

2. hours worked shall include approved leave with pay, e.g.
designated holidays, sick and vacation leave;
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14.1.6 Supplemented Salary Ranges

A) The parties may mutually agree to the implementation of
supplemented salary ranges to address recruitment/retention
issues, or for other special circumstances. When supplemented
salary ranges are established, the following shall apply:

1. they will be reviewed annually on October 15t of each year;

2. when the supplemented salary range is introduced or
increased, current employees affected will receive an
increase in their salary rate equivalent to the percentage
increase in the supplemented salary range maximum;

3. when the supplemented salary range is reduced or
terminated, the employees affected shall be treated in
accordance with the downward reclassification provisions;
and

4. supplemented salary rates and ranges shall be treated as
regular salary for all salary administration and payroll
purposes.

B) When a change in assigned duties results in a temporary or
permanent change in occupation and a supplemented salary
range is currently approved in the new occupation, and;

1. the employee is currently at the same level as the
supplemented salary range, the employee's salary rate shall
be increased by the same percentage amount as the
supplemented salary range maximum exceeds their current
range maximum; or

2. the employee is currently at a different level than the
supplemented salary range, normal salary administration
rules shall apply.

14.1.7 Repayment

Matters of repayment are best dealt with on an individual case basis.
Whenever an employee is required to repay the Employer, a repayment
option will be negotiated with the employee to ensure the employee is
not left in financial hardship.

14.2 In Hiring Rates of Pay
14.2.1 Permanent Employees
1421.1 At and Above Minimum Rate
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14.2.1.2

14.2.1.3

A)

The rates of pay upon original recruitment shall normally be at
the minimum of the salary ranges. Notwithstanding the above,
the Employer may approve a higher rate:

1. where the relevant competencies and qualifications of a
selected applicant exceed the recruitment requirements for
the position; or

2. for occupations where market reasons warrant, as
determined by the Employer.

Subsequent Review

A)

B)

C)

When the Employer approves a salary rate above the minimum
pursuant to 14.2.1.1 A) 1. above, they will publicize on the
Employers Intranet the rate at which it has given such approval
and an outline of the qualifications of the person appointed and if
applicable, the market reasons.

Any employee working in the same occupation and classification
level, with the same duties and responsibilities that is being paid
at a rate lower in the range may challenge the appointment. The
employee must possess the qualifications equivalent to those of
the employee appointed higher in the salary range and within
thirty (30) calendar days of such publication, request that the
Employer review their qualifications and salary. If, as a result of
review, a salary adjustment is considered to be warranted, the
Employer shall so authorize.

When market reasons warrant a higher salary rate the Employer
shall review the qualifications of employees in the same
occupation and classification level, with the same duties and
responsibilities as the person appointed, and, where necessary,
adjust their salary.

Training Rates - Below Minimum of Regular Range

A)

B)

C)

If fully qualified candidates are not available, the Employer may
authorize the appointment of a "trainee". Training rates will be
established on the basis of semi-annual or annual increments, at
rates 2% or 4%, respectively, below the minimum of the regular
range. Entitlement and withholding of increments shall be
governed by the Increment provisions.

A candidate may be hired below the minimum of the regular
range if they do not possess the required core competencies for
the position.

A candidate hired below the minimum of the regular range will not
be eligible to advance to the regular range for their classification
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14.2.1.4

14.2.2

D)

E)

level until they meet the competency requirements for
appointment to the position.

If the training requirement exceeds the time anticipated in the
work plan, the employee shall remain at the highest training rate,
until such time as they meet the competency requirements for
the position.

If the employee meets the competency requirements for the
position sooner than anticipated in the work plan, their salary
shall be adjusted to the minimum of the range on the first of the
next pay period.

Training Rates for Current Employees

A)

B)

C)

D)

If fully qualified candidates are not available, the Employer may
authorize the appointment of an in-service candidate as a
“trainee”.

1. Anin-service candidate, whose salary is below the range
minimum, shall be appointed to training rates at 2% or 4%
below the minimum regular range.

2. If appointment to the training rate yields less than the
employee’s current hourly rate, the employee will maintain
their current rate until deemed qualified for the position.

3. Once qualified, the applicable provision of either 14.2.1.4 C)
2.0r 14.2.1.4 C) 3. will apply.

1. Anin-service candidate whose salary is above the minimum
of the regular range appointed as a “trainee” shall maintain
their current hourly rate until deemed qualified for the
position (subject to the range maximum of the position).

2. If this appointment is a promotion, upon meeting the
gualification requirements for the position, the employee
shall receive a salary increase of 8% applied to the hourly
rate, subject to the maximum of the range on the first of the
next pay period.

3. If this appointment is a transfer or demotion, upon meeting
the qualification requirements for the position, the employee
shall be eligible to progress through the regular range, in
accordance with provisions on increments.

Time spent as a trainee will not count towards an increment in
the regular range.

Term Employees
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14.2.3

14.3

1431

A)

B)

Upon original appointment, the minimum rate of pay for the
classification level shall normally be paid to a Term employee.
Notwithstanding this general intent, the Employer may approve
appointment at a salary above the minimum rate when the
selected candidate cannot be employed at the minimum or
where, in the opinion of the Employer, their qualifications
warrant such consideration.

Upon subsequent appointment to another term position, different
occupation and classification level, a Term employee who has
acquired service for competition purposes, shall maintain their
earned salary rate subject to the minimum and maximums of the
new salary range.

Employees in Multiple Positions

A)

B)

Subject to B below, Permanent employees shall on subsequent
appointment, have the appropriate salary administration rules
applied based on the highest level in which they have completed
the equivalent of a subsequent probationary period.

Where an employee is appointed to a subsequent or additional
position at the same level as a current position, application of
salary administration rules shall be based on the current position
at the same level.

Increments

Entitlement and Withholding for Probationary and Permanent Full-
Time Employees

A)

B)

C)

A probationary or Permanent Full-Time employee shall be
entitled annually, to an increment of four percent (4%) within their
range. Trainees shall be entitled annually or semi-annually to an
increment of four percent (4%) or (2%) respectively. The
Employer may withhold the increment for performance reasons
and shall notify the employee in writing of the decision to withhold
the increment prior to the increment date. A copy of the
notification shall be sent to the Union. If the employee is not
notified prior to the increment date, they shall receive their
increment.

An employee may grieve the withholding of their increment and
the onus is on the Employer to justify the withholding of the
increment.

The effective date for payment of an increment shall be the first
day of the pay period which commences on or after the increment
date.
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14.3.2 Increments for Permanent Part-Time and Term Employees

A) Provided that periods of employment are not interrupted by
resignation, dismissal, or an interval of non-employment of
greater than one hundred and eighty (180) calendar days, an
employee shall be entitled annually, to an increment of four
percent (4%) within their pay range of their classification level.
Trainees shall be entitled annually or semi-annually to an
increment of four percent (4%) or two percent (2%) respectively.

B) An employee must work the equivalent of two hundred (200)
days in a classification level to earn an annual increment, or the
equivalent of one hundred (100) days in a classification level to
earn a semi-annual increment, unless the Employer withholds the
increment for performance reasons. The Employer shall notify
the employee in writing of the decision to withhold the increment
prior to the increment date. A copy of the notification shall be
sent to the Union. If the employee is not notified prior to the
increment date, they shall receive their increment. An employee
may grieve the withholding of their increment and the onus is on
the Employer to justify the withholding of the increment.

C) Where an employee has not worked the required one hundred
(100), or two hundred (200) days prior to their increment date, it
shall be adjusted to the first day of the pay period following the
completion of the required days worked.

D) The effective date for payment of an increment shall be the first
day of the pay period which commences on or after the increment
date.

E) A Term employee accepting a subsequent Term appointment at
a salary rate greater than ten percent (10%) of their previous
rate, or, when the employee was at the maximum of their range,
a new increment date shall be established.

F) When a Term employee moves from one classification level to
another in a subsequent Term appointment, and their salary is
not increased by more than ten percent (10%), the increment
date shall not be changed.

14.3.3 Establishing Increment Dates

A) Annual increment dates shall be established for employees
based on date of employment.

14.3.4 Following Leaves of Absence Without Pay and Permanent Lay-off

A) When an employee returns after ninety (90) consecutive calendar
days or less from a leave of absence without pay, or permanent
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14.3.5

14.4
1441

14411

14.4.1.2

A)

B)

C)

A)

B)

lay-off, there shall be no change in their increment date. When
an employee returns from a leave of absence without pay, or
permanent lay-off, after ninety (90) consecutive calendar days,
they will be eligible to receive an increment after twelve (12)
months of actual service, less the time earned toward an
increment before the leave of absence without pay, or lay-off,
was taken subject to establishment of increment date provisions
above.

The date upon which they become entitled to the increment shall
be their new increment date. When the leave is under the
Employer sponsored educational program or for iliness covered
by The Workers' Compensation Act, there shall be no change in
the increment date regardless of the length of the leave of
absence.

Movement Within the Agreement

A)

An employee moving to another appointment within the same
classification level shall have time earned in that level count
towards their next increment.

Assignment of a New Pay Range

When Positions Are Reclassified

Upward Reclassification

If a position is reclassified upward resulting in a promotion for the
incumbent, they shall be paid in accordance with the Salary
Adjustment on Promotion provisions.

If, as a result of a review initiated by the Employer, a position is
reclassified upward during the incumbent’s initial probationary
period, the employee's rate of pay shall be maintained subject to the
new range minimum. For purposes of establishing an increment
date only, the provisions of Salary Adjustment on Promotion shall

apply.

If as a result of a successful challenge to the reclassification a
Permanent employee assumes a position in their former
occupation, they will revert to the rate they were being paid prior to
the reclassification subject to any increments they would have
received had they remained in that occupation.

Downward Reclassification

If a position is reclassified downward, the incumbent, if permanent
in the position:
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14.4.2

14.42.1

14.4.2.2

B)

C)

D)

and whose salary rate exceeds the maximum of the lower
salary range, shall retain the salary range in effect prior to
the downward reclassification of their position. The
employee shall not be entitled to any economic adjustment
until such time as the maximum salary range for the lower
classification level overtakes the maximum salary range
retained under this subsection;

where their salary rate is equal to or less than the maximum
of the lower salary range, they shall be placed in the lower
salary range and be entitled to increments and economic
adjustments;

if Permanent Full-Time or Permanent Part-Time, shall have
their name placed on the respective service-wide re-
employment list.

While an employee is on the re-employment list as a result of a
downward reclassification, they shall earn increments in the higher
salary range they retained.

If a position is reclassified downward and the employee is on initial
probation or subsequent probation, the rate of pay shall be
determined on the basis of the principle set out in Salary Adjustment
on Demotion.

If, within two (2) years subsequent to the downward reclassification,
an employee who retained their higher salary range, promotes into
an occupation at the same or a lower classification level than their
former occupation, they shall be entitled to return to their former rate
in the higher range subject to any increments that they would have
received had they remained in the higher position.

Salary Adjustment on Promotion

Promotion Formula

A)

B)

On promotion a Permanent employee shall receive a salary
increase of eight percent (8%) applied to the hourly rate, subject
to the minimum and maximum of the higher range.

If the increase amounts to ten percent (10%) or less, the
employee’s increment date shall not be changed. If the increase
amounts to more than ten percent (10%), or when an employee
promotes from the maximum rate of their previous range, a new
increment date shall be established. Employees will earn
increments in accordance with the increment provisions.

Increment Date and Salary Adjustment on Same Date
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A) Whenever an employee's increment date or an adjustment in
salary occur on the same date as a promotion or reclassification,
the employee shall receive their increment or adjustment before
the promotion formula is applied.

14.4.2.3 Permanent Employee to Receive Greater Rate Provided

A) On promotion into a training range or an established range a
Permanent employee shall be entitled to the greater of the rate
provided by the promotion formula or the rate that their
qualifications would yield as an out-of-service applicant.

14.4.3 Salary Adjustment on Demotion
14.43.1 Voluntary/Involuntary Demotion Permanent Employee

A) When a Permanent employee voluntarily or involuntarily demotes
from a position in which they hold permanent status, their
increment date shall not be changed. Their rate of pay shall be
adjusted as follows:

1. whenever their hourly rate prior to demotion is above the
maximum established for the classification level into which
they are taking demotion it shall be reduced to the
maximum;

2. whenever their hourly rate prior to demotion is within the
range established for the classification level into which they
are taking a demotion, it shall remain the same.

14.4.3.2 Voluntary Demotion Employee on Initial Probation

A) When an employee on initial probation voluntarily takes a
demotion, their appointment shall be terminated and they shall
commence a hew appointment in the lower classification level.

14.4.3.3 Voluntary Demotion Permanent Employee on Subsequent
Probation

A) When a Permanent employee voluntarily demotes from a position
in which they hold probationary status, they shall revert to the
rate at which they were being paid in the salary range of their
former (permanent) classification level subject to any increments
they would have received had they remained in that level. This
hourly rate shall be the basis for determining the hourly rate at
which they shall be paid in the classification level into which they
are taking demotion.

14.4.3.4 Promotion of Demoted Employee Who Retained Hourly Rate
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14.4.3.5

14.4.4

14.4.5

14451

14.45.2

14.45.3

14454

A) An employee who retained their hourly rate on demotion and
who promotes within two (2) years thereafter shall again retain
their hourly rate and increment date. They shall be entitled to the
benefit of the promotion formula when the promotion is to a
position with a higher maximum range of pay than the position
they were demoted from in the first instance.

Promotion of Demoted Employee Who Did Not Retain Hourly Rate

A) An employee who does not retain their hourly rate on demotion
and who subsequently promotes to a position at their former
level shall be entitled to the promotion formula provided that the
new hourly rate shall not exceed the hourly rate to which they
would have progressed had they not demoted.

Salary on Transfer

A) When an employee is transferred, their hourly rate of pay and
their increment date shall not be changed.

Salary on Re-employment From Re-employment Lists
Effect of Negotiated Wage Increases

A) When determining an employee's salary on re-employment the
employee's hourly rate on the date of placement on the re-
employment list shall be adjusted by any negotiated increase
applied after the date of placement on the re-employment list.

Re-employed in the Same Classification Level

A) When an employee is appointed from the re-employment list to a
position in the same classification level to that which they held
prior to placement on the re-employment list, they shall be paid
at the same rate in the range as that which they had achieved at
the time of placement on the list.

Re-employed in a Lower Classification Level

A) When an employee is appointed to a position having a lower
maximum hourly rate than the maximum hourly rate of their
position held prior to placement on the re-employment list,
14.4.3.1 shall apply.

Re-employed as a Result of a Competition

A) When as a result of a competition, an employee is appointed
from the re-employment list to a position having a higher salary
range than the position which they held prior to placement on the
list, they shall have their salary adjusted as on promotion.
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ARTICLE 15
15.1

1511

15.1.2

15.1.3

15.1.4

Across Union Lines and Out-of-Scope

A)

When permanent employees move from out-of-scope positions to
positions covered by this agreement, their starting salaries and
increment date shall be determined in accordance with the
appropriate provisions (i.e. promotion, demotion, transfer).

ALLOWANCES, DIFFERENTIALS AND OTHER PAYMENTS

Accommodation and Meals

On Employer Business

A)

When accommodation and/or meals are not provided, employees
shall be allowed expenses on the following basis when away
from headquarters on authorized employer business. Flin Flon
and Lloydminster shall be regarded as within the Province for the
purposes of this Section.

Accommodation

A)
B)

Meals

A)

B)

C)

D)

Hotel — actual and reasonable charges supported by a receipt.

An amount of thirty-five dollars ($35) per night (no receipt
necessary) will be paid for accommodation in private residences
or in private trailers. Amounts in excess of thirty-five dollars ($35)
will be approved if no other accommodation is available and a
receipt is provided.

An employee will be allowed expenses as per the Public
Service Commission's meal rates. The Public Service
Commission meal rates and amendments will be posted on
the Employers Intranet as they are made available to the
Employer.

The rates include PST/GST, meal gratuities and overnight
allowance.

Where a charge is made for a banquet, it will be in lieu of the
meal rate provided for that meal.

In the communities of Fond-du-Lac, Stony Rapids, Black Lake,
Wollaston Lake and Uranium City, actual and reasonable
charges for meals, supported by receipt, will be approved.
Where a receipt is not provided, reimbursement will be at regular
in-province rates.

Travel on Employer Business Outside Canada
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15.15

15.1.6

A)

Employees on Employer business outside of Canada will be
covered by Federal Government meal allowances. Copies of the
rates can be obtained from the Employer.

Temporarily Away from Headquarters More Than Thirty (30) Days

A)

When it is known in advance that an employee will be temporarily
stationed away from their headquarters for a period in excess of
thirty (30) calendar days, they shall be paid as follows:

1. the regular allowances for the first seven days;

2. for the balance at a monthly rate to be negotiated between
the parties.

Meal Allowance Claims

A)

B)

C)

D)

A meal allowance will not be paid for:

1. breakfast, if departure is later than 7:30 a.m., or the return is
earlier than 8:30 a.m.; or

2. dinner, if departure is later than 11:30 a.m., or the return is
earlier than 12:30 p.m.; or

3. supper, if departure is later than 5:30 p.m., or the return is
earlier than 6:30 p.m.

Notwithstanding the above, an employee away from
headquarters after 5:30 p.m. and having worked six (6) hours
after 5:30 p.m. will be eligible for a dinner. No allowance will be
paid to employees on overtime, nor shall more than three (3)
meals be claimed for in one (1) day.

For employees on a modified hours of work arrangement, no
claim for a meal allowance may be made for:

1. breakfast, if departure is within one (1) hour prior to the
scheduled starting time or the return is prior to the scheduled
starting time;

2. dinner, if departure is within one-half (¥2) hour prior to the
scheduled dinner time or the return is within one-half (%2)
hour after the scheduled dinner time;

3. supper, if departure is after the scheduled quitting time or the
return is within one (1) hour after the scheduled quitting time.

When traveling to or from a different time zone, the time zone the
employee is leaving will determine eligibility for meal allowances.
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15.2 Expenses While on Employer Business Away from Headquarters

A)

The following is a guide to employees and supervisors with
respect to charges incurred while traveling on Employer
business:

Standard charges:

1.

Laundry — charges are allowable for employees, who are
absent from headquarters for a period in excess of seven (7)
consecutive calendar days. Receipts are required.

. Valet services — not allowable.

Dry Cleaning — allowable only when incurred under
exceptional circumstances away from headquarters. The
need for dry cleaning must be identified on the expense form
and receipts are required.

Parking — employees working away from their headquarters
building, may recover parking charges as follows:

)] if available within a reasonable walking distance from
work, employees are expected to use off-street parking
and may recover costs as supported by receipt;

i) if off-street parking is not available, costs of metered
parking may be charged to a maximum of four dollars
($4.00) per day without receipts.

Telephone — whenever possible, employees should call
collect and charge the call to the Employer. If not possible,
charges for business calls are allowable, supported by
receipt (if available), name of party called and reason for
call.

Taxis — charges are allowable for taxi fare from an
employee’s home to train station, bus depot or airport, and
return, and for fares incurred on Employer business away
from headquarters. Receipts are required.

Other expenses — occasionally, employees will incur
exceptional expenses in connection with the conduct of
Employer business. Such expenses may be allowable if
detailed on the expense form, supported by receipts, and
authorized by the Employer .

15.3 Use of Private Vehicles on Employer Business
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15.3.1 A)An employee authorized to use a private vehicle for
Employer business will be allowed expenses as per the
Public Service Commission's rates when travelling on
Employer business. The Public Service Commission rates
and amendments will be posted on the Employers Intranet
as they are made available to the Employer. Truck rates will
only be paid with Employer approval and for the purposes of
business operations. Approval will be in writing, verbal
approval may be given provided it is followed up in writing
on the next business day.

15.3.2 Incidental Usage

A) Employees who are authorized on an incidental basis to use a
private vehicle shall be paid an allowance as follows:

1. Car - subject to a minimum allowance of five dollars ($5.00)
per day, one dollar and fifty cents ($1.50) per hour to a
maximum of six dollars ($6.00) per day or kilometre rate,
whichever is greater.

2. Truck subject to a minimum allowance of five dollars ($5.00)
per day, two dollars ($2.00) per hour to a maximum of
seven dollars ($7.00) per day, or kilometer rate, whichever
Is greater. Truck rates will only be paid with Employer
approval and for the purposes of business operations.
Approval will be in writing, verbal approval may be
given provided it is followed up in writing on the next
business day.

154 Northern District Allowance

A) Employees stationed in the Northern Administrative District shalll
be paid Northern District Allowance bi-weekly, over and above
their basic rate of pay, in accordance with Public Service
Commission rates. The Public Service Commission rates
and amendments will be posted on the Employers Intranet
as they are made available to the Employer.

B) Northern District Allowance will be prorated for employees
working less than full-time.

15.5 Reimbursement for Relocation Expenses

A) A Permanent Full-Time employee whose headquarters is
changed as a result of a promotion, voluntary/involuntary transfer
or demaotion, which is in the interest of the Employer concerned,
shall be reimbursed for relocation expenses in accordance with
the Employer’s policy. It is agreed that the policy shall not be
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amended during the term of the agreement without the
concurrence of the Union.

B) When management approves relocation expenses for Permanent
Part-Time employees, expenses shall be prorated based on time
worked.

C) Relocation expenses would include but not be limited to the
following:

1. search for accommodation at new work location
2. moving of primary household effects

3. in-transit insurance

4. transportation of personal motor vehicle

5. travel to new work location

6. storage costs of household effects

7. temporary accommodation at new work location
8. maintenance of original domicile

9. residential property expenses

10.incidental expenses

15.6 Payment of Professional Fees

A) The Employer agrees to pay the professional fees that are due as
per the 2020 schedules of all employees who are required either
by statute or by an agency to be a member of a professional
association. Permanent Part-Time employees working 40% or
greater will be eligible for full reimbursement of such fees
provided the employee has not been reimbursed and is not
eligible to be reimbursed from another employer. For Permanent
Part-Time employees working less than 40%, reimbursement
shall be prorated based on time worked provided the employee
has not been reimbursed and is not eligible to be reimbursed
from another employer. For partial years, reimbursement shall
be prorated on the basis of time worked provided however that
no payment will be made for partial years when the amount
yielded is less than twenty-five dollars ($25).

15.7 Shift Differential and Weekend Premium

A) Shift Differential
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15.8

15.9

1591

1) A shift differential in the amount of one dollar and ninety
cents ($1.90) per hour shall be paid for all hours worked
between the hours of 6:00 p.m. and 7:00 a.m. Shift
differential shall not be a part of basic wage rates or be
used in calculating overtime rates, nor shall it be paid for
any hours for which overtime rates are being paid.

i) Shift differential will not be payable in a modified work
pattern in a situation where it was not payable under the
standard hours of work arrangement.

B) Weekend Premium

)] A weekend premium in the amount of one dollar and fifteen
cents ($1.15) per hour shall be paid for all hours worked
between the hours of 6 p.m. Friday and 7 a.m. Monday.
Weekend Premium shall not be part of basic wage rates or
be used in calculating overtime rates, nor shall it be paid for
any hours for which overtime rates are being paid.

Payments Due on Separation or Death

A) Payments under this agreement due to an employee on
separation shall be made within a period of two weeks excepting,
however, in those instances where it is necessary to withhold
payments pending an accounting and settlement of any monies
due the Employer on account of any advances repayable,
inventory unaccounted for or any other valid claim against an
employee. In the event of death of any employee, any amounts
due shall be paid to the estate.

Severance Pay

Job Abolished - Elects to Resign or Retire

A) An employee whose position is abolished, and who elects to
resign or retire on immediate pension, shall be entitled to
severance pay. They shall be paid one (1) week's pay for each
year of service, or portion thereof, commencing with the second
year.

B) In the case of an employee who has completed five (5) or more
years of continuous service, severance pay shall be on the basis
of one (1) week's pay for each year of service or portion thereof,
commencing with the first year up to the completion of nineteen
(19) years. Commencing the twentieth (20) year, severance pay
shall be on the basis of two (2) weeks for each year of service or
portion thereof to a combined maximum of fifty-two (52) weeks.
Service for the purpose of this provision shall include continuous
service in positions both within and outside the scope of this
agreement and employees formally transferred in by the
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15.9.2

15.9.3

15.10

15.10.1

15.10.2

parties. It shall not include time spent on the re-employment list
but shall include time spent on seasonal lay-off.

C) For Permanent Part-Time employees, severance will be based
on percentage of time employee worked over the last calendar
year.

D) Pay will be calculated on the basis of the employee's rate of pay
at the time of resignation, retirement, or when they last went on
the re-employment list.

On Re-employment List Due to Lay-Off Not Re-employed

A) An employee whose name is placed on a re-employment list due
to lay-off and who is not re-employed prior to the expiry of the
three (3) year limit shall be entitled to severance pay.

On Indefinite Leave Due to Lay-Off Not Re-employed

A) An employee who chooses to go on indefinite leave as a result of
lay-off, and subsequently resigns while on leave, shall be entitled
to severance pay.

Benefit Plans

Group Life Insurance

A) The Employer is a participating Employer in the Group Life
Insurance Plan on behalf of all eligible employees as determined
by the terms of the Plan. The Employer agrees that its share in
the costs of the plan inclusive of any Employment Insurance
rebate that would otherwise be payable to the employee, will be
the first twenty-five thousand dollars ($25,000.00) of insurance
for each covered employee. This amount will satisfy the full
rebate amount due to employees from Employment Insurance.

Pension Contributions

A) It shall be mandatory that all employees become members and
contribute to the Public Employees Pension Plan.

B) For all employees, contributory earnings for pension purposes
shall be based on gross regular salary plus supplementary
earnings except overtime, professional fees, severance pay,
career assistance and group life taxable benefit.

C) The employee and Employer contributions shall be 7.6% of gross
regular salary for employees in the Public Employees Pension
Plan. For employees in the Public Service Superannuation Plan
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15.10.3

15.10.4

15.10.5

15.11

the employee and Employer contributions in the Public
Employees Pension Plan shall be 2.6%

Effective October 4, 2020, the employee and Employer
contributions shall be 8.6 % of gross regular salary for employees
in the Public Employees Pension Plan. For employees in the
Public Service Superannuation Plan the employee and Employer
contributions in the Public Employees Pension Plan shall be
3.6%.

Health and Dental Benefits LOU

A) The Parties agree to provide Health and Dental Benefits in
accordance to the Health and Dental Benefits LOU until
October 1, 2020 or such earlier date as agreed to by the
parties, at which time Article 15.10.4 and Article 15.10.5 shall

apply.
Core Dental
A) The Employer will provide a Core Dental Plan, the benefits

of which shall be consistent with those contained in the 3S
Providers Core Dental Plan.

Extended Health and Enhanced Dental Plans

A) The Enhanced Dental Benefits Plan and the extended
Health Plan shall be funded by eHealth at an annual rate of
3.1% of straight time annual in-scope payroll.

Maternity/Legal Adoption/Parental Leave Supplement to
Employment Insurance Benefit

A) The Employer agrees to provide employees on Maternity Leave
with a top-up of Employment Insurance Maternity Leave Benefits
to 95% of regular salary for the first seventeen weeks of
Employment Insurance Maternity Leave Benefits. The
seventeen-week period will include the one-week waiting period.

B) The Employer agrees to provide employees on legal adoption or
parental leave with a top-up of Employment Insurance Parental
Leave Benefits to 95% of regular salary for up to seventeen
weeks. The seventeen-week period will include the one-week
waiting period.

C) In the event the Government of Canada changes the
duration employees can receive Employment Insurance (El)
payments (i.e. from one year to eighteen months) while on
Maternity/Legal Adoption/Parental leave, the Employer will
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ARTICLE 16

16.1

not incur any additional cost to the current practice of
paying top-up.

D) If the employee applying for benefits has a partner who is
employed by the Employer and who will be applying for benefits
under the Maternity/Legal Adoption/Parental Leave Supplement
to Employment Insurance Benefit Program (ie. combined
benefits):

1.

Each partner must advise the Employer, in writing, with
respect to the portion of the seventeen weeks for which
each will be requesting a payment; and

The total SUB benefit available to both partners is
seventeen weeks.

E) Employees receiving benefits under this article will be required to
sign a promissory note for a return service commitment for the
same number of weeks that top-up is received.

VACATION

A) A Permanent employee shall be entitled to and is required to
take, vacation leave with pay subject to approval of the Employer
and subject to the following provisions:

Service for Vacation

A) Years of service to determine vacation entitlement shall include
the following:

1.

service with eHealth, Government of Saskatchewan, any
Board, Commission or Crown Corporation of the
Government, Saskatchewan Health Authority and
Affiliates, Saskatchewan Association of Health Care
Organizations (SAHO), Boards of Education in
Saskatchewan, Saskatchewan School Board Association,
Saskatchewan Universities, all SGEU Bargaining Units, and
service as a paid staff member of the SGEU,

i)  the onus shall be on the employee to inform the
Employer of any previous service under this article;

after completing ten years’ service with the Employer,
pensionable employment and/or war service credited under
The Public Service Superannuation Act will be counted for
vacation service

Permanent Part-Time employees shall earn service for the
purpose of determining vacation entitlement on the same
basis as Permanent Full-Time employees;

time spent on definite leave.
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16.2

16.2.1

16.2.2

16.2.3

Vacation Entitlement

Permanent Full-Time

A)

B)

Permanent Full-Time employees shall be granted vacation based
upon the years of service they will have completed in the fiscal
year. Vacation entitlements shall be advanced to Permanent Full-
Time employees at the beginning of each fiscal year.

Vacation entittlement shall be as follows:

Up to 7 years service 15 days per year prorated

for partial years

8 - 14 years service 20 days per year prorated

or partial years

15 - 21 years service 25 days per year

prorated for partial years

22+ years service 30 days per year

prorated for partial years

Permanent Part-Time

A)

B)

Term

A)

Upon request, Permanent Part-Time employees shall be allowed
to draw upon their vacation entitlement for the fiscal year in
advance. The maximum advance will generally be based upon
the percentage of hours worked in the previous fiscal year.

Employees shall have their vacation entitlement calculated as per
16.2.1 B) and prorated based on time worked.

Term employees shall have their vacation entitlement calculated
in accordance with Article 16.2.1 B) and shall receive vacation
pay in accordance with the following table:

Vacation Entitlement Vacation Pay

Fifteen (15) days 6% of total earnings
Twenty (20) days 8% of total earnings
Twenty-five (25) days 10% of total earnings
Thirty (30) days 12% of total earnings

NOTE: For the purposes of this Article, “total earnings” include
the vacation payment. For administrative purposes, to facilitate
the payment of vacation pay, the percentages will be as follows:

> 6.36% - fifteen (15) days
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16.3

16.4

16.5

> 8.64% - twenty (20) days
> 11.00% - twenty-five (25) days
> 13.44% - thirty (30) days

Vacation Pay On Supplementary Earnings

A)

All employees shall earn vacation pay on supplementary
earnings in accordance with Article 16.2.3.

Special Northern Leave

A)

B)

C)

D)

Employees who complete one year of service and are entitled to
NDA benefits shall be entitled to an extra week’s vacation
(Special Northern Leave) in addition to their regular vacation
entittement. The extra week’s vacation will have been earned at
the end of each fiscal year and will be prorated based on the
percentage of hours worked.

The extra leave must be taken in the year following that in which
it was earned. Notwithstanding, the accumulated leave credit
may be carried over to the next year entirely at the discretion of
the employing ministry.

Where an employee has completed one (1) year in a designated
area and is superannuated, resigns or is dismissed within one (1)
year following completion of the said year and has not taken the
earned vacation leave, he shall be paid in lieu. In the event of
death, payment shall be made to the estate.

The leave benefit will be prorated when an employee moves to a
non-benefit area as a result of involuntary transfer, promotion or
Employer sponsored educational leave, at which time the benefit
shall be payable.

Other Vacation Provisions

A)

B)

C)

Every effort will be made to permit the taking of vacation leave
between May 1 and October 31 in each year. Vacation leave
shall be rotated to ensure equality regardless of seniority, unless
mutually agreed to by the parties.

An employee, who leaves the service during the fiscal year, shall
be paid for unused earned vacation leave at the rate of pay
applicable to such employee on their termination date.

A Permanent Full-Time employee shall be entitled, once a year,
to salary in advance for their vacation.
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D)

E)

F)

G)

H)

J)

A Permanent Part-Time employee shall be entitled, once a year,
to request an advance of up to an amount of earned but unused,
vacation credits.

Employees in C and D above shall request the advance in writing
to their immediate supervisor not less than seventeen (17)
working days before the commencement of their leave.

Payment shall be made on the morning of the workday preceding
the first day of their vacation leave.

Employees leaving the service upon retirement at age sixty-five
(65) or with thirty-five (35) years of service shall be entitled to pay
in lieu of their full vacation entitlement for that year.

Employees shall be entitled to carry over up to five (5) days
vacation into the next fiscal year. In special circumstances, or
certified iliness, the Employer may approve the carryover of up to
an additional five (5) days of vacation.

Where the Employer finds it necessary to restrict vacation leave
in whole or in part, the employee shall be entitled to receive pay
in lieu or to take the leave at another time. If the employee had
entered into financial commitments (e.g. deposit on travel
arrangements) in connection with vacation leave, which had been
approved and then, restricted, and is unable to cancel such
commitment without charge, they shall be reimbursed to the
extent of their financial loss. Such reimbursement shall be
dependent upon submission of documentary evidence,
satisfactory to the Employer, in respect of the disbursement and
its non-recoverability or non-transferability.

An employee leaving the service who has been granted more
vacation leave than is due them shall have such overpayment
deducted from any monies owing them by the Employer,
calculated on the basis of salary in effect at the date of
termination.

If the reason for an employee’s separation from the public service
is the employee’s death, no amount respecting vacation leave
credits is to be deducted from any monies owing them by the
Employer.

When a designated holiday falls within an employee’s vacation
leave period, they shall not be charged vacation leave for that
day.

ARTICLE 17 SICK LEAVE, PRESSING NECESSITY AND FAMILY/ PERSONAL

LEAVE
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17.1

17.2

17.3
1731

17.3.1.1

17.3.1.2

Sick Leave

A)

Sick leave is intended to be used when an employee is sick as
defined below. The purpose of sick leave is to maintain salary
and benefits when an employee is ill. It is not intended to be used
simply as an opportunity to take time off work. Sick leave is
cumulative and should be used when necessary, and with
discretion, in order to ensure that it is available in sufficient
amounts when an employee requires it.

Definition of Sickness

A)

Sickness shall include sickness within the usual meaning of the
term, as well as preventative medical and health treatments, and
shall include illness or injury other than accidental illness or injury
arising out of, and in the course of, employment with the
Employer with the following exceptions:

1. Advances or Loans — Third Party Liability

If an employee is in an accident entitling them to damages
from a third party, the Employer may authorize advances or
loans to the employee to be repaid out of the damages, if
any, recovered by the employee from the third party.

2. Employer Right to Allow Sick Benefits

The Employer reserves the right to determine whether an
employee shall be allowed sick leave benefits when their
disabilities are the result of engagement in criminal
activities.

Sick Leave Eligibility

General

Coming From Boards, Commissions or Crown Corporations

A)

Employees coming from Public Service, Boards, Commissions
or Crown Corporations of the Government of Saskatchewan shalll
be allowed to transfer their accumulated sick leave credits upon
providing proof of their entitlement.

Drawing on Future Sick Leave Credits

A)

The Employer may allow an employee to draw on their future
sick leave credits to a maximum of thirty (30) days. If the
employee terminates employment or retires, any overdrawn
amount owing will be recovered.
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17.3.1.3

17.3.1.4

17.3.1.5

17.3.1.6

17.3.1.7

17.3.2

If the reason for an employee’s separation is the employee’s
death, no amount respecting sick leave credits is to be deducted
from any monies owing them by the Employer.

Reimbursement of Overdrawn Sick Leave Credits

A) Where an employee is overdrawn on sick leave, up to one-half
(%2) of the current year's entitlement shall be applied against the
overdrawn amount and any sick leave credits available at the end
of the fiscal year shall be applied to the overdrawn balance.

Reinstatement of Sick Leave Credits

A) Upon written application, a Permanent employee who has had a
break in service with the Employer and returns to work for the
Employer within three (3) years from the break in service, shall
be credited with all accumulated unused sick leave they were
credited with prior to the break in service. The three (3) year
period shall not include time spent on the re-employment list.

Exceeding the Sick Leave Benefits

A) An employee leaving employment that has overdrawn their sick
leave shall have deducted from any monies owing them by the
Employer an amount calculated on the basis of the number of
days sick leave overdrawn at the rate of salary on separation.

lliness During Vacation Leave

A) An employee whose vacation leave is interrupted by illness or
injury that requires hospitalization for a period of two (2)
consecutive days or more shall, upon request, have such period
of hospitalization charged against available sick leave credits.
The employee will be required to provide medical evidence of
such confinement.

B) Notwithstanding the above, in exceptional instances an employee
may request that sick leave be substituted for vacation leave
when the employee is incapacitated due to illness or injury prior
to or during vacation leave. The employee shall provide medical
documentation to substantiate the request.

Designated Holiday During Sick Leave

A) Designated holidays occurring when an employee is on sick
leave shall not be charged against the employee's sick leave
credits.

Permanent Full-Time

80



17.3.2.1

17.3.2.2

17.3.2.3

17.3.3

17.4

17.4.1

Under Three (3) Months of Service

A)

Probationary Full-Time employees with less than three (3)
months service shall be allowed five (5) days of sick leave.

Three (3) or More Months of Service

A)

Probationary/Permanent Full-Time employees with three (3) or
more months service shall, at the beginning of the fiscal year, be
credited with fifteen (15) sick leave days. Sick leave shall be
earned on the basis of one and one-quarter (1%4) days for each
month of service. Any unused sick days shall be accumulated
from year to year.

Partial Month

A)

Employees shall earn sick leave in a partial month worked as
follows:

Annual sick leave credit (15 days) / 12 months / calendar days
in a month x calendar days of work in the month = sick leave
days earned.

Permanent Part-Time and Term

A)

B)

C)

Permanent Part-Time and Term employees shall earn and
accumulate sick leave on the same basis as the partial month
calculation for Permanent Full-Time employees.

Notwithstanding the foregoing, employees shall accumulate no
more than one hundred and twenty (120) hours of sick leave
credits per fiscal year.

Probationary Part-Time and Term employees with less than three
(3) months services may be allowed advanced sick leave at the
discretion of the Employer.

Use of Sick Leave

Reporting Sickness

A)

B)

An employee who is sick shall inform their immediate supervisor
before the hour they are to report for work. Where the employee
requires a replacement worker, they shall notify their supervisor
at least one (1) hour prior to their start time.

An employee who fails to inform their supervisor of their

intention not to report for work shall be considered absent without
leave. Except where in the opinion of the Employer extenuating
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17.4.2

17.4.3

17.5

C)

circumstances exist, a deduction in pay may be made equivalent
to the pay the employee would have received.

All employees shall be eligible for sick leave benefits if they
indicate they are unfit for work due to sickness after they are
called or scheduled to report for work, or anytime prior to the
commencement of the shift, provided they have accumulated sick
leave credits. This would not include shifts which would
represent an overtime situation.

Use At Lay-off or Recall

A)

B)

C)

An employee who becomes ill prior to receiving notice of
permanent lay-off and whose iliness has not ended prior to the
date of lay-off shall be able to use their sick leave accumulation
up to a maximum of seventy-five (75) days from their date of
illness, subject to medical verification. This provision shall also
apply when the Employer gives the notice two (2) or more
months prior to the date of lay-off.

Employees shall accumulate seniority for time spent on sick
leave after the date of lay-off.

An employee who becomes ill after receiving notice of permanent
lay-off and whose illness has not ended prior to the date of lay-
off, shall be eligible to use their sick leave accumulation only to
the date of lay-off.

Proof of lliness

A)

B)

The Employer may require an employee to provide a physician’s
certificate and the Employer will be responsible to pay the cost.

The Employer reserves the right to call for an examination by a
physician selected and paid for by the Employer.

Pressing Necessity and Personal/Family Responsibilities

A)

B)

Leave for Pressing Necessity is drawn from an employee’s sick
leave balance and may be used for emergent and
compassionate leave situations in accordance with the Collective
Agreement and Employer’s policy on Pressing Necessity.

Personal/Family Leave is also drawn from an employee’s sick
leave balance and is to be used for carrying out a personal or a
family responsibility within the context of today’s societal
demands and pressures. These responsibilities include matters
where the employee has an obligation or duty and where they
may be held accountable or answerable in some manner if the
obligation is not met. This leave does not apply to purely
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C)

D)

E)

discretionary personal or family matters. The individual
employee’s judgment should be tempered with good faith
reasoning and an understanding that if abused the ability to take
time off with pay for important personal or family responsibilities
may be denied.

The usage of these paid leaves is restricted to a portion of the
employee’s accumulated sick leave balance due to Federal
Government Employment Insurance Regulations. By complying
with these regulations we significantly reduce the cost of Group
Life Insurance Premiums to individual employees.

In order to meet the Employer’s need of running an effective,
efficient work environment there needs to be a balance between
personal/family responsibilities and service delivery to the public.
Employees should provide reasonable notice when they intend to
utilize personal/family leave in order to minimize the negative
effect on service delivery.

Pressing Necessity and Personal/Family Leave shall be
administered as follows:

1. an employee who maintains a minimum of seventy-five (75)
sick leave credits may be permitted by the Employer to use
sick leave credits for pressing necessity, and to a maximum
of five (5) days per fiscal year for personal/family
responsibilities;

2. an employee with less than seventy-five (75) sick leave
credits may be granted up to three (3) days sick leave by
their immediate supervisor to be used for pressing necessity
or personal/family responsibilities, cumulative from year to
year until a minimum of seventy-five (75) sick leave credits
have been accumulated (and subject to using a maximum of
five (5) days per fiscal year for personal/family
responsibilities);

3. an employee with less than seventy-five (75) sick leave
credits who requires leave with pay in excess of permitted
limits, may be granted an advance to a maximum of three (3)
sick leave credits (subject to using a maximum of five (5)
days per fiscal year for personal/family responsibilities). This
advance shall be charged against the employee's sick leave
credits in the following year;

4. unless there are unusual circumstances, leave for
personal/family responsibilities should be utilized one day at
atime;
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ARTICLE 18
18.1

18.1.1

18.1.1.1

5. leave with pay for pressing necessity or personal/family
responsibilities shall be granted in response to verbal
requests provided that a written request shall be submitted
after the leave has been granted,;

6. requests will be granted by the immediate supervisor to an
extent considered to be fair and reasonable and in
accordance with the Employer’s policies and preamble
above;

7. the Employer reserves the right, in exceptional cases, to
request evidence from the employee that the leave is for
matters of pressing necessity or personal/family
responsibilities. An explanation will be provided to the
employee where an employee is refused leave under this
article;

8. employees who are not eligible to access leave with pay for
pressing necessity or personal/family responsibilities from
sick leave credits, may use time-in-lieu, vacation leave,
banked EDOs or other leave provisions;

9. if paid leave is not available, leave of absence without pay
may be granted by an employee's immediate supervisor for
reasons of pressing necessity or personal/family
responsibilities.

LEAVES OF ABSENCE

Mandatory Leave

Definite Leaves of Absence Without Pay

Upon written application, definite leaves of absence without pay shall
be granted for:

Maternity

A) An employee who is currently employed and has been employed
for at least thirteen (13) weeks in the fifty-two (52) weeks
immediately preceding the leave and who makes application at
least one (1) month in advance of the estimated date of
confinement and provides a medical certificate certifying they are
pregnant shall be granted leave consisting of a period up to and
including twenty-four (24) calendar months subject to the
following conditions:

1. an employee shall not be dismissed or laid off solely
because they are pregnant or has applied for maternity
leave;
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2. where the pregnancy of the employee and/or requirements
of post-natal care would reasonably interfere with the
performance of their duties, the Employer may require the
employee to take a period of leave not to exceed two (2)
months immediately prior to the estimated confinement date
and/or two (2) months immediately subsequent to the date
of birth;

3. with the consent of the Employer an employee shall be
entitled to return from maternity leave in advance of the
expiry of the leave; and

4. employees may be entitled to sick leave provisions in
accordance with Article 17

5. employees may be entitled to Maternity Leave top-up
provisions in accordance with Article 15.11.

18.1.1.2 Parental Leave or Legal Adoption

A)

An employee who is currently employed and has been employed
for at least thirteen (13) weeks in the fifty-two (52) weeks
immediately preceding the leave and who makes application at
least one (1) month in advance of the requested commencement
date shall be granted leave up to twenty four (24) months. The
leave may be granted not more than six (6) weeks preceding the
estimated date of birth or legal adoption and end not later than
twenty four (24) calendar months after the actual date of birth or
legal adoption.

18.1.1.3 Prolonged Iliness

A)

An employee suffering prolonged illness shall, on application, be
granted definite leave of absence as follows when all sick leave
credits have been expended:

Subject to Article 23:

i) Employees suffering from prolonged illness shall, upon
request, be placed on a leave of absence.

1)) The Employer shall not permanently fill the employee’s
position for a period of twenty-four (24) calendar months
while the employee is on leave of absence for prolonged
illness. The employee shall be entitled to return to their
home position. If it is determined the employee will not be
able to return to their home position, the parties may waive
the twenty-four (24) month provision, allowing the position
to be filled permanently. At the completion of the twenty-
four (24) calendar month definite leave, the employee shall
be placed on an indefinite leave of absence. In
circumstances where medical information supports a return
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18.1.2

18.1.2.1

18.1.2.2

i)

iv)

to the employee’s position in the immediate future the
parties may agree to extend the definite leave of absence
beyond twenty-four (24) months.

Subiject to written authorization from the employee, the
Employer shall make available, where reasonable,
information it may have which would facilitate the
application of an employee who is ill, injured, or disabled,
for any benefit or payment to which the employee is
lawfully entitled.

The Joint Rehabilitation Committee shall be responsible for
developing and updating the Rehabilitation Placement
Process for employees as outlined in Article 24.3.

Definite Leaves of Absence With Pay

Definite leaves of absence with pay shall be granted for:

Union Business

A) The Employer agrees employees will from time to time require
leave of absence for Union business. The parties recognize
Union leave is integral to harmonious relations, and of benefit to
both parties.

B) Employees on leave for Union business shall be compensated on
the same basis as a normal workday.

C) Definite leaves of absence with pay shall be granted subject to
reimbursement by the Union and in accordance with the following
provisions:

the employee is on authorized Union Leave,

the employee requests leave for Union business in writing.
Verbal notice is acceptable in unusual circumstances;

leave shall not unreasonably interfere with the operation of
the Employer nor shall it be unreasonably withheld;

the Union agrees to provide the Employer forty-eight (48)
hours notice of request for Union leave, except in unusual
circumstances; and

upon reasonable notice to the Employer, the employee shall
be able to return to their position, prior to the expiration of
the approved leave, provided the return does not result in
additional expenditures to the Employer.

The following provisions shall apply to definite leaves of absence
with pay granted for union business:

86



B)

C)

The Employer will continue to provide the regular
earnings and make all normal deductions during such

leave.

Employees shall continue to accumulate and be entitled
to access all benefits and seniority rights.

For the purpose of determining overtime entitlement for
employees working on an averaging period basis,
approved leave of absence with pay for union business
shall be credited as averaging period hours subject to
the following:

i)

For Field Employees - to a daily maximum of
eight (8) hours reduced by any hours actually
worked on that day.

For other employees - to a maximum of the
normal daily hours of work reduced by any
hours actually worked on that day.

2. Union to Reimburse the Employer:

The Union will reimburse the Employer for the full cost of
Union Leave as follows:

A)

B)

For the first thirty (30) consecutive calendar days or

less:

i)

Designated Holidays (where the employee is on
Union business on both the working day
preceding and following the designated
holiday).

For the next sixty (60) consecutive calendar days or

less:

i)

Designated Holidays (where the employee is on
Union business on both the working day
preceding and following the designated
holiday);

Employment Insurance;
Canada Pension Plan;
Vacation Leave; and
Superannuation.

. For leave in excess of ninety (90) consecutive

calendar days:

i)

Designated Holidays (where the employee is on
Union business on both the working day
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18.1.2.3

18.1.2.4

18.2

preceding and following the designated
holiday);

i) Employment Insurance;
iii) Canada Pension Plan;

Iv) Vacation Leave;

V) Superannuation; and

Vi) Sick Leave Accumulation

An employee who is elected or appointed to a full time position in
any of the bodies to which the Union is affiliated or accepts a paid
staff position with the Union may be granted definite or indefinite
leave without pay. During such leave the application of benefits
shall be in accordance with benefits under this section, excepting
that an employee shall continue to earn seniority under this
agreement for a period of up to two (2) years.

An employee who holds a full-time elected SGEU position may be
granted definite or indefinite leave without pay. During such leave,
application of benefits shall be in accordance with Article 18.4,
excepting that seniority shall be granted for the full period of the
leave.

Leave to Act as a Union Representative on Staffing Panel

A) Employees shall be allowed leave with pay, subject to
reimbursement by the Union, while acting as a Union
representative on Staffing Panels during normal working hours.

Medical Donor Leave

A) An employee who is donating an organ or bone marrow shall
be granted time off with pay. The employee shall be granted
leave with pay for the period required for the donation and
recuperation as approved by a medical physician.

B) Employees may be granted paid leave for blood product
donations in the same geographic location where they are
employed.

Discretionary Leave

A) Leaves of absence are intended to provide employment security
for the employee while meeting the needs of the Employer.

When considering an application for a leave of absence, the
following principles shall be applied consistently and fairly:

1. beneficial to the employee and the organization;
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18.2.1

18.2.2

18.2.3

18.2.4

B)
C)

A)

B)

C)

2. used responsibly and in the public interest;
3. support the objectives of delivering quality services.

Requests for leave must be submitted in writing.

Reasons for denial will be provided in writing to the employee.

Definite Leaves Without Pay

Providing satisfactory arrangements can be made to
accommodate the work, an employee may be granted a definite
leave of absence without pay for up to one year.

An employee after having received a definite leave may request
additional leave(s) consecutive with each other. The first leave
and the additional consecutive leaves shall not total a period
greater than two (2) years.

Notwithstanding the above, where the leave is for the purpose of
working in a Term assignment with the Employer, the request can
be for the length of the Term assignment.

Employee Accompanying Spouse

A)

B)

A Permanent employee accompanying their spouse who has
been relocated, may request one of the following:

1. definite leave of absence without pay up to a maximum of
twelve (12) months; or

2. name placed on the Re-employment List for a period of
three (3) years.

If the employee has not been successful in obtaining alternate
employment by the end of the leave or at the end of the three (3)
year period on the re-employment list, they will be deemed to
have resigned.

Involuntary Transfer - Transfer Not Accepted

A)

B)

If a Permanent employee is being involuntarily transferred and
they do not accept the transfer, a leave of absence without pay
may be granted for a period of up to one (1) year.

During the period of leave, the employee shall only have rights to
apply for positions. If the employee has not been successful in
obtaining alternate employment by the end of the leave, they will
be deemed to have resigned. If the leave is granted, the
Employer may permanently staff the position.

Indefinite Leaves Without Pay
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18.3

18.4

A)

B)

C)

All employees, except Term, may be granted an indefinite leave
of absence without pay.

Employees on indefinite leave of absence shall be required to
apply for extensions annually, giving proof the original conditions
under which the leave was granted still prevail.

A Permanent employee granted an indefinite leave of absence
without pay shall, upon written request at the conclusion of the
leave, have their name placed on the appropriate re-employment
list.

Reinstatement from Definite Leave

A)

B)

C)

D)

An employee granted a definite leave of absence, with the
exceptions of involuntary transfer and prolonged iliness, shall, at
the end of the leave or at an earlier date agreed to by the
Employer, be reinstated in their position.

If the position of a Permanent employee was abolished during
their absence they shall be subject to the lay-off provisions.

If an employee's position was reclassified upward during their
absence, they shall be subject to the provisions applicable had
they been occupying the position at the time of its reclassification.

If the position was reclassified laterally or downward during their
absence, they shall elect one of the following alternatives:

1. have their name placed on the Re-employment List for up
to three (3) years for positions at the same classification as
the home position prior to the reclassification; or

2. to return to the reclassified position provided they meet the
minimum qualifications.

Benefits Earned While on Leaves of Absence Without Pay or Lay-

Off
A)

While on leave of absence without pay, education leave, deferred
salary leave, or lay-off (except for the period of seasonal lay-off
during the approved leave), employees shall be entitled to earn
benefits as follows:

1. For the first thirty (30) consecutive calendar days or less:

I) all benefits except any designated holidays which fall in
the period of leave.

2. For the period of leave from thirty-one (31) to ninety (90)
consecutive calendar days or less:

1)  sick leave; and
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ARTICLE 19

191

19.2

19.3

19.4

ii)  calculation of increment entitlements only.

3. For the period of leave after ninety (90) consecutive
calendar days:

i)  increments in accordance with the increments
provisions following leaves of absences without pay and
lay-off;

4. Seniority while on leave of absence without pay or lay-off
shall be earned in accordance with Article 8.1.

5. When leave of absence is for the purpose of accepting
other employment with the Employer, the Employer may
waive this clause and grant benefits of this agreement as is
deemed appropriate under the circumstances; and

6. The benefits provided under this article shall apply only if an
employee returns to work at the expiry of their leave unless
otherwise determined by the Employer.

EMPLOYMENT SECURITY

The parties agree to enhance the employment security of the members
of the bargaining unit and to work jointly to seek efficiencies and cost
savings in order to avoid job abolition.

In the face of possible job loss as a result of budgetary downsizing,
transfer of services (devolution), reorganization, or contracting out, the
parties agree to take the following measures as alternatives to job loss:

1. Union/Management Committee (UMC) to identify possible
alternative cost savings to avoid job abolition;

2. examine feasibility of retraining affected employees for available
jobs;
3. allow greater flexibility in redeployment provisions (the process

of using transfer and demotion in finding an alternate placement
within the Employer) prior to job loss;

4, seek alternate employment opportunities in the broader public
service.

The Employer agrees to operationalize any required downsizing through
the targeted restricted early retirement program, in place at that time, as
a first priority.

If the foregoing does not prevent job loss, the following shall apply to
Permanent Full-Time employees:
A) On Budgetary Downsizing

1. Downsizing through the targeted restricted early retirement
program in place at that time. If the downsizing objective
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B)

C)

D)

3,
4.

cannot be reached through early retirement, the parties will
meet to seek satisfactory resolutions to meet the required
goals.

Canvass employees to determine those who wish to access
leave of absences or voluntary resignation with access to
Career Assistance Options.

Bumping.
Access Career Assistance Options.

On Transfer of Services (Devolution)

1.

All possible options will be explored by the Employer to
maintain employment within the bargaining unit for those
employees that request it upon notification of a transfer of
services.

If transferred, the employee will have their name placed on
a re-employment list for three (3) years.

Employees' collective agreement transferred with
employees in accordance with Part VI Division 4 of The
Saskatchewan Employment Act.

Where the change to the job on transfer is tantamount to
job abolition, employees may choose to access leaves of
absence, voluntary resignation and access Career
Assistance Options rather than accept employment with the
new Employer.

On Contracting Out

1.

Where job loss occurs as a result of employer initiatives, the
parties may explore retraining or redeployment
opportunities including within the public service as an
alternative.

Reorganization

1.

Any downsizing as a result of reorganization will occur
through the targeted restricted early retirement program, in
place at that time, as a first priority.

Affected employees will be retrained to meet new
organizational needs, if at all possible.

Canvass employees wishing to access leaves of absence,
or voluntary resignation and access Career Assistance
Options.

Bumping.
Access Career Assistance Options.
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19.5

Career Assistance Options

A)

Permanent Full-Time employees whose jobs are abolished and
who access the re-employment list or, who resign and accept
severance, may access the Career Assistance Options. The
maximum value of Career Assistance shall be five-thousand
dollars ($5,000) calculated on the basis of one-thousand dollars
($1,000) for every two (2) years of service, prorated for partial
years.

1.

Employees may elect one or more of the following
assistance options to a maximum value of five-thousand
dollars ($5,000). Employees on the re-employment list may
elect one (1) or more of options (i) through (iii).

)

Career Counseling and Job Placement

Career counseling and job placement to a maximum of
five-thousand dollars ($5,000) will be provided by any one
of a number of companies and can be accessed for one
(1) year from the date the employee's position is
abolished.

Career counseling and job placement services include
assessment, resume writing, interview coaching, job
search techniques, office support and expenses
associated with attending interviews.

Employees must notify the Employer of their intention to
access career counseling and job placement services
and indicate the type of service desired.

The Employer will liaise with the selected company to
refer the employee, and establish a defined credit
account for the employee.

The selected company will invoice the Employer for all
out-placement services provided.

Retraining Assistance

Retraining assistance to a maximum of five-thousand
dollars ($5,000) will be provided in the form of payment of
tuition fees at any Saskatchewan educational institute.
Approval to attend an out of province program may be
provided by the Employer on an exceptional basis,
based on individual circumstances.

Employees will be able to access retraining assistance
over a three (3) year period commencing the date the
employee's position is abolished.

Upon notification by the employee of the educational
institution they will be attending, the Employer will advise
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19.6
19.6.1

19.6.1.1

ii)

the educational institute to invoice the Employer for
tuition fees incurred by the employee.

Saskatchewan Relocation Assistance

Relocation assistance to a maximum value of five-
thousand dollars ($5,000) will be administered in
accordance with the provisions of the current relocation

policy.

Relocation assistance will be limited to in-province
relocation expenses.

Employees may access the relocation assistance over a
one (1) year period commencing the date the employee's
position is abolished.

Career Adjustment Assistance

Career adjustment assistance to a maximum of five
thousand dollars ($5,000) will be provided on a
reimbursement basis for expenses employees incur in
pursuing alternative employment opportunities.

Employees may access Career Adjustment Assistance
over a one (1) year period commencing the date the
employee's position was abolished.

Expenses that would be considered for reimbursement
include business start-up costs, travel, etc.

Enhanced Severance

Enhanced Severance calculated on the basis of one (1)
week's salary for every year worked to a maximum of five
(5) weeks or three-thousand dollars ($3,000) will be
provided to employees who elect to resign and access
Career Assistance. Enhanced Severance shall be the
lesser of five (5) weeks or three-thousand dollars
($3,000).

Position Abolishment

General Provisions

Notice of Position Abolishment

A)

B)

The Employer will inform the Union as far in advance as possible
of any impending lay-offs and position abolishments. Written
notice of at least sixty (60) calendar days shall be given to any
employee whose position is to be abolished.

Where a significant number of job abolitions are planned, the
employer will meet with the Chair of the bargaining unit as far as
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19.6.1.2

19.6.1.3

19.6.1.4

C)

possible in advance of the job abolition notices being delivered to
discuss the planned changes.

Upon notification to the union of position abolishment(s), the
Chair of the bargaining unit (or designate) may request the
rationale for position abolition. The employer will contact the
Chair of the bargaining unit to discuss the rationale.

Notice to Exercise Bumping Rights

A)

B)

C)

As closely as possible, bumping is intended to maintain an
employee’s salary rate and classification level, location, duties
and responsibilities.

An employee who intends to exercise their bumping rights shall
indicate their intention in writing within five (5) working days of
receipt of notice of the position abolishment. Permanent
employees shall provide notice to the employer.

An employee who fails to indicate an intent to bump, within the
five (5) working days, shall be deemed to have opted to go on
lay-off, or they may resign and receive severance pay.

Bumping Time Frame and Salary Continuance

A)

B)

Every effort will be made to complete the bumping process prior
to the position abolishment date, but in no event will the
employee be retained in the position beyond that date.

Notwithstanding the above, any Permanent Full-Time employee
who fails to retain employment through the bumping process by
their date of lay-off and who should be able to retain employment,
shall be provided with salary continuance until their placement in
a new position.

Acceptance of an Offer of a Position

A)

B)

An employee will have three (3) working days, not including the
date of offer, to consider the formal offer of a position made as a
result of exercising their bumping rights. If the employee does
not accept the offer of the position within the three (3) working
days, they will be deemed to have declined the offer.

For Permanent Full-Time employees, the following shall apply:

1. if an employee does not accept an offer of a position in the
mandatory stage of bumping, they will be deemed to have
resigned. Notwithstanding, such an employee will still be
eligible for severance pay or to access retirement programs
currently in place;
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19.6.1.5

19.6.1.6

19.6.1.7

19.6.1.8

2. if an employee does not accept an offer at the optional
stage of bumping, they will be placed on lay-off or may
resign and receive severance pay or access retirement
programs currently in place.

C) For Permanent Part-Time employees, the following shall apply:

1. if an employee declines an offer of a position in their own
occupation, classification level and work unit, they will be
deemed to have resigned and receive severance pay,

2. if an employee declines an offer of a position in a lower
classification level within their work unit, they will be placed
on lay-off or they may resign and receive severance pay.

Rights of Bumped Employees

A) A Permanent employee who was bumped shall have bumping
rights. However, the sixty (60) day written notice requirement
does not apply.

Position Abolishment During A Subsequent Probationary Period

A) A Permanent Full-Time employee on subsequent probation
whose position is abolished shall have the right to revert to their
former position as per the reversion provisions.

B) A Permanent Part-Time employee on subsequent probation
whose position is abolished shall be offered available work for
which he is qualified.

Time to Adjust in New Position

A) Permanent employee, who, as a result of a reduction in staff,
assumes a new position, shall be allowed the minimum of the
probationary period for that occupation to familiarize himself with
the new duties.

B) If, during the familiarization period, the parties determine that the
bump was inappropriate, options will be reviewed with the
employee and Employer to resolve the issue with the last resort
being a return to the bumping process to determine a more
appropriate bump.

Placing Names on Re-employment Lists as a Result of Position
Abolishment

A) Re-employment provisions in the Collective Agreement apply,
unless otherwise specified below.
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B) Employees may have their name placed on re-employment lists,
for an unbroken period, not to exceed three (3) years, as follows:
1. Permanent Full-Time employees on the Permanent Full-
Time Re-employment list;
2. Permanent Part-Time employees on the Permanent Part-
Time Re-employment List.
C) As a result of position abolishment, employees may have their
name placed on appropriate re-employment lists as follows:
1. After electing to go on lay-off.
2. After a Permanent Full-Time employee refuses an offer of a
bump at the Optional Stage.
3. After a Permanent Full-Time employee accepts an offer of a
downward bump at the Optional Stage.
4. After electing to bump and no bump option is available.
The three (3) year period shall commence from the date
when the search for bumping options for that employee has
been exhausted as determined by the Employer.
5. After a Permanent Part-Time employee declines an offer of
a position in a different occupation, in the same or different
classification level.
19.6.1.9 Re-employment Provisions for Employees Affected by Position

Abolishment

A)

B)

Callbacks from the Re-employment List

A Permanent Full-Time employee on a re-employment list shall
be entitled to three (3) callbacks and will have their name
removed from the list following rejection of the third callback.

A Permanent Part-Time employee on a re-employment list shall
be entitled to two (2) callbacks and will have their name removed
from the list following rejection of the second callback.

Voluntary Demotion While on the Re-employment List

A Permanent Full-Time employee who, while on the re-
employment list, takes a voluntary demotion will have their name
remain on the appropriate re-employment list for the higher
classification levels for the balance of the three (3) year period.

A Permanent Part-Time employee who, while on the re-
employment list, takes a voluntary demotion will have their name
remain on the appropriate re-employment list for the higher
classification levels until such time as they complete the
equivalent of a subsequent probationary period in the lower level
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position or for the balance of the three (3) year period, whichever

is shorter.
19.6.2 Permanent Full-Time Employees
19.6.2.1 Options Upon Position Abolishment

A) A Permanent employee whose position is abolished shall have
the right to access one (1) of the following options upon written
application:

1. bumping rights on the basis of total seniority;

2. to go on lay-off and exercise re-employment rights;

3. toretire, if eligible;

4. toresign and receive severance pay;

5. indefinite leave of absence without pay at the conclusion of
which an employee may elect to a) resign with severance,;
or b) retire, if eligible; or c) go on lay-off and exercise re-
employment rights.

19.6.2.2 Bumping Order

A) The Employer shall determine the occupations and positions to
which an employee is qualified to bump. Upon written request,
the Employer shall supply written rationale for its decision.

B) Bumping rights shall be exercised as set out below. Bumping
shall cease when an employee is made an offer at the mandatory
stage or accepts an offer, or fails to bump.

C) Bumping shall be exercised in the following order within each
stage of the process:

first: A Permanent Full-Time position designated by the
Employer as vacant;

second: A Permanent Part-Time or Term employee
encumbering a vacant permanent full-time position;

third: An employee on initial probation in a Permanent Full-
Time position with the least service;

fourth:  The Permanent Full-Time employee with the least total
seniority.

19.6.2.3 Mandatory Bumping Stage

A) First: in the employee's own occupation at the same
classification level, and own locality.
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B) If the employee is not offered a position through the mandatory
stage, they shall choose one of the following:

1. proceed to the optional stages; or

2. go on lay-off as per initial notice; or

3. resign and receive severance pay; or

4. access retirement programs; or

5. go on indefinite leave of absence without pay.
19.6.2.4 Optional Bumping Stage

A) An employee accessing the optional stages of the bumping
process shall be offered, if available, a choice of two (2) bumping
options:

Location Maintenance

In order to maintain an employee’s location, an employee will be
offered the first available bumping option the Employer has
determined the employee to be qualified for. The bumping option
will be offered in the following order:

1. to bump within their own locality:
i) laterally,
ii)  downward,

Salary Maintenance

In order to maintain an employee’s salary as closely as possible,
an employee will be offered the first available bumping option the
Employer has determined the employee to be qualified for. In no
case shall an employee bump into a higher classification level.
The bumping option will be offered in the following order:

1. to bump laterally:
I) in their own locality;
2. to bump in the same occupation and classification level:
I) in another locality;
3. to bump laterally:
i) in another locality;
4, to bump downward:
i) in their own locality;
i) in another locality;

19.6.2.5 Employee Not Offered a Position
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If an employee is not offered a position after having proceeded through
all stages of bumping, they may go on the re-employment list or resign
and receive severance pay or access retirement programs or go on
indefinite leave of absence.

19.6.3 Permanent Part-Time Employees
19.6.4.1 Options Upon Position Abolishment

A) A Permanent employee whose position is abolished shall have
the right to access one (1) of the following options upon written
application:

1. bumping rights on the basis of total seniority;

2. to go on lay-off and exercise re-employment rights;

3. toretire, if eligible;

4. toresign and receive severance pay;

5. indefinite leave of absence without pay at the conclusion of
which an employee may elect to a) resign with severance,;
or b) retire, if eligible; or c) go on lay-off and exercise re-
employment rights.

19.6.4.2 Bumping Order

A) The Permanent Head shall determine the occupations and
permanent part-time positions to which an employee is qualified
to bump. Provided an employee is qualified, bumping shall be
exercised first within the employee's own work unit. If the
employee is not offered a position in their work unit, then
bumping rights may be exercised within eHealth. Bumping shall
cease when an employee is made an offer at any stage of the
bumping, or if the employee fails to bump.

B) Bumping shall be exercised in the following order:

first: To bump in the employee's own occupation and
classification level;

second: To bump other occupations in the same classification
level which they have been deemed qualified for;

third: To bump downward in other occupations they have
been deemed to be qualified for;

fourth: If the employee is not offered a position in their work
unit, they may proceed to bump within eHealth, or go
on the re-employment list or resign and receive
severance or go on indefinite leave of absence.
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19.6.4

19.6.5

ARTICLE 20

20.1

Term Employees

A)

Term employees have no bumping rights. Permanent employees
in Term positions shall revert to their home positions.

Employees on Initial Probation

A)

Employees that have not completed an initial probation who are
impacted by job abolition can request re-employment
consideration in competitions for positions. These employees will
be considered before external candidates. The other normal
processes associated with re-employment lists will apply.

DISCIPLINE, DEMOTION, DISMISSAL, TERMINATION &

RESIGNATION

Employees' Files

A)

B)

C)

An employee, upon request, shall be able to review their
employee file:

1.  An employee shall request access through the Human
Resource Service Team, to be arranged at a mutually
agreed time.

2. The Union shall have access to an employee’s file on the
employee’s written authorization.

3. The employee or Union representative is permitted to make
notes or copies from the employee’s file; however, the file
cannot be removed from the office.

4. An employee may request to add any pertinent information
to their file.

A copy of any document, other information, or record of formal
counselling sessions held in accordance with the Corrective
Discipline Policy placed on any employee's file which might, at
any time, be used for disciplinary action shall be supplied
concurrently to the employee and to the Union unless the
employee states in writing they do not want a copy sent to the
Union.

Disciplinary documents including documents in accordance to
Article 20.1 B) shall be removed from an employee's file after
two (2) years unless there are disciplinary documents or
documents in accordance to Article 20.1 B) of equal or greater
severity placed on the employee's file within the two (2) year
period. If the Employer requests that documents remain more
than two (2) years and the Union disagrees, the matter shall be
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referred to expedited arbitration. The employee will be informed
in writing when documents are removed.

D) An employee may make written request to the Employer to have
disciplinary documents removed from their file after one (1) year.
The onus will be on the employee to provide adequate reasons to
have the document(s) removed.

20.2 Dismissal For Cause Only

A) An employee shall not be dismissed without good and sufficient
cause to be stated in writing in the dismissal notice.

B) A copy of the dismissal notice given to any employee shall be
supplied, upon request of the employee, to the Union.

20.3 Notice of Termination of Employment, Demotion or Resignation

20.3.1 Termination of Probationary Employee

A) Except in the case of dismissal for misconduct, an employee
holding an initial probationary appointment in an occupation
from which their services are to be terminated shall be given
seven (7) calendar days notice of such termination provided
that, if such notice is not given, a sum equal to seven (7)
calendar days salary shall be paid to such employee in lieu of
notice. This payment shall be in addition to the payment in lieu
of earned vacation leave. The employer shall provide the
reasons in writing prior to their termination and an
opportunity to respond.

20.3.2 Termination of a Permanent Full-Time or Part-Time Employee

A) Notice in writing shall be given to any Permanent employee
whose services are to be terminated in the occupation in which
they hold permanent status provided that, if such notice is not
given, a sum equal to the notice period shall be paid to the
employee in lieu of notice. This payment shall be in addition to
the payment in lieu of earned vacation leave.

B) Except in the case of dismissal for misconduct, employees shall
be given notice of such termination as follows:

1. thirty (30) calendar days written notice, if their period of
employment is less than five (5) years;

2. six (6) weeks written notice, if their period of employment is
five (5) years or more but less than ten (10) years;

3. eight (8) weeks written notice, if their period of employment
is ten (10) years or more.
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20.3.3

20.3.4

20.3.5

20.3.6

Termination of Term Employees

A)

B)

Except in the case of dismissal for misconduct, an employee
holding a term appointment in an occupation from which their
services are to be terminated shall be given notice of such
termination as follows:

1. one (1) week’s written notice, if their period of employment
is less than one (1) year,

2. two (2) week’s written notice, if their period of employment
is one (1) year or more but less than three (3) years;

3. four (4) week’s written notice, if their period of employment
is three (3) years or more but less than five (5) years;

4. six (6) weeks written notice, if their period of employment is
five (5) years or more but less than ten (10) years;

5. eight (8) week’s written notice, if their period of employment
is ten (10) years or more.

If such notice is not given, the employee shall be paid in lieu of
notice. This payment shall be in addition to the payment in lieu of
earned vacation leave. Permanent employees in term
appointments shall revert to their home position.

Involuntary Demotion

A)

Thirty (30) calendar days notice shall be given to an employee
who is to be demoted involuntarily. Notice of intention to demote
shall be given to the employee in writing and shall set out in detail
the reasons therefore. A copy of this notice shall be supplied
concurrently to the Union.

Resignation by Employee

A)

Employees shall give the same notice of resignation as that
provided in Articles regarding notice of termination. An employee
who fails to give such notice shall be struck from the payroll
effective the date they absents themselves without leave. The
provisions of this clause may be waived by the Employer.

Union Representation

A)

The Employer will advise the Union prior to disciplining an
employee.

An employee who is to be given a letter of reprimand,
suspension, demotion or dismissal/termination, shall be
notified in writing of the purpose, the issue and the Union’s
assigned steward, where at all possible four (4) hours in
advance of the meeting, and shall be informed, in writing, of
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ARTICLE 21

21.1

21.2

21.3

their right to have a Union representative present at the
meeting. An employee who waives their right to Union
representation shall so indicate in writing.

An employee who is being interviewed as part of an
investigation shall be notified in writing of the purpose, the
issue and the Union’s assigned steward, where at all
possible four (4) hours in advance of the meeting, and shall
be informed, in writing of their right to have a Union
representative present at the meeting. An employee who
waives their right to Union representation shall so indicate in
writing.

GRIEVANCE PROCEDURES

Procedures for Submission of Grievances

A)

B)

C)

D)

E)

Every effort should be made to resolve problems through
dialogue at the local level prior to going to grievance. The parties
agree to ensure full explanation of issues during initial
discussions at the local level.

Individual grievances must be submitted by a steward,
Negotiating Committee member, or a Labour Relations Officer to
a designated supervisory official.

Group grievances must be submitted by a Union Labour
Relations Officer, elected representative or designate.

Policy and interpretation grievances must be submitted by the
Negotiating Committee.

Union staff may assist at any time during the grievance process.

Access to Grievance Procedure

A)

With the exception of a grievance which relates to a termination
of employment, access to the grievance procedure is limited to a
person who, at the date of initiating the grievance, is an
employee within the scope of this agreement.

Initiating a Grievance

A)

A grievance shall be effective upon receipt by the Employer’s
designate. A grievance must be initiated within thirty (30)
calendar days from the date on which the employee first became
aware of the alleged infraction. Notwithstanding, the thirty (30)
calendar day time limit shall not apply to those items included in
the agreement where the Employer has allegedly failed to apply a
specific benefit e.g.: vacation leave, sick leave, shift differential,
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21.4

21.5

etc. Inthese latter instances the time limit shall be one (1) year
after the date on which the alleged infraction first occurred. The
effective date of any necessary retroactive pay adjustments shall
be the date on which the infraction first occurred.

Advancing and Responding to Grievances

The parties shall be required to provide full disclosure at each step of
the procedure of all information available regarding the grievance.

A) Step 1 — Failing resolution of the problem through dialogue at the
local level, the grievance shall be submitted in writing to the
designated supervisory official, who shall render a decision in
writing within seven (7) calendar days of receipt. Either party
may request a meeting to discuss the matter at Step 1. A copy of
the grievance shall be submitted concurrently to the Employer
and the Union.

B) Step 2 — If settlement cannot be reached at Step 1, the Union,
within 14 calendar days of receiving the decision, may take up
the grievance with the Employer. If the grievance is advanced to
Step 2, the Union shall request a meeting between the parties
which shall be scheduled within 30 calendar days from the date
of the request.

The parties will approach each grievance or group of grievances
from the point of view of:

1. attempting to ascertain the facts and negotiate a resolution;

2. failing resolution by negotiation, the parties must agree to a
joint statement of facts; and

3. based on the joint statement of facts, recommend the
appropriate course of action to resolve the matter.

If settlement cannot be reached at Step 2, the Employer shall
render their decision in writing within 14 calendar days of receipt
of the grievance; or, 14 calendar days from the date of the
meeting, whichever is applicable.

C) Step 3 - If a settlement cannot be reached at Step 2, the Union,
within fourteen (14) calendar days after receiving the decision,
may apply for Arbitration.

D) Prior to advancing to arbitration, the parties may agree to access
alternate dispute resolution mechanisms. Further information on
dispute resolution options is contained in Letter of Understanding
98-2.

Time Limits
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A) The time limits set out in grievance procedures may be extended
by mutual agreement between the parties.

B) It is the desire of both parties to this Agreement to resolve
grievances in a manner that is just and equitable, and it is not the
intention of either the Employer or the Union to evade settlement
of disputes on a procedural technicality. However,
notwithstanding the forgoing, it is clearly understood that time
limits established herein re for the sake of procedural orderliness
and are to be adhered to. Should either party fail to adhere to the
time limits, the onus is on that party to show a justifiable reason
for its failure to adhere to such limits.

21.6 Grievance Administrative Procedures

A) The parties agree that grievances shall be dealt with at such
times as operational requirements permit.

B) The Employer will allow leave with pay for the grievor and a local
steward, or two (2) elected Union representatives if there is not
an individual grievor.

C) The Employer agrees to pay expenses as per the Collective
Agreement to the above representatives when a meeting is
convened by the parties.

D) The Employer shall grant leave with pay to one (1) grievor for
Arbitration.

E) Employees called as witnesses before the Arbitration Board shall
be compensated for leave and expenses by the party who has
requested their presence or shared by the parties if requested by
the Arbitration Board.

ARTICLE 22  ARBITRATION BOARDS

221 Establishment of an Arbitration Board

A) An Arbitration Board shall consist of three (3) members appointed
in the manner provided in this article.

B) Application for an Arbitration Board shall be made to the
Employer. The application shall contain the name of the person
appointed to the Board by the Union.

C) Within ten (10) working days of receiving the notice, the

Employer shall provide the Union with the name of
management's appointee.
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22.2

D)

E)

F)

Within ten (10) working days of the appointment of the
management nominee, the parties shall appoint a third member
of the Board who shall be the Chair.

The Employer, may attempt to resolve with the Union, those
grievances, prior to the arbitration hearing, in a manner they
consider fair and equitable.

Termination arbitrations will be heard, and decisions rendered,
within one hundred and twenty (120) calendar days, unless
otherwise agreed to by the parties.

Proceedings of an Arbitration Board

A)

B)

C)

D)

E)

F)

G)

H)

The Chair of the Arbitration Board shall fix the time and place of
sittings of an Arbitration Board after consultation with the other
members. They shall notify the parties as to the time and place.
The Arbitration Board shall meet not later than seven (7) calendar
days after it has been constituted, unless by consent of both
parties the date is set back.

An Arbitration Board shall expeditiously and carefully inquire into
the grievance and all matters affecting the merits and the rights of
the parties to settlement of the grievance.

In the course of the hearings, the Arbitration Board may make
such suggestions and do such things as it deems right and
proper for encouraging a fair and amicable settlement of the
grievance, and shall hear representations made on behalf of the
parties, and shall diligently proceed to mediate between them.

An Arbitration Board may determine its own procedure, but shall
give full opportunity to all parties to present evidence and make
representations.

An Arbitration Board may accept, admit, and call for evidence as
it sees fit, whether strictly legal evidence or not.

Each party may be represented before the Board by up to two (2)
persons designated by the parties. Each party shall be bound by
the actions of their representatives.

If, without good cause shown, any party to a proceeding before
an Arbitration Board fails to attend or be represented, the
Arbitration Board may proceed as if the party had duly attended
or been represented.

The expenses of the Chair of the Board and any other common
expenses such as hall rental and transcripts shall be shared
equally by both parties.
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22.3

ARTICLE 23

23.1

23.2

1) The proceedings of an Arbitration Board shall be completed
within one (1) year of the appointment of the Chair.

Decisions (Award of an Arbitration Board)

A) The Arbitration Board established under this agreement shall not
have the authority to add to, subtract from, or amend any of the
provisions of this agreement.

B) Subject to the above, an Arbitration Board shall have the power
to dispose of any grievance involving dismissal or disciplinary
action in the following manner:

1. by denying the grievance in total;
2. by allowing the grievance in total; or

3. by directing a compromise settlement which it deems just
and equitable.

C) The decision of the majority of the members of an Arbitration
Board, or, where there is no majority decision, the decision of the
Chair, shall be the decision of the Arbitration Board.

D) The award of the Arbitration Board shall be rendered in writing
within ninety (90) calendar days of the close of the hearing,
unless otherwise agreed by the parties, and shall be final and
binding on both parties. Copies of the award of the Board shall
be supplied concurrently to the Employer and the Chair-of the
Bargaining Unit.

WORKERS’ COMPENSATION

Requirement to Apply for Long Term Disability (LTD)

A) An employee who has been in receipt of Workers’ Compensation
Benefits for a period of ninety (90) or more calendar days shall
make application for the SGEU Long Term Disability Plan.

Permanent and Probationary Employees

A) When a Permanent or probationary employee is injured in the
performance of their duties, or incurs an industrial illness, and
the accident or illness is compensable under the provisions of
The Workers' Compensation Act, the following provisions shall

apply:

B) Total compensation received by an employee shall not exceed
normal earnings. Permanent and probationary employees shall
be compensated on the following basis:
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23.2.1

A)

B)

1. from and including the date of injury until not more than one
(1) year from the date of injury, the employee shall receive
their normal earnings and any benefits payable from
Workers' Compensation shall be paid directly to the
Employer on behalf of the employee;

2. after one (1) year from the date of injury to not more than
two (2) years from the date of injury or until the employee's
sick leave credits are exhausted, whichever occurs first, the
employee shall receive their normal earnings and any
benefits payable from Workers' Compensation shall be paid
directly to the Employer on behalf of the employee. The
difference between the employee's normal earnings and the
benefit payable from Workers' Compensation will be
charged against the employee's available sick leave credits;

3. for purposes above the Permanent Part-Time employee's
normal earnings shall be the average of their last four (4)
pay periods or as defined by the Workers’ Compensation
Board whichever is greater;

4. pending receipt of payments from the Workers'
Compensation Board, an employee shall receive normal
earnings, provided however, that the Employer in its
discretion may limit such earnings to the amount of an
employee's accumulated sick leave credits as at the
commencement of their disability. Proof of disability will be
required before such payments are made;

5. after two (2) years from the date of injury or when the
employee's sick leave credits are exhausted, whichever
occurs first, the employee shall receive payments directly
from the Workers' Compensation Board only.

Employee Status and Benefits

From and including the date of injury until not more than two (2)
years from the date of injury or the employee's sick leave credits
are exhausted, whichever occurs first, the employee shall be
deemed to be an active employee and earn all benefits, except
vacation leave credits. Seasonal employees shall not earn any
benefits during the period of seasonal lay-off.

For the purpose of this Article, the date of injury commences on

the first day the employee is absent from work due to that injury

and the two (2) year period from that date of injury is determined
on a “‘cumulative” basis and not on a chronological basis.

Notwithstanding the above, an employee who is being paid as
per provisions of the Workers’ Compensation articles of this
Agreement shall be entitled to carry forward any unused vacation
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23.3

ARTICLE 24

24.1

24.2

24.3

C)

D)

leave up to and including the full entitlement for the month of the
injury, until they return to work.

For the period beyond two (2) years after the date of injury or
when the employee's sick leave credits are exhausted, whichever
occurs first, the employee shall receive an indefinite leave of
absence and earn benefits in accordance with Leave of Absence
provisions.

An employee who receives an indefinite leave of absence as
provided above, shall be paid out any outstanding vacation leave
credits. Any over expenditure of vacation leave credits shall not
be recovered from the employee.

Term Employees

A)

B)

Term employees shall be compensated and earn benefits in
accordance with above, except that at the expiration of their term
appointment the Employer shall cease paying the employee and
the employee shall receive payments only as provided by the
Workers' Compensation Board, and the employee shall not be
entitled to receive an indefinite leave of absence.

After the expiration of their term appointment, and while the
employee is in receipt of payments from the Workers'
Compensation Board, the one hundred and eighty (180) calendar
day period of non-employment, for purposes of determining a
break in service, will not start until the Workers' Compensation
Board deems the employee fit to return for duty.

REHABILITATION

Joint Rehabilitation Committee

A)

The Committee shall have equal representation and shall be
responsible for developing and updating the Rehabilitation
Placement Process.

Employee Placement

A)

If an employee acquires a disability or prolonged illness which
prevents their return to work in the occupation held prior to the
disability and the employee is capable of carrying out other
duties, the parties shall mutually arrange to place the employee
in a suitable position.

Rehabilitation Placement Process
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These processes apply to employees returning to work due to a
prolonged iliness, injury or disability supported by medical
documentation.

A)

B)

PHASE | AND PHASE 1l PROCESSES

1.

Phase | return to work describes the most effective,
positive and desirable approaches to accomplish
rehabilitation placements. It incorporates re-
employment, redeployment, severance, normal
retirement and career assistance.

Phase | begins when the employer is notified that the
employee is medically able to return to work and
receives the supporting medical documentation along
with a current resume.

It is recognized that multiple trial placements may be
required and that individuals will often still be covered
by insurance programs during much of Phase 1 and
may in fact, return to full insurance coverage if trial
placements are not successful.

Phase 1 of the rehabilitation process will have a six (6)
month time limit. This time limit can be extended if
additional time is required to obtain medical reports or
in other compelling circumstances as agreed to by the
parties.

Phase Il return to work describes the mandatory
processes which apply when placement through Phase
| is not accomplished. It incorporates bumping and the
salary guarantee provision.

FLEXIBILITY IN PLACEMENT PROCESS

To allow greater flexibility in the placement of rehabilitation
candidates, the following shall apply:

1.

As per Articles 6.1 and 6.2 of the Collective Bargaining
Agreement, the rehabilitation placement process may
supersede normal staffing provisions for individual
positions required to make rehabilitation placement.

Permanent full-time employees may have access to
permanent full-time, or permanent part-time or term
work.

Permanent part-time employees may have access to
permanent part-time, permanent full time or term work.

Term employees have first consideration for term work
and will be returned to their term position if medically
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C)

D)

able and within the length of the term, or if the term has
been extended.

In special circumstances, where a return to work is
otherwise unlikely to occur, a rehabilitation placement,
which constitutes a promotion, may be arranged. The
rehabilitation candidate must meet the core
competency requirements for the vacant position and
be medically able, subject to reasonable
accommodation, to perform the duties.

Permanent employees on temporary assignment of
higher duties or on leave to accept a term position at
the time of disability, shall access options based on
their permanent home position.

CAREER ASSISTANCE OPTIONS

Rehabilitation placement candidates may be provided with
Career Assistance Options as per Article 19.5 of the
Collective Agreement with the following modifications:

1.

Career Assistance Options are applicable to permanent
full-time; and permanent part-time rehabilitation
candidates.

The maximum value of Career Assistance for
permanent part-time rehabilitation candidates shall be
prorated. The prorating shall be based on the average
proportion of full-time hours worked over the one year
period prior to the date of disability (or the period of
employment if not employed for a full year).

Career Counselling and Job Placement

¢ May include functional, vocational, or
psychological assessment.

Retraining Assistance may be formal training, or
training-on-the-job.

e Retraining may also be provided by the insurer
while the employee is on claim.

¢ To be flexible with this option, the insurer and
Employer may cost-share retraining costs, on
a case-by-case basis, if such an option will
better ensure the employee’s return to work. If
the employee is not eligible for coverage
through the insurer, the ministry may provide
this option.

SEVERANCE PAY AND ENHANCED SEVERANCE
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E)

F)

G)

H)

Except for term employees and employees on initial
probation, employees who are ready to return from a leave
of absence as per Article 18.1.1.3 and chose to resign or
retire on immediate pension, may be entitled to severance
and enhanced severance payments.

The formula for determining severance payments shall be
based on Articles 15.9.1 and 19.5 A) 1. v).

Severance may be accessed at the employees request at
either phase of the Rehabilitation Placement Process.

Employees will be required to sign arelease document in
addition to providing the resignation in order to access
severance payments. Employees shall be encouraged to
obtain appropriate counselling/financial advice prior to
exercising this option.

NORMAL RETIREMENT

Employees who are eligible to retire under the normal
provisions of the Public Service Superannuation Plan, or the
Public Employees Pension Plan, shall be encouraged to
obtain retirement counselling prior to exercising this option.

EXCLUSION FROM PHASE 1l PROCESS

Employees on initial probation and term employees will not
be included in Phase Il.

SALARY GUARANTEE WAITING PERIOD

1. When a work placement is found, accumulation of time
toward the salary guarantee will be stopped.
Accumulation of time toward the salary guarantee will
recommence when the work placement ends.

SALARY GUARANTEE

1. For employees who were working less than full-time
prior to disability, the salary guarantee shall be
prorated. The prorating shall be based on the average
proportion of full-time hours worked over the one year
period prior to disability (or the period of employment,
if not employed for a full year).

2. If medical requirements restrict the hours that an
employee is able to work, the salary guarantee shall be
prorated based on the proportion of full-time hours the
employee is medically able to work.
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3. Salary guarantee received from the employer plus
disability income received from the SGEU LTD Plan or
government programs (eg. Canada Pension Plan,
Workers’ Compensation, Saskatchewan Government
Insurance) shall not exceed 100% of the employee’s
pre-disability income.

4. i)

ii)

If a rehabilitation candidate obtains employment
outside of the Employer or generates self-
employment income, which did not exist prior to
the date of disability or has been expanded since
the date of disability, the amount of the salary
guarantee shall be reduced. The salary guarantee
shall be reduced as follows:

The salary guarantee shall be reduced by an
amount equal to the same percentage of
employment or self-employment earnings that
those earnings are in relation to pre-disability
earnings, up to a maximum reduction of 100% of
employment or self-employment earnings.

Example:
Pre Disability Income = A ($2000)
Self Employment Earnings = B ($1800)

(New or expanded)
Salary Guarantee Income (SGI) formula: A - (B x
B/A) = SGI

$2000 - ($1800 x $1800/$2000) = $380.00 SGIl

If such earnings result in the salary guarantee being
reduced to zero, the salary guarantee shall end and
the employee may choose options in accordance
with R19.7.1.2 D) of Appendix A- Rehabilitation.

To remain eligible for the salary guarantee,
rehabilitation candidates shall be required to
provide proof of the amount of employment or self-
employment income.

1) EMPLOYEE'’S RIGHT TO SALARY GUARANTEE ENDS

1. An employee’s right to salary guarantee ends when:

a permanent position is accepted,;

a permanent position, which meets medical
restrictions is offered;

an employee is re-employed at the maximum salary
level and/or hours that their medical restrictions
allow;
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ARTICLE 25

25.1

25.2

J)

K)

iv) an employee who, within five (5) working days of
being notified by the employer, in writing, that the
bumping process has commenced, fails to indicate
their intent to bump, or elects not to bump; or

V) earnings from employment outside of the Employer
or self-employment earnings result in the salary
guarantee being reduced to zero (see H. 4. above).

2. Bumping options shall be based on documented
medical restrictions. If a rehabilitation candidate
chooses to place their name on the re-employment list
and chooses to place additional restrictions using
Article 6.1.7, they will be ineligible for the salary
guarantee provisions.

REHABILITATION BUMPING PROVISIONS

Provisions applicable to rehabilitation placement bumping
are attached as Appendix A.

PROCESS AND PROCEDURES

Detailed process and procedures shall be developed by the
Joint Rehabilitation Committee and following review by the
parties, published.

OCCUPATIONAL HEALTH AND SAEETY

A)

B)

The following does not limit access to rights and provisions under
the Saskatchewan Employment Act Part 1l Occupational
Health and Safety.

The parties recognize the importance of occupational health and
safety in the work place. In addition to the articles contained in
this agreement, the employee has the full protection of under the
Saskatchewan Employment Act Part Ill Occupational Health
and Safety, including the right to refuse work if the employee has
reasonable grounds to believe it is unusually dangerous. The
employee will have access to information that may impact on the
health and safety of the employee or others, and has the duty to
conduct himself in a safe and responsible manner at work.

Protective Equipment and Apparel

A)

The Employer agrees to supply all employees with protective
equipment and apparel as determined by Occupational Health
and Safety Committees and as specified in The Occupational
Health and Safety Regulations.

Video Display Terminals
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25.3

25.3.1

25.3.2

A) Where work demands constant and uninterrupted concentration
on the video display screen by the operator, the Employer will
allow the operator five (5) minutes of non-visual display work
after one (1) hour of operation and fifteen (15) minutes of non-
visual display work after every two (2) hours of operation. The
non-visual display work period may coincide with regular breaks.

B) The Employer agrees to provide protective equipment to a
pregnant employee. Alternately, the employee may request and
will be granted a temporary reassignment of duties for the
duration of their pregnancy.

Occupational Health and Safety Committees

The following language does not limit Employee and Employer
entitlement to all rights and provisions of the under the
Saskatchewan Employment Act Part Ill The Occupational Health
and Safety Act and the Saskatchewan Human Rights Code.

Workplace Joint Employer/Employee Committees

Joint Employer - Employee Occupational Health and Safety
Committees shall be established to represent places of work as
agreed between the parties. Each committee shall consist of not
less than two (2) members and not more than twelve (12) members,
unless specifically agreed by all members of the workplace
O.H.&S. committee. At least one half (*2) of the committee
members shall be employees elected or appointed by the union
members and each committee shall have employer and employee
chairpersons, as appointed by their respective parties.

The Occupational Health and Safety Committees shall have a
continuing concern with respect to the health and safety at the
work place. The committees shall meet no less than quarterly.
The committees shall receive, consider and recommend solutions
respecting health and safety concerns at the work place.
Committee members shall be given reasonable opportunity during
regular hours to deal with such concerns. Minutes of committee
meetings shall be posted in the work place and shall be made
available concurrently to the employer, the union and the
Occupational Health and Safety Division.

Occupational Health and Safety Committees shall exhaust their
procedures before any matter is referred to the employer and the
union for negotiation or before the matter is dealt with under the
grievance procedure.

Wherever possible, committee meetings shall be scheduled during
normal working hours. Employee members of the committee shall
suffer no loss of pay or other benefits for attendance at committee
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25.3.3

25.3.4

ARTICLE 26

26.1

26.2

meetings. An employee who attends committee meetings outside
of scheduled hours of work shall be credited the time as if worked.

Joint Occupational Health and Safety Committees may recommend
reasonably practicable training measures designed to prevent
occurrences of occupational health and safety problems related to
the work place.

Training for Joint Committee Members

Subject to reasonable notice being given, all committee members
shall be entitled to up to five (5) days leave without pay, per year,
for purposes of attending Occupational Health and Safety training
courses, seminars or courses of instruction. However, where such
training is provided by the Occupational Health and Safety
Division, Ministry of Labour Relations and Workplace Safety, or
jointly by the union and employer, employees exercising such
leave shall suffer no loss of pay or benefits.

Health and Safety A Shared Concern

As a matter of principle, both the union and employer recognize
that occupational health and safety is a shared concern of the
parties. Both parties will endeavor cooperatively to maintain a safe
work environment and will make recommendations to prevent
and/or correct situations which threaten health and safety at the
work place.

DISCRIMINATION AND HARASSMENT

A) The following does not limit access to rights or provisions under
The Saskatchewan Employment Act Part Il Occupational
Health and Safety or The Saskatchewan Human Rights Code.

Discrimination

A) There shall be no discrimination or harassment with respect to
any employee by reason of age, race, physical disability, creed,
colour, national ancestry, place of residence, religious or political
affiliation, sex or sexual orientation, marital status, criminal record
that has no relevance to the duties of the employee's position,
nor by reason of membership or activity in the Union.

Anti-Harassment Policy Statement

A) Harassment is illegal under The Saskatchewan Human Rights
Code and The Saskatchewan Employment Act Part llI
Occupational Health and Safety. Itis the Employer’s
responsibility to provide a workplace free from harassment.
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26.3

ARTICLE 27

27.1

B) Employees have a right to be treated fairly and with respect, and
work in an environment free of harassment. Employees have a
legal responsibility not to participate in harassment. The
Employer will not condone or tolerate unwanted, unwelcome
attention or disrespectful behaviour that is harassing in nature
under the parameters contained within The Saskatchewan
Human Rights Code and The Saskatchewan Employment Act
Part Ill Occupational Health and Safety.

Use of Mediators/Investigators

A) The parties agree to utilize a jointly agreed to list of mediators
and/or investigators to deal with complaints of harassment.

UNION/MANAGEMENT COMMITTEE (UMC)

The Saskatchewan Government and General Employees’ Union
and eHealth acknowledge the need for a continuing and improving
working relationship and are committed to working toward this.
The Parties are committed to a collaborative dialogue that creates
a climate of trust and respect, and open and honest
communication on labour relations issues. To that end the parties
agree to meet as needed or as requested by either party.

The UMC will be composed of the Union Negotiating Committee
(NC) and Employer Representatives from Human Resources. Other
Employer representatives may attend as required/requested.
Employees may forward their concerns and issues to the Union
NC.
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Compensation —2016 —2022
1. Term of Agreement — October 1, 2016 — September 31, 2022
2. Monetary Package — 2016
@) Effective October 1, 2016:
GWI -0% applied to wages in effect as of October 1, 2016
3. Monetary Package — 2017
(@) Effective October 1, 2017:
GWI -0% applied to wages in effect as of October 1, 2017
4. Monetary Package — 2018
(@) Effective October 1, 2018:

GWI - 1% applied retroactively to wages in effect as of
October 1, 2018

5. Monetary Package — 2019
(@) Effective October 1, 2019:

GWI - 2% applied retroactively to wages in effect as of
October 1, 2019

6. Monetary Package — 2020
@) Effective October 4, 2020:
GWI - 1% applied to wages in effect as of October 4, 2020
Pension - 1% applied to pension,
7. Monetary Package — 2021
@) Effective October 3, 2021:
GWI - 2% applied to wages in effect as of October 3, 2021

Employees who terminated (except where terminated for just cause) during the
2018, 2019 and 2020 calendar year may request, for a period of sixty (60) days
after signing, shall receive from the employer pro rata retroactive pay based on
the portion of the year(s) worked.
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APPENDIX A

Note: Re Pay Schedule 1- Effective October 1, 2016

Pay Schedule 1- Effective October 1, 2016 & October 1 2017

2016 & 2017
Biweekly
Lewvel | Hourly Salary Range 36 Hours/Week 37 1/3 hours/Week
Minimum |Maximum |Minimum |Maximum | Minimum Maximum

1| 16.304 | 20.429 1,173.89| $ 1,470.89 | $ 1,217.35 [ $ 1525.35
2| 17.281 | 21.657 1,244.23] $ 1,559.30 | $ 1,290.30 | $ 1,617.04
3| 18.320 | 22.960 1,319.04| $ 1,653.12 | $ 1,367.88 [ $ 1,714.33
4] 19419 | 24.334 1,398.17| $ 1,752.05 | $ 1,449.94 [ $ 1,816.92
5] 20.971 | 26.280 150991 $ 1,892.16 | $ 1,565.82 [ $ 1,962.22
6] 22.648 | 28.384 1,630.66] $ 2,043.65 | $ 1,691.04 [ $ 2,119.32
7] 24.460 | 30.654 1,761.12| $ 2,207.09 | $ 1,826.33 [ $ 2,288.81
8| 26.415 | 33.105 1,901.88] $ 2,383.56 | $ 1,972.30 [ $ 2,471.82
9] 29.060 | 36.417 2,092.32| $ 2,622.02 [ $ 2,169.79 | $ 2,719.11
10| 31.967 | 40.058 2,301.62| $ 2,884.18 [ $ 2,386.85 | $ 2,990.97
11| 35.164 | 44.064 2531.81| $ 3,172.61 [ $ 2,625.56 | $ 3,290.08
12| 38.680 | 48.473 2,784.96| $ 3,490.06 [ $ 2,888.08 | $ 3,619.29
13| 42.548 | 53.319 3,063.46| $ 3,838.97 [ $ 3,176.89 | $ 3,981.12
14| 46.804 | 58.648 3,369.89| $ 4,222.66 | $ 3,494.67 | $ 4,379.01

Pay Schedule 1- Effective October 1, 2018

2018
Biweekly
Lewvel | Hourly Salary Range 36 Hours/Week 37 1/3 hours/Week
Minimum [Maximum |Minimum |Maximum |Minimum |Maximum

1| 16.467 20.633 1,185.63( $ 1,485.60 | $ 1,229.53 | $ 1,540.61
2| 17.454 21.874 1,256.67| $ 1,574.90 | $ 1,303.21 | $ 1,633.21
3] 18.503 23.190 1,332.23| $ 1,669.65 | $ 1,381.56 | $ 1,731.47
4] 19.613 24577 1,412.15| $ 1,769.57 | $ 1,464.44 | $ 1,835.09
5] 21.181 26.543 1,525.01| $ 1,911.08 | $ 1,581.48 | $ 1,981.84
6] 22.874 28.668 1,646.96| $ 2,064.08 | $ 1,707.95 | $ 2,140.51
7| 24.705 30.961 1,778.73| $ 2,229.16 | $ 1,84459 | $ 2,311.70
8] 26.679 33.436 1,920.90| $ 2,407.40 | $ 1,992.03 | $ 2,496.54
9] 29.351 36.781 2,113.24( $ 2,648.24 | $ 2,191.49 | $ 2,746.30
10| 32.287 40.459 2,324.64( $ 2913.02 | $ 2,410.72 | $ 3,020.88
11| 35.516 44.505 2,557.13( $ 3,204.33 | $ 2,651.81 | $ 3,322.98
12| 39.067 48.958 2,812.81 $ 3,524.96 | $ 2,916.96 | $ 3,655.48
13| 42.973 53.852 3,094.09| $ 3,877.36 [ $ 3,208.66 | $ 4,020.93
14| 47.272 59.234 3,403.59( $ 4,264.88 | $ 3,529.61 | $ 4,422.80
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Pay Schedule 1- Effective October 1, 2019

2019
Biweekly
Hourly Salary Range

Lewel 36 Hours/Week 37 1/3 hours/Week

Minimum [Maximum |Minimum |Maximum |Minimum Maximum
1| 16.796 21.046 1,209.34| $ 151531 | $ 1,254.12 | $ 1,571.42
2| 17.803 22.311 1,281.81] $ 1,606.39 | $ 1,329.27 | $ 1,665.88
3| 18.873 23.653 1,358.88] $ 1,703.04 | $ 1,409.19 | $ 1,766.10
4] 20.005 25.069 1,440.39| $ 1,804.96 | $ 1,493.73 | $ 1,871.79
5| 21.604 27.074 1,55551] % 1,949.30 | $ 1,613.11 | $ 2,021.48
6| 23.332 29.241 1,679.90] $ 2,105.37 | $ 1,742.10 | $ 2,183.32
7| 25.199 31.580 1814.31]$ 2,273.74 | $ 1,881.49 | $ 2,357.93
8| 27.213 34.105 1,959.32| $ 2,455.54 | $ 2,031.87 | $ 2,546.47
9] 29.938 37.517 2,155511 % 2,701.21 | $ 2,235.32 | $ 2,801.23
10| 32.932 41.268 2,371.13]1$ 2971.28 | $ 2,458.93 | $ 3,081.30
11| 36.226 45.395 2,608.27| $ 3,268.42 | $ 2,704.85 | $ 3,389.44
12| 39.848 49.937 2,869.07] $ 3,595.46 | $ 2,975.30 | $ 3,728.59
13| 43.833 54.929 3,155.97| $ 3,954.90 | $ 3,272.83 | $ 4,101.35
14| 48.217 60.419 3,471.66] $ 4,350.18 | $ 3,600.21 | $ 4,511.26

Pay Schedule 1- Effective October 4, 2020

2020
Hourly Salary Range Bivieekly

Lewel 36 Hours/Week 37 1/3 hours/Week

Minimum [Maximum |[Minimum |Maximum |Minimum Maximum
1| 16.964 21.256 1,221.43]$ 1,530.46 | $ 1,266.66 | $ 1,587.13
2| 17.981 22.534 1,294.63|$ 1,622.46 | $ 1,342.56 | $ 1,682.53
3| 19.062 23.890 1,372.46| $ 1,720.07 | $ 1,423.28 | $ 1,783.77
4| 20.206 25.320 1,454.801 $ 1,823.01 | $ 1,508.66 | $ 1,890.51
5| 21.820 27.344 1,571.07]1 $ 1,968.80 | $ 1,629.24 | $ 2,041.70
6| 23.565 29.534 1,696.70] $ 2,126.42 | $ 1,759.53 | $ 2,205.16
7| 25.451 31.896 1,832.45| $ 2,296.48 | $ 1,900.30 | $ 2,381.51
8| 27.485 34.446 1,97891| $ 2,480.10 | $ 2,052.18 | $ 2,571.93
9| 30.237 37.892 2,177.06| $ 2,728.22 | $ 2,257.67 | $ 2,829.24
10| 33.262 41.680 2,394.84| $ 3,00099 | $ 2,483.52 | $ 3,112.11
11| 36.588 45.849 2,634.35| $ 3,301.10 [ $ 2,731.90 | $ 3,423.34
12| 40.247 50.436 2,897.76] $ 3,631.41 | $ 3,005.05 | $ 3,765.87
13| 44.271 55.479 3,187.53| $ 3,994.45 | $ 3,305.56 | $ 4,142.36
14| 48.700 61.023 3,506.38| $ 4,393.68 | $ 3,636.21 | $ 4,556.37
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Pay Schedule 1- Effective October 3, 2021

2021
Hourly Salary Range Biweekly

Lewvel 36 Hours/Week 37 1/3 hours/Week

Minimum |Maximum |[Minimum |Maximum | Minimum Maximum
1| 17.304 21.682 1,245.86] $ 1,561.07 | $ 1,291.99 | $ 1,618.87
2| 18.341 22.985 1,320.52| $ 165491 | $ 1,369.41 | $ 1,716.19
3| 19.443 24.368 1,399.91| $ 1,754.48 | $ 1,451.75 | $ 1,819.44
4| 20.610 25.826 1,483.89]1$ 1,859.47 | $ 1,538.84 | $ 1,928.32
5| 22.257 27.891 1,602.491 $ 2,008.17 | $ 1,661.82 | $ 2,082.53
6| 24.037 30.124 1,730.63] $ 2,168.95 | $ 1,794.72 | $ 2,249.26
7| 25.960 32.533 1,869.101 $ 2,342.41 | $ 1,938.31 | $ 2,429.14
8| 28.035 35.135 2,018.49| $ 2,529.70 | $ 2,093.23 | $ 2,623.37
9| 30.842 38.650 2,220.60| $ 2,782.79 | $ 2,302.83 | $ 2,885.83
10| 33.927 42514 2,442.74] $ 3,061.01 | $ 2,533.19 | $ 3,174.35
11} 37.320 46.766 2,687.04| $ 3,367.13 | $ 2,786.53 | $ 3,491.80
12| 41.052 51.445 2,955.71| $ 3,704.04 | $ 3,065.16 | $ 3,841.19
13| 45.157 56.588 3,251.28| $ 4,074.34 | $ 3,371.67 | $ 4,225.21
14| 49.674 62.244 3,576.50] $ 448156 | $ 3,708.93 | $ 4,647.50
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APPENDIX B

BASE AND ADDITIONAL HOURS OF WORK DESIGNATION(S) BY OCCUPATION

Base Hours Additional
. of Work Hours of Work
Occupational Code . . . .
Designation| Designation
CBC Business Field 37 Off 36; Reg 37
Consultant 1/3 1/3
CCP Community Field 37 Reg 37 1/3; Off
Program Consultant 1/3 36
CEM Emergency Field 37
Measures Advisor 1/3
CEP Epidemiologist E/'gld 37
CHT Health Transition Off 36
Consultant
CMC Management Field 37
Consultant 1/3
CPA  Print Analyst Off 36 leg 36; Field 37
CPE Program ,
Development and/or Field 37 Off 36
. 1/3
Evaluation
CPL ~  Policy and Off 36 Field 37 1/3
Legislation
CPR Information Off 36 Field 37 1/3; Reg
Services Officer 371/3
CRM Resource Field 37 Reg 37 1/3; Off
Management Consultant 1/3 36; Reg 36
CRO Research/Policy f F'e_ld 371/3; Reg
Officer Off 36 36;
Reg 37 1/3
FAC Accounting Clerk | Off 36 ?/29 36; Field 37
FAT Accountant Off 36 ?/29 36; Field 37
FAU  Auditor et off 36
FTA  Tax Auditor E/'gld 37 | oft 36
GIS Institutional
Services Worker Reg 37 1/3
GLA Lab Assistant Reg 36 Reg 37 1/3
Field 37
HHW Health Worker 13 Off 36
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Base Hours Additional
. of Work Hours of Work
Occupational Code : . . .
Designation| Designation
HPY Psychologist E}gld 37
HTH Therapist Reg 37 1/3 | Field 37 1/3
HWN Nurse Reg 37 1/3 | Field 37 1/3
Reg 37 1/3; Reg
EEJI(D:essin Jocument Off 36 36;
g Field 37 1/3
PLC Laboratory Clerk | Reg 36 Reg 37 1/3
PMC Medical Claims Off 36 Reg 36
Assessor
POM Program/Office Re_g 37 1/3; Reg
Administrator Off 36 36;
Field 37 1/3
PPS N Printing Services Off 36 Reg 36
Technician
Reg 37 1/3; Field
PSC Secretary Off 36 37 1/3
ROH Occupational Field 37
Health Officer 1/3
ROY Occupational Field 37
Hygienist 1/3
SAV N Audio Visual Off 36 Reg 36
Technician
SCA Configuration Off 36 Field 37 1/3; Reg
Analyst 36
SFP Facilities Planner Dgld 37 Off 36
SGl Geographic . _
Information System Off 36 ggeld 37 1/3; Reg
(GIS) Analysts
SIB Business Analyst | Off 36 ?/%g 36; Field 37
SID Information/Data Off 36 Field 37 1/3; Reg
Analysts 36
SIT Information Field 37 1/3; Reg
Technologist Off 36 36
SLS Lab Scientist Reg 36 Reg 37 1/3
SLT Lab Technician Reg 36 Reg 37 1/3
SME Medical Equipment| Field 37 Off 36; Reg 37
Technician 1/3 1/3
SNW N Network Support Off 36 Reg 37 1/3
Technician
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Base Hours Additional
. of Work Hours of Work
Occupational Code : . . .
Designation| Designation
SPH  Pharmacist Off 36 g 36 Field 37
SRT Resource Field 37 Off 36; Reg 36;
Technologist 1/3 Reg 37 1/3
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LETTER OF UNDERSTANDING
98-2
DISPUTE RESOLUTION OPTIONS

The parties agree the best resolution of a dispute is one worked out between the parties
without recourse to a third party.

The parties will approach each grievance or group of grievances from the point of view
of:

1. Attempting to ascertain the facts and negotiate a resolution.
2. Failing resolution by negotiation, agreeing to a joint statement of facts.

3. Based on the joint statement of facts, determine the appropriate course of
action to resolve the matter from four options.

i) Grievance Mediation
i) Expedited Arbitration
iii) Case Management

iv) Full Panel Arbitration

The parties may agree to any other dispute resolution mechanism with a view to
resolving the dispute.

i GRIEVANCE MEDIATION
This provision can be adjusted by mutual agreement of the parties.
Grievances Appropriate for Mediation

e Grievance seeks individual settlement, ie. settlement applies to one (1) grievor and
would not result in a similar claim by another employee. By mutual agreement
between the parties, grievance mediation may be used for other kinds of grievances,
eg. group grievances

e Grievance mediation is appropriate where there are a range of possible solutions to
the concerns raised in the grievance.

e Grievance mediation is normally not appropriate for policy grievances, complex

cases, or where other employees would have a similar claim resulting from the
settlement.
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Role of the Mediator

e The role of the mediator is to assist the parties to achieve a mutually acceptable
resolution of the grievance.

e The mediator will be drawn by chance from a list agreed upon by the parties. Any
mediator must have served as the chairperson of an arbitration board unless
otherwise agreed by the parties.

e The parties will equally share the cost of fees and expenses of the Mediator.
Provision of Information Prior to the Mediation

e The mediator will be provided with a copy of the grievance, a copy of grievance
replies and a copy of the collective agreement five (5) days prior to the mediation.

Rules Applicable to Grievance Mediation

e Rules of evidence do not apply and proceedings are informal; the grievor and
management respondent participate in the process.

e Any document provided prior to, or during the mediation will be returned to the
issuing party at the end of the mediation.

e Unless the parties agree otherwise, settlements reached at mediation will not be
considered a precedent and will not be raised in support of any future case.

e Anything said, or done at any mediation cannot be used against a party in any
subsequent arbitration.

e If no settlement is reached, the parties may proceed to arbitration.

e A mediator cannot serve as the arbitrator should the case be referred to arbitration
and is not a compellable witness in that arbitration or any hearing on the matter by
the Labour Relations Board.

e No transcript or record of the mediation is kept by the mediator other than that the
mediation occurred, when, where, as well as the parties, the issue in dispute and
whether settlement was achieved.

e |If there is no settlement, the mediator will provide an advisory opinion as to the likely
outcome, if the matter is advanced to arbitration given precedent and arbitral norms.

e The parties to the mediation will have the authority to conclude a settlement at the
mediation.
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Attendees to the mediation include the grievor, the manager respondent, the local
steward, the ministry labour relations advisor and the spokesperson for union and
management. Additional persons may attend by mutual consent.

Mediation will normally occur at the worksite or at the union or employer's premises.
The parties will jointly share the costs of mediation.

Grievance Mediation Process

Brief introduction to the grievance mediation process, by the mediator (concept,
process, ground rules, questions).

Mediator presented with a joint statement of facts prepared in advance of the
hearing by the parties.

Description of Grievance:

Party submitting the grievance, normally the union, briefly outlines the
circumstances resulting in the grievance. Relevant collective agreement
provisions are cited, as well as its position on the matter.

- The grievor is given the opportunity to make additional comment.

- The respondent, normally a labour relations representative, provides additional
details regarding the circumstances resulting in the grievance, relevant collective
agreement provisions and its position on the matter.

- The manager affected by the grievance is given the opportunity to make
additional comment.

- The mediator may ask additional questions of the parties to obtain clarification on
any matter.

Private Caucus:

- The parties will be separated. Alternately meeting privately with the parties, the
mediator seeks to identify underlying interests, concerns and differences and
seeks possible resolutions of the grievance.

- The mediator will not reveal any information or position given by the parties in
confidence without permission; the mediator may advance any position as their
private recommendation to either party.

Reconvening the Parties:

- Once agreement is reached via private discussions, or no agreement is possible,
parties are reconvened by the mediator.
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- If agreement is reached, the terms of settlement are put in writing and signed by
the parties.

- If no agreement is possible, the mediator will orally set out respective positions,
points of difference and provide an advisory opinion as to likely outcome if case
referred to arbitration.

e Allowable Time Limit:

- Normally three (3) hours; an extension of up to one (1) hour will be allowed by
joint agreement of the parties.

- The mediator may call a halt to mediation where it appears resolution is not
likely.

ii. EXPEDITED ARBITRATION

e By mutual agreement, the procedures may be used after Step 2 of the grievance
procedure, or following unsuccessful mediation.

Grievances Appropriate For Expedited Arbitration

e Unless otherwise agreed by the parties, only grievances that seek an individual
settlement, ie. settlement applies only to the grievor, would not result in a similar
claim by other employees, shall have no precedential value and shall not thereafter
be referred to by the parties in respect of any other matter in any other setting.

e Concerned with grievances that involve the interpretation and application, or alleged
violation, of the collective agreement, eg. grievances that are arbitral.

e Grievance arbitration is appropriate where there is a limited range of solutions, or
single solution, to the concern raised in the grievance.

On agreement that a case be expeditiously arbitrated, the parties will draw the Arbitrator
by chance from a list mutually agreed by the parties and they will act as a single
Arbitrator on the matter. Any Arbitrator must have served as the chairperson of an
arbitration board.

Expedited Arbitration Process

e No legal counsel used by either party:
Union:  Staff Representative or Elected Officer
Employer: Human Resources

e Documents tabled with Arbitrator:

- Collective bargaining agreement;
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Grievance statement and replies;

Agreed statement of facts;

Any cases that parties intend to rely on (limit five from each);

A brief statement of each party's position and argument (one page each); and

Possibly flowing from above, an agreed statement as to the exact difference that
the parties want decided.

Maximum number of cases to be scheduled in one day are two.

Maximum time allotted to hear each case is three (3) hours. The parties will
endeavour to abide by this time limit; extensions may occur by mutual agreement.

Procedure guidelines:

Documents tabled;
Brief opening statement by each of the parties;

Witnesses (maximum two per party), examined, cross-examined and questioned
by Arbitrator;

Final argument (Brown and Beatty, or similar texts may be cited);
General rules of evidence are not strictly applied, except rules of "onus";
Parties must discuss evidence prior to hearing, in order to expedite the hearing.

Once the Arbitrator has indicated the direction of the likely decision, parties may
request an adjournment to attempt to work out the exact terms of the resolution
(the decision).

Arbitrator may attempt to mediate, eg. propose a possible resolution, if the
parties agree and if the case has not previously been through the mediation
process.

Arbitrator may issue a verbal decision immediately. Within three (3) working
days a written decision shall be rendered, setting out the reasons which the
Arbitrator deems necessary to convey a decision. Decision and reasons are
limited to two pages. The decision of the single Arbitrator will be final and
binding on the parties.

The parties will equally share the cost of fees and expenses of the Arbitrator.

The grievor and Manager/Supervisor who are party to the case shall be granted
leave with pay to be present at arbitration.

130



The grievance may be removed from the expedited process at any time, prior to
the expedited hearing.

CASE MANAGEMENT

The parties may agree to utilize case management after Step 2 of the grievance
procedure.

Processes

No legal counsel will be used by either party.

Union Representation: Labour Relations Officer (LRO) and Shop
Steward/Negotiating Committee Representative (if required).

Employer Representation: Labour Relations Consultant and Human Resources
Consultant (if required).

Other participants/observers as agreed by the parties.

The Arbitrator utilized for Case Management will be agreed to by the parties.

Documents tabled with the Arbitrator:

Relevant collective bargaining agreement.

Grievance statement and replies.

Agreed statement of facts.

Other relevant information.

Any cases that parties intend to rely on that are unique to Saskatchewan.

A Case Management Document reflecting each party’s position and argument
(typically one to six pages).

The exact issue that the parties want decided.

The number of cases scheduled in one day will be determined on the complexity
of each case.

Procedure Guidelines:

Documents tabled.
Presentation of Case Management Document.

General rules of evidence are not strictly applied, except rules of “onus”.

131



Parties must discuss evidence prior to hearing, in order to expedite the hearing.

Arbitrator may propose a possible resolution to the parties prior to issuing an
award.

The decision of the Arbitrator will be final and binding on the parties.
The parties will equally share the cost of fees and expenses of the Arbitrator.

The grievance may be removed from Case Management Process at any time,
prior to the hearing.

FULL PANEL ARBITRATION

Establishment of an Arbitration Board

An Arbitration Board shall consist of three (3) members appointed in the manner
provided in this section.

Application for an Arbitration Board shall be made to the Employer. The
application shall contain the name of the person appointed to the Board by the
applicant

Within ten (10) working days of receiving the notice, the Employer shall furnish
the name of their appointee to the applicant.

Representatives of the Employer, and the Union may attempt to resolve, prior to
the arbitration hearing, in a manner they consider fair and equitable.

The parties, within ten (10) working days of the appointment of the management
nominee, shall appoint a third member of the Board who shall be the Chairperson
thereof.

When the parties fail to agree on the appointment of a Chairperson, the Minister
of Labour will be requested to appoint a Chairperson.

Termination arbitrations will be heard and decisions rendered within 120 calendar
days, unless otherwise agreed to by the parties.

Proceedings of an Arbitration Board

The Chairperson of the Arbitration Board shall fix the time and place of sittings of
an Arbitration Board after consultation with the other members thereof, and they
shall notify the parties as to the time and place so fixed, provided that the
Arbitration Board shall meet not later than seven (7) calendar days after it has
been constituted, unless by consent of both parties the date is set back.
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An Arbitration Board shall, in such a manner as it thinks fit, expeditiously and
carefully enquire into the grievance and all matters affecting the merits and rights
of the parties to settlement thereof.

In the course of the hearings, the Arbitration Board may make such suggestions
and do such things as it deems right and proper for encouraging a fair and
amicable settlement of the grievance, and shall hear such representations as
may be made on behalf of the parties, and shall diligently proceed to mediate
between them.

An Arbitration Board may determine its own procedure, but shall give full
opportunity to all parties to present evidence and make representations.

An Arbitration Board may accept, admit and call for such evidence as in equity
and good conscience it thinks fit, whether strictly legal evidence or not.

Any party to a reference to an Arbitration Board may be represented before the
Board by two (2) or fewer than two (2) persons designated by the parties
respectively for the purpose, provided that every party appearing by a
representative shall be bound by the acts of such representatives.

If, without good cause shown, any party to a proceeding before an Arbitration
Board fails to attend or be represented, the Arbitration Board may proceed as if
the party had duly attended or been represented.

The expenses of the Chairperson of the Board and any other common expenses
for such items as hall rental and transcripts, shall be shared equally by both
parties.

The proceedings of an Arbitration Board shall be completed within one (1) year of
the appointment of the Chairperson.

Decisions (Award of an Arbitration Board)

The Arbitration Board established under this letter of understanding, shall not
have the authority to add, subtract from, or amend any of the provisions of the
collective agreement.

Subject to the statement above, an Arbitration Board shall have the power to
dispose of any grievance involving dismissal or disciplinary action in the following
manner:

)] by denying the grievance in total;
i) by allowing the grievance in total;

i) by directing a compromise settlement which it deems just and
equitable.
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- The decision of the majority of the members of an Arbitration Board, or, where
there is no majority decision, the decision of the Chairperson, shall be the
decision of the Arbitration Board.

By mutual agreement, the parties may agree to a single Arbitrator.

Signed on behalf of: Signed on behalf of:
Saskatchewan Government eHealth
and General Employees’ Union

Signature on file Signature on file
Sean Bradley Roxane Eberle
Chair of the Bargaining Unit Director of Organization

Development

Signature on file Signature on file
Hannah Gasper Marie Amor

Labour Relations Officer Senior Labour Relations
Date Date

June 22, 2020 June 23, 2020
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LETTER OF UNDERSTANDING
98-4
DIVERSITY

Joint Diversity Committee

Both parties shall appoint members to the Joint Diversity Committee who are from the
designated groups. The Committee shall be gender balanced and have equal Union
and management representation.

The parties agree that the Joint Diversity Committee has ongoing responsibility for the
plan that identifies, eliminates and prevents discriminatory policies, practices and
barriers. Where barriers are identified, the Diversity Committee shall examine any
related policies, procedures and practices to make recommendations for change.

To this end, the Joint Diversity Committee shall facilitate and approve specific strategies
to deal with the under-representation of persons of aboriginal ancestry, persons with
disabilities, members of visible minority groups, and women in non-traditional
occupations.

The diversity committee has responsibility for the development, implementation,
monitoring, evaluation and updating of Diversity plans shall have specific strategies to
increase the under- representation of the designated groups.

The diversity committees shall keep and provide minutes to their respective parties,
including plans for the next year’s activities.

The diversity committee or either co-chair shall refer unresolved issues or difficulties to
the parties for resolution.

TERMS OF REFERENCE FOR THE JOINT DIVERSITY COMMITTEE

Develop a Diversity Plan which:

¢ impacts on all employees and positions;

¢ can be implemented without requiring changes to the collective
agreement; and

¢ contains a structure for plan implementation, evaluation and revision that:
- involves the Union,
- ensures ongoing monitoring and evaluation of the plan; and
- includes realistic goals and time frames.

Provide for input by interested individuals and groups during plan development.
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Identify and discuss issues and initiatives and make recommendations for their inclusion
in the plan or for further research, analysis and investigation. The issues and initiatives
may include, but are not restricted, to the following:

¢ educational and awareness programs,

¢ support mechanisms,

¢ training and development programs,

¢ special recruitment and promotional mechanisms, and

¢ special accommodations for persons with disabilities.

Conduct research and analysis as is necessary to develop the plan.

The Committee will obtain approval of the plan by the respective parties and will then
jointly seek the approval of the Saskatchewan Human Rights Commission.

CRITERIA FOR PROOF OF MEMBERSHIP IN THE DESIGNATED GROUPS

The following defines the criteria for membership for three of the designated groups for
the diversity program as approved by the parties to this agreement.

1. Persons with Disabilities are Persons who:

A) have persistent physical, intellectual, mental, psychiatric, sensory or learning
conditions that:

i) require a technical device and/or personal support or service which
enables such persons to perform essential functions of a job; and/or

i) require some form of accommodation such as extra rest breaks, or time
off/leave to obtain treatment as necessary, or modifications to job
responsibility, job site or work hours; and

B) consider themselves, and believe an employer or a potential employer would
consider them disadvantaged in finding, retaining or advancing in
employment because of that condition.

2. Persons of Aboriginal Ancestry:

2.1 ‘Meétis’ means an Aboriginal person who self-identifies as Métis, who is distinct
from Indian and Inuit, and:

A) is a descendent of those Métis who received or were entitled to receive land
grants and/or Scrip under the provision of the Manitoba Act, 1870 or the
Dominion Lands Act, as enacted from time to time; or
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B) a person of Aboriginal descent who is accepted by the Métis Nation and/or
Métis Community.

2.2 First Nations Person:

A First Nations person is a person who is registered as an Indian under the
Indian Act (also referred to as Status or Treaty Indian).

2.3 Non-Status Indian:

Non-Status Indians are Aboriginal people who are not registered under the Indian
Act but who identify with a First Nations or Inuit community culturally or
linguistically.

3. Visible Minority Persons:

Members of visible minority groups means persons who are, because of their
race or colour, in a visible minority in Canada.

CHALLENGES TO DECLARATIONS OF SELF-IDENTIFICATION

Challenges to a declaration of self-identification, as a member of a designated group
shall be made within thirty (30) days of commencement of employment in the position.

Challenges to declarations of self-identification shall be made in writing Human
Resource who will notify the co-chairs of the Joint Diversity Committee.

Persons who are challenged shall provide documentation of proof as a member of a
designated group to Human Resource.

Human Resources Service Team shall examine documentation and render a decision
and notify the co-chairs of the Joint Diversity Committee.

NON-TRADITIONAL SGEU OCCUPATIONS FOR WOMEN

These occupations are occupations where female representation is less than 45% of
the workforce.
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Signed on behalf of:
Saskatchewan Government
and General Employees’ Union

Signature on file

Sean Bradley
Chair of the Bargaining Unit

Signature on file

Hannah Gasper
Labour Relations Officer

Date

June 22, 2020
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Signed on behalf of:
eHealth

Signature on file

Roxane Eberle
Director of Organization
Development

Signature on file

Marie Amor
Senior Labour Relations

Date

June 23, 2020




2.1

2.2

2.3

2.3.1

2.3.2

LETTER OF UNDERSTANDING
98-6
TERMS OF REFERENCE FOR MODIFIED WORK PATTERN

When the work pattern is established pursuant to Article 9.3.5.2 (Modified Work
Pattern-In Excess of 8 Hours/Day) of the Collective Agreement, the
administration of some benefits has to be modified. The principle underlying the
modification is that the benefits previously based on a "day" or "week" are
converted to hours and produce the same level of benefits in terms of hours as
they would have if the work week had not been modified. This results in no
additional benefit costs to the employer and neither losses nor gains in benefits
to the employee.

The following states how this principle is to be applied with the administration of a
number of benefits but may not be exhaustive.

Pay - Employees will continue to receive their normal bi-weekly salary as per Pay
Schedule 1 on their normal pay dates set out in the Collective Agreement,
subject to any adjustments required by the modified hours of work pattern.

There is no change in the administration of Articles of the Collective Agreement
dealing with probation, seniority, annual increments, severance pay and notice of
termination, demotion or resignation.

OVERTIME

Daily Overtime - In accordance with Articles 11.1 (Hourly Rates), 11.2 (Overtime
Must Be Authorized), 11.4.1 (On Regular Work Day) and 11.4.2 (On Assigned
Day of Rest) of the Collective Agreement.

All authorized hours worked in excess of the number of hours to be worked at
straight time in the averaging period shall be paid at time and one-half. In
calculating this averaging period overtime, daily overtime hours shall be
deducted from total hours worked.

2.3.2.1 An employee who commences employment in a modified work pattern

arrangement on a day other than the first day of the averaging period shall have
a work pattern established on the basis of his maximum number of straight time
hours equaling 8 times the number of working days remaining in the averaging
period less 8 times the number of designated holidays and earned days off
occurring in the averaging period.

2.3.2.2 An employee who terminates employment from a modified work pattern

arrangement on a day other than the last day of the averaging period shall have

the number of straight time hours which should have been worked reconciled on

the basis of 8 times the number of working days which occurred in the averaging
period less 8 times the number of designated holidays and earned days off in the
averaging period prior to the date of termination.
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2.4

2.5
2.5.1

2.5.2.

2.5.3

2.6

2.7

Shift Differential - Per Article 15.12 (Shift Differential) of the Collective Agreement
provided that shift differential will not be payable in a modified work pattern in a
situation where it was not payable under the standard hours of work week.

HOLIDAYS
Designated Holidays

Note: In Article 9.3.5.2.A) 1 of the Collective Agreement, the number of hours to
be worked straight time in the averaging period was reduced by eight (8) hours
for each designated holiday falling in the averaging period.

Working on a designated holiday - payment for working on a designated holiday
is provided for by 2.3.2 of this letter of understanding. The provision of Article
13.2.1 (Employee Required to Work on a Designated Holiday) of the collective
agreement shall not apply. Article 13.2.2 (Overtime Work) of the Collective
Agreement shall apply.

Vacation - For the administration of Article 16.1 (Service for Vacation) of the
Collective Agreement the following shall apply:

1 1/4 days = 10 hours

15 days = 120 hours

1 2/3 days = 13 1/3 hours
20 days = 160 hours

2 1/12 days = 16 2/3 hours
25 days = 200 hours

2 1/2 days = 20 hours

30 days = 240 hours

Vacation usage shall be charged on the basis of one hour for each hour
scheduled to work under the modified work pattern.

Sick Leave and Pressing Necessity - Article 17.3 (Sick Leave Eligibility) of the
Collective Agreement shall be administered on the following basis:

() For purposes of crediting, earning and present accumulation of sick leave
shall be converted to hours on the basis of one day equals eight (8) hours.

(i) For purpose of using sick leave, charges shall be made on the basis of one

hour for each hour of sick leave or pressing necessity on which the
employee was scheduled to work.
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Signed on behalf of:
Saskatchewan Government
and General Employees’ Union

Signature on file

Sean Bradley
Chair of the Bargaining Unit

Signature on file

Hannah Gasper
Labour Relations Officer

Date

June 22, 2020
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Signed on behalf of:
eHealth

Signature on file

Roxane Eberle
Director of Organization
Development

Signature on file

Marie Amor
Senior Labour Relations

Date

June 23, 2020




LETTER OF UNDERSTANDING #98-10

BETWEEN

EHEALTH

AND

SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES’ UNION

RE: SUPPLEMENTED SALARY RANGES (SSR)

In accordance with article 14.1.6 of the collective agreement, the attached Appendix 1
lists the supplemented salary ranges agreed to be effective date of signing.

Signed on behalf of:
Saskatchewan Government
and General Employees’ Union

Signature on file
Sean Bradley
Chair of the Bargaining Unit

Signature on file
Hannah Gasper
Labour Relations Officer

Date

June 22, 2020
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Signed on behalf of:
eHealth

Signature on file

Roxane Eberle
Director of Organization
Development

Signature on file

Marie Amor
Senior Labour Relations

Date

June 23, 2020




Appendix 1

Supplemented Salary Ranges
(Effective date of signing)

The attached rates are in accordance with subject to article 14.1.6 of the collective bargaining agreement
and replace the rates previously noted in Letter of Understanding #98-10.

2016 Supplemented Salary Ranges

Occupation Group CHT Supplemented Salary Range Regular Range
Program Consultation - Health Transition Consultant
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
11 $39.831 $48.472 $35.164 $44.064
12 $43.813 $53.322 $38.680 $48.473
Occupation Group FAT Supplemented Salary Range Regular Range
Finance and Revenue - Accountant
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
8 $29.063 $36.417 $26.415 $33.105
9 $31.389 $39.329 $29.060 $36.417
10 $33.899 $42.475 $31.967 $40.058
11 $36.610 $45.874 $35.164 $44.064
Occupation Group FAU Supplemented Salary Range Regular Range
Finance and Revenue - Auditor
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
10 $39.457 $48.072 $31.967 $40.058
11 $41.825 $50.894 $35.164 $44.064
12 $44.335 $53.949 $38.680 $48.473
Occupation Group FTA Supplemented Salary Range Regular Range
Finance and Revenue - Tax Auditor
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
7 $30.259 $36.816 $24.460 $30.654
8 $32.074 $39.025 $26.415 $33.105
$33.997 $41.365 $29.060 $36.417
10 $36.037 $43.846 $31.967 $40.058
11 $38.200 $46.478 $35.164 $44.064
12 $40.493 $49.267 $38.680 $48.473
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Occupation Group HWN
Human Services - Nurse

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
9 $40.593 $49.386 $29.060 $36.417
10 $43.028 $52.348 $31.967 $40.058
11 $45.609 $55.488 $35.164 $44.064
12 $48.346 $58.818 $38.680 $48.473
13 $51.247 $62.348 $42.548 $53.319
Occupation Group ROY Supplemented Salary Range Regular Range
Inspection and Regulatory - Occupational Hygienist
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
12 $42.548 $53.319 $38.680 $48.473
Occupation Group SCA Supplemented Salary Range Regular Range
Science and Technology - Configuration Analyst
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
8 $30.808 $37.509 $26.415 $33.105
9 $33.592 $40.893 $29.060 $36.417
10 $36.632 $44.584 $31.967 $40.058
11 $39.945 $48.602 $35.164 $44.064
12 $43.559 $53.030 $38.680 $48.473
13 $47.501 $57.798 $42.548 $53.319
Occupation Group SFP Supplemented Salary Range Regular Range
Science and Technology - Facilities Planner
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
11 $40.474 $49.263 $35.164 $44.064
12 $44.524 $54.193 $38.680 $48.473
Occupation Group SGI Supplemented Salary Range Regular Range
Science and Technology - Graphical Information System Analyst
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
6 $24.672 $30.031 $22.648 $28.384
7 $26.651 $32.430 $24.460 $30.654
8 $30.808 $37.509 $26.415 $33.105
9 $33.592 $40.893 $29.060 $36.417
10 $36.632 $44.584 $31.967 $40.058
11 $39.945 $48.602 $35.164 $44.064
12 $43.559 $53.030 $38.680 $48.473
13 $47.501 $57.798 $42.548 $53.319
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Occupation Group SID
Science and Technology - Information/Data Analyst

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
8 $30.808 $37.509 $26.415 $33.105
9 $33.592 $40.893 $29.060 $36.417
10 $36.632 $44.584 $31.967 $40.058
11 $39.945 $48.602 $35.164 $44.064
12 $43.559 $53.030 $38.680 $48.473
13 $47.501 $57.798 $42.548 $53.319
Occupation Group SIT Supplemented Salary Range Regular Range
Science and Technology - Information Technology Analyst
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
6 $24.672 $30.031 $22.648 $28.384
7 $26.651 $32.430 $24.460 $30.654
8 $30.808 $37.509 $26.415 $33.105
9 $33.592 $40.893 $29.060 $36.417
10 $36.632 $44.584 $31.967 $40.058
11 $39.945 $48.602 $35.164 $44.064
12 $43.559 $53.030 $38.680 $48.473
13 $47.501 $57.798 $42.548 $53.319
Occupation Group SLS Supplemented Salary Range Regular Range
Science and Technology - Lab Scientist
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
10 $36.029 $43.835 $31.967 $40.058
11 $38.553 $46.905 $35.164 $44.064
12 $41.252 $50.189 $38.680 $48.473
13 $43.725 $54.796 $42.548 $53.319
Occupation Group SLT Supplemented Salary Range Regular Range
Science and Technology - Lab Technologist
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
7 $29.413 $35.783 $24.460 $30.654
8 $31.472 $38.287 $26.415 $33.105
9 $33.671 $40.968 $29.060 $36.417
10 $36.029 $43.835 $31.967 $40.058
11 $38.553 $46.905 $35.164 $44.064
12 $41.252 $50.189 $38.680 $48.473
Occupation Group SPH Supplemented Salary Range Regular Range
Science and Technology - Pharmacist
October 1, October 1, October 1, October 1,
Level 2016 Minimum | 2016 2016 Minimum | 2016
Maximum Maximum
10 $44.031 $53.585 $31.967 $40.058
11 $46.671 $56.799 $35.164 $44.064
12 $49.473 $60.207 $38.680 $48.473
13 $52.439 $63.820 $42.548 $53.319
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2018 Supplemented Salary Ranges

Occupation Group CHT
Program Consultation - Health Transition Consultant

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
11 $40.229 $48.957 $35.516 $44.505
12 $44.251 $53.855 $39.067 $48.958
Occupation Group FAT Supplemented Salary Range Regular Range
Finance and Revenue - Accountant
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
8 $29.354 $36.781 $26.679 $33.436
9 $31.703 $39.722 $29.351 $36.781
10 $34.238 $42.900 $32.287 $40.459
11 $36.976 $46.333 $35.516 $44.505
Occupation Group FAU Supplemented Salary Range Regular Range
Finance and Revenue - Auditor
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
10 $39.852 $48.553 $32.287 $40.459
11 $42.243 $51.403 $35.516 $44.505
12 $44.778 $54.488 $39.067 $48.958
Occupation Group FTA Supplemented Salary Range Regular Range
Finance and Revenue - Tax Auditor
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
$30.562 $37.184 $24.705 $30.961
8 $32.395 $39.415 $26.679 $33.436
$34.337 $41.779 $29.351 $36.781
10 $36.397 $44.284 $32.287 $40.459
11 $38.582 $46.943 $35.516 $44.505
12 $40.898 $49.760 $39.067 $48.958
Occupation Group HWN Supplemented Salary Range Regular Range
Human Services - Nurse
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
9 $40.999 $49.880 $29.351 $36.781
10 $43.458 $52.871 $32.287 $40.459
11 $46.065 $56.043 $35.516 $44.505
12 $48.829 $59.406 $39.067 $48.958
13 $51.759 $62.971 $42.973 $53.852
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Occupation Group ROY
Inspection and Regulatory - Occupational Hygienist

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
12 $42.973 $53.852 $39.067 $48.958
Occupation Group SCA Supplemented Salary Range Regular Range
Science and Technology - Configuration Analyst
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
8 $31.116 $37.884 $26.679 $33.436
9 $33.928 $41.302 $29.351 $36.781
10 $36.998 $45.030 $32.287 $40.459
11 $40.344 $49.088 $35.516 $44.505
12 $43.995 $53.560 $39.067 $48.958
13 $47.976 $58.376 $42.973 $53.852
Occupation Group SFP Supplemented Salary Range Regular Range
Science and Technology - Facilities Planner
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
11 $40.879 $49.756 $35.516 $44.505
12 $44.969 $54.735 $39.067 $48.958
Occupation Group SGI Supplemented Salary Range Regular Range
Science and Technology - Graphical Information System Analyst
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
6 $24.919 $30.331 $22.874 $28.668
7 $26.918 $32.754 $24.705 $30.961
8 $31.116 $37.884 $26.679 $33.436
9 $33.928 $41.302 $29.351 $36.781
10 $36.998 $45.030 $32.287 $40.459
11 $40.344 $49.088 $35.516 $44.505
12 $43.995 $53.560 $39.067 $48.958
13 $47.976 $58.376 $42.973 $53.852
Occupation Group SID Supplemented Salary Range Regular Range
Science and Technology - Information/Data Analyst
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
8 $31.116 $37.884 $26.679 $33.436
$33.928 $41.302 $29.351 $36.781
10 $36.998 $45.030 $32.287 $40.459
11 $40.344 $49.088 $35.516 $44.505
12 $43.995 $53.560 $39.067 $48.958
13 $47.976 $58.376 $42.973 $53.852
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Occupation Group SIT
Science and Technology - Information Technology Analyst

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
6 $24.919 $30.331 $22.874 $28.668
7 $26.918 $32.754 $24.705 $30.961
8 $31.116 $37.884 $26.679 $33.436
9 $33.928 $41.302 $29.351 $36.781
10 $36.998 $45.030 $32.287 $40.459
11 $40.344 $49.088 $35.516 $44.505
12 $43.995 $53.560 $39.067 $48.958
13 $47.976 $58.376 $42.973 $53.852
Occupation Group SLS Supplemented Salary Range Regular Range
Science and Technology - Lab Scientist
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
10 $36.389 $44.273 $32.287 $40.459
11 $38.939 $47.374 $35.516 $44.505
12 $41.665 $50.691 $39.067 $48.958
13 $44.162 $55.344 $42.973 $53.852
Occupation Group SLT Supplemented Salary Range Regular Range
Science and Technology - Lab Technologist
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
7 $29.707 $36.141 $24.705 $30.961
8 $31.787 $38.670 $26.679 $33.436
$34.008 $41.378 $29.351 $36.781
10 $36.389 $44.273 $32.287 $40.459
11 $38.939 $47.374 $35.516 $44.505
12 $41.665 $50.691 $39.067 $48.958
Occupation Group SPH Supplemented Salary Range Regular Range
Science and Technology - Pharmacist
October 1, October 1, October 1, October 1,
Level 2018 Minimum | 2018 2018 Minimum | 2018
Maximum Maximum
10 $44.471 $54.121 $32.287 $40.459
11 $47.138 $57.367 $35.516 $44.505
12 $49.968 $60.809 $39.067 $48.958
13 $52.963 $64.458 $42.973 $53.852
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2019 Supplemented Salary Ranges

Occupation Group CHT
Program Consultation - Health Transition Consultant

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
11 $41.034 $49.936 $35.516 $44.505
12 $45.136 $54.932 $39.067 $48.958
Occupation Group FAT Supplemented Salary Range Regular Range
Finance and Revenue - Accountant
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
8 $29.941 $37.517 $26.679 $33.436
9 $32.337 $40.517 $29.351 $36.781
10 $34.923 $43.758 $32.287 $40.459
11 $37.716 $47.259 $35.516 $44.505
Occupation Group FAU Supplemented Salary Range Regular Range
Finance and Revenue - Auditor
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
10 $40.649 $49.524 $32.287 $40.459
11 $43.088 $52.431 $35.516 $44.505
12 $45.674 $55.578 $39.067 $48.958
Occupation Group FTA Supplemented Salary Range Regular Range
Finance and Revenue - Tax Auditor
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
$31.173 $37.928 $24.705 $30.961
8 $33.043 $40.204 $26.679 $33.436
$35.024 $42.614 $29.351 $36.781
10 $37.125 $45.170 $32.287 $40.459
11 $39.354 $47.882 $35.516 $44.505
12 $41.716 $50.755 $39.067 $48.958
Occupation Group HWN Supplemented Salary Range Regular Range
Human Services - Nurse
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
9 $41.819 $50.877 $29.351 $36.781
10 $44.327 $53.929 $32.287 $40.459
11 $46.986 $57.164 $35.516 $44.505
12 $49.806 $60.594 $39.067 $48.958
13 $52.795 $64.231 $42.973 $53.852
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Occupation Group ROY
Inspection and Regulatory - Occupational Hygienist

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
12 $43.833 $54.929 $39.067 $48.958
Occupation Group SCA Supplemented Salary Range Regular Range
Science and Technology - Configuration Analyst
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
8 $31.738 $38.642 $26.679 $33.436
9 $34.606 $42.128 $29.351 $36.781
10 $37.738 $45.930 $32.287 $40.459
11 $41.151 $50.070 $35.516 $44.505
12 $44.874 $54.632 $39.067 $48.958
13 $48.936 $59.543 $42.973 $53.852
Occupation Group SFP Supplemented Salary Range Regular Range
Science and Technology - Facilities Planner
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
11 $41.696 $50.751 $35.516 $44.505
12 $45.869 $55.830 $39.067 $48.958
Occupation Group SGI Supplemented Salary Range Regular Range
Science and Technology - Graphical Information System Analyst
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
6 $25.417 $30.938 $22.874 $28.668
7 $27.456 $33.409 $24.705 $30.961
8 $31.738 $38.642 $26.679 $33.436
9 $34.606 $42.128 $29.351 $36.781
10 $37.738 $45.930 $32.287 $40.459
11 $41.151 $50.070 $35.516 $44.505
12 $44.874 $54.632 $39.067 $48.958
13 $48.936 $59.543 $42.973 $53.852
Occupation Group SID Supplemented Salary Range Regular Range
Science and Technology - Information/Data Analyst
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
8 $31.738 $38.642 $26.679 $33.436
9 $34.606 $42.128 $29.351 $36.781
10 $37.738 $45.930 $32.287 $40.459
11 $41.151 $50.070 $35.516 $44.505
12 $44.874 $54.632 $39.067 $48.958
13 $48.936 $59.543 $42.973 $53.852
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Occupation Group SIT
Science and Technology - Information Technology Analyst

Supplemented Salary Range

Regular Range

October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
6 $25.417 $30.938 $22.874 $28.668
7 $27.456 $33.409 $24.705 $30.961
8 $31.738 $38.642 $26.679 $33.436
9 $34.606 $42.128 $29.351 $36.781
10 $37.738 $45.930 $32.287 $40.459
11 $41.151 $50.070 $35.516 $44.505
12 $44.874 $54.632 $39.067 $48.958
13 $48.936 $59.543 $42.973 $53.852
Occupation Group SLS Supplemented Salary Range Regular Range
Science and Technology - Lab Scientist
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
10 $37.117 $45.159 $32.287 $40.459
11 $39.717 $48.322 $35.516 $44.505
12 $42.498 $51.705 $39.067 $48.958
13 $45.045 $56.451 $42.973 $53.852
Occupation Group SLT Supplemented Salary Range Regular Range
Science and Technology - Lab Technologist
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
7 $30.301 $36.864 $24.705 $30.961
8 $32.422 $39.443 $26.679 $33.436
9 $34.688 $42.205 $29.351 $36.781
10 $37.117 $45.159 $32.287 $40.459
11 $39.717 $48.322 $35.516 $44.505
12 $42.498 $51.705 $39.067 $48.958
Occupation Group SPH Supplemented Salary Range Regular Range
Science and Technology - Pharmacist
October 1, October 1, October 1, October 1,
Level 2019 Minimum | 2019 2019 Minimum | 2019
Maximum Maximum
10 $45.361 $55.203 $32.287 $40.459
11 $48.080 $58.514 $35.516 $44.505
12 $50.967 $62.025 $39.067 $48.958
13 $54.023 $65.747 $42.973 $53.852
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2020 Supplemented Salary Ranges — Subject to Article 14.1.6

Occupation Group CHT
Program Consultation - Health Transition Consultant

Supplemented Salary Range

Regular Range

October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
11 $41.444 $50.435 $35.516 $44.505
12 $45.588 $55.482 $39.067 $48.958
Occupation Group FAT Supplemented Salary Range Regular Range
Finance and Revenue - Accountant
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
8 $30.240 $37.892 $26.679 $33.436
9 $32.660 $40.922 $29.351 $36.781
10 $35.272 $44.195 $32.287 $40.459
11 $38.093 $47.732 $35.516 $44.505
Occupation Group FAU Supplemented Salary Range Regular Range
Finance and Revenue - Auditor
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
10 $41.055 $50.019 $32.287 $40.459
11 $43.519 $52.955 $35.516 $44.505
12 $46.131 $56.134 $39.067 $48.958
Occupation Group FTA Supplemented Salary Range Regular Range
Finance and Revenue - Tax Auditor
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
7 $31.485 $38.307 $24.705 $30.961
8 $33.373 $40.606 $26.679 $33.436
9 $35.374 $43.040 $29.351 $36.781
10 $37.497 $45.622 $32.287 $40.459
11 $39.747 $48.360 $35.516 $44.505
12 $42.133 $51.262 $39.067 $48.958
Occupation Group HWN Supplemented Salary Range Regular Range
Human Services - Nurse
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
9 $42.237 $51.386 $29.351 $36.781
10 $44.771 $54.468 $32.287 $40.459
11 $47.456 $57.735 $35.516 $44.505
12 $50.304 $61.200 $39.067 $48.958
13 $53.323 $64.873 $42.973 $53.852
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Occupation Group ROY
Inspection and Regulatory - Occupational Hygienist

Supplemented Salary Range

Regular Range

October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
12 $44.271 $55.479 $39.067 $48.958
Occupation Group SCA Supplemented Salary Range Regular Range
Science and Technology - Configuration Analyst
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
8 $32.056 $39.028 $26.679 $33.436
9 $34.953 $42.549 $29.351 $36.781
10 $38.116 $46.390 $32.287 $40.459
11 $41.563 $50.570 $35.516 $44.505
12 $45.323 $55.178 $39.067 $48.958
13 $49.425 $60.139 $42.973 $53.852
Occupation Group SFP Supplemented Salary Range Regular Range
Science and Technology - Facilities Planner
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
11 $42.113 $51.258 $35.516 $44.505
12 $46.327 $56.388 $39.067 $48.958
Occupation Group SGI Supplemented Salary Range Regular Range
Science and Technology - Graphical Information System Analyst
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
6 $25.671 $31.247 $22.874 $28.668
7 $27.730 $33.743 $24.705 $30.961
8 $32.056 $39.028 $26.679 $33.436
9 $34.953 $42.549 $29.351 $36.781
10 $38.116 $46.390 $32.287 $40.459
11 $41.563 $50.570 $35.516 $44.505
12 $45.323 $55.178 $39.067 $48.958
13 $49.425 $60.139 $42.973 $53.852
Occupation Group SID Supplemented Salary Range Regular Range
Science and Technology - Information/Data Analyst
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
8 $32.056 $39.028 $26.679 $33.436
9 $34.953 $42.549 $29.351 $36.781
10 $38.116 $46.390 $32.287 $40.459
11 $41.563 $50.570 $35.516 $44.505
12 $45.323 $55.178 $39.067 $48.958
13 $49.425 $60.139 $42.973 $53.852
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Occupation Group SIT

Science and Technology - Information Technology Analyst

Supplemented Salary Range

Regular Range

October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
6 $25.671 $31.247 $22.874 $28.668
7 $27.730 $33.743 $24.705 $30.961
8 $32.056 $39.028 $26.679 $33.436
9 $34.953 $42.549 $29.351 $36.781
10 $38.116 $46.390 $32.287 $40.459
11 $41.563 $50.570 $35.516 $44.505
12 $45.323 $55.178 $39.067 $48.958
13 $49.425 $60.139 $42.973 $53.852
Occupation Group SLS Supplemented Salary Range Regular Range
Science and Technology - Lab Scientist
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
10 $37.488 $45.610 $32.287 $40.459
11 $40.114 $48.805 $35.516 $44.505
12 $42.923 $52.222 $39.067 $48.958
13 $45.496 $57.015 $42.973 $53.852
Occupation Group SLT Supplemented Salary Range Regular Range
Science and Technology - Lab Technologist
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
7 $30.604 $37.232 $24.705 $30.961
8 $32.747 $39.838 $26.679 $33.436
9 $35.035 $42.627 $29.351 $36.781
10 $37.488 $45.610 $32.287 $40.459
11 $40.114 $48.805 $35.516 $44.505
12 $42.923 $52.222 $39.067 $48.958
Occupation Group SPH Supplemented Salary Range Regular Range
Science and Technology - Pharmacist
October 4, October 4, October 4, October 4,
Level 2020 Minimum | 2020 2020 Minimum | 2020
Maximum Maximum
10 $45.814 $55.755 $32.287 $40.459
11 $48.561 $59.099 $35.516 $44.505
12 $51.477 $62.646 $39.067 $48.958
13 $54.563 $66.405 $42.973 $53.852




2021 Supplemented Salary Ranges — Subject to Article 14.1.6

Occupation Group CHT
Program Consultation - Health Transition Consultant

Supplemented

Salary Range

Regular Range

October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
11 $42.273 $51.444 $35.516 $44.505
12 $46.499 $56.591 $39.067 $48.958
Occupation Group FAT Supplemented Salary Range Regular Range
Finance and Revenue - Accountant
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
$30.845 $38.650 $26.679 $33.436
$33.314 $41.740 $29.351 $36.781
10 $35.977 $45.079 $32.287 $40.459
11 $38.855 $48.687 $35.516 $44.505
Occupation Group FAU Supplemented Salary Range Regular Range
Finance and Revenue - Auditor
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
10 $41.876 $51.019 $32.287 $40.459
11 $44.389 $54.014 $35.516 $44.505
12 $47.053 $57.257 $39.067 $48.958
Occupation Group FTA Supplemented Salary Range Regular Range
Finance and Revenue - Tax Auditor
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
$32.114 $39.073 $24.705 $30.961
$34.041 $41.418 $26.679 $33.436
$36.081 $43.901 $29.351 $36.781
10 $38.247 $46.534 $32.287 $40.459
11 $40.542 $49.328 $35.516 $44.505
12 $42.976 $52.288 $39.067 $48.958
Occupation Group HWN Supplemented Salary Range Regular Range
Human Services - Nurse
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
9 $43.082 $52.414 $29.351 $36.781
10 $45.666 $55.558 $32.287 $40.459
11 $48.405 $58.890 $35.516 $44.505
12 $51.310 $62.424 $39.067 $48.958
13 $54.389 $66.171 $42.973 $53.852
Occupation Group ROY Supplemented Salary Range Regular Range
Inspection and Regulatory - Occupational Hygienist
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
12 $45.157 $56.588 $39.067 $48.958
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Occupation Group SCA

Science and Technology - Configuration Analyst

Supplemented

Salary Range

Regular Range

October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
$32.697 $39.809 $26.679 $33.436
$35.652 $43.400 $29.351 $36.781
10 $38.878 $47.318 $32.287 $40.459
11 $42.394 $51.582 $35.516 $44.505
12 $46.230 $56.281 $39.067 $48.958
13 $50.413 $61.342 $42.973 $53.852
Occupation Group SFP Supplemented Salary Range Regular Range
Science and Technology - Facilities Planner
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
11 $42.956 $52.283 $35.516 $44.505
12 $47.254 $57.516 $39.067 $48.958
Occupation Group SGI Supplemented Salary Range Regular Range
Science and Technology - Graphical Information System Analyst
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
6 $26.185 $31.872 $22.874 $28.668
7 $28.285 $34.418 $24.705 $30.961
8 $32.697 $39.809 $26.679 $33.436
9 $35.652 $43.400 $29.351 $36.781
10 $38.878 $47.318 $32.287 $40.459
11 $42.394 $51.582 $35.516 $44.505
12 $46.230 $56.281 $39.067 $48.958
13 $50.413 $61.342 $42.973 $53.852
Occupation Group SID Supplemented Salary Range Regular Range
Science and Technology - Information/Data Analyst
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
$32.697 $39.809 $26.679 $33.436
$35.652 $43.400 $29.351 $36.781
10 $38.878 $47.318 $32.287 $40.459
11 $42.394 $51.582 $35.516 $44.505
12 $46.230 $56.281 $39.067 $48.958
13 $50.413 $61.342 $42.973 $53.852
Occupation Group SIT Supplemented Salary Range Regular Range
Science and Technology - Information Technology Analyst
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
6 $26.185 $31.872 $22.874 $28.668
7 $28.285 $34.418 $24.705 $30.961
8 $32.697 $39.809 $26.679 $33.436
9 $35.652 $43.400 $29.351 $36.781
10 $38.878 $47.318 $32.287 $40.459
11 $42.394 $51.582 $35.516 $44.505
12 $46.230 $56.281 $39.067 $48.958
13 $50.413 $61.342 $42.973 $53.852
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Occupation Group SLS

Science and Technology - Lab Scientist

Supplemented

Salary Range

Regular Range

October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
10 $38.238 $46.523 $32.287 $40.459
11 $40.917 $49.781 $35.516 $44.505
12 $43.781 $53.266 $39.067 $48.958
13 $46.406 $58.156 $42.973 $53.852
Occupation Group SLT Supplemented Salary Range Regular Range
Science and Technology - Lab Technologist
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
$31.216 $37.977 $24.705 $30.961
$33.402 $40.634 $26.679 $33.436
$35.735 $43.480 $29.351 $36.781
10 $38.238 $46.523 $32.287 $40.459
11 $40.917 $49.781 $35.516 $44.505
12 $43.781 $53.266 $39.067 $48.958
Occupation Group SPH Supplemented Salary Range Regular Range
Science and Technology - Pharmacist
October 3, October 3, October 3, October 3,
Level 2021 2021 2021 2021
Minimum Maximum Minimum Maximum
10 $46.731 $56.870 $32.287 $40.459
11 $49.532 $60.281 $35.516 $44.505
12 $52.506 $63.898 $39.067 $48.958
13 $55.654 $67.733 $42.973 $53.852
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LETTER OF UNDERSTANDING

Class Plan Administration Trial

The Parties agree to trialing a streamlined process(s) for the initial adjudication,
maintenance and appeal that will follow the principles contained within Article 5
Classification and the LOU Maintenance of the Class Plan Section A & Section B
for the duration of the term of the Collective Agreement. This may include but not
limited to the elimination of, amendment of, or additions of process or
committee(s).

Where processes are adjusted, they will be agreed to by the Parties and posted
on the Employers Intranet.

Signed on behalf of: Signed on behalf of:
Saskatchewan Government eHealth
and General Employees’ Union

Signature on file Signature on file
Sean Bradley Roxane Eberle
Chair of the Bargaining Unit Director of Organization

Development

Signature on file Signature on file
Hannah Gasper Marie Amor

Labour Relations Officer Senior Labour Relations
Date Date

June 22, 2020 June 23, 2020
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LETTER OF UNDERSTANDING
#98-12
MAINTENANCE OF THE CLASSIFICATION PLAN

SECTION A: MAINTENANCE OF THE CLASS PLAN

Whereas the parties to this agreement are committed to the principle of equal pay for
work of equal value job evaluation and recognize that systemic discrimination may
occur in the process of evaluating jobs, the parties mutually commit to the following
purposes, principles and values in relation to the maintenance of the joint equal pay for
work of equal value job evaluation plan:

A.

Definitions

Equal pay for work of equal value is deemed to be achieved when the employer
adjusts its compensation practices so that all employees are assigned to a
schedule of pay with the same maximum hourly rate of pay as other employees
performing work of equal, or comparable value.

"Comparable value" means a range of points within a point rating job evaluation
plan that is determined, through a joint union management process, to be worth
the same maximum hourly rate of pay.

Comparable value is determined through the composite of factors in the plan
which measure skill, effort, responsibility and working conditions. These factors
are written such that their content does not incorporate gender, or other bias.

"Job Evaluation Plan", or classification plan for the purpose of this agreement
shall mean the job evaluation plan for employees..

"Comparative descriptions” (CD) are practical examples of work which provide
the standards for how the level definitions within each job evaluation factor are to
be interpreted and applied.

Purposes

1. To provide equitable, classification treatment within the bargaining unit;
2. To evaluate jobs, not people, nor performance;

3. To ensure compliance with relevant government legislation and policy.

Principles and values

1. Equal pay for work of equal or comparable value:

e Job evaluation factors established measure skill, effort, responsibility, and
working conditions.
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Factors are generic, capable of measuring all aspects of work, do not
measure occupational-specific aspects of work, and are applied to all jobs
in the bargaining unit.

Degree definitions in the factors measure significant differences in work.

Traditionally undervalued characteristics of work are made visible through
the comparative descriptions.

Persons evaluating jobs be trained in bias awareness and proper
application of the plan.

Persons evaluating jobs must not have a vested interest in the outcome.

. Employment rights:

Employees have a right to know what their duties and responsibilities are
and what the corresponding salary range is for that set of duties.

The employer has the right to assign duties and responsibilities to ensure
the mandate of the organization is achieved.

In the event of changes in duties and responsibilities the employee has a
right to know how their job is affected and permanent employees have a
right to request a review of such changes.

. The right to due process:

Job evaluation factors and comparative descriptions will be available
electronically.

Appeal mechanisms shall exist to examine, substantiate, authenticate and
adjudicate decisions and shall function in a manner that maintains the
integrity of the job evaluation plan.

Bias is addressed through consistent plan application, consultant and
appeal panel education, removal of vested interest decision-making,
maintaining up-to-date comparative descriptions and notes to raters and
through disclosure of rationale.

Processes established in this regard work towards:

» Clarity in job assignments.

> Integrity in describing work.
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No Discrimination

In the application of the classification plan, there is no discrimination in pay
where a pay difference is the result of:

1.

4.

A temporary training, or development assignment which is equally available to
male and female employees and leads to career advancement for those
involved in the program, or assignment.

. Any personnel practice where a job is downgraded and the incumbent retains

a rate above maximum of the newly assigned range.

A skills shortage that is causing inflation in pay for an occupation because the
employer is encountering difficulties in recruiting and/or retaining employees
with the requisite skills.

Changes in job assignments.

Maintenance Committee

1.

The parties will maintain a joint union-management class plan committee,
members to serve a minimum of two (2) year terms; ¥z of the committee shall
be replaced every 2 years.

. The composition of this committee shall be:

e 50% union and 50% management, selected by their respective party.

e A minimum of two (2) members of the Union and two (2) members of
management chosen by their respective parties.

This committee shall be co-chaired by a member of the SGEU and by a
member of Management.

This committee shall operate by consensus; the committee shall meet a
minimum of twice annually.

The members of this committee shall be trained in equal pay for work of equal
value principles.

That the role and authority of this committee shall be:
A. To jointly approve job description forms.

B. To develop and maintain an educational program regarding the principles
of the plan.

C. To maintain the Notes to Raters through addition, or deletion of content.
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D. To require a sample of classification decisions for audit. The committee
shall determine what process is to be used for this audit. The result of the
audit shall be reported to the Committee.

F. To determine the training of the Joint Classification Appeal Panels
required for its members, conflict of interest guidelines and audit of
Classification Joint Council decisions for consistency in plan application.

Authority to Classify

Prior to being authorized to independently classify jobs, persons performing job
evaluation duties will complete a training program established by the
Maintenance Commmittee and demonstrate practical competence in
application of the plan.

Only persons approved by the Employer shall be authorized to sign off the
classification level of any job within the plan. Such persons shall have the
authority to ascertain the duties and responsibilities of any job within the
bargaining unit and allocate it within the job evaluation plan.

Policies
Factors:

e The Notes to Raters are to be applied when evaluating jobs. Classification
decisions established in violation of Notes to Raters are considered to be in
error and shall be re-evaluated.

e Errors in application of factors are not precedent setting.

Comparative Descriptions:

Comparative descriptions may be deleted from the plan, added to the plan, or
modified through joint agreement and through joint process at any time.

e The ratings of comparative descriptions cannot be changed or adjusted,
except by the Joint Plan Maintenance Committee.

e Comparative descriptions are the only allowable position comparisons for
appeal hearings.
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Signed on behalf of:
Saskatchewan Government
and General Employees’ Union

Signature on file

Sean Bradley
Chair of the Bargaining Unit

Signature on file

Hannah Gasper
Labour Relations Officer

Date

June 22, 2020
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Signed on behalf of:
eHealth

Signature on file

Roxane Eberle
Director of Organization
Development

Signature on file

Marie Amor
Senior Labour Relations

Date

June 23, 2020




SECTION "B"
CLASSIFICATION JOINT COUNCIL
APPEAL HEARINGS

The following outline of roles, policies and procedures is for the purpose of ensuring the
integrity of the job evaluation plan, the integrity of the information presented and to
ensure clarity in roles, authorities and responsibilities of persons attending appeal
hearings.

A. Right to Appeal

The Collective Bargaining Agreement states that permanent employees may
appeal the classification decision resulting from a request for a classification
review to a Joint Union-Management Appeal Panel, called Classification Joint
Council.

B. Appealing a Decision

1. An employee can initiate an appeal in accordance with Article 5.5 of the
Collective Agreement and must provide written rationale within ninety (90)
calendar days from the date the appellant receives the appeal
acknowledgement. Written rationale, validated by management, must be
submitted before an appeal is scheduled.

2. The consultant will determine if the appellant’s rationale is sufficient
justification for a higher rating. If it is not, the consultant will have sixty (60)
calendar days from receipt of the appellant’s rationale to respond and provide
rationale in writing.

3. Following receipt of the consultant’s written rationale, the appellant will have
fifteen (15) calendar days to communicate, in writing, their decision to
proceed to a formal appeal hearing or to withdraw some or all of the appealed
factors. Should a decision not be received within that timeframe, the appeal
shall be considered withdrawn.

4. If an employee decides to proceed to a formal appeal hearing, as above, the
Human Resources shall schedule a formal appeal hearing and notify the
appellant(s), the consultant and the Union, of the date, time and place of the
sitting of the Classification Joint Council.

5. Only appealed factors are subject to review.

6. Notwithstanding the timelines, at any point in the appeal process, the
consultant can change a rating decision if a change is warranted after new
information comes to light.

C. Purpose of the Appeal Hearing
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To examine, substantiate, authenticate and adjudicate evidence as to whether
appealed factor ratings are appropriate, relative to the full intent of the factor
degree definitions.

Composition of Classification Joint Council

1.

2.

For the purpose of review of classification in the SGEU Class Plan,
Classification Joint Council shall consist of four (4) members, equally split
between union and management.

A quorum shall consist of three (3) members, subject to the approval of the
minority party (either the SGEU or Employer designate)

Conflict of Interest by Classification Joint Council Members

1.

Members of a Classification Joint Council must exempt themselves from a
council, or committee prior to the hearing, where a conflict of interest may
exist.

Conflict of interest shall be deemed to exist where the council or committee
member could gain, or could be perceived to gain from a decision, orisin a
representational conflict of interest.

Conflict of interest includes, but is not limited to, classification decisions on
jobs:

In their occupation,

Encumbered by family members, or personal friends;

For which they have declared a bias for, or against; or

e or the immediate supervisor of the occupation.

Role and Authority of Classification Joint Council

1. To uphold the integrity of the job evaluation plan through the adjudication of

disputes regarding the assignment of factor ratings to the job assignment. In
this regard, management members of Classification Joint Council do not
represent, nor advocate for management and the union members do not
represent, or advocate for the appellant.

. To select a Chair prior to calling the appellants, consultant, witnesses and

observers, into the hearing room.

To question evidence presented to determine if it meets the requirements in
the Notes to Raters and the full intent of the degree definition within the
factor.
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4. Where necessary, to ensure that evidence presented is verified as legitimate
duties and responsibilities of the job assignment. It is not the role of
Classification Joint Council to adjudicate disputes of job content.

5. To examine evidence through comparison to CD ratings by ensuring the full
CD content on the appealed factor is examined in relation to the appealed
duties and responsibilities and the full intent of the factors.

6. Council shall consider only the duties and responsibilities of the position as of
the effective date of the request and shall not take into consideration
subsequent changes that have taken place.

7. A factor rating cannot be adjusted if the duties or responsibilities have been
credited in another factor, as this would represent bias due to double
crediting.

8. To recommend confirmation of the factor rating, or a higher or lower rating,
based upon the authorized job description form and to document the rationale
supporting that decision.

Role of the Chair of Classification Joint Council

1. To excuse any person whose behaviour is inappropriate.

2. To ensure that the question period does not become a discussion. This is to
be question and response, both without interruption.

3. To ensure the hearing is run in an expeditious manner and move the hearing
along in the event that information is repetitious, or not relevant to the factor
under appeal. The Chair must focus the presentation on information relevant
to the factor under appeal and may limit the length of question and answer
period on the factor and request that Classification Joint Council take breaks
after a certain length of time.

4. In the event that an appeal hearing is running longer than scheduled and the
appellants for the next scheduled hearing are waiting, to stop the proceedings
and indicate how long the wait might be.

Training

No person shall act as Classification Joint Council member without training, as
deemed adequate by the Joint Class Plan Maintenance Committee.

Role of the— Human Resources Consultant

1. In this process, the consultant has the authority to obtain information through
guestioning and written documentation and request substantiation of any
statements.
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2. At aformal appeal, the consultant is required to provide Classification Joint
Council with written rationale as to the basis of the consultant's decision
regarding the appealed factors. If additional evidence is provided at a hearing,
the consultant is charged with the responsibility to ensure such material is
valid and, if necessary, substantiated and that it meets the requirements in
the Notes to Rates and full intent of the factor degree.

Role Of The Appellant

1. An appellant may appear alone, or with an advocate who can be another
employee, or a designate of the union.

2. To provide written rationale as to why their job should be rated higher on a
factor by presenting examples of job content that relate to the factor being
appealed.

3. To have new information not provided in the job description signed and
authorized as legitimate duties or authority levels by the manager, so
authorized by the permanent head.

4. To bring sufficient copies of any written evidence to the hearing for
Classification Joint Council and the consultant.

5. If there is a group appealing, the group will identify its spokesperson, or
advocate to the Appeals Coordinator, prior to the hearing. In the event the
group has appealed more than one factor, a different spokesperson for each
factor will be allowed.

Withesses

1. Appellants, the consultant, or Joint Council may call witnesses, including the
appellant's supervisor, or manager.

2. The Appeals Coordinator is to be advised prior to the hearing of any
witness(es) who will be attending by the individual who is calling the witness.

3. Witnesses may only answer questions for clarification of job content, or
authority.

4. They are not to present a case, nor express their opinion of the rating.
Responses are to be individual, without interruption and addressed to
Classification Joint Council.

5. The guestions must pertain to facts about which the witnesses have first-hand
knowledge. If questions are asked which the witness(es) cannot answer from
their own knowledge, they should decline to answer on that basis.

Observers
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1. Observers are not appellants at the specific hearing.
2. Observers cannot participate in any way in any discussion.

Rules of Evidence

1. All written evidence must be made available (to all parties) at the hearing.

2. The basis for the evaluation of the position are the duties and responsibilities,
as evidenced by:

e The duties and responsibilities in the job description form, signed by the
manager;

o Examples of work in the job description form; and

o New or additional information presented at a hearing in the form of job
content or authority, or examples of work performed. The consultant
and/or Classification Joint Council may request verification by requesting
such evidence be signed and authorized as legitimate duties or authority
levels by the permanent head, or designate.

3. In the event that new information presented at a hearing has not been
confirmed by the manager, it may be considered in rendering the decision.
However, no decision shall be released if confirmation is required until
confirmation is received in writing by the consultant.

4. Words copied from a factor definition must be substantiated with examples
and are not accepted outright. Similarly, if examples are copied from CDs
where the job is very different, the out-of-scope manager may be requested to
verify that such duties are, in fact, performed.

5. Where there is a contradiction between information in the job description and
the ratings assigned due to the examples of the work performed provided by
the appellant and their manager, Classification Joint Council shall base its
decision on the examples. It is not the role of the appellants, nor the
manager/supervisor to interpret the job evaluation plan. This is the role of
Classification Joint Council.

Procedures In The Appeal Hearing

1. Preliminary

e There shall be no discussion by members of Classification Joint Council
with either party prior to the appeal hearing.

« The Chair shall call appellants, consultants, witnesses and observers, into
the hearing room.
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The Chair ensures that everyone is introduced, including observers and
witnesses.

The Chair outlines the role, authority and procedures of the appeal
hearing and the authority of the Classification Joint Council, and outlines
that the basis of the evaluation shall be the statement of duties, examples
of work and the authority level assigned to the job.

. Appeal Presentation

The appellant and consultant shall appear at Council sittings concurrently.

An appellant, in absentia, may be represented before the Council by a
nominee designated in advance by the appellant. The nominee, who shall
be a fellow employee, may be accompanied by an advocate, as above.

The appellant shall present the rationale for the first factor appealed,
without interruption.

The consultant will present the brief on the first factor appealed, without
interruption.

After presentation by both parties, a question period to clarify evidence
presented will be allowed. Questions may be asked by any member of the
Classification Joint Council, the appellant, or the consultant, as directed by
and through the Chair.

Witness(es) may only be questioned regarding job content or authority of
which they have first-hand knowledge. There is an expectation that
Classification Joint Council will determine how such witness(es) came to
have first-hand knowledge.

An opportunity for a short summary rebuttal shall be provided to the
consultant. An opportunity for a short summary rebuttal shall then be
provided to the appellant. For a group appeal, only a single spokesperson
shall be given rebuttal opportunity. Groups will be allowed a five (5) to ten
(10) minute break, to allow input to the rebuttal.

When an appellant has appealed more than one factor, the presentation,
guestioning and rebuttal process shall be repeated for each factor
appealed.

Before excusing the consultant and the appellant, Classification Joint
Council members shall refrain from making statements, comments, or
stating personal opinions about what level jobs should be evaluated, nor
enter into any debate about the meaning, or interpretation of the factor.

. Deliberations
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e The Chair will excuse the consultant and appellant, withesses and
observers after presentation of all appealed factors.

« If the Classification Joint Council requires additional information, it shall
request the consultant to obtain it. Such information shall be made
available to the appellant.

e In comparing duties and responsibilities to CDs, Classification Joint
Council shall consider the full content of the CD description for that factor.
Comparison to jobs other than the CDs in the classification plan is not
permitted.

« Moral or monetary issues are not to be considered.

« Classification Joint Council shall determine the appropriate rating by
consensus and notify the Appeals Coordinator, providing rationale on the
form provided. No results are to be released by Classification Joint
Council members, except to the Appeals Coordinator.

« If arating change is agreed to by consensus, Classification Joint Council
shall provide their recommendation to the Appeals Coordinator with
written rationale in the form of examples, which show how the work is
consistent with the full content meaning and intent of the level definitions
within the factors, factor definitions, Notes to Raters and Comparative
Descriptions. If there is no change in ratings, Classification Joint Council
shall provide an explanation which will include any additional rationale
supporting the assigned ratings. The Appeals Coordinator will forward the
recommendation and rationale to Joint Audit Committee, for a decision.

« Inthe event that consensus is not achievable, each member of
Classification Joint Council shall provide rationale supporting their
recommendation to the Appeals Coordinator who will forward to Joint
Audit Committee, for a decision.

4. Release of Decisions

« No decision shall be released, except to the Appeals Coordinator, in
writing. The Appeals Coordinator shall release final decisions made by
Joint Audit Committee.

o Decisions made by Joint Audit Committee are final and binding on the
incumbent and the parties to this agreement, and on subsequent
incumbents, where there has been no change of duties and
responsibilities.

0. Composition of Joint Audit Committee

1. The Joint Audit Committee shall consist of one (1) union and one (1)
management representative from the Joint Maintenance Committee. The
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SGEU and the Employer shall select their own list of persons to function as
their representatives to the Joint Audit Committee.

2. The Joint Audit Committee is subject to the same conflict of interest
guidelines and training requirements as Classification Joint Council.

P. Role and Authority of Joint Audit Committee

1. Joint Audit Committee will render appeal decisions where:

A. Recommendations have been made by Classification Joint Council; or
B. Classification Joint Council is unable to reach consensus.

« Prior to rendering a decision, the Joint Audit Committee shall consider:

« the consultant's brief;

« the appellant’s rationale and authorized job description, as at the
effective date of the assignment;

« the Classification Joint Council's rationale;

o Comparative Descriptions;

« the full intent of the degree definitions within the factors;

« Notes to Raters; and

« any new information they may request.

e The Joint Audit Committee may only render decisions on factors
adjudicated by Classification Joint Council.

e In the event the Joint Audit Committee changes the Classification Joint
Council rating, the Joint Audit Committee shall provide written rationale
to the Appeals Coordinator, consistent with the full content, meaning
and intent of the level definitions within the factor, factor definitions and
Notes to Raters.

e Where Joint Audit Committee does not reach consensus, a Chair shall
be brought in, selected in rotation from an agreed-to list of Chairs.

Q. Records
The Employer shall keep a register of all appeals, showing name of appellant,
occupation, date filed, date heard, council and committee decisions.

R. Payment of Members
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. The employer shall provide leave of absence with pay to union members on
the Classification Joint Council and Joint Audit Committee.

. The Chair of the Joint Audit Committee remuneration shall be equally shared
by the parties.

. The union shall be responsible for the travel and sustenance expenses of its
representatives.
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LETTER OF UNDERSTANDING
TEMPORARY ASSIGNMENT OF HIGHER DUTIES
(TAHD) - 12.1

The parties agree that normally TAHD will be assigned to the most senior
qgualified employee in the work unit. In the instance where an operational need
arises to provide training and development, the Employer may fill the assignment
with a junior employee. In this instance the employer commits to providing the
rationale to the Union prior to the appointment of the junior employee. The Union
may request a meeting to discuss the rationale and raise any concerns.

Signed on behalf of: Signed on behalf of:
Saskatchewan Government eHealth
and General Employees’ Union

Signature on file Signature on file
Sean Bradley Roxane Eberle
Chair of the Bargaining Unit Director of Organization

Development

Signature on file Signature on file
Hannah Gasper Marie Amor

Labour Relations Officer Senior Labour Relations
Date Date

June 22, 2020 June 23, 2020
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LETTER OF UNDERSTANDING

In-Scope Merit Staffing

During the term of this agreement, the parties are committed to implementing a
merit staffing process for in-scope Level 10 supervisors and Level 11 and above.
The parties will monitor both the Public Service and other employers in this
regard and develop a process specific to eHealth.

Signed on behalf of: Signed on behalf of:
Saskatchewan Government eHealth
and General Employees’ Union

Signature on file Signature on file
Sean Bradley Roxane Eberle
Chair of the Bargaining Unit Director of Organization

Development

Signature on file Signature on file
Hannah Gasper Marie Amor

Labour Relations Officer Senior Labour Relations
Date Date

June 22, 2020 June 23, 2020
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LETTER OF UNDERSTANDING
Health and Dental Benefits
The Parties agree to transitioning the eHealth employees to the Health Provider Benefit
Plan by October 1, 2020 or such earlier date as agreed to by the parties. Up until the date

of transition the Employer shall continue to provide the current Dental and Health
Benefits as follows:

Public Employees Dental Plan

A) The Employer is a participating Employer in the Public Employees' Dental Plan on
behalf of eligible employees as determined by the terms of the plan. The costs of
the plan will be paid by the Employer.

Dental Plan Enhancements

A) The parties agree to provide on behalf of eligible employees, enhancements to the
Public Employees Dental Plan paid for by the Employer at an annual rate of .56%
straight time annual payroll.

Extended Health Care Benefits

A) The parties agreed to provide an Extended Health Care Plan, paid for at an annual
rate of 1.87% straight time annual payroll

Eligibility for Dental and Extended Health Care Benefits

A) Eligibility for Dental and Extended Health Care benefits shall be governed in
accordance with the terms of the respective plans.

Benefit Plans' Surplus Fund

A) The established Benefit Plan Surplus Fund attached to the Dental Plan
enhancements and the Extended Health Care Plan shall be funded at an annual
rate of 0.47% of straight time annual payroll;

B) The intent of the fund is to offset cost increases of the benefit plans.

175



Retiree Benefit

A) Funding at an annual rate of 0.25% of straight time annual payroll shall be
provided to contribute toward Extended Health Care Benefits for employees
retiring on or after October 1, 2002.

This letter of understanding shall expire October 1, 2020 or such earlier date as agreed to
by the parties.

Signed on behalf of: Signed on behalf of:
Saskatchewan Government eHealth
and General Employees’ Union

Signature on file Signature on file
Sean Bradley Roxane Eberle
Chair of the Bargaining Unit Director of Organization

Development

Signature on file Signature on file
Hannah Gasper Marie Amor

Labour Relations Officer Senior Labour Relations
Date Date

June 22, 2020 June 23, 2020
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APPENDIX A - Rehabilitation

NOTE: For purposes of review the following rehabilitation bumping articles are
numbered to correspond with the position abolishment articles of the collective
agreement.

R19.7 Rehabilitation Bumping Provisions
R19.7.1.1 Initiation of Bumping Process for Rehabilitation

The bumping process for rehabilitation shall begin when Phase 1 of the
process ends in accordance with Article 24.3.

R19.7.1.2  Notice to Exercise Bumping Rights

A) The primary focus in identifying bumping options is within the
employee’s home location.

B) As closely as possible, bumping is intended to maintain an
employee’s salary rate and classification level, location, duties
and responsibilities, subject to the employee’s medical
restrictions and incorporating reasonable duty to accommodate.

C) An employee who intends to exercise his bumping rights shall
indicate his intention in writing within five (5) working days of
being notified by the employer in writing that the bumping
process has commenced. Permanent full-time employees and
permanent part-time employees shall provide notice to the
Employer.

D) A permanent employee (permanent full-time, or permanent part-
time) who, within the five working days, fails to indicate intent to
bump or elects not to bump, shall choose:

1. to go on the appropriate re-employment lists in accordance
with 19.6.1.8 the Collective Agreement;

2. toretire, if eligible;
3. to resign and receive severance;
4. access career assistance options;

5. go on indefinite leave of absence without pay at the
conclusion of which an employee may elect to:

a) resign with severance; or

b) retire, if eligible; or
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R19.7.1.3

R19.7.1.4

R19.7.1.7

c) go on lay-off and exercise re-employment rights. Article
24.3 H (salary guarantee) will no longer apply.

Bumping Time Frame and Salary Continuance

Any permanent employee (permanent full-time; or permanent part-time)
who fails to retain employment after Phase Il has been initiated, shall be
paid by the Employer at their previous salary rate and hours, in
accordance with Articles H  and | of Article 24.3

Acceptance of an Offer of a Position

A) An employee will have three (3) working days, not including the
date of offer, to consider the formal offer of a position made as a
result of exercising his bumping rights. If the employee does
not accept the offer of the position within the three (3) working
days, he will be deemed to have declined the offer.

B) For permanent full-time, the following shall apply:

1.

If an employee does not accept an offer of a position, in the
mandatory stage of bumping, they will be deemed to have
resigned and, upon exit, will receive severance pay or can
access retirement programs currently in place or career
assistance.

If an employee does not accept an offer at the optional
stage, he will be placed on the re-employment list, or may
resign and, upon exit, receive severance pay or can access
retirement programs currently in place or career assistance.

C) For permanent part-time employees, the following shall apply:

1.

If an employee declines an offer of a position in his own
occupation, classification level and work unit, he will be
deemed to have resigned and, upon exit, will receive
severance pay or can access normal retirement provisions
or career assistance.

If an employee declines an offer of a position in a lower
classification level within his work unit or seniority unit, he
will be placed on the re-employment list, or may resign and,
upon exit, receive severance pay or can access normal
retirement provisions or career assistance.

Time to Adjust in New Position

A permanent employee returning from a prolonged illness, injury or
disability, and who assumes a new position through the bumping
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provisions, shall be allowed the minimum of the probationary period for
that occupation to familiarize himself with the new duties.

If during the familiarization period, the parties determine that the bump
was inappropriate, options will be reviewed with the employee and
Employer to resolve the issue with the last resort being a return to the
bumping process to determine a more appropriate bump.

PERMANENT FULL-TIME EMPLOYEES

R19.7.2.2

R19.7.2.3

R19.7.2.4

Bumping Order

A) The Employer shall determine the occupations and positions to which
an employee is qualified to bump, subject to medical restrictions and
incorporating the duty to accommodate. Upon written request, the
Employer shall supply written rationale for its decision.

B) Bumping rights shall be exercised in the following order within the
mandatory and optional stages of the process:

First: A permanent full-time position designated by the Employer
as vacant and which meets the employee’s medical
restrictions;

Second: A permanent part-time or term employee encumbering a
vacant Permanent Full-time position which meets the
employee’s medical restrictions;

Third: An employee on initial probation, with the least service, in a
permanent full-time position which meets the employee’s
medical restrictions;

Fourth:  The permanent full-time employee with the least total
seniority, in a position which meets the employee’s medical
restrictions.

Mandatory Bumping Stage

First, in the employee’s own occupation at the same classification level,
and own locality, which meets the employee’s medical restrictions and
incorporates the duty to accommodate. If this does not provide an option
for the employee, proceed to the optional stage.

Optional Bumping Stage

A) An employee accessing the optional stages of the bumping process
shall be offered, if available, a choice of (2) bumping options:

Location Maintenance
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In order to maintain an employee’s location, an employee will be
offered the first available bumping option the Employer has
determined the employee to be qualified for, which meets the
employee’s medical restrictions and incorporates the duty to
accommodate. The bumping option will be offered in the following
order:

1. to bump within their own locality:
1) laterally,
i) downward

Salary Maintenance

In order to maintain an employee’s salary as closely as possible,
an employee will be offered the first available bumping option the
Employer has determined the employee to be qualified for, which
meets the employee’s medical restrictions and incorporates the
duty to accommodate. The bumping option will be offered in the
following order:

1. to bump laterally:
2. to bump downward:
)] in their own locality;

i) in another locality;

R19.7.2.5 Employee Not Offered a Position

If an employee is not offered a position through the bumping process,
Article 24.3 H will continue.

PERMANENT PART-TIME EMPLOYEES

R19.7.4.2  Bumping Order

A)

B)

The Employer shall determine the occupations and permanent
part-time positions to which an employee is qualified to bump,
subject to medical restrictions and incorporating the duty to
accommodate. Bumping shall be exercised first within the
employee’s own work unit. If the employee is not offered a
position in their work unit, then bumping rights may be exercised
outside their work unit.

Bumping shall be exercised in the following order, subject to
medical restrictions:
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First: To bump in the employee’s own occupation and
classification level;

Second: To bump other occupations in the same classification
level which they have been deemed qualified for;

Third: To bump downward in other occupations they have
been deemed qualified for;

Fourth:  If the employee is not offered a position in their work
unit, they may proceed to bump outside their work
unit.

R19.7.4.3 Employee Not Offered a Position

If an employee is not offered a position through the bumping process,
Article 24.3 H will continue.

TERM EMPLOYEES

R19.7.5 Term employees have no bumping rights.

Permanent employees on leave of absence to work in term positions shall
revert to their home positions if bumping rights are to be exercised.
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SGEU LONG TERM DISABILITY PLAN
FACT SHEET

Application Procedure:

Application packages are available from any SGEU office and at www.sgeu.org.

Completed application must be sent to the union head office at 1011 Devonshire
Drive North, Regina, S4X 2X4, within one year of disability occurrence.

Applicant is responsible for the payment of any expenses involved in having the
initial disability claim form completed by a doctor.

Excess Sick Leave Rebate:

If you have accumulated/earned days in your sick bank when you retire or the month
you turn 65 you may be entitled to a rebate on your SGEU LTD dues. Please
contact the SGEU LTD Plan for further information.

Contact:

SGEU Long Term Disability Plan, 1011 Devonshire Drive North, Regina,
Sask.,S4X 2X4
Telephone: 775-7204 (Regina); 1-800-667-5221 ext. 204

SGEU PORTAPLAN LIFE INSURANCE

Voluntary plan which offers low cost term life insurance, accidental death and
dismemberment, and dependent life insurance to union members, spouses and
dependent children.

Members who participate in this Plan may continue their coverage if they change
employers or retire, simply by paying their insurance premiums.

Guarantee Issue Benefit during the period May 1 to July 31, each year, new
members are eligible to apply for one unit of $20,000 term life without a statement of
health.

Term Life Insurance — members and spouses under age 65 up to 25 units of
$20,000.

Accidental Death and Dismemberment Insurance 25 units of $20,000 providing it
does not exceed the Term Life amount.

Young Adult Security Insurance — 25 units of $20,000 at any time up to age 25.
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For further information on the Portaplan, contact:

Saskatchewan Government and General Employees’ Union
Portaplan Administrator

1011 Devonshire Drive North

Regina, Saskatchewan S4X 2X4

Telephone: 775-7204 (Regina)

1-800-667-5221 ext. 204

SGEU INFORMATION

SGEU eHealth Negotiating Committee

Chairperson: Sean Bradley
Vice Chairperson Michaela Gabel
Members: Rob Anderson

To contact members of the eHealth Negotiating Committee email: ehealth@sgeu.org

To contact the Union
Union officials are located as follows:

Regina Office

1011 Devonshire Drive North

Regina S4X 2X4

Telephone: 522-8571 (Regina)

1-800-667-5221 (Toll Free)

FAX: 352-1969

e-mail (general): general@sgeu.orq SGEU website: www.sgeu.org

If a violation of this contract comes to your attention, or you encounter a workplace
problem, please contact the Steward in your area for appropriate action. Stewards who
need assistance should contact one of the above offices.

Please contact your Steward first.
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SIGNING PAGE

THE SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES’ UNION and
EHEALTH hereby agree that the attached document shall form the Collective Bargaining
Agreement between the parties.

IN WITNESS WHEREOF, the parties hereto have executed this Collective Bargaining
Agreement on this 23 day of June, 2020.

Signed on behalf of:
Saskatchewan Government
and General Employees’ Union

Signed on behalf of:
eHealth

Signature on file Signature on file

Roxane Eberle
Director of Organization
Development

Sean Bradley
Chair of the Bargaining Unit

Signature on file

Michaela Gabel

Signature on file

Rob Anderson

Signature on file

Hannah Gasper
Labour Relations Officer
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Signature on file

Marie Amor
Senior Labour Relations

Signature on file

Nicole Leflar
Director of Finance



