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BETWEEN: THE SASKATCHEWAN HUMAN RIGHTS COMMISSION,
hereinafter called the "Employer”,

PARTY OF THE FIRST PART,

AND: THE CANADIAN UNION OF PUBLIC EMPLOYEES
and its LOCAL 1871, hereinafter called the "Union",

PARTY OF THE SECOND PART.

PREAMBLE

Whereas it is the desire of both parties to this Agreement:

1. To maintain and improve harmonious relations and settled conditions of
employment between the Employer and the Union;

2. To recognize the mutual value of joint discussions and negotiations in all matters
pertaining to working conditions, employment, services, etc.;

3. To encourage efficiency in operation;

4 To promote the morale, well-being and security of all employees in the bargaining
unit of the Union; and

Whereas it is now desirable that methods of bargaining and all matters pertaining to the
working conditions of the employees be drawn up in a Collective Agreement;

NOW THEREFORE THE PARTIES AGREE AS FOLLOWS:



ARTICLE 1 — RECOGNITION AND NEGOTIATIONS

1.01

1.02

1.03

Bargaining Unit

The Employer recognizes the Canadian Union of Public Employees and its Local
1871 as the sole and exclusive collective bargaining agency for all of its present
and future employees, save and except those positions defined as Out of Scope by
the most recent Labour Relations Board Certification Order and hereby agrees to
negotiate with the Union, or any of its authorized committees, concerning all
matters affecting the relationship between the parties, aiming towards a peaceful
and amicable settlement of any differences that may arise between them.

The parties agree to review, and if required, submit a joint application for any
amendments of the Certification Order to the Labour Relations Board after each
round of Collective Bargaining.

Work of the Bargaining Unit

Persons whose jobs are not in the bargaining unit shall not work on any jobs which
are included in the bargaining unit, except in the cases mutually agreed upon by the
parties.

No Other Agreements

This Agreement supersedes all other written or verbal agreements between the
employees and the Employer, or Employer's representative, which may conflict with
the terms of this Collective Agreement.

ARTICLE 2 — NO HARASSMENT — NO DISCRIMINATION

2.01

There will be no discrimination in the workplace, and in particular, no discrimination
based on the prohibited grounds set out in The Saskatchewan Human Rights Code
and/or any other provincial legislation, or by reason of membership or activity in the
Union.

ARTICLE 3 — UNION MEMBERSHIP REQUIREMENT

3.01

All Employees to be Members

All employees of the Employer, as a condition of continued employment, shall
become and remain members in good standing of the Union according to the
constitution and bylaws of the Union. All future employees shall, as a condition of
continued employment, become and remain members in good standing in the
Union within thirty (30) days of employment.

Lo



ARTICLE 4 - CHECK-OFF OF UNION DUES

4.01

4.02

4.03

Check-off Payments

The Employer shall deduct from every employee any monthly dues, initiations, or
assessments levied in accordance with the Union constitution and/or bylaws and
owing by him/her to the Union.

Deductions

Deductions shall be made from the payroll each pay period and shall be forwarded
to the Secretary-Treasurer of the Union not later than the thirtieth (30th) day of the
month, accompanied by a list of the names, classifications and addresses of
employees from whose wages the deductions have been made.

Dues Receipts

At the same time that Income Tax (T-4) slips are made available, the Employer
shall supply the Union, without charge, a statement of the amount of Union dues
paid by each Union member in the previous year.

ARTICLE 5 - THE EMPLOYER AND THE UNION SHALL ACQUAINT NEW

EMPLOYEES

5.01

5.02

5.03

New Employees

The Manager, Human Resources agrees to acquaint new employees within one (1)
week of their start date with the fact that a Union agreement is in effect, and with
the conditions of employment set out in the Articles dealing with Union security and
dues check-off.

Copies of Agreement

Within one (1) week of commencing employment, the employee's immediate
supervisor shall introduce the new employee to his/her Union steward or
representative, who will provide him/her with a copy of the Collective Agreement.

Interviewing Opportunity

A representative of the Union shall be given an opportunity to interview each new
employee within regular working hours, without loss of pay, for a maximum of thirty
(30) minutes during the first week of employment, for the purpose of acquainting
the new employee with the benefits and duties of Union membership and his/her
responsibilities and obligations to the Employer and the Union.



ARTICLE 6 — CORRESPONDENCE

6.01 All correspondence between the parties arising out of this Agreement, or incidental
thereto, shall pass to and from the Executive Director and the President of the
Union or their designates.

ARTICLE 7 — MOVING EXPENSES

7.01 Relocation Expenses

The Employer will provide compensation to employees for relocation expenses
incurred when filling posted permanent positions with the Employer, in accordance
with Government of Saskatchewan Relocation Policy.

ARTICLE 8 — LABOUR MANAGEMENT RELATIONS

8.01 Representation

No employee or group of employees shall undertake to represent the Union at
meetings with the Employer's representative(s) without the proper authorization of
the Union. In order that this may be carried out, the Union will supply the
Employer's representative(s) with the names of its officers. Similarly, the
Employer's representative(s) will supply the Union with a list of its supervisory or
other personnel with whom the Union may be required to transact business. Lists
will be updated as changes occur.

8.02 Labour Management Committee

A joint Labour Management Committee (LMC) with representation from
management and the Union will be established. The Union shall be responsible for
appointing its own representatives, who will make up 50% of the Committee. Each
party will be represented by a maximum of 2 members. The Committee will
discuss issues raised by either party. Committee members shall attend LMC
meetings without loss of pay.

8.02.01 Intent

This Committee aims to maintain and promote harmonious relations
between the Employer and the Union.

8.02.02 Meetings

Management shall arrange for the LMC to meet at least twice per year,
within working hours and at a time and place agreeable to the Committee



8.02.04

8.02.05

8.02.06

Il

members or upon the request of either party with 14 days’ written notice.
Union and management representatives shall chair the meetings on a
rotating basis. Minutes will be taken at each meeting and distributed to
the Committee members within 7 days of the meeting. Quorum shall be 4
members: 2 from management and 2 from the Union. An agreed
statement will be provided to all members within 14 days.

Employment Equity

The LMC shall monitor and address any concerns regarding employment
equity within the workplace, aiming to eliminate systemic discrimination
and reduce the under-representation of designated groups.

Operational

The LMC shall discuss areas of operational concern brought forward by
employees and management, including but not limited to:

- Workload

- Workplace Culture

- Policies

- Performance Evaluations

- Hours of Work and Coverage
- Employee Wellness

- Training and Education

Agenda
The agenda to be followed is outlined below:

Review of previous minutes, areas of ongoing concern
Employment Equity

Operational Concerns

Employee Wellness

Confirmation and Posting of Minutes following the Meeting

8.03 Representative of Canadian Union of Public Employees

The Union or any Union member shall have the right, at any time, to have the
assistance of representatives of the Canadian Union of Public Employees (CUPE)
when dealing or negotiating with the Employer. Such representatives shall have
access to the Employer's premises in order to investigate and assist in the
settlement of a grievance.



8.04

8.05

8.06

8.07

Meeting of Committee

In the event either party wishes to call a bargaining meeting, the meeting shall be
held at a time and place fixed by mutual agreement. However, such meeting must
be held not later than thirty (30) calendar days after the request has been given
unless during the thirty (30) day period both parties mutually agree to an extension
of time.

Bargaining Committee

A Union Bargaining Committee shall be appointed and the Union will advise the
Executive Director of the Union nominees to the Committee.

An Employer Bargaining Committee shall be appointed and the Employer will
advise the Union of the management nominees to the Committee.

All matters pertaining to performance of work, operational problems, rates of pay,
hours of work, collective bargaining and other working conditions, etc. shall be
referred to the Bargaining Committee for discussion and settlement.

Any representative of the Union or the Bargaining Committee, who is in the employ
of the Employer, shall have the right of attending meetings to carry on negotiations
held within working hours without loss of remuneration.

Technical Information

a) Bargaining Requests

The Employer's representative(s) shall make available to the Union, on
request, information required by the Union such as job descriptions,
positions in the bargaining unit, job classifications, wage rates, a breakdown
of point ratings in job evaluation, pension and welfare plans, and other
technical information and reports, records, studies, surveys, manuals,
directives or documents required for collective bargaining purposes.

b) Union/Management Committee Requests

The Union representative and management's representative shall make
available to all Union/management committees existing information
requested by the Committee to solve a problem.

Education on the Job Premises

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



8.08

employees' lunch period or following the regular working day.

On the Job Training

The Employer shall maintain a system of on the job education and/or training so
that employees shall be able to qualify for promotion or transfer. Such
opportunities for training shall be allocated according to seniority and providing that
the employee(s) wish to participate in the "on the job training programs™.

ARTICLE 9 - WORKPLACE POLICIES (CONDITIONS OF EMPLOYMENT)

9.01

The Commission will post workplace policies that relate to conditions of
employment in a common location available for all employees to access. Should
amendments be made, or new policies developed, employees and the Union will
be made aware of the changes.

ARTICLE 10 — GRIEVANCE PROCEDURE

10.01

10.02

10.03

10.04

Election of Stewards

In order to provide an orderly and speedy procedure for the settling of grievances,
the Employer acknowledges the right of the Union to appoint or elect stewards,
whose duties shall be to assist any employee whom the Steward represents, in
preparing and presenting his/her grievance in accordance with the grievance
procedure.

Names of Stewards

The Union shall notify the Employer's representative(s), in writing, of the name of
each Steward.

Grievance Committee

The Stewards selected by the Union shall constitute the Union Grievance
Committee.

Permission to Leave Work

The Employer agrees that Stewards or designates shall not be hindered, coerced,
restrained or interfered with in any way in the performance of their duties, while
investigating disputes, and presenting adjustments as provided in this Article. The
Union recognizes that each Steward is employed to perform work for the Employer
and that he/she will not leave his/her work during working hours except to perform
his/her duties under this Agreement.

LS



10.05

10.06

10.07

10.08

10.09

Definition of Grievance

A grievance shall be defined as any difference or dispute between the Employer
and any employee(s) or the Union, or a case where the Employer is considered to
have acted unjustly or improperly.

Settling of Grievances

An earnest effort shall be made to settle grievances fairly and promptly in the
following manner:

STEP 1: Within thirty (30) working days of the occurrence of the alleged
grievance, the grievance shall be submitted, in writing, by the aggrieved
or by the Union on behalf of the aggrieved to their Manager, who shall
render a decision, in writing, within ten (10) working days of receipt of the
grievance.

STEP 2: Failing settiement within ten (10) working days, the Grievance
Committee within ten (10) working days of receipt of the decision under
Step 1, may submit the grievance to the Chief Commissioner or
designate, who shall render a decision, in writing, within ten (10) working
days.

STEP 3: Failing settlement within ten {10) working days, the Union, within ten (10}
working days after receipt of decision at Step 2, may apply for an
arbitration board in accordance with Article 11.01.

At any time during the process, management and the Union may use mediation or
other alternative dispute mechanisms to jointly resolve issues with time limits to be
adjusted accordingly.

Limitation of Evidence

In cases of discharge, suspension or reprimand, evidence by the Employer at any
stage of the grievance or arbitration procedure shall be limited to the grounds
stated in the discharge, suspension or reprimand notice to the Employee.

Policy Grievance

Where a dispute involving a question of general application or interpretation occurs,
or where a group of employees or the Union has a grievance, Step 1 of Article
10.06 may be bypassed.

Grievances on Safety

An employee, or a group of employees, who are required to work under unsafe or

1



10.10

10.11

10.12

10.13

unhealthy conditions shall have the right to file a grievance.

Facilities for Grievances

The Employer shall supply the necessary facilities for the grievance meeting.

Failure to Act within Time Limits

If the Grievor or the Union fail to process a grievance to the next step in the
grievance procedure within the time limits specified, they shall not be deemed to
have prejudiced their position on any future identical grievance.

Technical Objections to Grievances

No grievance shall be defeated by any formal or technical objection and an
Arbitration Board shall have the power to allow all necessary amendments to the
grievance and the power to waive formal procedural irregularities in the processing
of a grievance, in order to determine the real matter in dispute and to render a
decision according to equitable principle and the justice of the case.

Alternate Dispute Resolution

At any time prior to or after a grievance has been referred to arbitration, and
by mutual agreement between the Employer and the Union, the parties may
identify and apply alternate dispute resolution options, such as grievance
mediation or expedited arbitration that seek to resolve grievances and/or
disputes between the parties, in accordance with LOU 2024-01.

ARTICLE 11 — ARBITRATION

11.01

11.02

Composition of Board of Arbitration

When either party requests that a grievance be submitted to arbitration, the request
shall be addressed to the other party of the Agreement, indicating the name of its
nominee on an Arbitration Board. Within five (5) days thereafter, the other party
shall answer indicating the name and address of its appointee to the Arbitration
Board. The parties shall then meet to select an impartial Arbitrator. Upon mutual
agreement, the parties may elect to appoint a single arbitrator to hear the
grievance.

Failure to Appoint

If the parties fail to agree on an Arbitrator within ten (10) days, the Union shall
make an application to the Saskatchewan Minister of Labour, Province of
Saskatchewan, who shall appoint an Arbitrator.



11.03

11.04

11.05

11.06

11.07

11.08

Board Procedure

The Board may determine its own procedure but shall give full opportunity to all
parties to present evidence and make presentations. It shall hear and determine
the difference or allegation and submit a report within ten (10) days from the time a
decision is reached.

Decision of the Board

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

Disagreement on Decision

Should the parties disagree as to the meaning of the Board'’s decision, either
party may apply to the Arbitrator of the Board of Arbitration to reconvene the
Board to clarify the decision, which it shall do within ten (10) working days.

Expenses of the Board

Each party shall pay:

a) the fees and expenses of their nominee
b) one-half (1/2) of the fees and expenses of the Arbitrator

Amending of Time Limits

The time limits fixed in both the grievance and arbitration procedure may be
extended by consent of the parties and shall be confirmed in writing.

Witnesses

At any stage of the grievance or arbitration procedure the parties may have the
assistance of the employee(s) concerned as witnesses and any other witnesses.
Employees who appear as witnesses for another employee shall do so on
Commission time, without loss of pay. The Employer agrees, upon request, to
provide the Union with copies of all documents which the Employer intends to use
on a disciplinary or discharge grievance,



11.09 Access to Employer's Premises

All reasonable arrangements will be made to permit the conferring parties or the
arbitrator(s) to have access to the Employer's premises to view any working
conditions which may be relevant to the settlement of the grievance.

11.10 Grievance and Arbitration Pay Provisions

Representatives of the Union shall not suffer any loss of pay when required to leave
their employment temporarily in connection with the grievance or arbitration
procedures.

ARTICLE 12 - DISCHARGE, SUSPENSION AND DISCIPLINE

12.01 Principle of Fairness

Both parties agree that an employee is considered innocent until proven guilty. In
case of discharge or discipline, the burden of proof of just cause shall rest with the
Employer. Evidence presented shall pertain only to the grounds stated in the
discharge or discipline notice to the employee. This will not inhibit the Employer's
right to discipline or suspend.

a)

When applying the provisions of Article 12 the following procedure shall

apply:
i}

if)

The Out of Scope Manager shall notify (in writing, if appropriate) the
employee of the particulars of the alleged misconduct or
unsatisfactory job performance and of any records kept or notes
taken of conversations relating to same;

The Out of Scope Manager shall give the employee the opportunity to
respond (in writing, if appropriate) to allegations of misconduct or
unsatisfactory job performance and to review and respond to any
written notes or records kept;

The Out of Scope Manager shall notify the employee of any decision
reached or action that is or may be taken as a result of the alleged
misconduct or unsatisfactory job performance or the fact that notes
may be kept;

The record of a reprimand shall be removed from the employee's file
after twelve (12) months have elapsed providing there have been no
further disciplinary actions.



12.02

12.03

12.04

12.05

12.06

12.07

Principle of Progressive Discipline

The Employer endorses the concept of progressive discipline. The Employer
reserves the right to use any disciplinary action deemed appropriate regardless of
the order of the following clauses.

Warnings

Whenever the Employer's representative(s) deems it necessary to censure an
employee, in a manner indicating that dismissal may follow any repetition of the act
complained of, or may follow if such employee fails to bring his/her work up to a
required standard by a given date, the Executive Director shall, within five (5) days
thereafter, give written particulars of such censure to the Secretary of the Union,
with a copy to the employee involved.

Discharge Procedure

An employee may be dismissed or suspended, but only for just cause and only
upon the authority of the Employer. When an employee is discharged or
suspended, he/she shall be given the reason in the presence of his/her Steward.
Such employee and the Union shall be advised promptly, in writing, by the
Employer of the reason for such discharge or suspension. The burden of proof of
just cause shall rest with the Employer.

May Omit Grievance Steps

An employee considered by the Union to be wrongfully or unjustly discharged shall
be entitled to a hearing under Article 10, Grievance Procedure. Steps 1 and 2 of
the Grievance Procedure may be omitted in such cases.

Unjust Suspension or Discharge

Following the final decision within the Grievance Procedure, an employee who
has been unjustly suspended or discharged shall be immediately reinstated in
their former position without loss of seniority. They shall be compensated for ail
time lost in an amount equal to their normal earnings during the pay period next
preceding such discharge or suspension, or by any other arrangement as to
compensation which is just and equitable in the opinion of the parties or as
determined by the alternative dispute resolution agreed to between the
parties.

Employee Representation

When the Employer wishes to meet with an employee for the purpose of discussing
unsatisfactory work performance or conduct by the employee, if he/she or the
Employer so requests, the employee shall be accompanied by his/her steward or



other Union representative.

12.08 Crossing of Picket Lines during Strike

Employees covered by this Agreement shall have the right to refuse to cross a
picket line arising out of a labour dispute. Failure to cross such a picket line by the
members of this Union shall not be considered a violation of this Agreement, nor
shall it be grounds for disciplinary action.

ARTICLE 13 — SENIORITY

13.01 Seniority Defined

Seniority is defined as the length of service in the bargaining unit and shall be used
in determining preference or priority for promotions, transfers, demotions, lay-offs
and recall. Seniority shall operate on a bargaining unit wide basis and shall include
all in-scope employees.

13.01.01 Seniority Calculated

b)

Seniority is calculated from the employee’s date of hire. One (1) day of seniority
is accumulated for each day worked and for each day of a paid leave of absence.
Part-time and casual employees accumulate seniority on a prorated basis. See
also Articles 14.03, Article 22.02.03 and Article 23.03 and Appendix 1. Seniority
calculations are performed as follows:

Full-time Employees

One (1) year is added to a full-time employee's seniority untess they took a
leave of absence that would affect their seniority.

If a leave of absence is taken that will reduce the full-time employee’'s
seniority, their 12 months will be reduced by the appropriate amount of
time as per the Collective Agreement. The reduction will be in months or a
portion of a month.

Part-time Employees

12 months x Hours Worked (including vacation time) + Prorated paid
holidays (see Article 18) + Leaves accruing seniority

13.01.02 Ranking

Empioyees shall be ranked in order of seniority. The most senior employee
shall be ranked first and the least senior employee shall be ranked last.



13.01.03 Equal Seniority

13.02

13.03

13.04

For the purpose of determining the seniority of two (2) or more employees
who have the same bargaining unit seniority, their social insurance
numbers will be used. The employee with the lowest last six (6) digits of
their social insurance number will be considered the senior.

Seniority Lists

The Employer shall maintain a seniority list, based on the fiscal year, showing the
date upon which each employee's service commenced. An up-to-date seniority
list shall be sent to the Union in May of each year. Employees will be notified
at that time that they have ninety (90) days to review the list and appeal.
Employees should address their appeal to the Employer. After the 90-day
open period, if no appeals are forthcoming or the appeals are resolved, the
final seniority list becomes the ranking list. It can only be revised if
unforeseen, unusual circumstances occur and the Union and management
agree it is necessary.

Reinstatement of Term Employee's Seniority

Term employees who are rehired within one (1) year of their previous term expiring
will, upon being rehired, be entitled to reinstatement of the seniority accrued to their
last day of service under their previous term.

Loss of Seniority

An employee shall not lose seniority rights if he/she is absent from work because of
sickness, accident, lay-off or leave of absence approved by the Employer's
representative(s). An employee shall only lose his/her seniority in the event:

a) He/she is discharged for just cause and is not reinstated;

b) He/she resigns in writing;

c) He/she is absent from work without sufficient cause or without notifying the
Employer's representative(s) unless such notice was not reasonably
possible;

d) They fail to return to work within fourteen (14} calendar days following the
date of recall and after being notified by telephone and registered mail to
do so, unless through sickness or other just cause; it shall be the
responsibility of the employee to keep the Employer informed of his/her
current address;

e) He/she is ltaid off for a period longer than two (2) years.



13.05

13.06

f) They complete the probationary period for an out-of-scope position.

Transfers and Seniority Outside Bargaining Unit

No employee shall be transferred to a position outside the bargaining unit without
his/her consent. If an employee is transferred to a position outside of the
bargaining unit, he/she shall continue to accumulate seniority and benefits
according to Appendix 1 during such a transfer. If such an employee later returns
to the bargaining unit, he/she shall be placed in his/her former position at the
current rate of pay. Such return shall not result in the lay-off or bumping of an
employee holding greater seniority.

Seconding QOutside the Bargaining Unit

An employee may be seconded, with the consent of the employee, to other
government ministries and recognized educational institutions. During such a
secondment, an employee will accumulate seniority and benefits according to
Appendix 1. Employees returning from such an assignment shall be placed in their
former positions at the current rate of pay.

ARTICLE 14 — PROMOTIONS AND STAFF CHANGES

14.01

14.02

14.03

Job Postings

When a vacancy occurs, or a new position is created inside the bargaining unit,
the Employer's representative(s) shall notify the Union and post notice of the
position electronically for a minimum of two (2) weeks, so that all members will
know about the vacancy or new position. Whenever possible, notice of vacancies
will be posted within two (2) weeks of the vacancy occurring.

Information in Postings

Such notice shall contain the following information: nature of the position,
qualifications, required knowledge and education, skills, wage or salary rate or
range (except in external postings), status of the position (permanent, part-time,
full-time, casual), number of guaranteed hours if known, term and length of term
if known). Such qualifications shall not be established in an arbitrary or
discriminatory manner. All postings will be identified as In-Scope or Out-of-
Scope.

Role of Seniority in Promotions and Transfers

Both parties recognize:

a) the principle of promotion and transfers within the service of the Employer;

13



14.04

14.05

b) that job opportunity should increase in proportion to length of service.
Therefore, in making staff changes, transfers, or promotions, appointment
shall be made of the applicant with the greatest seniority and having the
required qualifications. Transfers not bid on will be made on the basis of
least seniority, providing that the least senior person has the qualifications
and ability required to fill the position and has completed probation.
Appointments from within the bargaining unit shall be made within four (4)
weeks of posting.

) posted term positions will be offered to the most senior qualified applicant
whenever operational requirements permit. An employee who successfully
bids on a posted term position shall have the right to return to his or her
former position at the expiry of the term position. Seniority and benefits
continue to accumulate in the usual manner for the duration of the term.

Bidding Rights of Term Employees on Leave of Absence

A term employee on a leave of absence for maternity, adoption, parental, family
responsibility, or disability leave may bid on any position posted before the
expiration of his/her term and the Employer shall not refuse to hire the term
employee on the basis that the employee's leave of absence may continue for a
period of time, unless it is an undue hardship to leave the position vacant or fill
the position on a temporary basis, for the period of time the term employee is
absent.

Probation/Trial Period

The Employer and the Union agree that the following procedure will be followed in
the evaluation of probationary employees:

a) The Employer shall make a written summary of the evaluation, outlining both
positive aspects of job performance and those areas of job performance
requiring improvement, including any suggested courses of action to effect
those improvements;

b) A copy of the written evaluation shall be provided to the employee;

c) The employee may add, in writing, his/her response to the written
evaluation;

d) The evaluation, along with the employee's response, shall be signed by both
parties, and placed on the employee's personnel file.

14.05.01 Probation for External Hires

Newly hired staff shall be on probation for a period of 1950 hours or



14.05.02

twelve (12) months, whichever occurs first, from the date of hiring. All
staff will have a performance review midway through the probationary
period. Any time on a leave of absence during a probationary period will
not be counted in the hours required to complete probation.

The probationary period of an employee may be extended for such
period as agreed upon between the parties.

During the probationary period, employees shall be entitled to all rights
and benefits of this Agreement. The employment of such employees
may be terminated at any time during the probationary period for general
unsuitability and/or just cause.

After completion of the probationary period, seniority shall be effective
from the original date of employment.

An employee's performance shall be appraised at least once at a point in
time midway through the initial probationary period and a copy of the
appraisal will be given to the employee. The appraisal will be done in
accordance with Article 14.05. A newly hired employee who is promoted
during his/her probationary period may revert to his/her former position.
Where an employee reverts to his/her former position, the employee
must complete the balance of the probationary period for that position.

Trial Period for Internal Hires

Successful applicants for all positions shall be placed on trial for a
period of twelve (12} months. An employee's performance shall be
appraised at least once during the trial period, and a copy of the
appraisal shall be given to the employee. The appraisal will be
performed in accordance with Article 14.05.

If, during the trial period, the successful applicant in the position:

a) proves unsatisfactory in the position
b) is unable to perform the duties of the new job classification
¢) wishes to revert to his/her former position

then he/she or any other employee promoted or transferred because of
the promotion shall revert to his/her former position and increment date,
at the same step in the range they would have been in had they
remained in the position. The trial period of an employee may be
extended for such period as agreed upon between the parties.



14.06 Union Nofification

The Union shall be notified of all appointments, hirings, lay-offs, transfers, recalls
and terminations of employment.

ARTICLE 15 — LAY-OFFS AND RECALLS

15.01

15.02

15.03

15.04

15.05

Abolishment of Position(s)

The Employer will determine which position{s) will be abolished according to
operational need.

Role of Seniority in Lay-offs

Both parties recognize that job security should increase in proportion to length of
service. Therefore, in the event of a lay-off, employees shall be laid off in the
reverse order of their seniority.

Advance Notice of Lay-off

The Employer shall notify employees who are to be laid off at least one (1) calendar
month prior to the effective date of lay-off. The Employer shall provide six (6}
weeks' notice to employees whose period of employment is five (5) years or more,
but less than ten (10) years. The Employer shall provide eight (8) weeks' notice to
employees whose period of employment is ten (10) years or more. [f the employee
has not had the opportunity to work the period of employment specified above after
notice of lay-off, s/he shall be paid in lieu of work for that period of time during
which work was not made available.

Options on Lay-off or Bumping

Within one (1) week of notification of being laid off or bumped, an employee shall
choose one (1) of the following options:

a) exercise bumping rights;

b) resign and receive severance pay immediately or at any time during a two-
year recall period,;

c) go on lay-off with the right to recall for a two (2) year period,

d) retire if qualified.

Recall Procedure

Employees shall be recalled in the order of their seniority, providing they are
qualified to do the work.



Employees have the right of recall for two (2) years from their date of lay-off. If an
employee is laid off, recalled and then laid off again in a short time, the two-year
recall period starts from the date of the last lay-off notice.

Employees will be recalled by telephone, e-mail and a registered letter. If the
employee fails to return to work within fourteen (14) calendar days following the
date of recall, unless through sickness or other just cause, they will be considered
resigned from the recall list and will receive severance pay immediately. The
employee is responsible for keeping the Manager of Human Resources informed of
his/her current address and phone number.

15.06 Contracting Out

No contracting out will occur and no new employees will be hired until those laid off
have been given an opportunity of recall providing they are qualified to do the work.
There shall be no contracting out of duties which could be performed by employees
within the bargaining unit and no loss of hours for employees due to contracting

out, except by mutual agreement of the Employer and the Union. All contracts shall
have an end date.

15.07 Grievances on Lay-offs

Grievances concerning lay-offs due to a reduction in the working force shall be
initiated at Step 2 of the Grievance Procedure.

ARTICLE 16 — HOURS OF WORK

16.01 Clerical

The work day shall not commence before 8:00 a.m. and not finish later than 5:00
p.m.

16.02 Scheduled Days Off (SDO)

a) Hours of Work 5-54 (112 Hours per 3 Week Cycle)

Employees may work a 5-day week with a scheduled day off (SDO)
every 3 weeks. A day shall consist of 8.03 hours worked.

OR

b) Hours of Work 5-5-5 (112 Hours per 3 Week Cycle)

Employees may work 5 days a week with no scheduled day off (SDO).
A day shall consist of 7.5 hours worked.

-3
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d)

All SDOs shall be subject to the following:

i) SDO for all employees, wherever possible, shall be on Mondays or
Fridays or an alternate day mutually agreed to by the Employer and
the employee.

ii) SDO shall not alter an employee's regular day of rest.

iif) There shall be no claim for sick leave when an employee isillon a
scheduled SDO.

iv) Employees on sick leave, vacation leave, education leave or other
approved leave with or without pay shali resume their normal work
cycle when they return to work. There shall be no accumulation of an
employee's SDOs that would have been taken during the period of
the leave.

V) While on sick leave or vacation leave, the number of days charged
against the employee’s sick or vacation leave shall not include his/her
scheduled SDOs during that period.

vi) When an employee is authorized or directed to work or to attend a
training course that does not involve a leave of absence and falls on
an SDO, the SDO will be rescheduled by mutual agreement.

vii)  SDOs that fall on a paid holiday will be rescheduled to the preceding
or next working day by mutual agreement or may be banked in
accordance with Article 16.02 e).

vii)  The Employer shall establish the three (3) week work cycles.

The above hours of work may bhe altered by agreement between the
Commission and the Union,

Employees shall have the right to bank a maximum of five (5) SDOs during
one (1) year upon mutual agreement of the employee and the Employer.
For administrative purposes, the year shall be from April 1 to March 31 the
following year. In order to bank SDOs, the employee must determine at
least twenty-four (24) hours in advance which SDOs will be banked, and
must inform the Employer's representative(s) in writing. Any number of the
banked SDOs may he taken at one time, at a time mutually agreed to by the
employee and Employer. Banked SDOs shall not conflict with the regular
vacation rights of employees as set out in Article 19, nor with the regular
rights of other employees to earn one (1) day off every three (3) weeks as
set out in this Article.



16.03

16.04

16.05

f) The combined number of SDOs and vacation credits carried over from
March 31 of one fiscal year to April 1 of the next fiscal year shall not exceed
seven (7) days. Consideration shall be given to requests to carry over
additional days in special circumstances. See Article 19.02.06.

Paid Rest or Relief Periods

All employees shall be permitted a rest period of fifteen (15) consecutive minutes
both in the first and second half of a shift.

Banked Time

Banked time is defined as any hours worked in excess of the normal number of
hours in a month that are necessary to complete an employee's job. Banked time
must be approved by the Employer. Banked time is accumulated at a rate equal to
regular hours, not at the rate of time and a half or double time. Employees can
accumulate banked time to a maximum of forty (40) hours, uniess the Employer
authorizes a higher maximum. Banked time will be taken off at a time mutually
agreeable to the employee and the Employer. If a mutually agreeable time cannot
be found, the Employer reserves the right to schedule the employee to take time
off. Banked time is not considered overtime. The right to accumulate and take off
banked time set out in this Article shall be deemed to be a benefit exceeding
benefits set out in provincial labour legislation.

Up to one (1) hour of time may be banked without prior approval for unforeseen
circumstances when serving clients. This time must be reported to the immediate
supervisor at the beginning of the next work day.

Averaqing Period for Overtime

For those employees working unregulated hours within any working day or series of
working days, the number of hours to be worked for monthly overtime entitlement
shall be determined on the basis of eight (8) hours times the number of normal
working days in each month, less the number of paid holiday and earned days off in
that month. Any hours worked in excess of the normal number of hours in a month
must be authorized by the Employer, and if so authorized, shall be granted as time
off at the rate of double time (2x) and taken at a mutually agreeable time in the
following month. If a mutually agreeable time cannot be found, the Employer
reserves the right to schedule the employee to take the time off in the following
month. There shall be no claim for sick leave when an employee is ill while taking
time in lieu of overtime, Banked time earned under Article 16.04 is not considered
overtime.



ARTICLE 17 — OVERTIME

17.01

17.02

17.03

17.04

17.05

Overtime Defined

All overtime must be assigned by the Employer.

All time worked beyond the normal work day, the normal work week or on a holiday
shall be considered as overtime.

For unregulated employees, overtime shall be paid for all time worked after eleven
(11) hours on a normal work day.

Banked time earned under Article 16.04 is not considered overtime.

Compensation for Work after Daily Scheduled Hours

a) Overtime work after regular daily hours shall be paid for at the rate of double
time (2x) in any one (1) day or shift, or time off in lieu of pay at the
employee's option. Time off to be taken at a time mutually agreeable to the
Employer's representative(s) and the employee concerned.

b) Regular daily hours for part-time clerical staff shall be up to seven and one-
half (7.5) hours per day, but shall not exceed thirty-five (35) hours per week.
Any hours worked in excess of those outlined in an employee's letter of
appointment, as required in Article 23.01, shall be mutually agreed to by the
employee and the Employer.

Compensation for Work after Scheduled Weekly Hours

Overtime work after regular weekly hours shall be paid for at the rate of double time
(2x) or time off in lieu of pay at the employee's option. Time off to be taken at a
time mutually agreeable to Employer's representative(s) and the employee
concerned. This clause is to be in effect only when a four (4) day work week is in
effect and to be included in Letter of Agreement.

Compensation for Work Not Regularly Scheduled on Saturday

Overtime work on any not regularly scheduled Saturday shall be paid for at the rate
of double time (2x) or time off in lieu of pay at the employee's option. Time off to be
taken at a time mutually agreeable to the Employer's representative(s) and the
employee concerned.

Compensation for Work on Sunday

Overtime work on Sunday shall be paid at the rate of double time (2x) or time off in
lieu of pay at the employee's option. Time off to be taken at a time mutually



17.06

17.07

17.08

17.09

17.10

agreeable to the Employer's representative(s) and the employee concerned.

Compensation for Work on Paid Holidays

Overtime work on a holiday when the employee was not scheduled to work shall be
paid for at the rate of double time (2x) plus another day off with pay at a time
mutually agreeable between the employee and the Employer's representative(s).

Payment for or Supply of Meals

Employees required to work for one (1) to four (4) hours of overtime, after
completing their regular schedule of hours in any one day, shall be provided with a
meal or an allowance of three dollars ($3.00) by the Employer. If the employee
works more than four (4) hours of overtime after completing his/her regular
schedule of hours in any one day, that employee shall be provided with a meal
allowance equal to the regular supper allowance.

No Lay-off to Compensate for Overtime

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

Calculating of Overtime Rates

For the purpose of computing the hourly overtime rates for monthly rated
employees, the formula is:

Yearly: 260 work days minus 17 earned days off, times 6.85 hours (clerical)
= 1664 hours
Hourly: Yearly salary divided by yearly hours = hourly rate

An employee who is absent on approved time off during his/her scheduled work
week because of sickness, bereavement, holidays, vacations, or other approved
leave of absence shall, for the purpose of computing overtime pay, be considered
as if he/she had worked during his/her regular hours during such absence.

Call-back Pay Guarantee

An employee who is called in to work outside his/her normal working hours shall be
paid for a minimum of three (3) hours at overtime rates and shall be paid from the
time he/she leaves his/her home to report for duty until the time he/she arrives back
upon proceeding from work.

il



17.11 Clerical Staff Required to Leave Headquarters

Clerical staff required to leave headquarters shall receive the regular sustenance
and maintenance allowance which will be the same rate as applicable to field staff.
A clerical employee required to be away from the home station overnight shall be
compensated with either one-half (1/2) day off or one-half (1/2) day's pay in lieu
thereof at the employee's option for each night so spent.

ARTICLE 18 - HOLIDAYS

18.01 Paid Holidays
The Employer recognizes the following as paid holidays:

Four (4) hours on New Year's Eve Day
New Year's Day

Family Day

Mid-winter Holiday (the Friday nearest February 15)
Good Friday

Victoria Day

Canada Day

Saskatchewan Day

Labour Day

Thanksgiving Day

Remembrance Day

Four (4) hours on Christmas Eve Day
Christmas Day

Boxing Day

One (1) floating working day

VVVVVVVVVYVVYVVY

and any other day proclaimed as a holiday by the Provincial Government.

The paid holiday "one (1) floating working day" is earned per calendar year and
cannot be carried over from year to year. This holiday is taken on a day that is
mutually acceptable to each employee and his/her supervisor. This holiday is pro-
rated on the basis of time worked in that calendar year.

18.02 Compensation for Part-time and Casua! Employees for Paid Holidays

in lieu of payment for the holidays listed in Article 18.01, part-time and casual
employees shall receive an additional five percent (5%) in each pay period. This
5% shall be calculated as follows:

Hours worked during pay period x Hourly rate x 5%



18.03 Compensation for Holidays Falling on Saturday

18.04

18.05

When any of the above-noted holidays falls on Saturday and is not proclaimed as
being observed on some other day, the preceding Friday or the following Monday
shall be deemed to be the holiday for the purpose of this Agreement.

Compensation for Holidays Falling on Sunday

When any of the above-noted holidays falls on a Sunday and is not proclaimed as
being observed on some other day, the following Monday (or Tuesday, where the
preceding clause already applies to the Monday) shall be deemed to be the holiday
for the purpose of this Agreement.

Seniority and Benefits Earned on a Paid Holiday

On paid holidays, seniority and benefits will be accumulated according to Appendix
1.

ARTICLE 19 — VACATIONS

19.01

Length of Vacation

Employees shall receive an annual vacation with pay in accordance with credited
service prior to the commencement of the vacation period.

19.01.01 Service Defined

Service for the purpose of all of Article 19 is accumulated in the following
manner:

a) Service begins on the employee's commencement date and is
calculated annually.

b) One (1) service is gained on an employee's anniversary date except
where there is a break of 182 calendar days in employment. The
only circumstances that constitute a break in employment are
termination, resignation or an approved unpaid leave of absence of
more than 181 calendar days. The first 181 calendar days of an
individual's leave of absence are considered service and vacation
entitlement is accumulated in the usual manner during this time.

c) All time spent on worker's compensation, injured, ill or disabled

worker's leave, maternity or adoption leave is counted toward
vacation entitlements.
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d) All employees who are rehired within one year of their previous
employment with the Commission expiring, upon being rehired, will
be entitled to reinstatement of the service accrued to their last day of
service under their previous term of employment.

19.01.02 Annual Vacation Entitlement

Except as otherwise provided in this Agreement, each employee is
entitled to an annual vacation with pay as follows:

a) i) During the calendar year in which service is less than one
year, 1.25 days' vacation leave is earned for each full
month worked.

ii) During each calendar year in which service reaches one
(1) year or more, but less than five (5) years, employees
are entitled to fifteen (15) days' vacation leave. 1.25 days
of vacation leave is earned for each full month worked.

iii) During each calendar year in which service reaches five (5)
years or more, but less than ten (10) years, employees are
entitled to twenty (20) days' vacation leave. 1.67 days of
vacation leave is earned for each full month worked.

iv) During each calendar year in which service reaches ten
(10) years or more, but less than twenty-five (25) years,
employees are entitled to twenty-five (25) days' vacation
leave. 2.083 days of vacation leave is earned for each full
month worked.

V) During the calendar year in which service reaches twenty-
five (25) years or more, employees are entitled to thirty
(30) days' vacation leave. 2.5 days of vacation leave is
earned for each full month worked.

Such vacation leave shall be estimated at the commencement of each
vacation year, but shall be reduced as required throughout the vacation
year if, during that time, the employee resigns or is, for any reason set
forth elsewhere in this Agreement, disentitled to any portion of the
vacation leave.

19.02 Accumulation of Vacation Credits

19.02.01 Commencing Employment

For the purpose of computing vacation credits, an employee who
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19.02.02

19.02.03

19.02.04

19.02.05

19.02.06

commences employment during the period from the 1st to the 15th of the
month will receive credit for that month's service. Employees
commencing employment from the 16th to the end of the month will be
considered as commencing their service, for vacation purposes, on the
first day of the following month.

Earning Vacation Credits

Vacation credits are earned for days worked and all paid days not
worked. Vacation credits are not earned for days claimed as unpaid
leave and Workers' Compensation leave.

Compensation for Holidays Falling within Vacation Schedule

if a paid holiday falls or is observed during an employee's vacation
period, he/she shall be allowed an additional day's paid vacation.

Approved Leave of Absence during Vacation

Where an employee qualifies for three (3) days or more sick leave,
bereavement, or any other approved leave during his/her period of
vacation, there shall be no deduction from vacation credits for such
absence. The period of vacation so displaced shall either be added to
the vacation period or reinstated for use at a later date, at a time to be
mutuaily agreeable to the Employer's representative(s) and the
employee. In the case of illness of three (3) days or more, the employee
will produce medical documentation supporting incapacitation due to
illness in order to substantiate the request.

Vacation Credits Part-time and Casual Employees

Part-time employees working less than forty percent (40%) of regular
hours and casual employees who receive vacation pay rather than
annual vacation leave shall be entitled to take days off without pay for the
number of vacation days they ordinarily would accumulate. On days
taken in lieu of vacation, such employees will accumulate seniority and
benefits according to Appendix 1.

Carryover of VVacation Credits

The vacation year shall be April 1 to the following March 31.

The combined number of SDOs and vacation credits carried over from
March 31 of one fiscal year to April 1 of the next fiscal year shall not
exceed seven (7) days. Consideration shall be given to requests to carry
over additional days in special circumstances.
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Vacation credits carried over shail not conflict with the regular vacation
rights of other employees as set out within this Article.

19.03 Vacation Pay

a) All casuals and part-time employees receiving vacation pay and;

b) All term, part-time and full-time employees who, on termination of
employment, cease work on a day other than the last day of the month in
which employees under this Agreement work, will receive together with their
regular pay, vacation pay at the following rates:

e 6.36% for employees entitled to fifteen (15) working days' vacation
per year,

¢ 8.64% for employees entitled to twenty (20) working days' vacation
per year;

+ 11.00% for employees entitled to twenty-five (25) working days'
vacation per year,

* 13.44% for employees entitled to thirty (30) working days' vacation
per year.

19.04 Preference in Vacations

Insofar as operationally feasible, annual vacation shall be arranged to secure
equal opportunities of advantageous periods to all employees. If there is a
scheduling conflict, the supervisor will attempt to resolve the conflict
informally. If not resolved informally, seniority will be the determining factor.

18.05 Vacation Schedules

Vacation schedules shall be arranged by May 1 of each year and shall not be
changed unless mutually agreed upon by the employee and the Employer.
Employees will indicate their vacation preferences to their supervisor by April 1.

19.06 Unbroken Vacation Period

An employee shall be entitled to receive his/her vacation in an unbroken period,
unless otherwise mutually agreed upon between the employee and the Employer.

19.07 Seniority and Benefits Earned on a Vacation Leave

On paid vacation days or days taken in lieu of vacation (Article 19.02.05), seniority
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and benefits will be accumulated according to Appendix 1.

ARTICLE 20 — SICK LEAVE PROVISIONS

20.01

Sick Leave Defined

Sick leave means the period of time an employee is absent from work, with full pay,
by virtue of being sick, disabled, exposed to contagious diseases, unable to work
because of pregnancy or pregnancy related illness, or receiving on-going treatment.

20.02 Annual Paid Sick Leave

20.03

20.04

20.05

a) Fifteen (15) days' sick leave per year shall be earned by an employee at the
rate of one and one quarter (1 1/4) days for every month an employee is
employed.

b) New employees shall be aliowed a five (5) working days' advance of sick
leave credits. Upon completion of ninety (80) days of employment, the new
employee shall receive an advance of an additional ten (10) days' sick leave
credits.

Accumulation of Annual Sick Leave

The unused portion of an employee's sick leave shall accrue for his/her future
benefits.

liness in the Family

In the case of iliness of an immediate member of the family of an employee, the
employee shall be entitled, after notifying his/her supervisor, to use a maximum of
five (5) accumulated sick days per illness for this purpose.

Personal Leave

Upon approval of his/her supervisor, leave with pay for Personal leave
shall be granted to an employee. Such leave shall be deducted from an
employee's accumulated sick leave to a maximum of three (3) days per year.
Such leave shall not be unreasonably withheld.

Personal leave shall be defined as responsibilities of an employee where the
employee has an obligation or duty within the context of today's societal
demands or pressures. Employees shall provide reasonable notice when they
intend to utilize personal leave in erder to minimize any negative effect on
service delivery.

These leave provisions do not apply to purely discretionary personal or family



matters.

20.06 Deductions from Sick Leave

a) A deduction shall be made from accumulated sick leave of all normal
working days (exclusive of holidays) absent for sick leave.

b) Absence for sick leave of less than two (2) hours shall not be deducted.
Article 20.06 b) shall not apply to ongoing treatment.

20.07 Proof of lliness and Reporting lliness

20.07.01 Proof of lliness

An employee may be required to produce a certificate from a Medical
Practitioner for any iliness in excess of three (3) working days,
certifying that they are unable to carry out his/her duties due to
illness. However, where an employee is consistently absent for
periods of three (3) working days or less, the Employer may request a
medical certificate and the Employer will be responsible to pay the
cost with receipt.

20.07.02 Reporting lliness

An employee who is unable to attend work due to iliness shall notify the
Employer before the hour he/she is to report for work or at their first
reasonable opportunity.

20.08 Sick Leave during Leave of Absence

Where an employee is given leave of absence without pay for any reason, or is laid
off on account of lack of work and returns to work upon expiration of such leave of
absence, etc., he/she shall not receive sick leave credit for the period of such
absence, but shall retain his/her accumulative credit, if any, existing at the time of
such leave or lay-off.

20.09 Sick Leave Records

Immediately after the close of each fiscal year, each employee shall review the Sick
Leave Records of the Employer and verify that the accumulated sick leave is
correct. Each employee is to be advised, on application of the amount of sick leave
accrued to his/her credit.

20.10 Computing Sick Leave

For the purpose of computing sick leave entitlement, an employee who commences
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20.11

2012

employment during the period from the 15t to the 15" of the month will receive credit
for that month's service. Full-time employees commencing employment from the
16" to the end of the month will be considered as commencing their service, for
sick leave purposes, on the first day of the following month. Part-time employees
will be considered as commencing their service, for sick leave purposes, on the first
day of the following pay period.

Seniority and Benefits Earned on Paid Sick Leave

On paid sick leave, seniority and benefits will be accumulated according to
Appendix 1.

Injured, Il or Disabled Worker's Provisions

The Employer and the Union acknowledge that they have a duty to reasonably
accommodate disabled workers in accordance with The Saskafchewan Human
Rights Code.

a) The Employer shall be obliged to return the employee to the position held
before their leave if the employee returns within twenty-four (24) months of
the initial leave, unless it would present an undue hardship for the Employer.
However, nothing herein shall prevent the Employer from eliminating the
employee's position due to a bona fide reduction of the workforce or
restructuring.

ARTICLE 21 - LEAVE OF ABSENCE

Unless otherwise indicated, employees will continue to accumulate seniority and benefits
according to Appendix 1 for all leaves of absence.

21.01

Leave of Absence for Union Business

a) The Employer agrees that on at least seventy-two (72) hours' notice
(exclusive of holidays and weekends), in writing, leave of absence shall be
given to any designated employee(s) for the purpose of conducting Union
business.

The Union will notify the manager or supervisor and provide names for any
pre-scheduled Union meetings, conventions, conferences, efc. as soon as
the dates have been confirmed.

b) An employee granted leave under this Article shall earn seniority and
benefits as per Paid Union Leave in Appendix 1.

c) The Employer agrees to continue to pay normal salary, supplementary
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21.02

21.03

21.04

21.05

earnings and benefits to employees delegated on a short-term basis of one
(1) month or less to attend to Union business and that the Employer is to
charge the Union for reimbursement of the cost.

Leave of Absence for Full-time Union or Public Duties

a) The Employer recognizes the right of employees to participate in public
affairs. Therefore, upon written request, the Employer's representative(s)
will grant leave of absence so that employees may be candidates in a
federal, provincial or municipal election. During such a leave, an employee
shall accumulate seniority and benefits according to Appendix 1.

b) An employee who is elected or selected for a full-time position with the
Union, or anybody with which the Union is affiliated or who is elected to
public office, shall be granted leave of absence for a period of one (1) year,
and will maintain his/her seniority. Such leave shall be renewed each year,
on request, during his/her term of office. During such a leave, an employee
shall maintain, but not accumulate, seniority. During such a leave an
employee shall accumulate benefits according to Appendix 1.

Paid Bereavement Leave

An employee shall be granted up to three (3) regularly scheduled consecutive
work days' leave without loss of salary or wages in the case of death of a parent,
domestic partner, sibling, child, grandparent, or some person with whom the
employee has experienced a close relationship. Where attendance at the
service requires more than five-hundred (500) kilometres round-trip travel,
such leave may be extended up to five (5) working days.

Mourner's Leave

One-half (1/2) day's leave shall be granted without loss of pay to attend a funeral as
a pallbearer or a mourner. If necessary, this leave may be extended to one (1) day.

Medical Care Leave

a) Employees shall be allowed up to three (3) days per annum paid leave of
absence in order to engage in personal preventive medical and dental care
or ongoing treatment. On request, employees may be required to show
proof of medical or dental care. Ongoing treatment in excess of three (3)
days will be charged against sick credits.

b) Employees shall be allowed up to three (3) working days per annum paid
leave of absence in order to engage in preventative health care for any
children in their care. Such leave shall be charged against an employee's
sick leave entitlement.
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21.06 Service Requirements for Maternity/Adoption/Parental Leave
An employee shall be entitled to maternity/adoption/parental leave. The Employer
shall not deny the pregnant employee the right to continue employment during the
period of pregnancy.

21.07 Seniority Status during Maternity/Adoption/Parental Leave

The employee shall accrue seniority during the period of
maternity/adoption/parental leave.

21.08 Length of Maternity/Adoption/Parental Leave

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 leave commencement date shall be granted leave consisting of a
period up to and including twenty-four (24) calendar months.

21.09 Employer Payment of Benefits during Maternity/Adoption/Parental Leave

During the period of maternity/adoption/parental leave, the Employer shall continue
contributions to the Employer paid benefit plans in effect. For those employees on
a maternity/adoption/parental leave, provided the employee has filed a declaration
of non-practice or claimed the status of an inactive member with the professional
association, the Employer agrees not to deduct or claim from the employee, any
portion of professional fees that have not or will not be refunded by the appropriate
professional association.

21.10 Procedure Upon Return from Maternity/Adoption/Parental Leave

The employee returning to work after maternity/adoption/parental leave shall
provide the Employer with at least one (1) month’s notice. On return from originally
agreed maternity leave, the employee shall be placed in her former position. [f
maternity leave is extended, for any reason, in excess of two (2) weeks, then the
employee may be placed in her former position.

21.11 Family Leave

Employees shall be allowed leave of absence with pay for the following reasons:

Reason Leave of Absence

Employee’s marriage Three (3) working days

Employee’s child or sibling One (1) working day

41



21.12

21.13

2114

Parental (Spousal Birth) Leave Three (3) working days

Pressing Family Necessity (i.e. serious | Maximum of three (3) working days per
fire or flood, etc.) year

Domestic partnership breakdown Up to two (2) working days

Time Off for Elections

Employees shall be allowed four (4) consecutive hours off before the closing of
polls in any federal, provincial or municipal election or referendum without
deduction from normal daily pay.

Paid Jury or Court Witness Duty Leave

The Employer's representative(s) shall grant leave of absence to an employee who
serves as a juror or witness in any court. The Employer shall pay such an
employee the difference between his/her normal earnings and the payment he/she
receives for jury service or court witness, excluding payment for travelling, meals or
other expenses. The employee will present proof of service and the amount of pay
received. Time spent by an employee required to serve as a court witness in any
matter arising out of his/her employment shall be considered as time worked at the
appropriate rate of pay.

Education Leave

The Commission may grant education leave as follows:

a) i) Short-term Duration

From one (1) to eight (8) weeks may be granted to any employee
who requests it, and where the Employer deems the education to be
of benefit to the organization, provided that they apply two (2) months
prior to the commencement of the proposed leave, and provided that
arrangements can be made to ensure that the duties of the employee
on leave can be covered.

ii) Medium-term Duration

From nine (9) to sixteen (16) weeks may be granted to any employee
who requests it, and where the Employer deems the education to be
of benefit to the organization, provided that they apply four (4) months
prior to the commencement of the proposed leave, and provided that
arrangements can be made to ensure that the duties of the employee
on leave can be covered.
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21.15

iii) Long-term Leave

From seventeen (17) to fifty-two (52) weeks may be granted to any
employee who requests it, and where the Employer deems the
education to be of benefit to the organization, provided that they
apply six (6) months prior to the commencement of the proposed
leave, and provided satisfactory arrangements can be made to cover
the duties of the person on leave.

In consideration of the above, the employee agrees to return to the employ
of the Employer and provide two (2) months' service for each one (1) month
of salary equivalent (includes tuition and text books). Failure to return to the
employ of the Employer or to return only a partial return service commitment
to the Employer requires repayment of a pro-rata proportion of all education
leave advances, plus interest at the chartered banks’ prime rate of interest
from the date the Employer ascertains that the return service commitment
will not be provided. The employee will provide the Employer with a
Promissory Note to this effect.

An employee returning from Education Leave may be reinstated in his/her
former position at the then current rate of pay.

Writing Exams

Leave of absence with pay may be granted to allow employees time to write
job related examinations to improve qualifications in the service.

Courses (Extramural)

Employees taking courses extramurally may be reimbursed for all or a
portion of their tuition, necessary books and materiais provided that the
courses are job related, successfully completed and have had prior approval
of the Commission.

(General Leave

Definite and indefinite leave, if granted, shall entitle an employee to maintain but not
accumulate seniority for the duration of the leave. During such a leave, an
employee shall accumulate benefits according to Appendix 1 for the duration of the
leave. Whenever possible, one (1) month's notice is required when requesting
either a definite or an indefinite leave.

Requests for such leave shall not be unreasonably denied.
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Definite

Providing satisfactory arrangements can be made for the performance of
his/her work, an employee shall, with valid reason, be granted a definite
leave of absence without pay by the Chief Commissioner, for a period of up
to one (1) year.

An employee granted definite leave under this subsection shall not be
entitled to return from such leave in advance of the date to which the leave
was granted. On return from leave of absence such employee shall be
returned to his/her former position at the current rate of pay. When a definite
leave is for six (6) months or longer an employee must give one (1) month's
notice of his/her intention to return to work.

Indefinite

A permanent employee shall, for valid reasons, be granted indefinite leave
of absence without pay by the Chief Commissioner.

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

)} A permanent employee granted indefinite leave of absence without
pay shall, upon the conclusion of the leave, have his/her name placed
on the Commission re-employment list.

21.16 Family Responsibility Leave

An employee shall be entitled to a full-time or part-time leave of absence without
pay of up to two (2) years for the purpose of fulfilling family responsibilities
regarding a parent, domestic partner, sibling, child, grandparent or some person
with whom the employee has experienced a close relationship. An employee
granted such leave shall not be entitled to return from such a leave in advance of
the date to which the leave was granted.

a)

b)

An employee returning from such leave shall be returned to his/her former
position at the current rate of pay.

An employee on such leave of absence may apply for extensions not
exceeding the above two (2) year period. An application for extension must
be received by the Chief Commissioner one (1) month before the present
leave is completed.

The employee returning to work after a family responsibility leave for up to
one (1) year shall provide the Chief Commissioner with at least one (1)
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month’s notice. If leave is longer than one (1) year, two (2) months' notice is
required.

21.17 Leave for Court Appearance or Incarceration

a)

b)

In the event that an employee is accused of an offence which requires a
court appearance, he/she shall be entitled to a leave of absence without
pay, such leave to cover time required for pre-trial legal custody.

In the event that the employee is found guilty of an offence not involving the
Commission, he/she may be granted a leave of absence without pay to
cover the period of incarceration and will maintain but not accumulate
seniority during such leave.

21.18 Return to Work While on a Leave of Absence

Employees required to return to work while on an approved leave of absence shall
be compensated for all hours worked at normal rates of pay and shall have their
child care and travel expenses reimbursed.

21.19 Deferred Salary Leave

The Human Rights Commission agrees to participate in the Deferred Salary Leave
Plan introduced by the Government of Saskatchewan.

21.20 Appointment Leave

a)

b)

An employee who is appointed by the Commission to a Board, Commission,
Committee, Task Force, etc., shall be granted leave of absence with pay in
order to carry out any duties arising out of such appointment.

Upon the approval of the Commission, an employee who is appointed by
any level of government to a Board, Commission, Committee, Task Force,
etc., may be granted a leave of absence with or without pay in order to carry
out any duties arising from such an appointment.

ARTICLE 22 — PAYMENT OF WAGES AND ALLOWANCES

22.01 Rates of Pay

22.01.01 Hourly and Daily Rates of Pay

Hourly and daily rates shall be calculated on the basis of the following
formulas:

45



a) Unrequlated Employees

The hourly rate for employees working unregulated hours (an
average of 37.5 hours per week, 162.5 hours per month) is:

monthly rate as per Schedule "A" ($) = hourly rate ($ per hour)
162.5 hours per month

The daily rate is the hourly rate x 7.5 hours.

b) Regulated Emplovees

The hourly rate for employees working regulated hours (35 hours per
week, 151.67 hours per month) is:

monthly rate as per Schedule "A" ($) = hourly rate ($ per hour)
151.67 hours per month

The daily rate is the hourly rate x 7 hours.

22.01.02 Rate of Pay on Promotion

When an employee is promoted to another classification and such
promotion would not otherwise result in any increase in salary at the
time, such employee shall be placed in a pay rate in his/her new
classification which will provide an immediate increase over his/her
previous salary rate. In instances where promotion results in less than
five percent (5%) increase in pay, the employee shall move to the next
higher step in the new pay range.

22.02 Increments
Employees are entitled to increments in their pay range as set out in Schedule "A".

22.02.01 Eull-time Employees

An Employee is entitled to an increment in his/her position when he/she
has worked the equivalent of 130 days' service for the purpose of
entitlement to a six-month increment and the equivalent of 260 days'
service for the purpose of entittement to annual increments. Where an
employee has not worked the equivalent of 130 or 260 days, whichever
is applicable, prior to his/her increment date, it shall be adjusted to the
first day of the next pay period following the completion of the equivalent
of 130 or 260 days worked.
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22.02.02 Part-time and Casual Emplovees

22.02.03

a)

Part-time employees who are guaranteed a minimum of sixty percent
(60%) of regular hours for their classification will earn increments in
the following way:

i) B6-month increment — These part-time employees wili earn this
increment 6 months from their date of hire provided they have
worked the equivalent of 78 da

i) 1-year increment — These part-time employees will earn this
increment 1 year from their date of hire provided they have
worked the equivalent of 156 days.

Part-time employees who are guaranteed less than sixty percent
(60%) of regular hours for their classification and all casual
employees must work the equivalent of 78 or 156 days, whichever is
applicable, to be entitled to an increment.

Service Defined

For the purpose of Article 22.02, service will be accumulated in the
following manner:

a)

b)

Employees eam service for each day worked.

Employees accumulate one (1) day of service for each of the
following days or prorated for partial days, for paid time not worked
for the purpose of designated holidays, vacation or time in lieu of
vacation, paid sick leave, approved paid leaves of absences.

Employees on Workers' Compensation, maternity, adoption and
injured, ill or disabled worker's leave accumulate service for the first
181 calendar days of a claim, at which time their level of service will
be maintained but they do not accumulate service until they return to
work.

Employees transferred outside the bargaining unit, but still employed
by the Commission, will be considered to be earning service and
therefore increments in the usual manner.

Except as otherwise specified in Appendix 1 and c) above, all unpaid
leaves are not considered service for the purpose of Article 22.02.
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22.03

22.04

22.02.04

22.02.05

22.02.06

22.02.07

Increment Dates

a) Increment dates shall be established as follows:

i) An employee who, during the period from the first of the month to
the fifteenth of the month commences employment or is promoted
or accrues the service required for an increment, shall have
his/her increment date adjusted to the next pay period;

i) An employee who, during the period of the sixteenth of the month
to the end of the month, commences empioyment or is promoted
or accrues the service required for an increment, shall have
his/her increment date adjusted to the next pay period.

Permanent Assignment to a Lower Paying Job

When an employee is permanently assigned to a lower paying job,
he/she shall receive the rate of pay for the job, and his/her increment
date and step shall remain the same.

Temporary Assignment to a Lower Paying Job

When an employee is temporarily assigned to a lower paying job, his/her
rate of pay shall not be reduced and his/her increment date shall not be
changed.

Latera! Transfer

An employee's increment date shall remain unchanged upon lateral
transfer. The transfer of an employee to a different position in the same
classification or in the same pay range shall be deemed to be a lateral
transfer.

Pay on Temporary Transfers, Higher-rated Job

When an employee, for the period of at least a week, temporarily substitutes in or
performs the duties of a higher paying position at a flat rate of pay, he/she shall
receive the rate for the job. When an employee temporarily substitutes in or
performs the principal duties of a higher paying position for which a salary range
has been established, he/she shall receive the hourly rate in the salary range which
is next higher to his/her previous hourly rate, or five percent (5%}, whichever is

greater.

Pay for Newly Hired Employees

Up in the Range of Pay at the time of hiring:
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22.05

The newly hired employee who has previously worked for this Employer in
the same or similar position within the past two (2) years and has worked for
a period equal to the minimum requirements to complete Step One of
Schedule "A" (6 months or 1 year), shall start at the second step of their pay
band under the current Schedule "A".

The newly hired employee who has previously worked for another Human
Rights Commission in a similar position within the past two (2) years for a
period equal to the minimum requirements to complete Step One of
Schedule "A" (6 months or 1 year), shall start at the second step of their pay
band under the current Schedule "A".

The newly hired employee who has other work experience or other work
experience plus a) or b) may be moved beyond the second step in the range
with the agreement of the Employer and the Union.

Temporary Salary Supplement

The Commission may implement a temporary salary supplement in order to
address documented recruitment and retention issues, or for special
circumstances.

In assessing the need for a temporary salary supplement, the integrity of the Joint
Job Evaluation Plan and the Collective Agreement shall be maintained.

When temporary salary supplement ranges are identified, the following shall apply:

a)

b)

c)

d)

There will be annual review at the first Labour Management Committee
meeting each fiscal year.

Application will be on a job classification basis and band levels within the job
classification may receive varying levels of supplements.

Prior to the implementation of any changes, the Commission shall discuss
their intentions with the Union.

When the temporary supplemented ranges are implemented or increased,
current employees affected will receive an increase to their salary rate
equivalent to the percentage of the increase to the temporary salary
supplement.

When a temporary salary supplement is reduced or terminated, affected
employees:

i) With a salary rate equal to or less than the maximum of the regular

range, shall retain his/her current salary rate and be entitled to
increments and economic adjustments, subject to the maximum of
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the regular range;

i) With a salary rate exceeding the maximum of the regular range, shall
retain his/her current salary rate and not be entitled to increments and
economic adjustments until such time as the maximum of the regular
range exceeds their current salary rate.

22.06 Vacation Pay
An employee may, upon giving at least three (3) weeks' notice, receive on the last
office day preceding commencement of his/her annual vacation, any paycheques
which may fall due during the periods of vacation.

22.07 Severance Pay

Where the employment of an employee with one or more years' service is
terminated by the Employer for reasons other than just cause, or the employee is
not re-employed prior to the expiry of the two-year limit on lay-off, or where the
employment is terminated for reasons of certified ill health or retirement, the
Employer shall pay to the employee one-third (1/3) of a month's salary for each
year of service with the Commission on departure at the rate of pay effective
immediately prior to termination.

For employees hired on or after July 30, 2017 who are subject to lay-off, severance
shall be calculated as follows:

An employee whose position is abolished, and who elects to resign or retire,
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.

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. it
shall not include time spent on the re-employment list.

Service for severance entitlement is calculated on the basis of actual time
worked.

22.08 Mileage Allowances

a) Mileage rates paid to employees using their own automobiles for the
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Employer's business shall be equivalent to the prevailing Public Service
Commission rates currently in effect.

b) The Employer shall also pay the difference in premiums between the rate for
liability insurance on the employee's automobile if used for pleasure only,
and the rate required to insure such automobile if used as well for the
purpose of the Employer, providing the employee has committed the use of
his/her own automobile on other than a casual basis and in no way relies on
c).

c) As a condition of employment, the Employer does not require anyone to own
an automobile. When transportation is required, the employee may, with the
approval of the Executive Director, elect to use his/her own automobile at
the approved mileage rate. If an employee does not elect to use his/her own
automobile, the Employer will, when necessary, provide alternative
transportation.

22.09 Legal Costs

Notwithstanding any disciplinary actions for just cause, the Employer shall pay all
legal costs arising out of lawsuits or charges in any court against any employee as
a result of actions carried out in good faith and within the scope of the employee's
employment duties and responsibilities. Actions shall be considered to be in good
faith unless proven otherwise. The Employer shall also pay any judgement or
monetary awards against an employee arising out of such court action.

22.10 Sustenance, Maintenance and Miscellaneous Expenses

Employees will be reimbursed for out of pocket travel expenses on the following

basis:

a) i) Hotel accommodation, accommodation in private residences, meals,
gratuities and other travel expenses for travel in or out of province at
the current rates set by the Public Service Commission or as they
may be changed from time to time.

ii) Northern Travel: receipts for actual and reasonable expenses for

accommodation and meals will be reimbursed.

b) Miscellaneous Expenses

Substantiated by receipts.

c) Management will reimburse casual employees $0.25 per page for faxes and
$0.05 per page for printing paper that they use. Employees will provide the
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documentation required by accounting to access reimbursement.

Casual investigators are provided with the following office supplies as
necessary:

Stamped SHRC envelopes
Stamps for special weight items
Letterhead

Envelopes

Paper clips

File folders

Post-it notes

Note pads

Casual investigators are provided with a calling card and all work-related
long-distance charges can be billed to their calling card.

d) Upon request, clerical staff who are required to leave headquarters shall be
entitled to child care provided at the Employer's expense after normal
working hours.

22.11 Winter Survival Kits

The Employer shall provide winter survival kits in each CVA vehicle. The contents
of this kit will be decided by the Occupational Health and Safety Committee.

22.12 Employees on Leave as Withesses

Employees on unpaid leave of absence who are called as witnesses at a Tribunal
or Court of Queen's Bench because of their previous work for the Commission shall
be entitled to receive banked time, on return to employment with the Commission,
for time spent at the Tribunal or Court of Queen's Bench.

22.13 Maternity/Adoption/Parental Leave Supplemental Employment Benefit (SEB)
Plan

a) The Employer agrees to provide employees on
Maternity/Adoption/Parental Leave with a top-up from the gross
maximum weekly Employment Insurance (El) benefit or 55% of the
employee’s regular salary (whichever is less) to 95% of the employee’s
regular salary for the first seventeen weeks of Employment Insurance
Maternity/Adoption/Parental Leave Benefits. The seventeen (17) week
period will include the one (1) week El waiting period.



b)

d)

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/adoption/parental leave, the
Employer will not incur any additional cost to the current practice of

paying top-up.

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

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 SEB benefit available to both partners combined is seventeen
weeks.

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.

In extenuating circumstances, the Commission may waive all or a
portion of the return service commitment and the employee’s
requirement for repayment of benefits in exceptional circumstances,
such as death of the employee, severe and prolonged disability, or job
abolition resulting in termination of the employer/employee relationship.

ARTICLE 23 - TERM, PART-TIME AND CASUAL EMPLOYEES

Term, part-time and casual employees shall be entitied to all rights, representation and
benefits of this Agreement, including the right to contribute to the Government Pension
Plan. Benefits will be prorated.

23.01 Part-time Employees

Employees who work at the Commission on a regular part-time basis will be
guaranteed hours of work in their letter of appointment. Any reduction in their hours
of work will be preceded by one (1) month's notice.

Part-time employees accumulate seniority on a prorated basis as per
Article 13.01.01 and Appendix 1.
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23.02

23.03

The Employer shall also pay group life insurance premiums based on 3 times
salary for part-time employees working at least twenty percent (20%) of full-time
hours.

Part-time employees accumulate benefits according to Appendix 1.

Term Employees

All term employees accumulate seniority and benefits during the term of their
employment as per Appendix 1.

When the employee's term expires, he/she is no longer employed by the
Commission and has no rights under the Collective Agreement, except that, when
the employee has been employed as a term employee with the Commission for a
cumulative period in excess of one year, the employee shall retain their seniority for
a period of two (2) years, and be entitled to use their seniority to bid on job postings
in accordance with the Collective Agreement.

If a former employee is rehired within one year of the expiry of his’her previous
term, the seniority and credit toward vacation and increments earned during the last
term of employment will be reinstated.

Reinstatement of seniority and credits toward vacation and increments shall
operate on a cumulative basis, provided there is no break in service of one year or
more.

Such employees are required to pass probation in their new position, as per Article
14.05, if they were not previously employed in this position. [f they are rehired
within one year into the same position, their probation is considered to begin on the
first day of their original appointment to this position.

Casual Employees

Notwithstanding the above, employees who have no guaranteed hours of work are
considered casual employees.

Casual employees earn benefits according to Appendix 1.
See also Article 14.03 and Article 22.02.02.

23.03.01 Assignment of Casual Hours

a) Regulated Employees

Casual hours are offered to employees on the basis of seniority. The
most senior employee who is working less than full-time and is
qualified to do the job in that classification will be offered casual hours
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23.03.02

first. Where an employee requires additional hours to complete a
project, that employee may be given up to ten (10) additional hours,
even though there are other regulated employees with more seniority.

b) Unrequlated Employees

Casual hours will be offered on the basis of seniority, with some
consideration given to operational need. Where an employee
requires additional hours to complete a project, that employee may
be given up to ten (10) additional hours, even though there are other
unregulated employees with more seniority.

Failure to Work

Article 12 applies to casual employees. Should a casual employee fail to
respond or refuse three (3) consecutive offers of work or the Employer is
unable to reach them on three (3) separate, consecutive offers of work,
management will notify the Union and the casual employee at his/her last
known address that the employee will be terminated for being
unavailable for work unless, within fourteen (14) days of the notice, the
casual employee can show that he/she is reasonably available for work.

Casual employees are responsible for keeping the Employer informed of
his/her current address and phone number and to contact the Employer
at least once each year to indicate his/her availability for work.

ARTICLE 24 — JOB CLASSIFICATION AND RECLASSIFICATION

The Employer and the Union shall jointly uphold the integrity of the Job Evaluation Plan.

24.01 Job Descriptions

24.02

The Employer's representative(s) agree to draw up job descriptions for all positions
for which the Union is a bargaining agent. Revised descriptions shall be presented
to the Union and shall become the recognized job descriptions unless the Union
presents written objection within thirty (30) days. Job descriptions for new positions
shall be presented te the Union within thirty (30) days of the new position being

created.

Classification of Positions

a) Where the Employer establishes a new position, the Employer will classify
the new position in accordance with the in-scope Job Evaluation Plan and
assign a rate of pay in accordance with the salary provisions of Schedule "A"
and negotiate its inclusion or exclusion and the hours of work designation.
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b) Newly established positions will have their classification level reviewed six
(6) months from hiring in order to ensure accuracy. Should the level
change, the salary shall be adjusted in accordance with Article 24.03.

C) Where there have been substantial duties added or deleted from an existing
position, the Employer or the Union or incumbent may request a review of
the classification of the position by the Employer, in accordance with the
provisions of the in-scope Job Evaluation Plan.

d) Should the incumbent not agree with the classification by the Employer,
he/she may appeal within fifteen (15) calendar days of the written notice of
the decision to an agreed upon outside third party. The appeal request shall
set out clearly which factors are in dispute, including the rationale.

e) Employees requesting reconsideration and up to one (1) witness shall be
entitled to leave with pay for the purpose of appearing before the outside
third party.

24,03 Salary Adjustments

Should the review of a position result in a change to the job rating and a new higher
pay band, the incumbent(s)' salary will be placed at the job rate of the new pay
band retroactive to the first day of the pay period immediately following the day in
which the request was received by Human Resources. For newly estabiished
positions, the day in which the request was received will be the date of
commencement in the position provided no new duties have been assigned.
Otherwise, the date established shall be the date the new duties were assigned.

Should the review result in a lower job rating, the incumbent(s)' salary will be
maintained at its current level until such time as the maximum salary in the new pay
band surpasses the incumbent(s)'s current salary. No incumbent will have his /her
wages reduced as the result of a job evaluation review.

ARTICLE 25 — ADDITIONAL BENEFITS

For each day worked and for each day of paid leave, employees shall accumulate all the
benefits listed in Appendix 1, in the same manner as employees on paid leave under
Article 21.03, Article 21.04 and Article 21.05.

25.01 Pension Plan
In addition to Canada Pension Plan, every employee as required by The
Saskatchewan Human Rights Code, is covered by The Public Employees Pension

Plan Act. The Employer will match the employee contributions to 6.50%The
Employer and the Union agree to work co-operatively over the term of this
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25.02

25.03

25.04

25.05

25.06

Agreement to eliminate from the benefit plan any terms or conditions which do not
conform to the provisions of Article 2.

Effective August 1, 2025, the Employer will match the employee contribution
to 7.0%.

Workers' Compensation Pay Supplement

An employee prevented from performing his/her regular work with the Employer on
account of an occupational accident that is recognised by the Workers'
Compensation Board as compensable within the meaning of the Compensation
Act, shall receive from the Employer the difference between the amount payable by
the Workers' Compensation Board and his/her regular salary.

An employee receiving Workers' Compensation shall accumulate seniority and
benefits according to Appendix 1.

Injury Pay Provisions

An employee who is injured during working hours and is required to leave for
treatment or is sent home for such injury shall receive payment for the remainder of
the shift at his/her regular rate of pay, without deduction from sick leave, unless a
doctor or nurse states that the employee is fit for further work on that shift. An
employee who has received payment under this Article shall receive pay for time
necessarily spent for further medical treatment of the injury during regularly
scheduled working hours, subsequent to the day of the accident.

Transportation of Accident Victims

Transportation to the nearest physician or hospital for employees requiring medical
care as a result of an accident which occurs in the performance of work for the
Commission shall be at the expense of the Employer.

Group Life and Dependent Life Plan

The Commission agrees to pay the full premium to provide Group Life coverage in
the amount of three (3) times annual salary with dependent coverage.

Long-Term Disability and Life Insurance Plan

The Employer and the Union have agreed the carrier of life and long-term
disability be the Public Employees’ Benefit agency as of September 1, 1997.

All employees will be eligible for life and long-term disability coverage.

Life insurance continues to be an Employer paid benefit and eligible



25.07

25.08

25.09

2510

25.11

employees continue to have coverage at 3 x annual salary.

Long-term disability coverage continues to be an employee paid benefit.
The Union agrees to obtain and maintain a Long-Term Disability Policy. Total
premiums for same to be deducted and remitted from employees' salaries. The
Union agrees to provide a list of the amounts required to be paid on behalf of each
employee referred to in this clause.

Dental Plan

The Employer agrees to continue to participate in the Public Employees Dental
Plan and pay the required premium.

Employees' Share of El Premium Reduction

The employees' portion of the El premium reduction shall be used to reduce the
long-term disability (LTD) premiums paid by Commission employees. The
distribution of the premium rebate will not be based on salary but divided equally
among all employees.

Emplovee Assistance Plan

The Employer will administer an Employee Assistance Plan, to a maximum of
$2,000.00 per year, for the benefit of employees and their families. The Employer
will keep confidential the employee's participation in the plan.

Pay Equity

The Union and the Employer agree that in order to ensure equal pay for equal
value wage adjustments will not be eroded, accurate job descriptions and job
ratings will be maintained on an ongoing basis. In addition, there will be a periodic
review of jobs upon request and a full review of all jobs five (5) years after full
implementation of the Joint Job Evaluation Plan.

Extended Healthcare and Dental Plan

The employer agrees to provide employees of the SHRC to participate in the
following benefit plans: Public Employees Dental Plan (Core and Enhanced)
Extended Healthcare Plan PS/GE and CUPE 600 Extended Health Care Plan
CUPE Retirees.

The above-mentioned benefits are to be covered fully by the employer.
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ARTICLE 26 — PRESENT CONDITIONS AND BENEFITS

26.01

26.02

Present Conditions to Continue

All rights, benefits, privileges and working conditions which employees now enjoy,
receive or possess shall continue to be enjoyed and possessed in so far as they
are consistent with this Agreement, but may be modified by mutual agreement
between the Employer's representative(s) and the Union.

Continuation of Acquired Rights

All provisions of this Agreement are subject to applicable laws now or hereafter in
effect. If any law now existing or hereafter enacted, or proclamation or regulation
shall invalidate any portion of this Agreement, or if there is an amalgamation,
annexation, merger or other structural change of the Employer, the entire
Agreement shall not be invalidated and the existing rights, privileges and
obligations of the employees shall remain in existence and either party, upon notice
to the other, may reopen this present Agreement for negotiation.

ARTICLE 27 — COPIES OF AGREEMENT

27.01

Copies of Agreement

The Union and the Employer desire every employee to be familiar with the
provisions of this Agreement and his/her rights and obligations under it. For this
reason, the Employer's representative(s) shall provide electronic copies of the
Agreement within thirty (30) days of signing.

ARTICLE 28 — GENERAL

28.01

Plural Terms and Gender

Wherever possible, gender-neutral language will be used.

ARTICLE 29 - TERM OF AGREEMENT

29.01

Term of Agreement

This Agreement shall be binding and remain in effect from August 1, 2023 to July
31, 2026, and shall continue from year to year thereafter unless either party gives
the other party notice, in writing, not less than sixty (60) days or more than one-
hundred and twenty (120) days prior to July 31 in any year that it desires its
termination or amendment.
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29.02

29.03

Changes in Agreement

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

Agreement te Continue in Force

Both parties shall adhere fully to the terms of this Agreement during the period of
bona fide collective bargaining, and, if negotiations extend beyond the anniversary
date of the Agreement, any revision in terms mutually agreed upon shall, unless
otherwise specified, apply retroactively to that date. Employees who have severed
their employment between the termination date of this Agreement and the effective
date of the new Agreement shall receive the full retroactivity of any wage or salary
increase.

ARTICLE 30 - EMPLOYMENT EQUITY PROGRAM

30.01

Employment Equity Program

Both parties agree to develop and implement a comprehensive employment equity
program designed to eliminate systemic discrimination and reduce the under-
representation of designated groups. This plan shall conform with the requirements
set out under Section 47 of The Saskatchewan Human Rights Code. A joint
Union/management committee shall be struck to oversee the implementation of the
Employment Equity Program and to monitor the progress of the Employment Equity
Program, as per Article 8.02 a). The work of the Committee shall be subject to the
following conditions and to Article 8.03 a):
a) The Committee shall meet at least four (4) times a year with the first meeting
taking place no later than ninety (90) days after the signing of this
Agreement.

b) Committee members shall attend Committee meetings and carry out
Committee work during work hours without loss of pay.

C) Any elements of the plan which interfere or alter any of the Articles set out in
this Collective Agreement, shall first be submitted to the Employer and the
Union membership for ratification before incorporating into the plan, subject
to the Commission authorizing any changes to the existing approved plan.
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ARTICLE 31 - TECHNOLOGICAL CHANGE

31.01

31.02

31.03

Technological Change Defined

For the purpose of this Collective Agreement, technological change means:

a) the introduction by an Employer into the workplace of equipment or material
of a different nature or kind than that previously utilized, which affects two or
more employees;

b) a change in the manner in which the Employer carries on the work that is
directly related to the introduction of that equipment or material; or

c) the removal by an Employer of any part of the work because of the
introduction of new equipment or material.

Notice of Technological Change

The Employer shall give notice of and negotiate any technological change with the
Union at least ninety (90) days prior to the date on which the technological change
is to be effected.

Technological Change and New Job Classifications

All new job classifications created through the introduction of technological change
shall be automatically included within the scope of the Collective Agreement.

ARTICLE 32 - OCCUPATIONAL HEALTH AND SAFETY

32.0

32.02

Occupational Health and Safety Commiittee

A joint Occupational Health and Safety Committee will be established. Union
members will make up fifty percent (50%) of the Committee and the Union will
be responsible for appointing its own representatives. Each party will be
represented by a maximum of three {3} members. The function of this
Committee is to monitor the Occupational Health and Safety conditions of the
workplace and address employee concerns specific to health and safety.

Access to Occupational Health and Safety information

All employees shall have an absolute right of access to all information held by the
Employer conceming equipment and chemicals used in the workplace and to any
research and reports conducted by the Employer in relation to occupational health
and safety issues affecting their workplace.
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32.03 Right to Refuse to do Work

Employees shall have the right to refuse to do work, without loss of pay or job
discrimination, if the work creates any health hazards or perceived health hazards.

32.04 Eye Examinations

Where an employee's assigned duties entail the regular operation of a VDT, the
Employer will:

a) provide the employee with a reasonable period of paid leave for an eye
examination upon commencing work on the VDT,

b) thereafter provide the employee with a reasonable period of paid leave for
eye examination on an annual basis and subsequent examinations if
problems develop;

c) pay for any special eyeglasses or contact lenses required because the
employee is working on VDTs;

d) pay reasonable costs associated with the above-mentioned eye
examinations which are not covered by the Saskatchewan Medical Care
Insurance Commission.

Regular operation is defined as an average daily computer use of four (4) hours.
This average is taken over a period of one (1) month.

Reasonable costs include the cost of a regular eye examination and any additional
tests providing the examination and tests are necessary as a result of regular
operation of a VDT.

32.05 Employee Wellness

In the interests of promoting employee health and productivity, the Employer
agrees to accommodate employee weliness initiatives wherever possible and when
not disruptive to operations.

ARTICLE 33 - WORK ARRANGEMENTS

33.01 Job Sharing

The parties agree in principle to consider and implement, whenever possible, job
sharing proposals presented by employees.
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33.02 Job Exchange

The parties agree in principle to consider and implement, whenever possible,
internal job exchange proposals presented by employees.

33.03 Flexible Work Arrangements

The Union and the Employer agree there is a need to balance work and family.
Toward that end, the parties agree that, with the approval of their supervisor or
manager, an employee may work a flexible work schedule and, on occasion, in a
flexible work location. Where the Employer agrees that operational requirements
allow for it, this may include working an expanded work day to reduce the work
week.

33.04 Retirement Transition

The Union and Employer agree that there may be a desire by an employee to ease
the transition into retirement. Toward that end the parties agree that, with the
approval of the Employer, an employee may work with a reduced work schedule.
Where the Employer agrees that operational arrangements allow for it, this may
include working a minimum of sixty percent (60%) of full-time.

ARTICLE 34 — PERSONNEL RECORDS AND PERFORMANCE EVALUATIONS

34.01 Right to Review Personnel Records

Employees shall have the right at any time to review their personnel files and to
make copies of any material contained in them.

34.02 Copies of Performance Evaluations

Employees will be given a copy of their performance evaluation upon its
completion.

34.03 Right to Written Response

Employees shall have the right to add written responses to their performance
evaluations or any materiat in their personnel file.

34.04 Pedormmance Evaluations Part of Personnel Record

Performance evaluations including the employee's written response shall be placed
on the employee's personnel file.
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SIGNING PAGE

This Agreement signed on the _ =k day of Jone. , 2025

IN WITNESS WHEREOF the parties hereto have hereunto affixed their seal by their
proper
signing officers on both the day and year first above written.

SIGNED ON BEHALF OF LOCAL 1871 SIGNED ON BEHALF OF THE
OF THE CANADIAN UNION OF PUBLIC SASKATCHEWAN HUMAN
EMPLOYEES RIGHTS COMMISSION

47/@“&5_/ Z(éﬁlfr ‘

—

(Witness)
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APPENDIX 1: Accumulation of Seniority and Benefits

. . Vacation Vacation Sick Leave
Relevant Articles Seniority Entitlement Eamed Eamed Increment Severance LTD GLI Pension EAP
.].3'05 Yes Yes Yes Yes Yes Yes EE Paid Yes Yes Yes
ransfers
Yes with EE EE
;i'coc?n din Yes Yes 2NDing Yes Yes Yes Option Option g:zk Yes
g Employer to Pay to Pay
18.05 : Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
Stat Holidays
19
Vacation &
19.02.05 Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
Time in Lieu
of Vacation
20.11
Sick Leave — Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
Paid
2042 Carrier's Option First
Di]sabl ed ' Yes Yes No No 181 Days 181 Days EE Paid Waiting Period | Pay 181
for LTD Back Days

Leave
21.01
Paid Union Leave Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
21.01 . R
Unpaid Uriion Leave Yes 181 Days No No No No EE Paid EE Paid Yes Yes

a)

Candidate
21.02 —Yes . Pay
Unpaid FT Union 181 Days No No No No EE Paid EE Pad No
or Public Duties b) Upon Back

Election -

No
21.03,04, 05 Yos
Paid Leaves Yes Yes 725 Yes Yes Yes Yes Yes Yes Yes
21.06
Maternity/
Adoption/ Yes Yes No No 181 Days 181 Days Yes Yes Yes Yes
Parental Leave
21.13
Paid Leave Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
21.14 Pa
Unpaid Yes 181 Days No No No 181 Days EE Paid EE Paid y Na

. Back

Education Leave
21.1% . . Pay
General Leave No 181 Days No No No No EE Paid EE Paid Back No
21.16 ] . Pay
Family Yes 181 Days No No No 181 Days EE Paid EE Paid Back No
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APPENDIX 1: Accumulation of Seniority and Benefits

. . Vacation Vacation Sick Leave .
Relevant Articles Seniority Entitlement Eamed Eamed Increment Severance LTD GLI Pension EAP
Responsibility
Leave

a) Yes
21.17 Unless p
Court or Convicted 181 Days No No No No EE Paid EE Paid B:Zk Mo
Incarceration b) No If
Convicted

21.19 Pa
Deferred Salary No 181 Days No No No No EE Pad EE Pad Y No
Leave Back
21.20
Appointment Yes Yes Yes Yes Yes Yes Yes Yes Yes Yes
Leave

) - Vacation Vacation Sick Leave .
Relevant Articles Seniority Enfittement Eamed Eamed Increment Severance LTD GLI Pension EAP
23.01 Actual Time Actual Time Actual Time 60% ) . ) Pro. EE
Part-time Worked Yes Worked Worked Threshold Time Worked EE Paid Pro. ER Paid Pro. Optional Yes
23.02 . _ EE
Term Yes Yes Yes Yes Yes No EE Paid ER Paid Optional Yes
23.03 Actual Time Actual Time 60% ' Pro. EE
Casual ves ves Worked Worked Threshold Time Worked | No No Optional Yes
25.02 19
Workers' . . EE
Compensation Yes Yes No No 181 Days 181 Days EE Paid ER Paid Paid 108a1y .

Supptement
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EXPLANATORY NOTES

These explain the terms in each column in Appendix 1.

Please refer to the articles in the Collective Agreement and this Appendix jointly.

Seniority (See also Article 13)

Yes - Seniority is accumulated for the days claimed under a particular article.
No — Seniority is maintained, but not accumulated for the days claimed under a
particular article.

FP — Former Position. While on leave from their former positions under Article
20.11, employees who return to work at reduced hours shall continue to
accumuiate seniority at the same rate as in their former positions.

Vacation Entitlement (See also Article 19)

Yes — Service is counted for vacation entitlement for the days claimed under a
particular article.

No - No service is counted for vacation entitlement of the days claimed under a
particular article.

181 Days — The first 181 calendar days are counted as service for vacation
entitlement for the days claimed under a particular article.

Vacation Earned {See also Article 19)

Yes - Vacation credits are earned for the days claimed under a particular article.
No — No vacation credits are earned for the days claimed under a particular
article.

181 Days — Vacation credits are earned for the first 181 calendar days claimed
under a particular article.

Time Worked - Vacation credits are earned on the basis of actual time worked
for the duration of this period.

Yes with 2NDing Employer — The employee earns vacation credits with the
seconding Employer.

Sick Leave Earned (See also Article 20)

Yes — Sick leave credits are earned for the days claimed under a particular
article.

No — No sick leave credits are earned for the days claimed under a particular
article.

181 Days — Sick leave credits are earned for the first 181 calendar days claimed
under a particular article.

Time Worked — Sick leave credits are earned on the basis of actual time worked
for the duration of this period.
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»  Prorated Equivalent to Time Worked — Sick leave credits are earned on a
basis of equivalent to time worked calculated on pay received during such a
leave.

increments (See also Article 22.02)

®=  Yes — Service is counted for increment entitiement for the days claimed under a
particular article.

= No — No service is counted for increment entitlement for the days claimed under
a particular article.

s 181 Days — The first 181 calendar days of this period are counted as service for
increment entitlement.

= Prorated — 60% Threshold - Service is counted for increment entitlement on the
basis of actual time worked subject to the provisions of Article 22.02.02.

Severance (See also Article 22.07)

® Yes — Service is counted for severance entitlement for the days claimed under a
particular article.

=  No - No service is counted for severance entitlement for the days claimed under
a particular article.

= Time Worked — Service for severance entitlement is calculated on the basis of
actual time worked for this period.

LTD - Long-Term Disability

LTD continues to be paid by the employee for days claimed under the specified
article, subject to plan restrictions.

GLI — Group Life Insurance

GLI continues to be paid by the Employer for days claimed under the specified
article, subject to plan restrictions. EE paid means employees have the option to
pay their own group life insurance while they are on unpaid leaves providing the
carrier allows this. The carrier's waiting period for LTD means the ER pays the life
premium when the employee is on leave under Article 20.12 until the employee
begins receiving LTD benefits.

Pension — PEPP

Employees continue to participate in the pension plan for days claimed under the
specified article. Pay back means upon return from a leave of absence, employees
will have the option of double pension deductions from their pay cheques until they
have paid for the employee pension contributions they should have made while on
leave.
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EAP — Employee Assistance Plan

Employees continue to be able to access EAP benefits for days claimed under the
specified article.

ER — Employer Paid Benefit
EE - Employee Paid Benefit
LTD — EE Paid Pro — Employee Paid Benefit prorated based on time worked

GLI - ER Paid Pro — Employer Paid Benefit prorated based on time worked

Abbreviations Used in Appendix 1

EAP Employee Assistance Plan

EE_ | Employee
ER Employer
FP Former Position
GLI Group Life Insurance

HRC Human Rights Commission
i LTD Long-Term Disability

Pro Prorated
. 2NDing | Seconding
|FT Full-time
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Salary Schedule “A”

[ CUPE 1871 NEGOTIATED HOURLY SALARY RANGES

SHRC Position Name [ Bottomn ! Top Hourly | Bottom Hourly | Top Hourly
- Hourly Rate as of | Rate as of Rate as of
Rate as of | April 1, August 1, August 1,
April 1, 2022 as 2022 as 2022 as
2022 as agreed in agreed in agreed in
agreed in  LOU #6 LOU#7 (2%) | LOU#7 (2%)
) LOU #6 :
| Legal 1 B $28.843 | $38.597 | $29.420 1 $39.369
Legal2 $42.431 $67.625 $43.280 $68.978
Legal 3 $51.569 $82.197 $52.600 $83.841
. Investigator 1 $30.166 $40.375 $30.769 $41.183
" Investigator 2 . $34.892 $46.702 $35.590 $47.636
_Investigator 3 . $39.772 $53.225 $40.567 $54.290
Mediator 1 $34.892 | $46.702 $35.590 $47.636
Mediator 2 | $39.772  '$53.225 1 $40.567 $54.290
Systemic Specialist $34.892  $46.702 $35.590 $47.636
Communications $31.409  $42.031 $32.037 $42.872
 Administrative Assistant | $21.663 | $27.864 $22.096 $28.421
| Legal Assistant $26.281 $30.105 $26.807 $30.707

"SHRC Position Name

Bottom Hourly Applied_

3% Min Rate August 1,
2023

[ Top Hourly Applied 3% Min
Rate August 1, 2023

Legal 1 $30.302 $40.550 ]
Legal 2 $44.578 $71.047 ]
Legal 3 $54.178 $86.356 L
Investigator 1 | $31.692 _ | $42.418 -
Investigator 2 $36.658 $49.065
Investigator 3 $41.784 $55.918

_Mediator 1 $36.658 $49.065

| Mediator 2 | $41.784 _$55.918_

| Systemic Specialist $36.658 $49.065

 Communications $32.998 $44.158

Administrative Assistant | $22.759 [ $29.274
Legal Assistant $27.611 $31.628
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'SHRC Position Name

[ Bottom Hourly Applied

| Top Hourly Applied 3% Max

3% Max Rate August 1, | Rate August 1, 2024
_ | 2024
Legal 1  $31.212 $41.767
Legal2 945915 $73.178
Legal 3 $55.804 $88.947
Investigator 1 $32.643 $43.691
' Investigator 2 $37.757 $50.537
_Investigator 3 $43.038 $57.596
_Mediator 1 $37.757 $50.537
Mediator 2 $43.038 $57.596
"Systemic Specialist $37.757 $50.537 _
Communications $33.988 $45.483
Administrative Assistant | $23.442 $30.152
Legal Assistant $28.439 . $32.577

ke —_— i

SHRC Position Name Bottom Hourly Applied Top Applied Hourly 1.5%
1.5% Max Rate August | Max Rate August 1, 2025

I 11,2025 _

Legal 1 $31.680 | $42.393

Legal 2 $46.604 $74.276

Legal 3 $56.641 $90.281

Investigator 1 $33.133 $44.346
_Investigator 2 $38.324 $51.295 B
_Investigator 3 $43.684 $58.460
_Mediator 1 $38.324 | $51.295 L
| Mediator 2 $43.684 $58.460
| Systemic Specialist $38.324 ! $51.295
| Communications $34.498 [$46.165 B
| Administrative Assistant | $23.794 $30.604 B

Legal Assistant $28.866 $33.066




Saskatchewan Human Rights Commission
Appendix "A"

In accordance with Article 16.02, those occupying the Administrative Assistant position will
be considered regulated employees (working 1820 hours per annum/ 151.67 hours per
month at full time). All staff occupying other positions, including that of Legal Assistant,
shall work unregulated hours (working 1950 hours per annum/162.5 hours per month at
full time).

The incremental adjustments will occur at a rate of 6% per annum. This is in addition to
economic adjustment, if any, due each August 1.

Substantive position compensation will be preserved in the new compensation range for
any staff filling a new role in an internal probationary position.

In accordance with Collective Bargaining Agreement clause 22.02.02, permanent staff
members who are guaranteed a minimum 60% of regular hours, and who are currently at
top of the old compensation range, will receive yearly incremental adjustments each April
1 until reaching top of the new compensatory range.

In accordance with Collective Bargaining Agreement clause 22.02.02, permanent staff
members who are guaranteed less than 60% of regular hours, and who are currently at
top of the old compensation range, will receive yearly incremental adjustments after
working 1170 hours, until reaching top of the new compensatory range.

All staff not currently at the top of the old compensation range will become eligible for
increment change on their current increment date.

Any member not currently at the top of the new compensation range, but with in 6% of top
of that range, that member shall receive the remaining adjustment to bring them to the top
of the new compensation range.

The compensation range will increase with bargained economic increases.

The existing employee currently occupying the Legal Assistant position will receive 6%
incremental increases as earned within the confines of the current Pay Band 5
compensatory range. It is acknowledged that the employee s entitled to receive a 6%
incremental increase upon passing probation (May 1, 2022). The existing employee in that
position may receive bargained economic increases as long as their hourly wage does not
exceed the wage ranges maximum value. Once they reach the top of their existing pay
band, they will continue to receive that salary but not be entitled to incremental or
economic increases until such a time as the top end of the new compensatory scale
exceeds the incumbent’s current salary.

Employees hired into the Legal Assistant position post April 1, 2022, will receive
compensation with in the new compensatory scale.



The existing employee currently occupying the Communications position currently
receives compensation Pay Band 9. They will continue to receive that salary but not be
entitled to incremental or economic increases until such time as the top end of the new
compensatory scale exceeds the incumbent’s current salary.

Specified Exceptions to Compensation Grid:

1) Employees occupying the Administrative Assistant position prior to July 31,
2022, will receive incremental 6% increases as earned within the confines of the
previous Pay Band 4 compensatory range, $25.549 - $31.694 per hour. Existing
employees in that position may receive bargained economic increases as long
as their hourly wage does not exceed $31.694 per hour. Employees hired into
the Administrative Assistant position post July 31, 2022, if any, will receive
compensation within the current compensatory scale.

2) Employees occupying the Legal Assistant position prior to July 31, 2022, will
receive 6% incremental increases as earned within the confines of the previous
Pay Band 5 compensatory range, $27.041- $34.169 per hour. That employee
may receive bargained economic increases as long as their hourly wage does
not exceed $34.169 per hour. Employees hired into the Legal Assistant position
post July 31, 2022, will receive compensation within the current compensatory
scale.

The Employer will provide a 3-year agreement with economic wage increase 3%,

3%, 1.5%; retroactive to Aug 1, 2023, and retroactive for retired and resigned
employees.
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Letter of Understanding 2024-01 - Dispute Resolution Options
RE: Extending the Collective Bargaining Agreement

Preamble:

The parties agree the best resolution of a dispute is one worked out between the parties
without recourse to a third party.

The parties wili approach 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 these three options.

i) Grievance Mediation

ii) Case Management

iii) Expedited Arbitration

Failure to resolve a grievance through the Steps in Article 10, the parties may agree to any
other dispute resolution mechanism with a view to resolving the grievance prior to, or
following, any grievance being referred to arbitration as outlined in Article 11.

1) GRIEVANCE MEDIATION

This provision can be adjusted by mutual agreement of the parties.

Grievances Appropriate for Mediation.

J Where a grievance seeks individual settlement, i.e. settlement applies to one
griever 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, i.e. group grievances.

. Grievance mediation is appropriate where there are a range of possible solutions
to the concerns raised in the grievance.

Grievance Mediation is normally not appropriate for policy grievances, complex cases, or
where other Employees would have a similar claim resulting from the settlement.

Role of the Mediator:

. To assist the parties to achieve a mutually acceptable resolution of the grievance.
. The parties will equally share the cost of fees and expenses of the Mediator.
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Provision of Information Prior to the Mediation:

The Mediator will be provided with a copy of the grievance and a copy of the
Collective Agreement at least five (5) days prior to the mediation.

Rules Applicable to Grievance Mediation:

[ ]

Rules of evidence do not apply, and proceedings are informal; the grievor and
management respondent participate in the process.

Any document provided prior to, or during the mediation, will be returned to the
issuing party at the end of the mediation.

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.
Anything said or done at any mediation cannot be used against a party in any
subsequent arbitration.

If no settlement is reached, the parties may proceed to another dispute resolution
option or arbitration.

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.

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.

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.

The parties to the mediation will have the authority to conclude a settlement at
the mediation.

Attendees to the mediation include the Grievor, the Manager respondent, the
Local Steward, the Ministry of Labour Relations consultant and the spokesperson
for the Union and management. Additional persons may attend by mutual
consent.

Mediation will normaily 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 by the Mediator (concept, process, ground rules, questions).
Mediator presented with the issue in dispute AND a joint statement of facts
prepared in advance of the hearing by the parties.
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Description of Grievance:

(I

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.

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.

Allowable Time Limit;

Normally three (3) hours; an extension will be allowed by joint agreement of the
parties.

The Mediator may call a halt to mediation where it appears resolution is not likely.

CASE MANAGEMENT

Preamble:

The parties may agree to utilize case management after Step 2 of the grievance
procedure. The settlement applies only to the grievance being heard and shall have no
precedential value and shall not thereafter be referred to by the parties in respect of any
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other matter in any other setting.
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 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 these three options.

In the interest of expediting grievance handling, the parties agree to the following dispute
resolution process.

Case Management Process:

. No outside legal counsel will be used by either party.

. The agreed to Arbitrator will hear all case management presentations.

. Union Representation: Labour Relations Officer (LRQ) and Shop
Steward/Negotiating Committee Representative and grievor (if required).

. Employer Representation: Labour Relations Consultant or Director and Human
Resources and Manager (if required).

. Other participants/observers as agreed by the parties.

. The parties will determine the grievances they wish to put forward to case
management.

Documents tabled with the Arbitrator:

o Relevant Collective Bargaining Agreement;

. Grievance statement;

. 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);

J The exact issue that the parties want decided; and

. 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 on "onus";

J 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; and

. The grievance may be removed from Case Management Process at any time,

prior ta the hearing.
{Ill) EXPEDITED ARBITRATION

Preamble:

The parties may agree to utilize expedited arbitration after Step 2 of the grievance
procedure. The settlement applies only to the grievance being heard and 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.

In the interest of expediting grievance handling, the parties agree to the following dispute
resolution process.

Grievances Appropriate for Expedited Arbitration:

. Unless otherwise agreed by the parties, only grievances that seek an individual
settlement, i.e. settlement applies only to the grievor, would not result in a similar
claim by other Employees, shall have no precedential vaiue and shall not
thereafter be referred to by the parties in respect of any other matter in any other

setting.
J Concerns with grievances that involve the interpretation and application, or
alleged violation, of the Collective Agreement, i.e. grievances that are arbitral.
. Where there is a limited range of solutions, or single solution, to the concern

raised in the grievance.

Where mutually agreed upon by the parties that a case be expeditiously arbitrated, a
single Arbitrator will act on the matter. Any Arbitrator must have served as the chairperson
of an arbitration board.

Expedited Arbitration Process:

. No outside legal counsel used by either party:

. Union: Staff Representative or Elected Official

. Employer: Labour Relations Consultant or Director
) Documents tabled with Arbitrator:

. Collective Bargaining Agreement;
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Grievance statement;

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
The exact issue 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, i.e. 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 five (5) 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 grievance may be removed from the expedited process at any time, prior to
the expedited hearing.

Failing agreement on any of the previcus dispute resolution options the parties may agree
to utilize arbitration proceedings per Article 11.



DATE:_ o} Q00
QF{C&]HE SASKATCHEWAN HUMAN RIGHTS COMMISSION

~1¢_ Director of Operations
“Witness

F E AL 1871
e ~ _ President
" faslomld - Witness
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Letter of Understanding 2024-02
RE: Amendment of Collective Bargaining Agreement

Paragraph 1.01 of the Collective Bargaining Agreement, executed December 7, 2020 (the
“CBA"}, shall be amended as follows:

1.01 Bargaining Unit

The Employer recognizes the Canadian Union of Public Employees and its
Local 1871 as the sole and exclusive collective bargaining agency for all of its
present and future employees, save and except the following positions that are
Out of Scope:

Director of Operations

General Counsel

Resolution Director

Deputy Director Resolution

Director Systemic Advocacy

Financial Officer

Human Resources Officer

Commission Executive Assistant

Administrative Assistant to the Chief Commissioner

* @ @« ¢ & ¢+ ¢ »

The parties agree that any additions to the number of out-of-scope positions will
be negotiated, with a view to reaching consensus. In the event of a failure to
reach consensus, the matter will be referred to adjudication by the Labour
Relations Board.

Where the CBA makes reference to "Manager Human Resources" it is
understood that those responsibilities fall to the Director of Operations.

DATE: O [Q41202%
FOR THE SASKATCHEWAN HUMAN RIGHTS COMMISSION

- E
/,%’ VIR //w’i/ /__ Director of Operations

s witness

FOR CUPE LOCAL 1871

> Lo/ witness

81



Letter of Understanding 2024-03
RE: Extending the Collective Bargaining Agreement

The parties agree that the Collective Bargaining agreement that expired July 31, 2022, will
be extended for a 6™ year, August 1, 2022 — July 31, 2023.

That the following hourly salary ranges are to be implemented as of August 1, 2022:

—xTTSe@ e a0Tw

Administrative Assistant — $22.066 - $28 421
Legal Assistant - $26.807-$30.707
Legal 1 - $29.420 - $39.370

Legal 2 - $43.280 - $68.978

Legal 3 - $52.600- $83.841

Investigator 1 - $30.769 - $41.183
Investigator 2 - $35.590 - $47.636
Investigator 3 $40.569 - $54.290
Systemic Specialist - $35.590 - $47.636
Mediator 1- $35.590 - $47.636
Mediator 2 - $40.569 - $54.290
Communications - $32.037-42.872

Specified Exceptions:

1)

3)

Employees currently occupying the Administrative Assistant position will
receive incremental 6% increases as earned within the confines of the
previous Pay Band 4 compensatory range, $25.549 - $31.694 per hour.
Existing employees in that position may receive bargained economic increases
as long as their hourly wage does not exceed $31.694 per hour.

Employees hired into the Administrative Assistant position post July 31, 2022,
if any, will receive compensation within the current compensatory scale.

The employee currently occupying the Legal Assistant position will receive 6%
incremental increases as earned within the confines of the previous Pay Band
5 compensatory range, $27.041 - $34.169 per hour. That employee may
receive bargained economic increases as long as their hourly wage does not
exceed $34.169 per hour.

Employees hired into the Legal Assistant position post July 31, 2022, will
receive compensation within the current compensatory scale.

The employee currently occupying the Communications position currently
receives compensation Pay Band 9, top of grid ($47.664). They will continue to
receive that salary but not be entitled to incremental or economic increases
until such time as the top end of the new compensatory scale exceeds the
incumbent’s current salary.
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Employees hired into the Communications position post July 31, 2022, will
receive compensation within the current compensatory scale.

oaTe I [0S

FOR,THE SASKATCHEWAN HUMAN RIGHTS COMMISSION

FOR CUPE LOCAL 1871

/_; - President
gl F. witness

Director of Operations
nvitness
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Letter of Understanding 2025-01
RE: Amendments to the Collective Agreement Qutside of Formal Bargaining

This Letter of Understanding confirms that an agreement has been reached between the
Employer and the Union to amend specific provisions of the Collective Agreement. These
amendments were not originally addressed during the formal collective bargaining process
but have since been identified and mutually agreed upon as requiring remedy.

The following amendments have been made:

1. Article 21.11 - Special Leave
Amended in part to delete:

» Marriage of child of domestic partnership, employee’s sibling
Amended in part to add:
« Marriage of employee’s child or sibling.

2. Article 16.02 — Hours of Work
Amended to reflect two scheduling options:
a) Hours of Work 5-5-4 (112.5 Hours per 3 Week Cycle)

« Employees may work a 5-day week with a Scheduled Day Off (SDO) every
3 weeks. A day shall consist of 8.03 hours worked.

b) Hours of Work 5-5-5 Schedule {(112.5 Hours per 3 Week Cycle)

« Employees may work 5 days per week with no Scheduled Day Off (SDO).
A day shall consist of 7.5 hours worked.

These amendments are effective as of Ola! 2"{ !202$End shall be included in the
current Collective Agreement. Date

DATE: 06)Q4 [0S

THE SASKATCHEWAN HUMAN RIGHTS COMMISSION
: /1 -# ¢~ Director of Operations
witness

FO AL 1871
Rebecca Hoiseth, Interim President
- < - Witness
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Seniority Appeal Form

To be filled out by the Employee (please print)

I wish to challenge my seniority days for

the year listed on the tentative seniority list dated

Why are you appealing? For example, missed casual time, efc.

Please provide any documentation/information you have that will support your appeal then
forward it to the Manager, Human Resources with a copy to the Union.

You have ninety (90) days from the date on the tentative seniority list to make your appeal.

Signature of Employee Date submitted
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A.D. 2025

SIGNED THIS_ AU DAY oF ___juun@

s

AT SASKATOON, SASKATCHEWAN.

SIGNED ON BEHALF OF:

THE CANADIAN UNION OF PUBLIC
EMPLOYEES, LOCAL 1871

e

sl L Yol

ES ;jsdicope.491

8h

SIGNED ON BEHALF OF:

SASKATCHEWAN HUMAN RIGHTS
COMMISSION

//}%/{uh ﬂ&(ﬁéﬁ

,r.‘: T """*\




Letter of Understanding
Between Saskatchewan Human Rights Commission and CUPE 1871
RE: Amendments to the Collective Agreement Outside of Formal Bargaining

This Letter of Understanding confirms that an agreement has been reached between the
Employer and the Union to amend specific provisions of the Collective Agreement. These
amendments were not originally addressed during the formal collective bargaining process but
have since been identified and mutually agreed upon as requiring remedy.

The following amendments have heen made:

1. Article 21.11 — Special Leave
Amended in part to delete:

« Marriage of child of domestic partnership, employee’s sibling
Amended in part to add:
« Marriage of employee’s child or sibling.

2. Article 16.02 — Hours of Work
Amended to reflect two scheduling options:
a) Hours of Work 5-5-4 (112.5 Hours per 3 Week Cycle)

+ Employees may work a 5-day week with a Scheduled Day Off (SDO) every 3
weeks. A day shall consist of 8.03 hours worked.

b) Hours of Work 5-5-5 Schedule (112.5 Hours per 3 Week Cycle)

o Employees may work 5 days per week with no Scheduled Day Off (SDO). A
day shall consist of 7.5 hours worked.

These amendments are effective as of OH 2—'4 l ZO'ZS and shall be included in the current
Collective Agreement. Date

DATE: Q@[&g Jaoa S

jTHE SASKATCHEWAN HUMAN RIGHTS COMMISSION
P ﬁ -

Director of Operations

witness

FOR CUPE LOCAL 1871

% . Rebecca Hoiseth, Interim President
(J%—f{ VM " witness

jsdicope.491
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