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Dovernrnant of 
Saskatchewan 

Reaffirmation 
his pnamble appsand in the first collective sgrscment entered into between the Governant of T Smkatchewan and the Saskatchewan Govemment Employscp Assoclation in 194s; it has appmw! 
virmallv Unchanaed in cach collcctive ~ ~ c n t  achieved bv the DMios over tho Isst 58 VCBIII. I1 IS 

fitting that BS wt anler the 591b anniversary yoar of that historic agreement. one that pmvidcd collective 
bargaining ri$hto to Canadian public acrvanls for the fin1 lime, ulal we rtallirm our commibnent to those 
same values. 

In wflimiing &&se values, the mion and management jointly agree that the fallowing common goals 
will guide theiraolions: 

Quality SeNiCe 10 the public: efficient, effective, client driven and jointly developed. 
A ~ n s t i u c t i ~ ~  new relationship betwean employtes, union, and management, with the 
following charaotcristios: 

-open and p"ticipal0ry. 
~ timely sharing of information, 

~ Mnsistent human resoulcc policies and their Gonsislcnt application, 
~ delegating responsibility to nnployccs, 
~ operating succ~asful Union Mansgnnant Commiltces, 
.higher must and mulull nspeet, and 
- a  more, coopcmtive and less advclsarial relationship. 

* An impmvcd public image of the public swvicc. 
* Recognition and rsspect for the respective mles ofthe panics. 

A safe atid healthy workplace. 

If Is w e d  Ihnl Oowrnnrent employees willplay a central role in achieving lhese goals, 

Working cooparalively m overeomc problems is a fundamanul value of this pmvincc. The Govemnnnt 
of Saskatchewan and the Saskatchewan Govmment and General Bmployees Union reaffirm their 
commilmenl to this valuc. / 

November 30,2004 



ARTICLES OF AN AGREEMENT made in duplicate this 301h day of November A.D., 2004. 

BETWEEN 

HER MAJESTY IN THE RIGHT OF THE PROVINCE OF SASKATCHEWAN, hereinafter 
referred to a5 "The Government" 

OF THE FIRST PART 

AND 

THE SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES' UNION, sole 
bargaining agent and representative of the employees on the staffs for all departments, 
boards and commissions of the Government, as of the date of, and designated by Order of 
the Labour Relations Board, No.114-99, hereinafter referred to as "The Union" 

OF THE SECOND PART 

WHEREAS it is the desire of both partles to this agreement to maintain the existing 
harmonious relationshlp between the Government and members of the Union, to promote 
cooperation and understandlng between the Government and the employees, to recognize 
the mutual value of joint discussions and ncgotiations in all matters pertalnlng to the 
working conditions, hours of work and scale of wages, to encourage economy and 
elimination of waste, and to promotc the morale, well-being and security of those 
employees included in the bargaining unit represented by the Unlon: 

NOW THEREFORE THIS AGREEMENT WITNESSETH that for and in consideration of the 
premises and covenants, conditions, stipulations and provisos herein contained, the parties 
hereto agree as follows: 

"EQUITY" 

Sometimes equality means treating people the same, despite their 
differences and sometimes it means treating them as equals by 
accommodating their differences. 

- Judge Rosalie Abella 
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DEFINITIONS 

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

'Act' 
means The Public Service Act, as  amended from time to time; 

'Agency' 
means Department, Board, Commission, etc., as sot out in this 
agreement; 

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

'Chair' 
means the Chair of the Public Service Commission or designate: 

'Classification Level' 
a5 per Appendix A; 

'Classification Plan' 
means the classification plan established pursuant to The Public 
Service Act and the rules for amendment and continuous 
administration thereof: 

'Commission' 
means the Public Service Commission or designate: 

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

'Day' 
1. When there Is no shlft In a facllltylunit that overlaps over a 

mldnlght, a day shall be deflned as the twentpfour (24) 
hour perlod from mldnlght to the followlng mldnlght. 

When there Is a shlft In a facltitylunlt that overlaps over a 
mldnlght, a day shall be defined as the twenty-four (24) 
hour perlod eommenclng the start of the flrst shlft of the 
day. The flrat shlft of the day shall be determlned at the 
local level. 

Any hours worked beyond elght (81, or the agreed to hours 
In a modlfled work pattern In excess of elght (8) hours per 
day, In any twenty-four (24) hour perlod wlll be 
compensated at the approprlate overtfme rates. 

2. shall, for the calculation of benefits earned on the basis of time 
worked, with the exception of seniority, be based on an eight 
(8) hour day; 
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'Demotiori' 
means a change of employment from one position to another 
position that has a lower maximum hourly rate of pay; 

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

'Employee (s)' 
means all employees covered by the provisions of this agreement 
and who are subject to The Act: 

'Employer' 
means the Government of Saskatchewan, as represented by the 
Public Service Commission or designate; 

'Exception Reporting Bi-weekly Payroll' 
means the payroll process that automatically generates (without 
manual input) a consistent bi-weekly regular salary amourit based 
upon an average number OF hours in the pay period multiplied by 
the Employee's hourly salary rate and adjusts regular salary as 
required in exceptional circumstances through manual intervention. 

'Government' 
means Her Majesty the Queen, in the Right of the Province of 
Saskatchewan: 

'Occupation' 
means a group ofjobs where the nature and type of work is 
essentially the same: 

'Permanent Em pluyee' 
means where the words "Permanent ernployee(s)" appear in the 
collective agreement, it includes the following three (3) definitions, 
unless specifically stated otherwise: 

1. 'Permanent Full-Time Employee' 
means an employee in a permanent full-time position who has 
successfully completed an initial probationary period; 

means an employee employed in a position which has been 
designated as  part of the labour service and subject to 
seasonal layoff and recall and who has successfully completed 
an initial probationary period: 

3. 'Permanent Part-Time Employee' 
means an employee in an ongoing less than full-time position 
who has successfuully completed an initial probationary period; 

2. 'Permanent Labour Service Employee' 

'Permanent Head' 
means a Deputy Minister, or other official in charge of a department 
or agency, who is directly responsible to a member of the Executive 
Council or designate; 
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'Probationary Employee' 
means an employee in a permanent position on initial probation; 

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

'Reallocation' 
means reallocating a position's designation in the dassif~cation 
plan, if based on the duties and responsibilities, the original 
designation was inaccurate; 

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

'Reclass Challenge Unlt' - Deflned as a group of employees 
reporting to the same supervlsor or manager, who has the 
authorlty to, and has, assigned the change In dutles. 

'Seniority Unit - Permanent Part-Time and Term Employees' 
means the employee's department and geographical location: 

'Seniority Unit - Labour Sarvice Employees' 
means as defined within each Labour Service Section; 

'Service wide' 
means within the scope of this agreement: 

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

'Term Employee' 
means an incumbent in a position of an emergent or short term 
nature and whose tenure of employment is limited to a defined 
period of time, not to exceed a period of two (2) years unless 
agreed to by the parties: 

'Tour of Duty' 
means the set period of time, as determined by the duty roster In 
effect in the employee's place of work, during which an employee is 
sc h e d U le d to work; 

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

'Union' 
means the PSlGE Bargaining Unit of the Saskatchewan 
Government and General Employees' Union (SGEU); 
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‘Work Unit - Permanent Part-Time and Term Employees’ 
means the employee’s department vote structure and 
organizational chart by location as agreed to by the local level and 
approved by tho parties to this agreement. 

Gender 

Use of the pronouns she, her, hers, he, his and him includes a 
reference to persons of the opposite gender wherever the facts or 
context so require. 

SCOPE 

This agreement shall apply to all employees within departments, 
boards, commissions and other agencies as indicated below and as 
amended by agreement of the parties: 

LIST OF AGENCIES 

DepartmentlAgency Human Resources Provlded by: 

Agrlculture and Food 
Agriculture Implements Board 
Apprentlceshlp and Trade Certlflcatlon Commlsslon 
Automoblle Injury Appeal Commisslon Justlce 

Children’s Advocate 
Cornmunlty Resources and Employment 
Correctlons and Publlc Safety 
Culture, Youth and Recreatlon 
Environment 
Executlve Councll 
Farmland Securlty Board 
Fllm and Vldeo Classlflcatlon Board 

Flnance 
Flrst Natlons and Metls Relations 
Government Relatlons 
Health 
Hlghways & Transportatlon 
Hlghways & Transportatlon Capital 
Industry and Resources 
lnformatlon Technology Offlce 
Juattce 
Labour 
Labour Relatlons Board 
Learnlng 

Agrlculture and Food 

JU8tlCe 

Justlce 

Government Relatlons 

Hlghways & Transportatlon 

Agrlculture and Food 

Labour 
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021 

098 

075 

PDS 

033 
R18 
043 
SAB 

SPP 

Leglslatlve Assembly 

Mllk Control Board 
Mlnimum Wage Board 
Northern Affalrs 
011 & Gas Conservatlon Board 
Ombudsman 
P o k e  Cornplalnts lnvestlgator 
Pralrle Dlagnostlc Servlces 
Premler’s Off Ice 
Property Management (eflectlve Aprll I, 2005) 

Pravlnclal Medlatlon BoardlOffice of Rentalsman 
Publlc & Prlvate Flights Board 

Publlc Servlce Commlssfon 
Publlc Employem Beneflts Agency 
Rural Development 
Saskatchewan Archives Board 
Saskatchewan Flnanclal Services Commlsslon 
Saskatchewan MunIclpal8oard 
Saskatchewan Penslon Plan 
Saskatchewan P o k e  Commlsslon 
Soclal Servlces Appeal Board 

Surface Rlghts Arbltratlon Board 
Teacher’s Superannuatlon Commisslon 
The Cooperatlve Guarantee Board 

and Employment 

Agrlculture and Food 
Labour 

Industry and Resources 

Justice 
Agrlculture and Food 
Executive Councll 

Justlce 
Justlce 

Flnance 
Agrlculture and Food 
Finance 
Justlce 
Flnance 
Flnance 
Justlce 
Communlty Resources 

Justlce 
Learnlng 

Industry and Resaurces 

B) Except for the following: 

1. 

2. 

3. 

4. 

5. 

6. 

7. 

Permanent Heads: 

Members of Boards and Commissions; 

Positlons excluded from the operation of The Act pursuant 
to the provisions thereof; 

Order in Council appointments: 

Members of the Saskatchewan Land Surveyors 
Association: 

Positions whose job functfons require employees to be 
registered as engineers or geoscientists, engineers in 
training or geoscientists in training in accordance with The 
Engineering and Geoscience Professions Act; 

All employees who have heen employed for a period 
of less than thirty (30) calendar days; 
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8. Secretaries of Deputy Ministers, Assistant and 
Associate Deputy Ministers, Executive Directors, and 
the Chair of the Labour Relations Board; 

9. Physicians, dentists and niernbers of the Veterinary 
Association of Saskatchewan; 

10. 

11. 

Management and Professional Level 9 and above; and 

Such other positions as the parties to this agreement may 
negotiate from time to time. Criteria for determining scope 
status shall be as set out in The Trade Union Act. The 
parlies reserve the right to refer scope disputes to the 
Labour Relations Board For decision, 

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

UNION SECURITY PROVISIONS 

Recoqnltlon of the Union as Sole Baraalnlnq Aaent 

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

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

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

The parlies agree to continue to work towards a cooperative 
approach to solving problems through the UnionlManagement 
Committee process both centrally and departmentally, 

Employees elected a5 stewards shall be responsible to notify the 
Employer in writing of their appointment. 

Mal ntenance of Membersh I p 

Every employee who is now or hereafter becomes a member of the 
union shall maintain his membership in the union as a condition of 
his employment, and every new employee whose employment 
commences hereafter shall, within 30 days after the 
commencement in his employment, apply for and maintain 
membership in the union, and maintain membership in the union 
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3.3 

A) 

3.4 

A) 

as a condition of his employment, provided that any employee in 
the appropriate bargaining unit who is not required to maintain his 
membership or apply for and maintain his membership in the union 
shall, as a condition of his employment, tender to the union the 
perlodic dues uniformly required to be paid by the members of the 
union. 

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

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

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

EmDlovee Orientatlon 

The Employer shalt notify the local steward of all new employees 
hired and each new employee shall be advised of the name of their 
steward. The Ernployer agrees that the steward at the geographic 
location will be given the opportunity to meet with each new 
employee during regular working hours without loss of pay for 
fifteen (15) minutes within the first thirty (30) days of employment. 

The Employer agrees to provlde all employees In new 
asslgnments adequate and approprlate orlentatlon to perform 
the dutles of thelr new asslgnment. 

Reassurance: Contln uous Barnetl nlnq, Addresslna and 
Rsvlsltlnn Issue8 

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

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

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

Any proposed changes to the collective agreement that result from 
the foregoing negotiations must be approved by the principals of 
the parties, 
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Artlcle 4 

4.1 

A) 

4.2 

A) 

4.3 

A) 

4.4 

A) 

4.5 

A) 

8 )  

Artlcls 5 

5.1 

A) 

INTERPRETATION OF AGREEMENT 

Aweement lnterwetatlon and Neaotlation of DtsDutes that - Arlse 

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

Arbltratlon of Dlsputes, Interpretatlons or Awllcatlon of 
Aqreement 

Disputes arising out of the interpretation or application of the terms 
of this agreement, which cannot be resolved by negotiations within 
a reasonable time, may be referred to a Board of Arbitration a5 
defined in the Arbitration articles. 

Amendment, Repeal or Revlslon of Leslslatlon 

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

Letters of Understandlng 

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

Duratlon of Anreement 

This agreement, except a s  specified otherwise herein, shall be 
effective from October 1,2003 to September 30,2006 and shall 
remain in force and effect from year to year thereafter unless 
written notice of request to negotiate 8 revision is given by either 
party at least thirty (30) days prior to the anniversary date hereof. 

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

C L ASS1 F I C AT IO N 

Creation of New Occupations 

When a new occupation is created the parties will negotiate it5 
incttlsion or exclusion and, if included, the hours of work 
designation. 
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Permanent Emelowes Mav Reauest Revlew of Thelr 
Classlflcatlon 

When an employee believes her assigned duties and 
responsibilitles have altered sufficiently to justify a review as to the 
appropriateness of her position classification, she may request a 
classification review. Employees must document the changes 
to asslgnment In the approprlate sectlon of the job descrlptlon 
form. Requests for revlew shall be made on the job 
descrlptlon form designated by the Jolnt Union-Management 
Malntennnce Commlttee and shall be signed by the employee 
and out-of-scope manager. 

When, as  a result of a classification review a position is 
permanently reclassified to a higher classification level it will be 
effective the first day of the pay period immediately following the 
day on which the request was received by the Commission. 
Notwithstanding the above, the Cornmission may make the 
reclassification effective retroactive up to six (6) months from the 
date the request was received by the Commission, (exceptional 
circumstances may be revlewed by the partles). There shall be 
no retroactive application of the hours of work designatlon. 

When a position is reclassified to a classification level with a lower 
maximum hourly rate of pay, it will be effective the first day of the 
pay period immediately following the date of the classification 
decision. 

When an employee resigns and leave5 the government service, 
any outstanding requests for review of their classification within the 
one hundred and twenty (120) calendar day period prior to the 
effective date of such resignation shall be deemed to have been 
withdrawn. Furthermore, appeals of classification decisions in 
respect of such requests shall also be deemed to have been 
withdrawn. 

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

Status of Emslovees on Reallocation and Reclasslflcatlon 

Reallocatlon 

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

1. A reallocation to correct an error in allocation to a classification 
level, whether at the installation of the classification plan, or 
later, no change in duties and responsibilities being involved: 
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I) For the original incumbent - continuance in the position 
without formal test; and 

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

2. A reallocation to conform to a changed allocation standard: 

i) Continuance in the position without formal test. 

Reclasslflcatlon 

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

If the empfoyee is qualified, he continues in the position. If the 
reclassification results in a promotlon the reclassification challenge 
provisions will apply. 

Saiary Determlnatlon on Reclasslflcatlon 

Employees whose positions are reclassified shall have their salary 
determined in accordance with the pay administration articles for 
upward and downward reclassifications. 

Challennes to Reclaselfled Posltlons bv Other Emplovees 

Permanent MI-time and part-time positions which are reclassified 
and result in a promotion for the incumbent shall be advertised in 
the Government of Saskatchewan’s Career Centre and posted 
In the reclasslflcatlon challenge unlt. Labour Servlce 
posltlons wlll only be posted In the reclasslflcatlon challenge 
unlt. The incumbent is not required to apply to the posting. 

Such a reclassified position becomes subject to the promotional 
competition process when either: 

i) The current incumbent does not meet the core competencies; 
or 

ii) For permanent full-time and labour service positions, a more 
senior full-time employee in the same occupation from the 
same reclassification chaflenge unit applies to the posting and 
establishes to the satisfaction of the Commission and the 
Union that her promotional opportunities have been unjustly 
curtailed in view of the Fact that the duties might as  readily 
have been assigned to her; or 
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5.5 

A) 

5.6 

A) 

iii) For permanent part-time positions, a more senior part-time 
employee in the same occupation and reclassification 
challenge unit, working the same or greater number of hours, 
applies to the posting and establishes to the satisfaction of the 
Commission and the Union that her promotional opportunities 
have been unjustly curtailed in view of the fact that the duties 
might as readily have been assigned to her. 

Challenges may be initiated by forwarding a resume or completed 
application to the Commission. 

Emplovee Apueals to Classlfteatlon Jolnt Counell 

Subject to 5.6 B), when the Commission reallocates or 
reclassifies a position, the incumbent, if permanent, may within 
fifteen (1 5) calendar days of the receipt of written notice of the 
decision, appeal one (1) or morejob evaluation factors to the 
Secretary, Classlfkation Joint Council. 

Appeals shall be made on the form provided to the employee with 
the classification or reallocation decision. The Secretary shall send 
the appellant a copy of the Classlflcation Joint Council appeal 
procedures. Where the outcome of an appeal wlll apply to a 
group of posltlons, the Cornmlsslon shall notlfy affected 
Incumbents of thelr rlght to representatlon at the hearlng. 

The Commission will send the Union a copy of the employee’s 
appeal acknowledgement. 

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

JoInt Audlt Colnlnlttee 

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

Appeal declslons ot the Jolnt Audlt Cornrnlttee are flnal and 
blndlng on the Incumbent and the partles to thls agreement. A 
permanent employee shall not have an appeal right If asdgned 
to a set of dutles and responslbllltles that have prevlously 
been subject to an appeal and a Jolnt Audlt Cornmlttee 
declslon. 
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STAFFING 

Permanent Full-Tlme 

The Rehabilitation Placement Process may supersede the staffing 
provisions. 

Fllllng Vacancles by Transfer 

A vacant position may be filled by transfer of an employee within 
the department or from another department. This may be initiated 
by the Commission or Permanent Head of either department. 

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

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

Fllllng Vacancles from Re-employment Llsts 

Subject to the Employment Equity provislons, before going to 
competition to fill a permanent vacancy, a person determined to be 
qualified by the Commission for re-employment into that position, 
shall be appointed by the Permanent Head, from the Service-wide 
Re-employment List, and if that list is exhausted, from the Agency 
Re-employment List. 

Employees Ranked In Order of Ssrvlce-Wlde Senlortty 

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

The Commission shall determine whether an employee on a re- 
employment list is qualifled for a position. When further 
assessment is necessary to determine if an employee's 
qualifications meet the requirements for a particular position, a 
Staffing Panel may be convened to make the decision. Where it is 
deemed by the panel to be advisable and necessary, a technical 
expert, not employed by the department in which the vacancy 
occurs, may be consulted. 

Appllcaflon of Re-employment Llsts 

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

1. Servjce-Wide Lists 
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6.1.5 

A) 

6.1.6 

AI 

i) Persons laid off because of the necessity of reducing staff 
and persons returning from an adjudicated prolonged 
illness or disability claim: 

ii) Persons displaced by reversion; 

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

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

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

vi) Persons who have been placed on the Service-Wide Re- 
employment List for other reasons as outlined In this agreement. 

2. Agency Lists 

I) Persons returnlng from indeflnlte leave of absence as 
a result of an appolntment to the unclasslfled dlvlslon 
who, not later than seven (7) calendar day8 followlng 
the termlnatlon In good standlng of such employment, 
dlrect a written request to the Chalr to have thelr 
names placed on the reemployment Ilst; 

11) Persons returnlng from lndeflnlte leave of absence; 

111) Subject to Artlcle 18.2.4 0), persons returnlng from 
indeflnlte leave of ab89nCeS a3 a result of aceeptlng 
employment wlth a corporatlon establlshed or 
contlnued pursuant to The Crown Corporalions Act. 

Employment Equlty 

Members of the designated employment equity groups on the 
Service-Wide or Agency Re-employment Lists shall also have 
access to the re-employment list for Employment Equity stafhg. 

Removal of Names from Llsts 

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

1. 

2. 

Appointment to a permanent position: 

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

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

3. 
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4. Refusal to accept an appojntment under conditions previously 
indicated a5 acceptable, except that an employee returning to 
the re-employment list after leave for an adjudicated prolonged 
illness or disability claim shall be entitled to three (3) callbacks 
and will have his name removed from the list following rejection 
of the third callback; 

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

Lapsing of the eligibility list: 

Failure to notify the Commission of change of address. The 
return of a letter by the postal authorities from the last address 
on record shall be deemed sufficient grounds for removal of 
the name from the eligibility list; 

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

5. 

6. 

7, 

8. 

Every person whose name is removed from a list, other than by 
reason of his appointment, shall be notified by the Commission in 
writing no later than ten (IO) calendar days aftcr such removal. 

Relnstaternent of Names to Llsts 

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

An employee reinstated in the public service shall, upon request to 
the Commission, have her name restored to any existing list from 
which it was removed because of separation from the public 
service. 

Employee May Place Restrictions on Her Re-employment From Llst 

Whenever an eligible person submits a statement restricting the 
conditions under which she is available For employment, her name 
shall be withheld from all appointments which do not meet the 
conditions she has specified. An eligible person may file a new 
statement at any time during the life of such list, modifying any prior 
statement as to the conditions under which she will be available for 
employment. 
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6.1.9 

6.1.9.1 

A) 

6.1.9.2 

AI 

6.1.9.3 

A) 

6.1.9.4 

A) 

6.1.9.5 

AI 

6.1.9.6 

A) 

Fllllng Vacancles by Competltlon 

If Appolntrnents Cannot Be Made From Llsts 

If an appointment from the re-employment lists cannot be made, 
the position shall be advertised. 

Posltlons Subject to In-Servlce Competltfon 

A competition may be advertlsed such that out-of-service 
candldates are ellglble to apply. In such a case, however, in- 
servfce candldates must be eonsldered prlor to any other 
candldate. 

Ellglbllity to Apply to Competltlons 

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

Core Cornpetencles Used as Bask for Evaluatlon 

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

Quallfylng for Posltlons 

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

Unlon Rlght to Representatton on Stafflng Panels 

The Union shall have the right to representation at the deliberations 
of any panel for the purposes of filling a vacant permanent position, 
establishing an eligibility list for positions within the scope of this 
agreement, or determining the qualifications of an employee on a 
re-employment list, The Union shall endeavour to appoint a trained 
representative from the employing department or agency. When a 
trained representative is not available from the department or 
agency, the Union will provide a trained representative of its choice. 
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6.1.9.7 

A) 

6.1.10 

AI 

6.1 .I 0.1 

A) 

Department Representation on Staffing Panels 

Not more than one departmental representative shall sit on a 
staffing panel. This article may be waived by mutual agreement of 
the parties and shall only apply when the competition relates to a 
position within the scope of this agreement and when there are 
Union members as applicants. 

Government of Saskatchewan's Career Centre 

Fleld employees can access permanent full-tlme posting 
lnformatlon through the Government of Saskatchewan's 
Career Centre web-slte or, upon wrltten request to thelr 
department, through another method arranged by their 
depart men t . 
Employment Equlty Staffing 

The parties are committed to Employment Equity and the joint 
development, implementation, monitoring, evaluation and updating 
of the Employment Equity plan as negotiated between the parties, 
and approved by the Saskatchewan Human Rights Commission. 

The parties agree to promote employment opponunities and 
equitable treatment for persons of Aboriginal ancestry, persons with 
disabilities, visible minority persons, women in under-represented 
(non-traditional) occupations and such other groups as may be 
identified andlor agreed to by the parties, 

Employment Equity staffing is defined a5 the staffing of positions 
designated for qualified members from the designated groups. All 
levels of positions shall be considered and may be utitized for 
Employment Equity staffing. The Commission agrees to notify the 
Union of positions to be staffed through Employment Equity. 

Terms of Reference for the Joint Employment Equity Committees 
are contained in LOU 98-4. 

Posltlons Posted Solely for Destgnated Group Members 

Positions may be advertised soiely for members from the 
designated groups. Only designated group members can be 
considered for such positions. All Employment Equity candidates 
must self identify in writing that they are a member of a designated 
group when applying. The order of selection shall be: 

first: 
second: 

senior qualified designated group candidate: then 
qualified out-of-service designated group candidate. 
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6.1 .I 0.2 

A) 

Posltlons Posted Slmultaneoualy 

Positions may be posted simultaneously as  designated and non- 
designated. Any candidate may apply for positions posted 
simultaneously. All Employment Equity candidates must self 
identify in writing that they are a member of a designated group 
when applying. 

The order of selection shall be: 

first; 
second: 
third: 
fourth: qualified out-of-service candidate. 

senior qualified in-service designated group candidate; 
qualified out-of-senrice designated group candidate; 
senior qualified in-service candidate: then 

The criteria for defining membership in the designated groups shall 
be as agreed to by the parties. 

The department shall provide notification to the Joint Employment 
Equity Committee co-chairs in the depanment where an 
Employment Equity staffing action is taking place. 

An inventory of designated group candidates shall be maintained 
by the Commission and be utilized as one of the recruitment tools 
for staWing purposes. 

Positions which are restricted to a specific designated group must 
meet one (1) of the following criteria: 

1. There is a need to increase the proportional representation of a 
particular designated group in the workplace in a specific 
geographic area as identified by the department's yearly 
objectives or results; or 

There is a need to represent one (I) of the designated groups, 
as  an employee of a particular agency; or 

There is a demonstrated need for the position to serve a client 
group, which is predominantly made up of members of one (1) 
or more of the designated groups. 

2. 

3. 

An existing employee shall not have his active employment status 
terminated as  result of an Employment Equity staffing action. This 
does not include an employee backfilling the position while the 
recruitment and stafhg action proceeds. An employee hlred to 
backfill a position during the recruitment and staffing action will be 
informed in his letter of offer of his employment status. 
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6.1.1 1 

A) 

6.1.12 

A) 

6.1.1 3 

AI 

6) 

C) 

D) 

6.1 .I4 

A) 

6.1.15 

6.1 .I 5.1 

A) 

Eliglblllty Llsts 

The Commission, In consultatlon with the Unlon for 
representation purposes, may establish an eligibility list of 
candidates who possess the competencies for positions with similar 
duties and responsibilities, where the Employer belleves there may 
be recruitment in the near future. 

New Names Added to Competltion 

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

Labour Servlee Posltlon Converslon 

The converted position shall be posted throughout the department 
concerned. Only Labour Service employees who have at least one 
(1) year of experience in the work involved or in closely related 
work shall be eligible to apply. The posting shall state the name of 
the incumbent for purposes of identifying the position only. 

A competition will be conducted by the Cornmission in a niaiiner 
similar to the regular staffing process. 

Senior qualified Labour Service ernployee(s) who apply to the 
competition and are not appointed to the position as a result, shall 
have the right to appeal non-appointment. 

Where a position is converted and there is no incumbent, the position 
shall be staffed in accordance with the normal staffing provisions, 

Employees Allowed Leave to Attend Interviews 

Employees shall be allowed leave with pay to attend employment 
interviews andlor examinations, Including obserwatlon shlfts, 
conducted by the Commission or an employing agency. 

Examlnaflons and Panels 

Nature of Exarninatlons and Panels 

All employment and promotional examinations andlor panels shall 
be competitive and shall utilize an appropriate assessment 
technique designed to fairly test the core competencies of persons 
examined. The means or measures used to test persons may 
include any verbal or written test of knowledge, skill, capacity, 
intelligence, or aptitude; and any inquiry into the personal suitability 
of the candidate; or any investigation OF education, experience or 
record of accomplishment whlch seems appropriate. No test or 
question in any application or examination shall be constructed to 
call for or lead to disclosure of any information, preferences or 
opinions concerning any political, religious, fraternal or racial 
affiliation. Any such disclosure or inrorrnation revealed shall be 
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6.1.15.2 

hl 

6.1 .I 5.3 

A) 

B) 

6.1 .I 6 

A) 

disregarded. When a candldate has recently passed an 
lntervlew and subsequently (up to one year) applles for 
another posltlon with slmllar dutles and responslblllttes, the 
Commlsslon may deem an lntervlew unnecessary. Other 
assessment technlques may stlH be requlred and the senlor 
quallfled process wlll apply. 

Employee Has Rlght to Counsellng on Examlnatlon Results 

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

Unlon Request for lnvestlgatlon of AppllCant8’ Quallflcatlons 

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

. contacting the applicant to obtain additional relevant 
information; 
inviting the applicant before the panel for a personal 
assessment of his qualifications; or 
any other method as may be deemed appropriate by the panel. 

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

Appolntment of Senlor Quallfled Employee 

The employee with the most service-wide seniority who has been 
determined as qualified for a position on promotion, transfer, or 
demotion shall be appointed by the Permanent Head. Subject to 
appeal, the Permanent Head may withhold such appointment and 
shall notify the Union in writing before appointing another qualified 
employee, The notice shall set out the reasons for non- 
appointment of the senior qualified employee. The Union, if not 
satisfied with the reasons given, may, within fifteen (1 5) calendar 
days of recelpt of notification from the Permanent Head, appeal the 
decision by making application for an Arbitration Board. If the 
Arbitration Board finds in favour of the Union, the Permanent Head 
shall, within one (1) week of receipt of the Arbitration Board 
decision, appoint the aggrieved employee. 

In the case of multiple vacancies, the policy of appointing the senior 
qualified employee shall apply to the same number of senior 
qualified employees as the number of vacancies to be filled. 
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6.1 .I 7 

AI 

6.1.18 

A) 

6.2 

A) 

6.2.1 

A) 

6.2.2 

A) 

6.2,2.1 

A) 

Wlthdrawal of Quallfylng for Posltlons 

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

Competltlon Cancellatton 

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

Permanent Part-The & Term Stafflng 

The Rehabilitation Placement Process and the Employment Equity 
staffing principles a5 set out in the Permanent Full-time staffing 
process may supercede the Permanent Part-time and Term staffing 
art i c I e. 

Access to Work 

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

Permanent Part-Tlme Stafflng 

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

If the work cannot be assigned in accordance with A) above, the 
permanent part-time position shall be posted within the seniority 
unit. 

Permanent Part-Tlme Stafflng Process 

The staffing process shall be conducted by the department and 
follow the same principles as the permanent full-time staffing 
process, but only within the seniority unit. 

1 ,  Core competencies for any occupation wilt be established or 
amended by the Commission in consultation with the Union. 
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2. The Department will determine the competency requirements 
for recruitment, based on the duties of each position. 

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

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

4. 

5. Where the above process doe5 not result in the filllng of the 
position, qualified candidates at the same occupation and level 
shall be referred from the Permanent Part-Time Service-Wide Re- 
employment List maintained at the Commission, 

If the department cannot fill the position by referrals from the 
Permanent Part-Time Service-Wide Re-employment List the 
position may be filled with any qualified person. 

6. 

Permanent Part-Tlme Re-employment Llsts 

A re-employment list shall be maintained for each seniority unit. 

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

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

Employee names shall remain on the seniority unit re- 
employment list for three (3) years; 

An employee shall have the right to refuse one (1) offer of 
employment only within his çeniority unit, Refusal of a second 
offer will result in the employee's name being removed from 
the Seniority Unit Re-employment List. 

4. An employee shall be allowed to submit, in writing, restrictions 
under which he is available for employment in his regular 
occupation and level. 

2, 

3. 

Reductlon In Work 

Reductlon in hours of work in a work unit wit1 be on an inverse order 
seniority basis wherever operational requirements permit. 

A Permanent Part-The employee who is terminated or has his 
hours reduced by twenty percent (20%) or more for a period of at 
least two (2) months, will have his name placed on the Seniority 
U nit Re-employment List. 
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E) 

For the purpose5 of determining a reduction of hours, the base 
hours will be the average of the employee's previous twelve (1 2) 
months. 

In addition, they will have their names placed on the Permanent 
Part-Time Service-Wide Re-employment List at the Commission. 
Names will remain on the list for three (3) years. 

Term Stafflng 

All Term work is subject to Article 6.2.1 - Access to Work 

Term appointments shall have a defined start and end date. 

Term work of six (6) months or more shall be posLed within the 
seniority unit. 

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

Term work that has not been posted shall not exceed SIX (6) 
months. 

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

Term Employment of Six (6) Months or More 

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

1. The Employer shall select in.service candidates using the 
senior qualified process. If there are no qualified in-service 
candidates, the Employer may select any qualified person: 

When a term position is filled from within a work unit and the 
backfill is also filled from within the work unit, the Employer 
may fill the third backfill with any qualified person. The 
Employer wit1 utilize discretion when assigning work within the 
work unit to ensure that senior qualified employees retain 
employment and have access to promotions over junior 
employees. 

Permanent Full-Time and Permanent Part-Time employees can 
use their seniority to accept a lateral transfer or demotion into a 
term appointment only once a year or when the term i5 over. 

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

i) permanent positions; 
ii) term positions, which represent a promotion; 
iii) any term position, which commences after the completion 

of his current term appointment. 

2. 
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6.2.3.2 

A) 

6.2.3.3 

A) 

6.3 

6.3.1 

A) 

BI 

C) 

6.3.2 

A) 

6.3.3 

A) 

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

Employment Seeurlty 

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

Reverston of Permanent Employee 

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

Labour Çervlce Stafflng 

Postlng of Vacancles 

Departments will post vacancies in such manner that employees 
will have a reasonable opportunity to review and make apptfcation. 
Appointments may be made from the Rehabilitation Re- 
employment iist prior to posting of a vacancy. 

When a permanent labour service position has been designated for 
Employment Equity çtaFfing, the Employment Equity staffing 
principles, as çet out in the permanent full-time staffing process, 
shall be followed, 

In-hiring level poçitlonç that do not represent a promotion to 
employees shall be exempted from the posting requirements. 
Positions identified as an in-hiring level shall be as agreed to by the 
parties. 

Stafflng Process 

Employees shall submit applications in writing within fourteen (1 4) 
calendar days of the employment posting. Immediately following 
the closing date of the competition, the Employer will supply the 
Union a list of applicants and their seniority, the time, date and 
location of where the applications will be reviewed, The Union shall 
be entitled to have a representative present during the staffing 
process. 

Appol ntments 

Appointments shall be on the basis of the senior qualified 
candidate. An applicant’s qualifications wilt be assessed based on 
the core Competencies established lor the position. 
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Appointment shall be made from Labour Service employees within 
the department. Permanent full-time employees who were 
converted from Labour Service status within the department where 
the posting exists, shall be eligible at this stage, utilizing their total 
seniority. 

If appointment is not made as per 6) above, Permanent employess 
with Labour Service seniority within the department, who have 
submitted applications to the posting, will be considered. 

If appointment is not made as per C} above, the department wil I 
review applications from other Labour Service employees who have 
indicated an interest to move between departments, and 
applications from arty Permanent employee or a Term employee 
who has served the equivalent of a probationary period and who 
has submitted application to the posting, prior to making an out-of- 
service appointment. 

The name of the successful applicant shall be bulletined by the 
department and unsuccessful applicants notified. 

Where no successful applicant is determined from among the 
employees who have applied, and the department intends to fill the 
position in some other manner, the department shall notify the 
Union. 

If the Union is not satisfied with the department's selection for the 
position, or it5 intention to fill the position in some other manner, the 
Union may seek an explanation from the department up to seven 
(7) working days following notification. Following receipt of the 
department's explanation, if the Union objects to the department's 
explanation, the Union shall have seven (7) working days to grieve. 

These provisions shall not apply to vacancies of thirty (30) calendar 
days, or less, or when a position must be filled pending a 
permanent appointment. 

Re-employment Llsts 

Each department shall maintain a Department Re-employment List. 

Employees shall be placed on the list and the list shall operate in 
the following manner: 

1, Employees shall be placed on the list for their regular 
occupation and any occupation which they are deemed 
qualified in their own department; 

Employeeç' names will appear on ihe list in order of highest 
total seniority; 

2. 
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3. The most senior employee on the re-employment list shall 
have his name entered into competitions for his regular 
occupation and any occupation for which he is deemed 
qualified for within his department, Employees from the re- 
employment list shall be entitled to utilize their service-wide 
seniority for all competitions, in their regular occupation, for 
which they are deemed to be qualified; 

Where multiple vacancies exist the number of employees entered 
into the competition shall equal the number of vacancies: 

Employees on the re-employment list shall be allowed an 
opportunity to submit in writing a statement restricting the 
condilions under which they are available for employment, e.g, 
Occupation, classification, geographic location, equipment 
restrictions (patrols), etc. An employee may change his 
restrictions by written notification to the Permanent Head. 

The name of the successful applicant will be posted in the same 
manner as the posted vacancy withln three (3) working days after 
the selection. 

6.3.5 Transfers and Demotlons 

4. 

5. 

C) 

A) An employee wishing to transfer or demote between departments 
within Labour Service Sections shall apply in writing to the Director 
of Human Resources of the department concerned. The employee 
shall have his name entered into any secondary posting in the 
occupation and at the locations he has indicated. Employees 
utilizing this clause must do SO on an annual basis. 

Artlcle 7 PROBATION 

7.1 Inltlal Awolntment 

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

1, every employee working a minimum of 40% of full-time hours 
shall serve a probationary period of twelve (1 2) calendar 
months: 

A) 

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

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

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

3. 

B) 
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The initial probationary period may be extended by mutual 
agreement of the parties. 

Should the Employer decide to terminate ihe employee, the 
employee will be given the reasons prior to their termination and an 
opportunity to respond. 

An employee who promotes, voluntarily transfers or whose position 
is reclassified during hi5 initial probationary period, shall complete 
his initial probationary period while concurrently serving a 
subsequent probationary period in the new position. 

If reclassified, the employee, at thE expiration of the initial 
probationary period, shall be eligible for the position at the reclassified 
level, subject to the reclassification challenge provisions. 

The Permanent Head may termlnate an employee’s 
appolntment at anytime durlng the lnitlal probatlonary period. 

An employee who is notlfted that they have not successfully 
completed thelr lnltlal probatlonary perlod by the explry date, 
shall have thelr employment termlnated. If the employee Is not 
notified by the explry date of the lnltial probatlonary perlod, 
the employee wlll be appolnted to permanent status, 

On subsequent appointment, the probationary period shall be six 
(6) calendar months for all positions in classification level5 one (1) 
through six (6) and twelve (12) calendar months for all other 
positions. The probationary period may be extended by mutual 
agreement of the parties. 

A permanent employee shall serve a subsequent probatlonary 
perlod If she promotes. 

Subsequent probeitlonary perlods are not mqulred when a 
Permanent employee: 

1. 

2. 

3. 

4. 

5. 

6. 

lnvoluntarlly transfers to a posltlon In the same 
occupatlon and agency; 

lnvoluntarl ly demotes; 

voluntarlly demotes Into a posltlon In an occupatlon and 
classlflcatlon ievel In whlch he has prevlously aîtalned 
permanent status; 

Is re-employed to a positlon In hls former OccupBtlOn, 
classlflcatlon level and agency; 

bumps; 

has hls posltion reclassified. 
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A Permanent employee may be requlred to serve a subsequent 
probatlonary period In all other circumstances. 

An employee on subsequent appointment who has her request 
for job share or varlable hours approved may have thelr 
probatlon extended as appraprlate to properly assess 
performance but to no more than twelve (12) months. 

Probatlonarv Evaluatlons Durlna Probatlonarv Perlod 

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

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

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

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

3. 

The Employer shall assess performance during a probationary 
period for the purpose of discussing with the employee his work 
performance, accomplishments, strengths, as well as areas 
requiring development, Prior to submission to the Commission, or 
Department in the case of labour servlce, the employee shall sign 
all probationary evaluations. At his request, the employee shall be 
provided with a copy or his assessment. 

When an employee Is to recelve a probatlonary revtew that 
Identifles a requlrement for slgnlflcant Improvement In order 
to be consldered for permanent status, the Employer wlll 
advlse the employee that they may brlng unlon 
representatlon. Confldentlallty of worldcllent Inforrnatlon 
must be malntnlned. 

Comriletlon of Probatlonarv Perlod 

Upon successful completion of the initial probationary period and 
recommendation of the Permanent Head, the Chair shall appoint 
the employee to permanent status. 

Upon successful completion of the Subsequent probationary period 
and recommendation of the Permanent Head, the Chair shall 
appolnt the employee permanent in the position. 

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

Labour Service employees shall be appointed to permanent status 
by the Permanent Head. 
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7.6 

Reverslon - Permanent Full-Tlme and Labour Ssrvlee 

A Permanent employee in: 

1. 

2. 

a position within the scope of this Agreement: or 

a position in another bargaining unit within the scope of The 
Act; or 

3. an out-of-scope position: 

who does not successfully complete his probationary period shall 
revert to the position in which he last held permanent status, at his 
former rate, subject to any increments that he would have received 
had he remained in that position. 

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

A Permanent employee who is appointed from the re-employment 
list and does not qualify in his probationary period shall be returned 
to his former place on the re-employment list. 

A Permanent employee on probaiion may, upon written request to 
the Permanent Head, request to revert to his former position in his 
former agency at his former rate during the probationary period, 
subject to any increment that he would have received had he 
remalned in that position. 

A Permanent employee displaced through the application of the 
reversion provisions shall also have the right to revert to his former 
position at hi5 former rate in the salary range, subject to any 
increments they would have received had he remained in that 
position. If there is no farmer position, the employee shalt have 
the right to exercise bumping rights in accordance with the 
bumping articles. The Reinstatement from Definite Leave 
provisions shall also apply. 

Permanent Part-Tlme - Fallure of Probatlon 

A Permanent Part-Time employee who fails to complete the 
probationary period in a new seniority unit will be offered available 
work for which she is qualified in her previous seniority unit. If there 
iç no available work, she will be placed on the Permanent Part- 
Time Re-employment List for the seniority unit in which she 
previously worked. Her name will also be forwarded to the 
Commission for inclusion on the Permanent Part-Time Service 
Wide Re-employment List. 
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7.7 

A) 

7.8 

A) 

7.9 

A) 

Arîlcle 8 

On Movement to Permanent Status 

If an employee immediately moves into: 

1, 

2. 

the same position on a permanent basis: or 

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

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

Leave of Absence Durlna Probatlonarv Perlod 

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

Tralnlna Emplovees In Adult Correctlonal lnstltutlons 

As a condition of employment, every employee OF an adult 
correctiona I institution shall take the correctional services induction 
trajning program relevant to their position duties, In addition, every 
corrections worker will take, or complete the competencies of, the 
recognized correction worker training course leading to a 
certificateldiplorna in correctional work offered by SIAST or 
Aboriginal Institutions of higher education. Failure to successfully 
complete the relevant training will result in an employee on initial 
probation being terminated or a Permanent employee on probation 
being reverted to their former position. Probationary periods will be 
extended to allow the completion of the course requirements where 
the required modules are not available to be taken or challenged 
during that period. 

SENIORITY 

Preamble: In order to slmpllw the senlority proce8%es, 
effective October 1,2005 the partles agree to Implement a 
senlorlty system whlch, for new employees, Is more reflsctlve 
of the employee’s commencement date wlth the Employer. 
The seniority articles whlch follow will be changed vla letter of 
understandlng eiiectlve October 1,2005 to reflect how 
senlority Is earned by exlstlng and future In-scope employees. 
Effectlve Aprll 1, 2005 students wlll earn senlorlty (slmllar to 
labour service) for competltlon purposes, the detall oi thls 
process wlll be developed by the parties prfor to April 2005 
and wlll form part of the above noted letter of understandlng. 
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8.1 Entltlement 

A) Emptoyees shall posses5 seniority based on employment within the 
bargaining unit, subject to the following considerations: 

1, An employee shall not acquire seniority until he passed his 
initial probation. At this time his seniority shall be retroactive to 
the commencement of his employment. An employee may 
acquire a maximum of two hundred and sixty (260) days of 
seniority per year [two hundred and slxiy-one (261) days In 
leap years]. For the purpose of çeniority calculation, days 
worked shall be all regular hours converted to days; 

2. seniority shall include the following service: 

i) 

i i) 

iii) 

iv) 

4 

vi) 

vii) 

service from date of initial employment subject to 
completion of inltlal probationary period. For service prior 
to June 1, 1980, If there are no government records, the 
Employer will accept records and reasonable evidence 
provided by employees as approved by the Union; 

active Canadian War Service or Canadian Armed Forces 
Peacekeeping Service a broad - for purposes of calculating 
seniority, one calendar day equals ,7123 working days: 

strike time; 

paid time not worked for purposes of designated holidays, 
vacation leave, sick leave, pressing necessity leave, 
faamilylpersonal leave and Union leave; 

time spent on Workers’ Compensation, Long Term 
Disability and adjudicated third party insurance claims, 
subject to vi) and vii) below: 

indefinite leaves of absence without pay to a maximum of 
ninety (90) calendar days; 

definite leaves of absence without pay for the full period of 
the leave; 

viii) for definite leaves of a bçence prior to February 1, 1986, if 
there are no government records, the Employer will accept 
records and reasonable evidence provided by employees 
as approved by the Union. 

ix) leaves of absence without pay for Union business for a 
period of up to two (2) years excepting that if the leave is 
for the purpose of occupying a full time elected SGEU 
position, seniority shall be granted for the full period of the 
leave; 
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x) Instructional Family employees shall be credited with a full 
year's seniority for one hundred and ninety-seven (1 97) 
student contact days, or equivalent prorated seniority for a 
portion thereof); and 

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

3.  any out-of-scope employee with previous in-scope seniority 
shall be entitled to utilize the çoniority with which they were 
credited before they were appointed to an out-of-scope 
position, to compete for in-scope competitions and be credited 
with that seniority upon movement in-scope. 

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

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

Term employees shatl accumulate seniority only for 
competition purposes based on actual regular hours worked; 

seniority shall be considered a5 broken by reason of any one 
of the following: 

i) dismissal; 

4. 

5. 

6. 

7. 

ii) resignation; 

iii) an interval of non-employment with the Employer of 
greater than one hundred and eighty (1 80) consecutive 
calendar days, except while on the re-employment list: 

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

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

v) 
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Senlorltv Rosters 

Permanent Full-Time Employees 

The Employer agrees to prepare and provide to the Union a 
seniority roster for all Permanent Full-Time employees as at March 
31" of each year. 

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

Senlorlty Appeals 

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

The employee shall submit her appeal on the appropriate form to 
the Human Resource Branch with a concurrent copy to the Union. 
The appeal shall include all evidence the employee has available to 
support her claim. 

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

The Commission will advise the employee in writing of its decision 
within three (3) months of receipt, The Commission will supply a 
copy of the advice concurrently to the Union, 

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

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

Unless an employee provldes new evldence to support thelr 
claim on a prevlously assessed senlorlty eccumulation 
challenge, they wlll not be eliglble to submlt another appeal for 
the same periodltlme. 

All change6 resultlng from appeals will be publlshed In the 
next senlorlty roster. 
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Permanent Part-Tlme and Term Employees 

ùepartments wit1 issue Permanent Part-Time and Term seniority 
rosters which shall be diçtributed to all department work places and 
made accessible to all employees on May 1 and November 1 of 
each year. Copies of the seniority rosters shall be sent to the 
Commission and the Union. 

Seniority Appeals 

An employee may challenge her seniority accumulation as listed in 
the seniority roster anytime between May 1 and June 30 or 
November 1 and December 31 of each year. 

The employee shall submit her appeal on the appropriate form to 
the Human Resource Branch with a concurrent copy to the Union. 
The appeal shall include all evidence the employee has available to 
support her claim. 

Where an employee is not satisfied with the decision of the 
Department she may Further appeal the decision to the Union which 
will have the final authority on verifying an employee's claim for any 
time in question. 

Unless an employee provides new evldence to support thelr 
clalm on a previously assessed senlorlty accumutatlon 
challenge, they will not be ellglble to submit another appeal for 
the same perlod/tlme. 

All changes resulting from appeals wlil be publlshed In the 
nexi senlorlty roster. 

Labour Servlce Employees 

Seniority rosters shall be prepared by departments and posted at 
all employee headquarters in August of each year. Seniority shall 
be calculated to the end of the pay period containing July 31. 

Senlorlty Appeals 

An employee may appeal hi5 seniority up to sixty (60) calendar 
days of the roster being posted. 

The employee shall submit his appeal on the appropriate form to 
the department Human Resources Branch concurrent with a copy 
to the Unlon. The appeal shall include all evidence the employee 
has available to support his claim, 

Where the employee is not satisfied with the decision of the 
department, he may further appeal the decision to the Union which 
will have the final authority on verifying an employee's claim for any 
time in question. 
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Untess an employee provldes new evldence to support thelr 
claim on a prevlousty assessed seniority accumulation 
challenge, they wlll not be ellglble to submlt another appeal for 
the same perlodfilme. 

All changes resultlng from appeals wlll be publlshed In the 
next senlority roster. 

HOURS OF WORK 

Rest Perlods 

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

Rest periods shall be scheduled to meet the need5 of the agency. 

Travel Time 

All travel time authorized by management will be considered a s  pari 
of hours worked. Shoufd an employee be unable to get prior 
authorization for the purpose of travel time, authorization may be 
given retroactively by management. 

Permanent Part-Tlme and Term Ernwlovees 

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

Permanent Parî-Tlme employees scheduled to work shall be 
gluen two (2) hours work or pay in lieu, at regular rates, if 
management Is aware that work wlll not be avallable on that 
day and ialls to notlfy the employee prior to the normal 
startlng tlme and the  employee reports for work. 
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9.3 

9.3.1 

9.3.2 

A) 

9.3.3 

4 

9.3.4 

A) 

Permanent Full-Tlme Emrilovees 

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

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

Speclal Hours of Work and Shlfi Arrangements 

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

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

Employees shall work eight (8) hours per day (72 hours per 2 week 
cycle). The hours of work shall be Monday through Friday, 8:OO 
a.m. to 5:OO p.m. with a one (1) hour lunch break taken between 
1200 p.m. and 1 :O0 pm. By mutual agreement at the local level, 
the lunch break may be taken between 11:OO a.m. and 2:OO p.m. 
Saturday and Sunday shall be designated as days of rest. 

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

Modlfled Offlce Work Pattern - 5-5 Two Week Cycle 

Office employees may choose durlng the followlng optlon 
perlods: the first day of the pay perlod that Includes Aprlt 1 
and the flrst day of the pay perlod that Includes October 1, for 
the below modlfled hours of work arrangement. Once this 
choice has been exercised, the employee will remain on the 
modified hours of work arrangement until the end of that optlon 
perlod, at whlch time the employee may choose to revert to the 
normal office hours of work. 

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

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

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

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

2. 
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9.3.5 

A) 

9.3.5.1 

A> 

9.3.5.2 

A) 

iii) employees shall take a minimum forty-eight (48) minute 
lunch break between 12:OO p.m. and 1:OO p m ,  except by 
mutual agreement at the local level, the lunch break may 
be taken between 11 :O0 a.m. and 2:OO p.m. 

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

Regulated 5-4 (72 Hours per 2 Week Cycle) and 
5-5-4 (1 12 Hours per 3 Week Cycle) 

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

Altered Work Pattern - Elght (8) Hours per Day 

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

1. 

2. 

3. 

4. 

5. fixed tours of duty. 

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

Modlfled Work Patterns In Excess of Elght (8)  Hours per Day 

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

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

daily on and off duty times for each shift: 

length of time to be spent on each tour of duty; 

order of rotation through various tours of duty; 

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

3. the number of hours per day to be worked at straight time 

4. the daily on and off duty times: 

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

i) one (1) first day of r ed  for each Saturday included in the 
averaging period: 

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

ii) 

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

7. additionally, for shift employees only: 

i) 

ii) 

iii) fixed tours of duty. 

length of time to be spent on each tour of duty; 

order of rotation through various tours of duty; 

9.3.6 Fleld 

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

Partlal Averaglng Perlod - Fleld Hours of Work 

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

9.3.6.1 

A) 
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9.3.6.2 

A) 

9.3.6.3 

A> 

9.3.7 

A) 

9.3.8 

A) 

9.3.9 

A) 

9.4 

4 

Leave Wlth Pay In Averaging Period - Fteld 

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

1. in no event shall the nurn ber of hours included as actual hours 
worked exceed a maximum of eight (8) hours per day; 

2. in the event an employee has worked a partial day, the 
maximum number of hours which will be included a5 hours 
worked shall not exceed that number of hours required to bring 
about a combined (hours worked plus approved leave with 
pay) maximum of eight (8) hours per day: and 

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

3. 

Leave Wlthout Pay In Averaglng Period - Fleld 

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

lnstruetlonal Famlly 

Trades Instructors, Teacher Therapists, Correspondence School 
Teachers, and Instructor Aides shall work unregulated hours in any 
working day or series of working days within a one hundred and 
ninety seven (197) day school year in accordance with LOU 98-07. 

Labour Servlee 

As contained in each Labour Service Section and LOU 98-13. 

Englneers in Tralnlng 

Engineers in training shall work field hours and shall be assigned 
duties and responsibilities by Management. They shall be SLJbJeCi 
to transfer and movement within the department or agency to 
facilitate their learning proceçs and may be required to work at 
various work locations throughout the province. 

Earned Daus Off (EDO) - Permanent Futl-Tlme and Labour 
Servlce Employees 

Employees working thirty-six (36) hours per week shall have one 
E O 0  every two weeks. Employees working thirty-seven and a thlrd 
(37 1/3) hours per week shall have one EDO every three (3) weeks. 
Both shall be subject to the following: 

1, office employees EOOs shall normally be taken on Friday, or 
Monday. At the employee’s request and by mutual agreement 
locally, EDOs may be taken on any day of the week; 
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9.5 

9.5.1 

A) 

2. wherever possible EDOs for regulated thirty-six (36) and thirty- 
seven and a third (37 113) hour employees shall be taken 
adjacent to days of rest except where they may be 
rescheduled by mutual agreement; 

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

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

employees on sick leave, vacation leave, educational leave, or 
other approved leave, with or without pay, shall resume their 
normal work cycle when they return to work. There shall be no 
accumulation of an employee's ED05 that would have been 
taken during the period of the leave; 

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

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

When an employee Is dlrected to attend a tralnlng course 
that ialls on his EDO, and does not Involve 8 leave of 
absence the employee can request to bank the EDO at one 
and one half-tlmes (subject to 9. below), or recelve pay at 
one and one-half tlmes the employee's hourly rate of pay. 

EDOs that fall on a designated holiday shall be roschcduled to 
the preceding or next following working day by mutual 
agreement: 

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

IO, upon request, employees shall be permitted to use a partial 

3. 

4. 

5 .  

6, 

7, 

8. 

9. 

EDO by local mutual agreement. 

Fteld Employees 

The following special provisions may be implemented by mutual 
agreement at the local level: 

1. notwithstanding the above, scheduled EDO$ shall be worked 
and accumulated at straight time rates; 
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9.5.2 

9.5.3 

2. 

3,  

4 ,  

5. 

6. 

7. 

the duration of the period during which €DOS are to be worked 
and accumulated will be established by mutuai agreement 
provided that the period shall not exceed six (6) months; 

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

accumulated EDOs shall be taken by mutual agreement at the 
local level provided that they fall within the three (3) month 
period immediately following the expiration of the accumulation 
period as set out in (2) above; 

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

in the event that mutual agreement is not reached at the local 
level as  provided for in (4) above, and management does not 
direct when the accumulated earned day5 are to be taken as 
provided for in (5) above, the accumulated EDOs not taken will 
be paid out at the rate of time and one-half for each EDO, 
based on ihe employee's rate of pay in effect at the time of the 
expiration of the accumulation period as set out in (2) above: 
and 

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

Correctlonal lnstltutlons Correcttons Workers 

Management may require an employee, entitled to an EDO, to work 
on that day. Days shall be accumulated and scheduled to be taken 
at a later time. If the accumulation reaches ten (IO) days, time 
shall be paid out at one and one-half (1 1/21 times the employee's 
regular rate of pay. 

Any EDOs worked and accumulated shall not be included as actual 
hours worked for the purpose of determining overtime entitlement in 
the work cycle. 

Englneerlng Tech niclans, Englneering Assistants and Asslstant 
Project Managers, Back Hoe Operators and Checkers 

Management shall set out pcriods of time during which scheduled 
EDO3 shall be worked and accumulated at straight time rates; 
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Periods of accumulation shall be for a minimum three (3) weeks 
duration and a maximum of eleven (1 1) months in any one year, 
beginning on April 1 and ending on March 31 of the following year; 

Accumulated EDOs will be taken by mutual agreement prior to the 
twelve (1 2) month period ending March 31 in the year of accumulation: 

In the event mutual agreement is not reached, accumulated EDOs 
will be taken as assigned by management; 

In the event the accumulated days cannot be taken they will be paid 
out at one and one-half (lE) times the employee's regular rate of pay. 

Hours of Work Deslanatlons 

The hours of work for positions with multiple designations will be 
based on the nature of the work and the type of services provided. 
The Employer's decision to change the hours of work designation 
will be based on operational requirements that can be 
demonstrated to the Union and the change will be for a minimum 
period of three (3) months. The Union will be provided notification 
before any change in designatlon. 

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

JOB SHARING AND VARIABLE HOURS 

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

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

üeflnltlon 

Where operationally feasible, job sharing and variable hours of 
work arrangements are intended to provide Permanent Futl-Time 
employees with an opportunity to balance their hours of work with 
their personal needs. 

Job sharing is the voluntary sharing of a permanent full-tlme 
position in a structured manner by more than one (1) person, one 
(1) of whom is the permanent incumbent of the position. Job 
sharing requires that another employee be appointed to backfill the 
remaining portion of the position. 
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Variable hours is the voluntary reduction by a Permanent Full-Time 
employee of his hours of work. Variable hours does not require a 
backfill be appointed and ensures the employee’s rights to the 
permanent full-time position. Variable hours will apply to situations 
where a job sharing arrangement involving a backfill is not 
reasonable (e.g,: specialized type ofjob, too few hours made 
available for backRlt, etc.). 

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

lnltlatlon and Amroval Process 

Employees on lnltial probation are not eligible to apply forjob 
share or variable hours of work arrangements. 

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

Management wili reviow the feasibility of a request against 
operational needs, including impact on client service delivery and 
workloads of other staff within the work unit. Approval of requests 
will not be unreasonably denied. 

Managernent approved requests must also be forwarded to the 
Union for approval. 

1, For job sharing arrangements, the department may aççume 
approval of the Union pending receipt of the formal 
authorization. The Union will provide written notice of approval 
to the department within three (3) months of receipt of the 
application. 

Variable hours of work arrangements will be reviewed by the 
parties on a case by case basis. The arrangement cannot 
commence until such time as both parties have approved the 
request. The Union will provide written notice of approval to 
the department within thirty (30) days of receipt of the 
application. 

2,  

Duratlon. Renewal and Termlnatlon 

The first term of an approved job sharing or variable hours of work 
arrangement shall be in place for a minimum of three (3) months 
and shall not exceed twelve (12) months. The permanent 
incum bent will commence the approved hours of work arrangement 
on the first working day of a pay period. 
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10.4 

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

1. Job Share: 

i) no change in original terms - thirty (30) days prior to 
termination, employee provides renewal request, in 
writing, to both the department and the Union. Approval is 
automatic unless notified within thirty (30) days of receipt 
of request; 

change in original terms - thirty (30) days prior to 
termination, employee provides department with new job 
share application. Department will follow Initiation and 
Approval Process as çet out in Article 10.2 above. 

ii) 

2. Variable Hours: 

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

change in original terms - thirty (30) days prior to 
tarmination, employee provides Department with variable 
hours application. Department wil! follow Initiation and 
Approval Process as set out in Article 10.2 above. 

ii) 

C) In the absence of a request to renew, an existing arrangement will 
terminate at the end of the agreed to term. The Permanent 
employee, or the department, on thirty (30) working days written 
notice (or in the case of a Term employee backfilling the position, 
notice in accordance with Article 20.3.3 A) 5, if applicable) may 
terminate an agreement. Notice to terminate will bc concurrently 
provided to the employee backfilling the position (if applicable) and 
the Union. By mutual agreement of the parties, the notice period to 
terminate thejob share may be shortened, 

Stafflnq Baekflll of Job Share Arrangement 

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

If the successful candidate is another Permanent Full-Time 
employee, he shall apply for a definite leave of absence. An 
employee may request to work the remalning hours of his home 
position as well as the job share backfill. If approved, the 
department will not be required to post the hours the permanent 
incumbent is working. In these circumstances, the employee must 
be appointed to two (2) separate term appointments. 

B) 
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If the successful candidate is a permanent Labour Service 
employee, he may apply for a definite leave of absence. 

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

Reversion Rlqhts 

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

Conditlons of Emplovment 

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

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

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

Seniority - will be earned as if working fuull-time. 

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

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

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

Number of full-time hours available to be worked in averaging period 
less (-) eight (8) hours for each scheduled EDO and each 
Designated Holiday in the averaging period multiplied (x) by 
percentage (%) ofjob share or variable hours of work arrangement 
equals (=) the number of hours to be worked in the averaging period. 
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Examples: 50% job sharelvariablc hours of work arrangement. 

Office 5-4 
80 hours (2 week averaging period) 

- 8 hours (1 EDO in the averaging period) 
- 8 hours (Designated Holiday) 

x 50% 
64 hours 

32 hours 
(Hours of Work Arrangement) 
(To be worked in the averaging period) 

Field 
760 hours 

- 16 hours 

- 8 hours (Designated Holiday) 
136 hours 

x 50% 
68 hours 

(4 week averaging period) 
(Assumes 2 EDOs in the 
averaging period) 

(Hours of Work Arrangement) 
(To be worked in the averaging period) 

Earned Day Off + employee5 will continue to take Earned Days Off 
within the job share arrangement. 

Overtime - as set out in the Overtime provisions. 

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

Terms and conditions of employment of the employee backfilling 
the job sharing arrangement will be 5-19 out in the Term 
Employment provisions. 

Penslons, Group Life Insurance, üental and Extended Health 
Care Plans 

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

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

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

Dental and Extended Health Care Plans - coverage will be provided 
in accordance with the terms and conditions of the respective 
plans. 
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Artlele 11 

11.1 

A) 

11.2 

A) 

lt.3 

A) 

11.4 

11.4.1 

A) 

11.4.2 

A) 

11.4.3 

Al 

OVERTIME 

Hourly Rates -Conversion Formula 

Hourly rates shalt be calculated on the basis of the following 
formutas: 

5 day - 37 II3 hours = 

(51514 work cycle) 74.666 

5 day - 36 hours = bi-weekly rate 
(514 work cycle) 72.0 

Instructional Family = bi-weekiy rate 
72.0 

Overtime Must Be Authorized 

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

Overtime wlthln the Averaalnq Period 

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

All Ernptovees Except FIeld 

On a Regular Work Day 

Payment shall not be made for overtime under one-half (Y2) hour. 
Payment shall be made at one and one-half (1Y2) times the 
employee's hourly rate for the first four (4) hours worked and at 
double time for all hours worked above four (4) on that day. 

On Assigned Days of Rest 

An employee who is required to work on her regularly assigned 
days of rest, shall bc paid at the rate of double time for all hours 
worked on that day, with a minimum two (2) hour guarantee at 
overtime rates. 

On Scheduled Earned Days Off 

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

bi-weekly rate 

46 



11.5 Field EmDlovees 

11.5.1 On a Regular Work Day 

All fleld employees shall reeelve pay at one and one-half (1 W) 
tlmes thelr regular rate for all hours worked In exce88 of the 
hours to be worked at stralght time wlthin the averaglng period 
and after eleven (11) hours In a day. The partles may walve 
thls provlslon a3 approprlate. 

On an Asslgned Day of Rest 

A fleld employee will be asslgned one (1) day of rest per week. 
An employee who Is requlred to work on her assigned day of 
rest shall be pald at the rate of double tlme for all hours 
worked in that day, wlth a mlnlmum of two (2) hours guarantee 
at overtlme rates. The partles may waive thls provlslon as 
approprlate. 

A) 

11.5.2 

A) 

11.6 Time In Lleu of Overtime (TIL1 

A) At the request of the employee, management may grant time off at 
the appropriate premium rate at a mutually acceptable time in lieu 
of payment for overtime worked. If such tima off in lieu cannot be 
taken by the end of the fiscal year, an employee shall be eligible to 
carry over a maximum one hundred and twenty (120) hours to the 
next fiscal year. An employee shall be paid out for all hours in 
excess of one hundred and twenty (1 20) hours at the end of each 
fiscal year. Employees may also request pay out of accumulated 
TIL. 

11.7 

11.8 

Phone Calls After Hours 

A) An employee who after she has left her place of work, recelves 
a phone call from management, or deslgnate, after work, whlch 
does not Involve a return to her place of work, shall be pald for 
each hour or portlon thereof worked or for a mlnlmum of one- 
half (In) hour at approprlate overtlme rates. Notwlthstandlng 
the above, an employee called more than once In the one-half 
(112) hour perlod shall not recelve any further overtlme untll 
the one-half (112) hour perlod has elapsed. 

lnstructlonal Famlly 

A) Employees in the Instructional Family who are assigned to work in 
excess of one hundred and ninety seven (1 97) days in a school 
year shall be pald at a rate of one, one hundred and ninety seventh 
(1 /I 97) of their annual salary for each day assigned in accordance 
with LOU 98-07, 
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Standbv Compensatlon 

Standby shall mean a period during which an employee is not at 
work and is assigned to be on call and be immediately avaitable to 
return to work. In no case shall such assignment be less than one 
(1) hour. Standby pay will be paid at a rate of twelve (12) dollars 
for each eight (8) hour period, or portion thereof. 

Call Backs for Overtime 

After having left her place of work, an emptoyee who receives a call 
back and returns to work shalt bc paid at overtime rates for all 
hours worked, subject to a minimum of two (2) hours at overtime 
rates, a5 set out in the pay schedules and overtime articles in this 
agreement. 

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

An employee called out to return to work shall be reimbursed at the 
kilometre allowance as per the use of private vehicle provisions 
with a minimum of $1 .OO. 

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

TEMPORARY ASSIGNMENT OF HIGHER DUTIES 

Ellnlbllltv Criteria 

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

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

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

When an employee i5 temporarily assigned new duties in his home 
position for a short or undetermined period of time, the new duties 
shall be submitted to the Commiçsion an the prescribed form. If the 
new duties warrant a higher classification tevel the employee shall 
be eligible for compensation at the higher level from the day the 
new duties were assigned. 
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12.2 Admlnlstratlon 

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

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

B) 

12.3 

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

there shall be no change to the employee’s home work cycle 
or earned day ofr entitlement prior to the employee completing 
that cycle, at which time the employee shall enter into the work 
cycle and earned day off entitlement of the temporary 
assignment of higher duties position. On completion of the 
temporary assignment of higher duties, the employee shall 
immediately return to the work cycle of his home position. 
There shall be no prorating of the earned day off entitlement 
when entering into the temporary assignment of higher duties 
work cycte or when returning to the home position work cycle; 

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

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

2. 

3. 

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

TemDorarv Asslnnment for 90 Consecutive Daw or Less 

A) An employee in a position that has been assigned a classification 
level on temporary assignment of higher duties shall receive 
premium payment for each day of assignment including days of 
approved paid leave. 
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Subject to Article 12.2 C) Tor Term employees payment will be at an 
hourly rate which provides for an increase of five percent (5%) over 
the employee's current hourly rate, adjusted for change in hours of 
work where required. If the increase or five percent (5%) produces 
an hourly rate below the minimum of the range for the temporary 
assignment position, the salary shall be adjusted to the minimum of 
the range. In no case shall the hourly rate bo more than the 
maximum of the range for the higher classification level. 

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

Employees required to perform the duties of another employee who 
is on an earned day off shall not receive temporary assignment of 
higher duties premium for such work. 

Temporarv Asslqnment of Hlqher Duties for More Than Ninety 
(90) Conseeutlve Davs 

The original term of a temporary assignment of higher duties shall 
not exceed one (1 1 year unless agreed to by the Union. 

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

Subject to Article 12.2 C) for Term employees, the employee's 
salary and increment date on temporary assignment of higher 
duties for more than ninety (90) continuous days shall be as per the 
promotion articles. 

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

On reversion to his home classification level the employee's salary 
rate will be calculated on the bask of the increments he would have 
earned during the period of the temporary assignment. 

A permanent employee or a term employee who has acquired 
service for competition purposes, who has served in a TAHD 
assignment for the equivalent of a subsequent probationary period 
For the TAHD level will upon subsequent appointment to another 
position, or permanent reclassff icatlon, immediately following 
TAHD, be entitled to the appropriate Salary administration rules 
(e.g. promotion, demotion, transfer or salary maintenance) based 
on the TAHO salary rate. 
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While on temporary assignment of higher duties of more than 
ninety (90) consecutive days, an employee ellgfble for a pay 
adjustment, shall recelve the Increase to the salary rate In the 
range for the hlgher ciasslflcatlon level. On reverslon to hls 
home classlflcatlon level, the employee's salary rate wlll be 
recalculated based on any pay adjustments he would have 
recelved durlng the period of the temporary asslgnment. 

Temriorarv Asslanment of Hlqher Duties to an Out-of-Scope 
Posltion 

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

In-scope employees temporarily assigned higher duties to an out- 
of-scope position shall work such hours as assigned by 
management. The employee will be entitled to a total of twelve (12) 
scheduled days off per fiscal year earned on a pro-rata basis. This 
time is to be taken at times authorized by the Employer, but must 
be taken prior to the employee returning to his home position. 

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

1. 

2. 

3. 

number of full working days x ,0462 (1 2 3 260); 

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

compensation shall be paid as per the temporary assignment 
provislons. 

DESIGNATED HOLIDAYS 

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

Floatlng hollday for 2005 - Frlday, July 29, 2005. 
Floating hollday for 2006 - Frlday, June 30, 2006. 

Srieclal Provlslons 

Permanent Full-Tlme and Labour Servfee Employees 

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

13.1.2 

A) 

13.2 

13.2.1 

A) 

13.2.2 

A) 

13.3 

A) 

13.4 

A) 

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

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

2. 

For shift employees whose regular weekly days off are not 
Saturday and Sunday on a permanent basis, designated holidays 
shall be non-ifansfera ble. When a designated holiday fall5 on a 
day of rest, and the employee does not work on that day, he shall 
be granted an additional day off. 

Permanent Part-Tlme and Term Employees 

Employees will be paid five percent (5%) of regular earnings for 
each pay period in lieu of pay for designated holidays not worked. 
Earnings for this purpose shall not include vacation leave pay but 
shall include shift differenîial. 

Workina on a Destanated Holiday 

Employee Requlred to Work on a Destgnated Hollday 

An employee required to work on a designated holiday shall be 
entitied to their regular pay plus one and one half (IYi] tlrnes their 
regular pay for each hour up to the normal hours they work. This 
shall be paid out or may be taken as  lime In Ileu by mutual 
agreement at the local level. 

Overtime Work 

An employee who iç required to perform overtime work on a 
designated holiday shall be paid at the rate of two and one-half 
(2Y2) times their regular pay for each hour in excess of normal 
hours they work or granted time in lieu at the premium rate. 

Worklna on a Dedqnatsd Holldav Falllns on a Dav of Rest 

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

Reqular Pay Deflned 

Regular pay is deflned as follows: 

1. Permanent Full-lime employees: tutal bi-weekly salary 
(includes payment for Deslgnated Holldays); 

52 



t3.5 

A) 

t3.6 

A) 

Article 14 

14.1 

14.1.1 

A) 

14.1.2 

A) 

14.1.3 

A) 

14.1.4 

A) 

î4.1.5 

A) 

2. Labour Service employees: 9 hours at stralght tlme for 
each Deslgnated Hollday In the pay period; 

Permanent Part-Tlme and Term employees: 5% of regular 
earnlngs for each pay perlod In IIeu of pay for üeslgnated 
Holldays not worked. 

3. 

Shlits Overlamlnq Two (2) Daw 

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

Averanlnn Perlods 

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

PAY ADMINISTRATION 

General Provlatons 

Equal Pay for Work of Equal Value 

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

Allocatlon of Positlons 

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

Employee Cheque Advlce 

Employee pay statements shall show the period worked, gross 
salary earned, ail deductions and their purpose. 

Pay Calculatfon for Furl Pay Perlod 

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

Pay Caleulatlon for Partial Pay Perlod 

For the purpose of determining earnings for a partial pay period 
applicable to employees who are paid on the exception reporting bi- 
weekly payroll, the following shall apply: 
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1. 

2. 

number of hours worked times the hourly rate of pay: 

hours worked shall include approved leave with pay, e.g. 
designated holidays, sick and vacation leave; 

lnstructionat Family employees shall be paid one, one hundred 
and ninety seventh (11197) of annual salary for each day 
worked. 

14.1.6 Supplemented Salary Ranges 

3. 

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

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

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

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

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

3. 

4. 

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

1 ,  !he employee is currently at the same level as the 
supplemented salary range, the employee's salary rate shall be 
increased by the same percentage amount as the 
supplemented salary range maximum exceeds his current 
range maximum: or 

2. the employee is currently at a different level than the 
supplemented salary range, normal salary administration rules 
shall apply. 
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14.2 

14.2.1 

14.2.1.1 

A) 

14.2.1.2 

A) 

BI 

Cl 

14.2.1.3 

A) 

BI 

In Hlrlna Rates of Pay 

Permanent Full-The, Permanent Part-Tlme and Laiour 
Servlce Employees 

At and Above Mlnlmum Rate 

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

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

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

Subsequent Revlew 

When the Commission approves a salary rate above the minimum 
pursuant to 14.2.1 .I A) 1 ,  above, they wlll publicize in the 
Government of Saskatchewan's Career Centre the rate at which 
it has given such approval and an outline of the qualifications of the 
person appointed. 

Any employee working in the same occupation and classification 
level, with the same duties arid responsibilities that is being paid at 
a rate lower in the range may challenge the appointment. The 
cmplayee must possess the qualifications equivalent to those of the 
employee appointed higher in the salary range and within thirty (30) 
calendar days of such publication, request that the Commission 
review their qualificationç and salary. IF, a5 a result of review, a 
ça tary adjustment is considered to be warranted, the Commission 
shall so authorize. 

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

Tralnlng Rates - Below Mlnlmum of Regular Range 

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

A candidate may be hired below the minimum of the regular range 
if he does not posses5 the required core competencies for the 
position. 
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14.2.2 

14.2.3 

A) 

BI 

14.3 

14.3.1 

A candidate hired below the minimum of the regular range will not 
be eligible to advance to the regular range for hi5 claççification level 
until he meets the competency requirements for appointment to the 
position. 

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

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

Term Employees 

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

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

Employees In Multlple Posltions 

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

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

Increments 

Entitlement and Withholdlng for Probationary and Permanent 
Full-Time Employees 

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

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

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

Increments for Permanent Part-Tlme, Term and Labour Servlce 
Employees (for Instructional Famliy Employees refer to Lou 98-7). 

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

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

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

The effective date for payment of an increment shall b e  the first day 
of the pay perlod which commences on or after the Increment 
date. 

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

When a Term employee moves from one classification level to 
another in a subsequent Term appointment, and his salary is not 
increased by more than ten percent (IO%), the increment date shall 
not be changed. 
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14.3.3 

A) 

14.3.4 

A) 

BI 

14.3.5 

A) 

11.4 

14.4.1 

14.4.1 .I 

Al 

BI 

Cl 

Establlshlng Increment Dates 

Annual increment dates shall be established for employee5 based 
on date of employment. 

Fol towing Leaves of Absence Without Pay and Permanent Lay-off 

When an employee returns after ninety (90) consecutive calendar 
days or less from a leave of absence without pay, or permanent 
layoff, there shall be no change in their increment date, When an 
emptoyee returns from a leave of absence without pay, or 
permanent lay-off, after ninety (90) consecutive calendar days, they 
will be eligible to receive an increment after twelve (12) months of 
actual service, less the time earned toward an increment before the 
leave of absence without pay, or iay-off, wa5 taken subject to 
establishment of increment date provisions above. 

The date upon which he becomes entitled to the increment shall be 
his new increment date. When the leave is under the Employer 
sponsored educational program or for illness covered by The 
Workers‘ Compensation Act, there shall be no change in the 
increment date regardless of the length of the leave of absence. 

Movement Withln the Agreement 

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

Asslnnment of a New Pav Ranse 

When Posltlons Are Reclasslfted 

Upward Reclasslftcatlon 

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

if, a5 a result of a review initiated by the Comrniççion or a 
department, a position is reclassified upward during the 
incumbent’s initial probationary period, the employee’s rate of pay 
shall be maintained subject to the new range minimum. For 
purposes of establishing an increment date only, the provisions of 
Salary Adjuçtment on Promotion shall apply. 

If as  a result of a successful challenge to the reclassification a 
Permanent employee aççumeç a position in their former 
occupation, they will revert to the rate they were being paid prior to 
the reclassification subject to any increments they would have 
received had they remained in that occupation, 
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14.4.1.2 

4 

BI 

C) 

D) 

14.4.2 

14.4.2.1 

A) 

61 

Downward Reclasslflcatlon 

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

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

2. where her salary rate is equal to or less than the maximum of 
the tower salary range, she shall be placed in the lower salary 
range and be entitled to increments and economic 
adjustments; 

if Permanent Full-Time or Permanent Part-Time, shall have her 
name placed on the respective servicelwide re-employment 
Ilst. 

3. 

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

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

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

Salary Adjustment on Promotlon 

Promotkn Formula 

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

If the increase amounts to ten percent (10%) or less, the 
employee's increment date shall not be changed. If the increase 
amounts to more than ten percent (lo%), or when an employee 
promotes from the maximum rate of her previous range, a new 
increment date shall be established, Employees will earn 
increments in accordance with the increment provisions. 
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14.4.2.2 

A) 

14.4.2.3 

A) 

14.4.3 

14.4.3.1 

A) 

14.4.3.2 

A) 

14.4.3.3 

A) 

increment Date and Salary AdJustment on Same üate 

Whenever an employee's increment date or an adjustment in salary 
occur on the same date as  a promotion or reclassification, the 
employee shall receive his increment or adjustment before the 
promotion formula is apptied. 

Permanent Employee to Recelve Greater Rate Provided 

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

Salary Adjustment on Demotlon 

Voluntaryllnvoluntary Demotlon Permanent Employee 

When a Permanent employee voluntarily or involuntarily demotes 
from a position in which he holds permanent status, his increment 
date shall not be changed. His rate of pay shall be adjusted as 
fol lows: 

1,  whenever his hourly rate prior to demotion is above the 
maximum established for the claççification level into which he 
is taking demotion it shall be reduced to the maximum; 

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

Voluntary Demotion Employee on lnltial Probatlon 

When an employee on initial probation voluntarily takes a demotion, 
his appointment shall be terminated and he shatl commence a new 
appointment in the lower classification level. 

Voluntary Demotlon Permanent Employee on Subsequent 
Probation 

When a Permanent employee voluntarily demotes from a position 
in which he holds probationary status, he shalt revert to the rate at 
which he waç being paid in the salary range of his former 
(permanent) classification level subject to any increments he would 
have received had he remained in that level, This hourly rate shall 
btr the basis for determining the hourly rate at which they shall be 
paid in the classification level into which they are taking demotion, 
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14.4.3.4 

A) 

14.4.3.5 

A) 

14.4.4 

A> 

14.4.5 

14.4.5.1 

A) 

14.4.5.2 

A) 

14.4.5.3 

A) 

14.4.5.4 

A) 

Promotion of Demoted Employee Who Retalned Hourly Raie 

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

Promotlon of Demoted Employee Who Dld Not Retaln Hourly Rate 

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

Salary on Transfer 

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

Salary on Re-employment From Re-employment Llsts 

Re-employed tn the Same Classlfieatlon Level 

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

Re-employed In a Lower Classlfleatlon Level 

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

Re-employed as a Result of a Competitlon 

When as a result of a competition, an employee is appointed from 
the re-employment list to a position having a higher salary range 
than the position which she held prior to placement on the list, she 
shall have her salary adjusted a s  on promotion. 

Effect of Negoilated Wage Increases 

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

apply. 
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14.4.5.5 

AI 

Artlcle 15 

15.1 

15.1 .I 

A) 

15.1.2 

A) 

w 

C) 

15.1.3 

Al 

3) 

C) 

Across Unlon Llnes and Out-of Scope  

When permanent employees of the classified division of the Public 
Service cross union lines to accept appointment in the classified 
division via bulletined competitions or permanent employees move 
from out-of-scope positions to positions covered by this agreement, 
their starting salaries and incroment date shall be determined in 
accordance with the appropriate provisions (i.e. promotion, 
demotion, transfer) 

ALLOWANCES, DIFFERENTIALS AND OTHER PAYMENTS 

Accommodation and Meals 

On Government Business 

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

Accomrnodatlon 

Hotel -actual and reasonable charges supported by a recelpt. 

Effectlve December 1,2004 an amount of thlrty dollars ($30) per 
night [no receipt necessary) will be paid for accommodation in 
private residences or in private trailers. Amounts in excess of 
thlrty dollars ($30) will be approved if no other accommodation is 
available and a receipt is provided. 

Effectlve October 1,2005 an amount of thlrty-five dollars ($35) 
per nlght (no receipt necessary) wlll be pald for accommodatlon 
In private resldences or In private trailers. Amounts In excess 
of thlrty-flve dollars ($35) wlll be approved If no other 
accornmodatlon Is avallable and a recelpt Is provided. 

Meals - Effectlve December 1,2004 

In 
Province 

Out of 
Province 

Per diem allowance $41 .OO $51 ,OO 
For partial days: 
Breakfast $ 8.00 $1 1 .oo 
Dinner $ 14.00$t6.00 
Supper $ 19.00$24.00 

The above rates include GST, meal gratuities and overnight allowance. 

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

62 



In the communities of Fond-du-Lac, Stony Rapids, Black Lake, 
Wollaston Lake and Uranlum Clty, actual and reasonable 
charges for meals, supported by recelpt, wlll be approved. 
Where a recelpt Is not provided, relmbursement wlll be at 
regular In-provlnce rates. 

Travel on Government Business Outalde Canada 

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

Temporarily Away from Headquarters More Than Thlrty (30) Days 

When it 1s known in advance that an employee will be temporarily 
stationed away from their headquarters for a period in excess of 
thirty (30) calendar days, they shall be paid as follows: 

1, the regular allowances for the first seven days; 

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

Meal Allowance Clalms 

A meal allowance will not be paid for: 

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

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

3. supper, if departure is later than 530 p.m,, or the return is 
earlier than 6:30 p.m. 

Notwithstanding the above, an employee away from headquarters 
after 5:30 p.m. and having worked six (6) hours after 530 p.m, will 
be eligible for a dinner. No allowance will be paid to employees on 
overtime, nor shall more than three (3) meais be claimed for in one 
(1) day. 

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

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

2. dinner, if departure is within one-halF (E) hour prior to the 
scheduled dinner time or the return is within one-half {1/) hour 
after the scheduled dinner time; 
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3. supper, if departure iç after the scheduled quitting time or the 
return is within one (1) hour after the scheduled quitting time. 

15.1.7 Speclal Provisions for Department of Highways, Operations 

If an employee'ç work is such that he ordinarily leaves 
headquarters in the morning and returns at night he will not be paid 
for the "first meal out" while involved in normal maintenance 
activitteç even though some unexpected and unforeseen 
circumstances resulted in his not returning to headquarters on a 
particular night. H e  would, however, bo entitled to charge for his 
supper on that day and his food and lodging until he returns to 
headquarters. If, at the time the employee leaves his headquarters, 
it is known that he will not return that night, he shall be entitled to 
charge for the "first meal out". 

Notwithstanding the above, the "first meal out" shall be paid 
between November 1 and March 31, This period may be extended 
at the discretion of the Employer. 

Expenses Whlle on Government Buslness Awav from 
Headauarterç 

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

Standard charges: 

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

2. Valet services - not allowable. 

A) 

B) 

15.2 

A) 

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

4. Parking - employees working away from their headquarters 
building, and using either a C.V.A. or private vehicle, may 
recover parking charges as follows: 

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

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

ii) 
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15.3 

15.3.1 

15.3.2 

A) 

15.3.3 

A) 

5. Telephone - whenever possible, cmployeeç should call 
collect, charge the call io the agency telephone number or 
utilize the agency's telephone credit card. If not possible, 
charges for business call5 are allowable, supported by receipt 
(if available), name of party called and reason for call. 

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

7. Other expenses - occasionally, emptoyees will Incur 
exceptional expenses in connection with the conduct of 
government business, Such expenses may be allowable if 
detailed on the expense form, supported by receipts, and 
authorized by the Permanent Head. Tho decision OF the 
Comptroller's Office, Department of Finance, will be final in all 
cases, 

Use of Private Vehicles on Government Buslness 

Employees who are authorized to use a private vehicie for 
government business shall be paid a kilometre allowance a5 
follows: 

Kilometres - Effective üecernber 1,2004 

Ordinary North of 54th Parallel 
36.73~1 km 41.00$/km 

Incldental Usage 

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

1, Car - subject to a minimum allowance of five dollars ($5.00) 
per day, one dollar and fifty cents ($1 50) per hour to a 
maximum of six dollars ($6.00) per day or 36.73Qlkm (effective 
December 1, 2004), whichever is greater. 

2. Truck - subject to a minimum allowance of five dollars ($5.00) 
per day, two dollars ($2.00) per hour to a maximum of seven 
dollars ($7.00) per day, or 39.00Ukm (effective December 1, 
2004), whichever is greater. 

Kllometre Revlew 

The kilometre rate shall be adjusted by the same percentage as the 
percentage change in the Saskatchewan Private Transportation 
Index published by Statistics Canada for tho review period. The 
adjustment shall be rounded to the nearest one hundredth (11100) 
of a cent. 
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15.4 

B) The base index shall be the February Saskatchewan Prlvate 
Transportation Index assoclated wlth the first year of each 
contract cycle. 

Reviews shall be conducted twlce a year. 

The flrst review durlng the calendar year is based on 
comparison of the base index and the review period (February) 
Index. The effective date of the change shall be April 1". 

The second revlew durlng the calendar year is based on 
comparlson of the base Index and the revlew period (August) 
index. The effective date of the change shall be October la'. 

C) 

D) 

E) 

Northern Dlstrkt Allowance 

A) Employees stationed in the Northern Administrative District shall be 
paid Northern District Allowance bi-weekly, over and above their 
basic rate of pay, in accordance with the following table: 

1 = Employees stationed at locations north of latitude 57' 00' 

2 = Employees stationed at Uranium City and Stoney Rapids 

3 = Employees stationed at locations between latitudes 55" 15' 
and 57' O 0  

4 = Employees stationed at Buffalo Narrow 

5 = Employees stationed at Cumberland House 

6 = Employees stationed at Canoe Narrows, Beauval, Pelican 
Narrows, Caribou Creek, Dore Lake, Lower Fishing l ake ,  
Montreal Lake, Timber Bay (Highway 169 Southend Montreal 
Lake), Weyakwin, White Swan Lake, E.B. Campbell Dam, Sled 
Lake, Eaçt Trout Lake, Little Bear Lake, Piprell Lake, Sturgeon 
Landing and Puçkwakau. 

7 = Employees stationed at Creighton, Denare Beach and Green 
Lake 

8 = Employees stationed at La Ronge and Air Ronge 
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Northern Dlstrict Allowance will be prorated for employees working 
less than hull-time. 

Northern District Allowance shall apply to Labour Service 
employees subject to the Commission's interpretation with respect 
to the application of these provisions in the Labour Servlce setting. 

The Northern District Allowance will be adjusted by the same 
percentage salary increase negotiated for the bargaining unjt as of 
October 1 of each year unless otherwise agreed to by the parties, 
The adjustment yielded by the percentage increase will be rounded 
to the nearest one-half ('A) dollar. 

The foregoing provisions shall not apply to employees either 
sleeping or eating In government operated institutions located at 
these locations. 

Relmburaement for Relocatlon Expenses 

A Permanent Full-Time and Permanent Labour Service employee 
whose headquarters is changed as a result of a promotion, 
voluntaryllnvoluntary transfer or demotion, which is in the interest of 
the department concerned, shall be reimbursed for relocation 
expenses in accordance with the Employer's policy. It is agreed 
that the policy shall not be amended during the term of the 
agreement without the concurrence of the Union, 

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

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

1. search for accommodation at new work location 
2. moving of primary household effects 
3. in-transit insurance 
4. transportation of personal motor vehicle 
5. travel to new work location 
6. storage costs of household effects 
7, temporary accommodation at new work location 
8. maintenance of original domicile 
9. residential property expenses 
1 O. incidental expenses 

Northern Prolect Allowance 

Ellglble Project 

Means a work activity located within the Northern Administrative 
District that requires the employee to operate from a camp or 
similar setting. 
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15.6.2 

A) 

B) 

C) 

15.6.3 

A) 

15.6.4 

h) 

15.6.5 

Al 

Eliglbl ilty 

Northern Project Allowarice wilt apply ta an employee who has 
worked for six (6) consecutive working days on an eligible project or 
combination or projects retroactive to the first day of the six (6) day 
eligibility period. 

Employees away from an eligible project for more than two (2) 
working days must re-establish this eligibility period. 

Days of travel will be considered as working days for this purpose. 

Non-eligibility 

Northern Project Allowance shall not apply in the following 
situations: 

1. an employee working on a project when the camp is within fifty 
(50) miles of his home community and when transportation is 
provided to that community at least twice per week; 

2 .  an employee working on a project when the camp is within fifty 
(50) miles of a community which has a hotel or motel, and when 
transportation is provided to that community at least twice per 
week; 

3, an employee who stays in commercial accommodation; 

4. an employee receiving Northern District Allowance for the 
community in which the camp is located. 

Hours of Work 

The scheduling of work periods shall be determined on a project by 
project bask through local negotiationç, subject to the following 
conditions: 

1. employees shall be paid at straight time for all hours worked 
up to the normal hours of work jn a pay period or averaging 
period as set out in this Agreement; 

2. where an employee is directed to work more than the normal 
hours in a pay period, or averaging period, he shall be paid for 
such hours at the applicable premium rate. 

Transportation 

The Empioyer will provide transportation for an employee going to 
the project for the first time (from the employee’s headquarters or 
the employee’s home community, whichever is closer) and for any 
required return to the project at such subsequent times as the 
Employer pays the employee’s way out, 
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15.6.6 

A) 

15.7 

A) 

15.7.1 

A) 

BI 

The Employer will provide transportation (to the employee’s 
headquarters or the employee’s home community, whichover is 
closer) from a project within a reasonable length of time when: 

1. the project is completed; 

2. the employee terminate5 aftcr having worked on the project for 
more than five (5) consecutive working days; 

3. the employee is discharged or laid-off by the Employer: or 

4. the employee is transferred by the Employer. 

The Employer shall determine the type’of transportation to be 
utilized, and where transportation is not provided by the Employer 
in accordance with the above Articles, the employee shall be paid a 
transportation allowance of forty-two ($42,00) per bi-weekly pay 
period. 

Northern Project Allowance Payment 

A project allowance will be paid to an eligible employee for full or 
part days actually worked (days of travel shall be considered as  
days worked) on an eligible project. The amount of the allowance 
shall be six dollars ($6,00) per day. 

The Employer will provide free room and board to all employees 
when in a camp on an eligible project. 

Custodlal Affowances 

These differentials shall be paid for each day or portion of a day 
worked. This daily differential will be adjusted by the same 
percentage salary increase as negotiated for the bargaining unit as 
of October 1 of each year. The adjustment yielded by the 
percentage increase will be rounded to the nearest one-half (%) 
dollar. 

Correctlonal or Young Offender - Camp Dlfferentlal 

Effective December 12, 2004 a camp differential of elghty-nlne 
dollars ($89) per day çhall be paid to an employee working a camp 
shift pattern excluding correctional centre urban camps. The 
differential applies to employees that are required to remain at thc 
camp from the commencement of the tour of duty to the termination 
of the tour of duty. The differential is payment for all responsibilities 
in addition to normal wages. The camp differential shall also be 
paid for each full day that any employee is asslgned to work at 
camp outside of his normal tour of duty, 

Effective October 2, 2005 camp differential shall tie nlnety dollars 
($90). 
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Temporary Camps for Young OffenderlChlldren’s Faelllty 

Effective December 12, 2004 a Camp Differential of slxty-two 
dollars ($62) per day shall be paid to an employee who volunteers 
far duly and works in a temporary camp operated by the Young 
Offender andlor Children’s Residential Programs. 

Effective October 2, 2005 the diffeerential shall bc slxty-two 
dollars and flfty cents ($62.50) per day. 

The camp differential is payment for ail responsibiiitieç retated to 
the camp assignment in addition to normal wages, and shall be 
paid for each full day {twenty-four (24) hours] or portion of a day 
that any employee is assigned to duty in camp. 

Temporary Satelllte ïlre Camps 

Effective December 12, 2004 a Camp Difrerential of slxty-two 
dollars ($62) per day shall be paid to employees assigned to be in 
charge of a temporary satellite fire camp. The camp differential is 
payment for all responsibilities, other than fire suppression and 
related duties, in addition to normal wages. The employee shall be 
paid for each fut1 day [twenty-four (24) hours] or portion of a day 
that an employee is assigned to be in charge of a temporary camp. 

Effective October 2,2005 the differential shall be slxty-two 
dollars and fifty cents ($62.50) per day. 

Slesp-Over Allowance - Cornmunlty Tralnlng Resldenees 

Effective December 12,2004 an allowance of fifty-elght dollars 
($58) per day shall be paid to the employees when required by 
management to sleep-over as part of their duties. The differential 
will be adjusted by the same percentage salary increase as is 
negotiated For the bargaining unit as of October 1 of each year. 

Effective October 2,2005 the allowance shall be fifty-etghi 
dollars and fifty cents ($58.50) per day. 

Tool Allowance 

Effective January 1, 2001 all journeypersons, apprentices, 
tradespersons and tradeshelpers who as a condition of 
employment must supply iheir own tools to perform their duties and 
who have worked at lead çlxty-six (66) working days in a calendar 
year shall receive a tool allowance of five-hundred dollars ($500) 
per year. This allowance will be included in taxable income. Such 
payment is to be effective December 31 of each year. 
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6) 

15.9 

A) 

15.10 

A) 

15.1 1 

A) 

15.12 

A) 

All eligible Department of Highways and Transportation omployces 
will be covered by the Department's policy concerning tools. The 
policy shall be subject to negotiation between the Department of 
Highways and Transportation and the Union. These negotiations 
include consideration of the different levels of tool requirements for 
the particular classifications. 

Flvlns Dlfferentlals 

Employees required to pilot, or fly aboard a fixed wing aircraît as an 
Air Attack Officer in an actual fire fighting situation shall be entitled 
to a differentlal of twelve dollars and fifty cents ($1 2.50) for each full 
day or portion thereof on such assignment. It is understood that 
thlç differential shall not apply to such operations a5 
reconnaissance, training, ferrying, testing, etc., not directly 
associated with an actual fire suppresçion exercise. 

Hiah Tower Dlfferential 

A differential of two dollars ($2) per hour will be paid for hours 
worked at heights in excess of thirty (30) feet above ground during 
the process of erecting, dismantling, or maintenance of towers. 

Pavment of Professional Fees 

The Employer agrees to pay the profesçional fees that are due on 
or after October 1,2004 as per the 2003 schedules of all 
employees who are required either by statute or by an agency to be 
a member of a professional association. Permanent Part-Time 
employees working 40% or greater will be ellglble for full 
relrnbursement of such fees provlded the employee has not 
been relmbursed and Is not ellglble to be relmbursed from 
another employer. For Permanent Part-Tlme employees 
worklng less than 40%, relrnbursement shall be prorated 
based on tlme worked provlded the employee has not been 
relmbursed and Is not ellglble to be relrnbursed from another 
employer. For partial years, reimbursement shalt be prorated on 
the basis of time worked provided however that no payment will be 
made for partial years when the amount yielded is less than twenty- 
five dollars ($25). 

Shlft Dlfferentlal and Weekend Premlum 

Shift Differential 

i) Effective December 12,2004 a shift differential in the amount 
of one dollar and forty-flve cents ($1.45) per hour shall be 
paid for all hours worked between the hours of 6:OO p.m. and 
7:OO a.m. Shih differential shall not be a part of basic wage 
rates or be used in calculating overtime rates, nor shall it be 
paid for any hours for which overtime rates ara being paid. 
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it) Shift differential will not be payable in a modified work pattern 
in a situation where it was not payable under ihe standard 
hours of work arrangement. 

Weekend Premium 

i) Effective December 12,2004, a weekend premium in the 
amount of forty cents (406) per hour shall be paid for all 
hours worked between thc hours of 6 p.m. Friday and 7 a m  
Monday. Weekend Premium shall not be part of bask wage 
rates or be used in calculating overtime rates, nor shall it be 
paid for any hours for which overtime rates are being paid. 

Payments Due on Seriaratlon or Death 

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

Job Abollshed - Elects to Resign or Retire 

An employee whose position is abolished, and who elects to resign 
or retire on immediate pension, shall bc entitled to severance pay. 
They shall be paid one (1) wesk'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. 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 rc-employment list but shall include time spent on 
seasonal lay-off. 

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

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

On Re-employment Llst Due to Lay-off Not Re-employed 

An employee whose name is placed on a re-omployment list due to 
lay-off and who is not re-employed prior to the expiry of (ho three 
(3) year limit shall be entitled to severance pay, 
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15.1 4.3 

A) 

15.15 

15.15.1 

A) 

15.1 5.2 

A) 

On Indeflnite Leave Due to Lay-off Not Re-employed 

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

Beneflt Plans 

Group Ufe Insurance 

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

Penslon Contrl butlons 

Effectlve October 1, 1998, it shall be mandatory that all employees 
become members and contribute to the Public Employees Pension 
Plan. 

For all employees, contrlbutory earnlngs for penslon purposes 
shall be based on gross regular salary plus supplementary 
earnlngs except overtlme, professlonal fees, severance pay, 
career asslstance and group llfe taxable benefit. 

The employee and Employer contributlons shall be 6.35% of 
gross regular salary for employees In the Publlc Employees’ 
Penslon Plan. For employees In the Publlc Servlce 
Superannuatlon Plan the employee and Employer 
contributions In the Publlc Employees’ Penslon Plan shall be 
1.35%. 

Effective October 2, 2005, penslon contributlons shall be 
changed as follows: 

1. The employee and Employer contrlbutlons shall be 
Increased from 6.35% to 6.45% for employees In the Publlc 
Employees’ Penslon Plan; 

For employees In the Public Servlee Superannuatlon Plan 
the employee and Employer contrlbutlons In the Publlc 
Employees’ Penslon Plan shall be Increased from 1.35% to 
f .45%; 

2. 

For Labour Servlce employees, effectlve December 12,2004, 
subject to a maximum contrlbutory earnlngs for penslon 
purposes of forty-four thousand three hundred dollar8 ($44,300)’ 
or regular salary If greater, per calendar year; overtime earnings 
shall be Included In contrlbutory earnlngs for penslon purposes. 
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15.15.3 

A) 

15.1 5.4 

Al 

15.1 5.5 

A) 

15,15.6 

A) 

15.15.7 

A) 

B) 

15.15.8 

A) 

Public Employees' Dental Plan 

The Employer is a participating Employer in the Public Employees' 
Dental Plan on behalf of eligible employees as  determined by the 
terms of the plan. The costs of the plan will be paid by the 
Employer. 

Dental Plan Enhancements 

The parties agree to provide on behalf of eligible employees, 
Enhancements to the Public Employees' Dental Plan paid For by the 
Employer at an annual rate of 0.51 % of straight time annual payroll. 
The enhanced portion of the plan is to be governed by the Joint 
Board of Trustees. The Joint Board of Trustees will be responsibte 
to develop and administer this Plan within the financial resources 
allocated to the Plan. 

Extended Health Care Benefits 

The parties agreed to provlde an Extended Health Care Plan, 
pald for at an annual rate of 1.28% of stralg ht tlme annual 
payroll. The Employer will commit to a speclflc level of 
funding as agreed to by the partles. The plan wlll be governed 
by a Jolnt Board of Trustees made up of equal representatlon 
and appolnted by the respectlve partles. The Jolnt Board of 
Trustees wlll be responslble to develop and admlnister the 
plan wlthln the resources allocated to the plan. 

Ellglblllty for Dental and Extended Health Care Beneflts 

Eligibility for Dental and Extended Health Care benefits shall be 
governed in accordance with the terms OF the respective plans. 

Beneflt Plans' Surplus Fund 

The parties agree to establish a Benefit Plan Surplus Fund 
attached to the Dental Plan enhancements and the Extended 
Health Care Ptan to be administered by the Joint Board of Trustees 
and funded at an annual rate of 0.47% of straight time annual 
payroll; 

The intent of the Fund is to offset cost increases of the benefit plans. 

Retiree Beneflt 

Fundlng at an annual rate of 0.28% of stralght tlme annual 
payroll shall be provided to contrlbute toward Extended Health 
Care Benefits for employees retlrlng on or after October 1, 
2002, This fundlBeneflt Plan wlll be governed by the Jolnt 
ùoarcl of Trustees establlshed pursuant to Artlele 15.t5.5 A). 
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15.16 

A) 

BI 

15.17 

A) 

Artlcle 16 

A) 

16.1 

A) 

Maternltv/Leaai Adoetlon Leave Top-LID 

The Employer agrees to provlde employees on Maternity Leave 
with a top-up of Employment Insurance Maternity Leave Benefits to 
95% of regular salary for the first scventeen weeks of Employment 
Insurance Maternity Leave Benefits. The seventeen-week period 
wit1 include the two-week waiting period. 

Employees receiving maternity leave top-up will be required to sign 
a promissory note for a return service commitment for the same 
number of weeks that top-up is received. 

Effectlve December 12,2004, the employer agrees to provlde 
the beneflta noted In A) above to employees on a deflnlte leave 
of absence wlthout pay for Legal Adoptlon. 

Apprentlceshlp TOP-UD 

Subject to Employment Insurance Commission approval under the 
Supplement Unemployment Benefit Program, the Employer agrees 
to provide apprentices on leave to attend apprenticeship training 
with a top-up of Employment Insurance Benefits to 95% of regular 
salary for the period of the required formal training in the 
apprenticeship program. 

Employees receiving apprenticeship top-up will be required to sign 
a promiçsory note for a return service commitment (i.e. post 
journeyman status) for two times the number of weeks that top-up 
iç received. 

VACATION 

A Permanent emptoyee shall be entitled to and i5 required to take, 
vacation leave with pay subject to approvaf of the Employer and 
subject to the following provisions: 

Service for Vacation 

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

1. service with Government of Saskatchewan, any Board, 
Commiçsion or Crown Corporation of the Government, District 
Health Boards, Boards of Education in Saskatchewan, 
Saskatchewan Universities, all SGEU Bargaining Units, and 
service as a paid staff member of SGEU, 

i) the onus shalt be on the employee to inform the Employer 
of any previous service under this article; 
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16.2 

16.2.1 

Al 

6) 

16.2.2 

A) 

2. after completing ten years‘ service with the Employer, 
pensionable employment andlor war service credited under 
The Public Service Superannuation Act will be counted for 
vacation service; 

3. Permanent Part-Time employees shall earn service ror the 
purpose of determining vacation entitlement on the same basis 
as Permanent Full-Time employees: 

a Labour Service employee whose position is converted to 
Permanent Full-Time or who has been appointed to a 
permanent full-time or part-time position, shall be entitled to 
count a “season of work” as ihe equivalont of a ”year” for the 
purposes of determining vacation entitlement, 

i) a “season of work is the period from normal seasonal 
recall to normal çeasonal lay-off in any fiscal year 
regardless of the number of days worked in any of these 
months; 

4. 

5. time spent on definite leave. 

Vacatlon Entltlement 

Permanent Fuli-Tlme 

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

Vacation entitlement shall be a s  follows: 

Up to 7 years service = 15 days per year prorated 
for partial years 

for partial years 

prorated for partial years 

- - 8 - 14 years service 20 days per year prorated 

15 - 21 years service = 25 days per year 

22+ years service = 30 days per year 
prorated for partial years 

Permanent Part-Time 

Upon request, Permanent Part-Time employees shall be 
allowed to draw upon thelr vacation entltlement for the flscal 
year in advance. The maxlmum advance wlll generally be 
based upon the percentage of hours worked in the prevlous 
flscal year. 
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16.2.3 

A) 

16.3 

A) 

16.4 

A) 

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

Term 

Term employees shall have their vacation entitlement calculated in 
accordance with Article 16.2.1 6) and shatl receive vacation pay in 
accordance with the following table: 

Vacation Entitlement 
Fifteen (1 5) days 
Twenty (20) days 
Twenly-five (25) days 
Thirty (30) days 

Vacation Pay 
6% of total earnings 
8% of total earnings 
10% of total earnings 
12% of total earnings 

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

k 6.36% - fifteen (1 5) days 
> 8.64% -twenty (20) days 
> 11 .OO% - twenty-five (25) days 
> 13.44% -thirty (30) days 

Vacatlon Pay On Sumlementarv Earnings 

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

Speclat Northern Leave 

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

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

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

The leave benefit will be prorated when an employee moves to a 
non-benefit area as a result of involuntary transfer, promotion or 
Government sponsored educationat leave, at which time the benefit 
shall be payable. 
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Special Northern Leave shall apply to Labour Service employeos 
subject to the Commission's interpretation with respect to the 
application of these provisions in the labour service setting. 

Other Vaeatlon ProvIslons 

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

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

A Permanent Full-Time employee shall be entitled, once a year, to 
salary in advance for his vacation, 

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

Employees in C and D above shall request the advance in writing to 
his immediate superviçor not less than seventeen (1 7) working 
days before the commencement of hi5 leave. Payment shall bf? 
made on the morning of the workday preceding the first day of his 
vacation leave. 

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

Employees shall be entitted to carry over up to five 15) days 
vacation into the next fiscal year. tn special circumstances, or 
certified illness, the Employer may approve the carryover of up to 
an additional five (5) days of vacation. 

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

An employee leaving the service who has been granted more 
vacation leave than is due him shall have such overpayment 
deducted from any monies owing him by the Ernployer, calculated 
on the basis of salary in effect at the date of termination. 
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Artlcle 17 

17.1 

A) 

17.2 

A) 

17.3 

17.3.1 

17.3.1 .I 

A) 

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

SICK LEAVE, PRESSING NECESSITY AND FAMtLYI 
PERSONAL LEAVE 

Slck Leave 

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

Definltlon of Slekness 

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

1, Advances or Loans - Third Party Liability 

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

Employer Right to Allow Sick Benefits 2, 

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

Slck Leave Etldblllty 

General 

Comlng From Boards, Commlsslons or Crown Corporatlons 

Employees coming from Boards, Comrnjsçions or Crown 
Corporations of the Government of Saskatchewan shall be allowed 
to transfer their accumulated sick leave credits into the public 
service upon providing proof of their entitlement. 
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17.3.1.3 

A) 

17.3.1.4 

A) 

17.3.1.5 

A) 

17.3.1.6 

Al 

B) 

17.3.1.7 

A) 

Drawtng on Future Slck Leave Credlts 

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

Relrnbursement of Overdrawn Slck Leave Credlts 

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

Relnstatement of Slck Leave Credlts 

Upon written application, a Permanent employee who has had a 
break in service with the Employer after July î ,  1998 and returns to 
work for the Employer within three (3) years from the break in 
service, shalt be credited with all accumulated unused sick leave 
she was credited with prior to ihe break in service. The three (3) 
year period shall not include time spent on the re-employment list. 

Exceedlng the Slck Leave Beneflts 

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

Illness Durlng Vaeatlon Leave 

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

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

Deslgnated Hollday Durlng Slck Leave 

Designated holidays occurring when an employee is on sick leave 
shall not be charged against the employee’s sick leave credits. 
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17.3.2 

17.3.2.1 

A l  

17.3.2.2 

A) 

17.3.2,3 

A) 

17.3.3 

Al 

6) 

C) 

17.4 

17.4.1 

A) 

Permanent Full-Tlme 

Under Three (3) Months of Servtce 

Probationary Full-Time employee5 with less than three (3) months 
service shall be allowed five (5) days of sick leave. 

Three (3) or More Months of Servlce 

ProbationarylPermanent Full -Time employees with three (3) or 
more months service shall, at the beginning of the fiscal year, be 
credited with fifteen (15) sick leave days. Sick ieave shall be 
earned on the basis of one and one-quarter (1 y4) days for each 
month of service. Any unused sick days shall be accumulated from 
year to year. 

Partlal Month 

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

For 37 113 hour per week designation - regular hours worked 
multiplied by 0.0619 = earned hours of slck leave credits. 

For 36 hour per week designation - regular hours worked multiplied 
by 0.0641 = earned hours of sick leave credits. 

Permanent Part-Tlme, Labour Servlce and Term 

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

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

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

Use of SIck Leave 

Reporting Slckness 

An employee who is sick shall inform his immediate supervisor 
before the hour they are to report for work. Where the employee 
requires a replacement worker, he shall notify his supervisor at 
least one (1) hour prior to his start time, 
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An employee who fails to inform his supervisor of his intention not 
to report for work shall be considered absent without leave, Except 
where in the opinion of the Emptoyer extenuating circumstances 
exist, a deduction in pay may be made equivalent to the pay the 
employee would have received. 

Note: Article 17.4.1 C) is set aside for the term of thls 
Agreement and replaced wlth Letter of Understsndlng 01-19, 
See LOU 01-19. 

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

Maternlty 

An employee who has medically substantiated need to be absent 
from work for health reasons related to pregnancy either before, on 
or after the date OF delivery, shall be allowed to access 
accumulated sick leave credits. The employee shall provide the 
Employer with a medical certificate to substantiate the request. 

Use Ai Lay-off or Recall 

An employee who heconies ill prior to receiving notice of 
permanent or seasonal lay-off and whose illness has not ended 
prior to the date of lay-off shall be able to use hi5 sick leave 
accumulation up to a maximum of seventy-five (75) days from his 
date of illness, subject to medical verification, This provision shall 
also apply when the Employer gives the notice two (2) or more 
months prior to the date of lay-off. 

Employees shall not accumulate seniority for time spent on sick 
leave after the date of lay-off. 

An employee who becomes ill after rcceiving notice of pormanent 
or seasonal lay-ofF and whose illness has not ended prior to the 
date of lay-off, shall be eligible to use his sick have accumulation 
only to the date of lay-off. 

An employee who is called back for work from seasonal lay-off and 
unable to report due to sickness, shall be entitled to use available 
sick leave credits, 

Proof of Illness 

On Employer request an employee shall provide a form attesting to 
their sickness, 

The Ernploycr may require an employee to provide a physician’s 
certificate and the Employer will be responsible to pay the cost. 
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The Employer reserves the right to call for an examination by a 
physician selected and paid for by the Employer, 

Presslne Necessity and PersonaUFamllv Responslblllties 

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

PersonallFamily Leave is also drawn from an employee's sick leave 
balance and is to be used for carrying out a personal or a family 
responsibility within the context of today's societal demands and 
pressures. These responsibilities include matters where thc 
employee ha5 an obligation or duty and where he may be held 
accountable OF answerable in some manner if the obligation is not 
met. This leave does not apply to purely discretionary personal or 
family matters. The individual ernployce'ç judgment should be 
tempered with good faith reasoning and an understanding that if 
abused the ability to take time off with pay for important personal or 
family reçponçibitities may be denied. 

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

In order to meet the Employer's need of running an effective, 
efficient work envjronment there need5 to be a balance between 
personallfamily responsibilities and service delivery to the public. 
Employees should provide reasonable notice when they intend to 
utilize personaVfamily leave in order to rninimizB the negative effect 
on service delivery. 

Pressing Necessity and PersonaliFarnjly Leave shall be 
administercd as follows: 

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

an employee with less than seventy-five (75) sick leave credits 
may be granted up to three (3) days sick leave by his 
immediate supervisor to be used for pressing necessity or 
personalifamily responsjbilities, cumulative from year to year 
until a rnlnimum of seventy-five (75) slck leave credits have 
been accumulated (and subject to using a maximum of five (5) 
days per fiscal year for personallfamily responsibilities); 

2, 
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Artlcle 18 

18.1 

18.1.1 

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

4. unless there are unuçual circumçtanceç, leave for 
perçonallfamily responsibilities should be utilized one day at a 
time; 

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

requests will be granted by the immediate supervisor to an 
extent considered to be fair and reasonabie and in accordance 
with the Employer's policies and preamble above; 

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

6. 

8, employees who are not eligible to access leave with pay for 
pressing necessity or personallfamily responsibilities from sick 
leave credits, may use time-in-lieu, vacation leave, banked 
E D û s  or other leave provisions; 

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

LEAVESOFABSENCE 

Mandatory Leave 

Deflnlte Leaves of Absence Without Pay 

Upon written application, definite leaves of absence without pay 
shall be granted for: 
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18.1 .I .I Maternlty 

A) An employee who has completed twenty (20) weeks of continuous 
employment, without a break in service, who makes application at 
least one (1) month in advance of the estimated date of conMement 
and provides a medical certificate certifying she is pregnant shall be 
granted leave consisting of a period up to and including twentyfour 
(24) calendar months subject to the following conditions: 

1. an employee shall not be dismissed or laid off solely because 
she is pregnant or has applied for maternity leave; 

where the pregnancy of the employee andlor requirements of 
post-natal care would reasonably interfere with the performance 
of her duties, the Employer may require the employee to take a 
period of leave not to exceed two ( Z }  months immediately prior 
to the estimated confinement date andlor two (2) months 
immediately subsequent to the date of birth; 

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

2. 

4. employees may be entitled to sick leave provisions in 
accordance with Article 17.4.2. 

5. employees may be entitfed to Maternity Leave top-up 
provisions in accordance with Articie 15.1 6. 

18.1 . I  .2 Paternlty or Legal Adoption 

An employee who has completed twenty (20) weeks of continuous 
employment without a break in service and makes application at 
least one (1) month in advance of the requested commencement 
date shall be granted leave up to twenty four (24) months. The 
leave may be granted not more than six (6) weeks preceding the 
estimated date of birth or legal adoption and end not later than 
twenty four (24) calendar months after the actual date of birth or 
legal adoption. 

A) 

18.1 .I .3 Prolonged Illness 

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

1. Accepted Adjudicated Claims 

Subject to Article 23: 

i) Employees suffering from prolonged illness and have 
had their claim adjudicated and accepted by a third 
party shall, upon request, be placed on a leave of 
absence. 
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18.1.2 

18.1.2.1 

A) 

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

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

The Joint Rehabilitation Committee shall be 
responsible for developing and administering 
rehabilitation programs for employees as per the 
Rehabilitation Provisions. 

iii) 

iv} 

2. No Accepted Adjudicated Claim 

i) Employees suffering prolonged illness where there is 
no accepted adjudicated third party claim shall, upon 
request, be placed on a leave of absence. 

The Employer shall not permanently fill the employee’s 
position for a period of twenty-four (24) calendar 
months while the employee is on a leave of absence 
for prolonged illness. The employee shall be entitled to 
return to his home position. 

ii) 

iii} Employees who have no accepted third party 
adjudicated claim and do not return to work from 
prolonged illness within twenty-four (24) calendar 
months shall be placed on the Service Wide Re- 
employment List for three (3) years at the completion 
of his twentyfour (24) calendar month leave. 

Deflnlte Leaves of Absence Wlth Pay 

Definite leaves of absence with pay shall be granted for: 

Unlon Buslness 

The Employer agrees employees will from time to time require 
leave of absence for Union business. The parties recognize Union 
leave is integral to harmonious relations, and of benefit to both 
parties. 
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Employees on leave for Union business shall be compensated on 
the same basis as a normal workday. 

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

1. the employee is on authorized Union Leave; 

2. the employee requeçts leave for Union business in writing. 
Verbal notice is acceptable in unusual circumstances: 

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

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

3. 

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

Leave to Act as a Unlon Representatlve on Stafflng Panel 

Employees shall be allowed leave with pay, not subject to 
reimbursement by the Union, while acting as a Union 
representative on Staffing Panels during normal working hours. 

Employees acting as Union panel representatives outside normal 
working hours shall be compensated at straight time pay and these 
hours will not be included in their averaging period, By agreement 
at the local level, time may be banked at straight time and taken by 
mutual agreement within the fiscal year. 

Medlcal Donor Leave 

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

ülscretlonaw Leave 

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

When considering an application for a leave of absence, the 
following principles shall be applied consistently and fairly: 
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1. beneficial to the employee and the organization; 

2. used responsibly and in the public interest: 

182.1 

18.2.3 

3. support the objectives of dslivering quality çerviceç, 

Requests for leave must be submitted in writing. 

Deflnlte Leaves Without Pay 

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

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

Notwlthstandlng the above, where the leave I8 for the purpose 
of worklng In a Term assignment with the Employer, the 
request can be for the length of the Term asslgnment. 

Employee Accompanying Spouse 

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

1. definite leave of absence without pay up to a maximum of 
twelve (?2) months; or 

name placed on the Service-Wide Re-employment List for a 
period of three (3) years, (Labour Scrvice Department Rc- 
employment List in the case of a Labour Service Employee) 

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

Involuntary Transfer - Transfer Not Accepted 

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

During the period of leave, the employee shall only have rights to 
apply for positions. I f  the employee has not been successful in 
obtaining alternate employment in the public service by the end of 
the leave, he will be deemed to have resigned. If the leave is 
granted, the Employer may permanently staff the position. 
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Indeflnlte Leaves Wlthaut Pay 

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

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

A Permanent employee granted an indefinite leave of absence 
without pay shall, upon wrltten request at the caneluslon of the 
leave, have his name placed on the appropriate re-employment list, 

If Indefinite leave was granted to ailow the employee to work 
for a crown corporatlon, upon coneluston of the leave, the 
employee may request re-employment conslderatton for 
posltlons In thelr former agency In thelr former occupation and 
level. These employees wlil be consldered before external 
candldates. 

Relnstatement from Oeflnlte Leave 

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

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

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

If the position was reclassified lateraiiy or downward during his 
absence, he shall elect one of the following alternatives: 

1. the application of the lay-off provisions; or 

2. to return to the reclassified position provided he meets the 
minimum qualifications. 

Beneflts Earned While on Leaves of Absence Wlthout Pav or 
Lav-Off 

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

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

i) all benefits except any designated holidays which fall in 
the period of leave. 
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Artlcle 19 

19.1 

19.2 

19.3 

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

i) sick leave: 

ii) seniority; and 

iii) calculation of increment entitlements only. 

For the period of leave after ninety (90) conçecutive calendar 
days: 

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

ii) seniority for the full period of definite leave. 

3. 

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

5. The benefits provided under this article shall apply only if an 
employee returns to work at the expiry of hi5 leave unless 
otherwise determined by the Employer. 

EMPLOYMENT SECURITY 

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

The parties will meet to review employment securitybefore February 
28th of each year, to ascertain the extent to which employment 
security can be provided in the next budget year. 

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

1, department UnionlManagement Committee (UMC) to identify 
possible alternative cost savings to avoid job abolition; 

2. examine feasibility of retraining affected employees for 
available jobs; 

3. allow greater flexibility in redeployment provisions (the process 
of using transfer and demotion in finding an alternate 
placement within Executive Government) prior toJob loss; 

4. seek alternate employment opportunities in the broader public 
çeniice. 
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19.4 The Ernploycr agrees to operationalize any required downsizing 
through the targeted restricted early retirement program, in place at 
that time, as a first priority. 

If the foregoing does not prevent job loss, the following shalt apply 
to Permanent Full-Time and Permanent Labour Service employees: 

19.5 

A) On Budgetary Downsizing 

1, Downçizing through the targeted restricted early retirement 
program in place at that time. If the downsizing objective cannot 
be reached through early retirement, the parties wjll meet to 
seek çatiçfactory resolutions to meet the required goals. 

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

2. 

3. Bumping. 

4. Access Career Assistance Options. 

On Transfer of Servlees (Devolution) B) 

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

If transferred, the employoe will have his name ptaced on a re- 
employment Ilçt for three (3) years. 

Employees' collective agreement transferred with employees 
in accordance with Section 37 of The Trade Union Act. 

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

2. 

3. 

C) On Contractlng Out 

1, It is not the intention of the Employer to enter into new 
contracting out of work arrangements that directly result in the 
loss of any Permanent cmployee's employment during the 
term of the Collective Agreement. However, if it becomes 
necessary to contract out, the following principles will apply: 
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i) the Employer will endeavour to avoid contracting out work 
that can be done by employees of the government in an 
effective, efficient manner within the public policy 
framework and meeting the operational time constraints 
of the work. The Employer is prepared to receive 
submissions from the UMC and the Union in this regard; 

the Union and the department UnionlManagement 
Committee (UMC) will be provided with as much notice as 
possible, wjth a minimum of thirty (30) calendar days 
notice and an opportunity to discuss any planned intent to 
contract out; 

ii) 

iii) all contracting out arrangements will be reviewed by the 
UMC on their expiry to determine the economic feasibitity 
of raducing contracting out; 

iv) in reviewing new and existing contracting out, where it 
may be feasible that the work can be performed by 
government employees, the parties agree to work 
together towards accomplishing this goal: 

when contracting out of bargaining unit work is done, the 
Employer will ensure no Permanent employee will lose 
employment a5 a direct result of contracting out; 

vi) employees affected will have access to Iay-dF provisions 
of the Collective Agreement; 

vii) employees on recall as a result of contracting out will 
have their names maintained on the re-employment list 
for three (3) years; 

contracting work out will not be restricted by this 
provision; 

the Union is prepared to examine ways to deal with 
barriers that cause the Employer to contract out work due 
to a lack of flexibility. The parties will work together to 
keep this work within the bargaining unit; 

the parties agree to examine training opportunities to 
avoid long term contracting out situations. 

v) 

viii) existing historical employment practices refated to 

ix) 

x) 

2. The contracting out provisions will expire on September 30, 
2006. 

D) Reorganlzation 

1. Any downsizing as a result of reorganization will occur through 
the targeted restricted early retirement program, in place at 
that time, as a first priority. 
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2. Affected employees will bc retrained to meet new 
organizational needs, if at all possible. 

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

4. Bumping. 

5. Access Career Assistance Options. 

19.6 Career Assistance Optlons 

A) Permanent Full-Time and Labour Service employees whose jobs 
are abolished and who access the re-employment list or, who 
resign and accept severance, may access the Career Assistance 
Options. The maximum value of Career Assistance shall be five- 
thousand dollars ($5000) calculated on the basis of one-thousand 
dollars ($1,000) for every two (2) years of service, prorated for 
partial years. 

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

i) Career Counseling and Job Placement 

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

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

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

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

The selected company will invoice the Employer for all out- 
placement services provided. 
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ii) Retraining Assistance 

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

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

Upon notification by the employee of the educational 
institution helshe will be attending, the Employer will 
advise the educational institute ta invoice the respective 
department for tuition fees incurred by the employoc. 

iii) Saskatchewan Relocation Assistance 

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

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

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

iv) Career Adjustment Assistance 

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

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

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

v) Enhanced Severance 

Enhanced Severance calculated on the basis of one (1) 
weeks salary for every year worked to a maximum of five 
(5) weeks or three-thousand dollars ($3,000) will be 
provided to employees who elect to resign and access 
Career Assistance, Enhanced Severance shall be the 
lesser of five (5) weeks or three-thousand dollars 
($3,000). 
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19.7 

19.7.1 

19.7.1 .I 

A) 

BI 

19.7.1.2 

A} 

BI 

C) 

19.7.1.3 

Al 

B) 

2. The Career Assistance Options provisions will expire 
September 30, 2006. 

Posltion Abolkhrnent 

General Provlslons 

Notfce of Poaltlon Abollshment 

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

'whose position is to be abolished. 

In a department where a slgniflcant number of job abolltlons 
are planned, the department wlll meet with the Chair of the 
bargalnlng unlt as far as posslble In advance of the Job 
abolltlon notices belng dellvered to discuss the planned 
changes. 

Upon notlflcatlon to the union of posltlon abollshment(s), the 
Chalr of the bargalnlng unit (or deslgnate) may request the 
ratlonale for position abolltlon. The department wlll contact 
the Chalr of the bargalnlng unlt to dlscuss the ratfonale. 

Notlee to Exerclse Bumplng Rlghts 

As closely as possible, bumping is intended to maintain an 
employee's salary rate and clasçification level, location, dutieç and 
responsibilities, 

An employee who intends to exerciçe his bumping rights shall 
indicate his intention in writing within five ( 5 )  working days of receipt 
of notice of the position aboliçhment. Permanent Full-Time 
employees shall provide notice to the Commission and Permanent 
Part-Time and Permanent Labour Service employees shall provide 
notice to his deçignated Department official. 

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

Bumplng Tlme Frame and Salary Continuance 

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

Notwithstanding the above, any Permanent Full-Time or Labour 
Service employee who fails to retain employment through the 
bumping process by their date of lay-off and who should be able to 
retain employment, shall be provided with salary continuance until 
their placement in a new position. 
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19.9.1.4 

A) 

19.7.1.5 

A) 

19.7.1.6 

AI 

Acceptance of an Offer of a Posltion 

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

For Permanent Full-Time and Labour Service employees, the 
fotlowing shall apply: 

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

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

2. 

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

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

if an employee declines an offer of a position in a lower 
classification level withjn his work unit or seniority unit, he will 
be placed on lay-off or he may resign and receive severance 
Pay. 

2. 

Rights of Bumped Employees 

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

Posltlon Abollshment üurlng A Sukaequent Probatlonary Period 

A Permanent Full-Time and Labour Service emptoyee on 
subsequent probation whose position is abolished shall have the 
right to revert to their former position as per the reversion 
provisionç. 

A Permanent Part-Time employee on subsequent probation whose 
position is abolished shall be offered available work for which he is 
qualified in the previous seniority unit as per the Permanent Part- 
Time - Failure of Probation provisions. 
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19.7.1.7 Tlme to Adjust In New Posltlon 

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

A) 

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

Placlng Names on Re-employment Llsts as a Result of Positlon 
Abollshment 

19.7.1.8 

A) Re-employment provisions in the Collective Agrcoment apply, 
unless otherwise specified below. 

Employees may have their name placed on re-employment lists, for 
an unbroken period, not to exceed three (3) years, as follows: 

1. 

8) 

Permanent Full-Time employees on the Permanent Full-Time 
Service-Wide Re-employment list: 

Permanent Labour Service employees on the Permanent 
Labour Çervlce Department Re-employment List: 

3. Permanent Part-Time employees on the Permanent Part-Time 
Service-Wide Re-employment List. 

2. 

C) As a result of position abolishment, employees may have their 
name placed on appropriate re-employment lists as  follows: 

1. After electing to go on lay-off. 

2. After a Permanent Full-Time or Permanent Labour Service 
employee refuses an offer of a bump at the Optional Stage. 

3. After a Permanent Full-Tlme or Permanent Labour Senrice 
employee accepts an offer of a downward bump at the 
Optional Stage. 

4.  After electing to bump and no bump option is available. The 
three (3) year period shall commence from the date when the 
search For bumping options for that employee has been 
exhausted as determined by the Commission. 

5. After a Permanent Part-Time employee declines an offer of a 
position in a different occupation, in the same or different 
classification level within his work unit, or seniority unit. 
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î9.7.1.9 

A) 

BI 

Cl 

19.7.2 

19.7.2.1 

A) 

Re-employment Provlslons for Employees Affected by 
Poaltion Abollsh ment 

Callbacks from the Re-employment List 

A Permanent Full-Time or Labour Service employee on a re- 
employment list shalt bc entitled to three (3) callbacks and will have 
their name removed from the list following rejection of the third 
callback. 

A Permanent Part-Time employee on a re-employment list shall be 
entitled to two (2) callbacks and will have their name removed from 
the list following rejection of the second callback. 

Transfer to Former Classification Level and Agency 

A Permanent Full-Time employee whose position has been 
abolished in one agency and who is re-employed in another shall, if 
either he or his new agency head so requests, be employed to fill 
any vacancy for which the employee is qualified, arising in his 
former occupation and classification level, in his former agency, 
within a period of three (3) years from the date of position 
aboliçhmcnt, 

Voluntary Demotion While on the Re-employment List 

A Permanent Full-Time or Labour Service employee who, while on 
the re-employment list, takes a voluntary dernotion will have their 
name remain on the appropriate re-employment list for the higher 
classification levels for the balance of the three (3) year period. 

A Permanent Part-Time employee who, while on the re- 
employment list, takes a voluntary demotion will have their name 
remain on the appropriate re-employment list for the higher 
classification levels until such time as he completes the equivalent 
of a subsequent probationary period in the lower level position or 
for the balance of the three (3) year period, whichever is shorter. 

Permanent Full-TI me Employees 

Options Upon Posltion Abollshment 

A Permanent employee whose position is abolished shall have the 
right to access one (1) of the following options upon written 
application: 

1. bumping rights on the basis of total seniority: 

2. to go on lay-off and exercise re-employment rights; 

3. to retire, if eligible: 

4. to resign and receive severance pay: 
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f 9.7.2.2 

A) 

C) 

19.7.2.3 

A) 

19.7.2.4 

A) 

5. indefinite leave of absence without pay at tho conclusion of 
which an employee may elect to a) resign with severance; or 
b) retire, if eligible; or c) go on lay-off and exercise re- 
employment rights, 

Bumplng Order 

The Chair shall determine the occupations and positions to which 
an employee is qualified to bump, Upon written request, the 
Commission shall supply written rationale for it5 decision. 

Bumping rights shall be exercised as set out below. Bumping shall 
cease when an employee is made an offer at the mandatory stage 
or accepts an offer, or fails to bump. 

Bumping shall be exercised in the following order within each stage 
of the process: 

first: A Permanent Full-Time position designated by the Chair 
as vacant: 

second: A Permanent Part-Time or Term employee encumbering 
a vacant permanent full-time position; 

third: An employee on initial probation in a Permanent Full- 
Time position with the least service; 

fourth: The Permanent Full-Time employee with the least total 
seniority. 

Mandatory Bumplng Stage 

First: in the employee's own occupation at the same claççification 
level, own agency and own locality. 

Second: in the employee's own occupation in the same 
classification level, in another agency and own locality. 

If the employee is not offerered a position through the mandatory 
stage, he shall choose one of the following: 

1. proceed to the optional stages; or 

2. go on lay-off a5 per initial notice: or 

3. resign and receive severance pay; or 

4, access retirement programs; or 

5. go on indefinite leave of absence without pay. 

Optlonal Bumplng Stage 

An employee accessing the optional stages of the bumping process 
shall be offered, if available, a choice of two (2) bumping options: 
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Location Preference 

In order to maintain an employee's location, an employee will be 
offered the first available bumping option the Chair has determined 
the employee to be qualified for. The bumping option will be 
offered in the following order: 

1. to bump within their own locality: 

i) laterally, in their own agency; 
ii) laterally, in another agency; 
iii) downward, in their own agency: 
iv) downward, in another agency. 

2. to bump in another locality: 

i) in the same occupation and classiAcation level, in their 
own agency; 

ii) in the same occupation and claçsjlication levo!, in another 
agency: 

iii) laterally, in their own agency: 
iv) laterally, in another agency: 
v) downward, in their own agency; 
vi) downward, in another agency. 

Salary Preference 

In order to maintain an employee's salary as closely as  possible, an 
employee will be offerad the first available bumping option the 
Chair has determined the employee to be qualified for, The 
bumping option will be offered in the following order: 

1. to bump laterally: 

i) in their own agency, in their own locality; 
ii) in another agency, in their own locality. 

2. to bump in the same occupation and classification level: 

i) 
ii) 

in their own agency, in another locality; 
in another agency, in another locality. 

3. to bump laterally: 

i) in their own agency, in another locality: 
ii) in another agency, in another locality. 

4 ,  to bump downward: 

i) in their own agency, in their own locality; 
ii) in another agency, in their own locality; 
iii) in their own agency, in another locality; 
iv) in another agency, in another locality. 
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19.7.2.5 

A) 

19.7.2.6 

A) 

19.7.3 

A l  

19.7.3.1 

A) 

19.7.3.2 

A) 

Employee Not Otlered a Posttlon 

If an employee is not offered a position afier having proceeded 
through all stages of bumping, they may go on the re-employment 
list or resign and receive severance pay or access retirement 
programs or go on indefinite leave of absence. Permanent 
employees who are not: offered a position through lateral bumping 
and who possess Labour Service seniority may exercise their rights 
as below before proceeding to downward bumping. 

Into Labour Service Posltlon 

A Permanent Full-Time empfoyee who i5 laid OR and who formerly 
held permanent status within Labour Service, will be entitled to use 
their combined seniority to bump back into art occupation within 
their former agency in Labour Service in which they last held 
permanent status. 

Labour Service Employees 

Permangnt employees shall be laid off in reverse order of seniority 
by occupation and classification level. 

OptIons Upon Permanent Lay-off 

A Permanent employee whose position is abolished shall have the 
right to access one (1) of the following options upon written 
application: 

1. bumping rights on the basis of total seniority; 

2 .  to go on lay-off and exercise re-employment rights; 

3. to retire, if eligible: 

4. to resign and receive severance pay: 

5. indefinite leave of absence without pay at the conclusion of 
which an employee may elect to a) resign with severance; or 
b) retire, if eligible; or c) go on lay-off and exercise re- 
employment rights. 

Bumplng Order 

A Permanent employee, providing he is qualified and has more 
total seniority, shall bump within his own agency in the following 
order: 
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19.7.3.3. 

A) 

Mandatory Stage: In his own occupation, at the same level, and in 

If the employee is not offered a position through the mandatory 
stage, he may: 

1. proceed to the optional stages: or 
2. go on lay-off as  per initial notice; or 
3. resign and receive severance pay; or 
4. access retirement programs; or 
5. go on indefirtitc leave of absence without pay. 

Optlorial Stage: A Permanent employee accessing the optional 
stage of the bumping process will be offered a bumping option in 
both of the following preferences: 

Location Preference 

his own locality. 

19.7.3.4 

In order to maintain ihe employee's location, the employee will be 
offered t h e  first available bumping option tho Chair has determined 
the employee to be qualified for, The bumping option will be 
offered in the following order. 

1, To bump within his own locality: 

i) laterally, in his own seniority unit; 
ii) laterally, in another seniority unit; 
iii) downward, in his own seniority unit; 
iv) downward, in another Seniority unit. 

Salary Preference 

In order to maintain the employee's salary as ciosely as possible, 
the employee will be oFfered the first available bumping option the 
Chair has determined the employee to be qualified for. The 
bumping option will be offered in the Following order: 

1, To bump in the same occupation and clasçification level: 

i )  in another locality, in his own seniority unit; 
ii) in another locality, in another seniority unit. 

2. To bump in the samc classification level, other occupation; 

i) in another locality, in his own seniority unit; 
ii) in another locality, in another seniority unit. 

3. To bump downward: 

i) in his own locality, in his own seniority unit; 
i!) in hi5 own locality, in another seniority unit; 
iii) in another locality, in his own seniority unit; 
iv) in another locality, in another seniority unit. 
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19.7.4 

19.7.4.1 

Al 

19.7.4.2 

A) 

7 9.7.5 

A) 

Permanent Part-Tlme Employees 

Optlons Upon Poaltlon Abollshment 

A Permanent employee whose position is abolished shall have the 
rlght to access one (1) OF the following options upon written 
application: 

1, bumping rights on the basis of total seniority: 

2 .  to go on lay-off and exercise re-employment rights: 

3. to retire, if eligible; 

4. to resign and receive severance pay; 

5. indefinite leave of absence without pay at the conclusion of 
which an employee may elect to a) resign with severance: or 
b) retire, if eligible; or c) go on lay-off and exercise re- 
employment rights. 

Burnplng Order 

The Permanent Head shall determine the occupations and 
permanent part-time positions to which an employee i5 qualified to 
bump. Provided an employee is qualified, bumping shall be 
exercised first within the employee's own work unit. If the 
employee is not offered a position in their work unit, then bumping 
rights may be sxcrciçed within the seniority unit. Bumping shall 
cease when an employee is made an offer at any stage of the 
bumping, or if the employee fails to bump. 

Bumping shall be exercised in the following order: 

first: 

second: To bump other occupations in the same classification 

third: 

fourth: 

To bump in the employee's own occupation and 
classification level; 

level whlch they have been deemed qualified for; 
To bump downward in other occupations they have been 
deemed to be qualified for; 
If the employee is not offered a position in their work unit, 
they may proceed to bump within their seniority unit, or 
go the re-employment list or resign and receive 
severance or go on indefinite leave of absence. 

Term Employees 

Term employees have no bumping rights. Permanent employees in 
Term positions shall revert to their home positions. 
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19.7.6 

A) 

Artlcle 20 

20.1 

A) 

BI 

Cl 

20.2 

A) 

BI 

20.3 

20.3.1 

A) 

Employees on lnitlal Probatlon 

Employees that have not completed an inlflai probation who 
are Impacted by Job abolltlon can request re-employment 
conslderatlon in cornpetitlons for posltlons In thelr former 
agency at thelr former occupatlon and level. These employees 
wlll be consldered before external candldates. The other 
normal processes assoclated with re-employment llsts wlll 
apply. 

OISCIPLlNE, DEMOTION, DISMISSAL. TERMINATION & 
RESIGNATION 

Documents Placed on Emplovees' Files 

A copy of any document or other information placed on any 
employee's file which might, at any time, be used for disciplinary 
action shall be supplied concurrently to the employee and to the 
Union unless the employee states in writing he does not want a 
copy sent to the Union, 

Disciplinary documents shall be removed from an employee's file 
after two (2) years unless there are disciplinary documents of equal 
or greater severity placed on the employee's file within the two (2) 
year period. If the Employer rcquests that documents remain more 
than two (2) years and the Union disagrees, the matter shall be 
referred to expedited arbitration. The employee will be informed in 
writing when documents are removed. 

An employee may make written request to the Permanent Head to 
have disciplinary documents removed from their fite after one (1) 
year. The onus will be on the employee to provide adoquate 
reasoriç to have the document($ removed. 

Dlsmissal For Cause Onlf 

An employee shall not be dismissed without good and sufficient 
cause to be stated in writing in the dismiççal notice. 

A copy of the dismissal notice given to any employee shall be 
supplied, upon request of the employee, to the Union. 

Notlce of Termlnatlon of Empfovment, Demotlon or 
Reslsnat ion 

Termlnatlon of Probatlonary Employee 

Except in the case of dismissal for misconduct, an empfoyee 
holding a probationary appointment in an occupation from which 
her servlceç are to be terminated shall be given seven (7) calendar 
days notice of such termination provided that, if such notice is not 
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givm, a sum equal to seven (7) calendar days salary shall be paid 
to such employee in lieu of notice. This payment shall be in 
addition to the payment in lieu of earned vacation leave. 

Termlnatlon of a Permanent Full-Tlme or ParbTime Employee 

Notice in writing shall be given to any Permanent employee whose 
services are to be terminated in the occupation in which they hold 
permanent status provided that, iF such notice is not given, a sum 
equal to the notice period shall be paid to the employee in lieu of 
notice. This payment shall be in addition to the payment in lieu of 
earned vacation leave. 

Except in the case of dismissal for misconduct, employees shall be 
given notice of such termination aç follows: 

1. thirty (30) calendar days written notice, if his period of 
employment is less than five (5) years: 

2. six (6) weeks written notice, if hi5 perjod of employment is five 
(5) years or more but less than ten (IO} years; 

eight (8) weeks written notice, if his period of employment is 
ten (1 O) years or more. 

3.  

Termlnatlon of Labour Service and Term Employees 

Except in the case of dismissal for misconduct, an employee 
holding a term appointment in an occupation from which his 
services are to be terminated shall be given notice of such 
termination as follows: 

1, one (1) week's written notice, if his period of employment is 
less than one (1) year; 

2. two (2)  weeks written notice, if his period of employment is 
one (1) year or more but less than three (3) years; 

3. four (4) week's written notice, if his period of employment is 
three (3) years or more but less than five (5) years; 

4.  six (6) weeks written notice, if his period of employment is five 
(5) years or more but less than ten (IO) years; 

eight (8) week's written notice, if his period of employment is 
ten (1 O) years or more. 

5. 

If such notice Is not given, the employee shall be paid in lieu of 
natice. This payment shall be in addition to the payment in lieu of 
earned vacation leave, Permanent employees in term 
appointments shall revert to their home position. 
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20.3.4 

A) 

20.3.5 

A) 

20.3.6 

A) 

20.3.7 

A) 

20.4 

A) 

Artkle 21 

21 .l 

A) 

B) 

Cl 

€1 

Terminatlon of Instructional Famlly Employees 

Except for dismissa t for misconduct, noticc of termination of an 
employee in the Instriictional Family that applies to the end of the 
school year shall be given no later than May 1 and shall be 
effective on August 31. 

Involuntary Demotion 

Thirty (30) calendar days notice shall be given to an employee who 
is to be demoted involuntarily. Notice 01 intention to demote shall 
be given to the employee in writing and shall çct out in detail the 
reasons therefore. A copy of this notice shall be supplied 
concurrently to the Union. 

Natice in Writing 

Notice in writing shall be either personally delivered or by dispatch 
of a registered letter to the employee’s most recent address on 
record. 

Resignation by Employee 

Employees shall give the same notice of resignation as that 
provided in Articles regarding notice of termination, An employee 
who Fails to give such notice shall be struck from the payroll 
effective the date she absents herself without leave. The 
provisions of this ctauçe may be waived by the Employer. 

Disclpllnarv Meetinss 

The Employer wlll advise an employee that they have the 
optlon of having union representation at any meetlng where 
disclpllne, lncludlng termlnatlon, Is being imposed upon them. 

GRIEVANCE PROCEDURES 

Procedures for Submlsslon of Grtevances 

Any employee shall be ontitled to submit an individual grievance to 
a designated supervisory official. 

Group grievances or grievances affecting more than one 
department must bo submitted by a Union Agreement Advisor, 
elected representative or designate. 

Policy and interpretation grievances must be submitted by the 
PSlGE Negotiating Committee. 

Grievances affecting more than one department, policy grievances 
and interpretafion grievances shall be submitted to the Commission. 

Union staff may assist at any time during the grievance process. 
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2t.2 

21.3 

Access to Grlevanee Procedure 

With the exception of a grievance which relates to a termination of 
employment, access to the grievance procedure is limited to a 
person who, at the date of initiating the grievance, is an employee 
within the scope of this agreement, 

A) 

lnltlatlnn a Grlevanee 

A) A grievance shall be effective upon receipt by the Employer’s 
designate. A grievance must be initiated within thirty (30) calendar 
days from the date on which the employee first became aware of the 
alleged infraction. Notwithstanding, the thirty (30) calendar day time 
limit shall not apply to those items included in the agreement where 
the Employer has allegedly failed to apply a specific benefit e.g.: 
vacation leave, sick leave, shift differential, etc.. In these latter 
instances the time limit shall be one (1) year after the date on which 
the alleged infraction first occurred. The effective date of any 
necessary retroactive pay adjustments shall be the date on which the 
infraction first occurred, 

21.4 Advanclnq and Respondlna to Grievances 

Every effort should be made to resolve problems through dialogue at 
the local level prior to going to grievance. The parties agree to 
ensure full explanation of issues during initial discussions at the local 
level. 

The parties shall be required to provide full disclosure at each step of 
the procedure of all information available regarding the grievance. 

Step 1 - Failing resolution of the problem through dialogue at the 
local level, the grievance shall be submitted in writing to the 
designated supervisory official, who shall render a decision in writing 
within sevcn (7) calendar days of receipt, A copy of the grievance 
shall be submitted concurrently to the Commission and Union. 

A) 

B) Step 2 - If settlemsnt cannot be reached at Step 1, the Union, within 
14 calendar days of receiving the decision, may take up thc 
grievance with the Permanent Head. If the grtevanee Is advanced 
to Step 2, the Union may request a meetlng between the parttss 
whlch wlll be scheduled within 30 calendar days from the date 
of the request. 

The parties will approach each grievance or group of grievances 
from the point of view of: 

1, attempting to ascertain the facts and negotiate a resolution; 

2. failing resolution by negotiation, agreeing to a joint statement 
of facts: and 
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3, based on the joint statement of facts, recommend the 
appropriate course of action to resolve the matter. 

If settlement cannot be reached at Step 2, the Permanent Head 
shall render his decision in writing within 14 calendar days of 
receipt of the grievance; or, 14 calendar days from the date of 
the meeting, whlchever ts appllcable. 

Step 3 - If a settlement cannot be reached at Step 2, the Union, 
within seven (7) catendar days after receiving the decision, may 
apply for Arbitration. 

Individual grievances {where the settlement sought applies to an 
individual employee and sets no precedent) shall be dealt with in 
accordance with the Grievance Mediation provisions unless the 
parties agree otherwise. 

Prior to advancing to arbitration, the parties may agree to access 
alternate dispute resolution mechanisms Further information on 
dispute resolution options is contained in Letter of Undarstanding 98- 
2 and Letter of Understanding 00-12. 

Time tlmlts 

The time limits set out in grievance procedures may be extended by 
mutual agreement between the parties. 

It is the desire of both parties to this Agreement to resolve 
grievances in a manner that is just and equitable, and it is not the 
intention of either the Employer or the Union to evade settlement of 
disputes on a procedural technicality. However, notwithstanding the 
forgoing, it i5 clearly understood that time limits established herejn 
are lor the sake of procedural orderliness and are to be adhered to. 
Should ejther party fail to adhere to the time limits, ihe onus is on 
that party to show a justifiable reason for its failure to adhere to 
such limits. 

Grlevance Admlnlstratlve Procedures 

The parties agree that grievances shall be dealt with at such times 
as operational requirements permit. 

The Employer will allow leave with pay far the grievor and a tocal 
steward, or two (2) elected Union representatives if there is not an 
individual grievor. 

The Employer agrees to pay expenses as per t he  Collective 
Agreement to the above representatives when a meeting is 
convened by the parties. 

The Emptoyer shall grant leave with pay to one {I) grievor for 
Arbitration. 
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Employees called as witnesses before the Arbitration Board shall 
be compensated for leave and expenses by the party who has 
requested their presence or shared by the parties if requested by 
the Arbitration Board. 

ARBITRATION BOARDS 

Establlshment of an Arbltratlon Board 

An Arbitration Board shall consist of three (3) members appointed 
in the manner provided in this article. 

Application for an Arbitration Board shall be made to the 
Commission. The application shall contain the name of the person 
appointed to the Board by the Union. A copy of the letter to the 
Commission shall be supplied concurrently to the affected agency. 

Within ten (IO) working days of receiving the notice, the 
Commission shall provide the Union with the name of 
management's appointee. 

Within ten (IO) working days of the appointment of the 
management nominee, the parties shall appoint a third member of 
the Board who shall be the Chair. 

The Commission, in consultation with Depanmentç, may attempt to 
resolve with the Union, those grievances having service wide 
implications, prior to the arbitration hearing, in a manner they 
consider fair and equitable. 

Termination arbitrations will be heard, and decisions rendered, 
within one hundred and twenty (1 20) calendar days, unless 
otherwise agreed to by the parties. 

Proceedlngs of an Arbltratlon Board 

The Chair of the Arbitration Board shall fix the time and place of 
sittings of an Arbitration Board after consultation with the other 
members. He shall notify the parties as  to the time and place. The 
Arbitration Board shall meet not later than seven (7) calendar days 
after it has been constituted, unless by consent of both parties the 
date is set back. 

An Arbitration Board shall expeditiously and carefully inquire into 
the grievance and all matters affecting the merits and the rights of 
the parties to settlement of the grievance. 

In the course of the hearings, the Arbitration Board may make such 
suggestions and do such things as  it deems right and proper for 
encouraging a fair and amicable settlement of the grievance, and 
shall hear representations made on behalf of the parties, and shall 
diligently proceed to mediate between them. 



An Arbitration Board may determine its own procedure, but shall 
give full opportunity to all parties to preçent evidence and make 
representations. 

An Arbitration Board may accept, admit, and call for evidence as it 
sees fit, whether strictly legal evidence or not. 

Each party may be represented before the Board by up to two (2)  
perçons designated by the parties. Each party shall be bound by 
the actions of their representatives. 

If, without good cause shown, any party to a proceeding before an 
Arbitration Board fails to attend or be represented, the Arbitration 
Board may procc+ed a5 if the party had duly attended or been 
represented. 

The expenseç of the Chair of the Board and any other common 
expenses such as hall rental and transcripts shall be shared equally 
by both parties, 

The proceedings of an Arbitration Board shall be completed within 
one (1) year of the appointment of the Chair. 

Declslons (Award of an Arbltratlon 3oard) 

The Arbitration Board established under this agreement shall not 
have the authority to add to, subtract from, or amend any of the 
provjsions of this agreement. 

Subject to the above, an Arbitration Board shall have the power to 
dispose of any grievance involving dismissal or disciplinary action 
in the following manner: 

1. by denying the grievance in total: 

2. by allowing the grievance in total: or 

3. by directing a compromise settlement which it deems just and 
equitable, 

The decision of the majority of the members of an Arbitration 
Board, or, where there iç no majority decision, the decision of the 
Chair, shall be the decision of the Arbitration Board. 

The award of the Arbitration Board çhatl be rendered in writing 
within ninety (90) calendar days of the close of the hearing, unless 
otherwise agreed by the parties, and shall be final and binding on 
both parties. Copies of the award of the Board shall be supplied 
concurrently to the Commission and the Chair of the PS/GE 
Bargaining Unit, 
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Article 23 

23.1 

A) 

23.2 

A) 

B)' 

WORKERS COMPENSATION 

Requlrement to Amlv for ton# Term Dlaabllltv (LTD) 

An employee who has becn in receipt of Workers' Compensation 
Benefits for a period OF ninety (90) or more calendar days shall 
make application for the SGEU Long Term Disability Plan, 

Permanent and Probatlonarv Emplovees 

Whep a Permanent or probationary employee i5 injurcd in the 
performance of his duties, or incurs an industrial illness, and the 
accident or illness is compençable under the provisions of The 
Workers' Compensafion Act, the following provisions shall apply: 

Total compensation received by an employco shall not excesd 
normal earnings. Permanent and probationary employees shall be 
compensated on the fol lowing basis: 

1. from and including the date of injury until not more than one (1) 
year from the date of injury, the employee shall receive his 
normal earnings and any bcncfitç payable from Workers' 
Compensation shall be paid directly to the Employer on behalf 
of the employee; 

2. after one (1) year from the date of injury to not more than 
two (2) years from the date of injury or until the employee's 
sick leave credits are exhausted, whichever occurs first, the 
employee shall receive his normal earnings and any benefits 
payable from Workers' Compensation shalt be paid directly 
to the Employer on behalf of the employee. The difference 
between the employee's normal earnings and the benefit 
payable from Workers' Compensation will be charged 
against the employee's available sick leave credits; 

3. for purposes above the Permanent Part-Time employee's 
normal earnings shall be the average of his last four (4) pay 
periods or as defined by the Workers' Compensation Board 
whichever is greater; 

4. notwithstanding the above, the Employer shall not make any 
payments to a Labour Service employee during the period of 
seasonal lay-off. During periods of çeasonal lay-off, the 
employee shall receive payments directly from the Workers' 
Compensation Board only; 

pending receipt of payments from the Workorç' Compensation 
Board, an employee shall receive normal earnings, provided 
however, that the Employer in its discretion may limit such 
earnings to the amount of an employee's accumulated sick 
leave crediis as at the commencement of her disability, Proof 
of disability will be required before such payments are made: 

5, 
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6, after two (2) years from the date of injury or when the 
employee's sick leave credits are exhausted, whichever occurs 
first, the employee shall receive payments directly from the 
Workers' Compensation Board only. 

Employee Status and Beneflts 

From and including the date of injury until not more than two (2) 
years from the date of injury or the employee's sick leave credits 
are exhausted, whichever occurs first, the employee shall be 
deemed to be an active employee and earn all benefits, except 
vacation leave credits. Seasonal employees shall not earn any 
benefits during the period of seasonal lay-off. 

Notwithstanding the above, an employee who is being paid as per 
provisions of the Workers' Compensation articles of this Agreement 
shall be entitled to carry forward any unused vacation leave up to 
and including the full entitlement for the month of the injury, until he 
returns to work. 

For the period beyond IWO (2) years after the date of injury or when 
the employee'ç sick leave credits are exhausted, whichever occurs 
first, the employee shall receive an indefinite leave of absence and 
earn benefits in accordance with Leave of Absence provisions. 

An employee who receives an indefinite leave of absence as 
provided above, shall be paid out any outstanding vacation leave 
credits. Any over expenditure of vacation leave credits shall not be 
recovered from the employee. 

Term employees shall be compensated and earn benefits in 
accordance with above, except that at the expiration of their term 
appointment the Employer shall cease paying the employee and 
the employee shall receive payments only as provided by the 
Workers' Compensation Board, and the employee shall not be 
entitled to receive an indefinite leave of absence, 

ARer the expiration of their term appointment, and while the 
employee is in receipt of payments from the Workers' 
Compensation Board, the one hundred and eighty (1 80) calendar 
day period of non-employment, for purposes of determining a break 
in service, will not start until the Workers' Compensation Board 
deems the employee fit to return for duty. 
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Artlele 24 

24.1 

A) 

24.2 

A) 

8) 

C) 

REHABILITATION 

Jolnt Rehabllitstlon Commlttee 

The Joint Rehabilitation Committee shall be responsible for 
developing and administering rehabilitation programs for 
employees, The Committee shall have equal representation and 
work cooperatively to place employees back into the work force 
where possible, 

Employee Placement 

If an employee incurs a disability which prevents their return to 
work in the occupation held prior to the disability and the employee 
is capable of carrying out other duties, the parties shall mutually 
arrange to place the employee in a suitabfe position provided the 
employees' medical condition was subject to an adjudicated third 
party claim. 

The following provision shall apply to adjudicated claims filed on or 
after July 1, 1998: 

1, When an employee notifies the Employer he is able to return 
to work, verified by a physician's certificate, the employee shall 
be subject to the following: 

i) the employee's return to work is guaranteed withln four (4) 
months or they shall be paid by the Employer at the 
commencement of the fifth month of non-employment 
based on their previous classification level and salary rate; 

ii) the Employer may utilize the following options to assist in 
the placement of the employee: 
a) re-employment list at employee's request: 
b) redeployment; 
c) severance at the employee's request; 
d) normal retirement at the employee's request; 
e) career assistance options at the employees request; or 
f) bumping: 
g) other options as agreed to by the parties. 

The process for using these options shall be developed by the Joint 
Rehabilitation Committee and recommended to the parties for 
approval. 
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OCCUPATIONAL HEALTH ANû SAFETY 

The following does not limit access to rights and provisions under 
The Occupational Health and Safety Act. 

The parties recognize the importance of occupational health and 
safety in the work place. In addition to the articles contained in this 
agreement, the employee has the full protection of The 
Occupational Health and Safety Act, including the right to refuse 
work if the employee has reasonable grounds to believe it is 
unusually dangerous. The employce will have access to 
information that may impact on the health and safety of the 
employee or others, and has the duty to conduct himself in a safe 
and responsible manner at work. 

Joint Occupational Health and Safety Committees will be 
established pursuant to Letter of Understanding 98-1. 

Protectlve Eauipment and Apparel 

Tho Employer agrees to supply all employees with protective 
equipment and apparel as determined by Department Occupational 
Health and Safety Committees and as specified in Th8 
Occupational Health and Safety Regulations. 

Uniforms - Correctlans and Publle Safety 

Employees In Adult Correctlonal Facllltles wlll be provided 
wlth offlclal uniforms In accordance wlth the Department’s 
Divisional Policy. 

Vldeo üimlav Termlnals 

Where work demands constant and uninterrupted concentration on 
the video display screen by the operator, the Employer will allow 
the operator five (5) minutes of non-visual display work after one (1) 
hour of operation and fifteen (1 5) minutes of non-visual display 
work after every two (2) hours of operation. The non-visual display 
work period may coincide with regular breaks. 

The Employer agrees to provide protective equipment to a pregnant 
cmployee. Alternately, the employee may request and will be 
granted a temporary reassignment of duties For the duration of her 
pregnancy. 
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DISCPIMINATION AND HARASSMENT 

The following does not limit access to rights or provisions under 
The Occupational Health and Safety Act or The Saskatchewan 
Human Rights Code. 

Discriminatton 

There shall be no discrimination or harassment with respect to any 
ornployee by reason of age (subject to compulsory retirement 
provisions), race, physical diçability, creed, colour, national 
ancestry, place of residence, religious or political affiliation, sex or 
sexual orientation, marital status, criminal record that has no 
relevance to the duties of the employee’s position, nor by reason of 
membership or activity in the Union. 

Anti-Harassment Poilcv Statement 

Harassment iç illegal under The Saskatchewan Human Rights 
Code and The Occupational Health and Safety Act. It is the 
Employer’s responsibility to provide a workplace free from 
harassment. 

Employees have a right to be treated fairly and with respect, and 
work in an environment free of harassment. Employees have a 
legal responsibility not to participate in harassment. The Employer 
will not condone or tolerate unwanted, unwelcome attention or 
disrespectful behaviour that is harassing in nature under the 
parameters contained within The Saskatchewan Human Rights 
Code and The Occupational Heal!h and Safety Act. 

Use of Medlatorallnvestiqators 

The parties agree to utilize a jointly agreed to list of mediators 
andlor investigators to deal with complaints of harassment. 

UNIONIMANAGEMENT COMMIl-iEES (UMC) 

The Saskatchewan Government and General Employees’ Union 
and the Government of Saskatchewan acknowledge the need for 
an improved working relationship and are committed to working 
toward this new relationship. 

Statement af Intent 

It is agreed that the employees of the Government are a valuable 
resource and have a significant role to play in the ruuture direction, 
policieç and procedures of the Government. 

It iç the intent of the parties that UnionlManagement Committees 
will agree to work together to accomplish complementary objectives 
in a climate of trust and respect. 
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We will practice the principles of high quality service delivery. 

We will strive for open and honest communication and flexibility in 
solving the problems that confront US. 

UMC representativeç, selected by Union and management, will 
deal with the concerns of management, Union and employees. 

Problems will be brought to the attention of Committees so that they 
are solved in a proactive manner. Committees will involve those 
who are affected in the resolution of such problems. 

In essence, we agree that there is more to be gained in a 
cooperative relationship than in an adversarial one. 

Goals 

Thc following goals arejointly agreed to by the Union and 
Government of Saskatchewan: 

1. Delivering quatity service to and for the public of 
Saçkatchewan. We will endeavour to deliver services in a 
manner, which are: 

i) efficient; 

ii) effective: and 

iii) customer focused. 

Establishing a positive and constructive relationship between 
the employees, Union, management and government. 

3, To improve the image of the Public Service. 

4. Recognize and respect the roles of employees, Union, 
management and government, in this new relationship. 

Provide a work environment that is healthy and safe for 
employees, management and the public of Saskatchewan. 

2. 

5. 

Mandate 

Mandates for UMCs may include, but are not restricted to, the 
following: 

1. generate new ideas related to department operations; 

2 .  seek employee input on a wide range of issues; 

3. disclosure of timely information impacting employees and 
department operations; 

4. recommend initiatives to improve the working environment; 
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5 .  development and implementation of new programs, policies 
and initiatives: 

6. make recommendations on solutions to issues and mutual 
problems; 

7. ensure effective communication to staff; 

8, consensus decision making on matters, determined by the 
committee, to be within the purview of the committee; 

9. educate all staff an UnionlManagement Committees: 

10. review contracting out as per the Empfoyment Security 
provisions; 

11, review and recommend education, training and development 
opportunities within the department or agency; 

Orieratlna Parameters 

The operating parameters are guidelines to assist departments in 
establishlng and maintaining joint UnionlManagement Committees. 
Department-wide committees shall be established in each 
department, Regional, divisional, or program-based sub- 
committees may be astabllshed within departments. 

White not exhaustive, the following shall be included in letters of 
understanding esta bliçhing joint UMCs: 

1. q u a l  representation of Union and management committee 
members unless otherwise agreed upon; 

2. representatives are determined by the respective principles. 
Committees will be as representative as possible of the 
various designated groups in the department; 

3. quorum shall be fifty percent (50%) of committee members. 
The Union must have at least iifty percent (50%) of 
representatives present at any meeting; 

4, changes that impact provisions of the Collective Agreement, or 
terms and conditions of employment, shatl be referred to the 
parties responsible for collective bargaining: 

5. Issues requiring confidentiality shall be identified in advance 
and by mutual agreement, will be discussed for the information 
of committee members only; 

6. decisions are made by consensus. If consensus cannot be 
reached, then the issue is set aside. Once consensus is 
achieved, the committee's decision will be acted upon without 
modification; 
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27.5 

A) 

27.5.1 

A) 

7. sub-committee conçensuç decisions may be overturned by the 
departmental committee, if the decision made at the sub- 
committee level iç inconsistent with the direction of the 
departmental cornmittee; 

8. committees shall have M o n  and management co-chairs; 

9. minutes will be taken at each meeting. The department will 
undertake to type and distribute the minutes; 

IO. committees will meet every two (2) months, or more often, as 

1 1. departments agree to cover wages and expenses for 
committee members as  per the Collective Agreement; 

12. when UMC establishes a project team or assigns different 
duties to individuals, compensation shall be handfed as 
bllows: 

i) salary maintenance, or 

ii) if the work is at a higher classification level than the 
employee’s home position, the temporary assignment of 
higher duties provisions shall apply. 

determined by the parties; 

Structural Framework and Termlnoloqy 

The parties have agreed to the following structural framework for 
Union/Management Committees: 

Central U nionlManagemsnt Commlttee (CU MC) 

It has been agreed that there is need for an ongoing Central 
UnioniMartagement Committee to: 

1. address service wide issues; 

2 .  provide support to department committees (i.e. assist in issue 
resolution and implementation of committees, identify common 
educationltraining opportunities, provide information); 

3. track the progress of department UMCs; and 

4. monitor and evaluate the UMC process on a service-wide 
basis. The CUMC would also evaluate its function and 
mandate on a regular basis. 
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27.5.2 

Al 

27.5.3 

A) 

BI 

27.5.4 

A) 

BI 

27.6 

A) 

Department Un IonlManagement Comrnltteea (UMC) 

Department UMCç will be establlshcd in all departments by a Letter 
of Understanding jointly developed and signed by SGEU and the 
Permanent Head, These committees shall operate according to the 
parameters established herein. Regional, local, or workplace sub- 
committees may be established on the basis of region, location, or 
program delivery. 

Education and Training 

An education and training package to facilitate the maintenance 
and development of department UMCs will be maintained by the 
Central UMC and meet the following objectives: 

1, to provide a historical background to the UMC process; 

2 .  to familiarize committee members with concepts and principles 
of the UMC process; 

3. to aççiçt UMC members in identifying and developing the 
knowledge and skills required by the committee to function 
effectively. 

It is strongly recommended that this educational package be 
utilized by all UnioniManagemenL Committees and eventually 
delivered in some format to all staff. 

Comrnunlcation Strategy 

A communication strategy for the UMC process has been 
established, 

The objectives of this strategy are: 

1. to share UMC information on a timely basis with all staff; 
2. to provide a means for all staff to have access to UMCs; 
3. to set up a central registry of UMC minutes; 
4. to promote the benefits of the UMC process. 

Jolnt UMC Fund 

To foster co-operative problem solving, assist in furthering the 
interest based proceçs and enhance the development of Union 
Management Committees, a fund of elghtythree thousand 
dollars ($83,000) per flscal year (non-cumulatlve) wlll be made 
avallable, 
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27.7 Other Jolnt lnltlatlves 

A) Department of Communlty Resources and Employment: 

The parties have recognized the need to jointly examine workload 
issues and are committed to addressing the içsueç through a 
meaningful process of consultation, data collection and analysis. 

The parties agree to continue with the work of the Provincial 
Advisory Committee on Resource Development (PAC). Using a 
consultative process, which involveç employees across the 
province in the collection of data, and the analysis of workload 
issues, this committee will provide analysis and recommendation5 
to the Deputy Minister of Department of Communlty Resources 
and Employment on: 

the nature of the work required to achieve departmental 
strategic goals and client outcomes 
understanding the existing roles and responsibilities of 
employees 
identification of changes to existing roles and responsibilities 
which would address workload issues. 
measuring work in an equitabte way which maintains 
sensitivity to program redesign and changing external factors 

1: 

k 

P 

k 

B) Saskatchewan Corrections and Publlc Safety: 

The parties acknowledge the continued use of Union Management 
committees and the associated processes to address agreed upon 
issues, including any outstanding matters related to the Rankin 
Report, within the Corrections Division, Saskatchewan Corrections 
and Public Safety. 

Artlcte 28 SPECIAL LABOUR SERVICE PROVISIONS 

The terms and conditions of the Collective Agreement are modified 
in their application for Labour Service employees, by the following: 

lnltlal Probationary Perlod and Performance Evaluatlons 

Upon initial appointment every employee shall serve a probationary 
period of one-hundred and four (104) regular working days in a 
calendar year or, if he is seasonally laid-off prior to completing the 
one-hundred and four (104) regular working days his probationary 
period shall be extended to the completion of the next season. 
Under these circumstances, no emptoyee shall have his initial 
probationary period extended beyond two {2) seasons except by 
mutual agreement of the parties. 

28.1 

A) 
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Performance evaluations for an ernploycc on initial probation shall 
be conducted: 

1. prior to completion of fifty-two (52) regular working days: and 

2. prior to completion of one-hundred and four (104) regular 
working days. 

If an employee's initial probation is extended to the completion of 
the next season as above, a performance evaluation shall be 
conducted prior to seasonat lay-off, unless an extension is agreed 
to by the parties. 

Deslqnated Holldavs 

In no case çhali an employee be paid for a designated holiday that 
precedes his commencement date of employment or the date on 
which he is called back from seasonal lay-off, nor shall he be paid 
for a designated holiday that occurs subsequent to the date of his 
termination, seasonal lay-off or dismissal. An employee who 
voluntarily takes lay-off, even though he could have worked had he 
not been laid-off, shall not be paid for a designated holiday which 
occurs subsequent to his date of lay-off. 

In the case of Christmas and Boxing Day, an employee placed on 
seasonal lay-off before December 17th shall not bc entitled to pay 
for these two holidays. However, if the lay-off is for a period of 
fourteen (14) calendar days or less, the employee shall be entitled 
to pay for Chriçtmaç and Boxing Day. 

Employees shall be credited with eight (8) hour5 at straight time 
rates for each deçlgnated holiday in the pay period for pay 
calculation purposes only, These hours shall not be included as 
hours worked for overtime calculations. 

A Labour Service employee who is assigned to work full time hours 
on a regular basis shall be credited with eight (8) hours at straight 
time rates for each designated holiday in the pay period for pay 
calculation purposes only, These hours shall not be included as 
hours worked for overtime ca tculation purposes. 

A Labour Service employee who is not assigned to work full time 
hours on a regular basis shall be paid five percent (5%) of regular 
earnings for each pay period in lieu of pay for designated holidays. 
Earnings for this purpose shall not Include vacation leave pay but 
shatl include shift differential. 

Vacation Leave and Vacatlon Allowance Payment 

Vacation Leave Entltiement 

Vacation leave shall be earned as follows for each pay period or 
portion thereof: 
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28.3.2 

A) 

28.3.3 

A) 

28.3.4 

A) 

Fifteen (15) days 

Twenty (20) days: 

0.577 days following the date of 
employment; 

0.769 days For employees who will have 
completed eight (8) years or seasons of 
service; 

Twenty-five (25) days: 0.961 days for employees who have 
completed fifteen (1 5) years or seasons of 
service: and 

Thirty (30) days: 1 .I 54 days for employees who have 
completed twenty-two (22) years or 
seasons of service. 

A Labour Service employee who is not assigned to work full time 
hours on a regular basis shall earn vacation at the applicable rate 
prorated based on the proportion of full time hours worked. 

Exceeding Vacatlon Leave Entltlement at Time of Seasonal 

An employee who is seasonally laid-off and who has taken more 
vacation leave than is due him, shall have such overpayment 
deducted from any monies owing to him, calculated on the basis of 
salary in effect at the date of seasonal lay-off, 

Pay In Lleu of Unused Vacation Leave at Tlme of Seasonal 

Subject to the vacation leave carry-over provisions, an employee 
who is seasonally laid-off shalt be paid in lieu of earned but unused 
vacation loave at the rate of pay applicable to the employee at the 
time of seasonal lay-off. 

Vacatlon Allowance Payment 

Employees may elect to have vacation allowances paid each pay 
period on the following basis: 

1. the request must be forwarded in writing to payroll by March 1 
to pay vacation allowances for the April to March vacation year; 

2. the written request shall continue to be in force from vacation 
year to vacation year. Employaes must reapply, in writing, to 
change their etection to cease having vacation allowances 
paid on each cheque: 

3. all vacation allowances shall be earned and paid on gross 
earnings, including shift differential, in accordance with the 
vacation pay provisions of the Collective Agreement; 

Lay-off 

Lay-off 
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4. an employee who has not been on seasonal lay-off in the 
preceding vacation year and who has elected to receive his 
vacation allowance, shall be required to take vacation leave 
without pay between Aprit 1 and March 31 following the year in 
which it was earned. When granted, he shall be entitled to a 
maximum of fifteen (15) days leave of absence without pay if 
on six percent (6%) earnings, to a maximum of twenty (20) 
days leave of absence without pay if on eight percent (8%) 
earnings, to a maximum of twenty-five (25) days leave of 
absence without pay if on ten percent (10%) earnings and to a 
maximum of thirty (30) days leave of absence without pay if on 
twelve percent (1 2%) earnings. 

Leaves of Absence for Prolonged Illness 

In the instance of adjudicated and non-adjudicated claims, an 
employee suffering prolonged illness shall, upon application, be 
granted definite leave of absence for a period of twenty-four (24) 
calendar months or two (2) seasons of work, whichever is greater, 
when all sick teave credits have been expended. 

An employee çufkring prolonged illness who requires leave further 
to that granted under the above shall be granted indefinite leave. 
Upon conclusion of the indefinite leave, the employee shall have 
his name placed on the appropriate re-employment list. 

Beneflts Earned Whlle on Leave of Absence and on 
Subsequent Seasonal Lay-off 

While on leave of absence without pay, an employee shall be 
entitled to the benefits of the Collective Agreement. 

In the event an employee on approved leave of absence is placed 
on seasonal lay-off, the leavc and earning of benefits shall be 
suspended until such time as the employee is recalled, at which 
time the leave and earning of benefits if applicable, shall 
recommence, 

Seasonal Lay-off and Recall 

When the necessity arises to make a temporary reduction in the 
work force, employee5 shall be laid-off and shall possess recall 
rights pursuant to the following provisions: 

1. Permanent employees shall be given one week's notice, in 
writing (or pay in lieu) of lay-ofF; 

2. a Permanent employee placed on seasonal lay-off may elect 
to go on lay-off or exercise his bumping rights. An employee 
shall be required to indicate his,wiçh to exercise his bumping 
rights, in writing, to the designated supervisory official, within 
two (2) working days following receipt of the notice of lay-off. If 
he does not indicate his intent to bump within this period, he 
çhatl be deemed to have opted to go on lay-off: 
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3. an employee who has opted to bump shall bump in the 
following order: 

first: an employee, provided he is qualified and has more 
total seniority, shall bump the most junior employee in 
his own occupation and classification level, in his own 
seniority unit, as set out in the appropriate Section. 

second: an employee, provided he is qualified and has more 
total seniority shall bump downward within his own 
seniority unit as set out in the appropriate Section the 
employee with the least total seniority in a lower 
classification level in descending order. The lower 
classification levels and order shall be as determined 
by the Chair. 

4. a Permanent employee who has been bumped shall not be 
considered to have been laid off for the purpose of the one 
weeks notice requirement, but the rights set out in 2) and 3) 
above shall be applicable: 

Permanent employees shall be recalled from seasonal lay-off 
to their regular occupation, within their own seniority unit as set 
out in the appropriate Section, in order of their total seniority; 

6. employeeç shall be responsible for keeping the Department 
notified of their current address and the Depanment will not be 
liable to grievance action where it can be shown that failure to 
receive notice Is the fault of the employee in not notifying the 
Department of a change in address; 

employees on seasonal lay-off shall receive a minimum of two 
weeks written notice of recall from lay-off; 

8. employees seasonally laid-off prior to tho completion of their 
probationary period shall be recalled from lay-off where thek 
services are required. 

5. 

7. 

Votuntarv Redeplovment Across Sectlons on Seasonal Lay-off 

Notwithstanding the seniority units as defined in the Sections, when 
employees in one Section are seasonally laid off and the 
department determines that additional employees are required in 
another Section at the same location, the Employer will offer 
employees on seasonaf lay-off redeployment on the following basis: 

1. redeployment will be voluntary; 

2. employees will be offered redeployment opportunities based 
on seniority; 

3. employees who are redeployed will be paid at the rate for the 
classification to which they have been redeployed; 
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28.8 

A) 

28.9 

A) 

28.1 O 

A) 

28.1 1 

A) 

28.12 

hl 

4. seniority accrued while redeployed shall be credited to the 
employee on his home Section roster; 

5. redeployment shall not be used in the event of permanent job 
abolishment: 

6. employees who have been redeployed shall return to their 
regular job on seasonal recall or return to seasonal lay-off 
upon the conclusion of the work. 

Severance Pay Not Pald On Seasonal Lav-Off 

Severance pay shall not be paid as  a consequence of seasonal lay- 
off. 

Falllnn to Report for Work on Recall From Seasonal Lav-Off 

An employee on seasonal lay-off may be dismissed for failure to 
report for work within two (2) weeks after receipt of notification to 
report for work, between February 28 and November 1 of the same 
year. 

Employee Not Recalled Wlthln One Year of Seasonal Lav-Off 
-Job Abolltlon 

A Permanent employee who is on seasonal lay-off and is not 
recalled within one year of the date of lay-off, shall have his position 
abolished and be entitled to the lay-off provisions excepting the 
requirement to provide sixty (60) days notice ofjob abolition. 

Short Term Non-EmDlovment 

The Employer agrees not to initiate short term lay-off during the 
employment season. For periods of unplanned, unscheduled non- 
employment of less than six (6) consecutive day5 that may occur 
on an employee's scheduled days of work, the employee shall not 
suffer loss of pay or benefits. The employee shall be redeployed by 
the Employer to any available work within the Department. This 
guarantee shall only apply to normal, scheduled hours of work. 

Sections 

Provisions specific to various Department programs are set out in 
the Labour Service Sections including provisions relating to hours 
of work and overtime, Notwithstanding the Section provisions, the 
rates expressed on a monthly, daily or hourly basis do not imply a 
guarantee of work. 

125 



Pay Perlods and Malling of Cheques 

Fay periods shall be on a bi-weekly basis, with pay periods ending 
every second Saturday. Pay cheques shall be mailed by the 
Thursday immediately prior to the end of the next pay period. If 
Thursday falls on a designated holiday, pay cheques shall be 
mailed on the previous working day. 

Notwithstanding the above, pay periods and the requirements of 
mailing pay cheques may become the subject of negotiation by the 
parties during the term of the Agreement. 

Pay cheques shall be accompanied by a deduction slip showing: 

1. pay period; 

2. hourly rate and number of hours worked, gross pay, 
deductions therefrom and for what purpose: and 

3. net pay. 

Reportlnq For Work Guarantee for Unscheduled Work 

An employee asked to report for work on a day he is not scheduled 
to work, shall be given three (3) hours work or pay in lieu, if 
management is aware that work will not be available on that day 
and fails to notify the employee prior to the normal starting time and 
the employee reports for work. 

Speclal Sustenance Provlslons for Enqlneerlnq Technlclans and 
Ennlneerlnn Asslstants In the Departments of Hishwavs and 
Transportatlon (Operatlons) and Saskatchewan Envlronment 
Absent From Headauarters for Extended Perlods of Tlme 

Where an employee is required by his department to come from his 
field assignment to his headquarters at which he does not maintain 
a domicile, he shall be entitled to sustenance for a period of up to 
three (3) days. Charges for rooms must be accompanied by official 
receipt(s) from a hotel or motet. 
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SECTION 06 

SASKATCHEWAN AGRICULTURE AND FOOD 

SASKATCHEWAN PASTU RES PROGRAM 

1, HOURS OF WORK on an unregulated basis 

(a) The pay period shall be bi-weekly. The number of hours that 
may be worked on a straight time basis in a two {2) week pay 
period shall be 74  2/3 hours. When a designated holiday falls in 
a pay period, the hours in the pay period shall be reduced by 
eight hours for each designated holiday. Employees shall be 
entitled to two (2)  days of rest per week. The scheduling will be 
set up to allow a fair share of Saturdays or Sundays as days of 
rest and that the days of rcçt be consecutive whenever possible, 

(b) Employees covered by 1 (a) shall be credited with seven {7) 
hours and twenty-eight (28) minutes at straight time rates for 
each designated holiday In the pay period for pay calculation 
purposes only. These hours shall not be included as hours 
worked for overtime purposes. 

2. OVERTIME 

(a) For employee5 designated in l(a): 

(i) Overtime shall consist of all authorized hours worked in a 
day in excess of seven {7) hours twenty-eight (28) 
minutes, and shall be paid at the rate of time and one-half 
for the first four (4) hours and at doublo time for alt hours 
worked above four (4) on that day. 

(ii) Authorized work performed on designated days of reçt 
shall be paid for ai the rate of double time. 

3. HOURS OF WORK AND OVERTIME (MODIFIED) 

Modified hours of work arrangements for hours worked on a 
straight time basis in accordance with the bi-weekly pay period 
may be instituted by mutual agreement at the local level to cover 
the following: 

(a) Hours of Work 

(i) The number and pattern of days to be worked in a pay 
period. 
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(ii) The number of hours per day to be worked at straight 
time. 

(iii) The daily on and off duty times. 

(b) Overtime 

(il 

(ii) 

(iii) 

Payment for time worked on any day on which the 
employee is not scheduled to work as the result OF a 
modified hourç of work arrangement over and above the 2 
normal days of rest in any week shall be paid at the rate of 
time and one-half. 

Authorized work perharmed on normal days of rest shall 
be paid at the rate of double time. 

Authorized hourç of work in excess of the mutually a g r e d  
number of hours to be worked in (a) (ii) above shall be 
paid at a rate of time and one-half. 

4. HOURS OF WORK AND OVERTIME (FIELD) 

(a) (1) Hours of work In accordance with Fleid hours of work 
provlslons. 

( i l )  Overilme In accordance wlth the overtlme provlslons 
of Fleld hours of work. 

5. SENiORlTY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off. 
(c) An individual pasture basis for seasonal lay-off and recall. 
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SECTION 07 

SASKATCHEWAN AGRICULTURE AND FOOD 

INSPECTION AND REGULATORY MANAGEMENT 

LIVESTOCK INSPECTORS 

1. HOURS OF WORK 

In accordance with Field hours of work provisions. 

2. OVERTIME 

In accordance wiih the overtime provisions for Field hours of work, 

3. SENIORITY UNIT 

Seniority shall be on: 

(a) A Oepartment basis for Vacancies 
(b) A Section bask for Permanent lay-off 
(c) A District basis for seasonal lay-off and recall. 

SECTION 1 O 

SASKATCHEWAN HIGHWAYS AND TRANSPORTATION 

OPERATIONS DIVISION - FLEET SERVICES 

1 ,  HOURS OF WORK 

(a) Repair Shop, Stores and Mechanical Staff on Regulated 
Hours 

In accordance with the Regulated 37 1/3 hours of work 
provisions. 

The above hours shall apply to all employees working in the 
shops and to those employees engaged in mechanic 
assignments other than assignments of more than one day to 
outside crews which include a mechanic position. 
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(b) Transport Operators and Mechanical Staff on Unregulatcd 
Hours 

Hours of work shall be regulated on a pay period basis for 
employees engaged in transport driving, for employees 
assigned as field mechanical staff to outside crews and for 
employees assigned for periods of time in excess of one day 
to assist the regularly assigned mechanical staff on outside 
crews. Pay periods shall be bi-weekly. The number of hours 
that may be worked on a straight time basis in a two-week pay 
pcrtod shall be 74 213 hours. When a designated holiday falls 
in a pay period, the hours in the pay period shall be reduced 
by eight (8) hours for each designated holiday. 

2. OVERTIME 

(a) Repair Shop, Stores and Mechanical Staff on Regulated Hours 

(i) Overtime shall consist of all hours authorized to be worked 
per day in excess of eight (8) hours. 

(ii) Overtime immediately following the completion of the 
normal hours of work per day shall be paid for at the rate 
of one and one-half (1 Yz) times the regular rate for the first 
four (4) hours and double timo for all hours above four (4) 
worked on that day. 

(iii) Authorized work performed on Saturday and Sunday will 
be considered as overtime and shall be paid For at the rate 
of double time. 

(jv) Authorized work performed on a scheduled earned day OR 
shall be considered overtime and shall be paid for at the 
rate of one and one-half (1 !h) times the regular rate, 

(b) Transport Operators and Mechanical Staff on Unregulated 
Hours 

(i) Overtime shall consist of all authorized hours worked in a 
day in excess of eight (8) hours, and shall be paid at the 
rate of time and one-half for the first four (4) hours and 
double time for all hours above four (4) worked on that day. 
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(ii) Overtime shall conçi~t  of all authorized hours worked in a 
two-week period in excess of 74 213 hours (teçs 
deslgnated holidays), and shall be paid at time and one- 
half. In calculating this pay period overtime, daily 
overtime hours aç described in (b) (i} above shall be 
deducted from total pay pwiod hours worked. 

(iii) Authorized work performed on Sunday shall be considered 
as overtime and shall be paid for at the rate of double 
time. 

(c) An employee whose hours of work in a pay period are divided 
between regulated assignments in 1 (a) and unregulated 
assignments in 1 (b) shall be entitled to overtime pay as 
follows: 

(i) For full or part days worked in the regulated assignment 
all hours in excess of eight in any one (1) day, at time and 
one-half (Yz) for the first four (4) hours and double time for 
all hours above four (4) worked on that day. 

(ii) For partial pay periods spent in unregulated asçignments, 
all hours in excess of: 

7.47 times the number of work days to be worked in a pay 
period (excluding Saturdays, Sundays and holidays), and 
for hours worked in excess of eight (8) on any day, shall 
be paid for at time and one-half. 

The calculation of total overtime hours for this part pay 
period shall be made in accordance with 2(b)(ii} above, 
i.e. daily overtime hours shall be deducted from total part 
pay period hours worked. 

3. HOURS OF WORK AND OVERTIME (MODIFIED) 

(a) Repair Shop, Store5 and Mechanical Staff on Regulated Hours 

(i) Modified hours of work arrangements for hours worked on 
a straight time basis in accordance with the bi-weekiy pay 
period may be instituted by mutual agreement at the local 
level to cover the following: 
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i) 

ii) 

iii) 

The number and pattern of days to be worked in a 
pay period. 
The number of hours per day to be worked at 
straight time. 
The daily on and off duty times. 

b) Overtime 

il 

ii) 

iii) 

Payment For time worked on any day on which the 
employee is not scheduled to work as the result of 
a modified hours of work arrangement over and 
above the two (2) normal days of rest in any week 
shail be paid at the rate of time and one-half. 
Authorized work performed on normal days of rest 
shall be paid at the rate of double time. 
Authorized hours of work in excess of the mutually 
agreed number of hours to be worked in (a) (ii) 
above shall be paid at the rate of time and one-half. 

(b) Transport Operators and Mechanical Staff (Unregulated) 

(i) Modified hours of work arrangements for hours worked 
on a straight time basis and in accordance with the 
bi-weekly pay period may be instituted by mutual 
agreement at the local level to cover the following: 

a) Hours of Work 

i) The number of hours per day to be worked at 
straight time. 

b) Overtime 

i) Daily overtime shall conçiçt of all authorized hours 
worked in a day in excess of the mutually agreed 
number of hours agreed to in (a) (i) above and 
shall be paid at the rate of time and one-half for the 
first four (4) hours and double time for all hours 
above four (4) worked on that day. 

ii) Authorized work performed on a Sunday shall be 
considered as overtime and çhatl be paid for at the 
rate of double time. 
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iii) Overtime shall consist of all authorized hours worked 
in a two-week period in excess of 74 213 hours (less 
designated holidays), and shall be paid at time and 
one-half, In calculating this pay period overtime, daily 
overtime hours as described in (i) and (ii) above, shall 
be deducted from total pay period hours worked. 

c) An employee whose hours of work in a pay period are 
divided between regulated assignments In 3(a) and 
unregulated assignments in 1 (b) or 3Ib) shall be 
entitled to overtime pay as follows: 

il 

i i) 

iii) 

For full or part days worked in the modified 
regulated assignment, all hours in excess of 
mutually agreed hours in any one day at time and 
one-half for the first four (4) hours and double time 
for all hours worked above four (4) on that day. 
For full or part days worked in the unregulated 
assignment, all hours in excess of mutually agreed 
hours in any one day, at time and one-half. 
All authorized hours worked in a two-week period 
in excess of 74 213 hours (less designated 
holidays) shall be paid at time and one-half. In 
calculating this pay period overtime, daily overtime 
hours as  described above shall be deducted from 
total pay period hours worked. 

4. TRAVEL TIME ALLOWANCE 

Employeoç shall receive an allowance of thirty-five cents ($0.35) 
per hour for every hour actually worked with the Sand-Sulphur 
crew. This allowance will not be paid to employees who travel to 
and from the job on department time, Notwithsianding the above, 
employees working in the Northern Admlniçtration Disuict shall 
receive an allowance of twenty-five cents ($0,25) per hour for 
every hour actually worked with the Sand-Sulphur crew. This 
allowance will not be paid to employees who travel to and from 
the job on department time. 

5. SENIORITY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A Repair Depot basis for seasonal lay-off and recall. 
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SECTION 11 

SASKATCHEWAN HIGH WAYS AND TRANSPORTATION 

OPERATIONS DIVISION - REGIONAL MAINTENANCE 

1. HOURS OF WORK 

(a) Maintenance Crews 

(i) April 1 to October 3’1 (Regulated Hours) 

In accordance with the Regulated 37 1/3 hours of work 
provisions. 

(ii) November 1 to March 31 (Unregulated Hours) 

In accordance with provisionç of LOU 98-1 1 

(b) Maintenance Work on Unregulated Hours 

Sign Truck Crew and such other crews as may be negotiated 
at the local level. 

Pay periods shall be bi-weekly. The number OF hours that may 
be worked on a straight time basis in a two-week pay period 
shall be 74 213 hours. When a designated holiday falls in a 
pay period, the hours in the pay period shall be reduced by 
eight (8) hours for each designated holiday. 

2. OVERTIME 

(a) The following will apply in subsection 1 (a)(i) (Regulated 
setting): 

(i) Overtime shall consist of all hours authorized to be 
worked per day in excess of the normal hours of work 
per day, and shall be paid for at the rate of time and one- 
half for the first four (4) hours and double time for all 
hours worked above four (4) on that day. 

(ii) Authorized work performed on a Saturday and Sunday will 
be considered as overtime and shall be paid For at the rate 
of double time. 
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(ili) Authorized work performed on a scheduled earned day off 
shall be considered overtime and shall be paid for at the 
rate of one and one-half (1%) times the regular rate. 

(b) The following will apply in 1 (a) (ii): 

(i) In accordance with LOU 98-1 1 

(c) The foilowing will apply to subsection 1 (b) (Unregulated 
setting): 

( j )  Overtime shall consist of all authorized hours worked in a 
day in excess of eight (8) hours, and shall be paid at the 
rate of time and one-halF for the first four (4) hours and at 
double time for all hour5 worked above four (4) on that 
day. 

(ii) Overtime shall consist of all authorized hours worked in a 
two week period in excess of 74 2/3 hours (lass 
designated holidays), and shall be paid at time and one- 
half. In calculating this pay period overtime, daily 
overtime hours as described in (c) (i) above shall be 
deducted from total pay period hours worked. 

(iii) Authorized work performed on Sunday shall be considered 
as overtime and shall be paid for at the rate of double 
time. 

3. HOURS OF WORK AND OVERTIME (MODIFIED) 

(a) Maintenance (Regulated Hours) 

(i) Modified hours of work arrangements for hours worked an 
a straight time basis and in accordance with the bi-weekly 
pay period may be instituted by mutual agreement at the 
local level to cover the following: 

a) Hours of Work 

i) The number and pattern of days to be worked in a 
pay period. 

ii) The number of hours per day to bo worked at 
straight time. 

iii) The daily on and off duty times. 
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b) Overtime 

i) Payment for time worked on any day on which the 
employee is not scheduled to work as the result of 
a modified hours of work arrangement over and 
above the two (2) normal days of rest in any week 
shall be pald at the rate of time and one-half. 

ii) Authorized work performed on normal days of rest 
shall be paid at the rate of double time. 

iii) Authorized hours of work in excess of the 
mutually agreed number of hours to be worked in 
(a) (ii) above shall be paid at the rate of time and 
one-half. 

(b) Maintenance (U nre g u I a te d Hours) 

(i) Modified hours of work arrangements Tor hours worked on 
a straight time basis and in accordance with the biweekly 
pay period may be instituted by mutual agreement at ihe 
local level to cover the following: 

a) Hours of Work 

i) The number of hours per day to be worked at 
straight time. 

b) Overtime 

i) Daily overtime shall consist of all authorized hours 
worked in a day in excess of ihe mutually agreed 
number of hours agreed to in (a) (i) above and 
shall be paid at the rate of time and one-half for the 
first four (4) hours and double time for all hours 
worked above four (4) on that day. 

ii) Authorized work performed on a Sunday shall be 
considered as overtime and shall be paid for at the 
rate of double time. 

iii) Overtime shall consist of all authorized hours 
worked in a two-week period in excess of 74  213 
hours (iess designated holidays), and shall be paid 
at time and one-half. In calculating thls pay period 
overtime, daily overtime hours as descri bed in (i) 
and (ii} above, shall be deducted from total pay 
period hours worked. 
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4 .  SENIORfTY UNiT 

Senlority shall be on: 

(a) A Department basis for Vacancies 
(b) A Regional basis for Permanent lay-off 
(c) A headquarters basis for seasonal lay-off and recall 

NOTE: Work sections which have dual headquarters will be treated a5 a 
single headquarters for the purposes of Article 4 (c). 

SECTION 12 

SASKATCHEWAN HIGHWAYS AND TRANSPORTATION 

OPERATIONS DIVISION - BRIDGE CREWS 

1. HOURS OF WORK 

Crews (Unregulated Hours) 

Pay periods shall be bi-weekly. The number of hours that may be 
worked on a straight time basis in a two-week pay period shall be 
74 213 hours. When a designated holiday falls in a pay period, the 
hours in the pay period shall be reduced by eight (8) hours for each 
designated hollday. 

2. OVERTIME 

(a) Overtime shall consist of all authorized hours worked in a day 
in excess of eight (8) hours, and shall be paid at the rate of 
time and one-half the first four (4) hours and double time for all 
hours worked above four (4) on that day, 

(b) Overtime shall consist of all authorized hours worked in a two- 
week period in excess of 74 2/3 hours (less designated 
holidays), and shall be paid at time and one-half. In 
calculating this pay period overtime, daily overtime hours as 
described in (a) above shall be deducted from total pay period 
hours worked. 

(c) All work on Saturdays and Sundays shall be paid at the rate 
of double time. 
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3. HOURS OF WORK AND OVERTIME (MODIFIED) 

Crews (Unregulated Hours) 

Modified hours of work arrangements for hours worked on a 
straight time basis and in accordance with the bi-weekly pay period 
may be instituted by mutual agreement at the local level to cover 
the following: 

(a) Hours of Work 

(i) The number of hours per day to be worked at straight time. 

(b) Overtime 

(i) Daily overtime shall consist of all authorized hours worked 
in a day in excess of the mutually agreed number of hours 
agreed to in (a) (i) above and shall be paid at the rate of 
time and one-half for the first four (4) hours and double 
time for all hours worked above four (4) on that day. 

(ii) Authorized work performed on a Saturday or Sunday 
shall be considered as overtime and shall be paid for at 
the rate of double time. 

(iii) Overtime shall consist of all authorized hours worked in a 
two-week period in excess of 74 213 hours (less 
designated holidays), and shall be paid at time and one- 
half. In calculating this pay period overtime, daily 
overtime hours as described in (i) and (ii) above, shall be 
deducted from total pay period hours worked. 

4. TRAVEL TIME ALLOWANCE 

Employees shall receive an allowance of thirty-five cents ($0.35) per 
hour Tor every hour actually worked in a campsite setting. This 
allowance will not be paid to employees who travel to and from the 
job on department time, Notwithstanding the above, employees 
working in the Northern Administration District shall receive an 
allowance of twenty-five cents ($0.25) per hour tor every hour 
actually worked in a campsite setting. This allowance will not be paid 
to employees who travel to and from the job on department time. 
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5 .  MEALS AT CAMPSITE HEADQUARTERS 

The Department will not charge employees for meals while at their 
campsite headquarters. 

6. TRANSPORTATION BETWEEN WORK SITES 

The Department will supply transportation from a new work site 
back to the old work site to pick up employees' private cars. 

7. SENIORITY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A Crew basis for seasonal lay-off and recall 

SECTION 13 

SASKATCHEWAN HIGHWAYS AND TRANSPORTATION 

OPERATiONS DIVISION - SAND-SULPHUR CREW 

1. HOURS OF WORK 

Crews (Unregulated Hours) 

Pay periods shall be bj-weekly. The number of hours that may be 
worked on a straight time basis in a two-week pay period shall be 
74 213 hours. When a designated holiday falls in a pay period, the 
hours in the pay period shall be reduced by eight (8) hours For each 
designated holiday. 

2. OVERTIME 

(a) Overtime shall consist of all authorized hours worked in a day 
in excess of eight (8) hours, and shall be paid at the rate of 
time and one-haif for the first four (4) hours and double time for 
all hours worked above four (4) on that day. 
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(b) Overtime shall conslst of all authorized hours worked in a two- 
week period in excess of 74 213 hours (less designated 
holidays), and shall be paid at time and one-half. In 
calculating this pay period overtime, daily overtime hours as 
described in (a) above shall be deducted from total pay period 
hours worked. 

(c) All work on Saturdays and Sundays shall be paid at the rate 
of double time. 

3. HOURS OF WORK AND OVERTIME (MODIFIED) 

Crews (Unregulated Hours) 

Modified hours of work arrangements for hours worked on a 
straight time basis and in accordance with the bi-weekly pay period 
may be instituted by mutual agreement at the local level to cover 
the following: 

(ai Hours of Work 

(i) The number of hours per day to be worked at straight tirne. 

(b) Overtime 

(i) Daily overtime shall consist of all authorized hours worked 
in a day in excess of the mutually agreed number of hours 
agreed to in (a) (i) above and shall be paid at the rate of 
time and one-half for the first four (4) hours and double 
time for all hours worked above four (4) on that day. 

(ii) Authorized work performed on a Saturday or Sunday shall 
be considered as overtime and shall be paid for at the rate 
of double time. 

(iii) Overtime shalt consist of ail authorized hours worked in a 
two-week period in excess of 74 213 hours (less 
designated holidays), and shall be paid at time and one- 
half. In calculating this pay period overtime, daily 
overtime hours as described in (i) and (ii) above, shall be 
deducted from total pay period hours worked. 
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4. TRAVEL TIME ALLOWANCE 

Employees shall receive an allowance of thirty-five cents ($0.35) 
per hour for every hour actually worked in a campsite setting. This 
allowance will not be paid to employees who travel to and from the 
job on department time, Notwithstanding the above, employees 
working in the N.A. District shall receive an allowance of twenty- 
five cents ($0.25) per hour for every hour actually worked in a 
campsite setting. This allowance will not be paid to employees 
who travel to and from the job on department time. 

5, MEALS AT CAMPSITE HEADQUARTERS 

The Department will not charge for employee meals while at their 
ca mpçite headquarters, 

6. TRANSPORTATION BETWEEN WORK SITES 

The Department will supply transportation from a new work site 
back to the old work site to pick up employees' private cars. 

7. SENIORITY UNIT 

Seniority shall be on: 

(a} A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A Crew basis for seasonal lay-off and recall 

SECTION 16 

SASKATCHEWAN HIGHWAYS AND TRANSPORTATION 

OPERATIONS DIVISION - FERRY OPERATIONS 

1, HOURS OF WORK AND TOLLS 

The houtç of work shall be eight (8) hours per day. There will be 
two consecutive days of rest each week and one scheduled earned 
day off every three weeks adjacent to the weekly days of rest, 
which shall excuse the employee on said days both from the 
regutar working shift and ffom standby during toil hours. 
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(a) Service by Ferry Scow will be provided when, in the opinion of 
the operator of the Ferry, weather and river conditions permit 
safe and trouble free crossings. 

(b) All ferries other than those providing 24 hour free service shall 
provide service as follows: 

(i) Frec Service 7:OO a.m. to midnight, 

(ii) Toll Service Midnight to 7:OO a.m. 

The rates for toll service from midnight to 7:OO a.m, shall 
be as follows: 

Three dollars ($3.00) per vehicle, per combination of 
vehicles (car and trailer), herd of animals, saddle horse 
and rider, pedestrian. 

(iii) All regular ferry operators in 1 (b)(ii) providing night toll 
service shall receive 3.5 hours time in lieu for each 
complete toll shift worked. Ail casual employees shall 
receive thirty-one dollars and fifty cents ($31 5 0 )  per each 
complete night toll shift worked. 

(iv) On a general principle basis no employee will be allowed 
to carry over more than sixteen (16) hours per month, 

{v) It is agreed between the parties hereto that the payment of 
the allowance and the accrual of the toll to the ferry 
operators plus other benefits are considered by the Union, 
as bargaining agent for the employees to be more 
favourable to the employees than the provisions of The 
Labour Standaids Act or any order, or regulation made 
thereunder. 

Where there is an Assistant Ferry Operator or Assistant Ferry 
Operators, the work shall be rotated equitably on a one ( I ) ,  
two (2) or three (3) week basis, unless there is mutual 
agreement between the Ferry Operator and his assistant or 
assistants as to the sharing of the work. 
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(d) Except in the case of the three person ferries, every Ferry 
Operator andlor Assistant Ferry Operator shall be allowed 
one-half ( f i )  hour off each day between the hours of 12:OO 
noon and 1 :O0 p.m. for the noon meal and one-half (Y2) hour 
each day between the hours of 6:OO p.m. and 7:OO p.m. for the 
evening meal. Signs indicating the above meal periods shall 
be provided by the Department. 

(e) All tolls shall accrue to the Ferry Operator andlor Assistant 
Ferry Operator or Ferry Operator5 operating the ferry during 
toll hours. Signs indicating the hours of operation and 
schedule of tolls shall be supplied by the Department. 

2. OVERTIME 

(a) Authorized hours worked in excess of eight (8) hours in any 
one (1) day shall be paid at the rate of time and one-half for 
the first four (4) hours and double time for all hours worked 
above four (4) on that day. 

(b) Authorized work performed on days of rest shall be paid at the 
rate of double time. 

(c) Authorized work performed on a scheduled earned day off 
shall be paid ai the rate of time and one-half. 

3. HOUSING 

The department will provide employees as at October 1, 1973 only, 
with four thousand and two hundred dollars ($4,200) per annum 
paid in six (6) installments during the period of Ferry operations, in 
lieu of rent-free housing. 

4. SENIORITY UNIT 

Seniority shall be on: 

A Department basis for Vacancies 
A Section basis for Permanent lay-off 
A ferry crew basis for seasonal lay-off and recall 
In the event ofjob abolition and before the application of the 
lay-off provisions, it is understood that a five (5) day Ferry 
Operator will have the right to bump the mostjunior five (5) 
day Ferry Operator, iF such exists. 
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SECTION 17 

SASKATCHEWAN HIGHWAYS AND TRANSPORTATION 

OPERATIONS DIVISION - PAVEMENT MARKING 

1, HOURS OF WORK (UNREGULATED HOURS) 

The pay periods shall be bi-weekly. The number of hours that may 
be worked on a straight time basis in a pay pertod shall be 74 2/3 
hours, When a designated holiday falls in a pay period, the hours 
in the pay period shall be reduced by eight (8) hours for each 
designated holiday. 

2. OVERTIME 

(a) Overtime shall conçlst of all authorized hours worked in a day 
in excess of eight (8) hours, and shall be paid at the rate of 
time and one-half for the first four (4) hours and double time for 
all hours worked above four (4) on that day. 

(b) Overtime shall consist of all authorized hours worked in a two- 
week period in excess of 74 213 hours (less designated 
holidays), and shall be paid at time and one-half. In 
calculating this pay period overtime, daily overtime hours as 
described in (a) above shall be deducted from tolal pay period 
hours worked. 

(c) Authorized work performed on a Sunday shall be considered 
as overtime and shall be paid for at the rate of double time. 

3. HOURS OF WORK AND OVERTIME (MODIFIED) 

Unregulated Hours 

Modified hours of work arrangements for hours worked on a straight 
time basis and in accordance with the bi-weekly pay period may be 
instituted by mutual agreement at the local level to cover the following: 

(a) Hours of Work 

The number of hours per day to be worked at straight time. 
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(b) Overtime 

(i) Daily overtime shall consist of all authorized hours worked 
in a day in excess of the mutually agreed number of hours 
agreed to in (a) above and shall be paid at the rate of time 
and one-half for the first four (4) hours and double time for 
all hours worked above four (4) on that day. 

(ii) Authorized work performed on a Sunday shall be considered 
as overtime and shall be paid for at the rate of double time. 

(iii) Overtime shall consist of all authorized hours worked in a 
two-week period in excess of 74 213 hours (less 
designated holidays), and shall be paid at time and one- 
half. In calculating this pay period overtime, daily 
overtime hours as described In (i) and (ii) above, shall be 
deducted from total pay perlod hours worked. 

4. EMPLOYEES SHALL BE PERMITTED TO RETURN EACH 
WEEKEND TO THEIR HEADQUARTERS 

(a) Travel from the job site to headquarters shall be on the 
employee's time, i.e. after the regular quitting time, Travel 
from headquarters to thejob site shall be on Department tlme. 
Employees are expected to leave headquarters at the regular 
time for starting work on the mornlng of the flrst scheduled 
workday of the week. Employees' pay will be calculated from 
the regular time for starting work. 

(b) In those cases in which the Department does not provide 
transportation, an arrangement may be made with an 
employee to use hi5 privately owned automobite at the 
applicable mileage rates. 

(c) If transportation has been arranged, the whole crew will return 
to headquarters unless the whole crew stays out. 

(d) Employees shall be allowed to charge for Friday night's supper 
on the basis of regular sustenance allowance. 

(e) If transportation is by Department truck, the driver shall be paid 
at his regular rate for taking the crew to headquarters. 

(i) in cases where an arrangement has been made in accordance 
with (b), above, mileage will also be paid when the need arises 
to move from one site to another during the week. 
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5. SENIORITY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(cl A headquarters basis for seasonal lay-off and recall 

SECTION 18 

SASKATCHEWAN HIGHWAYS & TRANSPORTATION 

OPERATIONS DIVISION - ENGINEERING AND REGIONAL 
TECHNICAL SERVICES 

1. HOURS OF WORK 

(a) Office Designated Employees 

In accordance with Office (5-4) hours of work provisions and 
the Regulated (5-4) hours of work provisions. 

(b) Regulated 37 113 ûesignated Employees. 

In accordance with the Regulated 37 113 (5-5-4) hours of work 
provisions. 

2 .  OVERTIME 

(a) Office Designated Employees 

In accordance with the overtime provisions for Office 
designated employees. 

(b) Regulated 37 1/3 Designated Employees. 

In accordance with the overtime provisions for Regulated 37 
1/3 designated employees, 
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3. HOURS OF WORK AND OVERTfME (MODIFIED) 

Regulated 37 113 Designated Employees 

Modified hours of work arrangement for hours worked on a straight 
time basis in accordance with the bi-weekly pay period may be 
instituted by mutual agreement at the local level to cover the following: 

(a) Hours of Work 

(i) The number and pattern of days to be worked in a pay period. 

(ii) The number or hours per day to be worked at straight time. 

(iii) The daily on and off duty times. 

(b) Overtime 

(i) Payment for time worked on any day on which the employee is 
not scheduled to work as  the result of a modified hours work 
arrangement over and above the two (2) normal days of rest in 
any week shall be paid at the rate of time and one-half. 

(ii) Authorized work performed on normal days of rest shall be 
paid at the rate of double time. 

(iii) Authorized hours of work in excess of the mutually agreed 
number of hours to be worked in {a) (ii) above shall be 
paid at the rate of time and one-half. 

4. SENIORITY UNIT 

Seniority shall be on: 

(a) A Department baçiç for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A Section basis for Seasonal lay-off and recall, however on 

seasonal lay-off ihe foliowing shall apply: 

(i) If two (2) employees in the same occupation and 
classification level are working at the locations where the lay- 
ofis are occurring, the junior employee shall be laid off first. 

Ili) Bumping due to seasonal lay-off shall not apply when the 
work perlod of the junior employee is expected to be less 
than fourteen (1 4) calendar days. 
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SECTION 20 

SASKATCHEWAN ENVIRON MENT 

FIRE MANAGEMENT - FOREST PROTECTION 

1, HOURS OF WORK 

Office 36 designated employees - in accordance with the Office 
hours of work proviçions of the Collective Agreement with bi- 
weekly pay perlodç. 

Regulated 37 113 designated employees - in accordance with the 
Regulated 37 113 hours of work provisions of the Collective 
Agreement, with hi-weekly pay periods. 

Field designated employees - in accordance with the Field hours of 
work provisions of the Collective Agreement, with bi-weekly pay 
periods. 

2. FIRE PROTECTION WORKERS AND OBSERVERS 

Fire Protection Workers and Observers shall work an averaging 
period of two (2) weeks. The hours of work shall be eighty (80) 
hours less etght (8) times the number of designated holidays and 
any scheduled EDûç in the period. All Fire Protection Workers and 
Observers shall maintain an EDO schedule for the purpose of 
determining the overtime threshold only. There shall be no 
assigned EDOs. 

The hours in the averaging period will constitute the minimum 
number of hours at straight time for which an employee would 
receive pay during: 

(a) the first sixteen (16) weeks of employment for employees in 
the Primary Fire Zone; 

(b) the first twelve (12) weeks employment for employees in the 
Secondary Fire lone. 

Time worked beyond the guaranteed periods stated above shall be 
paid on the basis of actual hours worked. 
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3. OVERTIME 

ûvertlme for all employees, except the Fire Protection Workers and 
Observers, shall be paid for all hours in excess of eight (8) hours 
per day at time and one-half for the first four (4) hours and double 
time for all hours worked over four (4) on that day. 

Overtime for Fire Protection Workers and Observers shall be paid at 
one and one-half (1 Y2) times their regular rate for all authorized 
hours worked in excess of the hours, as determined above. In 
cases were an employee commences after the first day of the pay 
period, terminates, is laid off, or takes leave without pay during the 
pay period, overtime shall be paid on the basis of a partial averaging 
period. 

Fire Protection Workers and Observers shall have four (4) 
designated days of rest each pay period. All authorized hours 
worked on a designated day OF rest shall be paid at double time. 
These hours shall not be included as hours worked in the 
averaging period for overtime purposes. 

4. HOURS OF WORK AND OVERTIME (MODIFIED HOURS) 

Modified hours of work arrangements for hours worked on a 
straight time basis in accordance with the bi-weekly pay period 
may be instituted by mutual agreement at the local level in 
accordance with the modified work pattern, in excess of eight (8) 
hours per day provisions of the Collective Agreement. 

5. SUSTENANCE 

The Department will not charge employees for meals whlle at their 
campsite headquarters. 

6. SENIORITY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A fire-cache area basis for seasonal lay-off and recafl, (with 

the exception of Prince Albert which shall be on a work unit 
basis). 
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SECTfON 21 

SASKATCHEWAN ENVIRONMENT 

PARKS 

1. HOURS OF WORK 

Office 36 designated employees - in accordance with the Office 
hours of work provisions of the Collective Agreement with bj- 
weekly pay periods. 

Regulated 37 113 designated employees - in accordance with the 
Regulated 37 113 hours of work provisions of the Collective 
Agreement, with bi-weekly pay periods. 

Field designaLed employees - in accordance with the Field hours of 
work provisions of the Collective Agreement, with bi-weekly pay 
periods. 

2. OVERTIME 

Overtime shall be paid for all hours in excess of eight (8) hours per 
day in accordance with the Overtime provisions of the Collective 
Agreement. 

3. HOURS OF WORK AND OVERTIME {MODIFIED HOURS) 

Modified hours of work arrangements for hours worked on a 
straight time basis in accordance with the bi-weekly pay period 
may be instituted by mutual agreement at the local level in 
accordance with the modified work pattern, in excess of eight (8) 
hours per day provisions of the Collective Agreement. 

4. SUSTENANCE 

The Department will not charge employees for meals while at their 
campsite headquarterç. 

5 .  SENIORITY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A Park basis for seasonal lay-off and recall 
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SECTION 22 

SASKATCHEWAN ENVIRONMENT 

COMPLIANCE & FIELD SERVICES 

1. HOURS OF WORK 

The hours of work shall be in accordance with Field hours of work 
provisions of the collective agreement, with bi-weekly pay periods. 

2. OVERTIME 

Overtime shall be paid for all hours in accordance with the Overtime 
provisions of the Collective Agreement for Field employees. 

3. SUSTENANCE 

The Department will not charge employees for meals while at their 
campsite headquarters. 

4. SENIORITY UNIT 

Seniority shall be on: 

(a) A Department basis for Vacancies 
(b) A Section basis for Permanent lay-off 
(c) A resource area basis for seasonal lay-off and recall 

SECTION 23 

SASKATCHEWAN ENVI RONH ENT 

FOREST SERVICE & RESOURCE STEWARDSHIP 

1. HOURS OF WORK 

Office 36 designated employees I in accordance with the Office 
hours of work provisions of the Collective Agreement with bi- 
weekly pay periods. 

Regulated 37 113 designated employees - in accordance with the 
Regulated 37 113 hours of work provisions of the Collective 
Agreement, with bi-weekly pay periods. 
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Field designated employees - in accordance with the Field hours of 
work provisions or the Collective Agreement, with bi-weekly pay 
periods, 

2. OVERTIME 

Overtime for all employees shall be paid for all hours in excess of 
eight (a) hours per day in accordance with the Overtime provisions 
of the Collective Agreement. 

3. HOURS OF WORK AND OVERTIME (MODIFIED) 

Modified hours of work arrangements for hours worked on a 
straight time basis in accordance with tho bi-weekly pay period , 
may be instituted by mutual agreement at th(? local level in 
accordance with the modified work pattorn, in excess of eight (8) 
hours per day provisions of the Collective Agreement. 

4. SUSTENANCE 

Headquarters shall be designated on a sea~onal or permanent 
basis. 

The Department will not charge employees for meals while at their 
campsite headquarters. 

5. SENIORITY UNIT 

Seniority shall be on: 

a) A Department basis far Vacancies 
b) A Crew or office basis for Forestry and a laboratory, hatchery 

or office basis for Fisheries and Wildlife for: 
(i) Seasonal lay-off and recall 
(ii) Permanent lay-off 
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SECTION 25 

SASKATCHEWAN ENVIRONMENT 

AV1 AT I ON OP E RAT1 ON S 

A. FLIGHT WATCH CO-ORDINATORS 

1. HOURS OF WORK 

Regulated 37 1/3 designated employees - in accordance with the 
Regulated 37 113 hours of work provisions of the Collective 
Agreement, with bi-weekly pay periods. 

2,  OVERTIME 

In accordance with the Overtime provisions of the Collective 
Agreement. 

3. SENIORITY UNIT 

Seniority unit for Flight Watch Co-ordinators shall be on: 

(a) A Department baçis for Vacancies. 
(b} Section baçis for; 

(i) A Seasonal lay-off and recall. 
(ii) Permanent lay-off. 

B. PILOTS 
It is agreed between the parties that pilots employed in fire fighting 
operations shall, notwithstanding any relevant articles of this 
agreement, be governed by the following provisions; 

1. HOURS OF WORK AND PAY ADMINISTRATION 

a) For the purposes of these provisions the flre fighting period 
shall be one hundred and thirty-three (133) consecutive 
calendar days for a fiscal year, The start of the fire 
fighting period shall be set by management and 
communicated to employees by March 1 of each year. 

b) Pilots shall work such hours as assigned by management 
subject to the Northern Air Operations Manual, as 
approved by the Ministry of Transport, Pilots shall not be 
eligible for overtime except in accordance with (d) below, 
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c) Pilots shall be paid bi-weekiy for each assigned calendar 
day at a daily rate based on their annual salary divided by 
one hundred and thirty-three (1 33), 

d) Any calendar days in excess of the one hundred and thirty- 
three (133) day period assigned in fire fighting operations 
shall be paid at a rate OF 11133 of hisher current annual 
salary for each such day assigned. 

e) All unassigned calendar days outside the fire fighting period 
shall constitute full recognition of and full payment for any 
vacation leave, (including Special Northern Leave), 
designated holidays, days of rest and earned days off that 
may otherwise have been provided by this agreement. 

9 For the purposes of salary determination on promotion, 
demotion, transfer and temporary assignment of higher 
duties, the salary shall be based on the hourly rates 
covered in Pay Schedule 1, 

g) For flying assignments outside the rire fighting period and 
not part of fire fighting operatlons, pilots shall be paid on 
an hourly rate basis. The hourly rates shall be those for 
the appropriate classifications a s  contained in Pay 
Schedule 1. 

h) Pilots shatl be paid fourteen dollars ($14.00) per day for 
each of the following Pilot Endorsements: 
Group Captain 
Safety Officer 
Training Pilot 
Check Pilot 
Assistant Chief Pilot 

I) Pilots shall be paid a Flying Time Differential of twenty 
dollars ($20.00) per hour for all hours flown during the fire 
fighting period. Pilots are not eligible for the Flying 
Differentials contained in the Collective Agreement. 

2. NORTHERN DISTRICT ALLOWANCE 

Eligible pilots shall be paid Northern District Allowance on thc 
basis of eight hours for each assigned calendar day during the 
fire fighting period. 

154 



3. SICKLEAVE 

(a) Subject to the general Sick Leave provisions of the 
Collective Agreement, pilots shall earn sick leave on the 
basis of one day's sick leave for each assigned 8.75 
calendar days in the fire fighting period however, pilots 
shall earn and accumulate no more than fiReen (1 5) days 
of sick leave credits per fiscal year. 

(b) During the fire fighting period sick leave shall be used on 
the basis of two (2) sick leave day credits for each 
assigned calendar day a pilot is ill. 

4. PROBATIONARY PERIODS 

Subject to the general Probation provisions of the Collective 
Agreement, the probationary period for a pilot shall be a fire 
fighting period, provided that the pilot has worked one-hundred 
and thirty-three (1 33) assigned days, 

In the event the pilot has not completed one-hundred and 
thirty-three (133) assigned days of work, the probationary 
period shall be extended until such time as the 133 assigned 
days are completed. 

5. INCREMENTS 

Subject to the general Increment provisions of the Collective 
Agreement, a pilot shall be entitled annuatly to an increment 
within hislher pay range providing the employee has worked 
one-hundred and thirty-three (I 33) assigned days during the 
fire fighting period. 

6. SENIORITY 

Seniority for pilots shall be on a service date basis. An 
employee's service date shall be his date of entry into the 
Public Service a5 agreed between the parties. 

7. HIRING-IN 

For the purposes of Labour Service staffing, First Officer 
positions arc considered hiring-in level positions. 
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8. SENIORITY UNIT 

Seniority unit for pilots shall be on: 

a) 
b) A Section basis for: 

A Department basis for Vacancies. 

(I) Seasonal lay-off and recall. 
(ri) Permanent lay-off. 

New Provisions 

Unless otherwise stated, the terms and conditions of the Collective Agreement 
are effective the first day of the month following the signing of the Collective 
Agreement by both parties. 

Retroactivity 

Upon written request to the Employer within 120 days of the signing of the 
Coliective Agreement, employees, except those terminated for cause, who have 
left the service after October 1, 2004 shall receive any eligible retroactivity 
resulting from the October 1,2004 general wage increase. Any entitlements not 
claimed within the 120 day period shall be deemed to have lapsed. 
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APPENDIX A 

Note: RE Pay Schedule 1 Effective October 3, 2004 

I. The October 3, 2004 salary increase will be applied to salary rates and 
ranges effective November 28, 2004. 

Retroactive pay for the period October 3, 2004 to November 27, 2004 
shall be paid in the form of a lump sum payment. 

2. 

SGEU PAY SCHEDULE - EFFECTIVE OCTOBER 3,2004 

$1,040.92 5 1,266.41 

$1,103.26 $1,342.27 

$1,191.45 $1,449.64 

$1,286.87 $ 1,565.67 

$ 1,389.83 $ 1,690.89 

$ 1,500.86 $ 1,826.11 

$ 1,651 ,O1 $ 2,008.74 

$ i , a i  6.1 8 $ z,209,67 
$ 1,997.84 $ 2,430.68 

$ 2,197.64 $ 2,673.86 
$ 2,417.46 $ 2,941.09 

$ 2,659.08 $ 3,235.1 3 

*Applies to field inçiructional group for the purposes of converting houriy to blweekly rates. 
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Level 

Blweekly 

Llourly M a r y  Range Ave. 36 Hours#eek* Ave. 37 113 HoursMreek 

Mlnlmum I Maxlmum Mlnirnum I Maximum Mlnlmum Maxlmum 
I 1 I 

*Applies to field instructional group for the purposes of converting hourly to biweekly rates. 

12 

1 3  
14 
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$ 29.727 $ 36.169 $ 2,140,34 $ 2,604.17 $ 2,219.60 $ 2,700.59 

$32.701 $39,784 $2,3ii4,47 $2,864.45 $2,441.65 $2,970.51 

$ 35.969 $ 43.761 $ 2,589.77 $ 3,150.79 S 2,685.66 $ 3,267.46 



APPENDIX 

BASE AND ADDITIONAL HOURS OF WORK DESIGNATION(S) BY OCCUPATION 
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Occupattonal Code 

160 

Base Hours of Addlttonal Hours of 
Work Work üeslgnatlon 
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APPENDIX C 

TEACHERS 

As a result of bargalnlng, departments that employ "Teachers" have agreed 
to amend their policles to provide a maximum of 5 professlonal 
development day8 per year. 
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HER W E S T Y  IN THE RIGHT OF WE 
PROVINCE OF SASKATCHEWAN, 

Chalr and Vehlde 
& Equipnaent Operatiwin Representative 
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LETTER OF UNDERSTANDING 
98-1 

OCCUPATIONAL HEALTH AND SAFETY COMMITTEES 

Preamble 

The following language does not limit Employee and Employer entitlement to all 
rights and provisions of the Occupational Health and Safety Act and the 
Saçkaichewan Human Rights Code. 

Joint EmploycrlEmplovee Committees 

Department Wide Joint Labour - Manaaement Councils 

The parties will establish a LaboudManagement Council at the Department 
headquarters level at the request of the union at the departmental level. The 
duties of the Council include: 

(a) oversee the effective operation of occupational health and safety 
committees and programs throughout the department: 

study and make recommendations on occupational health and safety 
matters and their specific application to the Dopartment; and 

deal with occupational health and safety matters that are referred from 
the local level. 

{b) 

(c) 

The Department Council will meet at teast once every four (4) months. The 
Council will be composed of a minimum of six (6) persons, at least half of which 
are elected or appointed by the union. Each Council will have employer and 
employee co+chairpersonç. 

The employer will regularly provide the Department Council at each meeting with 
the most recent statistical information on all injuries and illnesses sustained by 
employees in the Department 35 reported to the Workers Compensation Board to 
enable the Council to pursue it5 joint responsibilities, 

Workdace Joint E mDloverlEmployee Corn mittces 

Joint Employer - Employee Occupational Health and Safety Committees shall be 
established to represent places of work as agreed between the parties. Each 
Committee shall consist of not less than two (2)  members and not more than 
twelve (12) members, unless specifically agreed by all members of the workplace 
O,H.&S. committee, At least one half (%) of the committee members shall be 
employees elected or appointed by the union members and each committee shall 
have employer and employee chairpersons, as appointed by their respective 
parties. 
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The Occupational Health and Safety Committccs shall have a continuing concern 
wlth respect to the health and safety at the work place, The committees shall 
meet no less than quarterly. The committees shall receive, consider and 
recommend solutions respecting health and safety concerns at the work place, 
Committee members shall be given reasonable opportunity during regular hours 
to deal with such concerns. Minutes of committee meetings shall be posted in 
the work place and shall be made available concurrently to the employer, the 
union and the Occupational Health and Safety Branch. 

Occupational Health and SaFeety Committees shall exhaust their procedures 
before any matter is referred to the employer and the union for negotiation or 
before the matter is dealt with under the grievance procedure. 

Wherever possible, Committee meetings shall be Scheduled during normal 
working hours. Employee members of the committee shall suffer no loss of pay 
or other benefits for attendance at committee meetings. An employee who 
attends committee meetings outside of scheduled hours of work shall bE credited 
the time a s  if worked. 

Joint Occupational Health and Safety Committees may recommend reasonably 
practicable training measures designed to prevent occurrences of occupational 
health and sakty problems related to the work place. 

Trainina for Joint Committee Members 

Subject to reasonable notice being given, all committee members shall be 
entitled to up to five (5) days leave without pay, per year, for purposes of 
attending Occupational Health and Safety training courses, seminars or courses 
of instruction. However, where such training is provided by the Department of 
Labour, orjointly by the union and employer, employees exercising such leave 
shall suffer no loss of pay or benefits. 

Health and Safetv A Shared Concern 

As a matter of principle, both the union and employer recognize that occupational 
health and safety is a shared concern of the parties. Both parties will endeavor 
cooperatively to maintain a safe work environment and will make 
recommendations to prevent andlor correct situations which threaten health and 
safety at the work place. 

Continued, .... 
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Signed on behalf of the Saskatchewan 
Gavem-ment & General Employees' W o n  

Executive OIwtor of Opersibns, SGEU 

Date: 9 2 Q j , 5  ' 
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LETTER OF UNDERSTANDING 
98-2 

DISPUTE RESOLUTION OPTIONS 

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

The parties will approach each grievance or group of grievances from the point of 
view of: 

1, 
2. 

3. 

Attempting to ascertain the facts and negotiate a resolution. 
Failing resolution by negotiation, agreeing to a joint statement of 

facts. 
Based on thejoint statement of facts, determine the appropriate 

cour~e  of action to resolve the matter from three options. 

0 Grievance Mediation 
i i) Expedited Arbitration 
iii) Full Panet Arbitration 

The parties may agree to any other dispute resolution mechanism with a view to 
resolving the dispute. 

1. GRIEVANCE MEDIATION 

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

Grlevances Approprlate for Mediation 

s Grievance seeks individual settlement, ie. settlement applies to one (1) 
grievor and would not result in a similar claim by another employee. By 
mutual agreement between the parties, grlevance mediation may be used 
for other kinds of grievances, eg. group grievances 

Grievance mediation is appropriate where there are a range of possible 
~olutions 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. 

e 

Role oi the Medlator 

4 The role of the mediator is to assist the parties to achieve a mutually 
acceptable resolution of the grlevance. 

The mediator will be drawn by chance from a list agreed upon by the parties. 
Any mediator must have served as the chairperson of an arbitration board 
unless otherwise agreed by the parties. 

The parties will equally share the cost of fees and expenses of the Mediator. 

0 
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Provislon of lnformatlon Prior to the Medlatlon 

0 The mediator will be provided with a copy of the grievance, a copy of 
grievance replies and a copy of the collective agreement five (5) days prior 
to the mediation, 

Rules Appllcable to Grlevance Medlation 

I 

O 

O 

m 

O 

O 

O 

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 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 
ai the mediation. 

Attendees to the mediation include the grievor, the manager respondent, the 
local steward, the department labour relations advisor and the spokesperson 
for union and management. Additional persons may attend by mutual 
consent. 

Mediation will normally occur at the worksite or at the union or employer's 
premises. The parties will jointly share the costs of mediation. 

Grlevance Medlatlon Process 

Brief introduction to the grievance mediation process, by the mediator 
(concept, process, ground rules, questions). 

Mediator presented with a joint statement of facts prepared in advance of the 
hearing by the parties. 
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Description of Grlevance: 

- 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 repreçentative, 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. 

- 
- 

- 

- 

I 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 wiil not reveal any information or position given by the 
parties in confidence without permission; the mediator may advance any 
position as hiçlher private recommendation to either party. 

- 

b Reconvening the Parties: 

- 

- 

- 

Once agreement is reached via private discussions, or no agreement is 
possible, parties are reconvened by the mediator. 
If agrement is reached, the terms of settlement are put in writing and 
signed by the parties. 
If no agreement is poççible, the mediator wlll orally set out respective 
positions, points ot difference and provide an advisory opinion as to 
likely outcome if case referred to arbitration, 

Allowable Time Limit: 

- 

- 

Normally three (3) hours; an extension of up to one (1) hour will be 
allowed by joint agreement of the parties. 
The mediator may call a halt to mediation where it appears resolution is 
not likely. 

i l .  EXPEDITED ARBITRATION 

By mutual agreement, the procedures may be used after Step 2 of the 
grievance procedure, or following unsuccessful mediation. 

Grlevances Appropriate For Expedlted Arbltratlon 

Unless otherwise agreed by the parties, only grievances that seek an 
individual settlement, ie. settlement applies only to the grievor, would not 
result in a similar claim by other employees, shall have no precedential value 
and shall not thereafter be referred to by the partics in respect of any other 
matter in any other setting. 
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Concerned with grievances that involve the interpretation and application, or 
alleged violation, of the collective agreement, eg, grievances that are 
arbitral. 

0 Grievance arbitration is appropriate where there is a limited range of 
solutions, or singte solution, to the concern raised in the grievance. 

On agreement that a case be expeditiously arbitrated, the parties will draw the 
Arbitrator by chance from a list mutually agreed by the parties and helshe will act 
as a single Arbitrator on the matter. Any Arbitrator must have served as the 
chairperson of an arbitration board, 

Expedlted Arbitration Process 

No legal counsel used by either party: 

Union: 
Employer: 

Staff Representative or Elected Offker 
Labour Relations Officer or Department Human 
Resource Staff 

w Documents tabled with Arbitrator: 

- Collective bargaining agreement; 
- Grievance statement and replies; 
- Agreed statement of facts; 
- 
- 

- 

Any cases that parties intend to rely on (limit five from each): 
A brief statcmcnt of each party’s position and argument (one page 
each}; and 
Possibly flowing from above, an agreed statement a5 to the exact 
di~ference that the parties want decided. 

0 

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 timc? limit; extensions may occur by mutuat 
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 oui the exact 
terms of the resolution (the deciçion). 
Arbitrator may attempt to mediate, “9. propose a possible resolution, if 
the parties agree and if the case has not previousty been through the 
mediation process. 

- 
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- Arbitrator may iççue a verbal decision immediately. Within throe (3) 
working dayç a written decision shall be rendered, setting out the 
reasons which the Arbitrator deems necessary to convoy a decision. 
Decision and reasons are limited to two pages. The decision of the 
single Arbitrator will be final and binding on the parties. 
The parties will equally share the cost of fees and expenses of the 
Arbitrator, 
The grievor and ManagerlSupervisor who are party to the case shall be 
granted leave with pay io be present at arbitration. 
The grievance may be removed from the expedited process at any time, 
prior to the expedited hearing. 

111. FULL PANEL ARBITRATION 

- 

- 

- 

e Establishment of an Arbitration Board 

- 

- 

An Arbitration Board shall consist of three (3) members appointed in the 
manner provided in this section. 
Application for an Arbitration Board shall be made to the Chair. The 
application shall contain the name of the person appointed to the Board 
by the applicant, A copy of the letter to the Chair shall be supplied by 
way of notice, concurrently, to the respondent. 
Within ten (IO) working dayç of receiving the notice, the Chair shall 
furnish the name of management’s appointee to the applicant. 
Representatives of the Commission, in consultation with Departments, 
and the Union may attempt to resolve grievances with service wide 
implications, prior to the arbitration hearing, in a manner they consider 
fair and equitable. 
The parties, within ten {IO) working dayç of the appointment of the 
management nominee, shall appoint a third member of the Board who 
shall be the Chairperson thereof. 
When the parties fail to agree on the appointment of a Chairperson, the 
chairperson will be selected from a permanent panel of at least three 
(3) individuals established and maintained by the parties to the 
collective agreement. Selection of a Chairperson from the panel shall 
be made by choice. 
Termination arbitrations will be heard and decisions rendered within 120 
calendar days, unless otherwise agreed to by the parties. 

- 

- 

- 

- 

- 

Proceedings of an Arbitration Board 

The Chairperson of the Arbitration Board shall fix the time and place of 
sittings of an Arbitration Board after consultation with the other 
members thereof, and he shall notify the parties as to the time and 
place SO fixed, provided that the Arbitration Board shall meet not later 
than seven (7) calendar days after it has been constituted, unless by 
consent of both parties the date is çet back. 
An Arbitration Board shall, in such a manner as it thinks fit, expeditiously 
and carefully enquire into the grievance and all matters affecting the 
merits and rights of the parties to settlemcnt thereof. 
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- In the course of the hearings, the Arbitration Board may make such 
çuggestionç and do such things a5 it deems right and proper for 
encouraging a fair and amicable settlement of the grievance, and shall 
hear such representations as may be made on behalf of the parties, and 
shalt diligently proceed to mediate between them. 
An Arbitration 8oard may determine its own procedure, but shall give 
full opportunity to all parties to present evidence and make 
representailons. 
An Arbitration Board may accept, admit and call for such evidence as in 
equity and good conçcience it thinks fit, whether strictly legal evidence 
or not. 
Any party to a reference to an Arbitration Board may be represented 
before the Board by two (2) or fewer than two (2)  persons dedgnated by 
the parties respectively Tor the purpose, provided that every party 
appearing by a representative shall be bound by the acts of such 
representatives. 
If, without good cause shown, any party to a proceeding before an 
Arbitration Board fails to attend or be represented, the Arbitration Board 
may proceed as if the party had duly attended or been represented. 
The expenses of the Chairperson of the Board and any other common 
expenses for such items as hall rental and transcripts, shall be shared 
equally by both parties. 
The proceedings of an Arbitration Board shall be completed within one 
(1) year of the appointment of the Chairperson. 

- 

- 

- 

- 

- 

- 

0 Decisions (Award of an Arbitration Board) 

- The Arbitration Board established under this letter of understanding, 
shall not have the authority to add, subtract from, or amend any of the 
provisions of the collective agreement. 
Subject to the statement above, an Arbitration Board shalt have the 
power to dispose of any grievance involving dismissal or disciplinary 
action in the following manner: 

by denying the grievance in total; 
by allowing the grievance in total; 
by directing a compromise çettlement which it deems 
just and equitable. 

The decision of the majority of the members or an Arbitration Board, or, 
where there is no majority decision, the decision of the Chairperson, 
shall be the decision of the Arbitration Board. 

- 

i) 
ii) 
iii) 

- 

By mutual agreement, the parties may agree to a single Arbitrator 

Continued., ... 
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L E T E R  OF UNDERSTANDING 
98-4 

EMPLOYMENT EQUITY 

REGARDING EMPLOYMENT EQUITY 

The parties to the Collective Agreement wish to acknowledge tho late Karen 
Warner for her contribution to the development and implementation of an 
Employmcnt Equity Pian in the Executive Government of Saskatchewan. 

Central Jolnt Employment Eaultv Commlttee 

Both parties shall appoint members to the Central Joint Employment Equity 
Committee who are from the designated groups. The Committee shall be gender 
balanced and have equal Union and management representation. 

The parties agree that the Central Joint Employment Equity Committee has  
ongoing responsibility for the plan that identifies, eliminates and prevcnts 
discriminatory policies, practices and barriers. Where barriers are identified, the 
Central Employment Equity Committee shall examine any related policies, 
procedures and practices to make recommendations For change. 

To this end, the Central Joint Employment Equity Committee shall facilitate and 
approve specific strategies for departmentslagencieç to deal with the under- 
representation of persons of aboriginal ancestry, persons with disabilities, 
members of visible minority groups, and women in non-traditional occupations, 
throughout the Public Service. 

The Central Joint Employment Equity Committee shall provide direction or advice 
to the departmentlagency employment equity cornmittees when necessary. 

The Central Joint Employment Equity Committee shall meet with the Joint 
Employment Equity Council which consists of departmentiagency employment 
equity co-chairs and coordinators four (4) times per year or as circumstances 
warrant. 

The co-chairs of the Central Joint Employment Equity Committee or their 
designates shall meet with each departmentlagency employment equity 
committee a minimum of once per year. 

OeDartmenüAqency Employment Eaultv Commlttees 

OepartmenVagency employment equity committees shall be established and 
include members from the designated groups, be gender balanced and have 
equal Union and management representation; unless agreed to by the parties to 
the Coilective Agreement. 
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Departrnentlagency employment equity committees have responsibility Tor the 
development, implementaiion, monitoring, evaluation and updating of 
employment equity plans in their respective departments and agencies. 

Departmentlagency employment equity committees shall provide to the co-chairs 
of the Central Joint Employment Equity Committee, copies of their annual reports 
of the past year's activities and plans for thQ next year's activities. 

Departments and agencies shall have specific strategies to increase the under- 
representation of the designated groups, 

Departmntlagency employment equity committees shall keep and provide 
minutes to the co-chairs of the Central Joint Employment Equity Committee. 

Departrnentlagency employment equity committees shall collect minutes from 
workplace, local and regional Committees within their departments and forward 
them to the co-chairs of the Central joint Employment Equity Committee. 

Departmentlagency employment equity committees or either co-chair shall refer 
unresolved issues or difficulties to the Central Joint Employment Equity 
Committee For resolution. 

Realonal Workplace and Local Emrilovment Equlty Committees 

Regional workplace and local employment equity committees are committees 
that are formed within the departmendagency and are responsible to the 
daparimentlagency employment equity committee, 

TERMS OF REFERENCE FOR THE JOINT EMPLOYMENT EQUITY 
COMMITTEE 

Develop an Employment Equity Plan which: 

+ 
+ 
4 

impacts on all employees and positions in the public service: 
can be implemented without requiring changes to the collective 
agreement; and 
contains a structure for plan implementation, evaluation and reviçion that: 

- involves the Union, - involves departments, 
- ensures ongoing monitoring and evaluation of the plan: and 
- includes realistic goals and time frames. 

Provide for input by interested individuals and groups during plan development. 
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Identify and discuss issues and initiatives and make recommendations for their 
inclusion in the plan or for further research, analysis and investigation. The 
issues and initiatives may include, but are not restricted, to the following: 

+ educational and awareness programs, 
+ support mechanisms, 
+ training and development programs, 
+ 
+ 

Conduct research and analysis a5 is necessary to develop the plan. 

The Committee will obtain approval of the plan by the respective parties and will 
then jointly seek the approval of the Saskatchewan Human Rights Commission. 

special recruitment and promotional mechanisms, and 
special accommodations for persons with disabilities. 

CRITERIA FOR PROOF OF MEMBERSHIP IN THE DESIGNATED GROUPS 

The following defines the criteria for membership for three of the designated 
groups for the Government of Saskatchewan's employment equity program as 
approved by the parties to this agreement, 

Persons with Disabilities are Persons who: 

have persistent physical, intellectual, mental, psychiatric, sensory or 
learning conditions that: 

i) 

ii) 

require a technical device andlor personal support or service which 
enables such perçons to perform essential functions of a job: 
andlor 
require some form of accommodation such as extra rest breaks, or 
time off/teave to obtain treatment as necessary, or modifications to 
job responsibility, job site or work hours; and 

conçider themselves, and believe an employer or a potential employer 
would consider them disadvantaged in finding, retaining or advancing in 
employment because of that condition. 

Perçons of Aborisinal Ancestry: 

'Metis' means an Aboriginal person who seff-identifies as Metis, who is 
distinct from Indian and Inuit, and: 

is a descendent of those Metiç who received or were entitled to receive 
land grants and/or Scrip under the  provision OF the Manitoba Act, 1870 
or the Dominion Lands Act, as enacted from time to time; or 

a person OF Aboriginal descent who is accepted by the Metis Nation 
andlor Metis Community. 
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2.2 

2.3 

3. 

- ct 

First Nations Person: 

A First Nations person is a person who is registered as an Indian under 
the indian Act (also referred to as Status or Treaty Indian). 

Non-Status Indian: 

Non-Status Indians are Aboriginal people who are not registered under 
the Indian Act but who identify with a First Nations or Inuit community 
culturally or linguistically. 

Visible Minoritv Personç: 

Members of visible minority groups means perçons who are, because of 
their race or colour, in a visible minority in Canada. 

.LENGES TO DECLARATIONS OF SELF-IDENTIFICATION 

Challenges to a declaration of self-identification, as a member of a designated 
group shall be made within thirty (30) day5 of commencement of employment in 
the position. 

Challenges to declarations of self-identification shall be made in writing to the 
departmenthgency Human Resource Branch who will notify the co-chairs of the 
Central Joint Employment Equity Committee. 

Perçons who are challenged shall provide documentation of proof as a member 
of a designated group to the department or agency Human Resource Branch. 

The department or agency Human Resource Branch shall examine 
documentation and render a decision and notify the co-chairs of the Central Joint 
Employment Equity Committee. 

NON-TRADITIONAL SGEU OCCUPATIONS FOR WOMEN 

These occupations are occupations where female representation is less than 
45% of the workforce. 

Continued.. . , . 
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LETER OF UNDERSTANDING 
98-5 

LEAVE FOR UNION BUSINESS 

The following proviçionç çhatl apply to definite leavcs of absence with pay 
granted for union business: 

1. (a) The Employer wjll continuo to provide the regular earnings and make all 
normal 
deductions during such leave. 

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

(c) For the purpose of determining overtime entitlement for employecç 
working on an averaging period basis, approved leave 01 absence with 
pay for union business shall be credited as averaging period hours 
subject to the following: 

i) 

ii) 

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

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

2. Union to Reimburse the Employer: 

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

(a) For the first thirty {30) consecutive calendar days or less: 

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

(b) For the next sixty (60) consecutive calendar days or less: 

i) Designated Holldayç (where the employee iç on Union business on 
both the working day preceding and following the designated 
holiday): 

ii) Employment Insurance; 

iii) Canada Pension Plan; 

iv) Vacation Leave; and 

v) Superannuatlon. 
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(c) For leave in excess of ninety (90) consecutive calendar days: 

il 

i i) 

iii) 

iv) 

v) 

vi) 

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

Employment Insurarice; 

Canada Pension Plan; 

Vacation Leave; 

Superannuation; and 

Sick Leave Accumulation 

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

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

Continued., ... 
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1. 

2. 

2.1 

2.2 

2.3 

2.3.1 

2.3.2 

2.3.2, l  

2.3.2.2 

LElTER OF UNDERSTANDING 
98-6 

TERMS OF REFERENCE FOR MODIFIED WORK PATTERN 

When the work pattern is established pursuant to Article 9.3.5.2 
(Modified Work Pattern-In Excess of 8 HourslDay) of the Collective 
Agreement, the administration of some benefits has to be modified. The 
principle underlying the modification is that the benefits previously 
based on a "day" or "week are converted to hours and  produce the 
same level of benefits in terms of hours as they would have if the work 
week had not been modified. This results in no additional benefit costs 
to the employer and neither losses nor gains in benefits to the 
employee. 

The following states how this principle is to be applied with the 
administration of a number of benefits but may not be exhaustive. 

Pay - Employees will continue to receive their normal bi-weekly salary 
as per Pay Schedule 7 on their normal pay dates set out in the 
Coltective Agreement, subject to any adjustments required by the 
modified hours of work pattern, 

There is no change in the administration of Articles of the Collective 
Agreement dealing with probation, seniority, annual increments, 
severance pay and notice of termination, demotion or resignation. 

OVERTIME 

Daily Overtime - In accordance with Articles 11 .I (Hourly Rates), 11.2 
(Overtime Must Be Authorized), 71.4.1 (On Regular Work Day) and 
11.4.2 (On Assigned Day of Rest) of the Collective Agreement. 

All authorized hours worked in excess of the number of hours to be 
worked at straight time in the averaging period shall be paid at time and 
one-half. In calculating this averaging period overtime, daily overtime 
hours shall be deducted from total hours worked. 

An employee who cornmences employment in a modified work pattern 
arrangement on a day other than the first day of the averaging period 
shall have a work pattern established on the basis of his maximum 
number of straight time hours equalling 8 times the number of working 
days remaining in the averaging period tess 8 times the number of 
designated holidays and earned days off occurring in the averaging 
period, 

An employce who terminates employment from a modified work pattern 
arrangement on a day other than the last day of the averaging period 
shall have the number of straight time hours which should have been 
worked reconciled on the basis of 8 times the number of working days 
which occurred in the averaging period less 8 times the number of 
designated holidays and earned days off in the averaging period prior to 
the date of termination, 
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2.4 Shift Differcntial - Per Article 15.12 (Shift Differential) rif the Collective 
Agreement provided that shift differential will not be payable in a 
modified work pattern in a situation where it was not payable under the 
standard hours of work week. 

2.5 HOLIDAYS 

2.5.1 Dcçignated Holidays 

2.5.2. Note: In Article 9.3.5.2.A) 1 of the Collective Agreement, the numbor of 
hours to be worked straight time in the averaging period was reduced by 
eight (8) hours for each designated holiday falling in the averaging 
period. 

Working on a designated holiday - payment for working on a designated 
holiday is provided for by 2.3.2 of this letter of understanding. The 
provision of Article 13.2.1 (Employee Required to Work on LI 
Designated Hollday) of the collective agreement shall not apply. 
Article 13.2.2 (Overtime Work) of the Collective Agreement shall apply. 

Vacation - For the administration of Article 16.1 (Service for Vacation) of 
the Collective Agreement the  following shall apply: 

2.5.3 

2.6 

1 114 day5 
15 days 
1 213 days 
20 days 
2 1112 days 
25 days 
2 112 days 
30 days 

1 O hours 
120 hours 
13 113 hours 
160 hours 
16 213 hours 
200 hours 
20 hours 
240 hours 

Vacation usage shall be charged on the basis of one hour for each hour 
çcheduted to work under the modified work pattern. 

Sick Leave and Pressing Necessity - Article 17.3 (Sick Leave Eligibility) 
of the Collective Agreement shall be adrnhiçtcred on the foltowing 
basis: 

2.7 

(i) For purposes of crediting, earning and present accumulation of sick 
leave shall be converted to tiours on the basis of one day 
equals eight (8) hours. 

(ii) For purpose of using sick leave, charges shall be made on the 
basis of one hour for each hour of sick leave or pressing 
necessity on which the employee was scheduled to work. 

Continued.. . .. 
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LETTER OF UNDERSTANDING #98-1 O 

BETWEEN 

SASKATCHEWAN PUBLIC SERVICE COMMISSION 

AND 

SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES’ UNION 

RE: SUPPLEMENTED SALARY RANGES (SSR) 

In accordance with article 14.1.6 of tha collective agreement, the attached 
Appendix 1 lists the çupplemented salary ranges agreed to be effective 
October 3,2004. 

Continued.. . , . 
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Appendix 1 

Supplemented Salary Ranges (Effectlve October 3,2004) 

The attached rates are in accordance with article 14.1.6 of the PSlGE collective 
bargaining agreement and replace the rates previously noted in Letter of 
Understanding #98-1 O. 

Mod O Range 
Level Mlnlmum I Maxlmum % 

OCCUPATION GROUP RPD (Includeç former RPG Occupation Group) 

Inspection and Regulatory - Petroleum Developmant 

Supplemented Range 
Minlmum I Maxlmum 

6 $17.235 $20.969 5.594% $18.198 
7 $18.614 $22.646 5.595% $19.656 
8 $20.101 $24,457 9.404% $21.992 
11 $26.757 $32,554 2.285% $27.368 

$22.142 
$23.913 
$26.757 
$33.298 

OCCUPATION GROUP FTA [Includes former FRT Occumtion Groupl 

Finance and Revenue - Tax Auditors 

Mod O Range 
Level Mlnlmum I Maximum 

Supplemented Range 
% Mlntmum ] Maximum 

OCCUPATION GROUP FAU 

Finance and Revenue - Auditors 

Mod O Range 
Level Mlnlmum I Maximum YO 

Supplemented Range 
Mlnlmum I Maxlmum 

10 I $24,324 I $29.594 I 15.463% I $28.086 1 $34.170 
11 ] $26,757 I $32.554 I 11.808% I $29.916 ] $36.398 
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OCCUPATION GROUP CSE (Included former CCD & CCC Occueation Groupl 

Program Consultation - Curriculum Devefopment & Co-ordination 

Mod O Range 
Level Minlmum I Maxlmum % 

supplemented Range 
Mlnimum 1 Maxlmum 

9 $22.1 'I2 $26.903 
10 $24.324 $29.594 
11 $26.757 $32.554 
12 $29.433 $35.81 1 
13 I $32.377 $39.390 

- OCCUPATION GROUP ITTl 

9.631% $24.241 $29,494 
9.627% $26.667 $32.443 

7.732% $28.825 $35.071 
5.864% $31 .I60 $37.91 1 
4.039% $33.684 $40.981 

Mod O Range 
Level Mlnlmum I Maxlmum 

Supplemented Range 
% Mlnlmum I Maxlmum 

OCCUPATION GROUP ITT2 

9 $22.1 12 $26.903 0.00% 
10 $24.324 $29.594 0.00% 
11 $26.757 $32.554 0.00% 
12 $29.433 $35.81 1 0.00% 

Instructional - Teacher Therapist 

Not Applicable 
Not Applicable 
Not Applicable 
Not Applicable 

I Mod 0 R a m e  l I Suilalementeci Ranae 1 

Level 

. . . - .. - . . .. . . - 

I Mlnlmum I Maximum 
Y 

Level I Mlnlmum I Maxlmum I % 

Mod O Range Supplemented Range 
Mlnlmum I Maximum YO Mlnlmum I Maxlmurn 

OCCUPATION GROUP ITT3 

Instructional - Teacher Therapist 

9 I $22.112 I $26.903 10.252% I $24,379 I $29.661 
10 I $24.324 1 $29.594 4 10.249% I $26.818 1 $32.627 
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Mod O Range 
Level Mlnlmum I Maxlmum % 

10 I $24.324 1 $29.594 I 4.998% I $25.541 I $31.073 I 
Supplemented Range 
Mlnlmum I Maxlmum 

OCCUPATION GROUP ICT3 

Instructional - Correspondence Teacher {former Range 6 Instructor) 

Mod O Range 
Level Mlnlmum I Maxlmum % 

Supplemented Range 
Mlnlrnum 1 Maxlmum 

10 [ $24.324 I $29.594 1 10.249% I $26.818 I $32,627 I 

Mod O Range 
Level Mlnlmum Maxlmum % 

OCCUPATION GROUP SIT (Includes former SPA & SGI Occupation GrouDs) 

ScienceiTechnology - Information Technology Analyst 

Supplemented Range 
Mlnlmum I Maxlmum 

Mod O Range 
Level Mlnlmurn I Maxlmum % 

OCCUPATION GROUP TAM 

Building & Shop Trades - Aircraft Mechanic (Engineer) 

Supplemented Range 
Mlnlmum I Maxlmum 

8 1 $20.101 I $24.457 1 11.539% 1 $22.421 I $27.279 
9 ] $22,112 I $26.903 I 11.538% I $24.663 I $30.007 
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OCCUPATION GROUP GPI 

General Operations - Chief Pilot 

Level 
Mod O Range Supplemented Range 

Minlmum 1 Maxlmum % Minimum I Maximum 

OCCUPATION GROUP RBP 

Mod O Range 
Level Mlnlmum I Maximum 

Inspection & Regulatory - Boilor and Prcççurc Vessel Inspector 

Supplemented Range 
Mlnlmum I Maxlrnum YO 

Mod O Range 
Level Mlnlmum I Maxlmum YO 

OCCUPATION GROUP FLN 

Finance & Revenue - Land Negotiations (Highways) 

Supplemented Range 
Minlmum I Maximum 

8 I $20.101 I $24.457 1 30,085% I $26.149 ] $31.815 
10 I $24,324 I $29.594 I 23836% I $30.122 $36.648 

OCCUPATION GROUP SPH 

SdencelTechnology - Pharmacist 
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OCCUPATION GROUP HWN (The supalements for lovcls 11 & 12 arc effective 
February 6, 2005) 

1 I Mod O Supplemented Ra= 
Level I Minlrnum I Maxlrnum Yo Minimum I Maxlmum 

Human Services - Nurse 

Level 
Mod O Range Supplemented Range 

Mlnlmum I Maximum % Mlnlmum I Maximum 

OCCUPATION GROUP RRS 

Inspection & Regulatory - Radiation Safety Officer (Effective January 23, 2005) 

11 1 $26,757 1 $32.554 I 18,677% I $31.754 $38.634 
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LETTER OF UNDERSTANDING 

MAINTENANCE OF THE CLASSIFICATION PLAN 
# ~ a - i 2  

SECTION “ A ’  

Whereas the parties to this agreement are committed to the principle of equal 
pay for work of equal value job evaluation and recognize that systemic 
discrimination may occur in the process of evaluating jobs, the parties mutually 
commit to the following purposes, principles and values in relation to the 
maintenance of the joint equal pay for work of equal value job evaluation plan: 

A. PurDoses 

1, 

2 .  
3. 

To provide equitable, çervice-wide classificaiion treatment within the 

To evaluatejobç, not people, nor performance; 
To ensure compliance with relevant government legislation and 

bargaining unit; 

policy. 

8. Princioles and values 

1. Equal pay for work of equal or comparable value: 
O Job evaluation factors established measure skill, effort, 

responsibility, and working conditions. 
Factors are generic, capable of measuring all aspects of work, do 
not measure occupational-specific aspects of work, and are applied 
to alljobç in the bargaining unit, 
Degree definitions in the factors measure significant differences in 
work. 
Traditionally undervalued characteristics of work are made visible 
through the comparative descriptions. 
Persons evaluatingjobç be trained in bias awareness and proper 
application of the plan, and do not have vested interests in the 
outcome. 

0 

2. Employment rights: 
0 Employees have a right to know what their duties and 

responsibilities are and what the corresponding salary range i5 for 
that set of duties. 
The employer has the right to assign duties and responsibilities to 
ensure the mandate of the organizaiion is achieved. 
In the event of changes in duties and responsibilities the employee 
has a right 10 know how theirjob is affected and a right to request a 
review of such changes. 

Job evaluation factors and comparative descriptions will be 
available through the Public Service Commission, Human 
Resource Branches and the union offices. 
Appeal mechanisms shall exist to examine, substantiate, 
authenticate and adjudicate decisions and shall function in a 
manner that maintains the integrity of the job evaluation plan. 

0 

I 

3. The right to due process: 
e 

O 
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C.  

D. 

Bias is addressed through consistent plan application, analyst and 
appeal panel education, removal of vested interest decision- 
making, maintaining up-to-date comparative descriptions and notes 
to raters and through disclosure of rationale, 
Proceççeç established in this regard work towards: 

0 Clarity in job assignments, 
0 tntegrity in describing work. 

Definitions 

Equal pay for work of equal value is deemed to be achieved when the 
employer adjusts its compensation practices 50 that alt employees are 
assigned to a çchedule of pay with the same maximum hourly rate of 
pay as  other empfoyees perForming work of equal, or comparable value. 

“Comparable vatue” means a range of points within a point rating job 
evaluation plan that iç determined, through a joint union management 
process, to be worth the same maximum hourly rate of pay. 

Comparable value is determined through the composite of factors In the 
plan which measure skill, effort, responsibility and working conditions. 
These factors are written such that their content does not incorporate 
gender, or othcr bias. 

”Job Evaluatlon Plan”, or claçsification plan for the purpose of this 
agreement shall mean the new job evaluation plan for employees within 
the SGEUIPSGE Bargaining Unit. 

“Commission” means the Public Service Commission, 

”Employee” as defined in the collective agreement. 

“Comparative descriptionç” are practical examples of work which 
provide the standards for how the level definitions within each job 
evaluation factor are to be interpreted and applied. 

No Oiscrimination 

In the application of the new classificaiion plan, there is no 
discrimination in pay where a pay difference is the result of: 

A temporary training, or development assignment which is equally 
available to male and female employees and leads to career 
advancement for those involved in the program, or assignment. 

incumbent retains a rate above maximum of the newly assigned 
range. 

A skills shortage that is causing inflation in pay for an occupation 
because the employer is encountering difficulties in recruiting 
andlor retaining employees with the requisite skills. 

Any personnel practice where a job is downgraded and the 
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4, Changes in job assignments. 

E. Maintenance Committee 

1. The parties will maintain a joint union-management ctass plan 
committee, members to serve a minimum of two (2) year terms, 
with the first members of this committee having continuity with the 
plan development stewing committee. 

'/2 of the first members shall serve 3 years, Y, two years. 
Subsequently, '/z of the committee shall be replaced every 2 
years. 
Thc start date of this committee shall be October 1, 1998. 

2. The composition of this committee shall be: 
0 50% women and 50% men; 50% union and 50% management, 

selected by their respective party. 
A minimum of three (3) members of the PSIGE, selected from 
alternating components, where possible, with consideration to 
geographic representation. 
One (1) staff representative of the SGEU. 
A minimum of three (3) management members consisting of 
one representative from the Classification Branch, Public 
Service Commiççion, one Human Resource Consultant and 
one manager from a department, 
One (1) staff member from the Public Service Commission 
Classification Branch. 

+ 

O 

3. This committee shall be co-chaired by a member of the SGEU and 
by the Public Service Commission Classification representative. 

This cornmittee shall operate by consensus; the committee shall 
meet a minimum of twice annually. 

The members of this committee shall be trained in equal pay for 
work of equal value principles. 

That the role and authority of this committee shall be: 
0 

0 

0 

4. 

5. 

6. 
To jointly approve job description forms. 
To develop and maintain an educational program regarding the 
principles of the plan and how the plan works. 
To maintain the Notes to Raters through addition, or deletion of 
content. 
To determine once every two (2) years the need for addition, or 
deletion 01 CD's and the process for selection, writing and 
rating. The partics agree to first amend those CDç affected by 
allocation appeal results. 
To require a sample of classification decisions lor audit by the 
Commission, The committee shall determine what process is 
to be used for this audit, The rcçult of the audit shall be 
reported to the Committee. 

I 
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The Committee shall have the authority to establish and 
change the roles and authorities of the appeal panels from time 
to time, as required, Any such change shall be in accordance 
with the principles and values herein stated. 
To determine the structure and function of the Joint 
Classification Appeal Panels and the training required for its 
members, conflict of interest guidelines and audit of 
Claççification Joint Council decisions for consistency in plan 
application. 

e 

F. Training 

Prior to being authorizod to independently classify jobs, persons 
performing job evaluation duties will complete a training program 
established by the Claççification Branch, Public Service Commission, 
subsequent to both theoretical examination and demonstrated practical 
Competence, inclusive of employment law, bias awareness, equal pay 
principles, and plan application to the satisfaction of the Classification 
Branch, Public Service Commission. 

Such persons shall have the authority to ascertain the duties and 
responsibilities of any job within the bargaining unit and allocate it within 
thejob evaluation plan. 

G. Policies 

Factors: 

e The Notes to Raters are to be applied when evaluatingjobs. 
Classification decisions established in violation of Notes to Rater5 
are considered to be in error and shall be re-evaluated. 
Errors in application of factors are not precedent setting. 
No-one shall be authorized to decide the classification level of a job 
where that person has a vested interest in the outcome. 
Only perçons approved by the Claççification Branch of the Public 
Service Commission shall be authorized to sign off the 
classification level of any job within the plan. 

O 

a 

Comparative Descriptions: 

Comparative descriptions may be deleted from the plan, added to the 
plan, or modified through joint agreement and through joint process at 
any time. 

The ratings of comparative descriptions cannot be changed or 
adjusted, except by the Joint Plan Maintenance Committee. 
Comparative descriptions are the only allowable position 
comparisons for appeal hearings. 
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SECTION “6” 

CLASSIFICATION JOINT COUNCIL 

APPEAL HEARINGS 

The following outline of roles, policies and procedures are for the purpose 
or ensuring the integrity of the job evaluation plan, 
the integrity of the information presented and to ensure clarity in roles, 
authorities and responsibilities of person5 attending appeal hearings. 

Riqht To Ameal 

The PSlSGEU Bargaining Agreement states that permanent employees may appeal 
the classification decision resulting from a request for a claççification review to a 
Joint Union-Management Appeal Panel, called Classification Joint Council. 

Purpose Of The Aimeal Hearing 

To examine, substantiate, authenticate and adjudicate evidencc as  to whether 
appealed factor ratings are appropriate, relative to the full intent of the factor 
degree definitions, 

Composition Of Panel 

For the purpose of review of classification in the SGEU Class Plan, 
Classification Joint Council shall consist of 4 members, equally split between 
union and management. A quorum shall consist of three (3) members subject to 
iho approval of the minority party (either the SGEU or PSC designate) and all 
occupations must be adjudicated by equal or better female representation. 
Appeal panel members shall be drawn from members who have completed 
training provided by the Joint Class Plan Maintenance Committee. 

Role Of The Panel 

1. To uphotd the integrity of the job evaluation plan through the adjudication 
of disputes regarding the assignment af factor ratings to the job 
assignment. In this regard, management members of the panel do not 
represent, nor advocate for management or the Public Service 
Comrniççion and the union members do not represent, or advocate for the 
appellant. 

To question evidence presented to determine if it meets the requirements 
in the Notes to Raters and the full intent of the degree definition within the 
factor. 

2. 

3. Where necessary, to ensure that evidence preçented is verified as 
legitimate duties and responsibilities of the job assignment. 
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4. To examine evidence through comparlson to CD ratings by ensuring the 
full CD content on the amealed factor is examined in relation to the 
appealed duties and responsibilities and the full intent of the factors, 

Role Of The Public Service Commission 

1. The Public Service Act provides the Public Service Commission with the 
authority to develop, implement and maintain job evaluation plans. 

The Act obliclates the Chair of the Public Service Commission, or delegate 
(hereafter called a classification analyst) to ascertain the assigned duties 
and responsibilities ofjobs and allocate all jabs to the job evaluation plan. 
Where no job descriptions have been submitted, the classification analyst 
has the authority to obtain the information and allocate jobs to thejob 
evaluation plan. 

The classification analyst is charged with the responsibility to ensure 
equitable judgements in the application of the plan, in order to ensure the 
plan’s integrity. It is the role of the appeal panel to adjudicate the analyst’s 
decision in this regard. 

In this process, the analyst and the panef have the authority to obtain 
information through questioning and written documentation, and request 
substantiation of any statements. 

At a formal appeal, the analyst is required to provide the appeal panel with 
written rationale as to the basis of the analyst’s decision regarding the 
appealed factors. If additional evidence is provided at a hearing, the 
analyst and the appeal panel are charged with the responsibility to ensure 
such material is valid and, if necessary, substantiated and that it meets the 
requirements in the Notes to Raters and full intent of the factor degree. 

When the appellant provides written rationale validated by management 
two (2)  weeks in advance of the hearing, it is the responsibility of the 
analyst to determine i f  that rationale is sufficient justification for a higher 
level. If it is not, the analyst is to advise the appellant in wrtting why it is 
not, and also provide the rationale in writing to the appeal panel. 

2,  

3. 

4. 

5, 

6. 

Role OF the Appellant 

1, 

2. 

To contact hisher own witness(es) to invite them to the hearing. 

To advise the Secretary, Classification joint Council, who will be attending 
the hearing as witness(es). 

To bring sufficient copies of any written evidence to the hearing for the 
panel and the classification analyst. 

To have new information not provided In the JAF signed and authorized as 
legitimate duties or authority levels by the manager, so authorized by the 
permanent head. 

3,  

4. 
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5. To provide rationale as to why hidherjob çhould be rated higher on a 
factor by presenting examples of job content that rctate to thc factor boing 
appealed. 

An appellant may appear alone, or with an advocate who can be another 
employee, or a designate of the union. 

6. 

Observers 

Observers are not appellantç at the specific hearing. 

An individual may request permission to observe an appeal hearing from the 
Secretary, Classification Joint Council. The Secretary shall advise the appellant 
and if the appellant is uncomfortable with the  obswver(s), the Secretary shall 
cancel the observers attendance at that meeting. 

If an appellant is uncomfortable with the observer, helshe may request the Chair 
excuse the observer. 

A maximum of two (2) observers may attend any one hearing. 

Observers cannot participate in any way in any discussion. 

No observers will be allowed to enter once a hearing has commenced. 

Observers may be requested to leavc the appeal if, in any way, their behaviour is 
inappropriate. 

Authoritv OF Classification Joint Council 

To recommend confirmation of the factor rating, or a higher or lower rating, 
based upon the authorized job description form. 

There shall be no discussion by appeal panel members with either party prior to 
the appeal hearing. 

Only the appealed factors are subject to review. 

Council shall consider only the duties and responsibilities of the position as of the 
effective date of the request and shall not take into consideration subsequent 
changes that have taken place. 

A factor rating cannot be adjusted if the duties or responsibilities have been 
credited in another factor as  this would represent bias due to double crediting. 

Before excusing the analyst and the appellant, panel members shall refrain from 
making statements, comments, or personal opinions about what level jobs should 
be evaluated; nor enter into any debate about the meaning or interpretation of 
the factor. 
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Witness' Function 

Appellants, the analyst, or Joint Council may call witnesses, including the 
appellant's supervisor, or manager. 

Witnesses may only answer questions for clarification of job content, or authority. 
They are not to present a case, nor express their opinion of the rating. 
Reçponçes are to be individual, without interruption and addressed to tho panel. 

The questions must pertain to facts about which the witnesses have first-hand 
knowledge. If questions are asked which the witness(@$ cannot answer from 
their own knowledge, they should decline to answer on that basis. 

Role and Selection of the Chair 

The appeal panel shall select the Chair prior to calling the appellantç, analyst, 
witnesses and observers, into the hearing room. 

The Chair will: 

Call appellants, analysts, witnesses and observers, into the hearing room. 

Ensure everyone is introduced (name, representation). 

Read the statement of the panel's role and authority. 

Outline the procedures of the hearing. 

Outline that the basis of the evaluation shall bc the statement of duties, 
examples of work and the authority level assigned to the job. 

The Chair has authority and shall excuse any person whose behaviour is 
inappropriate. 

The Chair must ensure that the question period does not become a 
discussion. This is to be question and response, both without 
interruption. 

The Chair shall ensure the hearing is run in an expeditious manner and has 
the authority to move the hearing along in the event that inforniation is 
repetitious, or not relevant to the factor under appeal. The Chair must focuç 
the presentation on information relevant to the factor under appeal and may 
limit the length of question and answer period on the factor and request that 
the panel take breaks after a certain length of time. 

In the event that an appaal hearing is running longer than scheduled and 
the appellants for the next scheduled hearing are waiting. the Chair may 
stop the proceedings and indicate how long the wait might be, 
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Procedures in the Awea l  Hearinq 

Prel iminary 

The Chairperçon ensures that everyone is introduced, including observers and 
witnesses. 

The Chairperson outlines the rote, authority and procedures of the appeal 
hearing and the authority of the Classification Joint Council. 

Conflict of Interest by Classification Joint Council, or Joint Audit Committee 
Members 

Members of a CtaççiAcation Joint Council or Joint Audit Committee 
must exempt themselves from a council, or committee prior to the 
hearing, where a conflict of interest may exist. 
Conflict of interest shall be deemed to exist where the council or 
Committee member could gain, or could be psrceived to gain from a 
deciçion, or is in a representational conflict of interest, 
Conflict of interest includes, but is not iimited to, classification 
decisions on jobs: 
In their work unit; 
In their occupation, as defined by the Commission, I f  necessary; 
Of employees within the same facility; 
Encumbered by family members, or personal friends; 
For which they have declared a bias for, or against: and 
For which they are the elected, or acting steward, or the immediate 
supervisor. 

Rules of Evidence 

All written evidence must be made available (to all parties) at the hearing. 

The basis for the evaluation of the position are the duties and responsibilities, as  
evidenced by: 

The duties and responsibilities ln thejob description form, signed 
by the manager. 
Examples of work in the job description form. 
New, or additional information presented at a hearing in the form of 
job content or authority, or examples of work performed, The 
classification analyst andlor the panel may request verification by 
requesting such evidence be signed and authorized as legitimate 
duties or authority levels, by the permanent head, or designate. 

In the event that new information presented at a hearing has not been confirmed 
by the manager, it may be considered in rendering the decision. However, no 
decision shall be released if confirmation is required until it is received in writing 
by the daççification analyst. 
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Words copied from a factor definition must be substantiated with examples and 
are not accepted outright. Similarly, if examples are copied from CDs where the 
jab is very dlfferent, the out-of-scope manager may be requested to verify that 
such duties are, in fact, performed. 

In the event of manager-employee disagreement over job content due to new 
evidence presented at an appeal hearing, the appeal panel will render a decision 
based on the job content previously agreed by both the employee and manager. 
It is not the role of the panel to adjudicate disputes of job content, 

Where there is a contradiction between check boxes and the rating assigned due 
to the examples provided in the job description form, the panel shall base its 
decision on the examples. In this regard, the supervisor’s signature on the job 
description form does not constitute agreement with the level checked, but rather 
that the examples provided are legitimate examples of work performed. It is not 
the role OF the appellants, nor the managerisupervisor to interpret the job 
evaluation plan. This is the role of the appeal panel. 

Procedures of Classification Joint Council 

The Secretary, Classification Joint Council, shall notify appellant(s), the analyst 
and the union regarding date, time and place of the sitting of the Classification 
Joint Council. 

The appellant and analyst shall appear at Council sittings concurrently. 
Appellants may be supported by an advocate, who shall be a fellow employee, or 
an employee of the union. 

An appellant, in absentia, may be represented before the Council by a nominee 
designated in advance by the appellant. Tho nominee, who shall be a fellow 
employee, may be accompanied by an advocate, as above. 

All written evidence Lo be presented must be available to a11 parties at the 
hearing. 

The appellant shall present the rationale for the first factor appealed, without 
interruption. 

The classification analyst will present the brief on the first factor appealed, 
without interruption. 

After presentation by both parties, a question period to clarify evidencc presented 
will be allowed. Questions may be asked by any member of the Classification 
Joint Council, the appellant, or the analyst, as directed by and through the Chair, 

WitnessIes) may only be questioned regarding job content or authority of which 
they have first-hand knowledge. There is an expectation that the panel will 
determine how such witness@) came to have first-hand knowledge. 

An opportunity For a short summary rebuttal shall be provided to the analyst. 

201 



An opportunity for a short summary rebuttal shall then be provided to the 
appellant. 

When an appellant ha5 appealed more than one factor, the above process 
(articfes d. through j.) shall be repeated for all factors appealed. 

Group Appeal 

Procedure5 arc in accordance with articles 1 and 2 of this policy. 

The group will identify its spokesperson, or advocate to the Secretary, 
Classification Joint Council, prior to the hearing. In the event the group has 
appealed more than one factor, a different spokesperson for each factor wilt be 
allowed. 

Only a single çpokeçperçon shall be given rebuttal opportunity. Groups will be 
allowed a five (5) to ten (IO) minute break, to allow input to the rebuttal. 

Miberations 

The Chairperson will excuse the analyst and appellant, witnesses and observers 
after prcçontationç on all appealed factors. 

If the Classification Joint Council requires additional information, it çhall request 
the classification analyst to obtain it. Such information shall be made available to 
the appellant. 

Classification Joint Council shall determine the appropriate rating by consensus 
and notify the Secretary, Classification Joint Council, providing rationale, on the 
form provided, 

If a rating change is agreed to by consensuç, the panel shall provide ihc 
Secretary, Classirication Joint Council, with written rationale in the form of 
examples, which show how the work Is consiçtent with the full content meaning 
and intent of the level definitions within the factors, factor definitions, Notes to 
Raters and comparative descriptions. (The analyst's brief is the rationale for 
unchanged decisions). 

In the event that consensus is not achievable, the pancl shall provide a report to 
the Joint Audit Committee, outlining the disagreement. 

In comparing duties and reçponçibilitieç to CDs, Classification Joint Council shall 
consider the full content of the CD description for that factor. Comparison to jobs 
other than the COS in the classification plan are not to be considered. 

Moral or monetary issues are not to be considered. 

Such rationafe is subject to audit by members of the Joint Audit Committee, If 
audit shows the rating is in error, the job shall be re-evaluated by the Joint Audit 
Committee, 
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No results arc to be released by the panel members, except to the Secretary, 
Classification Joint Council. 

Joint Audit Committee 

The Joint Audit Committee shall consist of one (1) union and one (1) 
management representative from the Joint Maintenance Committee and, a Chair 
selected in rotation from an agreed-to list of Chairs, 

The SGEU and the Commission shall select their own list of persons to function 
as their representatives to the Joint Audit Committee, 

The selection of persons to act as Chair shall be in accordance with the collective 
agreement. 

The Chair shall be brought in only where the Joint Audit Committee does not 
reach consensus. 

The Secretary, Classification Joint Council, shall notify the Joint Audit 
Committee members of the date, time and place of the sitting of the Joint Audit 
Committee. 

Prior to rendering a decision, the Joint Audit Committee shall consider: 

0 the analyst's brief; 

the appellants rationale and authorized job description, as at the 
effectlve date of the açsignmcnt; 

e 

Comparative Descriptions; 

a 

the Classification Joint Council's report 

the full intent of the degree definitions within the factors; 

0 Notes to Raters; 

and any new information they may request. 

The Joint Audit Committeo shall have the authority to confirm thc rating of 
Classification Joint Council, in which case it may simply state its rationale a5 
consistent with Classification Joint Council. 

In the event the Joint Audit Committee changes the Classification Joint Council 
rating, the Joint Audit Committee shall provldo written rationale to the Secretary, 
Classification Joint Council, consistent with the full content, meaning and intent of 
the level definitions within the factor, factor definitions and Notes to Raters. 

The Joint Audit Committee may only render deciçions on factors adjudicated by 
Classification Joint Council. 
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Release of Decisions 

No decision shall be released, except to The Secretary, Claççification Joint 
Council, either verbally, or ln writing. The Secretary, Classification h i n t  Council, 
shall release final decisions only after the appeal has been audited by the Joint 
Audit Committee. 

Approved decisions of the Joint Audit Committee are final and binding on the 
incumbent and the parties to this agreement, Such decisions are also final and 
binding on subsequent incumbents, where there has been no change of duties 
and responsibilities. 

Train i n q 

The parties agree that no person shall act as Classification Joint Council, or Joint 
Audit Comrnittec member without training, as  deemed adequate by the parties. 

Records 

The Commission shall keep a register of all appeals, showing name of appellant, 
agency, branch, occupation, date filed, date heard, councjl and committee 
decisions for two (2)  years following date of decision. 

Pavrnent of Members 

The employer shall provide leave of absence with pay to union members on the 
Classification Joint Council and joint Audit Committce. 

The Chairperson of the Joint Audit Committee, if in the employ of the 
government, shall be granted leave of absence with pay. If not in the employ of 
the government, the renumeration shall be equally shared by the parties. 

The union shall be responsible for the travel and susknance expenses of its 
representatives. 

Continued.. . .. 
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LETTER OF UNDERSTANDING #98-15 

BETWEEN 

SASKATCHEWAN PUBLIC SERVICE COMMISSION 

AND 

SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES’ UNION 

RE: EMPLOYEES WITH HOURS OF WORK DESIGNATIONS OTHER 
THAN THOSE LISTED IN APPENDIX B 

The parties have agreed that hoiirç of work designations would not change as  a 
result OF implementation of the new classification plan. 

Where employees arc in an hours of work designation other than those shown in 
the attached Appendix B [or thcir occupation, they will continue in that hours of 
work designation for thc term of their appointment. When next filled, the 
appointment will have an hours of work designation in accordance with the 
current Appendix B. 

If continuation of the existing hours of work designation is not dcçirablc, the 
parties may mutually agree to adjust the hours of work designation of individual 
positions. 

Continued.. , .. 
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‘‘Prevlowlly RenewedlRevisBd February 28,1999; October 12,2001” 
“taal RanewedlRevlstid February 26,2OO5” 

Slgned on khaIf of the Saskatchewan 
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APPENDIX B 

BASE AND ADDITIONAL HOURS OF WORK DESIGNATION(S) BY 
OC C U P AT1 O N 

APPLICABLE TO ALL NEW APPOiNTMENTS EFFECTIVE APRIL 1,1999* 

.- 

CAE- Awareness and Field 37 113 
Preventiye Education- . 

Field 3 7  113 
-- CBC Business Consultant Field 37 113. 

ccc Coordinator, Field 37 113 

- -  

. -- 

_. - 

- 4  CCR Culture and Field 37 1/3 

CDH I District Health Field 37 113 

CEM 

Recreation 

1 Consultant 
Emergency 

~ ~. 

1 Field 37 113 j 
C E P -  _- Epidemiologist ~ 

CES Eauipmcnt Field 37 113 --I Standards 

. ~ ~ 

CHS Housing Services . . Field-37 I JJ. 
Field 37 113 CIC Information Clerks Reg 37 1/3 

- -  

~. 

[Tourist Booth) 
CMA I- MuniciDa1 Field 37 113 

I Administration l I I 
- . .  

. -  

Field 37 113 
- 

CPE Program 
Development andlor 

~. 

CPM 
CPR 

~ - . Officer 
CRM Resource 1 Management ! 
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CSE Superintendent of Field 37 1/3 

FAT Accountants Off 36 
--  FAU Auditors Field 37 113 

FCM Co-op Management Field 37 113 

FLL Land Sales and Field 37 1/3 

Education 
FAC AccountingQeyks Off 36 . 

Advisors 

I Leasing- ._ , .. - 
FLN I Land Neuotiatorç 

- . . . - .- - 

-- 
Reg 36 
Reg 36 
Off 36 

.- 

-. 

- _-- 
FPG 
FRA 

(High ways) 
Park Gate Workers 
Revenue I Field 37 113 Off 36 

Reg 37 113 

I (Watcher) 
GGW I Geological 

- . - Coordinator 
. . . . . - . FCeFig hler 

GFO Ferry Operator 
G FT Fire Tower 

GFF -. -. . i 
GHM 

- -  
Reg 37 113 
Reg 37 113 
Reg 37 II3 

Operations 
E (E011 
W (E021 
X (E031 

.- . . -~ 
G LA--_ - 

_- ._I GMC 
GML 
GNY 
G PA 
GPI 

GPM 

I-& 36 

Worker 

Material Checker . Reg _- 3 7  ïÏ3--- 
Manual Labour Reg 37 113 . Field 3 7 3 3  . . 
Nursery i Reg 37 II3 
Paçtures--. -. Field 37. lJ3.. . . -_ Re@7 113 
Pilots Req 37 113 - 
Park Maintenance Field 37 1 /3 

. -.- Lab - Assistant ._ - .  01136 Reg 37 113 

._ .- 

- - - -  . I 
-- GPR 

GRO 
.- GTD 

HCM 

I S &lM!%pervisor) I 
GIS I Institutional Service I Reg 37 113 

- .. .. - (RMS) - .. 

Radio Operator - - Recl373-. .  . . 

Parks Recreation Reg 37 113 

Transport Driver Reg 37 113 
Case Manager Field 37 113 Reg 37 113 
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~ 

HCP 

HCS 
.-. ~ - 

HFL 
HFÇ 

~- - 

HIS 
HIü 
HPG - 
HPY 
HRD 

~ - - 

- -. - 

~. 

.. 

HSL ~ 

HVC 
HVN 
HWN - 

IC1 

- _  HTH.  

~ 

~ 

ICTl 

~. 

ICT2 

ICT3 

~ -- 
IIA 

-- Child and Youth - T i e i I 3 7 1 1 3 -  
Protection 
Custody Support Reg 37 113 . .  

Worker - ~- - - 
Corrections Reg 37 113 
Community Youth Field 37 113- 
Family Law Field 37 113 

Field37113 - - I  Family Support 
~ 

Workers 
Reg 3 7 1 1 3  =sei Aide 

Income Security- . Field 37 113 
Integrated Workerç - Field 37 113 

%gram Consultant Field 37 1 I3 
Psychologist. Field 37 113 -- 
Resource Field 37 113 

- ~- 

-_ Development . -_ 
Farm StresçLine 
Therapist 
-~ Victims Coordinator 
Verification . . .~ 

- Ward-Nurses -- 

Trades Instructor 

Correspondencc 
Teacher (4 year) 

CorreL pontience 
Teacher (5 year) 
(lCT2) - 

Correspondcnce 
Teacher (6 year} 

1iGT31_ . - 
Instructional 

- 

ICTl 

Assistant - 
Teacher Therapist 
(no supplement) 
Teacher TheraDist 

(5 year) (ITT2) ' 
Teacher TheraDist (6 

- . . 

field 37 113 

Reg 37 ~ 113 - -  
Fld 
Instructional 
F td 
Instructional 

Fld 
1 nstructiona I 

Fld 
Instructional 

Ftd 
Instructional 
Fld 

. - 

.~ -~ 

_. - 

._ I nstructiona I .- 
Fld 
Instructional 
Fld 
I n s t r u c t i o n c  
Fld 

year) (ITT3) 
' 

Instructional 
Document 

' 1 Off36 
Processing 
Help Desk 
Laboratory Clerk 
Medical Claims Off 36 
Assessor 
Office Manager 
(A01 IAOC) ~- 

I-1: ~ 

~. 

- 

1 Reg 37 113 

Field 37 113 

Reg 37 113 

Reg 37 113 .. 

Reg 37 113 - 

Reg 37 113 - 

. - 

.~ 

~. -~ 
Reg 37 113 

Reg 37 II3 
Field 37 1/3 

Reg 37 113 
E 3 7 1 1 3  

-. 

Reg 37 113 . - 

Reg 36 
Reg 36 
-.- . -  

Reg 37 113 
. -  
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PPA - I ProDertv I Of f36 
Adhiniitration . 

Printincl Services - 1- Of f36 

Stockkeeper 1 Store Reg 37 1/3 Off 36 
Clerk 
Statistical Clerk - Off 36 Rcg 36 

RAT Apprenticeship Field 37 113 

- I  
RCT Conservation Field 37 1/3 : REA j Training 1 + . .- Elevator & Field 3 7  113 

1 Amusement Ride I I / 
- -  .- Inspector 

- .  RFR 
AFT Fiald 37 113 
RFW 
RHT Field 37 1/3 
RIN -. Investigators f l f  36 
RJ O Judicial Officers 
RLS 

RFP. - 

- 
- RMI Mines Inspection 1 Field 3ï% 

- ROH Occupztionai Health Field 37 113 1 . - -  - 

ROY 113 I Occupational 1 Field 37 

Field 37 113 
R E  
RTS 

- SAR 
SAT 
SAV 

SBA 
SCP 

~- 

-- .- 

... 

.~ - -~ 
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S C L .  
SOP 
SEA 

SEC 
SET 

- -  

- .~ 

-- 
SFP 
SFR 
SFT 
SGE - 

SGI 

~ 

-. - -- 

--- 

- 
SGP 
SHM 

~ 

SIB 
- -- 
SIT 

SLI 
SLP 

~. -- - 
SLR 
s LS 
SLT 
SME 
SMT 

.. SNW 
SPA 

p-- 

- -- 

~ 

-. 

SPH 
SPI 
SPP 
SPT 

. .  - 

- 
SRA 
S RO 

.. -- - 
SRT 

SWD 

TAA 

~ 

- -- 

TAC 
--  

Curator_ .- 
Drafts person 
Engineering 
Assistant 

Engineering 

--- 

Ecology_ . ~ 

Technician 
Facilities Planner 
Forester 
Forestry Technician 
Geologist 
Graphical 
Information 
Technologist 
GeophysicisL . 

Highways Project 
- 

Manager .. 

Business Analyst 
(No- programming) 
Information 

~~ Tcchnoloqy Analyst 
Library Technician 
Land Plans 
Examiner 
-p- - 
Librarian 
Lab Scientist 
--- 

-~ 
Lab Technician- ~ 

Medical Equipment 
Museum Technician 
Network Support 
Programmer Analyst 

Pharmacy 
Photo Interpreter 
Park Planner 
Community Planning 

(PL5)--.- 

~ 

-- ~ 

Technician 
Radio Technician 
Research Officer 

Resource 
-~ Technologist 
Water DeveloDrnent 
Technologist 
Trades Apprentice 
Heavy Duty 
Equipment 
Mechanic .- 

Trades Apprentice 
Carpenter 

~ 

Field 37 113 7"" 36 - 

Field 37 ?/3 Off 36 
Off 36 R e 1 3 - . -  

Field 37 113 
Off 36 Reg 37 113 

- 
Field 37 113 
Ficld 37 113 
.. Field 37 113 

Reg 36 
I 

- _  Field.37 113 .- 

Field 37 113 

Off 36 Reg 36 

o f f 3 6  - I-37 113 

.- Off 36.- - 
Off 36 Reg 36 

Off 36 
Off 36 
Off 36 

Field 37 113 
Off 36 
Off 36 

-- 

- -- 

E 3 7  113 
Off 36 Rea 36 - .  .. 

R e i  37 113 
-F le ld371dOff  36 Reg 36 
- -  
Field 37 1 / 3 7 .  ~ 
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TA E I Trades Apprentice I Reg 37 113 7- -1 

Journey Electrician . - 
Supervisory Journey 

Engineer 
Radio T e c h n i c i a n  

TSS Shop Supervisor 
Trades Helper TTH 

TTP Tradesperson - 

TJW - Journey Wejder 
TPP Power Plant 

TAM Aircraft Mechanic Reg 37 113 

TAW 

-Reg 37 113 
Reg 37 113 
Reg 37 113 .. 
Reg 37 113 

Reg 37 ? / 3 -  -- 

Reg 37 113 - -~ 
Reg 37 113 -. - 

Rag 37 113 - -1 - 

-. - Welder 
Journey Heavy 
Equipment 

I I Reg37113 I 

+Reo 3 7 d  - 

Maintenance I-- -+ Journev Auto 

* 
those shown in this Appendix are covered by Letter of Understanding K98-15. 

Appointments prior to April 'I, 1999 with hours of work designations othcr than 
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LETER OF UNDERSTANDING #OO-9 

REHABILITATiON PLACEMENT PROCESS 

This Lctter of Understanding supercedes Letter of Understanding #I 57. 

Thcçe processes apply to employees returning to work following a daim to Long 
Term Diçability, Workers’ Compençation, or Saskatchewan Government 
Insurance, which waç adjudicated and accepted by the third party, 

A. PHASE I AND PHASE Il PROCESSES 

Phase I return to work describes the most effective, positive and 1 ,  
desirable approaches to accomplish rehabilitation placaments. 
It incorporates re-employment, redeployment, severance, 
normal retirement and career assistance. Phase 1 begins 
when the potential Tor return to work is Rrst identified (Le., often 
as a triai placement andlor graduated return to work basis) and 
ends when a successful placement is madc, or the review of all 
options fails to identify a placement option. It is recognized 
that multiple trial placements may be required and that 
individuals will oftcn still bc covered by insurance programs 
during much of this Phase and may in fact return to full 
insurance coverage, i f  trial placement5 are not successful, 

8. 

2. Phase II return to work describes the mandatory processes which 
apply when placement through Phase I return to work is not 
accomplished. It incorporates bumping and the salary 
guarantee provision. 

FLEXIBILITY IN PLACEMENT PROCESS 

To allow greater flexibility in the placement of rehabilitation 
candidates, the following shall apply: 

1. The Insurance Rehabilitation Counsellor, Public Service 
Commission arid the department concerned may agree to an 
exemption from normal staffing provisions for individual positions 
required to makc rehabilitation placement. 

Permanent full-time employees may have access to permanent full- 
time, permanent part-time, labour service, or term work. 

Permanent part-time employees may have access to permanent 
part-time, tabour service, or term work. 

Labour Service employees may have access to labour service work 
in the same or different Section within the department, labour 
service work in a different Section in a different department and 
permanent full-time, permanent part-time, or term work. 

2. 

3. 

4. 

21 4 



C. 

5. Term employees have first consideration for term work in their own 
department anti will be returned to their term position if medically 
able and within the length of the term, or if the term has been 
extended. 

6. In special circumstances, where a return to work is otherwise 
unlikely to occur, a rehabilitation placement, which constitutcç a 
promotion may be arranged. The rehabilitation candidate must 
meet the core competency requirements for the vacant position and 
be medically able, subject to reasonable accommodation, to 
perform the duties. 

Permanent employees on temporary assignment of higher duties or 
on leave to accept a term position at the time of disability, shall 
access options based on their permanent home position. 

7. 

CAREER ASSISTANCE OPTIONS 

In accordance with Article 24.2 B) 1. ii) of thc Collective Agreement 
rehabilitation placement candidates may be provided with Career 
Assistance Options as per Article 19.6 of the Collective Agreement with 
the following modifications: 

1 ,  Career Assistance Options are applicable to Permanent Full-timc, 
Permanent Part-time and Labour Service rehabilitation candidates, 

The maximum value of Career Assistance for Permanent Part-time 
rehabilitation candidates shall be pro-rated. The pro-rating shall be 
based on the average proportion of full-time hours worked aver the 
one year period prior to the date of disability (or the period of 
employment if not employed for a full year). 

2. 

3. Career Counselling and Job Placement. 
May include functional, vocational, or psychological 
assessment. 

4. Retraining Assiçtance may be formal training, or training-on-the-job. 

O 

Retraining may also be provided by the insurer while thc 
employee is on claim. 
To be flexible with this option, the insurer and department may 
cost-share retraining costs, on a case-by-case basis, if such an 
option will better ensure the employee’s return to work. If the 
employee is not eligible for coverage through the insurer, the 
department may provide this option. 

D. SEVERANCE PAY AND ENHANCED SEVERANCE 

Except for term employees and employees on initial probation, 
severance pay and enhanced severance, in accordance with Article 
15.1 4 and Article 19.6 A) 1. v) of the Collective Agreement, may be 
accessed at [he employee’s request at either phase of the Rehabilitation 
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Placement Process. Employees will be required to sign a release 
documsnt, in addition to providing their resignation in order to access 
severance pay. 

E.  NORMAL RETIREMENT 

Employees who are eligible to retire under the normal provisions of the 
Public Service Superannuation Plan, or the Public Employee5 Pension 
Plan shall be encouraged to obtain retirement counselling prior to 
exercising this option. 

COMMENCEMENT OF PHASE II PROCESS F, 

1. In accordance with Article 24.2 of the Collective Agreement, the 
following criteria must be met to commence the mandatory 
processes of Phase II: 

i) The employce shall advise the employer that he is abfe to 
return to work, Medical verification, including documentation of 
medical restrictions, shall be provided to the employcr 
indicating that the employee is able to return to work; and 

The PSlGE Chair or designate and the PSC Rehabilitation 
Coordinator, in consultation with the insurance plan 
rehabilitation counsellor, agree that Phase I processes have 
been exhausted. In exccptional circumstances when 
agreement cannot be reached, Phase II may be initiated by 
either party upon thirty (30) calendar days written notice being 
served. 

ii) 

G. NOTIFICATION 

Application of Article 24.2 B) 1 i) of the Collective Agreement occurs on 
movement to Phase III When Phase II is initiated the Permanent Head 
will be notified, in writing, that the four month salary guarantee waiting 
period has commenced, 

H. EXCLUSION FROM PHASE II PROCESS 

Employees on initial probation and term employees will not be 
included in Phase II. 

2. 

I. SALARY GUARANTEE WAITING PERIOD 

1. When a work placement is found, accumulation of time toward the 
salary guarantee will be stopped. Accumulation of time toward the 
salary guarantee will recommence when the work placement ends. 

For Labour Scrvicc employees, tho accumulation of time toward the 
salary guarantee ceases during the seasonal layoff period. 
Accumulation of time toward the salary guarantoe will recommence 
on recall, 

2. 
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0 For labour service employees on seasonal layoff, other 
placement options in other labour service Sections or 
agencies, and permanent full-timelpermanent part-time options 
will still be explored. 

Pre-Disabllity Income $2000.00 
EmploymcnüSelf-Employment income $200,00 
EmploymentlSel~-Emplov~ent Income a5 10% 

J. SALARY GUARANTEE 

$zooo.oo 
$1800.00 

90% 

1. For employees who were working less than full-time prior to 
disability, the salary guarantee shall be prorated. The prorating 
shall be based on the average proportion of full-time hours worked 
over the one year period prior to disability (or the period of 
employment if not employed for a full year] I 

If medical requirements restrict the hours that an employee is able 
to work, the salary guarantee shall be prorated based on the 
proportion of full-time hours the erriployee is medically able to work. 

For labour service employees, the salary guarantee shall be paid 
only for the normal season of employment. 

The salary guarantee shall be reduced by disability income 
received from the SGEU LTD Plan or government programs (e.g, 
Canada Pension Plan, Workers' Compensation, Saskatchewan 
Government Insurance). 

5. i) If a rehabilitation candidate obtains employment outside of 
executjve government or generates self-employment income, 
which did not exist prior to the date of disability or has been 
expanded since the date of disability, the amount of the salary 
guarantee shall be reduced. The salary guarantee shall be 
reduced as followç: 

2. 

3. 

4. 

The salary guarantee shall be reduced by an amount equal to the same 
percentage of employment or self-employment earnings that those 
earnings are in relation to pre-disability earnings, up to a maximum 
reduction of 100% of employment or self-employment earnings. 

Ex amp I e 

Per&ntage of Pre-DisaM I ity Income 
Reduction in Salary Guarantee as Percentage I 10% I 90% 
of Employmen~Self-Employment Income ~ 1 I 
Dollar Amount Rrrduction in Salary Guarantee I $20.00 I $1620.00 

ii) If such earnings result in the salary guarantee being reduced to 
zero, the salary guarantee shall end and the employee may 
choose options in accordance with R I  9.6.1.2 D) of the 
attached Appendix A. 
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K. 

iii) To remain eligible for the salary guarantee, rehabilitation 
candidates will be required to provide proof of the amount of 
employment or self-employment income. 

EMPLOYEE'S RIGHT TO SALARY GUARANTEE ENDS 

3 .  An employee's right to salary guarantee in accordance with Article 
24.26) of the Collective Agreement ends when: 

i) 

ii) 

a permanent position is accopted, 

a permanent position, which meets medical restrictions and 
constitute5 not less than 70% of pre-disability income is offered 
(based on permanent home position salary), 

an employee is re-employed at the maximum salary level 
andlor hours that their medical restrictions allow, 

iii) 

iv) an employee who, within five (5) working days of being notified 
by the employer in writing that the bumping process has 
commenced, fail5 to indicate his intent to bump, or elects not to 
bump, or 

earnings from employment outside of government or çelf- 
ernpbyment earnings reçult in the salary guarantee being 
reduced to zero (see J 5 above). 

v) 

2. Bumping options shall be based on documented medical 
restrictions. If a rehabilitation candidate chooses to place his 
name on the re-employment list and chooses to place 
additional restrictions using Article 6.1.8, he will be ineligible for 
the salary guarantee provisions in Article 24.26} of the 
Collective Agreement. 

L, REHA81LITATION BUMPING PROVISIONS 

Proviçionç applicable to rehabilitation placement bumping are attached 
as Appendix A. 

M. HUMAN RESOURCE MANUAL 

Detailed process and procedures for Rehabifitation Placement 
Processes shall be developed by tho Joint Rehabilitation Cornmittee 
and following review by the parties, published in the government's 
Human Reçource Manual. 

This Letter of Understanding shall become effective the date of signing by both 
parties and shall remain in force and effect, unless ninety (90) calendar days 
written notice is given to amend the Letter, by eithw party. If notice 1s provided 
Article 24.2C) shall apply. Extensions to the noticc period, if recommended by 
the Joint Rehabilitation Committee shall be allowed, 

Continued.. . .. 
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Government & Genemt Employees' Union * Date: 
Date: &?Y%- 

\- 
Execuhe Dlrector of Operatlons, SGEU 
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APPENDIX A 

NOTE: For purposes of review the Following rehabilitation bumping 
articles are numbered to correspond with the position abolishment 
articles of the PSGE collective agreemsnt. 

R I  9.6 Rehabilitation Bumping Provisions 

R19.6.1 .I Initiation of 8umping Process for Rehabilitation 

The bumping process for rehabilitation shall begin when 
Phase II process commences in accordance with Article 
F of Letter of Understanding 00-9. 

R I  9.6.1.2 Notice to Exercise Bumping Rights 

A) The primary focus in identifying bumping options is 
within the employee'ç home department. 

B) As closely as possi blc, bumping i5 intended to 
maintain an employee's salary rate and classification 
level, location, duties and responsibilities, subject to 
the employee's medical restrictions and incorporating 
reasonable duty to accommodate. 

C) An empioyee who intends to exercise his bumping 
rights shall indicate his intention in writing within five 
(5) working days of being notified by thc crnptoyer in 
writing that the bumping process has commenced. 
Permanent full-time employees shall provide notice to 
the Comrniççion and Permanent Part-time and 
Permanent Labour Service employees shall provide 
notice to his designated Department official. The 
designated depanment official will act in consultation 
with the Public Service Commission. 

D) A permanent employee (permanent full-time, 
permanent part-time or permanent labour service) 
who, within the five working days, fails to indicate 
intent to bump or elects not to bump, shall choose: 
1. to go on the appropriate re-employment lists in 

accordance with 19.7.1.8 of the Collective 
Agreement: 

2. to retire, if eligible; 
3. to resign and receive severance; 
4. access career assistance options; 
5. go on indefinite leave of absence without pay at 

the conclusion of which an employee may elect 
to: 

a) resign with severance; or 
b) retire, if eligible: or 
c) go on lay-off and exercise re- 
employment rights. 

Article 24,Z.B.I .i of the Collective Agreement (salary 
guarantee) will no longer apply. 
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Rj9.6.1.3 Bumplng Tlme Frarnc and Salary Continuance 
Any permanent employee (permanent full-time, 
permanent part-time or permanent labour service) 
who fails to retain employment through the bumping 
process 4 months after Phase II has been initiated, 
shall be paid by the home department at their 
previous salary rate and hours, in accordance with 
articles J and K of Letter of Understanding 00-9. 

R19.6.1.4 Acceptance of an Offer of a Position 
A) An employee will have three (3) working days, not 

including the date of o k r ,  to consider the formal offer 
of a position made as a result of exercising his 
bumping rights. If the employee does not accept the 
offer of the position within the three (3) working days, 
he will be deemed to have declined the offer. 
For Permanent Full-Time and Labour Service 
employees, the following shall apply: 
1. 

B) 

If an employee does not accept an offer of a 
position, in the mandatory stage of bumping, they 
will be deemed to have resigned and, upon exit, 
will receive severance pay or can access 
retirement programs currently in place or career 
assistance. 
If an employee does not accept an offer at the 
optional stage, he will be placed on the re- 
employment list, or may resign and, upon exit, 
receive severance pay or can access retirement 
programs currently in place or career assistance. 
The salary guarantee provisions of Article 
24.2.B.I.i of the Collective Agreement shall not 

2. 

apply. 
C) For Permanent Part4ime employees, the following 

shall apply: 
1, If an employee declines an offer of a position in 

his own occupation, classification level and work 
unit, he will be deemed to have resigned and, 
upon exit, will rI?ceive severance pay or can 
access normal retirement provisions or career 
assistance. 
If an employee declines an offer of a position in a 
lower classification level within his work unit or 
seniority unit, he will be placed on the re- 
employment list, or may resign and, upon exit, 
receive severance pay or can access normal 
retirement provisions or career assistance. The 
salary guarantee provisions of Article 24.2.8.1 .i 
of the Collective Agreement shall not apply. 

2. 
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R19.6.1.7 Time to Adjust in New Position 
A permanent ernploycc returning from an adjudicated 
claim and who assumes a new position through the 
bumping provisions, shall be allowed the minimum of the 
probationary period for that occupation to familiarize 
himself with the new duties. 

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

PFRMANFNT FIII  I.-TIME EMPLOYEES 

R19.6.2.2 Burnping Order 
A) The Chair shall dctcrmine the occupations and 

positions tu which an employee is qualified to bump, 
subject to medical restrictions arid incorporating the  
duty to accommodate. Upon written request, the 
Commission shall supply written rationale for its 
decision. 
Bumping rights shall be exercised in the following 
order within thc mandatory and optional çtagsç of the 
process: 
First: A permanent ruIl-time position 

8) 

designated by the Chair as vacant and 
which meets the employee's medical 
restrictions; 
a permanent part-time or term employee 
encumbering a vacant permanent full- 
time position which meets the 
employec's medical restrictions; 
An employee on initial probation, with the 
hast service, in a permanent full-time 
position which meetç the employee's 
medical restrictionç; 
The permanent full-time employee with 
the least tota! seniority, in a position 
which mects the employee's medical 
restrictions. 

Second: 

Third: 

Fourth: 

R19.6.2.3 Mandatory Bumping Stage 

First, in the employee's own occupation at the same 
classification level, own agency and own locality, which 
meets the employee's medical restrictions and 
incorporates the duty to accommodate. If this does not 
provide an option for the employee, proceed to the 
optionaf çtagc. 
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R19.6.2.4 Optional Bumping Stage 

A) An employee accessing the optional stages of the 
bumping process shall be offered, if available, a 
choice of (2) bumping options: 
Location Preference 
In order to maintain an employee’s location, an 
employee will be offered the first available bumping 
option the Chair has determined the employce to bc 
qualified for, which meets the employee’s medical 
restrictions and incorporates the duty to 
accommodate. The bumping option will be offered in 
the following order: 
1. to bump within their own locality: 

il 
ii) 

laterally, in their own agency; 
downward in their own agency, at a 
safary which represents not less than 
70% of the pre-disability income level at 
range maximum or the maximum salary 
level the employee is able to perform 
(usually situation5 OF restricted hours of 
work), if l o w ~ i  than 70%, based on 
medical restrictions; 

iii) laterally, in another agency: 
iv) downward, in another agsncy, at a 

salary which represents not less than 
70% of the pre-disability income level at 
range maximum or the maximum salary 
level the employee is able to perform 
{usually situations of rcstricted hours of 
work), if lower than 70%, based on 
med [cal restrictions; 
downward, in any agency. If there is a 
tie (in classification level), the position in 
the employee’s home agency will be 
utilized. 

4 

2. to bump in another locality: 
laterally, in their own agency; 
i i) downward in thsir own agency, at a 

salary which represents not less than 
70% of the pre-diça bility income level at 
range maximum or the maximum salary 
level the employee is able to perform 
(usually Situations of restricted hours of 
work), if lower than 70%, based on 
medical rcçtrictionç; 

iii) laterally, in another agency; 
iv) downward, in another agency, at a 

salary which represents not less than 
70% of the pre-disability level at range 
maximum or the maximum salary level 
the employee is able to perform {usually 
situations of restricted hours of work), if 
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lower than 70%, based on medical 
restrictions: 
downward, in any agency. If there is a 
tie (in classification level), the position in 
the employee's home agency will be 
utilized. 

V I  

Salarv Preference 
In order to maintain an employee's salary as closely 
as possible, an employee will be offered the first 
available bumping option the Chair has determined 
the employee to be qualified for, which meets the 
employee's medical restrictions and incorporales the 
duty to accommodate. The bumping option will be 
offered in the following order: 
1. to bump laterally: 

i) 
ii) 

i) 
ii) 

in their own agency, in their own locality: 
in their own agency, in another locality. 

in another agency, in own locality: 
in another agency, in another locality. 

2. to bump lateratly: 

3. to bumti downward: 
0 

ii) 

iii) 

iv) 

in their own agency, in their own locality, 
at a salary which represents not less 
than 70% of the pre-disability level at 
range maximum or the maximum salary 
lcvel the employee is able to perform 
(usually situations of restricted hours of 
work), if lower than 70%, based on 
medical restrictions; 
in their own agency, in another locality, 
at a salary which represents not les5 
than 70% of the pre-disability lcvel at 
range maximum or thc maximum salary 
level the employee is able to perform 
(usually situations of restricted hours of 
work), if lower than 70%, based on 
medica) restrictions: 
another agency, own locality, at a salary 
which represents not less than 70% of 
the pre-disability level at range 
maximum or the maximum salary level 
the employee is able to perform (usually 
situations of restricted hours of work), if 
lower than 70%, based on medical 
restrictions; 
another agency, in another locality, at a 
salary which represents not less than 
70% of the pre-disability level at rangs 
maximum or the maximum salary level 
the employee is able to perform (usually 
situations of restricted hours of work), if 
lower than 70%, based on medical 
restrictions; 
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V I  any agency, any location, any salary, If 
there is a tie (in classification level), the 
position in the employee's home agency 
will be utilized. 

R19.6.2.5 Employee Not Offered a Position 
If  an employee is not offered a position through the 

bumping process Article 24.2.B.1 .i) of the Collective 
Agreement takes effect. 

R I  9.6.2.6 Into Labour Service Position 

A permanent full-time employee who formerly held 
permanent status within Labour Service, will be entitled to 
use their combined seniority to bump back into an 
occupation within their former agency in Labour Service in 
which they last held permanent status. 

LABOUR SERVICE EMPLOYEES 

R19.6,3.2/3.3 Bumping Order - Mandatory Stage 

A permanent employee shall bump within his own agency, 
in his own occupation, at the same level, in his own 
locality, subject to medical restrictions and incorporating 
the duty to accommodate. If this does not provide an 
option for the employee, proceed to the optional stage. 

Rî 9.6.3.4 Optional Stage 

A permanent employee accessing the optional stage of 
the bumping process will be offered a bumping option in 
both of the following preferences, if available: 

Location Preference 
In order to maintain an employee's location, an employee 
will be offered the first available bumping option the Chair 
has determined the employee to be qualified for, which 
meet the employee's medical restrictions and incorporates 
the duty to accommodate. The bumping option will be 
offered in the following order: 

1 ,  To bump within his own locality: 

Latera I ly: 
i) 
ii) 

laterally, in his own seniority unit; 
laterally, own department, across Sections. 

225 



Downward: 
i) downward, own seniority unit, at a salary 

which represents no less than 70% of the pre- 
disability income at range maximum or the 
maximum salary level the employee is able to 
perform (usually situations of restricted hours 
of work], if lower than 70%, bawd  on medical 
restrictions: 
own department, across sections, at a salary 
which represents up to 70% of the pre- 
disability level at range maximum or the 
maximum salary level the employee is abla to 
perform (usually situations of restricted hours 
of work), if lower than 70%, based on medical 
rcçtrictionç: 
downward, any seniority unit, any agency. If 
thcrc is a tie (in classification level), the 
position in the employee's home agency will 
be utilized. 

ii) 

iii) 

Salarv Preference 
In order to maintain the employee's salary as  closely as 
possible, the employee will be offered the first available 
bumping option the Chair has determined the employee to 
be qualified foro which meet thc emptoyee's medical 
restrictions and incorporates the duty to accommodate. 
The bumping option will be offered in the following order: 

I, Laterally: 
il 

i i) 

iii) 

i v) 

same occupation and classification level, 
own seniority unit; 
same occupation and classification level, 
another çeniority unit within own agency; 
same claçsification, another occupation, own 
seniority unit: 
same classification, another occupation, 
another seniority unit, within own agency. 

own seniority unit, another locality, at a 
salary which represents no less than 70% of 
the pro-disability lrwel at range maximum or 
thG maximum salary level the employee is 
able to performIusually situations of 
restricted hours of work), if lower than 70%, 
based on medical restrictions; 
another seniority unit, own agcncy, another 
locality, at a salary which represents up to 
70% of the prc-disability level at range 
maximum or the maximum salary level the 
employee is able to perform(usual1y 
situations of restricted hours of work), if 
lower than 70%, based on medical 
rcsttictionç: 

2, Downward: 
1) 

ii) 
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iii) downward, any seniority unit, any agency. If 
there is a tie {in classification Icvel), the 
position in the employee's home agency will 
be utllized. 

Employee Not Offered a Position 

If the employee is not offered a position through thc bumping 
process Article 24.2.B.1. i) of the Collective Agreement takes effect. 

PERMANENT PART-TIME EMPLOYEES 

R19.6.4.2 Bumping Order 

A) The Permanent Head shall determine the occupations 
and permanent part-time positions to which an 
employee is qualified to bump, subject to medical 
restrictions and incorporating the duty to 
accommodate, Bumping shall be exercised first 
within the wnployoe's own work unit. If the employee 
is not offered a position in their work unit, then 
bumping rights may be exercised within the seniority 
unit. 
Bumping shall be exercised in the following order, 
subject to medical restrictions: 
First 

Second: 

B) 

To bump in the employee's own 
occupation and classification level; 
To bump other occupations in the same 
classification level which they have been 
deemed qualified for; 
To bump downward in other occupations 
they have been deemed qualified for; 
!F the employee is not offered a position 
in their work unit, they may proceed to 
bump within their seniority unit, 

Third: 

Founh: 

Employee Not Offered a Position 

If an employee is not offered a position through the bumping 
process Article 24.2.6.1 .i) of the Collective Agreement takes effect. 

TERM EMPLOYEES 

R19.6.5 Term employees have no bumping rights. Permanent 
employees on leave of absence to work in tcrm 
positions shall revert to their home positions if burnplng 
rights are to be exercised. 
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LETTER OF UNDERSTANPING #01-19 

BETWEEN 

SASKATCHEWAN PUBLIC SERVICE COMMISSION 

AND 

SASKATCHEWAN GOVERNMENT & GENERAL EMPLOYEES' UNION 

RE: Artlcle t7,rl.l C) Reporting Sickness 

It is agreed between the particç to set aside the present Article 17.4.3 C) of the 
Collective Bargaining Agreement, and replace with the following: 

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

This letter will he in effect for tho term of the PSIGE Collective Bargaining 
Agrcernent. 

Continued., ... 

228 



Slgned on 
Publlc sea Commtsslon 

alf of the Saskkslchewan Signed on behalf of the Saaketchewan 
Government & General Emofowes' Union 

nate: 

- *  

Exewtlve Dlrecbr of Operahns, SOEU 
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LETïER OF UNDERSTANDING 
05-5 

EXPEDITED THIRD PARTY PROCESS 
(PILOT PROJECT) - STAFFING GRIEVANCES 

The parties are in agreement to commence a pilot project for the term of the 
collective agreement to utilize an expedited dispute resolution process for new 
grievances related to the staffing of permanent full lime positions. Grievances 
filed before the signing of this agreement may be includod in this pilot by mutual 
agreement between the partias. 

A grievance related to the staffing of a permanont fuli time position which has 
advanced to the Step 3 of the grievance process may also proceed to the 
expedited third party process outlined below by mutual agreement between the 
parties. 

The parties have named the following arbitrators to hear these matters during 
this pilot period: 

0 Robert Pelton 
William Campbell 

Amendments to this list of names may be made by mutual agreement during the 
term of this Letter of Underçtanding. 

The parties will jointly orient the arbitrators to the Collective Agreement 
provisions related to pcrrnancnt full time staffing; the staffing processes and the 
expedited dispute resolution process outlined herein. This orientation will take 
place within three months of signing the Letter of Understanding. 

The arbitrator shall not have the authority to add to, subtract from, or amend any 
of the provisions of the collective agreement. 

The parties will equally share the costs of the arbitratorladjudicator. The 
employer shall grant leave with pay to one (1) grievor for Arbitration. 

The parties will agree to work cooperatively to schedule these arbitrations as 
expeditiously as possible. 

Exaedited Arbitration 

Representatives: 

Union: 
Employer: 
No legal counsel will be used by either party. 

Staff Representative or Elected Official 
Labour Relation5 Consultant or Staffing Representative 
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Documents to be tabled with the Arbitrator 

- Collective Bargaining Agreement; 
- Grievance statement and replies: 
- Agreed statement of facts; 
- 

- 

- 

Any cases that the parties intend to rely on (a maximum of five from 
each); 
A brief statement (one page each) of each party's position and 
argument; 
Possibly flowing from the above, an agreed statement as to the 
-difference the parties want decided. 

e Maximum time to hear each case to be on@ day. The parties will 
endeavour to abide by this time limit; extension5 may occur by mutual 
agreement. 

Parties  mu^[ discuss evidence prior to the hearing in order to expedite 
the hearing. 

0 

Procedure guidelines: 

- Documents to be tabled. 
- 

- 

- 

- Final argument. 
- 

Brief opening statement by each of the parties, 
Witnesses (maximum four per party) examined; crosç examined 
and questioned by the arbitrator. 
General rules of evidertce are not strictly applied, except rules OF 
"anus", 

Written decision of the arbitrator to be rendered within five working 
days of the hearing. The decision of thc arbitrator shall be final and 
binding on the parties but shall not be precedent setting for either 
party in respect of any other grievance process. 
The Arbitrator may attempt mediation at any time throughout the 
proceedings if the parties agree. 

- 

The parties agree that this pilot project shall be evaluated at the conclusion of the 
term of the collective agreement. 

The term of ihis Letter of Understanding shall be from the date of signing to 
September 30, 2006 untess either party gives 30 calendar days notice to 
terminate this agreement. 

Continued.. I . 
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Signed on behalf of the Saskatchewan 
Publie Servi@ Cornrnlsslon 

Slgned on behallof lhe Saakatehewan 
Government & Genere1 Employees’ Union 

L - 
Enecutlve Dltector of Opemtlons, SGEU 
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SGEU LONG TERM DISABILITY PLAN 
FACT SHEET 

AaDJlcation Procedure: 

e Application packages are available from any SGEU office. 
Completed application must be sent to the union head office at 1440 Broadway Avenue, 
Regina, S4P 1E2, within 60 days of disability occurrence. 
Applicant is responsible for the payment of any expenses involved In having the Initial 
disability claim form completed by a doctor. 

Contact: 

+ 

4 Your local steward. 

SGEU Long Term Disability Plan, 1440 Broadway Avenue, Regina, Sask., S4P 1 E2, 
Telephone: 522-8571 ext. 21 3 or 1-800-667-5221 ext. 21 3 (Regina), 
Telephone: 652-1 81 1 or 1-800-667-9791 (Saskatoon). 
Telephone: 764-5201 or 1-800-667-9355 (Prince Albcrt). 

SGEU PORTAPLAN LIFE INSURANCE 

Voluntary plan which offers low cost term life insurance, accidental death and 
dismemberment, and dependent life insurance to union members, spouses and depcndent 
children. 
Members who particlpate in this Plan may continue thcir coverage if they change employers or 
retire, simply by maintaining aç~ociate membership in the union, at a nominal cost. 
Guarantee Issue Benefit during the period May 1 to July 31, each year, new members arc 
eligible to apply for one unit of $20,000 term Me without a statement of health. 
Term Life Insurance - menibers and spouses under age 65 up to 25 units of $20,000. 
Accidental Death and Dismemberment Insurance 25 units of $20,000 providing it does not 
exceed the Term Llfe amount. 
Young Adult Security Insurance - 25 units of $20,000 at any time up to age 25. 

For further information on the Portaplan, contact: 

Saskatchewan Government and General Erriployees’ Union 
Portaplan Administrator 
1440 Broadway Avenue 
Regina, Saskatchewan 
S4P 1E2 
Telephone: 522-8571 (Regina) 
1-800-667-5221 
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SGEU INFORMATION 

SGEU PWGE Negotlatlng Commlttee 

Chairperson: 
1 st Vicc Chairperson 
2nd Vice-Chalrperson: 
Members: 

Barry Nowosclsky - Human Services Component 
Steve Lane - Vehicle and Equipment Operatlons Component 
Shelley Johnson - Legal, Inspection and Regulatory Component 

JO Anne Eeleçky - Support Services Component 
Blaine Braaien - Trades and Technical Component 

Landis Sather - Administration and Communications Component 

To contact members of the PSlGE Negotiating Committee call 522-8571 or 1-BOO-667-5221, ext. 206. 

To contact the Unlon 

Union officials are located as follows: 

Provincial Office 1440 Broadway Avenue 
Regina S4P 1 E2 
Telephone: 522-8571 (Regina) 
1-800-661-5221 (Toll Free) 

e-mail (gcneral): general@isgeu,gov.sk.ca 
SG E U website: www.sgeu.org 

FAX: 352-1 969 

Saskatoon Office 1 114 - 22nd Street West 
Saskatoon S7M OS5 
Telephone: 652-1 81 1 
1-800-667-9791 (Toll Frcc) 
FAX: 664-71 34 

Prince Albert Office 33 Eleventh Street West 
Prince Albert S6V 3A8 
Telephone: 764-5201 
1-800-667-9355 (Toll Free) 
FAX: 763-4763 

if a violation of this contract comes to your attention, or you encounter a workplace problcm, please 
contact the Steward in your area for appropriate action. Stewards who need assistance should 
contact one of the above offices. 

Please contact your Steward first. 
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PEBA INFORMATION FOR PWGE COLLECTIVE AGREEMENT BOOKLET 

The Public Employees Benefits Agency (PEBA) is a centcal body creatcd ta administer pcnsion and 
benefit programs for employees of the Executive Government, Crown Corporations, and 
Government Funded Bodics. 

Employees belonging to the Saskatchewan Government and General Employees' Union, PSlGE 
Bargaining Unit, participate in the following pension and benefit programs administered by PEBA: 

Public Employees 
Pension Plan 

Public Service 
Superannuation Plan 

Pubtic Employees 
Dental Plan 

Extended Health Care 
Plan 

Group Life Insurance 
Plan 

Deferred Salary Leave 
Plan 

Defined contribution (money purchase) pcnsion plan created in 1977. 
Contributions and investment returns accumulate in a member's 
account to provide retirement income through the purchase of a 
retirement income vehicle (i.e. a Life Annuity, Locked-in Retirement 
Income Fund, or a Life Income Fund). 

Defined benefit pension plan created in 1927 and closed to new 
members in 1977. Pension income is detcrmlned by a formula based 
on salary and years of servicc, 

A benefit plan that provldes dental coverage for employces and 
members of their immediate families. 

A benefit plan that provides extendcd health coverage (preçcription. 
eyeglasses, etc,) for employees and members of their immediate 
families. 

A tire insurancc plan that provides basic and optiorial life insurance 
coverage at group rates for employces and members of their 
immediate families. 

An option provided to employees whcrcby they may defcr a poriion of 
their salary to fund a leavc of absence in the future. 
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For more information about your pençlon and benefit programs, contact: 

Public Employees 
Pension Plan 

Public Service 
Superannuation Plan 

Public Employees 
Dental Plan 
Deferred Salary 
Leave Plan 
Group Life Insurance 
Plan 
Extcndcd Health 
Care Plan 

Phone: 787-5442 (in Regina) or 
Toil-free: 1-871-275-7377 
Fax: (306) 787-0244 
Email : pepp@peha.gw.sk.ca 
Pension Connection: 787-9802 (in Regina) or 
Toll-free: 1-877-535-7377 

Phone: (306) 787-3988 
Fax: (306) 787-0244 
Email: pssp@pcba.gov.sk.cri 

Phone: (306) 787-3440 
Fax: (306) 787-0244 
Ernail: benefits@pcba .gov,sk.ca 

10th Floor, 1801 
I-lamilton St. 
Regina, SK S4P 484 

Website: 
www.peba.gov.sk,ca 
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