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1.1 General PurDose 

The general purpose of the Agreement is to establish an orderly 
bargaining relationship between the Board of Governors of Trent 
University, hereafter known as the University, and its staff members 
represented by the Ontario Public Service Employees Union, hereafter 
known as the Union, to ensure the peaceful settlement of disputes and to 
set forth agreement covering rates of pay and other working conditions 
which shall supersede all previous agreements and arrangements 
between the University and the staff members represented by the Union. 

1.2 ADDlication 

This Agreement applies equally to staff members whose salaries, wages 
and benefits are charged to ancillary or general operating budgets. 
Ancillary budgets are: 

Athletics 
Bookstore 
Campus Store 
College 
Conferences 
Dining !Services 
Health Services 
Print Shop 
Transportation and Parking 

and any other similar budget$ under the responsibility of the Board. 

1.3 Contractina Out , 

Under this Agreement there 
order to contract work out t& is currently performed by members of the 
bargaining unit. 

ill be no redundancyllayoff declared in 

1 



ARTICLE 2 - NO STRIKES OR LOCKOUTS 

The Union agrees that there shall be no strikes, and the University agrees that 
there shall be no lockouts during the term of this Agreement. 

In the event that any employees a t  Trent University, other than those covered by 
this Agreement, engage in a lawful strike and maintain picket lines, staff members 
covered by this Agreement shall not be required to perform the work normally done 
by those employees. 

2 



ARTICLE 3 - MANAGEMENT RIGHTS 

3.1 Functions and Preroaatives 

All inherent and common law, management functions and prerogatives 
which the University has not expressly modified or restricted by a 
specific provision of this Agreement are retained and vested exclusively 
in the University. 

3.2 

Without limiting the generality of the above, these rights include, but are 
not limited to, the right to: 

discharge, reprimand, guspend, or otherwise discipline staff for just 
cause; and to hire, clagsify, direct, assign duties, promote, demote, 
retire, transfer, layoff gr recall staff; 

determine the requirevents of a job and the standards of the work 
to be performed; 

expand, reduce, alter, combine, transfer or cease any job, 
department, operation or service; 

determine the size and composition of the work force; 

make or change rules, ,policies and practices provided such rules, 
policies and practices ?hall not be inconsistent with the spirit or 
terms of this Agreement; 

maintain order and efficiency and otherwise generally manage the 
University, direct the 4ork force and establish terms and 
conditions of employdent not in conflict with the provisions of this 
Agreement. 

3.3 Exercise of Riahts 

Management shall exercise its rights in a manner that is consistent with 
the terms of this Agreement, 



ARTICLE 4 - UNION BUSINESS 

4.1 Recoanition 

The University recognizes the Ontario Public Service Employees Union 
IOPSEU) as the sole bargaining agent for all non-academic employees of 
Trent University in the City of Peterborough, save and except supervisors 

. and persons above the rank of supervisor, employees for whom any trade 
union held bargaining rights as of May 27, 1993, President, Vice- 
Presidents, Deans, Associate Deans, College Heads, research assistants, 
research technicians and post-doctoral fellows, students including 
graduate students, University Secretary and Secretary to the Board of 
Governors, Directors of Human Resources, Athletics, Communications, 
Physical Resources, Finance, Alumni Affairs, Computer Services, 
Assistant Directors, Registrar, Associate Registrar, Assistant Registrars, 
Manager Liaison Services, Assistant to the Dean of Arts and Science, 
Manager of the Bookstore, Manager of Facility Services, Manager 
Accounting Services, Telecommunications Manager, Co-ordinator of 
Counselling, Budget Officer, Operafions Engineer, Construction Planning 
Co-ordinator, Academic Counsellor and Administrative Assistant, 
Secretaries to the President's Office, Assistant University Secretaries, 
Physical Resources Assistant, University Librarian, Executive Secretary to 
the VP Administration and Finance, Administrative Assistant Dean's 
Office, Security Guards, Board of Governors appointees during such term, 
Director of Student Health Services, Manager Purchasing Services, 
Manager Audio-visual Services, VAX Systems Manager, Communications 
Officer, College Administrators, Library Administrative Assistant, 
Executive Secretary to the Vice-president (University Services), Health 
and Safety Officer, Payroll Authorization and Administrative Secretary, 
Human Resources Administrative Assistant and Secretary, Payroll 
Supervisor, Payroll Clerk, Data Entry Clerk Human Resources, 
Administrative SecretarylAssistant Athletics, Administrative Secretary 
Dean's Office, Administrative Secretary University Secretariat, and 
Members of the professions of law, dentistry, architecture, medicine, 
engineering, land surveying, accounting and horticulture. 

It is further understood and agreed that the following persons are 
excluded from the bargaining unit: 

i) persons named in the Clarity Note to the decision of the Ontario 
Labour Relations Board dated September 22, 1993, namely, 
persons employed in the Tri-County Behavioural Services Program; 

stand-by employees as defined in Article 10.1 (e). ii) 

The University shall not be permitted to make any written or verbal 
agreement with any employee in the bargaining unit which conflicts with 
the terms of the Agreement signed on behalf of Trent University and 
OPSEU . 
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No employee shall be require$! or permitted to make a written or verbal 
agreement with the University or its representative which conflicts with 
the terms of the Agreement signed on behalf of Trent University and 
OPSEU. I 

4.2 Union Function 

The University recognizes that it is the function of OPSEU to: 

[a) establish the right to bargain collectively, on behalf of members of 
the bargaining unit, thdir terms and conditions of employment; 

provide prompt and eqyitable disposition of grievances: and, (b) 

(c) regulate relations between the employer and members of the 
bargaining unit. 

4.3 OPSEU Membershio and Due$ 

The Union acknowledges tha it is the right and the privilege of any staff 
member in the bargaining unJ to become, or refrain from becoming, a 
member of the Union, and no/ employee shall be required to  join the Union 
as a condition of employment. 

I 
The parties hereto mutually abree that any employee of the University 
covered by this Agreement dav  become a member of the Union i f  helshe 
wishes to do so, and refrain from becoming a member of the Union if 
helshe desires. 

The University shall deduct from every employee in the bargaining unit, 
any monthly dues as may be designated by the Union from time to time. 

Deductions for Union dues shall be made from the payroll of every pay 
period each month and forwarded to the Secretary-Treasurer of 
the Union at 100 Lesmill North York, Ontario, M3B 3P8, not later 
than the 15th day of the moi th  following, accompanied by a list of the 
names and Social Insurance all employees from whose 
wages the deductions have and as Income Tax T-4 slips are 
made available, the UniversitS shall show on the said statement of 
income, the amount so dedudted for the calendar year. 

5 



The Union agrees to  indemnify and save the University harmless against 
all claims or other forms of liability that 'may arise out of, or by reason of, 
deductions, payments or the provision of employee information supplied 
by the Employer in accordance with this Article. The parties further 
agree that requirements in this Article concerning the provision of 
personal information shall be in conformity with Freedom of 
Information/Protection of Privacy regulations which may, in future, be 
imposed on the University, or adopted by the parties. 

The parties agree that the current formula of Union dues deduction will 
be applied to retroactive wage increases. 

4.4 OPSEU Information from Deoament  of Human Resources 

The Union shall receive annually a list containing the names of all staff 
members, their job title and classification. 

The Union shall be advised each month of all hirings, changes in 
classification or type of appointmeqt. transfers and terminations involving 
regular and recurring positions. Any contractual or temporary/casual 
appointment lasting longer than one month (excluding students) will be 
listed, including the duration of each appointment. Notwithstanding the 
fact that students, including graduate students, are excluded from the 
bargaining unit in accordance with the decision of the Ontario Labour 
Relations Board dated September 22, 1993, it is understood that in the 
event a regular or recurring employee, absent because of leave, illness or 
disability, is temporarily replaced by a student scheduled to work 17.5 
hours or more per week for a period in excess of sixty (60) consecutive 
calendar days, the University will provide the above-referenced 
information to the Union. 

4.5 Union Activities 

The University shall provide to the Union without charge suitable meeting 
rooms on the University campus for the conduct of Union business, 
subject only to normal scheduling arrangements. The use of other 
facilities and services available to University departments shall be 
provided to the Union at rates as charged to departments. 

4.6 Stewards 

The University shall recognize the right of the Union to appoint or 
otherwise select stewards, one of whom shall be the Chief Steward. The 
Chief Steward may act for the Union in any grievance where the steward 
is unavailable. The Chief Steward, or the Chief Steward's designate, 
shall be responsible for the initial presentation of all policy and group 
grievances, or any other grievances arising directly between the 
University and the Union. 

e 



I 
4.7 Riahts of Stewards 

The right of stewards or officers to leave their work without loss of pay 
to  handle grievances is granted on the following conditions: 

i) the steward or officer $hall obtain permission of the immediate 
supervisor before leaving work, such permission shall not be 
unreasonably withheld: 

the time off from work shall be devoted to the prompt handling of 
grievances and shall bq limited to the time required for a meeting 
with the grievor(s) to obtain the relevant facts surrounding the 
grievance (to a maximum of thirty (30) minutes per grievance, to 
be scheduled, outside of the grievor'slgrievors' normal working 
hours), attending to grievance step meetings with management, 
and for the steward meeting with the appropriate supervisor for 
the purpose of discussing a possible resolution, under Article 20.4. 
Employees having grievances shall not discuss these with a 
steward during the employee's working hours, but an employee 
may request time duri g hislher working hours to accommodate 
such a discussion with, the understanding the time will be made up 
as agreed with hislher isupervisor. A request of this nature will not 
be unreasonably denied. 

ii) 

4.8 Release and Assistance to Officers and Stewards 

The University agrees that leave of absence without loss of regular 
salary, wages or benefits ma9 be granted to officers and stewards of the 
Union to attend conferences, workshops, seminars and other meetings 
outside the University in coripection with the affairs of the Union. The 
salary or wage costs associated with such leaves shall be equally shared 
by the parties. I 

The leave granted to any individual shall not be withheld unreasonably, 
but shall be subject to the reasonable workplace requirements. Staff 
members desiring such leave shall make their requests in writing with 
reasonable notice to the DHS who shall make every reasonable effort to 
clear the leave with the appropriate supervisor. The combined total of 
such release time shall be thirty (30) days per contract year. I f  additional 
time off is required, the time; may be granted without pay and with 
benefits. 

I 

The University recognizes the contribution of staff members who assume 
the responsibilities required of offices within the Union. The Union will 
attempt to rotate officers so that no one segment of the University is 
regularly depleted because of OPSEU responsibilities. The University 
anticipates that a certain amount of time off during normal working hours 
will be required for phone calls, research and meetings, which are 
necessary to assure the normal functioning of such an organization and 
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the regulation of relations between the University and the staff members. 
A list of officers and agents shall be forwarded by the Union t o  the 
University within ten  (101 working days of the appointment of such 
officers and agents to such offices. The University shall not be required 
to recognize any such person until it has received such notification. The 
DHR shall inform Department Heads affected of the names of staff 
members involved and negotiate with Department Heads availability for 
meetings and other Union business in general, without prejudice to the 
staff members' salarylwage, benefits and other terms and conditions of 
employment, or to any of their rights and privileges within the University. 
While such availability shall not be unreasonably denied, time off shall not 
interfere with the regular performance of a member's duties and 
responsibilities to the University, nor require payment of .overtime 
premiums. 

Without limiting the generality of the preceding, the amount of relief from 
duty required to assure the normal functioning of the Union shall be 
decided by the Joint Committee. 

Arrangements for contractual, temporary or on-call appointments to fulfill 
the workload requirements, etc., of'the positions held by such officers 
and stewards shall be made by arrangement with the DHR. subject to the 
needs of the department. 

The selection of any such employee(s) will be at the discretion of 
supervisors andlor department heads. 

4.9 Release Time for OPSEU Ofticers 

The University agrees, where necessary, to grant up to an aggregate 
maximum of seventy-two (72) days per year of release time with pay for 
officer(s) of the Local Union, including the President. This may be 
augmented by the Union to provide for a total of up to ninety-six (96) 
days of release time. The President will discuss the need for such release 
time with the appropriate supervisor and with the Director of Human 
Resources. Once it is agreed that release time is required, a schedule will 
be worked out with the supervisor, and a copy will be sent to the 
Director of Human Resources. Rather than take time off, the President 
may use these funds to provide clericallsecretarial support for the 
position. 

This release time is to be used by the President andlor officer(s) to attend 
to responsibilities flowing directly from the position of President or officer 
of the Union. Every effort will be made by the President and officers to  
schedule meetings and interviews during this period rather than during 
regular working hours. 
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4.10 Members' ParticiDatiorl in Union Flincdions 

The University acknowledges !the obligation of members of the Executive, 
Steward Body, Nominating C mmittee, Grievance Committee, 
Communications Committee nd any other committee as agreed upon by 
the Joint Committee of the b 1 rgaining unit to participate in the business 
of the Union. Subject to opedating requirements and the approval of their 
supervisor and DHR, members of the Executive and the above-mentioned 
committees shall be entitled to make reasonable adjustments of their 
normal duties, without loss of salarylwages or benefits, for the purpose 
of participation in the business of the Union. A member's service to the 
Union shall not be negatively regarded for purposes of consideration for 
promotion and merit increments. 

All members will be allowed a two (2) hour lunch break each to attend 
each of the following membership meetings: 

(1) Annual General Membetship Meeting 
(2) 
(3) 

Collective Agreement Ratification (Limit of 2) 
One (1) Special General Meeting. 

4.1 1 Election to Provincial Executive Board 

Upon request of the Union, cynfirmed in writing, and provided that seven 
(7) days written notice period, is given, leave of absence with no loss of 
pay and with no loss of credits shall be granted to employees elected as 
Executive Board members anf Executive Officers of the Union, for the 
purpose of conducting the internal business affairs of the Union. 

The Union will reimburse the University for the wages paid to members 
of the Executive Board or Executive Officers or the replacement costs if 
such costs are greater than the wages paid where a leave of absence is 
granted. 

When an employee is elected as the Union's President or first Vice- 
President, the Union will, imdediately following such election, advise the 
University of the name of theiemployee so elected. Leave of absence 
with pay shall be granted from the employee's place of employment for 
the duration of the current teim of office. 

During the term of such leave of absence, the Union will reimburse the 
University for the salary paid to the employee on such leave of absence 
and contribute the University's share of contributions to the pension fund 
and the Canada Pension Plan. The Union will make the University's 
contribution to any prevailing health or other plans applicable to the 
elected employee, during the leave of absence. The Union will make the 
University's contribution for Unemployment Insurance. 

I 

I 
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On completion of the employee's term of office, the President or first 
Vice-president may return to their previous employment, and service shall 
be deemed to  be continuous for all purposes. Any leave of absence 
extending beyond the initial term of office of the President or first Vice- 
President shall be a matter to be determined between the parties, and 
such additional leave shall be subject to the same conditions and terms 
as prevailed in the initial leave of absence. 

It is understood that replacement staff for temporary vacancies created 
under the provisions of this Article may be employed in a contractual or 
temporary capacity for the full duration of the vacancy notwithstanding 
any time limits on such appointments elsewhere in the Agreement. 

4.12 Neaotiatino Committee 

Leave of absence with no loss of pay and with no loss of credits shall be 
granted to a member of the Union who participates in negotiations, 
conciliation, mediation, or arbitration pursuant to Section 38 (Voluntary 
Arbitration) of the Labour Relations Act, provided that not more than five 
(5) employees at any one time shall be permitted such leave. 

Members of the Union granted such leave of absence shall also be 
granted reasonable time off with pay and with no loss of credits to a 
maximum of two (2) days per member to attend Union bargaining team 
caucus sessions held immediately prior to negotiations for renewal of the 
Collective Agreement. 

4.13 New Staff Interview* 

A representative of the Union shall be given an opportunity to meet with 
new staff covered by this Agreement within regular hours, without loss 
of pay, for a maximum of thirty (30) minutes during the first three (3) 
months of employment in order to acquaint the new staff members with 
the Union and the benefits and duties of Union membership. Scheduling 
of such meetings will be co-ordinated through the Department of Human 
Resources. In the alternative and where it can be accommodated within 
the time frame specified above, the Union will be given thirty (30) 
minutes to meet with those bargaining unit staff attending scheduled 
New Staff Orientation Sessions. 

The Department of Human Resources is to notify the President of the 
Union of the names of new staff members within thirty (30) days of their 
commencement of employment. 

10 



4.14 Staff Interviews 

It is acknowledged that there will occasionally be circumstances where a 
staff member, for various reasons, has concerns about interview 
situations involving their supervisor. In such cases, a staff member is 
encouraged to bring such concerns to the attention of the OPSEU 
President and the Director of Human Resources. In appropriate cases, 
after review and discussion of the concerns, arrangements will be made 
for an OPSEU representative to accompany the staff member at the 
interview session. 
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ARTICLE 5 - HUMAN RIGHTS AND EMPLOYMENT EQUITY 

5.1 Discrimination and Harassment 

No discrimination, interference, restrictions or coercion shall be exercised 
or practised by the University or the Union with respect to any staff 
member in regard to any matter to  do with terms and conditions of 
employment by reason of race, creed, colour, sex, marital status, 
nationality, ancestry, place of origin, political or religious affiliations, 
sexual orientation, citizenship, age, record of offences, family status, 
handicap, language (unless a bona fide occupational requirement of a 
position) nor by reason of membership or non-membership or activity or 
lack of activity in the Union. The above terms are as defined in the 
Ontario Human Rights Code, where so specified. 

Every staff member has a right to freedom from harassment in the 
workplace by the employer or agent of the employer or by another 
employee due to the prohibited grounds as stated in the Code. 
Harassment means engaging in a cqurse of vexatious comment or 
conduct that is known, or ought reasonably to be known, as unwelcome. 

A staff member is not required to perform any duties of a personal nature 
not connected with the approved operations of the University. 

5.2 Emdovment Eauity 

Trent University is an employment equity employer, as evidenced by its 
participation in the Federal Contractor’s Program and the development of 
an employment equity policy through its Presidential Advisory Committee 
on Employment Equity. As a result, the Employer is committed to 
establishing equal opportunities of employment and a workplace 
environment that is free of discrimination, and it jointly undertakes with 
the Union, through consultation and negotiations, as well as co-operation 
with the Committee on Employment Equity, to seek to identify and 
remove any barriers which may exist in employment areas, including the 
recruitment and hiring of, as well as professional development 
opportunities for, bargaining unit members. 

The parties agree to work together, through the Presidential Advisory 
Committee on Employment Equity, to consider and implement measures 
to improve the representation of target groups which may be identified 
by relevant legislation andlor by the University community and which 
have been found to be under-represented. 

, 
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The Joint Committee shall review and approve, prior to implementation, 
any measures which might be recommended by the Employment Equity 
Committee that have an impact upon rights andlor procedures set out in 
this Agreement. 

The Union shall have the right to appoint one representative to the 
Presidential Advisory 
representation as the 
provide. 
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6.1 

ARTICLE 6 - ADMINISTRATION OF THE AGREEMENT 

Relations Between the Parties 

If disputes arise between the parties over matters of interpretation 
concerning terms and conditions of employment, absence of express 
reference to such matters within this Agreement shall be discussed 
between the parties and, i f  resolution is not forthcoming from such 
discussion, differences in interpretation shall be referred to the Joint 
Committee andlor arbitration as appropriate. 

6.2 Advisors and ReDresentatives 

It is understood and agreed that either partyt to this Agreement may have 
the assistance of advisors or representatives in negotiations or other 
formal dealings with the other, under the provisions of the Collective 
Agreement or before an external Board or Commission. 

6.3 Joint Committee on the Administration of the Aareement 

Within sixty (60)  days of the signing of this Agreement, parties shall 
establish a Joint Committee to be comprised of three (3) representatives 
of the Union and three (3) representatives of the University. 

The Joint Committee shall function in an advisory capacity to the parties, 
but shall not in any way interfere with the normal functioning of any 
agreement between the parties, or limit the rights of the parties to enter 
into discussions which could result in the formation of further agreements 
regarding terms and conditions of employment. 

The Joint Committee shall determine its own procedures, subject to  the 
following provisions: 

1. The Joint Committee shall be chaired jointly by a representative of 
the Union and a representative of the University administration, 
who shall together be responsible for the preparation and 
distribution of agenda for meetings, and shall alternate in presiding 
over the meetings. 

The Joint Committee shall meet at least once every two (21 
months, but may meet more often by mutual agreement of the 
Chairs, and shall meet on five (5) days’ notice at the call of either 
of the Chairs, or as otherwise agreed. 

2. 

3. A quorum for the Joint Committee shall be four (4) of its members, 
with a minimum of two (2) members representing each of the 
University administration and the Union. 
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4. The parties may, by m tual consent, expand the Joint Committee 
or create subcommittels. The membership and procedures of 
subcommittees shall be determined by the Joint Committee, 
subject to the condition that at least two (2) members of each 
subcommittee shall be members of the Joint Committee, and that 
the Chair of the subcommittee must be chosen from among the 
members of the Joint Committee serving on the subcommittee. 

6.4 Addresses for Official Communications 

Except where otherwise prov,ided, official communication between the 
parties shall be addressed to:, 

The University 

The Director of Human Resources, 
Trent University, 
Peterborough, Ontario. 
K9J 788 

The Union 

The President, 
OPSEU, Local 365, 
Trent Univergity, 
Peterborough, Ontario. 
K9J 788 

with copies to the Regional OPSEU Representative 

Mr. Terry Bapter, 
1789 Stensop Road, 
Peterborough, Ontario. 

Telephone: 748-9100 
1 

6.5 Term of Aareement 

(i) The parties herein agree that the term of the Collective Agreement 
shall be from the date of ratification by both par@ to June 30, 
1998, and that the effective date of amendments to the 
Agreement shall be the date of ratification, unless otherwise 
stipulated. 

It is understood and agreed that the University may re-open 
collective bargaining npgotiations in the event that the University 
experiences reduction? in government funding or tuition revenue 
beyond the levels established in the 1996/97 budget approved by 
the Trent University Board of Governors andlor implications arising 

I 

(ii) 
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from the "White Paper" on the future of post-secondary education 
in Ontario. 

The University may at any time, on the giving of one (1 1 month's 
notice in writing delivered to the Union, require the Union to 
commence collective bargaining in view of changed or changing 
economic circumstances as noted above. If the parties are unable 
to agree on revisions to the Collective Agreement within a further 
one (1 I month of the University's notice to bargain, either party 
may give written notice to the other of its desire that the 
Collective Agreement be terminated before its June 30, 1998, 
expiry date and forthwith thereafter the University and the Union 
will make a joint application to the Ontario Labour Relations Board 
requesting on consent that the Ontario Labour Relations Board 
terminate the Collective Agreement before the June 30, 1998, 
expiry date. Upon receipt of the Ontario Labour Relations Board's 
consent to the termination of the Collective Agreement prior to  
June 30, 1998, forthwith thereafter the parties will jointly apply 
for the appointment of a conciliation officer as if notice to bargain 
had been given andlor the papies had met to  bargain under the 
Labour Relations Act. Thereafter, provided relevant provisions of 
the Act are otherwise complied with, the parties will be in a strike 
or lockout position if no agreement can be reached with respect to 
amendments to the Collective Agreement. 

6.6 Reneaotiation of Aareement 

Either party to  this Agreement may, within ninety (90) days prior to 
termination of this Agreement, present to  the other party in writing 
proposed terms of a new or further Agreement andlor amendments to 
this Agreement, and a conference shall be held within twenty (20) days, 
or as otherwise agreed by the parties, at which time the parties will 
commence negotiations on the proposed amendments andlor terms of a 
new Agreement. Negotiations will be conducted in the spirit of good 
faith. 

6.7 CoDies of the Aareement 

Within sixty (60) days following ratification of this Agreement, the 
University shall prepare and provide each staff member with a copy of 
the Agreement together with those of its appendices which the parties 
agree will be distributed. The University shall simultaneously provide to 
the Union for its own use forty (40) copies of the Agreement. The 
University shall routinely provide a copy of the Agreement to 
newly-appointed staff members. The costs of preparation and 
distribution shall be borne by the University. The Union may have further 
copies of the Agreement beyond the forty (40) listed above at cost. 

16 



I 

ARTICLE 7 - HE$LTH AND SAFETY 

7.1 General Statement 

The University acknowledgeslits obligations under the Ontario 
Occupational Health and Safety Act and related legislation, and in 
particular, its responsibility to provide a workplace where the health and 
safety of employees is protected as they carry out their duties. The 
University agrees to provide protective equipment wherever it is required 
for the safe and effective performance of duties, and to ensure that 
safety equipment, materials and protective devices are maintained in 
good condition. No employee shall be disciplined for refusal to  perform 
work where the employee has acted in compliance with the Ontario 
Occupational Health and Safety Act. For its part, the Union agrees to 
promote any education progr ms of information and instruction initiated 

health and safety awareness pnd training among members of the 
bargaining unit. 

As health and safety is a matter of concern to all members of the 
University community, any seminars or instruction to be offered will be 
widely advertised throughout the University and posted on bulletin boards 
for the information of staff. 

by the Employer and/or requi f ed by relevant legislation that will promote 

7.2 Health and Safetv Committee 

The University acknowledgesjthat the Union has the right to  appoint 
three (3) representatives to t e Trent University Health and Safety 
Committee. Staff representa ives on the Safety Committee shall be 
entitled to  a reasonable amo pt of time off from work with no loss of 
seniority or earnings to atten i seminars sponsored by the government or 
the University or the Union for instruction and upgrading on health and 
safety matters. Such time off will be recommended by the Safety 
Committee and approved by the DHR. 

The University undertakes to /respond in a timely and effective fashion, in 
accordance with the provisioqs of the Occupational Health and Safety 
Act, to the recommendations, and legitimate concerns of the Trent 
University Health and Safety Committee. 

7.3 First Aid 

In accordance with the Occupational Health and Safety Act and the 
Workers’ Compensation Act, the University shall provide for the proper 
training, during working hourp, of at least two (2) members of each 
department or work location )n First Aid methods, with no loss of pay. 
Such courses shall be offered on a regular basis, and at least annually, 
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and shall be widely advertised to all staff. Permission to attend will not 
be unreasonably denied. The University 'agrees to encourage the broad 
participation of employees in such training. 

First Aid Kits shall be supplied in accordance with the regulations of the 
above Act and their location widely advertised to staff. 

7.4 Video Disdav Terminals and VDT Eraonomics 

No pregnant staff member shall be required to use a video display 
terminal (VDT) if she feels that her physical andlor emotional health is 
being or is likely to be adversely affected through the use of a VDT, and 
she so advises her supervisor in writing. 

In such cases, the staff member will be assigned other duties without 
loss of pay or seniority for an initial period of up to thirty (30) days from 
the date of such notification. If prior to completion of this thirty (30) day 
period, the staff member cannot provide certification of pregnancy and 
continues to refuse to use a VDT, such action shall constitute a refusal to 
work. 

No staff member shall be required to use a VDT should they provide 
medical certification of a condition which precludes the use of same. If a 
staff member refuses to use a VDT and cannot provide such medical 
certification of a condition which precludes such use, such action shall 
constitute a refusal to work. 

Where a staff member is temporarily assigned other duties and provides 
certification of pregnancy within thirty (30) days of such notification to  
her supervisor, then the staff member will have the right to  return to the 
same or a cornparable position to that held prior to such notification 
without loss of salary, benefits or seniority where such pregnancy is not 
carried to term. Where the condition of a staff member providing 
certification of other medical grounds for not using a VDT ends, the 
University will assign the employee to the same or a comparable position 
for which the employee has the minimum required qualifications including 
education, experience and ability to perform the duties of the job. It is 
understood and agreed that where a contract or temporary employee is 
used to replace the employee assigned other duties because of medical 
grounds other than pregnancy, the term of such contract or temporary 
employment may be for an indefinite period, notwithstanding any other 
provisions of this Agreement. 

The following recommendations of the Health and Safety Committee are 
to be implemented: 
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1. that the ergonomic diviculties consequent on long periods of 
concentrated work wi  h VDTs be ameliorated by providing a 
10-minute break perio at the end of each hour of VDT work, 

addition; 

that workloads for embloyees who consistently use VDTs be 
limited to five (5) hours per working day on the VDT, with the 
remainder of the working day to be spent on work not involving 
VDTs; 

that prospective emplqyees be advised prior to hiring wherever 
work in the employee's field of interest may involve the use of 
VDTs; 

that a prompt and conferted effort be made by the University to 
correct all VDT work locations in which adverse ergonomic factors 
are present, so as to achieve substantially the following desirable 
features: 

away from the VDT q! 1 from concentrated visual activity, and in 

2. 

3. 

4. 

- proper posture seating - workplace lighted t$ 75 fc 
- line-of-sight for the user to be free from glare such as from 

bright windows 
- VDT screen to be fdee of objectionable reflections from 

windows, lighting, ftc.; said deficiencies to be corrected by the 
installation of glare,control screens on VDTs when requested by 
the user - VDT work locations to consist essentially of typing desk or 
equivalent, providing normal keyboard height, normal knee 
space, proper support easel for copy work, foot rest, screen 
tilting device and sych other equipment as can reasonably 
provide for the comfort and health of the employee; 

I 

5. that a university purc asing procedure be set up, which for all 
future purchases of V i T equipment will require a statement by the 
supplier that the radia Ion and other emission levels from the 
equipment do not exc ed those provided by current Ontario 
governmental guides qr standards, and that in the absence of 
Ontario standards, thy standards shall be those established by the 
American Conference of Governmental Industrial Hygienists and 
published in their TLV book; 

that all purchased V D t  equipment will have a detachable keyboard 
(where a keyboard is ipvolved) and that the equipment will be 
equipped with both brightness and contrast controls. 

1 

6.  

19 



ARTICLE 8 - STAFF INFORMATION 

8.1 Personnel Records 

For payroll and benefit plan purposes, it is imperative that the University 
maintain accurate personnel records. The staff member should advise 
the DHR immediately if there is any change in personal data, such as 
marital status, number of dependents, address or telephone number. 

Records of employment, including the original application form, 
experience and attendance histories will be kept in the DHR confidential 
files. Staff members have the right to examine their personnel records by 
application to DHR during normal business hours. In the event that 
letters of reprimand, or other materials which state or imply censure, are 
added to the personnel files, the staff member will be notified and 
provided with a copy. Such letters which are two (2) years or more old 
shall be removed from the file and oral reference shall not be made to 
them in the event of subsequent disciplinary action or future promotional 
opportunity, provided that no such 'documents relating to similar 
problems have been added to the file during that period. 

Members may request that material which they believe to be false, 
unsubstantiated, scandalous or irrelevant be removed from their 
personnel files. Denial of such request shall be referrable to the 
grievance procedures. Members may supplement the contents of their 
personnel file by placing in it statements describing and correcting any 
error, omission or other irregularity. 

8.2 Confidentialii of Personnel Files 

Access to personnel files will be limited to staff in the Department of 
Human Resources and to supervisors and other authorized University 
officials in connection with personnel, administrative andlor labour 
relations matters. 

Requests from external agencies for various types of information about 
staff should be referred to the DHR, which will only confirm employment 
at Trent University and will not divulge such personal information as 
salary, classification, birth date, etc., without the written authorization of 
the staff member. 
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ARTICLE s - DISCI~LINE AND DISCHARGE 

9.1 OPSEU ReDresentation 

Normally, a staff member sh$ have the right to be accompanied by an 
OPSEU representative on the ,occasion of an interview with a 
representative of managemen? where a formal written warning, 
suspension or discharge is to /be discussed. 

9.2 Notification 

A staff member who receives a formal warning or suspension or is 
discharged shall be sent a letter confirming the reason thereof within 
three (3) working days of recgiving oral advice. In cases of suspension, 
the length of the suspension or the condition for lifting the suspension 
will be stated. A grievance cbncerning a discharge may be submitted 
within five (5) working days gf receipt of such letter. The DHR will 
inform the Union of any suspensions or discharges. 
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ARTICLE 10 - EMPLOYMENT 

10.1 Position Definitions 

(a) Reaular: 

Continuing employment throughout the calendar year. 

(b) Recurrins 

Continuing employment throughout the calendar year incorporating 
a scheduled period of layoff of not more than four (4) months 
subject to normal recall rights for the position from which the 
incumbent was laid off. 

All current employees in recurring positions of less than eight (8)  
months' duration will retain their status as recurring and their 
names are specified in Schedule C. 

(c) Contracted: 

Employment for a definite term or task expected to last normally 
not more than twelve (1 2) months except where (a) such 
employment is to replace an employee on long-term leave of 
absence, long term disability or Workers' Compensation in which 
cases the duration of the contract may coincide with the absence, 
or (b) with the agreement of the Union. 

Contracted appointments are not substitutes for, or alternatives to, 
regular or recurring appointments. They shall normally be made 
only when the Director of Human Resources clearly identifies the 
need, for example: 

1. 

2. 

while a staff member goes on leave; 

while a staff member takes up an appointment involving 
changed responsibility (e.g. temporary upgrading); 

when funds are available from sources which stipulate a 
contractually limited term of availability (e.g. grants), or 
which are not part of the department's base staffing budget; 

while a staff member undertakes a training period in relation 
to a new position (e.g. promotion, lateral re-assignment). 

3. 

4. 
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(d) TemDorarv/Casuak 

A temporary/casual e ployee is one hired for either part- or full- 
time work for a perioqnot to exceed eight (81 months in any 12- 
month period to assistiduring specific periods of temporary rush or 
for specific special ass gnments or to replace regular or recurring 
employees absent due ito illness, statutory holidays, vacations, or 
who have not reported for work on their assigned schedule. 

Temporarylcasual appointments are not substitutes for, or 
alternatives to, regular' or recurring appointments. 

The Union will be adviped of contract or temporary/casual 
appointments. 

Every effort shall be m$de to fill a contract position with a qualified 
staff member who has, been laid off in accordance with Article 
11.2. 

I 

I 

(e) Stand-bv: 

Employees working un er an arrangement whereby their names are 
maintained on a "stan -by" list and they may work or not at their 
discretion when reque ted to do so.. 

It is understood that s and-by employees will not be employed by 
the University for perio,ds in excess of ten ( I O )  consecutive 
working days. I 

Stand-by appointment4 are not substitutes for, or alternatives to, 
regular, recurring, or temporarylcasual appointments. 

f 
T 

(f) Full-time: 

Employment for thirty-five (35) hours or more per week. 
I 

(g) Half-time: I 

Employment for at leait seventeen and one-half (17-1/2) hours or 
more per week, but leds than thirty-five (35) hours per week. 

1 
(h) Part-time; 

Employment for less than seventeen and one-half (1  7-1/21 hours 
per week. 
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10.2 Chanaes in Position Definition 

If the definition of the position of an employee (10.1) changes as a result 
of a change in the number of hours of work, normal job posting 
procedures shall be followed and such employee may exercise hislher 
right of displacement in accordance with the relevant provisions of Article 
11.3. In the event, however, that a position changes from regular to 
recurring, full-time to half-time or part-time, andlor half-time to part-time, 
the incumbent may first exercise a right of first refusal for the new 
position and the posting and displacement provisions above shall not 
apply. 

10.3 Conversions to  Reaular or Recurrina Positions 

The maximum durations of employment for a contract or 
temporarylcasual employee are set out in Article 10.1 and in Articles 
4.11, 7.4, 10.18, 13.11, 16.4 and 16.5. In the event that the 
employment of a contract or temporarylcasual employee inadvertently 
continues beyond these maximum periods, the University shall 
immediately terminate such employment, or if the University determines a 
continuing need, post and fill the position in accordance with the 
provisions of the Collective Agreement. Monthly listings are provided to 
the Union in accordance with Article 4.4. 

10.4 Position Descriotions and Classifications 

The DHR will provide each staff member with the relevant position 
description, together with an outline of the classification levels and 
corresponding salary ranges. At the time of hiring, the staff member will 
be informed in writing by way of a letter of appointment, of the 
classification, salary range and other details corresponding to the staff 
member's new position. 

10.5 Probationaw Period 

Definition 

The initial period of employment at Trent University in a regular or 
recurring position during which a staff member is expected to adapt to 
the position and to acquire the knowledge of techniques, procedures and 
skills inherent to the position. It is understood and agreed that a lesser 
standard of just cause for discharging employees will apply during the 
probationary period, including unsatisfactory performance. The 
University shall conduct one or more performance reviews prior to the 
completion of the probationary period. 
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I 
I Duration 

Each new staff member is hiied on a probationary period of three (3) 
months to six (61 months, thp duration of which will be determined by 
the Department of Human Rqsources in consultation with the appropriate 
supervisor. The length of thq probationary period will be stated clearly in 
the letter of appointment. 

Notification 

Before the end of the probathnary period, the supervisor will review the 
staff member's progress andiperformance. If performance is satisfactory, 
the appointment will be confirmed in writing by the DHR. An initial 
probationary period may be extended by the employer provided the 
maximum does not exceed six (6) months. When a probationary 
employee is terminated, the Union will be notified, and the termination 
may become the subject of a grievance. 

I 

10.6 Medical Examinations 

candidate to perform 
a staff member may be 
employment, or prior to 

the completion of the probationary period. Medical examinations may 
also be requested at other tiTes, as required for insurance purposes. The 
University will assume the cqst of medical examinations required for 
University purposes. 

10.7 Seniority 

I Definition I 

Seniority is defined as the IeTgth of continuous employment, measured in 
years of equivalent full-time Service, with the University in any regular or 
recurring position, as well as, contract positions fulfilled by laid-off staff 
(1 1.31. 

i 

Usaae I 

The University shall maintain a seniority list showing the date upon which 
each staff member's service /commenced. An up-to-date seniority list 
shall be sent to  the Union and posted on agreed- upon bulletin boards in 
February of each year. 1 

Where two (2 )  or more staff jmembers have equivalent full-time service, 
seniority will be determined by lot, as the need arises, at a meeting of the 
Joint Committee on the Adrqinistration of the Agreement. Seniority shall 
be used in situations arising from redundancy, layoffs, transfers and 
promotions. Seniority does not accrue during periods of layoff, unpaid 
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leave of absence, or (except for purposes of redundancy, layoff, or 
calculation of pensionable service) beyond an initial thirty (30) day period 
of illness or disability. Seniority ceases when employment at the 
University terminates. Layoff. subject to recall, or periods of illness, 
disability, unpaid leave of absence or maternity leave do not terminate 
seniority. 

10.8 Termination 

Definition and Usaae 

Termination from the University is defined as the end of service of the 
staff member. Temporary layoff is not termination until such layoff is 
terminated by the staff member or through the expiration of recall rights. 
Staff members will not be terminated except in one of the following 
ways: 

Retirement 
Resignation 
Failure to satisfactorily complete the probationary period 
Termination of recall rights after layoff 
Dismissal for cause 
Illness or disability as defined in 10.14 
Death 
Completion of contracted or casual employment 

10.9 Retirement 

Retirement date a t  the University will be the first of July immediately 
following, or coincident with, the staff member’s sixty-fifth (65th) 
birthday. For a staff member whose sixty-fifth (65th) birthday falls 
between July 1 and December 31, retirement on full pension and without 
penalty on December 31st is an option. The DHR will give notice of 
retirement of not less than one (1) year before the date of retirement. 
The DHR provides an estimate of pension benefits and other counselling 
for retirees on request. 

Extensions of the retirement date will not normally be granted. Retirees 
will not be re-employed by the University except in a contract, temporary 
or on-call capacity and with the approval of the Union. Such approval 
shall not be unreasonably withheld. Employees who left the University 
under the Early Retirement or Career Change Incentive Programs shall not 
be re-employed in any capacity until after their normal retirement date. 
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I O .  10 Resianation 

Staff members must notify their supervisor in writing not less than two 
(21 weeks before the effectije date of resignation. A copy of such notice 
must be forwarded to the 0 R. Advance notice of termination is 

Notwithstanding Article 15.1 of this Agreement, staff members who do 
not provide notice as above bill receive vacation pay on termination only 
to  the amount required by the Employment Standards Act of Ontario. 

Staff members who are absent from work for a continuous period in 
excess of two (2) weeks, wiihout giving reasonable notice to their 
supervisor prior to the expirapion of this two (2) week period, will be 
considered to have resigned. The University will immediately provide 
written notice to the staff member and a copy of same to the Union. 

It is recognized that there may be exceptional circumstances which have 
made it impossible for the stbff member to notify the supervisor about 
the absence. The University may agree to reinstate a staff member who 
has been considered to have resigned within thirty (30) days of the 
resignation notice, provided that within this period the staff member has 
submitted a request for reinstatement to the Director of Human 
Resources together with an $xplanation of absence (copy to the Union). 

important to the University i x , order that it may meet its staffing needs. 

I O .  1 1 Failure to Satisfactorilv Comklete the Probationarv Period 

A staff member who has nod satisfactorily completed the probationary 
period outlined in Article 10.b may be discharged for cause. 

I O .  12 Termination for Cause 

Subject to express provision9 elsewhere in this Agreement (Articles 10.5 
and 10.81 discharge of regul r or recurring staff members shall be for just 
cause. The Director of Hum n Resources or designate shall notify the 
member in writing of the eff ctive date of discharge, the grounds for 

copy of this notification. 1 
discharge and the member's i right to grieve. The Union shall receive a 

10.1 3 Unsatisfactow Work as Just/ Cause for Termination 

If discharge for unsatisfactory work is contemplated, written notice to 
the staff member allowing npt less than three (3) months for the required 
improvement in performance will be given. 

Where the required improve ent has not been demonstrated resulting in 

Resources or designate shall/ notify the staff member in writing of the 
pending discharge and of th member's right to meet informally and 

a decision to discharge the s T aff member, the Director of Human 

9 
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privately (with Union representation, if desired) with the Director or 
designate to discuss the matter within five (5) working days of the 
notice. The Union shall receive a copy of this notification. 

At  the express request of the staff member, up to two (2) more meetings 
may be held within ten (10) working days of the first meeting. Both the 
Director or designate and the member may be accompanied by up to two 
(2) persons. 

A written resignation tendered by the member within twenty-five (25)  
days of the first meeting to discuss discharge for unsatisfactory work will 
be accepted. 

If no resignation is tendered and if the Director or designate considers 
just cause for discharge exists, then the Director or designate shall 
proceed as in Article 10.12. 

The designate for the Director will be an Assistant Director or the Vice- 
President (Administration and Finance) i f  neither the Director nor an 
Assistant Director is available. 

10.14 Illness or Disability 

Staff members who qualify for disability benefits under Long Term 
Disability or Workers' Compensation shall normally have the right to 
return to their former position if they are fit to return to work within a 
fifteen (15) month period. The University undertakes to provide, where 
appropriate, rehabilitative employment for which the staff member is 
qualified and of comparable compensation for the next fifteen ( 1  5 )  month 
period in the event that the disabled staff member is fit to return to work 
within that thirty (30) month period. After the thirty (30) month period, 
continued employment will be compensated in accordance with the 
position and classification. 

Staff members absent from the University under the terms of the Long 
Term Disability plan or Workers' Compensation beyond thirty (30) 
months shall, thereafter, have recall rights in accordance with this 
Agreement, subject to their ability to return to work. 

A staff member who is absent from work due to illness for six (6) 
months, but who does not qualify for benefits under the Long Term 
Disability plan or under Workers' Compensation, shall be laid off at the 
discretion of the University after that period. 

Where the University intends to lay off a staff member due to illness or 
disability, the University shall notify the staff member in writing at least 
thirty (30) days in advance and transmit a copy of this notice to OPSEU 
within the same time limit. 
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Staff members on layoff as 4 result of illness or disability have recall 
rights as outlined in Article 11 -4. To retain recall rights a medical 
certificate must accompany any rejection of recall within ten (10) 
working days of the date of the registered recall letter. If they have not 
been recalled within the twelve 112) month period, or eighteen (18) 
months where the members'/ years of service are five (5) years or more, 
the employment relationship of such employees shall be deemed to have 
been terminated. I 

10.15 / 
I 

When a staff member dies id service, the estate will receive salary 
payments to the end of the month following the month in which the 
death occurs plus vacation pay accrued up to the date of death. The 
DHR will initiate action on such matters as the Trent Pension Plan and 
Life Insurance. Coverage in semi-private, extended health and dental 
plans terminates at the end of the month following the month in which 
the death occurs. 

10.16 Cornoletion of Contracted or, TemvorarvlCasual Erndovment 

Contract and temporarylcas al employees are entitled to paid holidays in 
accordance with the provisi t ns of Article 15.3; and to 4% vacation pay 
or one (1) day per month to b maximum of ten ( I O )  days over twelve 
(12) months. 

The employment of contract or temporarylcasual employees can be 
terminated at any time on the giving of one (1) week's notice or pay in 
lieu of notice if the employet/ has been employed continuously for more 
than three (31 and less than 'twelve (12) months; or two (2) week's 
notice or pay in lieu if emploked continuously for more than twelve (1  2) 
months. 

I O .  17 Severance Pav on Termination 

Resignation, Dismissal, Retirement, Disability and End of 
Contract or TemporarylCasual Employment 

Staff members who are terdinated for reasons of resignation, dismissal, 
retirement, disability or end Cf contract or temporarylcasual employment 
shall not be the recipients of1 severance pay. 
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I O .  18 Technoloaical Chanae 

Definition 

In the event that the University decides to introduce new equipment or 
material, or to  implement a change in the manner in which it carries on 
its operations that is directly related to the introduction of that equipment 
or material, and where such introduction or implementation would be 
likely to adversely alter a position classification or displace any staff 
member, the University shall give the Union three (3) months' notice. 
The parties shall consult as soon as possible to review the impact on 
staff members and possible measures to reduce the adverse effects of 
the pending change. 

The notice mentioned above shall be given in writing and shall contain 
pertinent data including: 

(a) 
(b) 
(c) 

(d) 

(e) 

the nature of the change; 
the date on which the University proposes to effect the change; 
the number, type and locatiop of staff members likely to be 
affected by the change; 
the effects the change may be expected to have on the staff 
members' working conditions and terms of employment; and, 
other pertinent data relating to the anticipated and foreseeable 
effects and repercussions on employees. 

Prior to any new regular or recurring staff members being hired to operate 
the new equipment or to deal with the new technology, the University 
will, where necessary, first allow existing staff members a 
traininglassessment period up to six ( 6 )  months to acquire and 
demonstrate the knowledge, skill andlor qualifications necessary to cope 
with the change, provided they are minimally qualified by education, 
aptitude andlor experience. Staff members to be retrained will be 
selected on the basis of seniority in the following order of priority: 

1. those who are adversely affected as outlined above; 

2. those most suitably qualified staff members from elsewhere in the 
University; 

3. those most suitably qualified staff members from laid-off staff. 

Contract andlor temporary employees may be engaged for the duration of 
any such training/assessment period. 

10.19 Comoensation Durina Retraining 

Staff members to be retrained will not suffer a reduction of salarylhourly 
rate during the training period. 
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10.20 

10.21 

Salaw Cotmensation for Ne& POS ition 

period. 

Alternate Emoiovment 

If the measures decided in Article 10.18 do not reduce or delete the 
adverse effects and no alter 'ate employment is available, the affected 

Collective Agreement. 
staff member(s1 may be laid a ff pursuant to the provisions of the 
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ARTICLE 11 - REDUNDANCY AND LAYOFF 

11.1 W f f  

The University shall not lay off a staff member who has been employed 
for three (3) months or more unless it gives notice as outlined in Article 
11.2. 

Layoff resulting from long term illness or disability is covered under 
Articles 10.14 and 15.5. 

Payment in lieu of notice is in addition to vacation pay which the staff 
member might have earned prior to the date of termination. 

1 1.2 Redundancv and Lavoff 

Where it is determined that layoffs are necessary to reduce the 
work force or in the event tho University declares a position to be 
redundant, the University shall meet with the Union within two (2) 
weeks of a notice of layoff with a view to looking at alternatives 
and identifying the positions involved. Where applicable, the 
principle that staff members in the affected positions shall be 
identified for the purposes of layoff in the inverse order of seniority 
shall apply. Once so identified, such staff member will be 
transferred to the first position of equal or lower classification 
which is vacant, or which becomes vacant during the notice 
period, and for which the staff member has the minimum required 
qualifications including education, experience and the ability to 
perform the duties of the job. Such vacant positions will not be 
subject to the normal posting requirements. 

When there are two (2) or more staff members identified for the 
purposes of layoff who are qualified for a vacant position, selection 
shall be based on seniority. If there are two (2) or more vacant 
positions for which the staff member is qualified, the preference of 
the staff member shall be a contributing factor. 

Staff members may refuse transfer to alternate positions without 
losing their rights to termination benefits as defined in this 
Collective Agreement. However, failure to accept such a transfer 
within five (5) working days from the notice of transfer will result 
in the layoff of the staff member concerned. 

A regular or recurring staff member who has been employed for 
three (3) months or more shall be given at least one (1) month's 
notice or pay in lieu thereof. Longer notice will be given as 
follows: 
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Over one (1) and less 
than five (5) years 
of service 

- a written notice of three (31 
months or pay in lieu thereof 

Over five (5) years 
of service 

In the case where a petiod of notice is given, it shall begin from 
the date on which the staff member received written notice (with a 
copy to the Union) of lbyoff. During this period, the staff member 
shall be afforded reasopable time off to seek alternate 

- a written notice of six (6) 
months or pay in lieu thereof 

the approval of the staff member's 
val shall not be unreasonably withheld. 

1 1.3 Disoiacernent 

(1) Within one (1) month of the effective date of layoff, and where no 
appropriate vacancies exist or where the employee elects to refuse 
transfer, the employee, shall have the right to displace an employee 
who shall be identified1 by the Employer in the following manner 
and sequence. 

l i )  The employer wlil identify the employee with the least 
seniority in the iame band in which the surplus employee is 
presently workiqg, and if such employee has less seniority 
than the surplus employee, helshe shall be displaced by the 
surplus employee provided that the surplus employee has 
the minimum required qualifications including education, 
experience and Bbility to perform the duties of the job. 

Failing displace&nt under (i), the employer will identify the 
employee in the/ band immediately below the band in which 
the surplus emp oyee is presently working who has the least 
seniority, and i f  he/she has less seniority than the surplus 
employee, he/sffe shall be displaced by the surplus 
employee, provijded that the surplus employee has the 
minimum required qualifications including education, 
experience and tlbility to perform the duties of the job. 

Failing displacement under (i) or (ii), the employer will review 
the bands in degcending order until a band is found in which 
the employee With the least seniority in the band has less 
seniority than tHe surplus employee, and such employee so 
identified shall e displaced by the surplus employee, 
provided that t e surplus employee has the minimum 

ability to perforp the duties of the job. 

(ii) 

I 

(iii) 

required qualifications, hb including education, experience and 
I 
1 

33 



(iv) Where no displacement is possible under these provisions or 
where the employee choose's not to exercise hislher right to 
displace in accordance with the foregoing, he/she shall be 
laid off. 

(2) An employee displaced under 1 1 . 3 W v )  shall be declared surplus, 
and the provisions of that Article shall apply. 

Where an employee is displaced as a result of another employee 
exercising his/her seniority rights under 1 1.3(2), the employer shall 
identify that employee with the least seniority in the same or lower 
band in a position for which the displaced employee has the 
minimum required qualifications including education, experience 
and ability to perform the duties of the job, and the employee so 
identified shall be laid off. 

An employee laid off in accordance with 11.3(3) shall be offered 
the opportunity of displacing a contract or temporary employee, if 
any are then employed, provided the employee has the minimum 
required qualifications including education, experience and ability 
to perform the duties of the job. 

Displacement under this clause shall abrogate any agreement 
concerning the length of such contract or temporary employment. 

(3) 

(4) 

1 1.4 Recall Rights 

Staff members shall have recall rights for twelve (12) months, or for 
eighteen (18) months where the members' years of service are five (51 
years or more, and shall be recalled in order of their seniority, provided 
they are willing, able and have the minimum required qualifications, 
including education, experience and ability to  perform the duties of the 
job. 

Notice of recall shall be made by registered mail to the last known 
address of the staff member. A copy shall be sent to the Union. It shall 
be the responsibility of the laid-off staff member to keep the DHR 
informed of a current address. 

If recall takes place prior to the expiration of the period of notice of layoff 
or pay in lieu thereof, all payments due to the laid-off staff member 
because of the layoff will be discontinued from the date of recall. If at 
the time of layoff a lump sum payment was made in lieu of notice, the 
staff member will repay to the University the difference between the total 
money paid less the money due to the member from the date of layoff to 
the date of recall. 
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If recall is to a lower paid podition and the period of notice of layoff has 
not expired, the staff member will be paid the salary or wage rate that 
member was earning at the ti,me of layoff. Once the notice of layoff 
period has expired, the Univetsity will commence to pay the staff 
member the appropriate salar or wage rate for the position to which the 
staff member has been recall e d. 

I f  a staff member has been Idid off for a period of twelve (12) months, or 
for eighteen (18) months where the members' years of service are five 
(5) years or more, without hdving been recalled, the employment 
relationship of that staff meniber shall be deemed to have been 
terminated. 

If a laid-off staff member failqd to notify the University of an intention to 
accept recall within ten (IO) working days of the date of the registered 
recall letter, the staff member will be considered to have resigned and the 
employment relationship of that staff member will be deemed to have 
been terminated. See Article: IO. 14 re: medical certificate requirements 
for ill or disabled members oh layoff refusing recall. 

If the staff member, having lotif ied the University of an intention to 
return to work as provided in this Article, fails to return to work within 
three (3) days of the scheduled return, the staff member will be 
considered to have resigned end the employment relationship of that staff 
member will be deemed to have been terminated. 

A laid-off staff member with  recall rights who accepts a definite term 
temporary assignment and who has been given written notice of such 
term at the time of appointmbnt, is entitled to two (2) weeks' notification 
or pay in lieu thereof if the agsignment is terminated prior to the 
completion date of said defi 'ite term temporary assignment as stated in 
the written notice. In the ev nt a laid-off staff member with recall rights 
accepts a temporary assign 3 ent, hislher recall rights remain in effect in 
accordance with the provisions of this Article. 

11.5 Short-term Temoorarv Lavoffs 

The parties acknowledge that, in the event of an unforeseeable disaster 
beyond the control of the Uqiversity, it may be impossible for a staff 
memberls) to work. In suchlcases, the University is not obliged to 
honour notice provisions as feferenced in 1 1.2. 

Short-term temporary layoff4 shall not exceed six (6)  consecutive weeks. 
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11.6 Labour Disoutes 

Where the University's normal operations are disrupted due to a work 
stoppage resulting from a labour dispute involving members of another 
bargaining unit, layoffs may take place after two (2) weeks' notice or pay 
in lieu thereof, and members so laid off will be entitled, subject to  
approval by Employment and Immigration Canada, to participate in a UIC 
Sub Plan. 
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ARTICLE 12 -!HOURS OF WORK 

12.1 Standard Work Week I 
1 

Normally the standard work yveek for full-time staff consists of seven (7) 
hours per day, thirty-five (35) hours per week. Standard working hours 
are those working hours existing in any University department prior to the 
election of modified work we,ek arrangements as an alternative. 
Individual working schedules Ifor full-time, part-time and half-time staff 
are determined by supervisors and are subject to departmental needs and 
approval. 

If a staff member has special and legitimate reasons which would justify 
some variation in the standar work daylwork week, these reasons shall 

Resources. Reasonable efforts shall be made to accommodate such 
requests. 

In certain departments, hour$ of work will vary for special workload 
reasons. Alterations in schequles or work will be posted whenever 
possible in the staff member's department or office. Compensation for 
overtime is in accordance wi ih Article 13.3. 

Except in respect of variatio '9 in the standard work daylwork week 

12.2, or where normal opera ing hours include Saturday andlor Sunday, 
the University normally shall ,schedule for each staff member at least two 
(2) consecutive days of rest per week. 

j 
be discussed with the super J" Jsor and approved by the Director of Human 

above, where a modified wo,k 7 week is instituted pursuant to Article 

f 

12.2 Modified Work Week 

A modified work week may ipclude: flextime, banked time, or a 
compressed work week, Tht terms and conditions thereof shall be 
negotiated with the Union aqd reflected in a Letter of Understanding. 

12.3 Revised Hours I 1 

Regular hours may be revise9 during summer months, and at other 
specified times during the ydar. Revised hours will be announced by the 
DHR and published in Trent Fortniahtly and the Union notified. 
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12.4 Overtime 

Overtime must be approved in advance by the supervisor and recorded 
within the department. An employee will qualify for overtime after 
working over thirty-five (35) hours or forty (40) hours depending on the 
normal full-time work week for that job classification. Compensation for 
overtime is stated in Article 13.3. 

Overtime should be necessary only in situations of limited duration. 
Every effort should be made to avoid overtime on a continuing or 
scheduled basis. The University will attempt to allocate overtime work 
on an equitable basis among readily available qualified staff members 
who normally perform those duties. 

In certain departments, a regular day may be adopted in excess of eight 
181 hours, but not in excess of twelve (12) hours. (The total of regular 
plus overtime hours scheduled normally for a staff member shall not 
exceed twelve (12) in a day or forty-eight (48) in a week). 

In cases of emergencies only, the University may require the maximum 
limit of hours in the day to be worked to be exceeded only so far as to 
avoid serious interference with the ordinary working of the University. 

An employee who works three (3) or more hours of overtime immediately 
before or immediately following normal hours of work shall be provided 
with a break of not less than one-half (1/2) hour for eating purposes. 
Eating time will be included in the compensation calculation of overtime 
hours worked. 

12.5 Lunch Period 

A break of not less than one-half (1121 hour per day or shift will be 
granted to  staff for eating purposes. Such time shall not be included in 
the above calculation of hours worked. Scheduling is at the discretion of 
the supervisor subject to the needs of the department. 

12.6 Coffee Breaks 

Two (2) fifteen (151 minute coffee breaks will normally be provided, one 
preceding and one following the eating period. Scheduling is subject to 
arrangements with the supervisor. Coffee breaks worked shall not be 
calculated as overtime worked nor can they be banked to accumulate 
paid time off. 
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, 

12.7 ReoortinQ Absence 
I 

Staff who cannot report to York because of sickness or other reasons 
are expected to telephone within fifteen (1 5 )  minutes of their normal 
starting time to advise their upervisor of the expected time of their 
return to  work. Staff memb rs who commence work at 16:OO hours or 
later will make every effort to inform their supervisors of their pending 
absences as early in the daylas possible and no later than 1200 hours 
for the 16:OO hour or 18:OO ,hour shifts or 15:OO hours for the midnight 
shift. However, employees failing to provide notice as stipulated in this 
Article through circumstanceb beyond their control shall not be deemed 
to have violated any of the terms of this Agreement. 

Staff should inform their supervisor of the reason for their absence. In 
the event of illness, exact medical reasons need not be given. 

i 

12.8 Medical Certificate 

In the event of frequent absences or of an absence of more than four (4) 
days, a certificate from a licknsed medical practitioner which provides 
satisfactory medical evidence will be required for DHR records and to  
maintain sick leave coverage! if applicable. In an absence of more than 
two (2) weeks, subsequent doctor's certificates will be required at feast 
once a month in order that ah application for benefits under the long term 
disability plan can be initiateb. Subject to Provincial legislation or 
regulation, these certificates lwill be at the expense of the employee. 

12.9 Emeraencv Weather Proceddres 

It is only when the weather hituation is serious andlor deteriorating that 
the decision will be made to ireduce staff members' working hours. 
When this decision is made, /It will be communicated to 
DepartmentlCoilege Heads bb the DHR. 

12.10 Scheduled On-Call 
1 

Staff designated as "on call'l will carry a communicator andlor remain in 
proximity of a telephone. S4ch staff shall be paid at the rate of one hour 
per day for being "on call" vyhether or not they are called. In addition, if 
called into work, "on call" staff will be compensated either by pay or 
time off based on a minimum of one hour paid at the overtime rate, 
except to the extent that th t  on-call hours worked overlap and extend 
into scheduled working hourb. 
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ARTICLE 13 - COMPENSATION 

13.1 Pav Eauity 

OPSEU and the University acknowledge that the Job Evaluation System, 
implemented July, 1986, and resulting Salary Grid have been built upon 
principles of pay equity. 

13.2 Salarv Grid and Salarv Bands 

.01 The Salary Grid will consist of eleven (1 1) bands, each with seven 
(7) steps, and each band will span a range of two hundred (200) 
points starting at two hundred and twenty-five (225) points. 

The points assigned to each position will determine which salary 
band applies to the position. 

"Red-circled Salaries" are thope which exceed Step 7 within the 
correct band. Until such time as the "Red-circled" salary is 
exceeded by Step 7 within the correct band, employees whose 
salaries are "Red-circled" shall not be eligible for any scale 
increases which may be negotiated from time to time. When the 
"Red-circled" salary falls below, or becomes equal to  Step 7, it will 
be immediately converted to  a Step 7 salary, and at such time the 
"Red-circle'' designation will cease. 

.02 

13.3 Overtime 

Overtime is defined in Article 12.4. Approved overtime shall be 
compensated either by pay at one and one-half (1-112) times the staff 
member's regular rate, or by time off at a rate of one and one-half (1-1/2) 
hours for each overtime hour worked, the method to be agreed upon and 
to  be subject to the approval of the DepartmentlCollege Head in advance. 

Time off for overtime worked cannot be banked beyond a one (1) month 
period without the prior written approval of the Department/College Head 
at the time overtime is worked. 

13.4 Emeraencv Call-in 

Scheduled on-call is defined in Article 12.10. Emergency call-in will 
result in compensation to the greater of four (4) hours at regular 
compensation or overtime rates for the call-in hours worked, except 
where any of those hours in either case overlaps and extends into the 
scheduled working hours. 

40 



13.5 Suoolementarv Pavment 
I 

.01 In addition to the basiclsalary to which an employee is entitled 
pursuant to the Salary Frid, employees may be awarded 
supplementary payment of one or more of the following types: 

(a) Shift Differential'Bonus 
(b) Market Differential Bonus 
(c) 

I 

Temporary Assignment Bonus (see 13.14) 

.02 Shift Differential Bonus 

Employees whose hours of work regularly commence at 16:OO 
hours or later will receibe a Shift Differential bonus of forty-five 
cents (45d) per hour. ' 

.03 Market Differential Bonus 

Incumbents who are currently receiving Market Differential 

Differential Bonus or the 
application of same to pny new employee, shall be at the sole 
discretion of the University. 

13.6 Salarv Reductions 

No salary shall be reduced as a result of promotion or lateral re- 
assignment. 

13.7 Onaoina Administration of the Salarv Grid 

.01 

I 

All new employees wid normally be hired at Step 1, and all 
employees will, subjec to satisfactory performance, advance 
through the Salary Gri by way of annual increments until Step 7 
is attained. The first annual increment for a new employee will be 
awarded on July Ist ,  provided the employee was hired prior to the 
previous September 30th. For employees hired between October 
1st and the following June 30th, the first annual increment will be 
awarded on January 1$t following the June 30th. Subsequent 
annual step increases hill be awarded each July 1st. 

4 

13.8 Steo Increases 

.01 The parties hereto ackhowledge that regular annual step increases 
will be awarded as spdcified in this document during the term of 
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the Collective Agreement expiring June 30, 1998, and eligible 
employees will ordinarily receive such increases in the normal 
course. 

.02 The awarding of a step increase is, however, conditional upon 
satisfactory performance. Normally, determinations of whether an 
employee’s performance has been satisfactory shall be based upon 
the Performance Appraisal process (see Article 13.15). If the 
completed Performance Appraisal Form designates that 
improvement is required in relation to one or more performance 
factors, the next scheduled step increase may be withheld, 
provided the staff member (1) was advised in advance of the poor 
performance and (2) was provided with a reasonable opportunity 
to improve. Where the Performance Appraisal itself is the first 
notice of an alleged performance deficiency, the step increase 
would not normally be withheld unless the allegation is repeated in 
the subsequent Performance Appraisal. 

It is understood that continued poor performance as indicated in 
consecutive Performance Appraisals, or serious employment 
deficiencies such as may be identified in relation to disciplinary 
action under Article 9, will normally result in the withholding of a 
step increase, and could ultimately lead to Dismissal for Cause 
proceedings under Articles 10.12 andlor 10.13. 

Decisions to withhold a step increase may be the subject of a 
grievance. 

OPSEU will be advised in advance, and in writing, of all cases 
where it is decided that a step increase is to be withheld. 

.03 

.04 

13.9 AnnuallHourtv Rates 

.01 The annual rates shown on the Appended Salary Grids are based 
on a 35-hour work-week. The annual salaries for employees on 
other than 35-hour work-weeks will be appropriately computed 
based on the hourly rates set out in the Appendices. 

13.10 Promotions 

Promotion is defined as the movement of an employee to a position on a 
salary band higher than the band associated with his/her previous 
position. It can result either from a re-assignment by the University, with 
the approval of the Joint Committee, to a position on a higher band, or 
from the employee succeeding in a competition for a position on a higher 
band. 
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Movement to a position with /a higher point rating within the same band 
shall not be regarded as a prpmotion, but as a lateral re-assignment. 

Employees who are promoted shall be assigned the salary on the new 
band which corresponds to tbe salary on their previous band, except 
where the previous salary is p l o w  Step 1 of the new band. In the latter 
case, the employee shall be ssigned the Step 1 salary. For employees 
whose salaries are red-circle!, they shall, upon being promoted, be 
assigned the corresponding sblary (if there is one) on the new band. If 
there is no corresponding sallry, they shall be assigned to the closest 
salary step on the new band Pbove their previous salary. If the 
red-circled salary is above St7p 7 of the new band, at the time of the 
promotion, it shall remain a red-circled salary at the previous rate. 

In any case where the base qalary of an employee who has been 
promoted does not increasa qs a result of a promotion, the employee 
shall be awarded a step increase retroactive to the starting date of the 
promotion upon the satisfact ry completion of the assessment period. 
This additional step increase shall not affect eligibility for regular 
increments, which shall be abarded in the normal fashion. 

t 

13.1 1 Assessment and Reassianmeht 

Staff members who are successful candidates in a promotion/lateral 
re-assignment shall be considered to be in an assessment period for three 
(3) to six (6) months, depending on the time stated in the appointment 
letter. The assessment periqd commences when the employee is fully 
released from hidher former position and the obligations of 18.4. As 
part of the assessment periob, appropriate orientation and job instruction 
will be provided by the Univqrsity. The purpose of the assessment period 
is to  provide the employee dith a reasonable period in the new position 
to demonstrate that helshe dan perform the job to the employer's 
satisfaction. Unsuccessful cpmpletion of the assessment period will 
result in the following: , 

1. (a) The employee ?ill be re-assigned to hislher former position if 
the position is available: or if the former position is not 
available, to anqther comparable position, if such a position 
is available, for ,which the employee possesses the minimum 
required qualificptions including education, experience, and 
the ability to perform the duties of the job; or, if such 
comparable position is not available, to any position which is 
available for wtlich the employee possesses the minimum 
required qualifications including education, experience, and 
the ability to pelform the duties of the job; 
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(bl The salarylwage rate to be used at the time of 
re-assignment will be based'on the actual salarylwage 
earned prior to the assessment period in the new position. 
An employee re-assigned to a lower classification than that 
of hislher position prior to the assessment period shall have 
hislher salary "red-circled" at the salarylwage earned prior to 
the assessment period. 

(c) Employees who are successful candidates in a 
promotionllateral transfer may elect within a period of two 
(2) calendar months from the employee's starting date in the 
new position to be re-assigned as per l (a )  of this Article, 
and if the employee does so, helshe shall be precluded from 
applying to fill any other vacancy for a period of twelve (12) 
calendar months. 

(d) It is understood that where an employee is to be re-assigned 
as per this Article, that where the employee's former 
position is filled by a contract, temporarylcasual or 
probationary appointment, such appointment may be 
terminated immediately and without notice to provide a 
position for the re-assigned employee, notwithstanding any 
other provisions of this Agreement. 

13.12 Demotions 

A demotion is a re-assignment by the University to a lower-rated 
classification and may occur as a result of unsatisfactory performance or 
other job-related reasons considered appropriate by the University. 
Wages shall be appropriately adjusted. Demotions may be the subject of 
a grievance. 

13.13 Assianments Outside the Baraainina Unit 

An employee accepting an assignment outside the bargaining unit shall, if 
returned to the bargaining unit within twelve (12) months either by action 
of the University or by exercising hislher right to return for any reason 
within twelve (12) months, be permitted upon re-entry to count the 
service outside the bargaining unit for seniority purposes. It is further 
understood that for a period not to exceed twelve (1 2) months, such an 
employee shall retain the right to return to the position occupied at the 
time of the assignment. 

13.14 Temnorarv Assianments 

.01 When a staff member is absent and another staff member of lower 
classification is to be assigned a significant portion of the 
responsibilities of the absent staff member, vacated as a result of 
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absence for a period in'excess of ten (IO) working days, then such 
other staff member she/ll receive additional compensation during 
the period of performing those duties. 

.02 Additional compensatio/n will be based upon the rate which is at 
least two (21 steps higher than the employee's current salary. 
Further, in cases wherd the absent employee is more than one 
band above that of the,employee on temporary assignment, the 
Director of Human Respurces shall review the duties being 
performed and may, in jappropriate cases and depending upon the 
extent of the duties being performed, award additional 
compensation beyond the level specified above. 

Payment shall commenpe effective from the date on which the 
staff member performsjsuch duties described in .01 above and 
continues for the duratlon of the time so performed by said staff 
member. 

.03 

.04 Such additional compensation will be added to the staff member's 
compensation as a grops pay adjustment rather than as a change 
in base salary or hourly rate. Such an addition will preclude 
additional contributions being made to pension and insurance 
plans. Non-statutory holidays (Article 15.3) to which an employee 
is entitled shall be paidlto an employee on temporary assignment 
at the base rate of paylapplicable to the employee's regular 
appointment. 

If the staff member shduld not return to work in the appropriate 
time period outlined in !his Agreement, then the job will be posted 
in the normal manner and applications invited from all interested 
staff. 

.05 

.06 If the temporarily upgrgded staff member is the successful 
applicant, the staff mepber enters the new job at the greater of 
the appropriate start rake for the staff member in the new job or 
the temporary rate est blished in .02 above and receives salary 
and performance revie& at normal intervals. 

13.15 Performance ADDraisal I 
Performance appraisal is the brocess by which the job performance and 
effectiveness of a staff memt)er is determined and communicated to the 
member. It is the responsibiljty of supervisors to complete and sign 
assessments of the effectiveness of the members' performance of their 
assigned responsibilities. Performance appraisal shall be made at the 
completion of the probationafy periodlassessment period, and at least 
annually thereafter in conjunqtion with the salary review. 

Performance appraisal proceedings will be initiated when the DHR 
forwards individual performaqce appraisal forms to the Department/ 

1 

~ 
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College Heads. It shall be the responsibility of the Department/ College 
Head to invite the appropriate supervisor to complete the appraisal form. 
An interview shall take place between the supervisor andlor 
DepartmentlCollege Head and the staff member as part of the. 
performance appraisal review. The staff member will be encouraged to 
complete the section of the form requesting the staff member's 
comments. The staff member will sign the appraisal form acknowledging 
that the staff member has seen the contents in the appraisal form. Each 
staff member shall be given a copy of hislher performance appraisal after 
completion. 

The DepartmentlCollege Head shall review the appraisals and shall 
forward the performance appraisal forms to the DHR for administrative 
purposes and for the maintenance of members' personnel files. All 
comments from supervisors and staff members shall be confidential 
unless and until such time as they are used for personnel decisions. 

13.16 PavroU Matters 

Pav Periods and Pav Davs 

Salaries for staff are automatically deposited to the staff member's bank 
account on the twenty-eighth (28th) day of each month. If the 
twenty-eighth (28th) day falls on a weekend or a Statutory Holiday, 
salaries are deposited in advance. 

Wages for hourly-paid staff are automatically deposited to the staff 
member's bank account on alternate Fridays, and include payment for 
work performed up to and including the previous Saturday. 

Each staff member receives a pay statement listing deductions. 
Questions regarding payroll deductions should be referred to the Payroll 
Office, Department of Human Resources, Blackburn Hall. 

The University reserves the right to  tender the contract for provision of 
payroll services, change the supplier, etc., provided only that prior 
notification is provided to the Union and a comparable level of payroll 
service is maintained. 

13.17 Pavroll Deductions 

Statutorv Deductions 

Certain deductions are required by law. Other deductions are required to 
fund benefit coverage. Some deductions (e.g. Canada Savings Bonds, 
charitable, etc.) require prior approval by staff members. New staff 
members are advised of the deduction amounts during their benefit 
orientation interview. 
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13.18 Garnishees. AssianmenW Third-Partv Demands 

Legal requirements authorizing deductions from a person's pay for 
reasons of a court garnishee or government third-party demand must be 
honoured by the University. 
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ARTICLE 14 - BENEFITS 

14.1 Benefits 

As a minimum, and subject to the eligibility and other detailed provisions 
of the various group benefit plans (both statutory and non-statutory) 
which are summarized below, staff members shall be provided with the 
benefits listed. In the case of statutory benefits (UIC, CPP, WCB), 
further information is available through the various government offices 
and/or through the Department of Human Resources. For non-statutory 
insured group benefits, staff members should consult their benefit 
booklet. Further information is also available through the Department of 
Human Resources. 

14.2 Statutorv Benefits 

(a) Unemolovment Insurance (UIC1- Board/employee premiums as 
determined by the Federal Gqvernment 

Canada Pension Plan (CPPl - Boardlemployee premiums as 
determined by the Federal Government 

Workers' ComDensation CWCBl - Board premiums as determined by 
the Province 

[b) 

(c) 

14.3 Insured Group Benefits 

(a) Semi-orivate Hosoital Coveraae - Board pays 100% of this 
coverage 

Extended Health Care - Single or family coverage, as appropriate; 
$25 singlelS50 family deductible, paid by staff member; Board 
pays 100% of premium; coverage includes, but is not limited to, 
the following: 

(b) 

(i) Prescription drugs 

(ii) Private nursing where ordered by attending physician 

(iii) Difference in cost between semi-private and private (where 
available) hospital accommodation 

Contact DHR regarding details of further coverage which is 
provided, including ambulance, prosthetic appliances, 
speech therapy, etc. 

(iv) 
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Additional Extended Hpalth Benefits - Board pays 100% of the 
premium costs for the/following benefits: 

I 

(i) Vision Care - a two hundred dollar ($200.00) optical 
benefit which hall be available once in any twelve (12) 
consecutive m i nth time period in accordance with the 
terms and conditions of the Plan, effective June 1, 1993. 

Hearing Aids - up to $500 every four years per family 
member 

(ii) 

Massage Therapy - up to $200 per year per family member 

Chiropractic Cqverage - up to $300 per year after 
exhaustion of the OHIP maximum 

Dental Plan - single or family coverage, as appropriate, 
equivalent to Blue Cross #9 - updated annually each 
January 1, based on previous year‘s ODA Schedule 

Dental PlanlOdhodontic Treatment - single or family 
coverage, as appropriate; $2,000 lifetime maximum per 
eligible family member; 50% co-insurance (i.e., carrier and 
staff member say half each of eligible orthodontics fees) 

(iii) 

liv) 

(v) 

insurance equal to 1.5 x annual salary 

and optional survivor income benefits 
(Employee pays 100% of premium on 

(Board pays 100%) - optional coverage of an additional l x ,  

options.) 

Note: this provision rdplaces the current coverage, to be effective 
as soon as is practicahle after ratification. 

Lona Term Disability - Board self-insures for absence from 
sicknesshjury for six 6) months; after six (6)  months, where total 
disability, LTD covera$e provides for the sum of 66-213% of the 
first $1,800 of monthly insured earnings, plus 50% of the next 
$3,600, plus 40% of the balance (monthly maximum of $13,000); 
staff members pay IO?% of premium; these LTD benefits are not 
taxable upon receipt. ~ 

14.4 Trent Pension Plan 

The Pension Plan in place for eligible staff members at the University is 
entitled the “Contributory Pehsion Plan for Permanent Employees of Trent 
University”. It is understood1 and agreed by the parties that the Pension 
Plan, as amended from time o time, forms part of this Collective 
Agreement and, insofar as it t relates to members of the OPSEU bargaining 
unit, may only be altered or mended by mutual agreement of both 
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parties and the Pension Committee. Copies of the Plan text, as well as 
additional information about its provisions, are available through the 
Department of Human Resources. 

By way of summary, staff members who participate contribute 5.25% of 
pensionable earnings, and the University contributes such amounts as are 
required in accordance with Plan provisions and an annual actuarial 
valuation. Pension benefits, which are entirely separate from Canada 
Pension Plan entitlements, provide for an annual pension commencing at 
Normal Retirement Date (the July 1st or December 31st following a 
member's 65th birthday) equal to 2% of final average earnings times the 
number of years of service. Final average earnings are determined by 
calculating the average of the best consecutive three (3) of the last ten 
(10) years of the member's earnings at the University. 

In accordance with the Pension Plan provisions and Ontario Pension laws, 
various options exist for those who retire at Normal Retirement Date, as 
well as for those who terminate service at Trent prior to Normal 
Retirement Date. There are also provisions in the Plan governing early 
retirement. Interested staff members should contact the Department of 
Human Resources for further information. 

14.5 Tenderina of Benefits Contract 

For those insured benefit plans which are non-statutory, the Board 
reserves the right to tender the benefits contract, change the carrier. 
etc., provided only that equivalent benefit levels are maintained. 

14.6 Coverage 

A summary of benefit participation by position classification is shown in 
Article 14.8. 

The following information relates to benefits coverage on Termination of 
Employment: 

(a) Unemdovment Insurance 

Staff members will be provided with a Record of Employment upon 
termination of employment or if there is to be an interruption of 
their earnings of seven (7) days or more. The information on the 
Record of Employment is used by Employment and Immigration 
Canada to  decide if there is an entitlement to benefits and the rate 
and duration of benefits. 

(b) Semi-private Coveraae 

Coverage in this plan ceases at the end of the month following the 
month in which a staff member terminates. 
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(c) Dental Plan I , 
Coverage in this plan ceases at the end of the month following the 
month in which a staff member terminates. 

(d) Extended Health Care 

Coverage in this plan ceases at the end of the month following the 
month in which a staff1 member terminates. 

(e) Lona Term Disabilitv Iiisurance 

Coverage ceases immediately with termination of employment. 
Benefits payable by the insurance company cease when 
employment terminate$ due to the death of staff members, or if 
staff members reach normal retirement age, or if they cease to  be 
totally disabled, except that for the two (2) year period 
immediately following the six (6)  months during which the 
University maintains sqlary payments according to sick leave 
policies, staff rnemberg may engage in "rehabilitative employment" 
and continue to receivg partial benefits. The Department of 
Human Resources can be contacted for further information on 
benefits as outlined in the insurance policy. 

(f) Orour, Life lnsurancg 

Coverage ceases upon ,termination of employment. However, 
application for private ipsurance coverage may be made without 
providing evidence of insurability provided application is made to 
the group life insurance company within thirty-one (31) days of 
date of termination. Tpe Department of Human Resources can be 
contacted for further dbtails. 

I 
(g) Trent Pension PlaQ 

I 

Staff members terminating service at the University before 
retirement may elect either: a taxable cash refund equivalent to 
twice their required cotpibutions plus interest: transfer to  another 
registered pension plan or registered retirement savings pian 
(RRSP) an amount equivalent to twice their required contributions 
plus interest; or a deferred pension payable at normal retirement 
date, together with any termination benefits from the previous 
pension plan which exqired on June 30. 1969. However, under 
the requirements of th Pension Commission of Ontario, if a 
member has ten (IO) Jars of service at Trent, and is age 45 or 
over, a refund of contriputions made prior to  January 1, 1987 is 
not permissible, nor is 
or a RRSP unless the r ceiving plan will guarantee that the funds 
will be locked in for th i purpose of providing a pension at normal 
retirement date. If a member has more than two (2) years of 
service, a refund o f  cohtributions made after December 31, 1986, 

transfer to another registered pension plan 
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is not permissible. 

(h) Canada Pension Plan (CPP] 

The Canada Pension Plan, to which all staff members between the 
ages of 18 and 65 must belong from their first day of work, 
provides for payment of a pension, based on the amount of 
individual earnings (up to a certain maximum), and service from 
January 1, 1966. Death and survivor benefits are also payable 
from this plan, and under particular circumstances, a disability 
pension may also be available. 

At age 65, staff members may make application to receive a 
Canada Pension benefit (in which case contributions will cease) or 
they can postpone applying for a pension, and, provided they are 
working, continue to pay contributions up to age 70. At  age 70, 
their contributions will cease and they can apply for their pensions 
in full, whether or not they keep on working and regardless of their 
earnings. It is possible to apply for Canada Pension benefits any 
time after age 60 and before age 65, but there is a 1/2 per cent 
per month reduction for each month of early retirement prior to age 
65. 

(i) Workers' ComDensation 

The University pays premiums annually to the Workers' 
Compensation Board (WCB) based on an amount per $100.00 of 
assessable earnings for each employee. The assessable earnings 
ceiling as of January 1, 1991, is $42,000.00. WCB usually raises 
this ceiling each year. 

The Workers' Compensation Board provides compensation andlor 
medical aid to employees who, as a result of an accident related to  
their work, are injured to the extent that they experience a loss of 
time from work. 

Employees who suffer an injury at work must immediately report 
this injury to their supervisors who in turn must immediately report 
this injury to the Health and Safety Office (Department of Human 
Resources). This procedure should be followed whether or not the 
injury is severe enough to warrant loss of time from work andlor 
medical aid. A report is filed with WCB immediately. Such a 
procedure aids in the establishment of claims at a later date, if 
necessary, and in the correction of safety hazards in the University 
work place. The University is required to pay fines to WCB for late 
filing of accident reports. 
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14.7 Coveraae and Cost Sharing 

Coveraae 
~ 

Legislation and the applicable Ian policies in effect at the date of signing 
of this Agreement define the t rms of participation and level of benefits 
provided under Articles 14.1, 4 4.2, 14.3, 14.4 and 14.6 of this 
Agreement. A summary of participation by position classification is 
shown as Article 14.8. 

, 

Cost Sharinq 

The University and employees Will contribute as specified to the cost of 
providing the benefits as outlined in Articles 14.1, 14.2, 14.3, 14.4 and 
14.6. 

14.8 Benefit Coveraae Participation , 
Staff-Cateaories 

Position Classification Hours in Normal Work Week 
Full-time Staff Half-time Staff 
(35 or more) (17-1/2 or more) 

Regular X X 

Casual & Contracted z z 
Recurring j l  x X 

X - membership in all plans 
Z - not eligible for m mbership in any plans 

Note: 

1, 

b 
Hourly-paid staff members eligible for membership in the Extended 
Health and Dental Plans,/ Life Insurance and Trent University 
Pension Plan have a threg month waiting period before enrollment. 

14.9 Travel Expenses 

With previous approval, staff iembers required to travel as part of their 
normal University job responsibjlities will be reimbursed for reasonable 
expenses. The administration +ill publicize and report to the Union 
details of expense maximums .ind approval procedures. 



14.10 Professional Association 

The University shall pay professional andlor licence fees for a staff 
member who, as a condition of employment, is required to be a member 
of a professional association or to  be licensed. 

14.11 Flexible Benefits Plan 

Effective July 1, 1994, the University will provide an annual flexible 
benefit to each full-time employee equivalent to  $109.00 per year. The 
value of this benefit will be appropriately pro-rated for recurring and for 
half-time regularhecurring employees. 

The benefit will be applied against the cost of one of: 

- Campus parking fees for available lots (currently red and north lots) 
or Bookstore employee parking on submission of receipts; 

- Athletic fees (full membership); 

- Athletic fees (swimming only); 

- Staff bus pass. 

If the value of the benefit selected is less than the benefit entitlement, 
the residual entitlement may be credited against one other benefit above. 
Each Flexlble Benefit entitlement must be used entirely within the 
specified year and may not be carried forward to future years. The value 
of the unused entitlement expires on June 30 of each year. 

Flexible Benefit Allocation Forms must be submitted to Human Resources 
no later than September 20 of each year. 

While the University is currently in receipt of tax advice indicating that a 
Flexible Benefits Plan would not confer a taxable benefit on individuals 
participating in the Plan, it is understood and agreed that in the event the 
tax status of the Plan, or part thereof, becomes other than is currently 
understood, the Flexible Benefit, or applicable part thereof, shall be 
treated as a taxable benefit in accordance with Revenue Canada 
regulations. 

14.12 Automobile Allowance 

For approved automobile travel, employees are entitled to claim mileage 
allowance, in accordance with prevailing University practices and rates, 
as amended from time to time. 
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All staff members using their utomobiles for University business should 
carry sufficient automobile lia ility insurance. A minimum of $500,000 is 
recommended. 

no cost to the employee, the employee's duties and 

various University sites or bet+een the University and locations in the 
City of Peterborough. Such p rmits will enable the employee to park in 
any Red lot or, while performi g such duties, in designated University 
service/loading areas. f I 
Permits will be issued upon aukhorization of the employee's 
DepartmentlCollege Head. 
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ARTICLE 15 - LEAVES OF ABSENCE WITH PAY 

15.1 Vacations 

Actual dates for vacations must be arranged with, and approved by, the 
supervisor and DepartmentlCollege Head. Where scheduling conflicts 
arise, seniority will be considered by the supervisor when resolving the 
conflict. 

While the responsibilities of certain jobs will require the scheduling of 
vacations during other periods, vacation is normally taken between 
June 1 and August 31. Alternative arrangements may be made at the 
discretion of the DepartmentlCollege Head. 

Vacation entitlements are determined according to a staff member's 
service during the year in accordance with the following schedule: 

. 

Vacation Entitlement Vacation Pay 
Years of Service in Days Calculation* 

Less than 
one year 

1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 & over 

One day per month to 
a maximum of ten 

10 
12 
15 
15 
15 
16 
17 
18 
20 
20 
21 
21 
22 
22 
23 
25 

4% 
4% 
4.8% 
6% 
6% 

6.4% 
6.8% 
7.2% 
8% 
8% 
8.4% 
8.4% 
8.8% 
8.8% 
9.2% 

6 Yo 

10% 

*Less any days taken. 

In the 20th year, a member shall have a Special Service Recognition 
vacation consisting of one (1) extra day, for a total of twenty-six (26) 
days in the 20th year; and in the 25th year, a member shall have a 
Special Service Recognition vacation consisting of an extra five (5) days 
for a total of thirty (30) days' vacation in the 25th year. 

The vacation year runs from July 1 to June 30 and vacation entitlements 
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accrue towards the vacation p,eriod beginning July 1 of the succeeding 
year. However, if the appropriate number of years of service are 
completed prior to September 130. the additional vacation entitlement 
accrued in the current year is gpplicable. 

Normally, vacations may not (e carried over from one vacation year to 
another. However, in certain Situations and with prior written approval, 
vacation days to a maximum cif five (5) working days may be carried over 
to the next vacation year. 

Vacation entitlement for part-t(me staff will be prorated accordingly. 

Vacation entitlement does not laccrue during: 

(a) 

(b) 
(c) 

A staff member who has beenlabsent from work for a period of six ( 6 )  
months because of illness or disability will receive vacation pay based on 
earnings from the previous July 1st up to and including the thirty (30) 
day period following the commencement of illness or disability. Vacation 
entitlements will begin to accrye again upon the staff member's return to 
work. 

I 

' 

any period of illness or disability beyond an initial period of thirty 
(30) days; 
any period of layoff, sut/ject to recall; 
any period of unpaid leave of absence. 

j 

15.2 SicknesslAccidenUBereavemerit Durina Vacatioq , 
When a staff member is hospitalized or bereaved during a vacation 
period, there shall be no deduckon from vacation credits for such period 
of hospitalization or bereavemipt entitlement. 

A staff member suffering an in apacitating illness or injury which 
prevents the employee from p P tticipating in previously-arranged vacation 
travel andlor which otherwise +wiously prohibits enjoyment of a normal 
vacation routine, shall receive $onsideration on a case-by-case basis to 
extending andlor otherwise re-prganizing the vacation period for an 
appropriate period of time. A lpedical certificate documenting the illness 
or injury and the length of time; the staff member was incapacitated must 
be provided. Requests of this pature shall be submitted to the Director of 
Human Resources. 

I 

15.3 ftolidavs 

Statutorv and Non-Statutorv Hblidavs 

All regular or recurring full-time' or part-time staff members will receive 
the following statutory holiday4 with one (1) day's pay, provided they 
work both the scheduled workipg day before and the scheduled working 

I 
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day after the holiday: 

Statutory 
New Year's Day 
Good Friday 
Victoria Day 
Canada Day 
Labour Day 
Thanksgiving Day 
Christmas Day 
Boxing Day 

Non-statutory 
Civic Holiday 
OPSEU Day 

In addition, all regular and recurring staff members shall be granted the 
working day before Christmas, three (3) working days between 
Christmas and New Year's, and one further working day over the 
Christmas period (to be designated annually by the Department of Human 
Resources) as paid non-statutory holidays. It is understood that 
employees temporarily assigned to  positions under the provisions of 
Article 13.14 shall be paid for non-statutory holidays to which they are 
entitled at the base rate of pay applicable to their regular appointment. 

Contracted and temporary employees will receive the appropriate 
statutory or non-statutory holidays..with the exception of OPSEU Day, 
the working day before Christmas, three working days between 
Christmas and New Year's, and the further working day over the 
Christmas period, subject to qualification in accordance with the 
Employment Standards Act. 

Where any of New Year's Day. Canada Day, Christmas Day or Boxing 
Day fall on either a Saturday or a Sunday, another day (generally the 
preceding Friday or following Monday) will be declared in its place. 

If staff members are required to work on any of the statutory holidays for 
which they qualify, they will be paid time and one-half for hours worked, 
plus the compensation for a normal day. If staff members are required to 
work on any of the non-statutory holidays for which they qualify, they 
will be paid their normal rate of hours worked, plus compensation for a 
normal day. 

Staff members required to work on a statutory holiday, but who do not 
qualify for a paid statutory holiday will be paid time and one-half for each 
hour worked. 

A paid holiday on which a staff member does or does not work will not 
be counted as a normal working day for purposes of calculating overtime 
entitlements. Overtime entitlement is calculated on hours worked. If you 
are on vacation over a paid holiday, a further day of vacation or pay in 
lieu of will be given. 
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I 
15.4 OPSEU Dav Ifloaoina D a u  ~ 

The University and the Union bgree that each regular and recurring staff 
member is entitled to one othc$r day as an additional paid non-statutory 
holiday each year. This day *ill be decided upon by each staff member 
in consultation with the appropriate supervisor. The OPSEU Day must be 
used during the Contract year, 

15.5 Sick Leave Policv for Staff Covered Under the Lona Term Disabilitv Plaq 

Each department shall keep accurate individual records of sick leave 
absences and shall forward ap:propriate record summaries to the DHR 
each month. I 

In the event of frequent absences or of an absence of more than four (4) 
days, a medical certificate will be required. When an absence is 
prolonged, monthly medical certificates will be required in order to  ensure 
continuation of salary or wages. 

In the event of absence due to sickness or accident and upon receipt of 
satisfactory medical evidence, a regular or recurring staff member who 
works seventeen and one-half j17 1/21 hours or more per week and is 
enrolled in the Long Term Disa ility Insurance Plan will be paid regular 
salary or wages up to a maxiqum of six (6) calendar months. During this 
period of sick leave, the staff hember will continue to assume the cost of 
the member's portion of benejt contributions. 

A staff member who holds a rgcurring appointment and becomes ill after 
notice of layoff will still be laid, off under the terms of the appointment. 
Sick leave pay will be paid up to the time of layoff and will start again at 
the time of recall if the staff mgmber is still ill or disabled, provided a 
satisfactory medical certificate1 is produced. The total period of paid sick 
leave coverage both prior to a d following the normal layoff period will 
not total more than six (6) molths. 

If at the end of six (6) months, the staff member is unable to return to 
work, upon application to the i I suring company and the company's 
approval of the application of qisability, Long Term Disability benefits will 
commence. 

P. . 

Staff members, whose applications for benefits are not approved by the 
Insurance Company, are entitled to apply to the Unemployment Insurance 
Commission, at the time of layoff, for sick benefits calculated on the 
basis of their insurable earning . Layoffs resulting from illness or 
disability are covered under Ar$cle 10.14. 
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15.6 Sick Leave Policv for Staff Not Covered bv the Lona Term Disabi l i i  Plan 

Regular or recurring staff members who work less than seventeen and 
one-half (17-1121 hours per week will be paid their hourly rate at the rate 
of one (1) normal working day for each month of service dating from the 
appointment date up to a maximum of sixty (60) normal working days, to 
the extent that these days have not been used on previous illness. 

In the event of frequent absences or of an absence of more than four (4) 
days, a medical certificate will be required. 

When all accumulated sick leave entitlement has been utilized, members 
shall be laid off in accordance with the provisions of Article 10.14. 

Sick leave arrangements for this group of staff members will be outlined 
in their appointment letters. 

15.7 Sick Leave Policv for Staff Covered Under the Workers' Comoensation 
Board 

A regular or recurring staff member who suffers an injury at work which 
is severe enough to warrant loss of time from work will receive full 
regular salary or wages from the University for a period of up to six (61 
months from the date of the absence from work, provided medical 
evidence satisfactory to the University and the WCB is received. The 
regular cost sharing of beneflts and pension shall continue as i f  the staff 
member was working. The WCB will reimburse the University at a rate 
established by WCB regulations. 

If at the end of six (6) months, the staff member is unable to return to 
work, the University will cease paying salary or wages and the WCB will 
be instructed to pay the injured staff member directly. This pay will be 
calculated at a rate established by WCB regulations. Coincident with the 
staff member receiving payment directly from WCB, an application for 
long term disability benefits will be made to the insuring company 
providing these benefits. 

If this application for long term disability benefits is approved, the amount 
of the WCB payment will be deducted from the disability benefit 
payment. (See Article 14.31. 

At the same time as the WCB starts to pay the injured or disabled 
employee directly, the University will commence paying for the total cost 
of the appropriate benefit and pension plans and will continue to do so 
while the staff member is eligible to receive WCB and/or long term 
disability benefits. Under certain circumstances, disabled and/or injured 
staff members may engage in rehabilitative employment and continue to 
receive a portion of their WCB and/or long term disability benefits. 



Staff members, whose applicafions for WCB and/or long term disability 
benefits are not approved, are ,entitled to apply to the Unemployment 
Insurance Commission, at the time of layoff, for sick benefits calculated 
on the basis of their insurable barnings. Layoffs resulting from illness, 
injury or disability are covered under Article 10.14. 

15.8 Bereavement Leave 

An absence, at normal pay, of up to five (5) working days leave shall be 
authorized in writing by a supervisor for bereavement purposes with a 
copy of the authorization to the Director of Human Resources. 

Five (5) working days will be granted in the event of the death in a staff 
member's immediate family. "Immediate family" shall mean spouse, 
child, or parent. Three (3) wotking days will be granted in the event of 
the death in a staff member's pther immediate family, to include brother, 
sister, father-in-law, mother-in4aw. One (1  1 day absence will be granted 
for the purpose of attending thb funeral of a brother-in-law or 
sister-in-law, son-in-law or daubhter-in-law, grandchild or grandparent, 
aunt, uncle, niece or nephew. IFor those bereavements involving one 111 
or three (3) working days, additional leave of up to two (2) working days 
may be granted in exceptional Fases, such as where a lengthy trip is 
required to  attend the funeral. Requests for such additional leave shall 
not be unreasonably denied. 

15.9 Civic Leave 

Employees subpoenaed to serve as jurors or witnesses in any court shall 
be granted leave of absence fo/ such purpose, such leave being granted 
without loss of any part of any1 of the privileges enjoyed by the 
employees. Such subpoenaed ,employees shall present a satisfactory 
certificate showing the period $f such jury service or witness and the 
amount of compensation received for that purpose. If the employee 
deposits with the University the full amount of compensation received for 
jury service or witness service $nd presents an official receipt therefor, 
the University shall authorize pbyment of full salary for the period granted 
as leave of absence on accounf of such jury or witness service. If the 
employee refuses to pay to the, University such funds, the individual shall 
forfeit the right to claim any pqrt of the person's salary for the 
aforementioned period of abseye. 

15.10 Comoassionate Leave and Soeoial Leaves 

Leave of absence a t  normal pay for up to a maximum of six ( 6 )  days per 
year may be granted for compassionatelspecial reasons. Such leaves 
shall be authorized in writing by the supervisor with a copy to the 
Director of Human Resources. 1 Without limiting the generality of the 
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types of situations where compassionatelspecial leave may be granted, 
the following situations will normally qualify: 

Paternity 
Adoption 
Illness in the immediate family 
Moving of a household 
Employee’s wedding 
Non-statutory religious holidays 
Major property damage caused by fire or some other 
personal disaster. 

Requests for compassionatelspecial leave shall not be unreasonably 
denied. 

In the event that the leave request is turned down by the supervisor, the 
member may appeal the decision to the Director of Human Resources. 

An individual employee who prefers, in any situation which would give 
rise to Compassionate or Special leave, to make up time according to 
Article 12.1 may apply to do so subject to  the terms and conditions of 
that Article. Such make-up time shall be completed In the current pay 
period or the pay period immediately preceding or immediately 
subsequent to  the time taken off. Make-up time shall not be considered 
to be overtime, nor shall it give rise to  overtime payments. Where an 
employee makes up time in accordance with these provisions, it is 
understood and agreed thet the University shall not be deemed to  have 
vlolated any rights under this Article or any other statute or legislation, 
including the Human Rights Code and Employment Standards Act. 

15.1 1 Medical and Dental A~~ointments 

With the permission of their supervisor, employees may be allowed an 
early departure from or late arrival at work to  attend medical and dental 
appointments. Permission for such absences of no more than two (21 
hours per occasion shall not be unreasonably withheld. Early 
consultation with supervisors on each occasion is required to permit 
supervisors to organize the workforce. 

15.12 Maternitv Leave Sub Plaq 

After a staff member has been employed at Trent University for one (1) 
year, she can file for maternity leave under this sub plan. Under this plan 
the University wiil pay 95% of the staff member‘s normal salary or 
wages for the first two (2) weeks and for the next fifteen (15) weeks, 
the University will supplement the benefit paid by the Unemployment 
Insurance Commission so that when combined with earnings from other 
sources, the total from both sources will equal 95% of the Trent base 
salary or wages. After the first two (2) weeks, the recipient wilt be 
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1, 

required to produce a record of payment from the Unemployment 
Insurance Commission before fhe University can pay the supplement. 

Payments in respect to guara&ed annual remuneration, deferred 
remuneration or severance pa$ benefits are not reduced or increased by 
payments received under this blan. 

To be eligible for this benefit, 9 staff member must have worked at Trent 
University for twelve (12) molths and be planning to return to work no 
later than thirty-five (35) wee 8 from the commencement of combined 
maternity and parental leave f a r a period equal to seventeen (1 7 )  weeks. 
An agreement must be signed 'by the candidate promising to repay the 
University the University's por ion if the staff member decides not to 
return to work. t 
During this period of leave, thq cost of continuing in the benefit plans will 
be shared as if the staff member were fully employed. 

During maternity leave, the vapation credits do accrue in accordance with 
the Employment Standards Act. 

I 

15.13 Aoolications 
1 

Leaves under Articles 15.5 thrbugh 15.12 are approved by the applicable 
DepartmentlCollege Head and eported to DHR. 

Applications for all other types1 of leaves with pay shall be made to the 
DepartmentlCollege Head whoishall refer them to the Department of 
Human Resources. Such applibations will indicate the purpose of the 
leave and a reasonable outline of the study, research or other activities 
proposed. 

Applications for other types of leave shall normally be submitted at least 
two (2) months in advance of he proposed starting date, except for 
extended leaves of absence, fqr which at least six (6) months' notice 
shall normally be required. 1 

In the event that an 
DepartmentlCollege 
Director of Human Resources. 

I 
I 

1 
I 

15.14 Deferred Income leave 

Eligible staff members may fund leaves of absence by deferring a portion 
of their salary, which is then pqid at the time the leave is taken. For 
more information, see the "Self-funded Leave Plan" booklet, as amended 
from time to time, or contact the Department of Human Resources. 

1 
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ARTICLE 16 - LEAVES OF ABSENCE WITHOUT PAY 

16.1 Leaves of Absence Without Pay 

A staff member may apply for a leave of absence without pay for 
personal reasons other than illness, providing that the staff member 
makes a written request stating reasons for the leave to the 
DepartmentlCollege Head and subject to the approval of the Director of 
Human Resources. Permission for such leave shall not be unreasonably 
withheld, subject to workload requirements. Except as provided in 
Articles 16.2 and 16.3, and subject to the approval of the carrier, Plan 
provisions, provisions of the Income Tax Act and Regulations, and any 
requirements of the Pension Benefits Act R.S.O. 1990 and Regulations, 
an employee may, at their option and upon written application to  the 
DHR, continue participation in benefit and pension plans, provided the 
employee pays the full premiums costls), including any share normally 
contributed by the University. 

Current provisions permit a member on unpaid leave to continue long 
term disability coverage for a maximum of four (41 months: pension 
contributions during unpaid leave are limited to a life-time maximum of 
five ( 5 )  years. 

16.2 

A staff member Is entitled to  a flexible seventeen (17) week unpaid leave 
of absence for pregnancy provided the member has a minimum of 
thirteen (13) weeks of continuous service prior to  the expected date of 
delivery as indicated by her medical certificate. The member is required 
to give two (2) weeks written notice of the date on which she intends to 
begin her leave. All members may begin their leave at any time within 
eleven (1 1) weeks before the expected date of delivery. The University 
may initiate the leave if it can be shown that the member cannot manage 
her normal workload adequately or that conditions dangerous to  her 
unborn child or herself might prevail. 

If a staff member is required to  be absent for a period longer than 
seventeen (1 7) weeks as certified by a legally qualified medical 
practitioner, or if her work is materially affected by her pregnancy, and 
the University requires an extension of leave, any further leave period is 
covered under the University's sick leave policy. 

The staff member is entitled to not less than six (6) weeks post-natal 
leave after the date of birth. The Employment Standards Act insures the 
right of the employee to  return to the same or a comparable job without 
loss of seniority or benefits or drop in salary, if pregnancy leave of no 
longer than seventeen I1 7) weeks is taken. 
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During pregnancy leave, the cost of continuing membership in the 
University's benefits plans shall continue as if the member were actively 
at work. In the case of benefits where costs are shared (i.e., pension, 
life insurance), if the staff mevbers are willing to pay their normal share 
of the cost, the University will, contribute its portion s f  the costs. 

During pregnancy leave, the &cation credits do accrue in accordance 
with the Employment Standards Act. 

If the staff member returns tolwork on a regular basis the period of 
pregnancy leave is considereditime worked for seniority purposes. 

16.3 Parental Leave 

Under the terms of the Employment Standards Act, all employees who 
are parents (both natural and $doptive) are entitled to eighteen (18) 
weeks of unpaid parental leave, provided they have been employed for a 
minimum of thirteen (1 3) weeks prior to the estimated date of delivery or 
adoption of a child. For natur+ mothers, parental leave must commence 
at the end of maternity leave. ' For others, the leave must commence no 
later than thirty-five (35) weel/s after the date of birth or adoption. 

Natural mothers are entitled to, seventeen (17) weeks of maternity leave 
plus eighteen (18) weeks of parental leave. Adoptive mothers are 
entitled to  eighteen (18) week$ of parental leave. Fathers are entitled to 
eighteen (18) weeks of parental leave. 

Under the terms of the UnempJoyment Insurance Act, parental benefits 
are available to eligible parents (both natural and adoptive) for a total of 
ten (IO) weeks per family. Thp ten (10) weeks can be used by one 
parent or split between the twp. For individuals not previously in receipt 
of maternity benefits, there is 
parental benefits will not be p$d. 

two-week waiting period during which 

I 

During parental leave, the cosd of continuing membership in the 
University's benefits plans shall continue as i f  the member were actively 
at work. In the case of benefits where costs are shared (i.e., pension, 
life insurance), if the staff mer$bers are willing to pay their normal share 
of the cost, the University will icontribute its portion of the costs. 

During parental leave, the vacation credits do accrue in accordance with 
the Employment Standards Act. 



16.4 w e  

A long-term leave of absence may be requested for academic or 
professional study reasons, and may extend from four (4) to eighteen 
(18) months. While approval for such leave shall not be unreasonably 
withheld, staff members should not expect to necessarily return to  the 
same position at the end of this leave. Where possible, a contract 
replacement may be appointed for the period of the regular staff 
member’s leave. 

16.5 Short-term Leave of Absence 

Short-term leave of absence may be requested for personal reasons. and 
may extend up to four (4) months. Approval for such leave shall not be 
unreasonably withheld, subject to workload requirements. Staff 
members may expect to return to the same position at the end of this 
leave. Any replacement approved shall be a casual appointment. 
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ARTICLE 17 - JOB CLASSIFICATION 

17.1 Job Descrintions 1 

i 
The University will provide ea' h employee covered by this Agreement 
with a general Job Descriptio7 including duties and responsibilities, 
qualifications and classificatiob for hislher job. DHR has sole 
responsibility and authority for the format, content and final approval of 
Job Descriptions, and for any amendments or modifications thereto. 

17.2 Position Descriolions 
I 

Position Descriptions shall be developed for each job in 17.1 above by 
the University in consultation with the incumbent(s) and the 
incumbent's(s') supervisor(s). ~ DHR has the sole responsibility and 
authority for the format, contgnt and final approval of Position 
Descriptions, and for any amepdments or modifications thereto. A 
completed Position Description for each job shall be kept on file in DHR. 

17.3 Classifications 

General 1 

Jobs shall be classified and w ges shall be paid during the term of this 
Agreement, in accordance wit Schedules A and B of this Agreement, 
and with the Job Evaluation S, E stem, copies available in DHR. It is 
understood that the Trent Uniqersity Job Evaluation System, 
implemented July, 1986, [factor definition, rating criteria, point chart1 
forms, by reference, part of the Collective Agreement. 

17.4 New or Substantivelv-altered dobe 

The University may create new jobs, or substantively alter existing jobs, 
at any time during the term of1 this Agreement, and shall establish the 
classification for any such job4 with notification to the Union. A dispute 
respecting the classification or rate of pay for a new or substantively- 
altered job may be submitted bs a grievance at Step 3 of the grievance 
process, and if referred to arbltration, shall be referred in accordance with 
Articles 17.8 through 17.13. 
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17.5 Classification Reviews 

Reauest for Review to  Dewartment of Human Resources 

An employee who claims hislher assigned job is improperly classified and 
that helshe should properly be classified to another classification named 
in Appendix B may present a request in writing to the Department of 
Human Resources. The written request must specify the classification 
claimed by the employee to be appropriate together with those individual 
job factors which are being contested and the substantive basis on which 
the claim is advanced. It is understood and agreed that the facts 
presented and relied upon are on a "without prejudice" basis to  any 
positions that may be taken in the formal grievance process described 
below. The decision shall be communicated by the Department of 
Human Resources to the employee and the Local President, or designate, 
within thirty (30) working days of the date of the receipt of the request 
for review in DHR. The decision may become the subject of the 
grievance process. The University shall be under no obligation to accept 
or respond to  more than one (1) request for review of the same position 
within any twelve (12) month period. 

17.6 Retroactive Pavment 

(a) It is understood that there shall be no retroactive payment. 
including any retrbactivity awarded through arbitration, prior to the 
date of the receipt of the written request for review in DHR, or the 
date of receipt of a grievance, whichever is earlier. 

Employees reclassified to a higher band level shall be placed at a 
step level in the new band that represents as a minimum a one (1) 
step increase from the previous salary. 

(b) 

17.7 Grievance Process 

Submission 

A grievance must be filed within thirty (30) working days of the date of 
the review decision, or of the date that such decision was required to 
have been rendered under 17.5 above, after which such decision shall be 
deemed to have been accepted and not subject to grievance or 
arbitration. Alternatively, an employee may elect not to proceed under 
17.5, above, and file a grievance directly. In either case, grievances are 
filed at Step 3 of the grievance process. 
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i 
Meetina and Information Provfdecf 

, 
A Step 3 meeting shall be held within ten (IO) working days after receipt 
of the grievance to permit the employee and a Local Union Steward, or 
designate, the opportunity of making representations in support of the 
grievance. 

The Department of Human ReSources shall ensure that the current 
Position Description (PD) and Sob Description IJD), as per Articles 17.1 
and 17.2, are provided at least five (5) working days prior to the 
meeting. Prior to the meeting1 the employee must submit in writing a 
concise statement detailing all relevant facts which are relied upon in 
respect of the requested recla d sification, including the proposed factor 
ratings, and any subsequent arbitration shall be limited to the 
consideration of such factors. 

Where a grievance is filed subgequent to a request for review under 
Article 17.5, the University shall communicate a decision with respect to 
the grievance within five (5) working days of the grievance meeting. 
Where a grievance is filed direbtly, the University shall communicate a 
decision with respect to the grievance within thirty (30) working days of 
the grievance meeting. 

17.8 Referral to  Arbitration 

Where the grievance has not been resolved, the matter may be referred 
directly to Arbitration, by notioe in writing given to the University, within 
ten (1 0 )  working days of the date the grievor should have received the 
University’s decision. The matter will be referred to a single arbitrator as 
provided in Article 20.9. 

17.9 Arbiiators 

Any matter so referred to arbitration, including any questions as to 
whether a matter is arbitrable pursuant to this process, shall be heard by 
one of the following Arbitrators: 

The Arbitrators shall be assign d either by agreement, or failing 
agreement, by lot. The parties may, from time to time by mutual 
agreement, add further names 

t 
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17.10 

A single Arbitrator appointed under this process shall commence to hear 
the matter referred within fifteen (15) working days of hislher 
appointment, wherever possible, and shall issue a brief written notice of 
hislher decision within ten (10) working days of the hearing. Copies of 
the decision shall be sent to the parties. 

17.11 

The hearing will take place at a site mutually agreeable to the parties. 
Failing agreement, the Arbitrator shall select the site. 

17.12 Restrictions 

It is understood and agreed that the arbitrator's only jurisdiction shall be 
with respect to  a determination of classifications or rates of pay, and 
shall be expressly restricted to the existing job classifications and job 
rates as set out in Schedules A and B of this Agreement, and to a 
determination of whether the grievor's job is properly classified pursuant 
to  the Trent University Job Evaluation System, implemented July, 1986. 

17.13 Cost Sharing 

The University and the Union shall each pay one-half (112) the 
remuneration and expenses of the Arbitrator. 
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ARTICLE 18 - JOB ROSTING PROCEDURES 

18.1 Job Postinag 

1. Permanent regular or re urring vacancies, or new regular or 
recurring positions, shal t be posted on designated bulletin boards 
(as agreed by Joint Coymitteel for a minimum period of ten (IO) 
working days from the qate of issue. 

Contracted and temporary/casual positions are not subject to the 
job posting process, buttshall be placed on the bulletin boards for 
the information of all stdff. 

2. 

I 

3. Postings shall include: 

(a) 

(b) position supervisor: 

[c) 

(d) 

title and descriptidn of the position; 
~ 

salary classification and salary range (as published); 

position definition ,including the schedule for recurring 
positions; I 

minimum required iqualifications including education, 
experience and spbcial skills; 

deadline for receih of applications; 

(e) 

(f) 

(g) starting date. ' 
18.2 ADDlications 

All applications shall be sent to/ DHR which will review those received 
before the deadline. Prior to cqnsideration of a candidate from outside 
the bargaining unit, the UniversJty will consider regular andlor recurring 
internal applicants, and shall ndt appoint an external candidate if an 
internal applicant possesses th minimum required qualifications for the 
position including education, e perience and special skills. 

Those internal applicants who, n the opinion of the University, lack the 
minimum required qualificationg will be notified in writing, and upon 
request to DHR, will be advised of the areas in which their qualifications 
do not meet the posted requirements. 

! 
I 
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The University shall be under no obligation to consider applications from 
employees who have been hired, promoted or who have successfully 
applied for a transfer within the previous six (61 months. The University 
shall be under no obligation to select any employee who has made 
application. 

DHA will forward applications of qualified internal applicants to  the hiring 
unit and the unit will review these together with: 

(a) the applicant's previous work record at Trent, including reports 
from former and current supervisors; 

(b) seniority; 

(c) 

(d) test scores; 

(e) known particulars of qualifications. 

known relevant experience outside Trent; 

18.3 Selection 

In selecting an employee to fill a permanent regular or recurring vacancy 
or a new regular or recurring position, the University shall consider the 
applicants' overall qualifications, including education, experience and 
special skills, and where these factors are relatively equal, then seniority 
would be the deciding factor. 

DHR will notify both successful and unsuccessful internal candidates. In 
addition, unsuccessful Candidates will be advised of their right to receive 
in writing upon request to DHR. the reasons for the decision. 

In the event there are no successful internal applicants, the University 
may advertise externally and at this time accept and consider applications 
from contracted and temporary/casual employees. 

18.4 Release from Present P W o q  

Successful applicants should be released from their present position as 
soon as possible, but normally at least within twenty (20) working days 
of notification of their selection. During any overlap period, and as 
scheduled by the DHR. the successful applicant shall be expected to 
spend some time in the new position receiving orientation, as well as 
assisting with the orientation of a replacement for the position being 
vacated. 
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ARTICLE *I 9 - S T ~ F F  DEVELOPMENT 

19.1 Suoervisor Counselling 

Staff are encouraged to discuqs with their supervisor job-related or other 
problems which might affect their job performance. Staff are also 
encouraged to discuss andlor Fake recommendations concerning the 
effectiveness of the members' performance, including suggestions 
regarding training, equipment pndlor professional development. 

19.2 Academic Courses and Professional Study 

Staff members may, on the reCommendation of their DepartmentlCollege 
Head, and at the discretion of the Director of Human Resources, be given 
the opportunity and may be required to participate in seminars, 
workshops, and short coursesito keep up to date with the knowledge 
and skills of their respective fields. 

The staff member who attendg a conference or convention at the request 
of the University to represent the interest of Trent University, or who is 
required to attend a course for the purposes of intensive retraining or 
upgrading, shall be eligible for bull pay, travel expenses, and 
reimbursement of registration fees. 

The staff member whose participation in a conference or convention in 
an official capacity (e.g. present an address, or give a course in a field of 
specialization), as approved by) the supervisor and DepartmentlCollege 
Head, is eligible for leave with pay and reimbursement of registration fees 
and travel expenses. 

19.3 Education Leave 
1 

The University encourages stadf to work towards self-development by 
enrolment in academic and technical courses offered by secondary and 
post-secondary institutions. , 

19.4 Policv Resoectina Rebate of Tuition Course Fees to Eliaible University 
Staff Members 

1. An eligible University stdff member is one who holds a regular or 
recurring appointment at Trent University. 

For purposes of this pod y, a course is defined as a program of 
formal instruction offerel by a secondary or post-secondary 
institution in the Province of Ontario, up to and including graduate 
level programs, the successful completion of which, in the opinion 

2. 
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3. 

4. 

5. 

6. 

7. 

8. 

9. 

10. 

of the supervisor and the Director of Human Resources, will be of 
benefit to the staff member in the performance of job duties at the 
University and will result in some educatlonal credit being 
obtained. 

Eligible staff applying to take courses must be prepared to meet 
non:' ' ission requirements and to comply with published 
deau..:.. , StC. 

Tuition course fee rebates shall be limited to a maximum of one (1) 
full course or two (2) half-courses, one (I) per term. Where the 
hours of instruction fall within working hours, the employee shall 
be required to make up for any time lost by taking the course. 

When staff members are required to write examinations during 
working hours for couraes taken under the tuition rebate policy, 
this time away from work will be considered time off with pay. 
Staff members will not be required to make up time lost from work 
while writing scheduled examinations. Staff members will inform 
their supervisors of the scheduled examination dates as early as 
possible. 

The University will waive the fee for one course taken between 
September and April and one course taken between May and 
August at Trent University, or rebate the fee for a course taken at 
another academic institution provided written authorization for 
both the taking of the course and the waiving or rebating of the 
fee has been obtained from the supervisor prior to the 
commencement of the course. Proof of successful completion will 
be required to receive a rebate or to validate the fee waiver. 

The forms for written authorization should be obtained from the 
Department of Human Resources. This Department should be 
contacted if authorization appears to be improperly withheld. 

Failure to successfully complete a course will result in the staff 
member being held financially responsible for the full course fee. 
Where there has been a waiver, the charge will be placed on the 
staff member's account. Where the staff member has withdrawn 
from a Trent course without academic penalty,, the appropriate fee 
up to the date of withdrawal in accordance with Trent University 
policy will be charged to  the staff member's account. 

Ancillary fees consisting of the Julian Blackburn College Student 
Government fee, the College fee and Health Service fee will be 
waived. Any levy imposed by Julian Blackburn College student 
government, other than those listed above, will be the 
responsibility of the staff member. 

The University will not be financially responsible for fees for staff 
who only wish to audit a course. 
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I 

1 1. Where the course is ta{en at an Ontario university other than 

undergraduate (as 
fees. 

to Trent's graduate or 
course fee, exclusive of ancillary 

19.5 Deoendent's Tuition Waiver ~ 

Dependents of a staff member who holds a regular or recurring 
appointment, enrolled in courses at Trent University, shall have their 
normal undergraduate academic fees waived for the duration of this 
Agreement. Ancillary fees are not waived. Admission and progression 
standards for such students shall be those applicable to other students. 

19.6 Definitions of Denendency 

Dependency shall be consider ~ d to apply to anyone living in the family 
relationship of husband and wife (including common law) or parent and 
child. 

Soouseg: In any given academic year, tuition will be waived for one 
spouse only for each member of the bargaining unit. 

Children: The applicable definition of children shall include adopted 
children, foster children, and married children, subject only to the 
condition that the children in duestion be twenty-five (25) years of age or 
under. 

19.7 On-theJob Training ~ 

The parties recognize the desidability of staff development through 
on-the-job training. The Univetsity agrees to consult with the Union on 
training and development needs of staff members and the ability of the 
University to meet these needl during regular working periods without 
affecting the salarylhourly rate of the staff members concerned. 

19.8 Universitv Committees 
I 

Staff members accepting an olfice or committee work with a University 
committee must first obtain the authorization of their supervisor andlor 
DepartmentlCollege Head. Subh authorization shall not be unreasonably 
withheld. The University recobnizes the contribution of staff members 
who become involved in such committee work, and wherever possible, 
the University will provide tim off during working hours for activities 
which are an integral part o f t  d e operation of such committees, and at 
the request of the employee ahd with the approval of the supervisor, time 
off in lieu for committee meetibgs scheduled outside normal working 
hours. Time is normally grantdd to attend meetings during normal 
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working hours, but must be approved by the supervisor. Committee 
members should notify fellow departmental staff members to  ensure that 
service is maintained in departments at all times. Costs for committee 
use of reasonable quantities of supplies and services (e.g. stationery, 
photocopying, postage, telex, IUTS) will be absorbed by the University. 
Appropriate budget accounts should be employed for the charging of 
such materials or services. 
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ARTICLE 20 - GRIEVANCE AND ARBITRATION 

20.1 

20.2 

20.3 

20.4 

Grievance Definition 

A grievance shall be defined as any dispute or difference arising out of 
the interpretation, application! administration or alleged violation of the 
provisions of this Agreement. 1 No grievance shall be deemed to be invalid 
or abandoned due to a minor technical irregularity. 

I 

8 '  Tvaes of Grievance 

(a) An individual grievance is a grievance which involves a single 
individual. 

A group grievance is one which involves two (2) or more 
employees. Such a grie,vance may be commenced as a group 
grievance, or similar individual grievances seeking a common 
redress may be consolic(ated as a group grievance. 

(b) 

(c) A policy grievance is one involving a question of general 
application, administration or interpretation of this Agreement. 

I 
I 

j Carriaae of Grievancep 

An individual employee shall hgve the right to initiate a grievance at the 
informal complaint stage (see 20.4, below), provided however that any 
such grievance may not be advanced to the Formal Steps without the 
Union being a signatory to the1 written grievance. 

Informal Complaint Staae 

Before the formal grievance pr cedure is initiated, efforts will normally be 
made to resolve the dispute th ough informal discussion with the 
immediate supervisor. In such, cases, complaints shall be discussed with 
the immediate supervisor within ten (10) working days of the incident or 
original circumstances giving rise to the complaint, or within ten (10) 
working days after the compla/nant became aware of or ought reasonably 
to have known of the incident /or original circumstances giving rise to the 
complaint. An authorized Uniqn representative may accompany the 
complainant at the informal stdge, i f  the complainant so wishes. The 
immediate supervisor shall respond within five (5) working days after the 
complaint was discussed and, if not satisfied, the complainant may file 
an individual grievance as set out in Article 20.5. 

, 
P r 
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20.5 Formal Grievance SteDp 

An earnest effort shall be made to settle grievances fairly and promptly 
as set out below: 

SteD 1 

Failing resolution of the complaint at the Informal Stage, a formal 
grievance may be filed. If so, it shall be set forth in writing, on a form 
provided by OPSEU and mutually agreed by OPSEU and DHR, and signed 
by the grievor and authorized OPSEU representative. The written 
grievance shall set forth the details of the grievance, a statement of the 
matter(s1 in dispute, the provisiontsl or interpretation of the Agreement 
that has allegedly been violated and the remedy sought. The written 
grievance shall be given to the grievor's immediate supervisor within 
thirty (30) working days after the incident or original circumstances 
giving rise to the complaint, or within thirty (301 working days after the 
grievor became aware of or ought reasonably to  have known of the 
incident or original circumstances giving rise to the complaint. A copy of 
the written grievance shall be forwarded to  the DepartmantlCollege Head 
and DHR. The immediate supervisor will reply, in writing, within ten (101 
working days following receipt of the written grievance. 

SteD 2 

If the grievance is not settled at Step 1, it shall be presented to the 
DepartmentlCollege Head concerned within five (5) working days 
following receipt of the reply as set forth in Step 1 above. The 
DepartmentlCollege Head will give a written reply within a further five (5) 
working days. 

Steo 3 

If the grievance is not settled at Step 2, it shall be presented to  the 
Director of Human Resources within five (5) working days following 
receipt of the reply as sat forth in Step 2 above. Within five ( 5 )  working 
days of receiving the written grievance, the DHR shall convene a meeting 
of the concerned parties to the grievance. After this meeting, a written 
reply will be given within five (5) working days. 

SteD 4 

If the grievance is not settled or otherwise resolved at Step 3, the 
grievance may be referred to Arbitration (see Articles 20.7 to  20.13 
below). 
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20.6 General Provisions 

Individual grievances shall be initiated at Step 1 ; Group grievances 
may be initiated at Sted 2, if all the employees concerned are 
employed in the same qepartment, or at Step 3, if employed in 
different departments; eolicy grievances may be filed at Step 3. 

Notwithstanding sub-paragraph 20.61a) (above), any grievance 
involving discipline, susbension or discharge may be commenced at 
Step 3 of the Grievance Procedure. In addition, where an 
employee grieves an internal job competition for a position outside 
hislher department, the grievance may be commenced at Step 3 of 
the Grievance Procedur4, provided that a copy of the grievance 
shell also be submitted to the employee's immediate supervisor. 

In the case of a University Policy Grievance which is submitted at 
Step 3, the grievance shall be submitted to the OPSEU President, 
or designate, and the referral of a University Policy Grievance to 
Arbitration shall be madb by written notice to the OPSEU 
President, or designate. i In such cases, the stated time limits and 
requirements for meetinas and responses shall apply, as specified, 
with the grieving and rebponding roles appropriately reversed. 

All agreements reached under the formal steps of Grievance 
Procedure (i.e., Steps 1, 2, or 3). between the representatives of 
the parties, including any agreement as to whether the settlement 
of a particular grievance: shall stand as a precedent for other cases, 
will be final and binding /upon the parties and the employees. Any 
such settlements shall bp reduced to writing, signed by the 
authorized representative of both parties, and copied to  the 
authorized Union represfntative. the grievor and the DHR. 

The parties agree to follqw the grievance steps as outlined above, 
in Articles 20.4 and 20.6, in accordance with the time limits and 
conditions contained therein. If at any step, the responding party 
fails to give a written reply within the required time limit, the 
grieving party may advarce the grievance to the next step at the 
expiration of the time Iiqit. If the grieving party does not advance 
the grievance to the nex? step within five ( 5 )  working days 
following receipt of the written reply, that particular grievance shall 
be deemed to be settledjon the basis of the last reply. If 
dissatisfied with the decjsion at any step in the Grievance 
Procedure, the grieving )arty may take the grievance to the next 
step. 

The University acknowledges that employees have the right to 
Union assistance in preparing and presenting a complaint andlor 
grievance, including any complaints or grievances in relation to 
disciplinary matters. Thg Union agrees to advise the University, on 
a current basis, of the names of its authorized grievance 
representatives. 

I 

1 
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20.7 

20.8 

The University recognizes the role of authorized Union 
representatives in investigating disputes and assisting/ participating 
in the grievance and arbitration process. As much as possible, 
investigation, consultation and participation in grievance matters 
shall be scheduled in such a way as to  minimize conflict with 
assigned duties. Where that is not possible, grievors and 
authorized Union representatives will be entitled to reasonable time 
off, without loss of normal pay, benefits or seniority, for the 
purpose of attending grievance step meetings with the employer or 
arbitration hearings. In such cases, employees shall not leave 
work without having obtained permission from their immediate 
supervisor. Such permission shall not be unreasonably withheld. 

"Working Oay". for the purposes of these grievance and arbitration 
provisions, excludes Saturdays, Sundays and Holidays (see 15.3). 

Subject only to availability through normal scheduling, the 
University shall provide suitable meeting rooms for the purpose of 
grievance investigations, discussions, and meetings. 

The time limits specified in both the Grievance and Arbitration 
Procedures may be extended only by written consent of both 
parties to  the Agreement. Similarly, any step of the Grievance 
Procedure may be waived by written consent of both parties. 

Referral of Grievance to Arbitration 

Within ten'(10) working days of receipt of the Step 3 reply, the grieving 
party shall give notice, in writing, of its intention to refer the grievance to 
arbitration. Such notice shall also specify the name of the party's 
nominee to the Arbitration Board. Within ten (10) working days of 
receipt of the written notice to refer the grievance to  arbitration, the 
responding party will advise, in writing, of the name of Its nominee. 

Selection of Chairoerson 

The two (21 nominees to the Arbitration Board shall select a Chairperson 
within ten ( I O )  working days of the appointment of the latter of them. 

If the nominees fail to agree within the specified period, either party may 
request in writing, with a copy to the other party, that the appointment 
be made by the Office of Arbitration, Ministry of Labour, for the Province 
of Ontario. 
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I 
20.9 ADDointment of a Sinale Arbdator 

1 
Notwithstanding the previous provisions governing the establishment of a 
three-person Arbitration Boarj. the parties may, by mutual agreement, 
refer the grievance for determ(nation by a single arbitrator. 

20.10 Exclusions 

No person may be appointed to an Arbitration Board who has been 
involved in an attempt to negdtiate or settle the grievance, or who has a 
conflict of interest because of a personal involvement in the subject 
matter of a dispute. 

I 

20.1 1 Jurisdiction I 

The Arbitration Board shall have no jurisdiction or authority to amend, 
alter, modify or add to any of the provisions of this Agreement, or to  
substitute any new provisions In lieu thereof, nor to give any decision 
inconsistent with the express ierms and conditions of this Agreement. 
This provision does not 
disciplinary penalties. 
Article 20, the powers 
with those specified in 

20.12 Fees and Exmensea 

Each of the parties hereto will 'bear the fees and expenses of the nominee 
appointed by it, as well as all costs related to the presentation of its own 
case, and the parties will shar equally the fees and expenses of the 
Chairperson of the Arbitration Il oard, including the costs of the hearing 
room. The parties agree to us University facilities wherever possible. t 

20.13 Decision of the Board 

(a) The decision of the maj rity shall be the decision of the Board. 
Where there is no major t ty  decision, the decision of the 
Chairperson shall be the1 decision of the Board. 

The decision of the Boar+ is binding upon the parties and upon the 
employees covered by the Agreement who are affected by the 
decision. 

(b) 
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APPENDIX I 

MEMORANDUM OF UNDERSTANDING 

PENSION PLAN 

1. The "Contributory Pension Plan for Permanent Employees of Trent University" 
(hereafter referred to as the "Pension Plan") forms part of the Collective 
Agreement. It is understood that any amendments or alterations affecting 
bargaining unit employees, including improvements to members' benefits other 
than those required by legislation. require mutual agreement of both parties 
and the Pension Committee. 

The Pension Plan includes the following provisions: 2. 

14.4 The University shall cause the Actuary to make periodic 
reviews of the assets and liabilities of this Plan and to make 
recommendations regarding contributions. These reviews shall occur 
as frequently as the Actuary deems necessary, but not less frequently 
than once every two years. 

If any such review should disclose that the Plan's assets exceed its 
liabilities after the indexing in Section 7.3 has been completed, such 
excess may, at the option of the University, subject to the 
concurrence of the Actuary and io the requirements of any 
government authority. 

(a) be left in the Fund as a contingency reserve, or 

lb) subject to Articles 4.5 and 4.7 be applied as a credit against the 
University's contribution obligation under the Plan, or, 

(c) be used to improve Members' benefits, including individual case 
situations such as early retirement or lay-off. 

In any instance when Subsection Ib) of this Paragraph is utilized, a 
matching amount will be applied under subsection IC). 

... 
4.5 Subject to Article 4.7 the University shall deposit each, year into 
the Fund the balance of the cost of benefits earned that year, after 
all0 wing for Members' Required Contributions. 

4.6 The University shall also liquidate any unfunded liability or 
experience deficiency which may occur in the manner prescribed b y  
the Pension Benefits Act, Ontario and Reguiation thereunder. 
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4.7 Subject to the requirementslof any government authority the 
University guarantees that, over ,any period of 5 consecutive Plan 
Years, its total contributions under Paragraphs 4.5 and 4.6 and to the 
Canada Pension Plan with respedt to Members of this plan, will not 
be less than the total of the Menfbers' Required contributions and 
contributions made by the MemBprs to the Canada Pension Plan over 
the same period. 

I 

The parties agree that the provisions of Articles 14.4, 4.5 and 4.7 of the 
Pension Plan be interpreted and applied as follows: (any conflict between the 
following and the Plan Text, the Plan Text prevails): 

- The Plan is a defined benefit plan and must provide the benefits outlined 
regardless of the Plan's earnings; 

- Under Article 4.5 the University's contributions are not fixed and the 
University must pay the balance I f  the cost of benefits earned each year; 

- Article 4.6 requires the Universit to liquidate any unfunded liability or 
experience deficiency in a mann4 prescribed by the Pension Benefits Act 
and Regulations; 

- Where the Pension Plan's assets pxceed its liabilities, the University may 
reduce current service costs by the amount equal to the equivalent cost of 
benefit improvements, subject to IParagraph one above. 

- Consistent with Article 4.7 of the, Plan it is understood that over any period 
of five consecutive Plan years, th Employer's total contributions will not be 
less than the total of the member!' required contributions. 

- The Employer agrees to provide documentation at the time of issuance of 
the Pension Actuarial Report recobciling actual employeelemployer 
contributions for each year of thelpreceding five year period. This 
information will be reported and fprmatted consistent with the document 
entitled "Trent University Pension Plan - Use of Surplus" dated 3/29/96. 

Article 14.4(b) of the Pension Plan permits the University to apply surplus 
against the University's current sqrvice contributions, that is, Article 14.4(b) 
permits the University to use the surplus to "be applied as a credit against 
the University's contribution obligation under the Plan." However, the 
application of the surplus in this phatter is "subject to Articles 4.5 and 4.7". 
Article 14.4(b) does not amend 0; alter the University's contribution 
requirements under Articles 4.5, .6, or 4.7 but does provide, at the option 
of the University, an additional so rce of funds for the University and 
ensures that as a condition of gra ting access to the surplus that the 
University's obligation under Articles 4.5 and 4.7 are maintained. That is, 
Article 14.4(b) ensures that the geining by the University of access to the 
surplus does not diminish the University's obligation under Articles 4.5 and 
4.7. 

1 
I 
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3. The Union confirms that it will not object to the splitting of the Pension Pian in 
accordance with, and subject to, relevant laws and the following principles: 

- Costs pertaining to  splitting the plan will not be assessed 
against OPSEU; 

On the advice of the Plan actuary, splitting the Plan will not, 
ceteris paribus, affect the viability of the Plan covering 
members of the bargaining unit, nor the Pian's surplus or its 
performance; 

The University agrees to the splitting of the Plan on the basis 
of the AssetslLlabilitieslSurplus of the 1995 Actuarial 
Valuation including further adjustments up to and including 
the effective date of the splitting of the Plan. 

- 

- 

4. Further to and in accordance with paragraph 1, &tve, the Union confirms that 
for the period July 1, 1996, to June 30, 1947. and July 1, 1997, to June 30, 
1998, an amount equivalent to 3.5% of total salaries in each of the 2 years 
(currently estimated as being $260,000 and $265,000) for bargaining unit 
employees shall be applied as a credit against the University's contribution 
obligations under the Pension Plan in respect of what the parties agree and 
deem to be for all purposes under the Pension Plan past benefit improvements 
such that no additional improvements under Article 14.41~) of the Pension Plan 
are required. and further discharges any future entitlement to contribution 
holidays by the Employer accruing from past benefit improvements unless 
otherwise agreed by the Union. Similarly, the parties agree that the total cost 
of the 1.5% signing bonus concerning the renewal Collective Agreement may 
be applied as a credit against the University's contribution obligations under 
the Pension Plan, and no equivalent or matching member benefit improvements 
are required. 

Further to and in accordance with paragraph 2, above, the parties agree that 
with respect to the Voluntary Early Retirement Window available to  staff 60 
years of age or more with 10 years or more of service qualifying by June 30, 
1998, the cost of eliminating any actuarial reduction in pension benefits under 
the Pension Plan constitutes an improvement in members' benefits within the 
meaning of Article 14.4 of the Pension Pian, and the costs associated 
therewith may be applied as a credit against the University's contribution 
obligations under the Pension Plan. 

Further to and in accordance with paragraph 2, above, the parties agree that 
with respect to the Voluntary Early Retirement Program to  be effective from 
June 30, 1998 to June 30. 2003 pursuant to which staff 60 years of age with 
25 years or more of service may retire early, the cost of eliminating any 
actuarial reduction in the pension benefits under the Pension Plan constitutes 
an improvement to  members' benefits within the meaning of Article 14.4 of 
the Pension Pian, and the costs associated therewith may be applied as a 
credit against the University's contribution obligations under the Pension Plan. 

5. 

6. 
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7. The VER (both Window and Progri 
be reflected in appropriate amendn 

) improvements to the Pension Plan will 
i t s  to the Plan text. 

B5 
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APPENDIX II 

Re: Job SecuritvlLavoffs 

It is understood and agreed that layoffs referenced in paragraphs 2 and 3 and 6(ii), 
below, will occur only in the event that the University experiences reductions in 
government funding or tuition revenue beyond the levels established in the 
1996197 Budget approved by the Trent University Board of Governors, andlor 
implications arising from the "White Paper" on the factors of post-secondary 
education in Ontario. 

1. There will be no permanent layoffs of regular or recurring staff members 
effective prior to June 30, 1998. 

No regular or recurring staff member will be laid off for a period of more than 
six (6)  weeks between the date of ratification and June 30, 1997. 

No regular or recurring staff member will be laid off for a period of more than 
ten (10) weeks between July 1, 1997, and June 30, 1998. 

Prior to effecting layoffs under paragraphs 2 or 3, above, the University will 
implement the following steps in sequential order: 

2. 

3. 

4. 

(i) Terminate any existing contractual or temporarylcasual employees, 
if any are then employed, provided their positions are not required 
for the continuing functioning of the University. 

If functions carried out by contractual or temporarylcasual 
employees are required for the continuing functioning of the 
University, regular andlor recurring employees will be redeployed in 
these functions provided such employees possess the minimum 
required qualifications including education, experience and the 
ability to perform the duties of the job, in the absence of which the 
existing contract or temporarylcasual employee will be retained. 

(ii) Identify and implement, where feasible, voluntary (a1 job sharing, 
(b) reduced hours, and (cl  unpaid leave arrangements. 

5. Subject to approval from Employment and Immigration Canada, the University 
will continue a Sub Plan for the purposes of layoffs referenced in paragraphs 
2 and 3, above. The Sub Plan would provide employees, during the first two 
(2) weeks in any period of fifty-two (52) consecutive weeks with 70% of 
gross earnings less applicable deductions. Thereafter, the Sub Plan would 
supplement the benefit paid by the Unemployment Insurance Commission so 
that when cr ' ad with earnings from other sources the employee would 
receive a ma of 70% of gross earnings less applicable deductions, 
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inclusive of the UIC benefit. Eligibility for the Sub Plan will be limited to 
regular and recurring employees with more than one (1 I year of seniority at 
the time of layoff. 

In the event a Sub Plan is not appioved, the following shall apply: 6. 

I 
(i) There will be no permaqent layoffs of regular or recurring staff 

members effective prioq to June 30, 1998. 

(ii) No regular or recurring Staff member will be laid off for a period of 
more than four (4) weebs between the date of ratification and 
June 30, 1997, and forla period of more than eight (8) weeks 
between July 1, 1997, and June 30, 1998. 

7. Prior to effecting layoffs under paragraph 6(iil, above, the University will 
implement the following steps in sequential order: 

(i) Terminate any existing yontractual or temporarylcasual employees, 
if any are then employed, provided their positions are not required 
for the continuing functioning of the University. 

If functions carried out by contractual or temporarylcasual 
employees are required for the continuing functioning of the 
University, regular andlor recurring employees will be redeployed in 
these functions provided such employees possess the minimum 
required qualifications including education, experience and the 
ability to perform the duties of the job, in the absence of which the 
existing contract or temporarylcasual employee will be retained. 

Identify and implement, ;where feasible, voluntary (a) job sharing, 
(b) reduced hours, and (@) unpaid leave arrangements. 

Meet with the Union forithe purposes of determining whether 
actions other than layoffs (which may include, but are not limited 
to a general across-the-Board wage decrease, introduction of 
benefit cost-sharing arrangements on Extended Health, Dental and 
Semi-private Hospital Coverage, unpaid days off) will be instituted 
to reduce or eliminate the requirement for such layoffs. 

This Memorandum of Understandins does not apply to any layoffs related to 
an unforeseeable disaster beyond tpe control of the University, to disruptions 
in the University's operations resul ing from a labour dispute, to absences of 
more than six (6) months where th) employee does not qualify for Long Term 
Disability or Workers' Compensatiop Benefits or to scheduled periods of 
layoff associated with recurring embloyment. 

It is understood and agreed that this Memorandum of Understanding 
terminates for all purposes on June 30, 1998, irrespective of any 
continuation of the Collective Agreement beyond that date by virtue of the 
Ontario Labour Relations Act, and shall have no force or effect beyond that 
date unless expressly continued or renewed by the parties in writing. 

(ii) 

liiil 

8. 

9. 
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10. It is understood and agreed that the University will continue full benefit 
coverage in place for employees laid off under paragraphs 2 or 3, or 6(ii), 
above, during the term of such layoff with the exception of the Long Term 
Disability Insurance premiums and employer contributions to the Pension Plan 
unless the employee continues hislher required pension contribution. 

11. The University agrees to notify the Union of layoffs effected under 
paragraphs 2, 3, or 6(ii), above, and to meet, if requested, to  discuss the 
specific application of such layoffs to the bargaining unit. 
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APP$NDIX iii 

MEMORANDUM OF UNDERSTANDING 

Re: Skills Trainina dnd Career Develownent 

The Union and the University agree to work together under the auspices of Joint 
Committee to design a program which vyill assist the University in succession 
planning, i.e. developing the skills and talents of interested staff members who 
might wish to fill certain specific vacandies at the University. This training could 
permit such staff members to be successful applicants for more senior positions. 
Such an approach would require the fle lbility to expose staff to different 
opportunities, provided they have an int I rest and the threshold qualifications. The 
University is interested in these kinds of 1 career development opportunities, and is 
therefore willing to work with the Union to establish and monitor appropriate 
procedures. 



APPENDIX IV 

LETTER OF INTENT 

Re: Tuition Waiver 

This is to confirm that the University intends to continue to explore with other 
Ontario universities, in conjunction with OPSEU and TUFA, the possibility of 
bilateral tuition waivers for eligible dependents. 
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APPENDIX v 

-Q 

SCHOLARSHIP PLAN FOR SPOUSES/DEPENDENTS OF MEMBERS OF THE OPSEU 
BARGAINING UNIT 

Spouses and eligible dependents of members of the bargaining unit represented by 
the Union may apply for a limited numbbr of OPSEU Dependents' Scholarships 
tenable at Trent University. A maximu$ sum based on the equivalent of fifteen 
(15) full-time students shall be allocated by the University for each academic year 
(i.e., 15 x basic tuition fees for a full-ti+e student, e.g. 15 x $1,517 = $22,755 
for 1989/90). Both full-time and part-tibe students/dependents will be eligible to 
apply to the Finance Office for a Scholarship in accordance with the criteria set out 
below. Those who are successful in thip closed competition are not eligible for a 
Tuition Fee Waiver (see 19.5 of the current Collective Agreement) during any 
academic year in which they hold a Schblarship, although they are eligible for other 
scholarships and bursaries. 

Criteria 

In order for a spouse or dependent of a btaff member to be eligible for 
consideration under this Plan, the folloding initial criteria must be met: 

(il For students who have completed fewer than five full-course equivalents in 
a University program and who have been granted the Ontario Secondary 
School Honours Graduation Diplopa (OSSHGD) or the Ontario Secondary 
School Diploma (OSSD): a mini um average of 75% in six Grade 13 
subjects or six Ontario AcsdemiqCourses, or equivalent qualifications from 
other provincial or national jurisdictions; 

For students who have complete fewer than five full-course equivalents in 
a University program, but who hqve 
a minimum average of 75% in all/University courses taken: 

I 

(ii) Q been granted an OSSHGD or OSSD: 

fiii) For students currently enrolled in ,a University program either on a full-time 
or part-time basis who have completed a minimum of five full-course 
equivalents: either a minimum average of 75% in their last sequence of five 
full courses or a minimum average of 75% in all University courses taken. 



Administration of the OPSEU Deoendents' Scholarshb Plan 

The awarding of Scholarships under this Plan will be based entirely upon scholastic 
achievement, and the determination of eligible applicants will be made by the 
Committee on Scholarships and Academic Awards. Where the number of eligible 
applicants who meet the specified criteria exceeds the number of Scholarships 
available, the Committee shall rank the applicants based upon superior academic 
performance to a maximum of the equivalent of fifteen full-time students. 
Successful applicants will be notified by letter. 

For the purposes of administering this Plan, an academic year is defined as May 1 
to April 30, and Scholarships will be available commencing September, 1989. 

Students who wish to  be considered under this Plan must submit a completed 
Tuition Fee Waiver application form to the Finance Office normally at least three 
weeks prior to  the commencement of the academic session. These applications 
will be processed in the usual way to  allow students to complete course 
registration. After registration, the Finance Office will provide a list of the 
registered spousesldependents with their tuition fees to the Committee on 
Scholarships and Academic Awards for its determination of those eligible to 
receive OPSEU Scholarships. The Committee will rank successful applicants and 
advise the Finance Office in writing so that the students may be removed from the 
Fee Waiver llst. The list of successful candidates will also be copied to the 
Department of Human Resources, which shall advise successful applicants by letter 
that they have been awarded an OPSEU Dependents' Scholarship. Applicants who 
are not awarded a Scholarship will remain on the Fee Waiver llst and be handled in 
the normal manner. 

In order to distribute available funds to cover both Winter and Summer session 
applicants, the Committee will initially allocate an amount equivalent to 11 x basic 
tuition for Winter and 4 x basic tuition for Summer. This proportion can be 
adjusted in future if deemed appropriate, and it is understood that unused Summer 
ailocations will be carried forward to the Winter allocation. 
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APPENDIX VI 

MEMORANDUM dF UNDERSTANDING 

Re: Weekend Scheduling 

It is understood and agreed that the following operations presently include 
"weekend" scheduling of bargaining unit members on a regular basis: 

Athletics 
Animal Care Facility 
Bookstore 
Conference anb Hospitality Services 
Library 
Physical Resources 

I While the University is not currently plartning to increase the number of such 
"weekend" operations, it is further understood and agreed that the University 
retains that right under the terms of the Collective Agreement. 



APPENDIX VI1 

Re: Survivor Pensions 

WHEREAS the Contributory Pension Pian for Employees of Trent University (the 
"Plan") was established July 1, 1969; 

AND WHEREAS under the current provisions of the 
registered pension plans cannot provide for the payment of survivor pensions to 
the same sex spouses of members: 

AND WHEREAS it is the wish 06 
Employees Union, Local 365, to allow survivor pensions to be paid to the spouses 
of Plan members, regardless of whether such spouses are of the same or opposite 
sex, in the event that the Income Tax A d  (Canada) is amended to allow such 
benefits to be provided under registered pension plans; 

NOW THEREFORE BE IT UNDERSTOOD THAT the parties to this Memorandum of 
Understanding hereby agree that in the event that the Income Tax Act (Canada) is 
amended to permit registered pension plans to provide survivor pensions to the 
same sex spouses of members, the Plan shall be amended at that time, if required, 
to ensure that such benefits can be provided thereunder. 

T u  Act (Canada), 

%it University and the Ontario Public Service 
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I 
A P P E ~ D I X  VIII 

MEMORANDUM OF UNDERSTANDING 

Re: Absenteeism 

The parties agree to discuss, in Joint Committee, issues relating to employee 
absenteeism with the objective of developing by December 31, 1996, measures 
designed to reduce absentee rates. 
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APPENDIX IX 

MEMORANDUM OF UNDERSTANDING 

Re: OPSEU Benefits Fund 

The University will undertake a review and evaluation of the OPSEU Joint T~stee  
Bene* Fund for the Broader &bk Sewice, and shall assess participation in the 
program on a business basis reflecting financial, administrative, service and benefit 
calculations. 
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APPENDIX y 
I 

MEMORANDUM b F  UNDERSTANDING 

Re: Stud$ nt EmDloveeg 

The University and the Union hereby understand and agree that: 

1. All grievances concerning student employees (specifically Grievances #94-01 
and #95-13) are withdrawn. 

2. Consistent with the recognition clauge of the Collective Agreement (4.1) which 
excludes students including graduate students, and past practice, the 
employment of students to perform duties traditionally and customarily 
performed by students (referencing, for illustrative purposes, a listing of student 
employees dated February 16, 1995) - including but not limited to students 
employed under funding programme4 such as the OWSP (Ontario Work Study 
Programme), and under both general1 operating and ancillary budgets - is outside 
the scope of the bargaining unit. I 

I 

3. Other than 2, above, and while acknbwledging that student employees are not 
substitutes for, or alternatives to, batgaining unit employees, students may be 
employed outside the scope of the Collective Agreement (normally in positions 
which would have been in Bands 1 to 4, inclusive, if staffed by members of the 
bargaining unit) for periods of up to (hree (31 months to replace members of the 
bargaining unit absent on sick leave. I The Union shall be advised of students so 
employed on a monthly basis. 

members holding regular or recurring1 appointments, students may be employed 
outside the bargaining unit for up to B maximum of ten (101 hours per week 
during the period September 1 to  May 31, inclusive. During the period June 1 
to August 31, inclusive, students may be employed outside the bargaining unit 
in part-time or full-time capacity. 

. 

4. Other than 2 and 3, above, and withbut reducing the regular hours of staff 

5. Where students are employed under paragraph 3, above, regular employees laid 
off under the terms of the Collective Agreement may, on the basis of seniority, 
elect to  assume such employment fo l  the duration of the assignment, within 
the scope of the Collective Agreemebt. provided such regular employee 
possesses the minimum required qua ifications including education, experience, 
and the ability to perform the duties bf the job. 
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6. Notwithstanding the fact that students, including Graduate Students, are 
excluded from the bargaining unit, a student selected and appointed by the 
University to a contract or temporarylcasual appointment, other than in 
paragraphs 2, 3. or 4, above, will be within the scope of the bargaining unit for 
the duration of the appointment. 

7. The University shall provide to the Union comprehensive listings of student 
employees twice yearly (February and August) indicating title, 
departmentllocation. and rate of pay. 
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MEMORANDUM bF UNDERSTANDING 

Re: Notice - OPSEU Annual General Membership, 
R V  

With respect to Article 4. IO, the Union lagrees to provide at least ten (1  01 working 
days' notice to the University of the date of the Annual General Membership 
Meeting, and as much notice as possible with respect to Ratification and Special 
General Meetings. 

99 



MEMORANDUM OF UNDERSTANDING 

Re: Trackina and Quantification of Student Emlovees 

Entirely without prejudice to the University's position, except as provided in the 
Memorandum of Understanding (Appendix X), that students, including graduate 
students, are excluded from the Collective Agreement, the parties agree to refer 
the questions of tracking and quantification of student employees, via Payroll or 
other systems, to the Joint Committee. 
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APPEhlDlX Xlll 

LETTER ;OF INTENT 

Re: Selection Evaluation Process 

I 

In discussions during the current round bf negotiations, it became apparent that 
both the University and the Union were supportive of changes to the weighting of 
the criteria currently utilized in the Selection Evaluation Process. Specifically, the 
parties agreed that the existing weighting of "Assessment of Performance in 
Current/Past Positions" should be reduced significantly from the current 40 point 
allocation. Following consultation and discussion with the management group, the 
University will be proceeding to revise the form accordingly. 

The Department of Human Resources will be advocating the following weighting of 
the existing criteria: 

Application 
Training and Experience 
Interview 
Assessment of Performance 
in Current/Past Position(s) 

5 points 
30 points 
45 points 
20 points 

Following the consultation process referred to above, changes will be implemented 
no later than December 31, '1996. 
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APPENDIX XIV 

July 1 1, 1996. 

Mr. Terry Baxter, 
Staff Representative, 
Peterborough Regional Office, Region #3, 
Ontario Public Service Employees Union, 
1789 Stenson Blvd., Unit 415. 
PETERBOROUGH, Ontario. 
K9H 2H4 

Dear Mr. Baxter: 

Re: Staff Trainina and Develoament 

As you are aware, the training budget administered by the Department of Human 
Resources is limited, This curtails our ability to provide the breadth of skills 
training and career development opportunities which we would like to offer. 
Nevertheless, the Department welcomes input from OPSEU members with respect 
to enhancing such opportunities. Members are encouraged to  recommend to DHR 
skills training objectives and means to achieve these objectives. 

We recognize that there may be talents and special skills available among our staff 
which would enhance our ability to  provide training and career development. We 
would, therefore, also be interested in looking at utilizing the in-house expertise of 
OPSEU members subject, of course, to operating and budgetary considerations. 

Yours truly, 

S. Kowalchuk 
Assistant Director 
of Human Resources. 

C.C. P. Schillemore-Martin 
J. Bryce 
J. Sandy 
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SALARY GRID EFFEcrrvE TO JUNE 30.1998 IBawd ar 36 hn. wwkj 

(Nota: lnltlal calculations era basad on Monthly Salsry figuras. Annual Salaly - Monthly a 12: Hourly rata - Annual dlvldad by 1820. 
Annual rounded to nsarast dollar.1 

BAND miw STEP STEP STEP SrrP STEP STEP STEP 
# RANGE 1 2 3 4 5 6 7 

ANNUAL S A U R Y  IBaaed an 36 hDvr per wwki  
I 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 

225.  424 
425 .  624 
826.  824 

826 - 1024 
1025. 1224 
1225.1424 
1426. 1824 
1825. 1824 
1625 - 2024 
2025. 2224 
2225 - 2424 

$19,474 
21,160 
22,992 
24,981 
27.148 
29,494 
32,049 
34.822 
37.037 
41,112 
44.872 

1 
2 
3 
4 
5 
6 
7 
8 
9 

10 
11 

225. 424 
428-  624 
825- 824 

825 ~ 1024 
1025. 1224 
1225. 1424 
1425. 1624 
1826 - 1824 
1825 - 2024 
2025 - 2224 
2225.2424 

1 225-  424 
2 425.  624 
3 625-  824 
4 825 - 1024 
5 1025- 1224 
6 1225-1424 
7 1425-1624 
8 1825- 1824 
9 1825 -2024 

10 2028-2224 
11 2225. 2424 

$1.822.85 
1,763.33 
1,918.02 
2.081.75 
2.282.20 
2,487.82 
2.870.76 
2,901.81 
3,153.05 
3.425.00 
3.722.70 

$10.70 
11.83 
12.83 
13.73 
14.92 
16.21 
17.61 
19.13 
20.79 
22.59 
24.55 

$20.019 
21,754 
23,637 
26.684 
27,906 
30.322 
32.947 
35.800 
38.899 
42.267 
45.926 

$p0.581 
22,384 
p4.300 
P?,404 
28.689 
p1.174 
93.871 
38,805 
39,991 
fl3.463 
47.21 6 

321.150 
22.992 
24.981 
27,146 
29,494 
32,049 
34.822 
37,837 
41.112 
44.672 
46.639 

$21,754 
23,837 
25.684 
27.906 
30,322 
32,947 
36.800 
38,899 
42.267 
46.925 
49.900 

MONTHLY SAURY 1 8 . ~ ~ 4  cm 38 houri pes wwki 

01.66e.23 
1.912.82 
1,969.72 
2.140.33 
2,325.60 
2,528.83 
2,745.58 
2.983.36 
3.241.60 
3.522.29 
3.827.07 

$1.716 10 
1.pe3.07 
2.(l25.01 

2, 22.59 
3.187.11 
3,832.68 
3,621.12 
3,834.55 

$1.783.33 
1.915.02 
2,081.75 
2,282.20 
2.457.82 
2.670.78 
2,901.81 
3.153.05 
3.428.00 
3,722.70 
4.044.89 

*1.812.82 
1.989.72 
2,140.33 
2.325.50 
2.528.83 
2.745.58 
2.983.36 
3.241.80 
3.622.29 
3,827.07 
4,168.36 

$11.00 
11.96 
12.99 
14.11 
15.33 
15.88 
18.10 
19.87 
21.37 
23.22 
25.23 

poURLY RATE 

11.31 
12.29 
13.35 
14.51 j 15.78 
17.13 

118.51 

21.97 
23 80  
25.94 

' 20.22 

$11.83 
12.63 
13.73 
14.92 
18.21 
17.81 
19.13 
20.79 
22.59 
24.55 
26.67 

511.95 
12.99 
14.11 
16.33 
16.88 
18.10 
19.57 
21 3 7  
23.22 
25.23 
21.42 

$22,384 
24,300 
28,404 
28,689 
31,174 
33.871 
36,805 
39,991 
43.453 
47,215 
61,301 

$22,992 
24.981 
27.146 
29,494 
32,049 
34.822 
37.837 
41.112 
44.672 
48.539 
52,742 

$1.863.87 
2,025.01 
2.200.34 
2.390.73 
2.597.86 
2.822.59 
3,067.1 1 
3,332.58 
3.521.12 
3.934.55 
4,275.10 

$12.29 
13.35 
14.51 
16.78 
17.13 
18.81 
20.22 
21 3 7  
23.88 
25.94 
28.19 

*1.918.02 
2,081.76 
2,282.20 
2,467.82 
2.670.76 
2.901.81 
3.153.05 
3.428.00 
3.722.70 
4.044.89 
4.395.13 

$12.63 
13.73 
14.92 
16.21 
17.81 
19.13 
20.79 
22.59 
24.55 
26.57 
28.98 
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SCHEDULE B - JOB TITLES AND CLASSIFICATIONS 

BAND 1 
Alumni Affairs Clerk 
Animal Care Assistant 
Bookstore Van Driver 
Circulation Assistant 
Circulation Assistant (Circulation/Reserves Desk) 
Day Cleaner (Heavy) 
Day Cleaner (Light) 
Evening Housekeeper, I and II 
Heavy Cleaner 
Housekeeper 
Casual Housekeeper 
Microforms and Photo-reproduction Assistant 
Night Cleaner 
Night Cleaner (Heavy) 
Relief Switchboard Operator 
Rush Cashier, Bookstore 
Shelver 

BAND 2 
AccountinglPayables Clerk 
Assistant Secretary, College Office 
Assistant Secretary 

(English, Anthropology) 
Bookstore Purchase Order Clerk 
Bookstore Cashier 
Cataloguing Assistant (Processing) 
Circulation Assistant (Fines) 
College Maintenance Worker 

College Porter 

General Merchandise Clerk 
Groundskeeper 
Lead Hand Cleaner, AC 
Library Secretary 
Mail Clerk 
Mail Driver 
Office Assistant, JBC 
Receptionist (Student Health Services) 
Secretary, Native Studies 
SecretarylReceptionist 

ShipperlReceiver (Bookstore) 
Tradebook Clerk 

(PAC, OC, TC) 

(CC, LEC, PRC, OC, TCI 

(Careers and Counselling, Athletics) 
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BAND 3 
Academic Secretary 

(PRC, Methodologies) 

,(Watershed Ecosystems, Cultural Studies, Computer Studies, 
Women's Studies) 

icademic Program Secretary 

icademic Department Secretary (Biology) ' 
rdministrative Secretary, JBC 

.Assistant to the Head - Textbook Department, 
Bookstore Accounts and Data Entry Clerk 
eookstore Secretary 
:ustodial Lead Hand 
irounds Co-ordinator 

Library Systems Assistant 
Maintenance Labourer 
kder Assistant (Acquisitions) 
'urchasing Clerk 

,&lief Power House Operator 
Research Secretary (E and R S) 
secretary, Teacher Education Program 
'ecretary, Trent International Program 
erials Records Assistant 

Tuition Bursary Financial Aid Assistant 
Typesetter/Proofreader 

{AND 4 
Academic/Administrafive Program Secretary 

(Canadian Studies, Comparative Deve 
Icademic Department Secretary, Physics/Sec 
\cademic/Administrative Secretary 

IFrost Centre, Mathematics, Politics) 
Academic/Administrative Department Secreta1 

(Philosophy and Classics, Chemistry, 
rccounts Receivable Clerk 
rdministrative AssistantlSecretary (Conferenc 

(Physical Resources, Research and GI 
Administrative Secretary 

Idmissions and Liaison Secretary 
tudio-Visual Assistant/Secretary 

. iudio-Visual Distribution Operator 
Bindery Preparation Assistant 
College Admissions Officer 
ngineering Assistant 
inancial Aid Assistant 

Financial and Administrative Clerk (Native Stu 
Head Housekeeper 
nterlibrary Loans Assistant 
itramural Co-ordinator 

Jff-Campus Library Services Assistant 
Order Assistant 

opment Studies, E & R S) 
stary (Associate Dean of Science) 

r 
iociology, History, Geography, Economics) 

t and Hospitality Services) 

iduate Studies, Registrar's Office) 

ies) 
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Power House OperatorlE & M Technician Assistant 
Records Clerk 
Receptionist IlRecords Clerk 
Receptionist IllRecords Clerk 
Reserve Assistant 
Scheduler (MechanicallElectrical Maintenance) 
Secretary 

Shelving Co-ordinatorlLibrary Porter 
Switchboard Operator 

(Academic Skills Centre, Financial Services, Special Needs Office1 

BAND 5 
AcademiclAdministratIve Department Secretary 

(English, French and Spanish) 
Academic/Administrative Program Secretary (Administrative Studies Program) 
AcademiclAdministrative Secretary 

Accounts Payable Clerk 
Acquisitions and Serials Assistant 
Administrative Assistant - Alumni Affairs 
Administrative Assistant (Donations Management Co-ordinator) 
Archives Assistant 
Bibliographic Searching Assistant 
Budget Assistant 
Cartographic and Photographic Technician 
Cataloguing Assistant (New Monographs/Record Maintenance) 
Cataloguing Assistant (Serials1 
Chemical Technician 
College Librarian 

College Secretary 
Computing and Telecommunications Services Assistant 
Custodial Co-ordinator 
Demonstrator 

Graphic Designer 
Microcomputer Laboratory Demonstrator 
Pool OperatodMaintenance Supervisor (Athletics) 
Preventative Maintenance Co-ordinator 
Print Shop Assistant 
Project Co-ordinator, Ecuador 
Reference Assistant 
Research and Restricted Funds Accounting Assistant 
Stationery Buyer 
Walk-Home Program Co-ordinator 
WeekendlEvening Circulation Supervisor 

(Anthropology, Psychology) 

(PRC, TC) 

(Chemistry, Physics) 

BAND 6 
Administrative Assistant, JBC 
Animal Care Technician 
Audio-Visual Technician 

106 



Buyer 
Careers and Placement Co-ordinatorlAdministr6tive Assistant 

I 

ataloguing Assistant (Special Monographs) , 
I 

Circulation Co-ordinator 
Demonstrator/Technician I 

hemicalllnstrument Technician I 

(Biology, E and R S) 
ead of the Textbook Department 

..iterlibrary Loans Co-ordinator 
Liaison Officer 
Managing Editor, Journal of Canadian Studies 

laps Assistant 
art-time Studies Application Co-ordinator 

Retrospective Conversion Co-ordinator and Cataloguing Assistant (Monographs) 
Senior Serials Assistant 

enior Order and Budget Control Assistant 
enior Bibliographic Searching Assistant 

+stems Administrator 
Teaching Assistant (Psychology) 

AND 7 
cademic Program Evaluator and Associate Re 

Admissions Officer 
Co-ordinator and Academic Counsellor, Trent ( 

omputer Technician 
emonstrator/Technician (Geography) 

electrical and Mechanical Technician 
Financial Aid Administrator 
' :brary Systems Co-ordinator 

wksmith 
iaintenance Carpenter 

Microcomputer Hardware/Software Technician 
Program Administrator (Trent International Pro1 

ecords and Academic Regulations Officer 
cholarships Officer and Office Manager 

science Stores Manager/Chemistry Technician 
Telecommunications Technician 

A m  
. boriginal Counsellor 
Academic Programs Co-ordinator 
4quatic Supervisor 

ssistant Chief Accountant 
iology Technician 

Campus Store Manager 
Cataloguing Co-ordinator, Government Publica 

o-ordinator of Annual Giving 
o-ordinator, Off-Campus Library Services 

-0-ordinator, Special Needs 
Educational Computing Advisor, Faculty of Art 
Electron Microscopy/Cell Technician 

:ords Officer 

shawa Office 

ram) 

ons Section 

and Science 
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Energy Management Technician 
Graduate Studies Officer 
Head of the Trade Book Department 
Manager, Conference Services 
Program Assistant, Trent-Queen's Teacher Education Program 
Reference Co-ordinator and On-Line Searcher 
Senior Demonstrator and Budget Manager (Biology) 
Senior Scheduling Officer/Programmer 
Supervisor of Construction Maintenance 
User Support Analyst 
Writing Instructor I 

BAND 9 
Academic Support Analyst 
Anal yst/Programmer 
Co-ordinator, Publications Program - ASC 
Counsellor 
Development Officer, Special Projects 
Manager, Administrative and Information Services 
Microcomputer Support Analyst 
Print Shop Manager 
Publications Manager 
Senior Demonstrator 

Supervisor, Animal Care Facility 
Supervisor of Operations 
Technician/Demonstrator (Geography) 
University Research and Special Projects Officer 
Writing Instructor II 

BAND 10 
Apparatus Design Technician 
Electronics Technician 
Technical Co-ordinator, University Technical Services 

(Chemistry, Physics1 
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Carol Williamson 

SCH~DULE c 

Current Ernplovees in Recurrina Positions 
of Less Than Eiaht (8)  Months Duration 

Jas at Julv 1. 1996) 

Secretarylqeceptionist, Careers and Counselling 
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THIS COLLECTIVE AGREEMENT 

SIGNED AT PETERBOROUGH, ONTARIO 

THIS 9th DAY OF OCTOBER , 1996 
---.-_ . . __ __ r - -  - 

For the University: 

L. Conolly 
President and Vice-Chanceiior 

a h  
S. Dantzer 

For the Union: 

L. Casselman 
President (Provincial) 

P. Sch'illemore-Martin 

Director of Physical Resources S t a f f w e s e n t a t i v e ,  OPSEU 

L & 
d; Wown 

' ,! 7 I../ 
M. Genoe 
University Librarian Negotiating Committee 

K D  /&cc f 2 2  * 

J. Sandy I K. Brown 
Assistant Director of Human Resources Negotiating Commlttee , 

Negotiating Committee 
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