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PREAMBLE

The Board of Education (hereto after referenced as the Division) and the Canadian Union of
Public Employees Local No. 1125 (hereto after referred to as the CUPE) enter into this
agreement with a desire for continuing harmonious relations and to promote cooperation and
understanding between the Board/Division and the staff,

The purpose of this Agreement is:

a) to maintain and improve harmonious relations and settle conditions of employment
between the Employer and the Union;

b) to promote cooperation and understanding between the Employer and its staff;

c¢) to recognize the mutual value of joint discussions and negotiations in all matters
pertaining to working conditions, hours of work and scale of wages;

d) to encourage efficiency in operation;

e) to promote an amicable method of settling differences or grievances which may arise
with respect to matters covered by this Agreement;

f) to promote the morale, well-being and security of all employees in the bargaining unit of
the Union; and,

g) to understand the importance of performing ones duties as outlined in the job posting.

The Board of Education and the Canadian Union of Public Employees Local No. 1125 are
committed to cooperating in the advancement of the mission of Regina Catholic Schools.

MISSION STATEMENT OF REGINA CATHOLIC SCHOOLS

The Regina Catholic School Division is dedicated to working with the community and the
local church to provide a quality Catholic education that fosters academic
excellence and the development of informed, responsible citizens.
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1.1.

1.2,

1.3.

1.4.

ARTIGLE 1 — RECOGNITION

- -

raainin ni

The Employer recognizes the Canadian Union of Public Employees and its Local No.1125 as
the sole and exclusive collective bargaining agent for all those employees classified and
covered by this Agreement.

1.1.1. “Permanent Employee” is an employee who has completed at least a six (6) month
probationary period and has been placed on permanent staff.

1.1.2. “Probationary Employee” is an employee who has accepted an offer of permanent
employment and has not yet been placed on permanent staff.

1.1.3. “Substituting Employee” is an employee who is hired to temporarily replace a
permanent employee for a specific period.

1.1.4. “Casual Employee” is an employee who is hired on a day-to-day basis for a specific
purpose with time not to exceed thirty (30) working days at any one time.\

Union Securit

Every employee who is now or hereafter becomes a member of the Union shall maintain
membership in the Union as a condition of employment, and every new employee whose
employment commences hereafter shall, within thirty (30} days after the commencement of
employment, apply for and maintain membership in the Union, as a condition of employment
provided that any employee in the appropriate bargaining unit who is not required to maintain
membership or apply for and maintain membership in the Union shall, as a condition of
employment, tender to the Union the periodic dues uniformly required to be paid by the
members of the Union.

Deduction and Remittance of Union Dues

Upon written authorization from the employees, the Employer agrees to deduct from every
permanent, probationary, casual, or substituting employee any monthly dues or assessments
levied, in accordance with Union By-Laws, and owing by the employee to the Union.
Deductions will be made every pay period (semi-monthly) and shall be forwarded to the
Secretary-Treasurer of the Union not later than the fifteenth (15) day of the month following in
respect of which deductions have been made, accompanied by a list of all employees from
whose wages the deductions have been made. Remittance of union dues will be paid by direct
deposit to the union banking institute.

New Emol Orientati

The Employer will acquaint new employees with the fact that a Union Agreement is in effect,
and with the conditions of employment set out in Articles 1.2 and 1.3 entitled “Union
Security” and “Deduction and Remittance of Union Dues”.



1.5. Communication

1.6.

1.7.

1.5.1. Correspondence

All correspondence between the parties arising out of this Agreement shall pass to
and from the Chief Financial Officer, Superintendent of Human Resource Services or
designate and the President of the Union unless otherwise specified in this
Agreement.

1.5.2. Union Notices
The Employer shali provide bulletin boards in the shops and lunchrooms of all schools
upon which the Union shall have the right to post notices of meetings and such other
notices that may be of interest to the employees.

1.5.3. Unien Executive Notification

The Union shall forward a list of the current executive members, shop stewards, and
members of the Grievance Committee to the Superintendent of Human Resource
Services or designate within ten (10) working days of any changes in such positions.

1.5.4. Substitute List
The Employer shall establish annually a Substitute/Casual List consisting of
individuals who are hired to temporarily replace a permanent employee for a specific
period of time or hired on a day-to-day basis for a specific purpose with time not to
exceed thirty (30) working days at one time. This list shall be pravided to the Secretary
of the Union June 30th and December 31st of each year.

Restrictions on ntractin

The Employer agrees that all work or services which are currently performed by bargaining
unit employees shall not be contracted out. This paragraph will not operate so as to prohibit
the contracting out of work or services of the same type performed by the current bargaining
unit employees provided:

a) That such contracting out is in addition to the continued work of bargaining unit
members.

b) That such contracting out is restricted to periods of peak demands.

Notwithstanding the provisions above the Employer may contract out any
construction, alteration repair, or demolition of buildings, structures, or other facilities
of the Employer where a General Contractor is engaged or where the work to be
performed is beyond the capability of the Employer’s internal resources in terms of
tools, equipment, and human resources, etc.

1.6.1. The Employer and the Union agree that all work and services currently contracted out
or otherwise performed by persons other than bargaining unit members will be subject
to an ongoing joint review to determine which work and services might be performed
by members of the bargaining unit (contracting in).

P3 Schools

Should the board enter into an agreement with P3 schools, the board supports the
employment of all employee groups.
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ARTICLE 2 - NO DISCRIMINATION

2.1 Definition

The employer and the local of the Union agree and recognize their responsibility to create a
discrimination free workplace. Subject to any order or approval, the Board and the Union
agree that there shall be no discrimination with respect to any employee in accordance with
The Saskatchewan Human Rights Code, Human Rights Commission subject to Section 23 of
the Canadian Charter of Rights and Freedoms, and subject to section 17 of the Saskatchewan
Act, and Section 357 (1) of the Education Act, 1995. The Board and the Union further agree
that there shall be no discrimination with respect to any employee by reason of activity or
membership in the Union.

2.2 Masculine and Plural

Whenever the singular or masculine is used in this Agreement, it shall be considered as if the
plural or feminine has been used where appropriate.

ARTIGLE 3 - LABOUR MANAGEMENT RELATIONS _

______ i e . o 1

3.1 The Union Executive will meet regularly with the Employer as may be necessary for discussion
and settlement of matters of mutual concern.

3.2 The Union and the Employer shall have the right at any time to have the assistance of persons
not members of the Employer or the Union in connection with any negotiations carried on
pursuant to this article.



4.1

4.2

ARTICLE 4 — GRIEVANCE PROCEDURE

rievan mmi

The Employer acknowledges the right of the Union to appoint or otherwise select a grievance
committee of four members who shall be employees of the Employer. The names of the
members of such committee shall be communicated to the Employer. The committee may
include the aggrieved employee in any/all steps of the grievance.

Dispute

Should a dispute arise between the Employer and any employee regarding the interpretation,
meaning, operation or application of this Agreement, or when an allegation is made that this
Agreement has been violated, or should an employee wish to bring a grievance representing
the Union, or should any other dispute arise, an earnest effort shall be made to settle the
dispute in the following manner.

421 Step1i:

The aggrieved employee shall submit the grievance in writing to the Chairman of the
Union Grievance Committee within thirty (30) working days of the event giving rise to
the grievance.

It is understood that before a grievance is submitted in Step 2 the Local of the Union
shall provide the employer with information pertaining to the complaint and shall
attempt to resolve the dispute through discussion with Superintendent of Human
Resources, or designate. This discussion will take place within (30) working days of
discovery of cause for complaint. If the matter is not settled to the local of the union’s
satisfaction, the Local of the Union may proceed to Step 2 of the grievance procedure.

422 Step2:

if the Grievance Committee of the Union considers the Grievance to be justified, the
grievance shall be submitted in writing to the Chief Financial Officer with a copy to
the Superintendent of Human Resource Services or designate within ten (10) working
days if not resolved under Step 1. The meeting shall occur within ten (10) working
days of receipt of the grievance. A written decision shall be sent to the Union within
five (5) working days of the meeting.

423 Step 3:

Failing agreement being reached in Step 2, or in circumstances identified in 8.7
Adverse Reports, written application for a hearing shall be made to the Director with
a copy to the board stating the grievance concerned, within ten (10) working days of
the decision in Step 2. A hearing shall be granted not later than fourteen (14} days of
receipt of the request. The Director shall give a decision within ten (10) working days
of such a hearing.



4.2

4.3

44

4.5

4.6

424 Step4:

Failing settiement being reached in Step 3, the grieving party shall, within twenty (20)
working days notify the other party of an intention to refer the grievance to a single
arbitrator and shall in such notice name an arbitrator acceptable to the grieving party.
Failing agreement between the parties with twenty (20) working days of such notice
on the suitability of the named arbitrator or on a mutually acceptable alternative, the
Chairperson of the Labour Relations Board shall make the appointment at the request
of either party.

Di nvolvin neral Application or rpr ion

Where a dispute involving a question of general application or interpretation occurs, the
Employer and the Union may agree to bypass Steps 1 and 2 of the Article.

Renlies to Gri
Replies to grievances shall be in writing at all stages.

Eagilities for Meeti

The Employer will supply the necessary facilities for the grievance meetings.

Time Limit

The time limits in the Grievance Procedure may be extended by consent of the parties to the
Agreement.

Witness

At any stage of the Grievance Procedure, the parties may have the assistance of the
employee(s) concerned as witnesses and other witnesses and all reasonable arrangements
without disruption to students will be made to permit the conferring parties to have access to
any part of the Employer’s premises to view any working conditions which may be relevant to
the settlement of the grievance.

ARTICLES - SENIORITY

5.1

Definiti

5.1.1  Subject to Article 6.6 entitled, “Probation”, every employee shall accumulate seniority
rights from the date of commencement of the employee’s probationary employment.

5.1.2 Should a substitute employee be appointed to permanent staff, all periods of time in
the previous twelve (12) months shall be credited toward the employee’s seniority,
up to a maximum of twelve (12) months total credit.



5.2 Seniority List
521

5.3

ARTICLE 6 ~ VACANCIES, NEW POSITIONS AND PROBATION -

6.1

522

523

The Employer will maintain a seniority list showing the date upon which each
employee’s service commenced. This list will include name, job classification, home
mailing address and phone number, employee worksite, Full Time or Part Time,
Active or Non-active and basic reason if non-active (WCB, LTD or approved leave).
Employer will have gained employee’s consent to share information during the on-
boarding process.

Any employee may request information from the Employer or the Union relative to
his/her own seniority.

The seniority list will be updated as of June 30th and December 31st of each year. A
copy of the list will be forwarded to the Secretary of Union.

Seniority 1

5.31

532

An employee shall not lose seniority if the employee is absent from work due to
sickness, disability, accident or leave approved by the Employer.

An employee shall lose seniority and be deemed discharged in the event the
employee:

a) is discharged for just cause, resigns or retires;

b) following a layoff, fails to return to work within eight (8) working days after
being notified by registered mail to do so unless the employee provides
reasons for absence which are satisfactory to the Employer and the Union.
It shall be the responsibility of the employee to keep the Employer informed
of their current address;

c) oris laid off for a continuous period of twenty-four (24) months
rvice in Canadian

An employee who serves in Her Majesty’s forces shall be considered as having leave
of absence and shall retain seniority rights and will continue to accumulate seniority,
provided such seniority rights are asserted within thirty (30) calendar days of an
Honourable Discharge, provided also that the employee is certified by a medical
practitioner as medically fit to return to work.

Breamble

Nothing in this Article shall prevent the lateral transfer of an employee to a position in another
place of work under the jurisdiction of the Employer in circumstances where such a transfer

8



6.2

6.3

6.4

is in the best interest of the employee and of the Employer. The Executive of the Union and
the Employer will work in collaboration to help determine whether such a transfer is in the best
interest of the employee.

Vacancies and Postin

6.2.1 In order to give present employees an opportunity to make application when
vacancies occur, or when new paositions are created which enter into the scope of this
Agreement, notice shall be forwarded to the President of the Union at least five (5)
working days prior to filling such vacancies or positions. The five (5) workings days
shall commence the first working day subsequent to the day of receipt of the notice
by the Union. Vacancies arising from retirement shall be posted within five (5)
workings days of acceptance by the Employer. A list of names and home addresses
of employees on leave shall be provided to the President of the Union as requested.

6.2.2 Job vacancies shall not be posted or filled during the months of July and August
unless discussed and agreed upon by the Superintendent of Human Resource
Services or designate and the Executive of the Union.

6.2.3 The notice shall contain information regarding the nature of the position, required
qualifications, salary, hours of work, location, and the closing date for applications.

6.2.4 Permanent positions will be posted within five (5) working days of becoming vacant.
Applicati

Employees shall be entitled to apply for advertised vacant positions by means of written
application, which shall either be submitted to the Catholic Education Centre by mail, fax,
email or hand delivered to the Superintendent of Human Resource Services or designate. An
application need not be considered if received later than the closing date.

Appointment

6.4.1 In filling vacancies and new positions, qualifications, experience and ability being
sufficient to perform the duties required for the position to be filled, appointment shall
be made of the applicant senior on the seniority list.

6.4.2 A Maintenance Mechanic and a Caretaker Engineer shall be required to hold at least
a Class V certificate.

6.4.3 A Caretaker Engineer shall be required to hold at least a Class V certificate or the
certification level of the facility as required by The Boiler and Pressure Vessel Act of
Saskatchewan.

6.4.4 A Caretaker must hold a Fireman's Cettification

6.4.5 Vacancies shall be filled internally within fourteen (14) calendar days of the closing
date of the posting.

6.46 The selected candidate shall indicate acceptance of appointment, in writing, to the
Employer within three (3) working days of receiving the notification of offer from the
Employer.



6.5

6.6

6.7

6.4.7 All applicants will be advised in writing whether successful of receiving position
applied for or not.

P tion Trial Period

In the matter of employee promotion, the successful applicant will serve a trial period of a
minimum of thirty (30) days. Conditional on satisfactory service, such trial promotion shall
become permanent after that period. In the event the successful applicant proves
unsatisfactory in the position, after the aforementioned trial period, they shall be returned to
their former position and salary without loss of seniority, and any other employee promoted
or transferred because of the re-arrangement of positions shall also be returned to their former
position and salary without loss of seniority. No employee shall receive a lesser amount of
salary due to a promotion.

Erobation

A probationary employee shall not be eligible for a recommendation for a permanent position
until that employee has completed six (6) months of satisfactory days worked with the
Employer. Should a substitute employee be appointed to permanent staff, all periods of time
served in the previous twelve (12) months shall be credited toward the employee’s
probationary period, up to a maximum of three (3) months total credit, to allow for evaluation
of suitability of newly appointed position.

Temporary Transfer

6.7.1  During the heating season, in the event of the iliness or other absence up to six (6)
months in duration of the Caretaker Engineer or Maintenance Mechanic in a school,
the next senior persan in the school, shall assume the senior's responsibility during
the absence. If the Caretaker Engineer and Maintenance Mechanic are absent, and
if the next senior person is not qualified, then a qualified person from the staff shall
be moved in on a temporary basis.

Temporary transfers shall occur in the following order:
1. Staff from location of absence
2. Permanent staff from division to qualify for Class 5 certification (hours)
3. Certified Class 5 casual employee

6.7.2 Each employee, who is appointed to perform the duties of a higher classification or
grade, shall be paid for the full time so employed and at the rate of pay for that
position.

6.7.3  Temporary Transfer in Summer Manths
In the event of emergent and unforeseen circumstances that would prevent
successful school start-up, temporary transfer of caretakers to assist with summer
maintenance may be requested by the Controller of Plant and Accommodation
Services or designate. Wherever possible, the Division will endeavor to provide at
least five (5) working days' notice of the effective date at the temporary transfer of job
location.

10



6.8

6.9

6.10

6.11

ART_EC'LE' 7 LAYOFF ANDRECAL[ S

7.1

Temporary transfers in summer months shall occur in the following order:
1. Volunteer permanent caretaking staff
2. Casual caretaking staff
3. Employer request

nion jection A i n

The Union shall be advised in writing of the name(s) of the successful applicants(s). Any
objections by the Union to staff changes shall be construed as a difference between the
parties bound by the Agreement as provided for under the grievance procedure.

New Positions and Reclassifications

Where new positions are created or current positions reclassified, the Employer will advise
the Union in advance of the nature of the position and the proposed wage or salary rate. In
the event that the Union shall disagree with the said rate, then the same shall be negotiated
between the Employer and the Union.

P ion Requiring Higher Certificati

In cases of promation requiring higher certification, the Employer will give consideration to
employees who do not hold the required cettificate but are writing for such certificate prior to
filling the vacancy. Such employees will be given an opportunity to qualify within a reasonable
length of time, as determined by the Employer, and to revert to his/her former paosition if the
required certificate is not obtained within such time.

Temporary Vacancies

All temporary vacancies of all classifications listed in Schedule “A” exceeding six (6) months
in duration shall be posted and filled according to Article 6. An employee who fills a temporary
vacancy shall have the right to return to their former position once the temporary work has
ended.

General

Accommodation of Employees within the workplace is a shared responsibility between the
Employer, the Union and the Employee. The accommodation procedure may be reviewed at
the request of either party.

The Employer agrees to make every reasonable effort, short of undue hardship, to provide
suitable modified or alternate employment to Employees who are temporarily or permanently
unable to return to their regular duties as a conseguence of an occupational or non-
occupational disability.

11



7.2

7.3

7.4

7.5

7.6

Lavoff Notice

Except for just cause, other than shortage of work, an employee may have his/her
employment terminated or may be laid off by the Employer with written notice as follows:

a)

b)

e)

one (1) week notice, where the period of employment is at least three (3)
consecutive months, but less than six (6) months;

two (2) weeks' notice, where the period of employment is six (6) months or more,
but less than three (3) years;

four (4) weeks' notice, where the period of employment is three (3) years or more,
but less than five (5) years;

six (6) weeks’ notice, where the period of employment is five (5) years or more, but
less than ten (10) years.

eight (8) weeks' notice, where the period of employment is ten (10) years or more.

Layoff Notice Review

Prior to layoff notices being issued pursuant to 7.2 Layoff Notice, representatives of the
Employer and the Union shall meet to review the staff reassignment options, including layoff,
and provide recommendations on staff reassignment or layoff to the Employer.

Employee Resignation

An employee may terminate his/her employment upon giving the Employer a minimum of two
(2) weeks written notice.

Staff Reassignment or Layoff

7.51

752

Recall

7.6.1

Employees shall be laid off in the inverse order of their seniority within the job
classification affected.

An employee who is to be laid off within a job classification by reason of staff
reduction, shall have the opportunity to select the least senior position in another job
classification within the bargaining unit provided they have the ability to perform in
that position and provided further that they have more seniority than the employee in
the chosen classification. An employee who is scheduled to be laid off by reason of
staff reduction who has selected a position in another job classification shall be given
ninety (90) days from the date of notice of intended layoff to obtain the minimum
requirements to perform the job.

Where the work normally performed by employees on layoff or in lesser positions due
to notice of layoff is available and economic conditions warrant recalling the
employees, employees who have been laid off or who have taken a lesser position
within the bargaining unit shall be given an opportunity to fill their former positions in
the inverse order in which they were given layoff notice.

12



7.7

ARTICLE 8 — DISCIPLINE

8.1

8.2

7.6.2 Employees laid off due to a reduction in staff, who fail to return to work within eight
(8) working days after being notified by registered mail to do so, shall be considered
out of service and forfeit all seniority rights unless their reason for not returning is due
to iliness or other satisfactory reason agreed to by the Employer and the Union.

7.6.3 In the event of layoffs, the Employer agrees that it will first offer employment to
employees affected by such layoffs before engaging new employees for similar work.
Where a former employee is re-employed within twenty-four (24) months of being laid
off, such an employee shall be credited with previous service in determining seniority,
vacation entitlement, and other benefits based on length of service.

7.6.4 Employees laid off due to a reduction in staff, shall be subject to the provisions of
Article 5.3 entitled “Seniority Lost" including the responsibility to keep the Employer
informed of the employee’s current address.

Technological Changes

Prior to the introduction by the Employer of equipment or material of a different nature or kind
than that previously utilized, which specifically affects maintenance and caretaking staff and,
which changes the manner in which the work is carried out, and is likely to significantly affect
the employees in this bargaining unit, the Employer will give ninety (90) days written notice to
the Union, and shall discuss the proposed changes with the Union’s representative with a
view to minimizing the effect on employees in the bargaining unit. This notice will not be in
addition to the notice periods provided for in Article 7.2 Layoff Notice.

Notification of Dismissal

In case of an employee being dismissed for just cause, the employee and the Union shall, be
advised by the Employer, in writing, of the reasons for such dismissal.

Disciplinary Process

Non-Disciplinary Verbal Warnings

The employer and the Union recognize that it is desirable to advise the employee of their
conduct and their professional performance as soon as possible and informally. The employer
agrees to consider these warnings in the spirit of cooperation and correction, rather than in
the spirit of punishment and shall endeavor to assist the employee in improving their work
relationship.

13



8.3

8.4

8.5

8.6

Progressive Discipline

When the Board is affecting a disciplinary measure with respect to an employee, no action
shall be taken other than in the presence of a Union representative unless the employee has
waived his right to union representation. The employee will be advised in writing, with a copy
to the Union, of any disciplinary measures taken as a result of the disciplinary meeting. The
parties recognize the process of progressive discipline as a fair guideline when affecting a
disciplinary measure. Examples of this may include, but not limited to, a formal verbal warning,
written warning, progressive suspension, termination.

It is also agreed that:

In the cases of discipline, in subsequent proceedings or arbitration hearings, evidence shaill
be limited to the grounds stated in the written discharge or discipline notice to the employee
and the Local of the Union;

The Local of the union and the employee shall receive a minimum of four (4) hours notification
dependent on severity of individual circumstances, of any meeting related to an employee’s
conduct. The notice provided shall include information pertaining to the purpose of the
meeting, including, but not limited to, whether the meeting involves the employee’s personnel
record, job perfarmance, or sick incident usage. The union representative shall be given a
reasonable opportunity to meet with the employee with no loss of pay or benefits prior to the
employee’s scheduled meeting with the employer.

Pending investigation

Pending investigation of the case, an employee may be assigned to home without incurring
any penalty, until such time a thorough investigation and report is complete.

Wrongful Action

An employee considered by the Union to be wrongfully discharged or suspended shall be
entitled to a hearing under Article 4 — Grievance Procedure. Steps 1 and 2 of the Grievance
Procedure shall be omitted in such cases.

Reinstatement

Should it be found, upon investigation, that an employee has been unjustly suspended or
discharged, such employee shall be immediately reinstated in the employee’s former position,
without loss of seniority rating, and shall be compensated for all time lost in an amount equal
to the employee's normal earnings during the pay period next preceding such discharge or
suspension.

Presence of Shop Steward Union Representative

When an employee is being reprimanded or called into the office of the Superintendent of
Human Resource Services or designate, or an out-of-scope supervisor, for the employee’s
work performance, the employee shall have an elected representative of the Union local
present at all times.

14



8.7 Adverse Report

8.71

8.7.2

8.7.3

8.74

{a) An employee shall be advised verbally by the Superintendent of Human Resource
Services, or designate, of any expression of dissatisfaction concerning work
performance or conduct within four (4) calendar days of such event.

(b) If warranted, a report outlining particulars of the work performance or conduct
which led to the dissatisfaction shall be prepared by the Superintendent of Human
Resource Services or designate and discussed with the employee and the Union
within twenty (20) working days of the event of the complaint. If this procedure is not
followed, such expressions of dissatisfaction shall not become part of an employee’s
record for use against the employee at any time. This section shall be applicable to
any complaint or accusation which may be detrimental to an employee's
advancement or standing with the Employer, whether or not it relates directly to the
employee’s work.

The employee’s reply to such a complaint, accusation or expression of dissatisfaction
shall become part of the employee’s record provided that the Superintendent of
Human Resource Service or designate receives this written reply within fifteen (15)
working days of the employee’s receipt of the written adverse report.

Adverse reports, including letters of reprimand, natification of suspensions, and
correspondence related to discipline matters, shall be placed in the employee's
personnel file. Such reports shall be deemed irrelevant after forty-eight (48) months
from the date of issue with the exception of those reports concerning incidents of
guestionable conduct involving students or serious, inappropriate, and improper
conduct toward staff.

Access to Personnel File

An employee, upon submitting a written/email request to the Superintendent of
Human Resource Services, shall be granted access to the employee’s personnel file.

ARTICLE 9 - SICK LEAVE

9.1

9.2

Definition

Sick leave is defined as the period of time an employee is permitted to be absent from work
with pay by virtue of being sick or disabled or because of an accident for which compensation
is not payable under The Workers’ Compensation Act, 1979 and/or The Automobile Accident
Insurance Act.

Accumulation of Sick Leave

9.2.1

Employees are entitled to leave with pay for sick leave up to twenty (20) days in an
employment year.,
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9.3

9.4

9.5

9.6

9.7

9.2.2 Unused days may be accumulated up to two hundred (200) days.

Medical Certificate

9.3.1  Where an employee is off sick in excess of three (3) consecutive days, a doctor’s
certificate may be requested at the discretion of the Employer. If such a certificate
has been requested, the Employer will pay the doctor's charges, if any, for such a
certificate.

Notification

9.4.1  An employee who fails to provide notification of sick leave may be deprived of sick
leave benefits; unless the Employer is satisfied that such notification could not
reasonably have been expected to have been provided.

9.4.2 Every employee who is absent during working hours on account of sick leave shall
notify the immediate supervisor without delay and, in any event, no later than two (2)
hours after so absenting himself/herself. Refer to Schedule A for immediate
supervisor list.

943 Anemployee who cannot report for duty on account of sick leave must to the best of
their ability inform their immediate supervisor at least 1.5 (one and one half) hours
before the hour the employee is to report for duty.

9.44 In the event that an employee is on sick leave or is on a leave of absence, the
employee shall make arrangements with the immediate supervisor to cover the
employee’s shift.

Records

The employer shall provide a statement of accumulated unused sick days on the employee’s
semi-monthly Earning Statement.

Substitute Employee

After completing three (3) months of continuous service as a substitute employee, a substitute
employee shall be eligible for sick leave benefits for the duration of that specific term. Sick
leave benefits for substitute employees are not cumulative beyond the specific term of
employment.

Compulsory Quarantine
Salary for time lost due to compulsory quarantine shall be paid ta the employee to a maximum

of 20 working days per fiscal year when certified by a Health Officer and is not chargeable to
sick leave.
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ARTILE 10 - DUTY TO ACCOMODATE

10.1

ARTICLE 11 — LEAVE OF ABSENCE

111

11.2

11.3

1.4

The parties to this agreement acknowledge and commit to the duty to accommodate for
disability as required by applicable human rights law. The provisions of the Article shall be
administered in accordance with such law. As per Saskatchewan Legislation, RCSD
Administrative Application 7571, Saskatchewan Regulations of the Human Right Code,
Canadian Medical Association Return to Work Health Information Protection of Privacy Act
(HIPPA), Personal Information Protection & Electronic Documentation Act (PIPEDA),
Workers' Compensation Legislation, Saskatchewan Employment Act 2014 (note section 2-
56.1 referring to interpersonal and sexual violence leave), RCSD Administrative Application
7570 — Managed Rehabilitation.

General Leave

The Employer may grant an employee a leave of absence with or without pay and without
loss or accrual of seniority provided that the request is for good and sufficient reason. The
request will be electronically submitted to the Superintendent of Human Resource Services
or designate fully outlining all relevant circumstances.

Union Leaves

11.2.1 Leave of absence without pay, but without loss of seniority, may be granted upon
request to the Employer to employees elected or appointed to represent the Union at
Union Conventions.

11.2.2 An employee shall receive the pay and benefits pravided for in this Agreement when
on unpaid leave of absence for approved Union work or conventions. However, the

Union shall reimburse the Employer for all pay during the period of absence.

Leave for Full-time Union Office or Public Office

An employee who is elected or selected for a full-time position with the Union or anyone with
which the Union is affiliated or who is elected to public office may be granted leave of absence
without pay but without loss of seniority by the Employer for a period of one year. This period
may be extended by the Employer at the end of the year.

For Union Business

114.1 The Employer agrees that where permission has been granted to representatives of
the Union to leave their employment temporarily in order to carry on negotiations with
the Employer, or with respect to a grievance, including arbitration or represent the
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11.4.2

11.4.3

11.4.4

Union on an Employer approved committee, they shall suffer no loss of pay for time
so spent.

The Union agrees to appoint a bargaining committee of not more than six (6)
members,

Employees performing the aforementioned duties during periods other than their
regular assigned shift shall be granted equal time off, without loss of pay, on a
mutually agreed upon day.

The Employer shall provide a substitute for all permanent employees, except
maintenance shop staff, who are members of the Union negatiation committee, up to
a maximum of eight (8) hours per negotiation session, or length of time away from
the work site in the case of Employer approved committees, if required.

11.5 Jury/Witness Duty

11.6

An employee who is absent from work as a result of being subpoenaed to be a witness in
court or of being required to serve on a jury shall be paid their normal salary while absent
subject to the following conditions:

11.5.1

11.5.2

11.5.3

The employee shall pay to the Employer any remuneration other than expenses,
received for jury or witness duty. With respect to the Court of Queen’'s Bench, the
employee, if appearing as a witness shall make application in accordance with “Court
of Queen’s Bench Fees Regulations” for witness fees.

The employee shall notify the Employer as soon as possible after receipt of notice for
such absence.

This Article does not apply to an employee who;
a) has a direct or indirect interest in the outcome of any proceedings, or

b) appears as an accused in any proceedings.

Compassionate Leave

11.6.1

11.6.2

Definitions
a) Immediate family is defined to include: spouse, parent, brother, sister, child,
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