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ARTICLE 1 PREAMBLE

The parties recognize that the Mandate of the Institute and its historical development
have guided the development of this Collective Agreement. The parties acknowledge
and agree that the Mandate and Personnel Policies Manual of the Institute are
documents separate from the Collective Agreement and are policy documents created
and maintained by the GDI Board of Governors.

ARTICLE 2 SCOPE

This Collective Agreement shall apply to employees of the Institute in the following
classifications:

Faculty 1, 2, 3

Research Officer 1, 2, 3

Counsellor 1, 2, 3

Information Officer 1, 2, 3

Clerk Steno 1, 2, 3, 4

Accounting Clerk 1, 2, 3

Librarian Technician 1, 2

Librarian

Curriculum Developers 1, 2, 3

GSW1,2,3

Sessional Lecturers/Instructors hired as employees who teach more
than one (1) class in a teaching year or who teach a competency within
a course of study.

Student Assistants not attending GDI full-time

ARTICLE 3 GABRIEL DUMONT INSTITUTE SELF-DETERMINATION

The parties acknowledge and agree that the Institute is a Métis-controlled education and
cultural institution; its mission is "to promote the renewal and development of Métis
culture through research, materials development, collection and the distribution of
those materials and the development and delivery of Métis-specific educational
programs and services”.



The Management Board of the Institute and its Management Team are directed by the
Métis people of the Province of Saskatchewan. The Union acknowledges and recognizes
the right and responsibility of the Institute to manage and direct the affairs and operations
of the Institute in all respects including, without limiting the generality of the foregoing, the
following:

i) to undertake special measures to attract, employ and retain Métis
personnel;

ii) to take all necessary measures to pursue the implementation of
the Institute's mandate, as approved by the Annual Assembly;

iii) to provide direction to the workforce, including the right to plan,
direct and control operations;

iv) to maintain the discipline and efficiency of the employees;

V) to require employees to observe the rules and regulations of the
Institute;

Vi) to hire, promote, transfer, demote, lay-off or relieve employees
from duty;

vii)  to discipline, suspend and discharge employees;
viii)  to grant leaves of absence;

iX) to determine the complement of employees for each
classification.

It is recognized by both parties that in the administration of the Institute, an employee's
past Institute work experience and history are key considerations. In the event of any
major changes to the workplace, the Institute will make every reasonable attempt to
consult with the Union. On-going consultation is a necessary part of the consensus
model.

ARTICLE 4 INTERPRETATION
In this Agreement, unless the context otherwise requires, the expression:
4.1 "Demotion” is defined as the movement of an employee from a position

in one (1) class to a position within the same class or in another class
with a salary range of lower maximum.



4.2

4.3

4.4

4.5

4.6

4.7

4.8

4.9

4.10

4.11

412

413

4.14

"Dependent" means any one for which an employee is designated as
the primary care giver and shall not be necessarily restricted to
biological off-spring or relatives.

"Employee" or "Employees" means an employee or employees to which
the terms of this Agreement apply as indicated in Article 2 hereof.

"Fiscal Year" is April 1st to March 31st for the Institute - other existing
corporations may vary.

"He, His, Him, She, Hers or Her" includes a reference to persons of the
opposite gender whenever the facts or context so require.

"Institute" means the Gabriel Dumont Institute of Native Studies and
Applied Research and its subsidiary corporations, as per the certification
order, as the Employer.

“Locale” means the village, town or city where an employee normally
works.

"Occasion" means one (1) instance of reporting for work which shall not
exceed in duration the number of hours normally worked in a day by a
full-time employee. There can be no more than one (1) occasion per
day.

"Part-time Employee" means an employee who is scheduled to work
less than full-time daily, weekly or monthly.

"Permanent Employee" means one (1) who has successfully completed
the probation period on initial appointment.

"Probationary Employee" means one (1) who has not yet completed a
probationary period on initial appointment.

"Promotion" is defined as the movement of an employee from a position
in one (1) class to a position in another class with a salary range of
higher maximum.

"Pro-rata Basis" means pro-rated according to the time worked while
employed, as a percentage of the time worked by a full-time employee.

"Red Circled" is defined as the placement of a person on a salary grid
after job abolishment or lay-off, upon return to work, subject to the rules
in Article 9.5.2.



4.15

4.16

417

"Transfer" is defined as the movement of an employee from one (1)
position to another in the same or a different class with a salary range
having the same maximum.

"Union" means the Saskatchewan Government and General
Employees’ Union.

“Work Unit” and “Bargaining Unit” are one in the same. These terms
include GDI, DTI, SUNTEP and GDC employees.

ARTICLE 5 UNION SECURITY

5.1

5.2

5.3

The Institute agrees to recognize the Saskatchewan Government and
General Employees’ Union as the sole and exclusive collective
bargaining agent for the employees covered by this Agreement and
hereby agrees to negotiate with the Union or its designated bargaining
representatives in any and all matters pertaining to working conditions,
hours of work, classification and scale of wages.

The Institute agrees that there shall be no discrimination, interference,
restriction, or coercion exercised or practiced with regard to any
employee in the matter of hiring, wage rates, training upgrading,
promotion, transfer, lay-off, discipline, classification, discharge,
educational leave or otherwise by reason of age, race, creed, colour,
national origin, political or religious affiliation, sex or marital status,
sexual orientation, nor by reason of membership or activity in the Union,
unless specifically addressed by this Agreement, or the SHRC
exemption referenced in Letter of Understanding #3.

All employees covered by this Agreement shall have the right to refuse
to cross a picket line arising out of a labour dispute. Failure to cross a
picket line encountered in carrying out the Employer's business shall not
be considered a violation of this Agreement nor shall it be grounds for
disciplinary action.



5.3.1

5.3.2

5.3.3

5.34

5.3.5

5.3.6

All employees who are now and hereafter become, members of the
Union shall maintain their membership in the Union as a condition of
their employment and all new employees shall, as a condition of their
employment, and within thirty (30) calendar days of the commencement
of their employment, apply for and maintain membership in the Union.
Any employee who is not required to maintain membership in the Union
and whose class of employment is within the bargaining scope of the
Union, shall, as a condition of employment, tender to the Union the
monthly dues uniformly required to be paid by the members of the
Union.

On signed authorization by an employee, the Institute shall deduct, on
behalf of the Union, all initiation, dues, assessments, or levies, uniformly
required from the pay cheque of each employee, each month, who as a
condition of employment is required to submit such initiation, dues,
assessments, or levies. The Institute shall remit the same to the Union
prior to the 20th day of the month following the calendar month in which
such deduction is made, accompanied by a list of all employees for and
on behalf of whom the individual deductions were made and the month
that the deductions were made for.

A monthly statement shall also be forwarded to the Union showing the
names, addresses and work location of all new employees covered by
this Agreement hired during the month, the date they were employed
and the name of all employees covered by this Agreement who have left
the employ of the Institute during the month and the date of severance.

At the time Income Tax (T-4) slips are made available, the Institute shall
indicate the amount of union dues paid by each Union member.

The Institute agrees to acquaint new employees, upon employment, with
the fact that a Union Agreement is in effect, and direct the person to the
local Union representative. The local Union representative will be given
one-half (1/2) hour to orient the new employee. This clause will apply in
the urban setting only (Prince Albert - Saskatoon - Regina). Operational
requirements will be observed when exercising rights under this Article.

An employee covered by this Agreement who is temporarily filling an
out-of-scope position shall continue to have union dues deducted from
his/her salary and shall be entitled to all the benefits and protections
afforded by this Agreement, as per Article 10.8.3.



5.3.7

5.4

5.5

Employees shall have the right to the assistance of a Union
representative(s) during discussions related to grievances or
negotiations. Such representative(s) shall have access to the Institute
premises, in order to investigate and assist in the settlement of a
grievance(s).

Written notice of change in the amount of the monthly dues must be
given to the Institute by the Union at least twenty (20) working days in
advance of the date that the change is to be effective.

The Institute shall allow the Union to post notices and information of
interest to the employees. The Union agrees not to post material
defamatory to the Employer(s). Notices shall be posted on bulletin
boards only. Union Stewards may utilize the Employer’s email
system to forward Union materials such as notice of meetings or
Union business to employees of GDI provided that they are not
defamatory to the Employer and do not contain information related
to job action or job stoppage. The Employer reserves the right to
limit or rescind the use of the Employer’s email system for Union
business.

ARTICLE 6 HARASSMENT

6.1

6.2

Statement of Agreement by the Parties

To create an harassment-free workplace, the parties are committed to
the joint development of proactive programs to attempt to eliminate
harassment. The parties further agree harassment in the workplace will
not be tolerated. All employees are encouraged to use this policy prior
to involving outside agencies. This process will abide by the principles
of fundamental justice and will not infringe on the Canadian Charter of
Rights and Freedoms and other applicable statutes.

Definition of Harassment

Harassment is defined as any unwelcome or unwanted action by any
person against another. It can be a non-verbal, verbal or physical action
or display of materials of a sexual or non-sexual nature, on a single or
repeated basis, which humiliates, insults, degrades, threatens or
intimidates.

"Unwelcome" or "unwanted" in this context means any actions which the
harasser knows, or reasonably ought to know, are not desired by the
victim of harassment.



6.3

6.3.1

6.3.2

Harassment is an expression of perceived power and superiority by the
harasser(s) over another person, usually for reasons over which the
victim has little or no control.

Harassment is not a) bona fide work related interaction such as work
assignment, performance feedback, counselling or disciplinary action or
b) normal social contact between people based on a position of equality
or mutual consent.

Roles of the Parties

The Union will:

a)

b)

c)

recognize that every member has the right to be treated with
dignity and respect, and to work in a workplace free of
harassment.

not condone or tolerate any harassment.

support and encourage its members to speak out and confront
harassers.

The Employer will:

a)

b)

attempt to provide a workplace free of harassment.

recognize that in order to end harassment, it is necessary to
confront and provide the opportunity to correct the harasser's
behaviour. The Employer, therefore, agrees to create an
atmosphere where harassed persons will feel comfortable and
secure in bringing forward complaints and in confronting the
alleged harasser and/or harassment.

ensure that every employee is aware that the workplace is to be
free of harassment.

provide training to all employees pertaining to harassment in the
workplace.



6.4

6.4.1

6.4.2

6.4.3

Complaints Procedure

Obligation:

It is the responsibility of the Employer to ensure that complainants and
witnesses to harassment are protected from intimidation or
repercussions after reporting incidents, including any subsequent
investigation. Protection may also be appropriate when effecting the
final decision on the complaint.

Procedure for Handling Harassment Complaints:

a)

b)

All complaints of harassment shall be covered by this Article and
dealt with in a serious manner.

Leave without loss of pay, for employees required to be involved,
shall be allowed by the Employer for any proceedings under this
Article.

All proceedings under this Article are confidential. Breach of
confidentiality shall be subject to disciplinary action.

No information relating to the alleged harasser's or the
complainant's personal background, lifestyle, mode of dress, etc.,
will be admissible during proceedings under this Article unless
directly related to the incident in question.

In the event that the alleged harasser and the complainant are
members of the Union, the Employer agrees to allow each their
right to union representation.

Step 1 (Informal):

a)

Any complaint may be lodged in confidence with a Union or
management official of their choice or a formal complaint may be
lodged directly at Step 2. In either case, the recipient of the
complaint shall immediately notify the other party and together
they will notify the alleged harasser of the complaint.

The complaint shall be investigated by the two parties in
confidence and an attempt will be made to achieve resolution.

If a satisfactory resolution is achieved, the process ends here.

If no satisfactory resolution is achieved, then Step 2 is
implemented.



6.4.4

Step 2 (Formal):

a)

b)

d)

e)

A formal complaint shall be submitted concurrently in writing, to
the Executive Director, and to the Union Chairperson.

Upon receipt of the signed written complaint, the Executive
Director shall (i) determine whether the alleged harasser or
complainant should be removed and/or reassigned from the
immediate workplace; (ii) advise the alleged harasser of the full
details and scope of the complaint, name of accuser; and (iii) set
up a board within five (5) calendar days to investigate the
complaint.

The Board shall consist of one (1) union representative, one (1)
management representative and an independent chairperson.
The Chairperson is to be selected by rotation from an agreed too
list for the Institute as established by negotiations or may be a
different person who is mutually agreed to. (No representative on
the board shall be from the work unit where the incident is
alleged to have occurred.) The parties to this Agreement may
mutually agree to the board being established as a single
chairperson. In this event, the board will be considered to be
duly established and have the same authority as that of a three
(3) person board.

The parties will equally share the fees and expenses of the
chairperson and other common expenses of the board. Common
expenses of the board would normally include: meeting room
expenses, photocopying, telephone, that may be incurred by the
board.

It is agreed that as a general principle the alleged harasser be
the one removed from immediate assigned work area. However,
in exceptional circumstances (factors such as the emotional and
mental health of the complainant), the complainant may be
removed.

An opportunity for all parties affected to be heard, will be provided,
in whatever manner is deemed appropriate by the board.

A response containing a decision and recommendations will be
submitted in writing within twenty (20) days to the Union
Chairperson and Executive Director. This time limit may be
extended by mutual agreement of the Union Chairperson and
Executive Director.



f) The three (3) person investigative board shall have jurisdiction to
determine if there is harassment. If so, it shall recommend to the
Employer appropriate action, up to and including counselling,
permanent removal from the workplace or other
remedial/disciplinary action. They shall also recommend a time
frame for implementation.

The board shall have the authority to determine whether a
complaint is frivolous or vindictive and to recommend the
appropriate course of action in such cases.

9) As this process for resolution of a complaint is similar to the
grievance procedure, a complainant is precluded from using the
grievance procedure in cases of a complaint of harassment.

NOTE: Confidentiality shall not preclude one's ability to
investigate or accumulate information regarding any
case being investigated under this language.

ARTICLE 7 CLASSIFICATION/RECLASSIFICATION

7.1

7.2

7.3

The Institute shall prepare a Position Classification Plan in which
positions of similar kind, difficulty and responsibility are included in the
same class.

The Institute Board shall supply a copy of these class specifications,
currently maintained, to the Union at their request.

Whenever the Institute proposes to establish a new classification or alter
an existing classification, a new or revised classification shall be
established in accordance with Article 7.1. The Institute shall give notice
of its intention to the Union, and shall negotiate the inclusion or
exclusion from scope, by position, of new positions within the new or
revised classification. If the position is to be included in-scope, the
Institute shall negotiate, for such new or revised classification, the rate of
pay, hours of work, length of probationary period, classification and
level. If no agreement is reached, in order to avoid delay in filling of the
position, the Institute may advertise the position at a salary range which
is the lower of the proposed salary ranges advanced by each party,
subject to Article 7.4 below.

10



7.4

7.5

7.6

7.6.1

7.7

7.8

7.9

A dispute occurring over failure in any instance to come to agreement
on any item which, according to Article 7.3, is to be negotiated, shall be
resolved pursuant to the regular grievance procedure. The rate of pay,
when finally decided between the parties, will be retroactive to the date
of appointment in respect of any employees hired at the lower rate.

Changes in Classification

Whenever the Union feels that a position is incorrectly classified or that
a reclassification is required to cover higher level assigned duties or
responsibilities, an application for review of duties, classification and pay
may be made to the Executive Director. The Institute will review the
position and notify the employee and the Union of the results within
thirty (30) working days.

Approved Changes

If the request is approved, it will be effective the date of application and
the Union will be notified.

Disputes

If the request for reclassification is rejected, or if there is dissatisfaction
with the reclassification approved, a grievance may be initiated under
Article 19.

Appointments and Challenges

When the reclassification is due to new or additional duties and
responsibilities, the incumbent shall be appointed, subject to challenge
from more senior employees in the same work unit. Disputes that occur
shall be resolved pursuant to the regular grievance procedure.

Pay on Reclassification Upwards

The incumbent of a position which is reclassified upwards shall be paid
on the basis of the Board's Policy.

Reclassification Downwards

An employee shall retain her original salary if reclassified downwards
and may be "red circled" in the new classification. If the employee is still
red circled at the conclusion of the two (2) years, the employee's salary
will be reduced to the maximum salary of the lower classification.

11



ARTICLE 8 APPOINTMENTS

8.1

8.2

8.3

8.4

Filling Positions by Competition

Vacancies and new positions covered in the scope of this Agreement,
which the Institute chooses to fill, may be subject to in-service
competition by all in-scope employees.

Job Postings

A competition shall allow a minimum of one (1) week for applications to
be submitted and shall be announced in the form of a bullet posted in a
prominent position in each of the premises the Institute offers services.
Any member who wants employment bulletins sent to them shall be
done.

Employees who are on the Institute’s re-employment lists shall be
notified by the Institute preferably by mail, within reasonable time to
apply for the vacancy.

A copy will be provided to the Union Bargaining Unit Chair.

Information in Postings

Such notice shall contain the following information:

Duties, and classification, and name of position, qualifications,
knowledge, skills and education required, wage or salary rate or range,
hours of work and whether the position is full-time or part-time, full-year
or part-year, deadline date for applications, expected start date of the
position, assigned days (where applicable), completion date and any
other pertinent information.

Role of Performance and Qualifications in Appointments

Subiject to Article 8.2, the Métis in-scope applicant with the best
performance in the Institute and having the necessary qualifications,
knowledge, education and skills to do the job shall be appointed to the
position. If there are no Métis in-scope applicants with the necessary
qualifications, knowledge, education and skills to do the job, then the
non-Métis in-scope applicant with the best performance in the Institute,
and having the necessary qualifications, knowledge, education and skills
to do the job shall be appointed.

12



8.5

8.6

8.7

When it is determined that in the first instance more than one Métis in-
scope employee meets the knowledge, skills and ability, the senior
such member shall be appointed. Where there have been no Métis
applicants the same rule shall apply to the non-Métis applicants.

Notice of Filling Vacancy

Successful applicants who fill vacant positions shall be notified in writing
prior to commencing such duties of the classification, range and step
they will occupy. The name of the successful applicant shall be posted
on Institute bulletin boards and a copy sent to the Union.

Re-Employment List

The Employer agrees to maintain a re-employment list of those
employees who’s jobs have ended for consideration for future
employment opportunities. To be maintained on the re-employment
list, eligible candidates, as defined in Article 13.4 d), will apply
annually, in writing, to the Executive Director or designate. The
Employer also agrees to forward the re-employment list to the
Bargaining Unit Chairperson yearly.

Sessional Lecturers

Sessional lecturers/Instructors hired by Gabriel Dumont Institute
through its various programs and subsidiaries and who are approved
by the applicable university for teaching appointments shall:

1) Accumulate seniority for the periods of time they are employed
based on three (3) hours seniority for each teaching hour.

2) Should a sessional lecturer/Instructor meet the criteria of the
scope article and become in-scope they shall be entitled to the
benefits of the Collective Bargaining Agreement as per Article
21.2, as per the benefit plan requirements.

3) If a sessional employee applies for and is successful in a
competition in a core program position, they shall after successful
completion of their probation period be entitled to count their
seniority back to date of hire. Sessional employees who may fail
their probationary period shall return to the sessional list.

People hired after March 1, 2002 will be subject to the Affirmative

Action criteria as contained in the CUPE Sessional Agreement and the
SGEU/GDI Agreement.

13



ARTICLE 9 HOURS OF WORK

9.1

9.11

Employees currently in the Collective Agreement with the following pay
titles shall work office hours and shall be Group A Staff:

a) Clerical Staff

b) Accounting Staff

c) Library Technician
d) Information Officers
e) Counsellors

f) Clerk-stenos
Office Hours

All Group A staff shall work the following hours:

8:30 a.m. - 5:00 p.m. with a one-half (1/2) hour lunch break and on a five
(5)/four (4) rotation, notwithstanding the foregoing summer hours shall
be allowed at (8:00 a.m. - 4:30 p.m.).

Administrative guidelines for the five/four (5/4) operation:

a)

b)

The five/four (5/4) schedule shall be drawn up once yearly.

Employees on the five/four (5/4) work schedule shall have the
right to bank five (5) Regular Days Off (RDQO's) annually.
Additional days may be banked by mutual agreement. The
Employer shall allow up to five (5) banked RDQO's to be taken in
conjunction with the employee's annual vacation. Any additional
banked RDOQ's taken in conjunction with annual vacation shall be
by mutual agreement only.

An employee's regular day off may be moved to another day by
mutual agreement. Requests by either party that are denied shall
result in the regular day off being taken as scheduled.

The Employer also shall have the option to direct the employee to
bank up to an additional ten (10) RDO's annually.

14



9.2

Any authorized work performed by an employee on her regular
day off shall be compensated for at the applicable overtime rate.

Subject to Article 9.1.2 (c), should a scheduled regular day off fall
on a designated statutory holiday, a mutually agreed to alternate
day shall be assigned.

If an employee is ill on a scheduled regular day off, there will be
no other day assigned and there will be no charge against sick
leave credits. Employees shall make reasonable effort to
schedule medical and dental appointments on days off.

All regular days off scheduled shall be adjacent to weekends
unless changed by mutual agreement subject to the conditions
outlined in Article 9.1.2 (c).

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

While on sick leave the number of days charged against the
employee's sick leave shall not be more than one (1) day per
working day.

Noon hour coverage will be provided when required. Arrangements for
such coverage will be subject to mutual agreement at the local level.
Library hours shall also be set at the local level by mutual agreement.

Employees currently in the Collective Agreement with the following pay
titles shall work a one hundred and ninety-nine (199) day year and
shall be known as Group B Staff:

Faculty

Librarian

Curriculum Developer

Counsellors (except T&E Counsellors)

Research Officer

15



9.2.1

9.21.1

9.2.2

9.2.3

9.24

Employees who work one hundred and ninety-nine (199) assigned
days in a year shall receive an annual salary.

Any employee who works in excess of the one hundred and ninety-
nine (199) assigned days shall receive, per day, one one hundred and
ninety-ninth (1/199) of his/her annual salary. Employees who work less
than one hundred and ninety-nine (199) assigned days shall be paid
on the basis of one one hundred and ninety-ninth (1/199) of his/her
annual salary per assigned day.

For those projects that occur from time to time that require a twelve (12)
month Instructor contact period for at last two (2) consecutive years, the
parties agree to determine a project hours of work agreement in each
instance prior to project start-up.

An assigned day is a day or any portion thereof where a full-time
employee is required to work. Prior to the beginning of an academic
period, assigned days for each employee will be scheduled, insofar as is
possible. All schedules must be approved by the Executive Director or
designate prior to finalization.

All unassigned days in a school year, shall constitute full recognition of,
and full payment for, any vacation leave (excepting the special vacation
leave and cash bonus benefits of the Northern District Allowance
provisions), designated holidays, days of rest, regular days off that may
otherwise have been provided by this Agreement.

Instructors appointed to less than full-time positions shall be paid at a
rate of one one hundred and ninety-nineth (1/199) of their annual
salary for each full day assigned. However, if it is known at the time of
the appointment that the assignment will be a minimum duration of
ninety (90) consecutive calendar days, the Instructor shall be paid on a
monthly basis until the end of such appointment at which time a
reconciliation of the salary paid to that date and actual salary entitlement
to that date based on one one hundred and ninety-nineth (1/199) of
the annual salary for each assigned day worked shall be conducted.
Any monies owing shall be paid the employee and any monies overpaid
shall be recovered by the Employer. Reconciliation shall be made on
June 30th of each year with payment being no later than July 31st of the
same year.
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9.2.5

9.2.6

9.3

9.4

9.5

9.51

9.5.2

In the event a full-time employee is dismissed, resigns, promotes,
demotes, transfers, retires, is laid off, applies and is granted a leave of
absence, or otherwise terminates his/her employment from the
classifications listed in Appendix A prior to the completion of the full
academic year, a reconciliation of the salary paid to that date and actual
salary entitlement to that date based on one one hundred and ninety-
nineth (1/199) of the annual salary for each assigned day worked shall
be conducted. Any monies owing shall be paid to the employee and
any monies overpaid shall be recovered from the employee.

Regular full-time employees who, as a result of approved leaves of
absence without pay, do not complete one one hundred and ninety-
nineth (1/199) assigned days in an academic year shall be subject to a
reconciliation of the salary paid during the academic year and actual
salary earned. Their salary cheque for the final month of the academic
year shall be adjusted to compensate for the final amount owing.

Employees currently in the Collective Agreement with the following pay
titles shall work a maximum of seven (7) hours or thirty-five (35) hour
week and shall be known as

Group C Staff:

a) General Service Worker

b) Students Assistants

Rest Periods

All Group A and C employees shall have two (2) fifteen (15) minute rest
periods per day.

Re-employment

Where a person is re-employed in the same or similar position, the rate
of pay shall be at the same step in the range for the position as at the
time of lay-off.

Where a laid off permanent employee is re-employed in a position lower
in grade, the rate of pay shall be equivalent to the rate formerly received
(if an identical rate exists in the new range), or the next higher rate (if an
identical rate does not exist in the new range), or the maximum rate (if

the rate in the former position exceeds the maximum of the new range).
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9.5.3

Where a laid off permanent employee is re-employed in a classification
in which he/she previously held permanent status, the rate of pay shall
not be less than the step previously held in that classification.

ARTICLE 10 PAY ADMINISTRATION

10.1

10.1.1

10.1.2

10.2

10.2.1

10.2.2

10.2.2.1

10.2.2.2

10.2.2.3

10.3

Pay Periods

Employees shall be paid on the 15th day and the 31st day of the month
or the last full working day prior to the 15th or the 31st day of the month.

Every employee shall receive a statement, attached to each cheque,
showing the gross amount, itemized deductions, and the net amount
payable.

Overtime

All overtime shall be on a voluntary basis. All overtime performance
must be authorized.

Group A & C Employees

Group A & C employees will receive time and one-half (1 1/2) for all
hours worked in excess of normal hours on any one (1) regular work
day. All work performed by office employees on days of rest shall be
considered as overtime.

Group A & C employees required to work evenings overtime, beyond 9
p.m., shall, on request, have transportation provided to their place of
residence.

Employees who receive a call-back to work from the Employer after
leaving the place of work shall be paid for a minimum of two (2) hours at
the applicable rate.

Management may require an employee to take time off at the
appropriate overtime rate in lieu of payment for overtime worked.
Overtime, if it is to be paid out, shall be paid out with the employees'
regular pay.
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10.4

10.5

10.5.1

10.5.1.1

10.6

10.6.1

10.7

10.7.1

10.8

10.8.1

10.8.2

Time off in lieu shall be taken at a time mutually agreeable to the
employee and the out-of-scope supervisor. If time off in lieu cannot be
taken within the ninety (90) days, and there has not been an agreement
as to when the time can be taken off after the ninety (90) days of
earning the time in lieu, then the employee may be paid at the rate the
time was earned. An employee cannot accumulate more than the
equivalent of one (1) of the employee's weeks of work as time in lieu.

Annual Increments

All probationary and permanent employees shall receive annual within-
grade step increments effective on the established increment dates,
provided that the employee has been authorized and has reported for
work a minimum of one hundred and eighty (180) occasions since
her/his last increment adjustment. New employees will be assigned one
(1) increment date as per Article 10.5.1.1 below.

Increment dates will be January 1st, April 1st, July 1st, October 1st of
each year.

Pay Allocation on Voluntary Demotion

Voluntary: If the rate of pay received in the previous position was more
than the maximum rate of the new position, the new rate shall be the
maximum of the new position.

Severance Pay

An employee whose job has been abolished shall be entitled to
severance pay on the basis of three (3) weeks per year of service. Pay
will be calculated on the basis of the employee's rate of pay at the time
of separation.

Temporary Performance of Higher Duties

Substitution occurs only by assignment and neither employee nor
supervisors should assume it takes place without assignment. Where
an employee is required by formal assignment to perform duties of a
higher paid position, the rate of pay shall be determined by policy as set
by the Board.

Remuneration shall be payable under this subsection for all time
worked.
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10.8.3

10.8.4

10.9

10.9.1

10.9.2

10.10.

10.10.1

10.11

10.11.1

10.12

Substitution shall not exceed one hundred and thirty (130) working days.
Extensions may be granted by agreement between the Institute and the
Union.

Periods of temporary substitution shall not produce any change in
increment dates and shall count for increment purposes. The rate in the
higher class shall be adjusted based on increments in the lower range.

Hotel Accommodation, Travel and Sustenance

Actual and reasonable charges in accordance with the Institute
Management Board Policy, supported by a receipt, where required.

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

Incidental Kilometre Expenses

The allowance payable to employees authorized on an incidental basis
to use privately owned vehicles for Institute business is as follows:

1. Transportation
Car or 1/2 Ton: Subject to a minimum allowance of $3.00 per
day, $1.50 per hour (pro-rated for shorter periods) for actual
usage to a maximum of $6.00 per day or 27.70 cents/km,
whichever is the greater.

Communities Where No Housing is Available

Employees required to travel to, or to work in, communities where no
adequate housing is available shall be paid mileage from the nearest
community in which housing is available to their place of work. Travel
time will be considered working hours. Notwithstanding the seniority
articles, a less senior person may be hired within the community where
this clause would cause a financial hardship.

Northern Allowances

For the term of this Agreement, all employees stationed in the employ of
the Institute at headquarters as identified in Appendix B shall receive, in
addition to their regular pay rates, the complete Northern Allowance
Benefits as indicated in Appendix B.
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ARTICLE 11 PROBATION

11.1

11.1.1

11.1.2

11.1.3

11.1.4

On Initial Employment

Every person covered in the scope of this Agreement shall be on a
probationary basis for a period of six (6) months. For part-time
employees, six (6) months will be considered the equivalent of one
hundred (100) days of full-time consecutive service. Whenever
possible, every employee shall receive two (2) evaluations during their
probationary period.

At the outset and during their probationary period, employees will be
advised of expectations regarding standards of performance.
Employees will also be advised of shortcomings in order to correct
deficiencies. Should the Employer decide to terminate the employee,
the employee will be given the reasons, in writing, prior to his
termination; an opportunity to respond and if necessary engage the
grievance procedure contained in the Collective Agreement for his
protection.

Since probation is the final step in the hiring process, employees will be
informed by their supervisors in writing, not later than one (1) month
after commencement of employment, what performance requirements
will be used for the rating. The performance requirements will be related
both to the duties and responsibilities, and to the qualifications, skill,
ability and experience.

Written performance assessments will be conducted for each employee
during the probationary period. Performance evaluations will be conduct
at two (2) and five (5) months. Performance assessments will be
discussed with the employee and shall be signed by the employee to
indicate awareness of the assessment. Employees will be advised
whether they have successfully completed the probationary period. A
current job description is required when the final probationary review is
complete.

ARTICLE 12 LAY-OFF

12.1

Notice of Lay-Off and/or Job Abolition or Change of Hours of Work

Employee's who are to be laid off or have their job abolished or if their
hours of work are to be increased or decreased shall be given the notice
as is available from the Labour Standards Act.
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12.1.2

12.1.3

12.2

12.2.1

12.2.2

12.3

12.3.1

Employees shall be paid in lieu of notice if such notice is not given within
Satellite program brokered by the Institute.

Notice of lay-off will be deemed to have been given if a definite term is
stated at the commencement of the period of the employment.

Method of Lay-Off

Group A Staff (Office Staff)

In the event of lay-off, employees shall be laid off in the following order
within the classification affected, and within the program affected;

1st:  Most junior to senior non-Métis employee prior to:
2nd: Most junior to senior Métis employee.

Group B and C Staff

Employees shall be laid off in the following order within the classification
affected and within the program affected:

1st:  Most junior to senior non-Métis employee prior to:
2nd: Most junior to senior Métis employee.

Options on Job Abolition

Permanent employees who have had their jobs abolished may choose:
Métis

a) To use their bargaining unit-wide seniority to bump into a vacant
position own locale first, MN-S Area second conditional to the
commute being within seventy-five (75) kilometers of the
employee’s residence provided; the employee has the
qualifications, skill and ability to perform the work required and
where required by an external governing body for purposes of
programme accreditation; specific qualifications.

b) To use their bargaining unit wide seniority to bump the junior
non-Métis employee, if qualified, own locale first, MN-S Area
second conditional to the commute being within seventy-five (75)
kilometers of the employee’s residence.
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12.3.11

C) The employee may use their bargaining unit wide seniority to
bump a junior Métis employee, if qualified, own locale first, MN-S
Area second conditional to the commute being within seventy-five
(75) kilometers of the employee’s residence.

d) The employee may use their bargaining unit wide seniority to
bump a junior non-Métis employee first, a junior Métis employee
second, if qualified, any locale.

e) to go to a re-employment list established for each position for
which they are qualified.

f) to resign and thus be able to exercise rights to severance pay.
Non-Métis

a) To use their bargaining unit-wide seniority to bump into a vacant
position own locale first, MN-S Area second conditional to the
commute being within seventy-five (75) kilometers of the
employee’s residence provided; the employee has the
qualifications, skill and ability to perform the work required and
where required by an external governing body for purposes of
programme accreditation; specific qualifications.

b) To use their bargaining unit wide seniority to bump a junior
non-Métis employee, if qualified, in that order, own locale first,
MN-S Area second conditional to the commute being within
seventy-five (75) kilometers of the employee’s residence. If no
position is derived from this process, then:

C) To use their bargaining unit wide seniority to bump a junior
non-Métis employee, if qualified, any locale. If no position is
derived from this process, then:

d) to go to a re-employment list established for each position for
which they are qualified.

e) to resign and thus be able to exercise rights to severance pay.

Employees on initial probation who have been bumped shall have their
names placed on a re-employment list for positions the same as or similar
to the position held. In future hiring, such employees shall be given
preference over outside applicants for same or similar positions in
accordance with their length of service, for a period of thirty-six (36) months.
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12.3.2 A permanent employee who intends to exercise his/her options under
Article 12.3.1 or 12.3.1.1 shall notify the Executive Director within five (5)
working days of the date of the notice of job abolishment. Employees
who elect not to exercise their options under Article 12.3.1 or 12.3.1.1
shall be deemed to have elected option (f) under Article 12.3.1 and or
option (e) in 12.3.1.1.

ARTICLE 13 SENIORITY

13.1 Definition of Seniority

Seniority is defined as the total length of service in the bargaining unit,
and shall be used in determining preference or priority for promotions,
transfers, demotions, lay-offs and permanent reduction of the workforce
except where specifically designated otherwise in this Collective
Agreement. Seniority shall operate on a bargaining unit-wide basis.

Seniority will not accrue while on the re-employment list.

13.2 All Employees Have Seniority

All employees within the scope of this Agreement shall have seniority
after successful completion of their initial probation at which time such
seniority will be retroactive to the date of employment.

13.3 Seniority List

The Employer shall maintain a seniority list showing the date upon
which each employee's service commenced, and the total length of
service for each employee. An up-to-date seniority list shall be sent to
the Union and posted annually by the Institute, no later than June 30th
of each year.

134 Loss of Seniority

Seniority shall only be lost for the following reasons:
a) dismissal for cause, and not reinstated.

b) resignation in writing and not withdrawn within forty-eight (48)
hours.

C) appointment to an out-of-scope position for longer than thirty-six
(36) consecutive months, other than on T.P.H.D.
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d) continuous lay-off or interval of non-employment for a period in
excess of thirty-six (36) months.

ARTICLE 14 VACATION LEAVE AND VACATION ALLOWANCE

14.1

14.1.1

14.1.2.1

14.1.3

14.1.4

14.2

14.2.1

14.2.2

14.2.3

With the exception of:
a) Group B Staff who work on a two hundred (200) day year basis,
vacation and vacation allowances shall consist of the following:

For the purposes of this Article, the vacation year shall be the fiscal year
(April 1st to March 31st).

Employees shall be entitled to three (3) weeks annual vacation with pay
after having worked for one (1) full year. If the employee has worked
less than one (1) full year, he/she shall be entitled to one point two five
(1.25) days vacation for every month worked.

Permanent full-time employees with five (5) years service with the
Institute shall be entitled to four (4) weeks of annual vacation with pay in
each subsequent year of employment.

Permanent full-time employees with ten (10) or more years of service
with the Institute shall be entitled to five (5) weeks vacation with pay.

Permanent full-time employees with fifteen (15) or more years of service
with the Institute shall be entitled to six (6) weeks vacation with pay.

Regular Days Off (RDQO's) shall not be considered a vacation day.
Employees shall be entitled to take vacation leave with pay annually.

An employee shall be entitled to carry over any unused vacation
entitlement from vacation year to vacation year to a maximum of five (5)
days. Additional amounts may be carried over with the approval of the
Executive Director or designate. Such requests and the Executive
Director's response shall be in writing. Any payout which may result
shall be at the employee's rate when earned.

Employees who have not completed a year of service shall be entitled to
vacation leave with pay to the extent it has been earned.

The month in which the employee commences employment shall be
pro-rated for the purposes of vacation accumulation.
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14.2.4

14.2.5

14.2.6

14.2.7

14.2.8

14.2.9

14.2.10

14.2.11

14.2.12

All employees who work less than full-time, year round, shall earn a
vacation allowance on the appropriate pro-rata basis.

When any holiday(s) designated in Article 15 falls within an employee's
annual vacation, an additional day(s) vacation will be granted.

When an employee qualifies for sick leave, short term disability or long
term disability, bereavement, or any other approved leave during his/her
vacation, there shall be no deduction from vacation credits for such
absence. The period of vacation so displaced shall, by mutual
agreement between the Employer and the employee, be either added to
the vacation period or reinstated for use at a later date. Substantiation
of all claims for deferred vacation must be provided, if requested.

No employee shall be required to work during his scheduled vacation.
Should an employee agree to work, when requested, the period so
displaced shall, at the employee's option, either be added to the
vacation period or reinstated for use at a later date at a time mutually
agreed upon.

An employee shall be entitled to receive her/his vacation in an unbroken
period unless otherwise mutually agreed upon between the employee
and the out-of-scope supervisor.

An employee who leaves the service of the Institute shall be paid in lieu
of earned vacation leave which has not been used.

In the event of death of an employee, any amount due under this Article
shall be paid to the estate.

In addition to any vacation earned up to March 31st of the preceding
fiscal year, an employee leaving the Institute on superannuation shall be
entitled to full vacation leave or pay in lieu in the fiscal year of
retirement.

In calculating the number of completed months of service an employee
has, for the purposes of receiving pay in lieu, twenty (20) days worked
shall constitute a month of service. A regular day off shall count as a
day of service.
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14.3

Group B Staff who work a one hundred and ninety-nine (199) day
year shall be entitled, in each school year, to a minimum of six (6)
consecutive weeks of unassigned days, unless a waiver form has been
signed.

ARTICLE 15 DESIGNATED HOLIDAYS

15.1

15.2

15.3

15.3.1

15.3.2

Holiday List

Except for Group B staff, which are outlined in Article 9.2.3., leave of
absence with pay shall be allowed for: New Year's Day, Family Day,
Good Friday, Easter Monday, Victoria Day, Canada Day, the first
Monday in August, Labour Day, Thanksgiving Day, Remembrance Day,
Louis Riel Memorial Day, Christmas Day, Boxing Day, as well as any
other day proclaimed a holiday by the federal or provincial governments,
or the Métis provincial or national governments.

Falling on Days of Rest

If any of the holidays listed in Article 15.1 falls on a Saturday or Sunday
and is not proclaimed as being observed on some other days, it shall
normally be observed on the first working day(s) following the weekend.

Working on a Holiday

In addition to the payment provided in Article 15.1 an employee who is
required to work on a designated holiday shall be paid at the rate of one
and one-half (1 1/2) times the regular rate of pay plus an additional day
off with pay at a time to be mutually agreed between the employee and
the out-of-scope supervisor.

In addition to the payment provided in Article 15.1 and 15.3.1 an
employee who is authorized to perform overtime work on a designated
holiday shall be paid at a rate of two (2) times his/her regular pay for
each hour in excess of normal hours which he/she works.
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ARTICLE 16 SICK LEAVE

16.1

16.2

16.3

16.4

16.5

16.6

16.7

16.7.1

Sick leave, for purposes of this Section, means that period of time an
employee is absent from work with full pay by virtue of being sick or
disabled or under examination or treatment of a physician, chiropractor
or dentist because of an accident or iliness for which compensation is
not payable elsewhere in the Agreement. Sick leave can be used by an
employee to make arrangements for the care of an ill dependent. Such
time for arranging care shall not normally exceed one (1) day.

Employees earn sick leave credits as follows:

Twenty (20) days sick leave per year at the rate of one point six seven
(1.67) day per month of employment.

The unused portion of an employee's sick leave shall accumulate from
year to year to a maximum of one hundred and twenty-five (125) days.

A deduction shall be made for accumulated sick leave of all normal
working days (exclusive of RDO's, Workers' Compensation and
designated holidays) absent for sick leave. An employee shall inform
the supervisor normally before starting time or as soon as possible of
the need to be absent. Less than full-time employees with sick leave
credits shall be paid only for those days on which they would have
worked.

GDI may request an employee who has or has requested access to
three (3) or more successive sick days to produce a medical
certificate. When GDI requires an employee to produce a medical
certificate, GDI shall pay for it.

Any employee who becomes sick and does not have sufficient sick
days accumulated shall be advanced up to five (5) days Sick
Leave. These days shall be deducted from future accumulation. In
the event that an employee terminates or is terminated by the
employer, any advanced sick leave days may be deducted from
their final pay period.

Payments - Third Party Liability

If an employee meets with an accident under circumstances entitling
him to recover damages from a third party, the Institute, instead of
paying benefits under this plan, may authorize payments to such
employee to be repaid out of the damages, if any, recovered, by the
employee, from the third party.
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16.8

Sick leave shall be earned on the basis of one point six seven (1.67)
days for each completed calendar month of service, the amount earned
shall be calculated using the formulas contained in Article 16.2.

ARTICLE 17 EMPLOYEE BENEFITS

171

17.2

Employee benefits shall be the existing Employee Benefits Plans.

The parties shall establish a Joint Management Committee consisting
of two (2) representatives of the Employer and two (2) representatives
of the Union. The Employer shall contact the Committee members and
set the dates, time and location of the meetings. This Committee shall
meet a minimum of twice a year at no cost to the employee or the
Union.

- to evaluate and review the existing pension and benefits.

- to recommend to the Employer changes to the pension and
benefits.

- to seek improvements in the effectiveness of the pension and
benefit plans.

The Joint Committee shall exist for the term of the Collective
Agreement. Areas of dispute at the conclusion of the term of the
Collective Agreement may be referred to negotiations at the request of
either of the parties.

Effective January 1, 2010 pension plan premiums shall increase from
6% to 7% by the Employer and the employees.

ARTICLE 18 LEAVES OF ABSENCE

18.1

18.1.1

General Leave

Either definite or indefinite leave of absence without pay may, for valid
reasons, be granted to any employee by the Executive Director. The
employee's request and the Executive Director's response shall be in
writing. Employees on indefinite leave of absence shall be required to
apply for extensions annually giving proof that the original conditions
under which the leave was granted still prevail. Definite leave is leave of
a specified duration. Indefinite leave is leave of an unspecified duration.

29



18.1.2

18.1.3

18.1.4

18.1.5

18.1.6

18.2

18.2.1

18.3

18.3.1

An employee returning from definite leave of absence without pay shall
be reinstated in the position held prior to going on leave, if the position
still exists.

An employee returning from indefinite leave of absence, without pay,
may have her/his name placed on a re-employment list, by application,
in writing, to the Executive Director.

For a General Leave of up to thirty (30) consecutive calendar days,
employees shall be entitled to earn all benefits except designated
holidays.

For a General Leave of more than thirty (30) and up to ninety (90)
consecutive calendar days, employees shall be entitled to earn only
sick leave credits and increment benefits.

For a General Leave of more than ninety (90) consecutive calendar
days, employees shall be entitled to earn increment benefits only, as
outlined in Article 10.5.

Pressing Necessity and Bereavement Leave

Pressing necessity and bereavement leave shall be considered definite
leave. Employees shall be allowed leave of absence with pay and
without loss of seniority and employment benefits in cases of leave
under this Article. Requests for days that may be required, if
reasonable, shall be charged to the employee's sick leave.

Union Business Leave

Members of the Union attending Union business shall be granted a
leave of absence (subject to reimbursement in accordance with Article
18.3) provided:

a) The employee is authorized by the Union, in writing, to request
such leave;

b) The employee requests, in writing, leave for Union business as
authorized by the Union. Oral notice is acceptable in unusual
circumstances.

C) The request for Union leave is made on such form or forms as
agreed by the parties from time to time;

d) It shall not unreasonably interfere with the operations of the
Employer and it shall not be unreasonably withheld.
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18.3.2

18.3.3

18.4

18.4.1

18.5

18.5.1

e) The Union agrees to provide a minimum of forty-eight (48) hours
notice of requests for Union leave, except in unusual
circumstances.

SGEU will reimburse the Institute for the full cost of such salary and
benefits for each member on Union leave.

Employees while on leave for Union business shall have the right to
return to their jobs on reasonable notice to their out-of-scope supervisor,
prior to the expiration date of the approved leave, provided that such
return will not result in additional expenditures.

Educational Leave

The Institute is committed to staff development programs subject to
available resources. A Committee will be formed consisting of two (2)
persons appointed by the Union and two (2) persons appointed by the
Institute to develop a policy for educational leave and financial support
and benefits related thereto. The policy developed by this Committee
shall be viewed as a recommendation only to the Institute’s
Management Board and shall not be automatically binding upon the
Institute. The Institute shall administer the policy.

Exchange Leave/Secondment

An employee may apply to his Supervisor for an Exchange
Leave/Secondment subject to the following provisions:

1. an Exchange Leave or secondment shall be for the purpose of
enabling an employee to teach or to provide technical services at
another institution or in industry either in Canada or elsewhere.
During a secondment, the institution or industrial organization at
which the employee is appointed shall be expected to reimburse
the Employer for the employee's full remuneration. During an
Exchange Leave this employer shall continue to reimburse its
own employee at their regular rate of remuneration. The
employee from the outside institution or industry shall continue to
be paid by their employer. The qualifications and experience of
the incoming exchange employee shall be acceptable to this
Employer.

2. an exchange or secondment may be granted or renewed for a
period of up to two (2) years.
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18.6

18.6.1

Maternity, Paternity, Adoption and Guardianship Leave

An employee who makes application for leave at least one (1) month in
advance of the requested commencement date, except where
unavoidable circumstances prevent such notice, and provides the
immediate Supervisor with a medical certificate or adoption order
certifying that the employee is pregnant or about to adopt and
specifying the expected date of confinement or adoption is entitled to
and shall be granted maternity, paternity or adoption leave without pay.

This leave will consist of any period of up to twelve (12) months in any
combination before, or after the birth or adoption of the child. Where a
doctor's certificate is provided stating that a longer period of maternity,
paternity or adoption leave is required, an extension of up to twelve
(12) additional months shall be allowed. Additional periods of leave
may be allowed in circumstances of maternity, paternity or adoption, at
the discretion of the Institute.

In the event of medical complications arising out of pregnancy such
that the employee is unable to return to work at the expiry of an
approved leave of absence, the employee will receive payment of
normal salary from accumulated sick leave credits.

Employees who become legal guardians shall be entitled to all the
benefits of this Article.

The Institute shall not dismiss or lay-off an employee solely because
the employee is pregnant or has applied for leave in accordance with
this Article.

While on the above leave(s) an employee shall accumulate seniority for
the days the employee would normally have been employed,
accumulate service toward increments and accumulate all other
benefits.

Subject to the qualifying provisions of the benefit plans, an employee
on leave under this Article may elect to maintain pension and
insurance benefits for the period in which they would normally have
been employed by paying the employee's share of the premium. Upon
payment of premiums by the employee, the Institute shall contribute
the Employer's share.
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18.6.2

When an employee elects to return to work prior to the expiration of
leave granted under this Article, fifteen (15) days notice in writing, shall
be provided to the Employer. The employee on such leave will be
allowed to return early from leave, providing the Employer would not be
obliged to pay two (2) individuals for the same position. Upon return,
the employee shall be placed in the employee's former position or
equivalent.

Maternity Leave Allowance

Prior to commencement of a maternity leave as specified in the
Collective Agreement, an employee shall choose either Option A or
Option B below:

Option A: An employee on maternity leave and in receipt of
Unemployment Insurance benefits or serving the two (2)
week waiting period and who is unable to work for health-
related reasons due to pregnancy, delivery, and post-
delivery, as determined by medical documentation
provided by her doctor, shall be entitled to a Maternity
Leave allowance in accordance with the following
provisions:

a) for the first two (2) weeks an employee shall
receive her weekly rate of pay;

b) for up to a maximum of fifteen (15) additional
weeks, payments equivalent to the difference
between the Unemployment Insurance benefits the
employee is eligible to receive and her weekly rate
of pay;

C) all other time as may be provided under this Article
shall be on a leave without pay basis.

d) the Employer will pay its usual share of benefit
premiums on behalf of the employee during her
health-related absence, in the same way the
Employer pays benefit premiums for an employee
in receipt of sick leave credits.
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18.6.3

18.6.4

Option B: An employee on maternity leave may access her sick
leave credits for the health-related portion of the maternity
leave as determined by medical documentation provided
by her doctor. The Employer will pay its usual share of
benefit premiums on behalf of the employee during her
health-related absence, in the same way the Employer
pays benefit premiums for an employee in receipt of sick
leave credits.

Employees who do not have enough sick leave credits to
provide this benefit will be advanced sick leave credits to a
maximum of fifteen (15) days.

Jury Duty

An employee shall be granted leave of absence with pay for all
absences resulting from or associated with being summoned to serve
on a jury or being subpoenaed as a witness in civil or criminal
proceedings. If required by the Supervisor, the employee shall
produce a summons or subpoena or submit other evidence as will
show the necessity of attendance at court. In all cases of absence, the
employee will assign any fees received to the Employer.

Leave for Public Office

The Employer may grant, on written request, a definite leave of
absence without pay for a period of up to one (1) year to any
permanent employee to seek election in a Métis Nation of
Saskatchewan, Métis National Council, municipal, provincial or federal
election.

The Employer may grant an indefinite leave, for the term of office, to
any permanent employee elected to public office as set out above
within the parameters set out in the Collective Bargaining Agreement
at Article 18.1.
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ARTICLE 19 DISCIPLINE, SUSPENSION AND DISMISSAL

19.1

19.2

19.2.1

19.2.2

19.2.3

19.24

19.2.5

19.2.6

The Institute has the right to discipline employees who, through their
actions or omissions, violate Institute standards. However, discipline is
expected to be corrective rather than punitive. In all cases the discipline
imposed will be reasonable in relation to the offence committed. In all
cases of discipline, the immediate supervisor shall inform an employee
prior to commencement of any meeting involving disciplinary action.
The employee has the right to Union representation.

In all cases the details of the alleged infraction shall be kept confidential.

Progressive Discipline

In order for discipline to be corrective it shall be progressive with
stronger penalties for repeated offences.

Verbal reprimands shall take place in private. The employees shall be
informed of the rule that was violated, the corrective behaviour that is
required, and the consequences of further infractions.

Written reprimands shall be in the form of a letter to the employee with a
copy to the Union.

In the case of suspensions, the employee and the Union must be given
notice of the suspension and the reasons for it in writing. A suspension
shall not be in effect until the employee receives written notice of
suspension.

Except in cases of dismissal under Article 19.2.6, notice, in writing, shall
be given to all employees whose services are to be determined, the
class in which he/she holds permanent status, provided that if such
notice is not given, shall be paid in lieu of such notice. This payment
shall be in addition to the payment in lieu of earned vacation leave.

Under exceptional circumstances, the Institute may abandon the
progressive approach to discipline and impose an advanced penalty for
a first (1st) offence. An exceptional circumstance may include, but not
necessarily be limited to, an incident of gross insubordination, fighting,
sexual harassment, or theft.
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19.3 Burden of Proof

In cases of reprimand, suspensions and dismissals, the burden of
appropriate proof shall rest with the Institute. When the Institute is
taking disciplinary action under Article 19.2.6 this must be indicated in
the reprimand, suspension or dismissal notification, and the reasons for
not following progressive discipline stated.

Normally evidence shall be limited to the grounds in the suspension or
dismissal notice. Should further information be discovered they will be
incorporated into the original letter.

ARTICLE 20 DISPUTE RESOLUTION

All in-scope employees have a responsibility to raise issues with their Supervisors or co-
workers with a view to resolving them. At all stages of the following dispute resolution
mechanism process, employees and Managers are expected to work toward resolving
the issues raised.

If an employee feels that the Institute has exercised its rights and responsibilities with
regards to the terms and conditions of work, in a manner that is unfair, arbitrary or
discriminatory, the employee has the responsibility to raise, within a reasonable time
period, the issue with his/her immediate supervisor, with the express purpose of resolving
the issue by informal discussions.

If the Institute feels that an employee has exercised his/her rights and responsibilities with
regards to the terms and conditions of work, in a manner that is unfair, arbitrary or
discriminatory, the Institute has the responsibility to raise the issue, within a reasonable
time period, the issue with the express purpose of resolving the issue by informal
discussions.

i) Formal Dispute Resolution Mechanism

If a resolution, through informal discussions, as provided above, cannot
be reached within a reasonable time period then the employee has the
right to initiate the dispute resolution mechanism by requesting, in
writing, a meeting with his/her immediate supervisor, that person's
supervisor and an advocate chosen by the employee, who shall be
named in the written request. This meeting will occur within ten (10)
working days of the request by the employee.
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The Employer's failure to respond within the ten (10) working days will
result in the dispute being advanced to the next step in the process.
Notwithstanding this Article, the parties may agree to alternate meeting
dates.

If a resolution has not been reached at the meeting, then all persons
involved in the meeting, either individually or jointly, will write a report(s)
which shall include the following information:

a) facts pertinent to the dispute.

b) issues in dispute.

C) attempted solutions to date.

d) proposed resolution(s).

These reports will be forwarded to the Executive Director, the Institute's
Human Resource Officer and the SGEU Staff Representative for the
Institute Bargaining Unit. These reports must be received at least two
(2) weeks prior to the next regularly scheduled GDI/SGEU meeting. The
Institute's Human Resource Office and the SGEU Staff Representative,
for the GDI Bargaining Unit, will ensure that the members of the

respective bargaining teams receive these reports.

Dispute Resolution Panel

Once the reports have been received, a dispute resolution panel will be
convened by the respective bargaining teams and will be comprised of
up to five (5) people representing the Institute (which may include Board
members or the Executive Director) and up to five (5) people
representing the employee(s) (which may include a Union
representative).

The panel will schedule a meeting or a hearing at the upcoming
GDI/SGEU meeting, but may, with the approval of both parties,
postpone the hearing to a date no later than the next morning. Disputes
will be handled at regularly scheduled meetings in the order in which
they are received by the panel, unless otherwise agreed to by both
parties. The proponents of the dispute will be in attendance at the
hearing.

As an alternative, the panel may agree not to hear the dispute and may
refer it back to the workplace with recommendations.
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ii)

The panel will attempt to reach full consensus. Its decision will be final.

If the panel cannot reach full consensus (which means that all members
of the panel must agree) before the end of the meeting day, the dispute
will automatically be referred to a third (3rd) party. The panel will make

every effort to select the third (3rd) party by full consensus or will agree

to a process for selecting the third (3rd) party.

Third (3rd) Party Hearing

The third (3rd) party will convene a hearing prior to the next scheduled
GDI/SGEU meeting unless the parties have agreed to alternate dates.

The third (3rd) party will determine the process based on instructions
from the panel using the following guidelines:

a) Each side will present the facts, issues, attempted solutions to
date and proposed resolutions.

b) Each side will make available any person or evidence whom it
feels should be available to answer the questions of the third
(3rd) party.

c) The third (3rd) party will make a decision based solely on the
information presented at the hearing.

d) The third (3rd) party will resolve the issue in a manner which
he/she feels just and equitable.

e) His/her decision is binding.

f) The third (3rd) party may also make recommendations regarding
amendments to the Collective Agreement and the Personnel
Policies Manual.

Q) Such third (3rd) party person shall have the rights and authority
such as is common to all other labour/management appointed
arbitrators.

Costs of Panel and Third (3rd) Party Hearings

a) Pay loss for the employee raising the issue and his/her
representative, if a GDI employee, will be paid by the Employer.

b) Witness costs will be borne by the party calling the witness.
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C) All reasonable costs of the third (3rd) party will be shared equally.

Implications for the Personnel Policies Manual

If an issue related to the terms and conditions of employment is
identified and resolved by the dispute resolution mechanism at any
stage and is found to contradict or be inconsistent with the Personnel
Policies Manual, of if both parties agree that an amendment to the
policies is necessary, than a joint written recommendation to amend the
policies accordingly will go forward to the next Institute Management
Board meeting for execution and subsequent policy amendment.

ARTICLE 21 PRESENT CONDITIONS AND BENEFITS

21.1

21.2

All provisions of this Agreement are subject to applicable laws now or
hereafter in effect. If any law now existing or hereafter enacted, or
proclamation or regulation shall invalidate any portion of this Agreement,
the entire Agreement shall not be invalidated.

All benefits of this Agreement shall, unless otherwise specified, accrue
on a prorata basis to employees who work less than full-time. Part-time
employees, who work less than fifteen (15) hours per week, are not
eligible to join the Institute’s benefit plan. Part-time employees, who
work between fifteen (15) and thirty (30) hours a week will receive 50%
of the benefits provided to comparable full-time employees. Part-time
employees will receive benefits if:

1) they have been continuously employed for twenty-six (26) weeks
and have worked three hundred and ninety (390) hours in that
period;

2) after the qualifying period, they work at least seven hundred and
eighty (780) hours in each calendar year;

3) full-time employees who work in comparable positions received
some or all of the dental plan, group life, accidental
death/dismemberment plan and prescription drug plan (i.e. part-
time managerial employees are compared to full-time managerial
employees; part-time non-management workers are compared to
full-time non-management workers);

4) they are not full-time students.
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213

21.31

21.3.2

Effective April 1, 2008, benefits of this agreement apply to
sessional employees on the following basis.

Sessional employees may be eligible to receive a Health Account.
Health Accounts are used to reimburse health, dental, and vision-
care expenses to the sessional employee and their eligible family
members.

The Employer will contribute up to $500 per year for each eligible
sessional employee.

Eligibility is determined over a one calendar year period and
requires a total of twelve (12) credit units of teaching during t his
period.

Continued eligibility for a yearly Health Account requires
appointments totalling six (6) credit units over a one (1) calendar
year period. Where this is not met, sessional employees will be
required to re-qualify for the Health Account according to the
eligibility criteria.

If there is a credit remaining in a sessional employee’s Health
Account at the end of the year it may not be carried forward to the
following year.

Eligible sessional employees shall receive a payment in the
amount of six percent (6%) of their current sessional lecturer
earnings, in lieu of pension, to be invested at the member’s
discretion.

Eligibility is determined over a one (1) calendar year period and
requires a total of twelve (12) credit units of teaching during this
period.

Earnings from other non-sessional employment will be excluded
from eligibility determination.

Continued eligibility for the six percent (6) payment in lieu of
pension requires appointments totalling 6 credit units over a one
calendar year period. Where this is not met, sessional employees
will be required to re-qualify according to the eligibility criteria.
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ARTICLE 22 COPIES OF THE AGREEMENT

22.1

The Institute and the Union shall share printing costs of sufficient copies
of Agreement at a mutually agreed upon shop.

ARTICLE 23 UNION/MANAGEMENT COMMITTEE

23.1

23.2

23.3

234

23.5

Joint Committee

At either party's request, a Joint Committee shall be set up to deal with
such matters of mutual concern as may arise from time to time.

Composition of Committee

The Committee shall be composed of an equal number of
representatives of at least two (2) from each of the parties.

Meetings as Required

The Committee shall meet as and when required upon request of either
party, within fourteen (14) days.

Jurisdiction of Committee

The Committee shall not have jurisdiction over wages, or any matters of
collective bargaining, including the administration of this Collective
Agreement.

Meetings Alternately Chaired

The meetings shall be alternately chaired by the Employer and the
Union.
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ARTICLE 24 DURATION OF AGREEMENT

241 This Agreement shall be binding and remain in effect from April 1, 2007
to March 31, 2010 and shall continue from year to year thereafter
unless either party gives to the other party notice in writing to negotiate
amendments at least thirty (30) days prior to the anniversary date.

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

24.3 Both parties shall adhere to the terms of this Agreement during
collective bargaining. If negotiations extend beyond the termination of
the Agreement, the retroactivity of terms as mutually agreed upon shall
be negotiable.
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IN WITNESS WHEREOF, the parties hereto on the day of 2008
caused these presents to be executed effective the April 1, 2007, except where indicated.

In the presence of: Signed on Behalf of Gabriel Dumont
Institute of Native Studies and Applied
Research, represented by:

EQ:CZ,\T/ At gy iy

Geordy MéCaffrey, Execuflve Director

Brett Vandale, Director, DT

=74

Michael Bell, GDI Board of Governors

In the presence of: Signed on Behalf of Saskatchewan
Government and General Employees'
Union, represented by:

L st by~

4 =Y
B. f-luntley, éhairperson V

R. Fayant, Commitiee Member

@dsay’ %e Me/mbu |

MacDonald, AAASGEU




GABRIEL DUMONT INSTITUTE

RANGE AND STEP INFORMATION
(AS PER THE EXISTING GDI RANGES)

CLASSIFICATION

FACULTY 1

- This range is for employees who are brought on staff to teach, who have a two
(2) year post-secondary diploma.

FACULTY 2

- This range is for employees who are brought on staff to teach, who have a four
(4) year degree.

FACULTY 3

- This range is for employees who are brought on staff to teach, who have a post
graduate degree.

RESEARCH OFFICER 1, 2, 3

- Same rules as Faculty 1, 2, 3
COUNSELLORS 1, 2,3

- Same rules as Faculty 1, 2, 3
LIBRARIAN

- Degreed Librarian
CURRICULUM DEVELOPERS 1, 2, 3

- Same as Faculty 1, 2, 3



GABRIEL DUMONT INSTITUTE

SALARY GRID
EFFECTIVE: APRIL 1, 2007 (adjusted for both JJE and 2% as per the approved MOA (Dec 2006)

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
Group C Staff
Custodian Pay Band 4 $ 34,152 $35,518 $36,938 $38,416 $39,953 $41,551 $43,213 $44,941
Custodian Pay Band 1 $ 23434 $24,372 $25,346 $26,360 $27,415 $28,511 $29,652 $30,838

Group A Staff

Clerk Steno Pay Band 4 $ 35,127 $36,532 $37,993 $39,513 $41,093 $42,737 $44,447 $46,225
Clerk Steno Pay Band 3 $ 31,448 $32,706 $34,015 $35,375 $36,790 $38,262 $39,792 $41,384
Clerk Steno Pay Band 2 $ 27,784 $28,895 $30,051 $31,253 $32,503 $33,803 $35,155 $36,561
Clerk Steno Pay Band 1 $ 24,104 $25,068 $26,071 $27,114 $28,198 $29,326 $30,499 $31,719
Accounting Clerk Pay Band 4 $ 35,127 $36,532 $37,993 $39,513 $41,093 $42,737 $44,447 $46,225
Accounting Clerk Pay Band 3 $ 31,448 $32,706 $34,015 $35,375 $36,790 $38,262 $39,792 $41,384
Library Technician Pay Band 4 $ 35127 $ 36532 $ 37,993 $ 39513 $ 41,093 $42,737 $44,447 $46,225
April 1, 2006 - Adjusted for both 4.5% and then 2%

Group B Staff

Faculty Ill $ 50,694 $52,722 $54,831 $57,024 $59,305 $61,677 $64,145 $66,711
Faculty Il $ 45671 $47,498 $49,398 $51,374 $53,430 $55,566 $57,789 $60,101
Faculty | $ 37,744 $39,254 $40,824 $42,457 $44,155 $45,921 $47,758 $49,669
Counsellor I1I $ 45,580 $47,403 $49,299 $51,272 $53,322 $55,455 $57,673 $59,980
Counsellor II $ 41,436 $43,094 $44,817 $46,610 $48,475 $50,414 $52,430 $54,528
Counsellor | $ 35,115 $36,520 $37,981 $39,500 $41,079 $42,723 $44,431 $46,209
Curr Developer Il $ 50,694 $52,722 $54,831 $57,024 $59,306 $61,678 $64,145 $66,711
Curr Developer I $ 45671 $47,498 $49,398 $51,374 $53,430 $55,566 $57,789 $60,101
Curr Developer | $ 37,744 $39,254 $40,824 $42,457 $44,155 $45,921 $47,758 $49,669
Librarian $ 47,028
Research Officer IlI $ 50,694 $52,722 $54,831 $57,024 $59,305 $61,677 $64,145 $66,711
Research Officer Il $ 45671 $47,498 $49,398 $51,374 $53,430 $55,566 $57,789 $60,100
Research Officer 1 $ 37,744 $39,254 $40,824 $42,456 $44,155 $45,920 $47,758 $49,669
Out of Scope

Assistant Executive Director $ 64,485 $67,063 $69,747 $72,536 $75,438 $78,455 $81,593 $84,857
Director/Principal $ 58,622 $60,967 $63,406 $65,942 $68,580 $71,323 $74,175 $77,142
Assistant Principal $ 55,957 $58,195 $60,522 $62,943 $65,461 $68,080 $70,803 $73,635
Program Coordinator Il $ 53,292 $55,424 $57,641 $59,947 $62,345 $64,839 $67,432 $70,130
Program Coordinator | $ 48,448 $50,386 $52,402 $54,498 $56,677 $58,945 $61,303 $63,755
Senior Admin Coordinator $ 44,044 $45,806 $47,638 $49,544 $51,525 $53,587 $55,730 $57,959
Administrative Coordinator $ 40,040 $41,641 $43,306 $45,038 $46,839 $48,712 $50,660 $52,686

Information officer 2 $31,188 $32,435 $33,733 $35,082 $36,485 $37,945 $39,462 $41,041



GABRIEL DUMONT INSTITUTE

SALARY GRID
EFFECTIVE: APRIL 1, 2008 (adjusted for both JJE and 2% as per the approved MOA (Dec 2006)

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
Group C Staff
Custodian Pay Band 4 $ 35518 $36,939 $38,416 $39,953 $41,551 $43,213 $44,941 $46,739
Custodian Pay Band 1 $ 24,372 $25,347 $26,360 $27,415 $28,511 $29,652 $30,838 $32,071

Group A Staff

Clerk Steno Pay Band 4 $ 36,532 $37,993 $39,513 $41,093 $42,737 $44,447 $46,225 $48,074
Clerk Steno Pay Band 3 $ 32,706 $34,015 $35,375 $36,790 $38,262 $39,792 $41,384 $43,039
Clerk Steno Pay Band 2 $ 28,895 $30,051 $31,253 $32,503 $33,803 $35,155 $36,561 $38,024
Clerk Steno Pay Band 1 $ 25,068 $26,071 $27,114 $28,198 $29,326 $30,499 $31,719 $32,988
Accounting Clerk Pay Band 4 $ 36,532 $37,993 $39,513 $41,093 $42,737 $44,447 $46,225 $48,074
Accounting Clerk Pay Band 3 $ 32,706 $34,015 $35,375 $36,790 $38,262 $39,792 $41,384 $43,039
Library Technician Pay Band 4 $ 36,532 $37,993 $39,513 $41,093 $42,737 $44,446 $46,224 $48,073
April 1, 2006 - Adjusted for both 4.5% and then 2%

Group B Staff

Faculty Ill $ 52,722 $54,831 $57,024 $59,305 $61,677 $64,144 $66,711 $69,379
Faculty Il $ 47,498 $49,398 $51,374 $53,429 $55,567 $57,789 $60,101 $62,505
Faculty | $ 39,254 $40,824 $42,457 $44,155 $45,921 $47,758 $49,669 $51,655
Counsellor I1I $ 47,404 $49,299 $51,271 $53,323 $55,455 $57,673 $59,980 $62,379
Counsellor II $ 43,094 $44,818 $46,610 $48,475 $50,414 $52,430 $54,527 $56,709
Counsellor | $ 36,520 $37,981 $39,500 $41,080 $42,723 $44,432 $46,208 $48,057
Curr Developer 11l $ 52,722 $54,831 $57,025 $59,305 $61,678 $64,145 $66,711 $69,379
Curr Developer Il $ 47,498 $49,398 $51,374 $53,429 $55,567 $57,789 $60,101 $62,505
Curr Developer | $ 39,254 $40,824 $42,457 $44,155 $45,921 $47,758 $49,669 $51,655
Librarian $ 48,909
Research Officer Il $ 52,722 $54,830 $57,024 $59,305 $61,677 $64,144 $66,711 $69,379
Research Officer Il $ 47,498 $49,398 $51,374 $53,429 $55,567 $57,789 $60,101 $62,504
Research Officer 1 $ 39,254 $40,824 $42,456 $44,155 $45,921 $47,757 $49,668 $51,655
Out of Scope

Assistant Executive Director $ 67,064 $69,746 $72,536 $75,438 $78,455 $81,593 $84,857 $88,252
Director/Principal $ 60,967 $63,405 $65,942 $68,580 $71,323 $74,176 $77,142 $80,228
Assistant Principal $ 58,196 $60,523 $62,943 $65,461 $68,080 $70,803 $73,635 $76,581
Program Coordinator Il $ 55424 $57,641 $59,946 $62,345 $64,839 $67,432 $70,130 $72,935
Program Coordinator | $ 50,386 $52,401 $54,498 $56,678 $58,944 $61,303 $63,755 $66,305
Senior Admin Coordinator $ 45,806 $47,638 $49,543 $51,526 $53,586 $55,730 $57,959 $60,277
Administrative Coordinator $ 41,642 $43,307 $45,040 $46,841 $48,714 $50,662 $52,689 $54,797

Information officer 2 $ 32435 $ 33733 $ 35082 $ 36485 $ 37945 $ 39462 $ 41,041 $ 42,682



GABRIEL DUMONT INSTITUTE

SALARY GRID
EFFECTIVE: APRIL 1, 2009 (adjusted for both JJE and 2% as per the approved MOA (Dec 2006)

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8
Group C Staff
Custodian Pay Band 4 $ 37,116 $38,601 $40,145 $41,750 $43,420 $45,157 $46,963 $48,842
Custodian Pay Band 1 $ 25,469 $26,487 $27,547 $28,648 $29,794 $30,986 $32,226 $33,515

Group A Staff

Clerk Steno Pay Band 4 $ 38,176 $39,703 $41,291 $42,943 $44,660 $46,447 $48,305 $50,237
Clerk Steno Pay Band 3 $ 34,178 $35,545 $36,967 $38,446 $39,984 $41,583 $43,246 $44,976
Clerk Steno Pay Band 2 $ 30,195 $31,403 $32,659 $33,965 $35,324 $36,737 $38,206 $39,735
Clerk Steno Pay Band 1 $ 26,196 $27,244 $28,334 $29,467 $30,646 $31,872 $33,147 $34,473
Accounting Clerk Pay Band 4 $ 38,176 $39,703 $41,291 $42,943 $44,660 $46,447 $48,305 $50,237
Accounting Clerk Pay Band 3 $ 34,178 $35,545 $36,967 $38,446 $39,984 $41,583 $43,246 $44,976
Library Technician Pay Band 4 $ 38,176 $39,703 $41,291 $42,942 $44,660 $46,446 $48,304 $50,236
April 1, 2006 - Adjusted for both 4.5% and then 2%

Group B Staff

Faculty Ill $ 55,095 $57,298 $59,590 $61,974 $64,453 $67,031 $69,713 $72,501
Faculty Il $ 49,636 $51,621 $53,686 $55,833 $58,067 $60,389 $62,805 $65,317
Faculty | $ 41,021 $42,661 $44,367 $46,142 $47,988 $49,907 $51,904 $53,980
Counsellor I1I $ 49,537 $51,518 $53,578 $55,722 $57,950 $60,268 $62,679 $65,186
Counsellor II $ 45,033 $46,835 $48,708 $50,656 $52,683 $54,789 $56,980 $59,261
Counsellor | $ 38,164 $39,690 $41,277 $42,929 $44,645 $46,431 $48,288 $50,220
Curr Developer Il $ 55,095 $57,298 $59,591 $61,974 $64,453 $67,032 $69,713 $72,501
Curr Developer I $ 49,636 $51,621 $53,686 $55,833 $58,067 $60,389 $62,805 $65,317
Curr Developer | $ 41,021 $42,661 $44,367 $46,142 $47,988 $49,907 $51,904 $53,980
Librarian $ 51,110
Research Officer IlI $ 55,095 $57,298 $59,590 $61,974 $64,453 $67,031 $69,713 $72,501
Research Officer Il $ 49,636 $51,621 $53,686 $55,833 $58,067 $60,389 $62,805 $65,317
Research Officer 1 $ 41,021 $42,661 $44,367 $46,142 $47,987 $49,906 $51,903 $53,980
Out of Scope

Assistant Executive Director $ 70,082 $72,884 $75,801 $78,833 $81,986 $85,265 $88,675 $92,223
Director/Principal $ 63,711 $66,259 $68,910 $71,666 $74,533 $77,514 $80,614 $83,838
Assistant Principal $ 60,814 $63,246 $65,776 $68,407 $71,144 $73,989 $76,949 $80,027
Program Coordinator Il $ 57,918 $60,235 $62,644 $65,150 $67,756 $70,467 $73,285 $76,217
Program Coordinator | $ 52,654 $54,759 $56,950 $59,228 $61,597 $64,061 $66,624 $69,289
Senior Admin Coordinator $ 47,867 $49,782 $51,772 $53,844 $55,998 $58,238 $60,568 $62,990
Administrative Coordinator $ 43,515 $45,256 $47,066 $48,949 $50,906 $52,942 $55,060 $57,263

Information officer 2 $ 3389 $ 35251 $ 36661 $ 38,127 $ 39652 $ 41,238 $ 42,8383 $ 44,603



APPENDIX B

NORTHERN ALLOWANCE BENEFITS

GABRIEL DUMONT INSTITUTE

OF NATIVE STUDIES AND APPLIED RESEARCH

All employees shall be paid per month over and above their basic rate of
pay the following rates listed by community, except where the Employer
supplies cost-free housing:

$80.00

$114.00

$212.00

$526.00

$526.00

La Ronge, Timber Bay, Weyakwin

Green Lake, Beauval, lle a la Crosse, Buffalo Narrows,
Pelican Narrows, Deschambeault, Creighton, Sturgeon
Landing, Denare Beach, Patuanak, Cole Bay, Jans Bay,
Sled Lake, Dore Lake

Stanley Mission, Brabant Lake, Southend, Pinehouse,
Cumberland House, Sandy Bay, La Loche, Dillon, Turnor
Lake

Uranium City, St. George's Hill, Michel Village

Stoney Rapids, Camsell Portage, Fond du Lac, Kinoosao,
Wollaston Lake

If an employee is required to work in a community not included on the
above list, and is north of the 54th parallel (excluding Meadow Lake)
Northern Allowance will be paid at the rate of the nearest community
appearing on the list.



LETTER OF UNDERSTANDING #1

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

RE: Cultural Conference

In recognition of the importance of the Cultural Conference both to the Employer and the
Métis people, the employees of the Institute agree to the following to minimize any costs
associated with the conference:

a) Employees may choose to donate all or some of their time to work
at the Cultural Conference.

b) Employees may choose to take time in lieu at straight time for any
overtime generated by working at the conference.

Any arrangements must be negotiated between the out-of-scope Supervisors and the
employees prior to the commencement of the Cultural Conference.

Original Letter signed February 10, 1997



LETTER OF UNDERSTANDING #2

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

RE: Waiver of Unassigned Days Entitlement

l, do hereby waive the following right(s) to
unassigned days, as outlined under Article 14.3 of the GDI Bargaining Unit Collective
Agreement.

(check either or both and initial)

1. Six (6) consecutive weeks of unassigned days
2. Unassigned days during July and/or August
Signature:
Employee
Signature:

In-Scope Supervisor

Program:

As per Article 14.3 of the Collective Agreement, | have submitted a copy of this waiver
form to the Chairperson of the local Institute Committee.

Date:

Signature:

Division:




LETTER OF UNDERSTANDING #3

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

RE: Employment Equity Plan

The Institute is committed to achieving and maintaining a fair and representative work
force through the design and implementation of an Employment Equity plan which meets
the requirements of the Federal Government's Contractors' Program and is consistent
with provisions of the Saskatchewan Human Rights Act.

Employment equity is a process designed to improve the representation of Aboriginal
peoples, persons with disabilities, visible minorities and women at the Institute. The
Institute and SGEU recognize the importance of providing opportunities in the bargaining
unit for these target groups.

The Employer commits to the necessary financial and human resources required. Both
parties agree to supply all relevant information necessary for the committee to accomplish
this task. Success of this plan depends upon the co-operation and commitment of union
and employer, and on the committed involvement of the designated groups.

To accomplish this objective the parties agree as follows:

1. To establish a joint Steering Committee of (six) 6 members with equal
representation from union and management. This committee will be
structured within 30 days of the signing of this agreement. Two co-chairs
will be appointed - one by the union and one by management. The parties
will endeavour, when determining the committee structure, to achieve
designate group representation as full participants in the process.

2. The Steering Committee will be charged via a Working Committee with the
ongoing responsibility for designing, implementing, monitoring and
assessing the success of the plan.

3. The Working Committee will be three (3) persons: one (1) from Union, one
(1) from Management and the Program Coordinator. Under the direction of
the Steering Commiittee, it will be charged with the responsibility for
developing and analyzing the necessary data, reviewing the employment
systems, and drafting recommendations for consideration by the Steering
Committee.

4. The committees are charged with the responsibility for addressing barriers
to equality and examining present and future employment systems for
systemic discrimination.



5. Strategies will be proposed which will identify, eliminate and redress the
effect of, barriers to equity. Where necessary, particular strategies will be
referred to the respective parties for negotiation.

6. Resource persons will be used as required by both committees.

7. The designated groups to be included in the plan are:
- persons of aboriginal ancestry;
- persons with disabilities;
- women; and
- persons of visible minorities.

8. The Steering Committee must obtain approval of the Plan by the respective
parties who will then jointly seek the approval of the Saskatchewan Human
Rights Commission.

This agreement shall remain in force and effect unless written notice to renegotiate is
given by either party at least ninety (90) days in advance.

Original Signed February 10, 1997.



LETTER OF UNDERSTANDING #4

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

RE: Sessional Lecturers

Sessional Lecturers who teach and are hired as GDI staff will have their rates set by
either SIAST, University of Saskatchewan or University of Regina rate schedule,
whichever is applicable or such other delivery institution schedule as may be utilized from
time to time.

Original Signed February 10, 1997

LETTER OF UNDERSTANDING #5

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

RE: Certification and Pay Administration

The parties agree to refer this item to the U/M Committee to develop an appropriate pay
allocation system suitable for this workplace, during the life of this Collective Agreement.

Original Signed February 10, 1997



LETTER OF UNDERSTANDING #6

Between

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

And
SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES’ UNION

RE: Article 9.2.1

The grid step mentioned within the preceding Article is achieved by taking the appropriate
annual salary and dividing by 12.

Ex: Annual Salary = Grid Step
12

Original signed February 10, 1997

LETTER OF UNDERSTANDING #7

Between

GABRIEL DUMONT INSTITUTE OF NATIVE STUDIES
AND APPLIED RESEARCH

And
SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES’ UNION

RE: Group B Non-instructional Employees

The parties agree to review the hours of work and attendance at the work site for Group B
Non-instructional employees as it relates to the operational needs of the organization.

These discussions will take place between April 1, 2003 and
March 31, 2004.

Original signed July 25, 2003.
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SGEU Contact Information:
1440 Broadway Avenue, 1114 22nd Street West, 33-11th Street West,

Regina, SK S4P 1E2 Saskatoon, SK S7M 0S5 Prince Albert, SK
(p) 306.522.8571 (p) 306.652.1811 (p) 306.764.5201
1.800.667.5221 1.800.667.9791 1.800.667.9355

(f) 306.352.1969 (f) 306.664.7134 (f) 306.763.4763

WWWw.sgeu.org

Gabriel Dumont Institute Contact Information:

2-604 22nd Street West, 917 22nd Street West
Saskatoon, SK S7M 5W1 Saskatoon, SK S7M 0OR9
(p) 306.934.4941 (p) 306.242.6070

(f) 306.244.0252 (f) 306.242.0002

www.gdins.org

Great West - South Saskatchewan Resource Centre:
(p) 1.888.495.7275
Health Plan #: 135640

Group Retirement Services:
(p) 1.800.724.3402

Pension Plan #: 54323
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