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ARTICLES OF A COLLECTIVE BARGAINING AGREEMENT

made in duplicate this ____ day of , 2023

between

EARLY CHILDHOOD INTERVENTION PROGRAM REGINA REGION INC.

hereinafter referred to as "the Employer"
PARTY OF THE FIRST PART

and

SASKATCHEWAN GOVERNMENT AND GENERAL EMPLOYEES' UNION

ARTICLE 1

ARTICLE 2

hereinafter referred to as "the Union"

PARTY OF THE SECOND PART

PREAMBLE

Both parties agree to support the principle of a collective working
atmosphere in the office and agree that while matters of management
remain the responsibility on the Employer, changes affecting the
working conditions on the employees will be done with consultation with
the intention of reaching mutual agreement where possible. Both
parties recognize that employees are willing to assume the collective
responsibility of ensuring that assigned tasks are carried out.

DEFINITIONS
A Day shall be defined as seven and one-half (7 1/2) hours.
Basic Work Week will be the five day period from Monday to Friday.

Benefits include Workers’ Compensation Pay Supplement, Personal
Property Loss, Salary Continuance Insurance, Group Life Insurance,
Extended Health Care, Employee Benefits Package and the Pension
Plan.

Contract and/or Project Worker means a short-term employee hired
for a specific project. Such specific project shall not be the work of the
bargaining unit, but working conditions shall be negotiated in each
instance.

Directors are management employees that manage the program,
human and financial resources of the Early Childhood Intervention
Program, Regina Region.

Documents as it relates to this agreement may be in written or
electronic form.



Employee or Employees means a person or persons to which the
terms of this Agreement apply as indicated in Article 3.

Employer means Early Childhood Intervention Program, Regina Region
Inc.

Fiscal Year is defined as April 1st to March 31st of any year.

Full-Time Employee means an employee who has been appointed to a
full-time position.

Job Description means a relatively detailed, official statement setting
forth the duties, responsibilities, and qualifications required which are
specifically related to a particular job, and the same schedule of pay can
be applied to all jobs requiring the same specifications.

A lay-off shall be defined as a reduction in the workforce or a reduction
in the regular hours of work as defined in this Agreement.

Management Employees are defined as either the Director of
Operations or the Director of Programs.

Overtime is defined as all hours worked in excess of 75 hours in a two
week paid period shall be paid at the rate of one and one-half times the
normal rate of pay or taken as time in lieu at overtime rates. All hours
worked on a statutory holiday shall be accumulated in accordance with
Article 15.2 as mutually agreed to by the employee and the appropriate
Management employee.

Part-Time Employee means an employee who works regularly
scheduled but less than full-time hours.

Pay Administration — The wage schedule covering employees
occupying positions shall be set out in Appendix A, forming part of this
Agreement.

Pay Plan is as contained in this Collective Agreement.

Permanent Employee means an employee who does not have an
assigned end date.

Probation means an employee who has not completed the required
probation period.

Promotion means the movement of an employee from a position in one
(1) classification to a position in another classification with a higher
maximum salary.



Seniority is defined as the number of hours worked exclusive of
overtime but including leaves of absence in which seniority is accrued,
from the date of initial employment with the Employer and the employee
being paid by the Employer.

Sick Leave means the period of time an employee is absent from work
with pay by virtue of being sick or disabled, or because of an accident
for which compensation is not payable under The Workers’
Compensation Act.

Supervisor, as part of the management team, has primary responsibility
for the caseload supervision of all employees, to assist the appropriate
Management employee and may assume Director’s duties in their
absence.

Temporary means an employee who has an assigned end date: (i) for a
specific job of less than twelve (12) months, or for a specific job of finite
duration of between twelve (12) months and twenty-four (24) months
where the temporary employee is back-filling another employee on a
leave of absence. The period of time may be extended by mutual
agreement.

The pronouns “they” and “them” shall be used throughout the
Agreement to represent all genders singular and plural.

Transfer means the movement of an employee from one (1) position to
another in the same or different classification with a salary range having
the same maximum.

Union means the Saskatchewan Government and General Employees'
Union representing the employees of Early Childhood Intervention
Program, Regina Region Inc.

Union Bargaining Committee means representatives duly elected
from the membership of SGEU of the Early Childhood Intervention
Program Regina Region Inc.

Vacation is time accrued on the basis of time worked for the purpose of
annual holidays.

Vacation Year means the twelve (12) month period commencing on the
anniversary date of hiring for each employee.

Wage schedule covers employees occupying positions as set out in
Appendix A, forming part of this Agreement.



ARTICLE 3

ARTICLE 4
4.1

4.2

4.3

4.4

4.5

4.6

SCOPE

The terms of this Agreement shall apply to all employees of the Early
Childhood Intervention Program Regina Region Inc. except: The
Director of Operations, Director of Programs, Supervisor and
Administrative Associate.

UNION SECURITY
Recognition

The Employer recognizes the Saskatchewan Government and General
Employees' Union as the sole and exclusive Collective Bargaining Agent
for all its employees. The Employer agrees to negotiate with the Union
or its designated bargaining representatives concerning all matters
affecting the working conditions between the employees and the
Employer aiming toward a peaceful and amicable settlement of any
differences that may arise between them.

No employees or group of employees shall undertake to represent the
Union at meetings with the Employer's representative without the proper
authorization of the Union. The Union will supply the Employer's
representative with the name of its officers. The Employer's
representatives shall supply the Union with a list of its officers with
whom they may be required to transact business.

Work of the Bargaining Unit

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

Contact at Work

Representatives of the Union shall have the right to contact employees
at work on matters respecting this Agreement or its administration
without loss of pay to the employees. It is understood that these
contacts will be conducted within reasonable time limits and that the
duties of the employees will be met.

Leave for Union Office

An employee shall be granted a leave of absence for union office in
accordance with Article 5.2 and 18.3.

No Contracting Out

The Employer agrees that all existing work or services performed by the
bargaining unit shall not be subtracted, transferred, leased, assigned or



4.7

4.8

4.9

4.10

4.11

conveyed, in whole or in part, to any other person, company, or non-unit
employee, except where mutually agreed by the parties.

Refusal to Cross Picket Lines

The Employer agrees that no employee shall be required to cross a
picket line or to handle goods from an employer where a lawful strike or
lock-out is in effect. The Employer agrees that it will not request, require
or direct employees to perform work resulting from strikes that would
normally have been carried out by employees involved in the strike(s).

Political Action
No employee shall be disciplined for participating in any political action.
No Reprisals from Work Stoppages

The Employer agrees that it shall not terminate, suspend, discipline,
discriminate, coerce, intimidate, impose or seek to impose a penalty
against any person because they are engaged in any activity related to
a lawful work stoppage.

Union Membership

a) Every employee who is now or later becomes a member of the
union shall maintain membership in the union as a condition of
the employee’s employment.

b) Every new employee shall, within 30 days after the
commencement of the employee’s employment, apply for and
maintain membership in the union, and maintain membership in
the union as a condition of the employee’s employment.

C) Notwithstanding paragraphs 1 and 2, any employee in the
bargaining unit who is not required to maintain membership or
apply for and maintain membership in the union shall, as a
condition of the employee’s employment, tender to the union the
periodic dues uniformly required to be paid by the members of
the union.

Union Dues

a) The employer shall deduct, on behalf of the Union, from the
employee’s pay all initiation fees, dues, assessments and levies.
The employer shall remit such deductions to the Union at the
conclusion of each month.

b) The employer shall provide with the dues submission a list of
names, positions and addresses of those who incurred the
deductions.



412

4.13

414

4.15

4.16

417

4.18

C) The employer shall inform the Union of any new hires,
resignations, or retirements which occurred during each month.
The notification shall state the date in which the change occurred.
The employer shall provide the information electronically.

Income Tax T-4 Slips

At the same time that Income Tax (T-4) slips are made available, the
Employer shall include the amount of Union dues paid by each member
on their T-4 slip.

New Employees

The Employer agrees to acquaint new employees with the fact that a
Union Agreement is in effect.

A representative of the Union shall be given one (1) hour to acquaint
new members with the benefits and duties of Union membership and of
signing dues deduction authorization cards, etc.

Bulletin Boards

The Employer shall make available to the Union a bulletin board so that
the employees have access to it, upon which the Union shall have the
right to post notices and information which shall be of interest to the
employees.

Cash Shortage

An employee handling cash shall not be responsible for shortages,
except in the case of criminal negligence.

Temporary Out-of-Scope Appointment

An employee who is temporarily filling an out-of-scope position shall
continue to have union dues deducted from their pay cheque and shall
be entitled to all benefits and rights afforded by this Agreement. No
employee shall be appointed to an out-of-scope position without their
consent except in cases of emergency.

Union Meetings

The Employer agrees that employees have the right to meet and
discuss regular Union business at the workplace during working hours of
three (3) hours per employee in any one (1) month. Union business
excludes bargaining and grievance procedures.

The Bargaining Unit shall have the right at any time to have the
assistance of representatives of the Saskatchewan Government and
General Employees' Union when dealing or negotiating with the

6



employer. A representative shall have reasonable access to the
employees, during working hours, in order to investigate and assist in
settling any grievances.

ARTICLE 5 LABOUR/MANAGEMENT RELATIONS
5.1 Union/Management Committee

The parties agree to establish a union/management committee
consisting of two employer and two union representatives.

During the term of this collective agreement all matters that arise
pertaining to the interpretation or application of this Collective Bargaining
Agreement and other working conditions shall be referred to this
committee to enable it to identify problems within this Agreement for
discussion and possible resolution.

52 Union Business

The Employer recognizes that it is the right of all employees to
participate fully in the affairs of the Union and in all matters which affect
the Union. The Employer recognizes that it is also beneficial to
encourage that participation and therefore agrees:

a) That employees shall be granted leave of absence with pay to
attend all decision-making conventions and conferences of the
SGEU to which they are delegates.

b) That employees shall be granted leave of absence with pay to
attend Union education courses.

C) That employees elected to office within the SGEU or to any of the
union centrals to which SGEU is affiliated shall be granted leave
of absence with pay to attend to those duties.

d) That all employees shall receive leave of absence with pay and
without loss of benefits for all time required to participate in the
Union. The Union recognizes the Employer's programs and that
union leave will not adversely affect programs.

e) The Union agrees to reimburse the Employer for all wages and
benefits paid by the Employer under Article 5.2 (a) to (d).

f) Employees shall continue to accumulate seniority and all benefits
while on leave of absence under Article 5.2 (a) to (d).

The employee shall request approval for leave at least five (5) days in
advance to the appropriate Management employee.

53 Stewards



5.4

5.5

5.6

5.7

5.8

5.9

There shall at least be one (1) steward elected by the employees in the
work place to see that the provisions of this Agreement are adhered to.

Recognition
The Employer recognizes the steward(s) elected by the Union.
Without Loss of Pay

The steward(s) shall investigate and process grievances or confer with
representatives of the Union during working hours without loss of pay.
In such cases, the steward shall use a reasonable amount of time and
shall not adversely affect programming.

Legal Costs

The Employer shall pay all legal costs arising out of the defence of an
employee charged in any court as a result of performing their duties
within the scope of their employment.

Permission to Leave Work

a) Any employee who feels that they have been aggrieved or any
employee with relevant grievance information shall receive
permission from the appropriate Management employee to leave
temporarily without loss of pay, in order to discuss the complaint
with the appropriate Union representative. If it is impossible to
leave work immediately, due to work requirements, other
arrangements shall be made on work time, as soon as possible.

b) The employer agrees that a steward or elected officer of the
Union shall receive permission to leave assigned duties
temporarily in order to discuss those matters covered by the
grievance procedure and that such steward shall not suffer any
loss in pay for the time so spent. If it is impossible to leave work
immediately, due to work requirements, other arrangements shall
be made on work time, as soon as possible.

Hiring Committee

The hiring of employees shall be initiated by the appropriate
Management employee who will convene a Hiring Committee which
shall consist of two (2) Management employees and one (1) in-scope
employee. The Hiring Committee will make recommendations to the
Employer who will make the final decision. The employee representative
shall be chosen by the employees.

Employer Shall Notify Union

8



5.10

5.11

ARTICLE 6
6.1

6.2

The Employer shall communicate with the staff, including the Stewards
any reports or recommendations dealing with matters of policy which
relate to conditions of employment and which affect employees within
this bargaining unit. This shall be done prior to final approval by the
board. This article does not apply in cases of hiring, firing or disciplinary
matters.

Policies

a) Management shall discuss with the employees of any new or
revised policy prior to implementation. Employees will be notified
of any new or revised policies once finalized and written copy will
be sent to each employee by email.

b) The employer shall maintain an up to date online electronic and
printed policy and procedures manual.

C) No employee shall be disciplined on a policy if Article 5.10 a) and
5.10 b) have not been followed.

Board Meetings

The Union shall be entitled to have an observer present at all board
meetings except during In Camera discussions.

Copies of Board meeting minutes, except in camera motions, will be
forwarded to each steward.

LAY-OFF AND RECALL
Structural Change

No structural change which would eliminate a staff position shall be
made without prior negotiation with the Union.

Conditions Required for Lay-Off

Once notice is given by the Employer that program termination and/or
declining revenue may require a reduction in expenses with
consideration to staff lay-offs, two Management employees and two
employees named by the union shall meet to make recommendation to
the Board of Directors.

a) Any lay-off of workers shall be solely for reasons of declining
income defined as an emergency financial situation beyond the
control of the Employer.

b) The above named will be empowered to review the finances of
the organization to develop recommendations for the Board with



first, consideration given to cutbacks in non-staff related
expenses.

C) Work plans shall be amended to reflect reduced staff numbers.
Leave to Attend to Employment Matters

When an employee is to be laid off, they shall be allowed the equivalent
of one (1) day off during the last thirty (30) calendar days of their
employment to look for other work or to attend job interviews.

Role of Seniority in Lay-Offs

Both parties recognize that job security shall increase in proportion to
length of service. Therefore, in the event of a lay-off, employees shall be
laid off in reverse order of their bargaining-unit-wide seniority. An
employee about to be laid off may bump any employee with less
seniority, providing the employee exercising the right is qualified to
perform the work of the less senior employee.

Recall Procedure
a) Employees shall be recalled in order of seniority.

b) Employees who have been laid off shall have the right to refuse
work that would constitute a demotion or temporary employment
without loss of seniority. If the employee rejects three call-backs,
then their name shall be removed from the re-employment list.

C) Employees who choose to take employment offered to them
which would constitute demotion or temporary employment shall
not lose their right to re-employment to positions equivalent to
those from which they were laid off, for two years following the
date of lay-off.

d) Employees shall be given ten (10) calendar days' notice of recall
in either writing or by email, with a copy to the Union.

e) It is incumbent upon the employee to provide an up-to-date
address and phone number to the Employer while on lay-off.

f) The employee shall give notice of acceptance/rejection of any
call-back within seven (7) calendar days.

No New Employees

New employees shall not be hired until those laid off have been given an
opportunity of recall according to Article 6.5.

Length of Recall
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6.8

6.9

6.10

ARTICLE 7
7.1
7.2

7.3

7.4

An employee shall be on the recall list for a period of twenty-four (24)
months.

Recall List

In the case of lay-off or other reasons established within the contract, a
recall list, based on seniority shall be established and copies of current
recall lists shall be maintained by the Employer.

In the case of re-employment after extensive leave of absence due to
other reasons beside lay-off, the employees will be placed on the recall
list based on seniority. If the individual is unable to assume the duties of
the position, the parties will where possible negotiate the
accommodation of the employee.

Advance Notice of Lay-Off

The Employer shall notify employees who are to be laid off as
determined under the notice provisions of The Saskatchewan
Employment Act. A copy of the notice of lay-off shall be sent to the
Union. If the employee has not had the opportunity to work the days as
provided in this Article, they shall be paid for the days for which work
was not made available.

Seniority of an employee shall resume on being rehired within the recall
period referenced in Article 6.7.

DISCIPLINE, SUSPENSION, DISMISSAL
There shall be no discipline except for just cause.
Constructive Coaching

a) The Employer and the Union recognize the difference between
discipline and constructive job coaching, and nothing is intended
to restrict the Employer’s right to counsel.

b) The Employer may, before initiating or imposing discipline,
arrange to meet with the Employee to discuss the Employee’s
work performance in an effort to resolve the problem. The

Employee may have a Steward present. Scheduling a Steward
shall not delay the meeting.

Burden of Proof

In cases of disciplinary action against an employee, proof of just cause
shall rest with the Employer.

Timelines
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7.5

7.6

7.7

Notice of disciplinary action by the Employer will be taken within thirty
(30) calendar days of the date the Employer becomes aware of, or
reasonably should have become aware of, the occurrence of the act.
Requests for extensions to the timelines will not be unreasonably
denied by the union.

The Employer will provide a copy of the written disciplinary action to the
Union within seven (7) calendar days of the discipline.

Records of Discipline

Disciplinary action shall be removed from the Personnel file after a
period of twelve (12) months provided there has been no documented
similar disciplinary action of any kind in the interim.

Should an employee be on an extended leave of absence the record of
discipline shall remain on file for an additional time equivalent to the
leave.

Personnel Records of Employees

Personnel records of an employee shall be open to their scrutiny upon
request in the presence of an out-of-scope employee. A Union
representative, upon request in writing by the Employee, shall have
access to the file.

Right to Have a Steward

An employee shall have the right to have their Steward present at any
discussion with the appropriate Management employee that the
Employee believes might be the basis of disciplinary action.

a) Where the Employer intends to meet with an employee for
disciplinary purposes, the Employee shall be notified in writing or
by email, in advance, the purpose of the meeting, and informed
of the right to have a Steward or SGEU Labour Relations Officer
present at the meeting. The member will be given up to seven (7)
calendar days to arrange union

12



7.8

7.9

7.10

7.11

7.12

representation and if necessary to schedule at a later date, with
the mutual agreement of the employer. Request to reschedule
shall not be unreasonably denied.

b) The Steward shall have the right to consult with an SGEU staff
Labour Relations Officer and to have them present at any
discussion with the supervisory personnel.

Principles of Progressive Discipline

Progressive discipline shall be applied in the following order unless an
individual(s), Early Childhood Intervention Program, Inc. or the facility
are at immediate risk of harm, at which time the progression through the
stages may be overlooked.

Stage 1 - verbal reprimand
Stage 2 - written reprimand

Stage 3 - suspension
Stage 4 - dismissal

Verbal Reprimand

The appropriate Management employee will verbally outline to the
Employee any reasons for the reprimand, how they should correct their
work and what will happen if their misconduct continues. There is no
official written report of a verbal reprimand.

Letter of Reprimand

If the Employee displays no positive response to the verbal reprimand,
the appropriate Management employee may discipline that employee by
means of a letter of reprimand.

The letter(s) shall become part of the Employee’s record (subject to
Article 7.4). The Employee’s reply to the specific complaints,
accusations, or expressions of dissatisfaction shall also be recorded.

Suspension

If there is still no positive response from an employee, the Employee will
be given notice of the suspension, date(s) of suspension and the
reasons for it in writing.

Dismissal

The employee shall receive written notice of the action which shall
include a specific statement of just cause. The Employer shall give a
minimum of one (1) weeks’ notice in writing or pay in lieu of such notice
(except in case of dismissal for gross misconduct) to employees with up

13



7.13

7.14

ARTICLE 8
8.1

8.2

8.3

8.4

to six (6) months of service, two (2) weeks' written notice to employees
with six (6) months to one (1) year of service, and thirty (30) days'
written notice after one (1) year of service.

Reinstatement of Rights

An employee who has been unjustly suspended, demoted or dismissed,
shall upon reinstatement receive all rights and benefits retroactive to the
date of suspension, demotion or dismissal.

No Discipline

No employee shall be disciplined for refusal to work on a job or to
operate any equipment that is unsafe. Such job or equipment is not to
be reassigned until the Occupational Health Committee is satisfied with
safety modifications.

GRIEVANCE PROCEDURE
Definition of Grievance

Grievance is defined as any dispute between the employee and/or
Union and the Employer arising out of an interpretation, application or
alleged violation of the Collective Agreement and/or working conditions
of employment.

Policy Grievance

A Policy Grievance is a dispute involving a question of general
application or interpretation of the Collective Agreement, or where a
group of employees or the Union has a grievance. It may be filed by the
Bargaining Committee, Steward Council or the Union.

Union May Institute Grievances

The Union and its representatives shall have the right to originate a
grievance on behalf of an employee, or groups of employees.

Stewards

a) The duties of a steward, when requested by the member(s) of the
bargaining unit, shall be to represent the member(s) during all
stages of the dispute, including investigation, preparation and
presentation of the grievance in accordance with the Grievance
Procedure.

b) Stewards may investigate disputes and grievances on work time
provided they make appropriate arrangements with the
supervisor(s) involved. Their absence shall not unreasonably

14



8.5

8.6

8.7

8.8

interfere with the operation of the Employer. Approvals shall not
be unreasonably withheld.

Names of Stewards

The Union shall notify the employer's representative(s) in writing of the
name of each steward.

Permission to Leave Work

a) Any employee who feels that they have been aggrieved or any
employee with relevant grievance information shall receive
permission from their supervisor to leave work temporarily, for a
reasonable period of time, without loss of pay, in order to discuss
the complaint with the appropriate Union representative. If it is
impossible to leave work immediately due to work requirements,
other arrangements shall be made on work time, as soon as
possible.

b) No employee, steward, or elected Union Representative shall
suffer loss of pay by reason of time spent with the Employer to
discuss grievances or complaints. No overtime shall by accrued
by the above for these discussions.

Procedure

Every effort shall be made to resolve problems through dialogue at the
local level prior to filing a grievance.

a) Attempts to resolve the dispute shall be done through a meeting
with the appropriate Management employee or their designate.

b) Both parties shall be required to provide full disclosure of all
relevant information regarding the dispute at each step of the
Grievance Process.

C) At any stage during the Grievance Process the time limits may be
extended by mutual agreement between the parties.

Grievance Process
Step 1 — Filing a Grievance

Failing resolution of the dispute, the grievance shall be submitted in
writing by the steward or SGEU Labour Relations Officer on behalf of
the grievor to the Director of Operations within thirty (30) calendar days
of failure of resolution at the local level.

15



8.9

The Director of Operations shall render a written decision to the steward
and SGEU Labour Relations Officer with a copy to the grievor within
fifteen (15) calendar days of receipt of the grievance.

Either party may request a meeting to discuss the matter at any time
during Step 1.

Step 2 — Meeting

Upon receipt of the Step 1 letter, the SGEU Labour Relations Officer
within thirty (30) calendar days may request a meeting with the Director
of Operations. The meeting shall be scheduled within thirty (30)
calendar days of the date of the request. Upon mutual agreement of the
parties, additional meetings may be required.

The meeting will include the grievor, steward if available, the SGEU
Labour Relations Officer and the employer representative(s). Whenever
possible the meeting will occur during work hours. There shall be no
loss of pay or accrual of overtime for the grievor and the steward.

The meeting will:
e Attempt to ascertain the facts and negotiate a resolution.
e If possible, agree to a joint statement of facts.

e Based on the meeting the SGEU Labour Relations Officer and the
Director of Operations may agree in writing to mediate the disputes.

If settlement is not reached at the Step 2 meeting, the Director of
Operations shall render the decisions in writing within fifteen (15)
calendar days of the meeting.

Step 3 — Mediation

If settlement is not reached at Step 2, the parties may mutually agree to
apply for Mediation within thirty (30) calendar days.

Step 4 — Arbitration

If settlement is not reached at Mediation, the SGEU Labour Relations
Officer within thirty days (30) calendar days may apply for Arbitration.

The grievor(s) and steward shall receive leave with pay to attend all
Arbitration meetings with the Employer.

It is agreed that any member(s) of the paid staff of the Union may assist
at any step of the grievance procedure.

Special Measures
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8.10

8.11

8.12

ARTICLE 9
9.1

9.2

a) Nothing in this Article precludes the parties from modifying the
grievance procedure if another administrative step is required
and agreed upon between the Employer and the Union.

b) Either party may initiate a meeting for the purpose of resolving
the grievance prior to or during the grievance, mediation or
arbitration proceedings.

Deviation from Grievance Procedure

After a grievance has proceeded to Step 1 by the Union, neither the
Employer's representatives nor the grievor shall enter into discussions
or negotiations with respect to the grievance either directly or indirectly
with the other party.

Failure to Act Within Time Limits

Should either party fail to adhere to the time limits, the onus is on that
party to show a justifiable reason for its failure to adhere to the limits.
The matter shall automatically be advanced to the next step if there is
no justifiable reason established.

Changes to the Agreement

Any mutually agreed changes to the Collective Agreement shall form
part of this Collective Agreement and are subject to the Grievance
Procedure.

MEDIATION-ARBITRATION
Mediation

The best resolution to disagreements or disputes is a solution worked
out between the parties.

The parties by mutual agreement may engage mediation services to
resolve a grievance. The mediator will be agreed to by the Employer
and the Union, and the costs associated with the mediation process will
be equally shared between the parties.

Selection of a Mediator

The parties will reach agreement on a mutually acceptable mediator as
needed. If agreement cannot be obtained between the parties then
either party can apply to the Minister in accordance to The
Saskatchewan Employment Act to have a mediator appointed.
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9.3

9.4

9.5

Role of the Mediator

The role of the mediator is to assist the parties to achieve a mutually
acceptable resolution of the grievance.

Rules Applicable to Grievance Mediation

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

Settlements reached at mediation will not be considered a precedent or
normal practice and will not be raised in support of any future grievance.

Anything said or done at mediation will not be used against the
Employer, employee, or the Union at any subsequent arbitration.

At any subsequent arbitration hearing or any hearing on the matter by
the Labour Relations Board, the mediator will not be a witness.

No transcripts or records will be kept by the mediator other than the
mediation occurred, when, where, the parties to the dispute and whether
settlement was achieved.

The parties will agree at mediation the extent to which the resolution will
be kept confidential or shared.

Whenever possible, the Parties will have the authority to conclude a
settlement at mediation. When it is not possible and outside approval is
required it shall be disclosed at the outset of the mediation.

At the conclusion of the mediation, once a potential resolution is
achieved, the parties will advise as to whether or not they are prepared
to recommend and sign the recommendation.

Grievance Mediation Process
The mediator will provide an introduction of the mediation process.

The parties to the mediation will determine the process in consultation
with the mediator.

If a settlement can be reached, the terms of the settlement will be put in
writing, and signed by the parties.

If no agreement is possible, the mediator will verbally set out respective
positions, and points of difference.

The mediator may conclude the mediation process if it appears
resolution is unlikely.
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9.6

Arbitration

a)

Selection of an Arbitrator

The parties will reach agreement on a mutually acceptable
arbitrator as needed. If agreement cannot be obtained between
the parties then either party can apply to the Minister in
accordance to The Saskatchewan Employment Act to have an
arbitrator appointed.

Procedure

The arbitrator, after consultation with the parties, shall fix a time
and place of sittings.

The arbitrator shall determine the procedure, but shall give full
opportunity to all parties to present evidence and make
representations. The arbitrator shall, as much as possible, follow
a layperson’s procedure and shall avoid legalistic or formal
procedure.

No grievance shall be defeated by any formal or technical
objection and the arbitrator shall have the power to allow all
pertinent information to the grievance and the power to waive
formal procedural irregularities in the processing of a grievance,
in order to determine the real matter in dispute and to render a
decision according to equitable principles and the justice of the
case, unless either party can demonstrate a clear prejudice of the
irregularity or objection.

In the event that an employee is called as a witness in the
arbitration hearing, the Employer shall grant leave and expenses
which shall be applicable as follows:

i) If called by the Employer, leave without loss of pay and
expenses paid by the Employer.

If called by the Union, leave in accordance with
Article 5.1 and expenses paid by the Union.

ii) If called by the arbitrator, the parties shall share equally
the costs.

Decision of the Arbitrator

The arbitrator shall render a decision within thirty (30) days of the
end of the hearings.

The decision shall be final, binding and enforceable on all parties.

The arbitrator shall not have the power to change this
Agreement, or to alter, modify or amend any of its provisions.
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ARTICLE 10
10.1

10.2

10.3

Subiject to the foregoing, the arbitrator shall have the power to
dispose of the grievance by any arrangement which the arbitrator
deems just and equitable.

Should the parties disagree as to the meaning of the arbitrator’s
decision, either party may apply to the arbitrator to clarify the
decision.

Expenses of the Arbitrator

The fees and expenses of the arbitrator and any other common
expenses shall be shared equally by both parties.

HOURS OF WORK

Scheduling Hours of Work

a)

Full-time employees shall work a self-scheduled seventy-five (75)
hours in a two-week period, Monday to Friday as regulated by
program requirements.

In accordance with Article 15.1 the basic work week will be
reduced by 7%z hours for each designated holiday taken during
that period.

Part-time employees are those employees who work at least
18.75 hours per week but less than 37.5 hours per week, as
regulated by program requirements, Monday to Friday.

If arrangements cannot be made to serve the client family’s
needs within office hours, the employees are required to provide
family contact outside of these hours.

Rest Periods

Each employee shall be allowed two (2) fifteen (15) minute rest periods
per day worked.

Job Sharing

a)

All job sharing arrangements must be negotiated between the
employer and the Union. A letter of agreement shall be drafted
between the parties determining the following:

e Hours of work and overtime.
e Accrual of seniority and benefits.

e Time frame of job sharing, e.g. minimum of six months and
maximum of one year and/or extensions allowable.
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¢ Notice period required to end the job sharing prior to original
expiry date.

b) The position to be job shared is maintained as a full-time position.

C) If a full-time position becomes vacant as a result of the job
sharing arrangement, that position is also maintained as a
full-time position.

d) Job sharing should be initiated by the interested employee(s), not
by the Employer. It must be approved by both the Union and the
Employer, with both parties signing a letter of agreement defining
the terms of the job share arrangement, prior to commencement
of the job share position. The job shared portion of the job
sharing shall be posted in the bargaining unit for competition.

e) Each participant in a job-sharing arrangement must remain
eligible for Employment Insurance and Canada Pension
coverage.

ARTICLE 11 OVERTIME
111 Overtime

No employee shall work overtime without prior approval from the
appropriate Management employee.

All time worked over seventy five (75) hours in a two week pay period
shall be considered overtime.

All hours worked on Saturday or Sunday shall be considered overtime.

i) Working through breaks unless required by client services
and any changes to the schedule must be made by mutual
agreement with the appropriate Management employee, and
will not incur overtime.

ii) Overtime shall accumulate at a rate of 1 2 times straight time.
iii) Compensation for Overtime

Overtime shall be banked and the time taken upon request.
Any banked overtime remaining at Pay Period 6 and Pay
Period 18 of each calendar year will be paid out.

a) No employee shall be required to take banked overtime
against their wishes.
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ARTICLE 12
121

12.2

12.3

12.4

ARTICLE 13
13.1

b) No more than five (5) consecutive days of accumulated
banked overtime shall be taken without prior consultation
with the appropriate Management employee.

c) All banked overtime shall be paid out upon separation
from employment.

SENIORITY

Seniority is defined as the number of hours worked exclusive of
overtime, but including leaves of absence in which seniority is accrued,
from the date of initial employment with the Employer and the employee
being paid by the Employer.

Seniority Lists

The Employer shall maintain a seniority list of all employees. Such lists
shall be sent to the Steward in January and June of each year and be
accessible to employees.

Loss of Seniority
Seniority shall be broken for the following reasons:

a) Dismissal for cause and is not reinstated.

b) Resignation in writing not withdrawn within seven (7) days of its
submission.
C) If laid off for a period longer than two (2) years.

d) Failure to indicate to return to work immediately following the
completion of a leave of absence or within ten (10) days
notification by the Employer to return to work following a lay- off,
unless, in either case the employee can show a justifiable reason
for failure to report to work.

Leave of Absence

All employees shall continue to accumulate seniority on any authorized
leave of absence paid or unpaid, unless otherwise specified.

APPOINTMENTS AND STAFF CHANGES
Job Postings

a) New positions or vacancies of a full-time or less than full-time
nature, shall be posted in a space accessible to all employees for
at least five (5) working days. Outside advertising may be carried
on simultaneously.
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13.2

13.3

13.4

13.5

13.6

13.7

b) Subiject to Article 6.6, no new employees shall be hired until the
applications of present employees and those on the
re-call list have been fully processed and considered.

C) Copies of such notice shall also be sent to employees on the
recall list.

Information on Posting

The posting shall set out the following information:

a) name of position

b) a brief description

C) qualifications required

d) salary

e) hours of work

f) deadline date for application and other pertinent information
Notification of Applicants

a) The Employer shall notify a Steward of the applicants for the job.

b) The Union shall have the right to have an observer present
during all in-house competition interviews.

C) After all interviews are completed, the Hiring Committee shall
make recommendations. If it is not unanimous, that shall be
noted when submitted to the Employer for final approval.

Interviews shall be structured by the Hiring Committee and shall be set
at a time convenient to representatives of the Hiring Committee.

Meetings of the Hiring Committee shall take place during regular
working hours whenever possible and the employee's representatives
on the Hiring Committee shall suffer no loss of pay. Time so spent shall
be considered part of the work week.

Promotions or Appointments

Providing qualifications are sufficient to perform the required duties, the
applicant with the most seniority in the bargaining unit shall be
appointed to the position within thirty (30) days after the closing date of
the bulletin. Qualifications shall include experience, education, and
applications of skills, knowledge and ability.

Notification of Successful Competition
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13.8

13.9

The Employer shall notify the Union of the appointment of the
successful applicant.

Each employee shall be provided with a letter of appointment,
including a copy of this Agreement and the terms of employment
upon hiring.

Hiring Rates

a)

Hiring rates of pay will normally be at the minimum of the pay
levels. However, the Employer may approve a higher rate within
the pay level where the selected applicant possesses experience
and/or qualifications that exceed the minimum requirements for
the position or where market reasons warrant, as determined by
the Employer. The Employer will provide to a Steward an outline
of the qualifications and experience of the person appointed
above the minimum of the pay level and the hourly pay rate.

The hiring rate for an employee who is promoted into a higher
pay grid shall be the same step as their current grid in recognition
of experience and seniority.

An Employee in the same occupation, who is being paid at a
lower hourly rate in the pay level, and believes that they possess
the equivalent qualifications as the person appointed under
Article 13.8 may request the Employer review their qualifications.
The request for review will be submitted to the Employer within
thirty (30) days of the hire. If an adjustment is warranted the
Employee’s hourly pay rate will be adjusted effective the date of
the new hire.

Probationary Periods

a)

b)

Upon initial appointment employees shall serve a probationary
period of 900 hours or nine (9) months, whichever comes first.

Employees shall receive a verbal performance evaluation at the
half-way point of any probationary period with the appropriate
Management employee. The employee shall have the right to
have their Shop Steward present.

Employees shall receive a written performance evaluation at the
end of any probationary period. A copy will be given to the
employee.

Initial Probation Period

While on initial probation, employment may be terminated for any
reason of general unsuitability by the appropriate Management
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13.10

13.11

13.12

employee. Employees are restricted to grieving violations of
Article 23.2.

e) Promotion Probation

Upon promotion, employees shall serve a probationary period of
three (3) months from the date of appointment. Should an
employee's performance fail to meet the requirements of the new
position, or if the employee so chooses, they shall be returned to
their former position with no loss of seniority.

Completion of Probationary Periods

At the completion of the initial probation, the employee shall be informed
in writing of one of the following: they have passed their probation, or
their probation will be extended for up to three (3) months, or their
employment is terminated.

Resignation

Employees shall endeavour to provide ECIP with thirty (30) days notice
of resignation to enable the employer to support a smooth transition for
all clients.

Temporary Assignment of Higher Duties

Temporary Assignment of Higher Duties occurs when the employer
assigns an employee to undertake the full duties of a higher level in-
scope position. Temporary assignments may occur to a maximum of
sixty (60) days. Vacancies of a non-urgent basis or over sixty (60) days
shall be posted in accordance with the Collective Agreement.

a) Assignment of Higher Duties

The employer shall offer the assignment through an expression
of interest to the most senior qualified employee. Should there
be no expression of interest, the appropriate Management
employee shall assign the position to an employee. No
employee shall be required to perform a TAHD against their
wishes when others are available.

b) Compensation for Duties

The employee performing the TAHD shall be paid a stipend of
5%, exclusive of benefits, in addition to their regular wages.
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ARTICLE 14
14.1

14.2

14.3

JOB SECURITY

Present Conditions and Benefits

All rights, benefits, privileges and working conditions which employees
enjoyed, received or possessed at the time of certification, shall
continue to be enjoyed and possessed insofar as they are not
inconsistent with this Agreement, but may be modified by mutual
agreement between the employer and the Union.

Long Term or Short Term Disability or Workers’ Compensation

a)

Employees who are on Long Term Disability, Short Term
Disability or Workers' Compensation shall be given a definite or
indefinite leave of absence until they are fit to return to work,
subject to Article 14.3.

Employees who are fit to return to work shall be reinstated in their
previous position at the salary step as when they went on the
definite or indefinite leave of absence in 14.2 a).

Employees on such leave shall retain seniority at the same level
as when leave commenced.

The employer and the Union agree to attempt to find employment
within the bargaining unit for employees able to work, but unable
to fully return to their former positions.

Employees on such leave will contact the appropriate
Management employee once monthly to indicate their progress
and the prospects of their return to work.

Benefits During Definite and Indefinite Leave

a)

A permanent employee experiencing an illness shall, on
application to the benefit carrier, be granted definite leave of
absence for a period of up to twenty-four (24) months.

Benefits of the Collective Agreement, except vacation and
disability, shall accrue and be paid by the employer or the length
of the short-term disability period. An employee on leave past
the short-term disability period may voluntarily contribute benefits
plan premiums up to twenty-four (24) months.

A permanent employee requiring leave of absence beyond that
granted under a) above shall be granted an indefinite leave of
absence.
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ARTICLE 15

15.1

15.2

Upon conclusion of the indefinite leave, the employee shall have
their name placed on the re-employment list, pursuant to the
normal provisions of Article 6.8.

An employee on indefinite leave may voluntarily contribute
benefit plans premiums if allowed by the benefit plan carrier.

DESIGNATED HOLIDAYS

For the purposes of this Agreement, designated holidays shall mean:

New Year's Day

Family Day

Good Friday

Five (5) working days following Easter
Victoria Day

Canada Day

Saskatchewan Day

Labour Day

National Day for Truth and Reconciliation
Thanksgiving Day

Remembrance Day

Christmas Day

Boxing Day

Days between Christmas and New Year's

Any duly proclaimed Federal, Provincial or Civic Holiday

Working on a Holiday

An employee who is required to work on a holiday shall be paid at the

rate of straight time plus time and one-half or an equivalent number of

hours off with pay at a time mutually agreed upon by the Employer and
the employee.
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15.3 ECIP Regina will be closed from December 25" through January 1st
inclusive. Employees will be given paid time off during this period of
time.

15.4 Holidays Falling on a Weekend

a) When a holiday listed in 15.1 falls on a Saturday, the preceding
Friday shall be deemed to be a holiday in lieu thereof unless
otherwise deemed by legislation.

b) When a holiday listed in 15.1 falls on a Sunday, the following
Monday shall be deemed to be a holiday in lieu thereof unless
otherwise deemed by legislation.

ARTICLE 16 VACATION
16.1 Annual Vacation

a) Annual vacation shall be earned at the rate listed below ("Day"
refers to one working day within the standard work week from
Monday to Friday):

Years of Service Annual Vacation in Working Days
1 15
16
17
18
20
21
22
23
24
25
26
27
13 28
14 29
15 or more 30

N2 ©OENOOAWN

b) If an employee wishes to take up to five (5) consecutive days of
vacation time, a written request must be submitted to the
appropriate Management employee no less than five (5) working
days prior to the commencement of the proposed vacation. For
vacation of six (6) or more days, written requests must be
submitted to the appropriate Management employee no less
than ten (10) working days prior to the commencement of the
proposed vacation.
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16.2

16.3

16.4

16.5

C) When any statutory holiday or customary civil or local holiday
falls on a regular working day within an employee's annual
vacation, they shall be granted one additional day of vacation.

Vacation Year

The vacation year is April 15t to March 31t. Vacation entitlement for the
fiscal year will be advanced to employees at April 15t of each year or at
the date of appointment pro-rated to the end of the vacation year. Part-
time employees shall have their entitlement pro-rated.

Carry-Over of Vacation

Vacation entitlement will be taken by all the employees annually,
however, employees may make application to the Employer for carry-
over of vacation to the following year. Application for carry-over shall be
made at least one-month prior to the end of the vacation year. Carry-
over of up to five days shall be approved. Consideration will be given for
carry-over in excess of five days at the discretion of the appropriate
Management employee.

Vacation Schedule

Where in respect of any period of vacation leave, an employee is:
a) Granted bereavement leave; or

b) Granted sick leave; or

C) Granted other approved leave of absence; or

d) When a statutory holiday falls on a day during an employee's
vacation period.

The period of vacation so displaced by any of the aforementioned shall
either be added to the vacation period of the employee and approved by
the Employer or reinstated for use at a later date, at a time to be
mutually agreed upon by both parties.

Vacation Pay on Termination

Employees who leave the organization shall receive pay in lieu of
earned but unused vacation.

Employees who leave the organization and have taken vacation greater
than that earned, shall reimburse the employer for such unearned
vacation. These costs may be recovered from any money owing to the
employee.
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16.7

ARTICLE 17
171

17.2

Unbroken Vacation

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

Continuous Employment

For purposes of calculating vacation entitlement, continuous
employment shall be defined from the initial employment date, and shall
be broken for the following reasons:

a) Dismissal for cause and is not reinstated.

b) Resignation in writing and not withdrawn within seven (7) days of
its submission.

C) Is laid off for a period longer than two (2) years.

d) Failure to return to work immediately following the completion of
a leave of absence or within ten (10) working days' notification by
the Employer to return to work following a lay-off, unless, in either
case the employee can show a justifiable reason for failure to
report to work.

SICK LEAVE
Annual Paid Sick Leave

Sick leave credits shall accumulate from the date of employment on the
basis of ten (10) hours per month. If required, an advance of up to 50
hours shall be granted.

For less than full time employees, sick leave will be accumulated on a
pro-rated basis based on hours of work.

Accumulation of Annual Paid Sick Leave

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

An employee shall accumulate sick leave days from year to year up to a
maximum of thirteen hundred and fifty (1350) hours. Sick leave days
shall only be used if Short Term Disability and Long Term Disability
benefits are not applicable. However, the employee may choose to use
available sick leave for the unpaid waiting period for Short Term
Disability.
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17.4

17.5

17.6

17.7

Deductions from Sick Leave

A deduction shall be made from accumulated sick leave of all normal
working days, exclusive of holidays, absent for sick leave. All hours
absent on account of illness shall be deducted from accumulated sick
leave credits.

Proof of lliness

A medical certificate(s) may be required from employees reporting sick
in excess of three (3) consecutive days. If a medical certificate is
required, such a certificate will be requested during such illness, and will
be paid for by the employer if a charge to the employee is incurred for
such.

Sick Leave Records

An employee's accumulated sick leave credits shall be made available
to each employee(s) upon request.

Sick Leave During Leave of Absence

When an employee is given leave of absence without pay for any
reason or is laid off on account of lack of work and returns to work upon
expiration of such leave of absence, etc., they shall retain their existing
accumulated credits at the time of such leave or lay-off.

An employee shall continue to accumulate sick leave credits for a
maximum of one year during a leave of absence or lay-off.

An employee who is hospitalized at the time that a leave of absence
without pay becomes effective, or lay-off occurs, shall be entitled to
claim use of accumulated sick leave for the duration of the
hospitalization to the extent credits provide.

An employee who is ill at the time a leave of absence without pay
concludes or at the time of recall to work following lay-off, shall be
entitled to claim use of accumulated sick leave credits for the duration of
the illness or to the extent credits provide.

Return from Medical Leave

An employee on a leave for medical reasons may be required to provide
a medical certificate that confirms the employee’s ability to return to
work. This certificate is to be provided prior to the employee’s name
being placed on the recall list.
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ARTICLE 18
18.1

18.2

18.3

18.4

18.5

LEAVE OF ABSENCE

An employee may, for valid reasons, be granted a definite leave of
absence without pay, for up to one (1) year, with no loss to job security.
The Employer agrees, where required, that employees will be replaced
when on any approved leave for the length of the leave. This leave shall
be approved by the appropriate Management employee.

Public Office

An employee who seeks nomination or is a candidate for public office
shall be given a leave of absence without pay for a reasonable period.
An employee who is elected to public office shall be granted unpaid
leave of absence for the length of their term of office.

Leave for Union Office

The employer shall grant a leave of absence, without pay in accordance
with Articles 4.5 and 5.1, for up to twenty-four (24) months for
employees who have been elected to a full-time office or position in the
Union or any labour body with which the union is affiliated.

Further leave shall be granted upon request by the employee involved.
All seniority and benefits shall be maintained by the employee during the
leave of absence.

Personal Days

Employees shall be granted six (6) days paid leave per fiscal year pro-
rated based on hire date or hours worked as a part-time employee.
These days are for the purpose of attending to personal matters as
determined by the employee. Employees shall request such days as far
in advance as possible. Personal days shall be granted upon request.

Paid Interpersonal Violence and Sexual Violence Leave

An employee shall be granted up to ten (10) days of which five (5) days
will be leave with pay and five (5) days will be leave without pay within a
fifty-two (52) week period, where the employee, employee’s child or a
person whom an employee is a caregiver is the victim of interpersonal or
sexual violence and the employee requires time off work to seek shelter
or services.

For the five (5) unpaid days, an employee may elect to draw upon any
other leave bank to ensure there is no loss in pay. An employee who
has expended all available leave may be granted a leave of absence
without pay.
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18.6

18.7

Bereavement Leave

Bereavement leave with pay shall be granted to an employee upon the
death in the employee’s immediate family. The leave shall consist of up
to five (5) days per occasion. This leave is non-cumulative.

a)

e)

The term “immediate family” refers to the employee’s spouse,
child, parent, sibling, grandparents, grandchild, in-laws, niece,
nephew, aunt, and uncle. For a person felt to be an equivalent to
any of these relationships, mutual agreement between the
appropriate Management employee and employee must occur.

An employee shall be granted up to an additional three (3)
regularly scheduled consecutive work days, without loss of pay or
benefits in the case of the death of a spouse, including domestic
partner, child, parent or parent-in-law.

Employees shall be granted up to one (1) day for the funeral of a
neighbour, friend, or associate. The time shall be deducted from
the employee’s vacation or personal days at the employee’s
discretion.

An employee shall be granted additional unpaid leave of absence
where the death or serious illness occurs and travel is required.
The leave shall be fair and reasonable.

Additional unpaid leave may be granted upon request.

Maternity/Parental/Adoption Leave

a)

Maternity Leave:

An employee who has completed thirteen (13) weeks of
continuous employment, without a break in service, who makes
application at least one (1) month in advance of the estimated
date of confinement shall be granted leave.

Parental Leave or Legal Adoption Leave:

An employee who has completed thirteen (13) weeks of
continuous employment without a break in service and who
makes application at least one (1) month in advance of the
requested commencement date shall be granted
Parental/Adoption Leave. In exceptional circumstances, at the
discretion of the appropriate Management employee the one (1)
month notice may be waived.
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18.8

Length of Leave:

i) The employee shall be entitled to up to eighteen (18)
months unpaid Maternity/Parental/Adoption leave. Such
leave may commence at any time during the pregnancy or
after the birth of the child, according to the wishes of the
employee.

ii) Additional parenting leave of up to six (6) months without
pay shall be granted if requested by the employee.

iii) An employee to whom Maternity/Parental/Adoption leave
has been granted pursuant to this Article and who intends
to resume their employment with the Employer after the
birth/adoption shall, at least thirty (30) days prior to the day
on which they intend to resume their employment, notify
the appropriate Management employee in writing of their
intention to do so.

iv) With the consent of the Employer and thirty (30) days
written notice, an employee shall be entitled to return from
maternity leave in advance of the expiry of the leave;

Right to Maternity Leave:

Maternity/Parental/Adoption leave shall be considered a right.
No employee shall be laid off or otherwise adversely affected in
their employment because of their pregnancy.

Right to Alternate Work:

The pregnant employee has the right to continue employment
during the period of pregnancy. Where working conditions may
be hazardous to an unborn child or to the pregnant employee, the
employee if they so choose shall be entitled to alternate work if
available.

Entitlement to Sick Leave:

Employees shall be entitled to sick leave where an employee has
a medically substantiated need to be absent from work for health
reasons related to pregnancy either before, on, or after the date
of delivery, shall be allowed to access accumulated sick leave
hours. A Medical Certificate may be required as per Article 17.4.

Benefits While on Maternity / Parental / Adoption Leave

Employees on Maternity / Parental / Adoption Leave shall continue to
accrue vacation leave credits during the first year. Seniority shall be
accrued during the full leave.
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18.9

18.10

18.11

Employees on Maternity / Parental / Adoption Leave may continue to
participate in the health benefit plan for up to eighteen months. While on
leave, the employee is required to pay 50% of the premiums.

Employees returning from Maternity / Parental / Adoption Leave shall be
credited with the earned vacation leave upon return work. The employee
may access the accrued vacation leave upon the completion of three (3)
consecutive months of employment.

Family Care Leave

An employee shall be entitled to a leave of absence without pay for up
to a maximum of three (3) months per fiscal year for the purpose of
caring for a member of their immediate family. Extensions shall be at the
discretion of the appropriate Management employee.

Jury Duty and Court Witnhess

Time spent by an employee to serve as a juror or court witness shall be
considered time worked at the appropriate rate of pay.

The appropriate Management employee shall be informed of any
required court appearances of any staff and all conduct monies received
by any staff person shall be paid to Early Childhood Intervention
Program Regina Region Inc.

Benefits Earned While on Leaves of Absence Without Pay or
Education Leave

a) While on leave of absence without pay, or education leave,
employees shall be entitled to earn benefits as follows:

i) For the first thirty (30) consecutive calendar days or less,
all benefits as allowed by the benefit plan carrier except
any designated holidays which fall in the period of leave.

ii) For the period of leave from thirty-one (31) days to the end
of the leave — sick leave, seniority.

a) The benefits provided under this article shall apply
only if an employee returns to work at the expiry of
their leave unless otherwise determined by the
Employer.

b) During a leave of absence, an employee has the option to
continue participating in the benefit plan as allowed by the benefit
carrier. While on leave, the employee is required to pay the
premiums of the plan. The employer shall notify the employee of
the cost of the premiums.
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18.12

ARTICLE 19
19.1

19.2

19.3

Position Upon Return to Work

a)

Where a leave of absence is granted under this Article, the
employee shall be reinstated upon their return to the position they
occupied prior to going on leave.

Where their position is abolished during their absence, the
employee shall be subject to the provisions of this Agreement
which would have been applicable had they not been on leave at
the time of abolition.

EDUCATION LEAVE AND TRAINING

On-the-Job Training

a)

Employees' attendance at on the job training sessions, including
travel time, shall be considered as hours worked. The Board shall
set an annual allotment for staff Education purposes at the time
the board passes its annual budget.

All expenses, registration fees, travel, etc. will be paid in advance
by the employer upon approval of application to the appropriate
Management employee for access to staff education funds. This
extends to sessions outside of normal working hours. In the event
that an approved event is cancelled or the employee is unable to
attend the event, advances paid, including per-diem shall be
refunded to ECIP.

In the event the employee attends approved job training sessions
during non-working hours, such person will be recognized for
their efforts at time and one-half (1 1%).

Seniority Accumulation During Education Leave

Employees granted leave of absence for education which will improve
the employee's ability to perform their duties shall accumulate seniority
during such leave to a maximum of one (1) year.

Education Leave

a)

The Employer shall grant educational leave without pay as
follows:

i) Short-term duration, from one (1) day to eight (8) weeks,
shall be granted to any employee who requests it,
provided that they apply two (2) months prior to the
commencement of the proposed leave, and provided that
arrangements can be made to ensure that the duties of
the employee on leave can be covered.
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ARTICLE 20
20.1

20.2

20.3

ii)

Medium-term duration, from nine (9) to sixteen (16)
weeks, shall be granted to any employee who requests it,
provided that they apply four (4) months prior to the
commencement of the proposed leave, and provided that
arrangements can be made to ensure that the duties of
the employee on leave can be covered.

Long-term leave, from seventeen (17) to fifty-two (52)
weeks, shall be granted to any employee who requests it,
provided that they apply six (6) months prior to the
commencement of the proposed leave, and provided
satisfactory arrangements can be made to cover the
duties of the person on leave. Long-term leave may be
extended on a year to year basis, or portion thereof, until
the educational program in which the employee is enrolled
terminates.

Where more than one (1) employee in the office, or more than
two (2) employees in the bargaining unit apply for leave during
overlapping periods, then the applicant(s) with most seniority
shall be preferred.

An employee returning from education leave shall be reinstated

in their former position at the current rate of pay.

A practice of allowing five (5) days paid work related Educational

Leave per fiscal year, outside of Article 19.1, shall be
implemented. Less than full-time employees shall receive a
prorated benefit of this clause.

PAY ADMINISTRATION

Increments

Employees shall receive an increment as outlined in Appendix A on the
anniversary of their hire or promotion date.

Equal Pay for Similar Work

Notwithstanding Appendix A, Employees shall receive equal pay for

similar work.

Calculation of Sick Leave and Vacation

The month that an employee commences employment shall be
considered as a full month for the purposes of vacation and sick leave
accumulations.
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ARTICLE 21
211

21.2

21.3

ARTICLE 22
22.1

22.2

22.3

JOB DESCRIPTIONS
Job Descriptions Shall Be Submitted to the Union

The Employer agrees to provide to the Union, job descriptions for all
positions. All existing and new employees shall be supplied with a job
description specific to all duties and expectations of the position.

New Positions/Change in Existing Positions

The introduction of new positions or any change to core functions in
existing positions by the Employer shall be made in consultation with the
Union.

Manual of Job Descriptions

A Manual of Job Descriptions, currently maintained, shall be kept in the
Employer's office and shall be available for inspection.

SAFETY AND HEALTH

The Employer shall make provisions for the safety and health of
employees during hours of work. Employees shall endeavour to point
out any health and safety hazards.

An Occupational Health Committee, consisting of one (1) employee and
one (1) member of the Employer, shall be established to meet and to
co-operate in resolving all unsafe hazardous or dangerous working
conditions. This Committee shall meet on a regular basis.
Representatives of the Union shall suffer no loss of pay for attending
such meetings.

Right to Refuse or Stop Unsafe Work

The Union shall have the right to stop any work considered unsafe or
hazardous.

No employee shall be discharged, penalized or disciplined for refusing
to work on a job or in any workplace or to operate any equipment where
they or a member of the Union believes that it would be unsafe or
unhealthy to themselves, an unborn child, a workmate or the public, or
where it would be contrary to the applicable federal, provincial or
municipal health and safety legislation or regulations. There shall be no
loss of pay during the period of refusal. No employee shall be ordered or
permitted to work on a job which another employee has refused until the
matter is investigated by the Union and the Employer and satisfactorily
settled.
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224

22.5

22.6

22.7

22.8

Injury Pay Provisions

An employee who suffered a work related injury during working hours,
and is required to leave for treatment or is sent home for such injury,
shall receive payment for the remainder of the day at their regular rate of
pay, without deduction from sick leave. An employee who has received
payment under this section shall receive pay for time necessarily spent
for further medical treatment of the injury during regularly scheduled
working hours, subsequent to the day of the accident.

Transportation of Accident Victims

Transportation to the nearest physician or hospital for employees
requiring care by a physician or hospital, as a result of an accident shall
be at the expense of the Employer.

First Aid Supplies

Adequate first aid supplies shall be made available at all work sites. The
Employer will provide a first aid kit and a winter survival kit for all
vehicles used on program business and replace/replenish such kit as
needed. All kits shall remain the property of ECIP and shall be returned
to the Employer at separation.

Disabled Worker Provision

On request the Employer shall make every reasonable attempt to
provide suitable alternative employment with no reduction in pay rates,
when through injury, illness, or disability, an employee is unable to
perform their normal duties.

Recognition of Social lliness

The Employer and the Union recognize that mental iliness, alcoholism
and drug abuse are health problems. Where necessary, sick leave
benefits will be granted for treatment on the same basis as now applied
for other health problems.

An employee whose partner is undertaking a rehabilitative program for
alcoholism and drug abuse may apply for vacation time or leave of
absence without pay to participate with their partner in such a
rehabilitative program.

It is recognized by both the Employer and the Union that it is the
personal responsibility of the individual to accept treatment. The
acknowledgment of the above is not to be interpreted as constituting a
waiver of management's responsibility to maintain discipline, or the right
to take disciplinary measures within the framework of the Collective
Bargaining Agreement.

39



22.9

22.10

ARTICLE 23
23.1

23.2

23.3

234

The Early Childhood Intervention Program Regina Region workplace
shall be a non-smoking workplace. This includes all vehicles provided by
the employer.

Travel Guidelines

The travel and driving guidelines contained in the staff manual shall be
used as the basis, along with consultation with the appropriate
Management employee, for determining safe travel.

HARASSMENT

The Employer agrees that all employees are entitled to a workplace free
of harassment and discrimination and the Employer will make every
reasonably practicable effort to ensure no employee is subjected to
harassment and/or discrimination.

Discrimination

The parties agree that there shall be no discrimination, interference,
restriction or coercion exercised or practiced with respect to any
employee in the matter of wage rates, training, up-grading, transfer, lay-
off, recall, discipline, classification, discharge, or otherwise by reason of
disability, age, race or perceived race, creed, gender, gender identity,
colour, nationality, place of origin, religion, political affiliation or activity,
sexual orientation, socio-economic status or marital status, family
relationship, place of residence, nor by reason of their membership or
activity in the Union, or mode of dress and physical appearance (or any
other reason within the context of human rights).

“Harassment” means any inappropriate conduct, comment, display,
action or gesture by a person towards a worker that either:

a) is based on any prohibited ground as defined in The
Saskatchewan Human Rights Code, or on physical size or
weight, or

b) adversely affects the worker's psychological or physical well-
being and that the person knows or ought reasonably to know
would cause the worker to be humiliated or intimidated; and

C) that constitutes a threat to the health or safety of the worker; or

d) any conduct, comment, display, action or gesture by a person
towards a worker that is of a sexual nature and the person knows
or ought reasonably to know is unwelcome.

Investigations required under the Occupational Health and Safety
Regulations shall follow the ECIP Harassment Procedures. The
Employer shall complete the investigation within thirty (30) calendar
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23.5

23.6

ARTICLE 24
241

24.2

24.3

ARTICLE 25

days from the date the Employer became reasonably aware of the
complaint. All parties to the investigation shall co-operate in ensuring
the time limits are met. Should an extension be requested by the
employee, the Union or the Employer, the extension will not be
unreasonably denied.

The Employer will not tolerate any form of retaliation against an
Employee who, in good faith, makes a complaint of harassment or
discrimination.

Nothing in this Article prevents an employee who believes they are
being harassed or discriminated against from filing a complaint with the
Saskatchewan Human Rights Commission or exercising any other legal
rights pursuant to any other law.

TECHNOLOGICAL CHANGE
Introduction of Technological Change

If a technological change is introduced which effects the terms,
conditions or tenure of employment of any employee, the Employer shall
give notice of the technological change to the Union at least ninety (90)
days prior to the date on which the technological change is to be
effective. The Employer and Union agree to engage in a full and
reasonable discussion of the proposed changes.

The notice shall be in writing and shall state:
a) The nature of the technological change.

b) The date upon which the Employer intends to effect the
technological change.

C) The number and type of employees likely to be affected by the
technological change.

d) The effect that the technological change is likely to have on the
terms and conditions of employment of the employees affected.

Training

In the event of technological change, the Employer may request an
employee to upgrade or improve skills as required by the technological
change at the Employer's expense. No permanent employee shall be
denied a period of time considered reasonable to acquire skills
necessitated by a new method of operation as a result of a technological
change.

EMPLOYEE BENEFITS
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252

253

254

25.5

Workers' Compensation Pay Supplement

An employee prevented from performing their regular work with the
Employer on account of an occupational accident that is recognized by
the Workers' Compensation Board as compensable within the meaning
of The Workers' Compensation Act, shall receive, from the Employer,
the difference between the amount payable by the Workers'
Compensation Board and their regular net salary, for a minimum of
twelve (12) months.

An employee who has a claim approved by the Workers' Compensation
Board, due to a work related accident, shall continue to be paid by the
Employer at the rate of the compensation payment and the Employer
shall receive reimbursement from the Workers' Compensation Board.

Personal Property Loss

Employees' personal property loss or damage during work shall be
replaced or repaired at the expense of the Employer, providing the
employee has not been negligent and the appropriate Management
employee has approved the use of the employees' property for ECIP
purposes. This does not apply to employees' personal clothing or
accessories. If insurance covers the loss or damage, the Employer will
cover the deductible.

Short-Term and Long-Term Disability Insurance

All eligible employees must participate in the Short Term Disability and
Long Term Disability Insurance program of the Early Childhood
Intervention Program Regina Region Inc. after completing three (3)
months continuous employment. Premiums are 100% employee paid.

Group Life Insurance Plan

All eligible employees are required to participate in the Group Life
Insurance Plan of the Early Childhood Intervention Program Regina
Region Inc. after completing three (3) months continuous service.

The premium is paid in full by the Early Childhood Intervention Program,
Regina Region Inc.

Extended Health Care

Extended Health Care Insurance Plan provides for expenses not
covered by Provincial Government Hospital and Medical Plans and is
compulsory for all eligible employees. Upon application, an employee's
coverage begins automatically on the eligibility date, provided the
employee is at work on that date, otherwise it shall commence on the
date the employee returns to active employment. Premiums are paid
100% by the Early Childhood Intervention Program Regina Region Inc.
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25.7

25.8
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ARTICLE 26
26.1

26.2

Pro rata Clause

All benefits of this Agreement shall, unless otherwise specified, accrue
on a pro rata basis to all employees.

Benefits Package

Eligible employees will be provided with a brochure detailing the
coverage in the Benefits Package. The Employer will not reduce or
withdraw their contributions toward the employees' Benefits Package
without prior negotiation with the Union.

Pension Plan

All employees, upon date of hire, shall join the ECIP Pension Plan. The
Employer shall contribute to the employee’s pension plan 4% of base
salary, matched by the employee.

Flex Benefit

All employees shall be reimbursed a flex benefit of up to $200 per fiscal
year as per ECIP policy. Any unused portion of this benefit shall not be
carried over. The amount shall be prorated for less than full-time
employees.

TRAVEL AND ALLOWANCES
Use of Employee Vehicle

The Employer agrees to pay the mileage rate, as adjusted from time to
time in effect between the Public Service Commission and the
Saskatchewan Government and General Employees' Union for use of
employee vehicle on program business.

It is also recognized that holding a valid Saskatchewan Driver's License
is a condition of employment.

The employer will reimburse the employee at a flat rate of $100 per
fiscal year (pro-rated for part-time and new hires) for business use and
$2,000,000 of liability insurance upon submission of a receipt. This
coverage is required for all employees who are required to travel in their
own vehicles.

Towing

The Employer shall pay towing expenses from the point of vehicle
breakdown, when the employee is on program business, to the
Employee’s home base.
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26.4

26.5

26.6

26.7

ARTICLE 27

Meal Rates

The meal rate, shall be in accordance to the amount negotiated between
the Public Service Commission and the Saskatchewan Government and
General Employees' Union. It shall be paid to employees required to be
out of the office for required program business or training.

Parking

The Employer agrees to provide, when available, parking for all
employees for reserved and unreserved parking.

Taxis/Rental Cars

a) The Employer will pay cost of taxis or rental cars when required
while employees are on program business, subject to the prior
approval of the appropriate Management employee.

b) If the employee’s vehicle breaks down while out of town on
program business, and is towed as per Article 26.2 the Employer
will pay the cost of taxi or rental car to their residence.

Accommodation

The accommodation rates shall be actual and reasonable charges
supported by a receipt.

When employees are required to share accommodations while on
program business, rooms shall be shared by no more than two (2)
employees.

Employees who arrange accommodation in a private home while out of
town on program business will receive the rate in effect between the
Public Service Commission and the SGEU.

WAGE RE-OPENER

The employer shall provide full disclosure to a Steward within thirty (30)
days of any additional funds made available by the Government of
Saskatchewan or the Federal Government.

Within thirty (30) days following notification, either party may serve
notice to commence negotiating amendments to the wages and/or
benefits contained within this Collective Agreement.
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ARTICLE 28
28.1

28.2

28.3

TERMS OF AGREEMENT

Duration

This Agreement shall be binding and remain in effect from

April 1, 2023 to March 31, 2026 and shall continue from year to year

thereafter unless either party gives to the other party notice in writing
that it desires amendment.

Commencement of Bargaining

As per The Saskatchewan Employment Act, either party desiring to
propose changes to this Agreement shall, give notice in writing to the
other party of the changes proposed. Upon receipt of notice the parties
shall immediately engage in collective bargaining.

Changes in Agreement

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

April 1,2023
Increase salaries by $3.00 per
hour

Consultant Annual | 47,950.50 | 49,003.50 | 50,076.00 | 51,187.50 | 52,318.50
Hourly | 24.59 25.13 25.68 26.25 26.83

Team Lead/ Annual | 50,056.50 | 51,148.50 | 52,279.50 | 53,449.50 | 54,639.00

Specialized Support Facilitator Hourly | 25.67 26.23 26.81 27.41 28.02

April 1, 2023

Increase salaries by 2.5%

Consultant Annual | 49,140.00 | 50,232.00 | 51,324.00 | 52,474.50 | 53,625.00
Hourly | 25.20 25.76 26.32 26.91 27.50

Team Lead/ Annual | 51,304.50 | 52,435.50 | 53,586.00 | 54,795.00 | 56,004.00

Specialized Support Facilitator Hourly 26.31 26.89 27.48 28.10 28.72

April 1, 2024

Increase salaries by 2.0%

Consultant Annual | 50,115.00 | 51,246.00 | 52,357.50 | 53,527.50 | 54,697.50
Hourly | 25.70 26.28 26.85 27.45 28.05

Team Lead/ Annual | 52,338.00 | 53,488.50 | 54,658.50 | 55,887.00 | 57,115.50

Specialized Support Facilitator Hourly | 26.84 27.43 28.03 28.66 29.29
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April 1, 2025
Increase salaries by 1.5%

Consultant Annual | 50,875.50 | 52,006.50 | 53,137.50 | 54,327.00 | 55,516.50
Hourly | 26.09 26.67 27.25 27.86 28.47

Team Lead/ Annual | 53,118.00 | 54,288.00 | 55,477.50 | 56,725.50 | 57,973.50

Specialized Support Facilitator Hourly 27.24 27.84 28.45 29.09 29.73

Effective upon signing, a $1,000 signing bonus will be paid to each employee who is
currently employed at the date of signing.
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SIGNING PAGE

The Saskatchewan Government and General Employees’ Union Local 5269 and Early
Childhood Intervention Program, hereby agree that the attached document shall form the
Collective Bargaining Agreement between the parties.

IN WITNESS WHEREOQOF, the parties hereto have executed this Collective Bargaining

Agreement on this __ 8th  day of

December

, 2023.

Signed on behalf of:
Saskatchewan Government
and General Employees’ Union
Local 5269

ORIGINAL SIGNED BY:

Danielle Hamelin, SGEU Negotiator

ORIGINAL SIGNED BY:

Patti Dunlop, SGEU Negotiator

ORIGINAL SIGNED BY:

Lori Klein, SGEU Negotiator

ORIGINAL SIGNED BY:

Raul Ortega, SGEU Labour Relations

Officer
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Signed on behalf of:
Early Childhood Intervention Program
Regina Region Inc.

ORIGINAL SIGNED BY:

Sara Papp, Director of Operations

ORIGINAL SIGNED BY:

Nicole Smith, Director of Programs

ORIGINAL SIGNED BY:

Laura Debassige, Chair of the Board



Letter of Understanding # 1
Between
Early Childhood Intervention Program, Regina Region Inc.
And
The Saskatchewan Government and
General Employees’ Union
Local 5269
RE: Training on Weekends
The parties agree this Letter of Understanding shall only amend Articles 10.1 and Articles 11.1.

Members may voluntarily participate in training scheduled on a Saturday and / or
Sunday with the following principles:

1. Time spent in training on the weekends must be mutually agreed in writing between
the employer and the employee.

2. Hours worked on a weekend for the purpose of training must be counted towards the
seventy-five (75) hours in a two-week period as per article 10.1 a).

3. No overtime hours may be accrued as per article 11.1 for the purpose of attending
training on a Saturday and / or Sunday.

This Letter of Understanding shall remain in effect until a new Collective Agreement has been
ratified.

This Letter of Understanding between Early Childhood Intervention Program and the
Saskatchewan Government and General Employee’s Union, Local 5269 signed the 18" day of
March 2024.

Signed on behalf of the Early Childhood Signed on behalf of the Saskatchewan
Intervention Program: Government and General Employees’ Union:
ORIGINAL SIGNED BY: ORIGINAL SIGNED BY:

Sara Papp, Director of Operations Danielle Hamelin, Chief Steward

ORIGINAL SIGNED BY: ORIGINAL SIGNED BY:

Nicole Smith, Director of Programs Raul Ortega Campos, Labour Relations

Officer



