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Revised

COLLECTIVE AGREEMENT

BETWEEN

THE CITY OF SASKATOON

hereinafter called the City
OF THE FIRST PART

AND

SASKATOON CIVIC EMPLOYEES' UNION, LOCAL NO. 47

OF THE
CANADIAN UNION OF PUBLIC EMPLOYEES

hereinafter called the Union
OF THE SECOND PART

ARTICLE 1. TERM OF AGREEMENT

This Agreement shall come into force and take effect as and from January 1, 2020,
and shall continue in force until June 30, 2023, and then from year to year thereafter,
unless either party gives written notice to renegotiate this Agreement, such written
notice to be given not more than one-hundred and twenty (120) days nor less than
sixty (60) days prior to June 30, 2023.

ARTICLE 2. COVERAGE

This Agreement shall constitute the wages and working conditions of all employees
of the City within the collective bargaining unit represented by the Union.

Applicable benefits for part-time employees shall be prorated corresponding to time
actually worked.

ARTICLE 3. UNION PLEDGE

The Union agrees, both for itself and its members, that it will loyally promote the
business interests and welfare of the City, that it will cooperate with the City in the
development, extension, and improvement of the business, and will do everything
possible to improve the services to the citizens of Saskatoon, in order that a
maximum of harmony may exist in the community.




New

ARTICLE 4. NO DISCRIMINATION

The City and the Union agree that there shall be no discrimination, restriction or
coercion exercised or practiced with respect to hiring or terms and conditions of
employment because of race or perceived race, religion, creed, martial status, family
status, disability, age, colour, sex, sexual orientation, gender identity, ancestry,
nationality, place of origin, or receipt of public assistance.

ARTICLE 5. UNION SECURITY AND CHECK OFF

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

When any employee so requests in writing, the City will check off or deduct Union
dues from employees and remit the amount so deducted or checked off to the
Union.

The Union will provide the Employer with thirty (30) days’ advanced notice in
writing of any changes in dues or special assessments to be deducted.
Changes in deductions and/or special assessments will be effective the first
pay period following the thirty (30) day notice period. Where system
configuration is required due to changes in deductions and/or special
assessments, the Union will provide the Employer with sixty (60) days’
advanced notice. Changes in deductions and/or special assessments will be
effective the first pay period following sixty (60) day notice period.

ARTICLE 6. NEW POSITIONS AND VACANCIES

a) Ifthe City creates a new classification, the wage rate for, and working
conditions of such new classification shall be discussed by the City and the
Union before the position is posted. Where agreement cannot be reached on
the wages for the new classification, the dispute shall be submitted to
arbitration under Article 14 of the Agreement. The only matter to be determined
in classification disputes is the wage rate to be paid.

Where agreement on wages has not been reached, new classifications may be
filled by posting under the terms proposed by the City. In such cases, positions
shall be designated "under review."



b)

d)

g)

When filling vacancies, applications shall be accepted from members of the
Union and, provided these applicants have the necessary qualifications to
perform the duties of the vacancy, the senior applicant shall be given
preference.

Permanent employees have preference over temporary employees.

Probationary Periods

An employee entering the bargaining unit shall be on probation for a period of
six (6) accumulated months.

This probationary period may be extended by the amount of time the employee
does not work because of a paid or unpaid absence exceeding five (5)
consecutive workdays occurring during the probationary period.

Employees promoted or transferred to another position shall be in a trial period
in the new position for a period of six (6) months' accumulated work time. If not
considered capable within this time, or if they so request, the employee shall be
returned to the position formerly held, without loss of seniority. Other
employees promoted or transferred as a consequence of an original promotion
or transfer shall also be returned to their original positions.

Notice to fill a vacancy or new position, or addition to a present classification, in
the permanent staff of any Civic department shall be posted on all Civic Union
notice boards and a copy of notices of position vacancies shall be sent to the
Secretary of the Union at least seven (7) days before the appointments are
intended to be made to such vacant or new position or addition the said notices
shall show the rate of wages to be paid in accordance with the Union's
schedule.

The notice shall also set out the conditions and responsibilities of the position
to be filled. The City shall fill the vacancy within three (3) months of posting. If
the vacancy is not filled within three (3) months of posting, and the posting has
not been cancelled, a new posting will be required.

Every effort shall be made to ensure that the employment of the replacement
staff is effected so as to provide an adequate period of training for employees.

When filling apprenticeships candidates will be selected in order of seniority
provided the candidate is sufficiently competent. “Competency” refers to
knowledge, skills, and abilities as related to the particular apprenticeship. A
candidate’s competencies will be determined through a mutually agreed outside
agent’s standardized test on a pass or fail result. Candidates required to take
such tests during their normal working hours will not suffer a loss of regular
earnings.



Revised

ARTICLE 7. SENIORITY

a)

b)

Seniority shall commence as of the employee’s last date of entry into the
bargaining unit. Seniority shall operate on a bargaining unit wide basis.

The City will provide the Union with a seniority list in January each year.
Employees are responsible for ensuring the correctness of their own seniority
date and must report any discrepancies for the past seniority year to the City
and the Union by December 31 of that year. The Employer and the Union will
not be obligated to correct any seniority errors beyond that date. Corrected
seniority shall be on go-forward basis and shall not affect any previous
seniority-based awards.

Seniority shall prevail in layoffs, recalls and displacements. An employee may
displace another employee in accordance with seniority, provided the employee
concerned is qualified to perform the duties of the position.

Seniority shall be lost when an employee:
- resigns or retires from the service of the City or leaves the bargaining unit;
- his employment ends;
- is on layoff for a period greater than 12 months;
- is on an approved leave of absence for a period greater than 12 months
unless mutually agreed between the City and the Union; or
- is absent without approved leave and without reasonable cause.

Seniority shall accrue for approved absences due to occupational and non-
occupational illness or injury and maternity, parental, and adoption leave.

ARTICLE 8. APPOINTMENTS AND PROMOTIONS

Temporary Promotions and Appointments

a)

Wastewater Treatment

1) For an absence of less than three (3) months for a Wastewater Treatment
Operator, the senior Assistant Operator of that shift will be promoted.

2) For an absence, other than vacation, known to be greater than three (3)
weeks and less than three (3) months for an Assistant Operator, the senior
Relief Operator of that plant will be promoted.

3) Relief Operators will provide vacation and regular shift coverage, at their
respective plants, as Assistant Operators on an equalized basis.



b)

d)

Water Treatment

1) For vacation, or a known absence, of greater than three (3) weeks and less
than three (3) months for a Water Treatment Operator, the senior Assistant
Operator of that shift will be promoted.

2) For an absence, other than vacation, known to be greater than three (3)
weeks and less than three (3) months for an Assistant Operator, the senior
Relief Operator of that plant will be promoted.

3) For vacation, or an absence less than three (3) months for a Utility
Operator, the position will be filled by the remaining Utility Operator.

4) The Assistant Operator in each shift group shall be assigned to the
Operator’s position:
i) on the Operator’s scheduled days off, or,
i) on the day shifts during the regular week if the Operator is absent.

5) Relief Operators will provide vacation and regular shift coverage, at their
respective plants, as Assistant Operators on an equalized basis.

A temporary position longer than three (3) months will be bulletined. Provided
that the applicant has the qualifications necessary to perform the duties of the
vacant position, seniority shall prevail. The estimated duration of the temporary
position shall be stated in the bulletin.

1) A permanent employee temporarily promoted shall have all rights
protected in their permanent position and continue to acquire and exercise
seniority rights of the permanent position. Promotion for this Article shall
be defined as a lateral movement or an increase in salary.

2) All temporary positions that become permanent shall be bulletined at the
time of becoming permanent in order to provide promotional or transfer
opportunities for permanent employees.

If an employee is assigned to perform the duties of a higher-paid position for
any hours of a working shift, the employee will be paid the first higher rate,
above the employee’s regular rate, in the higher classification.

If an employee is assigned to work in the higher wage category for a temporary
term exceeding one (1) semi-monthly pay period, but not exceeding three (3)
months, the employee will be promoted for the entire period.

If the Mechanical Maintenance Foreman is absent, the position will be filled
firstly, by the senior Maintenance Mechanic or Maintenance Assistant with
Journeyman cetrtification, or secondly, by the senior Maintenance Assistant
without Journeyman certification, in the plant.

1) The Maintenance Assistant with Journeyman certification will be paid at
the Mechanical Maintenance Foreman rate.
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2) The Maintenance Assistant without Journeyman certification will be paid at
the Buildings and Grounds Foreman rate.

3) The assighed employee will be paid the higher rate for all hours worked in
the position.

When a Foreman, other than the Mechanical Maintenance Foreman, is absent
and there is someone to supervise, the position shall be assigned firstly to the
most senior qualified employee in the section and secondly, to the most senior
employee in the section, in the plant.

The assigned employee will be paid the higher rate for all hours worked in the
position.

Permanent Promotions

g)
h)

k)

Appointments and promotions shall be governed by Article 6(d).

Permanent employees, on promotion to a higher classified category, shall be
placed at the lowest step of the Grade of the new classification which generates
a higher rate than the employee’s current rate of pay. The anniversary date for
the calculation of any subsequent increment shall be the appointment date to
the new position plus any previous time worked in that position.

Temporary employees, who are successful in obtaining a permanent position,
shall receive credit towards an increment increase for all time worked in that
pay grade during their period of temporary employment.

A "temporary employee" is defined as being an employee holding a position of
limited duration not exceeding one (1) year, which involves full-time work but
which does not form part of the departmental establishment.

Temporary employees shall serve a probationary period of nine (9)
accumulated months.

Temporary employees shall be recalled from year to year in accordance with
their seniority, on successive days, provided they have worked at least nine (9)
accumulated months and provided there is work available.

If a permanent job posting is not filled by a permanent employee, temporary
employees may be able to exercise their seniority on the permanent job
posting, provided they have completed their probationary period of nine (9)
accumulated months.

A temporary employee will lose seniority rights if the employee has a break in
service of twelve (12) consecutive or more months.



Revised

Revised

ARTICLE 9. STATUTORY HOLIDAYS

a)

b)

c)

Statutory holidays mean any of the following days: New Year's Day, Family
Day, Good Friday, Easter Monday, Victoria Day, Canada Day, Saskatchewan
Day, Labour Day, National Day for Truth and Reconciliation, Thanksgiving
Day, Remembrance Day, Christmas Day, Boxing Day, and any day or part of a
day proclaimed a Civic holiday; and, where any such day falls on a Saturday or
Sunday, it shall be observed on the following Monday if so proclaimed by
Federal or Provincial Government. For operating staff and other personnel who
work on twenty-four (24) hour shift rotations, seven (7) days a week, statutory
holidays will be observed on the exact day the holiday falls and not on any day
otherwise proclaimed.

Each employee shall be paid for statutory holidays as follows:

1)  Employees required to work on statutory or proclaimed holidays shall be
paid for the holiday at the regular rate plus double time (2X) for all hours
worked, except as provided in (2) below.

2)  All employees working on a day, a part of which has been declared a
Civic half-holiday, shall be paid at the regular rate for time worked plus
one-half (%) day's pay at double time (2X).

3) Employees not required to work on a holiday shall be paid at straight time
for the normal amount of hours they would have worked had the day not
been a holiday. When the "day off" of an employee falls on a holiday, the
employee shall receive a normal day's pay in lieu of the holiday. This
payment shall be deemed to include compliance with The Saskatchewan
Employment Act which requires payment at the rate of time and one-half
(1%%) for work in excess of thirty-two (32) hours a week in which a public
holiday occurs.

Employees shall be allowed to “bank” statutory holiday lieu time and overtime
as set out in Article 16 provided that:

1)  the total of “banked” statutory holiday lieu time and “banked’” overtime
does not exceed five hundred (500) hours; and

2) no subsequent overtime results; and
3) that such time off is taken at a mutually-agreeable time.

4)  The City will pay out “banked” time in excess of four hundred (400)
hours at December 31.
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ARTICLE 10. ANNUAL VACATION

a)

d)

1)  After one (1) year's completed service, employees shall be entitled to
three (3) weeks' vacation per year.

2)  Employees shall be entitled to four (4) weeks' vacation per year after
eight (8) years' completed service.

3) Employees shall be entitled to five (5) weeks' vacation per year after
sixteen (16) years' completed service.

4) Employees will be entitled to six (6) weeks' vacation per year after
twenty-four (24) years' completed service.

Effective April 1, 2015 employees that currently have thirty (30) or more
accumulated years of service shall be entitled to one additional day for each
subsequent year completed to a maximum of seven (7) weeks’ vacation per
year. (E.g. An employee with 30 years accumulated service would get one (1)
additional day and employee with 36 years accumulated service would get one
(1) additional day)

After April 1, 2015 employees that subsequently reach thirty (30) years’ of
accumulated service, shall be entitled to one additional day for each
subsequent year completed to a maximum of seven (7) weeks’ vacation per
year.

Employees shall be entitled to take vacation during the then-current vacation
year on the basis of their number of months’ employment in the twelve (12)
month period preceding April 1 of the vacation year. Notwithstanding the above
in exceptional circumstances and subject to operational requirements
employees may, upon written approval by the Director, use a portion of
accrued vacation during the year the vacation is earned. Such usage shall not
put the employee in a negative vacation balance.

For the purpose of applying the provisions of 10 a) 2, 3) and 4) above, years of
service shall be deemed to apply from April 1 date following date of
appointment. Effective July 1, 1995, the employee's anniversary date will be
used for the purpose of establishing vacation credits.

Where a statutory holiday, or other holiday referred to in Article 9 a), occurs
during an employee's annual vacation, the employee shall be allowed one (1)
additional day off with pay on a date to be arranged with the Superintendent in
lieu of any such holiday, or may elect to be paid at straight rates in lieu of such
additional day. Such election shall be advised in writing to the Superintendent
at least two (2) weeks prior to proceeding on vacation.

Employees temporarily laid off for any reason shall be allowed holidays with
pay on a pro-rated basis.
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9)

h)

k)

If a permanent employee terminates employment during the vacation year
before the employee has had vacation, the employee shall be entitled to a
proportionate payment of salary or wages in lieu of such vacation.

In other than emergency situations, annual vacations shall be coordinated to
ensure the work load of the various Branches is adequately covered. The
vacation grouping and/or number of staff members granted vacation at any one
time shall be as follows:

After five (5) years' continuous service, employees may be permitted to
accumulate two (2) years' vacation with the permission of the General
Manager, and the approval of the General Manager of Human Resources,
whose decision shall be final and not subject to appeal.

If an employee should experience iliness or injury of a serious nature prior to
annual vacation, the employee shall be entitled to a deferred vacation -
provided that the illness or injury is documented by a physician. Such deferred
vacation may be taken upon mutual agreement between the employee and his
supervisor, which will take operational requirements into consideration.

If an illness or injury of a serious nature occurs during an employee's vacation,
which requires hospitalization, the employee will be allowed a deferred
vacation equal to the time lost through such serious iliness or injury during the
vacation period. Vacation thus deferred shall be charged to any sick pay
credits which the employee may have. A request for such deferral will be
made in writing to the section manager with appropriate medical evidence
within three (3) days of the employee’s return to work.

Employees having an entitiement to three (3) or four (4) weeks' vacation shall

be paid as follows:

1)  3/52 or 4/52 - as may be applicable - of the employee's gross earnings,
including time worked pursuant to Article 16 — Overtime, for the vacation
year in question, or

2) that rate which the employees would otherwise have been drawing for the
entire period of vacation had they not been on vacation

whichever is the greater.

Employees having an entitlement to five (5) or six (6) weeks’ vacation shall be

paid as follows:

1) 5/52 or 6/52 — as may be applicable — of the employee’s gross
earnings, including time worked pursuant to Article 16 — Overtime, for
the vacation year in question, or

2) that rate which the employees would otherwise have been drawing for
the entire period of vacation had they not been on vacation whichever
is greater

12
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Employees are required to provide their Manager with a minimum of
thirteen (13) City Hall business days’ notice of vacation requests.
Exceptions will be considered for individual circumstances.

Vacation requests will be approved based on operational requirements.
Vacation requests will not be approved if the absence will result in
planned overtime.

Where more than one employee requests vacation time, and those
absences are deemed to have an impact on the operations, priority will
be given to the senior employee’s vacation request. Any approved
vacation will not be adjusted as a result of a more senior employee
submitting a vacation request at a later date.

ARTICLE 11. SICK LEAVE

a)

b)

d)

1) Employees on a monthly salary shall, during their first ten (10) years of
employment, accumulate sick leave at the rate of ten (10) working
hours/month (11/4 days).

2) Monthly paid employees having over ten (10) years of employment shall
accumulate sick leave at the rate of twelve (12) working hours/month (1 1/2
days).

3) The total unused accumulation of sick leave shall not, however, exceed
1,552 working hours (194 days).

4) A medical certificate may be required at the discretion of the General
Manager or designate for any occasion of sick leave. All employees
returning from sick leave shall complete a sick leave application form.

On the sixth (6th) or subsequent occurrence of sick leave in any one calendar
year, the first (1st) day of that occurrence shall be leave without pay.

An employee shall not be entitled to payment for absence from work due to
illness until the employee has completed three (3) months of continuous
employment, and then only to the extent of sick leave credits available.

Temporary employees, possessing less than six (6) months' aggregate service,
shall be ineligible for sick leave credits unless a doctor's certificate explaining
the reason for absence is supplied.

Any sick leave standing to the credit of a permanent employee temporarily laid
off shall remain to the employee's credit; but, during the period of layoff, the
employee shall not be entitled to any sick leave pay.

Any sick leave standing to the credit of a non-permanent employee temporarily
laid off shall remain to the employee's credit for a period not exceeding six (6)
months. During the period of layoff, the employee shall not be entitled to sick
leave pay.
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h)

)

k)

The City's obligation in granting of accumulated sick leave shall immediately
cease when an employee is separated from employment, either voluntarily or
otherwise.

If an order of the Medical Health Officer requires an employee to remain at
home on account of quarantine illness of a member of the employee's family,

the employee is to be paid for the time lost at the regular rate of pay, and such
absence shall not be charged to the employee's sick leave credit, provided that

all members of the employee's family have taken advantage of all free

vaccination and immunization services supplied by the Medical Health Officer.

For the purpose of this Article, iliness shall include non-occupational injury or
injuries other than governed by The Workers' Compensation Act. This Article
does not include any injury to the employee incurred while working at gainful
employment outside the City.

Sick leave may be used for time off from work on account of formal enroliment

in a publicly-recognized drug and/or alcohol rehabilitation program.

1) The following shall replace Articles 11 e), f), g) and i). In the event that the
Federal Employment Insurance Plan (E.l.) does not grant the City a
premium reduction under the E.I. Premium Reduction Program, then

Articles 11 e), f), g) and i) Sick Leave shall apply forthwith and Article 11 k)

Sick Leave shall cease to apply.

Where an employee is disabled prior to notice of a layoff or termination,
benefits are payable until the earliest of:

e the period of disability, or

the exhaustion of accumulated sick leave credits, or

the end of 75 work days, or

the employee’s retirement, or

the date of separation for any reason other than iliness or injury where
notice of separation was given before the onset of the iliness or injury.

Where the employee continues to be disabled after layoff or termination,
the City and the Union shall pay jointly such sick leave claim in the ratio
of 7/12 by the City and 5/12 by the Union until a sum equivalent to the
total reduction in E.l. premiums with respect to the Union under the E.I.
Premium Reduction Program of record for the preceding calendar year
has been expended. Thereafter the City and the Union shall pay jointly
such sick leave claim in an equal ratio.

2) Any sick leave standing to the credit of a permanent employee temporarily
laid off shall remain to the employee’s credit.

3) Any sick leave standing to the credit of a non-permanent employee

temporarily laid off shall remain to the employee’s credit for a period not
exceeding six (6) months.
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) Sick Leave Bank

1)
2)

3)

4)

5)

The parties have established a jointly administered Sick Leave Bank.

The Guidelines for Administration of CUPE Sick Bank is attached to this
Agreement and shall not be changed without mutual agreement by
the City and the Union.

The Bank is funded through payment and/or payroll deduction by the
contributing employees and the City.

Commencing January 1, 2013, and annually thereafter, the City shall
make an annual contribution of five hundred seventy-six thousand, seven
hundred sixty-four dollars ($576,764.00) which represents joint and equal
commitment by the City and the employees. This amount shall be
increased by the amount of the general wage increase in all subsequent
years.

Each eligible employee shall be deducted one (1) sick day credit annually;
which is a first charge against the employee’s annual sick leave
entittement and is their contribution to the above annual amount.

In addition, employees who are eligible for Sick Leave Bank benefits shall
make a monthly percentage contribution from their earnings by payroll
deduction into a Sick Leave Bank account. This amount shall not exceed two
hundred and fifty thousand dollars ($250,000.00) per year. The City shall
match this amount.

This monthly percentage contribution by the employees, which is matched
by the City, will only be made when the funds provided under 4) above,
are insufficient to fund the Sick Leave Bank. The contribution rate will be
determined by the Sick Bank Committee in accordance with the above
provisions and the Sick Bank Guidelines.

ARTICLE 12. WORKERS' COMPENSATION

a)

b)

When an employee, who has been in the service of the City for six (6) continuous
months, is injured in the performance of duties during working hours, the City shall
pay to such employee for all periods of absence resulting from the injury (not
exceeding a total of twelve (12) months) an amount which, when combined with
Workers' Compensation Board payments, shall ensure to such employee the
maintenance of the regular basic wage rate less normal income tax deductions. If
the Workers' Compensation Board payments are reduced, the City's payment shall
be proportionately reduced.

Any salary increments to which the employee would normally be entitled or any
increase that may be negotiated for that classification, shall be included as part
of the employee's basic wage rate.
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c) Workers' Compensation Board payments, as referred to herein, shall not be
considered as including "pension payment" or "cash settlement payments”.

ARTICLE 13. PAY DAYS

Employees shall be paid on the fifteenth (15th) and last day of each month, or, when
any of these days fall on a Sunday or a statutory holiday or on a closed banking day,
on the previous day.

ARTICLE 14. GRIEVANCES

An earnest effort should be made to resolve issues through dialogue at the local
level prior to going to the grievance process.

a) As soon as possible, while allowing for the informal resolution of disputes, and
in any case within thirty (30) calendar days of the event giving rise to the
dispute, the Union shall file a grievance with the Director specifying the
offended article(s) and the remedy sought. The employee(s) concerned and a
union representative shall meet with the Director to discuss the grievance
within ten (10) business days of receipt of the written grievance. The Director,
under normal circumstances, shall give a decision within seven (7) business
days. :

b)  If the Union’s claim is not satisfactorily resolved, it shall be immediately
referred to the General Manager or designate. The employee(s) concerned
and a union representative shall meet with the General Manager to discuss the
grievance within ten (10) business days of receipt of the decision of the
Director and the General Manager or designate shall respond in writing to the
Union within seven (7) business days of the hearing.

c) If the Union is not satisfied with the decision of the General Manager or
designate, it shall refer the matter to the City Manager within seven (7)
business days, who will under normal circumstances, give a decision within
seven (7) business days after the conclusion of the hearing.

The grievance process referred to in article a), b) and c) shall be entered into
and advanced through the grievance process by both parties using the case
management tool.

Failure of the City to answer in any of the above steps within the time limits provided
will automatically move the grievance to the next step in the grievance process.

d)  Any grievance which is not settled by the procedures above may be referred to
a Board of Arbitration (“Board”’) by either party to this Agreement, providing
written notification is given within forty five (45) days) of receipt of the City
Manager's decision. Should no notification be received within this stated
period of time, the grievance shall be deemed to be resolved.
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Notwithstanding d) the parties may, by mutual agreement, agree to use a
single Arbitrator or to resolve the matter through voluntary mediation.

e)

h)

j)

k)

Each party shall nominate one (1) member to such Board within seven (7) days
following notice by either party to the other that the grievance is being referred
to a Board of Arbitration. The third (3rd) member, and Chairperson of the
Board, shall be appointed by the parties. If the parties cannot agree upon the
appointment of the Chairperson within seven (7) days after the parties have
informed each other of their respective nominees, the Minister of Labour shall
be requested to appoint the third (3rd) member and Chairperson of the Board.

The Award of the Board or Arbitrator shall deal with all aspects of the matter
or matters in dispute and shall be final and binding on both parties.

Each party shall pay its own costs and expenses in connection with the Board
or Arbitrator and shall share equally the costs and expenses of the
Chairperson or Arbitrator.

The time appointed for the doing of any act under this section may be enlarged
by mutual agreement of the parties, whether before or after the expiration of
the time appointed.

Any Board of Arbitration or Arbitrator established pursuant to the grievance
process shall have the power to determine any arguments as to whether time
limits set forth in the sections have been reasonably met, and the Board or
Arbitrator may, notwithstanding noncompliance, deal with the merits of the
arguments placed before it.

Should an employee be penalized, laid off, demoted or discharged, and it is
later established by proceedings under this section that such penalty, layoff,
demotion, or discharge was unjust or NOT in accordance with the provisions of
this Agreement, the employee shall be immediately returned to the employee's
former status in all respects and shall be compensated for all monetary loss
suffered by reason of such penalty, layoff, demotion or discharge; provided,
however, that if an employee has been penalized in any way and the parties
agree, or the Board of Arbitration or Arbitrator decides that such penalty was
excessive but that some penalty ought to be imposed, the parties may agree,
or the Board of Arbitration or Arbitrator may decide, to impose a lesser
penalty on such employee.

The City agrees to cooperate with the steward or acting stewards in the
performance of their duties while investigating disputes or presenting
adjustments as provided in this Article. The Union recognizes that each
steward or acting steward is employed to perform full-time work for the City and
will not leave work during working hours except to perform duties under this
Agreement. Therefore, no steward or acting steward shall leave the work site
without first obtaining the permission of the supervisor, said permission to be
granted within an hour. The Union shall advise the City as to the names of
stewards and acting stewards.
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ARTICLE 15. HOURS OF WORK

a)

b)

g)

h)

j)

The work week is between midnight on Sunday and midnight on the
immediately following Sunday.

Shift employees at the Wastewater Treatment Plant and the Water Treatment
Plant shall work an average of thirty-nine and three-quarters (39 %) hours per
week, as per the operating schedules attached hereto.

The City will provide two (2) weeks’ notice of shift change to Relief Operators
provided the employee provides the City two (2) weeks plus three (3) working
week days’ written notice for any leave request. Approval of the leave request
will be subject to operational requirements.

The foregoing shall in no way limit the City's rights in the assignment to shifts.

Non-shift employees shall work a five (5) day, thirty-eight and three-quarter (38
%) hour work week, Monday to Friday inclusive. Employees on a compressed
work week shall work a four (4) day thirty-eight and three quarter (38 %) hour
work week.

Employees working a compressed work week shall receive premium pay if the
employee does not have a minimum of fourteen (14) hours off between shifts,
unless overtime has been paid for working a shift.

Employees working a regular work week of five (5) days, thirty-eight and three
quarter (38 %) hours per week, Monday to Friday shall receive premium pay if
the employee does not have a minimum of sixteen (16) hours off between
shifts, unless overtime has been paid for working a shift.

1) Existing practice with regard to lunch periods to remain in force.

2) Employees required to work non-scheduled emergency overtime that is in
excess of two (2) hours in length and extends into a normal meal time, shall
be reimbursed for the reasonable cost of a meal that may be delivered to
their work site.

Meter Room staff will work four (4) days per week, thirty-eight and three
quarter (38 %) hours per week (7:30 a.m. to 5:25 p.m.) Schedules shall be
arranged so as to provide coverage Monday through Friday.

Laboratory: Shall work a thirty-eight and three-quarter (38 %) hour
compressed four (4) day workweek.

Cleaner will work a four (4) day, thirty-eight and three-quarter (38 %) hour
week. Schedules will be arranged, by agreement, to meet cleaning needs.
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k)  The City reserves the right to set up two (2) crews of non-shift employees to
work on the compressed work week from Monday to Friday at Wastewater
Treatment.

ARTICLE 16. OVERTIME

Employees shall be paid the following overtime or premium rate:

a)

b)

On Reqular Working Days

1) After regular working hours; double time (2X) thereafter until relieved.

2)  For work commencing within six (6) hours before regular starting time -
double time (2X) for all such hours before regular starting time, reverting
to straight time for work during regular working hours.

3)  Notwithstanding 2 above, work in excess of twelve (12) continuous hours
shall be paid at double time (2X).

4)  Both the City and the Union recognizes the principle of equal distribution
of overtime, where qualifications apply.

5)  For purposes of safety, if a non-shift employee works unscheduled
overtime hours between 11:00 p.m. and 5:00 a.m., the employee will be
allowed a rest period equal to the actual hours worked between 11:00 p.m.
and 5:00 a.m. plus one and one-half (172) hours. The rest period will begin
at the end of the overtime shift. The delay in the employee’s regular start
time will not be less than two (2) hours. Straight time will be paid at the
beginning of the employee’s regular shift.

Work on Reqular Days Off

When an employee is required to work on any day which is not normally a
working day, the employee shall be paid double time (2X) for all hours worked
or a minimum of two (2) hours' pay at double time (2X) - whichever is the
greater.

Call Out Premium

Overtime arising out of either:
1) A callback without prior notice; or

2) A callback with prior notice but an isolated time neither immediately
before or after regular working hours.

shall qualify for a minimum of two (2) hours' pay at double time (2X), provided
that none of the preceding premium pay articles provide for a better condition.
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d)

¢))

h)

In computing hourly rates with respect to overtime, one hundred and sixty-
seven point ninety-two (167.92) hours shall be considered as the number of
hours worked per month by a monthly paid employee.

In the absence of a Manager, including on call, the Operator or
management designate shall have the authority to request an employee to
work overtime where, in the opinion of the Operator or management
designate, such requirement exists. The Operator or management
designate shall report any such overtime to the Manager. In the absence of
an emergency, an employee who demonstrates reasonable personal need
shall not be required to work overtime.

The Union will be provided with a monthly list of overtime worked by its
members.

Employees shall be allowed to "bank" overtime provided that:

1) the total of “banked” overtime under this Article and “banked” statutory
holiday lieu time set out in Article 9 (c) does not exceed five hundred
( 500) hours; and

2)  no subsequent overtime results; and

3) that such time off is taken at a mutually-agreeable time.

4).  The City will pay out “banked’ time in excess of four hundred (400)
hours at December 31.

Standby

Employees who accept stand-by will receive one (1) hour’s pay at their regular
rate for each eight (8) hour period or portion thereof. Should an employee who
is on stand-by be called and fail to report, the stand-by premium will not be
paid.

ARTICLE 17. COMMITTEES TO BE HEARD PROMPTLY

Any Committee of the Union shall, upon written request, be accorded a prompt
hearing by the General Manager, the City Manager, and by City Council in their
respective order. Any communication or request forwarded to the Union by the
General Manager, the City Manager or City Council shall be dealt with by the
Union with promptness and dispatch. Any written communication from the Union
shall be answered in writing upon request.
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ARTICLE 18. POSTING OF NOTICES

The Union shall have the right to post notices concerning Union business on the
bulletin boards provided.

ARTICLE 19. DISCIPLINE

a)  Where an employee has been in the service of the department continuously for
three (3) months or more, the employee shall not be discharged, unless for just
cause other than shortage of work or be laid off, without being given one (1)
week's written notice of termination of employment or layoff.

by  When the City finds it necessary to censure an employee in a manner
indicating that dismissal may follow, the City shall, within five (5) working days
thereafter, give written particulars of such censure to the employee and to the
Secretary of the Union.

c)  After twenty-four (24) months of subsequent employment following a letter of
reprimand during which no formal disciplinary action is taken with respect to an
employee, on request of the employee, the City will remove the letter of
reprimand from the employee's file.

ARTICLE 20. REPRESENTATION OF DISMISSAL

If the Union is investigating the grounds for dismissal of an employee, the City will,
upon request, do everything that it reasonably can to acquaint the Union with the
grounds for dismissal.

ARTICLE 21. PARENTING LEAVES

a) Maternity Leave

1)  Anemployee:
i) who has completed at least thirteen (13) weeks of service with the
City immediately preceding the day on which the requested leave is
to commence, and

i)  who provides to their manager as soon as possible, but no later
than (4) weeks prior to the day on which they intend to commence
the leave, their request for maternity leave, which must include:

- a medical certificate from a qualified medical practitioner
certifying that they are pregnant and estimating the date of birth,
and

- advice of the day they intend to commence maternity leave, and

- advice of the day they intend to end maternity leave.
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2)

3)

4)

5)

6)

7

8)

will be entitled, upon written request, to maternity leave without
regular pay.

Maternity leave may be for a period of up to nineteen (19) consecutive
weeks.

Maternity leave must be taken during the period that begins thirteen (13)
weeks before the estimated day of birth.

Where the employee and their Manager agree that the portion of the
leave following the date of birth, should be less than six (6) weeks, the
Manager may permit the employee to resume their employment at the
time agreed provided that at or before the time they resume employment,
the employee provides the Manager with a certificate from a qualified
medical practitioner, certifying that resumption of employment at the time
so agreed will not endanger their health.

Where the pregnancy of an employee would reasonably interfere with the
performance of their duties, the Manager may require the employee to
take a maximum of thirteen (13) weeks leave prior to the estimated date
of birth.

The onus lies with the City to establish:
i) that the pregnancy would reasonably interfere with duties, and
i)  that no opportunity exists:

- to modify the employee’s duties, or

- to reassign the employee to another job.

The City will pay a benefit to an employee:
i) who is on maternity leave, and
i)  who is eligible for maternity benefits under The Employment
Insurance Act (Canada), and
i)  who is not on layoff, and
iv)  who is not a temporary employee
- ninety-five percent (95%) of their regular salary during their first
one (1) week Employment Insurance waiting period, and
- the difference between the Employment Insurance benefits and
ninety-five percent (95%) of her regular salary for fourteen (14)
additional weeks.

Any employee who works less than full-time shall receive benefits on a
prorated basis.

Employees subject to layoff shall only receive this benefit for the duration
of their work period.

22



Revised

Revised

Revised

Revised

b)  Adoption Leave

1)

2)

An employee:
- who has completed at least thirteen (13) weeks of service with the

City immediately preceding the day on which the requested leave is to

commence, and

who provides to the manager as soon as possible, but no later than (4)

weeks prior to the day on which the employee intends to commence

the leave, the employee’s request for adoption leave, which must

include:

i) confirmation of being the primary caregiver of the newly adopted
child during the period of leave, and

i)  advice of the day the employee will commence adoption leave,
and

i) advice of the day the employee intends to end adoption leave,

will be entitled, upon written request, to adoption leave without pay.

Adoption leave consists of a period of not more than nineteen (19) weeks
commencing on the day the child becomes available for adoption or
comes into the employee’s care.

c) Parental Leave

1)

An employee:

or

who is taking maternity leave or adoption leave, and

who as soon as possible but no later than four (4) weeks prior to the
day on which the employee is scheduled to return from maternity leave
or adoption leave, which is considered to be the day on which the
employee intends to commence parental leave, provides to the
manager the employee’s request for parental leave, which must
include advice of the day the employee intends to end parental leave,

who has completed at least thirteen (13) weeks of service with the

City immediately preceding the day on which the requested leave is to

commence, and

who provides to the manager as soon as possible, but no later than (4)

weeks prior to the day on which the employee intends to commence

the leave, the employee’s request for parental leave, which must

include advice of:

i) the date of birth or the day on which the child comes into the
employee’s care, and

i)  the day the employee will commence parental leave, and

i) the day the employee intends to end parental leave.

will be entitled, upon written request, to parental leave without pay.

Parental leave will be for a period of up to

0)

fifty-nine (59) consecutive weeks if the employee is entitled to
maternity leave or adoption leave, or
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d)

i)  seventy-one (71) consecutive weeks if the employee is not entitled
to maternity leave or adoption leave.

3) Parental leave must be taken during the period that begins thirteen (13)
weeks before the estimated day of birth or begins the day the child comes
into the employee’s care and ends:

i) If the employee is the only person taking parental leave for the
child, seventy-eight (78) weeks after the actual day of birth or
the actual day in which the child comes into the employee’s
care; or

ii) If another person is also taking parental leave for the child,
eighty-six (86) weeks after the actual day of birth or the actual
day on which the child comes into the employee’s care.

General

1)

The employee will give their Manager a minimum of four (4) weeks’
written notice of the day on which they intend to return to work either
from maternity leave, adoption leave or parental leave.

Individual circumstances may justify a variance in the time limit to give notice.

2)

3)

4)

6)

7)

An employee who takes parental leave in conjunction with either
maternity leave or adoption leave must take the parental leave
consecutive to either leave.

An employee on maternity, adoption or parental leave, shall
accumulate unpaid vacation credits during the period of maternity,
adoption or parental leave. Such leave shall not cause the employee
to lose incremental increases to vacation entitlements that the
employee would normally be entitled to.

Employees returning from maternity, adoption or parental leave
shall return to their former position or a comparable position with
no loss of benefits accrued to the commencement of the leave. Such
leave shall not cause the employee to lose incremental increase(s)
to their annual wage increment. The annual wage increment(s) shall
not be retroactive to the commencement of the employee’s leave.

Notwithstanding provisions contained elsewhere in this Agreement, an
employee on maternity, adoption or parental leave will not accumulate
either paid sick or paid vacation credits during the period of these
leaves nor will the employee be entitled to paid sick leave or statutory
holidays.

An employee taking maternity, adoption and/or parental leaves will have
seniority and rights of recall.

An employee who does not return to work following a parenting leave will
be considered to have terminated employment.
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ARTICLE 22. TIME OFF FOR UNION BUSINESS

a)

b)

Any employee, who at any time is delegated to represent the Union at a
convention or is delegated to represent the Union at any business, shall be
granted time off without pay in order that the mission may be fulfilled within
reasonable time.

Permission to attend such conventions will not be arbitrarily withheld by the
General Manager.

ARTICLE 23. LEAVE OF ABSENCE

a)

b)

d)

The City may grant leave of absence without pay for a period not exceeding
one (1) year.

Any permanent employee, who has completed one (1) year of service and who
is selected for a full-time position with the Union, shall be granted leave of
absence without pay for a period up to, but not exceeding one (1) year. During
the period of leave without pay, no claim shall be considered for any promotion
effected during this leave, the employee's service shall remain unchanged but
no accumulation of sick or vacation credits will take place during such leave of
absence.

Any employee, who has completed one (1) year of service, and who is elected
to Public Office (other than municipal), shall be granted leave of absence
without pay for the period of holding office. During the absence of any
employee on leave of this nature, such employee shall retain seniority rights,
but without claim to any promotion effected during the absence.

Employees in the bargaining unit shall have the right to apply for leave of
absence for educational purposes. Such requests shall be submitted to the
General Manager. The General Manager shall forward the request to the
Human Resources Department for evaluation.

Pressing Necessity Leave and Personal Need Leave

‘Pressing necessity leave’ means leave to attend on unforeseen critical
circumstances.

‘Personal need leave’ means leave to attend on discretionary circumstances.

The City will allow an employee who requires a pressing necessity or personal

need leave to use vacation or ‘banked’ overtime, subject to operational

requirements permitting.

1)  The employee must provide the City with as much notice as possible.

2)  The leave will be a minimum of a full shift unless approved otherwise by the
City.
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ARTICLE 24, COMPASSIONATE LEAVE

a) Compassionate leave with pay shall be granted for one (1) day, two (2) days,
or three (3) days as may be necessary, where employees, other than casual
employees, suffer a death of, and/or attend to, a member of their immediate
family who is terminally ill. Such paid leave shall be cumulative in all cases
and shall not exceed a total of three (3) days in respect of the illness and/or
death of an immediate family member.

b) In Article 24, immediate family member means: husband, wife, brother, sister,
father, mother, son and daughter.

c) Compassionate leave as described in 24 a) shall also be granted where
employees, other than casual employees, suffer a death of some other relative
or person with whom they have experienced a very close relationship ordinarily
ascribed to that of an immediate member of the family.

d) One (1) additional day may be granted, if required, where out-of-town travel is
necessary.

ARTICLE 25. NOTICE OF ABSENCE

Any employee shall be required to give reasonable notice of inability to perform
normal duties; failing such notice or the production of a doctor's certificate, such time
shall be deducted from the employee's salary.

ARTICLE 26. SAFETY

The fullest cooperation shall be effected in the matter of ensuring employee safety.
The City shall take all reasonable steps to provide safe equipment and facilities
generally and shall specifically provide the clothing and equipment established to be
necessary to the proper and safe handling of any chemicals used in the Water
Treatment and Wastewater Treatment areas.

ARTICLE 27. OCCUPATIONAL HEALTH COMMITTEE

a) Occupational Health Committees shall be at both Water Treatment and
Wastewater Treatment consisting of six (6) persons of whom three (3) shall be
persons representing the employees of the City other than employees
connected with the management of the City, and elected or appointed in
accordance with the Constitution or Bylaws of the Union and properly
representative of the places of work of the employees.

b) The Committee shall have a continuing concern with respect to the health and
safety of the employees of the City as herein represented. Meetings shall take
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g)

place at a minimum of once quarterly and maximum of once monthly or more
frequently if the Committee as a whole so decides, and minutes of same made
available to the employees and the Union.

The General Manager or designate shall cause the names of the Committee
members to be posted on the employees' bulletin board.

The duties of the Committee shall include:
1) The receipt, consideration and disposition of complaints respecting the
health and safety of the employee.

2)  The participation in the identification and control of health and safety
hazards within the place of employment.

3)  Cooperation with the Occupational Health Services of the province.

4)  The maintenance of records in connection with the receipt and disposition
of complaints and the attendance to other matters relating to the duties of
the Committee as may be contained in The Saskatchewan Employment
Act.

5)  The setting up of emergency meetings of the Committee to deal with an
emergency problem.

Time spent by employees in performance of their duties as members of the
Committee shall be considered as time worked and payment made on the
basis of straight-time earnings only.

Such Committee shall not deal with matters which ordinarily are or become a
subject for negotiations between the City and the Union.

Occupational Health and Safety policies will, to the fullest possible extent, be
the subject of prior dialogue with the Union and/or the Committee.

ARTICLE 28. WORK CLOTHING

a)

New and existing permanent staff shall utilize a point system to acquire items
of clothing and footwear of their choice, within the scope of the following list.

All permanent staff at Water Treatment and Wastewater Treatment shall be
issued fifty-three (53) points toward the purchase of work clothing on an annual
basis. All permanent staff in the Meter Shop, the Environmental Protection
Officer, Cross Connection Inspector and Cross Connection Control Program
Coordinator shall be issued sixty-two (62) points towards the purchase of work
clothing on an annual basis.

Following is the approximate point value of the issued clothing:

T-shirts (annually) 2 points
Sweatshirts, LS or SS work shirts,
golf shirts, sweaters (annually) 4 points
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Trousers or pants (annually) 6 points

Windbreaker-type jacket (bi-annually) 6 points
Winter parka or jacket (bi-annually) 28 points
Work boots (bi-annually) 40 points

If an employee experiences abnormal deterioration of issued clothing, the
employee will be refunded the point value of the item proportionate to the
unused period of time.

1) All permanent staff covered by paragraph (a) shall have the option of
applying their allotted credits toward any combination of the above
clothing.

2) If agreed to by the Departmental Clothing Committee, to be made up of
equal representation City and Union from each Division, alternate work
clothing may be added or substituted in lieu of the items listed above.

3) A minimum of twenty (20) points must be used annually. All unused
points will be carried forward into the next calendar year. A maximum of
fifty (50) points can be banked. Unused points have no cash value.

4)  The value of a point was calculated at $7.80 (2000 rate). The value of a
point will be adjusted annually by the Departmental Clothing Committee in
accordance with the Consumer Price Index (CPI) Canada - clothing and
footwear reference. The purpose of this adjustment is to maintain an
acceptable quality and quantity of clothing and footwear.

5) Regardless of the items selected, all staff are required to comply with
minimum standards of dress as established by City Policy. All employees
shall wear footwear that complies with Article 185 of The Saskatchewan
Occupational Health and Safety Guidelines and/or complies with City
safety policies.

NOTE: Paragraph a) -Maintenance of work clothing shall be the responsibility of

b)

d)

the employee after issue.

For employees that are exposed to unusually dirty working conditions involving
abnormal deterioration of clothing, the City will provide coveralls, overalls or
smocks to whatever extent is mutually agreeable.

The City will provide raincoats, rubber boots and rubber gloves to all staff to
whatever extent is required. This clothing shall remain the property of the City
but shall be maintained by the employee.

Clerical staff, the Training Consultant and the Drafting Technologist shall have
the option of selecting alternate clothing suitable and acceptable for their
specific working conditions to the equivalent dollar value of their issued points.

The City will provide, for employees that require them, a prescription “lens
frame insert” for their safety glasses. Employees may purchase lenses from
allotted points in place of issued clothing.
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ARTICLE 29. BENEFITS

a) Participation in the Group Life Plan, in accordance with its provisions shall be a
condition of employment for all employees appointed to permanent full-time
positions.

b)  The following coverage shall apply to employees enrolled in the group
insurance program:

1)

Basic Coverage - Two times (2X) annual salary for all employees, the

cost of such insurance shall be shared equally by the employee and the
City.

Optional Coverage - Three times (3X) annual salary, the cost of such

insurance shall be shared equally by the employee and the City.

Optional Coverage - Four times (4X) annual salary, the cost of such

insurance in excess of 2 above shall be paid by the employee.

Optional Dependent Coverage - Coverage of three thousand dollars

($3,000) for the employee's spouse, and coverage of fifteen hundred
dollars ($1,500) for each dependent shall be paid by the employee.

c) Temporary employees shall be eligible and have the option of participation in
the Group Life Plan after three (3) months of continuous employment.

d) 1)

2)

Dental Plan

The City shall provide payment capped at the amount of one percent
(1%) of payroll for a dental benefit plan. If such plan generates a surplus,
it will be placed into reserve.

Medi/Optical Plan
The City shall provide payment capped at the amount of one percent
(1%) of payroll for a medi/optical plan.

ARTICLE 30. SEVERANCE PAY

Severance pay will be payable on the basis of two percent (2%) per year of
employment of accumulated sick leave credit as of the date the employee actually
leaves the Civic service to a maximum of sixty percent (60%) of such credit.
Payment to be based on the average rate of pay during the last ten (10) years of
service, and to be paid in cash or in such manner as the employee may elect.

Payment to be made on retirement, or involuntary release from the service on
account of technological changes (but not for dismissal for cause), provided the
employee has completed ten (10) years of service.
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Revised

Should an employee die while in the service and having completed ten (10) years'
service, a gratuity shall be paid to the employee's estate; such gratuity to be
calculated in the same manner as for retirement.

This Article shall not apply to employees hired or transferred to this Union after
April 1, 1977.

ARTICLE 31. SUPERANNUATION AND RETIREMENT

a) As a condition of employment, all permanent employees are required to
participate in The City of Saskatoon General Superannuation Plan (the
General Plan).

b) The General Plan negotiations other than contributions rates shall take place
through the Pension Benefits Committee.

ARTICLE 32. TECHNOLOGICAL CHANGE

a) The City will notify the Union ninety (90) days in advance of any technological
changes, which may result in changes in the employment status of employees.

b)  The City will, through transfer or re-training, make every effort to ensure that no
permanent employee suffers on account of technological change.

c) Technological change means:

1) The introduction by the City into its work, undertaking or business, of
equipment or material of a different nature or kind than that previously
utilized by the City in the operation of the work, undertaking or business,
or,

2) A change in the manner in which the City carries on the work, undertaking or
business that is directly related to the introduction of that equipment or
material, or,

3) The removal by the City of any part of the City’s work, undertaking or
business.

d) Either party may request the other party to have discussions with respect to
technological change and the possible effects of the change.

ARTICLE 33. CUSTOM AND USAGE

Existing working conditions not specifically mentioned herein, and established by
custom and usage, shall continue in full force and effect and shall not be altered
during the lifetime of this Agreement except by mutual consent.
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ARTICLE 34. PREMIUM PAY

a)

b)

d)

g)

h)

A shift employee is defined as an employee who is required to work on shift on
a temporary or permanent basis.

Shift work shall normally cover the twenty-four (24) hours per day on the
following basis:

Water Treatment
Day Shift 7:00 a.m. to 7:00 p.m.
Night Shift:  7:00 p.m. to 7:00 a.m.

Wastewater Treatment
Day Shift: 6:30 a.m. to 5:30 p.m.
Night Shift:  5.30 p.m. to 6:30 a.m.

In addition to the regular wage and salary rates provided for elsewhere in this
Agreement, a shift differential shall be paid to any employee, the majority of
whose hours of work fall within 3:00 p.m. to 7:00 a.m.

Effective January 1, 2020, shift differential shall be increased to one dollar
and fifty cents ($1.50) per hour.

Weekend Premium

A weekend premium of one dollar and seventy-five cents ($1.75) per hour shall
be paid for regular work hours worked by an employee between the hours of
midnight Friday to midnight Sunday. Weekend premium will not apply when an
employee is receiving overtime pay or time off in lieu of premium pay,
differential pay, standby pay, or any other premium pay.

Notwithstanding the provisions of (c) above, shift differential shall not be
payable when bonus pay is payable in respect of work in excess of hormal
hours of work or on a day off.

When a shift employee is working a regular shift on a public holiday, the
employee shall be paid shift differential in addition to the premium pay for
working on the holiday.

Shift differentials shall not form part of the basic wage rate and shall not be
payable in respect of annual vacation, sick pay, Workers' Compensation, or
pay in lieu of public holidays falling on days off.

Charge Hand — Effective May 4, 2009

Where an employee, who does not work in a supervisory position, is required
to be responsible for the work of three (3) or more other employees, the
employee shall be paid a charge hand premium of eighty cents (80¢) per hour
while so employed.
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Certification Fees
The City will pay for employees' certifications and memberships necessary to
maintain the qualifications of the job, with the exception of drivers' licenses.

ARTICLE 35. JOB SECURITY

Having regard to the desirability of maintaining a stable work force, and having
regard to periodic peaks in work load dictating the necessity of contracting work out,
the parties agree as follows:

a)

b)

No permanent employee engaged in a year-round job shall be laid off or have
employment terminated as a direct consequence of the City contracting out
work of a nature normally performed by Civic force.

If the City ceases or partly ceases its operations, merges with another
employer, or changes operating methods through technological change, and if
the City is unable to provide work for an employee displaced by the foregoing
measures at the employee's normal rate in a comparable class of work, such
employee shall be given sixty (60) days' notice of such measures, and shall be
paid on severance, one (1) week's pay for each year of service beyond five (5)
years. (Exclusive of a transfer to another governmental jurisdiction.)

ARTICLE 36. PICKET LINES

The City of Saskatoon's policy as set out in the letter dated March 3, 1970; from the
City Commissioner regarding picket lines will be recognized.

ARTICLE 37. JURY DUTY

a)

b)

Employees shall suffer no loss of pay while serving as subpoenaed witnesses,
or for jury duty during regular working hours. The City shall pay such
employee the difference between earnings and payment received for jury duty
or court witness, excluding payment for traveling, meals and other expenses.
The employee shall present proof of service or attendance and the amount
received. This Article does not cover court appearances which are brought on
by employees' themselves.

Time spent by an employee required to appear before a governed body, or
who is subpoenaed to attend a coroner's inquest, or is required to serve as a
court witness in any matter arising out of employment shall be considered as
time worked at the appropriate rate of pay.
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ARTICLE 38. INDEMNIFICATION

The City recognizes its responsibilities under Section 318, subsections (1) and (2) of
The Cities Act, 2002.

ARTICLE 39. VEHICLE ALLOWANCE

a) The City will pay a vehicle allowance of either eight dollars and sixty-six cents
($8.66) per day or fifty-four point twelve cents (54.12¢) per kilometre where an
employee, as a matter of mutual convenience between the City and the
employee, is requested to use the employee’s private vehicle for occasional
travel on work assignments.

b) The vehicle allowance will be increased in direct relationship to the increase of
the auto operation segment, transportation component of the Consumer Price
Index of Canada. For every one percent (1%) increase in the auto operation
segment, the vehicle allowance will be increased by one percent (1%).
Computation will be made semi-annually with change to be effective July 1, and
January 1, based on the increase due the previous six (6) months. Increases
will be calculated by subtracting the latest index from the last highest index that
had produced the previous increase in the car allowance.

Dated this 277" day of July, 2023, in the City of Saskatoon in the Province of
Saskatchewan.

CANADIAN UNION OF PUBLIC THE CITY OF SASKATOON
EMPLOYEES, LOCAL NO. 47
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Susan Dobrowney, President Charlie Clark, Mayor
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M anveen Weilina o e ipsta o Adam Tittemore, City Clerk
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WAGES ADDENDUM

a)

b)

d)

April 1, 2020 — Employees shall receive a 1.60% increase.

January 1, 2021 — Employees shall receive a 1.60% increase.

January 1, 2022 — Employees shall receive a 1.95% increase.

The previous year’s hourly rate (to 4 decimals) is adjusted by the negoﬁated
increase to generate the current year’s hourly rate that is then rounded to 4

decimals for purposes of the payroll system.

Apprentice Tradesman - Electrician, Mechanic, Machinist

1st 12 months 67% of minimum Trade rate
2nd 12 months 76% of minimum Trade rate
3rd 12 months 84% of minimum Trade rate
Next 12 months 95% of minimum Trade rate

Should a member of the staff begin an Apprenticeship, the employee shall
remain at the existing rate for the first twelve (12) months and then proceed to
the schedule outlined above, starting at the second twelve (12) months' rate.

New employees would begin their Apprenticeship at the first twelve (12)
month's rate.

All employees starting Apprenticeship training for the above-noted trades must
enter into an Apprenticeship Agreement as required under The Province of
Saskatchewan Apprenticeship and Tradesmen's Qualification Act.

The City and the Union recognize the potential benefit of staff development
programs and agrees to investigate and pursue opportunities for the
appointment of Apprentices within Water Treatment and Wastewater

Treatment.

Representatives of City and the Union shall meet on an as-required basis to
discuss proposals that address or could be addressed by apprenticeship
programs. Upon mutual agreement that an Apprenticeship appointment is
appropriate, a job description and bulletin will be developed and the terms of
the Apprenticeship will be in keeping with wages addendum "d".

Other details will be developed through Union and City discussions.

Maintenance Assistants, upon attaining Journeyman status in the Industrial
Mechanic trade, will be placed, without posting, in the Mechanic classification.

Maintenance Assistants required to perform Journeyman responsibilities will be
paid Journeyman rates.
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CUPE 47

Job Classification by pay grade

Classification

Assistant Laboratory Technician

Apprentice Mechanic
Meter Installer (AMI)

Meter Installer Team Lead (AMI)
Building and Grounds Labourer
Office Clerk

Relief Operator

Equipment Utility

- Maintenance Assistant

Plant Operator

Assistant Plant Operator

Utility Operator

. Meter Installer |

Assistant Storekeeper

Clerk

Clerk - Water Meter Shop
Training Administrator

Large Meter Installer/Tester
Stores Supervisor

Customer Service Coordinator
Drafting Technologist
Environmental Protection Officer
Laboratory Technologist
Cross Connection Inspector
Electrician (Journeyman)

- Instrument Technician

Mechanic

Rate

A1l

A2
1

10
11
12
13
15
15
16
17
17
17
17
19
19
20
21
21
21
23
23
23
23

35

Classification
Plumber

Building and Grounds Foreman

Biosolids Foreman
Meter Shop Foreman
Residuals Handling Facility Foreman

Senior Drafting Technologist

Maintenance Planner

Operations Coordinator

Mechanical Maintenance Foreman

Senior Cross Connection Inspector

Rate
23

24
26
26
26
27
28
28

29

30




CUPE 47
Job Classification by Alphabet

Office Clerk

RO C'aSSIflcatlon | ’, Rate
Assistant Plant Operator 15
Assistant Laboratory Tech’hivc';’iﬂa’r; H A1 ”
Assistant Storekéeper 17
Apprentice Mechanic A2
Biosolids Foréman 26
Building and Grounds Foreman 24
Building and Grounds Labourer 5
Clerk 17
Clerk - Water Meter Shop 17
Cross Connection Inspector 23
Customer Service Coordinator 20 )
rDrrarftinrg Teéhno!ogist 21 W
Electrician (Journeyman) 23
Environmentél Protection Officer 21
‘E‘qu‘i‘p’ment Utility T 11
Instrument Technician 23> w
Labéfétory Technologist 21
”l;arrge Méter Ih’stVaIIer/Tester 19
Méi;ténance Assistant “ 12
rMaintenance F”lanner 28
Mechanic 23
'Mechanricél Mair’i’t’enance Fore4nV1’ei‘n 29
Meter Installer (AMI) 1
Metér Installer | 16
Méter Installer Tean;Lead (AM!) 4
Métér Shoﬁ Fbremén o R 726 |
6

36

o Rate

Clrassifica’tibn
Operations Coordinator 28
Plant Operator B 13
Plumber 23
Relief Operatof 10
Residuals Handiing Facilty Foreman 2%
Senrior Cfoss Connection Inspeétor 30
Senior Drafting Téchnologist 27
Store“sﬂéupervisor | 1 9 W
Traininé ’Administrator 17 |

Utility Operator
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CUPE 47

Effective: April 1, 2020 to December 31, 2020

1.60% increase

Grade Step Description Hourly Pay Period Monthly Annual
1 1 1st 6 mo. $19.9445 $1,674.54 $3,349.08 $40,188.96
1 2 Maximum $21.0082 $1,763.85 $3,527.70 $42,332.40
2 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
3 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
4 1 Maximum $24.9545 $2,095.18 |  $4,190.36 | $50,284.32
5 1 1st 12 mo. $22.1222 $1857.38 $3,714.76 | $44,577.12
> 2 Maximum $25.0365 $2,102.06 $4,204.12 | $50,449.44
6 1 1st 12 mo. $25.6914 $2,157.05 $4,314.10 | $51,769.20
6 2 Maximum $26.0844 $2,190.05 $4,380.10 $52,561.20
7 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
8 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
9 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
10 1 Initial Entry $27.8367 $2,337.17 | $4,674.34 | $56,092.08
10 2 Class 1 Certification $28.2074 $2,368.29 |  $4,736.58 | $56,838.96
10 3 Class 2 Certification $28.5786 $2,399.46 |  $4,798.92 | $57,587.04
10 4 Class 3 Certification $28.9502 $2,430.66 | $4,861.32 | $58,335.84
10 5 Class 4 Certification $30.1083 $2,527.89 $5,055.78 |  $60,669.36
11 1 Maximum £28.0005 $2,350.92 $4,701.84 $56,422.08
12 1 1st 12 mo. $29.5889 $2,484.28 |  $4,968.56 | $59,622.72
12 2 2nd 12 mo. $30.5548 $2,565.38 |  $5,130.76 | $61,569.12
12 3 3rd 12 mo. $31.4392 $2,639.64 $5,279.28 $63,351.36
12 4 Maximum $32.3886 $2,719.35 |  $5438.70 | $65,264.40
13 1 < Class 3 Certification $36.8136 $3,090.87 | $6,181.74 | $74,180.88
13 2 Class 3 Certification $38.4612 $3,229.20 | $6,458.40 | $77,500.80
13 3 Class 4 Certification $40.3842 $3,390.66 | $6,781.32 | $81,375.84
14 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
15 1 < Class 3 Certification $34.0020 $2,854.81 | $5,709.62 | $68,515.44
15 2 Class 3 Certification $35.3619 $2,968.99 $5937.98 | $71,255.76
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CUPE 47
Effective: April 1, 2020 to December 31, 2020
1.60% increase

Grade Step Description Hourly Pay Period Monthly Annual
15 3 Class 4 Certification $36.7766 $3,087.76 | $6,175.52 | $74,106.24
16 1 1st 12 mo. $28.4588 $2,389.40 | $4,778.80 | $57,345.60
16 2 2nd 12 mo. $29.3924 $2,467.79 |  $4,935.58 | $59,226.96
16 3 3rd 12 mo. $30.2437 $2,539.26 |  $5,078.52 | $60,942.24
16 4 Maximum $31.1604 $2,616.23 |  $5,232.46 | $62,789.52
1 1 1st 12 mo. $29.3263 $2,462.24 |  $4,924.48 | $59,093.76
17 2 2nd 12 mo. $30.2272 $2,537.88 |  $5,075.76 | $60,909.12
17 3 3rd 12 mo. $31.0626 $2,608.02 | $5,216.04 | $62,592.48
17 4 Maximum $31.9794 $2,684.99 |  $5,369.98 | $64,439.76
18 1 Not Currently Used $0.0000 $0.0000 $0.0000 $0.0000
19 1 1st 12 mo. $32.3395 $2,715.22 |  $5,430.44 | $65,165.28
19 2 2nd 12 mo. $33.0437 $2,774.35 |  $5,548.70 | $66,584.40
19 3 3rd 12 mo. $33.7805 $2,836.21 | $5,672.42 | $68,069.04
3 4 7 Maximum $34.5503 |  $2,900.84 | $5801.68 | $69,620.16
20 1 1st 12 mo. $32.3559 |  $2,716.60 | $5433.20 | $65,198.40
20 2 '~ 2nd12mo. $33.7149 $2,830.70 |  $5,661.40 | $67,936.80
20 3 Maximum $34.5503 $2,900.84 | $5,801.68 | $69,620.16
21 1 1st 12 mo. $33.6004 $2,821.09 | $5,642.18 | $67,706.16
21 2 Maximum $34.5503 $2,900.84 | $5,801.68 | $69,620.16
22 1 1st 12 mo. $33.7314 $2,832.09 | $5,664.18 | $67,970.16
22 2 Maximum $34.7630 $2,918.70 |  $5,837.40 | $70,048.80
23 1 1st 12 mo. $38.1640 $3,204.25 |  $6,408.50 | $76,902.00
23 2 Maximum $40.0721 $3,364.45 | $6,728.90 | $80,746.80
24 1 Maximum $35.1886 $2,954.43 | $5,908.86 | $70,906.32
25 1 1st 12 mo. $36.2202 $3,041.05 | $6,082.10 | $72,985.20
25 2 Maximum $37.2686 $3,129.07 |  $6,258.14 | $75,097.68
26 1 Maximum $38.2343 $3,210.15 |  $6,420.30 | $77,043.60
27 1 1st 12 mo. $33.7964 $2,837.55 | $5,675.10 | $68,101.20
27 2 2nd 12 mo. $35.7696 $3,003.22 | $6,006.44 | $72,077.28
27 3 3rd 12 mo. $37.7433 $3,168.93 | $6,337.36 | $76,054.32
27 4 Maximum $39.7160 $3,334.56 | $6,669.12 | $80,029.44
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CUPE 47
Effective: April 1, 2020 to December 31, 2020
1.60% increase

Grade Step Description Hourly Pay Period Monthly Annual
28 1 1st 12 mo. $38.2376 $3,21043 |  $6,420.86 | $77,050.32
28 2 2nd 12 mo. $40.4831 $3,398.96 | $6,797.92 | $81,575.04
28 3 3rd 12 mo. $42.7285 $3,587.48 | $7,174.96 | $86,099.52
28 4 Maximum $44.9737 $3,775.99 | $7,551.98 | $90,623.76
23 1 Maximum $44.0793 $3,700.90 |  $7,401.80 | $88,821.60
30 1 Maximum $42.5483 $3,572.36 | $7,144.72 | $85,736.64
Al 1 1st 12 mo. $22.6002 $1,897.51 |  $3,795.02 | $45,540.24
Al 2 2nd 12 mo. $25.6360 $2,152.40 |  $4,304.80 | $51,657.60
Al 3 3rd 12 mo. $28.3345 $2,378.96 | $4,757.92 | $57,095.04
Al 4 Maximum $32.0447 $2,690.47 |  $5,380.94 | $64,571.28
A2 1 1st 12 mo. $25.5699 $2,146.85 |  $4,293.70 | $51,524.40
A2 2 2nd 12 mo. $29.0047 $2,435.23 |  $4,870.46 | $58,445.52
A2 3 3rd 12 mo. $32.0576 $2,691.56 | $5,383.12 | $64,597.44
A2 4 Maximum $36.2557 $3,044.03 |  $6,088.06 | $73,056.72
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CUPE 47
Effective: January 1, 2021 - December 31, 2021
1.60% increase

Grade Step Description Hourly Pay Period Monthly Annual
1 1 1st 6 mo. $20.2636 $1,701.33 $3,402.66 | $40,831.92
1 2 Maximum $21.3443 $1,792.07 $3,584.14 |  $43,009.68
2 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
3 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
4 1 Maximum $25.3538 $2,128.71 $4,257.42 | $51,089.04
5 1 1st 12 mo. $22.4762 $1,887.10 $3,774.20 |  $45,290.40
5 2 Maximum $25.4371 $2,135.70 $4,271.40 | $51,256.80
6 1 Ist12mo. $26.1025 $2,191.57 | $4,383.14 | $52,507.68
6 2 Maximum $26.5018 $2,225.09 $4,450.18 | $53,402.16
7 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
8 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
) 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
10 1 Initial Entry $28.2821 $2,374.57 $4,749.14 | $56,989.68
10 2 Class 1 Certification $28.6587 $2,406.18 |  $4,812.36 | $57,748.32
10 3 Class 2 Certification . $29.0359 $2,437.85 | $4,875.70 | $58,508.40
10 4 Class 3 Certification $29.4134 $2,469.55 |  $4,939.10 | $59,269.20
10 5 Class 4 Certification $30.5900 $2,568.34 $5,136.68 $61,640.16
11 1 Maximum $28.4485 $2,388.54 | $4,777.08 | $57,324.96
12 1 1st 12 mo. $30.0623 $2,524.03 | $5,048.06 | $60,576.72
12 2 2nd 12 mo. $31.0437 $2,606.43 | $5,212.86 | $65,554.32
12 3 3rd 12 mo. $31.9422 $2,681.87 |  $5,363.74 | $64,364.88
12 4 Maximum $32.9068 $2,762.85 | $5,525.70 |  $66,308.40
13 1 < Class 3 Certification $37.4026 $3,140.32 |  $6,280.64 | $75,367.68
13 2 Class 3 Certification $39.0766 $3,280.87 |  $6,561.74 | $78,740.88
13 3 Class 4 Certification $41.0303 $3,444.90 | $6,889.80 | $82,677.60
14 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
15 1 < Class 3 Certification $34.5460 $2,900.48 | $5,800.96 | $69,611.52
15 2 Class 3 Certification $35.9277 $3,016.49 |  $6,032.98 | $72,395.76
15 3 Class 4 Certification $37.3650 $3,137.17 | $6,274.34 | $75,292.08
16 1 1st 12 mo. $28.9141 $2,427.63 | $4,855.26 | $58,263.12
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Effective: January 1, 2021 to December 31, 2021
1.60% increase

Grade Step Description Hourly Pay Period Monthly Annual
16 2 2nd 12 mo. $29.8627 $2,507.27 |  $5,014.54 | $60,174.48
16 3 3rd 12 mo. $30.7276 $2,579.89 | $5,159.78 | $61.917.36
16 4 Maximum $31.6590 $2,658.00 | $5316.18 | $63,794.16
17 1 1st 12 mo. $29.7955 $2,501.63 | $5,003.26 | $60,039.12
17 2 2nd 12 mo. $30.7108 $2,578.48 |  $5,156.96 | $61,883.52
17 3 3rd 12 mo. $31.5596 $2,649.74 |  $5,299.48 | $63,593.76
17 4 Maximum $32.4911 $2,727.95 |  $5,455.90 | $65,470.80
18 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
19 1 1st 12 mo. $32.8569 $2,758.67 |  $5,517.34 | $66,208.08
19 2 2nd 12 mo. $33.5724 $2,818.74 |  $5,637.48 | $67,649.76
B 3 3rd 12 mo. $34.3210 $2,881.59 | $5,763.18 | $69,158.16
13 4 Maximum $35.1031 $2,947.26 |  $5894.52 | $70,734.24
20 1 1st 12 mo. $32.8736 $2,760.07 |  $5,520.14 | $66,241.68
20 2 2nd 12 mo. $34.2543 $2,875.99 |  $5,751.92 | $69,023.76
20 3 Maximum $35.1031 $2,047.26 |  $5,894.52 | $70,734.24
21 1 Ist 12 mo. $34.1380 $2,866.23 |  $5,732.46 | $68,789.52
21 2 Maximum $35.1031 $2,947.26 |  $5,894.52 | $70,734.24
22 1 1st 12 mo. $34.2711 $2,877.40 |  $5,754.80 | $69,057.60
22 2 Maximum $35.3192 $2,965.40 |  $5,930.80 | $71,169.60
23 1 1st 12 mo. $38.7746 $3,255.52 |  $6,511.04 | $78,132.48
23 2 Maximum $40.7133 $3,418.29 |  $6,836.58 | $82,038.96
24 1 Maximum $35.7516 $3,001.70 |  $6,003.40 | $72.040.80
25 1 1st 12 mo. $36.7997 $3,089.70 |  $6,179.40 | $74,152.80
25 2 Maximum $37.8649 $3,179.14 |  $6,358.28 | $76,299.36
26 1 Maximum $38.8460 $3,261.51 |  $6,523.02 | $78,276.24
27 1 1st 12 mo. $34.3371 $2,882.94 | $5,765.88 | $69,190.56
27 2 2nd 12 mo. $36.3419 $3,051.27 |  $6,102.54 | $73,230.48
27 3 3rd 12 mo. $38.3472 $3,219.63 |  $6,439.26 | $77,271.12
27 4 Maximum $40.3515 $3,387.91 | $6,775.82 | $81,309.84
28 1 1st 12 mo. $38.8494 $3,261.80 |  $6,523.60 | $78,283.20
28 2 2nd 12 mo. $41.1308 $3,453.34 | $6,906.68 | $82,880.16
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CUPE 47

Effective: January 1, 2021 to December 31, 2021
1.60% increase

Grade Step Description Hourly Pay Period Monthly Annual
28 3 3rd 12 mo. $43.4122 $3,644.89 | $7,280.78 | $87,477.36
28 4 Maximum $45.6933 $3,836.41 | $7,672.82 | $92,073.84
23 1 Maximum $44.7846 $3,760.12 |  $7,520.24 | $90,242.88
30 1 Maximum $43.2291 $3,620.52 |  $7,259.04 | $87,108.48
Al 1 1st 12 mo. $22.9618 $1,927.87 |  $3,855.74 | $46,268.88
Al 2 2nd 12 mo. $26.0462 $2,186.84 | $4,373.68 | $52,484.16
Al 3 3rd 12 mo. $28.7879 $2,417.03 | $4,834.06 | $58,008.72
Al 4 Maximum $32.5574 $2,733.52 | $5,467.04 | $65,604.48
A2 1 1st 12 mo. $25.9790 $2,181.20 |  $4,362.40 | $52,348.80
A2 2 2nd 12 mo. $29.4688 $2,474.20 | $4,948.40 | $59,380.80
A2 3 3rd 12 mo. $32.5705 $2,734.62 |  $5,469.24 |  $65,630.88
A2 4 Maximum $36.8358 $3,002.73 |  $6,185.46 | $74,225.52
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CUPE 47

Effective: January 1, 2022 to June 30, 2023
1.95% increase

Grade Step Description Hourly Pay Period Monthly Annual
1 1 1st 6 mo. $20.6587 $1,734.50 |  $3,469.00 | $41,628.00
1 2 Maximum $21.7605 $1,827.01 $3,654.02 $43,848.24
2 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
3 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
4 1 Maximum $25.8482 $2,170.21 $4,340.42 $52,085.04
5 1 1st 12 mo. $22.9145 $1,923.90 | $3,847.80 | $46,173.60
5 2 Maximum $25.9331 $2,177.34 $4,354.68 $52,256.16
6 1 Ist 12 mo. $26.6115 $2,23430 | $4,468.60 | $53,623.20
6 2 Maximum $27.0186 $2,268.48 $4,536.96 $54,443.52
7 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
8 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
9 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
10 1 Initial Entry $28.8336 $2,420.87 | $4,841.74 | $58,100.88
10 2 Class 1 Certification $29.2175 $2,453.10 |  $4,906.20 |  $58,874.40
10 3 Class 2 Certification $29.6021 $2,485.39 | $4,970.78 |  $59,649.36
10 4 Class 3 Certification $29.9870 $2,517.71 | $5,035.42 | $60,425.04
10 5 Class 4 Certification $31.1865 $2,618.42 | $5,236.84 | $62,842.08
11 1 Maximum $29.0032 $2,435.11 $4,870.22 $58,442.64
12 1 Ist 12 mo. $30.6485 $2,573.25 | $5,146.50 | $61,758.00
12 2 2nd 12 mo. $31.6491 $2,657.26 | $5,314.52 |  $63,774.24
12 3 3rd 12 mo. $32.5651 $2,734.17 | $5,468.34 |  $65,620.08
12 4 Maximum $33.5485 $2,816.73 $5,633.46 $67,601.52
13 1 < Class 3 Certification $38.1320 $3,201.56 $6,403.12 $76,837.44
13 2 Class 3 Certification $39.8386 $3,344.85 | $6,689.70 |  $80,276.40
13 3 Class 4 Certification $41.8304 $3,512.08 $7,024.16 $84,289.92
14 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
15 1 < Class 3 Certification $35.2196 $2,957.04 $5,914.08 $70,968.96
15 2 Class 3 Certification $36.6283 $3,075.31 |  $6,150.62 | $73,807.44
15 3 Class 4 Certification $38.0936 $3,198.34 | $6,396.68 | $76,760.16
16 1 1st 12 mo. $29.4779 $2,474.96 | $4,949.92 |  $59,399.04
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CUPE 47
Effective: January 1, 2022 to June 30, 2023
1.95% increase

Grade Step Description Hourly Pay Period Monthly Annual
16 2 2nd 12 mo. $30.4450 $2,556.16 | $5112.32 | $61,347.84
16 3 3rd 12 mo. $31.3268 $2,630.20 | $5,260.40 |  $63,124.80
16 4 Maximum $32.2764 $2,709.93 | $5419.86 |  $65,038.32
Ly 1 1st 12 mo. $30.3765 $2,550.41 | $5,100.82 | $61,209.84
17 2 2nd 12 mo. $31,3097 $2,628.76 | $5,257.52 | $63,090.24
17 3 3rd 12 mo. $32.1750 $2,707.41 | $5,402.82 | $64,833.84
Y 4 Maximum $33.1247 $2,781.15 | $5,562.30 |  $66,747.60
18 1 Not Currently Used $0.0000 $0.00 $0.00 $0.00
13 1 Ist 12 mo. $33.4976 $2,812.46 | $5,624.92 | $67,499.04
19 2 2nd 12 mo. $34.2271 $2,873.71 | $5747.42 | $68,969.04
19 3 3rd 12 mo. $34.9903 $2,937.79 | $5875.58 | $70,506.96
19 4 Maximum $35.7876 $3,004.73 | $6,000.46 | $72,113.52
20 1 1st 12 mo. $33.5146 $2,813.89 | $5,627.78 | $67,533.36
20 2 2nd 12 mo. $34.9223 $2,932.08 | $5864.16 | $70,369.92
20 3 - Maximum $35.7876 $3,004.73 | $6,009.46 | $72,113.52
21 1 1st 12 mo. $34.8037 $2,922.12 | $5,844.24 | $70,130.88
21 2 Maximum $35.7876 $3,004.73 | $6,009.46 | $72,113.52
22 1 1st 12 mo. $34.9394 $2,933.51 | $5867.02 | $70,404.24
22 2 Maximum $36.0079 $3,023.22 | $6,046.44 | $72,557.28
23 1 1st 12 mo. $39.5307 $3,319.00 | $6,638.00 |  $79,656.00
23 2 Maximum $41.5072 $3,484.94 | $6,969.88 | $83,638.56
24 1 Maximum $36.4488 $3,060.24 | $6,120.48 | $73,445.76
25 1 1st 12 mo. $37.5173 $3,149.95 | $6,299.90 |  $75,598.80
25 2 Maximum $38.6033 $3,241.13 | $6,482.26 | $77,787.12
26 1 Maximum $39.6035 $3,325.11 | $6,650.22 |  $79,802.64
27 1 1st 12 mo. $35.0067 $2,939.16 | 4587832 | $70,539.84
27 2 2nd 12 mo. $37.0506 $3,110.77 | $6,221.54 | $74,658.48
27 3 3rd 12 mo. $39.0950 $3,282.42 | $6,564.84 | $78,778.08
27 4 Maximum $41.1384 $3,453.98 | $6,907.96 | $82,895.52
28 1 1st 12 mo. $39.6070 $3,325.40 | $6,650.80 | $79,809.60
28 2 2nd 12 mo. $41.9329 $3,520.69 | $7,041.38 | $84,496.56
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CUPE 47
Effective: January 1, 2022 to June 30, 2023
1.95% increase

Grade Step Description Hourly Pay Period Monthly Annual
28 3 3rd 12 mo. $44.2587 $3,715.96 $7,431.92 $89,183.04
28 4 Maximum $46.5843 $3,911.22 $7,822.44 $93,869.28
29 1 Maximum $45.6579 $3,833.44 $7,666.88 $92,002.56
30 1 Maximum $44.0721 $3,700.29 $7,400.58 $88,806.96
Al 1 1st 12 mo. $23.4096 $1,965.47 $3,930.94 $47,171.28
Al 2 2nd 12 mo. $26.5541 $2,229.48 $4,458.96 $53,507.52
Al 3 3rd 12 mo. $29.3493 $2,464.17 $4,928.34 $59,140.08
Al 4 Maximum $33.1923 $2,786.83 $5,573.66 $66,883.92
A2 1 1st 12 mo. $26.4856 $2,223.73 $4,447.46 $53,369.52
A2 2 2nd 12 mo. $30.0434 $2,522.44 $5,044.88 $60,538.56
A2 3 3rd 12 mo. $33.2056 $2,787.94 $5,575.88 $66,910.56
A2 4 Maximum $37.5541 $3,153.04 $6,306.08 $75,672.96
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LETTER OF UNDERSTANDING
between

THE CANADIAN UNION OF PUBLIC EMPLOYEES Local No. 47
(hereinafter referred to as “the Union”)
and

THE CITY OF SASKATOON
(hereinafter referred to as “the City”)

Re: Rearranged Work Week

Notwithstanding the Collective Agreement between the parties, the City and the Union agree

as follows:
1. APPLICATION

a)  This agreement applies to permanent full-time employees working in the positions of
Office Clerk, Clerk (WT) Training Consultant, Drafting Technologist and Environmental
Protection Officer.

b)  The application and interpretation of this agreement will be based on the premise of (1)
no additional cost to the City, (2) maintenance of customer service and (3) providing
flexibility to meet operational requirements.

2.  TERM

a)  This agreement will be in effect during the term of the Collective Agreement.

b)  This agreement may be terminated by either party by giving thirty (30) days’ written
notice if it is found to be unsatisfactory by either party and attempts to resolve the
problems are unsuccessful.

3. REARRANGED HOURS OF WORK

a)  The hours of work shall be eight (8) hours and eighteen (18) minutes on each regular
work day for fourteen (14) days over a period of three (3) weeks.

b)  Employees shall be eligible for an earned day off after completing fourteen (14) days of
work within the three (3) week period.

c) The scheduling of the rearranged hours of work shall accommodate the business
hours of the City.

EARNED DAYS OFF

a) Normally, an earned day off will be scheduled adjacent to a regular day off orto a
statutory holiday.

b)  The earned days off will be scheduled in a way that maintains constant clerical
coverage and continuance of service. From time to time an employee may be
assigned to provide clerical coverage at another branch site.

c) A scheduled earned day off may be re-scheduled to another day if agreed to between
the City and the employee where the absence of another employee necessitates the
employee's attendance at work.

d)  Anemployee may bank up to five (5) earned days off for future use.
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10.

OVERTIME

a)  Employees shall be paid overtime for time worked in excess of eight (8) hours and
eighteen (18) minutes on a regular work day.

b)  When an employee is required to work on a scheduled earned day off another day as
agreed on between the City and the employee will be scheduled as the earned day off.

ANNUAL VACATION

a)  No additional entitlement shall accrue for vacation leave taken coincident with an
earned day off.

b)  Employees will continue to accrue vacation entitlement according to the Collective
Agreement. However, vacation time taken will be deducted from the vacation time
entitlement on an hour-for-hour basis in the amount of eight (8) hours and eighteen
(18) minutes for each day of vacation.

SICK LEAVE

a)  The use of accumulated sick leave (individual accumulation or sick bank application)
shall not be allowed on an earned day off.

b)  Sick leave use on a regular work day shall be paid according to the rearranged hours
of work.

TRANSFERS

An employee who is to be transferred out of the Union’s bargaining unit shall use any banked
earned days off before the transfer occurs.

PAY PROCEDURE
a)  Employees will continue to receive their pay according to present practice.

b)  Upon termination, an employee shall be paid for the actual hours worked during the
pay period. Any final adjustments regarding disposition of time owed to/by the City will
be reconciled at that time.

RELIEF DUTY

Premium pay shall not be paid to an employee who assumes the work of an employee in
higher paid position who is absent on an earned day off.

{ -Ylj“s
Signed this / ; day of November, 2009

The City of Sas<alocn C.UPE. Local No. 47
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LETTER OF UNDERSTANDING

between
THE CANADIAN UNION OF PUBLIC EMPLOYEES Local No. 47
(hereinafter referred to as “the Union”)
and

THE CITY OF SASKATOON
(hereinafter referred to as “the City”)

Re: New or Reclassified Positions

The City will maintain a system of position classification and job evaluation for Union positions.

1.

a)

b)

New Position

The wage rate of new positions of a nature not already classified in this contract shall
be negotiated by both parties.

If agreement cannot be reached within sixty (60) days, either party may submit the
matter to arbitration. In the interim, the position may be posted and filled at the salary
level recommended by management, with the designation "new Position - Under
Review" affixed to the posting. If the salary determined appropriate by the arbitrator
differs from that instituted by management, an adjustment will be made retroactively to
the date the successful applicant was appointed to the position.

Existing Position

a)

b)

d)

If there is a significant change in duties and responsibilities of a permanent filled
position, either on an identifiable date, or gradually over a period of time, a review of
the classification of the position may be requested by the Union or by Management, as
represented by the Personnel Services Department.

The party initiating the classification review request shall submit a Position Analysis
Questionnaire (PAQ) completed in full to the Personnel Services Department. The
PAQ will be accompanied by a memorandum indicating the reasons for the request for
a change in classification. A copy shall be forwarded to the Secretary of C.U.P.E.
Local No. 47.

Subsequent to the receipt of the PAQ, and memorandum above, the Personnel
Services Department will initiate a classification review of the position. Such review
will be concluded within three (3) months of the receipt of the request. The Personnel
Services Department shall conclude:

i) confirmation of the current classification level; or,

ii) upgrading of the current classification level; or,

iy  downgrading of the current classification level

and initiate appropriate action to effect the decision and to inform the parties to this
agreement in writing.

Should the Union disagree with the decision, it may appeal such within fifteen (15)

calendar days of receipt of written notification, referred to in 2 (b) above, to the
Classification Appeals Committee.
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h)

)

k)

The Classification Appeals Committee shall consist of one (1) member appointed by
the Union, one (1) member appointed by the City and a Chairperson mutually
acceptable to both parties. The Committee shall hear evidence and shall consider only
the duties and responsibilities of the position as of the date of the request for review.

The Classification Appeals Committee shall be authorized to direct:
i) that the classification decision be confirmed and the appeal denied; or

i) that the appealed position be reallocated to a designated existing class in the
classification plan.

Decisions of the Committee shall be binding upon the parties to this agreement and
the appealed position.

The Committee may recommend that a new classification be established to
accommodate the appealed position.

The City shall authorize leave of absence with pay to their own and the Union
representative, providing both are in the employ of the City. The Chairperson, if in the
employ of the City, shall be granted leave of absence with pay. If the Chairperson is
not a City employee, the remuneration shall be as determined between the parties to
this agreement and him/herself and shall be shared equally by the principals.

Reclassification shall be effective retroactively to the start date of the next pay period
following the date of the initial request for review as specified in 2 (b). Incumbents who
requested the review shall be retroactively compensated, provided the position was
reclassified upward and they still hold the position in question.

If the position is reclassified to a higher level, the incumbent shall receive:

i) the minimum for the new position; or

ii) the salary at the time of reclassification, plus one (1) year's annual increment on
the schedule for the new position, whichever shall be the greater.

Adjustments to this practice shall be made for any intervening increments that may
have come due during the appeal process.

If the position is reclassified to a lower level, the incumbent shall not be affected and
will proceed through the existing salary range and receive any general economic
increase agreed to in collective bargaining. Upon vacating the position, the
downgraded classification will be effected.
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New Classification Series

a) Inthe event the City wishes to introduce a new classification series not currently in the
contract, it shall advise the Union of the particulars in writing.

b)  The wage rates applied to any new classification series shall be the subject of
negotiations between the City and the Union. If there is failure to agree, either party
may, upon notice to the other, submit the matter to arbitration after two (2) months of the
commencement of such negotiations. Such arbitration shall follow the arbitration
procedure outlined in Article 14 of the Collective Agreement beginning at the final step.

c)  The City may implement the new classification series applying the wage rates it
believes appropriate. Should the matter proceed to arbitration, any resultant changes
to the applicable wage rates would be effective retroactively to the date upon which the
new classification series was implemented.

d) If wage rates established in the new classification series are less than those previously
accorded the positions, incumbents will not be affected, nor will their progress through
the previous salary range of their position be affected. Once the position is vacated,
the new classification wage rates apply.

NOTE: If both parties agree to proceed to arbitration as outlined in (b) above, then the
results are binding. If mutual agreement on arbitration cannot be reached, the
result is non-binding and the recommendations of the Board are subject to
ratification in the next collective bargaining process.

;/.'!z'SL N
Signedthis //_day of November, 2008
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LETTER OF UNDERSTANDING

between

THE CANADIAN UNION OF PUBLIC EMPLOYEES Local No. 47
(hereinafter referred to as “the Union”)

and

THE CITY OF SASKATOON
(hereinafter referred to as “the City”)

Re: Time Off For Telephone Calls

In recognition of the fact that some employees are contacted on their times off for work-related
information and instruction which assist in operations, the parties hereby agree to the following
without prejudice:

1. That one (1) hour at straight time shall be paid for each occasion that an employee is
required to provide services to the City by telephone.

2. That this payment shall not be paid if the employee receives “Call-out” as described by
Article 16 (c) of the Collective Agreement.

3. That this Letter of Understanding shall remain in force for the life of the Collective Agreement
and shall only apply to employees involved in maintaining operations.

vi
Signed this 3D day of May, 2006,

Tre Ciy of Saskatoon
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LETTER OF UNDERSTANDING

between
THE CANADIAN UNION OF PUBLIC EMPLOYEES Local No. 47
(hereinafter referred to as “the Union”)
and

THE CITY OF SASKATOON
(hereinafter referred to as “the City”)

Re: Layoff Procedure
The City will perform any layoff according to the Collective Agreement.

Where the approximate date of a layoff is estimated, the City shall provide layoff notice to
employees at either the earliest possible date or recall or hire.
The date of layoff notice may be revised if required.

If an employee

1. is not on sick leave at the time when layoff notice is given to the employee, and
2.  is disabled and claims sick leave under Article 11 (k) Sick Leave

the employee will receive paid sick leave only up to the last day prior to layoff.

W
Sigred this ﬂ day ¢f May, 2006.

%Cityof?fmﬁ
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Revised

Union

GUIDELINES FOR ADMINISTRATION
OF
C.U.P.E. SICK BANK

Composition of Joint Committee

City

Eric Calaguian (C.U.P.E. Local No. 59) Trina Hordal (Chair - Human Resources)
Kim Heuchert (C.U.P.E. Local No. 47) Rhett Nelson (Saskatoon Water)
Cam Alexander (C.U.P.E. Local No. 859)  Trent Schmidt (Water & Waste Operations)

b. Administration

(i) The Sick Bank Committee shall be responsible for:
- managing
- accounting
- investing
- reporting to members, and
- administering the Sick Bank Fund.

(i) Utilizing the proper application form, all applications for benefits shall be
submitted in writing to the Chair of the Commiittee for adjudication.
Approval of benefits is determined by the Committee.

(iii) All applications shall be processed through the Chairperson for all
necessary payroll administration.

(iv) Sick Bank Committee shall meet the third Wednesday of every month at
12:00 p.m. Emergency meetings may be held between meetings to
adjudicate applications.

(v) Minutes of the Committee's previous meeting will be adopted at the
beginning of each Committee meeting.

(vi) The employee contribution rate will be set each year by the Sick Bank
Committee. At its December meeting, the Committee will set the rate for
the next year based on the previous years’ Sick Bank costs.

2. Employee Eligibility Standards
a. Permanent employees - after twelve (12) months service as a permanent
employee.
b. Permanent "Seasonal" employees - provided such employee has accumulated
twelve (12) months service.
C. Permanent part-time employees after twelve (12) months of accumulated time

worked.
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An employee whose status changes from permanent seasonal to permanent,
and has not yet qualified for benefits as a permanent employee, may use the
time accumulated as a permanent seasonal employee to qualify for Sick Bank
benefits.

3. Waiting Period

a.

Employees who have expended their sick credits and apply for credits from the
Sick Leave Sick Bank shall be subject to a waiting period of ten (10) consecutive
working days, or equivalent number of hours, following expiration of their sick
credits, for each occasion of illness. They may, however, exercise the option of
charging the ten (10) days against accumulated vacation entitlement, available
banked time, or any combination of the above.

Notwithstanding the foregoing, recurrences of the same illness or same disability
for which credits from the Sick Bank have previously been granted, shall not be
subject to the waiting period referred to in 3(a) above.

4. Doctor's Certificate

a.

Initial employee requests to draw from the Sick Bank shall be accompanied by a
doctor's certificate outlining the nature of the iliness and the probable length of
absence.

Employees on extended periods of benefit from the Sick Bank to have their
cases reviewed by the Committee every thirty (30) days and, if required by the
Committee, to supply further medical evidence from the attending physician,
and/or a second medical opinion at the Committee’s discretion.

For employees requesting benefits due to their participation in the Employee and
Family Assistance Program, requests to the Sick Bank shall be accompanied by
a letter from the EFAP Coordinator stating the severity of the illness and the
probable length of absence. After receiving benefits from the bank for two (2)
weeks, employees will be required to provide a medical update or second
medical opinion.

All EFAP Sick Bank applications are subject to Sick Bank Guidelines. Failure to
complete treatment programs will result in termination of Sick Bank benefits.

If an employee is deemed, or if an employee admits to the need of services of

EFAP, they will automatically be referred to that service. If an employee fails to
comply when referred, then benefits will stop until the employee complies.
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Mandatory Return to Work Program:

a) employee must participate or risk termination of benefits;

b) employer must make every reasonable effort to accommodate return to work;
) the accommodation may be full or part-time hours;

d) every effort will be made to accommodate in the following order:

1) modifications to own job;

2) work in employee’s own work area

3) work in employee’s bargaining unit

4)  work within CUPE Local 47, 59, or 859

5) when work is available in own bargaining unit that the employee can do, the
employee would return to his/her own local; provided that they are qualified
for the position.

6) employee will maintain pre-disability rate of pay (sick bank to top up any
short-fall) while working; will continue to receive sick bank benefits for hours
not working

Sick and Vacation Credits

a. Any sick leave credits or vacation entitlements are to be used by the end of the
following March. No charge against the Sick Bank will be made in respect of any
sick or vacation credits so taken.

b. Vacation credits earned prior to entering the Sick Bank must be used by the second
end of March following entry to the Sick Bank. No charge against the Bank for these
credits. ’

Basis of Payment of Salary or Wages

a. Employees drawing benefits from the Sick Bank shall be paid at seventy-five
percent (75%) of the basic rate of pay which they would otherwise have been
drawing had they not been drawing benefits, less:

(i) any required normal payroll deductions, including contributions to the
General Superannuation Plan, and;

(ii) the amount of any other benefit payable to the employee, including CPP
disability payments, as escalated, EI (1998) if applicable, etc., but not
including any private and personal coverage.

(iii) employees will be required to apply (and appeal if necessary) for CPP
disability benefits.

b. Permanent part-time and permanent full-time employees who have worked a
combination of permanent part-time and permanent full-time in the twelve (12)
months immediately preceding disability, shall be paid benefits at seventy-five
percent (75%) of the average gross monthly salary from that twelve (12) month
period.

C. Employees drawing Worker's Compensation in respect of an iliness or injury will
not be eligible to draw benefits from the Sick Bank for such iliness or injury. If
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applications for both Sick Bank and Worker’s Compensation are filed at the same
time, benefits will be paid from Sick Bank only, until the Workers’ Compensation
claim is adjudicated.

8. Duration of Benefits

a.

Duration of benefits shall not exceed the amount of past accumulated service,
calculated from the date of last entry into the Civic service.

To be eligible to draw benefits from the Sick Bank during a period equivalent to
the average time worked during the previous three (3) calendar years. The
foregoing "equivalent period" to commence as of the commencement of
employment in the then current year.

Example
Period of employment 1996 - May 1 - September 30 (103 working days)

Period of employment 1997 - April 1 - September 30 (125 working days)
Period of employment 1998 - June 1 - September 30 (88 working days)
(Average 316+3 = 105 working days)

Employee would be eligible to draw benefits from the Sick Bank in accordance
with these guidelines, during the one hundred and five (105) working days period
commencing April 1, 1999. A working day will not exceed eight (8) hours.

Employee will no longer be eligible to receive benefits if unable to return to work,
and; :

- is eligible for an unreduced pension from the general superannuation
plan;
OR

- has a minimum of twenty-five (25) years of contributions in the Defined
Contribution Plan for Seasonal and Non-Permanent part-time employees,
and is eligible for an immediate conversion to pension.

Eligible employees may continue to maintain group life, medi-optical, dental
insurance on early retirement (employee would pay full premium), to age sixty-
five (65).

In cases of long-term iliness of over six (6) months duration, the Committee may
require the claimant to secure further medical evidence from the attending
physician or, at the Committee's discretion, refer the claimant to a specialist in
the field of medicine related to the disability suffered by the claimant for
additional information required by the bank. Any costs incurred shall be the
responsibility of the sick bank.

Notwithstanding anything contained or implied in the foregoing, the Committee, in

its discretion, may terminate or reduce a claimant's benefits from the Sick Bank
at any time.
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10.

11.

12.

Superannuation

a. Notwithstanding the provisions of clause 7 (a) above, employees whilst drawing
benefits from the Sick Bank, shall be deemed, for superannuation calculation
purposes only, to have been drawing pay at one hundred percent (100%) of the
basic rate of pay to which they would otherwise have been entitled had they not
been drawing benefits.

b. The difference in employee contributions to the Superannuation Fund
occasioned by the actual pay benefit referred to in clause 7 (a) above, and the
deemed pay benefit referred to in clause 9 (a) above, shall come from the
budgetary financial provision for the Sick Bank and the Sick Bank accumulation
debited accordingly.

Other Income

An employee who engages in other gainful employment (either within or without the
Civic service) while drawing benefits from the Sick Bank shall not be eligible to draw in
total, from the other employment and the Sick Bank, a sum which exceeds that payable
from the Sick Bank alone unless employee is participating in mandatory return to work to
a maximum of one hundred percent (100%) of pre-disability salary. It is the employees'
responsibility to apprise the City of the exact amount of other such earnings, and
employee may be required to disclose Federal records of taxation for the previous
calendar year.

Addictions

Providing an employee meets the required criteria for benefits from the Sick Bank, and
becomes involved in a recognized addiction treatment program, as authorized by the
Employee and Family Assistance Program Assessment/Treatment Resource, either as
an inpatient or outpatient, the employee may be eligible for benefits from the Sick Bank.
Progress reports shall be received on each claimant, and, should it be found that the
claimant is not making the required effort for rehabilitation, then the Sick Bank
Committee may, in its discretion, terminate the individual's benefits from the Sick Bank.
Notwithstanding the foregoing, the ten (10) day waiting period will not be waived for
reoccurrences.

Issues in the Workplace Predicting lllness

Providing an employee meets the required criteria for benefits from the Sick Bank, and
where it is determined that the employee’s iliness may be predicted by issues in the
workplace, the employee may be eligible for benefits provided that the employee
participates in the informal or formal procedures outlined in the City of Saskatoon'’s
Respectful Workplace Policy and/or the Workplace Harassment Policy.

For illnesses documented as predicted by the working environment, the Sick Bank
Committee may request the employee to submit one of the following:
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13.

13.

i) as part of the informal process, a letter from the employee’s Manager, Human
Resources Generalist, or designate confirming that an issue or incident(s) has
been identified and brought forward for resolution,

or

iy as part of the formal process, a letter from the General Manager or designate of
the employee’s department, which confirms his or her receipt of a documented
concern from the employee’s Supervisor and Branch Manager of the employee’s
workplace issues,

or

i) as part of the formal process, a letter from the Director of Human Resources
confirming that the employee has formally filed an initial complaint under the
Workplace Harassment Policy.

The purpose of the information requested by the Sick Bank Committee is solely to
confirm participation in the City’s Respectful Workplace and/or Workplace Harassment
policies. Itis in no way the intent of the Sick Bank Guidelines to require an employee to
provide confidential information of the issue or complaint or parties involved.

Should it be found that the claimant is not making the required effort to address the
workplace issues through the aforementioned policies, the Sick Bank Committee may, in
its discretion, terminate the employee’s benefits from the Sick Bank. Notwithstanding
the foregoing, the ten (10) day waiting period will not be waived for reoccurrences.

a. Appeal Procedure

In the event of an adverse Committee decision on an individual's claim for
benefits from the Sick Bank, the claimant may appeal the Committee's decision,
either in person or, at the employees option, have the appeal made to the
Committee by an executive member of the Union concerned, on his behalf.

Any appeal must be made to the Committee within thirty (30) days after the
Committee's adverse decision.

b. Impasse

In the event of impasse, the matter in question shall be referred to a mutually
agreed to third party not having an interest in the outcome. A hearing shall be
convened to discuss the matter with both sides of the dispute. The decision of
the third party shall be final and not subject to further appeal or grievance. Any
costs associated with this procedure shall be paid by the sick bank.

Proper Financial Reports

The City shall provide to the Sick Bank Committee monthly and annual reports detailing
the sources of funding and application of funds to claims paid in each period. Such
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reports shall be provided as soon as possible following the completion of the month’s
activities.

Updated: July 1, 2012 Sick Bank 7.doc
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MEMORANDUM OF AGREEMENT
Between

THE CITY OF SASKATOON
(hereinafter referred to as “The City”)

And

THE CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL NO. 47
(hereinafter referred to as “The Union”)

RE: DIVERSITY AND INCLUSION

The parties are mutually committed to creating a diverse workforce reflective of the
diverse communities they serve.

The Union and the City shall strike a working group of three Union representatives and
three City representatives to discuss challenges and opportunities related to diversity and
inclusion. Every effort will be made to ensure two of the working group members from
each party will be a visible minority person, an aboriginal person, a person with a
disability, or a member of an underrepresented group.

This working group shall report back to the parties ninety (90) days following ratification
of this collective agreement. The report will include a summary of the committee’s
findings, opportunities to improve our representative workforce within the CUPE 47

bargaining unit and the committee’s recommendations on how to achieve a
representative workforce.

The Union also agrees to participate in a multi-union, City-wide joint Diversity and
Inclusion Working Group.

Signed this 17th day of September, 2020.

For tiee&yif Saskatoon: For C.U.P.E. Local 47:
\ JB\ AL\‘;QL&? (
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MEMORANDUM OF AGREEMENT
Between

THE CITY OF SASKATOON
(hereinafter referred to as “The City”)

And

THE CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL NO. 47
(hereinafter referred to as “The Union”)

RE: CAREER PATHING AND REORGANIZING ARTICLES 6, 7, AND 8 OF THE
COLLECTIVE AGREEMENT

The Union and the City agree to develop a Working Group during the term of this
Agreement comprised of three Union representatives and three City representatives to:

1.

Discuss the competency framework and career pathing tools being developed by
management.

The working group will also review the following Articles of the Collective
Agreement:

Article 6. New Positions and Vacancies
Article 7. Seniority
Article 8. Appointments and Promotions

The Committee will discuss opportunities to reorganize these articles with the goal
to improve the efficiency, effectiveness and readability of these articles.

The parties agree to strike the Working Group and begin this work within ninety (90) days
of the effective date of the collective agreement. The Working Group will provide
recommendations supported by both parties to improve the current collective agreement.

Signed this 17th day of September, 2020.

For the-Gity of Saskatoon: For C.U.P.E. Local 47:
W
\/)\ A
\\__,_/ A

‘ e
Ve yig
. 3\ i\v\;\\&\&ﬁ (
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Letter of Intent

February 21, 2023

Susan Dobrowney

PresidentCanadian Union of Public Employees Local 47

Dear Susan:

RE: INCREASED LEISURE PASS SUBSIDY FOR CITY EMPLOYEES

As discussed during the negotiations of the renewal of the 2017-2019 Collective
Agreement, the Union has requested the City continue the discount provided to
employees of 50% for all Individual and Family Leisure passes to increase employee
utilization of City leisure facilities. This does not include Bulk Tickets.

The City is prepared to support the continuation of this pilot program for the term of the
collective agreement commencing January 1, 2020 and expiring on June 30, 2023
unless extended by the parties. For the duration of the pilot CUPE 47 agrees to

promote and encourage the benefits of this pilot to its’ members.

The City reserves the right to terminate this pilot by providing the Union with thirty (30)
days written notice.

Yours truly,

@ZMWDMJ

Ashlee Kaszas
Director, Client & Advisory Services

62




Letter of Intent
October 17, 2022

Ms Susan Dobrowney
President, CUPE Local 47

Dear Susan:
Re: Interpersonal violence and sexual violence leave

During the negotiations of the renewal of the 2017 — 2019 Collective Agreement, the
Union requested the City provide employees with a private and confidential process
for requesting leave pertaining to “interpersonal violence and sexual violence”,
which is a protected leave under The Saskatchewan Employment Act (“The Act”).

The City is prepared to develop an information document and process that balances
the City’s right to information with protecting employees’ right to privacy and
confidentiality. The information document will capture the protective elements
outlined in Section 2-56.1 of The Act. Its development will include collecting input
from the Union and other City of Saskatoon unions/associations. The collection of
input will begin no later than sixty (60) days following ractification and approval of
the tentative agreement.

Yours truly,

Ashlee Kaszas
Director, Client & Advisory Services
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LETTER OF UNDERSTANDING
between

THE CITY OF SASKATOON
(hereinafter referred to as “the City”’)

and

THE CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL NO. 47
(hereinafter referred to as “the Union”)

Re: Letters of Expectations
The City and the Union agree to the following:

1. A Letter of Expectation is not part of the disciplinary process and is not
required prior to issuing discipline.

2. The purpose of a Letter of Expectation is to provide coaching and guidance
to an employee in an effort to improve and clarify performance and
behavioural expectations of the employee on the job.

3. Where a Letter of Expectation has been issued to an employee, the City will
+ closely review the employee performance and/or behaviour to ensure
ongoing improvement and will discuss performance at the employee’s
annual review.

4. After twelve (12) months of employment, exclusive of all absences, following
a Letter of Expectation, during which no disciplinary action is taken with
respect to the employee and no prior disciplinary action is on the employee’s
file, on request of the employee, the City may remove the Letter of
Expectation from the employee’s file.

5. The provisions in this Letter of Understanding will only have application to
Letters of Expectation that were issued from January 1, 2020 to June 30,3023,
unless an extension is mutually agreed to by the City and the Union.

Signed this 23 day of March, 2023.

For the City of Saskatoon: For CUPE Local No. 47:
/Zf;f‘k = . «S({\MA Ooé’z\»«»ﬁ i
// AT
(,j/\k» Koy .//J(/x 2 Liswecgen (Lo an
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Days 07:00-19:00
Nights 19:00 - 07:00

2013 Water Treatment Operating Schedule
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2014 Water Treatment Operating Schedule

SHIFT ROTATION - WTP
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Days  07:00 - 19:00
Nights 19:00 - 07:00

2015 Water Treatment Operating Schedule

~ SHIFT ROTATION -wTP
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2016 Water Treatment Operating Schedule

SHIFT ROTATION - WTP
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2013 Wastewater Operating Schedule
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2014 Wastewater Operating Schedule
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2015 Wastewater Operating Schedule
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2016 Wastewater Operating Schedule
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