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PREAMBLE 

The land on which we gather is the traditional territory of the Wolastoqiyik, Wəlastəkewiyik /Maliseet 

whose ancestors along with the Mi’Kmaq/Mi’kmaw and Passamaquoddy/ Peskotomuhkati Tribes/Nations 

signed Peace and Friendship Treaties with the British Crown in the 1700s. 
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ARTICLE 1  PURPOSE 

1.01 The purpose of this Agreement is to promote and maintain harmonious and mutually beneficial 

relationships between the Employer, the PSAC and the employees and to set forth herein certain 

terms and conditions of employment upon which agreement has been reached through collective 

bargaining. 

  



  

5 
 

ARTICLE 2  RECOGNITION 

2.01 St. Thomas University (“Employer”) recognizes the Public Service Alliance of Canada ("PSAC") as 

the sole and exclusive bargaining agent for all employees of the Employer covered by the most 

current certificate issued by the New Brunswick Labour and Employment Board and attached at 

Appendix “A”. 

  

2.02 For greater clarity, "employee" shall mean a member of the bargaining unit described in Clause 
2.01.   
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ARTICLE 3  MANAGEMENT RIGHTS 

3.01 Except to the extent provided herein, this Collective Agreement in no way restricts the authority 

of the University. 

 

3.02 The rights set forth in the Article, this Collective Agreement as a whole and those otherwise 

retained by the University shall be exercised without discrimination and in good faith, and will not 

be exercised in an arbitrary manner.  

 

3.03 The Union recognizes that the University has established policies and procedures which apply to 

employees.  Subject to the meaningful and constructive consultation with the Union prior to doing 

so, the University shall have the sole and exclusive discretion to modify, create and implement 

policies and procedures on the condition that they do not conflict with the Collective Agreement, 

in which case the provisions of the Collective Agreement will prevail and be followed.  
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 ARTICLE 4  UNION SECURITY 
 

4.01   a) Subject to the provisions of this Article, the Employer  will, as a condition of employment, 

deduct an amount equal to the monthly membership dues from the pay of all employees in 

the bargaining unit.  Where an employee does not have sufficient earnings in respect of any 

monthly period to permit deductions made under this Article, the Employer shall not be 

obligated to make such deduction from subsequent salary. All employees, as a condition of 

employment, must become and remain members in good standing of the Union. For new 

employees, membership shall commence on the initial date of employment. 

 

b) The Employer agrees to make deductions for PSAC initiation fees, insurance premiums and 

assessments on the production of appropriate documentation.   

   

4.02 For the purpose of applying this Article, deductions from pay for each employee in respect of each 

calendar month will start with the first full calendar month to the extent that earnings are 

available. 

 

4.03 The PSAC shall inform the Employer in writing of the authorized monthly deduction to be checked 

off for each employee. 

 

4.04 The amounts deducted in accordance with Clause 4.01 shall be remitted to the Director, Finance 

Branch of the PSAC no later than the 25th of the month following that in which the deductions 

were made and shall be accompanied by particulars identifying each employee and the 

deductions made on the employee’s behalf. 

 

4.05 The PSAC agrees to indemnify and save the Employer harmless against any claim or liability arising 

out of the application of this Article, except for any claim or liability arising out of an error 

committed by the Employer limited to the amount actually involved in the error. 
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ARTICLE 5  JOB SECURITY 

5.01    No bargaining unit employee will be laid off or have their normal hours of work reduced as a result 

of the Employer contracting out bargaining unit work.  

 

5.02 No bargaining unit employee will be laid off or have their normal hours of work reduced as a result 

of a non-bargaining unit employee performing bargaining unit work. 

 

5.03 No employee shall be required or permitted to enter into a written or verbal agreement with the 

Employer which may conflict with the terms of this Collective Agreement. 
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ARTICLE 6  STRIKES AND LOCK-OUTS 

6.01    There shall be no strikes or lock-outs during the life of this Collective Agreement.  

 

6.02 Where an employee expresses a concern for their safety in attempting to cross a picket-line on 

the Employer's premises, the Employer will ensure a safe access to the workplace. 

6.03 If employees are prevented from performing their duties because of a strike or lock-out on the 

premises of another employer, the employees shall report the matter to the Employer, and the 

Employer will make every reasonable effort to ensure that such employees are employed 

elsewhere, so that they shall receive their regular pay and benefits to which they would normally 

be entitled. 

6.04 The Employer shall not assign an employee any work exclusively performed by employees of St. 

Thomas University faculty bargaining units, the existing St. Thomas University Student Union PSAC 

bargaining unit, the existing CUPE bargaining units (Locals 3372 and 5083), or any bargaining units 

at the University of New Brunswick, who are on strike or locked out.  

 

6.05    Employees who refuse to cross a lawful picket line established by a faculty bargaining unit at St. 

Thomas University who are on strike or locked out do so with the understanding that they will not 

be paid for any hours not worked as a result of this refusal.  No disciplinary action will be taken as 

a result of this refusal.  

 

6.06 When it appears evident that another bargaining unit at St. Thomas University or at the University 

of New Brunswick will either strike or be locked out, at the request of the Union, the Employer 

and the Local Union Executive shall meet forthwith and shall make every reasonable effort to 

establish a protocol agreement to address any overlap of duties and responsibilities with persons 

in the above-noted bargaining unit(s), and, or, concerns about crossing the picket line. 
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ARTICLE 7  JOINT CONSULTATION COMMITTEE 

7.01 The Parties acknowledge the mutual benefits to be derived from meaningful and constructive joint 

consultation on matters of common interest. 

 

7.02  The Joint Consultation Committee shall consist of three (3) representatives of the Union and three 

(3) representatives of the Employer.  The Committee shall be jointly chaired, with co-chairpersons 

elected by each Party. 

 

7.03 The Joint Consultation Committee shall meet upon request of either party, but at least bi-monthly, 

at a mutually agreeable time and place during normal hours of work.  The Co-chairs shall consult 

in advance of the meeting to finalize the agenda and ensure that all members of the committee 

shall receive a notice and agenda of the meeting at least forty-eight (48) hours in advance of the 

meeting.  An employee shall not suffer any loss of pay for Committee meeting time during working 

hours. 

 

7.04 Grievances shall not be dealt with at joint consultation under this Article. 

 

7.05 The Committee shall have no authority to modify the provisions of this Agreement. 

 

7.06 Presidents’ Meetings 

The Union Local President and executive officers, PSAC representative(s) and the President of St. 

Thomas University shall meet at least semi-annually to provide an opportunity to communicate 

regarding matters of common interest.  Such employees who participate in this meeting will do 

so without any loss of salary.  
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ARTICLE 8  INFORMATION 

8.01 The Employer shall provide the appropriate authorized Union officers with the names, 

classification, work location, phone numbers (personal and work), work e-mail address, and home 

e-mail address (if available) of newly appointed bargaining unit employees upon hiring. This 

information is provided solely for the purpose of the Union exercising its duty of representation 

for employees. 

 

8.02 The PSAC agrees to supply each employee with a copy of this Collective Agreement. The Parties 

agree to share the cost of printing this Collective Agreement. 

 

8.03 The Employer agrees to provide the President of the Union Local of the PSAC with a copy of the 

Employer’s current organization chart, with names and titles of all employees, including those 

excluded from the bargaining unit, and as amended from time to time. 

 

8.04 The Employer will provide the President of the Union Local of the PSAC with a copy of, or access 

to, the following, as existing at the signing of this collective agreement and as amended from time 

to time: 

 

a) policies bearing on employee’s employment; 

 

b) a copy, including the full text, of all benefit and pension plans; 

 

c) Board of Governors’ documents which are public record and notice of Board appointments; 

 

d) current job descriptions of persons in the bargaining unit; and, 

 

e) copies of documents normally released to employees. 
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ARTICLE 9  USE OF UNIVERSITY’S FACILITIES  

9.01 The Employer agrees to provide a reasonable amount of space on bulletin boards in convenient 

locations for the posting of official Union notices. The Union shall endeavor to avoid posting 

notices which the Employer, acting reasonably, could consider adverse to its interests.  

 

9.02 The Employer agrees to permit Union representatives reasonable use of the University’s phone 

and email system and agrees to post Union events and activities on the University’s web notice 

board as requested.  

 

9.03 The Employer will make available specific locations on the University premises for the placement 

of reasonable quantities of the Union’s literature. 

 

9.04 A duly accredited representative of the Union shall be permitted access, including a temporary 

parking pass at no charge, to the University premises to assist in the resolution of a complaint or 

grievance and to attend meetings called by management or the Union Local. 

 

9.05 When practical, the Employer will provide a meeting room to the Local and PSAC so that it may 

carry out Local Union business.  

 

9.06 The Employer agrees to provide the Local Union Executive, at no cost, with the use of a 

photocopier, for the reasonable requirements of the Local at times convenient to the operational 

requirements of the University. 

 

9.07 When requested and subject to availability as determined by the Employer acting reasonably, the 

Employer shall provide suitable office space to the Local.  
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ARTICLE 10  EMPLOYEE REPRESENTATIVES  

10.01 The Employer acknowledges the right of the PSAC to appoint or otherwise select up to five (5) 

employee representatives as shop stewards, exclusive of other employee representatives 

appointed as the Union’s Local executive officers. 

 

10.02 The PSAC shall determine the jurisdiction of each representative. 

 

10.03 The Employer will recognize PSAC representatives on receipt in writing of their names, jurisdiction 

and effective dates of appointment.  

 

10.04 A representative shall obtain the permission of their immediate supervisor before leaving work to 

investigate employee complaints or process a grievance or undertake any other union business 

during working hours. Such permission will not be unreasonably withheld. Where practicable, the 

representative shall report back to their supervisor before resuming their normal duties.  The 

supervisor will be responsible for informing the Human Resources Office of time spent on such 

business. 

 

10.05 The Employer shall make every reasonable effort to ensure that new employees are introduced 

to a Local representative of the Union Local on their first day of work. 

 

10.06  The Employer agrees to provide the President of the Union Local, or designate, and the new 

employee(s), at the time of their orientation, leave with pay of one (1) hour to acquaint the newly 

hired employee(s) with the facts that a collective agreement and a collective bargaining 

relationship exists between the PSAC and the University. 
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ARTICLE 11  GRIEVANCE AND ARBITRATION PROCEDURE 

11.01 The Employer and the PSAC agree that discussions should occur between employees, the PSAC 

representatives and the Employer representatives, when problems, misunderstandings or 

differences arise, in an attempt to resolve problems or differences. This grievance procedure is 

not intended to preclude any discussion between employees, PSAC representatives and Employer 

representatives. 

 

11.02 If any difference concerning the interpretation, application, administration, operation or any 

alleged violation of the Agreement, including any question as to whether the matter is arbitrable, 

arises between the Employer and the PSAC, or between the employee(s) and the Employer, it shall 

be processed according to the following grievance procedure.  Grievances involving the 

interpretation, application, administration, operation or any alleged violation of the Agreement, 

including any question as to whether the matter is arbitrable, must have the approval and support 

of the Bargaining Agent as indicated by the signature of a Union Executive Officer or Steward.  

Such grievances and “Policy Grievances” shall normally be filed using the Grievance Form 

Template attached at Appendix E. 

 

Nothing in this provision deprives employee(s) of any rights to which they are entitled in any 

legislation. 

 

11.03 a) The time limits set out in the grievance procedure are mandatory and not directory.  If the time 

limits set out in Step 1 or Step 2 of the grievance procedure are not complied with, then the 

grievance will be considered as being abandoned, unless the Parties have mutually agreed in 

writing to extend the time limits.  A technical irregularity (defined as a clerical, typographical, or 

technical error) in specifying a grievance shall not nullify the grievance and it shall be heard and 

judged by the Employer based upon its merits.  Non-compliance with time limits does not 

constitute a technical irregularity. 

 

 b) For the purposes of time limits set out in Article 11 (Grievance and Arbitration Procedure), 

“days” shall mean all days exclusive of Saturdays, Sundays and Designated Paid Holidays. 

 

11.04 In the event a party fails to reply in writing within the time limits prescribed in this article, the 

other party may submit the matter to the next step as if a negative reply or denial had been 

received on the last day for the forwarding of such reply. 

 

11.05  Employee(s) shall have the right to be represented at a complaint and at any step of the grievance 

procedure.  The employee(s) and the Union Local representative shall be given leave with pay to 

attend such meetings.  The PSAC shall be given full opportunity to present evidence and make 

representations throughout the grievance procedure. 

 

11.06  On request of either party the other party shall provide access to all documents relevant to the 

grievance to provide for an open, fair and expeditious grievance process.  This will not prevent 
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either party from introducing any additional such material later in the grievance procedure or in 

the arbitration procedure, subject to objection on legal grounds from either Party. 

 

 11.07   COMPLAINTS, GRIEVANCE AND ARBITRATION PROCEDURES 

 

Complaints     

 

It is the mutual desire of the Parties that all complaints and grievances will be dealt with as 

expeditiously as possible. On becoming aware of a matter giving rise to a complaint, the 

employee(s) and or the PSAC may at any time submit an oral or written complaint to the 

Employee’s supervisor or the Director of Human Resources. Upon receipt of the complaint the 

Employee’s supervisor or the Director of Human Resources shall meet with the employee and, if 

requested by the employee, the PSAC representative, in an attempt to resolve the complaint.  

 

STEP 1: 

 

If a complaint is not resolved satisfactorily, the employee(s) and, or, the PSAC representative may, 

within twenty-five (25) days of  becoming aware of the matter giving rise to the complaint submit 

a grievance in writing, including the redress requested, to the Director of Human Resources. The 

Director of Human Resources shall convene a meeting and render a decision within ten (10) days 

of the receipt of the grievance. 

 

STEP 2: 

 

If a satisfactory settlement has not been obtained at Step 1, the employee(s) and, or, the PSAC 

representative may, within ten (10) days of the receipt of the Employer’s decision under the Step 

1, or failing receipt of the Employer’s decision at Step 1, refer the grievance in writing, including 

the redress requested, to the Vice-President (Finance & Administration) designated as Step 2. 

 

Within twenty-five (25) days of becoming aware of a matter giving rise to a grievance, the PSAC 

may submit a “Policy Grievance” in writing, including the redress requested, to the Employer 

representative designated as Step 2. 

 

In either case the Vice-President (Finance & Administration) at Step 2 shall convene a meeting 

with the Union representative and, where applicable, the employee(s), and then render a decision 

within ten (10) days of the receipt of the grievance. 

 

Arbitration  

 

If the grievance is not satisfactorily settled under Step 2, then the grievance may be referred to 

arbitration by PSAC within twenty-five (25) days of the expiry of the time limits set out in Step 2. 
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The Parties agree that a single Arbitrator shall be used. The Employer and the PSAC shall make 

every effort to agree on the selection of the Arbitrator within ten (10) days after the party 

requesting arbitration has delivered written notice of submission of the dispute to arbitration. 

 

In the event that the Parties fail to agree on the choice of Arbitrator, they shall forthwith request 

the New Brunswick Minister responsible for Labour to appoint an Arbitrator. 

 

The Arbitrator shall have all the powers vested in it by the New Brunswick Industrial Relations Act, 

and, in the case of discharge or discipline, the power to substitute for the discharge or discipline 

such other penalties that the Arbitrator deems just, reasonable and sufficient in the 

circumstances, including compensation for lost income, benefits and any other damages. The 

Arbitrator shall render a decision within a reasonable period, as agreed to by the Parties.  The 

Arbitrator shall remain seized until all issues related to the implementation of the Arbitrator’s 

decision have been resolved.  

 

The Arbitrator shall not amend, modify, alter, add to, or render a decision that is inconsistent with 

or incompatible with any of the provisions of this Agreement.  

 

The Arbitrator’s decision, including any decision as to whether the matter is arbitrable, shall be 

final and binding on both Parties. 

 

Each party shall bear one-half (½) the costs of the Arbitrator. 

 

Mediation 

 

If mutually agreed the Parties, prior to the arbitration hearing, may either utilize the grievance 

mediation services of the New Brunswick Industrial Relations Branch or request the mediation 

services of the Arbitrator appointed in accordance with the procedures described above. 

 

11.08    Expedited Arbitration 

 

The Parties agree that, by mutual consent only, any grievance may be referred to the following 

expedited arbitration procedure. The Arbitrator shall be chosen by mutual agreement between 

the Parties. 

 

Procedure: 

 

a) Grievances referred to expedited arbitration must be scheduled to be heard within ninety (90) 

days from the date of referral, unless the hearing is delayed by mutual agreement between 

the Parties or by the Arbitrator; 

 

b) the Parties shall make every reasonable attempt to proceed by admission and minimize the 

use of witnesses; 

 



  

17 
 

c) whenever possible, the Arbitrator shall deliver the decision orally at the conclusion of the 

hearing, giving a brief resume of the reasons for the decision and then confirm these 

conclusions in writing within ten (10) days of the date of the hearing; 

 

d) when it is not possible to give an oral decision at the conclusion of the hearing, the Arbitrator 

shall render it in writing with a brief resume of the reasons. The Arbitrator must render the 

written decision as soon as possible but at all times within ten (10) days of the date of the 

hearing; 

 

e) the decision of the Arbitrator shall not constitute a precedent; 

 

f) such decisions may not be used to alter, modify or amend any part of this Collective 

Agreement, nor should any decision be incompatible with the provisions of this Collective 

Agreement; and, 

 

g) such decisions from the expedited format shall be final and binding upon the Parties. 

 

11.09  An employee who has a complaint or a grievance regarding the receipt of a specific order to 

perform certain duties shall, pending a final determination, continue to perform those duties 

assigned by the Employer (unless the employee has been suspended or discharged), providing 

such duties do not jeopardize the life, health or safety of the employee or any other person.  If 

such duties do jeopardize the life, health or safety of the employee or any other person the 

employee has the legal right to exercise the right to refuse such work. 

 

11.10 Employer Grievance 

 

If the Employer has a concern about the interpretation, application, administration, operation or 

any alleged violation of the Agreement, the Employer may submit its concern to the PSAC through 

the President of the Union Local within twenty-five (25) days of becoming aware of the matter 

giving rise to the complaint.  If the matter is not resolved to the satisfaction of the employer within 

twenty-five (25) days of the submission of the complaint, the Employer may refer the matter to 

arbitration in accordance with the procedures outlined in Article 11.07.  

 

The President of the Union Local, or designated union representative, shall be given reasonable 

leave with pay to prepare for and to attend meetings regarding this concern. 
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ARTICLE 12  SUSPENSION AND DISCIPLINE 

12.01 No employee will be disciplined without just, reasonable and sufficient cause.  

 

12.02   When an employee is required to attend a meeting, the purpose of which is to conduct an 

investigation or to render a formal disciplinary decision concerning that employee, the employee 

is entitled to have, at their request, a representative of the PSAC attend the meeting. Where 

practicable, the employee shall receive a minimum of twenty-four (24) hours written notice, 

including reasons, of such a meeting. 

 

12.03 The employee(s) shall be advised of their right to have a union representative present at any 

formal disciplinary meeting or at any meeting held with employee(s) to investigate alleged 

misconduct of the employee(s). 

 

12.04 Where it appears during any meeting with an employee that the nature of such a meeting must 

change to an investigation which could result in the formal disciplining of that employee, that 

meeting must be immediately terminated. 

 

12.05 a) The Employer shall encourage supervisors to address concerns with an employee by utilizing 

non-disciplinary coaching methods before considering initiating any disciplinary action.  However, 

the Employer may decide, acting reasonably, that coaching has been ineffective, or will not be 

effective, or is not appropriate due to the severity of the Employer’s concerns. 

 

b) In order of severity, the types of disciplinary action to be considered in a progressive manner 

shall be: 

            

• oral reprimand 

• written reprimand 

• suspension 

• discharge  

 

12.06  When an employee is suspended from duty or discharged, the Employer undertakes to notify the 

employee, in writing, of the reason(s) for such suspension or discharge. The Employer will give 

such notification at the time of the suspension or discharge. 

 

If the Employer does not give the written reason(s) for such suspension or discharge, the 

employee shall be deemed to be on leave with pay and benefits until the written notice is received 

by the employee. 

 

If an employee is relieved from duty pending an investigation, the employee shall be on leave with 

pay and benefits until a final decision is rendered and delivered as a result of the investigation. 

 

12.07 In cases of written reprimand, suspension or discharge, the Employer shall provide the Local 

President with a written record of any disciplinary action taken against the employee including 
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the reason(s) for the disciplinary action. At the employee’s request a copy of any related written 

report shall be forwarded under confidential cover to the Local President. 

 

12.08 The Employer agrees not to introduce into evidence in a hearing relating to disciplinary action any 

document from the file of an employee, a copy of which the employee was not provided at the 

time it was placed in the employee’s personnel file. 

 

12.09 If an employee files a grievance against a written reprimand, suspension or discharge in 

accordance with Article 11 – Grievance and Arbitration Procedure, the Employer may postpone 

the imposition of the disciplinary action until the grievance is resolved. 

 

12.10 Grievances relating to suspension or discharge shall be filed at Step 2 of the grievance procedure. 

 

12.11 Any document or written statement related to disciplinary action which may have been placed on 

the personnel file of an employee shall be destroyed after a period of eighteen (18) months has 

elapsed since the disciplinary action was taken, provided that no further disciplinary action 

regarding the same, or similar, matter referred to in this document or written statement, has been 

recorded during this period. 

 
12.12 Whistleblowing Protection 

No employee will be, or will be threatened with being, harassed, dismissed, suspended, laid off, 

penalized, disciplined, discriminated or retaliated against for, on the basis of a reasonable belief, 

making a complaint or giving information or evidence against the Employer with respect to any 

alleged violation of this Collective Agreement or any applicable Provincial or Federal Act or 

regulation. 

The Employer shall not dismiss, suspend, lay off, penalize, discipline, discriminate or retaliate if 

the reason is related to an attempt by the Employer to evade any responsibility imposed upon the 

Employer, or to prevent or inhibit an employee from exercising any right granted to the employee, 

under this Collective Agreement or any applicable Provincial or Federal Act or regulation. 
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ARTICLE 13  NO HARASSMENT AND NO DISCRIMINATION  

13.01   The Employer and the Union recognize the right of all persons to work and learn at St. Thomas 

University in an environment free from harassment and discrimination. The Employer and the 

Union are committed to working together in a constructive manner to help create and maintain a 

respectful workplace environment. The Employer undertakes to make every reasonable effort to 

ensure that harassment and discrimination will not be tolerated in the workplace and to ensure 

the timely and effective response to, and the resolution of, such incidents.  

 

13.02 The Employer has developed a Harassment and Discrimination Policy in consultation with the 

Union and other stakeholders.  For the purposes of this Article, the Harassment and Discrimination 

Policy outlines all applicable and relevant definitions and outlines the complaint process to be 

followed.  In accordance with Article 3.03, the Employer will consult with the Union prior to 

revisiting this Policy. 

Notwithstanding the above, for the purpose of this article, any other grounds of discrimination 

covered by the New Brunswick Human Rights Act or Canadian Human Rights Act will also apply.   

13.03 There shall be no discrimination or harassment by reason of membership or activity in the PSAC.  

An allegation of such incidents is subject to the grievance procedure.      

 

13.04 The Parties agree that harassment or discrimination complaints will be dealt with expeditiously 

by the Employer in accordance with the Harassment and Discrimination Policy. Any time limits in 

this Article may be extended by mutual agreement between the Employer and the Union. 

 

13.05    a) A breach of this Article or the Employer’s application of the complaint process, including the 

timelines outlined in the Harassment and Discrimination Policy, are grievable under Article 11 

– Grievance and Arbitration Procedure.  Grievances relating to a violation of Article 13 – No 

Harassment and No discrimination shall be filed at Step 2 of the grievance procedure. 

 

b) The final disposition, including whether the alleged conduct falls within the scope of the 

Harassment and Discrimination Policy, and, or, any discipline of a respondent(s) for 

harassment or discrimination as a result of a complaint is grievable under Article 11 – 

Grievance and Arbitration Procedure.  In this event, the Parties agree that Step 1 of the 

Grievance Procedure will be waived.   

 

c) The timeline for the filing of a grievance by the employee(s) or Union does not formally 

commence until the Employer has informed the complainant(s), respondent(s), and Union in 

writing of the final disposition of the complaint under the Harassment and Discrimination 

Policy.   

 

13.06  The Employer, Union, complainant(s), and respondent(s) will maintain all possible confidentiality 

throughout the complaint, investigation, and grievance process(es) except where disclosure is 

necessary for the purposes of investigating a complaint or grievance, or as required by law.   
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13.07 The Employer may take interim measures during an investigation process or the grievance 

process, including but not limited to temporary relocation, restructuring of supervisory 

relationships, and, or, requiring the individuals involved to not communicate directly with each 

other.  The complainant(s), respondent(s), and, or, the Union may propose any such measures at 

any time during an investigation process.  Every reasonable effort will be made to keep the 

individuals involved in the workplace.  Where an employee cannot be maintained in the workplace 

or given alternative work assignments, such employee will be provided leave with pay pending 

the outcome of the investigation. 

 

13.08 A Union representative and, or,  an accompanying support person requested by an employee 

when participating in a procedure under this Article shall be granted time off with pay by the 

Employer.  Such procedures should normally be held during the employee's normal working hours. 

Where this is not possible, the employee will be granted equivalent time off with pay at the 

applicable overtime rate. In either case, such time will be recorded on an appropriate leave form. 

 

13.09 Retaliation, including threats of retaliation, against any employee who reports, witnesses or is 

involved in an investigation of an incident of harassment or discrimination in the workplace as 

referred to in this Article is strictly forbidden and will not be tolerated.  A complaint that is 

unfounded does not necessarily constitute a complaint filed in bad faith. 

 

13.10 The provisions of this Article are not intended to discourage or prevent employees from exercising 

any other legal rights under tribunals of competent jurisdiction, including the right to file a human 

rights complaint under the New Brunswick Human Rights Act. 

 

13.11 Upon request, the Employer and the Local Union shall meet to discuss measures to improve the 

complaint and, or, investigative procedures.  The Employer and the Local Union may make 

recommendations to the Parties with respect to any improvements which might require change(s) 

to the Collective Agreement. 

  



  

22 
 

ARTICLE 14  EMPLOYEE STATUS 

14.01 Full-time Employee 

A full-time employee is an employee who regularly works the normally required hours of work as 

established in Article 16 - Hours of Work.   

14.02 Part-time Employee 

A part-time employee is an employee who regularly works less than the normally required hours 

of work for a full-time employee as established in Article 16 – Hours of Work. 

14.03  Sessional Employee 

A sessional employee is a full-time or part-time employee hired for recurring sessional work for a 

duration with start and end months specified in the employee’s letter of appointment.  Sessional 

employees will be temporarily laid-off at the end of their work session and recalled for the 

subsequent work session as specified in the employee’s letter of appointment.   

A sessional employee, while working, is entitled to all applicable provisions of the Collective 

Agreement.  The eligibility rules for the pension plan and employment benefit plans will apply 

where applicable. 

While on temporary lay-off between sessions, eligible sessional employees will have the option to 

continue to receive health and dental, life, and accidental death and dismemberment (AD&D) 

coverage on the applicable cost-share basis; the eligibility rules for the pension plan will apply 

where applicable.  

Notwithstanding the above provisions, sessional employees remain subject to layoff in the 

ordinary course, in accordance with Article 32 – Layoff, Recall and Severance.  

14.04 Contract Term Employees 

a) A contract term employee is a full- or part-time employee hired for a fixed period of eight (8) 

months or greater for any of the following purposes: 

i) replacement of an employee who is on leave with or without pay; 

ii) term assignments; 

iii) non-recurring work; or,  

iv) special projects. 

b) The need for a contract term employee is not expected to extend beyond the end of the fixed 

period and the employee’s employment shall cease on the termination date specified in the 

employee’s letter of appointment. An earlier termination date may result from an early return 
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to duty as per Clause 26.01 i) of Article 26 – Other Leave With or Without Pay.  A copy of the 

letter of appointment shall be provided to the Union Local. 

 

c) Contract term employees are covered by all applicable provisions of this Collective Agreement 

during their term of employment. The eligibility rules for the pension plan and employment 

benefit plans will apply where applicable. 

 

d) Qualified, non-probationary employees may apply for a contract term job opportunity in 

accordance with Article 27 – Staffing Procedure.  Upon completion of the term or any 

subsequent term, a permanent employee will be returned to the position to which they were 

permanently appointed or an equivalent position with no decrease in pay.  A contract term 

employee who is offered another contract term position shall be advised in writing, prior to 

accepting the position, whether their current position will be available at the conclusion of 

the new contract term opportunity.  

 

14.05  Student Employees 

Students can be employed to perform bargaining unit work, provided that the status of 

employment of bargaining unit employees is not affected in an adverse way.  In addition, the 

Union Local supports the University’s participation in government-sponsored job training and 

agrees that the University may provide employment to persons hired under these programs.  The 

University will provide the Union Local with a monthly report of the number of student employees 

and the nature of work performed.  Students are excluded from the bargaining unit and will not 

be subject to any of the provisions of the Collective Agreement.  

14.06 Grant Employees 

a)  A grant employee is a person appointed to a position where the duties of the position are 

within the scope of the bargaining unit description (i.e., certification order) and where the 

majority of funding for the position is from an external source. Grant employees hired for 

terms of twelve (12) months or less will be members of the union and, notwithstanding Article 

15 - Probation and Trial Period, will be covered by all terms of the Collective Agreement with 

the exception of those relating to staffing, seniority, layoff and recall, hours of work, job 

classification, job security, all benefits (including disability, health, dental, life insurance and 

pension), leaves of absence, vacation, overtime, wages, tuition waiver. Grant employees hired 

for terms of greater than twelve (12) months will be members of the union and will be covered 

by all terms of the Collective Agreement with the exception of wages when the financial terms 

of the grant agreement conflict with the Collective Agreement.  In such cases, the Employer 

will share the relevant financial details of the grant agreement with the Union Local. 

b)  A grant employee’s employment shall cease on the termination date specified in the 

employee’s letter of appointment.  A copy of the letter of appointment shall be provided to 

the Union Local. 
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c)  Notwithstanding Article 14.06 a), a permanent employee who accepts a grant appointment in 

the bargaining unit, or an extension to that grant appointment: 

i. will continue to accumulate seniority while in the grant appointment or extension, 

and 

ii. shall be covered by all terms of the Collective Agreement with the exception of wages 

when the financial terms of the grant agreement conflict with the Collective 

Agreement.  In such cases, the Employer will share the relevant financial details of 

the grant agreement with the Union Local.  

 

d)  A permanent employee who accepts a grant appointment in the bargaining unit of eighteen 

(18) months or less or an extension resulting in a cumulative appointment of eighteen (18) 

months or less in total will have the right to return to their substantive position upon 

completion of the grant appointment or extension. 

14.07  Temporary and Casual Employees 

a) Subject to Clause 14.07 b), temporary and casual employees may be engaged in a temporary 

capacity for less than eight (8) months.  Temporary or casual employees are defined below 

and shall not be utilized to frustrate the filling of any vacant or newly created position of a 

period of eight (8) months or greater, or any other provision of the Collective Agreement: 

i. ‘Casual employee’ means a person hired for an indefinite period of less than eight (8) 

months; and, 

ii. ‘Temporary employee’ means an employee hired for a definite period of less than eight 

(8) months. 

b) For the initial three (3) months of active employment, temporaries or casuals will not be 

members of the bargaining unit nor will they be covered by the provisions of the Collective 

Agreement, but the Employer will observe all applicable employment, labour and human 

rights standards requirements.  After three (3) months of active employment, they will 

become members of the Union and, notwithstanding Article 15 - Probation and Trial Period, 

be covered by all terms of the Collective Agreement with the exception of those relating to 

staffing, seniority, layoff and recall, hours of work, job classification, job security, all benefits 

(including disability, health, dental, life insurance and pension), leaves of absence, vacation 

(they will be paid four percent (4%) as part of their regular pay), overtime, wages, tuition 

waiver.  

c) A temporary or casual employee whose cumulative active employment reaches eight (8) 

months or more in any two-year period will, at that point, become a Contract Term employee 

and therefore, a member of the bargaining unit and be subject to all applicable provisions of 

this Collective Agreement. 



  

25 
 

d)  Job postings for temporary or casual positions are not subject to Article 27 – Staffing 

Procedure. 
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ARTICLE 15  PROBATION AND TRIAL PERIOD 

15.01  All newly hired employees shall be considered probationary employees. 

 

15.02 Newly hired employees shall complete a six (6) month probationary period which may be 

extended up to an additional two (2) months by mutual agreement of the Parties. The purpose of 

the probationary period is to allow the Employer to assess the employee’s suitability for continued 

employment.  If a probationary employee is deemed not suitable, the employee may be 

terminated.   

   

15.03   A probationary employee shall be entitled to all rights and privileges of the Collective Agreement.          

 

15.04 During the probation period, the employee’s supervisor shall review the employee’s performance 

with the employee on a regular basis. At least two formal reviews shall be conducted, the first no 

later than the mid-point of the probation period.  If performance issues are identified in this first 

review, the Employer will undertake a second evaluation prior to the final evaluation.  

 

15.05 If during, or at the end of, a probationary period an employee is not deemed suitable for on-going 

employment in the position, the Human Resources Office will meet with and inform the employee 

and Union representative of the Employer’s decision and provide a copy of the written decision 

including the reasons.   

 

15.06  Except as outlined in Clauses 15.07 and 15.08, a current employee transferring or promoted to 

another position is subject to a trial period of forty-five (45) days.  

 

15.07 An employee shall not be required to serve a trial period when: 

 

a) the employee is promoted without competition as a result of reclassification of the  

employee’s position; or 

 

b) the employee is transferred to a position in the same classification involving similar duties and 

responsibilities. 

  

15.08  An employee who is temporarily appointed to another position on an acting basis is not 

considered to be on a trial period.  If the employee is subsequently promoted to that position, the 

period during which the employee was in acting status will count towards the employee’s trial 

period.  

  

  



  

27 
 

 

15.09 In the event an employee on a trial period either proves unsatisfactory, or so requests, the 

employee shall be returned to their former position without loss of seniority or wages or salary.  

Any other employees promoted or transferred because of the re-arrangement of position(s) shall 

also be returned to their former position(s) without loss of seniority or wages or salary. 

 

15.10  A probationary employee discharged or terminated for reasons other than willful misconduct, 

disobedience or neglect of duty shall be given a minimum of one (1) week prior notice in writing, 

with a copy to the PSAC Local President, or payment in lieu thereof. 
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ARTICLE 16  HOURS OF WORK 

16.01 Employees, excluding those in the General Labour and Trades classifications and Campus Ministry, 

are normally required to work seven (7) hours per day, Monday to Friday, totaling thirty-five (35) 

hours per week.  Employees in the General Labour and Trades classifications are normally required 

to work eight (8) hours per day, Monday to Friday, totaling forty (40) hours per week.  Employees 

in Campus Ministry are normally required to work seven (7) hours per day, Sunday to Thursday, 

totaling thirty-five (35) hours per week. 

  

 A day, for pay purposes, is a twenty-four (24) hour period beginning at 12:01 a.m. and ending at 

12:00 midnight.  A week, for pay purposes, is a seven (7) day period beginning at 12:01 a.m. on 

Monday and ending 12:00 midnight on Sunday. 

  

16.02    a) An employee’s work hours are normally scheduled between the hours of 7:30 a.m. and 5:00 

p.m. in accordance with 16.01.  An employee’s work hours are determined by the operational 

requirements of the office or department in which the employee works and are scheduled by 

the immediate supervisor in consultation with the Director of Human Resources, the 

employee(s) and the Local PSAC representative(s).   

 

b) The Employer will give a minimum of ten (10) days’ notice before implementing a change to 

the employee’s normal work schedule.  

 

c) Before changing an employee’s normal work schedule, the Employer shall consider the wishes 

of the employee concerned and shall consult in a meaningful and constructive manner with 

the affected employee(s) and the Local PSAC representative(s).   In all cases following such 

consultation, the Employer will, where practicable, make every reasonable effort to 

accommodate such employee representations as may have been conveyed by the PSAC 

representative(s) during the consultation.     

 

16.03 When establishing the starting and stopping times in a work unit, the Employer shall consult in a 

meaningful and constructive manner with the employees in the unit and the Local Representative.     

 

16.04   a) Employees, excluding those in the General Labour and Trades classifications, will have two 

paid breaks of fifteen (15) minutes each at approximately the midpoints of the morning and 

the afternoon and an unpaid lunch break of one hour to be taken between 11:30 a.m. and 

2:30 p.m.   

 

b)   Employees in the General Labour and Trades classification will have two paid breaks of fifteen 

(15) minutes each at approximately the midpoints of the morning and the afternoon and an 

unpaid lunch break of one-half hour to be taken between 11:30 a.m. and 2:30 p.m.    

 

16.05   a) It is understood that for some scheduled University-related events during the period of 

September 1 to April 30 some employees in Advancement and Alumni Relations, Athletics, 

Recruitment, Drama, and Residence Life, may be scheduled to work a limited portion of their 
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work hours on Saturday, Sunday, in the evenings, or at a time other than between the hours 

of 7:30 a.m. and 5:00 p.m., Monday to Friday, on a straight-time basis.  These abnormal hours 

will only be assigned when an event, due to its nature, must be scheduled outside of the 

employee’s normal work hours. Before assigning this weekend or evening work the Employer 

will consider the personal circumstances of the employee and will give a minimum of ten (10) 

days’ notice.  When the abnormal hours are scheduled, an equivalent reduction in normal 

hours (“offset hours”) is expected to occur in the same day or week the abnormal hours were 

scheduled. 

b) Upon providing the ten (10) day notice above, and if the event is scheduled after normal hours 

on a weekday, the supervisor and employee are expected to agree on the offset hours to occur 

in the same day as the event, but if the employee prefers those to be on another day or days, 

in the same work week, the supervisor will use their best efforts to accommodate the 

employee’s preference(s). 

 

c) Should the event be scheduled on a weekend, a similar process as per (b) above would occur 

between the supervisor and the employee in an attempt to schedule the offset hours on an 

employee’s preferred day or days during the same work week. 

 

d) The intent of this article is that the employee’s seven (7) hours per day and thirty-five (35) 

hours per week (“normal hours”), as per Clause 16.01, will be respected.  If all or any of the 

offset hours cannot be accommodated in accordance with the employee’s preference(s), this 

will result in the payment of overtime for any remaining offset hours worked and not taken.   

 

16.06   a)  Notwithstanding anything to the contrary contained in this Collective Agreement, an 

employee may request a variation in their work hours, and approval by the Employer shall be 

based on operational requirements.   Such variations may include, but not be limited to, the 

following: 

 

i)  summer and winter hours;  

ii)  starting and stopping times; 

iii)  completion of the employee’s weekly hours of work in a period other than provided 

for in the hours of work provisions of this Collective Agreement; and, 

iv)  a modified work schedule which may exceed or be less than the employee’s regular 

daily hours of work specified by this Collective Agreement (provided that the employee’s 

normal work week shall average the weekly hours per week specified in this Collective 

Agreement over the life of the schedule and the maximum life of a schedule shall be six 

(6) months). 

 

b) Notwithstanding anything to the contrary contained in this Collective Agreement, the 

implementation of any variation in hours as described in 16.06 a) shall not result in any 

additional overtime work or additional payment by reasons of such variation and whenever 

an employee changes their variable hours or no longer works variable hours, all appropriate 

adjustments will be made. 
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16.07   Wash-up time will be permitted for Facilities Management employees when required. 
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ARTICLE 17  OVERTIME 

17.01    a)  Subject to operational requirements, the Employer shall make every reasonable effort to 

avoid excessive overtime and to allocate overtime on an equitable basis among readily 

available qualified employees normally performing the work. 

 

b)  The Employer shall maintain an overtime equitable distribution list showing the overtime 

hours worked by, and offered to, such employees. 

 

17.02 Hours worked by employees in excess of their normal work hours, as defined in Clause 16.01 of 

Article 16 – Hours of Work and subject to Clause 16.04, constitute overtime hours. 

 

17.03   Overtime must be approved in advance by the immediate supervisor, or designate. 

 

17.04 a)   Overtime shall be assigned to the employee who normally does the work. 

 

b)  If more than one employee normally does the work, it will be offered first to the employee 

who has the least amount of overtime on the overtime equitable distribution list. 

 

c)  No employee shall be required to work overtime when other employees are available who are 

suitably qualified and willing to perform the required work. 

 

d)  Where an insufficient number of employees referred to above are readily available for the 

overtime work, then overtime shall be assigned to the least senior of those employees. 

 

e)  An employee has the right to decline an overtime assignment where they have already worked 

an excessive amount of overtime as established in the overtime equitable distribution list or 

within the previous five (5) days when there is an employee who is available, suitably qualified, 

and willing to perform the required work. 

 

f)  If there is no employee who is available, suitably qualified, and willing to perform the required 

work, then the employee who has been assigned the overtime may raise concerns regarding 

their excessive overtime with their supervisor.  In this case, the supervisor will not assign the 

overtime to the employee except in an emergency, and the Local President shall be informed 

of the details of the emergency.  

 

17.05 When overtime is worked as a result of an employee being on standby status in accordance with 

Article 19 - Standby, the above outlined process is not applicable.  However, any overtime 

opportunities which result from being on standby status will count in the overtime equitable 

distribution process.   

 

17.06 An employee is entitled to overtime compensation, when approved in advance by the immediate 

supervisor, or designate, for each completed fifteen (15) minute period of overtime worked by 

the employee.  
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17.07   When an employee is scheduled to work overtime on a designated paid holiday or on a day of rest 

and reports to work, the employee shall be: 

 

a)  compensated for the time actually worked or a minimum of three (3) hours pay at the 

applicable overtime rate, whichever is greater; and,  

 

b)  reimbursed for reasonable expenses incurred as follows: 

  

i) kilometric allowance at the appropriate rate as contained in Clause 18.02 of Article 18 

– Call-Back; or,  

 

ii) out-of-pocket expenses for other means of alternate transportation. 

 

17.08 Except in cases of emergency, call-back, or mutual agreement with the employee, the Employer 

shall give no less than twenty-four (24) hours’ notice of any requirement for overtime work.  In 

cases of emergency, the Employer shall immediately inform the Local President and the affected 

employee(s) of the details of the emergency requiring such short notice.    

 

17.09    The normal compensation for overtime worked will be at the rate of time and one-half (1.5X) for 

each hour, or portion thereof, of overtime worked, unless the employee has requested in writing 

that the overtime be banked.  An employee will receive double time (2X) for each hour, or portion 

thereof, of overtime worked on a Sunday (or Saturday in the case of Campus Minister).  The 

Employer will pay overtime compensation on the next bi-weekly pay date, if possible, following 

the receipt of a complete and accurate overtime claim, and no later than four (4) weeks after 

receipt of the claim.   

 

17.10    An employee shall have the option of banking up to a maximum of forty (40) hours of accumulated 

overtime during the fiscal year.  Employees may use banked overtime as time off in lieu, subject 

to approval by the supervisor based on operational requirements.  At the end of the fiscal year, 

any remaining overtime in the bank will be paid to the employee, or, at the employee’s request, 

may be carried over, subject always to the forty (40) hour bank maximum.  Payment of banked 

overtime shall be at the employee’s straight-time rate of pay in effect on the date immediately 

prior to the day on which the employee uses the banked overtime.    

   

17.11 When employees are required to work overtime and as a result do not have access to their regular 

mode of transportation, the employees shall be reimbursed for reasonable out-of-pocket 

expenses for alternate transportation. 

 

17.12 When an employee works three (3) or more hours of overtime immediately prior to, or after, the 

employee’s scheduled daily hours, the Employer will provide a meal or reimburse the cost of a 

meal up to fifteen dollars ($15), upon presentation of a receipt, and provide a one-half (1/2) hour 

paid meal break.   An additional meal or meal reimbursement up to fifteen dollars ($15) and a 

one-half (1/2) hour paid meal break will be allowed for each contiguous three (3) hour period of 

overtime worked.  An employee may request a break of up to 45 minutes between normal hours 
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and overtime to attend to personal or family matters.  In such circumstances the above provisions 

will apply. 

 

17.13  Where an employee is entitled to overtime and has worked a period of overtime equal to the daily 

hours of work specified in Article 16 – Hours of Work, the employee shall continue to be 

compensated at the appropriate overtime rate for all hours worked until the employee is given a 

period of rest of at least eight (8) hours. 
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ARTICLE 18  CALL-BACK 

18.01    If an employee is called back to work by the Employer, and returns to work on a designated holiday 

which is not the employee’s scheduled day of work or on the employee’s day of rest or after 

leaving the workplace subsequent to a normal work day, the employee shall be paid the greater 

of: 

 

a) three (3) hours’ pay at the applicable rate of overtime compensation for each call-back to a 

maximum of eight (8) hours’ compensation in an eight (8) hour period; or, 

 

b) for all time worked, at the applicable rate of overtime compensation. 

 

18.02 An employee shall be reimbursed each time they are called back to work under this Article: 

 

a) for the use of their vehicle in accordance with the University’s Travel Policy; or, 

 

b) reasonable out-of-pocket expenses for other means of commercial transportation. 

 

18.03 An employee who is called back to work by the Employer and is not required to return to the 

workplace to complete the work will be compensated for the time required to perform the work, 

for a minimum of thirty (30) minutes per issue at the applicable overtime rate. 
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ARTICLE 19  STANDBY 

19.01 Where the Employer requires an employee to be available on standby during their off-duty hours, 

an employee shall be compensated at the rate of one (1) hour for each four (4) consecutive hour 

period or portion thereof that the employee has been on standby.  

 

19.02 An employee designated by letter, or by list, for standby duty shall be available to return for duty 

as quickly as possible, if called.  If circumstances arise whereby an employee is unable to fulfill this 

obligation, the employee shall inform the supervisor as soon as possible. All employees on standby 

shall be provided with a portable means of contact at no cost to the employee unless the 

employee prefers to use their own portable means of contact. In designating employees for 

standby, the Employer will endeavor to provide for the equitable distribution of standby duties.  

No standby payment shall be granted if an employee is unable to report for duty when required.  

 

19.03 An employee on standby who is required to report for work and reports for work shall be paid, in 

addition to the standby pay, compensation in accordance with the provisions of Articles 17 – 

Overtime and 18 – Call-Back. 
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ARTICLE 20  PAY ADMINISTRATION 

20.01  Employees shall be paid on a bi-weekly basis at the rate of pay to which they are entitled based 

upon the employee’s position classification and as prescribed in Schedule "A".  The Employer shall 

provide  the Union Local with an annual statement indicating each employee's actual rate of pay, 

classification, including level and step, and position title for the employee’s substantive position 

and, if applicable, acting position. 

 

20.02  Upon initial appointment, a new employee shall be paid at the rate deemed appropriate by the 

Employer, acting fairly and reasonably, based on the employee’s relevant qualifications and 

related work experience. The Employer shall inform the Union Local in writing of the rate deemed 

appropriate and its justification.   In no case shall the employee be paid at a rate in the range that 

is less than the minimum rate or higher than the maximum rate.   

 

20.03  A current employee appointed or reclassified to a higher rated position shall normally be paid at 

the step in the range of the new position which provides an increase in pay at least equal to the 

lowest salary step value in the new position, or such higher rate deemed appropriate by the 

Employer, and as specified in Schedule “A”. In no case shall the employee be paid higher than the 

maximum rate in the new position. 

 

20.04  A current employee appointed or reclassified to a position rated the same as their prior position 

shall receive at least the same salary step in the new position.  

 

20.05  Salary Protected Status 

 

a)  An employee whose position is reclassified downward and who has yet to be offered a 

reassignment to a position rated the same as, or higher than, their current position, shall 

continue to receive the same rate of pay,  salary step increases and negotiated salary increases 

on the same basis as if they had not been reclassified.  

 

b)  An employee whose position is reclassified downward and who has refused reassignment to 

a permanent position rated the same as or higher than their position and for which the 

employee has the requisite skills and abilities, shall continue to receive the same rate of pay. 

The employee shall receive salary step increases on the same basis as if they had not been 

reclassified, but shall not receive negotiated salary increases. The employee shall be paid the 

applicable salary step for the new classification when it exceeds the protected rate. 

 

c)  An employee who is demoted shall receive the lesser of their current rate of pay and the 

maximum salary step in the new position.  

 

20.06  Clause 20.05 does not apply to an employee who obtains a position through the posting procedure 

which is rated lower than their current position. Such an employee shall receive the lesser of the 

maximum rate for the new position and their current rate of pay. In the event of the latter, the 
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employee shall receive the applicable salary step when it exceeds their current rate in accordance 

with Clause 20.07.  

 

20.07   No employee shall be required to perform any substantive work outside the bargaining unit 

without the employee's consent.  

 

20.08   The Employer may appoint such an employee to a position outside the bargaining unit on an acting 

basis for a period of up to one (1) year, during which time the employee may be returned by the 

Employer to their former position at the rate of pay to which they would have otherwise been 

entitled within the bargaining unit. The acting appointment may be extended beyond one (1) year 

to accommodate a temporary vacancy.  

 

20.09  For the purposes of this Agreement, a position is higher rated than another if its maximum rate is 

higher, and the position is rated the same as another if its maximum rate is the same.  

 

20.10  When a salary step adjustment and a salary scale revision are effected on the same date, the step 

adjustment shall be applied first.  

 

20.11  When the Employer, through the Human Resources Office, formally requires an employee to 

substantially perform the duties of a higher-level position in the bargaining unit in an acting 

capacity and the employee performs such duties the employee shall normally be paid acting pay 

calculated in accordance with Clause 20.03 from the date that the employee commenced to act 

as if the employee had been appointed to that higher classification level for the period in which 

the employee acts. The acting pay shall be at least five (5)% of the salary of their substantive 

position for performing such duties. An employee acting in a higher rated position shall continue 

to be entitled to the employee’s pay increment for the lower rated position based on the 

employee’s increment date in the lower rated position. When an employee receives an increment 

in the lower rated position, the employee’s acting rate of pay will, if required, be adjusted 

accordingly.  

 

20.12   In the event of termination of employment for reasons other than death or lay-off or disability, the 

Employer shall recover from any monies owed the employee an amount equivalent to unearned 

vacation taken by the employee.  
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ARTICLE 21  LEAVE GENERAL 

21.01 An employee is entitled to be informed, upon request, of the balance of their vacation, sick and 

compensatory leave credits. 
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ARTICLE 22  DESIGNATED PAID HOLIDAYS  

22.01 The following are paid holidays for employees: 

 

New Year’s Day 

Family Day (third Monday in February) 

Good Friday 

Easter Monday 

Victoria Day 

Canada Day 

New Brunswick Day 

Labour Day 

Thanksgiving Day 

Remembrance Day 

Christmas Eve Day 

Christmas Day 

Boxing Day 

New Year’s Eve Day 

National Day for Truth and Reconciliation 

 

22.02   When a day designated as a holiday under Clause 22.01 coincides with an employee’s day of rest, 

the holiday shall be moved to the first scheduled working day following the employee’s day of 

rest, unless the Union and Employer otherwise agree in writing.  

 

22.03  Employees shall receive a day’s pay at straight time for any of the designated holidays falling on 

normally scheduled working days.  When an employee works on a designated holiday, additional 

payment will be made at the rate of time and one-half (1.5X) for all hours, or portion thereof, so 

worked, or time off in lieu thereof to be treated as compensatory time off under Article 17 – 

Overtime.  

 

22.04   An employee absent without pay on both their regularly scheduled full working day immediately 

preceding and immediately following a designated holiday is not entitled to pay for the holiday, 

except in the case of an employee who is granted leave without pay under the provisions of Clause 

25.03 in Article 25 – Leave With or Without Pay for PSAC or Union Business.   

 

22.05   When a day that is a designated holiday for an employee falls within a period of vacation leave or 

other leave with pay (for clarity, this excludes Maternity, Parental or Adoption Leave), that day 

shall count as a holiday and not as a day of leave.  

 

22.06 When a day designated as a holiday for an employee is moved to another day under the provisions 

of Clause 22.02: 

 

a) work performed by an employee on the day from which the holiday was moved shall 

be considered as work performed on a day of rest; and, 
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b) work performed by an employee on the day to which the holiday was moved shall be 

considered as work performed on a holiday.  

 

22.07 Where operational requirements require that employees in Facilities Management are called back 

to work on December 25 and January 1, the Employer shall make every reasonable effort not to 

call back the same employee to work both December 25 and January 1 in the same holiday season 

without the employee’s consent.   
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ARTICLE 23  VACATION LEAVE  

23.01  The vacation year shall be from May 1st to April 30th inclusive. 

 

23.02  An employee in the bargaining unit shall earn vacation leave credits at the following rates for each 

calendar month during which the employee receives at least ten (10) days’ pay: 

 

a)  one and one-quarter (1 1/4) days until the month in which the employee completes seven (7) 

years of continuous service; 

 

b)  one and two-thirds (1 2/3) days commencing with the month in which the employee 

completes seven (7) years of continuous service; 

 

c)  two and one-twelfth (2  1/12) days commencing with the month in the employee completes 

seventeen (17) years of continuous service.  

 

23.03    An employee who had received, prior to the date of certification, an appointment letter which 
stipulates vacation leave entitlement(s) greater than the above-noted shall retain such 
entitlements until the above-noted become greater. 
 

23.04   For the purpose of vacation leave, continuous service is defined as the length of employment with 
the Employer from the most recent date of hire.  

 
Notwithstanding the above, for all employees in the bargaining unit on the date of ratification of 

the First Collective Agreement (February 28, 2015), ‘continuous service’ shall mean the length of 

all cumulative service with the Employer. 

 

23.05  An employee is entitled to vacation leave with pay to the extent of the employee’s earned credits, 

but an employee who has completed (6) months of service may submit a written request to the 

Director of Human Resources to receive an advance of credits equivalent to the anticipated credits 

for the vacation year. Such requests shall not be unreasonably denied. 

 

23.06   Employees are expected to take their vacation leave during the vacation year in which it is earned. 

 

23.07    a)  Vacation requests must be submitted in writing to the employee’s supervisor. 

 

b) For requests received by April 1, seniority will be the determining factor in cases of conflict 

within a unit for selection of vacation periods in the following vacation year (May 1 to April 

30).  Such requests will not be assessed until the April 1 deadline has passed.  Seniority rights 

shall not apply to vacation carried over from the previous year(s). 

 

c) Vacation requests submitted after April 1 shall be approved on a first-come-first-served basis.  

Regardless of seniority, no such request shall displace vacation requested by the April 1 

deadline and subsequently approved. 
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d) With respect to 23.07 b) and c), those units where all employees are agreed, by consensus, 

upon a specific selection and, or, scheduling system for that unit, will be exempted from the 

application of this clause and will retain that current system. 

 

 

23.08    a)  Subject to 23.07 and operational requirements, the Employer shall provide an employee's 

vacation in an amount and at such time as the employee may request. 

 

b)   

i) The Employer shall give the employee as much notice in writing as is practicable and 

reasonable of approval, disapproval, alteration or cancellation of a request for 

vacation leave.  In the case of disapproval, alteration or cancellation of such leave, the 

Employer, upon request from the employee, shall give the written reasons for the 

decision. 

 

ii) Subject to operational requirements, the Employer agrees to comply with any 

subsequent request made by the employee. 

 

 

23.09  Where, in respect of any period of vacation leave with pay, an employee is granted any other leave 

with pay, the period of vacation leave with pay so displaced shall either be added to the vacation 

period, if requested by the employee and approved by the Employer, or reinstated for the 

employee’s use at a later date. The Employer agrees to comply with any subsequent request made 

by the employee, subject to operational requirements as determined by the Employer acting 

reasonably. 

 

23.10  Where in any vacation year an employee has not used all of the vacation leave with pay credited 

to the employee, the unused portion of the employee's vacation leave shall be carried over into 

the following vacation year. Carry-over beyond one year shall not be permitted.  Any unused 

portion of carried-over vacation leave that is in excess of the employee’s annual entitlement will 

be paid out on the next pay following May 31st calculated based on the employee’s current rate 

of pay. 

 

23.11  During the vacation year, upon application by the employee, the Employer may grant carry-over 

of vacation leave.  

 

23.12  Except by mutual agreement of the employee and the Employer, the Employer will not cancel a 

period of vacation leave which has been previously approved and will not recall an employee to 

duty after the employee has proceeded on vacation leave with pay. 
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23.13 When, during any period of vacation leave with pay, an employee is recalled to duty in accordance 

with the above-noted Clause 23.12, the employee shall be reimbursed for expenses in accordance 

with Article 40 - Travel: 

 

a) when proceeding to the employee’s place of duty; and, 

 

b) when returning to the place from which the employee was recalled if the employee 

immediately resumes vacation upon completing the assignment for which the employee was 

recalled. 

 

 

23.14 The employee shall not be considered as being on vacation leave with pay during any period in 

respect of which the employee is returning to work, at work and returning to vacation under 

Clause 23.12.  Such time shall be considered as time worked. 

 

23.15 When the Employer cancels a period of vacation leave which it has previously approved in writing, 

the Employer shall reimburse the employee for the non-returnable portion of vacation contracts 

and reservations made by the employee in respect of that period, subject to the presentation of 

such documentation as the Employer may reasonably require.  The employee will attempt to 

mitigate any losses incurred and will provide proof of such action to the Employer. 

 

23.16  When an employee dies or otherwise ceases to be employed, the employee or the employee's 

estate shall be paid an amount equal to the product obtained by multiplying the number of days 

of earned but unused vacation leave credits by the employee’s daily rate of pay at the time of 

termination of the employee's employment. 
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ARTICLE 24  EDUCATION AND CAREER DEVELOPMENT LEAVE  

24.01  The Employer recognizes the usefulness and the value of education and career development to 

improve the knowledge and capabilities of employees.   

 

24.02 Education Leave 

 

a) Upon written application by the employee and with approval of the Employer, an employee 

may be granted Education Leave without pay for varying periods of up to one (1) year to 

attend a recognized post-secondary institution to complete studies which, in the judgment of 

the Employer, directly complement the employee’s current or future job responsibilities. 

 

b) Employees are considered eligible if: 

 

i) for an initial application, they have completed a minimum of three (3) years 

continuous service; and, 

 

ii) for a second or subsequent application, they have completed four (4) years of 

continuous service since the last period of Education Leave. 

 

c) All applications for Education Leave shall outline the program of study and its benefits to the 

employee and the Employer, and should be submitted in writing normally three (3) months 

prior to the commencement of the leave. Applications are subject to the approval of the 

employee’s supervisor and the Director of Human Resources.  The Director of Human 

Resources shall respond in writing to the employee indicating whether the application is 

approved or denied.  If denied the employee shall also be informed in writing of the reason(s). 

 

d) Employees on an Education Leave: 

 

i) may continue benefit coverage in accordance with the eligibility rules of each benefit; 

and, 

 

ii) shall for pay purposes continue to progress within the salary grid (if applicable). 

 

24.03 Career Development and Leave  

a) “Career development” refers to an activity which in the opinion of the Employer is likely to be 

of assistance to the individual in furthering their career development and to the Employer in 

achieving its goals.  The following activities shall be deemed to be a part of career 

development: 

 

i) a course given by the Employer; 

ii) a course offered by a recognized academic institution; 
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iii) a seminar, convention, or study session in a specialized field directly related 

to the employee’s work; or, 

iv) at the Employer’s discretion, examination leave for the purpose of writing an 

examination that takes place during the employee’s scheduled hours of work. 

 

b) Employees seeking leave with pay to attend a career development activity must apply to their 

supervisors for approval either orally or in writing.  If the request is denied, the employee may 

request a response outlining the reason(s) for the denial.  The supervisor may provide an oral 

response if the original application was oral. 

 

c) The employee shall receive no compensation under the Overtime and Traveling Time 

provisions of the collective agreement during time spent on Career Development Leave 

provided for in this clause. 

 

d) While participating in an approved career development activity, employees shall be 

reimbursed for expenses in accordance with Article 40 - Travel. 

 

24.04  Annual Training Opportunity  

Every reasonable effort will be made to provide each employee the opportunity to attend an 

annual training opportunity for the purpose of development or enhancement of knowledge, skills 

and abilities related to work performed, promotional opportunities and personal growth. The 

annual training opportunity may be offered to all employees on either a unit, university-wide or 

combined basis. The Union Local and the Employer will work together through the Joint 

Consultation Committee to select topics for the annual training opportunity and to assess the 

effectiveness of the training.   
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ARTICLE 25  LEAVE WITH OR WITHOUT PAY FOR PSAC OR UNION BUSINESS 

 25.01 The Employer will grant a maximum of two hundred and fifty (250) person hours leave with pay 

per year to members of the bargaining unit for union activities, including but not limited to: 

 

a) attending Executive Council meetings and conventions of the PSAC, conventions of the 

Canadian Labour Congress, conventions of the New Brunswick Federation of Labour and 

conventions of the Fredericton and District Labour Council; 

 

b) training related to the duties of a representative; 

 

c) performing administrative or executive duties on behalf of the Local;   

   

d) preparing for grievance or arbitration hearings; and 

 

e) serving as a witness at either an Arbitration Board or the New Brunswick   Labour and 

Employment Board. 

 

The leave allotment specified in this article is in addition to leave with pay to attend grievance and 

arbitration hearings specified in Clause 11.05 of Article 11 – Grievance and Arbitration Procedure, 

leave with pay for Joint Consultation Committee meetings specified in Clause 7.03 of Article 7 – 

Joint Consultation Committee, leave with pay to attend Employer-Union meetings specified in 

Clause 25.03 below, and any other leave with pay as specified in this Collective Agreement. 

 

25.02 The Employer will grant leave with pay to a reasonable number of employees to attend meetings 

between the Employer and the PSAC.  

 

25.03 The Employer will grant a maximum of three hundred (300) person hours leave with pay to 

members of the bargaining unit to prepare for and negotiate a new collective agreement.  Any 

leave in excess of 300 hours will be considered as leave without pay for the negotiating team 

unless alternative compensation arrangements are made by the PSAC.  

 

25.04 Requests for leave outlined in this article will be made in advance, in writing, and must be 

approved by the relevant supervisor.  Such requests shall not be unreasonably denied. 

 

25.05 An employee who has been elected or appointed to a full-time office of the PSAC, or the Local 

shall be entitled, with a minimum of at least one (1) months’ notice, to leave without pay for a 

period of up to one year, or one term (three (3) years) of office.  

 

The Employee may elect to continue their Employee Benefits and optional coverage by paying the 

full cost of continued coverage. 
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The Employee may elect to contribute to the Pension Plan at the rate of salary they are receiving 

in the elected or appointed position or office by paying the contributions required by the Pension 

Plan. 

 

An employee who returns to work with the Employer after a period of leave without pay granted 

under this clause shall have the time spent on leave credited for purposes of seniority. Such an 

employee has the right to return to their former classification level and, if practicable, their former 

position. 

 

25.06 The Employer will maintain salary and benefits for employees on leave with pay pursuant to this 

Article. 
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ARTICLE 26  OTHER LEAVE WITH OR WITHOUT PAY  

26.01 General Provisions 

 

For the purpose of this Collective Agreement: 

 

a) An employee may return to duty after the expiration of any leave granted under this Collective 

Agreement, or may return earlier after giving the Employer either two (2) days written notice 

(in the case of any leave of four (4) months or less) or two (2) weeks written notice (in the 

case of any leave greater than four (4) months), of the employee’s intention to do so. 

 

b) The employee shall be permitted to resume work in the substantive position the employee 

held immediately before the commencement of the leave or an equivalent position with no 

decrease in pay and with no loss of benefits accrued up to the commencement of the leave.   

 

c) “Spouse” means the person the employee is legally married to or with whom the employee 

has a common law relationship.  For the purpose of this Collective Agreement, a common law 

spouse is a person who the employee has publicly represented as their spouse and with whom 

the employee has co-habited for a continuous period of at least one (1) year.  Notwithstanding 

this, for the purpose of entitlements governed by the New Brunswick Pension Benefits Act, 

the definition of spouse will be as defined in that Act.   

 

d) The various leaves described in this Collective Agreement shall fall into three categories as 

follows: 

 

i) Approved Leaves with Pay such as but not limited to vacation, bereavement, court, 

family-related responsibilities, compassionate, and graduation/convocation leaves 

(does not include Article 36 – Sick Leave). 

 

ii) Approved Leaves without Pay such as but not limited to leave without pay, education, 

political, union business, and self-funded leaves. 

 

iii) Approved Government-sponsored Leaves such as but not limited to 

maternity/adoption/parental, Workers’ Compensation Act Leave, and compassionate 

care leaves. 

 

e) An employee on a Leave with Pay or a Government-sponsored Leave will continue to accrue 

seniority while on leave.  An employee on a Leave without Pay will not accrue seniority while 

on leave with the exception of an employee who returns after a leave without pay for union 

business as described in Article 25 – Leave With or Without Pay for PSAC or Union Business.  

 

f) An employee on a Leave with Pay will continue to accrue vacation and sick leave credits, and 

will remain eligible for benefits, pension contributions, and salary grid progression (if 

applicable). 
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g) An employee on a Leave without Pay or a Government-sponsored Leave will not continue to 

accrue vacation and sick leave credits. 

 

h) Employees on Education Leave are eligible for salary grid progression.  All other employees on 

a Leave without Pay or on a Government-sponsored Leave must work a minimum of six (6) 

months during the evaluation period (July 1st to June 30th) to be eligible for salary grid 

progression (if applicable).   

 

i) An employee on a Leave without Pay or a Government-sponsored Leave will remain eligible 

for benefits.  Such employees who choose to maintain their benefits must make arrangements 

with the Employer in advance of the commencement of the leave to pay the employee portion 

of applicable benefit premiums.  An employee on a leave without pay for union business or 

political leave who chooses to maintain their benefits must make arrangements with the 

Employer in advance of the commencement of the leave to pay the full cost of applicable 

insurance premiums. 

 

j) An employee on a Leave without Pay or a Government-sponsored Leave may make 

contributions to the pension plan. The Employer will make contributions only when the 

employee has made contributions while on Workers’ Compensation Act Leave or during the 

top-up period of the Supplemental Unemployment Benefit in the case of 

Maternity/Parental/Adoption Leave; otherwise, the Employer will make no contributions. 

 

k) Notwithstanding any other provisions, it is understood that employees on a leave with or 

without pay remain subject to layoff in the ordinary course, in accordance with Article 32 – 

Layoff, Recall and Severance.  

 

l) The Employer reserves the right not to fill positions made vacant through all approved leaves 

outlined in this Article as well as in Article 24 – Education and Career Development Leave, 25 

– Leave With or Without Pay for PSAC or Union Business, and 36 – Sick Leave, or to fill such 

positions on a part-time basis.  In circumstances of absences of a known duration of eight (8) 

months or greater, and where the Employer chooses to fill the position, internal job posting 

under Article 27 – Staffing Procedure shall apply.  In all other circumstances, the Employer 

may use temporary/casuals. When the Employer decides not to fill leaves of absence of eight 

(8) months or greater, it shall offer to meet with the Union to discuss its reasons and will give 

consideration to any union concerns. 

 

 

26.02 Leave Without Pay 

 

a) Leave without pay shall be for a period of up to twelve (12) months on the approval of the 

Employer.  Leaves without pay exceeding twelve (12) months, or an extension to a previously 

approved leave, may be granted on the approval of the Employer.  Such leave requests shall 

not be unreasonably denied. 
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b) Requests for leave without pay, or an extension to a previously approved leave, shall be 

submitted in writing to the Director of Human Resources with a copy to the employee’s 

supervisor.  An employee intending to take a Leave without pay shall give as much notice as 

possible, preferably not less than one (1) month. 

 

c) The Director of Human Resources will make every reasonable effort to respond, in writing, as 

quickly as possible, after consultation with the employee’s supervisor.  

 

d) If the request is denied, the written response will include the reasons for the denial and a copy 

shall be provided to the Union Local. 

 

e)  Notwithstanding Articles 26.01 and 26.02, an employee who works full-time for another 

employer while on approved leave without pay shall not be eligible for Employee Benefit 

Plans.  

 

26.03  Political Leave 

 

 a) The Employer recognizes the right of every employee to enter political life if so desired.  

Subject to operational requirements, a leave of absence without pay shall be granted to an 

employee seeking election to public office in the Municipality, New Brunswick Legislature, or 

Parliament of Canada. 

 

 b) The employee may opt to take part, or all, of the employee’s accrued annual vacation and, or, 

accumulated overtime (as compensatory leave) during the above-noted leave period.  

 

 c) The length of leave may vary but shall not exceed the period from the date of official filing of 

nominations to a date seven (7) days after the election. 

 

 d) In the event the employee is elected to such public office, the employee will be granted 

further leave of absence without pay for up to one (1) term of office.  At the end of the elected 

term of office, the employee may return to work in accordance with Clause 26.01 ii) – General 

Provisions.   

 

26.04  Bereavement Leave with Pay 

 

In the event of a death in the immediate family, an employee shall be entitled to leave with pay 

for a period of up to five (5) days. Immediate family is defined as father, mother, childhood 

guardian, step-father, step-mother, brother, sister, step-sibling, spouse, fiancé(e), child, 

grandchild, step-child, or anyone for whom the employee is a legal guardian. 
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b) In the event of the death of a mother or father of the spouse, grandparent, fiancé(e)’s child, 

brother-in-law, sister-in-law, daughter-in-law, or son-in-law, the employee shall be entitled to 

three (3) days leave with pay.  

 

c) In the event of the death of an employee’s aunt, uncle, nephew, niece, or a relative 

permanently residing in the employee’s household or with whom the employee permanently 

resides, or a person who resides outside the employee’s residence and for whom the 

employee has formally declared responsibility for assistance and, or, support, the employee 

shall be entitled to one (1) day leave with pay.  

 

d) In addition to the above, an employee may be granted up to two (2) days for travel and shall 

be paid for those travel day(s) which are not regularly scheduled days of rest.  An additional 

travel day may be granted in exceptional cases, subject to the proviso that the employee 

obtains prior approval from the Director of Human Resources.   

 

e) An employee shall receive one-half (½) day leave with pay to serve as a pallbearer at a funeral. 

Upon application, the Director of Human Resources will consider granting reasonable travel 

time to a maximum of one-half (½) day.  This leave, including travel time to be a pallbearer, 

will not be in addition to the Bereavement Leaves granted under this Article. 

 

f) In exceptional cases other than those covered above, the Employer may grant an employee 

leave with pay, normally up to three (3) hours, to attend a funeral as a mourner, subject to 

the proviso that the employee obtains prior approval from the Director of Human Resources. 

 

g) It is recognized by the Parties that bereavement leave may be granted in circumstances where 

cultural or religious traditions have created important family relationships not described in 

this article.   The Employer may, after considering the particular circumstances involved, grant 

reasonable leave with pay. This entitlement is subject to the proviso that the employee 

obtains prior approval from the Director of Human Resources. 

 

26.05  Court Leave 

 

a) The Employer shall grant leave with pay to an employee for the period of time they are 

required: 

 

i) to participate in jury selection; 

 

ii) to serve on a jury; or, 

 

iii) by subpoena, summons or similar instrument, to attend as a witness in any 

proceeding held in or under the authority of a judge, justice, magistrate, coroner, 

court of justice, legislative council or any person or body of persons authorized by law 

to compel the attendance of witnesses before it.  
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b) The employee will give the supervisor as much notice as possible for court leave.  

 

c) An employee shall be entitled to retain any per diem or reimbursement of expenses received 

from other sources as a result of performing this service.  

 

d) Employees no longer required for service under Clause 26.05 a) shall be required to return to 

work unless otherwise authorized by their supervisor. 

 

 

26.06  Leave for Court Appearance  

 

In the event that an employee is accused of an offence which requires a court appearance, the 

employee shall be granted leave without pay. The employee shall have the option of taking 

accrued annual vacation leave or overtime (as compensatory leave) for the court appearance.   

 

26.07  Leave with Pay for Family-Related Responsibilities 

 

a) For the purpose of this clause, family is defined as father, mother, step-father, step-mother, 

brother, sister, spouse, fiancé(e), child, step-child, child of fiancé(e), anyone for whom the 

employee is a legal guardian, or any relative permanently residing in the employee’s 

household or with whom the employee permanently resides, or a person who resides outside 

the employee’s residence and for whom the employee has formally declared responsibility 

for assistance and, or, support. 

 

b) The Employer shall, subject to 26.07 c), grant leave with pay under the following 

circumstances: 

 

i) up to one (1) day for a medical related or dental appointment per situation when the 

dependent family member is incapable of attending the appointments alone, or for 

appointments with appropriate school authorities; 

 

ii) up to two (2) days per situation to provide for the temporary care of a sick member 

of the employee's family;  

 

iii) up to one (1) day per situation for a medical, dental or legal appointment for the for 

the employee; and,   

 

iv) up to one (1) day per situation to attend to the needs related to family emergencies.   

 

c) The total (aggregate) leave with pay which may be granted under sub-clause (b) shall not 

exceed five (5) days in a fiscal year (May 1 to April 30). 

 

d) The Employer shall grant up to three (3) days of leave with pay per situation for needs directly 

related to the birth or adoption of the employee’s child.  
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e) An employee is expected to make reasonable efforts to schedule appointments to minimize 

their absence from work.  An employee requesting leave under this provision must notify their 

supervisor of the appointment as far in advance as possible.  

 

f) Such leave shall not be withheld unreasonably or in a discriminatory manner.  

 

26.08 Compassionate Leave and Compassionate Care Leave 

 

a) Compassionate Leave:  At the discretion of the employer, an employee may be granted up to 

one (1) day leave with pay per fiscal year for an emergency arising in the employee’s personal 

life requiring absence from work. 

 

b) Compassionate Care Leave:  In accordance with the criteria specified in the New Brunswick 

Employment Standards Act, the employer shall, upon the request of an employee, grant the 

employee a leave of absence without pay from employment of up to twenty-six (26) weeks 

(plus up to a two (2) week waiting period, if applicable under Employment Insurance) to 

provide care or support to a person with whom the employee has a close family relationship. 

It is recognized that the employee may be eligible to receive Employment Insurance (EI) 

Compassionate Care benefits.   An employee shall advise the Employer as soon as possible of 

any intention to take compassionate care leave.  

 

26.09  Workers’ Compensation Act Leave 

 

All employees subject to this Collective Agreement shall be covered by the provisions of the 

Workers’ Compensation Act of New Brunswick.  Accordingly, an employee is entitled to leave 

without pay from the Employer when an employee is off work due to an accident or occupational 

disease resulting from their employment and which is accepted as compensable by WorkSafe NB. 

 

26.10  Religious Holy Days 

 

The Employer recognizes that the make-up of its workforce may include employees of various 

religious beliefs. Subject to operational requirements, the Employer undertakes to make every 

reasonable effort to facilitate such arrangements that would allow the employee time off on holy 

days or time off to meet other religious obligations. Such arrangements may include the use of 

Designated Holidays (as defined in Article 22 - Designated Paid Holidays), earned compensatory 

leave, vacation leave or leave without pay. The employee shall give four (4) weeks' written notice 

of any request under this Article. 

 

26.11  Graduation, Convocation, or Encaenia Leave 

 

a) In the event that an employee is the recipient of a degree, diploma, or certificate (excluding 

Certificates of Participation or Achievement) at a convocation, encaenia, or graduation 
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ceremony of a university or community college, the employee shall be granted one (1) day of 

leave with pay in order to attend the event. 

 

b) In the event that an immediate family member of an employee as defined in Article 26.04 a) 

receives a degree or diploma at a convocation, encaenia, or graduation ceremony of a 

university or community college, the employee shall be granted one half day of leave with pay 

in order to attend the event. 

 

26.12   Maternity/Adoption/Parental Leave  

 

a)  The commencement and termination dates of an employee’s maternity and parental leave 

shall be determined as soon as possible after the employee is aware of the pregnancy with 

the employee’s request not to be unreasonably denied. Subject to Clauses 26.12A, 26.12B, 

and 26.12C, an employee is entitled to a combined maximum of seventeen (17) weeks of 

maternity leave and, or sixty-one (61) weeks of parental/adoption leave.  

 

b)  An employee may be awarded sick leave for illness regardless of its association with pregnancy 

any time prior to the scheduled beginning of the employee’s maternity/adoption/parental 

leave or the birth of the child, whichever occurs earlier. 

 

26.12A    Maternity Leave and Benefits  

 

Upon request by an Employee, the Employer shall grant maternity leave consistent with the 

Employment Standards Act of New Brunswick. The Employee will advise their Supervisor in writing 

of the expected date of delivery, and of their intention to take maternity leave including the 

anticipated commencement date and duration of such leave as early as possible. 

 

26.12A.01 Subject to Clause 26.12A.02, the Employee's salary shall be maintained at 100% 

of their regular weekly earnings for up to seventeen (17) weeks by the Employer 

paying the difference between the EI maternity benefits and 100% of the 

Employee's regular weekly earnings. 

 

26.12A.02 The Employee is required to apply for EI maternity benefits and must be eligible 

for EI maternity benefits for the Employer to be required to maintain 100% of the 

Employee’s regular weekly earnings under Clause 26.12A.01.  Contributions to the 

pension and insurance benefit plans shall continue on the part of the Employee 

and the Employer on the basis of 100% of salary. In any week, the total combined 

amount of Employer maternity benefits and EI maternity benefits and other 

earnings received by the Employee shall not exceed 100% of the Employee's 

regular weekly earnings. The Employee will be asked to submit their benefit stub 

to verify receipt of EI benefits and other earnings.  

 

26.12B   Parental and Adoption Leave and Benefits  
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26.12B.01 Upon request by an Employee, a) who is the biological parent of a newborn or 

unborn child, or b) who is adopting or has adopted a child, the Employer shall 

grant parental leave consistent with the Employment Standards Act of New 

Brunswick.  Subject to the Act, such leave may be taken wholly by one, or shared 

by two, employed parent(s).  Where an Employee takes parental leave in addition 

to maternity leave, the Employee must commence the parental leave 

immediately on the expiry of maternity leave, unless the Employer and the 

Employee agree otherwise.  Application for parental leave will be included with 

the application to take maternity leave in Clause 26.12A.01, except where 

substantially changed circumstances could not have reasonably been foreseen.  

The Employee will advise their Supervisor in writing of the expected date of 

delivery or adoption; and of their intention to take parental leave, including the 

anticipated commencement date and duration of such leave, as early as possible. 

 

26.12B.02 Subject to Clause 26.12B.03, the Employee’s salary shall be maintained at 100% 

of regular weekly earnings for fourteen (14) weeks of parental leave by the 

Employer paying the difference between the EI parental benefits and 100% of the 

Employee’s regular weekly earnings.  

 

26.12B.03 The Employee is required to apply for EI parental benefits and must be eligible for 

EI parental benefits for the Employer to be required to maintain the Employee’s 

regular weekly earnings at 100% under Clause 26.12B.02.  Contributions to the 

pension and insurance benefit plans shall continue on the part of the Employee 

and the Employer on the basis of 100% of salary.  In any week, the total combined 

amount of Employer parental benefits and EI parental benefits and other earnings 

received by the Employee shall not exceed 100% of the Employee’s regular weekly 

earnings.  The Employee shall be asked to submit their benefit stub to verify 

receipt of EI benefits and other earnings.   

 

26.12C  Adoption Leave and Benefits  

 

26.12C.01 Upon request by an Employee, the Employer shall grant adoption leave for a 

period of up to seventeen (17) weeks (including time taken as parental leave) at 

the time of placement of one or more children for the purposes of adoption 

pursuant to the laws governing adoption for the Province of New Brunswick.  

 

26.12C.02 It is recognized that there may be very little notice provided by the agency. 

However, it is expected that the Employee will provide as much notice to their 

Supervisor as is possible as to the length of the leave and the date that the leave 

will begin.  

 

26.12C.03 Subject to the requirements set out in this Article, the Employee’s salary shall be 

maintained at 100% of regular weekly earnings for the period of the leave.  This 

shall be done by the Employer paying the difference between the EI parental 
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benefits and 100% of the Employee’s regular weekly earnings.  The Employee is 

required to apply for EI Parental Benefits and must be eligible for EI parental 

benefits for the Employer to be required to maintain 100% of the Employee’s 

regular weekly earnings under this Article.  In any week, the total combined 

amount of Employer adoption benefits and EI parental benefits and other 

earnings received by the Employee shall not exceed 100% of the Employee’s 

regular weekly earnings.  Contributions to the pension and insurance benefit 

plans shall continue on the part of the Employee and the Employer on the basis 

of 100% of salary. 

 

26.13  Self-Funded Leave 

 

26.13.01 Description 

 

Self-funded leave provides eligible employees with the opportunity to personally fund a 

subsequent leave of absence by deferring part of their salary.   

 

26.13.02 Eligibility 

 

Permanent full- and part-time employees with at least five (5) years of continuous service with 

the Employer are eligible to apply for self-funded leave.  

 

26.13.03 Applying for Self-Funded Leave 

 

An application for a self-funded leave must be made in writing to the employee’s supervisor at 

least one month before the proposed start date of the period of deferred salary.  The application 

must include the date that the deferral of salary is to start, the percentage of annual salary to be 

deferred, and the start and end dates of the leave of absence.  

 

A request for self-funded leave must be recommended by the employee’s supervisor and 

approved by the Employer.   

 

A self-funded leave may not be taken more often than every five (5) years.  

 

 

 

26.13.04 Deferral of Salary 

 

The salary to be deferred in any calendar year may not exceed 33 1/3% of an employee’s annual 

salary.   

 

The salary deferred shall be deposited in a deposit account in trust for each employee at the Bank 

with which the Employer deals.  The terms and conditions, including interest, related to the 

deposit account at the Bank shall apply.   
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26.13.05 Start Date and Duration of Leave 

 

A self-funded leave of absence must start within six (6) years of the date of the first salary deferral.  

The leave must be a minimum of three (3) consecutive months and can be no more than twelve 

(12) consecutive months in duration.   

 

The deferred salary plus any interest will be paid during the leave of absence in installments 

conforming to the regular pay periods.   

 

26.13.06 Benefits and Pensions 

 

Benefit coverages and premiums for employees participating in self-funded leave will be 

maintained in accordance with Clause 26.01 – General Provisions; however, LTD coverage will be 

based on the employee’s reduced or deferred salary, whichever applies. 

 

Employees who are members of the pension plan will have pension contributions deducted on 

their reduced or deferred salary, whichever applies.  

   

26.13.07 Cancellation of Leave 

 

Employees may withdraw from self-funded leave up to three (3) months before the date of the 

scheduled leave by informing their supervisor in writing.  The amount of accumulated deferred 

salary and interest, less required deductions, will then be paid to the employee.  

 

The Employer reserves the right to delay the start of a self-funded leave due to unforeseen 

circumstances.  Written notice of such a delay will be provided to the employee at least three (3) 

months before the date of the scheduled leave.  The employee may then agree to accept the delay 

or to withdraw from self-funded leave.  

 

26.13.08 Severance of Employment During Salary Deferral Period 

 

In the event an employee’s employment is severed during the salary deferral period (e.g., death, 

resignation, retirement, or termination), the amount of accumulated deferred salary and any 

interest not already paid, less any required deductions, will be paid to the employee or the 

employee’s estate, as applicable. 

 

 

 

 

26.14  Domestic Violence, Intimate Partner Violence, or Sexual Violence Leave 
 

Employees may, if eligible, take leave of absence if they or their child are victims of domestic violence, 
intimate partner violence or sexual violence according to the terms and conditions specified in the New 
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Brunswick Employment Standards Act and Regulations.  
 
For reference, the leaves provided in the Act and Regulations for domestic violence, intimate partner 
violence or sexual violence for each calendar year are not to exceed the total of the following: 
 

a) Up to ten (10) days which the Employee may take intermittently or in one (1) continuous 
period; and 

  
b) Up to sixteen (16) weeks in one continuous period. 

 
The first seven (7) days of this leave shall be paid according to the terms and conditions of the Act and 
Regulations. 
 
The above is intended to be a summary only for ease of reference of the Employee. Specific terms and 
conditions shall be per the Act and Regulations.  

 

 

26.15  Pre-Retirement Transition Leave 

 

Upon formal irrevocable notice of retirement, and subject to operational requirements, an employee who 

is within six months of retirement may be eligible, upon request, for a pre-retirement transition leave 

providing for a maximum of a twenty per cent (20%) reduction in the work week. Pension and benefits 

coverage will continue at the pre-leave arrangement levels during such leave. Canada Pension Plan and 

Employment Insurance premiums will be deducted on the reduced rate of pay. Union dues will be 

deducted on the unreduced rate of pay. 
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ARTICLE 27  STAFFING PROCEDURE 

27.01  The Employer shall post all vacancies and newly created positions in the Bargaining Unit 

(hereinafter referred to as an Employment Opportunity) and such employment opportunities will 

be open to all employees in the Bargaining Unit. 

 

27.02  When an Employment Opportunity occurs for a position within the Bargaining Unit, the Employer 

will make every reasonable effort to ensure that a notice of the Employment Opportunity is 

delivered by email to every employee together with the job posting and position description.  The 

posting shall include the information specified in Clause 27.03.  Employees shall have a minimum 

of ten (10) working days to apply. The Employer will consider only applicants from within the 

Bargaining Unit including those on layoff status, and make a decision before advertising or 

considering applicants from outside the Bargaining Unit.  

 

27.03  The job posting shall be posted for a minimum of ten (10) working days and shall contain the title 

and nature of position, the Requirements, the hours of work, the classification, level, and salary 

(including range, if applicable) of the Employment Opportunity. In this Article, "Requirements" 

means required knowledge, education, skills, qualifications, abilities and experience, language(s) 

(e.g., unilingual, bilingual or other), and any required license, certification or trades ticket. The 

Employer may consider an applicant with demonstrated abilities and experience in lieu of a 

Requirement(s) and, in such a case, the Employer shall so state on the job posting. The posting 

shall indicate the closing date and that prospective candidates are required to submit an 

application in writing, or by e-mail, no later than 4:30 p.m. on the closing date.  The posting shall 

also contain a statement regarding St. Thomas University’s commitment to employment equity 

for all equity groups. 

 

27.04  The Requirements contained in the posting shall be fair, reasonable and relevant to the job 

description for the Employment Opportunity. 

 

27.05  A copy of job postings for all vacancies for positions within the bargaining unit, and for all newly 

created positions both in and out of the bargaining unit, shall be forwarded to the Union Local 

two (2) days prior to posting. Upon request by the Union Local, the Employer shall meet with the 

Union to discuss any concerns with the job posting. 

 

27.06   If there are no qualified candidates within the Bargaining Unit for the Employment Opportunity 

following the process outlined in this Article and an employee has applied who does not meet the 

requirements but has indicated in a covering letter that they could qualify following a reasonable 

period of training and experience, then that employee shall be considered for the Employment 

Opportunity.  In the event there is no successful candidate within the Bargaining Unit for the 

Employment Opportunity following the process outlined in this Article, then an external search 

may be carried out and external candidates may be considered. By mutual consent of the 

Employer and the Union Local, an Employment Opportunity may be advertised externally at the 

same time as the internal posting, or the ten (10) working days required for the internal job 

posting may be waived.  
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27.07  Consideration will first be given to qualified non-probationary permanent employees.  Candidates 

for the Employment Opportunity will be evaluated according to the posted Requirements as 

defined in Clause 27.03. This process shall normally include an interview with, and reference 

checks by, a selection committee. In filling the Job Opportunity, the position shall be awarded to 

the candidate receiving the highest rating according to this process; however, when the 

candidates are relatively equal, the candidate with the greatest seniority will be offered the 

position. If an employee does not accept the offer then the employee with the next highest rating, 

or when applicable the next greatest seniority, shall then be offered the job opportunity. 

 

27.08    a) Candidates shall normally be advised within two (2) weeks after the completion of a staffing 

process of the result of the competition and the name of the successful candidate will be 

announced to the University community. 

 

b) On request, all unsuccessful candidates will be advised of the reason(s) why they were not 

successful in the competition and at their option may discuss their assessment with the 

Director of Human Resources or a delegate from the selection committee. 

 

c) If requested by the employee following the discussion, the reason(s) will also be 

communicated in writing. 

 

27.09   If requested by the PSAC in writing, the Employer will provide full disclosure of all information 

relative to the unsuccessful candidate’s assessment, including when evaluated as not qualified, as 

well as all information relative to the assessment of the successful candidate. 
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ARTICLE 28  JOB CLASSIFICATION  

New Positions 

 

28.01  The Employer agrees to inform the PSAC of the creation of any new positions. The Employer shall 

provide the PSAC with a copy of the new position’s job description and an indication of its 

placement in the organizational chart and proposed inclusion in, or proposed exclusion from 

(including rationale), the bargaining unit.    If the position is proposed to be included in the 

bargaining unit, it will be classified as per Article 28.02.  If the position is proposed to be excluded 

from the bargaining unit, upon written request from the PSAC, within thirty (30) working days of 

notification to this effect, the Parties shall meet to discuss this proposal.  In the event that the 

Parties fail to agree, the matter shall be referred to the New Brunswick Labour and Employment 

Board for final resolution.  

 

28.02 

 

a) New positions shall be assigned a provisional job rating and classification by the Director of 

Human Resources in consultation with the Union for the purposes of job posting.  The 

provisional job classification will apply for a minimum of one (1) year from the date of hire. 

 

b) The first employee to complete twelve (12) months in a new position shall complete a Job 

Information Questionnaire (JIQ) and forward it to the Director of Human Resources. 

 

c) Within thirty (30) working days of receiving the JIQ, the Director of Human Resources will 

conduct a classification review in accordance with the Job Evaluation Plan and inform all 

employees in the position and the Union in writing of the classification review decision.  Such 

written notification will include position evaluation by factor, point total, rationale, and level 

and rate of pay as per Schedule A of the Collective Agreement.  

 

d) In the event the employee(s) or the Union disagrees with the classification review decision, 

the PSAC may refer the matter to a job evaluation consultant for a final classification decision. 

The consultant will be tasked with ensuring the job evaluation of the position is correct. The 

consultant shall be chosen by mutual agreement by the Parties. Each Party shall bear one-

half (1/2) of the costs of the consultant. 

 

e) The consultant will receive all documentation from the Director of Human Resources and 

have access to all information on the job evaluations at St. Thomas University relevant to the 

bargaining unit positions.  The consultant will contact the supervisor and/or employee(s) for 

information concerning the position. 

 

f) The consultant’s decision shall be final and binding and not subject to Article 11 – Grievance 

and Arbitration. 
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g) Following the process above: 

 

i. If the position’s final classification is higher than its provisional classification, any salary 

change (including range where applicable) will be retroactive to the date of hire for all 

employees occupying such position. 

 

ii. If the position’s final classification is lower than its provisional classification, the employee 

shall continue to receive the same rate of pay, salary step increases and negotiated salary 

increases on the same basis as if their job had not been classified lower. 

 

h) The classification level and salary (including range where applicable) shall be appended to 

and form part of this Agreement. 

 

Existing Positions 

 

28.03 

 

a) If the duties and/or responsibilities of a position have changed substantively, employee(s) 

may request a classification review of such position by submitting a revised Job Information 

Questionnaire (JIQ), with a description of how the position has changed substantively, to the 

Director of Human Resources, with a copy to their immediate supervisor(s). 

 

b) The Director of Human Resources will conduct the classification review in accordance with 

the Job Evaluation Plan. 

 

c) The Director of Human Resources will provide a written classification review decision to all 

employee(s) in the position and the Union within thirty (30) working days of the request for 

a classification review. Such written notification will include position evaluation by factor, 

point total, rationale, and level and rate of pay as per Schedule A of the Collective Agreement. 

 

d) In the event the employee(s) or the Union disagrees with the outcome of the classification 

review decision, the PSAC may refer to a job evaluation consultant for a final classification 

decision.  The consultant will be tasked with ensuring the job evaluation of the position is 

correct.  The consultant shall be chosen by mutual agreement between the Parties.  Each 

Party shall bear one-half (1/2) of the costs of the consultant.  

 

e) The consultant will receive all documentation from the Director of Human Resources and 

have access to all information on the job evaluations at St. Thomas University relevant to the 

bargaining unit positions.  The consultant will contact the supervisor and/or employee(s) for 

information concerning the position. 

 

f) The consultant’s decision shall be final and binding and not subject to Article 11 – Grievance 

and Arbitration. 
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g) Following the process above, if the review or appeal decision determines that the position 

has changed substantively and/or should be reclassified, any salary change (including range 

where applicable) shall be appended to and form part of this Agreement and will be 

retroactive to the earlier of:  

 

i.  the date on which the employee(s) requested the review; or  

 

ii.  the date on which the employee(s) requested an updated job description, if the request 

for review is made within thirty (30) working days of the date the employee(s) receives 

the updated job description from the Employer. The Employer shall provide the updated 

job description to the employee(s) within thirty (30) working days of receiving the 

request. 

 

h) If the position’s final classification is lower than its provisional classification, the employee 

shall continue to receive the same rate of pay, salary step increases and negotiated salary 

increases on the same basis as if their job had not been classified lower. 

 

28.04 It is understood by the Parties that decisions on the classification of a position apply to all 

employees of the position.  

 

28.05 The time limits set out in this Article may be amended by mutual agreement of the Parties.  Such 

agreement will not be unreasonably withheld. 
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ARTICLE 29  STATEMENT OF DUTIES 

29.01  Upon written request by an employee, or when amended by the Employer, an employee shall be 

provided with a complete and current statement of the duties, including related duties, and 

responsibilities of their position, including the classification level and, where applicable, the 

point rating, including rationale, allotted by factor to their position, and an organization chart 

depicting the position's place in the organization.  The Employer shall provide a complete and 

current statement of duties to the employee within thirty (30) working days of receiving a 

written request by an employee. 

29.02 Employees shall be classified in accordance with the job evaluation plan  established by the 

parties. 
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ARTICLE 30  EMPLOYEE PERFORMANCE REVIEW AND EMPLOYEE FILES  

30.01    a)  The objective of the Employer’s performance management system is to provide a regular 

opportunity to review the employee’s job performance and achievements for the past year 

and to set new objectives and expectations going forward.  The system also allows for the 

identification of opportunities for assistance to the employee in reaching performance 

objectives, if necessary. 

 

b) The Employer is committed to ensuring that its performance assessments are: 

 

i) based on a communicated expectation;  

ii) related to job performance; and,  

iii) based upon observable behaviours or work outcomes.  

 

c) The Parties agree to meaningfully discuss at the Joint Consultation Committee measures to 

continue to improve the Employer’s current performance management system. 

30.02  Formal employee performance reviews shall be conducted by the employee’s immediate 

supervisor following a reasonable period of direct observation. A reasonable period shall be one 

where the reviewer has directly observed the employee’s performance for at least one-half (1/2) 

of that period being reviewed. In cases in which a reasonable period of observation is not possible, 

the Employer, the Local and employee may develop a mutually acceptable alternative review 

process. 

30.03  Prior to a formal employee performance review the employee shall be given the evaluation form 

which will be used for the review and any document, including any amended document, 

containing instructions to the person conducting the review. 

30.04  Following the completion of a formal assessment of an employee’s performance, the employee 

shall sign the assessment form, indicating only that the contents have been read. The employee 

will provide written comments and identify any differences of opinion on the completed 

assessment form.    The employee will be provided a copy of the completed form immediately 

after signing. The completed signed document, including the employee’s written comments, shall 

then be forwarded for final review to the Director of Human Resources. 

30.05  There shall be only one official personnel file for each employee.  Official personnel files of all 

employees shall be maintained and secured only by the Human Resources Office.   

30.06 There shall be no disciplinary report or other disciplinary document relating to an employee’s 

conduct or performance placed in that file unless a copy of the report or document has been given 

to the employee in accordance with Article 12 – Suspension and Discipline. 
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ARTICLE 31  TECHNOLOGICAL CHANGE  

31.01 The Parties agree to the following definition of technological change: 

 

a)  the introduction  by the Employer into the University’s work, undertaking or business of 

equipment or material of a different nature or kind than that previously utilized by the 

Employer in the operation of the work, undertaking or business; or 

 

b)   a change in the work processes in which the Employer carries on the University’s work, 

undertaking or business that is directly related to that equipment or material. 

 

31.02 Whenever the Employer proposes to effect a technological change that is likely to affect either 

the terms and conditions contained in this Collective Agreement or the security of employment 

of any employee(s), the Employer shall give notice of the technological change to the PSAC at least 

ninety (90) days prior to the date on which the technological change is to be affected. Written 

requests, with rationale, by either party for a variance of the notice period will not be 

unreasonably denied. 

 

31.03 The notice mentioned in Clause 31.02 shall be given in writing and shall contain a description of 

the technological change and its likely effect on the terms and conditions contained in this 

Collective Agreement or security of employment of the employees affected, the rationale for the 

change and the date upon which the Employer proposes to effect the technological change. 

  

31.04 Once the Employer has given the PSAC the notice referred to in Clause 31.02 and described in 

Clause 31.03, the Employer shall, on the request of the PSAC, provide the PSAC with additional 

information relating to the proposed technological change. Such request(s) shall not be 

unreasonably denied.  

 

31.05    i)  During the notice period described in Clause 31.02, the Parties undertake to meet and hold 

constructive and meaningful negotiations in an effort to reach agreement on solutions to the 

problems or implications occurring out of the technological change. 

 

ii) Where the Parties are unable to reach agreement in such negotiations all remaining 

differences will be submitted by the Parties to arbitration in accordance with Article 11 – 

Grievance and Arbitration Procedure.  

 

iii) An employee’s security of employment or position will not be affected in a detrimental way 

until the Parties have reached agreement (Clause 31.05 i)) or the matter is resolved by 

arbitration in accordance with Article 11 – Grievance and Arbitration Procedure (Clause 31.05 

ii)).  

 

31.06  Where as a result of technological change, training (including both on-going and upgrading 

training) is required in order for the employees affected to perform the work, such training shall 

be provided by the Employer at no expense to the employee. The Employer will make every 
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reasonable effort to provide such training during the employee’s working hours. Salary and 

benefits in accordance with the Collective Agreement shall be maintained for employees engaged 

in such training. 
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ARTICLE 32  LAYOFF, RECALL, AND SEVERANCE 

Layoff and Recall 

 

It is not the intention of the Employer to layoff employees during the term of this Collective Agreement.  

However, in the event the Employer determines it probable that a layoff will be necessary, it shall first 

consult meaningfully and constructively with the Union to explore alternatives.  

 

32.01    a)  In the event of a layoff, the employees with the least seniority in the affected position(s) (as 

defined by–Article 34 - Seniority) shall be laid off first. However, if these employees have more 

seniority than employees in lower job classifications, and, in addition, they are qualified for 

the positions as determined by the Employer, then they may elect to move to the lower level 

of job classification (with that applicable pay rate) and the employees with the least seniority 

shall be laid off. 

 

b) In the event of a layoff, transfers as described in Clause 32.01 a) above will be subject to the 

trial period provisions outlined in Article 15 – Probation and Trial Period.  In the event an 

employee on a trial period due to layoff either proves unsatisfactory, or so requests, the 

employee shall be laid off. 

 

32.02  Recall shall occur in the reverse order of layoff described in Clause 32.01. The Employer shall notify 

the Union when an employee is being recalled under this Article. If the employee fails to report to 

work within ten (10) working days from the time the employee is sent notice of recall by registered 

mail to the last recorded address of the employee, with a copy sent to the Local Union President 

or designate, the right of recall is forfeited and the employee shall be deemed to have terminated 

their employment. 

 

32.03  The Employer will give the Union and the employee a minimum eight (8) weeks’ notice of layoff.  

An employee will be paid for the eight (8) week notice period if he or she is not required to work 

those days.  

 

32.04  The Employer shall provide the employee with reasons in writing concerning why the layoff is 

occurring. A copy shall be forwarded to the Union at the same time. 

 

32.05  An employee laid off shall be eligible for recall for a period of eighteen (18) months from the date 

of layoff. 

 

32.06  The provisions contained within this Article do not apply to sessional employees while on 

temporary layoff between work sessions as outlined in Article 14 – Employee Status. 
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Severance 

 

32.07     a) When a full-time or part-time employee -- including sessional employees (Clause 14.03 in 

Article 14 – Employee Status) but excluding contract term (Clause 14.04), student (Clause 

14.05), grant (Clause 14.06), and temporary and casual employees (Clause 14.07) -- having 

continuous service of five (5) years or more is laid off, the Employer shall pay severance equal 

to five (5) days’ pay for each full year of service but not exceeding one hundred and twenty-

five (125) days’ pay which shall be paid in a lump sum on the first pay following eighteen (18) 

months of continuous layoff.  The severance shall be calculated on ’he employee's regular rate 

of pay; severance for part-time and sessional employees shall be prorated.  Time spent on 

Approved Leaves Without Pay as described in Clause 26.01 iv) – General Provisions of Article 

26 – Other Leave With or Without Pay shall not be included in the calculation of severance.  

Eligibility, severance amount, and rate of pay shall be calculated as of the date of layoff. 

 

b) An employee who has been on layoff for six (6) months or more may request immediate 

payment of severance as calculated in Clause 32.07 a); however, notwithstanding Clause 

33.01 c) of Article 33 – Break in Service and Employment, in such an event, the employee’s 

recall rights would be deemed forfeited and employment terminated. 

 

32.08 This severance pay is not earnings for the purposes of the St. Thomas University Pension Plan. 
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ARTICLE 33  BREAK IN SERVICE AND EMPLOYMENT 

33.01  Service and employment will be terminated when an employee: 

 

a. resigns, unless the employee rescinds such resignation within three (3) working days; 

 

b. retires;  

 

c. in accordance with Article 32 – Layoff, Recall and Severance, is laid off and not recalled to 

work within eighteen (18) months of the date of layoff; 

 

d. in accordance with Article 32 – Layoff, Recall and Severance, fails to report to work within 

ten (10) working days from the time the employee is sent notice of recall by registered 

mail to the last recorded address of the employee, with a copy sent to the Local Union 

President, or designate; 

 

e. is discharged in accordance with Article 13 - Suspension and Discipline and is not 

reinstated in accordance with Article 11 - Grievance and Arbitration Procedure; 

 

f. is absent from work for more than five (5) consecutive working days for any reason 

without notifying the Employer, unless the employee provides an explanation for their 

absence which is satisfactory to this absent from work for more than five (5) consecutive 

working days for any reason without notifying the Employer, unless the employee 

provides an explanation for their absence which is satisfactory to the Employer; 

 

g. is absent from work due to illness or accident for thirty (30) continuous months and the 

Employer has not been provided with a medical prognosis for the employee’s return to 

work in the reasonably near future subject to the Employer and Union’s duty to 

accommodate as outlined in Article 36.09 – Accommodation of Employees with 

Disabilities; 

 

h. if a contract term or grant employee completes their appointment and has not been 

offered an extension or subsequent appointment immediately following, or assumed a 

position within thirty (30) days within the bargaining unit;  

 

i. has accepted and been appointed to a position outside the bargaining unit, unless the 

employee returns to the bargaining unit within one (1) year from the date of appointment 

or assignment.  

 

33.02 An Employee intending to resign is encouraged to give as much reasonable notice as possible, 

normally not less than two (2) weeks. 
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ARTICLE 34  SENIORITY 

34.01   
 

a)  For all employees in the bargaining unit on the date of ratification of the First Collective 
Agreement (February 28, 2015), seniority shall mean length of service with the Employer, and 
length of service shall be defined as all cumulative service with the Employer. 

 
b) For all other employees, seniority shall mean length of continuous service in the bargaining unit 

from the most recent date of hire.  
 

c) Seniority shall be established upon completion of the probationary period as defined in Article 15 

– Probation and Trial Period and shall commence from the date of hire. 

 

34.02  Subject to the provisions of Article 23 – Vacation Leave, seniority shall be the determining factor 

in cases of conflict for the selection of vacation periods.  

 

34.03  Seniority shall be the determining factor in staffing when two (2) or more employees are relatively 

equal as outlined in Article 27 – Staffing Procedure.  

 

34.04  When two (2) or more employees commence work on the same day, the procedure for 

establishing their relative seniority shall be as follows: 

 

a) the employee who commenced work at the earliest hour of the day shall be senior; 

 

b)  if a) fails to resolve the order of seniority, then seniority shall be established by placing the 

names of the concerned employees on paper in a container and then selected at random by 

concerned employees in the presence of a representative of the PSAC. 

34.05  Seniority lists shall be prepared as described above consisting of the name and date of seniority 

of each employee. This seniority list shall be maintained and revised annually on April 1 by the 

Employer and posted on bulletin boards with a copy forwarded to the President of the Union 

Local.  The Employer will provide an updated seniority list to the President of the Union Local upon 

reasonable notice.  

 

34.06  An employee who feels that they are improperly placed on a seniority list shall have forty-five (45) 

days from the posting date to file a grievance in accordance with Article 11 – Grievance and 

Arbitration Procedure. 

 

34.07    a)  A permanent employee who accepts a grant appointment in the bargaining unit will continue 

to accumulate seniority while in the grant appointment or extension. 

 

b) Employees temporarily appointed to a position, or an acting assignment, outside the 

bargaining unit shall accumulate seniority for a period not to exceed one-hundred and twenty 

(120) calendar days, and shall retain seniority for a period not to exceed one (1) year from the 

date of appointment or assignment. 
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c) No employee shall be transferred to a position outside the bargaining unit without the 

employee’s consent and without the Employer consulting meaningfully and constructively 

with the Local Union.   

 

34.08 For clarity, an employee’s seniority shall be lost when their service and employment is terminated 

as outlined in Article 33 – Break in Service and Employment. 

 

34.09  Notwithstanding the above, an employee who resigns their position and within ninety (90) days 

is re-employed within the bargaining unit shall be granted leave of absence without pay covering 

this period and shall have all previously accrued seniority reinstated. 

 

34.10  Notwithstanding the above, an employee whose employment is terminated while employed in 

the bargaining unit and who is subsequently re-employed shall have all previously accrued 

seniority re-instated after accumulating a further three (3) consecutive years of seniority in the 

bargaining unit. 
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ARTICLE 35  HEALTH AND SAFETY 

35.01  The Employer shall maintain a safe and healthy workplace and operate in compliance with the 

New Brunswick Occupational Health and Safety Act and Regulations. Any right or benefit not 

stipulated in this Article and required by legislation or regulation applicable to the Parties in 

connection with health, safety or the environment of the workplace is deemed to be an integral 

part of this Article. 

 

35.02 The Employer, in co-operation with the Union, will encourage employees to work in a safe manner 

and will promote a safe and healthy work environment.  The Employer and Union also recognize 

the importance of ensuring a workplace culture which promotes psychological health and safety 

of all employees in the workplace.  

 

35.03 Employees are also responsible for taking the necessary measures to ensure their health, safety 

and physical and psychological well-being and must inform their supervisor if a protective device 

or apparatus is missing or defective or when any situation occurs which might endanger the 

employee, another employee or any other person. 

 

35.04 The Employer and the Union share the common intention and desire to ensure that all employees 

are made aware of their rights and obligations respecting health, safety or the environment of the 

workplace, including those outlined in this Collective Agreement.  The means of achieving this 

intention will be developed and reviewed on a regular basis by the Joint Health and Safety 

Committee; however, the policies or procedures so developed shall not contravene the Collective 

Agreement. 

 

35.05 Employees who are members of the Joint Health and Safety Committee will be given time off with 

pay to attend meetings and to perform the responsibilities assigned to them by the Committee. 

 

35.06 The Employer shall provide personal protective equipment (PPE) to each employee, as required, 

with the need for such items to be determined by the Employer in accordance with this Article. 

 

35.07    a)  The Employer shall make seasonal influenza shots available, upon request, to each employee 

at no cost when it is determined necessary by the Joint Health and Safety Committee. 

 

b) When it is recommended by the Joint Health and Safety Committee after they have sought 

advice and guidance from the New Brunswick Department of Health or another medical 

authority the Committee agrees upon, the Employer shall make available, upon request, to 

each employee at no cost, an appropriate immunization against any other communicable 

diseases where there is a considerable risk of incurring such diseases in the performance of 

their duties and such immunization is not otherwise provided by government. 

 

35.08 The Employer recognizes that an employee who is pregnant, or believes they are pregnant, and, 

or, who is breastfeeding may require accommodation in order to perform their position’s duties 

and the Employer is prepared to enter into discussions with the employee and the Union Local to 
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reach a reasonable accommodation short of undue hardship. The Employer may request that the 

employee provide information, limited to any restrictions or limitations, from their medical 

practitioner. 

 

35.09    a)  An employee who is pregnant, or believes they are pregnant, and, or, who is breastfeeding 

may cease, or refuse, to perform all, or some, of their position’s duties, if they reasonably 

believes that, by reason of the pregnancy and, or breastfeeding, continuing to perform all, or 

some, of their position’s duties may pose a risk to their health or that of the fetus and, or, 

child.   

 

b)  The employee must consult with a qualified medical practitioner of their choice as soon as 

possible to establish whether continuing to perform all, or some, of their position’s duties 

poses a risk to their health and, or, to that of the fetus and, or, child.  The medical practitioner 

shall specify the restrictions or limitations preventing the pregnant and, or, breastfeeding 

employee from performing all, or some, of their position’s duties, and such documentation 

shall be provided to the Employer and considered in the discussions referred to 35.08.  In 

extraordinary circumstances, the Employer may request that the employee provide clarifying 

information, limited to any restrictions or limitations, from their medical practitioner.  

 

c)  Without prejudice to any other right conferred by applicable legislation or regulation, or under 

this Collective Agreement, once it has been established whether there is a risk as described in 

35.09 a) then the employee: 

 

i) if there is a risk, may continue to cease, or refuse, to perform all, or some, of their 

position’s duties, until there is no further risk; or, 

 

ii) if there is no further risk, may no longer cease, or refuse, to perform all, or some, of 

their position’s duties, under subsection 35.09 a) above. 

 

d)  For the period during which the employee does not perform all, or some, of their position’s 

duties, under subsection 35.09 a) above, the Employer may, in consultation with the 

employee and the Union Local, reassign the employee to another position, or another 

position’s duties, that would not pose a risk to their health and, or, to that of the fetus and, 

or, child. 

e)  The employee, whether or not they have been reassigned to another position or another 

position’s duties, or has had their substantive position’s duties modified, or has been provided 

with any other agreed upon accommodation, is deemed to continue to hold the substantive 

position that they held at the time they ceased, or refused, to perform their position’s duties. 

The employee shall continue to receive the seniority and benefits, and no less than the pay, 

that are attached to their substantive position for the period during which they do not 

perform all, or some of, the duties of that position. 
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35.10 Right to Refuse 

 

a)  

 

i)  The Employer recognizes an employee’s right to refuse, at the employee’s “place of 

employment”, as defined in the New Brunswick Occupational Health and Safety Act 

and Regulations and the Collective Agreement.  The right to refuse dangerous work 

under the New Brunswick Occupational Health and Safety Act and Regulations and 

the process to be followed is described in the WorkSafe NB publications attached to 

this Collective Agreement as Appendix “B”. 

   

ii) For the purposes of this Article, “place of employment” means any building, structure, 

premises, water or land where work is carried on by one or more employees, and 

includes a project site, a mine, a ferry, a train and any vehicle used or likely to be used 

by an employee. For clarity, “place of employment” may include an off-campus site. 

 

b)  In accordance with the New Brunswick Occupational Health and Safety Act and Regulations, 

the Employer shall not take, or threaten to take, any discriminatory action against an 

employee, nor intimidate or coerce an employee, because that employee or Union has sought 

the enforcement of, or has acted in compliance with, this Article, the New Brunswick 

Occupational Health and Safety Act and Regulations, and, or, the New Brunswick Smoke-free 

Places Act and Regulations, or any orders made under those Acts and Regulations. 

  

c)  An employee may be accompanied and assisted by a Union Local representative when 

meeting with the Employer in order to exercise, or consider, the employee’s right to refuse. 

 

d)  Subject to the provisions of this Agreement, where the employee refuses to do work pursuant 

to this Article and the New Brunswick Occupational Health and Safety Act and Regulations, 

the Employer, following consultation with the employee and the Union Local representative, 

may either reassign the employee to perform other work or implement an appropriate 

modified work program for the duration of the refusal. In the case of a reassignment the 

employee shall accept the reassignment or modified work program until the employee is 

required, in accordance with this Article and the New Brunswick Occupational Health and 

Safety Act and Regulations, to perform the refused work. 

e)  In the case of reassignment, the employee is deemed to continue to hold the substantive 

position held at the time the right to refuse was exercised and shall continue to receive the 

seniority and benefits, and no less than the pay, that are attached to that position for the 

period of the reassignment; and in the case of a modified work program, the employee shall 

suffer no loss of pay, benefits or seniority during the period of modified work. 

f)  A reassignment of work or modification of work program pursuant to this Article is not a 

discriminatory act as defined in the New Brunswick Occupational Health and Safety Act and 

Regulations. 
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g)  Where an employee has reasonably refused to work under this Article and the New Brunswick 

Occupational Health and Safety Act and Regulations, and their right to refuse remains 

protected under the Act, and the employee has not been reassigned to perform other work 

or been placed on a modified work program, the Employer shall continue to grant that 

employee the same pay, benefits and seniority as the employee would have received if the 

employee had not refused to perform the work. 

h)  Where an employee exercises the right to refuse work pursuant to this Article and the Act and 

Regulations, the work will not be assigned to another employee until they have been informed 

of the original refusal, the circumstances leading to the refusal, and their right to refuse work 

under the Act and Regulations. 

i)  An employee may not, pursuant to this Article, refuse to use or operate a machine or thing or 

to work in a place where: 

i) the refusal puts the life, health or safety of the employee or any other person in 

danger, or, 

 

ii) the danger referred to in the Article is expressly stated in the employee’s job 

description as inherent in the employee’s work. 

35.11 When an employee has suffered violence in the workplace, the Employer will, in coordination with 

the Joint Health & Safety Committee, immediately investigate the situation in accordance with 

the Collective Agreement and all applicable provincial legislation and regulations.  The Employer 

will keep the appropriate Union representative(s) informed of ongoing developments for each 

situation under investigation. 

 

35.12 It is further recognized that in exceptional circumstances, employees, while in the workplace, may 

be at heightened risk of physical violence and, or, verbal abuse from other persons.  Where such 

a risk has been identified, the Employer and the Union Local shall meet to determine appropriate 

responses. 
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ARTICLE 36  SICK LEAVE 

36.01  No employee shall be disciplined for bona fide use of sick leave.  The purpose of sick leave is to 

provide protection for an employee from loss of earnings and benefits when the employee is 

unable to attend work and perform their duties due to an injury, a mental or physical illness, or a 

medical condition.  Sick leave with pay is granted against accumulated credits during periods that 

an employee is absent from duty due to an injury or a mental or physical illness.  

 

36.02  All employees shall earn sick leave credits at the rate of one and one-quarter (1 1/4) days for each 

calendar month for which the employee received pay for at least ten (10) days to a maximum of 

260 days.  It is understood that employees are required to transition to Long-term Disability (LTD) 

benefits after the conclusion of their 180-calendar-day qualifying period as outlined in the LTD 

insurance provisions (Article 38 – Employee Benefit Plans). 

 

36.03 When an employee has insufficient credits to cover the granting of sick leave with pay under 

Clause 36.02, a maximum of fifteen (15) days of sick leave with pay may be advanced to the 

employee against future credits.  The Employer shall not unreasonably deny the advance of sick 

leave credits. In extraordinary circumstances, at the discretion of the Employer, additional days of 

sick leave with pay may be advanced to the employee. 

 

36.04  An employee shall be granted sick leave with pay at 100% of the employee's normal rate of pay 

when they are unable to attend work and perform their duties because of an injury, a mental or 

physical illness, or a medical condition, provided that the employee: 

 

a) makes a reasonable attempt to contact their supervisor as soon as possible to advise that the 

employee is unable to report for work; and, 

 

b) has the necessary sick leave credits. 

 

36.05    a) For absences of five (5) days or less, upon return to work the employee will provide a signed 

statement stating that, because of an injury, a mental or physical illness, or a medical 

condition, they were unable to perform their duties. 

 

b) The employee will be required to provide a medical certificate from the employee’s medical 

practitioner when the absence extends to six (6) days or the total number of days with sick 

leave exceeds fifteen (15) days in a year.  Employees are encouraged to request that their 

medical practitioner include the return-to-work date in their medical certificate if it can be 

determined. 

 

c) When the Employer requires that an employee provide a medical certificate as per b) above  

and that certificate does not specify a return-to-work date, upon return to work the employee 

will also provide a medical certificate from the employee’s medical practitioner confirming 

the employee’s ability to return to work and, if applicable, the restrictions or limitations 

requiring accommodation.  
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d) The Employer may extend the above time limits based on individual circumstances. 

 

36.06 Where the Employer has concerns regarding an employee’s abnormal use of sick leave, the 

Employer may consult with the employee accompanied by their Union Local representative to 

discuss those concerns.  If the Employer still has unresolved concerns following the discussion, the 

Employer may require an employee to provide a medical certificate from the employee’s medical 

practitioner.  If, following receipt of the medical certificate, the Employer has reasonable grounds 

for continuing concern, then, if requested by the Employer, the employee will provide their 

consent to allow a medical practitioner retained by the Employer to consult with the employee’s 

medical practitioner concerning the employee’s absences. 

 

36.07  Return of Credits When Injury on Duty is Approved 

 

The absence of an employee who is receiving compensation benefits under the New Brunswick 

Worker’s Compensation Act shall not be charged against the employee’s sick leave.  

 

36.08  Return of Credits During Period of Overtime Compensatory Leave 

 

Where in respect of any period of overtime compensatory leave, an employee is granted sick leave 

with pay on the production of a medical certificate, the period of overtime compensatory leave 

so displaced shall either be added to the overtime compensatory leave period if requested by the 

employee and approved by the Employer or reinstated for use at a later date. 

 

36.09  Accommodation of Employees with Disabilities  

 

a) The Parties recognize their obligations with respect to the accommodation of employees with 

disabilities including, but not limited to, mental and physical disabilities, whether permanent 

or temporary, through adjustment to the terms and conditions of employment or the physical 

work environment which may be required as per the New Brunswick Human Rights Act and 

evolving jurisprudence. 

  

b) It is the responsibility of a disabled employee requiring accommodation to self-identify to the 

Employer and the PSAC.  In situations where an employee seeks accommodation due to 

disability, the Employer, Union, and employee shall meet and make every reasonable effort 

to reach an accommodation. The duty to provide such an accommodation extends to the point 

of undue hardship including any bona fide occupational requirements. 

 

c) The Parties are committed to collaborating in efforts to improve, where possible, the working 

conditions and environment for employees with disabilities.   
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ARTICLE 37  RETIREMENT AND PENSION  

37.01    a)  The Pension Plan for Employees of St. Thomas University shall continue in effect during the 

period of this Agreement.  Subject to eligibility under Article 14 – Employee Status and the 

rules of the Pension Plan, all employees shall become members of the pension plan upon date 

of hiring.  Any changes to the Pension Plan affecting contributions and benefits to employees 

agreed to by both the Union and the Employer shall be subject to ratification.  

 

b) The provisions of the Pension Plan for Employees of St. Thomas University shall govern the 

employee’s participation in the Pension Plan and shall be consistent with the New Brunswick 

Pension Benefits Act.  The Union shall be provided with a copy of the Pension Plan text upon 

request. 

 

37.02  For the purpose of pension entitlements governed by the New Brunswick Pension Benefits Act, 

the definition of spouse will be as defined in that Act. 

 

37.03  Required employee and Employer contributions will continue to be made to the Pension Plan until 

an employee’s actual retirement date or such earlier date as may be required under applicable 

legislation. 

 

37.04    a)  Employees are required to contribute six percent (6%) of earnings, or five percent (5%) if the 

employee earns less than $40,000 annually, to the Pension Plan. The Employer will contribute 

an additional seven percent (7%) of earnings. 

   

b) An employee’s earnings shall include vacation pay but shall not include overtime or any 

taxable benefit. 

 

c)  Any employees who wish to may contribute an additional amount subject to the limitations 

established under the Income Tax Act. 

 

37.05  The Employer recognizes that there will no longer be mandatory retirement at St. Thomas 

University and therefore employees who attain the age of sixty-five (65) years may continue to 

work beyond the age of sixty-five (65) years.  

 

37.06  Post-retirement Benefit Plan Coverages: 

 

a) From age fifty-five (55) to age seventy (70): Provided the retired employee pays the applicable 

cost-share percentage of benefit plan premium costs, they shall be eligible to maintain health, 

dental, basic life, and/or AD&D benefit plan coverages, subject to the terms of the applicable 

insurance plans. 

 

b)  After age seventy (70): Provided the retired employee pays 100% of benefit plan premium 

costs, they shall be eligible to maintain health, dental, basic life, and/or AD&D benefit plan 

coverages, subject to the terms of the applicable insurance plans. 



  

80 
 

37.07  Retirement Counselling 

 

The Employer agrees to provide retirement counselling services to advise employees on 

retirement planning.  The counselling service engaged for this purpose shall be chosen jointly by 

the Employer and Union.  The service may provide seminars and personal counselling on financial 

planning and other aspects of retirement. 

 

37.08 The Union shall have the right to represent an employee in any discussion with the Employer 

regarding a retirement compensation package. 

 

37.09  St. Thomas University Pension Advisory Committee 

 

The Employer agrees that the Union Local shall elect two (2) bargaining unit members to the St. 

Thomas University Pension Advisory Committee with full voice and vote. 

 

37.10 An employee intending to retire is encouraged to give as much notice as possible, preferably not 

less than three (3) months. 

 

37.11 Upon request, the Employer agrees to provide retired employees with continued access to library 

services and to their STU e-mail addresses, including Microsoft Office Suite. Retired employees 

may continue to purchase parking passes and memberships at the JBOK Fitness Centre at the staff 

rate.  Notwithstanding the above, retired employees will not retain access to any stored data (e.g., 

OneDrive files) or email received during the course of their employment. 
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ARTICLE 38  EMPLOYEE BENEFIT PLANS  

Employee Benefit Plans 

 

38.01  Subject to the other provisions of this Article, the Employer shall make available the following 

benefit plans to employees subject to the terms of the insurance policies currently in effect: 

 

- Health  

- Dental 

- Accident death and dismemberment (AD&D) 

- Basic life 

- Long-term disability (LTD) 

 

38.02  The University benefit plans shall continue in force during the period of this Agreement. Any 

changes to these plans affecting benefits to employees agreed to by both the Union and the 

Employer shall be subject to ratification. A copy of the employee benefit plans will be provided to 

the Union. 

 

38.03  The Employer shall provide each employee with a benefit statement, including types and amounts 

of insurance and beneficiaries named, at the time of appointment and at the beginning of each 

Calendar Year. 

 

38.04  Eligibility 

 

Full-time employees are eligible for health, dental, basic life, and LTD benefit plan coverages from 

the first day of employment, and eligible for AD&D from the first day of the month following the 

date of hire. 

 

Part-time employees hired to work at least twenty-five (25) hours per week, according to 

applicable plan provisions, are eligible for health, dental, basic life, and LTD benefit plan coverages 

from the first day of employment, and eligible for AD&D from the first day of the month following 

the date of hire.   

 

Sessional employees can be full- or part-time; therefore, eligibility is subject to the language 

described above.  Eligible sessional employees are qualified to receive health, dental, AD&D, basic 

life, and LTD benefit plan coverages when actively at work.  While on temporary lay-off between 

sessions, eligible sessional employees will have the option to continue to receive health, dental, 

AD&D, and basic life benefit plan coverages, but not LTD, on the same cost-share basis as when 

actively at work. 

 

Contract Term employees - The eligibility rules for benefit plan coverages will apply where 

applicable. 
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Grant employees who are hired for terms of greater than twelve (12) months are eligible for 

benefit plan coverages subject to the full- and part-time eligibility described above. 

 

Temporary or casual employees are not eligible for benefit plan coverages. 

 

Determination of Benefit Plan Premiums 

 

38.05  The Joint Consultation Committee established in Article 7 shall review on at least an annual basis 

employee benefit plans and make recommendations to the Parties for improvements and 

management of costs. The Parties shall jointly request from the plan administrator and, or, 

underwriter any information required by the Joint Consultation Committee. 

 

38.06  All premiums and applicable cost-share ratios shall be in force until the next benefit plan premium 

renewal, which takes place annually, currently on April 1.  

 

38.07  Premiums 

 Health and Dental – The current cost-share ratio for health is 30% employee / 70% Employer and 

the current cost-share ratio for dental is 28.2% employee / 71.8% Employer.  Effective on the next 

annual benefit plan premium renewal following ratification: 

a) in any year that year-over-year renewal cost increases are 5% or less, the cost sharing ratio 

shall remain the same as it was in the previous year; 

  

b) in any year that year-over-year renewal cost increases are greater than 5%, the cost sharing 

ratio for the first 5% shall remain the same as it was in the previous year, but the Employer 

and employees shall share equally the portion of the increase above 5%. This shall result in a 

new cost sharing ratio that shall be in effect from that date forward; and 

 

c)  in any year that year-over-year renewal costs decrease, the Employer and employees shall 

share the decrease equally. This shall result in a new cost sharing ratio that shall be in effect 

from that date forward. 

AD&D – The Employer shall pay 100% of the premiums for $20,000 of AD&D coverage for all 

eligible employees. Future increases or decreases in the benefit plan premiums shall be the 

responsibility of the Employer.  

 

Basic Life – Eligible employees shall pay 100% of the premiums for $200,000 of basic life coverage. 

Future increases or decreases in the benefit plan premiums shall be the responsibility of the 

employees.  Notwithstanding the above and in recognition of current practice, the Employer will 

pay premiums for the first $62,500 of basic life for the life of this Collective Agreement for:  

 



  

83 
 

- employees who become members of the bargaining unit as a result of ratification or 

new employees hired after the date of ratification whose pensionable earnings are 

less than $40,000 annually; and 

 

- employees listed in Appendix “C” irrespective of pensionable earnings. 

 

LTD – The Employer shall pay for 100% of the premiums for LTD coverage for all eligible 

employees.  Future increases or decreases in the benefit plan premiums shall be the responsibility 

of the Employer. 
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ARTICLE 39  REGISTRATION FEES  

39.01 The Employer shall reimburse an employee for the cost of memberships, certifications, passports, 

visas, or registrations, explicitly required by the employee`s job description or when required by 

the Employer.  This Article excludes drivers’ licenses. 
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ARTICLE 40  TRAVEL 

40.01  Employee (s) traveling for the purpose of conducting business on behalf of the Employer, either 

within or outside the city of Fredericton, will be reimbursed in accordance with the Travel Policy 

outlined in St. Thomas University’s Expenditure (Travel) Policy and the provisions of this article. 

 

40.02  The Employer reserves the right to determine the timing and means of travel following 

consultation with the employee(s). 

 

40.03  When the Employer has authorized in writing an employee request to attend a course, training 

session, conference, or seminar, time spent travelling outside of the employee’s scheduled hours 

of work on a scheduled working day, day or rest, or designated paid holiday shall be paid at 

straight time.    

 

40.04 The Employer agrees to consult meaningfully and constructively with the PSAC in accordance with 

Article 7 – Joint Consultation Committee at least thirty (30) days prior to implementing any 

changes to the Travel Policy which may affect the members of the bargaining unit. In amending 

the Travel Policy, the Employer will make every reasonable effort to ensure that: 

 

a) the amended Policy is at least comparable to the previous Policy; 

 

b) employees are afforded transportation and accommodations that are reasonable and of good 

quality; 

 

c) travel advances and conditions of reimbursement are sufficient to ensure that employees 

should not be out of pocket for allowable expenses incurred while traveling on Employer 

business; and 

 

d) travel advances and reimbursements shall be paid on a timely basis.  

 

40.05  The per diem rates and kilometric allowance shall be as specified below.  In the event the per diem 

rates and, or, kilometric allowance outlined in the Travel Policy increase, the rates/allowance 

below will be adjusted accordingly. 

             

            Meals:  

 

Canada:  Breakfast $11; Lunch $14; Supper $25 (in Canadian funds) 

U.S.:   Breakfast $11; Lunch $14; Supper $25 (in U.S. funds) 

International:    Breakfast $20; Lunch $30; Supper $50 (in Canadian funds) 

 

Incidentals:  $10 

Private Non-commercial Accommodation:  $25 

Kilometric allowance:  $0.46 
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40.06    a) If an employee is required to travel on a normal work day but does not work, the employee 

shall receive their regular pay for the day.  

 

b) If an employee is required to travel and work on a normal work day, the employee shall be 

paid:  

 

1. The employee’s regular pay for the day where the combined period of travel and work 

does not exceed the applicable normal daily hours of work (7 or 8), even though such 

hours may not be in accordance with their normally scheduled hours of work; or 

 

2. Where the combined total of travel and work hours exceeds the regular daily hours 

of work, at the applicable overtime rate for additional travel time in excess of their 

normal daily hours of work, to a maximum of four (4) hours of overtime.  

 

c) If an employee is required to travel on a day of rest or on a designated paid holiday, the 

employee shall be paid no less than three (3) hours and no greater than seven (7) hours of 

overtime at the applicable overtime rate for hours spent travelling.  

 

d) Time spent travelling includes time in transit and associated waiting periods but not time in 

overnight accommodations. 

 

e)  When travel is by air, travel time will begin one and a half (1.5) hours before the scheduled 

time of departure of the carrier for domestic flights and two (2) hours before the scheduled 

time of departure for international flights and end one (1) hour after the actual arrival of the 

carrier at the destination. When travel is by automobile and the employee travels directly 

from their home or place of employment, travel time will begin from the assigned hour of 

departure and end when the employee reaches their destination, and similarly includes their 

return travel time until the employee reaches their home or place of employment.  

 

40.07    a)  For all employees other than Admissions Counsellors – If an employee is away from home on 

a day of rest due to Employer-required travel, but is not required to work, the employee can 

decide to receive their normal rate of pay (straight time) or receive a day off with pay in lieu 

to be taken at a time agreed to by the Employer and employee.   When time off in lieu cannot 

be scheduled and taken within six (6) months of when it was accumulated, the accumulated 

hours will be compensated through monetary payment at the employee’s normal rate of pay 

effective at the time of payment. 

 

b) For Admissions Counsellors – If an employee is away from home on a day of rest due to 

Employer-required travel, but is not required to work, the employee will receive their normal 

rate of pay (straight time) or will receive a day off with pay in lieu to be taken at a time agreed 

to by the Employer and employee.   When time off in lieu cannot be scheduled and taken 

within six (6) months of when it was accumulated, the accumulated hours will be 

compensated through monetary payment at the employee’s normal rate of pay effective at 

the time of payment.  Notwithstanding the above, an Admissions Counsellor may receive no 
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more than a combined total of eight (8) days of compensation per calendar year, which 

includes either pay at their normal rate (straight time) or days off with pay in lieu.  It is 

understood that no additional compensation shall be provided. 
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ARTICLE 41  CLOTHING, PROTECTIVE CLOTHING, PROTECTIVE EQUIPMENT AND 

TOOLS  

41.01 The Employer will provide, maintain, and replace, at no cost to the employee, such shop and field 

tools, protective equipment, special protective clothing and outwear required for reasons of 

occupational health and safety.  The Employer will hold meaningful and constructive consultations 

with the Union Local on this matter, normally through the forum of the Joint Health and Safety 

Committee. 

 

41.02 The Employer will provide to employees in Facilities Management and those employees in 

Information Technology Services expected to install or maintain hardware and/or wiring the 

clothing items or allowances for items listed in Appendix “D”.  In addition, the Employer will 

provide, maintain and replace, at no cost to the employee, all tools and tool bags that, in the 

determination of the Employer, are required by these employees in the performance of their 

duties. 

 

41.03  General Conditions 

 

a) all tools and clothing items, shall meet appropriate standards (i.e., CSA, ULC, etc.); 

 

b) replacement cycles will be from date of initial issue; 

 

c) replacements will be made as per the replacement cycles outlined in Appendix “D” 

 

d) rainwear (hooded coats, pants and boots) will be provided as required; 

 

e) initial fitting is the responsibility of the Employer; 

 

f) any additional clothing or equipment deemed necessary by the Employer, such as university 

clothing for special functions (e.g., convocation), will be supplied by the Employer. 

 

41.04 Return and Reissue of Clothing  

 

a)   Upon termination for any reason, retirement or transfer to a position which does not require 

special protective equipment or clothing, said Employee shall return:  

 i) all departmentally branded items of clothing  

 ii) all items of clothing issued within two years before the date of termination with the 

exception of used footwear, caps, gloves, or winter linings that are not 

departmentally branded.  

b)   Notwithstanding 41.04 a), probationary Employees shall return all items of clothing issued. 
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 c)   Any used items of clothing reissued to bargaining unit employees will be commercially cleaned 

and restored to like-new condition before being reissued.   
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ARTICLE 42  STANDARD OPERATING PROCEDURES 

42.01 Standard Operating Procedures shall not contravene provincial legislation, regulations, the New 

Brunswick Human Rights Act or the Collective Agreement, and an allegation of such contravention 

is subject to the grievance procedure. 
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ARTICLE 43  AGREEMENT RE-OPENER 

43.01  This Agreement may be amended by mutual consent. 
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ARTICLE 44  OUTSIDE EMPLOYMENT 

44.01  Except as outlined in Clause 44.02 and provided it does not interfere with the performance of the 

employee’s regular duties and responsibilities, there shall be no restrictions placed on an 

Employee regarding other employment outside the hours they are required to be at work for the 

Employer.  

 

44.02  Where an Employee believes that a conflict of interest may exist in any such other employment 

the Employee shall inform the Employer in writing. If the reported conflict is confirmed or a 

conflict of interest is otherwise identified by the Employer, the Employer may direct that the 

Employee either refrain from further direct involvement in any decision making related to the 

perceived conflict of interest, or cease such employment, or may direct that the Employee refrain 

from such further activities. The Employer shall act reasonably when considering such potential 

conflicts and when providing the Employee with such direction. 
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ARTICLE 45  DURATION 

45.01 This Agreement shall be in effect for a term beginning on the 1st day of July, 2022 and ending on 

the 30th day of June, 2025, and shall be automatically renewed thereafter for successive periods 

of twelve (12) months unless either party requests the negotiation of a new Agreement by giving 

written notice to the other not less than thirty (30) calendar days and not more than ninety (90) 

calendar days prior to the expiration of this Agreement or any renewal thereof. 
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ARTICLE 46  FUTURE LEGISLATION  

46.01  In the event that any new or amended law passed by the government applies to Employees 

covered by this Agreement and renders null and void any provision(s) of this Agreement, the 

remaining provisions of this Collective Agreement shall remain in full force and effect for the life 

of this Agreement.  In such an event either party may serve notice on the other party.  Upon 

receipt of the notice the Parties shall then meet forthwith to discuss the legislative impact on the 

collective agreement provisions and to make every reasonable effort to negotiate both the 

required clarifying language and the alternate provisions applicable for the life of this Collective 

Agreement.   

 

46.02 If any government legislation or regulation applying to Employees contains greater provision(s), 

right(s) and, or, benefit(s) than are in effect under this Agreement, such provision(s)  right(s) or 

benefit(s)  shall be deemed to form part of this Agreement and be applicable for the life of this 

Collective Agreement. 
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ARTICLE 47  TUITION FEE REDUCTION 

47.01    a)  Current and retired employees are entitled to a 100% reduction in tuition fees for Bachelor of 

Arts, Bachelor of Applied Arts, Bachelor of Education, and Bachelor of Social Work courses 

taken at St. Thomas University. 

 

b) A current employee who wishes to take a Bachelor of Arts, Bachelor of Applied Arts, Bachelor 

of Education, or Bachelor of Social Work course at St. Thomas University during the 

employee’s normal work hours must receive approval in accordance with Article 24 – 

Education and Career Development Leave.   

 

c) Spouses and children (regardless of age) of current and retired full-time employees (including 

sessional, contract, and eligible grant employees) are entitled to a 50% reduction in tuition 

fees for Bachelor of Arts, Bachelor of Applied Arts, Bachelor of Education, or Bachelor of Social 

Work courses taken at St. Thomas University. 

 

d) Spouses and children (regardless of age) of part-time employees (including sessional, contract, 

and eligible grant employees) are entitled to a reduction in tuition fees for Bachelor of Arts, 

Bachelor of Applied Arts, Bachelor of Education, and Bachelor of Social Work courses taken at 

St. Thomas University of up to 50% prorated based on hours regularly worked per week in 

relation to the normal full-time hours per week. 

 

e) Spouses and children (regardless of age) of all other employees are entitled to a reduction in 

tuition fees for Bachelor of Arts, Bachelor of Applied Arts, Bachelor of Education, and Bachelor 

of Social Work courses taken at St. Thomas University of up to 50% during their period of 

employment prorated according to their full- or part-time status as outlined in 47.01 c) and d) 

above. 

 

47.02 Eligibility for the tuition fee reduction for spouses and children (regardless of age) shall continue 

in the event of an employee’s, or retired employee’s, death. 

 

47.03  As required by the Canada Revenue Agency, it should be noted that tuition fee reductions will be 

treated as a taxable benefit for income tax purposes. 
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ARTICLE 48  CORRESPONDENCE  

48.01  All legal correspondence between the Employer and the Union giving notice to the other party or 

representing a commitment or undertaking pursuant to the Agreement, unless otherwise advised 

or noted elsewhere in this Collective Agreement, shall pass to and from the President of the 

University and the PSAC Regional Executive Vice-President-Atlantic. Copies of all such 

correspondence shall also be provided to the Local President. 

 

48.02 Other matters involving the Local Union, general administration of the Agreement and all other 

related matters shall pass between the Local President, or designate and the Director of Human 

Resources, or designate, unless otherwise advised or noted elsewhere in this Collective 

Agreement. Copies of all such correspondence shall also be provided to the PSAC Regional 

Executive Vice-President-Atlantic. 
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ARTICLE 49  LEGAL REPRESENTATION 

49.01  Save and except in the case of gross negligence and, or, willful misconduct, the Employer shall 

indemnify and save harmless each employee from legal liability and all actions, causes of action, 

claims or demands whatsoever arising out of any occurrence in the course of, or performed 

pursuant to, and within the scope of the employee’s employment.   

 

49.02 For claims in which indemnity will apply, provided as much notice as reasonably possible is given 

to the Employer of any occurrence giving rise to, or likely to give rise to, a claim against the 

employee, the Employer shall provide legal representation at no cost to the employee.  In 

exceptional circumstances, an employee may propose alternative representation subject to the 

approval of the Employer.  

 

49.03  Notwithstanding Article 26 – Other Leave With or Without Pay, an employee shall be provided 

leave with pay for the necessary time required in relation to this Article.  Reimbursement of 

related expenses will be in accordance with Article 40 – Travel. 
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ARTICLE 50  UNIVERSITY CLOSURE AND ADVERSE WEATHER CONDITIONS  

50.01  In the event of University closure due to adverse weather conditions or other unforeseen 

circumstances, employees, except those as outlined in Clause 50.02 below, will not be required to 

report to, or remain at, the University and will suffer no loss of pay.  Such employees will remain 

readily available to perform work. If conditions change and the University reopens, employees 

shall be required to report to the University unless otherwise authorized by their supervisor.  

 

50.02 Some employees, due to the nature of their positions, may be required to report to, or to remain 

working at, either the University, or University functions off-campus in the Fredericton area (e.g., 

athletic, recruiting, or alumni events), while the University is closed due to adverse weather 

conditions.  In such cases, those employees shall be compensated at the applicable overtime rate 

for those hours worked at the University or the off-campus location. 

 

50.03 During storms where conditions do not warrant closure of the University, employees are expected 

to remain at work or make every reasonable effort to report to work.  However, in such conditions 

supervisors may allow employees who are in particularly difficult circumstances to be absent for 

the whole day, or part of the day, or if the adverse weather conditions develop during the day, to 

leave work early.  An employee who receives approval from their supervisor to be absent for the 

whole day will have the option to take vacation leave, take a leave of absence without pay, banked 

overtime, or make up the lost time as arranged with their supervisor.  An employee who receives 

approval from their supervisor to arrive late to work or to leave for home early due to adverse 

weather conditions will not suffer loss of pay, but will be required to make up any lost time over 

two (2) hours as arranged with their supervisor. 

 

50.04 In the event an employee is prevented from working due to the cancellation of a university-related 

function outside the Fredericton area (e.g., an athletic, recruiting, or alumni event) due to severe 

adverse weather conditions, such employee will not suffer loss of pay. 
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SCHEDULE A – ECONOMIC ADJUSTMENTS, RETROACTIVITY, SALARY SCALES, JOB 

BANDS, AND POINT BOUNDARIES 

 

Economic Adjustments 

  

Employees’ salaries shall be adjusted as follows: 
 
(a) The salary scale effective July 1, 2022 will be increased by 3.0%. 
 
(b) The salary scale effective July 1, 2023 will be increased by 3.0%. 
 
(c) The salary scale effective July 1, 2024 will be increased by 3.0%. 
 
Retroactivity 

 

Retroactivity shall only be applicable to the following items, and on the following terms: 

 

Economic Adjustments – Salary increases shall be paid retroactive to July 1, 2022 only on regular earnings: 

1) earned by employees while employed in the bargaining unit and who remain employed at St. Thomas 

University as of the date of ratification of this Collective Agreement, and 2) earned by employees while 

employed in the bargaining unit and who retired from St. Thomas University after June 30, 2022 and 

before the date of ratification of this Collective Agreement. 
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Salary Scales  

July 1, 2022 ANNUAL SALARY SCALE                    Salary Adjustment - 3%               

                              

Band Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10  Step 11  Step 12 Step 13  Step 14 

1 $34,202 $35,057 $35,934 $36,833 $37,753 $38,696 $39,664 $40,655 $41,673 $42,714 $43,782 $44,877 $45,998 $47,148 

2 $37,904 $38,852 $39,823 $40,819 $41,838 $42,884 $43,957 $45,055 $46,183 $47,337 $48,521 $49,733 $50,977 $52,252 

3 $41,606 $42,647 $43,712 $44,805 $45,924 $47,072 $48,249 $49,455 $50,693 $51,960 $53,259 $54,590 $55,956 $57,355 

4 $45,307 $46,442 $47,601 $48,791 $50,010 $51,259 $52,542 $53,855 $55,203 $56,582 $57,998 $59,446 $60,934 $62,458 

5 $49,004 $50,230 $51,484 $52,772 $54,091 $55,441 $56,828 $58,248 $59,707 $61,198 $62,729 $64,296 $65,906 $67,554 

6 $52,700 $54,018 $55,368 $56,753 $58,171 $59,624 $61,114 $62,641 $64,211 $65,815 $67,460 $69,146 $70,877 $72,650 

7 $56,396 $57,806 $59,251 $60,734 $62,252 $63,806 $65,400 $67,035 $68,714 $70,431 $72,191 $73,996 $75,848 $77,746 

8 $60,087 $61,589 $63,129 $64,709 $66,326 $67,982 $69,681 $71,421 $73,212 $75,041 $76,915 $78,839 $80,812 $82,834 

9 $63,778 $65,372 $67,007 $68,683 $70,400 $72,157 $73,962 $75,808 $77,709 $79,650 $81,640 $83,681 $85,776 $87,922 

 

July 1, 2023 ANNUAL SALARY SCALE                    Salary Adjustment - 3%               

                              

Band Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10  Step 11  Step 12 Step 13  Step 14 

1 $35,228 $36,109 $37,012 $37,937 $38,885 $39,857 $40,854 $41,875 $42,923 $43,995 $45,096 $46,223 $47,378 $48,563 

2 $39,041 $40,018 $41,018 $42,043 $43,094 $44,170 $45,275 $46,407 $47,568 $48,757 $49,976 $51,225 $52,506 $53,819 

3 $42,854 $43,926 $45,023 $46,149 $47,302 $48,484 $49,697 $50,939 $52,214 $53,518 $54,857 $56,227 $57,634 $59,076 

4 $46,667 $47,835 $49,029 $50,255 $51,510 $52,797 $54,118 $55,470 $56,859 $58,280 $59,738 $61,230 $62,762 $64,332 

5 $50,474 $51,737 $53,029 $54,356 $55,713 $57,105 $58,533 $59,995 $61,498 $63,034 $64,611 $66,225 $67,883 $69,581 

6 $54,281 $55,639 $57,029 $58,456 $59,916 $61,412 $62,947 $64,520 $66,137 $67,789 $69,484 $71,221 $73,003 $74,829 

7 $58,088 $59,541 $61,029 $62,556 $64,119 $65,720 $67,362 $69,046 $70,776 $72,544 $74,357 $76,216 $78,124 $80,078 

8 $61,890 $63,437 $65,023 $66,650 $68,315 $70,021 $71,771 $73,564 $75,408 $77,292 $79,223 $81,204 $83,236 $85,319 

9 $65,691 $67,333 $69,018 $70,743 $72,512 $74,322 $76,180 $78,082 $80,040 $82,040 $84,089 $86,192 $88,349 $90,559 

 

July 1, 2024 ANNUAL SALARY SCALE                    Salary Adjustment - 3%               

                              

Band Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10  Step 11  Step 12 Step 13  Step 14 

1 $36,285 $37,192 $38,123 $39,076 $40,052 $41,053 $42,079 $43,131 $44,211 $45,315 $46,449 $47,610 $48,799 $50,020 

2 $40,212 $41,218 $42,248 $43,305 $44,386 $45,496 $46,634 $47,799 $48,996 $50,220 $51,476 $52,762 $54,081 $55,434 

3 $44,139 $45,244 $46,374 $47,534 $48,721 $49,938 $51,188 $52,467 $53,780 $55,124 $56,503 $57,914 $59,363 $60,848 

4 $48,067 $49,270 $50,500 $51,763 $53,056 $54,381 $55,742 $57,134 $58,565 $60,028 $61,530 $63,066 $64,645 $66,262 

5 $51,988 $53,289 $54,620 $55,986 $57,385 $58,818 $60,289 $61,795 $63,343 $64,925 $66,549 $68,212 $69,919 $71,668 

6 $55,909 $57,308 $58,740 $60,210 $61,714 $63,255 $64,836 $66,456 $68,121 $69,823 $71,568 $73,357 $75,193 $77,074 

7 $59,831 $61,327 $62,860 $64,433 $66,043 $67,692 $69,383 $71,117 $72,899 $74,720 $76,587 $78,503 $80,467 $82,480 

8 $63,746 $65,340 $66,974 $68,649 $70,365 $72,122 $73,924 $75,771 $77,670 $79,611 $81,599 $83,640 $85,733 $87,878 

9 $67,662 $69,353 $71,088 $72,866 $74,687 $76,552 $78,466 $80,425 $82,441 $84,501 $86,612 $88,777 $90,999 $93,276 
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Position Classifications 

 
Job Title Department Band 

Maintenance Worker Facilities Management 1 

Facilities Assistant Facilities Management 1 

Departmental Assistant - Bilingual Human Resources 1 

Departmental Assistant Human Resources 1 

Office Coordinator  Registrar's Office 2 

Sports Information Officer Athletics 2 

Administrative Coordinator - Social Work Social Work 3 

Administrative Coordinator - Education Education 4 

Admissions Officer Admissions 4 

Financial Services Officer Financial Services 4 

Administrative Coordinator (ORS) ORS/CRC 4 

Accounts Payable Officer Financial Services 4 

Registration and Records Officer Registrar's Office 4 

Office Coordinator / Purchaser Facilities Management 4 

Carpenter Facilities Management 4 

Technical Director Enrolment Management 4 

Athletics Coordinator Athletics 4 

Technical Support Analyst  ITS 4 

Multimedia Coordinator ITS 5 

Healthy Campus Coordinator Student Services and Residence Life 5 

Internships Coordinator Student Services and Residence Life 5 

Residence Supervisor Student Services and Residence Life 5 

Alumni Relations Officer Advancement and Alumni Relations 5 

Admissions Counsellor Student Recruitment 5 

Campus Minister Student Services and Residence Life 6 

Accounts Receivable Officer Financial Services 6 

Research Services Officer Office of Research Services 6 

Helpdesk Manager ITS 6 

Communications Officer (Alumni) Communications 6 

Student Accessibility Advisor Student Services and Residence Life 6 

Digital Admissions Counsellor Student Recruitment 6 

Marketing and Events Coordinator Athletics 6 

Senior Admissions Counsellor Student Recruitment 6 

Academic Advisor Registrar's Office 6 

Career Development Advisor Student Services and Residence Life 6 

Communications Officer (Digital) Communications 7 

Technical Analyst (Network Administrator) ITS 7 

International Student Coordinator Student Services and Residence Life 7 

Student Success Coach Student Services and Residence Life 7 

Information Systems Officer ITS 7 

Writing Centre Coordinator Registrar's Office 7 

Student Counsellor Student Services and Residence Life 7 

International Admissions Counsellor Student Recruitment 7 

Facilities Supervisor Facilities Management 8 
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Manager - Office of Experiential & Community-based Learning Student Services and Residence Life 8 

Manager of Student Accessibility Student Services and Residence Life 8 

Mental Health Coordinator Student Services and Residence Life 8 

Technical Lead ITS 8 

Assistant Director of Residence Life Student Services and Residence Life 9 

 

Bands 

Band Min Points Max Points 

1 346 400 

2 401 450 

3 451 500 

4 501 550 

5 551 600 

6 601 650 

7 651 700 

8 701 750 

9 751 800 
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APPENDIX A – CERTIFICATE ISSUED BY NEW BRUNSWICK LABOUR AND 

EMPLOYMENT BOARD
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APPENDIX B – WORKSAFE NB RIGHT TO REFUSE DOCUMENT 

 
https://www.worksafenb.ca/workers/health-safety/your-rights/   

 

  

https://www.worksafenb.ca/workers/health-safety/your-rights/
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APPENDIX C – BASIC LIFE PREMIUM 

 

The Employer will pay premiums for the first $62,500 of basic life for the following employees 
irrespective of pensionable earnings: 
 
Candace Wilcox 
Erica Cairns 
Dale Dasset 
Lauren Eagle 
Penny Granter 
Lehanne Knowlton 
Helene Noddin 
Pauline McIntyre 
Ferne Stewart 
Alissa Stokoe 
Ellen Tapley 
Laura Tucker 
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APPENDIX D – FACILITIES MANAGEMENT AND INFORMATION TECHNOLOGY 

SERVICES: CLOTHING, PROTECTIVE CLOTHING, PROTECTIVE EQUIPMENT AND 

TOOLS 

 
FACILITIES MANAGEMENT: 

Specific Requirements Including Replacement Cycle 

Item Initial Issue Replacement Schedule 

Three-Season Jacket One (1)  Every four (4) years 

Summer Jacket One (1) Every five (5) years 

Safety Sunglasses (100% UV 

protection) 
One (1) As required 

Safety Glasses One (1) As required 

Ball Cap One (1) One per year 

Hard Hat with Winter Liner One (1) As required 

Regular/Summer Coveralls One (1) As required 

Winter coveralls One (1) As required 

Waterproof insulated overalls One (1) As required 

Winter parka One (1) As required 

Rain gear One (1) As required 

Rubber boots One (1) As required 

Insulated rubber boots One (1) As required 

Work gloves One (1) As required 

Insulated work gloves One (1) As required 

T-shirts (with logo as determined 

by Employer) 
Four (4) Two (2) per year 

Safety footwear 

Reimbursement of up to 

$170 annually –or up to 

$340 bi-annually 

As required with 

management approval 

when destroyed at the 

workplace 
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INFORMATION TECHNOLOGY SERVICES (only for employees expected to work on hardware/wiring 

installation or maintenance) 

Specific Requirements Including Replacement Cycle 

Item Initial Issue Replacement Schedule 

Ball cap One (1) One (1) per year 

Hard hat One (1) As required 

Safety glasses One (1) As required 

Work gloves One (1) As required 

3-1 Spring/Summer/Fall Jacket One (1) As required 

Safety footwear Reimbursement of up to 

$170 annually-–or up to 

$340 bi-annually 

As required with 

management approval 

when destroyed at the 

workplace 
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APPENDIX E – GRIEVANCE FORM TEMPLATE  

  




















