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Preamble
Whereas it is the desire of both parties to this Agreement:

(a) to maintain and improve harmonious relations and settle conditions of employment between
the University and the Union.

(b) to recognize the mutual value of joint discussions and negotiations in all matters pertaining
to working conditions and employment.

(c) to encourage efficiency in operation.

(d) to promote the morale, well-being and security of all Employees in the Bargaining Unit of
the Union.

Definitions

“Employee” means a person who is employed by the University as a full-time, regular part-time,
sessional or temporary Employee who provides secretarial, technical, clerical and library support
services, save and except those positions listed in Appendix A.

A “full-time Employee” shall mean a person who is scheduled to work a regular work week of thirty-
five (35) hours or longer as specified in Article 21.04 on a continuing or sessional basis.

A “part-time Employee” shall mean a person who is scheduled to work at least seventeen and one-half
(17%2) hours and fewer than thirty-five (35) hours per week on a continuing or sessional basis.

A “sessional Employee” shall mean a person who is hired to fill a recurring budgeted position which
approximately coincides with the University fall and winter session and may be either a full-time or
part-time Employee.

(@) A “casual” Employee is not a member of the Bargaining Unit and shall mean a person
employed in a Bargaining Unit position for up to one hundred and twenty (120) consecutive
working days. The employer will notify the Union of the start date of casual Employees
whose employment exceeds sixty (60) consecutive working days.

(b) A “temporary Employee” shall mean a person employed temporarily in a Bargaining Unit
position for one hundred and twenty (120) or more consecutive working days not to exceed
twenty-four (24) consecutive months. The employer will notify the Union of the start date
and expected end date of a temporary Employee. This term is renewable by mutual
agreement of the Parties to this Agreement.

“Department Head/Supervisor” shall mean a person who exercises management functions, as outlined
in Article 3, within a teaching or non-teaching department so designated by the University.

“University” means the Governors of Acadia University.

“Union” means the Service Employees International Union, Local 2, at Acadia University.
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ARTICLE 3

3.01

ARTICLE 4
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4.02

“Bargaining Unit” means the Bargaining Unit determined by the Labour Relations Board of Nova
Scotia as described in Appendix A.

“Day” means a calendar day unless specified otherwise.

“Technological Change” means the introduction of equipment or material, or the manner in which
the University carries on the work related to the introduction of the equipment or material.

Whenever the feminine is used in this Agreement, it shall be considered as if the masculine has been
used where the context requires and vice versa.

A “student” for purposes of this agreement, is a student who is registered in a minimum of 3 full-time
courses as described in the University Calendar.
Management Rights

The Union acknowledges that it is the exclusive function of the University, subject to the provisions
of this Agreement to:

(a) maintain order, discipline and efficiency;

(b) establish and enforce reasonable rules and regulations covering the conduct, duties, methods
of operation of the Employees not inconsistent with the provisions of this Agreement;

(c) hire, discharge, direct, classify, transfer, promote, demote, lay-off, suspend and otherwise
discipline Employees;

(d) generally manage and operate Acadia University;

(e) also, the Union recognizes that the Board has retained, shall possess and may exercise all

rights, functions, powers, privileges and authority vested in it by the laws of Nova Scotia,
excepting only those matters specifically relinquished or varied by this Agreement.

Future Legislation

In the event that any new law passed by the Government applying to Employees covered by this
Agreement renders null and void any provision(s) of this Agreement, the remaining provisions of this
Agreement shall remain in effect for the term of this Agreement.

If legislation applying to Employees results in greater rights or benefits than are in effect under this
Agreement, such rights or benefit shall be deemed to form part of and be applicable to this
Agreement.
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Recognition

The University recognizes the Union as the sole bargaining agent for classes of Employees listed in
Appendix A.

When new non-faculty classifications or positions are developed that may belong in the Bargaining
Unit and that conform to the terms of Article 2.02, 2.03, 2.04 or 2.05, the University agrees to notify
the Union of such classifications or positions. The University further agrees to consult with the
Union in determining whether such classifications or positions should be included in the Bargaining
Unit. Should the Union and the University be unable to agree, the matter may be referred to the
Nova Scotia Labour Relations Board.

Health and Safety

The University acknowledges its role to continue to make all reasonable provisions for the
occupational health and safety of Employees. The University and the Union agree to consult with a
view to adopting and expeditiously carrying out reasonable procedures and methods designed or
intended to reduce or prevent the risk of Employee injury.

One member plus an alternate shall be chosen by the Union to serve on the University Joint
Occupational Health and Safety Committee.

When an Employee is a member of the University Joint Occupational Health and Safety Committee,
time to attend and reasonable time to prepare for meetings of the Committee and to carry out her/his
functions as a member of the Committee, shall be deemed to be work time for which the Employee

shall be paid by the University at the applicable rate.
The University shall publish the names of the Committee members and the minutes of the most
recent Committee meeting shall be posted and remain posted in a prominent place or places in the

University until the next subsequent minutes are available.

The Committee’s function is:

(a) the receipt and investigation of matters and complaints;

(b) participation in inspections, inquiries and investigations concerning the occupational health
and safety of Employees;

(©) provision of advice on individual protective devices, equipment and clothing;

(d) establishment at the workplace of a prevention program;

(e) performance of any other duties assigned to it by agreement between the University or the

Union, or as are established by provincial regulations;
6) recommendation to senior administration of a course of action.

The Committee, or an Employee who so requests in writing, shall receive reports of inspections made
and environmental tests taken at the workplace.

Refusal to Work:

(a) Any Employee may refuse to do any act at her/his place of employment where she/he has
reasonable grounds for believing that the act is likely to endanger her/his health or safety or
the health or safety of any other Employee until:

(i) the University has taken remedial action to the Employee’s satisfaction;



(b)

(d)

(e)

()

(h)

(i)

(i) the Safety Committee has investigated the matter and unanimously advised
the Employee to return to work; or

(iif) an officer of the Nova Scotia Occupational Health and Safety Division has
investigated the matter and has advised the Employee to return to work.

Where an Employee exercises her/his right to refuse to work pursuant to 6.07(a), the

Employee shall:

(i) immediately report it to their Department Head/Supervisor;

(i) where the matter is not remedied to the Employee’s satisfaction, report it to the
Committee or their representative, if any;

(iii) where the matter is not remedied to the Employee’s satisfaction after the Employee has
reported pursuant to clauses (i) and (ii), the Employee can report it to the Nova Scotia
Occupational Health and Safety Division.

Subject to the provisions of this Agreement, where the Employee refuses to do work
pursuant to 6.07(a), her/his employer may reassign the Employee to other work and the
Employee shall accept the reassignment until the Employee is able to return to work.

Where an Employee is reassigned to other work pursuant to 6.07(c), the University shall pay
the same wages or salary and grant the same benefits as she/he would have received had
she/he continued in normal work.

Where an Employee has refused to work pursuant to 6.07(a) and has not been reassigned to
other work, the University shall, if the Employee’s refusal is upheld, pay the Employee the
same wages or salary and grant her/him the same benefits as the Employee would have
received had the Employee continued to work, until the provisions of clauses (i), (ii), or (iii)
of 6.07(a) have been met, but the Employee is not entitled to wages, salary or other benefits
for that period if her/his refusal is not upheld.

A reassignment of work pursuant to 6.07(c) is not discriminatory action as defined in
Section 25 of the Occupational Health and Safety Act.

An Employee may not, pursuant to this clause, 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 another person directly in danger, or

(ii) the danger referred to in 6.07(a) is inherent in the Employee’s work.

Where an Employee exercises her/his right to refuse to work pursuant to 6.07(a), no
Employee shall be assigned to do that work until the matter has been dealt with under that
subsection, unless the Employee to be assigned has been advised of:

(i) the refusal by another Employee;

(ii) the reason for the refusal; and

(iii) the Employees’ rights pursuant to Article 6.07.

Reporting:

(i) Where an Employee exercises the right to refuse to work under the Occupational
Health and Safety Act or where the Employee believes that any condition, device,
equipment, machine, material, or thing or any aspect of the workplace is or may be
dangerous to health or safety or that of any other person at the workplace, the
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Employee shall immediately report it to the Employee’s Department
Head/Supervisor and the Joint Occupational Health and Safety Committee.

(ii) Where an Employee reports, as required in 6.07(i)(i), and the matter is not
remedied to the Employee’s satisfaction, she/he shall report it to the Nova Scotia
Occupational Health and Safety Division.

No Discrimination

The parties agree that there shall be no discrimination, interference, restriction, or coercion exercised
or practiced by either party with respect to any Employee in the matter of hiring, wage rates, training,
upgrading, promotion, transfer, layoff, recall, discipline, or discharge by reason of age, race, colour,
national origin, political or religious affiliation, sex, sexual orientation, marital status, lawful sexual
activity, place of residence, or membership or activity in the Union.

Security and Check-off

Employees who were employed prior to June 20, 1980, and coming within the Bargaining Unit are
not required to join the Union as a condition of employment. However, each Employee, whether or
not she/he is a member of the Union, shall pay the equivalent of Union dues to the Union.

All new Employees coming within the Bargaining Unit shall become and remain members of the
Union as a condition of employment.

Within two (2) days of the signing of this Agreement, the Union shall advise the Department of
Human Resources of the amount of its regular Union dues. Thereafter, the Union shall advise the
Department of Human Resources in writing of any changes in the amount of regular Union dues and
the University shall take not more than one month to put these changes into effect provided, however,
that such changes shall not be made more frequently than twice each year during the term of this
Agreement and that such changes involve only fixed amounts.

The University shall deduct bi-weekly Union dues as assessed by the Union from the salaries of all
Employees in the Bargaining Unit on a continuing basis. Deductions for the new Employees shall
begin on the first day of hire.

Once in every month the University shall electronically remit to the Union, in Excel format (or other
format from time to time as agreed by both parties), the dues deducted in accordance with Article
8.04, no later than the 15 day of the following month, accompanied by a list of Employees and the
amounts deducted from each Employee in the Bargaining Unit.

The employer shall electronically remit, in Excel format (or other format from time to time as agreed
by both parties), the following information to the Union by June 30 and January 1 each year:
Employee number, name, address, home telephone, Acadia e-mail address, terminations, transfers,
layoffs, reclassifications, and provide a copy to the Chairperson.

The Union agrees and shall indemnify and save harmless the University from any liability or action of
any kind that may arise out of deductions made from the pay of any Employee pursuant to Article
8.02, 8.03, 8.04 and 8.05.
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Union-Management Relations

In matters concerning the administration of this Agreement, the University agrees to meet only with
representatives officially appointed by the Union. The Union agrees to provide the University with
the names of their representatives at the beginning of each contract year and as representatives are
changed. The University shall provide a list of unit heads with whom the Union may be required to
conduct business.

The Union shall have the right at any time to have the assistance of the SEIU Local 2 Business Agent
or any other representative officially designated by the Union under Article 9.01 when dealing or
negotiating with the University.

The University agrees that a Union steward will be given an opportunity to interview each new
Employee within regular working hours without loss of pay for fifteen (15) minutes, sometime during
the first fourteen (14) days of employment.

Labour/Management Committee

The Labour/Management Committee shall consist of a maximum of three representatives each, or
their named alternates, from the University and the Union. The purpose of the Committee is to meet
and confer on matters of mutual interest, excluding any issue which is currently being dealt with
under the provision of Article 11 — Grievance Procedure, or Article 12 — Arbitration.

The Union members of the Labour/Management Committee shall be the Union Chairperson, Chief
Steward, and one other Union member relevant to the issues under discussion, or alternates. The
University members shall include the Executive Director of Human Resources, and other senior
administrators relevant to the issues under discussion.

The Chairperson will prepare an agenda at least one (1) week prior to the meeting. One University
representative and one Union representative shall serve as joint chairpersons and shall alternate in
chairing meetings. Each party shall notify the other when changes in representatives occur.

Function:

The Labour/Management Committee shall:

(@) normally meet once every two (2) months, or more or less frequently, at the request of either
party;
(b) discuss and resolve workplace issues as well as issues that might lead to grievances, but not

grievances themselves;
(©) discuss, develop, and implement programs and policies to improve the workplace within the
terms of this Agreement.

This Committee shall not be a prerequisite to a grievance as outlined in Article 11.
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Grievance Procedure

A grievance shall be defined as any difference arising out of the interpretation, application,
administration, or alleged violation of this Agreement. There shall be no discrimination, harassment
or coercion of any kind against any Employee who elects to use these procedures. Probationary
Employees shall have the right to grieve in all cases except the Employee’s discharge. A working day,
for the purposes of this article, is defined as being a Monday, Tuesday, Wednesday, Thursday, or
Friday, except when any of these days is a general holiday.

In order to provide an orderly, speedy procedure for settling of grievances, the University
acknowledges the participation of the Union Stewards and the Union Grievance Committee. A
Steward may assist any Employee whom the Steward represents in preparing and presenting her/his
grievance in accordance with the Grievance Procedure.

The University agrees that Stewards shall not be hindered, coerced, restrained, or interfered with in
any way in the performance of their duties while investigating disputes and presenting adjustments as
provided in this Article. The Union recognizes that Stewards are employed full-time by the
University and that they will not leave their work during the working hours except to perform their
duties under this Agreement. Therefore, no Stewards shall leave their work without obtaining the
permission of the Department Head/ Supervisor. Time spent in processing steps of the grievance
during work hours shall be considered time worked.

Copies of all grievance and replies thereto are to be sent to the Executive Director of Human
Resources and the Chief Steward.

Step 1

The Employee, accompanied by their Steward, shall within seven (7) working days after the
circumstances giving rise to the alleged grievance have arisen, present their complaint in writing to
their Department Head/Supervisor. In consultation with the Executive Director of Human Resources
or designate, their Department Head/Supervisor shall reply in writing to the Steward within seven (7)
working days of receipt of the grievance.

If the reply at Step 1 is unsatisfactory, the grievance may be submitted to Step 2 within seven (7)
working days from receipt of the reply.

Step 2

In an Academic department this step will be dealt with by the appropriate Dean or University
Librarian in consultation with the Executive Director of Human Resources or designate. In an
Administrative department, this step will be dealt with by the appropriate Manager, Director,
Associate Vice-President, or Vice-President, in consultation with the Executive Director of Human
Resources or designate.

Step 2 shall commence from presentation of the written grievance to the appropriate Dean, Head or
Director, etc. A decision shall be rendered in writing to the Steward within seven (7) working days
from receipt of the grievance.

If the reply at Step 2 is unsatisfactory, the grievance may be submitted to Step 3 within seven (7)
working days from receipt of the reply.
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ARTICLE 12

12.01

Step 3

Step 3 shall commence from presentation of the written grievance to the Executive Director of
Human Resources or designate. A decision shall be rendered in writing to the Steward within six (6)
working days from receipt of the grievance.

If the reply at Step 3 is unsatisfactory, the grievance may be submitted to Step 4 within six (6)
working days from receipt of the reply.

Step 4

Failing a settlement under the above procedure of any difference between the parties arising from the
interpretation of this Agreement, including any questions as to whether the matter is arbitrable, such
difference or questions may be taken to arbitration provided in Article 12. If the Union wishes to
proceed to arbitration, it shall notify the Executive Director of Human Resources in writing within six
(6) working days after the decision is given in Step 3. If no written request is forwarded by the Union
to the Executive Director of Human Resources within six (6) working days of the decision in Step 3,
the grievance will be deemed to have been settled or abandoned.

The time limits set forth in this article may be varied by mutual written consent of the parties of this
Agreement.

If a grievance is not carried by the Union to the next step of the Grievance Procedure within the time
limits specified in Article 11 or as mutually agreed, it shall be deemed to have been settled. If the
grievance is not answered by the University within the time limits specified or agreed upon, the Union
may proceed to the next step in the Grievance Procedure.

When a dispute involving a question of general application or interpretation occurs or where a group
of Employees or the Union has a grievance, the grievance may be initiated at Step 2 of the Grievance
Procedure.

In order to facilitate an orderly and confidential investigation of grievances, the University shall make
available the temporary use of a private office or similar facility. The University shall also supply the
necessary facilities for the grievance meeting.

After the grievance has been initiated by the Union, University representatives shall not enter into
discussion or negotiation with respect to the grievance with the aggrieved Employee without the
consent of the Union.

In the event of a suspension or discharge, Steps 1 and 2 of this procedure may be bypassed and the
grievance may commence at Step 3.

Arbitration

When either party requests that a grievance be submitted to arbitration, such request shall be in
writing and shall notify the other party of its desire to submit the difference or allegation to

arbitration. No matter shall proceed to arbitration unless it has first been raised as a grievance and has
not been finally disposed of in accordance with Article 11.

1C
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Within six (6) working days of receipt of notice, the parties will meet to select a single arbitrator. If
the parties are unable to agree on a single arbitrator, the Minister of Labour for Nova Scotia shall, on
the request of either party, name an arbitrator.

The Arbitrator named under this provision shall hear relevant evidence adduced relating to the
difference or allegation and the decision shall be final and binding upon the parties and upon any
person on whose behalf this Agreement was made.

The Arbitrator shall have the power to modify or set aside any penalty imposed by the University
relating to the disciplinary matters before them, but shall not have the power to add, subtract or
modify any terms of this Agreement, or to make any decision inconsistent with this Agreement.

Each party shall share the cost of remuneration and expenses of the Arbitrator not paid for by the
Department of Labour.

The time limits set forth in this article may be varied by mutual consent of the parties to this
Agreement.

Discipline, Suspension and Discharge

An Employee may not be disciplined except for just cause and the Employee shall be informed within
three (3) working days from such disciplinary action, with written reasons including relevant dates. A
copy of such disciplinary action shall be sent to the Union within the same three (3) day period.
Notice of suspension or discharge shall be issued by the Department Head/Supervisor or designate,
but only after such notice is reviewed by an officer of the Department of Human Resources.

The University and the Union agree to the concept of progressive discipline; however, where there is
just cause the University has the right to choose the form of discipline. The following are considered
forms of discipline:

(a) verbal warning
(b) written reprimand
(© suspension

(d) discharge

Any documented disciplinary action by the University is subject to grievance.

When an Employee alleges that she/he has been suspended without pay or discharged in violation of
Article 13.01 the Employee may, within six (6) working days of the date on which she/he was notified
in writing, invoke the Grievance Procedure, including arbitration as set out in this Agreement. The
Employee shall lodge her/his grievance at the Step 2 level of the Grievance Procedure.

Where, as an outcome of a grievance or arbitration, it is determined that an Employee has been
disciplined by suspension without pay or by discharge in violation of Article 13.01, that Employee
shall be immediately reinstated in her/his former position according to the terms of the grievance or
arbitration award and all records pertaining to the grievance or arbitration shall be removed from the
Employee’s personnel file.

Where the University notifies an Employee in writing of any expression of dissatisfaction concerning

the Employee’s work, the Employee’s reply to such complaint, accusation or expression of
dissatisfaction shall become part of the Employee’s personnel file.

11
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ARTICLE 14

14.01

14.02

ARTICLE 15

15.01

15.02

15.03

The University agrees that there shall only be one personnel file for each Employee, maintained in the
Human Resources Department, and that no document relating to the Employee’s conduct or
performance may be used against the Employee in the grievance procedure nor at arbitration unless
the Employee has been provided with a copy of such document and such document is part of said file.

The University recognizes the right of Employees to have Union Stewards present at disciplinary
meetings with their Department Head/Supervisor.

Strikes and Lockouts

The University agrees that it will not cause or direct, during the term of this Agreement, any lockout
of its Employees and the Union agrees that during the term of this Agreement, there will be no strike
or other collective action which will stop, curtail or interfere with the University’s operations.

The Union and University agree that during a strike or lockout Employees in the Union Bargaining
Unit shall not be required to perform work normally performed by University Employees who are not
included in the Union Bargaining Unit. This provision applies to a strike or other work stoppage by
University Employees not in the Union Bargaining Unic.

Union Stewards

The University agrees to recognize Stewards appointed by the Union, and the right of the Union to
appoint up to five (5) Stewards, which includes the Chief Steward.

The University recognizes that it is the function and duty of Stewards to assist in the administration of
this Agreement which may require the Stewards to leave their jobs during the work day. A Steward
shall obtain the permission of her/his Department Head/Supervisor before leaving her/his job and
such permission will not be withheld without reasonable cause. If a grievance or potential grievance is
the reason for the Steward leaving the job, every effort shall be made by the Department
Head/Supervisor to grant permission. The Employee shall provide at least one (1) working day
advance notice of the request to leave the job whenever possible.

The University recognizes the right of Employees to have Union Stewards present when meeting with
their Super]

the Employee
e Union
The University Union
Union University
Union

Union
Stewards
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