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CUPE Local #59

Tentative Collective Agreement
Ratification Meeting – September 20, 2018
TERM OF COLLECTIVE AGREEMENT
The term of the agreement is for two (2) years.  
The term is for the period January 1, 2017 to December 31, 2018.

Wages
The following wage adjustments will be applied:
	December 1, 2017
	0.50%

	July 1, 2018
	1.50%


Article 26 – Shift Differential

This provision has been modified to address the level of remuneration provided to employees that where four or more of the hours of work fall within the evening or night shift, the employee will receive $1.20 per hour.  This is an increase of $0.10.  Effective thirty days after ratification.
Article 33 – Compassionate Leave

33.3 
One (1) additional day shall be granted, if required, for the death of an

immediate family member.

33.34 
Compassionate leave as described in Article 33.1 shall also be granted for one (1) day where employees suffer a death of some other relative or person with whom they have experienced a very close relationship ordinarily ascribed to that of an immediate member of the family.
33.45
One (1) additional day may be granted, if required, where out-of-province travel is necessary for the death of an immediate family member.
Article 38.2 - Boot Allowance
The Boot Allowance provision for Meter Readers has been modified to address remuneration provided to employees purchasing work footwear providing them $120 per annum.  This is an increase of $20.

Where employees are required to wear CSA approved safety boots the City will now reimburse these employees up to $240 once every two years.  This is an increase of $40.  Effective 30 days after ratification.
Stand-by Pay

In recognition of the commitment required of employees when accepting stand-by pay the City is prepared for the term of the agreement (I.e., December 31, 2018) to increase stand-by pay to 1 ½ hours pay at the regular rate for each 8 hour period or portion thereof.
The parties understand that this adjustment is intended to result in the increased

participation by employees to accept designated stand-by assignment(s).

Increased Leisure Pass Subsidy For City Employees

As discussed during the negotiations of the renewal of the 2013-2016 Collective

Agreement, the Union has requested the City increase the discount provided to

employees from 25% to 50% for all Individual and Family Leisure passes to increase employee utilization of City leisure facilities. This does not include bulk tickets.

The City Manager is prepared to support a pilot program for a period of 12 months commencing the first of the month following date ratification and expiring on September 30, 2019 unless renewed by the parties. For the duration of the pilot CUPE 59 agrees to promote and encourage the benefits of this pilot to its members.

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

Re: Red Circling

During negotiations of the renewal of the 2013 – 2016 Collective Agreement the Union raised an issue in relation to employees that continue to be red circled as a result of the implementation of the Job Evaluation System in 2008 (hereinafter referred to as “red circled employees”).

In response to this matter the City is prepared to address the issue on the following basis:

1. Employees that are currently red-circled as a direct result of the implementation of the Job Evaluation process (Attachment A) will receive 50% of the General Economic Increases (GEI) negotiated by the parties during the term of the Collective Agreement (2017 – 2018) while actively working in the actual classification. For clarity, red-circled employees will receive 50% of any GEI that is negotiated in 2017 and 50% of any GEI that is negotiated in 2018 effective the same date as the GEI for other employees.

2. Employees that remain in the red circled classification and continue to be red circled following the adjustments referred to above in paragraph 1 will receive 50% of the negotiated GEIs, for the period of time they are actually working in the applicable classification, in future rounds of collective bargaining until such time as the incumbent’s wage rate is equivalent to wage rate for the applicable classification.

3. The GEI is to be applied to the classification rate prior to determining whether the employee is entitled to the red-circling wage adjustment. In the event the

classification rate after the GEI is applied is higher than the employee’s wage

rate the employee would only be entitled to a portion of the red circled wage

adjustment that would result in the employee being paid at the top of the

classification wage rate.

Defined Contribution Pension Plan

During negotiations of the renewal of the 2013 – 2016 Collective Agreement the Union proposed a number of changes to the City’s Defined Contribution Pension Plan.
The City Defined Contribution Plan is not referenced in the Collective Agreement and the City is not interested in making changes to its current rights to make unilateral changes to the plan and is not interested in making changes that would incorporate this benefit into the Collective Agreement.
Notwithstanding the forgoing, the City is prepared to jointly recommend to the Chair of the Defined Contribution Pension Plan that the current contribution rates be increased from 4.8% of Earnings up to the YMPE and 6.4% in excess of the YMPE to 5.8% of Earnings up to the YMPE and 7.4% in excess of the YMPE.
This recommendation is subject to CUPE 59 confirmation that CUPE 859 is in agreement with the above change.

Article 12 – Grievance Procedure

12.1.1 “Days” is defined as City Hall business day.

12.1.2 “Board” is defined as “TCU Place, SaskTel Centre, Remai Modern Art

Gallery or Saskatoon Public Library”.

12.1.3 “Department Head” means the person responsible for a City

Department.

12.1.4 “City Manager” means the administrative head for the City of

Saskatoon pursuant to The Cities Act, the Chief Executive

Officer/Executive Director of a Board or the Chief of Police for the

Saskatoon Police Service.

Renumber existing Article 12.1 to 12.4
Informal Process
Step One

12.6 
The employee shall, within seven (7) days following an alleged infraction or violation,

state the complaint in writing to the Union. The Union shall hear the employee's

complaint within seven (7) days and will discuss the matter with the employee's

manager in an attempt to resolve the complaint.
12.7 
An earnest effort shall be made to settle the complaint fairly and promptly

through dialogue prior to going to the formal grievance process. Should

the complaint remain unresolved, the Union may file a grievance in

accordance with the grievance procedure.

Grievance Procedure

12.8 
Grievances involving a Board or the Saskatoon Police Service shall

commence at Step Three.

12.9 
Grievances involving a termination of a City employee or a new or revised

City policy, shall commence at Step Three. All other grievances for the City

shall commence at Step Two.

12.10
The Grievance Procedure shall be as follows except that:

In the case of a grievance initiated by the Union, the procedure shall commence

at Step Two.

OR

In the case of dismissal, the procedure may be initiated at Step Three.
Step One 
The employee shall, within seven (7) days following an alleged infraction,

first state the complaint in writing to the Union. The Grievance Committee

of the Union shall hear the employee's complaint within seven (7) days

and are encouraged to discuss the matter with the employee's supervisor

in an attempt to resolve the complaint.
Step Two
The Union shall, within twenty-one (21) days after the alleged infraction

have the right to be heard by the appropriate Department Head or City

Manager. When applying for a hearing the Union shall outline, in writing,

the details of the grievance and the remedy sought. The Parties will

endeavour to create an Agreed Statement of Facts in advance of

the grievance being considered at Step Two.
The hearing shall be held within three (3) twenty-one (21) days of the

application being made. The Department Head shall, within three (3)
twenty one (21) days following the hearing, render a decision and

reasons, in writing, to the Union.
Step Three 
In the case of a grievance involving a Board or the Saskatoon Police

Service, a City employee termination or a new or revised corporate

policy grievance of the City, or following receipt of the Department

Head’s decision at Step Two withthin five (5) days following receipt of the

Department Head's decision, the Union may, within twenty-one (21)

days, appeal to the City Manager. The appeal shall be in writing and

include a copy of the grievance and, if applicable, a copy of the

Department Head's decision. The City Manager shall hear the appeal

within twenty-one (21) seven (7) days after it has been filed and shall

give the decision, in writing, within twenty-one (21) seven (7) days after

the conclusion of the hearing. The Parties will endeavour to create an

Agreed Statement of Facts in advance of the grievance being

considered at Step Three.
Arbitration
12.11
If the Union is not satisfied with the decision of the City Manager, the Union

may refer the grievance to a Board of Arbitration. It is also understood and

agreed that prior to submission to arbitration, either party has the right to

submit the grievance to City Council. The procedure for doing so is as follows:
The party concerned shall advise the City Manager, in writing, and the

City Manager shall report the whole matter to the next meeting of City

Council. The Union shall be advised, in writing, by the City Clerk of the

date at which the matter is to be considered. The Union shall have the

right to appear and be heard by City Council at such meeting.

12.12
The Union agrees to advise the City within forty-five (45) days of receipt of

the City Manager's decision (Step Three) of its intention to proceed to

arbitration. If the grievance is not so referred, it shall be considered

withdrawn.
12.13
Unless otherwise agreed by the parties disputes referred to Arbitration

will be decided by an Arbitration Panel.
12.14
If a grievance is referred to a Board of Arbitration, each party shall nominate

one (1) member to the Board within seven (7) days following notice under

Article 12.12. The parties shall appoint a Chairperson of the Board. If the

parties cannot agree on a Chairperson, either party may refer the matter to

the Minister of Labour for the appointment of a Chairperson.
12.15
An Arbitrator or a Board of Arbitration shall deal with all matters in dispute

and its award shall be final and binding on both parties.
12.16
Each party shall pay its own costs and expenses in connection with the

Board and shall share equally the costs and expenses of the Chairperson or

a single Arbitrator.
12.17
An Arbitrator or a Board shall have the power to determine whether time

limits set forth in the grievance procedure have been reasonably met and,

notwithstanding non-compliance, may deal with the merits of the arguments

placed before it.
12.18
An Arbitrator or a Board shall have the power to vary any penalty imposed

on an employee; however, it shall not have the power to alter the provisions

of this Agreement.
Renumber the remaining provisions
12.9
"Day" for the purposes of this Article means calendar day.

New Memorandum of Agreement:

Career Pathing
The Union and the City agree to develop a Working Group during the term of this

agreement comprised of three Union representatives and three City representatives to

discuss opportunities related to career pathing. 

The Working Group will discuss:

• Competency frameworks for employees

• Qualifications/job descriptions

The Working Group will review:

• Promotions, demotions and lateral transfers

Unless otherwise agreed, this Working Group shall report back to the parties within six

(6) months following ratification. The report will provide recommendations supported by

both parties to improve the current Collective Agreement.

Sick Leave for Medical Appointments will apply:

31.2.4
When an employee reports sick during a regular work day, deduction for sick

leave on that first (1st) day of the occurrence of the illness shall be on an hour   for hour basis. or major portion thereof. calculated as follows:

31.2.4.1 No deduction if the employee has completed three-quarters (3/4) of the regular

working hours.

31.2.4.2
One-half (1/2) day if the employee has completed one-quarter (1/4) but less

than three-quarters (3/4) of the regular working hours.

31.2.4.3 One (1) day if the employee has completed less than one-quarter (1/4) of the

regular working hours.

UTILIZATION OF SICK LEAVE FOR MEDICAL APPOINTMENTS 
DURING REGULAR WORKING HOURS

During the negotiations of the renewal of the 2013-2016 Collective Agreement the Union raised a concern in relation to a change in practice by the City of not allowing employees to utilize sick time for attending medical appointments during regular work hours.

The City appreciates that there may be occasions where an employee is unable to schedule a medical appointment with a qualified medical practitioner outside of their regular work day. 

In order to support employees who have medical appointments that cannot reasonably be scheduled outside of their regular work day the City is prepared to implement the following without prejudice pilot program effective 30 days following ratification until September 30, 2019.

Medical Leave Pilot

Eligibility Requirements 

Eligibility for this pilot is limited to permanent and temporary full-time employees, permanent and temporary part-time employees and seasonal employees who have completed the applicable waiting period to utilize sick leave credits in accordance with the Collective Agreement.  

Eligible employees will make every reasonable effort to schedule and attend their medical leave appointments on their own time. 

An eligible employee who is unable to schedule a medical appointment outside of their scheduled work time, shall be granted time off with pay. For the term of this pilot, such time off with pay shall not exceed a total of:

· Eight (8) hours of accumulated sick leave credits for full-time employees. 

· Four (4) hours of accumulated sick leave credits for part-time and seasonal employees. 

The employee must submit a completed leave report as far in advance as possible and have it approved by their manager in advance of the requested leave. 

Notwithstanding the requirements to report all absences and specifically absences taken under Article 31.2.4 the pilot will include a commitment to track and report on all leaves taken under Article 31.2.4 and all leaves taken for medical appointments that cannot be scheduled outside of regular work hours. 

This proposal is a package with Article 31.2.4 and Grievance No. 59:U:SM:06-2018.

The Union agrees to place Grievance No. 59:U:SM:06-2018 dated May 6, 2018 in

abeyance sine die.
Unless otherwise agreed, this pilot will end on September 30, 2019. 

Diversity and Inclusion Working Group

As discussed during the negotiations of the renewal of the 2013-2016 Collective

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

The Union and the City shall strike a Working Group of three (3) Union representatives and three (3) City representatives to discuss challenges and opportunities related to diversity and inclusion. Every effort will be made to ensure two (2) of the Working Group members from each party will be a visible minority person, an aboriginal person, a person with a disability and/or a member of an underrepresented group.
Unless otherwise agreed to, this Working Group shall report back to the parties within six months following ratification of this Agreement. The report will include a summary of the Working Group’s findings, opportunities to improve our representative workforce within the CUPE 59 bargaining unit and the Working Group’s recommendations on how to achieve a representative workforce.
The Union also agrees to participate in a multi-union, City-wide joint Diversity and

Inclusion Working Group.

Parenting Leave
During the negotiations of the renewal of the 2013 – 2016 Collective Agreement the City of Saskatoon discussed legislative changes and pending legislative changes being proposed to maternity/adoption leave and parental leave benefits in Canada.
These legislative changes create an opportunity for the City to review its’ current

parental leave provisions in order to maximize the benefits of the legislative changes and to develop a parenting leave program that is fair and consistent for all employees of the City.

Sixty (60) days following ratification the City will undertake to meet with you to receive input from and discuss alternatives for a common parental leave program for City employees.

It is understood and agreed that the alternative(s) being considered are intended to ensure the City’s parental leave program is aligned with both federal and provincial legislation, is building towards a common benefit entitlement across all Collective Agreements and does not result in any additional financial cost to the City.

The intent of this process is to enable the City to develop a common cost neutral

parental leave proposal that can be tabled at the next round of negotiations.

CUPE 59 Hours of Work

During the negotiations of the renewal of the 2013 – 2016 Collective Agreement the Union raised an issue regarding hours of work, and more specifically, some employees working a 40 hour work week and some employees working a 36.67 hour work week.

The Union’s primary concern is that there are two different salary schedules depending on the hours worked resulting in employees who perform comparable work under the job evaluation system receiving the same annual salary but different hourly salary.

The City is prepared to conduct a review of relevant municipalities and other comparable bargaining units and prepare a report of its finding to assist the parties during the next round of collective bargaining.

The City is also prepared to jointly discuss, during the closed period, potential cost neutral solution(s) and provide a summary of those discussions and the potential solution(s) to the parties prior to December 31, 2018.

Housekeeping and Administrative changes – include Saskatchewan Employment Act

Salary Schedules

The Parties agree to amend the salary schedule by changing the format to a “Schedule

A Wage Grid” and “Schedule B Classification”.
The Wage Grid for the Equipment Operator positions in the Parks Division and

Recreation and Community Development Division will be included in the Collective

agreement as an Appendix. The General Economic Increases negotiated for the 2017-

2018 Collective Agreement shall be applied to Equipment Operator positions in the

Parks Division and Recreation and Community Development Division.
Memoranda renewed for the term of the agreement:

The Board of Police Commissioners of the City of Saskatoon and the Canadian Union of Public Employees, Local 59

Re: 
The Rearranged Work Schedule for 
Specified Civilian Positions

The City of Saskatoon and the Canadian Union of Public Employees, Local 59

Re: DEFERRED SALARY LEAVE PLAN

The City of Saskatoon and the Canadian Union of Public Employees, Local 59

RE: Terms and Conditions of Rearranged Work Week

VII. 
Statutory Holidays
· If an earned day off for the majority of employees falls on a statutory holiday

or is scheduled in conjunction with a long weekend resulting from a statutory

holiday (ie. Friday is the scheduled EDO Monday is a statutory holiday) the

EDO will be rescheduled to the preceding weekend. In any event, no four (4)

day weekends will result from the operations of the rearranged work week.

XI. 
Pay Procedure
• 
Employees will continue to receive their pay cheques as per present practice.

However, where a pay day falls on an EDO that all employees are taking, the

pay day will be observed on the day before the EDO.

SASKATCHEWAN CONTRACT SETTLEMENTS
August 2018

Saskatchewan Teachers – Arbitrator



2017 
0%




2018
1%

September 2018
SGEU Liquor Board Division




April 1, 2017 – March, 2020
   0%

March 2018

CUPE 859




2017 
0.50%




2018
1.5%
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