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T T a‘)
HIS AGREEMENT made as of the day of AUgUSt, A.D, 2021,
BETWEEN:

THE CITY OF MONCTON, a body corporate, duly and regularly incorporated under and by virtue of a
special act of the legislature of the Province of New Brunswick (hereinafter called the “Employer”),
OF THE FIRST PART;

AND:

THE CITY HALL EMPLOYEES’ ASSOCIATION / PUBLIC SERVICE ALLIANCE OF CANADA LOCAL 60200, a
duly certified bargaining agent (hereinafter called the “Union”), OF THE SECOND PART;

RECITALS:

Whereas the Union is the duly certified bargaining agent for a group of employees of the Employer,
having been so certified by Certification Order issued by the New Brunswick Labour Relations Board
on August 30*", 1963, as amended; and

PREAMBLE:

Whereas the purpose of this agreement is to maintain harmonious relations and settle conditions
of employment between the Employer and the Union; to recognize the mutual value of joint
discussion and negotiation of all matters pertaining to working conditions; to encourage efficiency
in operations and to promote the morale, well-being and security of employees in the bargaining
unit represented by the Union;

NOW THEREFORE, THIS AGREEMENT WITNESSETH that the parties hereto, in consideration of the
mutual covenants contained herein, do hereby agree each with the other as follows:

ARTICLE 1 - DEFINITIONS

When used herein:

1.01 Act - means the Industrial Relations Act, R.S.N.B. 1973, c. |-4, and amendments
thereto.
1.02 Collective Agreement - means this Collective Agreement, and any mutually agreed

written amendments thereto at any future time, and includes any valid memoranda
or letters of understanding between the parties.



1.03

1.04

1.05

1.06

1.07

1.08

1.09

1.10

111

Contract Term Employee - means an Employee engaged for a limited duration by the
Employer, as a result of the identification of term project work which cannot
practically be performed by existing Employees. Employees who are hired as
“Contract Term Employees” shall become members of the bargaining unit.
Furthermore, the following articles do not apply to Contract Term Employees;10.03,
10.04, 13, 15, , 16.06, 16.07, 16.08, 17.05, 17.06, 17.07, 17.08, 17.09, , 20.01, 21.01,
21.02, 25.02, 30, and 31. Contract Term Employees who subsequently become a
permanent Employee shall have their seniority in accordance with article 10.01 and
10.02 back-dated to their initial hire date.

Department - means an administrative grouping of Employees by the Employer in
accordance with Article 3.01 of this Collective Agreement.

Employee - means a person employed by the Employer within the bargaining uniton a
contract or permanent basis to do skilled or unskilled manual, clerical, technical, or
professional work, and for the purposes of this Collective Agreement, excludes all
Temporary Employees.

Employer - means the Corporation of the City of Moncton, and where the context of
this Collective Agreement so permits, shall include the City Manager and any other
department head, deputy department head or management personnel of the City of
Moncton.

Family - means the Spouse, mother, father, children, sister, brother, grandchildren,
grandparents, mother-in-law and father-in-law daughter-in-taw, son-in-law of an
Employee.

Grievance - means any difference between any member of the Union, or the Union,
and the Employer, arising out of the meaning, interpretation, application,
administration, or alleged violation of this Collective Agreement, and includes any
difference arising by virtue of the interpretation or application of any provision of any
policy of the municipal council which is contrary to the provisions of this Collective
Agreement.

initial Employee - means a probationary Employee initially engaged pursuant to the
provisions of Articles 11 and 12 of this Collective Agreement, in training for a
maximum period of six (6) months from the initial date of employment, and who, by
virtue of being in such a training period, has not achieved permanent status.

Permanent Employee - means an employee who has successfully completed a
probationary period in accordance with the provisions of Article 11.01 of this
Collective Agreement.

Salary - means the Employee’s regular annual rate of pay as of the date of accrual of
any entitlement in question, without offset or deduction of any kind.

4



1.12

1.13

1.14

1.15

1.16

Seniority - means the length of continuous service by an Employee in the Bargaining
Unit, inclusive of service with the Employer prior to the certification of the Union, and
except where otherwise stated shall be applicable on a Unit-wide basis.

Spouse - means the only person considered to be an Employee’s spouse or partner,
either

(a) through marriage that has not been dissolved by divorce, annulment or
discontinuance of permanent cohabitation with the Employee for more than one
(1) year; or

(b) through permanent cohabitation with the Employee for more than one (1) year.

Temporary Employee - means an Employee engaged in a temporary capacity for a
period not to exceed six (6) months (except when replacing full-time employees out
on maternity leave or child care leave or sick leave in which case the period shall not
exceed twenty-four (24) months or such other time as may be allowable under
applicable legislation) and shall include seasonal and casual employees as well as
students (except in the event of co-op training or employment programs in which
case the cumulative period may exceed twelve (12) months). The provisions of Article
12.11 are recognized as an exception to the above rules and shall apply as written.

Unit or Bargaining Unit - means a group of Employees of the Employer, as hereinafter
specified in Article 3 of this Collective Agreement, who are members of the Union.

Seasonal Casual - means a casual Employee that is performing various duties for the
Engineering Department, Design & Construction Division only, during the construction
season. These Employees are permitted to work the construction season with layoff
to reasonably coincide with the closing of the asphalt plants working approximately a
period of nine (9) to ten (10) months.

ARTICLE 2 - RESPONSIBILITIES

2.01

The Union agrees that there shall be no unlawful strikes or ordered stoppages of work
by the Union during the term of this Collective Agreement, and the Employer agrees
that there shall be no lockout of Employees during the term of this Collective
Agreement.



2.02

2.03

2.04

2.05

2.06

2.07

The Employer acknowledges that if, during the term of this Collective Agreement,
legislation is enacted by the Legislature of the Province of New Brunswick or by the
Government of Canada which applies to Employees covered by this Collective
Agreement, and such legislation materially alters any provisions hereof, all remaining
provisions shall continue to remain in effect and the Employer and the Union shall,
negotiate mutually agreeable provisions to be substituted for those provisions so
altered. Notwithstanding the aforegoing, where any such legislation clearly specifies
and directs that greater rights or benefits than are summatively in effect under this
Collective Agreement must be granted to Employees, such rights and benefits shall be
deemed to form part of and be applicable under this Collective Agreement.

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.

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.

The Employer shall not assign an employee any work exclusively performed by employees
of any other bargaining units at The City of Moncton who are on strike or locked out.

CHEA Local Executive Officers who refuse to cross a lawful picket line established by
another bargaining unit at The City of Moncton 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.

When it appears evident that another bargaining unit at The City of Moncton will either
strike or be locked out, the Employer and the Local Union Executive shall meet forthwith
and shall make every reasonable effort to establish a protocol agreement for those
employees in the PSAC Bargaining Unit:

a) whose duties and responsibilities overlap with persons in the above-noted
bargaining unit(s); or,
b) who have concerns about crossing the picket line.



ARTICLE 3 - RECOGNITION

3.01

The Employer recognizes the PSAC as the sole and exclusive bargaining agent for all
Employees employed by the Employer generally in administrative, clerical,
supervisory or technical positions which shall, without limiting the generality of the
aforegoing, include those Employees in the following Departments:

Administration-Operations Center
Building Inspection

City Manager’s Office

Codiac Regional RCMP (support staff);
Codiac Transpo (support staff)
Economic Development and Events
Engineering and Environmental Services including Public Works
Finance & Administration

Fire

Payroll

Legal and Legislative Services;

Parks and Leisure Services

Tourism and Culture

Urban Planning

and such other Departments as may, from time to time, properly come into existence
during the term of this Collective Agreement, save and except Temporary Employees
and employees holding the following job classifications:

(a) Department Heads appointed by resolution of the municipal, council, of the
Employer namely:

City Manager

Chief Financial Officer

City Solicitor

Fire Chief

General Manager, Human Resources and Corporate Services
General Manager, Community and Safety Services

General Manager, Recreation, Culture and Events

General Manager, Engineering and Environmental Services

and:

(b) Deputy Department Heads appointed by resolution of the municipal council of the
Employer;



3.02

3.03

and:

(c) other non-scheduled Employees, who are excluded from the definition of
“Employee” in Section 1(1) of the Act, by virtue of their exercise of management
functions or their employment in a confidential capacity in regards to labour
relations matters.

Itis understood and agreed by the Employer and the Union that, notwithstanding the
past practice of exclusion of certain non-scheduled Employees from the Bargaining
Unit, neither the Employer, the Union, nor any Employee shall be precluded at any
time during the term of this Collective Agreement from initiating an application
pursuant to the provisions of Section 22 of the Act, with respect to the inclusion or
exclusion of specific classifications of Employees, and in the event of such application,
the past practice of inclusion or exclusion shall not in any manner affect or preclude
the application.

The Employer and the Union acknowledge, for the purposes of this Collective
Agreement, the existence of those Departments specified in Article 3.01 hereof, and
agree that if, during the term of this Collective Agreement, the Employer proposes to
abolish, or eliminate in whole or in part any Department, or to create or establish any
new Departments, it will notify the Union in writing at least thirty (30) days in advance
of the proposed change. Either the Union or the Employer can thereafter request a
meeting of the Management and Labour Relations Committee, for the purposes of
considering such a proposal and its implication, if any, to the Employees affected.

ARTICLE 4 - UNION MEMBERSHIP

4.01

4.02

All Employees within the Bargaining Unit other than Temporary Employees shall
become and, or, remain members of the Union, according to its constitution or by-
laws.

Initial Employees newly engaged in a permanent job classification within the
Bargaining Unit shall become and remain members of the Union within twenty (20)
working days from the day of initial employment.

The Employer shall deduct, from the first pay in each month of every such Employee
in the Bargaining unit who is on the active payroll, monthly dues and, or, assessments
determined and levied in accordance with the Union’s constitution, by-laws, or
amendments thereto, and remit the same to the National Office of the PSAC,
provided that the Employer has been advised in writing of the names of the
Employees so affected and the amount of dues and, or, assessments to be deducted
and remitted.



4.03

4.04

4.05

The Employer will provide a copy of this Collective Agreement to each and every
Initial Employee upon hiring. The Employer further agrees to reimburse the Union
one half (2) of the actual cost of printing and distributing a copy of this Collective
Agreement to every Employee within the Bargaining Unit. The Employer agrees to
provide the President of the Union Local or designate and the new employee 1 hour
of paid time to meet for Union orientation purposes.

No Employee within the Bargaining Unit shall, under any circumstances, be required
or permitted to make any written or verbal agreement with the Employer which may
conflict with the terms of this Collective Agreement, unless the permission of the
Union shall first be obtained in writing.

No Employee shall be required to perform the work of any person outside the
Bargaining Unit, nor shall any person outside the Bargaining Unit be entitled to
perform the work of any Employee.

ARTICLE 5 - MANAGEMENT RIGHTS

5.01

5.02

5.03

Subject always to the provisions of this Collective Agreement, the Employer shall have
the right to exercise its function of management, including the right to organize and
re-organize the waorkforce, to hire, lay off, discharge, classify, reclassify, transfer,
promote, demote or discipline employees, and to make reasonable rules and
regulations regarding the workplace. Further, and again, subject always to the
provisions of this Collective Agreement, the Employer shall have the right to operate
and manage its business in all respects, and without restricting the generality of the
aforegoing, to maintain order and efficiency, to determine the number and location of
work area, the methods to be used in operations or schedules, and to exercise
supervision of manpower and control of machines, equipment, tools, parts and
materials, including storage, maintenance, repair and replacement of same.

All rights, powers and authority of the Employer, as outlined in Article 5.01 of this
Collective Agreement, are retained by the Employer, except those specifically
abridged or modified by this Collective Agreement or any other agreement between
the Parties hereto.

The Employer shall exercise its rights in good faith and in a fair and reasonable
manner, and shall not exercise the same to direct Employees in a discriminatory
manner or in any manner which is inconsistent with the express provisions of this
Collective Agreement.



ARTICLE 6 - NO DISCRIMINATION

6.01

6.02

6.03

The Employer agrees that there shall be no discrimination, interference, intimidation,
restriction or coercion exercised or practiced with respect to any Employee, any
Employee representative, or the Union in the exercise by the Employer of its rights
under Article 5 hereof nor in the matter of hiring, wage rates, training, upgrading,
promotion, demotion, transfer, lay off, recall, discipline, classification, discharge or
otherwise, whether by reason of age, race, creed or religion, colour, national origin ,
political affiliation or activity, sex including pregnancy), sexual orientation, gender
identity or expression, marital status, family status, mental or physical disability, place
of origin, ancestry, social condition or by reason of membership or activity in the
Union, or a conviction for which a pardon has been granted or any other similar
reason whatsoever.

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.

Both the Employer and the Union recognize and confirm the applicability of the
Human Rights Act, S.N.B. c. H-11, as amended, to the provisions of this Collective
Agreement.

The Parties acknowledge that the Employer has a duty to accommodate, and the
Union has an obligation to assist in that accommodation, consistent with the New
Brunswick Human Rights Act. In situations where an Employee requires an
accommodation, the Employer, the Union and the Employee shall meet to discuss
options.

NO HARASSMENT

6.04

The Employer, the Union and the Employees are committed to aworking and learning
environment free from harassment on grounds that are prohibited by the New
Brunswick Human Rights Act. The parties undertake to ensure that no form of
harassment or abuse of authority, or violence, or retaliation against any Employee
whois a complainant, witness or otherwise involved with the making or processing of
a claim of harassment is tolerated in the workplace.

Employees may refer to the City of Moncton Respectful Workplace Policy and the
New Brunswick Human Rights Act for details on definitions of harassment.
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6.05

6.06

6.07

An Employee who feels that they have been a victim of discrimination or harassment
at the workplace (which includes but is not limited to the physical work site,
washrooms, cafeterias, training sessions, business travel, conferences, work-related
social gatherings, locker rooms and vehicles) may file a complaint in accordance with
the City’s Respectful Workplace Policy.

The Employer shall consult the Union when developing or amending a policy on
Preventing and Dealing with Violence and Harassment in the Workplace.

There shall be no retaliation or threat of retaliation against an Employee who, on the
basis of a reasonable belief, reports wrongdoing or who gives information or evidence
in relation to the reported wrongdoing.

An Employee who files a malicious report may be disciplined; however, a report that is
determined to be unfounded does not necessarily constitute a complaint filed in bad
faith.

ARTICLE 7 - MANAGEMENT AND LABOUR RELATIONS COMMITTEE

7.01

7.02

7.03

A standing Management and Labour Relations Committee shall be maintained at all
times during the term of this Collective Agreement. The committee shall consist of
three (3) members appointed by the Employer and three (3) members appointed by
the Union. The Committee may call upon other advisors or persons, as either party
may deem appropriate, however such advisors or persons shall not be considered
members of the Committee. The City Manager and the President of the Union may
also sit as members of the Committee.

The Committee may consider matters of mutual concern pertaining to improvement
in general working conditions not covered by this Collective Agreement, morale and
safety, the promotion of educational welfare and vocational activities, as well as any
other matter referred to it by either the Union or the Employer. The Committee may
also consider any matter referred to it by specific reference under the provisions of
this Collective Agreement, or by request of either the Union or the Employer.
However this Committee shall not deal with any grievance, with the interpretation or
application of any terms of this Collective Agreement or with contemplated changes
in respect of any term of this Collective Agreement which must be negotiated
between the Parties

A meeting of the committee shall be held within seven (7) working days of any
request by the Union or the Employer, at a time and place mutually agreed upon.
Both the Employer and the Union agree that while the Committee may be used as a
forum of meaningful consultation, its deliberations shall in no manner impede or
impair any Grievance rights.

11



7.04

7.05

In the event the Committee shall consider any matter, and reach consensus thereon,
then any such agreement which the Employer and the Union may achieve shall be
effective only upon the written agreement of the Union.

In the event the Committee shall consider any matter which would not otherwise
constitute a Grievance, and fail to reach consensus thereon, then by mutual written
agreement of the Union and the Employer, and only by such written agreement, the
matter in dispute may be referred to arbitration in accordance with Article 9.07 of this
Collective Agreement.

ARTICLE 8 - GRIEVANCE COMMITTEE

8.01

8.02

8.03

The Union shall appoint a Grievance committee of not more than three (3) Union
members who shall assist any aggrieved Employee in presenting his Grievance to the
Employer and who shall also present any policy Grievance on behalf of the Union.
One member of the Grievance committee will be appointed by the Union as
Grievance committee chairperson. The President of the Union may also sit as an ex-
officio member of the committee.

An aggrieved Employee may submit his Grievance to the Grievance committee of the
Union and such employee shall have the right to discuss the merits of his Grievance
with the Grievance committee, and disposes of it in accordance with the by-laws and
policies of the Union.

If the Grievance committee deems the Grievance to be justified, it will attempt, on
behalf of the aggrieved Employee, to settle the Grievance with the Employer and
failing satisfactory settlement may thereafter invoke the formal grievance and
arbitration procedure set out in Article 9 of this Collective Agreement.

ARTICLE 9 - GRIEVANCE AND ARBITRATION PROCEDURE

9.01

9.02

All Grievances presented by the Grievance committee may be initiated by written
submission to the appropriate Department Head of the Employer, except policy and
discharge Grievances, which may be initiated by written submission directly to the
City Manager or agreed designate. All grievances shall be submitted to the
appropriate Management personnel within twenty-five (25) days, exclusive of
Saturday, Sunday and Holidays, of the alleged violation of the Collective Agreement in
order to be considered as a valid grievance.

Upon receipt, the Department Head shall consider the Grievance and reply in writing
to the Grievance committee with his decision and the reason therefor not later than
ten (10) working days after the Grievance has been submitted to the Department
Head.

12



9.03

9.04

9.05

9.06

9.07

9.08

9.09

9.10

Failing satisfactory settlement, or in the event the Grievance has been initiated as a
policy grievance, the Grievance committee may deliver a copy of the Grievance to the
City Manager or agreed designate, who shall consider the Grievance and render a
written decision to the Grievance committee within ten (10) working days after
submission of the Grievance to the City Manager or his designate.

Failing satisfactory settlement, the Union may, after giving ten (10) working days
written notice to the Employer of its intention, refer the Grievance to arbitration.

Itis understood and agreed by the Employer and the Union that any of the aforegoing
Grievance procedures may be waived or altered by mutual agreement, and that
neither the Grievance committee nor the Union shall be obliged to further any
Grievance which in its sole and unfettered discretion the Union chooses not to
proceed with.

When either the Union or the Employer requests that a Grievance be submitted to
arbitration, the request shall be in writing and delivered to the other party.
Thereafter, each party shall name an arbitrator to an arbitration board and notify the
other party of the name and address of its appointee. The two (2) appointees shall
then meet to select a chairman. If the recipient of the request fails to appoint an
arbitrator or if the two (2) appointees fail to agree upon a chairman, the appointment
shall, upon the request of either party, be made by the Minister responsible for
administration of the Act. The above actions shall happen within a reasonable
timeframe as established by mutual agreement of the parties.

No person shall be selected as a member of the arbitration board who is acting or has,
within an period of six (6) months preceding the date of his appointment, acted in the
capacity of solicitor, legal advisor, counsel or paid agent of either of the parties, or has
any pecuniary interest in the matters referred to the board.

The decision of the majority shall be the decision of the board. Where there is no
majority decision, the decision of the chairman shall be the decision of the board. The
decision of the board shall be final and binding and enforceable against the Union and
the Employer. Except as permitted by any provision of this Collective Agreement, the
board shall not have the power to change this Collective Agreement or to alter,
modify, or amend any of its provisions.

Should the parties disagree as to the meaning of an arbitral award, either party may
apply to the chairman of the board to reconvene the board to clarify the decision,

which it shall do within seven (7) working days of such request.

Each party shall pay the fees and expenses of the arbitrator it appoints, and one half
the fees and expenses of the chairman.

13



9.11

Nothing herein shall be construed to prevent the Employer and the Union from
constituting a single member board of arbitration, providing the same is effected by
mutual written agreement and further providing that such board of arbitration shall
be bound by the procedures outlined in this Collective Agreement and the statutory
provisions of the Act.

ARTICLE 10 - SENIORITY

10.01

10.02

10.03

10.04

Bargaining Unit-wide Seniority shall be used in determining preference or priority for
all benefits extended to Employees, except where otherwise provided in this
Collective Agreement, or except where clearly established past practice and custom of
the Employer and the Union may have altered the priority of Seniority. Seniority shall
commence with the date upon which an Initial Employee is first engaged as such, and
may only be interrupted or lost in accordance with the provisions of this Collective
Agreement.

Whenever more than one Employee is engaged on the same day, Seniority shall be
determined by the flip of a coin, performed by the Employer, in the presence of the
concerned Employees and an executive member of the Union.

The Employer shall maintain a Seniority list showing the day upon which each
Employee’s service commenced. An up-to-date Seniority list shall be sent to the
Union and copies thereof posted on a bulletin board in a conspicuous place at each
Employee’s place of employment at the request of the union once each year. The
seniority list shall be available on line to Employees. Protests with respect to Seniority
status may be submitted, by any Employee affected by such alleged errors, to the
Union and to the Employer, as represented by the Director of Human Resources,
within twenty (20) working days from the date the Seniority lists have been posted.
Any error found shall be corrected forthwith and, when so corrected, the agreed upon
Seniority date shall be final.

An Employee shall not lose Seniority rights if absent from work because of sickness,
disability, accident, layoff, vacation, or leave of absence approved by the Employer,
unless the accumulated period of such absence exceeds in the aggregate twenty-four
(24) consecutive months. The Employer has the right, in accordance with Article
12.01, to post or abolish the vacant position after this twenty-four (24) month period
has ended. Having acquired Seniority rights, an Employee will however lose the same
in the event that the Employee voluntarily transfers from a position within the
Bargaining Unit to another outside the Bargaining Unit and ninety (90) days have
elapsed without the Employee returning to a position within the Bargaining Unit.

14



ARTICLE 11 - PERMANENCY

11.01

11.02

11.03

11.04

All engagements made by the Employer of tnitial Employees shall be for a six (6)
month probationary period. Failing termination of the Initial Employee, the Employer
shall, upon the expiration of the probationary period appoint and confirm such Initial
Employee as a Permanent Employee.

Initial Employees shall be engaged at a level of the Wage Matrix deemed appropriate
by the Employer through the hiring process. Employees initially engaged at a Level D
will automatically move to Level E of the Matrix upon completion of their
probationary period. Should the initial Employee be hired at a level beyond the “F”
level consultation with the Union shall take place to advise them. Any incumbent
Employees in the same position and pay group that were being paid at a lesser rate
shall be increased to the level of the newly hired Employee. All Permanent Employees
shall be entitled to advance, on an annual basis, on the anniversary date of such
Employee’s hiring as an Initial Employee, to the next applicable level to and inclusive
of Level O of the Wage Matrix.

The Employer and the Union agree that in limited circumstances the Employer shall
have the right to engage Contract Term Employees for special identifiable projects
that last for not more than two (2) years. No Contract Term Employee shall be
engaged by the Employer at a Salary greater than that payable at level F of the Wage
Matrix to Permanent Employees. The Employer shall have the option to lay off a
Contract Term Employee at any time during the contract. The Employer shall notify
the Union when Contract Term Employees are being considered.

Contract Term Employees shall have the right to bid on positions that are covered by
this Collective Agreement, however they shall be considered as union members
without seniority in the job bidding process until they have twelve (12) months of
service.

The Employer reserves the full right to terminate the employment of any Initial

Employee for just cause upon reasonable notice within six (6) months of the date of
first employment of such Initial Employee.

15



ARTICLE 12 - STAFF CHANGES

12.01

12.02

12.03

12.04

12.05(a)

When a vacancy occurs inside the Bargaining Unit, the Employer shall, within twenty-
five (25) working days, notify the Union of their intent to either post or abolish the
vacant position. If the vacancy is to be posted, the bulletin shall be placed on the City
of Moncton'’s website for a minimum of ten (10) working days, such that all members
of the Union will know about the vacancy. A request from the Employer to post both
internally and externally at the same time shall not be unreasonably refused by the
Union. Every vacant position bulletined shall be filled. Hard copies of bulletins shall
be provided on request to any member of the bargaining unit.

When a new position is created inside the Bargaining Unit, the Employer shall, within
fifteen (15) working days, notify the Union and post notice of such new position on
the City of Moncton'’s website for a minimum of ten (10) working days, such that all
members of the Union will know about the new position. A request from the
Employer to post internally and externally at the same time shall not be unreasonably
refused by the Union.

Hard copies of the bulletins shall be provided on request to any member of the
bargaining unit

The notice required by Articles 12.01 and 12.02 hereof shall contain information as to
the nature of the position or job classification, qualifications, required knowledge and
education, skills, shift, hours of work, Salary rate or range and the closing date for
receipt of applications and will include notice of whether or not testing will be
involved in the selection process, and shall be posted at least ten (10) working days
prior to the date fixed for the closing of applications from within the Bargaining Unit.
The notice will also contain any supervisory responsibilities and supervisory abilities
where applicable in accordance with Article 12.05. Qualifications are not to be
established in an arbitrary or discriminatory manner. All candidates will be given
twenty-four (24) hours notice before being tested or interviewed.

Appointments from within the Bargaining Unit shall normally be made within twenty
(20) working days of the date fixed for the closing of applications as aforesaid, and the
duties assumed within twenty (20) working days of appointment. Reasonable
requests to extend this time period shall not be unreasonably refused by the Union.
No outside applicants shall be considered until the applications of Union members
have first been fully and fairly assessed and processed. The Employer shall notify in
writing any unsuccessful applicants from within the Bargaining Unit that their
applications were not successful and why their applications were unsuccessful.

The Employer and the Union recognize the principle of promotion within the service
of the Employer and that job opportunities should increase in proportion to the
length of service of an Employee. For jobs of pay groups 7 or lower, and for those
jobs of pay groups 8 or higher which are identified in Schedule C, when making staff
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12.05(b)

12.06

12.07

12.08

12.09

changes, transfers or promotions, appointment shall be made of the applicant with
the greatest seniority, having the required qualifications.

For jobs of pay groups 8 or higher not identified in Schedule C, which require
significant supervisory responsibilities, when making staff changes transfers or
promotions, appointments shall be made of the applicant with the greatest
supervisory ability having the required qualifications. Such required responsibilities
and abilities shall not be established or assessed in an arbitrary or discriminatory
manner. When the supervisory ability of two or more applicants is relatively equal,
seniority shall be the deciding factor and the appointment shall be made of the
applicant with the greatest seniority.

In the event that there are no fully qualified applicants from the Bargaining Unit for a
vacant or new position, consideration shall nevertheless be given to the senior
applicant who has demonstrated through work performance and standards, to the
reasonable satisfaction of the Employer, an ability or potential to perform the duties
of the position advertised. Consideration shall also be given to the senior applicant
who does not meet the required qualifications, but is actively preparing and will likely
meet the required qualifications within six (6) months of filling the vacancy or new
position.

Any successful applicant for a vacant or new position shall be notified within five (5)
working days following the decision. If such applicant is not a member of the Union,
appointment shall be in accordance with Article 11. If such applicant is a member of
the Union, the Employee shall have an evaluation period of thirty (30) working days
and, in the event the Employee proves unsatisfactory in the position during such
period, orif the Employee is unable or unwilling to perform or to continue to perform
the duties thereof, then in either such event the Employee shall be returned to the
former position and status held by such Employee. Any other Employee within the
Bargaining Unit transferred as a result of the rearrangement of positions shall
similarly be returned to the former position and status held by such Employee.

Any Employee promoted to a higher classification shall receive a letter classification
that gives the Employee no less than a five percent (5%) increase The letter grade
assigned will be next letter grade in the higher classification that provides the
employee at minimum a 5% increase.

Any Employee temporarily assigned to a position with a higher or lower job
classification within the Bargaining Unit shall be paid at the rate within the salary
group of the job classification so assigned, or at that Employee’s regular salary rate,
whichever is greater; and,

an employee at the OCC (on any shift), or an employee temporarily assigned to
the position of General Foreman-Nights, shall be paid the higher rate from the
first hour of the assignment when required to perform work of a higher paid

position, and the employee will continue to be paid the higher rate for all time
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12.10

12.11

12.12

required to be worked in the higher paid position; or,

any other employee shall be paid the higher rate from, or retroactive to, the first
hour of the assignment, when required to perform work of a higher paid
position, where the length of the required assignment is a minimum of five (5)
working days, or shifts, and the employee will continue to be paid the higher rate
for all time required to be worked in the higher paid position.

The Employer shall not facilitate or require a temporary assignment which exceeds a
cumulative period of six (6) months, except when replacing another Employee who is
on maternity leave, child care leave, or sick leave, in which case the temporary
assignment shall not exceed twelve {12) months, without notifying the Union. Where
it is apparent that, as a result of any absence, a position within the Bargaining Unit
may remain vacant for more than the allowable cumulative period for any temporary
assignment, the vacant position shall be bulletined as a temporary position and the
preceding provisions of this Article 12 shall apply to the filling of the vacancy so
created, unless the Union and the Employer agree otherwise in writing. Upon the
return of the absent Employee, the replacing Employee shall return to their former
position. The Employer has the right to hire a casual Employee to replace the
replacing Employee until such time as they return to their full-time position.

The Employer acknowledges that, whenever it is feasible, temporary absences due to
iliness, disability, maternity leave, child care leave, or vacation, will be accommodated
by re-assignment of duties amongst existing Employees and by temporary assignment
of such Employees as aforesaid. The senior qualified Employee within the
department where the temporary absence has occurred shall have the prior right to
bid any temporary assignment so required. When, however, it is apparent that the
work cannot be conveniently so performed, the Employer shall have the right to
engage Temporary Employees for the allowable time period.

No Employee shall be transferred to a job function outside the Bargaining Unit
without the consent of the Employee and the Union. If an Employee is transferred to
a job function outside the Bargaining Unit, the Employee will, in accordance with
article 10 hereof, retain his Seniority rights if such Employee returns to the Bargaining
Unit, within the allowable ninety (90) day period, the Employee shall be placed in a
position or job classification consistent with existing Seniority rights. If necessary, the
Employee’s vacated position shall be addressed in accordance with Article 12.

ARTICLE 13 - LAYOFF

13.01

Both the Employer and Union recognize that job security shall increase in proportion
to length of service and, in the event of permanent reduction of the work performed
by members of the Bargaining Unit, Employees shall be re-assigned in accordance
with their Bargaining Unit Seniority, without loss of Seniority, Salary, or other
entitlements established by this Collective Agreement.
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13.02

13.03

There shall be no layoff of Permanent Employees during the life of this Collective
Agreement.

When a State of Emergency is declared by the Province of New Brunswick which
causes the shutdown of major areas of our services, the employer may temporarily
require employees to conduct work within their bargaining unit but outside of their
job classification. Where an agreement was reached between all parties involved,
including all City of Moncton Bargaining agents, the employer may temporarily
require employees to conduct work outside of their bargaining unit on a voluntary
basis. Employees accepting a reassignment will not suffer any reduction in their pay.

ARTICLE 14 - SUSPENSION, DISCHARGE AND DISCIPLINE

14.01

14.02

14.03

14.04

14.05

The Employer and the Union agree that progressive discipline shall be recognized as a
fundamental principle of this Collective Agreement. If the Employer initiates
disciplinary action against an Employee, the procedures set forth in this Article 14
shall be followed, unless the behavior, actions or activities of the Employee which give
rise to the imposition of discipline are entirely incompatible or inconsistent with and
entirely repugnant to a normal employment relationship.

Any Employee subject to discipline shall be verbally reprimanded and given full
opportunity to correct the conduct complained of prior to a written warning being
issued. Any written warning shall be copied to the Union, concurrently with delivery
to the Employee, and shall specify clearly the nature of the complaint as well as the
Employer’s directions for remedial action.

No Employee, for disciplinary reasons, shall be initially suspended from employment
for any period up to and including three (3) working days unless such disciplinary
action has been preceded by the procedures outlined in Article 14.02 and the
Employee has failed to rectify the conduct complained of or comply with the request
which was the subject matter of such previous disciplinary action.

No Employee, for disciplinary reasons, shall be further suspended for more than three
(3) working days unless such disciplinary action has been preceded by the procedures
outlined in Article 14.03 and the Employee has failed to rectify the conduct
complained of or comply with the request, which was the subject matter of such
previous disciplinary actions.

No Employee shall be discharged by the Employer without just and reasonable cause
and without prior compliance with the procedures set out in Articles 14.01 through
14.04 hereof. Pending the final determination of any Grievance filed by the
discharged Employee, the Employer shall endeavor where possible to maintain all
health, dental, group life insurance, AD&D and similar third party benefits on behalf of
the Employee.
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14.06

14.07

14.08

An Employee who has been unjustly suspended or discharged, shall be immediately
reinstated to the former position or job classification without loss of Seniority and
shall be compensated for all time lost in an amount equal to normal Salary during the
period of suspension or discharge, or by any additional arrangement as to
compensation which is just and equitable.

Any Employee who is subject to disciplinary action shall be accompanied at all times
in the disciplinary process by at least one (1) member of the Union’s Grievance
committee at any meeting with the Employer regarding the same. No Employee shall
be suspended or discharged, without the Employer affording prior reasonable notice
of its intent, through discussion with the Employee, and an opportunity for the
Employee to be heard in relation to the matters which form the basis of such
intended disciplinary action.

An Employee shall have the right to have access to and review their personnel file, or
information relative to the employment relationship, with a member of the Human
Resources Department, and shall have the right to respond, in writing, to any matter
contained therein. Such reply shall become and form part of such Employee’s
permanent record and be therein retained. If such record contains a recording of a
disciplinary sanction and there is no recurrence of similar conduct warranting
disciplinary action during the next eighteen (18} month period since the documented
disciplinary action, the Employee shall have such disciplinary reference and recording
thereof forever removed from any employment record.

ARTICLE 15 - JOB CLASSIFICATION AND JOB SECURITY

15.01

15.02

15.03

The Employer and the Union recognize that existing job descriptions may not
presently or in the future accurately reflect actual functions performed by certain
Employees. The Employer agrees to draw up and maintain job descriptions for all
positions or job classifications within the Bargaining Unit. These job descriptions and
proposed significant changes thereto shall be presented to the Union for review,
retained on file and, upon the request of either the Union or the Employer, shall be
considered by the Management and Labour Relations Committee.

The Employer shall prepare a new job description whenever a new position is created,
or whenever the duties of a position or job classification significantly change. The rate
of pay for the new job description shall be scheduled by using the currently employed
job evaluation process or any other which the Union and the Employer may agree in
writing to utilize, to determine the pay group in accordance with Schedule “A” of this
Collective Agreement. Any new position created must be posted in accordance with
Article 12 hereof, however the re-evaluation of existing positions are not required to
be posted unless the changes to the position are such that more than fifty (50)
percent of the position duties are changed.

When the duties of any job classification are changed or the Union and, or, an
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15.04

15.05

15.06

15.07

Employee feels that the functions of the position are unfairly or incorrectly classified,
or when a job classification is created or established, all working conditions shall be
subject to negotiation between the Employer and the Union. The updated job
description or new job description shall be submitted to the Job Evaluation
Committee to determine the pay level for the position. Employees who wish to have
their positions re-evaluated must follow the process outlined on the CHEA/PSAC Job
Evaluation Requests for Reclassification Procedure attached to the back of the
Collective Agreement. {note: This Procedure is not to be considered part of this
Collective Agreement)

(a) It is understood between the parties to this Collective Agreement that related
duties to an approved job description may be required by the Employer, but in no
event shall the Employer require an Employee to perform job functions not related to
such job description, save and except in cases of emergency affecting essential
services, at which time the Employer will endeavor to ensure that such duties are
substantially related to the Employee’s job description.

b) 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.

(c) It is understood by the Parties that decisions on the classification of a position apply
to all employees of the position.

Existing positions or job classifications, and the work performed by Permanent
Employees within the Bargaining Unit, shall not be eliminated or contracted out
where this may cause any Permanent Employee to eventually be laid off as a result. It
is the expressed intent of the Employer that no work performed by its Permanent
Employees shall be contracted out (including by definition that it shall not be
transferred, leased, assigned or conveyed in any manner, in whole or in part, to any
other non-unit Employee, plant, person, company or otherwise) without the prior
consent of the Union, if the result of such contracting out might eventually cause any
Permanent Employee to be laid off.

No Permanent Employee shall be subject to mandatory skill testing or evaluation with
respect to any incumbent position then held by such Employee, without the prior
written consent of the Union, however the Employer retains the right to conduct
annual performance evaluations.

Any employee may be transferred to another section or department provided that
the Employer and Union will work together with the employee(s) who could be
affected regarding potential opportunities to transfer to another section or
department where the hours of work shall remain the same and the duties of the
position are directly related to the Employee’s current job function. Upon successful
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transfer a new updated job description will be created as outlined in Article 15. in
such cases should new job description be rated at a lower level the employee shall be
salary protected with no loss of income as long as they remain in the position. Should
the new job description be rated at the same level or at a higher level the employee
shall be paid at the appropriate rate of pay in accordance with the Wage Matrix.
Should the employer arbitrarily decide to transfer an employee, that decision shall be
grievable under the terms of this collective agreement.

ARTICLE 16 - LEAVE OF ABSENCES

BEREAVEMENT LEAVE

16.01

16.02

16.03

16.04

In the event of a death in the Family of any Employee, bereavement leave with pay
shall be granted for up to five (5) working days at the time the bereavement occurs.
An additional two (2) working days traveling time may also be granted where deemed
appropriate.

In the event of a death in the extended family of any Employee, the said Employee
shall be entitled to three (3) working days bereavement leave with pay at the time the
bereavement occurs. Up to two (2) working days traveling time may also be granted
by the Employee’s immediate supervisor when bereavement occurs. Extended family
shall include sister-in-law, brother-in-law, son-in-law, daughter-in-law, and former
guardian, or any other relative for whom an Employee is required to administer
bereavement responsibilities and is capable of reasonably justifying the same to the
Employer.

Employees shall be allowed to carry over one of their allotted bereavement days for
use when the internment of any relative covered by Article 16.01 or 16.02 isto be at a
later date.

(a) In the event of death of any member or former member of the Bargaining Unit,
the president of the Union or his or her appointee may be granted the day of the
funeral off with pay.

(b) Up to one-half (%) working day leave may be granted without loss of salary, to
any Employee to attend a funeral as a pallbearer, mourner or in any official
capacity. Such request shall be made to the employee’s supervisor. For clarity, a
mourner is a person who attends a funeral as a relative or friend of the
deceased.

The Employer recognizes the right of any Employee to participate in public affairs.
Upon written request, the Employer shall allow a leave of absence so that the
Employee may, subject to prevailing legislation, be a candidate in a federal, provincial
or municipal election.
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16.05

Leave of absence with pay shall be granted by the Employer upon request to any two
(2) members of the Union to represent the Union at not more than two (2)
conventions or seminars in any year. Any Employee who holds a full-time position
with the Union or anybody with whom the Union is affiliated, shall be granted an
unpaid leave of absence without loss of seniority for a period of one (1) year. The
renewal of such leave shall be reviewed by the Employer each year, on request,
during his term of office.

MATERNITY LEAVE

16.06

Maternity Leave shall be granted in accordance with applicable federal/provincial
legislation to any Employee in the Bargaining Unit who is pregnant and requests such
leave. The Employer shall not deny such Employee the right to continue employment
during the period of pregnancy. Not later than the twentieth (20t") week of their
pregnancy, such Employee mustinform the Employer of the anticipated delivery date.
Where an Employee submits a medical certificate from a physician to the Employer
stating that her health so requires, maternity leave shall commence earlier than six (6)
weeks before the anticipated delivery date in accordance with the physician’s advice.
Maternity leave shall not terminate earlier than six (6) weeks following delivery. The
Employer shall be obligated to hold the Employee’s position available for their return
for a period of up to eighteen (18) months.

Any Employee returning from maternity leave shall give the Employer notice of the

fact at least ten (10) working days prior to her return to work. Such Employee shall be
placed in their previously held position or job classification within the Bargaining Unit
upon their return. The Employer is under no obligation to supply part-time work for
Employees who are off work on maternity leave. The Employer will top up E.I.
Maternity benefits to a level equal to eighty percent (80%) of the Employee’s regular
gross salary, not including overtime, for a period of up to seventeen (17) weeks.

CHILD CARE LEAVE

16.07

The Employer shall, upon request, grant to an Employee who isthe natural parent of a
new born or unborn child, or who is adopting or has adopted a child, a child care
leave of absence without pay of up to thirty-seven (37) consecutive weeks in the fifty-
two (52) week period or at the employee’s option up to sixty-two (62) consecutive
weeks in the seventy-eight (78) week period beginning on the day on which the child
is born or the day on which the child comes into the employee’s care. The Employee
must provide the Employer with a physician’s certificate specifying the probable date
of delivery or the date upon which the birth occurred. When possible, an adoptive
parent shall provide the Employer with proof that an adopted child has been, or will
be, placed with the Employee four (4) weeks prior to the commencement date of the
leave. The Employer will top up E.I. Paternity benefits to a level equal to eighty

23



16.08

16.09

16.10

16.11

percent (80%) of the Employee’s regular gross salary, not including overtime, for a
period of up to eight (8) weeks.

Any Permanent Employee may be entitled to a leave of absence without pay and,
subject to Article 10.04, without loss of seniority, when the Employee requests such a
leave for good and sufficient cause provided, however, that such request is made in
writing and is approved by the Employer, which approval shall not be unreasonably
withheld.

In the event that an Employee within the Bargaining Unit is requested or required by
the Employer to upgrade job qualifications or to improve those qualifications for a
particular position or classification within the Bargaining Unit, or is personally
desirous of so doing, the Employee may be granted a paid leave of absence pursuant
to Article 16 hereof for such educational training or betterment. Where an Employee
has been so requested or required by the Employer to take such leave of absence,
there shall be no financial contribution to the cost of such training course by the
Employee and the Employee shall be paid at the prevailing rate of pay for time spent
in such training.

Where an Employee requests a leave of absence pursuant to Article 16 hereof to
upgrade orimprove job qualifications, the Employee shall submit a formal request, in
writing, outlining the nature of the course, how it relates to the job function, the
location of the course or training, and the associated cost of same. Where such a
leave of absence is granted by the Employer with or without pay, the associated costs
shall be shared on a fifty/fifty (50/50) basis, with the Employee’s portion being
reimbursed to the Employee upon the successful completion of the course or training.
Where an Employee undertakes to improve job qualifications through an educational
programme not requiring a leave of absence and incurs tuition fees related thereto,
the Employer agrees to reimburse the Employee for the cost of same, provided a
request in writing has first been submitted to and approved by the Employer.

It is understood that if or when second language proficiency is deemed to be an
essential qualification for any position or classification within the Bargaining Unit, the
Employer shall be obliged to provide the affected Employee with the necessary
second language training and shall grant such paid leave or leaves of absence as may
be required for the purpose, and as may be agreed to by the affected Employee, the
Employer and the Union. In the event of any dispute as to whether second language
training is or is not an essential qualification, or in the event of any disagreement over
the implementation or effect of any of the provisions of this article, either the Union
or the Employer may submit the dispute to arbitration in accordance with the
provisions of Article 9.07 hereof.

COMPASSIONATE CARE LEAVE

16.12

(a) Subject to the provisions of the New Brunswick Employment Standards Act an
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(d) Employees may be entitled to benefits under the Government of Canada El
Program.

ARTICLE 17 - SICK LEAVE, SHORT & LONG TERM DISABILITY

17.01

17.02

17.03

17.04

Every Employee shall be eligible to accumulate sick leave credits at the rate of one
and one-half (1%) working days per month for each calendar month of service,
beginning the month the Employee is initially appointed, regardless of the day of the
month such an appointment takes place. In special circumstances, such as integrated
back to work agreements, where Employees work less than full time hours, sick leave
credits will be accumulated on a pro-rate basis. Employees working a compressed
work week with the Codiac Regional RCMP shall have sick leave calculated in hours.

For the purpose of computing sick leave accumulations, the following shall be
counted as days of service:

(a) Days on which the Employee is on sick leave pursuant to the terms of this
Collective Agreement;

{b} Days on which the Employee is on an approved paid leave of absence pursuant to
the terms of this Collective Agreement;

(c) Days on which the Employee is on vacation;

(d) Days on which the Employee is on workers compensation benefits; and

(e} Days on which the Employee is absent from work on approved leave for official
Union business.

When an Employee is unable to work because of an accident or occupational iliness
resulting from his employment, and which is compensable by workers’ compensation
benefits, the Employer will supplement workers’ compensation benefits up to the
extent permitted without offsetting the workers’ compensation benefits payable at
one hundred percent (100%) of the Employee’s regular net salary not including
overtime, subject to the provision that any such supplemental payment shall not
increase the Employee’s net take home pay above his regular pre-disability amount,
recognizing the non-taxable status of such benefits. All regular employment benefits,
except Salary, will, to the extent possible, be maintained for the Employee by the
Employer during the time that the Employee is in receipt of workers’ compensation
benefits for a maximum period of two (2) years, however the Employee must sign an
application for a waiver of premium payments under the existing long term disability
plan.

The Employer and the Union agree, during the term of this Collective Agreement, to
maintain a short term disability bank for the purpose of partially replacing the income
of any Permanent Employee who is absent from work due to accident oriliness. The
Employer accepts responsibility for initially funding the short term disability bank with
a sum of thirty thousand dollars ($30,000.00), and in consideration thereof, the Union
agrees, for the term of this Collective Agreement, to assign to the Employer the
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17.05

17.06

17.07

17.08

Employees’ share of any employment insurance premium rebates provided to the
Employer by the Government of Canada. Should such initial funding prove to be
insufficient, the Employer agrees to make up the deficiency on an ongoing basis
during the term of this Collective Agreement. The Union agrees to take part in the
employment insurance reduction plan, if it continues to be available.

Application for an allotment from the short term disability bank may be made no
more than once in any twelve (12) month period by a Permanent Employee who has
more than one (1) year of continuous service, and who has exhausted all personal sick
leave and vacation credits, as well as all sick leave benefits available through
employment insurance. An eligible Employee may be granted sick leave from the
short term disability bank upon production of a medical certificate, reasonably
acceptable to, and upon approval of the application by, a committee consisting of an
equal number of appointees representing each of the Employer and the Union.

Allotment of sick leave from the short term disability bank shall be at a rate equal to
two-thirds (2/3) of the Employee’s regular earnings from employment for a maximum
of twenty-five (25) days. In the event the Employee applies for long term disability
benefits, then allotment of sick leave from the short term disability bank shall be in
effect only until such time as the Employee becomes eligible to receive long term
disability benefits pursuant to the long term disability plan then in effect, or until forty
(40) working days have elapsed, whichever period is shorter.

No allotment of sick leave may be made from the short term disability bank while an
Employee is receiving any other benefits pursuant to any other loss of wage plan(s) in
effect, whether private or Employee sponsored. All or any portion of the Employee’s
Salary, for the time period during which benefits were paid from the short term
disability bank, which is subsequently reimbursed to the Employee by private
insurance or court settlement or any other means, shall be repaid by the Employee to
the short term disability bank.

The existing long term disability plan for members of the Union, shall remain in effect
unless altered by mutual agreement of the Employer and the Union. The Employer
agrees to pay seventy percent (70%) of the premium costs of such long-term disability
plan during the life of this Collective Agreement.

Employees hired after January 1, 1980 who are eligible for long term disability
benefits cannot receive sick leave benefits beyond the date the Employee becomes
eligible for LTD.

Employees hired prior to January 1, 1980, who have three hundred (300) sick days in
their personal sick bank, may use sick leave benefits beyond their eligibility date for
LTD benefits, for a period of up to six (6) months, for a total of twelve (12) months of
sick leave, on a one-time basis only.
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17.09

Employees receiving long term disability benefits shall be eligible to maintain, during
their period of absence, all Seniority, classification, and other rights and entitlements
afforded by this Collective Agreement, except as limited by Article 10.04 and
excluding vacation, sick leave accrual, service pay, vehicle allowance and Salary.

ARTICLE 18 - HOLIDAYS

18.01

18.02

18.03

18.04

All Employees in the Bargaining Unit are to have the following holidays off without
loss of pay:

New Year'’s Day
Family Day

Good Friday
Easter Monday
Victoria Day
Canada Day

New Brunswick Day
Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day

and all other days approved as holidays by proclamation of the governor General of
Canada, the Lieutenant Governor of the Province of New Brunswick, or the Mayor of
the City of Moncton.

Should any of the above holidays fall on an employee’s scheduled days of rest the
following regular working day or days shall be considered the holiday; if Employees
are required to work that day or days, they shall receive overtime in accordance with
the provisions of Article 25 of this Collective Agreement.

When any of the above-noted holidays fall on an Employee’s scheduled day off, the
Employee shall receive another day off with pay at a time mutually agreed upon.

Every Permanent Employee shall also receive two (2) floating holidays to be taken
during the year at any time mutually agreed upon between the Employee and the
applicable Department Head. In event that the entitled Employee does not receive
any floating holidays, or any annual accumulation of such floating holidays, the same
may at the Employee’s option be accrued and added to the next annual vacation
entitlement of such Employee.
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ARTICLE 19 - VACATIONS

19.01

19.02

Every Employee within the Bargaining Unit shall be entitled to the following vacation
with pay each year at a time or times approved by the Employee’s Department Head
or immediate supervisor:

(a) Every Employee hired after January 1, 2021 shall receive Vacation Credits on a
pro-rated basis in the calendar year in which he/she is hired. Should an employee
exit the organization for any reason prior to the end of the year, it is understood
that any unearned vacation time taken will be recovered by the Employer and that
any earned vacation time that was not taken by the employee will be paid out on
the employee’s final pay.

(b) An Employee who has completed more than twelve (12) months and less than
twenty-four (24) months continuous employment, shall be entitled to ten (10)
working days annual vacation with pay;

(c) An Employee who has completed more than twenty-four (24) months but less
than forty-eight (48) months continuous employment shall be entitled to fifteen (15)
working days annual vacation with pay;

(d) An Employee who has completed more than forty-eight (48) months but less
than one hundred forty-four (144) months continuous employment shall receive
twenty (20) working days annual vacation with pay. Such vacation shall not be taken
at one time, unless approved by his Department Head, however, the Employee will
have the right to take at least fifteen (15) continuous working days.

(e) An Employee who has completed more than one hundred forty-four (144)
months but less than three hundred (300) months continuous employment shall
receive twenty-five (25) working days annual vacation with pay. Such vacation shall
not be taken at one time, unless approved by his Department Head; however, the
Employee will have the right to take at least twenty (20) continuous working days.

(f)  An Employee who has completed more than three hundred (300) months
continuous employment shall receive thirty (30) working days annual vacation with
pay. Such vacation shall not be taken at one time, unless approved by his Department
Head; however, the Employee will have the right to take at least twenty-five (25)
continuous working days.

(8) Having completed thirty-three (33) continuous years of employment an
Employee shall receive thirty-five (35) working days annual vacation.

Any Employee initially employed within the Bargaining Unit on or before the fifteenth

(15'") day of any month shall be eligible to accumulate vacation credits for that
month. Any Employee initially employed within the Bargaining Unit after the fifteenth
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19.03

19.04

19.05

19.06

(15%) day of any month shall be eligible to accumulate vacation credits from the first
month following the day of employment.

Any Employee who while on annual vacation becomes seriously ill or is injured, shall
have the right to terminate the vacation, immediately notify the Employer, and apply
for and receive sick leave in accordance with the provisions of Article 17 of this
Collective Agreement. In such an event, the affected Employee may carry over all or
any portion of such unused annual vacation into the following calendar year.

Any Employee whose annual vacation, or any portion thereof, is postponed by the
Employer within five (5) working days of such entitlement, or who has been called
back from any holiday or vacation, shall be paid at the rate of double time for any
time so worked, and shall be permitted to reschedule the postponed vacation or
holiday at a later time.

The carryover of any more than two (2) weeks of annual vacation entitilement shall
not be permitted, except in the event that recall or postponement of scheduled
vacation by the Employer occurs too late in the calendar year to make the
rescheduling of any or ali of the affected time impossible, in which event the then
outstanding balance at the end of the year shall be carried over into the following
calendar year. Any carry over must be utilized before April 30" of the carry over year,
and there shall be no buy-out of vacation. In circumstances where an employee hasbeen
absent due to an approved leave of absence for the entire first quarter of the calendar year,
an extension to June 1 that same year may be granted upon request.

(a) Vacation selection for the RCMP support positions, including
Telecommunications Operators will be as follows:

¢ Vacation will be selected on a rotational basis in order of seniority and
in accordance with the provisions of Article 19;

¢ There will be a vacation bid process whereby each employee in order of
seniority shall be permitted to select their vacation allotment outlined in
19.01.

Each employee shall be permitted to select a portion of their vacation during the
periods which have been designated as premium time. Employees with 4 or more
weeks of vacation shall be entitled to 3 blocks of vacation to be taken during
premium time. Employees with 3 or fewer weeks of vacation shall be entitled to 2
biocks of vacation to be taken during premium time. The remainder of each
employee’s vacation allotment will be used in any of the weeks not included in the
premium time.

The following dates are designated as premium:
® June 1 to August 31st (12 blocks)
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(b) In addition to the above, Telecommunication Operators vacation bids are
subject to the below:

. The Team Leader will pick their vacation and then vacation bidding will
move down in order of seniority respecting 19.06 (a);
° The senior operator will pick their vacation hours respecting 19.06 (a)

with no doubling. For clarity, doubling is having two operators on leave at
the same time;

° The next senior operator and down will pick their vacation hours but will
be able to double up one (1) block with any senior operator above them
excluding the Team Leaders picks or any block containing a statutory
holiday;

. Once all rounds of vacation bidding are complete, Team Leaders will pick
their statutory hours and then move down the team in order of seniority.
No more doubling up will be permitted.

° Once all rounds of statutory hours have been picked, Team Leaders will
pick their remaining hours (FL), and then move down the team respecting
19.06 (a).

ARTICLE 20 - SERVICE BENEFITS

20.01

All Permanent Employees within the Bargaining Unit hired before April 30t 2014 shall
receive service pay, in accordance with their term of service, which service pay shall
be payable with the last regular pay in November of each year during the term of this
Collective Agreement, as follows:

(a) After five (5) years service 1.0% of Salary
(b) After ten (10) years service 1.5% of Salary
(c) After fifteen (15) years service 2.5% of Salary

(d) After twenty (20) years service 3.0% of Salary

ARTICLE 21 - RETIREMENT

21.01

21.02

Each Permanent Employee shall be entitled to the benefits and privileges of the
Pension Plan for Employees of the City of Moncton, as amended from time to time,
together with any other pension plan which has been or may hereafter be adopted by
agreement between the Employer and the Union.

On retirement, after having been employed sixty (60) months plus one day, any

Permanent Employee having accrued sick leave to that Employee’s credit shall receive
a retiring allowance in lieu thereof equal to fifty percent (50%) of the value of such
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accrued sick leave to a maximum of one hundred and twenty five (125) working days,
at the rate of Salary effective immediately prior to such retirement.

Upon resignation Permanent Employees, hired prior to October 11, 2001 shall be
eligible for an allowance equal to fifty percent (50%) of the value of such accrued sick
leave to a maximum of one hundred and twenty (120) working days, at the salary rate
effective immediately prior to such resignation.

Upon the death of any eligible Employee, payment shall be made to the estate of the
Employee in an amount equal to that which would have been paid upon retirement.

Employees, age fifty (50) or older, will be considered to have retired regardless of
whether they choose to receive or defer their pension.

ARTICLE 22 - MEDICAL FITNESS

22.01

22.02

(t shall be a condition of continued employment that all Employees shall be medically
fit for work, however, the Employer acknowledges the likelihood of temporary
curable disabilities, of up to two (2) years in duration, for which disability benefits are
currently provided under this Collective Agreement, and such disabilities shall be
reasonably accommodated by the Employer.

A medical examination by a duly qualified medical practitioner acceptable to the
Employer may be required by the Employer from time to time and at any time. The
Employer shall bear the cost and expense of such medical examination.

ARTICLE 23 - PAYDAYS AND WAGES

23.01

23.02

The Corporation payroll shall be prepared every two (2) weeks, for the pay period
ending Saturday midnight. Employees shall be paid not later than 5:00 p.m. on every
second (2") Thursday, in accordance with their classifications and the provisions of
the Wage Matrix annexed hereto as Schedule “B”.

During the term of this Collective Agreement, effective as of the first (1%') pay period
of the specified month, the following salary increments shall be applied to the existing
Wage Matrix for the benefit of all Employees thereunder scheduled:

2021 January 1.75%
2022 January 1.5%
2023 January 1.5%
2024 January 1.5%
2025 January 2.0%
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ARTICLE 24 - HOURS OF WORK

2401 The regular work-week for all Employees in the Bargaining Unit, other than those
classifications listed in Articles 24.02 and 24.03 hereof, shall be thirty-five (35) hours
from Monday to Friday inclusive; the regular work day for such Employees shall
commence not earlier than 8:00 am nor later than 9:00 am and shall conclude not
earlier than 4:00 p.m. nor later than 5:30 p.m., with a lunch period of at least thirty
(30) minutes and not more than ninety (90) minutes. The regular workday for most
Employees shall be from 8:30 am to 4:30 pm. Any variance to this regular workday
shall be governed by article 24.04.

The Employer and the Union agree that in limited circumstances the Employer, acting
reasonably, shall have the right to require hours of work other than those defined
above for new or vacant positions within the Corporation, these exceptions shall be
conditional upon the prior consent of the Union through the forum of the
Management and Labour Relations Committee, which consent is not to be
unreasonably withheld.

24.02 Employees in the positions or holding the job classification listed below shall be
responsible for a regular workweek of forty (40) hours from Monday to Friday
inclusive,

There shall be no new job classifications added to the below list without written
approval from the Union.

Administrative Assistant Sustainable Growth and Development - Codiac Transpo
Assistant Fleld Chief Sustainable Growth and Development -Engineering
Assistant Fleet Coordinator Finance

Business Operations Administrator Finance

Coordinator, Sales and Events Recreation, Culture and Events Services - Venues
Customer Service Telephone Assistant Sustainable Growth and Development - Codiac Transpo
Engineering Technologist-Field Sustainable Growth and Development ~ Engineering
Engineering Technologist-Public Works Operations - Public Works

Engineering Technologist-Survey Sustainable Growth and Development — Engineering
Executive Assistant Codiac Transpo

Facilities Supervisor Facilities

Field Chief Sustainable Growth and Development — Engineering
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24.03

Fleet Supervisor

Finance

General Foreman

Operations — Public Works

Guest, Retail and Administrative Services Coordinator

Zoo

Materials Coordinator

Sustainable Growth and Development — Codiac
Transpo

Materials Coordinator-Fleet

Finance

Natural Resources Program Coordinator

Sustainable Growth and Development

Operations Supervisor

Sustainable Growth and Development - Codiac Transpo

Coordinator - Pumping Stations

Operations — Water and Wastewater - Highfield
Pumping Station

Operator - Pumping Stations

Operations - Water and Wastewater — Highfield
Pumping Station

Supervisor

Operations - Water and Wastewater

Supervisor, Fleet and Infrastructure

Codiac Transpo

Superintendant

Operations — Water and Wastewater

Technical Assistant

Operations — Public Works

Technical Assistant - Water Meters

Operations — Water and Wastewater

Traffic Signal Supervisor Operations — Public Works
Visitor & Education Program Coordinator Zoo
Zoo Coordinator Zoo

The regular work day for such Employees shall commence not earlier than 7:00 am
nor later than 9:30 am, and shall conclude not earlier than 4:00 p.m. nor later than
6:30 p.m., with a lunch period of at least thirty (30) minutes and not more than ninety

(90) minutes.

Employees in the position or holding the job classification of telecommunications
operator or telecommunications team leader with the Codiac Regional RCMP, shall
have an average work week of thirty-five (35) hours, and the following matters are

agreed to by the Employer and the Union:

{a) The Employer, the Union, and the Codiac Regional RCMP acknowledge the
requirement of providing continuous 911 emergency response and dispatch
operations seven (7) days per week and twenty-four (24) hours per day, and
accordingly agree that, with respect only to Employees in the position or holding
the job classification of Telecommunications Operator, or Team Leader-
Operational Telecommunication Center, the Employer and the Codiac Regional
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24.04

RCMP shall be entitled to schedule assignments equitably up to a twelve (12)
hour shift basis.

{b) Regular shifts will not be scheduled within 10(ten) hours of the completion of the
employee’s previously scheduled shift.

(c) Everyregular shift shall include ninety (90) minutes of unpaid meal or break time;
there may be times where such break based on operational requirements shall
not exceed sixty (60) minutes. Break times are not to be taken within the first
hour or last hour of the shift. Any exception shall be at the discretion of the
Manager or designate.

(d) it is mutually agreed that there shall be a minimum of four (4) operators
scheduled to work at all times, excluding meal and break periods.

(e) Beginning in 2010, vacation time and time in lieu of statutory holidays shall be
selected by the operators and team leaders in order of seniority within the
individual team, and must be selected by January 30* of any given year. Vacation
time shall be selected in blocks of four (4) shifts.

(f} Shift differential shall be allowed as per Article 24.06 and shall be applied from
16:00 hours to 08:00 hours daily.

(g) The annual shift schedule adopted on January 1% of each year shall remain in
effect until December 31% of that year. There shall be no changes to the posted
regular schedule of shifts during that time unless mutually agreed between the
Employer and the Union, and no change may be made without a minimum of
eight (8) calendar days notice to the affected operator(s).

(h) Staffin the Telecom section of the Codiac Regional RCMP shall be considered as
essential Employees and it is recognized and agreed between the parties that in
the case of any work stoppage or strike these Employees shall be exempted from
these types or any other type of work stoppages by the Union and shall continue
to perform their normal duties. These Employees shall continue to be covered by
this Collective Agreement during such times.

(i) Employees on job sharing at the RCMP will pick their vacation separately; they
will not have to select their vacation in blocks with the other employees.

Notwithstanding the above-noted clauses, the Employer recognizes the right of any
Permanent Employee in the bargaining unit to select flexible hours and day(s) of work
for that Employee’s position, to vary the starting time, finishing time and lunch period
to suit personal preference, where such variation may reasonably be done consistent
with the Employer’s operational requirements. Any Employee who wishes to vary
existing hours of work and day(s) shall submit a written request to the Department
Head, who shall forthwith either accept or deny such request on the basis of
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operational requirements. The Employer shall not unreasonably or arbitrarily deny
any such request. if the request is denied the Employer shall provide the reason(s),
including the specific operational requirements, to both the Employee and the Union.

Any Employee who wishes to vary existing hours of work, and who submits a written
request therefore under Article 24.04, shall indicate the duration for which the
request is made, which duration shall be not less than forty (40) consecutive working
days, and shall also indicate the specific hours of work proposed.

Any Employee who is required to work an evening shift or graveyard shift, shall be
entitled to be paid, in addition to the regular or overtime rate of pay, a shift
differential equivalent to one dollar and fifty cents ($1.50) for every hour worked
during such shift. The Employer agrees to accumulate these benefits and make
payment to each Employee entitled to the same in a lump sum payable with the first
regular pay in December of each year.

The Employer and the Union agree that job sharing may be introduced into the
Bargaining Unit at the request of any two (2) or more Employees who desire to
participate in such a scheme. Itis understood that no such scheme will, however, be
implemented without the written consent of both the Union and the Employer. If the
Union and the Employer agree to have a job share position, the job share shall
operate under the following conditions:

Each permanent Employee filling one-half (1/2) of this position shall maintain the
following benefits on a pro-rata basis:

Vacation shall be at fifty percent (50%) of the time allowable under the Collective

Agreement applicable to this individual.

One (1) floating holiday per year shall be allowed

Statutory Holidays will be paid for those holidays that fall within the scheduled

days of work.

Group Life and A.D. & D. insurance shall be based on annual salary

Health & Dental benefits shall be fifty percent (50%) payable by the employee

Service pay shall be based on annual earnings

Sick leave shall be accumulated at fifty percent (50%) of the normal rate per

month

LTD coverage shall be based on the annual salary

Pension contributions shall be based on salary

Each permanent Employee shall maintain and earn normal seniority credits.

Overtime shall apply as per the Collective Agreement

Each Employee shall earn fifty percent (50%) of the normal annual salary related to

the position, unless there is agreement between the parties to use a casual

Employee for the job share, in which case the casual Employee shall earn salary

based on the casual rate applicable.

The permanent Employee shall advance on the wage grid as they would normally.
Career advancement of participating employees will not be hindered by virtue of their
involvement in the job shared position. If it is agreed between the parties to use a
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casual Employee for the job share, the casual is exempted from the time restrictions
of Article 1.03 while working on the job share.

ARTICLE 25 - OVERTIME

25.01

25.02

25.03

25.04

25.05

Alltime worked before or after the regular working day, the regular work week, or on
a holiday, shall be considered overtime. Overtime work before and after the regular
daily hours shall be compensated at the rate of one and one-half (1%x) times.
Overtime work before and after the regular weekly hours shall be compensated at the
rate of one and one-half (1%x) times. Overtime work for any Employee on any
statutory holiday included in Article 18.01 of this Collective Agreement, or while an
Employee is by virtue of any provision of this Agreement on holiday or vacation, shall
be compensated at the rate of double (2x) time.

At the option of the Employee concerned, overtime may be compensated by an
equivalent amount of time off at the overtime rate, in lieu of pay at the overtime rate,
at a time mutually agreeable to the Employee and the Employer. Banked overtime
will be limited to a maximum of one hundred and twenty-five (125) hours carried over
fromone (1) year to another and any time beyond the maximum will be immediately
paid out. Those Employees having more than one hundred (100) hours in their
overtime bank as of January 1, 2009 will be grandfathered in regard to forced payout,
however these employees will not be able to add to the bank until their bank has
fallen below the one hundred and twenty-five (125) hour maximum.

No Employee shall be required to work overtime against that Employee’s wishes
when other Employees are available, suitably qualified, and willing to perform the
required work. The Senior Employee, suitably qualified for the required position or
holding a similar job classification in the department, shall be entitled to bid such
overtime work in preference to any junior Employee. Overtime must be authorized
by the Employer and no payment is required to be made for overtime when such
authorization is not given.

All call outs will be paid at one and one-half (1%4x) times the regular rate of pay for a
minimum of four (4) hours except the second day of rest which shall be paid at three
(3) hours at double (2x) time. Call-outs shall be rotated among suitably qualified
Employees within their respective positions or job classifications in their department.
Should no Employee be available in the particular position, then another Employee in
any other position or job classification may be called-out, provided such Employee is
suitably qualified for the required work. It shall be the prerogative of the Employerto
require any Employee while actively engaged in call-out duty to remain at the
Employee’s work location for the full duration of the paid call out-period.

Employees who work non-scheduled overtime more than two (2) hours past the
completion of their regular work day shall be provided with a hot meal. This shall be
repeated every four (4) hours if the Employee is required to work continuously.
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25.06

Employees working scheduled overtime where the hours worked during the shift
exceeds their regularly scheduled daily hours shall be entitled to a meal allowance.
Administration of the distribution of the meal allowance shall vest with the
supervisory or management personnel of the Employer. Where the Employer
provides a meal allowance to an Employee, it shall be not less than ten dollars
($10.00) per meal.

ARTICLE 26 - STAND-BY ALLOWANCE

26.01

Employees required to be on stand-by during their regular two (2) days and
subsequent contiguous days of rest period will be compensated at one hundred
dollars (5100.00) per day; employees requested to be on stand-by during the regular
work week, after hours, shall be compensated at a rate of fifty dollars ($50.00) per
day.

ARTICLE 27 - VEHICLE ALLOWANCE

27.01

27.02

27.03

Each inspector shall be assigned a City owned/leased vehicle. The Employer has
the right to require all Inspectors to maintain and submit a log of all kilometers
driven for business reasons. Should any of the above positions become vacant,
Management has the right to modify the vehicle use arrangements for any new
incumbents. The modifications shall be limited to either the provision of a city
owned/leased vehicle, a mileage allowance or the monthly vehicle allowance. This
Article only applies to inspectors working in the City’s Building Inspection
Department.

(a) Employees currently receiving the vehicle allowance will be
grandfathered.

(b) Employees currently receiving the vehicle allowance can opt to accept a
City owned/leased vehicle instead.

Other Employees claiming entitlement to compensation for use of a personal vehicle
for employment purposes may submit a written request therefore to their
Department Head who, in the event the request is denied, shall advise the Employee
of the reasons why.

No Employee shall be obliged to operate a personal vehicle for employment purposes

without adequate compensation therefore, which shall not be less than the kilometer
or mileage rate established by municipal policy.
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27.04

in the event of any disagreement in respect of the entitlement of any Employee to a
vehicle allowance or the appropriate amount thereof, such dispute shall be resolved
as a grievance in accordance with the provisions of Article 9 hereof.

ARTICLE 28 - HEALTH & SAFETY

28.01

28.02

28.03

28.04

28.05

28.06

28.07

28.08

The Employer and the Employee shall co-operate in continuing and perfecting the
health and safety measures now in effect.

The Employer acknowledges its responsibility to provide a safe and healthy
workplace-and to protect the health, safety and security of employees as they
carry out their duties and obligations.

A health and safety committee shall be established and be comprised of two (2)
representatives appointed by the Employer and two (2) representatives appointed by
the Union. Both parties, in making their appointments, shall be motivated by the
need for selecting people who will be best capable of promoting safety on the job.

The health and safety committee shall operate in accordance with applicable
legislation and regulation. It shall hold meetings as requested by the Union or the
Employer and all unsafe or dangerous conditions shall be taken up and dealt with at
such meetings.

Minutes of all safety committee meetings shall be circulated to all committee
members. Once approved by the committee chairs such minutes shall be made
accessible to the members of the bargaining unit.

All Employees working in any capacity shall use all necessary safety equipment as
recommended by the safety committee, the Department Head, or any authorized
agent. It shall be compulsory to wear and use such recommended safety equipment.

Time spent by Employees in performance of their duties during regular hours of work,
as members of the joint safety committee shall be considered as time worked, and
payment shall be at straight time.

The Employer shall provide adequate clothing and safety equipment to each

Employee, as required, the need for such items to be determined by the Employee’s
Department Head.
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ARTICLE 29 - ACTIVITIES OF UNION

29.01

29.02

Upon prior notification to the Employer, members and representatives of the Union
shall be entitled to distribute literature and to convene Union meetings on the
Employer’s premises and to conduct routine Union business on the Employer’s
premises during the regular work day without loss of pay or interference from or by
the Employer.

Duly appointed or elected representatives of the Union shall not suffer any wage or
benefit loss as a result of attending meetings pertaining to labour management
relations, negotiations for the purpose of collective bargaining with the Employer,
grievance procedures or other dispute settlement procedures outlined in this
Collective Agreement.

ARTICLE 30 - MEDICAL & DENTAL INSURANCE PLAN

30.01

30.02

The existing Health and Dental plan shall continue for the life of this agreement,
including travel insurance, and shall be cost shared by the Employee paying fifteen
(15%) of the cost up to eighty-five dollars ($85) for a Family Plan and fifteen percent
(15%) of the cost up to forty-five dollars ($45) for a Single Plan and the Employer
paying eighty-five percent (85%) of the cost.

The co-pay for prescription drugs will be ten dollars ($10.00) per prescription for all
Employees.

Itis understood that only Permanent Employees shall be eligible to be covered under
the existing medical and dental insurance plans.

ARTICLE 31 - GROUP INSURANCE

31.01

31.02

31.03

The existing group life insurance plan now in effect shall not be altered without the
consent of both the Union and the Employer.

The premium cost of such insurance coverage shall be funded by the Employer at the
rate of one hundred percent (100%).

It is understood that only Permanent Employees shall be eligible under the existing
group life insurance plan.
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ARTICLE 32 - DURATION AND TERMINATION OF AGREEMENT

32.01

32.02

32.03

This Collective Agreement, when executed by the Employer and the Union, shall be
binding and remain in effect from the 1% day of January 2021 to the 31% day of
December 2025 and shall continue from year to year thereafter unless either the
Employer or the Union gives notice that it desires to commence collective bargaining
with a view to the renewal or revision of this Collective Agreement.

Such notice shall be in writing and given between the period of twenty (20) working
days and ninety (90) working days prior to the termination date of this Collective
Agreement and within fifteen (15) working days of the receipt thereof the Employer
and the Union shall enter into negotiations.

When notice has been given, the provisions of this Collective Agreement shall
continue in force until a new Collective Agreement is signed, or the right to strike or
lockout ordinarily accrues, whichever occurs first.

ARTICLE 33 - GENERAL PROVISIONS

33.01

33.02

33.03

33.04

Proper accommodation shall be provided for each Employee to have meals and to
store and change clothing at the place of employment. The Employer shall provide a
secure place for the storing of the Employees’ personal items.

The Employer shall provide bulletin boards at each Employee’s place of employment
which shall be placed so that all Employees will have access to them, and the Union
shall have the right to post notices of meetings thereon and such other notices as may
be of interest to the Employees.

In the event that a community disaster has been declared, members of the Union will
advise the disaster control centre of their whereabouts and will carry out duties as
ordered by the municipal emergency measures co-ordinator. Any disaster in any
section or municipality of the Greater Moncton area shall be considered a community
disaster.

All correspondence, communications or notices between the parties or otherwise
arising out of or required by this Collective Agreement, or incidental hereto, shall pass
to and, or, from the General Manager of Human Resources, or other designate, of the
Employer and to and, or, from the secretary of the Union with a copy to the
president. A copy of any correspondence or notice between the Employer and any
Employee in the Bargaining Unit, pertaining to the interpretation, administration or
application of any part of this Collective Agreement shall be forwarded to the
secretary of the Union, with a copy to the president.
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33.05

33.06

33.07

33.08

33.09

33.10

33.11

Within seven (7) working days of request by the Union, the Employer shall make
available to the Union information required by the Union for the collective bargaining
purposes or for the purpose of management and labour relations, such as budgets,
job descriptions, wage rates, a breakdown of point ratings in job evaluation and all
other technical information and reports, records, studies, survey manuals, directives
or documents. The Employer shall be entitled to retain as privileged any such
information which is confidential in relation to labour relations.

Any Employer reports or recommendations dealing with matters of policy and, or,
working conditions or other matters and which affect Employees within the
Bargaining Unit, shall be communicated by the Employer of the Union in time to
afford the Union a reasonable opportunity to consider them and, if deemed
necessary, of referring them to the Management and Labour Relations committee.

Copies of all motions, resolutions and by-laws or rules and regulations promulgated
by the Employer, which may affect the Union or any Employee, are to be promptly
forwarded to the Union and, if practicable, posted visibly on all bulletin boards at the
place of employment of each Employee within the Bargaining Unit.

Itis recognized that the members of the Bargaining Unit are co-insured persons under
the Employer’s policy of liability insurance, and will be maintained as such, in order to
protect all Employees against monetary loss or damages as a result of being sued
while performing work or as a result of performing work or duties related to work for,
on behalf of, or at the direction of the Employer.

In interpreting this Collective Agreement, the masculine shall include the feminine,
the singular shall include the plural and the plural shall include the singular. Any and
all time periods or prescribed periods of time set forth in any article of this Collective
Agreement may, with the mutual consent of the Employer and the Union, and
specifically, the consent of the City Manager on behalf of the Employer, and the
Union, in writing, be extended or altered as the parties may deem reasonable and
appropriate in the circumstances.

Any changes deemed necessary in this Collective Agreement may be made by mutual
written agreement at any time during the existence of this Collective Agreement. In
order for Letters of Understanding and Memorandums of Agreement to be binding,
the agreements must be signed by the City Manager and the City Clerk on behalf of
the Employer, and signed by the Union. ‘

All rights, benefits, privileges, practices and working conditions which Employees now
enjoy, receive or process shall continue, insofar as they are consistent with this
Collective Agreement, unless and until modified by mutual written agreement
between the Employer and the Union.
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+h
Dated at the City of Moncton, New Brunswick, this QO day of August, 2021,

for the Corporation

=

Dawn Arnold,
City of Moncton Mayar

Barbara Quigley,
City Clerk

Pl

Laura’Armes
Manager, Labour Relations & Disability
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For the Union

Coosnnss f‘@%‘»\(

Colleen Coffey,
PSAC Atlantic Regional Executive Vice-

P&ij tl(L ey L

Raph‘aélle Valay-i\ladeau,
PSAC Regional Representative/ Negotiator

Rod Dunnett
Bargaining Committee Member

Aot BaansC

Heather Fraser
Bargaining Committee Member

Kayla McCabe,
Bargaining Committee Member




SCHEDULE “A”
CLASSIFICATIONS & PAY GROUPS

{(as of January 2021)
Group 1
Group 2 Customer Service Telephone Assistant
Group 3 | Administrative Assistant
Asset Management Administrator
Information Processor
Group 4 Accounting Clerk

Accounting Clerk - Payables

Accounts Payable Clerk

Accounts Payable Clerk-PCard

Administrative Assistant

Business Operations Administrator

Coordinator - Backflow Prevention

Coordinator — Water Meters

Council Recorder

Council Recorder/Assistant City Clerk

Court Administrative Clerk

Customer Service Representative

Development Officer

Engineering Technologist

Executive Assistant

Executive Assistant - Crime Reduction

Exhibit/Fleet Custodian

Financial Services/Administrative & Personnel Records Clerk

Fleet Analyst

GIS Technologist

Legal Assistant

Operations Support Assistant

Payroll Administrator

Procurement Assistant

Records Validation & Court Operations Admin(RVOCA)

Retail And Facility Rental Coordinator

Visitor Service Representative
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Group 5

Billings Analyst

Collections Analyst

Collections & Research Library Coordinator

Compliance and Risk Management Coordinator

Development Officer

Engineering Technologist

Environmental Technologist

Executive Assistant

GIS Technologist

Materials Coordinator

Senior Accounts Payable Clerk

Technical Support Analyst

Telecommunications Operator

Group 6

Assistant Revenue Supervisor

Buyer

By-Law Enforcement Officer

Communications and Marketing Officer

Communications Officer - Translations

Coordinator, Community Event Development

Cultural Development Officer

Engineering Technologist

Environmental Technologist

Financial Services Administrator

GIS Technologist

Graphic Designer

Guest, Retail and Administrative Services Coordinator

Heritage and Culture Coordinator

Heritage and Development Officer

Materials Coordinator

Operator - Pumping Stations

Programmer Analyst

Team Lead - Business Operations Administrator

Team Leader-Operational Communication Center

Technical Assistant
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Group 7

Assistant Field Chief

Assistant Fleet Supervisor

Building Inspector

By-Law Enforcement Inspector

Community Development Officer

Community Intervention Officer

Coordinator, Event Attraction

Coordinator - Pumping Stations

Coordinator, Sales and Events

Heritage Officer and Building Advisor

Landscape Projects Coordinator

Natural Resource Program Coordinator

Network Administrator

Operations Supervisor

Plumbing Inspector

Records and Information Management Coordinator

Senior Accountant

Senior Programmer Analyst

Supervisor of Finance & Administration

Systems Administrator

Technical Assistant

Urban Planner

Victim Services Coordinator

Visitor & Education Program Coordinator

Web Strategist & Developer

Group 8

Applications Architect

Coordinator of Events & Guest Services

Development Control Supervisor

Facilities Supervisor

Financial Analyst

General Foreman

Supervisor, Fleet and Infrastructure

Supervisor, Water and Wastewater

Traffic Signal Supervisor

Zoo Coordinator
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Group 9

Business Solutions Team Lead-Database Administrator

Coordinator of Projects and Compliance

Facilities Coordinator

Field Chief

Fleet Supervisor

Purchasing Manager

Team Lead-Geoinformatics

Team Lead-Technology & Infrastructure

Technical Architect

Groupl10

Manager, Billing and Collections

Project Engineer

Sr. Building Inspector

Superintendent

47




SCHEDULE "B"

CHEA / PSAC Local 60200 WAGE MATRIX
Jonuary 1, 2021 - December 31, 2025

January 1, 2021 1.75%
January 1, 2022 1.50%
January 1, 2023 1.50%
January 1, 2024 1.50%
January 1, 2025 2.00%
GROUP [»] E F G H 1 J K L [ N o]
1 28,138 ] 32,282 | 33,108 | 33,935 | 34,757 | 35,570 | 36,398 | 37,221 | 37,630 | 38,454 | 38,871 39,066
1-Jan-21] 28,630 | 32,847 | 33,688 | 34,529 | 35,365 | 36,193 | 37,035 | 37,872 | 38,288 | 39,127 ]| 39,552 39,749
1-Jan-22] 29,060 | 33,340 | 34,193 | 35,046 | 35,895 | 36,736 | 37,590 | 38,440 | 38,862 | 39,713 | 40,145 40,346
1-Jan-23] 29,496 | 33,840 | 34,706 | 35,572 36,434 | 37,287 | 38,154 | 39,017 | 39,445 | 40,309 | 40,747 40,951
1-jan-24] 29,938 | 34,347 | 35,227 | 36,106 | 36,980 | 37,846 | 38,727 | 39,602 | 40,037 | 40,914 | 41,358 41,565
1-)an-25] 30,537 ] 35,034 | 35931 | 36,828 37,720 | 38,603 ] 39,501 | 40,334 | 40,838 | 41,732 | 42,185 42,396
A AR [ P d L SFE T I e R t oy
D E F G H I ] K L M N [*]
2 33,059 | 37,931 | 38,903 | 39,785 | 40,664 | 41,535 | 42,423 | 43,301 | 43,746 | 44,624 | 45,067 45,292
1-Jan-21] 33,637 | 38,594 | 39,584 | 40,481 | 41,376 | 42,262 | 43,166 | 44,059 | 44,511 | 45,405 | 45,855 46,085
1-Jan-22] 34,142 39,173 | 40,178 | 41,088 | 41,997 | 42,896 | 43,813 | 44,719 | 45,179 | 46,086 | 46,543 46,776
1-Jan-23]| 34,654 | 39,761 | 40,780 | 41,705 | 42,627 | 43,539 | 44,471 | 45,390 | 45857 | 46,777 | 47,241 47,478
1-Jan-24]| 35,174 | 40,357 | 41,392 | 42,330 | 43,266 | 44,192 | 45,138 | 46,071 | 46,544 | 47,479 | 47,950 | 48,190
1Jan-25] 35877 | 41,164 | 42,220 | 43,177 | 44,131 | 45,076 | 46,040 | 46,992 | 47,475 | 48,429 | 48,909 49,153
D E F G H | J K L ™M N 0
3 38,397 | 44,048 | 45,178 | 46,117 | 47,053 | 47,936 | 48,928 | 49,867 | 50,339 | 51,279 | 51,748 52,006
1-Jan-21] 39,069 | 44,819 | 45,968 | 46,924 { 47,877 | 48,836 | 49,784 | 50,740 | 51,220 | 52,176 | 52,653 52,916
1-Jan-22] 39,655 | 45,491 | 46,658 | 47,628 | 48,595 | 49,569 | 50,531 { 51,501 | 51,989 | 52,959 | 53,443 53,710
1-Jan-23] 40,250 | 46,173 | 47,358 | 48,342 | 49,324 | 50,312 | 51,289 ]| 52,274 | 52,769 | 53,753 | 54,245 54,516
1-Jan-24] 40,854 | 46,866 | 48,068 | 49,068 ] 50,064 | 51,067 | 52,058 § 53,058 | 53,560 | 54,560 | 55,058 55,334
1-Jan-25] 41,671 | 47,803 | 49,029 | 50,049 | 51,065 | 52,088 | 53,099 | 54,119 | 54,631 | 55,651 | 56,160 56,440
D E F G H | ) K L M N [0}
4 44,016 | 50,493 | 51,788 ] 52,749 | 53,707 | 54,675 | 55,630 | 56,594 | 57,074 | 58,039 | 58,526 58,819
1-Jan-21] 44,786 | 51,377 | 52,695 | 53,673 | 54,647 | 55,632 | 56,604 | 57,584 | 58,072 | 59,055 | 59,550 59,848
1-Jan-22] 45,458 | 52,148 | 53,485 | 54,478 | 55,467 | 56,466 | 57,453 | 58,448 | 58,944 | 59,941 | 60,443 60,746
1-Jan-23] 46,140 | 52,930 | 54,287 | 55,295 | 56,299 | 57,313 | 58,315 | 59,325 | 59,828 | 60,840 { 61,350 | 61,657
1-Jan-24] 46,832 | 53,724 | 55,102 | 56,124 | 57,143 | 58,173 | 59,189 | 60,214 } 60,725 | 61,752 | 62,270 62,582
1-Jan-25] 47,769 | 54,798 | 56,204 | 57,247 | 58,286 { 59,336 | 60,373 | 61,419 | 61,940 | 62,987 | 63,516 63,833
D 3 F G H 1 J K L M N 0
5 49,777 | 57,103 | 58,566 | 59,544 | 60,535 | 61,516 | 62,505 | 63,489 | 63,987 | 64,975 | 65,471 65,798
1-Jan-21] 50,648 | 58,102 | 59,591 | 60,586 | 61,595 § 62,592 | 63,599 | 64,600 | 65,106 | 66,112 | 66,616 66,950
1-Jan-22} 51,408 | 58,974 | 60,484 | 61,494 | 62,519 | 63,531 | 64,553 | 65563 { 66,083 | 67,104 | 67,616 67,954
1-Jan-23§ 52,179 | 59,859 | 61,392 | 62,417 | 63,456 | 64,484 | 65,521 | 66,552 | 67,074 | 68,110 | 68,630 68,973
1-jan-24§ 52,961 | 60,756 | 62,313 | 63,353 | 64,408 | 65,451 | 66,504 69,132 | 69,659 70,008
1-Jan-25] 54,021 | 61,972 1' 63,559 [ 64,620 | 65,696 66,760_l 67,834_] 70,515 | 71,053 71,408
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o) E F G H | J K L M N o)
6 55,352 | 63,499 | 65,128 | 66,123 | 67,126 | 68,131 | 69,128 | 70,125 | 70,628 | 71,633 | 72,143 72,503

1-Jan-21] 56,321 | 64,610 | 66,267 } 67,280 | 68,300 | 69,323 § 70,338 { 71,353 | 71,864 { 72,887 | 73,405 73,772
1-Jan-22] 57,165 | 65,579 | 67,261 | 68,2890 | 69,325 | 70,363 | 71,393 | 72,423 | 72,942 | 73,980 | 74,506 74,879
1-Jan-23| 58,023 | 66,563 | 68,270 | 69,313 | 70,365 | 71,418 | 72,464 | 73,509 } 74,036 | 75080 | 75,624 76,002
1-Jan-24] 58,893 { 67,561 | 69,294 { 70,353 | 71,420 | 72,490 | 73,551 | 74,612 ) 75,47 | 76216 | 76,758 77,142
1-Jan-25] 60,071 | 68,913 | 70,680 | 71,760 | 72,849 | 73,940 | 75,022 | 76,104 | 76,650 | 77,741 | 78,293 78,685

R
0 E F G H i J K L M N o
7 61,350 | 70,382 | 72,188 | 73,208 | 74,230 | 75264 | 76,283 | 77,308 | 77,824 | 78858 | 79,372 | 79768

1-jan-21] 62,424 | 71,614 | 73,451 | 74,489 | 75,529 | 76,581 { 77,618 | 78,661 | 79,186 | 80,238 | 80,761 81,164
1-)an-22| 63,360 | 72,688 | 74,553 | 75,606 | 76,662 | 77,729 | 78,783 | 79,841 | 80374 | 81,441 | 81,972 82,382
1-Jan-23] 64,311 | 73,779 | 75,671 { 76,740 | 77,812 | 78,895 | 79,964 | 81,038 | 81,579 | 82,663 | 83,202 83,618
1-Jan-24] 65,275 | 74,885 | 76,806 | 77,892 | 78,979 | 80,079 | 81,164 | 82,254 | 82,803 | 83903 | 84,450 84,872
1-Jan-25] 66,581 | 76,383 | 78,342 | 79,449 | 80,559 | 81,680 ] 82,787 | 83,839 | 84,459 | 85,581 | 86,139 86,569

|G
] E F G H ! 1 K L M N o
8 67,093 | 76,964 | 78,937 | 79,985 | 81,034 | 82,080 | 83125 | 84180 | 84,700 | 85749 | 86277 | 86,708

1-Jan-21] 68,267 | 78,311 | 80,318 | 81,385 | 82,453 | 83,517 | 84,580 | 85,653 | 86,182 { 87,250 | 87,786 88,225
1-Jan-22] 69,291 | 79,485 | 81,523 | 82,606 | 83,689 | 84,770 | 85,849 | 86,938 | 87,475 | 88,558 | 89,103 89,549
1-Jan-23] 70,330 | 80,678 | 82,746 | 83,845 | 84,945 | 86,041 | 87,136 | 88,242 | 88,787 ) 89,887 | 90,440 90,892
1-Jan-24| 71,385 | 81,888 | 83,987 | 85,102 | 86,219 | 87,332 | 88,443 | 89,566 | 90,119 | 91,235 | 91,796 92,255
1-Jan-25| 72,813 | 83,526 | 85,667 | 86,804 | 87,943 | 89,078 | 90,212 | 91,357 § 91,921 | 93,060 | 93,632 94,101

e A el
) € F G H I 1 K L M N o
9 72,803 | 83,512 | 85,654 | 86,719 | 87,781 | 88,849 | 89,913 | 90,968 | 91,501 | 92,574 | 93,108 | 935574

1-Jan-21} 74,077 | 84974 | 87,153 | 88,237 | 89,317 | 90,403 | 91,486 | 92,560 | 93,102 | 94,194 | 94,738 95,211
1-Jan-22| 75,188 | 86,248 | 88,460 | 89,560 | 90,657 | 91,759 ] 92,858 | 93,948 | 94,499 ] 95607 | 96,159 96,639
1-jan-23| 76,316 | 87,542 | 89,787 | 90,904 | 92,017 | 93,136 | 94,251 | 95357 | 95916 | 97,041 | 97,601 98,089
1-jan-24| 77,460 | 88,855 | 91,134 | 92,267 | 93,397 | 94,533 | 95,665 | 96,787 | 97,355 | 98,497 | 99,065 99,560
1-Jan-25{ 79,010 | 90,632 | 92,957 | 94,113 | 95,265 | 96,424 | 97,578 | 98,723 | 99,302 | 100,466 | 101,046 | 101,552

(S (e | [ |
0 3 F G H 1 J K L M N o
10 79,172 | 90,819 | 93,148 | 94,238 | 95323 | 96,405 | 97,495 | 98587 | 99,127 | 100,213 | 100,756 | 101,260

1-Jan-21| 80,558 | 92,409 | 94,778 | 95,887 | 96,992 | 98,092 | 99,201 } 100,312 | 100,862 | 101,966 | 102,519 | 103,032
1-Jan-22| 81,766 | 93,795 | 96,200 | 97,325 | 98,447 | 99,563 { 100,689 | 101,817 | 102,375 | 103,496 | 104,057 | 104,577
1-jan-23| 82,993 | 95,202 | 97,643 | 98,785 | 99,923 | 101,056 | 102,199 | 103,344 | 103,910 | 105,048 | 105,618 | 106,146
1-Jan-24| 84,238 | 96,630 | 99,107 | 100,267 | 101,422 | 102,572 | 103,732 | 104,894 § 105,469 | 106,624 | 107,202 { 107,738
1-Jan-25] 85,922 102,272 | 103,451 104,624 | 105,807 | 106,992 | 107,578 ]| 108,756 | 109,346 | 109,893
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SCHEDULE “C”

The following positions meet the criteria identified in Article 12.05(a) of the collective agreement
and therefore when making staff changes, transfers or promotions affecting these position,
appointments shall be made of the applicant with the greatest seniority, having the required
qualifications, as per Article 12.05(a) of the collective agreement:

Group 8
Applications Architect

Financial Analyst

Intermediate Project Engineer

Senior Community Development Officer
Supervisor, Administrative Support
Supervisor, Operational Support
Systems Accountant

Traffic Signal Supervisor

Transportation and Parking Coordinator
Zoo Coordinator

Group 9

Coordinator of Projects and Compliance
Facilities Coordinator

Technical Architect

Group 10
Project Engineer
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(Included for Information Purposes Only)
CHEA/PSAC Job Evaluation Requests for Reclassification Procedure

If an employee or their supervisor feels the position in question is incorrectly classified due
to a significant change in responsibilities, they will discuss their concerns with their
immediate management supervisor (Manager, Director, Deputy).

if the immediate management supervisor agrees that the position should be re-evaluated,
they will request the Department Head to have the position sent to Job Evaluation. If the
supervisor or Department Head does not agree that the position should go to Job
Evaluation, the affected employee may submit that request directly to the Job Evaluation
Committee for a determination on whether the request should proceed. If the job
evaluation committee rejects the request from the employee, written reasons will be
provided to them as to why the committee reached that decision. If the above process is
not followed after the employee has filed a request to the Job Evaluation Committee, the
process only can be grieved under Article 9: Grievance and Arbitration Procedure and not
the decision of the Job Evaluation Committee or the results of the Job Evaluation if the
position does proceed.

If, after discussing the situation with the immediate management supervisor and Human
Resources, the Department Head feels the position should proceed to job evaluation due to
a significant change in responsibilities, they will ensure that the supervisor reviews the
current job description and updates it where necessary in consultation with Human
Resources. The affected employee should be involved in updating the job description.

Once the job description is updated, the affected employee will be provided with a copy
{from Human Resources) of the Job Evaluation Questionnaire for their position. They will
make any changes to the questionnaire in red ink. (Employees must be reminded that any
changes must reflect the minimum qualifications needed for the position, not their
qualifications. This is a common misconception in job evaluation.) These changes will be
discussed with and reviewed by the immediate management supervisor and initialed by
that individual and the Department Head in the space provided on Page 15 of the
questionnaire.

. The questionnaire will be returned to the Human Resources department who will review
the questionnaire and, if necessary, convene the Job Evaluation Committee to review the
position’s evaluation. The Job Evaluation Committee may seek clarification of
questionnaire.
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6. The Human Resources Department will provide results of the evaluation review to the
affected employee, their Union representative, and their immediate management
supervisor within thirty (30) days of the committee’s decision. Such results will also be
submitted in writing to the Union and will include the classification review decision,
rationale and level and rate of pay as per Schedule A of the Collective Agreement. Where
appropriate, Human Resources will implement the results of the evaluation review utilizing
the Personnel Action Form.

The role of Human Resources, in the administration of job evaluation, is to ensure that any changes
to classifications are not arbitrary; to administer the functioning of the job evaluation committee.
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Memorandum of Agreement Between the Parties Job Evaluation System

The purpose of the Joint Job Evaluation Committee (JJEC) is to review and assess the existing
system to determine whether or not any modifications should be made and that best
practices are being followed. This committee will be comprised of an equal number of
members of the Union and the Employer and will also include other members as
deemed necessary by the JEC.

The employer agrees to hire a consultant to assist in the review process. The Union will be
involved in the selection and procurement process. The review process will be expected to be
concluded within one (1) year of the signing of the Collective Agreement. The Employer agrees
to pay a one-time fee of up to thirty thousand ($30,000) towards the review process.

It is understood by the parties that no changes to the classifications will be implemented before
the end of this collective agreement.

For the Union Cm&nw [@%&\/

Colleen Coffey PSAC Atlantic
Regional Executive Vice-President

For the Employer @/%(//W

Laura Armes
Manager, Labour Relations & Disability
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Memorandum of Agreement Between the Parties on Vehicles Engineering Technologist Field

Commencing in the calendar year of 2018 the two (2) permanent Engineering Technologists
Field will be provided with a City of Moncton vehicle for a nine (9) month period to coincide
with the construction season. These vehicles will not be allowed to be used for travelling to
and from work and will not be allowed to be taken home over night.

Date 08/30/21

For the Union Gw&‘\-‘ W‘B‘Y

Colleen Coffey PSAC Atlantic
Regional Executive Vice-President

For the Employer Oﬂé 149% P

Laura Armes
Manager, Labour Relations & Disability
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Memorandum of Agreement Between the Parties
OCC Hours of Work Schedules For Team Leaders and For Operators

The Parties agree that the current shift that is in place will remain in effect for the duration of
this collective agreement.

The Parties agree that consultation and discussion will take place between management the
Union and OCC employees before any modifications to the current shift should need to be
implemented. The final decision on shift selection will be made by management. Shift
selection will be based on solid business needs and empirical data and not selected based on
arbitrary choice.

Date 08/30/21

For the Union YO
Colleen Coffey PSAC Atlantic
Regional Executive Vice-President

For the Employer %M

824
Laura Armes
Manager, Labour relations & Disability
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Letter of Understanding — Flextime/Alternate Work Arrangement

This Letter of Understanding is formulated between the parties, the Corporation of the City of
Moncton and the City Hall Employees Association (CHEA)/Public Service Alliance of Canada
tocal (PSAC) Local 60200 in accordance with the City of Moncton Flextime/Alternate Work
Arrangement Directive. For clarification, with regards to flextime arrangements, CHEA members
should also refer to Article 24.04.

PURPOSE:

Flex time arrangements can be used to provide employees with flexible work options. This
could be formal work arrangements for periods of longer than 2 weeks or informal
arrangements of 2 weeks or less. Supervisor approval is required in advance for all flex time
arrangements, both formal and informal.

Work from home arrangements, where employees complete some of their work from home on
an ad hoc basis (for less than 2 weeks), do not require a formal arrangement or agreement. A
request to work from home for part of the workday for a period longer than 2 weeks requires a
formal arrangement or agreement.

Permanent work from home arrangements require a formal discussion with the Human
Resources Department and are only currently considered in exceptional circumstances.

APPLICATION:

Employees who can demonstrate that work can be completed at home and/or be completed
with flexible hours.

Employees must have the ability to work with minimal supervision.

DEFINTIONS:

An informal arrangement is for a very short period of time (between 1 day and 2 weeks). It
involves a quick discussion with a supervisor and can be approved on the spot.

A formal arrangement is for a period longer than 2 weeks and involves a formal request
(written) submitted to the employee’s supervisor and approved by the Human Resources
Department.

DIRECTIVE:
Work from home arrangement-

Under an ad hoc work from home arrangement, employees complete some of their work on an
ad hoc basis and do not require a formal alternative work arrangement agreement. Informal
arrangements require supervisor approval and are managed within the business unit between
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the supervisor and employee. Employees requesting to work from home for some of their
regular workday for a period longer than 2 weeks requires a formal alternative work
arrangement agreement.

Permanent work from home arrangements require a formal discussion with the Human
Resources Department, and are only currently considered in very exceptional circumstances.

Flex time arrangement-

Under a flex time arrangement, employees work their regular daily and weekly hours, outside
the normal start and end times each day. Supervisor approval is required in advance for all flex
time arrangements.

Formal flex time arrangements are required for employees working flex time hours outside the
hours of 8 am to 5:30 pm.

Job characteristics:

Characteristics of jobs that can be completed successfully under a flex time arrangement:
e requires minimal contact with customers or co-workers
e requires tasks that need minimal supervision
e project based

Employee characteristics:

Characteristics of employees who can successfully work flex hours:
e they can arrange their schedules and co-ordinate their times to be productive
e they have the ability to adjust their personal demands to match their flex schedule
¢ they understand their job requirements and their deliverables

e they are disciplined in their approach to work and have demonstrated their ability
through strong job performance

Organizational considerations and requirements:

. The work unit will be able to retain the appropriate coverage and support
in the office during core business hours

° The employee will be able to attend meetings and training sessions if
required

° The work unit is able to absorb the change

° Information technology and security/confidentiality requirements can be
met

. Job descriptions must not be altered

. Financial impacts of any arrangement must be identified, there can be no

increase of labour costs and no significant operational cost increases as a result

L Participation is subject to on-going review, may be terminated by either
party with some notice
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o Arrangements are subject to terms and conditions in the applicable
collective agreement.

Date 08/30/21
Coasvasns Doheny -

Colleen Coffey PSAC Atlantic
Regional Executive Vice-President

(e,
Laura Armes
Manager, Labour Relations & Disability
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LETTER OF UNDERSTANDING

Parking and Bus Passes

The City of Moncton (“the Employer”) and the City Hall Employees Association / Public Service
Alliance of Canada Local 60200 (“the Union”) agree that any CHEA/PSAC employee at the date of
signing that is currently getting a subsidized parking space in any City owned or City operated lot
shall continue to do so at the rate of fifty (50%) of the monthly rate. They will continue to receive
this subsidy until they relinquish their parking spot. Once the parking spot is relinquished they will
no longer be entitled to any further parking subsidy.

Any CHEA/PSAC employee that is not currently receiving subsidized parking will not be entitled to
any future subsidy and will be responsible for finding their own vehicle parking.

CHEA/PSAC employees who do not receive subsidized parking will be entitled to a monthly bus pass
at a rate of 25% of the full amount.

In order to qualify for a reduced rate bus pass;
e The CHEA/PSAC employee will have to work at a location that does not offer free parking.
e The employee does not have a reduced rate parking spot.
Only (one) 1 bus pass will be issued per employee who is eligible to receive a bus pass.
a0
This Letter of Understanding signed at Moncton, New Brunswick this é&day of August, 202 1will

only come into effect upon the ratification and signing of the new Collective Agreement between
the parties and will be deemed to be part of the Collective Agreement.

G Date 08/30/21
WA\ UG [BB-B-U{/

Colleen Coffey PSAC Atlantic N
Regional Executive Vice-President

%{MM%)

t
Laura Armes
Manager, Labour Relations & Disability
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