TOWN OF HERBERT

August 22, 2018 to December 31, 2021

How to Handle a Question or Complaint
If you have a question or complaint about the application or interpretation of the
Collective Agreement as it applies to you, do not delay and
• Review the facts.
• Read the Collective Agreement.
• Check on the existence of any locally negotiated terms which may
modify the basic agreement.
If you continue to have a question or complaint, speak to your local Unit Executive
or Steward about the problem.
If you do not get a satisfactory answer to your problem, or need help in resolving
your problem, you should call the SEIU-West Member Resource Centre (MRC).
A Member Resource Centre Officer will answer your questions and help deal with
your issue. They can also refer your concerns to the Union Representative
assigned to your workplace, if necessary.

The SEIU-West MRC can be reached toll free by calling:

1-888-999-SEIU (7348)
Or through the ‘Contact Us’ page on

www.SEIUWEST.ca
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ARTICLE 1 – PURPOSE
The general purpose of this Agreement is the maintenance of harmonious relations
and settled conditions of employment, and to provide machinery for the prompt
and equitable disposition of grievances without stoppage of work; and to establish
and maintain satisfactory working conditions, hours of work and wages for all
employees who are subject to the term of this Agreement.
ARTICLE 2 – DURATION
This agreement shall be in effect from August 22, 2018 and shall continue in effect
until December 31, 2021 and shall continue automatically thereafter during annual
periods of one year each, unless either party notifies the other in writing not less
than sixty (60) days and not more than one hundred and twenty (120) days prior
to the expiration date that it desires to amend or terminate this Agreement.
ARTICLE 3 – RECOGNITION
A.

MANAGEMENT RIGHTS: The Service Employees International Union
recognizes that the management of the Town and the direction of the
workforce, including the right to plan, direct and control operations, to
maintain the discipline and efficiency of the employees, and to require
employees to observe the Town's rules and regulations, to hire, lay-off or
relieve employees from duties, to suspend, demote, transfer, promote,
discipline and discharge employees for just cause are to be the sole right and
function of the Town.
The Town agrees that the exercise of managerial prerogatives listed above
shall not be inconsistent with any of the terms of this collective agreement.

B.

RECOGNITION OF THE UNION: The Town recognizes SEIU-West affiliated
with Service Employees International Union, CLC, as the sole collective
bargaining agency for all employees covered by this Agreement; and agree to
negotiate hours of work, rates of pay and all working conditions affecting the
employee/employer relations.

C.

The Union recognizes the responsibility of its members to perform faithfully
and diligently their respective duties for the Employer and at all times to carry
out their individual responsibilities according to the regulations, methods and
procedures established by the Employer.
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ARTICLE 4 – SCOPE
The Town recognizes SEIU-West as the sole and exclusive bargaining agent for all
employees covered by the Certification Order issued by the Labour Relations Board
of Saskatchewan dated April 20 2018 (LRB No. 059-18) attached as Appendix B
hereto.
The Town hereby agrees to negotiate with the Union or its designated
Representative in matters affecting the relationship between the parties to this
Agreement.
Should a dispute arise, concerning whether a particular job comes within the
bargaining unit covered by this Agreement, the matter may be submitted by either
party to the Saskatchewan Labour Relations Board.
ARTICLE 5 – UNION SECURITY
Every employee who is now or hereafter becomes a member of the union shall
maintain his membership in the union as a condition of his employment, and every
new employee whose employment commences hereafter shall, within thirty (30)
days after the commencement in his employment, apply for and maintain
membership in the union, and maintain membership in the union as a condition of
his employment, provided that any employee in the appropriate bargaining unit
who is not required to maintain his membership or apply for and maintain his
membership in the union shall, as a condition of his employment, tender to the
union the periodic dues uniformly required to be paid by the members of the
union.
ARTICLE 6 – DUES CHECK OFF
A.

The Employer agrees to deduct Union Dues, Initiation Fees and Assessments
as required each month in the amounts designated by the Union. The Town
shall submit such funds to the person designated by the Union within fifteen
(15) days of the deductions being made.

B.

When remitting Dues, the Employer shall list the names of all employees
within the Scope of the Agreement, their classification and regular rate of
pay, the amount of deductions made, and the month for which such
deductions were made.
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ARTICLE 7 – GRIEVANCE PROCEDURE
DEFINITION OF A GRIEVANCE: A grievance shall be defined as any difference or
dispute between the Employer and any employees or the Union.
A.

The parties to this Agreement are agreed that it is of the utmost importance
to resolve complaints and grievances as quickly as possible. It is not the
intention of either the Employer or the Union to evade the settlement of
disputes on a procedural technicality. However, notwithstanding the
foregoing, it is clearly understood that time limits established herein are for
the sake of procedural orderliness and are to be adhered to. Should either
party fail to adhere to the time limits, the onus is on that party to show a
justifiable reason for its failure to adhere to such limits up to maximum of 30
days.

B.

The following are the steps that shall be followed in submitting a Grievance:
STEP I: Any employee who feels aggrieved may, with the assistance of a
Union Representative and within ten (10) days of when the Employee
know or ought to have known about the incident which gave cause
for concern, take the grievance up with the immediate Supervisor.
Failing settlement at the first step the grievance shall be reduced to
writing by the SEIU-West Union Representative and, within ten (10)
working days, submitted to the Town Administrator at Step II.
STEP II: Upon receipt of the written grievance the Town Administrator shall
arrange a meeting between the SEIU-West Union Representative
and the Personnel Committee or the Council of the Town. The
aggrieved employee may, at their discretion and that of the Union,
attend the meeting. Failing settlement at such a meeting, the
grievance may be submitted to Step III.
STEP III: Either party may refer the grievance to Arbitration or Mediation by
giving written notice to the other party of their intention to do so
under clause (E).

C.

No grievance shall be considered which is not presented in writing at Step II
within twenty (20) working days after the event or circumstances, giving rise
to the complaint, came to the attention of or should have come to the
attention of the employee, the employees concerned and/or the Union.

D.

The Arbitration Board shall be established in accordance with the applicable
sections of the Saskatchewan Employment Act.
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The Arbitration Board shall not have the authority to add or subtract from or
amend any of the provisions of this Agreement.
E.

All time limits and procedures found in the grievance and arbitration
procedures are mandatory and not merely directory. Therefore such limits
and procedures may only be extended or waived by mutual agreement of the
parties in writing.
In the absence of such agreement, the following shall apply:
1. Should the Employer fail to reply within the required time limits, the Union
shall have the right to proceed to the next step.
2. Should the Union fail to proceed to the next step within the required time
limits, the grievance shall be considered settled in accordance with the
Employer's answer to the last step, and the grievance shall be deemed to
be abandoned.
3. Suspension pending investigation is not considered discipline. If an
employee is suspended pending investigation the Employer shall render its
decision regarding discipline no later than fourteen (14) calendar days
from the date of the suspension, except as otherwise agreed between the
Employer and the Union. Where the suspension is without pay and
investigations reveal that no discipline is warranted or that the discipline is
less than the time spent on suspension the employee shall be paid for
time lost and be made while in all respects.

ARTICLE 8 – LEAVE OF ABSENCE
A.

Union Leave
1. Subject to normal Employer operations, employees selected in connection
with the affairs of the Union, upon giving not less than one (1) week
written notice, shall be granted leave of absence with pay, not to exceed
two (2) weeks. SEIU will be billed for the balance of the wages and
benefits. Where relief employees are available or the employee can be
relieved from duty, later requests will be given consideration. The Town
reserves the right to limit the number of employees on leave to two (2).
2. Employees who have completed at least one (1) year of service and who
are selected for a full time elected or staff position with the Union, may be
granted a leave of absence, without pay, for a period of up to, but not
exceeding one (1) year. Application for such leave of absence must be
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made not less than thirty (30) days prior to commencement of same. The
number of employees granted leave of absence for this purpose shall not
exceed one (1) at any time. The employee's seniority shall accumulate
during the period of leave.
3. No employee shall suffer any loss of pay due to time spent in contract
negotiations.
B.

General Leave
Subject to operational requirements employees shall be granted unpaid
leave of absence up to one (1) month upon one (1) week written notice.
Extension of leave may be granted by the Employer. Employees shall not
accrue seniority after the first thirty (30) calendar days of any unpaid
leave.

C.

Bereavement Leave
1. An Employee shall be granted up to five (5) days leave with pay in the
event of a life-threatening illness, serious injury, or death of a spouse,
brother, sister, parent, former guardian, fiancé, grandparent, child,
grandchild, aunt, uncle or common-law equivalent of the foregoing.
2. An employee shall be granted up to one (1) day leave with pay in the
event of the death of a mother-in-law, father-in-law, sister-in-law, son-inlaw, daughter-in-law, grand-parent-in-law, niece, or nephew.
3. An employee shall be granted up to two (2) days per year to attend to
bereavement responsibilities. Such leave may be taken continuously with
the leave provided in (2) above.
4. Where an employee is required to travel over five hundred (500)
kilometers one way to attend the funeral or memorial service the
employee shall receive up to one (1) additional days leave with pay. Such
leave shall be continuous with the leave provided in (1) or (2) above.

D.

Jury Duty
When an employee is subpoenaed for jury duty or as a court witness,
such employee shall not suffer any loss of salary or wages while at the
disposal of the court.
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Time spent by an employee required to serve as a court witness in any
matter arising out of employment shall be considered as time worked at the
regular rate of pay.
The Town of Herbert shall grant leave of absence with pay to an employee
who is required to appear or serve as a juror in any court. The employee will
present proof of service and the amount of pay received. Time spent by an
employee required to appear or serve as a court witness in any matter arising
out of an employee’s employment shall be considered as time worked and
shall be paid at the employee’s appropriate rate of pay. During this period
the employee’s benefits will be continued.
Any remuneration received by the employee, up to the normal rate of pay,
shall be reimbursed to the Town of Herbert.
E.

Maternity, Paternity and Adoption Leave
Shall be granted on the basis of provisions in The Saskatchewan Employment

Act.
F.

Pressing Necessity
An employee shall be granted a leave without pay for pressing necessities.
Pressing necessity shall be defined as any circumstance of a sudden or
unusual occurrence which could not reasonably have been foreseen by the
employee through the exercise of ordinary judgement and which requires the
immediate attention of the employee. Proof of event may be requested by
the employer.
Pressing necessity leave shall not exceed two (2) days per occurrence. For
the purposes of Pressing Necessity the employee may also have the right to
access unpaid leave of absence, vacation time, Statutory Holiday leave or
earned time off.

ARTICLE 9 – SENIORITY
A.

Seniority shall be defined as the length of service of an employee since their
last date of hiring.

B.

All full-time employees shall accumulate seniority on a monthly basis.
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C.

Newly hired employees shall be on probation for a period of six (6) months
from the date of hiring. During the probationary period, employees shall be
entitled to all rights and benefits of this Agreement, except with respect to
discharge only for reasons of general unsuitability. The Union shall be
notified, in writing, of all such dismissals within a reasonable time period.
After completion of the probationary period, seniority shall be effective from
the last date of employment. Part-time employees not receiving six (6)
months work in nine (9) months of employment shall, at the completion of
nine (9) months have been deemed to have completed their probationary
period and shall be placed on the seniority list and credited with seniority
back to the last date of hiring and credited for the time worked. Such
employee(s) will be given the opportunity to join the benefits plans.

D.

Employees will lose their seniority if:
1. They are discharged for cause and not reinstated;
2. They resign and do not withdraw such resignation within three (3) days;
3. They are laid off and requested to return to work by verified notice to the
last known address, and fail to notify the employer within four (4) days of
their intention to return to work within fourteen (14) days of the request;
4. They are laid off due to lack of work for a period of twelve (12) months.
5. They have been continually absent from work due to accident or sickness
for a period of two (2) years and one hundred and ninety-six (196) days
unless the employee is receiving benefits under the Workers’
Compensation Act and/or Disability Income Plan and/or Income
Replacement via the Automobile Accident Insurance Act.,

E.

The Employer will prepare a seniority list and revise it as required. The
seniority list will be posted on January 1st of each year and will be corrected
on proof of error. A copy of such list will be sent to the Union.

ARTICLE 10 – ORGANIZATIONAL CHANGE AND/OR REORGANIZATION WORK
The parties agree that where there is pending organizational change and/or
the reorganization of work, the Employer shall engage in meaningful
consultation with the SEIU-West Union Representative in advance of the
decision-making stage.
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ARTICLE 11 – LAY-OFF AND RE-EMPLOYMENT
A. Definition of Lay-Off
A lay-off shall be defined as a reduction of the work force or a reduction of the
guaranteed hours of work for any permanent full-time or part-time employee.
Lay-off does not apply to casual employees. A casual employee shall be
defined as an employee who has no guaranteed hours and works on a call in
basis only.
B. In case of layoff, senior employees will be retained provided that they possess
the required qualifications and the ability to perform the remaining work.
C. Recall of employees will be in accordance with seniority, provided that they
possess the required qualifications and the ability to perform the work.
D. Except for just cause other than shortage of work, the employer shall not
discharge or lay off an employee who has been in his service for at least three
continuous months without giving that employee at least;
1. one weeks' written notice, if his period of employment is less than one
year;
2. two weeks' written notice, if his period of employment is one year or
more but less than three years;
3. four weeks' written notice, if his period of employment is three years or
more but less than five years;
4. six week's written notice, if his period of employment is five years or
more but less than 10 years;
5. eight weeks' written notice, if his period of employment is 10 years or
more.
E.

Employees called in for specific periods of time or for specific jobs will be
deemed to have notice and clause (1) will not apply.

F.

When laid off employees are recalled for short periods of employment, and
they advise Management that they are unable to report for the period
required, the Management may hire employees under clause F. (2). This will
not alter the right of the employee to recall by seniority for future call-back.
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ARTICLE 12 – VACANCIES AND NEW CLASSIFICATIONS
A.

Rates of pay applicable thereto, for a new position or reclassification of an
existing position, shall be subject to negotiation, then filled in accordance
with this Article. The employer shall provide the union with copies of all
current Job Descriptions.

B.

Where vacancies are to be filled or a new position has been created, such
vacancy or new position will be posted for four (4) calendar days, so
employees may apply. A copy of the posting will be sent to the Union. If a
vacancy is not filled, the Union will be so advised within a reasonable time.

C.
1. Posted vacancies and new positions will be filled by the most senior
employee applying provided that the employee possesses the required
qualifications and the ability to perform the work.
2. Management may fill such vacancies or new positions on a temporary basis
until the posting, advertising and selection is completed, which will not
exceed twenty-five (25) working days.
D.

Employees reclassified, transferred or promoted shall be considered on trial
for the first sixty (60) days and during such trial period, the employee may
be returned to the position formerly held without loss of seniority and at the
former rate of pay.

ARTICLE 13 – ANNUAL VACATION
13.01 The vacation year shall mean the twelve month period commencing on the
first (1st) day of January in each calendar year and concluding on the
thirty-first (31st) day of December in that year. The vacation days earned
from the first (1st) day of January to the thirty-first (31st) day of
December of any year shall be granted as vacation time in the following
year.
13.02 All full-time employees shall receive vacation with pay as follows:
1. During the first (1st) and subsequent years, including the sixth (6th)
year of continuous employment, each employee shall earn fifteen (15)
days at the rate of one and one-quarter (1 ¼) days per month worked.
2. During the seventh (7th) and subsequent years, including the fifteenth
12

(15th) year of continuous employment, each employee shall earn twenty
(20) days at the rate of one and two-thirds (1 2/3) days per month
worked.
3. During the sixteenth (16th) and subsequent years, including the twenty
seventh (27th) year of continuous employment, each employee shall
earn twenty-five (25) days at the rate of two and one-twelfth (2 1/12)
days per month worked.
4. During the twenty eighth (28th) and subsequent years of continuous
employment, each employee shall earn thirty (30) days at the rate of
two and one-half (2 ½) days per month worked.
13.03 When a statutory holiday occurs during an employee's vacation, the
employee shall receive an extra day's pay or day off in lieu of such
statutory holiday.
13.04 Insofar as the regular operation of the Town will permit, vacations will be
granted for the time requested by the employee with a notice of at least
three (3) weeks. When more than one employee requests the same
vacation period, the choice will be determined in accordance with seniority.
13.05 An employee will be paid his regular rate of earnings for annual vacation or
3/52, 1/13, 5/52, or 6/52 respectively of his earnings, whichever is
greater.
13.06 Vacation for Part Time Employees
Part time employees shall earn vacation pay on a prorated basis. Part time
employee shall have vacation pay paid out on each pay cheque as earned.
13.06 Unbroken Vacation Period
An employee shall be entitled to take up to two (2) weeks of their vacation
in an unbroken period unless otherwise mutually agreed upon by the
employee and the Employer.
13.07 Call-Back from Vacation Leave
Employee(s) called back to work from his/her vacation leave shall be
compensated at the rate of one and one half (1 ½) times his regular rate
of pay for all hours so worked. The employee shall also have the day(s) of
vacation leave lost due to the call back reinstated for his/her future use.
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ARTICLE 14 – PUBLIC HOLIDAYS
A. The Town agrees to recognize the following days as paid holidays including
any other days duly legislated as statutory holidays by the Provincial
Government:
New Year’s Day
Family Day
Good Friday
Victoria Day
Canada Day
Saskatchewan Day

Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day

B. In addition to any pay entitlement under (A) above, any full time employee
required to work on any of the above mentioned holidays shall be paid at the
rate of time and one-half (1½) for all hours worked and be granted one day
off with pay in lieu of the statutory holiday worked to be taken at a time
mutually agreed between employee and employer.
C. Employees who are absent from work for any of the following reasons, shall
not be entitled to pay for holidays or sick pay which occur during their
absence:
1. While on approved leave of absence without pay;
2. While in receipt of Workers' Compensation Benefits;
3. While on lay off;
4. While under warranted suspension from work.
D. Employees other than regular full-time employees shall be paid for statutory
holidays and for time worked on statutory holidays in accordance with
Saskatchewan Employment Act.
ARTICLE 15 – HOURS OF WORK
The provisions of this Article are intended to define normal hours of work and shall
not be construed as a guarantee of hours of work per day or per week or of days
of work per week.
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A.

All employees shall have a master rotation that contains the employees
guaranteed hours.

B.

The employer shall notify the Union at least fourteen (14) days in advance of
a change to the master rotation.

C.

Employees shall receive no less than two weekends off per month. Employees
scheduled to work three (3) weekends or more in a month shall be paid at
the rate of one and one-half times (1 ½ X) for all hours so worked.

D.

The hours of work shall be eight (8) hours per day exclusive of meal time for
forty (40) hours per week.

E.

Overtime Provisions
1. Overtime will be paid after eight (8) hours per day or forty (40) hours per
week at a rate of time and one half (1.5) for any overtime hours per day.
Overtime must be assigned by the immediate supervisor.
2. An employee shall have the option to bank time off in lieu of overtime
pay. This accumulated time shall be taken at a time mutually agreeable to
the employee and the employer. The accumulated time in lieu shall not
exceed forty (40) hours per year. Any bank time may be paid out in a
lump sum, upon mutual agreement between the employee and employer.

F.

Rest Periods
Employees shall be granted two (2) rest periods, of fifteen (15) minutes
duration, one in the forenoon and one in the afternoon, at times to be
determined by the Town. Such rest periods shall be arranged approximately
midway in the morning and afternoon shifts of each employee.

G.

Shift Trades
Employees shall notify the employer of shift trades in writing at least two
days in advance of the actual shift being worked. The shift(s) so traded must
be between qualified employees who have the ability to perform the work.
Shift trades shall not be subject to the overtime provisions.

H.

Minimum Call
An employees minimum call shall be three hours at the employees rate of
pay.
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I.

Call-Back
1. An employee who is called back to work after completing their regular
work day shall be paid a minimum of three (3) hours pay at the rate of
time and one half (1½ x) for each call-back.
2. Employees called out in the one (1) hour period immediately preceding
their normal starting time shall be paid a minimum of one (1) hour only at
the overtime rate.

J.

Call-Back while on Standby/Water Plant Checks
1. An employee who is called back to work after completing their regular
work day shall be paid a minimum of three (3) hours pay at the rate of
time and one half (1½ x) for each call-back.
2. Employees called out in the one (1) hour period immediately preceding
their normal starting time shall be paid a minimum of one (1) hour only at
the overtime rate.
3. Employees called out more than once during the specified call-out period
shall not receive further overtime until the specified call-out period has
elapsed.

K.

Standby/Water Plant Checks
1. Employees will have standby rotated equally and evenly as possible.
2. Employees may trade weekend standby with other employees with no
cost to the employer.
3. Employees have to respond within one half (1/2) hour to all standby.
4. Employees assigned to standby will be paid as follows:
Regular Day/Weekend $1.75/hour
Statutory Holidays
$2.50/hour
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L.

Telephone Consultation
An employee not on Standby assignment, who after leaving work, receives a
work-related telephone call, to provide off-site assistance and which does not
involve a return to the workplace shall be paid for one-half (1/2) hour at the
regular rate of pay.

ARTICLE 16 – BENEFITS
A.

Group Benefits
The Saskatchewan Urban Municipalities Association Group Benefits Program
shall be in effect for all full-time employees, part-time employees and
seasonal employees during the term of this Agreement and the benefits
provided to eligible employees by the said program shall be:
1. Basic Life Insurance (Plan A) 1.5 x times annual earnings;
2. Accidental Death and Dismemberment (Plan A) 1.5 x times annual
earnings;
3. Extended Health Care (Plan B);
4. Pay-Direct Drugs (Plan B);
5. Vision Care $500/person/24mths;
6. Dental Care (Plan B);
7. Short Term Disability (Plan A); and
8. Long Term Disability (Plan C).
The premium costs of the benefit program shall be 50% paid by the Town
and the employee paying 50% of the premium cost.

B.

Employees who are required to wear safety boots in the performance of their
duties shall be reimbursed up to two hundred dollars ($200.00) every year,
upon proof of purchase, for CSA approved safety boots.

C.

Cell phones will be subsidized at the rate of forty-five dollars ($45) per
month. Existing cell phone payment arrangements will be maintained.
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D.

A town work truck is to be provided to an employee on standby/water plant
check. The truck is to be taken home each night the employee is on
standby/water plant check and returned to the shop area once the stand by
shift has come to an end.

ARTICLE 17 – SICK LEAVE
17.01

Leave

A.

Sick Leave is defined as the period of time an employee is absent from work
with pay by virtue of being sick or disabled or because of an accident for
which compensation is not payable under The Workers’ Compensation Act, or
The Automobile Accident Insurance Act.

B.

Medical Appointments
Where medical or specialist appointments cannot be made outside of daily
hours of work, a claim may be made against the Sick Leave Entitlement
identified in Article 17.02 (Entitlement) to a maximum of five (5) working
days per year as applicable. Where the operation requirements of the
Employer permit, the employees may use this entitlement on an hourly basis.
If a family member as defined in Article 8. C., (1) and (2) is ill and requires
the attention of the employee the employee shall be entitled to this benefit.

17.02

Entitlement
After thirty (30) worked days of employment with the Town and prorated for part-time employees:
The Town shall grant sick leave with pay at the rate of one and onequarter (1 1/4) days per month to a maximum of eighteen (15) working
days per year and the sick leave shall accrue to the employee’s credit, to
a maximum accumulation of twenty (20) working days at a time.

17.03

Accumulation Notification
All employees shall be advised of their sick leave accumulation in
the first pay cheque in September of each year.
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ARTICLE 18 – UNION BULLETIN BOARD
The employer shall provide bulletin boards which shall be placed so that all
employees shall have ready access to them and upon which the Union shall have
the right to post notices of meetings and notices that may be of interest to the
employees.
ARTICLE 19 – PENSION PLAN
A.

All members of the bargaining unit shall be enrolled in MEPP on the date of
hire.

B.

Potential hours or pensionable service shall be defined by the full-time hours,
for each occupational group, in the collective agreement.

ARTICLE 20 – OCCUPATIONAL HEALTH AND SAFETY
A.

The parties recognize the importance of occupational health and safety in the
work place. The employee has the full protection of Part III of the
Saskatchewan Employment Act, Occupational Health and Safety, including
the right to refuse work if the employee has reasonable grounds to believe it
unusually dangerous.
The employee will have access to information that may impact on the health
and safety of the employee and others, and has the duty to conduct
him/herself in a safe and responsible manner at work.

B.

A joint Occupational Health and Safety Committee shall be established as
required by The Saskatchewan Employment Act, Part III – Occupational
Health and Safety and Regulations.
The Employer shall ensure that all co-chairpersons of the committee receive
training respecting their duties and functions of a committee.
The local Union shall determine the employee/worker representatives on the
Occupational Health and Safety Committee.
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ARTICLE 21 – HARASSMENT
The Board and the Union agree that harassment in the workplace is not acceptable
and agree to work in accordance with PART 3 (Occupational Health and Safety) of
The Saskatchewan Employment Act, and together work towards elimination of the
incidence and casual factors of harassment.
The Board and Union recognize the right of employees to work in an environment
free from harassment and will work jointly to achieve that goal. The Board shall
have in place a harassment policy which shall be reviewed regularly and revised as
deemed appropriate.
A.

Definition of Harassment
Harassment means any inappropriate conduct, comment, display, action or
gesture by a person:
1.

That either:
a) Is based on race, creed, religion, colour, sex, sexual orientation,
martial status, family status, disability, physical size or weight, age,
nationality, ancestry or place of origin; or
b) Subject to B and C below, adversely affects the worker’s
psychological or physical well-being and that the person knows or
ought reasonably to know would cause a worker to be humiliated or
intimidated; and

2.
B.

C.

That constitutes a threat to the health or safety of the worker.

To constitute harassment for the purposes of this Article
1.

Repeated conduct, comments, displays, actions or gestures must be
established; or

2.

A single, serious occurrence of conduct, a single, serious comment,
display, action or gesture that has a lasting harmful effect on the work
must be established.

Harassment does not include any reasonable action that is taken by the
Board relating to the management and direction of the Board’s workers or the
place of employment.
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D.

The Board and the Union agree that an employee shall not be disciplined or
suffer any adverse consequences as a result of having submitted either a
verbal or written complaint in good faith.

E.

Where it has been determined that the complaint, either
verbally or in writing, has been a willful attempt to discriminate or injure the
reputation of the alleged harasser the employee will be subject to the
disciplinary process for those actions.

ARTICLE 22 – CLASSIFICATION, RATE OF PAY AND DUTIES
The classification and rate of pay in Schedule “A” will be applicable during the term
of this Agreement.
ARTICLE 23 – PROGRESSIVE DISCIPLINE
A.

No employee shall be disciplined or discharged without just cause. The
Employer agrees to use a reasonable and timely process of progressive
discipline.

B.

The Steps of Progressive Discipline
The parties to the Agreement recognize the usual steps of progressive
discipline are:
1.

Verbal warning;

2.

Written reprimand;

3.

Suspension;

4.

Termination.

It is understood that normal progression may be altered by the severity of
the offence.
C.

When the Employer deems that an employee’s conduct or performance is
cause for discipline the Employer shall provide the employee and the SEIUWest Union Representative reasonable notice of investigative and disciplinary
meetings. The notice shall include the general nature of the concern and
notice of the employee’s right to have union representation at the meeting
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and of the general nature of the issue to be addressed. The employee and/or
the Union are responsible to ensure union representation is present.
Reasonable time and consideration shall be given to the availability of all
parties when scheduling meetings.
D.

Where an employee is disciplined or discharged, the employee shall be
provided in writing with the reason(s) for such discipline or discharge
immediately following the action. The employee shall, in writing,
acknowledge receipt of such advice, within seven (7) working days of the
date of the notice. Such notice and reply shall form a part of the employee's
personnel file.

E.

Access to Personnel File
The Employer shall allow an employee a supervised review of their personnel
file (excluding employment references) provided they make prior
arrangements with their immediate Supervisor. Any errors or inaccuracies on
an employee’s file shall be removed immediately upon the request of the
employee.
A document placed in an employee’s file pursuant to a verbal or written
warning will, at the employee’s request, be removed from the file after two
(2) years unless there has been a repeat incident of the conduct that caused
the original concern or where there are other disciplinary documents of equal
or greater severity, of the same nature, placed in the employee’s file within
the two (2) years.
A document placed in an employee’s file pursuant to a disciplinary suspension
shall, at the employee’s request, be removed after three (3) years, except
where there are other disciplinary documents of equal or greater severity, of
the same nature, placed on the employee’s file within the three (3) years.

ARTICLE 24 – STATUS DURING AND AFTER DISABILITY
When and employee is disabled and receiving Disability Income Benefits or
other income replacement from a 3rd party insurer the employee’s position
will not be posted permanently for the first two (2) years and one hundred
and ninety six (196) consecutive calendar days.
If the employee is unable to return to work following the first two (2) years
and one hundred and ninety five (195) calendar days the position vacated by
the employee will be posted and filled on a permanent basis, depending on
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operational requirements. The Employer, Employee, and the Union will
review the employee’s qualifications and abilities including restrictions in
accordance with Article 22, Return to Work and Duty to Accommodate.
Where no job is immediately available the employee will be place on LOA and
shall have access to the provisions of the benefits plan according to the terms
of the plan
Years of service for the purposes of pension benefits will continue to accrue
during disability as though the employee were still fully employed.
ARTICLE 25 – RETURN TO WORK AND DUTY TO ACCOMMODATE
A. The Employer agrees to make every reasonable effort, short of undue
hardship, to provide suitable modified or alternate employment to employees
who are temporarily or permanently unable to return to their regular duties
as a consequence of an occupational or non-occupational disability, or as a
consequence of limitations as a result of illness or injury or who otherwise
require accommodation as set out in the Saskatchewan Human Rights Code,
the Saskatchewan Human Rights Code – Regulations, and The
Saskatchewan Employment Act.
Accommodation of employees within the workplace is a shared responsibility
between the Employer, the Union and the employee. All parties shall work
cooperatively to foster an atmosphere conducive to accommodation.
B. Employee Wages, Benefits and Seniority
The Return to Work or Duty to Accommodate program must be organized so
that it is not discriminatory with regard to an employee’s disability or
limitations resulting from an illness or injury. When placing an employee in
accordance with Article 23 d) consideration shall be given to the employee’s
wages, benefits and seniority accrual.
C. Medical Information
It will be the responsibility of the employee returning to work to provide the
Employer with initial medical evidence of the limitations associated with the
disability, injury or illness. The Employer shall not contact the employee’s
physician without the employee’s written consent.
D. Employees who are ill or disabled and who are medically cleared to return to
work shall, where operationally possible and where medically necessary, be
offered a temporary modified return to work and/or temporary lighter duties
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in order to facilitate their return to normal duties. In such circumstances, the
Union and the Employer may mutually agree to waive or modify, on a case
by case basis, those provisions of the Collective Agreement that prohibit
such accommodation from being made including but not limited to the
waiver of a posting.
ARTICLE 26 – TRANSFERS
An employee who is transferred or requests a transfer to a lower paid classification
shall be paid the step in the lower classification commensurate with the
employees’ length of service.
ARTICLE 27 – NO STRIKE - NO LOCKOUT
A. The Union agrees that during the term of this Agreement there will be no
strike, slow down, stoppage of work or any withdrawal of normally provided
services. The Town agrees that during the term of this Agreement there will
be no lock outs.
B. In the event of a legal strike, the Union agrees to negotiate with Management
a minimum amount of service where such service is essential to the safety of
the Town residents.
ARTICLE 28 – DEFINITIONS
The terms below shall be used to refer unless the context otherwise requires the
expression:
1.

Bargaining Unit - means the unionized employees of the Town of
Herbert and its Agencies.

2.

Casual Employee - shall be an employee who works on a call-in basis
and who is not regularly scheduled.

3.

Day - any twenty-four (24) hour period when the employee is scheduled
to commence work.

4.

Employee - any person, other than a member of Council, who receives
wages or salaries from the Town of Herbert or its Agencies.
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5.

Employer - is the Town of Herbert or its Agencies.

6.

Permanent Employee - means where the words permanent employee(s)
appear in the collective agreement, it includes the following two (2)
definitions, unless specifically stated otherwise.

7.

Permanent Full-Time Employee - means an employee in a permanent
full-time position who has successfully completed an initial probationary
period; and who is regularly scheduled to work the normal hours defined
in Article 13.

8.

Permanent Part-Time Employee - means an employee in an ongoing less
than full time position who has successfully completed an initial
probationary period; and who is regularly scheduled to work less than
the normal hours as defined in Article 13.

9.

Temporary Employee - means an employee in a position whose service
is for a limited time period nature.

10. Use of Gender - this agreement shall be construed as referring to the
masculine or feminine gender or the singular plural noun as the context
may require.
11. Transfer - a transfer shall be defined as the movement of an employee
from one (1) position to another position with the same rate of pay.
12. Demotion - a demotion shall be defined as the movement of an
employee from one (1) classification to another classification having a
lower rate of pay.
13. Promotion - a promotion shall be defined as the movement of an
employee from one (1) classification to another classification having a
higher rate of pay.
14. Union - refers to Service Employees International Union – SEIU-West.
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SCHEDULE “A”
Classification
Office Assistant
Start
1040 hrs
2080 hrs
4160 hrs
6240 hrs
Classification
Financial Officer
Start
1040 hrs
2080 hrs
4160 hrs
6240 hrs
Classification
Rink Manager
Start
1040 hrs
2080 hrs
4160 hrs
6240 hrs

$ 15.75
$ 16.00
$ 16.75
$ 17.50
$ 19.38

2.0%
2.0%
1.5%
1/1/2019 1/1/2020 1/1/2021
$ 16.07 $ 16.31 $ 16.55
$ 16.32 $ 16.56 $ 16.81
$ 17.09 $ 17.34 $ 17.60
$ 17.85 $ 18.12 $ 18.39
$ 19.77 $ 20.06 $ 20.37

$ 18.50
$ 18.75
$ 19.50
$ 20.25
$ 23.46

2.0%
2.0%
1.5%
1/1/2019 1/1/2020 1/1/2021
$ 18.87 $ 19.15 $ 19.44
$ 19.13 $ 19.41 $ 19.70
$ 19.89 $ 20.19 $ 20.49
$ 20.66 $ 20.96 $ 21.28
$ 23.93 $ 24.29 $ 24.65

$ 20.00
$ 20.50
$ 21.00
$ 21.75
$ 24.52

2.0%
2.0%
1.5%
1/1/2019 1/1/2020 1/1/2021
$ 20.40 $ 20.71 $ 21.02
$ 20.91 $ 21.22 $ 21.54
$ 21.42 $ 21.74 $ 22.07
$ 22.19 $ 22.52 $ 22.86
$ 25.01 $ 25.39 $ 25.77
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Classification
Water Plant Operator
Start
1040 hrs
2080 hrs
4160 hrs
6240 hrs
Classification
Assistant Foreman
Start
1040 hrs
2080 hrs
4160 hrs
6240 hrs
Classification
General Labourer
Start
1040 hrs
2080 hrs
4160 hrs
6240 hrs

$ 20.00
$ 20.50
$ 21.00
$ 21.75
$ 24.52

2.0%
2.0%
1.5%
1/1/2019 1/1/2020 1/1/2021
$ 20.40 $ 20.71 $ 21.02
$ 20.91 $ 21.22 $ 21.54
$ 21.42 $ 21.74 $ 22.07
$ 22.19 $ 22.52 $ 22.86
$ 25.01 $ 25.39 $ 25.77

$ 20.00
$ 20.50
$ 21.00
$ 21.75
$ 24.52

2.0%
2.0%
1.5%
1/1/2019 1/1/2020 1/1/2021
$ 20.40 $ 20.71 $ 21.02
$ 20.91 $ 21.22 $ 21.54
$ 21.42 $ 21.74 $ 22.07
$ 22.19 $ 22.52 $ 22.86
$ 25.01 $ 25.39 $ 25.77

$ 16.75
$ 17.00
$ 17.75
$ 18.50
$ 20.40

2.0%
2.0%
1.5%
1/1/2019 1/1/2020 1/1/2021
$ 17.09 $ 17.34 $ 17.60
$ 17.34 $ 17.60 $ 17.86
$ 18.11 $ 18.38 $ 18.65
$ 18.87 $ 19.15 $ 19.44
$ 20.81 $ 21.12 $ 21.44
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SEIU-West represents working people across Saskatchewan who work in
Healthcare, Education, Municipalities, Community Based-Organizations and
Private Sector Industries. We work to improve the lives of working people
and their families and lead the way to a more just and humane society.

The gains and protections contained in this document are the result of you and
your co-workers coming together to negotiate a Collective Agreement with your
Employer. If you know of someone who needs this kind of agreement and Union
protections in their workplace, please contact the SEIU-West Organizing Department
today at 1-888-999-SEIU (7348)

We are Stronger Together!

