
































































*25.5 Leave for End of Pregnancy 

An Employee who experiences an end of pregnancy may be eligible for unpaid leave of 
absence under section 59F of the Labour Standards Code. 

(a) An Employee whose pregnancy ends before completing nineteen (19) weeks of 
pregnancy is entitled to an unpaid leave of up to five (5) consecutive working 
days, in accordance with the Labour Standards Code. 

(b) An Employee whose pregnancy ends after completion of nineteen (19) weeks of 
pregnancy is entitled to an unpaid leave of up to sixteen (16) consecutive weeks 
in accordance with the Labour Standards Code. 

(i) An Employee who qualified for leave as outlined in Article 25.5 b) shall 
also qualify for an allowance as per Article 25.4. 

(c) An Employee who would have become the parent of the child born as a result of 
the pregnancy, and the pregnancy ends, is entitled to an unpaid leave of up to 
five (5) working days. 

Article 26 M Study Leave 

26.1 Study Leave 

(a) The Employer may grant an eligible Employee a paid leave of absence of up to 
twelve (12) months to participate in postMsecondary education study or project 
experience. Such study or project work must directly complement the Employee's 
job responsibilities at the University. 

(b) Employees are considered eligible if: 

(i) for an initial application, they have completed a minimum of five (5) years 
Service. 

(ii) for a second or subsequent application, they have completed six (6) years 
of Service since the last period of study leave. 

(c) The application should result from annual work planning within a department and 
be made not less than six (6) months prior to the start of the leave and must be in 
writing to the senior administrator responsible for the department in which the 
applicant is employed. The application must specify the course of study or project 
which will be undertaken and the period of leave which is being requested. The 
written agreement of the Manager or Supervisor must accompany the 
application. The senior manager for the area will submit a written 
recommendation for the application to the People and Culture Department. 
People and Culture will respond within four (4) weeks of the Employee's request 
to the Manager or Supervisor, who will in turn respond to the Employee with the 
Employer's decision. 

(d) Earned salary adjustments, Seniority and Service, full pension and insurance 
benefits subject to the eligibility of the plan will be maintained while an Employee 
is on study leave. 
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(e) The salary support provided for the study leave will be one hundred percent 
(100%). For one year of study leave, the Employee must commit to two (2) years 
of Service with the Employer after completion of the study leave. For periods of 
less than one year, the Employee must commit to twice the number of months of 
Service as the study leave after completion of the study leave. 

(f) At the end of the leave period, the Employee shall resume work in the same 
position they held prior to the commencement of the study leave. If the position 
no longer exists, the provisions of Article 14 shall apply. 

(g) The Employee shall, prior to receiving permission for study leave, acknowledge 
the obligation to pay back their salary to the Employer, on a pro rata basis, in the 
event that the Service requirement is not completed or in the event an Employee 
takes voluntary severance as provided in Article 14. 

Article 27 - Court Leave 

27 .1 An Employee served with a legal document requiring appearance as a witness during 
court proceedings or other hearings required by law or to serve jury duty shall be given 
leave with pay to carry out such duties. 

27 .2 The Employer may require the Employee to furnish the document which requires 
appearance as a witness or summons requiring appearance before making any payment 
under this Article. 

27.3 Notice of such leave will be submitted to the Employee's Manager or Supervisor with as 
much advance notice as possible. 

27.4 An Employee who is required by law to serve jury duty or appear as a witness in court 
proceedings shall be entitled to retain any per diem monies received as reimbursement 
for expenses incurred during the course of this service. 

Article 28 - Job Descriptions 

28.1 (a) An Employee, newly hired or appointed to a different position in the bargaining 
unit, shall receive a detailed job description within seven (7) calendar days of the 
appointment. 

(b) Detailed job descriptions shall be created in an electronic format and shall 
include the official position title, job classification if applicable, required 
qualifications, detailed nature of duties, tasks and responsibilities, percentage of 
overall time devoted to each category of duties. 

(c) Departmental Managers or Supervisors shall be responsible to create new job 
descriptions and maintain updated and accurate detailed job descriptions for 
bargaining unit positions for which they are responsible. In updating such job 
descriptions, they shall consult with the Employee in the position. The new or 
updated job description will be forwarded to the People and Culture Department. 
The Employer will provide the Union with these new or updated bargaining unit 
descriptions. 

(d) The Union will have the right to present written objection to any new or revised 
job descriptions within thirty (30) Business Days after receipt. If such objection is 
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received, the Employer agrees to review the job description. The Union will have 
the right to attend such a special meeting of review. 

(e) As part of the annual Performance Review, the Employee and the Manager or 
Supervisor will review the job description. 

(f) Job descriptions which require substantive changes as above, will then be 
automatically subject to the Hay Group Method of Job Evaluation process 
outlined in Article 29 to re-evaluate the position. 

Article 29 - Job Evaluation 

29.1 (a) The Job Evaluatfon Committee shall evaluate all newly created positions prior to 
posting in the bargaining unit and any positions with substantive changes in 
duties using the Hay Group Job Evaluation Method (HGJEM) which was used in 
the 2011/12 Job Evaluation Project and in accordance with this Article. The 
Committee may also make recommendations to the Union and Employer 
regarding the job evaluation process and the HGJEM. 

(b) The Job Evaluation Committee shall consist of two (2) members of the Local and 
the Union's Employee Relations Officer and four (4) Employer representatives, 
one of which shall act as Voting Chair. The Employer will ensure new members 
and members' alternates to the Committee are trained by the Hay Group on the 
HGJEM system at the Employer's expense. 

(c) Employees serving on the Job Evaluation Committee shall receive time release 
from regularly scheduled work to attend the committee meetings subject to 
operational requirements and shall continue to be regularly compensated. 

(d) Members of the Job Evaluation Committee shall have access to the job 
descriptions, job rationale rating sheets, and the factor and total point scores of 
all bargaining unit positions evaluated using the HGJEM system. 

29.2 The Union may require that a position be evaluated if they feel there have been 
substantive changes to an Employee's job duties or responsibilities. The Union will 
advise the Director of People and Culture in writing. 

29.3 (a) Members of the Job Evaluation Committee shall be provided with necessary 
documentation five (5) Business Days before a meeting is scheduled to evaluate 
the position. The Job Evaluation Committee may contact or request the 
presence of the Manager or Supervisor of the position and/or the Employee in 
the position, and/or may request further information to assist the Committee in its 
work. 

(b) The Job Evaluation Committee shall evaluate the position within two (2) calendar 
months after receipt of the request for job evaluation. 

(c) The Job Evaluation Committee shall try to reach consensus on a job evaluation 
rating of a position. However, should a vote be necessary and the Chairperson 
has cast the deciding vote, and either the Union or the Employer finds the Chair 
decision not acceptable, they may refer the matter to the job evaluation appeal 
process. 
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(d) The Unton, the Employee and Manager or Supervisor shall be notified and 
provided reasons in writing of the outcome of the job evaluation within five (5) 
Business Days of the committee's decision. 

Job Evaluation Appeals Process 

29 4 (a) Results of a review may be appealed to the Joint Job Evaluation Committee 
(JJEC) within twenty (20) working days of the receipt of the evaluation result. 

(b) Level 1 Appeal: A completed Job Evaluation Appeals Form shall be forwarded to 
People and Culture within twenty (20) working days of the receipt of the 
evaluation results. The chair of the JJEC may request additional information to 
aid in the evaluation. The JJEC may require an Employee and Department Head 
to appear before it, to present and/or clarify materials received from People and 
Culture. 

(c) 

29 5 (a) 

In the case that the agreement cannot be reached within the JJEC at the Level 1 
Appeal level , it will proceed to a Level 2 Appeal. 

Level 2 Appeal: 

(i) A Hay consultant familiar with evaluating university positions shall hear all 
Level 2 appeals. The parties agree that the Consultant will be objective 
and impartial when rendering their decision. 

(ii) The Consultant will receive all relevant documentation from the JJEC and 
have access to all relevant information on job evaluations of bargaining 
unit positions. The Hay consultant may contact the Chair and the 
Employee Relations Officer to review the reasons why the committee 
could not reach consensus before rendering their decision. The 
consultant may also contact the Manager or Supervisor and/or Employee 
for information concerning the position 

(iii) The consultant shall render their final and binding decision within twenty 
(20) Business Days from the date of the request for appeal to advise the 
Director of People and Culture of their decision. The Director of People 
and Culture will, within five (5) Business Days of the consultant's 
decision, advise the Employee, the Manager or Supervisor and the Union. 

Where a job evaluation results in a higher hourly paid classification for the 
position, the Employee shall be placed on the next highest band of the new 
salary scale effective from the date the updated job description was received by 
People and Culture. 

{b) Where job evaluation results in a lower hourly paid classification, the 
classification and salary band for the position shall be effective the date of the 
Job Evaluation Committee's decision, or the appeal decision, whichever is later. 
However, the incumbent Employee's salary shall be maintained until the salary 
band matches or exceeds the incumbent's salary. 

29.6 The time limits set out in this article may be amended by the agreement of the Parties. 
Such agreement will not be unreasonably withheld. 
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Article 30 - Health and Safety 

30.1 The safety of its Employees/members is a primary concern of the Employer and the 
Union. In accordance with the Occupational Health and Safety Act of Nova Scotia, the 
bargaining unit shall have representation on the Joint Occupational Health and Safety 
Committee. The bargaining unit shall designate a member to be their representative on 
the Committee. 

30.2 Where personal protective equipment (PPE) is required for Employees to perform their 
work in a safe and healthy manner, such PPE shall be provided by the Employer. 

Article 31 - Temporary Assignment Pay 

31.1 An Employee temporarily assigned to perform a job in a classification in a higher pay 
band than their own, for a period of more than three (3) consecutive Working Days, will 
be paid 10% above the Employee's hourly rate of pay or step 1 of the higher 
classification, whichever is greater for the period of assignment. In no case shall the 
Employee be paid more than the top step of the higher classification. An Employee may 
refuse to accept a temporary assignment. 

31.2 When an Employee is temporarily assigned to perform work in a classification paying a 
lower rate, the Employee shall be paid at their regular rate. 

Article 32 - Voluntary Resignation 

32.1 An Employee must provide fourteen (14) calendar days written notice to resign. Vacation 
entitlement and/or planned vacation may not constitute any part of the notice 
requirement, unless mutually agreed upon by the Employee and the Manager or 
Supervisor. 

*32.2 Exit Interview 

An Employee wishing to provide an exit interview upon resignation must contact People 
and Culture within fourteen (14) days of submitting their resignation notice. 

Article 33 - Tuition Credit 

Dependents, Partner/Spouse 

"33.1 For the purposes of this Article, the following definitions apply: 

(a) "Dependent" means the child of an Employee who is less than twenty-six (26) 
years of age and is dependent on the Employee for support. This includes: 

(i) the Employee's biological children; 

(ii) persons the Employee is adopting and/or who has adopted; 

(iii) stepchildren of the Employee; and, 

(iv) persons for whom the Employee is the legal guardian. 
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(b) "Full-time studies" means a student who is registered Full-Time as defined by the 
Nova Scotia Student Assistance Program Office. As of the date of this policy, this 
was 60% of a full course load or nine (9) credits per term (40% or six (6) credits 
per semester for students with a disability). 

*33.2 A Regular or Sessional Employee's dependent children and/or Partner/Spouse are 
eligible to receive a tuition credit equivalent to one-half (1/2) of the assessed tuition (less 
the Nova Scotia Tuition Bursary). This tuition credit only applies to those Dependents 
and/or partner/Spouse who are in good academic standing for their first undergraduate 
degree, not including a Bachelor of Education. All other fees remain the responsibility of 
the Dependent and/or Partner/Spouse. The number of credit hours eligible for tuition 
credit will not exceed the minimum required for the student's degree program. 

Qualification for tuition credits extends to the dependents and spouses of Employees 
who are on LTD, are deceased with at least fifteen (15) years of service or retired after a 
minimum of twenty-five (25) years of service. 

*33.3 Should an Employee's employment with the Employer terminate following the start of an 
academic term, the Dependent and/or Partner/Spouse will be permitted to retain the 
tuition credit for the remainder of that academic term. 

Employees 

*33.4 
(a) A Regular or Sessional Employee is eligible to receive full tuition credit (less the 

Nova Scotia Tuition Bursary) for any credit course at the undergraduate or 
Master's level) whether lt is job related or not to a maximum of twelve (12) credits 
during the period September 1 to August 31. All other fees remain the 
responsibility of the Employee. 

(b) If the course(s) applied for will interfere with the Employee's regular scheduled 
work week, Manager or Supervisor's and People and Culture approval is also 
required. People and Culture will advise the Employee of approval. 

(c) An Employee must commit four (4) months beyond the completion of the last 
course at the undergraduate level or twelve (12) months following the completion 
of their last Master's level program/course. 

(d) If an Employee leaves the employment of the University prior to completion of the 
required service, they shall reimburse the University for a pro-rated portion of the 
tuition credit (for undergraduate courses) or the pro-rated value of all tuition 
credits received for their program (for Master's courses). 

Article 34 - Benefit Plan 

34.1 The Employer agrees to continue the Health, Dental and Insurance plans in Group Life 
Insurance in effect at the time of signing of this Agreement. The Employer may amend 
the plans provided changes do not reduce the entitlements and benefits under the plans. 

34.2 Employees shall participate in the Benefit Plans in accordance with the eligibility 
requirements of the plans. In the eveht that spouses or common-law partners are both 
Employees of the University, both members will be enrolled in all benefits programs to 
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which they are entitled to allow for the coordination of benefits between themselves and 
for their families. 

34.3 The Employer shall continue the current arrangements for premiums. They are: 

(a) Basic Life Insurance, Basic Accident Insurance (50% Employee/50% Employer); 

(b) Long-Term Disability Insurance (100% Employee); 

(c) Group Health, Dental and Emergency Travel (100% Employer); 

(d) EFAP-- Employee and Family Assistance Plan (100% Employer); 

(e) Optional Employee and Family Accidental Death and Dismemberment Insurance 
(100% Employee); 

(f} Optional Group Life Insurance (100% Employee); 

(g) Travel Accident Insurance - University Business (100% Employer): and, 

(h) Emergency Travel Insurance - (100% Employer). 

34.4 A Joint Union Employer Benefits Committee will be established with equal 
representation of the Union and the Employer. The Union will elect up to two (2) 
members to serve on the joint committee. The Committee will review the Benefit Plans at 
least once a year and may make recommendations to the Employer. 

34.5 (a) Employees who reach the age of fifty-five (55) and have fifteen (15) years of 
Service when they terminate their employment will be allowed to continue to 
participate in the group health plan until the age of sixty-five (65) with a cost 
share of premiums of 50% Employee and 50% Employer. The Employer will 
advise the Employee of the payment method for the Employee's contributions. 

*(b) Employees who reach the age of fifty-five (55) and have less than fifteen (15) 
years of Service when they terminate their employment will be allowed to 
continue to participate in the group health plan until the age of sixty-five provided 
the retiree incurs the cost of both the Employee and Employer premiums (100%). 
The Employer will advise the Employee of the payment method for the 
Employee's contributions. 

Article 35 - Pension Plan 

35.1 Employees are eligible for membership in the pension plan in accordance with the 
University Defined Contribution Pension Plan provisions. Eligibility for the Pension Plan 
shall be consistent with the Nova Scotia Pension Act. 

35.2 Employees contribute five percent (5%) of their annual rate of earnings. The University 
contributes an additional eight percent (8%) of their annual rate of earnings. 

Article 36 - Amendment 

36.1 It is agreed that this Agreement may be amended at any time by mutual agreement of 
both parties in writing. 
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36.2 In the event that any laws passed by the Legislature applying to the Employees covered 
by the Agreement render null and void any provisions of this Agreement, the remaining 
provisions of the Agreement shall remain in effect for the term of this Agreement. 

*Article 37 - Salaries & Pay 

*37 .1 The following wage increases shall be implemented for each of the salary band step 
levels in Appendix "A" as follows: 

July 1, 2023: 3.0% 
July 1, 2024: 3.0% 
July 1, 2025: 3.0% 

37 .2 Employees will be paid every second Friday by automatic deposit into the Employee's 
bank account. A statement of the deposit will be available online through an Electronic 
Pay Statement. 

37.3 New Hires and Appointments 

(a) The rate of compensation of a person upon appointment to a position shall not be 
less than Step 1 of the salary band for the position to which they are appointed. 

(b) Upon mutual agreement with the Union, the Employer may hire a person at a higher 
step to a maximum of Step 5. 

(c) Tl1e rate of compensation of an Employee upon appointment to a position in a higher 
salary band shall be either Step 1 or a higher step of the new classification, 
whichever provides for a percentage increase that is at least equal to the percentage 
increase between steps in the salary band. 

(d) lhe rate of compensation of an Employee upon appointment to a position may be at 
a rate higher than that designated in Article 37 .3 (c) but not greater than the top step 
of the salary band, if the Employer and the Union agree that such higher rate is 
necessary to effect the promotion of a qualified person to the position. 

(e} The rate of compensation of an Employee upon appointment to a position in the 
Employee's same salary band shall not change. The appointment shall not disentitle 
the Employee to any entitlement under Article 37.4. 

*(f) The rate of compensation of an Employee on voluntary transfer into a position in a 
lower salary band will be the step of the new salary band closest to their prior rate of 
pay but in no case higher than Step 10 of the new band. 

37.4 Movement through Salary Band Steps 

On July 1st of each year, an Employee shall progress to the next step of the salary band 
of their position unless: 

(a) The Employee has not completed their probationary period by July 1st
, or 

(b) The Employee was appointed to a position in a higher salary band between January 
1st and June 30th in which case the provisions of Article 37 .3 applied, or 
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(c) The Employee is at the top step or their hourly rate exceeds the top step of their 
position. 

*37.5 Market Supplements 

Current and future Employees in positions whose credentials or experience are in high 
demand may be compensated with a market supplement in addition to their normal 
wage. Market supplements will be subject to the deduction of dues. The Employer may 
offer a market supplement where: 

{a) There is a high market demand for persons with the desired credentials or 
experience; and, 

(b) Where the Employer has been, or could reasonably foreseen to be, unable to be 
successful in recruiting suitably qualified candidates by offering the usual starting 
rate for the position. 

The Union will be consulted on the terms of the market supplement including the amount 
and the effective date of implementation. A list of all Employees/positions impacted will 
be provided to the Union as part of the consultation. 

*Article 38 - Duration of Agreement 

38 1 This Agreement shall be in effect for a term beginning from July OP1
, 2023 until June 

30th
, 2026. All provisions of this agreement shall, unless otherwise stated, be effective 

from the date of ratification of this agreement. After June 30th , 2026 this agreement shall 
be automatically renewed thereafter for successive period of twelve ( 12) months unless 
either party requests the negotiation of a new agreement by giving written notice to the 
other party within the two (2) month period preceding the date of expiry of the 
Agreement. 

38.2 Negotiated changes in the coUective agreement, other than salaries which shall become 
effective on the dates specified in 38.1, are effective from the date of ratification unless 
otherwise specified and agreed to in writing. 



In witness whereof, on this / ft" day of ~· , 2024 the parties hereto have 
signed this Agreement by its respective duly a horized officers and representatives. 

NOVA SCOTIA GOVERNMENT 
& GENERAL EMPLOYEES UNION 

S dra Mullen 
resident, NSGEU 

~~~uJQ 
Sheldon MacDonald 
Bargaining Committee 

S.=~(K ~ ~1 
Bargaining Committee 

Sabrina Couch 
Bargaining Committee 

~~ Karen Grandy • 
Lead Negotiator 

BOARD OF GOVERNORS of 
St. FRANCIS XAVIER UNIVERSITY 

Andrew Hakin ~;;;r:• StFX 

Monica Foster 
Vice-President, Finance & Administration 

This agreement was signed in Mi'kma'ki, the ancestral and unceded territory of the Mi'kmaq 
People. 
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*Appendix "A" - Salary Bands 

July 1, 2023 3.00% 
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 

Band 10 $38.18 $39.04 $39.92 $40.82 $41.75 $42.67 $43.64 $44.61 $45.62 $46.65 

Band 9 $34.40 $35.17 $35.96 $36.76 $37.58 $38.44 $39.28 $40.17 $41.07 $41 .99 

Band 8 $30.76 $31.45 $32.18 $32.91 $33.64 $34.40 $35.17 $35.97 $36.78 $37.62 

Band 7 $27.12 $27.73 $28.36 $29.00 $29.66 $30.33 $31.02 $31.71 $32.43 $33.17 

Band 6· $24.93 $25.49 $26.06 $26.66 $27.26 $27.88 $28.51 $29.15 $29.81 $30.48 

Band 5 $22.71 $23.23 $23.74 $24.29 $24.83 $25.39 $25.98 $26.55 $27.15 $27.77 

Band 4 $20.21 $20.66 $21 .14 $21 .60 $22.09 $22.59 $23.10 $23.64 $24.16 $24.70 

Band 3 $18.61 $19.02 $19.46 $19.88 $20.33 $20.80 $21.26 $21 .74 $22.25 $22.73 

Band 2 $16.41 $16.78 $17.17 $17.54 $17.93 $18.34 $18.76 $19.18 $19.61 $20.05 

July 1, 2024 3.00% 
Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 

Band 10 $39.33 $40.21 $41 .12 $42.04 $43.00 $43.95 $44.95 $45.95 $46.99 $48.05 

• Banc.f 9 $35.43 $36.23 $37.04 $37.86 $38.71 $39.59 $40.46 $41 .38 $42.30 $43.25 

Band 8 $31.68 $32.39 $33.14 $33.90 $34.65 $35.43 $36.23 $37.05 $37.88 $38.74 

Band 7 $27.93 $28.56 $29.21 $29.87 $30.55 $31.24 $31.95 $32.67 $33.41 $34.16 

Band 6 $25.67 $26.26 $26.84 $27.46 $28.08 $28.72 $29.37 $30.02 $30.70 $31 .39 

Band 5 $23.39 $23.92 $24.45 $25.02 $25.58 $26.15 $26.76 $27.35 $27.97 $28.60 

Band 4 $20.81 $21 .28 $21 .77 $22.25 $22.76 $23.27 $23.80 $24.35 $24.89 $25.44 

Band 3 $19.17 $19.59 $20.04 $20.48 $20.94 $21.42 $21.90 $22.40 $22.92 $23.41 

Band 2 $16.90 $17.28 $17.69 $18.07 $18.47 $18.89 $19.32 $19.75 $20.20 $20.66 

July 1, 2025 3.00% 

Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10 

Band 10 $40.51 $41.41 $42.35 $43.30 $44.29 $45.27 $46.30 $47.33 $48.40 $49.49 

Band 9 $36.50 $37.32 $38.15 $39.00 $39.87 $40.78 $41.68 $42.62 $43.57 $44.55 
I-

Band 8 $32.63 $33.36 $34.14 $34.91 $35.69 $36.50 $37.32 $38.16 $39.02 $39.91 

Band 7 $28.77 $29.42 $30.08 $30.77 $31.47 $32.18 $32.91 $33.65 $34.41 $35.19 

Band 6 $26.44 $27.04 $27.65 $28.28 $28.92 $29.58 $30.25 $30.92 $31.62 $32.33 

Band 5 $24.09 $24.64 $25.19 $25.77 $26.35 $26.94 $27.56 $28.17 $28.80 $29.46 

Band 4 $21.44 $21 .92 $22.42 $22.91 $23.44 $23.96 $24.51 $25.08 $25.64 $26.20 

Band 3 $19.75 $20.18 $20.64 $21.09 $21 .57 $22.06 $22.55 $23.07 $23.60 $24.12 

Band 2 $17.41 $17.80 $18.22 $18.61 $19.02 $19.46 $19.90 $20.35 $20.81 $21 .28 

Note: Band 1 has been eliminated as of July 1, 2023. 
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Memorandum of Understanding (Injury on Duty Leave) 

Memorandum of Understanding 

Between 

St. Francis Xavier University 

And 

Nova Scotia Government and General Employees Union 

Injury on Duty Leave 

1. The parties agree that injury on duty shall be understood to mean any work-related 
injury arising out of and in the course of employment. An injury suffered while working 
from home is not an injury on duty. 

2. All injuries on duty must be reported to Security and the Employee's supervisor 
immediately following the injury. The Employee shall provide a signed written 
statement outlining the incident, within five (5) days of the incident. The injured 
Employee must seek medical attention as soon as possible, and provide medical 
evidence to People and Culture as deemed necessary by People and Culture to 
substantiate the claim for injury on duty leave. 

3. Prior to receiving leave for injury on duty, the parties will determine whether the 
injured Employee can continue working through the use of accommodations. If the 
injured Employee cannot be accommodated, the Employee will first use their sick 
leave for compensation of injury on duty. 

4 In the event an Employee does not have the accumulated sick leave of seventy-five 
(75) work days, the University will provide the difference to a maximum of seventy-five 
(75) days. i.e. if the Employee requires twenty (20) days leave and they have ten (10) 
earned sick days, the University would provide the difference of ten (10) days to 
ensure compensation for injury on duty. 

5. Employees must comply with the reporting requirement as outlined in number two (2) 
to be eligible for Injury on Duty leave. 

6 Such leave shall not exceed seventy-five (75) work days from the date of injury. If the 
Employee is unable to return to work, the Employee must make application to Long 
Term Disability insurance. 

7. Engagement in other remunerative employment white on leave with pay, without 
written University approval, will disqualify the Employee from further salary benefits 
under the terms of this Arttcle. 

8. For the purposes of this Article, the University may require the Employee to be 
examined by a medical practitioner agreeable to the Union and the University. Said 
medical practitioner may request a functional capacity evaluation by a qualified health 
provider or other appropriate evaluation tool to assess the Employee's fitness to 
return to work. Correspondence or communication re,ating to the request shall be 
copied to the Employee at the time of the request. The cost of such examination shall 
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be borne by the University. In the event the medical practitioner deems the Employee 
fit for work, the Employee must return to work. 

9. The University would continue to maintain benefits during the period of injury on duty 
to a maximum of seventy-five (75) days. 

*10. If an Employee who was injured on duty exhausts their paramedical and health 
benefits in pursuit of their recovery, the University will compensate the Employee for 
such treatment related to the injury as prescribed by their Health Care Provider to a 
maximum of two thousand dollars ($2,000) per year for two (2) years. 
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Memorandum of Understanding (Administrative Assistants in Academic Departments) 

Memorandum of Understanding 

Between 

St. Francis Xavier University 

And 

Nova Scotia Government and General Employees Union 

Administrative Assistants in Academic Departments 

The parties agree that the current departmental assignments for Administrative Assistants in 
Academic Departments, as listed below, are single positions. 

Accordingly: 

Any proposed change in departmental assignments for the Administrative Assistants will 
be first discussed with the impacted Employees. Employees will be asked to express 
their preference for assignments. Assignments will be made based on preference and 
Seniority. 

If any future changes to departmental assignments result in either a reduction in an 
Employee's hours of work or elimination of a position(s) the provisions of Article 14 of 
the Collective Agreement will be followed as the impacted Employees will be deemed to 
be laid-off and entitled to rights under that Article. 

The current departmental assignments are: 

A. Political Science 
Public Policy & Governance 
Mulroney Institute of Government 

B. Economics 
Women & Gender Studies 
Development Studies 

C. Sociology 
Philosophy 
Classical Studies 
Catholic Studies 

D. Psychology 
Mathematics & Statistics 
Computer Science 
Health 

E. Psychology 
Mathematics &Statistics 
Computer Science 
Health 
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F. English 
Music 

G. History 
Religious Studies 

H. Human Kinetics 

I. Earth Sciences 
Physics 
Engineering 
Chemistry 
Climate and Environment 

J. Nursing 

K. Anthropology 
Biology 
Human Nutrition 

L. Anthropology 
Biology 
Human Nutrition 

M. Modern Languages 
Art 

N. 

Celtic Studies 

Accounting and Finance 
Management 
Markebng and Enterprise 

0 Education 
Adult Education 

For the Union 

Dj{e 
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Memorandum of Understanding (Vacation Purchase Plan) 

Memorandum of Understanding 

Between 

St. Francis Xavier University 

And 

Nova Scotia Government and General Employees Union 

Vacation Purchase Plan 

The Employer currently allows Employees, on an annual basis to purchase additional vacation 
days through its Vacation Purchase Plan. The Employer intends to continue this program on an 
indefinite basis but will notify the Union no later than December 31 if the program is to be 
discontinued for the following year. 

Employees who have purchased additional vacation under the Vacation Purchase Plan are not 
eligible to carry forward additional vacation days to a subsequent year. 

~~ For the Union 

Date(/ 
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Memorandum of Understanding (Flexible Work Arrangements) 

Memorandum of Understanding 

Between 

St. Francis Xavier University 

And 

Nova Scotia Government and General Employees Union 

Flexible Work Arrangements 

No later than six (6) months following the ratification of this Agreement, the Employer will enact 
a policy on flexible work arrangements. Such Policy will provide that, where an Employee 
makes a request under the Policy and the request is denied they will be provided with the 
reason for the denial. The Employer will consult with the Union prior to enacting such a policy. 

kLMi~ For the Union 

dtoit. lf, z.ozY 
Da~ • 
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Memorandum of Understanding (Temporary Reassignment) 

Memorandum of Understanding 

between 

St. Francis Xavier University 

and 

Nova Scotia Government and General Employees Union 

Temporary Reassignment 

The Employer may, at its discretion, reassign NSGEU Employees to NSGEU positions in other 
Departments within the University on a temporary basis to: 

1. fill vacancies in newly created or vacated positions until such vacancy can be filled; or, 
2. address non-recurring workload challenges. 

The reassignment will be either full-time or part-time. In the case of a part-time reassignment, 
the Employee's home Manager or Supervisor will work with the Employee to manage their 
workload across both assignments. 

The Employee will be compensated in accordance with Article 37 for all hours worked in the 
reassigned position. 

Reassignment periods shall not exceed three (3) months per department position/work 
assignment. Reassignment periods shall not be extended. 

Members reassigned to work in a position which has a differing schedule shall be provided thirty 
(30) days notice as per Article 16.7. 

Reassignment shall be assigned fairly and equitably amongst Bargaining Unit members with the 
skills and abilities to complete the work. Preference for selection for reassignment will occur in 
the following order: 

(a) From within the Department same salary band; then, 

(b) From within the Department, other salary band; then, 

(c) From outside the Department the same salary band as the reassignment; then, 

(d) From outside the Department, other salary bands. 

An Employee wi ll not be reassigned where it would have a significant negative impact on the 
operations of the home department. Non•Bargaining Unit employees shall not be assigned to 
reassignments within the Bargaining Unit. 

An employee shall not be reassigned to backfill another reassigned employee. 

Such reassignments will not be used as a replacement for the creation of other NSGEU 
positions or to delay filling a vacancy. This language shall not result in a reduction of Bargaining 
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Unit positions. The Union will be notified of any reassignments prior to the commencement of 
the reassignment period. 

Urwi~ For the Union 

Date t 
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