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THIS AGREEMENTmadeasof the 20th day of October, 2020 A.D.

BETWEEN:

THE CITY OF WINNIPEG
(The “City”)

and

THE WINNIPEG ASSOCIATION OF

PUBLIC SERVICE OFFICERS
(The “Association”)

COLLECTIVE AGREEMENT

The masculine nouns and pronouns throughout this Agreement are used for succinctness and
refer to both females and males.

ARTICLE 1 - DEFINITIONS

1-1 Whereverusedin this Agreement, the following definitions apply:

a)

g)

“Department” meansany designated part of the administration of the City which is

under executive control of an official responsible to the Chief Administrative
Officer or a Chief Officer. [2020]

“Department Head” meansthe head of a departmentofthe City.

“Chief Administrative Officer” means the Chief Administrative Officer of the City of
Winnipeg.

“Chief Officer” means any Officer that reports directly to Council or directly
to the Chief Administrative Officer. [2020]

“Incumbent Only” means that the Employee’s salary will be fixed at their current
step in their former salary range, and theywill receivein full any general economic

wage increase negotiated between the City and the Association applied to that
step in that salary range.

“Red Circled” means that an Employee’s salary will be fixed at their current

step in their former salary range, and theywill receive one-half (12) of the amount
of any general economic wage increase negotiated between the City and the
Association, until such time as their salary is at or below the maximum of the

newrange,at which point the Employee shall receive that maximum after which
the Employeewill receive in full any general economic wage increase.

“Service meanslength of employment with the City not broken by termination of

employment, and not including the total period of any general unpaid leave of
absence that exceeds one (1) month unless said unpaid leave of absenceis
protected by legislation. [2020]

oF



h)

i)

k)

l)
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“Day” means a calendar day. [2020]

“Working Day” means a calendar day excluding Saturday and Sundayor a
calendar day designatedas a public holiday as set out in Article 6-1. [2020]

“Calendar Year” meansthe twelve (12) month year commencing January 1*
and ending December31%. [2020]

“Permanent Employee” means an Employee who holds a permanent

position in the bargaining unit and has, where applicable, completed the
probationary period set out in Article 11-1. [2020]

“Temporary Employee” means an Employee who holds a non-permanent
position and has, where applicable, completed the probationary period set

out in Article 11-1. [2020]

“Written Communication” means unless expressly stated otherwise, where

any Article herein requires notice in writing or written communication, email
will be considered satisfactory written communication or notice for such

purpose. [2020]

Wheneverthe singular is used in this Agreement, it shall be consideredasif the
plural has been used where the context of the party or parties hereto so require.
Whenevera noun,pronoun, or adjective indicating gender or sex is used,it shall
be considered to apply to and deemedto include any person regardless of gender

identity or sexual orientation. [2020]

ARTICLE 2 - APPLICATION OF THIS AGREEMENT

2-1 This Agreementshall apply to professional, administrative and supervisory Employeesof
the City of Winnipeg, and for more precision in determining the application of this

Agreement, withoutlimiting the generality of the foregoing, this Agreementshall not apply
to the following:

a)

b)

c)

qd)

e)

f)

The Chief Administrative Officer of the City of Winnipeg;

Any Employeesof the Office of the CAO;

Employeesof the Mayor’s and Councillor’s Offices;

Chief Officers and Department Heads of the City; [2020]

Managersclassified as LevelII in the current organizational structure who report
directly to a Department Head and who have Association membersreport directly

to them, and who exercise managementfunctions primarily and/or are employed

in a confidential capacity in matters relating to labour relations; [2020]

Employees of the Human Resource Planning and Services Division Staffing
Branch and Occupational Health Branch, Labour Relations and Total
Compensation Division, and Human Resource Systems and ResearchDivision of
the Human ResourceServices Department; Managerof Organizational Safety
Services; [2020]



2-2

2-3

g) Employees of the Audit Departmentof the City;

h) Departmental Human Resource Representatives;

i) Any Employees of the City covered by any current Certificates issued by the
Manitoba Labour Board;

j) Employees of the Legal Services Department;

k) Assistant Clerks (to City and Deputy City Clerk), Clerks (Executive Policy and
Standing Committees), Manager of Information, the Executive Assistant to the

Director of Public Works, the Fiscal Planning Officer (Corporate Finance).

l) The Workers Compensation Board Coordinator; [2020]

but shall include all other Employees of the City of Winnipeg.

a) (i) It is mutually agreed that should either party herein seek any alterations
to the scope of the Application of this Agreement during the life of this
Agreementsaid alterations shall be made only with the mutual consentof
both parties to this Agreement.

(ii) In the event that the parties cannot agree, the matter may be referred
to arbitration in accordance with Article 15.

In determining whether a position is in scope or out of scope, the Arbitrator is

limited to using only the samecriteria as the Manitoba Labour Board. [2017]

b) It is also understood and agreed that for any Employee other than those currently

excluded to be consideredto fall under the exclusions set out in Sub-Paragraphs
(b), (c), (f), (g), (h) and (i) of Article 2-1, that Employee must perform functions of
the kind performed by Employees covered by those exclusions as of the date of
the signing of this Agreement; and further that any transfer of any Branch,Division

or Department to any of the excluded areas set out in said Sub-Paragraphs shall
be made only with the mutual consentof both parties to this Agreement.

Within thirty (30) days of ratification of this Agreement, the City shall provide the
Association with a copy of the designated administration areas of the City which
are under executive control of an official responsible to the Office of the Chief

Administrative Officer. Hereinafter, the City shall provide the Association a copy of
any organizational changes implemented that change the designated
administrative areas. [2020]

ARTICLE 3 - BARGAINING AGENT

3-1

3-2

The City hereby recognizes the Association as the sole bargaining agent for the
Employees covered by this Agreement, as stated in Article 2 herein.

The City agrees that the members of the Executive of the Association (fifteen [15] in
number)will be allowed time off with pay for Association business. Notification of time off
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must be submitted to the Department Head in writing with as much notice as possible.
[2017]

Notwithstanding the foregoing, leave for education related Association business will only
be granted with:

a) the approval of the Department Head which shall not be unreasonably withheld;
and

b) the condition that the Association undertakes to reimburse the City for wages
whereit is necessary to replace the Employee.

ARTICLE 4 - SALARIES

The City of Winnipeg shall increase all biweekly ratesin effect as follows:

Effective July 4, 2021 - Pay Period #14 - 2021 — 0.50%
Effective January 16, 2022 - Pay Period #02 - 2022 — 0.50%
Effective August 28, 2022 - Pay Period #18 - 2022 — 1.00%
Effective January 15, 2023 - Pay Period #02 - 2023 — 0.75%
Effective August 27, 2023 - Pay Period #18 - 2023 — 1.25% [2020]

Market Adjustments

Apply an additional market adjustment for incumbents in positions that require a Professional

Engineer and wherethe professional is registered as a Professional Engineer with the APEGM.

e Two and one-half percent (2.5%) adjustment above the Employee’s regular rate as
determined by their grade and step on Schedule A1/A2. [2020]

The market adjustmentshall be applied to the base pay only and shall not be applied to any other

premiums,sick leave cash out or severance payments. The market adjustment shall be applied

biweekly and remainin effect until December 31, 2023 unless otherwise extended by agreement

or as provided for by the Letter of Understanding Re: Recruitment and Retention. [2020]

For clarity the two and one-half percent (2.5%) market adjustment will be applied to any step
increase or general wage increase received by the Employee during thelife of the Agreement.

[2020]

A1/A2 Salary Schedule

Whereas the City asserted, on the basis of a Hay Group Salary Survey Report, that certain
WAPSOtop salaries were greater than what the Report called “market”, and whereas the

Association does not agree with the Report’s methodology, assumptions, overall validity, and
findings, or the City’s interpretation of same, and whereas the Association has agreedforits

own purposes to the creation of a new Salary Schedule for Employees hired on or after
ratification of this Collective Agreement, the parties agree as follows: [2020]

The rates of pay for the various Administrative Salary Levels (Grades) for the duration of this
Agreementshall be as set out in Schedules A1 and A2. Schedule A1 shall applyto all bargaining
unit Employees who are on Schedule A1 onthe date that this Collective Agreementis ratified
(“Schedule A1 Employees”). Schedule A2 shall apply to Employeeshired into a bargaining unit
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position after the date of ratification of this Collective Agreement or to Schedule A1
Employees who move to Schedule A2 as provided in this Article (“Schedule A2 Employees’).
[2020]

Schedule A1 Employeeswill continue to be paid in accordance with Schedule A1 unlessand until
they are the successful applicant to a position at a higher Administrative Salary Level (Grade) or
they (or the Association on their behalf) initiate a successful reclassification to a higher
Administrative Salary Level (Grade), in which case they will become Schedule A2 Employees.

Given that an Employee-initiated or Association-initiated reclassification results in a Schedule A1
Employee becoming a Schedule A2 Employee, whereasa City-initiated reclassification will keep
the Schedule Ai Employee on Schedule A1, the City agrees that it will reclassify Schedule A1
Employees whenthey reasonably oughtto be reclassified and, in accordance with Section 80(2)
of The LabourRelations Act, will, in administering this Clause, act fairly, reasonably and in good
faith, and in a mannerconsistent with the Collective Agreement as a whole.

A Schedule A1 Employee whois at Administrative Salary Level 1 at Step 17 or higher and who
becomes a Schedule A2 Employeeat Administrative Salary Level2 will be placed at a salary level
equal to what the Employee would have received under Schedule A1, and then will be treated as
an incumbentonly with respect to economic wageincreases.

ARTICLE 5 - VACATIONS

With the intent of establishing April 30" as the date to which entitlement to annual vacation leaves

of all Employees shall be computed, then all Employees shall accumulate vacation entitlement

with pay, in accordance with their years of employmentas hereinafter provided:

a) The numberof working days of paid annual vacation entitlement for Employees, who at
the last precedingfirst day of May, had less than one (1) year of service shall be equalto
fifteen-twelfths (15/12ths) of the number of months workedin the twelve (12) month period
immediately prior to the said first day of May, calculated to the nearest half (2) day.

 

 

 

 

 

 

 

 

 

 

 

 

     

DATE ENTERING SERVICE ENTITLEMENT
DAYS

Mayof previous calendaryear 14

June of previous calendar year 12.5

July of previous calendar year 11.5

Augustof previous calendar year 10
Septemberof previous calendar year 9

October of previous calendar year G9
Novemberof previous calendar year 6.5
Decemberof previous calendar year 5
January of current calendar year 4

February of current calendar year 2.5

Marchof current calendar year 1.5

April of current calendar year 0.0

[2020]

b) All Employees who have completed one (1) year of service as of April 30" shall be entitled
to three (3) calendar weeksof annualvacation.
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All Employeesshall be granted four (4) calendar weeksof annual vacation in the calendar

yearoftheir fourth (4") anniversary of service and in each yearthereafter.

All Employeesshall be granted five (5) calendar weeks of vacation in the calendar yearof
their eleventh (11") anniversary of service and in each yearthereafter.

All Employees shall be granted six (6) calendar weeksof vacation in the calendar year of
their twenty-first (21S) anniversary of service and in each yearthereafter.

If the number of months worked by an Employeein the year prior to a vacation period is
less than twelve (12) months, the vacation to which they are entitled in that vacation period
shall be reduced proportionately to the number of months worked, calculated to the
nearesthalf (72) day.

The Department Head shall be responsible for arranging the holiday schedule prior to May 1*of
any year, taking into consideration the requests received from Employees when submitted to
them prior to April 15".

ARTICLE 6 - PUBLIC HOLIDAYS

6-1 The following days shall be observed and compensatedin time off as public holidays:

a) New Year’s Day
b) Louis Riel Day
C) Good Friday
d) Easter Monday
e) Victoria Day
f) July 1 [2020]
g) Terry Fox Day

h) Labour Day
i) Thanksgiving
j) Remembrance Day
k) Christmas Day
l) Boxing Day [2017]

and any day proclaimed asa public holiday by the Federal Government, Governmentof

Manitoba,or the City of Winnipeg.

If any of the above holidays should fall on a Saturday or Sunday,it shall be observed on
the first following working day or as mutually agreed betweenthe City and the Association.

Any Employeecovered by this Agreement who works on a Public Holiday shall be granted,

in addition to their regular rate of pay, compensation at the rate of double time (2x) either
in time off, or in pay, the method of compensationto be at the discretion of the Department
Head.

In those cases where an Employee has compensating time off credits, carry over from
yearto yearwill not be permitted. All outstanding balanceswill be cashed out at December
31° of the calendar year in which they were earned. [2017]
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Christmas Eve

One-half (2) day shall be granted on the Employee’s last normal working day immediately
preceding Christmas Day. This holiday shall be granted as provided to those Employees
who can bepermitted time off. For those Employees required to work, payment shall be

madeat the regular rate of pay, and another one-half (7/2) day of compensating time off
shall be granted at a time mutually convenient to the Employee and Management.

ARTICLE7 - SICK PAY REGULATIONS

7-1

7-2

7-5

Sick Leave Defined:

Sick leave meansthe period of time an Employee is absent from workwith full pay by
virtue of being sick or disabled or under examination or treatment of a medical
practitioner, chiropractor, or dentist, or because of an accident for which compensation

is not payable under the Workers’ Compensation Act. [2020]

Annual Paid Sick Leave:

Every Employee will be granted one and one-quarter (1-1/4) days of sick leave for each
month of service. Employeeswill be credited in advance with a maximum offifteen (15)
daysof sick leave on January 1 of each year. Sick leave credits will not accumulate during

the period an Employee is absent on non-paid leave or disability benefits.

Accumulation of Sick Leave:

The unusedportion of an Employee’s annual paid sick leave shall accrue to their future

benefit.

Deductions from Sick Leave:

A deduction shall be made from accumulated sick leave of all normal working days absent
due to sickness.

No deductions for absences on accountof sickness will be made for a period of two (2)
hours or less, to a maximum of six (6) such absences per calendar year. An Employee
who has had accumulated sick credits and subsequently used all their credits will be
entitled to the benefit of this Article regarding absences of two (2) hoursorless.

Wheneverpossible, appointments are to be made on the Employee’s dayoff or ata

time when the Employeeis not on duty. If the aboveis not possible, the Employee
will endeavour to make the appointmentat a time whichis least disruptive to the
area. [2020]

Use of Unused Accrued Time:

After an Employee has exhaustedall sick leave credits, any Employee, upon submitting
a written request to their Department Head, may use, for bonafide sick leave purposes,

any unused accrued time available to them or will be granted unpaid sick leave.
[2020]
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7-8

7-9

7-10

7-11

12

Sick Leave Without Pay:

Sick Leave without pay shall be granted to an Employee that applied for long term
disability benefits but was denied. The maximum durationof sick leave without pay

is four (4) years. Leave underthis Clause shall commencethe samedate that long
term disability benefits were denied by the Winnipeg Civic Employee Benefits Plan
Program. During the leave the Employee shall provide the City with a medical
certificate every six (6) months. The medical certificate shall include the duration
of the absence, the estimated date of return to work, and/or the next reassessment

date, and shall include all work related restrictions and limitations related to the

illness. [2020]

Notification of Employer:

Every Employee shall immediately notify or cause someoneontheir behalf to notify their
Departmentif unable to report to work through sicknessprior to the start of their shift
or as soonaspracticable thereafter. [2020]

Medical Certificates and Return to Work:

An Employee, upon notifying the City of their inability to report to work, or who

anticipates to be absentfor a period of more than five (5) consecutive working days,
shall produce a medical certificate signed by a medical practitioner, chiropractor or

dentist certifying that the Employee was/is unable to carry out their duties due to
sickness. The medical certificate shall include the duration of the absence, the
estimated date of return to work and/or the next reassessment date, and shall

include all work related restrictions and limitations that are related to the illness.
Suchcertification may be subject to review bythe City.

The Employee must cooperate in the medical certificate/return to work process
outlined above during an absencein order to access sick leave pay or to access

unpaid sick leave providedforin this Article. [2020]

Sickness While on Vacation:

Where an Employee on vacation becomessick to the extent that they require the services
of a medical practitioner or licensed chiropractor, provided such sicknessis shown to be

in excessof three (3) days, such Employee shall be allowed to usetheir sick leave credits
for the period the medicalpractitioneror licensed chiropractor states the Employee would
have been unable to carry out their duties at work.

Abusesof Sick Leave:

The City and the Association agree that suspected abuses of sick leave will be
investigated and proven instances of abuse will result in disciplinary action being taken

against the Employee.

Medical Examinations:

a) Whereit is reasonable to do so, the City may require an Employee to undergo
a subsequent medical examination by the Employee’s owntreating medical
practitioner. The City shall pay the cost of the medical examination and the
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Employee shall provide the medical practitioner at the examination with all
City forms for completion.

Whereit is reasonable to do so, the City may require an Employee who has

not provided sufficient medical to undergo a medical examination bytheir

treating practitioner at their own expense. At the medical examination, the

Employeeshall provide the medical practitioner with all forms provided by
the City .

In the circumstance wherethe City has already made reasonable attempts to

obtain relevant information to support an absence or an accommodation and

where those attempts have been proven to be unsuccessful, the City may
require the Employee to undergo an Independent Medical Examination(IME).

The IME will be performed by a qualified medical practitioner designated by
the City and subject to the following:

a) prior to scheduling an IME,the City shall advise the Employee and the
Association written reasons whythe IME is necessary;

b) the City shall schedule and cover the expensesof the IME; and

c) the Employee mustparticipate in the IME. [2020]

7-12 Sick Pay Supplementfor Rehabilitative Employment:

7-13

Rehabilitation is the mutual responsibility of both the Employer and Employee. If, as a
result of sickness or accident, an Employee is unable to perform the normal functions of

the position, but is, however, capable of performing in an alternate position which the City

is prepared to make available to the Employee, the Employee must cooperate and

participate in the return to work process. The following shall apply in the return to work

process:

a)

b)

Cc)

qd)

Upon medicalcertification satisfactory to the Employer, the Employee will be

assigned to the alternate position at the appropriate rate of pay for that position.

[2020]

The Employee shall be entitled to utilize their unused accrued sick credits to
supplementtheir rate of pay in the alternate position; but the combination of sick
pay supplement and rate of pay in the alternate position shall not exceed the

regular rate of pay in their former position. [2020]

These sick leave supplements shall cease as soon as the Employee qualifies for
disability benefits.

Employees absent on Workers’ Compensation will be eligible for full sick
leave credits. [2020]

Sick Pay Supplement While on Disability Benefits:

Where Employeesareutilizing sick credits to supplement disability pensions, sick leave
credits will be granted on a pro rata basis. For example, an Employee making up one-
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quarter (%4) of their salary with sick leave credits would be eligible for one-quarter (7) of
the sick leave accumulation normally granted to an Employee workingfull-time. [2020]

Care for Family Members

An Employee shall be allowed to utilize a maximum of three (3) days per year of
accumulated sick leave credits for the purpose of providing care for their spouse,
dependentchild or child of spouse, parents, parents-in-law, step parents, or grandchild
whoisill. In cases of suspected abuse, Management mayrequire proofofillness of the
family memberasin Article 7-10 above. [2020]

Unused Sick Leave Credits for Employees Hired Before February 8, 1995

The City agrees that in the case of an Employee, hired before February 8, 1995, who has
unusedsick leave credits, that upon retirement, death or termination of service caused by

the transfer of a departmental function, either in total or in part, from the City to another
administration said Employee shall be entitled, or their estate shall be entitled, as the case
maybe, to receive payment for said unused sick leave credits by monetary paymentor
retirement leave (the choice of receiving the said monetary paymentor taking retirement

leave to be at the sole discretion of the Employee) an amountequivalentto thetotalof:

a) the number of unused sick leave days standing to their credit which were
accumulated during the last five (5) years of service multiplied by the daily rate of
their permanent or regular position effect on their last day of service; and in
addition

b) twenty-five percent (25%) of the number of unused sick leave days standing to
their credit which were accumulated during the period immediately preceding the
last five (5) years of service, multiplied by the daily rate for their permanent or
regular position, in effect on their last day of service up to a maximum of one
hundred andthirty-two (132) days (for Part [b)).

Cc) For greaterclarification, an Employee who hasactedin a higherclassification(s)

for more than one hundred and twenty-six (126) daysin their last two hundred and
fifty-two (252) days of service will have the rate of pay calculated on the basis of
an average based on time spent in permanent or acting classifications over the

last five (5) years (sixty [60] months) of service.

d) It is agreed that if an Employee elects to take pre-retirement leave instead of a
lump sum payment for sick leave cashout, no additional benefits accumulate
during that period of pre-retirementleave.

The value of pre-retirement leave is calculated, and then divided by the
Employee’s daily rate of pay to determine the length of the period of pre-retirement
leave. During this period, the Employee does not accumulate additional sick leave,

vacation or statutory holiday credits, nor do they receive any increments nor
economic adjustments/negotiated increases.

Severance Payments for Employees Hired After February 8, 1995

Employees whoarehired by the City after February 8, 1995 shall be entitled to receive a
severance payment upon retirement, death or termination of service caused by the
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transfer of a departmental function, either in total or in part, from the City to another
administration calculated as follows:

a) One(1) day’s pay per yearof service forthefirst fifteen (15) years of service; plus

b) Two (2) day’s pay peryearof service from Year Sixteen (16) and beyond.

Integration of Manitoba Public Insurance Corporation P.I.P.P. Benefits with Sick
Leave Benefits

The City and WAPSOagreethat, as a result of the introduction of the Personal Injury
Protection Plan (P.1.P.P.) by the Manitoba Public Insurance Corporation, any Employee
covered by this Agreement, whois in receipt of benefits under the provisionsofthis Article,

must integrate and coordinate those benefits to ensure that the total benefits provided
under both programs do not exceed one hundred percent (100%) of net take home pay.
This integration and coordination of benefits shall occur in the following manner:

a) Thetotal value of income top up provided underArticle 7 shall be charged against
the Employee’s accumulated sick leave. Should the Employee not have sick
credits to their standing at the time of application for the integration and
coordination of benefits, the Employee shall be entitled to utilize other available

credits to provide top up in accordance with Article 7-5. An Employee who has

exhausted all compensating or vacation credits, shall be entitled to only those
benefits provided under P.1.P.P.

b) For the integration and coordination or benefits to occur, an Employee must be

injured in an automobile accident and, as a result of their injury, be unable to

perform the duties of their normal classification and are therefore eligible to
receive sick pay benefits.

Cc) Employeeswhointegrate P.I.P.P. benefits with paid sick leave shall be entitled to
receive all other benefits set out under this Agreement, during the period that one

hundred percent (100%) of net take homepayis provided underthis Agreement,
for a maximum period of six (6) months or until approved for disability benefits
through the Employee Benefits Board. [2020]

d) Employees receiving such benefits shall be advised by the City, within thirty (30)

daysof havingtheir P.I.P.P. and sick pay benefits integrated and coordinated, that

they mayapply for disability benefits through the Employee Benefits Board.

Medical Practitioner

The parties agree that for the purpose of Article 7, a “medical practitioner” is

defined as a healthcare professional whois subject to a governing bodylegislated
in the Province of Manitoba andis authorized by that governing body to issue a

patient a medical certificate to certify an absence from the workplace.

Examples of medical practitioners include Nurse Practitioners, Psychologists and
Physician Assistants. [2020]
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7-19 Right to See Sick Leave Record

Uponwritten request to their Supervisor, the Employee’s sick leave record will be
madeavailable to them. [2020]

ARTICLE 8 - WORKERS’ COMPENSATION

Rehabilitation is the mutual responsibility of both the Employer and Employee.If, as a result of a
compensable sickness or accident, an Employee is unable to perform the normalfunctions of
their position, but is, however, capable of performing in an alternate position which the City is
prepared to make available to the Employee, the Employee must cooperate andparticipate in the
return to work process.

8-1 In all cases where compensation for loss of wagesis paid by the Workers’ Compensation
Board on accountof injury to the Employee, the Employeeshall be allowed compensation

as follows:

a)

b)

During the time they are totally incapacitated to the extent of their net pay as of
the date of their injury and as such netpayfor the classification changes from time

to time thereafter.

Where such an Employeeis nottotally incapacitated and therefore employable,

andis offered suitable employment, within the City, procured for them bythe City,
in an amountsufficient to bring the salary of the position offered up to that in (a)
above, should the employment offered be found to be suitable and the Employee

still does not accept the position, all supplementary payments from the City shall

cease.

This payment shall reflect the non-taxable status of paymentattributable to

Workers’ Compensation benefits. In the event that legislation is passed which
makes Workers’ Compensation benefits taxable, payments provided for in (a)
abovewill be revised so as to ensure the Employeewill continue to receive the net
pay set out in that Paragraph.

For purposesofthis Article, net pay is defined as the Employee’s regular pay, less
regular deductions for Employee Benefits Board contributions, Canada Pension
Plan contributions, Employment Insurancecontributions, dues allotments, income

taxes and other proper deductions that were regularly deducted at the time the

Employee commencedreceiving Workers’ Compensation benefits.

The Employee shall continue to receive all benefits during the time they are in

receipt of Workers’ Compensation payments for a maximum of one (1) year from
the date oforiginal injury. After one (1) year, only the following benefits will apply:

- pension

- group insurance

- dental and vision
- accumulation of service for purposes of calculated credits but not the

accumulation ofcredits.

Where an Employee has submitted a claim for Workers’ Compensation benefits
which will clearly result in the payment of such benefits, Section 1 of this Article
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will apply immediately, such that the Employee will receive the appropriate pay on
their regular pay days, notwithstanding that the Workers’ Compensation Board
has not yet made a determination.

b) Where an Employee submits a claim for Workers’ Compensation benefits, the
validity of which is not readily apparent upon objective evidence, salary
continuancewill not be provided. In this case however, the City agrees, without
prejudice to its rights and legalliabilities, that an Employee mayapply forutilization
of their sick leave credits while waiting for adjudication by the Workers’
Compensation Board. In that case the Employee must immediately notify their
Department they are unable to return to work. In addition, the Employee must,if

requested, provide medicalcertification stating they are unable to carry out their
duties. Such certification must be acceptable to the City’s Medical Practitioner. In
that case the City would monitor the absence in accordance with the Sick Leave
Article, pending the Workers’ Compensation Board determination. In the event the
Employee has exhausted their sick leave credits, then they may similarly use
accumulated vacation credits. If the Worker’s Compensation Board accepts the
claim, the Employee’s sick leave records and/or accumulated vacation credits shall
be credited with the numberof days for which payment was authorized by the
Board.

ARTICLE 9 - CHANGES IN WORKING CONDITIONS OR POSITIONS

9-1 The City agreesto notify the Association of any change being made concerningthe duties,

responsibilities and qualifications for any positions covered under this Agreement, or of

any proposed additions and deletions of positions covered by this Agreement, and to hold
discussion with the Association on such matters prior to implementation.

9-2 The City agrees to hold prior discussion with the Association concerning any studies

and/or task forces which might be instituted pertaining to any terms and conditions of
employmentfor positions covered by this Agreement.

ARTICLE 10 - PROMOTIONS

10-1 Job Posting

The City and the Association are committed to the principle that Employees are

entitled to a recruitment processthatis fair, reasonable and transparent. [2020]

a) The City agrees, priortofilling a vacant position covered by this Agreement and
newly created positions whichfall within the scope of this Agreement, the position
shall be bulletined, except as outlined below.

i) Positions may befilled on an “acting” basis without a bulletin for a period

not normally to exceed six (6) months. Where such an “acting”

appointment does exceed six (6) months and where the City has good
reason to believe that the situation will continue beyond a further six (6)
months, the vacancy shall be bulletined. The City will do all that it is
reasonably able to do to keep any extensionsofthe first six (6) months to
a minimum.
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ii) It will not be necessary to bulletin a vacancy thatis to befilled through
return of an Employee from authorized leave of absence, through
redeployment of a supernumerary Employee,or through redeploymentof
an Employee for rehabilitative purposes, subject to the agreementof the

Association, which shall not be unreasonably withheld.

iii) It will not be necessary to bulletin a position where it is mutually agreed

between the City and the Association that, because of extenuating
circumstances,a bulletin is not appropriate.

iv) It shall not be necessary to bulletin a position which has been assigned a
higher salary level as a result of reclassification to the benefit of the
incumbent.

v) It will not be necessary to bulletin a new temporary position for a period that
will not normally exceed six (6) months, where the City has a specific need
for a particularskill set that an existing Association Employee possesses.
In such a case, the City may “second” that Employeetofill that position

provided that the provisions of Article 10-2(a) apply asif thefilling of that

position were thefilling of a vacancy or newly created position. The City
may extend the period for a further six (6) months only with the
Association’s consent, which will not be unreasonably denied. If the
position continues beyond twelve (12) months, then the position shall be
bulletined.

For positions covered by this Agreement, the City agrees to post job bulletins City
wide for a minimum of seven (7) calendar days from the date of posting. All
members of the Association who apply for a position shall receive an
acknowledgementof their application, in advance of the City scheduling

interviews. Unsuccessful memberapplicants shall be advised that they were
not selected within ten (10) working daysofthe hiring date of the successful
applicant, and upon request, shall be provided with reasons for not being
selected. [2020]

The City agrees to notify the Association, in writing, of all vacancies and newly
created positions within the scope of this Agreement at the same time said
vacancies and newly created positions are bulletined as per Article 10-1(a) above.

Further, the City agrees to notify the Association, in writing, of the name of the
person whoobtained the position within seven (7) calendar daysof thefilling of
said vacancy or newly created position. [2020]

Appointments and Promotion

a) It is mutually agreed betweenthe parties hereinthatin filling vacancies and newly

created positions, emphasis shall be placed upon individual ability, achievement

and performancerather than length of service with the City, but length of service
shall nevertheless be consideredbythe City in filling vacancies and newly created
positions. Where the City determines that two (2) applicants are otherwise
equal and one (1) applicant is an Association member, the Association
memberwill be selected. [2020]

(\
>
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The date on which the successful applicant is appointed to their new position will
be determined by the City, normally within sixty (60) calendar days following
selection. If the City subsequently requires the appointment to be delayed beyond
the determined date, the successful applicant’s salary will be adjusted from the
determined date.

An Employee promotedto a position with a higher salary grade shall be assigned

to the next higher step in the new grade whichprovidesat least a five percent (5%)
salary increase, or to the maximum step, whicheveris less. Where the Employee

is scheduled for an increment within the next six (6) months, an additional step
shall be granted.

Annual Increments

a)

b)

d)

Continuing with the current practice, an Employee whois eligible to receive an
annualincrementwill receive that increment unless they perform unsatisfactorily.
When the City determines that an Employee is not eligible for a scheduled
increment due to unsatisfactory performance, where possible, the Employee shall

be advised in writing one (1) month prior to the date such increment comes due.
[2017]

An Employee who has changedpositions will be eligible to receive an annual

increment on the anniversary of the date they were appointed to that position (the
“anniversary date”).

An Employee whois placed in a higher rated position in an acting capacity who
receives the rate of pay of that higher rated position, and who continues in an

unbroken period of temporary appointmentto that position, will be eligible for the

annual increment of the higher rated position effective on the anniversary of the

date they took on the duties of the higher rated position (the “anniversary date”).

An Employee whois appointed to a permanentposition directly following a period

of acting in that position will be eligible for the annual incrementof the higher rated
position effective on the anniversary of the date they took on the duties of the
higher rated position (the “anniversary date”).

The anniversary date of an Employee whohas taken a general unpaid leave of

absencegreater than one (1) month in duration will be moved to a date later in
time in an amount equalto the total period of that leave. For greaterclarification

and as an example, an Employee who would normally have received an increment

on March 1, 1992, and who took a two (2) month general unpaid leave of absence
in July and August, 1991, would have their anniversary date moved forward to
May 1, 1992. [2017]

Temporary Changesin Position

a) Notwithstanding anything hereinbefore contained, a permanent Employee who

accepts a temporary or term position shall, upon termination of that position, be
placed in a permanent position comparable to , and at an administrative salary

level and step not less than that held prior to the Employee’s appointment to the
temporary or term position.
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In addition to the above, this Clause shall apply to permanent Employees
who are deemed unsuitable or elect to return to their former grade level
during an extended suitability period as contemplated in Article 11-2 (b) or
Article 11-2 (c). In such cases Article 10-4 (b) shall not apply to the

permanent Employee. [2020]

If there is not a comparable position available, the Employee shall be allowed to
revert to their original position. Should the Employee revert to their original
position, every effort will then be madeto place the person occupying theoriginal
position into a comparable position at the same administrative salary level and

step.

When an Employee is required to assume essentially all the duties and

responsibilities of a higher rated position for a continuous period exceedingsix (6)
weeks or a shorter duration assignment that continues for longer than six (6)
weeks,they shall receive at least the minimum salary of the position in which they
are acting commencingthe first day of such assignment. Otherwise, acting pay
shall not be payable for assignments six (6) weeks or less in duration. Where
acting payis due,it shall be paid at the lowest step that providesforat leasta five

percent (5%) increase in the Employee’s regularsalary.

ARTICLE 11 - PROBATIONARY PERIOD

11-1

11-2

a)

b)

a)

b)

An Employee hired by the City from outside the Civic Service into a
bargaining unit position, shall serve a probationary period of six (6) months.
The probationary period may be extended to a maximum of twelve (12)

months. [2020]

TheCity will provide written reasons to the Employee for any decision to

extend the probationary period or to dismiss said Employee during the
probationary period set outin Article 11-1. [2020]

In all other cases, an Employeehired into a bargaining unit position from
within the Civic Service shall serve a suitability period of six (6) months.
[2020]

Any Employeetransferred or promoted from within the bargaining unit shall

retain rights in the position whichtheyheld prior to such transferfor a period
of six (6) months. During this six (6) month suitability period they may return
to their former position, at their own request or at the instanceof the City if
found unsuitable without loss of accumulated rights except for promotions

that may have taken place during the period of their absence and which were
dealt with in accordance with the provisions of the Collective Agreement.
[2020]

During the suitability period sent out in Article 11-1 (c) or Article 11-2 (a) and
wherein the opinion of the Department Head the circumstances so warrant,
the City may extend the suitability period by an additional six (6) months.
The City will advise the Employee and providewritten notice at that time that

includes the reasonsfor the extension. The City shall provide a copy of the

written notice to the Association. During the extended suitability period, an
Employee may request removalfrom the position or the City may remove the
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Employee from the position for reasons of unsuitability. In both cases,
Article 10-4 shall apply to the Employee. [2020]

c) During the suitability period or extension period, an Employee who came
from outside the bargaining unit may be returned to their former position at

their own request or at the instance of the City if found unsuitable, both
scenarios subject to the Employee having retained rights under the

provisions of their former Collective Agreement to return to their former
position. Where retained rights do not exist, Article 10-4 shall apply to the
Employee. [2020]

ARTICLE 12 - MANAGEMENT RELATIONS COMMITTEE

A Management Relations Committee, comprised of three (3) members of the Association
executive or their designates, and the Director of Human Resource Services, the Coordinator
of Labour Relations and one (1) other memberappointed by the Director of Human Resource

Services or their designates, shall meet on an “as required” basis at the request of either party

to consider matters of mutual concern.

ARTICLE 13 —- APPROVED OVERTIME

13-1

13-2

13-3

13-4

All overtime worked must be approved in advance. Approved overtime hours

workedin excess of the maximum limit in each quarter of the calendar yearas set
out in the Letter of Understanding Re: Approved Overtime shall be compensated at

the rate of one and one-half (1.5x) of an Employee’s regularrate of pay eitherin time
off or pay; the method of compensationto be at the discretion of the Department

Head. [2020]

Approved overtime compensatedfor in time off, as set out in Article 13-1, may be

bankedfor use in the same calendar year. No morethanthirty-five (35) hours shall
be carried over into the next calendaryear. [2020]

Where an Employeefeels they are working an inordinate amount of approved overtime
hours then the Employeeshall first contact their Department Head whoshall make such
arrangements as the Department Head deemsfair and reasonable. If the Employee
feels that the Department Head has not resolved the matter, then they may report the

matter to the Executive Committee of the Association and the said Executive Committee,

in its sole discretion may refer the matter to the Management Relations Committee as

established underthis Collective Agreement. [2020]

On a semi-annualbasis, the ManagementRelations Committee will review all hours
of approved overtime worked in each Department. Whereit is identified that

excessive approved overtime occurs for a particular position(s) on an on-going

basis, the Committee may agree to conduct a review of the issues causing the
approved overtime. Upon completion of the review, the Committee will provide
recommendations to the Department that may mitigate the amount of approved
overtime worked to promote a greater work-life balance for impacted Employee(s).
[2020]
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ARTICLE 14 - LEAVE OF ABSENCE

An Employee granted either parental leave or maternity leave in accordance with this Agreement
will be entitled to the continuation of coverage for pension, grouplife insurance, dental, vision,

ambulance and semi-private hospital as if they were at work at their regular salary. Employees
must maketheir own normal contribution. [2017]

14-1 Maternity Leave

a)

b)

The City shall grant maternity leave to a pregnant Employee who has completed
six (6) months of service and who submits an application, in writing, to their

Department Headfora leave at least four (4) weeks before the day specified in the
application as the day on which they intend to commencesuch leave; and who
provides the Employerwith a certificate from a duly qualified medical practitioner
certifying that they are pregnant and specifying the estimated date of delivery.
[2020]

A pregnant Employee may elect maternity leave under either Plan A or Plan B,
depending upon whichcriteria is met. [2020]

PLAN A

a)

b)

f)

The City shall grant maternity leave to a pregnant Employee who has completed
six (6) months of service and who submits an application, in writing, to their
Department Headfor a leave at least four (4) weeks before the day specified in the
application as the day on which they intend to commence such leave; and who

provides the Employerwith a certificate from a duly qualified medical practitioner

certifying that the Employee is pregnant and specifying the estimated date of
delivery. [2020]

The maternity leave shall consist of a period, not exceeding twenty (20) weeksif
delivery occurs on or before the estimated date of delivery specified in the
certificate mentioned above, or a period of twenty (20) weeks plus an additional

period equal to the period betweenthe date of delivery specified in the certificate
mentioned above and the actual date of delivery,if delivery occurs after the date
mentionedin that certificate.

The maternity leave granted shall commence no earlier than seventeen (17) weeks
preceding the estimated date of delivery and shall terminate no later than twenty
(20) weeksfollowing the actual date of delivery. [2017]

Maternity leave under Plan A shall be considered as leave of absence without pay.

The Employeereturning to work after maternity leave shall provide the City with at
least two (2) weeksof notice prior to the date of returning to work. On return from
maternity leave, the Employee will be placed in a position comparable to and at
not less than the same wagesasherposition prior to her commencementof
maternity leave and without loss of seniority benefits which had accumulated at
the date of departure.

The City may, notwithstanding the above, vary the length of maternity leave upon
propercertification by the attending physician.
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In order to qualify for Plan B, a pregnant Employee must:

have completed twelve (12) months offull-time service or equivalent for
part-time Employees;

Submit to the Department Head an application, in writing, for leave under

Plan at least four (4) weeks before the date specified in the application
as the date on which they intend to commencesuchleave.

Provide the City with a certificate from a duly qualified medical practitioner
certifying that the Employeeis pregnant and specifying the estimated date
of delivery.

Provide the City with proof that the pregnant Employeehasapplied for
EmploymentInsurance benefits and that Service Canada hasagreedthat
the Employee has qualified for and is entitled to such Employment

Insurance benefits pursuant to Section 22 of the Employment Insurance

Act, 2005. [2020]

An applicant for maternity leave under Plan B must sign an agreementwith the

City to provide that:

PLAN B

4.

a)

b)

c)

d)

2.

a)

b)

c)

3:

the pregnant Employeewill return to work and remain in the employof

the City for the equivalent of at least six (6) monthsoffull time employment
following their return to work; within two consecutive years; and

the pregnant Employeewill return to work on the date of the expiry of
their maternity leave unless this date is modified by the City in accordance

with Plan B-3(c); and

should the pregnant Employeefail to return to work as provided under(a)

and/or (b) above, they will be required to reimburse the City for the full
amount of pay received from the City as maternity allowance during the

entire period of maternity leave.

An Employee whoqualifies is entitled to a maternity leave consisting of:

a)

b)

a period not exceeding twenty (20) weeksif delivery occurs on or before
the date of delivery specified in the certificate mentioned in Plan B-1(c); or

a period of twenty (20) weeksplus an additional period equal to the period

betweenthe date of delivery specified in the certificate mentioned in Plan
B-1(c) and the actual date of delivery, if delivery occurs after the date
mentionedin that certificate.

The City may, notwithstanding the above,vary the length of maternity leave

uponpropercertification by the attending physician.
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During the period of maternity leave, an Employee whoqualifies is entitled to a
maternity leave allowance in accordance with Plan asfollows:

a) for the first week an Employeeshall receive ninety-three percent (93%)of

their weekly rate of pay. [2020]

b) For up to a maximum of sixteen (16) additional weeks, payments
equivalent to the difference between the Employment Insurance benefits
the Employeeis eligible to receive and ninety-three percent (93%) of their
weekly rate of pay. For part-time Employees, weekly rate of pay will be the
amount determined by Service Canada. [2020]

Cc) All other time as may be provided under Plan B-3 shall be on leave without

pay basis.

The Employee returning to work after maternity leave shall provide the City with at
least two (2) weeksofnotice prior to the date of returning to work. On return from
maternity leave, the Employee will be placed in a position comparable to and at
not less than the same wagesastheir position prior to the commencement of

maternity leave and without loss of seniority benefits which had accumulated at
the date of their departure.

14-2 Parental Leave

Subject to the provisions of this Article, leave of absence not to exceed the following

duration shall be provided:

a)

b)

c)

d)

Sixty-three (63) consecutive weeksof parental leave; or [2020]

Eighty-three (83) consecutive weeks combined maternity and parental leave.
[2020]

The City will grant a leave of absence not to exceed sixty-three (63) continuous
weeks to any Employee who has completed seven (7) months of service with the
City for the purpose of the actual care and custody of a child after becoming a
natural or adoptive parent. The Employee shall submit an application, in writing,
stating the duration of leave requested, to their Department Head for parental

leave at least four (4) weeks before the day on which leave is intended to
commence exceptin the case of an Employeeintending to take maternity leave in
which case the Employee shall submit their application for parental leave at the
sametime as their application for maternity leave. [2020]

Parental leave must commencenolaterthan the first anniversary date of the birth
or adoption of the child or the date on which the child comesinto the actual care

and custody of the Employee. However, where an Employee intends to take
parental leave in addition to maternity leave, the Employee must commencethe
parental leave immediately on expiry of the maternity leave without a return to work
after expiry of the maternity leave and before commencementof the parental
leave.

Parental leave shall be considered leave of absence without pay.



14-3

14-4

14-5

25

f) Sick leave credits will not accrue for any period of time the Employee is absent on

parental leave.

g) The Employee returning to work after parental leave shall provide the City with at
least four (4) weeksof notice, in writing, prior to the date of returning to work except
in the case of an Employee taking more than thirty-seven (37) weeks of parental
leave, in which case at least twelve (12) weeks of notice, in writing, shall be
required. [2020]

h) On return from parental leave, the Employee will be placed in a comparable

position at not less than the same wagesastheir position prior to commencement

of parental leave and without loss of seniority which had accumulated at the date

of their departure.

i) An Employee on parental leave shall remain eligible for promotion providing the
Employeeis available when required by the Department.

Bereavement Leave

An Employee who has completed six (6) months of service with the City shall, at their

request, be granted upto four (4) working days of leave with pay for purposes of making
arrangements for, or attending a funeral in the event of death of a memberof their
immediate family. For purposesofthis Article, immediate family shall mean spouse,child,
brother, sister, sister-in-law, brother-in-law, parent, step parent, parent of spouse, step
parent of spouse, daughter-in-law, son-in-law, grandparents, grandparents-in-law,
grandchild and step grandchild. This period of absence will not be deducted from their

accumulated sick pay credits. [2020]

Funeral Leave

An Employee who has completed six (6) months of service with the City shall be granted
one-half (7%) day of leave without loss of salary or wages to attend a funeral as a

pallbearer. Where circumstances warrant, such leave may be extendedat the discretion
of the Department Heador their designate.

General Leave

An Employee may be granted leave of absence without pay and without loss of
accumulated benefits for compassionate or other special reasons on approvalof the Head

of the Department, or their designate, where, in the opinion of Management, such leave

will not adversely affect the operation of the Department.

To the extent possible and practical, the terms of employmentfor the Employee upontheir
return from a general leave of absence in excessofthirty (30) days shall be established,
in writing, between the Employee, the City of Winnipeg and the Association at the time of

the approval of the leave of absence.

NOTE: A general leave of absence greater than one (1) month in duration affects
an Employee’s anniversary date for purposes of annual increments and an
Employee’s service. See Article 1 for definition of “service” and Article 10

respecting annual increments.
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14-6 Jury or Court Witness Duty

The City will grant a leave of absence with pay to an Employee whois required to be
absent from their duties as a result of jury or court proceedings other than those
occasioned by the Employee’s own personalaffairs. The Employee will turn over to the
City the payments they receive for such service, excluding paymentsfortravelling, meals
or other expenses. The Employee will present proof of service and paymentreceived.

14-7 Benefits While on Leave Without Pay

Employees whoare on an authorized leave of absence, without pay,will be allowed, on

request, to pay the premiumsfor the fringe benefits as provided in this Agreementwithin

the policies and regulations governing said benefits.

ARTICLE 15 - EMPLOYEE GRIEVANCES

15-1 Definition:

Subjectto Article 25-1(m)— Position Evaluation, the word “grievance” used throughoutthis
Article shall mean a complaint involving any matter relating to wages, hours of work, other

terms or conditions of employment, or any other working condition of any Employee

covered by this Agreement and shall include, without restricting the generality of the
foregoing, any difference between the parties relating to the meaning, interpretation,
application or alleged violation of this Agreement, or any part thereof.

15-2 It is always preferable that Employee-Employerdifferences be resolved directly between

the Employee and their supervisor. Where thatis not possible, the grievance procedure
is intended to provide a process of resolution that is positive and constructive. The
grievance procedure outlined hereafter is an extension of the problem solving process,

and is intended to resolve differences in an expeditious mannerso far as possible. In

keeping with that intent, the parties agree to disclose and exchangeall particulars and

information, excluding internal privileged documents, respecting the matters of the
grievance, throughout the grievance process and at all times as early as reasonably

possible to promote settlement at the earliest possible stage.

15-3 Preamble:

a) Steps 1 to 3 of the following procedure shall apply to all matters of grievance with

the exception of disciplinary matters. In the case of matters of a disciplinary nature,
an Employee whofeels they have been unjustly dealt with may proceeddirectly
to Step 2 of the following procedure.

b) Notwithstanding the time limits specified in the following grievance procedure,

longer time periods may be substituted by mutual agreement. Such agreement
shall not be unreasonably withheld.

15-4 Grievance Procedure:

Should any Employee subject to this Agreement believe they have been unjustly dealt
with, or that any of the provisions of this Agreement have beenviolated, they shall attempt

to resolve the grievancein the following manner:
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Step 1

Within thirty (30) working days of the event,or final event in a series of events which have
occurred over a period not to exceed twenty-four (24) months,or of the alleged violation
of the Collective Agreement, the Employee shall discuss the matter with their immediate
supervisor.

Step 2

If the Employee does not obtain satisfaction from the immediate superior and wishes to

pursue the grievance further, then the Employee shall, within sixty (60) working days of
the event outlined in Step 1; or, if the event in question is a disciplinary matter, within
fifteen (15) working daysof disciplinary action:

a) proceed with a written grievance directly to the Labour Relations Department

(HRS-LabourRelations@winnipeg.ca), and the Department Head,or designate,
concerned; or

b) refer the grievance to the Association who shall, within the above referenced time
frame, makeinitial notification, in writing, to the Labour Relations Department
(HRS-LabourRelations@winnipeg.ca) and the Department Head,or designate,
concerned.

Following receipt of the written grievance from either the Employee or the Association, a
hearing will be arranged before the Department Head, or designate, concerned within

fifteen (15) working days. The Department Head or designatewill render their decision,
in writing, within ten (10) working days of the hearing.

Step 3

If the decision of the Department Head,or designate fails to resolve the grievance to the
satisfaction of the Association, the Association may decideto goto arbitration and, having
madethat decision, they shall, within twenty (20) working days of receiving the written
decision of the Department Head, or designate, refer the grievance to arbitration, in
accordance with the provisions of Article 15 (Sub-Articles 8-14) of this Agreement. [2017]

The City agrees to recognize the Association as the sole agency through which grievances
covered underthis Article will be processed; provided that this will not prevent an

Employee from processing a grievance on their own behalf in accordance with the
provisions of Steps 1 to 3 of this Article.

The Association may process a grievance of a generalnature (called a “policy grievance”)
with respect to matters of dispute which affect the general membership of the Association.
Such a policy grievance would be processed in accordance with the provisions of this
Article.

In the event of any controversy concerning the meaning,interpretation or alleged violation

of this Agreementor any portion thereof, and in the event that a satisfactory adjustment

cannot be reached betweenthe parties by following the proceduresoutlined in Steps 1 to
3 above, either party may submit such dispute to arbitration in accordance with the
provisionsof this Article. [2020]



28

Referral to Arbitration

15-8

15-9

15-10

15-11

15-12

15-13

15-14

Sole Arbitrator

Grievancesreferred to arbitration shall be heard by a sole arbitrator selected by
mutual consent. In the event the parties cannot agree on a sole arbitrator within
twenty (20) working days, the parties shall request the Manitoba Labour Board to

select the sole arbitrator. [2020]

Pre-Arbitration Discussion

The parties agree to meet within sixty (60) calendar daysof the referral to arbitration
to attempt to settle the grievance or to agree on the relevant facts pertaining to the
grievance. [2020]

Grievances Held in Abeyance

Subsequentto the discussions held as per Article 15-9, the parties may agree in
writing to hold any unresolved grievance in abeyance. [2020]

Scheduling of Arbitration Dates

After sixty (60) calendar days the grievancewill be scheduled unless the grievance
has been placed in abeyance as per Article 15-10 or unless the parties agree

otherwise. [2020]

An arbitrator appointed pursuantto this Article, shall meet and hear the evidence from the
Association and from the City, and shall issue an award within ninety (90) calendar days

after completion of hearing the evidence, unless the parties hereto agree to extend or
abridge the time for issuance of the award. An award issued by an arbitrator, shall be

deemedto befinal and binding onall parties to the arbitration. [2020]

An arbitrator shall have the authority to determine whether any matter referred to it is
arbitrable. The arbitrator shall not modify any provision of the Collective Agreement.
[2020]

The City and the Association agree that each will bear an equal share of the fees and
expensesincurred as a result of the appointmentof the arbitrator. [2020]

ARTICLE 16 - ASSOCIATION DUES

16-1 The City agrees to deduct from the salaries of each Employee covered by this Agreement,
whether or not the Employee is a memberof the Association, the amount of the regular
biweekly Association dues, and/or any uniform special assessment authorized at a

general meeting of the Association, payable by a memberof the Association, except that
where the Employee is not a memberof the Association, the amount deducted shall not
include any portion of such duesthat is payable in respect of pension, superannuation,
sickness, insurance or other benefits that are available only to persons whoare or have
been membersof the Association or in special assessments payable by membersof the
Association.
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The City agrees to remit the amounts deducted underArticle 16-1 to the Association
biweekly and further agrees to inform the Association biweekly of the names of the
Employees from whose wages deductions have been made underArticle 16-1 and the
amounts so deducted from each Employee’s wages.

Where an Employee covered by this Agreementhassatisfied the Manitoba Labour Board
that by reason of religious beliefs they are by conscience opposed to (i) joining the
Association; and (ii) paying dues to the Association, the City shall not remit to the
Association the amounts deducted in compliance with Article 16-1, but shall remit the
amounts so deductedto a charity agreed upon by the Employee and the Association, and

if no Agreement can be concluded regarding the charity to which said amounts are to be
paid, the City shall pay said amounts to a charity designated by the Manitoba Labour
Board.

The City further agrees with the Association that the said deductions shall continue during
the life of this Agreement and after the expiry date thereof, during the entire period that
any negotiations, including arbitration, are proceeding with a view to concluding a new
Collective Agreement.

In consideration of the premises and of the City making the compulsory deduction of

Association dues as herein provided, the Association agrees to and does hereby
indemnify and save the City harmless from all claims, demands, actions and proceedings
of any kind and from all costs which may arise or be taken against the City by reason of
the City making the compulsory deduction of Association dues provided for in Article 16-
1 hereof.

ARTICLE17 — PERSONNELFILE

17-1 a) The City agrees to keep one(1) personnelfile for each Employee. [2020]

b) Upon written request, an Employee has the right to examine their own
personnel file, with or without an Association Representative present. Such

examinationshall be in the presence of a representative of the City and take
place at a time mutually agreeable to those attending. [2020]

c) An Employee may examine their personnel file once per year and/or

wheneverthe City has placed a negative report about the Employeein their
personnelfile. [2020]

ARTICLE 18 - DURATION, RENEWAL OR REVISION OF AGREEMENT

18-1

18-2

18-3

This Agreement shall become effective and operative from and including January 1, 2020

and shall continue in force and effect up to December31, 2023 and thereafter from year
to year unless terminated or renewed ashereinafter provided. [2020]

Should either party to this Agreement desire to renew,revise or terminate this Agreement,

then not less than sixty (60) days nor more than ninety (90) days prior to the expiry date
of this Agreementsuchparty shall give written notice to the other party of suchintent.

Following receipt of the written notice to renew or revise the Agreement, the parties will

arrange to exchange particulars related thereto and be prepared to commence

negotiations within thirty (30) calendar days of such exchange.
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Only those matters referredto in the said particulars shall be subject to negotiations unless
otherwise mutually agreed upon.

If negotiations in regard to the matters outlined in Article 18-4 shall fail, any dispute

between the City and the Association regarding wages and working conditions as
therein set forth shall be settled by reference to a three (3) person Arbitration Board,
unless the parties agree to the use of a single arbitrator. [2020]

Pursuantto Article 18-5, the three (3) person arbitration board shall be made up of
one (1) appointee chosen by the City and one (1) appointee chosen by the
Association andthe third (3) (who shall be Chairperson) by the two (2) so chosen.
[2020]

The selection of an arbitrator by each party to the arbitration shall be made within

twenty (20) days after the written request for arbitration has been received, and the
otherparty to the arbitration shall be notified of such selection forthwith. [2020]

If either party fails to appointits arbitrator as herein provided, then the other party
may request a judge of the Court of Queen’s Benchto select such arbitrator. [2020]

If the two (2) arbitrators appointed as herein provided shallfail within fourteen (14)
days from the date of their last meeting, to agree uponthethird (3) arbitrator the
said two(2) arbitrators shall then forthwith request a judge of the Court of Queen’s
Benchto select sucharbitrator. [2020]

Where the parties agree to a single arbitrator, they shall be selected by mutual

consent. In the event the parties cannot agree on a single arbitrator within twenty

(20) working days,the arbitration will revert to a three (3) person board. [2020]

A board of arbitration or a single arbitrator appointed pursuantto this Article, shall
meet and hear evidencefrom the Association and the City, and shall issue an Award
within ninety (90) calendar days after completion of hearing the evidence, unless
the parties hereto agreed to extend or abridge the time for issuance of the Award.
An Award issued by a majority in the case of a board of arbitration, or by an
arbitrator in the case where a single arbitrator is appointed, shall be deemed to be

final and binding onall parties to the arbitration. [2020]

A board of arbitration or a single arbitrator shall have the authority to determine
whetherany matterreferredtoit is arbitrable. [2020]

The City and the Association agree that, in the case of a board of arbitration, each

will be responsible for the fees and expensesof their respective appointees and
that each will bear an equal share of the fees and expensesof the Chairperson of
the board of arbitration. In the case of an appointmentof a single arbitrator, each

will bear an equalshare of the fees and expensesincurred. [2020]

Should any law now existing or hereafter enacted or any proclamation, regulation
or edict invalidate any portion of this Agreement, the entire Agreement shall not be
invalidated thereby and either party hereto may reopen negotiations on the

invalidated portion by giving notice to the other party. [2020]
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ARTICLE 19 - TECHNICAL INFORMATION

The City shall make available to the Association, on request, existing information required by the
Association such as job descriptions, positions in the bargaining unit, wage rates and financial
and actuarial information pertaining to pension and benefit plans.

ARTICLE 20 -LONG SERVICE RECOGNITION BONUS

In the calendar year in which an Employee reachestheir tenth (10'") anniversary of service, they

shall be entitled to receive a bonus paymentof four hundred andfifty dollars ($450.00), to be
payable within that year.

An Employee whoreachestheirfifteenth (15"), twentieth (20"), twenty-fifth (25""), thirtieth (30),
thirty-fifth (35'"), fortieth (40) and forty-fifth (45) anniversary of service, shall be entitled to
receive in either that year, or the year following that year (but not afterwards), as recognition of
such service, a bonus equal to a period of one (1) week (five [5] days) time off with pay.
Notwithstanding the foregoing, at the option of the City, a cash bonus equal to such Employee’s

pay for one (1) week(five [5] days) of time maybe provided within that year but not afterwards.

The decision as to the kind of bonus shall be made by the Department Head (orfailing the

Department Head,by their superior) prior to the commencement day of the annual vacation leave
due such Employee underthe vacation provisions of this Agreementin the calendar yearin which
the Employeeis entitled to the service recognition bonus.

If the Employee be granted a period of one (1) week(five [5] days) time off with pay, then such
time off shall be taken by the Employee as an extension or addition to the annual vacation leave

due such Employee in the calendar year in which the Employee is entitled to the service

recognition bonusorin the yearfollowing that year.

If the Employee begranted, at the option of the City, a cash bonus equal to such Employee’s pay
for one (1) week(five [5] days’ time), such bonusshall be paid in the year in which the Employee
is entitled to the service recognition bonus, either on the pay day preceding the commencement

day of such Employee’s annual vacation leave or on the pay day immediately following the

completion of the Employee’s annual vacation leave.

ARTICLE 21 - DENTAL PLAN

It is hereby agreed by the City of Winnipeg and the Winnipeg Association of Public Service

Officers that commencing January 1, 1981, the City shall pay one hundred percent (100%) of the
premium cost of a Dental Plan whichwill provide payment according to the Dental Fee Guide in

effect from time to time as approved by the Manitoba Dental Association.

Pursuant to the terms of the Dental Plan, coverage will be provided to the City’s Employees,

including members of the Association as defined by the Collective Agreement, and eligible

dependents of such members.

Up to date booklets containing a summary of the Plan will be available to Employeesin all
administrative offices.

Effective January 1, 2004 the City shall increase the maximum benefit for Basic and Major Dental
services to one thousandfive hundred dollars ($1,500.00) pereligible person, and increase the
lifetime maximum for Orthodontic services to one thousand five hundred dollars ($1,500.00) per
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eligible person. Effective Pay Period #1, 2014,the lifetime maximum for Orthodontic services
increases to two thousand three hundreddollars ($2,300.00) pereligible person.

ARTICLE 22 - VISION CARE

The City of Winnipeg agrees to continue a standard Vision Care Planfor eligible Employees and
their eligible dependent(s) with one hundred percent (100%) of the cost of the Plan to be paid by
the City.

Eligibility for benefits and the definition of dependent(s) shall be consistent with those utilized by
the City of Winnipeg Dental Plan. Maximum benefits payable underthis Plan shall be:

Effective July 12, 2017 forfull-time Employees/dependent(s):

Increase to three hundred and seventy-five dollars ($375.00) pereligible person in a twenty-four
(24) month period and ninety dollars ($90.00) for the cost of eye examinations in a twenty-four
(24) month period. [2017]

Effective July 12, 2017 for part-time Employees/dependent(s):

Increase to one hundred and eighty-sevendollars andfifty cents ($187.50) per eligible person in
a twenty-four (24) month period and forty-five dollars ($45.00) for the cost of eye examinationsin
a twenty-four (24) month period. [2017]

This benefit shall be adjusted from time to time during the length of this Collective Agreement so

that the benefit received by Employeesin the WAPSObargaining unit in a calendaryearwill be
not less favourable than that received by a majority of other civic Employees whoreceive this

benefit.

ARTICLE 23 - AMBULANCE AND SEMI-PRIVATE HOSPITAL ROOM COVERAGE

Effective January 1, 2004, the City shall provide basic ambulance and semi-private hospital room
coverageto all eligible Employees.

ARTICLE 24 - CIVIL AND CRIMINALLIABILITY

24-1 Civil Liability

If an action or proceeding is brought against any Employee covered by this Agreementfor
an alleged tort committed by them in the performance of their duties, provided such
actions do not constitute a gross disregard or neglect of their duty as an Employee,then:

a) the Employee, upon being served with any legal process, or upon receipt of
notification of any action or proceeding as hereinbefore referred to, being
commenced against them shall advise the City through the head of their

departmentof any such notification or legal process.

b) The City shall pay any damagesor costs awarded against any such Employeein
any suchaction or proceedingsandall legal fees, and/or;

Cc) the City shall pay any sum required to be paid by such Employee in connection
with the settlement of any claim made against such Employeeif such settlement
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is approved by the City through the Office of the City Solicitor before the same is
finalized.

Upon the Employee notifying the City in accordance with Article 24-1(a) above, the
City and the Employee shall forthwith meet and appoint counsel that is mutually
agreeable to both parties. Should the parties be unable to agree on counselthat
is satisfactory to both, then the City shall unilaterally appoint counsel. The City

acceptsfull responsibility for the conduct of the action and the Employee agrees
to cooperatefully with appointed counsel.

This Section shall not be construed to mean that the City shall pay any costs, expenses

or fees for such memberincurred during or as a result of the City’s internal disciplinary

proceedings against such members.

Criminal Liability

If a criminal action including a Highway Traffic Act offense is commenced against any

Employee covered by this Agreementwhich action arises out of such Employee’s actions
while in the performance of their duties and provided such actions do not constitute a
grossdisregard or neglect of their duties as an Employee,then:

a)

d)

the Employee, upon being charged with a criminal offense, or upon receipt of
notification of the commencementof any criminal action being commencedagainst

them uponthe HighwayTraffic Act offense being commencedagainst them,shall

advise the City through the headof their department of such criminal proceedings
and mayrequestthat the City appoint counsel to represent the Employee in such

criminal action;

Uponreceiving a request from an Employee to appoint counsel the matter shall be

referred to the City Solicitor and upon recommendation of the City Solicitor to the
Chief Administrative Officer, the City may agree to appoint counsel on behalf of
the Employee.

If the City agrees to appoint counsel on behalf of the Employee, the Employee and

the City Solicitor shall forthwith meet for purposes of appointing counselthat is
mutually agreeable to both parties. In the event the Employee and the City cannot
agree on who should be appointed as counsel, the City shall not be responsible

for paymentof legal fees.

Onlyif the City agrees to appoint counselwill the City be responsible for payment
of legal fees as taxed and approved bythe City Solicitor.

This Section shall not be construed to mean that the City shall pay any costs, expenses
or fees for such memberincurred during or as a result of the City’s internal disciplinary

proceedings against such members.
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ARTICLE25 - POSITION EVALUATION

25-1 Grading of Positions

a) TheCity will notify the Association,in writing, of all new positions and revisions to

the job descriptions and revisions to the job descriptions of existing positionsfalling
within the jurisdiction of the Association.

b) The Association or the City may request that the City determine the properlevel

for any new and/or revised position. The incumbent of any new and/or revised
position may apply for such a determination through the Association or the City.
The Department concerned will prepare a current job description for rating within
ninety (90) days of the date of request and the rating shall be completed by
Compensation Serviceswithin ninety (90) days of the date on which a currentjob

description is provided. [2020]

c) The City reserves the exclusive right to determine the specific duties and
responsibilities of jobs in the organization and the minimum qualifications deemed

necessary to perform those duties and responsibilities.

d) Compensation Serviceswill seek clarification from Managementandat times

the incumbentin order to determine the appropriate rating of the job. This

includes consideration to the conditions under which the work is performed as
well as the skill, efforts, duties and responsibilities normally required of the work.
The City will utilize the Rating System in force, and will rate the position in

accordancewith said system. [2020]

e) The City will provide the Association and the incumbent (if any) with all
document(s) that were used by the City to determine the rating. If the

Association is not in agreement with the Grade established for the position,
the following procedure shall apply:

i) Within twenty-five (25) working days of receipt of the City’s written

notice, the Association shall write to the City requesting a meeting
andinclude the written reasonsfor their disagreement.

ii) TheCity will meet with the Association to discuss the concernsraised
within fifteen (15) working days of receipt of the Association’s written

notice.

iii) Within ten (10) working days of the meeting, the City will write to the

Association to confirm the City’s position on the evaluation. Should
the Association remain in disagreement, the matter may be appealed
in accordance with Article 25-1(f).

iv) The timelines specified in this Article are mandatory. A request for a
time limit extension madein writing during the timelines specified in
this Clause shall not be unreasonably withheld. [2020]

f) In the event that the Association and/or the incumbent disagree with the rating
assigned by the City, an appeal maybefiled. Only one (1) appeal per individual
rating notification will be considered.
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The appeal mustbe filed with the City no later than twenty (20) working days
from the date the City provided the written response to the Association in
accordance with Article 25-1 (e) (iii). The appeal should befiled on a form
supplied by the City, but no omissions on the form, or non-use of the form, will
vitiate the appealitself. [2020]

The Appeal Committee will be convened quarterly or when the numberof appeals
filed reachesfive (5), whichever comesfirst.

The Appeal Committee will be comprised of two (2) City appointees and one(1)
WAPSOappointee.

(i) At least one (1) of the City appointees shall neither have been involved in
the initial rating for the position under appeal, nor be Human Resources
Staff.

(ii) Committee members will be allowed reasonable time off with pay to
prepare for and to attend meetings of the committees on which they are

serving.

(iii) No Appeal Committee membershall directly or indirectly supervise the
position underreview.

The Appeal Committee will give notice of the appeal hearing date to incumbents
and Association Representatives, who may appearbefore the Appeal Committee

to present their position or respond to questions of Committee members.

The Appeal Committee will make its decision on the appeal in accordance with the
current Rating System. [2020]

All relevant information regarding the rating of the position shall be made

available to the Association. This shall include, but not be restricted to the
following:

A: ratings and rationale;

2. job descriptions;

3. the current Rating Systems and processesin use from time to time

pursuantto this Agreement and any procedure documents;

4. benchmarkpositions

5: all relevant information from the appeal process. [2020]

An Employee whodisputes the results of the appeal decision with respect to the
assigned factor ratings may, within fifteen (15) working days of the receipt by the
Employee of the decision of the Appeal Committee, request the Association to
refer the dispute to arbitration. If the Association refers the dispute to arbitration
the following will apply:
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Nothing in this Article restricts the right of the Association to grieve any issues

relating to position evaluation, including the process, any particular position

evaluation, and any assigned factor ratings provided thatif the Association grieves
a specific position evaluation process with respect to the assigned factorratings,

it must use the process described herein.

(i) The parties to this Agreement shall nameatleast three (3) arbitrators who
shall be appointed in rotation to hear arbitrations respecting the results of

the position evaluation process.

(ii) The Association mustnotify the applicable arbitrator with a copyto the City
of the dispute within twenty (20) working days of the receipt of the

Employee’s request or, if the Association grieves, within thirty-five (35)
working daysof the receipt of the decision of the Appeal Committee.

(iii) The arbitrator will schedule a hearing into the dispute and shall require the
parties to provide the arbitrator with a written statement of their respective

positions and of any facts they can agree uponatleast five (5) working
days prior to the hearing. All documentary evidence shall be submitted to

the arbitrator and the otherparty, if possible, at least five (5) working days
prior to the hearing. Unless the arbitrator determines otherwise, the City

and the Association shall each be limited to presenting evidence from two
(2) witnesses. The arbitrator shall not admit or consider evidencerelating
to the ratings or salaries for positions in other City bargaining units or with

respect to other Employers.

(iv) The arbitrator shall render their decision concerning the disputed factor

ratings in accordance with the Position Evaluation Manual in force from
time to time. The arbitrator may only render a decision with respect to each

factor rating in dispute.

(v) Thearbitrator shall provide a written decision as soon aspossible following

the hearing. The arbitrator’s decision with respect to the dispute in question

shall be final and binding on the City, the Association, and the Employee.

The Association shall be invited to participate in any review of the existing Rating
System. Changesto the existing Rating System can only be made by mutual

written agreement between the Association and the City.

Information contained in the Job Bulletin (Posting) for any positions shall be made
consistent with the evaluated job description. [2020].

Treatment of Incumbents

a) An incumbent whoseposition is upgraded as a result of the position evaluation

processin this Article shall receive:

i) the minimum salary for that grade if their current salary is less than the
minimum step for the new range;or

ii) the samesalary if their current salary is a step in the new range; or
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iii) the next highest dollar amountin the new rangeif their current salary falls

between stepsin the new range,effective the beginning of thefirst full pay

period in the month following the receipt by the City of the requestforrating.

b) An incumbent whoseposition is downgraded,not as a result of their request, and
whosecurrentsalary is above the maximum of the new rangefor their position, as
a result of the position evaluation process in this Article shall be classified as
“incumbentonly”for three (3) years, and red circled thereafter.

Cc) An incumbent whoseposition is downgraded and whosecurrentsalary falls within

the new rangefor their position as a result of the position evaluation processin
this Article shall immediately receive the same, or next highest dollar amount
increment in the new range(if their current salary falls between increments),
effective the beginning ofthefirst full pay period in the month following the receipt
by the City of the requestfor rating.

ARTICLE 26 - SAFETY FOOTWEAR

Where Employeescoveredby the Collective Agreement are required to wear safety footwear, the

City agrees to provide an annual paymentof one hundred andten dollars ($110.00) to eligible
Employees upon proof of purchase of new safety footwear. This provision shall apply to
incumbents of permanentpositions upon date of appointment. All other Employees shall become

eligible upon completion of nine (9) months of service with the City in a position requiring safety
footwear. [2020]

Effective January 1, 2022, the City agrees to increase the annual payment to the amountof
one hundred andforty dollars ($140.00) to eligible Employees who submit proof of
purchaseof new safety footwear. [2020]

This benefit shall be adjusted from time to time during the length of this Collective Agreement so
that the benefit received by Employeesin the bargaining unit in a calendar yearwill be not less
favourable than that received by a majority of other civic Employees whoreceive this benefit.

[2020]

ARTICLE 27 - PENSIONS

27-1 The parties agree to participate in the Winnipeg Civic Employee Benefits Program (the
“Program”) and to be boundbyits terms and conditions, including any applicable trust
agreements, plan texts or other governance documents, written policies and guidelines.

The Program shall consist of the Winnipeg Civic Employees’ Pension Plan, the Winnipeg

Civic Disability Plan and the Winnipeg Civic Employees Early Retirement Arrangement;

27-2. Any disputes with respect to member benefits under the Program shall not be subject to
the grievance and arbitration procedure under this Agreement, but shall be subject to

adjudication under the terms of the Program documents and such procedures that the

Program Trustees may adopt from time to time, or such procedures as may otherwise be
available at law.

ARTICLE28 - NOTICE OF RESIGNATION OR RETIREMENT

A permanent Employee desiring to leave the service of the City shall, unless excused therefrom

by the Department Head, give notice thereof in writing to the Department Head asfollows.
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Sixty (60) working days’ notice, exclusive of vacation time and pre-retirement leave,in the

case of a retiring Employee. The Employee shall have the right to rescind such notice up

to the last twenty (20) working days of the notice.

Twenty (20) working days’ notice, exclusive of vacation time, in the case of a resigning

Employee.

ARTICLE 29 - LICENCE FEES

The City will compensate any Employee in a permanentposition whois required to drive a City
ownedvehicle on City business or any Employee whois required to drive their own carfor City

business by paying for the necessary licence fee, excluding any insurance or other charges.
Temporary Employeeswith twelve (12) months of service will also be eligible for this benefit.

ARTICLE 30 - RESPECTFUL WORKPLACE

30-1 Definitions

Although disrespectful behaviour, disruptive workplace conflict and harassment
can be defined, in practice they overlap. The following definitions, although notall-
inclusive, have been designed to accommodate the different types of concernsthat
mayarise.

a)

b)

d)

Disrespectful behaviour is improper behaviour that would be unwelcometo

a reasonable person and inappropriate in the workplace. It may occur once
or continue overtime. It can include: rude comments and swearing as well
as spreading unfounded or misinformed rumours that damage people’s
reputations, actions that invade privacy or personalproperty and,display or

distribution of printed or electronic material that would offend a reasonable
person.

Harassment is any behaviour that demeans, humiliates or embarrasses a

person and that a reasonable person should have known would be
unwelcome. It may be a single incident or continue over time. Harassment
includes: verbal abuse, actions such as touching or pushing, comments
such as jokes and namecalling, displays such as posters and cartoonsor,

abuses of powersuchasthreats or coercion.

Amongother areas The Manitoba Human Rights Codeprohibits harassment
and discrimination related to the following characteristics: ancestry, race,

ethnic or national origin, nationality, political belief, family status, sex,
including pregnancy, age, marital status, sexual orientation, source of

income,and physical or mentaldisability.

The parties agree that there shall be no discrimination or harassment as
defined by the Manitoba Human Rights Code. The parties further agree that
there shall be no discrimination or harassment on the basis of place of
residence and membershiporactivity in the Association.

x
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e) Workplaceviolenceis a threat that may include butis not limited to any act,
gesture or statement that may reasonably be interpreted as threatening or
potentially violent. A violent act is an intentional act that could reasonably

be expected to cause physical harm to a person or to damageproperty.

The City and the Association are committed to a respectful environmentthat lays
the foundation for Employeesto flourish and take pride in doing their best work as
public servants. During the current round of bargaining, the Association raised a
numberof concernsrelated to respect in the workplace and howto continue to work
with the City to create a better work environmentforall.

It is the City’s primary responsibility to provide a respectful workplace for all
Employees through a Respectful Workplace Administrative Standard and

establishing workplace expectationsfor all Employees, regardlessof rank outlining

the conduct expected of a public servant. The City, the Association and the

Employees havea joint responsibility in ensuring that a respectful workplace is
maintained.

In a respectful workplace, all Employee, regardless of rank or position are valued.
Communication is polite and courteous, and public servants abide by the adage

“treat others as you wishto be treated.” When any behaviourthat can be described
as disrespectful, discriminatory or harassment of any kind occurs, it must be

addressedin a timely, deliberate and respectful manner.

Studies have shownthat Employees are morelikely to perform to the best of their
abilities when they work in an environment where respect, diversity, opportunity
and inclusion are high priorities and where opportunity for advancementis not
threatened by exercising workplace rights. The City valuesall of its Employees and

joins the Association in supporting their talents, aspirations, and innovative

approach as public servants. The City will ensure that Respectful Workplace

training is provided to each newly hired bargaining unit member. The City is
committed to an ongoing educational and awareness campaignto reinforce the
importanceof a respectful workplace. The content of the campaign will cover areas

such as expectations, the complaint process, supervisors and Employees’
obligations. The Management Relations Committee will discuss and review the

educational and awareness campaign on a semi-annualbasis.

No Employeeof the City of Winnipeg is required to tolerate disrespectful behaviour.

Each Employee, regardless of rank or position, is responsible and accountable for

their own actions, and all Employees have a responsibility to treat one another with

respect.

The work environment must be free of behaviours such as discrimination,
harassment, disrespect and violence in the workplace. The principle of fair

treatment is a fundamental one and both the City and the Association will support
Employees whofind themselvesin a position that could jeopardize their well-being
or undermine workrelationships and productivity. In addition, the parties agree

that a respectful workplace includes a safe and healthy workplace as defined by the
Manitoba Workplace Safety and Health Act.
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The Association recognizes that the City’s Respectful Workplace Administrative
Standard is a management document. The City recognizes that should they wish
to change the Administrative Standard, consultation with the Association will occur
prior to implementing any changes.

The City agrees that this Administrative Standard will include:

- Acomplaint process andtimelines;
- A provision for risk assessment and immediaterelief;

- Proceduresfor a formal investigation;

- Workplacerestoration;
- A procedure for complaints involving members of City Council; and
- Ahyperlink to the complaint procedure within the City Council Code of Conduct.

If an Employee has experienced disrespectful behaviour, they are encouraged to
immediately bring forward the concerns under the City’s Respectful Workplace
Administrative Standard.

Asanalternative to the formal procedure set out in the Respectful Workplace Standard,

an Employee maybring concerns forward and requestto participate in mediation with the
other Employee involved. Where both Employees agree to mediation, mediation will

require the following process:

1. The City and the Association will discuss the nature of the complaint and jointly
agree to support mediation between the Complainant and the Respondent;

The City and the Associationwill discuss the selection of the Mediator;

The mediation process and resolution will be kept strictly confidential by the

Complainant and Respondent;

Where a resolution is reached, the Complainant and Respondent shall agree in

writing that a resolve has been met, and will adhere to the principles of the resolve

and the matterwill then be considered concluded; and

The Mediator may follow up with both parties post mediation to review the progress
and/or raise concerns to the Association and the City if the outcome has proven

unsuccessful.

If resolution cannot be reached through the mediation process, or any one of the parties
wishes to withdraw from the mediation, the complaint will be referred to the procedure set

out in the Respectful Workplace Administrative Standard. [2020]
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ARTICLE 31 —- CAR ALLOWANCE

The parties agree to the following provisions to reimburse Employees using their personal
vehicles for City business:

1. User Categories

a) Required

Threshold: Automatic placement if annual mileage is in excess of four thousand
(4,000) kilometresorif the job description requires the use of a personal vehicle or
at the discretion of the Department Head if annual mileage is below four thousand
(4,000) kilometres.

b) Occasional

All circumstances that do not meet the Required threshold.

2. Allowance Rates

The following allowances apply to the Required and Occasional categories effective
September 1, 2013:

a) The maximum perkilometre rate permitted by the Canada Revenue Agency

All future kilometre rates for the first five thousand (5,000) kilometres will reflect

one hundred percent (100%) of the maximum applicable Canada Revenue Agency
(CRA) perkilometre rate. The rate for annual kilometres in excessoffive thousand
(5,000)will be set five cents (5¢) below the rate for thefirst five thousand (5,000)
kilometres unless the resulting rate exceeds the maximum allowed by CRA in

which case the CRA maximum shall be payable. Automobile allowancerateswill
be updated in accordance with CRA rates and applied January 1 of every year.

a Parking Costs

a) At Permanent Workstation

i) Required Category — one hundred percent (100%) reimbursement of
approved monthly parking (not applicable if parking provided by the City).

ii) Occasional Category — reimbursementof out of pocket additional expense
on date of use.

b) At Location Other Than Permanent Workstation

For Required and Occasional categories, one hundred percent (100%)
reimbursementfor any authorized expenseincurred.

ARTICLE 32 —- STANDBY PAY

a) Standbytimeis defined as a time expressly authorized in writing by the Department Head
and outside an Employee’s regularly scheduled shift(s) during which an Employee is



b)

d)

f)
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required to be available to respond to an operational matter in an appropriate manner. It

is understood and agreed that Employees may from time to time receive phonecalls
outside of normal working hours. This doesnottrigger the standbyprovisions.

The requirementfor standby and the number of Employees on standbyfor the same
time period in a work area or unit will be determined by the Department Head at their
sole discretion. [2020]

Whenan Employee has beendirected to be on standby, the following shall apply:

i) An Employee designated for standby duty shall be available to respond as soon
as possible to an operational matter at all times during the standby period
assigned,in a condition appropriate for work;

ii) An Employee designated for standby duty shall be available throughout the period
of standby at a known telephone number, or by some other method of
communication agreed between the Department and the Employee;

iii) An Employee designated for standby duty mustbe available to return for work as

quickly as possible and mustreport to a work location within a reasonable amount

of time, but no later than two (2) hours from receiptof a call;

iv) In the event that an Employee designated for standby duty cannot be contacted or
is unable to report to work as required when contacted standby paymentwill be

forfeited and disciplinary action may be taken;

Vv) Whereverpossible, standby duty shall be scheduled in advance.

Standbypayrates shall be paid in accordance with the following shifts or portion thereof:

i) From Monday4:30 p.m. to Tuesday 8:30 a.m. — Fifty dollars ($50.00)
ii) From Tuesday 4:30 p.m. to Wednesday 8:30 a.m. — Fifty dollars ($50.00)

iii) From Wednesday 4:30 p.m. to Thursday 8:30 a.m. — Fifty dollars ($50.00)

iv) From Thursday 4:30 p.m. to Friday 8:30 a.m. — Fifty dollars ($50.00)
Vv) From Friday 4:30 p.m. to Saturday 8:30 a.m. — Fifty dollars ($50.00)
vi) From Saturday 8:30 a.m. to Sunday 8:30 a.m. — One hundred dollars ($100.00)
vii) From Sunday 8:30 a.m. to Monday 8:30 a.m. — One hundreddollars ($100.00)

viii) From 8:30 a.m. ona Statutory Holiday to 8:30 a.m. the day following the Statutory

Holiday — One hundred dollars ($100.00). [2017]

At the Employee’s option, compensation for standby may be taken as pay, or equivalent

time off with pay at a time mutually agreed to between the Employee andtheir supervisor.
Carry over from yearto year will not be permitted, and all outstanding balanceswill be
cashed out at December31stof any year.

In the event that an Employee designated for standby duty reports for work, that time
worked will be considered overtime and will be compensated in accordance with Article
13 and Schedule J.
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ARTICLE 33 —- MEAL ALLOWANCE

An Employee required to workfor a period in excessof two (2) hours immediately following their

regular hours of work shall be granted ten dollars ($10.00) as a meal allowance provided they

are unable to go home and a meal is not provided by the Department. In isolated areas,

reasonable delivery charges, as determined by the Department Head, shall be paid. The meal
allowance moneyshall be paid no later than the pay period following the pay period in which the
additional hours were worked. [2017]
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IN WITNESS WHEREOFthe parties have executed this Agreementin the City of Winnipeg, the

Province of Manitoba this _2 St. dayof_Coetobe” , 2021

   WINNIPEG

 

 

Mayor —

MA.€_ —
City Clerk

Certified as to Contract Details:

<i
Chief Administrative Officer

Reviewed as to Business Terms:

O06.Bo
Senior Manager, Labour Relations

Legally Reviewed and Certified as to Form:

WWAo2zr,
For City Solicitor/Director, Legal Services
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FOR THE WINNIPEG ASSOCIATION OF PUBLIC SERVICE OFFICERS

RA\-
    

 

  

 

Richard Mahé Keith Bellamy
President Executive Director

BLZibom— Ltmeiet t
“Michael Robinson TracySchmidt
Vice President Labour Relations Officer

WOOK
Angela Smith

Secretary Treasurer
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SCHEDULES TO THE COLLECTIVE AGREEMENT

BETWEENTHECITY OF WINNIPEG

AND

THE WINNIPEG ASSOCIATION OF PUBLIC SERVICE
OFFICERS

 



47

 

2021 Salary Schedule - July 4, 2021 - Pay Period #14 - 0.50% increase |

BI-WEEKLY RATES

 
“In accordancewith Article 4, an employee whoenters the bargaining unit onorafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

*Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the timeofratification will continue to be paid in accordance with Schedule A-1 until they are the successful

applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequentlyfollow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-1
STEP GRADE STEP

1 2 3 4 5 6 7 8 9 10 "1 12
21 $2,945.27 $3,203.78 $3,539.98 $3,908.66 $4,278.77 $4,729.38 $5,249.22 $5,630.62 $6,038.86 $6,506.44 $7,020.62 $7,584.25 21
20 $2,902.89 $3,164.22 $3,497.60 $3,860.64 $4,220.85 $4,667.23 $5,184.24 $5,557.17 $5,962.58 | $6,424.50 $6,927.39 $7,489.60 20
19 $2,867.58 $3,123.26 $3,450.98 $3,811.19 $4,168.58 $4,609.31 $5,113.61 $5,485.13 $5,884.89 $6,341.16 $6,841.22 $7,392.14 19
18 $2,830.85 $3,083.71 $3,404.37 $3,763.17 $4,112.08 $4,547.16 $5,045.81 $5,414.50 $5,807.20 $6,254.99 $6,749.40 $7,291.84 18
17 $2,792.71 $3,042.74 $3,359.16 $3,713.73 $4,055.57 $4,486.42 $4,978.00 $5,339.63 $5,728.09 $6,170.24 $6,659.00 $7,191.55 17
16 $2,754.57 $3,003.19 $3,311.13 $3,660.05 $4,004.72 $4,427.09 $4,911.61 $5,266.17 $5,648.99 $6,088.31 $6,570.00 $7,096.90 16
15 $2,719.25 $2,959.40 $3,270.17 $3,610.61 $3,946.80 $4,366.35 $4,843.81 $5,196.96 $5,569.88 $6,004.96 $6,478.18 $6,998.02 15

14 $2,679.70 $2,919.84 $3,223.55 $3,556.93 $3,893.13 $4,305.60 $4,777.41 $5,120.67 $5,492.19 $5,920.21 $6,387.78 $6,900.55 14
13 $2,641.56 $2,878.88 $3,178.35 $3,510.31 $3,839.45 $4,242.04 $4,708.20 $5,048.63 $5,417.32 $5,832.63 $6,294.55 $6,800.26 13

12 $2,604.83 $2,836.50 $3,134.56 $3,463.70 $3,782.94 $4,182.71 $4,640.39 $4,976.59 $5,338.22 $5,750.69 $6,205.55 $6,705.61 12
11 $2,572.34 $2,795.54 $3,087.94 $3,410.02 $3,729.26 $4,121.97 $4,571.17 $4,907.37 $5,257.70 $5,670.18 $6,117.97 $6,608.14 11

$2,529.97 $2,754.57 $3,042.74 $3,360.58 $3,672.76 $4,059.81 $4,507.61 $4,833.92 $5,185.65 $5,585.42 $6,023.33 $6,506.44
$2,491.83 $2,716.43 $2,998.95 $3,308.31 $3,616.26 $3,999.07 $4,438.39 $4,763.29 $5,105.14 $5,496.43 $5,932.92 $6,406.14
$2,457.92 $2,674.05 $2,953.75 $3,263.11 $3,561.16 $3,941.15 $4,370.58 $4,688.42 $5,030.27 $5,417.32 $5,839.69 $6,314.32
$2,418.37 $2,631.67 $2,902.89 $3,210.84 $3,508.90 $3,879.00 $4,305.60 $4,614.96 $4,949.75 $5,331.15 $5,750.69 $6,212.61
$2,378.82 $2,592.12 $2,860.51 $3,161.40 $3,452.39 $3,818.26 $4,236.39 $4,542.92 $4,872.06 $5,247.81 $5,664.53 $6,117.97
$2,344.92 $2,549.74 $2,816.72 $3,110.55 $3,398.72 $3,758.93 $4,168.58 $4,469.47 $4,792.95 $5,161.64 $5,568.47 $6,016.26
$2,303.95 $2,511.60 $2,771.52 $3,059.69 $3,343.62 $3,696.77 $4,100.78 $4,396.01 $4,715.26 | $5,079.71 $5,479.48 $5,920.21
$2,265.81 $2,469.22 $2,726.32 $3,011.66 $3,288.53 $3,636.03 $4,034.39 $4,322.56 $4,637.57 $4,993.54 $5,386.24 $5,821.32
$2,230.50 $2,428.26 $2,679.70 $2,959.40 $3,232.03 $3,572.47 $3,965.17 $4,250.51 $4,558.46 $4,913.02 $5,300.07 $5,722.44
$2,192.36 $2,387.29 $2,635.91 $2,909.96 $3,178.35 $3,515.96 $3,897.36 $4,179.88 $4,480.77 $4,828.27 $5,208.26 $5,624.97

 

 

 

 

 

 

 

 

 

 

 

 

 

 

o=
<

o=

 

oo
a

 

 

 

 

 

 

 

 

O
r
n
;

oO;
n
i
t
]

o
r
n
i
c
-

O
r
r
;

oO]
o
f

t
y

o
O
r
n
i

=          
 

 
 

INTERN RATES STEP INCREMENT,

YEAR 1 YEAR 2 1-6 3 Steps

$1,425.03 $1,534.65 7-13 2 Steps

14-20 1 Step

 

 

 

     

     



 

}2021 Salary Schedule - July 4, 2021 - Pay Period #14 - 0.50% increase
 

ANNUAL RATES

*In accordancewith Article 4, an employee whoenters the bargaining unit on orafter the date ofratification (October29, 2020) shall be placed on Schedule A-2.
*Employeesof the bargaining unit who are on Schedule A-2 at the timeof ratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the time of ratification will continue to be paid in accordance with Schedule A-1 until they are the successful
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applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casethey will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1
 

STEP
GRADE
 

1 2 3 4 5 6 7 2 10 11 12

STEP

 

21 $76,577.04 $83,298.20 $92,039.36 $101,625.26 $111,247.90 $122,964.00] $136,479.76 $146,396.21 $157,010.48 $169,167.32 $182,536.16 $197,190.48
 

20 $75,475.21 $82,269.82 $90,937.53 $100,376.53 $109,742.07 $121,347.99} $134,790.29 $144,486.37 $155,027.20 $167,037.12 $180,112.14 $194,729.73
 

19 $74,557.02 $81,204.72 $89,725.52 $99,091.06 $108,383.14 $119,842.15] $132,953.91 $142,613.26 $153,007.17 $164,870.19 $177,871.76 $192,195.52
 

18 $73,602.11 $80,176.35 $88,513.51 $97,842.32 $106,914.04 $118,226.14] $131,190.98 $140,776.89 $150,987.16 $162,629.80 $175,484.46 $189,587.86
 

17 $72,610.46 $79,111.25 $87,338.23 $96,556.86 $105,444.94 $116,646.85] $129,428.06 $138,830.32 $148,930.41 $160,426.15 $173,133.90 $186,980.20
 

16 $71,618.82

|

$78,082.87 $86,089.49 $95,161.21 $104,122.74 $115,104.29] $127,701.86 $136,920.49 $146,873.67 $158,295.95 $170,820.06 $184,519.46
 

15 $70,700.63 $76,944.32 $85,024.39 $93,875.74 $102,616.91 $113,525.01 $125,938.93 $135,120.84 $144,816.92 $156,129.02 $168,432.77 $181,948.52
 

14 $69,672.25 $75,915.95 $83,812.38 $92,480.09 $101,221.26 $111,945.72] $124,212.74 $133,137.55 $142,796.90 $153,925.37 $166,082.20 $179,414.32
 

13 $68,680.61 $74,850.85 $82,637.10 $91,268.08 $99,825.61 $110,292.98] $122,413.09 $131,264.43 $140,850.34 $151,648.25 $163,658.18 $176,806.66
 

12 $67,725.69 $73,749.02 $81,498.54 $90,056.07 $98,356.51 $108,750.42] $120,650.16 $129,391.33 $138,793.59 $149,518.05 $161,344.34 $174,345.91
 

11 $66,880.96 $72,683.92 $80,286.53 $88,660.42 $96,960.86 $107,171.13] $118,850.51 $127,591.68 $136,700.12 $147,424.58 $159,067.23 $171,811.71
 

10 $65,779.13 $71,618.82 $79,111.25 $87,374.96 $95,491.76 $105,555.12] $117,197.77 $125,681.84 $134,827.02 $145,220.93 $156,606.48 $169,167.32,
 

$64,787.48 $70,627.17 $77,972.69 $86,016.04 $94,022.65 $103,975.83] $115,398.12 $123,845.46 $132,733.54 $142,907.08 $154,255.91 $166,559.66
 

$63,906.02 $69,525.34 $76,797.41 $84,840.75 $92,590.28 $102,470.00} $113,635.19 $121,898.90 $130,786.98 $140,850.34 $151,831.89 $164,172.37
 

$62,877.65 $68,423.52 $75,475.21 $83,481.83 $91,231.35 $100,853.99 $111,945.72 $119,989.07 $128,693.51 $138,609.96 $149,518.05 $161,527.98
 

$61,849.28 $67,395.14 $74,373.39 $82,196.37 $89,762.25 $99,274.70 $110,146.07 $118,115.95 $126,673.49 $136,443.03 $147,277.67 $159,067.23
 

$60,967.82 $66,293.32 $73,234.83 $80,874.17 $88,366.60 $97,732.14 $108,383.14 $116,206.12 $124,616.74 $134,202.64 $144,780.19 $156,422.84
 

$59,902.72 $65,301.67 $72,059.55 $79,551.98 $86,934.22 $96,116.13 | $106,620.22 $114,296.29 $122,596.72 $132,072.44 $142,466.35 $153,925.37
 

$58,911.07 $64,199.84 $70,884.27 $78,303.24 $85,501.85 $94,536.84 $104,894.02 $112,386.45 $120,576.71 $129,832.06 $140,042.33 $151,354.43
 

$57,992.88 $63,134.74 $69,672.25 $76,944.32 $84,032.75 $92,884.10 $103,094.37 $110,513.35 $118,519.96 $127,738.59 $137,801.95 $148,783.50
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YEAR 1 YEAR 2
   $37,050.80 $39,900.86    

STEP INCREMEN
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20 1 Step
     



49

 

2021 Salary Schedule- July 4, 2021 - Pay Period #14 - 0.50% increase 7

BI-WEEKLY RATES

 
*In accordancewith Article 4, an employee whoenters the bargaining unit on orafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

“Employeesof the bargaining unit who are on Schedule A-2 at the timeofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the timeofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casethey will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatmentof Incumbents)

SCHEDULE A-2
 

STEP GRADE STEP

1 2 3 4 5 6 ie 8 9 10 11 12

 

 

21 $3,908.66 $4,278.77 $4,729.38 $5,249.22 $5,630.62 $6,038.86 $6,506.44 $7,020.62 $7,584.25 21
 

20 $3,860.64 $4,220.85 $4,667.23 $5,184.24 $5,557.17 $5,962.58 $6,424.50 $6,927.39 $7,489.60 20
 

19 $3,450.98 $3,811.19 $4,168.58 $4,609.31 $5,113.61 $5,485.13 $5,884.89 $6,341.16 $6,841.22 $7,392.14 19
 

18 $3,404.37 $3,763.17 $4,112.08 $4,547.16 $5,045.81 $5,414.50 $5,807.20 $6,254.99 $6,749.40 $7,291.84 18
 

17 $3,359.16 $3,713.73 $4,055.57 $4,486.42 $4,978.00 $5,339.63 $5,728.09 $6,170.24 $6,659.00 $7,191.55 17
 

16 $3,311.13 $3,660.05 $4,004.72 $4,427.09 $4,911.61 $5,266.17 $5,648.99 $6,088.31 $6,570.00 $7,096.90 16
 

15 $3,270.17 $3,610.61 $3,946.80 $4,366.35 $4,843.81 $5,196.96 $5,569.88 $6,004.96 $6,478.18 $6,998.02 15
 

14 $2,919.84 $3,223.55 $3,556.93 $3,893.13 $4,305.60 $4,777.41 $5,120.67 $5,492.19 $5,920.21 $6,387.78 $6,900.55 14
 

13 $2,878.88 $3,178.35 $3,510.31 $3,839.45 $4,242.04 $4,708.20 $5,048.63 $5,417.32 $5,832.63 $6,294.55 $6,800.26 13
 

12 $2,604.83 $2,836.50 $3,134.56 $3,463.70 $3,782.94 $4,182.71 $4,640.39 $4,976.59 $5,338.22 $5,750.69 $6,205.55 $6,705.61 12
 

11 $2,572.34 $2,795.54 $3,087.94 $3,410.02 $3,729.26 $4,121.97 $4,571.17 $4,907.37 $5,257.70 $5,670.18 $6,117.97 $6,608.14 11
 

$2,529.97 $2,754.57 $3,042.74 $3,360.58 $3,672.76 $4,059.81 $4,507.61 $4,833.92 $5,185.65 $5,585.42 $6,023.33 $6,506.44 10

S
o
=

 

$2,491.83 $2,716.43 $2,998.95 $3,308.31 $3,616.26 $3,999.07 $4,438.39 $4,763.29 $5,105.14 $5,496.43 $5,932.92 $6,406.14

a

 

$2,457.92 $2,674.05 $2,953.75 $3,263.11 $3,561.16 $3,941.15 $4,370.58 $4,688.42 $5,030.27 $5,417.32 $5,839.69 $6,314.32
 

$2,418.37 $2,631.67 $2,902.89 $3,210.84 $3,508.90 $3,879.00 $4,305.60 $4,614.96 $4,949.75 $5,331.15 $5,750.69 $6,212.61
 

$2,378.82 $2,592.12 $2,860.51 $3,161.40 $3,452.39 $3,818.26 $4,236.39 $4,542.92 $4,872.06 $5,247.81 $5,664.53 $6,117.97
 

$2,344.92 $2,549.74 $2,816.72 $3,110.55 $3,398.72 $3,758.93 $4,168.58 $4,469.47 $4,792.95 $5,161.64 $5,568.47 $6,016.26
 

$2,303.95 $2,511.60 $2,771.52 $3,059.69 $3,343.62 $3,696.77 $4,100.78 $4,396.01 $4,715.26 $5,079.71 $5,479.48 $5,920.21
 

$2,265.81 $2,469.22 $2,726.32 $3,011.66 $3,288.53 $3,636.03 $4,034.39 $4,322.56 $4,637.57 $4,993.54 $5,386.24 $5,821.32
 

$2,230.50 $2,428.26 $2,679.70 $2,959.40 $3,232.03 $3,572.47 $3,965.17 $4,250.51 $4,558.46 $4,913.02 $5,300.07 $5,722.44
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$2,192.36 $2,387.29 $2,635.91 $2,909.96 $3,178.35 $3,515.96 $3,897.36 $4,179.88 $4,480.77 $4,828.27 $5,208.26 $5,624.97          
 

 

INTERN RATES STEP INCREMENT]
YEAR 1 YEAR 2 1-6 3 Steps

$1,425.03 $1,534.65 7-13 2 Steps

14-20 1 Step
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“In accordancewith Article 4, an employee who enters the bargaining unit on orafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

“Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the timeof ratification will continue to be paid in accordance with Schedule A-1 until they are the successful

applicantto a position at a higher Administrative Salary Level (Grade)or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-2
 

STEP GRADE
 

4 5 6 7 10 11 12

STEP

 

21 $101,625.26 $111,247.90 $122,964.00 $136,479.76 $146,396.21 $157,010.48 $169,167.32 $182,536.16 $197,190.48
 

20 $100,376.53, $109,742.07 | $121,347.99 $134,790.29 $144,486.37 $155,027.20 $167,037.12 $180,112.14 $194,729.73
 

19 $89,725.52 $99,091.06 $108,383.14 $119,842.15 $132,953.91 $142,613.26 $153,007.17 $164,870.19 $177,871.76 $192,195.52
 

18 $88,513.51 $97,842.32 $106,914.04 $118,226.14 $131,190.98 $140,776.89 $150,987.16 $162,629.80 $175,484.46 $189,587.86
 

17 $87,338.23 $96,556.86 $105,444.94 $116,646.85 $129,428.06 $138,830.32 $148,930.41 $160,426.15 $173,133.90 $186,980.20
 

16 $86,089.49 $95,161.21 $104,122.74 $115,104.29 $127,701.86 $136,920.49 $146,873.67 $158,295.95 $170,820.06 $184,519.46
 

15 $85,024.39 $93,875.74 $102,616.91 $113,525.01 $125,938.93 $135,120.84 $144,816.92 $156,129.02 $168,432.77 $181,948.52
 

14 $75,915.95 $83,812.38 $92,480.09 $101,221.26 $111,945.72 $124,212.74 $133,137.55 $142,796.90 $153,925.37 $166,082.20 $179,414.32
 

13 $74,850.85 $82,637.10 $91,268.08 $99,825.61 $110,292.98 $122,413.09 $131,264.43 $140,850.34 $151,648.25 $163,658.18 $176,806.66
 

12 $67,725.69 | $73,749.02 $81,498.54 $90,056.07 $98,356.51 $108,750.42 $120,650.16 $129,391.33 $138,793.59 $149,518.05 $161,344.34 $174,345.91
 

11 $66,880.96 $72,683.92 $80,286.53 $88,660.42 $96,960.86 $107,171.13 $118,850.51 $127,591.68 $136,700.12 $147,424.58 $159,067.23 $171,811.71
 

10 $65,779.13 $71,618.82 $79,111.25 $87,374.96 $95,491.76 $105,555.12 $117,197.77 $125,681.84 $134,827.02 $145,220.93 $156,606.48 $169,167.32
 

$64,787.48 $70,627.17 $77,972.69 $86,016.04 $94,022.65 $103,975.83 $115,398.12 $123,845.46 $132,733.54 $142,907.08 $154,255.91 $166,559.66
 

$63,906.02 $69,525.34 $76,797.41 $84,840.75 $92,590.28 $102,470.00 $113,635.19 $121,898.90 $130,786.98 $140,850.34 $151,831.89 $164,172.37
 

$62,877.65 $68,423.52 $75,475.21 $83,481.83 $91,231.35 $100,853.99 $111,945.72 $119,989.07 $128,693.51 $138,609.96 $149,518.05 $161,527.98
 

$61,849.28 $67,395.14 $74,373.39 $82,196.37 $89,762.25 $99,274.70 $110,146.07 $118,115.95 $126,673.49 $136,443.03 $147,277.67 $159,067.23
 

$60,967.82 $66,293.32 $73,234.83 $80,874.17 $88,366.60 $97,732.14 $108,383.14 $116,206.12 $124,616.74 $134,202.64 $144,780.19 $156,422.84
 

$59,902.72 $65,301.67 $72,059.55 $79,551.98 $86,934.22 $96,116.13 $106,620.22 $114,296.29 $122,596.72 $132,072.44 $142,466.35 $153,925.37
 

$58,911.07 $64,199.84 $70,884.27 $78,303.24 $85,501.85 $94,536.84 $104,894.02 $112,386.45 $120,576.71 $129,832.06 $140,042.33 $151,354.43
 

$57,992.88 $63,134.74 $69,672.25 $76,944.32 $84,032.75 $92,884.10 $103,094.37 $110,513.35 $118,519.96 $127,738.59 $137,801.95 $148,783.50|
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e $57,001.23  $62,069.64 $68,533.70  $75,658.85  $82,637.10  $91,414.99  $101,331.44  $108,676.96  $116,499.94  $125,534.93 $135,414.65 $146,249.30
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INTERN RATES
 

YEAR 1 YEAR 2
  $37,050.80  $39,900.86    

STEP INCREMENT]
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20  1 Step
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|2022 Salary Schedule - January 16, 2022 - Pay Period #2 - 0.50% increase |

BI-WEEKLY RATES

 
“In accordance with Article 4, an employee whoenters the bargaining unit onorafter the dateofratification (October29, 2020) shall be placed on Schedule A-2.
“Employeesofthe bargaining unit who are on Schedule A-2 at the timeofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicant to a position at a higher Administrative Salary Level (Grade)or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casethey will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1
 

STEP
GRADE
 

1 2 3 4 5 i 9 10 11 12

STEP

 

21 $2,960.00 $3,219.80 $3,557.68 $3,928.21 $4,300.16 $4,753.03 $5,275.47 $5,658.78 $6,069.06 $6,538.97 $7,055.72 $7,622.17
 

20 $2,917.41 $3,180.04 $3,515.09 $3,879.94 | $4,241.95 $4,690.57 $5,210.16 $5,584.95 $5,992.40 $6,456.63 $6,962.03 $7,527.05
 

19 $2,881.92 $3,138.87 $3,468.24 $3,830.25 $4,189.43 $4,632.36 $5,139.18 $5,512.55 $5,914.32 $6,372.87 $6,875.43 $7,429.10
 

18 $2,845.00 $3,099.12 $3,421.39 $3,781.98 $4,132.64 $4,569.90 $5,071.04 $5,441.57 $5,836.23 $6,286.27 $6,783.15 $7,328.30
 

17 $2,806.67 $3,057.95 $3,375.96 $3,732.29 $4,075.85 $4,508.85 $5,002.89 $5,366.33 $5,756.73 $6,201.09 $6,692.29 $7,227.50
 

16 $2,768.34 $3,018.20 $3,327.69 $3,678.35 $4,024.74 $4,449.22 $4,936.17 $5,292.50 $5,677.23 $6,118.75 $6,602.85 $7,132.39
 

15 $2,732.85 $2,974.19 $3,286.52 $3,628.66 $3,966.54 $4,388.18 $4,868.02 $5,222.94 $5,597.73 $6,034.99 $6,510.57 $7,033.01
 

14 $2,693.10 $2,934.44 $3,239.67 $3,574.71 $3,912.59 $4,327.13 $4,801.30 $5,146.28 $5,519.65 $5,949.81 $6,419.72 $6,935.05
 

13 $2,654.77 $2,893.27 $3,194.24 $3,527.86 $3,858.64 $4,263.25 $4,731.74 $5,073.88 $5,444.41 $5,861.79 $6,326.02 $6,834.26
 

12 $2,617.86 $2,850.68 $3,150.23 $3,481.01 $3,801.86 - $4,203.62 $4,663.59 $5,001.47 $5,364.91 $5,779.45 $6,236.58 $6,739.14
 

11 $2,585.21 $2,809.51 $3,103.38 $3,427.07 $3,747.91 $4,142.58 $4,594.03 $4,931.91 $5,283.99 $5,698.53 $6,148.56 $6,641.18
 S

o
=

$2,542.62 $2,768.34 $3,057.95 $3,377.38 $3,691.12 $4,080.11 $4,530.14 $4,858.09 $5,211.58 $5,613.35 $6,053.44 $6,538.97
 o

$2,504.29 $2,730.01 $3,013.94 $3,324.85 $3,634.34 $4,019.07 $4,460.58 $4,787.10 $5,130.66 $5,523.91 $5,962.58 $6,438.17
 

$2,470.21 $2,687.42 $2,968.52 $3,279.42 $3,578.97 $3,960.86 $4,392.44 $4,711.86 $5,055.42 $5,444.41 $5,868.89 $6,345.89
 

$2,430.46 $2,644.83 $2,917.41 $3,226.89 $3,526.44 $3,898.39 $4,327.13 $4,638.04 $4,974.50 $5,357.81 $5,779.45 $6,243.68
 

$2,390.71 $2,605.08 $2,874.82 $3,177.21 $3,469.66 $3,837.35 $4,257.57 $4,565.64 $4,896.42 $5,274.05 $5,692.85 $6,148.56
 

$2,356.64 $2,562.49 $2,830.81 $3,126.10 $3,415.71 $3,777.72 $4,189.43 $4,491.81 $4,816.92 $5,187.45 $5,596.31 $6,046.34
 

$2,315.47 $2,524.16 $2,785.38 $3,074.99 $3,360.34 $3,715.26 $4,121.28 $4,417.99 $4,738.83 $5,105.11 $5,506.87 $5,949.81
 

$2,277.14 $2,481.57 $2,739.95 $3,026.72 $3,304.98 $3,654.21 $4,054.56 $4,344.17 $4,660.75 $5,018.51 $5,413.17 $5,850.43
 

$2,241.65 $2,440.40 $2,693.10 $2,974.19 $3,248.19 $3,590.33 $3,984.99 $4,271.77 $4,581.25 - $4,937.59 $5,326.58 $5,751.05
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g $2,203.32 $2,399.23 $2,649.09  $2,924.51  $3,194.24  $3,533.54  $3,916.85  $4,200.78  $4,503.17  $4,852.41 $5,234.30 $5,653.10
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INTERN RATES
 

YEAR 1 YEAR 2
  $1,432.16  $1,542.32    

STEP INCREMEN
 

1-6 3 Steps
 

7-13 2 Steps
 

14 - 20  1 Step     
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*In accordancewith Article 4, an employee whoenters the bargaining unit on or after the date of ratification (October 29, 2020) shall be placed on Schedule A-2.

*Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful

applicant to a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade)in which casethey will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1
 

STEP GRADE
 

1 2 3 4 5 6 fi 3
:

10 11 12

STEP

 

21 $76,959.93 $83,714.69 $92,499.56 $102,133.39 $111,804.14 $123,578.82 $137,162.16 $147,128.19 $157,795.54 $170,013.15 $183,448.84 $198,176.43
 

20 $75,852.59 $82,681.17 $91,392.22 $100,878.41 $110,290.78 $121,954.73 $135,464.24 $145,208.80 $155,802.33 $167,872.31 $181,012.70 $195,703.38
 

19 $74,929.81 $81,610.74 $90,174.15 $99,586.52 $108,925.06 $120,441.36 $133,618.68 $143,326.33 $153,772.21 $165,694.54 $178,761.12 $193,156.50
 

18 $73,970.12 $80,577.23 $88,956.08 $98,331.54 $107,448.61 $118,817.27 $131,846.94 $163,442.95 $176,361.89 $190,535.80
 

17 $72,973.51 $79,506.80 $87,774.92 $97,039.64 $105,972.16 $117,230.09 $130,075.20 $139,524.47 $149,675.06 $161,228.28 $173,999.57 $187,915.10
 

16 $71,976.91 $78,473.29 $86,519.94| $95,637.02 $104,643.36 $115,679.81 $128,340.37 $137,605.09 $147,608.03 $159,087.43 $171,674.16 $185,442.05
 

15 $71,054.13 $77,329.04 $85,449.51 $94,345.12 $103,129.99 $114,092.63 $126,568.63 $135,796.44 $145,541.01 $156,909.66 $169,274.93 $182,858.27
 

14 $70,020.61 $76,295.53 $84,231.44 $92,942.49 $101,727.37 $112,505.45 $124,833.80 $133,803.23 $143,510.89 $154,694.99 $166,912.61 $180,311.39
 

13 $69,024.01 $75,225.10 $83,050.28 $91,724.42 $100,324.74 $110,844.44 $123,025.15 $131,920.76 $141,554.59 $152,406.49 $164,476.47 $177,690.69
 

12 $68,064.32 $74,117.76 $81,906.03 $90,506.35 $98,848.29 $109,294.17 $121,253.41 $130,038.29 $139,487.56 $150,265.64 $162,151.06 $175,217.64
 

11 $67,215.36 $73,047.34 $80,687.96 $89,103.72 $97,445.66 $107,706.99 $119,444.76 $128,229.64 $137,383.62 $148,161.70 $159,862.56 $172,670.76
 

o=

$66,108.03 $71,976.91 $79,506.80 $87,811.83 $95,969.22 $106,082.89 $117,783.76 $126,310.25 $135,501.15 $145,947.03 $157,389.51 $170,013.15
 

o
a $65,111.42 $70,980.31 $78,362.55 $86,446.12 $94,492.77 $104,495.71 $115,975.11 $124,464.69 $133,397.21 $143,621.62 $155,027.19 $167,392.46
 

$64,225.55 $69,872.97 $77,181.40 $85,264.96 $93,053.23 $102,982.35 $114,203.36 $122,508.39 $131,440.91 $141,554.59 $152,591.05 $164,993.23
 

$63,192.04 $68,765.63 $75,852.59 $83,899.24 $91,687.51 $101,358.26 $112,505.45 $120,589.01 $129,336.97 $139,303.01 $150,265.64 $162,335.62
 

$62,158.52 $67,732.12 $74,745.25 $82,607.35 $90,211.06 $99,771.07 $110,696.80 $118,706.53, $127,306.85, $137,125.25 $148,014.06 $159,862.56
 

$61,272.66 $66,624.78 $73,601.01 $81,278.54 $88,808.44 $98,220.80 $108,925.06 $116,787.15 $125,239.83 $134,873.66 $145,504.09 $157,204.95
 

$60,202.23 $65,628.18 $72,419.85 $79,949.74 $87,368.89 $96,596.71 $107,153.32 $114,867.77 $123,209.71 $132,732.81 $143,178.69, $154,694.99
 

$59,205.62 $64,520.84 $71,238.69 $78,694.76 $85,929.36 $95,009.52 $105,418.49 $112,948.38 $121,179.59 $130,481.22 $140,742.54 $152,111.21
 

$58,282.84 $63,450.42 $70,020.61 $77,329.04 $84,452.91 $93,348.52 $103,609.84 $111,065.91 $119,112.56 $128,377.28 $138,490.96 $149,527.42
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g $57,286.24 $62,379.99 $68,876.37  $76,037.15  $83,050.28  $91,872.07  $101,838.10  $109,220.35 $117,082.44  $126,162.60 $136,091.73 $146,980.55
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INTERN RATES
 

YEAR 1 YEAR 2
 

$37,236.06 $40,100.37
      

STEP INCREMENT]
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20 1 Step
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BI-WEEKLY RATES

 
*In accordancewith Article 4, an employee whoenters the bargaining unit on orafter the date ofratification (October29, 2020) shall be placed on Schedule A-2.
*Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the timeof ratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-2
 STEP GRADE STEP

1 2 3 4 5 6 7 8 9 10 11 12
 

 

21 $3,928.21 $4,300.16 $4,753.03 $5,275.47 $5,658.78 $6,069.06 $6,538.97 $7,055.72 $7,622.17 21
 

20 $3,879.94 $4,241.95 $4,690.57 $5,210.16 $5,584.95 $5,992.40 $6,456.63 $6,962.03 $7,527.05 20
 

19 $3,468.24 $3,830.25 $4,189.43 $4,632.36 $5,139.18 $5,512.55 $5,914.32 $6,372.87 $6,875.43 $7,429.10 19
 

18 $3,421.39 $3,781.98 $4,132.64 $4,569.90 $5,071.04 $5,441.57 $5,836.23 $6,286.27 $6,783.15 $7,328.30 18
 

17 $3,375.96 $3,732.29 $4,075.85 $4,508.85 $5,002.89 $5,366.33 $5,756.73 $6,201.09 $6,692.29 $7,227.50 17
 

16 $3,327.69 $3,678.35 $4,024.74 $4,449.22 $4,936.17 $5,292.50 $5,677.23 $6,118.75 $6,602.85 $7,132.39 16
 

15 $3,286.52 $3,628.66 $3,966.54 $4,388.18 $4,868.02 $5,222.94 $5,597.73 $6,034.99 $6,510.57 $7,033.01 15
 

14 $2,934.44 $3,239.67 $3,574.71 $3,912.59 $4,327.13 $4,801.30 $5,146.28 $5,519.65 $5,949.81 $6,419.72 $6,935.05 14
 

13 $2,893.27 $3,194.24 $3,527.86 $3,858.64 $4,263.25 $4,731.74 $5,073.88 $5,444.41 $5,861.79 $6,326.02 $6,834.26 13
 

12 $2,617.86 $2,850.68 $3,150.23 $3,481.01 $3,801.86 $4,203.62 $4,663.59 $5,001.47 $5,364.91 $5,779.45 $6,236.58 $6,739.14 12
 

11 $2,585.21 $2,809.51 $3,103.38 $3,427.07 $3,747.91 $4,142.58 $4,594.03 $4,931.91 $5,283.99 $5,698.53 $6,148.56 $6,641.18 11
 o=

$2,542.62 $2,768.34 $3,057.95 $3,377.38 $3,691.12 $4,080.11 $4,530.14 $4,858.09 $5,211.58 $5,613.35 $6,053.44 $6,538.97 10
 o

$2,504.29 $2,730.01 $3,013.94 $3,324.85 $3,634.34 $4,019.07 $4,460.58 $4,787.10 $5,130.66 $5,523.91 $5,962.58 $6,438.17 9
 

$2,470.21 $2,687.42 $2,968.52 $3,279.42 $3,578.97 $3,960.86 $4,392.44 $4,711.86 $5,055.42 $5,444.41 $5,868.89 $6,345.89
 

$2,430.46 $2,644.83 $2,917.41 $3,226.89 $3,526.44 $3,898.39 $4,327.13 $4,638.04 $4,974.50 $5,357.81 $5,779.45 $6,243.68
 

$2,390.71 $2,605.08 $2,874.82 $3,177.21 $3,469.66 $3,837.35 $4,257.57 $4,565.64 $4,896.42 $5,274.05 $5,692.85 $6,148.56
 

$2,356.64 $2,562.49 $2,830.81 $3,126.10 $3,415.71 $3,777.72 $4,189.43 $4,491.81 $4,816.92 $5,187.45 $5,596.31 $6,046.34
 

$2,315.47 $2,524.16 $2,785.38 $3,074.99 $3,360.34 $3,715.26 $4,121.28 $4,417.99 $4,738.83 $5,105.11 $5,506.87 $5,949.81
 

$2,277.14 $2,481.57 $2,739.95 $3,026.72 $3,304.98 $3,654.21 $4,054.56 $4,344.17 $4,660.75 $5,018.51 $5,413.17 $5,850.43
 

$2,241.65 $2,440.40 $2,693.10 $2,974.19 $3,248.19 $3,590.33 $3,984.99 $4,271.77 $4,581.25 $4,937.59 $5,326.58 $5,751.05
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$2,203.32 $2,399.23 $2,649.09 $2,924.51 $3,194.24 $3,533.54 $3,916.85 $4,200.78 $4,503.17 $4,852.41 $5,234.30 $5,653.10          
 

 

INTERN RATES STEP INCREMENT]
YEAR1 YEAR 2 1-6 3 Steps
$1,432.16 $1,542.32 7-13 2 Steps

14-20 1 Step

 

 

 

 

 

        



 

2022 Salary Schedule - January 16, 2022 - Pay Period #2 - 0.50% increase

ANNUAL RATES

*In accordancewith Article 4, an employee who enters the bargaining unit on orafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

*Employeesof the bargaining unit who are on Schedule A-2 at the time of ratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 atthe timeof ratification will continue to be paid in accordance with Schedule A-1 until they are the successful
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applicant to a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casethey will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-2
 

STEP GRADE
 

4 5 de 10 11 12

STEP

 

21 $102,133.39 $111,804.14 $123,578.82 $137,162.16 $147,128.19 $157,795.54 $170,013.15 $183,448.84 $198,176.43 21
 

20 $100,878.41 $110,290.78 $121,954.73 $135,464.24 $145,208.80 $155,802.33 $167,872.31 $181,012.70 $195,703.38 20
 

19 $90,174.15 $99,586.52 $108,925.06 $120,441.36 $133,618.68 $143,326.33 $153,772.21 $165,694.54 $178,761.12 $193,156.50 19
 

18 $88,956.08 $98,331.54 $107,448.61 $118,817.27 $131,846.94 $141,480.77, $151,742.09 $163,442.95 $176,361.89 $190,535.80 18
 

17 $87,774.92 $97,039.64 $105,972.16 $117,230.09 $130,075.20 $139,524.47 $149,675.06 $161,228.28 $173,999.57 $187,915.10 17
 

16 $86,519.94 $95,637.02 $104,643.36 $115,679.81 $128,340.37 $137,605.09 $147,608.03 $159,087.43 $171,674.16 $185,442.05 16
 

15 $85,449.51 $94,345.12 $103,129.99 $114,092.63 $126,568.63 $135,796.44 $145,541.01 $156,909.66 $169,274.93 $182,858.27 15
 

14 $76,295.53 $84,231.44 $92,942.49 $101,727.37 $112,505.45 $124,833.80 $133,803.23 $143,510.89 $154,694.99 $166,912.61 $180,311.39 14
 

13 $75,225.10 $83,050.28 $91,724.42 $100,324.74 $110,844.44 $123,025.15 $131,920.76 $141,554.59 $152,406.49 $164,476.47 $177,690.69 13
 

12 $68,064.32 $74,117.76 $81,906.03 $90,506.35 $98,848.29 $109,294.17 $121,253.41 $130,038.29 $139,487.56 $150,265.64 $162,151.06 $175,217.64 12
 

11 $67,215.36 $73,047.34 $80,687.96 $89,103.72 $97,445.66 $107,706.99 $119,444.76 $128,229.64 $137,383.62 $148,161.70 $159,862.56 $172,670.76 11
 

10 $66,108.03 $71,976.91 $79,506.80 $87,811.83 $95,969.22 $106,082.89 $117,783.76 $126,310.25 $135,501.15 $145,947.03 $157,389.51 $170,013.15 10
 

$65,111.42

|

$70,980.31 $78,362.55 $86,446.12 $94,492.77 $104,495.71 $115,975.11 $124,464.69 $133,397.21 $143,621.62 $155,027.19 $167,392.46
 

$64,225.55 $69,872.97 $77,181.40 $85,264.96 $93,053.23 $102,982.35 $114,203.36 $122,508.39 $131,440.91 $141,554.59 $152,591.05 $164,993.23
 

$63,192.04 $68,765.63 $75,852.59 $83,899.24 $91,687.51 $101,358.26 $112,505.45 $120,589.01 $129,336.97 $139,303.01 $150,265.64 $162,335.62
 

$62,158.52 $67,732.12 $74,745.25 $82,607.35 $90,211.06 $99,771.07 $110,696.80 $118,706.53 $127,306.85 $137,125.25 $148,014.06 $159,862.56
 

$61,272.66 $66,624.78 $73,601.01 $81,278.54 $88,808.44 $98,220.80 $108,925.06 $116,787.15 $125,239.83 $134,873.66 $145,504.09 $157,204.95
 

$60,202.23 $65,628.18 $72,419.85 $79,949.74 $87,368.89 $96,596.71 $107,153.32) $114,867.77 $123,209.71 $132,732.81 $143,178.69 $154,694.99
 

$59,205.62 $64,520.84 $71,238.69 $78,694.76 $85,929.36 $95,009.52 $105,418.49 $112,948.38 $121,179.59 $130,481.22 $140,742.54 $152,111.21
 

$58,282.84 $63,450.42 $70,020.61 $77,329.04 $84,452.91 $93,348.52 $103,609.84 $111,065.91 $119,112.56 $128,377.28 $138,490.96 $149,527.42
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$57,286.24 $62,379.99 $68,876.37 $76,037.15 $83,050.28 $91,872.07 $101,838.10 $109,220.35 $117,082.44 $126,162.60 $136,091.73 $146,980.55
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INTERN RATES
 

YEAR 1 YEAR 2
   $37,236.06 $40,100.37          

 

STEP INCREMEN
 

1-6 3 Steps
 

7-13 2 Steps
  14-20  1 Step    
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2022 Salary Schedule - August 28, 2022 - Pay Period #18 - 1.00% increase

BI-WEEKLY RATES

 
“In accordancewith Article 4, an employee whoenters the bargaining unit on orafterthe dateofratification (October29, 2020) shall be placed on Schedule A-2.

“Employeesofthe bargaining unit who are on Schedule A-2 at the timeofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatmentof Incumbents)

SCHEDULEA-1

 

 
STEP

GRADE
 

1 2 3 4 5 7 8 2 10 11 12

STEP

 

21 $2,989.60 $3,251.99 $3,593.25 $3,967.49 $4,343.16 $4,800.56 $5,328.22 $5,715.36 $6,129.75 $6,604.36 $7,126.28 $7,698.39
 

20 $2,946.58 $3,211.85 $3,550.24 $3,918.74 $4,284.37 $4,737.47 $5,262.26 $5,640.80 $6,052.32 $6,521.19 $7,031.65 $7,602.32
 

19 $2,910.73 $3,170.26 $3,502.92 $3,868.55 $4,231.32 $4,678.68 $5,190.57 $5,567.68 $5,973.46 $6,436.60 $6,944.18 $7,503.39
 

18 $2,873.45 $3,130.12 $3,455.60 $3,819.80 $4,173.97 $4,615.59 $5,121.75 $5,495.98 $5,894.60 $6,349.13 $6,850.98 $7,401.58
 

17 $2,834.74 $3,088.53 $3,409.72 $3,769.62 $4,116.61 $4,553.94 $5,052.92 $5,419.99 $5,814.30 $6,263.10 $6,759.21 $7,299.78
 

16 $2,796.03 $3,048.39 $3,360.97 $3,715.13 $4,064.99 $4,493.72 $4,985.53 $5,345.43 $5,734.00 $6,179.93 $6,668.88 $7,203.71
 

15 $2,760.18 $3,003.94 $3,319.38 $3,664.95 $4,006.20 $4,432.06 $4,916.70 $5,275.17 $5,653.71 $6,095.34 $6,575.68 $7,103.34
 

14 $2,720.03 $2,963.79 $3,272.07 $3,610.46 $3,951.72 $4,370.40 $4,849.31 $5,197.74 $5,574.85 $6,009.31 $6,483.91 $7,004.40
 

13 $2,681.32 $2,922.21 $3,226.18 $3,563.14 $3,897.23 $4,305.88 $4,779.05 $5,124.61 $5,498.85 $5,920.41 $6,389.28 $6,902.60
 

12 $2,644.04 $2,879.19 $3,181.73 $3,515.82 $3,839.88 $4,245.66 $4,710.23 $5,051.49 $5,418.56 $5,837.24 $6,298.95 $6,806.53
 

11 $2,611.06 $2,837.61 $3,134.42 $3,461.34 $3,785.39 $4,184.00 $4,639.97 $4,981.23 $5,336.83 $5,755.51 $6,210.05 $6,707.60
 o=

$2,568.04 $2,796.03 $3,088.53 $3,411.15 $3,728.03 $4,120.91 $4,575.45 $4,906.67 $5,263.70 $5,669.48 $6,113.98 $6,604.36
 a

$2,529.33 $2,757.31 $3,044.08 $3,358.10 $3,670.68 $4,059.26 $4,505.19 $4,834.97 $5,181.97 $5,579.15 $6,022.21 $6,502.55
 

$2,494.92 $2,714.30 $2,998.20 $3,312.22 $3,614.76 $4,000.47 $4,436.36 $4,758.98 $5,105.97 | $5,498.85 $5,927.58 $6,409.35
 

$2,454.77 $2,671.28 $2,946.58 $3,259.16 $3,561.71 $3,937.38 $4,370.40 $4,684.42 $5,024.24 $5,411.39 $5,837.24 $6,306.11
 

$2,414.62 $2,631.13 $2,903.57 $3,208.98 $3,504.35 $3,875.72 $4,300.14 $4,611.29 $4,945.38 $5,326.79 $5,749.78 $6,210.05
 

$2,380.21 $2,588.12 $2,859.12 $3,157.36 $3,449.87 $3,815.50 $4,231.32 $4,536.73 $4,865.09 $5,239.32 $5,652.27 $6,106.81
 

$2,338.63 $2,549.40 $2,813.23 $3,105.74 $3,393.95 $3,752.41 $4,162.49 $4,462.17 $4,786.22 $5,156.16 $5,561.94 $6,009.31
 

$2,299.91 $2,506.39 $2,767.35 $3,056.99 $3,338.02 $3,690.75 $4,095.10 $4,387.61 $4,707.36 $5,068.69 $5,467.31 $5,908.94
 

$2,264.06 $2,464.80 $2,720.03 $3,003.94 $3,280.67 $3,626.23 $4,024.84 $4,314.48 $4,627.06 $4,986.96 $5,379.84 $5,808.57
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e $2,225.35 $2,423.22 $2,675.58  $2,953.75  $3,226.18  $3,568.88  $3,956.02  $4,242.79  $4,548.20  $4,900.93 $5,286.64 $5,709.63
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INTERN RATES
 

YEAR 1 YEAR 2
  $1,446.48  $1,557.75    

STEP INCREMENT,
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20   1 Step
   



 

2022 Salary Schedule - August 28, 2022 - Pay Period #18 - 1.00% increase

ANNUAL RATES

56

*In accordancewith Article 4, an employee who enters the bargaining unit on orafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

“Employeesofthe bargaining unit who are on ScheduleA-2 at the timeofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1
 

STEP GRADE
 

1 2 3 4 5 6 iz 10 11 12

STEP

 

21 $77,729.53 $84,551.83 $93,424.56 $103,154.72 $112,922.18 $124,814.61 $138,533.78 $148,599.47 $159,373.49 $171,713.29 $185,283.33 $200,158.19 21
 

20 $76,611.12 $83,507.98 $92,306.14 $101,887.19 $111,393.68 $123,174.27 $136,818.88 $146,660.89 $157,360.36 $169,551.03 $182,822.83 $197,660.41 20
 

19 $75,679.11 $82,426.85 $91,075.89 $100,582.38 $110,014.31 $121,645.78 $134,954.86 $144,759.59 $155,309.93 $167,351.49 $180,548.73 $195,088.07 19
 

18 $74,709.82 $81,383.00 $89,845.64 $99,314.85 $108,523.10 $120,005.44 $133,165.41 $142,895.58 $153,259.51 $165,077.38 $178,125.50 $192,441.16 18
 

17 $73,703.25 $80,301.87 $88,652.67 $98,010.04 $107,031.88 $118,402.39 $131,375.95 $140,919.72 $151,171.81 $162,840.56 $175,739.57 $189,794.25 17
 

16 $72,696.68 $79,258.02 $87,385.14 $96,593.39 $105,689.79, $116,836.61 $129,623.77 $138,981.14 $149,084.12) $160,678.30 $173,390.90 $187,296.47 16
 

15 $71,764.67 $78,102.33 $86,304.01 $95,288.57 $104,161.29 $115,233.56 $127,834.32 $137,154.40 $146,996.42 $158,478.76 $170,967.68 $184,686.85 15
 

14 $70,720.82 $77,058.48 $85,073.76 $93,871.92 $102,744.64 $113,630.50 $126,082.14 $135,141.27 $144,945.99 $156,241.94 $168,581.74 $182,114.50 14
 

13 $69,714.25 $75,977.35 $83,880.78 $92,641.67 $101,327.99 $111,952.89 $124,255.40 $133,239.96 $142,970.14 $153,930.56 $166,121.23 $179,467.60 13
 

12 $68,744.96 $74,858.94 $82,725.09 $91,411.41 $99,836.77 $110,387.11 $122,465.95 $131,338.67 $140,882.44 $151,768.30 $163,772.57 $176,969.81 12
 

11 $67,887.52 $73,777.81 $81,494.84 $89,994.76 $98,420.12 $108,784.06 $120,639.21 $129,511.93 $138,757.46 $149,643.32 $161,461.19 $174,397.47 11
 

10 $66,769.11 $72,696.68 $80,301.87 $88,689.95 $96,928.91 $107,143.72 $118,961.60 $127,573.35 $136,856.16 $147,406.50 $158,963.41 $171,713.29 10
 

$65,762.53 $71,690.11 $79,146.18 $87,310.58 $95,437.69 $105,540.67 $117,134.86 $125,709.34 $134,731.18 $145,057.84 $156,577.47 $169,066.38
 

$64,867.81 $70,571.70 $77,953.21 $86,117.61 $93,983.76 $104,012.17 $115,345.40 $123,733.48 $132,755.32 $142,970.14 $154,116.96 $166,643.16
 

$63,823.96 $69,453.29 $76,611.12 $84,738.23 $92,604.39 $102,371.84 $113,630.50 $121,794.90 $130,630.34 $140,696.04 $151,768.30 $163,958.97
 

$62,780.11 $68,409.44 $75,492.71 $83,433.42 $91,113.17 $100,768.78 $111,803.77 $119,893.60 $128,579.92 $138,496.50 $149,494.20 $161,461.19
 

$61,885.38 $67,291.03 $74,337.02 $82,091.33 $89,696.52 $99,203.01 $110,014.31 $117,955.02 $126,492.22 $136,222.39 $146,959.13 $158,777.00
 

$60,804.25 $66,284.46 $73,144.04 $80,749.24 $88,242.58 $97,562.67 $108,224.85 $116,016.45 $124,441.80 $134,060.14 $144,610.47 $156,241.94
 

$59,797.68 $65,166.05 $71,951.07 $79,481.70 $86,788.65 $95,959.62 $106,472.68 $114,077.87 $122,391.39 $131,786.03 $142,149.97 $153,632.32
 

$58,865.67 $64,084.92 $70,720.82 $78,102.33 $85,297.44 $94,282.00 $104,645.94 $112,176.57 $120,303.69 $129,661.05 $139,875.87 $151,022.69
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e $57,859.10 $63,003.79 $69,565.13  $76,797.52  $83,880.78  $92,790.79  $102,856.48  $110,312.55  $118,253.26  $127,424.23 $137,452.65 $148,450.35
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INTERN RATES
 

YEAR 1 YEAR 2
  $37,608.42  $40,501.37    

STEP INCREMENT}
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20 1 Step
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2022 Salary Schedule - August 28, 2022 - Pay Period #18 - 1.00% increase |

BI-WEEKLY RATES

 
*In accordancewith Article 4, an employee whoenters the bargaining unit on orafter the dateof ratification (October29, 2020) shall be placed on Schedule A-2.
“Employeesof the bargaining unit who are on Schedule A-2 at the timeofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casethey will be placed on Schedule A-2 and subsequentlyfollow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-2
 

STEP GRADE STEP

1 2 3 4 5 6 7 8 9 10 11 12

 

 

21 $3,967.49 $4,343.16 $4,800.56 $5,328.22 $5,715.36 $6,129.75 $6,604.36 $7,126.28 $7,698.39 21
 

20 $3,918.74 $4,284.37 $4,737.47 $5,262.26 $5,640.80 $6,052.32 | $6,521.19 $7,031.65 $7,602.32 20
 

19 $3,502.92 $3,868.55 $4,231.32 $4,678.68 $5,190.57 $5,567.68 $5,973.46 $6,436.60 $6,944.18 $7,503.39 19
 

18 $3,455.60 $3,819.80 $4,173.97 $4,615.59 $5,121.75 $5,495.98 $5,894.60 $6,349.13 $6,850.98 $7,401.58 18
 

17 $3,409.72 $3,769.62 $4,116.61 $4,553.94 $5,052.92 $5,419.99 $5,814.30 $6,263.10 $6,759.21 $7,299.78 17
 

16 $3,360.97 $3,715.13 $4,064.99 $4,493.72 $4,985.53 $5,345.43 $5,734.00 $6,179.93 $6,668.88 $7,203.71 16
 

15 $3,319.38 $3,664.95 $4,006.20 $4,432.06 $4,916.70 $5,275.17 $5,653.71 $6,095.34 $6,575.68 $7,103.34 15
 

14 $2,963.79 $3,272.07 $3,610.46 $3,951.72 $4,370.40 $4,849.31 $5,197.74 $5,574.85 $6,009.31 $6,483.91 $7,004.40 14
 

13 $2,922.21 $3,226.18 $3,563.14 $3,897.23 $4,305.88 $4,779.05 $5,124.61 $5,498.85 $5,920.41 $6,389.28 $6,902.60 13
 

12 $2,644.04 $2,879.19 $3,181.73 $3,515.82 $3,839.88 $4,245.66 $4,710.23 $5,051.49 $5,418.56 $5,837.24 $6,298.95 $6,806.53 12
 

11 $2,611.06 $2,837.61 $3,134.42 $3,461.34 $3,785.39 $4,184.00 $4,639.97 $4,981.23 $5,336.83 $5,755.51 $6,210.05 $6,707.60 11
 

10 $2,568.04 $2,796.03 $3,088.53 $3,411.15 $3,728.03 $4,120.91 $4,575.45 $4,906.67 $5,263.70 $5,669.48 $6,113.98 $6,604.36 10
 

9 $2,529.33 $2,757.31 $3,044.08 $3,358.10 $3,670.68 $4,059.26 $4,505.19 $4,834.97 $5,181.97 $5,579.15 $6,022.21 $6,502.55 9
 

$2,494.92 $2,714.30 $2,998.20 $3,312.22 $3,614.76 $4,000.47 $4,436.36 $4,758.98 $5,105.97 $5,498.85 $5,927.58 $6,409.35
 

$2,454.77 $2,671.28 $2,946.58 $3,259.16 $3,561.71 $3,937.38 $4,370.40 $4,684.42 $5,024.24 $5,411.39 $5,837.24 $6,306.11
 

$2,414.62 $2,631.13 $2,903.57 $3,208.98 $3,504.35 $3,875.72 $4,300.14 $4,611.29 $4,945.38 $5,326.79 $5,749.78 $6,210.05
 

$2,380.21 $2,588.12 $2,859.12 $3,157.36 $3,449.87 $3,815.50 $4,231.32 $4,536.73 $4,865.09 $5,239.32 $5,652.27 $6,106.81
 

$2,338.63 $2,549.40 $2,813.23 $3,105.74 $3,393.95 $3,752.41 $4,162.49 $4,462.17 $4,786.22 $5,156.16 $5,561.94 $6,009.31
 

$2,299.91 $2,506.39 $2,767.35 $3,056.99 $3,338.02 $3,690.75 $4,095.10 $4,387.61 $4,707.36 $5,068.69 $5,467.31 $5,908.94
 

$2,264.06 $2,464.80 $2,720.03 $3,003.94 $3,280.67 $3,626.23 $4,024.84 $4,314.48 $4,627.06 $4,986.96 $5,379.84 $5,808.57
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g $2,225.35 $2,423.22 $2,675.58 $2,953.75 $3,226.18 $3,568.88 $3,956.02 $4,242.79 $4,548.20 $4,900.93 $5,286.64 $5,709.63          
 

 

INTERN RATES STEP INCREMENT,
YEAR 1 YEAR 2 1-6 3 Steps

$1,446.48 $1,557.75 7-13 2 Steps

14-20 1 Step

 

 

 

     
 

     



 

}2022 Salary Schedule - August 28, 2022 - Pay Period #18 - 1.00%increase

ANNUAL RATES

*In accordancewith Article 4, an employee whoenters the bargaining unit on orafter the dateof ratification (October29, 2020) shall be placed on Schedule A-2.

“Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the timeof ratification will continue to be paid in accordance with Schedule A-1 until they are the successful
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applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatmentof Incumbents)

SCHEDULE A-2
 

STEP GRADE
 

4 5 6 if 10 11 a2

STEP

 

21 $103,154.72 $112,922.18 $124,814.61 $138,533.78 $148,599.47 $159,373.49 $171,713.29 $185,283.33 $200,158.19
 

20 $101,887.19, $111,393.68) $123,174.27 $136,818.88 $146,660.89 $157,360.36) $169,551.03 $182,822.83 $197,660.41
 

19 $91,075.89 $100,582.38 $110,014.31 $121,645.78 $134,954.86 $144,759.59 $155,309.93 $167,351.49 $180,548.73 $195,088.07
 

18 $89,845.64 $99,314.85 $108,523.10 $120,005.44 $133,165.41 $142,895.58 $153,259.51 $165,077.38 $178,125.50 $192,441.16
 

17 $88,652.67 $98,010.04 $107,031.88 $118,402.39 $131,375.95 $140,919.72 $151,171.81 $162,840.56 $175,739.57 $189,794.25
 

16 $87,385.14 $96,593.39 $105,689.79 $116,836.61 $129,623.77 $138,981.14 $149,084.12 $160,678.30 $173,390.90 $187,296.47
 

15 $86,304.01 $95,288.57 $104,161.29 $115,233.56 $127,834.32 $137,154.40 $146,996.42 $158,478.76 $170,967.68 $184,686.85
 

14 $77,058.48 $85,073.76 $93,871.92 $102,744.64 $113,630.50 $126,082.14 $135,141.27 $144,945.99 $156,241.94) $168,581.74 $182,114.50
 

13 $75,977.35 $83,880.78 $92,641.67 $101,327.99 $111,952.89 $124,255.40 $133,239.96 $142,970.14 $153,930.56 $166,121.23 $179,467.60
 

12 $68,744.96 $74,858.94 $82,725.09 $91,411.41 $99,836.77 $110,387.11 $122,465.95 $131,338.67 $140,882.44 $151,768.30 $163,772.57 $176,969.81
 

11 $67,887.52 $73,777.81 $81,494.84 $89,994.76 $98,420.12 $108,784.06 $120,639.21 $129,511.93 $138,757.46 $149,643.32 $161,461.19 $174,397.47
 

10 $66,769.11 $72,696.68 $80,301.87 $88,689.95 $96,928.91 $107,143.72 $118,961.60 $127,573.35 $136,856.16 $147,406.50 $158,963.41 $171,713.29
 

$65,762.53 $71,690.11 $79,146.18 $87,310.58 $95,437.69 $105,540.67 $117,134.86 $125,709.34 $134,731.18 $145,057.84 $156,577.47 $169,066.38
 

$64,867.81 $70,571.70 $77,953.21 $86,117.61 $93,983.76 $104,012.17 $115,345.40 $123,733.48 $132,755.32 $142,970.14 $154,116.96 $166,643.16
 

$63,823.96 $69,453.29 $76,611.12 $84,738.23 $92,604.39 $102,371.84 $113,630.50 $121,794.90 $130,630.34 $140,696.04 $151,768.30 $163,958.97
 

$62,780.11 $68,409.44 $75,492.71 $83,433.42 $91,113.17 $100,768.78 $111,803.77 $119,893.60 $128,579.92 $138,496.50 $149,494.20 $161,461.19
 

$61,885.38 $67,291.03 $74,337.02 $82,091.33 $89,696.52 $99,203.01 $110,014.31 $117,955.02 $126,492.22 $136,222.39 $146,959.13 $158,777.00
 

$60,804.25 $66,284.46 $73,144.04 $80,749.24 $88,242.58 - $97,562.67 $108,224.85 $116,016.45 $124,441.80 $134,060.14 $144,610.47 $156,241.94
 

$59,797.68 $65,166.05 $71,951.07 $79,481.70 $86,788.65 $95,959.62 $106,472.68 $114,077.87 $122,391.39 $131,786.03 $142,149.97 $153,632.32
 

$58,865.67 $64,084.92 $70,720.82 $78,102.33 $85,297.44 $94,282.00 $104,645.94 $112,176.57 $120,303.69 $129,661.05 $139,875.87 $151,022.69
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INTERN RATES
 

YEAR 1 YEAR 2
   $37,608.42 $40,501.37    

STEP INCREMENT,
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20 1 Step     
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2023 Salary Schedule - January 15, 2023 - Pay Period #2 - 0.75% increase |

BI-WEEKLY RATES

 
*In accordancewith Article 4, an employee whoentersthe bargaining unit on orafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.
“Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the time of ratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which case they will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1
 STEP GRADE STEP

1 2 3 4 5 6 7 8 9 10 14 12
 

 

21 $3,012.02 $3,276.38 $3,620.20 $3,997.25 $4,375.73 $4,836.57 $5,368.18 $5,758.23 $6,175.72 $6,653.89 $7,179.73 $7,756.13 21
 

20 $2,968.68 $3,235.93 $3,576.86 $3,948.13 $4,316.51 $4,773.00 $5,301.73 $5,683.11 $6,097.71 $6,570.10 $7,084.38 $7,659.34 20
 

19 $2,932.57 $3,194.04 $3,529.19 $3,897.57 $4,263.05 $4,713.77 $5,229.50 $5,609.43 $6,018.26 $6,484.87 $6,996.26 $7,559.66 19
 

18 $2,895.01 $3,153.59 $3,481.52 $3,848.45 $4,205.27 $4,650.21 $5,160.16 $5,537.20 $5,938.81 $6,396.75 $6,902.36 $7,457.09 18
 

17 $2,856.00 $3,111.70 $3,435.29 $3,797.89 $4,147.49 $4,588.09 $5,090.82 $5,460.64 $5,857.91 $6,310.07 $6,809.91 $7,354.53 17
 

16 $2,817.00 $3,071.25 $3,386.17 $3,742.99 $4,095.48 $4,527.42 $5,022.92 $5,385.52 | $5,777.01 :$6,226.28 $6,718.90 $7,257.74 16
 

15 $2,780.88 $3,026.47 $3,344.28 $3,692.43 $4,036.25 $4,465.30 $4,953.58 $5,314.73 $5,696.11 $6,141.05 $6,625.00 $7,156.62 15
 

14 $2,740.43 $2,986.02 $3,296.61 $3,637.54 $3,981.35 $4,403.18 $4,885.68 $5,236.72 $5,616.66 $6,054.38 | $6,532.54 |$7,056.94 14
 

 

13 $2,701.43 $2,944.12 $3,250.38 $3,589.86 $3,926.46 $4,338.17 $4,814.90 $5,163.05 $5,540.09 $5,964.81 $6,437.20 $6,954.37 13

AZ $2,663.87 $2,900.78 $3,205.60 $3,542.19 $3,868.67 $4,277.50 $4,745.56 $5,089.37 $5,459.19 $5,881.02 $6,346.19 $6,857.58 12
 

11 $2,630.64 $2,858.89 $3,157.93 $3,487.30 $3,813.78 $4,215.38 $4,674.77 $5,018.59 $5,376.85 $5,798.68 $6,256.62 $6,757.90 11
 

$2,587.30 $2,817.00 $3,111.70 $3,436.74 $3,756.00 $4,151.82 $4,609.76 $4,943.47 $5,303.18 $5,712.00 $6,159.83 $6,653.89 10

S
o
=

 

$2,548.30 $2,777.99 $3,066.91 $3,383.28 $3,698.21 $4,089.70 $4,538.98 $4,871.24 $5,220.83 $5,620.99 $6,067.38 $6,551.32 9

o

 

$2,513.63 $2,734.65 $3,020.69 $3,337.06 $3,641.87 $4,030.47 $4,469.63 $4,794.67 $5,144.27 $5,540.09 $5,972.03 $6,457.42
 

$2,473.18 $2,691.31 $2,968.68 $3,283.61 $3,588.42 $3,966.91 $4,403.18 $4,719.55 $5,061.93 $5,451.97 $5,881.02 $6,353.41
 

$2,432.73 $2,650.87 $2,925.34 $3,233.05 $3,530.64 _ $3,904.79 $4,332.40 $4,645.88 $4,982.47 $5,366.74 $5,792.90 $6,256.62
 

$2,398.06 $2,607.53 $2,880.56 $3,181.04 $3,475.74 $3,844.12 $4,263.05 $4,570.76 $4,901.57 $5,278.62 $5,694.67 $6,152.61
 

$2,356.16 $2,568.52 $2,834.33 $3,129.03 $3,419.40 $3,780.55 $4,193.71 $4,495.64 $4,822.12 $5,194.83 $5,603.66 $6,054.38
 

$2,317.16 $2,525.18 $2,788.10 $3,079.92 $3,363.06 $3,718.44 $4,125.82 $4,420.52 $4,742.67 $5,106.71 $5,508.31 $5,953.25
 

$2,281.04 $2,483.29 $2,740.43 $3,026.47 $3,305.28 $3,653.43 $4,055.03 $4,346.84 $4,661.77 $5,024.37 $5,420.19 $5,852.13
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$2,242.04 $2,441.40 $2,695.65 $2,975.90 $3,250.38 $3,595.64 $3,985.69 $4,274.61 $4,582.31 $4,937.69 $5,326.29 $5,752.45          
 

 

INTERN RATES STEP INCREMENT,
YEAR 1 YEAR 2 1-6 3 Steps
$1,457.33 $1,569.43 7-13 2 Steps

14-20 1 Step

 

 

 

    
 

     



 

}2023 Salary Schedule - January 15, 2023 - Pay Period #2 - 0.75% increase

ANNUAL RATES
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“In accordancewith Article 4, an employee whoenters the bargainingunit on orafter the dateofratification (October 29, 2020) shall be placed on Schedule A-2.
*Employeesof the bargaining unit who are on Schedule A-2at the timeofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1
 

STEP
GRADE
 

1 2 3 4 5 6 7 10 11 12

STEP

 

21 $78,312.50 $85,185.97 $94,125.24 $103,928.38 $113,769.09 $125,750.72 $139,572.78 $149,713.97 $160,568.79 $173,001.14 $186,672.96 $201,659.38 21
 

20 $77,185.70 $84,134.29 $92,998.44 $102,651.35 $112,229.14 $124,098.08 $137,845.02 $147,760.85 $158,540.56 $170,822.66 $184,194.00 $199,142.86 20
 

19 $76,246.70 $83,045.05 $91,758.96 $101,336.75 $110,839.42 $122,558.12 $135,967.03 $145,845.29 $156,474.76 $168,606.62 $181,902.84 $196,551.23 19
 

18 $75,270.14 $81,993.37 $90,519.48 $100,059.71 $109,337.02 $120,905.48 $134,164.15 $143,967.29 $154,408.96 $166,315.46 $179,461.45 $193,884.47 18
 

17 $74,256.02 $80,904.14 $89,317.56 $98,745.11 $107,834.62 $119,290.41 $132,361.27 $141,976.62 $152,305.60 $164,061.87 $177,057.61 $191,217.71 17
 

16 $73,241.91 $79,852.46 $88,040.53 $97,317.84 $106,482.46 $117,712.89 $130,595.95 $140,023.50 $150,202.25 $161,883.39 $174,691.33 $188,701.20 16
 

15 $72,302.91 $78,688.10 $86,951.29 $96,003.24 $104,942.50 $116,097.81 $128,793.07 $138,183.06 $148,098.89 $159,667.35 $172,249.94 $186,072.00 15
 

14 $71,251.23 $77,636.42 $85,711.81 $94,575.96 $103,515.23 $114,482.73 $127,027.76 $136,154.82 $146,033.09 $157,413.76 $169,846.10 $183,480.36 14
 

13 $70,237.11 $76,547.18 $84,509.89 $93,336.48 $102,087.95 $112,792.53 $125,187.32 $134,239.26 $144,042.41 $155,085.04 $167,367.14 $180,813.61 13
 

12 $69,260.55 $75,420.38 $83,345.53 $92,097.00 $100,585.55 $111,215.02 $123,384.44 $132,323.71 $141,939.06 $152,906.56 $165,000.87 $178,297.09 12
 

11 $68,396.67 $74,331.14 $82,106.05 $90,669.72 $99,158.27 $109,599.94 $121,544.00 $130,483.27 $139,798.14 $150,765.65 $162,672.15 $175,705.45 11
 o=

$67,269.87 $73,241.91 $80,904.14 $89,355.12 $97,655.87 $107,947.30 $119,853.81 $128,530.15 $137,882.58 $148,512.05 $160,155.63 $173,001.14

o=

 o

$66,255.75 $72,227.79 $79,739.78 $87,965.41 $96,153.48 $106,332.22 $118,013.37 $126,652.16 $135,741.66 $146,145.77 $157,751.80 $170,334.38

o

 

$65,354.32 $71,100.99 $78,537.86 | $86,763.49 $94,688.64 $104,792.26 $116,210.49 $124,661.48 $133,750.99 $144,042.41 $155,272.84 $167,892.98
 

$64,302.64 $69,974.19 $77,185.70 $85,373.77 $93,298.92 $103,139.63 $114,482.73 $122,708.36 $131,610.07 $141,751.26 $152,906.56 $165, 188.67
 

$63,250.96 $68,922.51 $76,058.90 $84,059.17 $91,796.52 $101,524.55 $112,642.30 $120,792.80 $129,544.27 $139,535.22 $150,615.40 $162,672.15
 

$62,349.52 $67,795.71 $74,894.54 $82,707.01 $90,369.24 $99,947.03 $110,839.42 $118,839.69 $127,440.92 $137,244.06 $148,061.33 $159,967.83
 

$61,260.28 $66,781.59 $73,692.62 $81,354.85 $88,904.40 $98,294.39 $109,036.54 $116,886.57 $125,375.12 $135,065.59 $145,695.05 $157,413.76
 

$60,246.16 $65,654.80 $72,490.71 $80,077.82 $87,439.57 $96,679.31 $107,271.22 $114,933.45 $123,309.32 $132,774.43 $143,216.09 $154,784.56
 

$59,307.16 $64,565.56 $71,251.23 $78,688.10 $85,937.17 $94,989.12 $105,430.78 $113,017.90 $121,205.96 $130,633.51 $140,924.94 $152,155.36)
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$58,293.05 $63,476.32 $70,086.87 $77,373.50 $84,509.89 $93,486.72 $103,627.91 $111,139.90 $119,140.16 $128,379.91 $138,483.54 $149,563.73
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INTERN RATES
 

YEAR 1 YEAR 2
    $37,890.48 $40,805.13          

 

STEP INCREMENT]
 

1-6 3 Steps
 

7-13 2 Steps
  14-20   1 Step
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2023 Salary Schedule - January 15, 2023 - Pay Period #2 - 0.75% increase a

BI-WEEKLY RATES

 
*In accordancewithArticle 4, an employee whoenters the bargaining unit on orafter the dateofratification (October 29, 2020) shall be placed on ScheduleA-2.
“Employeesof the bargaining unit who are on Schedule A-2 at the timeofratification will continue to be paid in accordance with Schedule A-2
*Employees of the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicant to a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which case theywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-2
 STEP GRADE STEP

1 2 3 4 5 6 7 bee 9 10 11 12
 

 

21 $3,997.25 $4,375.73 $4,836.57 $5,368.18 $5,758.23 $6,175.72 $6,653.89 $7,179.73 $7,756.13 21
 

20 $3,948.13 $4,316.51 $4,773.00 $5,301.73 $5,683.11 $6,097.71 $6,570.10 $7,084.38 $7,659.34 20
 

19 $3,529.19 $3,897.57 $4,263.05 $4,713.77 $5,229.50 $5,609.43 $6,018.26 $6,484.87 $6,996.26 $7,559.66 19
 

18 $3,481.52 $3,848.45 $4,205.27 $4,650.21 $5,160.16 $5,537.20 $5,938.81 $6,396.75 $6,902.36 $7,457.09 18
 

17 $3,435.29 $3,797.89 $4,147.49 $4,588.09 $5,090.82 $5,460.64 $5,857.91 $6,310.07 $6,809.91 $7,354.53 17
 

16 $3,386.17 $3,742.99 $4,095.48 $4,527.42 $5,022.92 $5,385.52 $5,777.01 $6,226.28 $6,718.90 $7,257.74 16
 

15 $3,344.28 $3,692.43 $4,036.25 $4,465.30 $4,953.58 $5,314.73 $5,696.11 $6,141.05 $6,625.00 $7,156.62 15
 

14 $2,986.02 $3,296.61 $3,637.54 | $3,981.35 $4,403.18 $4,885.68 $5,236.72 $5,616.66 $6,054.38 $6,532.54 $7,056.94 14
 

13 $2,944.12 $3,250.38 $3,589.86 $3,926.46 $4,338.17 $4,814.90 $5,163.05 $5,540.09 $5,964.81 $6,437.20 $6,954.37 13
 

12 $2,663.87 $2,900.78 $3,205.60 $3,542.19 $3,868.67 $4,277.50 $4,745.56 $5,089.37 $5,459.19 $5,881.02 $6,346.19 $6,857.58 12
 

11 $2,630.64 $2,858.89 $3,157.93 $3,487.30 $3,813.78 $4,215.38 $4,674.77 $5,018.59 $5,376.85 $5,798.68 $6,256.62 $6,757.90 11
 

10 $2,587.30 $2,817.00 $3,111.70 $3,436.74 $3,756.00 $4,151.82 $4,609.76 $4,943.47 $5,303.18 | $5,712.00 $6,159.83 $6,653.89 10
 

9 $2,548.30 $2,777.99 $3,066.91 $3,383.28 $3,698.21 $4,089.70 $4,538.98 $4,871.24 $5,220.83 $5,620.99 $6,067.38 $6,551.32 9
 

$2,513.63 $2,734.65 $3,020.69 $3,337.06 $3,641.87 $4,030.47 $4,469.63 $4,794.67 $5,144.27 $5,540.09 $5,972.03 $6,457.42
 

$2,473.18 $2,691.31 $2,968.68 $3,283.61 $3,588.42 $3,966.91 $4,403.18 $4,719.55 $5,061.93 $5,451.97 $5,881.02 $6,353.41
 

$2,432.73 $2,650.87 $2,925.34 $3,233.05 $3,530.64 $3,904.79 $4,332.40 $4,645.88 $4,982.47 $5,366.74 $5,792.90 $6,256.62
 

$2,398.06 $2,607.53 $2,880.56 $3,181.04 $3,475.74 $3,844.12 $4,263.05 $4,570.76 $4,901.57 $5,278.62 $5,694.67 $6,152.61
 

$2,356.16 $2,568.52 $2,834.33 - $3,129.03 $3,419.40 $3,780.55 $4,193.71 $4,495.64 $4,822.12 $5,194.83 $5,603.66 $6,054.38
 

$2,317.16 $2,525.18 $2,788.10 $3,079.92 $3,363.06 $3,718.44 $4,125.82 $4,420.52 $4,742.67 $5,106.71 $5,508.31 $5,953.25
 

$2,281.04

|

$2,483.29

|

$2,740.43

|

$3,026.47

|

$3,305.28

|

$3,653.43

|

$4,055.03

|

$4,346.84

|

$4,661.77

|

$5,024.37

|

$5,420.19 $5,852.13
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s $2,242.04 $2,441.40 $2,695.65 $2,975.90 $3,250.38 $3,595.64 $3,985.69 $4,274.61 $4,582.31 $4,937.69 $5,326.29 $5,752.45          
 

 

INTERN RATES STEP INCREMENT,
YEAR 1 YEAR 2 1-6 3 Steps
$1,457.33 $1,569.43 7-13 2 Steps

14-20 1 Step

 

 

 

 

 

         



 

|2023 Salary Schedule - January 15, 2023 - Pay Period #2 - 0.75% increase
 

ANNUAL RATES

*In accordance with Article 4, an employee who enters the bargaining unit on orafter the date of ratification (October 29, 2020) shall be placed on Schedule A-2.

*Employeesof the bargaining unit who are on Schedule A-2 at the time of ratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful

62

applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-2
 

STEP GRADE
 

4 5 6 4 8 10 11 12

STEP

 

21 $103,928.38 $113,769.09 $125,750.72 $139,572.78 $149,713.97 $160,568.79 $173,001.14 $186,672.96 $201,659.38 21
 

20 $102,651.35 $112,229.14 $124,098.08 $137,845.02 $147,760.85 $158,540.56 $170,822.66 $184,194.00 $199,142.86 20
 

19 $91,758.96 $101,336.75 $110,839.42 $122,558.12 $135,967.03 $145,845.29 $156,474.76 $168,606.62 $181,902.84 $196,551.23 19
 

18 $90,519.48 $100,059.71 $109,337.02 $120,905.48 $134,164.15) $143,967.29 $154,408.96 $166,315.46 $179,461.45 $193,884.47 18
 

17 $89,317.56 $98,745.11 $107,834.62 $119,290.41 $132,361.27 $141,976.62 $152,305.60 $164,061.87 $177,057.61 $191,217.71 17
 

16 $88,040.53 $97,317.84 $106,482.46 $117,712.89 $130,595.95 $140,023.50 $150,202.25 $161,883.39 $174,691.33 $188,701.20 16
 

15 $86,951.29 $96,003.24 $104,942.50 $116,097.81 $128,793.07 $138,183.06 $148,098.89 $159,667.35 $172,249.94 $186,072.00 15
 

14 $77,636.42 $85,711.81 $94,575.96 $103,515.23 $114,482.73 $127,027.76 $136,154.82 $146,033.09 $157,413.76 $169,846.10 $183,480.36 14
 

13 $76,547.18 $84,509.89 $93,336.48 $102,087.95 $112,792.53 $125,187.32 $134,239.26 $144,042.41 $155,085.04 $167,367.14 $180,813.61 13
 

12 $69,260.55 $75,420.38 $83,345.53 $92,097.00 $100,585.55 $111,215.02 $123,384.44 $132,323.74 $141,939.06 $152,906.56 $165,000.87 $178,297.09 12
 

11 $68,396.67 $74,331.14 $82,106.05 $90,669.72 $99,158.27 $109,599.94 $121,544.00 $130,483.27 $139,798.14 $150,765.65 $162,672.15 $175,705.45 11
 

10 $67,269.87 $73,241.91 $80,904.14 $89,355.12 $97,655.87 $107,947.30 $119,853.81 $128,530.15 $137,882.58 $148,512.05 $160,155.63 $173,001.14 10
 

$66,255.75 $72,227.79 $79,739.78 $87,965.41 $96,153.48 $106,332.22 $118,013.37 $126,652.16 $135,741.66 $146,145.77 $157,751.80 $170,334.38
 

$65,354.32 $71,100.99 $78,537.86 $86,763.49 $94,688.64 $104,792.26 $116,210.49 $124,661.48 $133,750.99 | $144,042.41 $155,272.84 $167,892.98
 

$64,302.64 $69,974.19 $77,185.70 $85,373.77 $93,298.92 $103,139.63 $114,482.73 $122,708.36 $131,610.07 $141,751.26 $152,906.56 $165,188.67
 

$63,250.96 $68,922.51 $76,058.90 $84,059.17 $91,796.52 $101,524.55 $112,642.30 $120,792.80 $129,544.27| $139,535.22 $150,615.40 $162,672.15
 

$62,349.52 $67,795.71 $74,894.54 $82,707.01 $90,369.24 $99,947.03 $110,839.42 $118,839.69 $127,440.92 $137,244.06 $148,061.33 $159,967.83
 

$61,260.28 $66,781.59 $73,692.62 $81,354.85 $88,904.40 $98,294.39 $109,036.54 $116,886.57 $125,375.12 $135,065.59 $145,695.05 $157,413.76
 

$60,246.16 $65,654.80 $72,490.71 $80,077.82 $87,439.57 $96,679.31 $107,271.22 $114,933.45 $123,309.32 $132,774.43 $143,216.09 $154,784.56
 

$59,307.16 $64,565.56 $71,251.23 $78,688.10 $85,937.17 $94,989.12 $105,430.78 $113,017.90 $121,205.96 $130,633.51 $140,924.94 $152,155.36
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$58,293.05 $63,476.32 $70,086.87  $77,373.50  $84,509.89  $93,486.72   $103,627.91 $111,139.90  $119,140.16  $128,379.91 $138,483.54 $149,563.73
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INTERN RATES
 

YEAR1 YEAR 2
  $37,890.48 $40,805.13    

STEP INCREMENT,
 

1-6 3 Steps
 

7-13 2 Steps
  14-20   1 Step
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|2023 Salary Schedule - August 27, 2023 - Pay Period #18 - 1.25% increase |

BI-WEEKLY RATES

 
*In accordancewith Article 4, an employee whoentersthe bargaining unit on or after the dateof ratification (October29, 2020) shall be placed on Schedule A-2.

“Employeesof the bargaining unit who are on Schedule A-2atthe time ofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 atthetime ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful

applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequentlyfollow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-1

STEP GRADE STEP

1 2 3 4 5 6 z 8 9 10 11 12

21 $3,049.67 $3,317.34 $3,665.45 $4,047.21 $4,430.43 $4,897.02 $5,435.29 $5,830.21 $6,252.92 $6,737.06 $7,269.48 $7,853.08 21

20 $3,005.79 $3,276.38 $3,621.57 $3,997.48 $4,370.46 $4,832.67 $5,368.00 $5,754.15 $6,173.94 $6,652.23 $7,172.94 $7,755.08 20

19 $2,969.22 $3,233.97 $3,573.31 $3,946.29 $4,316.34 $4,772.70 $5,294.87 $5,679.55 $6,093.49 $6,565.93 $7,083.72 $7,654.16 19

18 $2,931.19 $3,193.01 $3,525.04 $3,896.56 $4,257.84 $4,708.34 $5,224.66 $5,606.42 $6,013.04 $6,476.71 $6,988.64 $7,550.31 18

17 $2,891.70 $3,150.59 $3,478.23 $3,845.36 $4,199.33 $4,645.44 $5,154.45 $5,528.90 $5,931.13 $6,388.95 $6,895.03 $7,446.46 17

16 $2,852.21 $3,109.64 $3,428.50 $3,789.78 $4,146.67 $4,584.01 $5,085.71 $5,452.84 $5,849.22 $6,304.11 $6,802.88 $7,348.46 16

15 $2,815.64 $3,064.30 $3,386.08 $3,738.59 $4,086.70 $4,521.12 $5,015.50 $5,381.17 $5,767.31 $6,217.82 $6,707.81 $7,246.07 15

14 $2,774.69 $3,023.34 $3,337.82 $3,683.01 $4,031.12 $4,458.22 $4,946.75 $5,302.18 $5,686.87 $6,130.05 $6,614.20 $7,145.15 14

13 $2,735.20 $2,980.92 $3,291.01 $3,634.74 $3,975.54 $4,392.40 $4,875.08 $5,227.59 $5,609.34 $6,039.37 $6,517.66 $7,041.30 13

12 $2,697.17 $2,937.04 $3,245.67 $3,586.47 $3,917.03 $4,330.97 $4,804.87 $5,152.99 $5,527.43 $5,954.53 $6,425.51 $6,943.30 12

11 $2,663.52 $2,894.63 $3,197.40 $3,530.89 $3,861.45 $4,268.07 $4,733.20 $5,081.32 $5,444.06 $5,871.16 $6,334.83 $6,842.38 11

10 $2,619.64 $2,852.21 $3,150.59 $3,479.69 $3,802.95 $4,203.72 $4,667.38 $5,005.26 $5,369.47 $5,783.40 $6,236.83 $6,737.06

9 $2,580.15 $2,812.72 $3,105.25 $3,425.58 $3,744.44 $4,140.82 $4,595.71 $4,932.13 $5,286.09 $5,691.25 $6,143.22 $6,633.21

$2,545.05 $2,768.84 $3,058.45 $3,378.77 $3,687.39 $4,080.85 $4,525.50 $4,854.61 $5,208.57 $5,609.34 $6,046.68 $6,538.14

$2,504.09 $2,724.96 $3,005.79 $3,324.65 $3,633.28 $4,016.50 $4,458.22 $4,778.55 $5,125.20 $5,520.12 $5,954.53 $6,432.83

$2,463.14 $2,684.00 $2,961.91 $3,273.46 $3,574.77 $3,953.60 $4,386.55 $4,703.95 $5,044.75 $5,433.82 $5,865.31 $6,334.83

$2,428.03 $2,640.12 $2,916.57 $3,220.80 $3,519.19 $3,892.17 $4,316.34 $4,627.89 $4,962.84 $5,344.60 $5,765.85 $6,229.52

$2,385.62 $2,600.63 $2,869.76 $3,168.15 $3,462.14 $3,827.81 $4,246.13 $4,551.83 $4,882.40 $5,259.77 $5,673.70 $6,130.05

$2,346.12 $2,556.75 $2,822.96 $3,118.41 $3,405.10 $3,764.92 $4,177.39 $4,475.77 $4,801.95 $5,170.54 $5,577.17 $6,027.67

$2,309.56 $2,514.33 $2,774.69 $3,064.30 $3,346.59 $3,699.10 $4,105.72 $4,401.18 $4,720.04 $5,087.17 $5,487.94 $5,925.28

$2,270.07 $2,471.91 $2,729.34 $3,013.10 $3,291.01 $3,640.59 $4,035.51 $4,328.04 $4,639.59 $4,999.41 $5,392.87 $5,824.36
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INTERN RATES STEP INCREMENT,
YEAR1 YEAR 2 1-6 3 Steps
$1,475.54 $1,589.05 7-13 2 Steps

14-20 1 Step

 

 

 

 

 

    
    

 



 

|2023 Salary Schedule - August 27, 2023 - Pay Period #18 - 1.25% increase

ANNUAL RATES

“In accordancewith Article 4, an employee whoenters the bargaining unit onorafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

*Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

*Employeesof the bargaining unit who are on Schedule A-1 at the timeofratification will continue to be paid in accordance with Schedule A-1 until they are the successful

|
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applicantto a position at a higher Administrative Salary Level (Grade)or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which case theywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-1
 

STEP GRADE
 

1 2 3 4 5 6 7 8 9 10 11 12

STEP

 

21 $79,291.41 $86,250.80 $95,301.81 $105,227.49 $115,191.21 $127,322.60 $141,317.44 $151,585.39 $162,575.90 $175,163.65 $189,006.37 $204,180.12 21
 

20 $78,150.52 $85,185.97 $94,160.92 $103,934.49 $113,632.00 $125,649.31 $139,568.08 $149,607.86 $160,522.32 $172,957.94 $186,496.43 $201,632.15 20
 

19 $77,199.78 $84,083.11 $92,905.95 $102,603.46 $112,224.91 $124,090.10 $137,666.61 $147,668.36 $158,430.69 $170,714.20 $184,176.63 $199,008.12 19
 

18 $76,211.02 $83,018.29 $91,650.98 $101,310.46 $110,703.73 $122,416.80 $135,841.20 $145,766.89 $156,339.07 $168,394.41 $181,704.71 $196,308.02 18
 

17 $75,184.22 $81,915.44 $90,434.03 $99,979.43 $109,182.55 $120,781.54 $134,015.79 $143,751.33 $154,209.42 $166,112.64 $179,270.83 $193,607.93 17
 

16 $74,157.43 $80,850.61 $89,141.03 $98,534.31 $107,813.49 $119,184.30 $132,228.40 $141,773.79 $152,079.77 $163,906.93 $176,874.97 $191,059.96 16
 

15 $73,206.69 $79,671.70 $88,038.18 $97,203.28 $106,254.29 $117,549.03 $130,402.99 $139,910.35 $149,950.13 $161,663.19 $174,403.06 $188,397.90 15
 

14 $72,141.87 $78,606.88 $86,783.21 $95,758.16 $104,809.17 $115,913.77 $128,615.60 $137,856.76 $147,858.50 $159,381.43 $171,969.18 $185,773.87 14
 

13 $71,115.08 $77,504.02 $85,566.26 $94,503.19 $103,364.05 $114,202.44 $126,752.16 $135,917.25 $145,842.94 $157,023.60 $169,459.23 $183,073.78 13
 

12 $70,126.31 $76,363.14 $84,387.35 $93,248.21. $101,842.87 $112,605.20 $124,926.75 $133,977.76 $143,713.29 $154,817.89 $167,063.38 $180,525.80 12
 

11 $69,251.63 $75,260.28 $83,132.38 $91,803.09 $100,397.75 $110,969.94 $123,063.30 $132,114.31 $141,545.61 $152,650.22 $164,705.55 $177,901.77 11
 

10 $68,110.75 $74,157.43 $81,915.44 $90,472.06 $98,876.57 $109,296.64 $121,351.98 $130,136.78 $139,606.12 $150,368.45 $162,157.58 | $175,163.65 10
 

$67,083.95 $73,130.63 $80,736.52 $89,064.98 $97,355.40 $107,661.38 $119,488.54 $128,235.31 $137,438.43 $147,972.59 $159,723.69 $172,463.56
 

$66,171.25 $71,989.75 $79,519.58 $87,848.03 $95,872.25 $106,102.17 $117,663.12 $126,219.75 $135,422.87 $145,842.94 $157,213.75 $169,991.65
 

$65,106.42 $70,848.87 $78,150.52 $86,440.94 $94,465.16 $104,428.87 $115,913.77 $124,242.22 $133,255.20 $143,523.15 $154,817.89 $167,253.52
 

$64,041.60 $69,784.04 $77,009.64 $85,109.91 $92,943.98 $102,793.61 $114,050.32 $122,302.71 $131,163.58 $141,279.41 $152,498.10 $164,705.55
 

$63,128.89 $68,643.16 $75,830.73 $83,740.85 $91,498.86 $101,196.37 $112,224.91 $120,325.18 $129,033.93 $138,959.61 $149,912.10 $161,967.43
 

$62,026.04 $67,616.36 $74,613.78 $82,371.79 $90,015.71 | $99,523.07 $110,399.50 $118,347.65 $126,942.31 $136,753.91 $147,516.24 $159,381.43
 

$60,999.24 $66,475.48 $73,396.84 $81,078.79 $88,532.56 $97,887.81 $108,612.11 $116,370.12 $124,850.69 $134,434.11 $145,006.29 $156,719.37
 

$60,048.50 $65,372.63 $72,141.87 $79,671.70 $87,011.38 | $96,176.48 $106,748.67 $114,430.62 $122,721.04 $132,266.43 $142,686.50 $154,057.30
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e $59,021.71 $64,269.77 $70,962.96  $78,340.67  $85,566.26  $94,655.30  $104,923.26  $112,529.14  $120,629.42  $129,984.66 $140,214.58 $151,433.27
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INTERN RATES
 

YEAR1 YEAR 2
 

$38,364.11 $41,315.20
     

STEP INCREMENT;
 

1-6 3 Steps
 

7-13 2 Steps
  14-20  1 Step    
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|2023 Salary Schedule - August 27, 2023 - Pay Period #18 - 1.25% increase |

BI-WEEKLY RATES

 
“In accordancewith Article 4, an employee whoenters the bargaining unit onorafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.
“Employeesof the bargaining unit who are on Schedule A-2 at the timeofratification will continue to be paid in accordance with Schedule A-2
“Employeesof the bargaining unit who are on Schedule A-1 at the timeof ratification will continue to be paid in accordance with Schedule A-1 until they are the successful
applicantto a position at a higher Administrative Salary Level (Grade) or they (or the Association ontheir behalf) initiate a successful reclassification to a higher Administrative
Salary Level (Grade) in which casetheywill be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULEA-2
STEP GRADE STEP

1 2 3 4 5 6 in 8 9 10 11 12

21 $4,047.21 $4,430.43 $4,897.02 $5,435.29 $5,830.21 $6,252.92 $6,737.06 $7,269.48 $7,853.08 21

20 $3,997.48 $4,370.46 $4,832.67 $5,368.00 $5,754.15 $6,173.94 $6,652.23 $7,172.94 $7,755.08 20

19 $3,573.31 $3,946.29 $4,316.34 $4,772.70 $5,294.87 $5,679.55 $6,093.49 $6,565.93 $7,083.72 $7,654.16 19

18 $3,525.04 $3,896.56 $4,257.84 $4,708.34 $5,224.66 $5,606.42 $6,013.04 $6,476.71 $6,988.64 $7,550.31 18

17 $3,478.23 $3,845.36 $4,199.33 $4,645.44 $5,154.45 $5,528.90 $5,931.13 $6,388.95 $6,895.03 $7,446.46 17

16 $3,428.50 $3,789.78 $4,146.67 $4,584.01 $5,085.71 $5,452.84 $5,849.22 $6,304.11 $6,802.88 $7,348.46 16

15 $3,386.08 $3,738.59 $4,086.70 $4,521.12 $5,015.50 $5,381.17 $5,767.31 $6,217.82 $6,707.81 $7,246.07 15

14 $3,023.34 $3,337.82 $3,683.01 $4,031.12 $4,458.22 $4,946.75 $5,302.18 $5,686.87 $6,130.05 $6,614.20 $7,145.15 14

13 $2,980.92 $3,291.01 $3,634.74 $3,975.54 $4,392.40 $4,875.08 $5,227.59 $5,609.34 $6,039.37 $6,517.66 $7,041.30 13

a2 $2,697.17 $2,937.04 $3,245.67 $3,586.47 $3,917.03 $4,330.97 $4,804.87 $5,152.99 $5,527.43 $5,954.53 $6,425.51 $6,943.30 12

11 $2,663.52 $2,894.63 $3,197.40 $3,530.89 $3,861.45 $4,268.07 $4,733.20 $5,081.32 $5,444.06 $5,871.16 $6,334.83 $6,842.38 11

10 $2,619.64 $2,852.21 $3,150.59 $3,479.69 | $3,802.95 $4,203.72 $4,667.38 $5,005.26 $5,369.47 $5,783.40 $6,236.83 $6,737.06 10

9 $2,580.15 $2,812.72 $3,105.25 $3,425.58 $3,744.44 $4,140.82 $4,595.71 $4,932.13 $5,286.09 $5,691.25 $6,143.22 $6,633.21 9

$2,545.05 $2,768.84 $3,058.45 $3,378.77 ‘$3,687.39 $4,080.85 $4,525.50 $4,854.61 $5,208.57 $5,609.34 $6,046.68 $6,538.14

$2,504.09 $2,724.96 $3,005.79 $3,324.65 $3,633.28 $4,016.50 $4,458.22 $4,778.55 $5,125.20 $5,520.12 $5,954.53 $6,432.83

$2,463.14 $2,684.00 $2,961.91 $3,273.46 $3,574.77 $3,953.60 $4,386.55 $4,703.95 $5,044.75 $5,433.82 $5,865.31 $6,334.83

$2,428.03 $2,640.12 $2,916.57 $3,220.80 $3,519.19 $3,892.17 $4,316.34 $4,627.89 $4,962.84 $5,344.60 $5,765.85 $6,229.52

$2,385.62 $2,600.63 $2,869.76 $3,168.15 $3,462.14 : $3,827.81 $4,246.13 $4,551.83 $4,882.40 $5,259.77 $5,673.70 $6,130.05

$2,346.12 $2,556.75 $2,822.96 $3,118.41 $3,405.10 $3,764.92 $4,177.39 $4,475.77 $4,801.95 $5,170.54 $5,577.17 $6,027.67

$2,309.56 $2,514.33 $2,774.69 $3,064.30 $3,346.59 $3,699.10 $4,105.72 $4,401.18 $4,720.04 $5,087.17 $5,487.94 $5,925.28

$2,270.07 $2,471.91 $2,729.34 $3,013.10 $3,291.01 $3,640.59 $4,035.51 $4,328.04 $4,639.59 $4,999.41 $5,392.87 $5,824.36
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INTERN RATES STEP INCREMENT,
YEAR1 YEAR 2 1-6 3 Steps
$1,475.54 $1,589.05 7-13 2 Steps

14-20 1 Step

 

 

 

 

 

    

 

    



 

|2023 Salary Schedule - August 27, 2023 - Pay Period #18 - 1.25% increase
 

ANNUAL RATES

*In accordancewith Article 4, an employee whoenters the bargaining unit on orafter the date ofratification (October 29, 2020) shall be placed on Schedule A-2.

*Employeesof the bargaining unit who are on Schedule A-2 at the time ofratification will continue to be paid in accordance with Schedule A-2

“Employeesof the bargaining unit who are on Schedule A-1 at the time ofratification will continue to be paid in accordance with Schedule A-1 until they are the successful
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applicant to a position at a higher Administrative Salary Level (Grade) or they (or the Association on their behalf) initiate a successful reclassification to a higher Administrative

Salary Level (Grade) in which case they will be placed on Schedule A-2 and subsequently follow Article 25-2 (Position Evaluation - Treatment of Incumbents)

SCHEDULE A-2
 

STEP GRADE
 

4 5 6 7 9 10 44 12

STEP

 

21 $105,227.49 $115,191.21 $127,322.60 $141,317.44 $151,585.39 $162,575.90 $175,163.65 $189,006.37 $204,180.12 21
 

20 $103,934.49 $113,632.00 $125,649.31 $139,568.08 $149,607.86 $160,522.32 $172,957.94 $186,496.43 $201,632.15 20
 

19 $92,905.95 $102,603.46 $112,224.91 $124,090.10 $137,666.61 $147,668.36 $158,430.69 $170,714.20 $184,176.63 $199,008.12 19
 

18 $91,650.98 $101,310.46 $110,703.73 $122,416.80 $135,841.20 $145,766.89 $156,339.07 $168,394.41 $181,704.71 $196,308.02 18
 

17 $90,434.03 $99,979.43 $109,182.55 $120,781.54 $134,015.79 $143,751.33 $154,209.42 $166,112.64 $179,270.83 $193,607.93 17
 

16 $89,141.03 $98,534.31 $107,813.49 $119,184.30 $132,228.40 $141,773.79 $152,079.77 $163,906.93 $176,874.97 $191,059.96 16
 

15 $88,038.18 $97,203.28 $106,254.29 $117,549.03 $130,402.99 $139,910.35 $149,950.13 $161,663.19 $174,403.06 $188,397.90 15
 

14 $78,606.88 $86,783.21 $95,758.16 $104,809.17 $115,913.77 $128,615.60 $137,856.76 $147,858.50 $159,381.43 $171,969.18 $185,773.87 14
 

13 $77,504.02 $85,566.26 $94,503.19 $103,364.05 $114,202.44 $126,752.16 $135,917.25 $145,842.94 $157,023.60 $169,459.23 $183,073.78 13
 

12 $70,126.31 $76,363.14 $84,387.35 $93,248.21 $101,842.87 $112,605.20 $124,926.75 $133,977.76 $143,713.29 $154,817.89 $167,063.38 $180,525.80 12
 

11 $69,251.63 $75,260.28 $83,132.38 $91,803.09 $100,397.75 $110,969.94 $123,063.30 $132,114.31 $141,545.61 $152,650.22 $164,705.55 $177,901.77 11
 

o=

$68,110.75 $74,157.43 $81,915.44 $90,472.06 $98,876.57 $109,296.64 $121,351.98 $130,136.78 $139,606.12 $150,368.45 $162,157.58 $175,163.65

o=

 

o

$67,083.95 $73,130.63 $80,736.52 $89,064.98 $97,355.40 $107,661.38 $119,488.54 $128,235.31 $137,438.43 $147,972.59 $159,723.69 $172,463.56

o
a

 

$66,171.25 $71,989.75 $79,519.58 $87,848.03 $95,872.25 $106,102.17 $117,663.12 $126,219.75 $135,422.87 $145,842.94 $157,213.75 $169,991.65
 

$65,106.42 $70,848.87 $78,150.52 $86,440.94 $94,465.16 $104,428.87 $115,913.77 $124,242.22 $133,255.20 $143,523.15 $154,817.89 $167,253.52
 

$64,041.60 |$69,784.04 $77,009.64 $85,109.91 $92,943.98 $102,793.61 $114,050.32 $122,302.71 $131,163.58 $141,279.41 $152,498.10 $164,705.55
 

$63,128.89 $68,643.16 $75,830.73 $83,740.85 $91,498.86 $101,196.37 $112,224.91 $120,325.18 $129,033.93 $138,959.61 $149,912.10 $161,967.43
 

$62,026.04 $67,616.36 $74,613.78 $82,371.79 $90,015.71 $99,523.07 $110,399.50 $118,347.65 $126,942.31 $136,753.91 $147,516.24 $159,381.43
 

$60,999.24 $66,475.48 $73,396.84 $81,078.79 $88,532.56 $97,887.81 $108,612.11 $116,370.12 $124,850.69 $134,434.11 $145,006.29 $156,719.37
 

$60,048.50 $65,372.63 $72,141.87 $79,671.70 $87,011.38 $96,176.48 $106,748.67 $114,430.62 $122,721.04 $132,266.43 $142,686.50 $154,057.30
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$59,021.71 $64,269.77 $70,962.96 $78,340.67 $85,566.26 $94,655.30 $104,923.26 $112,529.14 $120,629.42 $129,984.66 $140,214.58 $151,433.27
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INTERN RATES
 

YEAR 1 YEAR 2
   $38,364.11 $41,315.20          

 

STEP INCREMENT]
 

1-6 3 Steps
 

7-13 2 Steps
 

14-20  1 Step
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SCHEDULEB of the Collective Agreement between the City of Winnipeg and the Winnipeg

Association of Public Service Officers.

LETTER OF UNDERSTANDING: RECRUITMENTAND RETENTION

The City of Winnipeg and the Winnipeg Association of Public Service Officers (WAPSO) agree

that the provision of effective public services is dependentonthe City’s ability to recruit and retain

critical skills in an Employee driven market.

The parties further agree that maintaining critical organizational skills will require effective

recruitment and retention strategies. Such strategies may include efforts to recruit or retain

specific individual skill sets or broader efforts to address professionalclassifications where there

is significant risk and impactof loss.

The parties agree the City mayrely on one or moreoftheinitiatives included herein as part ofits

recruitment and retention strategy.

1. Placementon Salary Scale

The parties acknowledge that in accordancewith its Policy, the City retains the right to

place a newly hired or promoted Employee on anystep of the applicable scale for the

Grade. Any increase given upon promotion shall result in but not be limited to a minimum

increase offive percent (5%).

Further, in the case of Employees hired from outside the civic service, the City may grant

vacation and sick leave credits as may be necessary to attract and recruit new Employees

to the civic service. Additionally, the City may waive waiting periods for commencement

of benefits for Employees hired from outside the civic workforce.

2. Accelerated Progression

The City may accelerate the progression of an Employee on the salary scale for their

grade beyond the step progression contemplated by the Collective Agreement. Where

such accelerated progressionis implemented, WAPSOshall be notified.

3, Special Market Adjustments

Wherethe City has experienced difficulties in retaining and recruiting Employees within a

category of Employeeswith particular skill or qualification, it shall provide WAPSOwith

notice to discuss the implementation of a special adjustment. The notice shall include

available recruitment data and marketinformation. Any available market information shall

be compared to Step 21 of the Grade(s) under consideration.

The City may implement an adjustment for a category of Employees (technical or

professional group) subject to the following conditions:

° The City shall discuss the rationale for the adjustment with WAPSO and shall

provide available recruitment, retention and market comparison information.
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e The City shall consult WAPSO on the appropriate adjustment under the
circumstances and shall give due consideration to any information or feedback
from WAPSO.

e Any adjustment,if applied, shall remain in effect for a period of up to two (2) years.

e Prior to the expiry of the adjustment period, the parties shall review the
continuance of the market adjustment subject to the same considerations based
on available recruitment and market data.

e The City shall act fairly and reasonably and shall not be arbitrary in considering
and applying market adjustments and shall only do so following discussion and
consultation with WAPSO.

4. Individual Adjustments

The City may apply an adjustment in individual cases where the specific skills and
experience of an Employee are deemedcritical. Such adjustments would most often be
considered for Employees whoare not subject to accelerated advancementin accordance
with Part 2 herein. Prior to extending a special adjustmentto any individual Employee,
the City shall provide its rationale to WAPSO.Individual adjustments shall be subject to
consent of WAPSOwhichshall not be unreasonably delayed or withheld.

DATED THIS 17" DAY OF DECEMBER,2008

 

SCHEDULEC ofthe Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers.

LETTER OF UNDERSTANDING: PROFESSIONAL FEES

The City shall pay the cost of licenses and accreditations, including membership in
professional organizations incurred that are required by the City as a condition of
employment. It is understood and agreedthat the City may undertake a review ofall conditions
of employmentrelating to licenses and accreditations and, at its sole discretion, may delete such
requirements from job specifications and job descriptions. Deletion of such requirements shall be
deemedto be effective when the City provides the Association written notice specifying the job
Classification affected and the license or other accreditation that is no longer considered a
condition of employment. It is understood that the City shall not exercise its discretion in an
arbitrary, discriminatory or unfair manner.

DATED THIS 20" DAY OF OCTOBER,2020
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SCHEDULED of the Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: MANAGERIAL RECOGNITION CLAUSE

Five (5) additional daysrelief from duty shall be granted as additional recognition of the nature of
and the responsibilities of the positions within the scope of this Agreement which commonly

involve variable work schedules and additional work hours. These days are to be taken in the

calendar year in which they are granted and cannot be accumulated. The time at which these
days are to be takenwill be at the discretion of the Department Head. If the number of months
worked by an Employee during the calendar yearis less than twelve (12) months, then the five
(5) days shall be reduced proportionately to the number of months worked, calculated to the
nearesthalf (72) day.

This provision is a subject of a separate Letter of Understanding re: Overtime — Schedule J.

 

SCHEDULEE ofthe Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: NOTICE OF CHANGETO POSITION QUALIFICATIONS

Inasmuchas the pre-planning of changesto position qualifications would provide an opportunity

for Employees to upgradetheir qualifications prior to the posting of a bulletin, where the required

qualifications for existing positions covered by this Agreementare to be changed, the City agrees

to give to the Association, so far in advanceasis practicable, notice, in writing, of the proposed

changes. Notwithstanding the foregoing, this shall not preclude the City from making changes
uponshort notice where circumstancesrequireit.

 

SCHEDULEF of the Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: SELF-FUNDED LEAVE PROGRAM

Employees who have successfully completed their probationary period shall be entitled to
participate in a Deferred Salary Leave Plan.

This Plan allows for Employeesto defer a portion of their salary to fund a leave of absence from
the City of Winnipeg. The leave of absenceshall not be less than six (6) months and not more

than twelve (12) months. The only exception is for full-time attendance as a student at a
designated educational institution where the leave shall not be less than three (3) consecutive
months.

The terms and conditions of the Plan are as outlined in the Salary Deferral Leave Plan as
amended from time to time. The Union shall be advised of any changes. Upon request
Employees may receive a copy from either the Association or the Human Resource Services
Section of the Corporate Support Services Departmentofthe City.

DATED THIS 17" DAY OF JULY,2013
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SCHEDULEG of the Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: INTERN PROGRAM AND RATES

It is understood and agreed that the City may implement a City of Winnipeg Internship Program
following consultation with the Association. A Joint Committee comprised of an equal numberof
representatives of the City and Association shall meet during the term of this Agreementto review
the status of persons employedasInterns, their positions and the nature of work to be performed

under the Program. The Joint Committee shall review the Program and make recommendations
to the City prior to renewal of the Program thereafter.

The purpose of the Program is to provide meaningfultraining and development opportunities for

various groupsincluding recent graduates of recognized post-secondary programs. It is hereby

agreedthat:

e The work to be performed byinterns is additional to the work regularly performed by

membersof the Association.

e It will not result in any reduction in the number of WAPSOrated positions.

° Such work necessarily involves a significantly lower level of responsibility than that
required in the performance of current WAPSOrated work.

e The intern rate of pay shall be sixty-five percent (65%) of the lowest rate provided in the

WAPSOCollective Agreementin the first year of employment and seventy percent (70%)
in the second year.

e The following provisions of the Collective Agreement do not apply:

- Article 7-16 (Sick Pay Regulations — Severance Pay)
- Schedule H (Reduction in Staffing Levels — formerly Schedule J)
- Schedule D (Managerial Recognition Clause)
- Schedule J (Overtime) shall not apply with respectto Interns. [2017]

e The Collective Agreementprovisions respecting posting and promotionswill apply.

e No person who is employedin the Internship Program and has received the Intern rate

will be guaranteed continued employmentwith the City.

e In no instancewill the term employmentof an Intern exceed two (2) years unless otherwise

agreed to by the City and Association.

e In the event that there is a dispute between the City and Association with respect to
administration of the Program, the matter may be referred to a Senior Steering Committee

comprised of the Chief Corporate Services Officer (CCSO), Director of Human
Resource Services and the President or designate of the Association for resolution.
[2020]

e Notwithstanding the preceding, any memberof the Association may grieve according to
Article 15 of the Collective Agreement, any matter relating to this Program.
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DATEDTHIS 20‘" DAY OF OCTOBER,2020

 

SCHEDULEH ofthe Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: REDUCTIONIN STAFFING LEVELS

Whena position within the WAPSObargaining unit is eliminated, is planned to be eliminated,or
is or will not be funded by the City, such as that a reduction in staffing levels in the WAPSO
bargaining unit may occur, the City agrees to doall that it is reasonably able to do to avoid a
declaration of redundancy of Employeesin the Association’s bargaining unit, including wherever
reasonably possible, accommodating it throughattrition, and including the steps outlined below.

Wherereferences are made within Schedule H to “Employee”or “position”, it is agreed
that Schedule H shall apply only to permanent Employees. [2020]

1. Notice of Proposed Elimination or Non-Funding of Position(s) to Be Provided to
WAPSO

TheCity shall notify the Association of any proposalto eliminate or not to fund a position
that mightresult in a reductionin staffing levels, specifying job title, number of Employees,
and the reasonsfor which the positions are being eliminated. Such notice shall be given
at least forty-five (45) working days prior to the proposed implementation, and no
elimination of any position or reduction in staffing levels, and/or notice under Section 4,
can take place until this notice provision has been complied with. The Joint Alternative
Employment Committee created in Section 2 of this Letter of Agreement may, by majority
decision, extend the notice period by a maximum offifteen (15) further working days.

Joint Alternative Employment Process

The City and WAPSO haveestablished a Joint Alternative Employment Committee,
comprised of three (3) representatives from WAPSO (which may include WAPSOstaff)
and three (3) representatives from the City. The Committee may examineall reasonable
alternatives to reductions in staffing levels and may recommendto the City within the
notice period actions suchas:

- Voluntary early retirement or voluntary termination of the affected Employee with
or without incentives.

- Reassignment of an affected Employee to a vacant position for which the
Employee is reasonably suited, or can reasonablybetrained within a short period
of time, and provision of appropriate training.

- Creation of a vacancy to which an affected Employee may be reassigned as
above, through such methodsas:

e voluntary redeploymentwithout loss of pay or benefits;
e voluntary early retirement with or without incentives;
e voluntary termination with or without incentives; and
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e returning anacting or temporary appointee to their original position. [2017]

- Provision of career counselling and alternative career planning services for an

affected Employee.

- Retraining of an affected Employeeto facilitate reassignmentto a vacant position,

or an anticipated vacancy, where the training can be accomplished within one (1)

year, and where the Employee undertakes to remain in the employ of the City for

a minimum of two (2) years upon completionofthe training.

The City agrees to provide to the Committee the information the Committee requires to

performits function, including a list of any Employees engagedby the City into a WAPSO

position who have comefrom outside the Civic Service within the previous twelve (12)

months.

The City agrees that WAPSOwill be given reasonable notice of, and may be presentat,

any andall meetings with any individual Employee where any of the above matters are

discussed. Notwithstanding the above, the City need not give notice to WAPSO of any

meeting held with an Employee or Employeesto inquire ona strictly preliminary basis as

to initial interest in pursuing any one (1) of the above options.

Any incentives offered to an Employee over and abovethat provided bythis Agreement

require the consent of WAPSO,whichwill not be unreasonably withheld.

Conditions of Reassignment or Appointment

a) When an Employee whoseposition is being eliminated is offered and accepts

reassignment to a position with a lower salary grade, and WAPSO waives the

postingof that position, the Employee shall be reassigned on an “incumbent only”

basis for three (3) years, and red circled thereafter. The effective date of the

“incumbentonly” status shall be the date upon which the incumbentis assigned

the duties and responsibilities of the new position. An Employee accepting

reassignmentto a position with the samesalary grade shall be placed at the same

step within that grade, and with the same annualincrement date.

b) Notwithstanding any other provision of this Collective Agreement, the City has the

right to reassign a WAPSOrated Employee, whoseposition has been eliminated,

to a vacant WAPSOposition that has been rated andis in the same salary grade,

and for which the Employee is reasonably suited or can reasonably be trained

within a short period of time, at no less than the samestep within that grade, and

with the same annual increment date. In such circumstances, the Employee has

no right to refuse that reassignment and WAPSOshall waive the posting of that

position.

If, within six (6) months of appointment or reassignment, the Employee is

subsequently found to be unsuitable for that position, then the Employee’s position

will be deemed “aboutto be eliminated” such that the normal processes,rights and

obligations set out in this Letter of Agreement apply.

c) Article 11-2(a) applies to an Employee whoseposition is being eliminated and who

either is offered and accepts reassignmentor whoapplies for and obtains a posted

position. In such case,since theoriginal position was eliminated, this right means
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that the Employee can accessthe normalprocesses,rights and obligations set out
in this Letter of Agreement.

4. Severance Package for Redundant Employees

If the City, after having considered the recommendations (if any) of the Committee,
decidesthat it is necessary to reduce staffing levels in the WAPSO bargaining unit, an
Employee maybe declared redundantsubject to the following.

- Forty-five (45) working days’ notice of termination, or paymentin lieu thereof, shall
be provided to the Employee,in writing, a copy to be provided to the Association.
The said notice must run consecutively following the expiry of the notice period
required in Section 1, notwithstanding the date on which the City decidesto declare
the Employee redundant. The notice period, but not the paymentin lieu thereof,
may be extended by mutual agreement.

- Where an Employee expresses aninterest in pursuing other employment, the
Employee shall be provided at their option with reasonable relocation consulting
services.

- Severancepayin addition to the forty-five (45) working days’notice (andin addition
to any other payable benefits under this Collective Agreement) shall be provided
to the Employee basedontherate applicable on the date the Employee ceasesto
be employed by the City in the following amount.

® An Employeewill receive three (3) weeks’ pay for each year of employment
to a maximum offifty-four (54) weeks.

e In addition to the above, an Employee within ten (10) years ofeligibility for
pension (either by virtue of age or years of service, whicheveris closest),

will receive a prorated sick pay cash out payment based on the formula of

{[11 — (years from eligibility)] divided by 10} multiplied by sick pay cash out
(computed according to the formula in existence at the time of the
declaration of redundancy) provided they are eligible for payment of
unused sick leave credits pursuant to Article 7-15, otherwise they are
eligible for payment of severance payments pursuantto Article 7-16 ofthis
Agreement.

e At the Employee’s option, severance pay may be broken into two (2)
payments paid so as to maximize, within the law, the Employee’s tax

treatment, provided the payment period does not exceed thirteen (13)
months.

e The Employeewill receive Dental and Vision Care coverage from the City
for a period of three (3) years from the actual date of termination.

5. Rights Relating to Vacancies After Declaration of Redundancy

Employees declared redundantas a result of elimination of their position shall be eligible
to apply and be considered for vacancies within the WAPSObargaining unit for a period
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of twelve (12) months beyond the date the Employee ceased to be employed by the City.

Suchapplicants will be considered in advance of other external candidates.

In the event such an applicant is re-employed in a vacancy posted within that twelve (12)

monthperiod, they will be considered as a new Employeeforall purposes exceptfor those

listed below:

- Probation:

A returning Employeewill be required to serve the normal probation period unless

they return to a similar position in the department where they were previously

employed.

- Rate of Pay:

Will be assigned as to any new Employee, unless the Employeeis hired into the

sameorsimilar position in the department where they werepreviously employed.

- Rate of Vacation Accumulation:
Forpurposesofvacation accumulation, the Employee’s severanceshall be treated

as an unpaid leave of absence.

- Eligibility for Dental and Vision Care:
For purposesofeligibility for Dental and Vision Care, the Employee’s severance

shall be treated as an unpaid leave of absence.

- Sick Leave:

Sick leave accumulation will continue as if the Employee had been on an unpaid

leave of absence. The amountof sick leave credit will be adjusted to reflect any

cash out received by the Employee under Section of this Letter such that credits

used to produce said cash out will be no longeravailable.

- Various Leaves:

For entitlement to bereavement, funeral, maternity and parental leaves, the

Employee’s severance shall be treated as an unpaid leave of absence.

- Long Service Recognition Bonus:
For entitlement to the long service recognition bonus, the Employee’s severance

shall be treated as an unpaid leave of absence.

6. City Retains Right to Determine Size of Workforce

Nothingin this Letter of Agreementis intendedto limit the City’s right to determine the size

of the workforce, nor shall any termsof this Letter have any bearing on the termination of

an Employee for cause.

7. Letter of Agreement FormsPart of Collective Agreement

This Letter of Agreement forms part and parcelof the Collective Agreement between the

parties in force from time to time.

DATEDTHIS 20 DAY OF OCTOBER,2020
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SCHEDULE of the Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: PROFESSIONAL DEVELOPMENT FUND

During the term of this Agreement, the City will create a Professional Development Fund to be
used for education, training, and professional development of members of the WAPSObargaining
unit as follows:

January 1, 2020 - $30,000.00
January 1, 2021 - $32,000.00

January 1, 2022 - $32,000.00

January 1, 2023 - $32,000.00 [2020]

The Fund is to be allocated to individual Departments by a Joint Committee having equal
representation from the City and the Association.

The purpose of the Fund is to provide reimbursement to WAPSO membersof someportion of
costs related to courses taken by the memberat accredited post-secondary institutions or such
other courses as may be agreed to by the member’s Department. Individual members may make
application to the Departmentfor consideration of funding. It is understood that the Department
shall not unreasonably withhold such agreement.

The Joint Committee shall meet at least once annually to review expenditures. In the eventthat
there are moniesheld by the Fundat the end of any calendaryear, those monies shall be returned
to the City.

Commencing January 1, 2021, the City will redirect five hundred dollars ($500.00) each
calendaryear from the Professional Development Fund towards the Association’s William
S. Comstock Scholarship.

DATEDTHIS 20 DAY OF OCTOBER,2020

 

SCHEDULE J of the Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING: APPROVED OVERTIME

Thetotal annual salary paid to Employees covered by the WAPSOCollective Agreementand five
(5) days of compensatory time off granted each calendar year shall be deemed compensation for
all regular annual hours of work as defined by this Agreement and up to a maximum of one
hundred (100) hours of approved overtime worked in each calendar year. The one hundred
(100) hourlimit in the calendar year shall be prorated into four (4) quarters of the calendar
year. Each quarter shall have a twenty-five (25) hourlimit. For clarity the quarters are as
follows:

1** Quarter — January, February and March
24 Quarter — April, May and June
3" Quarter — July, August and September
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4t Quarter — October, November and December

Each hourof approved overtime worked within a quarter shall count hourfor hour against

the twenty-five (25) hour limit in that same quarter. There shall be no carry forward of

unused hours from one(1) quarter to the next. [2020]

Pursuant to this Letter of Understanding, no additional compensation, monetary or otherwise,

shall be required for the first twenty-five (25) hours of approved overtime worked within a

quarter of a calendar year by any Employee covered by this Agreement. [2020]

This Letter of Understanding shall not be construed to mean that Employees covered bythis

Agreement have an absolute requirement to work any predetermined numberof overtime hours

on a calendar year basis but as an extension of the Letter of Understanding: Managerial

Recognition wherebyit is understood that the nature of and the responsibilities of the positions

within the scope of this Agreement mayinvolve variable work schedules and additional work

hours.

The City shall advise Employees of the procedure to request pre-approval to work

overtime. An Employee may request pre-approved overtime for a defined period of time.

[2020]

DATEDTHIS 20" DAY OF OCTOBER,2020

 

SCHEDULEK ofthe Collective Agreement between the City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING: PROFESSIONAL ENGINEER DESIGNATE(IN TRAINING)

1. Positionswith this title are entry and junior working level and require a Bachelor's Degree

in Engineering from a recognized Engineering Program and further attainment of a

Professional Engineer (P. Eng.) while in the position. These positions are intended to

provide Graduate Engineers the work experience to develop the necessary engineering

skills to become a Registered Professional Engineer in Manitoba. These positions shall

be in addition to the regular complement of Engineers and shall not be used as a

replacementfor functions performed by qualified Engineers.

2. Working under the supervision of a Senior Engineer, the Engineer Designate will be

required to demonstrate satisfactory performance in a progressively higher level of

engineering skill developmentin order to remain in the position.

3. Attainmentof the Association of Professional Engineers and Geoscientists of the Province

of Manitoba (A.P.E.G.M.) “P. Eng.” designation is mandatory within one (1) yearfollowing

completion of the minimum numberof years of experience recognized and required by the

Association. Failure to obtain the designation will result in termination of the Designate’s

employment with the City. Designates who successfully obtain the P. Eng. designation

will remain in the Development Program until they are successful in obtaining a permanent

engineering position.

4. The creation and continuation of positions with this title shall be at the discretion of the

Department Head with WAPSObeinginformedof any changein the numberof designated
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positions, in accordancewith Article IX. Positions with thistitle shall be exempt from any
employment guarantee.
Movement betweenareas,functions, projects etc. is required and at the discretion of the
Department Head. Incumbents shall not have rights to any specific duties or position;
however the incumbent will be given assignments and projects that expose them to
various branches of Engineering. Assignments will be given to incumbents in various
areas suchas:field survey, field inspection, construction supervision, preliminary design
and tender preparation, and other areas (including management training and computer
experience) as appropriate and associated with the area of specialization.

Individualsin these positions shall be paid and progress in accordancewith the following
salary scale.

 

 

 

 

  

STEP AS PER SALARY SCHEDULE A-2

1 Grade 2, Step 1
Z Grade 2, Step 4
3 Grade 3, Step 1
4 Grade 3, Step 4 
  

Pay incrementswill occur on an annualbasis on the anniversary of the dateofhire, subject
to satisfactory Training Progress Reports as described in Point #8.

Salary movement beyond Step 4 as noted abovewill be within Grade 3 in accordancewith
established rules for progressing through the steps and shall be dependent upon
attainmentof a P. Eng. designation.

Positions with this title shall not be individually rated.

Initial placement of individuals on the progression shall be dependent on recognized
related experienceat time of entry as determined by the Department Head.

Unless specified at time offilling, advancement beyond Grade 3 requires successful
competition for higherlevel positions.

Upon the completion of approximately every six (6) months’ work experience the Trainee’s
Mentor, the Program Coordinator, and the Employeewill convene and complete a Training
Progress Report. The Report will summarize the activities and assignments completed
by the Trainee and addressthe strengths of the assignments and suggestions to improve.
The Report will detail the Trainee’s work experience, growth and progressin eachof the
applications of theory, practical experience, management, communications skills,
professional and ethical responsibilities and the social implications of engineering. The
Training Progress Report will also include a summary of professional development
activities and volunteer service activities. Trainees should document and record all
assignments and activities related to their work experience in order to assist their Mentor
and the Coordinator, as well as themselves, in preparing accurate Progress Reports.
WAPSOwill be advised and may attend any Progress Report meetings. Such Reports
shall be of a nature and detail sufficient to meet the APEGM requirements to determine
acceptability for registration within that Association.
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Positions with this title shall be covered by the WAPSOCollective Agreement amendedonly by

the aforementioned provisions.

DATEDTHIS 19" DAY OF DECEMBER,2007

SCHEDULEL ofthe Collective Agreement between the City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING: ENGAGEMENTOF PART-TIME EMPLOYEES

The parties agree that this Letter of Understanding outlines the terms and conditions of

employment for part-time Employees including retired City of Winnipeg Employees who are

rehired on a part-time basis. They will be referred to as “Employees”in this Letter of

Understanding.

The parties further agree that in situations where a permanentfull-time Employee is being

accommodated by working part-time, the provisions of the General Agreement apply.

The parties further agree that all clauses of the Collective Agreement apply to part-time

Employees exceptas follows:

1. Definitions

a) “Service” meansthe length of employment with the City commencing with the part-

time engagement. It does not include any previous service with the City of

Winnipeg.

2. Hours of Work

a) The hours of work shall be by mutual agreement between the City and the

Employee, and weekly hours of work shall be less than thirty-five (35) hours per

week.

3 Vacations

a) Employees shall receive six percent (6%) vacation pay on their biweekly

paycheques.

4. Public Holidays

a) The public holidays observedarelisted in Article 6 of the General Agreement.

b) Part-time Employeeswill receive holiday pay and time off in accordance with the

Employment Standards Code. [2017]

Cc) An Employee whoworks on a public holiday shall be granted, in addition to the

holiday pay in (b) above, compensationin pay at the rate of double time (2x) forall

hours worked.
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Sick Pay Regulations

a) Employeeswill receive sick leave credits on the same basis as permanentfull-time
Employees, except prorated based on hours worked. The calculation used to
determine the biweekly credits is as follows:

14 days per month x 12 months = 15 days divided by 26 pay periods =
.057690 per pay period x total hours worked.

b) A deduction shall be madefor all absences duetoillness, including absences of
two (2) hoursorless.

c) Employeesare neither eligible nor entitled to any cash out of unusedsick credits
or any severance payments.

Promotion

a) There is no requirement to bulletin or post part-time positions.

b) Employees will be eligible to receive an increment upon the completion of two
hundred andfifty-two (252) days worked (one thousand seven hundred and sixty-
four [1,764] hours).

Overtime and Standby

a) Thesearticles of the General Agreement do notapplyto part-time Employees.

Long Service Recognition Bonus

a) This Article of the General Agreement doesnot apply to part-time Employees.

Dental Plan

a) Eligible Employeesshall receivefifty percent (50%) of the maximum benefit levels
payable to full-time Employees under the terms of the City of Winnipeg Dental
Plan.

Vision Care

a) Eligible Employeesshall receivefifty percent (50%) of the maximum benefit levels
payabletofull-time Employees underthe termsofthe City of Winnipeg Vision Care
Plan.

Schedulesto the Collective Agreement

The following Schedules to the Collective Agreementdo not apply part-time Employees:

a) Schedule C - Letter of Understanding — Professional Fees

b) Schedule D - Letter of Understanding — Managerial Recognition Clause

c) Schedule J — Letter of Understanding — Overtime
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12. Schedule H — Letter of Understanding — Reduction in Staffing Levels

a) This Letter of Understanding does not apply to part-time Employees.

b) Employees maybelaid off at any time. The City of Winnipeg agrees to provide as

muchnotice as possible to Employees scheduledforlayoff.

DATEDTHIS 17" DAY OF JULY, 2013

 

SCHEDULE M ofthe Collective Agreement between the City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING: FLEXIBLE WORKING HOURS

The City and the Union recognize the need of Employeesforflexibility in work schedules while

recognizing and acknowledging that operational requirements must be met and maintained.

Accordingly, flexible working hours may be established by mutual agreement between the

Employee and the City without committing either party to permanent change or any additional

costto the City. Requests shall not be unreasonably denied. In the event of disagreement related

to an Employee requestto establish flexible working hours, the matter shall, at the Employee’s

request, be referred to the ManagementRelations Committee asperArticle 12 for final resolution.

It is mutually agreed that Article 15 shall not be utilized to resolve any disagreement arising in

relation to this Letter of Understanding.

DATED THIS 21st DAY OF MARCH,2016 [2017]

 

SCHEDULEN ofthe Collective Agreement betweenthe City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING: INDIGENOUS RELATIONS

The Indigenous Relations Division was established in March, 2013 in response to a growing

demand from City departments and the community to engagein a broader and more collaborative

approachto programs,servicesandinitiatives. The Indigenous Relations Division amalgamated

existing Civic Aboriginal focusedinitiatives including the Oshki Annishinabe Nigaaniwak (OAN)

and the City of Winnipeg’s Aboriginal Youth Strategy and the Intergovernmental Strategic

Aboriginal Alignment’s Memorandum of Collaboration.

Vision: To build success between the Aboriginal community and City of Winnipeg.

Mandate: To provide leadership and experience from an Aboriginal perspective on

programs,services andinitiatives that support and address the needs of

Winnipeg’s Aboriginal community, now andin the future.

Role: To developinitiatives and partnerships based on community and corporate

priorities.
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Commitment: The City and the Association are committed to the vision, mandate role of
Indigenous Relations Division.

During the life of the Collective Agreement the parties agree to discuss any initiative of the
Indigenous Relations Division with a view to making the necessary provisions to enable the
specific initiative to be carried out. The parties may mutually modify any provision of the Collective
Agreement, deemed necessary or desirable to facilitate the accomplishment of the vision,
mandate orrole of the Indigenous Relations Division.

Notwithstanding Article 2 of the Collective Agreement, the parties agree that those
Employeesthat report directly or indirectly to the Managerof the Indigenous Relations
Division are bargaining unit Employees unless those Employeesof the City are covered
by any other current bargaining unit certificate issued by the Manitoba Labour Board.
[2020]

DATEDTHIS 20" DAY OF OCTOBER,2020

 

SCHEDULE0 ofthe Collective Agreement betweentheCity of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING
UPDATING THE POSITION EVALUATION MANUALAND JOB DESCRIPTIONS

The City and the Association recognize that the Position Evaluation Manualreferred to in
Article 25 is outdated, ambiguous andis not suited to evaluating many jobs within the
bargaining unit.

The parties also recognize that many job descriptions within the bargaining unit are
outdated and do not accurately reflect the applicable jobs.

As such,the parties agree to create a joint committee with equalrepresentation to revise
the Position Evaluation Manual.

The parties agree to work collaboratively to complete revisions of the Position Evaluation
Manualduringthefirst half of the life of the Collective Agreement. In the event that the
parties are unable to agree on revisions to the Position Evaluation Manual, the current
Position Evaluation Manualwill continue to be in force.

Notwithstanding the above, during the secondhalf of thelife of the Collective Agreement,
the City agrees to undertake to update bargaining unit job descriptions in each
Department. Theparties agree to the following procedure:

1. Each Department Human Resource Managerwill provide the Association with a
copyofthe job description for each bargaining unit position within that Department.

2. The Association will provide each Department Human Resource Managerwith a
prioritized list of job descriptions which require updating.
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3. The parties will meet to discuss andfinalize a prioritized list of job descriptions that

require review.

4. Oncethelist is finalized, each job description will be updated in consecutive order.

5: Department Human Resource Managerswill have ninety (90) days to update each

job description.

6. The Departmentshall provide the Association and incumbenta copyof the finalized

job description as they are completed. [2020]

DATEDTHIS 20DAY OF OCTOBER,2020

 

SCHEDULEP ofthe Collective Agreement betweenthe City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING

TRANSIT TRAINING PROGRAM — SUPERVISORS/INSTRUCTORS/INSPECTORS

The City and the Association agree on the importance of meaningful training and

developmentof all membersof the public service. In particular, both parties acknowledge

the need for a Winnipeg Transit Training Development Program for future

Supervisors/Instructors/Inspectors (“the Program”). The intent of the Program is to assist

in the training and development of new Transit Supervisors, Instructors and Inspectors

(the “Employees”) so to meet ongoing operational demands.

Theintention of the Programis to train the Employees with the necessary skills to become

effective Transit Supervisors, Instructors and/or Inspectors (the “Positions”). Employees

whostart the Program must also commencethe formal education required for the position

they accepted. All general provisions of the Collective Agreement apply to Employeesin

the Program subjectto the following:

1. The work performed by Employeesin the Program is bargaining unit work andis

considered temporary work that is additional to the work regularly performed by

Association members.

2: The Program will not result in any reduction in the number of Association

Supervisor, Instructor and/or Inspector positions at Transit.

3. The maximum duration of the Program is two (2) years.

4. Employees in the Program will be compensated at the Grade 2 level. Subject to

continued funding of the temporary positions, an Employee who has completed the

Program will continue to be paid at the Grade 2 level until such time as the

Employee completes the formal education qualification for the position offered. At

that time, the Employee will be promoted to the Grade 3 level. Employees who

complete the Program continue to be temporary Employees until such time that

they obtain a permanentposition.
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5. Notwithstanding Paragraph 4, an Employee may apply to obtain a permanent
position at any time. If successful, the Employee shall continue to be paid at the
Grade 2 level until such time that the Employee has completed both the Program
and the formal education qualification. At that time, the Employeewill be promoted
to the Grade3 level.

6. Uponratification of the Collective Agreement and every six (6) monthsthereafter,
the City will provide the Association a list of all Employees in the Program,their
effective start dates and positions, and their progress towards completion of the
formal education requirementfor the position. [2020]

DATEDTHIS 20" DAY OF OCTOBER,2020

 

SCHEDULEQ ofthe Collective Agreement betweenthe City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING
TRANSIT SPECIAL EVENTS STAFFING

The parties agree that the safety and security of all Transit Employees and passengersare
integral to the service provided by Winnipeg Transit. As such, the City and the Association
agree that on duty Transit Inspectors will not, whenever practicable, be reassignedtofill
the requirements of a scheduled special event where Winnipeg Transit services are
requested or required. The City will consider other staffing options for special events such
as Calling overtime.

Whenmorethan one-third (1/3) of the Transit Inspectors on duty are reassigned from their
normalduties to a special event, the Association will be advised without delay. [2020]

DATEDTHIS 20° DAY OF OCTOBER,2020

 

SCHEDULER ofthe Collective Agreement betweenthe City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING
TRANSIT INSTRUCTOR UNIFORMS

Within one (1) month ofratification of the Collective Agreement the parties agree to meet
and discuss the uniforms issued to Transit Operations staff with the intention to
distinguish the uniforms worn by Employees who work asTraining Instructors and the
Employees whoare supervisory staff.

Any changes made to the uniforms during the life of the Agreement must be on a cost
neutral basis. [2020]

DATEDTHIS 20 DAY OF OCTOBER,2020
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SCHEDULES ofthe Collective Agreement betweenthe City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING
TRANSIT ASSAULT REVIEW COMMITTEE

The Association and the City are committed to establishing and continuously improving

safe work practices by way of effective and efficient communication and sharing of

information.

The parties will meet and review all incidents involving Supervisory and Training staff

where an assault/threat occurred in the course of their duties. In advance of the meeting,

the City and the Association will provide accessto anyparticulars thatwill be relied upon.

Wherethe parties disagree as to whether an assault/threat was avoidable or unavoidable,

the Assault Review Committee (ARC) will meet to review the incident.

The ARCwill consist of three (3) members:

4. One(1) Association representative;

2. One (1) City representative; and

3. An Independent Chairperson — (Law Enforcement contractor as agreed uponby the

parties)

The parties will agree to the terms of reference for the Chairperson.

After considering both parties’ position, the Chairperson will determine if the

assault/threat was avoidable or unavoidable. The decision of the Chairpersonis final and

binding.

The City will advise the Association of any Employees who are subpoenaed related to an

assault/threat. [2020]

DATEDTHIS 20" DAY OF OCTOBER,2020

 

SCHEDULET of the Collective Agreement between the City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING
RE: VACATION YEAR

Duringthelife of this Collective Agreement, the parties may agree in writing to implement

a processto transition the vacation year set out in Article 5 to align with the calendar year

on a cost neutral basis. [2020]

DATED THIS 20DAY OF OCTOBER,2020
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SCHEDULEU ofthe Collective Agreement betweenthe City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING
RE: WORKPLACE VIOLENCE/HARASSMENT/DISRESPECTFUL BEHAVIOUR

The Management Relations Committee will meet three (3) times per calendar year to
discuss and review all incidents of workplace violence, harassment and disrespectful
behaviour that involve Employees in the Association. The purpose of the meetingis to
have dialogue so to ensure that involved/impacted Employees in the Association are
supported effectively through the Respectful Workplace Administrative Standard and
Workplace Violence protocols.

The Association will be consulted with as part of any risk assessments or safety audits
that are initiated involving Employees of the bargaining unit. The Association may
propose actions for consideration. These items may include content for joint
communicationsto raise awareness and education with the goal of achieving a workplace
that is free of violence, harassment and disrespectful behaviour for all Employees,
regardless of rank. [2020]

DATEDTHIS 20° DAY OF OCTOBER,2020

 

SCHEDULEV of the Collective Agreement betweenthe City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING
RE: EQUITY, DIVERSITY AND INCLUSION

The City of Winnipeg and the Winnipeg Association of Public Service Officers believe that
equity, diversity and inclusion strengthen the community and workplace. A diverse and
inclusive workforce enhances excellence, innovation and creativity. The City and the
Association are committed to ensuring we have a workforce that is representative of the
community weserve.

The parties are committed to building education and awareness regarding programsto
assist in creating a culture of inclusion and valuing diversity at the City of Winnipeg.

Duringthelife of this Collective Agreement, the City will undertake to develop an Equity,
Diversity and Inclusion Program. This Program will include but not belimited to, strategies
andinitiative to attract, recruit and retain Employees from the designated groups. The City
will engage the Association in meaningful consultation as this Program is developed.
[2020]

DATED THIS 20DAY OF OCTOBER,2020
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SCHEDULEW ofthe Collective Agreement between the City of Winnipeg and the Winnipeg

Association of Public Service Officers

LETTER OF UNDERSTANDING
RE: CRITICAL INCIDENT STRESS MANAGEMENT

The parties agree there is a need for a Critical Incident Stress Management (CISM) Peer

Support Program (the “Program”) for the life of this Agreement. The purpose of the

Program will be to ensure that Employees havetrained peers available to provide support

and/or direction to membersas soonaspossibleaftera critical/traumatic incident occurs.

The City and the Association agree that eachpartywill have a supportive role for members

of the Program.

The City will inform all Employees of this Program via electronic means. New members of

the Program will be provided training. The City shall consult with the Association on the

contentof the training. The training providedwill be on subjects that mayinclude, butwill

not be limited to modules on conflict resolution, EAP counselling, anti-harassment and

discrimination, Canadian Standard Association Mental Health training and Canadian

Standard Association Psychological Health and Safety Training (the “Standard”).

The City agrees to maintain a sufficient number of members to respond to CISM peer

support requirements. Employeeswill be selected jointly by the Association and the City.

TheCity will continue the practice of paying the costfor all peer support training.

The parties will meet quarterly or as otherwise agreed uponto review and audit the Peer

Support/CISM Program. Special/emergency meetings canbecalled by either party at any

time. Within thirty (30) days of ratification the parties agree to meet to initiate the

developmentof terms of reference for the Program. Consideration will be given to best

practices for other peer support programsboth within and externalto the City.

The City will work collaboratively with the Association in the development and

maintenance of the CISM Program. [2020]

DATED THIS 20DAY OF OCTOBER,2020
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SCHEDULEX of the Collective Agreement between the City of Winnipeg and the Winnipeg
Association of Public Service Officers

LETTER OF UNDERSTANDING
RE: FLEX BENEFITS

The parties agree to meetwithin thelife of the Collective Agreement to review options to
implementflexible benefits.

The parties may agree,in writing, to make changesto the medical/health benefits provided
for in Article 21, Article 22 and Article 23 of the Collective Agreement. [2020]

These changes maybe implemented duringthelife of this Agreement.

DATEDTHIS 20DAY OF OCTOBER,2020
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