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I was appointed by the parties as Mediator under Section 41.1(3) of the
Public Service Act of the Northwest Territories to assist in their collective
bargaining dispute. Sections 41.1(3), 41.2(1) and 41.2(2) read as follows:
41.1
(3)
Where the parties agree on a person to act as mediator, the
parties shall forthwith appoint that person as mediator.
…
41.2
(1)
The mediator shall, in a manner he or she considers fit,
inquire into the differences of the parties and attempt to resolve
them and shall, during the inquiry,
(a)
(b)
(c)

hear the representations of the parties;
mediate between the parties; and
encourage the parties to resolve their differences.

(2)
Within 14 days of the day a mediator is appointed or within
such further time as the parties may agree to, the mediator shall
provide to the parties a report
(a)
(b)

recommending a resolution of their differences; or
stating that he or she will not make a recommendation
and the reasons why he or she will not do so.

I convened mediation hearings in Yellowknife on October 25 and 26,
2018. After two days of talks I adjourned the meetings and subsequently
scheduled further mediated talks with the parties on February 8, 9 and 10,
2019.
During the course of mediation both parties worked diligently towards
resolving their differences and reaching agreement for the renewal of their
Collective Agreement so as to avoid a pending strike, which was scheduled to
commence on February 11, 2019.
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Notwithstanding those concerted efforts, the talks stalled mainly over
certain job security issues, the term of the agreement and economic increases.
After a review of the progress the parties made during the five days of
mediation in October and February, on the myriad issues in dispute, I
proposed that, in an effort to resolve the remaining issues and avert a difficult
labour dispute, the parties agree to submit their differences to myself for
binding recommendations in accordance with Section 41.2(2)(a) of the Public
Service Act.
Both parties agreed to the proposal and agreed to be bound by the
recommendations that follow.
HISTORY OF NEGOTIATIONS
The previous Collective Agreement expired on March 31, 2016.
Prior to my appointment the parties had met in direct negotiations on
January 14 and 15, 2016, March 29-April 1, 2016, May 10-12, 2016,
September 27-29, 2016, March 8-10, 2017, September 12 and 13, 2017 and
January 30 and 31, 2018.
It would be an understatement to say that the current set of negotiations
has been challenging and. at times, contentious. That said, I can say without
hesitation that during the mediation process both parties were strongly
committed and worked diligently and responsibly towards resolving their
outstanding issues. I would be remiss if I did not express my appreciation to
both parties for their conduct in mediation.
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At the conclusion of mediation, the remaining issues in dispute were:
(1)

Duration of Agreement – Article 59.01

(2)

Economic Increases – Appendix B

(3)

Northern Allowance – Article 41

(4)

Parental Leave – Article 21.05

(5)

College Educators – Appendix A-9

(6)

Relief Employees – Appendix A-1

(7)

Relief Employees – Letter of Understanding

(8)

Term Employees – Appendix A-4

(9)

Voluntary Separation – New Letter of Understanding

In dealing with the outstanding issues I have been guided by some well
established principles used by third parties when binding the parties to terms
and conditions of a collective agreement. While this is not an interest
arbitration per se, I consider it prudent to adhere to the guiding principles
governing that process.
Put simply, providing the parties with binding recommendations is akin
to interest arbitration where the arbitrator stands in the shoes of the parties
and attempts to replicate what the parties would have achieved in negotiations
had they been left to freely negotiate a collective agreement with the use of
economic sanctions, such as a strike or lockout.
Similar views are expressed in Halifax (Regional Municipality) and
I.A.F.A., Local 268 (1998), 71 L.A.C. (4th) 129, wherein it states that, “…the
Board must take into account not only the ‘power’ position of the parties and
attempt to determine who might prevail if a [sic] unrestricted economic was
permitted, but must be guided in large part by the ‘reasonableness’ of the
respective positions of the parties. Reasonableness is to be determined in the
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overall context and economic climate that prevails at the time the dispute is
determined.”
Typical factors used by adjudicators when considering settlement
recommendations, binding or otherwise, include but are not limited to CIP,
GNP, the unemployment rate, average settlements elsewhere, comparators, and
special circumstances.
Both the Union and the Employer cite similar factors, focusing
collectively on the economic situation of the GNWT, cost of living, and external
and internal comparators.
The Union makes much of the established arbitral reluctance to give
credence to ability to pay arguments. particularly those based on restraint
legislation (See U. of T., Teplitsky, 2010), but I do not find sensitivity to the
prevailing economic climate and standards, which in this case included the
Government holding a hard and fast line with respect to 0.0% increases in the
first two years of contracts with both the NWT Teachers’ Association and
doctors represented by the NWT Medical Association to constitute deference to
an ability to pay argument.
The prevalence of 0.0% increases in the first two years notwithstanding,
the Union in these proceedings was quick to point out that in return for
accepting same, the teachers’ and doctors’ organizations achieved other
significant benefits as a trade-off.
In the present negotiations the Union likewise focused on, adamantly
pursued, and was ultimately successful in achieving agreements on job
security improvements as the trade-off for 0% increases. Those improvements
include, but are not limited to, amendments to: Article 33 – Layoff, and to a
related Memorandum of Understanding – Voluntary Separation in Cases of
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Elimination of Position; Appendix A5 – Casual Employees, and an LOU on
Casual Employees; and an LOU on Term Employees.
Job security improvements notwithstanding, the previously referenced
outstanding issues remain, and I turn now to my binding recommendations on
those issues.
DURATION
The Employer has consistently contended that, in order to provide
stability as well as meet some of the job security demands of the Union, a five
year agreement is appropriate and should be recommended.
The Union, on the other hand, has been equally steadfast in arguing that
without appropriate job security protection and wage increases which equate to
the cost of living in the Northwest Territories, a four year agreement is
appropriate in the circumstances.
It must be remembered that the parties are already almost three years
beyond the expiry of their previous Collective Agreement, and that the
imposition of a four year agreement could result in the parties being back at
the bargaining table within months of concluding current negotiations.
I have determined it is preferable to give the parties a respite from what
has proved to be a difficult and relationship-challenging round of bargaining,
and the opportunity to turn their attentions to issues beyond the bargaining
table, while concurrently giving agreed-upon or recommended Collective
Agreement revisions an adequate opportunity to demonstrate their efficacy, or
lack thereof.
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For the foregoing reasons, I am recommending a Collective Agreement
duration of five (5) years, from April 1, 2016 to March 31, 2021.
APPENDIX B – ECONOMIC INCREASES
I have carefully reviewed the submissions of the parties, as well as the
prevailing economic factors, and concluded in all of the circumstances to
recommend the following:
Effective April 1, 2016

0%

Effective April 1, 2017

0%

Effective April 1, 2018

1.6%

Effective April 1, 2019

2.3%

Effective April 1, 2020

2.5%

NORTHERN ALLOWANCE – ARTICLE 41
I recommend that the agreed upon increase of $250.00 (two hundred fifty
dollars) be added to the Northern Allowance base effective April 1, 2018.
Parental Leave – Article 21.05
I recommend the following amendments to Article 21.05:

PARENTAL LEAVE WITHOUT PAY
21.05
(a)

Where an employee has or will have the actual care and
custody of his/her new-born child or an employee
commences proceedings to adopt a child or obtains an order
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for the adoption of a child, he/she shall be granted parental
leave without pay for a single period and may choose either
standard parental leave of up to thirty-seven (37)
consecutive weeks or extended parental leave of up to
sixty-three (63) consecutive weeks. The leave shall be
taken during the fifty-two (52) week period immediately
following the day the child is born or, in the case of adoption;
within the fifty-two (52) week period from the date the child
comes into the employee’s care and custody for employees
who choose standard parental leave; or during the
seventy-eight (78) week period immediately following the
day the child is born or, in the case of adoption; within
the seventy-eight (78) week period from the date the
child comes into the employee’s care and custody for
employees who choose extended parental leave. An
employee’s election of either standard or extended
parental leave is irrevocable. However, the employee
may choose to return to work prior to the end of the
leave.
Where an employee is eligible for the Employment
Insurance (EI) Parental Sharing Benefit, the duration of
the parental leave available under this article is
extended by:
(i)

(ii)

Five (5) weeks where the employee has elected to
receive the standard parental benefit of thirtyseven (37) weeks, such that the total parental leave
is extended to forty-two (42) weeks; or
eight (8) weeks where the employee has elected to
receive the extended parental benefit of sixty-three
(63) weeks, such that the total parental leave is
extended to seventy-one (71) weeks.

(b)

An employee who intends to request parental leave shall
notify the Employer in writing at least four weeks prior to the
expected date of the commencement of parental leave
without pay.

(c)

Leave granted under this Clause shall be counted for the
calculation of “continuous employment” and “continuous
service”.

(d)

After completion of six (6) months continuous employment
with the Employer, an employee who provides the Employer
with proof that he/she has applied for and is in receipt of
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parental benefits pursuant to the Employment Insurance Act
shall be paid a parental leave allowance in accordance with
this Article.
(e)

An applicant under Clause 21.05(d) shall sign an agreement
with the Employer providing:
(i)

that he/she will return to work and remain in the
Employer's employ for a period of at least six (6)
continuous months after his/her return to work;

(ii)

that he/she will return to work on the date of the
expiry of his/her parental leave unless this date is
modified with the Employer's consent.

(f)

Should the employee fail to return to work, in accordance
with the provisions of Clause 21.05(e), except by reason of
death, disability, or lay-off, the employee recognizes that
he/she is indebted to the Employer for the parental leave
allowance amount received pursuant to this Article. Should
the employee not return for the full six (6) month period, the
employee's indebtedness shall be reduced on a prorated
basis.

(g)

In respect of the period of parental leave taken by an
employee who has not taken maternity leave, parental leave
allowance payments made will be equivalent to 93% of the
employee's weekly rate of pay for the first one (1) two weeks
and for an additional 15 weeks, payments equivalent to the
difference between the employment insurance benefit the
employee is eligible to receive and 93% of the employee's
weekly rate of pay. Where an employee has received the
full fifteen (15) weeks of parental benefit under
Employment Insurance and thereafter remains on parental
leave without pay, the employee is eligible to receive a
further parental allowance for a period of one (1) week,
equivalent to ninety-three per cent (93%) of the
employee’s weekly rate of pay for each week, less any
other monies earned during this period.

(h)

In respect of the period of parental leave taken by an
employee who has taken maternity leave, payments made in
accordance with this Article will be equivalent to the
difference between the employment insurance benefit she is
eligible to receive and 93% of her weekly rate of pay for 17
weeks.
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(g)

Parental Allowance payments will consist of the following:
(i)

Where an employee is subject to a waiting period
before receiving Employment Insurance parental
benefits, ninety-three per cent (93%) of his or her
weekly rate of pay for each week of the waiting
period;

(ii)

For each week the employee receives parental
benefits under the Employment Insurance Act, he or
she is eligible to receive the difference between
ninety-three per cent (93%) of his or her weekly rate
and the parental Employment Insurance benefit.

(iii)

where an employee has received the full thirty-five
(35) weeks of parental benefit under Employment
Insurance and thereafter remains on parental leave
without pay, she is eligible to receive a further
parental allowance for a period of one (1) week,
ninety-three per cent (93%) of the weekly rate of pay
for each week, less any monies earned during this
period, unless said employee has already received
the one (1) week of allowance contained in 21.04
(c)(ii) for the same child.

(i)

For a full-time employee the weekly rate of pay referred to in
Clauses 21.05(g) and (h) shall be the weekly rate of pay in
effect immediately preceding the commencement of the
parental leave or maternity leave, as the case may be.

(j)

For part-time and relief employees the weekly rate of pay
referred to in Clauses 21.05(g) and (h) shall be the prorated
weekly rate of pay in effect immediately preceding the
commencement of the parental leave or maternity leave, as
the case may be and averaged over the six (6) month period
of continuous service.

(k)

Payments in respect of deferred remuneration or severance
pay benefits are not reduced or increased by payments
under this Article.

(l)

Maximum Combined Benefit - an employee's or employee
couple’s combined entitlement to leave pursuant to
Articles 21.04 and 21.05 shall not exceed:
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(i)

a total of fifty-two (52) weeks for those who choose
standard parental leave;

(ii)

a total of seventy-eight (78) weeks for those who
choose extended parental leave;

(iii)

a total of fifty-seven (57) weeks for those who
choose (EI) Parental Sharing Benefit under standard
parental leave; or

(iv)

a total of eighty-six (86) weeks for those who choose
(EI) Parental Sharing Benefit under extended
parental leave.

(m)

Parental leave utilized by an employee-couple in conjunction
with maternity leave shall not exceed a total of fifty-two (52)
weeks for both employees combined.

(n)

Parental leave taken by an employee in conjunction with
maternity leave shall be taken immediately after the
termination of maternity leave and the duration of both
periods of leave combined shall not exceed a total of fifty-two
(52) weeks.

(o)

When parental leave with allowances is taken by an employee
couple, allowance payments made shall not exceed a total of
17 weeks for both employees combined, and parental leave
with or without allowances taken by an employee couple shall
not exceed a total of thirty-seven (37) weeks for both
employees combined.

COLLEGE EDUCATORS – APPENDIX A9
I recommend the following amendments to Appendix A9:
Appendix A9 – College Educators
A9.01
For the he purposes of Appendix A9, a Program Manager is the
immediate supervisor of a College Educator/Instructor. The
Program Manager may be a Senior Instructor, Program Head,
Coordinator, Chair, Librarian, Aurora Research Institute Manager,
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Campus Manager, Director or other position identified as the
immediate supervisor of the College Educator/Instructor.
(a)

It is recognized that within the College system, different
program areas dictate different instructional requirements.
It is further recognized that, in addition to instructional
requirements, Instructors perform related professional
responsibilities to support their instructional and
administrative duties.
The College instructional year will be two hundred (200)
working days for each Instructor. The Employer shall make
every reasonable effort to schedule the working days between
September 1 and June 30. A working day shall consist of
7.5 consecutive hours and the work week shall be 37.5
hours, Monday to Friday.

(b)

(i)

The annual workload for each term or indeterminate
Instructor on strength on May 31st shall be
determined by the program manager or designate, who
will discuss with and inform the Instructor by May
31st, whenever possible, of the Instructor’s annual
workload for the following Scheduled Instructional
Year considering, but not limited to, the following
factors:
a.
b.
c.
d.
e.
f.
g.
h.
i.
j.
k.
l.
m.
n.

(ii)

the Instructor’s experience
class size
nature of course
number of different courses
mode of delivery
evaluation methods
spread of teaching hours in a day and week
Senior Instructor’s administrative duties
practicums/internships
workload of other Instructors in the program
field based education/culture camps
curriculum development
multi-level course delivery
research

The annual workload for newly hired Instructors will
be determined as soon as possible following their
appointment.
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(iii)

Where re-assignment is necessary, notification of reassignment will be provided to the Instructor as soon
as possible.

(iv)

If an Instructor disagrees with his/her annual
workload, he/she shall first attempt to resolve the
issue with the program manager.

(v)

If within five (5) working days the issue is not resolved,
the Instructor shall attempt to resolve the issue with
the program manager’s supervisor.

(c)

Instructors shall set aside and post one (1) hour per week
per course instructed outside of regular teaching hours to
meet with students.

(d)

Instructors who are required by the Employer to work in
excess of the 200 day instructional year, 7.5 hours per day or
37.5 hours per week shall receive overtime in accordance with
Article 23 except when Instructors are assigned field based
education.
Instructors in certificate and diploma programs other than
health programs who are required to instruct in excess of 450
scheduled instructional hours in one instructional year shall
receive overtime at time and one-half (1.5) times her/his
straight time rate for each scheduled instructional hour over
the maximum.
Instructors in degree programs other than health programs
who are required to instruct in excess of 450 scheduled
instructional hours in one instructional year shall receive
overtime at time and one-half (1.5) times her/his straight time
rate for each scheduled instructional hour over the maximum.
Respecting the clinical nature of health programs, Instructors
who oversee clinical placements and are required by the
Employer to instruct in excess of 700 scheduled instructional
hours in one instructional year shall receive overtime at time
and one-half (1.5) times her/his straight time rate for each
scheduled instructional hour over the maximum. Clinical
supervision is counted as one to one student supervision and
therefore instructional hours will be calculated at 100% of the
hours indicated in the course/program outline.
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Instructors in Developmental Studies who are required by the
Employer to instruct in excess of 750 scheduled instructional
hours in one instructional year shall receive overtime at time
and one-half (1.5) times her/his straight time rate for each
scheduled instructional hour over the maximum.
Respecting the diversity of the role of Adult Educators in the
various communities, their work plans shall be determined by
the Chair of Community Programs or designate, who will
discuss with and inform the Adult Educator at the beginning
of the academic year. The scheduled instructional hours
shall be determined based on the workload requirements.
Adult Educators who are required by the Employer to
instruct in excess of 1,000 scheduled instructional hours
in one instructional year shall receive overtime at time
and one-half (1.5) times her/his straight time rate for
each scheduled instructional hour over the maximum.
Instructors in the Trades area who are required by the
Employer to instruct in excess of 900 scheduled instructional
hours in one instructional year shall receive overtime at one
and one-half (1.5) times her/his straight time rate for each
scheduled instructional hour over the maximum. This
category includes Instructors in the Observer Communicator
Program.
Recognizing that Instructors supervising practicums/work
placements/preceptorships are not in constant contact with
students, instructional hours will be calculated at one (1) hour
per student per week of each full-time practicum/work
placement/preceptorship assignment. In the event that the
practicum/work placement preceptorship is not full time, the
one (1) hour per student per week shall be prorated (e.g. If the
work placement is for 1 day per week, it will take 5 weeks of
the work placement for the Instructor to be provided with one
(1) instructional hour).
Where an Instructor is assigned field-based education and is
responsible for students outside the regular hours of work of
Monday through Friday for the completed hours of 5:00 p.m.
to 8:30 a.m. the following morning she/he will be paid in
addition to the Instructor’s regular rate of pay for an
additional six hours at the rate of time and one-half (1.5). In
the case where an Instructor has to bring a student(s) back
prior to 8:30 a.m. she/he will be paid overtime for all hours
worked in accordance with Article 23.
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Instructors who are assigned field based education and who
are responsible for students on designated paid holidays or
days of rest will be paid a maximum of 12 hours pay per day
at the applicable overtime rates.
Instructors who are required by the Employer to instruct in
more than one of the above noted program areas will have
their maximum instructional hours prorated based on the
maximum hours in each area indicated above. Certificate,
diploma and degree Instructors who are required by the
Employer to instruct in the Developmental Studies area and
who instruct in excess of 550 scheduled instructional hours
in one instructional year shall receive overtime at time and
one-half (1.5) times her/his straight time rate for each hour
over the maximum.
Example 1:
A Developmental Studies Instructor who is assigned two 45
hour courses in a credit program and the remainder in
Developmental Studies shall have the following calculation
for his/her maximum instructional hours:
Certificate, Diploma, Degree: 90 hours divided by 450 hours
equals 20% of a full time.
Developmental Studies: 80% of 750 hours equals 600
hours.
Maximum instructional Load: 90 hours plus 600 hours
equals 690 hours.
Example 2:
A certificate, diploma, or degree Instructor who is assigned
one 210 hour course in Developmental Studies and the
remainder in a certificate, diploma, or degree program shall
have the following calculation for his/her maximum
instructional hours:
Developmental Studies: 210 hours divided by 750 hours
equals 28% of a full time.
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Certificate, diploma, or degree: 72% of 450 hours equals
324 hours.
Maximum instructional load: 210 hours plus 324 hours
equals 534 hours.
(e)

Annual salary is calculated on the basis of an Instructor
working 200 days per instructional year.
The pay rate for Adult Educators in training circumstances
and hired with less than a Bachelor of Education degree
and/or no credentials in Adult Education will be:
(i)

One (1) year Training Program
Year one: 90% of Basic Adult Educator Salary

(II)

Two (2) year Training Program
Year One: 80% of Basic Adult Educator Salary
Year Two: 90% of Basic Adult Educator Salary

(f)

The Instructor shall have a minimum of five (5) working days
without scheduled instructional duties at the end of each
semester/term and at the end of each program delivery. If
semesters overlap, five (5) working days shall be scheduled
without instructional duties.

(g)

An Instructor’s vacation leave taken between the end of that
Instructor’s Scheduled Instructional Year and the start of the
Instructor’s next Scheduled Instructional Year shall not be
counted as working days for that Instructor.

(h)

“Instructor” means an Aurora College instructor with
instructional responsibilities as identified in his/her job
description and includes: Instructors, Senior Instructors,
Program Heads, and Adult Educators.

(i)

“Adult Educator” means a community Adult Educator who
facilitates and provides academic and administrative
leadership for the effective delivery of a full range of literacy,
academic, skills based and Developmental Studies
programming at the Community Learning Centre and also
instructs in a variety of subject areas.

(j)

“Scheduled Instructional Year” means an individual
Instructor’s instructional year, as approved by the Campus
Director or designate.
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(k)

“Instructional Hour” means one (1) hour spent instructing
students by an Instructor, regardless of the number of
levels of instruction provided over that hour. This formula
does not apply to the calculations of instructional hours
for practicum/work placement/preceptorship
assignments.

VACATION LEAVE
A9.02
The following clauses of Article 18 do not apply:
18.01

18.02(1) (e)(iii)

18.04

(a)

Instructors shall have a total of forty-six (46) days of vacation
leave. Instructors hired on other than a full time status shall
earn their vacation leave entitlement on a prorated basis.

(b)

Where in any vacation year an employee has not been granted
all of the vacation leave credited to him, the unused portion of
his/her vacation leave up to a maximum of twenty (20) days
leave shall be carried over into the following vacation year.
Earned but unused vacation leave credits in excess of twenty
(20) days shall be paid in cash at the employee's daily rate of
pay as at March 31 of the previous vacation year.

PROFESSIONAL DEVELOPMENT COMMITTEES
A9.03
(1)

A consideration when allocating professional development
funding is maintaining professional designations of College
Educators/Instructors. It is the College
Educator’s/Instructor’s responsibility to ensure that his/her
required credentials are current and maintained. The
professional development funding may be used to support
College Educators/Instructors in maintaining professional
designations and credentials that are directly related to their
position.
“College Educators/Instructors” for the purpose of
Professional Development only means Instructors (including
Senior Instructors, Program Heads and Adult Educators),
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Chairs, Program Coordinators, Coordinators of Community
Programs, Coordinators of Continuing Education,
Coordinators of Student Success Centres, Counselors,
Librarians, Library Technicians, and Aurora College
Research Institute Managers, and research staff. “Full-time
Indeterminate and term College Educators/Instructors” for
the purpose of Professional Development shall include fulltime seasonal College Educators/Instructors.
There shall be a Professional Development Committee for
Aurora College. The Professional Development Committee will
consist of a total of seven (7) members. One member shall be
appointed by the President and shall be a member of the
Bargaining Unit.
The other Members of the Committee shall be appointed
through nomination and election by members of each area for
the College in each of the first five areas listed below and shall
be full-time instructors of the College. “College
Educators/Instructors” for the purpose of Professional
Development only means Instructors (including Senior
Instructors, Program Heads and Adult Educators), Chairs,
Program Coordinators, Coordinators of Community
Programs, Coordinators of Continuing Education,
Coordinators of Student Success Centres, Counselors,
Librarians, and Aurora College Research Institute Managers.
“Full-time indeterminate and term College Educators/
Instructors” for the purpose of Professional Development
shall include full-time seasonal College
Educators/Instructors. The nomination and election
process shall be administered by the Committee.
i.
ii.
iii.
iv.
v.
vi.

Aurora Campus, Beaufort-Delta and Sahtu Regions (1
member)
Yellowknife/North Slave Region (1 member)
Community Program - Adult Educators (1)
Thebacha Campus, South Slave and Deh Cho Regions
(2 members)
Librarians/Library Technicians, Research Staff,
Counselors/Coordinators/Program Chairpersons and
the Aurora Research Institute Managers (1 member)
President or his/her Appointee (1 member)
Total = 7 members
(a)

The Committee shall choose a chairperson;
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(b)
(c)

(d)

(2)

The normal term of office is two years;
To ensure continuity, three members will be
elected each year. In the first year, however,
three members will be elected for a one year
appointment;
Notwithstanding the above Committee structure,
the Committee shall endeavor to have at least one
representative from each of the three areas of
study, Developmental Studies; Certificate,
Diploma and Degree Programs; and Trades.

Terms of Reference
The terms of reference for the Committee include the following
items:

(3)

(a)

to develop clear guidelines for the effective and efficient
operation of the Professional Development Committee;

(b)

to develop and maintain a Professional Development
Guidelines manual for reference and distribution;

(c)

to determine the individual professional development
needs of College Educators/Instructors in line with
requirements of the College;

(d)

to develop an on-going professional development
program designed to meet identified development needs
of all College Educators/Instructors within the limits of
funds available;

(e)

to develop a working budget which will provide for the
professional development program for College
Educators/Instructors;

(f)

to provide for appropriate evaluation procedures for the
professional development program;

(g)

to prepare an annual report of the activities which have
been identified and undertaken by the Professional
Development Committee for submission to the Board of
Governors.

All meetings and administrative work of the Professional
Development Committee shall be held during normal working
hours.
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PROFESSIONAL DEVELOPMENT FUNDING
A9.04
(1)

Funds will be provided by the College for professional
development activities consistent with the College’s goals and
objectives.

(2)

(a)

The funding provided by the College shall represent an
amount equal to 3% of the College's full-time
indeterminate, and term College Educator/Instructor
salaries. The College will annually replenish the fund
by an amount equal to 3% of full-time indeterminate
and term College Educator/Instructor salaries at April
1st. This fund is established for long-term training.

(b)

Any Professional Development Education and Training
Funds from sources other than the College shall be
administered by the Professional Development
Committee and shall not be considered as part of the
funding provided in Clause A9.04(2)(a).

(c)

In addition to the above, a short term training fund
shall be set up equivalent to seven hundred and fifty
dollars ($750) one thousand five hundred dollars
($1,500) per year per full-time indeterminate and term
College Educator/Instructor to be administered by the
Vice President or Director of each division.

(d)

On March 31st of each year, if monies in the long term
training fund described in A9.04 (2) (a) exceed more
than twice the contribution amount from April 1st of
the previous calendar year then an amount equivalent
to seven hundred and fifty dollars ($750) one thousand
five hundred dollars ($1,500) per full-time
indeterminate and term College Educator/Instructor
on strength as of March 31st shall be transferred from
the long term training fund to the short term training
fund.

(3)

Professional development training funds shall be used for
educational purposes only except as provided in A9.04 (4).

(4)

The Professional Development Committee may authorize the
expenditure of up to 5% of the annual funding allocation
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under A9.04 (2) (a) to cover travel, meal and accommodation
costs for one or two face to face meetings per year for the
Committee members, the cost of teleconference calls, or the
preparation and distribution of promotion and awareness
materials to College Educators/Instructors. Expenditures
under this paragraph must be formally approved by the
Committee.
(5)

Professional development training funds shall be used for
individual purposes and not be used for group training. In
cases where several College Educator/Instructors want to
attend the same event, the College Educator/Instructors, or
the Employer, may request that short-term training funds be
used to have the event delivered locally.

TYPES OF PROFESSIONAL DEVELOPMENT OPPORTUNITIES,
WHICH SHALL BE AVAILABLE
A9.05
(1)

Long-term education and training:
(a)

Educational Leave;

(b)

Professional Experience Leave;

(c)

Leave Without Pay;

(d)

Audit of apprenticeship courses for upgrading for
technical skills not less than 3 weeks duration;

(e)

Staff exchange - national or international.

(f)

Distance Education (programs offered by a recognized
and accredited university or college):
i.

With a request for Leave for those applicants who
wish to pursue their program studies on a full or
part-time basis;

ii.

With no request for Leave for those applicants
who are pursuing their program studies on a
course by course basis outside their scheduled
work hours.
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(2)

Short-term education and training:
(a)

Distance Education (programs offered by a recognized
and accredited university or college) or short course
attendance;

(b)

Conferences, seminars and workshops.

(c)

Audit of apprenticeship courses for upgrading of
technical skills of less than 3 weeks duration.

LONG-TERM EDUCATION AND TRAINING REGULATIONS
A9.06
Educational Leave and Distance Education
(1)

Educational Leave shall be defined as leave for academic
education and training (including trade school training) and
unpaid industrial experience.

(2)

Any full-time indeterminate or term College Educator/
Instructor shall be eligible for:
(a)

Education Leave after three (3) years of employment with the College as a College Educator/Instructor.
Seasonal employees may be considered on a pro-rated
basis.

(b)

For Distance Education Program funding immediately
after hire.

(3)

The Professional Development Committee shall review all
applications for Educational Leave including Distance
Education Programs. The major selection criteria shall be the
applicability and value of the training program to the
requirements of the College. The granting of Educational
Leave shall not result in the overloading of other instructors.
The request by an instructor for Educational Leave shall be
accompanied by a recommendation by the program manager
and the Vice President or Director of the employee’s division.

(4)

Applications for Long-term Education and Training as
defined in A9.05 (1) will be reviewed twice a year by the
Professional Development Committee. The Committee shall
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reach a decision no later than October 31st for applications
submitted by September 30th and no later than April 30th for
applications submitted by March 31st. Applications for
Summer educational leave shall be submitted to the
Professional Development Committee no later than March
31st. No applications will be reviewed during the months of
July or August.
(5)

Applications to the Committee must be in writing and
completed in accordance with the guidelines set out by the
Committee.

(6)

The decision of the Professional Development Committee shall
be by majority and shall be final. All notifications to applicants
shall be done in writing by the Chair of the Committee.

(7)

Educational Leave shall be granted for a period of no more
than twelve (12) consecutive months. Under normal
circumstances, no member shall be granted more than two (2)
leaves within a period of six consecutive years.

(8)

The following entitlement shall be granted to an employee
receiving leave under Clause A9.06:
(i)

An allowance based on the number of completed years
of service of a College Educator/Instructor as follows:
(a)

An allowance of (50%) fifty percent of salary for
College Educators/Instructors with (3) three
completed years of service.

(b)

An allowance of (55%) fifty-five percent of salary
for College Educators/Instructors with (4) four
completed years of service.

(c)

An allowance of (60%) sixty percent of salary for
College Educators/Instructors with (5) five
completed years of service.

(d)

An allowance of (65%) sixty-five percent of salary
for College Educators/Instructors with (6) six
completed years of service.

(e)

An allowance of (70%) seventy percent of salary
for College Educators/Instructors with (7) seven
completed years of service.
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(f)

An allowance of (75%) seventy-five percent of
salary for College Educators/Instructors with (8)
eight completed years of service.

(g)

An allowance of (80%) eighty percent of salary for
College Educators/Instructors with (9) nine
completed years of service.

(ii)

Where leave is granted for a full academic year of study,
the College Educator/Instructor shall receive tuition
and required textbooks, traveling and removal expenses
from his/her place of employment to the location of the
educational institution approved by each Professional
Development Committee and return removal and travel
expenses to his/her place of employment. Removal
expenses shall be the same as those identified in Article
43.04.

(iii)

Where leave is granted for other than a full academic
year but not less than six weeks, the College
Educator/Instructor shall receive tuition and required
textbooks, transportation to and from the educational
institution, and an accommodation allowance of a
maximum of $500 per week.

(iv)

An allowance from the Fund equivalent to 100% of
present salary will be paid to instructors granted
Educational Leave, when:

(v)

(a)

an instructor whose skills become technically
obsolete requires retraining to satisfactorily carry
out his/her work; and/or

(b)

an instructor agrees to undertake a full course of
studies at the request of the President when
qualified persons cannot be recruited to carry out
essential work.

Where leave is granted for no more than six (6) weeks,
instructors shall receive full or partial funding for
tuition and transportation to and from the accredited
educational institution to a maximum of two thousand
dollars ($2,000.00) upon production of all relevant
receipts and transcripts of marks. All course work must
be taken at an accredited college or university.
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(9)

College Educators/Instructors granted Educational Leave
shall retain their positions and seniority as per the Agreement
and shall receive all other benefits pursuant to this
Agreement.

(10)

College Educators/Instructors granted Educational Leave
shall serve the College for a period equal to two (2) times the
length of Educational Leave immediately following Educational
Leave.

(11)

College Educators/Instructors not returning to the College
must immediately repay all monies, plus accumulated interest
(prime plus 2%), paid by the College. College
Educators/Instructors returning to service at the College, but
not fulfilling their commitments shall repay a proportionate
amount plus accumulated interest (prime plus 2%), within
three (3) months of terminating employment.

(12)

In case of termination of appointment by the College, the
College shall release the College Educators/Instructors from
all liabilities under the terms of the Agreement.

(13)

Any funds not used for the designated purposes shall be
repaid, plus accumulated interest (prime plus 2%), by the
instructor.

(14)

College Educators/Instructors who fail to complete their
course, may be required to repay all monies, plus interest
(prime plus 2%) subject to the conditions set by the
Committee.

(15)

Term College Educators/Instructors who have been with the
College for three (3) or more years may be eligible to apply for
Education Leave if the following conditions are met:
(i)

for the Committee to consider a term College
Educator’s/Instructor’s Education Leave application,
the College Educator’s/Instructor’s term must not end
sooner than the end of the Education Leave plus a
period of service to the College two (2) times the length
of the Education Leave; and

(ii)

if the College Educator’s/Instructor’s term is shorter
than the period required in (i) above, then the
Committee, in order to consider the application, would
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have to receive a letter from the College President
guaranteeing that, should the application be approved,
the College Educator’s/Instructor’s term would be
extended to end no sooner than the end of the
Education Leave plus a period of service to the College
two (2) times the length of the Education Leave.
(16)

“Summer Sessions” refers to the period in which a College
Educator/Instructor uses his/her vacation leave to take credit
courses toward a program of study at an accredited
educational institution for a period of study greater than two
(2) and less than thirteen (13) weeks.

(17)

Full-time Indeterminate College Educators/Instructors may be
eligible for Summer Session assistance immediately after
being hired.

(18)

Full-time Term College Educators/Instructors whose term of
employment is for two or more years may be eligible for
Summer Session assistance immediately after being hired. A
term College Educator/Instructor who was initially hired for a
one year term and whose term is extended for another year (or
longer) will become eligible for Summer Session assistance
immediately after being extended. For a term College
Educator/Instructor whose term of employment has not been
extended, the term must not end sooner than the end of the
Summer Session plus a period of service to the College of not
less than four months.

(19)

College Educators/Instructors using their vacation leave for
professional development activities as defined under Summer
Session, may be eligible for assistance as follows:
(a)

For a period of study greater than two (2) weeks and
less than six (6) weeks, the Committee may pay tuition
and an accommodation allowance of $500 per week for
the duration of the study period.

(b)

For a period of study equal to or greater than (6) weeks
and less than thirteen (13) weeks, the Committee may
pay tuition, and accommodation allowance of $500 per
week for the duration of the study period, and travel
expenses equal to the cheapest air fare or kilometrage,
whichever is lowest, to and from the educational
institution.
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PROFESSIONAL EXPERIENCE LEAVE
A9.07
(1)

Professional Experience Leave shall be defined as leave for
professional experiences through paid employment in
business, industry, government, community or foreign service,
or education.

(2)

Any indeterminate, seasonal, or full-time term College
Educator/Instructor shall be eligible for Professional
Experience Leave.

*Renew the remainder of the Appendix.
RELIEF EMPLOYEES – APPENDIX A1
The Employer asserts that the parties are apart on “whether to include
reference to the Employer’s practices for limiting the number of days a Relief
employee can be scheduled to work (21 calendar days), and the Employer’s
practice of placing a Relief employee in a temporary transfer assignment for
where there is an operational need in excess of 21 days.”
Further, the parties are also apart on whether to include a specific
definition of transfer assignment within the Relief Appendix, inclusive of an
assurance that upon completion of such transfer assignment the Relief
employee is returned to their substantive Relief position (Employer position), or
to include that definition of transfer assignment and the return to substantive
position assurance in the main body of the Collective Agreement (Union
position).
While the Union argument that transfer assignments affect all employees
and accordingly should apply to the bargaining unit as a whole, has an
inherent consistency and surface attraction, it ignores the practicability of
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specifically referencing established practices in Appendix A1 (i.e., 21 day limit
for Relief employees, and temporary transfer assignments for operational needs
in excess of 21 days), and I am not convinced, given that the 1,127 transfer
assignments occurring since 2015/16 have resulted in only two employees
being laid off, that there exists a pressing need to extend the transfer
assignment definition and the return to original position assurance to all
employees.
Accordingly, I find in favour of the Employer position on this issue, and
recommend the following:
A1 RELIEF EMPLOYEES
Amend to read:
Definition
A “transfer assignment”, for the purpose of this Appendix
only, is a type of term employment where a relief employee is
deployed to a temporary position, after which the relief
employee is returned to their substantive relief position.
A.101 The Employer shall hire relief employees into positions for
which there are no established hours on a daily, weekly or
monthly basis and may be required to report to work on an
as-and-when required basis for facilities where services
operate on a daily basis throughout the entire year.
Relief employees will be used in three (3) situations:
(a)

To provide last minute shift coverage, a single shift
at a time in facilities where services operation on a
daily basis throughout the entire year.
For example, when the regularly scheduled
employee calls in sick.

(b)

To provide shift coverage for up to twenty-one (21)
calendar days, in facilities where services operate
on a daily basis throughout the entire year. For
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example, when a regular employee takes five (5)
days off to get married or ten (10) days off for a
holiday, a relief employee can be scheduled in to
cover this time.
For periods over twenty-one (21) calendar days,
such as holidays, extended sick leave, maternity
leave, the relief employee shall be put on a
temporary transfer assignment into a regular
indeterminate position.
(c)

To provide services on an as-and-when required
basis.

VOLUNTARY SEPARATION – NEW LETTER OF UNDERSTANDING
I recommend the following previously agreed-upon Letter of
Understanding be added to the agreement, and further recommend that the
second sentence in 2. (c) be deleted:

New Letter of Understanding
Voluntary Separation in Cases of Elimination of Position
1.

2.

The provisions of this Letter of Understanding will apply
where:
(a)

A department, board or agency is contemplating
the elimination of a specific position or positions
in a specific community; and

(b)

There are a number of Employees in those specific
positions within that department, board or agency
in that community.

Prior to giving notice of layoff under Article 33.02:
(a)

All Employees in the specific positions referred to
in paragraph 1 will be notified of their opportunity
to request Voluntary Separation. Subject to
paragraph 2 (d), the termination date for Voluntary
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Separation would be the date of termination due to
lay-off under Article 33, or earlier if the Employer
and Employee agree.
(b)

If more of the Employees referred to in paragraph 1
request Voluntary Separation than the number of
positions that the Employer contemplates
eliminating, length of service will be the deciding
factor in determining which Employee(s) will
receive Voluntary Separation.

(c)

An application for Voluntary Separation cannot be
revoked without the consent of the Employer. For
example, an Employee who is to receive Voluntary
Separation, and who takes a transfer assignment or
new position, will still be required to terminate
their employment on the date of termination due
to lay-off, unless the Employer agrees to the
revocation the Voluntary Separation.

(d)

An Employee who receives Voluntary Separation
under this Letter of Understanding and who, within
six (6) months of the termination date due to layoff, would be eligible to seek a wavier for
unreduced superannuation benefits, will have
his/her termination date due to lay-off extended to
the date that the Employee would be eligible to
seek a waiver for unreduced superannuation
benefits.
For example, if an Employee who receives
Voluntary Separation would have a termination
date that is three months prior to the date that the
Employee would be eligible to apply for a waiver for
unreduced superannuation benefits, the
termination date due to lay-off, will be extended
until the date that the Employee would be eligible
to seek waiver for unreduced superannuation
benefits.

(e)

If there remains a need to eliminate a specific
position, notice of lay-off under Article 33.01(a)(i)
will be applied as follows:
(i)

Notices of lay-off will be given in the
following order:
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a.
b.
c.
d.

(ii)

(f)

First, to casual Employees in those
specific positions;
Then, to term Employees in those
specific positions;
Then, to relief Employees in those
specific positions; and
Finally, to indeterminate Employees in
those specific positions as defined in
Article 2.01(m).

The Employer’s Affirmative Action Policy will
be applied within each employment category
as listed in (i).

The Employer shall copy the Union on all
Voluntary Separation correspondence with
Employees under this Letter of Understanding.
*********************************

Any proposal for which there is no recommendation is deemed to have
been withdrawn.
All items previously agreed to between the parties in direct negotiations
or during the mediation process, shall form part of these recommendations and
be incorporated into the renewed Collective Agreement. For convenience, these
previously agreed to items are attached hereto as Appendix “A” (Items Agreed
Prior to Mediation) and Appendix “B” (Agreed to Items at Mediation as at
February 9, 2019).
With the exception of wage increases, which will become effective April 1,
2018, the remaining provisions of these recommendations concerning language
changes in the renewed Collective Agreement will become effective thirty (30)
days from the date of these recommendations.
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I shall retain the necessary jurisdiction to resolve any matters relating to
implementation of these binding recommendations which the parties are
unable to resolve.
It only remains for me to acknowledge and thank the members of both
committees for their diligent efforts and candour both prior to and during the
mediation process.
All of which is respectfully submission on this 22nd day of March, 2019.

_____________________________
Vincent L. Ready
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APPENDIX “B”
Collective Bargaining Between The GNWT And The UNW
Complete List Of Items Agreed To In Principle By The Parties at Mediation
➢ Housekeeping Items:
Article 16 – DESIGNATED PAID HOLIDAYS
Amend Article 16.01(1)(e) to read:
National Aboriginal Day National Indigenous Peoples Day, or for those
employees working and normally residing in Nunavut, Nunavut Day;
Article 33.01(c)(i)&(ii)
Amend to read:
(c)

The following timelines will apply to this appeal process:
i.

An appeal must be received by the Deputy Minister of
Human Resources responsible for the Public Service Act
within four days after the Employee receives notice of a
reasonable job offer or notice of lay-off in the manner set
out in Section 3 of the Staffing Appeals Regulations.

ii.

The Deputy Minister of Human Resources responsible for
the Public Service Act will provide the Union with a copy of
the appeal upon receipt.

Article 56.03 & 56.04
Amend to read:
SJC Committee meetings shall be held when required, with no fewer than one per quarter,
by agreement of the President of the Union and the Deputy Minister of Human Resources
responsible for the Public Service Act, or his/her designated representatives.
Additional meetings may be convened as required at the request of either party.
No SJC Committee meeting will be official unless at least three (3) representatives from
each party attend, including the President of the Union and the Deputy Minister of the
Department of Human Resources responsible for the Public Service Act, or his/her
designated representatives.
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MOU – SAFE DISCLOSURE OF INFORMATION
Amend to read:
Provide its unanimous recommendations to the President of the Union of Northern
Workers and the Deputy Minister of Human Resources responsible for the Public
Service Act.
➢ Substantial Items:
Article 2 – INTERPRETATION AND DEFINITIONS
Add NEW 2.01 (jj) (iii) following (jj) (ii)
(iii)

An employee who may be subject to lay-off because of the elimination of a
position and chooses termination and the benefits under Article 32.08, in
accordance with the Memorandum of Understanding – Voluntary Separation
in Cases of Elimination of Position.

Article 13 CHECK OFF
Add NEW following Article 13.06:
These particulars shall identify employees as:
(i)
(ii)
(iii)
(iv)

Indeterminate
Relief
Casual
Term

Article 20.09 TRANSPORTATION TO A MEDICAL CENTRE
Amend to read:
20.09 (a) Where an employee or an employee's dependant is required to travel
from any community his/her place of residence in the N.W.T. to secure medical
treatment, traveling expenses incurred will be reimbursed subject to the following
provisions:
(i)

Payment shall not exceed the cost of return transportation to the point
of departure from the employee’s residence in the NWT or to the nearest
place where adequate treatment is available, (whichever results in the lesser
expense) accommodation and meal costs, in accordance with Article
20.09(b).
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Article 21 – OTHER TYPES OF LEAVE
Amend Articles 21.04 & 21.05 to read:
MATERNITY LEAVE WITHOUT PAY
21.04

(a)

(b)

(i)

An employee who becomes pregnant shall notify the
Employer in writing at least four (4) weeks prior to the
expected date of the commencement of maternity leave
without pay and, subject to Section (ii) of this Clause, shall be
granted leave without pay for a period of seventeen (17)
consecutive weeks commencing at any time during the
seventeen (17) week period prior to the expected date of
delivery. The employee may apply to a benefits administrator
and she shall be given, within one week of application, a clear
understandable information package and counselling about
maternity leave requirements and benefits.

(ii)

The Employer may:
(a)

upon written request from the employee, defer the
commencement of maternity leave without pay of
an employee or terminate it earlier than seventeen
consecutive weeks from the commencement of her
leave without pay;

(b)

grant maternity leave without pay to an employee to
commence earlier than seventeen (17) weeks
before the expected date of delivery;

(c)

where maternity leave without pay is requested,
require an employee to submit a medical certificate
certifying pregnancy.

(iii)

Leave granted under this Article shall be counted for the
calculation of "continuous employment" and "continuous
service".

(i)

After completion of six (6) months continuous employment,
with the Employer, an employee who provides the Employer
with proof that she has applied for and is in receipt of
employment insurance benefits pursuant to the maternity
benefit portion of the Employment Insurance Act, shall be paid
a maternity leave allowance in accordance with this Article.
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(ii)

(c)

An applicant under Clause 21.04(b)(i) shall sign an
agreement with the Employer providing:
(a)

that she will return to work and remain in the
Employer's employ for a period of at least six (6)
continuous months after her return to work;

(b)

that she will return to work on the date of the expiry
of her maternity leave, unless this date is modified
with the Employer's consent.

(iii)

Should the employee fail to return to work, except by reason
of death, disability or lay-off as per the provision of Clause
21.04(b)(ii), the employee recognizes that she is indebted to
the Employer for the amount received as Maternity
allowance. Should the employee not return for the full six
months, the employee's indebtedness shall be reduced on a
prorated basis.

(iv)

No employee shall be laid off, transferred or relocated while
on, or within six (6) months of his/her return, from maternity
or parental leave without the consent of the employee, the
employer and the Union.

In respect of the period of maternity leave, maternity leave allowance
payments made will consist of the following:
(i)

For the first one (1) two (2) weeks, payments equivalent to
93% of her weekly rate of pay in effect on the day immediately
preceding the commencement of the maternity leave. For up
to a maximum of an additional 15 weeks, payments
equivalent to the difference between the employment
insurance benefits she is eligible to receive and 93% of her
weekly rate of pay; Where an employee is subject to a
waiting period before receiving Employment Insurance
maternity benefits, ninety-three per cent (93%) of her
weekly rate of pay for each week of the waiting period,
less any other monies earned during this period.

(ii)

Where an employee has received the full fifteen (15)
weeks of maternity benefit under Employment Insurance
and thereafter remains on maternity leave without pay,
she is eligible to receive a further maternity allowance for
a period of one (1) week, equivalent to ninety-three per
cent (93%) of her weekly rate of pay for each week, less
any other monies earned during this period.
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(iii)

(d)

(a)

for a full-time employee the weekly rate of pay
referred to in Clause 21.04(c)(i) and 21.04 (c)(ii)
shall be the weekly rate of pay in effect immediately
preceding the commencement of the maternity
leave.

(b)

for part-time and relief employees the weekly rate
of pay referred to in Clause 21.04(c)(i) and 21.04
(c)(ii) shall be the prorated weekly rate of pay in
effect immediately preceding the commencement
of the maternity leave and averaged over the six (6)
month period of continuous service.

(iv)

Payments in respect of deferred remuneration or severance
pay benefits are not reduced or increased by payments under
this Article.

(v)

Where an employee becomes eligible for a pay increment or
an economic adjustment with respect to any period in which
the employee was in receipt of payments under Clause
21.04(c)(i) or 21.04 (c)(ii), the payments shall be adjusted on
the effective date.

Further, when a pregnant employee produces a statement from her
physician that her working conditions may be detrimental to her health
or that of the fetus, the Employer will:
(i)

change those working conditions;

(ii)

assign suitable alternative work;

(iii)

temporarily transfer the employee; or

(iv)

where none of these options are reasonable within
operational requirements, allow the employee to take a leave
of absence without pay for the duration of her pregnancy.

PARENTAL LEAVE WITHOUT PAY
21.05

(a)

Where an employee has or will have the actual care and custody of
his/her new-born child or an employee commences proceedings to
adopt a child or obtains an order for the adoption of a child, he/she
shall be granted parental leave without pay for a single period and
may choose either standard parental leave of up to thirty-seven
(37) consecutive weeks or extended parental leave of up to sixty-
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three (63) consecutive weeks. The leave shall be taken during the
fifty-two (52) week period immediately following the day the child is
born or, in the case of adoption; within the fifty-two (52) week period
from the date the child comes into the employee’s care and custody
for employees who choose standard parental leave; or during
the seventy-eight (78) week period immediately following the day
the child is born or, in the case of adoption; within the seventyeight (78) week period from the date the child comes into the
employee’s care and custody for employees who choose
extended parental leave. An employee’s election of either
standard or extended parental leave is irrevocable. However, the
employee may choose to return to work prior to the end of the
leave.
Where an employee is eligible for the Employment Insurance (EI) Parental
Sharing Benefit, the duration of the parental leave available under this
article is extended by:
(i) Five (5) weeks where the employee has elected to receive the
standard parental benefit of thirty-seven (37) weeks, such
that the total parental leave is extended to forty-two (42)
weeks; or
(ii) eight (8) weeks where the employee has elected to receive
the extended parental benefit of sixty-three (63) weeks, such
that the total parental leave is extended to seventy-one (71)
weeks.
(b)

An employee who intends to request parental leave shall notify the
Employer in writing at least four weeks prior to the expected date of
the commencement of parental leave without pay.

(c)

Leave granted under this Clause shall be counted for the calculation
of "continuous employment" and "continuous service".

(d)

After completion of six (6) months continuous employment with the
Employer, an employee who provides the Employer with proof that
he/she has applied for and is in receipt of parental benefits pursuant
to the Employment Insurance Act shall be paid a parental leave
allowance in accordance with this Article.

(e)

An applicant under Clause 21.05(d) shall sign an agreement with the
Employer providing:
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(i)

that he/she will return to work and remain in the Employer's
employ for a period of at least six (6) continuous months
after his/her return to work;

(ii)

that he/she will return to work on the date of the expiry of
his/her parental leave unless this date is modified with the
Employer's consent.

(f)

Should the employee fail to return to work, in accordance with the
provisions of Clause 21.05(e), except by reason of death, disability,
or lay-off, the employee recognizes that he/she is indebted to the
Employer for the parental leave allowance amount received pursuant
to this Article. Should the employee not return for the full six (6) month
period, the employee's indebtedness shall be reduced on a prorated
basis.

(g)

In respect of the period of parental leave taken by an employee who
has not taken maternity leave, parental leave allowance payments
made will be equivalent to 93% of the employee's weekly rate of pay
for the first one (1) two weeks and for an additional 15 weeks
payments equivalent to the difference between the employment
insurance benefit the employee is eligible to receive and 93% of the
employee's weekly rate of pay. Where an employee has received
the full fifteen (15) weeks of parental benefit under Employment
Insurance and thereafter remains on parental leave without pay,
the employee is eligible to receive a further parental allowance
for a period of one (1) week, equivalent to ninety-three per cent
(93%) of the employee’s weekly rate of pay, less any other
monies earned during this period.

(h)

In respect of the period of parental leave taken by an
employee who has taken maternity leave allowance payments made
in accordance with this Article will be equivalent to the difference
between the employment insurance benefit she is eligible to receive
and 93% of her weekly rate of pay for 17 weeks.

(g)

Parental Allowance payments will consist of the following:
(i) Where an employee is subject to a waiting period before
receiving Employment Insurance parental benefits, ninetythree per cent (93%) of his or her weekly rate of pay for each
week of the waiting period;
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(ii) For each week the employee receives parental benefits
under the Employment Insurance Act, he or she is eligible
to receive the difference between ninety-three per cent
(93%) of his or her weekly rate and the parental Employment
Insurance benefit.
(iii) where an employee has received the full thirty-five (35)
weeks of parental benefit under Employment Insurance and
thereafter remains on parental leave without pay, she is
eligible to receive a further parental allowance for a period
of one (1) week, ninety-three per cent (93%) of the weekly
rate of pay for each week, less any monies earned during
this period, unless said employee has already received the
one (1) week of allowance contained in 21.04 (c)(ii) for the
same child.
(i)

For a full-time employee the weekly rate of pay referred to in Clauses
21.05(g) and (h) shall be the weekly rate of pay in effect immediately
preceding the commencement of the parental leave or maternity
leave, as the case may be.

(j)

For part-time and relief employees the weekly rate of pay referred to
in Clauses 21.05(g) and (h) shall be the prorated weekly rate of pay
in effect immediately preceding the commencement of the parental
leave or maternity leave, as the case may be and averaged over the
six (6) month period of continuous service.

(k)

Payments in respect of deferred remuneration or severance pay
benefits are not reduced or increased by payments under this Article.

(l)

Maximum Combined Benefit - an employee's or employee
couple’s combined entitlement to leave pursuant to 21.04 and
21.05 shall not exceed:
(i) a total of fifty-two (52) weeks for those who choose standard
parental leave;
(ii) a total of seventy-eight (78) weeks for those who choose
extended parental leave;
(iii) a total of fifty-seven (57) weeks for those who choose (EI)
Parental Sharing Benefit under standard parental leave; or
(iv) a total of eighty-six (86) weeks for those who choose (EI)
Parental Sharing Benefit under extended parental leave.
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(m)

Parental leave utilized by an employee-couple in conjunction with
maternity leave shall not exceed a total of fifty-two (52) weeks for both
employees combined.

(n)

Parental leave taken by an employee in conjunction with maternity
leave shall be taken immediately after the termination of maternity leave
and the duration of both periods of leave combined shall not exceed a
total of fifty-two (52) weeks.

(o)

When parental leave with allowances is taken by an employee couple,
allowance payments made shall not exceed a total of 17 weeks for both
employees combined, and parental leave with or without allowances
taken by an employee couple shall not exceed a total of thirty-seven
(37) weeks for both employees combined.

DOMESTIC VIOLENCE LEAVE
21.09 (1) The Employer recognizes that employees or their dependent child as
defined in article 2.01(i) may face situations of violence or abuse in their
personal life that may affect their attendance and performance at work.
(2) Employees experiencing domestic violence or employees with a child
experiencing domestic violence shall be granted leave with pay up to
three (3) days per fiscal year to attend appointments with professionals,
legal proceedings, and engage in any other necessary activities to
support their health, safety and security.
(3)

This leave may be taken as consecutive or single days or as a fraction
of a day, with request for approval being sought as soon as is
reasonable.

(4)

Leave in excess of three (3) days per fiscal year for the purposes of
Article 21.09 (1) may only be granted with the Employer’s approval and
such approval shall not be unreasonably denied. There shall be no
carryover of unused Domestic Violence Leave from one fiscal year to the
next.

(5)

All personal information concerning domestic violence will be kept
confidential in accordance with relevant legislation and shall not be
disclosed to any other party without the employee’s written agreement.

(6)

Employer will develop a workplace policy on preventing and
addressing domestic violence at the workplace. The policy will be made
accessible to all employees. Such policy shall explain the appropriate
action to be taken in the event that an employee reports domestic
violence or is perpetrating domestic violence, identify the process for
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reporting, risk assessments and safety planning, indicate available
supports and protect employees’ confidentiality and privacy while
ensuring workplace safety for all. The policy shall also address the
issue of workplace accommodation for employees who have
experienced domestic violence and include provisions for developing
awareness through the training and education of employees.
Article 33 – LAY-OFF
Amend to read:
33.01 When the Employer is contemplating a reduction in the workforce of five (5)
or more employees, it shall inform the Union at least three (3) months before
any layoff notices are issued.
33.02 Within thirty (30) days of such notice, the Employer and the Union shall meet
to consult meaningfully on alternatives to workforce reduction in order to
preserve public services and minimize adverse effects on employees.
Attrition
33.03 If a reduction in the workforce cannot be avoided, the Employer agrees to
first make every reasonable effort to reduce the workforce through attrition.
Early Retirement Opportunities
33.04 If after such attrition there is still a need to reduce the workforce, the
Employer shall offer early retirement opportunities to employees within a
classification:
(a) First within the employee’s department, then
(b) Within the employee’s headquarters area (community).
33.05 If superannuation penalties are assessed in the case of early retirement, the
Employer shall be responsible for any such penalties on behalf of
employees.
Voluntary Separation Opportunities
33.03 If a reduction in the workforce cannot be avoided, the Employer agrees to
first make every reasonable effort to reduce the workforce through voluntary
separation opportunities in accordance with the Memorandum of
Understanding on Voluntary Separation in Cases of Elimination of Position.
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after such early retirement opportunities there is still a need to reduce the
workforce, the Employer shall offer voluntary separation opportunities to
employees within the classification:
(a) First within the employee’s department, then
(b) Within the employee’s headquarters area (community).
Seniority
33.07 If under Article 33.04 or Article 33.06 there are more volunteers in a
classification than are required, volunteers shall be selected in order of
seniority.
Lay Off Process
33.03 Before an employee is terminated by the Employer and the employee ceases
to be an employee, the following provisions shall apply:
(a) Where the duties of a position held by an employee are no
longer required to be performed, the Employer may lay-off
the employee. The Employer and the Union recognize the
necessity and the justice of the application of the merit
principle, which means qualifications and competence, in
determining who will be laid off. It is agreed that where two
(2) employees of equal merit face being laid off, length of
service will be the deciding factor.
(b) Each employee shall be given eight (8) weeks
affected notice in writing that he/she that he/she is
subject to layoff.
(c) each such employee shall be given three (3) months layoff notice in writing of the effective date of his/her lay-off;
(d) every employee shall be entitled to options in accordance
with the provisions in Article 32;
(e) every employee subject to being laid-off shall, during the
eight (8) week affected period and three (3) months
notice period, be granted reasonable leave with pay for the
purpose of being interviewed and examined by a
prospective employer and to such additional leave with
pay as the Employer considers reasonable for the
employee to travel to and from the place where his/her
presence is so required;
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(f) the Employer shall make every attempt to provide a
reasonable job offer within the employee's headquarters;
including the consideration of appointment to positions
occupied by employees who have applied for Voluntary
Separation.
(g) employees who refuse a reasonable job offer by the
Employer are no longer considered laid-off as per Article
2.01(t) and will receive severance in accordance to either
Article 32.05 or 32.06;
(h) employees who accept a lower level position shall
continue for a period of one year, to receive the salary and
negotiated pay increases she/he was receiving or would
receive had she/he not been served with lay-off notice or
laid off.
33.04 An employee who is to receives a lay off notice under Articles 33.03 (b) and 33.03
(c) shall be given 24 hours advance notice of the meeting at which lay-off notice s
to be given. The employee will be advised that he/she is entitled to have Union
representation at the meeting.
33.05 Prior to initiating a competition for any vacant position, the Department of
Finance must identify individuals on the staffing priority list who have the
necessary qualifications for the position, or for employees subject to lay-off
who could have the necessary qualifications with one year’s training or less.
33.06 The Employer shall provide the Union, on a semi-annual basis, with the
names of those employees on the staffing priority list occupying positions
whose incumbents are members of the Union.

33.07

(ii)

In order to minimize the adverse effects of lay off, the Employer will provide
retraining where practical.

Dispute Resolution Process
33.08 Disputes arising from the application of reasonable job offers and priority status to
lay-offs in the hiring process shall be determined by appeal to the Lay-off Dispute
Officer.
33.09

The following timelines will apply to this appeal process:
(a)

An appeal must be received by the Deputy Minister of Human
Resources within four days after the Employee receives notice of a
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reasonable job offer or notice of lay-off in the manner set out in Section
3 of the Staffing Appeals Regulations.
(b)
(c)

(d)

The Deputy Minister of Human Resources will provide the Union with a
copy of the appeal upon receipt.
The Lay-off Dispute Officer will conduct an appeal hearing within four
days or within such further time as he or she may determine.
Parties to the appeal include:
a.
b.
c.

33.10

The Union
The GNWT
The Employee

(e)

Within three days after concluding an appeal hearing the Lay-off
Dispute Officer shall prepare a report of his or her findings, the decision
reached and the reasons for the decision.

(f)

The Lay-off Dispute Officer shall provide all parties with a copy of the
report without delay.

The Lay-off Dispute Officer shall:
(a) Where he/she finds that the job offer was reasonable, dismiss the appeal; or
(b) Where he/she finds that the job offer was unreasonable, uphold the appeal
and reinstate the full lay-off period; or
(c) Where he/she finds the lay-off was given priority status, dismiss the appeal;
or
(d) Where he/she finds the lay-off was not given priority status, uphold the appeal
and direct the Employer to rescind any appointment and reconsider the layoff taking into account the lay-off's priority status.

33.11

Findings of the Lay-off Dispute Officer shall be final and binding to all parties.

33.12

Priority Status means lay-offs are given priority over all other potential candidates
including non laid off affirmative action candidates in the hiring process.

33.13

An employee who is to receive a lay-off notice shall be given 24 hours advance
notice of the meeting at which lay-off notice is to be given. The employee will
be advised that he/she is entitled to have union representation at the meeting.
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ARTICLE 35 -- EMPLOYEE PERFORMANCE REVIEW AND EMPLOYEE FILES
Amend to read:
35.01

(a)

When a formal review of an employee's performance is made, the
employee concerned shall be given the opportunity to discuss
and then sign acknowledge the review form in question to
indicate that its contents have been read and understood. The
employee shall also be given the opportunity to provide written
comments to be attached to his/her performance appraisal. The
employee shall be permitted up to 14 days from the time he or she
is presented with the review form to provide his or her signature
acknowledgement and written comments.

(b)

After the employee has signed acknowledged the performance
appraisal, the employee’s supervisor who completed the appraisal
shall not add any further comments.

(c)

Should the employee’s reviewing officer add any comments to the
employee’s performance appraisal, the employee shall be entitled
to comment on the reviewing officer’s comments within 14 days of
the date that the employee is provided with notified of the
reviewing officer’s comments.

(d)

The employee may use the grievance procedure in Article 37 to
correct any factual inaccuracies in his/her performance appraisal.

(e)

The formal review of an employee's performance shall also
incorporate an opportunity for the employee to state his/her
Learning Plans that support career development goals and that
every effort be made to develop the career potentials of each
individual through In-Service Training, Retraining, or any other
facets of career development which may be available.

(f)

No Supervisor shall enter data into the e-performance system on
behalf of an employee without the employee’s and the Union’s
written consent.

42 ULTIMATE REMOVAL ASSISTANCE
Delete 42.03 e):
42.03 e)

Only one entitlement will be paid per family unit.
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Article 43 – RELOCATION
Amend to read:
43.01

(a) The Employer will reimburse an employee for reasonable expenses
incurred in moving with his/her dependants between places of duty or to
his/her first place of duty on appointment to the Public Service.
(b) Employees must sign an agreement that he/she will remain in the
Employer’s employ for a period of one (1) year in order to receive
relocation expenses on initial appointment.
(c) Should the employee not fulfil the service commitment in accordance
with the provisions of Clause 43.01 (b) due to resignation,
abandonment of position, rejection on probation for cause or
termination for cause, the employee recognizes that he/she is
indebted to the Employer for the amount received pursuant to this
Article.
(d) Employees shall be compensated for travel at regular salary and at duty
travel rates for the time in transit, to a maximum of three (3) days.

Article 47 – EDUCATION LEAVE
Amend to read:
47.05

(h) Successful applicants will be required to sign and abide by the terms and
conditions of the Leave of Absence Agreement with the Employer.
(i) Employees must return after leave to work for the Public Service in
the Northwest Territories for a period equivalent to the leave.
(j) Should the employee not fulfil the service commitment in
accordance with the provisions of Clause 47.05 (i) due to
resignation, abandonment of position, rejection on probation for
cause or termination for cause, the employee recognizes that he/she
is indebted to the Employer for the amount received pursuant to this
Article. The employee’s indebtedness shall be reduced on a prorated
basis.
(k) Proof of acceptance at a recognized university or community college must be
submitted, along with a course outline, before proceeding on Education Leave.
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(l) Documentation and removal arrangements wll be coordinated by the
Employer.

Article 48 - SHORT TERM LEAVE FOR TRAINING PURPOSES
Amend Articles 48.02 & 48.03 to read:
48.02 Such leave shall be based on an appraisal of the present and future job
requirements and/or the qualifications of the employee applying and shall be
granted only to meet the identified needs. Such leave shall be based on an
appraisal of the present and future job requirements, the qualifications of the
employee applying, and the needs and interest identified by the employee and
the Employer. Leave shall be granted only to meet the identified needs.
(a) Full or partial financial assistance in respect of salary, tuition, travelling
and other expenses may be granted during such leave:
(i)
where the employee has become technically obsolete and
requires retraining to satisfactorily carry out the work; or
(ii)

where the courses are required to keep the employee
abreast of new knowledge and techniques in his field of
work or to maintain certification; or

(iii)

where qualified persons cannot be recruited to carry out
essential work and it is necessary to train present
employees; or

(iv)

where needs for training have been identified as important for
individual career development with the Public Service.

(b) Under this Article, leave with full or partial financial assistance in respect of
salary will carry with it the obligation to return after leave to work for the Public
Service in the Northwest Territories for a period equivalent to the leave. Should
the employee not fulfil the service commitment due to resignation,
abandonment of position, rejection on probation for cause or termination for
cause, the employee recognizes that he/she is indebted to the Employer for
the amount received pursuant to this Article. The employee’s indebtedness
shall be reduced on a prorated basis.
48.03 Where a request for leave under this Article has been submitted by an employee,
the Employer shall, within a reasonable period from the date of the employee’s
submission, advise the employee whether his/her request has been approved or
denied and where the request has been denied, with the reasons for the
denial.
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Appendix A1 – RELIEF EMPLOYEES
Add NEW following A1.10:
A1.11

(a) Where the Employer has made attempts to offer hours of work and
the relief employee has not accepted any of those hours of work for
a period greater than twenty-four (24) consecutive months, his/her
employment shall be deemed to be terminated.
(b) The twenty-four (24) consecutive month period will not apply where
the employee has requested a period of unavailability of greater than
twenty-four (24) consecutive months and the Employer has agreed to
that period of unavailability.

A1.12

The Employer shall maintain a list of qualified relief employees who
have expressed an interest in obtaining indeterminate employment.

A1.13

Where qualified relief employees have expressed interest in obtaining
indeterminate employment and a vacancy arises, the Employer will
conduct a limited competition among those qualified relief employees.

Appendix A4 – TERM EMPLOYEES
Amend to read:
A4.01

The Employer shall hire term employees for a period not to exceed twentyfour (24) forty-eight (48) months of continuous employment in any particular
department, board or agency. Notwithstanding Article 2.01(e),
continuous employment for the purposes of this Article shall not
include any periods of employment as an intern under the Graduate
Internship Program or any successor internship program, or
Apprentices.

A4.02

Term Employees shall be entitled to all the provisions of this Collective
Agreement. Terms of six months or less are not eligible to contribute to the
Public Service Pension Plan (Superannuation), the Public Service Health
Care Plan and to disability insurance.

A4.03

If an Employee in a term position is to be extended beyond twenty-four
(24) forty-eight (48) months of continuous employment in that position, the
Employer shall consult with the Union.
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A4.04

Where vacation leave or the use of lieu time has been denied due to
operational requirements, Term Employees will be allowed to use any
unused vacation leave and lieu time to extend their employment. Where
employment is extended at the request of the Employee, if the new term
exceeds twenty-four (24) forty-eight (48) months consultation with the
Union is not required.

A4.05

Term Employees shall be entitled to Maternity and Parental Leave
allowances provided the Employee’s current term of employment provides
sufficient time to completely fulfill the return of service commitment required
after the return from maternity or parental leave.

Add NEW following A4.05:
A4.06

(a)

Except as provided in subsections (b), (c), (d), and (e), after
twenty-four (24) months of continuous employment in the same
position within the same department, board or agency, the
employment status of the term employee shall be converted to
indeterminate status, effective the first day of the twenty-fifth
(25th) month of continuous employment in that same position.

(b)

Term employees will not be converted to indeterminate status
in accordance with subsection (a) where:
(i) They hold a position which is externally funded for a
defined period of time; and
(ii) The Employer has no expectation that the external
funding will be renewed after the defined period. This
does not include external funding which is routinely
renewed on a year-to-year basis.

For example:
A term employee may be appointed for thirty (30) months for a
project where funding for thirty (30) months is certain and the
Employer has no expectation that this funding will extend
beyond thirty (30) months. This Employee will not be converted
to indeterminate status.
A term employee who holds a position which is externally
funded for one (1) year, and where the Employer expects the
funding to be renewed each year will be converted to
indeterminate status when the Employee’s continuous service
in that position exceeds twenty-four (24) months.
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(c)

Term employees whose term of employment has been extended
beyond twenty-four (24) months under A4.04 will not be
converted to indeterminate status in accordance with
subsection (1).

(d)

Notwithstanding Article 2.01(e), continuous employment for
the purposes of this Article shall not include any periods of
employment with any Employer other than the Government of
the Northwest Territories, except where the Government of the
Northwest Territories subsumes a public sector operation or
entity.

(e)

Breaks of service of thirty (30) days or less between periods of
employment with the Employer shall not constitute a break in
employment for the purposes of this Article.

(f)

The Employer shall ensure that a series of term employees will
not be employed in lieu of establishing a full-time position or
filling a vacant position.

APPENDIX A9 – COLLEGE EDUCATORS
Amend to read:
A9.01

For the purposes of Appendix A9, a Program Manager is the immediate
supervisor of a College Educator/Instructor. The Program Manager may be a
Senior Instructor, Program Head, Coordinator, Chair, Librarian, Aurora
Research Institute Manager, Campus Manager, Director or other position
identified as the immediate supervisor of the College Educator/Instructor.
(a)

It is recognized that within the College system, different program
areas dictate different instructional requirements. It is further
recognized that, in addition to instructional requirements, Instructors
perform related professional responsibilities to support their
instructional and administrative duties.
The College instructional year will be two hundred (200) working days
for each Instructor. The Employer shall make every reasonable effort
to schedule the working days between September 1 and June 30. A
working day shall consist of 7.5 consecutive hours and the work week
shall be 37.5 hours, Monday to Friday.

(b)

(i)

The annual workload for each term or indeterminate
Instructor on strength on May 31st shall be determined by
the program manager or designate, who will discuss with
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and inform the Instructor by May 31st, whenever possible, of
the Instructor’s annual workload for the following Scheduled
Instructional Year considering, but not limited to, the
following factors:
a.
b.
c.
d.
e.
f.
g.
h.
i.
j.
k.
l.
m.
n.

the Instructor’s experience
class size
nature of course
number of different courses
mode of delivery
evaluation methods
spread of teaching hours in a day and week
Senior Instructor’s administrative duties
practicums /internships
workload of other Instructors in the program
field based education/culture camps
curriculum development
multi-level course delivery
research

(ii)

The annual workload for newly hired Instructors will be
determined as soon as possible following their appointment.

(iii)

Where re-assignment is necessary, notification of reassignment will be provided to the Instructor as soon as
possible.

(iv)

If an Instructor disagrees with his/her annual workload,
he/she shall first attempt to resolve the issue with the
program manager.

(v)

If within five (5) working days the issue is not resolved, the
Instructor shall attempt to resolve the issue with the
program manager’s supervisor.

(c)

Instructors shall set aside and post one (1) hour per week per course
instructed outside of regular teaching hours to meet with students.

(d)

Instructors who are required by the Employer to work in excess of the
200 day instructional year, 7.5 hours per day or 37.5 hours per week
shall receive overtime in accordance with Article 23 except when
Instructors are assigned field based education.
Instructors in certificate and diploma programs other than health
programs who are required to instruct in excess of 450 scheduled
instructional hours in one instructional year shall receive overtime at
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time and one-half (1.5) times her/his straight time rate for each
scheduled instructional hour over the maximum.
Instructors in degree programs other than health programs who are
required to instruct in excess of 450 scheduled instructional hours in
one instructional year shall receive overtime at time and one-half (1.5)
times her/his straight time rate for each scheduled instructional hour
over the maximum.
Respecting the clinical nature of health programs, Instructors who
oversee clinical placements and are required by the Employer to
instruct in excess of 700 scheduled instructional hours in one
instructional year shall receive overtime at time and one-half (1.5) times
her/his straight time rate for each scheduled instructional hour over the
maximum. Clinical supervision is counted as one to one student
supervision and therefore instructional hours will be calculated at 100%
of the hours indicated in the course/program outline.
Instructors in Developmental Studies who are required by the Employer
to instruct in excess of 750 scheduled instructional hours in one
instructional year shall receive overtime at time and one-half (1.5) times
her/his straight time rate for each scheduled instructional hour over the
maximum.
Respecting the diversity of the role of Adult Educators in the various
communities, their work plans shall be determined by the Chair of
Community Programs or designate, who will discuss with and inform
the Adult Educator at the beginning of the academic year. The
scheduled instructional hours shall be determined based on the
workload requirements. Adult Educators who are required by the
Employer to instruct in excess of 1,000 scheduled instructional
hours in one instructional year shall receive overtime at time and
one-half (1.5) times her/his straight time rate for each scheduled
instructional hour over the maximum.
Instructors in the Trades area who are required by the Employer to
instruct in excess of 900 scheduled instructional hours in one
instructional year shall receive overtime at one and one-half (1.5) times
her/his straight time rate for each scheduled instructional hour over the
maximum.
This category includes Instructors in the Observer
Communicator Program.
Recognizing
that
Instructors
supervising
practicums/work
placements/preceptorships are not in constant contact with students,
instructional hours will be calculated at one (1) hour per student per
week of each full-time practicum/work placement/preceptorship

22
assignment.
In the event that the practicum/work placement
preceptorship is not full time, the one (1) hour per student per week shall
be prorated (e.g. If the work placement is for 1 day per week, it will take
5 weeks of the work placement for the Instructor to be provided with one
(1) instructional hour).
Where an Instructor is assigned field-based education and is
responsible for students outside the regular hours of work of Monday
through Friday for the completed hours of 5:00 p.m. to 8:30 a.m. the
following morning she/he will be paid in addition to the Instructor’s
regular rate of pay for an additional six hours at the rate of time and
one-half (1.5). In the case where an Instructor has to bring a
student(s) back prior to 8:30 a.m. she/he will be paid overtime for all
hours worked in accordance with Article 23
Instructors who are assigned field based education and who are
responsible for students on designated paid holidays or days of rest
will be paid a maximum of 12 hours pay per day at the applicable
overtime rates.
Instructors who are required by the Employer to instruct in more than
one of the above noted program areas will have their maximum
instructional hours prorated based on the maximum hours in each
area indicated above. Certificate, diploma and degree Instructors who
are required by the Employer to instruct in the Developmental Studies
area and who instruct in excess of 550 scheduled instructional hours
in one instructional year shall receive overtime at time and one-half
(1.5) times her/his straight time rate for each hour over the maximum.
Example 1:
A Developmental Studies Instructor who is assigned two 45 hour
courses in a credit program and the remainder in Developmental
Studies shall have the following calculation for his/her maximum
instructional hours:
Certificate, Diploma, Degree: 90 hours divided by 450 hours equals
20% of a full time.
Developmental Studies: 80% of 750 hours equals 600 hours.
Maximum instructional Load: 90 hours plus 600 hours equals 690
hours.
Example 2:
A certificate, diploma, or degree Instructor who is assigned one 210
hour course in Developmental Studies and the remainder in a
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certificate, diploma, or degree program shall have the following
calculation for his/her maximum instructional hours:
Developmental Studies: 210 hours divided by 750 hours equals 28%
of a full time.
Certificate, diploma, or degree: 72% of 450 hours equals 324 hours.
Maximum instructional load: 210 hours plus 324 hours equals 534
hours.
(e)

Annual salary is calculated on the basis of an Instructor working 200
days per instructional year.
The pay rate for Adult Educators in training circumstances and hired
with less than a Bachelor of Education degree and/or no credentials
in Adult Education will be:
(i)
One (1) year Training Program
Year one:
90% of Basic Adult Educator Salary
(ii)

Two (2) year Training Program
Year One:
80% of Basic Adult Educator Salary
Year Two:
90% of Basic Adult Educator Salary

(f)

The Instructor shall have a minimum of five (5) working days without
scheduled instructional duties at the end of each semester/term and at
the end of each program delivery. If semesters overlap, five (5) working
days shall be scheduled without instructional duties.

(g)

An Instructor’s vacation leave taken between the end of that Instructor’s
Scheduled Instructional Year and the start of the Instructor’s next
Scheduled Instructional Year shall not be counted as working days for
that Instructor.

(h)

“Instructor” means an Aurora College instructor with instructional
responsibilities as identified in his/her job description and includes:
Instructors, Senior Instructors, Program Heads, and Adult Educators.

(i)

“Adult Educator” means a community Adult Educator who facilitates
and provides academic and administrative leadership for the effective
delivery of a full range of literacy, academic, skills based and
Developmental Studies programming at the Community Learning
Centre and also instructs in a variety of subject areas.

(j)

“Scheduled Instructional Year” means an individual Instructor’s
instructional year, as approved by the Campus Director or designate.
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(k)

“Instructional Hour” means one (1) hour spent instructing
students by an Instructor, regardless of the number of levels of
instruction provided over that hour. This formula does not apply
to the calculations of instructional hours for practicum/work
placement/preceptorship assignments.

Vacation Leave
A9.02

The following clauses of Article 18 do not apply:
18.01
(a)

(b)

18.02(1) (e)(iii)

18.04

Instructors shall have a total of forty-six (46) days of vacation leave.
Instructors hired on other than a full time status shall earn their vacation
leave entitlement on a prorated basis.
Where in any vacation year an employee has not been granted all of
the vacation leave credited to him, the unused portion of his/her
vacation leave up to a maximum of twenty (20) days leave shall be
carried over into the following vacation year. Earned but unused
vacation leave credits in excess of twenty (20) days shall be paid in
cash at the employee's daily rate of pay as at March 31 of the previous
vacation year.

PROFESSIONAL DEVELOPMENT COMMITTEES
A9.03

(1)

A consideration when allocating professional development funding is
maintaining professional designations of College Educators/
Instructors. It is the College Educator’s/Instructor’s responsibility to
ensure that his/her required credentials are current and maintained.
The professional development funding may be used to support
College
Educators/Instructors
in
maintaining
professional
designations and credentials that are directly related to their position.
“College Educators/Instructors” for the purpose of Professional
Development only means Instructors (including Senior Instructors,
Program Heads and Adult Educators), Chairs, Program Coordinators,
Coordinators of Community Programs, Coordinators of Continuing
Education, Coordinators of Student Success Centres, Counselors,
Librarians, Library Technicians, and Aurora College Research
Institute Managers,. “Full-time Indeterminate and term College
Educators/ Instructors” for the purpose of Professional Development
shall include full-time seasonal College Educators/Instructors.
There shall be a Professional Development Committee for Aurora
College. The Professional Development Committee will consist of a
total of seven (7) members.
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The Members of the Committee shall be appointed through nomination and
election by members of each area for the College in each of the first five areas
listed below and shall be full-time instructors of the College. “College
Educators/Instructors” for the purpose of Professional Development only
means Instructors (including Senior Instructors, Program Heads and Adult
Educators), Chairs, Program Coordinators, Coordinators of Community
Programs, Coordinators of Continuing Education, Coordinators of Student
Success Centres, Counselors, Librarians, and Aurora College Research
Institute Managers. “Full-time indeterminate and term College Educators/
Instructors” for the purpose of Professional Development shall include fulltime seasonal College Educators/Instructors. The nomination and election
process shall be administered by the Committee.
i.
ii.
iii.
iv.
v.

vi.

Aurora Campus, Beaufort-Delta and Sahtu Regions (1
member)
Yellowknife/North Slave Region (1 member)
Community Program - Adult Educators (1)
Thebacha Campus, South Slave and Deh Cho Regions (2
members)
Librarians/Library
Technicians
and
Counselors/Coordinators/Program Chairpersons and the
Aurora Research Institute Managers (1 member)
President or his/her Appointee (1 member)
Total = 7 members
(a)
(b)
(c)

(d)

(2)

The Committee shall choose a chairperson;
The normal term of office is two years;
To ensure continuity, three members will be elected
each year. In the first year, however, three
members will be elected for a one year
appointment;
Notwithstanding the above Committee structure,
the Committee shall endeavor to have at least one
representative from each of the three areas of
study, Developmental Studies; Certificate, Diploma
and Degree Programs; and Trades.

Terms of Reference
The terms of reference for the Committee include the following items:
(a)

to develop clear guidelines for the effective and efficient
operation of the Professional Development Committee;
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(b)
(c)

(d)

(e)

(3)

to develop and maintain a Professional Development
Guidelines manual for reference and distribution;
to determine the individual professional development needs
of College Educators/Instructors in line with requirements of
the College;
to develop an on-going professional development program
designed to meet identified development needs of all College
Educators/Instructors within the limits of funds available;
to develop a working budget which will provide for the
professional
development
program
for
College
Educators/Instructors;

(f)

to provide for appropriate evaluation procedures for the
professional development program;

(g)

to prepare an annual report of the activities which have been
identified and undertaken by the Professional Development
Committee for submission to the Board of Governors.

All meetings and administrative work of the Professional Development
Committee shall be held during normal working hours.

PROFESSIONAL DEVELOPMENT FUNDING
A9.04

(1)

Funds will be provided by the College for professional development
activities consistent with the College’s goals and objectives.

(2)

(a)

The funding provided by the College shall represent an
amount equal to 3% of the College's full-time indeterminate,
and term College Educator/Instructor salaries. The College
will annually replenish the fund by an amount equal to 3% of
full-time indeterminate and term College Educator/Instructor
salaries at April 1st. This fund is established for long-term
training.

(b)

Any Professional Development Education and Training
Funds from sources other than the College shall be
administered by the Professional Development Committee
and shall not be considered as part of the funding provided in
Clause A9.04(2)(a).

(c)

In addition to the above, a short term training fund shall be set
up equivalent to seven hundred and fifty dollars ($750) one
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thousand five hundred dollars ($1,500) per year per fulltime indeterminate and term College Educator/Instructor to
be administered by the Vice President or Director of each
division.
(d)

On March 31st of each year, if monies in the long term
training fund described in A9.04 (2) (a) exceed more than
twice the contribution amount from April 1st of the previous
calendar year then an amount equivalent to seven hundred
and fifty dollars ($750) one thousand five hundred dollars
($1,500) per full-time indeterminate and term College
Educator/Instructor on strength as of March 31st shall be
transferred from the long term training fund to the short term
training fund.

(3)

Professional development training funds shall be used for educational
purposes only except as provided in A9.04 (4).

(4)

The Professional Development Committee may authorize the
expenditure of up to 5% of the annual funding allocation under A9.04
(2) (a) to cover travel, meal and accommodation costs for one or two
face to face meetings per year for the Committee members, the cost of
teleconference calls, or the preparation and distribution of promotion
and awareness materials to College Educators/Instructors.
Expenditures under this paragraph must be formally approved by the
Committee.

(5)

Professional development training funds shall be used for individual
purposes and not be used for group training. In cases where several
College Educator/Instructors want to attend the same event, the
College Educator/Instructors, or the Employer, may request that
short-term training funds be used to have the event delivered locally.

TYPES OF PROFESSIONAL DEVELOPMENT OPPORTUNITIES, WHICH SHALL BE
AVAILABLE
A9.05

(1)

Long-term education and training:
(a)

Educational Leave;

(b)

Professional Experience Leave;

(c)

Leave Without Pay;

(d)

Audit of apprenticeship courses for upgrading for technical
skills not less than 3 weeks duration;

28

(2)

(e)

Staff exchange - national or international.

(f)

Distance Education (programs offered by a recognized and
accredited university or college):
With a request for Leave for those applicants who
wish to pursue their program studies on a full or
part-time basis;

ii.

With no request for Leave for those applicants who
are pursuing their program studies on a course by
course basis outside their scheduled work hours.

Short-term education and training:
(a)
(b)
(c)

A9.06

i.

Distance Education (programs offered by a recognized and
accredited university or college) or short course attendance;
Conferences, seminars and workshops.
Audit of apprenticeship courses for upgrading of technical
skills of less than 3 weeks duration.

Educational Leave and Distance Education
(1)

Educational Leave shall be defined as leave for academic education
and training (including trade school training) and unpaid industrial
experience.

(2)

Any full-time indeterminate or term College Educator/ Instructor shall be
eligible for:

(3)

(a)

Education Leave after three (3) years of employment -with the
College as a College Educator/Instructor.
Seasonal
employees may be considered on a pro-rated basis.

(b)

For Distance Education Program funding immediately after
hire.

The Professional Development Committee shall review all applications
for Educational Leave including Distance Education Programs. The
major selection criteria shall be the applicability and value of the training
program to the requirements of the College. The granting of
Educational Leave shall not result in the overloading of other
instructors. The request by an instructor for Educational Leave shall be
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accompanied by a recommendation by the program manager and the
Vice President or Director of the employee’s division.
(4)

Applications for Long-term Education and Training as defined in
A9.05 (1) will be reviewed twice a year by the Professional
Development Committee. The Committee shall reach a decision no
later than October 31st for applications submitted by September 30th
and no later than April 30th for applications submitted by March 31st.
Applications for Summer educational leave shall be submitted to the
Professional Development Committee no later than March 31st. No
applications will be reviewed during the months of July or August.

(5)

Applications to the Committee must be in writing and completed in
accordance with the guidelines set out by the Committee.

(6)

The decision of the Professional Development Committee shall be by
majority and shall be final. All notifications to applicants shall be done
in writing by the Chair of the Committee.

(7)

Educational Leave shall be granted for a period of no more than twelve
(12) consecutive months. Under normal circumstances, no member
shall be granted more than two (2) leaves within a period of six
consecutive years.

(8)

The following entitlement shall be granted to an employee receiving
leave under Clause A9.06:
(i)

An allowance based on the number of completed years of
service of a College Educator/Instructor as follows:
(a)

(b)

An allowance of (50%) fifty percent of salary for
College Educators/Instructors with (3) three
completed years of service.
An allowance of (55%) fifty-five percent of salary for
College Educators/Instructors with (4) four
completed years of service.

(c)

An allowance of (60%) sixty percent of salary for
College Educators/Instructors with (5) five
completed years of service.

(d)

An allowance of (65%) sixty-five percent of salary
for College Educators/Instructors with (6) six
completed years of service.

30
(e)

An allowance of (70%) seventy percent of salary for
College Educators/Instructors with (7) seven
completed years of service.

(f)

An allowance of (75%) seventy-five percent of
salary for College Educators/Instructors with (8)
eight completed years of service.

(g)

An allowance of (80%) eighty percent of salary for
College Educators/Instructors with (9) nine
completed years of service.

(ii)

Where leave is granted for a full academic year of study, the
College Educator/Instructor shall receive tuition and required
textbooks, traveling and removal expenses from his/her place
of employment to the location of the educational institution
approved by each Professional Development Committee and
return removal and travel expenses to his/her place of
employment. Removal expenses shall be the same as those
identified in Article 43.04.

(iii)

Where leave is granted for other than a full academic year but
not less than six weeks, the College Educator/Instructor shall
receive tuition and required textbooks, transportation to and
from the educational institution, and an accommodation
allowance of a maximum of $500 per week.

(iv)

An allowance from the Fund equivalent to 100% of present
salary will be paid to instructors granted Educational Leave,
when:
(a)

(b)

(v)

an instructor whose skills become technically
obsolete requires retraining to satisfactorily carry
out his/her work; and/or
an instructor agrees to undertake a full course of
studies at the request of the President when
qualified persons cannot be recruited to carry out
essential work.

Where leave is granted for no more than six (6) weeks,
instructors shall receive full or partial funding for tuition and
transportation to and from the accredited educational
institution to a maximum of two thousand dollars ($2,000.00)
upon production of all relevant receipts and transcripts of
marks. All course work must be taken at an accredited
college or university.
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(9)

College Educators/Instructors granted Educational Leave shall retain
their positions and seniority as per the Agreement and shall receive all
other benefits pursuant to this Agreement.

(10)

College Educators/Instructors granted Educational Leave shall serve
the College for a period equal to two (2) times the length of Educational
Leave immediately following Educational Leave.

(11)

College Educators/Instructors not returning to the College must
immediately repay all monies, plus accumulated interest (prime plus
2%), paid by the College. College Educators/Instructors returning to
service at the College, but not fulfilling their commitments shall repay a
proportionate amount plus accumulated interest (prime plus 2%), within
three (3) months of terminating employment.

(12)

In case of termination of appointment by the College, the College shall
release the College Educators/Instructors from all liabilities under the
terms of the Agreement.

(13)

Any funds not used for the designated purposes shall be repaid, plus
accumulated interest (prime plus 2%), by the instructor.

(14)

College Educators/Instructors who fail to complete their course, may be
required to repay all monies, plus interest (prime plus 2%) subject to the
conditions set by the Committee.

(15)

Term College Educators/Instructors who have been with the College for
three (3) or more years may be eligible to apply for Education Leave if
the following conditions are met:
(i)

(ii)

for the Committee to consider a term College
Educator’s/Instructor’s Education Leave application, the
College Educator’s/Instructor’s term must not end sooner
than the end of the Education Leave plus a period of service
to the College two (2) times the length of the Education
Leave; and
if the College Educator’s/Instructor’s term is shorter than the
period required in (i) above, then the Committee, in order to
consider the application, would have to receive a letter from
the College President guaranteeing that, should the
application be approved, the College Educator’s/Instructor’s
term would be extended to end no sooner than the end of the
Education Leave plus a period of service to the College two
(2) times the length of the Education Leave.
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(16)

“Summer Sessions” refers to the period in which a College
Educator/Instructor uses his/her vacation leave to take credit courses
toward a program of study at an accredited educational institution for a
period of study greater than two (2) and less than thirteen (13) weeks.

(17)

Full-time Indeterminate College Educators/Instructors may be eligible
for Summer Session assistance immediately after being hired.

(18)

Full-time Term College Educators/Instructors whose term of
employment is for two or more years may be eligible for Summer
Session assistance immediately after being hired. A term College
Educator/Instructor who was initially hired for a one year term and
whose term is extended for another year (or longer) will become eligible
for Summer Session assistance immediately after being extended. For
a term College Educator/Instructor whose term of employment has not
been extended, the term must not end sooner than the end of the
Summer Session plus a period of service to the College of not less than
four months.

(19)

College Educators/Instructors using their vacation leave for
professional development activities as defined under Summer Session,
may be eligible for assistance as follows:
(a)

For a period of study greater than two (2) weeks and less than
six (6) weeks, the Committee may pay tuition and an
accommodation allowance of $500 per week for the duration
of the study period.

(b)

For a period of study equal to or greater than (6) weeks and
less than thirteen (13) weeks, the Committee may pay tuition,
and accommodation allowance of $500 per week for the
duration of the study period, and travel expenses equal to the
cheapest air fare or kilometrage, whichever is lowest, to and
from the educational institution.

PROFESSIONAL EXPERIENCE LEAVE
A9.07

(1)

Professional Experience Leave shall be defined as leave for
professional experiences through paid employment in business,
industry, government, community or foreign service, or education.

(2)

Any indeterminate, seasonal, or full-time term College
Educator/Instructor shall be eligible for Professional Experience Leave.

*Renew the remainder of the Appendix.
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Add NEW Letter of Understanding:
CASUAL EMPLOYEES
The Parties agree that during the term of this agreement they shall meet on a
quarterly basis to review the use of casual employees.
The Employer shall provide the Union with monthly reports in a form mutually
agreed to indicating the use of casual employees.

Add NEW Letter of Understanding:
TERM EMPLOYEES
The Parties agree that during the term of this agreement they shall meet on a
quarterly basis to review the use of term employees.
The Employer shall provide the Union with monthly reports in a form mutually
agreed to indicating the use of term employees.

Add NEW Letter of Understanding:
RELIEF EMPLOYEES
The Parties agree that during the term of this agreement they shall meet on a quarterly
basis to review the use of relief employees.
The Employer shall provide the Union with monthly reports in a form mutually agreed
to indicating the use of relief employees.

Add NEW Memorandum of Understanding:
Health and Social Services Professional Development
1. The Employer will provide eligible Department of Health and Social Services
(DHSS) and Health and Social Services Authority employees, both unionized
and non-unionized, with increased opportunities for professional
development, education and training for the purposes of skill and career
enhancement. It is also intended to encourage and promote recruitment and
retention in the northern workforce. This program is used to develop health
and social services skills or to provide training or development activities
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relevant to employees’ roles. The monies are not intended to replace
existing funds used for statutory and/or mandatory training.
2. Employees in the positions listed in the Employer guidelines may be eligible
for the professional development in accordance with the guidelines.
3.

Community Rates
Aklavik
Behchoko
Colville Lake
Deline
Dettah
Enterprise
Fort Good Hope
Fort Liard
Fort McPherson
Fort Providence
Fort Resolution
Fort Simpson
Fort Smith
Gamètì
Hay River
Hay River Reserve
Inuvik

$3,700
$3,100
$3,900
$3,800
$3,000
$3,000
$3,750
$3,000
$4,000
$3,000
$3,000
$3,600
$2,000
$3,330
$2,000
$2,000
$3,550

Jean Marie River
Kakisa
Lutselk'e
Nahanni Butte
N’Dilo
Norman Wells
Paulatuk
Sachs Harbour
Trout Lake
Tsiigehtchic
Tuktoyaktuk
Tulita
Ulukhaktok
Wekweeti
Whati
Wrigley
Yellowknife

$3,740
$3,000
$3,300
$3,990
$2,000
$3,425
$4,400
$4,610
$3,980
$3,680
$3,830
$3,710
$4,880
$3,300
$3,300
$4,032
$2,000

Add NEW Memorandum of Understanding:
Mental Health
1.

The Government of the Northwest Territories and the Union of Northern
Workers recognize that the Northwest Territories, with its many and diverse
cultures, has a distinct work environment which brings with it unique
challenges.

2.

The Union and the GNWT recognize the importance of ensuring a workplace
culture which promotes and improves the psychological health and safety
of all employees in the workplace. The Union and the GNWT have the
common interest of promoting and enhancing a working relationship
consistent with the principles of mutual respect, confidentiality and
cooperation.
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3.

The GNWT and the Union shall:
(a)

Reinforce the development and sustainability of psychologically
healthy and safe workplace environments;

(b)

Lead and influence workplace culture in a positive way;

(c)

Engage employees to:
(i)

Be aware of the importance of psychological health and
safety;

(ii)

Be aware of implications of tolerating psychological
health and safety hazards; and

(iii)

Identify workplace needs regarding psychological health and
safety.

4.

The parties agree that within thirty (30) days of the ratification of the
Collective Agreement, a Committee comprised of three (3) representatives
selected by each party will be formed.

5.

The responsibilities of the Committee included by may not be limited to:
(a)

Developing a Terms of Reference

(b)

Identifying ways of reducing and eliminating the stigma in the
workplace that is too frequently associated with mental health issues;

(c)

Identifying ways to better communicate the issues of mental health
challenges in the workplace and tools such as existing policies,
legislation and directives available to support employees facing these
challenges;

(d)

Reviewing practices from other jurisdictions and employers that
might be instructive to the GNWT.

6.

The GNWT shall without delay commence work to implement the National
Standard for Psychological Health in the Workplace.

7.

The Senior Joint Consultation Committee will receive quarterly updates on
the status of implementation and will be provided opportunity to provide
comments.
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Add NEW Memorandum of Understanding:
Voluntary Separation in Cases of Elimination of Position
1. The provisions of this Letter of Understanding will apply where:
a) A department, board or agency is contemplating the elimination of a specific
position or positions in a specific community; and
b) There are a number of Employees in those specific positions within that
department, board or agency in that community.
2. Prior to giving notice of layoff under Article 33.03, the Employer shall, if
required, give notice to the Union and enter into consultations as provided for
in Articles 33.01 and 33.02. In those consultations the Employer shall disclose
to the Union the number of positions it is seeking to eliminate, in which
classifications, and in which department and/or work unit.
a) All Employees in the specific positions referred to in paragraph 1 will be
notified of their opportunity to request Voluntary Separation. Subject to
paragraph 2 d), the termination date for Voluntary Separation would be the
date of termination due to lay-off under Article 33, or earlier if the Employer
and Employee agree.
b) If more of the Employees referred to in paragraph 1 request Voluntary
Separation than the number of positions that the Employer contemplates
eliminating, length of service will be the deciding factor in determining which
Employee(s) will receive Voluntary Separation.
c) An application for Voluntary Separation cannot be revoked without the
consent of the Employer.
d) An Employee who receives Voluntary Separation under this Letter of
Understanding and who, within six (6) months of the termination date due to
lay-off, would be eligible to seek a waiver for unreduced superannuation
benefits, will have his/her termination date due to lay-off extended to the date
that the Employee would be eligible to seek a waiver for unreduced
superannuation benefits.
For example, if an Employee who receives Voluntary Separation would have
a termination date that is three months prior to the date that the Employee
would be eligible to apply for a waiver for unreduced superannuation
benefits, the termination date due to lay-off, will be extended for three
months.

37
e) If there remains a need to eliminate a specific position, notice of lay-off under
Article 33.03 will be applied as follows:
(i) Notices of lay-off will be given in the following order:
a. First, to casual Employees in those specific positions;
b. Then, to term Employees in those specific positions;
c. Then, to relief Employees in those specific positions; and
d. Finally, to indeterminate Employees in those specific positions
as defined in Article 2.01(m).
(ii) The Employer’s Affirmative Action Policy will be applied within each
employment category as listed in (i).
f) The Employer shall copy the Union on all Voluntary Separation
correspondence with Employees under this Letter of Understanding.

