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LAURENTIAN UNIVERSITY FACULTY ASSOCIATION
MEDIATION TERM SHEET

DATED APRIL 7, 2021

The below sets out the key financial terms and conditions agreed to following negotiations
between Laurentian University of Sudbury (“Laurentian™) and the Laurentian University
Faculty Association (“LUFA”) in the confidential mediation overseen by Mr. Justice Sean
Dunphy, the Court-appointed mediator in the CCAA proceedings of Laurentian (in such
capacity, the “Mediator”).

For greater certainty, this term sheet and its schedules reflect certain key terms and conditions
required by Laurentian to become a financially sustainable post-secondary organization, in
terms of monetary value and stability of overall operations.

Term of Collective The collective agreement shall have a five-year term
Agreement commencing on July 1, 2020 up to and including June 30, 2025.
Faculty Member The parties agree that the total number of Full-Time Faculty
Termination Members who will be terminated or who elect to retire pursuant

to the Retirement Election below is 116 Faculty Members,
including 6 members of Administration. The agreed-upon
confidential list of Faculty Members who will be terminated is
attached hereto as Confidential Schedule “A” (the “Terminated
Faculty Members”).

Effective Termination The effective termination date of the Terminated Faculty

Date Members for those teaching courses in this academic term shall
be May 15, 2021, to allow for marking of final exams, papers and
communicating grades. For all Terminated Faculty Members
who are not teaching courses in this academic term, the effective
termination date shall be April 30, 2021.

Retirement Election Faculty Members may elect, by irrevocable written notice
provided on or before April 9, 2021, that any Faculty Members
intend to retire (the “Retiring Faculty Members”).

The effective termination date of the Retiring Faculty Members
for those teaching courses in this academic term shall be May 15,
2021, to allow for marking of final exams, papers and
communicating grades. For all Retiring Faculty Members who
are not teaching courses in this academic term, the effective
termination date shall be April 30, 2021.

Notice to Faculty The parties agree to develop mutually acceptable
Members communications to be delivered to the Terminated Faculty
Members.



Terms of Termination Terminated Faculty Members shall be entitled to file a claim in

of Faculty Members

Treatment of Retiring
Faculty Members

the CCAA claims process in respect of all entitlements relating
to their employment or former employment with Laurentian in
accordance with their entitlement under the collective agreement
and the terms of the CCAA.

Retiring Faculty Members shall be entitled to receive the
following:

(1) A claim in the CCAA claims process in accordance
with their entitlement under the collective agreement
and the terms of the CCAA;

(1)  Access to office space for up to June 30, 2023. The
office provided shall be at the discretion of the Dean,
and may be shared office space;

(i11)  Emeritus Status (as defined in the Collective
Agreement), if eligible and alternatively adjunct
status if eligible, such determinations to be made on a
reasonably expedited basis;

(iv) To be added to the sessional roster in the applicable
Department/School and be given priority for one
three credit course for which no member has
establishment, for which they have taught at least
once in the past 3 years, to be paid at the overload
rate;

(v)  Continued library privileges;

(vi)  Until June 30, 2023, the ability to maintain their
current status with respect to supervision of students
and will be paid when the graduate student completes
a thesis in accordance with article 5.40.8;

(vii) Their name appearing on the University website for
their Department as long as they are either engaged
as a sessional instructor and/or with respect to
supervision of students;

(viii) Until June 30, 2023, with 100% of the premium cost
to be at the cost of the retiree, the option to maintain
Laurentian Health Benefits (Health & Dental) subject
to Manulife approval,

(ix)  Their name included in the next service ceremony for
Laurentian; and



Claims of Terminated
Faculty Members

Termination of
Counsellor

Terms of Termination
of Counsellor

Centre for Academic
Excellence

Salary Adjustments to
Faculty Members

(x)  Retiring Members shall be advised that the option to
commute the value of their pension at the wind-up
transfer ratio remains available to them at this time
but may not be available in the future.

Any and all claims that each of the Terminated Faculty Members
listed in Confidential Schedule “A” has against Laurentian shall
be dealt with solely as part of a claims process in the CCAA
proceedings.

It is further agreed that a Terminated Faculty Member shall have
no further or other rights against Laurentian pursuant to the
collective agreement or otherwise upon termination, save and
except as it relates to the registered pension plan and the terms of
the collective agreement as amended herein. In the event of an
inconsistency between the collective agreement and this Term
Sheet, this Term Sheet shall be paramount.

The parties agree that the one counsellor listed in confidential
Schedule “B” to this term sheet shall be terminated (the
“Terminated Counsellor”), with an effective termination date
of April 30, 2021.

The Terminated Counsellor shall be entitled to file a claim in the
CCAA claims process in respect of all entitlements relating to
their employment or former employment with Laurentian, which
claim shall be in accordance with their employment contract with
the University and the terms of the CCAA.

Laurentian will agree to terminate 1 academic advisor position.
As per Schedule “C”, effective May 1, 2021, each of the Faculty
Members’ salary shall be decreased by five percent (5%).

Year 1 (July 1, 2020 — June 30, 2021)

(i)  ATB to Base Salary: 0%
(1))  Annual Progress-Through-the-Ranks: $0
(iii)  Promotion and Additional Qualifications: $2,900

Year 2 (July 1, 2021 — June 30, 2022)
(1  ATB to Base Salary: 0%

(i)  Annual Progress-Through-the-Ranks: $0
(ii1))  Promotion and Additional Qualifications: $2,900



Professional
Development

Faculty Member
Workload

Other Amendments to
Collective Agreement

Year 3 (July 1, 2022 — June 30, 2023)

(1) ATB to Base Salary: 1%
(i)  Annual Progress-Through-the-Ranks: $2,900
(ii1))  Promotion and Additional Qualifications: $2,900

Year 4 (July 1, 2023 — June 30, 2024)

(i)  ATB to Base Salary: 1%
(i)  Annual Progress-Through-the-Ranks: $2,900
(iii)  Promotion and Additional Qualifications: $2,900

Year 5 (July 1, 2024 — June 30, 2025)

(1) ATB to Base Salary: 1%
(i)  Annual Progress-Through-the-Ranks: $2,900
(ii1))  Promotion and Additional Qualifications: $2,900

Each member of the bargaining unit will take 5 unpaid furlough
days in each of 2021-22, 2022-23 and 2023-24 to be processed
as one day per month between July and November.

Laurentian will ensure that there is an equitable distribution of
salary reductions among LUFA, LUAPS and Senior Leaders
over the term of the collective agreement.

As per Schedule “D”, upon execution of this Term Sheet, all
existing professional development balances allocated to each of
the Faculty Members shall be zero.

Allocation of professional development funds shall resume on
July 1, 2021, in accordance with the terms of the collective
agreement.

As per Schedule “E”, the maximum normal teaching load for
each academic year shall be two and one-half (2 %) full-year
courses or fifteen (15) credit equivalents in all Faculties.

Please refer to the attached Schedules “F” to “EE” to this Term
Sheet for other amendments to the Collective Agreement.



Binding Arbitration

Grievances

Entire Agreement

Governing Law

Amendments

Notices

Issues specifically identified within Schedules “F” to “EE”
which stipulate that by agreement of the parties they are to be
determined through binding arbitration shall, once determined
and if applicable, constitute amendments to the collective
agreement. Such binding arbitration shall take place before
William Kaplan and will be completed by June 18, 2021.

The parties agree that grievances for non-monetary issues or
those not involving the expenditure of money such as
accommodation, denial of tenure or unjust dismissal, which arise
on or after February 1, 2021 shall not be stayed as a result of the
CCAA proceeding, and may proceed in the ordinary course.

This Term Sheet and its Schedules constitute the entire
agreement between the parties pertaining to the subject matter of
this Term Sheet. For greater certainty, in the event that this Term
Sheet and the Schedules conflict, this Term Sheet shall be
paramount.

The terms of settlement and amendments to the collective
agreement set out in this Term Sheet shall be governed by and
interpreted in accordance with the laws of the Province of
Ontario and the laws of Canada applicable in Ontario. While the
stay of proceedings remains in force, the CCAA Court shall have
the exclusive jurisdiction to determine any action arising under
this agreement and the parties hereby attorn to the exclusive
jurisdiction thereof. Nothing in this agreement derogates from
the exclusive jurisdiction conferred on the Ontario Labour
Relations Board or a labour arbitrator by the Labour Relations
Act, 1995, S.0. 1995, c.1-Schedule A for non-monetary matters
during the currency of the stay of proceedings, and for all matters
upon emergence or termination of the CCAA proceeding.

This Term Sheet, once executed, shall only be modified in
writing and upon signature by the parties hereto.

All notices, requests, consents and other communications
delivered pursuant to the terms of this Term Sheet shall be
contained in a written instrument and may be delivered in person
or sent by internationally recognized overnight courier or by
email.

[Remainder of the page intentionally left blank]
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Schedule “A”

List of Terminated LUFA Members

[INTENTIONALLY WITHDRAWN].



Schedule “B”

List of Terminated Counsellor

[INTENTIONALLY WITHDRAWN].



Schedule “C”

Salary

The parties agree to the following:

Each member of the bargaining unit will take 5 furlough days in each of 2021-22, 2022-23 and
2023-24 to be processed as one day per month between July and November.

The parties agree to amend the following language in Article 8.10

8.10.1 The salary of each Member shall be composed of the base salary of each Member as
of June 30, 2020 as modified by the following items:

a)

b)

c)

d)

For July 1, 2020, a scale increase of zero percent (0%) of the Member's
regular salary.

For July 1, 2020, no Progress-Through-The-Ranks increment or merit award
for the evaluation carried out for the year 2019-20.

Additional qualification increments shall be awarded pursuant to Article 8.30
— Additional Qualifications Increments in an amount of $2,900.

Promotion increments shall be awarded according to Articles 8.15 — Progress-
Through-The-Ranks Increments regardless of breakpoints.

8.10.2  The salary of each Member shall be composed of the base salary of each Member as
of May 1, 2021 as modified by the following items:

(2)

(b)

(©)

(d)

For May 1, 2021, a scale decrease of five percent (5%) of the Member's
regular salary.

For July 1, 2021, no Progress-Through-The-Ranks increment or merit award
for the evaluation carried out for the year 2020-21.

Additional qualification increments shall be awarded pursuant to Article 8.30 —
Additional Qualifications Increments in an amount of $2,900.

Promotion increments shall be awarded according to Articles 8.15 — Progress-
Through-The-Ranks Increments regardless of breakpoints.

8.10.3  The salary of each Member shall be composed of the base salary of each Member as
of June 30, 2022 as modified by the following items:

(2)

For July 1, 2022, a scale increase of one percent (1%) of the Member's regular
salary.



(b)

(©

(d)

For July 1, 2022, a Progress-Through-The-Ranks increment for the evaluation
carried out for the year 2021-2022 as described in Article 8.20 — Procedures
for the Award/Denial of a Progress-Through-The-Ranks Increment. The
Progress-Through-The-Ranks increments shall have a value of two thousand
nine hundred dollars ($2,900).

Additional qualification increments shall be awarded pursuant to Article 8.30 —
Additional Qualifications Increments in an amount of $2,900.

Promotion or Merit increments shall be awarded according to Articles 8.15 —
Progress-Through-The-Ranks Increments and Article 8.25 — Merit Increments,
regardless of breakpoints.

8.10.4  The salary of each Member shall be composed of the base salary of each Member as
of June 30, 2023 as modified by the following items:

(@)

(b)

(©

(d)

For July 1, 2023, a scale increase of one percent (1%) of the Member's regular
salary.

For July 1, 2023, a Progress-Through-The-Ranks increment for the evaluation
carried out for the year 2022-2023 as described in Article 8.20 — Procedures
for the Award/Denial of a Progress-Through-The-Ranks Increment. The
Progress-Through-The-Ranks increments shall have a value of two thousand
nine hundred dollars ($2,900).

Additional qualification increments shall be awarded pursuant to Article 8.30 —
Additional Qualifications Increments in an amount of $2,900.

Promotion or Merit increments shall be awarded according to Articles 8.15 —
Progress-Through-The-Ranks Increments and Article 8.25 — Merit Increments,
regardless of breakpoints.

8.10.5 The salary of each Member shall be composed of the base salary of each Member as
of June 30, 2024 as modified by the following items:

(a)

(b)

(©

For July 1, 2024, a scale increase of one percent (1%) of the Member's regular
salary.

For July 1, 2024, a Progress-Through-The-Ranks increment for the evaluation
carried out for the year 2023-2024 as described in Article 8.20 — Procedures
for the Award/Denial of a Progress-Through-The-Ranks Increment. The
Progress-Through-The-Ranks increments shall have a value of two thousand
nine hundred dollars ($2,900).

Additional qualification increments shall be awarded pursuant to Article 8.30 —
Additional Qualifications Increments in an amount of $2,900.



(d)  Promotion or Merit increments shall be awarded according to Articles 8.15 —
Progress-Through-The-Ranks Increments and Article 8.25 — Merit Increments,
regardless of breakpoints.



Schedule “D”

Professional Development Expenditures

The parties agree that Professional Development Expenditures, as per Articles 4.70.1 and
6.45.1, will not be allocated and/or paid out for the 2020-2021 academic year. In addition,
any outstanding balances from previous years will not be carried over.

It is understood that this measure will be applied equally to the Professional Development
Allowances contractually provided to any Senior Academic Administrators or applicable
Laurentian University Administrative and Professional Staff.



Schedule “E”

Workload Across All Faculties

The parties agree to amend the following language in Article 5.40.4 (a):

(2)

Teaching Members: In the assignment of teaching loads by the Deans, in
consultation with the academic Departments/Schools, the maximum normal

teachmg load per academlc year shall be %we—@—fu—l—l—eetmses—er—ﬁvekve—él—za—

two and one- half (2 1/z) full courses or fifteen (15) cred1t equlvalents in all
other Faculties.



Schedule “F”

Laurentian University Research Fund (LURF)

The parties agree to suspend obligations under 6.25.1 for the term of this Collective
Agreement.



Schedule “G”

LURF Additional Fund

The parties agree to suspend obligations under 6.25.2 for the term of this Collective
Agreement.



Schedule “H”

Cancellation for Sessionals

Laurentian requests to amend the following language in Article 4.52.1 (d):

Cancellation Articles shall be used only where there is good reason to believe that enrolment
levels may be vulnerable. In the event that a sessional contract is cancelled within 15 days of
the course start date, of a cancellation the Employer shall:

Attempt to find work of equivalent value for which the Sessional
Member is qualified; and failing this

Shall pay a cancellation fee of fifteen percent (15%) of the agreed
salary as outlined in the Letter of Appointment.

Members who conduct instruction through distance education delivery
modes shall be paid two hundred and fifty dollars ($250).

Sessional Members shall accrue Sessional Seniority for all cancelled courses once they have
achieved establishment. Cancelled courses shall not count toward establishment.

The parties agree to have this issue addressed by way of binding arbitration.



Schedule “I”
Gym Memberships

The parties agree to delete articles 4.60.1 and 8.60.1 of the Collective Agreement. It is
further understood that other employee groups shall not receive a free or preferential
rate for access to the Physical Education Centre.

4.60.1 Sessional Members and their spouse and dependants as defined for full-time
Members are eligible for Physical Education Centre (Sudbury Campus) membership
and locker for the academic year in which they are employed, subject to the payment
of the annual service fee and locker rental fee as established by the Division of
Physical Education.

8.60.1 As of the effective date of appointment, all full-time Members, their spouses and
dependants as defined in Article 8.50 — Tuition Fee Exemption and Spousal Library
Card shall be eligible for free Physical Education Centre membership subject to the
payment of an annual service fee and locker rental fee as established by the Division
of Physical Education.

As a result of the above, the following articles are moot and Laurentian and LUFA
agree that any references to fees and access to the Physical Education Facilities and/or
any subsidies for other gym memberships should be deleted. These include:

Article 4.60.2 - (Gym Membership for Sessional Members teaching at the Barrie Campus)
Article 5.90.3 (d) - (Retirees)

Article 10.10.18 (e) — Members terminated through Redundancy

Article 10.15.22 (e) — Members terminated through Financial Exigency



https://10.10.18
https://10.15.22
https://10.10.18
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Schedule “J”
Letter of Understanding — Revenue Stream Creation

[INTENTIONALLY WITHDRAWN]



Schedule “K”

Tuition Exemption

The parties agree to amend the following language in Articles 8.50:

8.50.1

8.50.2

The following shall be eligible for Tuition Fee Exemption.

(2)

(b)

All full-time Members as of the effective date of appointment and all retired
full-time Members.

Spouses and dependants of all full-time Members, efretiredfull-time-
Members;-of deceasedretired Members-and of Members who died while in the
full-time employ of the University. Dependants include wife and husband
(including common-law relationships), children up to the age of twenty-six
(26) years (including natural, step, and adopted children, wards and other
children for whom the Member is the primary caregiver).

Exemption from tuition fees is subject to the following conditions:

(2)

(b)

(©)

(d)

(e)

A student must remain in good standing as defined by the Registrar's Office in
order to qualify for tuition exemption. In the event of loss of good standing,
the same course(s) or an equivalent one(s) may be taken at the student's
expense in order to reinstate good standing and eligibility.

Students who are eligible for an exemption from tuition fees are not exempted
from the payment of incidental fees.

To the extent that a grant is specifically given to defray tuition a student who
receives a grant is not eligible for exemption from tuition fees.

To the extent that tuition is reduced by a Laurentian University tuition
scholarship, the student is not eligible for exemption from tuition fees. Where
the funds are from an outside source this condition does not apply.

International tuition fees will only be covered up to the rate of domestic tuition
fees. The remaining balance is the responsibility of the student.



Schedule “L”

Redundancy

[INTENTIONALLY WITHDRAWN].



Schedule “M”

Coordinator Credits

Laurentian has requested to eliminate paragraph two in Article 5.40.4 (a):

Laurentian has requested to amend 5.40.3 (b) (v) as follows:

All non-instructional work, including coordination duties, with a credit weighting or stipend
and a code identifying the nature of the work.

The parties agree that this issue will be dealt with by way of binding arbitration.



Schedule “N”
Course Buyouts

Laurentian requests to amend the following language in Article 5.40.10 (b):

In order to promote scholarly activity, as defined by section B) Scholarly Activity of Article
5.15 — Rights, Responsibilities and Duties of Academics within the University, a Member
may have her/his teaching/library service workload altered. Requests for workload reductions
as a result of other paid activity shall be considered in accordance with the provisions of
Article 7.35 — Voluntary Reduced Workload. However, contract research where the Member
is paid a stipend not to exceed twenty thousand dollars ($20,000) for her/his services may be
considered under this provision.

(b) With compensation to the University: A Member with a regular teaching load
may elect to buy-out of up to fifteen (15) credits of teaching load over five (5)
years, not to exceed six (6) credits per year, or the equivalent of professional
library service in order to concentrate on research activities. It is
acknowledged that certain grants may require a reduction in teaching loads
exceeding fifteen (15) credits. The buyout must be applied for no later than
February 1 of the year preceding the academic year for which it is requested
and the Dean/University Librarian shall not unreasonably refuse such request.
The Dean/University Librarian shall communicate her/his decision by April 1.
A Member taking advantage of this provision will be ineligible to receive an
overload course during the same period. The buy-out shall be charged to the
Faculty Member at the total rate of pay for established sessionals plus 12%.

apprepriate: A Member shall not be refused such a request for two
consecutive years.

)

The parties agree to have this issue addressed by way of binding arbitration.



Schedule “O”
Low Enrollment Courses

Laurentian requests to amend the following language in Article 5.40.4 and 5.40.7:

The composition of the workload of Members may vary with their discipline, and will take
into account the capabilities of the Members, the need to maximize their potential and any
obligations placed on them within the University's operations, consistent with the terms of
this Collective Agreement. In the assignment of teaching loads, the Deans, in consultation
with the Departments/Schools, shall consider not only the number of courses taught by a
Member, but the size and type of such courses as well as administrative and other duties.
Members’ workloads shall also be subject to the following maximum norms for assigned
workloads.

d. The Parties agree that it is mutually beneficial to allow Members to bank or
owe teaching credits as outlined below. The banking or owing of teaching
credits will be permitted in the following cases:

1. The Member proposes to arrange a teaching-reduced or teaching-free
term for the purposes of scholarly activity

ii. The total credit value of the Member’s normal assigned teaching load
deviates by not more than six (6) credits from the normal maximum
teaching load

iii. The Member undertakes academic supervision of an individual student
pursuant to Article 5.40.8 (h)

iv. Courses assigned as part of the Member’s normal workload are
cancelled due to low enrolment. zero-enrolment

5.40.7 Once assigned, workloads shall not be altered except in cases of emergency. If a
proposed workload must be altered, such alteration will be taken into consideration in the
annual performance evaluation. However, alterations for reasonable program requirements
and low enrolment may be made within 30 days of the start of the term in which the course is
being offered.

If the Dean, for non-emergency reasons, deems it necessary to alter the workload of a
Member once it has been assigned, the Dean must obtain the agreement of the Member.

Any alteration to a Member’s workload, including any associated overload payments shall be
communicated to each Member of the Department/School within five (5) working days after
the Member has been formally notified of the change.

Notwithstanding the provisions of this Article, when an assigned course(s) is cancelled
because of low enrolment zereregistration in the course(s) there arises an obligation on the
part of the Member to undertake additional work in order to maintain fairness and equity
within the Department/School. The nature and extent of such work shall be determined in



discussions between the Member, the Chair of the Department/School and the Dean. In the
event that the Member was scheduled to receive an overload stipend such a stipend should be
reduced appropriately. In the case where additional work assigned is in the form of a course,
such course shall be one the Member has taught in the last two (2) years, unless otherwise
agreed to by the Member.

The parties agree to have this issue addressed by way of binding arbitration.



Schedule “P”

Additional Matters for Binding Arbitration

The parties agree the following matters will be sent for binding arbitration:

A

Pregnancy, Parental and Adoption Leaves

Faculty Personnel Committees

Outsourcing

Senior Academic Administrators — nomination process

Reimbursement for workload of union executives



Schedule “Q”
New Course Preparation

The parties agree to suspend the language in Article 5.40.8 (d) for the duration of this
agreement.



Schedule “R”
Thesis Supervision

The parties agree to amend the following language in Article 5.40.8:

(g)  Full-time Members teaching in programs where the preparation of a thesis is mandatory for
students have an obligation to participate in the thesis supervision provided that they are
qualified to do so. However, the Parties agree that the close working relationship desirable for
the successful preparation of a thesis is best achieved under conditions that allow for mutual
choice on the part of the Member and the student before entering the supervisor/student
relationship.

(h)  Netwithstanding Artiele 5-40-6-(e}-above;-w When a Member undertakes academic supervision
of an individual student in a program offered by Laurentian University, whensuch-wotkis-

overand-abeve-thenermal-werldead; such supervisory work shall be recognized upon its

successful defence or completion as follows:

Monetary value at

Supervisory work Creditvalue $1,000-/eredit
PhD Thesis 3 $3,000
Master’s Thesis or Advanced Practicum in 1 $1,000
Social Work
PhD or Master’s Research Project, Research % $500
Essay, Directed Reading Seminar or
Independent Study
Undergraduate Thesis or School of % $333
Architecture Master’s Thesis
Undergraduate Directed Reading Seminar or Y $250
Independent Study where mandatory

(1) The above eredits compensation may be shared by agreement between two (2) or more
Members who have contributed to the thesis or other supervision. In cases of
disagreement, the Dean shall arbitrate the proportions.

(i)

(i)  Alternativelys Members may will be paid the eredit monetary value accumulated for
any superv1sory work in their professmnal expendlture account. At—&nyL&m%Member—




(iv)  Once the supervisory work has been completed, it shall be the responsibility of the
Member to report such completion to the Dean on a form co-signed by her/his
Chair/Director. The Dean’s Office shall eitherregister-the-eredit-on-the Member’s-
workload-eredit-aceount-to-be-ereated-inDatatel-or arrange for the transfer the of funds
to the Member’s professional development expenditure account within 60 days of
approval.;as-the- Member-direets.

(v)  Based on existing program requirements, the Dean shall identify those programs which
have mandatory supervisory needs as per Article 5.40.8 (g) above. Any Member
planning to supervise an individual student in another program fer-eredit under this
paragraph needs the prior authorization of the Dean.

The parties agree that the sole issue of whether the transfer of funds pursuant to paragraph
(h)(iv) above will be processed within 30 or 60 days of approval will be addressed by way of
binding arbitration.



Schedule “S”

Expedited Mediation and Arbitration Processes

The parties agree on the following letter of understanding, which would expire on June
30, 2025:

EXPEDITED MED-ARBITRATION

1.

2.

10.

11.

12.

The parties may be represented by legal counsel for the expedited med-arbitration
dates;

The parties will agree to up to four (4) dates for expedited med-arbitration for each
year of the term of the Collective Agreement;

. At least sixty (60) days prior to each expedited med-arbitration date the parties will

agree on the grievances to be dealt with on that day;

The parties will schedule up to three (3) grievances to be heard on each expedited
med-arbitration date.

Forty-five (45) days prior to each expedited med-arbitration date a party may make
requests for production of documents from the other party. Disclosure will be
provided within fifteen (15) days.

Each grievance proceeding to expedited med-arbitration will be heard and determined
on the basis of written briefs prepared by the parties as supplemented by brief oral
arguments.

The parties will exchange written briefs at least fourteen (14) days in advance of the
expedited med-arbitration.

The parties” written briefs for each expedited med-arbitration will contain a summary
of the facts the party will rely on, a copy of all documents that the party will rely on in
support of its case, as well a written argument in summary form and a copy of all
cases on which the party relies. The briefs will be sent to the med-arbitrator seven (7)
days in advance of the med-arbitration date.

In the event that a party does not deliver its written brief within the time required
under paragraph 7 above, or with the content required under paragraph 7 above, the
other party may, at its sole discretion cancel the med-arbitration date.

Any procedural disputes shall be resolved by the arbitrator assigned to the med-
arbitration date in question on an expedited basis.

Awards arising out of this process are non-precedential and may not be referred to or
relied upon by the Parties in any other proceedings unless mutually agreed otherwise.
Negotiated settlements may or may not be precedential as agreed by the parties.

The med-arbitration will be heard by the following Arbitrators on a rotational basis:
William Kaplan, Sheri Price, Elizabeth McIntyre and Brian Sheehan.



Schedule “T”
Existing Practices

[INTENTIONALLY WITHDRAWN]



Schedule “X”

Transparency and Oversight

The parties agree on the following actions to be taken by the University in response to
the Union’s concerns on transparency and oversight:

1. Laurentian will jointly propose that the Laurentian University of Sudbury Act be
amended to permit up to 2 faculty to be voting members of the Board as soon as

practicable;

2. Laurentian will undertake a governance review, including with the assistance of
an experienced external advisor;

3. Legislative amendments to permit (1) will be included as part of any Plan of

Arrangement.



Schedule “Y”

The parties agree to the following changes:

Definitions- Article 1.30

() University Librarian shall mean the University Librarian duly appointed or the University

Librarian’s designate the-officer-in-charge-of the University Library-and-Arehives:

Professional Practice for Librarians and Archivists shall mean contribution to the selection,
development and implementation of strategic directions, priorities, policies, procedures and
standards for the resources and services offered by the Library and the Archives.

Academic Workload- 5.40

5.40.3 (c) Establishing the Professional Practice Component of Individual Workloads —

Librarians

(a) In considering the professional practice component of individual workloads, relevant factors
include the following, as applicable:

1.

V)]

9.

Development, management and evaluation of information resource collections;
Provision of specialized and general reference services;

Appraisal, acquisition, control, storage, preservation and conservation of
information

resources and collections;

Management of material library resources;

Selection, development, implementation and management of information systems
designed to enable access to library services and resources, build digital collections,
and facilitate scholarly communication;

Provision of information literacy and curriculum support including programming,
collaboration, instruction and teaching;

Faculty outreach and liaison, including participation in research and support for
scholarly communication;

Evaluation, measurement and analysis of user needs and library services and
resources;

Research services, extension, and other activities related to programs at the
University; and

10. Any other relevant activities.



Schedule “Z”

The parties agree that the Retiree Health Benefits Plan (RHBP) will cease to exist and all
Collective Agreement references will be eliminated. Faculty members shall be entitled to
file claims as part of any CCAA claims process for the amount of contributions made by
the faculty member to the RHBP.



Schedule “AA”
RECALL RIGHTS

The parties agree to amend the following language in articles 10.10.18 (b) and 10.15.22 (b):

a) Full-time Members

Any full-time Member whose employment isterminated through the insolvency proceedings in Court
file CV- 21-656040-00CL will have the rights provided in Article 10.10 +0-+043(b} and shall be granted
recall rights to any new academic positions created and any academic vacancies which arise at the
University inaccordance with the conditions, processes and timeframes set out in Article 10.10.18(b)
as amended below.

(b) Members who have not reached the normal retirement age shall be granted, in order of seniority, first
Firstright of refusalefto all academic vacancies within Laurentian University for which they have
academic competenceas judged bythe Viee-President; Academie and Provest in consultation with the
Department/School to which the individual iste be appeintedunless the Employer can substantiate that
the post cannot be filled by the member or by are-arrangement ofthe duties of other members ofthe same
academic unit for a period of three (3) years for a Member on a three (3) year probationary
appointment and five (5) years for atenured Member from the effective date of termination.
Individuals who accept such positions shall returnto the University atthe rank they held when their
appointments were terminated, with full recognition for years of service at Laurentian. Disputes arising
out of these recall procedures are referable to the grievance and arbitration process set out in
this Collective Agreement.

Individuals who are recalled pursuant to this Article shall have up to thirty (30) days to accept such recall
offer, and shall terminate their alternative employment and take up the offered post, as soon asthey are
contractually able to do so but in no instance later than six (6) months after accepting the recall offer.

b) Sessional Members

Sessional members shall have the right to remain on the roster and exercise roster, seniority and
establishment rights for any courses they have earned seniority or establishment rights with respect
to, or which are substantially similar to courses for which they earned seniority and establishment
rights. Sessional members shall have the right to exercise roster, seniority and establishment
rights in any Department/School which offers any such courses regardless of whether they
earned their seniority and  establishment rights in the Department or School now offering such
courses.

Article 4.15.8 shall not apply.
Despite Article 4.15.6, for the duration of the renewed Collective Agreement, where no other
member has establishment rights, establishment rights shall not be specific to the medium, location

and language of  course for all members who have earned establishment rights priorto April 30,
2021.

Notice of all sessional contracts to be filled will be provided on a University wide basis.


https://10.15.22
https://10.10.18

Schedule “BB”

LUFA agrees to the following:
a) To withdraw any claim for monetary relief in the Unfair Labour Practice complaint.

b) To withdraw the Judicial Review Application.



Schedule “CC”
Counsellors

The parties agree on the following actions to be taken by the University in response to the
Union’s concerns regarding Counsellors:

Counsellors

Upon the completion of negotiations of a first collective agreement for the newly certified
Counsellors, the University will enter into a Memorandum of Settlement respecting such
negotiations, and attaching the resulting agreement to the LUFA Collective Agreement.

The parties shall make such amendments to the terms of the LUFA Collective Agreement as
are required to give effect to the terms of the Memorandum of Settlement respecting the
Counsellors bargaining unit.

Article 2.15.1 will be amended to add as a 4" paragraph that the bargaining unit includes:

- All persons employed by Laurentian University in the job classification of Counsellors,
save and except, managers and persons above the rank of manager and for persons any
bargaining agent held bargaining rights as of April 9, 2020.



Schedule “DD”

Article 9.20 - Term of Office of Chairs/Directors
The parties agree to changes to the following language in article 9.20:

9.20.2

Should Chairs/Directors not be able to carry out their duties forferwr (4six (6) months or
less, the Chairs/Directors shall make provision for the take-over of their duties in
consultation with the Department/School and Dean/University Librarian.

9.20.3

Ifthe absence is for a period of longer thanfeur (4} six (6) months, the Chairs/Directors shall
relinquish her/his title and a new Chair/Director shall be selected according to the
procedures set out in Article 9.15 — Selection of Chairs/Directors.



The parties agree to the following accepted editorial changes:

ACCEPTED

ARTICLE 1.30 - DEFINITIONS
(z) Clinician shall mean a Member hitherto a Member of the Bargaining Unit designated
by the May 6, 2018 OLRB certificate.
ARTICLE 2.15 - RECOGNITION OF THE BARGAINING UNIT
2.15.1 Laurentian University Faculty Association represents:

All Members of faculty, including professional librarians and archivists employed by Laurentian
University of Sudbury in the Regional Municipality of Grealer Sudbury,

All Members of faculty employed by Laurentian University to teach courses for degree credit at
Iocations oulside the Regional Municipality of Greater Sudbury; and

All persons employed by Laurentian University through the Centre for Continuing Education
(CCE) to conduct instruction at off-campus centres located outside the Regional Municipality of
Greater Sudbury or through distance Education Delivery modes.

All persons employed by Laurentian Llnlvelrsiw as tllnlcal Teach&rs Clinlcal Instructors
Clinical ‘Edunatars and Cllnnical Advisors Save-and-except-a strators ab or above the

AII persons employed hy Laurentlan Unwemty as E!lnlcmns WE—&H-H—Q*GEH

c&rﬂﬂcati-nn. EIarity Nute: The paI'HEE agree Ihai cltinicia.'s emhloyed in the Llniverﬁ-il:y's
Health Clinic and/or the Department of Student Life are not included in the bargaining
unit.

Save and Except:
Administrative Staff, at or above the rank of Director;
Academic Slaff, at or above the rank of Associate Dean;

Registrar, Special Advisor to the President, Director of Professional Relations, Translators,
University Librarian, and Director, Office of Research Services;

Members of the Board of Governors;
Athletic Coaches as part of their duties to teach degree credit activity courses;

Full-Time Faculty Members employed by Laurentian University for a period of not more than one
year while on leave from another university,

Persons employed to teach courses intended pnmarily for students who are not registered in a
degree credit program;



Persons assigned responsibility for teaching portions of courses coordinated by regular faculty
Members, such as Teaching Assistants, Field Consultants in Social Work, Laboratory
Technicians, or Quidoor School Instructors,

ARTICLE 2.20 - EMPLOYMENT OF NON-MEMBERS

2.20.1

The Employer agrees that, excepl as otherwise provided for in this Aricle, it will not
employ Non-Members to teach or provide clinical care in the programs ofior offer
professional library service in the University. Membership in the Bargaining Unit is
defined in Article 2.15 - Recognition of the Bargaining Unit.

2.35 - MODIFICATIONS TO THE LEGAL STATUS OF THE UNIVERSITY

2352

Amalgamation, Consolidation, Merger or Expansion of The University

(a) In the event of a memer or amalgamation or a transfer of jurisdiction, the
provisions of the Labour Relations Act, 71995 of Ontario shall apply, particularly
seclions &< 68 and-84 639,

(b) This Collective Agreement shall bind the transferees or assignees of the
University or of the Union.

ARTICLE 2.40 - RIGHTS AND PRIVILEGES OF THE UNION

2408

2409

24012

Tha President of the Union, or someone designated by the LUFA Executive
Erassdani-aithatdaen, and a second Member designated by the LUFA Executive
Frasidani-aldha-tinean, shall continue to be non-voting Members of the Board of
Govemnors.

The President of the Union, or someone designated by the LUFA Executive
Rrasidant-altha-Lnias, shall continue to be a non-voting Member of the Finance
Commiltes of the Board of Govemnaors.

The President of the Union or someone designated by LUFA Executive—the
Eeasident, and two (2) additional Members designated by the LUFA Executive
Brosidant-aitha-tmian, shall continue to be voling Members of the University
Pension Commiltee, Given the importance of pensions, on substantive matters, the
Union's Board has the right to ratify the recommendations of its represantatives.

2.50 INFORMATION ITEMS

(b} In October, February, and May of each year, an electronic list showing the name,
salary, senigrity slatus, establishment status, and courses laught of each Sessional
Member and each Clinician who is employed during the cument academic session.

(k) A copy of the letters of appointment of all Sessional Members and each
Clinician who accept employment with the University. Such letters of appointment
shall be supplied to the Union within fifteen (15) days of receipt of said executed
letters of appointment and a copy of all letters cancelling sessional conlracts.



ARTICLE 2.55 - CORRESPONDENCE

2.55.1

In conformity with section 4k 122 of the Ontario Labour Relations Act, 1995, excepl
where otherwise expressly provided in this Collective Agreement, notices required
to be given under the provisions of this Collective Agreement shall be in writing and
shall be sufficient either if addressed to the appropriate recipient and sent by campus
mail or Canada Post, or if delivered to the appropriate recipient personally with a
signed receipt requirad.

ARTICLE 3.20 - WORKING ENVIRONMENT

3.20.1

3.20.5

Tha Employer acknowledges its responsibility to provide and maintain facilities,
services and general working conditions, which support the effective discharge by
full-time Members of their responsibilities as specified in Article 5.15 - Rights,
Responsibilities and Duties of Academics. The Employer will determine by
consideration of the financial resources of the University, the manner in which and
the level at which faciliies and services are provided to Members. Additionally,
the Employer will provide, in a fair and equitable manner, at least a securable
individual office for each full-time Member and securable group offices exclusively
for Sessional Members, ergonomically appropriale office fumiture, appropriate
lighting and ventilation, and will maintain reasonable levels of working space,
secretarial and other support services, including telephones, computing, printing,
duplicating, library services, lechnical services, Department/School resources,
teaching and research assistance and laboratory space if required.

The Employer shall provide individual office space for newly hired Members on the
start date of their appointment.

The Employer shall comply with its obligations regarding thermal comfort and air
quality in the workplace, including offices and classrooms, in accordance with the
Occupational Health and Safety Act.

All moving expenses to relocate Members within the University shall be paid by the
Employer.

Member accounts may ba accessed only with the authorization of the Chiaf
Information Officer (CI0).

The Chief Information Officer (CIO) shall authorize access to a Member's accounts

on the network without the Member's permission only in the following

circumstances:

(a) when immediate action is necessary to protect the integrity of the computer
network

(b) when subject to a search by law enforcement agencies acting under the order
of a court of appropriate jurisdiction,

Where possible, the Member will be nolified prior to the Member's accounts being
accessed, and if prior notice proves impossible, then notice will be given within
one (1) calendar day.



Each time the Chief Information Officer (CIO) authorizes access o a Member's
accounts it shall be recorded in a log maintained for this purpose. The log shall record
who accessed the Member's accounts, when they were accessed and the purpose for
the access. Members have a right to view all log entries dealing with their Member
accounts. Upon request, the Employer will provide the Union with a report indicating
which and when Member accounts were accessed and the purpose for the access.

The Union acknowledges that no authorization by the Chief Information Officer
(“CI0"} is required where members grant permission for the University to
access their accounts,

The University agrees that it will provide notice to the Union at the same time it
provides notice to a member under Article 3.20.5.

The University will advise the Union of significant security breaches which
compromise the integrity of Union members® accounts and data as soon as
when doing so would not compromise a University investigation and incident
response process, which will be conducted in a timely manner. Nothing in this
paragraph will prejudice any right of a member to be informed in a timely
manner of any security breach which impacts the member's privacy rights.

The University will advise the Union of all IT service disruptions and
degradations which are of significance to LUFA members in light of the number
of individuals affected, likelihood of recurrence and the impact of the disruption

or degradation.

ARTICLE 4.55 - RATES OF PAY FOR SESSIONAL LECTURERS ON AND OFF CAMPUS

Where required by settlement of policy grievance 2018-32 change all references
to “4%" for vacation pay to “6% and add “Establishment” to table titles”

ARTICLE 4.60 -~ PHYSICAL EDUCATION FACILITIES FOR SESSIONAL MEMBERS

4.60.2

4.95- CLINICIANS

The following articles of the Collective Agreement shall also apply to the part-
time Clinicians: Article 1, Article 2, Article 3; with the exception of 3.10, Article
4.45, Article 4.50, Article 4.60.1 Article 4.65 (as amended), Article 4.70 (as
amended), Article 5.25, Article 5.35, Article 5.70, Article 5.75 (as amended),
Article 7.10, Article 7.45, Article 7.50, Article 7.70, Article 8.65, Article 8.70,
Article 8.75, Article 11, Article 12, Article 13.

With the exception of Article 4, the parties agree that the above noted Articles
will apply to Full Time Clinicians. In addition the parties agree that the
following Articles shall also apply: Article 5.85, 5.90, 6.45, 7.15, 7.55, 7.60, 7.65,
8.45, B.50, 8.60, 8,80 and B.85).



4.95.1 DEFINITION

All other terms of employment will be negotiated at the time a full time position
is created. Any disputes will be resolved as per the Minutes of Settlement
signed on June 10, 2020.

Clinical members are licensed health care professionals. Clinicians shall be
defined as regulated health professionals who are assigned the principal
responsibility for delivering patient care.

4.95.2 RIGHTS, RESPONSIBILITIES AND DUTIES OF CLINICIANS

Professional Freedom

Each Clinician must be free to pursue excellence in the professional’s field of
competence, must be encouraged to contribute to the intellectual life of the
School and University and broader communities, and must be encouraged to
contribute to the intellectual life of the professional groups toe which the
Clinician belongs.

Duties

The Clinical members of the bargaining unit hawve rights, duties and
responsibilities, which derive from their positions as Clinicians working within
the University community which reflect the reasonable expectations of the
Members, the University and broader community and the contractual
expectations of the Employer. Nothing in this Article is meant to include
academic oversight which is dealt with through Faculty members.

The Clinician's duties will be made up of some combination of the following
as identified in the letter of appointment.

a) to conduct assessments, diagnosis, intervention, and consultative
services;

b) to collaborate with the multidisciplinary team (for example, teacher, school
principal, other allied health professionals, etc.) as required.

¢) to supervise students who are completing practicum or internship work
within the clinic. In performing this duty, members shall have academic
collegial rights provided to Sessionals, including but not limited to academic
freedom. The process followed for these appointment shall follow normal
processes in the CA for appointment of supervisory work.

Clinic Coordination

One Cliniclan may be appointed as the Clinic Coordinator. The Clinical
Coordinator shall be generally responsible for overseeing the clinic
operations in collaboration with the Department. This will include reporting to
the Department Chair on the clinical budget, coordination of the clinic's
schedule, recruitment and intake of potential clients, oversight of the signed
contractual agreements, coordination of clinical assistants, ensure proper
and compliant record keeping, submit an annual reports, where required, to
the Privacy Commissioner, assist with the coordination of the internships
placements and practicums in collaboration with the relevant Departmental
coordinators, develop and maintain clinic guides and policies, provide
recommendations to the academic department on relevant aspects of the



curriculum. The letter of appointment shall include the specific hours related
to these duties. Seniority rights shall apply to the appointment of the Clinic
Coordinator.

Proof of gualification and professional obligations

Prior to beginning work, Clinicians shall be required to provide the following:
a) a photocopy of his/her professional designation with the relevant college
or body

b) a recent (within the past year) Criminal Reference Verification (Vulnerable
Sector). The employer agrees to reimburse the cost of producing this
document.

¢} The incumbent must hold a current professional designation.

d) Each year thereafter, the Clinician will be required to sign a declaration
stating that he/she is not under investigation for any suspicion of criminal
wrong doing and has not been convicted on any offence, since having initially
submitted a completed Vulnerable Sector Criminal Record Check.

Confidentiality

The Clinician shall fulfill all duties in accordance with laws, rules and
regulations set out by the Personal Health Information Protection Act (PHIPA)
and the by the relevant regulatory body or College.

Other Employment,

While the University recognizes that a Clinician may wish to supplement
herfhis income with outside work, the Clinician agrees:
to recognize that the Clinic's client waitlist belongs to the Clinic
to not solicit clients from the Clinic's active caseload nor the wailtlist
agree to provide services via her/his own private practice only to clients who
contact herfhim directly via herfhis private practice contact information

+ not to represent herselffhimself as an employee of the Clinic when providing
services via her/his own practice

+ inform prospective clients who contact him/her via her/him private practice
contact information that the Clinic is also an option for them

4.95.3 WORKING ENVIRONMENT
Clinic space

The Clinic shall be provided spaces consistent with Article 3.20.6.

The following securable spaces are allocated for clinic use: AR-217 A, AR-217
B, AR-217 D, AR-205 B, and AR-200. The clinic space shall not be entered
except by authorized University Staff.

Should the University be required to relocate the clinical spaces, it shall be
done in consultation with the Union.

Office Space

Part-time Clinicians shall be provided an office consistent with the sessional
requirement in Article 3.20.1.

The Clinic Coordinator shall have access to an office space consistent with
article 3.20.6 to support the effective discharge of their duties.

The Employer shall ensure that there is access to private and secure cabinets.



Materials

The Administration will provide the Clinicians with the clinical materials
necessary to carry out the assigned duties. This shall include access to
computers.

The clinic shall be provided with four (4) computers/iPads. The computers or
iPads shall be replaced consistent with the terms of Article 3.20.

The Administration/Clinic’s property and materials shall only be used for work
performed to fulfill their contractual obligations and shall not be used for
external purposes.

4.95.4 APPOINTMENT PROCESS- PART TIME CLINCIANS
Hiring Process

Appointments of Clinicians are by the Dean on the written recommendation of
the majority of the Department concerned by the majority of a committee
consisting of no fewer than three (3) Members after scheduled minuted
meeting(s). Where the Dean decides not to follow the recommendation of the
Department/School shae/he will provide written reasons for her'his decision.

The Department shall provide recommendation to the Dean two weeks in
advance of the contract offer dates.

First right of refusal will be determined by the Senlority list. Senlority shall
provide first right of refusal on the first 20 hours per week. If once the Seniority
list has been exhausted, any additional hours will be offered again to members
on the Seniority list to a maximum of 33.75 hours per week. If once this
process has been completed and there are remaining hours which have not
been assigned, the Department may post externally.

Prior to posting externally the Department shall provide written reasons for
the decision to the Dean with a copy to the Union.

Approval to advertise externally rests with the Dean and may not commence
until the completion of the internal process.

If the process above, can not be implemented due to emergency reasons, such
as a new community service contract, replacement of a unexpected leave, etc
the timeline above shall be walved. Seniority provisions will be respected.

Letter of Appointment

The parties agree that Offers of Appointment shall by sent by email to
Clinicians by the following dates; by July 1st for Fall term, November 1st for
Winter term and February 1st for Spring/Summer term.

The Letter of appointment shall specify the contract duration, the minimum
and maximum number of weekly hours, the required work days for student
placements, the terms and conditions of employment including salary,
benefit, professional development expenditure, Seniority, and cancellation
conditions. The schedule of services will be determined by the Clinician in
consultation with Department Chair and if required, the

Clinic Coordinator.



A link to the Current Collective Agreement shall be sent with every offer of
employment. The Employer shall also issue at no charge, a hard copy to
individual Members upon request by the Member,
A copy of each accepted Offer of Appointment shall be sent to the Union
within fifteen (15) days of the Employer's receipt.

Contract Period

Contracts shall be issued on a 4, 8 or 12-month basis.

Cancellations

Signed contracts which are cancelled in advance of their specified end date,
will be subject to the appropriate statutory notice. Once a contract is issued,
if cancelled, the member shall be paid a $500 cancellation fee. 10

Full-Time Clinicians

Contract positions for full time Cliniclans shall be dealt with in accordance

with the process and the non-academic terms in Article 5.20.11 (e), 5.20.12-
5.20.17.

4.95.5 BI-'WEEKLY REPORTS AND TIMESHEETS

4.95.6 SENIORITY

Clinicians shall maintain detailed and accurate records for time spent
providing the Services and to submit these records to the Clinic Coordinator
and Department Chair in the form of bi-weekly timesheets and day to day
statistics.

Time sheets shall be approved by the Department Chair prior to being
submitted to financial services.

Clinicians who have received 3 contracts within a 6-year period will be deemed
to have Seniority, and shall have priority of hire over external candidates.
Available contracts will first be offered to individuals with the most years of
service. Where two members have equal years of service, the member with
the most cumulative months of service be awarded the contract.

Individuals who are on an approved leave will continue to accrue active
service time for the duration of their approved leave. This excludes individuals
who are on a leave of absence without pay.

Year of service shall mean any year in which a member was employed.
Clinicians may request leave from the Seniority list for up to (2) consecutive

years. Such application shall be made annually to the Dean and shall not be
unreasonably refused.

4.95.7 TUITION EXEMPTION FOR PART TIME CLINICIANS

Clinicians shall be entitled to exemption from tuition fees for credit courses
taken at Laurentian University. The exemption shall be 3 credits for 175 hours
of work. If during a contract, the Clinician works more or less than 175 hours,
their tuition exemption entitlement shall be pro-rated based on the above



equivalency. Credit accrual and application shall be applied in accordance
with Article 4.65.1.

4.95.8 PROFESSIONAL DEVELOPMENT EXPENDITURE FOR PART TIME CLINICIANS

Each Sessional Clinician shall receive the amount of professional
development specified in Article 4.70 for each academic term of employment;
they will have carry forward and transfer rights as outlined therein.

4.95.9 ANNUAL REVIEW FOR PART-TIME CLINICIANS

4.95.10 DISCIPLINE

Clinicians shall submit to the Dean a report within 30 days of completion of
their contract which provides a broad and general overview of the clinical
services they provided during their employment. Clinicians will also be
required to provide an up to date copy of their curriculum vitae. The timelines
and process for the annual report shall be applied in accordance with Article
4.35.

Article 5.75 shall apply to parttime Clinicians as amended below:

5.75.5 (c) The suspension without pay; the reduction in pay shall be computed
as the average salary over the previous 4 weeks.

5.75.5 (e) removal of seniority or dismissal of a member

ARTICLE 5.40 - ACADEMIC WORKLOAD

5.40.1 The academic workload shall be assigned in a fair and equitable manner. To
help ensure this goal, each Member of a Department/School shall receive a copy of
the Chair's/Director's recommendations to the Dean/University Librarian on the
Member's own workload and a summary of the recommendations on all other
Members in the Depariment/School, including any recommendations for overloads,
prior to the recommendations being forwarded to the Dean/University Librarian.
Each Member shall receive by April 1 a copy of the Dean's/University Librarian’s
decision on these recommendations. When Units make workload
recommendations, rugular wnri:]oad wlull be delenmlnnd pﬂur to cnnskdaring
wrloa:l mqun:m i " i bt ¥
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5.40.4 (d) The Parties agree that it is mutually beneficial to allow Members to bank
or owe teaching credits as outlined below. The banking or owing of teaching credits
will be permitted in the following cases:

I.The Member proposes to arange a teaching-reduced or teaching-free term for the
purposes of scholady activity

11.The total credit value of the Member's normal assigned teaching load deviates by

not more than six (8) credits from the normal maximum teaching load

1. The Member undertakes academic supervision of an individual student pursuant to

Article 5.40.8 (h)

IV.Courses assigned as part of the Member's normal workload are cancelled because

of zero enrolment



Members shall not normally be permitted to bank or owe more than six (6) teaching
credits at any given time. Members with banked teaching credits may request a
maximum of six  (6) credis release per academic  year.
Tha scheduling of the reduction shall be with tha mutual agreement of the Member
and the Dean. Mo remuneration for banked teaching credits will be provided in lieu
of release time. If the Member's Deparment’School agrees with the Member's
proposal to arrange a teaching-reduced or teaching-free term for the purposes of
scholarly aclivity and recommends it 1o the Dean for approval, the Dean shall not
unreasonably refuse such a recommendation. Members owing three (3) or more
teaching credits shall undertake to teach a course above the normal teaching load
without remuneration within three (3) years of the end of the term during which the
total number of credits owing reached three (3).

In the event that the Member leaves hisher employment due to retirerment.
resignation, death or dismissal, the Member shall not be entitled to remuneration for
any banked teaching credits, nor shall hefshe be required 1o repay any teaching
credits owing at the time of the lermination of employment.

When a member was scheduled to teach extra credits in a semester to make
up credits owing from an earlier semester and the member is on sick leave for
that term, the member will be paid full sick leave during that semester, but will
still owe the credits in question and will make those credits by teaching exira
credits in a semester following herhis return from sick leave.

When a member was scheduled to teach fewer credits in a semester to
compensate for credits banked from an earlier semester and the member is
on sick leave for that term, the member will be paid full sick leave during that
semester, but will still maintain the banked credits in guestion to be used to
reduce herfhis teaching load in a semester following herfhis return from sick
leava.

The semester in which the owed or banked credits are to be used will be
determined in accordance with the processes in the Collective Agreement,
with appropriate adjustments to the time in which such credits must be used
in order to reflect the member's sick leave,

ARTICLE 5.70 - PERSONNEL FILES

5701 Official pamomalfﬂaﬂdah'lmber shall belmptbﬂhﬂ{}mca of the Vice-
President, Academic and Provost e asan, with
copy in the office of the Dean/University I.Ibmﬂanmm
Hsavast. The Employer agrees not lo use any uncfficial personnel information that
is not maintained in accordance with this Article for any official purposes including
disciplinary measures. Thera shall be two (2) types of files for Members, active files
and archival files. Active files shall contain only information allowed under this
Article. Archival files shall contain material which has been banned for use in
subsequent proceedings as in Articles 5.70.5 to 5.70.9 below but which the
University requires for malters olher than those related to this Collective Agreement.

5.70.2 Members shall have the right to examine all of their personnel files during
normal business hours, after notice in writing, in the presence of the Dean/University
Librarian or a person authorised by the Dean/University Librarian., Material in the
files which is to be held confidential according to the provisions of this Collective
Agreement will be removed from the files prior to their inspection by the
Member. However, an inventory of this confidential material, certified by Office of



the Vice-President, Academic and Provost ihe-Deandlaamsibebibradan, will be
provided 1o the Member, such inventory shall identify all confidential documents by

authorship (if appropriate), date and general subject matter only.

5.70.14 In the case of an appest arbitration against dismissal, the contents of the
official personnel file shall be made available to the Member as a true copy if and
when the formal grievance procedure has been initiated using the same protection
of confidentiality as stated in Article 5.70.11 above.

ARTICLE 9.10 - DUTIES OF CHAIRS/DIRECTORS

9.10.2 Their duties are the following and shall be cared out in accordance with good
administrative practices:

(e) To prepare budgetary recommendalions and administer the annual budget
for the Department/School and the clinic in conjunction with the
Dean/University Librarian and the appropriate internal body.

ifi To ensure the proper use and maintenance of space and equipment
allocated 1o the Department/School and the clinic.

iy To ensure the Department'School maintains a seniority list for clinicians
and Error! Bookmark not defined. a roster of sessional Members pursuant
to Article 4,15.2.



Grievance of Appointment Decision of Sessional Members

4.15.19 All applicants from the roster shall be notified of the appointment decision. Notification will occur

on or before July 31 for the Fall Term, October 31 for the Winter Term and February 15 for the

Spring/Summer Term. For courses that are filled beyond the timelines stated in 4.15.16, the
applicantsmemberson  the roster shall be notified within 30 days of appointment. Inthe event thatan
unsuccessful applicant for a sessional teaching position believes that someone else was appointed to the
position in violation of the provisions of this Collective Agreement, she/he may request within one (1)
month of the notification, a review of the appointment with the view of establishing whether the
Employer acted inaccordance with the provisions of this Collective Agreement when not appointing

the unsuccessful applicant.¢

ADMIN: The University counters the Union’s editorial proposal in article 4.15.19 as modified
above.

LUFA: The Employer’s counter is not purely editorial and deviates from the order from Mr.
Kaplan. However, LUFA agrees to the employer’s proposal.

ORDER FROM MR. KAPLAN

The Union has grieved the University’s failure in some circumstances to notify members on the roster of the
appointment decision for sessional contracts as required in Article 4.15.19. The University concedes that not
all appointment decisions have been provided to members on the roster. Article 4.15.5 reads:

4.15.19 All applicants from the roster shall be notified of the appointment decision.

2.1 direct the University to have the appropriate Dean instruct the applicable Departments/Schools to notify
members on the roster of the appointment decision for sessional contracts as required in Article 4.15.19.
For the purpose of this article, notification will occur on or before July 31 for the Fall Term, October 31 for
the Winter Term and February 15 for the Spring/Summer Term. For courses that are filled beyond the
timelines stated in 4.15.16, the roster shall be notified within 30 days of appointment.

3. This award is prospective and without prejudice to either parties’ position on any outstanding grievance or
breach up until today’s date.

%0Order from Mr. Kaplan 17 December Grievance 2019-16 — added “members on”



ARTICLE 8.20 - PROCEDURES FOR THE AWARD/DENIAL OF A PROGRESS-THROUGH-THE-RANKS
INCREMENT

8.20.4 The Dean/University Librarian shall examine the annual reports as per Article 5.45 — Annual Report

for Members, and make such other inquiries, as she/he deems appropriate. Where the
Dean/University Librarian has concerns about the Member's performance with respect to the

awarding of the PTR increment, the Dean/University Librarian shall first issue a written warning,
stating the basis of the concerns, and what needs to be done to remedy them. This warning will be

clearly spelled outissued in a separate letter.”The Member shall be awarded the PTR increment

for that year and shall indicate inthe following year's annual report what measures the Member has
taken to address those concerns. Ifinthe following year, the Dean/University Librarian is not

satisfied that the concerns have been addressed by the Member and that the Member does not

show active participation and/or satisfactory performance in all three (3) areas, A), B), and C) (within
the provisions of Article 5.15 — Rights, Responsibilities and Duties of Academics) or inthe subset of
those areas for which the Member’s terms of employment are relevant, the Dean/University Librarian
shall communicate to the Member the possibility that the PTR will be denied. The Dean/University
Librarian shall specify the reasons and provide the evidence giving rise to this possibility. The
Dean/University Librarian shall invite the Member to a meeting in order to address the concerns. The
Dean/University Librarian shall inform the Union of the upcoming meeting and shall inform the
Member of her/his right to be accompanied by a Union representative. The review shall include a
consideration of at least the three (3) previous annual reports, if available, and a meeting with the
Member. The Dean/University Librarian shall invite the Member to submit relevant materials.

ADMIN: The University counters the Union’s editorial proposal in article 8.20.4 as modified below:

LUFA: The changes are purely editorial. Language in settlement clearly states itwill be spelled out.
However, LUFA agrees to the employer’s proposal.

Settlement Paragraph 3- 2015-05

The administration acknowledges that itwas improper to deny PTR's without following the process
outlined in Article 8.20.4 and that a written statement of concerns issued in an annual assessment
does not constitute a warning as per Article 8.20.4 and that such warning will be clearly spelled
out in a separate letter;

7Grievance Settlement 2015-05, 2016-20, 2016-21 signed 16 December, 2016.



Indigenous Knowledge

Indigenous Knowledge
5153

Members have responsibilities relating to items A), B} and C) and are expected to
participate actively in Rems A), B) and C), although not necessarily in all three (3) In any
one [1) given year. A Member's responsibilities related to item A) shall consist of those
teaching or library duties which are assigned by the Dean/University Librarian as per
Article 5.40 - Academic Workload. A Member's responsibilities related to items B) and C)
are inherent in a Member's status as an academic and thus flow naturally therefrom.
Certain specific duties related to item B) and C) may also be assigned by the
Dean/University Librarian on an od hoc basis in order to ensure a good and proper
functioning of the Liniversity. A Member's responsibilities relating to item D), E) and F) are
undertaken voluntarily by the Member.

The parties recognize that acknowledging Indigenous knowledge and ways of knowing
requires applying the following definition of Indigenous knowledge for the application
of rights, duties, responzibilities and assessment of members.

Indiganous knowledge, in accordance with the 2018 Tri-Council Policy Statement, it
rarely acquired through written documents, but is, rather, a worldview adopted through
living, listening and learning in the ancestral languages and within the contexts of living
on the land. Engagement with Elders and other knowledge holders is acknowledged as
valued and vital to knowledge transmission within the context of Indigenous Peoples
living in place. Both Indigenous knowledge content and processes of knowledge
transmission are, thus, embedded in the performance of living, including storytelling,
ceremonies, living on the land, the use of natural resources and medicine plants, arts
and crafts, singing and dancing, as well as engagement with the more than human
world,

5.15.22

Scholarly activity may involve, although not necessarily be limited to, activities of the type
set out in the following list. It is understood that this list does not imply an order of
priority. It is alse understood that the following forms of scholarly activity are not
necessarily to be given equal weight and application for each discipline when a Member is
being evaluated for an annual incremaent, merit increment, tenure or promotion. In each
case the Member must demonstrate that the activity is of good quality and is consistent
with the contribution to knowledge described in Articlel5.15.20 above.

(&) The writing or editing and publication of books, textbooks, journals and of Articles,
which may be externally reviewed.

{b) The earning of additional appropriate academic and/or professional qualifications.
{¢) Research carried out on research contracts,

{d) The writing and/or publication of case studies.



(&) The development of teaching/library materials, of an innovative sort which have a
wider application than the Member's own teaching/library activities,

(f) The compilation and publication of scholarly bibliographies, or literary work.

(g) The translation and publication of scholarly or literary work.

(h) Literary and artistic works, including recordings and public performances.

(i) Demonstrated leadership in the area of professional education, including workshops.

(i} Creative application of existing knowledge through such activities as consulting or
workshops.

(k) Research carried out using traditional/Indigenous knowledge and the practical
applications or dissemination of such research generally, or specifically through
engagement with Indigenous communities.

(I} Development and publication of new teaching strategies.
(m) Attending and/or presenting at conferences.

(n} Preduction of images including but not limited to photography and architectural
works.

(o) Indigenous Scholarship

Indigenous Scholarship, in accordance with the 2018 Tri-Council Policy Statement, is
defined as research in any field or discipline that is conducted by, grounded in, or
engaged with, First Nations, Inuit, Métis or other Indigenous nations, communities,
socleties or individuals, and their wisdom, cultures, experiences or knowledge systems,
as expressed in their dynamic forms, past and present. Indigenous research can
embrace the intellectual, physical, emotional and/or spiritual dimensions of knowledge
in creative and interconnected relationships with people, places and the natural
environment.

Whatever the methodologies or perspectives that apply in a given context, researchers
who conduct Indigenous research, whether they are Indigenous or non-Indigenous
themselves, commit to respectful relationships with all Indigenous peoples and
communities.

Research by and with Indigenous peoples and communities emphasizes and values their
existing strengths, assets and knowledge systems.

In addition to those activities listed above (a-n), Indigenous Scholarship is recognized as
& primary category of scholarly contribution and includes but is not limited to:

(i) Development and sharing of Indigenous knowledge and languages.



(ii) Engagement with culturally appropriate research and publication venues.
(iii) Lived experiences within Aboriginal communities.
(iv) Incorporation of Indigenous knowledge systems.

(v) Participation in traditional ceremonies.

SIGNED OFF ON_Qgtober 2, 2020
Date
David Wright Michael Kennedy

For the Laurentian University Faculty Association For Laurentian University of Sudbury



Process for Withdrawal of Seniority of Sessional Members (Article 4.40)
The parties agree to delete article 4.40 and add the following to article 5.75.5:

(b) The following are the only forms of discipline which may be taken by the Employer against a
sessional or part time Member:
i.  Aletter of reprimand, specifying the grounds and adding this reprimand
to the personnel file;
ii. Thesuspension with pay; if and only if the Vice-President, Academic and
Provost cites the suspension with pay as a disciplinary measure. It is
understood that where a suspension with pay is non-disciplinary such
suspension shall not be referenced as disciplinary in any subsequent
disciplinary actions;
ili. The suspension without pay, the reduction in pay shall be computed as
1/87 per day of suspension per three credit course;
iv.  The removal of Seniority and/or Establishment.

SIGNED OFF ON_Qctober 2, 2020
Date
(e WO 4
David Wright Michael Kennedy
For the Laurentian University Faculty Association For Laurentian University of

Sudbury



Changes marked below that indicate “AGREE” have been agreed to by the parties.

ARTICLE 11.10 - GRIEVANCE PROCEDURE

11.10.1 There shall be no discrimination, harassment or coercion, of any kind, practised
against any persons involved in these procedures.

11.10.2 The Union and the Employer agree to make every reasonable effort to settle
all grievances in a prompt, just and equitable manner.

11.10.3

11.10.4

11.10.5

Definitions

(a)

(b)

(c)

(©)

Grievance: A "grievance" shall mean any difference arising from the
interpretation, application, administration or alleged violation of the
Collective Agreement, including any question as to whether a matter is
arbitrable in accordance with the Labour Relations Act, 1995.

Grievor: The grievor is either the Union which initiates a grievance against
the Employer on behalf of a Member or group of Members or itself, or the
Employer which initiates a grievance against the Union, an individual
Member or a group of Members except as otherwise prohibited in this
Collective Agreement.

Ynton: Employer Grievance: An Employer grievance is a grievance
initiated by the Employer.

"Working days": Working days shall mean Monday through Friday,
excluding Recognised and other Holidays identified in Article 7.10 —
Recognized and Other Holidays including the customary December —
January recess, as well as the months of July and August.

The time limits specified in this Article may be extended by mutual agreement by
the Parties. Moreover, an arbitrator shall have the power to waive time limits.
The amended time limits must be specified in writing.




11.10.6

11.10.7

11.10.8

11.10.9

All communications required under these procedures shall be in writing and shall

be delivered by email eleetronically. byregistered-mail-or-with-writtenproefof
reeetpt—AGREE

No technical violation or irregularity occasioned by clerical, typographical or
technical error in the written specification of the grievance shall prevent the
substance of a grievance from being heard and judged on its merits.

All Parties to a grievance shall be bound by and shall promptly implement all
decisions arrived at under the procedures described in this Article.

Applicability of Grievance Procedures

(a)  The following decisions will not be subject to grievance:

(i)  Non-renewal of term appointments as per Article 5.20 — Appointment
and Renewal,;
(i)  The award of a merit increment as per Article 8.25 — Merit Increments.

(b)  The following decisions will be subject to grievance only in the case of
allegations of either violations of academic freedom, significant procedural
irregularities or discrimination:

()  The non-renewal of a probationary appointment when the Vice-
President, Academic and Provost confirms a negative
recommendation of a Faculty Personnel Committee;

(i) The denial of a first application for promotion to a particular rank
when the Vice- President, Academic and Provost confirms a negative
recommendation of a Faculty Personnel Committee (and the denial of a
second application for promotion where the two (2) applications are
made in consecutive years);

(iii)  The denial of an early application for tenure when the Vice-
President, Academic and Provost confirms a negative
recommendation of a Faculty Personnel Committee;

(iv)  The decision of the Vice-President, Academic and Provost,
regarding academic workload as per Article5.40.6 (d) of
Article 5.40 — Academic Workload.

3



(c)  Grievances concerning Renewal as per Article 5.20 — Appointment and
Renewal, concerning tenure as per Article 5.60 — Tenure Evaluation
Procedures, and concerning promotion as per Article 5.65 — Promotion
Procedures, shall proceed directly to arbitration as set forth in Article 11.15
— Arbitration Procedure.

(d)  Grievances concerning dismissal shall proceed directly to Step 2 —
Formal Grievance Procedure as set forth in this Article.

11.10.10 Step 1 —Informal Grievance Procedure
The Union and the Employer agree to make reasonable efforts to settle grievances
promptly by informal and amicable means. Thus, the grievor shall first attempt to
get the matter under question resolved by informal means within thirty (30)
working days of the date upon which the grievor had notice of the event or
decision giving rise to the grievance. This would normally involve contacting the
Dean/University Librarian concerned before bringing the matter to the Vice-
President, Academic and Provost. However, this does not preclude making the
Vice-President, Academic and Provost aware of such a grievance, nor does it
preclude a grievance from being addressed to the Vice-President, Academic and
Provost initially or early on in the process.

11.10.11 Step 2 — Formal Grievance Procedure

(a) Failing a resolution at step 1, Fthe grievor shall present a notice of grievance
in writing to the Vice-President, Academic and Provost in-the-ease-of the Union-
a-Member, or to the President of the Union in-the-ease-of the Employer; within
thirty (30) working days of the date upon which the grievor had notice of the
event or decision giving rise to the grievance. The notice of grievance shall
specify the matter(s) in dispute, the Article(s) alleged to have been violated, and
the remedy sought.

(c)  No later than twenty (20) working days following the receipt of the
formal grievance, the Employer representative shall meet with the Union
representative. The Parties shall make every reasonable attempt to resolve
the grievance. AGREE


https://11.10.11
https://11.10.10

(d)  If the grievance is resolved at this stage, such settlement shall be reduced
to writing and countersigned by the Union representative and the Employer
representative within fifteen
(15) working days of the meeting at which the settlement was reached.

(e)  Inthe event that the Union representative and the Employer representative
cannot resolve the grievance within fifteen (15) working days of the
meeting(s) specified in Article 11.10.11 (c), the-Employer representative of
the party responding to the grievance shall forward in writing to the-
Unienother party’s representative the reasons for denying the grievance.
AGREE

Article 11.15 — Arbitration Procedure

11.151

(a) Failing settlement and/or timely response under the foregoing grievance
procedure, any grievance may then be submitted to arbitration as hereinafter
provided under its own distinct arbitral procedure. If no written request for
arbitration is received within thirty (30) working days after the decision of
the Vice President, Academic and Provost or the Union President under Step
2 — Formal Grievance Procedure of the grievance procedure is given, the
grievance shall be deemed to have been abandoned.

(b) When either Party requests that any matter be submitted to Arbitration as
provided in this Article, it shall make such request in writing addressed to
the other Party of this Collective Agreement, and at the same timeappeinta
nominee propose an Arbitrator. Within fifteen (15) working days
thereafter, the other Party shallappeint—its—neominee either accept the
proposed Arbltrator or propose an alternate Arbltrator, provided

ef—ﬂ&e%&bﬁaﬁeﬂ—Be&rd— It they—afe partles are unsuccessful in agreeing

upon sueh—a—echairpersenan Arbitrator within a period of twenty (20)

working days-efthe-appointment-of the-second-neminee; they shall request
the Minister of Labour for Ontario to appoint a-chairperser an Arbitrator.

The time limits specified in this Article may be extended by mutual

agreement by the Parties. However,-the-thirty (30)-working day-time limitset
out in Article 11151 (a) above referring a gricvance to arbitration shall not
be-watved-and/orextended pursuant-to-the Labour RelationsAct—1995
M ’ b hall bl Ly ¢hi ..
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11.15.2

11.15.4

11.15.5

11.15.6

The ArbitrationBeard Arbitrator shall not be authorized to make any decisions
inconsistent with the provisions of this Collective Agreement, nor to alter,
modify, add to, or amend any part of this Collective Agreement. AGREE

No matter may be submitted to arbitration which has not been properly
carried through all requisite steps of the Grievance Procedure hereinbefore set
out unless otherwise agreed to in writing between the Parties.

The preceedings-efthe Arbitration proceedings Beardwill be expedited by the

Parties-hereto, and the decision of the Arbitrator majerity-and;-where-there-is-ne-

majority;-the-deetsion-of the-chairpersen will be final and binding upon the
Parties-herete, and the Employee or Employees concerned. AGREE

Eaeh-of+tThe Partics hereto-will-bear-the-expenses-of-the nreminec-appotnted-byit
aﬁd—the—ll&mes will share equally the fees and expenses, if any, of the Arbitrator




Schedule “EE”
Pension Term Sheet

See attached agreement.



Schedule “FF”
Rights of Federated University Employees

The parties agree to the attached Letter of Understanding:

BETWEEN:

LAURENTIAN UNIVERSITY
(“Laurentian University”)

-and —

LAURENTIAN UNIVERSITY FACULTY ASSOCIATION

(“LUFA”)

Letter of Understanding

WHEREAS the parties entered into a Term Sheet on April 4, 2021
The parties agree as follows:

For a period of 5 years commencing May 1, 2021, where any new academic positions are created,
or any academic vacancies arise at the University, which are not filled by a Member with recall
rights, applicants who are employed at Thorneloe University, Huntington University or the
University of Sudbury as of the date of the signing of this Letter of Understanding, will be given
priority in the hiring process, and if qualified, offered the position.



Dated at Sudbury this  7th  dayof April, 2021.

#
A "--:.rsf

ey

f

Laurentian University
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LAURENTIAN UNIVERSITY FACULTY ASSOCIATION (‘LUFA”) and LAURENTIAN
UNIVERSITY STAFF UNION (“LUSU”)
PENSION TERM SHEET

This document describes the terms for proposed support agreements from each of LUFA and
LUSU in respect of the Retirement Plan of Laurentian University of Sudbury and its Federated and
Affiliated Universities, Registration No. 0267013 (the “Registered Pension Plan”).

The contents of the LUFA and LUSU Pension Term Sheet are intended to be summary only and
remain subject to definitive documentation to be agreed among LUFA, LUSU and Laurentian
University as contemplated herein. Agreement on the Registered Pension Plan is a necessary
component of a larger set of agreements between Laurentian University and LUFA and LUSU,
respectively, and is dependent on agreement on all other matters currently under negotiation
between the parties.

The confidentiality provisions applicable to the parties pursuant to the confidential mediation taking
place in connection with Laurentian’s proceeding under the Companies’ Creditors Arrangement
Act apply to the LUFA and LUSU Pension Term Sheet.

A. Registered Pension Plan Design Changes

Each of the changes outlined below is proposed to be made effective July 1, 2021, unless
otherwise noted.

1. Limit Portability as of May 1, 2021

Remove the right to a commuted value payment in lieu of a monthly pension payable from
the Registered Pension Plan for any active member who leaves employment after having
reached their early retirement date (the first day of July coincident with or next following the
member’s 55" birthday).

Provide notice and one final window of opportunity for former members to elect a
commuted value payment in lieu of a monthly pension payable from the Registered
Pension Plan.

For those faculty members who have chosen to retire pursuant to the Retirement
Incentives communicated by the University on March 28, 2021, the deadline to elect to
receive a commuted value payment will be extended to May 15, 2021.

2. Modify Early Retirement Provisions
For members who have not attained age 62 as of July 1, 2021:

¢ Remove subsidized early retirement reductions for all members on all service
(actuarially adjusted from normal retirement date for LUFA members and Senior
Leadership members and from age 62 for LUSU members and other members
except LUFA members and Senior Leadership members);

o Eliminate unreduced early retirement (prior to normal retirement date) for LUFA
members and Senior Leadership members.

For purposes of the foregoing, Senior Leadership are leaders who are excluded from a
bargaining unit and serve above the Director level, in positions such as: Assistant Vice-
President, Associate Dean, Associate Vice-President (AVP), Chief Advancement Officer,
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Chief of Staff, Dean, Executive Director, President and Vice-Chancellor, Registrar and
Secretary of Senate, University Secretary and General Counsel or Vice-President.

3. Limit Receipt of Pension While Employed

Remove ability of members to draw a pension while remaining in continuous employment
after age 65, except for members already in receipt of a pension as of July 1, 2021 or who
must commence receipt of their pension under income tax law.

4. Freeze Best Average Pensionable Earnings

Best Average Pensionable Earnings would be frozen at the rate in effect on June 30, 2021.
This figure will be communicated to members at that time.

Improvements to pre-July 1, 2021 Best Average Pensionable Earnings through pre-
retirement indexation to be granted in accordance with the Benefits and Funding Policy.

5. Future Service Reduced Career Average Earnings Lifetime Benefit Formula Integrated
with Enhanced CPP

For service on and after July 1, 2021, members will make contributions toward and earn
pension benefits at the 1.3% rate on the portion of their earnings below the Year’s
Additional Maximum Pensionable Earnings (“YAMPE”) and at the 2% rate on the portion of
earnings above the YAMPE. For this purpose, YAMPE=114% of YMPE. The benefit
formula for service on and after July 1, 2021 will be based on pensionable earnings in each
year (career average earnings formula), not on a final average earnings formula.

Improvements to career average earnings formula through pre-retirement indexation to be
granted in accordance with the Benefits and Funding Policy.

6. Indexation

For service on and after July 1, 2021 indexation, which is not guaranteed, to be granted in
accordance with the Benefits and Funding Policy.

B. Registered Pension Plan Contribution Changes

Laurentian will contribute a minimum of 8% of pensionable earnings, inclusive of employer current
service contributions, special payments and administrative expenses.

Members will also contribute 8% of pensionable earnings in aggregate based on a rate to be set
that reflects a lower rate on earnings up to the YAMPE and a higher rate on earnings in excess of
the YAMPE, with the objective of achieving an equitable relationship between contributions and
benefits above and below the YAMPE. The preliminary member contribution rates as of July 1,
2021 are:

Earnings up to YAMPE: 6.7%
Earnings above YAMPE: 10.4%
The rate of member contributions up to and above the YAMPE will be determined following the

filing of a July 1, 2021 valuation, to be confirmed by an independent actuary selected by LUFA
and LUSU and to become effective on a date to be agreed by Laurentian, LUFA and LUSU.
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C. Pension Committee Terms of Reference

The Pension Committee Terms of Reference are amended as set out in Appendix “A”.

D. Registered Pension Plan Benefits and Funding Policy

A Benefits and Funding Policy to govern the financial management of the Registered Pension
Plan shall be established based on the key terms set out in Appendix “B”.

The Benefits and Funding Policy shall, subject to review and amendment in accordance with its
terms, bind the stakeholders and govern their future discussions, proposals, and negotiations in
relation to the Registered Pension Plan.

E. Collective Agreement Proposals Relating to Pensions and Retiree Benefits

The LUFA-Laurentian and LUSU-Laurentian collective agreements will be revised to give effect to
the above in accordance with the proposed amendments set out in Appendix “C”.

F. Joint Committee on the Benefits and Funding Policy and Long-Term Pension
Sustainability:

1.

A joint committee will be established prior to April 30, 2021 whose mandate will be to monitor
and advise on the administration and implementation of the Benefits and Funding Policy. The joint
committee will also review and report on the pros and cons of all possible long term sustainability
options for the Registered Pension Plan, including the available JSPP options (at least CAAT
DBPIlus and the University Pension Plan), with the objective of making a recommendation to
the Stakeholders (LUFA, LUSU and Laurentian) for adoption not later than December 31,
2021, or an alternative date set by the joint committee.

Per:

2. The joint committee will be comprised of four (4) Laurentian representatives, two (2) LUFA
representatives and two (2) LUSU representatives.
3. Terms of Reference and Rules of Procedure for the joint committee are to be determined by
April 30, 2021 by LUFA, LUSU and Laurentian, to be subject to binding mediation/arbitration
by Eli Gedalof or William Kaplan absent a decision by April 20, 2021.
4. The joint committee will be supported by an independent actuary jointly selected by the
committee.
LAURENTIAN UNIVERSITY FACULTY ASSOCIATION LAURENT|AM i sEpei™ N SUDBURY
Per- 2378 os  April7,2021 pg. At ® Fae /s April7, 2021
Name: David Wright Date Name: Robert Haché Date
Firm: Ryder, Wright, Blair & Holmes LLP Title: President
Title: Chief Negotiator and Counsel | have the authority to bind the Corporation

| have the authority to bind the Association

LAURENTIAN UNIVERSITY STAFF UNION

cls

Name: Tom Fenske Date
President

I have the authority to bind the Union
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DBPIus and the University Pension Plan), with the objective of making a recommendation to
the Stakeholders (LUFA, LUSU and Laurentian) for adoption not later than December 31,
2021, or an alternative date set by the joint committee.

2. The joint committee will be comprised of four (4) Laurentian representatives, two (2) LUFA
representatives and two (2) LUSU representatives.

3. Terms of Reference and Rules of Procedure for the joint committee are to be determined by
April 30, 2021 by LUFA, LUSU and Laurentian, to be subject to binding mediation/arbitration
by Eli Gedalof or William Kaplan absent a decision by April 20, 2021.

4. The joint committee will be supported by an independent actuary jointly selected by the
committee.
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Appendix “A”

LAURENTIAN UNIVERSITY PENSION COMMITTEE

Terms of Reference

2

021

To monitor, and advise the Finance Committee of the Board of Governors on the following

matters:

a) the selection of one or more investment managers;
b) the investment policy of the plan; and

c) operational changes to the administration of the plan.

To meet with the investment manager(s) to review fund performance.

To meet with representatives of the investment consultant to review comparative pension

fund investment measurement reports.
To advise the University on periodic reports to be provided to plan members.
To review the actuarial valuation reports prepared by the actuary of the plan.

To implement and administer the Benefits and Funding Policy.

To consult with the Joint Committee on the Benefits and Funding Policy and Long-Term

Pension Sustainability as contemplated by the Benefits and Funding Policy.

To propose plan text amendments (i) required to satisfy regulatory compliance requirements

and (ii) required to be made in accordance with the Benefits and Funding Policy.

Composition

Voting Members

Five representatives appointed by the Board of Governors

Three representatives appointed by the Faculty Association (LUFA)
Two representatives appointed by the Staff Union (LUSU)

Non-Voting Members
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Associate Vice-President Human Resources and Organizational Development (ex officio)
Associate Vice-President, Financial Services (ex officio)

One representative of faculty retirees

One representative appointed by non-union administrative staff (LUAPSA)

Rules of Procedure

The Pension Committee’s Rules of Procedure are to be developed consistent with these Terms of

Reference.

Revised: April 30, 2021
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Appendix “B”

Key Terms
Registered Pension Plan Benefits and Funding Policy (“Funding Policy”)

Laurentian University, LUFA, and LUSU have agreed to reduce pension benefits in the context of
Laurentian University’s proceeding under the Companies’ Creditors Arrangement Act. As a
consequence, the aggregate 16% contribution rate for the Plan has been developed to exceed the
current service cost of the plan design on and after July 1, 2021.

This Funding Policy’s purpose is to ensure that excess contributions will be used to (i) build
reserves and (ii) grant benefit improvements.

The following criteria must be met in order for benefit improvements to be granted:
e The Plan must be 95% funded on a solvency basis;

e The Plan must be 105% funded on a going concern basis, including Provision for Adverse
Deviations;

e The cost of any benefit improvement maintains a low risk of special payments in the five
years following the benefit improvement. For this purpose, a benefit improvement must
result in the solvency ratio of the Plan remaining at no less than 90% and the going
concern funded status of the Plan, including Provision for Adverse Deviation, remaining at
no less than 103% following the granting of the improvement; and

e The contributions to the Plan have a low risk of exceeding 16% of pensionable earnings.

The priority of benefit improvements and building of reserves is to be set out in the Benefits and
Funding Policy to be established by Laurentian University, LUFA and LUSU and shall reflect the
key terms set out herein. Agreement on the Benefits and Funding Policy shall be reached by April
30, 2021, to be subject to binding mediation/arbitration by Eli Gedalof or William Kaplan, absent a
decision by April 20, 2021.

The criteria for granting benefit improvements will be assessed against robust actuarial analysis
prepared annually. The actuarial assumptions and methodologies used will be the same as those
used in the latest filed actuarial valuation for the Plan. Actuarial assumptions and methodologies
are to be based on best estimates.

The Joint Committee on the Benefits and Funding Policy and Long-Term Pension Sustainability

(the “Joint Committee”) comprised of representatives of Laurentian, LUFA and LUSU, pursuant
to the LUFA/LUSU Pension Term Sheet will be notified by the Pension Committee and given the
opportunity to comment prior to changes to the actuarial assumptions for filed valuations.

The Joint Committee will be notified by the Pension Committee of any proposed changes to the
Statement of Investment Policy and given the opportunity to comment prior to the implementation
of any changes.

The Joint Committee will monitor the administration of the Benefits and Funding Policy to ensure
that Plan amendments to give effect to improvements to benefits and establishment of reserves
are implemented pursuant to the criteria and priority described therein.

No benefit improvements will be considered prior to July 1, 2025, unless prior to that time the
surplus in the Plan exceeds the Income Tax Act (“ITA”) maximums, in order to build reserves.
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Employer contribution holidays and reductions in employer contribution rates are prohibited.
Contributions to the Plan are subject to the Pension Benefits Act and ITA.

This policy is subject to review by Laurentian University, LUFA and LUSU no later than July 1,
2025.
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Appendix “C”

LUFA and LUSU Collective Agreement Proposals Relating to Pension

LUFA Collective Agreement

Provision Intended Amendment | Current Proposed Revised
2.40.12 Adjust to reflect revised | The President of the FhePrestdent-of-the
Pension Committee Union or someone Union or someone
Composition in Terms designated by the destonated-byv-the
of Reference President, and two (2) | Prestdentand-two{(2)
additional Members s Three (3)
designated by the Members designated by
President of the Union, | the President of the
shall continue to be Union; shall eontinte-te
voting Members of the | be voting Members of
University Pension the University Pension
Committee. Given the | Committee. Given the
importance of importance of pensions,
pensions, on on substantive matters,
substantive matters, the | the Union’s Board has
Union’s Board has the | the right to ratify the
right to ratify the recommendations of its
recommendations of its | representatives.
representatives.
No amendments to the
Pension Plan that
reduce pension benefits
for Members, or that
materially affect
Members’ rights, may
be made without
LUFA’s consent.
5.90.5 Reflect proposed Members hired after Delete [to be included
pension portability September 24, 2017, in plan design support
changes and who are age 55 or | agreement].
older upon retirement
or resignation, will not
have the option to
commute the value of
their pension benefit
upon retirement or
resignation. The
Pension Plan will be
amended to reflect this
agreement.
8.45.3 Delete reference to the Effective July 1, 2011, | Effective July 1, 2011,

SuRP.

Members shall only
participate in the

Members shall only
participate in the
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LUFA Collective Agreement

Provision Intended Amendment | Current Proposed Revised
Defined Benefit Defined Benefit
component of the component of the
Retirement Plan and Retirement Plan and
Member contributions | Member contributions
shall only be used shall only be used
toward funding the toward funding the
Defined Benefit Defined Benefit
component of the component of the
Retirement Plan. All Retirement Plan. All
pension service pension service
contributions and contributions and
benefits accrued prior | benefits accrued prior to
to July 1, 2011, shall July 1, 2011, shall
remain in the hybrid remain in the hybrid
component of the component of the
Retirement Plan. Retirement Plan.
Eligible Members shall | Eligible Membersshall
participate in the participate in the
Laurentian University | LaurenttanUniversity
Supplementary Pension | Supplementary Pension
Plan. Plan.

8.45.4 Reflect agreement on Employer Employer

contributions
The Employer’s The Employer’s

contributions to the
Retirement Plan shall
be at least the amount
required to fund current
service costs and any
unfunded liabilities and
Solvency liabilities, or
7.5%, whichever is
greater, in accordance
with the Pension
Benefits Act and
regulations thereunder
based upon the
actuarial valuations for
the Retirement Plan
that the Employer files
with the Financial
Services Commission
of Ontario. Interest on
the Employee
contributions to the

contributions to the
Retirement Plan shall be
at least the amount
required to fund current
service costs and any
unfunded liabilities and
reduced solvency
liabilities, or #5%8.0%,
whichever is greater, in
accordance with the
Pension Benefits Act
and regulations
thereunder based upon
the actuarial valuations
for the Retirement Plan
that the Employer files
with the Financial
Services
CommissionRegulatory
Authority of Ontario.
Interest on the
Employee contributions
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LUFA Collective Agreement

Provision

Intended Amendment

Current

Proposed Revised

Plan will be credited at
the Plan rate of return.

The Employer may
take a contribution
holiday in accordance
with the Pension
Benefits Act and after
discussion with the
Pension Committee
only when required
under the Income Tax
Act due to excess
surpluses as defined
under the Income Tax
Act 147.2(2) (d). Any
contribution holiday
shall be shared equally
between the Employer
and Employees.

Employee

(a) Effective June
30, 2017, eight point
two percent (8.2%)

of the part of the
Member’s Pensionable
Earnings that is below
the year’s basic
exemption as defined
by the Canada Pension
Plan;

(b) Effective June
30, 2017, six point four
percent (6.4%) of the
part of the Member’s
Pensionable Earnings
that is between the
year’s basic exemption
and the year’s
maximum pensionable
earnings;

() Effective June

to the Plan will be
credited at the Plan rate
of return.

Employee:

Each Member shall
contribute by regular
payroll deduction as
follows.

Effective July 1, 2021,
the sum of:

a) 6.7% of Pensionable
Earnings up to the
YAMPE; and

b) 10.4% of
Pensionable Earnings
above the YAMPE.

[Placeholder for further
adjustments to reflect
Pension Term Sheet]
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LUFA Collective Agreement

Provision Intended Amendment | Current Proposed Revised

30, 2017, eight point twopereent{82%)
two percent (8.2%) of | efthepartofthe

the part of the ember’s | Member’sPensionable
Pensionable Earnings | Earnings-thatisbelow
that is in excess of the | the-year’s-basie

year’s maximum exemptionas-defined by
pensionable earnings. the-CanadaPension

Appendix L: | Remove RE: Pension Plan Delete.
Letter of Contributions.
Understanding During the 2017

- Pension Plan collective bargaining
Contributions negotiations, the
University sought an
increase to employee
pension contributions
from LUFA members
while providing a fully
offsetting salary
increase, with the goal
of achieving a fair and
equitable cost-sharing
of current service costs.
It was agreed that the
parties would benefit
from an opportunity to
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LUFA Collective Agreement

Provision

Intended Amendment

Current

Proposed Revised

consider the July 1,
2017 Pension Plan
Valuation, due to be
finalized in or about
December 2017. The
parties therefore agreed
that the matter of
pension contributions
would not form part of
the renewal collective
agreement but
committed to a process
to make progress on the
matter during the life of
the agreement. In that
spirit, recognizing that
no outcome is binding
on either party except
as may be mutually
agreed in writing, the
University and the
Union commit to
engaging in collegial,
open and transparent
discussions. The parties
agree to begin these
discussions in a timely
manner to allow for
pension and salary
increases, if any, to
take effect July 1,
2018.
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LUFA and LUSU Collective Agreement Proposals Relating to Pension

LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
20.01 Delete reference to the Effective July 1, 2012, Effective July 1,
SuRP. Members shall only 2012, Members shall
participate in the only participate in the
Defined Benefit Defined Benefit
component of the component of the
Retirement Pla.m apd Retirement Plan and
Member contributions Member
shall only be used buti hall
toward funding the contributions s
Defined Benefit only .be used toward
component of the funding the Defined
Retirement Plan. All Benefit component of
pension service the Retirement Plan.
contributions and All pension service
benefits accrued prior contributions and
toJuly 01, 2012, shall benefits accrued prior
remain in the hybrid toJuly 01, 2012, shall
component of the remain in the hybrid
Retirement Plan. component of the
Eligible Members shall | Retirement Plan.
participate in the Eligible Members-shall
Laurentian University participate-in-the
Supplementary Pension | [ qurentian University
Plan. Supplementary Pension
Plan:
20.03 Reflect agreement on Employer Employer Contribution
contributions Contribution
The Employer’s
The Employer’s contributions to the

contributions to the
Retirement Plan shall
beat least the amount
required to fund
current service costs
and any unfunded
liabilities and
solvency liabilities,
or 7.5%, whichever
is greater, in
accordance with the
Pension Benefits Act
and regulations there
under based upon the

Retirement Plan shall
beat least the amount
required to fund
current service costs
and any unfunded
liabilities and reduced
solvency liabilities, or
7-5%8.0%,whichever
is greater, in
accordance with the
Pension Benefits Act
and regulations there
under based upon the
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LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
actuarialvaluations actuarial valuations
for the Retirement for the Retirement
Plan that the Plan thatthe
Employer files with Employer files with
the Financial the Financial Services
Services Commission Commission
of Ontario.Interest on RegulatoryAuthority
the Employee of Ontario.
contributionsto the Interest on the
Plan will be credited Employee

at the Plan rate of
return.

The Employer may
takea contribution
holiday inaccordance
with the Pension
Benefits Act and
after discussion with
the Pension
Committee only
when required under
the Income Tax Act
due to excess
surpluses as defined
under the Income
Tax Act 147.2(2) (d).
Any

contribution holiday
shall be shared
equallybetween the
Employerand
Employees.

Member's Required
Contribution

Each Member shall
contribute by regular
payroll deduction as
follows:

Effective July 1,
2018,the sum of:

contributionsto the
Plan will be credited
at the Plan rateof
return.

Fhe Employermay
| ot
holidavi ,
with-the Pension
Benefits At and afier
5 . it
Pension Committee
only-when required
drrder-the neometax
Aet-dueto exeess
surpluses as delined
under-the Income Tax

Act H47-22Hd)Any

shall- beshared

Employerand
Employees:

Member's Required
Contribution:

Each Member
shall contribute by
regularpayroll
deduction as
follows:

Effective July 1,
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LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
20482021, the sum
a) 9.9 % of the of:
partof the Member's
Pensionable a) 6.7% of
Earnings Pensionable
that is below the Earnings up to the
year'sbasic YAMPE: and
exemption as
defined by the b) 10.4% of
CanadaPension PensionableEarnings
Plan; above the YAMPE.
b) 6.4 % of the [Placeholder for
partof the Member's further adjustments to
Pensionable reflect Pension Term
Earnings that is Sheet]
between the year's
basic exemption and ay——99 % ofthe
the Y.M.P.E.; and partof-the Member's
Pensionable Earni
¢) 9.9 % of the partof | thatisbelow-the
the Member's year's baste
Pensionable Earnings exemption-as defined
that is in excess of by-the-Canada
the Y.M.P.E. PensionPlan;
by 64% of the
partofthe Member's
Penstonable Earnines
thatis-between-the
yeat's basic
exemption and-the
- 99 %% efthe
partofthe Member's
Pensionable Earnings
thattsHrexeessof
20.05 ¢) Reflect proposed c) Laurentian Delete [to be includedin
pensionportability University Staff plan design support
changes Unionmembers who | agreement]

are hiredon or after
September 24,
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LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
2017, and who are
age 55 or older
upon retirement or
resignation, will not
have the option to
commute the value
of their pension
benefit upon
retirement or
resignation. The
Pension Plan will be
amended to reflect
this
agreement.
New 20.06 Reflect LUSU N/A Two (2) Laurentian
participation in Pension University Staff Union
Committee members designated by
the President of the
Union shall be voting
Members of the
University Pension
Committee.
New 20.07 Address Amendments to the N/A No amendments to the

Pension Plan

Pension Plan that
reduce pension benefits
for Members, or that
materially affect
Members’ rights, may
be made without
LUSU’s consent.
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LAURENTIAN UNIVERSITY STAFF UNION
MEDIATION TERM SHEET

DATED APRIL 5, 2021

The below sets out the key financial terms and conditions agreed to following negotiations between
Laurentian University of Sudbury (“Laurentian”) and the Laurentian University Staff Union
(“LUSU”) in the confidential mediation overseen by Mr. Justice Sean Dunphy, the Court-
appointed mediator in the CCAA proceedings of Laurentian (in such capacity, the “Mediator™).

For greater certainty, this term sheet and its schedules reflect certain key terms and conditions
required by Laurentian to become a financially sustainable post-secondary organization, in terms
of monetary value and stability of overall operations.

LUSU Member The parties agree that the total number of LUSU Members who

Terminations will be terminated is 41. The agreed-upon confidential list of
LUSU Members who will be terminated is attached hereto as
Schedule “A” (the “Terminated LUSU Members™).

The Terminated LUSU Members shall have preferential recall
rights for the period of two (2) years from the date of layoff.

Recall provisions shall be as per article 10 of the LUSU
Collective Agreement, subject to the preferential recall rights for
Terminated LUSU members.

Employee transfers, agreed upon during the CCAA negotiations,
shall be done in accordance with the provisions of Schedule “B™

Effective Termination The effective termination date of the Terminated LUSU
Date Members shall be April 30, 2021.

Retirement Election =~ LUSU Members may elect, by irrevocable written notice
provided on or before April 9, 2021, that any LUSU Members
intend to retire (the “Retiring LUSU Members™).

Any position vacancies resulting from the retirement of a LUSU
Member shall be filled once the position is vacated. This may
occur through recall rights and will apply only to those positions
which were not deemed redundant in the CCAA restructuring.

Notice to LUSU The parties agree to develop mutually acceptable
Members communications to the Terminated LUSU Members.



Terms of Termination
of LUSU Members

Treatment of Retiring
LUSU Members

Other Amendments to
Collective Agreement

Entire Agreement

Governing Law

Amendments

Notices

Terminated LUSU Members shall be entitled to file a claim in
the CCAA claims process in respect of all entitlements relating
to their employment or former employment with Laurentian, in
accordance with the terms and conditions of the collective
agreement and the CCAA. The Monitor will assist LUSU in
calculating the amounts applicable for LUSU Members, which
are all subject to the claims process in the CCAA proceeding.

Retiring LUSU Members, who vacate their position by July 1,
2021, shall be entitled to receive the following:

(i) Until June 30, 2023, with 100% of the premium cost
to be at the cost of the retiree, the option to maintain
Laurentian Health Benefits (Health & Dental),
subject to Manulife approval.

See attached Schedules “C” to “I” to this Term Sheet for other
amendments to the Collective Agreement.

This Term Sheet and its Schedules constitute the entire
agreement between the parties pertaining to the subject matter of
this Term Sheet. For greater certainty, in the event that this Term
Sheet and the Schedules conflict, this Term Sheet shall be
paramount.

The settlement agreement shall be governed by and interpreted
in accordance with the laws of the Province of Ontario and the
laws of Canada applicable in Ontario. The CCAA Court shall
have the exclusive jurisdiction to determine any action arising
under the settlement agreement and the parties hereby attorn to
the exclusive jurisdiction thereof.

This term sheet shall only be modified in writing and upon
signature by all of the parties.

All notices, requests, consents and other communications
delivered pursuant to the terms of this Term Sheet shall be
contained in a written instrument and may be delivered in person
or sent by internationally recognized overnight courier or by
email.
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I have the authority to bind the Corporation.
LAURENTIAN UNIVERSITY STAFF UNION
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Title:

I have the authority to bind the Association.



Schedule "A"

List of Terminated LUSU Members

[INTENTIONALLY WITHDRAWN]



Schedule "B"

[INTENTIONALLY WITHDRAWN]



Schedule “C”

1. SALARY AND TERM

The parties agree to the following salary and term:

Iy The LUSU CA will expire on June 30, 2024.

2. Salary Adjustments over the life of the CA will be as follows:

Year 1| Year 2 | Year 3| Year 4
2020-21 July 1 2021 July 1 2022 July 1 2023
Salary No Changes 0% ATB 1% ATB 1% ATB
Step Increases | No Changes Freeze on all step | Step increases to | Step  increases
increases resume continue

2 GOVERNANCE AND CONSULTATION
The parties agree to the following:

1. The University will undertake a thorough external and collaborative review of the overall
governance structure including the Board and Senate, as part of the restructuring. The
review will include consultation from all major stakeholders including the employee
groups and lenders, francophone and Indigenous partners, in order to help position
Laurentian as a leader in the sector. The University will review and engage in a discussion
about the structure and composition of existing Committees, to find opportunities for
greater participation by faculty and statf.

2. The University will, jointly with LUSU and LUFA, approach the Province of Ontario to
request that the Laurentian University of Sudbury Act be amended to remove the restriction
that prohibits University employees from eligibility for appointment as a member of the
Board, to add that a minimum of one seat on the Board of Govenors to be elected by LUSU
from LUSU membership.



3. The University, through the office of the President with the involvement of external
advisors including those with sector expertise, will undertake a full review of all operations
in order to make all necessary changes to processes. procedures and policies to ensure that
best practices are established and maintained in all operational functions at all times. The
process will include consultation and transparency, with the Report shared with the Board
and the Laurentian community. The university will create a Continuous Improvement
Committee to ensure that, once service-delivery and other operational processes,
procedures and policies have been reviewed and improved as part of the Report presented
to the Board and the Laurentian community, constant review and improvement occurs so
that Laurentian can utilize best practices within the sector at all times. The Continuous

Improvement Committee will include representation from employee groups and other
stakeholders.

3. Section 15 of the Laurentian University of Sudbury Act prevents Deans, faculty, and staff
of Laurentian from being elected to the Board. A review of the Laurentian Act with respect
to Board composition will be undertaken. The University is committed to finding ways to
increase the input of stakeholders for recommendations to the composition of the Board
(including as part of the external and collaborative governance review referred to above)
and will also look to provide external support for the Board. The University will undertake
to conduct a thorough, transparent and robust process to develop criteria to ensure that the
Board is always comprised of individuals who have the necessary skills and experience,
while ensuring that the diverse, bilingual and tricultural mandate of the university is
reflected. An Advisory Committee will be formed which will include representatives of
employee groups, major lenders (for so long as amounts are being paid over time for pre-
filing indebtedness) and other key stakeholders including francophone and Indigenous
partners with a view to providing recommendations and advice to the Board Nominating
Committee.

4. After April 30, 2021, with input from major stakeholders including employee groups and
the lenders, the University commits to conducting a review of all real estate to determine
whether opportunities exist for it to be monetized, for the benefit of creditors. Prior to the
next President assuming the role, the President’s house will be sold.

5. LUSU will be given a seat on the Laurentian University Benefits Committee. The
Committee will begin meeting regulary commencing May 1, 2021.

10



Schedule “D”
3 REMOVE FREE GYM MEMBERSHIP

The parties agree that any benefit or subsidy provided to the LUAPS group with regard to
gym memberships, will also apply to the LUSU group.

The parties agree to eliminate Schedule E of the LUSU CA and will be replaced with any
benefit or subsidy provided to the LUAPS group with regard to gym membership:

11



Schedule “E”

4. REMOVE TUITION EXEMPTION BENEFIT

The parties agree to following changes to Schedule F of the LUSU CA:

TUITION FEES

The University agrees that:

a) Full-tlme aadfetmd-membm staff f&a—empleyee—w%e—&ehg%ble-te—reeeweﬂeﬁfemem

Umvers1ty employees receiving beneﬁts under the Long-Term Dlsablllty Plan, their
dependents and spouses shall be eligible for free tuition (not including incidental fees or
foreign-fee supplement) as of the effective date of the appointment. Dependents are defined
as sons or daughters of a staff member ( as defined above) who are entitled to be claimed as
dependent children within the meaning of the Income Tax Act in the years in which tuition
exemption is requested.

b) A student qualifying for tuition exemption must remain in good standing. In the event of
loss of good standing, the same course(s), or an equivalent one(s), however, may be taken at
the student's expense in order to reinstate eligibility or good standing.

c¢) Laurentian University reserves the right to modify or rescind this policy depending on the
development of future government policy that has a bearing on this matter.

12



Schedule “F”

The parties agree that the Retiree Health Benefit Plan (RHBP) will cease to exist and all
Collective Agreement references will be eliminated.

The parties agree to the following changes to Schedule J of the LUSU CA:
RETIREES BENEFITS

a) On an annual basis, retirees from Laurentian University, upon request, will be supplied

with a photo-identification library card, at no cost to them, except if they require a

replacement for a lost card. There will be a charge for replacement of lost cards.

b) The same library privileges as full-time employees.

¢) Free parking in facilities in the parking lot designated by the Parking/Security office.

d) The University agrees that any retiree health benefit or subsidy provided to the LUAPS or LUFA
group during the life of this agreement will also apply to the LUSU group.

13
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Schedule “G”

3. CHANGE SECURITY STAFFING SERVICES

The parties agree to the following changes to article 1.01 of the LUSU CA:

The University recognizes the Union as the sole and exclusive bargaining agent for all Security
Guards in the employ of Laurentian University of Sudbury, save and except supervisors, persons
above the rank of supervisor, night watchmen, persons regularly employed for not more than 24
hours per week, and students employed during the school vacation period as set out in the
certificate issued by the Ontario Labour Relations Board and dated at Toronto, January 22, 2010.

Note: It is understood that all language regarding Part-Time Security Guards will be removed from
the LUSU CA.

14



Schedule “H”

X UPDATE PREGNANCY/PARENTAL LEAVE PROVISIONS

The parties agree to the following letter of understanding:

Within one year of the signing of this agreement, the parties will conduct an editorial review of
the Pregnancy/Parental provisions of the Collective Agreement in order to update to appropriate
and modern terminology. The parties agree that there will be no substantive changes to the

language during the editorial process.

15



Schedule “1”

OVERTIME

The parties agree to the following letter of understanding:

Overtime will be credited as time in lieu unless the University, in its sole discretion, decides to pay
out overtime. It is understood that time in lieu must be taken within six (6) months of being earned

at a mutually agreeable time. However, retiring employees will be entitled to payment for any
outstanding lieu time at retirement.

16
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LAURENTIAN UNIVERSITY FACULTY ASSOCIATION (‘LUFA”) and LAURENTIAN
UNIVERSITY STAFF UNION (“LUSU”)
PENSION TERM SHEET

This document describes the terms for proposed support agreements from each of LUFA and
LUSU in respect of the Retirement Plan of Laurentian University of Sudbury and its Federated and
Affiliated Universities, Registration No. 0267013 (the “Registered Pension Plan”).

The contents of the LUFA and LUSU Pension Term Sheet are intended to be summary only and
remain subject to definitive documentation to be agreed among LUFA, LUSU and Laurentian
University as contemplated herein. Agreement on the Registered Pension Plan is a necessary
component of a larger set of agreements between Laurentian University and LUFA and LUSU,
respectively, and is dependent on agreement on all other matters currently under negotiation
between the parties.

The confidentiality provisions applicable to the parties pursuant to the confidential mediation taking
place in connection with Laurentian’s proceeding under the Companies’ Creditors Arrangement
Act apply to the LUFA and LUSU Pension Term Sheet.

A. Registered Pension Plan Design Changes

Each of the changes outlined below is proposed to be made effective July 1, 2021, unless
otherwise noted.

1. Limit Portability as of May 1, 2021

Remove the right to a commuted value payment in lieu of a monthly pension payable from
the Registered Pension Plan for any active member who leaves employment after having
reached their early retirement date (the first day of July coincident with or next following the
member’s 55" birthday).

Provide notice and one final window of opportunity for former members to elect a
commuted value payment in lieu of a monthly pension payable from the Registered
Pension Plan.

For those faculty members who have chosen to retire pursuant to the Retirement
Incentives communicated by the University on March 28, 2021, the deadline to elect to
receive a commuted value payment will be extended to May 15, 2021.

2. Modify Early Retirement Provisions
For members who have not attained age 62 as of July 1, 2021:

¢ Remove subsidized early retirement reductions for all members on all service
(actuarially adjusted from normal retirement date for LUFA members and Senior
Leadership members and from age 62 for LUSU members and other members
except LUFA members and Senior Leadership members);

o Eliminate unreduced early retirement (prior to normal retirement date) for LUFA
members and Senior Leadership members.

For purposes of the foregoing, Senior Leadership are leaders who are excluded from a
bargaining unit and serve above the Director level, in positions such as: Assistant Vice-
President, Associate Dean, Associate Vice-President (AVP), Chief Advancement Officer,
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Chief of Staff, Dean, Executive Director, President and Vice-Chancellor, Registrar and
Secretary of Senate, University Secretary and General Counsel or Vice-President.

3. Limit Receipt of Pension While Employed

Remove ability of members to draw a pension while remaining in continuous employment
after age 65, except for members already in receipt of a pension as of July 1, 2021 or who
must commence receipt of their pension under income tax law.

4. Freeze Best Average Pensionable Earnings

Best Average Pensionable Earnings would be frozen at the rate in effect on June 30, 2021.
This figure will be communicated to members at that time.

Improvements to pre-July 1, 2021 Best Average Pensionable Earnings through pre-
retirement indexation to be granted in accordance with the Benefits and Funding Policy.

5. Future Service Reduced Career Average Earnings Lifetime Benefit Formula Integrated
with Enhanced CPP

For service on and after July 1, 2021, members will make contributions toward and earn
pension benefits at the 1.3% rate on the portion of their earnings below the Year’s
Additional Maximum Pensionable Earnings (“YAMPE”) and at the 2% rate on the portion of
earnings above the YAMPE. For this purpose, YAMPE=114% of YMPE. The benefit
formula for service on and after July 1, 2021 will be based on pensionable earnings in each
year (career average earnings formula), not on a final average earnings formula.

Improvements to career average earnings formula through pre-retirement indexation to be
granted in accordance with the Benefits and Funding Policy.

6. Indexation

For service on and after July 1, 2021 indexation, which is not guaranteed, to be granted in
accordance with the Benefits and Funding Policy.

B. Registered Pension Plan Contribution Changes

Laurentian will contribute a minimum of 8% of pensionable earnings, inclusive of employer current
service contributions, special payments and administrative expenses.

Members will also contribute 8% of pensionable earnings in aggregate based on a rate to be set
that reflects a lower rate on earnings up to the YAMPE and a higher rate on earnings in excess of
the YAMPE, with the objective of achieving an equitable relationship between contributions and
benefits above and below the YAMPE. The preliminary member contribution rates as of July 1,
2021 are:

Earnings up to YAMPE: 6.7%
Earnings above YAMPE: 10.4%
The rate of member contributions up to and above the YAMPE will be determined following the

filing of a July 1, 2021 valuation, to be confirmed by an independent actuary selected by LUFA
and LUSU and to become effective on a date to be agreed by Laurentian, LUFA and LUSU.
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C. Pension Committee Terms of Reference

The Pension Committee Terms of Reference are amended as set out in Appendix “A”.

D. Registered Pension Plan Benefits and Funding Policy

A Benefits and Funding Policy to govern the financial management of the Registered Pension
Plan shall be established based on the key terms set out in Appendix “B”.

The Benefits and Funding Policy shall, subject to review and amendment in accordance with its
terms, bind the stakeholders and govern their future discussions, proposals, and negotiations in
relation to the Registered Pension Plan.

E. Collective Agreement Proposals Relating to Pensions and Retiree Benefits

The LUFA-Laurentian and LUSU-Laurentian collective agreements will be revised to give effect to
the above in accordance with the proposed amendments set out in Appendix “C”.

F. Joint Committee on the Benefits and Funding Policy and Long-Term Pension
Sustainability:

1.

A joint committee will be established prior to April 30, 2021 whose mandate will be to monitor
and advise on the administration and implementation of the Benefits and Funding Policy. The joint
committee will also review and report on the pros and cons of all possible long term sustainability
options for the Registered Pension Plan, including the available JSPP options (at least CAAT
DBPIlus and the University Pension Plan), with the objective of making a recommendation to
the Stakeholders (LUFA, LUSU and Laurentian) for adoption not later than December 31,
2021, or an alternative date set by the joint committee.

Per:

2. The joint committee will be comprised of four (4) Laurentian representatives, two (2) LUFA
representatives and two (2) LUSU representatives.
3. Terms of Reference and Rules of Procedure for the joint committee are to be determined by
April 30, 2021 by LUFA, LUSU and Laurentian, to be subject to binding mediation/arbitration
by Eli Gedalof or William Kaplan absent a decision by April 20, 2021.
4. The joint committee will be supported by an independent actuary jointly selected by the
committee.
LAURENTIAN UNIVERSITY FACULTY ASSOCIATION LAURENT|AM i sEpei™ N SUDBURY
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Appendix “A”

LAURENTIAN UNIVERSITY PENSION COMMITTEE

Terms of Reference

2

021

To monitor, and advise the Finance Committee of the Board of Governors on the following

matters:

a) the selection of one or more investment managers;
b) the investment policy of the plan; and

c) operational changes to the administration of the plan.

To meet with the investment manager(s) to review fund performance.

To meet with representatives of the investment consultant to review comparative pension

fund investment measurement reports.
To advise the University on periodic reports to be provided to plan members.
To review the actuarial valuation reports prepared by the actuary of the plan.

To implement and administer the Benefits and Funding Policy.

To consult with the Joint Committee on the Benefits and Funding Policy and Long-Term

Pension Sustainability as contemplated by the Benefits and Funding Policy.

To propose plan text amendments (i) required to satisfy regulatory compliance requirements

and (ii) required to be made in accordance with the Benefits and Funding Policy.

Composition

Voting Members

Five representatives appointed by the Board of Governors

Three representatives appointed by the Faculty Association (LUFA)
Two representatives appointed by the Staff Union (LUSU)

Non-Voting Members
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Associate Vice-President Human Resources and Organizational Development (ex officio)
Associate Vice-President, Financial Services (ex officio)

One representative of faculty retirees

One representative appointed by non-union administrative staff (LUAPSA)

Rules of Procedure

The Pension Committee’s Rules of Procedure are to be developed consistent with these Terms of

Reference.

Revised: April 30, 2021



Strictly Confidential — Subject to Provisions of Appointment of Mediator Order dated February 5, 2021

Appendix “B”

Key Terms
Registered Pension Plan Benefits and Funding Policy (“Funding Policy”)

Laurentian University, LUFA, and LUSU have agreed to reduce pension benefits in the context of
Laurentian University’s proceeding under the Companies’ Creditors Arrangement Act. As a
consequence, the aggregate 16% contribution rate for the Plan has been developed to exceed the
current service cost of the plan design on and after July 1, 2021.

This Funding Policy’s purpose is to ensure that excess contributions will be used to (i) build
reserves and (ii) grant benefit improvements.

The following criteria must be met in order for benefit improvements to be granted:
e The Plan must be 95% funded on a solvency basis;

e The Plan must be 105% funded on a going concern basis, including Provision for Adverse
Deviations;

e The cost of any benefit improvement maintains a low risk of special payments in the five
years following the benefit improvement. For this purpose, a benefit improvement must
result in the solvency ratio of the Plan remaining at no less than 90% and the going
concern funded status of the Plan, including Provision for Adverse Deviation, remaining at
no less than 103% following the granting of the improvement; and

e The contributions to the Plan have a low risk of exceeding 16% of pensionable earnings.

The priority of benefit improvements and building of reserves is to be set out in the Benefits and
Funding Policy to be established by Laurentian University, LUFA and LUSU and shall reflect the
key terms set out herein. Agreement on the Benefits and Funding Policy shall be reached by April
30, 2021, to be subject to binding mediation/arbitration by Eli Gedalof or William Kaplan, absent a
decision by April 20, 2021.

The criteria for granting benefit improvements will be assessed against robust actuarial analysis
prepared annually. The actuarial assumptions and methodologies used will be the same as those
used in the latest filed actuarial valuation for the Plan. Actuarial assumptions and methodologies
are to be based on best estimates.

The Joint Committee on the Benefits and Funding Policy and Long-Term Pension Sustainability

(the “Joint Committee”) comprised of representatives of Laurentian, LUFA and LUSU, pursuant
to the LUFA/LUSU Pension Term Sheet will be notified by the Pension Committee and given the
opportunity to comment prior to changes to the actuarial assumptions for filed valuations.

The Joint Committee will be notified by the Pension Committee of any proposed changes to the
Statement of Investment Policy and given the opportunity to comment prior to the implementation
of any changes.

The Joint Committee will monitor the administration of the Benefits and Funding Policy to ensure
that Plan amendments to give effect to improvements to benefits and establishment of reserves
are implemented pursuant to the criteria and priority described therein.

No benefit improvements will be considered prior to July 1, 2025, unless prior to that time the
surplus in the Plan exceeds the Income Tax Act (“ITA”) maximums, in order to build reserves.
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Employer contribution holidays and reductions in employer contribution rates are prohibited.
Contributions to the Plan are subject to the Pension Benefits Act and ITA.

This policy is subject to review by Laurentian University, LUFA and LUSU no later than July 1,
2025.
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Appendix “C”

LUFA and LUSU Collective Agreement Proposals Relating to Pension

LUFA Collective Agreement

Provision Intended Amendment | Current Proposed Revised
2.40.12 Adjust to reflect revised | The President of the FhePrestdent-of-the
Pension Committee Union or someone Union or someone
Composition in Terms designated by the destonated-byv-the
of Reference President, and two (2) | Prestdentand-two{(2)
additional Members s Three (3)
designated by the Members designated by
President of the Union, | the President of the
shall continue to be Union; shall eontinte-te
voting Members of the | be voting Members of
University Pension the University Pension
Committee. Given the | Committee. Given the
importance of importance of pensions,
pensions, on on substantive matters,
substantive matters, the | the Union’s Board has
Union’s Board has the | the right to ratify the
right to ratify the recommendations of its
recommendations of its | representatives.
representatives.
No amendments to the
Pension Plan that
reduce pension benefits
for Members, or that
materially affect
Members’ rights, may
be made without
LUFA’s consent.
5.90.5 Reflect proposed Members hired after Delete [to be included
pension portability September 24, 2017, in plan design support
changes and who are age 55 or | agreement].
older upon retirement
or resignation, will not
have the option to
commute the value of
their pension benefit
upon retirement or
resignation. The
Pension Plan will be
amended to reflect this
agreement.
8.45.3 Delete reference to the Effective July 1, 2011, | Effective July 1, 2011,

SuRP.

Members shall only
participate in the

Members shall only
participate in the
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LUFA Collective Agreement

Provision Intended Amendment | Current Proposed Revised
Defined Benefit Defined Benefit
component of the component of the
Retirement Plan and Retirement Plan and
Member contributions | Member contributions
shall only be used shall only be used
toward funding the toward funding the
Defined Benefit Defined Benefit
component of the component of the
Retirement Plan. All Retirement Plan. All
pension service pension service
contributions and contributions and
benefits accrued prior | benefits accrued prior to
to July 1, 2011, shall July 1, 2011, shall
remain in the hybrid remain in the hybrid
component of the component of the
Retirement Plan. Retirement Plan.
Eligible Members shall | Eligible Membersshall
participate in the participate in the
Laurentian University | LaurenttanUniversity
Supplementary Pension | Supplementary Pension
Plan. Plan.

8.45.4 Reflect agreement on Employer Employer

contributions
The Employer’s The Employer’s

contributions to the
Retirement Plan shall
be at least the amount
required to fund current
service costs and any
unfunded liabilities and
Solvency liabilities, or
7.5%, whichever is
greater, in accordance
with the Pension
Benefits Act and
regulations thereunder
based upon the
actuarial valuations for
the Retirement Plan
that the Employer files
with the Financial
Services Commission
of Ontario. Interest on
the Employee
contributions to the

contributions to the
Retirement Plan shall be
at least the amount
required to fund current
service costs and any
unfunded liabilities and
reduced solvency
liabilities, or #5%8.0%,
whichever is greater, in
accordance with the
Pension Benefits Act
and regulations
thereunder based upon
the actuarial valuations
for the Retirement Plan
that the Employer files
with the Financial
Services
CommissionRegulatory
Authority of Ontario.
Interest on the
Employee contributions
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LUFA Collective Agreement

Provision

Intended Amendment

Current

Proposed Revised

Plan will be credited at
the Plan rate of return.

The Employer may
take a contribution
holiday in accordance
with the Pension
Benefits Act and after
discussion with the
Pension Committee
only when required
under the Income Tax
Act due to excess
surpluses as defined
under the Income Tax
Act 147.2(2) (d). Any
contribution holiday
shall be shared equally
between the Employer
and Employees.

Employee

(a) Effective June
30, 2017, eight point
two percent (8.2%)

of the part of the
Member’s Pensionable
Earnings that is below
the year’s basic
exemption as defined
by the Canada Pension
Plan;

(b) Effective June
30, 2017, six point four
percent (6.4%) of the
part of the Member’s
Pensionable Earnings
that is between the
year’s basic exemption
and the year’s
maximum pensionable
earnings;

() Effective June

to the Plan will be
credited at the Plan rate
of return.

Employee:

Each Member shall
contribute by regular
payroll deduction as
follows.

Effective July 1, 2021,
the sum of:

a) 6.7% of Pensionable
Earnings up to the
YAMPE; and

b) 10.4% of
Pensionable Earnings
above the YAMPE.

[Placeholder for further
adjustments to reflect
Pension Term Sheet]
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LUFA Collective Agreement

Provision Intended Amendment | Current Proposed Revised

30, 2017, eight point twopereent{82%)
two percent (8.2%) of | efthepartofthe

the part of the ember’s | Member’sPensionable
Pensionable Earnings | Earnings-thatisbelow
that is in excess of the | the-year’s-basie

year’s maximum exemptionas-defined by
pensionable earnings. the-CanadaPension

Appendix L: | Remove RE: Pension Plan Delete.
Letter of Contributions.
Understanding During the 2017

- Pension Plan collective bargaining
Contributions negotiations, the
University sought an
increase to employee
pension contributions
from LUFA members
while providing a fully
offsetting salary
increase, with the goal
of achieving a fair and
equitable cost-sharing
of current service costs.
It was agreed that the
parties would benefit
from an opportunity to
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LUFA Collective Agreement

Provision

Intended Amendment

Current

Proposed Revised

consider the July 1,
2017 Pension Plan
Valuation, due to be
finalized in or about
December 2017. The
parties therefore agreed
that the matter of
pension contributions
would not form part of
the renewal collective
agreement but
committed to a process
to make progress on the
matter during the life of
the agreement. In that
spirit, recognizing that
no outcome is binding
on either party except
as may be mutually
agreed in writing, the
University and the
Union commit to
engaging in collegial,
open and transparent
discussions. The parties
agree to begin these
discussions in a timely
manner to allow for
pension and salary
increases, if any, to
take effect July 1,
2018.
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LUFA and LUSU Collective Agreement Proposals Relating to Pension

LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
20.01 Delete reference to the Effective July 1, 2012, Effective July 1,
SuRP. Members shall only 2012, Members shall
participate in the only participate in the
Defined Benefit Defined Benefit
component of the component of the
Retirement Pla.m apd Retirement Plan and
Member contributions Member
shall only be used buti hall
toward funding the contributions s
Defined Benefit only .be used toward
component of the funding the Defined
Retirement Plan. All Benefit component of
pension service the Retirement Plan.
contributions and All pension service
benefits accrued prior contributions and
toJuly 01, 2012, shall benefits accrued prior
remain in the hybrid toJuly 01, 2012, shall
component of the remain in the hybrid
Retirement Plan. component of the
Eligible Members shall | Retirement Plan.
participate in the Eligible Members-shall
Laurentian University participate-in-the
Supplementary Pension | [ qurentian University
Plan. Supplementary Pension
Plan:
20.03 Reflect agreement on Employer Employer Contribution
contributions Contribution
The Employer’s
The Employer’s contributions to the

contributions to the
Retirement Plan shall
beat least the amount
required to fund
current service costs
and any unfunded
liabilities and
solvency liabilities,
or 7.5%, whichever
is greater, in
accordance with the
Pension Benefits Act
and regulations there
under based upon the

Retirement Plan shall
beat least the amount
required to fund
current service costs
and any unfunded
liabilities and reduced
solvency liabilities, or
7-5%8.0%,whichever
is greater, in
accordance with the
Pension Benefits Act
and regulations there
under based upon the
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LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
actuarialvaluations actuarial valuations
for the Retirement for the Retirement
Plan that the Plan thatthe
Employer files with Employer files with
the Financial the Financial Services
Services Commission Commission
of Ontario.Interest on RegulatoryAuthority
the Employee of Ontario.
contributionsto the Interest on the
Plan will be credited Employee

at the Plan rate of
return.

The Employer may
takea contribution
holiday inaccordance
with the Pension
Benefits Act and
after discussion with
the Pension
Committee only
when required under
the Income Tax Act
due to excess
surpluses as defined
under the Income
Tax Act 147.2(2) (d).
Any

contribution holiday
shall be shared
equallybetween the
Employerand
Employees.

Member's Required
Contribution

Each Member shall
contribute by regular
payroll deduction as
follows:

Effective July 1,
2018,the sum of:

contributionsto the
Plan will be credited
at the Plan rateof
return.

Fhe Employermay
| ot
holidavi ,
with-the Pension
Benefits At and afier
5 . it
Pension Committee
only-when required
drrder-the neometax
Aet-dueto exeess
surpluses as delined
under-the Income Tax

Act H47-22Hd)Any

shall- beshared

Employerand
Employees:

Member's Required
Contribution:

Each Member
shall contribute by
regularpayroll
deduction as
follows:

Effective July 1,
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LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
20482021, the sum
a) 9.9 % of the of:
partof the Member's
Pensionable a) 6.7% of
Earnings Pensionable
that is below the Earnings up to the
year'sbasic YAMPE: and
exemption as
defined by the b) 10.4% of
CanadaPension PensionableEarnings
Plan; above the YAMPE.
b) 6.4 % of the [Placeholder for
partof the Member's further adjustments to
Pensionable reflect Pension Term
Earnings that is Sheet]
between the year's
basic exemption and ay——99 % ofthe
the Y.M.P.E.; and partof-the Member's
Pensionable Earni
¢) 9.9 % of the partof | thatisbelow-the
the Member's year's baste
Pensionable Earnings exemption-as defined
that is in excess of by-the-Canada
the Y.M.P.E. PensionPlan;
by 64% of the
partofthe Member's
Penstonable Earnines
thatis-between-the
yeat's basic
exemption and-the
- 99 %% efthe
partofthe Member's
Pensionable Earnings
thattsHrexeessof
20.05 ¢) Reflect proposed c) Laurentian Delete [to be includedin
pensionportability University Staff plan design support
changes Unionmembers who | agreement]

are hiredon or after
September 24,
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LUSU Collective Agreement

Provision Intended Amendment | Current Proposed Revised
2017, and who are
age 55 or older
upon retirement or
resignation, will not
have the option to
commute the value
of their pension
benefit upon
retirement or
resignation. The
Pension Plan will be
amended to reflect
this
agreement.
New 20.06 Reflect LUSU N/A Two (2) Laurentian
participation in Pension University Staff Union
Committee members designated by
the President of the
Union shall be voting
Members of the
University Pension
Committee.
New 20.07 Address Amendments to the N/A No amendments to the

Pension Plan

Pension Plan that
reduce pension benefits
for Members, or that
materially affect
Members’ rights, may
be made without
LUSU’s consent.
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PURPOSE

The purpose of this document is to inform Laurentian University Administrative and Professional
Staff of the policies guiding the Terms and Conditions of Employment. The University retains the
right to modify or amend this document in whole or in part from time to time with notice to
affected employees of such changes, as the University, in its sole discretion considers
appropriate. This document will be formally reviewed every three (3) years and otherwise as
required when changes occur in practice, law, legislation, industry or professional standards. The
review process will be conducted by Human Resources and Organizational Development and
include consultation with and feedback from the Laurentian University Administrative and
Professional Staff Association when changes are made or otherwise every three (3) years.

It is understood that while responsibility for management ultimately rests with the University,
the Administrative and Professional Staff will be treated fairly and equitably.

EMPLOYMENT

Official University Hours of Operation

The official University hours of operation shall be from 9:00 a.m. to 4:30 p.m., Monday through
Friday, during, and including, the months from September to April, and from 8:30 a.m. to 4:00
p.m., from the first Monday in May, through the Friday before Labour Day in September,
inclusively. Certain positions may be required to work hours, and/or days, that are different from
those stated above.

Statutory and Other University Holidays

The University recognizes the following paid holidays:

New Year's Day August Civic Holiday
Founder's Day / Family Day Labour Day

Good Friday Thanksgiving Day
Easter Monday Christmas Day
Victoria Day Boxing Day

Canada Day

Probationary Period




All Administrative and Professional Staff appointed to grade three (3) or lower positions will be
subject to a probationary period of six (6) months actually worked. Those employees appointed
to a grade four (4) or higher position will be subject to a probationary period of 12 months
actually worked. Any and all changes to the standard probationary period must be approved by
the AVP of Human Resources and Organizational Development including but not limited to waiver
of probation, shortening the probationary period and passing an employee prior to the end of
the probationary period.

Vacation Leave

All Administrative and Professional Staff at grade three (3) and below will be entitled to three (3)
weeks of annual vacation per year. After five (5) years of continuous service Administrative and
Professional Staff at grade three (3) will be entitled to four (4) weeks of vacation per year.
Vacation progression is outlined in the table below.

All Administrative and Professional Staff at grade four (4) and up will be entitled to four (4) weeks
annual vacation per year. Vacation progression is outlined in the table below.

After 10 years of continuous service, Administrative and Professional Staff will be entitled to one
extra day annual vacation and one vacation additional day every year of continuous service
thereafter.

During the first year of employment, the actual hire date will determine the vacation credits,
which will be prorated as of June 30™" of that year. For the purpose of computing additional
vacation time, the date of June 30", closest to the date of hire, will be used to determine vacation
credits.

Maximum vacation allowance is 35 days. Vacation will be taken during periods approved by the
Department/Unit Head. Vacation entitlement will not be carried over, or accumulated, from one
year to the next, without the written approval of the AVP of Human Resources and Organizational
Development.



Calculations for Vacation Time

FOR INDIVIDUALS IN GRADE 1 to 3

YEARS OF SERVICE

AMOUNT OF DAYS

less than five (5) years of service

fifteen (15) days with pay

five (5) years of service

twenty (20) days with pay

ten (10) years of service

twenty-one (21) days with pay

eleven (11) years of service

twenty-two (22) days with pay

twelve (12) years of service

twenty-three (23) days with pay

thirteen (13) years of service

twenty-four (24) days with pay

fourteen (14) years of service

twenty-five (25) days with pay

fifteen (15) years of service

twenty-six (26) days with pay

sixteen (16) years of service

twenty-seven (27) days with pay

seventeen (17) years of service

twenty-eight (28) days with pay

eighteen (18) years of service

twenty-nine (29) days with pay

nineteen (19) years of service

thirty (30) days with pay

twenty (20) years of service

thirty-one (31) days with pay

twenty-one (21) years of service

thirty-two (32) days with pay

twenty-two (22) years of service

thirty-three (33) days with pay

twenty-three (23) years of service

thirty-four (34) days with pay

twenty-four (24) years of service

thirty-five (35) days with pay

twenty-five (25) years of service or more

thirty-five (35) days with pay

FOR INDIVIDUALS IN GRADE 4 and up

YEARS OF SERVICE

AMOUNT OF DAYS

less than ten (10) years of service

twenty (20) days with pay

ten (10) years of service

twenty-one (21) days with pay

eleven (11) years of service

twenty-two (22) days with pay

twelve (12) years of service

twenty-three (23) days with pay

thirteen (13) years of service

twenty-four (24) days with pay

fourteen (14) years of service

twenty-five (25) days with pay

fifteen (15) years of service

twenty-six (26) days with pay

sixteen (16) years of service

twenty-seven (27) days with pay

seventeen (17) years of service

twenty-eight (28) days with pay

eighteen (18) years of service

twenty-nine (29) days with pay

nineteen (19) years of service

thirty (30) days with pay

twenty (20) years of service

thirty-one (31) days with pay

twenty-one (21) years of service

thirty-two (32) days with pay

twenty-two (22) years of service

thirty-three (33) days with pay

twenty-three (23) years of service

thirty-four (34) days with pay

twenty-four (24) years of service

thirty-five (35) days with pay

twenty-five (25) years of service or more

thirty-five (35) days with pay




Overtime Compensation

All overtime must be authorized prior to being worked. It is University practice for Administrative
and Professional Staff to take time off for authorized overtime worked. However, where time off
is not possible, those at grade one (1) to three (3) on the Administrative and Professional Staff
Salary Schedule will be paid at one and one-half times their regular rate of pay for authorized
work in excess of official University office hours. This does not apply to employees at, or above,
grade four (4) on the Administrative and Professional Staff Salary Schedule; however, special
consideration may be approved, in advance and in writing, for abnormal overtime requirements
by the appropriate Director, following consultation with their respective Executive Team member
and the AVP Human Resources and Organizational Development.

Flexible or Alternative Work Hours

Where possible and when required, or to promote a balance between work and personal
commitments, flexible or alternative work arrangements may be mutually agreed upon between
an Administrative and Professional Staff and their immediate supervisor. All arrangements must
ensure operational, employee, and managerial responsibilities are met. Arrangements must be
documented via email between the employee and their immediate supervisor and recorded in
the University calendar system in an appropriate manner for the employee and immediate
supervisor to reference and verify as needed.

A variety of formal and informal arrangements may be considered. Interested individuals are
encouraged to discuss with theirimmediate supervisor. Supervisors may also want to seek advice
from Human Resources and Organizational Development.

Some arrangements may not be appropriate for particular jobs or for certain staff. In all
situations, approval of participation will be at the discretion of the immediate supervisor and
must be operationally feasible. As with all flexible options, informal work arrangements depend
on clear performance expectations, strong communication and close monitoring of the
arrangement to ensure it continues to meet the needs of the department. In some situations, it
may be necessary to discontinue the original plan or seek an alternative.

PENSION AND BENEFITS

Pension and Retirement




In addition to the Canada Pension Plan, Administrative and Professional Staff shall be governed
by the University Retirement Plan, and the University and Staff shall make contributions in
accordance with the provisions of the plan.

In the case of retirement, Administrative and Professional Staff are required to provide a
minimum of one month’s notice prior to their last expected day of employment.

Those who are interested in discussing early or phased retirement options are encouraged to
speak with Human Resources and Organizational Development.

Benefits

The University provides benefits plans with varying premium sharing as follows:

Life Insurance - University contribution - 50 percent

Long Term Disability - Employee contribution - 100 percent

Extended Health Care - University contribution - 100 percent

Dental Plan - University contribution - 100 percent at current Ontario Dental Association
(O.D.A.) rates

As a retiree, Administrative and Professional Staff will be eligible for the following benefits:

Free tuition according to the University Policy on Tuition Fee Exemption

Lifetime Laurentian University Library Privileges

Physical Education Membership in the Physical Education Centre at the same cost sharing
as full-time active staff

And any other benefits available to retirees introduce by the University during this period
of time



Sick Leave Plan

The Sick Leave Plan was established by the University for all Administrative employees including
full-time Administrative and Professional Staff, and is subject to the final authority of the
University. The administration of the plan is the responsibility of the University.

All full-time Administrative and Professional Staff are eligible for sick leave benefits, at full salary,
in the event of substantiated sick leave absence, to a maximum of six (6) months.

Sick leave benefits are for personal illness/injury/disability and cannot be used to care for others
who are ill/injured/disabled or bereaved.

In order to have the sick leave benefit period reinstated up to a maximum of six (6) months, an
Administrative and Professional Staff who has been on sick leave absence must return to work
for one full day in the case of an unrelated and different disability cause, and for 30 calendar days
in the case of the same disability cause.

Sick leave benefits will be reduced by the amount of any Workers' Safety and Insurance Board
benefits or similar disability income benefits, which the Administrative and Professional Staff are
eligible to receive, by reason of accident or sickness, from a government plan, except
Employment Insurance.

As soon as possible during the first day of absence from work, Administrative and Professional
Staff will report their illness/injury to their immediate supervisor, including the nature of their
work limitations and expected date of return.

Upon the commencement of sick leave or return to work, the Administrative and Professional
Staff may be required to provide functional ability and limitation information from an appropriate
and qualified medical practitioner to support leave planning, design of early/
accommodated/modified work and/or demonstrate inability to work. Human Resources and
Organizational Development will request and guide the process as per the respective policy.
Where the University makes payment to an Administrative and Professional Staff according to
the above-mentioned terms or assumes liability therefore, the University is subrogated to all
rights of recovery of the employee to the extent that the University has made payment to, or on
behalf of, or for the benefit of the Administrative and Professional Staff. The University may
bring action in the name of the Administrative and Professional Staff to enforce these rights. It
is understood that such action will not result in any financial cost to the Administrative and
Professional Staff.

Any expense incurred for medical information required by the University shall be borne by the
University.



Falsification of any information required or other relevant information required by the University,
may result in dismissal or other disciplinary action, at the discretion of the University.

Physical Education Membership

The University agrees to provide "Physical Education Membership" in the Physical Education
Centre for Administrative and Professional Staff and their immediate dependents in accordance
with the established guidelines. This can also be a payroll deducted expense.

Tuition Fees

Administrative and Professional Staff are eligible for tuition exemption for courses taken at the
University. Details of the policy with respect to exemption from payment for tuition fees for staff
and their dependents are outlined in the policy found on the Laurentian Website as: “Tuition Fee
Exemption for Employees and their Dependents”

LEAVES OF ABSENCE

Bereavement Leave

In the event of the death of an Administrative and Professional Staff's spouse, child, or stepchild
parent, sibling, the Administrative and Professional Staff shall be granted a leave of absence of
five (5) consecutive working days without loss in pay.

In the event of the death of an Administrative and Professional Staff's step-sibling step parent,
parent-in-law, sibling-in-law, grandparents, guardians, grandchildren, child-in-law, the
Administrative and Professional Staff shall be granted a leave of absence of four (4) consecutive
working days without loss of pay.

In the event of the death of an Administrative and Professional Staff's sibling’s child,
grandparents-in-law, aunt/uncle/parents’ siblings, the Administrative and Professional Staff shall
be granted a leave of absence of one (1) working day without loss in pay.

If, during their vacation period, an Administrative and Professional Staff is bereaved in
circumstances under which they would have been eligible for leave under this policy, they shall
be granted bereavement leave and their vacation pay credits shall be restored to the extent of
any concurrent leave granted.

Individuals who must travel a distance of 300 kilometres or more one-way will be granted an
additional one (1) day of bereavement leave.



Pregnancy and Parental Leave

An Administrative and Professional Staff will be eligible for Pregnancy and/or Parental Leave in
accordance with the provisions of the Employment Standards Act (ESA).

Employees are encouraged to provide as much notice as possible before commencing leave,
but at minimum two (2) weeks written notice as per ESA.

The Administrative and Professional Staff shall complete the appropriate form at least two (2)
weeks prior to the date she intends to commence her leave. The University has the discretion
to request a certificate from a legally qualified medical practitioner stating the estimated date
of delivery.

No Administrative and Professional Staff shall be required to return to work earlier than six (6)
weeks following her actual date of delivery, nor shall she be permitted to do so unless she has
the approval of a legally qualified medical practitioner.

The Administrative and Professional Staff shall continue to accumulate vacation credits and
service time during her leave.

During the period of Pregnancy and Parental leaves, the University shall continue to pay the
employer's share of all pension and other benefits in which the Administrative and Professional
Staff is registered at the time of the leave. The Administrative and Professional Staff and the
employer shall each continue to pay their applicable share of contributions and/or premiumes,
unless the member elects not to do so in writing.

SUB Plan - Pregnancy Leave (Initial 17 weeks)

During the period of pregnancy leave, the Administrative and Professional Staff who qualifies
for Employment Insurance benefits, is eligible for supplemental benefits from the Employer as
follows:

a) The objective of the plan is to supplement Employment Insurance benefits up to 95
percent of the Administrative and Professional Staff’s normal weekly earnings during
pregnancy leave for a maximum of 17 weeks. Pregnancy leave will be granted in
accordance with the Employment Standards Act (Ontario).

b) This plan covers only temporary unemployment due to pregnancy leave. Administrative
and Professional Staff do not have a right to SUB payments, except for supplementation
of Employment Insurance maternity benefits during the unemployment period as
specified in the plan.



d)

f)

g)

h)

j)

An Administrative and Professional Staff must apply for, and be in receipt of,
Employment Insurance benefits before SUB can be paid. The Administrative and
Professional Staff must meet the requirements of the Employment Insurance Act
concerning the period during which maternity benefits can be paid.

An Administrative and Professional Staff will be eligible for SUB payments if she qualifies
for, and is entitled to, Employment Insurance maternity benefits. However, an
Administrative and Professional Staff will also be eligible for SUB payments when she is
not receiving Employment Insurance because she is serving the Employment Insurance
waiting period, or because she has received all the Employment Insurance benefits
payable to her.

Benefits payable under the plan is a sum, which combined with gross Employment
Insurance benefits, SUB payments, and other earnings equal 95 percent of the
employee's nominal salary on the date the leave commenced, including eligible
retroactive adjustments.

Payments from the SUB plan are not considered as earnings for Employment Insurance,
but are subject to income tax.

The employer must have proof that the Administrative and Professional Staff is, or is
not, receiving Employment Insurance benefits before SUB can be paid.

SUB payments will be financed by the employer. A separate accounting will be kept on
SUB payments.

Payments in respect of guaranteed annual remuneration, or in respect of deferred
remuneration or severance-pay benefits, are not reduced, or increased, by payments
received under this plan.

The employer will inform the Canada Employment and Immigration Commission of any
changes in the plan within 30 days of the effective date of the change.

Sub Plan — T Parental Leave

During the period of parental leave, an Administrative and Professional Staff who qualify for

Employment Insurance benefits, is eligible for supplemental benefits from the employer
as follows:

i. For up to a maximum of nine (9) weeks, an amount equal to the difference between
the Employment Insurance benefits received by the employee and 95 percent of the
Administrative and Professional Staff 's nominal salary;
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ii. For a staff member who chooses to collect parental leave employment insurance
benefits over a period greater than 35 weeks, the subsidy will be adjusted to be same
amount that would have been paid had the employment insurance benefit been
collected over 35 weeks.

During leaves, the Administrative and Professional Staff shall continue to participate in the
pension plan and the other benefit plans set out in this policy. The Administrative and
Professional Staff and the employer shall each continue to pay their applicable share of
contributions and/or premiums, unless the member elects not to do so in writing.

If both parents are members of Laurentian University it is understood that only one (1) person
can make use of this parental leave sub-plan benefit at a time.

11



Special Leaves

The following are considered special leaves with pay and must be reported to the Supervisor and
Human Resources and Organizational Development.

a) Emergency (to include emergency illness in the Administrative and Professional Staff’s
household) does not include inclement weather: one (1) day per occasion;

b) Fire or other disaster resulting in property damage in the Administrative and
Professional Staff’s residence: two (2) days per occasion;

c) Moving of a household: one (1) day per occasion;

d) Writing of an examination or defending a thesis requiring absence from work: one-half
(1/2) day per occasion;

e) Wedding leave, at the Administrative and Professional Staff’s discretion, to attend
her/his own wedding: maximum three (3) days;

f) Paternity leave: maximum five (5) days, immediately following the birth of a child.

These leaves and the other leaves in this policy are greater than the Personal Emergency Leave
(PEL) provisions of the ESA, therefore the ESA leave provisions do not apply.

Medical, Dental and Legal Appointments

It is understood that the Administrative and Professional Staff will make every effort to schedule
allappointments outside of working hours. However, for appointments that cannot be scheduled
outside of working hours, permission must be given to the Administrative and Professional Staff
from their supervisor in order to be away from work to attend appointments.

Jury and Witness Duty Leave

The University shall grant a leave of absence with pay to any Administrative and Professional
Staff who is required to be a juror, or witness, by anybody in Canada with powers of a subpoena.

The Administrative and Professional Staff shall notify her/his immediate supervisor immediately
upon her/his notification that he or she will be required to attend court, and present proof of
service requiring her/his attendance. Once the Administrative and Professional Staff is
discharged from the subpoena, he or she shall return to work as soon as possible.

POLICIES AND PROCEDURES

The process for policy development and review is guided by the Policy Framework as approved
by the Executive Team. The Board, Senate and Executive approved policies are tracked and
maintained by the Office of the University Secretary and General Counsel. It is the responsibility
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of all individuals employed by the University to review and comply with applicable policies,
procedures or other related governance documents.

Bilingualism

Laurentian is a bilingual University and most Administrative and Professional Staff positions are
designated bilingual.

It is important as an employee to be familiar with the Policy on Bilingualism at Laurentian
University.

For positions occupied by Administrative and Professional Staff, the University will determine,
given the duties they are required to perform, the nature of the relations they might have with
the University community and the general public; and it will define the level of bilingualism
required for each of these positions.

The University provides English and French courses for those wishing to improve their knowledge
of either official language. Participation will be non-compulsory, free of charge, and subject to
any regulations, which the University may subsequently approve.

Respectful Workplace and Learning Environment

The University promotes an atmosphere of trust and respect that upholds the dignity of all, fair
treatment of individuals while ensuring a harassment-free environment. As part of this
commitment, the University provides access to supports, response processes, and other
resources to ensure safety, well-being and respect. It is important for Administrative and
Professional Staff to be familiar with the Policy and Procedure of the Respectful Workplace and
Learning Environment.
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Staff Development

It is the objective of the University to:

e develop and maintain a staff complement which has the qualifications and abilities
required for the maintenance of high standards;

e develop practices which result in high-quality performance, high-level productivity, and
continued commitment of staff to the University;

e provide opportunities for personal development and career advancement, and to
establish a working environment that will encourage staff members to develop their
abilities and leadership potential.

In keeping with the above policy, the University is prepared to consider special educational leave

and expenditure for attending developmental programs. It is also prepared to support in-house
educational activities for Administrative and Professional Staff.

Courses Offered by Other Agencies

If the University has requested a full-time member of the Administrative and Professional Staff
to enrol in a course outside the University, and if that person's immediate supervisor states that,
in her/his view, the successful completion of the course will provide a direct benefit to the
University, a reimbursement of tuition will be granted at 100 percent by that departments
budget.

Any Administrative and Professional Staff who is planning to take a course, not recommended by
the University, must make a request for reimbursement, in writing, in advance of taking the
course. The immediate supervisor, in consultation with the AVP of Human Resources and
Organizational Development, will decide on the level of reimbursement that will be accorded.

Reimbursement will be made upon receipt of a transcript indicating successful completion of the
course.
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Temporary Assighment/Secondment

Where the Administrative and Professional Staff is assigned to perform the principal duties of
another Administrative and Professional Staff position, in addition to their normal duties for a
temporary period of at least 10 consecutive working days, the employee will receive a stipend,
as determined by the AVP, Human Resources and Organizational Development in consultation
with the employee’s Supervisor, for the extra responsibilities and effort during this period.

When an Administrative and Professional Staff member is temporarily assigned to perform in a
different position for more than 10 days and this position is in a higher salary grade, he/she will
receive two (2) steps or the base of the assigned salary grade, whichever is greater, commencing
on the first day.

Job Evaluation System

The Job Evaluation system for LUAPS includes:

e Aninternal committee to ensure a knowledgeable and accurate assessment of positions;

e A position questionnaire which allows for more appropriate rating of those positions
which are traditionally female dominant and thereby ensures pay equity;

e A Job Evaluation Manual outlining the 3 job families and 12 factors used in the job
evaluation process.

The system ensures an equitable, fair and non-personal basis for establishing the foundation
upon which salary levels and pay structure are based.

For questions regarding the Job Evaluation Process please refer to the Terms of Reference and
the Job Evaluation Manual on Laurentian’s intranet or contact Human Resources.

Redundancy of Position for Financial Reasons

If a position has been declared redundant for financial reasons, the incumbent will be entitled to
the following termination pay at her/his current regular salary: one-half month for each year of
continuous service, to the closest whole year, in addition to three months. The notice of
termination, for financial reasons, shall be six months. When an administrative position is
declared redundant, the Laurentian University Administrative and Professional Staff Association
President will be informed.

In the event that an incumbent is notified that her/his position has been declared redundant for

financial reasons, the University will allow that incumbent, during the period of notice, a number
of days off for job-seeking interviews equal to 1/12 of the period of notice.
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After an incumbent has been advised that her/his job has become redundant for financial
reasons, the University will waive up to one-half of the normal period of resignation notice,
without this affecting her/his termination pay, which, of course, would then start from the new
termination date of her/his choosing.

Termination Notice

An Administrative and Professional Staff may terminate her/his employment on giving the
University at least one calendar month's previous written notice. When an Administrative and
Professional Staff fails to comply with this Article, or the Administrative and Professional Staff's
employment is terminated by the University, they will be paid vacation pay in accordance with
the Employment Standards Act.

PERFORMANCE EVALUATION

Laurentian University Administrative and Professional Staff participate annually in a performance
appraisal process led by their supervisor.

The process for evaluating performance and the awarding of merit pay is under review at the
time of this update.
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PURPOSE

The purpose of this document is to inform Laurentian University Senior Leadership of the policies
guiding the Terms and Conditions of Employment. The University retains the right to modify or
amend this document in whole or in part from time to time with notice to affected employees of
such changes, as the University, in its sole discretion considers appropriate. This document will
be formally reviewed every three (3) years and otherwise as required when changes occur in
practice, law, legislation, industry or professional standards. The review process will be
conducted by Human Resources and Organizational Development and include consultation with
and feedback from Laurentian University Senior Leadership when changes are made or otherwise
every three (3) years.

APPLICABILITY

This document guides the employment relationship between the University and each individual
Senior Leader.

Senior Leadership is defined as leaders who are excluded from a bargaining unit and serve above
the Director level, in positions such as: Assistant Vice-President, Associate Dean, Associate Vice-
President (AVP), Chief Advancement Officer, Chief of Staff, Dean, Executive Director, President
and Vice-Chancellor, Registrar and Secretary of Senate, University Secretary and General Counsel
or Vice-President.

This document therefore applies to “Designated Executives” and most “Non-Executive
Managers”. “Designated Executives” consist of the President and Vice-Chancellor, Vice-
Presidents and the Chief Information Officer. “Non-Executive Managers” are managers who
report to “Designated Executives”. In the case of “Designated Executives”, the “Executive
Compensation Program” as approved by the Board of Governors further regulates their terms
and conditions of employment.

For clarity, this document applies to “Senior Academic Administrators” who are Senior Leaders
as per the definition above and who are appointed by the Board of Governors pursuant to the
“Procedures for the Evaluation and Selection of Senior Academic Administrators” and who
simultaneously hold a faculty appointment at Laurentian, as well as to Associate Deans whose
selection and evaluation are not subject to Board approval or to the “Procedures for the
Evaluation and Selection of Senior Academic Administrators”.

This document does not apply to Senior Leaders of the Northern Ontario School of Medicine or
federated or affiliated universities.



EMPLOYMENT

Recruitment

The University is committed to seeking the best qualified candidates for vacant positions. The
best candidate for the position will be selected based on qualifications, experience and the needs
of the position, subject to the “Procedures for the Evaluation and Selection of Senior Academic
Administrators” and to the “Policy on Bilingualism at Laurentian University”.

The University is an equal opportunity employer committed to diversity and equity in
employment practices. We encourage applications from all qualified applicants, including
women, aboriginal peoples, members of visible minorities and persons with disabilities. In
accordance with Canadian immigration requirements, priority will be given to Canadian citizens
and permanent residents.

Selection and Re-Entry of Senior Academic Administrators to the Academy

Senior Academic Administrators recruited from outside the University may be offered a faculty
appointment in an appropriate department or school, subject to approval by the relevant
University authorities. Upon completing their administrative service and administrative leave,
working conditions for senior academic administrators are governed by the collective agreement
between the University and the Laurentian University Faculty Association. Faculty salary shall be
determined as if the senior academic administrator had remained in his or her faculty position.
Initial faculty salary of senior academic administrators recruited from outside the University will
be determined by the University, without normally exceeding the final salary breakpoint
identified in the faculty collective agreement. In no circumstances shall the initial faculty salary
be greater than the 90th percentile of full professors at Laurentian, plus one percentile per
completed year of service as senior academic administrator.

Relocation Expenses

The University may be required to recruit applicants from outside the City of Greater Sudbury in
order to meet organizational needs. Decisions in relation to the reimbursement of limited
relocation expenses must be made in consultation with the Associate Vice President Human
Resources and Organizational Development. The University may set a maximum eligible
expenditure amount of relocation expenses. All cost incurred for a move is at the sole expense
of the applicable department. The University may require full or partial reimbursement of
relocation expenses if minimum years of employment service are not met.



Eligible expenditures will only be reimbursed if they are reasonable and upon submission of
appropriate receipts. Senior Leaders must consult with the University before finalizing a contract
with a packing and moving company, since the University may be able to secure preferential
rates.

Senior Leaders are expected to make the best efforts to minimize costs to the University.
Expenditure estimates are to be approved in advance by the immediate supervisor.

University Hours of Operation

The University’s hours of operation are from 9:00 a.m.to 4:30 p.m., Monday through
Friday, during, and including, the months from September to April, and from 8:30 a.m. to 4:00
p.m., from the first Monday in May, through the Friday before Labour Day in September,
inclusively. Senior Leaders are often required to work hours, and/or days, that are different from
those stated above.

Senior Leaders are required to have their main residence in Greater Sudbury (unless approved
otherwise by the Executive Director of Human Resources and Organizational Development) and
will occasionally be expected to attend community functions on behalf of the University in
evenings and weekends.

Statutory and Other University Holidays

The University recognizes the following paid holidays:

New Year's Day August Civic Holiday
Founder's Day / Family Day Labour Day

Good Friday Thanksgiving Day
Easter Monday Christmas Day
Victoria Day Boxing Day

Canada Day

Vacation Leave

In addition to recognized holidays and other days when the University is closed, Senior Leaders
are entitled to vacation of twenty-five (25) working days, after twelve (12) months of service and
annually thereafter.

During the first year of employment, the actual hire date will determine the vacation credits,
which will be prorated as of June 30 of that year.



For the purpose of computing additional vacation time, the date of June 30", closest to the date
of hire, will be used to determine vacation credits.

When Senior Leaders have accumulated five (5) full consecutive years of employment at the
University and for each year of employment thereafter they shall be entitled to an additional two
(2) days of vacation to a maximum entitlement of 35 working days. This is consistent with
provisions from the Laurentian University Faculty Association collective agreement.

Vacation entitlement will not be carried over, or accumulated, from one year to the next, without
the written approval of the AVP of Human Resources and Organizational Development.

Calculations for Vacation Time

YEARS OF SERVICE NUMBER OF DAYS
less than five (5) years of service twenty-five (25) days with pay
six (6) years of service twenty-seven (27) days with pay
seven (7) years of service twenty-nine (29) days with pay
eight (8) years of service thirty-one (31) days with pay
nine 9) years of service thirty-three (33) days with pay
ten (10) years of service or more thirty-five (35) days with pay

COMPENSATION AND BENEFITS

Base salary for Senior Leaders who are not Senior Academic Administrators is determined by the
University based on appropriate comparators. These Senior Leaders are usually eligible to receive
one-time merit pay which is non pensionable and does not become part of base salary.

Base salary for Senior Academic Administrators who are not Designated Executives is normally
determined as a base faculty salary plus an administrative stipend. The University may award
one-time merit pay to Senior Academic Administrators, although this is not usual practice.

Consistent with provincial regulation, base salary and eligibility for one-time merit pay for
Designated Executives is determined annually by the Board of Governors.



Pay Periods

Senior Leaders are paid on the 25 of each month. If the 25%™ falls on a Saturday or Sunday or
Statutory holiday then Senior Leaders will be paid on the workday prior.

Benefits

The University provides benefits plans with varying premium cost sharing as follows:

Life Insurance - University contribution - 50 percent

Long Term Disability - Employee contribution - 100 percent

Extended Health Care - University contribution - 100 percent

Dental Plan - University contribution - 100 percent at current Ontario Dental
Association (0.D.A.) rates

As a retiree, the employee will be eligible for the following benefits:

e Free tuition according to the University Policy on Tuition Fee Exemption

e Lifetime Laurentian University Library Privileges

e Physical Education Membership in the Physical Education Centre at the same cost
sharing as full-time active staff and

o Other benefits available to retirees introduce by the University

Pension Plan

In addition to the Canada Pension Plan, Senior Leaders are eligible to join the Retirement Plan of
Laurentian University of Sudbury and its Federated and Affiliated Universities (“the Retirement
Plan”), which is a registered pension plan under the Pension Benefits Act (Ontario) and the
Income Tax Act (Canada).

The contributions and benefits of the Retirement Plan are salary-related. However, the
registration rules under the Income Tax Act include contribution limitations and benefit
limitations that may affect higher-paid Senior Leaders.

Because of the above limitations, the pension benefits payable from the Retirement Plan to
higher-paid Senior Leaders may be less, as a percentage of salary, than the benefits payable to
lower-paid Senior Leaders. Some Senior Leaders may therefore be eligible for the Supplementary
Retirement Plan to provide additional benefits to active Senior Leaders of Laurentian University



over the amounts payable from the Retirement Plan. The intention is that the total benefits from
the two plans combined should be roughly equal to the amount that would have been payable
from the Retirement Plan alone if the Income Tax Act limits had not been imposed.

Sick Leave Plan

The Sick Leave Plan was established by the University for all administrative employees including
Senior Leadership, and is subject to the final authority of the University. The administration of
the plan is the responsibility of the University.

All Senior Leaders are eligible for sick-leave benefits, at full salary, in the event of substantiated
sick-leave absence, to a maximum of six (6) months.

Sick leave benefits are for personal iliness/injury/disability and cannot be used to care for others
who are ill/injured/disabled or bereaved.

In order to have the sick leave benefit period reinstated up to a maximum of six (6) months, a
Senior Leader who has been on sick leave absence must return to work for one (1) full day in the
case of an unrelated and different disability cause, and for 30 calendar days in the case of the
same disability cause.

Sick leave benefits will be reduced by the amount of any Workers' Safety and Insurance Board
benefits or similar disability income benefits, which Senior Leaders are eligible to receive, by
reason of accident or sickness, from a government plan, except Employment Insurance.

As soon as possible, on the first day of absence from work, Senior Leaders will report their
illness/injury to their immediate supervisor, including the nature of their work limitations and
expected date of return.

Upon the commencement of sick leave or return to work, the Senior Leader may be required to
provide functional ability and limitation information from an appropriate and qualified medical
practitioner to support leave planning, design of early/accommodated/modified work and/or
demonstrate inability to work. Human Resources and Organizational Development will request
and guide the process as per the respective policy.

Where the University makes payment to the Senior Leader according to the above-mentioned
terms or assumes liability therefore, the University is subrogated to all rights of recovery of the
Senior Leader to the extent that the University has made payment to, or on behalf of, or for the
benefit of the Senior Leader. The University may bring action in the name of the Senior Leader



to enforce these rights. It is understood that such action will not result in any financial cost to
the Senior Leader.

Any expense incurred for medical information required by the University shall be borne by the
University.

Falsification of any information required or other relevant information required by the University,
may result in dismissal or other disciplinary action, at the discretion of the University.

Administrative Leave for Senior Academic Administrators

Senior academic administrators, who are part of or will return to the faculty, may be eligible to a
paid administrative leave which cannot be accrued at a rate that exceeds 10.4 weeks per year of
service as senior academic administrator at Laurentian, at one of its federated or affiliated
universities or at the Northern Ontario School of Medicine. Administrative leaves may not be paid
out in lieu of time off. Administrative leaves are to be taken at a date mutually agreed between
the senior academic administrator and the immediate supervisor.

Research Budget

Senior Leaders may be eligible to an annual discretionary research budget. The unspent balance
of a discretionary annual research budget may be carried over to subsequent fiscal years and
used by the Senior Leader while serving in his or her administrative role, during administrative
leave(s) or while subsequently serving as faculty at Laurentian. Any balance unspent at the time
of termination of employment from the University is not cashable. Annual research budgets
greater than one third of the sponsored research income per full-time faculty member at
Laurentian, as reported in the last edition of the Research Infosource List of 50 Research
Universities before the beginning of the fiscal year, shall be approved in writing by the President
and Vice-Chancellor.

Senior Leaders may use a portion of their discretionary annual research budget to cover costs for
second language courses offered in Canada prior to their appointment or during their
employment. It is understood that such courses are normally to be taken outside the regular
working day.

The President and Vice-Chancellor may also approve, upon appointment of a new Senior
Academic Administrator, arrangements for the transition of a Senior Leader’s research program.



Physical Education Membership

The University agrees to provide "Physical Education Membership" in the Physical Education
Centre for Senior Leaders and their immediate dependents in accordance with the established
guidelines. This can also be a payroll deducted expense.

Tuition Fees
Senior Leaders and their dependents are eligible for tuition exemption.

Details of the policy with respect to exemption from payment for tuition fees for University Senior
Leaders and their dependents are outlined in the policy found on the Laurentian Website as:
‘Tuition Fee Exemption for Employees and their Dependants’.

LEAVES OF ABSENCE

Bereavement Leave

In the event of the death of an Senior Leader's spouse, child, parent, sibling, the Senior Leader
shall be granted a leave of absence of five (5) consecutive working days without loss in pay.

In the event of the death of a Senior Leader's step sibling, step parent, parent-in-law, sibling-in-
law, grandparents, guardians, grandchildren, child-in-law, the Senior Leader shall be granted a
leave of absence of four (4) consecutive working days without loss of pay.

In the event of the death of a Senior Leader's sibling’s child, grandparents-in-law, aunt/
uncle/parent’s siblings, the Senior Leader shall be granted a leave of absence of one (1) working
day without loss in pay.

If, during their vacation period, a Senior Leader is bereaved in circumstances under which they
would have been eligible for leave under this policy, they shall be granted bereavement leave
and their vacation pay credits shall be restored to the extent of any concurrent leave granted.

Individuals who must travel a distance of 300 kilometres or more one-way will be granted an
additional one (1) day of bereavement leave.
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Pregnancy and Parental Leave

A Senior Leader will be eligible for Pregnancy and/or Parental Leave in accordance with the
provisions of the Employment Standards Act (ESA)

Employees are encouraged to provide as much notice as possible before commencing leave, but
at minimum two (2) weeks written notice as per ESA.

The Senior Leader shall complete the appropriate form at least two (2) weeks prior to the date
she intends to commence her leave. The University has the discretion to request a certificate
from a legally qualified medical practitioner stating the estimated date of delivery.

No Senior Leader shall be required to return to work earlier than six (6) weeks following her actual
date of delivery, nor shall she be permitted to do so unless she has the approval of a legally
qualified medical practitioner.

The Senior Leader shall continue to accumulate vacation credits and service time during her
leave.

During the period of Pregnancy and Parental Leaves, the University shall continue to pay the
employer’s share of all pension and other benefits in which the Senior Leader is registered at
the time of the leave. The Senior Leader and the employer shall each continue to pay their
applicable share of contributions and/or premiums, unless the member elects not to do so in
writing.

SUB Plan - Pregnancy Leave (Initial 17 weeks)

During the period of pregnancy leave, the Senior Leader who qualifies for Employment
Insurance benefits, is eligible for supplemental benefits from the Employer as follows:

a) The objective of the plan is to supplement Employment Insurance benefits up to 95
percent of the Senior Leader’s normal weekly earnings during pregnancy leave for a
maximum of 17 weeks. Pregnancy leave will be granted in accordance with the
Employment Standards Act (Ontario).

b) This plan covers only temporary unemployment due to pregnancy leave. Senior Leaders
do not have a right to SUB payments, except for supplementation of Employment
Insurance maternity. benefits during the unemployment period as specified in the plan.
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c)

d)

f)

g)

h)

j)

A Senior Leader must apply for, and be in receipt of, Employment Insurance benefits
before SUB can be paid. The Senior Leader must meet the requirements of the E.I. Act
concerning the period during which maternity benefits can be paid.

A Senior Leader will be eligible for SUB payments if she qualifies for, and is entitled to,
Employment Insurance maternity benefits. However, a Senior Leader will also be
eligible for SUB payments when she is not receiving Employment Insurance because she
is serving the E.l. waiting period, or because she has received all the E.I. benefits payable
to her.

Benefits payable under the plan is a sum, which combined with gross Employment
Insurance benefits, SUB payments, and other earnings equal 95 percent of the
employee's nominal salary on the date the leave commenced, including eligible
retroactive adjustments.

Payments from the SUB plan are not considered as earnings for Employment Insurance,
but are subject to income tax.

The employer must have proof that the Senior Leader is, or is not, receiving Employment
Insurance benefits before SUB can be paid.

SUB payments will be financed by the employer. A separate accounting will be kept on
SUB payments.

Payments in respect of guaranteed annual remuneration, or in respect of deferred
remuneration or severance-pay benefits, are not reduced, or increased, by payments
received under this plan.

The employer will inform the Canada Employment and Immigration Commission of any
changes in the plan within 30 days of the effective date of the change.

Sub Plan — Parental Leave

During the period of parental leave, a Senior Leader who qualify for Employment
Insurance benefits, is eligible for supplemental benefits from the employer as follows:

(i)  For up to a maximum of nine (9) weeks, an amount equal to the difference
between the El benefits received by the Senior Leader and 95 percent of the Senior
Leader's nominal salary;

(ii)  For a staff member who choses to collect parental leave employment insurance
benefits over a period greater than 35 weeks, the subsidy will be adjusted to be
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same amount that would have been paid had the employment insurance benefit
been collected over 35 weeks.

During leaves, the Senior Leader shall continue to participate in the pension plan and the other
benefit plans set out in this policy. The Senior Leader and the employer shall each continue to
pay their applicable share of contributions and/or premiums, unless the member elects not to do
so in writing.

If both parents are members of Laurentian University, t is understood that only one (1) person
can make use of this parental leave sub-plan benefit at a time.

Special Leaves

The following are considered special leaves with pay and must be reported to the Supervisor and
Human Resources and Organizational Development:

a) Emergency (to include emergency illness in the Senior Leader’s household) does not
include inclement weather: one (1) day per occasion;

b) Fire or other disaster resulting in property damage in the Senior Leader’s residence: two
(2) days per occasion;

¢) Moving of a household: one (1) day per occasion;

d) Writing of an examination or defending a thesis requiring absence from work: one-half
(1/2) day per occasion;

e) Wedding leave, at the Senior Leader’s discretion, to attend her/his own wedding:
maximum three (3) days;

f) Paternity leave: maximum five (5) days immediately following the birth of a child.

These leaves and the other leaves in this policy are greater than the Personal Emergency Leave
(PEL) provisions of the ESA, therefore the ESA leave provisions do not apply.

Medical, Dental and Legal Appointments

It is understood that Senior Leaders will make every effort to schedule appointments outside of
working hours. However, for appointments that cannot be scheduled outside of working hours,
permission must be given to the employee from their supervisor in order to be away from work
to attend appointments.
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General Leaves of Absence

Senior Leaders may be granted time off from employment to participate or attend to personal
and/or educational obligations. Approval of general leave requests will be at the immediate
supervisor’s discretion and will be contingent upon operational requirements.

Jury and Witness Duty Leave

The University shall grant a leave of absence with pay to any Senior Leader who is required to be
a juror, or witness, by anybody in Canada with powers of a subpoena.

The Senior Leader shall notify her/his immediate supervisor immediately upon her/his
notification that he or she will be required to attend court, and present proof of service requiring
her/his attendance. Once the Senior Leader is discharged from the subpoena, he or she shall
return to work as soon as possible.

POLICIES AND PROCEDURES

Compliance with Policies and Procedures

The process for policy development and review is guided by the Policy Framework as approved
by the Executive Team. The Board, Senate and Executive approved policies are tracked and
maintained by the Office of the University Secretary and General Counsel. It is the responsibility
of all individuals employed by the University to review and comply with applicable policies,
procedures or other related governance documents.

Confidentiality

Senior Leaders commit to keep strictly confidential and not disclose to any third party, by any
mean, any confidential information which may be provided to them by the University or to which
they may have access in their capacity as Senior Leaders.

Bilingualism

Most Senior Leadership positions require functional bilingualism. By accepting their
appointment, Senior Leaders acknowledge having read the “Policy on Bilingualism at Laurentian
University” and commit to ensuring its implementation.
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Respectful Workplace and Learning Environment

The University promotes an atmosphere of trust and respect that upholds the dignity of all, fair
treatment of individuals while ensuring a harassment-free environment. As part of this
commitment, the University provides access to supports, response processes, and other
resources to ensure safety, well-being and respect. It is important for Senior Leaders to be
familiar with the Policy and Procedure of the Respectful Workplace and Learning Environment.

Learning and Development

Laurentian University is committed to the ongoing professional development of all faculty, staff
and leaders. To support this commitment, Senior Leaders are encouraged to access the many
programs and services in place to assist with their ongoing development. The University offers a
variety of programs, workshops, ELearning, guidebooks, articles, and more on a variety of topics
aimed at developing employees for their current role as well as for future opportunities and
career growth.

Learning and professional development is a shared responsibility between the University and all
employees. Professional development planning shall be incorporated into annual performance
appraisals and goal setting. University directed employee participation in internal/external
learning and professional development is regarded as business authorized by the University.

It is the objective of the University to:

e develop and maintain a faculty and staff complement which has the qualifications and
abilities required for the maintenance of high standards;

e develop practices which result in high-quality performance, high-level productivity, and
continued commitment of staff to the University;

e provide opportunities for personal development and career advancement, and to
establish a working environment that will encourage staff members to develop their
abilities and leadership potential.

In keeping with the above policy, the University is prepared to consider special educational leave
and expenditure for attending developmental programs. It is also prepared to support in-house
educational activities for Senior Leadership.

Courses Offered by Other Agencies
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If the University has requested a Senior Leader to enrol in a course outside the University, and if
that person's immediate supervisor states that, in her/his view, the successful completion of the
course will provide a direct benefit to the University, a reimbursement of tuition will be granted
at 100 percent by that department’s budget.

Any member who is planning to take a course, not recommended by the University, must make
a request for reimbursement, in writing, in advance of taking the course. The immediate
supervisor, in consultation with the Executive Director of Human Resources and Organizational
Development, will decide on the level of reimbursement that will be accorded.

Reimbursement will be made upon receipt of a transcript indicating successful completion of the
course.

Travel and University Business

Senior Leaders have access to a travel budget for attending to University business. Reasonable
travel expenses are reimbursed consistent with Board-approved policies. There are no car
allowances. As for any other employee of the University, compensation for the use of personal
automobiles for travel takes the form of a non-taxable per kilometer allowance rate as
established by the Canada Revenue Agency. Reasonable professional development expenses are
approved by the supervisor. Professional or membership fees are eligible for professional
development. Senior Leaders may claim reasonable expenses in connection with University
business and in accordance with University policy. International travel plans are to be approved
in advance by the supervisor.

Temporary Assighment/Secondment

The University may approve a request from a Senior Leader for an unpaid leave of absence or
secondment.

Senior Academic Administrators may make take such leave immediately before or during an
administrative leave, or while he or she fulfills his or her duties as faculty.

Should a third party wish to provide a Senior Leader with greater compensation during his or her
secondment, the University may assign the employee in an administrative capacity outside the
faculty bargaining unit at the University to enable such compensation agreements to take place,
as long as the third party covers all costs associated with his or her secondment. Should an unpaid
leave of absence or secondment take place before the Senior Leader has taken his or her
administrative leave(s) in full, the Senior Leader shall, upon his or her return, first complete such
administrative leave(s), and then assume his or her duties as faculty.
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Termination

In the event of termination without cause, termination payments, including payments in lieu of
notice of termination, and severance payments, shall not as per provincial regulation exceed a
total of 24 times of the average monthly salary of the Senior Leader. Senior Academic
Administrators with a full-time faculty appointment are usually not eligible to termination or
severance payments and retain status as faculty members. Senior Leaders terminated for cause
are not entitled to termination or severance payments.

Senior Academic Administrators serve at the pleasure of the University. Should their
appointment be terminated prior to the end of their term, they may be eligible to the earned
portion of administrative leave, after which time they may assume their duties as faculty (if they
hold such an appointment) as per the terms and conditions of the collective agreement between
the Laurentian University Faculty Association (LUFA) and the Board of Governors of Laurentian
University.

Resignation and Retirement

The University requires a minimum of three (3) months’ notice of resignation from Senior Leaders
or otherwise by mutual agreement, in writing to the immediate supervisor. Resignation is not
required for an internal employment transfer.

All keys and other University property must be returned prior to the last day.

In the case of retirement, Senior Leaders are required to provide a minimum of one (1) month’s
and preferably three (3) months’ notice prior to their last expected day of employment.
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PERFORMANCE

Annual Performance Appraisal

Senior Leaders participate annually in a performance appraisal process led by their supervisor.

The process for evaluating performance and the awarding of merit pay is under review at the
time of this update.

Professional Credentials and Memberships

Full time permanent Senior Leadership group members that possess professional credentials or
membership in a specific professional association must maintain good standing, where the
credential is a requirement of their position. In the event of registration, license or membership
changes, individuals must notify their supervisor as soon as possible.

Relevant professional credentials or membership fees related to a position, as determined by the
immediate supervisor, may receive reimbursement of one fee per calendar year. In cases where
an additional license is essential in order to remain accredited, this fee may also be reimbursed.
This will be at the discretion of individual immediate supervisors.

Leaders on pregnancy or parental leave are eligible for reimbursement while on leave.

Proof of expenditure (original receipts) must be provided and approved by your immediate
supervisor before reimbursement can be made.
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APPENDIX “G”
RHBP POLICY



E LaurentianUniversity
A UniversitéLaurentienne

TO: All New Employees

FROM: Cindy Cacciotti
Associate Vice-President, Human Resources & Organizational Development

DATE: October 15, 2020

RE: Retirees Health Benefit Plan

Enclosed are the following:

1. Retirees Health Benefit Plan Policy;

2. A memo addressed to all new employees regarding the Retirees Health Benefit Plan;

3. A list of questions and answers.

Please review the documents carefully. Queries or comments from the employees of Laurentian University are
to be directed to Julie Richer, whereas employees of the Federated Universities are to direct their queries to

their employer.

Please do not hesitate to contact me if you require further clarification.

Enclosures



2a.

2b.

2c.

2d.

2e.

RETIREES BENEFIT PLAN POLICY
EFFECTIVE: JULY 1, 1998

Retirees will purchase private coverage from available external plans.

The University will establish a Retirees Health Benefit Plan (RHBP) to be used towards the subsidization of retiree

health benefit premiums in the following manner.

A limit of $8.00 dispensing fee per prescription will be implemented in the current extended health plan. The savings
attributed to this change will be credited to the RHBP trust account. (Effective July 1, 2018, this contribution is

rolled into the employer share.)

The request made to the Pension Committee to allow a pension-contribution holiday by the employer to a
limit of $200,000 has been approved. This amount will be credited to the RHBP trust account.

All current employees in the Extended Health Plan will pay a fixed amount per month equal to $2.00 per
month for single and $5.25 per month for family coverage. This represents approximately 3.6% of the
current monthly health premiums. This money will be placed in the RHBP trust account.

The University will contribute $25,000 per year into the RHBP trust account. (Effective July 1, 2018, this
contribution is rolled into the employer share.)

The Federated Colleges will contribute an annual amount proportional to the Laurentian contribution to the
RHBP trust account.

Grant-funded and term employees may opt out of the RHBP.

Interest will be credited to funds on deposit in the RHBP trust account and retiree reimbursements will be
charged against the trust account.

Retirees will be reimbursed for premiums or other qualifying expenses paid in the amount of $25.00 per
month for single and $50.00 per month for family, payable on a yearly basis. The list of expenses will be
the same as that enjoyed by the full-time active employees. Over-the-counter medication, except vitamins,
will be considered an eligible expense provided that a physician’s prescription is submitted with an original
receipt containing the required information (i.e. name of medication, date of purchase, cost of medication).

The Benefits Committee will continue to review the current benefit plans in order to achieve savings which
might be utilized to improve the RHBP.

An annual statement of transactions in the trust fund and updated projections will be provided to the
Benefits Committee. This Benefit Plan will be reviewed on an annual basis.

The amounts in items 2¢, 2d, 2e and 5 are to be increased every year on July 1 by the average increase in
Consumer Price Index (CPI) to a maximum of 3%. The annual CPI taken into consideration will be the CPI
for the proceeding twelve (12) month period starting April 1 of the previous calendar year to March 31 of
the current calendar year.

Upon the death of the retiree, the spouse and/or dependents will continue to be afforded the RHBP benefit
for a period of two (2) years from the date of death of the retiree.

Revised: June 11,2018



TO:

FROM

DATE:

LaurentianUniversity

E UniversiteLaurentienne

All New Employees

: Cindy Cacciotti

Associate Vice-President, Human Resources & Organizational Development
October 15, 2020

Retirees Health Benefit Plan — Information to New Employees

WILL THE BENEFIT APPLY TO ME?

To receive this benefit, the following conditions must be met:

You retire at age 55 or older — regardless of whether a pension is paid from the pension plan;

AND
You have contributed for at least 15 years to the Retirees Health Benefit Plan;

AND
You have purchased private coverage and can provide the employer with receipts for the private
coverage;

OR

You did not purchase private coverage, but can provide the employer with receipts for medical
expenses. The list of "expenses" will be the same as that enjoyed by the full-time active employees.
Over-the-counter medication, except vitamins, will be considered an eligible expense provided that a
physician’s prescription is submitted with an original receipt containing the required information (i.e.
name of medication, date of purchase, cost of medication).

Please note:
The retiree will not qualify for the subsidy if he/she qualifies for continued coverage under the
Laurentian University Group Plan.

You will be entitled to the subsidy if you enjoy coverage with your spouse and his/her plan does
reimburse for certain expenses, i.e. vision care.

You will be entitled to the subsidy if you enjoy coverage with your spouse who is also retired from
his/her employment and is required to pay 100% of the cost to retain the benefit package with his/her
employer until his/her normal retirement date.

You will be entitled to the subsidy if, through a previous employer, you have accrued rights that will
allow you to participate in that employer’s benefit plan for retirees once you retire from Laurentian
University and you are required to pay for that coverage.







THE COST

All employees currently enrolled in one or more of the Hospital Care, Extended Medical and/or Dental
coverage will be deducted, effective the 1% of the month coincident with or immediately following the date
you are employed, the following amounts:

For LUFA, LUAPSA, and Executive members, University of Sudbury, Huntington

University, Thorneloe University, and SNOLAB employees:

v $19.10 per month if you are enrolled in single coverage; and
v $19.10 per month if you are enrolled in family coverage.

For LUSU members only:
v $6.50 per month if you are enrolled in single coverage; and
v $12.99 per month if you are enrolled in family coverage.

For grant employees employees:
v $12.99 per month if you are enrolled in single coverage; and
v

$12.99 per month if you are enrolled in family coverage.

These amounts are flat amounts per participating employee, which will be indexed every year by the average
increase in the Consumer Price Index to a maximum of 3% per year and are not per individual benefit (i.e. you
will not be charged $6.50 / $12.99 / $19.10 on the Hospital Care, $6.50 / $12.99 / $19.10 on the Extended
Medical, and $6.50 / $12.99 / $19.10 on the Dental coverage).

As well, effective January 1, 1999, the insurance carrier was instructed that the dispensing fee on prescription
drugs was to be capped at $8.00 per prescription. This action reduced the Extended Medical rates by three
percent (3%). As indicated in the RHBP policy, the three percent (3%) is applied to the RHBP Trust Account.

THE BENEFIT

The retiree will be subsidized as follows:
For LUFA, LUAPSA, and Executive members, University of Sudbury, Huntington University,
Thorneloe University, and SNOLAB employees:

v $976.73 per year if the retiree is enrolled with the independent carrier in single
coverage; and
v $1,587.19 per year if the retiree is enrolled with the independent carrier in family
coverage.
For LUSU members:
v $686.45 per year if the retiree is enrolled with the independent carrier in single

coverage; and
v $1,372.85 per year if the retiree is enrolled with the independent carrier in family

coverage.
For grant employees:
v $816.32 per year if the retiree is enrolled with the independent carrier in single
coverage; and
v $1,372.85 per year if the retiree is enrolled with the independent carrier in family

coverage.
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PAYMENT OF BENEFIT

The employer will reimburse the retirees annually at a date that is convenient to the retiree. The retiree will
select her/his anniversary date.

Yearly payment of private coverage

A retiree who pays for his/her private coverage can submit his/her receipt on a yearly basis. If at the time the
retiree submits his/her initial receipts, a period of less than twelve (12) months has expired from the date of
retirement, the subsidy will be pro-rated. The retiree will receive $81.39 per month (LUFA, LUAPSA, and
Executive members, University of Sudbury, Huntington University, Thorneloe University, and SNOLAB),
$57.20 per month (LUSU members), or $68.03 per month (grant employees) if enrolled in private insurance
as a single person and $132.27 per month (LUFA, LUAPSA, and Executive members, University of Sudbury,
Huntington University, Thorneloe University, and SNOLAB) or $114.40 (LUSU members and grant
employees) if enrolled in private insurance for family coverage from the date of retirement to the date of
initial application. Thereafter, the retiree will receive the subsidy annually.

Monthly payment of private coverage

A retiree who pays for her/his coverage on a monthly basis will be reimbursed at the time the receipts are
submitted to the appropriate employer - on a yearly basis. Retirees who pay their premiums on a monthly
basis would accumulate the receipts for 12 months and then submit their request for reimbursement.

Special provision for retirees on or after July 1, 1998, who have been declined or did not apply

Retirees who meet the contributions requirements, and who have been declined coverage or did not apply for
health coverage, may submit receipts annually for medical expenses incurred (which are not covered by any
other private or government plan) to the employer who will reimburse the eligible expenses up to a maximum
subsidy of $976.73 per year (LUFA, LUAPSA, and Executive members, University of Sudbury, Huntington
University, Thorneloe University, and SNOLAB), $686.45 per year (LUSU members) or $816.32 per year
(grant employees) for single coverage and $1,587.19 per year (LUFA, LUAPSA, and Executive members,
University of Sudbury, Huntington University, Thorneloe University and SNOLAB) and $1,372.85 per year
(LUSU members and grant employees) for family coverage. The list of "expenses" will be the same as that
enjoyed by the full-time active employees. Over-the-counter medication, except vitamins, will be considered
an eligible expense provided that a physician’s prescription is submitted with an original receipt containing
the required information (i.e. name of medication, date of purchase, cost of medication).

OPTION-IN PROVISIONS

If you are not enrolling in one or more of the Hospital Care, Extended Medical, and/or Dental coverage and
wish to contribute to be eligible to receive the benefit at retirement from the University, please complete the
enclosed “Application to Participate in the Retirees Health Benefit Plan” at the end of this memo and return it
to the Office of Budget and Payroll for employees of Laurentian University. Employees of the Federated
Universities return the application directly to your employer.
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OPTION-OUT PROVISIONS

Applies only to:
Grant-funded, SNOLAB, and L.U.S.U. term employees.

The person employed under one of these conditions has the opportunity to opt-out of the Plan by completing
the “Application to Opt-Out of the Retirees Health Benefit Plan” and returning it to the Office of Budget and
Payroll at Laurentian University or your Payroll Office at the Federated Universities.

DECLINATION TO PARTICIPATE

If you are a full-time employee who is not currently enrolled in one or more of the Hospital Care, Extended
Medical, and/or Dental coverage and do not wish to participate in the Plan, please complete the enclosed
“Declination to Participate in the Retirees Health Benefit Plan” at the end of this memo and return it to the
Office of Budget and Payroll for employees of Laurentian University. Employees of the Federated
Universities return the application directly to your employer.

MISCELLANEOUS

Future retirees will be provided with application kits two (2) months prior to retirement date.




APPLICATION TO PATICIPATE
IN THE
RETIREES HEALTH BENEFIT PLAN

Note: Employees of Laurentian University return this application to the Office of Budget and Payroll.
Employees of Huntington University, Thorneloe University or University of Sudbury, return this
application directly to your employer.

Please accept this "Application to Participate" as your authority to deduct the required amount stated below as
my cost to participate in the Retirees Health Benefit Plan.

For LUFA, LUAPSA, and Executive members, University of Sudbury,
Huntington University, Thorneloe University, and SNOLAB employees:

v $19.10 per month if you are enrolled in single coverage; and

v $19.10 per month if you are enrolled in family coverage.
For LUSU members:

v $6.50 per month if you are enrolled in single coverage; and

v $12.99 per month if you are enrolled in family coverage.

For grant employees:
$12.99 per month if you are enrolled in single coverage; and
$12.99 per month if you are enrolled in family coverage.

< S

(Please choose the premium that reflects the subsidy that you expect to receive at retirement.)

These rates will be indexed every year in July by the average increase in the Consumer Price Index to a
maximum of three percent (3%) per year.

I understand that the subsidy that I will receive at retirement will be based on the private single or family
coverage purchased.

I further understand that, should I leave the University prior to retirement, I will not be entitled to receive a
refund of the contributions paid.

PRINT NAME

SIGNATURE DATE




APPLICATION TO OPT-OUT
OF THE
RETIREES HEALTH BENEFIT PLAN

Note: Employees of Laurentian University return this application to the Office of Budget and Payroll.
Employees of Huntington University, Thorneloe University or University of Sudbury, return this
application directly to your employer.

APPLICATION TO L.U.S.U. TERM EMPLOYEES AND GRANT-FUNDED EMPLOYEES ONLY

[ am classifiedasan U L.U.S.U. Term employee
Q SNOLAB/Grant-funded employee

I have reviewed the information received, and after careful consideration, I have elected to opt-out. |
understand that I will not be eligible to receive the subsidy upon retirement.

PRINT NAME

SIGNATURE DATE




DECLINATION TO PARTICIPATE IN THE
RETIREES HEALTH BENEFIT PLAN

Note: Employees of Laurentian University return this application to the Office of Budget and Payroll.
Employees of Huntington University, Thorneloe University or University of Sudbury, return this
application directly to your employer.

APPLICATION TO EMPLOYEES NOT ENROLLED IN THE HOSPITAL CARE, EXTENDED MEDICAL,
OR DENTAL BENEFITS ONLY

I am not enrolled in the hospital care, extended medical or dental benefits.

I am classified as a: Q L.U.S.U. Term employee

Q SNOLAB/Grant-funded employee
Q Full-time employee

I have reviewed the information received, and after careful consideration, I have elected not to participate in the
Retirees Health Benefit Plan.

I understand that I will not be eligible to receive the subsidy upon retirement.

PRINT NAME

SIGNATURE DATE




New Employees / Frequently Asked Questions

Will I receive the subsidy if I did not contribute for the required fifteen (15) years?

Employees hired on or after July 1, 1998
Participants of the Retirees Health Benefit Plan will be eligible to receive the subsidy if
they have participated in the plan for fifteen (15) years.

Can I receive the subsidy if I paid premiums for 17 years before retirement and
cannot afford to purchase private coverage?

If you did not purchase coverage, you do qualify to receive reimbursement of medical
expenses not covered by any other private or government plan upon submission of
receipts. The maximum per year is $976.73 (LUFA, LUAPSA, and Executive
members, University of Sudbury, Huntington University, Thorneloe University, and
SNOLAB employees) or $686.45 (LUSU members) or $816.32 (grant employees) for
single or $1,587.19 (LUFA, LUAPSA, and Executive members, University of Sudbury,
Huntington University, Thorneloe employees, and SNOLAB) or $1,372.85 (LUSU and
grant employees) for family.

I was hired after implementation of the RHBP at age 47, elected to contribute to the
RHBP, and will be retiring at age 55. Will I be eligible to receive the subsidy?

No, you are not eligible. Although you will have met the retirement age criterion, you
do not meet the fifteen (15) year contribution requirement. You would be required to
work until age 62 to receive the benefit.

What happens if I resign from my employer before age 55?

If you resign from your employer prior to retirement, you are not entitled to receive the
subsidy from the Retirees Health Benefit Plan. Example: An employee, age 27, elects
to participate in the Retirees Health Benefit Plan and leaves the University after twenty
(20) years of participation. The employee has not retired; the employee will not
receive the subsidy.

Am I eligible to participate in the Retirees Health Benefit Plan?

All full-time employees are eligible to participate in the Retirees Health Benefit Plan.
Although you may not currently be enrolled in the Hospital, Extended Medical and/or
Dental plans, you may opt to participate in this plan so that you may receive the subsidy
at retirement, providing you meet the eligibility conditions.


https://1,372.85
https://1,587.19

7a.

7b.

My spouse works for an employer that has a plan. Can I receive the subsidy toward
her/his premiums?

No, we will not subsidize a group plan. If you purchase enhanced private
coverage you may submit the receipts for those premiums. However, you will
be entitled to the subsidy if you enjoy coverage with your spouse who is also
retired from his/her employment and is required to pay 100% of the cost to
retain the benefit package with his/her employer until his/her normal retirement
date.

Will I be eligible to receive the subsidy if I retire at 55 and am employed for 5
years by another employer who has a group plan?

You would not be eligible until you leave the second employer, and must meet
the eligibility requirements outlined by the plan.

Will I be eligible to receive the subsidy if I retire at 55 and am employed for 5
years by another employer who has NO group plan?

You would be eligible to receive the subsidy if you meet the eligibility requirements.

Although I am the employee and qualify for the subsidy at retirement, the
private family coverage was purchased in my spouse’s name. Do I qualify?

Yes, providing you submit the receipts for the premiums paid for the private
coverage and documentation showing you as covered by that policy.

An employee is hired as a grant employee. The employee assumes he/she will
work for five years, therefore, elects to opt-out of the RHBP. The duration of
the employment is 18 years. The employee subsequently retires. Would the
employee be eligible to receive the subsidy?

Although the employee retired, he/she would not be eligible because he/she had
not contributed to the RHBP.
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