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4. Employees who are appointed members of Government Boards and/or Committees may 
request time off from work with pay to attend such meetings. Such request shall be subject 
to prior approval of management on each occasion. 

ARTICLE 21 - POLITICAL LEA VE 

1. Upon written request, after ratification, the Employer shall grant a Staff Member unpaid 

leave of absence to be a candidate in national elections. 

2. Normally, Staff shall give at least three months' notice for such leave. 

3. A Staff Member may have up to six (6) months of unpaid leave prior to a national election. 

4. Any Staff Member elected or appointed to Parliament may either choose to resign from the 
University or opt for unpaid leave of absence with no loss of rank. 

5. The employee who is unsuccessful in their bid for election is entitled to assume their 

position after the election. They must resume duties within one ( 1) month after the election. 

ARTICLE 22 - CASUAL LEA VE 

The Employer recognizes that Staff at the Administrative level , who do not qualify for 
overtime pay, may have occasions to assist their employer which results in times of intense 
continuous work on given projects. Upon completion of work in excess of normal work 
schedules, the employee may apply for Casual Leave. 

1. The requested period should not be for more than three (3) days per month, exclusive of 
weekends. 

2. Casual Leave shall not exceed twelve (12) days m any calendar year. Only one (1) 
application shall be considered per month. 

3. Request for Casual Leave shall be made on the relevant form, at least three (3) days in 
advance, of the leave to the relevant supervisor for their approval. The supervisor shall 
forward the approved application form to Human Resources Department. This process shall 
not take more than five (5) working days from the time of application. 



ARTICLE 23-UNION LEAVE 

1. Any Employee selected or elected as a delegate to any Labour/Industrial Relations 

programme pertaining to the affairs of the Union and necessitating a leave of absence, may 

be granted one to three (3) month's leave with pay at the discretion of the Employer. 

2. Any Employee returning to work after paid or unpaid leave of absence granted under this 
Article shall be re-instated in his/her former position; or in the event that his/her former 

position is no longer available to a position consistent with his/her ability and previous 

experience and seniority, and his/her salary shall be the same as he/she would have been paid 

had he/she not been granted such leave of absence. 

3. If a University staff member is elected to the Executive Office in the Union, they shall be 

entitled to unpaid leave upon request. 

4. An employee nominated by the Union for educational purposes, shall be granted leave of 
absence for a period of not more than three (3) months. Payment for the leave granted under 
this Section will be at full pay; but only two (2) persons will be allowed off per year. 

5. The Human Resources Department will grant a total of thirty (30) working days paid leave 

during each year of this contract for collective use by Union members to attend short Trade 

Union courses or seminars abroad. The number of employees to be released on each occasion 

is subject to the discretion of the Employer having regard to the requirements of its operation. 

6. The Human Resources Department will allow up to fifty (50) working days paid leave per 

annum for the collective use by Union members to attend local Trade Union Seminars or 

courses with verification. The number of employees to be released on each occasion is 

subject to the discretion of the Employer having regard to the requirements of its operations. 

7. When an employee returns to work after leave granted under this Article 23, Union Leave, 
consideration must be given to the position he/she held in the Union, and the position he/she 
may have attained had he/she not taken Union Leave. 

8. Requests for leave of absence shall be made in writing to the Employer not later than four 
( 4) weeks in advance of the effective date of the requested leave. 
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ARTICLE 24 - VACATION LEA VE 

1. The entitlement for annual leave shall accrue after one (1) year of continuous service with 

the Employer. 

2. The University shall grant up to five (5) working days of the first (1 st) year' s entitlement six 

( 6) months after employment. 

3. Vacation leave accrual will be governed based on the University' s Vacation Leave policy. 

4. Leave shall be taken subject to the operational circumstances and the Employer shall have 
the right to vary the leave dates by giving thirty (30) days' notice to the Employee affected 

prior to the date of commencement of the approved period and for reasons due to the 
requirement of the service. 

5. Employees are eligible for annual paid vacation leave in accordance with the following 

schedule: 

5.1 Employees with one (1) to three (3) years of continuous service fifteen (15) 

working days; 
5.2 Employees with four (4) to ten (10) years of continuous service twenty (20) 

working days; and 
5.3 Employees with ten (10) or more years of continuous service twenty-five (25) 

working days. 

6. Temporary Employees shall not be eligible for vacation but instead shall receive vacation 
pay in accordance with Section 13(2)( a) of the Employment Act - Part IV Vacation Leave. 

7. Should a Government-recognized holiday fall within the period of the annual leave granted, 

it shall not be counted against the annual vacation entitlement. 

8. Employees terminating their employment shall be paid the accrued vacation entitlement on 
a pro-rata basis up to the date of termination. 

9. Any approved vacation leave if not taken when due, it is incumbent upon the employee to 
notify the supervisor of any changes in the requested leave, otherwise it shall be considered 
that vacation has been taken. The exception will be in specific circumstance where, through 
no fault of the Employee, the Employer was unable to grant the leave. 
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10. Applications for vacation leave shall be submitted at least one (1) month prior to the date the 
vacation is due. In special circumstances, the Employer may accept applications on a date 
later than the period referred to above. 

11. An Employee who falls ill while on vacation leave shall be eligible for sick leave with effect 
from the beginning of the certified incapacity. He/She shall first furnish the Employer with 
a statement from the attending practicing medical doctor stating that he/she is medically unfit 
for duty. A definite time period for illness must be given. The Employee shall not, however, 
be permitted, if he/she is within The Bahamas, to resume his/her vacation leave unless he/she 
first returns to work on the termination of the sick leave. If the sick leave extends beyond 
the approved vacation leave, the Employee shall return to work at the expiry of the sick 
leave. 

12. An Employee who commences work no later than the fifteenth (151h) of the month shall be 
deemed to have worked a calendar month for vacation purposes. 

13. Where an Employee has submitted a vacation leave request, which was approved in writing, 
but subsequently cancelled by the Employer in writing, and where an Employee suffers 
monetary loss as a result of non-refundable travel arrangements, the Employer shall 
reimburse the loss provided that the likelihood of such loss was made known in writing by 
the Employee not later than the time the vacation leave was cancelled. The Employee shall 
provide documentary proof of vacation arrangements in order to benefit under this Clause. 

14. A replacement for an Employee on vacation leave shall be considered a Temporary 
Employee. 

15. Employees who are on study leave shall not be entitled to vacation during the period of the 
study leave. 

ARTICLE 25 - UNPAID LEA VE OF ABSENCE 

1. Subject to the exigencies of the service, unpaid leave of absence without loss of benefits may 
be granted under exceptional circumstances. Applications for unpaid leave must be made 
within a reasonable time prior to the commencement of such absence, except in cases of 
emergencies or unforeseen circumstances. 



ARTICLE 26 - VOTING LEA VE 

1. Employees voting in a general election are entitled to time-off from work with pay for a 

duration of two (2) hours, in addition to the normal lunch hour. 

2. Employees who are members of the Bargaining Unit voting in the Union's election are 

entitled to time-off from work with pay for a duration of two (2) hours, in addition to the 

normal lunch hour. 

3. For scheduling purposes, time off to vote shall be made with the immediate supervisor at 

least two (2) days prior to the Election Day. 

ARTICLE 27 - INDUSTRIAL INJURY 

1. Any Employee who is injured on the job must immediately report same to his/her immediate 

Supervisor. The immediate Supervisor must report such accident immediately to the 

School/Department Head who will officially inform the Human Resources Department. 

Human Resources will inform the Union' s Shop Stewards. 

2. Claims for medical expenses arising from an injury sustained while on duty shall be 

processed in accordance with the National Insurance Industrial Injury Benefit provisions and 

the Employer's Medical Insurance Plan. 

3. When an Employee suffers a disabling work injury properly certified by a registered medical 

doctor, he/she shall be paid at his/her normal rate of pay from the first (1 51
) day after the work 

injury for a period not exceeding forty (40) weeks with no loss of sick leave benefits, 

provided that the injury was not caused by negligence of the Employee. 

4. An Employee may at any time during his/her absence due to injury be required to submit 

himself/herself for medical examination by a medical practitioner as assigned by the 

Employer. 

5. The pay during such leave shall be adjusted by the Employer pursuant to the provisions of 

the National Insurance Act. 

6. When the Employee returns to work after recovering from the injury he/she shall be 

reinstated in the position he/she occupied at the time of the injury or given alternative work 

of a comparable nature without loss of pay or seniority. 



8. A replacement for an Employee on leave because of industrial injury shall be considered a 

Temporary Employee. 

ARTICLE 28 - SUBSTANCE ABUSE 

1. The University and the Union are committed to ensuring and providing a safe working 
environment for all, and in tum expect all employees to report to work in a physically and 
mentally healthy state. The University takes a firm stand against drug and alcohol abuse and 
seeks to ensure that there is a drug-free, healthy and safe environment for the entire 
University community. 

2. The University and the Union also recognizes that drug and alcohol abuse can have serious 

effects on an Employee ' s productivity and job performance and agree that employees with 
a substance abuse problem need to be assisted away from this reliance. Therefore, it is 
agreed that substance abuse or dependency should be diagnosed and treated at the earliest 
stage. 

3. Whenever the University suspects that an employee may be involved in substance abuse and 
in an attempt to ensure the correct diagnosis, the University may require a drug/alcohol test. 
The cost of this initial diagnosis will be borne by the Employer. Any of the following 
situations listed below may warrant this test: 

An employee ' s work performance or on-the-job behavior may have been 

ffected in any way by alcohol or drugs. 
redible information obtained from other employees based on their continuous 

bservations of slurred speech, excessive physical and verbal arguments, 
confusion, disorientation, personality changes, or odor of marijuana or alcohol. 
An employee has been involved in an on-the-job accident resulting in property 
damage or personal injury requiring medical attention. 

3.4 An employee has been charged in association with drugs or alcohol. 

4. If the diagnosis is positive for drug or alcohol addiction, the University will assume 
responsibility for rehabilitation treatment for a period not to exceed ninety (90) days. Should 
the treatment exceed ninety (90) days, the employee may use available sick and vacation 
leaves. Professional treatment can be either via the University ' s Counselling Department or 
an external professionally certified counsellor or psychiatrist. Monthly reports on progress 
of treatment shall be provided to the Human Resources Department. 

5. Treatment shall be allowed for a maximum of three (3) times. A recurrence after the third 
treatment may result in termination. 
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associated with the first two treatments only. If treatment is required on a third recurrence, 
the cost shall be borne by the Employee. Should the employee be unwilling to cooperate in 
this third instance, this will be considered as an act of self- termination. 

6. In the event of a relapse, the University shall assume responsibility for the second period of 
professional treatment, either via the University Counselling Department or an external 

professionally certified counsellor. The period of this paid treatment shall not exceed ninety 

(90) days. After such period, a determination shall be made if the employee is fit to resume 
work. 

7. Upon return to work, if further treatment is needed which requires absence or outpatient care, 
in either of the first or second period of treatment, the Chairperson/Director/Supervisor shall 
monitor the Employee's performance and productivity in the following manner for a period 
of six months: 

7.1 Observe and monitor performance 
7 .2 Keep written records of the same 

7 .3 Verbally counsel the employee; and 

7.4 Refer the matter to the relevant Dean/Vice President when no success is achieved 
from the above. 

8. At the conclusion of the prescribed treatment period, the relevant Dean/Vice President will 

consult simultaneously with the Union, the Vice President of Human Resources, the 
Director of Employee and Industrial Relations and the Chairperson/Director/Supervisor 
concerning further treatment, and/or counselling or assistance for the affected employee. 

9. All information and records regarding treatment shall remain confidential. 

ARTICLE 29-HEALTH & SAFETY 

1. The Employer acknowledges its primary responsibility of providing safe and sanitary 
working conditions as well as safety training for its Employees. The Union recognizes that 

the Employees also share responsibility in this respect and hereby gives the Employer its 
assurance to cooperate with and assist in enforcing among the Employees, the safety and 
health regulations of the Employer. 

2. The Employer shall select, with the Union's assistance, a minimum number of Employees 



3. The Employer shall carry out Fire Drills twice per year at each location housing ten (10) or 

more Employees. The Employer agrees to equip all buildings with fire extinguishers, which 
shall be checked periodically. 

4. It is recognized that some events are beyond the Employer's control and temporary hardship 
may occur. However, Employees shall not normally be required to work under unsafe or 
unsanitary conditions. 

5. The Employer will appoint a working Health and Safety Committee that will include two (2) 
Management and two (2) Union-nominated representatives. The purpose of this Committee 

shall be to promote and ensure the comfort, safety and health of the Employee at the work 

place Gob site). 

Health and Safety Committee 

6. The Committee will review and investigate the job site so as to prevent accidents and 
illnesses. In pursuit of this, the committee shall: 

6.1 Receive and review the Employer's accident, injury and job-related illness 

reports pertinent to the Committee's investigation and make recommendations 
to prevent recurrence; 

6.2 Receive and investigate complaints regarding unsafe and unsanitary working 

conditions and make recommendations to resolve such complaints; and 
6.3 Review and investigate medical and absence reports on Employees who 

regularly report sick. 

7. All reviews and investigative reports shall be held in strict confidence. 

8. The University shall: 

8.1 Provide adequate and safe working shelters for security officers; and 
8.2 Provide adequate transportation for the Security Department to be mobile 

between campuses. 

9. Safety equipment and protective safety clothing shall be provided and maintained when it 
is deemed necessary by the University for maintaining safe and healthy conditions. Apart 

from First Aid kits, such equipment and clothing shall include, but shall not be limited to 
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10. When an Employee in good faith believes that he/she is being required to work under 

unhealthy and unsafe conditions, he/she shall notify his/her Supervisor who shall cause the 

matter to be immediately investigated. The Supervisor will communicate to the Employee 
the results of such an investigation and, if deemed necessary, the steps that shall be taken to 

correct the condition. 

11. In the event of any natural disaster, Employees will be allowed adequate time off to secure 

their property. 

ARTICLE 30 - SMOKING 

1. The University is committed to providing its Employees with a smoke-free work 

environment to protect the health, welfare and comfort of Employees from the adverse 
effects of tobacco smoke from cigarettes, cigars, and pipes. However, it is recognized that 
as some employees may have the need to smoke, the following arrangements have been 

made to meet these needs. 

Smoking Areas 

2. Smoking is allowed in the following areas: 

2.2 Parks; 
2.3 Parking lots; and 

2.4 Playing fields. 

Non-Smoking Areas 

3. Smoking is prohibited within all University buildings, including meeting rooms, 

laboratories, classrooms, offices, elevators, auditoriums, foyers , reception areas, rest rooms, 
dormitories, libraries and other common-access areas. Smoking is also prohibited in the 
cafeteria, other lounge areas, and all areas where a safety hazard exists, such as storage and 
hazardous materials handling areas. Smoking is prohibited in all University vehicles used 
for transporting employees, supplies or any other use. Smoking is prohibited in the Security 
Guard booths. 

Non-Compliance 



5. Employees who fail to comply with the Smoking policy will be disciplined according to sub­

section four (4) Article 44 Disciplinary and Discharge procedure. 

ARTICLE 31 - HEALTH AND LIFE INSURANCE PLAN 

1. The Employer agrees to make available and manage a Health and Life Insurance Plan for its 

Employees in the Bargaining Unit. This Plan shall include Dental and Vision coverage at no 

cost to the employee for single coverage. 

2. The Employer shall provide and pay sixty percent (60%) of the Health, and Life, Insurance 
Plan existing at the University for employees in the Bargaining Unit and forty percent (40%) 
by the employee. Employees are to assume the cost of covering their Spouses and 
Dependents. 

3. The Employer shall pay one hundred percent (100%) of the Health and Life Insurance 
Premium (of the University's Plan) for the following employees. 

3 .1 Security Officers; 

3.2 Designated Cashier/Bank Depositors; 

3.3 Employees with thirty years (30) or more years of continuous service; 

3 .4 Messengers 

All employees who are part of the medical insurance plan are required to complete a 
mandatory annual physical examination. 

4. The life component of the Group Medical Plan shall be $50,000 in basic life plus the 

provision for Accidental Death and Dismemberment. 

5. The Union shall be included as a part of the discussions and decisions regarding renewal of 

the Health and Life Insurance Plan. 

6. The Employer will consult the Union on any proposed changes in the Group Insurance Plan. 

ARTICLE 32 - HAZARD PAY 

1. All Employees performing special duties under adverse conditions shall be given hazard pay 
in addition to their regular salary as follows: 

1.1 

machine and those exposed to hazardous 
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1.2 When working at heights from 8 feet up to 30 feet above ground level $2.75 per 

hour. 
1.3 When working at heights over 30 feet above ground level $3.00 per hour. 

2. Payment for such work will only be made when properly assigned and verified by the 
immediate Supervisor. 

3. Employees who are required to work during disaster periods such as hurricanes or fires 
should be paid at the rate of double time for all hours worked. 

ARTICLE 33 - INCENTIVE AW ARDS 

1. The Union and the Employer agree with the principles of an Incentive Bonus Plan and shall 

continue to pursue ways ofrecognizing exceptional services performed by the University's 
employees. The selection of such employees will be based on specific criteria, such as 
suggestions by employees who save the Institution money. 

2. Incentive Awards may include such things as gifts and honoraria for: 

a. Persons who have no recorded absences for an entire calendar year of 
employment, 

b. Employee-of-the-Quarter, 

c. Employee-of-the-Year. 

3. Employees who have completed over ten (10) years of service with the University shall be 
given a certificate and a pin commemorating this milestone. These employees shall be 

eligible for 15% discount from any UB fund-generating services such as Chapter One Book 
store, CHMI/CATS Fine Dining, Grab-N- Go and the cafeteria. 

ARTICLE 34 - ALLOWANCES 

Per Diem 

1. Whenever an employee is selected to travel on official business for the University within or 
outside of The Bahamas a per diem allowance will be given. 

2. In the case of travel to places outside of The Bahamas, the actual hotel rate shall be paid in 
addition to a per diem of one hundred dollars ($100.00) per day, which is to cover meals, 
laundry and sundry expenses. 
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3. In the case of travel to places within The Bahamas, a per diem of eighty dollars ($80.00) per 

day will be paid to cover meals, laundry and sundry expenses. 

4. Whenever additional expenses are incurred above the amount advanced, receipts must be 
produced to receive refunds, except for per diem costs. 

Mileage 

5. Any employee with approved authorization to use his/her personal transportation for the 
purpose of conducting the Employer's business shall be given a mileage allowance. This 
allowance will be based on what is presently enforced throughout the University which is 
three dollars ($3.00) per mile. 

Uniform Allowance 

6. For Security Officers, the University shall provide uniforms, every year, consisting 
of: 

6.1 Military Boots/Shoes (chosen by the Director); (1 pair yearly) 
6.2 Summer and winter uniforms, consisting of shirts and pants/skirts; (3 Summer/2 

Winter = 5 total) 
6.3 Water Boots; (1 every five years) and 
6.4 Raincoats (I every five years) 

7. The Employer will provide uniforms for the following units: 

7.1 Janitorial - five ( 5) 
7.2 Maintenance - five (5) 

7.3 Media/Office oflnformation Technology and related departments - five (5) 
7.4 Messengers - three (3) 

7.5 Warehouse delivery drivers - five(5) 
7.6 Lab technicians to be provided with the necessary PPE 

Acting Appointment 
An acting appointment is an assignment given in writing, from the relevant Vice President, to an 
employee deemed capable of performing the full duties and assuming the full responsibilities of a 
vacant higher position, or the replacement of an employee who is on authorized leave of any kind, 
or a vacancy arising until it is filled on a permanent basis. 

8. Whenever the need arises for any employee to act in a more senior position, the appointment 
will be for periods of 10 or more days. 



to that position except in the case where there is a substantive holder of a position who is 
temporarily absent from duty. 

10. An employee has the right to accept or reject acting m a senior position without 

punishment. 

Acting Allowance 

11. Acting Allowance is paid to an employee who is appointed to act in a higher post, and 
he/she shall receive the difference between the two salaries of the higher office along with 
any other allowances related thereto. 

12. The acting allowance will be paid from the date on which the employee assumes the duties 
of the acting appointment up to the date the appointment comes to an end. 

Additional Duties 

13. Additional duty allowance will be paid to an employee when they have been assigned to 

take charge of some of the duties of another employee in addition to their own, and the two 

posts are separate positions. In this instance the officer shall be paid an additional duty 
allowance for five (5) days or more. 

14. Additional duty allowance must be assigned by the Supervisor and agreed by the relevant 
Vice President. Prior approval for the employee must be in writing and agreed with the 
employee. This approval must state a specific time period within the calendar year for the 
assignment of the additional duties being performed by the employee. 

15. When the need arises for an employee to take on additional responsibilities, of a person in 

an equivalent or senior position, which are not directly relevant to his/her job description, 
for a minimum period of five (5) days or more the employee shall be paid an allowance of 
two hundred dollars ($200) per month. 

16. Due to emergency situations when an employee unavoidably performs additional duties, 
this employee shall approach their relevant Vice President themselves for written approval. 
This act will not be deemed as insubordination towards the Supervisor. 

17. An employee has the right to accept or reject additional duties to their job descriptions 
without punishment. 
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ARTICLE 35 - REDUNDANCY, LAYOFFS & SHORT TIME 

1. Whenever the effects of economic conditions and/or technological changes are considered 
by the Employer to warrant a reduction in its usual work force, the Employer agrees to 

consult the union and that the following shall take place: 

(a) Where the Employer contemplates that twenty or more employees will be dismissed 

because of redundancy, prior to dismissing those employees, the Employer shall inform 

the Union in writing giving particulars of the situation giving rise to such contemplation; 

(1) the reasons for the dismissal contemplated and the facts relevant to those reasons; (2) 

the number and category of persons likely to be affected; and (3) the period over which 

the dismissals are likely to be carried out. 

(b) Not later than one week prior to any employee being dismissed, the Employer will consult 
with the Union on: (1) the possible measures that could be taken to avoid or mitigate the 
adverse effects of the redundancy including but not limited to re-employment in 

accordance with section 26C of the Employment Act; (2) the appropriate method of 

selection of employees to be dismissed because of redundancy, taking into account 

seniority, the needs of the business and the principles of good industrial relations practice; 

(3) the procedures for dismissal, including the period of time over which the dismissals 

are to take place; ( 4) any measures that the employer might be able to take to find 

alternative employment for those who are to be dismissed. 

( c) The Employer consult with the Minister in writing no less than two weeks of the 

contemplation and give notice of: (1) the reasons for the dismissals; (2) the number and 

categories of employees to be affected; and (3) the period of time over which the 
dismissals are likely to be carried out. 

( d) The Employer shall notify the affected employees after all consultations have concluded. 

(e) Where the Employer contemplates that less than twenty employees will be dismissed 

because ofredundancy, the Employer shall comply with the provisions of paragraphs (1) 

(a) - ( d) of this Article. The Employer shall also consult with the Minister in writing no 

later than one week prior to any employee being dismissed. 



1.2 In all such cases the Union shall cooperate with the Employer so that the necessary 
training shall be provided and staff relocations accomplished as quickly as 

circumstances allow. 

1.3 When the Employer is unable to relocate an employee or when the Employer terminates 
the service of an employee as a result of the introduction of mechanization, 
technological methods or amalgamation of services, the employee is entitled to sixty 
(60) days ' notice or pay in lieu of notice along with redundancy pay. 

1.4 Recruitment of new employees in any area shall only be carried out where persons who 
have been declared redundant are not qualified to fill vacant positions. Recall shall be 

in order of seniority. 

1.5 The principle of the "last in, first out" based on service with the Employer shall be 
applied, and the employee with the least service shall be made redundant first; except 

where the Employee has made a significant contribution to the university. 

1.6 Employees whose jobs are to be made redundant shall be allowed reasonable time off 
with pay to seek other employment; and any such request made shall not be 
unreasonably withheld. 

1. 7 The amount of pay entitlement due shall be based on the length of actual service with 

the Employer and shall be computed on the basis of the employee' s rate of pay at the 
time of redundancy as follows: 

1.7.l One (1) to five (5) years - two (2) weeks for each completed year; 

1.7.2 Six (6) to eight (8) years - two (2) weeks for each completed year up to a 
maximum of twenty-four weeks ' pay; 

1.7.3 Nine (9) to Twelve (12) years - two (2) weeks for each completed year up to a 
maximum of thirty-two weeks' pay; 

1.7.4 Thirteen (13) to (20) years - two (2) weeks for each completed year up to a 
maximum of fifty-two (52) weeks ' pay; 

1.7.5 Twenty-one (21) or more years three (3) weeks for each completed year up to 
a maximum of fifty-two (52) weeks ' pay. 

1.8 Where the Employer intends to layoff or place 
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on short time and to mitigate for them the adverse effects of being laid off or placed on 

short time. 

ARTICLE 36 - TERMINATION PAY 

1. Where the services of a Full-time, permanent employee is terminated by the University , as 

specified in Article 35- sub-section 8, Redundancy, the Employer, after consultation with 

the Union will determine any entitlements that the employee is due. 

ARTICLE 37 - EMPLOYEE ASSISTANCE PROGRAM 

1. The Employer recognizes that problems not directly associated with the employee's job 

function can affect an employee's job performance. The Employer believes it is in the 

interest of the employee and the University to provide a voluntary Employee Assistance 
Programme, for referral of family , emotional, financial , medical , and legal or other personal 

problems. 

2. Records pertaining to an employee' s participation m the Programme shall remam 

confidential. 

ARTICLE 38 - EQUALITY OF RIGHTS 

1. The Employer shall pay the same salaries to both male and female employees in accordance 

with job classifications and salary scales. 

2. The Employer shall extend the same job opportunities to both male and female employees 

and shall expect both to accept the same level of responsibilities. 

3. Employees shall enjoy rights under this Agreement regardless of gender, age, colour, racial, 
ethnic or national origin, religious or political affiliation, physical disability or marital status, 

HIV I AIDS, sexual orientation, or Covid-19. 

ARTICLE 39- PRE-RETIREMENT and RETIREMENT 
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e (12) months prior to the retirement date, a member of the Human Resources 

Department will notify and discuss with the Retiring Employee details of his/her pension 

options and entitlement. 

3. Twelve (12) months prior to the retirement date, an Employee may request from his/her 
department head to discontinue working night shifts and work days only, Monday through 

Friday. 

Retirement 

4. The normal retirement date for staff shall be on attaining their 651h birthday. Staff shall be 
eligible to retire on attaining 30 years of service in a pensionable office. 

5. Staff may apply for Early Retirement at age 55 years with a reduced pension benefit. 

ARTICLE 40 - PENSION PLAN 

1. The Employer agrees to make available and manage a Pension Plan for its Employees in the 
Bargaining Unit. The University shall establish a defined contributory pension scheme 

whereby both the employee (as defined in the said scheme) and the University shall be 

responsible contributing. 

2. The Employer shall pay one hundred percent (100%) of the cost of the Administrative fees 
of this said Pension Scheme existing at the University for employees in the Bargaining Unit. 
These payments should be defrayed from the General Account as per Article 10: 1 of the 
University of The Bahamas Act 2016. 

3. There shall be payable out of the Consolidated Fund in respect of an employee of the former 

institution with ten or more years of pensionable service at the date of the commencement 
of this Act, the pension, gratuity or other like allowance payable out of the Consolidated 

Fund in accordance with Section 23A of the Pension Act Chapter 43 in respect of total 
service under the former institution and with the University taken together and such service 
shall be reckoned as continuous for purposes of calculating pensions, gratuities and other 
like allowances. 

4. The Union shall be included as a part of the discussions and decisions regarding renewal of 
any administrators of the Pension Scheme. 

5. There are three categories of Membership 

5
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a. Category A - mandatory for all UB employees with less than 10 years of 

pensionable service who are not on a contract with gratuity as of the Transition 
date. 

b. Category B - Mandatory for all new hires by the University who are not on a 
contract with gratuity. 

c. Category C - Voluntary for all other employees of the University. 

6. The Plan Summary is available in the Employee Pension Information Booklet which outlines 
the benefit and rules of the Pension Plan. 

7. The Employer will consult the union on any proposed changes in the pension scheme. 

ARTICLE 41-COMMUNICATION AND CONSULTATION 

1. Changes in policy of the Employer shall be effected having regard to the need for Employer 
efficiency and the interest of the Employees. The Employees' Union and Employer shall 
cooperate and consult with each other with respect to any proposed change(s) in policy. 

2. The Union and Employer shall cooperate and consult each other with respect to any 
proposed change(s) in policy that may affect either party's interest or efficiency. 

3. The University will give advance notice of at least three (3) months to the Union of proposed 
changes to the conditions of employment, where reasonable and practicable, to allow 

consultation and/or negotiation with the representatives of the Union. 

4. The Employer shall use its best efforts to establish appropriate communication channels 
among Employer, Employee and Union in order that all parties may be effectively apprised 
of matters of mutual concern relative to its daily business. 

ARTICLE 42 - RELATIONSHIP 

1. The Employer agrees that there shall be no intimidation, interference, restraint or coercion 

exercised or practiced upon employees by Management Personnel; and that except for the 
purpose of carrying out the provisions of this Agreement, there shall be no Union activity on 

the Employer's premises during employees ' working hours except as mutually agreed upon 
by the parties of this Agreement. 
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notice to the Officer responsible for Industrial Relations, or in his/her absence, any 

authorized personnel. Such request shall not be unreasonably denied. 

3. The Employer shall ensure that an electronic copy of the agreement is posted to its website 
within three (3) months after registration; further, that each school/department/unit is 
provided with two hard copies of the agreement and a reasonable number of hard copies to 
the union upon written request. 

4. The Union shall be allowed to inspect the personnel files of the employees covered under 
this Agreement in the presence of the Employer' s representative. 

ARTICLE 43 - INDUSTRIAL GOODWILL 

1. The Employer recognizes the importance of joint consultations and agrees to consult with 
the Union on matters that affect the working conditions and security of employment of 
employees covered under this Agreement within three (3) months in advance of any 

proposed action. 

2. During the life of this Agreement both the Union and the Employer agree to abide by the 

dispute procedure provided for in the Industrial Relations Act, Chapter 350 or any statutory 
modification or re-enactment thereof for the time being in force . 

3. The Employer shall not knowingly enter into any contract with any individual employee of 
the Bargaining Unit that has the effect of altering or re-negotiating any conditions of 

employment contained in this Agreement. 

ARTICLE 44 - DISCIPLINE AND DISCHARGE 

1. When discipline is warranted, it shall be prompt, exact and wholly defensible. 

2. Breaches of discipline shall be classified as either major or minor. 

2.1 The penalties that may be imposed for infractions of Employer's Policies or 
accepted standards of performance, may be as follows: 

2.1.1 Verbal reprimands in the presence of a Union 
Representative or their designee; 

Written reprimand; 

Administrative Leave with pay (for investigative 

purposes); 
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2.1.4 Suspension without pay; 

2.1.5 Demotion; and 

2.1.6 Dismissal. 

3. Each case shall be weighed on its own merits. 

4. Major breaches of discipline normally warranting immediate suspension or dismissal include 

(but are not limited to) the following: 
4.1 Theft or removal without permission of property belonging to or in the care of 

the Employer; 
4.2 Sleeping during assigned duty hours; 
4.3 Drunkenness; 
4.4 Initiating fights or acts of physical violence on the job; 
4.5 Possession of illegal drugs and/or use of intoxicants on property of the Employer 

or conviction for dangerous drugs; 

4.6 Unauthorized possession of firearms, weapons, ammunition or explosives on the 
Employer's property; 

4.7 Malicious damage to the Employer's property; 

4.8 Unauthorized lending or permitting the duplication of the Employer's keys; 

4.9 Gross and unprovoked insubordination; 
4.10 Willful neglect of duty; 
4.11 Dishonesty; 
4.12 Gambling or conducting other games of chance on the Employer's property; 
4.13 Falsification of personnel, medical, or other records or the intentional omission 

of pertinent facts or perjury; 
4.14 Criminal Convictions; 
4.15 Falsifying testimony when accidents are being investigated; 
4.16 Giving false or withholding pertinent information in making an application for 

employment; 

4.17 Making false claims or misrepresentations in an attempt to obtain sick leave, 
accident benefits or National Insurance benefits; 

4.18 Unauthorized entry into computer records; 
4.19 Failure to report knowledge of robbery, fraud, theft or extortion or corruption; 

Harassment and discrimination, as set out in Article 43 ; 
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Supervisors at any time; 

4.24 Breach of confidentiality, provided that this ground shall not include a report 
made to a law enforcement agency or to a government regulatory department. 

4.25 Misuse of the Intranet/Internet or email. 
4.26 Willful violation of the Employer' s known policies and regulations; 
4.27 Unethical and unprofessional behaviour with regard to customers and staff. (Acts 

of discourtesy and outright rudeness or use of profane language). 

Minor Breaches 

5. Minor breaches of discipline or misdemeanors include (but are not limited to) the fo llowing: 
5.1 Acts which disrupt or interfere with the administration of the University; 
5.2 Repeated absence without permission; 
5.3 Repeated lateness; 
5.4 Causing disruption on the job; 
5.5 Insubordination; 
5.6 Harassment and verbal intimidation and abuse; 

5.7 Unauthorized use of the Employer's office equipment and supplies; 
5.8 Failure to carry out certain control procedures established by the Employer; 

5. 9 Making or publishing false or malicious statements concerning any 
Employee, Supervisor, the University or its operations. 

Procedure for Discipline for Minor Breaches 

6. Minor infractions of the Employer' s policies shall be dealt with in the following manner: 

6.1 On the first (1 51
) occurrences of any minor breach, a verbal warning shall be 

given to the Employee in the presence of a Shop Steward; 
6.2 On the second (2°d) occurrence of any minor breach, a verbal warning shall be 

given to the Employee with documentation provided to the Shop Steward, and a 
copy retained by the Department Head and Human Resources Department. 

6.3 On third (3rd) occurrence, a written warning shall be given to the employee with 

the understanding that any further minor breach will be treated as a Major breach 
and shall be addressed in accordance with the Major Breach in accordance with 
this article. 

7. In case of a minor breach of discipline, the Employer shall not take into account any adverse 

reports dating back more than twelve (12) months if, during the time, the Employee has been ff}_ 
of good conduct. 
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Procedures for Discipline of Major Breaches 

8. When a complaint regarding a major breach is formally lodged against an Employee, the 

immediate Supervisor/ Department Head, and Vice President, where applicable, shall 

investigate the claim, before any disciplinary action is taken against the employee. 

9. The employee so concerned in any of these matters shall be advised in writing of the nature 
of the breach and the communication shall be copied to the union. 

10. The employee may be placed on administrative leave, for investigative purposes for a period 
of not more than ten (10) working days. 

11. Upon completion of the investigation, if the charges have been proven to the Employer's 
satisfaction, the Employer shall inform the Union before implementing one (1) of the 

following penalties: 

11.1 Issue verbal reprimands in the presence of a Union Representative or their 

emotion; or 
ismiss the employee immediately if in the Employer's view the circumstances 

justify such action. 

12. The Employer has the right to immediately dismiss the Employee if the circumstances 
warrant immediate dismissal (i.e., acts of gross misconduct, violence or criminal conviction 

etc.) 

13 . Each employee shall have the right of representation in all cases of an accusation of violation 
of Employer Policy or charges made against him/her which may result in the above­
mentioned penalties. 

14. When an employee is issued one of the above-mentioned penalties, the Employer shall 
inform the employee and the Union in writing, setting out the reason(s) for the penalty and 
the Employee shall be given a reasonable opportunity to reply to the said notice. 

15. The Vice President shall forward a written report to the VP, HR, within three (3) business 

days of the occurrence, detailing the date(s) in question, the nature of the infraction and any 
steps taken by the immediate Supervisor or Unit Head, where applicable. 

~~f_ 
~\\~ 
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16. In the event that there is no need for disciplinary action: 

16.1 A written statement shall be issued by the VP, HR, to the Employee and copied 

to the Union; 

16.2 The Employee shall have his/her personnel file purged of all related documents, 
receive a written apology exonerating him/her and, in cases where salary has 
been withheld, receive full restoration; and 

16.3 If there is any documentation on file , the Employee shall have the right to place 
the apology on his/her personnel file. It is agreed that the Union reserves the 
right to take such steps as are available under the provision of the Industrial 
Relations Act or any subsequent legislation. 

17. No employee shall be disciplined or discharged except in accordance with this Article 
and for just cause. 

ARTICLE 45 - GRIEVANCE PROCEDURE 

1. It is agreed that the Union reserves the right to take such steps as are available under 

the provisions of the Industrial Relations Act or any subsequent legislation. 

2. It is agreed that the Union shall be the sole representative of the employees within the 
bargaining unit for presenting any complaints to Management, listed in Schedule I, 
provided that such complaints or grievances have been first presented by the Employee 
to his/her immediate Supervisor as soon as possible. 

3. Grievances must be documented in writing to the Vice President, Human Resources, 
as soon as possible. However, it is agreed that delays may arise due to location or other 
unavoidable cause. In these cases, the Union must document grievances on a timely 
basis but in any event not exceeding thirty (30) working days from the date the 

grievances occurred. 

4. Grievances shall be dealt with in accordance with the following procedures: 

4.1 Stage 1: Union representative shall , in the first instance, discuss the grievance 
with the immediate Supervisor. The Supervisor shall be given up to three (3) 
working days in which to give his/her formal written reply; 

4.2 Stage 2: If a satisfactory solution is not arrived at, the Union may, within three ------~ DEPA,q (3) days following receipt of the written reply, request the Director, 
~O\) ]"'4,, ployee & Industrial Relations officer, to arrange a meeting between the 

J" ~ n representative and the next appropriate level of Management. Such 
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request shall include a complete statement in writing as to the nature of the 
complaint and the alleged violation. The decision of the Employer's 
representatives shall be confirmed in writing to the Union within one ( 1) week 

of the hearing; 

4.3 Stage 3: If the matter is still not satisfactorily resolved, the Union may, within 
three (3) days of the receipt of such decision, request a meeting with the 

Executive Vice President or designee to discuss the matter further. The Union 
representatives at such meeting, not exceeding five (5) in number, shall include 
a member of the Executive Council of the Union, and the Employer's 

representatives shall not exceed five (5) in number including the Executive Vice 

President, or appointee. The final decision of the Employer shall be confirmed 
in writing to the General Secretary of the Union within five (5) working days; 

and 

4.4 Stage 4: If the matter is still not satisfactorily resolved in Stage III, the Union 
may take such steps as are available under the provisions of The Industrial 
Relations Act chapter 321, or any subsequent legislation. 

Management Grievance 

5. If the Employer considers that any section of this Agreement is being misunderstood, 
misinterpreted or violated in any respect by the Union and/or employees may within thirty 

(30) days of becoming aware of an occurrence, which it claims demonstrates such 
misinterpretation or violation, file a grievance with the Union and discuss the matter in an 

effort to bring resolution. 

6. If the matter is still not satisfactorily resolved the University may take such steps as are 
available under the provisions of The Industrial Relations Act chapter 321 , or any subsequent 
legislation. 

Union Grievance 

If the Union considers that any section of this Agreement is being misunderstood, 
misinterpreted or violated in any respect by the Employer, it may, within thirty (30) days of 
becoming aware of such an occurrence, which it claims demonstrates such 
misunderstanding, misinterpretation, or violation, file a Grievance with the Employer and 
discuss the matter under the terms of this Article commencing at Stage 3. 
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ARTICLE 46: UNIVERSITY STAFF APPEAL COMMITTEE 

1. The University recognizes the right of employees to have the outcome of certain decisions 

and processes reviewed. Therefore, it is agreed that there will be a University Staff Appeals 

Committee, (USAC) to address such matters. 

2. An appeal is a request for a decision to be reviewed in relation to: 
2.1 Unsuccessful application for Promotion. 
2.2 Unsuccessful Application for appointment to a vacant position. 
2.3 Unsuccessful Study Leave application. 
2.4 Decision(s) of Management for Discipline, Suspension or termination. 

3. The University Secretary will serve as secretary to the University Staff Appeals Committee 

(USAC) who will: 

3.1 Receive all matters for the Committee ' s consideration; 
3.2 Make all necessary arrangements for the Committee' s consideration; 

3.3 In the case of an appeal resulting from an unsuccessful application for 
appointment to an advertised vacant position, inform the successful applicant 
(who wi ll be an existing University staff member) that an appeal has been 
lodged. 

3 .4 Maintain documentation of said meetings and decisions; and 
3.5 Communicate decisions of the Committee to the person involved. 

4. The USAC will comprise of: 

4.1 Chair appointed by the President; 
4.2 Two members of the Administrative Council ; 

4.3 One BPSU Executive representative, with no prior involvement in the matter 

before appeal; 
4.4 The VP Human Resources (or nominee) will be notified of and may attend 

meetings of the USAC as an observer; and 
4.5 The Chief Shop Steward will be notified of and may attend meetings of the 

USAC as an observer, if he/she was not directly involved in the matter. 

5. The following persons will NOT be eligible to be appointed as members of an Appeals 
Committee: 

-----
5.1 President, University of the Bahamas; 
5.2 The staff member involved; 

The staff supervisor or manager; 
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5.4 The Member of the Administrative Council responsible for the unit in which the 
staff works; 

5.5 A member of the Committee whose decision is the subject of the appeal. 

Procedures 
6. All appeals must be in writing and presented to the Secretary of the University Staff Appeals 

Committee, no later than 10 working days after the date on which the staff member received 

written notification of the outcome being appealed. The appeal notification will: 
6.1. Set out the grounds of appeal; that is, describe the alleged procedural breach. 

(The obligation to establish procedural error lies with the staff member). 

7. After receiving the appeal, the Secretary of the USAC will provide the Committee with copies 
of the relevant documentation including: 

7.1 The staff member's written appeal together with any supporting material 
relevant to the matter under review; 

7.2 The procedures followed by the relevant committee or Vice President or 
Supervisor (as the case may be) in considering the matter under review including 
the relevant policy; 

7.3 Documentation originally submitted by the staff member to the relevant 

committee in relation to the matter under review; 
7 .3 .1 The record of proceedings of the committee related to the matter under 

review; 
7.3 .2 The written advice informing the staff member of the outcome of the 

proceedings of the committee related to the matter under review; 
7.4 The USAC will normally meet within ten (10) working days of receipt of the 

written appeal. 

7.5 

JAN 0 9 2025 

Confidentiality 

The USAC may, at its discretion, interview any or all of the fo llowing 

choosing, 
5.2 The Chair of the committee or the relevant Vice President or Supervisor 

whose decision is under review; or 
.5.3 Any other person or persons whom The USAC may consider relevant to 

the matter under review. 

8. All proceedings of The USAC will be held in strict confidence. Only members of the 
Committee, any person(s) providing executive support to the Committee or any observer 
will be present during its deliberations. Members of the Appeal Committee will be required 
to sign a confidentiality agreement in relation to participation in the proceedings. 



9. All documents pertaining to the appeal will be returned to the Secretary following the appeal 
and no copies of the documentation will be made by a member of The USAC to ensure 
privacy legislation requirements are met. The University will seek written authority of a 
referee or assessor prior to submitting a copy of a referee or assessor report to The USAC 
where this is requested. 

Terms of Reference 
10. The USAC will determine whether or not a case has been established by the complaining 

staff member. 

11. The USAC will determine whether the original Committee, or Vice President or Supervisor 
(as the case may be) that made the decision under review made a procedural error or 
omission which materially and adversely affected a decision concerning the staff member's 
application. 

12. The USAC is not empowered to decide the merits of any application. The decision made 
by the original Committee or Vice President or Supervisor (as the case may be) on the 
merits of applications will be final and will not be subject to review by the USAC. 

13. The USAC has authority to seek additional information relevant to its terms of reference, 
but may not consider new material which supplements the original application. 

Findings of The University Staff Appeals Committee 
14. The determination of an appeal will be concluded within twenty ( 20) working days 

following the day the complaint was made. 
15. The USAC may: 

15.1 Reject the appeal; or 
15.2 Determine that there has been a significant breach of fair and proper procedures 

which materially and adversely affected the decision on the staffs application; 

16. If the appeal is upheld, the USAC will recommend that the application be referred for 
reconsideration by the relevant committee. or Vice President or Supervisor (as the case 
may be). In the event of such a recommendation, the USAC will provide specific 
information for the relevant Committee or Vice President or Supervisor (as the case may 
be) concerning improved process to ensure the proper application of the applicable policy 
and procedures. 



18. No further rights of appeal will exist within the University for a staff member in respect of 

a matter considered by an Appeals Committee. 

ARTICLE 47 - HARASSMENT AND DISCRIMINATION 

1. Harassment and discrimination of any kind is unlawful. The University and the Union agree 

that all employees have a right to a workplace free of verbal and/or physical and/or sexual 

harassment; and that discrimination against an employee, which is based on the grounds of 

race, creed, sex, marital status, religious affiliation, political opinion or age, is harmful and 

unlawful and cannot be permitted. Any such instance should be documented, and a grievance 

filed. 

ARTICLE 48 - ACCOMMODATIONS 

1. Adequate housing provisions in keeping with the official status of the Employee concerned 

shall be provided to accommodate the Employee on official travel at the expense of the 

employer. 

2. If adequate accommodations are not provided, all defects shall be reported to the Employer 

by the Employee and/or the Union. The Union and the Employer shall promptly inspect the 

accommodation provided and if necessary select alternative accommodations. 

ARTICLE 49 - BULLETIN BOARDS 

1. The Employer shall provide space on Bulletin Boards, the intranet and University 

newsletters for the posting of information necessary for the conduct of Union affairs and the 

Employer's memoranda affecting staff. 

ARTICLE 50 - JURY AND COURT DUTY 

1. The Employer agrees that when Employees are required by law to serve as Jurors, those who 

actually serve shall be excused from work for those days on which they actually serve and 

shall be paid their regular salary for those days at their regular rate of pay. 
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required to report to work within a reasonable time. 

3. When in obedience to the subpoena or direction by proper authority, an Employee appears 

as a witness in any public or private litigation, and is not a party to such litigation, that 

Employee is entitled to his/her regular compensation during the time those hours correspond 

to assigned work hours. 

4. It is mutually agreed that if the Employee abuses the privilege of leave for jury duty, the 

Employee shall not be paid for any day(s) or part thereof with respect to the said abuse(s) . 

ARTICLE 51 - AGENCY SHOP AND UNION DUES 
1. An employee may authorize the Employer to make periodic deductions from his wages of 

union dues and contributions duly payable by him to the Union. 

2. An Employer shall comply with an employee' s request made under paragraph 1 of this 

Article 51 (to deduct the Union dues) and shall within 15 days ofreceipt of such deductions 

pay to the Union the funds so collected. 

3. An employee may revoke his authorization for the deduction of dues by giving two (2) 

months' notice in writing to the Employer and the Union and the Employer shall thereafter 

cease to make any deductions. 

4. The Employer agrees to maintain a voluntary current check-off system presently enforced. 

5. The Employer agrees and shall submit to the Union, with each remittance of deductions, a 

list of all employees having such deductions, including names, amount of deductions, and 

effective dates of the individual deductions included in the remittance. 

6. The Employer further agrees to the implementation of Agency shop as allowed under the 

Industrial Relations Act on the following basis: 

6.1 That the Agency Fee shall be equivalent to ninety percent (90%) of the amount 

paid by the Union members as Union Dues and shall apply to all Employees 
within the Bargaining Unit not being members of the Union; and 

6.2 That the Employer shall submit all monies collected from employees by the 
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ARTICLE 52 - RIGHTS OF UNION OFFICIALS 

1. When it is necessary for a Shop Steward to leave his/her work area to inves~~~~~l!.!tiil~ 
grievances, the Shop Steward shall request permission from the immediate Supervisor, and 

such request shall not be unreasonably denied. 

2. In the event the duties require the Shop Steward to enter another work area within the 
premises, the Shop Steward shall also receive permission from the Supervisor in charge of 

the area he/she wishes to enter. 

3. The Shop Steward, Chief Shop Steward, or an elected official may request through the 
appropriate channels and shall obtain in the presence of the Employee or with his/her consent 
all evidence relating to the dispute and shall have the right to interview the aggrieved parties. 

4. Shop Stewards may be designated for the purpose of investigating, presenting and addressing 

gnevances. 

5. The Union will be consulted prior to any disciplinary action being taken by the Employer 
against an Employee who is an officer or Shop Steward of the Union. 

6. Any elected union official designated by the President or Secretary General wishing to enter 

a work area to investigate and address grievances must first obtain permission from the 

officer in charge. 

7. The Union agrees that it will refrain from holding any meetings with staff during normal 
business hours on the Employer's premises without the expressed permission of the VP, HR. 
In cases of emergency, permission must be obtained from the Supervisor/Manager in charge. 

8. Shop Stewards shall be given up to a maximum of five (5) hours per week to investigate and 

hear grievances in the work place without interference. 

9. The Employer agrees that it will not promote or transfer, without consulting the Union, any 
employee holding any of the following offices of the Union, namely:- President, Executive 

Vice President, Secretary General, Assistant Secretary General, Treasurer, Assistant 
Treasurer, Trustees, Chaplain, Chief Shop Stewards and Area Vice Presidents. 

10. If such promotion or transfer affects the Officer's status as a representative of the Union, 
then the Employer shall give the Union not less than 30 (thirty) day's written notice of any 
promotion or transfer. 

11 . Shop Stewards shall be provided with the proper faciliti: J ~he Employer 
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conduct Union affairs. This shall include office space, Desk, Chairs, Telephone, Computer, 

Internet access and filing cabinet. 

12. Only one (1) room will be provided for use by Shop Stewards. 

13. No long-distance calls will be allowed. 

ARTICLE 53-STATEMENT OF UNDERSTANDING 

1. Should an employee be enjoying better conditions of employment whether via contract with 

the Employer or otherwise, the said conditions of employment shall continue to subsist, 

unless otherwise agreed between the Employer and the Union. 

ARTICLE 54-INTERPRETATION 

1. In the event of any questions of differences arising out of the interpretation or application of 

any provision of this Agreement, either party hereto may make application to the Tribunal 
for its final determination with respect to the said interpretation or application of the 
provision(s), in accordance with Section 63 (2) of the Industrial Relations Act. 

ARTICLE 55 - COST OF LIVING 

1. The Company agrees to make a one-time Cost of Living payment to all employees 

whenever the change in the Retail Price Index for New Providence, as compiled by the 

Department of Statistics exceeds 5% over any year of the contract, ie., 1st April to 31 st 

March of the following year. The payment will be the percentage increase to a maximum 

of 5% of the employee's basic annual salary in the year in which the increase in cost of 

living occurred. 

ARTICLE 56 - REMUNERATION AND SALARIES 
~~ oEPARr..ff, 
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1. Year 1 - January - December 2020 Nil -' JAN 0 9 2025 

2. Year 2 - January - December 2021 

3. Year 3 - January - December 2022 

4. Year 4- January - July 2023 

5. Year 5 -January - December 2024 

Nil 

Lump sum payment of $2,000.00 

Lump sum payment of $2,000.00 
Implementation of Salary Review Retroactive as 
of July 1, 2019 

Nil ~O 
64 

\J""VV""'V'---r 



ARTICLE 57 - DURATION OF AGREEMENT 

1. This Agreement shall be effective upon registration by the Registrar of Trade Unions and 
Industrial Agreements and shall expire on December 31 , 2024. In witness whereof, the 

parties have caused this Agreement to be executed in their names on their behalf by their 
respective officers thereupon duly authorized. 

For and on behalf of 
UNIVERSITY OF THE BAHAMAS 

......... .. 

- -_._. -
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For and on behalf of 
BAHAMAS PUBLIC SERVICES 
UNION 

Secretary General 

Chief Shop Steward 



SCHEDULE I 

MANAGEMENT 

SENIOR MANAGEMENT 

The President 
Executive Vice President 

Vice President Academic Affairs/ Provost 
Vice President, Finance 

Vice Presidents 
University Secretary 
University Ombudsman 
Chief Internal Auditor 
General Counsel 
Registrar 
College Librarian 
Associate Vice Presidents 
Assistant Vice Presidents 

Chief of Staff 
Executive Directors 

Deans 

MIDDLE MANAGEMENT 
Chairs 
Directors 
Deputy Directors 
Assistant Directors 
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SCHEDULE II 

NON-FACULTY EMPLOYEES 

The Employer agrees that prior to the signing of this Agreement, it shall provide a complete and 
accurate listing of all Non-Faculty positions within the University. 

Accounts Administrator Library Technician 

Accounts Clerk (1-V) Media Associate (1-11) 

Administrative Assistant (I-Ill) Media Specialist 

Admission Assistant (I-Ill) Media Technician 

AIC Technician Meeting Room Attendant 

Alumni Relations & Development Assistant (I-III) Messenger/Mail Clerk 

Alumni Relations & Development Assistant 

(Stewardship) Network Assistant 

Apprentice A/C Technician Operations Supervisor 

Assistant Accountant (1-11) Poultry Technician 

Bookstore Assistant Private Secretary 

Bookstore Clerk Programmer I 

Business Development Officer I Public Relations Assistant (I-III) 

Caretaker Purchasing Manager 

Caretaker (Foreman) Receiving Clerk II 

CEES Coordinator Record Assistant (I-III) 

Chief Accounts Clerk Secretary (I-II) 

Chief Clerk Security Officer (1-11) 

Chief Steward Security Supervisor 

Chief Laboratory Technician Senior Accounts Clerk (1-11) 

Chief Library Assistant Senior Administrative Assistant 

Chief Library Technician .- --- Senior Admission Assistant I 

Chief Workshop Technician h..\\~ DEPA,q,_ .... ~enior Clerk (1-11) 

Clerk (1-11) /~" 
. ,, 

~'\ior Computer Programmer 

Computer Clerk (1-11) j...; I.Au...,..,.. -- ~ pr Human Resources Assistant 

Computer Operator (1-11) \ 
~v L.Ut:J 

/' 
Sen · t>r Janitor Senior Janitress 

Computer Programmer 
\.. /::)A. i' ' y 

~ 
S9i'ior Supervisor, Janitorial Services (1-11) 

Computer Technician (1-11) ~G ;Tl=f\'i:..) ~ ~enior Library Assistant 

Copy Clerk Senior Librarian Technician 

Craftsman, Foreman Senior Operator 

(AC/Electrician/Mason/ Painter/Plumbing/ 

Carpenter, Drywall) Senior Private Secretary 

Craftsman, A/C (I-IV) Senior Security Officer 

Craftsman, Carpenter (I-VI) Senior Security Supervisor (I-III) 

Craftsman, Electrician (I-IV) Senior Systems Designer 
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Craftsman, Mason (I-IV) Senior Workshop Technician 

Craftsman, Painter (I-IV) Steward 

Craftsman, Plumber (I-IV) Storeroom Clerk 

Executive Secretary (l-11) Supervisor, Technical Services 

Project Technician Health Services Senior Supervisor, Technical Services 

(AC/Electrician/Mason/Painter/Plumbing/ 

Data Entry Clerk (1-11) Carpenter, Drywall) 

Finance Assistant (1-11) Systems Designer 

Graphic Artist (1-11) Switchboard Operator/Receptionist 

Human Resources Associate (I-III) Technician 

Janitor (1-11) Health and Safety Technician 

Janitorial lnspectress Warehouse Receiver 

Janitress (I-II) Wellness Center Coordinator 

Labourer Workshop Technician 

Labourer (Truck Driver) Writer 

Library Assistant (1-11) Craft Apprentice 

Note: Janitorial will change to Custodial or Image Consultant 
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