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The
estab

ARTICLE 1
PURPOSE OF AGREEMENT

i)grties_ to this agreement wish to
ish, within the framework provided by

law, an effective working relationship based
upon the principles of mutual respect and co-
operation.

The purposes of this agreement are to:

1)

2)

3)

4)

5)

6)

7)

settle the conditions of employment
between the parties;

promote the job satisfaction and security
of all employees iIn the bargaining unit;

develop and maintain the best possible
service to clients in keeping with the
objectives set out In the constitution of
Yukon College Child Care Society which
objectives may be changed from time to
time in consultation with the employees;

to recognize that the basic structure of
non-profit child care depends on the
voluntary efforts of board members who
have contributed to specific Improvements
in child care In the Yukon iIn the past,
and wish to «continue to do so;

promote joint discussions and, where
possible, joint decision-making in all
matters relating to general working
conditions;

recognize the value of joint discussion
in _all matters relating to service
delivery to clients;

encourage and promote co-operation and
mutual support between child care
workers, the employer and parents,
recognizing that all these groups have an
essential Interest in obtaining the best
conditions for child care generally and
that all levels of government have a
social and economic responsibility to
support quality child care;



g) o encourage and promote the development
of accessible, affordable, quality child
care as a universal right for all parents
and children;

9) to recognize that the current system of
providing child care is unfair to many
parents who cannot afford 1t, and many
parents are deterred from using child
care services due to the cost;

10) to recognize_that the current system of
providing child care i1s also unfair to
child care workers, who, through their
traditionally low wages, have been
subsidizing society's obligation to care
for children, and that these workers
deserve wages and benefits that reflect
the true value of their work for the
community; and

11) "tomaintain a high standard of care for
children, and promote their cognitive,
physical and emotional development.

It is now desirable that all matters
pertaining to the working conditions of the

employees be drawmn up in a collective
agreement.

ARTICILE 2
DEFINITIONS

bargaining unit - all staff of the centre

employed by the employer on or
after the date of recognition
Qune 19, 1991) but not
including the director or any
other person excluded by a
Letter of Understanding

bargaining unit work - work regularly done by any

member of the bargaining unit

Board of Directors - the management of the centre

centre

as defined In 1ts constitution
and by-laws

-~ the workplace

2



classification

client

consultation with
employees

contract work

continuous service

day

date of ratification

date of signing

Director

employee

employer

example

- a group of one or more
positions as described iIn
Article 15

- a child enroled at the centre
or otherwise receiving services
fron the centre, and the
child's primary caregivers

- unless otherwise specified,
discussions at a  Labour
Management Relations Committee
under Article 4s

- work other than bargaining
unit work, which would normal |
be funded from sources outside
the emplover's usual Tunding
source

- without a break in the
employment relationship through
termination from a position
under Article 57 without taking
up another position with the
employer immediately

- a _calendar day, unless
otherwise specified

- December 21, 1993
- January 21, 1994

- the staff person at the
centre responsible for carrying
out the employsrts obligations
under this agreement

- a member of the bargaining
unit

- the non-profit socie
incorporated under the name o
nyukon College Child Care
Society?

- an i1llustration or an option,
not binding on the parties



hours worked - any hours_ for which the

partner

position

employee receives wages

- a person of the same or
opposite sex with whom the
employee lives as a couple

- employment in a specific_job
classification as per Article
16

regular hours the employee®s normal work day

union

- the Public Service Alliance
of Canada and/or the Yukon
Employee!s Union
ARTICLE 3
APPL ICATION
The provisions of this agreemen, apply to the
union, the employees, and the employer.
ARTICLE 4

UNION RECOGNITION

The employer recognizes the union as the
exclusive bargaining agent for all employees in
the bargaining unit.

The employer agrees that, given reasonable
notice to the employer by the union, an
accredited representative of the union
appointed under Article s may be allowed
access to the work premises for the purpose of
Investigating a grievance or a complaint by an
employee or the union. Such permission will
not be withheld unreasonably.

Where an accredited representative of the
union enters the work premises as provided in
Clause 4.02, they shall report to the director
and/or supervisor of the employee before
approaching the employee.



ARTICLE 5

UNION SECURITY

All employees shall be required to pay the
union (through monthly payroll deduction) a
sum of money equivalent to the membership dues
of the union. Signing of the employer-s
commencement forms shall serve as the
employee®s authorization for the employer to
deduct such dues.

An employee who declares in an affidavit that:

a) the employee is a member of a religious
organization registered under the Income
Tax Act,

p)  the employee"s religious organization
prevents the employee from joining a
union or making Ffinancial contributions
to a union, an

c) that the employee will make a
contribution to a charitable organization
of their choice equivalent to union dues,

the employee shall not be subject to the
provisions of this Article.

Subject to Clause 5.02 above, membership in the
union shall be a condition of employment for
all employees at all times.

The union shall inform the employer in writing
of the authorized monthly deduction to be
checked off for each employee defined in
Clause 5.01.

Deductions for union dues shall only be made
to the extent that earnings are available.
Where an employee does not have sufficient
earnings iIn any paal period to cover the
deduction, no union dues are payable for that

pay period.

No union, or other organization that would be
defined as a '‘trade union" by the Canada
Labour Relations Board, other than the Public
Service Alliance of Canada, shall be permitted
to have membership dues and/or other monies
deducted by the employer from the pay of
employees in the bargaining unit.
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.08
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The amounts deducted in accordance with Clause
5.01 shall be remitted to the Comptroller of
the_ Alliance by cheque within a reasonable
period of time after deductions are made and
shall  be  accompanied particulars
identifying each employee and the deductions
made on the employee®s behalf.

The employer agrg)e/zs to iIndicate the amount of

urllion dues pai each employee on their T-4
slip.

ARTICLE 6

APE OF UNION i

The employer acknowledges the right of the
union to appoint employees as representatives.

The union_shall provide the employer with a
list of iIts accredited representatives and
their position and will inform the employer of
any revision to the list that may be made from
time to time.

ARTICLE 7
TIME OFF FOR UNION BUSINESS

IT the requirements of Clauses 7.02 and 7.03
below are met, a union representative appointed
under Article s shall not suffer any loss of
pay as a result of undertaking the following
responsibilities on behalf of the union during
regularly schedulled work time:

a) Investigating a grievance or complaint of
an urgent nature;

p) attending  scheduled meeting  with
management to present a grievance;

c) attending a meeting of the Labour-
Management Relations Committee under
Article 4s5;

a) attending a hearing before the Canada
Labour Relations Board concerning this
collective agreement;

e) representing the union at a meeting
called by management;



£) attending meetings with a conciliation
officer or conciliation board under the
Canada Labour Relations Board concerning
this collective agreement.

A union representative shall obtain permission
from their Immediate supervisor before leaving
their work to carry out any of the
responsibilities under Clause 7.01, which
permission shall not be unreasonably withheld.

only one union representative at one time may
undertake any of the responsibilities listed
in Clause 7.01 during work time, unless the
employer has specifically requested the
involvement of more than one union
representative.

An employee shall not suffer any loss of pay as
a result of:

a) attending  scheduled  meeting with
manaﬂement to deal with a grievance filed
by the employee; _

b) appearing as a witness for the employer
at any arbitration hearing or a hearing
of a conciliation officer, a conciliation
board, or the Canada Labour Relations
Board, or i

) appearing as a witness at a hearing of a
conciliation officer, a conciliation
board or the Canada Labour Relations
Board at the request of such board.

An employee who Is a grisvor or a witness for
the union shall be given leave without pay to
attend an arbitration hearing under Article
31.

An employee who is a witness at a hearing of a
conciliation officer, a conciliation board or
the Canada Labour Relations Board concerning
this collective agreement other than under
Clause 7.04(B) or (c) shall be given leave
without pay to attend that portion of the
hearing necessary to give evidence.

Where operational requirements permit, the
employer will grant leave without pay to a
maximum of two employees for the purpose of
attending contract negotiation meetings on
behalft of the union. For all purposes besides

7



7.10

pay, this time shall be deemed to be time
worked by employees.

IT the employee was granted leave without pay
to attend the iInitral contract negotiation
meeting on behalf of the union, the employee
shall, notwithstanding the [limit oFf +two
employees in Clause 7.07, be granted leave
without pay In accordance with Clause 7.07 to
attend subsequent contract negotiation
meetings. Leave granted under this Article
shall be counted as hours worked for the
purposes of senlorltK under Article 25 to a
maximum of hours the employee would have
otherwise worked.

In addition to leave without pay described in
Clause 7.07, a union representative may be
%[anted up to ten days leave without pay per

iscal year on the same terms set out in
Clause 7.07 for the purpose of union business
or attendance at conferences or seminars.

The employer agrees, subject to conditions set
out in a Letter of Understanding, to grant
leave without pay to an _ employee who is
elected president of the union.

ARTICLE 8

INFORMATION

Upon_signing this agreement the employer will
provide the union with a list of all employees
and their classification at the time of
signing.

The employer will provide the union with a
monthly update of the names and classification
of each employee hired since the last report,
and the employees promoted, demoted,
transferred or terminated. The update must
also give the reason for any termination.

When offering a person employment in the
bargaining unit, the employer will inform the
prospective employee of all the terms of
Article 5 (Union Security).



10.01

10.02

At the time of hire, the employer will_inform
new members of the bargaining unit, or
employees appointed to new positions In the
bargaining unit, of the name(s) of the union
representative(s) at their workplace.

The employer will distribute copies of _this
agrgement to new members of the bargaining
unit.

IT this agreement is renewed or amended, the
employer will distribute the. new version_to
all members of the bargaining unit. The
employer will send a draft copy to the union
and one to each union representative for their
aﬁproval before distributing it to members of
the bargaining unit.

parties interpreting or modifying this
agreement, the employer will distribute a copy
to each employee.

IT a letter of understanding 1is sgir]ed by the

ARTICLE s
BULLETIN BOARD SPACE

The employer must provide a bulletin board or
other designated space 1In a reasonable
location clearly i1dentified for the use of the
union for posting notices pertaining to
elections, appointments, meeting dates, news
items, and social/recreational affairs.

The employer must post a copy of any

resolutions, b»y-laws, rules, policies or

regulations that affect employees generally

on the bulletin boards as soon as possible.
ARTICLE 10

JOB SECURITY AND CONTRACTING OUT

There_ shall be no contracting out of
bargaining unit work.

It is not a violation of this Article for the
employer to lease the premises to a third
party during non-scheduled hours.



10.03

10.04

10.05

10.06

10.07

10.08

10.09

IT the employer leases the tpremises. to a third
par% on the basis that the centre will be
staffed by people hired by the third party,
the employer will give the third part%/_ a
current list of employees so that the third
party may contact them to work if the third
party wishes, The employer is not responsible
for any employment arrangements made between
members of the bargaining unit and the third
party in these circumstances, and this
agreement does not apply to that work.

IT the employer leases the premises on the
basis that the employer will also provide
staff from the bargaining unit, then the work
is bargialnlr}g1 unit work under this agreement,
and all of the terms of this agreement apply
to 1t

The employer will inform any third party
leasing the premises that i1t is the employer-®s
preference to do so under Clause 10.04,rather
than under Clause 10.03.

IT the employer accepts a contract to offer
child care services off the premises, with
labour to be supplied any member of the
bargaining unit, then all work done by any
member of the bargaining unit in furtherance
of the contract is bargaining unit work, and
all the terms of this a?[eement apply to that
work. Clause 10.05 applies.

Persons whose jobs are not In the_bargaining
unit shall not work on any ﬁobs included in
the bargaining unit unless other employees are
unavailable or there is an emergency.

No employee shall be required or permitted to
make a written or verbal agreement with the
employer which may conflict with the terms of
this agreement.

All rights, benefits, i)rivileges and workin
conditions of the employees at the time o
voluntary recognition shall continue as long
as they are not 1iInconsistent with this
agreement, but may be changed by mutual
consent of the employer and the union.

10



11.01

11.02

11.03

11.04

11.05

11.08

11.07

ARTICLE 11
LAY-OFFS

For theCFurposes of this Article, a lay-off
means a disruption of employment due to a lack
of work or the discontinuance of a function at
the child care centre, either on a temporary
basis where the employer intends to recall the
employee within a reasonable period of time,
or on a permanent basis where re-hire Is not
likely iIn the foreseeable future.

At least Ti1ve clear working days notice of a
temporary lay-off must be given_ to the
employee, and fifteen clear working days
notice of a permanent lay-off, The notice
must be in writing. In lieu of proper notice
the employer must pay the employee wages for
the period for which notice should have been
given.

Employees on lay-off status will not_receive
the benefits of this agreement_ with_the
exception of thelr rights under this Article,
including the right to grieve any violation of
this Article.

Subject to Clause 11.05, employees will be
laid off iIn the reverse order of their
seniority, provided that the remaining jobs
continue to be filled with qualitied
employees.

Lay-offs may be based on criteria other that
seniority where:
a) the union consents to the particular
lay-off, or
b)  the Labour Management Relations
Committee has unanimously adopted a
different system for determining the
order of lay-offs for that centre.

Subject to 11.07, an employee who iIs subject
to a lay-off may displace any employee who is
lower on the bumping list, which list will be
((::Ieve_lo ed by the Labour Management Relations
ommittee.

The Labour Management Relations Committee n
adopt 1ts own criteria for bumping, whic

11
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criteria will prevail over Clause 11.0¢ for
the centre, provided the criteria is adopted
unanimously.

Employees must be recalled iIn the order of
their seniority, provided they meet the
qualifications for the job, or can do so
within a reasonable time,-unless:

a) the union otherwise consents, or
p)  the Labour Management Relations Committee
has unanimously adopted a different
system of recall for laid off employees
or the centre.

No new employees may be hired until those laid
off have been given a reasonable opportunity
of recall iIn accordance with Clause 11.05 or
11.07 as the case may be. If the employee
turns down the opportunity to be recalled as
of a certain date, the employee i1s deemed to -
be terminated, unless the employee asks to
continue on lay-off status, and has reasonable
cause for rejecting the opportunity of recall.

Holiday pay may be paid out to the employee
prior to the lay-off, during the period of
lay-off, or after_the resumption of employment
in accordance with the employee®s wishes,
subject to any statutory restrictions on the
employer.

A person who is not recalled within one year
of being laid off i1s deemed to be terminated.

In the event that a lay-off becomes necessary,
the employer will notify the union and will
consult with the union about the application
of this Article to the lay-off, and any
further terms of the Ilay-o that nmay be
reasonable given the circumstances.

ARTICLE 12
NO DISCRIMINATION

All employees, and the employer, are entitled
to work in an environment free of
discrimination on the basis of their:

12



12,02

12.03

12.04

12.05

12.06

12.07

a) age

b) race, national or ethnic origin

c) religious belief or activity

d) colour or ancestry o o

e) political belief, association or activity

f) gender o

g) pregnancy or pregnancy-related conditions

h) sexual orientation

i) marital status

j) Tamily status

k) physical disability

1) mental disability i

n) physical appearance or attributes

n) criminal record or charges

o) place of residence i

p) union activity or membership, or

g) association with others identified by the
above characteristics.

It is discrimination to treat an employee or
the employer unfavourably because of one of
the grounds set out above, unless there is
reasonable cause to do so.

The employer, the employees and the union shall
not engage In discriminatory conduct in their
dealings with each other.

It is the employer's responsibility to prevent
and stop discrimination in the workplace.

Disciplinary measures or grievances arising
Tfrom dlscrlmlnatqu conduct will be handled as
quickly and confidentially as possible.

If a grievance under this Article is brought
against the Director, the Level 1 procedure
under Article 31 may be waived at the
employee'!s request.  IFf the grievance is
against the Board of Directors, or a committee
of the Board, the first level of the grievance
procedure will be to the Board of Directors.

Special programs and affirmative action
programs designed to prevent or reduce
disadvantage resulting _ from systemic
discrimination are permitted. Before
|r_nijlement|ni:1 any such program, the employer
will consult with the Yukon Human Rights
Commission and the union.

13



13.01

13.02

13.03

13.04

13.05

13.06

ARTICLE 13
WORKPLACE HARASSMENT

All employees, and the employer, are entitled
to work In an environment free of workplace
harassment.

Workplace harassment can take three forms:
personal harassment, sexual harassment and
abuse of authority. For the purposes of this
agreement, these are defined as follows:

1) Personal harassment is offensive conduct
directed to an individual personalilty
which undermines their dignity and self-
respect, and iInterferes with their
ability to do their job or endangers
their job. (Examples include racist or
homophobic —comments directed to an
employee, disrespectful comments meant to
demean a person in the eyes of clients or
other employees.)

2) Sexual harassment consists of sexual
comments, gestures, bodily contact or
display of pornography which is offensive
and umwelcome to the recipient.
(Examples include rape "jokes", unwanted
sexual invitations, pornographic
calendars.)

3) Abuse of authority occurs when an
individual uses the power of their
position iIn the workplace to undermine,
intimidate, threaten or coerce an
employee or attempt to influence their
career negatively. (Examples include
unfair denial or equal opportunities for
training or promotion, or intentionally
1naccurate performance evaluations.)

The employer, the employees, and the union
shall not engage in workplace harassment in
their dealings with each other.

A single iIncident may constitute workplace
harassment. It IS not necessary that the
conduct be ongoing.

It is the employer's responsibility to prevent
and stop workplace harassment.

Disciplinary measures oOr grievances arising
from workplace harassment will be handled as
quickly and confidentially as possible.

14



13.07

14.01

14.02

14.03

14.04

14.05

IT a grievance under this Article is brought
against the Director, the Level 1 procedure
under Article 31 may be waived at the
employees request. IT the grievance 1is
against the Board of Directors, or a committee
of the Board, the first level of the grievance
procedure will be to the Board of Directors.

ARTICLE 14

OS8ITLONE AND CATEGCCL.ES OF EMPLOYMENT

A position iIs a set of duties assigned to an
employee at the time of hire, In a specific
classification as per Article 1 and in a
specific category of employment as per Clause
14.04.

The employer will develop a written job
description for each position.

The employer will develop written

qualifications for each position in advance of
the position being advertised.

The four categories of employment are:

a) permanent full time,

b) permanent part time,
c) term, and
d) casual .

For the purposes of this agreement,

Permanent full time employment means

indefinite employment
amounting to 37.5 hours
per week;

Permanent Dart-time employment means

indefinite employment for
the number of hours as
agreed upon by the
employer and the employee
which are less than the
hours of permanent full
time employment;

Term employment means
employment for a

specified period of time

15



14.06

14.07

14.08

14.09

14.10

15.01

In excess of eight
consecutive months;

Casual employment means
irregular employment on
an _on-call Dbasis as
required by the employer
for a period of less than
eight consecutive months.

Term appointments will only be used to:

a) fill a temporary absence or vacancy in
excess of eight months;
p)  Tulfil the terms of a contract_obtained
% the employer from outside_ i1ts usual
nding sources when the period of the
contract exceeds eight months; or _
<) staff afpll_ot project for a period 1in
excess of eight months.

An employee who iIs not able to work on a
scheduled shift must ive the employer
reasonable notice to allow the employer to
backfill the position.

All employees will be given 15-minute paid
rest periods during the Tirst and second half
of their shift in an area made available by
the employer for this purpose. In unusual
circumstances, and if mutually agreed upon by
the employer and smploy=e(s) affected, the two
rest periods may be combined.

All provisions of this agreement apply to term
employees.

Casual employees are subject to the provisions
of Article 1s5.

ARTICLE 15
CASUAL EMPLOYEES

The employer will hire employees to Till
casual positions to cover for the short term
absence of other employees, or for other
purposes as needed from time to time by the
employer.

16



15.02

15.03

15.04

15.05

15.06

16.01

The employer will hire a reasonable number of
casual employees having regard to:

a) the ability of the employer to fill
casual positions with qualified
employees;

b) the desire of the employer to have excess

bar?alnlng unit work undertaken by casual

employees rather than on-call workers
whenever. possible; and i

¢)  the desire of the employer to provide
permanent full time positions rather than
casual positions as much as possible.

Persons whose jobs are not in the bargaining
unit shall not work on any Ij|obs included in
the bargaining unit unless other employees are
unavailable or there is an emergency.

Casual employees are expected to be available
for work when called in to work, and to inform
the director of any period during which they
will be unavailable for work. Otherwise, If a
casual employee cannot be contacted, or is
unavailable without jJust cause, for three
successive attempts on different days by the
employer to call the employee in to work, the
employee's unavailability may constitute just
cause for terminating their employment.
However an employee may refuse a shift of less
than four hours without penalty.

The employer will provide work opportunities
to casual employees on a rotational basis. A
period of casual employment may be for any
duration less than s consecutive months. The
employer is not obliged to ensure an equitable
number of days of work as between casual
employees.

All provisions of this agreement apply to

casual employees except Article 11 concerning
lay-offs.

ARTICLE 16
CLASSIFICATION

The existindc[] {'ob classifications are as set
out in Schedule A.

17



16.02

16.03

16.04

16.05

16.06

17.01

17.02

17.03

The_ employer will give the union. 30 days
notice of its intention to eliminate any
existing job classification.

The _employer agrees that, when new
c_lﬁs.sﬁlcatlons are created, the employer
will:

a) give the union 30 days notice of the
Intention to create a new classification,

and
b) negotiate the range of pay for the new
classification with he union iIn

accordance with principle of equal pay
for work of equal value.

A rate of pay set by the employer after
complying with 1s.03(b) shall be retroactive
to the time the position was first filled by
an employee.

Entry level salaries for existing
classifications are as set out in Schedule A.

ch classification will ssigned eneric
Iﬁlst ois- d%t'ies ap%ei iaceﬁ)lge %:og tr'1e

classification. A specific position may have
duties unique to the position as well.

ARTICLE 17

STATEMENT OF DUTIES

When an employee is hired, promoted or
transferred under Article 27 to another
position in the bargaining unit, the employer
shall, before the employee Is assigned to that
position, provide the employee with a current
and accurate written statement of duties of
the position.

Upon written request, an employee shall be
given a complete and current written statement
of duties and responsibilities of their
position.

Subject to operational requirements, a request
by an employee for a change in the assignment
of duties shall not be denied wrthout
reasonable cause. Article 27 does not apﬁly
to a change iIn the assignment of duties within
a position.
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ARTICLE 18
OVERTIME

For the purpose of this agreement, overtime
means hours worked in excess of 7.5 hours per
day or 37.5 hours per week.

IT operational requirements necessitate a
certain emploi/ee working overtime, the
employee may only refuse with reasonable cause
subject to the safety of the children at the
centre.

Where operational requirements allow the
employer a reasonable choice to assign
overtime work, the employer will give the
choice to take or refuse the overtime work to
employees on the basis of their seniority.

Overtime hours shall not count as hours worked
for_ the purpose of accruing seniority under
Article 25,

Employees Shall be compensated for overtime at
the rate of one and a half times their regular
rate of pay.

Overtime worked, it less than_ a full hour,
shall be compensated for all minutes worked,
rounded off to the next quarter hour.

Where practical, overtime shall be authorized
in advance by the employer. Where operational
requirements make this impractical, overtime
may be authorized retroactively by the
employer.

In lieu of overtime pay, an employee may take
compensatory leave of one and a half hours for
each hour of overtime worked, provided that:

a) the employee informs the employer of
their preference for compensatory leave
begore the end of the current pay period,
an

py the timing of the leave i1s mutually

agreed upon between the employer and the
employee.
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Compensatory leave may accumulate to a maximum
of five working days. At the end_of the
fiscal year, or at the time of termination,
whichever occurs first, the employer will
liquidate any compensation leave owing and pay
it to the employee.

Overtime accrued through attendance at staff
meetings is exempt from the application of
Clauses 18.08 & 18.09.

This Article takes effect October 1, 1993.

ARTICLE 19

SPORTATION & MEA

Where an employee is required by the employer
to use their personal vehicle, the employer
will pay mileage at the rate of $.3s per.
kilometre.

Where the employee is not required, but is
willing to use their personal vehicle for job-
related purposes, and is authorized in advance

the employer, the employee will be
reimbursed upon request at the rate of $.12
per kilometre, subject to a maximum of $30.00
per month.

No employee shall be required, as a condition
of employment, to own a vehicle or have access
to one.

The employer may require, as a condition of
employment, that an employee holding a certain
position maintain a valid driverts licence.

The practice of providing food to employees
that was in effect at the centre on June 30,
1993 shall continue in effect unless otherwise
agreed upon by the Labour Management Relations
Committee,

The employer will make a reasonable effort to
provide the employee with a meal break as near
as possible to the middle of their shift.

IT 19.06 cannot be met due to operational
requirements, the employer will provide time
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in lieu for a meal break during the same day.
The employer and the employee may mutually

agree that the time in lieu may be taken on
another working day. Such “time 1s not

overtime for the purposes of Article 1s.

ARTICLE 20

PAY ADMINISTRATION

The wage schedule covering all employees
occupying positions shall be set out 1iIn
Schedule "a", forming part of this agreement.

Employees shall receive equal pay for work of
equal value based upon criteria contained iIn
the Yukon Human Rights Act.

Every employee shall receive a statement
attached to at least one pay cheque per month
showing the gross amount earned, 1temized
dedil.(JC(}IOI’]S, net amount payable and hours
worked.

Upon request, vacation pay earned to date will
be provided prior to a vacation period.

Advances may be granted iIn extenuating
circumstances.

Where an employee intends to combine paid
leave with unpaid leave, the paid leave will
be 1n effect Tirst.

ARTICLE 21

SEVERANCE BONUS

For the purpose of this Article, an eligible
employee is an employee who has worked for
more than 10,000 hours in the continuous
service of the employer.

An eligible employee, other than an employee
who receives a disciplinary discharge, shall
receive a severance bonus upon termination of
thelr employment,

Notwithstanding  Clause _21.02, It  the
disciplinary discharge arises substantially
because of the employee's 1nability to perform
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c) Good Friday i
d) Easter Monday j
e) Victoria Day k
£) Canada Day 1) Boxing Day

the duties of the job satisfactorily because
of physical health reasons including a
disability as defined iIn the Workers®
Compensation Act, the employee shall receive
the severance bonus.

The amount of the severance bonus shall be
one- half of the employee™s average weekly pay
for the twelve months ending the date of
termination, multiplied by the number of
completed years of continuous service.

The implementation of this Article is subject
to the Memorandum of Agreement regarding
Articles Agreed to in Principle.

ARTICLE 22
GENERAL HOL IDAYS

The following days are general holidays with
pay:

) Discovery Day
) Labour Day

) Thanksgiving Day
) Remembrance Day
) Christmas Day

All employees shall receive general holida
pay for a general holiday. The genera
holiday pay for a permanent full time employee
or a term employee shall be their regular
wages for 7.5 hours. General holiday pay for
permanent part-time employees and casual
employees shall be pro-rated using the number
of hours worked by the employee in the
Bgevmus two weeks ending on the Saturda
efore the holiday iIn comparison to a ful

time employee.

IT operational requirements necessitate an
employee working on a general holiday, the
employee shall be deemed to be workin
overtime for all hours worked on the genera
holiday, and the provisions of Article 18
aﬁply to this work. In addition, the employee
shall receive general holiday pay as per
Clause 22.02 above.
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Where a paid holiday falls on a day that is
not a regular work day for a permanent full
time employee, a term employee or a permanent
ﬁart time employee whose normal work week is 4
ours per day Monday through Friday, the
employee shall recerve the next vregular
working day off in addition to general holiday

pay.

Where a ﬁeneral holiday falls on a day that is
not a scheduled work day for a casual employee
or a permanent part time employee other than
one mentioned iIn Clause 22.04 above, the
emplo¥ee shall receive general holiday pay as
per Clause 22.02 only.

Hours for which general holiday pay is received
shall count as hours worked for the purposes of
seniority and overtime.

Notwithstanding anything in this Article, an
employee is not entitled to holiday pay iIf the
employee is absent without pay on the regular
working day immediately before or immediately
after the holiday.

Where a d?y that is a general holiday for_an
employee falls within a period of leave with
pay, the holiday shall not count as a day of
leave.

ARTICLE 23

DEALING WITH CLIENTS

In_this Article, a "client" means a parent or
child who 1s receiving services from the
employer .

No employee, the union or the employer shall
discriminate against any client on the grounds
set out in Article 12 without reasonable
cause.

No employee, the union or the employer shall
harass any client in any manner described in
Article 13.

In providing childcare services to clients,
employees will:

23



b)

c)

q)

e)

provide agpropriate child care services
consistent with this_agreement _and
consistent with any written guidelines
that may be adopted from time to time by
the employer; ) )

adhere_to any written ethical standards
established by the  employer in
consultation with the employees;

comply with section 38 of the Child Care
Act which states:

1) ‘"any person providing a child
care program, Or a person
employed by a person providing
a child care program, who has
reasonable _grounds to believe
that a child enroled 1In the
program may be a child who is
abused, neglected or otherwise
in need of protection within.
the meaning of the Children”s
Act shall forthwith report the
information on which they base
their belief to the director,
an agent of the director, or a
peace officer.

2)  No legal action of any kind,
including professional
disciplinary proceedings, may
be taken against a person who
reports_  Information  under
subsection (1) by reason of the

rson"s so reporting, unless
e reportin was one

maliciously and falsely.

For purposes of this sub-clause
the ‘“pirector* means the
Director of Family Children®s
Services;

participate in debriefing sessions, and

seek 1nput from other staff, the director
or professiona agencies where

appropriate; and

reconmend to the director referrals to
other _services and agencies as
appropriate.
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All employees and the employer shall make
informative written records and reports as
required by the employer®s policy.

ARTICLE 24
PROBATIONARY EMPLOYEES

A new employee, not including an employee
promoted or transferred under Article 27,
shall serve a probationary period of 9ss
hours, but In no _case shall a new employee's
probationary period extend beyond one year
from the date of hire.

Unless otherwise stated in this Agreement, a
probationary employee i1s entitled to all the
rights an benefits of this Agreement,
including access to the grievance procedure.

The purpose of the probationary period is to
allow the employer to assess whether the
employee meets the standards reasonably
required by the employer. In assessing this,
the employer will give the empI%?/ee_ a fair
chance to prove their ability, and will make
reasonable accommodation and provide
reasonable assistance to the employee to do
SO.

Where a probationary employee does not, and is
not likely to, meet the standards reasonably
required the employer, the employer may
dismiss the employee. 1T the employee has
completed more than half of their probationary
period, and is dismissed under this Clause for
reasons other than discipl |na|_r¥ reasons as per
Article 30, the employer will provide the
employee with two days written notice, or pay
in lieu of notice.

Where the employer dismisses a probationa
employee under Clause 24.04, the employer wil
%!ve_ the employee written reasons for the
ismissal.

The employer will inform the employee in
writing of the successful completion of the
probationary period.
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Seniority will _not accrue during the
probationary period, but upon successful
completion o the probationary period,
sgnrl]grlty shall accrue retroactive to the date
of hire.

The probationary period may be extended for
one additional period of up to three months on
terms agreed upon by the employer, the
employee and the union.

ARTICLE 25
SENIORITY

Seniority is defined as_ the number of _hours
worked in _the service of the employer_in any
position_in the bargaining unit, subject to
the provisions of this Article.

The e[nijloyer will maintain a seniority list
and will update it quarterly, and

a) at the time of a lay-off, )

b) at the time of on opening under Article
27, Or

) upon request from a union representative.

When the seniority list 1is updated under
Clause 25.02, the employer will post a copy on
the bulletin board, and send a copy to the
union.

Seniority terminates when service to the
employer terminates under Article 57.

Even though an employee®s seniority has been
terminated under Clause 25.04, the employer
will credit the employee with one half_of all
seniority credits previously accrued with the
employer if the employee obtains a position
with the employer within two years. For_the
purpose of this Clause, any previous
employment interrupted t()jy a break in service
exceeding two years does not count for
determining seniority. This clause is meant
to attach some value to the employse's
previous service with the employer.

The seniori list shall include emﬁloyees
hired to Fill casual positions after the date
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of signing this agreement, and shall include
all employees holding positions 1iIn the
bargaining unit who were employed on a
permanent full time, permanent part-time or
term basis on or after June 19, 1991.

The seniority list of employees shall reflect
the seniority of each employee from their date
of hire with the employer.

The seniority list at the date of signing this
agreement i1s attached as Schedule B.

ARTICLE 26
JOB PERFORMANCE EVALUATION

The employer will conduct a job performance
evaluation of each employee once per year.

The employer will evaluate the employee on the
basis of the =mployee's ability to carry out
the duties and responsibilities in their job
description, with special reference to the
following factors:

a) the employes's ability to work with
children;

b the employes's ability to get along with

) other gta%f; 4 J J

c) how the employee carries out their
responsibilities to the centre; )

d) how the employee carries out their
responsibilities to_ parents and other
caregivers of the children.

The employer will post the evaluation form in
use at the date of signing on the bulletin
board. Any changes to the form will only be
made after consultation with employees through
the Labour Management Relations committee.

In conducting a job performance evaluation of
the employee, the employer will make
reasonable effort to seek input from the
amployee!s co-workers.

The employee performance evaluation shall also
allow the employee to state thelr career
development goals, and any type of training
the employee would like to receive.

27



26.06

26.07

26.08

26.09

27.01

27.02

27.03

27.04

27.05

The employer will discuss the draft results of
the performance_ evaluation with the emplo¥ee
before finalizing 1t. In doing so, the
employer will point out the employee's
strengths and weaknesses In each area.

A fTinal copy of the employee's performance
evaluation shall go on the employee's
personnel file, signed by the employee
indicating that the employee has seen 1t. An
employee who disagrees with their performance
evaluation may append an explanation to it on
the personnel file.

The employer will provide a copy of the
performance evaluation to the employee upon
request.

IT the employer plans to evaluate the
director, the employer agrees to request input
from the employees prior to the evaluation.

ARTICLE 27

FILLING POSITIONS, PROMOTIONS AND TRANSFERS

This Article applies to all positions of the
employer, whether iIn the bargaining unit or
not.

Where the employer wishes to create and fill a
new position, or fill a vacancy In an existing
position, the employer agrees to use the
procedure set out in this Article.

Before filling any position, the employer will
ost a notice advertising the position on the
ulletin board at the centre.

The notice under Clause 27.03 shall specify
the nature of the position available, the
minImum qualifications, the desired
qualifications, the hours of work and the pay
rate or range.

When posting the notice under Clause 27.03,
the employer will also simultaneously provide
a copy of the notice to the directors of other
child care centres in the Yukon represented by
the union. The director shall post the notice
on the bulletin board provided in accordance
with Article 9.
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IT the employer also wishes to advertise the
position to the public at large, the employer
will only place public advertisements after
the notice referred to in Clause 27.03 has
been posted for at least one week.

The employer agrees to hire employees from

within the bargaining unit to fill positions

unless:

a) an outside applicant is more qualified
than a member of the bargaining unit;

b) no member of the bargaining unit applies;

¢) the position s an affirmative action
position under Article 12, and no member
of the bargaining unit is eligible; or

d) no member of the bargaining unit 1is
qualified, and efforts on the part_of the
employer could not reasonably assist the.
employee to become qualified 1In a
reasonable time.

Subject to any affirmative action program
established under Article 12, the employer
agrees to hire the most qualified applicant to
Ti1ll the position.

In assessing the qualifications of applicants,
the employer will take 1Into account the
factors set out below, and only these factors.
The employer may determine what is entailed in
each factor for any given position, and what
weight to accord “each factor. it 1s not
necessary that each factor be given equal
weight. Whatever weight the employer attaches
to each factor must be applied equally to all
candidates: .

a) knowledge required

b) skills required

c) abilities related to the performance
of the position

d) seniority at the centre.

If, following an assessment of candidates*
merits as 1(3(-:-r Clause 27.09, i1t appears to the
employer that two or more candidates are
relatively equal in their qualifications for
the position, then seniority with the employer
shall be the governing factor.
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Where no applicant is qualified for the
position, the employer may promote or transfer
an _applicant who does not meet the
requirements, but whqo may reasonably be
expected to obtain the necessary
qualifications prior to assuming the position,
or within a reasonable time thereafter.

Within 7 calendar days of filling the
position, the employer will post the name of
the successful candidate on the bulletin
board.

An employee transferred or promoted to a new
position shall serve a trial period of three
months. Until the end of the trial period,
the employee may request or the employer may
require that the employee return to the
position occupied previously, without any loss
of benefits or seniority.

No member of the bargaining unit who accepts a
term position will suffer any loss of pay,
benefits or seniority as a result of taking
the term position.

ARTICLE 28

ACTING ASSIGNMENTS

An acting assignment means the temporary
assignment of an employee to a different
position In the bargaining unit, or to a job
in management, in the event of a vacancy or
the absence of the incumbent,

The employer will try to fill vacancies as
gquickly as possible so that acting assignments
are kept to a minimum.

To act in a position, it is not necessary that
the employee perform all the duties of that
position. IfT the employee performs
substantially all of the duties of the
position, the employee will be paid the full
entry level salary for that position, subject
to Clauses 28.04 and 28.05.

In no case shall the employee's acting pay be

less than 4% above the employee"s current
salary.
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The employer may provide on-the-job training
and related staff development opportunities in
the form of seminars, courses and conferences.
Notices of relevant training opportunities
will be posted on the bulletin board.

To provide training opportunities, the
employer will endeavour to allocate a
reasonable sum of money in the budget each
year to be used for staff training and
development.

Expenditures on staff training and development
from any fund allocated under Clause 29.05
will be made by the Labour-Management
Relations committee.

In making any decisions concerning staff

training and develogment, the Committee shall

take into account the following factors:

a) the current and future needs of the
employer®s services

b) the benefits to clients

c) the professional development requests of
individual employees

4) the wishes of any employee affected, and
e) Tairness between all employees.

The Committee may develop guidelines and
procedures related to staff training _and
development, including designating specific
training opportunities as essential for
specific employees.

Attendance at any training opportunity
designated by the employer as essential shall
be wrthout cost to the employee, and without
loss of pay or benefits.

The employer agrees to make all reasonable
accommodation to encourage staff training and
development.

It 1S understood by the parties that staff
members who have attended courses or
conferences may be asked to provide in-service
workshops for other staff at a mutually agreed

upon time.
35
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Employees shall submit a receipt indicatin
payment of fees and evidence of successfu
completion of the course prior to
reimbursement.

Subject to operational requirements, the
employer will make reasonable efforts to
provide the employee with two (2) working days
with pay for the purpose of doing research and
preparation related to their work at a date
mutually acceptable to the employer and the
employee.

This Article does not apply to First Aid and
Safety Training under Article 32.

ARTICLE 30
DISCIPLINE

A disciplinary infraction is an act or conduct
on the part of an employee which amounts to a
breach of this agreement or a breach of the
employer's policies in the workplace, or acts
of misconduct.

Disciplinary action means action taken by the
employer to stop or deter a disciplinary
infraction, including:

a) a verbal warning with a notation on the
employee's personnel file initialled by
the employee as received L )

b) a written warning with specific written
expectations which the employee is
required to meet

¢) awritten _reprimand _

d)  a suspension with or without pay

e) a demotion, or a dismissal.

The order of the above disciplinary actions is
not necessarily sequential, nor do clauses (a)
through (¢) above reflect an iIncreasing
severity.

A verbal warning without a notation on the
employees personnel file or suggestion for
improvement does not constitute disciplinary
action.
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The employer will take disciplinary action only
where there is just cause, upon being satisfied
on reasonable dgroqnds_. that_ the employee has
committed the disciplinary infraction.

[_)isciplinal;:y action (except for dismissal) is
intended to correct and deter _further
disciplinary infractions, not punish the
employee. The employer will use the least
serious form of disciplinary action which will
likely stop or deter further disciplinary
infractions by the employee.

Before beginning an iInvestigation iInto a
disciplinary infraction, the employer will
inform the employee of the intention to
conduct an investigation and the grounds for
d(_)lnﬁ so, unless there_is reasonable cause to
withhold this information from the employee.

Where the employer provides the information to*
the employee under Clause 30.06, the employer
shall also inform the employee of their rights
under Clause 30.08.

Before any disciplinary action is taken
against an employee, the employer shall give
the employee an opportunity, as soon as
possible at a time and location convenient to
the employee and employer, to present their
version of the facts to the employer either
alone or, it the employee wishes, with a union
representative present.

Where _the employer i1Is_ contemplating
suspension, demotion or dismissal for- a
disciplinary infraction, the emplgyer rpaﬁ
suspend the employee for up to three days wit

y while deciding what disciplinary action is
appropriate.

IT any disciplinary action is taken against
an employee, the employer will give the
employee written notice of the specific
disciplinary action taken, the reasons for it,
the effective date 1t commences, and any
financial implications for the employee.

A copy of the notice shall be placed on the

employee's personnel file, and a copy sent to
the union.
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31.01

31.02

Only disciplinary action documented on the
employee®"s personnel_ file in accordance with
this.Article may be iIntroduced as evidence at
any hearing relating to disciplinary action,
such as a grievance arbitration.

No document, including any Job Performance
Evaluation, from the employee”s personnel file
may be introduced at a hearing related to
disciplinary action if the employee was not
aware of the document at the time of filing, or
within a reasonable time thereafter.

The employer will remove and return to the
employee any notice of disciplinary action
from the employes’s personnel file once the
employee has attained a 24 month riod
without further disciplina action having
been taken against he employee.
Notwithstanding this Clause, the employer may
keep relevant records for the purposes of
Article s52 only.

An employee shall have access to their
personnel file upon request, iIn the presence
of the employer, and may have a copy of any
document 1f the employee wishes.

IT the employee consents in writing, the union
representative may have the same rights as the
employee in Clause 30,15.

An employee who is found to have been unjustly
suspended, demoted or _dismissed shall receive
all rights or benefits the employee would
otherwise have been entitled to retroactive to
the date of the wrongful suspension, demotion
or dismissal.

ARTICLE" 31
GRIEVANCE PROCEDURE
The purpose of the grievance procedure is to
resolve disputes that arise. under this
agreement in a falr and expeditious manner.
The union may file a grievance on behalf of an

employee ('"the grievor"), Or on its own behalf,
alleging a violation of this agreement.
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Where the union chooses not to represent the
grievor, and the grievance relates to
disciplinary action taken against the employee
(Article 30), discrimination against the
employee (Article 12), harassment of the
employee (Article 13) or a matter concerning
an employee performance evaluation (Article
26, excluding Clause 26.04), the employee may
Tile the grievance on their omn behalf. IT
so, all of the rights and obligations of the
union in Clause 31.04 through 31.15 apply to
the employee. The employee shall not have
access to the Level 4 grievance procedure.

A grievance is filed when delivered in writing
to the employer. No particular form is
necessary as long as the document indicates
It 1s a grievance under this Article, or in
some manner indicates 1t is a Tformal
grievance.

The Director 1s authorized to receive
grievances on behalf of the employer. The
Director shall provide a receipt to the person
delivering the grievance stating the date it
was received.

A grievance must be filed within ten days after
the cause of the grievance arose, unless the

grievor IS not at work during that period, in
which case the time is extended to ten days
Tollowing the day the employee returns to work.

Unless otherwise provided iIn this agreement, a
rievance shall be_settled with recourse to the
ollowing steps, If needed:

Level 1 - Director

Level 2 - Board of Directors
Level 3 - Mediation

Level 4 - Arbitration

When a grievance is filed, the Director shall
attempt to settle i1t at Level 1 unless:

a) the employee requests that the grievance
be waived” to another level under Article
12 Or 13;

p) the grievance concerns_ a wrongful
suspension, demotion or dismissal under
Article 30, In which case it will
commence at Level 2; or
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<) the parties wish to waive the grievance
to another level by mutual consent.

The union may consult with the employer
concerning any grievance at any level of the
grievance procedure.

time limits in the grievance procedure may
be extended by consent of the parties.

The employer shall not intimidate or threaten
an_employee who files or wishes to file a
grievance, or offer the employee any advantage
in exchange for not filing, or withdrawing,
their grievance. Lawful = exercise of the
employer's rights, obligations or options
under this agreement is not a violation of
this Clause.

A decision made at any level of the _grievance
procedure is not binding on the parties unless
It is Inwriting, signed by the decision-maker,
and delivered to the parties either by hand or
by double-registered mail.

The Level 1 procedure i1s as follows:

1) Within 10 days of receiving the
rievance, the Director will render their
ecision and forward it to the union as

per Clause 31.12.

2) IT the Director fails to do so, the union
may #nvoke the Level 2 procedure after
the tenth day following the Filing of the
grievance.

The Level 2 procedure is as follows:

1) The union may present the grievance to
the Board of Directors within 1o days of
receiving the Level 1 decision.

2) The grievance iIs deemed to be presented
to the Board of Directors when given in
writing to the Director. The Director
shall provide a receipt to the person
delivering the grievance stating the date
on which 1t was received on behalf of the
Board of Directors.

37



31.15

3)

4)

The Board of Directors shall render its.
decision within 30 days, and communicate
It to the union as per Clause 31.12.

The Board of Directors may appoint a
committee to carry out its obligations at
the Level 2 grievance procedure.

The Level 3 procedure is as follows:

iy

2)

3)

4)

5)

6)

8)

The_union may make a written request for
mediation within 1o days of receiving the
Level 2 decision.

The request for mediation shall be given
to the Director who shall provide the
union with a receipt stating the date the
request was received, and forward the
request for mediation to the Board of
Directors.

The wunion and the employer shall
determine mutually acceptable terms for
hiring a mediator, including who the
mediator will be and time frames for
conducting the mediation. [If the parties
fail to agree, either party may invoke
the Level ¢ procedure.

The parties to this agreement may
establish a list of local Yukon mediators
acceptable to them, which list may be
established from time to time, or when

the need for a mediator arises.

The employer and the union shall each pay
one half of any fees or expenses related
to mediation.

IT the mediation 1is successful, the
mediator shall write down the terms of
settlement, and deliver them to the
parties as per Clause 31,12,

IT the mediation i1s unsuccessful, the
mediator shall confirm this in writing,
and forward i1t to the parties as per
Clause 31.12.

The failure of mediation is_ deemed to
occur on the date that the union and the
employer receive the letter from the"
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31.18

9)

mediator under Clause (7) above, and ir
this date i1s different for each party,
the later date.

Mediation attempts are  settlement
discussions, and any offers or counter
offers made during mediation discussions
shall not be used as evidence at a later

arbitration hearing.

The |evel 4 procedure is as follows:

1)

2)

3)

4)

5)

6)

7)

8)

Either the employer or the union may
request arbitration by letter to_ the
other pa within 30 days of the failure
of the mediation.

The employer or the union, as the case
may be, shall give the other party a
receipt stating the date of receiving the
request for arbitration.

The parties may agree on the selection of
an arbitrator. Failing agreement, either
party may apply to the Federal Minister
of Labour to appoint an arbitrator.

In addition to any powers contained iIn
this agreement, the arbitrator has all
the powers granted to arbitrators under
Part 1 of the Canada Labour Code.

The arbitrator shall hear the grievance
as soon as possible, and render a
decision within 30 days. The decision,
once forwarded to ~the parties 1In
accordance with Clause 31,12, is final
and binding on each party and any
employee affected by 1t.

The arbitrator may determine whether a
grievance is arbitrable.

The arbitrator may amend a grievance,
modify penalties, waive time limits, or
make a ruling concerning any procedural
irregularity.

Each party shall pay one half of the fees
and expenses of the arbitrator.
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32.01

32.02

32.03

32.04

32.05

32.06

ARTICLE 32
SAFETY AND HEALTH

The employees shall select a health and safety
representative for the purposes of the
Occupational Health and Safety Act.

The health and safety representative has the
authority to:

(@) 1nspect the physical condition of the
workplace or part thereof for which they
have been selected once each month, or _at
such intervals as the Chief Industrial
Safety Officer may direct; and

(b) oObserve and, where qualified to do so,
assist In or conduct tests for noise,
lighting, and designated substances or
agents 1n the workplace or part thereof
for which they have been selected.

The employer and employees shall provide to the
health and safety representative such
information and assistance as they may need
for the purpose of carrying out the inspection
or tests referred to in Clause 32.02.

The health and safety representative shall
identify situations that may be hazardous to
workers and shall report such situations to
the employer and to the employees or the
union.

Where there is a serious accident or serious
injury involving any person at the workplace
fron any cause, the health and safety
representative may accompany a safety officer
during an investigation of the place where the
accident occurred.

A health and safety representative is entitled
to take such time from work as is necessary to
carry out the duties specified in Clauses
32.02, 32.03, 32.04 and 32.05 and any time
spent shall, for the purpose of calculating
wagEs owing, be deemed to have been spent at
work.

40



32.07

32.08

32.09

32.10

32.11

A health and safety representative shall kee

records of all matters dealt with and shal

make such records available to the employer
and a safety officer on request.

The health and safety representative may

appeal to the Chief Industrial Safety Officer

to resolve any differences of opinion with the

employer concerning health and safety matters

(il:r_ld Ithe decision of the Officer shall be
inal .

An employee may refuse to work or do particular
wcr)]rk where the employee has reason to believe
that

(a) the use or operation of a machine, device,
or thing constitutes an undue hazard to
that employee or any other person; or

(by a condition exists in the workplace that
constitutes an undue hazard.

An employee who refuses to work or do
particular work shall forthwith report the
circumstances of the matter to their employer
or supervisor who shall forthwith investigate
the situation reported In the presence of the
worker and in the presence of:

(a) the health and safety representative, who
represents the employee, or

(b) another employee selected by the
employee, who shall be made available and
shall attend without delay.

After the investigation referred to in Clause
32.10, and any action taken to remove the
hazard, the worker may again refuse to work or
do particular work because of that hazard
wﬂere they have reasonable cause to believe
that:

(&) the use or operation of the machine,
device, or thing continues to constitute
an undue hazard to that employee or to any
other person; or

(p) the condition of the workplace continues
to constitute an undue hazard.
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32.12

32.13

32.14

32.15

32.16

32.17

33.01

An employee who refuses to work or do
particular work under Clause 32.11 shall
forthwith report the circumstances of the
matter to the employer or supervisor and the
employer or supervisor shall then forthwith
report the circumstances of the matter to a
safety officer.

No employee may exercise their right under
Clause 32.09 or 32.11 if the refusal to
perform the work puts the Ilife, health,
safety, or physical well-being of another
person_ in Immediate danger or 1f the
conditions under_which the work is to be
p$rfonl1<1ed are ordinary conditions in that kind
of work.

Any expenses related to medical tests required
by law for the employee are the responsibility
of the employer. ests required as a pre-
condition of employment are not included.

Where the employer requires an_ employee to
undergo a specific medical, hearing or vision
examination by _a designated qualified medical
practitioner, In addition to those required by
law, the examination will be conducted at no
expense to the employee. The employee shall,
upon _written reunst, obtain results of all
sBemflc medical, hearing or  vision

examinations conducted.

No employee who is required by the employer to
attend a First Aid and Safety training course
shall suffer a loss of pay as a result. The
employer shall pay for such course fees and
turtion.

Where an employee is injured on the job, the
employer Shall immediately provide and pay for
emergency transportation for the employee to a
hospital, physician, home or other place that
may be required by the worker's condition.

ARTICLE 33
VACATION LEAVE

- A new permanent full time employee shall earn

vacation credits at the rate of .333 days per
calendar month for any month In which the
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33.02

33.03

33.04

33.05

33.06

33.07

33.08

33.09

employee has received at least ten days pay
(10 days per year).

After one year in the continuous service of
the employer, a permanent_ full time employee
shall earn vacation credits at the rate of
1.66 days per calendar month for any month in
which the employee has received at least ten

days pay (20 days per year).

A permanent part-time employee or a term
employee shall earn vacation credits iIn the
proportion to which their actual hours worked
in a calendar month compares to the hours
worked by a permanent Tull-time employee.
Their rate shall reflect their years of
continuous service as per Clause 33.01 oOr
33.02 as the case may be.

The employer shall pay the cash equivalent of
vacation leave to a casual employee in lieu of.
paid vacation leave.

A permanent full time employee must take paid
vacation leave, subject to Clause 33.10 and
Clause 33.07.

The employer may, upon the request of an
employee  and subject to operational
requirements, pay the cash equivalent of
vacation leave to_a permanent part-time or
term employee In lieu of paid vacation leave.

An employee may accumulate vacation leave
credits up to a maximum of 25 days. Where
vacation time has been requested In writing by
the employee, and denied by the employer, no
loss of vacation leave shall result for the
employee as a result of the application of
this Clause.

Subject to 33.07, vacation leave may be
carried over from year to year.

An _irggloyee may take vacation leave at a time
suitable to the employer and the employee,
subject to operational requirements. Vacation
preferences will be granted on the basis of
seniority for employees who make their request
in writing by January 1 of each year. After
that, vacation requests will be granted in the
order of the date received by the employer.
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33.10

33.11

33.12

33.13

33.14

33.15

34.01

The employer will make every effort to grant
the specific period requested, and to notify
the employee iIn writing within two weeks of
the request.

Employees are encouraged to take their
vacation iIn blocks of at least two weeks in
duration during the months of June, July or
August, or over the Christmas period.

The employer may, upon request, advance
vacation time to an employee who has not yet
earmed it subject to operational
requirements. In considerin? the employee's
request, the employer wil consider the
employee®s length of service, the reason for
the request, and the ability of the employer
to secure reimbursement under Clause 33.14.

An advance of vacation Jleave shall be
reimbursed by deduction from the employee's
future vacation leave, or, where the
employeels service i1s terminated before the
advance is repald, by deduction from
compensation otherwise payable to the
employee.

The employer shall reimburse an employee for
any non-refundable deposits the employee has
lost as a result of the employer®s denial of
vacation_leave, provided the vacation leave
was previously authorized by the employer.

An employee may not be recalled to work while
on vacation leave unless on terms satisfactory
to the employee and the union.

At the time of termination under Article 57,
the employee shall receive the cash equivalent
of any accumulated vacation credits at their

current rate of pay, subject to the maximum
accumulation in Clause 33.07.

ARTICLE 34
BEREAVEMENT LEAVE

Upon the request of an employee, the employer
shall grant the employee bereavement leave
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34.02

34.03

34.04

34.05

with pay for up to four working days where
there i1s a death iIn the employee®s immediate
family, namely the death of the employee's:

a) natural parent, step-parent or Tfoster
parent i

b) grandparent or grandchild

c) rother or step-brother

d) sister or step-sister

e) partner

£) child

g)  step-child or partner®s child, where the
child is residing with the employee.

IT the emﬁlc_)yee travels out of Whitehorse due
to a death iIn the amployee's Immediate family
as per Clause 34.01, the employer must grant
addrtional bereavement leave with pay for
travel purposes for up to three working days,
as required.

Upon the request of the employee, the employer
shall grant bereavement leave with pay for up
to two worklng days in the event of a death in
the employee™s partner®s i1mmediate fTamily,
namely the partner”s:

a) natural parent, step-parent or Tfoster
parent

b) grandparent or grandchild

c) sister or step-sister

d)  brother or step-brother

e) child or stepchild (who is not residing
with the employee).

IT the employee travels out of Whitehorse due
to a_ death iIn the employee's partner”s
immediate family as per Clause 34.03, the
employer must grant additional bereavement
leave with pay for travel purposes for up to
two working days, as required.

Upon the request of the employee, the en%ployer
shall grant bereavement leave with pa%/ or one
working day where there is a death in the
employee"s extended fTamily, namely the

employee®s:
a) aunt or uncle
b) niece or nephew

c) partner®s niece or nephew
d) sibling's partner
e) partner"s sibling's partner
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34.06

34.07

34.08

34.09

34.10

34.11

35.01

£) any other person residing with the
employee at the time of death.

IT the employee travels out of Whitehorse due
to a death In the employee's extended family
as per Clause 34.05, the employer must grant
additional bereavement leave with pay for
travel purposes for up to two working days as
required.

In lieu of the bereavement leave iIn each
Clause above, the employer shall, upon
request, grant the employee bereavement leave
with pay for up to the maximum period
permitted in Clause 34.01 through 34.06 as the
case may be, where there iIs an imminent death
in the employee's 1mmediate family, extended
family, or partner"s immediate Tamily. The
employer miazlx request a physician®s statement
to verify this.

Subject to operational requirements, an
employee may be granted, upon request,
additional bereavement leave without pay for
up to ten working days without loss of
benefits of this Agreement, except that the
employee may not accrue leave with ﬁay during
any period of bereavement leave without pay.

Bereavement leave days need not be taken
consecutively.

Bereavement leave may only be taken by a
casual employee for a day that the casual
employee was scheduled to work and provided
the casual employee has been iIn the continuous
emp{ﬁyee of the employer for at least 3
months.

The paid leave referred to iIn this Article is
subject to the Memorandum_ of Agreement
regarding Articles Agreed to in Principle

ARTICLE 35

SICK LEAVE

An employee, other than a casual employee,
shall earn sick leave with pz?/ at the rate of
one day per calendar month for any month in
which the employee receives at least ten days
pay.
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35.02

35.03

35.04

35.05

35.06

35.07

35.08

Sick leave may be used for illness, mental
health purposes or medical appointments, but
accumulated sick leave may only be used for
the purposes specified 1n Clause 35.03.

Employees are encouraged to take one sick da
per month. The employee may accumulate sic
leave credits for up to a maximum of 12 days,
but any accumulated sick leave may only be
used for the following purposes:

a) illness or injury renglerjng the employee
unable to perform their job duties,

b) travel for medical purposes,

¢)  quarantine, )

da) medical examinations or treatment, or _

e) hecessary medical, dental or chiropractic
appointments.

Sick leave credits may only be used for one-
halt day or more.

The employer may require the employee to
provide proof of the employe2's need for sick
leave under Clause :5.02 where the employee
wishes to take sick leave iIn excess of_ three
consecutive days. Such proof may be i1n the
form of a doctor's certificate or other form
satisfactory to the employer.

The employer may approve an advance of sick
leave credits for an employee for up to 1:z
days where the employee has not accumulated
enough sick leave credits for the sick leave
required. In determining whether to _grant an
advance, the employer shall consider the
employee's length of service, their employment
record, and the smployer's capacity to secure
reimbursement as per Clause 35.07.

An advance of sick leave credits shall be
reimbursed by a deduction from future sick
leave credits or, where the employee's Service

is terminated before the advance is_repaid
deduction from compensation otherwise owed to
the employee.

Where employment is terminated by death, the

employee is deemed to have earned any amount
of sick leave advanced to the employee.
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35.09

35.10

35.11

35.12

35.13

35.14

36.01

An employee whose service is terminated for
any reason other than a disciplinary discharge
under Article 30 may convert one-half of all
unused sick leave credits earned to the date
of termination:

a) to paid leave immediately prior to their
termination, or

b) to a cash payout based upon the
employee®s hourly rate of pay at the time
of termination.

Subject to operational requirements, an
employee may be granted, upon request,
additional sick leave without pay for a
reasonable period of time agreed upon between
the employer and the employee. n employee
who is on sick leave without pay shall be
entitled to all benefits of this agreement,
except that the employee shall not accrue any
leave with pay during a period of sick leave
without pay.

Where an employee is ill, and has exhausted
their own paid sick leave, other employees may
donate sick leave days earned by them to the
benefit of their co-worker.

Upon request, the employer will inform an
employee of the amount of sick leave credits
that employee has earned.

In lieu of sick leave under this Article, a
casual employee shall receive monetary
compensation at the rate of 7.5 hours pay for
each 162 hours worked.

The iImplementation date for this Article 1is
August 1, 1993,

ARTICLE 36
FAMILY ILLNESS LEAVE

Where a permanent full time employee 1is
required to care for a sick family member
permanenth]/ residin in their home, the
employer shall grant leave with-out pay for up
to Tive days per family member, to a maximum
of 15 days per fiscal year.
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36.02

36.03

36.04

36.05

36.06

36.07

36.08

Where a permanent part-time employee is
required to care for a sick family member
permanentl reS|d|ngl in their home, the
employer shall grant leave with-out pay for up
to 2.5 days per. fanily member, to a maximum of
7.5 days per fiscal year.

Where a casual employee is required to care
for a sick family member permanently residing
in their home, the emplaoyer shall grant leave
with-out pay for a maximum of two days per
fiscal year, subject to Clause 36.04 below.

Fanily illness leave may only be taken by a
casual employee for a day that the casual
employee was scheduled to work and provided
the casual employee has been iIn the continuous
emptlj%lee of the employer for at least 3
months.

Where a term employee i1s required to care for
a sick family member permanently residing with
the employee, Clause 36.01 applies to the
employee it the term is one year or more,
Clause 36.02 applies if the term is more than
six months but less than one year, and
otherwise, Clause 36.03 applies.

For the purposes of this Article, a sick family

member 1ncludes one who is 1ll or injured, or
in quarantine, or who must travel for medical

purposes or attend an appointment for medical
reasons.

An _employee who has used up their leave under
this Article may, if_ the employee requires
further leave for family illness purposes as
defined by this Article,_ the employee 1is
required to use any of their own sick leave,
vacation leave or compensatory leave before
taking leave without pay.

The employer may, subject to operational
requirements, grant an employee additional

family i1llness leave without pay on the same
basis as set out in Article 25,10,
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37.01

37.02

37.03

37.04

37.05

37.06

38.01

ARTICLE 37

LEAVE FOR WITNESS / JURY DUTY

An employee 1s entitled to leave without pay
it thelr absence from work Is due to attending
court iIn response to a Jjury summons or a
witness subpoena.

An employee is entitled to leave without pay
if their absence from work 1i1s due to
attendance as a witness before an adjudicative
board In circumstances unrelated to their
employment, so long as the employee has
received a subpoena.

An employee who is absent for reasons described
in Clause 37.01 or 37.02 shall _return to work
1T the employee can do so iIn time to complete
one half of the day"s work.

No employee who 1is required to attend court in
connection with the performance of their job
duties shall suffer any loss of pay as a
result, and the provisions of Article 18
concerning overtime apply to any hours of the
court  attendance that would constitute
overtime for the employee.

An employee who i1s called as a witness by the
employer at an arbitration hearing under
Article 31 shall not suffer any loss of pay as
a result, and the provisions of Article 138
concerning overtime apply to any hours spent
in attendance at the arbrtration hearing that
would constitute overtime for the employee.

In the event that a casual employee receives a
Jury summons or a witness subpoena to attend
court during a time the employee was scheduled
to work, the employee shall noti _the
employer of the summons or subpoena forthwith.

ARTICLE 38
INJURY ON DUTY LEAVE

Subject to Clause 38.02, an employee shall be
granted leave for such reasonable period of
time as may be destermined by the employer
where the Workers®™ Compensation Health and
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38.02

38.03

38.04

38.05

38.06

Safety Board determines that the employee is
unable to perform their duties because of:

a) personal Injury accidently received in
the performance of their duties and not
caused by the employee's wi I ful
misconduct;

) sickness resulting from the nature of the
employment;

c) exposure to hazardous conditions in the
workplace.

An_employee will be paid 75% of their wages
while on leave, provided that:

a) the Workers Compensation Health and
Safety Board will pay the employee 75% of
lost wages due to the m;ugy throughout
the period of the leave, an

b) the employee agrees to_ assign to the
employer any amount received for loss of
wages from the Workers®™ Compensation
Health and Safety and Health Board in
settlement of any claim the employee has
INn respect of the Injury.

Where an employee has been granted sick leave,
and 1s subsequently approved for |_nJure/ on
duty leave for the same period, any sick leave
credits used shall be reinstated to the
employee.

While on iInjury on duty leave, the employee
shall remain a member of the bal;_gaininig unit
and shall receive all the benefits of this
agreement except that the employee shall not
accrue leave with pay, or take leave with pay,
during a period of injury on duty leave.

Monies advanced to the employee under this
Article and not reimbursed to the employer at
the time of termination may be deducted from
any monies owved to the employee.

In the event that an employee i1s off work as a
result of an iInjury which iIs not covered by
Worker*"s Compensation, the employer and union
may discuss reasonable terms of assistance for
the employee.
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39.01

39.02

38.03

39.04

39.05

39.06

ARTICLE 39
MATERNITY LEAVE

Upon giving six weeks notice of the expected
month of the baby's birth, a pregnant employee
is entitled to a leave of absence without pay
for a period of up to 52 weeks, provided the
employee has completed her probationary period
under Article 24.

Maternity leave may be taken for any period
less than 52 weeks as the employee wishes and
m?_y be taken before or after the termination
of the pregnancy, or partially before and
partially after.

The employee must give two months notice that
she Intends to return to work at the agreed
upon date. Otherwise the employer will make
reasonable efforts to contact the employee
within the next two weeks to determine her
intentions. ITf the employer cannot contact
the employee, her employment is deemed to
terminate on the date on which she should have
notified the employer.

In the event that an employee on maternity
leave decides not to return to work, and
communicates this to the employer two months
prior to her previously agreed upon date of
return, her_employment shall terminate on the
date on which her leave expires or at any
sooner date the employee wishes.

An employee on maternity leave shall remain a
member of the bargaining unit, and shall have
all the benefits of this agreement except that
the employee shall not accrue leave with pay,
or take leave with pay, during the period of
maternity leave.

Where a doctor's certificate 1iIs provided
indicating that the employee requires a longer
period of maternity leave for health reasons,
or where the employee®s newborn child is
suffering serious medical problems, an
extension of maternity leave may be granted by
the employer for up to one year, subject to
operational requirements.
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39.07

39.08

39.09

38.10

39.11

An employee may use sick credits she has earned
in accordance with Article 35 eilther before or
after her matermity leave If_she is suffering
from pregnancy-related disability.

Upon returning to work, the employee shall
resume her previous position,_or a comparable
position. The employer will make every
reasonable effort to assign her to her
previous position.

An employee who is not entitled to maternity
leave for the reason that she has not given
six weeks notice as required by Clause 39.01
ma%_be granted maternity leave by the employer
subject to operational requirements.

An employee who has been iIn the continuous
service of the employer, rior to the
commencement OF her maternity leave, for 2000
hours or one year, whichever occurs later,
shall be entitled to:

a) a cash payment equivalent to the
allowance the employee will receive
In matermity benefits for a two week
period from the Unemployment
Insurance Commission, or

b)  where the employee is not entitled
to unemployment insurance benefits
for maternity purposes, a cash
payment equivalent to what the
employee would have received if she
qualitied.

Where an employee who receives a cash payment
under Clause 39.10 does not return to work
following her maternity leave, or terminates
her emEonment within six months of returning
to work, she shall reimburse the employer for
any payment received under Clause 39.10. The
employer may deduct any amount owing from
compensation otherwise payable to the
employee, and the employer may recover the
amount through the civil court process it
necessary .
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-~ ~40.02

40,03

40.04

40.05

40.06

40.07

ARTICLE 40
ADOPTION LEAVE

An employee who plans to adopt a child shall,
upon giving six weeks notice to the employer,
be granted leave without pay for up to 52
weeks for the purpose of the adoption,
provided the employee has completed their
probationary period under Article 24.

_adoption leave shall not commence earlier than

one week before the expected arrival of the
child iIn the employee's home, unless there are
extenuating circumstances.

The employee shall Tfurnish proof of the
adoption upon request of the employer.

An employee must give two months notice that
they iIntends to return to work at the agreed
upon date. Otherwise the employer will make
reasonable effort to contact the employee to
determine their intentions within the next two
weeks. IT the employer cannot contact the
employee, the employment is deemed to
terminate on the date on which the employee
should have notified the employer.

In the event that an employee on adoption
leave decides not to return to work, and
communicates this to the employer two months
prior to agreed upon date of return, the
employee®s employment shall terminate on the
date the leave was to expire, or such sooner
date as the employee wishes.

An emplo¥ee on adoption leave shall remain a
member of the bargalnlnﬁ unit, and shall have
all the benefits of this agreement, except
that the employee shall not accrue leave with
pay or take leave with pay during a period of
adoption leave.

Where a doctorts certificate Is provided
indicating that the employee's adopted child
is suffering from serious medical problems, an
extension of adoption leave may be grapted by
the employer for up to one year, subject to
operational requirements.
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40.08

40.09

40.10

40.11

41.01

41.02

Upon returning to work, the employee shall
resume their _ previous position,_ or a
comparable position. The employer will make
every reasonable effort to assign the employee
to their previous position.

An employee who iIs not entitled to adoption
leave for the reason that the employee did not
Ive six weeks notice under clause 40,01, may
granted adoption leave by the employer,
subject to operational requirements.

An employee who has been in the continuous
service of the employer immediately prior to
the commencement of the adoption leave for
2000 hours or one year, ichever occurs
later, shall be entitled to:

a) a cash payment equivalent to the
allowance the employee will receive in
adoption benefits for a two week period
from the Unemployment Insurance
Commission, or

by where the employee is not entitled to
unemployment  insurance benefits for
adoption purposes, an equivalent cash
payment to what the employee would have
received it the employee were eligible.

Where an employee who receives a cash payment
under Clause 40.10 does not return to work
following adoption leave, or terminates_their
employment within six months of returning to
work, shall reimburse the employer for the
payment received. The amount may be deducted
from compensation otherwise payable to the
employee, and may be recovered by the employer
through the civil court process if necessary.

ARTICLE 41

E 8 L

Upon recelving six (6) weeks notice of an
impending birth or adoption of a child by the
employee”s partner, the employer may grant the
employee leave without pay for up to 26 weeks,
provided the employee has completed their
probationary period.

The leave may be taken for any period less
than 26 weeks as requested by the employee,
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41.03

41,04

41.05

41,06

41.07

41.08

and may be taken before or after the arrival
of the child, or partially before and
partially after.

An employee on partner support for longer than
two_months must give the employer a month"s
notice of iIntention to return to work at the
agreed upon daté, Otherwise,the employer will
make reasonable efforts to contact the
employee within the next two weeks to
determine the employee®s intentions. If the
employer cannot contact the employee, their
employment is deemed to terminate on _the date
on which the employee should have notified the
employer.

IT an employee on partner support leave
decides not to return to work, and notifies
the employer of this one month prior to the
previously agreed upon date of return, the
employee®s employment shall terminate on the
date on which the leave was due to expire, or
at any sooner date the employee wishes.

An employee on partner_support leave remains a
member of the bargaining unit, and shall
receive the benefits of this agreement except
that the employee shall not accrue leave with
pay, or take leave with pay, during a period
of partner support leave.

Subject to operational requirements, the
employer may grant additional partner support
leave for a reasonable period of time agreed
upon between the employer and the employee.

Upon returning to work, the employee shall
resume their previous position, or a
comparable position. The employer will make
everK reasonable effort to assign the employee
to their previous position.

An employee who is not entitled to partner
support leave for the reason that the employee
has not given six weeks notice under Clause
41,01 may be granted partner support leave by
the employer, subject to operational
requirements.
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42.02

42.03

42.04

42.05

42.06

42,07

ARTICLE 42
LEAVE OF ABSENCE

All employees are eligible for leave without
pay after they have completed three years of
continuous employment, or 6000 hours,
whichever occurs first.

The employer may grant permission for the
employee to take leave without pay for any
purpose for a period of up to twelve months,
which Ipelr'mls.smn shall not be unreasonably
withheld.

Employees on leave without pay shall remain
members of the bargaining unit and shall
receive all the non-monetary benefits of this
agreement, and that the employee shall not
accrue leave with pay, or take leave with pay,
dur_ln? a leave of absence under this
Article.

An employee on a leave of absence shall
confirm In writing at least two months before
their leave i1s over that the employee intends
to return to work at the agreed upon date.
Otherwise, the employer will make reasonable
efforts within the next two weeks to contact
the employee to determine their intentions.
IT the employer cannot contact the employee,
their employment i1s deemed to terminate on the
date on which the employee should have
contacted the employer.

In the event that an employee on leave without
pay decides not to return to work and
communicates this to the employer as per
Clause 42.04 above, their employment shall
terminate on the date that their leave
expires.

Upon returning from unpaid leave, the employee
shall resume their previous position or a
comparable position. The employer will make
every reasonable effort to assign the employee
to their previous position.

The employee has no right to return to work
earlier than the agreed upon date, but the
employer may accommodate the employee's
request to do so it reasonably possible.
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43.01

44.01

44.02

44.03

44.04

44.05

ARTICLE 43

LEAVE WITHOUT PAY

Subject to operational requirements, the
employer may grant an employee leave without
pay where the employee is unable to work due
to circumstances beyond the employee®s
control, which permission shall not be
unreasonably withheld.

ARTICLE 44

EDUCATIONAL LEAVE
This Article is In addition to Article 29.

Educational leave is defined as a leave of
absence for one month or more for educational
tralnlnlg, courses or seminars which pertain to
the employee®s employment. Educational leave
will normally be taken at a recognized
institution of learning.

Subject to operational requirements, the
employer will grant Educational Leave as
requested by an employee, provided at lsast 30
days notice iIn wr_ltlnig has been given.
Approval for educational leave will not be
withheld without reasonable cause.

Educational leave may be taken for a maximum
of one }/ear, unless otherwise agreed upon by
the employer and the employee.

The employer recognizes that education is a
continuing process. Accordingly, the employer
shall _allow the Union to sponsor educational
functions such as seminars, workshops,
lectures and Union meetin%s on topics related
to employment, to be held on the employer's
[%r?rpises during the im?loye s.' lunch perllgd_or
ollowing the™ regular working day. rior
arrangement for such functions shall be made
with the employer and no such function shall
be permitted where it will interfere with the
normal operation of the centre.
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ARTICLE 45
LABOUR - MANAGEMENT RELATIONS COMMITTEE

45.01 A Labour-Management Relations Committee (LMRC)
shall be established consisting of an equal
number of management representatives and union
representatives as per Article s.

45.02 The mandate of the LMrc is advisory only; it
shall have no decision-making power. The LMRC
may make such recommendations as it deems
appropriate to the union or to the employer in
accordance with the scope of 1ts mandate under
Article 45.03.

45.03 The LMrRC may discuss and make recommendations
concerning any matter arising under this
agreement. In addition, with the approval of
all members of the LiRrC, the LMRC may discuss
agﬁ other matter the parties wish, and may
make such recommendations to the employer or
the union as the parties deem appropriate.

45.04 Unless otherwise required by a particular
Clause 1n this agreement, the discussion of a
subject at an L+rC meeting is deemed to be
consultation with employees for the purposes
of this agreement.

45.05 The nrc shall meet once per month, unless
both parties agree that a meeting 1iIs not
necessary. The meetings shall be no longer
than one hour iIn duration. Where there is
urgent business that_ cannot wait _until the
next meeting, a special LMRC meeting may be
held with the agreement of both parties.

45.06 As much as possible, LMrcC meetings will be
scheduled during regular hours of work. No
employee shall suffer a loss of pay, or a loss
of other benefits, such as lunch break or
coffee break, due to attendance at an LMRC
meeting.

45.07 If 1t is not possible to schedule an LMrC
meeting during regular hours of work, the time
spent the employee to attend the meeting,
up to a maximum of one hour per meeting, shall
be considered hours worked.
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45,08

45.09

46.01

46.02

46.03

46.04

46.05

The employer will prepare an agenda for LMRC
meetings comprised of all 1tems requested by a
union representative  or an employer
representative, provided the item falls within
the mandate of the Lirc as per Clause 45.03.

The employer representatives and the union
representatives on the nrc will share the
duty of preparing the minutes, unless
otherwise agreed upon by the parties. Each
party will sign the minutes, Indicating their
agreement that the content reflects the
discussion. The union representative will
then place the minutes on the bulletin board
for the information of all employees.

ARTICLE 46
NO STRIKES OR LOCKOUTS

The employer will not cause or direct any
lockout of i1ts employees during the term of
this agreement.

The union agrees that there will be no strike,
work stoppage, or slowdown during the term of
this agreement. IT any such action takes
place, the union will repudiate 1t forthwith
and require the employees to return to work.

The employees shall have the right to refuse
to cross a legal picket line at the employer®s
premises, provided the employer is given seven
days notice by the union of such Impending
picket line to make alternate arrangements for
service to clients. In making such
arrangements, the employer will consult with
the union.

Employees have the right to refuse to cross a
legal picket line that is located elsewhere
than on the employer's premises.

Any employee who 1is not working due to
exercising their rights under Clause 46.03 or
Clause 46.04 1is considered on leave without

pay.
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47.01

47.02

47,03

48.01

ARTICLE 47
DEALING WITH GOVERNMENTS

Where the employer intends to make any report
or recommendation directly or indirectly to
aniQ level of government concerning childcare
policy or conditions of employment affecting
members of the bargaining unit, the employer
will provide advance notice to the union of
thelr report or recommendation(s) to allow the
union a reasonable time to make their views
known to the employer.

Where the union intends to make any report or
recommendation directly or indirectly to any
level of government concerning childcare
policy or conditions of employment affecting
members of the bargaining unit or the
employer, the union will provide advance
notice to the employer of theilr report or
recommendation(s) to allow the employer a
reasonable time to make their views known to
the union.

The employer will keep an open file accessible
to all _employees containing_ all. current
information the employer receives from any
Government or the union affecting childcare or
the conditions of employment of the members of
the bargaining unit. Dated information will
be filed and accessible to employees for a
reasonable period of time and thereafter sent
to the Yukon College Library.

ARTICLE 48
JOB SHARING

An employee(s) may apply to the employer to
share one (@) full time position iIn accordance
with_subsection (x) and with the following
provisions:

(@ A formal proposal must be presented to
the employer outlining the specifics of
the job-sharing arrangement. This
proposal must be submitted to the
employer at least six () months in
advance of the proposed start date. This

61



(b)

()

(d)

®

(£)

(9)

time limit may be shortened bi/( mutual
agreement. e employee(s) making the
Job-sharing proposal will be referred to
as_the team members for the duration of
this Article.

A schedule must be submitted to the
employer, or the employer”®s
representative, outlining the proposed
hours of work for each team member for a
complete calendar month not less than one
(D week before the schedule is to take
effect. This schedule will reflect a
sharing of the hours of work as defined
in Article 14 of this Collective
Agreement, and the paid holidays gf any)
as defined 1In Article 33 of this
Collective Agreement. The_employer or
the_ empl_oe/er s _representative will not
arbitrarily refuse a proposed schedule,
or exercise unfalr or discriminatory
jJudgement iIn approving this schedule.

The cost of salaries shall not exceed the
cost of one (@) full-time position. The
employer shall continue to pay one
hundred percent (100%) of the benefits as
outlin in this Collective Agreement,
for each team member.

Paid general holidays, sick leave and
\6gcs:§1t|on pay shall be paid on a pro-rata
is.

Team members shall not be responsible for
the duties performed by the other team
member under any circumstances.

Each team member shall be entitled to
fifty percent (50%) of the leaves as
outlined in the Collective Agreement.

The job-sharing arrangement shall be
implemented for a trial period of six (6)
months. Review periods shall

schedulled within this trial period at the
agreement of the employer and the team
members. The job-sharing arrangement may
be terminated by the employer or by
either team member_at any time during the
trial period provided that at least one
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(h)

(1)

(3)

1) calendar month notice is given. IT
the _job-sharing arrangement is terminated
during the trial period for any reason,
both team members shall return to their
original job status. At the end of the
trial period, both team members will
forfeit their right to return to their
original job status, except by mutual
agreement between the employer and the
team members.

A 1imit of one (1) full-time position_per
Centre may become job-sharing positions
unless mutually agreed upon by the
employer and the employees.

IT an employee is requesting to job share
a position for which they were not
originally hired, then this employee will
be subject to a normal hiring procedure
for the position. IT the employee 1is
found to be unsuitable for the position
as a result of the hiring procedure, then
the request for job-sharing shall be
refused.

If one tean member vacates the job-
sharing arrangement for any reason, then
the vacancy shall be posted as a job-
sharing position and filled in accordance
with Article 27, unless the remaining
team member requests a  full-time
position. IT the position cannot be
filled by this process, the employer
reserves the right to terminate the job-
sharing arrangement with respect to this
position. If the job-sharing position is
terminated, the remaining team member
shall be required to assume the full-time
responsibilities of the job in order to

retain their original job status pursuant
to this Article.

The staff and parents in the affected
program_must be advised of the request
and invited to present their views to the
Board, and i1t shall only be granted by
the employer if there i1s consent of the
Board of Directors and unanimous consent
of those staff members In the affected
program. Such job-sharing arrangements
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49,01

50.01

51.01

INTERNAL

will not be unreasonably or arbitrarily
denied.

The staff members requesting the job
sharing must be present when the proposal
IS presented to the Board of Directors.

ARTICLE 49
UNION LABEL

In order that the general public may be aware
of the benefits of a unionized public service,
the p.s.a.c. Union Label may be displayed
prominently throughout the service provided
there is no cost to the employer.

ARTICLE 50
STAFF/CHILD RATIO

The employer and the union agree that a
reasonable ratio of staff to children in the
day care i1s essential if the children"s
physical, intellectual, social and emotional
development needs are to be Tulfilled.
Therefore, the employer will strive wherever
possible to maintain an overall staff/child
ratio which i1s lower than those outlined in
the Yukon Child Care Act.

ARTICLE 51

INSURANCE
The employer agrees to maintain as a minimum,
the liabirlity Insurance as contained in the
Policy attached as Appendix A throughout the
course of this agreement,

ARTICLE 52

INVESTIGATIONS OF CHILD ABUSE ALLEGATIONS

52.01

AGAINST STAFE

This Article applies to formal allegations of
abuse made against a staff member concerning a
child at the centre.
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52.02

52.03

52.04

52.05

The 1nvestigation of abuse under this Article
IS in addition to . other legal obligations
the centre or child care workers may have,
including obligations under the Child Care
Act. The Investigations under this Article is
also in addition to any other Investigations
that may be underway by other agencies.

For the proposes of this Article, "abuse"®

means: o

a) physical abuse, namely an act or omission
which results in or may result in a non-
accidental 1injury to a child, eg.
beating the child, failure to provide
reasonable protection from physical harm,
provided the act or omission could not be
considered reasonable discipline;

b)  emotional abuse, namely acts or omissions
that result in or potentially result in
psychological harm to the child, e.g.
verbally demeaning the child; or

c)  sexual abuse, name_lk/ any sexual activity
involving the child that could be a
violation of the Criminal Code, or render
tne child iIn need of protection under the
Chrldren's Act, e.g.- intercourse,
molestation, exploitation for  the
purposes of pornography.

The employer will adopt a procedure for
investigating all formal allegations of abuse
of a child at the centre by the staff.

The procedure under Clause 52.04 shall
include, at a minimum:

1) The method by which a parent or other
person may make a formal oral or written
allegation of abuse against a staff
member ;

2) The requirement that the Chair of the
Personnel Committee of the Board of
Directors be notified of every fTormal
allegation of abuse made under this
Article;

3) A system of deciding who will conduct the
investigation into the allegation which
includes:
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52.06

52.07

52.08

a) the power of the Personnel Committee
to appoint the director or any other
person to conduct the i1nvestigation
on behalf of the centre;

b) a bar to the director investigating

allegation of abuse that
;rr]](\j/olves the director personally;

c) the requirement that an allegation
of sexual abuse be conducted by a
person with special knowledge of
child sexual abuse, and preferably a
person from outside the centre.

4) A requirement that a written report of
every iInvestigation in the form attached
as I2\/ppend|x B, or a comparable form,
documenting:

a) the nature of the allegation,

b) the steps taken to investigate it,

c) the conclusion reached by the
investigator as per Clause 52.06,

d) the response of the parent (and
person making the complaint, 1f
different) to the conclusion reached
bK the Investigator, and

e) the response of the staff member

involved,

The report of the Investigation prepared under

Clause _52.04 shall reach one of three

conclusions:

a) that no abuse occurred

b) that abuse did occur

c) that 1t could not be determined whether
abuse occurred or not.

Where the outcome of the investigation falls
under 52.06 (b) or (c), the iInvestigator may
make recommendations to the Board for the
purposes of Clause 52.10 or 52.11 as the case
may be.

Every investigation under this Article is to
be completed as soon as possible, and In any
case not more than two weeks after the formal
allegation i1s made, unless an extension 1Is
approved the Chair of the Personnel
Committee for justifiable reasons,
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52,09

52,10

52.11

52.12

52.13

52.14

The Board shall receive the report of every
completed investiglatlon as soon as possible
after it 1is completed and shall make its
decision under Clause 52.10, 52.11, Or 52.12
at the earliest opportunity.

Where the Board is satisfied that no abuse
occurred, the complaint shall be dismissed,
and _the person making the complaint shall be
notified iImmediately. No action shall be
taken against the_ staff member, and no
information concerning the allegation or the
investigation shall be maintained in the staff
member"s personnel file or disclosed to any
other person. The original record of the
investigation shall be given to the staff
member 1nvolved, and no copies shall be kept

the employer or any member of the Board of
Directors.

Where the Board is satisfied that abuse did-
occur, the Board shall determine what actions
shall be taken as a result.

Where the Board is satisfied that it cannot be
determined whether abuse occurred or not, the
Board may determine what If any actions shall
be taken, except that no action shall be taken
against any staff member except as provided
under Clause 52.14.

The decisions of the Board under Clause s52.10,
52.11 or 52.12 shall be recorded as the final
disposition of the allegation and shall form
part of the report prepared under Clause
52.05.4.

Where the employer is asked to provide a
reference concerning a staff member®s care of
children, and the staff member has_ been _the
subject of an investigation under this Article
in which the final disposition fell under
Clause 52.11 or 52.12., the employer shall
give a verbal summary of the nature of the
allegation, the steps taken to Investigate It,
and the final disposition % the Board. As
well, the employer shall offer to provide a
more extensive written summary of the report
prepared under this Article provided that the
confidentiality of other individuals is
maintained.
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52.15

53.01

53.02

53.03

54.01

54.02

The employer will, upon request, pay for
counselling for up to four hours for any staff
member who was subjected to an investigation
under this Article where the final disposition
fell under Clause 52.10.

ARTICLE 53

EMPLOYMENT CONFIRMATION AND REFERENCES

The employer will not release information
concerning a _current or past employee to a
person seeking a reference, unless in
accordance with this Article, or with the
consent of the employee.

If the employer 1is asked to provide a
reference for a current or past employee, the
employer shall:

a) confirm the nature and duration of the
employment;

D) provide the information as required under
Article 52,05, if any; and = _

c) provide a statement that it is the
employer”s Bgllcy not to provide
information beyond (@) and (b) without
the consent of the employee.

The employer may provide a letter of reference
to a current or past employee at the request
of the employee, so long as the Iletter
complies with Clause s3.02 (@) and (b) at a
minEmum.

ARTICLE 54
RISTMAS SHUTDOWN
There shall be no loss of pay for an employee
not required to work over the Christmas period
due to a shortage in the number of children at
the centre.
The employer will make every reasonable effort

to schedule time off referred to in Clause
54.01 on an equitable basis.
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55.01

56.01

56.02

56.03

56.04

57.01

ARTICLE 55
PROGRAM PLANNING

Each teacher (excluding float) shall be
entitled to one paid hour per week for the
purpose of program planning.

ARTICLE 56
MANAGEMENT RIGHTS

The management of the child care centre is the
exclusive right of the employer.

With respect to working conditions, In matters
covered By this agreement, the employer agrees
to exercise its discretion In a fair and
reasonable manner.

The_direction of employees, including the
hiring, firing, promotion and demotion of
employees, is the exclusive right of the
employer except as otherwise specitied in this
agreement.

The employer has the right to make policies
and rules not iInconsistent with this
agreement. Where such policies or rules
affect employees, they will only be made
following consultation with employees. The
ewloy@r will post any new policies or rules
affecting employees on the bulletin board once
they are adopted.

ARTICLE 57
TERMINATION

\me employment of an employee is terminated
en:

a) the employee is dismissed for cause under
Article 30, and not reinstated;

p) the employee is dismissed while on
probation under Article 24, and is not
reinstated;
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57.02

57.03

c) the employee is dismissed for cause other
than for the employse's misconduct under
Article 30, i.e.:

1) incompetence in the performance of
duties that is not discipline-
related;

ii)y 1In city due to mental or physical
healgh_p%blems, or P y )
iii) the failure to maintain any minimum
mandatory qualifications for the
position as required law, or as
specified by the employer at the
time of hire;
d) the  employer permanently ceases
operations;

e) the employee resigns;

f) the employee is deemed to have resigned
under the provisions of Clause 57.03 or
57.04 below, as 1long as the deemed
resignation has not been waived by the
employer under Clause 57.05;

g) the employee has been laid off under
Article 11, and has not been recalled
within one year; or

h) a casual employee is terminated under
Article 15;

i) the term for which a term employee was
hired expires, unless the employee 1is
otherwise in the employ of the employer.

Where the employer intends to permanently
cease operations, the employer will provide
reasonable notice to the union depending on
all the circumstances, and will make
reasonable efforts to reduce the negative
impact on employees through consultations with
the union.

An employee is deemed to have resigned if the
employee _fails to show up_for work for three
consecutive working days without notifying the
employer or without having obtained permission
for a leave, which permission will not be
unreasonably withheld.
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57.04

57.05

58.01

58.02

58.03

58.04

58.05

58.06

An employee is deemed to have resigned It they
fail to return to work after a leave and

a) three consecutive working days have
passed, and the employee has not
contacted the employer, or

b) the employer will not grant permission
for an_extension of the leave, which
permission will be given if i1t i1s fair
and reasonable to do so.

Where the employee has not contacted the
employer under Clause 57.03 or 57.04, the
deemed resignation under either Clause may be
waived by the employer in extenuating
circumstances.

ARTICLE 58

DURATION, RENEWAL AND RETROACTIVITY

This agreement shall be binding and remain in
effect from June 19, 1991 to June 19, 1994.

Unless otherwise specified, all provisions of
this agreement take effect on the date of
ratification, nanely December 21, 1993.

The provisions of this agreement, including the
provisions for processing of grievances under
Article 31, shall remain In effect during the
negotiations for i1ts renewal and until a new
agreement becomes effective.

Within three (3) months preceding the
termination of this agreement, either party
may by written notice require the other party
to begin bargaining collectively with a view
to the conclusion, renewal or revision of this
Collective Agreement.

This agreement may be amended by mutual
consent.

Where notice to commence col lective bargaining
has been given under Clause 58.04, the
employer shall not without consent by or on
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behalft of the employees affected, Increase or
decrease salaries or alter any other term or
condition of employment of employees in the
bargaining unit which was in force on the da

on which the notice was given until a renewa

or revision of the agreement, or a new
Collective Agreement, has been concluded.

SIGNED at the City of Whitehorse, in Yukon, this 21th day
of January, A.D. 1934,

Yukon College ) Public Service
Child Care Society Alliance of Canada

/@é@@ Qe i ® Conr
BS Bl Yo
[ [t
<.
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MEMORANDUM OF AGREEMENT

1. The parties agree that some of the provisions of
this Collective Agreement cannot be implemented
until such time as funding becomes available. As a
result the following provisions shall be dealt with
as follows:

Article 21 - Severance Bonus
Subject to paragraph 2, this Article has
no force and effect.

Article 34 - Bereavement Leave
Subject to para%raph 2, all paid leave
granted in this Article shall be granted
as unpaid leave.

Article 36 - Family Illness Leave
Subject to paragraph 2, all paid leave
granted in this article shall be granted
as unpaid leave.

Article 39 - Maternity Leave
Subject to paragraph 2, Clause 39.10 has
no force and effect.

Article 40 - Adoption Leave
Subject to paragraph 2, Clause 40.10 has
no force and effect.

2. In the event that the employer receives substantial
increases in funding from any source during the
life of this agreement, thefparties will re-open
the Collective Agreement for the purpose of
deciding which of the above Articles could be
implemented.

SIGNED at the City of Whitehorse, in Yukon, this 21th day
of January, A.D. 19%4.

Yukon College Public Service
C d Alliance of Canada
W %u%n%

hi Care Society
,4Z;‘—57P_:29A—/é;u~_. _¥/'4§25¢~afb
{;ijﬁiégfézfa,s P

A
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LETTER OF UNDERSTANDING t*t1*

Re:  Insurance

Once costs are obtained from an insurer, the parties will
meet to discuss the possibility of a life insurance plan
and or a long term disability plan for employees on terms
mutually acceptable to the parties.

SIGNED at the City of Whitehorse, in Yukon this 21th day
of January, A.D. 1994,

Yukon College Public Service
Child Care Society Alliance of Canada

S ir Bl %;’»M"%»—
) %zjm /%A/{ by
-
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Re: code of Ethics

It is the mutual iIntention of the parties that each
centre will adopt a Code of Ethics, and that the Code for

each centre will be incorporated into the next Collective
Agreement.

The union will facilitate the development of a Code of
Ethics by forming a committee comprised of a
representative from the staff of each centre to develop
a draft Code of Ethics. This will be forwarded to the
LMRC of each centre with a request that they recommend
its adoption by the Board of Directors of the centre.

SIGNED at the City of Whitehorse, in Yukon this 21th day
of January, A.D. 1994.

Yukon college KlIJlI)!ic Ser\f/ige q

Chi Care Soci 1ance o anada

AT A &,f Doosne
{‘

-
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LETTER OF UNDERSTANDING w3
Re: Leave of Absence for Elected Union President

Effective on the date of signing of this agreement, the
Employer agrees to authorize a leave of absence to one
employee who is elected as President of the Yukon
Employee's Union subject to the following conditions:

1. The authorized_ leave will be for the term of
aﬁpomtment designated by the Union to a maximum of
three years.

2. Upon the expiry of the term of office, the employee
will assume the duties of the position held by the
employee prior to the leave of absence.

I the employee is re-elected for subsequent terms,
they shall continue to be on leave. Upon
completion of their term of office the employee
will be guaranteed a position at the same level
they held before their leave.

3. IT the employee ceases to hold office, the employee
will return to the position held by the employee
prior to the leave of absence.

4, The Union agrees to provide the Employer with one
month's written notice of the commencement and
termination of this leave of absence.

SIGNED at the City of Whitehorse, in Yukon, this 21th day
of January, A.D., 1934,

Yukon College P E) c Service

li
Child_care gociety A? iance of Canada

é%‘ 223, s St Qs
Kt adbos

S % S
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LL

SCHEDULE A

CLASSIFICATION (ARTICLE 16)

TRAINING YEARS EXPERIENCE IN POSITION
—
: 0 less than 1 -2 2 -5 5 - 7 7 - 10 10 T
experience one year years years years years years
No Trainina $10.00 $10.50 $11.00 $11.50 $12.00 $12.50 $13.00
1 course to less 11.00 11.50 12.00 12.50 13.00 13.50 14.00
than 1 yr.
training in ECE
1 yr. ECE but no 11.50 12.00 12.50 13.00 13.50 14.00 14.50
diploma
2 yr. diploma or 12.00 12.50 13.00 13.50 14.00 14.50 15.00
teaching
certificate
Degree in ECE oOr 12.50 13.00 13.50 14.00 14.50 15.00 15.50
Administration
in ECE
Masters in ECE 13.00 13.50 14.00 14.50 15.00 15.50 16.00

The Acting Director has a starting salary of $14,00 per hour.

Years of experience is defined as having worked in a pre=-school setting.



SCHEDULE B
YUKON COLLEGE DAYCARE
SENIORITY LIST - DECEMBER 31, 1993

Permanent Staff:

Name Start Date Months
Harjit Sidhu Aug. 28/89 53
Jane Jacobs Jan. 22/90 34
Pat Franke May 06791 31
Rita Rudkins Nov. 06/92 14
Cathy Quinn Nov. 09/92 13.5
Lisa Treadwell Apr. 13793 8.5
*includes 67.5 casual hours from Sept. "92
Active Casuals: (On Call Workers)
Name Hours since June 19/91
Eleanor Friesen 424.75
Lenore Goodman 297
Christina zahar 218.5
Dora Eagles 214
*includes 160 term hours from Dec. "93
Past Staff:
Name Start Finish Date Months
Brenda Vicars Sept. 7/90 Apr. 16/93 38.
Linda Kearn Sept. 04/90 Sept. 24/92 24
Doug Gibb June 06/89 Sept. 09/90 14
oct. 21/91 Oct. 31/92 12
Clara Sharp Jan. 10/90 Oct. 04/91 21
Lara Dyck May 27/91 NW 15/92 12
Rose Zzenovitch May  25/92 Oct. 04/92 4
Diane Gow Feb. 01/91 April 30/91 3
Karla LeCheminant Oct. 04/92 Dec. 04/92 2
Past Casuals:
Name Hours since June 19/91
Michelle Cherwak 324
Marni Haines 168
Diana Fabbro 140
Kathleen Dolen 126.5
Terry Meerman 125.5
Jennifer wWaugh 95.5
Isabelle Champagne 76.5
Jasbir Randhawa 64.5
Suzanne ©'Rourke 50.5
Jane McArthur 47
Chrystal Falkenberg 44.5
Jill Pollack 43.5
Kamaldeep Gill 41.5
Andrea Reti 27
Susan Springer 26.5
Joe KXanary 14
Marguerite Kuiack 7.5
Preti Mathur 5.5
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Hours

8,480
5,440
4,960
2,240
2,070
1,360

Hours

6,000
3,900
2,000
1,950
2,925
1,950
650
487.5
325



APPENDIX A

JNSURANCE
(see Article 51 of the Collective Agreement)
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T falty DESCRIBE and EXPLAIN all of The OPERATIONS

(hau}ds) that are in existence
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(},g the co-opetators

Comneretist Operztions

No. 2208 Ueritaee Square, BA00 MacLeod Traft § E., Caleaey, Alberta, TIH QM6 « Sy~ R EreTaaars e ]

IMPORTANT CHANGES

_Thank you for recently renewing your Commercial Policy. There have been some
changes in coverage riders, which may be applicable to your policy. Please
file the attached rider(s) with your policy documentation which Teplace(s)
the existing rider(s) identified below. Here is a brief summary of the
changes.

PROPERTY SECTION

OFFICEQUIPVENT FLOATER RIDER B-3
Coverage previously provided under any of the following forms:

Physicians’, Surgeons' and Dentists' Floater Rider 84
Data Processing Equipment Rider B-27
Data Processing Media Endorsement Rider B-28

is now included under the new RIDER B-3. Coverage for Office Contents,
Hedfcal and Dental equipment, Data processing system and equfpwent, Data
q_;gcessmg media and for Tenant's Improvements witl be provided by this form.
he spetific {tem must be shown on the Renewal Receipt and an applicable
limit stated under the Limits of Liabflity for coverage to apply.

However your particular policy rey have the “term® included in the limit
colunn beside Tenants Improvements. this implfes the 1imit iS included as

part 0f the contents limit, and although an applicable 1imit is not stated
for Tenants Improvements, coverage does apply.

CRIME SECTION

COMPREHENSIYE DISHONESTY, OISAPPEARANCE AND DESTRUCTION FORM RIDER C-7

If you previously had coverage under any of the following riders:

and Securities Broad Form Rider €-7
Blanket Position Bond Rider €-11
Commercial Blanket Bond Rider ¢-12

coverage is now provided by the new RIDER C-7. The specific coverage must be
shown on the Renewal Receipt and an applicable limit stated under the Limits
of Liability for coverage to aply.

continued....

e Coa-coerwtors Group Umited:
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08 the co-operators

Commercial Opecations
No. 2208 Heritage Squure, $500 MacLead Tead $.L., Cximey, AIDCELd, TIH M6 -Satsimmmeadin =i 0202
THPORTANT CHANGES

concluded.......

LIABILITY SECTION
COMMERCIAL GENERAL LIABILITY RIDER D-1

In replacin% ‘the previous Cemprehensive General Liability rider, the new
RIDER p-1 brings together, under one form, a number of 'coverages that
Brewous(lgl were issued separately. Such coverages as broad Form Propert
amage, Contractual Liability, Contingent Employers® Liability and Incidenta
Medical Halpractice Liability, to name a few, are now automatically provided
as part of the new rider.

Specific_coverages, such as Personal Injury, Tenant's Legal Liability and
Hedical Payments, are-shown on the ‘Renewal Receipt:  If ~caverage IS provided,
a limit or the word included is stated under the Limits of Insurance on your
Renewal Receipt.

Please note a significant change under the Limits of Insurance. The
Aggregate limit {s” the maximum that we will pay in total during the Policy
r

The above is a brief summary only. We'sug[gest you read the applicable riders
before filing them with your policy. Should you have any additional questions

re?arding these changes 0r any other area of your palfcy, please contact your
sales representative,

The Co-operstors Geoup Umbted:
Co-ooeretors LHe Insursnoe Company

a3



APPENDIX B

ALLEGATIONS OF SEXUAL OR PHYSICAL ABUSE
(See Article 52 of the Collective Agreement)

The purpose of this form is to provide an objective and thorough
documentation of allegations of sexual or physical abuse ot children
in the centre by child care staff.

PART A (To be completed by the investigator)

1, General Information
Date the complaint came to the attention of the Centre:

Individual against whom the complaint was made:
Child"s name:
Person making the complaint:
Parent or guardian notified: Name: Date:

Investigator: Position:

2. Nature of the complaint

In this section, indicate the nature of the complaint and how the
allegation was brought to the Centre”s attention. Give a complete
description of the alleged sexual or physically abusive act.

3, Actions taken to investigats the allesgation

In this section, describe the steps taken by the Centre itself to
investigate the complaint. Ensure that the names of all persons
interviewed are indicated, as well as a description of what the
person said. Also indicate the nature of any other investigations
arising from the incident, e.g. rckp, Child Protection Unit, etc.
and the names of investigators known to the centre.
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4. Outcome of the jnvestigation

In this section, describe the evidence on which the outcome is
based, and the rationale for the outcome reached. Please note that
the outcome must comply with Clause 52.04 of the Collective
Agreement, 1.e. Yyou must reach one of three cenclusions:

a) that no abuse occurred

b) that abuse did occur

c¢) that it could not be determined whether abuse occurred or not.

Describe any further actions taken at the outcome of the
investigation.

PARI B (Tobe completed by the parent or guardian of the child
if they so wish. otherwise, please indicate that the
opportunity to do so was declined.)

5. Satisfaction with the investigation

Please indicate your degree of satisfaction with the manner in which
the complaint was investigated, and whether you are In agreement
with the outcome of the investigation:

PART C (To be completed by the child care worker under
investigation if they so_wish. Otherwise, please
indicate that the opportunity to do so was declined.)

Sat action w the investi

Please indicate your degree of satisfactionwith the manner in which
the complaint was investigated, and whether you are In agreement
with the outcome of the investigation:
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