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ARTICLE I - DEFINITIONS

’ .Ol EMPLOYEE

Is defined as everyone in the bargaining unit, employed by the Employer and in any way remunerated.

1.02

a)

The various classifications of employees are defined as follows:

Regular full-time: an employee who is hired to work a normal work week and whose appointment is
for an indefinite period of time.

b) Regular part-time: An employee who is hired to work on a predetermined basis, two (2) 7.5 hour-
shifts, two (2) 6 hour-shifts, three (3) 5 hour-shifts or three (3) 4 hour-shifts per pay period for an
indefinite period of time

c)

. 1.03

Casual: Any employee not mentioned in 1.02 a) and b)

POSITION

For the purpose of this agreement, position denotes the job description as per Appendix “A” with the
department where these duties are performed. These departments are:

Nursing
Housekeeping
Laundry (including linen and sewing rooms)
Dietary
Maintenance
Elevators
Stores
Rehabilitations

1.04 CATEGORY

Is defined as a group of employees having the same job title.

1.05 PROMOTION

Is defined as the change of an employee from one position to another, having a salary scale whose
maximum is higher and having heavier responsibilities.

1.06 TRANSFER

Is defined as the change of an employee from one position to another with or without a change of
classification and having a salary scale which maximum is the same or less than the maximum of the
position that the employee is transferred from.

1.07

1.08

NORMAL WORKING DAY

Means the days of the week during which the employee works 7.5 consecutive hours, exclusive of meal
times or; the days of the week during which the employee works his regularly scheduled hours, exclusive
of meal times. Daily overtime rates do not apply until 7.5 consecutive hours exclusive of meal times,
has been exceeded.

MASCULINE AND FEMININE
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For the purpose of interpretation wherever used herein, the feminine gender shall mean and include the
masculine and similarly the singular shah include the plural and vice versa as applicable.

1.09 NORMAL WORK WEEK

Normal work week shah consist of five (5) working days totalling 37.5 working hours; or five (5)
working days totalling the regularly scheduled consecutive hours.

1.10 SENIORITY

Is defined as the status of an employee achieved by the total number of hours paid since his last date of
employment which would include the provisions of Article 15.04(A).

ARTICLE II - UNION RECOGNITION

2.01 a) The Hospital recognizes the Union as the sole Collective Bargaining Agency for all its lay
employees of Sisters of Charity of Ottawa Health Service at the Elisabeth Bruyère Health
Centre and Villa Marguerite, in the City of Ottawa, save and except persons regularly employed
for not more that twenty-four (24) hours a week, supervisors, persons with a rank equivalent
to and superior to supervisors, professional medical staff, registered and graduate nurses,
graduate and undergraduate pharmacists, dietitians, technical personnel, office and clerical staff,
social workers, occupational therapists, physiotherapists, recreologists, speech pathologists,
audiologists, psychologists, psychometrists, psoriasis therapy assistants, pharmacy technicians,
occupational therapy technicians, chiropodists and persons covered by subsisting collective
agreements; and all employees of Sisters of Charity of Ottawa Health Service at the Elisabeth
Bruyère Health Centre and Villa Marguerite, in the City of Ottawa, regularly employed for not
more than twenty-four (24) hours per week and students employed during the school vacation
period, save and except professional medical staff, registered and graduate nurses, graduate and
undergraduate pharmacists, dietitians, technical personnel, supervisors, persons with a rank
equivalent to and superior to supervisors, office and clerical staff, social workers, occupational
therapists, physiotherapists, recreologists, speech pathologists, audiologists, psychologists,
psychometrists, psoriasis assistants, pharmacy technicians, occupational therapy technicians,
chiropodists and persons covered by subsisting collective agreements; and, all employees of the
Sisters of Charity of Ottawa Health Service at the Elisabeth Bruyère Health Centre in the
Detoxification Centre located at 58 Bruyère Street, Ottawa, Ontario, save and except
supervisors, persons above the rank of supervisor, social worker, clerical staff and persons
covered by any subsisting collective agreements; and all lay employees of Sisters of Charity of
Ottawa Health Service at the Saint-Vincent Hospital in the City of Ottawa, save and except the
following: medical staff, chef cook, pharmacy, medical records, recreation and leisure and
library personnel, administration, secretarial and clerical staff, supervisors and those with a rank
equivalent to or superior to supervisors; telephone operators, information clerks, printing staff,
security guards, summer relief, students, employees covered by the existing Collective
Agreements with the Ontario Nurses Association, local 84, the Association of Allied Health
Professionals: Ontario, the International Union of Operating Engineers Local 796 and the
Ontario Public Service Employees Union local 413.

2.02 The Union agrees that there shah be no solicitation for membership, collection of dues, or other Union
activities transacted on the premises of the employer, except as may be specifically permitted by this
Agreement or in writing by the employer.

2.03 The Hospital shall not cause or direct any lockout of its employees and the Union shah not cause direct
or consent to any strike or other collective action by its members which will stop, curtail, or interfere
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with the operation of the Hospital. If any such action should be taken by the employees, the Union shall
instruct the employees to return to work and perform their duties in the usual manner.

2.04 It shall be the exclusive function of the Hospital to:

maintain order, discipline and efficiency, and establish and enforce reasonable rules and regulations
governing the conduct of its employees;

b) hire, discharge, classify, direct, transfer, lay off, promote, demote, or discipline employees provided that
a claim of discriminatory promotion, demotion or transfer or a claim that an employee has been
discharged, or disciplined without reasonable cause, may be the subject of a grievance and dealt with
as hereinafter provided.

ARTICLE III - GRIEVANCE AND ARBITRATION PROCEDURES

3.01 It is the mutual desire of the parties that complaint of employees shall be dealt with as quickly as
possible.  It is understood that an employee who has a complaint shall first discuss it with the immediate
supervisor or his delegate within five (5) working days of the occurrence of the incident which gave rise
to the complaint.

3.02 INDIVIDUAL GRIEVANCE

Whenever an employee claims he has a grievance, he may, alone or accompanied by a
representative of the Union, submit it in writing to the Labour Relation Director or his
appointee, within thirty (30) calendar days of the occurrence of the incident giving rise to the
grievance or of becoming aware of the occurrence of the incident giving rise to the grievance

b) The Employer will give his reply to the employee and/or to the representative of the Union
within fourteen (14) calendar days of receipt of the grievance. If the reply is not satisfactory to
the employee, a representative of the Union accompanied by the employee, will meet with the
Labour Relations Director or his appointee, within fourteen (14) calendar days of receipt of the
reply in order to settle the grievance.

3.03 GROUP GRIEVANCE

The Union on behalf of several employees collectively, may present a collective grievance when
it suspects a violation of the present Collective Agreement. The group grievance is forwarded
in writing within thirty (30) calendar days of the suspected in&action by the Union
representative or his appointee. The employer shall reply in writing within fourteen (14)
calendar days of the receipt of the grievance.

b) In the case that the reply is not satisfactory, a meeting will be held within fourteen (14) calendar
days of the date of the reply between the Director of Labour Relations or his appointee and the
Union representative or his alternate in order to settle the grievance. ,

c) The Employer has the right to grieve if he feels that an employee, group of employees or the
Union has contravened the Collective Agreement. The inverse procedure will apply.

3.04 Agreements reached between the Employer and the Union in the settlement of grievance must be in
writing and signed by representatives of both parties.

3.05 If a satisfactory solution cannot be reached to a grievance arising from the interpretation, the application,
the administration or a suspected infraction of the articles of this Collective Agreement, either party may,
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within fifteen (15) calendar days of the decision rendered as a result of the meeting of parties, have
recourse to the arbitration procedure as follows:

The Union, after following the foregoing procedure, may advise, in writing, the other party of
its intention to submit the grievance to arbitration. This advice should contain the name of the
representative of the Union to the Board of Arbitration.

b) The other party must reply within five (5) working days of receipt of such advice naming his
representative to the Board of Arbitration.

c) The two nominees so named, within thirty (30) calendar days of the naming of the second
nominee must appoint a third person who will act as chairman.

Should the party receiving the advice outlined in section (b) above neglect to appoint a nominee
or if the two appointed nominees fail to agree on the selection of a chairman within the
prescribed limits, the Board will be filled by the Minister of Labour of the Province of Ontario,
at the request of one or other of the parties.

e) The Board of Arbitration shall hear both parties, evaluate the circumstances giving rise to the
grievance and render a decision. This decision is final and obligatory for the Employer, as well
as for the Union and all affected employees. A majority decision is sufficient. However, if the
Board of Arbitration cannot reach a unanimous or majority opinion, the decision of the
chairman is final.

If an employee has been suspended or dismissed and if his grievance has been submitted to a Board of
Arbitration appointed in accordance with this Collective Agreement the Board may:

a) reinstate the employee with full compensation;

b) uphold the suspension or dismissal;

c) render any other decision judged equitable under the circumstances including determining, if
necessary, the amount of compensation or damages to which an employee might be entitled if
unjustly treated.

In the case of an arbitration, the chairman of the Board of Arbitration, must be able to express himself
in the language of the plaintiff.

Each of the parties shall bear the expense of the member appointed by it and each of them shah pay one
half of the remuneration and expenses of the chairman.

Any or all of the time limits prescribed in this Article may be extended by mutual agreement of the
parties in writing.

When the Employer suspends or dismisses an employee, the Employer must, within five (5)
working days of the suspension or dismissal, advise the employee in writing outlining the
reasons and facts which resulted in the suspension or dismissal. At the same time the Employer
must also advise in writing the Union of the dismissal or suspension.

b) If the suspension or dismissal is contested, the employee or the Union has recourse to the
grievance procedure contained herein.

TICLE IV - HOURS OF WORK
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The normal work week for regular full-time employees consists of 37 1/2 paid hours on a basis
of 7 l/2 hours per day, exclusive of meal periods.

b) The Hospital agrees to inform the Union in advance of any major changes in shift hours. The
Hospital also agrees to give the union two weeks notice of change.

Where departmental requirements permit, the employee is entitled to two consecutive days off per week,
Weekends off will be granted equitably.

Work schedules will be posted two weeks (14 days) in advance, The hours so posted are
continuous hours of work with the exception of meal periods.

b) Should the Hospital be required to change the schedule of work with less than forty-eight hours
notice, the employee will be paid at the rate of time and one half for the first changed normal
working day.

c) Part-time employees who agree to work immediately before or beyond their scheduled hours
of Work will do so at their regular rate of pay unless overtime and/or premium rate apply. In
the event of a cancellation of a previously scheduled normal working day with less than 15
hours notice, the part-time employee will be paid four hours at regular rate.

d) A request for change in posted time schedule must be submitted in writing and co-signed by
an employee willing to exchange days off or shifts. It is understood that such changes in days
off or shifts initiated by employees and approved by the Hospital shall not result in overtime
payment.

e) Regular part-time employees shall be given the opportunity to work additional tours at regular
rate before on-call employees are called.

f) When an employee is called to work a regular shift less than one hour prior to the
commencement of the shift, and arrives within one hour of the commencement, then he shall
be paid for a full shift provided that he works until the normal completion of the shift.

When an employee is called to work after the commencement of the regular shift, he will be
allowed one hour reporting time paid at regular rate.

It is agreed that no employee will be scheduled to work more than seven consecutive days. If however,
it is obligatory for the employee to work more than seven consecutive days he will be remunerated at
the rate of time and one-half at his normal rate for the hours worked in excess of seven days.

a)

b)

Personnel will be recruited for permanent evening and night shifts to meet the operational
requirements of each department. Otherwise all staff will rotate equitably amongst the
employees of that same category, as required in each department. Rotation schedules of
evening and night shifts shall not exceed seven consecutive days.

Subject to the approval of the Director of the Service an employee on permanent evening or
night shift may be placed on regular shift on a temporary basis for reorientation.

The employee is entitled to two rest periods of fifteen minutes each normal working day. However, the
employee is not permitted to take rest periods either at the beginning or at the end of his normal work
day nor as an extension of his meal period. The immediate supervisor of the employee determines the
time when the employee may take such rest periods.
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An employee called back to work will be paid a minimum of 4 hours at straight time or at time and one-
half for hours actually worked, whichever is greater

All regularly scheduled work shall have sixteen (16) hours between shifts. Where such a minimum of
16 hours is not granted, the employee will be remunerated at the rate of time and one half for the first
shift. Except for casual and part-time employees who are offered work and agree to work a short change
with no penalty for refusal. Casual and regular part-time who are offered work and agree to work a short
change will not be entitled to overtime.

b)

a)

b)

c)

b)

c)

An employee who works on the evening and/or night shift is paid a premium of 60 cents an
hour when the majority of his daily hours of work are between the period of 2:00 p.m. in the
afternoon and 8:00 a.m. in the morning.

An employee is paid a weekend premium of 60 cents an hour for each hour worked from 11:30
Friday night to 11:30 Sunday night.

All work authorized in excess of 7.5 hours a day or 75 hours per pay period will be remunerated
at the rate of time and a half Notwithstanding the foregoing, overtime will not be paid for
additional hours worked during a 24 hour period as a result of a shift exchange at the request
of the employee.

An employee who works at least four (4) hours of overtime shall be provided at the time of the
meal period with a hot meal or four dollars if the Hospital is unable to provide the hot meal.

A rest period of fifteen minutes duration will be scheduled when authorized overtime work is
for a period of at least three hours.

Scheduling regulations will be waived for a period of 25 calendar days in order to facilitate the
scheduling and time off at Christmas and New Year periods.

The Hospital will schedule three days off at either Christmas and New Year for all regular full-
time and regular part-time employees and will endeavour to schedule up to a maximum of five
days off

The employees may exercise mutual exchange of Christmas or New Year’s leave, however
should any dispute arise in the initial choice of Christmas or New Year’s leave then seniority
shall prevail.

ARTICLE V - UNION POSTINGS

5.01 The employer agrees to furnish an enclosed notice board in the proximity of the cafeteria, and of the
Employee Health Office at Saint-Vincent Pavilion and at the proximity of the Cafeteria at Elisabeth
Bruyère Pavilion, at Villa Marguerite and Detoxification Center.

5.02 The Union representative may post on this board any notices of Union meetings.

5.03 All other notices, except the calling of Union meetings, may not be posted by the Union representatives
without the specific authorization of the Labour Relations Director or his appointee.

TICLE VI - UNION SECURITY

6.01 Employees in categories covered by the Union shah, as a condition of employment, become and remain
members of the Union in good standing according to the Constitution and By-laws of the Union.



6 02 The Employer agrees to deduct each pay from the wages due to employees the amount certified by the
Union as being the dues of the Union and to remit same to the Union before the 15th day of the
following month. In remitting such dues, the Employer will provide a list of employees from whom
deductions were made. 

6.03 Notice of any change in the official rate of Union dues will be provided in writing by the Union to the
Labour Relations Director or his appointee at least one month prior to the date that the new rate is to
be implemented.

6.04 The Union dues will be deducted beginning with the employee’s first pay period.

6.05 In consideration of the deducting and forwarding of Union dues by the Employer, the Union agrees to
indemnify and save harmless the Employer against any claims or liabilities arising or resulting from the
operation of this Article.

7

ARTICLE VII - ANNUAL VACATION

7.01 ACCUMULATION OF VACATION LEAVE

a) The vacation year shall be from May 1 st to April 30th inclusive of the following calendar year.

b) A full-time employee shall earn vacation leave credits for each calendar month during which he
receives his regular pay for at least 10 days or a compensation from the Workers Compensation
Board on the following basis:

c)

i) 3 weeks annual vacation with pay after one year of service as of April 30th;

ii) 4 weeks annual vacation with pay after 5 years of service as of April 30th;

iii) 5 weeks annual vacation with pay after 13 years of service as of April 30th;

iv) 6 weeks annual vacation with pay after 25 years of service as of April 30th

Notwithstanding the provision of Article 7,01(B), an employee will not accumulate vacation
credits while receiving compensation from the Workers’ Compensation Board for any period
in excess of twelve months following the date of the claim.

Whenever possible, annual vacation will be adjusted to take into consideration the fact that
schedules are often posted with off days in midweek and the vacation time should be aligned
at the employee’s request to properly enjoy the full vacation.

7.02 SCHEDULING OF VACATION LEAVE

a) The scheduling of vacation leave is subject to the operational requirements of the department
and every reasonable effort shah be made to comply with the employee’s request.

b)

c)

Annual vacation must be taken before the end of the applicable vacation year, i.e., April 30th.

The employee who wishes to change his scheduled vacation date must submit a written request
at least three (3) weeks in advance of the scheduled vacation and the desired vacation leave.
If the request is refused, reasons for such refusal will be given in writing within five (5) days
of the request.
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Scheduled vacation days shall not be replaced by sick days during the employee’s vacation.

In the event that an employee requires hospitalization while on vacation, he shall be deemed to
be on sick leave to the extent that he is so hospitalized during his vacation period. If the
hospitalization is of 72 hour duration or more, the convalescence period shall also be deemed
sick leave. Proof of the hospitalization must be submitted in such circumstances. Vacation days
so displaced will be rescheduled at a mutually agreeable date.

Hospital seniority within a department applied to each category within a section/unit will be the criteria
for the choice of vacation dates.

If husband and wife are employed in the institution, they may take their vacation at the same time with
the stipulation that the choice of vacation of the spouse with lessor seniority shall prevail.

An employee who leaves the employ of the Hospital for any reason shall be entitled to receive any
unpaid vacation pay which is accrued to his date of separation unless he leaves without giving two
weeks notice of termination in which case he shall be entitled to the vacation pay calculated in
accordance with the provisions of the Employment Standards Act.

Any employee may request to receive a monetary advance on vacation credits prior to leaving on
vacation by completing the applicable form (to be obtained from payroll office) at least three weeks
before commencement of the scheduled vacation. It is understood that the amount of the above-
mentioned advance will represent approximately 90% of the regular net vacation pay requested.

Regular part-time and casual employees are to be given priority for Summer relief work providing that
they so indicate in writing no later than May 1 st, of each year.

Regular part-time and casual employees will be entitled to leave without pay in accordance with the
terms and conditions provided for regular full-time employees’ vacation leave subject to article 13.06.

ARTICLE VIII - MATERNITY AND PARENTAL LEAVE

8.01 a) Maternity leave will be granted in accordance with the provisions of the Employment Standards
Act, except where amended in this Article.

b) The requirements of eligibility for maternity leave will be 10 months of continuous employment
which may include any authorized leave of absence with or without pay.

c) The employee will give written notification at least one month in advance of the date of
commencement of such leave and the expected date of return. Such notification must be
accompanied by a medical certificate from the attending physician attesting to the pregnancy
and indicating the probable date of delivery; such a certificate is subject to the scrutiny of the
physician of the Occupational Health Service.

8.02 The length of the leave is established as follows:

a) The employee may cease work at any time during the pregnancy upon recommendation of her
attending physician. However the Employee Health Department reserves the right to require
that the employee cease to work if the state of her health becomes incompatible with the type
of work she is required to perform.
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b) The employee may extend her maternity leave up to six months following the date of delivery.
She must at that time produce a certificate from her attending physician to the effect that she
is able to return to her regular work.

c) If the employee does not return to work within the prescribed delay she loses both her seniority
and her employment.

d) Where it is not possible for her to return to work, she must nevertheless produce a certificate
from her attending physician, all of which then becomes subject to the article on sick leave.

8.03 Effective April 1, 1991, on confirmation by the Unemployment Insurance Commission of the
appropriateness of the Hospital’s Supplemental Unemployment Benefit (SUB) Plan, an employee who
is on maternity leave as provided under this Agreement who is in receipt of Unemployment Insurance
pregnancy benefits pursuant to Section 30 of the Unemployment Insurance Act, 1971, will be paid a
supplemental unemployment benefit. That benefit will be equivalent to the difference between 75% of
her regular weekly earning and the sum of her weekly Unemployment Insurance benefits and any other
earnings” Such payment will commence following completion of the two-week Unemployment
Insurance waiting period, and receipt by the Hospital of the employee’s Unemployment Insurance
cheque stub as proof that she is in receipt of Unemployment Insurance, pregnancy benefits and will
continue while the employee is in receipt of such benefits for a maximum period of 17 weeks. The
employee’s regular weekly earnings will be determined by multiplying her regular hourly rate on her last
day worked prior to the commencement of the leave times her normal weekly hours.

8.04 Parental Leave - In accordance with the Employment Standards Act, 1990, an employee who has
worked for at least thirteen (13) weeks of continuous service, is entitled, upon request, to a leave of
absence of a maximum of eighteen( 18) weeks. An employee on parental leave as provided under this
agreement who is in receipt of Unemployment Insurance pregnancy benefits pursuant to Section 30 of
the Unemployment Insurance Act, 1971, shah be paid a supplemental unemployment benefit. The
benefit will be equivalent to the difference between seventy-five percent (75%) of her regular weekly
earnings and the sum of her weekly Unemployment Insurance benefits and any other earnings. Such
payment shall commence following completion of the two week unemployment insurance waiting
period, and receipt by the Hospital of the employee’s Unemployment Insurance cheque stub as proof
that she is in receipt of Unemployment Insurance pregnancy benefits, and shah continue while the
employee is in receipt of such benefits for a maximum period of ten (10) weeks. The employee’s regular
weekly earning shah be determined by multiplying her regular hourly rate on her last day worked prior
to the commencement of the leave times her normal weekly hours.

ARTICLE IX - LEAVE OF ABSENCE

9.01 a) The Hospital may, in its discretion, grant a leave of absence with or without pay to attend
courses and seminars which are approved by the Hospital.

b) A full-time employee shah be entitled to leave of absence without loss of earnings from his
regularly scheduled working hours for the purpose of writing any examination required in any
mutually agreed work related course in which the employee is enrolled.

9.02 When an employee is granted a leave of absence without pay for a specified period, the Employer issues
a written authorization to this effect. In such cases the employee retains all acquired rights according
to the terms of this collective agreement providing that he returns to work within the prescribed period.

9.03 The Hospital may, in its discretion, grant a leave of absence without pay to any employee for personal
reasons. Employees on leave of absence without pay in excess of 30 thirty calendar days are not actively
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employed by the Hospital, and such time will not be counted in the calculation of length of service,
annual vacation, sick leave, statutory holidays, premium sharing.

9.04 JURY AND WITNESS DUTY

An employee subpoenaed as a witness or juror will receive his regular pay for those days of the
employee’s regular schedule during which he is required to be absent by virtue of such
subpoena provided that he:

i) notifies the Hospital immediately upon his notification that he will be required to
attend court;

ii) presents proof of service requiring his attendance; and

iii) promptly repays the amount (other than expenses) paid to him for such service or
attendance to the Hospital.

In all cases when the employee is either the plaintiff or defendant, this article does not
apply.

b) If an employee is required to serve as a juror in any court of law or required by subpoena to
attend a court of law in connection with a case arising from his duties at the Hospital, he shah
not lose his regular pay because of such attendance provided he:

i) notifies the Hospital immediately upon his notification that he will be required to
attend court;

ii) presents proof of service requiring his attendance; and

iii) promptly repays the amount (other than expenses) paid to him for such service or
attendance to the Hospital.

9.05 PATERNITY LEAVE

Effective April 1, 1991, in the event of the birth of his child, a male employee will be granted two
scheduled working days with pay which will be taken within two weeks of the date of birth as mutually
agreed with his immediate supervisor.

ARTICLE X - ABSENCE FOR UNION ACTIVITIES

10.01 The Hospital agrees to grant leaves of absence without pay to employees who are elected as members
of the Union’s Executive Committee to attend Union business. These absences must not exceed 180
days in total per calendar year and must be individually requested at least ten working days in advance
and must be authorized by the immediate supervisor, with copy to Human Resources, who authorizes
payment. This leave will be subject to operational requirements but will not be unreasonably withheld.

The Union agrees to furnish the Hospital with a list of the Committee members within ten calendar days
of their election. Any changes to such aforementioned list shall be indicated to the Hospital within ten
calendar days of such changes.”

10.02 In cases where such notice of ten days as indicated in Article 10.01 may not be given the official delegate
must explain such reasons to the Labour Relations Director or his appointee.
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l 1.03 Work schedules of such employees are not affected in any way by such absences unless agreed to by
both parties.

10.04 Representatives of the Union may meet with Hospital authorities by appointment.

10.05 Five employees who are members of the Union are permitted to attend, without loss of pay, meetings
with the Hospital’s Negotiating Committee for any renewal of the collective agreement, The Hospital
agrees to pay the aforementioned five members for time spent during regular working hours in
negotiations with the Hospital for a renewal agreement up to, but not including arbitration.

10.06 The Employer agrees to provide, at the request of one or other of the grievance agents, a suitable locale
in order that they may meet with employees who have an urgent problem. The Employer agrees where
possible to liberate such employees who indicate they may have a grievance or loss of salary. Further,
the Employer agrees that the grievance agent may receive telephone calls on a telephone situated near
his normal working position. The Union assures that this clause will not be abused, and when the
Employer indicates any such abuse the Union agrees to immediately correct the situation. The grievance
agent as well as the employees liberated according to this article do not lose any salary as a result
thereof  

10.07 An employee covered by this Agreement who is required to serve the Union on a full-time basis will be
granted upon request a leave of absence without pay for periods of two years. During such leave, the
employee will accumulate seniority but will not accumulate any leave credits. He may however
participate in the applicable insurance plans stipulated in article 20.08 upon reimbursing the Hospital
for the total value of the premiums.

ARTICLE XI - BEREAVEMENT LEAVE

11 .01 Bereavement leave will be granted as follows:

a) Bereavement Leave for Regular Full-time employees

Regular full-time employees will be granted:

i) Five consecutive scheduled working days with pay immediately following the death of
the employee’s child, spouse or common-law spouse as defined in the Family Reform
Act.

ii) Three consecutive scheduled working days with pay immediately following the death
of the employee’s mother, father, guardian, brother, sister, father-in-law, mother-in-law,
brother-m-law, sister-in-law, son-in-law, daughter-in-law, grandparent or grandchild.

The hospital in its discretion may extend such leave with or without pay.

b) Bereavement Leave for Regular Part-time employees

Regular part-time employees will be granted:

i ) In the event of the death of the employee’s child, spouse or common-law spouse as
defined in the Family Reform Act, previously scheduled working days that fall within
the date of death and the funeral inclusively (not exceeding five working days) will be
considered as bereavement leave with pay.
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ii) In the event of the death of the employee’s mother, father, guardian, brother, sister,
father-in-law, mother-in-law, brother-in-law, sister-in-law, son-in-law, daughter-in-
law, grandparent or grandchild, previously scheduled working days that fall within the
date of death and the funeral inclusively (not exceeding three working days) will be
considered as bereavement leave with pay.

ARTICLE XII - SPECIAL CASES

12.01 Where an employee is no longer able to accomplish the work of his position due to age, sickness or an
accident, he will be transferred to a vacant position, the work of which he is capable of accomplishing,
in which case he will be remunerated at the rate established for the position to which he is transferred.

ARTICLE XIII - PERCENTAGE-IN-LIEU OF BENEFITS

13.01 The articles pertaining to the entitlement to fringe benefits for regular part-time employees will be deleted
or amended as applicable to reflect the process of the percentage-in-lieu of benefits.

13.02 a) The regular part-time employee as defined in clause 1.02(B) will receive in lieu of sick leave
(6.9%),  statutory and floating holidays (4.6%), other benefits (2.5%) an amount equal to 14%
of his biweekly pay for regular hours worked.

b) In addition of the aforementioned 14%, the regular part-time employee as defined in
clause 1.02(B) will be paid 6% vacation pay; 8% vacation pay, after 5 years of service
as of April 30th; 10% vacation pay, after 13 years of service as of April 30 , 12%
vacation pay after 25 years of service as of April 30”. These percentages will be based
on the employee’s biweekly pay for regular hours worked, subject to article 13.06.

13.03 The casual employee as defined in clause 1.02(C) will receive in lieu of vacation pay (6%), statutory and
floating holidays (4.6%), an amount equal to 10.6% of his biweekly pay for regular hours worked.

13.04 Employees presently covered under the applicable insurance plans will receive 11.5% in lieu of sick
leave (6.9%), statutory and floating holidays (4.6%). They may however cancel their insurance coverage
and receive 14% instead of I 1.5%

13.05 All of the aforementioned percentages-in-lieu of benefits will not be calculated on any premium and/or
overtime payments. They will be reviewed when the present Collective Agreement in re-negotiated.

13.06 The employer will calculate the percentage in lieu for vacations per pay period but pay the accumulated
amount when the employees take their vacations, this will take effect as of May 1, 1998.

ARTICLE XIV - PROBATIONARY PERIOD

14.01 Every employee as defined in article 1.02 is probationary during the first 65 days worked following his
date of employment. During this period, the stipulations of the collective agreement determine his
working conditions and his remuneration but in the case of termination of employment, he will not avail
himself of the grievance procedure. Upon completion of his probationary period, the employee’s
seniority is counted retroactive to the date of his employment.

14.02 If an employee is laid off before having completed the probation period stipulated in 14.01, he is entitled
to credit the same number of days of service which he has accumulated before being laid off should he
be reemployed within sixty calendar days of having been laid off.
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’ .03 A temporary employee who has worked in a position for more than 65 days as a temporary employee
will not be subject to the probationary period if he is reclassified as a regular employee in the same
category. In such a case, his date of employment for seniority purposes will be retroactive to the date
of his last appointment as a temporary employee. His eligibility date for benefit purposes will however
be the date of his employment as regular employee.

ARTICLE XV - SENIORITY

15.01 a) The employer will furnish the Union once a month in duplicate with a list of new employees
including their date of employment, department, classification, as well as a list of terminations
indicating name, date of employment and date of termination of the employees.

b) The Employer will also maintain a seniority list outlining the seniority of employees
in full-time positions. A separate list is also maintained for regular part-time and
casual employees. These seniority lists will be provided three times a year to the Union
upon request, one of which will include the employees’ most recent address.

15.02 The employee who is qualified under the provisions of article 17.03 to perform the work will be preferred
over an employee who is on probation.

15.03 The seniority of a regular part-time or casual employee is calculated on the basis that 1500 hours worked
equal one year of service.

15.04 a) The employee preserves and accumulates his seniority in the following cases:

1)

2)

3)

b)

1)

2)

3)

c)

1)

2)

3)

4)

5)

Cases of leave of absences without pay up to a maximum of one month in any calendar
year.

When receiving any of the fringe benefits mentioned in this agreement.

Absences as a result of industrial accidents or occupational illnesses recognized as such
by the Workmen’s Compensation Board.

The employee preserves but does not accumulate seniority in the following cases:

Absence for sickness up to six months after the expiration of his paid sick leave.

A lay-off up to twelve months.

Authorized leave of absence without pay for periods exceeding one month.

The employee loses his seniority and his employment in the following cases:

Voluntary resignation.

Dismissal.

Layoff exceeding twelve months.

An unexplained absence of more than three consecutive days without reasonable cause.

Upon receipt of a disability pension from the Workers’ Compensation Board.
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‘5.05 a ) Long Service premiums will be paid to all regular full-time and regular part-time employees on
the following basis:

ARTICLE XVI - LAYOFFS

16.01 In the event of proposed layoffs of a permanent nature, the Hospital shah:

provide the Union with no less than 12 weeks written notice of the proposed layoffs;

b) meet with the Union to review the following:

i)
ii)
iii)

the reason for the layoff;
the service the Hospital will undertake after layoff;
the method and implementation including the areas of cutback and employees to be laid
o f f ;

c) identify vacant position with the bargaining unit or positions which are temporarily filled but
which become vacant within a six (6) month period.

16.02 Any agreement between the Hospital and the Union resulting from the above review concerning the
method of implementation will take precedence over other terms of layoff in this agreement.

16.03 The Hospital will endeavour to provide the affected employee(s) with no less than 8 weeks written notice
of layoff or pay in lieu thereof:

Where, in the case of layoff, merit and ability are equal as between two or more employees,
seniority by category within the department shall be the governing factor.

b) Employees who are in a layoff situation will be recalled to duty in the reverse order of seniority,
subject to qualifications and ability, before the posting procedure for vacant positions is
implemented. This procedure will be in effect for a period of twelve (12) months after the date
of the layoff.

c) Employees cannot be promoted as a result of a bumping process.

d) Employees laid off are entitled to reveive a severance indemnity in accordance with the SCO
Hospital policy.

16.04 In the case of layoff an employee can exercise his bumping rights inside the bargaining unit as follows:

The employee receiving the layoff notice must bump a least senior employee in his category and
department, if possible, or may bump into the same category outside his department or a
different category when there are no more possibilities;

b) The first and second employee bumped may bump in the same manner mentionned above.
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c) The third employee must bump the least senior employee in his category when possible or the
least senior employee in the bargaining unit;

d) The fourth employee must bump the least senior part-time employee in his category when
possible or the least senior employee in the bargaining unit.

e) The fifth employee is effectively laid off.

ARTICLE XVII - POSTING OF VACANT POSITIONS. AND TRANSFERS

17.01 New and/or vacant full-time positions and part-time positions within a department (with the exception
of those with less than 75 days duration) covered by this Collective Agreement will be posted on the
notice board for a period of one calendar week and any interested employees may also forward a copy
of such a request to the Union. When the position has been filled according to this article the name of
the successful candidate will be posted on the notice board. The Employer may temporarily fill the
position until the successful candidate has been chosen.

17.02 If it is possible that another vacancy will be created as a result of such an appointment as outlined in
Article 17.01, this second vacancy must also be posted and filled and any subsequent vacancies which
may be created as a result of the first and the second through the chain reaction need not to be posted.

17.03 a) In cases where qualifications, performance, ability and merit are reasonably equal, seniority
shall be the deciding factor when decisions are made with regard to promotions and transfers.

b) Where educational requirements are compulsory, the Hospital will accept the decision of the
Board of Education of Ontario with respect to foreign education level.

17.04 The promoted employee shall receive, in his new classification, a salary on the scale of the new
classification immediately above the salary that he was receiving in the classification which he left.

17.05 ln cases of promotion, voluntary demotion and voluntary transfer to another department, an applicant
selected on the basis of 17.03 above will be given the opportunity of fulfilling the duties of the new
position during a trial period which may not exceed 65 days worked. If the employee fails to meet the
requirements for the job during the said period or if the employee wishes to relinquish the promotion,
voluntary demotion and voluntary transfer to another position, he will be returned to his former position
in the same unit or section without loss of seniority and will replace the employee with the least seniority
in that position.

17.06 Any employee may before applying for such a position inquire as to the other candidates who have so
applied from the Human Resources Department.

17.07 Both parties agree to form a committee to discuss the possibilities of eliminating the above-mentioned
posting procedures in situation where the posting of vacant positions would be to the detriment of
certain employees. Such committee shall be composed of up to 2 representatives for each party.

ARTICLE XVIII -NEW CATEGORIES

18.01 A Joint Job Evaluation Committee, consisting of two representatives for each party, will be established
as needed to evaluate the duties of any newly created position that would fall within the scope of Article
2.01. The evaluation will be done in accordance with the provisions of the SEN version of the SKEW
Job Evaluation System.
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The results of the evaluation will be final and binding upon the parties where a decision of the majority
is reached. Where no such decision is reached, the matter will be submitted to arbitration in accordance
with the Arbitration procedure outlined by this Agreement. In such circumstances, the Arbitration
Board (or single arbitrator) shall not be authorized to make any decision inconsistent with the provisions
of the above-mentioned Job Evaluation System nor to alter, modify, add to or amend any part of this
System.

The Hospital may nevertheless establish a temporary salary scale until such time as a final decision is
reached in the matter.”

18.02 The categories of Technician’s Aid, Assistant Technician, Non-Classified employee, Laundry Helper,
Group Leader (Housekeeping), Preventive Maintenance Technician, Van Driver, which were previously
included in Appendix “A” will form part the Bargaining Unit in the event that the Hospital re-establishes
such categories which would fall within the provisions of article 2.01.

ARTICLE XIX - PAID STATUTORY HOLIDAYS

19.01 a) The Employer agrees to recognize and observe ten (10) paid statutory holidays during the year:

New Year’s Day
Good Friday
Easter Monday
The Queen’s Birthday
Canada Day
Civic Holiday
Labour Day
Thanksgiving Day
Christmas Day
Boxing Day

b) In addition to the above, each regular full-time employee, who has successfully completed the
probationary period stipulated in clause 14.01 will be granted two floating holidays (not to be
considered as a premium day) with pay in each year of the contract. The two floating holidays
must be taken before the end of the applicable fiscal year. One of these floating holidays will
be replaced by Heritage Day when the latter is proclaimed. In preparing the work schedules,
the immediate supervisor will make every effort to comply with the employee’s request.

19.02 If one of the holidays falls on Saturday, Sunday, a weekly day off or during a vacation period, the
employees do not lose the holiday provided that they comply with the requirements of article 19.03.

19.03 To be entitled to the holiday, the employee must have worked on his full scheduled working day
immediately preceding and following the scheduled holiday unless his absence is authorized with pay.
If the authorized absence with pay is due to sickness, a medical certificate must be submitted not later
than 5 days following the employee’s return to work.

19.04 a) All employees who are required to work on a statutory holiday shall be paid at the rate of time
and one-half

b) A regular full-time employee who is required to work on a statutory holiday shall be paid at the
rate of time and one-half and granted another day off with pay contiguous with any of his
scheduled days off. If this alternative day is not granted within thirty days of the holiday, the
employee shall be paid time and one-half in lieu of the day off,
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c) The Hospital will endeavour to schedule off any of the statutory holidays stipulated in 19.01 (a)
which fall on a Monday contiguous with the applicable scheduled weekend off.

20.01 A full-time employee shall accumulate sick leave credits at a rate of 1 1/2 days for each calendar month
during which he receives his regular pay for at least 10 days.

20.02 An employee shah be granted sick leave with pay when he is unable to perform his duties because of
illness provided that:

a)

b)

he satisfies the Hospital of this in such manner and at such time as may be determined by the
Hospital; and,
and
he has the necessary sick leave credits.

20.03 To be entitled to this benefit, the employee must advise the Employer except where it is impossible to
do so, of his illness in accordance with his departmental policy and upon his return to work he must
report to the Employee Health Department. Medical certificates must be submitted for absences due to
illness for periods of more than three scheduled working days. The Hospital may, in any case, require
that the employee be examined by a physician of his choice. Medical certificates must indicate a
probable date of return.

20.04 The required initial medical examination as well as any required immunization procedures shall be
carried out, without cost to the employee, by the Hospital’s Health Department authorities. Any further
medical examination which may be required under the Public Hospitals’ Act may be performed by the
employee’s personal physician, but it must be carried out at the employee’s expense.

20.05 An employee who contracts an infectious disease as a result of his employment, will receive treatment
and medications at the expense of the Hospital. Sick leave credits will continue to accumulate for the
duration of the absence caused by such infectious disease.

20.06 Sick leave days accumulated under preceding systems of collective agreements and not used, are not lost
but are brought forward and added to those days as outlined in this article.

20.07 a) On termination of employment, for any reason other than dismissal for just cause, an employee
with two years of continuous service shall receive a cash payment equal to 50% of the unused
portion of sick leave allowance at his current salary.

b) Upon retirement, the employee with fifteen years of service or more, will be repaid for 100%
of his accumulated unused sick days.

c) Upon retirement, the employee with less than fifteen years of continuous service will be repaid
for 75% of his accumulated unused sick days.

d) Death: full remittance of unused sick leave credits

20.08 a) The Hospital agrees to contribute 100% of the billed premiums under the Ontario Blue Cross
Extended Health Care Plan and the Constellation Assurance Company’s Life ‘Insurance Plan.

b) The Hospital agrees to contribute 75% of the billed premiums under the Ontario Blue Cross
Dental Plan as presently established.
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‘3.09 The Hospital agrees to pay the applicable premiums as required by the pension plan.

20.10 It is understood that the Hospital may at any time substitute another carrier for any plan (other than
Provincial Health Plan) provided the benefits conferred thereby are not decreased.

Before making such substitution, the Hospital shall notify the Union to explain the proposed change.
Upon request by the Union, the Hospital shall provide to the Union pertinent information of the benefit
programmes contracted for and in effect for employees covered herein.

20.11 Subject to the provisions of article 20.10, the Hospital agrees to continue the administration of the Long-
Term Disability Plan underwritten by the Constellation Assurance Company. It is understood and
agreed that the participating employees will continue to pay the full premium of this insurance.

Should the Constellation Assurance Company withdraw its underwriting privileges, the Hospital will
endeavour to find another company to provide similar benefits.

ARTICLE XXI - WITHHOLDINGS FROM SALARY

21.01 a) No employee will be required to pay for or to replace tools, materials or furniture which he has
broken or used unless the Employer can establish that the employee was guilty of negligence.

b) The employee will be responsible for tools provided specifically for his use for the period of his
employment at the Hospital.

c) The employee will be responsible for the return of hospital property or its equivalence upon
termination.

d) As determined by the Hospital from time to time, it is agreed that the required carpenter’s tools
will be purchased and paid by the Hospital.

ARTICLE XXII - PAID PERIOD

22.01 The Employer must pay the employees in accordance with Article 33 of the Employment Standards Act.

22.02 Should an error of one day’s pay or more occur on a pay, which is attributable to the Employer, the latter
agrees to correct the error within three working days, otherwise the error will be rectified by the
following pay day.

ARTICLE XXIII - GENERAL CONDITIONS

23 .01 No private agreement, between the Employer and an employee, concerning salary or working conditions,
is valid unless approved in writing by the Union.

23.02 Upon written request to the Labour Relations Director or his appointee, an employee may consult his
file during normal business hours accompanied by a representative of the Union if he wishes. The file
should contain:

the application form
the employment form
all authorizations for deductions

s all disciplinary reports
m all requests for promotions, transfers and demotions

.
,



23.03

23.04

23.05

23.06

23.07

23.08

23.09

23.10

The privilege of consulting the file expires when the employee voluntarily resigns.

The Hospital agrees to do the translation and the preparation for printing of the Collective Agreement.
The Union will bear the printing cost. It is understood that the English version will prevail in cases of
ambiguity and/or interpretation.

All employees in the bargaining unit as of April 1, 1990, are entitled to the lump sum payment on the
basis of the number of hours paid since April 1, 1990. The Hospital will provide the Union within 15
days of the signing of the Agreement with the name and last address recorded with the Hospital of
employees who have a period of 30 days from the date the Union is notified by the Hospital to claim any
adjustment to their wages earned during their employment with the Hospital.

The Hospital agrees to furnish the suitable outer wear to employees whose duties include outside work.
The number of outer wear will be determined by the appropriate Department Head.

The Hospital agrees to underwrite the cost of providing liability insurance in respect of employees and
to save such employees harmless in respect of any such actions or causes of actions which may be
instituted as a result of such employee’s discharge of his duties while in the employ of the Hospital.

Statutory increases will automatically be granted on October 1st of each year, to employees on strength
as of April 1st of that year. For employees who commence employment April 1 st, the anniversary date
for granting statutory increases will be October lst, of the following year.

Orientation session of newly-hired employees shall include a period of up to 15 minutes for discussion
on a collective basis with a Union representative.

Any employee transferred temporarily for one hour or more to a different task than his own is
compensated at the rate for the new task providing that it is in excess of the salary that he is presently
earning. If the salary is lower than which he is earning, he maintains his regular salary.

A daily premium of $11.25 is granted to an employee who is assigned to replace the applicable Section
Head or Croup Leader for a temporary period.

ARTICLE XXIV - APPENDICES

The following appendices to this Collective Agreement form an integral part thereof

“A” Salaries
“B” Technical Progress



20

ARTICLE XXV - LENGTH OF AGREEMENT

25.01 Unless otherwise stipulated, the agreement will take effect on April 1 1996, and expire on March 31,
1998,

25.02 The two parties recognize the necessity to meet during the sixty to thirty days period prior to the end
of the present agreement in order to discuss the procedure to follow to negotiate a subsequent contract.

25.03 In the case of ambiguity in interpretation, the English version of the agreement will be official.

Dated in Ottawa, this JyJmd 1997.

FOR THE HOSPITAL FOR THE UNION
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APPENDIX “B”

TECHNICAL PROGRESS

In the case of technical progress, the Employer will advise the Union within a sufficient delay to avoid laying off any employee
and to permit both parties to prepare a procedure to transfer and/or provide additional training for the employees.

CONTRACTING OUT

When it becomes necessary to contract out construction and renovation projects, the SCO Hospital shall seek tenders as per
Administrative Policy 06 and ensure that the selected suppliers use appropriately licensed trade persons to perform the work.

The SCOH and the Union agree that the work of the bargaining unit is the work normally performed by members of the
bargaining unit, The SCOH shall not contract out to the private sector any work that is currently performed by members of the
bargaining unit. Persons with supervisory positions not covered by the terms of this agreement may perform duties in an
emergency or for instructional purposes.


