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Between: 

The Children’s Aid Society of the Nlagara Region 
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And 
The Canadian Union of Public Employees and its Local 2328 

(Hereinafter referred to as the Union) 

The pariies hereto have agreed to recommend to their respective parties the settlement 
of the terms of a new collective agreement to operate from April I, 2006 to March 31, 
2009, the terms of which agreement will be comprised of the terms of the collective 
agreement which expired March 31,2008 as amended by the provisions attached 
hereto. 

It is understood that salary only will be retroactive to April 1,2006. Retro payments will. 
be calculated on the base hourly rate for all hours worked. Only those employees 
employed as of the ratification date will be eligible to receive such payments. 

The parties unanimously agree to recommend this memorandum of settlement to their 
respective principles for ratification at the earliest opportunity. 

All other outstanding issues and proposals are hereby withdrawn. Pages to E? 
form a part of this agreement. The parties agree that in the preparation of this amended 
collective agreement article numbers may change to reflect the negotiated articles. 

Dated this 30th day of November 2000 

FOR THE CHILDREN’S AID FOR THE CANDIAN UNION 
SOCIETY OF THE NIAGARA OF PUBLIC EMPLOYEES 
REGION AND ITS LOCAL 2328 / 
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THIS AGREEMENT signed November 30,2006. 

Between THE CHILDREN'S AID SOCIETY OF THE NIAGARA REGION 

And THE CANADIAN UNION OF PUBLIC EMPLOYEES AND ITS LOCAL 2328 

WITNESSETH THAT: 

ARTICLE I - PURPOSE OF THE AGREEMENT 

1 .O Whereas, it is the desire of the Employer and the Union to promote efficient service 
to the public in accordance with the Child and Family Services Act, as amended 
from time to time, both Parties agree that for such purposes, it is essential to 
maintain harmonious relations between the Employer and its employees, and to 
promote the morale, well-being and security of all employees represented by the 
Union; to provide procedures for the prompt and equitable disposition of grievances, 
and to establish and maintain through the promotion of joint discussion and 
negotiation, mutually satisfactory working conditions, hours of work, and wages for 
all employees who are subject to the provisions of this Agreement. It is recognized 
by this Agreement to be the duty of the Employer and its employees to co-operate 
fully, individually and collectively for the advancement of the said conditions. 

ARTICLE 2 - RECOGNITION 

2.0 The Employer recognizes the Union as the sole and exclusive bargaining agent of 
all employees of the Children's Aid Society of the Niagara Region, known as Family 
and Children's Services Niagara, save and except employees in the following job 
classifications (positions): 

Executive Director 
Director of Child Welfare Services 
Director of Community & Clinical Services 
Service Directors 
Director of Development & Public Relations 
Director of Finance 
Director of Human Resources 
Supervisor of Regional Adolescent Centre 
Senior Counsel 
Associate Senior Counsel 
Counsel 
Supervisor of Staff Development & Training 
Family Counselling Centre Supervisor 
Executive Assistant 
Administrative Assistant - Finance 
Administrative Assistant(s) - Human Resources 
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Administrative Assistant - Development & Public Relations 
Administrative Assistant - Family Service Operations 
Administrative Assistant - Community Support Services 
Human Resources Assistant 
Supervisor of Financial Services 
Payroll Officer 
Coordinators of the Early Learning and Parenting Programs 
Ontario Early Years Co-ordinator 
Property Manager 
Co-ordinator of Technical Services 
Co-ordinator of Frontline Support Staff 
Co-ordinator of Information Services 
Supervisor of Quality Assurance 
Supervisors and persons above the rank of Supervisor 
After Hours Workers 
Contract employees 
Students employed during the school vacation 
Persons regularly employed for not more than twenty-four (24) hours per week. 

2.1 Contract Positions 

Contract positions are those with an expected duration of twelve calendar 
months or less. These positions would include a person employed for a specific 
project of a non-recurring kind, a maternity leave, a long termkhort term leave, a 
WSlB leave, or a project for which special funding exists. Excluding maternity 
leave, the option to extend these contracts for a further six months shall exist, if 
mutually agreed upon by the parties. Contract positions, which are expected to 
exceed three calendar months shall be posted internally in order to give 
bargaining unit employees a chance to apply. The Employer agrees to inform the 
Union in writing of its intent to create any contract position. 

If the contract position is the result of a grant or special funding, the terms or 
conditions of the grant or special funding will prevail over any conflicting terms, 
conditions or provisions of the collective agreement should the collective 
agreement apply to the person filling the contract position. 

A contract employee who remains in a position in excess of twelve months or 
any agreed to extension shall become a member of the bargaining unit, if not 
already a member of the bargaining unit prior to the start of the contract and 
shall be entitled to the rights of the collective agreement subject to the limitations 
set out in this article. 

A contract employee who becomes a member of the bargaining unit, in 
accordance with paragraph (c), and who was in a contract position for a period of 
more than six months prior to becoming a member of the bargaining unit, shall 
be considered as having completed their probationary period and, as such, shall 
be entitled to all provisions of this collective agreement. 

(e) The cessation or expiry of a contract position shall not be the subject of any 
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grievance and shall not be subject to any of the requirements, restrictions or 
obligations under the collective agreement, including provisions respecting lay- 
off, termination, dismissal, or reduction of hours. 

(f) Bargaining unit employees who assume contract positions shall still be 
considered bargaining unit employees and shall have all the rights and privileges 
under the collective agreement that they held prior to assuming the contract 
position, subject to paragraphs (b) and (e) above. 

(9) If the contract position is filled by a member of the bargaining unit, once the 
contract position is completed, all seniority employees who moved from their 
regular positions to fill other positions created as a result of a bargaining unit 
employee filling a contract position, shall return to their previous positions, if they 
exist. 

2.2 

2.3 

2.4 

2.5 

2.6 

The word "employee" or "employees" in this Agreement, unless clearly specified as 
otherwise, shall mean the employees of the Employer for whom the Union is the 
bargaining agent as set out in Article 2.0. 

Employees shall be defined in this Agreement as: 

Regular, full time employees are employees who regularly work more than twenty- 
four (24) hours per week. 

No employee shall be required or permitted to make any written or verbal 
Agreement with the Employer or its representatives which conflicts with the terms of 
this Agreement. 

The Employer agrees that students and volunteers will not in any way displace 
regular employees during normal hours of work, nor will they be retained in 
preference to regular employees who normally perform the work. 

Employees not covered by the terms of this Agreement other than students and 
Supervisors carrying a few cases for professional development, will not work on jobs 
which are normally done by employees covered by this Agreement, except for the 
purpose of instruction, research or in emergencies where regular employees are not 
available. 

ARTICLE 3 - NON DISCRIMINATION 

3.0 (a) The Employer and the Union recognize the right of employees, under the 
Ontario Human Rights Code, 1990, as amended, to be free from discrimination 
on any grounds protected by the Ontario Human Rights Code, 1990, as 
amended, including the following grounds, as defined by the Code: race, 
ancestry, place of origin, colour, ethnic origin, citizenship, creed, sex, sexual 
orientation, age, record of offences, marital status, same sex partner status, 
family status or disability. The Employer and the Union also recognize their 
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mutual obligation to accommodate employees in accordance with the 
requirements of the Ontario Human Rights Code, 1990, as amended. 

(b) The Employer and the Union recognize the right of employees under the Ontario 
Labour Relations Act, 1995, as amended to be free from discrimination because 
of membership or activity in the Union. 

3.1 The Employer recognizes that all references to the terms spouse or same sex 
partner shall be consistent with the definitions of such terms in the Ontario Human 
Rights Code, 1990, as amended. 

3.2 The Employer and the Union recognize the inherent dignity, worth and rights of 
each individual. The Employer and the Union agree to promote and support an 
environment that is free of discrimination, harassment, disruptive workplace conflict 
and disrespectful behaviour. 

The Employer and the Union affirm that all staff of the agency are entitled to a 
respectful work environment. Therefore, the Employer and the Union will not 
condone any inappropriate behaviour on the part of any person. 

ARTICLE 4 - UNION SECURITY 

4.0 Each employee who is presently a member of the Union shall remain a member in 
good standing, according to the constitution and by-laws of the Union, as a 
condition of continued employment. 

4.1 Any employee who is not a member as at the date of the signing of this Agreement 
may become a member and then shall as a condition of their continued 
employment, remain a member in good standing. 

4.2 Any new employee hired after the date of the signing of this Agreement may 
become and then shall remain a member in good standing of the Union with the 
payment of dues to commence with the first pay in the month after thirty (30) days 
of service. 

ARTICLE 5 - CHECK OFF OF UNION DUES 
I 

5.0 The Employer agrees to deduct from each employee covered by this Agreement 
after thirty (30) days of service, an amount of money equivalent to such Union dues 
for each bi-weekly pay period as are uniformly levied on all members of the Union, 
in accordance with the constitution and by-laws of the Union, and to transmit 
regularly within seven (7) working days following the end of the pay period, the full 
amounts of such deductions to the Treasurer of the Union. The Employer shall 
send with each transmission, a list of employees from whom such deductions were 
made, stating their gross biweekly salary and the amount of dues collected. 
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5.1 Such deductions will be made only after any and all other claims against the 
employee's pay have been satisfied. 

5.2 The Treasurer of the Union shall inform the Employer of the amount of such dues to 
be deducted. 

5.3 The Employer agrees to show on an employee's T4 Income Tax Statement for the 
calendar year, the amount of Union dues paid by the employee for such year. 

ARTICLE 6 - EMPLOYEE INFORMATION 

6.0 The Employer agrees to supply to the Secretary of the Union twice each year, the 
name, address, classification and salary of each employee. 

6.1 The Employer shall provide each employee with a copy of the Collective Agreement 
within sixty (60) days of the signing of this Agreement. 

6.2 The Employer will provide to each new employee a copy of the Collective 
Agreement upon commencement of employment, and will allow each new employee 
to meet with the Union representative for a thirty (30) minute period to discuss 
Union matters during working hours during their probationary period. The employer 
shall provide the names of all new employees to the Recording Secretary of the 
Union within five (5) working days of their start date. 

6.3 The Employer shall provide each new employee with a copy of the Benefit Package 
upon commencement of employment and all employees with written updates and/or 
changes to the Benefit Package within thirty (30) days of the agreed upon update 
and/or change. 

ARTICLE 7 - MANAGEMENT RIGHTS 

7.0 The Union acknowledges that it is the exclusive function of the Employer to: 

(a) maintain order, discipline and efficiency; 

(b) hire, direct, transfer, lay-off, promote; 

(c) discharge, demote, suspend or otherwise discipline employees for just cause 
provided that a claim by an employee who has passed the probationary period 
that they have been dealt with, without just cause, shall be dealt with under the 
grievance and arbitration procedures provided for herein; 

(d) generally to operate and manage its business in all aspects in accordance with 
its responsibilities. In addition, the location of its offices or places of 
employment, the methods, processes and means of performing the various 
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functions are the right and responsibility of the Employer except as specifically 
limited by the expressed provision of this Agreement. 

7.1 

7.2 

7.3 

The Employer has the right to make and alter from time to time, reasonable rules 
and regulations to be observed by the employees, provided that no change shall be 
made by the Employer in such rules and regulations without prior notice to and 
discussion with the Executive Committee of the Union. 

During the life of this Agreement the Employer may increase or decrease the 
number of departments. Discussions with the Union shall be undertaken to ensure 
that all alternatives have been considered before any decision is made. 

The Employer agrees that these functions in Article 7 will be exercised in a manner 
consistent with the provisions of this Agreement and a claim that the Employer has 
exercised these rights in a manner inconsistent with any of the provisions of this 
Agreement, may be a subject of a grievance. 

ARTICLE 8 - UNION REPRESENTATION 

8.0 No individual employee or group of employees shall undertake to represent the 
Union at meetings with the Employer without prior authorization of the Union. In 
order that this may be carried out, the Union shall notify the Employer in writing of 
the names of its officers. 

8.1 The Employer acknowledges the right of the Union to elect or otherwise select an 
Executive Committee, a Grievance Committee and a Negotiating Committee. 

8.2 The Employer agrees to recognize the following representatives of the Union: 

(a) an Executive Committee composed of the President, Vice-president, Secretary, 
Treasurer, and Chief Steward or their designates and one additional employee 
whose duties shall be to handle Union business and act as liaison between the 
Union and the Employer on any matters of concern to the Parties, save and 
except grievances which may arise; 

(b) a Grievance Committee composed of the Chief Steward, the Steward concerned 
with the grievance and the President of the Union or their representative; 

(c) Twelve (1 2) Stewards; three of which will represent the St. Catharines office, two 
representing each other office (Welland office, Niagara Falls office, and the 
Regional Adolescent Centre) and two representing the Early Years and Early 
Learning & Parenting Centres, plus the Chief Steward. 

(d) a Negotiating Committee composed of the Negotiation Chairperson and three (3) 
other Union representatives. 

8.3 All committee members shall have completed probation. 
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8.4 

8.5 

8.6 

Meetings between the Employer and the Union shall be held at times mutually 
agreeable to both Parties. To allow the Parties to properly prepare for the meeting, 
an agenda outlining the matters for discussion should be submitted by each Party 
not less than five (5) working days prior to the time of the scheduled meeting. 

At any meeting with the Employer to negotiate or amend the Collective Agreement, 
the Union may have present the Negotiating Committee referred to in Article 8.2(d), 
as well as a national representative of the Canadian Union of Public Employees. By 
mutual agreement, other people may participate in the joint meetings for the 
purpose of providing information, support or assistance. 

The local Union may, subject to the following understanding, have the assistance of 
CUPE National staff representative(s) at any time when dealing with the Employer 
on matters arising from or related to the collective agreement. If the local Union 
requires the participation of their CUPE staff representative(s) at a meeting, the 
Employer shall be notified and such meeting shall be scheduled, or if necessary 
adjourned and rescheduled, so the parties can ensure appropriate representation is 
present. It is further agreed that the Employer may request that the local Union’s 
assigned CUPE staff representative attend a meeting being scheduled with the local 
Union representatives provided such request is issued to the CUPE National staff 
representative by the Director of Human Resources through the local Union 
President (or their respective designates). Such request will not be ‘unreasonably 
denied. 

ARTICLE 9 - TIME OFF FOR REPRESENTATIVES 

9.0 

9.1 

9.2 

9.3 

A member of the Grievance Committee will be given time off without loss of regular 
pay to investigate complaints of fellow workers and to attend meetings with 
Management to discuss grievances. 

Where meetings involve employees and the Employer, employees will be 
considered as being on duty and entitled to all remuneration for on duty status, for 
such hours lost during regular working hours, up to but not including meetings at 
arbitration hearings or under a Conciliation Officer of the Ministry of Labour of 
Ontario. 

The Executive Committee of the Union, Grievance Committee Members and 
Negotiating Committee Members have regular duties to perform on behalf of the 
Employer. No such employee will absent themselves from their regular duties 
unreasonably in order to deal with grievances or other Union business; nor will they 
leave their regular duties prior to receiving permission from their Supervisor. Such 
permission to leave will not be unreasonably withheld. Each such Committee 
Member shall report back to their Supervisor when returning to their regular duties. 

Where the Union so chooses the President of CUPE Local 2328 may take as time 
off up to 20% of the regular work week (i.e. equal to one day per week), with a 
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9.4 

9.5 

corresponding reduction in workload, without loss of regular pay, benefits or 
seniority for the purpose of conducting union business unless the President has 
been elected from the Family Counselling Centre or any of the agency programs; in 
this event the time off shall be granted, but the Union shall reimburse the agency for 
the salary and benefits which relates to the time off. The President of CUPE Local 
2328 will ensure, in utilizing this provision, that the time off does not interfere with 
service needs or work commitments and will arrange with hidher supervisor when 
the time off is to be taken. 

Executive members, as designated by the local Union president, shall be allowed to 
spend an aggregate total of two (2) days Union paid leave per month for the 
purpose of conducting Union business. Requests for such time off shall be made to 
the Director of Human Resources and shall not be unreasonably denied, consistent 
with service requirements of the Employer, and provided that any overtime required 
to meet such service needs because of such time off, shall be compensated by the 
Employer as part of the normal work week. 

Upon receipt of notice to bargain the Employer will allow, five (5) Union paid working 
days to each member of the Negotiating Committee for the purpose of preparing 
proposals for Collective Bargaining. Requests for such time off shall be made to the 
Director of Human Resources and shall not be unreasonably denied, consistent 
with service requirements of the Employer. 

ARTICLE 1 O - USE OF EMPLOYER FACILITIES 

10.0 The Union will be allowed to hold meetings on the Employer's premises provided 
such meetings are outside working hours and permission for such meetings is first 
obtained from the Director or their representative. The Director reserves the right to 
limit the use of the said premises. 

10.1 The Employer shall provide a separate bulletin board in each Employer location. 
Notices of general information, meetings, committee activities, and correspondence 
from CUPE Ontario and CUPE National as well as other labour organizations can 
be posted on the union bulletin board without requiring prior approval from the 
employer. Any other notices must have prior approval from the employer. This 
approval will not be unreasonably withheld. 

10.2 The Employer shall allow the Union reasonable office space for the storage of 
documents, files and correspondence necessary for performing the various 
functions of the Union. The Employer shall not be liable for theft or damage to 
Union property stored on the Employer's premises. 

10.3 The Union shall be allowed to use agency communications systems for the 
exchange of correspondence between members of its Executive Board and various 
representatives. Any expenses incurred in this regard will be borne by the Union. 
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ARTICLE 11 - EMPLOYEE RESPONSIBILITIES 
- . z  

11.0 Each employee covered by this Agreement will have with Management the 
responsibility of carrying out the policy of the Employer to provide efficient and 
effective service to the public related to child welfare as directed by the Child and 
Family Services Act, as amended from time to time. It is understood and has been 
accepted that the Employer both desires and values the input and suggestions 
made by any employee in the service areas. In accordance with this, there shall be 
the following: 

a) Con su It at ion Co m m it tees 

There may be a regularly scheduled monthly meeting between the Union 
President and the Director, if required by either party. The Union President 
may request another member to attend this meeting and such request shall 
not be unreasonably denied. A record will be kept of any agreements 
reached in those meetings. 

There may be a regularly scheduled meeting every month between the 
Executive Committee of the Union and the Director of Human Resources and 
any other person so designated by the Director from time to time, if required 
by either party. An outline of all conclusions reached in all meetingswillbe 
prepared by the Employer representatives with a copy to be submitted to the 
Secretary of the Union within five (5) working days of the meeting. 

(b) Emplovee Representation at Meetinas of the Board of Directors 

Two (2) members of the Union will be chosen by the Union and will be entitled 
to: 

(i) attend all regular Board meetings as observers; 

(ii) receive notices and minutes to open Board meetings if practical at least one 
(1) week in advance of all regular Board meetings; 

(iii) receive the same agenda material relating to regular Board meetings on the 
same basis as do the Board Members. 

11.1 The term "regular Board Meetings" where used above shall apply only to those 
meetings or portions of meetings, the agenda of which is classified "public", that is, 
open to the public and newspaper reporters. 

11.2 For the Committee Members mentioned in Article 11.0 above, and for each 
employee required by the Employer to attend any such meetings referred to in this 
Article 1 1, mileage expenses will be paid by the Employer in accordance with Article 
40. 
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ARTICLE 12 - NO STRIKE. NO LOCK OUT 

12.0 During the lifetime of this Agreement, the Union agrees that there will be no strike 
and the Employer agrees that there will be no lock out. The definition of the words 
"strike" and "lock out" shall be as set forth in the Ontario Labour Relations Act, 
7995, as amended, from time to time. 

ARTICLE 13 - GRIEVANCE PROCEDURE 

13.0 

13.1 

13.2 

13.3 

It is the mutual desire of the parties that a complaint of an employee shall be 
resolved as promptly as possible. It is understood that an employee has no 
grievance until they have first discussed their complaint with their immediate 
Supervisor without satisfaction. The employee may, if they wish, be accompanied 
by the Chief Steward of the Union or their Steward. Should any difference arise 
between the Employer and any employee from the interpretation, application, 
administration or alleged violation of the provisions of this Agreement, an earnest 
effort shall be made to settle such differences without undue delay in the following 
manner. 

Ster, 1 

In the first instance, an employee shall take up any such grievance in writing directly 
with their immediate Supervisor, within seven (7) working days of the event upon 
which the grievance is based. The grievance shall specify the facts and Article or 
Articles claimed to be violated or relied upon. The immediate Supervisor shall 
arrange for the presence of the Steward concerned. The Supervisor will give their 
decision in writing within two (2) working days. 

Ster, 2 

If not then settled in Step 1, the grievance may within a further three (3) working 
days be submitted in writing to the employee's Service Director or Assistant Director 
of Service. The Service Director or Assistant Director of Service shall investigate 
the grievance and may discuss it with the employee or employees involved with the 
Steward who has signed the grievance in attendance at such discussion and/or the 
Chief Steward. The Service Director or Assistant Director of Service shall give their 
decision in writing to such Steward within a further three (3) working days following 
receipt of the grievance. 

Step 3 

If not then settled in Step 2, the grievance may, within three (3) working days, be 
submitted in writing to the Director or their representative. The Grievance 
Committee and a national representative of the Canadian Union of Public 
Employees, if the Committee so wishes, shall be given an opportunity to discuss the 
grievance with the Director or their representative within five (5) working days of 
submission of the grievance. The Director or their representative shall give their 
decision in writing within five (5) working days of the discussion. The decision in 
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Step 3 shall specify the facts and reasons upon which the decision is based. 

13.4 (a) In determining the time within which any action is to be taken under the 
Grievance and Arbitration Procedure as set out in Articles 13, 14 and 15, 
weekends and designated holidays shall be excluded. 

(b) When grievances are submitted by mail, the date of presentation shall be the 
letter's postmark. 

(c) All time limits provided for in Articles 13, 14 and 15 can be extended by mutual 
consent, in writing. 

(d) A grievance shall be deemed abandoned if it is not presented within the 
stipulated times. 

(e) At any stage of the Grievance Procedure, including Arbitration, the conferring 
parties may have the assistance of the employee or employees concerned and 
any necessary witnesses. 

(f) For all the above steps where the grievance relates to a job posting "Supervisor" 
shall mean the Supervisor or Director of Service where the vacancy exists. 

ARTICLE 14 - POLICY GRIEVANCES 

14.0 It is understood that the Employer may submit to the Union's Executive Committee 
any complaint with respect to the conduct of Union officers, Committee Members, 
stewards or members concerning the interpretation, application, administration or 
alleged violation of the provisions of this Agreement, and if such complaint by the 
Employer is not settled satisfactorily, it may be treated as a policy grievance and 
referred to Arbitration in the same manner as a policy grievance of the Union. 

14.1 Similarly, the Union shall have the right to process a policy grievance which could 
not otherwise be processed by individual employees and which deals with any 
difference which arises between the Parties from the interpretation, application, 
administration or alleged violation of the provisions of this Agreement. 

14.2 An Employer Policy grievance shall be filed within thirty (30) working days of the day 
on which the circumstances giving rise to the grievance occurred or came to the 
attention of the Employer. 

A Union Policy grievance shall be filed within thirty (30) working days of the day on 
which the circumstances giving rise to the grievance occurred or came to the 
attention of the Union. 

14.3 All policy grievances shall be initiated at the Step 3 level of the Grievance 
Procedure. 
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ARTICLE 15 - ARBITRATION 
daB 

15.0 

15.1 

15.2 

15.3 

15.4 

15.5 

15.6 

15.7 

15.8 

Both Parties to this Agreement agree that any dispute or grievance which has been 
properly carried through all steps of the Grievance Procedure as outlined in Articles 
13 and 14 and which has not been settled will, at the written request of either of the 
Parties, be referred to a Board of Arbitration, at any time within twenty (20) working 
days thereafter, but not later. 

When either party requests that any matter be submitted to arbitration, it shall make 
such request in writing addressed to the other party to this Agreement, and at the 
same time nominate an arbitrator. Within five (5) working days thereafter the other 
party shall nominate an arbitrator; provided, however, that if such party fails to 
nominate an arbitrator as herein required, the Ministry of Labour for the Province of 
Ontario shall have power to effect such appointment upon application thereto by the 
party invoking arbitration procedure. The two arbitrators so nominated shall attempt 
to select by agreement a chairperson of the Arbitration Board. If they are unable to 
agree upon such a chairperson within a period of ten (1 0) working days, they shall 
then request the Minister of Labour for the Province of Ontario to appoint an 
impartial chairperson. 

No person may be appointed as an arbitrator who has been involved in an attempt 
to negotiate or settle the grievance. 

No matter may be submitted to arbitration which has not been properly carried 
through all requisite steps of the grievance procedure. 

The Arbitration Board shall not be authorized to make any decision inconsistent with 
the provisions of this Agreement, not to alter, modify, add to, or amend any part of 
this Agreement. 

The proceedings of the Arbitration Board will be expedited by the parties hereto and 
the decision of the majority, and where there is no majority, the decision of the 
Chairperson will be final and binding upon the parties hereto and the employee or 
employees concerned. 

Each of the parties hereto will bear the expense of the arbitrator appointed by it and 
the parties will share equally the expenses, if any, of the chairperson of the 
Arbitration Board. 

The parties acknowledge that the time limits set out in both the grievance and 
arbitration procedures must be strictly complied with except by written agreement to 
extend them and failure to so comply shall result in the grievance being deemed to 
have been abandoned subject only to the provisions of Article 48(16) of the Ontario 
Labour Relations Act, 1995, as amended. 

Upon mutual agreement by both parties, a single arbitrator may be appointed in lieu 
of an Arbitration Board. 
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15.9 Upon mutual agreement, the parties may utilize the services of a Grievance 
Mediation Officer prior to proceeding to arbitration. The mediator must be mutually 
agreed to and the mediator’s expenses shall be shared equally by the parties. 

ARTICLE I 6  - DISCHARGE AND DISCIPLINE 

16.0 

16.1 

16.2 

Where a Supervisor or other Employer representative intends to conduct a formal 
meeting with an employee: 

(a) to investigate matters for the purpose of determining whether to take disciplinary 
action against that Employee; or 

(b) for discipline or termination of employment, 

the Employee shall have the right to be accompanied by and represented by the 
Local Union President or a designate identified by the Union. The Employer shall 
notify the Employee of this right and notify both the Employee and the Union of the 
time and place for the meeting. 

The Employer will attempt to provide both the Employee and the Union with at least 
one (1) day notice of the time and location of the meeting. Such notice shall 
indicate the general purpose of the meeting. In the case of a meeting to terminate 
an employee, the meeting may proceed in the employee’s absence. 

The foregoing language is not intended to preclude a supervisor from initiating a 
query to gather information regarding an incident or complaint about which the 
supervisor believes the employee would or should have knowledge.lnforma1 queries 
should be conducted in an appropriate environment. 

When the Employer deems it necessary to place a negative or disciplinary notation 
in writing on the Employee’s record, or to suspend or discharge an Employee, the 
Employer will provide to the Employee concerned a written statement outlining the 
reason for the notation, suspension or discharge. The Employer will provide a copy 
of this written document to the Secretary of the Union at the time it is issued to the 
Employee. 

Discharae or Susrsension Grievance 

A claim by an employee other than a probationary employee that they have 
been discharged or suspended without just cause shall be treated as a 
grievance if a written Statement of such grievance is lodged with the Director or 
their representative at Step 3 within three (3) working days after the discharge or 
suspension, or within three (3) working days after the Union has been notified, 
whichever is the later. 

The Employer shall have the exclusive right to discharge employees during the 
probationary period provided the decision to discharge has not been made 
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arbitrarily in bad faith or contrary to the Human Rights Code. A claim by a 
discharged probationary employee that the employer has violated this 
paragraph shall be treated as a grievance. 

Such grievance may be settled by: 

(i) confirming the Employer’s action in dismissing or suspending the employee, 

(ii) reinstating the employee with full compensation for time lost, 

(iii) any other arrangement which is just and equitable in the opinion of the 

or; 

or; 

conferring Parties or by the Arbitrator. 

16.3 Provided that an employee’s record has been free from discipline for similar grounds 
during the preceding one year period, any letter of reprimand, letter of suspension, 
counselling letter or other disciplinary notation which predates the one year period 
will be removed and such removal will be confirmed in writing with the employee. A 
copy of the letter of removal will not become part of the employee’s personnel file. 

ARTICLE 17 - PROBATIONARY PERIOD 

17.0 All regular full time employees shall be placed on a seniority list, as of the date of 
hire after a probationary period of six (6) months worked. A probationary employee 
will be advised regarding their progress in writing after three (3) months. The 
probationary period may be extended only in cases where the probationary 
employee has been on authorized leave during such period or upon mutual 
agreement of the employer, the employee and the union in writing. 

17.1 Until the employee is placed on this list, they shall be known as a probationary 
employee. 

17.2 An employee shall be notified in writing that they have completed their probationary 
period. If no written notice is received, it shall be assumed that the employee has 
completed their probationary period and has acquired seniority. 

ARTICLE 18 - SENIORITY 

18.0 For the purpose of this Agreement, Seniority shall mean length of time in the 
bargaining unit since the last date of hire. 

18.1 (a) The Emplo er shall prepare and post seniority and years of service list on x: January 15 and July 15‘h. 

(b) SeniorityNears of Service Lists will be revised every six (6) months. A copy of 
the list will be posted electronically on the Employer’s intranet site and a copy 
given to the Local Union Secretary at the same time. If any employee does not 
challenge the position of their name on the Seniority/Years of Service List within 
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ten (1 0) working days from the date the list is posted, provided they are at work 
when the list is posted, they shall be deemed to be ranked properly. In the event 
the employee is not at work, they must object to their seniority or service 
standing within ten (1 0) working days from the date of their return to work. 

(c) At any time during working hours, up-to-date seniority information shall be 
available to the Union President or their representative, upon reasonable 
application to the proper administration office. 

(d) An employee who is absent from work or on a leave of absence for any reason 
(including illness or accident) for seventeen (1 7) continuous weeks will not 
accumulate seniority for any period after the first seventeen (1 7) weeks except 
as permitted under the collective agreement or required by law, 

(e) The employee will continue to maintain the seniority that they had before the 
absence plus seniority accumulated over the first seventeen (17) weeks of leave 
but will not accumulate any further seniority until the employee returns to work. 

(f) The seniority list will show a column for amended seniority dates to accurately 
reflect the non-accumulation. Fifty-two (52) weeks will equal one (1) year of 
seniority for the purposes of this amendment. 

18.2 Where a part-time or contract employee is transferred to a full-time bargaining unit 
position, the employee shall bring with them, on a pro rata basis, to the full-time 
seniority list, all seniority in accordance with time worked in the bargaining unit. For 
further clarity “time worked in the bargaining unit” is understood to include only such 
time the employee was paying Union dues and as such may be less than the 
employee’s “service time” with the Employer. 

18.3 Promotions, Demotions and Transfers 

(a) In promotions, demotions and transfers, the following factors shall be 
considered: 

(i) seniority; 
(ii) knowledge, qualifications and ability to do the normal requirements of the job; 

and when factor (ii) is relatively equal in the judgement of the Employer, 
factor (i) shall govern. 

(b) If an employee believes that a proper evaluation of factors in (ii) with respect to 
their qualifications has not been made, they may file a grievance under the 
procedures of Article 13 claiming that the Employer acted in an arbitrary, unfair 
or discriminatory manner. 

ARTICLE 19 - LOSS OF SENIORITY 

19.0 An employee shall only lose their seniority and shall be considered terminated for 
the following reasons: 
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(a) if an employee resigns; 

(b) after twenty four (24) consecutive months of lay off; 

(c) if an employee is discharged and the discharge is not reversed through the 
Grievance or Arbitration Procedure; 

(d) if an employee has been absent for five (5) consecutive working days without 
being granted a leave of absence in accordance with sub-Article 28.1 (b), or 
pursuant to emergency leave under the Employment Standards Act, 2000, as 
amended. 

(e) if an employee is laid off and fails to return to work within five (5) working days 
after being notified of recall by registered mail to their last known address on the 
agency's records to report for work and does not give a satisfactory reason; 

(f) if an employee overstays a leave of absence, granted by the Employer in writing, 
and does not secure an extension of such leave or provide a reason satisfactory 
to the Employer for the overstaying of such leave; 

(9) upon the date of retirement. 

(h) Transfer outside the bargaining unit in excess of provisions defined under Article 
20.6. 

ARTICLE 20 - JOB POSTING 

20.0 In Article 20, "vacancies" shall mean those positions that the Employer intends to 
fill. Vacancies may arise as a result of quits, retirements and terminations for 
cause, internal transfers or newly created positions. Vacancies of a temporary 
nature may result from extended illness or approved leaves of absence of less than 
twelve (12) months. 

20.1 No qualifications shall be set by the Employer for any job unless the qualifications 
are reasonable and necessary for the performance of that job. 

20.2 The Employer shall be free to temporarily fill a vacancy during the posting period by 
appointing a qualified person according to Article 18.3. 

20.3 Notice of all vacancies, reclassification or new positions created within the 
bargaining unit shall be posted within thirty (30) calendar days and shall: 

(a) include the nature of the position, the knowledge and education required for the 
position, the qualifications, ability and skills required and the salary rate; 

(b) be posted electronically on the Employers' intranet. In work locations where 
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employees have restricted or limited computer access, hard copies of the notice 
of vacancy shall be posted. Vacancies shall be posted for a period of no less 
than five (5) working days. Employees who wish to apply for a posted vacancy 
must do so in writing not later than the closing date specified on the posting. 
The employer shall mail copies of job postings to bargaining employees who are 
laid off provided the employee’s qualifications on file meet or exceed the 
qualifications required for the position. Employees on extended leave shall be 
notified of selected job vacancies provided the employee identifies in writing to 
the Director of Human Resources the specific position or job classification 
vacancies they wish to be apprised of. Such request may be made prior to 
commencing or during the leave but shall not take effect until after the request 
has been received and acknowledged by Human Resources. 

(c) once the requisites of Article 20.3(b) have been met, the vacant position will be 
offered to the most senior qualified bargaining unit employee on layoff. If 
that employee refuses that vacant position, the next most senior qualified 
bargaining unit employee on layoff will be offered the vacant position. This 
process will continue through the list of qualified laid off employees until the 
vacant position has been filled. If no qualified laid off employee accepts the 
position, the employer may fill the position from outside of the bargaining unit. 

20.4 (a) Appointments from within the bargaining unit shall be made within twenty (20) 
working days of the close of the original posting. The successful 
Employee shall be transferred to their new position at the earliest possible 
opportunity following appointment. If the position is a higher rated position, the 
new rate shall apply when the employee assumes their new duties or on the 
forty-fifth (45th) working day following appointment, whichever occurs earlier. 

(b) The Employer agrees not to refer prospective new employees to a hiring 
supervisor until all internal applications have been fully processed. 

(c) Upon the filling of a posted job, the Employer shall post the name and seniority 
status of the successful applicant. 

(d) Any employee applying for a vacancy filled by a person with less seniority may 
request and shall receive in writing reasons why they did not get the job. Any 
such request shall be made within three (3) working days of the filling of the 
vacancy or where the employee should have reasonably become aware of the 
filling of the vacancy, and the answer shall be given within three (3) working days 
of the making of the request. A copy of the written reasons shall be placed in the 
Employee’s record, if the employee so requests. Upon request, the 
unsuccessful applicant will be provided an opportunity to meet with the training 
department to review training or skill development areas that may improve their 
opportunities for success in future postings. 

(e) Both parties subscribe to a best practice philosophy and agree that worker 
continuity is preferred for clients. It is therefore agreed that Authorized Child 
Protection Workers who work in Ongoing Services and Children In Care 
positions who have passed the probationary period or were successful 
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applicants for a job posting may apply but need not be considered for another 
job posting until they have been in their present position for a period of twelve 
(12) months. 

Notwithstanding the foregoing, Authorized Child Protection Workers who fall 
within one (1) month of the year criteria shall not have their eligibility 
unreasonably denied. 

All other employees who have passed the probationary period or were 
successful applicants for a job posting may apply but need not be considered for 
another job posting until they have been in their present position for a period of 
six (6) months. 

(f) The employer will give the union a list of bargaining unit members applying for 
each posting. 

(9) Employees temporarily assigned by the employer to a position in a higher 
classification in the bargaining unit for a consecutive period of six (6) months or 
an aggregate total of nine (9) months shall be deemed qualified for all future 
postings for that higher classification. 

20.5 The Secretary of the Union shall be notified in writing of all appointments new hires, 
lay offs, transfers, recalls, terminations and of employees filling in on a temporary 
full-time basis 

20.6 No employee shall be transferred to a position outside the bargaining unit without 
their written consent. They shall retain the seniority previously acquired in the 
bargaining unit at the time of such transfer for up to six (6) months after transfer. 
This may be extended to a maximum of twelve (12) months with the written 
agreement of the union. 

ARTICLE 21 - TERMINATION, LAY OFF AND RECALL 

21 .O Both Parties recognize that job security should increase in proportion to length of 
seniority. 

21.1 Employee displacement rights are contingent upon: 

(a) seniority; 
(b) knowledge, qualifications and ability to do the normal requirements of the job. 

21.2 Where a lay off is necessary, the Employer shall meet with the Union to discuss the 
effect of such reduction on the level of services required and the classification levels 
of affected staff and to hear any representations of the Union. 

21.3 When the Employer determines that the services of an employee are no longer 
required beyond a specified date due to lack of work or discontinuance of a function 
or a reduction in an employee's hours of work, the Employer shall advise the 
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employee, in writing, that they will be laid off as well as the effective date of said 
layoff. Such communication shall also indicate any guarantee of a reasonable job 
offer and a list of classifications that are, in the opinion of the Employer, 
commensurate with the employee’s qualifications and displacement rights, if such a 
position is or becomes available. Within five (5) days of receipt of the notice of 
layoff, the employee will advise the Employer’s designated official (who shall be 
identified in the notice of layoff letter) in writing (which may be by e-mail) of the 
Employee’s “preferred location” for the purposes of paragraph 21.4. 

21.4 To minimize disruptions in the event of a layoff, the bumping employee will: 

(a) displace a less senior employee in the employee’s classification in the “preferred 
location” identified by the employee as per paragraph 21 -3. 

(b) when bumping into another classification as identified by the employer as per 
paragraph 21.3, displace the least senior employee in that classification. 

In either case, any displacement is subject to the requirements of subparagraph 
21.1 (b). 

21.5 Employees who are not in receipt of a guarantee of a reasonable job offer or who 
choose not to exercise displacement rights, shall be laid off and deemed surplus 
employees. 

21.6 The Employer shall then advise the Union of those employees affected. 

21.7 The Employer will notify all employees on the seniority lists of a pending lay off as 
soon as practical after notice to the Union as follows: 

All employees with more than six (6) months’ seniority but less than four (4) years’ 
seniority shall receive four (4) weeks’ notice prior to layoff or payment in lieu of 
notice. 

All employees with more than four (4) years’ seniority shall receive one (1) weeks’ 
notice for each year up to a maximum of eight (8) weeks’ notice prior to a layoff or 
payment in lieu of notice. 

21.8 Employees on layoff can exercise recall rights for a period of 24 consecutive months 
from their date of layoff. 

21.9 The employer shall notify all laid off employees by mail of all job postings in those 
classifications which, in the opinion of the Employer, are commensurate with the 
employee’s qualifications. 

21 .IO (a) Earlv Learning and Parentinu Prouram - Temporarv Closure of less than 60 
davs. 

Articles 21.0 to 21.9 inclusive do not apply to a layoff in Early Learning and 
Parenting Program employees when the employer is unable to operate the Early 
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Learning and Parenting Program premises due to labour disputes, loss of license, 
temporary or permanent closure of the facility/building in which the Early Learning 
and Parenting Program is being operated, or other emergency at the Early Learning 
and Parenting Program premises. When such a layoff occurs, the Employer will 
promptly take all reasonable steps to obtain a license under the Day Nurseries Act 
to operate the affected Early Learning and Parenting Program at an alternate 
location. 

(b) Earlv Learninq and Parentina Proqram - Permanent Closure 

When an Early Learning and Parenting Program is permanently closed 
employees affected by the closure will be allowed to exercise their rights under 
the collective agreement. 

21.1 1 No new employees will be hired until all laid off employees who are qualified for the 
vacant position have been offered the opportunity to be recalled to the vacancy. 

21 .I2 Grievances concerning lay offs due to a reduction in the working force will be 
initiated at Step 3 of the Grievance Procedure. 

21.1 3 Should an employee grieve their lay off or recall (i.e. that the employee should not 
have been laid off or should have been recalled) and should the outcome of the 
grievance rule in the favour of the employee, they shall be reinstated with full 
compensation of wages and benefits for time lost. 

21.1 4 Employment of an employee on probation may be terminated by one (1) weeks’ 
notice in writing or payment in lieu of such notice being worked out. 

21 .I 5 Any employee still on probation may terminate employment with one (1) week’s 
notice in writing. 

21.16 Each permanent employee will provide one (1) month’s notice in writing of 
termination of employment unless there are exceptional circumstances, in which 
case the Employer, may at their option, accept a written notice of termination that is 
less than one (1) month. The Employer may, at their option, make payment in lieu of 
all or part of such notice being worked out. 

21.17 Any part of a vacation period shall not be considered part of the notice of 
termination to the Employer. 

21.1 8 Benefits Pavable at Termination of Emplovment 

(a) Vacation pay: as per Article 37, the employee will be paid any earned vacation 
pay owing up to the point of termination. 

(b) Sick leave gratuity: as per Article 43.1 where it applies. 

(c) Pension benefits as set out in the Ontario Municipal Employees Retirement 
System. 
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ARTICLE 22 - HOURS OF WORK FOR EARLY LEARNING & PARENTING PROGRAMS AND ONTARIO 
EARLY YEARS CENTRE EMPLOYEES 

Early Learninq and Parentinq Proarams 

22.0 

22.1 

22.2 

22.3 

22.4 

22.5 

The Early Learning and Parenting Program employees will follow the normal 
elementary school calendar from September to June inclusive. 

During the weeks of operation, there normally will be two shifts daily: 
8:30 a.m. to 4:30 p.m. 
9:00 a.m. to 5:OO p.m. 

Day Care Centres within the Early Learning and Parenting Program operate the full 
calendar year, 7:OO am to 6:OO pm weekdays. 

Normally, there will be four (4) shifts which ECE employees will work on a rotational 
basis: 
7:OO am to 3:OO pm 
8:OO am to 4:OO pm 
9:15 am to 515 pm 
1O:OO am to 6:OO pm 

The normal hours of work for the Program Assistant will be 8:30 am to 4:30 pm. 

ECE employees in the Day Care Centre may change shifts with another ECE 
(including the Lead ECE) with the prior permission of the Employer. The request for 
shift change shall be made at least twenty-four (24) hours in advance of the 
proposed change and such request shall not be unreasonably denied. The parties 
agree that neither employee would be entitled to claim overtime in the event the 
shift change, if granted, would result in one or both employees working in excess of 
their regular hours. 

The normal work week is thirty-five (35) hours for Early Learning and Parenting 
Program employees. 

Flexible working hours may be arranged with the approval of the Employer. 

The Employer does not guarantee these standard hours of work but before any 
change is made, or new or different shifts are established, there will be prior notice 
to and discussion with the Union, with as much prior notice as possible. 

Employees shall be allowed one (1) fifteen (15) minute break in each morning and 
each afternoon of every normal working day and one (1) hour for lunch on every 
normal working day. 
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Ontario Earlv Years Centre 

22.6 

22.7 

22.8 

22.9 

Hours of operation for the Ontario Early Years Centre - Niagara Centre are 
Monday, Wednesday, Friday and Saturday, 8:30 a.m. to 4:30 p.m., and Tuesday 
and Thursday, 8:30 a.m. to 7:30 p.m. 

The normal work week shall be five (5) shifts of seven (7) hours each, thirty-five (35) 
hours per week. 

Employees shall be allowed one (1) hour for lunch each day plus one fifteen (15) 
minute break in the morning and afternoon of each normal day. 

Employees at the Centre, with the exception of the Receptionist/Secretary, will be 
scheduled on a three-week rotation schedule which may include evening and 
Saturday shifts. OEYC Mobile Resource employees will be scheduled Tuesday 
through Saturday or Monday through Friday, including one evening shift per week. 

22.10 Employees shall not be permitted to change shifts once scheduled without prior 
permission from the Employer. Requests for such change shall be made at least 
twenty-four (24) hours prior to such change being made. Permission for a change 
shall not be unreasonably withheld. 

22.11 No employee shall be scheduled to work a split shift except for emergency 
situations. 

22.12 The employer does not guarantee these standard hours of work but before any 
change is made, or new or different shifts are established, there will be prior notice 
to and discussion with the Union, with as much prior notice as possible. 

ARTICLE 23-HOURS OF WORK FOR ALL EMPLOYEES EXCEPT RESIDENTIAL SERVICE EMPLOYEES 

23.0 (a) The normal work week for all employees, save and except those employees 
covered in Article 22 and 24, the Courier Maintenance employees and First 
Response Workers, shall consist of five (5) six and three-quarter (6-3/4) hour 
days from Monday to Friday inclusive, for a total of thirty-three and three- 
quarter (33-3/4) hours per week. 

(b) The normal work week for Courier Maintenance employees shall consist of five 
(5) eight (8) hour days from Monday to Friday inclusive, for a total of forty (40) 
hours per week. The hours of work for the Courier-Maintenance employees will 
be 7:30 a.m. to 4:30 p.m., September until June, inclusive. The hours of 
work for July and August will be 7:OO a.m. to 4:OO p.m. 

(c) First Response Workers shall work two shifts on a rotational basis, Monday 
through Sunday inclusive. The day shift will be 8:30 am to 4:30 pm and the 
afternoon shift will be 3:OO pm to 11 :00 pm. The normal shift will be seven (7) 
hours, averaging a total of thirty three and three-quarter (33-3/4) hours per week. 
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The employer will endeavour to schedule shifts as evenly as possible governed 
by the efficient operation of the service. Employees will not be permitted to 
change shifts once scheduled without the prior permission of the employer. 
Requests for such change shall be made at least twenty-four (24) hours prior to 
such change being made. Permission for change shall not be unreasonably 
withheld. 

23.1 

23.2 

23.3 

23.4 

23.5 

(a) The Employer's offices will be open from 8:30 a.m. to 4:30 p.m. Monday to 
Friday inclusive, save and except for the period of July and up to and including 
the Friday before Labour Day, when the hours will be from 8:30 a.m. to 4:OO p.m. 

(b) The Employer's offices may be open evenings. These evening hours are only to 
accommodate prearranged evening appointments 

(c) To assist employees with establishing and maintaining a healthy worklfamily life 
balance, flexible working hours may be arranged with the approval of the 
Employer provided service needs are maintained. Such arrangements may be 
for short or extended durations but must not conflict with the provisions of the 
collective agreement or the Employment Standards Act. Flextime arrangements 
for extended periods shall be identified in writing. 

Employees shall be allowed one (1) hour and fifteen (15) minutes for lunch each 
day, except in the months of July and August when the lunch period shall be one (1) 
hour. The Courier-Maintenance employees and First Response Workers will be 
allowed one (1) hour for lunch each day. 

Employees shall be allowed one (1) fifteen (15) minute break in the morning and 
afternoon of each normal day, save and except the months of July and August 
when there will be one (1) fifteen (15) minute break in the morning only. 

No employee shall be scheduled to work a split shift except for emergency 
situations. 

The Employer does not guarantee these standard hours of work but before any 
change is made, or new or different shifts are established, there will be prior notice 
to and discussion with the Union, with as much prior notice as possible. 

ARTICLE 24 - HOURS OF WORK FOR RESIDENTIAL SERVICES EMPLOYEES 

24.0 The Regional Adolescent Centre (RAC) operates twenty-four (24) hours per day, 
fifty-two (52) weeks per year and shall operate on three (3) shift schedules of eight 
(8) hours each for seven (7) days per week as follows. 

(a) Except as noted below, Child Care Workers will work two shifts on a rotating 
basis with every second weekend off: Day shift (7:OO am to 3:OO pm) and 
Afternoon shift (3:OO pm to 11:OO pm), from the beginning of September 
through to the end of June. For the period beginning July through to the end of 
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August, Day shift will be 7:30 am to 3:30 pm and Afternoon shift 3:30 pm to 
1 1 :30 pm. 

One Child Care Worker at each site shall, as required by the Employer, work a 
permanent afternoon shift from Sunday to Thursday to meet service needs. 

The Child Care Worker assigned to the Section 27 Classroom shall work Day 
shift when the school is operating and otherwise shall be deployed as deemed 
necessary by the employer to provide coverage on either Day or Afternoon 
shifts at either RAC site. 

(b) Night Duty Workers will work Night shifts (11:OO pm to 7:OO am) from the 
beginning of September through to the end of June. For the period beginning 
July through to the end of August, Night shift will be 11 :30 pm to 7:30 am. 

(c) The Housekeeper will work Day shifts, Monday to Friday, eight (8) hours each 
day, from 8:30 am to 4:30 pm. 

The normal workweek for the Child Care Worker, Night Duty Worker and 
Housekeeper classifications at the RAC shall be five (5) shifts of eight (8)  
hours each, forty (40) hours per week, averaged over a two (2) week period. 

24.1 (a) The Employer will endeavour to schedule shifts as equitably as is possible 
governed by the efficient operation of the Regional Adolescent Centre. Shifts 
will be offered and filled in seniority order. 

(b) Shift schedules will be posted three (3) weeks in advance of implementation. 

(c) Employees shall not be permitted to change shifts once scheduled without prior 
permission from the Employer. Requests for such change shall, where 
practicable, be made at least twenty-four (24) hours prior to such change being 
made. Permission for change shall not be unreasonably withheld. 

(d) Employees shall not be required to work successive statutory holidays. 

(e) Employees will not be required to work in excess of the limits established under 
the Employment Standards Act except in cases of emergency. Emergency for 
the purpose of this sub-Article means when no other qualified bargaining unit 
employee is available for the shift for reasons such as illness, inaccessibility 
because of weather or failure to reach through telephone contact, etc., and at no 
time will this exceed sixteen (16) consecutive hours without an eight (8) hour 
break. 

(f) Employees will not be scheduled to work more than ten (1 0) Afternoon or Night 
shifts in a fourteen (14) day period unless it is as a result of the employee 
agreeing to work overtime. 

(9) No employee shall be scheduled to work a split shift except for emergency 
situations. 
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24.2 The Employer does not guarantee these standard hours of work but before any 
change is made, or new or different shifts are established, there will be prior notice 
to and discussion with the Union with as much prior notice as possible. 

ARTICLE 25 - OVERTIME 

25.0 (a) An employee is entitled to overtime compensation for each additional 
completed period of fifteen (1 5) minutes of overtime worked; 

(i) when the overtime work is authorized in advance by the Employer, 

(ii) in the case of an emergency or in any other circumstance deemed 
appropriate by the employer, 

(iii) when the employee does not control the duration of the overtime work. 

(b) If overtime is not approved in advance due to an emergency or any other 
circumstance, it must be approved retroactively, as soon as possible, after such 
overtime occurs. 

(c) Employees shall record starting and finishing times of overtime in a form 
determined by the Employer and approved by the employee's immediate 
Supervisor. 

(d) Entitlement to compensatory time off commences on an hour for hour basis: 

(i) in excess of thirty-three and three (33 3/4) hours up to a maximum of forty 
(40) hours per week. 

(ii) at time and a half in excess of forty (40) hours per week. 

(e) Compensatory time off shall be taken within a ninety (90) day period. An 
extension of the ninety (90) day period may be allowed if agreed to in written 
form and signed by the Employee and Employer. If there is no written extension 
agreement, between the Employer and Employee, the Employee shall be paid 
for such hours. 

(f) An employee required to work two (2) hours beyond their scheduled normal 
workday, will be reimbursed for a meal allowance of up to ten ($10.00) dollars 
and up to twenty ($20.00) dollars if the overtime is accumulated outside of the 
Niagara Region. 

(9) If the Employer for any cause, determines the agency to be closed, an employee 
who is required to work and is not allowed to leave their post, shall be paid 
overtime, until replaced by the next shift employee. 

25.1 Opportunities for overtime shall be distributed by the Employer as equally as is 
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practical among the employees in a department who normally perform the work 
involved when averaged over a six (6) month period. 

25.2 

25.3 

25.4 

The Supervisor shall make every reasonable effort to accommodate the wishes of 
an employee with respect to the time and manner of taking lieu days and 
compensatory time off, subject to operational needs. 

The maximum number of consecutive days off in lieu of overtime payment shall be 
limited to five (5) days at any one time. The scheduling of lieu days off must be 
approved by the employee's immediate supervisor. 

The Employer will accept an employee's request to be excused for personal 
reasons from an overtime assignment on the understanding that the parties agree 
overtime is necessary and on occasion when no other employee who normally 
performs the work is available, may require the refusal of such an employee's 
request. 

Call Back 

An employee who leaves his or her place of work and is subsequently called back to 
work prior to the starting time of his or her next scheduled shift or regular day hour 
of work, shall be paid a minimum of four (4) hours pay at his or her basic hourly rate 
or at the applicable overtime rate for the time worked on the call in, whichever is 
greater. 

ARTICLE 26 - SHIFT DIFFERENTIALS 

26.0 

26.1 

26.2 

For the purpose of determining applicable shift differentials, any shift that starts at 
6:OO a.m. or later but not later than 1 :30 p.m. shall be considered day shift and shall 
be paid no shift premium. Any shift that starts at 1 :30 p.m. or later but not later than 
8:OO p.m. shall be considered the afternoon shift. Any shift that starts at 8:OO p.m. 
or later but not later than 6:OO a.m. shall be considered the night shift. 

The Employer shall pay shift premiums as follows: 

seventy cents ($0.70) per hour for the afternoon shift and seventy-five cents ($0.75) 
per hour for the night shift. 

An employee regularly scheduled for an afternoon or night shift who is required to 
start their shift early and completes their regular eight (8) hour shift or continues to 
work beyond the end of such shift shall be paid the shift premium for all consecutive 
hours so worked. An employee regularly scheduled for the day shift who is required 
to start their shift early and completes their regular eight (8) hour shift or continues 
to work beyond the end of such shift shall be paid the shift premium. 
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ARTICLE 27 - EMERGENCY ON CALL (AFTER HOURS SERVICE) 

27.0 No employee under this Agreement will be required to be on "Emergency On-Call 
(Aft er H o u rs Service ) 'I. 

ARTICLE 28 - LEAVE OF ABSENCE - GENERAL 

28.0 For the purpose of this Agreement, a "leave of absence" is an authorization for an 
employee to be absent from work for a definite period of time which has been 
approved in advance by the Employer. 

28.1 (a) An employee may request up to five (5)  days off per year (prorated to 4 days for 
the ten month Early Learning and Parenting Program employees) with no 
loss of pay to attend to personal matters related to: 

unpredicted family health emergencies where alternative arrangements 
cannot be reasonably made; 
unpredicted family care arrangements where alternative arrangements 
cannot be reasonably made; 
scheduled appointments'for both personal and family health matters where 
the appointment cannot be reasonably made outside the normal hours of 
work. 

Employees requesting Personal Leave Days must do so in writing at least one week 
in advance except in the case of emergencies where the employee will give such 
notice as soon as is practicable after the circumstances become known. In the 
case of scheduled appointments the Supervisor shall grant such leaves subject to 
the Employer's ability to provide necessary service coverage. 

Personal Leave Days cannot be carried over into the next calendar year and there 
is no cash payout in lieu of. 

(b) A leave of absence of five (5 )  calendar days or less without loss of seniority 
shall be considered as informal leave and may be granted by the Director of 
Human Resources provided the leave does not unreasonably interfere with the 
efficient operation of the Employer. Such leaves may be charged to vacation 
time or taken as unpaid leave. To the extent possible; such requests must be 
made at least one (1) week prior to the requested starting date of the leave. 

A leave of absence without pay of more than five (5) calendar days shall be 
considered a formal leave and may be granted by the Executive Director or 
designate. To the extent possible, such applications must be made in writing at 
least two (2) weeks prior to the requested starting date of the leave. Such leave 
shall not exceed three (3) months except in special circumstances. Seniority 
shall accumulate during such leave. 

For the purpose of this Agreement except where otherwise provided in the 
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respective plans, insurance coverage during any formal leave of absence shall 
be administered as prescribed in Article 41 of this Agreement. 

(e) Upon return from an approved leave of absence, an employee will be reinstated 
in their position as per article 28.3 (a). 

28.2 (a) Upon request to the Employer, an employee elected or appointed to represent 
the Union at conventions or conferences, shall be allowed leave of absence with 
pay and benefits provided that such leave will not total more than thirty-six (36) 
working days per calendar year for the total bargaining unit; not more than three 
(3) persons shall be granted leave at any one time. The Union shall reimburse 
the Employer for all pay and benefits during the period of absence. Such leave 
shall be allowed provided it does not interfere with the efficient operation of the 
Employer. Notice of such leave is to be given to the Director of Human 
Resources at the first opportunity and at least two (2) weeks prior to such leave 
taking place. 

(b) Upon receipt of not less than one (1) month's notice, the employer shall grant a 
leave of absence to not more than one (1 ) employee who is elected or selected 
for a full time position with the Canadian Union of Public Employees, the Ontario 
Federation of Labour, or the Canadian Labour Congress for a period of up to 
one (1 ) year. At the discretion of the Employer such leave may be extended for 
a further period not to exceed one (1) year. During such leave the Employer 
will not be liable for any salary or benefits and such employee shall be employed 
by CUPE or the appropriate affiliate. Any employee granted such leave 
agrees to notify the Employer of their intention to return to work eight (8) 
weeks prior to the conclusion of such leave. 

28.3 (a) Upon receipt of not less than one (1) month's notice, the Employer may, at its 
discretion, grant an employee with five (5) years or more seniority a leave of 
absence for a period of up to one (1) year. The leave shall be without 
pay but with benefits. Seniority for the purpose of Articles 18 & 21 only will 
accumulate during the first seventeen (1 7) weeks of such leave after which time 
seniority will be frozen. Upon return to work the employee will be placed in their 
former position unless otherwise stipulated in writing by the Employer in their 
response to the employee's leave application. If the employee's former position 
no longer exists the employee shall be placed in a position as though being 
recalled to work following a lay-off in accordance with Article 21 

Employees with less than five (5) years seniority may be granted a leave under 
the terms as specified provided the employee covers the cost of the benefit by 
post dates cheques. 

(b) The employee shall give the Employer at least eight (8) weeks' notice of his 
intention to return to work. 

(c) The employer may, at its discretion, grant additional years leave of absence to 
an employee without pay or benefits. The employee shall retain their seniority 
but not accumulate any further seniority. Recall will be in accordance with the 
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aforementioned Article. 

ARTICLE 29 - EDUCATIONAL LEAVE AND CAREER DEVELOPMENT 

29.0 A leave of absence without pay for educational or career development purposes 
may be granted to an employee who has completed two (2) years continuous 
service. The Employer will endeavour to grant at least one (1) employee each year 
such educational leave provided such leave does not interfere with the efficient 
operation of the Employer. 

29.1 A request for a leave of absence for the purpose of full time study at an educational 
institution will be considered for one (1) academic year at a time. Where an 
employee who has successfully completed any one year of studies, wishes to return 
for a second or subsequent year of studies, they should reapply for a further leave 
of absence; and the Employer may not unreasonably withhold or refuse extension 
of such employee's leave of absence. 

29.2 Educational leave selection criteria shall include length of service, performance, 
acceptance to the course, relevance of the course to the employer and a 
commitment to return to the Employer upon completion of the program. 

29.3 (a) The employee must sign an Agreement indicating they will return to the 
Employer upon completion of the educational leave. The commitment shall be 
twelve (12) months of employment for one (1) academic year of study. 

(b) Where the employee fails to return to the Employer, they shall reimburse the 
Employer for the total cost that was expended on their behalf during the period 
of study. Where the employee resigns from the Employer before the completion 
of their commitment, the employee shall be required to reimburse the Employer 
that amount of money which is proportionate to the total cost expended on their 
behalf. 

(c) Reimbursement for failure to fulfil their commitment will not be expected where 
the employee has become ill. Individual situations will be reviewed on their 
merits. 

29.4 (a) An employee wishing to apply for educational leave of absence shall notify the 
Director of Human Resources, in writing, of their interest by March 1st of the 
year the applicant wishes such leave. 

(b) The Employer shall inform all applicants by June 1 st of the year of application as 
to whether or not the leave is granted. 

I 

29.5 Should an educational leave of absence be granted, the Employer shall continue to 
pay one hundred percent (1 00%) of the premium payments for the benefit plans as 
set out in Article 41. 
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29.6 

29.7 

29.8 

29.9 

(a) Seniority will accumulate during the first seventeen (1 7) weeks of such leave. 

(b) The employee shall give the Employer at least eight (8) weeks notice of his 
intention to return to work. 

(c) When the employee returns to work upon expiration of an educational leave of 
absence of up to one (1) year, they will be reinstated in their former position. If 
the former position no longer exists, the employee shall be placed in a position 
of comparative classification and value subject to seniority. If the employee 
notifies the Employer prior to the leave in writing that they do not wish to return 
to this position, they will be provided with a position at the wages for their 
classification without the necessity of such vacancy being posted. 

An employee may request leave with no loss of salary, to a maximum of five (5) 
working days per year to attend, at the employee's own expense, professional 
development courses that would benefit their employment with the agency and 
provided that such leave does not interfere with the efficient operation of the 
Employer. Requests must be made in writing to the Director of Human Resources 
at least two (2) weeks prior to the requested leave. 

The Employer may post notice of any forthcoming extension courses or work study 
programs, for which employees may be selected, in order that interested employees 
shall be aware of the type, duration, location and required qualifications of the 
course and be able to make application thereof. Whenever possible such notice 
shall be posted for a minimum of ten (1 0) days prior to the course. 

(a) It is the policy of the employer to maintain a staff training program within the 
agency, in order to provide an opportunity for employees to upgrade their skills 
and knowledge, in areas related to their work. 

(b) Where an employee and supervisor identify additional training or developmental 
needs, or job enrichment opportunities, which may be met by attendance at a 
conference, workshop, or seminar outside of the agency's own training program, 
the Director or their delegate may authorize such attendance. 

(c) The employer may pay part or all of the costs of such training, should funds be 
available and employees will suffer no loss of pay, should all or part of the 
training require their absence during regular working hours. 

(d) If an employer requires an employee to take additional training or courses and 
the training or courses is after working hours, all hours spent in training or on 
course shall be considered as hours worked and the employee shall receive 
their regular rate of pay or time off in lieu of wages. 

ARTICLE 30 - BEREAVEMENT LEAVE 

30.0 Upon the death of a member of an employee's family, the employee will be granted 
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a leave of absence with pay, for bereavement purposes, as follows: 

(a) Five (5) working days for a parent, spouse/partner, child, step-parent or step- 
child of the employee. 

(b) Three (3) working days for a ward of the employee, brother or sister, mother- or 
father-in-law, sister- or brother-in-law, grandparent or grandchild of the 
employee; or any blood relative permanently residing in the employee’s 
household. 

(c) One (1 ) working day for the spouse/partner of employee’s child; the step-parent, 
foster parent, foster child, grandparent, step-grandparent or step-grandchild of 
the employee’s spouse/partner; aunt, uncle, niece or nephew; or a relative of the 
employee who is dependant on the employee for care or assistance. 

(d) Where the funeral occurs outside the province, reasonable travel time up to five 
(5) working days without pay may be granted at the discretion of the Director of 
Human Resources. 

(e) An employee may request short periods of time off during normal working hours 
A Supervisor may grant such time off should the to attend a funeral. 

circumstances warrant it. 

(f) Special circumstances are at the discretion of the Director 

30.1 If during a period of compensatory leave, an employee is bereaved in circumstances 
under which they would have been eligible for bereavement leave under Article 30.0 
of this Article, they shall be granted bereavement leave and their compensatory 
leave credits shall be restored to the extent of any concurrent bereavement leave 
granted. 

ARTICLE 31 - COURT LEAVE & LEAVE FOR PUBLIC DUTIES 
4 

31 .O 

31.1 

31.2 

The Employer shall grant leave of absence without loss of seniority to an employee 
who is required to serve as a juror, or attend at a coroner’s inquest, or is 
subpoenaed as a witness in any Court. The employer shall pay such an employee 
the difference between their normal earnings and the payment they receives for jury 
service or court witness, excluding payment for travelling, meals or other expenses. 
The employee will present proof of service and the amount of pay received. 

With the exception of staff at the Regional Adolescent Centre and First Response, 
where an employee is on call for jury duty and where not required for the entire 
court day, the employee will report for work as soon as is reasonably possible if 
discharged from jury duty on or before 12:OO noon. 

Employees who work at the Regional Adolescent Centre or on the First Response 
team who are called in to Court for jury duty on a day on which they are scheduled 
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to work an evening or night shift will be deemed to be unavailable for the scheduled 
shift, even if not required for the entire court day. 

31.3 When elected to Federal, Provincial or Municipal offices, the Employer may grant 
leave of absence without pay and without loss of seniority accumulated up to the 
date the leave begins, but with no further accumulation of seniority, for one (1) term 
of office. One further extension of one (1) term may be granted, on written applica- 
tion. Such leave of absence is at the discretion of the Executive Committee. 

ARTICLE 32 - PATERNITY LEAVE 

32.0 The Employer shall grant to a male employee five (5) days leave of absence without 
loss of pay and benefits for the needs directly related to the birth or adoption of their 
child. 

(a) Upon request, the employee concerned shall produce a certificate by a legally 
qualified medical practitioner specifying, in their opinion, the date upon which the 
employee’s spouse/partner’s delivery will occur. 

(b) Such leave shall be arranged in consultation with the Director of Human 
Resources. 

ARTICLE 33 - PREGNANCY. PARENTAL. OR ADOPTION LEAVE 

33.0 For the purpose of this Article, parent is defined to include a birth parent, adoptive 
parent, and a person who is in a relationship of some permanence with a parent of 
a child and who intends to treat the child as their own. 

Pregnancy, Parental and Adoption Leave will be granted in accordance with the 
provisions of the Employment Standards Act, 2000, as amended, except where 
amended in this Article. 

(a) Upon receipt of medical proof of pregnancy and the employee’s due date from a 
legally qualified medical practitioner and upon the request of the female 
employee who has been employed for at least 13 weeks prior to her due date, 
the Employer shall grant a leave of absence to such employee up to a maximum 
of twelve (1 2) months consisting of seventeen (1 7) weeks of pregnancy leave 
and thirty-five (35) weeks of parental leave. 

(b) Upon receipt of an authorized statement of intent to place a child for the purpose 
of adoption and upon the request of the employee, the Employer shall grant a 
leave of absence to such employee to a maximum of twelve (1 2) months for the 
adoption of a child: thirty-five (35) weeks of parental leave followed by seventeen 
(1 7) weeks of unpaid leave. 

(c) An employee who has been employed for at least 13 weeks and who is a parent 
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and has not taken pregnancy leave shall be entitled to thirty-seven (37) weeks of 
parental leave following the birth of a child, or following the coming of a child into 
custody, care and control of a parent for the first time. Parental leave must 
commence no later than fifty-two (52) weeks after the day the child is born or 
comes into the employee's custody, care and control for the first time. ' 

33.1 An employee may begin pregnancy leave no earlier than seventeen (1 7) weeks prior 
to the due date of the child. The employer shall not deny the pregnant employee 
the right to continue employment during the period of pregnancy. 

33.2 The request for a leave of absence by the employee must be made in writing to the 
Employer at least one (1) month prior to the commencement date of the pregnancy 
leave and two (2) weeks prior to the commencement of adoption or parental leave. 

33.3 The employee shall give the Employer at least four (4) weeks' written notice of his or 
her intention to return to work or not from pregnancy, parental or adoption leave. 

33.4 Upon return to work at the conclusion of a pregnancy, parental or adoption leave, 
the employee shall be reinstated in the position held prior to the commencement of 
such leave. If the former position no longer exists the employee shall be placed in a 
position of comparable classification and value subject to seniority. The Employer 
shall pay a reinstated employee a wage that is at least equal to the greater of: 

(i) the wages the employee was most recently paid by the Employer; or 

(ii) the wages that the employee would be earning had the employee worked 
throughout the leave. 

33.5 An employee on pregnancy, parental or adoption leave shall accrue seniority 
pursuant to the Employment Standards Act, 2000, as amended. 

33.6 A regular full time employee who is on pregnancy leave as provided under this 
Agreement who is in receipt of Employment Insurance pregnancy benefits pursuant 
to the Employment Insurance Act, as amended, shall be paid a supplemental 
unemployment benefit (SUB). That benefit will be equivalent to the difference 
between seventy-five per cent (75%) of their regular weekly earnings and the sum of 
their weekly Employment Insurance benefits and any other earnings. Such 
payment shall commence following completion of the two week Employment 
Insurance waiting period, and receipt by the Agency of the employee's Employment 
Insurance cheque stub as proof that the employee is in receipt of Employment 
Insurance pregnancy benefits, and shall continue while the employee is in receipt of 
such benefits for a maximum period of fifteen (1 5) weeks. The employee's regular 
weekly earnings shall be determined by multiplying their regular hourly rate on their 
last day worked prior to the commencement of the leave times their normal weekly 
hours. 

33.7 The sub benefit plan will be paid concurrent with the leave. 
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33.8 Maternity Related Reassianment 

An employee who is pregnant or nursing may, during the period from the beginning 
of pregnancy to the end of the twenty-fourth week following the birth, request the 
Employer to modify her job functions or reassign her to another job if, by reason of 
the pregnancy or nursing, continuing any of her current functions may pose a risk to 
her health or that of the foetus or child. The employee's request must be 
accompanied or followed as soon as possible by a medical certificate indicating the 
expected duration of the potential risk and the activities or conditions to avoid in 
order to eliminate the risk, and the Employer will implement this request upon 
receipt of the medical certificate. 

ARTICLE 34 - PRE-PAID LEAVE PLAN 

34.0 

34.1 

34.2 

34.3 

34.4 

34.5 

34.6 

The Pre-Paid Leave plan is available to employees wishing to spread four (4) year's 
salary over a five (5) year period, in accordance with Part LXVllll of the Income Tax 
Regulations, Article 6801, to enable them to take a one (1) year leave of absence 
following the four (4) years of salary deferral. 

The employee must make written application to the Director of Human Resources at 
least six (6) months prior to the intended commencement date of the program (i.e., 
the salary deferral portion), in accordance with the provisions of Article 28.3 of the 
Collective Agreement. 

The number of employees that may be absent at any one time shall be determined 
by the provisions of Article 28.3. The year, for purposes of the program shall be 
September 1 st of one year to August 31 of the following year or such other twelve 
(1 2) month period as may be agreed upon by the employee and the employer. 

Written applications will be reviewed by the Director of Human Resources. 

During the four (4) years of salary deferral, 20% of the employee's gross annual 
earnings will be deducted and held for the employee and will not be accessible to 
them until the year of the leave or upon withdrawal from the plan. 

The manner in which the deferred salary is held shall be at the discretion of the 
employer. 

All deferred salary, plus accrued interest, if any, shall be paid to the employee at the 
commencement of the leave or in accordance with such other payment schedule as 
may be agreed upon between the employer and the employee. 

All benefits shall be kept whole during the term of the Pre-Paid Leave Plan subject 
to the terms of the governing insurance policy. 

Contributions to O.M.E.R.S. will be in accordance with the terms of the O.M.E.R.S. 
Pension Plan. 
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34.7 

34.8 

34.9 

An employee may withdraw from the plan at any time during the deferral portion 
provided three (3) months notice is given to the Director of Human Resources. 
Deferred salary, plus accrued interest, if any will be returned to the employee within 
a reasonable period of time. 

If an employee terminates employment, the deferred salary held by the employer 
plus accrued interest, if any, will be returned to the employee within a reasonable 
period of time. In case of an employee's death, the funds will be paid to the 
employee's designated beneficiary. 

Upon return to work the employee will be placed in their former position unless 
otherwise stipulated by the employee in writing in their letter of application. If the 
employee's former position no longer exists the employee shall be placed in a 
position of comparative classification and value. If the employee is not returning to 
their former position they will be placed in a position as though being recalled to 
work following a lay off in accordance with Article 21. 

34.10 Final approval for entry into the pre-paid leave program will be subject to the 
employee entering into a formal agreement with the employer in order to authorize 
the employer to make the appropriate deductions from the employee's pay. Such 
agreement will include: 

(a) A statement that the employee is entering the pre-paid leave program in 
accordance with Article 28 of the Collective Agreement. 

(b) The period of salary deferral and the period for which the leave is requested. 

(c) The manner in which the deferred salary is to be held. 

ARTICLE 35 - NO DUPLICATION OF PAY 

35.0 (a) For the same period of time, an employee shall not receive payments: 

(i) under more than one provision of this Agreement except for shift premium, 
car mileage and expense reimbursement and overtime; and with the under- 
standing that payment of regular wages for time worked on any holiday shall 
not exclude payment for such holiday; nor 

(ii) under a provision of this Agreement and from an outside source to which the 
Employer makes direct contributions such as W .S.I.B. (excluding a partial 
disability pension), Employment Insurance, Canada Pension Plan, etc. with 
the understanding that this does not affect the method of handling makeupof 
pay for court leave as specified in Article 31. 

(b) In the event of a situation where duplicate payment under Article 35.0 (a) (i) and 
(ii) might be in question, the Employer shall make up the payment applicable if 
need be, so that the employee receives the more favourable treatment. 
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ARTICLE 36 - PAID HOLIDAYS 

36.0 The Employer recognizes the following paid holidays at the employee's standard 
rate of pay: 

New Year's Day Labour Day 
Good Friday Thanksgiving Day 
Easter Monday 
Victoria Day Christmas Day 
Canada Day Boxing Day 
Civic Holiday 

Floater Holiday (in lieu of Remembrance Day) 

and either the last working day before Christmas or the last working day before New 
Year's at the choice of the individual employee and subject to the approval of the 
Employer; and Heritage Day, if and when proclaimed as a holiday by the Federal 
Government . 

36.1 When any of the said holidays fall on other than a regular working day, then the 
Employer shall designate either the preceding Friday or the following Monday as the 
day upon which the said holiday will be celebrated. Where an employee's regular 
days off are other than Saturday or Sunday, the employee shall receive within thirty 
(30) days, a day off with pay adjacent to their scheduled days off subject to Article 
36.6. 

36.2 Should one or more holidays as set out in Article 36.0 occur during an employee's 
vacation, such vacation shall be extended by the number of days or the employee 
shall be given the equivalent time off within the calendar year with pay. 

36.3 In order to be entitled to payment for the holiday, an employee must have worked 
their full regularly scheduled working day immediately preceding and succeeding the 
paid holiday or having been scheduled to work fails, with reasonable cause, to work 
the full day. 

36.4 An employee required to work on a holiday will be compensated at one and one-half 
(1-1/2) times their regular hourly rate for the hours so worked on the holiday and 
another day compensatory time off with pay. 

36.5 An employee who observes religious holidays on days other than those set out in 
Article 36.0 may, with prior notification to their immediate Supervisor, use the 
Floater Holiday or a vacation day or compensating day to observe the religious 
holiday . 

36.6 The Employer shall make every reasonable effort to respect the wishes of the 
employee as to the time and manner of taking compensatory time off as 
described in this Article. 
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ARTICLE 37 - VACATIONS WITH PAY 

37.0 

37.1 

37.2 

(a) Effective January 1, 2007, a full time permanent employee who has completed 
their probationary period will be entitled to earn vacation time as follows: 

On completion of one (1) year service, they shall be entitled to four (4) weeks of 
vacation ; 

On completion of nine (9) years service, they shall be entitled to five (5) weeks 
of vacation; 

On completion of eighteen (18) years service, they shall be entitled to six (6) 
weeks of vacation; 

On completion of twenty-five (25) years service, they shall be entitled to seven 
(7) weeks of vacation. 

No employee shall take more than twenty (20) days vacation at one time except by 
special permission of the Executive Director or their designate. Such request shall 
not be unreasonably denied. 

(b) Vacation pay shall be in the amount of 2% of wages for each week of vacation 
entitlement, (all monies paid by the Employer to the Employee) as defined in the 
Employment Standards Act, 2000, as amended, including Union leaves. 

It is understood that vacations with pay are an earned benefit of employment. 
However, an employee may continue to earn vacation with pay in accordance 
with Article 43.1 (c), Sick Leave Benefit at the number of weeks of 100% 
income, but not thereafter. Employees on an unpaid absence do not earn 
vacation with pay. Employees on a paid absence will earn vacation with pay. 

Upon completion of the probationary period, the employee shall be entitled to 
utilize earned vacation time subject to Article 37.3. 

Vacations for Early Learning and Parenting Program (EL&PP) Early Childhood 
Educators and Lead Early Childhood Educators must be taken during designated 
school breaks in the elementary school calendar. Time off during school breaks 
and summer break period, in excess of vacation entitlement shall be deemed lay-off 
and seniority shall not accrue. 

Vacations for EL&PP Day Care Centre employees must be taken during the 
designated Christmas break and the two (2) week summer closure. Any remaining 
vacation leave may be granted as per 37.3. 

A full time employee who has completed their probationary period may take all of 
their vacation in the vacation year in which it is earned subject to the approval of 
their supervisor but must take their full vacation for such year no later than six 
months following the vacation year. 
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37.3 The Employer reserves the right to grant an employee’s vacation leave, but shall 
make every reasonable effort: 

(a) to provide the employee’s leave in an amount and at such time as the employee 
may request; 

(b) to consider length of service while providing for an equitable system for vacation 
approval, coverage and leave where conflict between requests occurs; 

(c) not to recall an employee to duty after the employee has proceeded on vacation 
leave; 

(d) not to cancel nor alter a period of vacation leave which has been previously 
approved in writing, provided that the conditions of Article 37.7 have been 
fulfilled. Article 37.7 will not be used in an arbitrary manner. 

37.4 On termination of employment, an employee shall be entitled to all outstanding 
vacation pay earned up to the date of their termination. 

37.5 Prior to April 1 st of each year, the Supervisor shall circulate a schedule of which the 
employees will signify their vacation preferences. It is agreed that each employee 
will indicate a first and second choice. Preference for vacation times shall be dealt 
with in accordance with Article 37.3 above. It is understood that the employer shall, 
at all times, be entitled to establish a vacation schedule in accordance with the 
demands of service. The annual vacation schedule shall be posted no later than 
April 30th in the year in question. 

37.6 Before starting vacation leave, employees shall ensure their case recordings are up 
to date. Employees are expected to organize their day-to-day work responsibilities 
in a way that allows them to keep their duties up to date. If workload demands are 
such that an Employee has fallen behind and believes they will be unable to get 
caught up prior to hidher vacation, they should notify their supervisor of this 
circumstance as soon as possible. The employee and the supervisor will attempt to 
formulate a plan to get the recordings up to date in advance of the vacation. This 
plan may include defined amounts of overtime if the Supervisor authorizes it. 

37.7 Where, in respect of any period of vacation leave, an employee: 

(a) is granted bereavement leave; 
(b) is hospitalized, 
(c) is granted sick leave by the Executive Director, 

the period of vacation leave so displaced shall either be added to the vacation 
period, if requested by the employee and approved by the Employer, or reinstated 
for use at a later date. 

37.8 The Employer shall give an employee as much notice as practicable and 
reasonable of approval, denial, alteration or cancellation of a request for vacation 
leave. In the case of denial, alteration or cancellation of such leave, upon written 
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request by the employee, the Employer will provide reasons for the decision in 
writing. 

37.9 When the employer cancels or alters a period of vacation which has previously been 
approved in writing, the Employer shall reimburse the employee for the non- 
returnable portion of vacation contracts and reservations made by the employee, 
and any other lost monies in respect of that period, subject to the presentation of 
such documentation as the Employer may require. The employee shall make every 
reasonable attempt to mitigate such losses. 

ARTICLE 38 - WAGES 

38.0 

38.1 

38.2 

38.3 

38.4 

38.5 

During the life of this Agreement, the Employer and the Union agree that all 
payments of wages will be made in accordance with the wage rates set forth in 
Schedules attached hereto, which is hereby made a part of this Agreement. 

At the time of hiring, new employees shall receive a letter stating their starting salary 
and classification according to the Wage Schedules and a statement including a 
general outline of the job for which they have been hired. Such outline is not to be 
construed as the official job description. 

The Employer may hire a new employee at a rate higher than the starting rate of a 
classification set out herein where the Employer considers previous experience 
warrants a higher starting rate. 

When an employee is assigned to and performs the principal duties of a higher 
paying position they shall receive the rate for the job. When an employee is 
temporarily assigned to a position paying a lower rate, their classification rate shall 
not be reduced. 

(a) Pav Period: The pay period shall end at 11 5 9  p.m. every other Saturday. 

(b) Pav Dav: The employer shall pay salaries, wages and overtime biweekly on the 
Thursday immediately following the end of the pay period. All employees shall 
receive an itemized statement of their wages and deductions during their normal 
shift. All employees are paid by direct deposit to the financial institution of their 
choice. 

All employees shall be granted salary increments as determined and agreed upon 
by the Employer and Union as outlined in this collective agreement, according to 
their classification and seniority date (as amended). 

ARTICLE 39 - JOB CLASSIFICATION AND RECLASSIFICATION 

39.0 (a) If the Employer establishes a new job description or a new classification or 
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changes the basic requirements of a job or classification, the Employer 
shall supply the Union with a copy of the same. The Employer shall set the pay 
level and discuss the particulars with the Union promptly. 

(b) Within two (2) weeks, the Union shall notify the Employer of its acceptance of 
the pay level, or its desire to meet and discuss the pay level. Lack of 
notification shall be construed as acceptance. 

(c) If following the procedure in paragraphs (a) and (b) of this Article, the Parties fail 
to agree on the pay level and provided notice is given within thirty (30) days of 
the Employer's final answer, the question may be referred to Arbitration. The 
Arbitrator shall use no criteria other than the classifications and pay levelsin the 
Wage Schedules attached. 

ARTICLE 40 - MILEAGE AND EXPENSE REIMBURSEMENT 

40.0 

40.1 

40.2 

Employees who are required to use their vehicle for Employer business shall be 
paid at a rate of 41 cents per kilometre, effective the date of ratification of this 
Collective Bargaining Agreement (the initial payment occurrin the 1 6th of the month 
following ratification); 42 cents er kilometre, effective April 16 ,2007; and 43 cents 
per kilometre effective April 16 ,2008. The Society reserves the right to specify the 
means and route of travel, which may include car-pooling, and the use of rental 
cars. The Union and the Society agree that staff will carry out their duties with 
respect to travel in the most efficient manner possible. 

qh 

t R  

Allowable mileage and expenses will be paid by direct deposit. 

Each employee who uses their car for Employer business shall carry a car 
insurance policy of at least one million dollars ($1,000,000) public liability and 
property damage. Proof of such policy shall be furnished to the Employer upon 
request. 

It is understood and agreed that employees in the Child Welfare (Investigation & 
Assessment, Ongoing Service, Children in Care, Foster Care Resources and 
Adoption Worker), First Response Worker, Child Protection Support Worker and 
Child Care Worker I & I1 and Adult Protective Services classifications using their 
personal cars for Society business shall disclose work related usage to their 
personal insurance carrier. Upon submission of satisfactory proof of coverage and 
expense for business use insurance (annually), eligible employees will be paid a 
subsidy of up to twenty dollars ($20.00) per month. 
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40.3 

40.4 

40.5 

40.6 

Public Liabilitv Coveraae 

The Employer maintains Public Liability insurance coverage against Third Party 
Liability in the event of legal liability for bodily injury to or death of or damage to 
property of others, and includes as Additional Named Insureds, employees acting 
within the scope of their duties. 

For the correct and detailed wording and contract specifications, reference must be 
made to the Master Policy of the insurance carrier. 

Parking charges while on Employer business will be paid by the Employer. 

In accordance with agency policy and upon submission of proof of activation 
(annually), eligible employees will be paid a subsidy for business use of their 
personal cell phone. Effective the month of ratification of this agreement, the rate 
shall be $28.00 per month; $29.00 per month effective January 1,2008; and $30.00 
per month effective January 1, 2009. The parties agree that advances in 
technology may affect the effectiveness of cell phones as a communication and 
safety tool and the agency reserves the right to periodically review the cost 
effectiveness of this technology. 

Each employee required to carry an “F” class driver’s licence as a condition of their 
employment shall be reimbursed up to a maximum of $50.00 for the medical 
certificate required to maintain said licence. 

ARTICLE 41 - GENERAL BENEFIT PROGRAM 

41 .O (a) The Employer contributes towards premium payments for coverage for each 
regular full time employee under the following insurance plans: 

Item I - Employer’s Health Tax - Ward Hospital Coverage 

Item II- Supplementary Health Insurance Plan (Major Medical Benefits) 

Including vision care coverage of $300.00 per twenty-four (24) month period, 
effective date of ratification of this agreement. 

Hearing Aid coverage to a maximum of $800.00 every 48 months. 

No coverage for “over the counter” prescription drugs. 

Item 111 
Insurance and Dependent Life Insurance. 

- Group Life Insurance, Accidental Death and Dismemberment 

Item IV - Dental Care Plan - reimbursement will be based on a one (1) year lag 
in the ODA rates effective the date of ratification of this agreement and 
implemented on Jan. 1 st of each year. Periodontal recall every nine (9) months. 
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Dental plan includes 50% of orthodontic services, for a maximum of $750.00 per 
year and to a lifetime maximum of $1,500.00 for dependant children 6-1 8 years 
of age. 

(b) The above items are mandatory as a condition of employment for each 
employee residing in Ontario. However, where an employee is able to furnish 
proof of enrolment with spouse on Item I, II, Ill and IV, they shall so advise the 
Director of Human Resources and shall be exempt from such coverage. 

(c) Employees are eligible for items It, Ill and IV on the first of the month following a 
six (6) month waiting period. 

(d) The Employer shall pay for each participating regular full time employee one 
hundred percent (100%) of the cost of items I, II, Ill and IV in Article 41.0 (a) 
above. 

(e) The Employer shall provide the opportunity for an employee at their own option 
and at the employee's cost through payroll deduction to buy at group rates 
voluntary Personal Accident Insurance and Optional Term Group Life Insurance 
subject to the eligibility provisions of the applicable insurance plans (as permitted 
by the Human Rights Code). 

(f) Employees will notify the agency in writing of any changes to their benefit status. 

(9) The employer may change benefit carriers provided the benefits provided under 
the new carrier are equal to or greater than the benefits described in article 
41 .O (a). The employer shall provide the Union with notice of intent and 
confirmation of benefit levels prior to the changeover in carriers. 

41.1 (a) In the case of absence for illness, lay off or formal leave of absence, the 
Employer will continue to pay its share of the premiums of all items mentioned in 
Article 41 .O to a maximum of three (3) months from commencement of absence, 
except for educational leave of absence (Article 29.5) where such 
premiums will be paid for the duration of such leave. 

(b) However, in circumstances where an employee is absent because of illness for 
which they are in receipt of sick leave pay under the terms of Article 43.1 of this 
Agreement, the Employer shall continue to pay its share of premiums of items 
mentioned in Article 41 .O until such time as the employee is no longer in receipt 
of basic sick leave pay under the terms of this Agreement. 

41.2 In the case of absence for illness, injury compensable or not, or lay off and where 
the Employer has fulfilled its responsibilities as set out in Article 41 .O, thereafter the 
employee may pay full premiums through the Employer if they so desire for a 
maximum period of eighteen (18) months for lay off and no time limit regarding 
illness. 

When an employee with ten (10) or more years of active service with the employer 
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Canada Pension Plan 

Ontario Municipal 
Employee Retirement 
System (OMERS) 

goes on long-term disability the employer will continue to pay its share of premiums 
for benefits under Article 41.0 of the Collective Agreement for as long as the 
employee is on long-term disability. When an employee with less than ten (10) 
years of service goes on long-term disability, the employer will continue to pay its 
share of premiums up to the length of the employee’s active service with the 
employer . 

as per Government 
Schedule 

as per contribution set 
out in OMERS 

41.3 

41.4 

The terms of the policies and the rules and requirements of the various carriers of 
this General Benefit Program shall govern. It is understood that the Employer’s 
liability under this Article is limited to the payment of premiums as set out in this 
Article and that, by agreeing to make the group insurance plans set out in this 
Article available, the Employer does not assume the role of insurer and will not be 
liable as insurer. 

The Employer will pay the premiums for coverage of the benefits listed in items II, Ill 
and IV in Article 41 .O (a) with Group Life and AD&D to a maximum of $50,000 for 
any employee (who is otherwise eligible under the applicable insurance plans) with 
20 or more years of continuous service who takes early retirement (i.e. Prior to age 
65) pursuant to the Ontario Municipal Employees Retirement System (“OMERS”), 
and immediately upon taking such retirement, receives a pension from OMERS. 
Such coverage will be maintained until the employee reaches the normal retirement 
date, stops receiving an OMERS pension or dies, whichever occurs first. The parties 
agree that the payment of premiums under this article does not create any rights 
under this agreement for retirees, save and except for the right of the Union to 
grieve the non-payment of such premiums. 

ARTICLE 42 - PENSIONS 

42.0 In addition to the Canada Pension Plan, every full time employee shall join the 
Ontario Municipal Employees Retirement System which becomes effective in the 
first (1 st) month of employment for a new regular full time employee hired, and at 
the time of transfer for an employee transferring from another Employer and 
currently participating in OMERS. The employees and the Employer shall make 
contributions in accordance with the following schedule: 

Act 

as per Government 
Schedule 

as per contribution set 
out in OMERS 
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42.1 Retirement options shall be consistent with the criteria specified in the OMERS plan 
at the time the employee elects to retire. 

ARTICLE 43 - INCOME MAINTENANCE 

43.0 Work Place Safetv Insurance 

(a) The Employer shall pay the premiums for accident insurance coverage for 
employees under the provisions of the Workplace Safety Insurance Board in the 
event of accidents occurring while engaged on Employer business. 

(b) All accidents and injuries shall be reported immediately to a Supervisor. The 
affected Employee and Supervisor will then advise Human Resources who will 
complete the required Form 7 and have the employee sign, if available. The 
Employer shall provide the Employee with a copy of the Form 7 and submit it to 
the W.S.I.B. (as required by the guidelines) in order to give the Employee an 
opportunity to discuss with the Employer any errors or omissions which may 
exist. The Employer agrees to provide to the employee any return to work plan 
or any other prescribed information and/or correspondence between the 
Employer and the W.S.I.B., not copied to the employee. 

(c) An employee receiving full loss of earnings benefits or participating in a modified 
return to work program from W.S.I.B. shall accumulate seniority and shall be 
entitled to all benefits under this Agreement during seventeen (17) weeks of 
absence. After seventeen (1 7) weeks of absence; vacation, special leave days 
and seniority entitlement will be frozen and reinstated upon his/her return to 
work. 

43.1 Sick Leave Plan 

(a) For the purpose of this Agreement, "sick leave" means the period of time a full 
time employee is permitted to be absent from work with pay by virtue of being 
sick, quarantined or disabled, or because of an accident for which compensation 
is not payable under the Workplace Safety and Insurance Act. 

(b) The Employer may require an employee to produce a certificate from a qualified 
medical practitioner for any absence due to illness or injury. Where such 
certificates are requested, the Employer will reimburse the employee for fees 
charged for providing the information as long as a receipt is submitted. 

(c) Sick Leave Pay shall be provided by way of an employer funded Short Term 
Salary Continuance Plan payable for a maximum of 17 weeks according to the 
following table: 
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Less than 3 months 

3 months but less than 1 year 

1 year but less than 3 years 

3 years but less than 5 years 

5 years but less than 7 years 

7 years but less than 9 years 

9 years but less than 10 years 

10 years and over 

100% of income for 1 week 

100% of income for 2 weeks 
66 2/3% of income for 15 weeks 

100% of income for 4 weeks 
66 2/3'/0 of income for 13 weeks 

100% of income for 6 weeks 
66 2/3% of income for 11 weeks 

100% of income for 8 weeks 
66 2/3% of income for 9 weeks 

100% of income for 10 weeks 
66 2/3% of income for 7 weeks 

100% of income for 12 weeks 
66 2/3% of income for 5 weeks 

100% of income for 17 weeks 

Such benefits will be reinstated after a one month return to work in the case 
of a new illness and three months in the case of a recurring matter. 

Sick leave credits accumulated by employees prior to December 31, 1985 
under the previous sick leave plan, shall be frozen and may be used to 
supplement the short term sick leave plan on an hour for hour basis. 

(d) Exceptional circumstances regarding a sick or injured employee may, at any 
time, be considered by the Executive Committee of the Board of Directors 
who shall present their recommendation to the Board of Directors for approval. 

(e) An employee who has 10 or more years of service prior to December 31, 1985 
who terminates, or retires shall be entitled to a gratuity amounting to one-half (Y2) 

the sick leave standing to their credit as at December 31, 1985 to a maximum of 
six (6) months earnings, at their salary rate current at December 31, 1985. 

An employee hired prior to December 31,1985 who has at date of retirement ten 
(1 0) or more years of service, shall be entitled to a gratuity amounting to one-half 
(?4) the sick leave standing to their credit as at December 31, 1985, to a 
maximum of six (6) months earnings, at their salary rate current at December 31, 
1985. 
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43.2 (a) Lona Term Salarv Continuance: (as per terms of Master Policy underwritten by 
the Carrier) 

(b) The Employer shall pay one hundred percent (100%) of the premiums of the 
Long Term Salary Continuance Plan. 

(c) Enrolment in this insurance plan is a condition of employment. Membership will 
commence on the first of the month following the six (6) month waiting period. 

(d) The plan provides for a long term salary continuance plan subject to seventeen 
(1 7) weeks elimination period due to disability as a result of non-compensable 
accident or sickness. 

(e) The income benefit is 66-2/3% of all normal earnings at time of cessation of 
employment to a maximum of twenty-five hundred dollars ($2,500) with medical 
evidence of insurability. 

(f) Employees continue to accumulate seniority for the seventeen (1 7) weeks 
considered the elimination period only. When deemed to be on Long Term 
Disability, the Employee’s seniority is frozen until a return to work or termination 
of employment. 

(9) An employee who returns to work from sick leave, long term disability (LTD) or 
WSlB leave will be returned to work in their former position where the periodof 
absence was one (1 ) year or less. Where the period of absence exceeds one 
(1) year or where the employee’s former position no longer exists, the employee 
shall be placed in a position as though being recalled to work following a lay off 
in accordance with Article 21. 

43.3 Em plovm en t Insurance 

Payment of Employment Insurance is, by law, a condition of employment. 

ARTICLE 44 - EMPLOYEE PROTECTION 

44.0 (a) Subject to the provisions outlined below, the Employer shall provide a legal 
counsel for employees and former employees in connection with interviews or 
investigations involving outside authorities or agencies (excluding internal 
reviews contracted by the Employer) where there is a potential that legal 
action(s) may be taken against such employees arising out of the performance 
of the employee’s authorized duties and responsibilities. 

[Note: The provision of paid legal counsel for an employee is contingent upon 
the employee fully cooperating with the Employer in investigating any incident 
giving rise to the need for legal counsel and protection. This requirement is a 
condition of the terms of the insurance coverage for legal counsel.] 
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(b) The Employer shall provide a legal counsel for employees or former employees 
who are named as parties in civil proceedings or charged with criminal offences 
as a consequence of any action(s) taken in the performance of the employee’s 
authorized duties and responsibilities as follows: The Employer shall pay 
premiums for insurance coverage, subject to availability, which insurance pays 
100% of the legal costs (counsel fees and necessary disbursements) in defence 
of a charge laid under the Criminal Code of Canada or any Provincial Statute, 
not including the Highway Traffic Act or is named in a civil proceeding arising out 
of the performance of their duties, subject to the following limitations. 

(i) 

(ii) 

the selection of counsel for civil matters shall be assumed by the 
insurance company. 
the selection of counsel for criminal matters shall be assumed by the 
employee and the coverage applies until such time as there is 
(a) 
(b) a pleading of guilt 
the maximum legal costs which will be paid will not exceed $1 00,000 
per individual claim and overall policy maximum in any one year for all 
claims will fall within the Employer’s aggregate coverage. 

a finding of guilt, or 

(iii) 

(c) The Employer agrees that in situations where criminal charges have been laid 
against an employee and, on review, the Employer is satisfied that the employee 
has carried out the Employer’s mandate and/or service in good faith and in a 
professional manner; and provided that the employee has not committed a 
culpable breach or dereliction of said duties and/or responsibilities, the Employer 
may place the employee as follows: 

On a leave of absence with full pay and benefits (subject to the terms of the 
benefits plans); or 
In another position which does not displace another employee and without 
change in pay, until the conclusion of the legal process, up to and including 
trial. Seniority for all purposes shall continue to accrue during any such 
leave. 

(d) This Article shall not be deemed to authorize or condone the commission of any 
unlawful act or activity not considered to be within the scope of the Employee’s 
duties. 

(e) It is understood that payment under the terms of this Article does not prejudice 
the Employer’s right to take disciplinary action against an employee. 

(f) The Employer shall provide pay for the reasonable fees and disbursements of a 
legal counsel for employees and former employees where action is taken 
against the employee before any administrative tribunal or disciplinary body 
alleging improper conduct by the employee while acting for the Society in the 
course of the employees authorized duties and responsibilities. The Employer 
will provide a list of at least 5 lawyers from whom the employee may choose the 
legal counsel. Such list shall only contain names of legal counsel that are 
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mutually acceptable to the Employer and the Union. 

(9) In the event this article is triggered for any reason, the President of the local 
Union or their designate shall be notified immediately and the Employee will be 
reminded of their right to seek advice from the Union. 

(h) It is understood that if a conflict of interest between an employee and the 
Society arises with respect to an incident that triggers the provision of legal 
representation under this article, the Employer shall discontinue payment for 
legal representation effective from the point the conflict is identified. Should this 
take place, the affected employee(s) would assume personal responsibility for 
legal fees (or make other suitable arrangements) until or unless the conflict is 
resolved. In the event the conflict is resolved the employer will reassume 
responsibility for legal fees. The president of the Local Union or their designate 
shall be kept fully apprised of this situation if it occurs. 

44.1 

44.2 

44.3 

In a situation where a worker is assaulted in the course of their duties, if they 
exercise their right to lay charges after consultation with the employer, they shall be 
granted leave of absence without loss of regular pay for the duration of the court 
hearings. 

The Employer and Union recognize that mental illness, alcohol and drug addiction 
and family problems are medical disorders or may lead to medical disorders that 
may have a negative effect on performance in the workplace. 

They further recognize the social, personal and economic problems associated with 
them. 

Accordingly, the Employer agrees to provide employees with an employer funded 
Employee Assistance Program as agreed upon by the Employer and the Union in 
consultation with the Employee Assistance Program Committee. 

The Employee Assistance Program committee will consist of a representative from 
the Board of Directors, three (3) representatives of the Union, two (2) 
representatives of the employer and such direct service employee representation as 
to be determined by the committee. The committee will meet bi-monthly to monitor 
the progress of the E.A.P. Program, evaluate results and provide direction for 
educating employees and to make recommendations to the Board of Directors. 

Any employee who has completed probation will have reasonable access to their 
personnel file. 

ARTICLE 45 - PAYROLL DEDUCTION PLANS 

45.0 Canada Savinqs Bonds 

Purchase of savings bonds may be arranged through the payroll deduction plan. 
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Employees will be advised of all available issues. 

45.1 United Wav Contributions 

Employees contributing to the various United Way Agencies throughout the Niagara 
Region may arrange for payment of contributions through the payroll deduction 
plan. 

45.2 Staff Gift Fund 

Full time employees may authorize the deduction of one dollar ($1.00) per pay 
through payroll deduction, which funds are to be transferred to the established Gift 
Fund Committee and for which the Employer assumes no responsibility. 

ARTICLE 46 - EVALUATIONS 

46.0 (a) All employees must receive a written evaluation two (2) weeks prior to the 
completion of the probationary period and every year thereafter. 

(b) When a formal evaluation of an employee’s performance is made, the employee 
concerned must be given an opportunity to sign the evaluation form in question 
upon its completion to indicate that its contents have been read. A copy of the 
evaluation form will be provided to the employee at that time. An 
employee’s signature on his or her assessment form will be considered to be an 
indication only that its contents have been read and shall not indicate the 
employee’s concurrence with the statements contained on the form. 

(c) An employee has the right to make written comments to be attached to the 
evaluation form. 

(d) Upon written request of an employee, the personnel file of that employee shall 
be made available once per year for his or her examination in the presence of an 
authorized representative of the Employer. 

(e) With exception of the evaluation made during the probationary period, the 
content of such evaluations may be subject of a grievance by the employee. 

ARTICLE 47 -JOINT HEALTH AND SAFETY 

47.0 (a) The Employer will continue to make provision for the health and safety of its 
employees in accordance with the Occupational Health and Safety Act 
(OHSA) and its regulations. The standards prescribed under legislation and 
regulations shall constitute minimum acceptable practice to be improved upon by 
agreement of the Joint Health and Safety Committees or as negotiated with the 
Union. 



Agreement between the Children's Aid Society of the Niagara Region and CUPE Local 2328 
Exoirina March 31. 2009 55 

Joint Health and Safety Committees shall be established and maintained in 
accordance with the OHSA and its regulations. Both parties will endeavour to 
appoint committee representatives that are interested in establishing and 
maintaining a safe and healthy work environment. 

(b) The Employer and the Union jointly recognize the particular safety issues 
inherent in the provision of human services to some clients. All staff members 
are therefore encouraged to pro-actively identify safety risk situations to their 
supervisor so that steps may be taken to minimize risk. These steps may 
include pairing up of staff or police accompaniment. 

(c) A Joint Health and Safety Committee shall be maintained and composed of two 
(2) representatives appointed by the Employer and five (5) representatives 
appointed by the union." 

The Joint Health and Safety Committee shall hold meetings quarterly and 
matters related to safety and health shall be dealt with at such meetings. 
Minutes of all Safety Committee meetings shall be kept and copies of such 
minutes shall be sent to the employer and to the union. 

(d) The parties recognize that accommodation of employees under the Human 
Rjghts Code is an obligation of both the Employer and the Union and, 
accordingly, when an employee is unable to perform the essential functions of 
their job without accommodation, a meeting with the employee, up to three 
representatives of the Employer and up to three representatives of the Union 
shall be held to discuss possible accommodations which may be made without 
undue hardship. Such a committee shall assist, as necessary, with any return to 
work issues that arise following a leave of absence due to disability or illness. 

47.1 The Employer shall comply with all applicable federal, provincial and municipal 
Health and Safety Legislation and Regulations. 

47.2 The employer agrees to reimburse the cost of safety boots for the Courier- 
Maintenance I and Courier-Maintenance II positions to a maximum cost of one 
hundred and twenty five dollars ($1 25) each year provided that the employees wear 
the safety boots. In addition the employer will reimburse one hundred dollars ($1 00) 
per year for industrial clothing. 

ARTICLE 48 - JOB SHARING 

48.0 Job sharing arrangements will not be used to eliminate full-time staff complement. 
When an employee wishes to share a job the following will apply: 

(a) Each job sharing arrangement will temporarily replace one full-time bargaining 
unit position. The job will be split into two (2) parts. 
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(b) Job sharing will be limited to one (1) full-time bargaining unit position per team or 
supervisor, unless otherwise agreed to by the parties, save and except the 
Support and Technical Staff as defined in Schedule “A”, where two (2) positions 
may be job shared unless otherwise agreed to by the parties. 

(c) The employer may request at any time that an unsuccessfully posted position 
be shared under the terms of this Agreement. 

(d) The request for job sharing will be made by two (2) current full-time bargaining 
employees who have completed their probationary periods. This request will be 
related to one particular bargaining unit position. The Supervisor of the position 
in question must be in agreement with the job sharing request. When 
considering a request for job sharing, the Employer shall take into account, 
among other things, its own service needs, the service needs of its clients and 
the community-at-large, the employee’s ability to co-ordinate workload, and the 
impact of the job sharing arrangement on co-workers. Approval for job share 
arrangements will not be unreasonably denied. In the event of a dispute 
regarding the approval, the request may be reviewed by the Director of Human 
Resources who’s decision will be final. 

(e) When a job sharing arrangement is approved: 

(i) in the case where two employees request the job share arrangement of one 
position, the provisions of Article 20 will not apply, and the Employer will 
allow those two employees to assume the job shared position; 

(ii) in the case where only one (1) employee requests a job sharing arrangement 
for their current position, Article 20 will not apply to that part of the position 
that the employee wishes to assume, and the other part of the position will 
be filled in accordance with Article 20; 

(f) When one or more vacancies arise as a result of employees assuming job 
shared position, Article 20 will not apply, and each vacancy will be filled on a 
contract basis for the duration of the job sharing arrangement, up to a maximum 
period of one (1) year. 

(9) Seniority and Service will be prorated for all purposes during the job sharing 
period. 

(h) All Seniority and Service related benefits will be prorated during the job sharing 
period. 

Union dues will be paid on the same percentage basis as all other bargaining 
unit employees during the job sharing period. 

All benefits will continue to be made available to employees who job share 
subject to insurance eligibility rules. However, the employer will only be required 
to contribute or pay premiums or provide benefits consistent with the Collective 
Agreement as if there was one employee in the full-time position rather than two. 
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Premium payments required of employees because of job sharing will be made 
by payroll deductions. Written authorization from such employees for the payroll 
deductions of premium payments must be provided to the employer as a 
condition precedent to their participation in the benefit program. 

(k) Benefit levels (i.e. Group Life Insurance, Accidental Death and Dismemberment, 
OMERS, and Long Term Disability) will be related to the gross income of the job 
sharing employee. 

(I) Hours and days of work and specifics of job duties will be established by the 
Supervisor in accordance with service needs after consultation with the 
employees involved. 

(m) For job sharing requests to be considered, the employees' ability to coordinate 
workload will be taken into account. 

(n) The employer will not be liable to make any payment in excess of what is 
required for a full-time employee performing all of the work of a full-time position 
under the Collective Agreement simply because two employees are sharing the 
single job. Payments will be shared, not duplicated. 

(0) Overtime for job sharing employees will be considered authorized hours worked 
in excess of the normal work week for the full-time position and will be 
compensated for as prescribed by Article 25 of this Collective Agreement. 
Overtime compensation or time in lieu will be shared by the job sharing 
employee in the same proportion as the overtime is worked by them and in no 
event will be greater than if the position was occupied by one (1) employee 
instead of two (2). 

(p) Employees involved in job sharing arrangements will continue to be members of 
the full-time Collective Agreement as modified by this Job Sharing Agreement. 

(9) In the event one employee transfers or their employment comes to an end 
before the end of the term of the job sharing arrangement, the remaining 
employee will: 

(i) be assigned to the position full-time or; 

(ii) continue in the job-sharing position if there is another employee requesting 
job sharing who meets the requirements as noted above. 

(r) When a job sharing arrangement comes to the end of its term, incumbents who 
are members of the bargaining unit will return to their previous bargaining unit 
positions. If during the term of the job share one of the incumbent's positions is 
made redundant, the provisions of Article 21.2 will apply. 

(s) Notwithstanding the above, or any other Article of the Collective Agreement a job 
sharing arrangement will be effective for a maximum period of one (1) year, 
subject to extension by mutual agreement and approval. This provision will not 
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operate to preclude the Employer from ending the employment of either 
employee in a job sharing arrangement due to layoff, deemed termination, 
dismissal for just cause, or as otherwise permitted under the Collective 
Agreement . 

ARTICLE 49 - DURATION AND RENEWAL 

49.0 

49.1 

49.2 

This Agreement shall go into effect on the day after the agreement has been ratified 
by both the Union and the Board of Directors and shall continue in effect until March 
31,2009 and thereafter shall continue from year to year unless not more than ninety 
(90) days prior to March 31 , 2009, or any subsequent year either Party gives written 
notice to the other Party that it desires revision, modification or termination. 

In the event of such notification being given as to the revision or modification of the 
Agreement, arrangements for negotiations shall be made within fifteen (1 5) days 
following such notification. 

This Agreement is to remain in effect during all stages of negotiations and 
conciliation procedures as outlined in the Ontario Labour Relations Act, as 
amended from time to time. 
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LETTER OF UNDERSTANDING #1 - WORKLOAD 

WORKLOAD 

BETWEEN: 

THE CHILDREN'S AID SOCIETY OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES And its LOCAL 2328 

PART I 

The Employer and the Union are committed to maintaining a workplace that demonstrates 
a sincere and continuing interest in the individual and collective well being of all staff and 
recognizes the inherent worth of every employee. The Employer further recognizes that the 
issue of workload is a serious concern to bargaining unit members. The Employer and the 
Union recognize the responsibility to provide services through employees of Family and 
Children's Services Niagara in accordance with the Child and Family Services Act and to 
conform to current Ministry standards. It is also the responsibility of the Employer to 
manage the resources allocated to it by the Ministry of Community Family and Children's 
Services in order to establish and maintain an effective infrastructure to facilitate the 
employee's achievement of said standards. 

Further, the Employer and the Union recognize that workload can fluctuate and should 
therefore be reviewed on a regular basis, with the goal of fair, reasonable and equitable 
distribution of workload. Employees cannot refuse to accept a case based on workload 
issues. 

It is the goal of the Society to achieve the following caseload ranges: 

0 

0 

0 

0 

0 

Resources Department - Recruiter (Foster/Adoption) 55 - 60* home 

Investigation and Assessment 8 -1 2 (monthly assignments). 
Ongoing 15 - 18 (active cases). 
Child In Care 15 - 20 (active cases). 
Long Term Care 15 - 21 (active cases). 
Resources Department - Foster Home 35 - 40 (active cases). 

studies/year/worker. (*under review) 

PART II 

Accordingly, the Employer and the Union agree to review workload issues by each of the 
following means; 



Agreement between the Children's Aid Society of the Niagara Region and CUPE Local 2328 
Expiring March 31, 2009 60 

Joint Workload Committee: 

The parties hereby agree to the establishment and maintenance of a Workload 
Committee. 

The purpose of the Workload Committee is to make recommendations to the Senior 
Management Team on workload issues relating to Society employees and the 
impact of factors on workload. Factors including but not limited to the funding 
formula; child welfare protection training; ministry standards and guidelines; agency 
standards, policies and procedures; legislative changes as well as those listed in 
Part Ill Step I below may be considered. The Workload Committee will report to the 
Senior Management Team on a quarterly basis or as requested by either party. 

The Workload Committee shall forward workload issues to the Senior Management 
Team where resolution of the issue is beyond the scope of the committee. Such 
referral may be with or without recommendations. 

The Executive Director will provide a formal response to the Workload Committee 
recommendations within (1 5) fifteen working days. If additional time is required to 
respond the committee shall be notified of the anticipated time required to respond. 
Should a recommendation not be implemented, the reasons for the decision will be 
provided to the Workload Committee and the Workload Committee will revisit the 
issues that led to the recommendation. 

The Workload Committee will be comprised of three representatives appointed by 
the Union one of whom shall be the president of the local or their designate, and 
three representatives of management. Given the key focus of the Workload 
Committee is effectively managing child protection caseloads the parties commit to 
appoint representatives with a working knowledge of child protection issues. A 
management or union representative shall chair the Committee on an alternating 
basis. All time spent attending to the business of the Workload Committee shall be 
considered work time. 

The Workload Committee may also consider a review of systemic workload issues 
referred to it by the labour/management committee for staff not identified in Part I. In 
this circumstance the Workload Committee will be able to review workload issues 
with any agency staff they deem appropriate to acquire sufficient knowledge of the 
issue in order to make recommendations. 

The Committee may meet on a monthly basis but at a minimum shall meet on a 
quarterly basis. Such time will be considered as time worked. 

The Workload Committee shall have ongoing access to all caseload statistics. 
When an Employee or Supervisor triggers a workload assessment the committee 
shall be notified and kept apprised of the steps being taken to resolve the issue. 
The workload committee may trigger a workload assessment if the statistics indicate 
a review may be warranted. Such review shall be undertaken in accordance with 
Part 111. 
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Workload Assessment Process for lnvestiaation and Assessment, Onuoinu and 
Child In Care Staff and Resources Staff: 

The employee’s supervisor on an individual and team basis will review issues relating to 
the fair distribution and volume of workload. The supervisor will monitor workload 
assignments and volume and address any real or potential issues at the regularly 
scheduled individual supervision or team meetings. Factors to be taken into consideration 
prior to assigning cases may include but are not limited to the following: 

Assignment to the training team as a new hire. 
Number of cases before the court. 
Number of designated high-risk cases. 
Number of supervised access visits. 
Number of workers on the team. 
Amount of driving time required. 
Team coverage. 
Leaves of absence, including vacation and sick leave. 
Complexity of cases affecting service needs. 
Agency related committee work and field instruction. 
Coaching and mentoring of new staff. 
Attendance at training sessions. 
High profile and/or contentious cases. 
Linguistic skills. 
New technology and systems or software. 
Other employment related duties or assignments. 

Step 2 

Where an employee identifies that their workload is becoming unmanageable, an 
employee may request a workload review by their immediate supervisor in accordance with 
this Letter of Understanding. 

In order to distinguish between this review and an informal discussion regarding day-to-day 
workload matters between an employee and their supervisor, the request for a workload 
review must be in writing outlining specific issues. 

In addition, a Supervisor will conduct a caseload assessment when an employee’s 
caseload reaches any of the following levels: 

0 

0 

Investigation and Assessment - 10 (monthly assignments). 
Ongoing - 16 (active cases). 
Child In Care - 18 (active cases). 
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e 

0 

e 

Long Term Care - 18 (active cases). 
Resources Department - Foster Home 35 (active cases). 
Resources Department - Recruiter (Foster/Adoption) 55 home studies/year/worker. 

A meeting between the supervisor and employee will be held within five (5) working days of 
the request or such period of time that the employee and supervisor agree to. The purpose 
of the meeting is to develop a plan to address workload issues including agreed upon 
solutions. These solutions will be in writing and signed by all parties with a copy to the 
appropriate Service Director and the Workload Committee. Remedies may include but are 
not limited to the following: 

e Redirecting cases. 

e 

e 

e 

e 

e Protecting recording time. 
Deploying additional staff on a contract basis. 
Additional training to support skill development. 
Development of a workload management plan. 
Other remedies as may be appropriate. 

Step 4 

If the issue is not resolved in Step 3, the supervisor will refer the matter to the 
appropriate Service Director who will determine an alternative resolution and provide a 
written response to both the supervisor and employee within ten (IO) working days. The 
Workload Committee shall receive a copy of the Service Director's response. 

If the issue is not resolved the Service Director will refer the matter to the Director of 
Service who will provide a written response to all parties (including the committee) 
within ten (10) working days. 

(Note: Where it is determined that the solution to a workload issue requires a broader 
scope or systemic action the Director of Service and Senior Management Team will 
review the matter.) 

PART IV 

It is agreed and understood that any grievance arising out of this Letter of 
Understanding shall be limited to failure to comply with the undertakings specifically 
outlined in this Letter of Understanding. 

Either party may request that this letter of understanding be renegotiated in the event 
there is an impact on the operations of the Society as a result of the implementation of 
Differential Response. 
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LETTER OF UNDERSTANDING #2 - EMPLOYMENT STABILITY 

EM PLOY M ENT STAB I LlTY 

BETWEEN: 

THE CHILDREN’S AID SOCIETY OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 2328 

The Employer and Union agree that no regular full time employee hired prior to the 
implementation of Bill 76, The Social Work and Social Services Act, shall be dismissed, 
displaced, or have his/her regular hours reduced by the Employer because of a 
requirement to register with the College of Social Workers and Social Service Workers. 
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LETTER OF UNDERSTANDING #3 - EMPLOYMENT INSURANCE REBATE 

EMPLOYMENT INSURANCE RATE 

BETWEEN: 

THE CHILDREN’S AID SOCIETY OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 2328 

The parties agree to redirect the annual Employment Insurance rebate for each employee 
to the General Benefit Program outlined in Article 41 of the Collective Bargaining 
Agreement. 
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LETTER OF UNDERSTANDING #4 - TECHNOLOGICAL CHANGE 

TECHNOLOGICAL CHANGE 

BETWEEN : 

THE CHILDREN’S AID SOCIETY OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 2328 

Both parties recognize the advantages of advancing and changing technology and will 
encourage and promote such change. To achieve this the Society agrees to meet with 
three elected members of the union, one of whom shall be the president or designate for 
the purposes of discussing the introduction of new and/or changing technology which may 
have an effect on bargaining unit employees. 

At such meeting, the Society will provide the union with all necessary information regarding 
the changes and/or new technology and the date the Society proposed to commence such 
change. This meeting will provide no less than sixty (60) days notice of such proposed 
change and/or new technology. 

When, as a result of these changes, the Society determines that an employee requires 
new skills or greater skills or new knowledge in order to perform the duties of the changed 
position, the Society will make every reasonable effort to provide the necessary training 
during the employee’s regular working hours, without loss of pay. Such employees shall be 
given a period of no less than one year to acquire the necessary skills and/or knowledge to 
perform the duties of the changed position. 
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LETTER OF UNDERSTANDING #5 - USE OF E-MAIL SYSTEM 

USE OF EMAIL SYSTEM 

BETWEEN: 

THE CHILDREN’S AID SOCIETY OF THE NIAGARA REGION 

AND 
CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 2328 

On condition that it is understood: 

1) that the Employer is the owner of the Information Technology systems (including e- 
mail, computers, hardware and software) on and in it’s premises, including external 
access to such systems, and any laptops or computers which the Employer supplies 
to its employees, 

2) that the Employer owns all the property rights in such Information Technology 
systems, laptops and computers, and 

3) that it is understood and agreed that the Employer is not in any way ceding to the 
Union any of its property rights, 

the Employer agrees to permit the Union to use it’s e-mail system for the purpose of 
exchanging correspondence between the members of its Executive and various Union 
representatives, referenced in Article 10.3 of the collective agreement, and the CUPE 
National Representative. Any expenses incurred in this regard shall be bourne by the 
Union. 

Further, the Employer agrees to permit the Union to use the Employer’s electronic bulletin 
board to post notices to its membership, provided that no electronic notice will be posted 
without first being approved by the Director of Human Resources. Such approval will not be 
unreasonably withheld. 

It is further agreed that use of the e-mail system will be restricted to legitimate union 
business involving negotiation, administration and enforcement of the collective agreement. 
It is agreed that misuse of the system shall entitle the Employer to deny any further use at 
its discretion. 

The Union agrees to indemnify and save harmless the Employer with respect to any 
claims, fines, penalties or cause of actions involving the Employer arising as a result any e- 
mail communication by a member of the Executive, or any representative of the Union. 
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LETTER OF UNDERSTANDING #6 - FULL-TIME LOCAL UNION PRESIDENT 

FULL-TIME LOCAL UNION PRESIDENT 

BETWEEN: 

THE CHILDREN’S AID SOCIETV OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOVEES LOCAL 2328 

The parties agree to enter into this Letter of Understanding that provides for full-time leave 
for the employee elected by the Local Union as Local Union President provided that either 
party has the right to withdraw from this Letter of Understanding upon furnishing the other 
party with sixty (60) calendar days’ notice in writing. Such decision to withdraw from this 
letter of understanding shall not be made in an arbitrary manner. 

This Letter of Understanding supersedes article 9.3 for the duration of this agreement. 

Subject to the foregoing, the parties agree on the following terms: 

At the start of the term of office which begins in January 2007, the Local Union 
President shall be placed on a leave of absence for the period of time that they hold 
the post of Local Union President, provided that such leave of absence will not 
commence until the workload of the Local Union President has been transferred in 
an orderly manner and during the leave the Local Union President will be available 
to provide information about any of the files they worked on should this be required. 

During the leave of absence provided for under this Letter of Understanding, the 
Local Union President shall continue to accrue seniority. 

Short Term Disability and Long Term Disability for the Local Union President shall 
be the responsibility of the Union. The Union and the Local Union President shall 
indemnify and hold the Employer harmless in respect of any Short Term and Long 
Term Disability claims that occur during the Local Union President’s period of 
elected office. 

It is understood that Workplace Safety and Insurance Benefits coverage for the 
Local Union President while on leave under this Letter of Understanding shall be the 
responsibility of the Union. The Union and the Local Union President shall 
indemnify and hold the Employer harmless in respect of any W.S.I.B. claims that 
occur during the period of the Local Union President’s leave of absence under this 
Letter of Understanding. 

The Employer agrees to continue to pay to the Local Union President, during the 
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period of the Local Union President’s leave of absence under this letter, the regular 
straight time salary which they would otherwise be entitled to under the Collective 
Agreement were they not on a Leave of Absence (including salary increases). Such 
salary payments will be subject to requisite deductions. The Union shall reimburse 
the Employer for 50% of the total salary payments made to the Local President 
under this paragraph and 50% of any related payments made by the Employer (eg. 
employer’s contribution amounts for E.1, C.P.P. and pension). Such payment shall 
be transmitted to the Employer regularly within seven (7) working days following the 
receipt of an invoice. 

Should the Union wish to remunerate the Local Union President at a rate higher 
than the salary rate to which the Local Union President is entitled under the 
Collective Agreement while the Local Union President is on leave under this Letter 
of Understanding, the Union shall notify the Employer and the Employer shall 
increase the salary amount paid to the Local Union President accordingly. The 
Union shall reimburse the Employer in full for the additional salary and/or requisite 
contribution amounts paid by the Employer under this paragraph. 

During this leave, the Local Union President will work full time for the Union. The 
Employer agrees that any change in wages for the position that the President 
occupied in the bargaining unit, shall also be applied to the President’s wages 
subject to the provisions of paragraph (5) above. 

The Employer agrees to continue to pay premiumdmake contributions towards the 
following benefit coverage for the Local Union President during the leave of 
absence provided for under this Letter of Understanding, subject to the terms and 
conditions of the plans and/or contracts under which such benefits are provided: 
Extended Health, Dental Plan, Life Insurance, OMERS (in accordance with OMERS 
regulations), and Employer Health Tax during the period of elected office. The 
Union agrees to reimburse the Employer 50% of the Employer’s costs for the 
provision of such benefits. 

It is understood by the parties that during the period of the Local Union President’s 
leave of absence under this Letter of Understanding, neither the Local Union 
President nor the Union will make any claim on the Employer for the following: 
overtime, work performed on Statutory Holidays, shift differential, meal allowance, 
standby and call-out pay, travel and business expense, mileage and car rental 
expense and cell phone allowance. 

The Local Union President’s vacation entitlement will continue during the leave of 
absence under the terms of this Letter of Understanding in accordance with the 
Collective Agreement. The Union shall reimburse the Employer for 50% of any cost 
incurred by the Employer in connection with any vacation earned during the leave of 
absence under this Letter of Understanding. The Union President will be expected 
to take their normal entitlement of vacation during the term of elected office and 
shall not carry over any vacation without the express consent of the Employer. 
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1 1) It is expressly understood that the Local Union President is an ex-officio member of 
all committees listed in the Collective Agreement. It is expected that the Local Union 
President will attend any and all committee meetings, as a matter of priority, except 
for those where a direct scheduling conflict could not reasonably be avoided. 

12) It is expressly understood that unforeseen circumstances may arise which require 
modification to this Letter of Understanding. Such modifications shall only be 
incorporated by mutual consent of the parties. 

13) The Union agrees that it will provide the Employer with thirty (30) calendar days 
notice in writing of the Union President's return to their former position in the 
workplace and that no more than one leave of absence at a time will be taken by an 
employee under this Letter of Understanding. 

14) Any disputes arising from this Letter of Understanding shall be addressed through 
the grievance procedure in the Collective Agreement. 



Agreement between the Children’s Aid Society of the Niagara Region and CUPE Local 2328 
Expiring March 31, 2009 70 

LETTER OF UNDERSTANDING #7 - RAC RELIEF WORKER 

RAC RELIEF WORKER 

BETWEEN: 

THE CHILDREN’S AID SOCIETY OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES AND ITS LOCAL 2328 

The Society and the Union agree to establish a “Relief Worker” classification at the 
Regional Adolescent Centre for the duration of the collective agreement. The position is 
intended to provide relief coverage for Child Care Worker and Night Duty Worker shifts as 
required. The Employer will schedule, but does not guarantee, 25 to 40 hours per week for 
Relief Workers. 

It is intended that RAC Relief Workers will be utilized to the extent possible in order to 
reduce the need for overtime and the use of non-agency relief staff. In the event overtime 
is required or non-agency staff are utilized because sufficient relief staff are unavailable 
such use shall be administered in accordance with the terms of the collective agreement. 

The RAC Relief Worker classification shall be included in the bargaining unit and shall be 
covered by the terms and conditions of the collective agreement except as modified herein. 

Seniority shall accrue based on hours worked to the maximum provided in the collective 
agreement. Entitlement to benefit coverage shall be cost shared based on hours worked. 

The hourly rate for staff employed in the RAC Relief Worker classification will be 
established in accordance with the provisions of the collective agreement and the Joint Job 
Evaluation Plan. 

Vacation pay will be paid bi-weekly and will increased based on length of service as 
fo I lows : 

1 to 5 years = 4% 
5 to 10 years = 6% 
10+ = 8% 

Increase in entitlement will take place once per year in January following the completion of 
the service required. 

Bereavement leave will be paid to a maximum of three (3) days, up to and including the 
day of the funeral if the employee was scheduled to work, for the following family 
members: parent, spouse, child, step-parent, step-child, ward of the employee, brother, 
sister, mothedfather-in-law, grandparent or grandchild. 
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After the completion of one thousand and forty (1 040) hours worked, Relief Workers are 
entitled to sick pay as follows: 

After an absence of three (3) days from scheduled shifts, sick time will be paid to a 
yearly aggregate maximum of ten (1 0) days. 

The employee may be requested to provide written medical evidence of illness from 
a qualified medical practitioner. The Employer shall pay for sick notes as per article 
43.1 (b) of the collective agreement. 

In addition to providing short term relief coverage for vacancies RAC Relief Workers shall 
(provided the posting and recall provisions of the collective agreement have been met) be 
considered, in seniority order, to backfill long-term temporary vacancies in the regular shift 
schedule rotation created by the absence of Child Care or Night Duty Workers prior to the 
hiring of new staff or the use of contract staff. 

The employer shall establish one RAC Relief position immediately and further agrees to 
consider additional relief positions as necessary to establish a balance between relief 
demand and relief staff levels. 

In the event a scheduled shift or hours of work become available as a result of an 
employees absence, to the extent possible, the shifvhours will be filled in the following 
priority: 

Employees in the Relief Classification, in seniority order, who are not scheduled to 
work forty (40) hours, shall be offered any available hours bringing them up to but 
not exceeding forty (40) hours. 
If all relief workers have been scheduled forty (40) hours, any available hours shall 
be offered to regular part-time staff at the RAC who have not been scheduled to 
work 24 hours, bringing them up to but not exceeding twenty-four (24) hours. 
If hours are available after the Relief and Regular part-time have been scheduled to 
forty (40) and twenty-four (24) hours respectively, such hours shall be offered as 
overtime to all qualified RAC staff in seniority order. 

The parties agree that the RAC Relief Classification will not be used to replace or avoid 
posting regular full time positions. 

Given this LOU is a “new” initiative geared to resolving an ongoing service and staffing 
issue at the RAC the parties agree there may be a need to adjust the terms specified 
herein. As such either party may request the other party meet to revise this memorandum 
during its term. Such request will not be unreasonably denied. 

This letter of understanding shall continue in effect until modified or deleted from a 
subsequent renewal collective agreement. 
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LETTER OF UNDERSTANDING #8 - WORKPLACE VIOLENCE PREVENTION 

WORKPLACE VIOLENCE PREVENTION 

BETWEEN: 

THE CHILDREN’S AID SOCIETY OF THE NIAGARA REGION 

AND 

CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 2328 

The Society and the Union are committed to creating and maintaining a respectful 
workplace that is free of violence. 

The parties agree to establish a committee, in conjunction with the Joint Health & Safety 
Committee and consisting of equal representation from union and management, to develop 
a Workplace Violence Prevention policy. The committee will commence meeting within two 
(2) months of the date of ratification of this agreement with the objective of completing their 
work within (1) year of ratification. 

The committee shall use the following framework as a guideline for its work: 

(a) Definition of Violence 
(b) Joint Health & Safety Committee Involvement 
(c) Violence Policies and Procedures 
(d) Violence Prevention 
(e) Training and Counselling 
(f) Risk Assessment 
(9) Violence Policy Maintenance Going Forward 
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SCHEDULE A - WAGES 

Effective April 1,2006 
Establish new grid as per JJEC (start rate plus five steps; 4% between steps) 
MSW maximum job rate $35.1 2 (4% above maximum BSW job rate) 
Establish April 1 st as the grid step date for staff currently at top of old grid 
Minimum 3% annual increase for staff landing on the grid or equivalent lump sum 
payment 
Maximum 5% annual increase for staff not landing on the grid 
Staff in positions currently earning a higher rate than the rate established for their 
position on the new grid shall continue to receive all negotiated increases in salaries 
and benefits as long as they remain in their position 

Effective April 1, 2007 
3% increase to grid 
Maximum 7% annual increase for staff not landed on grid 

Effective April 1, 2008 
3% increase to grid 
Maximum 7% annual increase for staff not landed on grid 

Effective March 30, 2009 
Any staff not yet landed on the grid will be moved to the start step for their position 
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CPW IV 

CPW 111 

FCC Therapist 

Vacant 

Child Care II - RAC ** 

First Response Worker 

APSW 

Child Care I - RAC ** 

EL&PP Lead ECElDaycare Lead ECE ' 

Senior Finance Clerk I1 

Child Protection Support Worker 

Info Services Senior Clerk 

Volunteer Coordinator 

Night Duty Worker-RAC '* 

Network Administrator 

Software Specialist 

Law Clerk 

EL&PP ECE/Daycare ECE * 

FCC - Telephone Intake Sec 

OEYC Lead ECE * 

Legal Secretary 

Info Services Clerk II 

Department Secretary 

ReceptionlSwitchboard 

Computer Technician 

Finance Clerk I1 

Courier Maintenance II '* 

Senior Finance Clerk I 

OEYC ECE * 

OEYC Bilingual ECE ' 

3EYC ECE Relief * 

Finance Clerk 

dousekeeper RAC '* 

3EYC - ReceptionistlSec * 

nfo Services Clerk I 

:ourier Maintenance I *' 

_egal Filing Clerk 

:L&PP Daycare Program Asst ' 

28.87 

27.76 

27.76 

26.14 

24.53 

24.53 

24.53 

22.92 

22.92 

21.31 

21 31 

21 31 

21 31 

21 31 

21.31 

21 31 

21 31 

21 31 

21 31 

21.31 

19 70 

19 70 

19.70 

19 70 

19 70 

19.70 

19 70 

19 70 

19.70 

19.70 

19 70 

18.09 

18.09 

18.09 

16 48 

16 48 

14 89 

14 89 

- 
- 
- 

- 

- 

- 

- 

- 
- 
- 

30.02 

28.87 

28 87 

27.19 

25 51 

25.51 

25.51 

23.84 

23 84 

22 16 

22 16 

22 16 

22 16 

22.16 

22 16 

22 16 

22 16 

22.16 

22.16 

22 16 

20 49 

20.49 

20.49 

20 49 

20 49 

20.49 

20.49 

20 49 

20.49 

20 49 

20 49 

18 81 

18.81 

18 81 

17.14 

17 14 

I5 49 

I5 49 

- 
- 
- 

- 
- 

- 
- 
- 

31.23 

30 03 

30.03 

28 27 

26 53 

26.53 

26.53 

24.79 

24.79 

23 05 

23 05 

23.05 

23.05 

23.05 

23.05 

23.05 

23.05 

23 05 

23 05 

23.05 

21 31 

21.31 

21 31 

21.31 

21.31 

21.31 

21.31 

21.31 

21 31 

21 31 

21 31 

19.57 

19.57 

19.57 

I7 82 

17 82 

16 1 1  

16 1 1  

- 

- 
- 

- 

32.47 

31.23 

31.23 

29.40 

27.59 

27.59 

27.59 

25.78 

25.78 

23 97 

23 97 

23.97 

23 97 

23.97 

23.97 

23.97 

23 97 

23.97 

23 97 

23.97 

22.16 

22.16 

22 16 

22 16 

22.16 

22.16 

22.16 

22.16 

22.16 

22 16 

22.16 

20.35 

20.35 

20.35 

18.54 

18.54 

16.75 

16 75 

- 

33.77 

32 48 

32 48 

30 58 

28.70 

28.70 

28.70 

26 81 

26.81 

24.93 

24 93 

24.93 

24.93 

24 93 

24 93 

24.93 

24 93 

24 93 

24 93 

24 93 

23.05 

23 05 

23.05 

23.05 

23 05 

23.05 

23 05 

23 05 

23 05 

23.05 

23 05 

21.16 

21.16 

21.16 

19.28 

19 28 

17 42 

17 42 

- 
- 

- 

35 12 

33 77 

33 77 

31 .EO 

29 84 

29.84 

29 84 

27.89 

27 89 

25 93 

25 93 

25 93 

25 93 

25 93 

25 93 

25 93 

25 93 

25 93 

25 93 

25.93 

23.97 

23 97 

23 97 

23.97 

23 97 

23.97 

23 97 

23 97 

23 97 

23 97 

23.97 

22.01 

22 01 

22.01 

20 05 

20.05 

18 12 

18 12 

- 

- 

- 

- 
33.75 hours per week - 1755 hours per year 
35.00 hours per week - 1820 hours per year 

"40.00 hours per week - 2080 hours per year 
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CPW IV 

CPW 111 

FCC Therapist 

Vacant 

Child Care II - RAC ** 

First Response Worker 

APSW 

Child Care I - RAC ** 

EL&PP Lead ECElDaycare Lead ECE " 

Senior Finance Clerk II 

Child Protection Support Worker 

Info Services Senior Clerk 

Volunteer Coordinator 

Night Duty Worker-RAC ** 

Network Admlnistrator 

Software Speclalist 

Law Clerk 

EL&PP ECElDaycare ECE 

FCC - Telephone Intake Sec 

OEYC Lead ECE * 

Legal Secretary 

Info Services Clerk II 

Department Secretary 

ReceptionlSwitchboard 

Computer Technician 

Finance Clerk II 

Courler Maintenance I1 *' 

Senior Finance Clerk I 

OEYC ECE * 

OEYC Bilingual ECE 

OEYC ECE Relief 

Flnance Clerk 

Housekeeper RAC ** 

OEYC - ReceptionIsffSec * 

Info Services Clerk I 

Courier Maintenance I *' 

Legal Filing Clerk 

EL&PP Daycare Program Asst 

29 74 

28.59 

28.59 

26.92 

25.27 

25.27 

25.27 

23.61 

23.61 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

20.29 

20.29 

20.29 

20.29 

20.29 

20 29 

0.00 

20.29 

20.29 

20.29 

20.29 

18.63 

18.63 

18.63 

16.97 

16.97 

15.34 

15.34 

- 

- 
- 

- 

- 

- 

- 

- 

- 

- 

30.93 

29.74 

29.74 

28.00 

26.28 

26.28 

26.28 

24.55 

24.55 

22.83 

22.83 

22.83 

22.83 

22.83 

22.83 

22.83 

22.83 

22.83 

22.83 

22.83 

21.10 

21.10 

21.10 

21.10 

21.10 

21.10 

0.00 

21.10 

21 10 

21.10 

21.10 

19.38 

19.38 

19.38 

17.65 

17 65 

15.95 

15.95 

- 
- 

- 

32.16 

30.93 

30.93 

29.12 

27.33 

27.33 

27.33 

25.53 

25.53 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

21.95 

21.95 

21.95 

21.95 

21.95 

21.95 

0.00 

21.95 

21.95 

21.95 

21.95 

20.15 

20.15 

20.15 

18.36 

18.36 

16.59 

16.59 

- 

- 

- 

33.45 

32.16 

32.16 

30.29 

28.42 

28.42 

28.42 

26.56 

26.56 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

22.82 

22.82 

22.82 

22.82 

22.82 

22.82 

0.00 

22.82 

22.82 

22.82 

22 82 

20.96 

20.96 

20.96 

19 09 

19.09 

17.25 

17.25 

- 
- 

- 

- 

34 79 

33.45 

33.45 

31.50 

29.56 

29.56 

29.56 

27.62 

27.62 

25.68 

25.68 

25.68 

25 68 

25.68 

25.68 

25.68 

25.68 

25.68 

25.68 

25.68 

23.74 

23.74 

23.74 

23.74 

23.74 

23.74 

0.00 

23.74 

23.74 

23.74 

23.74 

21 .80 

21 .80 

21.80 

19.86 

19.86 

17.94 

17.94 

- 

- 
- 

36 18 

34 79 

34.79 

32 76 

30.74 

30.74 

30.74 

28.72 

28.72 

26.70 

26.70 

26.70 

26.70 

26.70 

26 70 

26 70 

26.70 

26.70 

26.70 

26.70 

24.69 

24.69 

24.69 

24.69 

24.69 

24.69 

0 00 

24.69 

24.69 

24.69 

24.69 

22.67 

22.67 

22.67 

20.65 

20.65 

18.66 

18.66 

- 

- 

- 

- 

33.75 hours per week - 1755 hours per year 
* 35.00 hours per week - 1820 hours per year 

** 40.00 hours per week - 2080 hours per year 
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CPW IV 

CPW Ill 

FCC Therapist 

Vacant 

Child Care 11. RAC ** 

First Response Worker 

APSW 

Child Care I - RAC *' 

EL&PP Lead ECElDaycare Lead ECE * 

Senior Finance Clerk II 

Child Protection Support Worker 

Info Services Senior Clerk 

Volunteer Coordinator 

Night Duty Worker-RAC *' 

Network Administrator 

Software Specialist 

Law Clerk 

EL&PP ECE/Daycare ECE ' 

FCC - Telephone Intake Sec 

OEYC Lead ECE * 

Legal Secretary 

Info Services Clerk II 

Department Secretary 

ReceplionlSwitchboard 

Computer Technician 

Finance Clerk I I  

Courier Maintenance II ** 

Senior Finance Clerk I 

OEYC ECE * 

OEYC Bilingual ECE ' 

OEYC ECE Relief * 

Finance Clerk 

Housekeeper RAC ** 

OEYC - ReceptionisVSec * 

Info Services Clerk I 

Courier Maintenance I *' 

Legal Filing Clerk 

EL&PP Daycare Program Ass1 ' 

30.63 

29.45 

29.45 

27 73 

26.02 

26.02 

26.02 

24.32 

24.32 

22.61 

22.61 

22.61 

22.61 

22.61 

22 61 

22.61 

22.61 

22.61 

22.61 

22 61 

20 90 

20.90 

20.90 

20 90 

20 90 

20.90 

20.90 

20.90 

20.90 

20.90 

20.90 

19.19 

19.19 

19.19 

17.48 

17.40 

15.80 

15 80 

- 
- 
- 

7 

- 

- 

- 

- 

- 

- 

31 .85 

30.63 

30.63 

28.84 

27.06 

27.06 

27.06 

25.29 

25.29 

23.51 

23 51 

23.51 

23.51 

23.51 

23.51 

23.51 

23.51 

23.51 

23.51 

23.51 

21.74 

21 74 

21.74 

21.74 

21 74 

21.74 

21.74 

21.74 

21.74 

21.74 

21.74 

19 96 

19.96 

19.96 

18 18 

18 18 

16.43 

16.43 

- 

- 

- 

33.13 

31 .85 

31 .85 

29.99 

28.15 

28.15 

28.15 

26.30 

26.30 

24 45 

24.45 

24.45 

24.45 

24 45 

24 45 

24.45 

24.45 

24.45 

24.45 

24 45 

22.61 

22 61 

22.61 

22.61 

22 61 

22 61 

22.61 

22.61 

22.61 

22.61 

22.61 

20.76 

20.76 

20 76 

18 91 

18.91 

I7 09 

17.09 

- 
- 

- 

34.45 

33 13 

33 13 

31 19 

29 27 

29 27 

29 27 

27 35 

27.35 

25 43 

25 43 

25 43 

25.43 

25.43 

25.43 

25 43 

25.43 

25 43 

25.43 

25 43 

23 51 

23 51 

23 51 

23 51 

23 51 

23 51 

23.51 

23.51 

23.51 

23.51 

23.51 

21.59 

21 59 

21.59 

19 67 

19.67 

I7 77 

17 77 

- 

35.83 

34.45 

34 45 

32.44 

30.44 

30.44 

30.44 

28.45 

28.45 

26 45 

26.45 

26.45 

26.45 

26 45 

26.45 

26.45 

26.45 

26.45 

26.45 

26.45 

24.45 

24.45 

24.45 

24.45 

24.45 

24.45 

24 45 

24.45 

24.45 

24.45 

24.45 

22 45 

22 45 

22.45 

20 45 

20.45 

18.48 

18.48 

- 37 26 
35 83 

35 83 

33 73 

31.66 

31 66 

31 66 

29.58 

29.56 

27.51 

27 51 

27 51 

27 51 

27.51 

27 51 

27 51 

27.51 

27 51 

27 51 

27 51 

25 43 

25 43 

25 43 

25 43 

25 43 

25 43 

25 43 

25 43 

25 43 

25 43 

25.43 

23.35 

23 35 

23 35 

21 27 

21 27 

19 22 

19 22 

- 
- 

- 

- 

33.75 hours per week - 1755 hours per year 
* 35.00 hours per week - 1820 hours per year 

** 40.00 hours per week - 2080 hours per year 
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Adoption Leave ............................................................................................................................. 37 
After Hours Service ....................................................................................................................... 32 
Appointments ................................................................................................................................ 32 
Arbitration ...................................................................................................................................... 17 

Benefits Payable At Termination Of Employment ........................................................................ 25 
Bereavement Leave ...................................................................................................................... 36 
Canada Savings Bonds ................................................................................................................ 54 
Car Insurance ................................................................................................................................ 46 
Career Development ..................................................................................................................... 34 
Cell Phone ..................................................................................................................................... 47 
Consultation Committees .............................................................................................................. 14 
Contract Positions ........................................................................................................................... 7 
Conventions Or Conferences ....................................................................................................... 33 
Discharge And Discipline .............................................................................................................. 18 
Duration And Renewal .................................................................................................................. 59 
Educational Leave ........................................................................................................................ 34 
Emergency On Call ....................................................................................................................... 32 
Employee Information ................................................................................................................... 10 
Employee Protection ..................................................................................................................... 52 
Employee Representation At Meetings Of The Board Of Directors ............................................. 14 
Employee Responsibilities ............................................................................................................ 14 
Employment Insurance ................................................................................................................. 52 
Employment Stability ..................................................................................................................... 64 
Evaluations .................................................................................................................................... 55 
Expense Reimbursement ............................................................................................................. 46 
Gift Fund ....................................................................................................................................... 55 
Grievance Procedure .................................................................................................................... 15 
Health And Safety ......................................................................................................................... 55 
Hours Of Work For Ontario Early Years Centre .......................................................................... 27 
Hours Of Work For All Employees ................................................................................................ 27 
Hours Of Work For Early Learning & Parenting Programs .......................................................... 26 
Hours Of Work For Residential Services Employees ................................................................... 28 
Income Maintenance ..................................................................................................................... 50 
Job Classification And Reclassification ........................................................................................ 45 
Job Posting ................................................................................................................................... 21 
Job Sharing ................................................................................................................................... 56 
Jury Duty ....................................................................................................................................... 40 
Lay Off ........................................................................................................................................... 23 
Leave For Public Duties ................................................................................................................ 36 
Leave Of Absence ........................................................................................................................ 32 
Long Term Salary Continuance .................................................................................................... 52 
Loss Of Seniority ........................................................................................................................... 20 
Management Rights ...................................................................................................................... 10 
Maternity Related Reassignment .................................................................................................. 40 
Mileage .......................................................................................................................................... 46 
No Duplication Of Pay ................................................................................................................... 41 
No Strike, No Lock Out ................................................................................................................. 15 
Non Discrimination .......................................................................................................................... 8 
Ontario Early Years Centre ........................................................................................................... 27 
Overtime ........................................................................................................................................ 30 
Paid Holidays ................................................................................................................................ 42 

Benefit Program ............................................................................................................................ 47 

. .  

Paternity Leave ............................................................................................................................. 37 
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Payroll Deduction Plans ................................................................................................................ 54 
Pensions ....................................................................................................................................... 49 
Personal Leave Days .................................................................................................................... 32 
Policy Grievances ......................................................................................................................... 16 
Pregnancy Leave .......................................................................................................................... 37 
President ....................................................................................................................................... 68 
Probationary Period ...................................................................................................................... 19 
Promotions .................................................................................................................................... 20 
Purpose Of The Agreement ............................................................................................................ 6 
RAC Relief Worker ....................................................................................................................... 71 
Recall ............................................................................................................................................ 23 

Seniority ........................................................................................................................................ 19 
Shift Differentials ........................................................................................................................... 31 
Sick Leave Plan ............................................................................................................................ 50 
Statutory Holidays ......................................................................................................................... 42 
Termination, .................................................................................................................................. 23 
Time Off For Representatives ....................................................................................................... 12 
Transfers ....................................................................................................................................... 20 
Union Dues ..................................................................................................................................... 9 

Union Security ................................................................................................................................. 9 
United Way Contributions ............................................................................................................. 55 
Use Of Employer Facilities ............................................................................................................ 13 
Vacations With Pay ....................................................................................................................... 43 
Wages ..................................................................................................................................... 45, 74 
Work Place Safety Insurance ....................................................................................................... 50 
Workload ....................................................................................................................................... 60 
Workplace Violence Prevention .................................................................................................... 73 

Recognition ..................................................................................................................................... 6 

Union Representation ................................................................................................................... 11 


