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ARTICLE | - PURPOSE

1.01

This Agreement is entered into by the parties to provide for orderly collective bargaining
relationsbetween the Board and its employeesrepresented by the Union. It is the desire of both
parties to co-operate in maintaining a harmonious relationship between the Board and its
employees, to make provisionsherein for wages, hours of work and working coditiars, and to
provide an orderly method of settlinggrievances under this Agreement which may arise from
time to time, and the Union acknowledges the Board’sobligationsto provide reliableand
continuous service performed Wit skill and efficiency.

1.02
“Demotion”shall be deemed to mean transfer to ajob carrying a lower basic rate of pay.

“B.T.B.” means Full-Time Equivalence.

“Full-Time employee” means an employee of the Board regularly employed for more than
twenty-four (24) hours per wesk.

“Part-Time employee” meers an employee of the Board regularly employed for twenty-four (24)
hours or less per week

It is recognized that employees regularly employed for twenty-four (24) hours or less per week
usually work more than twenty-four (24) hours per week during the school vacation period and
the parties hereto are agreed that such employeesare regularly employed for twenty-four (24)
hours per week and therefore are part-time employees.

“Permanenttransfer”shall be a permanent transfer to ajob carryingthe same rate of pay.

“Promotion”shall be defined as a permanenttransfer to ajob carrying ahigher rate of pay.



ARTICLE II - RECOGNITION

2.01

The Board recognizesthe Canadian Union of Public Employees, Local 1011, as the exclusive
bargaining agent for all its employeesin the Region of Halton save and except supervisors,
persons above the rank of supervisor, teaching staft, office staff, temporary workers, and students
employed less than four (4) consecutive months per year. The parties agree that bus drivers,

cafeteria staff, para-professional staff and audio visual staff, are not included in the bargaining
unit.

2.02

The word "employee" or "employees' wherever used in this Agreement shall mean any or dl of
the seniorityemployees in the bargaining unit as defined above except where the context
otherwise provides.

2.03

No employee shall be required or permitted to make any written or verbal agreement, which
conflictswith the terms of this Collective Agreement.

2.04

In respect of employees covered by this Agreement, the Board valll not recognize during the
currency of this Agreement, any other bargainingunit.

2.05

No employee shall be transferred to a position outside the bargainingunit without the employee's
consent. If an employee s transferred to a position outside the bargaining unit, that employee
shall retain seniorityaccumulated up to the cate of leavingthe unit, but will not accumulateany
further seniority. Such employee shall have the right to return to a position in the bargainingunit
up to amaximum period of ninety (90) days. If an employee returns to the bargainingunit, that
employee shall be placed in ajob consistent with the employee's seniority. Such return shall not
result in the layoff or bumping of an employeeholding greater seniority.

2.06

The Union shall have the right to have the assistance of counsel and/or an advisor when dealing
with the Board at any Step of the grievanceprocedure, when negotiating with the Board, or at
any other meeting consentedto by the Board and to be attended by either elected representatives
of the Board or the Executive CFfia of Human Resources, or designate.

2.07
The words "shall" and "will" are deemed to be synonymous throughout.



ARTICLE IIT - RELATIONSHIP

3.01

The parties hereto mutually agree that any employee of the Board covered by this Agreement will
become amember of the Union.

3.02

The Board agrees that no employee shall in any manner be discriminated against or coerced,
restrained or influenced on account of membership or non-membership in any labour
organization, or by reason of any lack of activity in any labour organization.

3.03

The Union agreesthat itwill not diseriminate against, coerce, or restrain any employeebecause
of activity or lack of activity in any labour organization.

3.04
The Union will not engagein Union activities during working hours or hold meetings at any time

onthe premises of the Board without permission of the Executive COffia of Human Resources
or designatedrepresentatives.



ARTICLEIV - MANAGEMENT RIGHTS

4.01

Bxcept as specifically modified by this Agreement, dl rights and prerogatives which the Board
had prior to the execution of thiSAgreement are retained by the Board and remain exclusively
and without limitation within the rights of the Board. Without limiting the generality of the
foregoing the Board's rights shall include:

a) Theright to maintain order, discipline and efficiency, and in connection therewithto make,
alter and enforce from time to time, rules and regulations, policies and practices, to be
observed by its employees; the right to discipline and discharge employees for just cause
provided treta claim of discharge without just cause may be subject matter of a grievance
and dealt with as hereinafter provided.

b) Theright: to select, hire, transfer, assignto shifts, promote, demote, classify, lay-off, recall,
suspend, and retire employees; to selectemployees for positions excluded from the
bargaining unit.

¢) Therightto determine:the location of its operations and their commencements, curtailment,
or discontinuance;the direction of the working forces; the servicesto be furnished; the
subcontracting of work; the schedules of work; the number of shifts; the methods, process
and means of performing work; job content and qualifications; quality and quantity standards;
the qualifications of employees; to use improved methods, machineryand equipment;
overtime;to decide on the number of employeesneeded by the Board at any time; the number
of hours to be worked; startingand quitting time are solely end exclusively the rights of the
Board.

d) Thesoleand exclusive jurisdictionover dl operations, buildings, machinery, tools and
equipment shall be vested in the Board.



ARTICLE V- DEDUCTION OF UNION DUES

5.01

All employees shall, on the date of this Agreement or after one (1) month's service, whichever
last occurs, signa card, authorizingthe Board to deduct from their pay, an amount equivalent to
the Union's regular monthly Union dues for each calendarmonth thereafter, and the Board will
remit same not later than the last day of the same month of such deductions, to the National
Secretary Treasurer of the Canadian Union of Public Employees. It is understood that CUPE
National will deduct the National per Capital tax and Defence Fund in accordance with the
CUPE Constitutionand Defence Fund Regulations and return the remainder of the dues to the
Local. Suchremittance shall be accompaniedby a list of all employees and the amount of dues
deductedfrom each employee for that month, the total number of part-time employees and full-
time employees and the basic monthly salary paid in that month.

Such deductionshall be in respect of regular monthly Union dues and initiation fees. The
amountsshall be determinedby CUPE in accordancewith their respective constitutionsand
forwarded in writing to the Board at least thirty (30) days prior to the expected date of change.
The Board will have no responsibilityto collect past Union dues.

The deductionof such Union dues prior to the employees having worked for the Board for a
period of three (3) consecutive calendar months shall in no way alter the seniorityor probationary
period provisions outlined in Article 7.02 of this Agreement.

5.01(A)

In order that the Board may have definite instructions as to what amount is to be deducted for the
above purpose, it is agreed that the Union shall promptly notify the Executive Officer of Human
Resources in writing over the signatureof the Treasurer of the Union of the amount of
deductionsto be made by the Board equivalentto the Union's regular monthly dues, and the
Board shall have the right to continueto rely upon such written notificationuntil it receives other
written notification signed with the same formality.

5.01(B)

The Union agrees to defend and hold the Board completelyharmless against all claims, demands
and expensesshould any person at any time contend or claim the Board has acted wrongfully or
illegallyin making such check-off deductions.

5.02
The Executive OFfica of Human Resources will supplythe Union Secretarywith:
i) Asenioritylist as per Article 7.01 and a separate list of probationaryemployees
ii) Addresses of seniority employees and probationary employees
iif) Copies of lettersto new hires
iv) Copies of letters of termination, resignations or retirements of seniority employeesand
probationaryemployees.



5.02 (Continued)

Such changes Naddressto be furnished 10 the Union Secretary the month following the manth in
which the Human Resourges Department received notiice in Writing,

Inaddition to the foregoing, the Executive Officer of Human Resources will:
i) Furmnish the Union Secretarywith an up-to-date list of names and addresses of siority
employees at the time of posting of the new senioritty list,

i) Advisethe Unionby telephone, upon request, of the correct address of any seniority
employee.



ARTICLEVI - UNION REPRESENTATION

6.01

The Board will recognize as stewards not more than ten (10) seniority employees, provided such
employees have acquired seniority under the terms of this Agreement, and the Union shall notify
the Board in writing of the names of such employees and any changes as they occur. The Board
shall not be obliged to recognize any steward until it has been notified in writing.

6.02

The Board agrees to recognize a Union Grievance Committee comprised of not more thansix (6)
seniority employees. The Board agrees to recognize a Union Negotiating Committee composed
of not more than six (6)seniority employees.

6.03
The Board and Supervisory personnel agree to cooperate with the committeemembers in the
Carryingout of the terms and requirements of this Agreement.

6.04
The Union Committee Members and members agree to cooperatewith the Board in the carrying
out of the terms and requirements of this Agreement.

6.05

It is understood that the stewards and committeemember(s) have their regular work to perform
on behalf of the Board. If it is necessary for a committee membe(s) to servicea grievance
during working hours, the employee shall not leave work without first obtaining the permission
of the supervisor. \When resumingregular work, the employee shall again report to the
Supervisor. A Steward or committeemember(s) duties shall include assisting an employee inthe
preparation and presentation of a grievance and generallyto assist in and be responsible for the
proper administration of this agreement.

6.06

A steward or a member of the Union Committeereferred to in Article 6.02 hereof shall have the
privilegeof attending designated grievance procedure meetings and mestiirgs held to negotiate
the renewal of this Agreement held within regular working hours and will be compensated for
time spent during such hours at regular straighttime rate of pay, exclusive of all premiums,
subject to the following:

1. Itshall only apply to time spent processing grievancesin Steps 1, 2 and 3 of Article IX, and
shall not apply to time spent attending arbitration.

2. All time shall be devoted to the prompt handling of grievances,

3. The steward and griever concerned shall obtain permission of the supervisor concerned
before leaving their work. Suchpermission shall not be unreasonably withheld.



6.06 (Continued)
4, All time away franwork shall be properly reported.

5. The Board reservesthe right to limit suchtime, on reasonable notice being giver, if it deems
the time so taken to be excessive.

6. Innegotiationsfor the renewal of this Collective Agreement it shall apply to meetingsheld

up to and including corciliation. Thereafter payment of the Union Committee shall not be the
Board's responsibility.

6.07

The Board agrees to forward to the Union copies of all Board resolutions, Policies, By-Laws and
Administration Prooedureswhich the Board considers affect the members of the Union. Failure
to do s0, caused by oversight, shall not constitutea breach of this Agreement.

a) An employeewill be paid regular straight time pay or lieu time, with agreement of
supervisor, for the number of hours required to attend meetings called by the Board.

6.08

The Union and the Board desire every employeeto be familiarwith the provisions of this
Agreement and the rights and obligations under it. The Union President or designate and a
Supervisorwill meet during regular working hours with dl new employeesindividuallyor ina
group setting to distributeand discuss the Terms and Conditions of this Agreement and to answer
any questions the new employee shall have.

Sufficient copies of the Agreement srall be printed in booklet form in a Union Shop wittin thirty
(30) days of signing. The cost to be shared on a fifty-fifty (50-50) basis between the Union and
the Board. The Board and the Union villl agree to the number of copiesto be printed to ensure
distributionto all members and Board employees who require a copy of this Agreement.



ARTICLEVH - SENIORITY

7.0

Subjectto the provisions hereinafter set forth, seniority is defined for the purpose of this
agreement as the length of service of any employee with the Board computed from a date three
(3) months prior to the date such employeeactually attainsseniority provided in Article 7.02
hereof. The Board will maintain a separate full-time seniority list for all full-time employeesand
a separatepart-time seniority list for all part-time employees showing the date on which each
employee's seniority commenced and the employee's current position and work location. Where
two (2) or more employeescommencework on the same day senioritywill be in accordancewith
the date of application for hire. An up-to-date seniority list will be posted on the Caretaker's
bulletinboard (one (1) per school) in January and July of each year.

7.02

An employee will be considered on probation and will not be placed on a seniority list and shall
not have any seniorityrights hereunder until the employee has worked for the Board for a period
of three (3) months and shall then be entitledto be placed onthe seniority list. Neither the Union
nor any employee will question the dismissal or discipline of any probationary employee, nor
shall the dismissal or disciplinebe the subject of a grievance. Therewill be no extensionto the
three (3) month probationary period granted, except for reasons of sickness or bereavement.

7.03
An employee shall lose dl seniority rights

a) Ifthe employeeis discharged forjust cause and is not reinstated;

b) Ifthe employeequits employment;

¢) Ifthe employee is absent from work for three (3) consecutive days uponwhich the
employee is scheduled to performwork. This Article 7.03(c) shall not be interpreted as
permitting unauthorized absence of any duration;

d) Ifaperson on lay-off failsto return to work within fiften (15) working days after the
Board's notice of recall is sentby overnightcourier to the last address of the person
shown onthe Board's records, or if such person withinten (10) working days after such
notice of recall is so sent, fails to notify the Board's office of an intentionto retum to
work. This clause shall not apply if the employee furnishes reasons satisfactory to both
the Board and the Union for such failure;

e) If the employee fails to report for work promptly after the expiration of any leave granted,
unless the employeeis excused by the Board;

f) i) If anemployeewith seniorityup to one(1) year if laid off for a continuousperiod of

twelve (12) months;
if) If an employee with seniority of more than one (1) year is laid off for a continuous
period of twenty-four (24) mnths,



7.03 (Continued)

g) If the employeeis absent from work dueto iflness or on Workers' Compensationfor more
thantwo (2) years before the Board removes an employee from the seniority listunder the
provisionsof thisclause (g) the Board will review the individual case.

It shall be the duty of the employee to notify the Human Resources Department promptly, in
writing, of any change of address or telephone number.  If an employee shouldfail to do this, the
Board wiill not be responsible for failureof a notice to reach such employee, and any notice sent
by the Board by registered mail or telegram to the address of the employee which appears on the
Board's payroll records shall be conclusivelydeemed to have been received by the employee.

7.04
Promotions, permanenttransfers, lay-offs and recalls after lay-offs, shall be based on the
following factors:
FULL-TIME EMPLOYEES
Only full-timeemployees willbe considered in effectingpromotions, permanent transfers and
layoffs with respect to full-time positions. Part-time employeeswiill only be considered if there
areno affected full-time employees. Promotions, permanent transfers and layoffs will be based
onthe followingfactors:

a) seniority; and

b) the requirements and efficiencyof operation, the Sl ,competence, present ability,

qualifications and training of the individual.

PART-TIME EMPLOYEES

Only part-time employees will be consideredin effectingpromotions, permanent transfers and
layoffs with respect to part-time positions. Full-time employeeswill onlybe considered if there
are no affected part-time employees. Promotions, permanent transfers and layoffs will be based
on seniority.

7.04(A)
Sixty (80) Working Days Notice

i)  Staffwho are laid off by the Board will be given sixty (60) working days notice of intent
to be laid~off or at the Board's discretion pay in lieu of working notice. There will be
nine (9) days paid leave with the approval of their supervisor to allow the employee to
searchfor alternatework Thereis no cash value for the days. They are forthe sole
purpose of searching for alternative work during the 60 working day period. No more
than one (1) day wwill be allowed per week, unless approved by the supervisor. Thelaid-
off employeeswill also have access to a basic benefit plan for six (6) additional morths
after ceasing to work for the Board. The Board will pay for the first month only, the next
five (5) maths are at the Employee's expenseand will be paid each month in advance &
required.

10



7.04(A) (continued)

iiy Thenames of laid-off employeeswill be added to a casual list of employees and will be
given first preference forwork. The work that they perform as casual caretakers will not
be deemed to be arecall in accordancewith the Collective Agreement.

iiiy The provisions shown abovei) and ii) will not apply with respect to the following:

1. Probationary employees.

2. Part-time cleanerslaid off duringthe summerbreak period.

3. Lay-off resulting from matters beyond the Board’s control includingbut not limited to
fire, lightning, flood, tempest, power failure, machine breakdown and work stoppage.

4. Where it is not practical to provide the full amount of required notice, the Board shall
provide payment in lieu of notice for the balance of 60-day notice period at the
employeesregular straight time rate of salary, and continuationof coverageunder the
Board benefit plan for the 60-day period.

7.04(B)

inthe event of layoff, employeesin full-time positions are not entitled to transferhump into part-
time positions and employeesin part-time positions are not entitledto transfer/bump into full-
time positions.

7.04(C)
Recall listswill be maintained for employees affected by the lay-off and such employees shall be

recalled in reverse order of lay-off, that is, last employee laid off shall be the first employeeto be
recalled, provided the employeehas the ability to perform thejob.

7.04(D)
Recall from lay-off shall be by registered letter sentby the Board to the last recorded address of

the employee. The employee shall notify the Board of the intentionto return to work within ten
(10) working days of the date the letter was registered and shall return to work within fifteen (15)
working days of the date the letter was registered. It isunderstood that this process will not
prevent the Board from meeting its operating requirementsby filling the job temporarily if
required.

11



7.05
When the Board determines that there is a reduction in work force required the following will
apply:
i) Classificationsfor bumping will be determined in descending order as follows:
Secondary Head Caretaker
Maintenance
Elementary Head Caretaker
Relief Caretaker
Caretaker
if) Inthe event of areduction inwork force, the least senior member(s) in the bargaining unit
will be laid off.
iif) All transfer, bumping, or recall procedures will be made in accordance with seniority,
subject to the employee’s ability and qualificationsto perform the requirementsof the
job, including where certification and/or licensingis required.

iv) PROCESS

a) The employee(s) may bump the least senior employeein the same or lesser
classification. The employee bumped may then bump the least senior employee in the
next classification. At the end of this bumping process the least senior employeein the
Bargaining Unit will be the employeewho is laid off.

b) A surplus employee wiil not be required to transfer or bump, and a laid off employee
wiill not be required to be recalled to aposition that results in a lower arwel rate of
eamings (exclusive of overtime and shift premiums) than that which exists for such
employee in the position from which the employeewas declared surplus.

¢) A surplus employee will not be permitted to transfer or bump toa higher rate of
eamings and a laid off employee will not be recalled to a position that resultsin a
higher rate of earnings (exclusive of overtime and shift premiums)than that which
exists for such employee in the position from which the employeewas declared

surplus,

d) For the purpose of this article “annual rate of eamings” means the straight hourly rate
multiplied by the number of regularly scheduled hours of work or weeks per year.



7.05 (continued)

v) SCHOOL CT.OSURE
In the event of a Board decision to close a school(s) and prior to abumping process, the
employee(s) affected will be notified in writing immediately. In the time between
notification and the actual school closure the employee(s) will be given first opportunity
for any positions that become available in their same classificationezcept new schools or
they may apply through the posting process for any position in the BargainingUnit
including new schools.

7.06 - Subcontracting
No seniority employee in the bargaining unit will be laid off or demoted as a result of the Board
contractingout work or services being performed by employees in the bargainingunit.

107

a) A full-timeemployee who becomes a part-time employee will retain all seniority
accumulated as a full-time employee.

b) A part-time employee who becomes a full-time employeewiill retainpro-rated seniority,
based on a full year’s senioritybeing equal to two thousand and eighty (2080) hours of actual
work as apar-time employee.

7.08 Lay-offs, Summer Breaks- Part-Time
When lay-offs occur during the summer break, separation slips or certificates will be availableto
the employeeswithin five (5) working days from separation.

7.09 Severance Pay

i)  Inthe eventof a layoff severance pay shall be made availableto seniority employees if no
job for which they are qualified can be made available to them.

ify  Seniority employees who elect to take severance shall provide writtennotice to the
Executive Cffia of Human Resources. When an employee electsto take severancepay,
he/she is terminating his/her employment with the Board and giving up all rights to recall.

iif)  Seniority employees will receive severancepay qual to two (2) weeks’ pay for each full
year of service.

iv)  Employeesunderstand that upon the receipt of severancepay as outlined in clause i,
hereof, their employmentwith the Halton Ot School Board has been terminated, they
shall lose all rights to recall, and that the Halton Dt School Board has no further
obligations.

v)  Upon request the Board will provide a letter of employment to the laid off employee within
oneweek of his/her layoff.

13



ARTICLEVIII - JOB VACANCI ES - POSTINGS AND TRANSFERPROVISIONS

8.01 - Job Vecarcies & Postings

\ecaoies will be posted for the period commencing one (1) week prior to Labour Day up to and
includingthe firstweek of July. All postings wwill be for five (5)workingdays. During such five
(5) working days, the Board may temporarily fill the vacancy asit seesfit. Placement of the
successful applicant may be deferred pending identificationand placement of successful
applicantto subsequentjob posting.

\ecaies will be posted electronicallyand in hard copy form (viacourier). An Employee may
bid for a posted position via electronicmail or via hard copy of bid sheet.

8.01 (A)
The Board will repost all unfilled job vacancies/postings every six (6) months fromthe original
posting date provided the vacancy still exists.

8.01 (B)

The Board shall provide the Presidentand the Secretary of the Union with a list by electronic
mail and/or fax one working day after the listis finalized for each posted position. The Board
shall provide the President and the Secretary of the Union with the name of the successful
applicantby electronicmailand/or fax once Human Resources has been notified.

8.02 Full-Time Employees

No employeewho has successfully bid under this Article shall be entitled to bid for any posted
job vacancy unless it is deemed a promotional opportunity for eight (8) months from the date of
the successfulbid except in a downsizing situation,where the timelines in this clause shall be
waived. An employeeshall be permitted to bid for apromotion even though less tren eight (8)
months has elapsed since the date of the last successful bid. “Promotionshall be interpseted in
accordance with the definition contained in Article1.02 hereof.

8.03 Full-Time Employees

In the event the successful applicant is not satisfactory to the Board, the employee shall be
returned to the former position wiithin three (3) months without loss of seniority however, not
necessarilyin their former location(s). The three (3) month probationary period asidentified
above, will commence the first day the employee is in the role at the new work site. The
successful applicantwill receive the new rate of pay however within30 working days of being
notified in writing that they are the successful candidate. An employeewho is returned to the
former position as a result of being unsatisfactory in the new position shall not be eligibleto
make application for any position for a period of eight (8) months from the date upon which the
employegis returned to the oldjob unless the Executive Cffica of Human Resources gives
permission to do So.

14



8.04 TransferProvisions

i) Exchanges
Two (2) employeesmay exchange work locations subjectto the approval of the Regional
Supervisor Plant Operationsand the Executive Officer of Human Resources.

ii) Permanent Transfer- Part-Time
"Permanent Transfer' shall be permanenttransfer to ajob carryingthe samerate of pay.
Permanent Transfer shall be completedby mutLal agresment provided the operational
requirements of the Board are met.

8.05 - Procedure for Part-The Employees - Transferringto Full-Time

Only full-time employeeswill be considered by the Board in filling full-timepositions, subject to
the following:

i) Anpart-time employee who indicatesthat s/he wishesto be consideredfor a full-timevacancy
shall be interviewed by the Board; and

i) If successful in the interview process, the part-time employee will be placed on the eligibility
list. If no applications are received from any full-time employees for the vacancy, a seniority
part-time employeeon the eligibilitylist shall be offered the full-time position.

iii) A part-time employee transferring to a full-time position shall have the option during the
three (3) month probationary period required for transfer to the full-timeposition to return to
the part-time position, however not necessarily in the former location, without loss of

seniorityobtained while in the part-time position and without loss of seniorityobtained while
in the full-time position.

8.06

Only part-time employees will be consideredby the Board in filling part-time positions, subject
to the following:

i) Afull-time employee who indicatesthat sfhe wishesto be considered for a part-time vacancy
shall be interviewed by the Board; and

ii) if successfulin the interview process, the full-time employee will be placed on the eligibility

list. if no applications are received from any part-time employees for the vacancy, a full-time
employee onthe eligibility list shall be offered the part-time position.

15



ARTICLE IX - GRIEVANCE PROCEDURE

9,01
"Grievance" shall mean a complaint or claim concerning the alleged violation of the provisions
of this Agreement including Letters of Agreement attached to the Collective Agreement,

9,02

a) The parties to this Agreement are agreed tretit is of the utmost importanceto adjust
complaintsas quicklyas possible. 1t is understood that an employeehas no grievance until
the employee has first giventhe inmediate supervisor an opportunity to adjustthe complaint.

An employee may initiate a discussion with the immediate supervisorwitain ten (10)
working days from the time when the circumstances givingrise to the grievancewere known
or should have been known to the Member. An employeeshall be informed of his/her right
to have a Union representative at the meeting with the immediate supervisorprior to the
meeting. The immediate supervisor's responseto the employeeshallbe given in writing
within ten (10) working days foltowing the aforementioneddiscussionbetween the employee
and immediate supervisor.

9.03

No grievanceshallbe considered which was not presented wilfinten (10) working days after the
circumstances which gave rise to it came to the attention or should have cometo the attention of
the employee concerned.

9.04
Grievance shall be adjusted and settled as follows:

STEPNo.1

If an employee has a grievance the employee shall first and immediately Wi the ten (10)
working days referred to in 9.03 submit the grievancein writing, to the Supervisor of Plant
Operations and Facilities Maintenance.

The Supervisorof Plant Operations and Facilities Maintenance or designate shall then investigate
the grievanceand will have ajoint meeting with the individual grievor, the Field Supervisorand
appropriatesteward or Union representative. The Supervisorof Plant Operations and Facilities
Maintenance shall render a decision in writing to the Secretary of the Union and Chief Steward
it seven (7) working days.

The next step of the grievance procedure may be taken within seven (7) working days of the
Supervisor of Plant Operations and Facilities Maintenance giving written decision, but not
thereafter. The written grievance herein referred to shall be in triplicate upon the grievance form
which is annexed hereto as Schedule"C" to this Agreement and such written grievance shallbe
signed by the grievingemployeeand be fully completed in all respects.

16



STEPNo.2

If the grievance is not settled up to this point, the grievance committee shall, Wihin seven (7)
working days after the decision of the Supervisor of Plant Operations and Facilities Maintenance
under StepNo.1, refer the written grievanceto the Executive Officer of Human Resources or
designate. The Executive Officer of Human Resourcesor designateshall then investigate the
grievanceand shall meet vilh the Union Grigvance Committee within fifteen (15) working days
after receipt of the written grievance. At such meeting the Board or the Union may have such
additional representation present as each party desires, and the grievor or employee(s) concerned
may be required to be present a the request of either party. The Executive Officer of Human
Resources shall render a decisioninwriting to the Secsetary of the Union and Chief Steward
within seven (7) working days.

STEPNo3

If the grievance is not settled up to this point, the grievance committee shall, Wit seven (7)
working days after the decision of the Executive CFfia of Human Resources under StepNo.2,
refer the written grievanceto the Director of Education or designate. The Director of Education
or designate shall then investigate the grievance and shall meet with the Union Grievance
Committee as soon as possible but not later than two (2) weeks thereafter to attemptto settlethe
grievance. At such meeting the Board or the Union may have such additional representatives
present as each party desires, and the grievor or employee(s) concerned may be required to be
present at the request of either party. The Director of Education shall render a decisionin writing
to the Secretary of the Union and Chief Steward within seven (7) working days of the holding of
the meeting.

STEP No.4

If the grievance is not settled at STEP No.3, and if mutually agreed by the Board and the Union,
the grievancecan proceed to amediation process. The costs of the process will be shared equally
by the parties.

STEPNe.5

If final settlement of the grievance is not completed at StepNo.3 above, it may be referred by
either party to a Board of Arbitration as hereinafter provided witin thirty (30) days from the
Directorof Education's or designate's decision at Step No.3 above. The party referring the
grievanceto arbitration shall be restricted to the issue contained in the written grievance.

9.05
The written grievance shall be signed by the grievor and shall contain a summary of all issesin
dispute and of the remedy requested by the grievor.



9.06

In the case of a Union policy grievanceor Board grievance such grievancemay be submitted to
the Director of Education or to the Union, as the case may be, in writingwithin seven(7)
working days of the circumstances giving rise to the grievance and shall commencewith Step
No.3 under the grievance procedure; however, it is expressly understood that the provisions of
this paragraphmay not be used by the Union to institute a complaint or grievancedirectly
affecting an employee or employees:which such employeeor employeescould themselves
institute, and the regular grievanceprocedure shall not thereby be bypassed.

9.07

A complaintor grievancewhich has been disposed of pursuant to the grievanceand/or arbitration
provisions of this Agreement shallnot again be made the subject matter of a complaintor
grievance.

9.08

In the event of any alleged violation of the "No Strikeor Lockout" Article hereof, the aggrieved
party may cause the matter to be submittedto special arbitrationand a special arbitrator may be
appointedand shall hold a hearing immediately or within twenty-four (24) hours of being
appointed. If the partiesare unable to immediately agree upon an arbitratorwho is available to
hold a hearingimmediately or within twenty-four (24) hours, the grievor may request the
Minister of Labour for the Province of Ontarioto appoint an arbitrator.

9.09

Failureto put a grievancein writing in StepNo.1 in accordance with the requirements of Article
9.05 hereof, shall be deemed a completewaiver and abandonmentof the grievance by the
grievor. Any grievancenot appealed from one step of the grievance procedureto the next within
the specifiedtime Emisas prescribed above shall be considered settled on the basis of the
Board's last reply. If the respondent to a grievance does not comply with the time limits set out
for meetings and/or replies to a grievance, the party having carriageof the grievance shall process
the grievanceto the next higher step within the time required after expiration of the time for the
respondentto hold a meeting or give areply, asthe casemaybe. Time limitsmay be extended
only where mutually agreed upon inwriting between the Board and the Union.

9.10

A decision reached at any stage of the grievance procedure above outlined shall be final and
binding upon all parties hereto, including the complainingemployee, and shall not be subject to
reopening by any party except by mutual agresment.

Ifthe grisvance is settled at Steps1, 2, 3 or 4 of the grievance procedure both the Board's and the
Union's representatives who pass on the same as provided herein, shall sign the settlement as
endorsed on the written grievance, so that no question or argumentmay arise as to what the
settlementwas. in addition, the aggrieved employee shall sign the settlementas so endorsed on
the written grievance, acknowledgingthat the employeehas read and understood the same and is
bound thereby
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ARTICLEX - ARBITRATION

10.01

Either of the partiesmay, after exhausting the appropriate grievanceprocedure established by this
Agreement, notify the other party in writing of its desire to submit the difference or allegation to
arbitrationand the notice shall contain the name of the first party’s appointeeto a Board of
Avrbitration. The recipient of the notice shall, wittinfive (5)days, advise the other party of the
name of its appointee to the Board of Arbitration. The appointee 5o selected shall, within five (5)
days of the appointmentof the second of them appoint athird person who shall be chairperson. If
the recipient of the notice fails to appoint an arbitrator, or if the two (2) appointees fail to agree
upon a chairperson within the time limit, then the Minister of Labour for the Province of Ontario
shall be requested to appoint a qualified person to be chairperson.

10.02

The Board of Arbitrationshall hear and determine the nattar and shall issue a decision,which
decision shallbe final and binding upon the parties, and upon any employee affected by it. The
decision of the majority shall be the decision of the Board of Arbitration, but if there is no
majority decision the decision of the chairpersonshall govern.

10.03

The Board of Arbitration shall not be authorized to make any decisioninconsistent with the
provisions of this Agreementnor to adjudicate any matter not specifically assigned to it by the
written grievance as filed at the initial step.

10.04

Each of the parties of this Agreement shall bear the expensesof the arbitrator appointed by it, and
the parties hereto will jointly bear, share and share alike, the expensesof the chairperson of the
Board of Arbitration.

10.05

No matter may be submitted to arbitration,which has not properlybeen carried through all
previous steps Of the grievance procedure. The provisions of this clause shall not be considered
waived by the parties or either of them unless they expresslyprovide a waiver thereof in writing
signed by both parties.



ARTICLE X1 - DISCHARGE OR DISCIPLINE CASES

11.01

A claim by a seniority employee that the employeehas been unjustly discharged shall be treated
as a grievanceif a written statementof such grievance is lodged with the Executive Cffiar of
Human Resources Within five (5) working days after the discharge. Such special grievanceshall
be dealt with at Step No.2 and the balance of the grievance procedure. Such five (5) working day
time limit shall be extended only where it is physically impossible for the employeeto comply,
for example where the employee is confined to jail or hospital. Inno eventshall such extensions
exceed nine (9) working days, i.e. atotal of twelve (12) working days from the date of discharge.

11.02

Should the parties agree or should the Board of Arbitrationdeterminethat an employeehas been
unjustly disciplinedor dischargedsuch employeeshall be reinstated in the former position,
without loss of seniority, and shall be compensated for dl regular straight time wages and
applicable premiums lost including the Board's contributions on behalf of the employeeto
Extended Health Plan, Employer Health Tax and Gartall Plan provided the employee pays
premiums for the interim period less any monies which the employee earned or could reasonably
have eamed, in the interim or by any other decisionwhich isjust and equitablein the
circumstances,

11.03(A)

Each employee shallbe provided in writing with any notation of derogatoryor disciplinary
action, which isto be placed on the employee's employment record. Suchnotice shallbe given
to the employee il seven (7) calendar days of the discovery of the occurrence giving rise to
the actionand such notice will be acknowledged by the employee by signed receipt. The Union
Representative, as designated by the Union, present shall sign as a witness and receive a copy of
the document.

11.03(B)
An employee involved in disciplinaryaction or discharge being takenagainst the employee will
have a steward present at the time of the disciplinaryactionor discharge.

11.04(A) -_Access to Personne] File

Upon written notice, submitted at least one (1) working day in advance, to Executive Offic of
Human Resources, amember and/or his/her Union representative shall have access to his/her
personnel file, aswell as photocopies of any material contained therein.

11.04(B)

Any written communicationwith an employee concerning derogatoryor disciplinaryaction shall
be removed from the employee's file if there has been no further incident with said employee
after aperiod of two (2) years.
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ARTICLEXII - NO STRIKEOR LOCKOUTS

12.01

The Union undertakes and agrees that while this Agreement is in operationneither the Union nor
any employee shall take part in or call or encourage any strike, picketing, sit-down, slowdown, or
any suspension or stoppage of or interference with work or production against the Board which
shall in any way affect the operation of the Board, nor shall there be any sympathy strikes or
secondaryboycotts and the Board agrees that it will not engage in any lockouts during the term of
this Agreement.

12.02

\When a full-time employee, or a part-time employee has made an attemptto cross and has been
unableto have accessto his/her place of work due to a strike action by another union, the
employee will proceed to the nearest Halton District School Board facility not under strike
action. The employee villl contact his/her Field Supervisorof Facility Services Department and
await instructions. If instructions are not received by the employee the remainder of his/her shift
will be completed at the facility in which the employee gained access.
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ARTICLE XIIT - MISCELLANEOUS LEAVES OF ABSENCE

13.01

An employeemay be granted a leave of absencewithout pay and without loss of seniorityif a
complete application therefore is approved by the Executive Officer of Human Resources and is
sentto the Human Resources Department, where possible, at least fifteen (15) days prior to the
requested leave. Such request must show good and sufficientreason and shall contain:

1)the reason for the proposed absence
2) the commencementdate of the proposed leave of absence
3) the length of the proposed leave of absenceincluding chte of refurn.

NOTE:
a) Leaves granted shall be in writing covering a specific period of time.

b) The Executive Officer of Human Resources agreesto give considerationin a fair and
reasonablemarmerto an extenuating circumstance related to the overstayingof a
leave of absence.

¢) Leaves granted or denied shall be inwriting from the Executive Officer of Human
Resources or designate.

13.02

Leave of absence without loss of senioritywiil be granted to not more than four (4) seniority
employees at any one time (not more thenone (1) of whom shall be from the same school) and in
respect of all such employeesshall not total more thansixty (60)working days per year
(September 1 to August 31) or more thantwenty (20) working days per year for any individual,
and such leave of absenceshall be confined to representing the Union at Union conventions or
Union conferences. The Board agrees to pay on behalf of the Union to employeeson leave of
absencepursuant to this Article13.02 full wages and compensationfor which they would
otherwisebe entitled under this Agreementand the Union agrees to reimbursethe Board for the
total wages paid 0 and/or on behalf of such employees.

13.03 - Union Education Leave

Leave of absence without pay and without loss of seniority, will be granted to Union members,
Stewards and Officars to attend Union sponsored education courses during the working hours
and in respectall such employees shallnot total more thanthirty-five (35) days per year
(September 1 to August 31).



13.04
The following absences may be allowedwithout chargeto the sick leave account:

a) Deaths and Funerals

A maximum of four (4) working days' leave of absence without deductionshall be granted to a
seniority employeein the case of the death of an immediate member of the family or an
immediaterelativeby marriage:. .

An "immediate member of the family" is defined as father, mother, sister, brother, daughter, son,
grandparent, grandchildren, spouse, step-father, step-mother, step-sister, step-brother, and step-
child.

An "immediaterelative by marriage" is defined as: mother-in-law, father-in-law, sister-in-law,
brother-in-law, daughter-in-law and son-in-law.

inall other cases one (1) day shali be allowed for the purpose of attendinga funeral ,and/or
attending Church or Memorial Service, subject to the approval of the Executive Cfia of
Human Resources.

If bereavement occurswhile an employee is on vacation, the vacation will be extendedby two (2)
days provided the requirements for bereavement leave aremet.

For the purpose of this clause only, the term *'spouse’"is given the extended meaning it has in
Fart I, Section29 of the Family I aw Act. This is intended to include common-lawand same
Sex partners.

All approved bereavementleave in 13.04(a) will be without loss of pay provided the
purpose of the leave includes attending the funeral and/or attending Church or Memorial
Service of the deceased. All time off granted for bereavementin 13.04(a) must be taken
at the time of the occurrenceof the death and such time off cannotbe compoundedwith
other benefits.
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13.04 (continued)

b) Jury Duty and Snhpoena

An employeeis entitled to salary, notwithstanding the employee being absent from duty by
reason of a summonsto serveas ajuror or a subpoenaas awitness in any proceedings to which
the employeeis not a party or one (1) of the persons charged, provided thatthe employeepays to
the Board any fee, exclusiveof travelling allowance and living expenses, thatis received asa
juror or as a witness.

c)

Each seniority employeewho is injured in the course of duty shall have the Workplace Safety
and Insurance Board salary awards supplemented from sick leave account to provide for payment
of full salary. Inthe event that an employee does not wish to use sick leave creditsto supplement
the Workplace Safetyand insurance Board award, the employee must give immediate notice in
writing to the Human Resources Department M er the expiration of any Workplace Safetyand
Insurance Board award, the employee may use the current year's sick leave or accumulated
credits up to the limit previouslyestablished. It shouldbe understood thatthere shall be no
pyramiding or compounding of Board benefits with any other internal or external benefit. An
employee on sick leave shall not be able to sarn an amount of income greater than that which the
employee eamed while actively at work.

13.05 —Maternity Leave tPregnancy Leave)

The Board shall upon written request of an employee and receipt from a legally qualified necical
practitioner stating that the employee named therein is pregnant and specifying the date upon
which delivery will occur in the medical practitioner's opinion, grant or causeto be granted to the
employee a Pregnancy Leave (leave of absencewithout pay).

a) Pregnancy Leave shall be governedby the Employment Standards Act and any amendments
thereto. Effective December31, 2000 an employee on Pregnancy Leave for the seventeen

(17) week period or on a Parental Leave for the thirty-five (35) week period identified under
the Employment Standards Act shall accumulate seniority but not salary. The normal Board
contributionsto benefits will continue duringboth the Pregnancy Leave and the Parental
Leave.

b} The Board srall, on written request of the employee, grant in additionto the Pregnancy Leave
and the Parental Leavein 13.05(a) leave of absence for personal family reasons for a period
not to exceed one (1) year provided that the date of termination of the leave coincides vl a
naturat break in the school year. Such extensions beyond the seventeen (17) week Pregnancy
Leave and the thirty five (35) week Parental Leave shail be without payment of salary,
allowancesand fringe benefits. Effective July 1, 1992 the member shall accumulate seniority
during this leave.

¢) Atthe termination of the leave period, the onus shall be on the employeeto report, in writing
to the supervisor, the employee's readiness and medical fitnessto resume the employee's
duties.
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13.05 (continued)

d) The employee shall return to work after the Pregnancy Leave and Parental L eave without l0ss
of seniority, held at the commencement of the leave subjectto the provisions of this
CollectiveAgreement.

€) Members taking only the Parertal Leave for thirty-seven (37) weeks, in
accordance Vil the Employment Standards Act shall accumulate seniority and
credit for experienceduring such leave. The normal Board contributions to benefits will
continue during the Parental Leave.

13.06 - Paternity Leave

An employeemay be granted a leave of absence of one (1) day with pay and one (1) day
deducted fromthe Employee's sick leave account, subject to the approval of the Executive
CHfE of Human Resources, on the occasion of the birth of the employee's child. The leave may
be taken between the day of delivery and the day of hospital release, inclusive.
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13.07 - Adoptive Leave

Leave shallbe availableto an employeewho adoptsa child. Advance notification of at least three
(3) months shall be given to the Board of intent to adopt, on the uaderstanding that it may be
necessary for the employee to commence leave immediately the child becomes available.

Written notification shall be given to the Supervisorof the exact dates of the leave when they are
known.

Leave for purpose of adoption shall be limited to fifteen (15) weeks. An additional thirty-sevea
(37) weeks Parental Leavewill be availableto an employee as specified in the Employment
Standards Act. Anemployee while on Adoptive Leave and Parental Leave shall accumulate
senioritybut not salary. Board contributionsto benefitswill continue during both the Adoptive
Leave and the Parental Leave.

a) The Board shall, onwrittenrequest of the Member, grant in additionto the Adoptive Leave
and Parental Leave in 13.07(a) leave of absence for personal family reasons for a period not
to exceed one (1) year provided that the date of termination of the leave coincideswith a
natural break in the school year. Extensions beyond the fifteen (15) week Adoptive Leave
and thirty-seven (37) week Parental L eave shallbe without payment of salary, allowances or
fringe benefits. Effective July 1, 1992, the member shall accumulate seniority during this
leave.

The provisions of 13.05 and 13.07 will be availableto an employee who has thirteen (13) weeks
or more of Continuous service with the Board.

13.08
All parties concerned agree that the best interest of the employee concerned should be observed

in arranging the dates for the commencement and termination of Pregnancy Leave and Adoptive
Leave.

13.09 - Quarantine

Every employee is entitled to legitimateabsence from duty Wil pay in any case where, because
of exposure to communicable disease, the employeeis quarantined or otherwiseprevented by the
order of the public medical health authorities pursuantto the Public Healzh Act, from attending
upon the employee's duties.

13.10 - Compassionate Leave

A paid leave of this nature will usually cover extraordinary circumstanceswhich, therefore, merit
individual attention such as extended bereavement, and is subject to the approval of the
Executive Cffica of Human Resources or designate.
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13.11 - Holy Days

Subjectto the approval of the Executive Officer Human Resources, or designate, a

member shall be granted up to a maximum of three (3) days annually with pay for officially
recognizedreligious holy days. In addition, a maximumof six (6) days without pay may be
granted for officiallyrecognized religious holy days.

13.12
In cases where schools are closed by the Director of Educationdue to inclement weather,
employeeswill be relieved of their shift obligationswithout loss of pay.

13.13 -PersonalBusiness Leave

Subjectto aminimum notice of three (3) working days being given to the Employee’s Field
Supervisor, an Employee may be granted with the approval of the Executive Officer Humen
Resources or designate a leave of absence for one (1) work day through deduction of sick leave
creditin any one school year. This absence may be approved because of extension to
bereavement, compassionate, personal business or for the purpose of moving to a new place of
residence where there is no alternative other than a working day. This s limited to a maximum
of one day each year (July 1 to June 30)

13.14 - Emergency Leave

in an emergency situation with notificationto the Field Supervisor, an employeemay be granted
a leave of absence for one day per school year, for a sudden iliness of an “immediate member of
the family” as identified in Clause 13.04 subject to the approval of the Executive Officer of
Human Resources.
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ARTICLEXIV - SICK LEAVE, RETIREMENTGRATUITY AND RET IREMENT AGE
14.01(A) - Sick Leave - FULL-TIME EMPLOYEES

1)
The cumulativesick leave plan shall applyto all full-time senioritycaretakingstaff of CUPE
Local 1011 who are employees of the Halton District School Board, subject to clause 14.01A
(5) who serve awaiting period.

7) Admmmimienticn of the. Pl
Sbject to the final authority of the Board, the administration of the plan shall be vested in
the Human Resources Department. The Human Resources Departmentshall keep arecord of
the credits and deductions for each employee and shall provide a statementin hours to each
employee annually of the state of their credit under the plan.

3)
In case of dispute with respect to aredits or deductions, the decision of the Board shall be
final subsequentto prior consultation between the employee concerned and the administrative
officials.

4)
All employeesto be eligible for cumulaiive sick leave, must undergo a three (3) month
waiting period prior to exercising any sick leave entitlement.

5) SickTeave and Credits
a) Each full-time seniority employee hired prior to January 1, 1981 shall be entitledto two
(2) days of sick leave [sixteen (16) hours] for each full month worked.

b) For full-time seniorityemployees hired on or after January 1, 1981, the followingwill
apply new hires working five (5) days per week will be entitled to two (2) days of sick
leave [sixteen (16) hours] for each full month worked.

¢) Atthe end of each working year, all of the balance of tretyear's sick leave allowancefor
each employee, after deducting absences due to personal illness or injury, will be credited
to such employee's accumulated sick leave account subjectto the following:

i) Employees who have accumulated two hundred and forty (240) days [one thousand
nine hundred and twenty (1920) hours] or less as of December 31, 1980 will be
limited to a maximum sick leave accumulation of two hundred and forty (240) days
[one thousand nine hundred and twenty (1920) hours].
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14.01(A)(Continned)

ify Employeeshired prior to December 31, 1980 having sick leave accumulation in

excess of two hundred and forty (240) days [onethousand nine hundred and twenty
(1920) hours] villl be permitted to have their maximum sick leave accumulation
limited to their December 31, 1980 figure as determined by the Human Resources
Department.

iif) Eligible employeeshired on or after January 1, 1981 shalhave their sick leave days
limited to a maximum accumulationof two hundred and forty (240) days [one
thousand nine hundred and twenty (1920) hours].

The working year shall start on the first day of July annually for the purpose of this plan.

d) Eachdays absence of an employee due to personal illness or injury vill cause a deduction
first from the current year's allowance, then and if the allowance be exhausted, from the
employee'saccurnulated sick leave account.

No employee, however, may draw more trentwo hundred and forty (240) days [one
thousand nine hundred and twenty (1920) hours] of sick leave credit from the
accumulated sick leave account for any one illressor injury. The employee shall re-enter
the serviceof the Board for one (1) completeterm (three (3) complete months) before
drawing on an employee's accumulated credit again. Consequently, once an employee
has banked the permitted accumulationof sick leave credits, the employee's sick leave,
therefore, becomes non-cumulativeso that sick leave days earned in the year of the sick
leave absence may be used prior to drawing on the days of entitlement but vl not be
accumulatedbeyond the year earned.

6) _
Al absences must be reported immediatelyto the employee's Field Supervisor, or designate,
and to the Board's attendance system as early as possible but not less than two (2) hours prior
to the start of the shift unless there are extenuatingcircumstances. If the Field Supervisoror
designateis not available a telephone number must be left where the employee canbe
contacted by the Field Supervisoror designate.

Absences for personal illness or injury for a period not exceeding three (3) consecutive
working days may be certifiedby the Field Supervisor unless the Field Supervisorasks
specificallyin a particular instancefor certificationin writing by a qualified medical or dental
practitioner. For absences of three(3) consecutiveworking days, a certificate from a
qualified medical or dental practitioner may be requested. For an absence exceedingone (1)
month, the Executive Cffia of Human Resources or designate may request a medical
certificate from a doctor appointed by the Board in order to continue sick leave payments.

When the Board requests a doctor's certificate from an employee related to an absence on
sick leave and the employee's physician charges for such certificate, the Board shall
subsequentlyreimburse the employee after receipt of a doctor's invoice.
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14.01(A)(Continued)

Sick leave claims shall be computed for payment on the basis of the daily salary rate of the
employeeat the time of the absence.

8)
Followingapproval of the Field Supervisor deductions shall be made from an employee's sick
leave credit for the number of hours of absence because of personal iliness. No salary
payments or benefit coverage shall be made to an employee for absence beyond the number
of hours to the employee's creditin the sick leave plan.

14.01(B) - Sick Leave- PART-TIME EMPLOYEES

D)
The cumulativesick leave plan shall apply to ail seniority employees covered by this
Agreement subject to 14.01(B)4) and 14.01(BX5)

2) Administration of the P]
Subject to the final authority of the Board, the administration of the plan shall be vested in
the Human Resources Department. The Human Resources Department shall keep a record of
the credits and deductions for each employee and shall provide astatement in hours to each
employee annually of the state of thelr credit under the plan.

3)
In case of dispute with respect to credits or deductions, the decision of the Board shall be

final subsequentto prior consultation between the employee concerned and the administrative
officials.

4) Waifi . -
Al new employeeshired after September 1, 1984 to be eligiblefor sick leave, must complete
the mandatory probationary period satisfactorily prior to exercising any sick leave
entitlement. Cumulative Sick Leave becomes effectiveafter the completion of the
probationarypetiod.

5) Sick Ieave and Credits
Effective July 1, 1990 upon completion of the probationary period up to six (6) days [up to
twenty-four (29hours for employeeswhose work scheduleis twenty (20)hours per week or
up to twenty-cight point 8 (28.8)hours for employeeswhose work scheduleis twenty four
(2Dhours per week] will be credited for employeeswhose work scheduleif/or greater than
twenty (Z0)hours per week. Up to three (3) days [upto 3 X the number of hours worked by
the employee per day] will be credited to employeeswhose work scheduleis less thentwenty
(20) hours per week.
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14.01(B) -

i)

ii)

iif)

Sick Leave - PART-TIME EMPLOYEES (Continued)

EffectiveJuly 1, 1990 each seniority employeewhose work schedule s equal to or
greater thentwenty (20) hours per week shall be entitledto two (2) days [eight (8)
hours for employees whose work schedule is twenty (20) hours per week or nine point
6 (9.6) hours for employeeswhose work schedule is twenty-four (24) hours per week]
of sick leave based on the employee's regular number of hours per day, of each full
month period.

EffectiveJuly 1, 1990, each seniority employeewhose work scheduleis less than
twenty (20) hours per week shallbe entitled to one (1) day [1 X the number of hours
worked by the employee per day] of sick leave based on the employee's regular
number of hours per day, for each full month period.

At the end of each working year, i.e. August, all of the balance of that year's sick

leave allowance for each employee, after deducting absencesdue to personal iliness or
injury, will be credited to such employee's accumulatedsick leave aceount subjectto
the following:

a) Ali employees eligible for sick leave accumulationwill be limited to a maximum
sick leave accumulation of one hundred (100) days [four hundred (400) hours for
employees whose work schedule is twenty (20) hoursper week or four hundred
and eighty (480) hours for employeeswhose work scheduleis twenty-four (24)
hours per week ]

Each days absenceof an employee due to personal illnessorinjury will cause a
deductionfirst from the current year's allowance, then and if the allowance be
exhausted, from the employee'saccumulated sick leave account. No employee,
however, may draw more than one hundred (100) days [four hundred (400) hours
for employees whaose work scheduleis twenty (20) hours per week or four
hundred and eighty (480) hours for employeeswhose work scheduleis twenty-
four (24) hours per week] of sick leave for any one (1) illnessor injury. The
employee shall re-enter the service of the Board for three (3) completemonths
before drawing on sick leave credits again. Consequently, oncean employeehas
banked the permitted accumulation of sick leave credits, the employee's sick
leave, therefore, becomes non-cumulative S0 that sick leave days earned in the
year of the sick leave absence may be used prior to drawing on the days of
entitlementbut will not be accumulatedbeyond the year earned.
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14.01(B) - Sick Leave - PART-T IMEEMPLOYEES (Continued)

6)
AU absences must be reported immediately to the employee's Field Supervisor, or designate,
and to the Board's attendance system as early as possiblebut not less thentwo (2) hours prior
to the start of the shift unless there are extenuating circumstances. If the Field Supervisor or
: designate is not available a telephone number must be teft where the employee can be
contacted by the Field Supervisor or designate.

Absences for personal illness or injury for aperiod not exceeding three (3) consecutive
working days may be certified by the Field Supervisor unless the Field Supervisorasks
Specificallyin a particnlar instance for certificationin writingby a qualified medical or dental
practitioner. For absencesof three (3) consecutiveworking days, a certificate from a
qualified medical or dental practitioner may be requested. For an absence exceedingone (1)
morith, the Executive CRfiar of Human Resources or designatemay request a medical
Certificate from a doctor appointed by the Board in order to continuesick leave payments.
Whenthe Board requests a doctor's certificatefrom an employee related to an absence on
sick leave and the employee's physician charges for such certificate, the Board shall
subsequentlyreimburse the employeeafter receipt of a doctor's invoice.

7
Sick leave claims shall be computed for payment on the basis of the daily salaryrate of the
employee at the time of the absence.

8)
Deductionsshall be made from an employee's sick leave credit for the number of hours of
absence because of personal illness. No salary paymentsshall be made to an employee for
absence beyond the number of days to the employee'scredit in the sick leave plan.

9) Effective Date
The effective date of this accumulative sick leave plan will be September1, 1984.

14.01(C) - Retirement Gratuity- FULL-TIME EMPLOYEES

1) Eligihil

a) A full-time seniority employeemust servewith the Halton District School Board for a
period of ten (10) consecutive years immediately preceding retirementto become eligible
for a retirement gratuity. The Halton District School Board inctudes ali former school
boards which constituted the Halton County Board of Educationon January 1, 1969, and
the Halton District School Board.

b) Effective January 1, 2000, thisplan shall not apply to any new full-time employee starting
their employment.
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14.01(C) - Retirement Gratuity - FULL-TIME EMPLOYEES (Continued)

¢) An employee must be retiringby reason of age or ill health to be eligible. Retirement for
ill health is retirement on pension caused by some permanent disabilitywhich prevents
the employee from being employed in the LeLBI capacity and is identical to the meaning
describedby the Ontario Municipal Employee's Retirement System. Retirementby reason
of age shall mean the retirement on pension as outlined under the Act or System.

2) Amount of Gratuity
a) Theamountof gratuitypaid to an eligibleemployee shall not exceed six (6) months'
salary computed on the basic salary (excluding any bonus, overtime payments etc.) of the
last full year for which the employeewas employed by the Board provided such payout
does not exceedthe allowablemaximum payout outlined in Clause 14.01(C)(2)(d).

b) An employeeafter ten (10) years of consecutiveservice Wil the Board, shall be entitled
to a retirement gratuity computed in accordancewith the formula set out in
14.01(C)(2)(@), if the credit in the employee's accumulatedsick leave is sufficient, of
twenty-five percent (25%) of the last full year's basic salary. This percentage shall
increase each Consecutiveyear, thereafter by five percent (5%) until a maximum of fifty
percent (50%) of the last full year's basic salary is reached provided at no time such
gratuity payout exceeds the allowable maximum outlined in Clause 14.01(C)(2)(d).

¢) Theamountif the gratuitypaid to an eligibleemployee shall be computed as follows
subject to the ailowable meximum outlined in Clause 14.01(C)(2)(d):

(2510 50% as determined in 14.01(2)(d)
X (basic salary of last full year) _
X lated sick 1 . 240 davs 11090 hors]
240 [1920 hours]
d) Theamountof the gratuitypaid to an eligibleemployee shall be either the calculation

under 14.01C(2)(c) above or eight thousand five hundred dollars ($8,500), whichever is
the lesser.

It is understood that the eight thousand five hundred dollars ($8,500) maximum payout cap under

14.01C(2)(d) of the Retirement Gratuity Plan will apply to all employees hired prior to January 1,
2000.
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14.01(C) - Retirement Gratuity- FULL-TIME EMPLOYEES (Continued)

Effective— January 1, 2000
The amount if the gratuity paid to an eligible employee shall be computed as follows
subject to the allowable maximum outlined in Clause 14.01(C)(2)(d):

(2510 50% as determined in 14.01(2)(d)

X (basicsalary of last full year)

240 [1920 hours]
$1,500

The amount of the gratuity paid to an eligible employee shallbe either the calculationunder
14.01C(2)(c) above or eight thousand five hundred dollars ($8,500.00), whichever is the lesser.

It is understood that the eight thousand five hundred dollar ($8,500.00) maximum payout cap
under 14.01C(2)(d) of the Retirement Gratuity Plan will come into effect Jaauary 1, 2000.

3)

a) The gratuityshall be paid to the retiring employeeimmediately on retirementand/or
January of the year following retirement. Each retiring employeeshall advise the Human
Resource Department in writing at least six (6)months prior to the retirementdateas to
the method of payment desired

b) The gratuitymay be paid, in whole or in part, on the employee's directionand on the
employee's behalf; into a registered retirementsavings plan.

¢) Inthe eventthat a retired employee dies before having received the full retirement
grafuity, the balance of the gratuity shall be paid to the widow or widower of the
employee or to the heirs at law, or executors or administrators.

d) On the death of an employee of the Board before retirement a death benefit of an amount
equal to the retirement gratuity, (as computed in accordance with the provisions of Article
14.01(B)(2), at the time of death of such employee) shall be paid to the widow or
widower of the employee or to the heirs at law, or executors or administrators.

4) The Board reserves the right to withhold the payment of the retirement gratuity in the case of
any employeewho is discharged or cawed to resign for reasons which the Board may deem
to have moral, legal or professional implications.

14.01(D) -Retirement Age

Retirement will be at the end of the month in which an employee's sixty-fifth (65th) birthday
occursor at the end of the school year during which the sixty-fifth(65th) birthday occurs.
Extension to the end of the school year will require a medical certificate. For the purpose of this
Atrticle, the end of the school year shall be June 30.
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ARTICLEXYV - SAFETY PROVISIONS

15.01

It isagreed that both parties will cooperate for the prevention of accidents and promotion of
safety and health. The Board will make reasonableprovisions for the safetyand protectionof the
health of the employees during the hours of employment.

15.02
It is the responsibility of the employeeto report to the immediatesupervisor any equipment
which in the employee's opinion, is unsafe or hazardous.

15.03
The Board agrees to naiintain a Health and Safety Committeeto discuss health and safety
matters.

15.04
The Union will provide a representative and an alternate to sit on the Board's Joint Health and
Safety Committee. The Union will participate cooperativelywilh this Committee.

15.05

An employeewho is a member of the Occupational Health and Safety Committee will be paid at
the regular rate of pay for attendance at the regularly scheduled meetings, when scheduled
outside of their regular shift, subjectto approval of the Executive CFfiaa of Human Resources or
designate in consultationwith the employee's supervisor.
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ARTICLEXVI- VACATIONS

16.01(A) - FULL-TIME EMPLOYEES
Effective July 1, 1986, vacations with pay shall be granted to employees of the Board in
accordancewith the following:

1 years' seniority as of July 1 of the vacation year— 10 days vacation with pay
3 years' seniorityas of July 1 of the vacationyear — 15 days vacation with pay
9 years' seniorityas of July 1 of the vacation year - 20 dgys vacation with pay
17 years' seniorityas of July 1 of the vacation year - 25 daysvacationwith pay
25 years' seniority as of July 1 of the vacation year - 30 days vacationwith pay

16.01(B)

Any employee not having a year of service prior to the commencement of the vacation period
shall be allowed avacation of the rate of one (1) working day for each completed month of
service, up to amaximum of ten (10) working days' vacation.

16.01(C) -Vacation- PART-TIMEEMPLOYEES
Effective September 1, 2003, vacation pay will be paid to employees of the Board on their bi-
weekly pays in accordance Wi the following:

Employeeswith less thenthree (3) years seniority as of July 1 of the vacation year wwill
receive four percent (4%) vacation pay.

Employees\wiith three (3) years seniorityas of July 1 of the vacation year but less than nine
(9) years will receive Six percent (6%) vacation pay.

Employees with nine (9) years but less than seventeen (17) years of seniority as of July 1 of
the vacationyear will receive eight percent (8%) vacation pay.

Employeeswith seventeen (17) years senioritybut less than twenty-five (25) years seniority
as of July 1 of the vacation year will receiveten percent (10%)vacation pay.

Employees with twenty-five (25) years seniorityas of July 1 of the vacation year will
receive twelve percent (12%) vacation pay.

16.02 - FULL-TIME EMPLOYEES
If a statutoryor declared holiday falls or is observed during an employee's vacation period an
additionalday’s vacation for such holiday shall be granted.
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16.03 - FULL-TIME EMPLOYEES

i) Vacationsshall be taken during the months of July and August in each year. Provided
however that employees may with the permission of the Regional SupervisorFacilities
Services, Plant Operations, be permitted to take their vacationimmediatelyprior to and
running into July or to extend a vacation from August into September.

i) The Board retains the right to require employeesto schedulevacations during the Board’s
two (2) week summer shutdownperiod if such period has been designatedto cover all
employees of the Board including CUPE members. The Union Presidentwill be notified of
the date of the summer shutdownperiod following approval by the Board. Additional time
would be taken during the months of July and August. With recommendation of the
Supervisorand approval from the Executive Officer of Human Resources, the employee may
be permitted to take their vacation immediately prior to and running into July or to extend a
vacation from August into September.

16.04 - FULL-TIME EMPLOYEES

Notwithstanding 16.01 to 16.03 inclusive, if vacation entitlementis interrupted prior to the
scheduled vacation period by prolonged illnessor injury and such illness or injury, the vacation
of the affected employeeswill be rescheduled subjectto the work requirementsof the Supervisor,
Plant Operations. The Executive Officer of Human Resources reserves the right to request proof
of prolonged illness or injury.

16.05 -FULL-TIMEEMPLOYEES

Subjectto Clause 16.03, during any twelve (12) month period July to June and subject to
approval of the Regional Supervisor Plant Operations and the Executive Officer of Human
Resources, at least one (1) month prior, twenty-five percent (25%) of the seniority employees
may use up to fiften (15) days of vacation entitlementduringmonths other than July and
August.

16.06 - FULL-TIMEAND PART-TIME EMPLOYEES
in Lieu of Remembrance Day, one (1) additional day is added to the vacation entitlement of
seniorityemployees. This additional day is to be taken during Christmas Holidays.

16.07 - FULL-TIME AND PART-TIME EMPLOYEES

One (1) day is added to the vacation entitlementof seniority employees. This additional day is to
be taken duringthe Christmas Holidays.
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ARTICLE XVII - PAID HOLIDAYS

17.01 - FULL-TIME EMPLOYEES
The following holidays shall be recognized and paid for by the Board at the regular rate:

New Year"Day Thanksgiving Day
Good Friday ChiistmasDay
Easter Monday Boxing Day
Victoria Day Canada Day
CivicHoliday Labour Day

Heritage Day (Ifand when declared by Provincial or Federal Governmentas a statutory holiday)
or days celebratedin lieu of any such holidays.

17.02

FULL-TIME AND PART-TIME EMPLOYEES

An employee will be entitled to holiday pay only if the employee works the last working day
before and the first working day after a holiday and works on such holiday if the employee s
scheduledto work provided, however, that an employeewill not lose holiday pay if the employee
is absent from work on such day and such absenceis excused by the Executive Officar Human
Resources.

17.03 - PART-TIMEEMPLOYEES

A seniority employee will have their pay made up for time lost from work as aresult of one (1)
of the followingholidays occurring upon the employee's regularly scheduledwork day. The
holidays are:

New Year"Day VictoriaDay
Good Friday Canada Day
Easter Monday Labour Day
Thanksgiving Day Christmas Day
Boxing Day

Heritage Day (When declared by the Federal Government or Provincial Government)

a) Payment shall be the number of hours the employee would have worked if the holiday hed
not occurred, multiplied by the employee's straight time rate of pay, exclusive of any
premium. When, during school breaks, the employeeis working more than their normal
number of hours, the employee's holiday pay compensation shall be based upon the
employee's normal hours rather thanupon the extrahours.
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17.03 (Continued)

b) The employee nust have worked their scheduled number of hours the day before and the day
after the holiday.

17.04

An employeewho performswork on any holiday for which the employeewould be entitled to
holiday pay in accordance with the provisionsof Article 17.03 if not worked, will be double time
(2x) for each hour worked in additionto holiday pay.
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ARTICLEXVIHI - EMPLOYEE BENEFITS

18.01

For any employeehired on or after July 1, 1983, enrolment in the plans cited in Articles 18.02
through 18.04 inclusive is mandatory except where otherwise provided for in legislation or for
Atrticle 18.03 where coverageis provided by the Employee’s spouse. The exclusion for an
employee covered by their spouse does not apply to Group Life.

The Board agreesto contribute as indicated in Articles 18.02 through 18.04 inclusiveprovided
that there is afull compliancewith the Insurer’srequirements of seventy-fivepercent (75%)
participation

For the purposes of this clause, spouseincludesa common-law and/or same-sex partner.

Employees on sick leave who exhaust their accumulated sick leave benefitsand go on an health
unpaid leave of absenceare eligibleto purchase benefit coverage for up to a maximum of two
years from the start date of the illness.

Employeeswho take a Board approved unpaid leave of absence are eligible to purchase benefit
coverage for the period of their leave up to amaximum of one year.

18.02 - O.H.LP.
The Board shall provide, administer and pay one hundred percent (100%) of what is presently
know as the Employer Health Tax.

18.03 - Extended Health

a) FULL-TIME EMPLOYEES
EffectiveJuly 1, 1991 - The Board shall provide, administer and pay one hundred percent
(2009%) of the premium for the Extended Health Plan in effectbetween the Halton District
School Board and Manulife on September1, 1996, adjusted to include five hundred dollars
($500.00) hearing care option and two hundred dollars ($200.00) vision care option, or other
plan with equivalent benefits.

Effective September 1,2005: Vision Care $250 every24 months
Hearing Care $1000 every 36 months

Effective September 1,2006: Vision Care $275 every 24 months

Effective September 1,2007: Vision Care $300 every 24 months

b) PART-TIMEEMPLOYEES
EffectiveJuly 1, 1991 - The Board shall provide, administer and pay fifty percent (50%) of
the cost of the premium for the Extended Health Plan includinghearing care option of five
hundred dollars ($500.00) and vision care option of two hundred dollars ($200.00).

Effective September 1,2005: Vision Care $250 every24 months
Hearing Care $1000 every 36 months

Effective September 1,2006: Vision Care $275 every 24 months

Effective September 1,2007: Vision Care $300 every 24 months
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18.04 - Group Life

FULL-TIME EMPLOYEES

The Board shall provide, administerand pay one hundred percent (100%) of the premium for

18.04:

a) The Board shall provide, administerand pay one hundred percent (100%) of the premiums
for the first twenty-fivethousand ($25,000.00) of insurance in the Group Life Insurance Plan
in effectbetween the Halton District School Board and Manulife. Additionalinsurance at one
(1), two (2), three (3), four (4) or five (5) times the employee's salary is a the employee's
option to a maximum of three hundred thousand dollars ($300,000.00).

b) Any premium contributionby an employee toward the total premium payable under Clause
18.04(a) forinsurance on the life of such employee, shall be deemed by the Board to be
applied first to the premium for the amount of the insurance (if any) in excess of twenty-five
thousand dollars ($25,000.00) and the balance (if any) of the employee's premium shall be
deemed by d e Board to be applied to the first twenty-five thousand dollars ($25,000.00) of
the insurance.

PART-TLME EMPLOYEES

The Board shall provide, administerand pay one hundred percent (100%) of the premium
required to provide each (seniority)employeewith fifteenthousand dollars ($15,000.00) of
insurance in the Group Life Insurance Plan in effect between the Halton District School Board
and Manulife.

FULL-TIME EMPLOYEES
Effective February1, 2000

The Board shall provide and administer, but not contributeto d e premiums for the Group Life
Insurance Plan in effect between the Halton District School Board and Manulife on September 1,
1996, adjusted to include a maximum insurance coverage of $300,000, or other plan with
equivalentbenefits.

PART-TIME EMPLOYEES
Effective February 1, 2000

The Board shall provide and administer, but not contribute to the premium required to provide
each (seniority)employee vt fifteen thousand dollars ($15,000.00) of insurance in the Group
Life Insurance Plan in effectbetween the Halton District School Board and Manulifeon
September1, 1996.
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FULL-TIME AND PART-TIMEEMPLOYEES

18.05 - Dental

FULL-TIME EMPLOYEES

The Board shall provide, administer and pay one hundred percent (100%) for the Manulife
Dental Plan or other plan Wil equivalent benefits on the basis of the current Ontario Dental
Associationrate.

Effective January 1, 2002, the Board shall provide, administer and pay one hundred percent
(100%) for the Manulife Dental Plan or other plan with equivalent benefits on the basis of the
current Ontario Dental Association Suggested Fee Guide minus one (1) year.

PART-TIME EMPLOYEES

The Board shall provide, administer and pay fifty percent (50%) of the cost of the premium of the
Dental Plan.

Effective January 1, 2002, the /Board shall provide, administer and pay fifty (50%) of the cost of
the premium of the Dental Plan on the basis of the current Ontario Dental Association Suggested
Fee Guide minus one (1) year.
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ARTICLE XIX - HOURS OF WORK

19.01

It is expresslyunderstood and agreed that the provisionsof this Article XX shall not be
construed to be a guaranteeor a limitation of the hours of work per day or per week or otherwise
nor as aguarantee of working schedules.

19.02 - SHIFT

FULL-TIME EMPLOYEES

Day Shift

Hours of Work 7:30 am. t0 4:30 p.m. - Mondayto Friday

Afternoon Jift
Hours of Work 3:30 p.m. to 12:00 midnight - Monday to Friday

Therewill be an unpaid lunch period for all full-timeemployees.

Full-time employee's working hours during the Christmas Break and the March Break will be
from 7:30 am. to 12:00 p.m., and 12:30 p.m. t0 4:00 p.m., except where there is an approved use
of facilities under Board policy.

19.03 - SHIFT
PART-TIMEEMPLOYEES
i) A part-time employee's regular shift shall be four (4) hours.

ii) Notwithstanding (i} above, elementaryand secondary part-time employees will work a
compacted five (5) day work week of forty (40) hours per week for two weeks during the
month of July.

19.04

Employees are permitted a fifteen (15) minute break period at approximatelythe midpoint of
each half shift.
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ARTICLEXX - OVERTIME

20.01
When the Board requires overtimeto cover absences, the Board will endeavour to assign such
coverage in the followingorder:
School based staff
= Relief staff who would be entitled to overtime for the assignment
Regional call out list

20.02

When an employee is required by his/her Field Supervisorto work one half hour or longer over
his/her normal eight (8) hour shift, but not more than thirteen (13) hours in one day unless the
employer and the employee agree, otherwise or in an emergency or exceptional unforeseen
circumstances, the followingwill apply

a) Scheduled overtime at the rate of time and one half (1%)the employee’sregular straight
time rate of pay, or time off in lieu of pay in accordance with article 20.02(d), will be paid
for authorizedwork approved on behalf of the Board by the Field Supervisorfor work inthe
following circumstances:

1) in excess of eight hours per day;
2) in excess of forty (40) straighttime hours per week; or
3) on a Saturday

b) Scheduled overtimeat the rate of two (2) times the employee’s regular straight time rate of
pay will be paid for authorized work performed on behalf of the Board on a Sunday or
Statutory Holiday as defined in Article17.01 and 17.03,

¢) Theforegoing (i.e. 20.01(a) and 20.01(b)) shall not apply to Saturdays or Sundayswhere a
regular shift has been scheduled. Where Saturdaysare included in a regularly scheduled
shifi, there shall be a premium of fifty (50 cats)per hour for each hour worked on such
Saturdays. Where Sundays are included in a regularly scheduled shift, there shallbe a
premium of eighty-onecents (81 cents) per hour for each hour worked on such Sundays.

Sept. 1/05 | Sept. 1/05 | Sept. 1/06 | Feb.1/07 | Sept. 1/07 | Feb. 1/08

Effective
Saturday | 50 cents 51 cents 52 cents 53 cents | 54 cents | 55 cents
Sunday 1 centt 83 cents 85 cents 86.cents | 88 cents | 89 cenis

d) Inlieu of overtimepay, an employeemay opt to receive up to one (1) scheduled work week
off, for 40 hours overtimeworked during the period July 1 to June 30", The approved lieu
time will be taken at a date agreed to with the Field Supervisor. Any overtime the employee
wishes to take as time off in lieu of overtime pay over and above the initial one (1)
scheduled work week off may be consideredby the Field Supervisor. All accumulatedlieu
time will only be recognized if it is documented on the employee’s timesheet.
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20.03 - Call In - FULL-TIME/PART-TIME EMPLOYEES

When an employee is called in from home to report forwork two (2) hours or more prior to the
next scheduled startingtime the employee shall receive a minimum of two (2) hours work or pay
in lieu thereof at the appropriate overtimerate. During school vacation periods this provision
shall not apply to employees whose shiftsare altered.

20.04 - Security Check- FULL-TIME EMPLOYEES

An employee assigned to perform security checks will be paid for a minimum of one and one-
half (1.5) hours for the work performed, at the appropriate overtimerate for each callout from
home (an employee shall be consideredto be called out when the employee is in fact called out
or when the employee is scheduledto perform a security check). Such security check shallbe
made between twelve o'clock noonand 9:00 p.m.

NOTE: if by reason of normal or special duties, the caretaker is in the school on Saturday or
Sunday, the security check allowancewill not be paid.

20.05 - Electronic Signal Call Out - FULL-TIME EMPLOYEES

When an employee is called out as a result of amonitor signal from in-school equipmentthe
employee shall be paid two (2) hours minimum at the appropriate premium rate, plus mileage.
Such call out shall involve a complete check of the building. As well as a complete check, there
valll be a thirty (30) minute minimum standby to allow for testing checking and validationas to
the functional condition of equipment, and a possibility that a conditionof break and enter did
not occur at the time of the receipt of the signal.

20.06

Employeesmay accumulatelieu time at regular straight time rates, where overtimewould not
have been assigned or scheduled, to be used to compensate for regular hours scheduled during
the March and Christmas Breaks and other such time as approved by the Field Supervisor,
Operations. Suchaccumulationto receive prior approval of the Field Supervisor, Operations.

20.07 - ALL EMPLOYEES
inno case will there be a compounding or pyramiding of overtime or ather premium
compensation,

20.08 - FULL-TIME

The Field Supervisor will considerrequests from employees to compound their work hours into
four (4), ten (10) hour work days during the Christmas Break, March Break and summer break,

allowing them to have either the Monday or the Friday off, providing operational requirements

are met.
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ARTICLEXXI -RELIEVING

21.01
An employeewho is temporarilytransferred or assigned by the Field Supervisorto a differentjob
classification within the bargaining unit shall be paid while so employed as follows:

a) If the transfer or assignment is for the convenience of the Board and if the rate of pay in the
classificationto which the employeeis transferred or assigned is less thanthe employee's rate
of pay the employee shall receive the regular rate of pay.

b) Ifthe transfer or assignment is for the convenience of the employee or to enable the employee
to avoid lay-off, and if the rate of pay in the classificationto which the employeeis
transferred or assigned is less than the employee's regular rate of pay, the employeeshall
receive such lesser rate.

¢) Iftherateof pay in the classificationto which the employee is transferred is higher than the

employee's regular rate of pay, the employee shall receive such higher rate of pay from the
date of transfer.

21.02

The Board will endeavour to provide equal rotation of the afternoon shift assignmentsamong the
Relief Caretaker in each maintenance depot.
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ARTICLE XXII - UNIFORMS

22.01(4)

FULL-TIME EMPLOYEES

The Board will pay one hundred percent (100%) towards the cost of uniforms provided there is
no change for two (2)years as follows:

four (4) shirts

two (2)trousers

OR

Option of:

two (2)pant suits, or
five (5) smocks.

An employee may substitute a winter jacket in place of the above options provided there is no
additional cost to the total cost of uniforms for the two (2) year period

Plus option of:
1) a third pair of trouserseverytwo (2) years of which the Board will pay fifty per cent (50%).

in addition for each maintenanceemployeethe Board will pay one hundred percent (100%) of
the cost of one (1) pair of coveralls everyone (1) year.

EffectiveJuly 1,1999:

Every two years, the Board will provide uniforms equivalentto a maximum value of one hundred
and twenty dollars ($120.) to purchase Board approved shirts and pants.

in addition, for each maintenance employee, the Board will pay one hundred percent (100%) of
the cost of one (1) pair of coveralls every one (1) year.

22.01(B) - PART-TIMEEMPLOYEES

Everytwo years, the Board will provide uniforms equivalentto amaximum value of $60 to
purchase Board approved shirts and pants.
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22.02 - Safety Footwear

a) FULL-TIME
Based on the purchase being pre-approved, the Board agrees to pay upon receipt of proof of
purchase, one hundred percent (100%) of the cost of one (1) pair of Board approved safety
footwearper year, where required by legislation or approved by the Field Supervisor.

b) PART-TIME
Based on the purchase being pre-approved, the Board agrees to pay upon receipt of proof of
purchase, the cost of one (1) pair of approved safety footwearto a maximum of seventy-five
dollars ($75.00) per year where required by legislation and with prior approval by the Field
Supervisor.

22.03

It shall be the responsibility of the employeeto launder all such garments and to mend and keep
in first class condition All employeesshall be required to wear provided garments during
working hours and coveralls are to be wom only whilst employed at duties for which they are
provided.
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ARTICLEXXIII - WAGE SCHEDULE

23.01
Effective September1, 2004, the wage rate set forth as followswill apply:

i) Caretaker

Start $ 16.65

3 months 16.72

12 months 17.09
i)  Head Caretaker

Elementary School

Group2 $ 1826

Group3 19.75

Group4 20.22

Secondary School

Group1 $ 2022

Group2 21.22

Group3 21.70
iiiy  Relief Caretaker $ 19.75
iv)  Truck Driver $ 19.75
v) Maintenance* $ 2043

Vi) Part-time Employees  § 14.57

* Staff who were designated Group 1 January 1, 1991 will remain at that designation.
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ARTICLE XXHI - WAGE SCHEDULE

Effective September 1, 2005, the wage rate set forth as followswill apply

i) Caretaker
Start $ 1672
3 noths 16.79
12 months 17.16

i) Head Caretaker

Elementary School

Group 2 $ 1833

Group 3 19.83

Group 4 20.30

Secondary School

Group 1 $ 2030

Group 2 2130

Group 3 21.79
iii)  Relief Caretaker $ 19.83
iv)  Truck Driver $ 19.83
¥)  Maintenance* $ 20.51

Vi)  Part-time Employees § 14.63

* Staff who were designated Group 1 January 1, 1991 will remain at that designation.
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ARTICLE XXHI - WAGE SCHEDULE

Effective September I, 2005, the wage rate set forth as follows will apply:

i) Caretaker

Start § 17.05

3 months 17.13

12 months 17.50
ii) Head Carstaker

Elementary School

Group2 $ 1870

Group3 20.23

Group 4 20.71

Secondary School

Group1 $ 2071

Group2 21.73

Group3 2223
iiiy  Relief Caretaker $ 2023
iv)  Truck Driver $ 2023
v) Nainterae $ 2092

vi)  Pat-time Bmployees  § 14.92

* Staff who were designated Group 1 January 1, 1991 will remain at that designation.
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ARTICLEXXTI - WAGE SCHEDULE

Effective Septerber 1, 2006, the wage rate set forth as follows will apply:

i) Caretaker
Start $ 17.39
3 months 17.47
12 mtts 17.85
if) Head Caretaker
Elementary School
Group2 $ 19.07
Group3 20.63
Group 4 21.12
Secondary School
Group 1 $ 2112
Group2 22.16
Group3 22.67

iiiy  Relief Gaetder $ 20.63
iv)  Truck Driver $ 2063
vy Nanteaoet $ 2134

vi)  Part-time Employees $§ 1522

* Staffwho were designatedGroup 1 January 1, 1991 will remain at that designation.
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ARTICLEXXHI - WAGE SCHEDULE
Effective February 1, 2007, the wage rate set forth as follows villl apply:

i) Caretaker

Start § 1756

3 months 17.64

12 months 18.03
ii) Head Caretaker

Elementary School

Group?2 $ 19.26

Group3 20.84

Group4 21.33

Secondary School

Group 1 $ 2133

Group?2 22.38

Group3 2290
iii)y  Relief Caretaker $ 2084
iv)  Truck Driver $ 2084
v)  Maintenance* $ 2155

Vi)  Part-time Employees § 1537

* Staff who were designated Group 1 January 1, 1991 villl renainatthat designation.
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ARTICLEXXMI - WAGE SCHEDULE

Effective September 1, 2007, the wage rate set forth as folllnswill apply:

i) Caretaker
Start $ 17.88
3 months 17.96
12 months 18.35
if) Head Caretaker
Elementary School
Group2 $ 19.61
Group 3 2122
Group 4 2171
Secondary School
Group 1 $ 217
Group 2 22.78
Group3 23.31
iif)  Relief Caretaker $ 2122
iv)  Truck Driver $ 21.22
V) Maintenance* $ 21.94

vi)  Part-time Employees $ 15.65

* Staffwho vere designated Group 1 January 1, 1991 villl remain at that designation.
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ARTICLEXXIH - WAGE SCHEDULE

EffectiveFebruary 1, 2008, the wage rate set forth as follows will apply

i) Caretaker
Start $ 18.13
3 months 18.21
12 months 18.61

ii) Head Caretaker

Elementary School

Group2 $ 19.88

Group 3 21.52

Group 4 22.01

Secondary School

Group 1 $ 22.01

Group2 23.10

Group 3 23.64
iii)  Relief Caretaker $ 2152
iv)  Truck Driver $ 21.52
V) Naintererce™ $ 2225

vi)  Pari-time Employees § 15.87

* Staff who Were designated Group 1 January 1, 1991 will remain at that designation.
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23.02 - Lead Hand
An allowance will be paid to an employee designatedas Lead Hand in the Secondary School as
follows:

Effective September 1, 2004 — Thirty-threecents (33¢) per hour.

Effective September 1, 2005 — Thirty-four cents (34¢) per hour.

Effective September 1, 2006 - Thirty-five cants (35¢) per hour.

Effective February 1, 2007 - Thirty-five cents (35¢) per hour.

Effective September 1, 2007 - Thirty-six cents (36¢) per hour.

Effective February 1, 2008 — Thirty-seven cents (37¢) per hour.

23.03
The Board agrees to pay an afternoon shift premium when an afiemoon shiftis worked as
follows:

Effective September 1, 2004 - Fifty-five (55¢) per hour.

Effective September 1, 2005 - Fifty-six (56¢) per hour.

Effective September 1, 2006 — Fifty-seven (57¢) per hour.

Effective February 1, 2007 - Fifty-eight (58¢) per hour.

Effective September 1, 2007 — Fifty-nine (59¢) per hour.

Effective February 1, 2008 - Sixty (60c) per hour.

23.04

i) Mileagefor employees shall be in accordance Wil Board established rates and subjectto the
approval of the Field Supervisor.

ii) Mileage will be paid for the following:
a) From home to work site and back where called out for a security or electronic signal.
b) When travellingfrom onework site to another on approved Board business.

23.05

a) All employees engaged prior to July 1, 1965 will remain onthe July 1 increment date.

b) All employeesengaged subsequentto July 1, 1965 will have as the increment date the first of
the month following the morth of employment.

23.06
In a school where there is an indoor swimming pool, the Head Caretaker shall be paid a
responsibilityallowance if they are responsible for the operationof apool as follows:

Effective September 1, 2004 — Twenty-threecents (23¢) per hour.

23.07 - Stationary Engineer’sPapers
Effective September 1, 2004 — Twenty-seven cents (27¢) per hour where caretakeris required to
POSSess papers.

Effective September 1, 2005 — Twenty-eight cents (28¢) per hour.
Effective September 1, 2006 — Twenty-nine cents (29¢) per hour.
EffectiveFebruary 1, 2007 — Twenty-nine cents (29¢) per hour.
Effective September 1, 2007 - Thirty cents (30¢) per hour.
Effective February 1, 2008~ Thirty cents (30c) per hour.
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23.08 - General Purpose Room
Six cents (6¢) per hour vl be paid for the time spent in setting up and dismantlingtables and
chairsin a general purpose room when used on a regular basis as a lunchroom.

23.09

The Board reserves the right to withhold any scheduled increasesif the employee's performance
is not, in the opinion of the Executive Offiaaof Human Resources, up to the Board's standards.
Onee the Executive Offia of Human Resources deemsthat the individual has met the Board
standardsthe employeewill retroactively receive the scheduled pay increase.

23.10
Effective September1, 2004, employeesresponsible for securingbuildings shall be paid an
allowance of six dollars and seventy-nine cents ($6.79) per week.

Effective September 1, 2005 - Six dollars and ninety-six cents ($6.96) per week.
Effective September 1, 2006 —Sevendollarsand ten aants ($7.10) per week
Effective February 1, 2007 - Seven dollars and seventeencents ($7.17) per week
Effective September 1, 2007 - Sevendollars and thirty cents ($7.30) per week
Effective February 1, 2008 - Sevendollarsand forty cants ($7.40) per week

23.11 - Trucking Allowance

Maintenance employeeswill be paid a special trucking allowance per day regardless of the hours
of actual vehicularuse in the day. In addition, it is agreed that this special trucking allowance
will onlybe paid ai E. C. Drury High School, when staff are required to use their vehicle.

A special trucking payment per day vl be made to relief caretakers when their vehicle is used in
any portion of the day for moving or transporting supplies or furniture as requested.

Effective September1, 2002 —Eight dollars and seventy-six cents ($8.76) per day.
Effective September1, 2003 —Ninedollarsand two cents ($9.02) per day.

23.12 -Water Treatment

a) Employeeswith certification and performingwork at a designated school as determined
by Facility Serviceswill receive an allowance as follows:
Effective September1, 2004 —Twenty-one cents (21¢) per hour.

b) Upon successful completion the Board shall reimburse an employee for

License/Certification updating or renewal costs when such employee is required to obtain
or maintain the certification.
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ARTICLEXXIV - EMPLOYEE RELATIONS COMMITTEE

24.01

The Board agrees to recognizeand maintain an Employee Relations Committee comprised of
representativesof HUTBN Resources and Plant personnel and, for the Union, the President, Vice
President, Secretary, Chief Steward and two (2) members-at-large or two (2) Stewards. Parties
agree to meet as required.

24.02
The Union agrees to notify the Board in writing of any changes in representationfrom the Uniian.

24.03
If representativesfrom the Union are employed on a shift other thenwhen the meeting takes
place, the meeting hours should be creditedto those employees' regular shift.
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ARTICLE XXV - PROFESSIONAL DEVELOPMENT

25.01 - ProfessionalDevelopment

i) A Professional Development Committeewill be established. Thiswill include
representatives of the Union, Plant Departmentand Human Resources.

ii) Effective September 1, 2005, P.D. Fundingshall be $6,000 for each school year,
made available by the Board, and shallbe for the purpose of covering costs
associatedwith professional developmentprovided for in this Article.

Such professional development will be availableto all employeesand they will be paid
a their regular hourly rate of pay.

25.02 - Educational Courses - FULL-TIME EMPLOYEES

An employee will be entitled to reimbursementof tuition fees upon submission of evidence of
successful completion of job-related courses that have received prior written approval of the
Field Supervisorand the Executive CRfia of Human Resources or designate. As autlinedin
Board Policy, such approval is to be made on an individual basis before the employee begins the
courseor training.

25.03
An employee in a full-timeposition shall be granted one (1) day with pay and without loss of

seniorityto attend the writing of their own post-secondary examinationswhen exam required to
be writtenduringtheir scheduled work day.

A leave of this natureis subjectto the approval of the Executive CFfia of Human Resourcesor
designate in consultation with the employee's supervisor.
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ARTICLE XXVT - STTPERVISION RESPONSIBILITIES
2601

It is not the intent of the board for any CUPE member 10 be responsible for the appraisal and
growth process of any CUPE member.



ARTICLE XXVII - TERM OF AGREEMENT

27.01

This Agreement shall become effective uponthe 1stday of September2004 and shall terminate
at midnight uponthe 31st day of August 2008. The Agreement shall continme firan year to year
thereafter unless either party gives to the other party notice in writing of not more than ninety
(90) days and not less thenthirty (30) days from the termination date of their desireto amend or
terminateit Changesmay be made in this Agrement by nutal agrement at any time during
the existence of this Agreement.

THISAGREEMENT IS HEREBY duly executed by the authorized representatives of the
parties hereto as of the day and date first above written.

FOR THE HALTON DISTRICT SCHOOLBOARD FOR THEUNION

Signed: Signed:

D, Beckett-Morton R. Brvant

Executive Offia of Human Resources President, C.U.P.E. Local 1011

G. Cullen D, Dickson

Superintendentof Facility Services 1* Vice-president, C.U.P.E. Local 1011
—N. Maandag 1. Cerhit

Regional Supervisor, Plant Operations Recording Secretary, C.U.P.E. Local 1011

D, DeRoer _H. Marshall

Manager of Human Resources Treasurer, C.U.P.E. Local 1011

T. Mariella B. Pridham

Manager of Human Resources National Representative, C.U.P.E.

M. Williamson

Human Resources Administrator
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LETTER OF AGREEMENT
between
11 e Halton District School Board
(hereinafter referred to as the “Board™)
and

The Canadian Unin of Public Employees (Local 1011)
(hereinafter referred to as the “Union™)

The undersigned representatives of both the Board and the Union wnderstand that:

1. nieBoardwill recruit, st and hire Casual Caretakers tofill mporary king positions where anabsence is dueto Workers®
Compensation Board disability, sick leave, statutory or approved leave of absence, vacation periods aSrequired or temporary vacancies 0F
forspecific projects as determined by the Regional Supervisor of Plant Opesations and Facilities. There will be mutual agreement on the
assignmentofsuch projects between the Supervisor of Plant Operations and Facilitiesand the Lnicn Executive prior to the work being
assiged. nie hiring of a casual Caretaker win not be used to circumvent Article VIIL Job Vacancies - Postings and Transfer Provisions of
the current Collective Agreement.

2. Any casual caretaker working daily for4consecutive months (statutory holidays shall not be considered a break inservice) shall thenbe
entitled to a place on the seniority list

3. ACasual Caretaker will not be used tofill in for the following CUPE positions:

Heed Caretaker - Secondary
Head Caretaker - Elementary
Relief Caretaker

‘Truck Driver

Maintenance

Lead Hand

4. casualCaretakers will not be permitted to work in excess of forty (40) hoursp U week nor work any shift for which the relieved CUPE
employee would haveeamed overtime payment.

5. Toassist the Union in monitoring this agreement, the Board will provide the following

information on
a monthly basis:
a) name of Casual Caretaker
b)  date assignment commenced
¢)  location of assignment
d}  number of hours worked
e) dateassignment completed

signedat Burlington this7® day of July 2005.

FOR THE BOARD: FORTHE UNION
_D. Beckett-Morton

Executive Officer of Human Resources President, C.UP.E. Local 1011
-G Cullen —D.Dickson

Superinteadent of Facility Services 1% Vice-President, C.U.P.E. Local 1011
N, Maandag 1 Ceshit

Regional Supervisor, Plant Operations Recording Secretary, C.U.P.E. Local 1011

—H. Marshall

Mansger of Human Resources Treasurer, C.UP.E. Local 1011
T Mariella _H. Marshall

Human Resources Administrator Treasurer, C.U.P.E. Local 1011
M, Williamson _B. Pridham

Human Resources Administrator National Representative, C.U.P.E.
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LETTER OF AGREEMENT

between

The Halton District School Board
(hereinafter referred to as the “Board”)

and

The Canadian Union of Public Employees (Local 101 1)
(hereinafter referred to as the “Union”)

RE: SQUARE FOOT FORMITLA

The Board’s practice on regional square foot formula Wes adjusted to 17,000 square feet by

Septembert, 1998.

C.U.P.E. Lol 1011 cooperated vl the Board to facilitate this implementation.

Signed at Burlington this 7th day of July 2005.
FOR THE BOARD:

D. Beckett-Morton

FOR THE UNION

R. Brvant

Executive Officer of Human Resources

G. Cullen

President, C.U.P.E. Local 1011

D. Dickson

Superintendent of Facility Services

1* Vice-President C.U.P.E. Local 1011

N. Maandag J. Cerhit
Regional Supervisor, Plant Operations Recording Secretary,C.U.P.E. Local 1011
D. DeBoer H. Marshall

Manager of Human Resources

T. Mariella

Treasurer, C.U.P.E. Local 1011

B. Pridham

Human Resources Administrator

ooN "

Human Resources Administrator
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LETTER OF AGREEMENT

between

The Halton DEtrt School Board
(hereinafter referredto asthe ‘Board”)

The Canadian Union of Public Employees (Local 1011)
(hereinafter referredto asthe “Union™)

RE: INTFORMS

The undersignedrepresentatives of both the Board and the Union understand that:

The Board agreesto establish a Committeemade up of three Members from CUPE and three
representativesfromthe Board to discussuniforms. This Committee Will meet and make

recommendations.

Signed at Burlington this 7% day of July 2005.

FOR THE BOARD:

D. Beckett-Morton

FOR THE UNION:

R Brvant

Executive CHiia of Human Resources

G. Cullen

President C.U.P.E. Local 1011

D. Dickson

Superintendentof Facility Services

1* Vice-President, C.U.P.E. Local 1011

_N. Maandag J. Cerhit
Regional Supervisor,Plant Operations Recording Secretary, C.U.P.E. Local 1011
D. DeBoer H. Marshall
Manager of Human Resources Treasurer, C.U.P.E. Local 1011
T. Mariella B. Pridham

Human Resources Administrator

M. Williamson

Human Resources Administrator

National Representative, C.U.P.E.



LETTER OF AGREEMENT
between
The Halton District School Board
(hereinafterreferred to as the “Board”)
and
The Canadian Union of Public Employees (Local 1011)
(hereinafter referred to as the “Union”)

RE: TUINPATD LEAVES OF ABSENCE
The undersigned representatives of both the Board and the Union understand that:

For the term of this agresment to August 31, 2008, the Board agreesto permit an Employee who
wishesto take an unpaid personal leave of absence for four (4) months or lessto return to his/her
currentwork location upon his/her return from the leave of absence.

An Employee granted an unpaid leave of absence for longer thenfour (4) months shall not be
guaranteeda return to his/her work location.

An Employee receiving a leave of absence under this articleshall have the option of continuing
with his/her benefits providing that the Employee pays his/her monthly premium cost to the
Board for the term of the leave of absence.

Signed at Burlington this 7® day of July 2005.

FOR THE BOARD: FOR THE UNION:

D. Beckett-Morion R. Bryant

Executive Cfficx of Human Resources President,C.U.P.E. Local 1011

G. Cullen D. Dickson

Superintendentof Facility Services 1" Vice-President C.U.P.E. Local 1011
_N. Maandag I, Cerhit

Regional Supervisor,Plant Operations Recording Secretary, C.U.P.E. Local 1011

D. DeBoer —H. Marshall

Mereger of Human Resources Treasurer, C.U.P.E. Local 1011

T. Marijella B. Pridham

Human Resources Administrator National Representative, C.U.P.E.
_M. Williamson

Human Resources Administrator
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LETTER OF AGREEMENT

between

The Halton District School Board
(hereinafter referred to as the “Board”)

*

and

The CanadianUnion of Public Employees (Local 1 AL1)
(rereinafteneferred to as the “Union”)

RE: EDIICATTON COMMITTEE

Theparties agree to forman Education Committee.

The Committeewill investigatepotential input for courses, and other relevant training required

by C.U.P.E. Local 1011 menbers.

The Committee will consist of two (2) representativesfrom the Board and two (2) representatives

from C.U.P.E. Local 1011.

Signed at Burlington this 7 day of July 7 2005.

FOR THE BOARD:

D. Beckett-Morton

FOR THEUNION:

R Brvant

Executive Cfficx of Human Resources

G, Cullen

Superintendent of Facility Services

_N. Maandag

President, C.U.P.E. Local 1011

). Dickson

1“Vice-president, C.U.P.E. Local 1011

J. Cerhit

Regional Supervisor, Plant Operations

D. DeBoer

Manager of Human Resources

T Mariella

Human Resources Administrator

M. Williamson

Human Resources Administrator
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_H. Marshall

Treasurer, C.U.P.E. Local 1011

_B. Pridham

National Representative,C.U.P.E.



LETTER OF AGREEMENT
between
The Halton District School Board
(hereinafterreferred to as the “Board”)
and
The CanadianUnion of Public Employees(Local 1011)
(hereinafterreferred to as the “‘Union™)

RE: DOWNSIZING

The parties agree to nmeet as far in advance as possible of any downsizingto explore options and
alternativesto layoffs.

Signed at Burlington this ™ day of July 2005.

FOR THE BOARD: FOR THE UNION:

D, Beckett-Morton R. Brvant

Executive CHieof Human Resources President, C.U.P.E, Local 1011

G, Cullen D, Dickson

Superintendent of Fecility Services 1™ Vice-President,C.U.P.E. Local 1011
_N. Maandag L. Cerhit

Regional Supervisor, Plant Qperations Recording Secretary, C.U.P.E. Local 1011

D. DeBoer H. Marshall

Manager of Human Resources Treasurer, C.U.P.E. Local 1011

T. Mariella B. Pridham

Human Resources Administrator National Representative, C.U.P.E.

M. Williamson

Human Resources Administrator
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LETTER OF AGREEMENT
between
TheHalton District School Board
(hereinafterreferred to as the “Board”)
and
The Canadian Union of Public Employees (Local1QL1)
(hereinafter referredto as the “Union”)

RE: BENEFRITS COMMITTEE
The undersigned representatives of both the Board and the Union understand that:

The parties agree to continue participating in the Benefits Committeein order to provide the
parties With an opportunity to review existing benefit plans.

The areas will be included in the review (but not limited to) will be the existingbenefit coverage,
the industrytrends and cost efficiencies.

The committee will also examineways to educatestaff about effectivecost utilization of the
benefit programs.

Signed at Burlington this 7™ day of July 2005.

FOR THE BOARD: FOR THE UNION:

D, Beckett-Morton R. Brvant

Executive Officer of Human Resources President, C.U.P.E. Local 1011

G, Cullen _D. Dickson

Superintendentof Facility Services 1* Vice-President, C.U.P.E. Local 1011
_N. Maandag 1. Cerhit

Regional Supervisor,Plant Operations Recording Secretary, C.U.P.E. Lacal 1011

D. DeBoer H. Marshall

Manager of Human Resources Treasurer, C.U.P.E. Local 1011

T. Mariella _B. Pridham

Human Resources Administrator National Representative, C.U.P.E.

M. Williamson

Human Resources Administrator
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LETTER OF AGREEMENT
between
The Halton District School Board
(hereinafterreferred to as the “Board”)
and
The CanadianUnion of Public Employees (Locall 101 1)
(hereinafter referred to as the “Union”)

RE: SUPPORT STAFF DEVELOPING ACCOUNT
The undersigned representatives of both the Board and the Union understand that:

The Board agrees that the CUPE Local 1011 will receive its share of the non-teaching Support
Staff Development Ministry Fund for the purpose of professional development and/or
professional resources.

The process for accessingthe fands will be developed and shared wil the union.

FOR THE BOARD: FORTHEWON:

D. Beckett-Morton R. Brvant

Executive Cffxa of Human Resouroes President, C.U.P.E. Local 1011

G, Cullen D. Dickson

Superintendentof Facility Services I*Vice-President, C.U.P.E. Local 1011
N. Maandag J. Cerhit

Regional Supervisor, Plant Operations Recording Secretary, C.U.P.E. Local 1011
D. DeBoer H. Marshall

Manager of Human Resources Treasurer, C.U.P.E. Local 1011

T. Mariella _B. Pridham

Human Resouraes Administrator National Representative,C.U.P.E.

M. Williamson

Human Resources Administrator
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LETTER OF AGREEMENT
between
The Halton District School Board
(hereinafter referred to as the ““lead™™)
and
The Canadian Union of Public Employees (Local 10L1)
(hereinafter referred to asthe “Union”)

RE: CASTIAL FMPLOYEFS IN THE BARGAINING IINTT

Theundersigned representatives of both the Board and the Union understand that:

The Board agress that all “Casual Caretaking Staff” will become menbers of the CUPE Local
1011, pending the mutLel agreementof which collective agreement clauses will apply to the
casual employees. This will be discussed in the Fall of 2005 and will also include areview of the
Letter of Agreement Re: Casual Caretaking Staff.

Until an agreement is reached Casual Employees will not be considered part of the Bargaining
unit.

Signed at Burlington this 7 day of July 2005.

FOR THE BOARD: FOR THEUNION

D. Beckett-Morton _R. Brvant

Executive CFfx@E of Human Resources President, C.U.P.E. Local 1011

G. Cullen _D. Dickson

Superintendentof Facility Services 1" Vice-President, C.U.P.E, Local 1011
I Cerhit

Regional Supervisor,Plant Operations Recording Secretary, C.U.P.E. Local 1011

D, DeBoer H. Marshall

Manager of Human Resources Treasurer, C.U.P.E. Local 1011

T. Mariella B. Pridham

Human Resources Administrator National Representative, C.U.P.E.

M. Williamson

Human Resources Administrator
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LETTER OF AGREEMENT

between

The Halton OHIACE School Board
(hereinafter referred to asthe “Board”)

and

The Canadian Union of Public Employees (Local 1011)
(hereinafter referred to as the “Union™)

RE: SECONDARY OPERATIONS COMMITTER

The undersigned representatives of both the Board and The Canadian Union of Public Employees

(Local 101 1)understand that:

The Board and the Union agree to establish a committeewith equal representation to review the

Secondary School custodial operations.

The Committeeshall concern itself with: considering constructivediscussions of al activities,
improving and extending servicesto the public, promoting safety and sanitary practices and

reviewing suggestionsfrom employees.

Signed at Burlington this 7th day of July 2005.
FOR THE BOARD:

D. Beckett-Morion

FOR THE UNION:

R. Bryant

Executive CffxE of Huma Resouroes

G. Cullen

President, C.U.P.E. Local 1011

D. Dickson

Superintendentof Facility Services

N. Maandag

1¥ Vice-President, C.U.P.E. Local 1011

J. Cerhit

Regional Supervisor,Plant Operations

D. DeBoer

Recording Secretary, C.U.P.E. Local 1011

H. Marshall

Manager of Human Resources

T. Mariella

Treasurer,C.U.P.E. Local 1011

B. Pridham

Human Resources Administrator

M. Williamson

Human Resources Administrator

n

National Representative, C.U.P.E.



LETTER OF AGREEMENT

between

The Halton District School Board
(hereinafter referredto asthe “Board™)

and

The Canadian Union of Public Employees (Local 1011)
(hereinafter referred to as the “Union™)

RE: REPLACEMENT COVERAGE

The undersignedrepresentativesof both the Board and the Union understand that:

The Board and the Union agreeto formajoint committee made up of three (3) members from the
Board and three (3) members fran the Union to look at options around replacement coverage for

CUPE members.

The Committeeshall make recommendationsfor considerationby Facility Services. The
recommendationsfromthe Committeewill be presented no later than August 31, 2008,

Signed at Burlington this 7° day of July 2005.
FOR THE BOARD:

D. Beckett-Morton
Executive CAiier of Human Resources

G. Cullen

FOR THE UNION:

R. Bryant

President, C.U.P.E. Local 1011

D. Dickson

Superintendentof Facility Services

N. Maandag

1* Vice-President, C.U.P.E. Local 1011

J. Cerhit

Regional Supervisor, Plant Operations

D. DeBoer

Recording Secretary, C.U.P.E. Local 1011

H. Marshall

Manager of Human Resources

_T. Marjella
Human Resources Administrator

M. Williamson
Human Resources Administrator

Treasurer,C.U.P.E. Local 1011

B. Pridham

National Representative, C.U.P.E.



