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ARTICLE 1 - PREAMBLE

1.01

1.02

1.03

It is the purpose of both parties to this Agreement:

1. To maintain settled conditions of employment and promote harmonious relations
between the Employer and the Union;

2. To recognize the mutual value of joint discussions and negotiations in all matters
pertaining to working conditions, employment, service, etc.;

3. To promote the morale, well-being and security of all employees in the bargaining
unit of the Union;

4. To encourage excellence of service;

5. To maintain a safe work environment;

6. To promote the mission, vision and objectives of Nine Circles Community Health
Centre.

It is desirable that methods of bargaining and all matters pertaining to the working
conditions of the employees be drawn up in a Collective Agreement.

Definitions
An “employee” is a person employed by the Employer and covered by this Agreement.

A “full-time employee” is one who regularly and recurrently works the hours specified in
the Hours of Work — Article 23.

A “part-time employee” is one who regularly and recurrently works less than full-time
hours,

A *“term employee” is one who works full-time or part-time but the duration of the
employment is limited to a specific number of hours, days, weeks or months or until
completion of a specific project. The term employment will not exceed twelve (12)
months unless mutually agreed.

Term appointments include persons hired for specific periods to meet short-time needs,
and are not normally entitled to employee benefits, but only to those benefits in accord
with The Employment Standards Act.

It is generally agreed that permanent positions are favourable and both parties will
attempt to protect permanent positions. Also, it is generally agreed that the use of term
positions is not to deprive an employee of a permanent position. A term will not be
unreasonably extended to deprive an employee of a permanent position.



Temporary employees whose term position has ended (i.e., Staff funded by short term
projects) will retain their seniority for purposes of applying for any unionized positions
posted by the Employer for a period of six (6) months following the termination of their
term provided that the term was for one year or more.

A “grant employee” is one who works on a project funded through municipal, provincial,
federal or other grant.

The Employer agrees in principle that grant employees should be paid according to the
Union wage scale for the classification in which they work. By mutual agreement
between the Employer and the Union, a grant employee may have her wages, benefits,
and inclusion in the bargaining unit restricted.

Grant employees whose term position has ended (e.g., staff funded by short term
projects) will retain their seniority for purposes of applying for any unionized positions
posted by the Employer for a period of six (6) months following the termination of their
term provided that the term was for one year or more,

A “casual employee” is one who is occasionally called by the Employer to relieve an
absent employee or is called in to supplement staff coverage and is thereby excluded
from the bargaining unit.

The terms of this Agreement shall only apply to casual employees as follows:

(a)  Casual employees shall receive vacation pay biweekly at the rate of six percent
(6%) of the regular hours worked in a biweekly pay period.

(b)  Casual employees shall be paid not less than the start rate of the position to which
they are assigned.

(c) Casual employees shall receive increments after the completion of the appropriate
yearly hours of work at Nine Circles Community Health Centre until the
maximum rate of the appropriate salary schedule is attained.

(d) Casual employees shall be entitled to weekend premiums in accordance with
Article 29.10 and shift premiums in accordance with Article 29.08.

(e)  Casual employees required to work on a recognized holiday shall be paid at the
rate specified in Article 25.05.

® Casual employees shall be entitled to compensation for overtime worked in
accordance with Article 24.02.

(g)  The Employer agrees to deduct Union dues in an amount specified by the Union
in any pay period for which the casual employee receives any payment in
accordance with Article 5.



1.04

(h) In the event that no payment is made during the pay period, the Employer shall
have no responsibility to deduct and submit dues for that period.

) A casual employee reporting for work as requested by the Employer and finding
no work available shall be guaranteed three (3) hours” pay at her basic rate of pay.

G Articles 10 and 11 herein apply only with respect to the terms of Clause 1.03.

(k) Casual employees shall commence accruing seniority for the purpose of
vacancy selection only. Where a vacancy is not awarded to a permanent
employee in accordance with Article 19.01, the position shall be awarded to
the most senior casual applicant within the site subject to the employee being
able to meet the physical requirements of the job, having the necessary
qualifications and a good employment record. The seniority hours accrued
during the period of casual employment shall not be carried over to a
permanent employment.

A “spouse” shall mean persons (including those in same sex spousal relationships) who are:

(a) married to each other; or

(b) who have cohabited for a period of not less than six (6) months in a conjugal
relationship; or

(c) in a relationship of some permanence if they are the natural or adoptive parents of
a child.

The term “Union” shall mean the Canadian Union of Public Employees, Local 2348.
The term “Employer” shall mean Nine Circles Community Health Centre.
The term “parties” shall mean the Union and the Employer.

Both parties agree in principle that equal pay shall be granted for work of equal value,
and that this principle shall be recognized to be implicit in the terms of this Agreement.

ARTICLE 2 —- RECOGNITION

2.01

Bargaining Unit

The Employer recognizes the Canadian Union of Public Employees and its Local 2348 as
exclusive collective bargaining agent for all of its employees, covered by MLB
Certificate No. 6014 issued on December 5, 2002, to Nine Circles Community Health
Centre, Inc. and/or listed in Schedule *A”.



2.02

2.03

2.04

No Other Agreements

No employee shall be required or permitted to make a written or verbal employment
agreement with the Employer, which conflicts with the terms of this agreement.

Work of the Bargaining Unit

Persons whose jobs are not classified within the bargaining unit shall not work on jobs on
a regular and recurring basis which have been determined as being within the bargaining
unit except as mutually agreed upon by the parties, or except in the case of training or
emergency. However, it is recognized that volunteers may augment bargaining unit work
providing that no current bargaining unit member lose employment as a result of such
augmentation.

Safe Working Conditions and the Right to Work

(a) The organization recognizes its obligation to provide the safest possible working
environment for its staff, and it recognizes the right of staff affected by illness to
pursue activities that their conditions allow, including the performance of their
staff duties.

(b)  Nine Circles Community Health Centre ensures fair treatment and appropriate
assistance for all staff.

(¢}  The capacity of an employee to adequately perform her/his duties without
endangering his/her own health or that of others, will be determined by Nine
Circles Community Health Centre in consultation with recognized licensed
physicians.

(d)  The Employer shall provide policies, procedures and instructions for the
protection of staff and clients in situations where exposure to blood and other
body fluids of individuals with Hepatitis, AIDS/HIV+ or other health conditions
might occur during the course of duties.

(e) In the case of chronic health conditions, including AIDS/HIV+ diagnosis,
consideration of absence and/or part-time or flexible time hours within
operational requirements.

ARTICLE 3 - MANAGEMENT RIGHTS

3.01

The Union recognizes the sole right of the Employer, unless otherwise provided in this
Agreement, to exercise its function of management under which it shall have, among
others, the right to maintain efficiency and quality of service, the right to direct the work
of its employees, the right to hire, classify, assign to positions and promote, the right to
determine job content and the number of employees, the right to demote, discipline,



3.02

3.03

suspend and layoff and discharge for just cause; the right to make, alter and enforce rules
and regulations in a manner that is consistent with the terms of this Agreement.

The Employer shall exercise its right to direct the working force reasonably and in good
faith. This right shall not be used in a manner which would deprive present employees of
their employment, except through just cause.

Disaster and Fire Plans

(a) In any emergency or disaster declared by the Executive Director (ED) or
designate, employees are required to perform duties as assigned notwithstanding
any contrary provision in this agreement.

Compensation for unusual working conditions related to such emergency will be
determined by later discussion, between the Employer and the Union, and/or by
means of the grievance procedure if necessary, except that the provisions of
Article 24 shall apply to overtime hours worked.

(b)  Where overtime is worked by reason of a disaster plan exercise or fire drill,
overtime will be paid in accordance with Article 24.

The importance of disaster plan exercise and fire drills is mutually acknowledged by the
Employer and the Union and, to this end, participation of all employees is encouraged.

ARTICLE 4 - NO DISCRIMINATION

4.01

The Employer and the Union agree that there shall be no discrimination practised as
defined in The Human Rights Code of Manitoba and The Workplace Safety and Health
Act and further there shall be no discrimination, restrictions, or coercion exercised or
practised with respect to any employee in the matter of hiring, wage rates, training,
upgrading, promotion, transfer, layoff, recall, discipline, classification, or discharge on
any discriminatory basis, including, but not limited to:

ancestry, including colour and perceived race
ethnic or cultural background

nationality or national origin

age

political belief, association or activity
religion or creed

seX, including pregnancy

marital status or family status

sexual orientation

gender identification

e & & & » & = @ s 2



4.02

* physical or mental disability (which does not render an employee incapable of
performing assigned duties following reasonable accommodation by the Employer,
employee and Union)

* physical appearance

* history of mental health problem and/or treatment

s place of residence

« membership or non-membership or activity in the Union

¢ irrelevant criminal record.

An action which would otherwise be considered discriminatory, may be permitted, with
the mutual consent of the Employer and Union, in unusual circumstances
(e.g., affirmative action).

The Employer and the Union jointly affirm that every employee within their jurisdiction
shall be treated fairly. The work environment must be free of all forms of harassment.
The principle of fair treatment is a fundamental one, and both the Employer and the
Union do not and will not condone any improper behaviour on the part of its employees
and members which would jeopardize their dignity and well-being and/or undermine
work relationships and productivity. Harassment is an unacceptable behaviour in our
workplace.

In particular, the Employer and the Union jointly affirm the following:

L. No individual should suffer from or be exposed to harassment at work based upon
characteristics that include age, race, colour, political or religious affiliation, sex,
sexual orientation, or marital status, mental or physical disability, irrelevant
criminal record, nor by reason of membership or activity in the Union.

2. Personal harassment is defined as repeated unconstructive, intentional and
offensive comments or actions designed to offend, abuse or humiliate a person,
when such conduct has the purpose or effect of substantially or unreasonably
interfering with an employee’s work performance or creating an intimidating,
hostile, or offensive working environment.

3. Sexual harassment is a particularly objectionable course of conduct or comment
which cannot be tolerated, as it represents an intrusion upon a person’s sexual
dignity as a woman or man. Sexual harassment is:

(a) Unwanted sexual attention or unwanted sexual attention of a persistent or
abusive nature; or

(b)  Animplied or expressed promise of reward for complying with a sexually-
oriented request; or

(c) An implied or expressed statement that compliance with a sexually-
oriented request is expected in order to maintain existing benefits; or



(d)

(e)

An implied or expressed threat of reprisal, in the form of actual reprisal or
the denial of opportunity for refusal to comply with a sexually-oriented
request; or

Sexually oriented behaviour, language and printed matter (including but
not limited to jokes, anecdotes and pictures) of an unwelcome nature on a
one-time or persistent basis which create a negative (psychologically and
emotionally) environment for work.

Racial discrimination is a form of harassment defined as:

(a)

(b)

©

Differential treatment of an individual because of nationality, race, colour,
ancestry, or ethnic origin; or

An action or policy which has an adverse impact on an individual because
of their race, colour, nationality, ancestry, or ethnic origin; or

Use of stereotyped images or language (including but not limited to
pictures, jokes and anecdotes) which suggest that all or most members of a
racial or ethnic group are the same, thereby denying their individuality as
persons, when such conduct has the purpose or effect of substantially or
unreasonably interfering with an employee’s work performance or
creating an intimidating, hostile, or offensive working environment.

It is both the right and the responsibility of any employee who believes that he/she
has been subjected to harassment as defined above to immediately report such
concerns to the Executive Committee or Designate. The Executive Committee or
Designate and/or the Union shall undertake to investigate all alleged occurrences
expeditiously in the following manner:

(a)

(b)

(c)

(d)

When appropriate, as a first step, the employee is encouraged to tell the
offending individual that their behaviour is inappropriate and must stop.

Mediation can be offered as a means of resolving any harassment related
conflict when both parties are agreeable to a mediation process.

A mediation process will entail the hiring of a neutral third party,
experienced in the process of mediation and familiar with the dynamics of
harassment, at the Employer’s expense. This person will assist the parties
in resolving this conflict. The use of this process in no way precludes the
use of other processes included in this Collective Agreement.

The complainant will be advised of the results of the investigation and the
action, if any to be taken. This procedure does not preclude any employee
from initiating a grievance.



4.03

4.04

10.

11.

12.

{(e)  Whenever possible, plans will be developed to lessen the likelihood of a
recurrence of this behaviour.

Where the alleged harasser is the person who would normally deal with the first
step of such grievances, the grievance will automatically be sent forward to the
next step [See Grievance Procedure — Article 10].

No information relating to the grievor’s personal background, lifestyle or mode of
dress will be admissible during the grievance or arbitration process.

All information, documented or otherwise, pertaining to complaints of harassment
and their investigation shall be dealt with in confidence and as expeditiously as
possible.

In cases where a complaint of harassment is under investigation, the individual
has the right to request through the Executive Director, to discontinue contact
with the alleged harasser without penalty, pending the outcome of such
investigation in accordance with the provisions of this clause. Such request shall
not be unreasonably withheld.

In cases where harassment has been proven which may result in the transfer of an
individual, where possible, it shall be the harasser who is transferred. The
individual who is harassed would not be transferred against her/his will.

Any employee who, as a result of a full investigation, is determined to be in
violation of this clause may be subject to disciplinary action.

No employee shall be subject to reprisal, threat of reprisal, or discipline as a result
of filing a valid harassment complaint.

In order to safeguard the employees and the Employer against the effects of
malicious allegations of harassment, or vindictive complaints, individuals found
guilty of such activities may be subject to disciplinary action.

Malicious allegations of harassment or vindictive complaints are not those where
an individual feels they have been harassed and an investigation finds no evidence
of harassment. This policy is not intended to dissuade individuals from filing
legitimate complaints.

The complainant may elect to be informed of any disciplinary action taken against the
harasser by the Employer.

Where the Employer fails to take appropriate disciplinary action the complaint shall be
eligible to be processed as a grievance.



4.05

Nothing in this Article shall be construed as a barrier to the formulation or
implementation of any employment equity plan mutually agreed upon by the Employer
and the Union.

ARTICLE 5 — UNION MEMBERSHIP REQUIREMENT

5.01

Within one (1) week of the signing of this Agreement, all employees covered by this
Collective Agreement will become members in good standing of the Union according to
the constitution and bylaws if the Union. As a condition of employment, all new
employees covered by this agreement will become members in good standing of the
Union within thirty (30) days of employment.

ARTICLE 6 - CHECK OFF OF UNION DUES

6.01

6.02

6.03

6.04

Checkoff Payments

The Employer shali deduct from every employee any dues or assessments levied by the
Union on its members.

The Union shall hold the Employer harmless with respect to deductions made and
remitted on behalf of the Union and with respect to any liability which the Employer may
incur as a result of such deductions. For the purposes of this Agreement, an assessment
shall be an amount, determined by the Union, to be paid by all employees covered by this
Agreement in addition to their usual union dues.

Deductions shall be made from each payroll and shall be forwarded to the Secretary-
Treasurer of the Union not later than the fifteenth day of the month following the month
in which the dues were deducted, unless otherwise agreed, accompanied by a list of
names and any changes of addresses and classifications of employees from whose wages
the deductions have been made, the total regular wages for the pay period (if feasible
and the report is available at no additional cost to the Employer).

Dues Receipts

The Employer shall indicate on the T-4 slip the amount of Union dues deducted from the
employee in the previous year.

‘The Union shall notify the Employer at least thirty (30) days in advance of any changes
in dues, initiation fees or assessments and such change shall occur no more frequently
than twice per twelve (12) month period.



ARTICLE 7 - EMPLOYER AND UNION SHALL ACQUAINT NEW EMPLOYEES

7.01

7.02

7.03

New Employees

The Employer agrees to acquaint new employees with the fact that a Union agreement is
in effect, and with the conditions of employment set out in the articles dealing with Union
security and dues checkoff.

Copies of Agreement

On commencing employment, the employee’s supervisor or designate shall introduce the
new employee to her Union Steward or Representative. The Steward or Representative
will provide her with a copy of the Collective Agreement.

Interviewing Opportunity

A representative of the Union shall be given an opportunity to interview each new
employee within regular working hours, without loss of pay, for a reasonable period of
time during the first month of employment for the purpose of acquainting the new
employee with the benefits and duties of Union membership and her responsibilities and
obligations to the Employer and the Union.

ARTICLE 8 - CORRESPONDENCE

8.01

8.02

All correspondence between the parties, rising out of this Agreement or incidental
thereto, shall pass to and from the Employer or its representative and the Secretary of the
Union. Where a local union has an office, and the Union has provided the mailing
address to the Employer, all correspondence shall be forwarded to the local office.

The Employer shall recognize only those representatives, stewards and officials whose
names were last forwarded in writing to the Employer.

ARTICLE 9 - LABOUR MANAGEMENT/BARGAINING RELATIONS/COMMITTEES

9.01

Establishment of Labour Management Committee

A Labour-Management Committee shall be established consisting of equal
representatives of the Employer and the Union unless otherwise mutually agreed upon.
The Committee shall enjoy the full support of both parties in the interests of maximum
service to the clients and the maintaining of harmonious relations.

10



9.02

9.03

9.04

9.05

9.06

Labour Management Committee

An Employer and a Union representative shall be designated as joint chairpersons and
shall alternate in presiding over meetings.

Jurisdiction of Labour Management Committee

The Committee shall deal with such matters of mutual concern as may arise from time to
time in the operation of the facility.

The Committee shall not have jurisdiction over wages, or any matter of collective
bargaining, including the administration of this Collective Agreement.

The Committee shall not supersede the activities of any other committee of the Union or
of the Employer and does not have the power to bind either the Union or its members, or
the Employer to any decisions or conclusions reached in their discussions. The
Committee shall have the power only to make recommendations to the Union and the
Employer with respect to its discussions and conclusions.

The Parties agree that it is within the jurisdiction of the Labour/Management Committee
to review and make recommendations relative to those unresolved issues relating to
workload and staffing including documented workload staffing reports.

Workplace Health and Safety Committee

The Committee shall have jurisdiction over matters pertaining to workplace health and
safety and shall function in this regard in accordance with Section 40 of The Workplace
Safety and Health Act.

The Employer agrees to maintain up to date policy manuals located in the Administration
Office of the Agency.

Union Negotiating Committee

Two (2) employees shall be allowed to attend meetings with the Employer for the
purpose of collective bargaining negotiations unless otherwise mutually agreed upon.
The Union will advise the Employer of the members of its negotiating committee.
Responsibility for reimbursement for remuneration is as follows:

* Two (2) employees attend without loss of remuneration. The salary will be the
Employer’s responsibility.

11



9.07

0.08

9.09

9.10

Consensual Bargaining

In the interest of maintaining and improving harmonious relations and settled conditions
of employment between the Employer and the Union, both parties agree to work towards
achieving a Collective Agreement through a cooperative and problem-solving manner.

Advisors to the parties

Either party shall have the right at any time to access technical and/or other resources
during negotiations.

Access

The Union shall have the right at any time to have the assistance of representatives of the
Canadian Union of Public Employees or any other advisors when dealing or negotiating
with the Employer. Such Representative(s)/Advisor(s) shall have access to the
Employer’s premises when prior notice is given in order to investigate and assist in the
settlement of a grievance and/or to communicate with the members.

Central Bargaining

When meeting with the Employer to conduct central negotiations, the maximum number
of employees who will be entitled to leave of absence without loss of regular pay or
benefits to attend as representatives of the Union shall be fourteen (14} employees. The
Chair of the Provincial Health Care Council shall participate as an additional
representative at the Union’s expense. The Union shall provide the Employer with

four (4) weeks or more written notice of those chosen to participate in central
negotiations.

ARTICLE 10 - RESOLUTIONS AND REPORTS OF THE EMPLOYER

10.01

10.02

Copies of Resolutions

Copies of all Board minutes (excluding in camera discussions), motions, resolutions,
bylaws, rules and regulations adopted by the Employer which affect the members of this
Union are to be maintained, updated and made accessible.

Employee Membership on the Board
Election to the Board of Directors is as follows:

The Employer agrees that a staff person, elected by employees, shall be a member of the
Board of Directors.

12



10.03 Tt is agreed that employee members of the Board of Directors shall not take part in
matters relating to collective bargaining and labour relations at meetings of the Board and
shall absent themselves from such discussions when they arise at meetings of the Board
of Directors.

ARTICLE 11 — UNION REPRESENTATION

11.01 Election of Stewards

The Employer acknowledges the right of the Union to appoint stewards, whose duties
shall be to assist any employee which the Union represents, in matters relating to the
activities of the Union, including presentation of grievance. The Union shall advise the
Employer of the names of the stewards.

11.02 Permission to Leave Work

The Employer agrees that stewards shall not be hindered, coerced, restrained, or
interfered with in any way in the performance of their duties as stewards.

No steward shall leave the building during working hours on Union business without
obtaining the permission of the Employer. Permission shall not be withheld
unreasonably.

11.03 Union Representation
The Union agrees to provide the Employer, in writing, and within seven (7) working days
of elections being held, a current list of officers and authorized representatives with

whom the Employer shall deal in regards to matters arising out of the Collective
Agreement.

ARTICLE 12 - GRIEVANCE PROCEDURE

12.01 Definition of a Grievance

A grievance shall be defined as any difference arising out of the interpretation,
application, administration or alleged violation of the Collective Agreement and shall be
in writing.

12,02 Settling of Grievances

Prior to the formal grievance procedure set out below, the employee may discuss
any potential concern/grievance with his/her immediate supervisor who is outside of
the bargaining unit, and attempt to resolve the matter.
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12.03

An eamnest effort shall be made to settle grievances fairly and promptly in the manner set
out below. However, nothing precludes the parties from resolving the grievance via
conciliation, mediation or informal discussions or in any other fashion that they may
deem appropriate,

At any step of the grievance process, the grievor has the right to be present and have a
Union representative.

Step 1

Within fifteen (15) working days after the event giving rise to the grievance, or within
fifieen (15) working days that the employee became aware of the event that forms the
substance of the grievance, the employee shall, with the assistance of the Union Steward
if they so desire, notify her immediate superviscr, who is outside of the bargaining unit,
of her grievance in writing stating allegations and remedies sought.

The grievor and the above referenced supervisor shall meet within five (5) days of
notification in an attempt to resolve the dispute. Failing satisfactory resolution, the
Supervisor shall render a written decision regarding the dispute within five (5) working
days of the meeting.

Step 2

Failing satisfactory resolution in Step 1, the Union shall, within fifteen (15) working days
of the supervisor’s written decision, submit the grievance in writing to the Executive
Director (or designate).

The Executive Director (or designate) shall meet with the Union and the grievor within
ten (10) working days of the receipt of the grievance in an attempt to resolve the dispute.
The Executive Director or designate shall render a written decision on the outcome of the
dispute within ten (10) working days of the meeting.

Step 3

Failing satisfactory resolution to the grievance in Step 2, either party may submit the
matter to arbitration in accordance with Article 13,

Policy/Group Grievance

Where a dispute involving a question of general application or interpretation occurs, or
where a group of employees has a grievance, Step 1 may be by-passed. However, such
grievance shall be filed within twenty (20) working days of the event giving rise to the

grievance or the employee becoming aware of the substance of the grievance,
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12.04

Time Lines

The time limits in the grievance and arbitration procedure shall be directory in nature.
Neither party shall be entitled to use the time lines to prejudice the position of the other.

ARTICLE 13 - ARBITRATION PROCEDURE

13.01

13.02

13.03

13.04

13.05

13.06

13.07

13.08

Within thirty (30) working days of receipt of the written decision in Step 2, either party
may refer the dispute to arbitration by given written notice to the other party.

Both parties shall attempt to agree to the selection of a sole arbitrator, Unless both
parties agree to the selection of a sole arbitrator within five (5) working days following
the matter being referred to arbitration, each party shall in the next ten (10) working days
give notice to the other party in writing naming its nominee to the Arbitration Board.

The two (2) named members of the Board shall, within ten (10) working days, name a
third member to the Board who shall be chairperson. In the event of a failure to agree
upon a third person, the Manitoba Labour Board shall be requested to appoint
Chairperson.

The sole arbitrator or Arbitration Board shall not be empowered to make any decision
inconsistent with the provisions of this Agreement, or to modify or amend any portion of
this Agreement.

The sole arbitrator or Arbitration Board shall determine her own procedures, but shall
provide full opportunity to all parties to present evidence and make representations. The
sole arbitrator or Arbitration Board shail hear and determine the difference(s) or
allegation(s) and render a decision within thirty (30) calendar days from the time it holds
its final meeting.

The decision of the sole arbitrator or the majority of the Arbitration Board shall be final
and binding and enforceable on all parties and may not be changed.

Within five (5) working days following receipt of a decision in writing, should the parties
disagree as to the meaning of the decision of the sole arbitrator or Arbitration Board,
whichever the case may be, either party may apply to the Chairperson of the Arbitration
Board or the sole arbitrator for explanation or clarification of the decision. Within five

(5) working days the Arbitration Board or the sole arbitrator shall reconvene a meeting to
clarify the decision.

Expenses of the Arbitration
Each party shall pay:

(a)  the fees and expenses of the nominee it appoints;
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(b)  one-half (}2) of the fees and expenses of the Chairperson or sole arbitrator.

13.09 Nothing in this Agreement shall preclude settlement of a grievance by mutual agreement
in any manner whatsoever, without prejudice to their respective positions.

13.10 The time limits in the arbitration procedure may be extended by written consent of the
parties.

ARTICLE 14 — DISCIPLINE

14.01 Both parties recognize the value of progressive discipline with the aim of being
corrective in application. Both parties agree that disciplinary measures should be
appropriate to the cause and to the principles of progressive discipline. In general, the
steps to be followed are:

1. Verbal Reprimand

Verbal reprimand shall be defined as a verbal reprimand given by the Employer,
where a notation is made in the employee’s personnel file.

The Employer shall make a note of the date, subject matter of the verbal
reprimand, and corrective action discussed in the employee’s personnel file. This
note is to be removed from the file one year following the occurrence provided
that there has been no further reprimand or discipline on this matter.

The Employer may use the verbal reprimand more than once with any employee,
but must have issued at least one verbal reprimand before moving on to the next
step in the process.

2. Written Reprimand

Written reprimand shall be defined as a written report given to the employee
outlining the circumstances and action of the employee which made the
disciplinary action necessary. If, after a two-year period, no further disciplinary
action is recorded on the same matter, the employee may request that the written
reprimand be removed from the personnel file. Such request shall not be
unreasonably denied.

The Employer may use the written reprimand more than once with any employee,

but must have issued at least one (1) written reprimand before moving on to the
next step in the process.
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14.02

14.03

14.04

14.05

14.06

14.07

14.08

3. Suspension

Suspension shall be defined as when the Employer directs the employee to be
absent from work (with or without pay) for a period of time for the purpose of:

(a) an investigation and/or;
(b)  acorrective action and/or;
(¢)  during which a corrective process will take place.

4, Dismissal

Dismissal shall be defined as termination of employment for just cause or cause in
the case of a probationary employee.

The Employer shall not discipline, discharge, or suspend an employee except for just
cause or cause in the case of probationary employees. Such employee shall be advised
promptly in writing either by registered mail or personal service, of the reason for the
disciplinary action, with a copy being sent to the Union Representative.

In all instances where the Employer considers that an employee warrants disciplinary
action, the Employer shall make every effort to take such action at a meeting with the
employee and, when possible, shall give the employee advance notice of the complaint.
The employee so affected will be given the opportunity to make representation on her
own behalf or with the assistance of a representative of the Union if she so desires.

If the action referred in Article 14.03 results in a written warning, suspension, demotion
or dismissal of an employee, the Employer shall notify the employee in writing of the
action taken and the reasons either by registered mail or personal service.

At the scheduled meeting the Employer will discuss with the employee ways and means
of corrective intervention with regard to the disciplinary action, and these corrective
actions shall be part of the written report.

A copy of the report shall be sent to the Union Representative. The employee shall be
required to sign an acknowledgment that such report has been given to her, The
employee shall have the right to respond in writing and that response shall become part of
the permanent record.

In any case of disciplinary action, the employee concerned, or the Union on her behalf,

shall have the right to submit said disciplinary action to the grievance and arbitration
procedure,

Exceptions to the process

Notwithstanding any of the above, the Employer reserves the right to bypass any step in
the Reprimand process, or suspend an employee with or without pay where there are
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allegations of a serious nature directly impacting on the work environment or client care.
In such cases the Employer shall investigate the allegations to determine appropriate
measures to be taken. Examples of serious allegations may include, but are not limited to
allegations of sexual harassment, being under the influence of alcohol or drugs at work,
or breach of confidentiality.

ARTICLE 15 — PERSONNEL FILES

15.01

15.02

15.03

There shall be one (1) personnel file maintained by the Employer for each employee.
Information from this file cannot be shared with any other Employer or agency without
the written consent of the employee.

Upon written request, an employee shall be given the opportunity to examine any
document which is placed in her personnel file, provided no part thereof is removed from
the file, including but not limited to, those documents which may be utilized to
substantiate a disciplinary action against her, and her reply to any such document shall
also be placed in her personnel file. Upon written request the employee shall also receive
an exact copy of any document forming part of her file at her own expense.

An employee accompanied by a Union representative if she so elects, may examine her
personnel file on request within seven (7) calendar days. She shall have recourse to the
grievance procedure to dispute any derogatory entry in her personnel file. The Employer
agrees not to introduce as evidence any such derogatory entry at any hearing unless the
employee has been made aware of its content at the time of filing or a reasonable time
thereafter.

ARTICLE 16 - SENIORITY

16.01

16.02

Seniority Defined

Seniority is defined as the total accumulated regular paid hours in the bargaining unit and
shall include service with the Employer prior to the certification or recognition of the
Union.

Seniority List

(a) The Employer agrees to maintain a seniority list showing the total accumulated
regular paid hours for each employee and the date upon which each employee’s
service commenced. An up-to-date seniority list shall be sent to the Union
Representative, when requested, in writing, to a maximum of twice per year.

(b)  Annually, upon written request, a comprehensive list including the name, address
and telephone number of each employee shall be sent to the Union. The Union
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agrees to have in place reasonable safeguards for maintaining the security of the
information provided.

16.03 Seniority will continue to accrue if an employee:

16.04

16.05

(a)
(b)
(©)
(d
(e)

H

(2)

M

is on any period of paid leave of absence;

is on any period of paid sick leave/income protection;

is on any period of paid vacation;

is on any period of unpaid leave of absence up to four (4) consecutive weeks;

is on any period of workers’ compensation benefits (up to a limit of twenty-four
(24) months) as applicable;

is on any period of short or Disability & Rehabilitation plan payments (up to a
limit of twenty-four (24) months) as applicable;

is on any period of approved unpaid leave of absence for Union purposes of up to
two (2) years;

is on any period of approved maternity, adoption, or parental leave (paid or
unpaid).

Seniority will be maintained but not accrue if an emplovee:

(a) is on unpaid leave of absence in excess of four (4) consecutive weeks;

(b) is laid off for less than twenty-four (24) months;

(c) is on a trial period of an out-of-scope position;

(d)  is on Workers Compensation benefits in excess of twenty-four (24) months;

(e) is on Disability & Rehabilitation plan payments in excess of twenty-four (24)
months;

§3) is applying for work within six (6) month period after term or grant work has
ended provided that the term of employment was one (1) year or more.

Loss of Seniority

An employee shall only lose her seniority in the event:

(a)

she is discharged for just cause and is not reinstated;
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(b) she resigns in writing and does not withdraw within two (2) working days;
(c) she is laid off for a period of twenty-four (24) months;
(d) fails to report for work as schedule at the end of a leave of absence or suspension
or does not report to work upon recall, without explanation satisfactory to the
Employer;
(e) promoted or transferred out of the Bargaining Unit;
§9) retires;
(g)  she completed a term or grant position that was less than one (1) year;
(h) that six (6) months has passed since the end of her term or grant position that was
more than a year.
ARTICLE 17 - PRORATION OF THE AGREEMENT
17.01 This Agreement is applicable on a pro rata basis based on hours paid of regular rate of

pay for all part-time employees and term employees except as indicated in specific
clauses. Casual employees may be included on a pro rata basis as per clause 1.03.

ARTICLE 18 — JOB POSTINGS

18.01 When a new position is created or an existing position becomes available, either inside or
outside of the bargaining unit, the Employer shall post a notice of the position. The
posting shall be for a minimum of two (2) weeks.

The Employer will not advertise externally before an internal posting has occurred.
However, such postings can happen simultaneously.

18.02 Information in Postings
Such notice shall contain the following information:

* Nature of position, qualifications, required knowledge and education skills, current or
anticipated shift, wage or salary rate or range.
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ARTICLE 19 - PROMOTIONS AND TRANSFERS

19.01

19.02

19.03

Promotions and Transfers

Seniority shall be the determining factor in matters of promotion and transfers, subject to
the employee being able to meet the requirements of the job and having the required
ability, skill, qualifications and a good employment record (refer to personnel files) in
accordance with Article 15.02.

In making staff changes, transfers, or promotions, appointment shall be made of the
applicant who possesses the ability, skill, qualifications and a good employment record in
accordance with Article 15.02. Where such factors are relatively equal, appointment
shall be made of the applicant with the greatest seniority. Where these factors are
relatively equal between a member of the bargaining unit and an external applicant
appointment shall be made of the applicant within the bargaining unit.

Within seven (7) calendar days of the date of appointment to a vacant position, the name
of the successful applicant shall be posted on all bulletin boards.

The Union shall be notified of all appointments, hiring, layoffs, transfers, recalls and
terminations of employment.

ARTICLE 20 — PROBATIONARY AND TRIAL PERIODS

20.01

Trial Period — Internal transfer or promotion

The successful applicant shall be notified within fourteen (14) days following the
selection committee’s recommendation to the Employer. Conditional on satisfactory
performance, the employee shall be declared permanent after a trial period of six (6)
months.

During this period an employee may return to her former position at her own request or at
the insistence of Employer if found unsuitable without loss of seniority or other
accumulated benefits. Any other employee promoted or transferred because of the
arrangement of positions shall be returned to her former position without loss of seniority
or other accumulated benefits.

It is understood that the purpose of the trial period is to provide a period of familiariza-
tion and orientation during which the employee and the Employer may assess the match
between the employee’s skill set and the requirements of the job. It is not seen as a
training period.

Feedback between the employee and the Employer shall occur throughout the trial

period. The purpose of the feedback is to provide positive feedback and address issues as
they arise with the goal being that the promotion or transfer be successful. The Employer
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20.02

and the employee agree that issues which may result in an unsuccessful trial period will
be brought forward in a timely manner giving opportunity to address the identified
concerns and provide notice to other affected employees.

Probation of Newly Hired Employees

All newly hired employee(s), including part-time employees, shall be on a probationary
basis for a period of six (6) months from the date of hiring. During the probationary
period, employees shall be entitled to all rights and benefits of this Agreement, except
with respect to discharge. The employment of such employees may be terminated with
cause at any time during the probationary period. After completion of the probationary
period, seniority shall be effective from the original date of employment.

Feedback between the employee and the Employer shall occur throughout the probationary
period. The purpose of the feedback is to provide positive feedback and address issues as
they arise with the goal being that the appointment to the position be successful.

The Employer and the employee agree that issues which may result in an unsuccessful
probationary period will be brought forward in a timely manner giving opportunity to
address the identified concerns.

ARTICLE 21 - LAYOFFS AND RECALL

21.01

21.02

21.03

21.04

21.05

Definition of a Layoff

Layoff shall be defined as a reduction in the work force or a reduction in the regular
hours of work as defined in this Agreement.

Layoffs involving permanent employees shall only occur following the investigation and
implementation of all other reasonable alternatives. Such altematives may include, but
are not restricted to, voluntary quits, voluntary leaves of absence, voluntary job sharing,
other employment opportunities within the Agency.

To the extent that layoffs may occur, the parties agree to meet as far in advance as
possible to plan for resultant change.

Notice to Union

Prior to any layoff involving permanent employees, the Employer shall notify the Union
of any pending layoffs as soon as possible.

Notice to Employee

Employees to be laid off shall be given a minimum of two (2) pay periods’ notice or pay
in lieu of notice not given. Notice of layoffs shall be copied to the Union.
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21.06

21.07

21.08

21.09

When an employee is to be laid off, she shall be allowed two (2) hours off during her last
shift in order to attend any personnel or pay related matters not yet settled.

Layoff Procedure

Layoffs within the bargaining unit shall be determined by seniority with the person with
the least seniority being laid off first, provided that the remaining employees have the
required qualifications and ability to perform the work required.

Recall Procedure

To be eligible for recall, the employees must file their name and current address with the
Employer at the time of layoff and at the time of any subsequent change.

A person who is laid off must respond to the Employer within seven (7) calendar days of
notice of recall being mailed by registered mail or hand delivered to the person’s
recorded address.

Employees who are laid off shall be recalled in order of seniority to positions for which
they possess the required qualifications and ability.

The right of a person who has been laid off to be recalled under this Agreement will be
forfeited in the following circumstances:

(a) after twenty-four (24) months of layofT;
(b)  if the person did not communicate with the Employer as specified above; and

(c) if the person does not report to work when instructed to do so or fails to provide a
written explanation satisfactory to the Employer.

No New Employees

No new employees shall be hired until all laid off employees who possess the required
qualifications and ability to perform the duties of the position have been given the
opportunity of recall.

ARTICLE 22 — JOB PROTECTION PROVISIONS DURING RESTRUCTURING

22.01

With respect to the development of any restructuring plan, which may result in a layoff,
or the reduction of hours of bargaining unit members, the Union shall be involved in the
planning process from the early phases through to the final phases of the process.
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22.02

22.03

22.04

22.05

Staffing Committee

A Staffing Committee shall be formed on an ad hoc basis, to deal with any restructuring
issues and may be a subcommittee of the Labour/Management Committee. This
committee shall meet during the process.

The function of the Staffing Committee to consider possible ways and means of avoiding
or minimizing potential adverse effects upon employees in the bargaining unit, including:

(a)  identifying and proposing possible alternatives to any action that the Employer
may propose taking;

(b)  identifying and seeking ways to address the retraining needs of employees;
(c) identifying vacant positions within the Centre for which surplus members of the
bargaining unit might qualify, or such positions, which are currently filled but are

expected to become vacant within a twelve (12) month period.

Composition and Meetings

The Committee shall be comprised of equal numbers of representatives of the Employer
and from the Union. The number of representatives is to be determined locally.

Meetings of the Committee shall be held during normal working hours. Representatives
attending such meetings during their regularly scheduled hours of work shall not lose
regular earnings as a result of such attendance. The Employer shall make typing and
other such clerical assistance available as required. Replacement costs shall be covered
in accordance with Article 9.06.

Each party shall appoint a co-chair for the Committee. Co-chairs shall chair alternate
meetings of the Committee and will be jointly responsible for establishing the agenda of
the Committee meetings, preparing minutes and writing such correspondence as the
Committee may direct.

Disclosure

To allow the Staffing Committee to carry out its mandated role under this Article, the
Employer will provide the Committee with pertinent financial and staff information and
with a copy of any reorganization plans, which impact on the bargaining unit. Both
parties shall provide such other information as is reasonably required to allow the
Committee to fulfill its mandate.

Confidentiality

Information and discussions of the Committee shall be confidential unless agreed or
otherwise determined by a majority of the Committee.
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22.06

22.07

22.08

Accountability

The Committee shall submit its written recommendations to the Executive Director or her
designate, Where there is no consensus within the Committee, the individual members of
the Committee shall be entitled to submit their own recommendations. The Executive
Director shall notify the Committee of the Board’s decision with written reasons
available upon request.

Resulting Agreement

Any agreement between the Employer and the Union which may modify, alter or
contravene an existing collective agreement provision resulting from the Staffing
Committee process, including such actions as are required to implement the agreement,
shall be included as a new Letter of Understanding in the Collective Agreement.

Change of Corporation

This collective agreement will remain in force if there is a change in ownership of the
Corporation.

ARTICLE 23 - HOURS OF WORK

23.01

23.02

23.03

(a) Regular Hours of Work

Regular hours of work in full-time employment shall be:

* Seven and three-quarters (7%) hours per day excluding meal periods and
including rest periods.

(b) Regular Work Period of Fuil-time Employees
The regular work period of full-time employees shall consist of:

* Seventy-seven and one-half (77'2) hours biweekly excluding meal periods and
including rest periods.

Part-time employees will work a minimum of ten (10) hours per week, on a regular basis.
They will have successfully completed the probationary period and are entitled to limited
prorated staff benefits.

Breaks
Employees shall be entitled to one (1) uninterrupted meal period daily, and two (2)

uninterrupted fifteen (15) minute rest periods daily. The meal period shall not be less
than one half (Y2} hour nor more than one (1) hour as determined and scheduled by the
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23.04

Employer after consultation with the employees. Extended rest periods may be
negotiated with the Employer.

An employee reporting for work and finding no work available shall be paid three (3)
hours at her basic rate of pay. However, when such employee works for any portion of
her scheduled shift, she shall receive pay for that entire shift.

ARTICLE 24 - OVERTIME AND FLEX-TIME

24.01

24.02

24.03

Overtime Defined

All time worked which is authorized by the Employer beyond the normal work day or
biweekly period (as specified in Article 23.01 (a) Regular Work Period of Full-time
Employees) shall be considered as overtime. Normally advance authorization shall be
required.

Overtime Paid Out

Overtime shall be paid out at the rate of time and one-half (1'2). By mutual agreement
between the Employer and employee, overtime may be compensated by granting time off
at overtime rate (1'2 time regular rates). Overtime accumulated but not used within three
months may be paid out.

Flex-time Defined

All time worked which is not authorized by the Employer beyond the normal work day or
biweekly period (as specified in Article 23 —~ Hours of Work), but where in the
employee’s judgement the work is essential to the operation of the facility, shall be
considered as Flex-time.

The need for and use of Flex-time will be reviewed with employees on a regular basis
and the ongoing use of Flex-time will be at the discretion of the Employer in consultation
with the employee.

Flex-time will be maintained in a Flex-time bank with a written record.

Flex-time will be compensated by granting equivalent time off at regular rate of pay.
Employees are encouraged to take Flex-time back in the same pay period in which it is
accumulated. However, employees will be allowed to bank hours to a maximum of
three (3) days (as specified in Article 23 — Hours of Work) after which no further Flex-
time will be allowed to accumulate until the bank has been reduced. Exceptions to these
generalities to be made by mutual agreement between the Employer and employee.

Flex-time hours must be recovered during times where relief is not required.
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24.04

Flex-time banks must be cleared by fiscal year end unless otherwise arranged by mutual
agreement between the Employer and the employee.

On Call Transportation

Employees required to return to work on a callback, will be paid the current facility rate
per kilometre for use of their own vehicle (minimum of $4.00 — maximum of $8.00) or
taxi fare to and from the facility. Taxi fare will not apply beyond the city/town limits.
The above provision will not apply to employees who receive a monthly standby/on call
allowance.

ARTICLE 25 - GENERAL HOLIDAYS

25.01

25.02

25.03

25.04

25.05

The Employer and the Union recognize the following as paid holidays:

New Year’s Day
Jour de Louis Riel Day
Good Friday

Easter Monday
Queen’s Birthday
Canada Day (July 1*)
1* Monday in August
Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day

and any other day proclaimed as a holiday by the Federal or Provincial Governments.
Easter Monday is a paid holiday on the day that it occurs.

An employee desiring to observe recognized religious holidays may substitute such
religious holiday for any of the above mentioned paid holidays upon approval of the
Employer.

Part-time employees will be paid four point six two percent (4.62%) of their basic pay in
lieu of time off on general holidays. Such holiday pay shall be included in each regular
pay deposit.

An employee who is scheduled to work on such holidays shall receive a rate of pay at

time and one half or equivalent time off in lieu of that holiday pay. Time off is to be
taken at a time mutually agreed upon by the employee and the Employer.

27



Where any of the above specified holidays falls on a Saturday or Sunday the first work
day(s) following the holiday shall be observed as a holiday, unless otherwise mutuaily
agreed by the Employer and employee.

25.06 When any of the above noted holidays falls on an employee’s scheduled day off, the
employee shall receive a day’s pay or another day off with pay at a time mutually agreed
upon by the employee and the Employer.

ARTICLE 26 — VACATIONS

26.01 Unless otherwise agreed by the Employer and the employee, the Employer will provide
for vacation days to be taken on a consecutive basis, recognizing that seven (7) calendar

days equals one (1) week of vacation.

The vacation year shall be designated as the twelve (12) month period commencing
April 1* and ending March 31%,

An employee shall be entitled to receive vacation in an unbroken period, unless otherwise
mutually agreed between the employee and the Employer.

Normally vacation will be taken in the year following its accrual. Employer and
employee may mutually agree to use accrued vacation in the year it was accrued. All
prior year vacation accrual must be taken by the end of the current vacation year unless
otherwise mutually agreed by employee and Employer.
Employees will generally not be requested to work during a period of vacation.
However, any employee who works during a period of vacation will be compensated at
overtime rates in accordance with 24.02.

26.02 Employees shall earn vacation on the following basis:
* First and second years of employment — three (3) weeks per year.
* Third, fourth, fifth and sixth years of employment — four (4) weeks per year.
* Seventh to twenty years of employment — five (5) weeks per year.

* Twenty and subsequent years of employment — six (6) weeks per year.

26.03 Part-time employees shall earn vacation pay on a pro rata basis in accordance with this
formula:

Hours Paid at Regular Rate of Pay X  Entitlement of a Full-time Employee
Full-time Hours
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26.04 If a paid holiday falls or is observed during a full-time employee’s vacation period, it
shall be paid as a holiday rather than a vacation day.

26.05 Where an employee qualifies for sick leave, bereavement leave, jury leave or any other
approved leave during or prior to her period of vacation, there shall be no deduction from
vacation credits for such absence. The period of vacation so displaced shall either be
added to the vacation period or reinstated for use at a later date, at the employee’s option
and with the approval of the Employer.

For the purpose of this article, documentation of illness for any period of time must be
provided if requested.

26.06 The Employer shall establish vacation schedules based on the operational requirements of
the Centre and the preferred period of vacation for each employee. Where a conflict
exists between employee preference the employee with the most seniority shall be
assigned the vacation period in dispute.

26.07 When a vacation cannot be mutually agreed upon between the employee and the
Employer by December 31 of each vacation year, the assignment of the vacation period
shall be at the discretion of the Employer.

26.08 Vacation Pay on Termination

An employee terminating her employment at any time in her vacation year, before she
has had her vacation, shall be entitled to a proportionate payment of salary or wages in
lieu of such vacation.

26.09 Anemployee’s accrued vacation shall be apportioned equitably over the employee’s full
annual vacation entitlement.

26.10 Long Service Recognition — Vacation
Effective April 1, 2009

In recognition of length of service, each full-time employee shall receive one (1)
additional week of vacation (5 days) on completion of twenty (20) years of continuous
service, and on each subsequent fifth (5) (i.e., 25%, 30", 35%, 40", etc.) anniversary of
employment. The additional five (5) days shall be granted in the vacation year in which
the anniversary date falls and are not cumulative.

Part-time employees shall be entitled to a pro rata portion of this benefit.

Employees whose anniversary date falls in the period April 1, 2008 to March 31, 2009,
will be entitled to receive this benefit in the 2009 calendar year.
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ARTICLE 27 — INCOME PROTECTION

27.01

27.02

27.03

27.04

27.05

Income Protection Defined

Income protection means the period of time an employee is unable to work due to
illness or disability for physical, mental or emotional reasons or is exposed to a
contagious disease, or under examination or treatment of a health care provider.

The unused portion of an employee’s income protection shall accrue with no maximum
but the employee shall not be allowed to cash-out unused income protection in time or
money, at the end of her employment.

Amount of Paid Income Protection

Income protection credits shall be earned at the rate of one and one-quarter (1'4) days
for every month worked. Part-time employees shall earn a pro rata amount of income
protection credits based on hours worked.

Disability & Rehabilitation (D&R) [formerly Long Term Disability (LTD)], Workers
Compensation Board (WCB) and Manitoba Public Insurance (MPI) Benefits

(a) An employee must apply for D&R/Workers Compensation and MPI benefits and
collect these benefits to the extent possible unless collecting the benefit would
disentitle her from Employment Insurance maternity/parental benefits.

(b}  Ifthe compensation is less than her net take home pay, then the employee can use
income protection credits to bring her compensation level to her net income to
the extent that she has income protection credits.

Illness in the Family

An employee shall be entitled to use accumulated sick credits, for the purpose of
providing for the needs during illness of a person in the employee’s family.

Travel to and attendance at non-routine, emergent or critical medical appointments or
treatments come within the meaning of providing care in the event of an illness.

Documentation of Illness

The Employer reserves the right to require satisfactory documentation of illness from a
specified type of qualified healthcare practitioner (outside of the bargaining unit) under
the following circumstances:

(a) to confirm illness in regard to claims for income protection in excess of four (4)
working days;
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(b)
(©)
(d)

where abuse is suspected;
to determine the approximate length of income protection;

to establish the employee’s ability to perform the duties of her position.

Failure to provide such documentation when requested may disqualify an employee from
receiving income protection benefits.

The Employer shall reimburse the employee for any reasonable cost incurred in obtaining
required documentation.

27.06 Wellness Days

Three (3) days per year may be deducted from an employee’s income protection
allowance to be used for “wellness breaks”. Such absences are not required to meet
the standards for illness established elsewhere but sufficient notification is required.
Sufficient notice will be considered one (1) working day (excluding weekends and
holidays) with a minimum of twenty-four (24) hours or lesser notice if the parties
agree one (1) working day was impossible to provide.

ARTICLE 28 - LEAVE OF ABSENCE

28.01 Leave of Absence for Union Functions

(a)

(b)

Upon written request to the Employer with sufficient notice, an employee elected
or appointed to represent the Union at conventions, committees, or seminars shall
be allowed leave of absence without pay, providing operational requirements
permit. The Union will provide the Employer with written confirmation of dates
requested.

An employee who is elected or selected for a full-time position with the Union, or
anybody with which the Union is affiliated, shall be granted leave of absence
without pay and without loss of seniority for a period of up to two (2) years. Such
leave shall be renewed biannually, by mutual consent of the Union and the
Employer.

28.02 Leave of Absence for Public Duties

(a)

The Employer recognizes the right of an employee to participate in public affairs.
Therefore, upon written request, the Employer shall allow leave of absence
without pay but without loss of seniority so that the employee may be a candidate
in federal, provincial or municipal elections.
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28.03

28.04

28.05

28.06

28.07

(b)  Anemployee who is elected to public office shall be allowed leave of absence
without loss of seniority during her term of office.

(c)  Anemployee who is elected or selected for a full-time position with the Union, or
anybody with which the Union is affiliated, shall be granted unpaid leave of
absence without loss of seniority for a period of up to two (2) years. Such leave
may be renewed biannually, by mutual consent of the Union and the Employer.

Paid Bereavement Leave

An employee shall be granted a maximum of five (5) work days leave, without loss of
pay or benefits, in the case of the death of any person for whom the employee feels they
have bereavement responsibilities or are mourning,

Additional leave may be granted upon application to the Employer.

One (1) Bereavement Leave day may be retained at the employee’s request for use in the
case where actual interment or cremation is at a later date,

Jury and Witness Duty

An employee subpoenaed for jury duty or witness duty shall receive a leave of absence
with pay and remit to the Employer any payment received except reimbursement of
expenses.

Citizenship Leave

An employee will, with sufficient notice, be granted the necessary time off without loss
of pay to process her Canadian citizenship to a maximum of two (2) days.

Voting Leave

In the event that an employee’s scheduled work hours would not permit four (4)
consecutive hours for the purpose of voting while polls are open the Employer will adjust
work schedules accordingly.

General Leave
An employee will be required to submit, with reasonable notice, a written request to the
Employer for any unpaid leave of absence. Such request must specify the reason for the

leave of absence and the duration and will be considered on an individual basis. During
this leave seniority will be affected as per Article 16 “Seniority”.
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28.08

28.09

28.10

28.11

Educational Leave Defined

Education leave is paid or unpaid time taken by staff to improve professional capability
and is pertinent to the work of the Centre. The following types of leave may be
considered to fall under the classification of education leave:

(a) conferences;

(b) workshops;

(c) course or classes;

(d)  studying and taking examinations for professional certification/registration;

(e) home study related to a specific course; or home study designed to upgrade
professional knowledge not related to a specific client(s);

) other situations as mutually agreed between the employee and the Employer.

Approval of Education Leave

Attendance will be at the discretion of the Employer. All requests are to be made in
writing and shall include:

Date of event

Agenda of event

Value to centre

Value to employee

Breakdown of costs and assistance requested

Notice of invitation to take part or be present at event and copy of abstract of paper (if
applicable).

Emplover Directed Education Leave

When the Employer requests an employee to attend a conference or workshop, the
Employer shall pay all reasonable costs.

Employee Directed Education Leave

When the employee requests to attend such functions the Employer may supplement the
costs incurred by the Employee.
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28.12 Maternity/Paternity Leave
Protection Prior and During Maternity Leave

As per relevant Human Rights legislation, maternity leave shall be considered as a right.
Accordingly, no employee shall be laid off or otherwise adversely affected in her
employment because of pregnancy. The Employer shall not deny the pregnant employee
the right to continue employment during the period of pregnancy, Where working
conditions may be hazardous to a fetus or to the pregnant employee, the employee shall
be entitled to transfer to another position, provided she is capable of performing the work
and is otherwise entitled.

The Employer is entitled to require an employee to stop work if the state of her health
becomes incompatible with the requirements of her job.

Maternity Leave

An employee who qualifies for Matemity Leave may apply for such leave in accordance
with Maternity Leave “Plan A” or Maternity Leave “Plan B” but not both.

A) PlanA

A maximum of seventeen (17) weeks of maternity leave per pregnancy will be
granted subject to the following conditions:

(a) A written request must be submitted not later than the end of the fifth
month of pregnancy and not less than one (1) month before the intended
date of leave.

(b)  The employee must have completed six (6) months of continuous
employment prior to the intended date of leave unless otherwise agreed by
the Employer.

B) Plan B

Effective April 1, 2010, the following (Plan B) provision, upon application, is
applicable to employees commencing a maternity leave on or after April 1, 2010.

1. In order to qualify for Plan B, a pregnant employee must:
(a) have completed six (6) continuous months of employment with the
Employer;

b) submit to the Employer an application in writing, for leave under
Plan B at least four (4) weeks before the day specified by her in the
application as the day on which she intends to commence such
leave;
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(©)

(d)

provide the Employer with a certificate of a duly qualified medical
practitioner certifying that she is pregnant and specifying the
estimated date of her delivery;

provide the Employer with proof that she has applied for
Employment Insurance benefits and that the Human Resources
and Skills Development Canada (HRSDC) has agreed that the
employee has qualified for and is entitled to such Employment
Insurance benefits pursuant to The Employment Insurance Act.

An applicant for Matemity Leave under Plan B must sign an agreement
with the Employer providing that:

(a)

(b)

(©)

she will return to work and remain in the employ of the Employer
for at least six (6) months following her return to work, except that
where an employee is the successful applicant for a part-time
position which commences on the date of her return from
Matemnity Leave or at any time during the six (6) months following
her return from Maternity Leave, she must remain in the employ of
the Employer, and work the working hours remaining in the
balance of the six (6) months of the full-time employment; and

she will return to work on the date of the expiry of her Maternity
Leave and where applicable, her Parental Leave, unless this date is
modified by the Employer; and

should she fail to return to work as provided under (a) and/or (b)
above, she is indebted to the Employer for the full amount of pay
received from the Employer as a maternity allowance during her
entire period of matemity leave.

An employee who qualifies is entitled to a maternity leave consisting of:

(@)

(b)

(©)

a period not exceeding seventeen (17) weeks if delivery occurs on
or before the date of delivery specified in the certificate, as in
Article 28.12 (b) 1. (c);

a period of seventeen (17) weeks plus an additional period equal to
the period between the date of delivery specified in the certificate
and the actual date of delivery, if delivery occurs after the date
mentioned in that certificate, as in Article 28.12 (b) 1. (c);

the Employer shall vary the length of maternity leave upon proper
certification by the attending physician or recommendation by the
Department Head.

During the period of maternity leave, an employee who qualifies is
entitled to a maternity leave allowance with the SUB Plan as follows:

(a)
(b)

for the first two (2) weeks an employee shall receive ninety-three
percent (93%) of her weekly rate of pay;

for up to a maximum of fifteen (15) additional weeks, payments
equivalent to the difference between the El benefits the employee
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28.13

28.14

28.15

28.16

is eligible to receive and ninety-three percent (93%) of the
employee’s normal weekly earnings;

(c) all other time as may be provided under Article 28.12, shall be on a
leave without pay basis.

5. An employee may end her Maternity Leave earlier than the date specified
by giving her Employer written notice at least two (2} weeks or one (1)
pay period, whichever is longer, before the date she wishes to end the
leave.

6. Plan B does not apply to temporary employees.

7. A leave of absence under Plan B shall be considered to be an unpaid leave
of absence. Income protection credits and vacation entitlement shall not
accrue.

Sections 52 through 57.1(2) inclusive and Section 60 of The Employment Standards Code
respecting maternity leave shall apply.

Parental Leave

A maximum of thirty-five (35) weeks of parental leave per pregnancy will be granted.
In order to qualify for Parental Leave an employee must:

(a) submit a written request to the Employer;

(b)  be aparent of a new child;

(c) have completed six (6) continuous months of employment with the Employer.
Commencement of Parental Leave

Subject to Section (e), Parental Leave must commence not later than the first anniversary
date of the birth or adoption of the child or the date on which the child comes into the
actual care and control of the employee;

Where an employee takes Parental Leave in addition to Matemity Leave, the employee

must commence the Parental Leave without a return to work unless otherwise approved
by the Employer.

Payment during Parental Leave

Parental leave is an unpaid leave.
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28.17

28.18

28.19

28.20

28.21

28.22

Adoption Leave

An employee shall receive adoption leave of up to seventeen (17) weeks subject to the
following conditions:

()  Anemployee must adopt a child under the laws of the province;

(b)  Anemployee may commence adoption Leave upon one (1) day notice provided
that application for such leave is made when the adoption has been approved and
the Employer is kept informed of the progress of the adoption proceedings;

(c) An employee has completed six (6) months of consecutive employment as of the
date of the intended leave;

(d)  Parental leave related to adoption must be completed no later than the first
anniversary date of adoption of the child or the date on which the child comes into
actual care and custody of the employee.

Two (2) days of leave (scheduled daily hours to a maximum of 15, 15.5 or 16 hours as
applicable) without loss of pay and benefits will be granted to an employee whose partner
has given birth to a child or has adopted a child.

This leave shall be taken within the two (2) calendar weeks following the child’s date of
birth or arrival in the home.

Additional Time Off

All other time as may be provided shall be on a leave without pay basis to a combined
maximum of one (1) year unless agreed otherwise by the Employer.

Benefits during Paid Matemity/Parental Leave

A full-time employee may choose to receive up to five (5) days payment of normal salary
from accumulated income protection before or after the period covered by EL

Seniority during Maternity/Parental/Extended Related Leave

See article 16.03 — Seniority.

Return to Work

When an employee decides to return to work after maternity/parental leave/adoption
leave, she shall provide the Employer with at least four (4) weeks’ notice. On return
from matemnity leave the employee shall be placed in her former position at the same rate
of pay.
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28.23 Benefits during Unpaid Matemity/Parental/Adoption Leave

28.24

The employee shall have the right, herself, to continue her and the Employer’s portion of
payments for extended health and dental benefits as per contract with the benefit carrier.

Compassionate Care Leave

An employee shall receive compassionate care leave without pay to provide care or
support to a seriously ill family member, subject to the following conditions:

(a)

(b)

(€)

(d)

(e)

An employee must have completed at least thirty (30) days of employment as of
the intended date of leave.

An employee who wishes to take a leave under this section must give the
Employer notice of at least one (1) pay period, unless circumstances necessitate a
shorter period.

An employee may take no more than two periods of leave, totalling no more than
eight (8) weeks, which must end no later than twenty-six (26) weeks after the day
the first period of leave began. No period of leave may be less than one (1)
week’s duration,

For an employee to be eligible for leave, a physician who provides care to the
family member must issue a certificate stating that:

1. a family member of the employee has a serious medical condition with a
significant risk of death within twenty-six (26) weeks from:
)] the day the certificate is issued, or
(i)  ifthe leave was begun before the certificate was issued, the day the
leave began; and

2. the family member requires the care or support of one or more family
members.

The employee must give the Employer a copy of the physician’s
certificate as soon as possible.

A family member for the purpose of this article shall be defined as:

1. a spouse or common-law partner of the employee;
a child of the employee or a child of the employee’s spouse or common-
law partner;
3. a parent of the employee or a spouse or common-law partner of the parent;
4, or any other person described as family in the applicable regulations of

The Employment Standards Code.

38



) An employee may end their compassionate leave earlier than eight (8) weeks by
giving the Employer at least forty-eight (48) hours’ notice. Where an employee
has been provided necessary time off under this section, and where the Employer
has made arrangements for alternate staffing for covering the anticipated absence,
the Employer shall have the right to cancel the relief shifts scheduled to cover the
anticipated absence without additional cost.

(g) Seniority shall accrue as per Article 16.03 (d) - (unpaid leave)
(h) Subject to the provisions of 27.02, an employee may apply to utilize income
protection to cover part or all of the two (2) week Employment Insurance waiting

period.

(i) In the event that the death of a family member occurs during this period of leave,
the employee shall be eligible for Bereavement Leave as outlined in Article 28.03.

ARTICLE 29 - PAYMENT OF WAGES AND ALLOWANCES

29.01

29.02

29.03

Pay Periods

Pay periods shall be every two (2) weeks in length. Pay days shall be every second
Thursday. A deduction sheet shall be included with each pay deposit. Employees shall
be paid in accordance with Schedule “A” attached to and forming part of this Collective
Agreement.

Rate of Pay on Changes

When an employee is appointed to a higher classification, such employee shall be placed
in an incremental level in her new classification, which will provide an immediate
increase of salary. The salary increase must be a minimum of $0.50/hour but not to
exceed the top level of the new salary scale. The date of appointment to the new
classification shall become the anniversary date for salary progression.

Pay on Temporary Transfers. Higher Job Rates

When an employee temporarily is assigned by the Employer, to perform for a period in
excess of two (2) days, principal duties of a higher paying position, she shall receive the
rate for the job. When an employee temporarily relieves in, or performs the principal
duties of a higher paying position for which a salary range has been established, she shall
receive the rate in the salary range which is higher than her previous rate. The salary
increase must be a minimum of $0.65/hour but not to exceed the top level of the new
salary scale. The employee shall qualify for any pay increments based on her length of
service in her temporary assignment.
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29.04

29.05

29.06

29.07

29.08

Where the higher position is outside the bargaining unit, she shall receive the rate of pay
of the position filled. The employee shall be deemed to be covered by this Collective
Agreement during the period of temporary transfer.

Payment on Transfer to a Lower Rated Job

(a)  When an employee is temporarily assigned to a position paying a lower rate, her
rate shall not be reduced.

(b) When an employee voluntarily works a shift in a lower paid classification,
the employee shall be paid at the same increment step on the lower paid
classification as they are paid on their current classification.

Vacation Pay

An employee may, upon giving at least ten (10) working days’ notice in writing, receive
on the last office day preceding commencement of her annual vacation, any pay deposits
which may fall due during the period of vacation.

Anniversary Dates

The anniversary date for increment will be the actual date of employment or the date at
which the employee is reassigned at a higher level.

Expenses

Upon approval by the Employer, employees shall be reimbursed for reasonable,
necessary expenses incurred in the performance of their duties as documented by receipts
and/or written declaration.

Where an employee is required and authorized to use her privately owned vehicle on the
Employer’s business, she shall (effective January 1, 2009) be reimbursed in accordance
with the prevailing Province of Manitoba mileage rates with a minimum payment of
$3.50 per return trip.

Evening and Night Shift Premiums

An evening shift premium of one dollar ($1.00) per hour will apply for the full period of
any shift where the majority of the hours worked are between 1600 and 2400 hours. Shift
premiums will not be payable while an employee is receiving overtime rates.

A night shift premium of one dollar seventy-five cents ($1.75) per hour (one dollar and
ninety cents ($1.90) per hour effective April 1, 2016; two dollars and five cents
(82.05) per hour effective October 1, 2016) will apply for the full period of any shift
where the majority of the hours worked are between 2400 and 0800 hours. Shift
premiums will not be payable while an employee is receiving overtime rates.

40



29.09

29.10

This premium shall also be applicable to flex time and modified schedules when the
schedule change is to accommodate service or agency requirements. This must be
approved in writing by the supervisor.

On Call

Effective the date of signing of this agreement when an employee is advised in writing by
the Employer that she is “on call” this is, immediately available by telephone contact to
report to work without undue delay, she shall be paid two (2) hours’ basic pay for every
eight (8) hour period on call or on a pro rata payment.

Amend to provide for payment at applicable overtime rates for any time actually worked
while on call effective the date of ratification.

The Employee will leave her employment immediately after she has completed the work
for which she was called and re-assume her “on call” status.

The on call premium will not apply during any period when the employee is performing
duties at the Facility.

Weekend Premium

A weekend premium of one dollar and thirty-five cents ($1.35) per hour (one dollar and
fifty cents (31.50) per hour effective April 1, 2016; one dollar and sixty-five cents
(31.65) per hour effective October 1, 2016) shall be paid to an employee for all hours
worked on any shift where the majority of hours on that shift fall between 0001 hours on
the Saturday and 2400 hours on the following Sunday.

ARTICLE 30 — JOB CLASSIFICATION/RECLASSIFICATION

30.01

30.02

Job Description

The Employer agrees to supply job descriptions for all positions and classifications for
which the Union is bargaining agent. These descriptions shall be presented to the Union
and shall become the recognized job descriptions unless the Union presents written
objection within thirty (30) days

It is understood that objections raised by the Union shall be limited to the accuracy of the
contents of the job description in reflecting the nature and duties of the position.

Changes in Classifications

The Employer shall prepare a new job description whenever a job is created or whenever
the duties of a job change. When the duties of any job are changed substantially or where
the Union and/or an employee feels a job is unfairly or incorrectly classified, or when a
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30.03

new job is created or established, the rate of pay shall be subject to negotiations between
the Employer and the Union. If the parties are unable to agree on the reclassification or
rate of pay for the job in question within four months, the dispute shall be submitted to
grievance and arbitration for determination. The new rate shall become retroactive to the
time the new position was first filled by the employee or the date of change in job duties.

Changes to Existing Job Descriptions

An employee directly affected by a change in job description shall be consulted vis-a-vis
changes in the job description.

ARTICLE 31 - EMPLOYEE BENEFITS

31.01

31.02

31.03

31.04

Annually, upon request, the Employer shall provide each employee with a detailed
Employee Statement, which shall outline, in clear, simple and concise terms, the
employee’s income protection and/or vacation credits.

Joint Employer/Employee Benefit Committee

A committee shall be appointed of up to two (2) representatives from the Union and up to
two (2) representative of the Employer to maintain and review the benefit plans.

Employer will provide benefit plan as follows:

Benefits to include:

Pension: HEB Manitoba (As per the HEB Manitoba Pension Plan)

Dental/extended health: HEB Manitoba (As per the HEB Manitoba including the HEB
Manitoba Disability and Rehabilitation Plan.)

The Employer and employee costs will be as specified in the respective plans.

Public Liability Insurance

The Employer will maintain liability insurance to protect employees.
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31.05 Extended Health Care Plan / Health Spending Account (HSA)
The following benefit improvements will be applied through HEB Manitoba as

specified:

1. Extended Health Care Plan:

April 1, 2009: All employees who are enrolled or become enrolled in
accordance with the options set out below will be in the HEB Manitoba
“Enhanced” Extended Health Care Plan.

Effective April 1, 2009, the “Enhanced” Plan premiums will be paid 50% by
the Employer and 50% by the employee.

There will be a three (3) month enrolment period of January 1, 2009 to
March 31, 2009, to allow employees currently participating in the “Basic”
Plan to either opt into the “Enhanced™ Plan or to opt out of Plan coverage
altogether.

Employees not previously in the Plan may revisit their status and either opt
into the “Enhanced” Plan provided they are eligible in accordance with their
category of employment or remain out.

Employees currently in the “Enhanced” Plan must remain in the “Enhanced”
Plan.

New employees hired on or after April 1, 2009, will, as a condition of
employment, be required to participate in the “Enhanced” Plan subject to plan
text enrolment requirements unless they are eligible to waive participation in
accordance with the plan text.

Any other enrolment changes will be as per the HEB Manitoba Plan text.

2. Health Spending Account (HSA):

Effective April 1, 2010, a Health Spending Account (HSA) shall be made
available for eligible employees. The HSA shall only apply and be made
available to top up the existing benefits provided in the HEB Manitoba
“Enhanced” Extended Health Benefit Plan and the HEB Manitoba Dental Plan.

The annual HSA benefit amounts shall be:

April 1,2010:  $250 for fuli-time employees*
$125 for part-time employees

April 1,2011:  $500 for full-time employees*
$250 for part-time employees
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*For the purpose of the HSA, an employee is deemed to qualify for the full-
time benefit if she/he has been paid for a minimum of 1,500 hours in the
previous calendar year. Hours paid at overtime rates do not count in the
annual determination of whether an employee qualifies for the full-time
benefit.

A “year” or “the annual HSA benefit” is defined as the calendar year —
January 1% to December 31%,

In order to be eligible for the HSA an employee must be enrolled in the
“Enhanced” Extended Health Care Plan.

New employees hired on or after April 1, 2010, who become enrolled in the
“Enhanced” Extended Health Care Plan will commence HSA coverage
following one (1) year participation in the “Enhanced” Extended Health Care
Plan.

Unutilized HSA monies are not carried over to the subsequent year.

31.06 Premiums when on Unpaid Leave of Absence (LOA)

Employees will pay the Employer’s and the employee’s share of Group Health,
Dental, Group Life and Disability & Rehabilitation (D&R) when on any unpaid

LOA.

Subject to the terms of the plan, where an employee is on any return to work
program where all or a portion of the employee’s wages are being paid by the
Employer, the Employer will pay the Employer’s share of the premiums on the
condition the employee is paying their share.

ARTICLE 32 - TERMINATIONS

32.01 An employee may terminate her employment by giving two (2) pay periods or four (4)
weeks’ written notice.

32.02 Employment may be terminated with lesser notice or without notice:

(a)
(b)

(c)

by mutual agreement between the Employer and the employee; or

during the probationary period of a new employee with cause (the employee has
to be given a reason for the termination);

in the event an employee is dismissed for just cause (the employee has to be given

a reason for the termination, and the reason for the disciplinary action must be
sufficient to warrant dismissal).



(d)  where lesser or no notice is given by the Employer, payment in lieu of notice shall
be given except in cases of discharge for just cause.

32.03 The Employer will make available, within fourteen (14) calendar days after termination,

all amounts due to the employee, including unpaid wages and pay in lieu of unused
vacation entitlement.

ARTICLE 33 - TERM OF AGREEMENT

33.01 (a) This Agreement shall be in full force and effect from April 1, 2012 to March 31,
2017.

(b)  Should the parties fail to conclude a new collective agreement prior to the expiry
date of this Agreement, all provisions herein contained shall remain in full force
until a new agreement has been reached or until the date on which the Union takes
strike action or the Employer institutes a lockout, whichever occurs first.

(c) The Union agrees to give the Employer at least one (1) week’s (seven (7) days’)
written notice as to the date of intended strike action.

(d) The Employer agrees to give the Union at least one (1) week’s (seven (7) days®)
written notice as to the date of intended lockout,

33.02 Should either party desire to propose changes to this Agreement, they shall give notice in
writing, including proposed amendments, to the other party not more than ninety (90)
days and not less than thirty (30) calendar days prior to the date of termination. Within
thirty (30) calendar days of the receipt of these proposals, the other party shall be
required to enter into negotiations for the purpose of discussing the changes and the
formation of a new Agreement.

33.03 This Agreement may be amended during its term by mutual agreement.

ARTICLE 34 — RETROACTIVITY

34.01 Retroactivity for Current Employees

Salary and wages in the new Agreement shall be adjusted retroactively unless otherwise
mutually agreed upon.

All retroactive wage and benefit adjustments shall be made within one hundred and
twenty (120) calendar days of ratification of this agreement
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Former employees shall receive any applicable retroactive pay provided they
request the retroactive pay from the Employer in writing with their current mailing
address no later than ninety (90) days after the ratification date.

ARTICLE 35 - RECOGNITION OF EXPERIENCE

35.01 The starting salary of a newly hired employee shall recognize previous experience
directly applicable to the job description of the position applied for and shall be no less
than as outlined in the following table:

Experience Placement
Less than one (1) year Level 1 (Step)
Greater than or equal to one (1) year but less than two (2) years Level 2 (Step 1)

Greater than or equal to two (2) year but less than three (3) years Level 3 (Step 2)

Greater than or equal to three (3) years Level 4 (Step 3)

ARTICLE 36 - TECHNOLOGICAL CHANGE

36.01 Definition

36.02

In this article “technological change™ means an introduction of any technology that
results in:

(a)

the introduction of equipment, material or processes different in nature, type, or
volume from that previously utilized;

(b)  change in work methods, organization, operations or processes affecting one or
more employees;

(c) change in the location at which the work, undertaking or business operates;

(d) change in the work, undertaking or business carried on by the Employer including
any change in function performed and including the removal of any part of the
work, undertaking or business.

Advance Notice

When the Employer is considering the introduction of technological change:

(a)

the Employer agrees to notify the Union and the affected employee(s) as far as
possible in advance of her intentions and to update the information provided as
new developments arise and modifications are made;
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36.03

36.04

36.05

36.06

36.07

(b)  the foregoing notwithstanding, the Employer shail provide the Union, at least one
hundred and twenty days before the introduction of a technological change, with a
detailed description of the project it intends to carry out, disclosing all foreseeable
effects and repercussions on employees.

Information to be provided

The notice mentioned in Article (above) shall be given in writing and shall contain
pertinent information including:

(a) the nature of the change;
(b) the date on which the Employer proposes to effect the change;

(c) the approximate number, type and location of employees likely to be affected by
the change;

(d)  the effects the change may be expected to have on employees’ working conditions
and terms of employment;

(e) all other pertinent information relating to the anticipated effects on employees.
Arbitration

If the Union and the Employer fail to agree upon measures to protect the employees from
any adverse effects, either party may refer the matter to arbitration as provided for under
the terms of the Agreement. The Employer shall not introduce the technological change
until such determination is made.

Protection of hours

No regular employee with more than three (3) calendar years shall be dismissed or have
her regular hours reduced by the Employer solely by virtue of a technological change.

Protection of Rate of Pay

An employee whose job is changed or who is transferred from her job solely by virtue of
a technological change will suffer no reduction in rate of pay.

Transfer Arrangements

An employee who is displaced from her job as a result of technological change shall be
given an opportunity to fill any vacancy for which she has the qualifications and ability to
perform and for which she has seniority. If there is no vacancy, she shall have the right
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36.08

36.09

36.10

36.11

to displace employees with less seniority, in accordance with the layoff procedure in this
Agreement.

Training Benefits

Where new or greater skills are required than are already possessed by the affected
employees under the present methods of operations, such employees shall, at the expense
of the Employer, be given a reasonable training period during which they may acquire the
skills necessitated by the new method of operation. There shall be no reduction in wages
or salary rates during the training period of any such employee.

Training Period

The training provided for above shall be given during the hours of work whenever possible.

No New Employees

No additional employees shall be hired by the Employer until employees affected by the
change, or employees laid off because of the change, have been notified of the proposed
technological change and allowed a reasonable training period to acquire the necessary
knowledge or skill to retain their employment.

New Classifications

All new classifications or positions created as a result of technological change shall be
automatically included in the bargaining unit unless the Employer and the Union
mutually agree to exclude them.

If the parties are unable to agree on the classification and/or the rate of pay for the job in
question the issue shall be referred to the grievance/arbitration process as set forth in the
Agreement.

ARTICLE 37 — PRESENT CONDITIONS AND BENEFITS

37.01

37.02

Present Conditions to Continue

All rights, benefits, practices and working conditions which employees now enjoy,
receive or possess shall continue, insofar as they are consistent with this agreement,
unless modified by mutual agreement between the Employer and the Union.

Continuation of Acquired Rights

All provisions of this Agreement are subject to applicable laws now or hereafter in effect.
If any law now existing or hereafter enacted, or proclamation or regulation shall
invalidate or disallow any portion of this agreement, the entire agreement shall not be
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invalidated and the existing rights, privileges and obligations of the parties shall remain
in existence. In such an event this agreement shall be re-opened for negotiation. If there
is no agreement between the parties on this issue, the matter shall be resolved by
arbitration.

37.03 Amalgamation and Merger Protection at Nine Circles

In the process of creating integrated HIV/AIDS services at Nine Circles Community
Health Centre, the Employer undertakes to ensure that:

(a) Employees shall be credited with all seniority rights with the new Employer.

(b}  All service credits relating to vacation with pay, income protection credits and
other benefits shall be recognized by the new Employer.

(c) All work and services presently performed by members of the Canadian Union of
Public Employees shall continue to be performed by CUPE members with the
new Employer.

(d)  Conditions of employment and wage rates for the new Employer shall be equal to
the best provisions in effect with the merging Employers.

(e) No employee shall suffer a loss of employment as a result of merger.

§) Preference in location of employment in the merged Organization shall be on the
basis of seniority.

37.04 Regionalization
If the facility should:

(a) merge or amalgamate with another health facility or health care related facility; or

(b)  transfer or combine any of its operations or functions with another health care
facility or health care related facility; or

(c) take over any of the operations or functions of another health care facility covered
by this Collective Agreement;

an employee will be given ninety (90) days’ notice and severance pay on the basis of

two (2) weeks’ pay at the regular base rate, for the position last occupied, for each year of
employment with the Employer, if the Employer is unable to provide altemative
employment, at the same regular rate of pay in a comparable class of work, for which the
employee possesses qualification and ability sufficient to perform the required duties
within a fifty (50) kilometre radius of the employee’s original facility.
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37.05

Restructuring and Reorganization

Should the authority for the delivery of services provided by persons covered by this
Agreement be transferred to, in part or in whole, merged or amalgamated with another
employing authority, the Employer agrees to advocate to help ensure that all employed by
the new employing authority recognize the terms conditions of the Collective Agreement.

ARTICLE 38 - GENERAL

38.01

38.02

38.03

38.04

Pronouns

Whatever pronouns are used in this Agreement shall be considered to apply to all,
masculine and feminine, singular and plural.

Bulletin Boards

The Employer shall provide at least one (1) bulletin board which shall be placed so that
all employees will have access to it (them) upon which the Union shall have the right to
post notices of meetings and such other notices as may be of interest to the employees.
The Employer reserves the right to remove material from the bulletin board which it
deems to be damaging to the Centre.

Employee Performance Review

A performance review will be written by each supervisor for each employee at least once
every twelve (12) months for the first two (2) years of employment and at least once
every three (3) years thereafier.

A performance review will consist of an assessment of performance of an employee with
respect to the ability of the employee to carry out her job description to the standards of
performance outlined by the Employer.

The employee shall participate in the review of her performance by completing a self-
evaluation.

Before each review is finalized, the employee’s supervisor and the employee will have a

discussion of the results of their respective performance evaluation. The final
performance review will be signed and dated by the employee and the supervisor.

Security

It shall be the responsibility of the Employer to ensure that reasonable arrangements are
made to provide for the security and safety of all employees.
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38.05

No employee shall be required to work with a client if the employee has reason to believe
such work would pose a threat to her safety. No employee shall be subject to disciplinary
action for reason of such refusal to work.

Preretirement Leave (Retirement Bonus)

Conditional on the continuance of funding bodies’ policies to reimburse facilities for re-
retirement leave, the Employer will provide employees with preretirement leave as
follows:

(a)

(b)

(©)

@

Full-time employees retiring in accordance with the provisions of the facility’s
group pension plan, whether or not enrolled in the pension plan, shall be granted
paid preretirement leave on the basis of four (4) days per year of employment
(seniority).

Calculation of preretirement leave entitlement shall begin from the date of the
employee’s last commencing employment at the Facility and shall be based on the
employee’s total seniority on the date of retirement.

Part-time employees retiring in accordance with the provisions of the facility’s
group pension plan, whether or not enrolled in the pension plan, shall be granted
paid preretirement leave as specified above on a pro rata basis. Calculation will
be based on the following formula:

Average annual hours actually
worked from last date of employment X Entitlement of a Full-time Employee
Annual full-time hours

Payment shall, at the option of the employee, be made in a lump sum or as a
continuation of salary until the scheduled retirement date. The retirement date
shall be the last day worked in cases where an employee chooses lump sum

payments.

ARTICLE 39 - INSURANCE COVERAGE

39.01 The Employer shall provide liability insurance coverage under the terms and conditions
of the insurance provider.

ARTICLE 40 - OVERPAYMENTS

40.01 The Employer may not make deductions from wages unless authorized by statute, by
Court Order, by Arbitration Award, by this Agreement, by the Union or to correct an
overpayment error made in good faith. Where an error has been made in good faith, the
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40.02

Employer shall be entitled to recover any overpayment made, for a period of time that
does not extend further back than twelve (12) months from date of discovery, provided:

(a) Once the error is discovered, notice and a detailed breakdown of the error is given
by the Employer to the affected employee and the Union as soon as practicable;

(b) The proposed recovery is made in as fair and reasonable a manner as possible;
and,

(¢}  The proposed recovery is made over a period of time which is no less than the
period during which the overpayment was made unless otherwise agreed between
the Employer and employee.

In the event the employee retires from, or leaves the employ of the Employer before the
Employer is able to fully recover an overpayment as contemplated in this Article, the
Employer shall be entitled to make a full recovery at the time of retirement or termination
of employment of that employee and reduce accordingly any payments that might be
owing to that employee to recover the overpayment.

The Employer shall notify the employee of an overpayment error by letter within ten (10)
business days of discovery.

Where the value of overpayment is ten percent (10%) or less of the employee’s normal
biweekly gross eamnings and is less than one hundred and fifty dollars ($150.00), a
detailed breakdown and a proposed recovery schedule will be included with the letter to
the employee and a copy provided to the Union.

For payments that exceed ten percent (10%) of the employee’s normal biweekly gross
earnings and is more than one hundred and fifty dollars ($150.00), a detailed breakdown
of the error will be included with the letter and a meeting will be scheduled with the
employee and the Union to discuss a proposed recovery schedule as soon as practicable.
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WAGE INCREASES

(Except for those classifications tied to Professional/Technical sector or Trades sector and/or
nurses.)

Effective April 1, 2012: Increase hourly rate by 0%
Effective April 1, 2013: Increase hourly rate by 0%
Effective April 1, 2014: Increase hourly rate by 2.50%
Effective April 1, 2015: Increase hourly rate by 2.50%
Effective April 1, 2016: Increase hourly rate by 2.00%

LONG SERVICE STEP

1.

Effective October 1, 2014, (October 1, 2012, for all nursing/professional-technical
classifications as per existing LOUs) a Long Service Step equivalent to two percent
(2%) shall be added to Schedule “A”. Employees shall be eligible for the Long
Service Step identified in Schedule “A” upon completion of the following:

(i) Twenty (20) or more years of continuous service; and
(ii)  The employee has been at the maximum step of their salary scale for a
minimum of twelve (12) consecutive months.

2, Employees who do not meet the above criteria on October 1, 2014, shall be eligible
for the Long Service Step on the employee’s anniversary date in which the employee
meets both conditions outlined in #1 above.

Note: For the purpose of #1 and #2 continuous service shall be calculated based on
continuous calendar years of service in an EFT position (full-time, part-time, or
term).

Signedthis__// ___dayof__f e, ,2016.

FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.
alt 158
MK:cbc);;pc‘ﬁél
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: GENERAL WAGE STANDARDIZATION FUND

The parties recognize the importance of wage standardization for classifications performing the
same duties.

In order to rectify identified inequities, a “General Wage Standardization Fund” will be provided
and allocated as follows:

Phase I

* Mayl1,2003 = $2,590,000 (includes 0.60% standardization increase for all - compounded)
* Mayl,2004 = $1,230,000

* Mayl,2005 = §$1,230,000

Phase 11

* April 1,2006
e April 1,2007
»  March 31, 2008
*  March 31, 2009

$5,840,000 (total amount for utilization on a sectoral basis)*
$5,840,000 (total amount for utilization on a sectoral basis)*
$3,000,000 (total amount for utilization on a sectoral basis)
$3,000,000 (total amount for utilization on a sectoral basis)

Il

*Note: Standardization Funds identified in the previous collective agreement are included in
sectoral value.

PRINCIPLES:
i} Distribution of General Wage Standardization Fund:

Phase |

Salaries are to be increased in accordance with the following:

% of total differential between existing salary rate and target salary rate to apply =
* May I, 2003 = complete

* May 1, 2004 = 10.08%

* May 1, 2005 = 10.08%
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iii)

Phase II

Salaries are to be increased in accordance with the following:

% of remaining differential between existing salary rate and target salary rate to apply =

* April 1, 2006 = 36.87%

* April 1, 2007 = 36.87%

¢ March 31, 2008 = 18.94%

* March 31, 2009 = 7.32%. The intent of the Wage Standardization process and
monies, provided for in the Manitoba Health Care Support collective agreements, is
to complete Wage Standardization across the support sector by March 31, 2009.

Note: Wage Standardization adjustments to be applied prior to economic wage increases.
Phase I - Method for calculation of retroactive payment:

Payments for employees working in classifications receiving wage standardization
adjustments should be calculated as follows:

3] Apply percentage referenced above to total differential.

2) Muitiply result of one (1) above times number of eligible paid regular hours in the
12-month period.

Example: Percentage = 10.08%
Total differential = $1.50
# Eligible Paid Regular Hours = 1000

Calculation = 10.08% x $1.50 x 1000 = $151.20

Retroactivity will apply only to employees on staff at date of ratification of the
collective agreement and those who have retired prior to date of ratification in
accordance with the terms and conditions of applicable Employer pension plan.
Retired employees must apply in writing for retroactivity.

a six (6) step salary scale will be established effective April 1, 2006:

Start Step 1 Step 2 Step 3 Step 4 Step 5

Exclusions: Health Care Aide - Untrained
Activity Aide - Uncertified
Trades classifications
Professional/Technical classifications
Nursing classifications
‘No Match’ classifications

a three percent (3%) differential will be established between each step on the salary scale

(scale built from agreed to target top rate working downwards) for all salary scales
created through Wage Standardization (except for exclusions listed above);
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v) for the purpose of implementation of newly established salary ranges, methodology for
step placement will be as follows:

(a) Placement onto newly established scale at nearest step affording an increase.

(b)  Cannot result in placement on standard scale at a lower step than current step on
scale.

(c) Where current scale has a lesser number of steps than newly established scale,
previous years of service shall be recognized through placement. Previous service
years to be determined with use of Article 28.06. Illustration of step placement
provided in Example 2.

(d)  Where the current scale has greater than 6 steps, those employees at Step 6 and
above shall be placed at Step 6 of the newly established scale. Tllustration of step
placement provided Example 3.

Example I
Current Scale:  Start Step 1 Step 2 Step 3 Step 4 Step 5
+ 4 { 4 4 d
New Scale: Start Step 1 Step 2 Step 3 Step 4 Step 5
Example 2

Incumbents may be placed onto ‘New Scale’ at either Step 4 or Step 5. Placement onto Step 5
conditional upon meeting criteria of v) (c) above, and Article 28.06 of collective agreement.

i.e. If the employee has been paid on current Step 4 for greater than one (1) anniversary period,
employee will be placed at Step 5 on new scale.

Current Scale:  Start Step 1 Step 2 Step 3 Step 4
d i { { i
hY|
New Scale: Start Step 1 Step 2 Step 3 Step 4 Step 5
Exampie 3
Current Scale:  Start Step 1 Step 2 Step 3 Step 4 Step 5 Step 6
1 { $ d { "4
New Scale: Start Step 1 Step 2 Step 3 Step 4 Step 5

vi)  Present Incumbent Only (PIO):

(a)  Where it has been determined that the salary of an employee is higher than that of
the standard salary range, that employee will be treated as follows:
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vii)

viii)

(b)

All employees employed on the date that the new salary range is implemented
will continue to be paid on the current salary range and will continue to receive
increment increases and negotiated economic wage increases while they remain in
their current classification. This also applies to employees who apply for and
receive another position within their classification or who bump into another
position within their classification.

Where an Employer’s maximum salary rate has been established as the target top
of scale rate, the standard scale will be introduced for new hires. Existing salary
scale will continue on a Present Incumbent Only (PIO) basis.

Existing Red-Circled and Present Incumbent Only (P10) Salaries:

Any positions or employees currently red-circled or PIO’d will be addressed in the
following manner:

(@)

(b)

(©

Red-circled and PIO rates/positions or employees where current maximum salary
rate no longer equals or exceeds maximum rate of established standard salary
scale (when implemented), will no longer be red-circled or P10O’d.

Red-circled and PIO rates/positions or employees where current maximum salary
rate continues to be greater than or equal to the established standard salary scale
(when implemented), will continue to be red-circled or P1IO’d.

Where an employee resigns from a classification identified as red-circled or
PIO’d and subsequently returns to the same classification, the employee will be
placed on the standard salary scale in accordance with the collective agreement.

positions identified as unique (i.e., ‘No Match’ or no comparison to other health support
classifications) are not eligible for standardization adjustments. Existing scale is to be
maintained.

future salary increments to be processed in accordance with collective agreement Article

28.06.

should standardization be achieved before the fund is fully expended, the parties agree
that the terms of the letter of agreement have been met.
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Matters contained in this Letter of Understanding shall not be subject to the grievance and
arbitration procedure.

Signedthis___ [l dayof Moy , 2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

_tm@r[vﬁ

MK:cbelcope 491

21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: REPRESENTATIONAL ABORIGINAL WORK FORCE

The parties understand that Aboriginal persons are significantly underrepresented in the health
care labour force and that additional actions are needed to promote and facilitate employment of
Aboriginal persons in health care occupations at all levels. It is therefore mutually agreed that
the undersigned parties will work in cooperation to:

(a)

(b)

(©)

(d)

Identify provisions in the collective agreement that may be discouraging the recruitment
and retention of Aboriginal workers in health care;

Develop strategic initiatives and programs that:

* Foster mutual respect, trust, fairness, open communication and understanding;

* Focus on recruiting, training and career development of Aboriginal workers;

* Identify workplace barriers that may be discouraging or preventing Aboriginal
workers from entering and remaining in the work force;

* Facilitate constructive race and cultural relations.

Promote and publicize initiatives undertaken to encourage, facilitate and support the
development of a representative work force.

Implement education opportunities for all employees to promote cultural awareness of
Aboriginal peoples. This will include enhanced orientation sessions for new employees
to ensure better understanding of respectful work practices to achieve a harassment free
environment.
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(e}  The Union assumes no responsibility for costs associated with the initiative.

Signed this (i day of

FOR THE UNION:

CANADIAN UNION OF PUBLIC

, 2016.

EMPLOYEES, LOCAL 2348

A A e

He :/5/_\

QP

Y

N L
MK:che/cope 491
21-Apr-16
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FOR THE EMPLOYER:
NINE CIRCLES COMMUNITY
HEALTH CENTRE, INC.

=
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: WAGE ADJUSTMENT - NURSES CLASSIFICATIONS

For the continued maintenance of wage standardization, and to ensure the salary scales of
Nursing classifications as represented by CUPE maintain an appropriate relationship to
salary scales of the same classifications represented by the Manitoba Nurses’ Union
(MNU), application of current and future wage adjustment will be as follows:

1. Classifications listed herein shall have wages adjusted in accordance with the rates
and effective dates as established within the MNU central table collective agreement.

2. Classifications listed herein may be revised to remove or include additional
classifications, as deemed necessary by the Parties, for the continued maintenance of
wage standardization.

3. Affected classifications:

* Nurse IV
* Nurse V
Signed this // day of /41 - , 2016.
FOR THE UNION: FOR THE EMPLOYER;
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

RN

MK:cbe/cope 491
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: MAINTENANCE OF WAGE STANDARDIZATION

WHEREAS Health Care Employers represented by the Labour Relations Secretariat and Health
Care Unions (hereinafter “the Parties”) have negotiated provisions to work toward the attainment
of wage standardization in the facility support sector for classifications performing the same
duties;

AND WHEREAS Phase II of the Wage Standardization initiative will be concluded on
March 31, 2009;

AND WHEREAS the Parties agree that Wage Standardization must be maintained while at the
same time recognizing that bona fide and significant changes to an employee’s or group of
employees job content may result in a request for review of the wage scale;

THEREFORE the Parties agree to establish a joint committee within sixty (60) days of
ratification of the final facility support Coliective Agreement in 2008. The mandate of the joint
committee is to develop a process, including a dispute resolution mechanism, to deal with
changes in job content or qualification requirements consistent with the stated purpose of
ensuring the maintenance of wage standardization. The time frame for the joint committee to
conclude its deliberations is ninety (90) days from its first meeting.

Signed this | | day of Ma~ ,2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

Do~ e

T
T

MK:cbc/cope 491
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: PROVINCIAL FACILITY SUPPORT SECTOR ADVISORY COMMITTEE

The Parties acknowledge that in order to support the delivery of effective patient/resident care, it
is necessary to have an adequate supply of trained employees. The Parties acknowledge that
availability of qualified employees may differ throughout the province and there may need to be
consideration of unique regional challenges.

Therefore the Parties agree to establish a Provincial Facility Support Sector Advisory Committee
with representation from the Employers and the Unions. Union representation shall be a
maximum of six (6) Business Representatives or elected union officials. The Committee shall
meet quarterly, the purpose of which will be:

* To identify classifications that are experiencing current or anticipated shortages of trained
staff including, but not limited to, Health Care Aide, Sterile Processing Technician and
Coding Technologist;

To identify training requirements in order to address current or anticipated shortages;

To recornmend strategies to facilitate the availability and accessibility of training programs;

To consider other systematic staffing issues that may be raised by Committee members;

To present its findings and recommendations to the Regional Health Authorities of Manitoba
(RHAM) prior to the expiration date of the collective agreement.

The Provincial Facility Support Sector Advisory Committee will commence meeting within
ninety (90) days of all Unions’ ratification of the 2008 negotiated agreement.

The Committee will determine process issues including the circumstances in which individuals

including employees may be invited to present or share information with the Committee for its
consideration.
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The Provincial Facility Support Sector Advisory Committee will be in existence for the duration
of the Collective Agreement and will be extended if agreed to between the Parties.

Signedthis __ J{ _ dayof Moy , 2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

———
M e
e

QAo

MK:cbc/cope 491
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: PENSION OR BENEFIT PLAN IMPROVEMENTS

During the term of the 2012 to 2017 Collective Agreement, should another health care union
receive enhanced pension or benefit plan improvements, the facility support unions will also
receive the same enhancements at the same time.

Signed this /) day of /%' > , 2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

fee oo
Q”;’L%
MK:cbc/cope 491
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: WAGE ADJUSTMENT - PROFESSIONAL/TECHNICAL COMPONENT
CLASSIFICATIONS

For the continued maintenance of wage standardization, and to ensure the salary scales of
Professional/Technical classifications as represented by CUPE maintain an appropriate
relationship to salary scales of the same classifications represented by the MAHCP, application
of current and future wage adjustment will be as follows:

I. Effective April 1, 2008, and thereafter, classifications listed herein shall have wages
adjusted in accordance with the rates and effective dates as established within the
MAHCEP central table collective agreement.

2. Classifications listed herein may be revised to remove or include additional
classifications, as deemed necessary by the parties, for the continued maintenance of
wage standardization.

3. Affected classifications:

Stand | Nine Circles Community Health

Group # | Centre Classification Title e aviciClasslication

42 Advocate — Intake Worker Social Worker (BSW)
42 Research and Evaluation Coordinator | Social Worker (BSW)
42 Special Project Coordinator Social Worker (BSW)
42 Long-Term Support Coordinator Social Worker (BSW)
42B | Health Promotion Coordinator Social Worker (BSW) (Same adj pattern)

42B | Health Promotion Coordinator - PIO | Social Worker (BSW) (Same adj pattern)

42B | Education & Information Coordinator | Social Worker (BSW) (Same adj pattern)

42B | Education & Information Coordinator | Social Worker (BSW) (Same adj pattern)

- PIO
42B Clinic Coordinator Social Worker (BSW) (Same adj pattern)
42B | Administrative Coordinator Social Worker (BSW) (Same adj pattern)
Mental Health Therapist* Shared Care Counsellor*

*Linked to MGEU 220 Shared Care Counsellor,
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Signed this ({ dayof M = , 2016.

FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

A @\

—————

fgee 75 =

T

MK:cbe/cope 491
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: HEALTH EDUCATOR

The Parties agree that the issue be referred to the Maintenance of Wage Standardization
Committee (MWSC) for review. In applying the MWSC Terms of Reference, if the
Committee determines that the Health Educator should be slotted into another
classification group, such slotting and relevant wage increase will be retroactive to

April 1, 2014.

Signedthis_ // __ dayof ATy , 2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

DS —— ST ==

peL 2

MK:cbe/cope 491
21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: MEDICAL LAB ASSISTANTS, BIRTH CENTRE ASSISTANTS,
PROGRAM ASSISTANTS, MEDICAL ASSISTANTS

The Parties agree that the issue be referred to the Maintenance of Wage Standardization
Committee (MWSC) for review. In applying the MWSC Terms of Reference, if the
Committee determines that the Medical Assistants should be slotted into another
classification group, such slotting and relevant wage increase will be retroactive to

April 1, 2014.

Signedthis /! dayof A7 .2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

A @
oL T ——

-, =
=T = —

MK:cbe/cope 491
21-Apr-16

88



LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: CLASSIFICATION REVIEW

The following classifications will be reviewed as per the Current Classification/Evaluation
provisions, including Maintenance of Wage Standardization Committee:

¢ “Health Information Management Professional” Group
*  Unit Clerk/Health Care Aide (HCA)
¢ Tenant Companion

Any Reclassification (increase) which may apply will take effect April 1, 2015.

Signed this |\ day of MMa s , 2016,

FOR THE UNION: FOR THE EMPLOYER:

CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY

EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

o e
RQ D —~—
S

MK:cbe/cope 491

21-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN

CANADIAN UNION OF PUBLIC EMPLOYEES,
LOCAL 2348

AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.

RE: PART-TIME EMPLOYEE BREAK ENTITLEMENT

Pursuant to Articles 23.04 (Breaks) and 17.01 (Proration of the Agreement) the Employer and
the Union mutually agree that the following conditions shall apply to shifts of less than seven
and three-quarters (7%) hours per day (hereinafter referred to as “regular hours of work™).

1. As set out in the Collective Agreement, the terms and conditions of the Collective
Agreement shall apply to part-time employees.

2, (a) Shifts of three (3) to four (4) hours and fifty-nine (59) minutes per day shall
include one (1) fifteen (15) minute paid rest period.

(b)  Shifts of five (5) to six (6) hours and fifty-nine (59) minutes per day shall include
one (1) fifteen (15) minute paid rest period and one (1) thirty (30) minute unpaid
meal period.

(©) Shifts of seven (7) to seven and three-quarters (7%) hours per day shall include
two (2) fifteen (15) minute paid rest periods and one (1) thirty (30) minute unpaid
meal break.

3. Employees shall have the option, upon mutual agreement with the Employer, to combine
their meal and rest breaks in order to have a longer meal period.

4. In the event that an employee is required to work beyond the end of her scheduled shift,
she shall be paid for all hours worked beyond the shift at her basic salary up to the regular
hours of work as set out under Article 23.01. Overtime rates of pay shall be applicable
for time worked in excess of regular hours work, in accordance with Article 24.

cont. on page 91
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cont. LOU re. Part-Time Employee Break Entitlement

This Letter of Understanding shall be attached to and form part of the Collective Agreement.

Signedthis___//  dayof . ,2016.
FOR THE UNION: FOR THE EMPLOYER:
CANADIAN UNION OF PUBLIC NINE CIRCLES COMMUNITY
EMPLOYEES, LOCAL 2348 HEALTH CENTRE, INC.

R — @\

 —

—
\K\}/}\ ILM:—A’:—:C;\J

MK:cbc/cope 491
22-Apr-16
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LETTER OF UNDERSTANDING
BETWEEN
CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 2348
AND
NINE CIRCLES COMMUNITY HEALTH CENTRE, INC.
RE: PART-TIME EMPLOYEE BREAK ENTITLEMENT

Pursuant to Articles 23.04 (Breaks)and 17.01(Proration of the Agreement)the Employer and the
Union mutually agree that the following conditions shall apply to shifts of less than seven and
three-quarters (7¥%)hours per day (hereinafter referred to as “regular hours of work™).

1. As set out in the Collective Agreement, the terms and conditions of the Collective
Agreement shall apply to part-time employees.

2. (a) Shifis of three (3) to four (4) hours and fifty-nine (59)minutes per day shall
include one (1) fifteen (15) minute paid rest period.

(b) Shifts of five (5) to six (6) hours and fifty-nine (59) rninutesE; day shall include
one (1) fifteen (15) minute paid rest period and one (1) thirty (30) minute unpaid
meal period.

(c) Shifts of seven (7) to seven and three-quarters (7%)hours per day shall include
two (2) fifteen (15) minute paid rest periods and one (1) thirty (30) minute unpaid
meal break.

3. Employees shall have the option, upon mutual agreement with the Employer, to combine
their meal and rest breaks in order to have a longer meal period.

4, In the event that an employee is required to work beyond the end of her scheduled shift,
she shall be paid for all hours worked beyond the shift at her basic salary up to the regular
hours of work as set out under Article 23.01. Overtime rates of pay shall be applicable for
time worked in excess of regular hours work, in accordance with Article 24.

This Letter of Understanding shall be attached to and form part of the Collective Agreement.

Signed this_ 77 dayof v < , 2015.
FOR NINE CIRCLES COMMUNITY FOR CANADIAN UNION OF PUBLIC
HEALTH CENTRE, INC. EMPLOYEES, LOCAL 2348
@\ R ot e,
—_—

Execuhye Dicechor MLe PA!FQE neoe B —

AB/jk/cope 491May 15 15



