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President’s Message

 A union collective 
agreement is like a Charter 
of Rights. It explains, 
protects and guarantees 
your rights on the job. It 
stipulates the wages you 
must be paid, the benefits 
you must receive. It puts 
down on paper your right to dignity and respect at 
work.

 It is important that you know your rights, the 
wages and benefits you are entitled to receive. Please 
take the time to read through this agreement. If you 
have any questions about it, talk to a shop steward 
in your workplace—or phone your full-time union 
representative. They are also the people to talk to 
if you feel the rights and benefits outlined in this 
document are not being provided to you.

   Sincerely,

   Jeff Traeger,
   President UFCW Local 832
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    EXPIRY:    MARCH 31, 2018

AGREEMENT BETWEEN:

 THE WINNIPEG REGIONAL 
HEALTH AUTHORITY – GRACE 
HOSPITAL SITE carrying on business 
in the City of Winnipeg area in the 
Province of Manitoba, hereinafter 
referred to as the “Employer”, 

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

WHEREAS: the Union is the certified bargaining 
agent for certain specified employees of the Employer; 
and

WHEREAS: the Union and the Employer desire to 
promote the morale, well-being and security of these 
employees; and to ensure the continued availability 
of quality health care services; and 

WHEREAS; the Union and the Employer have 
agreed to enter into a Collective Agreement 
containing terms and conditions of employment of 
those employees; including provisions as to rates of 
pay and hours of work;
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NOW THEREFORE, in consideration of the 
premises and covenants herein contained, the 
Union and the Employer agree with each other AS 
FOLLOWS:

ARTICLE 1 
SCOPE & APPLICATION OF 

AGREEMENT

1.01  The Employer recognizes the Union as 
the sole agency for the purpose of collective bargaining 
for all employees employed in Technical/Professional 
paramedical classifications who hold degree, license or 
certificate and are employed in a Paramedical capacity, 
employed by the Winnipeg Regional Health Authority 
Grace Hospital site in the City of Winnipeg, Province 
of Manitoba, except those included in the physicians, 
interns and residents, nurses, maintenance and trades, 
support unit facility and those excluded by the Act.

1.02   If the Employer and the Union disagree 
as to whether a person is an employee within the terms 
of the Manitoba Labour Relations Act, and appropriate 
for inclusion within this Agreement, then either or both 
of them may refer the matter to the Manitoba Labour 
Board for a ruling. 

1.03   If the Manitoba Labour Board rules that 
such person is an employee within the terms of the 
Manitoba Labour Relations Act, and appropriate for 
inclusion in this Agreement, then the Employer and 

1
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the Union agree to meet forthwith to negotiate the 
classification and salary schedule for the employee, 
for inclusion in this Agreement. If the Employer and 
the Union are unable to reach an agreement on the 
classification and/or salary schedule, then either or 
both of them may refer the matter for Arbitration as 
provided for in the Grievance Procedure. 

1.04   No employee shall enter into any separate 
agreement which conflicts with the provisions hereof.

1.05  In the event that any section or portions 
of this Agreement are determined to be invalid by a 
Court of Law or Labour Board, such decision shall 
not invalidate any other portions of this Agreement 
than those directly specified by such decision to be 
invalid or otherwise unenforceable. 

ARTICLE 2 
DEFINITIONS

  Wherever use in this Agreement, the 
following words shall have the meaning hereinafter 
set forth. Where the context so requires, masculine 
and feminine terms or singular and plural terms shall 
be considered interchangeable:

2.01   APPROVED TRAINING - means 
training as approved by the authorized parent society.

2
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2.02   BASIC PAY, RATE or SALARY - 
means the amount indicated in SCHEDULES “A” and 
“B” plus shift premiums for employees on permanent 
evening and/or nights 

2.03  An “employee” means a person 
employed by the Employer in a position which is 
included in this bargaining unit. 

2.04   A “full-time” employee is an Employee 
who works the full prescribed hours of work specified 
in Section 7. 

2.05  Part-time Employee – means an 
employee who regularly works less than the hours 
of work as set out in Article 7 (Hours of Work) on a 
scheduled and recurring basis.

2.06   The probationary period for each new 
Employee shall be the lesser of six (6) calendar 
months or seven hundred and seventy-five (775) 
hours worked. If an Employee is retained beyond 
the probationary period, his or her seniority will date 
from the first day of employment with the Employer. 

2.07  Shift shall mean the daily hours of work 
established under 701. 

2.08  (a) (i)   a “Term Position” shall be for 
 a specific time period or until 
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 completion of a particular 
 project, with a maximum 
 duration of one (1) year. This 
 period may be extended if the 
 Employer so requests and the 
 Union agrees. Any term positions 
 resulting directly from the above 
 will be posted in the same 
 manner.

   (ii) For situations related to Workers 
Compensation Board (WCB) and/
or illness and/or accident, or where 
there is a temporary vacancy 
due to leave for a public office, 
or where a definitive expiry date 
cannot be specified, the Employer 
shall state on the job posting that 
the said term position will expire 
upon the return of the current 
incumbent to her position, subject 
to a minimum of forty-eight (48) 
hours’ notice. The employee 
occupying the said term position 
shall receive as much notice as 
reasonably possible but in no 
case less than forty-eight (48) 
hours. Any term position(s) 
resulting directly from the 
above will be posted in the same 
manner.

 (b) (i) When the Employer determines 
that a term position as described 
above exists, the position shall be 
posted and filled in accordance 
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with Article 6 – Seniority 
Promotions and Transfers.  All 
employees may apply for the 
term position.

   (ii) Upon completion of the term 
position, the employee shall be 
returned to her former position. 
In the event that the employee’s 
former position no longer exists, 
the employee shall be entitled to 
exercise her seniority as stated 
in Article 26 – Job Security.

(c) All Maternity or Parental Leave term 
postings shall indicate that the term 
position is a “Maternity or Parental 
Leave of Absence term” which may 
expire sooner than indicated, subject 
to a minimum written notice of two (2) 
weeks or one (1) pay period, whichever 
is longer.

(d) All term positions created as a result 
of an Approved Educational Leave 
shall indicate that the term position 
is an “Educational Leave of Absence 
Term” which may expire sooner 
than indicated, upon return of the 
incumbent, subject to a minimum 
notice of two (2) weeks.

e)  The Employer shall provide written 
confirmation of the start and expiry 
date of the term position prior to 
the employee’s commencement in 
the position.  This period may be 
extended if the Employer so requests 
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and the Union agrees.  Where funding 
is unexpectedly cancelled, a term 
position will expire, prior to the posted 
expiry date, at the discretion of the 
Employer, upon four (4) weeks written 
notice to the employee occupying the 
term position.

f)  Unless otherwise agreed to between 
the employee and her supervisor, an 
employee in a term position may be 
required to complete the term before 
being considered for other term 
positions within the bargaining unit.  
Employees in a term positions will be 
considered for other term positions, 
subject to Article 6, if the position 
commences less than forty five (45) 
days prior to the expiration of the 
current term position.  

g)  A term employee shall not be 
terminated and re-hired for the 
purpose of extending the period of 
term employment in the same position 
without prior approval of the Union. 
Where a term employee completes 
her term of employment and is the 
successful applicant for a different 
consecutive term position, it shall not 
be deemed to be an extension of the 
original term position.

h)   A term employee who applies for or is 
awarded a posted position prior to the 
end of her period of term employment, 
and the position  commences  within 
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six (6) weeks of termination of their 
previous position will be entitled 
to transfer of benefits from their 
previous position to their new position 
as specified below:
a) Accumulated income protection 

benefits;
b) Length of employment applicable 

to rate at which vacation is 
earned;

c) Length of employment applicable 
to pre-retirement leave;

d) Length of employment applicable 
for qualification for the Magic 
80 pension provisions;

f) Length of employment applicable 
to next increment date;

g) Continuation of all Benefit 
Plans subject to reapplication 
in accordance with HEB plan 
rules;

h)    Seniority credits.  

2.09  For identification purposes, shifts will 
be named as follows: 

a) Day shift means a shift in which the major 
portion occurs between 0800 hours and 
1600 hours. 

b) Evening shift means a shift in which 
the major portion occurs between 1600 
hours and 2400 hours. 

c) Night shift means a shift in which the 
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major portion occurs between 2400 hours 
and 0800 hours. 

2.10  Weekend means the period of 
approximately forty-eight (48) hours which 
commences at or about 0001 hours on Saturday and 
ends at or about 2400 hours on Sunday.

  In the Respiratory Therapy department, 
a weekend shall mean Friday 1930 hours to Sunday 
1930 hours.

2.11   “Transfer” means a change by an 
employee from one position to another position within 
the same salary range.

2.12   “Bi-weekly period” shall mean the two 
(2) consecutive weeks constituting a regular pay period.

2.13  Definition of Continuous Service / 
Length of Employment

  “Length of Employment” shall mean 
the period of time since an employee last became a 
full-time, part-time or term employee for purposes of 
calculating all entitlements pursuant to this Agreement 
including, but not limited to, vacation, bonus vacation 
and pre-retirement leave and “Length of Service” 
shall have a similar meaning.  Conversion from full-
time, part-time or term status to casual status shall 
be considered a break in service and no period of 
casual employment or prior full-time, part-time or 
term employment shall be included in an employee’s 
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length of employment or length of service even when 
a casual employee subsequently becomes a full-time, 
part-time or term employee.

2.14   Pay Rate

a) Any employee voluntarily transferring 
into a classification with a lower 
pay rate shall be paid at the same 
increment level in the new position as 
she was paid in her previous position.

b)  An employee who is involuntarily 
demoted to a classification with a 
lower pay rate shall be placed on 
the increment step of the lower 
classification which is closest to, but 
not higher than her present rate of 
pay.

ARTICLE 3 
OCCUPATIONAL 

CLASSIFICATIONS

3.01   The brief descriptions listed in 
Appendix A are intended to illustrate the general 
terms under which positions are classified in this 
Agreement. In each instance, a classification is based 
on procedures, duties and responsibilities specified in 
the job description in effect at the time this Agreement 
was negotiated. The Employer reserves the right to 
assign duties and responsibilities and to alter job 
descriptions, but is required to negotiate the value of 

3
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any material change in job content during the term 
of this Agreement. 

3.02 a) In the event that the employer creates a 
new classification, or alters an existing 
classification, the job description and 
wage rate for such classification shall 
be established by the Employer with 
notification to the Union.  Written 
notice of objection must be given to 
the employer by the union within thirty 
(30) calendar days after the notification 
above or such classification and wage 
rates shall be considered approved and 
shall form part of the Agreement

b) Where the Union objects to the wage 
rate for a new or altered classification 
established by the Employer, then the 
parties shall commence negotiations 
and attempt to reach agreement 
as to an appropriate salary range.  
Failing agreement, the matter 
may be referred to the Grievance 
Procedure and if still unresolved then 
to arbitration in accordance with 
Article 20 – Arbitration.

c)  Any dispute as to whether a classification 
falls within the bargaining unit shall be 
referred to the Manitoba Labour Board 
for determination. 

d) Where an employee believes that there 
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has been a material or substantial change 
in her job content since she was last 
classified, she shall be entitled to request 
a review of her classification.

e)  The employer will examine the duties 
of the employee, compare them with the 
job descriptions and give a decision as 
to the validity of the request.  

f)  If the decision in (e) is not satisfactory 
to the employee, she may treat this 
request for change in classification as 
a grievance defined in Article 19. 

g)  A revision to an existing job description 
to reflect more accurately the job 
content of any classification shall not 
necessarily constitute evidence of a 
substantial change in job content. 

3.03   The Hospital shall provide the Union 
with all job descriptions, including job qualifications, 
within ninety (90) days of ratification of this 
Agreement.

ARTICLE 4 
MANAGEMENT RIGHTS

4.01   Except as expressly provided in this 
Agreement, the Employer has the authority and 
responsibility to manage, operate and generally 
regulate its facility, affairs and functions. 

4
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4.02   In administering this Agreement, the 
Employer shall act reasonably, fairly, in good faith 
and in a manner consistent with the Agreement as a 
whole. 

4.03  Emergency, Disaster, Hospital 
Disaster and Fire Plans

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

  For purposes of this Article, emergencies 
will be those situations which directly affect the safety 
or well-being of patients in the Facility.

  In the event of the declaration of an 
emergency, written confirmation of same will be 
given to the President of the Local by the CEO/COO 
or designate.

  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 8 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 8.
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5ARTICLE 5 
SALARIES

5.01   Wages shall be as indicated in Schedule 
“A” and “B” of this Agreement and shall form part 
of this Agreement. 

5.02   In implementing this Agreement, each 
employee shall be placed not lower than the same 
increment level and in the same classification to which 
she was entitled under the previous Agreement. 

5.03  An employee’s anniversary date for 
incremental purposes shall be the date on which she 
last commenced employment with the Employer. 

  Increments shall be paid effective from 
the actual anniversary date. 

5.04   Increments will not be delayed due to a 
paid leave of absence, or an unpaid leave of absence, 
of four (4) weeks or less. 

5.05  Starting salary for newly hired 
employees shall recognize previous applicable 
experience on the basis of the equivalent full-time 
experience, to a maximum of the top rate in their 
classification. 
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5.06   Salaries shall be quoted in terms of 
gross hourly rates and equivalent gross annual rates. 

5.07   Equivalent gross annual rates shall be 
calculated as follows:

Annual rates = hourly rates X 2015
Annual rates = hourly rates X 1950

5.08  An employee shall be entitled to 
payment of all wages, vacation pay and other 
benefits on the next payroll processing date after 
termination.

5.09   A graduate of an approved school of 
the relevant classification and who has not attained 
her professional designation may, at the discretion 
of the Employer, be paid eight percent (8%) less 
per month than the approved classification rate as 
set out in Schedule “A” attached hereto. However, 
for a new graduate upon attaining her professional 
designation will be entitled to the classification rate 
upon providing proof of registration/license. Such 
rate will be effective the date registration or license 
comes into effect.  Proof of registration/license must 
be provided to the Employer within thirty (30) days 
of receipt of the employee’s registration/license.  

5.10   Pay day shall be on a consistent basis 
every fourteen (14) days, on a Friday and/or Thursday 
whenever possible. 
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6ARTICLE 6 
SENIORITY PROMOTIONS 

& TRANSFERS 

6.01   Seniority shall be accrued on the basis 
of the total accumulated regular paid hours calculated 
from the date the employee last entered the services 
of the employer. 

6.02  Seniority of an employee will continue 
to accrue during:

a)  any period of paid leave of absence or 
income protection

b)  absence on Workers’ Compensation for 
up to two (2) years

c)  unpaid leave of absence of four (4) weeks 
or less.

d)  Layoff of twenty-six (26) weeks or less
e)  educational leave of two (2) years or less
f)  she/he is on any period of Maternal and/

or Parenting Leave  
g)  any period of approved unpaid leave of 

absence for Union purposes of up to one 
year.

h) Any period of unpaid leave of absence 
due to injury or illness which may be 
compensable by D & R for a period of 
up to two (2) years from date of the first 
absence from work related to the injury 
or illness. 

i)  any period an employee is assigned 
to temporarily relieve or replace an 
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employee in an out of scope position 
or another bargaining unit up to a 
maximum of two (2) years.

6.03   Seniority will be retained but will not 
continue to accrue during:

a)  unpaid leave of absence of more than 
four (4) weeks

b) absence on Workers’ Compensation 
benefits for more than two (2) years

c)  educational leave in excess of two (2) 
years

d)  layoff more than twenty-six (26) weeks 
and not more than five (5) years.

6.04  Seniority will terminate if an employee:

a) resigns, retires,
b) is discharged and not reinstated 
c) is laid off for more than five (5) years;
d) is promoted or transferred to a permanent 

position outside of the bargaining unit 
and completes a trial period. 

6.05   Promotion means a change of employment 
from one classification to another classification with 
a higher maximum rate of pay within the bargaining 
unit.

6.06 a)  Upon promotion, an employee shall 
receive a salary within the salary range 
applicable to her new classification, which 
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provides an increase of at least 5% above 
her former salary. 

b)  An employee’s anniversary date for the 
purpose of annual increment shall not 
be changed as a result of a promotion. 

6.07  All vacancies which fall within the 
scope of this Agreement shall be posted for at least 
seven (7) calendar days.  Such postings shall state the 
classification, job title, required qualifications, site(s)/
work location(s), current or anticipated shift and hours 
of work, and wage rate.  A copy of the posting shall 
be sent to the Union office within the posting period.  
Job descriptions shall be available to applicants upon 
request.

6.08  Seniority shall be considered as a factor 
in vacancy selection (including promotion and transfer) 
and if all other selection criteria are relatively equal, it 
shall be considered as the governing factor.  Selection 
criteria shall be available to applicants on request.

6.09  In a selection process where there are 
external applicants and the selection criteria are 
relatively equal amongst applicants, preference shall 
be given to employees presently in the employ of the 
Employer who have submitted a written application 
for the vacant, term or new position.

6.10  The successful applicant of a posted 
position will be advised in writing within fourteen 
(14) calendar days after awarding the position, with 
a copy sent to the Union office.  
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6.11  An employee who applies for a posted 
vacancy and who is unsuccessful shall be, upon 
written request, given the reasons in writing as soon 
as reasonably possible.

6.12   All promotions and voluntary transfers 
are subject to a three (3) month trial period, which 
may be extended up to an additional three (3) months 
if the Employer so requests and the Union  agrees.

6.13  During the trial period, if the employee 
proves to be unsatisfactory in the new position, or if 
she wishes to revert voluntarily, she shall be returned 
to her former position if reasonably possible. All other 
employees so affected shall be returned to their former 
positions if reasonably possible. An employee not 
returned to former position shall be returned to her 
former occupational classification and employment 
status. 

  Voluntary transfers within the same 
department / program / site, as determined by 
the Employer, and within the same classification, 
shall not be subject to a trial period. In these 
circumstances, within the first three (3) months of 
an assignment, an employee who wishes to revert 
to her former position shall be returned to her 
former position if reasonably possible.

6.14   An employee, other than a temporary 
employee, who accepts a term position, will be returned 
to her former position at the completion of the term 
position if reasonably possible. An employee not 
returned to her former position shall be returned to 
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her former occupational classification and employment 
status. 

6.15   An employee who through advancing 
years or disablement, is unable to perform her regular 
duties, shall be given preference for transfer to any 
suitable vacant position within the bargaining unit 
which requires the performance of lighter work of 
which she is capable. She will be paid at the same 
increment level in the new position as she was paid 
in her previous position. 

6.16   Employees will be advised of their 
employment status at the time of their commencement 
of employment and at the time of any subsequent 
change and a copy will be placed in the employee’s 
personnel file.

ARTICLE 7  
HOURS OF WORK & SHIFT 

SCHEDULES 

7.01 (a)  Except as provided in the paragraph 
below the normal work day and week for 
employees covered by the bargaining unit 
shall be comprised of seven and three-
quarter (7 3/4) hours per day and thirty-
eight and three-quarter (38 3/4) hours per 
week and the normal bi-weekly period 
of work shall be comprised of seventy-
seven and one-half (77 1/ 2) hours when 
averaged over the rotation period. 

7
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(b) Physiotherapists, Dietitians, Social 
Workers, Orthopedic Technologists 
and Technicians, Occupational and 
Recreational Therapists  

  The normal work day and week for the 
employees in the above noted classifications covered 
by the bargaining unit shall be comprised of seven 
and one-half (7 1/2) hours per day and/or thirty-
seven and one-half (37 1/2) hours per week and the 
normal bi-weekly period of work shall be comprised 
of seventy-five (75) hours when averaged over the 
rotation period. 

7.02  Regular hours of work shall be deemed 
to:

a) Include a rest period of fifteen (15) 
minutes to be scheduled by the Employer 
during each continuous three hour period 
of duty

b) Exclude a meal period of at least thirty 
(30) minutes to be scheduled by the 
Employer during each working day. 

  By mutual agreement, meal and rest 
periods may be combined.

7.03   Shift schedules governing a period of 
two (2) weeks or more shall be posted not less than 
one (1) month before the first day of the schedule. 

7.04  Employees desiring to exchange shifts 
shall jointly apply to do so, in writing, as far in advance 
as possible. 
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7.05  Any exchange in shifts requested by 
the employees and approved by the Employer shall 
not result in overtime costs to the Employer. Unless 
otherwise mutually agreed, shift exchange requests 
must be for the same classification, the same shift 
length and must be completed within six (6) weeks 
of the initial shift exchanged.  

7.06  Except by mutual agreement between the 
Employer and a majority of the affected employees, 
shift schedules shall provide for:

a) not less than fifteen (15) hours off 
between shifts

b) not less than eight (8) days off in any 
two consecutive pay periods

c) not more than eight (8) consecutive 
working days, and whenever possible, 
seven (7) or less.

7.07  Except by mutual agreement between 
a majority of affected employees and the Employer, 
shift schedules shall provide for as many weekends 
off as is reasonably possible.  The Employer shall 
endeavour to schedule full-time employees to work 
not more than fifty (50%) percent of weekends. 

7.08  Whenever reasonably possible, days off 
shall be granted consecutively. 

7.09  Unless given seven (7) days prior notice, 
a full time employee who works on a day which she 
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was not scheduled to work shall be paid the greater of 
double time or overtime rates. This Article will not 
apply to employees on Standby.

7.10  Unless given seven (7) days prior notice, 
an employee whose shift is changed, shall be paid at 
overtime rates for the first shift worked which varies 
from the posted schedule. 

7.11  When the Employer considers 
implementing a significant change to the normal 
work day, or an alteration to the current shift 
starting and finishing times of more than one (1) 
hour, normal shift of work, normal work week, or 
normal rotation of shifts the Employer will attempt 
to obtain the agreement of a majority of affected 
employees at a meeting held to discuss and consider 
such changes.   A properly designated representative 
of the Union shall be given seven days notice for an 
opportunity to attend this meeting and to express 
the Union’s opinion in regard to any proposal of the 
Employer and to submit any alternate proposals for 
consideration.  Failing implementation of the alternate 
proposals, a written explanation shall be sent to the 
Union.  If after due consideration the Employer still 
plans to implement the change, the affected employees 
will be given at least sixty (60) days notice.  Notice 
time may be adjusted by mutual agreement between 
the Union and the Employer.

  Unless otherwise mutually agreed, 
where the alteration to the current shift starting 
and finishing times is less than one (1) hour, the 
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employer will provide effected employees with a 
minimum four (4) weeks’ notice.

7.12  Employees who are required to rotate 
shifts shall be assigned to work either day shift and 
evening shift or day shift and night shift. There shall be 
at least as great a number of day shifts assigned as there 
are evening or night shifts unless otherwise mutually 
agreed. This provision does not apply to employees 
who have agreed to work permanently on evening 
shift or night shift or who have accepted a position 
that has been posted as having a non-conforming shift 
pattern.

7.13   Upon request, an employee who is 
required to commence or terminate her shift between 
0001 hours and 0600 hours, and who does not have her 
own transportation, will have transportation provided 
by the Employer. 

7.14  An employee who is required to remain 
on duty or to return to work during her meal period 
shall be paid at overtime rates for the entire meal 
period, or equivalent time off may be provided later 
in the shift by the Employer upon mutual agreement.
 

7.15   Whenever an employee is called in to 
work within one (1) hour of the start of the shift and 
reports for duty within one hour of the start of the shift, 
she shall be entitled to pay for the full shift.  In such 
circumstances the scheduled shift hours shall not be 
extended to equal a full shift. 
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7.16  An employee reporting for work as 
scheduled, who is sent home because of lack of work 
shall receive pay for the scheduled hours not worked.  

7.17  Self-Scheduling and/or Flex Time 
Provision

  This article shall not preclude the 
implementation of self-scheduling and/or flex time by 
mutual agreement between a majority of the affected 
employees and the Employer. Any such agreement 
shall take the form of an addendum attached to and 
forming part of this Agreement.

  The parties agree that past practice shall 
be deemed to have received mutual agreement in this 
regard. 

ARTICLE 8 
OVERTIME

8.01  Overtime shall mean any authorized 
time worked in excess of regular hours established 
under Article 7 (Hours of Work and Shift Schedules).

8.02  The Employer shall designate the 
manner in which overtime is to be authorized. 

  An employee will not be eligible to be 
called in for overtime if he/she is on any type of 
requested Time Off; vacation, or banked OT. Those 
employees will only be considered for overtime 
hours on that day after all part time and casual 
staff have been contacted.

8
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8.03   An employee shall not be required 
to alter her scheduled hours of work to offset any 
overtime worked.

8.04   There will be no payment for occasional 
overtime of less than fifteen (15) minutes in one day 
unless scheduled.

8.05   Overtime rates shall be:

a)  one and one-half times (1 1/2X) the 
basic rate of pay of authorized overtime 
in any one day;

b) two times (2X) the basic rate of pay for 
authorized overtime in excess of three 
(3) hours in any one day;

c) two times (2X) the basic rate during the 
second of two consecutive shifts;

d) two and one-half times (2 1/2X) the 
basic rate on a general holiday;

e)  for time worked on a day not scheduled 
to work - see Article 7.09.

8.06  If mutually agreed upon, an employee 
might be granted paid time off equivalent to and in lieu 
of the overtime payment to which she would otherwise 
be entitled.  Overtime can only be banked if it is 
worked within the employee’s home department 
or program.

  Overtime may be accumulated to a 
maximum of seventy-seven and one-half (77.50) hours 
at any one time in any fiscal year.  Any overtime in 
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excess of seventy-seven and one-half (77.50) hours 
shall be paid as earned.  All accumulated overtime 
must be taken as time off or paid out by March thirty-
first (31st) of each fiscal year.

  Overtime may be accumulated to a 
maximum of seventy-seven and one half (77.50) hours 
at any one time.  Any overtime in excess of seventy-
seven and one half (77.50) hours shall be paid out 
as earned.  All accumulated overtime must be taken 
as time off or paid out in the pay period following in 
which March 31st occurs.

8.07  An employee required to work 
overtime without advance notice,  where an 
employee would otherwise miss a meal as a result of 
being required to work for more than two (2) hours 
of overtime, said overtime period commencing not 
more than one (1) hour following her regular shift or 
ending not more than one hour preceding her regular 
shift shall be provided with a meal allowance of eight 
dollars ($8.00)

8.08  For the purpose of determining overtime 
entitlement, all paid leave shall be considered as hours 
worked. 

8.09   No employee shall be required to work 
overtime against his wishes when other employees 
who are capable and qualified to perform the duties 
are willing and available to perform the required 
work. 
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8.10  Overtime worked as a result of the 
changeover from Daylight Saving Time to Central 
Standard Time shall be deemed to be authorized 
overtime. 

8.11  In every period of overtime, a paid rest 
period of twenty (20) minutes shall occur during each 
continuous three (3) hours, unless the overtime worked 
is a full shift in which regular meal/rest periods shall 
occur. 

8.12   Telephone Consultation

  When an employee is consulted by 
telephone outside of her regular working hours and 
is authorized to handle bona fide work-related matters 
without returning to the workplace, the following 
shall apply:

(a)  An employee who has not completed 
her regular daily or bi-weekly hours 
of work shall be paid at her basic rate 
of pay for the total accumulated time 
spent on telephone consultations(s). 
If the total accumulated time spent 
on telephone consultation(s) is less 
than fifteen minutes (15) minutes, the 
employee shall be compensated at her 
basic rate of pay for a minimum of fifteen 
(15) minutes. Accumulated time spent 
on telephone consultations extending 
beyond 15 minutes shall be compensated 
at the next higher 15 minute interval. 



38

(b)  An employee who has completed her 
regular daily or bi-weekly hours of 
work shall be paid at the applicable 
overtime rate for the total accumulated 
time spent on telephone consultation(s). 
If the total accumulated time spent on 
telephone consultation(s) is less than 
fifteen (15) minutes, the employee 
shall be compensated at the applicable 
overtime rate for a minimum of fifteen 
(15) minutes. Accumulated time spent 
on telephone consultations extending 
beyond fifteen (15) minutes shall 
be compensated at the next higher 
15-minute interval. 

(c)  For purposes of calculation as per a) 
and b) above, accumulated time spent 
on telephone consultations shall be 
calculated from 0001 to 2400 hours 
daily. 

(d)  Employees consulted by telephone 
outside of their regular working hours 
shall document all calls received and 
shall submit a log of all such calls to 
their supervisor for processing. 

8.13  If the Employer requires attendance 
at any meeting, conference, training, workshop, 
seminar, course or program outside of working 
hours, the employee shall be compensated at 
straight time rates or granted equivalent time 
off.  The minimum payment for attendance or 
equivalent time off will be one (1) hour.
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  This article is not applicable if an 
employee is attending courses covered under 
16:05 (b)

ARTICLE 9 
STANDBY AND CALLBACKS

9.01  Standby shall refer to any period of 
time duly authorized by the Employer during which 
an employee is required to be available to return to 
work without undue delay.

9.02  An employee designated by the 
employer to be on standby shall be paid an allowance 
of two (2) hours basic pay for each eight (8) hour 
period or a pro rata payment for any portion thereof.

9.03  When an employee is called back to work 
she shall be paid an amount equal to three (3) hours at 
overtime rates with the understanding that the double 
time overtime rate shall be applicable only to those 
hours (if any) actually worked by an employee while 
on call back which exceeds three (3) hours in any one 
day.

9.04  An employee other than an employee 
who is required by the Employer to use a personal 
motor vehicle as a condition of employment, who is 
required to return to work on a callback, or otherwise 

9



40

travel locally on behalf of the Employer shall be 
reimbursed for return taxi fare, or reimbursed in 
accordance with the Province of Manitoba mileage 
rates for use of a personal motor vehicle, subject to 
a minimum mileage payment of $4.00 return.

  An employee who is required to 
travel locally on behalf of the Employer shall be 
reimbursed in accordance with the Province of 
Manitoba mileage rates for the distance (in Km’s) 
from the employees home to the alternate location/ 
worksite minus the distance (in Km’s) from the 
employees home to the employees originating 
worksite.

9.05   A call back is defined as a call back to 
return to the Hospital received by an employee during 
the period between completion of regularly scheduled 
hour of work and subsequent starting time. A call 
back shall be calculated from the time the employee 
arrives at the Hospital until all emergent work has 
been completed as confirmed with the supervisor in 
charge. A callback is a call to return to the Hospital 
and may not necessarily be related to a particular 
patient. 

9.06  The Employer shall provide suitable 
parking facilities for employees who are required 
to return to the work site on a call back.
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ARTICLE 10  
SHIFT PREMIUMS AND  
WEEKEND PREMIUMS 

10.01  a)  An employee scheduled and required to 
work any hours between 1800  hours 
and the next succeeding 2400 hours, as 
part of her regular shift, shall be paid 
an evening shift premium of one dollar 
($1.00) [one dollars and seventy-five 
cents ($1.75) effective April 1, 2016] 
per hour for the hours worked between 
1500 hours and 2400 hours.

b) An employee scheduled and required 
to work a shift where the majority of 
the hours fall between 2400 hours and 
0600 hours, as part of her regular shift, 
shall be paid a night shift premium of 
two dollars and five cents ($2.05) ) 
[two dollars and fifty cents ($2.50) 
effective April 1, 2016] per hour for 
that entire shift.

c)  Notwithstanding the above, where a 
shift includes hours within both the 
evening and night shifts, shift premiums 
shall be paid on the basis of hours 
worked within that shift.

d)  Notwithstanding the above, where an 
employee works a “modified” (12-hour) 
shift, evening and night premiums shall 
be paid in accordance with the hours 
within the shifts as defined in Article 
2.09. 

10
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10.02 A weekend premium of one dollar 
and sixty-five cents ($1.65) (two dollars ($2.00)  
effective April 1, 2016) per hour shall be paid to 
an employee for all hours actually 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 11  
ANNUAL VACATION

11.01  The date used to calculate vacation 
earned shall be from May first (1st) to April thirtieth 
(30th) in the following year. 

11.02  The whole of the calendar year shall be 
available for vacations to be taken, however, vacation 
earned in any vacation year is to be taken the following 
vacation year, unless otherwise mutually agreed 
between the employee and the employer.

11.03  Terminal vacation pay shall be calculated 
in accordance with 11.04 and shall be based on the 
employee’s rate of pay on the date of termination. 

11.04  Employees shall be entitled to paid 
vacation, calculated on the basis of vacation earned 
at the following rates:

11
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 Fifteen (15) working days per year 
commencing in first (1st) year of 
employment

 Twenty (20) working days per year 
commencing on the anniversary date of 
the fourth (4th) year of employment

 Twenty five (25) working days per year 
commencing on the anniversary date of 
the eleventh (11th) year of employment

 Thirty (30) working days commencing 
on the anniversary date of the twenty 
first (21st) year of employment

 Vacation entitlement for the vacation 
year following completion of the 3rd, 
10th and 20th years of continuous 
employment shall be determined by a 
pro-rata calculation based upon the two 
(2) rates of earned vacation.

11.05  In recognition of length of service, 
each employee shall receive an additional five (5) 
days of vacation on completion of twenty (20) years 
of continuous service, and on each subsequent fifth 
(5th) anniversary of employment (i.e. 25th, 30th, 
35th, 40th, etcetera). Such days shall be prorated 
for a part time employee and shall be taken during 
the vacation year in which the 20th or subsequent 5th 
anniversary occurs.

11.06  An employee who has not completed 
one (1) year continuous employment as at April 30th 
shall be granted a pro-rata vacation. 
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11.07  The Employer shall post vacation 
entitlements not later than March 1st each year, and 
allow employees to express their preferences before 
April 1st.

  The Employer shall post a notice, no 
later than October 1st of each year, in a prominent 
area(s) in each facility/worksite indicating the 
need for employees to request the scheduling of 
their remaining vacation time by November 1st 
of each year.  Any vacation time not scheduled 
by November 1st will be scheduled by mutual 
agreement between the employee and the manager 
no later than November 30th.

11.08  The Employer will post an approved 
vacation schedule not later than April 30th, having 
considered operational requirements, and the seniority, 
circumstances, and preferences of each employee. 
Approved vacations will not be re-scheduled except 
by mutual agreement between the Employer 
and employee and insofar as such change does not 
affect departmental operations or disrupt any other 
employee’s scheduled vacation.

11.09  Annual vacation will not be reduced as 
a result of a paid leave of absence, or unpaid leave of 
absence of four (4) weeks or less. 

11.10  Employees on Workers’ Compensation 
will continue to accrue paid vacation for a period of 
one (1) year from the date of the first absence from 
work, related to the occurrence of the compensable 
injury or illness.
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11.11  Where staffing levels permit, the practice 
of allowing two (2) or more Employees to be on 
vacation at the same time shall be maintained.

11.12  Upon request, an employee may be 
permitted to retain up to three (3) days of her regular 
vacation, for the purpose of taking such time off for 
personal reasons such as religious observance or 
special occasion, as long as adequate notice is given 
to accommodate scheduling.

ARTICLE 12 
INCOME PROTECTION

12.01  An employee who is absent due to illness 
or injury which is not eligible for compensation by 
either the Worker’s Compensation Board subject to 
12.11(A) or by Manitoba Public Insurance (MPI) as a 
result of a motor vehicle accident subject to 12.11(B), 
shall be paid her regular basic salary to the extent that 
she has accumulated income protection credits. The 
Employer reserves the right to verify that a claim for 
income protection is not made with respect to an injury 
for which lost earnings are compensated by Manitoba 
Public Insurance.

12.02  A full-time employee shall accumulate 
income protection credits at the rate of one and one-
quarter (1 1/4) days per month. 

12
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   Of each day and a quarter of income 
protection credits earned, one day shall be reserved 
exclusively for the employee’s personal use as 
specified in this Collective Agreement. The remaining 
one quarter of a day* shall be reserved for either the 
employee’s use or for use in the event of family illness. 
The Employer shall maintain an up to date record of 
the balance of income protection credits reserved for 
each of these purposes. 

 * In the employee’s  first year of 
employment, amend “one day” to read “three quarters 
of a day” and amend “one quarter of a day” to read 
“one half of a day”.

- Eighty (80) percent of the balance will 
be reserved for the employee’s personal 
use

- Twenty (20) percent of the balance will 
be reserved for either the employee’s 
personal use or for use in the event of 
family leave .

12.03  The Employer agrees to recognize 
Income Protection Credits accumulated prior to the 
signing of this Agreement. 

12.04  Income protection will continue to accrue 
during a paid leave of absence, or an unpaid leave of 
absence of four (4) weeks or less. For unpaid leaves of 
absence that exceed four (4) weeks, income protection 
credits shall be retained but shall not accrue for that 
period of time that exceeds four (4) weeks.
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12.05  Subject to the provisions of Article 12.02, 
an employee may use income protection for the purpose 
of providing care in the event of an illness of a spouse, 
child, parent, mother-in-law, or father-in-law.

12.06  An employee who will be absent due to 
illness or injury must make every effort to inform her 
supervisor prior to her scheduled shift.

  An employee returning to work following 
an absence of one (1) week or more shall provide a 
minimum of forty-eight (48) hours notice, or less if 
mutually agreeable, prior to returning to work. 

12.07  The Employer reserves the right to 
require a medical certificate or report to determine an 
employee’s fitness to perform her normal duties or to 
determine eligibility for income protection benefits.  
Such certificate shall not be required without cause 
after an absence of less than three (3) days.

12.08  Upon sufficient notification to the 
employer, and providing such time off does not unduly 
disrupt the departmental operations, the employee shall 
be allowed time off with pay to attend appointments 
with a doctor, dentist, chiropractor, physiotherapist, 
or other recognized medical therapists recommended 
by a physician. 

  The time utilized for such appointments 
shall be deducted from accumulated income protection 
to the nearest one quarter hour.   
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  When non local resources are utilized a 
maximum of one (1) day may be claimed from income 
protection. 

12.09  If hospitalized due to accident or 
illness while on scheduled vacation, an employee 
may utilize income protection credits to cover the 
hospitalization and/or post hospitalization period, and 
the displaced vacation shall be rescheduled. Proof of 
such hospitalization shall be provided if requested. 

12.10  Upon written request the Employer 
shall provide the Employee in writing within three (3) 
working days with the amount of his or her accumulated 
Income Protection. The employee shall be entitled 
to review the Employer’s record related to Income 
Protection Calculations. 

12.11 A)  An employee who becomes injured or 
ill in the course of performing her duties 
must report such injury or illness as soon 
as possible to her immediate supervisor. 

  An employee unable to work because 
of a work-related injury or illness will inform the 
Employer immediately, in accordance with established 
procedures, so that a claim for compensation benefits 
can be forwarded to the Workers’ Compensation Board 
(W.C.B.) Workers’ Compensation payment will be 
paid directly to the employee by the W.C.B
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  The employee may elect to submit 
an application to the Employer requesting that the 
Employer supplement the award made by the Workers’ 
Compensation Board for the loss of wages to the 
employee by an amount equal to ten percent (10%) of 
the WCB payment. The Employer’s supplement shall 
be charged to the employee’s accumulated income 
protection credits and such supplement shall be paid 
until the employee’s accumulated income protection 
credits are exhausted, or until one hundred and nineteen 
(119) calendar days have elapsed since the first day 
of supplement, whichever is less. 

  If, at any time, it is decided by the 
Worker’s Compensation Board that any payment 
to be made to the employee by the Employer must 
be offset against benefits otherwise payable by the 
Workers’ Compensation Board, then such payment 
shall not be payable. 

          B)  (i)  Where an employee is unable to 
  work because of injuries sustained in 
  a motor vehicle accident she must 
  advise her supervisor as soon as 
  possible and she must submit a claim 
  for benefits to Manitoba Public 
  Insurance. Failure to do so shall 
  disentitle her from income protection 
  benefits. It is expressly understood that 
  an employee may not receive 
  compensation from both Income 
  Protection and from MPI.
(ii)  Subject to B (i). where an employee 

has applied for MPI benefits and where 
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a loss of normal salary would result 
while awaiting the MPI decision, the 
employee may submit an application 
to the Employer requesting an advance 
subject to the following conditions. 

(iii)  Advance payments(s) shall not exceed 
the employee’s basic salary as defined in 
Article 2 (exclusive of overtime), less the 
employee’s usual income tax deductions, 
Canada Pension Plan Contributions and 
E.I. contributions. 

(iv)  The advance(s) will cover the period of 
time from the date of injury in the motor 
vehicle accident until the date the final 
MPI decision is rendered. In no case shall 
the total amount of the advance exceed 
the lesser of: 
a) The total net income protection 

which would otherwise be claimed 
by the employee in the one hundred 
and nineteen (119) calendar day 
elimination period, or, 

b) Seventy percent (70%) of the value 
of the employee’s accumulated 
income protection credits. 

(v)  The employee shall reimburse the 
Employer by assigning sufficient MPI 
payments to be paid directly to the 
Employer to offset the total amount 
of the advance or by repayment to the 
Employer immediately upon receipt of 
payment made by MPI directly to the 
employee.
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(vi)  In the event that MPI disallows the claim, 
including any appeal, the employee shall 
be paid for the absence in accordance 
with the income protection provisions of 
this Agreement and the Employer shall 
recover the total amount of the advance 
by payroll deduction.

(vii) Upon request, the Employer will provide 
a statement to the employee indicating 
the amount of advance payment(s) 
made and repayment(s) received by the 
Employer. 

C)  (i)  Subject to “B”, an employee who 
has accumulated sufficient income 
protection credits may elect to submit an 
application to the Employer requesting 
that the Employer supplement the MPI 
payments.

(ii)  The amount of such supplement 
will equal ten percent (10%) of the 
employee’s regular net salary not earned 
due to the time loss. Regular net salary 
will be based on the employee’s basic 
salary as defined in Article 202 of the 
Collective Agreement (exclusive of 
overtime), less the employee’s usual 
income tax deduction, Canada Pension 
Plan contributions and Employment 
Insurance contributions.

(iii)  The Employer’s supplement shall be 
charged to the employee’s accumulated 
income protection credits and such 
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supplement shall be paid until the 
employee’s accumulated income 
protection credits are exhausted, or until 
one hundred and nineteen (119) calendar 
days have elapsed since the first day of 
supplement, whichever is less.

(iv)  If at any time it is decided by Manitoba 
Public Insurance that any payment to be 
made to the employee by the Employer 
must be offset against benefits otherwise 
payable by Manitoba Public Insurance, 
then such payment shall not be payable.

(v)  An employee who is in receipt of MPI 
benefits shall continue to accrue seniority, 
income protection and vacation to the 
extent that they have accrued income 
protection credits or for one hundred and 
nineteen (119) days whichever is less.

12.12  An employee who is unable to work by 
reason of accident or illness which is not covered by 
income protection shall be granted an unpaid leave 
of absence for a period of one (1) month per year of 
service up to a maximum of one (1) year. 

12.13  It is understood that the elimination 
period for the Disability and Rehabilitation Plan is 
one hundred and nineteen (119) days.  An employee 
may claim income protection benefits for a period of 
time not to exceed this elimination period providing 
they have sufficient income protection credits.
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12.14  An employee may utilize up to five (5) 
days income protection credits before or after the 
employment insurance maternity benefit period. This 
clause is only applicable to an employee who has 
completed six (6) months continuous employment with 
the Hospital and who does not meet the requirements of 
the paid maternity leave provisions of this Agreement.

12.15  An employee, in her first year of 
employment, shall be entitled to utilize up to five 
(5) days of income protection credits before they are 
earned. The Employer may recover from a terminating 
employee all paid sick leave granted but not earned.

12.16  INCOME PROTECTION POLICIES

  For informational purposes only, the 
Hospital agrees to provide the Union with a copy of any 
current policies regarding income protection utilization 
within thirty (30) days.  The Hospital further agrees 
to provide the Union with copies of any subsequent 
amendments to the policy within thirty (30) days.

12.17  Income protection cannot be claimed 
for any additional shift that was picked up at overtime 
rates.
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ARTICLE 13 
BEREAVEMENT LEAVE

13.01  An employee who is, or will be absent 
on compassionate/ bereavement leave shall notify 
her supervisor at the earliest possible opportunity. 

13.02  Bereavement leave of up to four (4) 
working days without loss of pay shall be granted 
in the event of the death of a spouse, live-in partner, 
child, parent, sibling, step-child, step-parent, step-
sibling, father-in-law, mother-in-law, grandparent, 
grandparent-in-law, grandchild, brother-in-law, 
sister-in-law, daughter-in-law, son-in-law, former 
legal guardian, fiancé and any other relative who 
has been residing in the same household, Unless 
other arrangements have been made, such days may 
be taken only in the period which extends from the 
date of notification of death up to and including the 
day following funeral proceedings. 

13.03  Bereavement leave may be extended 
up to two (2) additional working days with pay as 
may be necessitated by reason of travel to attend the 
funeral. 

13.04    a)  Necessary time off up to one day (1) 
without loss of pay shall be granted 
an employee to attend a funeral as a 
pallbearer.

13
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b) Subject to operational requirements, 
every reasonable effort shall be made 
to grant leave of absence without loss of 
pay of up to one (1) day to an employee 
to attend a funeral as a mourner.  The 
time granted will be determined upon 
review of individual circumstances.

ARTICLE 14 
GENERAL HOLIDAYS

14.01     a)  A day off with pay shall be granted to 
every full time employee on or for each of the following 
general holidays:

New Year’s Day          August Civic Holiday 
Louis Riel Day                  Labour Day
Good Friday          Thanksgiving Day
Easter Monday                 Remembrance Day
Victoria Day          Christmas Day
Canada Day (July 1st)       Boxing Day

  And any other holiday declared by the 
Federal, Provincial or Local Government Authority.

14.02  An employee scheduled and required 
to work on any General Holiday shall be paid one 
and one-half (1 1/2X) times her basic rate for regular 
daily hours. In addition a full time employee shall be 
granted a compensating paid day of rest within thirty 
(30) days before or after the holiday. If a compensating 
day is offered to, but by mutual agreement not taken 

14
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by an employee, then that employee shall receive an 
additional day’s pay at the basic rate in lieu thereof.

14.03  Full-time Employees shall be allowed 
to bank up to five (5) alternative days off in lieu of 
recognized holidays, for the Employees future use.  
Said banked days off shall be taken at a time mutually-
acceptable between the Employee and the Employer.  
If compensating time off is impractical to schedule 
prior to the end of the fiscal year, the employee shall 
receive her regular rate of pay for all days banked.

14.04  A General Holiday which occurs while 
an employee is receiving income protection benefits 
will be paid as a holiday, and not deducted from 
accumulated credits.

14.05  The Employer agrees to distribute time 
off as equitably as possible over Christmas and New 
Year’s endeavoring to grant each employee as many 
consecutive days off as reasonably possible over either 
Christmas Day or New Year’s Day. 

ARTICLE 15 
RESPONSIBILITY PAY

15.01 An employee who is appointed to a 
senior position for one (1) entire shift or more shall 
be paid a rate in the higher salary range which is at 
least five (5%) percent higher than the regular basic 
salary to which she would otherwise be entitled. 

15
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15.02  Temporary relief duty shall not normally 
exceed six (6) consecutive weeks however, such 
temporary relief duty may be extended by mutual 
agreement between the Employer and the Union. 
Any anticipated vacancy in excess of six (6) weeks 
or in excess of the mutually agreed upon time shall 
be posted as a term position.

ARTICLE 16 
LEAVE OF ABSENCE 

16.01  Except in emergencies, all requests for 
unpaid leave of absence shall be made in writing, 
stating the reasons and the expected duration of the 
leave, and submitted to the Employer at least four (4) 
weeks in advance.  Such requests will be considered on 
their individual merits, but shall not be unreasonably 
denied.  The Employer will respond in writing within 
fourteen (14) days and will include reasons for refusal 
if applicable.  

16.02  Overstaying a leave of absence without 
valid reason may result in the Employee being 
disciplined.

16.03  An employee required to appear for jury 
duty, jury selection or subpoenaed as a witness in a 
court of law, other than a court proceeding occasioned 
by the employee’s private affairs, shall receive a leave 
of absence at their regular basic rate of pay, and remit 
to the Employer any jury or witness fees received 

16
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only for those days she was normally scheduled to 
work. The employee shall not be required to remit any 
reimbursement of expenses for such duty.  An employee 
required to attend a court proceeding as a party to that 
proceeding, occasioned by the employee’s private 
affairs shall receive a leave of absence without pay 
for the required absence.  An employee may request 
to use vacation or banked time to cover said leave of 
absence.  

16.04  Educational Leave - Leave of Absence 
with pay and reasonable expenses may be granted for 
educational programs approved by the Employer.  If a 
request for educational leave is denied, the Employer 
will provide a written response to the employee. 

16.05   a) Where the Employer requires an 
employee to attend educational 
conferences, workshops, or courses 
(within the boundaries of the City of 
Winnipeg or within 80 km of Winnipeg 
boundaries):
-  the registration, tuition fees, 

and related expenses relating to 
attending the program (cab or 
mileage and parking, and lunch 
if not provided), shall be paid by 
the Employer.

-  the employee shall be paid his /
her regular pay (at straight time 
rates).

b)  Where the Employer requires an 
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employee to attend educational 
conferences, workshops, or courses 
(within the boundaries of the City of 
Winnipeg or within 80 km of Winnipeg 
boundaries):
-  the registration fee, tuition fees, 

related expenses relating to 
attending the program (cab or 
mileage and parking, and lunch 
if not provided), shall be paid by 
the Employer. 

-  the employee shall either be paid 
overtime pay in accordance with 
applicable overtime provisions 
of the Collective Agreement; or

-  the employee’s hours of work 
(schedule) shall be changed in 
accordance with provisions of 
the Collective Agreement to 
accommodate the schedule of 
the program attended , in which 
case he/she shall be paid his/her 
regular pay (at straight time 
rates).

c)   Where the Employer requires an 
employee to attend educational 
conferences, workshops, or courses 
(outside the City of Winnipeg and 
requires an overnight stay of one 
night or more), and which includes 
time outside his/her regular hours of 
work:
-  the registration fee, tuition 
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fees, related expenses relating 
to attending the program 
(accommodation, ground & air 
transportation, and per diem 
including incidentals) shall be 
paid by the Employer.    

-  in the case where the employee 
leaves for the program to be 
attended during his/her regular 
work day, he/she shall be paid 
his/her regular pay for that day

-  commencing on the following 
day or commencing on a non-
regular work day – for each 
24 hour period the employee 
is away, including travel and 
program time, the employee 
shall be paid his/her regular 
days’ salary (normal hours @ 
straight time) – pro-rated for 
less than 24 hour periods

d)  All travel arrangements must be 
approved by the Employer in advance.

e)  Travel time to or from an educational 
conference, workshop, or course 
outside of regular working hours, 
where an employee has also worked 
a full shift on that same day, shall be 
paid at overtime rates.

f)  Employees are entitled to cash 
advances for anticipated expenses 
related to an out of town trip.
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16.06  An employee shall be entitled to 
necessary time off to attend Citizenship Court to 
become a Canadian Citizen.

16.07  Upon written request, the Employer 
shall allow leave of absence of up to two (2) months 
without pay and without loss of seniority so that an 
employee may be a candidate in a federal, provincial 
or municipal election. An employee who is elected to 
public office shall be granted leave of absence without 
pay for the term of her office.

16.08  Seniority and benefits shall continue to 
accrue during a paid leave of absence, or an unpaid 
leave of absence of four (4) weeks duration or less. 

16.09  Seniority and benefits shall be retained 
but not accrue during an unpaid leave of absence of 
more than four (4) weeks duration. 

16.10  An employee on any leave of absence up 
to one (1) year covered by this collective agreement 
shall have the right to return to her former classification.  
The Employer shall make every reasonable effort to 
assure that the employee returns to her former position.

16.11  Subject to the operational needs of the 
Department, every effort will be made to accommodate 
reasonable requests for part time leave of absence. 
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Employees who have not applied for part time leave 
of absence or part time employment shall not be 
permitted to file a grievance regarding the above. 

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

(b) 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.

(c) An employee may take no more than 
two (2) periods of leave, totaling 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.

(d)  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 
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within twenty-six (26) weeks 
from:

 (i) the day the certificate is 
  issued; or

 (ii) if the 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.

(e)   A family member for the purpose of 
this Article shall be defined as:
(i) a spouse or common-law partner 

of the employee;
(ii) a child of the employee or a child 

of the employee’s spouse or 
common-law partner;

(iii) a parent of the employee or a 
spouse or common-law partner 
of the parent;

(iv)  or any other person described 
as family in the applicable 
regulations of the Employment 
Standards Code.

(f) An  employee  may  end  the i r 
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, 
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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 603 
a).

(h)  Subject to the provisions of Article 
1202 the employee may apply to utilize 
income protection credits 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 1302.

(j) Any changes to Federal or Provincial 
Legislation will be reflected in this 
Article.

16.13 Leave of absence with or without pay, 
for purposes such as serious personal loss due to fire, 
flood, or theft, may be granted at the Employer’s 
discretion. 

16.14  Employees will pay the Employer’s 
and employee’s share of Group Health, Dental, 
Group Life and D&R when on any period of 
unpaid LOA.  
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  Subject to the terms of the plan, where 
an employee is on any return to work program 
where all or a portion of the employees’ wages 
are being paid by the Employer, the Employer 
will pay the Employer’s share of premiums on 
the condition that the employee is paying their 
share.

  It is understood this does not negate 
Article 23.03.

ARTICLE 17 
PARENTAL LEAVE

17.01  PARENTING LEAVE

  Parenting Leave consists of Maternity 
and Parental Leave. Parental Leave includes Paternity 
and Adoptive Leave.

17.02  Maternity Leave

(01)An employee who qualifies for  
maternity leave may apply for such 
leave in accordance with either Plan 
“A” or Plan “B” but not both.

 The employer may require the employee 
to commence maternity leave if the 
state of her health is incompatible with 
the requirements of her job and when, 
in the opinion of a medical practitioner 
such leave is warranted, and such time 
shall be in addition to the leave she is 
otherwise entitled to under this article.  

17
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 In cases of physical complications, an 
employee may request and extension 
of her leave of absence up to but not 
exceeding an additional (13) weeks, 
provided such request is accompanied 
by a doctor’s certificate setting out the 
nature of the complications.

  An employee on maternity leave shall 
provide the employer with four (4) weeks’ notice of 
readiness to return to work. 

      Plan “A”

 In order to qualify for Plan A, 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 A 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;

c) 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.

(02)   An employee who qualifies is entitled 
to and shall be granted maternity leave 
without pay consisting of:
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(a) A period not exceeding seventeen (17) 
weeks if delivery occurs on or before the 
date of delivery specified in the certificate 
mentioned in Clause 17.02 (01) (c), or 

(b) A period of seventeen (17) weeks plus 
an additional period equal to the period 
between the date of delivery specified in 
the certificate mentioned in Clause 17.02 
(01) (c) and the actual date of delivery, if 
delivery occurs after the date mentioned 
in that certificate. 

(c) The employer shall vary the length 
of maternity leave upon proper 
certification by the attending physician 
or recommendation by the Department 
Head. 

(03)  (a) An employee who has been granted 
maternity leave shall be permitted to 
apply up to a maximum of ten (10) days 
of her accumulated sick leave against the 
Employment Insurance waiting period. 
These ten (10) days shall be pro-rated 
for part-time employees based on their 
equivalent to full-time status. 

 Should the employee not return to 
work following her maternity leave for 
a period of employment sufficient to 
allow reaccumulation of the number 
of sick days granted under subsection 
(a), the employee shall compensate 
the Employer for the balance of 
the outstanding days at the time of 
termination. Approved sick leave with 
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pay granted during the period of return 
shall be counted as days worked. 

(b) An applicant for Maternity Leave 
under Plan A must sign an agreement 
with the Employer providing that: 
a) she will return to work and 

remain in the employ of the 
Employer  for a period of 
employment sufficient to allow 
re-accumulation of the number 
of sick days granted under 
subsection (a).  

b) 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 

c) should she fail to return to 
work as provided under a) 
and b) above, the employee 
shall repay to the Employer 
the balance of the outstanding 
accumulation of sick day days 
granted under section (a)  that 
had not been accrued at the 
time of termination. Should 
the employee fail to repay the 
outstanding amount as indicated 
above, the   employer shall 
withhold any balance owing 
from the employees final pay or 
if the pay is insufficient, from 
the employees accrued vacation 
bank.



69

Plan B:

(04)   In order to qualify for Plan B, a pregnant 
employee must: 

(a) have completed six (6) continuous 
months of employment with the 
Employer if she is a full time employee 
and seven (7) continuous months of 
employment with the Employer if she 
is a part time employee;

(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;

(c) 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. 

(d) 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. 

(05)  An applicant for Maternity Leave under 
Plan B must sign an agreement with the 
Employer providing that:
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(a)  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 position with a 
reduced E.F.T. which commences on the 
date of her return from Maternity Leave 
or at any time during the six (6) months 
following her return from Maternity 
Leave, she must remain in the employ 
for the Employer, and work the working 
hours she would have otherwise worked 
in the higher E.F.T. position during the 
six (6) month period, and 

(b) 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 

(c) 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 maternity 
leave. 

(d) In the event the employee does not 
complete the full period of service 
as required under Part (a) and (b) 
above, she shall repay a portion of 
the “top up” as follows:
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Monetary value of top up provided
(value is based on hours paid at regular
Rate of pay in 6 months prior to leave)     x    no. of hours not worked
--------------------------------------------------
Hours of service required to be worked
(based on monetary value)

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

(a)  a period not exceeding seventeen (17) 
weeks if delivery occurs on or before 
the date of delivery specified in the 
certificate mention in Clause 17.02 (04) 
(c), or

(b)  a period of seventeen weeks plus an 
additional period equal to the period 
between the date of delivery specified 
in the certificate mentioned in Clause 
17.02 (04) (c) and the actual date of 
delivery, if delivery occurs after the 
date mentioned in the certificate;

(c)  the Employer shall vary the length 
of maternity leave upon proper 
certification by the attending physician 
or recommendation by the Department 
Head;

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

(a) for the first two (2) weeks an employee 
shall receive 93% of her weekly rate of 
pay;
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(b) for up to a maximum of fifteen (15) 
additional weeks, payments equivalent 
to the difference between the EI benefits 
the employee is eligible to receive and 
93% of her weekly rate of pay;

(c)  it is understood that the amount of 
the payment made by the Employer 
under (a) and (b) above shall not, 
when combined with the EI benefit, 
and any other earnings received by 
the employee, exceed 93% of the 
employee’s normal weekly earnings;

(d)  all other time as may be provided under 
17.02 (06) shall be on a leave without 
pay basis.

(08)   Plan B does not apply to temporary 
employees or employees who normally 
are subject to seasonal lay-off.

(09)  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. 

(10)  Sections 52 through 57 inclusive of the 
Employment Standards Act respecting 
maternity leave shall apply “mutatis 
mutandis”. 

Note:  The above language is subject to the 
Human Rights Commission direction on qualifying 
period for part-time employees. 
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  Parental Leave

(11)   In order to qualify for Parental Leave, 
an employee must: 

(a) be the natural mother of a child; or 
(b) be the natural father of a child or must 

assume actual care and custody of his 
newborn child; or 

(c) adopt a child under the law of the 
province.

(12)  An employee who qualifies under 17.02 
(11) must:

(a)  have completed six (6) continuous 
months of employment; and 

(b) except in the case of Adoption leave, in 
accordance with 17.02 (11) c, submit to 
the Employer an application in writing 
for Parental Leave at least four (4) 
weeks before the day specified in the 
application as the day on which the 
employee intends to commence the 
leave. 

(c) In the case of Adoption Leave in 
accordance with 17.02(11)(c), the 
employee shall notify the Employer 
when the application to adopt has been 
approved and shall keep the Employer 
informed as to the progress of the 
application.  The employee shall be 
entitled to commence adoption leave 
upon being notified by the agency 
involved that a child is available for 
placement.
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(13)  An employee who qualifies in 
accordance with 17 .02(11) and 
17.02(12) is entitled to Parental Leave 
without pay for a continuous period of 
up to thirty-seven (37) weeks inclusive 
of vacation as specified below. In no 
case, however, shall any employee 
be absent on Maternity Leave plus 
Parental Leave exceeding fifty-four 
(54) consecutive weeks.

 Where Maternity and/or Parental Leave 
exceeds seventeen (17) weeks, the 
employee may elect to carry over to the 
next vacation year, up to five (5) days of 
current annual vacation.  The balance of 
the current annual vacation will be paid 
out at a time immediately following the 
period during which EI benefits were 
payable (even if this period extends 
into the following vacation year).  Any 
vacation earned up to the time of the 
commencement of leave in accordance 
with Article 11.01 will be retained and 
will be available to be taken in the 
following vacation year. 

(14)  Subject to 17.02(15), Parental Leave 
must commence no later than the first 
anniversary date of birth or adoption 
of the child or of the date on which the 
child comes into actual care and custody 
of the employee.
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(15)  Where an employee takes Parental 
Leave in addition to Maternity Leave, 
the employee must commence the 
Parental Leave immediately on the 
expiry of the Maternity Leave without 
a return to work unless otherwise 
approved by the Employer.

17.03 Paternity Leave

  A male employee shall be entitled to 
one (1) days’ leave of absence with pay within seven 
(7) days of the birth or adoption of his child.

ARTICLE 18 
UNION SECURITY

18.01  A copy of this Collective Agreement 
shall be provided by the Union to each employee 
bound by the agreement. The cost of printing shall be 
shared equally by the Employer and the Union. The 
Union will provide sufficient copies for Employer 
administration needs.

18.02  All employees who are Union members 
in good standing or who may subsequently become 
Union members in good standing, shall as a condition 
of employment maintain Union membership during 
the life of this Agreement. All employees who are 
not Union members shall not be required to become 
members as a condition of employment. All new 
employees hired shall as a condition of employment, 
become Union members within ninety (90) days from 

18
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the date of employment and shall as a condition of 
employment, remain Union members in good standing 
during the life of this Agreement. During the thirty (30) 
day interval immediately preceding the renewal date of 
this Agreement, any member may make application to 
the Union requesting termination of her membership.

18.03  Up to five (5) Employees at any one (1) 
time will be granted necessary time off duty with no loss 
of regular pay or benefits to participate in negotiations 
for the renewal of the Collective Agreement with the 
understanding that the shift schedule will be changed as 
needed to provide for their attendance at negotiations. 
Such changes shall not result in any overtime costs 
to the Employer and will be done through discussion 
with the Employees concerned. 

  Prior to the commencement of 
negotiations, the Union shall supply the Employer with 
a list of employee representatives for negotiations.

  Subject to the mutual agreement of 
the parties, the total number of employees referred 
to above may be altered, provided any additional 
employees are on wage recovery. In such cases, the 
Union shall reimburse the Employer for salary, benefits 
and Manitoba Government Payroll Tax. 

18.04  Shop Stewards and/or grievors shall 
suffer no loss of pay or benefits as a result of their 
involvement in the grievance or arbitration proceedings 
or labour board hearings related to the Employer. 



77

18.05  The Employer agrees to deduct from the 
wages of each Employee covered by this Agreement, 
whether or not the Employee is a member of the Union, 
such union dues and initiation fees as are requested 
from time to time by the Secretary-Treasurer of the 
Union. Monies deducted by the Employer shall be 
forwarded to the Secretary-Treasurer of the Union, 
within twenty (20) calendar days following the end of 
the Employer’s four (4) or five (5) week accounting 
period and accompanied by a four (4) week or monthly 
written statement of the names and Social Insurance 
Numbers of the Employees for whom deductions 
were made and the amount of each deduction.

18.06  The Union shall hold the Employer 
harmless with respect to all dues so deducted and 
remitted, and with respect to any liability which the 
Employer might incur as a result of such deduction. 

18.07   The Union shall notify the Employer 
in writing as to the amount(s) of current Union dues, 
and such dues shall not be changed without one 
(1) month’s prior notice, or more than twice in any 
calendar year. 

18.08  The Union shall supply the Employer 
with a list of Union Representatives and Employees 
representing the Union and shall provide the Employer 
with a revised list from time to time as the occasion 
may require. The Employer shall recognize all 
Shop Stewards to deal with management in matters 
concerning the Collective Agreement. 



78

18.09  The Employer shall allow the Union 
access to bulletin boards in locations accessible to all 
bargaining unit employees and shall further allow the 
Union to post notices of interest to Employees covered 
by this Agreement. The location of the bulletin boards 
shall be mutually-agreed to between the Employer 
and the Union and shall be situated in a prominent 
place. 

  The Employer reserves the right to 
request the removal of posted material if considered 
damaging to the Employer. Such request shall not be 
unreasonably denied. 

18.10  Each year the Employer will calculate 
the amount of union dues deducted from the 
Employee’s pay and shall indicate same on the T-4 
for each Employee. 

18.11   A representative of the Union will be 
granted up to thirty (30) minutes during the orientation 
of a new employee to familiarize her with the Union 
and this Agreement. A representative of management 
may choose to be present during such meeting.

18.12   (a) Union Leave 

  Based on operational requirements and 
upon at least four (4) weeks (or more if reasonably 
possible), prior written request to the Employer, an 
employee elected or appointed to represent the Union 
at a Convention or other Union function, which will 
include time away from work for full shifts only for 
union education and other mutually agreed upon 
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leaves, shall be granted necessary leave of absence, 
provided that unless otherwise mutually agreed, not 
more than one (1) employee is absent at the same 
time from the same department / program / unit (or 
site where applicable) for this purpose.  

  The Employer will continue to pay the 
employee, subject to total recovery from the Union 
for payroll, benefits and related costs.  The Union will 
provide the Employer with written confirmation of 
dates requested.

 (b) Subject to four (4) weeks written notice 
of request, an employee elected or selected to a 
full-time position with the Union shall be granted 
an unpaid leave of absence for a period of up to one 
(1) year. Such leave shall be renewed each year, on 
request during her term of office, to a maximum of 
four (4) years. 

18.13  Upon request from the Union, every six 
(6) calendar months, the Employer is to provide the 
Union with a seniority list within thirty (30) days of the 
request, including the following information about the 
employees in the bargaining unit: name, home address, 
telephone number, classification, employment status 
(i.e. full-time, part-time, or casual), salary rate, date 
of employment and anniversary date. The Union 
will have forty-five (45) days in which to bring any 
alleged error to the attention of the Employer.  The 
Employer will correct any errors so found. 

18.14  The Employer agrees to cooperate 
with the full-time Union Representative visiting 
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the premises to oversee that the provisions of this 
Collective Bargaining Agreement are implemented. 
Such visits will not be conducted in an unreasonable 
manner. 

18.15  When the Union requires information 
regarding the classification, seniority, hourly rate of 
pay and fringe benefits that an Employee or group of 
Employees are receiving, the Employer will supply 
same to the Union. 

ARTICLE 19
GRIEVANCE PROCEDURE

19.01  Any alleged contravention of the 
Agreement shall be considered a grievance

19.02  Any Employee, the Union or the 
Employer may present a grievance.  Any grievance 
which is not presented within twenty-one (21) calendar 
days following the event giving rise to such grievance 
shall be forfeited and waived by the aggrieved party.

19.03  All grievances shall be submitted in 
writing.

19.04  The procedure for adjustment of a 
grievance by an Employee shall be as follows:

Step One: An Employee shall, within twenty-one 
(21) calendar days of the event giving 

19
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rise to the grievance, attempt to resolve 
the grievance through discussion with 
his or her immediate supervisor outside 
the Bargaining Unit.

Step Two: If the grievance is not resolved to the 
affected Employee’s satisfaction within 
the time period specified in Step One, the 
grievance may, within a further seven 
(7) calendar days be taken up with the 
Human Resources Service. The Human 
Resource Service will reply in writing 
to the grievance within a further seven 
(7) calendar days.

Step Three: If the grievance remains unresolved, 
the grievance may, within a further seven 
(7) calendar days be taken up with the 
Administrator or designate who shall 
reply in writing within a further seven 
(7) calendar days. 

 An Employee may elect to be 
accompanied or represented by a 
Union Representative at any stage of 
the grievance procedure.

 A grievance filed by the Union or the 
Employer may be initiated at Step 
Two. Reference to Human Resources 
Service shall be replaced by full-time 
Union Representative in the event of a 
grievance filed by the Employer.

 In Step Three, Administrator or designate 
shall be replaced by the President of the 
Union or designate in the event of a 
grievance filed by the Employer. 
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19.05  In the event of a claim that an Employee 
has been discharged or suspended without cause, the 
grievance may be submitted at Step Three.

19.06  Time limits specified here may be 
extended by mutual consent.

19.07  Where the Employer and the Union 
are unable to reach a settlement of a grievance, then 
either party may refer the matter to arbitration as set 
forth.

19.08  Unless dismissed or suspended by the 
Employer, the employee shall continue to work in 
accordance with the agreement until such time as a 
grievance is settled. 

ARTICLE 20 
ARBITRATION PROCEDURE

20.01  If the Union and the Employer cannot 
reach a settlement then at the request of either party, 
the grievance shall be submitted to an arbitrator. If 
agreement cannot be reached within seven (7) calendar 
days in respect to the selection of an arbitrator by the 
parties involved, the matter shall be referred to the 
Manitoba Labour Board who shall appoint an arbitrator. 

  Unless otherwise mutually-agreed to 
between the Union and the Employer, an arbitrator 
must hear and determine all matters in dispute within 
sixty (60) calendar days of his or her appointment.

20
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20.02  The person selected as arbitrator shall in 
no way be involved directly in the controversy under 
consideration, or be a person who has a personal or 
financial interest in either party to the dispute. 

20.03  The arbitrator shall receive and 
consider such material evidence and contentions 
as the parties may offer and shall make such 
independent investigation as s/he deems essential to 
a full understanding and determination of the issues 
involved. In reaching his/her decision, the arbitrator 
shall be governed by the provisions of this Agreement 
and shall render a decision as soon as reasonably 
possible

20.04  The arbitrator shall not be vested with 
the power to change, modify or alter any of the terms 
of this Agreement.   All grievances submitted shall 
present an arbitrable issue under this Agreement, and 
shall not depend on or involve an issue or contention 
by either party which is contrary to any provisions of 
this Agreement, or which involves the determining of 
a subject matter not covered by or arising during the 
term of this Agreement. 

20.05  In the event of termination, discharge 
or suspension of an employee, the arbitrator shall 
have the right to sustain the Employer’s action or to 
reinstate the employee with full, part or no back pay, 
with or without loss of seniority, or to settle the matter 
in any way she/he deems equitable. 

20.06  The findings and decisions of the 
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arbitrator shall be binding and enforceable on all 
parties involved.

20.07  It is the intention of the parties that this 
article shall provide a peaceful method of adjusting 
all grievances, so that there shall be no suspension 
or interruption of normal operations as a result of 
any grievances, The parties shall act in good faith in 
proceeding to adjust grievances in accordance with 
the provisions of this Agreement.

20.08  The expenses and fees of the arbitrator 
shall be borne equally by the parties to the arbitration 
proceedings. 

20.09  In the interest of settling a grievance prior 
to an arbitration hearing either party may request that 
assistance of a grievance mediator from the Province 
of Manitoba Conciliation Services. In the event that 
costs of the mediator are not borne by the Province 
of Manitoba, the expenses and fees of the mediator 
shall be borne equally by the parties to the mediation 
proceedings. 

ARTICLE 21 
PART-TIME EMPLOYEES

21.01  Part time employees shall be covered 
by all provisions of this Agreement, unless otherwise 
specified, and will receive a pro-rata share of salary, 
annual vacations, income protection credits and pre-
retirement leave. 

21
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21.02   Part-time employees will be paid four 
point six-two (4.62%) percent of their basic rate of pay 
in lieu of time off on general holidays, or alternative 
time off. Such holiday pay shall be included on each 
regular paycheque, and is in addition to payment for 
time worked on a general holiday.

21.03  Unless otherwise mutually agreed 
between the Employer and the employee, part-time 
employees shall receive their entitled vacation over 
a period of time equivalent to the vacation period 
of a full-time employee.  Part-time employees, who 
work additional available shifts or hours, shall accrue 
vacation pay on the additional available shifts or hours 
worked. Additional vacation time off does not accrue on 
additional available shifts or hours worked.  Vacation 
pay earned as a result of working additional available 
shifts in accordance with Article 21.04 shall be paid 
out when the employee takes their vacation, or at one 
other time during the year at the employee’s request, 
but in no event later than April 30th of each year.

21.04  Part-time employees who make it known 
to the Employer, in writing, that they are willing to work 
occasional additional shifts shall be given preference 
for such shifts at their site over casual employees, 
provided such written notice is provided prior to the 
shift being awarded to a casual employee. However, 
such shifts shall not be construed as a change of shift 
or a callback provided that the part-time employee 
has worked less than the hours of work outlined in 
Article 7 (Hours of Work and Shift Schedules).
  Part time employees who are offered 
and decline extra available shifts, are not entitled 
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to make any claim for that shift over other part 
time employees to whom the shift was subsequently 
awarded to.  

  This article does not apply to overtime 
hours of work.

21.05   (a)  A part time employee reporting for work 
as scheduled who is sent home because 
of lack of work shall receive pay for the 
scheduled hours not worked. 

(b)  A part time employee reporting for work 
at the Employer’s request in the event of 
an unforeseen staff shortage shall be paid 
no less than three (3) hours at her basic 
rate. 

ARTICLE 22 
SAFETY AND HEALTH

22.01  The Employer shall provide and maintain 
lab coats or jackets and special or protective work 
clothing which are required to be worn on duty. All 
such items remain the property of the Employer, and 
when no longer required must be returned by the 
employee. 

22.02  In recognition of the fact that during 
the performance of their duties, employees may have 
their clothing or other personal property damaged, the 
Employer agrees to make appropriate compensation, 
providing established departmental procedures and 
policies have been followed.

22
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22.03  The Employer shall make adequate 
provision for the safety and health of Employees 
during working hours.

  The Employer agrees that there will 
be at least one (1) employee and one (1) alternate 
employee who are bargaining unit members on the 
Hospital’s Joint Labour Management Safety and 
Health Committee.

22.04  The parties agree to abide by the 
Workplace Safety and Health legislation, in all respects, 
including employee’s right to refuse to do dangerous 
work.

22.05  The Employer agrees to recognize the 
UFCW Training Centre Health and Safety Courses as 
being applicable to the minimum two (2) days training 
per year per Health and Safety Committee member.  

ARTICLE 23 
HEALTH AND WELFARE

23.01  Dental Plan

  The parties agree that the Health 
Employees Benefit Plan (HEBP) sponsored dental 
plan shall continue to remain in effect on a 50/50 cost 
shared basis for the life of this agreement. 

23.02  Medicare Premiums 

  It is agreed that if MHSC premiums 

23
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are introduced during the life of this Agreement, the 
parties will meet to discuss and decide on an equitable 
sharing of the cost of these premiums. 

23.03  Disability & Rehabilitation Plan 

1. The Employer agrees to participate in 
the HEB Disability and Rehabilitation 
(D&R) Plan.  The benefit levels will 
be as stipulated in the D&R Plan.  The 
Employer will pay the D&R premium 
to a maximum of 2.3% of base salary.

 The parties agree that income protection 
credits and Workers Compensation 
benefits will be used where applicable, 
to offset the elimination period.  
Once the elimination period has been 
exhausted, and subject to the approval 
of the employees’ application for D&R 
benefits by HEB, the employee may 
commence drawing disability benefits. It 
is understood that the elimination period 
for the Disability and Rehabilitation 
Plan is one hundred and nineteen (119) 
calendar days. An employee may claim 
income protection benefits for the period 
of time not to exceed this elimination 
period, and payment of accrued income 
protection within the elimination period 
represents the maximum amount of 
income protection available to the 
employee regardless of the dispensation 
of the D&R application or the status 
of the D&R application on the 120th 
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calendar day.  An employee may not 
utilize income protection contiguous to 
the date of termination of D&R coverage.

2. Where an employee has been away from 
work due to illness for four consecutive 
weeks the employee must complete 
all required documentation and make 
application for coverage under the HEB 
D&R Plan.  The Employer and the 
Union are willing to assist the employee 
with completion of the documentation/ 
application should the employee request.

3. Subject to compliance with paragraph 
2, in the event;
(i) an employee does not have sufficient 

accrued income protection to cover 
the 119 calendar day elimination 
period, or 

(ii) the employee’s D & R application 
has not been approved by the end 
of the elimination period, 

  the Employer shall pay the D&R 
Premium, Health Plan Premium, and Dental Plan 
Premium in respect of any portion of the elimination 
period where the employee is not in receipt of paid 
income protection or in respect of the period of time 
between the end of the elimination period and the 
date of final disposition of the employee’s D&R 
application.

23.04  Pension Plan

  Every eligible employee shall, as a 
condition of employment, participate in the HealthCare 
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Employees Pension Plan. Contributions and benefits 
shall be in accordance with the provisions of the Plan.

23.05  Health Spending Account

  A Health Spending Account will 
be provided in accordance with the terms and 
conditions of the HEB Manitoba plan.

ARTICLE 24 
PRE-RETIREMENT LEAVE

24.01  A full-time employee who retires at or 
after age fifty-five (55) with ten (10) or more years 
of service, or at any time due to permanent disability 
or where the sum of the employee’s years of age and 
length of continuous employment total eighty (80) or 
more (“Magic 80”) shall be granted four (4) days of 
paid per-retirement leave per year of service or portion 
thereof.  Where an employee takes pre-retirement 
leave as salary continuance, pre-retirement leave 
will accrue during the salary continuance period.  
This final pre-retirement leave entitlement will be 
paid to the employee with their final salary payment.

24.02  Employees who have worked on a part-
time basis during their employment with the Employer 
shall receive a pro-rata portion of pre-retirement leave 
based on their actual hours worked as compared to 
those of a full-time employee. 

24
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24.03  Calculation of pre-retirement leave shall 
begin from the date of the employee’s last commencing 
employment with the Employer and shall be based on 
the employee’s total length of continuous employment 
as at the date of retirement. 

24.04  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 is reached. 

  Where the employee chooses to take 
a lump sum payment the last day worked shall be 
considered the retirement day and benefits shall cease 
on that day. 

  Where the employee chooses to take pre-
retirement leave as a continuation of salary until the 
scheduled retirement date, all benefits shall continue 
until that date. 

24.05  Where an employee is entitled to pre-
retirement leave in accordance with this article, and 
the employee dies prior to receiving this benefit, 
the benefit shall be paid to his/her estate.

ARTICLE 25 
DISCIPLINE & DISCHARGE

25.01  No employee shall be disciplined or 
discharged without just cause. 

25
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25.02  An employee is entitled, prior to the 
imposition of discipline or discharge, to be notified at a 
meeting with management of the reason for considering 
such action unless he is a danger to himself or others. 
The employee shall be accompanied by a Union 
Representative and/or a Shop Steward, unless the 
employee specifically declines Union representation 
in writing. The Hospital agrees to contact the Union 
Representative to establish an appropriate time, date 
and location of the meeting. A copy of the written 
declining of representation will be faxed to the Union 
within two (2) working days of receipt.

25.03  Employees shall be notified in writing 
of the grounds for discipline or dismissal. The Union 
shall receive a copy via fax within twenty-four (24) 
hours of the notification to the employee, unless the 
employee specifically instructs the Employer not 
to provide such a copy in writing and such written 
instruction to be faxed to the Union within two (2) 
working days of receipt. 

  The affected employee, and the Union 
shall be given a copy of any disciplinary notice which 
is to be entered on an employee’s personnel file.  In 
all cases of discipline, the Employer shall notify the 
affected employee, and the Union in writing, of the 
exact reasons for taking such action. Any such notice 
of discipline shall be given to the affected employee 
who is involved, and the Union, immediately. 

25.04  Employees shall be shown any adverse 
report concerning their performance or conduct, and 
their comments or reply shall also be recorded in 
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their personnel file. Upon request, employees shall 
be given copies of such documents.  If the employee 
regards the report to be inaccurate, the employee may 
also initiate a grievance requesting its correction or 
removal from his/her file.

25.05  An employee who considers herself 
to have been wrongfully disciplined, suspended, or 
discharged shall be entitled to submit a grievance 
under Article 19 Grievance Procedure. 

25.06  An employee may examine her 
personnel file upon request. Only one such file shall 
be maintained. Upon request, an employee shall be 
given a copy of any document placed in her personnel 
file. 

25.07  The Employer agrees not to introduce as 
evidence any derogatory entry from the employee’s 
file at any hearing unless the employee has previously 
been made aware of its contents at the time of filing 
or a reasonable time thereafter.

ARTICLE 26 
JOB SECURITY

26.01   In the event of a layoff, employees 
other than probationary and temporary employees 
shall receive notice or pay in lieu of such as follows:

(a) Two (2) weeks’ notice for layoff of up 
to eight (8) weeks.

26
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(b) Four (4) weeks’ notice for layoff of more 
than eight (8) weeks

  A layoff shall be any reduction in 
the work force, or any permanent reduction of an 
employee’s normal hours of work due to lack of work.

26.02  When a layoff becomes necessary, 
employees will be laid off in reverse order of seniority 
within their occupational classification, subject only 
to more senior employees being qualified, competent 
and willing to perform the required work. 

26.03  In the event of the deletion of an occupied 
position, as much notice as possible shall be given to 
the incumbent. 

26.04  An employee whose position is being 
deleted in accordance with Article 26.03, or who is 
being laid off in accordance with Article 26.02 will 
be entitled to exercise seniority rights, subject to her 
being qualified, competent and willing to perform the 
required work, to displace a less senior employee in 
an equal or lower occupational classification.  Any 
employee thus displaced shall be entitled to a like 
exercise of seniority rights, with the employee or 
employees who are finally displaced by the exercise of 
this subsection being considered laid off, and subject 
to recall as outlined below.

26.05  An employee who is demoted due to a 
reason other than unsatisfactory performance shall 
continue to be paid her current basic salary until the 
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rate for the classification to which she was demoted 
exceeds her current rate.  The application of this 
provision as it relates to the layoff/recall procedure 
shall be limited to a three (3) year period from the 
date the employee assumes a position in a lower paid 
classification or until the salary scale of the lower 
position reaches her level of salary whichever occurs 
first.  

26.06  An employee who exercises her 
seniority rights shall be entitled to a four (4) week 
familiarization period. In the event that the employee 
cannot function effectively in the position at the 
conclusion of the familiarization period, she shall 
be placed directly onto layoff status and the person 
originally displaced from the position shall, if not yet 
recalled, be returned to the position. 

 

26.07  To qualify for recall, it shall be the 
responsibility of the employee to keep the Employer 
informed in writing of her current address and phone 
number. 

26.08  Employees on layoff are to be recalled 
in order of seniority to available positions in equal or 
lower paid occupational classifications, to a maximum 
of their E.F.T. at the time of layoff, subject to their 
being qualified and competent to perform the work. 
Such right to recall shall be exercised before an 
employee is hired or any other less senior employee 
is hired into such position. 
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26.09  Such recall shall be made by registered 
mail, and shall provide for two (2) weeks notice to 
report back to work.  The employee is required to 
contact the Employer within one (1) week of such 
notice, confirming her intention to return to work as 
scheduled. An employee who declines to return to a 
position comparable to that held prior to layoff, without 
reasonable cause shall be considered terminated.

26.10  An employee recalled to work in a 
different department, or different classification from 
which she was laid off shall have the right to return 
to the position she held prior to the layoff should it 
become vacant within one(1) year of being called 
back and such vacancy shall not be subject to the job 
posting procedure.

26.11  Technological change shall mean 
the introduction by the Employer into his work, 
undertaking or business of equipment or material of 
a different nature or kind than that previously used 
by him in the operation of the work undertaking 
or business, and a change in the manner in which 
the Employer carries on the work, undertaking or 
business that is directly related to the introduction 
of that equipment or material.

  In the event of a technological change 
which will displace or affect the classification of 
employees in the bargaining unit:

a)  The Employer shall notify the Union 
at least one hundred and twenty (120) 
calendar days before the introduction 
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of any technological change, with a 
detailed description of the project it 
intends to carry out, disclosing all 
foreseeable effects and repercussion 
on employees. 

b)  The negotiations of the effects of 
technological change will take place 
not later than ninety (90) days prior to 
the intended date of implementation.

c) If the Union and the Employer fail to 
agree upon measures to protect the 
employees from and adverse effects, the 
matter may be referred by either party 
to arbitration as provided for under the 
terms of this Agreement. 

26.12   An employee who is displaced from 
his or her job as a result of technological change 
shall be given an opportunity to fill any vacancy for 
which he or she has seniority and for which she has 
competency and the qualifications to perform. If there 
is no vacancy, she shall have the right to displace 
employees with less seniority, in accordance with 
the layoff procedures specified in this Agreement.

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

26.14 a)  If the Employer sub-contracts work 
or introduces technological change 
which results in the displacement of a 
number of employees, the Employer 
shall guarantee alternate employment 
to all employees with three (3) or 
more years of continuous service with 
the Employer. Where the alternative 
employment is of a lower paying 
classification, the employee shall 
continue to receive the salary of the 
higher paid classification until the salary 
of the lower paid classification passes 
that of the higher classification. The 
application of this provision shall be 
limited to a three (3) year period from the 
date the employee assumes a position 
in a lower paid classification or until 
the salary scale of the lower position 
reaches her level of salary whichever 
occurs first.

b) Any employee with less than three 
(3) years of employment to whom 
the Employer cannot offer alternative 
employment shall receive severance 
pay on the basis of one (1) week per 
year of service. 

26.15  Supervisors and other employees of the 
Employer whose positions are not classified within 
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the bargaining unit shall not work on a regular and 
recurring basis on duties and responsibilities which 
have been determined as being solely within the 
bargaining unit except in the case of education or 
emergency or where there is mutual agreement 
between the parties to do so. The parties agree that 
past practices in effect on date of ratification, shall 
be deemed to have received mutual agreement in this 
regard. The parties further agree that the provisions of 
this Article shall in no way supercede the provisions 
of the Memorandum of Understanding RE: Transfer 
of Service/Mergers/Amalgamation/Consolidation

26.16   Notwithstanding Article 21.04, 
employees laid off, or who have had their work reduced 
in accordance with Article 26.01, and who have made 
their availability for additional available shifts known 
to the Employer in writing, shall be given preference 
for such shifts, over part-time and casual employees, 
up to their EFT prior to layoff or reduction of hours, 
provided they are qualified, competent and willing 
to perform the required work.

  The employee shall be given such 
preference for available shifts until a position becomes 
available that is an equal or greater EFT than their 
last previous position, or for the duration of 6.03(d). 
whichever occurs first. 

  Should the employee not work the entire 
shift for any reason, the employee will be paid for 
the hours actually worked.

  In the event that the employee accepts 
available shifts in accordance with the above, the 
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provision of the Collective Agreement shall be 
applicable except as modified hereinafter:

a) Vacation pay shall be calculated in 
accordance with Article 1104, and shall 
be paid at the prevailing rate for the 
classification, at the employee’s step 
on scale prior to layoff, on each pay 
cheque, and shall be prorated on the 
basis of hours paid at regular rate of 
pay;

b) Income protection accumulation shall 
be calculated as follow:

 Additional available hours Entitlement of a
 worked by the laid off employee  X full-time employee
 Full-time hours 

c) In the event that the layoff is longer 
than twenty-six weeks, seniority will be 
calculated in accordance with regular 
hours worked;

d) The Employee shall be paid four point 
six two percent (4.62%) of the basic rate 
of pay in lieu of time off on Recognized 
Holidays. Such holiday pay shall be 
calculated on all paid hours and shall 
be included in each pay cheque;

e)  Participation in benefit plans is subject 
to the provisions of each plan. 

f) Any period of time during a layoff when 
the employee works additional available 
shifts or works in a term position shall 
not extend the five (5) year period 
referenced in Article 6. However, an 
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employee on layoff who is recalled into 
a term position shall retain her right to 
be recalled into a permanent position 
while working in the term position. 

26.17  The Employer agrees to notify the 
Union in advance, of all matters which significantly 
affect the security of employment or major working 
conditions of members of the bargaining unit. 

26.18 Secondment is a temporary transfer 
of an employee(s) from one Employer to another 
Employer, the terms of which shall be negotiated 
with the union.

ARTICLE 27 
NON-DISCRIMINATION

27.01 The parties agree that there shall 
be no discrimination, interference, restriction, 
harassment or coercion based on the applicable 
characteristics cited in Section 9 of the Human 
Rights Code of Manitoba nor by reason of her 
membership or non-membership or activity in 
the Union.

27.02  The Employer and the Union agree 
that no form of harassment shall be condoned in the 
workplace and it is further agreed that both parties 

27
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will work together in recognizing and resolving such 
problems should they arise. It is further agreed 
that both parties will work together to ensure 
that employees are aware of the Employer’s 
Respectful Workplace Policy.  Situations involving 
harassment shall be treated in strict confidence by 
both the Employer and the Union.

27.03 No form of employee abuse will be 
condoned in the workplace. The parties will work 
together in resolving such problems as they arise.  
When such situations arise, employees will report 
them as soon as possible. Any employee who believes 
a situation may become or has become abusive shall 
report this to the immediate supervisor. The Employer 
shall notify the Union as soon as possible after the 
receipt of the report.   Every reasonable effort will 
be made to rectify the abusive situation to the mutual 
satisfaction for the parties. Situations involving 
abuse shall be treated in a confidential manner by 
the Employer, the Union and the employee(s).

ARTICLE 28 
PERFORMANCE APPRAISALS

28.01 When performance appraisals are 
conducted, the following guidelines shall apply:

a) Performance appraisals shall be in 
writing and the contents shall be 
discussed with the employee;

28
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b) the employee shall sign the performance 
appraisal for the sole purpose of 
indicating that she is aware of its 
contents;

c) the employee shall have the right to add 
comments to be attached hereto;

d) the employee shall be given a copy of 
the performance appraisal.

28.02  If the employee regards the report or 
evaluation to be inaccurate, unfair or unreasonable, 
she may also initiate a grievance requesting its 
correction or removal from her file. 

ARTICLE 29 
NOTICE OF TERMINATION

29.01 Four (4) calendar weeks’ notice of 
intention to terminate employment exclusive of any 
vacation due, must be given in writing by the party 
initiating the termination.

29.02  Employment may be terminated with 
less notice or without notice:

a) by mutual agreement between the 
Employer and the employee

b) during the employee’s probationary 
period

c) where an employee is discharged for 
just cause. 

29
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ARTICLE 30  
COMMITTEES

30.01 The Employer will maintain an 
Employee/Management Advisory Committee 
with equal representation from Management and 
employees. This Committee shall meet at the request 
of either party, for the purpose of discussing matters 
of concern to either party. The parties shall co-chair 
this committee and shall chair alternate meetings. 

30.02 This Committee shall be advisory in 
nature and shall not substitute for staff meetings or 
normal lines of communication within effect in the 
Facility. 

30.03 Basic pay or equivalent time off, with 
a minimum of one (1) hour guaranteed to employees 
who are not on duty, will be granted to employees 
appointed by the Union to attend meetings of: 
the Workplace Health and Safety Committee, the 
Employee\Management Advisory Committee and 
any other joint committee which is created by the 
mutual agreement of the Union and the Employer, 
and to which the Union is required to appoint 
representatives. 

30.04 Any parking expenses incurred by an 
Employee when attending an Employer authorized 
meeting off premises, will be reimbursed at full cost.

30
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ARTICLE 31 
JOB SHARING

31.01 When a position is posted, two (2) or 
more employees may apply to share that position. 
The decision to allow two (2) or more employees 
to split a position rests solely on the Employer who 
will consider the needs of the area.

(1) the employees shall be granted part-
time employment status, and shall 
earn benefits as provided for under the 
Collective Agreement.

(2) in the event that one (1) of the employees 
sharing a position is absent, e.g. sick 
leave, vacation, leave of absence, etc., 
the employee(s)  sharing the position 
may be required to assume those shifts.

(3) in the event that one(1) of the employees 
sharing a position resigns and the 
Employer’s decision is to allow this 
position to remain a job share position, 
the position will be posted as with the 
following wording noted on the job 
posting:

 This position is currently being filled 
by two (2) or more employees working 
part-time. The remaining employee(s) 
wish(es) to continue working her/his 
portion of the rotation and s/he will be 
allowed to do so if another employee 
is willing to work the other portion of 
the rotation. If you wish to apply for 

31



106

the other portion of this rotation, please 
apply in the normal manner stating 
same.

(4) providing there is another employee 
willing to share the rotation, the 
remaining employee will be maintained 
in the shared position

(5) if the Employer’s decision is to no longer 
allow this position to remain as a job 
sharing position, or if no employee(s) 
is willing to share the rotation with 
the remaining employee(s), the posted 
position will be offered to the remaining 
employee(s) and will be granted to her 
if s/he wishes to accept the position. 

 If the remaining employee(s) refuses to 
accept the position, the position may be 
offered to the most suitable candidate 
applicant for the job posting.  The 
remaining employee(s) will then be 
offered any part-time position for which 
s/he is qualified, that is currently vacant 
and if none is available, s/he shall be 
dealt with in accordance with the layoff 
provisions of this Collective Agreement

(6) if no employee is willing to share 
the rotation with the remaining 
employee(s), the posted positions will 
be offered to the remaining employee(s) 
as per the original EFT position.
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ARTICLE 32 
CASUAL EMPLOYEES

32.01 Casual Employee-means an employee 
who is called in occasionally by the Employer to: 

(i) replace a full time or part time employee, 
or

(ii) to supplement regular staff coverage in 
situations of   unforeseen Staff shortages

  The terms of this Collective Agreement 
shall not apply to casual employees except as provided 
below.

a) Casual employees shall receive vacation 
pay calculated at the rate of six percent 
(6%) of hours worked in any given 
bi-weekly period.

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

c) Casual employees shall be entitled to 
shift premium as outlined in Article 10. 
(Shift Premium and Weekend Premium)

d) Casual employees required to work 
on a recognized holiday, including 
Remembrance Day, shall be paid at the 
rate of time and one half (1.5X) their 
basic rate of pay.

e) Casual employees shall be entitled to 
compensation for overtime worked in 
accordance with Article 8 (Overtime). 

32
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f) Casual employees are not guaranteed 
any specific number of hours of work, the 
provisions of the hours of work article 
respecting meal periods and rest periods 
shall apply to casual employees. In the 
event that no wage payment is made 
during any pay period, the Employer 
shall have no responsibility to deduct 
or submit dues for that pay period.

g) The Employer agrees to deduct 
Union dues from casual employees 
in accordance with Article 18. (Union 
security)

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

i) Casual employees placed on Standby 
shall be entitled to compensation in 
accordance with Article 9 (Standby).

j) Articles 19 and 20, Grievance and 
Arbitration contained in the   Collective 
Agreement apply to casual employees 
only in respect to matters of this Article. 

k) Casual employees shall be entitled 
to retroactive salary increases on the 
same basis as full time and part time 
employees. 

l) Effective July 17, 2000, casual 
employees shall accrue seniority for 
hours worked only for the sole purpose 
of applying for a job posting relative 
to other casual employees and only 
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where there are no qualified full-time 
or part-time applicants currently in the 
bargaining unit. The seniority hours 
accrued during the period of casual 
employment shall not be carried over 
to employment in a permanent or term 
position. 

m) Casual employees shall receive 
increments on the basis of one (1) 
increment upon completion of the full-
time equivalent hours, in accordance 
with Article 701. Such increment shall 
be applied on the first day of the first 
pay period following completion of the 
full-time equivalent hours.

ARTICLE 33 
CAREER DEVELOPMENT

33.01 (a)  The Employer and the Union mutually 
recognize that additional and continuing 
education of employees is desirable 
as a means of enhancing patient care 
and improving the effectiveness of 
employee performance. 

(b) Leave of absence with or without 
pay may be granted for educational 
programs approved by the Employer 
subject to the following conditions:
i)  Leave with salary may, at the 

discretion of the Employer, be 
granted to employees who apply 

33
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for leave to take an educational 
course recognized by the 
Employer, in order to perform 
current or anticipated duties more 
effectively.

ii)  Application shall be made in 
writing to the Employer, including 
a description of the course or 
courses to be taken; and the 
duration of leave applied for, 
subject to the terms of this Article. 

iii) When an employee qualifies for 
leave with salary in accordance 
with B(i) above she shall be 
paid such portion of her salary 
not exceeding ten (10%) percent 
thereof for each full year of 
service to a maximum of seventy-
five(75%) of full salary. 

(iv) Education leave of over one (1) 
year, is subject to annual review. 

33.02  During the life of this Agreement, the 
Employer will attempt to provide the equivalent of 
five (5) days of inservice education for each employee, 
during the regular work hours. 

33.03 Where an employee is required to 
prepare presentations on behalf of the Employer 
for any conference, workshop or seminar, all pre-
authorized time spent by the employee on preparing 
such presentations shall be considered to be time 
worked. 
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33.04 If an employee takes a course outside of 
working hours and if before the employee takes the 
course her supervisor indicates the course is relevant 
to her employment, the employer will reimburse the 
employee for the tuition fee to a limit of $200 per 
year upon successful completion of the course. Proof 
of successful completion will be required.

ARTICLE 34  
TERM OF AGREEMENT

34.01 This agreement and all its provisions 
shall be effective April 1, 2014.  

34.02 This Agreement shall be in full force 
and effect until March 31, 2018, and thereafter 
until a revised Collective Agreement is executed 
or this Agreement is terminated by two (2) weeks 
written notice by either party.

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

34.04  Should either party to this Agreement 
desire to amend or terminate the Agreement, or to 
negotiate a new Agreement, such party shall notify 
the other party in writing of it intention not more 
than ninety (90) days and not less than thirty (30) 
days prior to the expiration date hereof.
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34.05  If notice is not given under Article 34.04, 
within thirty (30) days prior to the expiration date 
of the Agreement, this Agreement shall be renewed 
without change for a further period of one (1) year.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
AGREEMENT.
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MEMORANDUM OF UNDERSTANDING #1

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE: PART-TIME EMPLOYEES OCCUPYING 
MORE THAN ONE POSITION

Notwithstanding the provisions provided elsewhere 
in this Agreement, it is agreed that the following will 
apply to employees occupying more than one (1) 
part-time position. It is understood that the occupying 
of more than one position may occur within the site 
of the Employer. 

1. Part-time employees shall be eligible to apply 
 for and be awarded more than one (1) part- 
 time position. Where it is determined that it is 
 not feasible for the successful applicant to work 
 in more than one (1) position, the successful 
 applicant will have the option of assuming the  
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 position applied for and relinquishing her 
 former position.  If approved it is understood that 
 at no time will the arrangement result in a 
 violation of this Agreement or additional cost  
 to the Employer. 

2. At no time shall the sum of the positions  
 occupied exceed the equivalent of one (1) EFT.

3. Where the sum of the positions occupied equals 
 one (1) EFT, the status of the employee will 
 continue to be part-time (i.e. the status will not 
 be converted to full-time), and the employee will 
 be considered part-time, unless otherwise 
 specified in this Section. 

4. All salary and benefit plans shall be applied on 
 the basis of all regular hours worked. 

5. Seniority, vacation, income protection and 
 retirement bonus shall be accrued on the basis 
 of regular hours worked.

6. Request for scheduling of such absences as 
 vacation, paid or unpaid leaves of absence shall 
 be submitted to each department/site supervisor/ 
 manager and will be considered independently 
 based on the operational requirement of each 
 department/site.

7. Employees taking on an additional position will 
 be subject to a ninety (90) day trial in accordance 
 with Section 6.12.

8. Where an approved arrangement is subsequently 
 found to be unworkable by the Employer, upon 
 two (2) weeks written notice, the affected  
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 employee will be required to relinquish one of 
 the positions occupied. The employee shall 
 have the option of being offered additional 
 available shifts in the same occupational 
 classification and at the same site where the 
 position was relinquished and in the same 
 manner as other employees are offered such 
 shifts. Such preferential consideration shall 
 apply for a period of one (1) year or until such 
 time as the employee secures an alternate 
 position, whichever occurs first.

9. Where an approved arrangement is later found to 
 be unworkable by the employee, s/he shall 
 be required to give two (2) weeks written notice, 
 exclusive of vacation that s/he wishes to 
 relinquish one of the positions held. 

10. Where a part-time employee has worked more 
 than one (1) position for one (1) year or more, 
 the employee will be entitled to apply to have 
 the position combined.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #2

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  EMPLOYMENT SECURITY

Whereas the Employer is concerned with its 
employees’ employment security, and

Whereas the Union is concerned with its members’ 
employment security, and

Whereas within the Province of Manitoba health 
care reform continues to be explored, and

Whereas there may be a need to examine the delivery 
of health care within the facility, and

Whereas, there may be a need to examine the current 
complement of employees covered by the provisions 
of the Collective Agreement.



117

1. It will be incumbent upon the Employer to notify 
 the Union, in writing, at least ninety (90) days 
 prior to any alteration in the delivery of health 
 care and/or in the current complement of 
 employees covered by the provisions of this 
 Collective Agreement.

2. If it becomes necessary to reduce the staffing 
 complement, all avenues relevance to the issue 
 of employment security for the employees will 
 be examined and discussed between the 
 Employer and the Union, no later than twenty 
 (20) days after the above.

3. The Employer and the Union agree to meet to 
 develop the process for the planned reductions 
 within five (5) days after the above.

4. The Employer will, wherever reasonably 
 possible, carry out these reductions by way of 
 attrition.

5. In keeping with the Employer’s commitment 
 to ensure that any affected employee shall 
 retain employment with the Employer, and 
 where reductions cannot be dealt with through 
 attrition, the Employer will make every possible 
 effort to reassign the employee(s) affected to an 
 equivalent position within the facility.  The 
 Layoff and Recall provisions of the Collective 
 Agreement will apply where reassignment is 
 not possible.

6. In the event of #5 above occurring or in the event 
 of the closure of a facility, and in conjunction 
 with #7 below, the Employer will make every 
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 reasonable effort to achieve necessary funding 
 for retraining and redeployment of employees.

7. The Employer will also co-operate with other 
 facilities, with the Labour Relations Secretariat 
 and/or the Government of Manitoba, to 
 participate in the establishment of a broader 
 redeployment and retraining effort.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #3

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE: TRANSFER OF SERVICE/MERGERS/
AMALGAMATION/CONSOLIDATION

Applicable to all Employers;

The following sentence applicable only to HSC, ST. 
Boniface, Concordia, Misericordia, Seven Oaks, 
Grace and Victoria:

“The following provisions DO NOT apply to transfer 
of services/mergers/amalgamation/consolidation 
between any of the Employers within the Winnipeg 
Regional Health Authority”

WHEREAS the way services are provided by the 
Employer may change as a result of continuing health 
reform initiatives;
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AND WHEREAS the above initiatives may impact 
upon the employment security of employees covered 
by this Agreement; 

AND WHEREAS the above initiatives may impact 
upon the employment security of employees covered 
by this Agreement;

AND WHEREAS the Employer and the Union desire 
to assist employees who may be directly impacted 
by such initiatives; 

IT IS THEREFORE AGREED THAT:

i) The Employer will provide all relevant  
 information to the Union in a timely manner 
 as it becomes available.

ii)  The Employer and the Union will meet to 
 discuss matters of mutual concern and agree to 
 make every effort to examine all possible 
 options, including, but not limited to 
 redeployment issues. 

iii)  For the purpose of application of Article 25 
 should the Employer:

1. merge or amalgamate with another 
service provider; or 

2. centralize or consolidate with another 
service provider; or

3. transfer or combine any of its operations 
or functions to another service provider; 
or   

4. take over any of the functions of 
another service provider;it will not 
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be considered contracting out or sub-
contracting out. 

iv)  During the period of notice given under the 
 Employment Security Letter of Understanding, 
 employees potentially affected by the impending 
 alternation of service will be entitled to  
 portability of benefits between the employers 
 identified as signatories to this Letter of 
 Understanding. Should the receiving employer 
 not be signatory to this Letter of Understanding, 
 the receiving employer will be encouraged to 
 honour a like portability of benefits. 

 For the employees who have been successful 
 in obtaining a position at a facility who is a 
 signator to this Letter of Understanding, the 
 following shall be portable:

1) Accumulated income protection 
benefits/sick leave credits recognized 
by the last employer shall be credited 
by the new Employer.

2) Length of employment applicable to 
rate at which vacation is earned shall 
be recognized by the new employer.

3) Length of employment for purpose of 
qualifying to join benefit plans, e.g. two 
(2) year pension requirement. 

4) Salary treatment:
a) if the range is identical, then placed 

step-on-step;
b) if the range is not identical, then 

placement will be at a step on the 
range which is closest (higher or 
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lower) to the employee’s salary 
at the time or porting.

5) Length of employment applicable to 
pre-retirement leave shall be recognized 
by the new Employer.

6) Upon hire of an employee, the receiving 
Employer agrees to confirm in writing 
to the employee all benefits which were 
ported from the sending Employer. 

7) Benefits superior to those provided by 
the new Collective Agreement shall not 
be portable.

8) Hours of service since last increment is 
not portable for purposes of calculating 
next increment if applicable.

9) Salary and vacation earned to date to 
be paid out by sending Employer.  

10) Banked time including overtime bank, 
stat bank, to be paid out by sending 
Employer.

11)  Seniority.

APPLICATION 

IT IS AGREED THAT:

I) When it is known that programs or services will 
be transferred, consolidated, merge, or amalgamated, 
the Employers shall determine the number of staff 
required by Classification.

II) Qualified employees within the transferring 
program or service will be given the opportunity to 
move with the program on the basis of seniority.
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III) If more staff wish to move than are required 
for the program or service, staff from the sending 
Employer(s) will be selected on the basis of seniority 
in effect at the sending Employer’s on the date of 
the notice being completed

IV) If there is insufficient staff volunteering to move, 
the receiving Employer (s) will fill the remaining 
vacancies by posting or recall provisions.

V) Employees who transfer in accordance with 
this memorandum, retain seniority, service and 
other portable benefits if applicable or in accordance 
with the Letter of Understanding on Re-deployment 
Principles, and will be treated in all respects as if 
they have always been employees of the receiving 
Employer.

VI)  The receiving Employer will provide an 
orientation for the transferred employee of sufficient 
duration to assist the employee in becoming 
acquainted with essential information such as policies 
and procedures, routines, location of supplies and 
equipment, and fire and disaster plans.    

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING:
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LETTER OF UNDERSTANDING #4

REDEPLOYMENT PRINCIPLES

BETWEEN

PARTICIPATING EMPLOYERS - LISTED IN 
APPENDIX “A”

AND

PARTICIPATING UNIONS - LISTED IN 
APPENDIX “B”

1. PURPOSE:

1.01  The parties agree to work to develop 
employment security strategies to reduce the negative 
impact on employees affected by the restructuring of 
the health services system.  The parties agree to strive 
towards consistency and timeliness in implementing 
this Letter of Understanding.

1.02  It is agreed by the parties that this Letter 
of Understanding shall work in concert with the 
provisions of the applicable Collective Agreements 
of the Unions involved and shall be supplementary 
to same.

1.03  All terms and conditions of Collective 
Agreements and personnel policies and procedures 
of the receiving facility shall apply to the incoming 
employee except those terms and conditions of the 
Collective Agreement that have been abridged by 
this Letter of Understanding.
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1.04  This Letter of Understanding governs 
the movement of laid-off employees and/or the 
movement of positions between bargaining units of 
the above-mentioned Unions and employers.

1.05  For the purpose of this Letter of 
Understanding “receiving agreement(s)” shall mean 
the Collective Agreement applicable to the certified 
bargaining unit which is the recipient of transferred 
positions/employees.  Conversely, the “sending 
agreement(s)” shall mean the Collective Agreement 
applicable to the certified bargaining unit where the 
position/employee originated.

1.06  All particulars of job opportunities 
at receiving facilities will be made available to 
the Unions as they become known to the above-
mentioned employers.

1.07  “Central Redeployment List” means 
a list of employees who have been laid-off from a 
participating employer.  Those on this list may apply 
for an receive preferential consideration for new and 
vacant in-scope positions at another participating 
employers, as set out in 4.02 herein.

  Manitoba Council of Health Care 
Unions (MCHCU) will be provided with a copy of 
the Central Redeployment List, with an updated list 
provided on a continuing basis.

2.  SENIORITY:

2.01  Employees shall accumulate seniority 
according to the terms of the applicable Collective 
Agreement.
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2.02  Employees without a Collective 
Agreement shall not have seniority rights.

2.03  Transfer of Seniority:  The affected 
employer(s) and affected union(s) shall meet to 
determine any provisions for a transfer of seniority 
between bargaining units.

3.  TRIAL PERIOD:

3.01  Employees who move to a new 
bargaining unit/employer may be required to serve 
a trial period in accordance with the Collective 
Agreement in the receiving facility.  If unsuccessful 
in the trial period, the employee shall return to the 
Central Redeployment List and to the recall list of 
the sending employer.

4.  NEW AND VACANT POSITIONS:

4.01  All new and vacant in-scope positions 
shall be filled in accordance with the terms of the 
Collective Agreement and that bargaining unit, 
unless otherwise mutually agreed between affected 
employers and affected bargaining units/Unions.

4.02  When a new or vacant in-scope position 
is not filled by an internal employee as specified in 
4.01, the receiving facility with a region, as defined 
in Appendix VII, shall give preferential consideration 
to qualified applicants from the same region who are 
on the Central Redeployment Lists.

  If there are no applicant/no qualified 
applicants from the same region, the receiving facility 



127

shall provide preferential consideration to qualified 
applicants from other regions who are on the Central 
Redeployment Lists.

 The following provisions shall apply in filing 
the vacancy.

(a) Employees on the Central Redeployment 
List shall be listed in order of 
seniority (as per “sending” Collective 
Agreement(s));

(b) Subject to 4.01, selection shall be 
made from applicants on the Central 
Redeployment List as described above.  
Copies of the above-mentioned new or 
vacant in-scope position postings will 
be sent as they occur to the MCHCU 
and participating employers (process 
to be established);

(c) Seniority shall be applicable to the 
selection in accordance with the 
receiving Collective Agreement;

(d) In assessing an employee’s history 
only formally documented material 
contained in the employee’s personnel 
file will be considered;

(e) Receiving facilities job description 
appl ies  vis-a-vis  qual i f icat ion 
requirements;

(f) Once an employee has been permanently 
redeployed and has completed the trial 
period with a receiving Employer, she/
he shall relinquish any recall rights to 
her/his former Employer unless she/he 
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is laid off from the receiving Employer.  
Should an employee be laid off from 
the receiving Employer, she/he will 
be placed back on the recall list with 
the sending Employer for the balance 
of time she/he would have been on 
the recall list.  She/he will also have 
recall rights in accordance with the 
Collective Agreement of the receiving 
employer and be placed back on the 
Central Redeployment Lists.  For the 
purposes of the Central Redeployment 
List, an employee’s seniority shall be the 
cumulative seniority from the original 
sending Employer and the original 
receiving Employer.

5.  T R A N S F E R  O F S E RV I C E /
MERGER/AMALAGAMATION:

5.01  In the event of a transfer(s) of service/
merger/amalgamation, the affected employer(s) and 
Unions shall meet to determine whether employees 
should have the opportunity to move with the service 
or department to the receiving facility, to the extent 
that such positions are available.

6.  PORTABILTY OF BENEFITS:

  The following benefits are portable:

6.01  Accumulated income protection 
benefits/sick leave credits.
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6.02  Length of employment applicable to 
rate at which vacation is earned.

6.03  Length of employment applicable to 
pre-retirement leave.  NOTE:  Deer Lodge Centre 
limits payment of pre-retirement leave to service 
acquired since April 1, 1983.  Incoming employees 
would retain original service date for this purpose.

6.04  Length of employment for the purpose 
of qualifying to join benefit plans, e.g., two (2) year 
pension requirement.

6.05  Benefits:  An incoming employee is 
subject to the terms and conditions of the receiving 
facility benefit plans, however, normal waiting 
periods would be waived, subject to the applicable 
benefit plans’ terms and conditions.

6.06  Salary Treatment - 

(a) If range is identical, then placed step-
on-step;

(b) If the range is not identical, then 
placement will be at a step on the range 
which is closest (higher or lower) to the 
employee’s salary at the time of layoff.

NOTE:  No red-circling provision except for Deer 
Lodge Centre employees who were guaranteed 
provisions as contained in the “Transfer Agreements” 
for the 1983 and 1987 transfer from federal to 
provincial jurisdiction and for whom the red circling 
provisions were in place prior to the inception of the 
Letter of Understanding.

6.07  Upon hire of an employee from the 
Central Redeployment Lists, the receiving employer 
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agrees to confirm in writing to the employee all 
benefits, including seniority where applicable, which 
were transferred from the sending employer under 
this Letter of Understanding.

7.  OTHER CONDITIONS:

7.01  Hours of service since last increment 
is not portable for purposes of calculating next 
increment, if applicable.

7.02  Salary and vacation earned to date to 
be paid out by sending employer.

7.03  Banked time including overtime band, 
stat band, to be paid out by sending Employer.

8.  TRAINING:

8.01  The parties agree that provision for 
training will be dealt with by the Joint Provincial 
Labour Adjustment Committee.

9.  DURATION OF LETTER OF 
UNDERSTANDING:

9.01  This Letter of Understanding shall 
be in full force and effect for a 12 month period 
commencing date of signing.  In the event that any one 
of the parties signatory of this Letter of Understanding 
wishes to terminate its participation in this Letter of 
Understanding it shall give sixty (60) days written 
notice to the other parties.
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10.  APPEAL PANEL:

10.01  Should a dispute(s) arise between a 
participating union(s) and a participating Employer(s) 
regarding the application, interpretation or alleged 
violation of this Letter of Understanding, the parties 
concerned shall meet and attempt to resolve the 
dispute(s) through discussion.

  Should the dispute remain unresolved, 
any party to the dispute may refer the matter(s) to 
an Appeal Panel composed of:

 - Two (2) persons from the Participating 
Employers who are not directly involved in the 
dispute.

 - Two (2) persons from the Participating 
Union who are not directly involved in the dispute.

  The Appeal Panel shall set its own 
procedures for hearing the dispute and may accept 
any evidence that it deems appropriate.

  Only lay advocate(s) shall be utilized 
by each party to the dispute in the presentation of 
its case.

  The Appeal Panel shall make every 
effort to mediate the dispute to resolution.

  Should efforts to mediate fail, the Appeal 
Panel shall submit its written recommendation(s) for 
settlement to the parties concerned, with fourteen 
(14) calendar days.

  The Letter of Understanding on 
Redeployment Principles represents a tentative 
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agreement reached November 24, 1992, in a 
Committee representing Employers and Unions listed 
in Appendix “A” and “B” respectively.

  This Letter of Understanding is subject 
to ratification by Employer and locals/bargaining 
units.

  Person taking VISP, Retiring and 
receiving pension is not eligible for mobility rights.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING:
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MEMORANDUM OF UNDERSTANDING #5

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  PROVINCIAL HEALTH CARE 
LABOUR ADJUSTMENT

This Letter of Agreement confirms that the 
above named parties have ratified the Letter of 
Understanding on Redeployment Principles which is 
appended to and forms part of the Letter of Agreement. 

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #6

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  RETENTION/RECRUITMENT 
COMMITTEE

The parties agree to establish a Retention/Recruitment 
Committee relative to the allied health/professional/
technical component, the purpose of which shall be 
as follows:

1. To consider and make recommendations on 
 recruitment strategies, including but not 
 limited to identification of high demand 
 professions, consideration of unique regional 
 challenges, promotion of allied health 
 professions, etc.

2. To consider and make recommendations  
 on retention strategies, including but not limited 



135

  to training, retraining, and continuing education, 
 professional development, career laddering, 
 etc.

3. To identify and pursue funding for retention 
 and recruitment strategies.

4. To promote professional and facility 
 accreditation standards. 

Membership in the Committee will consist of an 
equal number of representatives of each party, the 
umber of which is mutually agreed.

The Committee shall meet a frequently as mutually 
agreed to by the parties. Other persons may be invited 
to participate as mutually agreed. 

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #7

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  I M PA C T  O F  R AT E  PAY 
REDUCTION ON PENSION PLAN  

WHEREAS the Collective Agreement calls for a 
reduction in rate of pay.

AND WHEREAS, the parties hereby agree that 
no employee’s pension benefit shall be negatively 
impacted as a result of these reductions;

THEREFORE, the parties further agree that every 
employee who receives a benefit at a time when her 
average earnings calculation includes part or all of 
the period from January 15, 1997 to March 31, 1999 
shall have that benefit calculated by using notional 
earnings. Notional earnings are those earning the 
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employee would have received had there been no 
reduction in paid hours. Any additional costs for 
this adjustment shall be absorbed by the resources 
of the pension plans. 

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #8

BETWEEN:     

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:   EDUCATIONAL DEFERRED 
SALARY LEAVE PLAN (Hereinafter referred 
to as EDSLP)

The parties hereto agree that the following conditions 
shall apply to the implementation and operation of 
the EDSLP.

1. That the EDSLP will be reviewed thirty (30) 
months from its implementation date and every 
twenty-four (24) months thereafter by the Employer 
and the Union.

2. That the EDSLP shall be self-sustaining and 
the Employer shall not incur any costs whatsoever 
as a result of participating in the Plan.
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3. That the EDSLP must comply in all respects 
with all Revenue Canada guidelines.

4. That the Union shall save the Employer harmless 
from any claims whatsoever from any participants 
enrolled in the EDSLP which might result from the 
non-remittance of monies collected in accordance 
with the Plan nor from any shortfall in the funds 
from time to time required to be paid to any of the 
participants in the Plan.  It is agreed that remittance 
of all monies to the Plan, in Trust, is to be forwarded 
immediately following each payday to the carrier of 
the Plan in Trust.

Terms of Reference of the EDSLP

Eligibility:  Any employee, excluding casual 
employees, covered by the Collective Agreement 
between the Employer and the Union may apply for 
participation in the EDSLP following completion of 
the employee’s probationary period as outlined in the 
Collective Agreement.  It is expressly understood 
that participation in the EDSLP does not constitute a 
commitment being made by the Employer regarding 
future approval of a leave of absence.

The Plan:

The E.D.S.L.P. is implemented for the sole purpose 
of providing a method of remuneration to Plan 
participants during formal educational leaves of 
absence (LOAs) for periods in excess of six (6) 
months.
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Contribution/Enrolment Form:

a) On filling out the enrolment form for 
membership, the participant shall indicate the 
amount of the participant’s earnings which is 
to be deferred and remitted by the Employer to 
the Plan, in Trust.  The amount shall not be less 
than five (5%) percent and not more than thirty 
(30) percent of gross regular earnings as at the 
time of application.  The biweekly amount shall 
be rounded to the next higher dollar.

b) The amount to be deferred in Trust may be 
changed once annually (date to be determined 
by the Employer).

c) The participant shall indicate on the enrolment 
form the date when it is anticipated that the 
participant will be requesting a leave of absence 
in accordance with the terms of reference of the 
Plan.

d) The participant shall keep the Employer informed 
on an ongoing basis as to his/her plans in regard 
to the educational program in order to assist the 
Employer in attempting to make arrangements 
for his/her potential absence.

Leave of Absence
a) It is agreed between the Employer and the 

Union that, for the purpose of the EDSLP, 
the provisions of the Collective Agreement 
regarding application for leaves of absence shall 
make application for the LOA at least two (2) 
months prior to the first day of the participant’s 
requested LOA.
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b) Requests for LOA under the EDSLP shall 
include a description of the course of studies to 
be pursued.  The duration of the program, and 
the name of the institution offering the program.

c) Each request for a LOA under the EDSLP will 
be reviewed on an individual basis and shall not 
be unreasonably denied.

d) In the event that more than one participant 
applied for a LOA under the EDSLP for part 
of or all of the same period of time and where 
only one participant’s requested leave can be 
granted, seniority as defined in the Collective 
Agreement shall be the governing factor in 
determining which participant’s LOA shall be 
granted.

e) A participant having received approval for a LOA 
and who voluntarily transfers or is promoted to 
another position, may have the leave honoured 
depending on the operational requirements of 
the new work area.

f) In the event that the participant’s educational 
leave results in his/her being qualified to work in 
another classification covered by the Collective 
Agreement, it is understood that the participant 
will be placed in such classification only after 
being the successful application for a posted 
vacant position within that classification.

Both parties agreed to delete this MOU effective 
March 31, 2018, in the event that this provision has 
not been utilized during the life of this Collective 
Agreement.  April 1, 2014 to March 31, 2018.
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IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
AGREEMENT.
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MEMORANDUM OF UNDERSTANDING #9

BETWEEN:     

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  STAFF MOBILITY WITHIN THE 
NINE FACILITIES OF THE WRHA SYSTEM

APPLICABLE TO :

Concordia Hospital
Health Sciences Centre
Misericordia Health Centre
St. Boniface General Hospital
Seven Oaks General Hospital
Grace Hospital
Victoria Hospital

** NOTE: The nine facilities which are party to the 
memorandum include those above, plus Deer Lodge 
Centre and Riverview Health Centre.
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WHEREAS it is the desire of, and in the best interest 
of, the parties to work toward the avoidance of job 
loss by providing for the mobility of employees within 
the WRHA system;

AND WHEREAS the parties recognize that it is in the 
best interest of patient care to retain the knowledge and 
expertise of healthcare providers within the program;

AND WHEREAS the parties wish to promote career 
opportunities by removing systemic barriers.

NOW THEREFORE the parties agree as follows:

1.   This memorandum is attached to and 
forms part of the Collective Agreement between the 
undersigned parties.

2.  The parties agree to work towards a 
systemic labour adjustment plan utilizing a regional 
attrition model where reasonable, and utilizing any 
other programs as agreed to by the parties, (e.g. VSIPs, 
ERIPs, Training , EAP, etc.)

3.  In the event that this Memorandum of 
Understanding conflicts with the terms of any existing 
collective agreement between the parties, the terms of 
this Memorandum shall prevail over the terms of the 
collective agreement (unless otherwise specified).

4. a) In the event of a transfer/closure/
consolidation/merger of one or more 
of the programs and or facilities, the 
Employer(s) will notify the unions, 
where possible *, at least ninety (90) days 
prior to the implementation date unless 
otherwise provided for in the applicable 
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collective agreement. The Employer(s) 
will determine the estimated number 
and types of positions available, and 
update such data as the reconfiguration/
implementation plans are defined.

 *Lesser notice may be given only in 
exceptional circumstances. 

b) The Employer(s) and Union(s) shall meet 
within 30 days of notice provided for in 
4 (a) to discuss issues arising out of the 
transfer of employees.  

c) The Employer(s) shall prepare and 
provide the following data relative to the 
transfer/closure/consolidation/merger to 
the Union(s):

• positions affected at the sending facility
• number of vacancies and new positions  created 

at the receiving facility
• up-to-date seniority lists
• pertinent classification information
• relevant time frames 

5.  Staff Mobility

 A Transfer with Programs

(i) When programs are transferred, 
consolidated, or merged from one facility 
or facilities to another, the Employer(s) 
will determine the number of staff 
required by classification. 

 Qualified employees within the 
transferring program will be given the 
opportunity to move with the program.  
Where excess numbers of staff wish to 
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move, staff will be selected based on 
mobility seniority. Where an insufficient 
number of staff by classification 
volunteer to move, the sending facility(s) 
shall fill the remaining positions in the 
program by utilizing the job positing/
recall procedures in the applicable 
collective agreements(s).   

 If vacancies continue to exist after the job 
competition, the Employer (s) reserves 
the right to transfer employees from 
the sending facility to fill the vacancies 
commencing with the most junior 
qualified employee, 

(ii) Employees who are transferred in 
accordance with this memorandum shall 
retain seniority as described in (6) below, 
service and other portable benefits as 
set out in the Letter of Understanding 
on Redeployment Principles, and will 
be treated in all respects as if they had 
always been employees of the receiving 
facility. 

(iii) The receiving facility will provide 
an orientation period to employees 
transferring to a new program site. The 
orientation period shall be of sufficient 
duration to assist the employee in 
becoming acquainted with essential 
information such as policies and 
procedures, routines, location of supplies 
and equipment, and fire and disaster 
plans. 
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(iv) No new probationary/trial period will be 
served by transferring employees.  Any 
transferring employee who had not yet 
completed their probationary period at 
the sending facility will complete the 
balance of the period required at the 
receiving facility. 

 Should the transferred employee decide 
not to remain at the receiving facility, 
such employee shall provide written 
notice to the receiving facility no later 
than sixty (60) days following the date of 
transfer. The employee shall be entitled to 
be placed on the Central Re-deployment 
list and the recall list of the sending 
facility. 

 B  Temporary Transfer of Employees 

(i) To facilitate temporary transfers to 
facilities experiencing a need for 
additional employees on a sporadic 
or episodic basis, qualified employee 
from another facility shall be offered 
the opportunity to work in the facility(s) 
experiencing the need for additional 
employees. 

(ii) Temporary transfers shall not be 
implemented until the applicable 
provisions of the collective agreement 
of the receiving facility relating to the 
assigning of occasional additional shifts 
are fulfilled. 
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(iii) The temporarily transferred employees 
will continue to be covered by the 
terms of the sending facility’s collective 
agreement. 

(iv) Where an insufficient number of qualified 
employees volunteer to be temporarily 
transferred, the facility(s) reserve the 
right to transfer employees, commencing 
with the most junior qualified employee 
at the sending  facility.

(v) Orientation as set out in (5) (a) (iii) above 
will be provided if reasonably possible. 

 C Voluntary Transfer to Vacancies

  As bargaining unit vacancies arise 
that any of the Facilities intend to fill, the following 
procedures will apply:

(i)  Vacancies will be filled in accordance 
with the provision of the applicable 
Collective Agreement.

(ii) An internal and citywide posting may 
occur simultaneously. Employees from 
other facilities will have the right to apply 
for said vacancy. 

 If the selected employee is a current 
employee of one of the nine (9) facilities 
that employee will  be entitled to transfer 
all seniority, service and other benefits 
as set out in the Letter of Understanding 
on Redeployment Principles and will 
be treated in all respects as if they had 
always been an employee of the receiving 
facility.
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(iii) Where there are no qualified internal 
applicants, position will be awarded in 
the following order:
-  Recall of laid off workers from the 

facility posting the vacancy (unless 
otherwise stipulated in the

-  applicable collective agreement);
-  Applicants from the Redeployment 

List;
-  Applicants from one of the other 

nine facilities;
-  Applicants external to the nine 

facilities. 

6.  Seniority

(a)  Seniority lists will be maintained 
in accordance with the Collective 
Agreement for internal purposes at each 
facility.

(b) Mobility seniority for the purpose of 
this memorandum will be calculated as 
follows:

 “Seniority shall be defined as the 
total accumulated regular paid hours 
calculated from the date the employee 
last entered the service of the Employer.”

(c)  Transferring employees will be treated 
in all respects as though they had always 
been employed at the receiving facility. 

(d)  To ensure the accuracy of the calculation 
of the mobility seniority, the Employer(s) 
will provide sufficient information to 
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verify an accurate calculation has been 
made. 

(e)  Any employee who:
i) has utilized a redeployment number 

in the past to obtain a position 
but was not permitted to transfer 
seniority credits at the receiving 
facility, or 

ii)  has voluntarily transferred to 
another facility between 01 January 
1998 and the effective date of this 
memorandum. 

 Shall be entitled to an adjustment of 
seniority which will reflect cumulative 
seniority earned both at the sending and 
receiving facilities.  Processes contingent 
on seniority implemented prior to date of 
signing will not be adjusted retroactively, 
(eg., bumping, vacation preference).

7.  Staff Mobility Dispute Resolution 
Mechanism

  This dispute resolution mechanism shall 
not be utilized to resolve disputes which could be 
addressed through the grievance arbitration procedure 
(s) set out in the applicable collective agreement. 

  Should a dispute(s) arise between a 
signatory Union(s) and a signatory employer(s) 
regarding the application, interpretation or alleged 
violation of this Memorandum of Understanding, 
the parties concerned shall meet within twenty (20) 
calendar days and attempt to resolve the dispute(s) 
through discussion. Should the dispute remain 
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unresolved after such meetings, any party to the dispute 
may within a further ten (10) calendar days refer the 
matter(s) to arbitration. 

  The parties to the dispute shall select a 
mutually agreed Arbitrator within ten (10) calendar 
days following such referral to arbitration. Should the 
parties fail to agree upon an Arbitrator, either party 
may forward a request to the Manitoba Labour Board.

  The above time limits may be extended 
by mutual agreement and shall be confirmed in writing.

  The Arbitrator shall set his/her own 
procedures for hearing the dispute and may accept 
any evidence h/she deems appropriate.

  The decision of the Arbitrator shall be 
final and binding upon the parties to the dispute.

  Any costs incurred by either of the 
parties to the dispute, preceding or during arbitration 
proceedings, shall be borne by the parities incurring 
such costs, but cost of the Arbitrator shall be borne 
by the parties in equal shares. 

SUPPLEMENTARY TO THE MEMORANDUM 
OF UNDERSTANDING RE: STAFF MOBILITY 
WITHIN THE NINE FACILITIES OF THE WRHA 
SYSTEM

The Parties agree that for the purposes of implementing 
the Memorandum of Understanding Regarding Staff 
Mobility Within the Nine Facilities of the WRHA 
System, interpretation shall be as follows:

It is agreed that should it be necessary to transfer 
employees with program from one facility to another 
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in accordance with the provision of Article 5(a), the 
employer shall endeavor to the greatest degree possible, 
to transfer such employee into a position which is 
within .2 of the EFT of the position occupied by the 
employee at the sending facility. 

It is further agreed that should it be necessary to 
temporarily transfer employees from one facility to 
another, in accordance with Article 5 (B), as much 
notice as possible shall be provided to such employee. 
Should the temporary transfer be required during 
the course of a scheduled shift, travel time from the 
sending to the receiving facility shall be considered 
time worked. 

It is further agreed that periods of orientation in Article 
5A (iii) and 5B (v) shall be considered time worked. 

Further, the parties agree that for the purposes of 
implementing the above, the following shall apply:

1.  The primary emphasis of the Mobility 
 Agreement is to facilitate the voluntary transfer 
 of employment with programs, to vacancies, 
 or on a temporary basis. 

2.  The Employer agrees that the provision of  
 Section 5 (B) (iv) of the Mobility agreement 
 shall be utilized only under extenuating and 
 emergency circumstances. 

a) In any emergency or disaster, employees 
are required to perform duties as 
assigned, notwithstanding any contrary 
provision in the Agreement.

b) For purposes of this Memorandum, 
emergencies will be those situations 
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which directly affect the safety or well-
being of patients in the Facility.

c) In the event of the declaration of an 
emergency, written confirmation of 
same will be given to the President of the 
Local by the Chief Executive Officer.

3.  a)  Orientation for employee(s) transferring 
with programs shall be provided in 
accordance with Section 5 A (iii) of 
the Mobility Agreement and shall take 
into consideration the individual needs 
of the transferring employee(s).

b) Orientation for employees temporarily 
transferring to another facility in 
accordance with the provision of 
Section 5 (B) of the Mobility Agreement 
and Section #2 of this Memorandum, 
shall be provided in accordance with 
5(A) (iii) of the Mobility Agreement, 
if reasonably possible. 

4.  a) It is agreed that 5 A (ii) of the Mobility 
Agreement shall include portability of 
hours of service since the last increment 
for purposes of calculating the next 
increment.

b) It is agreed that vacation earned at 
the sending facility shall not be paid 
out upon transfer unless the employee 
requests.

5.  The statement re: “personal transportation” in 
 the Memorandum of Interpretation re: Staff 
 Mobility will be expanded to include the 
 following:
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 Return transportation will be provided by the  
 Employer, if the employee requests 
 transportation or if personal transportation 
  is not available. If personal transportation is 
 utilized, the following shall apply:

a) Parking in close proximity to the 
“receiving facility” will be made 
available.

b) Parking expenses shall be reimbursed to 
the employee by the Employer.

c) The employee shall be eligible for 
transportation reimbursement of thirty 
cents ($0.30) per kilometer for travel in 
accordance with the following formula, 
subject to a minimum guaranteed of two 
dollars and fifty cents ($2.50).

Distance (in kms.) from the employee’s home to the 
“receiving facility” minus the distance (in kms.) from 
the employee’s home to the “sending facility” 

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
AGREEMENT.



155

MEMORANDUM OF UNDERSTANDING #10

BETWEEN:   

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE: JOINT “ON CALL” WITHIN THE WRHA

The parties agree that where joint “on call” is 
implemented in conjunction with joint programs 
within the WRHA, employees who are assigned “on 
call” status in accordance with the provision of Article 
9 for more than one site shall be at the higher of the 
“on call” rates prevailing within any of those sites. 

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
AGREEMENT.
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MEMORANDUM OF UNDERSTANDING #11

BETWEEN:     

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:   MODIFIED SHIFTS OF LESS THAN 
REGULAR HOURS OF WORK – RADIOLOGY 

The Employer and the Union mutually agree that the 
following conditions shall apply to shifts of less than 
seven and three-quarter (7.75) hours or seven and 
one-half (7.5) hours, as the case may be (hereinafter 
referred to as “regular hours of work”).

1.  The terms and conditions of the 
Collective Agreement shall apply to 
part-time employees working shifts of 
less than regular hours of work except 
as provided thereafter.

2. Shifts of greater than five (5.0) paid hours up 
to six (6) paid hours shall include one 
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(1) fifteen (15) minute rest period and 
one (1) thirty (30) minute unpaid meal 
period.

   Shifts of six (6) hours or more up to the 
regular hours of work shall include two 
(2) fifteen (15) minute rest periods and 
include one (1) thirty (30) minute unpaid 
meal break.

3.   In the event than 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. 
Overtime rates of pay shall be applicable 
for time worked in excess of regular 
hours work, in accordance with Article 
8.01.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #12

BETWEEN:     

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  MODIFIED SHIFTS OF LESS THAN 
REGULAR HOURS OF WORK – PHYSIOTHERAPY 

The Employer and the Union mutually agree that the 
following conditions shall apply to shifts of less than 
seven and three-quarter (7.75) hours or seven and 
one-half (7.5) hours, as the case may be (hereinafter 
referred to as “regular hours of work”).

1.  The terms and conditions of the 
Collective Agreement shall apply to 
part-time employees working shifts of 
less than regular hours of work except 
as provided thereafter.

2.  Shifts three (3.) to five (5.) paid hours 
shall include one (1) fifteen (15) minute 
rest period
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   Shifts of greater than five (5.0) paid 
hours up to and including six (6) paid 
hours shall include one (1) fifteen (15) 
minute rest period and one (1) thirty (30) 
minute unpaid meal period.

   Shifts of greater than six (6) hours up to 
the regular hours of work shall include 
two (2) fifteen (15) minute rest periods 
and exclude one (1) thirty (30) minute 
unpaid meal break. 

3.   In the event than 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. 
Overtime rates of pay shall be applicable 
for time worked in excess of regular 
hours work, in accordance with Article 
801.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #13

BETWEEN:     

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  MODIFIED SHIFTS OF MORE 
THAN REGULAR HOURS OF WORK BUT 
LESS THAN 12 HRS SHIFT – OUTPATIENT 
PHYSIOTHERAPY 

The Employer and the Union mutually agree that 
the following conditions shall apply to shifts of 
more than seven and three-quarter (7.75) hours or 
seven and one-half (7.5) hours, as the case may be 
(hereinafter referred to as “regular hours of work”) 
and less than twelve (12) hour shifts.

1.  The terms and conditions of the 
Collective Agreement shall apply to 
part-time employees working shifts of 
more than regular hours of work except 
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as provided thereafter.
2.  Shifts of seven and one half (7.5) or 

seven and three quarters (7.75) to nine 
(9.0) paid hours shall include two (2) 
fifteen (15) minute rest periods and one 
(1) thirty (30) minute unpaid meal break.

   Shifts of greater than nine (9.0) paid 
hours up to and including nine and one 
half (9.5) paid hours shall include three 
93) fifteen (15) minute rest periods and 
one (1) thirty (30) minute unpaid meal 
period.

3.  In the event than 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. 
Overtime rates of pay shall be applicable 
for time worked in excess of regular 
hours work, in accordance with Article 
801.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #14

BETWEEN:  

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of Winnipeg 
area in the Province of Manitoba, hereinafter 
referred to as the “Employer”,

AND

 UNITED FOOD AND COMMERCIAL 
WORKERS UNION, LOCAL NO. 832, 
chartered by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

WHEREAS the parties have moved to standard sectoral 
language to the greatest degree possible, and

WHEREAS current practices may not specifically comply 
with that standard sectoral language, 

The employer assures that it has no intention to make 
wholesale changes to current practice expressly on the 
basis of “standard” collective agreement language being 
now contained in this collective agreement. 

Should changes to practice be required due to organizational 
or operational initiatives, the employer agrees to meet 
with the affected employees and to outline the rationale 
for such change to practice. 

The above applies to the following:

Article # Provision Applies to:

6.08 allocation of part-time 
shifts

all departments 
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7.02 meal and rest period Respiratory Therapists

7.07 weekend work 
prorated for part time

Respiratory Therapists

7.12 time off between 
shifts

Respiratory Therapists

10.05 
(union article #) 

night EKG procedure 
($1.00 stipend)

Repiratory Therapists

11.07 vacation (unbroken 
period, blocks or 
single days)

all dept 

15.03 stress testing CardiologyTechnologists
Memo of 
Understanding

weekends off Radiology

*Memo of 
Understanding

shifts other than 
standard hours

Respiratory

1. Applicable to all Departments:

Article 6.08 - the practice of allocating additional available 
shifts to part time employees by seniority will continue.

Article 11.07 – the practice of employees choosing to break 
up their vacation into blocks or single days will continue.

2. Applicable to the Respiratory Therapy 
Department only:

Article 7.02 – Rest periods will be twenty (20) minutes 
in duration.

Article 7.07 – weekend work will be prorated for part time 
respiratory therapists based on their EFT, except where 
their posted position states otherwise.

Article 10.05 – Respiratory therapists will be paid $1.00 
for each EKG procedure they are required to perform.
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3. Applicable to the Cardiology Department only:

Article 15.03 – Cardiology Technologists – Cardiology 
General Duty Technologists shall be paid the Cardiology 
Senior Technologist rate while assigned responsibility for 
the technical function of stress testing.

4. Applicable to the Radiology Department only:

MOU – the parties agree to continue the current practice 
for scheduling weekend work for full time employees by 
six (6) week rotation. 

The parties agree that the terms of this MOU will cease 
to be in effect and shall be deleted from the collective 
agreement April 1, 2018.  

IN WITNESS WHEREOF, THE PARTIES HERETO 
HAVE DULY EXECUTED THIS AGREEMENT.
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MEMORANDUM OF UNDERSTANDING #15

BETWEEN:  

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

Representative Workforce

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) 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;
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• Identify workplace barriers that may be 
discouraging or preventing  A b o r i g i n a l 
workers from entering and remaining in the 
workforce;

• Facilitate constructive race and cultural relations;

(b) Promote and publicize initiatives undertake to 
 encourage, facilitate and support the 
 development of a representative workforce;

(c) 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.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
AGREEMENT.
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MEMORANDUM OF UNDERSTANDING #16

BETWEEN:

 WRHA GRACE HOSPITAL SITE 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  MODIFIED SHIFTS OF LESS 
THAN REGULAR HOURS OF WORK – 
NUTRITION SERVICES

The Employer and the Union mutually agree that the 
following conditions shall apply to shifts of less than 
seven and three-quarter (7.75) hours or seven and 
one-half (7.5) hours, as the case may be (hereinafter 
referred to as “regular hours of work”).

1. The terms and conditions of the Collective 
 agreement shall apply to part-time employees 
 working shifts of less than regular hours of 
 work except as provided thereafter.

2. • Shifts of greater than five (5.0) paid hours 
 up to six (6) paid hours shall include one (1) 
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 fifteen (15) minute rest period and one (1) 
 thirty (30) minute unpaid meal period.

 • Shifts of six (6) hours or more up to the 
 regular hours of work shall include two (2) 
 fifteen (15) minute rest periods and include one 
 (1) thirty (30) minute unpaid meal break.

3. 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.  Overtime rates of pay shall be 
 applicable for time worked in excess of regular 
 hours work, in accordance with Article 8.01.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULLY EXECUTED THIS 
AGREEMENT.
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MEMORANDUM OF UNDERSTANDING #17

BETWEEN:

 WRHA GRACE HOSPITAL SITE 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  MODIFIED SHIFTS OF MORE 
THAN REGULAR HOURS OF WORK BUT 
LESS THAN TWELVE HOUR SHIFT - 
ULTRASOUND

The Employer and the Union mutually agree that the 
following shall apply to shifts of more than seven 
and three quarter (7.75) hours or seven and one-half 
(7.5) hours, as the case may be (hereinafter referred 
to as “regular hours of work”) and less than twelve 
hour shifts.

(1) The terms and conditions of the 
collective agreement shall apply to 
employees working shifts of more than 
regular hours of work except as provided 
hereafter.
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(2) Modified shifts shall include three (3) 
fifteen (15) minute rest periods and 
one (1) thirty (30) minute unpaid meal 
period.

(3) In the event that an employee is required 
to work beyond the end of her modified 
shift, she shall be paid for all hours 
worked beyond the regular modified 
shift in accordance with Article 8.01

(4) An employee scheduled and required to 
work on any General Holiday shall be 
paid one and one-half (1 1/2X) times 
her basic rate for regular daily hours. 
In addition a full time employee shall 
receive an alternate seven and three-
quarters (7.75) hours day in lieu at the 
basic rate of pay. Such compensating 
paid day of rest shall be granted within 
thirty (30) days before or after the 
holiday. If a compensating day is offered 
to, but by mutual agreement not taken 
by an employee, then that employee 
shall receive an additional day’s pay 
at the basic rate in lieu thereof.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
AGREEMENT.

 



171

MEMORANDUM OF UNDERSTANDING #18

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:   EMPLOYEE/MANAGEMENT 
ADVISORY COMMITTEE

The parties agree to utilize the existing Employee/
Management Advisory Committee (Article 29) to 
discuss, review and make recommendations relative 
but not limited to:

 Staff recruitment and retention,
 Training, retraining and continuing 

education,
 Program Management, 
 Efficiency of equipment utilization,
 Program delivery and new program 

implementation,
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 Ongoing communications, 
 Professional practice issues,
 Job enrichment, 
 Orientation, 
 Workplace security,
 Unresolved issues relating to workload, 

staffing or shift schedule.
Union representatives shall be entitled to attend 
meetings as part of the employee delegation.  Minutes 
shall be kept and distributed to members.

The parties further agree that the committee may 
request assistance from other resources such as 
financial staff or representatives of other agencies 
or organizations when dealing with issues.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING:
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MEMORANDUM OF UNDERSTANDING #19

BETWEEN:    

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of Winnipeg 
area in the Province of Manitoba, hereinafter 
referred to as the “Employer”,

AND

 UNITED FOOD AND COMMERCIAL 
WORKERS UNION, LOCAL NO. 832, 
chartered by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:  OVERPAYMENTS

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 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,

c) 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 the employee.
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d) An under deduction shall not be deemed an 
overpayment.  In order to maintain continuity 
of benefits under deductions will be corrected as 
soon as possible with the employer and employee 
making their required contributions.   In the 
event of a significant underpayment on behalf of 
the employee, the Employer will work with the 
employee to establish an appropriate repayment 
schedule.

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.

IN WITNESS WHEREOF, THE PARTIES HERETO 
HAVE DULY EXECUTED THIS LETTER OF 
UNDERSTANDING:
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MEMORANDUM OF UNDERSTANDING #20

BETWEEN:  

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

AND

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE:    PROVINCIAL HEALTHCARE 
SECTOR PROFESSIONAL/TECHNICAL 
COLLECTIVE BARGAINING

With regard to provincial healthcare collective 
bargaining to conclude a renewed collective 
agreement(s) in respect of the March 31, 2013 
expired collective agreement the following will 
apply:

1. The Memorandum of Settlement, attached 
hereto, containing all negotiated amendments 
shall form the basis of a renewed collective 
agreement for the period April 1, 2014 to 
March 31, 2018.

2. In addition, should subsequent collective 
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agreements covering Professional/Technical 
employees as represented by the MGEU 
(Professional/Technical central table) or 
MAHCP (central table) provide for a higher 
salary range for any classification than that 
negotiated for the same UFCW classification, 
such higher salary range will be applied to the 
same UFCW classification effective the same 
date.  This applies to collective agreements 
with expiry date of March 31, 2018

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING #21

BETWEEN:  

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

and

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

Notwithstanding Article 6 the EFT of a part-time 
employee may be increased in accordance with 
the following process:

The parties agree that it may be of mutual benefit 
to the employees and the Employer to allow part-
time employees, who request to do so, to increase 
their EFT.

a) Requests to permanently increase EFT’s shall 
be made in writing by part-time employees 
at a date determined by the Employer. The 
employees shall indicate the maximum EFT 
to which they wish to increase.

b) An employee may increase her/his EFT up 
to a 1.0 EFT.
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c) In considering requests, the Employer in 
consultation with the union shall consider such 
factors as current EFTs, shift assignments, 
shift schedules, the department/program(s) 
needs and the requirements of Article 7. If the 
requests by employees within a department/
program exceed the availability within that 
department/program as determined by the 
Employer, the Employer shall offer in order 
of seniority.  The final determination shall 
be made no later than sixty (60) days after 
receipt of all written requests as outlined in 
(a).   

d) A part-time employee shall not be permitted 
to increase her/his EFT while other employees 
are on layoff from that department/program 
unless such laid off employees have been 
recalled or have declined recall.

e) Where any request to change EFT has been 
approved, the Employer shall issue a letter 
to the employee confirming the employee’s 
new EFT in accordance with this Collective 
Agreement along with an effective date.

f) Copies of all requests and responses to 
requests to adjust EFT shall be provided to 
the union.

g) Any changes to shift patterns as a result of 
changing EFT’s shall be done in accordance 
with the provisions of Article 7 and any pre-
approved vacation will be honoured in the new 
schedule unless otherwise mutually agreed 
between the Employer and the employee.
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h) The Employer is not prevented from 
exercising any of its normal management 
rights as a result of this Memorandum of 
Understanding including, without limitation, 
the right to post vacant positions.

This Memorandum of Understanding shall 
remain in effect for the duration of this Collective 
Agreement.

IN WITNESS WHEREOF, THE PARTIES 
HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING.
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MEMORANDUM OF UNDERSTANDING # 22

Between

 WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
“Employer”,

and

 U N I T E D  F O O D  A N D 
C O M M E R C I A L W O R K E R S 
UNION, LOCAL NO. 832, chartered 
by the United Food & Commercial 
Workers International Union, hereinafter 
referred to as the “Union”.

RE: 12 HOUR SHIFT

Note: 12 hour shifts will only be implemented by 
agreement between the Employer and the Union.

1. “12” hour shift for employees working 7.75 
hours (2015 annual hours) will be 11.625 paid 
hours to be scheduled at 12.25 hours.

2. There shall be twenty (20) regular “12” hour 
shifts in each three (3) consecutive bi-weekly 
periods, or a combination of “12” hour and 
regular shifts as defined in Article 7:01, during 
each three (3) consecutive bi-weekly pay 
period that will equal the regular hours of the 
classification as defined in Article 7:01.

3. Each “12” hour shift shall be inclusive of two 
rest periods as defined in Article 7:02 of this 
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agreement. Meal period(s) shall consist of 60.0 
minutes in total with 37.5 minutes unpaid and 
22.5 minutes paid for each “12” hour shift.

4. Overtime shall be authorized time worked in 
excess of scheduled hours as defined in #1 & 2 
above.

5. Shift Premium, Weekend Premium and 
Responsibility Pay shall be paid in accordance 
with the Collective Agreement. Where an 
employee works a “12” hour shift, evening and 
night premiums shall be paid on the basis of 
hours worked. For the purpose of clarification 
Evening Shift premiums shall be paid for any 
hours worked between 1600 hours - 2400 hours. 
Night shift premiums shall be paid for any hours 
worked between 2400 hours - 0800 hours. Rates 
paid will be in accordance with Article 10.

6. The paid vacation entitlement received under the 
“12” hour shift schedule pattern shall correspond 
exactly in hours to the paid vacation entitlement 
on regular hours (as defined in Article 1101) 
shift pattern.

7.  An employee required to work on a General 
Holiday shall be paid at the rate of one and 
one-half (1 ½ x) times the basic rate of pay 
for scheduled regular hours and in addition 
full-time employees shall receive an alternate 
seven and three-quarters (7.75) hours day in 
lieu at the basic rate of pay. All provisions of 
Article 8: Overtime shall apply except for Article 
8:01. Article 8:01 of the collective agreement 
is replaced by items # 1, 2 & 3 above for the 
purposes of this memorandum.
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8.  Income Protection shall be paid in accordance 
with the scheduled shift hours.

9.  In the administration of the Twelve (12) Hour 
Shift Memorandum, the provisions of Article 
7:06 a) do not apply.

10.  Where annual hours of work are other than 2015, 
the hours as indicated above will be adjusted 
accordingly.

11.  Upon a minimum of 90 days’ notice, the 
Employer or the union may discontinue the 
modified shift schedule.
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Appendix   A-2

  All employees in the bargaining unit 
shall receive full retroactive pay to April 1, 2014 
for all hours worked and/or paid.  Staff who do 
not currently work for the employer are required 
to request such retroactivity pay in writing within 
ninety (90) days of ratification.   

  All applicable retroactive wage 
and benefit adjustments shall be processed as 
soon as possible following ratification of the 
settlement by both parties. The anticipated 
timelines for processing of retroactive pay will 
be communicated to all current employees in an 
appropriate format.
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Schedule “B”
ACADEMIC ALLOWANCE

The Employer shall pay the following non-cumulative 
amounts in addition to the salaries as per Schedule 
A, provided such academic attainment is relevant to 
the position held, is from an accredited institution, 
and is not a qualification for the position:

•  Advanced certification in the appropriate field

        $100 per month [prorated on an hourly basis]

•  Bachelor of Science degree

 $100 per month [prorated on an hourly basis]

•  Masters degree

 $150 per month [prorated on an hourly basis]

•  Fellowship or Licentiate

 $200 per month [prorated on an hourly basis]

•  Doctoral Degree

 $300 per month [prorated on an hourly basis]

Notwithstanding the above, the Employer confirms 
that academic allowances currently paid to existing 
employees, effective June 23, 2000, shall not 
be discontinued or reduced for the duration of 
that employee’s employment, unless specifically 
negotiated at a later date.

B
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Schedule “C”

Radiology

Radiological Education

Nuclear Medicine

Note:  Schedule “C” shall be amended from 
time to time to reflect change in formally 
recognized units of organization as 
determined by the Employer to be 
necessary and have been implemented 
in accordance with the provisions of 
this Agreement.  

C
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APPENDIX - A

Cardiology Technologist - An employee who is 
a graduate of approved training who has attained 
certification and is currently registered with the CSCT.

General Duty Cardiology Technologist - A working 
level Cardiology Technologist who may be required 
to carry out peer-trainee functional instruction.

Senior Cardiology Technologist - A Cardiology 
Technologist who in addition to the duties of a General 
Duty Cardiology Technologist:

1. Has been delegated supervisor duties for 
the daily work of assigned staff; and/or

2. Has been assigned the ongoing 
primary responsibility of maintaining 
Employer designated programs which 
may include a teaching program.  (A 
program is neither a test procedure 
nor a method production results nor a 
formally recognized unit of Cardiology 
organization.) and/or

3. Has been assigned the ongoing 
responsibility for performing Employer 
designated “specialized Procedures.”

Cardiology Technician - An employee who is a 
graduate of an Employer-approved Cardiology 
Technician course or has equivalent education and 
experience who provides a limited range of cardiac 
diagnostic procedures such as EKG procurement 
and/or ambulatory monitoring hook-ups and 
disconnections.   A Cardiology Technician is not 
required to be registered with the CSCT.
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Vascular Technologist – An employee who is a 
graduate of approved training and/or an individual 
who has attained certification and is currently 
registered with the American Registry of Diagnostic 
Sonographers

Nuclear Medicine Technologist - A graduate of an 
approved school of Nuclear Medicine Technology 
and who has attained certification and is currently 
registered with the CAMRT.

General Duty Nuclear Medicine Technologist - A 
working level Nuclear Medicine Technologist who 
may be required to carry out peer-trainee functional 
instruction.

Senior Nuclear Medicine Technologist - A Nuclear 
Medicine Technologist who in addition to the duties 
of a General Duty Nuclear Medicine Technologist

1. Has been delegated supervisory duties 
for the daily work of assigned staff; and/
or

2. Has been delegated the major ongoing 
responsibility for a teaching program in 
the department.  

Charge Nuclear Medicine Technologist - A Nuclear 
Medicine Technologist who is delegated the over 
all responsibility for a formally recognized unit of 
Diagnostic Imaging Organization which is listed in 
Schedule “C”. (See Note)

Charge Ultrasound Technologist - An Ultrasound 
technologist who is delegated the overall   
responsibility for a formally recognized unit of 
DI organization which is listed in schedule “C”.
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Occupational Therapist – An employee who is 
registered on the practicing roster with the College 
of Occupational Therapists of Manitoba.

Physiotherapist – An employee who is registered 
on the practicing roster with the College of 
Physiotherapists of Manitoba.

Radiological Technologist - A graduate of an 
approved school of Radiology Technology and who 
has attained certification and is currently registered 
with the CAMRT.

General Duty Radiological Technologist - A working 
level Radiological Technologist who may be required 
to carry out peer/trainee functional instruction.

Senior Radiological Technologist - A Radiological 
Technologist who in addition to the duties of a General 
Duty Technologist:

1. Has been delegated supervisory duties 
for the daily work of assigned staff; and/
or

2. Has been assigned the ongoing 
responsibility of performing Employer 
designated “specialized procedures”.

Charge Radiological Technologist - A Technologist 
who is delegated the over all responsibility for a 
formally recognized unit of Diagnostic Imaging 
organization which is listed in Schedule “C”. (See 
Note)

Recreation Therapist/Coordinator - An employee 
who is a graduate of a recognized degree program 
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in Recreation Studies who plans, implements and 
coordinates the therapeutic recreation programs and 
services. 

Respiratory Therapist – An employee who is 
currently licensed by the MARRT and is eligible 
to practise in the Province of Manitoba.

Social Worker – An employee who is registered on 
the practicing roster with the Manitoba College 
of Social Workers (MCSW)

Clinical Service Lead (Respiratory Therapy) – 
an employee who provides clinical supervision 
of respiratory therapists and support staff.  May 
participate in the clinical supervision of student 
respiratory therapists or students of other health 
care professions.

A Diagnostic Medical Sonographer - is a Diagnostic 
Ultrasound Professional that is qualified by 
professional credentialing and academic and 
clinical experience to provide diagnostic patient 
care services using ultrasound and related 
diagnostic procedures.  Sonographers must have 
current certification with ARDMS and Sonography 
Canada.

Note: In applying the above occupational 
       classifications structure, the Employer affirms 
    the following: 

1.  Where current qualifications differ from the 
   above, current incumbents will not be required 
   to see or obtain registration, degrees or other  
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   components of the classification description 
   noted herein.

2.  Where qualifications are altered during the 
  term of the Agreement, current incumbents 
  will be deemed qualified.   



199

APPENDIX – B
ABBREVIATIONS

AC(NM) - Advanced Certification in Nuclear 
Medicine (certified by and currently 
registered with CAMRT).

AC(R) -  Advanced Certification, Radiography 
(certified by & currently registered with 
CAMRT).

ARDMS - American Registered Diagnostic Medical 
Sonographer.

BSc -   Bachelor of Science
BSW -  Bachelor of Social Work
BMR(PT) - Bachelor of Medical Rehabilitation (in 

Physiotherapy)
BMR(OT) - Bachelor of Medical Rehabilitation 

(Occupational Therapy)
BMR(RT) - Bachelor of Medical Rehabilitation 

(Respiratory Therapy)
BOT -  Bachelor of Occupational Therapy
BPT -  Bachelor of Physiotherapy
CAMRT -  Canadian Association of Medical 

Radiation Technologists
CAOT -  Canadian Association of Occupational 

Therapists
CDM -  College of Dietitians of Manitoba
COTM -  College of Occupational Therapists of 

Manitoba
CPM -  College of Physiotherapists of Manitoba
CPA -  Canadian Physiotherapy Association
CSCT -  Canadian Society of Cardiology 

Technologists
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CSOT - Canadian Society of Orthopaedic 
Technologists 

CSRT -  Canadian Society of Registered 
Respiratory Therapist

Dip OT -  Diploma Occupational Therapists
DiPT -  Diploma Physio Therapy
ECG/EKG -  Electrocardiograph
FCAMRT - Fellowship (certified by & currently 

registered with CAMRT).
MA -   Master of Arts
MACT -  Manitoba Association of Cardiology 

Technologist
MARRT - Manitoba Association of Registered 

Respiratory Therapist
MCL Sc -  Master of Clinical Science
MCSW -  Manitoba College of Social Workers
MOT -  Entry to practice - Master of 

Occupational Therapy
MPT -  Entry to practise – Master of Physical 

Therapy
MSc -   Master of Science
MSW -  Master of Social Work
OT -  Orthopaedic Technicians - Member 

of Canadian Society of Orthopaedic 
Technologists 

PhD -   Doctorate
RCT -   Registered Cardiology Technologist 

(Certified and currently registered with 
CSCT)

RCTA - Registered Cardiology Technologist 
Advanced
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RD -  Registered Dietitians 
RDCS -  Registered Diagnostic Cardiac 

Sonographer
RDMS -  Registered Diagnostic Medical 

Sonographer
RDVS - Registered Diagnostic Vascular 

Sonographer
RRC -  Red River College
RRT -   Registered Respiratory Therapist
RSW -  Registered Social Worker
RT -  (Orthopaed) - Member of Canadian 

Society of Orthopaedic Technologists
RTNM - Registered Technologist in Nuclear 

Medicine (certified by & currently 
registered with CAMRT)

RTR -   Registered Technologist (certified by 
and currently registered with CAMRT)

  Sonography Canada



202

Your Right to Refuse 
Dangerous Work

Workplace safety and health 
is everyone’s concern and everyone’s right.

You can refuse dangerous work and your right to do so is 
protected by law.

Hazards in the Workplace

At any time in your working life, you may encounter work 
involving safety and health risks that are not normal for the 
job. Hazards and dangerous situations should immediately 
be reported to your supervisor in order to prevent an 
injury or illness. In most cases, the situation is resolved 
by eliminating the hazard. If the situation is not rectified, 
you can exercise your right to refuse work.

What is the Right to Refuse?

Under the law, (Manitoba’s Workplace Safety and Health 
Act), you can refuse any task that you have reasonable 
grounds to believe is dangerous to your safety and health 
or the safety and health of others. (The work refusal is 
initiated by the worker.)

Section 43(1) of the Act states: “A worker may refuse to 
work or do particular work at a workplace if he or she 
believes on reasonable grounds that the work constitutes 
a danger to his or her safety or health or to the safety or 
health of another worker or another person.”

Remember… you may not be disciplined for exercising 
your right to refuse in good faith, and you are entitled to 
the same wages and benefits that you would have received 
had the refusal not taken place. Your employer may also 
re-assign you temporarily to alternate work while the 
situation is being remedied. Stay at your workplace for 
your normal working hours unless your employer gives 
you permission to leave.
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Your Right to Refuse Dangerous Work 
Workplace safety and health is everyone’s concern and everyone’s right.                             

You can refuse dangerous work and your right to do so is protected by law. 

Hazards in the Workplace 
At any time in your working life, you may encounter work involving safety and health risks that are not 
normal for the job.  Hazards and dangerous situations should immediately be reported to your supervisor 
in order to prevent an injury or illness.  In most cases, the situation is resolved by eliminating the hazard.  
If the situation is not rectified, you can exercise your right to refuse work. 
 

What is the Right to Refuse? 

Under the law, (Manitoba’s Workplace Safety and Health Act), you can refuse any task that you have 
reasonable grounds to believe is dangerous to your safety and health or the safety and health of others.  
(The work refusal is initiated by the worker.) 

 

Section 43(1) of the Act states:  “A worker may refuse to work or do particular work at a 
workplace if he or she believes on reasonable grounds that the work constitutes a danger to 
his or her safety or health or to the safety or health of another worker or another person.” 

 

Remember… you may not be disciplined for exercising your right to refuse in good faith, and you are 
entitled to the same wages and benefits that you would have received had the refusal not taken place.  
Your employer may also re-assign you temporarily to alternate work while the situation is being remedied.  
Stay at your workplace for your normal working hours unless your employer gives you permission to 
leave. 
 

What is Dangerous Work? 

“Dangerous” work generally means:  work involving safety and health risks that are not normal for the job. 

What Are the Steps Involved? 

Step 1 
Report immediately to your supervisor, or to any other person in charge at the workplace, giving your 
reasons for refusing to work.  At this point, the refusing worker and supervisor must attempt to resolve the 
concern.  
If the employer resolves the matter to your satisfaction, go back to work.  If you still believe the work is dangerous…. 

Step 2 
If the supervisor and worker cannot resolve the refusal, the worker co-chairperson of the safety and health 
committee, or a committee member who represents workers (or a worker representative, if there is no 
committee), must be asked to help for the purpose of inspecting the workplace. 
 
If the dangerous condition is not remedied after the inspection …. 
 

Step 3 
Any of the persons present during the inspection in STEP 2 may notify a safety and health officer of the 
refusal to work and the reasons for it.  The safety and health officer will investigate the matter and decide 
whether the job situation or task the worker has refused constitutes a danger to the safety or health of the 
worker or any other worker or person at the workplace.   
 
The officer will provide a written decision to the refusing worker, each co-chairperson, or the 
representative, and the employer.  Anyone directly affected by an officer’s decision may appeal it to the 
Director of the Workplace Safety and Health Division.  The Director will make a decision about the appeal, 
and provide written reasons.  The decision of the Director may be appealed to the Manitoba Labour Board. 
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What is Dangerous Work? 

“Dangerous” work generally means: work involving safety 
and health risks that are not normal for the job.

What Are the Steps Involved?

Step 1

Report immediately to your supervisor, or to any other person 
in charge at the workplace, giving your reasons for refusing 
to work. At this point, the refusing worker and supervisor 
must attempt to resolve the concern. If the employer resolves 
the matter to your satisfaction, go back to work. If you still 
believe the work is dangerous….

Step 2

If the supervisor and worker cannot resolve the refusal, the 
worker co-chairperson of the safety and health committee, 
or a committee member (or a worker rep, if there is no 
committee), must be asked to help for the purpose of 
inspecting the workplace. If the dangerous condition is 
not remedied after the inspection ….

Step 3

Any of the persons present during the inspection in STEP 
2 may notify a safety and health officer of the refusal to 
work and the reasons for it. The safety and health officer 
will investigate the matter and decide whether the job 
situation or task the worker has refused constitutes a danger 
to the safety or health of the worker or any other worker 
or person at the workplace. 

The officer will provide a written decision to the refusing 
worker, each co-chairperson, or the rep, and the employer. 
Anyone directly affected by an officer’s decision may 
appeal it to the Director of the Workplace Safety and 
Health Division. The Director will make a decision about 
the appeal, and provide written reasons. The decision of the 
Director may be appealed to the Manitoba Labour Board.



204

  

WHMIS - CLASSES AND SYMBOLS

Class A - Compressed Gas
This class includes compressed gases, 
dissolved gases and gases liquified by 
compression or refrigeration.  Eg.:  gas 
cyldiners for oxyacetylene welding or 
water disinfection.

Class B - Flammable & Combustible Material
Solids, liquids and gases capable 
of catching fire or exploding in the 
presence of a source of ignition.  Eg.:  
white phosphorus, acetone and butane.  
Flammable liquids such as acetone are 
more easily ignited than combustible 
liquids such as kerosene.

Class C - Oxidizing Material
Materials which provide oxygen or a 
similar substance and which increase 
the risk of fire if they come in contact 
with flammable or combustible 
materials. Eg.: sodium hypochlorite, 
perchloric acid, inorganic peroxides.

Class D - Poisonous/Infectious Materials
Class D - Division 1
Materials causing immediate and serious 
toxic effects. This division covers materials 
which can cause the death of a person 
exposed to small amounts. Eg.: sodium 
cyanide, hydrogen sulphide.



WHMIS - CLASSES AND SYMBOLS

Class D - Division 2
Materials causing other toxic effects.  
This division covers materials which 
cause immediate skin or eye irritation 
as well as those which can cause long-
term effects.  Eg.:  acetone (irritant), 
asbestos (cancer causing), toluene diisocyanate (a 
sensitizing agent).

Class D - Division 3
Bio-hazardous infectious material.  This 
division applies to materials which 
contain harmful micro-organisms.  
Eg.:  cultures or diagnostic specimens 
containing salmonella bacteria or the 
Hepatitis B virus.

Class E - Corrosive Material
Acid or caustic materials which can 
destroy the skin or eat through metals.  
Eg.:  muriatic acid, lye.

Class F - Dangerously Reactive Material
Products which can undergo dangerous 
reactions if subjected to heat, pressure, 
shock or allowed to be in contact with 
water.  Eg.:  plastic monomers, such as 
butadiene and some cyanides.
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We Are Here to
Serve You

Website —  www.ufcw832.com
E-mail — ufcw@ufcw832.com

Brandon Office
530 Richmond Avenue E.
Brandon, MB   R7A 7J5

204-727-7131 — Toll-free 1-800-552-1193
Fax — 204-728-8528

Winnipeg Office
1412 Portage Avenue

Winnipeg, MB   R3G 0V5
204-786-5055 — Toll-free 1-888-UFCW832

Fax — 204-786-3175



BETWEEN: 

AND 

MEMORANDUM OF AGREEMENT 

WRHA GRACE HOSPITAL SITE, 
carrying on business in the City of 
Winnipeg area in the Province of 
Manitoba, hereinafter referred to as the 
"Employer" , 

UNITED FOOD AND COMMERCIAL 
WORKERS UNION, LOCAL NO. 832, 
chartered by the United Food & 
Commercial Workers International 
Union, hereinafter referred to as the 
"Union". 

RE: ANESTHESIA RESPIRATORY THERAPIST WAGE SCALE 

The Employer and the Union mutually agree to add the following Classification and 
Wage scale to the current Collective Agreement. All terms and conditions of the 
Collective Agreement shall apply. 

Effective: April1, 2017 
Annual 

Start Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Year20 
Hours 
2015 Hourly 34.810 35.853 36.927 38.037 39.178 40.352 41.561 42.392 

Monthly 5,845.18 6,020.32 6,200.66 6,387.05 6,578.64 6,775.77 6,978.79 7,118.32 
Annual 70,142.15 72,243.80 74,407.91 76,644.56 78,943.67 81 ,309.28 83,745.42 85,419.88 

IN WITNESS WHEREOF, THE PARTIES HERETO HAVE DULY EXECUTED THIS 
LETTER OF UNDERSTANDING. 

SIGNED THIS 5 DAY OF N:J'It«\'erft- , 2018. 


