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ARTICLE 1 - PURPOSE

1.01

1.02

1.03

The general purpose of this Agreement is to establish and maintain collective
bargaining relations between the Employer and the employees covered by this
Agreement; to provide for ongoing means of communication between the Union
and the Employer and the prompt disposition of grievances and the final
settlement of disputes and to establish and maintain mutually satisfactory
salaries, hours of work and other conditions of employment in accordance with
the provisions of this Agreement.

The Union recognizes that the Employer is an Aboriginal Community Health
Centre and that it exists to serve all Aboriginal people in its catchment area. The
Union recognizes, observes and respects Aboriginal rights, customs, traditions,
spirituality, values and treaty rights as protected by the Constitution Act of
Canada and the Canadian Charter of Rights and Freedoms.

It is recognized that the Union and the employees wish to work together with the
Employer to secure the best possible health care and health promotion for
patients.

The Employer shall not propose and/or enter into any agreement with an
employee that pertains to any terms or conditions of employment that contravene
the Collective Agreement. Any such agreement shall be null and void.

ARTICLE 2 — RECOGNITION AND DEFINITIONS

2.01

2.02

The Employer recognizes the Ontario Nurses’ Association as the exclusive
bargaining agent for all registered practical nurses, registered nurses, nurses
with Temporary Certificates of Registration engaged in a nursing capacity,
registered nurses — extended class and registered dietitians employed by
Waasegiizhig Nanaandawe'iyewigamig in the City of Kenora and certain First
Nations of Grand Council Treaty #3, save and except the program managers and
those above the rank of Program Manager.

(a) Regular full-time is an employee who normally works a regular schedule
of thirty-seven and one half (37.5) hours per week or seventy-five (75)
hours bi-weekly.

(b) Regular part-time is an employee who normally works a regular schedule
of less than thirty-seven and one half (37.5) hours per week or seventy-
five (75) hours bi-weekly.

(©) Casual part-time is an employee who works on an ad hoc basis, as
required by the Employer, does not have an ongoing fixed schedule, and
may decline casual work.

Locum (Term)

(d) A Locum (an interim replacement employee) is an employee hired on a
term and task basis to replace employees on leave of absence, including
pregnancy and adoption leave for a fixed period of time. An employee
hired on this basis shall be deemed to be in the bargaining unit, however,
the parties agree that such interim replacement employee (term) shall
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2.03

2.04

2.05

2.06

2.07

2.08

L2

have no claim to the position temporarily filled. Should the employee
subsequently become hired in any regular, casual or Locum position, time
worked in the earlier Locum will be considered for seniority and probation
purposes. A Locum shall not be eligible for the Employer’s
Supplementary Unemployment Benefit Plan.

(e) A Contract employee is an employee hired for a defined term of no longer
than twelve (12) months. An employee hired on this basis shall be
deemed to be in the bargaining unit, with the employment automatically
ending without obligation on the expiry of the term. Any vacation time
earned will be taken after the term has expired. Should the employee
later become hired in any position, time worked as a Contract employee
will be considered for seniority and probation purposes. A Contract
employee shall not be eligible for the Employer's Supplementary
Unemployment Benefit Plan.

) Unfilled Vacancies and Contract Personnel

Before accessing external contract personnel the Employer will firstly
attempt to fill a vacancy by posting the position. If the vacancy cannot be
filed the Employer shall offer additional work to bargaining unit
employees on a seniority basis among those employees able to perform
the work. If insufficient bargaining unit employees are available to perform
such required work, then the Employer will offer to meet with the Union to
discuss options, with the discussion not being unreasonably delayed.

A nurse who holds a Temporary Certificate of Registration in accordance with the
Nursing Act, 1991 and its Regulations must obtain her or his Certificate of
Registration prior to the expiry of her or his Temporary Certificate. If the nurse
fails to obtain her or his Certificate of Registration prior to the expiry of her or his
Temporary Certificate of Registration she or he will be deemed to be not qualified
for the position of registered nurse and she or he will be terminated from the
employ of the Employer. Such termination shall not be the subject of a grievance
or arbitration.

A Registered Nurse is a nurse who holds a Certificate of Registration with the
College of Nurses of Ontario in accordance with the Regulated Health
Professions Act, and the Nursing Act.

A Registered Practical Nurse is a nurse who holds a Certificate of Registration
with the College of Nurses of Ontario in accordance with the Regulated Health
Professions Act, and the Nursing Act.

"Nurse Practitioner — Registered Nurse Extended Class" is defined as a nurse
who holds an Extended Class Certificate of Registration with the College of
Nurses of Ontario in accordance with the Regulated Health Professions Act and
the Nursing Act.

A Registered Dietitian is a dietitian who holds a Certificate of Registration with
the College of Dietitians of Ontario in accordance with the Regulated Health
Professions Act.

All references to spouses in this Agreement shall include common-law and same
sex partners.
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ARTICLE 3 — NO HARASSMENT OR DISCRIMINATION

3.01

3.02

3.03

3.04

3.05

The Employer and the Union agree that there will be no harassment,
discrimination, interference, intimidation, restriction or coercion exercised or
practiced by any of their representatives with respect to any employee because
of the employee's membership or non-membership in the Union or activity or lack
of activity on behalf of the Union or by reason of exercising her or his rights under
the Collective Agreement.

The Union agrees there will be no Union activity, solicitation for membership, or
collection of Union dues on Employer premises or during working hours except
with the written permission of the Employer or as specifically provided for in this
Agreement.

It is agreed that there will be no harassment or discrimination by either party or
by any of the employees covered by this Agreement on the basis of race, creed,
colour, national origin, sex, sexual orientation, marital status, family status, age,
disability, religious affiliation or any other factor which is not pertinent to the
employment relationship. "Harassment” means engaging in a course of
vexatious comment or conduct that is known or ought reasonably to be known to
be unwelcome".

@) Where an employee requests the assistance and support of the Union in
dealing with harassment or discrimination issues, such representation
shall be allowed.

(b) An employee who believes that she or he has been harassed contrary to
this provision may file a grievance under Article 7 of this Agreement.

Whistle Blowing Protection

Provided an employee has followed applicable policies or procedures issued by
the Employer, employees will not be subject to discipline or reprisal for the
reasonable exercise of their professional obligations.

ARTICLE 4 — NO STRIKE, NO LOCKOUT

4.01

The Union agrees there shall be no strikes and the Employer agrees there shall
be no lockouts so long as this Agreement continues to operate. The terms
“strike” and “lockout” shall bear the meaning given them in the Ontario Labour
Relations Act.

ARTICLE 5 = UNION SECURITY

5.01

The Employer will deduct from each employee covered by this Agreement an
amount equal to the regular monthly Union dues designated by the Union. The
deduction period for a part-time employee may be extended where the employee
does not receive any pay in a particular month.
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Where an employee has no dues deducted during the payroll period from which
dues are normally deducted, that deduction shall be made in the next payroll
period provided the employee has earnings in the next payroll period.

If the failure to deduct dues results from an error by the Employer, then, as soon
as the error is called to its attention by the Union, the Employer shall make the
deduction in the manner agreed to by the parties. If there is no agreement, the
Employer shall make the deduction in the manner prescribed by the Union.

Such dues shall be deducted monthly and in the case of newly employed nurses,
such deductions shall commence in the month following their date of hire.

The amount of the regular monthly dues shall be those authorized by the Union
and the Vice-President, Finance of the Union shall notify the Employer of any
changes therein and such notification shall be the Employer's conclusive
authority to make the deduction specified. In the case of any dues levied,
notification will be made by the Union's Treasurer and such notification shall be
the Employer’s conclusive authority to make the deduction specified.

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

The amounts so deducted shall be remitted monthly to the Vice-President,
Finance of the Union, no later than the end of the month following the month in
which the dues were deducted. In remitting such dues, the Employer shall
provide a list of employees from whom deductions were made, the employees’
social insurance numbers, the amount of dues deducted and, where feasible, the
Employer shall also provide the job classification and status of the employees.
The list shall also note any new hires, resignations, terminations, new unpaid
leaves of absence of greater than one (1) month and returns from leaves of
absence, for the preceding month. Where the parties agree, the Employer may
also provide the information in an electronic format or on a computer disk.

The Employer agrees that an officer of the Union or Union representative shall be
allowed a one time interview of up to thirty (30) minutes during regular working
hours of a newly hired employee during her or his probationary period. During
such interview, membership forms may be provided to the employee. These
interviews shall be scheduled in advance and may be arranged collectively or
individually by the Employer.

For the life of this Collective Agreement, the Employer will not contract out
bargaining unit work if that results in the lay-off of employees.

ARTICLE 6 = MANAGEMENT RIGHTS

6.01

The Union recognizes that the management of Waasegiizhig
Nanaandawe'iyewigamig and the direction of the working force are fixed
exclusively with the Employer and shall remain fully with the Employer except as
specifically limited by the express provisions of this Agreement. Without
restricting the generality of the foregoing, the Union acknowledges that it is the
exclusive function of the Employer to:
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(@)

(b)
(c)

(d)

(e)
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ensure that operations and service delivery observe and respect
Aboriginal rights, customs, traditions, spirituality, values and treaty rights
as protected by the Constitution Act of Canada and the Canadian Charter
of Rights and Freedoms;

maintain order, discipline and efficiency;

hire, assign, retire, suspend, discharge or otherwise discipline an
employee for just cause, direct, promote, demote, classify, transfer, lay-
off or recall employees;

determine in the interest of efficient operations and the highest standard
of service, job duties and qualifications, the hours of work, work
assignment, methods of doing the work and the working establishment for
any service;

make and enforce and alter from time to time reasonable rules and
regulations to be observed by the employees.

The Employer will exercise its rights and administer the Collective Agreement in
a fair and reasonable manner.

ARTICLE 7 — REPRESENTATION AND COMMITTEES

7.01

7.02

Meetings

The parties recognize the value of employees’ input and participation in
committee meetings. All joint Employer Union meetings shall be scheduled
during the employee’s regular working hours and with no loss of pay.

Employee Representatives and Grievance Committee

(@)

(b)

(c)

The Employer agrees to recognize Union representatives and committee
members who are elected or appointed from amongst employees in the
bargaining unit for the purpose of dealing with Union business as
provided in this Collective Agreement.

The Employer will recognize a Grievance Committee of two (2) persons,
one (1) of whom shall be Chair. This committee shall operate and
conduct itself in accordance with the provisions of the Collective
Agreement.

It is agreed that Union representatives and members of the Grievance
Committee have their regular duties and responsibilities to perform for the
Employer and shall not leave their regular duties without first obtaining
permission from the Program Director or her designate. Such permission
shall not be unreasonably withheld. When resuming their regular duties
and responsibilities, such representatives shall again report to the
Program Director or her designate. The Employer agrees to pay a grievor
for all time spent during her or his regular hours at Step No. 1 and Step
No. 2 grievance meetings.
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Labour Management Committee

(a) There shall be a Labour Management Committee comprised of two (2)
representatives of the Employer and two (2) representatives of the Union,
one (1) of whom shall be the Bargaining Unit President or designate.

(b) The Committee shall meet every two (2) months unless otherwise agreed.
(© The purpose of the Committee includes but is not limited to:

0] promoting and providing effective and meaningful communication
of information and ideas, workload measurement tools and the
promotion of best practices.

(i) reviewing professional responsibility complaints with a view to
identifying trends and sharing organizational successes and
solutions, making joint recommendations on matters of concern
including the quality and quantity of health care and discussing the
development and implementation of quality initiatives.

(d) The Employer agrees to pay for time spent during regular working hours
for employees attending at such meetings.

Negotiating Committee

The Employer agrees to recognize a Negotiating Committee comprised of three
(3) representatives of the Union for the purpose of negotiating a renewal
agreement.

An employee who is on this Committee shall have her or his salary and
applicable benefits maintained by the Employer, provided that the Union shall
reimburse the Employer fully for all costs incurred within thirty (30) calendar days
of being billed.

Occupational Health & Safety

(a) It is a mutual interest of the parties to promote health and safety in
workplaces and to prevent and reduce the occurrence of workplace
injuries and occupational diseases. Accordingly, the parties fully endorse
the responsibilities of Employer and employee under the applicable
legislation, making particular reference to the following:

0 The Employer shall take every precaution reasonable in the
circumstances for the protection of a worker.

[ The Employer will ensure adequate stocks of personal protective
equipment as may be required will be made available to
employees as necessary.

(b) Joint Health and Safety Committee

0] Recognizing its responsibilities under the applicable legislation,
the Employer agrees to accept as a member of its Joint Health
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and Safety Committee, at least one (1) representative selected or
appointed by the Union from amongst bargaining unit employees.

Such Committee shall identify potential dangers and hazards,
institute means of improving health and safety programs and
recommend actions to be taken to improve conditions related to
safety and health.

Meetings shall be held every second month or more frequently at
the call of the Co-chairs, if required. The Committee shall
maintain minutes of all meetings and make the same available for
review. The Joint Health and Safety Committee will determine the
appropriate  mechanism to communicate the minutes of the
proceedings of the Committee to the organization.

Time spent by representatives to perform these duties shall be
considered work time, and so shall be paid.

Workplace Violence

(i)

(ii)

(iii)

(iv)

v)

Workplace violence is any actual or threatened conduct that
causes or could reasonably be expected to cause physical and/or
psychological harm to another person.

Workplace violence will not be condoned.

Any Employee who believes they have experienced workplace
violence shall immediately report this to a supervisor who will
make every reasonable effort to rectify the situation.

The Employer agrees to develop, establish and put into effect,
formalized measures, policies and procedures in consultation with
the Joint Health and Safety Committee to deal with workplace
violence. These measures, policies and procedures will address
the prevention of workplace violence, the management of
situations involving workplace violence, and support to employees
who have faced workplace violence.

The Employer, in consultation with the Joint Health and Safety
Committee, shall develop an effective written measure and
procedure to put in place a visible warning system for all
employees who are likely to come into contact in the course of
work with individuals with a known history of violent behaviour.

The Employer agrees to provide information on the prevention of
workplace violence to all employees who are likely to come into
contact in the course of work with individuals with a known history
of violent behaviour.

If the Employer or an employee becomes aware of any employee
who has been subjected to workplace violence, the Employer or
the employee will inform the Joint Health and Safety Committee in
writing as soon as practicable and in any event within three (3)
business days.

WAASA01C24.doc



7.06

7.07

7.08

L8

(vi) Upon becoming aware of an employee who has been subjected to
workplace violence the Employer will inform the Union in writing
as soon as practicable and in any event within three (3) business
days.

(vii)  The Employer will provide reasonable reimbursement for costs
incurred by an employee in replacing or repairing clothing or
personal property damaged when the employee is assaulted while
performing their work. To be eligible for reimbursement the
employee will present their claim to the Employer within seven (7)
business days after the assault, or such longer time as agreed to
with the Employer.

(vii)  Where the Employer assigns an employee responsibilities
including supervisory responsibilities, it will offer suitable training
to allow the employee to comply with the Occupational Health and
Safety Act and the Employer’s policies.

All reference to union representatives, committee members and officers in this
Agreement shall be deemed to mean employee representatives, committee
members or officers of the Local Union (the bargaining unit).

The Local Union (the bargaining unit) will advise the Employer, in writing, of the
name of the contact person(s) for the Local Union (the bargaining unit) for all
purposes under the Collective Agreement.

The Employer agrees to give representatives of the Ontario Nurses' Association
access to the premises of the Employer for the purpose of attending grievance
meetings or otherwise assisting in the administration of this Agreement, provided
prior arrangements are made with the Employer. Such representatives shall
have access to the premises only with the approval of the Employer, which will
not be unreasonably withheld.

Where the Employer requires an employee to attend a meeting outside of
regularly scheduled hours, she or he will be paid for all hours spent in attendance
at her or his regular straight time hourly rate.

ARTICLE 8 — GRIEVANCE PROCEDURE

8.01

8.02

For purposes of this Agreement, a grievance is defined as a difference arising
between the parties relating to the interpretation, application, administration or
alleged violation of the Agreement including any question as to whether a matter
is arbitrable.

An employee who is to be disciplined, suspended, discharged or where a serious
allegation has been raised, has the right to request to have a Union
representative present. The Employer shall notify the employee of this right at
the time of the booking of the meeting in cases of discipline, suspension or
discharge. If the employee is to be disciplined, suspended or discharged, a copy
of the letter shall be forwarded to the Union. The Employer agrees to provide
written reasons within seven (7) calendar days to the affected employee and the
Union in the case of a discharge or suspension.
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It is the intent of the parties that complaints of employees shall be adjusted as
quickly as possible and it is understood that an employee has no grievance until
she or he has first given her or his immediate supervisor the opportunity of
adjusting the complaint. Such complaint shall be discussed with her or his
immediate supervisor within seven (7) calendar days after the circumstances
giving rise to it have occurred. This discussion may include consultation, advice
and assistance from others. If there is no settlement within seven (7) calendar
days, it may then be taken up as a grievance within seven (7) calendar days in
the following manner and sequence:

Step No. 1

The employee may submit a written grievance, through the Union, signed by the
employee, to their Manager or designate. The grievance shall be on a form
referred to in Article 8.09 and shall identify the nature of the grievance, the
remedy sought and the provisions of the Agreement which are alleged to be
violated. The parties may, if they so desire, meet to discuss the grievance at a
time and place suitable to both parties. The Manager or designate will deliver
her or his decision in writing within seven (7) calendar days following the day on
which the grievance was presented to her or him. Failing settlement, then:

Step No. 2

Within seven (7) calendar days following the decision under Step No. 1, the
grievance may be submitted, in writing, to the Executive Director or designate.
The parties may, if they so desire, meet to discuss the grievance at a time and
place suitable to both parties. If the parties meet, also present may be the
grievor, and such counsel and assistance as either party may require. The
decision of the Employer shall be delivered, in writing, to the Union within seven
(7) calendar days following the date of such meeting or of the submission of the
grievance if there is no meeting.

A complaint or grievance arising directly between the Employer and the Union
concerning the interpretation, application or alleged violation of the Agreement
shall be originated at Step No. 2 within fourteen (14) calendar days following the
circumstances giving rise to the complaint or grievance. A grievance by the
Employer shall be filed with the Bargaining Unit President or designate.

Where a number of employees have identical grievances and each employee
would be entitled to grieve separately they may present a group grievance, in
writing, signed by each employee who is grieving to the Executive Director or
designate within fourteen (14) calendar days after the circumstances giving rise
to the grievance have occurred. The grievance shall then be treated as being
initiated at Step No. 2 and the applicable provisions of this Article shall then apply
with respect to the processing of such grievance.

The Employer will only discipline or discharge a non-probationary employee for
just cause.

The Employer may discipline or discharge a probationary employee at its

discretion and this action will not be subject to grievance or arbitration. Despite
this, the discipline or discharge may be challenged if it was arbitrary,
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discriminatory or in bad faith or was as a result of the employee exercising a right
under this Agreement.

@) Failing settlement under the foregoing procedure of any grievance
between the parties arising from the interpretation, application,
administration or alleged violation of this Agreement, including any
guestion as to whether a matter is arbitrable, such grievance may be
submitted to arbitration as hereinafter provided. If no written request for
arbitration is received within fourteen (14) calendar days after the
decision under Step No. 2 is given, the grievance shall be deemed to
have been abandoned. Where such a written request is postmarked
within twelve (12) calendar days after the decision under Step No. 2, it will
be deemed to have been received within the time limits.

(b) The parties agree that it is their intent to resolve grievances without
recourse to arbitration, wherever possible. Therefore, notwithstanding (a)
above, the parties may, upon mutual agreement, engage the services of a
mediator in an effort to resolve the grievance and may extend the time
limits for the request for arbitration. The parties will share equally the
fees and expenses, if any, of the mediator.

It is understood and agreed that the Union has carriage of all grievances
throughout the grievance and arbitration procedure and not any individual or
group of individuals. All agreements reached under the grievance procedure
between the representatives of the Employer and the representatives of the
Union will be final and binding upon the Employer and the Union and the
employees.

Grievances shall be on the form set out in Appendix “B” as attached.

Where a difference arises between the parties relating to the interpretation,
application or administration of this Agreement, including any questions as to
whether a matter is arbitrable, or where an allegation is made that this
Agreement has been violated, either of the parties may, after exhausting the
grievance procedure established by this Agreement, notify the other party in
writing of its decision to submit the difference or allegation to arbitration.

The matter shall be determined by a sole arbitrator, unless the parties agree to
proceed under Article 8.11. The sole arbitrator shall proceed by way of
mediation arbitration at the request of either party. When either party requests
that any such matter be submitted to mediation-arbitration or to arbitration as
provided above, it shall make such request in writing addressed to the other party
to this Agreement, at the same time.

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

Subject to Article 8.13, once appointed, the sole arbitrator shall have all powers
as set out in Section 50 of the Labour Relations Act, including the power to
mediate/arbitrate the grievance, to impose a settlement and to limit evidence and
submissions.

The parties may agree to have the matter determined by a three (3) person
board of arbitration.
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If the parties have agreed to have the matter determined by a three (3) person
board of arbitration, the party requesting arbitration shall, at the time of
notification of its decision to submit the difference or allegation to arbitration,
name a nominee. Within seven (7) calendar days thereafter the other party shall
name a nominee.

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

Subject to Article 8.13, once appointed, the Board of Arbitration shall have all
powers as set out in Section 50 of the Labour Relations Act, including the power
to mediate/arbitrate the grievance, to impose a settlement and to limit evidence
and submissions.

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

The sole arbitrator or Arbitration Board shall not be authorized to make any
decision inconsistent with the provisions of this Agreement, nor to alter, modify,
add to or amend any part of this Agreement.

The proceedings of the Arbitration Board will be expedited by the parties. The
decision of the sole arbitrator or Arbitration Board (the majority, and where there
is no majority, the decision of the chair) will be final and binding upon the parties
and the employee or employees concerned.

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

The time limits set out in the Grievance and Arbitration Procedures herein are
mandatory and failure to comply strictly with such time limits except by the written
agreement of the parties, shall result in the grievance being deemed to have
been abandoned subject only to the provisions of Section 48 (16) of the Labour
Relations Act.

In recognition of the respect for and value of the wisdom and experience of
Elders and/or other respected members of the Aboriginal community, grievors
may request these community members to act in a supportive, confidential
capacity throughout the grievance process. The parties may also agree that
such a community member will act as a mediator or decision maker. This shall
not be interpreted to be an obligation on any individual to seek the assistance of
a member of the Aboriginal community.

ARTICLE 9 — PROFESSIONAL RESPONSIBILITY

9.01

The parties agree that patient care is enhanced if concerns relating to
professional practice, patient acuity, fluctuating workloads and fluctuating staffing
are resolved in a timely and effective manner.
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If for any reason an individual employee or group of employees has reason to
believe that she/they are being asked to perform more work than is consistent
with proper patient care, she or they shall:

(@) At the time the workload issue occurs, discuss the issue within the
unit/program to develop strategies to meet patient care needs using
current resources.

(b) If necessary, using established lines of communication, seek immediate
assistance from an individual(s) identified by the Employer (who could be
within the bargaining unit) who has responsibility for timely resolution of
workload issues.

(© Failing resolution of the workload issue at the time of occurrence, the
employees will discuss the issue with her or his Manager or designate on
the next day that the Manager or designate and the employee are both
working.

(d) If unable to resolve the workload complaint, the matter may be discussed
at the Labour Management Committee or as a grievance.

ARTICLE 10 — PROFESSIONAL DEVELOPMENT

10.01

10.02

10.03

Continuous professional development is a hallmark of professional practice. The
parties recognize the importance of maintaining a dynamic practice environment
that includes ongoing learning, the maintenance of competence, career
development, career counselling and succession planning. More specifically,
professional development includes a diverse range of activities, including but not
limited to formal academic programs; short-term continuing education activities;
certification programs; and independent learning participation. The parties
recognize their joint responsibility in and commitment to active participation in
professional development.

The Employer undertakes to notify the Union in advance, so far as practicable, of
any technological changes which the Employer has decided to introduce which
will significantly change the status of employees within the bargaining unit.

The Employer agrees to discuss with the Union the effect of such technological
changes on the employment status of the employees and to consider practical
ways and means of minimizing the adverse effect, if any, on the employees
concerned.

An employee shall be entitled to leave of absence without loss of earnings for up
to one (1) day from her or his regularly scheduled working hours, for the purpose
of writing exams required as a result of being randomly selected in the Quality
Assurance Program required by the Professional Colleges of Ontario. If the
employee is required to travel for such exams, and the travel is greater than 500
kilometres one way, from Kenora, the leave shall be increased to up to three (3)
days.
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Employee Files

A copy of any completed evaluation that is to be placed in an employee's file
shall be first reviewed with the employee. The employee shall initial such
evaluation as having been read and shall have the opportunity to add her or his
views to such evaluation prior to it being placed in her or his file.

Each employee shall have reasonable access to her or his file for the purpose of
reviewing its contents in the presence of her or his Supervisor and/or a
representative from Human Resources.

A request by an employee for a copy of any documents in her or his file will not
be unreasonably denied.

Any discipline consisting of a suspension shall be removed from an employee’s
file after three (3) years, provided that the employee has been discipline free for
three (3) years.

Any discipline consisting of a written warning or less, shall be removed from an
employee’s file after two (2) years, provided that the employee has been
discipline free for two (2) years.

ARTICLE 11 — SENIORITY

11.01

11.02

Seniority will be based on last date of hire for regular full-time employees and will
accrue on the basis of hours paid for regular part-time employees. One year of
regular full-time seniority shall be equivalent to fifteen hundred (1500) paid hours
of regular part-time seniority. Casual employees will accrue seniority on the
same basis as regular part-time employees.

Seniority shall be a factor used in determining lay-off and recall rights, job
posting, vacation preference and other non-compensation matters.

Service will be based on last date of hire for regular full-time employees and will
accrue on the basis of hours paid for regular part-time employees. One (1) year
of regular full-time service shall be equivalent to fifteen hundred (1500) paid
hours of regular part-time service. Casual employees will accrue service on the
same basis as regular part-time employees.

Service will be used to determine pay level (i.e., salary progression), sick leave
entitlement, vacation pay and any other compensation issues.

An employee’s full seniority and service shall be retained by the employee in the
event that the employee is transferred from regular full-time to regular part-time
or in the event the employee is transferred from casual to regular part-time or
vice-versa. An employee whose status is changed from regular full-time to
regular part-time shall receive credit for her or his full seniority on the basis of
fifteen hundred (1500) hours paid for each year of regular full-time seniority. An
employee whose status is changed from regular part-time to regular full-time
shall receive credit for her or his full seniority on the basis of one (1) year of
seniority for each fifteen hundred (1500) hours paid. Any time worked in excess
of an equivalent shall be pro-rated at the time of transfer.
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Probationary Period

(a) A newly employed employee hired on a regular or casual basis shall be
considered a probationary employee until she or he has completed the
equivalent of three (3) months of work, after which her or his name shall
be placed on the seniority list, and her or his seniority shall date from the
date of hire. Where the Employer requests an extension of the
probationary period, it will provide notice to the Union at least seven (7)
calendar days prior to the expected date of expiration of the initial
probationary period. It is understood and agreed that any extension to
the probationary period will not exceed an additional three (3) months
and, where requested, the Employer will advise the employee and the
Union of the basis of such extension.

(b) An employee who transfers from one status to another shall not be
required to serve a probationary period where such employee has
previously completed a probationary period since her or his date of last
hire.

Seniority Lists

(a) A seniority list shall be established for all full-time employees covered by
this Agreement who have completed their probationary period. For
information purposes only, the names of all full-time probationary
employees shall be included in the seniority list. Seniority on such lists
will be expressed in terms of a date.

(b) A seniority list shall be established for all regular part-time employees
(including job sharers) and casual employees covered by this Agreement
who have completed their probationary period. Seniority on such lists will
be expressed in terms of total hours worked.

All seniority lists will be posted at all the Employer's sites and on the
Waasegiizhig Nanaandawe'iyewigamig Intranet.

Seniority lists will be posted in April and October of each year and two (2) copies
will be given to the Union.

Upon posting of the seniority lists, the Union and affected employees will have
thirty (30) calendar days to make written objections to the accuracy of the lists,
failing which the seniority lists will be deemed to be accurate.

Effect of Absence (Full-Time)

If an employee’s absence without pay from the Employer including absences
under Article 12, Leaves of Absence, exceeds thirty (30) continuous calendar
days:

(@) the employee will not accumulate seniority or service for any purposes
under the Collective Agreement for the period of the absence in excess of
thirty (30) continuous calendar days unless otherwise provided;

(b) the employee will become responsible for full payment of any subsidized
employee benefits in which she or he is entitled to participate during the
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period of absence. The employee may arrange with the Employer to
prepay the full premium of any applicable subsidized benefits during the
period of leave in excess of thirty (30) continuous calendar days to ensure
continuing coverage;

(© if the employee voluntarily works occasional hours during the leave
period, the employee shall be deemed to have continued on unpaid
leave.

Notwithstanding anything to the contrary, seniority shall accumulate if an
employee's absence is due to disability resulting from a workplace accident or
illness or L.T.D., benefits.

Effect of Absence (Part-Time)

If an employee’s absence without pay from the Employer including absences
under Article 12, Leaves of Absence, exceeds thirty (30) continuous calendar
days:

(a) the employee will not accumulate seniority or service for any purposes
under the Collective Agreement for the period of the absence in excess of
thirty (30) continuous calendar days unless otherwise provided,

(b) the employee will become responsible for full payment of any subsidized
employee benefits in which she or he is entitled to participate during the
period of absence. The employee may arrange with the Employer to
prepay the full premium of any applicable subsidized benefits during the
period of leave in excess of thirty (30) continuous calendar days to ensure
continuing coverage;

(© if the employee voluntarily works occasional hours during the leave
period, the employee shall be deemed to have continued on unpaid
leave.

Notwithstanding anything to the contrary, seniority shall accumulate if an
employee's absence is due to disability resulting from a workplace accident or
illness or L.T.D., benefits.

The rate of accumulation will be based on the employee’s normal weekly hours
paid over the preceding qualifying twenty-six (26) weeks. A qualifying week is a
week where the employee is not absent due to vacation, pregnancy or parental
leave, WSIB (if applicable) or illness or injury that exceeds thirty (30) consecutive
calendar days.

Deemed Termination

An employee shall lose all seniority and service and her or his employment shall
be deemed to have terminated, if the employee:

(@) resigns;

(b) is discharged and the discharge is not reversed through the grievance or
arbitration procedure;
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(© has been laid off for twelve (12) calendar months;

(d) refuses to continue to work or return to work during an emergency which
seriously affects the Employer's ability to provide adequate patient care,
unless a reason satisfactory to the Employer is provided;

(e) is absent from scheduled work for a period of three (3) or more
consecutive working days without notifying and obtaining permission from
the Employer;

) fails to return to work [subject to the provisions of Article 11.06 (e)] upon
termination of an authorized leave of absence; or

(9) fails upon being notified of a recall to signify her or his intention to return
within seven (7) calendar days after she or he has received the notice of
recall mailed by registered mail to the last known address according to
the records of the Employer, or fails to report to work on a recall (provided
at least fourteen (14) calendar days notice is provided) unless a reason
satisfactory to the Employer is provided.

Job-Posting

When the Employer decides to fill a vacancy or create a new position within the
bargaining unit, the Employer shall post notice of this electronically and on
bulletin boards for a period of at least seven (7) calendar days during which time
employees will have the opportunity to apply and be considered for it.

The Employer will send a copy of all job-postings to the Union.
The Employer may advertise externally during the posting period.

The Union will be advised of the name of the successful applicant once the job is
filled.

Temporary vacancies of less than six (6) months need not be posted but the
Employer will make every reasonable attempt to fill such positions from within the
bargaining unit.

(a) If the temporary vacancy is filled by an employee currently employed by
Waasegiizhig Nanaandawe'iyewigamig, then at the conclusion of the fixed
term she or he shall return to her or his former position.

(b) A temporary employee who is a new hire shall be covered by all the terms
in the Collective Agreement, except that she or he shall have no right to
retain her or his job at the conclusion of the fixed term. However, if this
employee is hired as a full-time or part-time employee during the fixed
term, then the time worked shall be considered part of the probationary
period for the full-time or part-time position.

In all cases of job-posting, transfer and promotion, the following factors shall be
considered:

(@) ability, qualifications and performance; and
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seniority, as of the last pay period.
Where the qualifications of factor (a) are relatively equal and in the

opinion of the Employer the employee is able to perform the required
work, factor (b) shall govern.

Lay-off — Definition and Notice

(@)

(b)

(€)

(d)

A "lay-off" is defined as a reduction in a regular full-time or regular part-
time employee's hours of work for more than three (3) consecutive
months.

A "short-term lay-off* is defined as a lay-off that is not anticipated to
exceed three (3) months in length.

The Employer shall provide the Union and the employees affected with as
much notice as possible consistent with the applicable legislation and in
any event not less than thirty (30) calendar days notice of lay-off. In
giving such notice, the Employer will indicate the reasons causing the lay-
off and the anticipated duration of the lay-off. If requested, the Employer
will meet with the Union to review the effect on employee(s) in the
bargaining unit.

The Employer shall provide the Union and the employee(s) affected with
as much notice as possible of a short-term lay-off. In giving such notice,
the Employer will indicate the reasons causing the lay-off and the
anticipated duration of the lay-off. If requested, the Employer will meet
with the Union to review the effect on employee(s) in the bargaining unit.

Lay-off — Process and Options

(@)

(b)

(c)

(d)

(e)

In the event of a lay-off, employees shall be laid off in the reverse order of
seniority provided that the employees who remain are, in the opinion of
the Employer, able to perform the required work. Subject to the
foregoing, probationary employees shall be first laid off.

In all cases of lay-off employees shall have the option to displace the
least senior employee in the bargaining unit whose work she or he is
gualified to perform. For clarity, employees will be paid according to the
work performed.

Prior to implementing a short-term lay-off employees will first be offered,
in order of seniority, the opportunity to take vacation day(s), utilize any
compensating/lieu time credits or to take unpaid leaves in order to
minimize the impact.

Any agreement between the Employer and the Union concerning the
method of implementation of a lay-off shall take precedence over the
terms of this Article. The unavailability of a representative of the Union
shall not delay any meeting regarding lay-offs or staff reductions.

Full-time and part-time lay-off and recall rights shall be separate.
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() No new employees shall be hired until all those employees who retain the
right to be recalled have been given an opportunity to return to work,
provided that such employees are, in the opinion of the Employer, able to
perform the required work.

Employees shall be recalled in the order of seniority provided that such
employees are, in the opinion of the Employer, able to perform the required work.

Where an employee has received notice of lay-off that the applicable legislation
would deem to be a termination of employment, the employee may choose to
resign and receive a separation allowance as per the relevant legislation.

@ An employee who is transferred to a position outside of the bargaining
unit for a period of more than three (3) months, but not more than one (1)
year shall retain, but not accumulate, her or his seniority held at the time
of the transfer. In the event the employee is returned to a position in the
bargaining unit, she or he shall be credited with seniority held at the time
of transfer and resume accumulation from the date of her or his return to

An employee must remain in the bargaining unit for a period of at least
three (3) months before transferring out of the bargaining unit again or
she or he will lose all seniority held at the time of the subsequent transfer.

(b) In the event that an employee is transferred to a position outside of the
bargaining unit for a period in excess of one (1) year, she or he will lose
all seniority held at the time of transfer. In the event the employee is
returned to a position in the bargaining unit, the employee's seniority will
accrue from the date of her or his return to the bargaining unit.

(© It is understood and agreed that an employee may decline such offer to
transfer and that the period of time referred to above may be extended by

(d) The Employer will advise the Union of the names of any employees
performing the duties of positions outside of the bargaining unit pursuant
to Article 11.12, the date the assignment commenced, the area of
assignment and the duration of such assignments.

(e) An employee who accepts a transfer under Article 11.12 will not be
required to pay Union dues for any complete calendar month during
which no bargaining unit work is performed.

11.11 Recall from Lay-off
11.12
11.13 Transfer Outside of the Bargaining Unit
the bargaining unit.
agreement of the parties.
ARTICLE 12 — LEAVES OF ABSENCE
12.01

Requests for a personal leave of absence with or without pay will be considered
on an individual basis by the Employer. Such requests shall be made in writing
as far in advance as possible and a written reply shall be provided within fourteen
(14) calendar days or as soon as possible in the case of an emergency. Such
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leave shall not be unreasonably withheld and may be granted on such conditions
as the Employer may determine.

Leave for Union Business

The Employer agrees to grant leaves of absence, with or without pay, to
employees selected by the Union to attend Union business including
conferences, conventions and Provincial Committees and to any employee
elected to the position of Local Co-ordinator. During any such leave of absence,
an employee’s salary and applicable benefits or percentage in lieu of fringe
benefits shall be maintained by the Employer and the local Union (the bargaining
unit) agrees to pay the Employer fully for all costs incurred in allowing such leave
(except for the Provincial Committee where such costs will be paid by the Union).
Payment will take place within thirty (30) calendar days.

Employees will receive seniority credit for all leaves granted under this Article.
To be eligible for leave, an employee must provide as much written notice as
possible and at least two (2) calendar weeks.

If granting leave would compromise client care, then the Employer will not grant
the leave, but will meet as soon as possible with the employee seeking the leave
and the Union, and attempt to resolve matters such as to allow the employee a
leave, and at the same time not compromise client care.

An employee must provide as much written notice as possible of an intention to
return to work after the leave, which shall in no case be less than two (2) weeks.

Leave for Board of Directors

An employee who is elected to the Board of Directors of the Ontario Nurses’
Association other than to the office of President, may be granted leave of
absence without pay. Requests for such leave will not be unreasonably denied.
There shall be no loss of seniority or credits for the purposes of salary
advancement or vacation entittements or other benefits during such leave of
absence. Leave of absence for Board members of the Ontario Nurses’
Association will be separate from the Union leave provided in Article 12.02.

To be eligible for leave, an employee must provide as much written notice as
possible, and at least two (2) calendar weeks.

If granting leave would compromise client care, then the Employer will not grant
the leave, but will meet as soon as possible with the employee seeking the leave
and the Union, and attempt to resolve matters such as to allow the employee a
leave, and at the same time not compromise client care.

An employee must provide as much written notice as possible of an intention to
return to work after the leave, which shall in no case be less than two (2) weeks.

Leaves for ONA President

An employee who is elected to the office of President of the Ontario Nurses’
Association, shall be granted, upon request, leave(s) of absence without loss of
seniority and benefits up to two (2) years.
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During any such leave of absence, an employee’s salary and applicable benefits
or percentage in lieu of fringe benefits shall be maintained by the Employer and
the Union agrees to pay the Employer fully for all costs incurred in allowing such
leave.

Payment will take place within thirty (30) calendar days.
Employees will receive seniority credit for all leaves granted under this Article.

To be eligible for leave, an employee must provide as much written notice as
possible, and at a minimum two (2) calendar weeks.

If granting leave would compromise client care, then the Employer will not grant
the leave, but will meet as soon as possible with the employee seeking the leave
and the Union, and attempt to resolve matters such as to allow the employee a
leave, and at the same time not compromise client care.

An employee must provide as much written notice as possible of an intention to
return to work after the leave, which shall in no case be less than two (2) weeks.

ONA Provincial Committee

An employee who is elected to a provincial committee of the Ontario Nurses’
Association, may, subject to the efficient operations of the Employer, be granted
a leave of absence to fulfill the duties of her or his position.

During any such leave of absence, an employee’s salary and applicable benefits
or percentage in lieu of fringe benefits shall be maintained by the Employer and
the Union agrees to pay the Employer fully for all costs incurred in allowing such
leave.

Payment will take place within thirty (30) calendar days.
Employees will receive seniority credit for all leaves granted under this Article.

To be eligible for leave, an employee must provide as much written notice as
possible, and at a minimum two (2) calendar weeks.

If granting leave would compromise client care, then the Employer will not grant
the leave, but will meet as soon as possible with the employee seeking the leave
and the Union, and attempt to resolve matters such as to allow the employee a
leave, and at the same time not compromise client care.

An employee must provide as much written notice as possible of an intention to
return to work after the leave, which shall in no case be less than two (2) weeks.

ONA Staff Leave

An employee selected for a secondment or a temporary staff position with the
Ontario Nurses’ Association upon may be granted, upon request, an unpaid
leave of absence for up to twelve (12) months.

If granting leave would compromise client care then the Employer will not grant
the leave, but will meet as soon as possible with the employee seeking the leave
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and the Union, and attempt to resolve matters such as to allow the employee a
leave, and at the same time not compromise client care.

To be eligible for leave, an employee must provide as much written notice as
possible, and at least two (2) calendar weeks.

During the leave of absence the employee shall be considered an employee of
the Ontario Nurses’ Association.

Employees will receive seniority credit for all leaves granted under this Article.

An employee must provide as much written as possible of an intention to return
to work after the leave, which shall in no case be less than two (2) weeks.

Upon the conclusion of an employee’s leave, they shall be reinstated to the
position they most recently held with the Employer, if it still exists, or to a
comparable position, if it does not.

Bereavement Leave

@ When a death occurs in the immediate family of an employee, he or she
shall be granted four (4) consecutive working days’ leave of absence with
pay. If additional leave is requested, that may be granted at the
Employer’'s discretion, with or without pay. This might occur where
additional time is needed due to the particularly close relationship with the
deceased person, or if more time is required for extensive travelling,
funeral arrangements or settling estate matters.

(b) For the purposes of this Article, immediate family is defined as parents,
spouse, child, brother, sister, grandparents, grandchildren, parents of the
spouse, grandparents of the spouse, sister-in-law, brother-in-law, son-in-
law, daughter-in-law, aunt and uncle, niece, nephew, step children, or any
of them, of an employee.

Jury & Witness Duty

(a) An employee served with a jury notice or with a subpoena requiring
attendance at a court or tribunal shall forthwith notify the Employer and
provide a copy of the jury notice or subpoena.

(b) An employee shall be paid for time actually spent on jury duty or for time
spent in attendance under subpoena by the Crown or in any matter
arising out of his/her employment at Waasegiizhig Nanaandawe’iyegamig
(unless subpoenaed by the Union) provided such employee pays the
Employer the amount of any remuneration received by the employee
other than mileage and meal allowances.

(©) Whether or not an employee under subpoena in other circumstances is
paid, will be considered on an individual basis by the Employer.

(d) An employee called for jury duty or subpoenaed for attendance at court or
tribunal and who is temporarily excused from such duty or attendance
must report for work if a reasonable period of time remains to be worked
in her or his shift.
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Pregnancy Leave

(@)

(b)

(c)

(d)

(€)

(f)

9

(h)

Pregnancy leave will be granted in accordance with the provisions of the
provisions of the Employment Standards Act, except where amended in
this provision. The service requirement for eligibility for pregnancy leave
shall be thirteen (13) weeks of continuous service.

The employee shall give written notification at least two (2) weeks in
advance of the date of commencement of pregnancy leave and the
expected date of return. At such time, she shall also furnish the Employer
with the certificate of a legally qualified medical practitioner stating the
expected birth date.

The employee shall reconfirm, in writing, her original return to work date
or provide written notice of an alternate date for a return to work at least
four (4) weeks in advance of the return.

The period of an employee’s pregnancy leave shall be included in
calculating any of the following for the purpose of determining her rights
under this Collective Agreement:

(1) the length of her employment whether or not it is active
employment;

(i) the length of her service whether or not that service is active; and
(iii) the employee’s seniority.

The period of an employee’s pregnancy leave shall not be included in
determining whether she has completed a probationary period.

An employee on pregnancy leave continues to participate in each type of
benefit plan (including pension) that is related to her employment unless
she elects, in writing, not to do so. The Employer shall continue to make
the Employer’s contributions unless the employee gives the Employer
written notice that the employee does not intend to pay the employee’s
contributions, if any.

Upon the conclusion of an employee’s pregnancy leave, she shall be
reinstated to the position she most recently held with the Employer, if it
still exists, or to a comparable position, if it does not.

Effective upon approval of the Employer's Supplementary Unemployment
Benefit Plan by the applicable governmental authorities, the Employer will
make the following payments to an employee who is on preghancy leave
under this Agreement and who has applied and been approved for
Employment Insurance pregnancy benefits pursuant to the Employment
Insurance Act:

o A supplemental unemployment benefit for a period not exceeding
fifteen (15) weeks.
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e A supplemental unemployment benefit for the first one (1) week
period of the leave while waiting to receive Employment Insurance
benefits.

The supplement will be equal to the difference between eighty-four
percent (84%) of the employee’s normal weekly earnings and the sum of
her weekly Employment Insurance benefits and any other earnings she
has. The Supplementary Employment Benefit is calculated by topping up
based on the amount of weekly Employment Insurance benefits the
employee would receive taking a twelve (12) month pregnancy and
parental leave (and any other earnings she has). In the event the
employee elects to take leave longer than twelve (12) months, the top up
will still be calculated as if the employee were taking a twelve (12) month
pregnancy and parental leave.

The supplement will be subject to required deductions.

The employee will promptly provide the Employer with Employment
Insurance cheque stubs and other documentation as required to verify
that she is in receipt of Employment Insurance pregnancy benefits and
the amount of all earnings.

The employee’s normal weekly earnings will be determined by multiplying
her regular hourly rate on her last day worked prior to the commencement
of the leave, times her normal weekly hours. Any applicable general
wage increase will be applicable as of the effective date of such increase.

The employee does not have any vested or other rights, except to receive
payments as noted above. The employee shall accumulate seniority and
service only for the purpose of wage increases and the level of vacation
accrual.

If an employee does not provide at least two (2) years of active
employment with the Employer after the leave she will be required to
repay the supplement to the Employer. The amount to be repaid will be
forgiven on a proportionate basis (i.e. one (1) year of service equals a fifty
percent (50%) forgiveness). The Employer is authorized to make
deductions from wages to ensure repayment.

Parental Leave

Parental leave will be granted in accordance with the provisions of the
provisions of the Employment Standards Act, except where amended in
this provision. The service requirement for eligibility for parental leave
shall be thirteen (13) weeks of continuous setrvice.

An employee who qualifies for parental leave, other than as an adoptive
parent, shall give written notification of at least two (2) weeks in advance
of the date of the commencement of such leave and the expected date of
return.

For the purpose of this Article, “parent” shall be defined to include a
person for whom a child is placed for adoption and a person who is in a
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relationship of some permanence with a parent of a child and who intends
to treat the child as her or his own.

An employee who is an adoptive parent shall advise the Employer as far
in advance as possible of having qualified to adopt a child and shall
request the leave of absence, in writing, upon receipt of confirmation of
the pending adoption. If, because of late receipt of confirmation of the
pending adoption, the employee finds it impossible to request the leave of
absence, in writing, the request may be verbally and subsequently
verified, in writing.

An employee who is an adoptive parent may extend the parental leave for
such greater time as may be required by the adoption agency concerned
to a maximum total of six (6) months.

The employee shall reconfirm, in writing, her or his original return to work
date or provide written notice of an alternate date for a return to work at
least four (4) weeks in advance of the return.

The period of an employee’s parental leave shall be included in
calculating any of the following for the purpose of determining her or his
rights under this Collective Agreement:

0] the length of her or his employment whether or not it is active
employment;

(i) the length of her or his service whether or not that service is
active; and

(iii) the employee’s seniority.

An employee on parental leave continues to participate in each type of
benefit plan (including pension) that is related to her or his employment
unless she or he elects, in writing, not to do so. The Employer shall
continue to make the Employer’s contributions unless the employee gives
the Employer written notice that the employee does not intend to pay the
employee’s contributions, if any.

Upon the conclusion of an employee’s parental leave, she or he shall be
reinstated to the position she or he most recently held with the Employer,
if it still exists, or to a comparable position, if it does not.

Effective upon approval of the Employer’s Supplementary Unemployment
Benefit Plan by the applicable governmental authorities, the Employer will
make the following payments to an employee who is on parental leave
under this Agreement and who has applied and been approved for
Employment Insurance parental leave benefits pursuant to the
Employment Insurance Act:

e A supplemental unemployment benefit for a period not exceeding ten
(10) weeks.
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¢ A supplemental unemployment benefit for the first one (1) week
period of the leave while waiting to receive Employment Insurance
benefits.

The supplement will be equal to the difference between eighty-four
percent (84%) of the employee’s normal weekly earnings and the sum of
her or his weekly Employment Insurance benefits and any other earnings
she or he has. The Supplementary Employment Benefit is calculated by
topping up based on the amount of weekly Employment Insurance
benefits the employee would receive taking a twelve (12) month
pregnancy and parental leave (and any other earnings she has). In the
event the employee elects to take leave longer than twelve (12) months,
the top up will still be calculated as if the employee were taking a twelve
(12) month pregnancy and parental leave.

The supplement will be subject to required deductions.

The employee will promptly provide the Employer with Employment
Insurance cheque stubs and other documentation as required to verify
that she or he is in receipt of Employment Insurance parental leave
benefits and the amount of all earnings.

The employee’s normal weekly earnings will be determined by multiplying
her or his regular hourly rate on her or his last day worked prior to the
commencement of the leave, times her or his normal weekly hours. Any
applicable general wage increase will be applicable as of the effective
date of such increase.

The employee does not have any vested or other rights, except to receive
payments as noted above. The employee shall accumulate seniority and
service only for the purpose of wage increases and the level of vacation
accrual.

If an employee does not provide at least two (2) years of active
employment with the Employer after the leave she or he will be required
to repay the supplement to the Employer. The amount to be repaid will
be forgiven on a proportionate basis (i.e. one (1) year of service equals a
fifty percent (50%) forgiveness). The Employer is authorized to make
deductions from wages to ensure repayment.

Education Leave

The parties acknowledge the importance of leave for professional development,
and will endeavour to provide flexible work schedules to accommodate the
employee’s time off requests. Similarly, the Employer will consider all such
requests in good faith and make best efforts to allow them on such conditions as
may be appropriate in the circumstances.

Compassionate Leave

When a serious illness occurs in the immediate family of an employee,
he/she shall be granted three (3) consecutive working days’ leave of
absence with pay.
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For the purposes of this Article, immediate family is defined as parents,
spouse, child, brother, sister, grandparents, grandchildren, parents of the
spouse, grandparents of the spouse, sister-in-law, brother-in-law, son-in-
law, daughter-in-law, aunt and uncle, niece, nephew, step children, or any
of them, of an employee.

Family Medical Leave

An employee will be granted family medical leave in accordance with the
applicable legislation.

Reservist Leave

An employee will be granted reservist leave in accordance with the provisions of
the applicable legislation.

Pre-Paid Leave Plan

The Employer agrees to introduce a pre-paid leave program, funded solely by the
member, subject to the following terms and conditions:

(@)

(b)

(c)

(d)

(€)

(f)

(9

The plan is available to members wishing to spread four (4) years' salary
over a five (5) year period, in accordance with Part LXVIII of the Income
Tax Regulations, Section 6801, to enable them to take a one (1) year
leave of absence following the four (4) years of salary deferral.

The member must make written application to the designated Employer
Representative at least six (6) months prior to the intended
commencement date of the program (i.e., the salary deferral portion),
stating the intended purpose of the leave.

The number of members that may be absent at any one time shall be
determined by the Employer. The year for purposes of the program shall
be September 1 of one year to August 31the following year or such other
twelve (12) month period as may be agreed upon by the member, the
local Union and the Employer.

Written applications will be reviewed by the designated Employer
Representative. Leaves requested for the purpose of pursuing further
formal nursing education will be given priority. Applications for leaves
requested for other purposes will be given the next level of priority on the
basis of seniority.

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

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

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

All group insurance benefits and Hospitals of Ontario Pension Plan
(HOOPP) contributions shall continue during the four (4) years of salary
deferral. During the year of the leave, seniority will accumulate, and
service for the purpose of vacation and salary progression and other
benefits will be retained but will hot accumulate. During the year of the
leave members shall become responsible for the full payment of
premiums for any group insurance benefits, and access to such benefits
shall be subject to the terms and conditions of the insurance plan(s) in
which they are participating. During the year of the leave contributions to
the Hospitals of Ontario Pension Plan (HOOPP) will cease (on the basis
that contributions for 100% of the salary earned during the four (4) years
of salary deferral have already been made by both the member and the
Employer).

A member may withdraw from the plan at any time during the deferral
portion provided three (3) months' notice is given to the designated
Employer Representative. Deferred salary, plus accrued interest, if any
will be returned to the member, within a reasonable period of time.

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

The Employer will endeavor to find a temporary replacement for the
member as far in advance as practicable. If the Employer is unable to find
a suitable replacement, it may postpone the leave. The Employer will give
the member as much notice as is reasonably possible. The member will
have the option of remaining in the Plan and rearranging the leave at a
mutually agreeable time or of withdrawing from the Plan and having the
deferred salary, plus accrued interest, if any, paid out to the member
within a reasonable period of time.

The member will be reinstated to her or his former position unless the
position has been discontinued, in which case the member shall be given
a comparable position based on her seniority rights under the collective
agreement.

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

@ A statement that the member is entering the pre- paid leave
program in accordance with Article 12.14 of the Collective
Agreement.

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

(iii) The manner in which the deferred salary is to be held.
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The letter of application from the member to the Employer to enter the pre-paid leave program
will be appended to and from part of the written agreement.

NOTE: The parties may agree to a time frame that is different from that referenced in (a) above,
in which case the provisions of this article will apply with the necessary change.

ARTICLE 13 — SICK LEAVE, LONG-TERM DISABILITY AND WELLNESS DAYS

13.01

13.02

13.03

13.04

13.05

13.06

13.07

13.08

13.09

Employees are covered by the Employer’s sick leave policy, which can provide
leave with regular pay for bona fide absence due to illness or injury of either the
employee or an immediate family member for whom they are care-giver. Full-
time employees earn paid sick leave based on service, at the rate of 1.25 days
per month, to be accumulated to a maximum of fifteen (15) days. Part-time
employees earn paid sick leave on a pro-rated basis. Probationary employees
earn but may not access paid sick leave. There is no cash out of unused paid
sick leave.

Sick time available will be shown on employee paystubs.

An employee who is required to be absent from work and performance of regular
duties because of the employee's bona fide illness, injury, or quarantine through
exposure to contagious disease may apply to the Employer for sick leave.

An employee may be required to provide a doctor's certificate to justify any sick
leave and will be required in all cases of any absence for three (3) or more days.
The employee will obtain this certificate from a professional who is not employed
within the bargaining unit. The Employer will reimburse the employee for this up
to twenty-five dollars ($25.00).

If during an employee's vacation, should there occur a serious illness or accident
which is verified by a medical certificate, then sick leave may be substituted for
vacation. Similarly, if the employee provided acceptable proof of entitlement to
leave under Article 12.06, Bereavement Leave, such leave may also be
substituted for vacation. The resulting unused vacation would then be
rescheduled at a mutually convenient later date.

An employee is required to notify her supervisor or designate as early as
possible of any absence and the expected date of return to work.

Absences due to pregnancy related illness shall be considered as sick leave
under the sick leave policy.

In the case of an employee’s long-term illness (beyond two (2) weeks), the
employee may apply for short-term disability benefits, in accordance with the
Employee benefit plan.

The Employer shall continue to provide short and long term disability coverage
to employees by means of a group insurance plan. Coverage is as per the
group insurance plan.

In the event an employee’s sick leave entitlement has been exhausted, and the
employee becomes ill, vacation or other credits may be used to the extent they
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are available. Where all available credits have been used, any further sick leave
shall be without pay.

Subject to operational requirements, the Employer will allow employees an
additional five (5) paid wellness days per year, to be granted based on advance
written request of no less than two (2) weeks.

The Employer will inform all new employees as to details of the Employer’s
benefit plan (including short and long term disability coverage in addition to group
benefits). Subject to agreement from the insurer, any waiting period for short and
long term disability coverage will be waived for new employees.

Employees may submit receipts for costs incurred for wellness related purchases
(e.g. gym, pilates, yoga or health club memberships, mobile apps for meditation,
etc.) which, if for an expense acceptable to the Employer, will be reimbursed to a
maximum of $120 per year. An employee who resigns within six (6) calendar
months of the claim shall reimburse the Employer.

ARTICLE 14 — HOURS OF WORK AND OVERTIME

14.01

The normal work week is thirty-seven and one-half (37.5) hours consisting of an
average of seven and one-half (7.5) hours per day inclusive of a one (1) hour
paid lunch period, Monday through Friday, or seventy-five (75) hours per two (2)
week period. The normal hours of work are from 9:00 a.m. to 4:30 p.m.
Employees shall be entitled to a one (1) hour paid lunch period and two (2)
fifteen (15) minute paid breaks.

The operational needs of the Employer are such that employees will from time to
time be required to work outside of these normal hours. Employees will not be
required to work on a Saturday or Sunday without their consent.

Notwithstanding the above, the parties may agree to and implement compressed
work schedules where overtime will not be payable. The following have already
been agreed to as examples of such schedules.

Employees will have the following options as compressed work schedules:
@ to work 37.5 hours over a four (4) day period each week;

(b) to work 37.5 hours over a four and one-half (4 ¥2 ) day period each week;
or

(© to work 75 hours over a nine (9) day period every pay period.

Those employees currently working forty (40) hours per week will be able to work
over a four (4) day or four and on-half (41h) period each week, or work eighty
(80) hours over nine (9) days in a pay period as a compressed work schedules.

The hours of work for participating members will be consistent each week and be
in accordance with individual schedule approved by the member and
management.

From time to time, the Employer may temporarily amend any compressed work
schedule on no less than four (4) weeks' notice to the affected employees and
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the Union, so as to require employees to attend events (e.g. meetings, training
sessions etc.) or so as to ensure adequate staffing levels in weeks with a
statutory holiday, as part of their regular scheduled duties.

The Employer may end any compressed work schedule on no less than twelve
(12) weeks’ notice to the affected employees and the Union.

Overtime hours worked and authorized by the Employer, in excess of forty-four
(44) hours per week, eighty-five (85) hours per pay period, shall be
compensated by time off in lieu at one and a half times the employee’s regular
straight time rate. If both the Employer and the employee agree, compensation
may be taken as pay instead of time off in lieu.

Flex Time

With the authorization of the Employer, an employee may flex her start, stop and
number of hours worked to meet client service needs or for personal needs.

Where an employee is contacted outside of their regular schedule with critical lab
result or concerning critical and time-sensitive patient follow-up, they will
promptly address the situation, and shall be compensated by pay or time off (at
the choice of the Employer) equal to the greater of two (2) hours or the time
actually spent, at time and one half their regular straight hourly rate. For clarity,
this shall not be taken into account for any purpose when considering time
worked.

ARTICLE 15 — PAID HOLIDAYS

15.01

15.02

Employees shall be paid a normal day's pay at their regular rate for each of the
following paid holidays:

New Year's Day Labour Day

Family Day Anishinaabe Solidarity Day
Good Friday Treaty #3 Day

Easter Monday Thanksgiving Day

Victoria Day Remembrance Day
Canada Day Christmas Day

Civic Holiday Boxing Day

Plus any other days as designated by the Employer or the applicable legislation.

The Employer has chosen to designate the National Day for Truth and
Reconciliation as a paid holiday. In recognition of the significance of the day and
the spirit which has led both to its establishment and its designation here, all are
encouraged to use the day for purposes of study, reflection and in their own
unique way striving towards truth and reconciliation.

Employees will be entitled to an additional day off with pay for their birthday, to
be taken at such time in their birthday month as may be agreed to with the
Employer.

To qualify for a paid holiday, an employee must have been employed for thirty
(30) or more calendar days before the paid holiday, been entitled to wages for at
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least fifteen (15) of those thirty (30) days before the paid holiday and must work
her regular work day before and after such paid holiday unless she is on
vacation, sick leave or regularly scheduled day off, or as otherwise excused by
the Employer.

An employee required to work on any of the paid holidays above shall be paid at
the rate of time and one-half her regular rate and (if she otherwise qualifies) in
addition a day's pay or time off in lieu at a time mutually agreeable to the
employee and the Employer.

Should any of the paid holidays occur during an employee's vacation period or a
scheduled day off, she or he shall receive an equivalent day off with pay at a time
mutually agreeable to the employee and the supervisor.

ARTICLE 16 — VACATION

16.01

16.02

16.03

16.04

@) Employees who have completed less than one (1) year of service will
earn 1.25 days per month of service to a maximum of fifteen (15) days.
Vacation pay for such employees will be six percent (6%) of regular
earnings during the vacation year.

(b) Employees with one (1) or more years of service will earn 1.67 days per
month of service to a maximum of twenty (20) days. Vacation pay for
such employees will be eight percent (8%) of regular earnings during the
vacation year.

(© Employees with five (5) or more years of service will earn 2.083 days per
month of service to a maximum of twenty-five (25) days. Vacation pay for
such employees will be ten percent (10%) of regular earnings during the
vacation year.

(d) Employees with ten (10) or more years of service will earn 2.5 days per
month of service to a maximum of thirty (30) days. Vacation pay for such
employees will be twelve percent (12%) of regular earnings during the
vacation year.

Part-time and casual employees shall receive pro-rated vacation entitlement on
the same basis as full-time employees. Casual employees shall receive vacation

pay only.

An employee who resigns from her/his employment with less than two (2) weeks
notice shall be entitled to the vacation provided in the applicable legislation.

(a) The Employer shall endeavour to accommodate the wishes of employees
with respect to vacation scheduling subject to the needs of providing
services in the community.

(b) Vacation requests shall be submitted, in writing, to their Supervisor at
least two (2) work weeks in advance of the commencement of the period.
The Employer will respond, in writing, within five (5) work days of
receiving the request. In cases of emergency, less notice may be
considered.
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(d) To facilitate planning, requests for the summer vacation period
commencing June 15" to September 15" annually will be submitted by
March 15" and such requests will be confirmed, in writing, by April 15",

Approved vacation shall not be changed unless agreed upon by the employee
and the Employer. Notwithstanding this, once an employee resigns, the
Employer may unilaterally cancel or change any approved vacation for that
employee who has resigned. The Employer will pay out any outstanding vacation
for that employee in full.

Any trading of approved vacation must be agreed upon by all affected employees
and the Employer.

Vacation earned in any vacation year is to be taken in the following vacation
year, unless otherwise agreed upon by the employee and the Employer.

Any employee who wishes to resign shall provide at least two (2) weeks’ and
endeavor to provide four (4) weeks' written notice of resignation. Vacation may
only be used as part of the notice period with the consent of the Employer. An
employee who has provided written notice of resignation shall not be eligible for
further professional development or education leave, or wellness days, and any
that have been scheduled as of the date of the written resignation are
automatically cancelled.

ARTICLE 17 - HEALTH AND WELFARE BENEFITS

17.01

@) The Employer agrees during the term of the Collective Agreement to
contribute towards the cost of premiums for participating employees in the
active employment of the Employer, in the applicable existing group
insurance and pension plans (or such comparable plans as may be
introduced).

(b) Participation, coverage and benefits are all subject to the terms of the
particular plans.

(© The group insurance cost will be split 75% (Employer) and 25%
(employee) with the employee contribution being firstly used towards the
cost of disability and life insurance, and the balance if any being used
towards the cost of the other coverage.

(d) As a condition of employment, new employees, start after July 1, 2018
shall be required to enroll in the Healthcare of Ontario Pension Plan
("HOOPP”) and not the Retirement Pension Plan offered through Great
West Life (the “GWLRPP”). Existing employees may choose to enroll in
the HOOPP (as a replacement to the GWLRPP) provided that this is done
by July 1, 2018. Any existing employee who does not enroll in the
HOOPP will continue to participate in GWLRPP. Participation in either the
HOOPP or the GWLRPP shall be as per the conditions of each plan, and
in particular, all participating employees shall make contributions by way
of payroll deductions, and the Employer will make its contributions, as
applicable. All existing bargaining unit members who wish to participate in
HOOPP will start contributions based on the HOOPP contributions rates,
effective the first pay period of 2018/19 fiscal year. These contributions
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will be credited to existing membership in GWLRPP until such time
employer becomes an active HOOPP member.

(e) The insurance benefits shall not be substantially changed without the
agreement of the Association.

) All participating employees will contribute a minimum of 2.5% of wages to
the pension. The Employer will match contributions of up to five percent
(5%) to the pension.

ARTICLE 18 — TRANSPORTATION ALLOWANCE

18.01

18.02

The Employer may provide fleet vehicles to assist staff in carrying out their
duties. Where there is no fleet vehicle available and the Employer requires an
employee to use a vehicle in the course of her or his work, the Employer will (at
its discretion and cost) either arrange a non-fleet vehicle for the employee or
authorize the employee to use her or his own vehicle. All vehicles used in the
course of work shall be used according to the Employer’s policies. Fleet vehicles
and Employer provided non-fleet vehicles shall be used strictly for work
purposes. If the Employer authorizes an employee to use her or his own vehicle,
“mileage” will be compensated at fifty-four cents ($0.54) per kilometre (unless a
fleet or Employer provided non-fleet vehicle was available, in which case it will be
twenty-seven cents ($0.27)). Employees will provide accurate and complete
records respecting vehicle use at the request of the Employer.

Employees shall be reimbursed for all travel related expenses reasonably
incurred in the performance of their duties.

Meal rates will be reimbursed as follows:
Breakfast: $15.00
Lunch: $17.00
Dinner: $30.00

Receipts are not required for reimbursement. Any organizational increases to this
shall also apply for bargaining unit members.

ARTICLE 19 — MISCELLANEQOUS

19.01

19.02

19.03

19.04

The Employer shall endeavour to provide adequate, ergonomically correct work
stations for its staff.

The Employer will provide a bulletin board for posting of Union notices.

A copy of this Agreement will be issued by the Employer to each employee. The
cost of printing the Collective Agreement shall be shared by the Local Union (the
bargaining unit) and the Employer.

Wherever a pronoun is used in this Agreement, it includes the pronoun for all

genders. Where the singular is used, it includes the plural and vice versa, where
the context so requires.
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The Employer will advise the employees or the Union of any change in the
Employer's policies that impacts the employees or the Union, prior to
implementing the change.

ARTICLE 20 — COMPENSATION

20.01

20.02

20.03

As an ongoing benefit of employment, the Employer will continue its practice of
reimbursing employees for the cost of membership in their respective
professional bodies. Employees will be required to provide proof of registration,
with details of costs, as required by the Employer. An employee with an effective
resignation date within four (4) months of when the Employer reimburses such
cost of membership shall only be entitled to reimbursement on a pro-rated basis
(for the portion of the year for which she works and/or is on paid leave) and shall
be indebted to the Employer for any excess reimbursement, which may be
deducted from outstanding wages.

As an ongoing benefit of employment, the Employer will continue its practice of
reimbursing employees for the cost of their College licence to practice.
Employees will be required to provide proof of registration, with details of costs,
as required by the Employer. An employee with an effective resignation date
within four (4) months of when the Employer reimburses such cost of licensing
shall only be entitled to reimbursement on a pro-rata basis (for the portion of the
year for which she works and/or is on paid leave) and shall be indebted to the
Employer for any excess reimbursement, which may be deducted from
outstanding wages.

As an ongoing benefit of employment, the Employer will offer an hourly rate
stipend ($1.00/hr) for an employee the Employer has specifically designated to
preceptor a student.

ARTICLE 21 — SALARIES AND CLASSIFICATIONS

21.01

21.02

Salaries in present classifications are set forth in Appendix "A" and remain in
effect for the duration of this Agreement.

When a new classification in the bargaining unit is established by the Employer
or the Employer makes a substantial change in the job content of an existing
classification which in reality causes such classification to become a new
classification, the Employer shall advise the Union of such new or changed
classification and the rate of pay established. The Employer will also provide the
Union with any available information on the job posting, job profile, and salary
scale of the classification. If requested, the Employer agrees to meet with the
Union to permit it to make representations with respect to the appropriate rate of
pay providing any such meeting shall not delay the implementation of the new
classification. Where the Union challenges the rate established by the Employer
and the matter is not resolved following any meeting with the Union, a grievance
may be filed.

Any change in the rate established by the Employer either through meetings with

the Union or by a Board of Arbitration shall be made retroactive to the time at
which the new or changed classification was first filled.
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A claim for past experience, if any, shall be made in writing by the employee at
the time of hiring on the application for employment form or otherwise. Once
established, credit for experience is effective as of the employee’s date of hire.
The employee shall co-operate with the Employer by providing verification of past
experience so that this may be confirmed and evaluated forthwith and normally in
the hiring process. Once the past experience is established, the Employer will
credit an employee with the appropriate level of annual service increments for the
past experience (by assessing its relevancy) up to the maximum of the salary
grid.

Any employee with past service with the employer who is returning to work with
the Employer after a break of not more than five (5) years, shall be credited with
such past service for the purpose of vacation accrual.

Where the Union or employee challenges the rate established by the Employer
and the matter is not resolved following any meeting with the Union, a grievance
may be filed.

Any change in the rate established by the Employer either through meetings with
the Union or by a Board of Arbitration shall be made retroactive to the time at
which the new or changed classification was first filled.

The Employer may designate certain employees as having been assigned
additional responsibility to direct, supervise or oversee work of others and such
designated employees shall be paid a premium of one dollar and fifty cents
($1.50) per hour.

ARTICLE 22 — DURATION AND RETROACTIVITY

22.01

This Agreement shall remain in full force and effect from April 1, 2021 and extend
to March 31, 2024 and from year to year thereafter, unless either party notifies
the other in writing of its termination or proposed revision, addition or deletion of
any of its provisions. Such notification will be made not more than ninety (90)
calendar days prior to the termination date of this Agreement.
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SIGNATURE PAGE

DATED at Kenora, Ontario, this 10" day of August, 2022.

FOR THE EMPLOYER FOR THE UNION
_"Jeff Palamar” __"Gurpinder Pal Singh”
_"Serena Joseph” __"LeeAnn Lindquist”
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APPENDIX “A”

SALARY SCHEDULES
NURSE PRACTITIONER
Effective Effective Effective
2021-2022 2022-2023 2023-2024
Start $58.04 $58.91 $59.94
1 Year $59.79 $60.69 $61.75
2 Years $60.12 $61.02 $62.09
3 Years $60.93 $61.84 $62.92
4 Years $61.50 $62.42 $63.51
5 Years $63.04 $63.99 $65.11
6 Years $63.44 $64.39 $65.52
7 Years $63.63 $64.58 $65.72
8 Years $63.94 $64.90 $66.04
9 Years $64.42 $65.39 $66.53
REGISTERED NURSE
Effective Effective Effective
2021-2022 2022-2023 2023-2024
Start $34.18 $34.69 $35.30
1 Year $35.15 $35.68 $36.30
2 Years $36.13 $36.67 $37.31
3 Years $37.09 $37.65 $38.31
4 Years $38.28 $38.85 $39.53
5 Years $39.94 $40.54 $41.25
6 Years $41.61 $42.23 $42.97
7 Years $43.30 $43.95 $44.72
8 Years $45.48 $46.16 $46.97
9 Years $46.10 $46.79 $47.61
REGISTERED PRACTICAL NURSE
Effective Effective Effective
2021-2022 2022-2023 2023-2024
Start $27.26 $27.74 $28.30
1 Year $28.04 $28.53 $29.10
2 Years $28.82 $29.32 $29.91
3 Years $29.58 $30.10 $30.70
4 Years $30.34 $30.87 $31.49
5 Years $31.12 $31.67 $32.30
6 Years $31.87 $32.43 $33.08
7 Years $32.65 $33.22 $33.88
8 Years $33.41 $34.00 $34.68
9 Years $34.40 $35.00 $35.70
REGISTERED DIETICIAN
Effective Effective Effective
2021-2022 2022-2023 2023-2024
Start $35.03 $35.56 $36.18
1 Year $35.82 $36.36 $37.00
2 Years $36.60 $37.15 $37.80
3 Years $37.39 $37.95 $38.61
4 Years $38.40 $38.98 $39.66
5 Years $39.87 $40.47 $41.18
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6 Years $41.37 $41.99 $42.73
7 Years $42.86 $43.50 $44.26
8 Years $44.86 $45.53 $46.33
9 Years $45.28 $45.96 $46.76

Signing bonus of $250 (gross, subject to any required deductions) to be paid to
all employees in bargaining unit as of ratification, payable ASAP and within
fourteen (14) calendar days after ratification.

One dollar ($1.00) per hour premium for the CDE designation/certification.

If the Government funding to be used for wages for bargaining unit employees
increases during the life of this Collective Agreement, the Employer shall pass on
such increases to employees consistent with the funding increase.

This will be the case whether the funding increase is for the entire year or simply
a portion of it and wage increases shall be effective upon the effective date of the
increased funding. Should the Government provide no increase, wages will be
maintained at their present levels. Should the Government decrease funding,
then the Employer will maintain wages at present levels. The Employer will
promptly provide the Union with any information it receives from the Government
regarding funding available for wages and the parties will meet as required to
work towards co-operative resolution of any issues arising from this Government
information.

For clarity, unless otherwise specifically designated by the Government the wage
increases shall be on a proportionate basis.

Example for illustration purposes, and not based on actual wages or anticipated
government funding — Assuming the Employer’s total wages for the year
immediately prior to the date the government funding is received are split 65% for
bargaining unit employees, and 35% for non-bargaining unit employees, and
government provides an increase of $1 million, then $650,000 will be used for
increases of wages for bargaining unit employees, and $350,000 for increases of
wages for non-bargaining unit employees. The same process will take place by
determining wage splits by classification within the bargaining unit, and unless
the Union and the Employer otherwise agree, wage increases for each of those
classifications will be proportionate.

Retention Reward

Employees are paid $1,000 for 10 years of service, $1,500 for 15 years of
service, $2,000 for 20 years of service and $2,500 for 25 years of service.

Service is measured back to the most recent hire date.

Payments will be made within ten (10) days of ratification of this Collective
Agreement and afterwards within ten (10) days of an Employee obtaining the
anniversary and are subject to all required deductions.

Employees who have already achieved more than one level of reward as of
ratification of this Collective Agreement will receive all payments earned to that
date For example, an employee with twenty-one (21) years of service would
receive payments of $1,000 plus $1,500 plus $2,000.
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Any person whose employment has ended before the date of ratification of this
Collective Agreement will receive no payment.
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APPENDIX “B”

GRIEVANCE REPORT FORM

e ONTARIO NURSES’ ASSOCIATION
f= SN ASSOCIATION DES INFIRMIERES ET INFIRMIERS DE L'ONTARIO N
PR GRIEVANCE REPORT / RAPPORT DE GRIEF —
ONALOCAL DATE SUBMITTED TO EMPLOYER
| SECTION LOCALE EMPLOYER SIAPE  DATE DE SOUMISSION A LEMPLOVEUR
DE LANO EMPLOYEUR 1
GRIEVOR §
PLAIGNANTE 2
DEPARTMENT GRIEVANCE NO.
SERVICE K° DU GRIEF 3.

NATURE OF GRIEVANCE AND DATE OF OCCURRENCE / NATURE DU GRIEF ET DATE DE LEVENEMENT

SETTLEMENT REQUESTED / REGLEMENT DEMANDE

SIGNATURE OF GRIEVOR: SIGNATURE OF ASSQOCIATION REP:

SIGNATURE DE LA PLAIGNANTE: SIGNATURE DE LA REP DE L'AIO:

STEP EMPLOYER'S ANSWER / REPONSE DE L'EMPLOYEUR CATE RECEIVED FROM THE UNION.

ONE DATE DE RECEPTION DU SYNDICAT:
PREM- DATE SUBMITTED TO THE UNION

IERE DATE DE SOUMISSION AL SYNDICAT
EIPE SIGNATURE & POSTION OF EMPLOYER'S REPRESENTATIVE
SIGRATURE ET TITAE DU REPRESENTANT DE L EMPLOYELR
} DATE RECEJVED BY THE UNION:
DATE DE AECEPTION PAR LE SYNDICAT.
STEP EMPLOYER'S ANSWER / REPONSE DE LEMPLOYEUR DATE RECEIVED FAOM THE LNION
WO DATE DE RECEPTION DU SYNDICAT:

DEUX- DATE SUSMITTED TO THE UNION:
IEME DATE DE SOUMISSION AU SYNDICAT,
ETAPE SIGNATURE & POSITION OF EMPLOYER'S AEPRESENTATIVE
SKGNATURE ET TITRE OU REPRESENTANT DE LEMPLOYELR
’ DATE RECEJVED BY THE UNION-
DATE DE RECEPTION PAR LE SYNDICAT

PR

L smep EMPLOYER'S ANSWER ( REPONSE DE LEMPLOYEUR DATE RECEIVED FROM THE UNION:
| THREE DATE DE RECEPTION DU SYNDICAT
| TROIS- DATE SUBMITTED TO THE UNION:
v DATE DE SOUMISSION AU SYNDICAT
& HAPE POSITION OF EMPLOYER'S mssmmve
\ S‘l?AAh.ﬂS €7 TITAE DU REPRESENTANT DE LEMPLOYEUR
i } DATE RECEIVED BY THE UNION:
¢ DATE DE RECEPTION PAR LE SYNDICAT:
= 1,BLACK - EMPLOYER 2 BAOWN-ONA 3 BLUE - 4 - GRIEVOR
3 DRH08 FEV. 012000 T 1 e 2 BN 3 s A TIOE & VAT e
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LETTER OF UNDERSTANDING
Between:

WAASEGIIZHIG NANAANDAWE'IYEWIGAMIG
(hereinafter referred to as "the Employer")

And:

ONTARIO NURSES’ ASSOCIATION
(hereinafter referred to as the “Union”)

RE: EVENING CLINICS

WHEREAS, the parties agree that providing extended hours of service for an evening clinic will
be ongoing.

AND WHEREAS, the parties have determined that a Wednesday evening clinic will be
maintained in the Kenora satellite office.

AND WHEREAS the parties have determined that it is desirable to extend the operation of this
Letter of Understanding to operate evening clinics on Monday, Tuesday, Wednesday and
Thursday evenings, but the present staffing levels are not adequate to allow that;

AND WHEREAS the parties agree that once the Employer employs more Nurse Practitioners,
this Letter of Understanding will automatically be amended so as to address the operation of
additional evening clinics on Monday, Tuesday, Wednesday and Thursday evenings (as
determined by the Employer);

AND WHEREAS the parties agree that the following ratios shall apply:

Minimum Number of Nurse Number of Evening Clinics
Practitioners Required Operable
3 1
5 2
6 3
7 4

The parties therefore agree to the following process to ensure coverage of the evening clinics:
1. A rotating schedule has been determined and provides coverage for evening clinics.

2. An Expression of Interest will be posted one (1) month prior to the expiry of the current
three (3) month term to identify any NPs who may wish to volunteer for the next three (3)
month period. Should there be a volunteer(s) the identified the NP(s) will work with the
Employer to arrange scheduling for evening clinics over the three (3) month term.

3. If the Expression of Interest process does not garner a volunteer, the NPs will meet to
self-schedule coverage for evening clinics during the following three (3) month period.

4. If the NPs are unable to provide a self-scheduled agreement satisfactory to the

Employer prior to the start of the next three (3) month period, the Employer will schedule
the NPs in an equitable manner to provide coverage for the next three (3) month block.

WAASA01C24.doc



L42
5. Nothing in this Letter of Understanding prohibits an NP from volunteering for more than
the three (3) month period or for the parties to extend the time frames by mutual
agreement to provide for coverage longer than a three (3) month term.
6. This Letter of Understanding will expire with the renewal of the current collective
agreement expiring on March 31, 2024.

DATED at Kenora, Ontario, this 10" day of August, 2022.

FOR THE EMPLOYER FOR THE UNION
_"Jeff Palamar” __"Gurpinder Pal Singh”
_"Serena Joseph” __"LeeAnn Lindquist”

WAASA01C24.doc



L43

LETTER OF UNDERSTANDING
Between:

WAASEGIIZHIG NANAANDAWE'IYEWIGAMIG
(hereinafter referred to as "the Employer")

And:

ONTARIO NURSES’ ASSOCIATION
(hereinafter referred to as the “Union”)

RE: JOB SHARING

The Employer shall not arbitrarily or unreasonably refuse to implement a job-sharing request.

Implementation of Job-Sharing Arrangement

The Employer may choose to offer a job-sharing arrangement in filing a vacant full-time
position, in which case both job-sharing positions will be posted and selection will be based on
the criteria set out in the Collective Agreement.

A job-sharing arrangement may arise if an incumbent full-time employee wishes to share her or
his position, in which case the Employee shall propose that to the Employer for consideration. If
agreed to by the Employer, the Employee’s half of the position will not be posted but the other
half of the position will be posted and selection will be made on the criteria set out in the
Collective Agreement.

During Job-Sharing Arrangement
The Employees involved in a job-sharing arrangement are entitled to the terms of this Collective
Agreement as applicable to part-time employees, modified as follows:

(a) The schedule for the combined two (2) halves of the job-sharing arrangement will
conform with the full-time scheduling provisions of the Collective Agreement.

(b) Total hours worked by the job-sharers shall equal one (1) full-time position. The
division of these hours or the schedule shall be determined by mutual agreement
between the two (2) Employees and the Employer.

(© Job-sharers will not be required to work, in total, more paid holidays than would
one (1) full-time employee, unless mutually agreed otherwise.

(d) Each job-sharer may exchange shifts with her or his partner (subject to the
approval by the Employer) as well as with other Employees as may otherwise be
provided by the Collective Agreement.

(e) Whenever possible, a job sharer will work all shifts to cover her/his partner during
vacation and other pre-scheduled absences.

End of Job-Share Arrangement

The Employer or either employee in the job-sharing arrangement may discontinue the job
sharing arrangement with not less than ninety (90) calendar days’ notice. Upon receipt of such
notice, a meeting shall be held among those employees, the Employer and the Association
within fifteen (15) calendar days to discuss the discontinuation and any transitional issues.
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Once a job-sharing arrangement ends, the job-sharers shall revert to their prior positions with
the Employer. If an employee was hired into the job-sharing arrangement, she shall be laid off
effective immediately and with no right of recall.

DATED at Kenora, Ontario, this 10" day of August, 2022.

FOR THE EMPLOYER FOR THE UNION
_"Jeff Palamar” __"Gurpinder Pal Singh”
_"Serena Joseph” __"LeeAnn Lindquist”
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