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ARTICLE 1 - PURPOSE

1.01

The general purpose of this Collective Agreement is to establish and maintain
collective bargaining relations between the Four Villages Community Health
Centre (the “Employer”) and its employees and to establish and maintain
mutually satisfactory working conditions, hours of work, and wages as specified
in the Collective Agreement and to provide procedures for the prompt and
equitable disposition of grievances for all employees who are subject to the
provisions of this Agreement.

ARTICLE 2 - RECOGNITION

2.01

2.02

2.03

2.04

2.05

2.06

2.07

The Employer recognizes the Union as the exclusive bargaining agent for all
employees of The Four Villages Community Health Centre in the City of Toronto,
save and except managers and those above the rank of manager, human
resources staff, finance staff, volunteers, physicians, students, Executive
Assistant to the CEO and those employed in a confidential capacity in matters
relating to labour relations.

“Full-Time Employee(s)” means those permanent employees regularly scheduled
to work thirty-five (35) hours per week.

“‘Part-Time Employee(s)” means those permanent employees regularly
scheduled to work less than thirty-five (35) hours per week.

“‘Relief Employee(s)” means those employees who are elect-to-work employees
and who are called in by the Employer from time to time to work hours or shifts
on an as needed basis as required by the Employer.

“Contract Employee(s)” means those employees who are employed under a fixed
term contract with a duration not exceeding twelve (12) months (or such longer
period as specified in the grant or funding agreement) or are employed to replace
an employee who is absent on an authorized leave. An extension of the duration
may be mutually agreed upon between the Employer and the Union.

Any amended conditions of employment for Part-Time, Contract and Relief
employees shall be specified throughout this Agreement or in appendices
attached.

All references to “days” in this Agreement shall mean “working days”, unless
specified otherwise. For clarity, “working days” does not include Saturdays,
Sundays or holidays, even if the Employer operates during those days.



ARTICLE 3 — NO DISCRIMINATION

3.01

3.02

3.03
3.04

3.05

The parties agree that there will be no intimidation, harassment, discrimination,
interference, restraint or coercion exercised or practiced by any of their
representatives with respect to any employee because of their membership or
activity in the Union.

The Employer, employees and the Union agree to conduct their affairs in
accordance with the Ontario Human Rights Code and agree that there shall be
no discrimination, restraint, intimidation, harassment or coercion practised or
permitted by the Employer or the Union or any of their representatives against
any employee because of sex, sexual orientation, gender identity, gender
expression, age, marital status, family status, disability, race, colour, creed,
record of offences, place of origin or ethnic origin, ancestry, and citizenship.

There shall be no harassment exercised or practiced against any employee.

The Employer is committed to providing a violence free environment. Workplace
violence is any exercise or attempted exercise of physical force by a person
against a worker, in a workplace, that causes or could cause physical injury to
the worker, or a statement or behaviour that it is reasonable for a worker to
interpret as a threat to exercise physical force against the worker, in a workplace,
that could cause physical injury to the worker.

The parties recognize their joint duty to appropriately accommodate employees
in accordance with the provisions of the Ontario Human Rights Code. The parties
agree that the goal is, where possible, to return the employee to full, active duty
in the workplace through a safe and expedient process.

ARTICLE 4 - MANAGEMENT RIGHTS

4.01

The Union recognizes and acknowledges that the management of the Employer
and direction of the working forces are fixed exclusively in the Employer and,
without restricting the generality of the foregoing, the Union acknowledges that it
is the exclusive function of the Employer to:

(@) maintain standards, order, discipline and efficiency;

(b) hire, assign, direct, promote, demote, classify, transfer, layoff, recall and,
for just cause, suspend, discharge or otherwise discipline employees
subject to the right of the employees to grieve to the extent and manner
provided herein if the provisions of this Agreement are violated in the
exercise of these rights;

(c)  determine the nature and kind of business conducted by the Employer, the
methods and techniques of work, the schedules of work, the number of
personnel to be employed, qualifications required for the position, and the
number and type of classifications to be used;

(d)  determine job content, roles and requirements and the use of improved or
changed methods or processes of delivering services;



4.02

4.03

(e) make and enforce and alter from time to time rules and regulations to be
observed by the employees;

The Employer shall exercise its rights in a manner that is consistent with the
terms of this Agreement.

The Employer shall not enter into individual agreement(s) with an employee in
the bargaining unit.

ARTICLE 5 - DUES DEDUCTION

5.01

5.02

5.03

5.04

The Employer shall deduct union dues commencing from the first day of
employment, from each pay of each employee, starting with the pay period
nearest to the effective date of this Agreement, an amount equivalent to such
union dues as may be designated by the Union from time to time. In addition, the
Employer shall deduct union dues from any retroactive wage payments.

The Employer agrees that it will submit a cheque to the Union, not later than the
15th day of each month following the month in which dues were deducted. The
total amount of such deductions shall be forwarded to the Accounting
Department of the Union, 100 Lesmill Road, North York, Ontario. The remittance
shall be accompanied by a list of names, employee number or a unique identifier,
and the amount deducted. The list shall clearly indicate changes in employment
status for promotion, demotion, termination and leaves of absence, and may be
either in hard copy or electronic copy. A copy of such list shall be provided to the
Union Local.

The Employer agrees to give each person in the bargaining unit a T-4 slip for
income tax purposes showing the amount of dues deducted and shall give it to
each person in the bargaining unit on time for inclusion in their income tax return.

The Union will advise the Employer in writing of the amount of its regular dues.
The amounts specified shall continue to be deducted until changed by further
written notice to the Employer.

The Union agrees to save the Employer harmless and to indemnify the Employer
with respect to any claim made against the Employer by any employee or group
of employees arising out of the deduction of union dues as herein provided.

ARTICLE 6 — UNION REPRESENTATION

6.01

6.02

6.03

The Employer recognizes the right of the Union to elect nine (9) stewards from
among the employees in the bargaining unit. The Union will endeavour to have
steward representation at both the Bloor Street and Dundas Street locations.

The duty of the stewards shall be to represent employees(s) and to process
grievances or complaints as outlined in the grievance procedure of this
Agreement.

The Union will inform the Employer, in writing, of the names of its officers and
stewards and their alternates, and the name or names of its other authorized



6.04

6.05

6.06

6.07

6.08

representatives and their respective date of appointment, as well as their contact
information. The Employer will not be required to recognize such stewards,
alternates and officers until notification from the Union has been received.

The Employer agrees that the Union Steward will be allowed reasonable time off
work with pay and without loss of credits to represent employees in accordance
with the terms of the Agreement and discuss grievances with the Employer in
accordance with the grievance arbitration process. The Union acknowledges that
the stewards have regular duties to perform on behalf of the Employer. Such
persons shall not leave their regular duties without receiving permission from
their supervisor or the CEO. Such permission shall not be withheld unreasonably.

(@) Meetings involving grievances or complaints shall be at times and places
agreed to between the Union and the Employer.

(b) A grievor, a Union Steward, or an employee whose participation is
necessary at a grievance meeting arranged between the Employer and
the Union who attends such a meeting during his/her normal working
hours shall be paid at his/her regular earnings for the period of time to
attend the meeting. At any such meeting, the grievor is entitled to be
assisted by his/her steward and the OPSEU Staff Representative.

When discipline is to be imposed, an employee is entitled to be represented by a
Union steward and/or the Staff Representative. If an employee decides to waive
his or her right to Union representation, he or she must do so in writing.

Negotiating Committee

(a) The Employer agrees to recognize the negotiating committee comprised
of a Union Staff Representative and three (3) bargaining team
representatives and one (1) alternate who shall be elected or appointed
from amongst the employees in the bargaining unit for the purpose of
negotiating the Agreement or its renewal. For the time spentin
negotiations up to and including conciliation, the employees' salary,
credits, and applicable benefits shall be maintained by the Employer.
Either party may utilize additional resource staff as may be required.

(b) The Employer shall also release negotiating team members from duty for
reasonable preparation time. For the time spent in preparation, the
employees' salary, credits and applicable benefits shall be maintained by
the Union.

Employer/Employee Relations Committee

(a) It is agreed that an Employer/Employee Relations Committee will be
established and will be comprised of three (3) representatives from each
of the Union and the Employer. The three (3) Union representatives will be
staff members of the Employer and will be in addition to the OPSEU Staff
Representative referred to in Article 6.09. The Union and Employer shall
each elect/appoint a co-chair, who shall alternate as chairs of the meeting.
The Employer shall ensure that at least one of their representatives is



6.09

6.10

6.11

6.12

empowered to make decisions for the Employer. A minimum of two
representatives from each side constitutes quorum.

(b) The committee shall meet once every three (3) months, unless otherwise
agreed, to discuss matters of concern at a mutually-agreed time and
place. Each party shall notify the other party of the proposed agenda
items one (1) week in advance of the meeting. The chairperson of the
committee shall be selected by the Employer for the first meeting during
the term of this collective agreement and thereafter shall alternate
between a Union member and an Employer member.

()  The purpose of the Employer/Employee Relations Committee is to discuss
items of concern to management or employees. The committee shall not
have the power to alter, amend or modify the specific terms of the
Agreement.

(d) Employees serving on the Employee-Employer Relations Committee shall
not lose regular earnings for time spent attending meetings of the
Committee, including one (1) hour of preparation time.

Employees shall have the right to the assistance of an OPSEU Staff
Representative on the above referenced committees whenever necessary. The
Union agrees that the exercise of this right shall not interfere with the Employer's
operation. If an OPSEU Staff Representative will be attending an
Employer/Employee Relations Committee meeting, the Union will provide the
Employer with notice of their attendance one week prior to the meeting.

Copies of the Agreement

The Employer and the Union desire all parties to be familiar with the provisions of
this Agreement and the rights and obligations under it. For this reason, the
parties shall share equally the cost of printing and distribute sufficient copies of
this Agreement to all parties. Where required the parties shall co-operate in
making the Agreement accessible to employees in alternative formats or
languages.

Employee Orientation

A new employee will have the opportunity to meet with a representative of the
Union in the employ of the Employer for a period of up to 15 minutes during the
employer’s orientation period without loss of regular earnings. The employee will
be given a copy of the Collective Agreement.

The Employer will provide a bulletin board at each work location for the purpose
of posting notices regarding meetings and other matters of Union business.
Notices must be approved by the Union Local President or Unit Steward.



ARTICLE 7 — OCCUPATIONAL HEALTH AND SAFETY

7.01

7.02

7.03

7.04

7.05

The Employer agrees to establish and maintain a Joint Health and Safety
Committee (JHSC) in accordance with the provisions of the Occupational Health
and Safety Act, R.S.0. 1990, c. O.1 (OHSA) and its regulations. The JHSC shall
be comprised of representatives from the Union and representatives from the
Employer. Bargaining Unit members of the committee who represent the workers
shall be selected by the Union. The parties agree that the JHSC may have
additional non-bargaining unit members who are not members of management.

The committee shall be co-chaired. One co-chair shall be selected by the Union
and the other Co-chair shall be selected by the Employer.

Time off for committee members to perform committee related duties or to attend
meetings, shall be granted to committee members at the regular or overtime rate
as applicable, and preparation time of no less than one (1) hour per meeting as
provided in OHSA.

Meetings shall be held every quarter or more frequently upon agreement of the
Co-chairs. The committee shall maintain minutes of all meetings and make the
same available for review.

The Employer shall make reasonable provisions for the safety and health of its
employees during the hours of their employment. It is agreed that both the
Employer and the Union shall co-operate to the fullest extent possible in the
prevention of accidents and in the reasonable promotion of safety and health of
all employees.

The Employer and the Union recognize their obligation to comply with their joint
duties and responsibilities under the Occupational Health and Safety Act to:

. Provide and maintain a safe and healthy workplace;

. Support and promote an environment that is free of disruptive workplace
conflict and disrespectful behaviour or any form of workplace harassment;
and

. Support and promote an environment that is free of workplace violence

The Employer agrees to provide all safety clothing and equipment required. The
Employer agrees to comply with its statutory obligations with respect to any
monitoring and testing as may be required for the safe operation of a work site
and its surrounding environment.

The Employer undertakes to investigate all complaints of workplace harassment
in an expeditious manner and inform the Union of the outcome of any
investigation.

Workplace Violence

(a) The Employer will consider appropriate measures to address violence in
the workplace and to take every reasonable precaution to protect
employees from workplace violence.



(b) The Employer will report all incidents of violence as defined herein to the
Joint Health and Safety Committee for review.

7.06 Workplace Harassment

(@) The Employer is committed to providing a harassment free workplace.
Workplace harassment means engaging in a course of vexatious
comment or conduct against a worker in a workplace that is known or
ought reasonably to be known to be unwelcome and includes workplace
sexual harassment as defined by the Occupational Health and Safety Act
as amended from time to time.

(b) The Employer agrees that workplace harassment will not be condoned. An
employee who believes he/she has been subjected to such incident shall
report this to a supervisor who will make every reasonable effort to rectify
the situation.

ARTICLE 8 — NO STRIKE OR LOCK-OUTS

8.01

There shall be no strikes or lock-outs for the term of this Agreement as provided
in the Ontario Labour Relations Act.

ARTICLE 9 — GRIEVANCE PROCEDURE

9.01

9.02

9.03

Any dispute involving the application, interpretation, administration, or alleged
violation of this Agreement, including discipline, suspension or dismissal, or

whether a matter is arbitrable, may be made the subject of a grievance and an
earnest effort shall be made to settle such a grievance as quickly as possible.

It is the mutual desire of the parties hereto that complaints of employees shall be
adjusted as quickly as possible, and it is understood that an employee has no
grievance until he or she has first given his or her immediate supervisor the
opportunity of adjusting his or her complaint. Such complaint shall be discussed
with his or her immediate supervisor within fifteen (15) days of the circumstances
giving rise to the complaint, or within fifteen (15) days of the date the employee
ought to become aware of the circumstances giving rise to the complaint. The
supervisor shall give his or her response verbally within five (5) days of receiving
the employee’s complaint. If the complaint is not settled, it shall be taken up as a
grievance within seven (7) days of the date of the supervisor’'s response, or the
date the supervisor’s response was due, whichever is earlier, in the following
manner and sequence:

Stage 1

The employee may file a grievance in writing by providing a copy of the
grievance form to Human Resources. The written grievance, signed by the
employee, shall state the nature of the grievance and the re-dress sought.
Human Resources shall respond to the grievance in writing within seven (7) days
of the submission of the grievance.



9.04

9.05

9.06

9.07

Stage 2

If the grievance is not resolved at Stage 1, the grievor may submit the grievance
to the Chief Executive Officer, or designee, within ten (10) days of the date the
Stage 1 response is received by the grievor, or within ten (10) days of the date
the Stage 1 response was due, whichever is earlier. A meeting will then be held
with the grievor and his or her union representative at a mutually agreeable time
within ten (10) days of the date the grievance is received at Stage 2, or within
some longer period mutually agreed by the parties. The Chief Executive Officer
shall deliver his or her decision in writing within seven (7) days of the meeting. If
the grievance is not resolved at Stage 2, the grievor may submit the grievance to
arbitration as set out below.

Discipline/Dismissal

(@) No Employee shall be disciplined, suspended or discharged without just
cause. When an employee is disciplined, suspended or discharged, s/he
shall be advised in writing by the Employer of the reason(s).

(b) A claim by an Employee who has successfully completed the probationary
period that s/he has been unjustly suspended or discharged, shall be
treated as a grievance if a written statement of such grievance is
submitted to the Employer at Step 2 within ten (10) days after the date of
the suspension or discharge.

(c) If a suspension is grieved, the Employer in its sole discretion may elect to
delay the enforcement of the suspension until the grievance is settled,
abandoned or determined by an arbitrator.

(d)  During the probationary period an employee shall be considered as being
employed on a trial basis and may be dismissed at the sole discretion of
the Employer. Any termination occurring during the probationary period
shall be deemed to be just cause for termination or release and shall not
be the subject of a grievance and/or arbitration. The Employer shall
comply with any obligations pursuant to the Employment Standards Act,
2000 in terminating the employment of a probationary employee.

Policy Grievance

Where a dispute involving a question of general application or interpretation
occurs, the Union may file a grievance on behalf of the bargaining unit. The
grievance will be commenced at Stage 2 of the grievance procedure. The
grievance must be submitted within fifteen (15) days after the circumstances
giving rise to the grievance, or within fifteen (15) days of the date the Union ought
to have become aware of the circumstances giving rise to the grievance,
whichever is earlier.

Group Grievance

Where a group of employees have identical grievances and each employee
would be entitled to grieve separately, they may present a group grievance, and
such written grievance shall be filed at Stage 2 within fifteen (15) days after the



9.08

9.09

9.10

9.11

circumstances giving rise to the grievance, or within fifteen (15) days of the date
the employees ought to have become aware of the circumstances giving rise to
the grievance, whichever is earlier.

Time limits referred to in the grievance procedure and arbitration procedure may
be extended by mutual agreement if specified in writing. If a grievance is not
commenced or processed through the next stage of the grievance procedure
(Article 9) within the time limits specified, it shall be deemed to have been
abandoned.

In this Article and Article 10, days shall include all days exclusive of Saturday,
Sunday and designated holidays.

The employee has the right to be accompanied and represented by a Union
representative at all meetings in the grievance/arbitration procedure.

Mediation

The parties may mutually agree to refer a grievance to a mediator before
proceeding to arbitration. The selection of a mediator will be agreed to and costs
shall be shared equally by the parties. The mediation shall be conducted on a
without prejudice basis and shall not otherwise affect any timelines or provisions
of the grievance/arbitration process. In the event that the matter is not settled by
mediation, then the matter may be resolved at arbitration. The referring party
shall contact the other party in order to agree on a process for selecting the
mediator.

ARTICLE 10 — ARBITRATION

10.01

10.02

10.03

10.04

Failing settlement under the foregoing procedure, any grievance, including a
question as to whether the grievance is arbitrable, may be submitted to
arbitration as herein provided. If no written request for arbitration is received
within fourteen (14) days after the decision under the foregoing procedure is
given, the grievance shall be deemed to have been abandoned.

All agreements reached under the grievance or arbitration procedure between
the representatives of the Employer, the representatives of the Union and the
grievor(s) will be final and binding upon the parties.

When either party requests that any matter be submitted to arbitration as
provided in this Article, it shall make such request in writing addressed to the
other party to this Agreement, and at the same time identify a choice for a sole
arbitrator. Within seven (7) days thereafter, the other party shall identify its
choice of a sole arbitrator. The parties may confer in an effort to seek agreement
on a sole arbitrator, or where there is no agreement within a period of fourteen
(14) days, the Minister of Labour for the Province of Ontario shall have the power
to make such appointment upon application by either party.

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



10.05

10.06

10.07

10.08

10.09

10.10

10.11

10.12

10

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

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

The arbitration proceedings will be expedited by the parties. The decision of the
arbitrator will be final and binding upon the parties.

The parties will equally share the expenses of the arbitrator and of the hearing
room.

The time limits set out in this Article 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.

Notwithstanding the time limits as set out herein, in the interest of bringing the
matter to an expeditious conclusion, where the decision or response is provided
in less than the number of days provided above, any subsequent response will
measure from the receipt of the response.

Employees who are summonsed or subpoenaed and whose attendance is
required at arbitration hearings shall receive permission to be absent from work
with pay.

The sole arbitrator shall determine its own procedure and shall give full
opportunity to all parties to present evidence and make representations.

ARTICLE 11 — PERSONNEL FILE

11.01

11.02

Upon written request to the manager responsible for Human Resources, an
employee may, in the presence of said manager during normal business hours of
the office, review the contents of her or his personnel file.

(@)  Any letter of reprimand, suspension or other sanction shall be removed
from the record of an employee eighteen (18) months following receipt of
such letter, suspension or other sanction provided the employee remains
discipline free during that time.

(b) A copy of each performance appraisal shall be given to an employee and
a copy shall be placed on his or her file.

() An employee who objects to his or her performance appraisal may elect to
attach a statement to the document setting out the details of and reasons
for those objections and such statement shall be appended to the
performance appraisal in the personnel file.

(d)  The Employer shall provide an employee with written reasons for any
disciplinary action. Any reply by the employee shall become part of the
employee’s record.
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ARTICLE 12 — SENIORITY

12.01

(@) Seniority as referred to in this agreement shall mean length of continuous
service in the bargaining unit from the last date of hire in the employ of the
employer and shall be on a bargaining unit-wide basis.

Clarity Note:l ast date of hire includes all unbroken service prior to certification of the

12.02

12.03

12.04

12.05

Union for all bargaining unit members

(b) Full-time employees shall accumulate seniority on the basis of years,
months and days of employment in a bargaining unit position since last
date of hire.

(c) Part-time and relief employees shall accumulate seniority on the basis of
hours worked since last date of hire in a bargaining unit position. One (1)
year of seniority shall be credited for every fifteen hundred (1500) hours
worked. A part-time or relief employee may not accumulate more than
fifteen hundred (1500) hours in a twelve (12) month period.

Seniority lists will be maintained by the Employer and will be supplied to the
Union and posted on the Union bulletin boards. The lists shall be updated every
six (6) months. Any employee who disagrees with the information contained in
the seniority list must bring the dispute to the attention of his or her immediate
supervisor within thirty (30) days of the list being posted. Failing any
disagreement brought forward within thirty (30) days, the list will be deemed
accurate for all purposes.

Where an employee moves from full-time status to part-time status or vice-versa,
he or she shall retain the accumulated seniority hours attained at the date of
transfer and accumulate future seniority in accordance with the new status. One
year of full-time seniority shall equal 1500 hours.

Probationary Employee

Full-time employees shall be hired on a probationary basis for a period of three
(3) calendar months. Part-time employees shall serve a probationary period of
four hundred and fifty (450) hours. The Employer may extend the probationary
period for full-time employees for up to an additional three (3) months and for
part-time employees and for up to an additional four hundred and fifty (450)
hours.

Accumulation of Seniority

(@) An employee shall retain and accrue service and seniority when absent
from work under the following circumstances:

i. any approved leave of absence with pay;

ii. when absent due to illness, injury, or disability, resulting in sick
leave, WSIB benefits or LTD benéefits;
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iii. when absent on leave legislated by the Employment Standards Act,
2000 (i.e. pregnancy, parental, family medical leave, personal
emergency);

iv. leave of absence without pay, which does not exceed a total of
thirty (30) days in a calendar year;

V. when on approved Union leave.

(b) An employee shall retain but not accrue service and seniority when absent
from work under the following circumstances:

i when on a leave of absence that is approved and granted without
pay except as provided in (a) i, iii, iv and v.

12.06 Loss of Seniority and Termination of Employment

Continuity of service shall be considered broken and employment terminated if
the employee:

(a) resigns or retires;

(b) is discharged (and the discharge is not reversed through the grievance
arbitration procedure);

(c) fails to report to work at the expiration of a leave of absence unless a
reason satisfactory to the Employer is given;

(d) does not return to work after lay-off on his or her first scheduled shift that
occurs seven (7) or more calendar days after being recalled by the
Employer by telephone and by registered mail sent to his or her address
last known to the Employer. It shall be the employee’s responsibility to
keep the Employer and the Union notified as to any change of his or her
address or telephone number so that they will be up-to-date at all times;

(e) is absent from work for five consecutive shifts without providing a reason
satisfactory to the Employer;

(f) is laid off for a period in excess of 18 months;

(g) uses aleave of absence for a purpose other than that for which it was
granted;

It shall be the responsibility of the employee to keep the Employer informed of
the employee’s current address. If any employee fails to do this, the Employer
will not be responsible for a failure of a notice to reach an employee.

12.07 Employees promoted to supervisory positions, or transferred to positions not
covered by this Agreement, will retain but not accrue seniority after promotion or
transfer for a period of six (6) months. If the Employer determines in the first six
(6) months that the employee is not suitable for the new position, or if the
employee elects during that period to return to the bargaining unit, the employee
will be returned to his or her bargaining unit position and any bumping or
transfers caused as a result will be reversed.
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ARTICLE 13 — POSTING AND FILLING OF VACANCIES

13.01

13.02

13.03

13.04

13.05

13.06

13.07

When a vacancy in an existing classification occurs that the Employer intends to
fill or a new position is created inside the bargaining unit, the Employer shall
notify the Lead Union Steward in writing and post notice of the position on the
Union bulletin boards.

The posting shall be placed on all bulletin boards and the intranet and a copy
provided to the Union at the same time. The posting shall contain:

(i) the job title and job description

(ii) the location of the position

(i)  the reporting line and supervisory structure

(iv)  the hours of work and rate for the job, including wage range
(v) the qualifications and experience required to perform the job
(vi)  a brief description of the nature of the job

The vacancy posting period shall be for not less than ten (10) days from the date
of posting. An employee who wishes to be considered for the position so posted
shall signify his or her desire by making written application within the posting
period. The posting shall clearly indicate the deadline date for the application and
the location or person to whom applications shall be made.

Within two (2) weeks of the deadline for applications, the Employer shall select
the bargaining unit candidate(s) for interview. Interviews will take place in a
timely manner thereafter, but not more than one (1) month after the selection of
candidates for interview. Immediately following selection, all other candidates
shall be informed in writing that they were not selected. The Union shall be
provided with a list of all the names of the successful and unsuccessful
candidates that are members of the bargaining unit.

The successful candidate shall be placed on a three month trial period upon
starting the new position. During this period, the employee may elect to return to
his/ her former position. If the Employer decides that the successful candidate is
not performing the normal duties of the position adequately, assistance will be
provided to the employee to become familiar with the position. In the event the
Employer decides within the three month trial period that the employee cannot
adequately perform the normal duties of the position, the employee will be
returned to the employee's former position.

No applicants from outside the bargaining unit will be considered unless the
posting and selection process is completed and no bargaining unit applicant was
selected. Notwithstanding the foregoing, the Employer may seek applicants from
outside the bargaining unit concurrently with the aforementioned process.

A temporary position is one that is expected to be non-recurring in nature and of
fewer than twelve (12) months duration (or such longer period as specified in the
grant or funding agreement) or is intended to replace an employee who is absent
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on an authorized leave. The parties may mutually agree to extend the duration of
a temporary position.

A posting for a temporary position that is four (4) months or longer shall follow
the same procedure and process as under Articles 13.01-13.05, except that the
vacancy posting period may be reduced by the Employer to five (5) days.

If an internal candidate is successful in obtaining the temporary position, she or
he shall be returned to his or her former position once the temporary position
ends. Any transfers that occurred as a result of the filling of that temporary
position shall be reversed.

If a vacancy exists that is not expected to exceed four (4) months, the Employer
shall not be required to comply with Articles 13.01-13.05. The term of these
vacancies may only be extended by mutual agreement between the Employer
and the Union.

Bidding for New Position After Successful Bid

An employee who has successfully bid under this Article shall not be entitled to
bid on a posted job for six (6) months from the date of his or her successful bid,
except with the Employer’s permission. If permission is requested during the
posting period, it shall be considered by the Employer before the posting period
is complete. The Employer will consider each request in an equitable manner.

Notwithstanding, the prohibition on bidding for positions will not apply when
employees are seeking to transition from part-time to full-time status or vice
versa.

ARTICLE 14 - EMPLOYMENT STABILITY — LAYOFF AND RECALL

14.01

14.02

14.03

A layoff is defined as a reduction in the regular hours of a position, or the
elimination of one or more bargaining unit positions which are occupied by
employees at the time of elimination.

If the notice of layoff establishes an effective return date for when the Employee
is to return from layoff that is twenty (20) or fewer working days from the start of
layoff, the layoff will be deemed to be a temporary layoff and the bumping
provisions will not apply. If the layoff establishes an effective return date that is
unknown or is more than twenty (20) working days after the start of layoff, the
bumping procedure will apply. Employees will be entitled to utilize earned
vacation credits or banked lieu time to cover a period of layoff that is twenty (20)
or fewer working days.

Layoffs shall be carried out by reverse order of seniority in the classification
affected by the layoff, provided that the senior employees in the affected
classification are able to perform the normal requirements of the remaining work
in the classification.

(a) In the event of a layoff of a permanent or long term nature, the Employer
will provide the Union with thirty (30) calendar days’ notice prior to the
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date of layoff. The Union will keep the fact of the layoff confidential until
the Employer has notified the affected employees. Employees affected by
a layoff shall receive twenty (20) calendar days’ notice prior to the date of
layoff or, if less notice is provided, the equivalent pay in lieu of notice. The
parties agree that any notice provided to an employee prior to layoff
(either working notice, payment in lieu of notice, or a combination of the
two) will count toward the employee’s entitlement to notice under the
Employment Standards Act, 2000 in the event the layoff turns into a
termination of employment.

During the Union notice period, and before the affected employees have
been provided notice, the Employer will meet with the Union to discuss
measures, if any to avoid the layoff(s).

Such meeting will review the following:

- the reasons causing the layoff;

- the services the Employer will undertake after the layoff;
- alternatives to layoff;

- the method of implementation; and

- ways the Employer can assist employees to find alternative
employment

14.04 A copy of any notice of lay off to an employee will be provided to the Union at the
same time.

14.05 In the event of a layoff, the Employer will terminate Contract employees, relief
employees and probationary employees, in that order, in the affected area, if
doing so would avoid the need for layoffs or reduce the number of layoffs,
provided that the employees retained are qualified, able and willing to perform
the available work.

14.06 (a)

If an employee given notice of layoff is not the most junior employee in the
affected classification, the employee given notice of layoff shall, within ten
(10) days of receiving such notice, provide the Employer with their written
election to accept the lay off and retain recall rights or, subject to Article
14.06(b), to displace the employee within his or her job classification with
lesser seniority. An employee with lesser seniority who is given notice of
being bumped will then have the opportunity to displace an employee
within his or her job classification with lesser seniority. This process will
continue until an employee within the affected job classification is laid off.
If the employee initially provided notice of layoff has the least seniority in
his or her classification, the employee shall be required to accept the
layoff.

If a layoff occurs as a result of a permanent reduction in the regular hours
of a position, the employee affected will be given the opportunity to
continue working in his or her position at the new hours. If the employee



14.07

14.08

14.09

16

accepts the position at the new hours, that will become the employee’s
new position for all purposes and he or she will not be laid off.

If the employee does not accept the new hours of the position, the
employee may bump the most junior employee in his or her classification
with greater hours of work and the most junior employee will be laid off. If
the employee who is originally given notice of the permanent reduction in
the hours of his or her position is the most junior employee in his or her
classification and therefore is unable to bump another employee, that
employee may either accept the position at the reduced hours or go on the
layoff and recall list.

(b) In order to displace another employee in accordance with Article 14.06 (a),
the employee who received the notice of layoff must be qualified and able
to perform the work of the position that he or she seeks to displace into
without training, but with a reasonable familiarization period.

Resignation

An employee given notice of a permanent layoff may choose to provide written
notice of resignation to the Employer with his or her written agreement to
irrevocably abandon any and all recall rights under the Collective Agreement
upon ending his or her employment. If the notice provided by the employee is
working notice prior to the effective date of layoff, the Employer may waive the
working notice and pay the employee the equivalent of pay in lieu of notice for
the working notice period. The employee will also be paid any severance
amounts owing to him or her in accordance with Article 14.09 of this Agreement.
For the purposes of eligibility for employment insurance, the Employer will
provide a letter confirming that loss of employment is due to workforce reduction.

Attrition

It is understood that attrition can be used effectively as a redeployment strategy.
The Employer agrees that, wherever practicable, attrition will be utilized as an
alternative to layoffs.

Severance

(@) Where an employee who has passed the probationary period is laid off
and the layoff subsequently turns into a termination of employment the
employee shall be entitled to severance pay in the amount of one (1)
week’s pay for each completed year of service and a prorated amount for
any partial year of service to a maximum of twenty six (26) weeks. These
amounts will be inclusive of any severance payments owing under the
Employment Standards Act, 2000.

(b) An employee who has been laid off may elect, at any time during the recall
period, to terminate his or her employment and to receive severance pay
in accordance with Article 14.09(a), in which event the employee's name
shall be removed from the recall list and the Employer shall have no
further obligation with respect to such employee.
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Temporary Work

Employees on layoff shall be given preference for temporary work for which they
are qualified, if such work is expected not to exceed twenty (20) working days.
An employee who has been recalled to such temporary vacancy shall not be
required to accept the recall and may instead remain on layoff. For clarity, the
employee’s time spent on layoff after a period of temporary work pursuant to this
Article shall be considered part of the same period of layoff as the time spent on
layoff prior to the temporary assignment. Accepting a temporary assignment
does not forfeit an employee’s recall rights and the time spent working on the
temporary assignment will not be counted as time on layoff.

Recall

Employees who are laid off shall be placed on a recall list and shall retain, but
not accrue seniority for eighteen (18) months.

The Employer shall recall employees in order of seniority to vacant bargaining
unit positions, provided the vacancy is in the job classification/position the
employee being recalled held prior to being laid off eighteen (18) months from
date of layoff. If the vacancy is in a position that none of the employees on layoff
held prior to being laid off, the job will be posted and any employee on layoff will
be entitled to apply to the position. Notice of recall shall be sent by registered
mail and email to the last known address of the employee, who shall respond to
the recall notice within seven (7) days.

It shall be the responsibility of the employee to keep the Employer informed of
the employee’s current address. If any employee fails to do this, the Employer
will not be responsible for a failure of a notice to reach an employee.

If a position is posted internally and the position is not filled through the job
competition procedure, the Employer will, prior to recruiting externally, offer the
job to the most senior employee on layoff provided the most senior employee on
layoff has the qualifications, skill and ability to do the job without training, but with
a familiarization period.

An employee who is recalled and reinstated to a position with a lower rate of pay
than the position which was occupied at the time of the layoff shall be given the
first opportunity to return to their former position if the former position becomes
vacant within eighteen (18) months following the date of recall.

14.13 No Contracting Out

14.14

The Employer shall not contract out work currently performed by members of this
bargaining unit if, as a result of such contracting out, a layoff of any bargaining
unit employees occurs.

Work of the Bargaining Unit

Employees not covered by the terms of this Agreement will not perform duties
normally assigned to those employees who are covered by this Agreement,
except for the purposes of instruction, experimentation, or in emergencies when
regular employees are not readily available.
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14.15 Restructuring

In the event of reorganization or restructuring, or a merger with another
organization (or organizations) which may have potential adverse effects upon
employees in the bargaining unit, the Employer shall notify the Union of such
plans as far as practicable in advance so that the parties can meet to discuss
possible ways and means of minimizing the impact, including:

(a) identifying and proposing alternatives to any action that the Employer may
be considering

(b) identifying and seeking ways to address retraining needs of employees

During any restructuring or reorganization, employees shall not be required to
reapply for positions which are substantially the same in nature.

ARTICLE 15 - TECHNOLOGICAL CHANGE

15.01 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 or working conditions of employees within the
bargaining unit.

15.02 The Employer agrees to discuss any significant technological changes with the
Union and to consider practical ways and means of minimizing the adverse
effect, if any, upon employees concerned.

15.03 Employees will be given notice of the impending change in employment status
and/or working conditions at the earliest possible time.

ARTICLE 16 — LEAVES OF ABSENCE

16.01 Subject to the terms of the benefit plans, an employee shall be allowed to
continue enrolment in all employee benefit plans at the employee’s own expense
while on unpaid leave of absence. If the employee elects to continue such
benefit, he or she shall be required to provide the Employer and employee share
of the contributions by submitting a series of post-dated cheques to the Employer
prior to the start of the leave for each month of the leave.

16.02 Union Leave

The Employer, on receiving ten (10) calendar days’ notice in writing from the
Union, will grant a leave of absence without pay to no more than four (4)
employees at any one time to attend Union functions, provided that this leave
does not interfere with the operations of the Employer. Such persons shall inform
their supervisor so that they do not leave their regular duties without receiving
permission. Such leave shall not be withheld unreasonably. Unpaid leaves
pursuant to this Article shall not exceed a cumulative total of forty (40) days per
calendar year for the entire bargaining unit.
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16.03 Leave for Executive Board Members: Full-Time Position

(a)

(b)

When an employee is elected or appointed to a full-time position with
OPSEU, the Employer shall grant a leave of absence without pay and
continuation of benefit coverage paid by OPSEU and without loss of
seniority for the durations of such leave. At the end of the assignment, the
employee shall, upon two (2) weeks’ notice be returned to the position
held immediately prior to the commencement of the leave or to a
comparable position with no decrease in pay should the original position
be eliminated.

Leave of absence with no loss of pay and with no loss of credits shall be
granted to an employee elected as an Executive Board Member of the
Union. The Union will reimburse the Employer for the salary and benefits
paid to the employee.

16.04 Bereavement Leave

(a)

(b)

(c)

In the event of the death of an employee’s immediate family member, an
employee may be granted time off without loss of regular pay, up to a
maximum of three (3) consecutive working days, and upon approval by
the Employer.

For the purposes of Article 16.04 (a) an immediate family member
includes: spouse, parent, step-parent, foster parent, child, step-child,
foster child, grandparent, step-grandparent, grandchild, step-grandchild,
spouse of a child of the employee, brother, step-brother, sister, step-sister,
or relative of the employee who is dependent on the employee for care or
assistance.

If the employee requires additional time off, he or she may arrange with
him or her supervisor for vacation, lieu time or leave without pay.

16.05 Jury Duty and Witness Leave

If an employee is required to serve as a juror in any court of law, or is required by
subpoena to attend as a witness in any legal proceeding in connection with a
case arising from the employee’s duties, the employee shall not lose regular pay,
benefits or seniority because of such attendance, including the selection and all
preliminary processes, provided that the employee:

(a)

(b)
(c)

notifies the Employer immediately on the employee’s notification that he
will be required to attend;

presents proof of service requiring the employee’s attendance; and

deposits with the Employer the full amount of compensation received,
excluding mileage, travelling and meal allowance, and an official receipt
thereof.
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16.06 Pregnancy Leave

(a)

(b)

(c)

(d)

(e)

(f)

(9)

Pregnancy Leave will be granted in accordance with the provisions of the
Employment Standards Act, 2000 except where amended in this
agreement.

Seniority and service, and credit for service for vacation accrual, continue
to accrue during the pregnancy leave.

An employee entitled to pregnancy leave under this article that provides
the Employer with proof that she is in receipt of employment insurance
pursuant to the Employment Insurance Act, (Canada), shall be paid an
allowance in accordance with the Supplementary Unemployment Benefit
Plan.

Effective on confirmation by the Employment Insurance Commission of
the appropriateness of the Employer’s Supplemental Unemployment
Benefit (SUB) plan, and retroactive to date of confirmation by the
Employment Insurance Commission, an employee who is on pregnancy
leave as provided under this agreement and who is in receipt of
Employment Insurance pregnancy benefits pursuant to Section 22 of the
Employment Insurance Act, (Canada), shall be paid a supplemental
unemployment benefit. Employment and Social Development Canada
(ESDC) determines the maximum insurable earnings for which
Employment Insurance (El) premiums are paid. Employment Insurance
will pay fifty-five percent (65%) of the maximum of insurable earnings and
employer will pay the remaining forty-five percent (45%) to make it one
hundred percent (100%) of the maximum insurable earning. If an
employee’s current salary is less than the maximum yearly insurable
earnings, the Employer will provide the employee with a top up equal to
the difference between the employee’s El benefits and the employee’s
weekly salary. Such payment shall commence following receipt by the
Employer of the employee’s Employment Insurance cheque stub as proof
that she is in receipt of Employment Insurance pregnancy benefits, and
shall continue while the employee is in receipt of such benefits, for a
maximum period of seventeen (17) weeks for a pregnancy leave.

All group insurance, health and dental benefits will be continued on the
same cost-sharing basis as active employees while an employee is on
pregnancy leave.

An employee returning from a pregnancy leave shall be assigned to the
position she most recently held, if it still exists, or to a comparable
position, if it does not, and continue to be paid at the step in the salary
range that she would have attained had she worked during the leave of
absence.

In accordance with Articles 16.06 (d), the Supplementary Unemployment
Benefit shall be based on the salary the employee was receiving on the
last day worked prior to the commencement of the pregnancy leave,
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including any retroactive salary adjustment to which she may become
entitled during the leave.

16.07 Parental Leave

(a)

(b)

(c)

(d)

Parental Leave will be granted in accordance with the provisions of the
Employment Standards Act, 2000 except where amended in this
agreement.

Seniority, service, and credit for service for vacation accrual, continue to
accrue during the parental leave.

All group insurance, health and dental benefits will be continued on the
same cost-sharing basis as active employees while an employee is on
parental leave.

An employee returning from a leave of absence under Articles 16.06, or
16.07 shall be assigned to the position he or she most recently held, if it
still exists, or to a comparable position, if it does not, and continue to be
paid at the step in the salary range that he or she would have attained had
he or she worked during the leave of absence.

16.08 Compassionate/Wellness Leave

Employees are entitled to compassionate leave for personal, religious and/or
family reasons up to a period of three (3) days, subject to the approval of the
CEO. Requests for compassionate leave will not be unreasonably denied.

16.09 Professional Development and Educational Leave

(a)

(b)

(c)

Continuous professional development is an important part of on-going
quality improvement at Four Villages Community Health Centre. The
parties agree that professional development includes a diverse range of
activities, including but not limited to formal academic programs, short-
term continuing education activities, in-house education and training,
certification programs and attendance or participating in relevant
conferences. The development activity must relate to the employee’s
current duties.

If a professional development day occurs during a day when an employee
is regularly scheduled to work, the employee will be paid their regular
straight time hourly wages for the day. No overtime or other premiums will
be paid for the day. If an employee elects to take a professional
development day on a day when he or she is not scheduled to work, the
employee is eligible to bank time in lieu at straight time.

Each employee will be entitled to up to ten (10) days of paid professional
development leave per full fiscal year of employment in order to pursue
professional development, skill and capacity development relating to
employee’s current duties, with part-time employees receiving a pro-rated
number of days based on hours worked. Full-time and part-time
employees receive prorated professional development days in the first
fiscal year of employment based on start date. Additionally, employees are
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entitled to a maximum of one thousand dollars ($1,000.00) annually (pro-
rated for part-time employees) for tuition/registration costs associated with
approved professional development activities/programs, prorated in the
first fiscal year of employment based on start date.

Employees must submit a written request for approval by the supervisor
outlining the professional development activity being requested, the time
away from regular duties, and cost for review and approval by their
supervisor. Approval for professional development activities will not be
unreasonably denied.

If an employee’s employment comes to an end as a result of a resignation
or being terminated for cause and the employee has used professional
development days or funds for that fiscal year that had not been earned
prior to the date the employee’s employment comes to an end, the
employee will be responsible for reimbursing the Employer for any used
and unearned paid professional development days or paid
tuition/registration costs and the Employer may deduct any amounts owing
by the employee from the employee’s final pay.

Upon three (3) months’ written notice, the Employer agrees to grant
leaves of absence without pay, benefits or pension, to employees for a
one (1) year period provided an employee has completed three (3)
calendar years of service with the Employer. During such leaves, seniority
will not accrue, but the employee will retain service and seniority for all
purposes upon their return. Such leave will be granted at the discretion of
management provided it is operationally feasible. Such leave will not be
unreasonably denied. In consideration of a request for a leave of absence,
the following factors will be taken into consideration:

i The duration of the proposed leave and its effect on the Employer;
ii. The ability to find a replacement;

iii. The number of people currently on leave;

iv. The effect on costs, clients and continuity of care and service;

No vacation or sick leave credits will accrue during a period of leave under
article 16.09(d). If an employee wants to continue group benefits, or
pension accrual, during a period of leave under this article, the employee
may do so, subject to the terms of the applicable plan(s) or policies, at his
or her own expense.

A regular full-time and part-time employee shall be entitled to leave of
absence without loss of earnings from their regularly scheduled working
hours for the purpose of writing any examinations required in any
recognized course in which employees are enrolled to upgrade their
qualifications.
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ARTICLE 17 - HOURS OF WORK AND OVERTIME

17.01

17.02

17.03

17.04

17.05

17.06

17.07

It is understood and agreed that this article is intended to provide the definition of
a work week and shall not constitute a guarantee of hours of work per day or per
week, number of days per week, or a guarantee of working schedules. The
Employer will have the right to determine the hours of operation, including, but
not limited to, hours of work per day, and days during the week the business will
operate

The normal work week and work day for full-time employees is thirty-five (35)
hours consisting of seven (7) hour shifts per day, Monday through Friday,
excluding lunch. The normal hours of operation are from 8:00 am to 8:00 pm
(Monday through Thursday) and 8:00 am to 5:00 pm (Friday). Employees shall
be entitled to a one (1) hour unpaid lunch period.

The normal work week and work day for part-time employees is less than thirty-
five (35) hours consisting of seven (7) hour shifts per day, Monday through
Friday, excluding lunch. The normal hours of operation are from 8:00 am to 8:00
pm (Monday through Thursday) and 8:00 am to 5:00 pm (Friday). Employees
shall be entitled to a one (1) hour unpaid lunch period.

Notwithstanding Articles 17.02 and 17.03, hours and days of work may be flexed,
subject to supervisor approval, to meet the Employer’s operational needs.
Flexible time is defined as the ability to “flex” an individual work schedule to
accommodate programs and services within a thirty-five (35) hour work week.
Flexible time can be arranged within the same week or within two (2) weeks
provided a total of seventy (70) working hours is not exceeded in a two (2) week
period. Full-time employees must work a minimum of twenty-eight (28) hours per
week (prorated for part-time employees).

Any hours worked in a day in excess of the employee’s regularly scheduled shift
for that day will be compensated as lieu time off rather than overtime pay. Any
time worked in excess of an employee’s regular scheduled hours for a day must
be pre-approved by the employee’s supervisor, unless due to an urgent situation
related to immediate client care or emergency situation where it is not possible
for the employee to get pre-approval. In that case, the employee must notify his
or her supervisor of the additional hours worked and the reasons requiring the
work as soon as possible.

Any approved additional hours of work over and above an employee’s regular
schedule during a week will be banked as lieu time at straight time for all hours
up to and including forty four (44) hours in a week. Any approved hours worked
in excess of forty four (44) hours in a week will be banked as lieu time at time
and one half (1.5).

Full-time employees may accrue a maximum of twenty-one (21) lieu hours. Part-
time employees may accrue a pro-rated maximum based on the number of hours
usually worked in relation to a full-time 35-hour workweek. The lieu time shall be
taken within three (3) months of the work week in which the lieu time was earned,
unless the Employer and the employee mutually agree otherwise. Lieu time not
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taken within three (3) months of the work week in which it was earned will be
paid out.

ARTICLE 18 — WAGES

18.01

18.02

18.03

18.04

18.05

The wages will be as set out in Schedule A, attached to and forming part of the
collective agreement.

Full-time employees will automatically progress from one step to the next in the
salary range for his/her classification on completion of one year in the
classification. Part-time and relief employees will automatically progress from one
step to the next in the salary range for his/her classification on completion of
1500 hours.

When a new classification is to be created or the Employer makes a substantial
change to an existing classification within the bargaining unit, the Employer shall
notify the Union and provide all relevant information concerning the proposed
new or changed classification. The parties shall meet within thirty (30) days to
negotiate the salary range for the new or revised classification provided that,
should no agreement be reached between the parties then the Employer will set
the salary range for the new or revised classification subject to the right of the
parties to have the rate determined by arbitration.

An employee unable, through pregnancy, illness or injury, to perform the
essential duties of his or her regular position will be accommodated in
accordance with the Ontario Human Rights Code.

In-Service Training and Staff Meetings

Where the Employer deems training or staff meetings to be mandatory and the
employee is already scheduled to work, the employee will be paid their regular
rate of pay or overtime rate, as applicable, for the time spent at the mandatory
training or staff meeting.

If the employee is not scheduled to work during the time of the mandatory
training or staff meeting, the employee will flex their time so that the training or
staff meeting occurs during a regular shift and the employee will be paid his or
her regular rate of pay or overtime rate, as applicable, for attending. If it is not
operationally feasible for the employee to flex his or her time, the employee will
attend the mandatory training or staff meeting outside of his or her regular
schedule and will accrue lieu time at straight time or the overtime rate, as
applicable. If the employee’s lieu bank is full, the employee will be paid at the
applicable straight time or overtime rate for time spent at mandatory training or
staff meetings that occur outside the employee’s hours of work.

If the Employer provides optional training or schedules an optional staff meeting,
an employee who is scheduled to work during the time of the optional training or

meeting may attend upon first obtaining permission from his or her supervisor to

leave work. The employee will be paid his or her applicable rate for all time spent
at the optional training or meeting that falls within the employee’s regular
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schedule. If an employee attends optional training or an optional meeting during
his or her own time, he or she will not be compensated for that time.

ARTICLE 19 — PAID HOLIDAYS

19.01 The Employer shall recognize the following paid holidays, which will be paid in

19.02

19.03

19.04

19.05

accordance with the Employment Standards Act, 2000:

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

In addition to the above, each employee is entitled to two (2) floating holidays to
be taken at a mutually agreed time, prorated in the first fiscal year of employment
based on start date. The floating holidays are to be taken within the fiscal year
and cannot be carried over to the next fiscal year. Employees will be paid a
normal day’s pay at their regular rate for each floating holiday. Relief employees
and contract employees are not entitled to float days.

If any of the above holidays fall or are observed during an employee's vacation or
on a scheduled day off, the employee will receive another day off with pay.

Where any of the statutory holidays fall on a day when the Employer is not
operating, the next day of operation will be recognized as the public holiday.

Employees required to work on any of the above-mentioned holidays shall be
paid for all work performed at one and one-half (1.5) times the regular hourly rate
for all normal hours of work on that day and shall receive another day off with pay
in lieu of the holiday to be scheduled at a time mutually agreed between
employee and the Employer.

ARTICLE 20 — VACATIONS

20.01

20.02
20.03

Employees will be entitled to vacations with pay in accordance with the following
schedule:

Years of service: Vacation Entitlement:

Less than 1 year up to 6 years 1.67 days per month (4 weeks)
From 6 years up to 15 years 2.08 days per month (5 weeks)
From 15 years and over 2.50 days per month (6 weeks)

The vacation entitlement year is April 1 to March 31.

Part-time employees accumulate paid vacation time on a pro-rated basis,
according to the number of hours worked each month.
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(a) The Employer will post the vacation planner no later than January 2nd
each year which will cover the vacation period April 1st — March 31st.

(b) Employees will submit their vacation requests by February 1st. The
finalized vacation schedule will be posted on March 1st of each year.

(c)  Vacation requests submitted after the time frames in Article 20.04 (b) will
be considered on the basis of date of receipt and will be approved/denied
by the Employer within one (1) week from the date of the request.

(d) Requests for vacation shall be subject to operational demands and shall
not be unreasonably denied. If a request for vacation is denied, a reason
for the denial will be provided to the employee in writing.

(e) It is understood and agreed that the Employer will give consideration to
employee’s preference as to the timing of vacations. In the event of a
conflict between employees, the principle of seniority will apply.

During any year in which an employee becomes eligible for increased vacation
entitlement, they shall commence accumulation of the increased entitlement
during the month of their eligibility date.

Where during their vacation an employee becomes seriously ill, is hospitalized,
or requires medical care at home, they may elect to use their accrued sick leave
credits for the period of convalescence in place of their vacation, subject to the
Employer’s right to request documentation to support the claim.

An employee shall be entitled to vacation credits for a month or part thereof in
which the employee is at work or on leave with pay. For greater clarity, receipt of
Employment Insurance, WSIB payments or LTD benefits will not be considered a
leave with pay for the purposes of this article. Notwithstanding, employees on
pregnancy and parental leave continue to accrue vacation credits for the
duration.

Employees are entitled to carry over up to five (5) days of vacation to the next
vacation entitlement year (prorated for part-time employees).

Upon termination of employment, the employee shall be compensated for any
unused vacation days accrued at the regular rate of remuneration.

If an employee’s employment comes to an end and the employee has used
vacation that has not been earned prior to the date the employee is laid off or the
employee’s employment comes to an end, the employee will be responsible for
reimbursing the Employer for any used and unearned vacation and the Employer
may deduct any amounts owing by the employee from the employee’s final pay.

ARTICLE 21 - SICK LEAVE

21.01

Full-time employees will be granted fifteen (15) sick days per year, accumulated
at the rate of one and one quarter (1.25) days per month, without loss of pay or
credits. Part-time employees will be entitled to one and one quarter (1.25) days
per month calculated on a pro-rated basis based on hours worked.
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Employees are permitted to carry forward up to fifteen (15) unused sick days into
the following fiscal year. An employee cannot have more than a total of thirty (30)
days’ sick leave credits in his or her sick leave bank at any one time.

If an employee’s employment comes to an end and the employee has used sick
days that have not been earned prior to that date the employee will be
responsible for reimbursing the Employer for any used and unearned sick days
and the Employer may deduct any amounts owing by the employee from the
employee’s final pay.

Sick leave may be used for a short-term personal iliness or the iliness of an
immediate family member or a family member who lives with the employee and is
fully dependent on the employee for care. For the purposes of this provision,
immediate family member is defined as a spouse or partner, child or parent of the
employee. Spouse or partner is defined as the individual, if any, with whom the
staff member co-habits of the same or opposite sex of some permanence. Child
is defined as the natural, adopted, foster or step-child of the employee. Parent is
defined as the natural or step parent of the employee.

Sick leave during normal working hours will be granted for an employee to attend
their own medical appointments or the medical appointment of a family member
who lives with the employee and is fully dependent on the employee for care,
provided notice is given to the employee’s immediate supervisor. The employee
shall attend work prior to the appointment, or after the appointment, if time
permits.

The Employer may request documentation to support an employee’s claim for
paid sick leave. The Employer will reimburse employees for the costs of any
requested documentation to substantiate an absence.

The Employer will pay one hundred percent (100%) of the billed premiums
towards coverage of employees under the long-term disability plan.

ARTICLE 22 —- HEALTH AND WELFARE BENEFITS

22.01

The Employer agrees to contribute towards the premium coverage of
participating eligible employees in its employ under the insurance plans as set
out in Article 22.01 subject to their respective terms and conditions including any
enrolment requirements.

(@) Semi-Private Hospital Insurance

The Employer agrees to pay one hundred percent (100%) of the billed
premiums towards coverage of eligible employees under the Green Shield
Plan (Group Policy Number 9393) or comparable coverage with another
carrier.
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(b) Extended Health Care

The Employer shall contribute on behalf of each eligible employee one
hundred percent (100%) of the billed premium under the Green Shield
Plan (Group Policy Number 9393) including single or family coverage.

The Green Shield Plan (Group Policy Number 9393) shall provide for
professional services including physiotherapist, psychologist, chiropractor,
osteopath, podiatrist/chiropodist, naturopath, registered massage
therapist, acupuncture and speech therapist to a maximum of five hundred
dollars ($500.00) per insured person annually for each service.

The Green Shield Plan (Group Policy Number 9393) shall provide for one
(1) optometry exam for per insured employee every twenty-four (24)
months.

The Green Shield Plan (Group Policy Number 9393) shall provide for
vision care coverage in the amount of two hundred dollars ($200) every
twenty-four (24) months.

The Green Shield Plan (Group Policy Number 9393) shall provide for a
prescription drug care plan with no co-payment for each employee and
each of their family members.

(c) Dental

The Employer agrees to contribute one hundred percent (100%) of the
billed premiums towards coverage of eligible employees under the Dental
Plan (or its equivalent) based on the current ODA fee schedule.
Employees will be enrolled in Green Shield Plan (Group Policy Number
9393) in accordance with the terms and conditions of the Plan. The Plan
shall provide for recall oral examination to be covered once every six (6)
months, and orthodontic coverage with a limit of fifteen-hundred dollars
($1,500) lifetime maximum per person.

(d) Group Life Insurance

The Employer shall contribute one hundred percent (100%) toward the
monthly premium of group life insurance plan in effect for eligible
employees on the eligibility conditions set out in the existing Agreements.

() Same Sex Partner Coverage

Coverage will be available to an employee and his or her same sex
partner, and their dependents, in accordance with the terms and
conditions of the plans.

22.03 Change of Carrier

It is understood that the Employer may at any time substitute another carrier for
any Plan (other than OHIP) provided the benefits are equivalent. The Employer
shall provide to the Union full specifications of the benefit programs contracted
for before implementation of any change.
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Pension

Employees hired after the date of ratification will be automatically enrolled in in
the Healthcare of Ontario Pension Plan (HOOPP) if they meet the eligibility
requirements. Employees who were employed prior to the date of ratification will
have the choice to enrol in HOOPP or continue to participate in the current RRSP
contribution plan.

Benefits on Lay-off

Employees who have been laid off are entitled to the Extended Health and
Dental benefits until the end of the month following month in which the layoff
occurs. Provided the insurer rules allow, an employee who is laid off beyond the
date their benefits cease under this article may continue benefit coverage and
will be responsible for making appropriate arrangements with the Employer for
payment of both the Employer and employee portions of the premium costs.

Benefits on Sick Leave

The Employer will pay the Employer portion of the benefit premiums while an
employee is on paid sick leave. If the employee continues to be unable to work
as a result of illness after exhausting his or her sick leave, and the employee
then uses other paid credits, such as vacation or float days, the Employer will
continue to pay the Employer portion of the benefits premiums. Once the
employee has exhausted his or her sick leave and all other paid credits under the
Agreement, if the employee is still unable to work due to illness, the Employer will
pay the Employer portion of the benefit premiums for a maximum duration of
twelve (12) months from the first day of unpaid leave. Benefits will not be
continued if the employee applies for LTD and is denied.

Benefits Information

(@) The Employer shall provide each employee with access to information
booklets outlining all of the current provisions in the benefit plans defined
in Article 22.01. Upon request, the Employer will make the Plan(s)
available to the Union for inspection.

(b)  The Employer shall notify the Union of the name(s) of the carrier(s) which
provide the benefit plans defined in Article 22.01. The Employer shall also
provide the Union with access to all current information booklets provided
to the employees.

ARTICLE 23 — EXPENSES

23.01

(@) An employee shall be reimbursed for any reasonable out-of-pocket
expenses incurred as a result of being directed by the Employer to attend
somewhere other than their regular workplace. The employee must
receive prior approval from the Employer to incur these expenses.
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(b) If an employee is required to use their car in the service of the Employer,
they shall be reimbursed fifty cents ($0.50) per kilometer, and all parking
expenses.

ARTICLE 24 - WORKPLACE SAFETY AND INSURANCE

24.01 Where an employee is absent by reason of an injury or an industrial disease for
which a claim is made under the Workplace Safety and Insurance Act the
employee will be paid his or her accumulated sick pay, if any, out of his or her
sick bank from the date of absence, subject to the Employer’s right to request
medical documentation to support the absence.

ARTICLE 25 - GENERAL

25.01 All Letters of Agreement and Appendices to this Agreement shall be considered
attached to and part of this Agreement and subject to all of its terms.

ARTICLE 26 — DURATION OF AGREEMENT

26.01 The parties agree that the term of the collective agreement shall be from
April 1, 2021 to March 31, 2024

Signed in this day of , 2021
For the Union: For the Employer:
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LETTER OF UNDERSTANDING #1 — COMPENSATION ENHANCEMENT FUNDING

Between:
FOUR VILLAGES COMMUNITY HEALTH CENTRE
And:
ONTARIO PUBLIC SERVICE EMPLOYEES UNION, LOCAL 5115

RE: COMPENSATION ENHANCEMENT FUNDING

The Employer agrees that if Four Villages Community Health Centre receives funding
from the Ministry of Health and Long-Term Care and/or the Local Health Integration
Network that is required to enhance compensation rates for existing job classifications
in the bargaining unit, it will notify the Union when it receives the funding.

Signed in this day of , 2021
For the Union: For the Employer:
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LETTER OF UNDERSTANDING #2 — PROFESSIONAL CONSULTATION SERVICES

Between:
FOUR VILLAGES COMMUNITY HEALTH CENTRE
And:
ONTARIO PUBLIC SERVICE EMPLOYEES UNION, LOCAL 5115

RE: PROFESSIONAL CONSULTATION SERVICES

The Employer agrees to continue the current practice of providing up to $1,000 per
fiscal year to be utilized by Social Workers employed by Four Villages Community
Health Centre for professional consultation services.

Signed in this day of , 2021
For the Union: For the Employer:
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LETTER OF UNDERSTANDING #3 — SELF FUNDED LEAVE

Between:
FOUR VILLAGES COMMUNITY HEALTH CENTRE
And:
ONTARIO PUBLIC SERVICE EMPLOYEES UNION, LOCAL 5115

RE: SELF FUNDED LEAVE

The parties agree that within the first twelve (12) months after this Collective Agreement
is ratified, the Employer in consultation with the Labour Management Committee, shall
discuss the potential for a self-funded leave.

Signed in this day of , 2021
For the Union: For the Employer:




WAGES
CLASSIFICATION SALARY | April 1, 2021 | April 1, 2022 April 1, 2023
LEVELS
Care Coordinator 1 $60,983 $61,441 $62,055
2 $64,106 $64,587 $65,233
3 $67,228 $67,733 $68,410
4 $70,352 $70,880 $71,588
5 $73,475 $74,026 $74,766
Chiropodist 1 $60,983 $61,441 $62,055
2 $64,106 $64,587 $65,233
3 $67,228 $67,733 $68,410
4 $70,352 $70,880 $71,588
5 $73,475 $74,026 $74,766
Cleaning Support Worker 1 $26,962 $27,164 $27,436
2 $28,344 $28,557 $28,842
3 $29,724 $29,947 $30,246
4 $31,106 $31,339 $31,652
5 $32,486 $32,729 $33,057
Clinical Assistant 1 $38,395 $38,683 $39,070
2 $40,363 $40,666 $41,072
3 $42,328 $42,645 $43,071
4 $44,293 $44,626 $45,072
5 $46,260 $46,607 $47,073
Communications & 1 $40,119 $40,419 $40,824
Community Engagement 2 $42.174 $42.490 $42.915
Coordinator
3 $44,228 $44,560 $45,005
4 $46,282 $46,629 $47,096
5 $48,336 $48,699 $49,186
Community Health Worker 1 $49,129 $49,498 $49,993
2 $51,646 $52,033 $52,554
3 $54,161 $54,568 $55,113
4 $56,676 $57,101 $57,672
5 $59,191 $59,635 $60,232
Dietitian 1 $61,034 $61,491 $62,106
2 $64,147 $64,628 $65,275
3 $67,290 $67,794 $68,472
4 $70,385 $70,913 $71,622
5 $73,483 $74,034 $74,774
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CLASSIFICATION SALARY | April 1, 2018 | April 1, 2019 April 1, 2020
LEVELS
Foot Care Nurse 1 $60,983 $61,441 $62,055
2 $64,106 $64,587 $65,233
3 $67,228 $67,733 $68,410
4 $70,352 $70,880 $71,588
5 $73,475 $74,026 $74,766
Intake Worker 1 $38,395 $38,683 $39,070
2 $40,363 $40,666 $41,072
3 $42,328 $42,645 $43,071
4 $44,293 $44,626 $45,072
5 $46,260 $46,607 $47,073
Kinesiologist 1 $60,984 $61,442 $62,056
2 $64,108 $64,589 $65,235
3 $67,230 $67,735 $68,412
4 $70,352 $70,880 $71,588
5 $73,475 $74,026 $74,766
Medical Secretary 1 $38,395 $38,683 $39,070
2 $40,363 $40,666 $41,072
3 $42,328 $42,645 $43,071
4 $44,293 $44,626 $45,072
5 $46,260 $46,607 $47,073
Nurse Practitioner 1 $92,296 $92,988 $93,918
2 $97,003 $97,730 $98,707
3 $101,756 $102,519 $103,545
4 $106,437 $107,235 $108,307
5 $111,121 $111,954 $113,074
Occupational Therapist 1 $60,983 $61,441 $62,055
2 $64,106 $64,587 $65,233
3 $67,228 $67,733 $68,410
4 $70,352 $70,880 $71,588
5 $73,475 $74,026 $74,766
Physiotherapist 1 $66,694 $67,194 $67,866
2 $70,109 $70,635 $71,341
3 $73,524 $74,075 $74,816
4 $76,940 $77,517 $78,292
5 $80,355 $80,957 $81,767
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CLASSIFICATION SALARY | April 1, 2021 | April 1, 2022 April 1, 2023
LEVELS
Program Secretary 1 $38,395 $38,394 $38,778
2 $40,363 $40,362 $40,765
3 $42,328 $42,327 $42,750
4 $44,293 $44,292 $44,735
5 $46,260 $46,259 $46,722
Receptionist/Secretary 1 $35,263 $35,262 $35,615
2 $37,068 $37,067 $37,438
3 $38,873 $38,872 $39,261
4 $40,680 $40,679 $41,086
5 $42,485 $42,484 $42,909
Registered Nurse 1 $60,983 $60,982 $61,592
2 $64,106 $64,105 $64,746
3 $67,228 $67,227 $67,900
4 $70,352 $70,351 $71,055
5 $73,475 $73,474 $74,208
Registered Practical Nurse 1 $43,198 $43,197 $43,629
2 $45,411 $45,410 $45,864
3 $47,623 $47,622 $48,098
4 $49,835 $49,834 $50,332
5 $52,047 $52,046 $52,566
Relief Medical Secretary* 1 $21.13 $20.12 $20.32
2 $22.20 $21.19 $21.40
3 $23.29 $22.28 $22.50
4 $24.36 $23.35 $23.59
S $25.42 $24.41 $24.65
Relief Receptionist* 1 $19.40 $18.39 $18.57
2 $20.39 $19.38 $19.58
3 $21.39 $20.38 $20.58
4 $22.37 $21.36 $21.58
S $23.35 $22.34 $22.56
Social Worker 1 $61,609 $61,608 $62,224
2 $64,763 $64,762 $65,410
3 $67,918 $67,917 $68,596
4 $71,074 $71,073 $71,783
5 $74,228 $74,227 $74,970
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CLASSIFICATION SALARY | April 1, 2021 | April 1, 2022 April 1, 2023
LEVELS
Therapist 1 $61,609 $61,610 $62,226
2 $64,763 $64,764 $65,412
3 $67,918 $67,919 $68,598
4 $71,074 $71,075 $71,785
5 $74,228 $74,229 $74,972




