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BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
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of the one part;

AND
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Article1 - Preamble
*The respective transition agreements have to be read in conjunction with the collective
agreement.

1.01

1.02

It is the purpose of both parties to this Agreement:

(1) To maintain and improve harmonious relations and settled conditions of
employment among the Employer, the employees, and the Union.

(@)  Torecognize the mutual value of joint discussion and negotiations.

(3)  To encourage efficiency in operation to the end that the patients/residents of the
hospitd shdl be well and efficiently served.

and whereas the parties of this Agreement desire to improve the quality of patient/resident

care in the hospital and to promote the morale, well being and security of the employees.

Now, therefore, the parties agree as follows:
For the purpose of this Agreement:

(@) "Administrator " - The Chief Executive Officer of a hospital or the official
authorized by him to act on his behalf.

()  “Bargaining Unit” means the bargaining unit recognized in accordance with
clause 3.01.
©) “Classification” means the identification of a position by reference to a classtitle

and pay range number.
(d  “Day of Rest” means atwenty-four (24) hour calendar day on which the employee
is not ordinarily required to perform the duties of his position other than:
@ a designated holiday
(i)  acaendar day onwhich the employeeison leave of absence.

(e) “Day” means aworking day unless otherwise stipulated in this Agreement.
® “Demotion” means an action which causes the movement of an employee from his
existing classification to a classification carrying alower pay range number.
@ @ “Employee” means a person included in the bargaining unit who is
employed by the Employer for remuneration.
(ii) “Part-time employee” means a person who is regularly scheduled to work

less than the full number of working hours in each working day or less
than the full number of working days in each work week.

(i)  “Permanent employee” means a person who has completed his
probationary period and is employed without reference to any specific date
of termination of service.

(iv)y “Temporary employee” means a person who is employed for a specific
period or for the purpose of performing certain specified work and who
may be laid off at the end of such period or on the completion of such
work.

()  “Employer” means ahospital listed in Schedule "C" represented herein by the

Newfoundland and Labrador Health Care Association.

@) “Holiday” means the twenty-four (24) hour period commencing at 0001 hours of
acalendar day designated as a holiday in this Agreement.
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(m)

(n)
*(0)

®

“Hospital” means a hospital, home, institution or any agency listed in Schedule

"C“.

“Layoff” means the termination of employment of an employee because of lack of

work or because of the abolition of a post.

“Month of Service’” means.

() acalendar month in which an employeeisin receipt of full salary or wages
in respect of the prescribed number of working hours in each working day
in the month and includes a calendar month in which an employee is
absent on special leave without pay not in excess of twenty (20) working
days.

*(i)  Twelve Hour Shift
acaendar month in which an employeeisin receipt of full salary or wages
in respect of the prescribed number of working hours in each working day
in the month and includes a calendar month in which an employee is
absent on special leave without pay not in excess of one hundred and fifty
(150) working hours.

“Promotion” means an action, other than reclassification resulting from the

correction of a classification error, which causes the movement of an employee

from his existing classification to a classification carrying a higher pay range
number.

“Position” means the duties and responsibilities designated by the Administrator

to be performed by the employee.

“ Shift” means.

@ the normal consecutive working hours scheduled for each employee which
occurs in any twenty-four (24) hour period. In each twenty-four (24) hour
period, there will normally be three (3) shifts, viz, day, evening, and
night. The first shift of each day shall commence at 0001 hours.

*(i)  Twelve Hour Shift
the normal consecutive work hours scheduled for each employee which
occurs in any twenty four (24) hour period. In each twenty four (24) hour
period there will normally be two (2) shifts viz day and night. The day
shift shall commence at 0800 hours and the night shift shall commence at
2000 hours.

“Vacancy” means an opening which is either permanent, part-time or of the

temporary nature (for more than sixteen (16) weeks as outlined in clause 15.03).

Article 2 - Management Rights
The Union recognizes and agrees that all the rights, powers, and authority both to operate

and manage the institution under its control and to direct the working forces is vested
exclusively with the employer except as specifically abridged or modified by the express
provisions of this Agreement.

Should a question arise as to the exercise of management’s rights in conflict with the
specific provisions of this Agreement, failing agreement by the parties, the matter shall be
determined by the grievance and arbitration procedure.

2.01
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Article 3 - Recognition
3.01 Bargaining Unit

(@)

)

The employer recognizes the Union as the sole and exclusive bargaining agent for
all employees in the classifications listed in Schedule “A” but excluding from
those classifications, employees in the positions as outlined in schedule “A-l ".
Part-time and temporary employees shall be included in the bargaining unit.

3.02 Work of the Bargaining Unit

(@

()

Persons who are not in the bargaining unit shall not work on any jobs which are

included in the bargaining unit except for the purpose of instruction,

experimenting/ emergencies,, or when regular employees are not available and
provided that the performing of the aforementioned operations in itself does not
reduce the hours of work or pay of any employees.

In accordance with clause 3.02(a), it is agreed that:

)] Volunteers will not be used to reduce the hours of work or pay of
bargaining unit employees. The Union and the Employer shall meet and
discuss guidelines for the use of volunteers.

(ii) On-the-job trainees will only work at work which would not ordinarily be
done by hiring extra employees and the hours of work or pay of bargaining
unit employees will not be reduced.

(i) The Employer will discuss make work projects with the Union prior to
their implementation.

(iv)  The principle of positions with overlapping functions such as Nurses and
Licensed Practical Nurses shall be maintained.

3.03 No _Other Agreement

No employee shall be required or permitted to make a written or verbal agreement with
the Employer or his representative which may conflict with the terms of this Collective
Agreement.

3.04 Union Access

(a)

(®)

Employees shall have the right at any time to have the assistance of a full-time
representative(s) of the Union on all matters relating to Employer-employee
relations. Union representative(s) shall have access to the Employer’s premisesin
order to provide the required assistance. Employees involved in such discussions
or investigation of grievances shall not absent themselves from work except with
permission from their Supervisor, and such permission will not be unreasonably
withheld.

Permission to hold meetings on the premises shall in each case be obtained from
the Administrator and such meetings shal not interfere with the operation of the
Employer.

3.05 New Classification
When new classifications are developed in the hospital the Employer agrees to consult
with the Union as to whether such classifications should be included in the bargaining
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unit. Should the parties be unable to agree, the matter shall be referred to the Labour
Relations Board for adjudication.

3.06 Employee-Rights
Notwithstanding anything contained in this Agreement, an employee may present a

personal complaint to his Employer.

Article 4 - No Discrimination

4.01 Emplover Shall Not Discriminate

(@)

(b)

The Employer agrees that there shall be no discrimination with respect to any
employee in the matter of hiring, wage rates, training, upgrading, promotion,
transfer, lay-off, recal, discipline, classification, discharge, assgnment of work,
or otherwise by reason of age, race, creed, color, national origin, political, or
religious affiliation, sex, mental and physical disability, or marital status, nor by
reason of his membership or activity in the Union.

Occupational QOualifications

Notwithstanding clause 4.01(a) above, the Employer shall be permitted to hire
employees on the basis of a bona fide occupational qualification if first mutually
agreed by the union. If no mutual agreement can be reached, the matter shall be
referred to the Human Rights Commission for resolution before the job is posted.

4.02 Sexua Harassment

(@)

®)

©

(d

Both the Employer and the Union consider sexual harassment to be reprehensible
and are committed to maintaining an environment in which sexual harassment
does not exist.
The Employer and the Union recognize the right of employees to work in an
environment free from sexual harassment and the parties shall undertake to
investigate alleged occurrences with all possible dispatch. If sexual harassment of
a bargaining unit member has taken place, the Employer shall take appropriate
action to ensure that the sexual harassment ceases. The victim shall be protected
from repercussions which may result from his complaint.
In cases of harassment that have not been settled to the satisfaction of the
complainant, the matter may be referred to the Human Rights Commission for
settlement or by other means that are mutually acceptable to the parties.
Sexual harassment is comprised of sexual comments, gestures or physical contact
that the individual knows or ought reasonably to know, to be unwelcome,
objectionable or offensive. The behaviour may be on a one (1) time basis or a
series of incidents, however, minor. It is unsolicited, one sided and/or coercive.
Both males and females may be the victims of sexual harassment.  Sexual
harassment may involve favours or promises of favours or advantages in return
for submission to sexua advances or, aternatively, the threat of reprisal for
refusing. Sexual harassment can be expressed in a number of ways which may
include:

unnecessary touching or patting,

suggestive written remarks or sexually aggressive remarks,

4
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leering (suggestive staring) at a person’s body,
demand for sexual favours,

compromising invitations, and/or

physical assaullt.

Article 5 - Union Security

5.01 Membership Requirements
All employees of the Employer as a condition of continued employment shall become and
remain members in good standing of the Union according to the constitution and by-laws
of the Union.

5.02 New Members
All new employees shall, as a condition of employment, become and remain members in
good standing of the Union from the date of hiring.

icle 6 - Check Off of Uni
6.01 Check-off Payments
The Employer shall deduct from every employee coming within the bargaining unit the
monthly dues and initiation fees of the Union.

6.02 Deductions
Deductions shall be forwarded to the (Local Union) Secretary-Treasurer or the Treasurer
of the Union not later than the 15th day of the month. The Employer will forward the
Union with the first dues deductions cheque following the signing of the Agreement a list
which shows the employee’ s full name and social insurance number and/or payroll
number. Each month thereafter a list showing additions and deletions will be forwarded
with the dues deduction cheque.

6.03 T4 Slips
The Employer agrees that when issuing T4 slips the amount of membership dues paid by
an employee to the Union during the previous taxation year will be recorded on his T4
Statement.

6.04 Deductionsto be Made
The union shall inform the Employer of the authorized deduction to be made.

- mplover ' cquaint
7.01  Acquaint New Emplovees
The Employer agrees to acquaint new employees with the fact that the Union agreement is
in effect, and with the conditions of employment set out in the articles dealing with Union
security and dues check-off.

7.02 Interviewing Opportunity
A representative of the Union shall be given an opportunity to interview each new
employee within regular working hours without loss of pay for a maximum of thirty (30)

5
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minutes during the first month of employment for the purpose of acquainting each new
employee with the benefits and responsibilities of Union membership. Where possible,
such interviewing will take place on a group basis during the orientation program for new
employees. The steward or representative will provide the new employee with a copy of
the Collective Agreement. The Employer will encourage al new employees to attend the
interview with the union representative.

7.03 Confirmation of Emplovee Status
An employee upon hire or recall from layoff will be given a letter of appointment which
shall state their type of employment status, e.g. permanent employee, temporary
employee or part-time employee.
- _ loyee the letter of appointment shall state the date
}’ o muma-ut Poe &S xpected period of employment.
o 4 908 (3 et (3) b yee the letter of appointment shall set out the hours
red to work either daily or weekly as the case may

A " meﬁ,aw

8. 42 m«-ﬂ-ﬂﬂ"—w peit 6&E1 50 ies arising out of this Agreement or incidental
6&¢ (drr Doz c2) iinistrator or his designated representative, and the
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Article 9 - Labour Management Committee

9.01 Establishment of Committee
A Labour Management Committee shall be established consisting of four (4)
representatives of the Union and an equal number of representatives of the Employer. The
numbers may be reduced by mutual agreement between the parties. The Employer shall
be duly notified in writing as to the names of the Union representatives selected.

9.02 Functions of Committee
The Committee shall concern itself with the following general matters:
(1)  Promoting safety and sanitary practices;
(2) Reviewing suggestions from employees, questions of working conditions and
service (but not grievances concerned with service);
3) Other problems and matters of mutual interest which affect the relationship which
are not properly the subject matter of a grievance or negotiations.

9.03 Meetings of Committee
The Committee shall meet at least once each month, at a mutually agreeable time and

place. The monthly meeting may be cancelled or rescheduled by mutual consent. The
Committee members shall receive a notice and agenda of the meeting at least forty-eight
(48) hours in advance of the meeting. Employees shall not suffer any loss of pay for time
spent with this Committee.



9.04

9.05

9.06

9.07

Chairperson of the Meeting
The meetings of the Committee shall be chaired aternately by the Employer’s

representative and the Local Union representative.

Minutes of Meeting
Minutes of each meeting of the Committee shall be prepared and signed by the

Chairperson as promptly as possible after the close of the meeting. Each party shall
receive four (4) copies of the minutes within seven (7) days following the meeting.

Jurisdiction of Committee

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

L abour Management Committee
The Administrator and the local President will endeavour to attend Labour Management

Committee meetings.

Article 10 - State of Emergency Due to Weather Conditions
10.01 Adverse Weather Conditions - State of Emergency

The following provisions shall apply to employees during adverse weather conditions
necessitating a state of emergency declared by either the Employer or the appropriate
provincial or municipal authority:

@) All employees are required to report for duty as scheduled.

(i)  When an employee through no fault of his own is unable to report for work
because of a declared state of emergency, such employee shall suffer no loss in
pay or other benefits, nor shall he be required to make up, in any way, for time
lost due to not reporting for work.

(i) Notwithstanding 10.01 (i) above, the Employer reserves the right to close down or
reduce staffing levels in any department(s) in which event employees so affected
will not be required to report for duty and shall be paid in accordance with the
terms of 10.01 (ii) above.

(iv)  Anemployee who worked during the emergency will be paid at the rate of time
and one-half (11/2) for all hours worked.

This clause will not apply unless the employee has made a reasonable effort to
report to work.

10.02 Adverse Weather Conditions

When an employee through no fault of his own is unable to report for work due to
adverse weather conditions other than those referred to in clause 10.01 (ii) above, he may
be allowed the opportunity to proceed on annual leave or time owed provided he has such
leave or time to his credit. In the event an employee has no leave to his credit, then he
can borrow annual leave from next year’s leave.
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Article11 - Grievance Procedure

11.01 Definition of Grievance
A grievance shall be defined as a dispute arising out of the interpretation, application or
alleged violation of the Collective Agreement.

11.02 Prompt Procedure
In order to provide an orderly and speedy procedure for the settling of grievances, the
Employer acknowledges the rights and duties of the union Stewards to assist any
employee in preparing and presenting his grievance in accordance with the grievance
procedure.

11.03 Shop Stewards
The Employer recognizes the right of the Union to appoint or elect Shop Stewards on the

following bass:

900-999 employees 18 Shop Stewards
800-899 employees 17 Shop Stewards
700-799 employees 16 Shop Stewards
600-699 employees 15 Shop Stewards
500-599 employees 14 Shop Stewards
400-499 employees 12 Shop Stewards
300-399 employees 10 Shop Stewards
200-299 employees 8 Shop Stewards
100-199 employees 6 Shop Stewards
Less than 100 employees 4 Shop Stewards

11.04 Names of Stewards

The union shall notify the Employer in writing of the name of each Shop Steward and the
department(s) he represents before the Employer shall be required to recognize him.

11.05 '
Shop Stewards shall suffer no loss in pay for the time spent processing grievances or
J/ % L / NL attending meetings with the employer’ s representative.

11.06 Permission to L eave Work
It is agreed that Shop Stewards will not absent themselves from their departments for the

purpose of handling grievances without first obtaining permission of the Shop Steward's
supervisor and that permission will not be unreasonably withheld.

11.07 '
An earnest effort shall be made to settle grievances fairly and promptly in the following
manner:
Step 1 The aggrieved employee shall within six (6) calendar days after becoming aware
of the occurrence of the grievance, submit his grievance to the Shop Steward or in the
absence of his Shop Steward, another Shop Steward may process the grievance.



Step 2 If the Steward considers the grievance to be justified, the employee concerned
together with the Shop Steward, may within seven (7) calendar days following receipt of
the grievance, submit his grievance in writing to the employee’s supervisor outlining the
aleged violations and redress sought. An earnest effort shall be made by al parties to
settle the grievance at step 2.

Step 3 Failing satisfactory settlement within four (4) calendar days after the dispute was
submitted under Step 2, the Steward, within a further five (5) calendar days, will submit
to the Department Head or Personnel Officer as the case may be, a written statement of
the particulars of the grievance and redress sought. The Department Head and/or
Personnel Officer shall render his decision within six (6) calendar days of receipt of such
notice.

Step 4 Failing settlement being reached in Step 3, the shop steward assisted by another
shop steward shall within seven (7) calendar days submit the grievance to the
Administrator who shall render his decision within nine (9) calendar days of receipt of
such notice.

Step 5 Failing settlement being reached in Step 4, either party may refer the dispute to
arbitration within fifteen (15) calendar days of the Administrator’s decision in Step 4. All
time limits in the grievance and arbitration procedure shall be exclusive of the paid
holidays as outlined in clause 20.01.

11.08 Policv Grievance
Where a dispute arises involving a question of general application or interpretation of this
Agreement, the Union or the Employer may initiate a grievance and the parties may
mutually agree to by-pass Steps 1, 2, and 3 of clause 11.07.

11.09 Union May Institute Grievances
The Union and its representatives shall have the right to originate a grievance on behalf of

an employee, or group of employees, and to seek adjustment with the Employer in the
manner provided in the grievance procedure. Such a grievance shall commence at Step 2.

11.10 Replies in Writing
Replies to grievances stating reasons shall be in writing at all steps, except Step 1.

11.11 Facilities for Grievance Meetings
The Employer shall supply the necessary facilities for the grievance meetings.

11.12 Mutually Agreed Changes
Any mutually agreed changes to this Collective Agreement made in accordance with

clause 35.02 shall form part of this Collective Agreement and are subject to the grievance
and arbitration procedures.

11.13 Technical Obiections to Grievances
No grievance shall be defeated or denied by any technical objection occasioned by a

clerical, typographical, or similar technical error, or by the inadvertent omission of a step
in the grievance procedure.
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Article12 - Arbitration

12.01 Comnposition of Board of Arbitration
When either party requests that a grievance be submitted to arbitration, the request shall
be made by registered mail addressed to the other party of the Agreement, indicating the
name of its nominee on an Arbitration Board.  Within fifteen (15) calendar days
thereafter, the other party shall answer by registered mail indicating the name and address
of its nominee to the Arbitration Board. The two (2) nominees shall than meet to select
an impartial chairperson.

12.02 Failure to Appoint
If the party receiving the notice fails to appoint a nominee, or if the two (2) nominees fall
to agree upon a chairperson, within the fourteen (14) calendar days of their appointment,
the appointment shall be made by the Minister of Employment and Labour Relations upon
the request of either party.

12.03 Board Procedure
The Board shall determine its own procedure, but shall give full opportunity to all parties
to present evidence and make representations.  In its attempts at justice, the Board shall,
as much as possible, follow a layman’s procedure and shall avoid legalistic or formal
procedure. It shall hear and determine the difference or alegation and render a decision
within fourteen calendar (14) days from the date of the arbitration hearing.

12.04 Decision of the Board

The decision of the mgjority shall be the decision of the Board. Where there is no
majority decision, the decision of the Chairperson shall be the decision of the Board. The
decision of the Board of Arbitration shall be final, binding and enforceable on all parties,
and may not be changed. The Board of Arbitration shall not have the power to change
this Agreement or to ater, modify or amend any of its provisions. However, the Board
shall have the power to dispose of a grievance by any arrangement which it deems just
and equitable.

12.05 Disagreement on Decision
Should the parties disagree as to the meaning of the Board' s decision, either party may

apply to the Chairperson of the Board of Arbhitration to reconvene the Board to clarify the
decision, which it shall do within seven (7) calendar days.

12.06 Expenses of the Board
Each party shall pay:
(1)  Thefeesand expenses of the nominee it appoints.
) One-half (1/2) of the fees and expenses of the Chairperson.

12.07 Amending of Time Limits
The time limits fixed in both the grievance and arbitration procedure may be extended by

mutual agree/u{ent between the parties.
10



12.08 Witnesses
At any stage of the grievance or arbitration procedure, the parties shall have the assistance
of any employee(s) concerned as witnesses and any other witnesses.

12.09 Single Arbitrator
The parties may mutually agree to the substitution of a single Arbitrator for an Arbitration

Board, in which event the foregoing provisions of clauses12.03,12.04,12.05,12.06 (2),
12.07, and 12.08, and the provisions of Article 13.02 shall apply equally to asingle
arbitrator where reference is made to an Arbitration Board.

12.10 Grievance and Arbitration Pay Provision
Representatives of the Union shall not suffer any loss of pay or accumulative benefits for

total time spent in grievance and arbitration procedure.

12.11 Expedited Arbitration

Subject to agreement of both parties, aform of expedited arbitration one (1) or two (2)

may be used following Step 4 of the Grievance Procedure. The particulars are as follows:

Expedited 1

(1) Inany dispute of interpretation or application of the collective agreement, the
parties agree to submit a written brief only detailing the arguments of the
respective parties to a single Arbitrator within fifteen (15) calendar days of the
written response of the Administrator in Step 4 of the Grievance Procedure.

(@)  The single Arbitrator must be agreed to by both parties within seven (7) calendar
days of the Administrator’s written response and the appointed Arbitrator must be
willing to render a verbal decision within two (2) calendar days following receipt
of the written brief from each party.

(3)  Decisions will be non-precedental and without prejudice of any subsequent
grievance of asimilar nature.

Expedited 2

(1) In any dispute of interpretation or application of the collective agreement, the
parties agree to submit a written brief and present oral arguments to asingle
arbitrator within twenty (20) calendar days of the written response of the
Administrator in Step 4 of the Grievance Procedure.

(2)  Thesingle Arbitrator must be agreed to by both parties within seven (7) calendar
days of the Administrator’s written response and the appointed Arbitrator must be
willing to render a written decision within twenty (20) calendar days following
presentation of written briefs and oral arguments of each party.

(3) Thesingle Arbitrator may, for the purpose of their clarification, request the
appearance of witnesses for questioning at the time for the hearing or during the
decision period when an additional meeting may be convened by the Arbitrator.

Both parties retain access to the complete arbitration process as described in Article 12 of

the collective agreement where they do not wish to implement expedited arbitration one

(1) or two (2). Decisions of the Arbitrator will be binding on both parties within the

guidelines of the Public Service (Collective Bargaining) Act. Cost will be shared on a

50/50 basis.
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Article 13 - Probation, Dischar ge. Suspension and Discipline

*13.01 Probationary Period

(@)

ebils 0

The probationary period will be three (3) months in all institutions with the
exception of Western Memorial Hospital. It is agreed that the Western Memorial
Hospital will retain a two (2) month probationary period during the life of this
Agreement. The probationary period for part-time and temporary employees shall
be equivalent to that of a full-time employee either in working hours or days,
whichever is appropriate. If an employee has not completed sixty-five (65) days
of work during this period his probationary period may be extended until he
actualy completes sixty-five (65) days of work, except for Western Memoria and
in which case if an employee has not completed forty-five (45) days of work
during this period, his probationary period may be extended until he actually
completes forty-five (45) days of work. A temporary employee shall be allowed
to accumulate periods of employment in order to complete his probationary
period.

Twelve Hour Shift

The probationary period will be three (3) months in all institutions with the
exception of Western Memorial Hospital. It is agreed that Western Memoria
Hospital will retain a two (2) month probationary period during the life of this
Agreement. The probationary period for part-time and temporary employees shall
be equivalent to that of a full-time employee either in working hours or days,
whichever is appropriate. If an employee has not completed four hundred eighty-
seven and one half (487.5) hours of work during this period, his probationary
period may be extended until he actually completes four hundred eighty-seven and
one-half (487.5) hours of work except for Western Memorial Hospital in which
case if an employee has not completed three hundred thirty-seven and one half
(337.5) hours of work during this period, his/her probationary period may be
extended until he actually completes three hundred thirty-seven and one half
(337.5) hours. A temporary employee shall be allowed to accumulate periods of
employment in order to complete a probationary period.

13.02 May Omit Grievance Steps
An employee considered by the Union to be wrongfully or unjustly discharged or

suspended shall be entitled to a hearing under Article 11, Grievance Procedure. Stepsi,
2, and 3 or the grievance procedure shall be omitted in such cases.

13.03 Discipline

(@

(b)

Suspension or Discharge
An employee who has completed his probationary period may be dismissed, but

only for just cause. When an employee is discharged or suspended, such
employee shall be advised within seven (7) calendar days in writing by the
Employer of the reason for such discharge or suspension.

Uniust Suspension or Discharge
Should it be found upon investigation that an employee has been unjustly
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(d)

e)

*®

suspended or discharged, the employee shall be immediately reinstated in his
former position, without loss of seniority and shall be compensated for all time
lost in an amount equal to his normal earnings during the pay period next
preceding such discharge or suspension, or by any other arrangement as to
compensation which is just and equitable in the opinion of the parties or in the
opinion of the Board of Arbitration if the matter is referred to such a Board.
Termination of Probationary Emplovees

The termination of a probationary employee is not subject to the grievance
procedure unless discrimination is alleged.

Warnings

Whenever the Employer deems it necessary to censure an employee, in a manner
indicating that dismissal may follow any further infraction, or may follow if such
employee fails to bring his work up to a required standard by a given date, the
Employer shall, within seven (7) calendar days thereafter, give written particulars
of such censure to the employee involved.

AdverseReport

The Employer shall notify an employee in writing of any dissatisfaction
concerning his work within seven (7) calendar days of the event of the complaint.
This notification shall include particulars of the work performance which led to
such dissatisfaction.  If this procedure is not followed, such expression of
dissatisfaction shall not become a part of his record for use against him at any
time. The report of an employee shall not be used against him after eighteen (18)
months have elapsed, providing another warning or reprimand relating to the same
or similar offence has not been given within that period. The employee’s written
reply to such notification of dissatisfaction shall become part of his record. This
article shall apply in respect of any expression of dissatisfaction relating to his
work or otherwise which may be detrimental to an employee’s advancement or
standing with the Employer.

All correspondence pertaining to the adverse report, including the report itself,
shall be disregarded and subsequently removed from the personal file after
eighteen (18) months. The employee shall be responsible to see that any such
documents are removed.

The time limits outlined in (a) to (e) above, may be extended with mutual consent
between the Employer and the Union.

13.04 Persond File

(@)

(®)

There shall be one (1) recognized personal file and thisfile shall be maintained in
the Personnel Department. An employee has the right, after making an
appointment and during working hours to inspect his persona file and he may be
accompanied by a representative of the Union if he so desires.

The employee shall sign the file copy to acknowledge receipt of any disciplinary
document; the employee's signature does not necessarily mean agreement with the
contents of the documents.
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13.05 R ion Representation
Where an employee is required to attend a meeting with the Employer which concerns a
reprimand, written warnings, suspension, or discharge, the Employer shall advise the
employee that he has the right to be accompanied by a shop steward or an executive
member.

13.06 Justice and Dignity Provisions
If, upon investigation, the Employer feels that disciplinary action is necessary, such
action shall be taken based on the Collective Agreement.  In situations where the
Employer is unable to investigate the matter to its satisfaction, but feels the employee
should be removed from higher place of employment, it shall be with pay.

Article 14 - Seniority
*NOTE: The respective transition agreements should be referenced when interpreting this

clause.

*14.01 Seniority Defined

(@  Subject to 14.01 (b), 14.01 (c) and 14.03, seniority is defined as the length of
service, excluding overtime, with the Employer including service with the
Employer prior to the date of certifications or recognition of the union, and
subject to the provisions of articles 14.04, or any other appropriate articles shall
date from the last entry into employment with the Employer unless otherwise
provided for in this agreement. Seniority shall operate on a bargaining unit wide
basis.

(b)  Subject to clause 14.03, seniority for temporary employees is defined as the length
of service (excluding overtime) in a particular department with the Employer, and
subject to the provisions of clauses 14.04, or any other appropriate clause, shall
operate on a departmental wide basis.  For the purpose of this clause and any
other appropriate clause, Housekeeping, Dietary, Maintenance and Laundry shall
be considered as one Department; Nursing shall be considered another
Department and all other areas shall be considered as one Department.

The departments as outlined above will be those recognized departments with each
individual Employer and the categories of employees employed in these
departments may vary from Employer to Employer.

()  An employee whose position is negotiated into the bargaining unit by the parties
or isincluded in the bargaining unit by the Labour Relations Board, shall be given
seniority equivalent to the length of service with the Employer (inside or outside
the bargaining unit) as long as he remains in that classification. Should the
employee apply for another position within the bargaining unit then the seniority
of that employee shall only be the length of service with the Employer in the
bargaining unit.

*(d) The parties agree that seniority should be based on a number seniority system,
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14.02 Senioritv Lists

The Employer shall maintain a seniority list showing the date upon which each
employee’ s service commenced and the actual seniority earned by the employee expressed
in total hours, years, months, and days. When applying the seniority provisions of the
Agreement the lower social insurance number will be used to determine preference where
seniority entitlements are equal. An up-to-date seniority list shall be sent to the union and
posted on dl bulletin boards in January of each year. An up-to-date seniority list for
temporary employees shall be sent to the Union and posted on all bulletin boards in
January and July of each year.

14.03 Px

ion for Newly Hired Employees

Newly hired employee(s) shall be on a probationary basis for a period as indicated in
clause13.01, and subject to article13.03 (c) shall be entitled to all rights and benefits of
this Agreement. After completion of the probationary period, seniority shall be effective
from original date of employment.

14.04 Loss of Seniority
An employee shall not lose seniority if he is absent from work because of sickness,
accident, layoff, or leave of absence approved by the Employer. An employee shall only
lose seniority in the event:

1.
2.

JAC G

o

14.05 (a)

heis-discharged for just cause and not reinstated;

he resigns in writing and does not withdraw his resignation within five (5)
calendar days of its submission, provided the employee gave notice in accordance
with article 21.04 (b).

he is absent from work in excess of five (5) working days without sufficient cause
or without notifying the Employer, unless such notice was not reasonably
possible;

he is a permanent or part-time employee who fails to return to work within
fourteen (14) calendar days following a layoff and having been notified by
registered mail to do so, unless through sickness or other just cause. It shall be
the responsibility of the employee to keep the Employer informed of his current
address. A permanent or part-time employee recalled for employment of short
duration at a time when he is employed elsewhere, shall not lose his recall rights
for his refusal to return to work;

he islaid off for a period longer than two (2) years; or

he is a temporary employee and refused recall on three (3) occasions in an
eighteen (18) month period to a position of the same pay range level or a higher
pay range level if the employee is qualified unless through sickness or just cause.
The current practice at each institution will be maintained.

Transfers and Seniority Outside the Bargaining Unit
No employee shall be transferred to a position outside the bargaining unit without

his consent. If an employee is transferred to a position outside the bargaining
unit, he shall retain his seniority accumulated up to the date of leaving the unit,
but will not accumulate any further seniority while outside the unit.

15
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() Transfers Back into the Bargaining Unit
No bargaining unit employee shall be laid off as adirect result of a non bargaining
unit employee being placed back into the bargaining unit by the Employer.

14.06 Entry Into Permanent Employment by Temporary Emplovees
Temporary employees who have obtained permanent employment shall be placed on a

trial period in accordance with clause 15.05. If the employee successfully completes his
trial period, he shall be given credit for al seniority accumulated while employed as a
temporary employee.

14.07 Temporary Assignment and Seniority to Non bargaining Unit Work

When an employee is temporarily assigned to non bargaining unit work, he shall continue
to earn benefits of the Agreement and pay union dues.

14.08 Seniority for Paid Leave
Employees on any form of paid leave shall be eligible to accumulate service credits for

seniority purposes.

14.09 Seniority for Unpaid Leave
Effective July 25, 1994, employees on periods of unpaid leave will accumulate seniority,

provided the employee would not have been laid off during the period of unpaid leave.
No retroactive application.

Article15 - Promotions and Staff Changes
*NOTE: The respective transition agreements should be referenced when interpreting this

clause.

15.01 Job Postings
When a vacancy occurs or a new position is created, including temporary vacancies

covering periods in excess of sixteen (16) continuous weeks either inside or outside the
bargaining unit, the Employer shall post notices of the positions in accessible places on
the Employer’s premises for a period of not less than (7) calendar days. Copies of all
postings are to be supplied concurrently to the Local Union Secretary. Where an
Employer has more than one (1) building, the Employer and Union shall agree on the
designation of additional bulletin boards for the purpose of this clause.

15.02 Information on Postings
(@) Notices of new postings or of vacancies within the hospital shall contain the

following: Title of position; qualifications; required knowledge and education;
skills; wage or salary rate or range; and whether shift work could be involved.
Such qualifications may not be established in an arbitrary or discriminatory
manner. All job postings shall state “This position is open to male and female
applicants " .

()  Notwithstanding clause 4.01 (a) and 15.02 (a), the Employer shall be permitted to
hire employees on the basis of a bona fide occupational qualification if first
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mutually agreed by the Union. If no mutual agreement can be reached, the matter
shall be referred to the Human Rights Commission for resolution before the job is
posted.

15.03 Procedure for Filling Vacancies
No position will be filled from outside the bargaining unit until the applications of the

present employees have been fully processed. All union members with more seniority
than the successful applicant who apply for such positions and are unsuccessful shall be
provided in writing, upon written request by the union member, with the reasons for the
applicant’s failure to acquire the positions. No position of a permanent nature will be
filled by keeping temporary employees on in excess of sixteen (16) weeks without posting
the position.

15.04 Role of Seniority in Promotion and Transfers

(@)

(b)

Both parties recognize;

(1)  theprinciple of promotion within the service of the Employer;

(2) that job opportunity should increase in proportion to the length of service.
Therefore, when a vacancy occurs in an established position within the
bargaining unit, or when a new position is created within the bargaining
unit, employees who apply for the position on promotion or transfer shall
be given preference on a total seniority basis whether temporary or
permanent seniority for filling such vacancy, provided that the applicant’s
gualifications meet the required standards for the new position. The
successful applicant from within the bargaining unit shall be notified
within four (4) weeks of posting.

Any experience gained by a temporary employee while working in a temporary

position immediately before that position is posted as a permanent position shall

not be the deciding factor in that job competition.

m Emplovees to Tempora jtion
Subject to the approva of the Employer, a permanent employee who applies for
and is accepted for a temporary position in accordance with clause 15.04 (a) may
revert to his former position upon completion of the temporary work.  The
Employer shall notify the employee of its decision before the permanent employee
commences the temporary work. Such employee shall maintain his permanent
status. Such approval shall not be unreasonably denied.

*15.05 Tria Period

@

The successful applicant shall be placed on trial for a period of two (2) months.

Conditional on satisfactory service, the Employer shall confirm the employee's
appointment after the period .of two (2) months. In the event that the successful
applicant proves unsatisfactory in the position during the tria period, or if the
employee is unable to perform the duties of the new job classification, he shall be
returned to his former position, wage or salary rate and without loss of seniority.

Any other employee promoted or transferred because of the rearrangement of
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positions shall also be returned to his former position, wage or salary rate without
loss of seniority.

Twelve Hour Shift

The successful applicant shall be placed on trial for a period of three hundred and
twenty five (325) working hours.  Conditional on satisfactory service, the
Employer shall confirm the employee's appointment after the period of three
hundred and twenty-five (325) working hours. In the event that the successful
applicant proves unsatisfactory in the position during the trial period, or if the
employee is unable to perform the duties of the new job classification, he/she shall
be returned to his’her former position, wage or salary rate and without loss of
seniority.  Any other employee promoted or transferred because of the re-
arrangement of positions shall aso be returned to hig’her former position, wage or
sdary rate without loss of seniority.

15.06 Promotions Requiring Higher Qualifications

Consideration for promotion will be given to the senior applicant who does not possess
the required qualifications but is preparing for such qualifications prior to filling of a
vacancy, and indicates so on his application. Such employee will be given an opportunity
to qualify within a reasonable length of time not exceeding two (2) months and to revert
to his former position if required qualifications are not met within such time.

*15.07 Notification of Successful Applicant

Within fourteen (14) calendar days of the natification of the successful applicant to a
vacant position, the name of the successful applicant shall be sent to each applicant and a
copy posted on the bulletin board(s) provided for Union notices.

* 15.08 Incapacitated Worker Provision

*(a)

)

©)

@
*(e)

®

An employee who has been incapacitated by illness, injury, compensable
occupational disablement, temporary disablement or through advancing yearsis
unable to perform the regular duties of his’her classification will be employed in
another classification in the bargaining unit provided that he/she has sufficient
qualifications to perform the work required and provided that the employee being
displaced isless senior.

An employee who is displaced shall displace the most junior employee in the same
classification or another classification provided that he has sufficient qualifications
to do the work required, provided that his hours of work are not changed unless
mutually agreed, and provided that the employee being displaced is less senior.
Any employee who may have his hours of work changed because of this clause
shal have the option of taking the change in hours or going on lay off.

A permanent employee may displace a permanent or temporary employee.

A temporary employee may displace another temporary employee.

The salary of the new position in each displacement shall apply.

For all displacements under this clause, there shall be atrial period as outlined in
clause15.05.
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15.09

15.10

15.11

15.12

15.13

On the Job Training
The Employer recognizes the desirability of on-the-job training opportunities for

employees and agrees to inaugurate and maintain a program that will provide such
training opportunities. Employees participating in such training will maintain their
present salary during such periods of training.

Training Courses
The Employer shall bulletin all in-service training courses for a period of not less than

fourteen (14) caendar days. The bulletin shall contain the name and date of the course
and where further information can be obtained. In the process of selection of employees
of the bargaining unit, the senior permanent employee for whom the course is required
shall be given preference provided he meets the required qualifications for admission to
the course. Seniority shall prevail for any other opening for the course provided the
applicants meet the required qualifications for admission to the course.

Pay During Upgrading
When an employee wishes to upgrade himself through an Employer approved training

course, then with the prior approval of the Employer, education leave may be awarded
for such attendance. The duration of and rate of pay or bursary for such leave shall bein
accordance with the terms and conditions established by the Employer.

Assistance for Training
The Employer agrees to give as much assistance as practical to employees who desire
further training.

Changes in pay on Promotion
Changes in pay rates as a result of promotion shall be effective from the date of
promotion as specified in the | etter of appointment.

Article16 - Lavoff and Recall
*NOTE: The respective transition agreements should be referenced when interpreting this

clause.

16.01

®)

Role of Seniority in Lavoff
Both parties recognize that job security shall increase in proportion to the length of

service. Therefore, in the event of alayoff, the following provisions shall apply:

(@  Temporary employees shall be laid off before any permanent employees are laid
off provided that the permanent employees being retained have sufficient
qualifications to perform the work reguired.

Temporary employees shall be laid off in the reverse order of seniority in their
respective departments provided that those temporary employees being retained
have sufficient qualifications to do the work required.

© Permanent employees shall be laid off in the reverse order of seniority provided
that those permanent employees being retained have sufficient qualifications to do
the work required.
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A permanent employee whose position is affected by the Employer’s decision to
layoff shall either accept layoff or displace the most junior permanent employee in
his classification or another classification provided that his hours -of work are not
changed unless mutually agreed. A displaced employee shall displace the most
junior permanent employee in another classification provided that he has sufficient
qualifications to do the work required and provided that his hours of work are not
changed unless mutually agreed.

Any employee who may have his hours changed because of the layoff procedure
shall have the option of taking the change in hours or going on layoff.

For al displacements under this clause, there shall be a trial period of two (2)
months in accordance with clause 15.05.

A permanent employee who bumps into a temporary position shall retain his
permanent status.

Notwithstanding Clause 16.01 (c), and with effect from July 25, 1994, permanent
employees whose positions are declared redundant and are unable to bump into
another position, or permanent employees who are displaced as a result of
bumping and who are unable to bump or unable to be placed in other employment
shall be given notice of termination or pay in lieu of notice of termination. If such
an employee wishes to retain seniority and recall rights instead of termination,
he/she shall be given notice in accordance with 16.04(b).

The period of notice shall depend upon the employee’ s age and completed years of
continuous service since the last date of employment as per the attached chart in
Schedule I. Where an earlier effective date is required, employees shall receive
redundancy pay in lieu of notice. The employee affected by notice of termination
shall not be subject to the notice period under Article 16.04(a).

Where an employee is €eligible to receive severance pay, the notice period and/or
the amount of pay in lieu of notice shall be reduced accordingly. Employees who
are reemployed with any Employer covered by the codition negotiations shall be
required to pay back part of any severance pay/pay in lieu notice they received.
The amount they have to pay back shall be based on the length of time they have
been out of the employment from the Employer covered by the coalition
negotiations. The amount repaid will be based on the net amount received by the
employee or the amount paid to afinancial institution on behalf of an employee.

16.02 Recall Procedure
For the recall of employees, the following procedure shall apply:

(@)

®)

©)

Permanent employees shall be recalled before temporary employees provided that
the permanent employees being recalled have sufficient qualifications to do the
work required.

Permanent employees shall be recalled in order of seniority provided that those
permanent employees being recalled have sufficient qualifications to perform the
work required.

Temporary employees shall be recalled in order of seniority in their respective
Departments providing those temporary employees being recalled have sufficient
qualifications to do the work required,
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A permanent employee shall be recalled for temporary employment if the
permanent employee indicates that he is willing to work periods of temporary
employment. In such cases, the permanent employee will be required to report
for work as needed by the Employer; his refusal unless for illness or other just
cause will mean a loss of recall rights for temporary employment but he will
maintain his seniority. For such periods of temporary employment, he shall earn
seniority on a permanent basis. The refusal to return to work is subject to the
same understanding as in clause 14.04 (6).

It is the responsibility of the employee to keep the Employer informed of his
current address and telephone number.

Temporary employees being recalled to a position with a lower pay range level
than previously employed in and who refuse to return to work shall not lose their
seniority but they will forfeit their right to future recall in a position at that lower
pay range level.

16.03 No New Emplovees
No new employees shall be hired until those laid off have been given an opportunity of

recall provided that those recalled have sufficient qualifications to perform the work
required.

16.04 Notice of Lay-Off

(@)

(b)

©

@

Subject to clause 16.04 (b), (c) and (d), unless legidation is more favourable to
the employee, the Employer shall notify permanent employees who are to be laid
off thirty (30) calendar days prior to the date of layoff and temporary employees
fourteen (14) calendar days prior to the date of layoff. If the employee has not
had an opportunity to work the days as provided in this clause, he shall be paid for
the days for which work was not made available. Effective July 25, 1994,
permanent employees with five (5) years of service and beyond shall receive an
additional one (1) week’s notice for each year of service.
Effective July 25, 1994, permanent employees whose positions are declared
redundant, or permanent employees who are displaced as a result of bumping and
who are unable to bump or unable to be placed in other employment and wish to
retain recall and seniority rights shall be given notice of layoff as follows: the
period of notice shall be the greater of the notice under 16.04(a) or the notice as
per Schedule |.  Where an employee is eligible to receive severance pay, the
notice period and/or the amount of pay in lieu of notice shall be reduced
accordingly.
A temporary employee being displaced by a more senior temporary employee
within the department shall be deemed to have been given notice of lay-off by the
exercising of the bumping rights by the more senior temporary employee.
The Employer and the Union may agree upon a time frame for the completion of
layoffs. If the Employer and the Union cannot agree, then the following shall
apply:
@ A permanent employee who has been given notice of layoff in accordance
with clause 16.04(a), shall notify the Employer of his intention within
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forty-eight (48) hours of receiving such notice.

After the Employer receives the employee’s decision under clause 16.04(c)
(i), the Employer shall notify the other affected permanent employee who
then shall be deemed to have been given notice of layoff at the same date
that the notice was given to the senior permanent employee.
Notwithstanding the above, no permanent employee shall be laid off by
virtue of being displaced by a more senior permanent employee without at
least forty-eight (48) hours notice.

16.05 Property Destroyed or Damaged
In the event that the Employer’s property is damaged or destroyed so that the employees

cannot perform their regular work, the union and the Employer shall agree upon a method
to layoff the employees of that particular area.  If no agreement can be reached, the
generd layoff provision of Article 16 shall apply.

16.06 Return to Former Classification

A permanent employee who bumps out of his classification as a result of a layoff shall be
given the opportunity, prior to the posting of the position, to return to that classification
should a position become available in the classification within twenty four (24) months of
the date of the initial bump. Should the employee refuse this offer, the Employer shall
have no further obligation to offer a position to the employee in the same classification.

16.07

Permanent Emplovees Reduction in Hours of Work

Permanent employees who have a reduction in their hours of work shall have accessto
the layoff provisions of clause 16.01.

Article17 - Hours of Work and Work Schedule

*17.01 Hours of Work

g /5

o |17

b

*(a)

7 (b)

©

@

®
(if)

The normal daily hours of work shall be seven and one-half (7 1/2) hours
per day exclusive of meal breaks.

Twelve Hour Shift

The hours of work shall be an average of seventy five (75) hours a
fortnight divided into 11 % hours or a combination of 7 % and 11 %
hours, exclusive of meal breaks.

On an experimental basis and without committing either party to a permanent
change in the existing hours of work, the parties may jointly establish a schedule
providing for a compressed work week.

Employees on staff at the signing of this Agreement whose work week and/or
work day isless that those specified in Article17 will not have their hours of
work increased during the term of this agreement.

Hours of Work - Part-time Employees

Part-time employees shall not be scheduled by the Employer for less than three (3)
hours in any shift. After his regularly scheduled hours up to equivaent full time
hours, part-time employees shall be paid the sum of thirty (30) cents per hour in
addition to his regular hourly rate.
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Part-time Emplovee - Change in Hours of Work

If the hours for the part-time position for which the employee was hired are
increased to full time hours (excluding those additional hours outlined in clause
17.01 (d) and in the letter agreeing that part-time employees may work additional
hours) for aperiod of six (6) months or longer, then this position shall be posted
in accordance with Article 15. If the part-time employee in the position is
unsuccessful in obtaining the full-time position, he may be laid off in accordance
with Article 16.

*17.02 Normal or Average Davs Per Week

(@)

()

*©)

The normal days of work shall be either five (5) days per week, or four (4) days
in one week and six (6) days in the alternate week, or three (3) days in one week
and seven (7) daysin the alternate weeks.

It is agreed that those institutions, which through established institutional policy,
currently follow a practice of not scheduling employees in a specific department to
work more than five (§) days in a calendar week shall continue this practice for
the life of the Agreement.

Clause 17.02 does not apply to employees working a twelve (12) hour shift
schedule.

*17.03 Working Schedule

*()

(b)
©)

@

() Days off shall be planned in such away as to equally distribute weekends
off. Employees shall receive a minimum of every third (3rd) weekend off,
unless otherwise mutually agreed between the employee and the
supervisor.  The Employer shall endeavour to grant every second (2nd)
weekend off. The weekend off shall mean a Saturday and Sunday
immediately following ensuring the employee a minimum of fifty-six (56)
hours off duty.

(i)  Twelve Hour Shift
Employees shall receive a minimum of two (2) weekends out of every
four (4) weekends and the Employer shall endeavour to grant every
second (2™) weekend off unless otherwise agreed by mutual consent.

, The weekend off shall mean a Saturday and Sunday immediately
following ensuring the employee a minimum of fifty-six (56) hours off
duty.

There shall be no split shifts;
The working schedule of each employee, showing the shifts and day(s) off work,
shall be posted in an appropriate place at least two (2) weeks in advance. When
an employee's day(s) off are changed or rescheduled within forty-eight (48) hours
of the originally scheduled day(s) off, he shall be paid double time for hours
worked on the originally scheduled day(s) off. This clause shall not apply if the
day (s) off are changed at the request of the employee.

Change of Shift

When an employee’s regularly scheduled shift is changed to another shift in that

day, he shall be given prior notice as follows:
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(1)  twenty-four (24) hours notice before the originaly scheduled shift if the
reschedul ed shift occurs after the originally scheduled shift.

(2) twenty-four (24) hours notice before the rescheduled shift if the
reschedul ed shift occurs before the originally scheduled shift.

Should the required notice not be given in accordance with this Article, the

employee shall be paid at the rate of time and one half (11/2) his regular hourly

rate for the shift worked. In cases where the employee’s regularly scheduled shift

is changed, it is the responsibility of the Employer to directly notify the employee

affected by the change before he reports to work. This clause shall not apply if

the change of shift was made at the request of the employee.

*17.04 Rest Periods

@
*(ih)

An employee shall be permitted a rest period of fifteen (15) consecutive minutes in
the first half and in the second half of the shift.

Twelve Hour Shift

An employee shall be permitted arest period of fifteen (15) consecutive minutes
during each third of the shift. The meal period and arest period may be combined
by mutual agreement between the employee and his’her supervisor.

*17.05 Days Off

(@)
*(b)

Days off shall be allocated at the rate of the minimum of two (2) consecutive days

off except where mutually agreed between the employee and the supervisor.

Days off for Employees Working as Temporary Emplovees

Employees shall be allocated two (2) consecutive days off if any of the following

scenarios are met:

@) an employee works three (3) consecutive twelve (12) hour shifts;

(i)  an employee, who over a seven (7) day period, works a combination of
consecutive shifts consisting of eight (8) hour shifts or shifts of less than
eight (8) hour duration;

(i)  an employee who works a combination of shifts, which includes at |east
one (1) shift of greater than eight (8) hour duration, will be scheduled for
two consecutive days off once they work 37.5 hours.

Two consecutive days off may be reduced to one (1) day off upon written request

of the employee.

*17.06 Consecutive Shifts

()

®)

*©)

No permanent employee shall be compelled to work more than seven (7)
consecutive days in aten (10) day period unless otherwise mutually agreed
between the employee and the supervisor.

No temporary employee shall be compelled to work more than seven (7)
consecutive days in aten (10) day period, unless otherwise mutually agreed
between the Union and the Employer.

Twelve Hour Shift

No employee shall be compelled to work more than three (3) consecutive shifts
unless otherwise mutually agreed between the employee and the supervisor.
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17.07 Exchange of Shifts
Employees may be permitted to exchange their shifts with an employee in the same

classification provided that the employee's supervisor is notified in writing and approves
the change in shift.

*17.08 Twelve Hour Work Schedule

The Employer and the union may agree that employees in a particular work area may
work atwelve (12) hour shift schedule. The request for a twelve (12) hour shift schedule
may come from 100% of the employeesin the work area or the Employer and if agreed
upon by the parties, all employees in that area shall work a twelve (12) hour shift
schedule. This twelve (12) hour shift schedule shall remain in effect in the work area
until either of the parties gives the other thirty (30) calendar days notice of its intention to
terminate this Agreement.

Article 18 - Overtime

18.01 Definition of Overtime

(@)  Eull-timeEmployees

@) Non-shift Workers - All time worked by a full-time employee before or
after his regularly scheduled daily or weekly hours shall be considered
overtime.

(i)  Shift Workers - All time worked by a full-time employee before or after
his regularly scheduled daily or biweekly hours shall be considered
overtime.

(b)  Part-timeEmplovees

)] Non-shift Workers - All time worked by a part-time employee in excess of
equivalent full-time hours on a daily or weekly basis shall be considered
overtime.

(i)  Shift Workers - All time worked by a part-time employee in excess of
equivalent full-time hours on a daily or biweekly basis shall be considered
overtime.

©) Temporarv Emplovees

All time worked by temporary employees in excess of equivalent full-time hours

on adaily, weekly, or biweekly (depending on temporary employee’s work

schedule shift or non-shift) basis shall be considered overtime.
()} Approval of Overtime

All overtime is subject to the prior approval of the Administrator or his designated

representative.

(e) Subject to clause 18.01 (d), overtime shall be calculated in thirty (30) minute
intervals.
18.02 Normal Overtime Rate

The normal overtime rate shall be pay or time off at the rate of time and one-half (11/2).

25



18.03 Compensation for Work on Paid Holidays not Regularly Scheduled
For hours worked on a holiday when the employee was not regularly scheduled to work,

he shall be paid in addition to the normal day’s pay at the rate of time and one-half (11/2)
his regular hourly rate.

18.04 Meal Periods

(@  The Employer will endeavour to post the meal period for employees prior to the
commencement of the shift but in any event it shah be posted within the first two
hours of the shift.

()  During the meal period employees are permitted to leave the premises.

©) Employees recalled to the work area during meal breaks will be paid at the
applicable overtime rate for the period worked. If an employee is not permitted
by the Employer to take a meal break during his shift, he shall be paid at the rate
of time and one half (11/2) for that meal period.

18.05 No Lavoff to Compensate for Overtime
An employee shall not be laid off during regular hours to equalize any overtime worked.

18.06 Calculating of Overtime Rates
An employee who is absent on approved time off during his scheduled work week

because of sickness, bereavement, holidays, vacation or other approved leave of absence
shall, for the purpose of computing overtime pay, be considered as if he had worked
during his regular hours during such absence.

18.07 Sharing of Overtime
Overtime and callback time shall be divided equally among employees qualified to
¢ perform the available work. The Employer will not compel the employee to work
overtime if another qualified employee is willing to work that overtime, provided that
there is not additional cost to the Employer and provided that the employee is available.

18.08 Double Shift
An employee shall not be required to work a double shift without his consent.

18.09 Callback

(@  Anemployee who is caled in to work outside his norma working hours shall be
paid a minimum of three (3) hours at the applicable overtime rate.

()  Anemployee shall not receive any payment for transportation expenses where:
@) he lives in subsidized accommaodations adjacent to the hospital; or
(i)  transportation is provided by the Employer.

© Subject to (b) above, when an employee is recalled to work under the conditions
described in (a) above, he shall be paid the cost or transportation to and from his
place of work to a maximum of ten dollars ($10.00) (effective July 25, 1994) for
each callback or the appropriate kilometer rate.

d) In cases where an employee is required to work on a callback beyond 0200 hours
and who has not had a sufficient rest period, the employee will be entitled to up to
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an eight (8) hour rest period without loss of pay before commencing his regular
scheduled  shift.

*18.10 Consecutive Work Premium

(@  Subject to article 17.06 (a) and (b), all work performed on the eighth (8th) day and
subsequent consecutive days of work shall be paid at double time. This clause
shall not apply to those consecutive shifts in excess of seven (7) shifts worked at
the request of the employee.

*(b) Subject to Article 17.06, all work performed on the fourth (4™ shift shall be
paid for at the rate of time and one half (1) and double time for the fifth (5*)
and subsequent consecutive shifts.  This clause shall not apply to those
consecutive shifts in excess of three (3) shifts worked at the request of the/
employee.

*¢) Consecutive Work Premium for Emplovees working as Temporary Emplovees
) If atemporary employee works three (3) consecutive twelve (12) hour

shifts, all work performed on the fourth (4™) day shall be paid for at the
rate of time and one-half (1 %) and double time for the fifth (5*) and
subsequent consecutive days.

(i)  If atemporary employee works in excess of seven (7) consecutive days,
al work performed on the next and subsequent consecutive days of work
shall be paid for at the rate of double time.

(i) If atemporary employee works in excess of the thirty-seven point five
(37.5) hours as per 17.05 b) iii), al work performed on the next calendar
day shall be paid at the rate of time and one-half (1 ') and double time
for subsequent consecutive days.

18.11 Timeoff in Lieu of Overtime
Instead of cash payment of overtime, an employee may choose to receive time off at the 6 ﬂ)’
appropriate overtime rate at a time to be mutually agreed between the employee and his "
supervisor.  The employee's decision to receive time off must be conveyed to the
supervisor within seventy-two (72) hours of the conclusion of the overtime. Should the
time off not be given within sixty (60) calendar days, the employee shall receive pay at
the appropriate overtime rate.  With mutual agreement. between the employee and his
supervisor, the employee may receive time off in lieu.

Article 19 - Shift Work
19.01 Shift Differential
(@ A shift differentia of thirty-one (31) cents per hour shall be paid for each hour the
employee works between the hours of 1600 on one day and 0800 hours on the A Ne) 42
following day. e
()  Saturday and Sundav Differential R
A. Saturday and Sunday differential of twenty-six (26) cents per hour shall be paid
for each hour worked by an employee between the hours of 0001 Saturday and
2400 hours Sunday. |If an employee qualifies for both differentials under (a) and A 163 4 &

(b) above, he shall receive both. e
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*19.02 Rest Between Change of Shift
*@i)  Eight Hour Shifts
There shall be at least sixteen (16) hours of rest between change of shifts
(excluding overtime) unless otherwise agreed to by mutual consent between the
employee and the supervisor. Where sixteen (16) hours of rest (excluding
overtime) are not provided, the employee shall receive pay at the rate of time and
one half (11/2) for each hour worked on the scheduled shift which infringes on
the sixteen (16) hour rest period.

*{ii),- Twelve Hour Shift

/ There shall be at least twelve (12) hours between change of shifts unless otherwise
agreed to by mutual consent between the employee and the supervisor.  Where
twelve (12) hours of rest (excluding overtime) are not provided, the employee shall
receive pay at the rate of time and one half (1 %) for each hour worked on the
scheduled shift which infringes on the twelve (12) hour rest period.

19.03 Rotation of Shifts
Qr < l The rotation of shifts shall be carried out in an equitable manner. Each employee shall
& | receive at least seven (7) days of day shift in a month, provided he may waive this right.

Article 20 - Holidavs
*20.01(a)  Holidays
*i) Employees shall receive one (1) day’s paid leave for each of the nine (9)
holidays as follows:.

(@) New Year's Day ® Labour Day

/MEOJ / 4 ()  Good Friday (g  Thanksgiving Day
©) Commonwealth Day (h) Christmas Day
(d) Memorial Day @) Boxing Day

© Orangemen’s Day
*(i)  Employees shal receive seven point five (7.5) working hours paid leave
for each of the nine (9) holidays as follows:
(a) New Year's Day
(b)  Good Friday
©) Commonwealth Day
(«)) Memorial Day
© Orangemen’s Day
® Labour Day
(g  Thanksgiving Day
(h) Christmas Day
@) Boxing Day

20.02 Compensation for Holiday Falling on Saturday
For the purpose of this Agreement when any of the aforementioned holiday falls on a

Saturday and is not proclaimed as being observed on some other day, shift workers shall
observe the day proclaimed as a holiday for calculation of benefits under Article 20 -
Holidays. All other employees shall observe the following Monday as the holiday.
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20.03 Compensation for Holidays Falling on Sunday
For the purpose of this Agreement, when any of the above noted holidays falls on a

Sunday and is not proclaimed as being observed on some other day, shift workers shall
observe the day proclaimed as a holiday for calculation of benefits under Article 20 -
Holidays. All other employees shall observe the following Monday (or Tuesday, where
the preceding Clause already applied to Monday) as the holiday.

20.04 Pay for Scheduled Work on Holidays
Employees who are scheduled to work on a designated holiday (clause 20.01) shall be
paid at the rate of time and one-half (11/2) and will be granted another day off within
sixty days. If such time off cannot be granted within sixty (60) calendar days, then the
employee will receive one day’s regular pay in lieu or with mutual agreement between the
employee and his supervisor the employee may receive time off inlieu. -~

20.05 Compensation for Holidays Falling On Scheduled Day Off
When any of the aforementioned holidays (clause 20.01) fall on employee’s scheduled day
off, the employee shall receive another day off with pay to be taken within sixty (60)
calendar days. If such time off cannot be granted within sixty (60) calendar days, the
employee will be paid one day’s regular pay in lieu.

20.06 Compensation for Work Performed On a Holiday Falling on Scheduled Day Off
When a holiday falls on an employee’s day off and he is required to work such a holiday,

he shall receive two (2) hours' pay for each hour worked on such a holiday in addition to
holiday pay. The time off isto be scheduled at atime to be mutually agreed by the
employee and his Supervisor. If at the request of the employee time off in lieu is granted,
it shall be on the basis of two (2) hours off for each hour worked in addition to the

holiday pay.

20.07 Christmas and New Year's L eave
An employee scheduled to work on Christmas Day shall not be schedule to work on New
Year's Day and shall receive New Year's Eve as a scheduled day off. An employee
scheduled to work on New Year's Day shall not be scheduled to work on Christmas Day
and shall receive Christmas Eve as a scheduled day off unless otherwise mutually agreed
between the employee and his supervisor. The Employer will endeavour not to schedule
an employee to work two (2) consecutive Christmas Days or New Year's Days.

20.08 New Holidays
Should any new holidays not routinely scheduled, be specifically proclaimed by the

provincial authorities, it shall be granted to employee’s within the scope of this
Agreement.

20.09 Statutorv Holidav During Sick | eave
If an employee is sick on the day that the statutory holiday is designated, the employee

shall be charged for the statutory holiday and there shall be no deduction from the
employee’ s sick leave.
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Article 21 - Vacations

*21.01*(3)
12b
w |
4 |
s
& 26

()

©

Length of Vacation
(§)) An employee shall receive an annual vacation with pay in accordance with

his years of employment as follows:
@) less than one (1) year at the rate of one and two thirds (1 2/3) days
for each month of service;
(i)  one(1) year up to ten (10) years of service, four (4) weeks;
(il) ~ more than ten (10) years of service but less than twenty-five (25)
, years, five (5) weeks,
7 (iv)  more than twenty-five (25) years of service, six (6) weeks.

/() Twelve Hour Shift
An employee shall receive an annual vacation with pay in accordance with

his/her years of employment as follows:

§)) L ess than one thousand nine hundred and fifty (1950) hours -
twelve point five (12.5) working hours for each one hundred and
sixty-two point five (162.5) hours of service.

(i) One thousand nine hundred and fifty (1950) hours up to nineteen
thousand five hundred (19,500) hours - one hundred and fifty
(150) working hours.

(i) Nineteen thousand five hundred (19,500) hours but less than forty-
eight thousand seven hundred and fifty (48,750) hours - one
hundred and eighty-seven point five (187.5) working hours.

(iv)  More than forty-eight thousand seven hundred and fifty (48,750)
hours - two hundred and twenty-five (225) working hours.

(v)  Theminimum period of annual leave that can be taken is one (1)
hour.

Calculation of Length of Vacation

For the purpose of calculation of length of annual vacation with pay, it is agreed
that an employee’s service will be that service performed in the twelve (12) month
period currently used by institutions for such calculation. It is understood that this
period may vary between ingtitutions (e.g. January 1 - December 3 1; April 1 -
March 31; July 1 - June 30), and that no institution will change its currently
accepted accumul ation period without prior discussion with the Union.

When an employee becomes eligible for a greater amount of annua vacation, he
may be allowed in the year in which the change occurs, a portion of the additional
leave for which he has become eligible based on the ratio of the unexpired
portion of the year to twelve (12) monthséomputed in full working days.

21.02 Compensation for Holidays Falling Within V acation Schedule
If apaid holiday falls or is observed during an employee’s vacation period, he shall be

alowed an additional vacation day with pay at atime to be mutually agreed between the
employee and his supervisor.
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21.03 Calculation of Vacation Pay
Vacation pay shal be at the rate effective immediately prior to the vacation period.
However, should any salary increase become effective during the employee’s vacation
period, he shall receive the benefit of such increase from the effective date.

21.04 Vacation Pay on Termination or Retirement

(@

®)

An employee terminating his employment at any time in his vacation year, before
he has had his vacation, shall be entitled to an equivalent payment of salary or
wages in lieu of such vacation at termination, provided that the employee gives
proper notice of termination. 1n the event that proper notification of termination is
not given, payment will be made at the earliest possible date, but in any event, no
later than the second pay day following the date of termination.

Period of Notice

Employees shall give the Employer fourteen (14) days notice of intention to
terminate their employment.  The period of notice may be reduced or eliminated
by mutual consent. Vacation leave shall not be used as any of the period of notice
referred to in this Article.

21.05 Selection of Vacation Dates
Employees in the department, in consultation with their supervisor, shall determine the

method of selecting vacation dates.  In the event that majority agreement cannot be
reached, preference in vacations shall be regulated according to a rotation plan. The
initial placing of employees in the rotation plan will be in accordance with seniority;
thereafter, the rotation will proceed without regard to seniority. If seniority is to be used
as the method of selecting vacations, bargaining unit seniority shall be used.

21.06 Vacation Schedule

(@)

®)

Notwithstanding clause 21.05 for those employees who advise the Employer by
April 15 of the date of their vacation preference, their vacation schedule shall be
posted by May 1 and shall not be changed unless mutually agreed upon by the
employee and the Employer. Vacation shall commence immediately following an
employee’s regularly scheduled days off.  For those employees who do not
indicate a preference, in writing, by April 15, they shall receive vacation based on
the vacation time available.

Vacation for the purpose of this Article shall include all current, accumulated and
accrued vacation leave

*21.07 Carry Forward of Vacation

*®)

An employee may carry forward to another year any proportion of annual leave

not taken by him in previous years until, by so doing, he has accumulated a

maximum of:

(1)  Twenty (20) days annual leave, if heis digible for twenty (20) days in any
year;

Q) Twenty-five (25) days annual leave, if h;g is eligible for twenty-five (25)
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(i)

days in any vyear. ;

(3)  Thirty (30) days annual leave, if heis eligible for thirty (30) days in any
year.

Employees who are prohibited from taking annua leave because of Workers

Compensation benefits or extended sick leave shall be alowed to carry forward

additional days.

Twelve Hour Shift

An employee may carry forward to another year any proportion of annual leave

not taken by him/her in previous years until, by so doing, he/she has accumul ated

amaximum of:

@) one hundred and fifty (150) hours annual leave, if he/sheis eligible for one
hundred and fifty (150) hours or less;

(i)  onehundred and eighty-seven point five (187.5) hours annual leave, if
he/she is eligible for one hundred and eighty-seven point five (187.5)
hours of annual leave in any year;

(i) two hundred and twenty-five (225) hours annual leave, if he/sheis eligible
for two hundred and twenty-five (225) hours annual leave in any year.

Employees who are prohibited from taking annual leave because of Workers

Compensation or extended sick |eave shall be allowed to carry forward additional

hours.

21.08 Anticipated Vacation
An employee with more than sixty (60) calendar days service may anticipate his vacation
to the end of the current vacation period as stipulated in clause 21.01 (b)
An employee who on resignation has a debit balance of vacation leave will have the value
of this vacation deducted from hisfinal pay cheque.

21.09 Qvertime Vacation Rate

When an employee is required to work during his vacation he shall receive pay of time
and one-half (1 1/2). Hours worked while on vacation shall not be deducted from the
employee’ s vacation credits.

21.10 Substitution for VVacation

(@)

®)

©
@

An employee who qualifies for sick leave under Article 22 while on vacation may
change the status of his leave to sick leave effective the date of notification to the
Employer. The employee shall submit on his return to duty a certificate stating
the total period during which he qualified for sick leave.

In the case of an employee who is admitted to hospital while on vacation, he may
change the status of his leave to sick leave with effect from the date he was
admitted to hospital.

An employee who, while on vacation qualified for bereavement leave, shah be
credited the appropriate number of days to vacation leave.

The period of vacation so displaced in clause 21.10 (a), 21.10 (b), and 21.10 (¢),
shall be reinstated for use at a later date to be mutually agreed.
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21.11 Accumulation of Vacation Leave While on Sick L eave, Etc.
Except in the case of extended illness immediately prior to the usua retirement period, an
employee shall be eligible to accumulate vacation credit(s) while on sick leave or any
other paid leave.

21.12 Vacation Leave During Special L eave Without Pay
An employee on specia leave without pay in excess of twenty (20) days in total in the

calendar year, shall not accumulate vacation leave during such period of specia leave
without pay.

21.13 Unused Vacation Paid to Estate
Any earned but unused vacation of a deceased employee shall be paid to such employee’'s
estate.

Article22 - Sick | eave

22.01 Sick Leave Defined
Sick leave means the period of time that an employee has been permitted to be absent
from work without loss of pay by virtue of being sick, disabled, quarantined or because
of an accident for which compensation is not payable under the Worker’s Compensation
Act.

*22.02 Annual Paid Sick Leave
*a) (@) An employeeis dligible to accumulate sick leave with full pay at the rate of
two (2) days for each month of service. .
(i) The maximum number of days of sick leave which may be awarded to an rs
employee during any consecutive twenty (20) year period of service shall
not exceed four hundred and eighty (480) days.
*©b) Twelve Hour Shift
(§)] An employeeis eligible to accumulate sick leave with full pay at the rate of
fifteen (15) working hours for each one hundred and sixty-two point five
(162.5) hours of service,
(i)  The maximum amount of sick leave which may be awarded to an
employee during any consecutive twenty (20) year period of service shall
not exceed three thousand six hundred (3600) working hours.

22.03 Deductions from Sick L eave
A deduction shall be made from accumulated sick leave of al scheduled working days
absent for sick leave. Absence on account of illness for less than one-half (1/2) a day
shall not be deducted. Absence for one-half (1/2) aday or more and less that a full day

shall be deducted as one-half (1/2) day.

22.04 Proof of Iliness
@) Before receiving sick leave with full pay, an employee may be required to produce
amedical certificate for an illness in excess of two (2) consecutive working days.
In cases of suspected abuse shown by an established pattern of sickness, the
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(b)

Employer reserves the right to request amedical certificate for any period of
ilIness.

An employee shall have the option of being attended by a doctor of his choice and
under no circumstances will an employee be penalized in any way by the
Employer for exercising his option of being attended by his personal physician.

22.05 Sick Leave During Leave of Absence and Lavoff

()

(b)

©)

@

When an employee is given paid vacation or special paid leave of absence, he/she
shall receive sick leave credit for the period of such absence on hig/her return to
work.

When an employee is on Workers' Compensation he/she shall receive sick leave
credit for the period of such absence on his/her return to work if the employee is
cut-off Workers' Compensation for noncompliance with the requirements of the
Workers' Compensation Commission.

When an employee is on Workers' Compensation and his/her claim ends for other
than noncompliance, the employee shall be eligible to proceed from Worker's
Compensation to sick leave (including any sick leave earned while on Workers

Compensation) provided that the employee provides a medical certificate showing
his/her inability to report to work.

When an employee is laid off on account of lack of work, he/she shall not receive
sick leave credits for the period of such absence but shall retain hig/her
accumulative credit, if any, existing at the time of such layoff.

22.06 Extension of Sick Leave

(@)

®

@ An employee with more than five (5) years of service who has exhausted
his sick leave credits may be alowed in the event of illness, in excess of
fifteen (15) days, an extension of his sick leave to a maximum of fifteen
(15) working days. This sick leave extension shall be repaid by the
employee upon his return to duty from his normal monthly accumulation.

(i)  Twelve Hour Shift
An employee with more than five (5) years of service who has exhausted
his’her sick leave credits may be allowed in the event of illness, in excess
of one hundred and twelve point five (112.5) working hours, an extension
of hig’her sick leave to a maximum of one hundred and twelve point five
(112.5) working hours. This sick leave extension shall be repaid by the
employee upon higher return to duty from his norma hourly
accumulation.

When an employee has used the maximum amount of sick leave which may be
awarded to him in accordance with this Agreement he may elect, if heis still unfit
to return to duty, to proceed on annual leave, including current and accumulated
leave, if heis eligible to receive such leave and if not, on specia |eave without
pay to a maximum of one continuous year unless alonger period is mutually
agreed upon between the employee and the Employer. Medical certificates shall
be submitted as required by the Employer.
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©)

While on special unpaid leave for sickness, the employee shall continue to
accumulate seniority.

22.07 Sick L eave Records
In January, the Employer shall post the seniority list as stated in clause 14.02. This list
shall also include the amount of sick leave accrued to each employee’s credit and the
number of days of sick leave taken by each employee from January 1st to December 31st
of the previous year.

22.08 Injured on Duty

An employee who is injured during working hours and is required to leave for treatment
or sent home for such injury, shall receive payment for the remainder of the shift or work
day at his regular rate of pay without deduction from sick leave, provided that a medical
practitioner, the staff health officer, or the nurse-in-charge states that the employee is
unfit for further work.

22.09 Disabilitv Retirement

(@

®)

Subject to clause 22.06 (b), if it appears, in the opinion of a medica doctor, that it
is unlikely that the employee will be able to return to duty after the expiration of
his accumulated sick |eave, the employee may be retired effective when his
accumulated sick leave has expired or at retirement age, whichever occurs first; if
he isto be retired, he shall receive such pension award as he may be eligible to
receive.

Employees unable to perform their duty because of medical reasons will be
entitled to use all their accumulated sick leave and be entitled to specia unpaid
leave as outlined in clause 22.06 (b) before being pensioned or terminated.

*22.10 Sick | eave During Special L eave Without Pay

®

(i1)

An employee on specia leave without pay in excess of twenty (20) daysintotal in
the calendar year, shall not accumulate sick leave during such period of specia
leave without pay.

Twelve Hour Shift

An employee on specia |eave without pay in excess of one hundred and fifty (150)
working hoursin total in the calendar year, shall not accumulate sick Ieave during
such period of specia |eave without pay.

*22.11 Sick | eave for Temporary Employees
A temporary employee shall not receive sick leave if the temporary employee refuses

recall from layoff due to illness, but the temporary employee shall earn service for
seniority purposes only for the time that he did not report for work because of illness.
Sick leave may only be awarded to a temporary employee who commences work and
subsequently qualifies for sick leave under this Article. The temporary employee who
refused recall due to illness shall report to work in accordance with Article 16 after his
ilIness providing work is still available and providing the temporary employee gives the
Employer reasonable notice.
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Temporary employees shall be eligible for sick leave benefits for shifts he would have
been recalled to during periods of hospitalization upon proof of admission and discharge.

22.12 Medical Care Leave

Employees may be alowed to take sick leave in order to engage in persona preventative
medical and dental care. The employee shall be required to show proof of having
received such care. Leave under this Clause shall be deducted in accordance with clause

22.03.

Article 23 - | eave of Absence
23.01 Negotiation Pay Provision
Representatives of the Union shall not suffer any loss of pay or accumulative benefits for

Jdd N

total time spent in negotiations with the Employer.

*23.02 Leave of Absence for Union Business
Upon Written request by the Union to the Administrator and with the approva in
writing of the Administrator, leave with pay shall be awarded as follows:

M{g](f\?

(@)

*(b)

@

@v)

For an employee who is a member of the Provincial Executive, or an
elected delegate, and who is required to attend the convention of the
Canadian Union of Public Employees (Newfoundland Division) or the
convention of the Newfoundland Federation of Labour, leave with pay not
exceeding three (3) days in any one year for each of the above
conventions.

For an employee who is a member of the Provincial Executive of the
Union and who is required to attend Executive Meetings of the Provincia
Executive, leave with pay not exceeding five (5) days in any one year.

For an employee who is a member of the National and/or Provincial
Executive or an elected delegate, who may wish to attend the National
Convention of the Canadian Union of Public Employees and the
Convention of the Canadian Labour Congress, leave with pay not
exceeding five (5) days in any one year; no more than two (2) employees
at one time from each hospital.

Leave with pay shall be granted to an employee to attend educational
seminars, provided that the total leave with pay granted under this clause
in any one year shal not in any event exceed that number of dayswhich is
obtained by multiplying the number of Shop Stewards in the bargaining
unit by one (1).

Twelve Hour Shift
Upon written request by the union to the Administrator and with the approval in
writing of the Administrator, leave with pay shall be awarded as follows:

@

For an employee who is a member of the Provincial Executive, or an
elected delegate, and who is required to attend the Convention of the
Canadian Union of Public Employees (Newfoundland Division) or the
Convention of the Newfoundland Federation of Labour, leave with pay not
exceeding twenty two point five (22.5) hours in any one year for each of
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@iv)

the above Conventions.

For an employee who is a member of the Provincia Executive of the union
and who is required to attend Executive Meetings of the Provincia
Executive, leave with pay not exceeding thirty seven point five (37.5)
hours in any one year.

For an employee who is a member of the National and/or Provincial
Executive or an elected delegate, who may wish to attend the National
Convention of the Canadian Union of Public Employees and the
Convention of the Canadian Labour Congress, leave with pay not
exceeding thirty seven point five (37.5) hours in any one (1) year; no more
than two (2) employees at one time from each hospital.

Leave with pay shall be granted to an employee to attend educational
seminars, provided that the total leave with pay granted under this clause
in any one year shall not in any event exceed that number of hours which
Is obtained by multiplying the number of shop stewards in the bargaining
unit by seven point five (7.5) hours.

*(c) Additional leave without pay for the purpose of attending to Union business may
be granted by the Administrator on request.

23.03 Leave of Absence for Full-time Union Representative
An employee who is elected or selected for a full-time position with the Union or any
body with which the Union is affiliated shall be granted leave of absence without loss of
seniority, for aminimum of three (3) months to a maximum of thirty-six (36) months.
Such leave shall be renewed, on request, during his’her term of office. Such employee
shall receive hisher pay and benefits as provided for in the Agreement but the Union
shall reimburse the Employer for all pay and benefits during the period of absence.

23.04 Paid Bereavement L eave
Subject to clause 23.04 (c), an employee shall be entitled to bereavement leave with pay

as follows:

(a) In the case of the death of an employees’ mother, father, brother, sister, child,
spouse, legal guardian, common-law spouse, grandmother, grandfather,
grandchild, mother-m-law, father-in-law or near relative living in the same
household, three (3) consecutive days.

(b) In the case of her son-in-law, daughter-in-law, brother-in-law, or sister-in-law,
one (1) day.

©) If the death of arelative referred to in clause 23.04 (@) occurs outside the
Province, the employee may be granted leave with pay not exceeding four (4)
consecutive days for the purpose of attending the funeral.

(d In cases where extraordinary circumstances prevail, the Employer, at his
discretion, may grant special leave with pay for bereavement up to a maximum of
two (2) days in addition to that provided in clauses 23.04 (a), (b), and (c).

23.05 Family L eave

(a) Subject to clause 23.05 (b), (c), and (d), an employee who is required to:
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@ attend to the temporary care of a sick family member living in the same
household;

(i) attend to the needs related to the birth of the employee’s child;

(il)  accompany a dependant family member living in the same household on a
dental or medical appointment;

(iv)  attend meetingswith school authorities;

(v)  attend to needs related to the adoption of achild; and

(vi)  attend to needs related to home or family emergencies,

shall be awarded up to three (3) days paid family leave in any calendar year.

In order to qualify for family leave, the employee shall:

@) provide as much notice to the Employer as is reasonably possible;

(i)  provide to the Employer valid reasons why such leave is required; and

(i)  where appropriate, and in particular with respect to (iii), (iv), and (v) of
23.05 (a), have endeavoured to a reasonable extent to schedule such events
during off duty hours.

Employees shall not be permitted to change any other leave to family leave but

shall be entitled to change family leave to bereavement leave.

A temporary employee shall only be granted family leave if he reports to work

following arecall and subsequently qualifies for family Ieave during that period

for which he was recalled.

Maternity/Adoption/Parental L eave

(@

(b)

©

@

()

Commencement of Maternity/Adoption/Parental L eave

An employee shall be permitted to commence maternity leave at the beginning of

her sixth (6th) month of pregnancy. Adoption leave may be granted to an

employee who legally adopts a child and upon presentation of proof of adoption.

The maximum maternity/adoption/parental leave allowed under this clause shall

be thirty three (33) weeksin total. However, the Employer may grant leave

without pay in instances where the employee is unable to return to duty after the

expiration of thisleave, and upon production of medical documentation.

Protection of Position and Benefits

The employee shall resume his/her former position and salary upon return from

leave, with no loss of accrued benefits.

Procedure for Return to Duty

The employee may return to duty from maternity leave after two (2) weeks notice

of her intention to do so on the production of a certificate of fitness from her

physician. An employee may return to duty from Adoption/Parental |eave after

giving the Employer two weeks notice of his/her intention to do so.

|lIness Associated with Pregnancy

An employee may be awarded sick leave for illness that is a result of or may be

associated with pregnancy before commencing maternity leave or birth of the

child, whichever occurs first.

Benefits on Maternity/Adoption/Parental | eave

@) Effective July 25, 1994, while on maternity/adoption/parental |leave,
employees shall continue to accumulate service for seniority and annual
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leave purposes only (no retroactive application on annual leave).
Maternity/adoption/parental leave up to thirty three (33) weeks shall be
counted as service for the purpose of step progression and severance pay.

(i)  Employees on maternity/adoption/parental |eave have the option of
continuing to pay their portion of the group insurance plan premiums to a
maximum of thirty three (33) weeks. Where the employee opts to
continue to pay premiums and provides the Employer with written notice,
the Employer will aso pay its share of the premiums.

Upon written request to the Employer from the employee who is on

maternity/adoption/parental leave, job postings shall be forwarded to the

employee.

The Employer will endeavour to provide child care services to its employees

wherever possible.

23.07 Paid Jury. Court Witness or Jury Selection Leave

(@)

(b)

The Employer shall grant leave of absence without loss of pay, seniority, or
accumul ative benefits to an employee who serves as juror, witness in any court, or
who is reguired to attend jury selection. The employee will present proof that
he/she attended as juror, witness in court, or for the purpose of jury selection.
Any remuneration the employee receives from the courts shall be over and above
his/her pay and benefits from the Employer.

If an employee isrequired to be in Court in any matter arising out of hig/her
employment with the Employer, during his’her regular shift, on his’/her scheduled
day off or after his’her regular shift, he/she shall be considered as working for the
Employer. This clause will not apply if an employee is charged with an offense.

23.08 Education Leave

(a)

®

An employee who is upgrading higher employment qualifications through an
Employer approved upgrading course shall be entitled to leave of absence without
loss of pay and benefits to write examinations required by such course.

Subject to operational requirements and availability of qualified replacement staff,
an employee shall be granted unpaid educational leave of the amount requested not
exceeding two (2) years unless mutually agreed between the employee and the
Employer.  The employee shall not accrue any benefits of the Collective
Agreement, except service for seniority.

23.09 General Leave
With the approval of the Employer, an employee may be granted leave of absence without
pay and without loss of seniority in exceptional circumstances, provided that the
employee has no current or accumulated annual |eave available to him.

23.10 Unpaid | eave
Subject to operational requirements and availability of qualified replacement staff, where

required, employees may be permitted one (1) month of unpaid leave during which he/she
shall earn service for seniority purposes, provided that the employee would not have been

39

Mk’



laid off during the period of unpaid leave.
The month of unpaid leave does not necessarily have to be taken consecutively, but
cannot be taken in increments of less than two (2) days at atime.

23.11 Extended Unpaid L eave

Upon written request, a permanent employee who has completed two (2) years of service
shall be granted unpaid leave to a maximum of twelve (12) months, subject to the
operational requirements of the Employer’s operations and the availability of qualified
replacement staff.  An employee shall be entitled to up to a maximum of twelve (12)
months unpaid leave for each two (2) years of service with the understanding that no
employee can have more than twelve (12) consecutive months of unpaid leave at any one
time. While on such leave, employees shall continue to accumulate service, unless they
would have been otherwise laid off, for seniority purposes only. The minimum amount
of unpaid leave an employee may have under this clause is eight (8) weeks. An employee
will not be granted extended unpaid |leave to take another position with the same
Employer whether inside or outside a bargaining unit.

Article 24 - Pavment of Wages and Allowances

24.01 Availability of Salary
(@) It is agreed that all employees shall be paid every two (2) weeks. Overtime pay

will be included in the regular pay cheque of the pay period next succeeding the
pay period during which the overtime was earned. On each payday, each
employee shall be provided with an itemized statement of his wages, overtime,
and other supplementary pay and deductions.

()  Sdary cheques will be available on payday at 0800 hours for those employees
scheduled to work on the previous 0001 and 0800 hours shifts and cheques will be
available prior to 0001 hours on payday for those employees who worked the
previous 1600 hours to 2400 hour shift.

(c) It is agreed that those institutions which, through established institutional policy,
currently followed an earlier payment schedule and a deferral of overtime
payments greater than the period stated in clause 24.01 (a) above will, for the life
of this Agreement, maintain their existing practice and policy.

*24.02 Pay on Temporary Transfer to Higher Positions

*a) (@) An employee who is temporarily assigned by the Employer to a position
for which a higher rate of pay is applicable will receive the salary rate for
the assigned position in accordance with the promotional procedure
provided that he fills the position for one (1) or more consecutive working
days.

(i)  Twelve Hour Shift

An employee who is temporarily assigned by the Employer to a position
for which a higher rate of pay is applicable will receive the salary rate for
the assigned position in accordance with the promotional procedure
provided that he/she fills the position for seven point five (7.5) or more
consecutive working hours.
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Transfers within the bargaining unit shall be on the basis of seniority where ability
and qudifications are equd.

24.03 Pay on Temporary Transfer. L ower Rated Job
When an employee is assigned to a position paying a lower rate, his rate shall not be
reduced.

24.04 \/acation Pay
An employee with more than one year of service or an employee who has earned at least
two (2) weeks vacation, upon giving at least two (2) weeks notice prior to the payday
preceding the office day on which he wishes to receive his advance payment, shall receive
prior to commencement of his annual vacation any regular pay cheque(s) which may fall
due during his vacation.

*24.05 On-Call Provisions

(@
*®)

©

@
(e)

Standby means any period of time during which, on the instructions of the

Administrator, an employee is required to be available for recall to work.

@) An employee required to perform standby duty shall be paid six dollars
and ninety cents ($6.90) for each eight (8) hour shift of standby.

(i)  When a standby is required on a statutory holiday, the rate of
compensation shall be nine dollars and ten cents (§9.10) for each eight (8)
hour shift of standby.

Twelve Hour Shift

@ An employee required to perform standby duty shall be paid ten dollars
and thirty five cents ($10.35) for each twelve (12) hour shift of standby.

(i)  When a standby is required on a statutory holiday, the rate of
compensation shall be thirteen dollars and sixty five cents ($13.65) for
each twelve (12) hour shift of standby.

No compensation shall be granted for the total period of standby duty if the

employee does not report for work when required.

On-call duty shall be equally divided among the qualified employees.

24.06 Transportation

(@)

®)

©

When, in the course of his duty, an employee is required to travel on the
Employer’s business, transportation shall be provided by the Employer, or with
the approval of the Employer, he may be permitted to use his own vehicle and
reimbursed at the rate of twenty-five (25) cents per kilometre effective July 25,
1994. Employees have the right to refuse to utilize their own cars for Employer
business.

Payment for the use of private vehicles on the Employer’ s business shall be
limited to the kilometre rate specified herein. The Employer assumes no liability
for damage or other expenses arising as aresult of the use of private vehicles.

If an employee is required to travel on the Employer’s business then he shall be
compensated for his transportation subject to clause 24.06 (a), and his lodging
shall be paid by the Employer upon presentation of suitable receipts.
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(d  ThePer Diem medl rate shall be:
@ Twenty-nine dollars ($29) ($6.31 - breakfast; $9 - lunch; $13.69 - dinner)
per day for the Island.
(i) Thirty-two dollars ($32) ($7 - breakfast; $10 - lunch; $15 - dinner) per day
for Labrador.
(i)  For travel outside the province, Forty-three dollars ($43) per day in
Canada.
(iv)  Forty-three ($43 US) per day for the US and;
(v)  Forty-eight ($48) per day for al other travel.
()  After each period of three (3) consecutive nights in overnight travel, the employee
shall be entitled to one three (3) minute person to person telephone call.

If the Government increases the Kilometre or meal rate, the rate will be increased for
employees covered by this agreement.

*24.07 Labrador Benefits
Employees dligible to receive Labrador Benefits shall be paid in accordance with
ScheduleG.

24.08 Escart Duty Allowance
*(@  Where employees are called upon to escort patients who are being transferred by

ambulance, (air, road, etc), they shall be paid in addition to their regular pay, an
alowance of thirty-two dollars ($32) per trip effective July 25, 1994. With the
exception of Bell Island, the provisions of this clause shall not apply where an
employee is escorting a patient within the same city or town or another city or
town within aradius of twenty-five (25) miles of the employee’ s institution.

()  Employees going on escort duty will be entitled and will receive an advance travel
allowance prior to commencing on such duty.

()  All monies earned in addition to regular pay while on escort duty will be paid no
later than one (1) pay period following the escort.

(d  Incaseswhere an employee isrequired to work on an escort beyond 0200 hours
and who has not had a sufficient rest period, he/she shall be entitled to an eight (8)
hour rest period without loss of pay before commencing his’her regular scheduled
Shift.

24.09 Promotion Procedure
When an employee is promoted, his salary shall be established at a step in the new pay
range which gives the employee at |east five (5) percent on his existing salary or the top
of the new pay range whichever is lower.

24.10 Demotion Procedure
(a) Involuntary Demotion
When an employee is involuntarily demoted, his salary will be established at a
step in the new pay range equivalent to his current salary. If his current salary
falls between two steps, he shall be adjusted to the higher of the two. If his
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current salary exceeds the top of the new pay range, his saary shal be
maintained.

Voluntary Demotion

When an employee is voluntarily demoted, his salary shall be established at a step
in the new pay range equivalent to his existing salary. If his present salary falls
between two steps, he will be adjusted to the lower of the two.  If his current
salary exceeds the top of the salary range he shall be adjusted to the highest step in
the pay range.

Article25 - Gener al Interpretation

25.01 Plural or Feminine Terms May Apply
Whenever the singular or masculine is used in this Agreement, it shall be considered as if

the plural or feminine has been used where the context of the party or parties hereto so
require.

Article26 - Emplovee Benefits
26.01 Group L ife and Extended Health Benefits Plan

(@)
()

©
@
©

The plan presently in effect shall remain in effect during the term of this
Agreement.

While an employee is in receipt of wages from the Employer, the Employer will
pay fifty (50) percent of the premiums of the Plan and the employee will pay fifty
(50) percent.

When an employee is on extended leave without pay, then the employee may pay
the full premium in order to maintain coverage while on such leave.

A summary of the general provisions and benefits of the Plan is appended to the
Agreement as Schedule"D"

Employer maintains payment of Employer premiums, as long as the employee
maintains  hisher  premium  payments, while he/she is on
maternity/adoption/parental leave for a maximum of thirty-three (33) weeks.

26.02 \Workers Compensation

(@)

(b)

All employees shall be covered by the Workers' Compensation Act. Pending the
settlement of an insurable claim, the employee shall receive salary calculated as if
the Workers' Compensation Commission were to accept the claim and the
employee shall continue to receive full benefits of this Agreement. Payment under
this clause shall not be deducted from an employee's accumulated sick leave
credits. If the claim is denied by the Commission, the necessary adjustments shall
be made.

For the purpose of this clause, the employees net pay shall be calculated on the
basis of the total average earnings as calculated by the Workers Compensation
Commission.

Pension credit and group insurance coverage to continue on the basis of the pre-
injury salary including salary adjustments for step progression or pay increases
during the period of temporary absence, subject to payment of appropriate
premiums based on the pre-injury salary rate or adjusted rate because of step
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progression or pay increases, provided this proposal reflects the current practice
and does not violate the Workers' Compensation Act.

Article 27 - Technological Change

NOTE: Following article not to apply to Central Newfoundland Hospital and Western Memorial
Hospital

27.01

27.02

27.03

27.04

27.05

27.06

27.07

Advance Notice

Before the introduction of any technological change or new method of operation which
affects the rights of employees, conditions of employment, wage rates or workloads, the
Employer shall notify the Union of the proposed change.

Consultation

Any such change shall be made only after the Union and the Employer have discussed the
matter. The discussion shall take place within twenty-one (21) days of the Employer’s
notification to the union.

Attrition Arrangements
No employee will be laid off because of technological change or new method of operation

unless such employee refuses, without good reason, to avail of additional training
provided to equip the employee with the new or greater skills required by the
technological change or new method of operation.

|ncome Protection

An employee who is displaced from his job by virtue of technological change or new
method of operation will suffer no reduction in normal earnings, unless such employee
has refused, without good reason, to avail of additional training provided to equip the
employee with the new or greater skills required to prevent displacement.

Transfer Arrangements
An employee who is displaced from his job by virtue of technological change or new

method of operation will be given the opportunity to fill other vacancies according to
seniority, ability and qualifications.

Training Benefits

In the event the Employer should introduce new method or machines which require new
or greater skills than are possessed by employees under the present method of operation,
such employees shall, at the expense of the Employer, be given a reasonable period of
time, in the opinion of the Employer, during which they may perfect or acquire the skills
necessitated by the new method of operation. There shall be no change in wage or salary
rates during the training period of any such employee.

No New Emplovees
No additiona employee(s) shall be hired by the Employer to replace any employee(s)
affected by the technological change or new method of operation, until the employee(s)
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aready working, and affected by the change, have been notified and allowed a training
period to acquire the necessary knowledge or skill for the trainee(s) to retain their
employment, as provided for in clause 27.06.

Article 27A - Technological or Other Change
NOTE: The following Article will apply only to Central Newfoundland Hospital and Western

Memorial Hospital.

27A.01 Advance Notice
Before the introduction of any technological or other change, or method of operation
which affects the rights of employees, conditions of employment, wage rates or
workloads, the Employer shall notify the Union of the proposed change.

27A.02Consultation
Any such change shall be made only after the union and the Employer have discussed the
matter. The discussion shall take place within twenty-one (21) days of the Employer’s
notification to the Union.

27A.03AttritionA rrangements
No regular employee shall be dismissed by the Employer because of mechanization or

technological change during the term of this Agreement.

27A.04Income Protection
An employee who is displaced from his job by virtue of technological change or
improvements will suffer no reduction in normal earnings during the term of this
Agreement.

27A.05Transfer Arrangements
An employee who is displaced from his job by virtue of technological change or
improvements will be given the opportunity to fill other vacancies according to seniority,
adility and qudifications.

27A .06Training Benefits
In the event that the Employer should introduce new methods or machines which require
new or greater skills than are possessed by employees under the present method of
operation, such employees shall be given a reasonable period of time in the opinion of the
Employer, during which they may perfect or acquire the skills necessitated by the new
method of operation. There shall be no change in wage or salary rates during the training
period of any such employee.

27A.07No New Employees
No additional employees shall be hired by the Employer until the employees aready

working shall be notified of the proposed technological change and where possible they
will be allowed a reasonable training period to acquire the necessary knowledge or skill
for retaining their employment.
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Article 28 - Contracting Out

28 .01 Emplovee Protection

Should the Employer contract out work, the Employer agrees to provide other positions
for any staff that would normally be laid off by the decision to contract out work and the
employees salary at the time or contracting out shall be maintained during the duration of
this contract.

28.02 Period of Notice

No contract service will be finalized without the Union being given sixty (60) calendar
days notice of the Employer’s intention to contract out that service.

Article 29 - Uniform and Clothing Allowance

29.01

29.02

29.03

29.04

29.05

29.06

29.07

Uniform Requirements
At the discretion of the Employer, uniforms shall be worn as required and if supplied by
the Employer remain the property of the Employer.

Uniform Style
Uniforms shall be of the type and design approved by the Employer.

Uniform Allowance

Where the Employer requires a uniform to be worn and with the Employer’s approval,
employees may elect to purchase uniforms of their own choosing and in such cases an
allowance of one hundred and seventy-five dollars ($175) per year (effective July 25,
1994) shall be paid providing the design, material, colour and style are approved by the
Employer. The uniform allowance shall be paid on the first pay day in December or
upon termination on a pro-rata basis.

Tradesmen's Clothing
Carpenters, electricians, painters, plumbers, power engineers and utility men shall be

supplied with coverals as required by the Employer at no expense to the employee, and
shall be cleaned at the expense of the Employer.

Care of Clothin
Employees who do not take reasonable care of Employer owned clothing may be required

by the Employer to replace such clothing at their own expense.

Restrictions on Use
Employees shall not wear uniforms and coveralls provided by the Employer when off

duty.
Drivers, Operators A

Ambulance Drivers, Equipment Operators, Watchpersons and Security Guards, shall be
provided with uniforms consisting of items listed in Schedule "B" to this Agreement.
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29.08

Maintenance of Work Clothing or Uniforms
It shall be the responsibility of the Employer to clean, launder, and maintain all clothing

and equipment issued to employees.

29.09 Unsanitary or Dangerous Jobs

All employees working on unsanitary or dangerous jobs shall be supplied with all
necessary tools, safety equipment and protective clothing.

Article 30 - General Conditions

30.01

30.02

30.03

30.04

Proper Accommodations

Where possible, proper accommodation shall be provided for employees to have their
meals and store and change their clothes.

The Employer will endeavour, whenever possible, to provide locker space for the
protection of clothing.

Bulletin Boards

The Employer shall provide suitable bulletin boards for the exclusive use of the Union,
placed so that all employees will have access to them and upon which the Union shall
have the right to post notices of Union business.  Other notices shall be subject to
approva of the Employer.

Parking Facilities
The Employer shall provide, whenever possible, adequate facilities for employees to park
their cars during their working hours.

Portability

(a) Employees who are accepted for employment with another Employer or same
Employer within a maximum of 120 calendar days of resignation shall retain
portability respecting:

(1)  Accumulated sick leave credits, and

(2)  Accumulated vacation entitlement.

(3)  Sewvicefor severance pay.

In the same manner, portability respecting:

(1)  Pension Plan, and

?2) Hedlth and Life Insurance Plan -~

shall be retained where such plans are in effect in the hospital at which the
employee has been accepted for re-employment, and the regulations respecting
these plans permit the retention of these benefits.

)  Employees who receive portability of benefits under clause 30.04 (a) shall be
placed on the appropriate salary scale at their new place of employment in
accordance with the following:

(1) If the new position carries a pay range higher than that of the position just
vacated, the employee shall be placed on the appropriate step of the new
pay range in accordance with existing promotion procedures.
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(2)  If the new position carries a pay range equivaent to that of the position
just vacated, the employee shall be placed on the same step of the
equivalent pay range in accordance with existing transfer procedures.

(3)  If the new position carries a pay range lower than that of the position just
vacated, the employee shall be placed on the step of the new pay range in
accordance with existing voluntary demation procedures.

© Employees reemployed after termination shall, for the purpose of this Agreement
be placed on their respective salary scales on a step not lower than the step they
were on at the date of termination provided that they have not been out of the
employment of the Employer for a period of more than two (2) years.

30.05 Part-time and Temporary Emplovees

e 1] 3 HY

(a) Part-time employees shall receive the wages and benefits specified in this
Agreement on a pro rate basis according to their hours of work.
Temporary employees shall be entitled to wages and benefits of the Agreement for
the duration of their employment.  Earned benefits shall be pro-rated and
employees will be alowed to carry forward these benefits from one period of
employment to the next.

*30.06 Retroactivity

The following provisions are retroactive to January 1, 1998:
Saary, overtime, and callback.

30.07 Payment to Terminated Employees

Retroactive pay will be made available to terminated employees on written request to the
Employer by the employee.

30.08 Occupational Health and Safety Committee

30.09

An Occupational Health and Safety Committee shall be formed in accordance with the
Occupational Hedlth and Safety Act for the purpose of providing prompt investigation of
possible hazardous situations and environmental issues. This Committee will consist of
an equal number of representatives of the Union and the Employer and shall have the
authority to suspend the practice in question or otherwise remedy the situation pending
further investigation. This Committee may draw on other personnel as required for
investigation of a specific situation. Notwithstanding the number of meetings required
under the legidation, the Union and the Employer may agree to meet more frequently.
The mandate of the Occupational Health and Safety Committee shall be expanded to
include environmental issues.

Pay Equity
The parties agree to implement the Pay Equity Agreement attached in Schedule "F" .

30.10 Separation Slips

(@) Provided proper notification is given, all monies and separation papers shall be
provided immediately upon resignation or retirement.
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(b)  Employeeswho are laid off shall be issued separation dlips within five (5) calendar
days from their last day of work.

30.11 Criminal Liabilitv: Indemnity for Legal Fees
An employee who is charged in a criminal matter arising out of his/her employment and

who is subsequently found not guilty, the charges are withdrawn, he/she is discharged at
the preliminary hearing or the prosecution is stayed, shall have his’her reasonable legal
fees paid by the Employer.

30.12 Labour Force Adiustment and Productivity Council
There shall be one council for each union with subcommittees for each Employer and/or

agency (to be determined by mutual consent of the parties) with equal
employee/Employer representatives. The Labour Force Adjustments and Productivity
Council will be established recognizing that union participation will not be interpreted as
union agreement to the layoff of employees or similar matters.

Fifty (50) percent of any savings realized as a result of the implementation of
recommendations put forward by council will be used to pay for salary increases or other
Improvements in employee benefits.

The Labour Force Adjustment and Productivity Council to conduct a review of part-time
and temporary employment practices to determine whether it is feasible to convert certain
part-time and temporary positions to permanent status without increasing cost or creating
operationa difficulties.

Article 31 - Continuation of Acquired Rights

31.01 All provisions of this Agreement are subject to applicable laws now or hereafter in effect.
If any law now existing or hereafter enacted or proclamation or regulation shall invalidate
any portion of this Agreement, the entire Agreement shall not be invaidated and the
existing rights, privileges and obligations of the parties shall remain in existence, and
either party, upon notice to the other, may reopen the pertinent parts of the Agreement so
that the portions thus invalidated may be amended as required by law.

Article 32 - Cokes of Agreement

32.01 Cost of Printing
The Union and the Employer desire every employee to be familiar with the provisions of
this Agreement and his rights and obligations under it. For this reason the Employer
shall print, at a cost to be equally shared between the Union and the Employer, sufficient
copies of the Agreement within thirty (30) day of signing.

Article 33 - Severance Pay

33.01 ServiceRequirements for SeverancePay
An employee who has nine (9) or more years continuous service in the employ of the
Employer is entitled to be paid on resignation or retirement, severance pay equal to the
amount obtained by multiplying the number of completed years of continuous
employment by his weekly salary to a maximum, of twenty (20) weeks pay. For the
purpose of this Article, service for a temporary employee shall be the actual period of
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employment with the Employer provided that where a break in employment exceeds
twelve (12) consecutive months, service shall commence from the date of reemployment.
Maternity Leave or Adoption Leave up to thirty-three (33) weeks shall be counted as
service for severance pay purposes. Employees shall be given credit for all periods of
maternity leave and adoption leave since their last date of hire.

33.02 Severance Pay Paid to Estate
Any severance pay entitlement of a deceased employee shall be paid to such employee’'s

estate.

Article 34 - Personal Loss

34.01 Subject to clauses 34.02 and 34.03, where an employee in the performance of his duty
suffers any personal loss, and where such loss was not due to the employee’s negligence,
the Employer may compensate the employee for any loss suffered, subject to a maximum
of three hundred dollars ($300).

34.02 All incidents of loss suffered by an employee shall be reported in writing within two (2)
days of the incident to the Administrator or his designated representative.

34.03 This provision shall only apply in respect of personal effects which the employee would
reasonably have in his possession during the performance of his duty.

Article35 - Duration of Agreement

*35.01 Duration
Except as otherwise provided in clause 30.06, this Agreement shall be effective from the
date of signing and remain in full force and effect until March 3 1, 2001, and thereafter
from year to year unless either party gives notice in writing of termination or amendment
not more than one hundred and twenty (120) calendar days and not less than thirty (30)
calendar days prior to the date of expiration.

35.02 Change in Agreement
Any changes deemed necessary in this Agreement may be made by mutual agreement at

any time during the existence of this Agreement.

35.03 Noatice of Change
Either party desiring to propose changes to this Agreement shall within thirty (30)

calendar days following receipt of notice under clause 35.01, give notice in writing to the
other party of the changes proposed. Within thirty (30) calendar days of receipt of such
proposed changes by one party, the other party is required to enter into negotiations for a
new Agreement.

35.04 Legislation and Collective Agreements
This is to confirm that notwithstanding the no strike and no lockout provisions of the

agreement, notice to reopen negotiations may be issued by either party in the event that
the Provincial Government passes legislation to amend any provision of this agreement.
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Failing agreement, the parties may exercise the right to strike or lock out. Negotiations
are to be conducted in accordance with the applicable legislation.

51



IN WITNESS WHEREQF the parties hereto have executed this Agreement the day and year first
before written

SIGNED on behalf of the Treasury Board representing Her Majesty the Queen in right of
Newfoundland by the Honourable Paul Dicks, President of Treasury Board and the Honourable
Joan Marie Alyward, Minister of Health, in the Presence of the Wlm subscribing

4

(Profe .

Witness

SIGNED on behalf of the Newfoundland and Labrador Health Care Association by the proper
officers, on behalf of all Hospitals and Agencies listed in Schedule "C" in accordance with the

congtitution in the presence of the witness hereto subscribing

SIGNED on behalf of the Canadian Union of Public Employees by its proper officers in the
presence of the witness hereto subscribing

_@/M/M

Witness

Z@{f’é ﬂ\rvwéﬁb

Witness

52



SCHEDULE A - SALARIES

The salaries outlined in this schedule shall remain in effect for the term of this Agreement.

Salary Implementation Formula

2%  January 1,1998
2% Junel, 1999

2% Junel, 2000

1%  February 1, 2001

Step Progression

1. Employees shall continue to advance one (1) step annually on their respective salary scale
for each twelve (12) months of service accumulated after their last proceeding step

movement.

2. New employees shall advance one (1) step annually on their respective salary scales
effective the date when twelve (12) months of service is accumulated, and thereafter from
year to year for each additional twelve (12) months of service accumulated.

Red Circled Emplovees

(@) Red circled employees whose regular salary does not exceed the maximum of the new
salary scales for their respective HS level shall:

) be placed on step 3 of the new scale; and
(i)  recelve a cash payment of the difference between the percentage increase
applicable for their salary rate and the salary increase received by being placed on
step 3. This cash payment will be paid bi-weekly for each regular hour worked.
()  Employees whose regular salary rate exceeds the maximum of the new salary scale for the

respective HS level shall receive a cash payment of the percentage increase applicable for
their salary rate. This cash payment will be paid bi-weekly for each regular hour worked.
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HS-08

HS-08

HS-10

HS-11

HS-12

HS-13

HS-14

HS-15

HS-16

HS-17

HS-18

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JANUARY 1, 1998

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1

19,413.81
746.69
8.96

19,555.23
752.12
10.03

19,695.39
757.52
10.10

19,836.81
J} 762:
%3 10.17

20,012.66

769.72
10.26

20,189.72
776.53
10.35

20,399.99
784.62
10.46

20,647.15
794.12
10.5°

20,899.23
803.82
10.72

21,242.30
817.01
10.89

2147715
826.04
11.01

STEP

20,032.22
770.47
10.27

20,184.40
776.32
10.35

20,334.69
782.10
10.43

20,486.23
787.83
10.51

20,674.08
795.16
10.60

20,863.17
802.43
10.70

21,098.15
811.47
10.82

21,373.21
822.05
10.96

21,651.38
832.75
11.10

22,033.59
847.45
11.30

22.303.14

857.81
11.44
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TEP

20,650.63
794.26
10.59

20,813.56
800.52
10.67

20,973.96
806.69
10.76

21,135.62
812.91
10.84

21,335.49
820.60
10.94

21,536.63
828.33
11.04

21,796.32
838.32
11.18

22,099.28
848.97
11.33

22,403.52
861.67
11.49

22,824.89
877.88
11.71

23,129.11
889.58
11.86



CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JANUARY 1, 1998

STEP1  STEP2 = STEP3

HS-19 Annual 21,897.70 2277247  23,647.24
Bi-Weekly 842.22 875.86 909.51
Hourly 11.23 11.68 12.13
HS-20 Annual 22,360.03 2329897  24,237.91
Bi-Weekly 860.00 896.11 932.23
Hourly 11.47 11.95 12.43
Hs-21 Annual 2272156  23,73051  24,739.46
Bi-Weekly 873.91 912.71 951.52
Hourly 1165 12.17 12.69
HS-22 Annual 2317529 2426161  25347.94
Bi-Weekly 891.36 933.14 974.92
Hourly 11.88 12.44 13.00
HS-23 Annual 2362411  24,769.91  25915.70
Bi-Weekly 908.62 952.69 996.76
Hourly 12.11 12.70 13.29
HS-24 Annual 2448608 2573428  26,982.48
Bi-Weekly 941.77 989.78 1,037.79
Hourly 12.56 13.20 13.84
HS-25 Annual 2539357 2671950  28,045.41
Bi-Weekly 976.68 1,027.67 1,078.67
Hourly 13.02 13.70 14.38
HS-26 Annual 2632440  27,720.84  29,117.27
Bi-Weekly 1.012.48 1,066.19 1,119.90
Hourly 13.50 14.22 14.93
HS-27 Annual 2725525 2872026  30,185.29
Bi-Weekly 1,048.28 1,104.63 1,160.97
Hourly 13.98 14.73 15.48
Hs-28 Annual 2823404 2977169  31,309.35
Bi-Weekly 1,08592  1,145.07 1,204.21
Hourly 14.48 15.27 16.06
HS-29 Annual 2901363  30,5596.86  32,180.08
Bi-Weekly 1,115.91 1,176.80 1,237.70
Hourly 14.88 15.69 16.50
HS-30 Annual 29,788.30  31,433.55  33,078.79
Bi-Weekly 114570  1,208.98 1,272.26
Hourly 15.28 16.12 16.96
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HS-31

HS-32

HS-33

HS-34

HS-35

HS-36

HS-37

HS-38

HS-39

HS-40

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JANUARY 1, 1998

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1

30,901.11
1,188.50
15.85

31,882.40
1,226.25
16.35

32,890.70
1,265.03
16.87

34,026.88
1,308.73
17.45

35,294.63
1,357.49
18.10

36,610.36
1,408.09
18.77

37,958.06
1,459.93
19.47

39,303.27
1,511.66
20.16

40,622.66
1,562.41
20.83

41,942.08
1,613.16
21.51
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STEP 2

32,622.63
1,254.72
16.73

33,675.29
1,295.20
17.27

34,756.10
1,336.77
17.82

35,970.89
1,383.50
18.45

37,322.09
1,435.47
18.14

38,736.73
1,489.87
19.86

40,168.64
1,5944.95
20.60

41,584.05
1,599.39
21.33

43,034.27
1,655.16
22.07

44 438.68
1,709.18
22,79

STEP

34.344.14
1,320.93
17.61

35,468.21
1,364.16
18.19

36,621.50
1,408.52
18.78

37,914.88
1,458.26
19.44

39,349.52
1,513.44
20.18

40,863.11
1,671.66
20.96

42,379.24
1,620.97
21.73

43,864 .81
1,687.11
22.49

45,445.85
1,747.92
23.31

46,935.27
1,805.20
24 .07



HS-08

HS-08

HS-10

HS-11

HS-12

HS-13

HS-14

HS-15

HS-16

HS-17

HS-18

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JUNE 1, 1999

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1

19,802.09
761.62
10.15

19,846.33
767.17
10.23

20,089.30
77267
10.30

20,233.85
778-
0.38

20,412.91
785.11
10.47

20,593.51
792.06
10.56

20,807.99
800.31
10.67

21,060.08
810.00
10.80

21,317.21
819.89
10.93

21,667.15
833.35
11.11

21,906.69
842.57
11.23

STEP 2

20,432.86
785.88
10.48

20,588.09
791.85
10.56

20,741.38
797.75
10.64

20,895.95
803.69
10.72

21,087.56
811.06
10.81

21,280.43
818.48
10.91

21,520.11
827.70
11.04

21,800.67
838.49
11.18

22,084.41
849.40
11.33

22,474.26
864.39
11.83

22,749.20

874.97
11.67
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STEP 3

21,063.64
810.14
10.80

21,229.83
816.53
10.89

21,393.44
822.82
10.97

21,658.33
829.17
11.06

21,762.20
837.01
11.16

21,967.36
844.90
11.27

22,232.25
855.09
11.40

22,541.28
866.97
11.56

22,851.59
878.91
11.72

23,281.38
895.44
11.94

23,591.68
907.37
12.10



HS-18

HS-20

HS-21

HS-22

HS-23

HS-24

HS-25

HS-26

HS-27

HS-28

HS-29

HS-30

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JUNE 1., 1999

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekiy
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1  STEP2

22,335.65
859.06
11.45

22,807.23
877.20
11.70

23,175.99
891.38
11.89

23,638.80
909.18
12.12

24,096.59
926.79
12.36

24,975.80
960.61
12.81

25,901.44
996.21
13.28

26,850.89
1,032.73
13.77

27,800.36
1,069.24
14.26

28,788.72
1,107.64
14.77

29,593.90
1,138.23
15.18

30,384.07
1,168.62
15.58

23,227.92
893.38
11.91

23,764.95
914.04
12.19

24,205.12
930.97
12.41

24,746.84
951.80
12.69

25,265.31
971.74
12.86

26,248.97
1,009.58
13.46

27,253.89
1,048.23
13.98

28,275.26
1,087.51
14.50

29,294 .67
1,126.72
15.02

30,367.12
1,167.97
15.57

31,208.80
1,200.34
16.00

32,062.22

1,233.16
16.44
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STEP

24,120.18
927.70
12.37

24,722.67
950.87
12.68

25,234.25
970.55
12.94

25,854.90
994.42
13.26

26,434.01
1,016.69
13.56

27,522.13
1,058.54
14.11

28,606.32
1,100.24
14.67

29,699.62
1,142.29
15.23

30,789.00
1,184.19
15.79

31,935.54
1,228.29
16.38

32,823.68
1,262.45
16.83

33,740.37
1,287.71
17.30



HS-31

HS-32

HS-33

HS-34

HS-35

HS-36

HS-37

HS-38

HS-39

HS-40

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JUNE 1, 1999

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekiy
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP 1

31,519.13
1,212.27
16.16

32,520.05
1,250.77
16.68

33,548.51
1,280.33
17.20

34,707 .42
1,334.90
17.80

36,000.52
1,384.64
18.46

37,342.57
1,436.25
18.15

38,717.22
1,488.12
198.85

40.089.34
1,541.90
20.56

41,435.11
1,593.66
21.25

42,780.92
1,645.42
21.94

STEP 2

33.275.08
1,279.81
17.06

34,348.80
1,321.11
17.61

35,451.22
1,363.51
18.18

36,690.31
1,411.17
18.82

38,068.53
1,464.17
19.52

39,511.46
1,519.67
20.26

40,972.01
1,575.85
21.01

42,415.73
1,631.37
21.75

43,894.96
1,688.27
22.51

45,327 .45

1,743.36
23.24
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STEP

35,031.02
1,347.35
17.96

36,177.57
1,381.45
18.55

37,353.93
1,436.69
19.16

38,673.18
1,487.43
19.83

40,136.51
1,543.71
20.58

41,680.37
1,603.09
21.37

43,226.82
1,662.57
22.17

44,742.11
1,720.85
22.94

46,354.77
1,782.88
23.77

47,873.98
1,841.31
24.55



HS-08

HS-08

HS-10

HS-11

HS-12

HS-13

HS-14

HS-15

HS-16

HS-17

HS-18

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JUNE 1, 2000

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1  STEP2

20,198.13
776.85
10.36

20,345.26
782.51
10.43

20,491.09
788.12
10.51

20,638.22
793.78
J0.58
20,821.17

800.81
10.68

21,005.38
807.90
10.77

21,224.15
816.31
10.88

21,481.29
826.20
11.02

21,743.55
836.29
11.15

22,100.49
850.02
11.33

22,344 .82
859.42
11.46

20,841.52
801.60
10.68

20,999.85
807.69
10.77

21,156.21
813.70
10.85

21,313.87
819.76
10.93

21,509.31
827.28
11.03

21,706.04
834.85
11.13

21,950.51
844.25
11.26

22,236.68
855.26
1140

22,526.10
866.39
11.55

22,923.75
881.68
11.76

23,204.18

892.47
11.80

60

STEP

21,484.91
826.34
11.02

21,654.43
832.86
11.10

21,821.31
839.28
11.19

21,989.50
845.75
11.28

22,197 .44
853.75
11.38

22,406.71
861.80
1149

22,676.90
872.19
11.63

22,892.11
884.31
11.79

23,308.62
896.49
11.95

23,747.02
913.35
12.18

24,063.52
925.52
12.34



HS-19

HS-20

HS-21

HS-22

HS-23

HS-24

HS-25

HS-26

HS-27

HS-28

HS-29

HS-30

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JUNE 1, 2000

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1

22,782.36
876.24
11.68

23,263.37
894.75
11.83

23,639.51
909.21
12.12

24,111.58
927.37
12.36

24,578.52
945.33
12.60

25,475.32
979.82
13.06

26,419.47
1,016.13
13.85

27,387.91
1,053.38
14.05

28,356.37
1,080.63
14.54

28,374.69
1,129.80
15.06

30,185.78
1,160.99
15.48

30,991.75
1,181.89
15.88

STEP 2

23.692.48
911.25
12.15

24,240.25
832.32
1243

24,689.22
949.59
12.66

25,241.78
970.84
12.94

25,770.62
991.18
13.22

26,773.95
1,029.77
13.73

27,798.97
1,069.19
14.26

28,840.77
1,109.26
14.78

29,880.56
1,149.25
15.32

30,974.46
1,191.33
15.88

31,832.98
1,224.35
16.32

32,703.46

1,257.83
16.77
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STEP 3

24,602.58
946.25
12.62

25,217.12
969.89
12.93

25,738.94
989.96
13.20

26,372.00
1,014.31
13.52

26,962.69
1,037.03
13.83

28,072.57
1,079.71
14.40

29,178.45
1,122.25
14.96

30.293.61
1,165.14
15.54

31,404.78
1,207.88
16.11

32,574.25
1,252.86
16.70

33,480.15
1,287.70
1717

34,415.18
1,323.66
17.65



HS-31

HS-32

HS-33

HS-34

HS8-35

HS-36

HS-37

HS-38

HS-39

HS-40

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE JUNE 1, 2000

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP 1

32,149.51
1,236.52
16.49

33,170.45
1,275.79
17.01

34,219.48
1,316.13
17.55

35,401.57
1,361.60
18.15

36,720.83
1,412.33
18.83

38,089.42
1,464.98
18.53

39,491.56
1,518.91
20.25

40,891.13
1,572.74
20.97

42,263.81
1,625.53
21.67

43,636.54
1,678.33
22.38

STEP 2

33,940.58
1,305.41
17.41

35,035.78
1,347.53
17.97

36,160.24
1,390.78
18.54

37,424.12
1,439.38
19.18

38,829.90
1,493.46
19.91

40,301.69
1,550.07
20.67

41,791.45
1,607.36
21.43

43.264.04
1,664.00
22.19

44,772.86
1,722.03
22.96

46,234.00

1,778.23
23.71

62

STEP 3

35,731.64
1,374.29
18.32

36,901.12
1,419.27
18.92

38,101.01
1,465.42
19.54

39,446.64
1,517.18
20.23

40,939.24
1,574.59
20.99

42,513.98
1,635.15
21.80

44,091.36
1,685.82
22.61

45,636.95
1,788.27
23.40

47,281.87
1,818.83
24.25

48.831.46
1,878.13
25.04



HS-08

HS-09

HS-10

HS-11

HS-12

HS-13

HS-14

HS-15

HS-16

HS-17

HS-18

HS-19

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE FEBRUARY 1, 2001

Annual
Biweekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekiy
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekiy
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP 1

20,400.11
784.62
10.46

20,548.71
790.34
10.54

20,696.00
796.00
10.61

20,844.60
801

(5

21,029.38
808.82
10.78

21,215.43
815.98
10.88

21,436.39
824 .48
10.99

21,696.10
834.47
11.13

21,960.99
844.65
11.26

22,321.49
858.52
11.45

22,568.27
868.01
11.57

23.010.18
885.01
11.80

STEP 2

21,049.94
809.61
10.79

21,208.85
815.76
10.88

21,367.77
821.84
10.96

21,527.01
827.96
11.04

21,724.40
835.55
11.14

21,823.10
843.20
11.24

22,170.02
852.69
11.37

22,459.05
863.81
11.52

35751.36
875.05
11.67

23,152.99
890.50
11.87

23,436.22
801.39
12.02

23,829.40
920.36
12.27
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STEP

21,699.76
834.61
11.13

21,870.87
841.19
11.22

22,039.52
847.67
11.30

22,209.40
854.21
11.39

22,419.41
862.28
11.50

22,630.78
870.41
11.61

22,903.67
880.91
11.75

23,222.03
883.16
11.91

23.541.71
905.45
12.07

23,984 .49
922.48
12.30

24,304.16
934.78
12.46

24,848.61
955.72
12.74



HS-20

HS-21

HS-22

HS-23

HS-24

HS-25

HS-26

Hs-27

HS-28

HS-29

HS-30

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE FEBRUARY 1, 2001

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP 1 STEP ?

23,496.00
903.69
12.05

23,875.91
918.30
12.24

24,352.70
936.64
12.49

24,824 .31
854.78
12.73

25,730.07
989.62
13.19

26,683.66
1,026.29
13.68

27,661.79
1,063.92
14.19

28,639.93
1,101.54
14.69

29.668 .44
1,141.09
15.21

30,487.64
1,172.60
15.63

31,301.67
1,203.91
16.05

24,482.65
941.64
12.56

24,936.11
959.08
12.79

25,494.20
980.55
13.07

26,028.32
1,001.08
13.35

27,041.69
1,040.07
13.87

28,076.96
1,079.88
14.40

29,129.18
1,120.35
14.94

30,179.37
1,160.75
15.48

31,284.20
1,203.24
16.04

32,151.31
1,236.59
16.49

33,030.49
1,270.40
16.94

STEP

25,469.29
879.59
13.06

25,986.33
999.86
13.33

26,635.72
1,024 .45
13.66

27,232.32
1,047.40
13.97

28,353.30
1,090.51
14.54

29,470.23
1,133.47
15.11

30,596.55
1,176.79
15.69

31,718.83
1,219.96
16.27

32,899.99
1,265.38
16.87

33,814.95
1,300.58
17.34

34,759.33
1,336.90
17.83 .



HS-31

HS-32

HS-33

HS-34

HS-35

HS-36

HS-37

HS-38

HS-39

HS-40

CUPE HOSPITAL SUPPORT STAFF
EFFECTIVE FEBRUARY 1, 2001

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

Annual
Bi-Weekly
Hourly

STEP1

32.471.01
1,248.89
16.65

33,502.15
1,288.54
17.18

34,561.67
1,329.30
17.72

35,755.59
1,375.22
18.34

37,087.74
1,426.45
19.02

38,470.31
1,479.63
19.73

39,886.48
1,534.10
20.45

41,300.04
1,588.46
21.18

42,686.45
1,641.79
21.89

44,072.91
1,685.11
22.60

STEP

34.279.99
1,318.46
17.58

35.386.14
1,361.01
18.15

36.521.84
1,404.68
18.73

37,798.36
1,453.78
18.38

39.218.20
1,508.39
20.11

40,704.71
1,565.57
20.87

42,209.36
1,623.44
21.65

43,696.68
1,680.64
22.41

45.220.59
1,739.25
23.19

46,696.34

1,786.01
23.95
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STEP

36.088.96
1,388.04
18.51

37.270.13
1,433.47
19.11

38,482.02
1,480.08
19.73

39,841.11
1,532.35
20.43

41,348.63
1,590.33
21.20

42939.12
1,651.50
22.02

44 532.27
1,712.78
22.84

46.093.32
1,772.82
23.64

47,754 .69
1,836.72
24.49

48,319.77
1,896.91
25.29



Classifications in HS Bargaining Unit

SCHEDULE A

CLASSIFICATION CLASS PAY
TITLE SPEC# RANGE
Accountant | 0210 HS-29
Accounting Clerk | 0205 HS-19
Accounting Clerk Il 0206 HS-23
Administration Officer | 0505 HS-30
Ambulance Dispatcher | 5637 HS-22
Ambulance Dispatcher I1 5638 HS-28
Ambulance Operator/Attendant | 5634 HS-20
Ambulance Operator/Attendant |1 5635 HS-26
Ambulance Operator/Attendant 111 5636 HS-28
Art Instructor (Painting & Drawing) 5845 HS-29
Assistant Beautician 8526 HS-15
Audiology Technician 5320 HS-21
Audiology Technician (Trainee) 5319 HS-14
Audio-Video Production Technician 2431 HS-24
Audio-Visua Equipment technician 2426 HS-25
Auto Mechanic 8207 HS-23
Autopsy Assistant 5262 HS-18
Autopsy Technician 5263 HS-20
Barber | 8522 HS-17
Barber 11 8523 HS-18
Beautician | 8527 HS-17
Beautician || 8528 HS-18
Behaviour Management Specialist 6089 HS-32
Boiler Plant Operator 8623 HS-19
Buyer | 0412 HS-25
Buyer I 0414 HS-28
Cardiac Technician 5237 HS-24
Cardiovascular Perfusion Technician 5252 HS-25
Cardiovascular Perfusion Technologist 5255 HS-35
Carpenter | 8145 HS-22
Carpenter |1 8146 HS-24
Child Care Attendant | 7245 HS-08
Child Care Attendant |1 7246 HS-10
Child Management Specialist 6085 HS-30
Clerk | 0015 HS-11
Clerk 11 0016 HS-15
Clerk 11l 0017 HS-19
Clerk 1V 0018 HS-25
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CLASSIFICATION CLASS PAY
TITLE SPEC# RANGE
Clerk Stenographer | 0025 HS-13
Clerk Stenographer I 0026 HS-17
Clerk Stenographer 111 0027 HS-21
Clerk Typist | 0020 HS-12
Clerk typist Il 0021 HS-16
Clerk Typist Il 0022 HS-20
Closed Circuit Television Technician 2450 HS-25
Computer Operations Supervisor 0895 HS-27
Computer Operator | 0892 HS-22
Computer Operator |l 0893 HS-24
Computer Programmer/Analyst 0888 HS-36
Computer Programmer | 0889 HS-32
Computer Programmer |1 0890 HS-34
Computer Support Specialist 0885 HS-34
Computer Support Technician 0899 HS-28
Computer Systems Analyst | 0886 HS-38
Computer Systems Analyst 11 0887 HS40
Cook | 7116 HS-16
Cook I 7117 HS-19
Cook Helper 7115 HS-10
Data Entry Operator 0897 HS-16
Dental Assistant | 5105 HS-15
Dental Assistant Il 5107 HS-17
Dental Hygienist | 5115 HS-24
Denta Hygienist I 5116 HS-26
Dental Technician 5110 HS-19
Dental Technician (Psychiatry) 5112 HS-20
Departmental Programme Co-ordinator 0504 HS-34
Domestic Worker 7215 HS-08
Dormitory Receptionist 7224 HS-10
Dormitory Supervisor | 7225 HS-14
Drug Clerk 5236 HS-16
Duplicating Equipment Operator 0114 HS-12
Electrician | 8140 HS-24
Electrician 11 8141 HS-26
Electrocardiograph technician | 5280 HS-16
Electrocardiograph Technician I 5281 HS-19
Electroencephal ograph Assistant 5229 HS-16
Electronics Controls Repairer 8501 HS-24
Electronics Technician 8500 HS-26
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CLASSIFICATION CLASS PAY
TITLE SPEC# RANGF
Elevator Operator 7205 HS-08
Engineering Technician II 3238 HS-30
Equipment Operator | 8005 HS-16
Equipment Operator |1 8006 HS-18
Farm Attendant (Juvenile) 4004 HS-22
Farming/Building Maintenance Worker 4003 HS-25
Farm Worker 4005 HS-14
Food Operations Supervisor | 7135 HS-20
Food Service Supervisor 7110 HS-16
Food Service Worker | 7105 HS-08
Food Service Worker 11 7106 HS-15
Gardener | 8310 HS-16
Health Monitoring Technician 5265 HS-22
Health Records Anayst 5007 HS-22
Hospital Admitting Clerk | 5072 HS-16
Hospital Admitting Clerk 11 5073 HS-19
Information Officer 0824 HS-27
Ingtructional Materials Development Specialist./ 2448 HS-32
Librarian

Job Opportunities Officer 5850 HS-29
Key Punch Operator 0125 HS-12
Labourer | 8305 HS-14
Land Administrator 0900 HS-38
Laundry Supervisor | 7010 HS-17
Laundry Worker | 7005 HS-08
Laundry Worker II 7006 HS-10
Laundry Worker 11 7007 HS-14
Librarian | 2309 HS-30
Library Assistant 2303 HS-18
Library Clerk 2301 HS-16
Library Technician | 2305 HS-20
Library Technician II 2306 HS-22
Library Technician II 2307 HS-24
Licensed Practical Nurse | 5606 HS-19
Licensed Practical Nurse 11 5607 HS-22
Mail and Messenger Clerk | 0005 HS-11
Maintenance Repairer | 8105 HS-18
Maintenance Repairer |1 8106 HS-22
Management Analyst | 0350 HS-29
Management Analyst |1 0351 HS-35
Meat Cutter 7125 HS-15
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CLASSIFICATION CLASS PAY
TITLE SPEC# RANGE
Mechanical Equipment Repairer 8148 HS-24
Medical Equipment Repairer 8502 HS-19
Medical Records Librarian | 5004 HS-24
Medical Records Technician | 5002 HS-18
Medical Records Technician I 5003 HS-20
Medica ServicesAidel 5052 HS-10
Medical Services Aidell 5053 HS-12
Microfilm Operator | 0808 HS-11
Mould Room Technician 5260 HS-19
Nursing Students Counsellor 2419 HS-30
Nutritionist | 5009 HS-26
Nutritionist 11 5010 HS-29
Occupational Therapy Aide 5307 HS-16
Offset Press Operator | 8566 HS-20
Operating Room Technician 5610 HS-21
Ophthalmologist Assistant 5337 HS-16
Orthopaedic Technician 5251 HS-21
Painter | 8130 HS-21
Painter |1 8131 HS-23
Parental Care Supervisor | 7240 HS-19
Parental Care Supervisor I 7241 HS-26
Payroll Officer | 0089 HS-19
Payroll Officer I 0090 HS-22
Personal Care Attendant 5605 HS-14
Pest Control Worker 7210 HS-14
Pharmacy Technician 7238 HS-18
Photographic Technician (Ophthalmology) 5336 HS-21
Physical Education Instructor | 2212 HS-29
Physiotherapy Aide | 5298 HS-14
Physiotherapy Aide II 5299 HS-20
Plaster Cast Technician 5250 HS-17
Plasterer 8125 HS-21
Plumber | 8135 HS-24
Plumber [1 8136 HS-26
Power Engineer 4th Class 8610 HS-24
Power Engineer 4th Class (Shift-in-Charge) 8617 HS-26
Power Engineer 3rd Class 8611 HS-26
Power Engineer 2nd Class 8612 HS-30
Pre-Vocational & Employment Co-ordinator 6185 HS-34
Pre-Vocational & Employment Counsellor | 6187 HS-17
Pro-Vocational & Employment Counsellor II 6186 HS-23
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CLASSIFICATION CLASS PAY
TITLE SPEC# RANGE
Printing Production Worker | 8556 HS-19
Prosthetics-Orthotics Helper 5268 HS-16
Prosthetics-Orthotics Technician I 5270 HS-24
Prosthetics-Orthotics Technician | 5269 HS-19
Prosthetics-Orthotist | 5271 HS-30
Prosthetics-Orthotist || 5272 HS-32
Psychiatric Community Worker 5618 HS-25
Psychiatric Nursing Assistant | 5615 HS-19
Psychiatric Nursing Assistant 1 5616 HS-21
Psychiatric Therapy Aide | 5311 HS-20
Psychiatric Therapy Aide Il 5312 HS-22
Psychiatric Therapy Aide Il 5313 HS-24
Radio-Telephone Operator 0110 HS-16
Recreation Therapy Worker | 5294 HS-11
Recreation Therapy Worker 11 5295 HS-16
Recreation Therapy Worker 111 5296 HS-20
Recreational/Devel opment Specialist 5292 HS-32
Rehabilitation Officer | 5330 HS-23
Rehabilitation Officer I 5331 HS-26
Residence Counsellor (School for the Deaf) 6091 HS-30
Residence Counsellor Trainee (Sch for the Deaf) 6095 HS-24
Residential Housekeeper 7232 HS-14
Respiratory Technician | 5339 HS-16
Respiratory Technician |1 5340 HS-20
Seamstress | 7008 HS-10
Seamstress |1 7009 HS-12
Secretary | 0029 HS-21
Security Guard 7254 HS-15
Social Assistance Worker 6020 HS-29
Social Service Worker 6301 HS-24
Sports Instructor 2207 HS-16
Staff Training & Development Co-ordinator 0304 HS-32
Stenographer | 0042 HS-14
Stenographer 11 0043 HS-18
Stenographer I 0044 HS-21
Stockhandler 0403 HS-15
Storekeeper | 0405 HS-19
Storekeeper 11 0406 HS-22
Student Assistant 6830 HS-14
Swimming Instructor 2205 HS-16
Switchboard Operator | 0105 HS-11
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CLASSIFICATION CLASS PAY
TITLE SPEC# RANGE
Switchboard Operator I 0106 HS-15
Trades Helper 8103 HS-16
Typist | 0011 HS-12
Typist 1 0012 HS-17
Urodynamics Technician 5613 HS-23
Urology Technician 5612 HS-21
Utility Worker | 8100 HS-15
Utility Worker 11 8101 HS-17
Watchperson 7250 HS-14
Word Processing Equipment Operator | 0118 HS-18
Word Processing Equipment Operator | 0119 HS-20
Word Processing Supervisor 0120 HS-22
X-Ray Film Processor | 5216 HS-15
Y outh Care Supervisor 6011 HS-28
Y outh Care Worker 6009 HS-24
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SCHEDULE A-l

CLASSIFICATIONSIN HS BARGAINING UNIT
ST. PATRICK’s MERCY HOME

Specification X Classification Title

0105 Switchboard Operator |

0205 Accounting Clerk |

5294 Recreation Therapy Worker |
5295 Recreation Therapy Worker II
5299 Physiotherapy Aide Il

5307 Occupationad Therapy Aide
5605 Personal Care Attendant
5606 Licensed Practical Nurse |
6302 Social Worker |

6303 Socia Worker II

7005 Laundry Worker |

7006 Laundry Worker 11

7007 Laundry Worker 111

7008 Seamstress |

7105 Food Service Worker |

7115 Cook’s Helper

7116 Cook |

7117 Cook 11

7215 Domestic Worker

8100 Utility Worker |

8105 Maintenance Repairer |

8106 Maintenance Repairer |
8610 Power Engineer (Fourth Class)
8623 Boiler Plant Operator
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Pay Range #

HS11
HS19
HS11
HS16
HS20
HS16
HS14
HS19
HS30
HS32
HS08
HS10
HS14
HS10
HS08
HS10
HS16
HS19
HS08
HS15
HS18
HS22
HS24
HS19



SCHEDULE B

Thefollowing items to be supplied to personnel on the following basis:

AMBULANCEPERSONNEL

1 reversible raincoat

1 pair hip rubbers

1 parka

1 cap

1 uniform
3 shirts
Ltie

1 pair of gloves

PARKING LOT ATTENDANT
1 reversible raincoat

1 parka

1 pair overshoes

1 pair long rubbers

1 cap

1 sou'wester

To be replaced as required on forfeiture of previous item
issued.

To be replaced as required on forfeiture of previous item
issued.

Every two years
Every two years
Each year
Each year
Each year

Each year

Items to be replaced on forfeiture of previous items.
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SCHEDULE C

Hospitals and Agencies which are party to this Agreement and herein referred to as the
Employer:

Western Health Care Cornoration operating:

Western Memorial Regional Hospital v/
Interfaith Home, Comer Brook .

O’ Conndll Centre v

Deer Lake Clinic

Health and Community Services-Western v/
Sir Thomas Roddick Hospital Dietary Staff o/

Central West Health Board Inc. onerating:

M. I. Boylen Hospital v

Central Newfoundland Health Care Centre .
Carmelite House

St. Alban’s Clinic v

Lewisporte Clinic ,/

Central East Health Care Institutions Board onerating:

Notre Dame Bay Memoria Hospital
New World Idand Clinic v

Grenfell Regional Health Services Board operating:

Charles S. Curtis Memoria Hospital v/
Flowers Cove Nursing Station «~
Interfaith Home, St. Anthony v
Forteau Nursing Station

Health L abrador Cornoration onerating:
Captain William Jackman Memorial Hospital +

St. Patrick’s Mercy Home
Glenbrook Lodgev
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SCHEDULE D

SUMMARY OF GROUP INSURANCE BENEFITS
FOR MEMBERS OF THE
GOVERNMENT OF NEWFOUNDLAND PLAN

The Employee Benefits Booklet contains a more detailed description of the benefits of the Plan.
The following summary has been prepared to outline the basic content of the Plan only, as
contractual provisions specified within the group insurance policies prevail.

BENEFITS
GROUP LIFE INSURANCE

You are insured for alife insurance benefit equal to two times your current annual salary rounded
to the next higher $1,000, if not already a multiple thereof, subject to a minimum of $10,000 and
amaximum of $300,000.

If your insurance ceases on or prior to age 65, you may be entitled to convert the cancelled
amount of basic group life insurance to an individua policy of the type then being offered by the
insurer to conversion applicants within 31 days of the termination or reduction date, and no
medical evidence of insurability would be required. The premium rate would be based on your
age and class of risk at that time.

DEPENDENT LIFE INSURANCE

In the event of the death of your spouse or dependent child from any cause whatsoever while you
are insured under the plan, the insurance company will pay you $6,000 in respect of your spouse
and $3,000 in respect of each insured dependent child.

ACCIDENTAL DEATH AND DISMEMBERMENT INSURANCE

The plan provides accidental death and dismemberment insurance coverage in an amount equal to
your basic group life insurance (two times your current annual salary). Coverage is provided 24
hours per day, anywhere in the world, for any accident resulting in death, dismemberment,
paralysis, loss of use, or loss of speech or hearing.

If you sustain an injury caused by an accident occurring while the policy isin force which results
in one of the following losses, within 365 days of the accident, the benefit shown will be paid to
you. In the case of accidental death, the benefit will be paid to the beneficiary you have named to
receive your group life insurance benefits. Benefits are payable in accordance with the following
schedule:
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Schedule of Benefits
100% of Principal Sum For Loss of:

- Life
- Both Hands or Both Feet
- Entire Sight of Both Eyes
- One Hand and One Foot
- One Hand and Entire Sight of One Eye
One Foot and Entire Sight of One Eye
- Speech and Hearing in Both Ears
- Use of Both Arms or Both Legs or Both Hands
- Quadriplegia (total paralysis of both upper and lower limbs)
- Paraplegia (total paralysis of both lower limbs)
- Hemiplegia (total paralysis of upper and lower limbs of one side of the body)

75%  of Principal Sum For Loss of:

One Ann or One Leg
Use of One Arm or One Leg

66 2/3% of Principal Sum For Less of:
One Hand or One Foot
Entire Sight of One Eye
Speech or Hearing in Both Ears
Use of One Hand or One Foot
331/3% of Principal Sum of L oss of:

Thumb and Index Finger of One Hand
Four Fingers of One Hand

16 2/3% of Principal Sum of Loss of:

All Toes of One Foot
Hearing in One Ear

“Loss’ means complete loss by severance except that in the case of loss of sight, speech or
hearing, it means loss beyond remedy by surgica or other means.

“Loss of use” means total loss of ability to perform every action and service the arm, hand or leg
was able to perform before the accident.

No more that the principal sum will be paid for all losses resulting from one accident.

76



Benefits are not payable if loss results from or was associated with:

- suicide or self-destruction or any attempt thereat while sane or insane;

- declared or undeclared war, insurrection or participation in ariot;

- active full-time service in the armed forces of any country; and

- air travel in any aircraft not properly licensed or flown by a pilot not properly certified.

The following additional benefits are also included, please see your employee booklet for details:

Repatriation Benefit Spousal Retraining Benefit
Rehabilitation Benefit Seat Belt Benfit
Education Benefit In-hospital Indemnity

WAIVER OF PREMIUM PROVISION

If an insured member becomes totally disabled before age 65, the group life, dependent life and
accidental death and dismemberment, voluntary accidental death and dismemberment, and
voluntary term life insurance may be continued to age 65 without payment of premiums. To
have premiums waived, the employee must be totally disabled for at least six months, at which
time claim forms must be submitted. Proof of prolonged disability may be required every year.

HEALTH INSURANCE BENEFITS FOR MEMBERS AND DEPENDENTS
24 3] oo

Hospital Benefits
P P Y3

If you or any of your insured dependents are confined in a hospital on the recommendation of a
physician, coverage is provided for semi-private room accommodation at 100%, to a daily
maximum of $40.00.

Prescription Drug Benefit
1344
This program will pay the ingredient cost of digible drugs (including oral contraceptives and ?09:5
insulin), you are responsible to pay the co-pay, which will be the equivalent of the pharmacists i
professional fee plus any applicable surcharge. The drug plan provides coverage for most drugs

which require a prescription by law, however, but does not provide coverage for over-the-

counter drugs, cough or cold preparations or nicotine products. Some drugs may require specia
authorization, details of the special authorization process are outlined in the Employee Benefits

Program Booklet.

Vision Care Expense Benefit

You and your insured dependents are covered for the following vision care expenses. o T,

a) Charges for eye examinations performed by an Ophthalmologist or Optometrist where the -
Medicare plan does not cover such services, limited to one such expense in a calendar
year for dependent children under age 18, and once in two calendar years for al other
insured persons,
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b) Up to 80% of covered eligible expense of $125 for eyeglass lenses and frames and 80%
of acovered eligible expense of $175 for bifocal lenses and frames limited to one expense
in every three calendar years. Once in a calendar year for dependent children under age
18 if a changein the strength of the prescription isrequired. Please note that expenses
for contact lenses will be reimbursed at the same level as for eyeglasses. Coverage is not
provided for sunglasses, safety glasses, or repairs and maintenance.

c) Up to 80% of the covered eligible expenses of $250 in two calendar years for the purpose
of contact lenses prescribed for severe corneal scarring, keratoconus or aphakia, provided
vision can be improved to at |east a 20/40 level by contact lenses, but cannot be improved
to the level by spectacle lenses.

d) one pair of eyeglasses when prescribed by an Ophthalmologist following surgery, to 80%
of alifetime covered eligible expense of $200; and

e) 50 % of the cost of visua training or remedial therapy.

When submitting your claims for reimbursement, please ensure your receipt clearly indicates
whether your glasses are single vision or bifocal, so that accurate reimbursement can be made.
Also, your receipt indicating that the expense has been paid in full must accompany the Claim
Submission Form and the Vision Care Claim Form.

Records indicate that costs vary amongst dispensaries throughout the province; therefore, it is
suggested that you check with several optical dispensaries before finalizing your purchase.

Extended Health Benefit

Reimbursement is provided for reasonable and customary charges for many types of services,
such as registered nurse, physiotherapist, wheelchair rental, braces, crutches, deep x-rays,
ambulance service, chiropractors, to name a few. Pre-authorization is now required for the
rental and/or purchase of al durable equipment and all Nursing Care/Home Care benefits.
Effective April 1, 1997, insured employees/retirees and/or their dependents are required to obtain
pre-approval for these services by calling the insurance carrier. Certain dollar amounts or time
period maximums apply. Reimbursement is provided at 80% for the first $5000 per calendar
year of eligible extended health and vision care claims per calendar year; for eligible expenses
between $5000.01 and $10,000 per calendar year, 90% of the eligible amount will be reimbursed
per calendar year, and for any amount exceeding $10,000 per calendar year the program will
reimburse 100% in any calendar year. Please consult your employee booklet for details.

Services not Covered Under the Supplementary Health Insurance Program

You and/or your dependents are not covered for medical expenses incurred as a result of any of

the following:
injury or illness due to war or engaging in ariot or insurrection;
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- aesthetic surgery (cosmetic surgery for beautification purposes);

- services required due to an intentional self-inflicted injury;

- delivery charges;

- hearing tests,

- pregnancy tests,

- injury or illness for which you or your dependents are covered under Workers
Compensation or asimilar program;

- services or supplies received from a dental or medical department maintained by your
employer, a mutual benefit association, labour union, trustee or similar type group;

- services or supplies which are covered under a government hospital plan, a government
health plan or any other government plan.;

- expenses for contraceptives other than oral contraceptives;

- expenses for vitamins (except injectables), minerals, and protein supplements (other than
expenses that would qualify for reimbursement under Eligible Expenses under the Drug
Benefit);

- expenses for diets and dietary supplements, infant foods and sugar or salt substitutes,

- expenses for drugs which are used for a condition or conditions not recommended by the
manufacturer of the drugs,

- experimental products or treatments for which substantial evidence, provided through
objective clinical testing of the product’s or treatment’s safety and effectiveness for the
purpose and under the conditions of the use recommended does not exist to the
satisfaction of the insurer/administrator;

- expenses for lozenges, mouth washes, non-medicated shampoos, contact lens care
products and skin cleaners, protectives, or emollients.

Group Trave Insurance

The group travel plan covers awide range of benefits which may be required as a result of an
accident or unexpected illness incurred outside the province while travelling on business or
vacation. The insurer will pay 100% of the reasonable and customary charges (subject to any
benefit maximums) for expenses, such as hospital, physician, return home and other expenses as
outlined in the employee booklet. Coverage under the Group Travel Insurance is now limited to
amaximum of thirty (30) days per trip. Coverage commences from the actual date of departure.
Additional coverage is available from Blue Cross of Atlantic Canada on an optional pay all basis.

OPTIONAL BENEFITS
Optional Group Life Insurance
This plan is available on an optional, employee-pay-al basis and you may apply to purchase

additional group life insurance coverage for you and/or your spouse. Coverage is available from
aminimum of $10,000 to a maximum of $300,000 in increments of $10,000.
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Optional Accidental Death and Dismemberment Insurance

This plan is available on an optional, employee-pay-all basis and enables you to purchase
additional amounts of accidental death and dismemberment insurance on an employee and/or
family plan basis. Coverage is available from a minimum of $10,000 to a maximum of $300,000
in $10,000 increments.

Optional Long Term Disability Insurance
This plan is available to you on an optional and employee-pay-all basis. Long term disability
insurance may provide disability benefits for periods of total disability which exceed 119 days.

To be eligible for this benefit, you must be a member of either the Public Service Pension Plan or
the Uniformed Services Pension Plan.

Optional Dental Care Insurance

This plan is available to you and your insured dependents on an optional and employee-pay-all
basis. Coverage is available for basic and major restorative dental procedures.

Optional Critical Conditions Insurance

This plan is available to you and your dependents on an optional and employee-pay-al basis.
Critical Conditions Insurance will provide alump sum payment to insured employees in the event
he/she and/or dependents are afflicted, while coverage isin force, with a critical condition as
defined in the policy.

GENERAL INFORMATION

For the purpose of the group insurance program, the following definition of dependent is
applicable:

Spouse
(@  anindividua to whom you are legally married; or

() anindividua who has been publicly represented as your spouse for at least one year.

Dependent Children

your or your spouse’s unmarried, natural, adopted, foster or step-children, including a
child of an unmarried minor dependent, who are:

@) under 21 years of age and dependent upon you for support and maintenance; or

®) under 25 years of age and in full-time attendance at a university or similar
institution and dependent upon you for support and maintenance; or
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age 21 or over who, by reason of mental or physical infirmity, are incapable of
self-sustaining employment, and are dependent upon you for support and
maintenance and who were insured under the plan on the day before they reached
age2l.

Children of your spouse are considered dependents only if:

they are also your children; or
your spouse is living with you and has custody of the children.

The plan does not cover a spouse or dependent child who is not a resident in Canada nor does it
cover any child who is working more than 30 hours per week, unless the child is a full-time
student.

Eligibility

al full-time, active employees, including part-time employees who work at least 50% of
the regular work week, are required to participate in the group insurance program from
the first day of employment. All retired employees who are receiving a pension from
either the Public Service Pension Plan or the Uniformed Services Pension Plan may elect
to continue coverage.

al temporary employees, if hired for a period of more than three months, are covered
under the program from the first day of employment. Employees who are hired for a
period of less than three months, who have their contract extended to at least six months,
are required to participate from the date of notification that the contract was extended.

seasonal, recurring employees are covered under the plan during their term of active
employment. During periods of lay-off, provided they do not work for another employer
during such lay-off, an employee has the option to continue coverage. However,
coverage will not continue unless a “ Continuation of Coverage” form iscompleted,
signed and given to your Staff Clerk/Administrator prior to your leaving.

employees who elect early retirement will continue to be insured under the program as if
active employees. Group life and accidental death and dismemberment insurance benefits
will be calculated on the annual superannuation benefits. Coverage will be reduced on the
first of the month following the date of retirement or age 65, whichever occurs first. For
continuation of coverage to become effective, a Continuation of Coverage Form must be
signed prior to the last day worked.

upon attainment of age 65, if you have been insured for a period of five years
immediately prior to your 65th birthday, you may be eligible for a reduced paid-up life
insurance policy on the first of the month following attainment of age 65, which will
remain in force throughout your lifetime.
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You may also be eligible to continue your supplementary health and group travel
insurance plans on a 50/50 cost-shared basis.

In the event of your death, your surviving spouse, who on the date of your death was

insured under the plan, may have the option of continuing in the group insurance
program.
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SCHEDULE E
THE CLASSIFICATION REVIEW AND APPEAL PROCESS
Definitions

“Appea” means arequest by an employee to the Classification Appeal Board for a change
in the Classification of the employee’ s position.

“Appea Board” means the Classification Appeal Board constituted to function in
accordance with these procedures.

“Classification” means the identification of a position by reference to a classification title
and pay range number.

“Day” means aworking day.

“Permanent Head” means permanent head as defined below, or any official authorized by

him/her to act on higher behalf:

- in respect of persons employed by Government Departments, the Deputy Minister of
the Department concerned;

- inrespect of employees of agencies not specifically covered by the definitions in this
section, the highest management official in these agencies;

- inrespect of employees of Board operated hospitals and homes the Administrator
and/or Executive Director.

“Review” means re-appraisal Or re-assessment of an employee's position classification by
the Classification and Pay Division of Treasury Board upon request of the employee or
the permanent head on behalf of the organization.

“Treasury Board” means Treasury Board as constituted pursuant to The Financial
Administration Act as now or hereafter amended.

"Organization" means the Government of Newfoundland, commission, agency, hospital,
or other entity mentioned in Section A.S5.

Congtitution of Classification Appeal Board

There shall be a board to be known as the Classification Appea Board, consisting of a
Chairperson and members to be appointed by the Lieutenant-Governor in Council to serve ¢
for aperiod of one year in the first instance, subject to extension for further periods at the
discretion of the Lieutenant-Governor in Council.
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The Appea Board is hereby empowered to receive, hear and decide upon any appeal
consistent with these procedures. Changes in these procedures shall be recommended for
approval only after co-ordination with the Classification Appeal Board, and the Treasury
Board Secretariat.

A quorum for the Appeal Board shall consist of three members including the Chairperson
or Acting Chairperson.

In the absence of the Chairperson from a meeting of the Appeal Board, the members
present shall appoint one of their members as Acting Chairperson.

The Appea Board may hold hearings on appeals and may require an appellant to appear
beforeit at any time and in any place in the province it may deem desirable.

The Chairperson and members of the Appeal Board shall be compensated for their
services at such rates as Treasury Board may approve.

Expenses incurred by the Appeal Board in the performance of its duties and such out-of-
pocket expenses incurred by an appellant appearing before the Appeal Board at its request
shall be paid from public funds, subject to Treasury Board approval.

The Appeal Board shall be provided with such staff and facilities, e.g. office
accommodations, etc. as the Treasury Board may deem necessary to assist it in its work.

A commission shall be issued to the Appeal Board, pursuant to Section 2 of the Public
Inquiries Act, conferring upon it the powers set forth in the said section.

Procedures

- The process of review pursuant to these procedures shall be available to an
organization if the organization considers that a position has been improperly
classified by the Classification and Pay Division of Treasury Board.

- The process of review and/or appeal pursuant to these procedures shall be available to
any employee who considers that their position has been improperly classified by the
Classification and Pay Division of Treasury Board.

A review or appeal shall not be entertained on the grounds:

- of inadeguacy of the pay scale assigned to the pay range number; or

- that the scope of duties and responsibilities has been improperly assigned to the
position by management.
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10.

A request for review shall be submitted to the Director of Classification and Pay

Division, Treasury Board, Confederation Building, St. John’'s, A1B 4J6 in writing

stating:

- theemployee'sfull name;

- name of the employing organization and place of work;

-~ theclassification in respect of which the review is requested;

- details of the reason(s) why the employee, or the department head on behalf of the
organization, considers the present classification isincorrect and the justification for
the classification which is considered to be correct.

The Classification and Pay Division shall consider individua and group-type requests
within 30 days of receipt and within a further 30 days, shall notify the employee(s) in
writing of its decision thereon.

A request for review shall be regarded as closed:
when a decision is rendered thereon by the Classification and Pay Division;

- if the employee(s) requests in writing the withdrawal of the request for review;

- inthe event of the employee's separation from the organization for any reason
including resignation, removal, abandonment of position, incompetence, retirement,
death, and so on;

- if the permanent head, in the case of an organization request for review, requestsin
writing the withdrawal of the request for review.

It shall be the responsibility of the permanent head to notify the Director, Classification
and Pay Division of the effective date of employee’s separation from the organization.

All documents and evidence relating to areview shall be maintained in specid files by the
Classification and Pay Division. Copies of such review materials shall be furnished to the
Classification Appeal Board upon its request.

If an employee is dissatisfied with the decision of the Classification and Pay Division an
appeal of the decision may be submitted to the Classification Appeal Board.

All such appeals shall be submitted to the Appeal Board in writing (in duplicate) within a
period of not more than fourteen (14) days after the receipt by an employee of notification
of the Classification and Pay Division’s decision as above mentioned.

An apped shall not be submitted to the Appeal Board on any grounds which differ from
the grounds upon which a review by the Classification and Pay Division has been
requested by the employee or a group of employees and no such appeal shall be
entertained by the Appeal Board. In such a case, the employee or group of employees
shall first approach the Classification and Pay Division seeking a further review on the
basis of the new circumstances involved.
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11.

12.

13.

14.

15.

16.

17.

18.

19.

The Appeal Board shall consider and rule only upon appeals received from an individual
employee, or group of employees having identical classifications, provided that such
employee or group shall first have submitted a request to the Classification and Pay
Division for areview of the classification in accordance with section 3 of Part C and shall
have been notified in writing of the Division’s decision on the request.

The Appea Board has the right to refuse to receive or hear an appeal if it considers that
the grounds on which the appeal it submitted are irrelevant or not in accordance with
sections 1 and 2 of Part C.

The employing organization concerned shall alow time off from regular duties to any
employee who is required by the Appeal Board to appear before it and, in respect of such
absence, the employee shall be regarded as being 0.H.M.S. It is the responsibility of the
employee to obtain the prior approval of the permanent head before absenting themselves
from their duties for this purpose.

On receipt of an appeal from an employee or a group of employees, the Appeal Board
shall request the Classification and Pay Division to assemble all pertinent information
prepared as a result of the classification review, a copy of which will be given to the
appellant and the immediate supervisor.

Where the appellant requires clarification on any point contained in the classification file
or wishes to comment on any aspect of the classification file, he/she must file with the
Appeal Board within fourteen (14) days of receiving the file, a written statement including
any supporting documentation which details his’her questions or comments.

A copy of the appellant’s written statement and copies of supporting documentation will
be sent by the Classification Appea Board, within three (3) days of receipt, to the
Classification and Pay Division who may respond or be requested to respond in writing
within fourteen (14) days to the points or observations raised by the appellant. Such
response shall be forwarded by the Classification Appeal Board to the appellant within
three (3) days of receipt. This cumulative documentation shall then constitute the entire
file to be considered by the Board.

Where the Appeal Board is satisfied that al relevant documentation is on file, it shall
determine whether an appeal is warranted or if a decision can be rendered on the basis of
the written documentation provided.

When the Appeal Board renders a decision on the basis of the written documentation,
notification of such decision shall be forwarded to the appellant, his/her designate,
Treasury Board and the employing agency.

If a hearing is warranted, the appellant, a permanent head or management designate and a
representative of Classification and Pay Division may be requested to appear before the
Appeal Board.
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20.

21.

22

23.

24.

25.

26.

27.

28.

29.

Appellants are to be given two opportunities to postpone appeal hearings after which
appeals will then be withdrawn by the Appeal Board.

The hearing will be presided over by the Chairperson or Acting Chairperson of the
Appea Board who will retain control over the conduct of the hearing and who will rule
on the relevancy of any questions or points raised by any of the parties of the hearing.

The Chairperson or Acting Chairperson may adjourn the hearing and order the
appearance of any person or party who, at the Appeal Board's discretion, it deems
necessary to appear to give information or to clarify any points raised during the hearing.

Following the conclusion of the hearing, the Appeal Board will deliberate on and consider
all relevant evidence and supporting information. Within fifteen (15) working days of
reaching a decision, the Appeal Board shall inform the appellant in writing over the
signature of the Chairperson or the Acting Chairperson. Where applicable, copies of the
decision will be forwarded to the appellant’s representative, Treasury Board and the
employee’ s department for appropriate action.

The powers of the Appeal Board are curtailed to classification changes within respective
bargaining units while avoiding grade level changes, with the sole authority to make
grade level changes for occupational groups to be vested in the Collective Bargaining
process and any associated costs to be funded directly from the negotiated general salary
increases for that bargaining year.

The Appeal Board is required to submit written reasons to the Classification and Pay
Division for those decisions that result in classification changes.

The processing of any classification change shall be subject to Treasury Board’'s
Personnel Administration Procedures.

The decision of the Appeal Board on an appeal is final and binding on the parties to the
appeal. The maority opinion of the Appeal Board shall prevail and there shall be no
minority report.

An appeal shall be regarded as closed:
when adecision is rendered thereon by the Classification Appea Board;

- if the appellant requests in writing the withdrawal of the appeal;

- inthe event of the appellant’ s separation from the organization for any
reason including resignation, removal, abandonment of position,
incompetence, retirement, death and so on; or

- if the appellant postpones a hearing in accordance with Section 20 of Part C.

It shall be the responsibility of the permanent head to notify the Chairperson,
Classification Appeal Board of the effective date of an appellant’s separation from the
organization.
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SCHEDULE F

PAY EQUITY AGREEMENT
July 25,1994

Purpose

The purpose of this agreement is to achieve pay equity by redressing systemic gender
discrimination in compensation for work performed by employees in female dominated
classes within the bargaining units represented by CUPE whose members are employees
covered by the CUPE Hospital Support Staff agreement.

Pay Equity

Pay equity means a compensation practice which is based primarily on the relative value
of the work performed, irrespective of the gender of employees, and includes a
requirement that no Employer shall establish or maintain a difference between wages paid
to mae and female employees, employed by that Employer, who are performing work of
equal or comparable value.

Pay Equity Adjustment
The pay equity adjustment shall be up to a maximum of 1% per year of the relevant

payroll for the first four (4) years.
Additional adjustment equal to two (2) percent of salary rate except where the final
adjustment is achieved by less than two (2) percent, for al affected classifications in the

fifth (5th) and ensuing years until the final adjustment is achieved. Adjustments will be
paid effective March 20th of each year.

Funds allocated to implement pay equity will be in addition to funds available for other
compensation purposes.

No employees shall have their wages reduced, frozen (including negotiated increases) or
red circled as a result of the implementation of this Pay Equity Agreement.

All pay equity wage adjustments shall be incorporated into the respective collective
agreements.

The pay equity wage adjustments will be treated as salary as defined in The Public
Service (Pensions) Act.

Pay Equity Adjustments are asfollows:
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HEALTH CARE | - NEW PAY EOQUITY ADJUSTMENTS

)112;55 year 6 year 7 year 8 year 9 year 10
CLASS TITLE payout payout payout payout payout payout
Accounting Clerk | 0.24
Audiology Technician 0.25
Health Records Anayst 0.16
Laboratory Aid 0.20
Laundry Worker | (CL) 0.23
Clerk Il 0.24 0.20
Domestic Worker (CL) 0.23 0.23
Hospital Admitting Clerk I1 0.24 0.13
Library Clerk 0.23 0.18
Seamstress 11 (CL) 0.24 0.22
Secretary | 0.25 0.15
Stenographer 111 0.25 0.21
Beautician | 0.23 0.23 0.02
Clerk Stenographer I1 0.23 0.23 0.19
Clerk Typist II 0.23 0.23 0.14
Cook | 0.23 0.23 0.13.
Data Entry Operator 0.23 0.23 0.07
Dental Assistant |1 0.23 0.23 0.18
Dormitory Receptionist 0.21 0.21 0.11
Drug Clerk 0.23 0.23 0.19
Duplicating Equipment Opr . 0.21 0.21 0.06 )
Hospital Admitting Clerk | 0.23 0.23 0.16
Mail & Messenger Clerk | 0.21 0.21 0.09
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Med. Records Technician | 0.23 0.23 0.03
Med. Records Technician |1 0.24 0.24 0.07
Microfilm Operator | 0.21 0.21 0.01
Payroll Officer | 0.24 0.24 0.01
Senior Group Hm. Counsellor 0.25 0.25 0.20
Stenographer |1 0.23 0.23 0.14
Typist II 0.23 0.23 0.18
Word Process. Equip. Opr. | 0.23 0.23 0.13
Work Orientation Instructor 0.26 0.26 0.07
Bookkeeper 0.24 0.24 0.24 0.13
Clerk 1l 0.22 0.22 0.22 0.02
Cook Helper 0.21 0.21 0.21 0.03
Dental Assistant | 0.22 0.22 0.22 0.18
Electrocardiograph Tech. | 0.23 0.23 0.23 0.20
Electrocardiograph Tech. Il 0.24 0.24 0.24 0.03
Food Operations Super. | 0.24 0.24 0.24 0.19
Food Service Supervisor 0.23 0.23 0.23 0.19
Food Service Worker | 0.21 0.21 0.21 0.19
Group Home Counsellor 0.24 0.24 0.24 0.13
Laundry Worker | 0.21 0.21 0.21 0.09
Physiotherapy Aide | 0.22 0.22 0.22 0.12
Physiotherapy Aide Il 0.24 0.24 0.24 0.12
Psychiatric Therapy Aide Il 0.25 0.25 0.25 0.15
Seamstress | 0.21 0.21 0.21 0.15
Stenographer | 0.22 0.22 0.22 0.09
Switchboard Operator | 0.21 0.21 0.21 0.06
Switchboard Operator || 0.22 0.22 0.22 0.01
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Child Therapist | 0.23 0.23 0.23 0.23 0.12
Clerk | 0.21 0.21 0.21 0.21 0.06
Clerk Stenographer | 0.22 0.22 0.22 0.22 0.03
Clerk Typist | 0.21 0.21 0.21 0.21 0.04
Cottage Hosp. Nur. Asst. 0.24 0.24 0.24 0.24 0.14
Domestic Worker 0.21 0.21 0.21 0.21 0.03
Laundry Worker I 0.21 0.21 0.21 0.21 0.03
Licensed Practical Nurse | 0.24 0.24 0.24 0.24 0.11
Licensed Practical Nurse Il 0.25 0.25 0.25 0.25 0.14
Medica Services Aide | 0.21 0.21 0.21 0.21 0.05
Medical Services Aide Il 0.21 0.21 0.21 0.21 0.02
Occupationa Therapy Aide 0.23 0.23 0.23 0.23 0.09
Operating Room Technician 0.25 0.25 0.25 0.25 0.01
Parental Care Supervisor | 0.23 0.23 0.23 0.23 0.06
Personal Care Attendant 0.22 0.22 0.22 0.22 0.06
Psychiatric Nsg. Asst. | 0.25 0.25 0.25 0.25 0.07
Psychiatric Nsg. Asst. Il 0.25 0.25 0.25 0.25 0.07
Psychiatric Nsg. Asst. 111 0.25 0.25 0.25 0.25 0.07
Recreation Therapy Wkr . || 0.23 0.23 0.23 0.23 0.11
Seamstress | 0.21 0.21 0.21 0.21 0.05
Typist | 0.21 0.21 0.21 0.21 0.03
Recreation Therapy Wkr. | 0.21 0.21 0.21 0.21 0.21 0.11
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SCHEDULE G
*LABRADOR BENEFITS AGREEMENT
ARTICLE 1 - SCOPE

1.1  Thisagreement is applicable to all employeesin Labrador represented by the Canadian
Union of Public Employees, Local Union 1615 of the International Brotherhood of
Electrical Workers, the Newfoundland Association of Public Employees, the
Newfoundland and Labrador Nurses' Union, the Newfoundland Teachers Association
and the Police Brotherhood of the Royal Newfoundland Constabulary. The terms of the
agreement will be considered to form an integral part of al collective agreements.

ARTICLE 2 - DURATION

2.1  This agreement shdl be effective from April 1,1990 and shall remain in full force and
effect until March 31,1994. The commencement date will be April 1,1989 for Loca
Union 1615 of the International Brotherhood of Electrical Workers. It shall be renewed
thereafter through the normal process of collective bargaining utilized by each of the
employee groups, or, with the consent of the parties, will be renewed through joint

negotiations.
ARTICLE 3-L ABRADOR ALLOWANCE
Arc3 - s
*3.1  Labrador Allowance for employees covered by this agreement shall be paid in accordance
with Schedule “A”.
Schedule *A”
Group
Single Dependent
Happy Vdley/
Goox Bay April 1/89 1588 3175 (IBEW)
North West River April 1/90 1588 3175
Sheshatshit
Wabush
Labrador City
Churchill Falls
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*4.1

Group 2
Mud Lake
Cartwright
Rigolet
L'Anse-au-Loup
Forteau
Red Bay
L' Anse-au-Clair
Pinware April 1/89
West St. Modeste April 1/90
Mary’s Harbour
Port Hope Simpson
St Lewis
Charlottetown
William' s Harbour
Norman's Bay
Lodge Bay
Black Tickle
Paradise River
Pinsent’s Arm
Makkovik
Postville
Hopedale
Davis Inlet
Nain

In the case of a married couple who are both employed by Provincia Government
Departments or quasi-government agencies (e.g. hospitals, Newfoundland Liquor
Corporation or school boards), the total amount paid to both of them shall not

Single

1588
1588

Dependent

3175 (IBEW)
3175 (IBEW)

exceed the dependent rate for the allowance contained in this article.

allowance shall be calculated for part-time and temporary employees on a pro-

rated basis, in accordance with hig’her hours of work excluding overtime.

ARTICLE 4 - TRAVEL ALLOWANCE

Employees covered by this agreement shall receive a travel alowance to help
offset the costs of travel to areas outside of Labrador based on the following rates

per employee and his’her dependent(s).

Effective Date Employees
1989 04 01 $275
1990 04 01 275
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5.1

This allowance shall be paid to employees in the first pay period following April
15th of each year on a pro-rated basis in accordance to his/her hours of work in
the previous twelve (12) month period, excluding overtime, as per the following
schedule:

() Permanent full-time employees shall receive the full benefit as outlined
above.

(b) Permanent part-time employees shall receive the allowance outlined above on
apro-rated basis.

(c) Temporary employees who work for a minimum of a continuous six month
period shall receive the allowance outlined above on a pro-rated basis.

(d) Temporary employees who work in the aggregate of 2/3 of the normal
working hours in awork year, shall receive the alowance outlined above on
a pro-rated basis. For the purpose of 4.1 (d), a work year is from April 1st
to March 31st.

In the case of a married couple who are both employed by Provincia Government
Departments or quasi-government agencies (e -g . hospitals, Newfoundland Liquor
Corporation or school boards), each spouse shall receive the employee travel
alowance, but only one spouse shall claim the benefit for dependents.

The travel benefit available to the Police Brotherhood of the Royal Newfoundland
Constabulary under their Collective Agreement and to teachers under Article 25 of
the NTA Labrador West Collective Agreement shall continue to apply except in
cases where Article 4 of this joint agreement provides a greater benefit. Eg:
Members of the RNC would continue to receive the employee travel benefit under
their collective agreement unless the employee travel benefit in this joint
agreement is greater.  In addition to the employee benefit under the RNC
collective agreement, members of the RNC shall also receive the dependent
benefit under the joint agreement.

ARTICLES-LEAVE

Permanent employees covered by this agreement shall receive noncumulative, paid leave
in the aggregate per year as follows:

Schedule “A”, Group 1 One (1) Working Day
Schedule “A”, Group 2 Three (3) Working Days
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6.1

7.1

8.1

9.1

9.2

This leave will only be utilized when the employee is delayed from returning to the
community due to an interruption in transportation service.

ARTICLE 6 - PROTECTIVE CLOTHING
Protective clothing will be provided in accordance with the specific provisions outlined in
each applicable employee group collective agreement.

ARTICLE 7 - RELOCATION EXPENSES
Relocation expenses will be provided in accordance with the specific provisions outlined
in each applicable employee group collective agreement.

ARTICLE 8 - EXISTING GREATER BENEFITS
No provision of this agreement shall have the effect of reducing any benefit for any
employee which exists in each applicable employee group collective agreement outlined in
Articlel.
ARTICLE 9 - DEFINITIONS

“Dependent” - for the purpose of this agreement, dependent means a spouse, or children
under age eighteen (18) years of age or twenty four (24) years of age if the child isin full-
time attendance at a school or post secondary institution.
For the purpose of this agreement only, “Temporary Employees " means replacement,

substitute, casual, term, contractual or seasonal as defined in each applicable employee
group collective agreement as outlined in Article 1.
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SCHEDULE H

TRANSITION AGREEMENTS
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TRANSITION AGREEMENT
BETWEEN

THE WESTERN HEALTH CARE CORPORATION
(INSTITUTIONS BOARD)

AND

COMMUNITY HEALTH WESTERN
(COMMUNITY BOARD)

AND

THE CANADIAN UNION OF PUBLIC EMPLOYEES
(C.U.P.E)

In accordance with Clausc 35.02 of the CUPE Collective agreement signed on 19 October 1990 and
the “Master Agreement™ signed on 25 July 1994 the partics agree as follow:

*1-TRANSFER OF BUSINESS - SUCCESSOR RIGHTS

(1) Inaccordance with Section 44 of the Public Service Collective Bargaining Act the partics to this
agreement agree that there will be a"transfer of business " from the following health care institutions
(employers):

1- Bay St. George Senior Citizens Home - Stephenville Crossing
2- Sir ThomasRoddick Hospital - Stephenville

3- Charles L. Legrow Health Center - Port aux Basques

4- Calder Health Care Center - Burgeo

5- Bonnc Bay Hospital - Norris Point

6- Rufus Guinchard Health Care Center - Port Saundecrs

7- Interfaith Home for Scnior Citizens

8- Western Memorial Regional Hospital

9- Western Public Health Unit

|O- Drug Dependency Services

to either

The Western Health Care Corporation
or
Community Health Western
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*2- CUPE BARGAINING UNITS PRIORTO | JANUARY 1996
The Pat-tics agree that the following CUPE Hospital Support (HS) bargaining units existed

within the eight institutions in the Western Region prior to the occurrence of any " transfer” in
accordancc with Section 44 of the Public Service Collective Bargaining Act.

(1) Sir Thomas Roddick Hospital - Versa Services employees only

(2) Interfaith Home for Senior Citizens

(3) Western Memorial Regional Hospital (including the O'Connell Center and the Deer Lake Clinic)

*3- CUPE BARGAINING UNITS ON 1 JANUARY 1996

The partics agree that employces in all of these CUPE bargaining unitsreferred to in section two (2)
above will become employces Of either the Institutions Board or the Community Board depending
upon the position they occupy at the time of the transfer. Employees who transfer from onc Board
to the other will remain members of the Canadian Union of Public Employces and will form threc (3)
distinct bargaining unitsregardlcss of whether they arc employed by the Institutions Board or the
Community Board.

Thesc three bargaining units will be asfollows:
(1) Sir Thomas Roddick Hospital - (VersaServices employees only)

(2) Interfaith Home for Senior Citizens (including employees transferred to the Community Health
Board from that facility)

(3) Western Memorial Regiona Hospital (including the O’ Connell Center and the Deer Lake Clinic
as well as employces transferred to The Community Health Board from thosce facilities)

*4,CALCULATION OF SENIORITY FOR NEW BARGAINING UNITS

The partics agree that the method of calculating scniority a Western Memorial Regional Hospital
using seniority numbers Will be continued. As well. employcees in the two other bargaining units
referred to in section 3 of this agreement will also have their seniority calculated by the use of a
seniority mumber, subiect to the terms of the agreement at Western Memorial signed in Junc of 1987.
CUPL ermplovees at the Sir Thomas Roddick Hospital. the Interfaith Home for Senior Citizens and
at \Western Memorial will remain in_individual bareaining nnits however, the seniority for all
CUPE cmplovcees in the three (3) bargaining units will be integrated as if these employees were
actualy inone bargaining unit. The partics agree that employces hired before 18 December 1986 will,
be assigned a scniority number based upon the seniority hours they accumulated as of that date.
Employees hired after that .date will have their scniority number issued based upon their date of hire
and when necessary based upon the emplovee's social insurance number.
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*S - TRANSFER OF SERVICE

As of 1 January 1996 the employces of the ten (10) employers outlined in section one (1) of this
document will be transferred to either the Institutions Board or the Community Board. Both Boards
recognizce the service of cach of the CUPE employcees as it was recognized by the previous employers
prior to that date. Service for seniority purposcs is to be recognized on a bargaining unit basis only
in accordance with scctions three (3) and four (4) of thisagreement.

Service worked by CUPE employees with independent contractors operating within facilitics listed
in section one (1) of this agreement IS deemed to be service with the individual emploeyers outlined
in scction onc (1) of thisagreement.

*6- JOB POSTING AND NEW HIRES

Effective 1 January 1996 positions in specific bargaining units which arc required to be advertised in
accordancc with Article 15 of the CUPE collective agreement will only be posted in the sites where
members of that specific bargaining unit are employed.

Positions which currently and traditionally belong to one union or the other (CUPE or NAPE) shall

continuc to belong to the same union should atransfer of a position occur between the Community
Board and the Institutions Board. This principle will also apply to replacements for the positions
which have been transferred between the boards.

Both the Institutions Board and the Community Board agree to consider applications from ecmplovees
who arc “on staff’ with cither Board before hiring from outside these organizations.

*6B - NON TRADITIONAL NEWLY CREATED POSITIONS

There is agreement between NAPE and CUPE and both boards that positions which currently and
traditionally belong to onc union or the other should continuc to belong to that same union should
atransfer occur. Thisapplics toreplacements aswell.

Effective | January 1996, when new positions arc created and where it is unclear from past
experience whether the employee should be placed in NAPE or CUPE. the issue will be resolved
by posting that position under the union where most of the employces in the community arc of that
union. If an emplovee spends the majority of their working hours in a community which has mostly
NAPE members. then the job shall be posted under the NAPE collective agreement. If the cmployce
spends the majority of their working hoursin acommunity with mostly CUPE employces. thenthe
emplover will post the position inaccordance with the CUPE collective agreement. All new vacancy
notices Will be posted in al sites where members of that bargaining unit arc employced.

If the cmployer is unable to fill a position from within the appropriate bargaining unit, a vacancy’
noticc Will be posted at all sites in the Western Region where there arc employces of both the
Institutions Board and the Community Board. The employer agrees to consider such applicants
before hiring applicants who arc not cmployces of cither board.
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Community isdefined for the purposc of thisagreement as* the area within the municipal boundarics
of acity or town within thc Western Region™. If there has been no union presence in a particular
community then the position will be placed in the bargaining unit and the union which is closest by

road.

*6C - DISPLACED WORKERS
The employer agrees to maintain alist of displaced workers from all unions and from al sitesin the
Western region and agrees to consider the individuals who have placed their names on that list before

hiring outside applicants.

*7- DISPLACEMENTS

Permanent employees in a particular bargaining unit referred to in scction 3 above. who arc entitled
to displace other permanent employees in accordance with the terms of the CUPE collective
agreement, will first be required to displace junior employeces within their own bargaining unit.
Permanent cmployces who do not have the option to displace a junior employec within their own
bargaining unit shall, subject to Article 16 of the CUPE collective agreement have the option. without
penalty for refusal, todisplace apermancnt employee in another CUPE bargaining unit inthe Western
Region.

(A) Ancmployee required to relocate to another community and not wishing to do so. and who is
unable to “bump” in their own bargaining unit may access redundancy in accordance with the
provisions of the CUPE HS Collective Agreement and the Master Agreement signed in July 1994,

(B) Notwithstanding (A) above. employecs who areeligible to displace other employees withinthe
same community and who choosc not to do so. will not be cligible for redundancy pay.

*8- RECALL

Emplovees in abargaining unit referred to insection 3above, who arcentitled torecall inaccordance

with the terms of the CUPE collective agreement will only be recalled to their own bargaining unit.

Employces who have displaced into another CUPE bargaining unit in accordance with Scction 7 of
thisagreement will retain their recall rights to their former position in accordance with the terms of
the agreement entitled “RETURN OF LAID OFF EMPLOYEES TO FORMER POSITIONS signed

at Western Memorial Regional Hospital on 6 November 1991,

*9. GRIEVANCE PROCEDURE

The gricvance procedure asoutlined in clause11.07 isamended as follows:

Step 1. No change
Step 2. . No change
Step 3. Change "Dcpartment Head or Personnel Officer” to read "Site Manager or
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the appropriate ACEO or AED (Community Health) responsiblc”

Step 4 Change “Administrator” to read “ Chief Exccutive Officer / Executive Director o1
his/ her designate

Step 5 No change
*10- LABOR MANAGEMENT COMMITTEES.

In accordance with Article 9 of the CUPE Hospital Support Staff collective agreement there will be
two (2) separate CUPE Labor Management Committees:

(@ Sir Thomas Roddick Hospital (Versa Services Employees)
(b) Western Memorial Regional Hospital and The Interfaith Home for Senior Citizens

*11. - PERSONAL FILES

The official personnel file will be maintained in a central Human Resources Department as
determined by cach board. The employee who works at asite other than that where his/ her file is
maintaincd shall have the right to have that file delivered to his/ her work site within three (3)
working days. The employce shall have the right toreview his/ her file asper the procedure outlined
in the collective agreement.

*12- OH&S COMMITTEES

Individual Occupational Health and Safety Committces will be established at the following sites:
(@) Sir Thomas Roddick Hospital

(b) Interfaith Home for Senior Citizens

(c) Western Memorial Regional Hospital (including the O'Connell Center)

It is understood that employces of Community Health Western. who arc employed in specific
locations may participate in Occupational Health and Safety Committce Meetings at individual heaith
carc facilitics in the immediate arca.

*13- WORK OF THE BARGAINING UNIT - SPECIAL QUALIFICATIONS

CUPE employces from one bargaining unit arc permitted to work inanother CUPE bargaining unit
provided there is no CUPE employee at that site, either working.or on layoff status who is qualified
to perform the work required. ‘

NATPE HS cmplovees from anv Hospital Support bargaining unit in the Western Recion will be
permitted to work in any CUPE bargaining unit in the Wessern Region provided:
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() There isno CUPE employee at that site, either working, or on layoff status who is qualified to
perform the work required.

(2) The employer advertises for “temporary employees’ for a period of seven calendar days to
determine if an applicant with the required qualifications could be hired into the CUPE bargaining
unit at that site.

(3) If there is no suitable candidate found then amember of another bargaining unit and unioninthe
region who isqualified to perform the work required will be employed at the appropriate site. Such
an cmployee will be considered aCUPE member on the dates on which he / she works inthe CUPE
position and the employer will pay the required union dues to CUPE on that employce's behalf. This
employce will be assigned ascniority number based upon his/ her date of hire. Such employees shall
continue to cam seniority in their NAPE bargaining unit.

*13A - WORK OF THE BARGAINING UNIT - SPECTAL QUALIFICATIONS - NAPE

The following wording is contained in the “Transition Agreement™ for NAPE members employed
with The Western Health Care Board and Community Health Western:

NAPE cmployces from one bargaining unit are permitted to work in another NAPE bargaining unit
provided there is no NAPE employee at that site, either working. or on layoff status who is qualificd
to perform the work required. Such NAPE employces shall cam scniority in both the new bargaining
and the original bargaining unit.

CUPE HS employees from any Hospital Support bargaining unit in the Western Region will be
permitted to work in any NAPE bargaining unit in the Western Region provided:

(N There is no NAPE employec at that Site, either working, or on layoff status who is qualified to
perform the work required.

(2) The employer advertises for “temporary employces™ for a period of scven calendar days to
determine if an applicant with the required qualifications could be hired into the NAPE bargaining
unit at that sitc.

(3) If there is no suitable candidate found then amember of another bargzining unit and union in the
recion who is qualificd to perform the work required will be employed at the appropriate site. Such
an emplovee Will be considered a NAPE member on the dates on which he / she works in the NAPE
position and the employer will pay the required union dues to NAPE on that employcc's behalf, This
employcc will be assigned seniority in accordance with the terms of the NAPE Hospital Support Staff
Collective Agreement. Such cmployees shall also continue to camseniority intheir CUPE bargaining
unit.
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14- CLARIFICATION OF CL AUSE 23.02 (iii)

Reference to the word “hospital” in clause 23.02(iii) isintended to refer to the following bargaining
units:

(1) Sir Thomas Roddick Hospital
(2) Western Memorial Regional Hospital ( Including the O’ Connell Center)
(3) The Interfaith Home for Senior Citizens

*15 -CONSOLIDATION OF SERVICES - NEW FACILITY - LAUNDRY AND DIETARY
ONLY

Should the employer decide to consolidate a Laundry or a Dietary service at a new facility the
employce(s) of that service shall have the option to displace in their own institution or tomove with
the service.

Any other employee(s) displaced because of the consolidation shall have the right to displace in theit
own institution or move with the service.

In the event that employees from one union arc not willing to move to another site the panicsagree
to maintain the number of employces from cach union asdctermined at the time of consolidation.

The employee(s) shall continuc to be represented by the union from whence they came and shall
continuc to cxercisc all tights and bencfits of their cxisting collective agrecment.

New positions for the consolidated service will be posted under the CUPE Hospital Support
Collective Agrecment cxcept where the position was traditionally NAPE. in which casc it will be
posted under the NAPE Hospital Support Staff Collective Agreement.

(A) Ancmployece required to relocate to another community and not wishing to do so, and who is
unable to “bump” in their own bargaining unit may access redundancy in accordance with the
provisions of the CUPE HS Collective Agrecment and the Master Agreement signed in July 1994,

(B) Notwithstanding (A) above. employces who arceligible to displace other cmployces withinthe
same community and who choosc not to do so. will not be cligible for redundancy pay,

*15A -CONSOLIDATION OF SERVICES - EXISTING FACILITY - LAUNDRY AND
DIETARYONLY

Should the employer decide to consolidate a Laundry or a Dictary service at an existing facility the
employce(s) of that service shall have the option to displace in their own institution or to move with
theservice.
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Any other employee(s) displaced because of the consolidation shall have the right to displace in their
own institution or move with the service.

In the event that employees from one union arc not willing to move to another site the parties agree
to maintain the number of employees from each union as determined at the time of consolidation.

The employee(s) shall continue to be represented by the union from whence they came and shall
continue to excreise all rights and benefits of their existing collective agreement.

If the employer decides to creatc a new position in a consolidated scrvice that position will be
assigned to the union (i.c. CUPE or NAPE) which hasthe mgjority of union members in the service
which isbeing consolidated.

(A) Ancmployce required to relocate to another community and not wishing to do so. and who is
unable to “bump” in their own bargaining unit may access redundancy in accordance with the
provisions of the CUPE HS Collective Agreement and the Master Agreement signed in July 1994.

(B) Notwithstanding (A) above, employces who arc eligible to displace other employees within the
samc community and who choosc not to do so. will not be €ligible for redundancy pay.

*15 B - LAYOFF FROM A CONSOLIDATED SERVICE -DIETARY _AND LAUNDRY
ONLY

Both NAPE and CUPE agree that seniority should be used to determine who is laid off from a
consolidated service. The two unions also recognize that cach has adifferent method of calculating
seniority. The two unions and the two employers therefore agree as follows in the event it is
nccessary to conduct alayoff in a consolidated service.

I. If the majority of employees as of the date of consolidation of a service are NAPE. the NAPE
method of calculating seniority will be used for both NAPE and CUPE employees to determine who
will be issucd a notice of layoff.

2.1f the mgority of employces as of the date of consolidation of a service arc CUPE. the CUPE
method of calculating seniority will be used for both NAPE and CUPE cmploycees to determinc who
will be issued a notice of layoff. (The CUPE method of determining scniority isbased upon the fact
that ermplovees hired hefore 1 X December 1086 arc issued a seniority number based upon the service
they have accumulated as of that date. Employces hired after 18 December 1986 arc issued a scniority
number based upon their date of hirc)

3. After the employer has achieved the desired staff reductions. NAPE employcees affected by the '
layoff in the consolidated service will be permitted to USC the method of scniority outlined in the
NAPE Hospital Support Staff Collcctive Agrcement. Such NAPE employces will be permitted to
displace any NAPE member ( including those still working in the “consolidated service™) provided
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they do so in accordance with the provisions of the NAPE HS Collective Agreement.

4, After the employer has achicved the desired staff reductions, CUPE employees affected by the
layoff in the consolidated service will be permitted to usC the method of seniority outlined in the
CUPE Hospital Support Staff Collective Agreement. Such CUPE employees will be permitted to
displace any CUPE member ( including thosc still working in the “consolidated service™) provided
they do so in accordance with the provisions of the CUPE HS Collective Agreement.

*16 - OVERLAPPING JOB FUNCTIONS

If employces from NAPE and CUPE arc working side by side in an area. or at the same site. the
partics agree that there will be overlapping of job functions. The panics also agree that positions
which currently and traditionally belonged to one union or the other should continuc to belong to that
same union. This principle will also apply toreplacecments.

*17- CENTRALIZING ADMINISTRATIVE FUNCTIONS

The unionagrees that thecmployer can centralize administrativeservices including Payroll. Finance.
Materials Management. Information Systems and Human Resources.

*18- STANDARDIZING PAY PERIODS

The Union acknowledges the employer’s right to standardize pay periods for al ecmployces in al
CUPE bargaining units in the Western Region. The employer agrees not to reduce the amount of
“takc home pay” for any permanent CUPE member at the time the change ismade and to examine
issues of hardship for non permanent emplovees on an individual basis. Thischange will not affect
emplovees who work at Western Memorial Regional Hospital.

*19- ARTICLE 27A TECHNOLOGICAL AND OTHER CHANGE
The parties agree that cffective the date of signing of this agreement. Article 27A of the CUPE

Hospita Support Staff Collective Agreement applics to all employces working in any bargaining unit
outlined in section 3 of thisagreement.

*20. MUTUAL AGREEMENTS ON FILE ARTICLE 35.02

The employer and the union agree to review mutual agreements which have been made prior to |
January 1996 between the union and the various employers outlined in section one (1) of this
agreement. Thisreview will determine the validity of such agreements and the bargaining units to
which such agreements will apply. Pending the completion of thisreview, employces will continuc
to follow the mutual agreements which exist in their bargaining unit.

105



*21. CUPE EMPLOYEES WORKING IN MORE THAN ONE BARGAINING UNIT

If aCUPE employce is working in more than one of the bargaining units referred to in paragraph 3
of this agreement that employee will, for seniority purposes be treated as if that person was two
individual cmployees.

*22. ESSENTIAL EMPLOYEE AGREEMENTS

The pat-tics agree that essentid employee agreements which are currently in place shall be transferred
to the Western Institutions Board or the Community Health Board as appropriate and will be binding
asif the” transfer" referred to in section one of this agreement had not occurred.

“Side agreements™ which have been made by the parties which permit the substitution of employees
during a legd strike will dso remain in place.

*23. BENEFIT YEAR WHICH CURRENTLY ENDS 31 MARCH

Employees working in bargaining units where the benefit year (i.c. vacation. family leave ) ends on
31 March will have thischanged to 31 December. The following procedure will be used to make this
change.

(A) The employer will calculate the benefits carned by employces to 3 | March 1996 and post this
information for the information of CUPE union members.

(B) Theemployer will review all inquirics From employces to ensure that the information posted is
correct.

(C) The employer will permit employces to anticipate vacation and family leave based upon anine
(9) month period (instead of atwelve (12) month period) beginning | April 1996.

(D) On 3 1Dccember 1996 the employer will calculate the benefits owed and post this information
for the information of cmployees.

(E) The employer will permit employces to anticipate vacation and family leave for atwelve (12)
month period beginning 1 January 1997.

*24. AMENDMENTS
Thisagrcement may be amendced at any time with the written agreement of all parties.

DATED THIS J0t“DAY OF Adpj-_ 1996. %_

CANADIAN UNION OF PSBLIC WHTNESS
EMPLOYEES
j ‘\---—.~\_ ASOAAt AL . il a:ﬁ‘
COMMUNITY HEALTH WESTERN WITNESS
/W
STERN HEALTH CARE BOARD WITNESS
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W/p /] Casthe fusthd

TREASURY BOARD WITNESS
(T (0 B
NEWPOUNDLAND AND LABRADOR WITNESS

HEALTH CARE ASSOCIATION
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TRANSITION AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
(represented herein by the Treasury Board)

AND
THE NEWFOUNDLAND AND LABRADOR HEALTH CARE ASSOCIATION

REPRESENTING THE GRENFELL REGIONAL HEALTH SERVICES BOARD
(herein after referred to as the Employer)
AND

THE CANADIAN UNION OF PUBLIC EMPLOYEES
(herein after referred to as the Union)

June 17, 1996
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CUPE HOSPITAL SUPPORT STAFF
GRENFELL REGIONAL HEALTH SERVICES BOARD

This agreement madethisd ay o f one thousand nine hundred and ninety seven
in accordance with clause 35.02 of the CUPE Hospita Support Staff Collective Agreement
signed between the parties on October 19, 1990, herein after referred to as the Collective
Agreement

1.

Bargaining Unit Structure

It is recognized that the Grenfell Regional Health Services Board refers to one (1)
Employer operating facilities and clinics with employees represented by CUPE HS
including:

o Charles S. Curtis Memoria Hospital

® St. Anthony Interfaith Home

o Flower's Cove

° Forteau

The reference throughout the Collective Agreement to bargaining units refers to CUPE
HS employees as defined by the Collective Agreement at all facilities operated by the
Employer. Flower's Cove, Forteau, and Charles S. CurtigSt. Anthony Interfaith are
separate bargaining units. The seniority lists of CUPE HS employees at all facilities
within the Employer will be merged effective date of signing.

Senioritv List

Both parties agree that a “numbered” seniority system would facilitate a more efficient
operation of this transition agreement. A facility specific seniority list will also be
maintained.

Transfer of Service

As of November 1,1994, the employees of the facilities outlined in #1 were transferred
to the Board. The Board recognizes the service of each of the employees as it was
recognized by the previous Employer prior to the new Board assuming governance.
Job Postings

For the purpose of job postings there shall be three facilities recognized:

e Charles S. Curtis Memoria Hospital/St. Anthony Interfaith Home

° Flower's Cove
® Forteau

109



Grenfell Regiona Hedth Services
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a)

b)

Job postings will be posted as per Article 15 of the CUPE HS Collective
Agreement.

Permanent positions shall be posted throughout all facilities in the region where
the employees are represented by CUPE HS. When filling such positions,
employees at the particular facility will be considered prior to considering
applicants from other sites.

For any temporary positions, if the temporary position at a particular facility is
less than 16 weeks, the Employer shall select a temporary employee at that
particular facility; if the particular temporary position is expected to be greater
than 16 weeks, it shall be posted in all facilities where the employees are
represented by CUPE HS and be filled in accordance with 4(b).

5. Displacements

(a)

(b)

For the purpose of displacement there shall be three facilities as follows:

o Charles S. Curtis Memorial Hospital/St. Anthony Interfaith Home
® Flower's Cove
L Forteau

Employees whose positions are affected by the Employer’s decision to layoff
shall:

i) accept layoff. or

i) displace the most junior permanent employee in his classification or
another classification at his facility provided that his hours of work are not
changed unless mutually agreed, provided he has sufficient qualifications
to do the work required.

i) after exhausting all displacement rightsin (ii) above, at the time of notice
of layoff, if an employee indicates his willingness to displace at another
facility he will displace the most junior employee in his classification or
another classification at another facility, provided that his hours of work
are not changed unless mutually agreed. provided he has sufficient
qualifications to do the work required.
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Grenfell Regional Health Services

Board/CUPE HS - Trangtion Agreement Page 3
6. Recall
a) For the purpose of recall there shall be three facilities, Charles S. Curtis

Memorial Hospital/St. Anthony Interfaith, Flower's Cove and Forteau.
Permanent employees will be recalled in order of seniority. Permanent
employees will be recalled for work at the facility from which he was laid off.
Permanent employees may also be recalled to another site with the Employer
provided he notifies the Employer, in writing, a the time of layoff or anytime
thereafter that he is willing to be recalled for work at another site, and provided
he is qualified to perform the work required.

Recall of temporary employees shall be facility specific, in accordance with the
Collective Agreement, based on the seniority at that particular facility.

Clause 14.04(5) of the collective agreement will be amended to reflect that an
employee will maintain seniority for recal rights for a period of three (3) years.
This clause will now read “he is laid off for a period longer than three (3) years;
or.

7. Grievance Procedure
All steps are guided by time limits as outlined in the steps in the current Collective
Agreement.
Step | Employee submits grievance to Shop Steward
Step 11 Shop Steward presents grievance to the employee’s immediate supervisor
Step 11 Shop steward submits grievance to the Service Director
Step IV Failing settlement at Step 111, the Shop Steward presents grievance to the
Director of Human Resources
Step VvV Either party may refer grievance to arbitration

8. Labour Management Committee Structure

Labour Management Committee at Charles S. Curtig/St. Anthony Interfaith will not be

atered

as a result of this transition agreement.
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Grenfell Regional Health Services
Board/CUPE HS - Transition Agreement Pege 4

10.

Occupational Health and Safety Committee

Occupational Health and Safety Committee at Charles S. Curtis/St. Anthony Interfaith
will not be altered as aresult of this transition agreement.

Personal_Files

The official recognized personal file for the purposes of clause 13.04 of the Collective
Agreement shall be maintained at the Charles S. CurtigSt. Anthony Interfaith facility.
Upon request from an employee at the Flower’s Cove and Forteau facilities to review his
persond file, the Employer will forward the file to the individual at his facility within
three (3) working days.
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Signed on behalf of the Grenfell Regional Health Services Board by its proper officersin the
presence of the witness hereto subscribing

Witness

Signed on behalf of the Newfoundland and Labrador Health Care Association by proper officers
on behalf of all hospitals and agencies listed in Schedule C in accordance with the Constitution
and in the presence of the witness hereto subscribed

Witness

Signed on behalf of the Canadian Union of Public Employees by its proper officersin the
presence of the witness hereto subscribing

( \! ) N .
/(}L(L/’L/l"f / é(a( //6/ Z—gkg— / /L/xa‘é""”ﬁ
J

Witness
/Cyv_an_/z;@/ 6_290{/

Signed on behalf of Treasury Board by its proper officers in the presence of the witness hereto
subscribing

/ s
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L f Un in

January 12, 1996

Mr. Bob Matthews
National Representative
CUPE

P. O. Box 8745, Stn. A
St. John's, NF

Al1B 3T2

RE: Essential Emplovees

Dear Mr. Matthews:

This will confirm the parties understanding reached during transition discussions that the
determination of essential employees will continue to operate on a facility specific basis. As
well. in light of the review of the bargaining unit inclusiong/exclusions at Charles S. Curtig/St.
Anthony Interfaith facility, the parties will negotiate a new essential employee agreement based
on the revised numbers.

Sincerely,

Scott Smith
Director, Human Resources
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CUPE HOSPITAL SUPPORT STAFF
GRENFELL REGIONAL HEALTH SERVICES BOARD

MEMORANDUM OF AGREEMENT

This agreement made this&€ ___day of @housand nine hundred and ninety seven
in accordance with clause 35.02 of th¢/CUPE Hospital Support Staff Collective Agreement
signed between the parties on October 19, 1990, herein after referred to as the Collective
Agreement

Bargaining Unit Review

Appendix A identifies the positions which the parties have reviewed and agreed are appropriate
for inclusion in the bargaining unit inclusive of three positions incjuded in }w bargaining unit
by way of an order from the Labour Relations Board dated ~ A721- /9 7&@

Individuals in positions that have been included in the bargaining unit as identified in Appendix
A shall have service recognized for seniority purposes as per Clause 14.01(c).

Employees in positions included in the bargaining unit shall be entitled to displace/bump only
other employees in positions included in the bargaining unit as outlined in Appendix A. Such
employees will be subject to displacement/bump by current members of CUPE Local 1644.
Upon one (1) year from date of signing of transition agreement, employees in positions identified
in Appendix A shall have full seniority rights in accordance with the Collective Agreement as
if the employee’s position had always been included in the bargaining unit.

The following employees who had previous seniority in CUPE Local 1644 will be credited with

their total bargaining unit seniority effective from the date of signing, ie. Randy Pynn, Roy
Parrill, Edith Colcs, Ruby Kean, Betty Noel, Joan Simms, Angela Sexton and Colleen Loder.
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Board/CUPE HS - Memorandum of Agreement Page 2
APPENDIX A
Inclusions

Accounting Clerk [1 X3
Accounting Clerk | X |
Payroll Clerk | Xf
Payroll Clerk Il

Stenographer x2
Clerk Il x|
Dental Technician X2
Dental Assistant x3
Dental Receptionist X |
Utility Worker 11 X |
Domestic Worker x|
Laundry Worker x|
Admitting Clerk x|
Buyer x|
Ambulance Dispatcher x3
Switchboard Operator x|
Computer Programmer X |
Secretary | x3
Secretary | (Dentist) X |
Secretary | (Corporate) X |

Secretary | (Medical Services) X |
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Signed on behalf of the Grenfell Regional Health Services Board by its proper officers in the
presence of the witness hereto subscribing

Signed on behalf of the Canadian Union of Public Employees by its proper officersin the
presence of the witness hereto subscribing

/CS%/L/L(/ Ge. LT /:gé{’ //?UW

Witness /

%znag/ »&75,_: L /
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TRANSITION AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
(represented herein by the Treasury Board)

AND
THE NEWFOUNDLAND AND LABRADOR HEALTH CARE ASSOCIATION

REPRESENTING THE CENTRAL WEST HEALTH CARE INSTITUTIONS BOARD

AND

THE CANADIAN UNION OF PUBLIC EMPLOYEES
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CUPE HOSPITAL SUPPORT STAFF
CENTRAL WEST HEALTH CARE INSTITUTIONS BOARD

This agreement made this | 2 day of_Fely  one thousand nine hundred and ninee)jwc
in accordance with clause 35.02 of the CUPE Hospita Support Staff Collective Agreément
signed between the parties on October 19, 1990, herein after referred to as the Collective
Agreement

1.

Bargaining Unit Structure

It is recognized that the Central West Health Care Ingtitutions Board refers to one (1)
Employer operating nine facilities and five clinics at different sites. The operating
facilities and clinics with employees represented by CUPE HS include:

Central Nfld. Regiona Health Centre
Carmelite House

Baie Verte Peninsula Health Centre
St. Alban’s Clinic

Lewisporte Clinic

The reference throughout the Collective Agreement to bargaining units refers to CUPE
HS employees as defined by the Collective Agreement at all facilities operated by the
Employer as one (1) bargaining unit. The seniority lists of CUPE HS employees at all
facilities within the Employer will be merged effective date of signing.

Seniority List

Both parties agree that a“numbered” seniority system would facilitate a more efficient
operation of this transition agreement. A facility specific seniority list will aso be
maintained.

Transfer of Service

As of November 1, 1994, the employees of the three facilities and two clinics (with
CUPE members) were transferred to the Board. The Board recognizes the service of
each of the employees as it was recognized by the previous Employer prior to the new
Board assuming governance.

Job Postings

For the purpose of job postings there shall be five facilities recognized:

Central Newfoundland Regional Health Care Centre
Carmelite

Baie Verte

St. Alban’s Clinic 119

Lewisporte Clinic



Central West Health Care Institutions
Board/CUPE HS - Transition Agreement Page 2

a)

Job postings will be posted as per Article 15 of the CUPE HS Collective
Agreement.

b) Permanent positions shall be posted throughout all facilities in the region where
the employees are represented by CUPE HS. When filling such positions,
employees at the particular facility will be considered prior to considering
applicants from other sites.

c) For any temporary positions, if the temporary position at a particular facility is
less than 16 weeks, the Employer shall select a temporary employee at that
particular facility; if the particular temporary position is expected to be- greater
than 16 weeks, it shall be posted in all facilities where the employees are
represented by CUPE HS and be filled in accordance with 4(b).

S. Displacements
(a) For the purpose of displacement there shall be five facilities as follows:
- Central Newfoundland Regional Health Centre
Carmelite House
- Baie Verte Peninsula Health Centre
St. Alban’s Clinic
Lewisporte Clinic
(b)  Employees whose positions are affected by the Employer’s decision to layoff

shall:
i) accept layoff, or

i) displace the most junior permanent employee in his classification or
another classification at his facility provided that his hours of work are not
changed unless mutually agreed, provided he has sufficient qualifications
to do the work required.

i) after exhausting al displacement rightsin (ii) above, at the time of noticé
of layoff, if an employee indicates his willingness to displace at another
facility he will displace the most junior employee in his classification or
another classification at the other facility with the provisions of
qualifications as per the collective agreement, provided that his hours of
work are not changed uhless mutually agreed, provided he has sufficient
qualifications to do the work required.
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6. Recall

a) For the purpose of recall there shal be five facilities, Central Nfld. Regional
Centre, Carmelite House and Baie Verte Peninsula Health Centre, St. Alban’s
Clinic and Lewisporte Clinic. Permanent employees will be recalled in order of
seniority. Permanent employees will be recalled for work at the facility from
which he was laid off. Permanent employees may also be recalled to another site
with the Employer provided he notifies the Employer, in writing, at the time of
layoff or anytime that he is willing to be recalled for work at another site, and
provided he is qualified to perform the work required.

b) Recall of temporary employees shall be site specific, in accordance with the
Collective Agreement, based on the seniority at that particular site.

7. Grievance Procedure

All steps are guided by time limits as outlined in the steps in the current Collective

Agreement.

Step | Employee submits grievance to Shop Steward

Step 11 Shop Steward presents grievance to the employee’'s immediate
supervisor/facility manager

Step 11 Shop steward submits grievance to the Senior Operating Officer

Step 1V Failing settlement at Step 111, the Shop Steward presents grievance to the
AED - Human Resources

Step V Either party may refer grievance to arbitration

8.  Labour Management Committee Sructure
Facility specific Labour Management Committee
i) structured as per current Collective Agreement to deal with facility specific issues
Regiona Labour Management Committee

i. equal representation from union and management
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10.

. to deal with regional issues, problems, and matters of mutual interest which arc
not properly the subject of grievance or negotiations; could deal with issues
referred by facility specific Labour Management Committees

ii.  meetings - minimally twice per year.
Iv. alternating chairs

v. employees will be reimbursed for transportation and meals (in accordance with
the collective agreement) while attending regional Labour Management

Committeemeetings.

upati eal afe
There shall be two Occupational Health aqd Safety Committees and they shall be facility
specific.
Personal Files

The official recognized personal file for the purposes of clause 13.04 of the Collective
Agreement shall be maintained at the facility the employee is working. The existing
practice with respect to the St. Alban’s and Lewisporte clinics will be maintained.
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Signed on behalf of the Central West Health Care Institutions Board by its proper officers in the

presence of the witness hereto subscribing

DIYPN

Signed on behalf of the Newfoundland and Labrador Health Care Association by proper officers
on behalf of all hospitals and agencies listed in Schedule C in accordance with the Constitution

and in the presence of the witness hereto subscribed

G c. 4/,

Witness”

Signed on behalf of the Canadian Union of Public Employees by its proper officers in the
presence of the witness hereto subscribing

D
\a]f/ -7 ZS/"My 1@ /A/MU
itness e ut/ﬂ_\‘/

Signed on behalf of Treasury Board by its proper officers in the presence of the witness hereto
subscribing
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Letter of Understanding

February 9, 1996

Mr. Bob Matthews
National Representative
CUPE

P. O. Box 8745, Stn. A
St. John's, NF

Al1B 3T2

RE: Movement of NAPE HS Emplovees
Dear Mr. Matthews:

This will confirm the parties understanding reached during transition discussions whereby the
Employer may require NAPE HS members to perform work in facilities where CUPE is the
bargaining unit, providing there are no qualified CUPE employees:

1) On layoff, or

2) Employees who were laid off from the classification in which the work is to be
performed and subsequently displaced into another classification with the

employer.
Sincerely,
Dave Diamond )
AED HR
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Letter of Understanding

January 12, 1996

Mr. Bob Matthews
National Representative
CUPE

P. O. Box 8745, Stn. A
St John's, NF

AlB 3T2

RE: Essential Employees
Dear Mr. Matthews:
This will confirm the parties understanding reached during transition discussions that the

determination of essential employees will continue to operate on a Site specific basis. As well,
this transition agreement will not negate existing essential employees agreements.

Sincerel

AED HR
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OPERATING FACILITIES:

« A.M. Quy Memorial
Heaith Centre

. Bale Verte Peninsula
Health Contra

. Carmelite House Senlor
Cltizens’ Home

. Central Newfoundiand
Reglonal Health Center

. Green Bay Community
Health Centre

. Dr. Hugh Twomey
Heaith Care Centre

. Harbour Breton
Hospital

. North Haven Manor <
Senior Citizens' Home

. Valiey Vista Senlor
CHizens' Home

REGIONAL CLINICS AT...
« Hormitage

. LB Scle

« Lewisporte

. Moss Ambrose

. St. Alban's

CENTRAL WEST HEALTH CARE INSTITUTIONS
BOARD

Union Street . Grand Falls-Windsor, Newfoundland, A2A 2E1. Tel: 708-292-2500 . Fax: 709-292-224¢

February 27, 1996

Letter of Understanding

Mr. Robert Matthews

Nation! Representative

Canadian Union of Public Employees
P. O. Box 8745, Station A

St. John's, NF

AlB3T2

Dear Mr. Matthews:

Thiswill confirm our understanding that employees attending meetings of the
Regiona Labour Management Committee and who have to travel from outside Grand
Falls-Windsor will be reimbursed for transportation and meal costs.

Sincerel

ave Diamond
Assistant Executive Director - Human Resources

ST
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MEMORANDUM OF AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
(represented herein by the Treasury Board)

AND
THE NEWFOUNDLAND HOSPITAL AND NURSING HOME ASSOCIATION

REPRESENTING THE CENTRAL EAST HEALTH CARE INSTITUTIONS BOARD
(herein after referred to as the Employer)

AND

THE CANADIAN UNION OF PUBLIC EMPLOYEES
(herein after referred to as the Union)

October 13, 1995
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CUPE HOSPITAL SUPPORT STAFF
CENTRAL EAST HEALTH CARE INSTITUTIONS BOARD
OCTOBER13, 1995

This agreement made this /7 day of /bazz_«l,‘/one thousand nine hundred and ninety five in
accordance with clause 35.02 of the CUPE Hospital Support Staff Collective Agreement signed
between the parties on October 19,1990, herein after referred to as the Collective Agreement

1.

Bargaining Unit Structure

It is recognized that the Central East Health Care Institutions Board refers to one (1)
Employer operating six facilities at different sites. The operating facilities with
employees represented by CUPE (HS) are:

® Notre Dame Bay Memoria Hospital - Twillingate herein after referred to asthe
Hospital

L New World Island Clinic - herein after referred to as the Clinic

The reference throughout the Collective Agreement to bargaining units refers to CUPE
HS employees as defined by the Collective Agreement at the Hospital/Clinic operated by
the Employer as one (1) bargaining unit. The seniority lists of CUPE HS employees at
the two (2) facilities will be merged effective date of signing.

Transfer of Service

As of November 1, 1994, the employees of the two above noted facilities were
transferred to the Board. The Board recognizes the service of each of the employees at
Notre Dame Bay Memorial Hospital and the New World Island Clinic of the CUPE
bargaining unit as it was recognized by the previous Employer prior to the new Board
assuming governance.

Job Postings

a) Job postings will be posted as per Article 15 of the CUPE HS Collective
Agreement.

b) Permanent positions in the CUPE bargaining unit will be posted at Notre Dame
Bay Memoria Hospital and the New World Island Clinic.

c) For temporary positions for less than 16 weeks, the Employer will select a
temporary employee from the CUPE bargaining unit at either the Hospital or the
Clinic to fill the position. For temporary positions greater than 16 weeks, the
position will be posted at the Hospital and the Clinic.
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4.

Displacements

An employee whose position is affected by the Employer’s decision to layoff (including
permanent employee reduction in hours of work) shall have the right to accept layoff or
displace within the CUPE bargaining unit at Notre Dame Bay Memoria Hospital/New
World Island Clinic only, in accordance with the Collective Agreement.

Recall

(a) Permanent employees at the Hospital/Clinic shall be recalled as per the Collective
Agreement.

(b)  Temporary employees at the Hospital/Clinic will be recalled as per the Collective
Agreement.

(©) It is recognized that some employees may work temporary at the Hospital/Clinic
in the CUPE bargaining unit, but also work as a temporary employee at other
facilities in the NAPE bargaining unit within the region. These employees will
be recalled in accordance with the employee’ s accumulated seniority at the
respective facility.

When a temporary employee works at either a facility within the NAPE
bargaining unit or the CUPE bargaining unit, the respective Union dues will be
deducted from the employee while he/she is working at the facility.

(d)  Subject to (c) above, if atemporary employee refuses recall to the Hospital/Clinic
due to recal in the NAPE bargaining unit at another facility, it shall be
considered by the Employer to be refusal for just cause.

Utilization of NAPE/CUPE Emplovees Within the Redion

The Employer reserves the right to utilize an employee from the NAPE bargaining unit
to perform work at the Notre Dame Bay Memorial Hospital/New World Island Clinic
when there is no qualified member of the CUPE bargaining unit at the Hospital/Clinic
who is available to do the work required.

Grievance Procedure

All steps are guided by time limits as outlined in the steps in the current Collective
Agreement.
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Board/CUPE HS - October 13, 1995 Page 3
step | Employee submits grievance to Shop Steward
step |1 Shop Steward presents grievance to the employee’'s .immediate

supervisor/facility manager
Step 1 Shop steward submits grievance to the Administrator of the Hospital

step Iv Failing settlement at Step 111, the Shop Steward presents grievance to the
AED - Human Resources of the Employer

step v Either party may refer grievance to arbitration

8. Personal_Files

The official recognized persond file, for the purposes of clause 13.04 of the Collective
Agreement shall be maintained by the “Human Resources Department” at the Regional
office in Gander. An employee has the right, after making an appointment with the
Human Resources Department, and during working hours to inspect his/her persond file.
Upon making an appointment, the Employer will make arrangements to have the file
delivered to the Notre Dame Bay Memorial Hospital for the employee’s inspection. The
remaining provisions of clause 13.04 apply.

9. Labour Management Committee Structure

The Labour Management Committee shall be established and function as per the current
Collective Agreement.
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Sianed on behaf of the Central East Hedlth Care Institutions Board by its proper officersin the

prese ovitess bscribing /
. [ / ,; 2"’: 2% c—%} Q
Witgess ; % —
Signed on behalf of the Newfoundland Hospital and Nursing Home Association by proper

officers on behalf of al hospitals and agencies listed in Schedule C in accordance with the
Congtitution and in the presence of the witness hereto subscribed

~TonsnSot et (a7 o

Witness ) /, 2 )
e /

Signed on behalf of the Canadian Union of Public Employees by its proper officersin the
presence of the witness hereto subscribing

A 1 ;9«:341:,\)9, VA
Witness /9(,{; //f’f\aﬁ:.%i-/j

Signed on behalf of Treasury Board by its proper officers in the presence of the witness hereto

iy RN

[ [
Witness 6\
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SCHEDULE |

NO. OF WEEKS OF PAY IN LIEU OF NOTICE

AGE (YEARS)
Service <35 35-39 40-44 45-49 50-54 >54
< 6 months 2 4 6 8 10 12
> 6 months 4 6 8 10 12 14
<1year
> 1 year 7 9 11 13 15 17
<2 years
>2 years 11 13 15 17 19 21
<4 years
> i e s s 15 17 19 25 23 25
< 8years
> 8 years 23 25 27 29 31 33
<10 years
> 10 years 27 | 29 31 33 35 37
| <12 years |
il > 12 vyeas | 31 | 33 | 35 | 37 39 41
| <14 years | | | |
> 14 yeas | 35 37 | 39 | 41 | 43 45
C 16 years
> 16 years 39 41 43 45 47 49
<18 years
>18 years 43 45 47 49 51 53
<20 years
>20 years 47 49 51 53 55 57
<22 years
>22 years 52
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SCHEDULE J
MEMORANDUM OF UNDERSTANDING

APPLICATION OF MASTER AGREEMENT LANGUAGE

Items contained in the Master Agreement signed on 1994 07 25 which are relevant to NAPE HS
have been reflected in the text of this collective agreement where it is appropriate to do so. The
list below includes Master Agreement items not included in the text of this agreement with the
full text of each item being printed for the convenience of the reader:

#17  Days Off Without Pay

@)

(b

©

(d)

e)

®

The maximum number of days off without pay an employee shall be required to
take shall not be more than 1.5 days in 1994/95 and 1.5 days in 1995/96. It is
recognized and accepted, however, that the commitment to limit the number of
days off without pay does not limit the Employer’s right to lay off staff within the
bounds of current Collective Agreements.

(i) Coallective Agreement provisions on layoff, bumping, notice of- layoff, or
other applicable provisions shall be waived so as to give effect to clause (a)
above.

Time off without pay shall be considered as time worked for the purpose of al
benefits of the Collective Agreement including seniority.

The time off to be mutually agreed between the employee and the Supervisor.
Where time off cannot be mutually agreed, the Employer shall schedule the time
and the employee shall receive at least 14 days notice.

Days off under this provision shall mean regular hours of work. Twelve (12)
hour shifts are counted as one and one-half (11/2) days. Time off shall be pro-
rated for part-time employees.

Effective July 1, 1994, each employee will be required to take 1.5 days for the
balance of 1994/95 and 1.5 days for 1995/96 with lost pay deducted in full from
the pay period in which time off was taken.

There will be no layoff of 1 or 2 day duration to achieve the Province's fiscal
objective in 1994/95 and 1995/96.
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#21 Pension Option

ng to VP

The maximum reduction in Employer contributions to the Pension Plan will be 1.05 % in
1994/95 and 1.05 % in 1995/96, with the exception of employees who are going to retire
on or before March 31, 1996, who will be exempt from the Pension Option.

Service purchase arrangements which were in effect with respect to the 1993/94 Pension
Option will remain in effect for 1994-95 and 1995-96.
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(1)

@)

@)

MEMORANDUM OF UNDERSTANDING

Government agrees to introduce legislation in order to establish a bridging provision
between the Public Service Collective Bargaining Act and the Labour Relations Act.

Subject to (3) below; With respect to the sale, lease, transfer or otherwise disposal of a
business or the operations of a business, or a part of either of them, covered by this
Agreement which may occur during the term of this Agreement, but before the passage of
legidlation referred in (1) above, successor rights will apply on the same basis as if the
sale, lease, transfer or otherwise disposal was subject to the successor rights provisions of
the Labour Relations Act.

Successor rights will not apply in the event that an Employer contracts-out work in
accordance with the provisions of the Collective Agreement.

135



November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews

Re: Escort Duty

It is agreed and understood that those employees who, through established practice and policy,
currently enjoy escort duty benefits greater than those specified in Article 24.08 shall continue to
do so for the term of this Agreement.

Sincerely,

Geoff C. Williams
Director of Labour Relations
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November 27,1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:
Re: Summer Scheduling
It is agreed and understood that those employees who, through established practice and policy,

currently enjoy reduced hours of work under summer scheduling, shall continue to do so for the
term of this Agreement.

Sincerely,
/&% C. U@;‘
Geoff C.éliams ///

Director of Labour Relations

137



November 27,1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:
Re: Parking Facilities

This will conform our understanding that at the present time, the Employer has no intention of
making any changes to the parking situation.

Trusting this is satisfactory.

Sincerely,

L < Ll

1liams
Director of Labour Relations
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November 27,1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:
Re: Shift Differential

2
Shift differential shall apply to al hours worked by an employee between the hours of 1600 hours e 't

on one day and 0800 hours the next day, whether the hours are regularly scheduled or overtime  + 2%
hours.

Sincerely,

Geofr C. Wrrrrams

Director of Labour Relations
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November 27,1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF
Al1B3T2

Dear Mr. Matthews:

Re: Vacation of Short Duration

The Employer agreed to notify institutions, with a copy to CUPE, that employees are permitted
to take vacation of short duration if requested and approved by the Employer. Such request
should be made at least twenty four (24) hours prior to the vacation day requested off. Such
requests will not be unreasonably denied.

Sincerely,

g < L.

Geoff C. Williams
Director of Labour Relations
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November 27,1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:

Re: Day Care Centres

This will confirm our agreement that the parties during the term of the current Agreement may
discuss the possibility and feasibility of establishing day care centres for children of employees of
this bargaining unit. These discussions will take place during regular Labour Management
meetings.

Sincerely,

Geoff C.”Williams

Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:
Re: Scheduling

This will confirm the understanding reached in negotiations regarding clause 17.02, 17.03(a),
17.05, 17.06, 18.10, 19.02, 19.03 and definition of week.

Because of the recognized problem of including a detailed schedule in the Collective Agreement
which will be acceptable to the Employer and the employees in large and small institutions we
have agreed to permit each Employer and the recognized local union with that Employer, to have
discussions on a mutually acceptable schedule.  If a mutually acceptable schedule cannot be
determined, it is also agreed and understood that the existing work scheduling procedure will
remain in effect during the life of this Agreement.

Sincerely,

Geoff C. Williams
Director of Labour Relations
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November 27,1998

Mr. Robert Matthews
CURE Office

Box 8745, Station A
St. John's, NF

Al1B 3T2

Dear Mr. Matthews:

Re: Bargaining Unit

Thiswill confirm the agreement of the parties to continue discussions on the determination of
Hospital Support Staff Bargaining Unit with each Employer covered by this Agreement. If an
agreement cannot be reached within three (3) months of the signing of this Agreement, the matter
will be referred to the Labour Relations Board.

The bargaining units as determined by the above discussions, will be the classifications for which
the Employer will recognize the union as the sole and exclusive bargaining agent as outlined in
clause3.10.

Sincerely,

%% C. 1Al
Geoff C. Williams
Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:

Re: Part-time Employees Working Additional Shifts

Thiswill confirm our understanding that on an annual basis, part-time employees will advise
their Employer in writing of their desire to work additional shifts up to equivalent full-time
hours. These part-time employees shall be placed on the temporary recall list and recalled in
accordance with seniority for those additional shifts. Clause 17.03(e) shall not apply to these
additional hours worked by the part-time employees.

Sincerely,

% /.
Geoff C. Williams

Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:
Re: CUPE Laboratory and X-Ray Salary Scales

In order to clarify some of the confusion that has developed over the salary scale for the
Laboratory and X-Ray covered by the CUPE Agreement, the following is our intention.

Employees will be paid based on the salary scales outlined in the Memorandum of Agreement.
This means that employees will be paid based on a thirty five (35) hour work week. If an
employee regularly works thirty seven and one half (37 1/2) hours per week, he will be paid
thirty seven and one half (37 1/2) times the hourly rate. In order words, the hours for thirty five
(35) to thirty seven and one half (37 1/2) hours will be at a regularly hourly and not overtime
rates.

Trusting this clarifies the situation.

Sincerely,

/‘DZ% . Wl
Geoff C. Williams

Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John's, NF

AlB 3T2

Dear Mr. Matthews:

Re: Pagers

Thiswill confirm our understanding that the current practice, as it applies to employees covered
by this Agreement with respect to pagers will be maintained during the terms of this Agreement
unless otherwise mutually agreed.

Sincerely,

AW/

Geoff C. Williams
Director of Labour Relations
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November 27,1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A
St. John’s, NF

AlB 3T2

Dear Mr. Matthews:
Re: Sick Leave Control Policy

This will confirm our understanding that the Employer and the union shall meet during the term
of the Agreement to discuss, where necessary, at the request of either party, sick leave policies.
Such meetings shall take place as soon asit is reasonably possible and the parties shall make an
earnest effort to resolve any difficulties regarding the sick leave policies, in a mutually acceptable
manner and to decide whether or not joint sick leave committees are necessary. Notwithstanding
the Employer’s rights to implement such sick leave policies that do not violate the collective
agreement, the union may .grieve and arbitrate any differences arising from these meetings.

Before the Employer implements any changes to existing sick Ieave policies or introduces a new
sick leave policy, the Employer will discuss such changes or policies with the union.
Notwithstanding the Employer’s right to implement such changes or new policies that do not
violate the collective agreement, the union may grieve and arbitrate any differences arising from
these meetings.

Before an employee is terminated for excessive use of sick leave, a representative of The
Newfoundland and Labrador Health Care Association, CUPE and the Employer will meet with
the employee to discuss alternatives to the employee being terminated or pensioned.

Sincerely,

(c//b&u»

Geoff C. Willi
Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews:
Re: Job Posting

Thiswill confirm our understanding that those Employers who have not already done so will
prepare and provide to the union a copy of the job posting for each bargaining unit position with
the Employer.

The Employer will discuss and explain to the union its rationale for change(s) to the job posting
at least seven (7) caendar days before implementing the change(s) to the job posting.

If the union disagrees with the Employer’s rationale for such change, then the union may grieve
in accordance with clause 15.02 of the Agreement and arbitrate the dispute in accordance with
clause12.11.

The Employer’s rationale for the change(s) to the job posting shall be given in writing to the
union and if the union disagrees, it shall give its rationale in writing to the Employer.

Sincerely,

Y < ikl

Geoff C. Williams
Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews:
Re: Classfication Review of Trades Personnel

A classification review of the following classifications shall be conducted by Classification and
Pay Division:

Carpenter | and II

Electrician | and I

Painter | and Il

Plumber | and I

Plasterer

Maintenance Repairer | and Il
Power Engineers

Mechanical Equipment Repairman

CUPE shall be given an opportunity to make a presentation to Classification and Pay Division
regarding this classification review.

Classification and Pay Division shal interview a representative sample of Trades Personnel
from different classifications and work areas. CUPE will have an opportunity to recommend
the individuals to be interviewed. Revised position descriptions will be developed for all

positions.
Sincerely,

el <4/l

Geoff C. Williams
Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews

CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews:

Re:  Seniority by Number

It is agreed between the parties that seniority shall be based on a number system.
The seniority number systems that are currently in place shall remain in effect.

In Health Care Boards where there is no seniority number system in place, the parties agree to
negotiate and implement such a system within six (6) months of the ratification of this agreement.

Sincerely,

L) ¢ 1.

Geoff C. Williams
Director of Labour Relations

150



November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews:
Re: Pay Equity
Prior to July 1, 1999, in consultation with Heath Care Boards, Treasury Board and the Union,

the parties agree to consult on the issue of whether the pay equity process has resulted in any
classification anomdies. The parties agree to consider and assess options related to

modifications on the classification system which may be required.

Sincerely,
Geoff C. Williams

Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews

CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews:

Re:  Promotions and Staff Changes

The parties agree to discuss the utilization of temporary employees in an effort to determine
whether any positions may be posted as permanent positions.  These discussions shall take
place at the local level and shall occur within six (6) months of the signing of the Agreement.

Sincerely,

Geoff C“Williams

Director of Labour Relations
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November 27, 1998

Mr. Robert Matthews
CUPE Office

Box 8745, Station A

St. John's, NF A1B 3T2

Dear Mr. Matthews:
Re: St John's Nursing Home Board

The St. John's Nursing Home Board agrees to meet with the Union to discuss the
determination of the support staff bargaining unit(s) and other transition issues.

Sincerely,
Geoff C. ‘Williams

Director of Labour Relations
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