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Catholic Children's Aid Society of Toronto

01.01

Collective Agreement

April 1, 2002 -March 31, 2004

01: Purpose

The general purpose of this Agreement is to establish and maintain collective
bargaining relations between the Society and its employees, and to provide
procedures for the prompt and equitable disposition of grievances, and to
establish and maintain mutually satisfactory working conditions, hours of work
and wages; for all employees who are subject to the provisions of this
Agreement and further, subject to the fulfilling of the objectives of the Society,
to give service to the public in accordance with and representative of the
published "Mission" statement and "We Value" statement of the Society, in
compliance with the provisions of the Child and Family Services Act. It
is recognized by this Agreement to be the duty of the Society and its
employees to co-operate fully, individually and collectively for the
advancementof the said conditions.

CCAS & CUPE Local2790 CollectiveAgreement 2002-2004

13/06/2002
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Catholic Children's Aid Society of Toronto
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CCAS & CUPE Local 2190 Collective Agreement 2002-2004
13/06/2002

Collective Agreement

April 1, 2002 - March 31, 2004

02: _Recognition

The Society recognizesthe Local as the sole and exclusive bargainingagent for:

All persons employed by the Catholic Children's Aid Society of Toronto, save and except:
Supervisors, persons above the rank of Supervisor, administrative support staff, drivers,
maintenance staff, housekeepers, homemakers, and students employed during the school
vacation periods.

The term "Supervisor", shall be deemed to include Team Supervisor, Supervisor, Midland
Receiving Home, Supervisor of Volunteer Services and Co-ordinator.

The "probationaryemployee"shall be deemedto mean any employee who is appointed on a
trial basis and works for a period not to exceed six (6) calendar months and who has no
seniority rights during his/her probationary period.

The term "full-time employee" shall be deemed to mean any employeewho is regularly
employed by the Society on the basis of full-time hours. For the purposes of this clause,
full-time hours shall be deemed to meanfull-time hours as defined by Articles and 31.02(a)
and 32.01(a).

The term "regular part-time employee" shall be deemed to mean any employeewho is
regularly scheduled by the Society and who regularly works less than full-time hours per
week. Healthand Welfare benefits shall be providedin accordancewith Article 37.06 and
37.08.

The term "casual part-time employee"shall be deemed to mean any employeewho is
scheduled by the Society on an as needed basis and who generally works less than full-time
hours. Health and Welfare benefits shall be provided in accordance with Article 37.06 and
37.08.

The "Emergency After Hours Worker" shall be deemed to mean any employeewho is hired
for the purpose of handling emergency situations outside the normal office hours.

The term "Temporary Employee" shall be deemed to mean any employeewho is hired for a
specific term or task and who fills a permanent position temporarily vacated in accordance
with 17.02 or as an interim measure while in the recruitmentfor the positionis in progress
pursuantto 17.03.

The "Contract person*shall be deemed to mean any individualwho provides services to
clients and is retained for the purposes of:
e specific project of non-recurringkind, or

®  aprojectwhere outside funding is received to support an initiative of the Society; and

e whois under a contractwith a specified termination date not to exceed 24 months and

pursuantto Article 36.
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Catholic Children's Aid Society of Toronto

03.01

03.02

03.03

03.04

03.05

Collective Agreement

April 1, 2002 - March 31, 2004

03: Discrimination/Harassment

The Society and the Local agree that there will be no intimidation, discrimination, interference,
restraint, or coercion exercised or practised by either of them or by any of their
representatives or members because of any employee's membership or non-membershipin
the Local or because of his/her activity or lack of activity in the local.

The Society and the Union recognize and uphold the inherent dignity, worth and rights of each
individual. The Society and the Union undertake to pursue equality; freedom from adverse
discrimination and harassment;and, to pursue the removal of all barriers to equal opportunity.
Further, the Society undertakesto ensure a respectful workplace environment pursuantto the
following: the Society and the Local agree that there shall be no harassment/discrimination in
the workplace in accordancewith the Ontario Human Rights Code and the prohibited grounds
identifed in the Code.

The Society and the Local are committed to the objective of equity in the workplace. The
Society and the Local have ajoint role in monitoring the implementationof both the Equity and
Employment Equity policies.

All references to the male gender in this Agreement shall be read as applying to the female
gender where the contextwould apply.

Itis the intention of the Society to maintainits practice of not discriminating against individuals
in relation to their individual and respective religious beliefs and/or creeds. This practice
includes the right of the Society to give preferential consideration to Roman Catholic
individuals.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004

14/06/2002
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Catholic Children's Ald Society of Toronto
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Collective Agreement

April 1, 2002 - March 31, 2004

04: Relationship

The parties hereto mutually agree that any employee of the Society covered by this
Agreement may become a member of the Local if he/she wishes to do so, and may refrain
from becominga member of the Local if he/she so desires.

The Society agrees to deduct Uniondues prescribed by the Localfrom all employeesin the
bargaining unit, and to remitthese to the Secretary Treasurer of the National Union monthly,
accompaniedby a list of those employees in the bargaining unit from whose wage deductions
have been made. The list shall indicate Branchor Service. The remittance shall be provided
to the Local no later than three (3)weeks from the date dues were deducted. The employer
also agrees to forward to the Treasurer of the local this list.

The Local agrees to indemnifyand save the Society harmlessin respect of all suits, actions,
or causes of action, which may arise in respectof the deduction of dues providedherein.

The Society agrees to acquaint new employees with the fact that a Collective Agreement is in
effect at the time of hiring, and to provide each new employee with a copy of the Agreement in
force atthat time. Threequarters(3/4} of the cost of producing copies of the Agreement will
be paid by the Society, one-quarter{1/4) of the cost will be paid by the Local.

a) The Society agrees to notify the Local in writing of all new employees covered by
this Agreement with their name, address, classification and startingsalary, who
commence employment with the Society, and to notify the Local in writing of all
employeeswho leave the bargaining unit within ten (10} working days of the
termination date. The Society agrees to forthwithforward to the union notice of
change of address of each bargaining unit employeewhen received in writing.

b) Part-time employees shall be advised of their current designation (suchas .5 .6 or
.8) in a letterwith a copy to the union.
The Society agrees that the Local may conduct up to four (4) information meetingsfor new
Bargaining Unit members. Such meetings may be held during Society normal office hours in
Society offices with the permissionof the Director of Human Resource Services. New
Bargaining Unit members will be granted up to one and one half (1-1/2) hours of Society time
to attend such meetings. Attendance requires permission of the new Bargaining Unit
member's Team Supervisor/Supervisor, Midland Receiving Home, and may not generate
compensatorytime. Any expensesincurred a such meetingsshall be the responsibility of the
Local.
The Society agrees that the total amount deducted each year for Local dues shall be recorded
on the T4 slip issued annually to each bargaining unit member.

CCAS & CUPE Local 27890 Collective Agreement 2002-2004

13/06/2002
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March31, 2004

05: ManagementRights

501 The Local recognizes and acknowledgesthat the management of the Society's operations and
direction of the employees are fixed exclusively in the Society and, without restrictingthe
generality of the foregoing, the Local acknowledgesthat it is the exclusive function of the Society
to:

a) maintainorder and efficiency

b} hire, promote, demote, classify, transfer, suspend, and retire employees, and to discipline or
discharge any employee provided that a claim by an employee who has acquired seniority
that he/she has been discharged, demoted, or otherwise disciplinedwithout just cause may
be the subject of a grievance and dealt with as hereinafter provided.

¢) make, enforce and alter, from time to time, reasonable rules and regulations to be observed
by the employees, providedthat when new rules are enacted, a copy shall be given to the
Executive Committeeof the Local and an opportunity given to them to make representation.

d) determinethe nature and kind of business conducted by the Society, the kinds and locations
of operations, equipment and materials to be used, the control of materialsand parts, the
methods and techniques of work, the content of jobs, the schedules of work, the number of
employees to be employed, the extension, limitation, curtailment or cessation of operations or
any partthereof.

e) determine and exercise all other functions and prerogativeswhich shall remain solely with the
Society except as specifically limited by the expressed provisions of this Agreement and any
express obligations and requirementsto re-instate, re-employand/or accommodate any
employee pursuantto the Human Rights Code and any other employment-relatedstatutes.

CCAS & CUPE Local 2190 CollectiveAgreement 2002-2004
13/06/2002 Page &



Catholic Children's Aid Society of Toronto
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Collective Agreement

April 1, 2002 -March 31, 2004

08: Local Representation

The Society agrees to recognize the employees as C.U.P.E., Local#2190, hereinafter called the
"Local". All referencesto the Local, its officersand members, unless otherwise specified shall
also refer to the Local, its officers and members.

The Society acknowledgesthe right of the Local to elect or otherwise select an Executive

Committee, a Grievance Committee, and a Negotiating committee.

The Society agreesto recognizethe following representatives of the Local:

i) an Executive Committee composedof the Local President, 1st Vice-president (Chief
Steward), 2nd Vice-president, Healthand Safety Representativeand Educational
Coordinator, Recording Secretary, CorrespondenceSecretary and Treasurer or their
designates whose duties shall be to handle Local business and act as liaison betweenthe
Local and the Society on any matters of concern to the parties, save and except grievances
which may arise at the Locallevel

iy A Grievancecommittee composedof representativesfrom across the Society with the
provision that no more than 1 person in addition to the Grievor, the Chief Steward and the
Local Presidentor histher designate, may be presentat a grievance hearing. For the
purposes of the Staff Operated Receiving Home regular part-time employees shall be
eligible to be members of the Grievance Committee.

i)  a Negotiating Committee composed of the Local Presidentand four (4) other employees
from the bargainingunit and a representative of the Local's choice. The Unionagrees to
ensure that there will be no more than 1 member to 10 full time equivalent staff working for
the same supervisor excludingthe Presidentof the Local.

The Local Presidentshall have at least completedthe probationary period and shall also be a

member of the Negotiatingand Grievance Committees. All Committee Members shall have

completedtheir probationary’ period.

For purposesof this article, the name and position of each of the Committee Members, as

selected, from time to time, shall be givento the Society inwriting and the Society shall not be

required to recognize any such Committee Members untilit has beennotified.

The Society undertakesto instructall members of its supervisory staff to co-operate with the

Committee Members in the carrying out of the terms and requirementsof this agreement.

The Local undertakesto secure from its Committee Members and members their co-operation

with the Society and with all personsrepresenting the Society in a supervisory capacity.

1) The privileges of Committee Members to leave their work without loss of basic pay to attend

to Local business is granted on the following conditions:

a) Such business must be between the Local and the Society.

b) The time shall be devotedto the prompt handling of hecessary Local business.

6) The Committee Members concerned shall obtain the permission of the supervisor, in
consultationwith a designated Human Resource Consultant before leaving their work.
Such permissionshall be in writing and shall not be unreasonablywithheld.

d) The Society reservesthe right to limitsuch time if it deems the time so taken to be
excessive.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004

13/06/2002
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6.09

6.10

e) The Local and the employees will not engage in Local activities duringworking hours.
The foregoing shall not apply to the processingof a grievance. Committee Members shall
be allowed reasonabletime without loss of pay duringworking hours to investigate
grievances, provided approval is obtainedas outlinedin this Agreement. Save as
specifically permittedby this section, the employees will be allowed to hold meetings on
the Soclety's premises, provided such meetings are outside working hoursand
permissionfor such meetings is first obtainedfrom the Executive Director. The Executive
Directorreservesthe right to limit the use of said premises.

f) The Society agrees to provide space on Bulletin Boards in each Branch, Services, or
specific Sub- Office inwhich bargainingunit members are employed for the postingof
official Local union notices. All noticesexceptfor notices of bargainingunit meetings must
be authorized by the signature of the Employer and local Executive Committee member.

g) The Localshall be permitted to use the Societys inter-officecommunications systems,
includingvoice mail and electronic mail for the purposes of transmittingcorrespondence
relatingto Local business between duly elected or appointed officers or Committee
members.

2) Forthe purpose of this Article only time spent attendingto such union business shall be
deemed to be time worked.

The privilegeof relevant Grievance Committee Members to leave their work without loss of basic

pay to attendto Local business will apply to arbitration proceedings.

Incases of discharge or suspension involvinga leave with or without pay, the employee will be

made aware of the reasonsfor such action and the actionwill be confirmed in writing to the

employee. The discussion will be betweenthe employee and histher Supervisor or Manager.

At any such time that the Society confirms its actions discharging or placingan employee on leave
without pay or converts leave with pay to a leave without pay or termination, a member of the
Local Executiveor someone designated from the Grievance Committeewill be invited to attend
such meeting. The Local member or CUPE National Representative may be invited by either
party and will act as an advisor to the employee.

Failure of the Local Executiveor Grievance Committee member or CUPE National Representative
to attend such meeting shall not be the subject matter of a grievance.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004

13/06/2
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 -March 31, 2004

07. Management/Union Meetings

7.01  Duringthe term of this Agreement, both parties agree to meet regularly from time to time to
discuss matters of mutual interest and concern. These meetings may be held as often as
required. There shall be no less than six (6) meetings per year. The Local shall be represented
by the Executive Committee of the Local and the Society by up to and/or including an equal
number of representatives. Either party may request the calling of such meetings. The party
requesting the meeting shall supply the agenda to the other party. The party receiving the request
shall set the place, time, and duration of the meeting and advise the other party. The meetings
shall be scheduled not more than seven (7) working days of receipt of the request.

1. Itis agreedthat the following items will be discussed at regularly scheduled meetings:
Workload
The Society recognizesthe needfor an equitable distribution of work among staff
complement. Issues relatingto workload distribution will be discussed at regularly
scheduled meetings.

2. Itis agreed that the following items will be discussed a minimum of once annually at

regularly scheduled meetings:

a) Employee Assistance Program
To monitor the services provided by the authorized agent.

b) Employment Equity
To monitorthe implementationof both the Equity and Employment Equity
policies.

c) Job Share
To monitor the numbers of and approved job share arrangements per team and
report to the Local annually.

3. Itis agreed that the following itemwill be discussed a minimum of twice annually at
regularly scheduled meetings:
Financial information
e To reviewand report on the Society's total financial status and,
¢ Toobtain inputfor purposesof Financialplanning, and
&  To make recommendations to the Senior LeadershipTeam for decision making.

4. It is agreed that the following will be discussed on an as needed basis:
®  scheduling issues for Child Care Workers

CCAS & CUPE Local 2190 CollectiveAgreement 2002-2004
13/06/2002 Page 8



Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

08: No Strikes/No Lockouts

8.01  Inview of the orderly proceduresestablished by this Agreement for the settling of disputes and
the handling of grievances, the Local agrees that during the life of this Agreement there will be no
strike, slowdown or stoppage of work, either complete or partialor work to rule, and the Society
agrees that there will be no lockout.

8.02 The Local recognizesthe right of the Society to discharge or otherwise discipline employees
taking part in such a strike, providedthat a claim by an employee or employees that such
participationwas notfactual, or that such discharge or discipline was inappropriate, shall be
treated as a grievance under the discharge or discipline clause of this Agreement. The Society
dhoes‘not intend to indiscriminately administer such discipline in the light of facts as they appear at
that time.

8.03 The Local agrees that any involvementof its members in any dispute betweenany other employer
and employees of such employer, would be undertakenin the name of C.U.P.E. and not as
employees of the Catholic Children's Aid Society of Toronto.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
13/06/2002 Page 9



Catholic Children's Aid Society of Toronto

9.01

9.02

Collective Agreement

April 1, 2002 - March31, 2004

09: Grievance Procedure

For purposes of this Agreement, a grievance is defined as a difference arising betweenthe parties
relatingto the interpretation, application, administration or alleged violation of the agreement
includingany question as to whether a matter is arbitrable.

Itis the mutual desire of the parties that all complaints and grievances will be adjusted as quickly
as possible. Itis understoodthat any employee may presentan oral complaint at any time in the
grievance procedure below. Exceptwhere otherwise provided, it is understoodthat any employee
shall first discuss any alleged complaintor grievance with his/fher immediateteam supervisor
beforefiling a grievance at Step#1, unless he/she can provide a reason acceptableto the
Employer why such a meeting did not take place. If uponcompletion of said discussion, the
matter is not resolved, it may be grieved and disposed of in the following manner.

For purposes of Article 8, "histher Team Supervisor, Supervisor, Midland Receiving Home,
Branch @ Service manager"shall mean the Co-ordinator, Team Supervisor, Branchor Service
Managerwhere the issue giving rise to the grievance arose.

STEP#1

The employee may submit a written grievance to his’her Team Supervisor/Supervisor, Midland
Receiving Home either in person or via e-mail with request for receipt, or registered letter, or fax
with a copy to the grievance representativeand Human Resource Services.  Such grievance
must be submitted within fourteen (14) working days of the time the employee knew or should
have known of the occurrence of the event or events which gave rise to the grievance, and must
be signed by the employee claiming to be aggrieved, at which time, the matter will be discussed.
The employee may be accompanied by a Grievance Committee member. The Team
Supervisor/Supervisor, Midland Receiving Home shall submit his/her answer in writing within two
(2) working days of the filing of the grievance at Step#1. Itis agreed and understoodthat the
purpose of the copy forwarded to the Grievance Committee Chair and to Human Resource
Services is for their records and omission will not hinder grievance process.

STEP#2

Failing settlement of the grievance at Step#1 or failure of the Team Supervisor/Supervisor,
Midland Receiving Home to submit his/ner replywithin the prescribed period of time, the
employee shall presenthis’/her grievance inwriting to the Branchor Service Manager of the
Society either in person or via e-mail with requestfor receipt, or registered letter, or fax with a
copy to the grievance representative and Human Resource Services. Within six (6) working days
from the time the reply is received or should have beenreceived in Step#1. The Branchaor
Service Manager shallconvene a meeting of the parties to consider the grievance within three (3)
working days of the filing of the grievance at Step#2. The grievor may be represented by the
Grievance Committee and the grievor shall be present. The Branchor Service Manager shall
have three (3)working days from the date of such meetingto render a decision. it is agreed and
understoodthat the purpose of the copy forwarded to the Grievance Committee Chair and to
Human Resource Services is for their records and omission will not hinder grievance process.

CCAS & CUPE Local2190 CollectiveAgreement 2002-2004

13/06/2002
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9.03

9.04

9.05

STEP#3

Failing settlement of the grievance at Step#2 or failure of the Branch or Service Managerto

submit his/her reply within the prescribed period, the employee shall presenthis/her grievance in

writing to the Director of Human Resource Services of the Society within ten (10) working days
from when the reply is received or should have been received at Step#2. The Director of Human

Resource Services shall convene a meeting of the parties to consider the grievance within five (5)

workingdays of the filing of the grievance at Step #3.

The grievor may be represented by the Grievance Committeeand the grievor shall be present.

Either party may have outside representation up to two persons provided notice of such

representationis given in advance to the other party. The Director of Human Resource Services

shall have seven (7) working days from the date of such meetingto render a decision.

All time limits, terms and conditions of the grievance procedureas outlined in Article 8.02 above,

including contents of the preamble, Step#1, Step#2, and Step #3, shall apply to part-time

employees, except as expressly modified in this article as follows:

a) InStep#1, when the grievor is a part-time employee, he/she shall have fourteen (14) working
days within which to submita grievance.

b} InStep#2, when the grievor is a part-time employee, he/she shall have six (6) working days
within which to presentthe grievance.

¢) in Step#3, when the grievor is a part-time employee, he/she shall have ten {10) working days
within which to presentthe grievance.

d) When the grievor is a part-time employee, the Society shall make a reasonable attempt to
convene meetings of the parties as specified in Step #2 and Step #3 of the Grievance
procedure in Article 9.02 above at a time when the grievor is scheduledto be at work. The
Society is stlll requiredto convene said meetingswithin the time limits specified in Article 9.02
above.

e) When the grievor is a part-timeemployee, answers and decisions rendered by the Society at
Step#1, Step#2, and Step#3 of the Grievance procedureas outlined in Article 9.02 shall be
rendered by Registered Mailto the grievor's home address within the time limits specified in
Article 9.02 above.

Furtherto Article 9.02, where two (2) or more employees have an identical grievance with respect
to an identical issue raising no other issues, a group grievance may be initiated at Step 3. Sucha
grievance shall then be processedwithin the framework of the grievance procedure.

It is agreed that the grievor shall suffer no loss of pay while attending meetings at any step of the
Grievance procedure except in cases of discharge, lay-off, or suspension.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
13/06/2002 Page 71



Catholic Children's Aid Society of Toronto

10.01
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10.03

10.04

CCAS &
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00.

Collective Agreement

April 1, 2002 - March 31, 2004

10: Policy Grievances

It is understood that the Society may bring forward at any meeting held with the Local Executive
Committee any complaintwith respectto the conduct of Committee Members, and if such
complaint by the Society is not settled to the mutual satisfaction of the conferring parties it may
be treated as a grievance and referredto arbitrationin the same way as grievance of an
employee.

Similarly, the Local shall have the right to process policy grievances. A Policy grievance is
defined as an allegation of a general misinterpretationor a violation by the Society of this
Agreement and will be initiated, in writing, at Step 3 of the grievance procedure, providedthat it
is presentedwithin fourteen (14)working days of the time the Union knew or should have
known of the occurrence of the event or events which gave rise to the grievance.

The parties may, by mutual agreement, consolidate individual grievances affecting a particular
issue provided the grievances are on the same issue.

Al policy grievances shall be initiatedin writing at the Step#3 level of the grievance procedure
as outlined in Article 9.02.

CUPE Local 2790 Collective Agreement 2002-2004
2 Page 12



Catholic Children's Aid Society of Toronto
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Collective Agreement

April 1, 2002 - March 31, 2004

11: Arbitration

Both parties to this Agreement agree that any dispute or grievance which has been properly
carried through all the steps of the Grievance Procedureoutlined in Article 9, and which has not
been settled, will, at the written request of either of the parties, be referredto a board of
arbitration. Such reference shall be made within fifteen (15) working days of the receiptof the
final reply in Step #3 of the Grievance Procedure.

The board of arbitration will be composed of one (1) person appointed by the Society, one (1)
person appointed by the Union, and one (1) person to act as chairperson chosen by the other two
(2) members of the board.

Withinten (10) working days of the request of either party for a board, the other party shall netify
the party requesting Arbitration, inwriting, of the name of its Nominee. Shouldthe other party fail
to so notify within the time limits prescribed, the party giving notice of intent to process the
grievance to Arbitration may apply to the Minister of Labour within ten (10) working days
requesting appointments of a nominee.

Should the person chosen by the Society to act on the board and the person chosen by the Local
to act on the boardfail to agree to a third personwithin ten (10) working days of the notification
mentionedin 10.03 above, within five (5) working days thereof, the Minister of Labour of the
Province of Ontario may be askedto nominate a personto act as chairperson. Such request shall
be made by the party wishing to further process the grievance.

For purposes of this Agreement, the decision of a majority is the decision of the arbitrationboard,
but if there is no majority, the decision of the chairperson governs.

The board of arbitration shall not have any power to alter or change any of the provisions of this
Agreement, or to substitute any new provisions or any existing provisions, or give decisions
inconsistent with the terms and provisions of this Agreement. The board of arbitrationshall hear
and determine the differences or allegation and shall issue a decision and the decision shall be
final and binding uponthe parties hereto and upon any employee affected by it.

Each of the parties to this Agreement will pay the expenses of the nominee appointed by it, and
the parties will jointly pay the expenses, if any, of the chairperson.

Except by mutual agreement, no personwho has been involved in any attemptto negotiate or
settle the grievance shall be a member of that board d arbitration.

CCAS & CUPE Local2190 Collective Agreement 2002-2004
14/06/2002 Page 13



Catholic Children's Aid Society of Toronto

12.01

Collective Agreement

April 1, 2002 -March 31, 2004

12: Discharge or Suspension Cases

A claim by an employeewho has completed the probationary period that he/she has been
discharged or suspendedwithoutjust cause shall be treated as a grievance ifa written
statement of such grievance is lodgedwith the Branchor Service Manager at Step #2 of the
Grievance Procedureas outlinedin Article 8.02 within ten (10) working days after the employee
ceases working for the Society and for the purposes of this Article, Step#1 as outlined in Article
9.02 shall be waived. Such special grievances may be settled by mutual agreementat any time
including after the release of the arbitration award by:

a) confirming the Society's action in discharging or suspendingthe employee; or

b) reinstating the employee with full compensationfor time lost; or

¢} any other arrangementwhich is just and equitable in the opinion of the conferring parties.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

13: Time Limits

13.01 Notwithstanding Section 48, Subsection(18), Chapter 7, 8.0.,1995 as amended of the Ontario
Labour Act, for purposes of Articles 8,10, 11 and 12, and all grievances processed thereunder,
all time limits shall be deemed to be mandatory. If at any step in the Grievance or Arbitration
Procedure the grievance has not been processed by the grievor or his/her agent in accordance
with the time limits prescribed, the grievance shall be deemed to have been settled and/or
withdrawn. If at any step of the Grievance Procedure the grievance has not been processed by
the Society within the prescribedtime iimits, the grievance may be advancedto the next step by
the grievor within the time limits as prescribed. Subject to these mandatory stipulations, time
limits may be extended by mutual agreement of the parties in writing.

13.02 For the purposes of Articles 9,10, 11 and 12, ail time limits therein shall be deemed to be
exclusive of Saturdays, Sundays and Paid Holidays.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
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Catholic Children's Aid Society of Toronto

14.01

14.02

14.03

14.04(1)

Collective Agreement

April 1, 2002 - March31, 2004

14:_Seniority

Seniority as referredto in this Agreement, shall mean length of continuous service in the employ
of the Society and shall be on a Bargaining Unit wide basis. For purposes of this Agreement,
service shall be deemed to accrue in the following circumstancesonly:

while actually at work for the Society

while on vacation

while on a paid holiday

while on a paid leave of absence

while on paid sick leave, Workplace Safety and Insuranceteave, not exceeding twenty-four
(24) months.

6. while on pregnancy parental leave.

An employee will be considered on probationfor a period of six (6) calendar months. Duringthe
probation period, the Society shall provide regularly scheduled supervision, and, a written
performance review after three (3) calendar months.

o s

The supervisor and the probationary employee shall meet and discuss the contents of the
performance review and a copy shall be providedto the probationaryemployee and the
probationary employee shall acknowledgereceipt of the copy. The content of the review and/or
the failure to provide the review and/or the scheduled supervision shall not be the subject matter
of a grievance and shall not be the basis of a claim that the Society did not have proper grounds
to release or terminate a probationary employee. It is further understoodand agreed that the
Society shall not be precludedfrom releasing or terminating a probationary employee at any
time during the probationary period including prior to the (3)three monthreview it being agreed
and understood that no probationaryemployeewill be released in a discriminatory manner.

If no written notice is received from the Society by the date of the expiration of the probation
period, it shall be assumed that the employee has completedhis/her probation period and
acquired seniority. An employee will have no seniority rights during his/her probationary period.
After completion of his/her probationary period, histher seniority shall date back to the day on
which hisfher employment began. The dismissal, lay-off of a probationary employee shall not
be the subject of a grievance.

Seniority lists will be revised each six (6) calendar months (January 1stand July 1st), a copy of
the list will be e-mailed to each employee, posted in each Branch, Service and Residence and a
copy givento the Local. Itisalso agreed and understoodthat each list shall remain postedfor a
period of twelve (12) months. If an employee does not challenge the position of hisfher name
on the seniority listwithin the first ten (10) working days from the date his/her name first appears
on a seniority list, provided he/she is at work when the list is posted, then he/she shall be
deemed to have proper seniority standing. Inthe event the employee is not at work when the
listis posted, he/she must object to his/her seniority standing within six (6) working days from
the date he/she returns to work.

Seniority shallaccumulate in the following circumstances only:

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
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14.04¢i)

14.04(iti)

14,04(iv)

14.04 (v)

14.05

14.086

14.07

a) Wwhen absent from work due to lay-off, sickness, Workplace Safety and Insurance Leave or
accident in which case seniority will continue to accumulatefor a period of time equal to
twenty-four (24) months

b)  when off the payroll due to personal leave of absence, then seniority will continue to
accumulatefor the first four (4 months of such leave)

¢) when absent on vacation or on paid holidays

d}  when actually performingwork of the bargaining unit for the Society

e) while on compensatorytime

f)  while on paid leave, parental leave or pregnancy leave

@) while on educational leave up to twenty-four (24) months.

Seniority for regular part-time and casual part-time employees as defined in Article 2.08, shall

accumulate on a pro-rated basis in relationto service accumulation.

Seniority for Emergency After Hours Workers as defined in Article 2.07 shall accumulate on an

equivalentto full time basis. It is recognized that "equivalentto full time basis" is for seniority

purposes only.

Seniority shall be reinstated to an employeewho once had bargaining unit status and who has

had continuous employment with the Society under the following circumstances:

a)  Such employee may apply for a bargaining unit position through the job posting procedure
identified in Article 17 of the Collective Agreement, it being agreed and understood that
such employees will be treated as being external to the bargaining unit.

by  Foranemployee who moved to a permanent position out of the bargaining unit for
less than 24 months, hefshe will be returned to the bargaining unit with the full
seniority that had beenaccrued priorto leaving the bargaining unit.

¢) Foran employeewho movedto a permanent position out of the bargaining unitfor more
than 24 months, he/she will be returned to the bargaining unit with a maximum of 24
months seniority to be reinstated.

dy An employeewill not be transferred to positions outside of the bargaining unit without
his/her consent.

e) itisunderstoodthat an employee who movesto a position outside of the bargaining unit,
but within the Society on a temporary basis shall retain, but not accumulate seniority while
employedin such a position.

An employeewho has returned to work from a paid sick leave, an accident or Workplace

Safety and Insurance Leave shall be credited with seniority for the period of his/her

absencefrom the workplace.

NotwithstandingArticles 14.01 and 14.04 seniority shall terminate and an employee shall cease

to be employed by the Society when he/she:

a) voluntarily quits histher employment with the Society and does not rescind the resignation
by 4:30 p.m. of the first business day of the Central Office, following the day of resignation.

b) s discharged and is not reinstated through the Grievance procedure or Arbitration

¢} isoff the payroll due to layoff for a continuous period of twenty-four (24) months

d) fails to returnto work upon the termination of an authorizedieave of absence within three
(3) days of the date on which the Society had scheduledthe employee to be back at work,
unless a reason acceptableto the Society is given

e) accepts gainful employment while on a leave of absencewithout first obtaining the consent
of the Society to be confirmed inwriting. Consentis notto be unreasonablywithheld

fy  isabsentwithout leave for four (4) consecutive days on which he/she B scheduled to work,
during which time, he/she has not contacted the Society directly when he/she has had an
opportunity to do so. Proof of the matter is the responsibility of the employee

g) failsto reportfor work within five (5) working days after receipt of registered letter from the
Society following a lay-off, unless absent for a reason satisfactory to the Society.

It shall be the duty of each employee to notify the Society promptly of any change in address

and telephone number. If an employee fails to do this, the Society will not be responsible for

failure of a noticeto reach such employee. All notices shall be confirmed in writing by

Registered Mail.

The Society agreesto provide written evaluations of employees after completingtheir probation

period and upon their anniversary date of employment every year thereafter, which shall be
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14.08

14.09(a)

14.09(b)

14.09(c)

14.10

14.11

14.12

CCAS & CUPE Local 2790 Collective Agreement 2002-2004
13/06/2002

used solely for the purposes of developmentof the employees concerned. Each employee shall
receive a copy of his/her annual evaluation. Failureto receive such a copy shall be grievable.
The content of such evaluations shall not be grievable. Such evaluations shall not be used in
any grievance proceedingsor for the purposes of discharge by the Society or the employee.
An Employee may have access to his/fher EmployeeFile. Viewing of the Employee File must be
made by appointment with Human Resource Services. Employment Reference Checks shall be
temporarily removedfrom the Employee File by Human Resource Services prior to an
employee viewing hisfher file. No material may be removedfrom the files by the Employee.The
files may not be removed from the Human Resource Services Department.
A personwho is hired as a temporary employee and is subsequently hired to that position as a
permanent employee shall be credited for the period of his/her temporary employment up to a
maximum of three (3) months service towards his/her probationary period as a permanent
employee provided that:
1. thereis nointerruption in active service in moving from the temporary positionto the
permanent position
2. the employee reports to the same supervisor and performs the same functions as a
permanentemployee that he/she performedas a temporary employee
3. uponcompletion of said probationary period, such employee shall be credited with
seniority from last date of hire.
A personwho is hired as a temporary employee or a contract person and is subsequently hired
to a position other than that which he/she occupied during the period of the temporary
employmentshall be credited for the period of his/her temporary employment provided that:
1. there is nointerruption in active service in movingfrom the temporary or contract position
to the permanentposition;
2. the employee successfully completesa 6 month probationary period.
When the Society decides to fill a positionwith a temporary employee, the Society shall notify
the union in writing of the expected length of the temporary employment. The foregoing shall
apply to expected employmentof 8 months or more.
Where a person hired as a temporary employeeis employed for a continuous period exceeding
twelve (12) months, he/she shall be credited with seniority accrued retroactive to the date of
commencement of employmentfor the purposes of Article 17.03 only.
NotwithstandingArticle 15, where the term or task of a temporary employee is completedthe
employeewho was absent elects to returnto his/her position, the person hired on a temporary
basis shall be terminated.
When employmentis terminated by the employee, he/she shall give at leastone (1) month’s
notice inwriting. Where it is necessaryfor an employee to terminate employmentdue to iliness,
accident, or death in the family, then he/she shall give notice as soon as possible to the Society
and the ordinary time limits for notice of termination shall be waived.
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15.02
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15.06

16.07

Collective Agreement

April 1, 2002 - March 31, 2004

15: Lay Off & Recall

Lay-offs and recalls shall be in order of seniority provided that the senior employee retained or
recalled has the necessary skills and has the presentabilityto performthe work efficiently and
competently. For purposesof this article only, seniority shall be based on functional groups listed
hereinafter:
e Child& Family Service - Child Protection Worker: Children-in-Care; Child & Youth
Services; Foster Care Services & Adoption Services
e Child& Family Service - Child Protection Worker: Investigation & Assessment: Ongoing,
Children-in-Care,Child Protection Worker: Senior Child Protection Worker
Chiid & Youth - Parent Support Worker
Child & Youth - Child Care Worker 1; Child &Youth - Child Care Worker 2

Health Care Support- Nurse; Health Care Support- Health Specialist

Emergency After Hours - Emergency After Hours Worker; Emergency After Hours Rapid

Response Worker

e Soclal Service Support- Social Service Assistant 1 & Social Service Assistant 2

Subjectto Article 15.01 when lay-offis necessary within a functional group the affected employee

shall have the rightto displace the employee with the least seniority within his/her functional

group.

"NotwithstandingArticle 15.02, the affected worker may be transferred to fill a vacant positionin

order to avoid displacement".

New employees shall not be hired until those laid off have been given an opportunity of recall.

a) The Society will notify employees of a pending layoff at the earliest possible date but not less
than twelve (12) weeks prior to the date of layoff. The Society agrees that it will discuss with
employees prior to the implementationof a layoff and that it will use every reasonable effort to
assist employees affected by a layoff to find alternative employment.

b) When an employee with five (5) or more years of service is to belaid off the employee shall
be allowed to use up to ten (10) working days to attend to personal matters and to engage in
ajob search. Such days shall be taken within the first two (2) months after the notice has
been received, unless otherwise mutually agreed.

Subject to the terms of the particular benefit plans employees on layoff shall have the right to

continue coveragefor said benefits through direct payment of premiums. The Society shall not be

responsible for failure of payment of premiums by the employee nor any cancellation,
disqualification or reinstatementof benefits as a result thereof. Loss of benefits for failure to remit
premiums shall not be the subject matter of a grievance or arbitration.

Where the Society intendsto effect a layoff in accordancewith this Article the Society agrees to

meetwith the Unionand the affected employees in order to discuss the affected employee's rights

pursuantto Article 15.02 or any possible transfer pursuantto Article 15.03.

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
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Catholic Children's Aid Society of Toronto

16.01

16.02

Collective Agreement

April 1, 2002 - March 31, 2004

16: Job Security

The Society shall not assign duties normally performed by employees who are members of the
bargaining unit to employees of the Society who are hot members of the bargaining unit, where
such assignmentswould cause or result in the layoff or termination of a bargaining unit
employee.

Where an employee is placed on a secondment outside of the bargaining unit the application of
the collective agreementshall be limitedto Articles 28 and 37 unless said articles conflict with
the terms of the secondment agreement or unlessthe secondment disqualifies the employee
from receivingsaid benefits.

Subject to the terms of the secondment agreement, the employee shall have the right to his/her
own position within the bargaining unit, providedthe employee returnswithin one year and
provided such position still exists. Inthe event the employee's position no longer exists at the
time the employee returns to the bargaining unit, than the employee shall be returned to the
bargaining unit pursuant to Article 15.01 of the collective agreement.

Seniority will be accrued uponreturnto the bargaining unit as stated in Article 14.04(iv).
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Catholic Children's Aid Society of Toronto

17.01

17.02

17.03

Collective Agreement

April 1, 2002 - March 31, 2004

17: Newly Created Jobs, Vacancies, Promotions and Transfers

All cases of newly created jobs, vacancy, promotion, and transfer, shall be based on the

following factors:

a) skill, competenceand efficiency

b)  seniority.

Where, in the judgement of the Society, the qualifications in factor (a) are relatively equal,

seniority shall govern. Such judgement shall be made in a fair, impartial, and consistent

manner. It is understood and agreed that the Board of Arbitration when reviewing grievances
under this article shall not substitute its judgement for the judgement of the Society as to the
relative equality of the qualifications.

a) Ajob shall not be considered vacant when an employee is not at work because of sickness
or accident, leave of absence or vacation.

b) Absences due to compensable injuries, where employees are provided a right to return
pursuant to the provisions of Section 84b of the Workplace Safety & Insurance Act shall not
be considered vacant. In such cases the Society will have the right to fill the temporary
vacancy by way of temporary assignments. postings.

a) The Society agreesto post all vacancies which become open in the Bargaining Unit and all
newly created jobs which fall within the scope of the Bargaining Unit.

b) It shall be the sole discretion of the Society to determine if and when a vacancy occurs or
when a newjob is created. The vacancy shall deem to occur and the new job shall deem to
be created on the date the opening is posted. The Society shall be required to post a
vacancy or a newly createdjob for not more than seven (7) working days.

c) Priorto, or not later than, the date on which a job vacancy or newly created job is posted,
the Society shall e-malla copy of the job posting to each part-time employee at the e-mail
address provided to the Society by the Employee. ItIs upto the employeeto keep the
Society Informed regarding the current e-mail address to which job postings may be
sent. The job posting shall include: the name of the position, a general description of the
work and qualifications required. It shall be the exclusive function of the Society to
determine the qualifications for said vacancy or said newly created job. An employee who
wishes to apply for any posted vacancy or newly created job shall do so in writing to the
Human Resource Services Department.

d) The Society may advertise for outside persons to fill a particular vacancy at any time,
however, no such applicant shall be considered for the vacancy until consideration of
employee applicants for the job posting have been completed and all such applicants have
been declared unsuitable.

e) Unsuccessfulapplicants shall be advised of the disposition of their applications prior to the
announcement of the successful applicant.

f) Any employee who applies for a vacancy and is declared the successful applicant shall not
be transferred to that new position until he/she has been in his/her present position for six
(6) months unless the new position is a promotion or unless he/she assumed his/her
present position as a resultof a transfer or a previous lay-offand recall.

CCAS & CUPE Local2190 Collective Agreement 2002-2004
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g) Any temporary employee or contract person shall be eligible to apply for any position within
two (2) months of the termination date of histher assignment. Supervisory approval which
shall be based on service needs is required when there are more than two (2) months
remaining on the temporary assignment.

h) Any employee on a leave of absence under Article 20 shall maintain the right to apply for
vacancies in accordancewith Article 17 of this agreement.

17.04 Q) The successful candidate to a promotionaljob posting either from within the bargaining unit
or outside the bargaining unit shall be placed on a trial period of six months. Conditional on
satisfactory service, the employee shall be confirmed in the new position after the
completion of six months.

b) In the event that the candidate who was promoted within the bargaining unit does not
remain in the promotional position beyond the trial period at the request of his/her
supervisor or the candidate, he/she may be returned to a comparable position and former
wage or salary rate without loss of seniority.

¢) Inthe event that the candidate who was promoted outside of the bargaining unit does not
remain in the promotional position beyond the trial period at the request of his/her
supervisor or the candidate, he/she may be returned to a comparable position and former
wage or salary rate without loss of seniority. This transfer back to the bargaining unit would
not be the subject matter of a grievance.

CCAS & CUPE Local 2190 CollectiveAgreement 2002-2004
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March31, 2004

18: Staffing Qualifications

18.01 Itis understood and agreed that where a specific academic degree has been recognized as an
adequate standard in relation to a specific position or position level, that such academic degree
or qualification will continue to maintainsaid qualifying status notwithstandingthe future
introduction of higher qualification standards with respect to the (said) position or position levels.
Itis further understood and agreed that the said recognition of any specific academic degrees or
qualifications shall be limited to those academic degrees or qualifications that have been
recognized as of, but not beyond, the date on which qualifications have been established. Itis
further understood and agreed that the said recognitionthat is in effect as of this date, is limited
to the academic degrees and qualifications and not to any individual who presently maintains
such an academic degree or qualification.
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Catholic Children's Aid Society of Toronto

19.01

Collective Agreement

April 1, 2002 - March 31, 2004

18: Job Classification

If a new occupational classificationis established by the Society, it shall determine the rate of
pay for such new occupational classification and promptly notify the Union of the same. Ifthe
Unionchallenges the rate, it shall have the rightto request a meetingwith the Society to
endeavour to negotiate a mutually satisfactory rate. Such requestwill be made within
twenty-one (21) days after receipt of notice from the Society of such new occupational
classification and rate, and the meetingwill be held within ten {10) days of receipt by the Society
of the Union'srequest. Ifthe parties are unable to agreeto the rate of pay for the new
occupational classification, the Unionmay file a policy grievance with respectto the dispute.

The Arbitration Boardwill determinethe new rate solely by referenceto the job content of the
jobs as defined in Article 15.01. The ratefor the newjob must conformto the existingwage level
and range structure. Inorder to maintainthe integrity and internal equity of the wage
classification system, the Board of Arbitration will be limited to an analysis of the system.
Externalwage andjob classification data will not be received or considered by the Board.
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Collective Agreement

April 1, 2002 - March 31, 2004

20:_Leaves of Absence

The Society may grant a leave of absence if an employee requests it inwriting, and it is
approved by the Branch or Service manager in consultationwith the Director of Human
Resource Services. Such Leave will not be unreasonablywithheld provided that it is for
good and legitimate reasons and does not unreasonably interfere with the efficient operation
of the Society.
Inthe event such leave of absence is granted, the Society shall determine whether the
leave shall be granted with or without pay. If the leave of absence is granted, said leave
may be charged to accumulatedcredits or deducted from the employee's pay.
The Society may grant a leave of absence without pay of up to twelve months if an
employee who has completed five years of continuous service requests it in writing from
the Branch Manager/Service Director. Such leave may be granted once everyfive years.
The Society may, at its discretion, extend such a leave up to 24 months, however such
leave shall not be unreasonablydenied.
The employee shall give the Society two (2) months' notice in writing from the day upon
which hefshe intendsto commence the unpaid leave of absence and one (1) month's
notice of his/her intentionto returnto work.
When the employee reports for work upon expiration of the leave of absence, the Society
agrees to reinstate the employee to the same position and location he/she had prior to the
leave of absence in the observance of seniority if the former position exists or to
alternative work of a comparable nature if the former position no longer exists.
Leave of absence without pay may be granted to attend Union business which shall
include conventions or conferences, provided, however, that such leaves will not total
more than thirty (30) working days per year, and no more than six (6) persons shall be
granted leave at any one time, provided any one (1) person s off no longer than any one
(1) week at any one (1) time, and provided it does not interfere with the efficient operation
of the Society. Such leave is not to be unreasonablywithheld. Such notice is to be given
to the Director of Human Resource Services at the first opportunity.
Upon application by the Union inwriting, during the term of this Agreement, the Society
will grantfull- time leave of absence without pay or benefits, to the employee elected or
appointed as Presidentof C.U.P.E. Local 2190. Such leave if requested, shall commence
no later than four (4) weeks from the date the writtenrequestwas received and shall be
for a period of no less than a year. Seniority shall accumulate during such leave of
absence.
Where the Union Presidentis noton afull-time leave as defined by Article 20.03(b), leave
of absence may be granted for the President Or a designate to attend to Union business
for a period of up to twenty (20) days commencing ninety (90) days prior to the expiry of
the Collective Agreementup to the date of ratificationof the subsequent Collective
Agreement, provided it does not interfere with the efficient operation of the Society. Such
leave is notto be unreasonablywithheld. Notice is to be given to the Director of Human
Resource Services at the first opportunity.
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=

An employee who is elected or selected for a full-time position with the Union outside of
the bargaining unit, or with anybody with which the Unionis affiliated, shall be granted a
leave of absence without accumulation of but without loss of accumulated seniority for a
maximum period of up to one (1) year and a minimum period of 8 months. Such leave
shall be granted without pay or benefits and subjectto service needs, provided notice of
at least three (3) months is given. Scheduling such leave shall be based on a maximum of
one (1) employee on said leave at any one (Kine. This clause shall not apply to the
Union Presidentwhile on leave pursuantto 20.03(b). The Society may at its discretion
extend said leavefor a period up to twenty-four (24) months.

e) Leavesunder Article 20.03 (b), (¢} and (d) cannot be taken simultaneously. All costs
incurred (direct and indirect - pay, benefits, vacation, sick leave) shall be paid by the
employer provided the Local reimbursesthe Society through holdback of authorized union
dues deductions.

20.04 Permanentfull-time employees who have completed probation, shall be granted up to five (5)
days with pay per calendaryear for matters associatedwith “family" members.

Regular part-time employeeswho have completed probation, shall be granted up to three
scheduled working days or three (3) scheduled shifts with pay per calendar year for matters
associated with "family" members.

For purposes of this leave, "family" members shall mean close family membersi.e. child,
parent, spouse, significant other. The leave is limited to the following circumstances:

a) Unpredictablefamily healthemergencieswhere alternative arrangementscannot
reasonably be made.

b) Unpredictable “family care arrangement"emergencieswhere alternative
arrangements cannot reasonably be made.

c) Scheduled appointmentsfor family health matters where the appointment could

not be reasonably made outside of normal hours of work.

The employee shall notify the Supervisor or designate no later than an hour after their normal
scheduledtime of arrival if he/she is going to be absent for all or part of that day due to an
unpredictable emergency covered under a) and b} above.

Ifthe employee has made a scheduled appointment covered under ¢) above, the employee
shall request approval from the Supervisoras soon as possibleto ensure that coverage can
be arranged and service needs met. [f service needs are impacted, the employee may be
requested to reschedule the appointment.

It is expected that the employee will only take the time required to meet the scheduled
appointment. The said days are hon-cumulative and there is no cash payout in lieu thereof.

20.05 A voluntary leave plan shall be made available to all bargaining unit employees. The
Voluntary Unpaid Leaves will be administered as follows:

e An employee may requestinwriting to the Supervisor voluntary leave of absence
days without pay.

® The leaves may be taken at a time mutually agreed betweenthe employee and the
Supervisor.

® The Societywill spread the pay reduction evenly throughoutthe year or the
remainder of the calendar year, Payroll deductionswill commence at a time agreed
to by the employee and the payrolldepartment.

® Days requestedare irrevocable and if not taken prior to December 31, they will not
be carried forward to the next year.

® Duringleaves of 15 consecutive days or less, all benefits will remain in place.

®  Duringleaves of 16 consecutive days or more, pension adjustment will occur as per
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the OMERS regulations; the Employers portion of benefit premiums (health, dental,
lifeinsurance and LTD) will be the responsibility of the employee.
®  Seniority and service shall continueto accrue.

The Society may grant a leave of absence without pay for a maximum of twelve (12)
months and a minimum of 6 months under the employeefunded leave programif an
employee is a regularfull time employee and has completed two (2) years of continuous
service.

The term of the leave requested will determine the ratio of salary deducted and received
during leave period in accordancewith the Income Tax RegulationLXVH. Such requests
for leaves will not be unreasonablywithheld and may be granted no more than once every
five (5)years.

Under the Employee Funded Leave program, the following formula will be usedin a
variety of possible combinations, two of which are listed:

® an employee shallwork for four consecutive years at 80% salary and undertake a
leave of absence for the fifth year also at 80% of normal salary plus interest; or

®  an employee shallwork for 24 consecutive months at 80% salary and undertake a
leave of absence for the followingé months also at 80% of normal salary plus
interest.

The Society will determine the number of employees permittedto take leave under this
plan at any given period of time. The Society will reserve the right to defer a leave of
absencefor a period of up to one year, inthe event that a suitable and qualified
replacementis not available

The employee shall give the Society four (4) weeks notice in writing of their intentionto
withdraw from the Employee Funded Leave program either during the work or leave
period.

The employeewill have the option of deciding as to the method of receiving payment
during the leave period. This will consist of either one or two lump sum payments, or

based on the regular bi-weekly payment schedule. The payment of salary will include
interest accrued during the period of salary deferral.

The employee may choose to maintain health and dental benefits while on leave and will
pay the employees portion of the benefit premium. The Society will continue to pay 100%
of the Employers portion of health and dental benefits.

Pension contributions will be based on 100% of salary for the period at work only.
Employees have the option of purchasing credit for the period they were not at work in
accordance with OMERS regulations.

When the employee reports for work upon expiration of the leave of absence, the Society
agrees to reinstate the employeeto the same position and location he/she had priorto the
leave of absencein observance of seniority if the former position exists or to alternative
work of a comparable nature if the former position no longer exists.
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21: Bereavement L eave

in the event of the death of a member of an employee's family, the employee will be granted
a leave of absence with pay for a reasonable length of time. Full-time employeeswill be
reimbursedfor time necessarily lost from work up to a maximum of five (5) working days.
Part-time employees will be reimbursedfor time necessarily lost from work up to a maximum
of three (3) scheduledworking days or three (3) scheduled shifts. The term "member of an
employee'sfamily” means a husband, wife, brother-in-law, sister-in-law, child or parent,
brother, sister, mother-in-law,father-in-law, grandparents, person "in loco parentis", significant
other, or other person at the discretion of the Branch or Service Manager. Such a request
shall not be unreasonablywithheld. An employee is entitled to request additional time off,
pursuant to Article 20 and such requestwill not be unreasonablywithheld.

Inthe event of the death of a member of an employee's family, (‘member of an employee's
family" as defined in Article 21.01), an Emergency After Hours Worker will be granted the
necessary number of scheduled shifts off in order to ensure that the employee has upto a
maximum of three (3)konsecutive working days off.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

22 Jury Duty

22.01 The Society agrees to pay the difference between the fee receivedfor jury duty and the
amount of the employee's pay he/she would have receivedfor a normalwork day at straight
time rate for each day an employee is required for jury duty, provided he/she was scheduled
to work on the day actually served on the jury. Where an employee is on ¢all for jury duty and
where not required after twelve (12) o'clock (noon), the employee will report for work to
complete the balance of the day, provided the employee was scheduled to work the balance
of that day. The employeewill present proof of service and the account of pay received.
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Catholic Children's Aid Society of Toronto

23.01

Collective Agreement

April 1, 2002 - March 31, 2004

23: Pregnancy & Parental Leave

An employee who is the parent of a child is entitledto a leave of absence without pay following:

a) the birth of the child or
b} the coming of the child into the custody, care and control of a parent.for the first time.

PREGNANCY LEAVE of 17 weeks is availableto cover child birth and is availableonly to
the child bearing mother.

PARENTALLEAVE of 35 weeks is availableto cover either or both parents, inthe case of
the mother after the completion of the pregnancy leave or 37 weeks if the employeedid not
take pregnancyleave.

PARENTAL LEAVE of 62 weeks is availableto cover either or both parents inthe case of
an adoption.

SUPPLEMENTARY LEAVE is availablewhere either parent qualifies for and takes either or
both of the above leaves. The employeeshall be entitled to an additional supplementary
leaveto a maximum of §2 weeks of unpaid leaveto enable the employee(s) to provide an
extendedperiod of continuous parental care in the case of birth or adoption.

PREGNANCY LEAVE

23.02

23.03

23.04

23.05

A pregnant employee is entitledto a leave of absencewithout pay as outlined hereinafter. An
employee may begin pregnancy leave no earlier than seventeen (17) weeks before the
expected birth date.

The employee must give the Society:

a) written notice of the date the leave is to beginas early as possible but in any case no later
than (2) weeks priorto the date the leave is to begin

b) acertificate from a legally qualified medical practitioner stating the expected birth date.
Article 23.03 does not apply inthe case of an employee who stops working because of
complications caused by her pregnancy or because of a birth, still-birthor miscarriagethat
happens earlier than the employee was expectedto give birth.

An employee described in Article 23.04 must, within two (2)weeks of stopping work, give the
Society,

a) wriglen notice of the date the pregnancy leave beganor is to begin and

b} a certificate from a legally qualified medical practitionerthat,

(i} inthe case of an employee who stops working because of complications caused by her
pregnancy, states the employee is unableto performher duties because of complications
caused by her pregnancy and states the expected birth date, or

(i) inany other case, states the date of birth, still-birth or miscarriageand the date the employee
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23.06

23.07

23.08

was expectedto give birth.

The pregnancy leave of an employeewho is entitled to take parentalleave ends seventeen (17)
weeks after the pregnancy leave began.

The pregnancy leave of an employeewho is not entitled to take parental leave ends on the later
of the day that is seventeen (17) weeks after the pregnancy leave began or the day that is six
(6) weeks after the birth, still-birth or miscarriage.

The pregnancy leave of an employee ends on a day earlier than the day provided for in Articles
23.08 or 23.07 if the employee gives the Society at leastfour (4) weeks written notice of that
day.

PARENTAL LEAVE

23.09

23.10

23.1

2312

2313
23.14

23.15

23.16

Parental leave may begin no more than fifty-two weeks (52) weeks after the day the child is
born or comes into the custody, care and control of a parentfor the first time.
The parental leave of an employeewho takes a pregnancy leave must beginwhen the
pregnancy leave ends unless the child has notyet come into the custody, care and control of a
parent for the first time.
The employee must give the Society written notice of the date the leave is to begin as early as
possible but in any case no later than (2) weeks prior to the date the leaveis to beginexceptin
the case where the father elects to take parental leave and such leave is to commence at or
about the birth of the child.
Article 23,11 does notapply inthe case of an employeewho is the parent of a child and who
stops working because the child comes into the custody, care and control of a parentfor first
time sooner than expected.
The parental leave of an employee described in Article 23.12 begins on the day the employee
stops working.
An employee described in Article 23.12 must give the employerwritten notice that the employee
wishes to take leave within two weeks after the employee stops working.
a) Parental leave ends thisty-five (35) weeks after it began, if the employee also took
pregnancy leave or on an earlier day if the employee gives the Society at leastfour (4) weeks
written notice of that day.
b) Parental leave ends thirty-seven (37) weeks after it began, if the employee did not take
pregnancy leave, or on an earlier day if the employee gives the Society at leastfour (4) weeks
written notice of that day.
c) Parental leave in the event of an adoption ends fifty-two (52) weeks after it began or on
an earlier day if the employeegives the Society at least four (4) weeks written notice of
that day.

The following provisions shall apply to each of the leaves above:

a) NOTICETO CHANGE COMMENCEMENT OF LEAVE
An employeewho has given notice to begin leave under this article may change the notice:
(i) to an earlier date if the employee give the Society at leasttwo (2) weeks written notice
before the earlier date or

(ii} to a later date if the employee gives the Society at least two (2) weeks written notice before
the date leave was to begin.

b)  NOTICETO ALTER TERMINATIONOF LEAVE
An employeewho has given notice to end leave may change the notice,

(iy toan earlier date if the employee gives the Society at least four (4) weeks written notice
beforethe earlier date or

(i) to a later date if the employee gives the Society at least four (4) weeks written notice
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2317

23.18

before the date leave was to end.
¢) BENEFITS DURING LEAVE(S)

(iy During a Pregnancyandior Parental Leave, an employee continuesto participate in each
type of benefit plan described in clause c(ii) that is related to his or her employment unless
he or she elects inwriting not to do so.

(ity Forthe purpose of clause (i), the types of plans are pension plans, life insurance plans,
accidental death plans, extended health plans, dental plans, and any other types of benefit
plans that are provided by this Agreement.

(iiiy Duringan employee's leave(s}, the Society shall continue to make its contributions for any
plandescribed in clause ¢(ii) unlessthe employee gives the Society a written notice that
the employeedoesnot intend to pay the employee's contributions, if any.

SENIORITY AND RE-INSTATEMENT RIGHTS

(iy  Seniority continuesto accrue during pregnancy leave or parental leave.

(i  Ifan employee has taken pregnancy leave or parental leave, the Society shall reinstatethe
employeewhen the leave ends to the position the employee most recently held with the
Society, if it still exists, or to a comparable position, it if does not.

(i Ifthe Society's operationswere suspended or discontinued while the employeewas on leave
and have not resumedwhen the leave ends, the Society shall reinstate the employeewhen
the operations resume, in accordancewith the Society's seniority provisions of this
Agreement, or practice, if any.

(iv) The Society shall pay a reinstated employee wages that are at least equal to the greater of
the wages the employee was most recently paid by the Society, or the wages that the
employee would be earning had the employee worked throughoutthe leave.

Additional leave of absencefor pregnancy or parental leave purposes may be applied for
under Article 20.01.

Ifan employeewho is on either pregnancy or parental leavefor biological or adoptive
parents, as provided under this Article and said employee provides the Society with proof that the
employee has applied for and is eligible to receive employment insurance benefits pursuantto the
Employment Insurance Act and the amount of E.J. benefits received is lessthan the employee's
normal salary, the Society agrees to pay the difference between the amount of E.I. benefits
received and 70% of the employee's hormal salary, during the prescribedwaiting period and for the
duration that the employee continuesto receiveE.!. benefits to a maximum of 17 weeks.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

24. Retirement

24.01 The date of retirementfor employees shall be onthe last day of the monthin which the employeeturns

sixty-five (65) years of age. The employee's employmentmay be extended by the Society for a period
not to exceed one year at a time.

24,02 The Society agreesto maintain a voluntary Group Registered Retirement Insurance Savings Plan, in
accordancewith the terms of the Plan Administrator. The Society agreesto make bi-weekly

deductions from the employee's payrolland make deposits to the plan on behalf of those employees
enrolled in the planandto advise the employeesof the terms of the plan.
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Catholic Children's Aid Society of Toronto

Collective Agreement

Aprii 1, 2002 -March 31, 2004

25. Employee Protection

Subjectto the provisions outlined hereinafter, the Society shall provide legal counsel and protectionto
employees and former employees exceptwhere providing such protection constitutes a conflict of
interest. Where the Society agrees or elects to provide legal counsel, the Society, the insurance
carrier (where applicable) and the employee shall endeavourto agree upon the identity of such
counsel. Inthe absence of agreement, the choice of legal counsel shall be determined by the Society
subject to the terms of any applicable insurance policy.

25.01 The Society shall provide legal counsel and protectionto employeesand former
employeeswith respectto any civil proceeding, or is subject to a discipline hearing
before any administrative tribunal or disciplinary body alleging improper conduct in
respect of the employee's acts or omissionswhile actingfor the Society or any alleged
statutory breach (except any criminal charges referred to in Articles 25.02 or 25.03
hereof) arisingas a resultof, or during the performanceof assigned duties.

25.02 Inthe eventthat an employee r former employeeis investigated or charged with a
criminal offence arising as a result of, or during the performance of assigned duties
(withthe exception of the Highway Traffic Act), and the Society elects to provide the
employee with legal counsel, the Society shali pay all legal costs (meaning reasonable
lawyer's fees and disbursements)therefrom that exceed the amount of coverage provided
by the insurance carrier through the insurance policy, subject to the following conditions:

i) the charge arises directly out of events incurred while the employee was actively
in the course of performinghis/her duties in good faith on behalf of the Society
and,

ii) the employeewas acquitted of all or any part of the charges and,

iii) such acquittal of the charge or charges as laidwas not affected by a plea or pleas
by the employee to a lesser charge or charges.

The Society's decision not to fund all or any portion of the legal costs shall not be the
subject matter of a grievance and/or arbitrationsave and except that where an employee
has been denied coverage, any dispute of the Society's denial shall be limitedto a claim
that the decision to deny the coverage was made in bad faith. Inthe event the employee
or former employee is convicted, the Society reserves the right to recover all or any
portion of the legal costs paid by the Society.

25.03 Inthe event that criminal charges are laid against an employee or former employee
arisingas a result of, or during the performance of assigned duties, and the Society elects
not to provide the employee with legal counseland/or the employee elects legal counsel
of his/her choice, the employee shall be responsiblefor all legal costs arising therefrom.

Inthe event that the criminal charges are heard on the merits and there is an acquittal on
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25.04

25.05

25.06

25.07

the merits that has not been reversed on appeal, and on reviewthe Society is satisfied
that:

i) the employee has carried out the Society's mandate to provide child
protectionand/or service in good faith and in a professional manner; and
ii) the employee has not committed a serious breach or dereliction of said duties

and /or responsibilities;
the Society shall re-imburse the employeefor that part of legal costs that exceed the
amount of coverage provided by the insurance carrier through the insurance policy on a
party/party basis as a maximum.

The Society agreesthat in situations where charges have been laid against an employee
and on review the Society is satisfied that:
) the employee has carried out the Society's mandate to provide child protection
and/or service in good faith and in a professional manner; and
if) the employee has not committed a serious breach or dereliction of said duties
and /or responsibilities;
the Society agrees that the employee may be entitled to a leave of absence with pay and
full benefits until the conclusion of the legal process.

Itis further agreed that if upon completion of the trial of the criminalcharges, there is a
conviction and the employee or former employeeelects to appeal the conviction and
requests that the Society fund the legal expenses of the appeal, the Society agrees to
undertake a review of the merits of the appeal and once that review is completed, the
Society may elect to fund all or any portion of the appeal process. The Society's decision
not to fund all or any portion of the appeal process shall not be the subject matter of a
grievance and/or arbitration.

The Soclety agreesto pay the premium costs with respect to an insurance policy
providing both civiland criminal liability coverage subject to the particulars as outlined in
the Letter of Intent - Liability Protection. The Society further agrees to provide the Local
with a bona fide copy of the Insurance policy which is in effect.

In a situation where an employee is assaulted in the course of histher duties, he/she shall
have the right to lay a charge.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

26: Health& Safety

PREAMBLE

26.01

26.02

26.03

26.04

While recognizingthe Society's legal responsibility to ensure that service needs are met, the
Society also recognizesthat the healthand safety of its employees Is of primary importance.
Worker safety is a shared responsibility. Bothfront-line staff and management shall work
together to identify and reducerisk in the workplace. The Society shall ensure that the
timeliness of the response to matters of health and safety will be timely.

Recognizing both its responsibilities under the applicable legislation and that the health and
safety of bargaining unit members is of mutualimportanceto the Society and the Local, the
Society agrees to the establishmentof a Central Joint Health and Safety Committee. The
committee shall be comprised of representativesfrom all employee groups from each of the
Society's workplaces including Midland Receiving Home. The Union representatives shall be
selected or appointed by the Union.

The role of the Central Joint Healthand Safety Committee shall include:

¢  Disseminate pertinent health and safety informationrelatingto changes in regulations,
legislationand/or the introduction of new compliance requirements.
Respondto broad health and safety concerns effecting staff across the Society.

® nitiate and undertakeintiatives aimed at improvingthe health and safety of Society
staff.

®  To make recommendations to senior managementregarding the developmentof
proactive health and safety practices, guidelines and/or policies.

¢ To promote the profile of health & safety in the workplace.

The Society agreesto maintaina Society Health and Safety Committee, and to respond to
Committee and approved recommendations, in accordancewith Bill 208, The Occupational
Health and Safety Statute Law Amendment, 1990.

The Society Healthand Safety Committee shall identify potential dangers and hazards,
institute means of improving Health and Safety programsand recommendto the Executive
Director actions to be taken to improve conditions related to Health and Safety. The Society
and the Union agree to co-operate reasonably in providing each other with necessary
information including incident reports, and other relevant Healthand Safety records to enable
the committee to fulfill its function.

The privileges of the Society Healthand Safety Committee members to leave their work
without loss of basic pay to attend to committee business is granted on the following
conditions:

a) To attend scheduledthe Society Health and Safety Committee meetings

b) To attend to authorized committee activities
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26.05

26.06

¢) Committee members concernedshall obtain the permissionof their respective
supervisors before leaving their work.

d) The Society reservesthe rightto limitsuchtime if it deems the time so taken to be
excessive.

e) The Society Healthand Safety Committee will review all incident reports and make
appropriate recommendations to reduce further risk of violence.

Inthe event that an employee identifies a potential safety issue and or risk while in the direct
performance of his/her duties, the employee shall:

¢ immediately bring the matter to the attention of his/her Team Supervisor/ Supervisor,
Midland Receiving Home;

®  meetwith the Team Supervisor/ Supervisor, Midland Receiving Home; and assess
the degree of risk and develop a plan to ensure the safety of the employee while in
the performanceof his/her duties; Such plan may include, but not be limited to,
co-teaming with another staff member and with supervisory consuitation and
approval consistentwith Worker Safety Guidelines.

Inthe eventthat the employee and his/her Team Supervisor/ Supervisor, Midland Receiving
Home are unable to reach agreement on a safety plan, the Team Supervisor/ Supervisor.
Midland Receiving Home and the employee shalll:

®  Seek consultationfrom the Branch/Department Manager and one of the Certified
Health and Safety members;

e [fthe Branch Manager and the Certified Health and Safety member are not available,
a Branch Manager and a Certified Health and Safety member from another branch or
service shall be consulted.

Inthe event that an appropriate resolution cannot be reached, the Branch Manager shall be
responsible for ensuring that service needs are met through alternate means. Failure to
arrive at a satisfactory resolution will result in the matter being referredto the Society Health
and Safety RepresentativeTeam.

The Society Health and Safety Representativeteam comprised of a representative from Cupe
Local#2180, the Administrative category and Human Resource Services, shall convene a
meetingwithin 3 working days of all the parties to :

review the process and the relevantfacts of the situation;

ensure compliancewith all relevant legislation:

seek resolution of the matter;

make recommendations to improvethe Societys health and safety practices;

prepare a summary reportto be distributed to the President of Local #2180, the
Co-chairsof the Local Health and Safety Committee, the Direct Service Management
Team and Human Resource Services.

Inthe event that the Society Health and Safety Representative Team is unable to arrive at a
satisfactory resolution, the matter will be referredto the Executive Director or his/her
designate for determinatin. The Executive Director will convene a meetingwith the Society
Health and Safety Representative Team and the employee who identified the health and
safety concerns.

Inthe event that an employee is assaulted, threatened, harassed or subjected to verbal abuse

in the direct performanceof their duties:

) Theemployeeshall Immediately reportthe incidentto the supervisor or designee,
and union representativeor designee. The Employeeand the Supervisorwill
completethe Worker Incident Reportwhich will be distributed to the Union Health
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and Safety Designateand the Human Resource Services Health and Safety
Designate.

i} The employee and his/her supervisor or designeeand Union Representativeor
designeeshall meet forthwith and reviewthe incident and report in detail.
Thereafter, the Society, in consultation with the employee and the Union, shall
determinethe appropriate course of action and support necessary.

26.07 i) Staff whose safety andwell-beingis putat risk for reasonsidentified in Article
26.08 abovewill be relieved of all responsibilities and provided with time off for the
rest of their shift or work period, unless the worker elects to remainat work. Where
the worker has been provided with time off as outlined above, the worker may be
granted time off with pay upto two additional days.

(i) The worker may negotiate for further periods of leave with pay, where the leave would not
be covered by Worker's Compensation. This leave will not be unreasonably denied.

26.08 Notwithstandingthe above, nothing here shall prevent an employee exercisingany rights
provided under the Occupational Health and Safety Act of Ontario.

26.09 The Society shall maintain an EmployeeAssistance Planfor employees that include the
following range of services:
e trauma/scrisis counselling (group and individual)
personal counselling (family, relationshipand career)
substance abuse
stress counselling
financial planning
legal counselling
pre-retirement counselling and
eldercareand childcareinformation/referral services.

® ® ¢ o o o0

26.10 The Society and the Union shall maintain a Peer Support Teamfor responding to
critical incidents relating to staff. The Peer Support Team shall provide employees
preventativeconsultation, information and education around the potential impact of
critical Incidents on individuals and groups. The Peer Support Team will also provide
post-incident support to employees through defusing and/er debriefing intervention.

26.11 The Society shall notify the Union of the names and a summary of details of work
related injuries of all bargainingunit employees who havecompleted a WSIB
Employer's Reportof Injury/Disease Form 7 and those on LTD by the fifteenth (15th) of
each month.
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Catholic Children's Aid Society of Toronto

27.01

27.02

27.03

Collective Agreement

April1, 2002 -March 31, 2004

27: Workload Management

The Society and the Union are committedto maintaininga workplace that demonstrates
asincere and continuing Interest in the individual and collective well being of all staff
and recognizesthe inherentworth and dignity of every employee. The Society
recognizesthat the issue of workload is of serious concern to bargainingunit
employees. Further,the Society recognizesits responsibility to provide services
through employees in accordancewith the Child and Family Services Act and to
conformto current Ministry standards. Itis also the responsibility of the Society to
establish and maintain an effective Infrastructureto facilitate the employee's
achievement of all standards.

The Society and the Union acknowledgethat workload can fluctuate and should be
reviewed on an ongoing basis with the goal of equitable and reasonable distribution of
workload. The Society acknowledges the important role that the Union plays on behalf
of its membershipin participating In that ongoing review.

The Society undertakesto utilize a variety of methods in an ongoing effort to effectively
manage workload demands. These methods may include, but will not be limited to the
following:

1. Assign cases based on equitable distribution of workload, the needs of the branch,
the individualskill level and experience, currentworkload and anticipated workload
fluctuations.

This may involve the Branch ManagementTeam's knowledgeof the following
factors:

number of cases beforethe court

number of designated highrisk cases

number of supervisedaccess visits

amount of requireddriving time

linguisticskills

team coverage

leaves of absence, includingvacation and prolonged illnesses

complexityof cases

commlittee work/fleld Instruction expectations

introduction of new technology and systems

coaching and mentoringnew staff

worker's attendance at training

® ® 060 o 0o 0000

2. Ensureregular ongoing supervision.

3. Afford employees vacating positionsreasonable opportunity to complete any
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27.04

27.05

27.06

27.07

documentation requirementsprior to their last day of work.

4. Ensureworkload reviewswith each service team every other month, analyzingthe
distributionand volume of workload.

5. The Societywill ensure that employees knowwhat is expected of them by:
e providingongoing performancefeedback through regular supervision;
e Identifyingdevelopmental objectives through the annual performance
evaluation process.

6. Subjectto Article 17.03 b) vacancies will befilled as quickly as possible dependent
on the availability of qualifiedand suitable candidates.

In order to meet service needs and legislativerequirements, employees shall make
every reasonable effort to keep their case related documentation up to date at ail times,
within the timeframes specifiedwithin the CFSA, regulations and ministry standards.

The Society and the Unionrecognize their shared commitmentfor the delivery of
quality service to children, youth and families. Further, it isthe mutual responsibility
of the employee and the supervisor to ensure compliancewith Ministry standards with
respectto case documentation. Withouttimiting the generality of the foregoing, the
supervisor shall provide an epportunity for the worker to complete case
documentation inthose caseswhere the demands and the requirementsof other
aspects of the employee'sjob would impede the employee's abilityto completethe
case documentationin atimely manner as prescribed.

The Society further agrees to providetime managementflexibility so that individual
teams (which Includesthe supervisors) can determine how to most effectively manage
coverage for one anotherwhen team members upon request, choose to utilizetheir
approvedone "protected case documentation day" per month. Such documentation
day shall be prescheduled on a monthly basisin ateam meetingsubjectto
Supervisory approval and service needs.

The Society and the Union agree to review workload issues by each of
the following means:

1. Discussions of workload issues will be a standing agenda item at each
meeting of the Union/Management Executive as per Article 7.01 and/or
Union/HRS Meetings.

2. Where either party identifies an issuethat impacts on workload requiring
abroaderdiscussion and review, either of the parties can requestthat an
ad hoc Joint Workload Committee shall be struck as follows:

Joint Workload Committee:

a) The purpose of the Joint Workload Committee is to make
recommendations to the Senior Leadership Team on ways and
meansto address said workload fssue(s) relatedto front line
employees. The Senior LeadershipTeam will provide aformal
responsewithin forty-five (45) working days to the Workload
Committee's recommendations. Should a recommendation
made to the Senior Leadership Team not be implemented, the
reasonsfor that decisionwill be provided to the Joint Workload
Committee, and the Workload Committee will revisitthe issues
that led to the recommendation.
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b) The Joint Workload Committeewill be comprised of three (3)
elected representativesfrom CUPE Local 2190 and uptothree
(3) representativesfrom the Society's Management. The
Committeeshall be chaired by a managementor union
representativeon an alternating basis.

c) Time spent attending to the business of the Committee shall be
consideredtime worked. Suchbusiness and associatedtime
worked shall be recommended by the Committeeand authorized
by Human Resource Services.

27.08 The Society shall forward to the Union on a monthly basis case assignment
statistics detailing each case carrying worker (based upon the Full-Time
Equivalent(FTE) status of the position); probation status and the numberof
cases assigned by type (ie. investigation/ongoing/children~in-care).
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28. 1

28.02

28.03

28.04

CCAS &
13/06/2

CZUPE Local 2190 Collective Agreement 2002-2004

Collective Agreement

April 1, 2002 - March 31, 2004

28: Wages

Schedule  hereto attached headed WAGES AND CL  SSIFICATIONS is hereby ma e part
of this Agreement and is based uponthe following agreement:

Effective:
e April1,2002 -2.00% economic adjustment - all classifications;
e October1, 2002 -1.00% economic adjustment - all classifications;
e April 1,2003 -3.00% economic adjustment - all classifications;
At the time of hiring, each new employee shall receivea letter including the following
information:
a) his/her starting salary
b) when applicable, his’her hourly rate of pay
¢) his/her classification accordingto Schedule "A"
d) a statementincluding a general description of the job for which he/she has been hired.
Said description is not to be misconstruedas a job description and is not grievable
e) when applicable, the number of hours perweek or the number of shifts perweek or the
number of shifts per fourteen (14) day period the employee will be regularly required to
work.
Failure to provide such letter to the new employee is grievabie.
The Society shall calculate the bi-weekly gross pay amounts by dividing the annual salary by
26.1. This will resultin a consistentbi-wegkly pay and the bi-weekly gross pay will remainthe
same regardless of the number of pay periods in any given year, exclusive of incrementsand
salary adjustmentsapplied to the bargaining unit.
The Society agrees to maintain information with respect to each member of
the bargaining unit regarding a record of authorized compensatory and
vacation time available. The Society further agrees that each bargaining unit
member will have access to their respective record of authorized
compensatoryand vacationtime. Such information shall be available online.

Page 42



Catholic Children's Aid Society of Toronto

29.01

a)

e)

Collective Agreement

April 1, 2002 - March 31, 2004

20. Paid Holidays

The following paid holidays, regardless of when they fall, shall be granted with pay to all
full-time employees who have been in the employ of the Society for one {1} week prior to
the holiday:

New Year's Day

Good Friday

Easter Monday

Victoria Day

Canada Day

Simcoe Day

Labour Day

Thanksgiving Day

Christmas Day

Boxing Day

In addition to the holidays mentioned above, one (1) additional day shall be given at either
Christmasor New Year's. This day shall be prorated in accordance with the hours
worked for regular part time employees. The scheduling of this one (1) day for full-time
employees, will be the responsibility of the Team Supervisor/ Supervisor, Midland
ReceivingHome in accordance with the needs of the Society. Inthe case of conflict
betweenfull-time employees as to whether the additional one (1) day off will be taken at
Christmas or New Year's, seniority shall be the determining factor.

Each calendar year, regular full-time employees, after successful completion of

their probationary period, may take a day off with pay at a time of their choice. The
choice of time off is subject to service needs and the approval of the employee's

Team Supervisor/ Supervisor, Midland Receiving Home. Pay may not be granted

in lieu of this day off, and if not taken during the applicable calendar year, it may not

be deferred, and is forfeited.

Each calendar year, regular part-time employees, after successful completion of their
probationary period, may take a portion of a day off proratedto their hours of work, at the
time of their choice. The choice of time off is subject to service needs and the approval of
the employee's Team Supervisor/ Supervisor, Midland Receiving Home. Pay may not be
grated in lieu of this day off, and if not taken during the applicable calendar year, it may
not be deferred, and is forfeited

Each calendar year, Emergency After Hours Workers, after successful completion of their
probationary period, may take a portion of a day off equivalentto .7 of a day, at the time
of their choice. Payment for this day will be equalto the hourly meeting rate established
for Emergency After Hours Worker. The choice of time off is subject to service needs and
the approval of the employee's Team Supervisor/ Supervisor, Midland Receiving Home.
Pay may not be granted in lieu of this day off, and if not taken during the applicable
calendar year, it may not be deferred, and is forfeited.
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f) Inaddition to the paid holidays mentionedin subsection (a) and subsection (b} above, any
new statutory holidays, regardless of when they fall, which are proclaimed by the City of
Toronto and/or the Provincialor Federal Governmentsshall be granted with pay to all
full-time employees.

g) Religious Observances:

Full-time employees who wish to observe religious holidays will be approved for
leave. The employee may choose to have a Paid holiday, the Christmas Floater
Day or Personal Absence Day substituted to be used to observe up to 3 religious
holidays. If a statutory holiday is substituted, the day so substituted becomes the
Statutory holiday under the Employment Standards Act. In addition, the employee
may also choose to use unused vacation or compensatory time to observe
religious holidays. Such request shall be madeinwriting to the Team Supervisor/
Supervisor, Midland Receiving Home with a copy to Human Resource Services, 4
weeks prior to the date of the religious observance.

Paymentfor such holidays shall be based on the full-time employee's regular rate of

pay he/she would normally have earned on such day. When any of the said holidays

fail on other than a regular working day, then the Society shall designate either the

preceding Friday or the following Monday or in the case where the full-time employee's

regular days off are other than Saturday and Sunday, the day immediately preceding or

the day immediatelyfollowing the scheduled days off as the day uponwhich the said

holiday shall be celebrated.

Should one (1) or more holidays as set out in Article 298.01 occur during a full-time employee's

vacation, such vacation shall be extended by that number of days or the full-time employee

shall be given the equivalenttime off within the calendaryear.

Inorder to be entitled to payment for paid holidays, a full-time employee must have worked

the working day immediately precedingthe holiday and the working day immediately following

the holiday unless absent for reasons acceptableto the Team Supervisor/ Supervisor,

Midland Receiving Home.

Full-time employees required or scheduled to work on a scheduled paid holiday shall be

granted another day off in lieu.

a) Part-time employees shall receive an annual paid holiday allowance calculated and
payable on December 31st of each year, or on termination, whichever occurs first, inthe
amount of TWo decimal eight percent (2.8%) of their gross earnings earned during the
preceding twelve (12) months.

b} Onleavingthe Society, part-time employees shall receive a Paid Holiday allowance
calculated in the amount of two decimal eight percent (2.8%) of their gross earnings
earned for the period of time since their receipt of the last payment.
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30: Vacations with Pay

New employees shall commence to accumulate annual vacation credits from the date of their
appointment whether on probation or not. Probationary employees may take a minimum of
0.5 day of earned accumulated vacation at any one time during probation period and up to
total actual earned vacation, within the probation period.

Employeesare to be credited with their full annual vacation credits January 1st of each year.

The vacation year shall runfrom January 1stto December 31st of each year.

Vacations over the statutory requirements may be deferred for a maximum of one (1) year if

recommended by the Team Supervisor/ Supervisor, Midland Receiving Home and approved

by the Branch Manageror Service Director as applicable.
a) Employees may take their vacation at a time or times of their choice provided such
vacation does not interfere with the efficient operation of the Society. lllness while on
vacationb) While on paid vacation an employeewho experiences a serious illness or
injury which requires confinement to a hospital or confinementto bed for five (5) or more
days on advice of a legally qualified medical doctor, and such illness or accident is not
caused by the employee's carelessness or negligence, the employee may request that
the crediting of the days of confinement be changed from vacation to sick days. The
request shall be made in writing and supported by a comprehensive medical report
prepared by a legally qualified medical doctor.
Annual vacation shall accumulate on the following basis:
a) Full-time Child and Family Workers, Child and Youth Workers, Social Service Support
and Health Care Support Workers:
®  Twenty (20)working days per full calendar year of service and,
®  An additionalworking day of vacation for each additional year of completed service up
to an aggregate of thirty (30) working days, beginning in the vacation year following
the year inwhich they attained their 10thanniversary.

® As part of recognitionfor long service described in Article 42, all employees shall be
eligible for a one time five (5) additional days of vacation the year in which they attain
their twentieth (20th) anniversary.

b) Full-time employees with more than six (6) months' service on termination of employment

will receive the appropriate vacation allowance on a pro-rated basis in accordance with

the amount of the vacation year worked excluding unpaid leaves of absence.

Vacation time for temporary employees who work in excess of six (6) months and for

regular part- time employees shall be pro-rated based on twenty (20) working days per

one full calendar year of service. The time off for each individual employee shall be
calculated in terms of actual hours worked, in proportionto the said twenty (20) days.

Full-time and part-time employees with less than six (6) months' service, on leaving the

Society, will be paid four percent (4%) of their actual earnings reduced by the value of

paid vacation taken under Article 30.01 and 30.05 (c).

The Team Supervisor/ Supervisor, Midland Receiving Home shall post a notice not later than

March 1st of each year for the purpose of allowing each employee to signify the time at which

o
~

d

~
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he/she wishes to take his/her annual vacation. Itis agreed that each employee will notify the
Team Supervisor/ Supervisor, Midland Receiving Home of a first and second choice regarding
taking of histher annual vacation, such notificationto be given no later than March 31st. The
Team Supervisor/ Supervisor, Midland Receiving Homewill post the annual vacation
schedule not later than April 30th of the respective year. Said schedule is to be drawn up in
accordancewith the wishes of the employees and the needs of the Society.

Should two or more employees signify that they wish to take their annual vacations at the
same time and the Society cannot allow all such persons to be off at the same time,
consideration shall be given to the needs of the Society and the seniority of the employees in
determiningthe schedule. Itis understood that the Society will make every effortto give effect
to the wishes of the employees in scheduling of annual vacation.

Employees whose pay day(s) fall during their vacation period shall be paid the said salary
before leaving on vacation. Employees shall give two weeks' prior notice to the Finance and
Administration Department for such arrangements.

Vacation pay for Emergency After Hours Workers shall be eight percent (8%) of their gross
earnings earned in the applicable vacation year, calculated and payable as of June 30th and
December 31st, or on termination, whichever occurs first. Payment shall be calculated based
on the gross wages earnedbetween paymentdates.

After completion of three (3) years of employmentwith the Society, an employee is entitled to
requesttwo (2) weeks leave of absence without pay in addition to his/ner annual vacation and
this leave of absence may be added to the annual vacation of the employee. Such leave shall
not be unreasonably withheld.
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31 Hours of Work & Overtime

31.01 The following paragraphsand sections are intendedto define the normal hours of work and
shall not be construed as a guarantee of hours of work per day or per week, or of days of
work perweek.

3102 a)

31.03 a)

e)

The normalwork week for full-time Social Workers, Nurses, Early Childhood Education
Workers, Health Specialists, Parent Support Workers and Social Service Assistants
shall be thirty-five (35) hours per week, Monday to Friday, comprised of five (5) seven (7)
hour days. Flexible working hours may be arranged by the Team Supervisor after
consultation with the employee concerned.

The normalwork week for part-time Social Workers, Nurses, Health Specialists, Parent
Support Workers and Social Service Assistants shall be specified inwriting at the time
of hiring. Flexible working hours may be arranged by the Team Supervisor after
consultation with the employee concerned.

The term overtime shall be deemed to mean any period of time worked over and above
an employee's normalwork week as defined in Article 31.02.

Exceptinthe case of emergency, all overtime shall be authorized and approved in
advance by the Team Supervisor. Inorderfor employees to receive credit for emergency
overtime worked, said overtime must be reportedto the Team Supervisor within two (2)
working days of its incurrence by full-time employees, and within four (4) days of its
incurrenceby part-time employees.

Overtime shall be recorded on the basis of onequarter (114) hour for each full
one-quarter {(1/4) hour of overtime worked in excess of each normal working day.
For purposes of compensation, overtime shall be calculated on the following basis:

i)  Forall hoursworked between the 36th and 44th hours per week inclusive, one hour

of compensatorytime for each such hour of overtime.
i)  Forall hoursworked beyond forty-four (44) hours per week, one and one-half(1-1/2)
hours of Compensatory time for each such hour of overtime.

Compensatorytime shall be scheduled to be taken within ten (10} pay periods of the date
of incurrence (according to the pay schedule). If scheduled compensatorytime cannot be
taken due to service needs, the unused compensatorytime shall be compensatedon the
basis of one (1) hour's pay at the employee' regular straight time rate at the time it was
earned, for each hour of said unused compensatorytime.

Unused compensatory time shall be compensatedwith one (1) hour's regular straight time
pay for each one (1) hour of unused compensatorytime at the time an employee's
employmentby the Society is terminated.

Part-time employees in classifications mentionedin Article 31.02 and paid at an annual
rate pro- rated hourly, will be paid at their regular pro-rated hourly ratefor each hour
worked up to and including forty-two (42) hours per week and will be paid overtime at the
rate of ime and one-half (1-1/2) their regular pro-rated hourly rate for each hour worked
over and above forty-two (42) hours per week.

31.04 The Society's business hourswill normally occur within the hours of 9:00 a.m.-5:00 p.m., from
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Mondayto Friday inclusive. These hours may be varied at the discretionof the Executive
Directorin accordance with service needs.

31.05 Employees shall be allowed one (1) hour for lunch each day after no morethan five (5)
consecutive hours of work.
31.06 Employees shall be allowed one (1), fifteen (15) minute break in each of the morningand

afternoonof each normalday.
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Collective Agreement

April 1,2002 - March 31, 2004

32: Hoursof Work Re: Child Care Workers

32.01 a) Normalhours of work for full-time Child and Youth shall be eighty (80) hours each over a
fourteen (14) day periodrunning Saturday through Friday, comprised of ten (10) eight
(8) hour shifts.
b} Normalhoursof work for part-time Child Care Workers shall be specifiedat time of hiring
in accordance with Article 28.02(e).

32.02 Shift schedules shall be arranged by the Supervisor, Midland ReceivingHome in consultation
with the employees concerned.
32.03 Shift schedules for full time child care workers are to be arrangedas far as possible so that:

a) employees are not requiredto work consecutiveholidays;

b) employees will not be requiredto work shifts of more than 10 continuous hours'
duration;

¢) employees will have at least 10 hours between consecutiveshifts;

d) employees are requiredto work no more than 8 evening shifts per 14 day period:

e) employees will have the maximum number of days off to co-incide with Saturday and
Sunday;

f) employees will be granteda minimum of two weekends off per month (including
Saturday and Sunday) per 4 week work schedule, excludingemployees who are hired
exclusively to work on weekend shifts.

)] all of the aforementioned will be distributedas equitably as possiblefor a six (6) month

period.
h) employees will not be requiredto work more than one (1)shift in a twenty-four (24)
hour period.
32.04 Work schedules shall be postedtwo (2) weeks inadvance of implementation.
32.05 Full-time and part-time Child Care Workers will be paid at their regular rate of pay for each

hour worked up to and includingeighty (80)hours per pay period{two weeks). Full-time and
part- time Child Care Workers will be paid overtime at the rate of time and one-half of their
regular rate of pay for each hour worked over and above 40 hours per week. "Child Care
Workers may choose to take their earned overtime as compensatory time in lieu of pay. Said
compensatory time shall be calculatedon the basis of one (1) hour compensatory time for
eachone (1) hour of earned overtime. Compensatory time shall be taken at a time or times
mutually agreed betweenthe supervisor and the worker but not laterthan ten (10) pay periods
from the date itwas earned".

32.06 Child Care Workers shall not be permittedto change hours of work once scheduledwithout
prior permissionfrom the Supervisor, Midland ReceivingHome. Requestsfor such change
shall be made at leastforty- eight (48) hours prior to such change being made.

32.07 Child Care Workers who are unableto reportfor work as scheduledshall advise the
Supervisor, Midland Receiving Home at the earliest opportunity priorto scheduled
commencement.

32.08 Full-time Child Care Workers shall have no split days off.

32.08 Child Care Workers requiredto work on Paid Holidays listed in Article 28.01(a) will be paid at
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32.10

32.11

the rate of one and one-half(1-1/2) times their regular rate of pay for all hours worked on the
Holiday, and will not lose their eligibility for another day off in lieu of the Holiday in accordance
with Article 29.05.
Full-time Child Care Workers in receiving home shall receive a shift premium of forty cents
(40¢) per hour for all hours worked between 6:00 p.m. and 6:00 am.
When Child Care Workers are called into work between the following hours, or if authorized
overtime ends between the following hours:

10:00 p.m. and 7:00 am. (DST)

9:00 p.m. and 7:00 am. (EST),

the Society undertakesto provide taxi transportation directly to the homes of those Child Care
Workers Who do not have personal transportation. The taxi service usedwill be the service
normally used by the Society.

CCAS & CUPE Local 2190 CollectiveAgreement 2002-2004
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33: Emergency After Hours Workers

Workers shall work a monthly rotational shift schedule on an "On Duty" andlor "On Call" basis.
e "OnDuty"is where workers are scheduledto cover first tour weekdays andlor
weekends and to cover second tour on weekends.
®  "OnCall" is where workers are scheduled to cover second and third tour and fourth
tour weekends as a backup only to workers who are On Duty.

The normalfirst, second and third tour on weekday shifts for EmergencyAfter Hours Workers
shall be 56:00 p.m. until12:00 midnight of the same day and from 12:01 a.m. until9:00 a.m. of
the same day for the following shift.
Friday: 5:00 p.m. to 12:00 midnight
Saturday: 12:01 am. to 8:00 am.

8:01 a.m.to 4:00 p.m.

4:01 p.m. to 12:00 midnight
Sunday: 12.01 am. to 8:00 am.

8:01 a.m. to 4:00 p.m.

4:01 p.m. to 12:00 midnight
Monday: 12:01 am. to 9:00 a.m.
Shift coverage on Paid Holidayswill be the same as for normal weekends. A Paid Holidaywil!
be deemed to commenceat 12:01 a.m. and terminate at 12:00 midnighton the actual Paid
Holiday.
The monthly shift scheduleswill be established by the Team Supervisor in consultation with
the employeesin order for the complement of workers in this classificationto meet service
coverage and to be entitled to benefits. Inorder to qualify for benefits provisions, workers are
required to work an equal number of monthly scheduled "On Duty" shifts.

"On Duty" shifts may be traded off for "On Call" shifts within a monthly schedule in
consultationwith the Team Supervisor provided the trade off does not result in the loss of
entitlementto benefits.

There wilt be three (3) Emergency After Hours Workers scheduledto cover all weekday night
duty shifts, and four (4) EmergencyAfter Hours Workers scheduled to cover weekend and
paid holidays. One shall be on "first duty”, one on "secondduty", one on “first call" and when
applicable, one on "second call".

When it is necessary for an After Hours Service Worker to attend at court, he/she shall be
paid a flat rate of fifty-three dollars ($53.00) for his/her attendance inclusive of all expenses.
On Paid Holiday shifts, EmergencyAfter Hours Workers will be paid at one and one-half (1%)
times the normal shiftrate.

When the Society requires an After Hours Service Worker to attend meetings, supervision
sessions, in- service training, appointments, etc., at a time when said After Hours Service
Worker is not scheduled to work, he/she shall be paid at the following rate for each hour, or
partthereof, spent in attending such activities: $21.50 per hour.

Emergency After Hours Workers, the Health Care Benefits provided in Article 37 - Health
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Benefits, the Sick Leave Benefits provided in Schedule"B", Article 21 - BereavementLeave,
and Worker's Safety and Insurance Benefits, shall be administered and applied subject to the
following:

a)

b)

c)

d)

e)

g)

Recognizingthat EmergencyAfter Hours Workers are regularly scheduledto work on
a lessthanfull time basis, for purposes of benefits, they shall be deemed to be
"regular part-time employees"as defined in Article 2.05.

All benefits shall be provided on a pro-rated basis, subjectto eligibility and in
accordancewith Article 37 - Health Benefits.

In order to be eligible for said benefits, Emergency After Hours Workers must be
scheduledto work and have worked a minimum of 15 hours per week or received a
minimumof 15 hours pay in lieu of actual hoursworked. Minimum hours are based on
an average number of scheduled hours over a four (4) week period.

For purposes of calculating Sick Leave and Worker's Safety and Insurance Benefit,
one full 8 hour shift shall be deemed to equal one full working day.

The EmergencyAfter Hours Worker must be scheduled to work in order to be paid sick
leave, bereavementleave or Worker's Safety and Insurance Board Benefits.

While the EmergencyAfter Hours Worker is on an approved sick leave or Worker's
Safety and Insurance Benefits, the Emergency After Hours Worker shall be paid for
the shift that he/she would have been scheduled to work in accordance with current
needs and would otherwise have worked if he/she had not gone on leave, untilsuch
time as all unused  credits are exhausted, subjectto Article 14 - Seniority.

Subject to Article 21 - BereavementLeave, for purposes of BereavementLeave, an
EmergencyAfter Hours Worker shall be paidfor the shift that he/she would have been
scheduledto work in accordancewith current needs and would otherwise have worked
if he/she had not gone on leave, up to a maximum of three consecutive calendar days
(deemed to be the equivalent of three consecutiveworking days as per Article 21.02).
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34:_Job Share

Preamble- Job Share
Job sharels a form of employmentwhich is generally initiated at the request of 2 employees
who wish to work the equivalentof one full-time job, each working less than full-time hours.
Both employees shall be accountablefor the overall achievement of the required position's
objectives.
Job sharing requests shall only be considered if the proposed arrangements are for a
minimum term of twelve (12) months.
Where a Team Supervisor determinesthat a position is appropriate for job sharing, the Team
Supervisor will specify on the job postingthat the position is one that could be shared.
Employees applying for a vacancy or initiatinga requeston the basis of ajob share
arrangementshall do so by submitting a written proposal to the employerwith the details of
the job share arrangement worked out in advance as outlined in 34.08. Such requestwill
notbe denied provided that the job share arrangementdoes not unreasonably interfere
with the efficient operation of the Socisty.
Applicant Roster:
A roster of staff interested in ajob share arrangementshall be maintainedin Human
Resource Services. The roster shall be listed by job classification to facilitate interested
workers in the contacting of other interested staff members.
Application
An application/proposal for job sharing shall include but not be limitedto the following
information:
a) The name of both parties wanting to job share.
b) The breakdowninwhich the specific duties shall be shared betweenthe workers {(e.g.
case load, paperwork expectations, attendance at meetings, court etc.)
¢) An outline of the proposed work schedule.
d) The method by which information shall be communicated between the Team Supervisor
and the two workers.
e) An outline for coverage issues such as but not limited to vacation time, compensatory
time, general leaves of absence.
Remuneration
it is understood and agreed that the Society shall not be liable to make any paymentin excess
of what is required for a full-time employee performingall the work of a full-time position under
the Collective Agreement simply because the two (2) employees are sharingthe single job.
Payments should be shared, not duplicated.
a) Salary:
Onefull-time salary shared between @D workers and pro-rated based on the number of
hoursworked, eg. each employee occupying half of the same position shall be entitled
to 50% of the annual salary, he/she would have been paid had he/she worked full-time.
b) Annlversary Date:
The employees shall retain their respective anniversary date for incrementpurposes.
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c)

e)

9)
h)

i)

Hours:

Hours of work shall be based on the full-time hours establishedfor the position, and
calculated as a portion thereof.

Overtime:

Employeesworking under a job sharing agreement shall be compensated for overtime
as prescribed by the Collective Agreement Article 31.03(g).

Benefits:

The employees shall be entitled to Health and Welfare benefits under Article 31 of the
Collective Agreement on a pro-rated basis subjectto eligibility of the carrier.
Deductionsfor Deductionsfor Life Insurance, Accidental Death and Dismemberment
and OMERS shall be based on the employee pro-rated salary shall be based on the
employees pro-rated salary.

Vacation:

Vacation entittementfor each employee shall be calculated on a pro-rated basis.
Union Dues:

Unions dues shall be paid on a pro-rated basis.

Paid Holidays:

Statutory holidays and the resultant time off with pay are to be pro-rated betweenthe
employees. Adjustments to the schedule in order to accommodate such shall be done in
consultation with the Team Supervisor.

Sick Leave:

Sick leave entitlementto be pro-ratedfor each employee.

Seniority:

Seniority shall accrue on a pro-rated basis as per Article 14.01 of the Collective Agreement.
Bargaining Unit Status:

Employees who are inthe bargaining unit shall retain their bargaining unit status if they are
successful in obtaining ajob share position which is within the bargaining unit.

Evaluation:

Thejob share arrangement(s) shall be evaluated on an ongoing basis to assess its
impact on service to clients as well as onthe branch.

Termination:

1) The job sharing agreementmay be terminated with one (1) month written notice at the

2)

3)
4)

request of either employee or the Team Supervisor.

Inthe event that one employee wishes to leave the job share position, the remaining
employee shall assume the position on a full-time basis unlesshe/she is able to secure
anotherjob share partner within thirty (30) days of the termination.

If one employee opts out because he/she wants to resume full-time employment, then the
onus is on that employeeto compete for vacancies.

Where the job sharing agreementis terminated either by request of the employees or the
Team Supervisor, or pursuantto the evaluation noted above, the senior employee may
remain inthe job share position in a full-time capacity. The remainingjob share employee
will have the right to be placed elsewhere in the Bargaining Unit pursuantto Article 15 of
the Collective Agreement. The senior employee may not terminate the job share
arrangementfor purposes of assumingthe position on a full-time basis.
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35: Chetwynd Community DevelopmentProgram

Chetwynd Community Development Programis afamily service, based on
prevention. Community residents come together in designinga camp vacation
experience which acts as a catalystfor better access to services, neighbourhood
coheslon and to address localissues. Staff participationinthe Chetwynd
Community Development Program is completely voluntary. The followingterms
and conditions will apply to staff memberswho volunteer to participatein the
Chetwynd Community Development Program and are based on a six (6) day period:

Staff participation from Monday to Friday will be recognized as time worked within
the "normalwork week and as such they will receivetheir regularrate of pay.

Staff volunteeringto remain for the duration of one full camp periodwill be
compensated with time off up to two (2) days. These compensatorydays are in
recognitionfor Saturday and Sunday and an additional day is providedas a means
of recognizingindividual's contributionto the program.

Part-time employees participatingfor the duration of the programwill be
compensated with time off totalingthree (3) days. These compensatorydays are in
recognitionfor Saturday, Sunday and an additional day is providedin recognition
of the part-time employees contributionto the program.

Inthe event that a Statutory holiday falls within agiven camp period during which a
staff member has volunteeredto participatefor the full camp period, an additional
day of compensatorytime will be granted the employee in recognition of the
holiday.

Staff will be encouraged to utilizea branch or agency vehicle to attend camp. In
instances where this is not possible, staff will be permitted to utilizetheir own
vehicle and will be compensated for their mileage at the current Society rate.

The provisions of the Worker's Health and Safety Act will apply to all Society staff
volunteeringat Chetwynd Community Development Program.

Room and boardwill be providedto Society staff at no cost as well as to family
members in instanceswhere employees elect to invite members of their family.
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36: Individual Contract

The Contract person shall be deemedto mean any individualwho provides service to clients
and who is retained for purposes of:
®  aspecific project of non-recurringkind, or
o aprojectwhere outside funding is receivedto supportan initiative of the Society and
who is under a contract with a specified termination date, not to exceed twenty-four
(24) months.

The Society shall not assign duties normally performed by employeeswho are members of

the bargaining unit to contract persons, where such assignmentwould cause or resultin the

lay-off or loss of bargaining unit positions.

Fundingfor contract persons shall be exclusive of "base" ministry funding.

Itis agreed that such contract may be entered into without regard to the provisions of the

Articles relatingto promotions or the filling of vacancies, except as outlined herein.

(@) Where the duration of the contract is up to and including twenty-four (24) months, the
incumbent may be terminated without regard to seniority notwithstandingAtrticles 14
and/or 15.

(b) Where the duration of the contract exceeds twenty-four (24) months, the incumbent shall
be credited with seniority accrued retroactive to date of commencement of the contract
and shall be deemed to be permanentand shall be entitled to all provisions of this
Collective Agreement.

(c) Seniority accrued under this Article shall be applicable for purposes of Article 17 only.

(a) Personson an individual contract shall be terminated upon early cancellation of the
project, the expiration of funding, the expiration of specified term of the contract, or upon
completion of the specifiedtask of the contract or upon four weeks notice of either party.
There shall be noright to grieve such termination.

(b)

(i} Where the Society would have grounds to take action with respect to a Contract
Person and such action would be construed as discipline or dismissal had the
Contract Person been an employee within the Society's establishment,that Contract
Person shall have the right to grieve whether or not the Society had grounds to take
such action.

(i) Itisfurther understood and agreed that where the Society has establishedthat it had
grounds to take such action that would have otherwise have been deemed to be
grounds for discipline or dismissal, had the Contract person been an employee within
the Society's establishment,the Contract person shall not have the rightto grieve or
otherwise challenge the nature, extent, or the appropriateness,implied or otherwise,
of the action taken.

Persons engaged pursuantto this Article shall receive compensationand benefitsas agreed

upon by the Society and the individual concerned, and the total compensationcannot exceed

the compensationthat would otherwise have been payable had the position been part of the
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36.07
36.08

36.09

38.10

Society’s establishment.

Any contract person shall not be eligible to apply for any position until two (2) months prior to

termination date of his/her contract.

Hours of Work and Overtime - shall be determined in accordancewith the terms of the

contract negotiated between the Society and the Contract Person and where applicable shall

be consistent with Article 30, 31 or 33.

Itis further understoodand agreed that the following provisions of the collective agreement

shall apply:

1 - Purpose

2 - Recognition

3 - Discrimination/Harassment

4 - Relationship

5 - Management Rights

6 - Local Representation(Not applicable to new contract personsfor the first 12
months)

7 - Management/Union Meetings

8 - No Strikes/No Lockouts

9 - Grievance Procedure subjectto 40.06

10 - Policy Grievances subjectto 36.05

11 -Arbitrationsubjectto 36.05

12 - Discharge or SuspensionCases subject to 36.05

13 -Time Limits

14 - Seniority subject to 36.05

17 - Newly Created Jobs, Vacancies, Promotionsand Transfers subject to 36.05

20.04 - Family Leave

21 - BereavementLeave

22 - Jury Duty

23 - Pregnancyand Parental Leave

24.02 - Group Registered RetirementSavings Plan

25 - Employee Protection

27 -Workload Management

29 - Paid Holidays subject to terms of the funding

30 -Vacationswith Pay subject to terms of the funding

37 - Health Benefits subject to terms of the funding and eligibility

38 -Staff Development subject to terms of the funding

39 -Travel Allowance subject to terms of the funding

44 -Termination

Schedule B - Sick Leave subject to terms of funding and eligibility

Letters:
Auto Leasing

Save as expressly provided by the Article 36, no other terms or conditions of the Collective

Agreement shall apply to any personsretained on individual contracts.
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Catholic Children’s Aid Society Oof Toronto

37.01

37.02
37.03

37.04

37.05
37.06

37.07

Collective Agreement

April 1, 2002 - March 31, 2004

37._Health Benefits

The Society agreesto makeal! health and dental benefits in the master policy with the insurance
carrier, and outlined in the employee benefits handbook, available to full-time employees hired for &
months or more, and their eligible dependents. Retirees who are hired for morethan & months are
not eligible for Life Insurance, AD & D and Health & Dental Benefits, since they may have
already been covered bythe Society’s retiree plan. Eligible dependents(ie. spouse, significant
other and/or child)shall be as defined inthe employee benefits handbook. A copy of the master policy
will be provided to the Union.

Major medical benefits shall include drug coverage for drugs that legally require a prescriptionwith
80/20% co-insurance.

Basic dental services shall be providedto a maximum of $1,500 annually at 100% co-insurance.
Re-imbursement shall be based on the following:

Effective:

May 21st, 2002 - Current Ontario Dental Association Fee guide
April 1stof each year to be amended by Current Ontario Dental Assoclation Fee guide

Vision care benefits shall be every two years for adults or every twelve (12)monthswhere there has
been a change in prescriptiononly, and every year for each childwith 100% co-insurance.

May 21st, 2002- $300
April 1st, 2003 - $350

Paramedical benefits - $750 peryear - Coverage shall also include services rendered by a
Registered Social Worker and Dletician

Benefits for retirees - $1500 peryear

Major medical, dental and vision benefits shall be subjectto once per annuma deductible of $25 for
single coverage and $50 for family coverage.

The Society agreesto pay 100% of the Employer Health Tax for all full-time employees.

OMERS.:

Membership in O.M.E.R.8. is mandatoryfor all full-time employees from commencement of
employment and optionalfor part-time employeeswho meet the criteria established under the revised
Pension Benefits Act, 1987. C.M.E.R.S. contributionswill be made as provided in accordancewith the
O.M.E.R.S. ActR.8.0. 1970, as amended.

Schedule "B" attached hereto and forming part of this Agreement outlines the provisions and conditions
relatingto sick leave for employees.

The Society agreesto cover all employees under the Workplace Safety & Insurance Act.

Casual part-time employeesand employees hired for not more than six (6 months) are eligible only for
those benefits prescribed by-law. Such benefits shall be provided on a pro-rated basis subject to
eligibility.

The Society will provide (subjectto eligibility) benefits outlined in this article on .7 pro-rated basis for
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Emergency After-Hours Workers.
37.08 (i)  The Societywill provide (subject to eligibility)benefits outlined in this article pro-rated for regular
pert-timeemployees.
(i) itis understoodand agreed that employeeswho as of June 1, 1988 work less than full-time
hours, butare deemedto be full-time employees, shall retain their status as full-time employees
for the purposes of Health & Welfare benefits only.

37.09 Employeeswill be re-imbursed for the cost of the Hepatitis A and B vaccinations under the Society’s
Health Plan providing that the costs cannot be covered under OHIP or public health.
37.10 Where an employee is requiredto produce a medical certificate or report for employment

purposes, the employee shall be reimbursedthe cost, if any, of obtaining such certificate or
report upon submission of a receipt substantiating costs incurred.
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Catholic Children's Aid Society of Toronto

38.01

38.02

38.03

38.04

38.056

38.06

Collective Agreement

April 1, 2002 - March 31, 2004

38: Staff Development

Leaves of absence with or without pay may be granted by the Society to employees who have
completed a minimum of two (2) years of continuous service. The Society may assist the
employeesthrough loans to undertake further study, providingthere is a commitmentof
continued employmentwith the Society on the part of the employee. Such commitment to be
in accordance with forty-five (45) days' employment for each thirty (30)ays' educational
leave. When on such leave an employee shall not accumulate seniority in excess of
twenty-four (24) months.

Each employee has the right to request leave with no 0ss of salary to a maximum of five (5)
working days per year to attend professional development courses at the employee's own
expense, provided that the course is approved by the Director of Human Resource Services
and that such leave does not interfere with the efficient operation of the Society.

Employees, as a condition of employment, shall undertake if asked to do so, special training
courses or refresher courses at the expense of the Society, to participate in weekend
workshops, and attend other conferences and meetings as may be deemed desirable.
Encouragement shall be given to employees to develop their growth and leadership abilities in
these ways and through the provision of reading material, staff conferences, community
meetings, and other public relationswork. Attendance at these courses or meetings outside
the normal hours of work shall be compensatedfor by equivalenttime off. Such time shall be
calculated in accordance with the conference schedule.

When an employee is required or authorized to attend a convention at the expense of the
Society, the Society reserves the rightto specify the means and route of travel. The Society
agrees to reimburse the employeefor any reasonable expenseincurred as a direct result
thereof. The Society further agrees to advise the employee in advance of the amount of such
expenses. Accounts of such expenditures shall be submitted within one month of occurrence.
The Society may pay tuition fees for employees who are taking courses directly related and
necessaryto their work with a view to improving their social work and child care skills.

A Part-time educational leave of absence with pay may be granted to permanent
employees who are acceptedinto an accredited program of study equal to one half
(1/2) of the class time required per course up to a maximum of three (3) hours per
week, provided that the course is approved by the Director of Human Resource
Servicesandthat such leavedoes not interfere with the efficient operation of the
Society.
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Catholic Children's Aid Society of Toronto

39.01

39.02
38.03

39.04
39.05

39.08

39.07

36.08

CCAS & CUPE Local 2190 CollectiveAgreement 2002-2004
13/06/2002

Collective Agreement

April 1,2002 - March 31, 2004

39: TravelAllowance

(@) Mileage rates pald to employees using their own cars on Soclety business with the approval of the Branch or
Service Manager shall be at a rate &s follows:

Effective:
e May 21,2002 - arate of 35.0¢ flat rate per kilometre
e  April1,2003 - arate of 37.0¢ Rat rate per kilometre.

Employees using personalcars for Society businessshall have and maintain a third party liability policyin the
amount of one million dollars ($1,000,000) publicliability and property damage. The policy and premiums for such
insurance shall be suppliedby the employee and the Society agrees to subsidizethe cost of such policy as follows:

b}  InsuranceSubsidy:
Effective:
May 21, 2002 $24.00
April 1, 2003 $25.00

When an employeel meals or other il expensesin t courseofthe u n  of his/her Job.the
Society shall pay for said expenses and such paymentshall not ¢ Eh 1@
P requiredto drive their carson Sec businessand t have notbeen assigned a parking space at 26
it will receive a parking allowanceont  basis of the following h

26 Maitland Street - h ot

Paymentswill b Included ¢ inregutar mileage claims
The Society #ll provide 1 yvitick or ertalcar o nt b sofone i foreach 5)k. travelled.
Shouldan » ok 4  car he vandalized while the employee is providing direct service to clients in the normal
courseof ¢ duties, the employee will advise hisiher sup oF anty-four {24 howrs fthel ) and
the resultingdamage C  iderat vy jiver  Es5 quenttc avi( 3t s recommendatio > the 3
M: g - tore-imbursemant 1o the employss of the cost of any repairs not Y e v ise paid for b ¢ any other source
Insuch cases the employee will provide h S with matio es toh 't h sl car
H hibr 12 oft %tet nittt  aninsurance claim. Wie et e 1 1g of aninsuranceclaim hasan
b] o on t aphy ot t shall iburse said employee for the co  of repairs to a maximum of
five hundred dollars ($500.00). The Soclety may ¢ t  estimates i hi COStS Frepairs fthw Jana;  The
Soclel aj t compile a list of all 1 tsan 4t of u ref 1 andpro ) a py of this list to the union.
The Society undertakes tocovert s¢  aftran ¢ ontoll highways (e #407) for bargaining unit
membersdt. g 1:¢0 of their dutles d h
e timeanddistar savedoffsets the cost of using the toll 1y
o moloyees wit submita copy of the bill hig! related  :ifi trips, datestravelledand} ¢ of

F
. n ye  will submit along with their mileage claim to thelr ¢ isar  * approval on a monthly basis
In wu srell employee's work requires la usec ghway 407, the ana¢ mayapprove h
re- b €8 fth stofthetar  rdios purchased by the employe
The Society agrees tomaintaina s ry Cir Home and Auto Insura Plan. in accordance with the terms of
the Plan Adiministrator and subject to terms oi ¢ asy ot
The Society shall obtain a group plan from CAA provided employees pay ali enroliment and premium costs.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

40. Cellular Phones

40.01 Inthe interest of ensuring greater protection, safety and efficiencies for all bargaining unit
staff, the Society and the Local agree to the following conditionswith respectto the
purchase of cellular phones:

The Society will reimbursethe employee as follows:

Effective - May 21, 2002 - $20.00 per month

upon receiving proof of purchase of a cell phone and providing that the cell
phone number is on record with the Society, re-imbursement will be added to
the employee's monthly mileage claim cheques;

for the cost of long distance calls which are related to emergencies or personal
safety while conducting Society business upon submission of the long distance
phone hil;

re-imbursement of long distance emergency calls will be out of petty cash.

The employee will be responsible:

for the purchase and maintenanceof the cell phone

® o pay all monthlycosts directly to the supplier
® o pay the extra per minute charge should the number of total usage minutes be
greater than the monthly allowance
e for ail charges related to personal use of the cellular phone.
40.02 Inthe interest of ensuring greater protection and safety for the Emergency After Hours

Workers, the Society andthe Local agree to the following conditions with respectto the
purchase of cellular phones:

all Emergency After Hours Workers may use or purchasehisther own cellular phone:
the Society agrees to reimbursethe employeefor an annual licensingfee. A cheque
requisition, signed by the employee's supervisor will be required for reimbursement;
the Society agreesto pay $34.44 flat rate per month;

the employee agrees to place telephone calls during off peak hours, and will not be
reimbursedfor any additional costs above the monthly fee;

the Society agrees that the reimbursementwill be added to the employee's monthly
mileage claim cheque.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

41: Technological Change

Technological change at the Society pertainsto the introduction of informationtechnology, equipmentand
related processes that affect the work undertakingor business carriedon by the Society.

41.01

41.02

41.03

Notice

a) The Society recognizesthat this may have an effect on employeesand the systems that
support the work they do and agrees to notify the Unionas far in advance as is practicable
of its intentto introduce such changes and to meet with the Union Executive.

b)  Atany such meeting, the Society will provide the Unionwith informationas to the nature of
the changes and the employeesllikely to be affected by such changes.

¢)  The Society will also advise the Union of the effect, if any, the change may have on the
working conditions and terms of employmentof the employees affected.

d)  Bythe same token, the Society agrees to meet with the Union Executive, during the term
of the Agreement and following reasonable notice, for the purpose of discussing any
concerns the Unionmay have with respectto the introduction of significant technological
changeswhich may have any affect on employees.

Training

a) The Society recognizesthat there are individual learning curves and is therefore, committed

to providing opportunities for learningwhich includeon the job trainingfor employeeswho
are affected by technological change;

b) Employeeswill be requiredto use the designatedtechnology once the training has been

©)

provided;
Time devotedto training due to the introduction of technological change, which has been
approved by the Society, shall be considered as time worked.

Redeployment

a)

b

c)

An employeewhose positionis declared abolished and therefore, is rendered redundant
or displaced from ajob as a result of technological change, shall be treated in accordance
with Article 15.02 - Lay-Off and Recall;

Every attempt shall be made to avoid lay-offdue |0 the introduction of technological
change;

No employee who is displaced from his/her job due to the introduction of significant
technological change will suffer a reduction in salary rate as a result of this change.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

42: Recognition

42,01 ltisthe policy of the Society to formally acknowledgethose members of staff whose personal
contribution extends over many years.

An employeewho completesfive (5) years of continuous service with the Society and in eachfifth
year thereafter, shall receive a memento of the occasion as determined by the Society.
Arrangementsfor the presentation should be in keepingwith the intent, which is to give public
recognitionto Staff memberswho have provided service to the Society over many years.

42,02 The Society agreesto pay a Long Service RecognitionBonusto each employeewho has
completed a minimumof ten (10) years of service as of the employee's respective
anniversary date as follows:

Effective:

e  April1,2002 - $350
e April 1, 2003 - $450
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

43: Retroactivity

43.01 Retroactivity will be to the date of ratification unless otherwise stated. An employee
who retired between April 1, 2002 and the date of ratification of this agreement shalll
receivethe full retroactivity of any increasesinwages or salaries that they would have
beeneligible for had they not retired.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

44: Termination

44.01 The terms of this Collective Agreement shall remainin full force and effect from April 1, 2002
to March 31, 2004 inclusive.

44.02 This agreementshall be renewed automatically unless either party gives to the other
notice of desire to negotiateamendments hereto. Such notice shall be given in writing,
not more than ninety (90) days and not less than thirty (30) days before March 31,
2004 the expiry day of this Agreement. Within fifteen (15) days after notice is given,
negotiations shallcommence. Inthe event of such notice, all conditions of this
Agreement shall remainin effect untila new Agreement is signed or until the
conciliationprocess is completedand the Local is entitled by law to commence a legal

strike and the Society is nti ed by laf\to conduct a legal lock-out.
Signed a% this day of 2002. QLU%

For th ciety For the Unlon
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

Schedule "A™ Child & Family Job Class - Definition

Child and Family Job Class

Positionsare responsiblefor the provisen of mandated child protection services underthe Childand Family
ServicesAct including child protectionservices, child and family interventionservices, child developmentand child
treatmentservices, residential, family and community services, adoption and placementservices and foster care and
developmentservices. Posftions are normallymandatedto apprehendchildren in need of protection.

Qualifications and Placement on Salary Scale

Step #1 Non social work degres no experienceand thereafter each step shall representone (1) year of
progressively responsibleexperience.

Step#3 B.S.W., noexperience and thereafter each step shall representone (1) year of progressively
responsible experience.

Step#4 M.8.W., no experienceand thereafter each step shall representone (1) year of progressively
responsible experience. An employee hiredfrom outside with previous directly related experience and
progressivelyresponsible child welfare experience shall be placed on the appropriate step of the grid in
recognitionof said experience.

Note: CUPE Local 2180 acknowledges that any employeepromotedfrom the Childand Youth Job Classar
the Soclal Services Assistant Job Classto the Childand Family Job Class willreceive a one step
Increase as per Soclety practice. The employeewillnot be paidat a rate lowerthan the lower step of
the Childand Family Job Class.

CCAS & CUPE Local2790 CollectiveAgreement 2002-2004
13/06/2002 Page 67



Catholic Children's Aid Society of Toronto

HUMAN RESOURCES
Operating Documents

Active

04-06-12a - Policy - Bargalning Unit Salary Schedule - Child & Family Job Class

Cross-Reference:
Accreditation Standards:

APRIL 1, 2002 - MARCH 31, 2004

Child Senior Child |  April 1, 2002 Oct 1, 2002 April 1, 2003 April 1, 2003
Protection Protection 2% 1% Pay Equity {$433) 3%
Worker Worker ‘Ef.onomlc‘ AEJc.onomlc ) ‘Eﬁonomlc
Non-S.W. $42,077 $42,408 $42,931 $34.219
Degree
- 3,318 $44,256 $44,609 $46,030
B.S.W. $45,628 $46,084 $46,517 $47,013
M.S.W. $47,706 $48,183 $45,618 $80,074
$49,748 $50,245 $50,678 $562,198 |
Minimum Start $51,874 $52,303 $52,826 $54,411
Rate
$54,095 $54,636 —$55,060 $56,721
$56,409 $56.979 $57,408 $50,126
MAXTMUM $63,825 $50,413 $50,846 $61,641
$61,336 67,949 $62,382 $64,253
MAXIMUM $63.0855 $64,595 $65,028 366,970
Note: CUPE Local 2190 acknowledges that any employes promoted from the Child end Youth Job Class to the

Chitd end Family Job Class will recelve e one step Increase as per Society practice. The employee wilf
not be pald at & rate lower than the lower step of the Child and Family Job Class.
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Catholic Children's Aid Society of Toronto

Collactive Agreement

April 1, 2002 - March 31, 2004

Schedule "A™ _Child & Youth Job Class - Definition

Child and Youth Job Class

Positions at the working levelare responsiblefor providing essential child care and child management
servicesin co-operationwith and as an adjunctto socialwork interventionand child and family treatment
services. Positions ere normally not authorizedto undertake apprehensionsunder the Child and Family
Services Act.

Seniorlevel positions provide senior level child care and child management expertise to severely disturbed
and violentyouth In care, are accountablefor adherenceto policies and procedures, take responsibility for
more complex cases, provide guidanceto Juniorworkers and students, and assist with administrative aspects
of service. Positions are not normally authorizedto undertake apprehensionsunder the Childand Youth Act.

Qualifications and Placement on Salary Scale

step #4

Non Certified, no experienceand thereafter each step shall representone (1)year of progressively
responsible experience.

Step #3

Child Care Certificate, Child and Youth Diploma or squivatent, no experience and thereafter each step
shall representone (1)year of progressivelyresponsible experience.

step #6

Diplomain Child Studies, no experienceand thereafter each step shall representone (1) year of
progressivelyresponsibleexperience. An employee hired from outside with previous directly related
experienceand progressivelyresponsibleexperience shall be placedon the appropriate step of the grid
inrecognition; of said experience.

Step #7

Childand Youth Diploma, Child Care Certificate, or equivalent, and atleastthree year's progressively
responsibleexperience. Thereafter, each step shall representone (1)year of experience.

Note:  CUPE Local27190 acknowledgesthat any employee promoted from the Child and YouthJob
Class to the Child end Family Job Classwilf recelve a one step Increaseas per Society
practice. The employee will not be paid at a ratelower than the lower step of the Child and
Family Job Class.
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Active

Catholic Children's Ald Society of Toronto
HUMAN RESOURCES
Operating Documents
04-06-12b - Policy - Bargaining Unit Salary Schedule- Child & Youth Job Class

Cross-Reference:
Accreditation Standards:

APRIL 1, 2002- MARCH 31, 2004

Schedule "A" Child & Youth Job Class

Child & Youth | Senior Child April 1, 2002 Oct 1, 2002 April 1, 2003 April 1, 2003
Worker Youth Worker 2% 1% Pay Equity ($433) 3%
E I E | Economic
Adju Adl " Adustment
Grade 12 MIN $35,455 $35,810 $36,243 $37,330
$36,453 $36,818 $37,251 $38,369
Child Cars $31,4§1 $37,836 $38,260 $39,417
Certificate
$38,522 $38,907 $30,340 $40,520
Diploma Child $39,031 $40,027 $40,480 $41,674
$40,804 $41,212 $41,845 $42,894
MIN $42,077 $42,488 $42,931 $44,219
$43,818 $44,256 $44,689 $46,030
$45,628 $46,084 $46,517 - $47,013
MAX $47,706 $48,183 $48,616 $50,074
$40,748 $50,245 $50,678 $52,108
MAX $51,874 $52,393 $52,826 $54,411
[ ocal 2190 acknowledges that any amnlovaa nramatad from tha Child and Youth lob Class to the Child and
Mly o Class dll 1 aone tep incre se as per Society practice. Tho employee will otl id ta t k
1tk n step of the Child and Famlly J«  Clase
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Catholic Children's Aid Society of Toronto

CollectiveAgreement

Aprii 1, 2002 - March 31, 2004

Schedule "A™:. _Emergency After Hours Job Class - Definition

Emergency After Hours Job Class

Positions are responsiblefor providingerisls interventionservicesonan "ON-DUTY" or “ON-CALL" basis outside
of normaloffice hours underthe mandate of the Child and Family Services Act Including:

child protection services

child and family interventionservices
childdevelopmentand treatmentservices
residential, Family and community services
foster care and development services.

Positions are mandatedunderthe Child and Family ServicesAct to apprehend children in need of protection.
Qualifications and Placementon Salary Scale

Emergency After Hours Workers shall be called in accordancewith Article 33 and paid in accordance with the rates
as defined InSchedule"A".
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:rose-Reference:

Accreditation Standards:

Catholic Children's Aid Society of Toronto
HUMAN RESOURCES
Operating Documents
14-06-12¢ = Policy - Bargaining Unit Salary Schedule- Emergency After Hours Services Workers

Emergency After Hours Job Class - Salary Structure
APRIL 1, 2002 - MARCH 31, 2004

April 1, April 1, Qct 1, 2002 Qct 1, 2002 April 1, 2003 April 1, 2003 April 1, 2003 April 1, 2003
2002 2002 1'% 1% Pay Equity Pay Equity 3% 1%
z% z% B 1 B, 1 A .4‘:y A J.ly . B, i
| Ad] t Ad) Shift Hourly Adjustment Adjustment
Adjustment Adjustment (Shlfty (Hourly) (Shift) (Hourly}
{Shift) (Hourly)

Step 1- ONHire 140.54 na 14192 na 143.62 na 147.93 wa
Step 2-2nd 14583 ns 146,89 ns 148,69 nla 153.18 nia
Anniversary Date
Step 3 - 4th 150.78 nia 152.26 na 183.96 na 158.58 na
Anniversary Date
Stap 4 - 6th 156.47 na 1§1.73 nis 158.43 na 184.21 wa
Anniversary Date
Step 5-8th 161.76 na 163.38 na 165,08 na 170.03 nia
Anniversary Date .

2nd On Duty Weekdays
Step 1-On Hire "M .48 7223 836 73.08 8.68 7527 892
Step 2-2nd 74.04 8.48 74.78 8.56 75.63 8.6 77.90 8.92
Anniversary Date
Step 3« 4th 76.74 848 7754 8.56 7638 8.68 e .92
Anniversary Date
Step 4 - 6th 79.52 8.48 80.32 2,56 .17 8.60 83.61 8.92
Anniversary Date
Step 5-8th 8239 848 83.24 8.56 84.06 8.66 868.58 8.92
Anniversary Date

1st On Call Weekdays

1st On Call Waekends

2nd On Call Weekends
Step 1+ On Hire 42.87 8.48 43.30 8.58 4380 8.66 4511 8.92
Stap 2- 2nd 4488 848 4593 8.56 45.63 8.68 47.00 8.02
Anntversary Date
Step 3 - 4th 46.00 8.48 46.48 B.56 46.96 8.66 48.37 8.92
Anniversary Date
Step 4 - 6th 48.58 848 49.07 8.56 43,57 8.66 51.06 8.92
Anniversary Date
Step § - 8th 49.39 843 49.88 8.56 50.38 8.66 511.89 8.92
Anniversary Date .

i

When necessary for A&/H worker to attend at court - he/she paid a flat rate of $53.00 - Inclusiveot afl expenses

When necessary for AM worker to attend meetings, supervision, training, and/or appolntments when A/H worker Is not
scheduled lo work, he/she Is paid hourly rate of $21.50.
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Catholic Children's Aid Society of Toronto

CollectiveAgreement

April 1, 2002 - March 31, 2004

Schedule "A™ Health Care SupportJob Class - Definition

Health Care SupportJob Class

Positions are responsible for providing related but distincttypes of professionalnurse consulting servicesto Child
Protection Workers in cases of highrisk children underthe mandate of the Chlld and Family Services Act. The
seniorlevel may be authorizedto apprehendchildren Inneed of protection, butthisls nota primary function of the
jobs.

Qualificatlons And Placementon Salary Scale

Nurse
Step#1 Registerednurse, no experience and thereafter each step shall represent1 year of progressively
responsible experience.

Health Specialist

Step#3 Registered Nurse with currentregistration with the Ontario College of Nurses, Baccalaureate Degree in
Nursing, three (3)years previousdirectly relatedexperienceandthersafter each step shall represent
one (1) year of progressively responsibleexperience. An employee hiredfrom outside with previous
directly related experienceand progressively responsibleexperience shall be placed on the
appropriate step of the grid in recognitionof sald experience.
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Ty Active

Cathollc Chlildren's Aid Soclety of Toronto
HUMAN RESOURCES
Operating Documents
04-06-12d - Policy - Bargaining Unit Salary Schedule - Health Care Support Job Class

ross-Reference:
\cereditation Standards:

New Salary Rangewith Pay Equity Increase

APRIL 1, 2002 - MARCH 31, 2004

Schedule "A®
Health Can Support Job Class
; April 1,2002 October 1, 2002 April 1, 2003 April 1,2003
) 2% % Pay Equity ($433) %
Economic Adjustment Economlc Economic
Ad) Adjustment
[Minimum $45,628 346,088 346,617 $47,913
Nurse .
$47,706 $49,193 $45,616 “$30,074
Minimum $49,748 $50,245 $30,678 52,108
Health Specialist ’ :
$51,874 2,393 $52,026 $54,411
$54,005 $64,636 $55,060 $86,721
550,400 $56,073 $87,408 $59,128
MAXIMUM $58,625 $59,413 $59,846 $61,641 _
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Catholic Children's AMg™SeETety of Toronto

Collective Agreement

April 1,2002 -March 31, 2004

Schedule%ﬁ Soclal Services Assistant Job Class - Definition

Soclal Service Assistant Job Class

Posltions are responsibie for providinga range of soclal services In supportof social work practice. Such
s8rvices are instrumentallnaccomplishing service goalsand plans of care, butare of a social support
nature, working under the direction and guidance of clinical teams. Positions are not mandatedto undertake
apprehensionsunderthe Child and Family ServicesAct.

Quallfications and Placementon Salary Scale

Step# 1 Forexisting staffwho are presentlynoncertified but have at least one year's directly
relatedexperience. Therafter. each step shall representone  ldar of progressively
responsibleexperience.

Step# 3 Entry levelfor the class. Twe year Social Service or equivalentpost secondary education or
equivalent,and lessthan one year's directly relatedexperience. Therafter, each step
shall representone (1) year of progressivelyresponsible experience.

Note: CUPE Local 2180 acknowledgesthat any employeepromotedfrom the Soc/al Services Support Job
Class to the Child and Youth Job Class or the Child andFamily Jdo Classwill recsive a one step
Increase as per Societypractice. The employeewd!l not be peld at arate lower than the lower step
ofthe respsctive Job Class.
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Catholic Children's Ald Society of Toronto

HUMANRESOLIRCES

Operating Documents

04-06-12¢ - Policy - Bargalning Unit Salary Schedule - Soclal Services Support Job Class

Cross-Reference:
Accreditation Standards:

GT——

New Salary Range with Pay Equity Increase

APRIL 1, 2002 - MARCH 31, 2004

Soclal Telephone April 1. 2002 | October1,2002 | _ Aprit1,2003 _ April 1, 2003
Service Intake 4 1% Pay Equity ($433) 3%
Assistant Screener Economic Economlc Economic
Adjustment Adjustment Adjustment
Grade 12 |Min $35,453 $35,310 $36,243 \
$36,453 $36,018 $37,251 )
Social Service Diploma |Min $37,481 37,538 §38,260 $36,417
or equivalent post-
secondary diploma/
certlficate
$38,522 338,907 $39,340 $40,520 ‘
30,007 $40,027 $40,460 $41,674
Max $40,804 $212 $4T.848 $42854
$42,077 $42,408 $42,031 $44.210
[ZKETES $44 956 $44,889 $48,030
S
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

Schedule "A™_ Wages & Classifications

Placement of Employees on the Salary and Classifications Scales

Inthe eventthat any employee improveshisther qualificationsthrough obtaining a Degreein Social Work from a
Canadian University, or a Ryerson Degree in Social Services, or a Child Care Certificate, or a Diplomain Child
Studiesfrom a North American University, he/she shall be movedto the applicable salary; step as outlined below,
effectivethe next pay period following notificationto the Society in writing.

Inthe case where the employee is currently at a salary: levelbelow the minimum salary; level of the

a)
acquired academic qualification, the employee's salary: will moveto the minimum salary; levelfor the said
acquired qualification.

b) inthe case where the employee is currently at a salary: levelwithin the salary: range of the acquired

academic qualification, the employee's salary: will move to one step above their existing salary;.
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Catholic Children's Aid Society of Toronto

Schedule "B (i}": Sick Leave and Long Term Disability « Regular Full-Time and Part-Time Employees

The following Sick Leave Plan is intendedto provide fuli-time employees with sick leave coverage for temporary
disablementdue to illnessor non-compensableaccidents as well as coveragefor long term disability. The Plan
does not provide coverage for Pregnancy/Parentai Leave.

in determiningthe entitlementfor sick leave hereunder, the Society shall take into considerationiliness other than
purely physical illnesswhich:

e Issupported by medical documentationfrom a legally qualified medical practitioner; and,

e directlyimpacts on an employees performanceof job duties.

tima| iployees - Sick Leave Credits

1. For all full-time employees hired aft: ly 1. 1986 they will immediately be entitled to five (5) days sick
leave with sick leave pay at 100% of their current salary.

2. Upon completion of three (3) months' service the employee will be credited an additional ninety-five (95)
days' sick leave with sick leave pay at 66-2/3% of their current salary.

3. After the said three (3) months of Initial service, the employeewill be allowedto convert unused sick leave

creditsas outlined in paragraph(2) above to full pay sick leave credits as outlined in paragraph(1) above at
the rate of one{1) and one half(1/2) fult days of sick leave at 100% pay for each full month of service
during which the employee receives noless thanfull pay. Employees are entitled to accumulate sick leave
creditsat 100% pay during the first three (3) months of employment.

4. At no time would the employee have less than one~hundred (100) days of sick leave combined of the five
(5) daysat 100% pay per paragraph(1) plus the 66-2/3% paid days as outlined in paragraph (2) plus the
sick days convertedto 100% paid days as outlined In paragraph(3).

5. Any sick days taken at 100% pay would be replaced by sick leave days credited at 66-2/3% sick leave pay
as outlined in paragraph (2) providedthat the employee can continueto convert sick leave days credited at
66-2/3 pay to sick leave days credited at 100% pay as providedin paragraph(2).

6. The sick days at 100% pay as outlined in paragraph(1) will remaininthe employee's credit only ifthey are
unused or are replaced by operation of paragraph (3).
7. Where all of an employee's entitlementsat 100% are fully depleted, at the employee's option, accumulated

vacation and/or compensatorytime may be usedto top-up the employee's salary at 66 2/3% to provide
100% salary.

8. Where through extended ilinessen employee has fully depleted all sick credits, the employee on Leave of
Absence without pay then returnsto work, credits will be reinstated as per#1, #2 and #3 of this Schedule
"B".

9. Where an employee applies for Long Term Disability and has been approved by the Insurance Company.

his/her position may be filled on a permanentbasis. Where the employeerecovers sufficient to return to
work, he/she shall be assignedto a comparable position elsewherein the Society as per Article 14.01

10. Employeeshired prior to July 1, 1979 who currently have more than 100 sick leave days at 100% as of July
1, 1986 underany planwhich precededthis plan shall retaintheir said credits of sick days at 100% pay but
notaccumulate any additional days of sick leave credits until their current number of sick leave days to their
creditis reducedto lessthan00 through usage. At that time said employeewill be entitled to accumulate
sick leave credits in accordancewith paragraphs4, § and 8, to a maximum of 100 working days.

1. Employeeshired prior to July 1, 1986 and since July 1, 1979 will receive five (5) sick leave days at 100%
pay. Inaddition, the employee will be creditedwith sick leave days at 100% pay in accordancewith
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paragraph(3), to a maximum of 100 days at 100% pay inclusive of the said five (5) days' sick leave at
100% pay per paragraph (1) thereafter sick leave credits will be maintainedin accordancewith paragraph
4,5andé

Part-time Employees - Sick Leave Credits

12.

Regularly scheduled part-timeemployeeswill retainany unused sick leave credits as of July 1, 1986
accumulated under any previous plan. Thereafter, such employeeswill accumulate sick leave credits on a
pro-ratedbasisin relation to their scheduleddays and length of service. The maximum number of sick day
credits that a regularly scheduled part-time employee shall be able to accumulate shall be pro-rated on the
basis of the numberof scheduled hours proportionateto a full-time scheduledwork week (on the basisthat
a full-time employee shall be entitled to earn a maximumof 100 sick day credits). Sick days taken shall be
paid on a pro-rated basis, based on the number of scheduleddays perweek in relation to a full-time
scheduledwork week.

Medical Appointments
13.

When an employeeis requiredto attend a doctor or dental appointment during normalworking hours and
said appointmentrequires lessthan 1 and 1/2 hoursof time off during working hours, to a maximum of one
such appointment per month, then the said employee shall not lose any pay for all such time lostand no
deductions shall be made from the employee's sick leave credits. Where, however, said appointment
requiresthe employeeto take morethan 1 and 1/2 hourstime off during normalworking hours, then all
suchtime shall be compensatedfor by deducting from the employees sick leave credits, if any. Such
deductions shall be calculated on the basis of a minimum deductionequalto 1/4 day for each1 and 1/2
hour of time off or any portion thereof. Furthermore, if the employee requires more than one such doctor's
or dentist's appointmentwithin a one month period, then all time off during normalworking hoursfor each
such successive appointmentafter the first appointment, shall be compensated for by deducting from the
employee'ssick leave credits, if any, on the basis of a minimum deduction equal to 1/4 day for each 1 and
1/2 hour off or any portionthereof.

Long Term Disability

14.

In addition to the foregoing, the Society shallpurchase and maintainpremiums for a Long Term Disability
Plan based on 66-2/3% pay commencing after 150 calendardays (equivalentto 100 working days) of
continuous lliness. Inorder to qualify for Long Term Disability an employee must be totally disabled from
performingany work at the Society. Where an employeequalifies and goes on Long Term Disability, any
unused sick leave credits shall remain to the employee's credit to be applied to any future unrelated lliness
or accident. Where an employee has been on Long Term Disability and returnsto work, an unrelatediliness
or accident shall notincludethe lliness or accident for which the employeewas lastoffon Long T e n
Disability unless he has returned to work for at least six (6) months during which time there has been no
recurrence of the said ilinessor accident for which he was last off on Long Term Disability. All claims for
Long Term Disability benefits shall be subject to the te ns of the Master Plan. Accumulated vacation will be
paid out.
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Catholic Children's Aid Society of Toronto

Collective Agreement

April 1, 2002 - March 31, 2004

Schedule "B(ii}": Sick Leave & LongTerm Disabillity - Emergency After Hours Workers

The following Sick Leave Planis intendedto provide Emergency After Hours Workers with sick leave coverage for
temporarydisablementdue to illness or non-compensable accidents as well as coverage for long term disability.
The Plandoes not provide coverage for Pregnancy/Parental Leave.

In determiningthe entitlementfor sick leave hereunder,the Society shalltake into considerationillness other than
purely physicalillnesswhich:

e is supported by medical documentationfrom a legally quatified medical practitioner; and,

e directly impactson an employees performanceofjob dutlgs.

Sick Leave Credits

1. Forall Emergency After Hours Workers hiredafter July 16, 1992 they willimmediately be entitled to five (5)
shifts sick leave with pay at 100% of the applicable shift rate which the workerwas scheduled towork. Shift
ratesare outlined in Schedule A.

2. Upon completion of three (3) months' service the Emergency After Hours Worker will be credited an
additional ninety-five (95) shifts sick leave with sick leave pay at &8- 2/3% of their scheduled shift rate.
3. After the said three (3) months of initialservice, the Emergency After Hours Worker will be allowedto

convert unused sick leave credits as outlinedin paragraph (2)above to full pay sick leave credits as
outlined in paragraph (1) above atthe rate of one (1) and one half(1/2) full shifts of sick leave at 100%

pay for each full month of service duringwhich the EmergencyAfter Hours Worker receives no lessthan full
pay. Emergency After Hours Workers are entitled to accumulate sick leave credits at 100% pay duringthe
first three (3) months of employment.

4. At notime would the Emergency After Hours Worker have lessthan one-hundred (100) shifts of sick leave
combined of the five (5) shifts at 100% pay as outlined in paragraph(1) plusthe €6-2/3% paid shifts as
outlined in paragraph (2) plusthe sick shifts convertedto 100% paid shifts as outlined in paragraph(3).

5. Any sick shiftstaken at 100% pay would be replaced by sick leave shifts credited at 66- 2/3% sick leave
pay as outlined in paragraph (2) providedthat the EmergencyAfter Hours Worker can continueto convert
sick leave shifts credited at 6-2/3 pay to sick leave shifts credited at 100% pay as providedin paragraph

).

6. The sick days at 100% pay as outlined in paragraph (1) will remainin the Emergency After Hours Worker's
credit only if they are unused or are replaced by operation of paragraph(3).

7. Emergency After Hours Workers hired priorto July 18, 18982 will receive five (5) sick leave shifts at 100%

pay. Inaddition, the Emergency After Hours Worker will be credited with sick leave shifts at 100% pay in
accordancewith paragraph(3}, to a maximum of 100 shifts at 100% pay inclusive of the said five (5) shifts'
sick leave at 100% pay as outlined in paragraph ( kDereafter sick leave credits will be maintainedin
accordance with paragraph4, 5 and 6.

Long Term Disability
8. Inadditionto the foregoing, the Society shali purchase and maintain premiums for a Long Term Disability

Planbased on 66-2/3% of monthly earnings commencingafter 160 calendar days (equivalentto 100
working days) of continuousillness. Inorder to qualify for Long Term Disability an EmergencyAfter Hours
Worker must be totally disabled from performingany work at the Society. Where an Emergency After
Hours Worker qualifies and goes on Long Term Disability, any unused sick ieave credits shall remainto the
Emergency After Hours Worker's credit to be appliedto any future unrelatedilinessor accident.

Where an EmergencyAfter Hours Worker has been on Long Term Disability and returns to work, an
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unrelatedillnessor accident shall not include the illnessor accidentfor which the Emergency After Hours
Worker was last off on Long Term Disability unless he has returnedto work for at least six (6) months
during which time there has been no recurrence of the said illnessor accident for which he was last off on
Long Term Disability.
All claims for Long Term Disability benefits shall be subjectto the terms of the Master Plan. Accumulated
vacation will be paid out.

9. Where through extended illness an employee has fully depleted all sick credits, the employee on Leave of
Absence without pay then returnsto work, credits will be re-instated as per#1, #2 and #3 of this Schedule

10. Where an employee applies for Long Term Disability and has been approved by the Insurance Company,
his/her positionmay be filled on a permanentbasis. Where the employee recovers sufficient to returnto
work, he/she shall be assignedto e comparable position elsewherein the Society as per Article 14.01.

MedicalAppointments

11 When an Emergency After Hours Worker is requiredto attend a doctor or dental appointmentduring
scheduled working hours and said appointmentrequires lessthan 1 and 1/2 hours of time off during
working hours, to a maximum of one such appointmentper month, then the said Emergency After Hours
Worker shall not lose any pay for all such time lost and no deductions shall be made from the Emergency
After Hours Worker's sick leave credits.
Where, however, said appointment requiresthe EmergencyAfter Hours Worker to take more than 1 and 1/2
hours time off during scheduledworking hours, then all suchtime shall be compensatedfor by deducting
from the Emergency After Hours Workers sick leave credits, if any. Such deductionsshall be calculated on
the basls of a minimum deductionequal to 1/4 shift for each 1 and 1/2 hour of time off or any portion
thereof.
Furthermore, ifthe Emergency After Hours Worker requires more than one such doctor's or dentist's
appointmentwithin a one month period, then all time off during scheduledworking hours for each such
successive appointmentafter the first appointment, shall be compensated for by deducting from the
EmergencyAfter Hours Worker's sick leave credits, if any, on the basis of a minimumdeduction equal to
1/4 shift for each 1 and 1/2 hour off or any portionthereof.
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

BRI Vs RS R RN

Accommodation of Disability in the Workplace & Return To Work

ey

The Catholic Children's Ald Society of Toronto and C,U.P.E Local2180 recognizethe responsibility and legal
obligation, under the Ontario HumanRights Code and the Soclety's Policiesto:

e accommodatepersons with disabilities and undertakeinitiatives to identify and remove systemic
and structural barriersthat restrict accessto, and limit opportunitiesof employees and potential
employees to full and equal participation and

e re-integrate employees back into the workplace who have suffereda permanentor partialinjury or
liness.

Therefore the Society is committed to:
e anequitable work environmentwhere all are treated with dignity, fairness and respect;
® partnershipbetweenthe employee with the disability/iliness and the employer; and when the
accommodationinvolves a bargaining unit staff member, €.U.P.E. Local2190;
o respectthe right of the individualto privacy and confidentiality;
(] retur_rg)ilng employees to work who have been off due to injury, accident or iliness as quickly as
possible.

For the purpose of this Letter of understanding, the definition of "Disability"includes:

"Conditions that have developedover time, those that resultfrom an accident or those that have been
presentfrom birth. This may Include physical, mentaland learningdisabilities and conditionsthat are non
evident".

The Accommodation Processis the:

e [dentificationof a needfor accommodation, which Includes provision of medical informationor
other expert opinions:

®  Assessmentprocess, which includesexamination of the position, employee's requirementsand all
possible solutions;

e  Developmentand Implementationof an Individualaccommodationpianwhich Includesthe
employee, their union representativeand the Society;

e Implementation,monitoringand evaluation of the Accommodation program.

The Society and CUPE Local 2180 shall establish ajoint committee, which wilt be comprised of two
selected/elected representativesfrom CUPE Local2190 and up to two representativesfrom the Society.
This committeewill review (and where needed make recommendationsfor the revision of) the Society's
guidelines for accommodation and make recommendationsregardingthe Implementationof a Returnto
Work & Accommodation of Disability Program. Meetingsof the Committee shall be held during normal
working hours and time spent attendingsuch meetings shall be deemedto be time worked.

The Society will ensurethe provision of appropriate training for the Committee, as recommended by the
Committee to the Society and the Union.
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This letter of understanding shall remain in full force and effect for the life of this agreementand shall not
automatically renew except by express agreement of the parties.

DATEDAT Toronto, Ontario, THIS 17thDAY OF May 2002 7\
Signed this day of , 200.32
/ Fof the Union
W3NS D ] A:UL
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 12002 -March 31, 2004

Additional Transfer Payments

Inthe event that the Ministry provides additionalongoing base funding in the form of an economic
adjustment for 2002 and 2004 in addition to the commitmentto be made under the Ministry's

Funding Framework the Society agrees to:

1. Notify the union.

2. Subjectto any conditions set by the Ministry with respectto the application of such
additional funding, apply that proportionof the additionalfunding applicable to the bargaining
unit salary budget as a general economic increase.

This letter of understanding shall remain infullforce and effect for the life of this agreement
and shall not automatically renew except by express agreement of the parties.

DATED AT Toronto, Ontario, THIS 17th DAY OF May 2002
g A
‘_/ / )/ y .

N 2 L7
= 75
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 -March 31, 2004

After Hours Backup for Foster Care

s RTINS

The Society and the Local agree to meet throughout the term of this agreement to discuss the 3 areas
within Foster Care Services requiring service outside of regular business hours: Supports to Foster
Homes, the Midland Reception Home, the After Hours Placement System.
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 12002+ March31, 2004

Amalgamation, Regionalization and Merger Protection

Amalgamation shall be defined as any restructuring of work throughfull or partialamalgamationof the
Society.

Where the Society, or other body, determines there shail be an amalgamationof the Society, which
includes the full or partial transfer of any current service to another organization(s) or partnership, or the
regionalization or merger of any/all current Society service with anotherorganization(s) the Society shall:

Notify the Union as far in advance as is practicable of its intent to implement such changes and to
meetwith the Union:

Providethe Unionwith informationas to the nature of the changes, the date on which the Society
proposes to effectthe changes and the employees likely to be affected;

Discuss how the union could participate in the transition process.

Subject to the terms of any amalgamation, regionallration or merger, the Society will make every
effortto ensure that:

All seniority and service credits are maintained by those employees affected;

No employee covered under the terms of the Job Security provisions containedwithin this
Agreement, shall be laid off or have his/her regular hours reduced as a resultof amalgamation of
the Society, as defined herein;

Any bargalning unitemployeewho has his/her position declared redundantas a result of
amalgamationof the Society, as defined herein, shall have the ability to exercise their
displacementrights pursuantto Article 15 of the Collective Agreement;

Subjectto Article 15, no bargaining unitemployeewnho is displacedfrom his/her job due to
amalgamationof the Society, as defined herein, will suffer a reduction in salary or benefitsas a
result of this change;

Subject to Article 15, in the event of amalgamationof the Society, as defined herein, bargaining
unit employees directly impacted by this change shall be providedwith training deemed necessary
by the parties;

Where the provision of salary and/or benefits are superior with the new employer, the superior
provisions shall apply.

This letter of understandingis not to be construed as any recognitonthat any such amalgamationfalis
within the meaning of a "Sale Of A Business"for purposes of the Ontario Labour Relations Act and/or
Employment Standards.
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This letter of understandingshall remainin full force and effect for the life of this agreement and
shall not automatically renew except by express agreement of the parties.

DATED AT Toronto, Ontario, THIS 17th DAY OF May 2002
n 27,
Signed at m thig day of 2009)
F 0 -
or the ety | ' . For th:é}glpn -y -
LAl A LN A

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
13/06/2002 Page 87



Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1,2002 - March 31, 2004

Auto Leasing Plan

The Society agrees to maintain a voluntary Auto Leasing Planin accordance with the terms of the Plan
Administratorand subject to the terms of the master contract.

This letter of understandingshall remainin full force and effect for the life of this agreementand
shall not automatically renew except by express agreementof the parties.

DATED AT Toranto, Ontario, THIS 17th DAY OF May 2002 Z
AM_ A , 20002

Signed day of

i i ¥ A S P
—_—
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
Aprif 1, 2002 - March 31, 2004

A Y R T ST s

Benefit Plan Amendments

SR R ol P

3

Previous benefitplan amendmentsidentified below will remain unchangedfor the term of this agreement:

L]
L]
*

Semi-Private Hospital- no coverage
Out-of-Country - no coverage
Dispensingfee capped at $5.00 for non-emergency drugs

Dentalrecallexam (routine cleaning) from 1 every 6 monthsto 1 every 8 months for plan member
and spouse: childrenremainat 1 every 6 months

Employees may purchase semi-private coverage through the Society’s insurancecarriers at their own

cost.

DATED AT Toronto, Ontario, THIS 17th DAY OF May 2002
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

El Rebates

Itis understoodand agreed that the Society has met the requirements pursuantto Section84A of the
Employmentinsurance Act and Section25(1) of the Regulations with respect to the premium reduction
through the monetary amendments to the precedingcollective agreements.

Itis the intention of the Society to apply future reductions pursuant to Section84A of the Employment
InsuranceAct and Section25(1) of the Regulations with respect to the negotiations of future collective
agreements.

This letter of understanding shall remaininfull force and effect for the life of this agreement and
shall not automatically renew except by express agreement of the parties.

DATED AT Toronto, Ontario, THIS 17th DAY OF May 2002

g c) }an of , 2oo&aﬁ/
o =
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

A A ST O B s 0 e R B A T A

Ergonomics

OB T A 5 7 SR TR

The Society and the Union agree to support initiatives that promote awareness and education about
ergonomically sound practices in the workplace. The Society agrees to provide workstations that meet
ergonomic standards and will seek expert consultation as required.

The Central Joint Healthand Safety Committeewill research& recommendguidelines to be used as part
of regularworksite inspectionsto assess ergonomicswhich may include:

1. the layout and condition of the workstations
2 the characteristics of objects or equipment handled
3 the physical demands of the work

Quarterly reports of the branch worksite inspections specifically relatingto ergonomicswill be providedto
the Central Joint Health and Safety Committee for the purpose of analyzing the issues raised, if any, and
to bringforward recommendations.

This letter of understanding does not form part of the collective agreement and shall not be the subject
matter of a grievance or arbitration.

» 200!
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

Flexible 2-Week Work Plan

NotwithstandingArticle 31, the Society and CUPE Local 2190 have agreed that the following "Flexible
2-Week Work Plan" may be utilized by full-time employees on a voluntary basis to guide their hours of
work This Planwill be considereda 'pilot' for the life of the collective agreement and evaluated on an
annual basis

This Flexible 2-Week Work Plan acknowledges the current stressful work environmentand has been
designedto provide staff with the opportunity to:

®  havetime off work for their health and well being

® balance work and personallife

® take more control over their hours of work

Definition of Flexible 2-Week Work Plan

Employeeswill be permitted to voluntarily work extended daily hours, taking into consideration service
requirements, for the purpose of earning and banking sufficient credits to allow 1 paid day off inevery 10
working days. Eligible employees may opt inor out of the program based on their individual needs.

Implementation of Flexible 2-Week Work Plan
The Flexible 2-Week Work Planwill be implementedon a Society or department wide basis only after
mutual agreement on the operation of this system Is secured between the Unionand the Society.

Flexible Hours of Work

1. Employeeswho currently work 35 hours per week shall have their regular hours of work spread over a
2-week, @ working days cycle. The regular hours of work shall remain at 70 during the 2-week cycle.

2. Employeeswho have opted to participate will identify their preferred day off subjectto approval based
on seniority and service requirements.

3. Employees may changetheir preferred day off where a mutualtrade has been made with someone on
the same team. This trade will require supervisory approval.

4. Employees may flex their schedule to provide for their individual preferences and work habitswhile at
the same time ensuring the efficient operation of the Society. Employees may work betweenthe
hours of 8:00 a.m and 7:00 pm.

5. Itis anticipated that the majority of hours worked would be during normal business hours specified in
Article 31.04.

Accumulation of Credits
The accumulationof and use of sick leave, vacation and other work day related credits shall remain
unchanged.

Vacation or Paid Holidays on Day Off

1. Should a paid holidayfall on a designated Flex Day, an additional day off with pay in lieu shall be
granted. For example, if a paid holidayfalls on a Friday, Thursday will be deemed the Flex Day. If a
paid holiday falls on a Monday, Tuesday will be deemed the Flex Day

2. Ifan Employeeis on vacation and the designated Flex Day falls during this time frame, that day will be
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considered a vacation day.

IliIness on Day Off
Should an Employeebecome ill on his/her designated Flex Day off, the day shall be treated on the same
basis as if the employee became ill on his/her regular working day.

Work on Designated Day Off

When an Employeeis not able to take a Flex Day due to a significant scheduling conflict which arises and
is out of the Employee's control (i.e. a mandatory court appearance)and approved by the supervisor, the
priority shall be to identify an alternate Flex Day. If this cannot be accommodated, then the hours worked
shall be considered to be overtime and shall be paid in accordance with Article 31.

Christmas and New Year
The Flexible 2- Week Work Planwill notapply during the two (2) weeks aver Christmasand New Year's.

Implementation
The Flexible 2-Week Work Planwill be implementedwithin 4 months after the date of ratification.
Administrative systems and procedureswill be established during this period with the Union.

This letter shall remainin full force and effect for the life of this agreement and shall not automatically
renew except by express agreementof the parties.

DATED AT Toronto, Ontario, THIS gXY OF May 2002 KQ
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March31, 2004

Job Security

TEARE TR DA

In recognition of the following, the Society guarantees that no employee who Is on staff as of date of
ratification will be laid-off from April 1, 2002 to March 31, 2004.

Notwithstanding paragraph one, a temporary bargaining unit employee covered by the terms of the
collective agreementwho has beenon staff for 12 months or more, as of the date of ratification, will
remain inthe employmentof the Society untilthe expiry of his/her current assignment/contract.

The Society and the Unionagree to recognize the use of deployment, transfer, and attrition as the means
of avoiding the effecting of lay-offs and/or displacements. The Unionfurther acknowledgesthat the use of
deployment, transfer and attrition, as acknowledgedin this letter, shall not be the subject of a grievance. In
recognition of Article 15.03 it is hereby acknowledgedthat where there is a declared surplus of employees
coincidental with vacancies elsewherewithin the Society, the Society will where applicable fill the
vacancies by transferring said surplus employees into the said vacancies. Itis hereby acknowledgedthat
Article 17, including the job posting requirements, will be suspended in order to effect said transfers. Only
those vacancies that have not beenfilled by such transfers shall be posted. It is further understood and
agreed that the Society's commitment outlined herein is effective until March31, 2004, and shall
automatically expire on March 31, 2004, unless the Unionand the Society expressly agree to extend the
term of this Letter of Understanding.

For purposes of this letter, the term "lay-off' shall not include or apply to the lay-offof an employeefrom
his/her positionwhere an employee is provided alternate work without loss of time.

This letter of understanding shall remain infullforce and effect for the life of this agreementand
shall notautomatically renew except by express agreementof the parties.

2
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

2.

Joint Services or Projects

S —

Where agreement is reached with CCAS, CAST, CUPE Local 2180 and CUPE Local 2316 and CUPE
Local 2316-01 with respect to key issues that would apply to all bargaining unit employees working at a
joint service or project, any documents arising out of the agreement related to Local 2180 will be
incorporated into the collective agreement as a Letter of Understanding.

DATED AT Toronto, Ontario, THIS 17¢h DAY OF May 2002

Signed | this

For th ciety

TSI

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
13/06/2002 Page 95



Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

Liability Protection

The Society will negotiate with the insurance provider to extend legal defence coverage up to $90,000. If
successful, such insurance to become effective on the date the employee is charged and there is no
subrogation against the employee in the event that the employee is not acquitted of all charges. All ctaims
will be submitted directly to the insurance carrier and eligibility shall be subject to the terms of the
insurance policy. Ail disputes relatingto coverage with respectto any claim shall be determined as
between the claimant and the insurancecarrierand shall not be the subject matter of a grievance and/or
arbitration.

Inthe event that the Society is unsuccessful in negotiating an extension of legat defense coverage Article
25 shall apply.

Inthe event the employee does not elect to utilize the services of legal counsel approved by the Society,
the Society and the Local agree to providethe employeea ist of counselwho have expressed interest in
the provision of service. Indoing so, the Society and the Local are not endorsing the use of said legal
counsel.

This letter of understanding shall remaininfullforce and effect for the life of this agreementand
shall notautomatically renew except by express agreementof the parties.

THIS 17th DAY OF May, 2002

DATED AT Tornto, Ontarip

|
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Catholic Children’s Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 -March 31, 2004

New Worker Authorization Training Program

The Society and the Union re-affirmtheir joint commitmentto retaining qualified employees to fulfill the
mandate of the Society. Therefore, the Society agrees during the term of this Collective Agreement to

meet and discuss with the Unionissues arising from the mandated “New Worker Authorization Training
Program”.

DATED AT Toronto, Ontario, THIS 17th DAY OF May 2002 2}
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Catholle Children's Afld Society of Toronto

Collective Agreement

Letter of Understanding
April 4, 2002 . March31, 2004
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The Ontario Governmenthas passed legislation, the Social Work and Social Service Work Act, 1998,
to establish the Ontario College of Social Workers and Social Service Workers.  The legislation
requires that in order to continue to practice usingthe title "Social Worker" or "Social Service Worker"
or to be identified as a "Social Worker" or "Social Service Worker"that personswho practicesocial
work or social service work become a member of the College.

The Society and the Union re-affirm their joint commitmentto retainingqualified employees to fulfill the
mandate of the Society. Therefore, the Society agrees during the term of this Collective Agreement to
meet and discuss with the Union issuesarising from the proclamationof the Social Work and Social
Services Work Act. The parties agree to continue to examine the legislation and the Implications
specifically as it relates both to employers and employees in child welfare.

Where such affiliation is voluntary, the Society agrees to continue its present practicein regard
to payroll deduction.

DATED AT To to, Ontarip, THIS 17th. DAY OF May 2002

—
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 1, 2002 - March 31, 2004

e ——

Workload- Assessment Process

Itis the goal of the Society to keep the caseload range to manageablelevels as follows:
¢ Intake-7.4t015
e Ongoing- 17 to 22
e  Childrenin Care - Family Service- 24 to 27
e  Childrenin Care - Child &Youth- 24 to 27
®  Childrenin Care - Adoption - 24 to 27

Where an individualworker's caseload (total number of cases including cases that are
slated for closing or transfer) approaches any of the following levels:
¢ Intake- 15
Ongoing-22
Childrenin Care - Family Service - 27
Childrenin Care - Child & Youth - 27
Childrenin Care -Adoption - 27

® e 0o

the following Workload Assessment Processwill be initiated.

Note:  Where a worker has a mixedcaseload covering more than one area of service, the
caseload number for that worker shall be adjusted, basedon an average
percentage weighting of the caseloadnumbers in those service areas that the
worker is involvedin.

Caseload numbersfor part-time workers will be pro-ratedaccordingly.

Workload Assessment Process

Workload Assessmentswill include:
e A consideration of exceptional workload incurred through temporary coverage of
anotherworker's caseload,;
e |dentifying and initiating the necessary steps to minimize the likelihood that the
individualworker's caseload numberwill exceedthe caseload levels specified
above.

1. The Supervisorshall conduct a Workload Assessmentof the individualworker's
total caseloadto determinewhether the individual's caseload s likely to exceedthe
caseloadlevels specified above or is advised by an individual worker that s’he
believesthat their workload level has increasedto an unmanageablelevel, the
individualworker may requestthat the Supervisor conduct an assessment of his/her
workload.

If the Supervisor concludesthat the individualworker's caseloadis likely to exceed
the caseload levels specified above, and Is unableto effect the necessary measures,

CCAS & CUPE Local 2190 Collective Agreement 2002-2004
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the Supervisor shall involvethe Branch Manageror Service Managerto explore
alternatives towards resolution.

A decision shall be made by either the Supervisor or the Branch or Service Manager
level within fifteen (15) working days from the date that the requestfor assessment
process was initiated.

2. Ifthe individual worker is not satisfied with the decision at the Supervisor or Branchor
Service Manager level, the requestfor assessment may be referred to a Committee
comprised of the Director of Service and the Director of Human Resource Services within
ten {10) working days from receipt of the decision at the Branch or Service Managerlevel.
The Committeeshall convene a meeting of all persons necessaryto address the individual
worker's requestfor a workload assessmentwithin five (5) working days of the filing of the
issue. The individual worker may be represented by the Unionand the individual worker
shall be present. The Society and/or the individual worker may have one (1) additional
outside representative provided notice of such representative's attendance is givenin
advance to the other party. The Committeewill consult with the CUPE Representativeand
solicit recommendationsprior to makinga final decision. The Committee shall have seven
(7) working days from the date of such meetingto provide a written decision which shall
include the necessary steps to minimize the lkelihood that the individual worker's
caseload number will exceed the requisite level and/or how the claim of
unmanageableworkload will be addressed.

Itis further understood and agreed that this letter of understandingand any of its terms as well as
Workload Assessment Process is not deemed to constitute in any way either directly or indirectly a
right of refusal to work.

This Letter of Understanding does not form part of the Collective Agreement and shall not be the subject
matter of a grievance or arbitration, save and except as follows. Where a written decision with specific
undertakings is provided in the Assessment Process in#2 above, and the Society fails to implement the
specific terms of that decision within any timelines specified in the decision, any grievance filed by or on
behalf of the individual worker shall be limited to a claim that the Society has failed to implementthe terms
of the written decision and shall not include any claim that the Society acted in bad faith. Furthermore, if
the grievance is referredto arbitration, the scope of arbitral remedy shall be limitedto ordering the specific
undertakings in the written decision that the Society has failed to implement.

The Letter shall not automatically renew except by express agreement of the parties.

DATED AT Torgnto, Ontario, THIS 17th DAY OF May 2002

Signed this

For | ociety

o) )
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Catholic Children's Aid Society of Toronto

Collective Agreement

Letter of Understanding
April 12002 - March 31, 2004
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Workload - Caseload Level of IndividualWorkers

The Society will ensure that an individual worker's caseload will not exceed any of
the following levelsat any time:

Intake-20

Ongoing-25

Childrenin Care » Family Service - 29
Childrenin Care - Child & Youth - 29
Childrenin Care -Adoption - 29

e 00 s o0

This letter of understandingshall remain in full force and effect for the life of this agreement
and shall not automatically renew except by express agreement of the parties.

DATED AT Toronto, Ontago, THIS 17th DAY OF May 2002
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Outline d Benefits

Catholic Children’s Aid Society .
of Toronto — Active Employees

Billing Division No. 6029

Green®@Shield

CANADA
Where quality is more than a claim '05




CLAIMING INFORMATION

Al claims submitted to Green Shield require the Green Shield
Identification Number for the personwho has receivedthe
benefit. Refer to your Green Shield Identification Card for the
applicable number.

Claims must be submitted to Green Shield within 12 months
from-the date the Eligible Service was incurred.

References to dollar maximums are stated in Canadian funds.

Your health service provider can call Green Shield for prior
approval. Generally, providers will bill Green Shield directly by
submittinga Green Shield claim form on your behalf.

If you have paid the provider, send your claim form with an
original itemized paid receipt, a medical referral if required, the
patient's name, address and Green Shield Identification Number
to the address indicated below.

Green Shield Canada, Attn:

Drug Claims Extended Health Services Claims
P.O. Box 1652 P.O. Box 1699

Windsor, Ontario Windsor, Ontario

N9A 7G5 NOA 7G6

Dental Claims Hospital, Nursing Home, Qut-of-
P.O. Box 1608 Province, Vision Claims

Windsor, Ontario P.O. Box 1606

N9A 7G1 Windsor, Ontario NSA 6W1



For claims, eligibility or general information regarding your
benefits, contactyour Benefits Administrator, Broker/
Consultantor Green Shield Canada's Customer Service Centre at:

1-888-711-1119
(519) 739-1133 (Windsor, Otaric)

Visit our website at: www.greenshield.ca



OUTLINE OF BENEFITS
Catholic Children’s Aid Society
Billing DivisionN0. 6029 — Active Employees

Services shown below will be eligible if they are usual, reasonable and customary,
and are medically necessary for the treatment of an illness or injury. Please
contactthe Green Shield Customer Service Centre at 1-888-711-1119 to determine
benefiteligibility and coveragedetails.

HEALTHSERVICES
e Your overall Health deductible is $25.00 Single or $50.00 Family per
calendar year

e Your co-insurance for Health Services is80%

¢ A co-payment of 20% applies to each prescription, when days supply is
30 or less

e A co-payment of 20% plus dispensing fee cap of $5.00 applies to each
prescriptionwhen days supply is 31 or more

e Benefitsincludedrugs legally requiring a prescription by law, needles and
syringes

e Deductibles and co-payments apply to Emergency Transportation,
Audio, Medical Items, Paramedical Services, Dental Accident

Benefits do not include medication for the treatment of erectile dysfunction.
Serums and vitamins are also ineligible unless injectedand medicallynecessary.
The Ontario Drug Benefitco-pay/deductible for seniors is not a benefit.

EMERGENCY TRANSPORTATION
¢ Ambulance Transportation, for land or air ambulance to the nearesthospital
equippedto provide the requiredtreatment

ACCIDENTAL DENTAL BENEFITS

Accidental Dental benefitsfor treatment by a dentist. A dental accident report
form must be submitted immediately followingthe accident.

AUDIO

o Reimbursement will be made for standard hearing aids, repairs or
replacement parts upto a maximum of $300.00 once every 5 years
e Batteriesare noteligible.

MEDICAL ITEMS

Prosthetic Appliances and Durable Medical Equipment as well as
replacements, repairs, fittings and adjustments of such devices. Contact the
Customer Service Centre to verify eligibility of a particular benefit.

/0¥



PARAMEDICAL SERVICES

e Physiotherapist, Clinical Psychologist, Chiropractor,  Osteopath,
Podiatrist*/Chiropodist, Naturopath, Registered Massage Therapist,
Speech Therapist and Dietitian upto a $750.00 maximum per paramedical
discipline per calendar year

e Private Duty Nursing Benefits carry a maximum of $10,000.00 per
participant, per calendar year for the services of a registered nurse (R.N.)
or registered nurses assistant {R.N.A.) inthe home on a full or part shift
basis

NOTE:

e ‘Chiropractic and/or Podiatry Services are not eligible until the OHIP
annual maximum has been exhausted.

¢ “A medical referral isrequiredfor massagetherapy.

VISION

e Your Vision Benefit carries a maximum of $350.00 every 24 months (every
12 monthsfor dependent children age 17 and under) for prescription eye
glasses and/or contact lenses or $350.00 every 24 months (every 12
months for dependent children age 17 and under) for medically
necessary contact lenses provided they are dispensed by an Optometrist,
an Optician or an Ophthalmologist. An additional $350.00 after 12 months
with achange of prescription only for all participants age 18 and over.

Vision benefitsdo not include eye examinations.

As a Green Shield subscriber, you have access to our nationalpreferred provider
vision network arrangement with “The Bay Optical” and ‘Zellers Vision Centre”
stores.

All Green Shield subscribers are eligible to receive a discount of 33% off the
regular prices available at “The Bay Optical” and ‘Zellers Vision Centres”. This
offer applies to all extra coatings and upgrades. (Excludes disposable contact
lenses).

Features of this great value-added service include:

i) offer appliesto any Green Shield subscriber, regardless of whether
you have Green Shield vision benefits or not

ii) direct billing to Green Shield by the provider; the subscriber just pays
any portionnot covered

i) trustworthy retail chainswith convenient locations

iv) discount offer applies to everything such as coatings, upgrades and
accessories

v)  hundreds of the latest frame styles to choose from plus latest lens and
coating technology

vi) professional opticians to assist in selecting products

2



vii) offer applies to non-disposable contact lenses

To find a Bay Optical store near you, call the toll free store locator at 1-866-BAY-
EYES. Or visit our web site at www.greenshield.ca

Claiming Information

1. Presentyour Green Shield IdentificationCard as proof of being a Green
Shield subscriber.

2. The vision provider will apply the appropriate discount(s) to your claim
and submit the claim directly to Green Shield for payment. You pay your
vision provider any balance not covered under your vision benefit.

3. If novision benefits exist, you pay your provider the full balance owing
after the applicable discounts have been applied.

DENTAL

[ ]
L)

Your deductible is $25.00 Single or $50.00 Family per calendar year
Your overall Dental maximum is $1,500.00 per participant, per calendar

year
Your co-insurance is 100% for Basic and Comprehensive Basic Services
Basic Services cover: recalls once every 9 months for participants age
20 and over, recalls once every 6 months for particpants age 19 and
under, other exams and full mouth x-rays every 2 years

Comprehensive Basic cover denture relines once every 3 years
Applicable lab, drug and other expenses are eligible to a maximum of
40% of the allowable professional fee.

Your eligible claims are reimbursed at the level stated above and in
accordance with the Current Ontario Dental Association Fee Guide for
General Practitioners

BASIC SERVICES

Recalls include exams, bitewing X-rays, preventive cleanings and fluoride
treatments.

Complete, general or comprehensive oral exams, full mouth x-rays and
panoramic x-rays.

Basic restorations, fillings and inlays.

Extractions and surgical services, General anaesthetics and intravenous
sedation only when done in conjunction with eligible extraction(s) and/or oral
surgery. Sleep dentistry is not eligible.

COMPREHENSIVE BASIC SERVICES

Endodontic treatment including standard root canal therapy, excluding
retreatments.

Periodontal treatment including scaling and/or root planing.

Standard denture services including relining and rebasing of dentures plus
denture adjustments after 12 monthsfrom installation



GENERAL INFORMATION

LIMITED BENEFIT CLAUSE

Green Shield will determine the amount of benefits payable, giving consideration to
limited procedures, services, or courses of treatment that may be performed to
accomplishthe desired result. The attending physician/dentist and the patient have
the option of which procedure to use, although payment for the procedure may be
based on the "limited treatment" principle. The Limited Benefit Clause is a financial
limitation and not intended as a comment regarding any treatment recommended
or performed by a physician/dentist.

PREDETERMINATION

If the cost of any proposed treatment is expected to exceed $300.00, submit to
Green Shield a detailed treatment plan from your provider before your treatment
begins. If a description of the procedures to be performedand an estimate of the
charges are not submitted in advance, Green Shield reserves the rightto make a
determination of benefits payable, taking into account alternate procedures,
services or course of treatment, based on accepted standards of medicalldental
practice.

GENERAL OVERALL EXCLUSIONS
Eligible Services do not include and reimbursement will not be made when we are
aware of or have been apprisedof:

1. Servicesor supplies received as a result of disease, illnessor injury due to any
of:
« intentionally self-inflictedinjurywhile sane or insane
¢ anactof war, declared or undeclared
«  participation in a not or civil commotion
+ committinga criminal offence

2. Failure to keep a scheduled appointment with a licensed medical/dental
practitioner.

3. Servicesor supplieswhich are cosmeticin nature.
4. The completion of any claimforms and/or insurance reports.

5. Services or supplies which do not meet accepted standards of
medical/dental/ophthalmic practice, including charges for services or supplies
which are experimental in nature.

6. Services or supplies normally paid through any provincial government health
plan, Workplace Safety & Insurance Board, the Assistive Devices Program or
any other GovernmentAgency, or which would have been payable under such
a plan had proper application for coverage been made, or had proper and
timely claims submission been made.



7. Services or supplies from any governmental agency which are obtained
without cost by compliance with laws or regulations enacted by a federal,
provincial, municipal or other governmental body.

8. Services or supplies which are not recommended or approved by the
attending physician/dentist.

9. Services or supplies that you are not obligated to pay for or for which no
charge would be made in the absence of benefit coverage.

10. Services or supplies which are legally prohibited by the government from
coverage.

11. The replacement of lost, missing or stolen items, or items which are damaged
due to negligence.

12. Any eligible service that relates to treatment of injuries arising out of a motor
vehicle accident.

CO-ORDINATION OF BENEFITS (COB)

Where you or your dependents have coverage with more than one carrier, claims
shall be co-ordinated so that reimbursement from all coverages shall not exceed
100% of the actual claim. Ask for our COB brochure for information on how your
family can receivethis service.

SUBROGATION

Green Shield retains the right to subrogation if benefits have or should have been
paid or provided by a third party. In cases of third party liability, you must advise
your lawyer of these rights.

GROUP CONVERSION PACKAGE

Any employee who will be terminating employment where there is an active
Green Shield group benefits program in force and who will lose their group
benefits may enroll inthe Green Shield Group Conversion Program.

Dependent children who are no longer eligible for benefits under their parents
Green Shield group benefits program may also enroll in the Green Shield Group
Conversion Program.

Your application must be received within 60 days of termination of your benefits
from your Green Shield group program.

April 16, 2003

[12.



e,
- i e

JDMERS



Important!

While we have tried to
give you an accurate
summary of OMERS plan
information in this hand-
book, if there is any dis-
agreement between this
text and the OMERS Act
and Regulation and/or any
other laws governing the
OMERS plan, the OMERS
Act and Regulation and any
other governing laws will
rule.

Pension Plan Registration
Number: 0345983

Printed May 2002
Disponible en frangais

Printed in Ontario on recycled paper.



Introduction

The Ontario Municipal Employees Retirement System (OMERS) was established
in 1962 by the Ontario Government as a multi-employer pension plan for
employees of municipalities, local boards, and school boards in Ontario.

Jointlymanaged by a Board appointed by the Ontario Government, OMERS is
operated by and for municipal employees. Nine members of the Board are
employees of participating employers, two are elected or appointed officials of
municipalities or local boards, one is a pensioner, and one is a provincial official.

OMERS is a defined benefit pension plan financed by equal contributions from
participating employers and employees, and by the investment earnings of the
OMERS Fund. The OMERS plan provides a lifetime pension, protected against
inflation. The pension includes portability options, as well as survivor and
disability benefits.

Your OMERS pension is only one part of your retirement income. Together,
your OMERS pension benefits, pensions from the Canada Pension Plan, Old
Age Security and other sources, and your personal savings should provide you
with a secure retirement.

This booklet provides you with a summary of the main benefits of the OMERS
pension plan. Please read it carefully and keep it with your personal records for
future reference.

Information

For further information about the OMERS plan, please contact your employer,
or Client Services at:

OMERS
One University Avenue, Suite 1000
Toronto, Ontario M5] 2P1

Tel: 416-369-2444, toll-free: 1-800-387-0813
Fax: 416-369-9704

E-mail: client@omers.com
Web: www.omers.com

B
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Plan benefits
Here are the key features of your OMERS pension plan.

Normal retirement pension — a monthly pension payable for life from your
normal retirement age. Your normal retirement pension is calculated using
your years of OMERS credited service and the average of your highest 60
consecutive months of earnings.

The normal retirement age is 65 years for most OMERS members. Classes
or groups of police officers (and cadets) and firefighters may have a
normal retirement age of 60 years.

Guaranteed inflation protection - pensions are indexedto 100% of the
increase in the Consumer Price Index (CPl). The maximum guaranteed annual
increase is 6%. If the increase in the CPI is greater than 6%, the excess is
carried forward for use in the following year(s).

Early retirement pension — normally, an unreduced or reduced pension,
payable for life, is available up to 10 years before your normal retirementage.
Until December 31, 2003, members must be within 15 years of normal
retirement age to retire early.

Survivor benefits — survivor benefits are payable to your eligible spouse and/or
eligible children in the event of your death.

Disability benefits — a waiver of contribution or a disability pensionis
provided for members who meet the OMERS definition of “totally and
permanently disabled.”

Portability options — a deferred pension, transfer of pension, and other
options may be available to members on termination of employment.

An employer may also provide supplementary benefits for all or certain classes
of employees (see page 38).

n Your OMERS Pension
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Mémbership in OMERS

When do | join OMERS?

¢ Continuous full-time employees must join when hired by a participating
Ontario local government employer, or associated employer.

e Other-than-continuous full-time employees (part-time, seasonal, etc.) may be
required by the employer to join, or may choose to join when eligible.

¢ Municipal councillors and heads of council may join under certain conditions.

Continuous full-time employees

If you are a continuous full-time employee of a participating OMERS employer,
you must join OMERS on the date you are hired or on the date you become
continuous full-time. You remain a member even if your status changes to
other-than-continuous full-time.

Other-than-continuous full-time employees (part-time, seasonal, etc.)

Other-than-continuous full-time (OTCFT) employees are those who work less
than full-time hours, less than a full work week, or less than a full year -for
example, part-time, 10-month, or seasonal workers.

Compulsory membership

Your employer may require that your dass or group of other-than-continuous
full-time employees joins OMERS as a condition of employment. In this case
you must join OMERS on the date you are hired.

Voluntary membership

If you are not required to join the OMERS plan by your employer, you may
choose to join OMERS in any year if, during each of the two immediately
preceding calendar years, you were with any OMERS participating employer
and:

o worked at least 700 hours; or

¢ earmned at least 35% of the Yea's Maximum Pensionable Eamnings (YMPE), as
defined under the Canada Pension Plan (the 2002 YMPE is $39,100).

29
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If you decide to join OMERS, you begin to earn credited service on the date
you become a member.
Once you join OMERS you remain a member (as long as you are with an

OMERS employer) even if your work hours or income fall below the
membership requirements listed above, or if you change status from full-time

to OTCFT.

Municipal councillors and heads of council

Municipal councillors and heads of council may join OMERS under the same
terms as employees, subject to the following:

« A council must vote for the whole council or just the head of the council to
join OMERS.

« If a councillor serves currently on two councils, each council is treated
separately for purposes of OMERS membership.

Council members at the effectivedate of council participation may elect not to
join OMERS. All new, future members of council will have to join if the council
has elected to participate. For more information, please contact OMERS Client

Services.

School trustees are not eligible to join OMERS.
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Plan Contributions

Contributionsto resume in 2003!

The full contribution holiday for members and employers will end
December 31, 2002.

When you begin making contributionswith the first full pay period in 2003,
it will be at reduced rates. We are proposing to raise the rates gradually over
three years until, by 2005, they will be at their full amount (see table, below).

Contribution rates

2004 2005
23 L1k ’~ . (pl’oposed) - = _~:(propt>sed)
oso0 7.80%

The OMERS Board's policy is to set contribution rates every three years, after
our plan valuation, to ensure the plan remains fully funded. The proposed
2005 rates are slightly higher than our normal full rates, as allowed under the
OMERS Regulation, and would require a regulation change to take effect.

Who pays for my benefits?

¢ Normally, you and your employer contribute equally to your basic OMERS
pension, each paying the same percentage of your contributory earnings.

¢ The balance of the cost of your inflation-protected pensionis paid by the
investment earnings of the OMERS Fund.
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Examples for 2003

Here are some samples of earnings and what the corresponding member
contributions (and matching employer contributions)will be at one-third of
the revised full rates in 2003.

Contributoryearnings Contributions
$30,000 $12.12/week
$40,000 $16.24/week
$50,000 $21.24/week

Contributory earnings are the earnings on which you pay pension
contributions, and may not be the same as your actual income or "earned
income” for income tax purposes. Overtime pay and most lump sum
payments are excluded from contributory earnings.

The Year's Maximum Pensionable Earnings (YMPE) are set for the Canada
Pension Plan (CPP), effective January1 each year. You pay contributionsto the
CPP on earnings up to that amount.

Your contributionsto OMERS are deductible from your total income under the
Income Tax Act.

You cannot make additional voluntary contributions to the OMERS plan. If you
wish to increase your eventual retirement income you may choose to
contribute to a Registered Retirement Savings Plan (RRSP), which will also help
to maximize your tax savings, and increase your retirement income.

Maximum service — 35 years

The maximum amount of credited service you can earn in the OMERS plan is
35 years. No contributions are required from you or your employer once you
have earned 35 years of credited service (including any service you purchased).
Your contributory earnings will still be reported to OMERS and will be used to
calculate your benefit.
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Maximum pension (see also page 12)

The amount of annual pension a plan member may earn under the OMERS
pension plan in a calendar year is limited by the Income Tax Act. The maximum
annual pension a member may ean per year of post-1991 service is $1,722.22
(indexed to the Average Industrial Wage from January1, 2005). In 2002, the
pension maximum occurs at a contributory earnings level of $99,307.25.

OMERS pension benefits in excess of this maximum are funded through a
Retirement Compensation Arrangement (RCA). Members and employers are
required to make contributions based on all their contributory eamings, at
current OMERS contribution rates. Contributions on contributory earnings
above the annual capped level go into the RCA.

Municipal councillors or heads of council

Until the end of 2002, the taxable % of a municipal councillor's or head of
council's pay is contributory earnings; the % that is non-taxableis not included
in contributory earnings.

Beginning in 2003, up to 100% of a councillor's or head of council's pay may
be taxable, and included in contributory earnings.
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Credited Service

What is credited service?

Credited service is used in the calculation of your pension. It is measured in
years and months (to two decimal places) and includes:

« all the service, including purchased leave periods (see page 7), for which you
contributed to OMERS, and have not had a refund of contributions; plus

e any period of past service with an eligible employer provided under the
employer's Type 1 Supplementary Agreement, including optional service (see
page 38); or

» any period of eligible past public sector service purchased as a buy-back (see
page 9);or

¢ any period of credited service established as a result of the transfer of funds
from another public sector pension plan; and

e any period of credited service established under a disability waiver benefit
(see page 24).

Other-than-continuous full-time members (part-time, seasonal, etc.)

If you are an other-than-continuous full-time (OTCFT) member, your credited
service is calculated as a proportion of the credited service a continuous full-
time member accumulates. However, your contributory earnings are annualized
in the calculation of your pension.

This ensures fair treatment of OTCFT members, and permits changes between
OTCFT and continuous full-time status with no loss to members.
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Leave periods

Temporary change! Leave periods are free during the contribution holiday
(until December 317, 2002). You will automatically receive credited service
for your leave unless you tell your employer otherwise. This temporary
change applies to all leaves, including pregnancy and parental leaves,
authorized leaves of absence, legal strikes and periods of reduced pay.

Broken service

OMERS calls a period of authorized leave of absence or a period of reduced pay
"broken service.” Extra (unpaid) vacation leave, maternity leave, parental leave,
a legal strike or lockout, and self-funded leaves are all types of broken service.

You may purchase all or part of a period of broken service as credited service,
but there are many rules and purchase limits. We outline some of these below.

Buying broken service

Normally, to purchase most broken service periods you must pay twice your
normal contributions (your share plus your employer's share) for the period.
Your employer will calculate the cost for you using your normal rate of
contributory earnings immediately before the leave. You must pay for broken
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service by the end of the year following the year in which your period of
broken service ends. After that, you can only purchase the broken service as a
buy-back or as optional service, and the cost may be higher.

If you elect to purchase, or tell your employer you intend to purchase, a period
of broken service before April 30th of the year following the year in which the
broken service ends, you will have a pension adjustment (see page 40) reported
for the period. If you elect to buy the period after this deadline you may lose
accumulated RRSP room (see *'Past service pension adjustment,” page 41).

Reduced pay
A common example of reduced pay is a self-funded leave plan, as follows:

 you receive four years' pay spread over five years (80% of full pay in each of
five years);, and
¢ you take the fifth year as a leave of absence.

You continue to make OMERS contributions based on full pay during your four
years of work, while the fifth year is treated as broken service, purchasable by
paying twice your normal contributionsfor the period.

Pregnancy/parental leave

Pregnancy/parental leave is a type of broken service, but with special rules. A
mother is entitled to a maximum of 17 weeks pregnancy leave per birth or
adoption. In addition, both parents may take up to a maximum of 35 weeks
parental leave, between them, per birth or adoption.

You may purchase your pregnancy/parental leave (up to a maximum of 52
weeks) by paying the contributions you would normally have paid during the
period (matched by your employer). You must pay for the pregnancy/parental
leave you wish to buy by the end of the year following the year in which your
leave period ends. Under Ontario law, it 5 assumed that you will purchase your
pregnancy/parental leave unlessyou elect not to.

Any additional leave, and any period you elect not to purchase, but later
decide to buy before the end of the year following the year in which your
leave period ended, will be treated as broken service (see page 7). Please note
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that broken service that occurs during the contribution holiday (until
December 31, 2002) is free.

If you choose not to buy all or part of a pregnancy leave (maximum 17 weeks)
or parental leave (maximum 35 weeks), we will consider any unpurchased
portion to be OMERS eligible service. OMERS uses eligible service to calculate
the date when you may first become eligible for an unreduced (without a
penalty) early retirement pension (see page 18).

This is retroactiveto include all unpurchased pregnancy/parental leave periods
that occurred after December 19, 1990.

More information

Purchasing leave periods can affect your RRSP room. For more information
about leave periods- how to purchase them, purchase limits, and tax rules —
please contact your employer or OMERS Client Services.

Buy-backs
You may purchase some or all of your:

¢ past service with an OMERS employer that is not credited in the plan;

¢ eligible past service with another Canadian public sector employer; or

e war service during the Korean War.

You must pay the full actuarial cost of the benefit you are buying.

The Income Tax Act imposes many rules and restrictions governing what service
you can buy, the methods of payment, whether the purchased service is
subject to a pension maximum, and whether contributions are tax-deductible.

For further information, please contact your employer or OMERS Client
Services.
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Normal Retirement Pension

What is my normal retirement age?
Your normal retirement age is 65.

Normal retirement age is 65 for most OMERS members. Police officers (and
cadets) and firefighters may have a normal retirement age of 60 years. (This is
up to the employer.)

What is my normal retirement date?

Your OMERS normal retirement date is the last day of the month in which you
reach age 65. Your monthly normal retirement pension is payable for life from
the first day of the next month.

Your employer will advise OMERS of your planned retirement, and will ask you
to complete the necessary forms to begin your normal retirement pension.

If you continue to work for an OMERS employer, or are paid past your normal
retirement date, your membership in OMERS will continue until no later than
the end of the month in which you reach age 69, at which time a pension will
be paid to you whether or not you are still working. However, you will no
longer make contributions.

Payment of pensions

We pay OMERS pensions in equal monthly instalments — each deposited in your
bank account on the first banking day of the month. The first banking day isn't
necessarily the first day of the month; it could be the first day banks open after
a weekend or holiday.

We will send you a booklet describing important information about your
pension before your pension starts.
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What will my normal retirement pension be?

Your annual normal retirement pension calculation is as follows:

- Credited service : Pensionable earnings

i numbér of Siéars and ,mohths B which are the akvergzge annual
X (maximum 35years) X contributory earnings during your

260 consecutive months of highest
contributary ‘earnings

Lessthe Canadian Pension Plan (CPP) offset at age 65, or earlier if you become disabled:

Credited séfvicé T Five-year average YMPE
‘number of years and months from (L
January 1, 1966 (maximum 35 . Pensionable earnings

Cyears) ool - whichever is less

Pensionable earnings - your average annual contributory earnings during your
60 consecutive months of highest contributory earnings. Contributory earnings
are the earnings on which your plan contributionswere calculated, excluding
overtime pay and most lump sum payments.

Credited service - the number of years and months (to two decimal places)
you have contributed or purchased in the OMERS plan (see page 6).

If you have less than 60 months of credited service your actual service is used
to determine your pensionable earnings.

Five-year average YMPE - the average of the Yea's Maximum Pensionable
Earnings for the year of your retirement and the four preceding years. The
YMPE, which is the maximum amount of your earnings on which you
contribute to the Canada Pension Plan (CPP), is set for the CPP effective
Januaryl each year.
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The YMPE for the past five years is as follows: 1998 = $36,900; 1999 = $37,400;
2000 = $37,600; 2001= $38,300; and 2002 = $39,100. The average YMPE for
2002 is $37,860.

Canada Pension Plan (CPP) offset

e Your contributions to OMERS are integrated with your Canada Pension Plan
contributions. You pay contributionsto the CPP on earnings up to the YMPE.
Your OMERS contribution rate is normally 6% on earnings up to the YMPE,
and 7%% on earnings above the YMPE.

« From age 65, or earlier if you apply for a CPP disability pension, your pension
benefit is also integrated. The integration offset formula approximates the
amount of pension you will receive from the Canada Pension Plan. The offset
is deducted from your OMERS pension. (There may also be an additional
offset. See page 39.)

The OMERS CPP offset formula

Credited service Five-year average YMPE
x number of years and months from or
0.675% X : ~
Januaryl, 1966 Pensionable earnings
(maximum 35 years) whichever is less

You may elect to receive a reduced CPP pension as early as age 60, but OMERS
will only apply the 0.675% OMERS CPP offset at age 65, unless you apply for a
CPP disability pension.

Maximum pension - The Income Tax Act restricts the OMERS basic pension
plan to paying no more than $1,722.22 per year of credited service (indexed to
the Average Industrial Wage from January1, 2005). In most cases, OMERS
provides pensions in excess of this maximum through a Retirement
Compensation Arrangement. Please contact your employer or OMERS Client
Services for more details.
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Supplementary Agreement - This is an agreement between OMERS and your
employer which may increase your annual normal retirement pension. Please
read the supplementary benefits section (page 38) for further details. Any
supplementary benefits to which you are entitled are noted on your Pension
Report.

How do | calculate my normal retirement pension?

Examples A and B (page 15) show calculations of normal retirement pensions,
assuming retirement on December 31, 2002. The following data applies to
both examples. (Consider trying the pension "Estimator' at www.omers.com.)

e Contributory earnings during the 60 consecutive months of highest
contributory earnings:

1998 $ 37,520
1999 38,646
2000 39,805
2001 40,999
2002 42.229
Total $ 199,199

Pensionable earnings
(average annual contributory earnings):
$199,199 + 5 ~ $39,840
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e YMPE for the year of retirement and four preceding years:

1998 $ 36,900
1999 37,400
2000 37,600
2001 38,300
2002 39,100
Total $ 189,300
Five-year average YMPE:

$189,300 + 5 = $37,860

Pension formula:

Credited service

9
2% X (maximum 35 years)
Less:

Credited service
after January1, 1966
0.675% X

(maximum 35 years)
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1 ~1978 d retlres an December 31 2002 at age 65. He has.
)l D nd all the, credlted service occurred after january.1, 1966.

,_ $39,8450~;“ = $19,920
$37860 0 = §6389
= $13,531

Cvvam

- § 800

5 8944

$18,144

Total annual retirement income for examples A and B

In addition to the annual pension from OMERS, you are normally entitled to
both a pension from the Canada Pension Plan (CPP) and Old Age Security
(OAS). The annual amounts shown below for CPP and OAS are based on the
maximum entitlement at January1, 2002. In example B, a pension from a
previous pension plan of the employer is also payable.
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Total annual pension

Exampie A Example B
OMERS $13,531 $18,144
Previous Plan — 800
cpp 9.465 9,465
OAS 5,312 5,312
TOTAL $ 28,308 $ 33,721

OMERS and government pensions are only two of the three main sources of
retirement income. Personal savings is the third. This aspect of retirement
income is very important and should not be forgotten if you wish to have a
comfortable and financially secure retirement.
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Inflation Protection

Will my pension be indexed?

All OMERS retirement, disability, and survivor pensions have guaranteed
inflation protection to 100% of the inflation rate measured by the Consumer
Price Index (CPl). In 2001, pensions increased by 2.7%, and in 2002 by 2.6%.

Increases are effective each year on January1.

Indexing formula

The indexing formula is:

ex (CPI) measured over the 12 moniths

The maximum guaranteed increase in any year is 6%. If the guaranteed
increase of 100% of the CPI is greater than 6%, the excess is carried forward
for use in the following year(s).

We prorate the increase for pensions that began between Januaryand
November of the year before a January1 increase. In subsequent years we give
them the full increase. We don't increase pensions that began in the December
before a January1 increase until the following January.

Other indexed benefits
Deferred pensions are indexed (while they remain deferred).

Deemed earnings for disability waivers are indexed, but increases in any year
may not exceed the increase in the Average Industrial Wage (AIW). The
increase in the AW might not be the same as the increase in the CPI.
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Early Retirement

May | retire before age 65?
Normally, you may retire as early as age 55.

There are two types of early retirement pension: an unreduced pension (no
penalty), and a reduced pension (with a penalty).

¢ Under standard plan provisions, you will receive an unreduced pension if:
¢ you have reached your 90 factor; or
¢ you have 30 years or more of qualifying service.

* You may retire with a reduced pension if you do not have enough qualifying
service.

Unreduced early retirement pension

Normally, you may choose to retire early with an "unreduced" pension
(without a penalty) if you are within 10 years of your normal retirement age
and your age plus your qualifying service add up to 90 (90 factor) or more, or
if you have 30 or more years of qualifying service (30 year provision).

Qualifying service is the sum of your OMERS credited service plus any other
service with an employer participatingin OMERS that is not credited service.
For example, part-time or seasonal service with a participating employer during
which you did not join OMERS, or service for which you received a refund
when you terminated employment is eligible service that can be included in
qualifying service.

Note that eligible service is not credited service and is not used in the pension
calculationformula. Your pension is based on your months and years of
credited service only.
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90 factor

Normally, if you are within 10 years of your normal retirementage, and your
age plus qualifying service add up to 90 or more, you may choose to retire
early with no penalty on an unreduced pension.

'11.‘5' years of credited séNice. She élso has: 7.5:years. of

V;’Flve -year average YMPE
penmonable earmngs e
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Temporary change! OMERS has an early retirementwindow in effect until
2005 (see table).

For the You can retire and, if you meet or; with the following
year... if you are... the minimum.age reduction per year
requirement, you yoii're short'of the
can retire without lesser of normal.
a reduction,  retirement age, early
if you have... retirement factor, or
30 years of service..:
2002 within 15 years of your " an 82 Factor* 2%%
normal retirement age
2003 within 15 ‘years of your an 84 Factor LM%
normal retirement age ' e
2004 - within 10 years of your an 85 Factor. . 5%
“normal retirement age 4 ‘
2005 - within-10 yeats of your . 5%

“"riormal retirement age -

590 Factdrr

*Age-plus service
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30 year provision

Normally, if you are within 10 years of your normal retirement age and you
have 30 years or more of qualifying service, you may choose to retire early with
an unreduced pension. As with the 90 factor, qualifying service includes both
credited and eligible service, although only the credited service will be used in
the calculation of your unreduced pension benefit.

Temporary change! Until December 31, 2003, if you are within 15 years of
your NRA and you have 30 years of qualifying service, you may choose to retire
early with an unreduced pension.

3 j?earﬁi ofOMERS credited service and:no-other eligible
nsion won't be reduiced becat 1as more than 30




Reduced early retirement pension

Normally, you may choose to retire early between ages 55 and 65 even if you
do not have your 90 factor or 30 years of qualifying service. Your early
retirement pension would be reduced by 5% multiplied by the least of:

* 65 less your age; or
* 90 less the sum of your age plus your qualifying service; or
¢ 30 less your qualifying service

all measured in years and months (to two decimal places) at your early
retirement date. The 5% per year reduction is prorated for part years.

Example - Reduced early retirement pension
(5% reduction per year)
Andreas retires at age 59 with 26.5 years of credited service, but no other early retirement

qualifying service.

Andreas’ age 59
Credited service . 26.5
TOTAL 85.5

Andreas does not have 30 years of qualifying service; nor does he have 90 points. As-a result,
Andreas’ early retirement pension will be reduced. The reduction factor is 5% multiplied by the
shortest distance to his normal. retirement age (65), 90 points or 30 years of qualifying service.
This is calculated as follows:

65 less 59 years of age = 6
920 less 85.5 points = 4,5
30 - less 26.5 years of service = 3.5

The “shortest distance” is 3.5. As a result, Andreas’ early retirement reduction is 5% x 3.5 =
17.5% . This means that. Andreas’ pension will be reduced as follows:

2% X 26.5 X Andreas’. pensionable earnings
reduced by 17.5%

less, at age 65:
Five-year average YMPE
0.675% X 26.5 X or pensionable earnings,
whichever is less
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Temporary change! OMERS has an early retirement window in effect until
2005 (see table).

. and, Y,-kuegtny o, Vyviyth the foilowing
- the minimum age

" reduction per year
~ requirement, you '
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retirement age, early
- retirement factor, or

Income Tax Act limits, in rare cases, will require that the 2%4% reduction be
higher — but no greater than 3%. For more information, please contact your
employer or OMERS Client Services.
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Disability benefits

What if | become disabled?
If you are totally disabled:

* you may continue to earn credited service under a disability waiver of
contribution (disability waiver) benefit; or

* you may be eligible to receive a disability pension if you are totally and
permanently disabled.

Disability elimination period

The period between the date of your disability and the date your disability
waiver began is called your elimination period. If you did not make regular
contributions to OMERS during your elimination period, you have the option of
purchasing, from your employer, all or part of this period based on your
contributory earnings prior to your disability. Such a purchase must be made
by the end of the year in which the elimination period is in effect.

Temporary change! If your elimination period occurs during the contribution
holiday, you can continue to earn credited service even though you and your
employer are not contributing to the plan. You must, however, still elect to

purchase the period through your employer. The contribution holiday is in effect
until December 31, 2002.

Disability waiver benefit

For the disability waiver benefit, “totally disabled” means:

you are incapable of doing your own'job -during the first: 24 months of physical or mental
disability and, thereafter, incapable of doing any-work for which you are, or may reasonably
become, qualified by education, training, or experience.

You may continue to earn credited service in the OMERS plan without any

further contributionsfrom you or your employer from the first day of the fifth
month after you have become totally disabled, or the date you cease to make
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your normal contributionsto OMERS, if later. This "waiver of contribution"
continues as long as you are totally disabled or, if earlier, until the end of the
month in which you reach age 65. When you reach age 65 you are entitled to
a normal retirement pension. Your pension is calculated using your highest 60
months of contributory eamings, which may include the indexed (see page 17)
deemed earnings from your waiver period.

At any time after your disability waiver benefit begins you may elect a disability
pension, provided you meet the appropriate definition of total and permanent
disability. The disability pension is payable on the first day of the month
following the month you elect to receive a disability pension. If you do not
qualify for a disability pension you may be eligible for an early retirement
pension (see page 18).

Disability pension

For the disability pension benefit, "'totally and permanently disabled" means:

uffermg from a physucal\ or mental mpanrment whlch prevents you from engaging:in
performm ahy work for compensauon ar.profit for which you are, or may
lbl beceme1 quahfled by educauon, training, or expenence and whlch can be

ed:to last the rest of your leetlme

If you meet the definition of totally and permanently disabled, you may choose
a disability pension instead of a disability waiver.

The disability pension can begin on the latest of:

» the first day following your disability elimination period; or
« the first of the month following the month you elect a disability pension after
being on the disability waiver.

Provided you continue to satisfy the OMERS criteria for total and permanent
disability, your disability pension continues until the earlier of your normal
retirement age or your death. From your normal retirement age, your disability
pension is treated like an OMERS normal retirement pension.
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When we calculate your disability pension we assume, unless you prove
otherwise, that you will receive a disability pension from the Canada Pension
Plan. As a result, the 0.675% OMERS CPP offset in the pension formula (see
page 12) will be applied when your OMERS disability pension begins.

There s a limit to the combined disability benefits you can receive from the
Workplace Safety and Insurance Board (WSIB) and OMERS. If your OMERS
disability pension payments plus WSIB benefits exceed 85% of your regular
contributory earnings immediately before you were disabled, your OMERS
disability pension must be reduced until you reach age 65.

If you become entitled to a WSIB benefit after your pension begins, or if the
amount you are receiving changes (except for cost of living increases), you
must notify OMERS immediately.
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~ Portability Options

What if | leave my employment?

If your employment ends for reasons other than retirement, death, or disability,
you have a number of options, You may be able to:

¢ continue your plan membership with another OMERS employer

¢ transfer your credited service to another public sector plan

¢ defer your pension

* transfer the commuted value df your pensionto a locked-in retirement
account (LIRA)

¢ (if you're not locked-in) take a cash refund of your contributions plus interest.

Important! There are no contributionsto refund for service that occurs during
a contribution holiday.

Terms

Commuted value

The commuted value of a pension is the amount of money that must be put
aside today to grow with investment earnings to provide the pension at a
future date.

In all cases, OMERS determines the commuted value of a pension using
guidelines established by the Canadian Institute of Actuaries and sanctioned
under the Pension Benefits Act of Ontario.

Locking-in rules

When you terminate your employment, you cannot elect to receive a cash
refund of any portion of your OMERS pension benefit that is locked in. Whether
or not your benefit is locked in is determined by the following Pension Benefits
Act of Ontario rules.

* Your pension benefit earned before 1987 becomes locked in when you reach
age 45 and have at least:
* 10 years of service with your current OMERS employer; or
¢ 10 years of OMERS membership; or
¢ 10 years of OMERS credited service.
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e Your pension benefit earned on or after January1, 1987, becomes locked in
when you have two years of OMERS membership (including any service you
purchased or transferred into OMERS).

Any portion of your OMERS pension benefit that is locked in must stay in the
OMERS plan as a deferred pension, be transferred to a locked-in retirement
account (LIRA) —which is a locked-in RRSP — or be used to purchase an annuity.

Options if my employment ends

If you end your employment, your employer will advise OMERS. We'll send you
a Benefit application form detailing your termination options, which may include
the following choices.

Continued OMERS Membership
If you move to another OMERS employer, you may elect continued OMERS

membership.

Transferring your credited service

If your new employer is another Canadian public sector employer, you may be
able to transfer all or part of your credited service in OMERS to your new
employer's plan. Transfers do not always guarantee that all your OMERS
credited service will be recognized.

Transfers have time limits - make sure that you don’t miss the pension transfer
deadlines. When you terminate your employment, sign and return your OMERS
Benefit application form as soon as possible, and complete and return the
transfer forms for your new plan.

You may be required to make paymentsto the new pension plan to preserve all
of your credited service, For more information, please contact your employer or
OMERS Client Services.
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Deferring your pension

If your new employer is not another OMERS employer, you may elect to keep
your pension entitlement in the OMERS plan as a deferred pension. Your
deferred pension is the pensionyou earned to the date of your termination (see
page 11 for pension formula). It is indexed (see page 17).

If you elect a deferred pension, you retain your rights to other OMERS pension
benefits, such as the early retirement pension and the survivor's pension, but
not to disability benefits.

The 50% Rule and the pre-1987 minimum benefit guarantee apply to this
option (see page 37).

If you re-enrol in the plan on or after Junel, 1999, you may be requiredto
repay the 50% Rule refund (if any) plus interest, if you want both periods of
credited service added together.

Commuted value transfer

Temporary change! Until the end of 2003, if you are under age 50, you may
elect to transfer the commuted value (see page 27) of your total OMERS pen-
sion entitlementto a locked-in retirement account (LIRA), to another pension
plan if that plan accepts such transfers, or to an insurance company for the
purchase of an annuity. If you transfer the commuted value of your pension,
you will no longer be entitled to any benefits under the OMERS pension plan.

Normally, you cannot transfer the commuted value of your pension when you
are within 10 years of your normal retirement age.

The Income Tax Act limits the amount that may be transferred to your RRSP. If
this limit applies, the transfer may affect your accumulated RRSP contribution
room (see page 40).

The 50% Rule and the pre-1987 minimum benefit guarantee apply to this
option (see page 37).
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Cash refund

You may elect a cash refund of only that portion of your total contributions,
plus interest to your termination date, that is not locked in under the Pension
Benefits Act of Ontario. A cash refund may be transferred to your RRSP (non-
locked-in) if you have room.

You may do the following to the portion of your pension benefit that is locked
in:
¢ leave it in the the OMERS pension plan as a deferred pension; or

e transfer its commuted value to a locked-in retirement account (LIRA) or
another pension plan; or

e use it to purchase an annuity from an insurance company.
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Survivor Benefits

Who's eligible for a survivor's benefit?

Eligible spouse

The surviving spouse of a deceased member may be eligible for a benefit if the
marriage was either legal or common-law. A common-law marriage is deemed
to exist if you and your eligible spouse have lived together in a conjugal
relationship continuously:

« for a period of not less than three years; or

« for a shorter period if the relationshipis of some permanence and there are
natural or legally adopted children of the common-law marriage.

Same-sex partner
OMERS considers a same-sex partner to be eligible if the common-law criteria
are met.

Eligible dependent child

For OMERS purposes, an "eligible dependent child" is:

e a natural child of the member; or

¢ a legally adopted child of the member; or

¢ a child in the legal custody of the member (excluding foster care arrangements);
who, at the date of the member's death, is both dependent on the member for
support and is:

¢ under age 19 for the full calendar year in which the member's death occurs; or
e under age 21 and in full-time attendance at an educational institution; or

e totally disabled.

Dependent child benefit period

The dependent child benefit period is the time during which a benefit is
payable to, or for, an eligible dependent child. Itis the period:

¢ up to the end of the year during which a dependent child reaches age 18; or

« up to when the child reaches age 21, if the child continues in full-time
attendance at an educational institution; or
¢ during which the dependent child continues to be totally disabled. (This only
applies if the dependent child became totally disabled before age 21.)
150
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What if | die BEFORE my pension begins?
A benefit is payable, in order of entittement, to your:

¢ eligible spouse; and/or

« eligible dependent children; or

¢ beneficiary; or

* estate.

Your eligible spouse may be entitled to one of two benefits— a pension, or a

lump-sum refund.

Spouse’s pension

A pension is payable to your spouse from the first of the month following your

death and equals:

* 66%% of the pensionyou had earned to the date of your death, payable for
your spouse’s life; plus

¢ afurther 10% of the pension you had earned to the date of your death for
each of your eligible dependent children up to a maximum of 100% of your
pension. This additional amount is payable until your eligible dependent
children are no longer within their dependent child benefit periods.

Number of eligible % of pension
dependent children vou had earned
0 66%%
1 76%%
2 86%%
3 96%%
4 or more 100%

The additional amount may be paid to whoever has custody of the children,
rather than to the eligible spouse.
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When we calculate your earned pension for the purposes of a spouse’s pension
we assume that you were entitled to a pension under the Canada Pension Plan
and therefore reduce the OMERS pension by the 0.675% OMERS CPP offset.
(There may also be an additional offset. See page 39.)

A separation agreement or divorce may alter entitlementto a benefit.

No pension is payable to your otherwise eligible spouse if you and your spouse
were living separate and apart at the date of your death. "Living separate and
apart” has a specific legal meaning under the family Law Act. For more
information, please contact your employer or OMERS Client Services.

Minimum pension guarantee
The commuted value (see page 27) of the total pension payable to an eligible
spouse will be no less than:

¢ the commuted value of your pension earned on or after January1, 1987; plus

¢ your contributions made before 1987, plus interest to the date of your death;
or we will increase the value of the pension accordingly.

Refund option
Your eligible spouse may elect a refund in cash or a refund transferred to a non-
locked-in RRSP in lieu of a pension.

The refund equals the sum of the commuted value of your pension earned
since January1, 1987, and the contributions made by you before January1,
1987, plus interest to your date of death, less any benefits we paid to you.

Eligible dependent children’s pension

If you die before your pension begins and you leave no eligible spouse, or if a
pension payable to your spouse ceases because he or she dies, a pension will
be payable to your eligible dependent children.

The total eligible dependent children’s pension equals 66%% of the pension
earned to the date of your death. We divide the children’s pension equally
among your eligible dependent children who are within their dependent child
benefit periods.
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When we calculate any children's pension we assume that you were entitled to
a pension under the Canada Pension Plan and therefore reduce the OMERS
pension by the 0.675% OMERS CPP offset. (There may also be an additional
offset. See page 39.)

Benefit payable to your named beneficiary or estate

If you die before your OMERS pension has started and you are not survived by
an eligible spouse, a benefit may be payable to your named beneficiary or
estate (in addition to the eligible dependent children's pension, if any). For
more information, please contact your employer or OMERS Client Services.

What if | die AFTER my pension begins?

If you die after your pension from OMERS has started, a benefit may be
payable, in order of entittement, to your:

¢ eligible spouse; and/or

¢ eligible dependent children; or

e beneficiary; or

® estate.

Spouse's pension
A pension is payable to your spouse from the first of the month following your
death and equals:

* 66%% of the pensionyou were receiving at the date of your death; plus

e a further 10% of the pension you were receiving at the date of your death for
your eligible dependent children up to a maximum of 100% of your pension.
This additional amount is payable until your eligible dependent children are
no longer within their dependent child benefit periods.
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Number of eligible % of pension

dependent children You were receivina
0 66%%
1 76%%
2 86%%
3 96%%
4 or more 100%

The additional amount may be paid to whoever has custody of the children,
rather than to the eligible spouse.

When we calculate your earned pension for the purposes of a spouse’s pension
we assume that you were entitled to a pension under the Canada Pension Plan
and therefore reduce the OMERS pension by the 0.675% OMERS CPP offset.
(There may also be an additional offset. See page 39.)

Important! The definition of “eligible spouse” is very specific and fairly
complicated. A separation agreement or divorce may alter entitlementto a
benefit. For more information about the OMERS definition of “eligible spouse,”
please contact your OMERS employer or OMERS Client Services.

Eligible dependent children’s pension

If you die after your pension has started and you leave no eligible spouse, or if
a pension payable to your eligible spouse ceases because he or she dies, then a
pension will be payable to your eligible dependent children.

The total eligible dependent children’s pension equals the greater of:

* 66%% of the pensionyou were receiving at the date of your death; or
¢ the pension being paid to your spouse at his or her date of death (less any
entitlement for eligible children).

We divide the children's pension equally among your eligible dependent
children who are within their dependent child benefit periods.

When we calculate any children’s pension we assume that you were entitled to
a pension under the Canada Pension Plan and therefore reduce the OMERS
pension by the 0.675% OMERS CPP offset. (There may also be an additional
offset. See page 39.)
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Residual benefit amount

If at any time after your death there is no member of your family eligible to
receive a pension from OMERS, then we will refund to your named beneficiary
(if living) or to your estate the difference, if any, between your contributions,
plus interest, determined at the date your pension began, less any benefit we
paid to you or your survivors.
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Guarantees

The 50% Rule

The 50% Rule applies to ending employment, retirement, disability, and
survivor benefits. When you end your employment, retire, become disabled or
die, OMERS determines the commuted value (see page 27) of your pension
earned since January 1, 1987. If the contributionsyou have made since
January1, 1987, plus interest, are greater than 50% of the commuted value,
OMERS refunds the excess to you, or to your named beneficiary or estate in the
event of your death.

The 50% Rule does not apply to benefits purchased at your option, such as
broken service, buy-backs, or optional service. It also does not apply if you
transfer directly to another OMERS participating employer or to another public
service employer under a reciprocal transfer agreement.

The pre-1987 minimum benefit guarantee

When you terminate employment, retire, become disabled, or die, we calculate
your pension benefit. The commuted value for that portion of the pension you
earned before January1, 1987 must be at least equal to your pre-1987
contributions plus interest to the date of your termination, retirement,
disability, or death. If not, we increase the value of your pension to equal the
value of your pre-1987 contributions plus interest.
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Supplementary Benefits

Your employer may provide supplementary benefits through an agreement
with OMERS. We describe the types of supplementary benefits below. Not all
OMERS members are covered by Supplementary Agreements. For more
information, please contact your employer or OMERS Client Services.

Type 1 supplementary benefit

Under a Type 1 Supplementary Agreement, years of eligible past service (service
from before your employer joined OMERS) may be purchased and added to
your OMERS credited service, which we use to calculate your OMERS pension.

Optional service

Your employer can add an optional service benefitto a Type 1 Supplementary
Agreement. Optional service may be eligible past service with a federal,
provincial, or municipal employer in Canada, or service in the Korean War.
Optional service is, essentially, similar to buy-back service (see page 9) except
that members and employers may negotiate cost sharing and payment terms.

Type 2 supplementary benefit

Type 2 supplementary benefits, which provided for a fixed amount of pension
for past service with the employer, were available before 1983. Benefits
continue for members covered under an existing Type 2 Agreement.

Employers can enter into an agreement with OMERS to upgrade existing Type
2 supplementary benefits to Type 1 supplementary benefits.

Type 3 supplementary benefit

Under a Type 3 Supplementary Agreement your employer may provide an
unreduced early retirement pension if:

¢ you are within 10 years of your normal retirement age; and

¢ you are "permanently partially disabled" as determined by the employer; and

¢ you satisfy the requirements of the Income Tax Act for early retirement
pensions.
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Additional Pension Offset

If you are entitled to a pension from another pension plan for a period of
credited service covered by the OMERS plan, then at your normal retirement
age (65), we will reduce your annual OMERS pension by the amount payable
from the other plan. If you die before you reach your normal retirement age,
we will reduce the annual pension paid to your surviving eligible spouse or

children in the same way.
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OMERS and Income Tax

40

Contributions to OMERS

Your regular contributions to OMERS are tax-deductible. Your employer reports
the deductible amount to you and to the Canada Customs and Revenue
Agency (CCRA) on a T4 slip each year. Amounts you contribute for the
purchase of optional or buy-back service may also be tax-deductible.

Contributions to a Registered Retirement Savings Plan (RRSP)

An RRSP is a tax-sheltered savings account. Contributions you make to an RRSP
are tax-deductible, and your RRSP savings aren't taxed until you take them out.

An RRSP is an investment in your financial future, as it can help increase your
retirement income and provide you with the lifestyle you want after you stop
working. For more information about tax rules governing RRSPs, please contact
your financial institution, a financial planner, or the CCRA office nearest you.

What affects my RRSP room?

Pension adjustment (PA)

Your employer reports a pension adjustment (PA) each year on your T4 slip
even during a contribution holiday. The PA is used to calculate your RRSP
contribution room for the following year, and represents the deemed value of
the pension you earned during the year. The CCRA calculates your RRSP room

as follows:

18% X Previousyear's earnings less Previous year's PA . - : or $0
(up to a maximum) (up to'a maximum)
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ser wit 15 of credited service in 2002 has eamed income of $36,772. The
is $3,785. The RRSP contribution room will be calculated as follows:

X 836772 = 36619 - 33785 = $2,834

k bermay C‘V(‘J‘nt,ribiuté;ﬁup"tb: $}2,’8ﬁ3'4 (plus any robm carried forward from previous years)
RSP for a tax deduction in 2003, -

Each year, after you file your tax return, the CCRA sends you a Notice of
Assessment. This document includes a statement of your RRSP contribution
room for the year. You may make an RRSP contribution up to this amount or
carry it forward, within limits, for use in a future year.

Pension adjustment reversals (PARs)

PARs are designed to give back RRSP room to members who terminate and
transfer their pension benefits out of their pension plan (if the post-1989 value
of the transferred benefits is less than the total of the member's PAs).

Past service pension adjustment (PSPA)

Any additional pension benefit you accumulate or gain for past service that
occurred after December 31, 1989, must be assigned a "deemed value," called
a past service pension adjustment (PSPA). This can affect buy-backs, optional
service, and broken service purchased after the April 30t deadline (see page 7).
OMERS must calculate PSPAs and report them to the CCRA.

The CCRA will subtract the PSPA from your available RRSP contribution room. If
you don't have sufficient room for the service purchase, the CCRA allows your
RRSP room to become negative by as much as $8,000. Beyond that, they will
not permit your purchase. Note that if you have negative RRSP room, you
cannot make a tax-deductible RRSP contribution until your RRSP room becomes

positive.

You may be able to make room by withdrawing some RRSP savings, or you
may have to purchase less service to reduce your PSPA. You will be advised if
this problem occurs.
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We will calculate a PSPA if you elect to purchase broken service (see page 7)
after the CCRA deadline of April 30t of the year following the year in which

the broken service ended. For more information, please contact your employer
or OMERS Client Services.

OMERS plan registration number

The OMERS federal pension plan registration number for income tax purposes
is 0345983. You will need this registration number when transferring RRSP
money to OMERS to purchase a buy-back or optional service, for example. The
plan registration number also appears on your T4 each year.
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Further Information

Assignment (Who has legal access to my pension?)

Contributions made to OMERS and benefits paid by OMERS are not subject to
garnishment, attachment or seizure, and are not assignable except pursuant to
an order or agreement under the Ontario family Law Act, or as required by the
CCRA.

Canada Pension Plan (CPP) and Old Age Security (OAS)

Your pension from OMERS is only one source of retirement income. Other
sources include the CPP and OAS. You should discuss these benefits with your
employer or with a representative at a local Human Resources and
Development Canada office.

Working while on pension

If you begin working for an OMERS participating employer after you begin
receiving a pension from OMERS, you have two options:

* continue to receive your pension and not enrol in the OMERS plan; or
* re-enrol and stop receiving your pension for as long as you are employed.

If you re-enrol in the OMERS plan, your membership will continue until no later
than your 69th birthday, at which time we will begin paying your pension
whether or not you are still working. When you subsequently retire from your
post-retirementjob, we will combine all your credited service and contributory
earnings and recalculate your pension.

There are additional rules covering members who retire with Type 7, Revised
Type 7, or Section 23 enhanced retirement benefits and later return to work for
an OMERS employer. For more information, please contact your employer or
OMERS Client Services.
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Surplus/deficit

The terms of the OMERS pension plan provide that any plan surplus or deficit
will be shared equally by participating employers and contributing members.

How to apply for a benefit from OMERS

If-you are: Please contact:

an active- member your.employer

a deferred member OMERS Client Services

a disability waiver member OMERS Client Services or your former employer

a-spouse or child:
¢ pre-retirement death the former employer

¢ post-retirement death . OMERS Client Services

if you are planning to elect an OMERS benefit; please let us know: up:to 60 days in advance.
This will help to ensure your benefit is processed on time. :

Published information

The following is just some of the other published information available from
OMERS - either directly from us or through your employer:

* Member Update — a newsletter for all OMERS members, which we distribute
through your employer usually three times per year.

¢ Pension Report — a personalized report, provided for you every year through
your employer, that brings you up to date on your contributions, earnings
and service for the preceding year.

* Pension Quotation — a projected estimate of the pension you can expect to
receive at your planned date of retirement. (If you'd like to get a pension
guotation, write to us or use our online pension Estimator at
www.omers.com.)
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* Report to Members - a summary of the information contained in the OMERS
Annual Report. We distribute this through your employer, while the Annual
Report is available, on request, from OMERS.

* OMERS Act and Regulation (Annotated, Unofficial Version)- our plan
legislation.

OMERS on-line!

Visit www.omers.com to get information about OMERS - the Board, the
pension plan, its benefits and administration, the latest news about OMERS,

and frequently asked questions (FAQs) about the plan. You can also contact us
by e-mail at client@omers.com.

; This handbook tool
Th’g‘la‘test, tdlly searchable version of the QMERS: member:-handbicak (Your OMERS Pensiony is
~ online at www.omers,com. . ‘

u can find it in the “Members” section, by clicking on “Plan info.”

More information

If you have any questions about your OMERS benefits, or the information in
this booklet, please contact your employer or OMERS Client Services.

¥
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