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April 1, 2005 © March 31, 2008

THISAGREEMENT
made this the 31 day of March 2005.

Between:

Canadian Union Of Public Employees, Local 1750
(Hereinafter referred to as the “Union”)

and:

The Workplace Safety & Insurance Board,
Ontario
(Hereinafter referred to as the “Employer”)

PREAMBLE AND PURPOSE

The Workplace Safety and Insurance Board serves
workers, their families, and the employers in the Province
of Ontario. Both the Employer and CUPE Local 1750
acknowledge the three corporate imperatives of Health and
Safety, Customer Satisfaction and Financial Sustainability.

To promote efficient and effective public service, the
Employer and Union recognize they have a mutual
interest in, and an obligation to maintain and enhance

a constructive, cooperative relationship. Therefore, this

agreement between the Employer and the Union is formed

to provide:

(@) Satisfactoryworking conditionsand terms of
employment for all employees who are subject to this
agreement,

(b) Aforum for proactive discussion on matters of
concern, and

(¢)  Aprocedure for the prompt and equitable resolution
of grievances.
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ARTICLE1
RECOGNITION

1.01

.02

1.03

The Employer recognizes the Canadian Union of
Public Employees Local 1750 as the exclusive
bargaining agent for all its employees, save and
except supervisors, persons above the rank of
supervisor, and persons excluded by virtue of the
provisions of the Crown Employees Collective
Bargaining Act.

The parties agree to allow one (1) Confidential
Assistant, titled (Business Assistant) per Director.
The parties agree in principle that the placement and
distribution of these employees throughout the WSIB
shall be determined by the Employer, provided the
total Confidential Assistant positions do not exceed
the total Director level positions.

The parties, while respecting Article 1 language,
recognize the business need to avoid conflict of
interest by having designated staff to help manage
the workplace in a labour relations environment. The
Parties agree that, in order to satisfy this requirement,
employees who work in an advisory capacity

with Director level and above to help manage the
workplace in a labour relations environment are to be
excluded from the bargaining unit.

The following does not constitute Article 1
modification:

* Atitle change without job content change,
* An increase in complement of positions currently
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1.04

the NBU, and/or
 Changes in reporting without job content
modification or alteration in authority.

When the Employer intends to create a new job(s)
or modify an existing job, [classified or unclassified]
and the job is to be excluded from the Bargaining
Unit, the Employer will follow the process below:

(a) Information Provided

The job description and/or attached explanation sheet
(see Appendix 5) will be e-mailed to each of the three
below, or an alternate form of written communication
if system problems should occur.

* CUPE Local 1750 - Mississauga Office (website
www,cupel750.ca)

» CUPE Local 1750 designate

» Employee Relations Branch (Administrator) or
designate

(b) Meeting with Labour Relations Manager.

(or designate)

Where information has been provided under

(a) above and the Union wishes to dispute or

seek a better understanding of the exclusion of a

specific job(s), the Union designate will formally

communicate to the Director of Employee Relations

(or designate) the need for a meeting. This meeting

may include operating management representative(s)

and will take place as soon as possible after the

information is provided under point (a) above.

Notwithstanding the pending meeting, management
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may, at their discretion, post and fill the disputed
job. However, the Union’s rights are not in any way
restricted by this action.

Where there is no agreement as to whether the job
is to be NBU or BU by the end of the meeting with
the Director of Employee Relations (or designate)

and the Union designate, the disagreement will be
processed as outlined below:

(i) Where agreed to by both parties, refer the issue
to a mutually agreed third party (arbitrator) for a
final and binding decision, or

(ii) Refer the issue to the Grievance Settlement
Board (GSB) or Labour Relations Board for a
final and binding decision.

(iif) The parties recognize that the fifteen (15)
working day timeframe specified in Article
“12.07—Arbitration” will apply for referring a
dispute to either the Labour Relations Board,
GSB or third party arbitration. The fifteen (15)
working days will commence on the day after
the information is received.

=Rrocess

Disputes submitted to third party arbitration will be
administered in the manner outlined below. Mutually
agreed upon Arbitrators will have all the powers of a
grievance arbitrator under the Labour Relations Act.
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(i) The dispute will be referred to one of the
mutually agreed to third party arbitrators
(chosen at random), for a final and binding
decision.

(ii) A hearing before the arbitrator will be convened
within five (5) working days of receiving the
request under (i) above.

(iii) Hearings will allow both parties to present their
case. Case presentations will take no longer
than three and one half (3.5) hours (112 day) for
each party, Both sides will present their cases on
the same day.

(iv) On completion of the hearing the arbitrator will
issue a written decision within five (5)working
days. The decision will be copied to each party.

(v) Tominimize costs to both parties, arbitration
hearings will be convened wherever possible,

on WSIB premises.

(vi) Adispute heard in one forum cannot then be
retried in the other form.

(e) List of Arbitrators

Two appointed representatives (one from WSIB

and the other from CUPE) will mutually agree to the

arbitrators that will hear disputes under this Article.

The representatives will also mutually agree upon

fee schedule(s) and other administrative processes

needed to ensure timely decisions. The list of 7

mutually agreed to arbitrators will have a minimum

of 10 names,
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1.05

1.06

1.07

The costs of administering the arbitration process
will be equally shared between CUPE & WSIB,

Any question as to whether a person is an employee
may be referred to the Ontario Labour Relations
Board and its decision thereon is final and binding
forall purposes.

The Employer will provide the Union with
organizational charts by February 1stof each

year. The charts will identify for the Union by
Unit/Department/ Branch/Division/Section or any
other title/label that may be used, the numbers of
bargaining unit staff in each geographic location.
Notification will include the numbers of employees
in each bargaining unit job classification and salary
grade.

It is understood that the charts represent the status of
the organization at a point in time and are provided to
the Union for information purposes only. When new
charts are approved by the Employer they will be
provided to the Union.

The Union will have the right to have the assistance
of a National Representative(s) of the Canadian
Union of Public Employees in all meetings with the
Employer.
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ARTICLE 2
NEW EMPLOYEE INFORMATION
2,01  Every month, the Union will be notified in writing of

the name, status, work location and job title of each
employee entering or leaving the Bargaining Unit.

2.02 The Employer will provide each newly hired
probationary or contract employee in the Bargaining
Unit with:

(a) Acopy of the Collective Agreement.

{b) Notice of their classificationand/or position
title, salary scale and grade, and applicable rate
of pay.

(¢) In addition, contract employeeswill receive
notice of their work location and the anticipated
duration of their employment.

(dy Occupational Health & Safety training as
required by the Qceupational Health & Safety
Act (as amended).
2.03  As part of an employeeorientation program, the
Employer will provide up to 30 minutes for a
meeting with a union representative.
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ARTICLE3
PROBATIONARY PERIQOD

3.01

3.02

Probation

(a) A newly hired employee into ajob at or below
salary grade 830 will be on probation for a
period of three (3) months from their date of
hire.

{b) A newly hired employee into ajob at salary
grade 835 up to and including 855 will be on
probation for a period of six (E)months from
their date of hire.

() A newly hired employee into ajob at or above
salary grade 860 will be on probation fora
period of nine (9) months from their date of
hire.

(d) With mutual agreement and in exceptional
circumstances the Employer and Union may
extend the probationary period not to exceed a
maximum of three (3) months.

Reduction of Probationary Period for Contract.

Emplayees

The probation period will be reduced if a contract

employee becomes a permanent employee in ajob

with either a 6 or 9 month probationary period. This
will only apply if the contract work is similar to the
permanent work.

Credit towards the standard six or nine month period
will be given, to a maximum of one-half (1/2) the
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probationary period, for each day worked with the
employer during the last {2 months.

3.03 Employers Obligation during Probation:

During the probationary period the employer
will provide training, supervision and regular
performance feedback to the employee.

3.04 Permanent Status Notification
The employer, on a quarterly basis, will provide
the Union with a list identifying those employees
who will attain permanent staff status during the
upcoming quarter.
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ARTICLE4

SENIORITY

4.01 Accrual of Seplority
(a) Prohationary Period
Only an employee who has successfully completed
their probationary period has seniority. On successful
completion df the probationary period, an employee
will be credited with seniority from the most recent
date of hire into the bargaining unit, subject to
4,01(d).

(b) Entered before June 16,.1998

The seniority date for all members of the bargaining
unit will be the employee’s latest date of hire with
the employer, including contract employment
immediately prior to permanent employment, subject
to Article 22 (g).

(c) Entered on or after June 16, 1998

Effective June 16, 1998, any new employee or non-
bargaining unit individual entering a position within
the bargaining unit will accumulate seniority from
the most recent date of hire into the bargaining unit.
The individual’s length of service with regards to
pension/ benefits will not be changed.

(d) Prorating part time

Effective July 20, 1998, part-time and contract
employees will accumulate all subsequent seniority
on the basis of actual time worked with the
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4.02

4.03

understanding that 1885 hours worked is equivalent
to one year of seniority.

(e) Positions in dispute - GSB 1029/94

Any individual whose position is in dispute due to
the implementation of GSB decision 1029/94 will
receive seniority credit for all continuous Board
service should their position be deemed suitable for
inclusion in the bargaining unit.

(f) Inclusions

Individuals in non-bargaining unit positions, which
are later determined to be bargaining unit positions,
will be credited with seniority for continuous service
in that position, and with seniority for any continuous
service in the bargaining unit immediately prior to
occupying the excluded position.

No Accrual of Seniority

Seniority will not accrue during periods of Layoff
or after the 60th working day of a General Unpaid
Leave.

I £ Seniorit
An employee will lose seniority if they:

(a) are discharged and the discharge is not
subsequently reversed through the grievance/
arbitration process

(b) voluntarily terminate employment
(¢} retire on pension
(d) permanently transfer out of the bargaining unit
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4.04 Seniority List

4.05

The employer will maintain a seniority list showing
the seniority of each employee. An up-to-date list
will be sent to the Union with sufficient copies for
all stewards and a copy shall be posted on all bulletin
boards in March and September of each year.

Same Seniority Date - Tie Breaking Rul
Where two or more employees have the same

seniority date, the following hierarchy will be used to
determine who has greatest seniority.

(a) Take the month and day (but not year) of the
birthday of the employees and the employee
with the later birthday would have the greatest
seniority (e.g., as between March 21 and April
1, the second employee would have seniority).
If this does not break the tie, then;

(b) The employee with highest randomly assigned
identification number (ID) will have the greater

seniority.

4
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ARTICLES

RECRUITMENT, SELECTION, REASSIGNMENTS
& TRANSFERS

Statement of Intent

To support the WSIB's principle of recruitment from
within, and in recognition of the value to the organization
of its employees, the parties agree to recognize knowledge,
skillsand abilities obtained through employment at the
WSIB, and will promote internal development of skills
essential to the success of the business.

ThisArticle will be used when filling:

anewly created position

a vacancy of a permanent position

a vacancy of a temporary nature

a subsequent vacancy created by a temporary
assignment

* atemporary reassignment

« anticipated vacancies via “planned recruitments”

for large incumbent positions or other high turnover
positions necessitating the need to post twice annually.

5.01 Order of Cansideration for Vacancies
(a) First Consideration

First consideration for filling any vacancy will
begiven to employees:

« Wwho are afforded Special Placement rights
because they are unable to perform their normal
duties due to a medically documented handicap
or diminished capacity, or,
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()

» whose position is made redundant by
organizational or other changes and have Priority
Placement rights (see Article 6), including those
who have displaced a contract employee.

In order of seniority, employees will be offered
placement into vacancies for which they have the
comparable knowledge, skillsand abilities, at or
below their current salary grade or salary grade
previously affected in, whichever is greater.

Where suitable vacancies do not exist for
handicapped employees, the matter will be
discussed between the parties.

Priority placement employees will be afforded
retraining and a work trial as noted in Article 6.

Second consideration
Second consideration for filling any vacancy will be
given to employees Who have been:

« affected by organizational or other changes (see
Article 6) and placed, with Income Protection,
intoajob ata lower salary grade or,

« laid off and are exercising their right to recall.

In order of seniority, employees will be offered
placement into vacancies for which they have

the comparable knowledge, skills and abilities.
Placement applies to posted vacant positions that are
at or closer to their highest affected salary grade.

Secondary placement employees will be afforded
retraining and a work trial as noted in Article 6.05(d)
and 6.05(e).
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(©

5.02

(a)

Anpplicants

Where the vacancy continues to exist, applicants will
be considered in this order:

(i) permanent employees with seniority, then,

(ii) eligible contract employees, then,

(iii) contract employees with less than 9 months of
continuous service in the same job, then,

(iv) all other applicants

Recruitment & Selection

See Appendix 1 for the chart illustrating the process
for filling a vacancy.

Recruitment
Natice of Vacancies

All vacancies will be posted on designated bulletin
boards province-wide for not less than five (5)
consecutive working days. In most cases, vacancies
will be posted forten (10)consecutive working days.
All vacancies will be posted as full-time.

Information contained in a posting:
All postings will include:
Openingdate

Closing date and time

Job title

Salary grade

Minimum & maximum rate of pay
Number of vacancies (actual or anticipated)
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Permanent or temporary vacancy (with duration)

Geographic location

Hours of work (regular, irregular, variable)

Job profile (major duties and responsibilities)

Established minimum requirements (including

additional language requirements, if any)

o Duration and location of formal initial training

* Travel requirements

» Where to obtain ajob description

»  Where to obtain and submit an application (name,
phone/fax #, address)

» How to confirm receipt of application

* “Planned Recruitments” will be identified as
such on the respective posting.

Eligibility to Apply for Postings

(i) Permanent & Prohationary Employee
An employee, who has at least 3 months service
beyond the end of their Trial or Probationary
Period in their current position, may apply for
a posted vacancy. This requirement does not
apply if their current job was acquired as a

consequence of technological or organizational
change (Article 6).

Notwithstanding the above, a permanent employee
(not probationary) on a temporary assignment will be
eligible at any time to apply to a permanent vacancy.
Management will have the flexibility to fill the
temporary assignment or the permanent position on a
temporary basis in accordance with Article 5.04,

—20 —
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Once an employee accepts a permanent position, they
will not be considered for any other position until
such time that they become eligible to do so.

Where a posting is advertised as being a “Planned
Recruitment”, employees will

be invited to apply for the respective job. Eligibility
for such postings will be based on the date of need
rather than the date of application.

Same job to Same joh

Eligibility periods will apply to employees who
transfer via the intra or inter-geographic process.

(ii) Contract Employee
Contract employees are eligible to apply for

posted vacancies after completing nine (9)
months continuous service.

Notwithstanding the above, a contract bargaining unit
employee who has less than (9) months of continuous
service at the closing date of a posting and has
applied to that permanent posting, will have their
application considered provided that:

o All eligible permanent and contract BU
employees have first been fully considered
and vacancies continue to exist for which the
employer may intend to recruit externally or with
other candidates.

e The posted position is for the same job that the
contract BU employee is currently performing in
the same geographic location.
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(b)

o The contract BU employee will be considered
prior to considering external/ other applicants
derived from the recruitment process.

(i) Language Skills

With the intent to maintain compliance with the
French Language Services Agt, the Workplace Safety.
and Insurance Act and the Collective Agreement,

the employer will identify the need and practical
alternatives before positions are designated as
bilingual. Where bilingual (French) skills are
required the following will be applied:

« Unitingual and bilingual positions will be
resourced as separate jobs within the same
classification identifying language requirement,

Assessment of Applications

After the posting closes, all applications will be
reviewed to determine whether the applicant has
met the established minimum requirements. This
will include a systematic review of each applicant’s
knowledge, skills and experience gained through
WSIB employment.

The results of the assessment will be communicated
to each applicant prior to the beginning of the
selection process.

Selection

Applicants who meet the established minimum
requirements will be eligible to be included in

the selection process and are placed on a list of
Preliminary Candidates.
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At a minimum, the hiring party must assess the most
senior candidate. Additional Preliminary Candidates
to be assessed will be chosen on the basis of greatest
seniority. The hiring party may assess as many
Preliminary Candidatesas required, however, all
Preliminary candidates need not be assessed.

Preliminary Candidateswill be graded on their
combined score on one or more selection tools.
Preliminary Candidates who meet the established
threshold will be identified as qualified for the vacant
position

All applicants will be notified in writing of their
status.

List of Qualified Candidates
The employer will maintain a list of Qualified
Candidates, in order of seniority, for each position
posted. Candidates must indicate their interest in

each subsequent posting. Qualification will remain
valid for 24 months from date of posting.

Where an employee applying to a posted vacancy has
held the samejob on a temporary or permanent basis,
and they are eligible to apply to the posting, they will
be deemed to be a Qualified Candidate provided they
successfully completed their respective trial period in
the same job. ThiS is contingenton two things:

a) thejob has not been significantlychanged under
Article 6 since they vacated the job, and

b) the employeewas not involved in a documented,
unsuccessful, performance improvement plan
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(c)

in thatjob. A performance appraisal docs
not constitute a documented performance
improvement plan.

When the number of Qualified Candidates:

is the same as the number of posted positions,

the positions will be filled by the Qualified
Candidates.

is greater than the number of posted positions, the
positions will be filled by the most senior.

is less than the number of posted positions,

the hiring party will assess any remaining
Preliminary Candidates until all vacancies

are filled, or the Preliminary Candidate list is
exhausted.

Subsequent Yacancies
Subsequent vacancies:
i) occurring within 5 months of the opening date of

the original posting, and

ii} inthe same geographic location,
will be filled by the following process.

From the original Qualified Candidate list, the
next most senior candidate will be offered the
subsequent vacancy.

When the Qualified Candidate list has been
exhausted, the Preliminary Candidate list will
be revisited and assessed until all vacancies
are filled, or the Preliminary Candidate list is
exhausted.
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(d)

(e)

3. If the list of Preliminary Candidates has been
exhausted, the position will be re-posted.
Applicationswill be considered from those
who did not apply to the original posting.
Concurrently, the vacancy may be posted
externally. However, first consideration will be
given to internal Qualified Candidates.

If conditiors (i) and (i) are not met, or where the
original posting is temporary and the subsequent
vacancy is permanent, a new notice of vacancy will
be posted.

In recognition of the knowledge, skillsand abilities
obtained through employmentat the WSIB, senior
permanent internal applicants with a combined score
that is no greater than 5% below the established
threshold, will be provided an opportunity to fill
vacancies remaining after the internal Qualified
Candidate [5.02(b)(¢)] list has been exhausted and
before external hires are considered.

Example: Threshold set at 70% but applicant
achieves 65% or above.

Temporary Vacancies

A temporary vacancy occurs when:

« staff are required for an anticipated or planned
temporary increase in workload, or

» apermanent incumbent leaves their position
temporarily for reasons other than vacation.

Where the temporary need will exist for more than
40 working days, staff will be recruited through the
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posting process in accordance with Article 5.02.

When a temporary vacancy is filled through the
posting procedure as outlined in this article, any
resulting vacancies may not be posted. The employer
will first consider internal staff for the reassignment,
before going to external candidates,

Temporary vacancies will usually be limited to 12
consecutive months. The Employer and the Union
will meet to discuss any requirements for extension.
Extensions will not be processed where a more
senior employee with placement rights as described
in Article 5.01(a) accepts the temporary match.
Extensions will not exceed 12 additional months.

Release of Successful Candidate

The employer will make all reasonable attempts to
release a successful applicant to another position
within 20 working days from the date of offer.
Should the employee not be released within the 20
working days timeframe, they will start to receive
their new higher salary (*) effective the 21st working
day after the offer being made.

Effective January 1, 2006 the Employer shall release
successful applicants no later than 60 working days
from the date of offer, unless otherwise agreed to

by the Employer and the Employee. The length of
temporary assignments will not be reduced where the
release date is beyond 20 working days from the date
of offer.

Where there is a training requirement for ajob, the
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(2

()

release date and any salary adjustments will apply
when the scheduled training starts.

Note (*):
* inaccordance with Salary Rules #4 - Schedule A

for promotion, or
e Salary Rule #7 for temporary assignments

Trial Period

The successful applicant, upon transfer to the new
job, will begin a trial period of

« Sixty (B0)working days forjobs 830 and below.

¢ One hundred (100)working days forjobs 835 up
to and including 855.

»  One hundred and forty (140) working days for
jobs at 860 and above,

If during that time:

e The employee’s performance is unsatisfactory, in
the opinion of the Employer, a
e The employee requests,

they will be returned to their former salary
classification and placed in ajob for which they are
qualified.

Development Plans:

Employees who have applied unsuccessfully to ajob
may, upon their request, meet with their manager and
the hiring party to discuss a Developmental Plan.

This may include self development and/or employer-
funded skill enhancernent. Eligibility to reapply to
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5.03

5.04
(a)

the same position will be reinstated upon completion

of the mutually agreed upon Plan. Where a Plan is

not agreed to the eligibility to reapply will not be

restricted,

Right to Ret the B ining Unit

If an employee accepts a position outside of the

Bargaining Unit, Article 5.02 (f) will apply. If they

return to the Bargaining Unit, seniority will accrue

during the Trial Period.

Temporary Reassignments

Staff may be reassigned:

i. tofill an unforeseen temporary vacancy, ar

ii. for an unforeseen temporary increase in
workload, or

iti. tofill a vacancy resulting from an initial
temporary posted vacancy, or

iv. tofill a temporary vacancy under 40 working
days, or

v, tolearn new knowledge, skills and abilities
within their work group.

Program heads will communicate reassignment
opportunities to all employees within their work unit,
and will make reasonable efforts to distribute those
opportunities equitably. If it is not possible to fill the
opportunity from within the work unit, the program
head may fill it in an alternative manner.

If reassignments under (i), (ii) and (v) are expected
to exceed 60 working days, they will be declared
a temporary vacancy and filled in accordance with
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(b)

(c)

(d)

Article 5.02(e). The position will be posted when it
is determined that the need for the reassignment will
exceed 60 working days. The reassignment will end
no later than the date that the successful qualified
candidate starts,

Reassignments under (iii) may not be posted, as
outlined in Article 5.02(e).

Reassi (s to Al te Work Locati
Reagsignments to alternate work locations that
make daily commuting impractical will not exceed
2 months, in any 12 month period, unless agreed to
between the employee and their manager.

. ing Uni
When the Employer temporarily reassigns an
employee to the duties and responsibilities of a
position not covered by this Collective Agreement,
they will retain their rights and obligations under
the Collective Agreement. Reassignments under this
section will not exceed 12 consecutive months unless
otherwise agreed to by the parties.

Non-Bargaining Unit Employees in Temporary.
Bargaining Unit Johs

When a permanent non-bargaining unit employee is
successful in acquiring a temporary bargaining unit
position all provisions of the Collective Agreement
will apply, except the right to grieve under Article
12 will be restricted to matters arising from their
work while in the bargaining unit. The grievance
must be filed within 20 working days of leaving the
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bargaining unit.

5.05 Salary Treatment

See Schedule " A" for salary administration rules.

5,06 Employee Initiated Transfers
(i) Between Geographic Locations

Employees wishing to transfer to the same job in
another geographic location must apply toa
posted vacancy of their current job in another
geographic location. They will be placed on the
list of Qualified Candidates and Article 5.02(b)
will apply.
Where no vacancy exists, the employee may
submit a request for transfer to the employer.
The employer will maintain a transfer list.
Where a reciprocal request exists and the
employer has approved, the transfer will be
arranged. Such approval will not be
unreasonably withheld. Where both employees
have signed an acceptance of the approved
transfer, the decision will be irrevocable.
Where multiple requests have been submitted, if
a transfer is approved, the employee with the
greatest seniority will be granted their request.
Such approval will not be unreasonably
withheld.

(it) Within the Same Geographic Location

Employees wishing to transfer to their same job
in another Sector/ Small Business Unit within




their same geographic location on a permanent

basis, will be eligible to be considered for such

a permanent opportunity in accordance with the
following provisions:

(a) Employees will be invited in February
of each year, to notify their Human
Resources Business Partner (HRBP) in
writing of their interest in being transferred
permanently to their same job in another
Sector/ Small Business Unit within their
same geographic location.

{b) At the beginning of March of every year,
management will consider the requests of
~ those employees who have indicated an
interest in being transferred permanently
to their samejob in another Sector/ Small
Business Unit and who are eligible to be
transferred.

¢ Inorder to be eligible for transfer
consideration, the employee must be in that
samejob for a minimum of 3 years and in
that same Sector/ Small Business Unit for a
minimum of 3 years.

« Inaddition to the bullet immediately
above, the employee, at the time of
consideration must not be the recipient of
any documented progressive discipline on
the Human Resources file.

(c) Employees will be considered for transfer
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(d)

(e)

based on their bargaining unit seniority.

In the interest of maintaining customer
satisfaction, the transfer movement of
employees in the same geographic location
between Sectors/ Small Business Units
will be capped annually at 5% rounded to
the next highest even number but no less
than two (2) employees perjob, in each
office. The request (where possible) will be
facilitated in February in each year.

* Where more than one employee is to be
transferred from a “team”, the actual timing
of the transfers will be staggered so as to
minimize customer service interruptions.

Management will make an effort to
facilitateas many documented transfer
requests as possible in a given year based
on February submissions. To further
maintain customer satisfaction and
caseload balance, management retains the
right to reassign staff between same jobs
in the same location at any time of the
year without having to post, regardless of
whether the employees are on the transfer
list or not.
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ARTICLE 6
ORGANIZATIONAL/ TECHNOLOGICAL CHANGE

6.01

6.02

6.03

Definition

Organizational/technological change means the
introduction of equipment, material, work functions,
processes, methods, organizationor geographic
location, significantly different from that currently
practiced.

Eliminate Adverse Effects

The Employer will make every reasonable effort
to minimize or eliminate adverse effects of
organizational/technological changes on employees.

At either party’s request, the Union and the Employer
will meet with the intent of reaching agreementin
good faith regarding any special provisions that may
be necessary to assist affected employees beyond
those contained in the Collective Agreement.
Advance Notice and Information

a) As soon as possible during the planning of
Organizational/Technological changes, the
Employer will discuss their intentionsand the
expected effects with the Union and will provide
regular updates.

b, At least 12 working days in advance of giving
the employee(s) notice, the Employer and the
Union will have meaningful discussionand the
Employer will provide the Union Executive with
written notice of
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6.04

« the nature of the change,

* date of change,

 number of positions affected,

* job titles affected,

e [ocation(s),

 name and seniority date of employees likely
to be affected,

* the expected effects on employees,

* job descriptions and salary grades for all new
or changed jobs.

It is understood that this material is confidential
and should not be publicly released without the
consent of the employer.
¢) The Employer will provide the Union with bi-
monthly reports complete with Article 6-unplaced
employees, special placement, recall status and
voluntary exit list, detailing employee names,
classification, geographic location, and income
before and after placement.
Notice to Affected Employees
The Employer will advise in writing those employees
affected by the change at least one hundred (100)
working days before the change occurs. This will
include at least 12 weeks of notice prior to layoff.
Notices will be issued on the basis of lowest
seniority. For the purposes of invoking an Article 6
notice of significant change or redundancy within the
same job, unilinguat and bilingual positions will be
considered the same.

Employees advised will be those whose permanent
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(a)

job will:

(i) be significantly changed, or
(ii) become redundant.

Employee Whose Job Has Sigunificantly Changed

The employee has two choices:

(i) acceptthe new job and be provided with
retraining, or
(ii) decline the newjob.

If option (i) is chosen, the employee will be provided
with the training, not to exceed eight (8)months, to
acquire the new or modified skillsrequired for the
changed position. During that time, the employee
must acquire the skills required for the changed
position. The Employer will pay for the training

and, where practical, will schedule it during normal
working hours. Employees have the option to remove
themselves from the job within a sixty (60) working
day trial period. Where the employer exercises the
option to remove an employee from the job during
the period of training the employer may offer full
rights to Voluntary Exit or placement under 6.04(b).

If option (i) is chosen, the employee will have rights
under section (b) —redundancy however the option
for Voluntary Exit will apply as follows:

¢ Voluntary Exit offers will be accepted by the
employer when the job content has been modified
resulting in a salary grade reduction or relocated
to another geographic location.

o Voluntary Exit offers may be accepted by the
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(b)

employer when the job content has been modified
or enhanced, where the salary grade remains the
same or higher and the fundamental nature [core
features] of the work is similar however:

o Where the number of positions has been
reduced the number of Voluntary Exit offers
made available will be no less than the
number of surplus positions.

Where there is an incumbent with the same job, in
the same geographic location, on the Voluntary Exit
list, then their offer will be accepted, and the affected
employee will be reassigned to thatjob.

If there is not a suitable match on the VE list, then
the affected employee will displace the least senior
incumbent in the same job and geographic location.
The displaced employee will be given notice of
redundancy.

Employee Whose Job Has Been Declared
Redundant

Redundancy can occur in 4 ways:

1. an employee is identified as the least senior
employee as described in 6,04,

2. anemployee accepts a significantly changed
position and opts out during the 60 working day
trial period, or is unable to acquire the required
skills through retraining,

3. an employee declines a significantly changed
position and their position does not exist
elsewhere in their geographic location,
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4. aposition has been eliminated or reduced in
number, within the organization.

Prior to giving notice, where there is an incumbent

with the same job, in the same geographic location

on the Voluntary Exit list, that incumbent's offer

will be accepted, and the affected employee will be

reassigned to thatjob.

If no Voluntary Exit match is available, the Employer
will give notice to the least senior incumbent of the
samejob in that geographic location and reassign the
more senior employee to the position.

All employees deemed redundant will be given, in

writing:

o atleast 100 working days notice prior to layoff,
and

« anoffer of Voluntary Exit, (may not be applicable
to employees who decline a significantly changed

job that is not fundamentally different) or
« placement opportunities under Article 5 & 6

If the Employee does not accept the VVoluntary Exit
offer the Employer will, as opportunities arise prior
to the 100th working day, select the most suitable of

1. a Voluntary Exit match, or

2. aPriority placement match under Article 5.01(a),
or

3. adisplacement of a less senior bargaining unit
member (bump).

This decision will be made based on information
available at the time.
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(c)

6.05

(@)

Each employee will only be entitled to two (2)
Priority placements as a result of a technological/
organizational change affecting the employee's
position.

Employees may be considered as having used one (1)
of their two (2) priority placements if they:

« formally accept a significant change or priority
placement job match equal to or no more than
2 salary grades lower than the income protected
salary grade and remove themselves from ajob
within the 60 working day trial period.

Limitations to rights of refusal do not apply to
secondary placement.

Most Suitable Placement
Criteria for determining most suitable option:

i) Income preservation,
ii) Same geographic location, and
itf) Comparable knowledge, skills and abilities,

An "affected" employee can use their seniority and/
or placement status anywhere in the province.

If the most suitable match is a Voluntary Exit match,
the following will apply:

o Where the Employer identifies a suitable
Voluntary Exit match, in the same grade and
same location, the employee will be placed into
that position,

e The Employer will provide the exiting employee
with written confirmation that their offer has been
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(b)

(c)

(d)

)

accepted,
« The Employer confirms, in writing. placement in

the new position with the affected employee.

If the most suitable placement is a Priority Placement
match the Employer will:

« confirm, in writing, placement in the new position
with the affected employee.

After each posting, if there is no suitable match under
6.05(a) or (b), the employee isencouraged to request
matching to posted vacancies or Voluntary Exits at,
or no more than, two (2) salary grades lower in:

o their own location, or
¢ other geographic locations they are willing to
consider.

The employer will provide:

« training not to exceed & months, to acquire the

skills required for the new position, and

« pay for the training, and

« Where practical, schedule the training during
normal working hours.

Employees have the right to remove themselves,
once only, from a priority placement match during
the 60 working day trial period and be considered
again for priority placement and will receive the
remainder of their notice period as follows:

o The (00 working day notice to layoff will be
suspended during the work trial for permanent
placements. For temporary placements that exist
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(9

(g)

beyond the notice employees will be deemed to
have reached the 100th working day when the
temporary assignment ends.

» The 100 working day notice and priority
placement rights will expire upon successful
completion of the work trial.

Where the Employer determines the job match

unsuitable during the training period, the employee

will receive the remainder of their notice period.

For the purposes of facilitating a priority placement,
displacement or recall following layoff for unilingual
matches to bilingual designated positions the
following will be considered:

» “Reasonable and Necessary” requirement to
provide French language service in accordance

with designated areas under the French Language

» “Reasonable and Practical” alternatives to
provide French Language Services through ready
access to other bilingual employees.

Relocation

When there is no position in the current geographic
location at the employee’s current salary grade and
the employee is willing to relocate, the Employer
will pay the costs of relocation to any vacancy in the
province that is no more than two (2) salary grades
lower then the employee’s current salary grade. Once
the Employer approves the relocation, the offer to
relocate becomes final and binding.

Where priority placement rights have expired and an
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6.06

a)

employee is willing to bump into another geographic
location, relocation cost will only be provided if
there is no displacement match (bump) available in
the employee’scurrent geographic location.

The employerwill pay relocation expenses

where the employee is required to commute an
additional distance to get to work of at least 40

kms. Employees in the Golden Horseshoe area (i.¢.,
Toronto, Hamilton) will have their relocation request
reviewed on a case by case basis. This review will
consider their current commutingdistance, versus the
commuting time and distance to the new location.
Relocation expenses will be limited to a maximum of
$15,500.00 (with receipts) per approved relocation.
The relocation funds will be used to cover the
following expenses:

¢ One round trip transportation, including partner,
for housing search

» Two (2) nights accommodation.

» Packing and moving of normal household items.

« Transportationaf family to new location (airfare/
mileage at applicable rate under Article 8)

o Legal fees/realty lease breaks/real estate fees.

*  Temporary rental accommaodation if new property
not available.

e Storagecosts.

o Utility hook ups.

Displacement of Employee (Bump)

If the most suitable option is to displace an employee
with less seniority, the Employer will displace the
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b)

c)

d)

least senior incumbent within the current geographic
location in the following order:

1. Another position for which the employee meets
the minimum requirements, at their current salary
grade.

2. Anposition previously held by the employee in
which they performed satisfactorily. Where more
than one position is suitable, the position closest
to the employee’s current salary grade maximum
will be given first consideration,

or where more favourable to the employee,

Another position for which the employee meets
the minimum requirements below their current
salary grade. Where more than one position is
suitable, the position closest (at or below) the
employee’s current salary grade maximum will
be given first consideration.

Where options 1 or 2 do not exist, the Employer will,
within the current geographic location, displace the
least senior incumbent occupying any other position
the employee is qualified to perform with minimal or
no training.

If no position is available in the employee’s current
geographic location, and should the employee wish
to relocate, the Employer will consider the same
options as in 6.06 (a)(1) and (2) above in locations
for which the employee has, in writing, expressed a
preference.

Minimum requirements refers to entry level skills



Aprit 1, 2008 to March 31, 2008

6.07

required to perform the position being bumped into;

o The Employer will determine whether the
impacted employee has met the “established”
minimum requirements through a systematic
review of the employee’sknowledge, skills and
experience gained through WSIB employment
along with any additional information provided
by the affected employees.

Minimal or no training may include either “class
room” or “on the job training” to meet the established
job requirements as set out above;

The Employer will give first consideration to
positions the employee is able to perform with no
training. Should training be required, it will be
applied as follows:

»  Up to2 weeks for positions at or below salary

grade 830

«  Upto3 weeks for positions at 835 and up to and
including 855

o Uptodweeks for positions at or above salary
grade 860

« Extensions may be considered as required.

Income Protection

No employee will have their actual salary reduced
at the time of implementing an Organizational/
Technological Change, Provisions (a) and (b) below
apply to employees affected after July {, 1999, Past
practice continues to apply to previously affected
employees.
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(a) Current Salary Above New Maximum

®)

(c)

When an employee is placed under Article 5.01(a) or
Article 6.06 into ajob with a lower salary grade than
their former permanentjob and their current salary in
the affected job is higher than the maximum salary
of the lower salary grade, they will maintain their
current salary. This will continue until their salary
falls within the salary range for their new job at
which point they will have their salary increased to a
step at the next higher amount.

The employee will receive the next (1 year) general
increase award in an annualized lump sum payment
at the time the general increase is implemented for
the bargaining unit.

Current Salary Below New Maximuim

When an employee is placed into a new job and their
salary falls within the salary range for their new

job, their salary will be increased to the next higher
amount in the new salary grade, Income Protection
will not apply and salary progression will be in
accordance with Schedule " A". Their next increment
date will be based on the start date of the new job.

+ Please refer to Schedule "A" for salary
administration rules specific to employees with

Income Protection who apply and are successful
in acquiring a new job,

Special Placement

An employee who is unable to perform their normal
duties due to a medically documented diminished
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6.08

6.09

6.10

capacity will not have their actual salary reduced for
a period of one year, at the time of implementinga
permanent Special Placement match under Article
5.01(a). This provision applies to employees
permanently placed on or after April 1, 2005.

No permanent employee will be laid off without the
opportunity to displace a contract W.8.1.B employee
performing work for which the permanent employee
meets the established minimum requirements. The
contract employee will be terminated and the affected
employee will assume the work as a permanent
employee in a temporary assignment for the duration
of the contract(s) or for a lesser period if the
employee is placed into a permanent position.

Unilingual and bilingual positions will be considered
the same where no opportunity to displace a less
senior employee exists to ensure a more senior
employee is not laid off.

Recall Following Layoff

It will be the responsibility of the employee to keep
the Employer informed of their current address and
any newly acquired skills and knowledge they may
have attained for the purpose of recall.

An employee will retain Priority Placement during
their recall period, and will be considered for
appropriate Voluntary Exit matches as they arise.
When an employee is laid off and their former
position, or another position for which they meet
the minimum requirements, becomes vacant within
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6.11

6.12

6.13

their recall period, the Employer will notify them

by registered mail, within three (3) working days
from the date of posting. The employee must request
to be considered for the position, in writing, before
the closing date. They will be placed into the vacant
position provided there is no other candidate with
priority or special placement rights who meets the
minimum requirements and has greater seniority.
Income Protection does not apply.

Continuity of Servi
Upon recall after layoff, the period of absence due to
layoff will not be included in determining length of
service, but the service before and after the period of
layoff shall be deemed to be continuous.
Expiry of Recall Rights

An employee on layoff will be discharged if not
recalled within a period equal to their seniority, to

a maximum of 24 months. At the conclusion of the
recall period the employee will receive severance in

accordance with Article 6,13 in the amount that they
would have received at the time of layoff.

'Severance

If there is no opportunity to displace another
employee in their own geographic location. and the
employee declines/cannot displace another employee
in an alternate geographic location, the employee will
be laid off with recall rights. At any time during the
recall period, they may choose to receive severance
pay, and will give up their right of recall. Severance
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will be paid as follows:

CompletedYears of | Weeks of Pay Per
Service Years of Service
[-5

6~14

15 and over 25

plus the normal cash payout of attendance credits and
vacation credits.

The Employer will continue to pay all non-optional
benefit premiums for six months with the exception
of Long Term Disability.

6.14 Yoluntary Exit Option
(2)  Process to Offer

» The Director, Employee Relations wil receive
written offers from employees to Voluntarily Exit
and will then place their names on the VVoluntary
Exit list.

o The Employee may withdraw their offer in
writing at any time, up to the point of receiving
written acceptance by the Employer.

o The position of the employee making the offer
will not be considered to be a vacancy under
Article 5

» Article 6.04 does not apply.

(b)  Acceptance of Voluntary Exit Offer

The Employee and the Union will be notified in
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(<)

(d)

writing upon acceptance. The date of departure of the
offering employee from the position will be within
20 working days, unless otherwise agreed to by the
Employee and the Employer.

Refusal of Voluntary Exit Off

Where an employee refuses a Voluntary Exit match
to their same salary grade at their current location,
the employee will be deemed to have terminated their
employment with the Employer.

Where an employee has requested the opportunity
for a Voluntary Exit match below their current salary
grade, in the same location, then refuses the match,
the employee will be deemed to have terminated their
employment with the Employer.

An employee retains their right to refuse a Voluntary

Exit match outside their current geographic location.

Voluntary Exit package includes:

» 100 working days (20 weeks) pay, plus

o the severance amount paid under 6.13(i), plus

 the normal cash pay out of attendance credits and
vacation credits

The severance payment for all employee(s) will be

based on the tast day of active employment with the

exception of the following:

(i) Prorating Severance and Voluntary Exit:
If the employee does not accept the Voluntary

Exit package within ten (10)working days, one
hundred (100) working days pay will be reduced
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(i)

by the number of days worked since the notice
under Article 6,04 was given, save and except
forthe first ten (10) working days,

For part-time employees, severance and the
Voluntary Exit package, will be pro-rated based
on the ratio of their permanent full-time to
permanent part-time employment.
Yoluntary Exit to Pension:

An employee who is not affected by an
Organizational or Technological Change and

is eligible for an early unreduced pension, or
who could qualify through bridging for an early
unreduced pension, may volunteer their position
to be considered for elimination or matched

to employees who have received notice under
Article 6, They will receive a Voluntary Exit
package limited to 52 weeks of pay, plus the
normal cash payout of attendance credits and
vacation credits.
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ARTICLE?
HOURS OF WORK / OVERTIME / SHIFT FREMIUM

7.01

7.02

7.03

7.04

Definition
Normal hours of work for employees are thirty-six

and one-quarter (36 %) hours per week and seven and
one-quarter (7%) hours per day.

Days off

There will be two (2) consecutive days off which
will be referred to as scheduled days off. Days off
may be non-consecutive if agreed upon between the
employee and the Employer.

Lunch and Rest Perjods
The lunch period consists of three-quarters (3/4) of
one hour and the rest periods consist of fifteen (15)

minutes in the firstand second half of each day's
work schedule.

Start and finish times

In general an employee's start and finish times will
be between 7:00 a.m. and 5:00 p.m. Arrangements
for start and finish times will be by mutual agreement
where possible, taking into consideration business
needs and seniority.

Where agreement cannot be reached following

a meeting between the parties the Employer will
provide the employee With 20 working days written
notice before implementing changes in their start and
finish times.
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7.05

7.06

7.07

Special Arrangements

It is understood that other arrangements regarding
hours of work and overtime may be entered into
between the parties on a local level with respect to
variable work days or variable work weeks.

Data Centre:

The local practices coneerning hours of work, lunch
and rest periods presently in effect for employees
at the Data Centre will continue in effect for the
duration of this agreement subject to any changes
made by mutual agreement. Employees currently
working shifts of 12 hours and five minutes six times
over two weeks for a total of seventy two and one
half (72.5) hours biweekly will continue to be paid
an average rate of thirty six and one quarter (36/4)
hours each week.

There will be three (3) paid rest periods, two of
fifteen (15) minutes and one of thirty (30)minutes.

Shift Schedules For Designated Shift Workers

The Employer agrees to post shift schedules not less
than fifteen (15) working days in advance. There will
be no change in the schedule after it has been posted
unless natice is given to the employee seventy-two
(72) hours in advance of the starting time of the shift
as originally scheduled.

The Employer will make every reasonable effort
to avoid scheduling the commencement of a shift
within twelve (12) hours of the completion of the
employee’s previous shift.
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7.08

7.09

Shifts may be changed if agreed between the
employees and the Employer without any premium
or penalty.

Stand-by Time
“Stand-by time” means a period of time that is not.

iod during which an employee
remains available for immediate recall to work.

Stand-by time will be approved in writing and such
approval will be given prior to the time the employee
is required to stand-by.

Where an employee is required to stand-by, they will
be paid their basic hourly rate for all hours on stand-

by.

On-call Time

“On-call time” means a period of time during
which an employee remains available to work as a

requirement of their job and will receive a premium
as follows:

»  For 2005 on-call employees will be entitled to
$(6 dollars per day during weekdays and $24
dollars for each regular day off. Effective January
1, 2006 on call employees will be entitled to $18
dollars per day during weekdays and $26 dollars
for each regular day off.

On-call will start at the normal stopping time of the
work day and will end at the regular starting time of
the next working day,

In addition designated on-call employees will be paid
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7.10

a minimum of one hour at the applicable overtime
rate or time in lieu (Article 7.11)for each hour
outside normal working hours in which they receive
one or more calls, *

If an on-call employee is called back to work and
receives a minimum of four (4) hours pay at the
applicable overtime rate then this overtime premium
pay is substituted for the on-call premium for that
particular day.

Overtime

Payment for overtime will only be made for units of
one (1) hour or more and for subsequent full fifteen
(15) minute periods. Lesser periods of overtime
accrued will be recorded and paid in accordance with
the above.

The Employer will endeavor to distribute overtime
relatively equally among employees qualified to
perform the work required, taking into consideration
assigned work location and employee classification.

There will be no duplication or pyramiding of
overtime payment or time off in lieu. Overtime
hours worked each day will only be considered as
overtime or time off in lieu of pay and not as part of
an employee’s normal hours of work.

It is not the Employer’s intention that Managers
work overtime to perform work regularly done by
members of the bargaining unit.

55
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7.11

7.12

Time Offin Lieu of Payment

Where the employee requests and with prior
agreement of the Manager, an employee may be
granted time off at the applicable overtime rate, that
is at one and one-half (1-112)or two (2) times the
overtime hours worked or credited. If the employee
is unable to take the time off within 4 months due to
work volumes, unless agreed to otherwise, they will
be paid the accumulated overtime.

When the Employer determines they will function
with reduced staff levels in a specific facility or
location, employees not required to work will
continue to receive straight time pay. Employees
required to work will be paid straight time pay
and will be granted straight time off in lieuon a
subsequent date mutually agreed to.

* In crisis situations the parties agree to discuss
alternative arrangements.

Time and One Half Paid Salary

Authorized overtime will be compensated at a rate of
one and one-half times the employee’s basic hourly
rate for the haurs worked when:

» work is performed in excess of seven and one-
quarter (7114 hours or twelve (12) hours and five
(5) minutes as applicable, or

» work is performed on the employee’s first
regularly scheduled day off, or

o anemployee commences their vacation and
returns to work during their scheduled vacation
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at the request of their Manager. The time at work
will be added to their vacation credits.

an employee leaves their place of work after
completing their shift and is subsequently called
and required to perform work prior to the start
time of their next scheduled shift. They will be
paid a minimum of four (4) hours pay.

an employee is not notified seventy-two (72)
hours in advance of a shift change. This will
apply for the first eight (8) hours worked on the
changed shift provided that no premium will be
paid where the change of schedule is caused by
events beyond the Employer’s control.

an employee is required to work prior to twelve
(12) hours elapsing between shifts. They will be
paid overtime for those hours falling within the
twelve (12) hour period.

7.13 Double Time Paid Salary

Authorized overtime pay will be compensated at
double time for:

all work required to be performed on the
employee’s second consecutive regularly
scheduled day off.

hours worked during the second shift of a double
shift when notification of the requirement to work
a double shift is not provided prior to the end of
the shift of the last previously scheduled working
day.

anyemployee working a paid holiday, the overtime
paid will be in addition to the regular day’s pay.
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7.14

7.15

Shift Premiums

Any premium an employee may be entitled to will be
calculated on the employee's basic hourly rate of pay
and will be paid in the following situations:

« eighty cents (80¢) per hour for all work between
5:00 p.m. and 11:00 p.m,,

o eight five cents (85¢) per hour for all work
between 11:00 p.m. and 7:00 a.m.

o Where fifty percent (50%)or more of the hours
fall within a time period, the higher premium will
be paid for all hours worked.

Irregular Hours

This provision applies only to employees in positions
designated on or before April 1, 2005 and will not
apply to new hires.

An employee is eligible for overtime compensation
unless they:

(a) Because of the nature of their position is required
to work irregular hours. Such an employee will,
for the purposes of payment, be deemed by the
Employer to be working a minimum of forty (40)
hours per week, and their salary shall be adjusted
to forty (40)hours on a straight time basis.

(b) Notwithstanding the above, any such employee
who is required by their Manager to work on
their day off or on a holiday will receive time off
at the applicable overtime rate.

(¢) Employees on irregular hours who are required
to travel on a Sunday or other non-working day
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7.16

will be compensated in accordance with the
provisions of Article 8.03.

(dy Employees on irregular hours will continue to
receive the irregular hours payment during paid
absences or in office assignments of up to ten
(10) days. The irregular hours payment will
continue for the full length of approved vacation
or Union leave.

Emergency

In order to address an emergency (sudden unexpected
event), the Employer may undertake arrangements
regarding the allocation of hours of work and
overtime other than that specified in the Collective
Agreement. In these emergency situations, a more
senior employee may be bypassed in favour of a less
senior employee for a particular extraordinary short
term need monitored by the Union and Employer.

§
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ARTICLE 8

TRAVEL snd EXPENSES

The current practice concerning meal and expense policy
will be continued for the duration of this Agreement.

8.01 Meal Allowance

(a) Effective May 1,200 the meal allowance for
three consecutive meals is subject to a maximum
allowance of $47.00
This amount allowed is itemized as follows:

Breakfast $10.00
Lunch $15.00
Supper $22.00

(b) (i) Reasonable expenses above the amounts
as set out in (a) may be claimed upon the
provision of receipts, with the exception
of alcoholic beverages, when
reimbursement of an amount in excess of
the standard allowance is claimed.

Employees may combine up to two (2)
consecutive daily meals amounts for one
meal expense, with no requirement for
receipt(s).

{e) (i) Notwithstanding the above, an employee
who continues to work at least two (2)
hours overtime but not more than three
(3) hours overtime immediately following
their scheduled hours of work without
notification of the requirement to work
such overtime, prior to the end of their

(ii

=
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previously scheduled shift will be
reimbursed for one (1) meal in the amount
of twelve dollars ($12.00) except where free
meals are provided or where the employee
is being compensated for meals on some
other basis.

Where a meal is not available on the site
and the employee is unable to leave the
premises, employees will be reimbursed,
against proper receipts, for the cost of the
meal to the value of twelve dollars ($12.00)
plus delivery charge, when incurred.

(ii) One-half hour with pay will be allowed the
employee to consume a meal either at or
adjacent to their work place.

(iii) Breakfast and dinner expenses are normally
claimed by employees who require
overnight accommodation, or while
traveling and working extended hours that
will not allow the employee to leave/return
home during the usual meal period.

(iv) The cost of lunch may be allowed only
if, during the normal meal period, an
employee is traveling on Board business
and is at a distance of 24 km or more from
the employee’s home AND their reporting
office.

8.02 Iravel Rates

If an employee is required to use their own
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automobile on the Employer’s business, the
following rates will be paid

Effective:
Junet, January 1, January 1,
2005 2006 2007
0- 5,000 km 41 ¢/km 42 ¢/km 43 ¢/km
5,001 km + 35.5 ¢/km 36.5 ¢/lkm 37.5 ¢/km

8.03 Time Credits While Traveling

1. For pay purposes, employees will be credited
for all time spent traveling when authorized
by management. This applies to all employees
except those covered under Article 7.15(a).
Credits will be computed as follows:

(a) When travel is by public carrier, from 90 minutes
before the scheduled time of departure of the
carrier until 60 minutes after the actual arrival at
the destination.

(b) When travel is by automobile and

(i) the employee travels directly from their
home until they reach their destination,
from the assigned hour of departure from the
destination until they reach home,

(i) the employee reports to their place of
employment before proceeding to travel, from
the time they leave their place of employment
until they reach their destination, except
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that compensation will not be paid for the
time between the hours of eleven (11:00) p.m,
and the regular starting time of the employee
when sleeping accommodation is provided.
2. All traveling time will be compensated at the
employee’s straight time rate however:

» where an employee is required to travel
on their day off or a holiday they will be
compensated at that rate fora minimum of
four (4) hours.

+ where an employee completes one shift and
is required to travel to work outside of their
reporting office prior to their next shift they
will be compensated at a rate of time and one
half paid salary.

3. Employees required to travel with an overnight
stay will be entitled to one and one half hours
as time in lieu for each occurrence capped at 5
occurrences per month,

4. Notwithstanding the above, employees on
irregular hours who are required to travel on
a Sunday or other non-working day will be
compensated in accordance with the provisions of
this Article.

8.04 Telephone Charges

When an employee is required to use their home
telephone to conduct business associated with
their work duties, the Employer will pay 50% of
the monthly basic telephone charges, Where an
additional line is installed and dedicated to Board
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business {00% of the installation and service cost of
a telephone will be paid. Proof of installation must
be provided and the telephone number will not be
published as a Board number.

8.05

The specifics of the Vehicle Allowance Program will
be documented in the Travel and Business Expense
Policy jointly developed between the parties within 2
months of ratification of the Collective Agreement.

The Vehicle Allowance Program will include:

+ A fixed monthly allowance payment of $ 610.00
* An additional depreciation allowance of $ 141.68
per 1,000 business kms over 23,000 business

kms.
o Avariable cost of 0.11¢ per business kilometer

Admission and exit from the vehicle allowance
program will be in accordance with the Travel and
Business Expense Policy. é L
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ARTICLEY
HEALTH and SAFETY

9.01 The Union and the Employer will cooperate in
promoting best health and safety practices and
procedures to protect the health and safety of its
employees. This will be achieved by meeting or
exceeding requirements under the Occupational.
Health and Safety Act.

WSIB employeesare not required to tolerate foul or
otherwise abusive language or threatening/violent
behaviour from internal or external sources. All
abusive and harassing calls should be reported
immediately to their Manager and Security office. If
the severity of the incident warrants, the matter will
be investigated and a warning/ restricted access letter
will be issued to the offending person(s).

The Employer will take all reasonable and necessary
steps to protect the health and safety of employees
and their families from threatening/violent behaviour
arising out of employment.

The Employer and the Union recognize the need for
constructive and meaningful consultations on health
and safety matters. Consequently, Joint Occupational
Health and Safety Committeeswill be maintained
locally and centrally.

9.02 Yisual Display Terminals

After each hour of continuousoperation of a V.D.T., «
a V.D.T. Operator shall have the opportunity for
a change in such duties for a period of ten (10)
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minutes.

9.03 Employees traveling on WSIB business are expected
to travel in a safe manner and observe safe driving
practices.

g4
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ARTICLE 10
PAID HOLIDAYS

The Employer recognizes the following days as paid
holidays:

10.01 New Year’s Day
Good Friday
Easter Monday
Victoria Day
Canada Day
Civic Holiday
Labour Day
Thanksgiving Day
Remembrance Day
Christmas Day
Boxing Day
and any special holidays as proclaimed by
theGovernor General or Lieutenant Governor.

10.02 When any of these holidays fall on a Saturday,
Sunday or an employee’s scheduled day off, the
previous or the following normal working day will be
deemed a holiday(s).

10.03 To qualify for this benefit, the employee must
have received pay from the employer for their last
scheduled shift preceding or their first scheduled shift

following the holiday.
ollowing the holiday. é5
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ARTICLE1L
VACATION
11.01 Calculation of Vacations

Vacation leave and pay entitlement will be based
on the employee's continuous service from

their most recent date of hire. When a contract
employee becomes permanent, their period of
contract employment immediately before becoming
permanent will be deemed continuous service

for purposes of calculating the rate of vacation
entitlement.

An employee will not accumulate vacation
entitlement after any unpaid absence of sixty (60)
consecutive working days. Accumulation will
resume upon the employees return to work. Where
the employee returns to work for less than five

(5) consecutive working days, the absence will be
considered continuous.

11.02 Yacation Entitlement for Permanent Staff.
Employces

| ::(Z;nr: feted Service Accumulation Rate ’ll"::a‘l{:i:y s
Less than 7 Years 1 Y days/month 15

l 7 but less than 15 Years | 1 2/3 days/month 20

| 15 but less than 25 Years I 2 1/12 days/month | 25

| 25 + Years l 2 % days/month I 30
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11,03 Maximum Accumujation

An employee may accumulate their unused

vacation entitlement to a maximum of two (2)

years entitlement as of December 31st of any

year, With three months written notice from the
employer, unused vacation in excess of two (2)
years entitlement will be required to be taken as of
December 3 Lst in the third year, unless permission to
carry forward has been given in writing.

11.04 Yacation Less than Full Day

Where the absence is less than a full day, the
calculation will be based on quarter hours.

11.05 Yacation Scheduling Within a York Unit

Vacation leave will be taken at a time consistent with
the staffing requirements of the work unit, the wishes
of the employee, and is subject to the approval of

the Manager. Approval will not be unreasonably
withdrawn. “Workunit” is defined as Branch/
Sector/ Small Business Unit (whatever is applicable)
on a geographic location basis.

Employees must submit requests by the last business
day of March to take vacation during June to August,
and by the last business day of August for December.
Approved vacation schedules will be posted by

the last business day of April and September
respectively. The employer will consider the vacation
requests of employees who have met the deadline in
the following manner:

(1) Management will determine their staffing
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requirements on a geographic location basis by
job title within their Branch, Sector or Small
Business Unit.

(2) Vacation requests and scheduling will be
completed within their “work unit” on a
seniority basis by job title.

(3) When a Branch, Sector or Small Business Unit
has reached its capacity for granting vacation
by seniority and job title, other “work units”,
which are over capacity, will be canvassed in
order to allow for a greater opportunity to grant
additional vacation requests. This will be subject
to management approval from both “work
units” and will for the vast majority of cases
be applicable only in the District Offices. This
again will be based on seniority, samejob title
and same geographic location.

(4) Requests submitted after the deadlines will then
be considered in the order they were submitted.

Once approved, an employee’s vacation will not
be cancelled due to a conflicting request from
another employee.

11.06 Vacation to be Taken First

When leave of absence without pay is granted
together with paid vacation, the paid vacation is to be
taken first. In the case of pregnancy or parental leave,
the order will be at the employee’s choice.
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11.07 Iliness on Yacation

An employee who becomes ill while on vacation may
request to have the period of illness applied against
Attendance Credits and their vacation entitlement
restored. The employer may request medical
documentation to support the request.

11.08 Termination Pay

On termination, a permanent or probationary
employee will receive pay for unused vacation
entitlement at their current base rate of salary.
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ARTICLE 12
GRIEVANCE PROCEDURE

12.01 Recognition of Union Stewards and Grievance
Commitiee
In order to provide an orderly and speedy procedure
for the settling of grievances, the Employer
acknowledges the rights and duties of the Union
Grievance Committee and the Union Stewards.
The Steward will prepare and present grievances in
accordance with the Grievance Procedure.

The Employer will recognize one Chief Steward.

The allotment of recognized Stewards, Senior
Stewards and Coordinators will be as follows:

S, Coordinators | Unit Stewards | Other Unit
Stewards Advisory
Positions
Maximum | Maximum 40 | Upto2 per Up to 3 per
12 unittoa unitto a
maximum maximum of
of 80 120
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administration or alleged contravention of this
Agreement including any question as to whether a
matter is arbitrable. In such cases the procedure set
out below will be followed.

12,03 In this Article, days will include all working days
exclusive of Saturdays, Sundays and designated
holidays.

The time limits contained in this Article may be
extended on a case by case basis by agreement of the
parties in writing.

12.04 Staff Assistance

(a) The employee will be represented by a Union
Steward at each stage of the grievance procedure
and the management representative may have
staff assistance present.

(b) The Chief Steward, the Senior Steward or
a member of the Union Executive Board or
Council will be permitted to appear in the place
of the local steward at any Step of the Grievance
Procedure.

Similarly, one of these stewards will be permitted
to accompany a new steward for the purpose

of training when the new steward appears for
their firstthree (3) grievances. The Union will
reimburse the Employer for the time of the Chief
Steward or Senior Steward, when appearing in
addition to the new steward.

At the request of the union, a representative
of the National Union may be present and
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represent the grievor at any Step of the grievance
procedure.

12.05 Complaints

The parties agree that in an effort to address
complaints in a timely and effective manner,
management and CUPE officials will be provided
with training and education in the area of alternative
dispute resolution.

(a) An employee who believes they have a complaint
or a difference with the Employer may first
informally discuss the complaint or difference
with their Manager.

(b) At any time within 20 working days of first
becoming aware of the complaint or difference,
an employee may initiate a formal complaint. In
presenting a formal complaint to their Manager,
the employee will have a Union Steward in
attendance. If a formal complaint or difference is
not satisfactorily settied by the Manager within
ten (10) working days it may be processed in the
following manner:

12.06 Grievances

The aggrieved employee will submit a grievance in
writing through the authorized representative of the
Union.

Step No. 1

If the Union considers the grievance to be justified,
the Union through its authorized representative will
file a grievance in writing with the grievor’s Director
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within ten (10) working days of the date the grievor
received (or should have received) the decision from
their Manager.

The Director or their designate who has not heard the
dispute in the complaint stage will hold a meeting
with the Manager, Union and the grievor, within ten
(10) working days of the receipt of the grievance and
will give the Union and the grievor their decision in
writing within ten (10) working days of the meeting.

Where the meeting is held outside of the grievor's
work location, the employer will pay all costs of
attending the meeting for both the grievor and their
representative.

Where the Union deems it necessary to have a Senior
Steward, Executive Board member or Member of

the Union Council attend the Step | meeting, the
Employer will grant time offto attend such meeting
without lcss of pay or credits.

Step No. 2

If the grievance is not resolved under Step No. 1 the
Union may submit the grievance to the respective
Vice President or their designate within ten (10)
working days of the date that the Union and the
grievor received (or should have received) the
decision under Step No. 1.

The Vice President or their designate who has not
heard the dispute in the complaint stage or Step

1 will hold a meeting with the Union and at the
Union's discretion, the grievor, within ten (10)
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working days of the receipt of the grievance and
will give the Union and the grievor their decision in
writing within ten (10) working days of the meeting.

In situations of excessive delay by the Employer,
and in order to have the grievance heard in a
timely manner, the Employer agrees to pay one
hundred percent (100%) of the griever's travel,
accommodation and meal expenses to attend the
second step grievance meeting held outside the
grievor's work location.

12.07 Arbitration

If the Union is not satisfied with the decision of

the Vice President or their designate or if it does

not receive the decision within the specified time,
the Union may apply to the Grievance Settlement
Board for a hearing of the grievance within fifteen
(15) working days of the date the Union received the
decision, or within fifteen (15) working days of the
specified time limit for receiving the decision,

The Grievance Settlement Board shall have no
jurisdiction to alter, change, amend or enlarge any
provision of the Collective Agreement.

(a) An employee who is a grievor or complainant
and who has an application for a hearing before
the Grievance Settlement Board or the Labour
Relations Tribunal will be allowed leave of
absence without loss of pay or credits, if required
to be in attendance by the Board or Tribunal.

{(b) Upon written request by the Union with
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reasonable notice, an employee who has a
grievance before the Grievance Settlement Board
or who is required to appear asa witness will be
permitted reasonable time without loss of pay

or credits to prepare for the arbitration hearing.
The leave of absence will be granted subject to
work requirements. The Union will reimburse
the Employer for the salary paid to the employee
under this subsection.

(c) An employee who has a grievance and is required
to attend meetings arranged at Steps No. |, and/
or 2 of the Grievance Procedure will be given
time off without loss of pay or credits to attend
such meetings.

(d) This section will also apply to the local Union
Steward who is authorized to represent the
grievor.

12.08

(a) During the probationary period the employer will
be the solejudge of an Employee’s ability and
suitability for employment and dismissal will
be at the Employer’s discretion. Probationary
employees will not be able to file a grievance
related to termination of their employment but
can do so if the probationary Employee(s) has
been terminated in bad faith, arbitrarily or for
reasons that are discriminatory or contrary to
legislation.

r) j (b) Dismissal and discharge grievances will be heard
at Step 2 of the grievance procedure provided
they do so within twenty (20) working days of
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the date of dismissal.

12,05 Policy Grievance

Where any difference between the Employer and
the Union arises from the interpretation, application,
administration or alleged contravention of the
Agreement the Union shall be entitled to file a
grievance at Step No, | of the grievance procedure
provided it does so within forty-five (45) working
days of the complaint or difference following the
occurrence or origination of the circumstance giving
rise to the grievance.

If the grievance covers more than one Branch, it
will be filed with the Director, Employee Relations
Branch.

12.10 Group Grievance

Where a number of employees have the same
grievance, a group grievance signed by a union
steward will be filed at Step ! of the grievance
procedure provided it is filed within twenty (20)
working days following the occurrence or origination
of the circumstance giving rise to the grievance.

If the grievance covers more than one Branch, it

may be filed with the Director, Employee Relations
Branch.

12.11 Job Posting Grievance Procedure

Where a grievance arises as a result of the job
posting procedure in Article 5, such grievance will be
filed at Step 1 with the respective Director, or their
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designate, of the department of the position vacancy
that was posted.

At least one week prior to the meeting, the Employer
will provide the Union with the selection documents
for the successful candidate(s), the grievor and

up to 5 qualified candidates. The Director or their
designate will hold a meeting with a member of the
hiring panel, the union and the employee within ten
(10) working days of the receipt of the grievance and
will give the grievor their decision in writing within
ten (10) working days of the meeting.

Both parties acknowledge that this does not limit
rights of either party to request information for a
Grievance Settlement proceeding.

12.12 Grievance Documentation

Upon request of the Union or the employee, a copy
of the performance review, disciplinary letters and
educational achievements will be provided to the
union and the employee when such matters relate to a
grievance.
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ARTICLE 13

DISCIPLINE AND DISCHARGE

13.01 When the Employer meets with an employee to
advise of disciplinary action, the employee will be
advised of the nature of the meeting and they have
the right to Union representation. In the event of an
employee's impending discharge, the Union will be
given advance notice of such action.

Prior to and during the process of non-culpable
progressive discipline for performance related issues,
the Employer, Union and employee will meet to
discuss possible alternative courses of action,

13,02 An employee will receive a copy of disciplinary
letters at the time of the disciplinary meeting and
prior to them being placed in their human resource
file. Letters involving suspension or discharge will be
copied to the Union office.

13.03 Employees will be advised in writing if the next step
in the discipline process may involve an escalation
in penalty to either suspension or discharge. An
employee will be entitled to file a grievance provided
it is done within twenty (20) working days of the
date of receipt of the letter advising of suspension or
discharge, Upon receipt of the written grievance, the
Employer will provide the Union with the facts upon
which the decision was based.

13.04 Any disciplinary warning will be removed from
an employee's human resource file no later than
eighteen (18)months from the date of offense,
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provided that there have been no similar warnings
in that period, in which event the time for the
application of this section will be counted from the
date of the succeeding warning.

13.05 When an employee is absent in excess of ten (10)
consecutive working days, they may be discharged
for not providing a justifiable reason or for not
notifying the employer, unless giving such notice was
not reasonably possible.

13,06 When an employee, following a layoff, fails to return
to work withoutjustifiable reason within ten (10)
working days of receiving a recall notice, they will
be discharged. Recall notice will be given in writing
and delivered to the employee’s last known address.
It will be the responsibility of the employee to keep
the employer informed of their current address.

13,07 Discharge means termination of employment and loss
of seniority unless reversed through the grievance /
arbitration process.
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ARTICLE 14

JOINT COMMITTEE

14,01 The Employer and the Union agree that, in
order to further positive labour relations, regular
communication and consultation on matters of
mutual interest is desirable.

14,02 The parties will establish a Joint Committee
composed of a minimum of two Employer
representatives and two members of the Union
Executive. The committee will meet at least every
two months to discuss general concerns, or earlier, as
required, to discuss matters of an urgent nature.

14.03 The parties may establish similar Committees to
review local/ regional concerns as they arise. These
Committees will be comprised of local Union
representatives and local Employer representatives.
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ARTICLE 15
ATTENDANCE CREDITS

All probationary and permanent staff employees are
entitled to attendance credits on the following basis:

15.01 Amount of Accumulation

One and one-half (1 4) days for each full calendar
month of work employment.

An employee will not accumulate attendance credits
after any unpaid leave of sixty (60) consecutive
working days.

15.02 Credit for Employees Returning from Long Term
Disability

In the event of absence due to illness during the first
four (4) months following their return to full-time
work, an employee who qualified for and was in
receipt of Long Term Disability benefits from the
insurance carrier as provided for in this Agreement,
and who has exhausted all attendance credits,

may borrow up to six (6) attendance credit days.
Any of such days used, which are in excess of the
employee’s normal accumulation, must be repaid
from later credits earned or in cash on termination of
employment. No employee will be allowed to borrow
any more than six (6) attendance credits in total,

15.03 Credit for New Emplovees

In the event of absence due to illness during the first
four (4) months of employment, a new employee
may borrow up to six (6)attendance credit days,
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Any of such days used, which are in excess of the
employee's normal accumulation, must be repaid
from later credits or in cash on termination of
employment.

15.04 Notification of Absence

In all cases of absence the employee is responsible
for notifying their Manager within two (2) hours
from commencement of regular duties on the first
day of absence, giving the reason and the estimated
duration. This requirement would not apply where
the circumstances make it unreasonable.

15.05 Proof of Iliness

An employee absent for illness may be required to
provide a medical report that establishes that they
were unable to work due to illness. This will not be
required unless the absence is for more than three (3)
working days or where an employee has been warned
in writing regarding an alleged misuse of attendance
credits. Where a medical report is required, the
employee will be responsible for the cost of the
initial report. The employer will be responsible for
the costs of all subsequent medical reports required.

15.06 Termination of Employment

An employee who has three or more years of service,
and leaves the service of the Employer, will receive
a cash payment based on fifty per cent (50%)of their
unused attendance credits, at the rate of pay being
received at the time of termination. The maximum
any employee may receive under this provision is
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twenty-six (26) weeks of salary.
15.07 Deductions from Attendance Credits

A deduction will be made from the accumulated
attendance credits for all absence due to illness.
Where the absence is less than a full day the
calculation will be based on quarter hours.

UpP 0 15 MINUEES.....vcermeniisiroarinns 0.25 hour
16 10 30 MINUEES....oviveisicesrensiariinies 0.50 hour
31 1045 MINULES..cvierereinersnreresserasinne 0.75 hour
46 10 60 MINULES.......cooceviieriiaresiinaens 1.00 hour
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ARTICLE 16

LEAVE OF ABSENCE
16.01 Justifiable Personal Reasons

In each of the following circumstances the employee
will provide prior notice where practical, and if not
practical, will notify the Manager as soon as it is.

(a) A leave of absence from work will be granted
for justifiable personal reasons such as the
employee’s marriage, religious holidays, or
sickness/injury in the immediate family requiring
the employee’s presence.

{(b) The Manager may approve a request for leave for
other justifiable personal reasons.

(c) Employees will be granted up to four (4working
days per year, with the approval of the Manager,
in order to engage in personal and/or family
preventative medical or dental care. On request,
employees may be required to show proof of
medical or dental care.

(d) Where an employee who is granted a leave of
absence under (a), (b) or (c) above has sufficient
attendance credits, the leave of absence will be
with pay and charged against attendance credits.
A leave will not be considered punitively in a
performance appraisal.

16,02 Bereavement Leave of Absence

An employee who has a bereavement in their
immediate family will be granted up to and including
five (5) days absence with pay. Immediate family
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means spouse, (as defined in Section 2(b) of
Appendix 3}, parents and child. For this provision
“step” relationships are considered as immediate
family.

An employee who has a bereavement in their family
will be granted up to and including three (3) days
absence with pay. Family means brother, sister,
parents-in-law, grandparents, grandchildren, son-in-
law and daughter-in-law. For this provision “step”
relationships are considered as family.

In the event of the death of an employee’s brother-
in-law, sister-in-law or grand parents-in-law, the
employee will be given one days’ leave with pay to
attend the funeral.

An additional day’s traveling time, in each direction,
will be granted in order for the employee to attend
the funeral if such is to be held in excess of 600
kilometers from the employees home.

16,03 Jury Duty

An employee who is called for Jury Duty,
subpoenaed as a witness or required in court for
matters arising out of their employment, will be paid
their salary for the necessary period of absence from
work. Any payment received, excluding expenses,
will be paid to the Employer.

16,04 Military Leave of Absence

In addition to their regular vacation, an employee
who is a member of the Armed Forces Reserves will
be granted a leave of absence for:



April 1, 2005 o March 31, 2008

1. Prescribed military training once in a calendar
year

2. One attachment (maximum period of one year) to
full time service.

An employee on military leave will be paid their
salary for the period of absence from work provided
that any payment received, excluding expenses, will
be paid to the Employer. An employee will advise
the Employer prior to enrolling in the Armed Forces
Reserves.

16.05 Education Leave

An employee will be granted leave of absence
with pay to write examinations to upgrade their
employment qualifications with the Employer.

16.06 General Unpaid Leave

An employee may be granted leave of absence
without pay when they present a written request, in
advance, providing reasonable cause. Such request is
subject to approval by the Employer.

Seniority will only accrue for the first sixty (60)
working days of the leave.

16.07 Pregnancy and Parental Leave of Absence

Pregnancy and parental leaves of absence will

be granted to employees under the terms of the
Employment Standards Act as amended from time
to time. The provisions outlined in this Article
summarize the pregnancy and parental leave of
absence provisions of the Act and provide additional
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supplementary employment insurance benefits
(SEB).

(a) A pregnant employee who has completed at least
13 weeks of employment prior to the expected
birth date will be eligible for a Pregnancy Leave
of Absence for a period up to seventeen (17)
weeks.

An eligible employee will provide the employer,
prior to the start of the pregnancy leave:

(i) The leave will be granted for any period of
up to seventeen (17) weeks, commencing at
any time during the period of seventeen (17)
weeks immediately preceding the expected
birth date and no later than the day of birth.

(iiy An employee who is prevented from
returning to work by reason of personal
illness at the end of the seventeen (17)weeks
pregnancy leave of absence will then be
considered to be on leave of absence due to
illness.

(b) An employee who becomes a new parent and
who has completed at least thirteen (13) weeks of
employment before the date the leave is to begin
will be eligible for a Parental Leave of Absence
for a period of up to thirty - five (35)weeks.

An eligible employee will provide the employer,
prior to the commencement of the Parental Leave
at least two (2) weeks written notice of the date
the parental leave is to begin and end.
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An employee must begin parental leave:

(i) nomore than fifty - two (52) weeks after
the day the child is born or comes into the
custody, care and control of a parent for the
first time.

(i) when the pregnancy leave ends, unless the
child has not yet come into the custody, care
Conditions of Pregnancy and Parental Leave of.
Absence
1. Benefits, Seniority and Service
Employees will accumulate:

(a) Union seniority
(b) Service
(¢) Vacation Service

Employer paid premiums and contributions
will continue providing the employee confirms
in writing the benefits are to remain in effect
and ail related employee paid premiums and
contributions will be made by the employee
during the leave.

2. Right of Return

An employee returning from pregnancy or
parental leave will be reinstated to their previous
position, or where this is not practical, to an
alternative, comparable position within the
bargaining unit.
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Supplementary Employment Benefits (SEB)
Pregnancy Leave

During a pregnancy leave a new birth mother may be
paid SEB providing the employee:

(a) has at least one (1) year of continuous service
with the employer, and

(b} iseligible to receive Employment Insurance
Benefits (EI).

To receive SEB during a pregnancy leave, an
employee must:

(a) request the SEB in writing,

(b) confirm application or eligibility for EI benefits,

(c) agree to repay the benefit with failure to return to
work for a minimum of 6 months,

(d) agree to WSIB pension plan contribution
deductions.

Supplementary Employment Benefits may be paid:

(a) During the first two weeks of the pregnancy leave
with proof of application,

(by Up to fifteen (15) weeks of the pregnancy leave
with proof of EI eligibility,

The pregnancy SEB will be based on the employee’s
gross base salary and will be paid to the maximum
of 75% of the salary. Gross base salary is calculated
on the employee’s gross weekly wages before
deductions, received on the last day worked prior

to the start of the pregnancy leave less other
premiums including, but not limited to irregular
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hours, overtime, shift premium or differential pay for
temporary assignments.

Employees have no vested right to payments under
the plan except to payments during the period of
unemployment specified in the plan.

Payments in respect of guaranteed annual
remuneration or in respect of deferred remuneration
or severance pay benefits are not reduced or
increased by payments made under the plan.

Parental Leave

During a parental leave a new birth mother, birth
father, adoptive mother, and/or adoptive father may
be paid SEB providing the employee:

1. has at least one (1) year of continuous service
with the employer, and

2. iseligible to receive Employment Insurance
Benefits (EI).

Toreceive SEB during a parental leave, an employee
must:

1. request the SEB in writing,

2. confirm application or eligibility for EI benefits,

3. agree to repay the benefit with failure to return to
work for a minimum of 6 months,

4. agree to WSIB pension plan contribution
deductions.

Supplementary Employment Benefits may be paid:

a) During the first two weeks of the parental leave
with proof of application when applicable,
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b) Uptoten (10) weeks of the parental leave with
proof of El eligibility,

The parental SEB will be based on the employee’s
gross base salary and will be paid to the maximum
of 73% of the salary. Gross base salary is calculated
on the employee’s gross weekly wages before
deductions, received on the last day worked prior to
the start of the parental leave less other premiums
including, but not limited to irregular hours,
overtime, shift premium or differential pay for
temporary assignments.

Employees have no vested right to payments under
the plan except to payments during the period of
unemployment specified in the plan.

Payments in respect of guaranteed annual
remuneration or in respect of deferred remuneration
or severance pay benefits are not reduced ar
increased by payments made under the plan.

Upon request an employee may be considered for
a general unpaid leave of absence. If the leave is
granted it will not exceed 6 months.

16.08 Credits Report

As soon as practicable following the end of each
calendar year, every employee will be advised of the
number of vacation and attendance credits, and the
amount of their pension contributions with interest,
to which they are entitled.
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16.09 Union Information

When requested, the employer will provide the
Union with the name, title, salary grade, location
and anticipated duration of leave of absence for each
Bargaining Unit employee who goes on leave of
absence in excess of one week,

16,10 Leave of Absence Right of Return

(i) When an employee returns to work after an
approved leave of absence for reasons other than
adoption, pregnancy or parental:

o of up to three (3) months, they will be
returned to their former position;

« Dbetween four (4) months and twelve (12)
months, if their position is not available, they
will be placed in a position in a comparable
salary grade;

« inexcess of twelve (12) months, they will be
returned to employment.

(i1) When an employee returns to work after a leave
of absence due to illness or injury up to twelve
(12) months they will be placed in their former
position. If the former position no longer exists,
the employee will be placed in a position in a
comparable salary grade. For leaves in excess
of twelve (12) months they will be returned to
employment.
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ARTICLE 17

LEAYE OF ABSENCE FOR UNION ACTIVITIES

Intent

When an employee is elected as an official representative
of the Union, a new relationship develops between the
employer and the employee that includes the development
and maintenance of a harmonious relationship between
the parties. The Employer recognizes that all union
representatives have an enhanced responsibility to the
Union, its members and the Employer.

The Employer acknowledges time off work for Union
duties will not be construed in performance appraisals as
absence from work.

17.01 Recognition of Unfon Representatives

The Union will advise the Director Employee
Relations of the names and locations of union
representatives immediately following their election.

If required, the employer will modify, as follows, the
work assignmentsof elected representativesin order
to allow them to performtheir union duties:

» redistributionof workload; or
¢ the addition of temporary staff; or
« with the agreement of the employee, transfer
to a less sensitive position, with no loss of
pay or penalty
17.02 Leave of Absence:
All requests for leave of absence for union
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representatives under this Article will be sent to
the Director, Employee Relations by a designated
representative of CUPE Local 1750.

Following discussion with the employee’s Operating
Manager, the Employer will then confirm or deny the
request with the designated union representative.

The request for leave must be made as far in
advance as is practical. The absence will be granted,
including reasonable time for travel, subject to work
requirements. Permission will not be unreasonably
withheld.

Union representatives will continue to accrue
seniority, credits, and benefits during Union leave
except as noted in Article 17.06.

17.03 Union Paid Time Off

The Union will reimburse the Employer for the
salary paid to employees for whom leave is granted
for the following.

(a) Conventions and Education Courses

The Employer will grant a leave of absence, for
not more than five (B)consecutive days, to each
employee delegate to attend union conventions and
/ or union education courses with at least ten (10)
working days written notice from the Union.

Managers will not be required to grant a leave of
absence for more than one person at any one time
under this provision. The Employer will consider
exceptions, subject to the work requirements, in
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individual offices.

(b) Conducting Internal Union Business Affaits

The Employer will, with at least ten (10) working
days notice from the Union, grant leave to union

representatives for the purpose of conducting the
internal business affairs of the Union.

(e) Collective Agreement Negotiation, Medialion.
Arbitration

The Union may designate up to five (5) additional
members to participate in negotiation, mediation
or interest arbitration, in addition to the Union
President, Chief Steward and 6 elected members of
the union negotiating committee.

17.04 Employer Paid Time Off

(a) Collective Agreement Negotiation, Medialion..
A rbiteat

The Employer will grant paid leaves of absence

to the elected members of the Union negotiating
committee who participate in negotiation, mediation
or interestarbitration without loss of pay or benefits.
The Union President, Chief Steward and not more
than six (6) employeeswill be permitted such leave
forany one (1) set of negotiations.

The Employer will grant up to five (5) working days
paid leave (maximum of 35) for each member of
the Union’s negotiating committee for the purpose
of preparing proposals for negotiations with ten
(10) working days written notice of request. The
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Employer will also grant seven (7)working days paid
leave (maximum of 49) to the elected negotiating
committee for purposes of ratification.

(b) GSB/OLRB Hearing/ Grievance Meetings

Please refer to Article 12.07,
17.05 Union Local President

The Union will, following the election of President
immediately advise the Director, Employee Relations
in writing of the name of the employee. A leave of
absence with pay and all benefits shall be granted
from the employee’s permanent position for the
duration of the term of office. The Union President,
during their term of office, will be paid at the
maximum rate of the third salary grade above their
current, permanent salary grade.

On completion of the President’s term of office, the
employee will return to their previous position and
service will be deemed to have been continuous

for all purposes. Upon returning to their previous
position, the employee’s salary will be adjusted
under ScheduleA, recognizing their length of service
in the President’s role for purposes of incremental
increases.

If during this leave of absence the employee’s
previous position is affected by technological and/or
organizational change, the employee will at that
time be notified in accordance with Article 6. The
actual notice period will not start until the employee
completes their term of office.
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17.06 CUPE National

When an employee is selected for a full time position
with the National Union, the Employer will be
advised in writing by the local union. The Employer
will grant the employeean unpaid leave of absence
for a period of up to one (1) year.

An additional year may be granted if requested by
the Local. Such permission will not be unreasonably
withheld.

Leaves to the National Union will be limited to two
employeesat any one time. Benefits will not be
provided during their leave of absence and will be
held until the employee(s) returns to work. Seniority
will continue to accumulate up to a maximum of two
(2)years.

The Employer will be advised three (3) months

prior to the expiration of the leave of absence as to
whether a years extension on the leave of absence
will be requested or whether the person intends to
return to work. For leaves of shorter duration, one (1)
month’s notice will be given,

Upon completion of the leave of absence the person
may return to their previous position, Benefits will be
reinstated at the current level.

If during this leave, the employee’sprevious
permanent position is affected by technological
and/or organizational change, they will be notified in
accordance with Article 6, The actual notice period
will not start until the employee completes their term
of office.
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ARTICLE 18

PAYMENT OF WAGES AND ALLOWANCES

18,01 The Employer will pay salaries by bi-weekly direct
deposits. Payments will be made on the fourth
working day following the close of the pay period
and in accordance with the salary rates outlined in
Schedule “A”.

A pay period is defined as 14 consecutive days,
Sunday through Saturday

With each wage payment an employee will be
provided with an itemized statement of their
salary, overtime and other supplementary pay and
deductions in a sealed envelope.

18.02 Classification and Job Evaluation System
1. Classification
(a) Classification of Employees

Every employee covered by this Agreement will

be classified under a salary grade or level,job title
and/or job description appropriate to the occupation
in which they are regularly employed, and in
accordance with Schedule “A” of this Agreement.

Employees will remain so classified for the duration
of this Agreement, unless transferred to another job,
or unless the work changes significantly, in which
case the employee and the Union will be advised.

(b) Elimination of Present Classification

Existing classifications will not be eliminated or
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substantially changed without notice to the Union.
The Employer will provide this notice in advance.

. Job Bvaluation System
The parties have developed and implemented a joint
job evaluation system. This system includes the job
description process, thejob evaluation process, the
maintenance process, communication of results and
dispute resolution. The parties agree that the Joint

Job Evaluation Committee will be responsible for
ensuring the ongoing operation of the system.

(a) Committee Mandate

The Joint Job Evaluation Committee (the Committee)
is responsible for evaluating all Bargaining Unit jobs
using the Job Evaluation Plan. The Job Evaluation
Plan and process will be reviewed periodically and
the list of Benchmark jobs will be reviewed annually
through discussions between the parties to ensure it
continues to adequately measure and value the work
of the bargaining unit workforce. The Committee
will report concerns over the integrity of the Plan and
process to the Employer and the Union. Changes will
be made by mutual agreement.

(b) Committee Membership

The Committee will be made up of three Employer
and three Union representatives. Each party will also
appoint three alternate members. The committee
members will receive Joint Union/Management
training, A quorum for Committee meetings will be
two members from each party.
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The Committee will meet at the request of either
party.

Salary costs forjoint meetings and agreed to
expenses, including reasonable preparation time, will
be paid by the employer.

(c) Plan Documents

The Job Evaluation Plan; the Point Band Model
Structure; Factor and Sub-Factor Weights, and ajob
description shall be the tools used for job evaluation
Any changes to the above will be agreed to by both
parties.

(d)

The Employer ensures that job descriptions for

all staff are current and reflect required duties and
responsibilities. In the event of change, the Employer
and Employee(s) should agree to the new required

duties and responsibilities and submit the proper
documentation to the Committee for review.

Where agreement cannot be reached following a
resolution meeting between the parties the Employer
will finalize the job description and submit the proper
documentation to the Committee for review.

The Employer has final accountability for thejob
content in the job description.

(e)

Upon request, employees will receive a copy of their
job description from their manager. Employees can JQJ
request of their Manager that their job description
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be rewritten and reevaluated due to changes in the
required duties and responsibilities.

. Job Analysis
(a) Job Description Definition

The purpose of ajob description is to document the
nature and level of the work required. This includes
a short summary outlining the purpose of the job,
and a list of the major duties, responsibilities and
job requirements. A job is evaluated on the basis of
the highest level of skill, responsibility, effort, and
working conditions required to perform the primary
functions of the job.

{b) Job descriptions will be written/reviewed:

» when anewjob is created,

o new jobs will be reviewed within twelve
months of their creation unless otherwise
agreed to by the parties to confirm the
accuracy of the job description,

when the duties and responsibilities have
changed due to the introduction of new
technology, legislative requirements or
restructuring in the organization,

as part of regular Maintenance. It is the
Employer’s responsibility to regularly review
ajob to determine if the required job duties
and responsibilities have changed. The
Employer will ensure that job descriptions
accurately reflect required duties and
responsibilities. The Employer will review all
jobs every 4 years and Sumirt the results to
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the Committee for evaluation where required.
The Committee will be provided with a record of

jobs that require a review within the twelve months
and four (4) year intervals.

(c) Process for the Re-writing of Job Descriptions
It is the responsibility of the Employer to:

 collectjob information

e review/write job descriptions

« validate job description with the incumbent(s)
and Manager.

If an employee declines to validate theirjob
description, in an effort to facilitate resolution, a
meeting will be held with the Employee, Manager,
Union representative and Employer representative to
finalize the duties of the job in question.

The revised job description will be referred to the
Committee for evaluation.

. Job Evaluation
(a) Definition
Job evaluation is a process for measuring the relative
worth of jobs in an organization using the universal

factors of skill, responsibility, effort and working
conditions as defined in the JJE Plan.

(b) Purpose
The purpose of Job Evaluation & to:
« measure the nature and level of the work.
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+ groupjobs having relatively equivalent point
values into point bands.

¢ assign point bands into pay grades in the
salary schedule.

* provide the basis upon which wage rates are
negotiated.

(a) Application of the Job Evaluation Plan
The following general rules will apply:

* The nature and level of work, and not the
performance of the incumbent(s) is evaluated.

* Jobs are evaluated without regard to existing
wage rates.

* Jobs are evaluated based on the level of skill,
responsibility, effort and working conditions
required

+ The evaluation of each job will be relative to
and consistent with all other jobs evaluated
under the plan.

5. Committee Evaluation Process

The following outlines the Committee evaluation
process for Joint Job Evaluation:

« Committee members will review all new and
revised job descriptions prior to scheduled
meetings.

« The Committee will meet to evaluate the
new/revised job description.

o The evaluation results will be communicated
in writing to the Manager, who will advise the
job incumbent(s) in writing.
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6. Appeal Process;
Incumbents who disagree with the evaluation results
may make one request, in writing, for reconsideration
as follows:

o The request must outline the required job duties
that were not considered.

« All requests for reconsideration of job evaluation
decisions must be submitted to the Employer
within thirty (30) working days from the date
of written notification to the employee unless
otherwise agreed to by the parties.

» The request must be ajoint submission to the
Committee by the employee(s) and their Manager
within thirty (30) working days unless otherwise
agreed to by the parties. The job description will
be updated and validated where the Employer
concurs.

*  Upon submission to the Committee the Appeal
will be heard within sixty (60)working days
unless otherwise agreed to by the parties.

Non Consensus

When the Committee cannot reach consensus, the
Employer and the Union will each designate a
representative tojoin the Committee to discuss the
matter. Where there is only one dissenting vote, the
matter will be taken as agreed. The decision of the
Larger Committee is final and binding.

If the Larger Committee cannot agree, the Union
may apply to the Grievance Settlement Board. The
Employer reserves the right to raise the preliminary
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objection of arbitrability. In the interim, the decision
of the employer will be implemented.

The Employer and the Committee will endeavor to
complete the entire process within eight weeks from
the date of request.

Ll ion of Declsi

If ajob is reclassified to a higher pay grade, the rules
for salary adjustment under Schedule “A” will apply.
The effective date of the reclassification will be the
date that the Manager and employee agree that the
change in job duties occurred. If no agreement exists,
the effective date will be 20 days prior to the date the
submission for review was submitted in writing.

When ajob is not significantly changed but is
reclassified to a lower salary grade, only the Income
Protection provision in Article 6.07 will be applied.
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ARTICLE 19

PILOT PROJECTS

19.01 The Employer may initiate Pilot Projects to test
new work methods, organizational structures, or
technologies, prior to implementing them in the
workplace. In general, the duration of a Pilot Project
will not exceed twelve months.

The Employer will meet with the Union at least 30
days before the project commences to discuss the
purpose, duration, evaluation of the project, and

the participation of Union representatives on the
project team. If the Union is not afforded formal
participation, arrangements will be made to meet on
a regular basis to discuss the project’s progress.

During the project, no participating employee will
have their pay reduced. Any permanent job changes
arising from the project will be dealt with according
to the terms of Article 6.
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ARTICLE 20

CHECK QFF OF UNION DUES

20.01 Every employee in the bargaining unit will have a
sum equivalent to the bi-weekly dues of the Union,

deducted from their pay, in accordance with the
Constitution and By-Laws of the Union.

20.02 The deductions referred to herein will be deducted
from the regular pay of employees and shall be
payable to the Secretary-Treasurer of the Union and
forwarded in care of the Head Office of the Canadian
Union of Public Employees in Ottawa no later than
the 15th day of the following month. Upon thirty (30)
days notice from CUPE, Local 1750, the payee shall
be changed to: CUPE, Local 1750 and forwarded to
CUPE, Local 1750, 5045 Orbitor Dr., Building 12,
Suite 202 Mississauga, Ont,, L4W-4Y 5

A list will be provided showing in alphabetical order
the names and payroll numbers of all employees
having dues deducted, together with a monthly total
for each employee, the accumulated total of each
employee for the calendar year and the average
weekly wage of bargaining unit employees based on
actual earnings.

20,03 The Employer will provide the Union upon request
with a separate Bargaining Unit employee listing
giving the employee’s name and home address in
alphabetical order, salary grade, gross weekly salary
and transfer date.

20.04 The Union must advise the Employer in writing of
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the amount of the regular dues to be deducted, which
amount will continue to be deducted until changed
by a further written notice to the Employer signed by
authorized officials of the Union.

20.05 The Union agrees to indemnify and save the
Employer harmless from any liability arising out of
the operation of this Article.
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ARTICLE 21
EMPLOYEE BENEFITS

The Employee Benefit Plans set out in this article shall
apply to all eligible employees in the Bargaining Unit. The
Specifications of the Benefit Plans and the cost sharing
arrangements are attached as Appendix “3” and forms part
of this Collective Agreement.

21.01 Employee Benefit Plans

(a) Extended Medical Care Plan
- Extended Health, Semi Private, Vision
(b) Long Term Disability Insurance
(c) Group Life Insurance (Basic and Optional)
(dy Employee Accidental Death and
Dismemberment Plan
(e) Group Travel Insurance Plan
()

Dental

(i) Employees will be reimbursed one-hundred
percent (100%)for all basic covered
services In accordance with the current
Ontario Dental Association Fee Schedule
as may be amended from time to time.

(ity Major restorative 50% co-insurance, $2500
maximum annually.

(ili) Orthodontics 50% co-insurance, $3000.00
lifetime maximum.

(iv) The Employer will pay one hundred
percent (100%)of the premiums for this
plan.
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21.02 Workplace Safety & Insurance Coverage

(a) General .
Employees are covered under the provisions of

the Workplace Safety & Insurance Act.

(b) Entitement
A probationary or permanent staff employee who
is absent from work as a result of a compensable
accident will, where an award is made, receive
full salary during the period of disability. The
amount of compensation payable for this period
will be paid to the Board.

Where an award is made, the compensation
received during the year will be reported as per
the requirements of the Canada Revenue Agency
(CRA).

Where an award is not made under the Act, the
non-compensable absence will be considered as
absence under the conditions of Article 5 and/or
16 of the Collective Agreement as applicable.

(¢) Yacation & Attendance Credits
During the period of absence resulting from a
compensable (WSIB) accident, attendance and
vacation credits will continue to accrue.

21.03 Joint Insurance Benefits Review Committee

i. The parties have established a Joint Insurance
Benefits Review Committee. The terms of reference

are set out herein.
)10

ii. Purpose of the Commitiee
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iii.

The purpose of this committee is to facilitate
communications between the Employer and the
Union on the subject of employee benefits including
Medical Care, Hospital Semi-Private Coverage, Long
Term Disability Insurance, Group Life Insurance, AD
& D, Group Travel Insurance, Dental Plan and such
other negotiated benefits as may, from time to time,
be included in the employee benefits plan.

It is understood that the benefits to be provided

to employees and the cost sharing arrangements
between the employer and its employees shall be

as set out in any applicable collective agreement or
arbitration award. The matters for consideration by
this committee, shall be only as set out in these terms
of reference.

The committee shall be composed of an equal
number of representatives from the Employer
and from the Union, with not more than eight
(8)representatives in total. At meetings of the
committee, each party may be accompanied by
a representative to provide technical advice and
counsel,

. Dutiss of the Comui

The duties of the committee shall consist of the
following:

(1) Development of the specifications for the public
tendering of any negotiated benefits which may
be included in the Employee Benefit Plan;
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(2) Determination of the manner in which the
specifications will be made available for public
tendering;

(3) Consideration and examination of all tenders
submitted in response to the specifications for
tender and preparation of a report thereon;

(4) Recommendation to the Employer on the
selection of the insurance carrier or carriers to
underwrite the Employee Benefit Plans;

(5) Review of the semi-annual financial reports on
the Employee Benefit Plans; and

(6) Review of contentious claims and
recommendations thereon when such claim
problems have not been resolved through the
existing administrative procedures.

The specifications for tender will describe the
benefits to be provided, the cost-sharing arrangement
between the employer and its employees in the
Bargaining Unit, the past financial history of the
benefit plans subsequent to the establishment of
this committee, the employee data, the format of
the retention illustration for each coverage and the
financial reporting requirements, Tenders shall be
entertained by the Committee for any individual
insurance carrier acting solely on its own behalf,
This shall not preclude such carrier from arranging
reinsurance as may be necessary.

The basis for recommendation of an insurance
carrier(s) will include the ability of the carrier(s)
to underwrite the plan, compliance of the carrier’s
quotation with the specifications for tender, the
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carrier’s service capabilities and the expected long
term net cost of the benefits to be provided.

. Experi Revi
The committee will meet every six months to review
the financial experiences subsequent to the date of
the signing of this Collective Agreement, under these
coverages. The specificationsfor tender will describe
the informationto be included in the semiannual
financial statementsto be prepared by the insurance
cartier(s).

These statementswill include paid premiums, paid
claims, changes in reserve requirements for open and
for unreported claims, incurred claims, the retention
elements of commissions, taxes, administrative
expenses, contingency reserve charges and interest
credits on claim and other reserves. The insurance
carrier(s) will also be required to report on the level
and method of administeringthe employer’sand
employees’deposit accounts.

The Committeeshall request the insurance carrier(s)
to provide such additional information for the
committee’s consideration as may be required by
either the Employer or the Union.

If the Joint Insurance BenefitsReview Committee
fails to agree on a recommendation to the Board on
the selection of the insurance carrier(s) to underwrite
the Employee Benefit Plan,the members of the

said Committee nominated by the Employer and

the Union may each make a recommendation in
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Vi.

vii,

writing to the Board on the selection of the insurance
carrier(s) supported by reasons for their respective
recommendations.

It is understood that the Board at all times retains
the right to select whatever carrier(s) (to underwrite
the Employee Benefit Plan) it may consider would
best serve the “public interest” and, in sodoing, is
under no obligation to select a carrier(s) that may
be recommended by the Joint Insurance Benefits
Review Committee.

Note: The word “Board” refers to the Corporate
Board of the Workplace Safety & Insurance
Board, Ontario.

Meetings

The Committee will meet at the request of either

party.

Salary costs for joint meetings and agreed to

expenses, including reasonable preparation time, will
be paid by the employer.

Notice of Changes To Benefits Plans

Two months advance notice shall be given to the
Union for changes to the Benefits Plans.
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ARTICLE 22
CONTRACT EMPLOYEES

Contract employees (part- time and full- time) who

are ordinarily required to work more than thirteen (13)
hours per week, and contract employees who work on a
regular and continuing basis are entitled to the following
provisions. This Article does not apply to permanent
employees (non-bargaining unit or bargaining unit) who are
on temporary assignments.

This Article, together with Articles 2, 3.02,4.01, 5,7, 8,
9, 12, 13.01, 20, and 23 constitutes the entire Agreement
between the parties on this subject.

(a) Wages will be paid on an hourly basis based
upon the rules of Schedule “A”.

(b) When a paid holiday occurs, as specified in
Avrticle 10, the Employee will be paid in
accordance with the Employment Standards
Act.

{c) Vacation pay will be based upon four percent
(4) percent of earnings and will be paid bi-
weekly.

(d) Overtime will be paid for authorized work
performed in excess of thirteen (13) hours
per week or in excess of the contract employee’s
regularly scheduled work week if this is greater
than thirteen (13) hours.

(e) Union dues will be deducted from all contract
employees in accordance with Article 20.
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®

(&

(b

(i)

O

(k)

Contract employees who work a full time
weekly schedule will be entitled to shift
premiums in accordance with Article 7 of this
Agreement.

When a contract employee becomes a
permanent employee and successfully
completes their probationary period, seniority
will be calculated as outlined in Article 4.01,
Seniority shall accumulate on the basis of actual
time worked. 1885 hours worked is equivalent
to one year of seniority.

An amount of thirteen percent (13%) of
regular earnings shall be paid on a bi-weekly
basis to contract employees in lieu of benefits.
WSIB pensioners or pre retirement employees
(on early leave) hired on a contract are not
entitled to this amount.

Two (2) weeks before the expiration of their
current contract each employee will be

advised whether their contract will be renewed.
A contract employee whose contract is not
renewed is not entitled to file a grievance
specific to the non renewal.

Under Article 5, length of continuous service
with the Employer will be used to determine

the successful candidate. Should length of
service be equal, the rules in Article 4.05 will be
used.

Where a contract employee or employees
have performed the same work, for a period
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than eighteen (18) consecutive months,

the Employer will determine whether there

is a continuing need for the work to be
performed on an ongoing basis. The Employer
will establish permanent positionsin the
appropriate salary grade to perform that work
and will fill vacanciesin accordancewith
Article 5 (Recruitment, Selection,
Reassignments and Transfers).

The Union and the Employer will meet to
discuss any extensions. Contracts will not be
extended without the agreement of the Union.

Upon request the Employer will provide the
Union a listing of contract employee name/
agency hire, job title, geographic location,
salary, date of hire and expected duration of the
work assignment.
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ARTICLE23
NO DISCRIMINATION/ HARASSMENT

23.01 There will be no discrimination or harassment
practiced. This includes but is not limited to reasons
of race, ancestry, place of origin, colour, ethnic
origin, citizenship, creed or religion, sex, sexual
orientation, age, marital status, same sex partnership,
family status, record of offences, physical or mental
disability, or any other reason as outlined in the

Qntario Human Rights Code, as amended from time

to time.

Harassment is defined as engaging in a course of
vexatious comments or conduct that is known, or
ought reasonably to be known, to be unwelcome.

Harassment of a sexual nature is comprised of

sexual comments, gestures, or contact that the
individual knows or ought reasonably to know to

be unwelcome, objectionable or offensive. The
behaviour may be on a one time basis or series of
incidents, however minor. Harassment of a sexual
nature is unsolicited, one-sided and/or coercive. Both
males and females may be victims of such actions.

23.02 There shall be no discrimination or harassment
practiced by reason of an employee’s membership or
activity in the Union.

23.03 Mutually Agreed to Third Party:

The Employer and Union recognize extenuating
circumstances that may lead to the need for third
party investigations. With Employer agreement,
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disputes will be submitted to a mutually agreed upon
third party.
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ARTICLE24
PERFORMANCE APPRAISALS
24.01 Performance Appraisals.and Progress Reporis

Performance appraisal documents are designed to
coach and develop employees and as such are not
disciplinary documents.

The employee will be shown a copy of performance
appraisals and progress reports before they are placed
in their Human Resources file. The employee may
add their comments to the report before it is entered
in the file. The employee will be provided a copy of
the performance review and any other information
they request from their file.

24.02 Employee Appraisals

The Employer will supply the Union with copies of
the rules and procedures of the current Employee
Appraisal System, including any information,
instructions or guidance provided to Managers.
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ARTICLE 25
WORK /LIFE BALANCE
25.01 Preamble:

The Employer and the Union are committed to
maintaininga workplace that demonstratesa

sincere and continuing interest in the individual and
collective well-being of all employees and recognizes
the inherent worth and dignity of every employee.

The Employer undertakes to:

» Protect the safety and health of its employees
when assighing work, covering absence or
vacation leave,

 Ensure that there is no unreasonable workload
imposed on an employee.

The Employer and the Union acknowledgethat
workload can fluctuateand should be reviewed on
an ongoing basis with the goal of equitable and
reasonable distribution of workload.

The Employer will ensure that employees know
what is expected of them by providing ongoing
performance feedback and collaborate on
development objectives through regular supervision.

25.02 Flex Work Atrangements
Princiol

() It is necessary to encourage trust and promote
dialogue between Managers, employeesand their
representativesas we work through the details and
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solutions of a wide variety of proposals and issues.

Having regard for normal business needs, the Board
agrees to support full time employees to reschedule/
realign their workday or work week in order to give
themselves a better balance between home and work.

Under any arrangement an employee can neither gain
nor lose income by participating. With the exception
of vacation or where attendance credits are allowed
to be used, an employee will be required to make up
the difference in work hours, on a straight time basis
within two pay cycles following the return to work.

Probationary employees cannot be considered for a
flexible work arrangement.

Managers will exercise discretion on including
employees on a trial period (Article 5) in a flexible
work arrangement.

If management determines a negative impact on
service delivery, management will meet with CUPE
Local 1750 to discuss the rationale for terminating a
Flexible Work Arrangement.

Employees cannot create a compressed workweek by
eliminating the entire paid breaks or forfeiting their
entire lunch subject to the following:

« Although the usual lunch break is forty-five
(45) minutes in duration, longer and shorter
lunch breaks may be scheduled, subject to
operational requirements. Lunch breaks will
not be shorter than thirty (30) minutes.

« Although the usual paid breaks are fifteen
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(15) minutes each in duration, they will not
be shorter than ten (10) minutes each.

(b) Terms and Conditions

All flexible work arrangements presently in existence
will continue. Subject to operational needs and
further review, new requests will be considered

based on date of submission and seniority by Sector/
Branch, in the same geographic location and same
job. In determining approval for competing requests,
seniority will be the determining factor based on the
individual’s seniority or on the average seniority of
the group.

(¢) Overtime

Overtime will be paid for hours worked over and
above the employee’s standard workday under the
Flexible Work Arrangement (FWA).

(d) Paid Holidays

Paid in accordance with Article 10 and the
“Principles” section above.

(e) Yacation & Attendance Credits

Use of attendance and vacation credits for less than
a workday will be calculated to the next 15 minute
increment.

Full day absences will be deducted on actual time
scheduled.

(f) Training Programs

For compressed work week arrangements an



April 1, 2005 to March 31, 2008

employee scheduled to receive training on their
normal day off will be given another day off within
the work cycle or at a time that is mutually agreed to
by the Manager and the employee.

Employees will be expected under any training
program to work the equivalent of their full time
hours within their cycle.

(g) Bercavement Leave

Bereavement leave will be recognized as 7.25 hours
of pay and also time away from work for a full 24
hour period.

In order to maintain an employee's regular salary and
to provide them with their time off, an employee may
use available time as follows:

(i) Liew banked/ overtime hours
(ity Attendance Credits

(iii) Vacation time

(iv) Make up the time

(h) Termination of Arrangements

The termination of a Flexible Work Arrangement will
occur at the end of the current FWA cycle if any one
or more of the following occur:

(i) At any time, by mutual agreement of the
parties (employee(s) and Manager).

(i)) Where an employee involved in the
flexible work arrangement:

a. Leaves the organization
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b. Moves to another position (permanent
or temporary)

¢. Iseither affected by an employee
exercising their bumping rights or is
required to exercise their bumping
rights to obtain another position.

(iti) If the remaining members of an FWA
and their Manager cannot resolve issues
related to an extended absence and / or
vacation, of another participating member.

Subject to a minimum trial period of 6
months, with 30 working day written
notice (which may be included in the trial
period) issued by any of the involved
parties (Manager and employee(s}).

*During peak vacation periods the
employer may with 15 working day notice
require an employee who is on a FWA
arrangement to temporarily return toa
regular work week schedule.

(i) Return to Full Time § Day Work Schedule
Where a flexible work arrangement has been
terminated, the involved employee(s) will return at

the end of the notice period, to their full time position
and work schedule.

25.03 Part Time Employment for Permanent Employees Af

At no time will there be more than 5% of the
bargaining unit population, as established February
1stof each year, in part time work. New requests for
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part time hours will be considered based on seniority
by Sector/Branch, in the same geographic location,
recognizing the following conditions:

» Part time employment will exist where an
employee and Manager reach agreement for such
an arrangement.

» Part time employment will consist of a minimum
of 14 % hours per week.

» The part time job will be the same as the full time
job performed by the employee.

» The Manager and the employee will agree to a
start date.

» Part time arrangements will be for a minimum
duration of 6 months. Inclusive of this period,
with 6 weeks written notice, the employee or the
Manager may confirm a return to full time hours
or portion thereof.

» Benefits and seniority will be prorated based on
the percentage of full time hours.

Trainine P for Part Time

Rart time employees attending full time formal
training programs will be compensated for additional
time on a straight time basis, unless they are required
to work in excess of 7 % hours per day. The Manager
must provide 3 weeks notice in writing for the
training program.

When the employee is not provided with 3 weeks
notice of the formal training program they will be
compensated for the additional time on a straight
time basis, however, in addition, they will receive
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a premium of $20.00 per day for each day or part

of a day, in addition to their normal schedule.
Alternatively, where possible, they may elect to defer
to attend at a later date when sufficientnotice may be
provided.

25.04 Home Office Program:

Any work at home arrangement, on an occasional or
regular basis, must be required by the Employer.

(@) Application

Factors management will consider in deciding to
approve a work at home arrangementinclude:

a)

employees are required to perform 60% or
greater of their regular work hours as assigned
from their home office location.

the work to be performed is operationally
feasible.

the quality and quantity will be at least as good
as that performed at the workplace.

the work can be performed in a cost effective
manner

all terms of employment including the
collectiveagreementand health and safety
standardsand policies will be upheld.

Management will identify those job
classificationsfor which the Home Office
Program is an option based on the criteria listed
above. Employees in these job classifications
will be provided with the option of a work at
home arrangementonce they have successfully
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completed their probationary or trial period.
Additionally, these employees will be provided
with the option of entering the Home Office
Program once they are working 60% or greater
of their regular work hours as assigned from their
home office location.

The Specifications of the Home Office Program
are attached as Appendix 6.

25.05 Pre-Paid Leave Plan (effective January 1, 2006):

The Re-paid Leave Plan exist to enable employees
in any given year, to take a one (1) year leave of
absence without pay and to finance this leave through
pre-tax deferral of salary over four years of the leave
as permitted under the Income TanAct (Canada).

The Employer reserves the right to limit the number
of Employees in any one year to take a leave from a
work group.

3)

b)

<)

d

In order to be eligible for a Re-paid Leave Plan,
the employee must have a minimum of three (3)
years seniority.

Employees will be considered based on their
bargaining unit seniority.

In the interest of maintaining customer
satisfaction, the employer reserves the right to
limit the number of employees to a cap of 2% in
any one year to take a leave.

The period over which salary is to be deferred
and accumulated, the amount deferred, and the
year in which the leave is to be taken shall be:

o Four (4) years deferral of one-fifth of annual
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base salary in each year followed by one (1)
year of leave;

e) Employee benefits will be calculated according to

the terms of the Collective Agreement.

* During the leave period, attendance and
vacation credits will not accumulate (accrued
at 100% for first4 years). Basic Life, AD&D,
LTD will remain in effect. Any optional
insurance that is employee paid will remain the
responsibility of the employee and will be paid
in advance of the leave,

» Medical and dental plan coverage will remain
employer paid for sixty (60) consecutive
working days from commencementdf the
leave. The employee may opt for continued
coverage for the duration of the leave.
Premiums for continued coverage shall be paid
prior to the commencement of the leave.

Pension contributions shall be made and shall be

calculated as if the full salary were received by

the participatingemployee. During the deferral
period, pension contributionswill be based on the
full annual base salary and shall be made by the

Employer and employee.

Upon return from the Pre-paid Leave, the

employee may opt to buy back pension service

for the year of leave as per the WSIA Pension

Regulations.

An employee returning to work from their year

of leave will be reinstated to their previousjob,

or where this is not practical, to an alternative,
comparablejob within the bargaining unit.
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h)

)

k)

=

m

n)

Seniority shall accumulate during the year of
leave however employment service time will not
accumulate.

An employee will not accumulate vacation
entitlement beyond sixty (60) consecutive
working days.

The year of leave shall not count as a year of
experience for salary progression on schedule A.
General Increase for the year of the leave will be
applied to base salary upon return from the leave,
The funds being deferred will be held in a

trust account with the financial institution the
Employer selects, with interest being paid
annually.

With mutual agreement leaves may be deferred
for up to one year under circumstances which
do not permit the leave to be taken at the

time originally contemplated. Any monies
accumulated shall remain in the “Pre-paid Leave
Plan”.

In the event an employee successfully

competes for ajob within a year prior to the
commencement of their leave the Employer may
defer their leave for a period of up to one year.
The one (1) year period of leave shall be
consecutive over a period of 52 weeks.

An employee who applies for a leave and is
granted a leave shall have the option to withdraw
at any time prior to commencement of the leave.
Any monies accumulated shall be released

from the “pre-paid leave plan” and paid to the
employee. Where possible 6 months and no less
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p)

than 60 working days advance notice will be
provided.

If during this leave of absence the employee’s
previous position is affected by technological
and/or organizational change, the employee will
at that time be notified in accordance with Article
6. The actual notice period will the leave is
concluded.

25.06 Joint Workioad Committee

The Employer and the Union recognize their shared
commitment for the delivery of quality service to
Ontario’s Workers, Employers and Stakeholders,
Accordingly, the parties will support and maintain
a Joint Workload Committee responsible for
considering workload concerns.

a)

b)

Committes Membershi
The committee will be made up of no less than
2 Employer and 2 Union representatives. Each
party may also appoint one additional member
with subject matter expertise.

The committee will meet at the request of either
party.
Salary cost forjoint meetings and agreed to

expenses, including reasonable preparation time,
will be paid by the employer.

Committee Mandate
The Workload Committee will review systemic
workload issues. The Committee will be able to
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review workload issues with any area they deem
appropriate to acquire sufficient knowledge of the
issue in order to make recommendations.

The following may be taken into account when
the committee reviews workload issues:
¢ Individual and team workload,
» Equalization & equitable distribution of work,
« Statistical account of time to perform various
functions,
* Coverage for absences, special projects and
vacations,
¢ Other workplace demands (i.e. committee
work, meetings, training),
« Introduction of new technology and systems,
 Jobdesign.

The purpose of the Workload Committee is to
make recommendations to the respective Vice
President or Chief Officer, on workload issues
relating to but not limited to the above factors.

¢) Role of the Employer

The Vice President or Chief Officer, respectively
will provide a formal response within 30 working
days to the recommendations of the Workload
Committee. Should a recommendation not be
implemented, the reasons for the decision will be
provided to the Workload Committee.

d) Individual Complaints

Individual workload complaints brought forward
by employees will be considered in accordance
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with the grievance process. The nature of the
complaint and any resolution will be shared with
the committee.
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ARTICLE 26
AMALGAMATION, SALE and MERGER
26.01 Amalgamation, Sale and Merger

As contemplated in Article 6.02, the parties agree
to meet to discuss rights that may be afforded to
employees, in addition to the rights contained in the
Collective Agreement, if the employer merges, sells
or amalgamates, in whole or in part, with any other
service provider. This would include discussions on
how opportunities should increase in proportion to
seniority.

The employer shall give the Union a minimum of
forty (40)working days notice of its intention to
merge, sell or amalgamate, in whole or in part, any
work performed by employees within the Bargaining
Unit.

The employer will make reasonable efforts to ensure
that directly affected employees are offered positions
with the new employer on terms and conditions that
are as close as possible to the current Collective
Agreement.

Where the salary of the job offered by the new
employer is less than 90% of the employee’s current
salary, or if the employee’s service or seniority is
not carried over to the new employer, the employee
may decline the offer, In such a case, the employee
may exercise the rights prescribed by Article 6. The
employee must elect whether to accept employment
with the new employer within five working days



April 1, 2005 to March 31, 2008

of receiving an offer. In default of election, the
employee will be deemed to have rejected the offer
with the new employer. When an employee agrees to
be transferred to a new employer they will be deemed
to have resigned and no other provisions of the
Collective Agreement will apply except for Article
6.09.
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ARTICLE 27

INDEMNIFICATION of EMPLOYEES:;
27.01 Indemnification of Employees

The WSIB will provide legal representation and
indemnification to employees in legal proceedings
arising out of alleged acts or omissions in the
performance of their duties if the employee has acted
honestly and in good faith. This does not include
offences under the Highway Traffic Act.

Legal representation and indemnification will not be
provided if the WSIB is satisfied that an employee
knowingly and intentionally acted in direct violation
of WSIB policy or instruction, had no reasonable
grounds to believe their conduct was lawful or
committed fraudulent, criminal or malicious acts.

Potential or actual legal proceedings, complaints or
claims (including lawsuits), demands far payment,
and complaints to the Human Rights Commission,
the Ombudsman or any professional licensing body
must be reported to the General Counsel and Vice
President, Legal Services as soon as possible.

Legal Services will decide whether exclusive
carriage or handling of the defense of any claim
including settlement, should be assumed by the
WSIB or whether separate counsel will be retained.
A Legal representative will be appointed at no cost
to the employee if it has been determined that the
employee has acted honestly and in good faith,

An employee will be required to retain separate
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counsel, if it appears that the interest of the WSIB
and the employee may be adverse. Whether legal
costs of separate counsel will be paid by the WSIB
will be determined by Legal Services on a case by
case basis,

If an employee fails to cooperate with their appointed
legal representative, the WSIB may refuse to
represent the employee and recommend that the
employee retain separate legal counsel at their own
expense.

The WSIB will not be responsible for legal fees or
dishursements, or reimburse such expenses when an
employee chooses to retain separate legal counsel
without prior knowledge and approval from the
WSIB.
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ARTICLE 28
FE""
28.01 Pension

a) The Employer and Union recognize that the
Administrator of the WSIB Employees Pension
Plan has a fundamental fiduciary obligation to act
in the best interest of all pension plan members.

The Employer will maintain the WSIB
Employees' Pension Plan during the term of this
Collective Agreement subject to the terms of
the WSIB Employees' Pension Plan, continued
under section 171 of the Workplace Safety and
Insurance Act as amended from time to time, as
setoutin Q. Reg. 455/97 as amended from time
to time.

The Employer is committed to full

transparency of matters pertaining to the Plan

and will promptly notify the Union of any
recommendations concerning plan enhancements,
governance, changes to employer funding
contribution rates and actuarial assumptions

in advance of implementation and the details
thereof.

The Employer and Union shall negotiate matters
pertaining to the Pension Plan during collective
bargaining.

The Employer and the Union also acknowledge
that the Workplace Safety and Insurance Act may
be amended by the Legislature at any time and
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that such amendments are beyond the control

of the Employer. The Employer and the Union
further acknowledge that changes to O. Reg. 455/
97 must be approved by the Lieutenant Governor
in Council in order to be effective.

Meetings

The Employer and Union will meet at the
request of either party to discuss pension matters
including plan enhancements, governance,
changes to employer funding contribution rates
and actuarial assumptions. It is also understood
that this material is confidential and should

not be publicly released without consent of the
Employer.

Salary cost for joint meetings and agreed to
expenses, including reasonable preparation time,
will be paid by the Employer.



April 1, 2005 to March 31, 2008

ARTICLE29
GENERAL
29.01 Apparel

The Employer will provide apparel and safety
equipment to employees where required by the
employer.

29.02 Additional I.anguage Payment

(i) When an employee is authorized to use a
language other than English during the course of
their employment, they will be compensated on
the following basis:

(b) their position has not been identified as
requiring the second language, at the rate of
$11.00 per hour for all such authorized work
time.

(c) their position has been identified as requiring
a second language, they will be paid an
annual payment on a level per skill required
(reading, writing and oral interaction) of
$500.00 per skill at the “B” level or $250.00
per skill at the “C" level.

(if) This provision does not apply to any position,
the core function of which is work in a language
other than English.

29.03 Days

“Day(s)” will mean, “workingday(s)” unless
otherwise specified.
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29.04 Printing of the Collective Agreement

The parties will share the cost of printing sufficient
copies of the Collective Agreement. This printing
will be done by employees in the Bargaining

Unit, ar an outside printing firm which is a union
shop, without delay, following the signing of the
Agreement.
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ARTICLE30

This agreement shall take effect as of April 1, 2005 and
will continue in full force and effect up to and including the
31st day of March, 2008 and will continue automatically
thereafter for periods of one () year each unless either
party notifies the other in writing that it wishes to amend
this Agreement in accordance with the Crown Employees
Collective Bargaining Act, as amended.

Dated at Toronto, this 16th day of March, 2003,

For the Workplace Safety &

For the Canadian Union of

Insurance Board Public Employees,
Local 1750
Steve Jackson Harry Goslin

Trish Blanchard
Andrew Doppler
Susan Jakobson
Richard Morrison
Oran Laing

Patricia Homonnay
Martim Gaspar
Robin Nethersole
Nick Norvack

Dan Duguay

Mike Camiot

Jim Braund

lan Thompson
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APPENDIX 3
EMPLOYEE BENEFIT PLANS

1

2 (a)

2(b)

Employee Benefit Plans

The Employer will contribute toward the billed
premiums of the Benefit Plans in accordance with the
cost share or amounts as shown in this Appendix.
Eligibility for Benefits Coverage

Employees shall be eligible for coverage under the
Employee Benefit Plans set out in this Appendix,
Therefore, for the purpose of Article 21 and this
appendix:

The term “Employee” shall mean probationary
employee and employee with seniority in accordance
with Article 4. The time periods required to be
eligible for benefits coverage and for the cessation of
coverage shall be as set out in the applicable Benefit
Plans. For the purposes of clarity, the Benefit Plans
shall have no application to Contract Employees.

Definition of D tent for G I
Eligible dependents shall include;

(i) spouse who is a person married to the insured
employee; or if not married to the insured
employee, cohabits with such employee in a
continuing conjugal or same sex relationship
and resides in the same country in which the
insured employee resides;

(i) children under twenty-one (21)years of age who
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3(a)

3(b)

are unmarried, not employed in full-time work;

(iii) unmarried children between twenty-one (21)
and twenty-five (25) years of age and in full-
time attendance at an educational institution or
on vacation therefrom; and

(iv) children twenty-one (21) years of age and over,
mentally or physically infirmed and who are
dependent.

* Child includes birth child, step or foster child of
the employee or spouse, legally adopted child or
child under legal guardianship.

Employee Benefit Plans Specifications

Notwithstanding Article 21 it is recognized that

the details of the benefits are provided here for the
purposes of information and that the complete terms
and conditions of the Benefit Plans will be setout in
detail during the term of this agreement.

This Appendix summarizes benefits coverage but
does not replace the official plan documents. If there
is a difference between this information and the
official pian document, the official plan document
will prevail.

Extended Medical Care

The Employer shall pay one hundred percent (100%)
of the monthly premiums for the Extended Medical
Care including but not limited to Extended Health
Care, Semi-Private Hospital Insurance and Vision
Care Plan to the Insurance Carrier,
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3(c)

Coverage for employees under this plan commences
on the 1stday of the calendar month following the
date of employment.

The Extended Health Care and Semi-Private Hospital
Insurance Plan provides for the reimbursement of one
hundred percent (100%)of the cost of prescription
drugs, i.e. not available over the counter, one hundred
percent (100%)of the cost of semi-private hospital
accommodation and one hundred percent (100%)of
the cost for the following services:

Charges for accommodation in a licensed chronic
care or convalescent hospital up to three dollars
($3.00) per day and limited to one hundred and
twenty (120) days per benefit year.

Charges up to ten dollars ($10.00) per day to a
maximum of one hundred and twenty (120) days
during the life of this agreement for care in a licensed
private hospital when prescribed by the attending
physician in writing.
Miscellaneous Medical Expenses

Charges for miscellaneous medical expenses when
not covered by any Government agency including
but not limited to:

(i) Paramedical Payments:

Paramedical payments for massage therapy when
administered by a registered masseur/masseuse
and authorized by an attending physician. In

addition paramedical payments for speech therapy,
physiotherapy, occupational therapy, osteopathy,
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podiatry, chiropody, naturopathy (including
homeopathy), chiropractic, and acupuncture.
Paramedical payments will be limited to six hundred
dollars ($600) combined maximum each calendar
year per plan member and dependent. Treatment will
be by Registered Professionals and will be governed
by existing legislation for Health Professionals.

*benefit year will convert to calendar year effective
January 1, 2006

(ii) Clinical Psychologist

Payment for services of a registered clinical
psychologist up to one hundred dollars ($100.00)for
the first visit and sixty dollars ($60.00) per hour to a

maximum of six hundred and forty dollars ($640.00)
per eligible person during a calendar year.

(iii) Devices;

Purchase or rental of standard-type wheelchair
(electric powered wheelchair must be a medical
necessity), hospital bed, crutches, cane, walker,

oxygen set, respirator, needles, syringes, testape,
lances, glucometers for diabetes, and Aero-chambers,

Purchase of artificial limbs, eyes, splints, trusses,
casts, cervical collars, braces, catheters, urinary

kits, external breast prosthesis, ostomy supplies,
corrective prosthetic lenses and frames (once only
per person), wigs following chemotherapy (once only
per person) and for juvenile Alopecia.

(iv) Travel/Medical fees:
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Payment for professional services of a physician
where permissible by law and incurred while the
person is traveling or temporarily residing outside his
or her province of domicile when the physician's fees
are over the medical association fee guide and are not
greater than what would be paid in the province of
domicile.

(v) The Vision Care Plan provides:

Coverage up to three hundred and seventy five
dollars ($375.00) maximum 24 consecutive months
per each adult employee, spouse and dependents;
twelve (12) months for children eighteen (18) years
of age or under for:

o Eyeglasses (frames and/or lenses including
contact lenses), and/or replacement glasses
prescribed as a result of an eye examination by
a licensed medical doctor, ophthalmologist or
optometrist and purchased while coverage is in
force. This benefit may also be used for charges
incurred to repair existing glasses (frames and/or
lenses).

» Optometry Eye examinations not covered by the
Provincial Health Plan .

Coverage for laser eye surgery to a maximum of

seven hundred fifty dollars ($750.00)per eye on a

once only basis. )
(vi) Custom made footwear; ’ 5 v
Custom-made orthotic insoles two (2) pairs per

calendar year to a maximum of two hundred and fifty
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dollars ($250.00) per pair

Custom-made orthopedic shoes two (2) pairs per
calendar year, to a maximum of fifteen hundred
dollars ($1500.00)per pair

(vii) General:

» Admittance to a hospital for diagnosis as an in-
patient, out-patient or for emergency purposes.

» Private nursing duty when prescribed by the
attending physician in writing and with prior
approval dof the Plan Carrier.

» Hearing Aids including digital, at five hundred
dollars ($500.00)every 5 years including initial
batteries.

» Purchase of an Insulin Pump on a one time only
basis to a maximum of five hundred dollars
($500.00).

» Purchase of a CPAP or BIPAP (sleep apnea)
on a one time only basis to a maximum of five
hundred dollars ($500.00).

»  Professional ambulance services (the difference
between the government agency allowance and
the customary charge).

« Oxygen and its administration.

+ Bandages or surgical dressing, blood
transfusions, radium and radio-isotope treatment.

» Dental care when necessitated by a direct
accidental blow to the mouth. Plan Carrier must
be notified immediately and treatment must
commence within 90 days of the date of the
accident.
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* Prostate specific antigen (PSA) testto a
maximum of fifty dollars ($50.00) annually.

3(d) Long Term Disability Insurance (LTD)
Eligible employees shall be enrolled in the LTD Plan
on the first day of the month following hire. Effective
May 1, 2002 any employee who has been on LTD for
two (2)years and enters into the “any occupation”
category will not accumulate attendance and vacation
credits.

Effective October 1, 1992 the Employer will pay one
hundred percent (100%) of the premiums for the LTD
Plan to the Insurance Carrier on behalf of eligible
employees in the bargaining unit.

Gross employee earnings is defined as including
gross regular salary, overtime earnings, shift
premiums, second language bonus, additional
language pay, differential, job premium and travel
pay.

The LTD Benefits is the lesser of five thousand
dollars ($5,000.00) monthly or sixty-six and two-
thirds percent (66-2/3%) of the employee’s gross
regular salary as of the date of disability, payable
from the 61st calendar day of continuous absence due
to total disability.

From the 61st day through to the Qthday of
continuous absence, this benefit shall be paid by the '
Board. / f L

Commencing on the 91st day this payment shall be
paid by the Insurance Carrier. Acceptable medical
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confirmation is required before any payments are
made.

Certain employees will be eligible to receive
disability payments from the Canada Pension Plan,
and/or the WSIB Pension Plan. The total payment,
including LTD will be paid to a maximum of $0%

of gross regular salary, An employee must make
application for Canada Pension Plan disability
benefits within one month of claim commencement
date and supply proof of application to the LTD
carrier. Failure to apply will result in an offset being
applied as if CPP benefits were approved. If an
employee receives payment from Canada Pension
Plan and/or the WSIB Pension Plan, the total amount
including LTD payments that is in excess of 90% of
gross regular salary for the entitlement period shall
be recovered from future LTD entitlement or by cash
payment.

Payments will continue up to twenty-four (24)
months, if the employee is disabled from performing
regular work and up to age sixty-five (65)if totally
disabled.

An employee may be required to submit a medical
examination at the request of the Insurance Carrier.

Totally Disabled, under this Plan, means a continuous
state of incapacity due to illness which - while

it continues - throughout the Elimination Period

and during the following 24 months of incapacity,
prevents the employee from performing each and
every duty of their normal occupation; - while it
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continues thereafter, prevents them from engaging
in any occupation for which they become reasonably
qualified by education, training or experience.

Total Disability - is the condition of being totally
disabled,

Employees benefits coverage for Group Life
Insurance, Dependent Life Insurance, and LTD
will continue at no cost to the employee while the
employee receives or is qualified to receive LTD
benefits under this plan.

*In all cases, payments under this plan shall cease at
age 65.

Termination of LTD Benefi

An employee ceases to be insured on the earliest of

the following dates:

- date of termination of employment

- on attainment of age 63

- the end of the period for which the last premium is
paid to the carrier for the employee’s insurance

- the date of termination of the policy

An employee is not eligible to commence receiving
LTD benefits three (3) months prior to the attainment
of age sixty-five (65).

Rehabilitati

IF an employee who is in receipt of LTD benefits
is resuming employment on a gradual basis during
recovery, partial benefits shall be continued
during rehabilitative employment. “Rehabilitative
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Employment” means remunerative service
employment while not yet fully recovered following
directly after the period of total disability for which
LTD Benefits were received. When considering
rehabilitative employment benefits, LTD will provide
66-2/3% of normal salary less 50% of rehabilitative
employmentearnings. The benefit will continue
during the rehabilitative employment period up to but
not more than twenty-four (24) months.

Rehabilitative employment may be with the
Employer or with another employer upon agreement
with the Board and the Insurance Carrier,

The LTD benefits under rehabilitative employment
shall be reduced by the amount that an employee’s
total earnings exceed one hundred per cent (100%)of
his earnings as at the date of commencement of total
disability,

These benefit provisions apply to all new claims
approved from the date of signing the Collective
Agreement.

GROUP LIFE INSURANCE PLAN
3 (e) Basic Life Insurance
The Employer shall pay one hundred percent (100%)

of the monthly billed premium of the basic life
insurance plan to the Insurance Carrier.

The basic life insurance plan shall provide:

coverage equal to one times the employee’s basic
annual salary; adjusted, if necessary, to the next
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higher multiple of five hundred dollars

($500.00) if not already at a multiple of $500.00.
Ontional Life I
Optional life insurance may be increased by an
additional either one (1) or two (2) times the
employee’s basic annual salary or equivalent to either
two (2) or three (3) times the employee’s basic salary
adjusted, if necessary, to the next higher multiple of
five hundred dollars ($500.00)subject to a maximum
of three hundred and thirty thousand dollars
($330,000.00).

The amount of life insurance (basic and/or optional)
will be adjusted with changes in the employee’s
salary from the date of approval of the increase or the
effective date; whichever is later.

Employees become eligible for this benefit on the
first day of the month following the date of hire.

If an employee does not choose the Optional Life
Insurance within thirty (30)days of originally signing
the application, “Proof of Insurability” acceptable to
the Insurance Carrier will be required.

Life Insurance Coverage will terminate on the
earliest of the following dates:

1. The date of termination of employment.

2. The earlier of retirement or the attainment of age
65.

3. The end of the period for which the last premium
is paid to the carrier of the employer’s insurance.
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4. The date of termination of the policy.

NOTE: Those employees who remained on the
insurance plan in effect prior to October 1, 1972,
will receive coverage in accordance with that plan.
However, the full premium for coverage of “one
times annual salary” shall be paid by the Employer.
Optional D jeqt Life I

Dependent’s life coverage of $10,000.00 for spouse
and $5,000.00 for each dependent child, is as defined
in Section 2 of this appendix.

Employees become eligible for this benefit on the
first day of the month following date of hire.

Termination of Dependent Life I

Dependents’ coverage ceases from date the employee
terminates his employment with the Employer,
retirement or attainment of age 65 whichever occurs
first. Coverage for dependent child ceases when the
child no longer meets the definition set out in Section
2 of this appendix.

The spouse may convert upon the termination of
service or the death of the employee, an amount up
to $2,000.00 of any other form of insurance except
term, at the prevailing rates for the spouse’s age.

No medical examination is required provided that
application, for conversion, is made to the Insurance
Carrier within thirty (30)days from date of death or
termination.
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. o Provisi Lifel

On termination of employment, an employee may
apply to the Insurance Carrier for any type of
insurance (except term) within thirty (30)days from
the date of termination. The employee will not be
required to undergo a medical examination and the
cost of coverage will be based on the prevailing rates
and the age of the employee.

3 (f) Employee Accidental Death & Dismemberment

An employee under age 65 shall be covered
twenty-four hours a day for insurance equal to one
times annual salary, but in no event more than $
300,000.00.

An employee will become eligible for this coverage
on the first day of the month following hire.

The premiums for this coverage shall be paid

100% by the Employer. Accidental Death &
Dismemberment Insurance Benefit ceases on the
date the employee terminates their employment with
the Employer, attains age 65, or on the date of their
retirement, whichever occurs first,

Full insurance is paid for loss of life, certain multiple
limb losses and quadriplegia; proportionate amounts
for loss of limbs, paraplegia, hemiplegia, loss of
sight, speech and hearing, L0SS means complete and
irrevocable loss or with reference to limbs complete
and irrevocable loss of use, not requiring complete
severance of limb.

3(g) Travel Insurance
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3(h)

An employee shall be covered for seventy - five
thousand dollars ($75,000.00)group travel insurance
in case of accidental death while traveling on Board
business. Specified fractional sums are paid for
dismemberment.

An employee is eligible for coverage under this Plan
when employed on ajob requiring travel on Board
business,

The premiums for this Plan will be paid one hundred
percent (100%) by the Employer.

Dental Insurance Plan

The Employer agrees to provide a Dental Insurance
Plan covering probationary and permanent
employees and their dependants commencing the first
day of the month after date of hire.

The cost of premiums for Dental Insurance will
be borne by the Employer in accordance with the
Collective Agreement.

Enroliment in the Plan is mandatory.
Notwithstanding this, an employee may elect to
waive coverage under this Plan if covered for dental
benefits under another plan, and proof of such
coverage is provided. Such employee will enroll in
this Plan when coverage under the other Plan ceases.
Coverage will commence on the first day of the
month next following the date coverage under the
other Plan ceases.

Coverage for an employee and his dependents ceases
on the last day of the month in which employment
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terminates.

Benefits are payable on either the amount of the
dentist's charge or the amount contained in the
current Ontario Dental Association Fee Guide
whichever is the lesser.

Listed below are the Dental Services covered under
this Plan.

Covered Dental Services
Procedure Codes
(inclusive)
Clinical Oral Examination 01110-01400
Radiographs
Intra Oral Films 02100-02144
Extra Oral Films 02201-02600
Cephalometric Films 02701-02800

02920-02930

Tests and Laboratory
Examination 04100-04400
Case Presentation 05100-05200
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NOTE

In any 6-month period, ! oral examination and
bitewing radiographs are covered.

In any 36-month period, 1 complete oral examination
and full series of radiographs are covered.

P ive Servi
Dental Prophylaxis 11100-11300
(only once every 6 months)

Fluoride Treatment 12400

Other preventative services ~ 13200-13210
(only once every 6 months)

R ive Servi
Amalgam Restorations 21101-21225
Retentive Pins 21301-21305
Silicate Restorations 2101-22102

Acrylic or Composite

Restorations 23101-23223
Endodontic Servi

Pulp Capping 31100-31110
Pulpotomy 32201-32211
Root Canal Therapy 33100-33420
Apexification 33501-33514
Periapical Services 34101-34212
Root Amputation 34401-34402
Other Endodontic Procedures  39100-39120
Hemisection 39210-39300
Bleaching 39400

Intentional Removal,
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Apical Filling and
Reimplantation
Emergency Procedures
Periodontal Servi
Non-Surgical Services
Surgical Services
Adjunctive Periodontal
Services

Other Setvices
Denture Adjustment

(minor - after 3 months
from insertion)

Denture Repairs

Denture rebase
and/or relining

Surgical Secvi
Removal of Erupted
Tooth Uncomplicated

39501-39600
39901-39985

41100-41300
42001-42500

43200-43600

54250

55101-55104
55201-55204
5520,55530,
55570

56200,56201
56210,56211
56220,56221
56230,56231
56260,56261
56262,56263
56270,56271
56272,56273

71111
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Surgical Removal 72100-72240
Removal of Residual Roots ~ 72310-72320
Surgical Exposureof Tooth ~ 72410-72412
Transplantation of a Tooth 72430
Surgical Repositioning

of aTooth 72440
Enucleation of an unerupted
tooth and follicle 72450
Alveoloplasty 73100-73110
Gingivolplasty and/or
Stomatoplasty 73119-73120
Osteoplasty 73133-73141
Surgical Excision 74108-74409
Surgical Incision 75100-75110
Fractures 76198-76951
Frenectomy 77800-78110
Miscellaneous 79104-79604
Adjunctive General Services 91110
General Anaesthesia 92110-92120
92201-92340
Professional Consultation 93100
Professional Visit 94100,94200
& 94400
Drugs 96100 &
96101
ORTHODONTICS
Qrthodontic(s)

80000, 80600, 80610, 80611, 80620, 80621, 80622,
80630, 80640, 80650, 80700, 81100, 81101, 81102,
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81105, 81106, 81107,

81113,

81115,

81116,

81125, 81126, 81127,

81133,

81140,

8116l,

Space Mainai

81200
Orthodontic(s)

81201,
81208,
81215,
81222,
81291,
82108,
83112,
84101,
84410,
86101,
87300,
88301,
89500,

81202,
81209,
81216,
81223,
81292,
82200,
83200,
84200,
85100,
86201,
87301,
89100,
89520,

81203,
81210,
81217,
81250,
82045,
82201,
83201,
84201,
85101,
86301,
88100,
89101,
89530,

81108,
81117,
81128,
81162

81204,
81211,
81218,
81251,
82050,
82202,
83202,
84300,
85200,
87100,
88101,
89200,
89550,

81110,
81120,
81130,

81205,
81212,
81219,
81252,
82100,
82300,
83220,
84301,
85201,
87101,
88200,
89201,
89560,

81111,
81123,
81131,

81206,
81213,
81220,
81253,
82101,
83100,
84000,
84400,
85300,
87200,
88201,
89300,
89570,

PROSTHODONTIC PROCEDURES

Inlays and Onlays

24200 t0 24203,24300, 25100, 25111 to 25114,
25120 t0 25124, 25130 to 25134, 25141 to 25144,
25200, 25300, 25400, 25500, 25511, 25521, 25530,
25531, 25600 to 25605 25711 t0 25713, 25721 10
25724, 25731 t0 25733, 25741 t0 25743, 25751,
25752, 26100, 26200, 26500, 26600, 26650, 26700,

81112,
81124,
81132,

81207,
81214,
81221,
81261,
82102,
83111,
84100,
84401,
85301,
87201,
88300,
89301,
89580
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26701, 26800, 26801

Crowns and repair. to crowns. other than preformed
. | hicl jescriby d
B eligibl

21301, 21421, 21422, 21423, 22401, 22410, 22411,
22420, 22501, 22510, 22511, 22520, 23601, 24101

t0 24104, 27100, 27110 to 27114, 27120 t0 27122,
27130, 27131, 27140, 27200, 27201, 27202, 27210,
27211, 27212, 27220, 27222, 27230, 27300 to 27302,
27310 t0 27313, 27320, 27401, 27409, 27420 t0
27425, 27500 to 27502, 27601 to 27603, 27610,
27620, 27640, 27699, 27700 t0 27703, 27710 to
27712, 27721, 27722, 27800, 27801, 27809, 27810,
28101,28102,28211,28212, 29100 t0 29103, 29109,
29200, 29300 to 29303, 29309, 29600, 29610, 29700,
29500

Repair of Brid D
Repair of Dentures

54200 to 54202, 54209, 54250, 54300 to 54304,
54401 to 54403, 54501 to 54503, 55100 to 55106,
55200 to 55204, 55301, 55302, 55400 to 55403,
55500 to 55502, 55509 to 55512, 55520, 55521,
55524, 55523, 55529 10 55531, 55534, 55535, 55539,
55570, 55600 to 55602, 55610 to 55612, 55700,
55800, 55810

Repair of Bridges

63001, 63002, 63009, 66100, 66111 to 66113, 66119,
66200, 66211 t0 66214, 66219, 66300 to 66303,
66309, 66400, 66500, 66600, 66601, 66603, 66609,
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66610, 66612, 66613, 66619, 66620, 66700, 66701,
66710, 66711, 66719, 66721, 66731, 66739

Rebase or Reline of an existing partial or complete
denture

56110, 56121, 56200, 56201, 56210 to 56213, 56220
10 56223, 56230 t0 56233, 56240 to 56243, 56250

t0 56253, 56260 t0 56267, 56270 t0 56273, 56275,
56300, 56311 10 56313, 56321 to 56323, 56331 to
56333, 56342, 56343, 56400, 56411 to 56413, 56511
t0 56513, 56521 to 56523, 56601, 56602

bridges or standard dentures (once every S years)
Dentures

51100to 51104, 51110, 51120, 51200 t0 51202,
51204, 51210, 51220, 51300 to 51303, 51310, 51320,
51400 to 51402, 51410, 51500 to 51503, 51600 to
51603, 51610, 51620, 51700 to 51703, 51801 to
51803, 51900, 51910, 51920, 52100 to 52103, 52110
to 52113, 52120 to 52123, 52200 to 52202, 52210 to
52212, 52220, 52221, 52230, 52231, 52300 to 52303,
52310 t0 52313, 52320, 52321, 52400 to 52403,
52410 to 52413, 52420, 52500 to 52503, 52510 to
52513, 52520, 52525, 52530, 52331, 52535, 52600,
52601, 52610, 52611, 52620 to 52622, 52630 to
52632, 52700, 52710, 52800, 52900, 52910, 53101

t0 53104, 5311 to 53113, 53201 to 53203, 53205,
53211 t0 53213, 53215, 53301, 53302, 53401 to
53403, 53501 t0 53503, 53611 to 53613, 53621 to
53623, 53701 t0 33704, 53711 t0 53713, 57201,
57202, 57205, 57402, 58200, 58201, 58210, 58400
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Bridges

60700, 62000, 62100 to 62103, 62110, 62200, 62300,
62400, 62500 to 62502, 62510, 62600, 62700 to
62703, 62711, 62800, 62801, 62900, 63300, 64101,
64102, 64201 to 64204, 64209, 64550, 64740, 64750,
65200, 65300, 65400, 65500, 66800, 67100 t0 67102,
67110, 67121, 67129, 67131, 67139, 67200 to 67202,
67210, 67211, 67301, 67310, 67311, 67321, 67322,
67331, 67341, 67400, 67410, 67420, 67500 to 67502,
67600, 68100, 69100, 69101, 69201, 69300 to 69305,
69400, 69500, 69600, 69610, 69620, 69630, 69700
to 69705, 69710

Examples of Expenses Not Covered

- Expenses incurred for cosmetic purposes.

- Expenses for services received because of
dental injury for which you or your insured
dependents are entitled to receive payments
under the Workplace Safety & Insurance Act.

- Any dental expenses covered by any other
government plan.

- Expenses resulting from an act of war or
hostilities.

- Expenses paid under any other insurance
plan.

- Any service covered in whole or in part by
OHIP.

- Dental charges for other than the defined
services.

- Dental expenses for employees covered under
Atrticle 22 of this Collective Agreement.
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APPENDIX 4 - Language Proficiency Levels
B LEVEL OF PROFICIENCY

READING

This level requires the capacity to read and grasp

the meaning of all correspondence including lay and
medical reports related to the position and most other
related reading with minimal vocabulary problems.
Some specialized vocabulary may not be understood
exactly but with repeated exposure will be learned.

Examples:

* reviewing thoroughly the employer’s,
employee’s and doctor’s reports to assess the
validity of a claim

« reading briefs and documents submitted by
outside groups or agencies

WRITING
This level requires the ability to write detailed letters
and reports related to the position and to most other
situations with few grammar and spelling problems.
Examples:
* writing letters to union representatives,
MPP's etc. regarding claim status
¢ written explanation of assessment costs
 writing referral letter for worker to specialist
giving medical history

ORAL INTERACTION

This level requires the ability to comprehend the
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average conversation or speech with minimal
difficulty. The employee is able to participate fully
in most conversations with minimal vocabulary
problems. There may be some hesitation or trace of
the mother tongue when speaking but these will be
acceptable to Francophone listeners.

Examples:
¢ taking a detailed statement from an injured
worker over the phone or in person
e giving speeches to local interest groups and

answering questions
¢ conducting meetings with outside groups

C LEVEL QF PROFICIENCY

READING

This level requires the capacity to grasp the general
meaning of routine correspondence in order to direct
it to the appropriate area.

Examples:
« sorting or coding mail

¢ reviewing accident reports received in person
to ensure that the form has been completed

WRITING

This level requires the ability to write standard (from
prepared text) letters related to the position with
only occasional problems in grammar and spelling.
Correspondence varying from the standard reply will
need review prior to mailing.
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Examples:
* returning worker's prescription receipts
requesting further information
» sending the worker a photocopy of the claim

file with a covering letter
« Writing basic instructions or simple directions

upon request

ORALINTERACTION

This level requires the ability to understand
discussions about familiar or routine subjects with
only occasional difficulty.

The employee is able to converse about familiar
subjects but will make occasional grammar mistakes.
The employee will performbest in a one-to-one
situation, and will be able to take part in some group
discussions.

Example:
* answering inquiries at a reception desk
« answering telephone inquiries
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APPENDIX §
RECOGNITION (Inclusion / Exclusion)

Job Title Date Sent

Expected # of Positions ——  Exemption Criteria # ___
Salary Grade Division

Compensation Representative

New or Modified NBU Job
Notificati ler Article 1.02
Please be advised that the attached job description
represents a new NBU job, a modified NBU jobora
current BU positions that is to be excluded from the

Bargaining Unit. The modifications and/or the reasons for
the exclusion are indicated below.

This opinion does not limit the employers’ ability to expand
arguments for exclusion to criteria not indicated or listed in
this document.

Exclusion criteria;

1)  Thejob requires a member of the architectural,
dental, land surveying, legal or medical profession
entitled to practice in Ontario and the position
requires the incumbent to be employed in such a
professional capacity.

2)  Thejob requires the incumbent to exercise
managerial functions.

3)  Thejob requires the incumbent to work in a
confidential capacity in matters dealing with labour
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4)

6)

7)

relations.

A person who has duties or responsibilities that
constitute a conflict of interest with their being
members of a bargaining unit.

An increase in complement of positions currently in
the NBU

There is an agreement between the employer & the
union that has addressed this exemption.

Other reasons for exclusions or the modifications to
the job are: (specify)
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APPENDIX 6
HOME OFFICE PROGRAM

In recognition of the changing nature of the work
performed, opportunities to enhance work practices have
been and will continue to be identified. included in these
are the mutual gains made by having employees in certain
job classifications work on a regular basis in their home and
away from the “normal” office setting.

The following high level guidelines require ongoing
participation of both the employee and the manager to
ensure success in the program.

Health and Safety

To ensure effective levels of health and safety:

» The employee will have a home office environment that
poses ho greater risk of injury or illness than exists in the
current WSIB work environment.

» The employer and employee will ensure that the home
office meets appropriate health & safety standards
(noting ergonomic standards).

¢ The employee will agree to complete the attached
checklist.

+ Commencement of the program is conditional upon the
completion of the form and correction of any identified
deficiencies as well as the employee’s commitment to
maintaining health & safety standards.

« All existing accident investigation/reporting
requirements continue to apply.

» The employee will participate in yearly health and safety
training programs provided by Corporate Health Centre
and required of WSIB staff.
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¢ The employee and employer will establish and institute
suitable responsibility systems for accident prevention.

« Subject to individual department protocols and needs,
and in keeping with existing travel and business expense
policies, the employee and the employer will establish
mutually satisfactory methods for transporting work
materials. This may include return courier delivery
service or reimbursement for the employee's travel costs
where transportation of the work materials may pose a
health & safety hazard.

* The local Joint Health and Safety Committee will also
monitor the ongoing safety issues relating to the Home
Office Program and make recommendations it considers
appropriate to minimize any health and safety riss
identified.

Pri % File Security - Confidentiali

To ensure appropriate confidentiality and file security,

upon entry into the Home Office Program, the manager

and employee will review all applicable privacy standards

and/or protocols to ensure they are in compliance with
legislated requirements and/or WSIB practices,

These practices will include, but not be limited to:

» The employee will secure their home office from the rest
of their living quarters or secure files within a locked
storage area/filing cabinet when not in use.

« Copies of confidential documents, such as imaged claim
files or microfiched firm files that are no longer needed,
will be returned by the employee to the WSIB office for
appropriate disposal or filing.
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. oo
To ensure regular and sufficient communication with
customers/clients and WSIB staff:

* The manager will regularly communicate to staff
working at home offices through voice mail, e-mail
(where available) and regular team meetings.

+ The employee will check and respond to voicemail
messages in accordance with department criteria.

» WSIB office voice mail will be maintained to permit call
transfers from General Enquiry and the toll free line.

Available Work S R ing Off

To maximize the use of existing WSIB office space:

« Days in the office will be agreed to by the employee and
the manager in advance.

+ WSIB workspace will be made available to the employee
for their identified day(s) in their reporting office.

Travel Expenses

+ An employee participating in the HOP will be eligible
for travel expenses fram their home office work base in
keeping with existing travel and expense policies.

* In keeping with these policies, it is not the intent of this

program to require the employer to absorb expenses
for the normal commuting cost of employees to their

reporting office.

* Participation in the HOP does not constitute a change in /7f
the reporting office location.

Home Office Program Expenses:

The following equipment will be provided by the employer
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and must be returned to the WSIB upon exiting the Home
Office Program:

« alap top computer with a mouse and a keyboard

a telephone headset (if required)

a first aid kit

a fire extinguisher

lock box or securing mechanism to transport files and
laptop

« other equipment as determined by the business

The employer will be responsible for repair, maintenance
and installation of this equipment.

Participating employees will be provided with a one

time home office set-up allowance not to exceed three
thousand dollars ($3000.00)to purchase, at a minimum,
alockable desk, a chair, a file cabinet with a lock and any
other required items. Reimbursement will be made upon
provision of receipts.

Employees will be expected to purchase furniture

with warranties similar to those adopted by the WSIB
Procurement Services. Employees may request replacement
furniture once these warranties have lapsed.

The employee will be responsible for regular maintenance
of this furniture as well as ensuring that their home office
is ergonomically correct. In case of damage caused by or

to this furniture. the employer will arrange for repair or a

replacement, unless the damage results from unauthorized
use or is caused deliberately.

Employees receiving this allowance must sign an
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agreement indicating that they will remain in the program
for a minimum of 2 years. Should they withdraw from the
program before the 2 years expires, employees must pay
back the reimbursement according to the following pro-
rated schedule:

« Before 6 months - 100 per cent of Home Office Program
setup allowance

* Between 6 and 1 year - 50 per cent of Home Office
Program setup allowance

¢ Between 1 and 2 years - 25 per cent of Home Office
Program setup allowance

Should the work at home arrangement be terminated at the
request of the manager, the employee will not be required
to reimburse the setup allowance.

Otier eligibl

The following additional expenses will be reimbursed to

the participating employee upon provision of receipts:

« Installation and monthly costs of a dedicated telephone
line with multiple capabilities.

 General office supplies, not to exceed $600 annually, to
cover the cost of items such as print cartridges.

Technical Support
The following technical support will be provided to the
employee:

» SHIVA access or equivalent
o systems support for the laptop computer via the reporting
office location
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Termination or § {01 of Home Office P

Subject to a minimum trial period of 6 months, either the
employee or manager can terminate or revisit the HOP
option:

* at any time by mutual agreement of the employee and
manager OR
¢ when the employee
- leaves the organization
- moves 1o another position (on a permanent or
temporary basis)
- is affected by an employee exercising their bumping
rights
- is required to exercise their bumping rights to obtain

another position _
« employee and manager cannot resolve issues related to

performance

The employee may request that the HOP program be
suspended to accommodate unique personal circumstances.
Such requests will be subject to management approval.

Health & Safety I ion Checklist
The following items will be inspected:

COMPLIANCE

No CORRECTION
NEEDED (if any)

Walking Surface

No tripping hazards

Cords anchored or covered

No slip hazards present
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Furniture/Office Equipment

Properly assembled and
ergonomically correct
(e.g. chair & work surface)

{n good working condition

Secure from tipping

Workspace not cluttered

Bookeases/Shelves/Cabinets

Secured from tipping

Drawers open one at a time

Cabinets not overloaded

Other

Lighting adequate

Electric cords/outlets in good
condition

Fire extinguisher

First aid kit

Employee Initial ~ Manager Initial

Review of other relevant
policles:

Health & Safety

Travel & Business Expenses

Privacy

Other as required

Employee Signature Manager Signature
{acknowledgeddiscussion occured}

Date Date
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Schedule “A"

2008 Salary Summary, Permanent Full Time Employees
Bargaining Unit Salary Ranged
Effective April 1, 2005

Permanent Full Time (36.25 hour week)

Manths to

Salary Grade Step Al Salany
' I Next Step

810 1 27,103.49 6

810 2 30,114.74 Max
820 1 31,142.04 6
820 2 32,872.86 6 .
820 3 34,602.52 Max
830 1 33,779.32 6
830 2 35,766.67 6
830 3 37,762.88 6
830 4 39,740.23 Max
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840

38,779.05

840 41,060.58 8
840 43,340.96 12

850

] > o (A s B

45,622.48

44,502.80

850 2 47,120.69 12
850 3 49,738.57 12
850 4 62,356.45 Max

47,508.43

860 1 6
860 2 49,298.45 6
860 3 50,997.34 [
860 4 52,697.36 6
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860 6 .| 56007.42 12

860 -7 57,797.44 12

860 8 59,497.47 Max

870 1 54,660.78 6

870 2 56,612.79 ]
870 3 58,564.80 5
| 60,516.80 ]

. , 62,469,95

. , ] . 8442195

870 | 7 . 66,373.96 12

870 8 i 68,25.98 Max

880 | 1 " 66,865.85 8
880 2 70,586.96 12
arn 2 74 80923 12
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76,502.28 6

890 1

890 2 81,002.62 12
890 3 85,502.96 12
890 4 90,003.29 Max

2006 Salary Summary, Permanent Full Time Employees
Bargaining Unit Salary Ranges

Effective April 1, 2006

Permanent Full Time (36.25 hour week)

Months to

Salary Gaade Annual Sakaey Neat Step

27,808.18
"~ 30,897.72
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820 1 31,951.73 6
820 2 33,727.55 6
820 3 36,602.19 Max
830 1 34,657.68 6
830 2 36,696.60 6
830 3 38,734.45 6
830 4 40,773.48 Max

840 1 39,787.31

840 2 42,128.16 5

840 3 44,467.82 12
840 2 46,808.66 Max
850 1 45,659.87 6

860 2 48,345.83 12
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850

51,031.77

12

860

53,717.72

48,835.99

Max

56,081.96

1 6
860 2 50,680.21 6
860 3 52,323.27 6
880 4 54,067.49 6
860 5 55,811.73 6
860 ] 57,555.95 12
860 7 59,300.17 12

8 61,044.40 Max

0 1 6
870 2 58,084.72 ]
870 3 60,087.48 6
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870 5 64,094.17 6
870 8 66,096.92 12
870 7 68.099.68 12
870 8

70,102.46

68,399.16 8 |

880 1

880 2 72,422.22 12
880 3 76,448.47 12
880 4 80,469,654 Max
890 1 78,491.34 8

890 2 83,108.69 12
890 3 87,726.04 12
890 4 92,343.38 Max
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2007 Salary Summary, Permanent Full Time Employees
Bargaining Unit Salary Ranges
Effective April 1, 2007

Permanent Full Time (36.28 hour week)

Months to

Sabary Grade Anual Salar )
Neat Step

820 1 | 3281443 | )

820 2 | 3463819 | g
820 3 36,460.75 Max
830 1 36,593.33 6
830 2 | 37,687.41 g
830 3 39,780.28 g
830 4 41,874.36 Max
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40,861.57

I 8
840 2 | 432562 [ 6
a40 3 45,668.45 | 12 |
4

_48,072.49

850 1 . 46,892.89 6
850 2 | 49,651.17 12
850 3 | 52,409.63 12

4 . 5516840 ,  Max

860

860 1 50,154.66 6
860 2 51,945.88 6
860 3 53,736.00 6
860 4 55,527.31 6
860 5 57,318.65 6
860 6 59,109.96 12
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860 7 60,901.27 12
860 8 62,692,680 Max
870 1 57,596.17 8
870 2 59,653.01 )
870 3 61,709.84 6
870 4 63,766.68 6
870 5 65,824.71 6
870 8 67,881.54 12 .
870 7 69,938.37 12
870 8 71,995.23 Max
880 1 70,245.94 8
880 - 2 74,377.62 12
880 k] 78,510.52 12
880 - 4 82,642.22 Max

5
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890 1 80,610.61 8

890 2 86,352,682 12
890 3’ 90,094.64 12
890 4 94,836.65 Max
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SALARY RULES - SCHEDULE “A”

The Employer will pay salaries in accordance with this
Schedule and this Schedule will apply to all employeesin
the classifications listed herein. An employee will receive
notice of at least one month if, due to performance, the
incremental increase is not to be received.

L.

Thejob start date is the date the employee
commenced the current permanent job. When an
employee in a temporary assignment is permanently
confirmed in the samejob, their job start date will be
the date they began the temporary assignment.

When a contract employee becomes a probationary
employee in the samejob, their job start date will
be the date they began their uninterrupted contract
employmentin that job. Interruptionsof 3 weeks or
less will be considered as continuous service.

The time periods set out at the top of the columns
are reflectionsof the job start date set out in (1).
Notwithstanding paragraph one, where an employee
is transferred to a new position in the same salary
grade, thejob start date will not be changed.

An employee who is promoted will have their salary
adjusted to the next highest salary amount in the new
salary grade, and their future salary progression will
thereafter be governed by the time interval for the
new salary grade.

An employee who is the successful applicant to a
position in a lower salary grade will be placed in the
next lowest amountin the new grade.
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6.

Reclassified Jobs

If ajob is reclassified one salary grade higher than
the existing grade, the incumbent’sjob start date

will not change and the salary will be adjusted to the
same step in the new range.

If the job is reclassified more than one salary grade
higher than the existing grade, the incumbent’sjob
start date will not change. If the salary is at minimum
of the current salary grade, the salary will be adjusted
to the minimum of the new grade, otherwise the
salary will be adjusted to one step back in the new
grade.

Where an employee’s job is reclassified upward and
where application of the above salary rule results

in the employee’s salary moving downward, the
employee will be placed at the next higher step of the
new salary grade.

If ajob is reclassified to a lower salary grade, the
employee will be afforded Income Protection rights
only, under Article 6.07.

Temporary Assignments

An employee assigned temporarily to perform the
core duties of ajob with a higher salary grade, after
working three (3) consecutive days, will be paid

in accordance with rule #4 Should the temporary
assignment exceed three (3) consecutive days, the
employee will be paid the higher rate from the date
of the assignment. Employees need only meet the
three (3) day requirement once in the samejob to be
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10.

eligible for differential pay.

Paid absences of up to ten (10)working days during
a temporary assignment will be at the higher rate.
Paid absences of more than ten (I O) days, other than
approved vacation or Union leave, will be paid at the
rate of the salary grade from which the employee was
assigned.

When the employer temporarily assigns an employee
to the core duties of a position in a lower salary
grade, they will continue to be paid at the rate of the
salary grade from which they were assigned.

When an employee is the successful applicant to a
temporary assignment in a lower salary grade and
their salary is above the maximum for that job, their
salary will be reduced to the maximum salary of the
temporary job. If an employee is due an increment
during the course of the temporary assignment, their
salary will not exceed the maximum of the lower
salary grade until they return to their permanentjob.

Anyone hired into a bargaining unit position must be
hired on a step.

The salary amounts are representative of annual sums
based on a 36.25 hour work week.

Income Protection

An employee with Income Protection who is the
successful applicant to ajob with a higher salary

grade than their affected job will have their salary
increased in accordance with Schedule "A" of the
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Collective Agreement. Their next increment date will
be based on the new job start date.

When an employee with Income Protection is
successful in obtaining ajob in the salary grade

in which they were originally affected, they will
relinquish their Income Protection rights. They will
receive a new job start date and will be placed on the
step of the next highest salary amount.

An employee with Income Protection, who is the
successful applicant for a job at a lower salary grade
than their currentjob, will relinquish all Income
Protection rights afforded under this section and will
have their salary adjusted in accordance with rule #5.
Their next increment date will be based on the new
job start date.

When an employee with Income Protection is
successful in obtaining a job in the same salary
grade as their current job, Income Protection rights
will continue. They will be given a new job start
date; however, their next increment date will not be
changed.

An employee with Income Protection, who is the
successful applicant for ajob with a salary grade
above that of their current job, but still below the
affected job,will continue to receive their protected
salary. This will continue until their salary falls
within the salary range for their new position, at
which point they will have their salary put on a step
at the next higher amount.

When an employee with Income Protection is
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14.

temporarily assigned to ajob with a higher salary
grade, the employee is eligible for salary differential
if the temporary job is in a higher salary grade than
the affected job.

When an employee with Income Protection is
temporarily assigned to ajob with the same salary
grade as the-affected job, and the employee’s salary
is below the maximum of the affected job, they will
be eligible for differential to the next highest salary
amount.

An employee’s next increment date will be extended
after 60 calendar days for the duration of an unpaid
leave. The employee must complete the balance of
the incremental period.



April 1,.2005 to March 31, 2008

JOB HIERARCHY LISTING

JOB TITLE GRADE JOB #
Access Flie Clerk 815 a7
File Clerk 815 96
{nternal Coutier 815 1008
Microform Retrieval Operator 815 107
Records Control Clerk, Health Service 815 41
Reproducing Machine operator 815 12
Cleaner 820 37
General Ledger Support Clerk 820 847
Imaging Clerk (Records) 820 51
Mall Clerk €.C.P 820 794
Mall Clerk Head Office 820 31
Manual Cheque Clerk 820 196
Manuals Clerk 820 192
Microfichs Firm File Clerk 820 105
NEL Records Clerk 820 339
Records Control Clerk 820 986
Support Clerk, DrugVerification Team 820 805
Accounts Payable Payment Processor 825 970
Access Review Clerk 825 713
Account Support Clerk 825 850
Agency Payment Processor 826 232
Bullding Support Clerk 825 104
Claims Registration Clerk 825 795
Elections Adminlistrator 825 191
File Control Clerk- WSIAT 826 1091
Health Care Processing Clerk 826 996
Healthcare/ LMR Processing Clerk 825 919
Lialson Office Support Clerk 825 807
Mall Process Equipment Operator 825 125
Mailroom Clerk/Mall Machine Operator 825 915
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Microfiim Technician 825 1090
Peripheral Computer Operator 825 231
Postdated Cheque Clerk 825 182
Production Clerk (Revenue Systems) 825 807
ProgramAsslstant Schedule I 825 174
Program Support Clerk, Prevention 825 809
Publications Clerk/Receptionist 826 796
Returned Cheque Clerk 825 143
Schedule 2 Clerk 825 180
Stop Payment Processor 825 200
Tape Operator 825 285
Telephone Enqulry Representatlve 825 23
Telephone Enquiry Clerk/ Receptionist 825 854
Telephone Enquiry Clerk (Access) 825 25
Word Process!ng Operator 825 1004
WSIAT Clerk 825 916
Bank Account Analyst 830 1908
Bank Deposlt Speclalist 830 235
Buslness Centre Representative 830 977
Business Team Support Clerk 830 868
Claims Overpayment Speclalist 830 248
grlggliaonr‘nario Regulation Film Services 830 739
Clinical ImagingSpeciallst 830 273
CollectionsAssistant 830 286
Customer Service Travel Assistant 830 964
Dicta-Transcriber 830 1030
Direct Deposit Analyst 830 197
DrugVerification Clerk 830 740
Financlal System Valldation Clerk 830 950
General Maintenance W _orket 830 873
Health Care Provider Registration Clerk 830 207
Health Professional Liaison 830 912
Hearlngs Scheduler 830 264
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{maging PaymentCo-ordinator (SPLO) 830 998
Labour Market Re-entry Clerk 830 817
Lobby Information Officer 830 741
Medical & Oceupatlonal Disgase

Statistical Coder 830 230
Microfiche Firm Fils Clerk & Team Leader 830 106
ProgramAssistant Tralning & Development 830 872
Program Support Clerk (Serious Injury

Program) 830 888
ProjectAssistant 830 1005
Purchasing Clerk 830 276
Recaptionist Counselor, Multilingual

Services 830 88
Receptionist Counselor-Admin. Support

Service (F&A) 830 92
Receptlonist Counselor- Integrated

Service Unit (H.0. 830 90
Secretary, Collections 830 842
Secretary, Various 830 737
Shipper/Recelver 830 955
Senior Statistical Coder 830 873
Senior ProcessingControl Clerk 830 289
Stores & Print Productlon Clerk 830 878
Accounts Payable Specialist 835 969
Bank Reconciliation Analyst 835 42
Claims Registration Speciallst 835 883
Electronic Mall Administrator 835 867
Exposureincident Analyst 835 994
Firm File & information Service

Representative 835 772
GarnishmentAdministrator 8356 770
Health Care Processor 835 780
Health Care PaymentRepresentatlve 835 (L]

Health Care/ LMR Payment Representative 835 020
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Health Care fnformation Analyst It 835 157
(maging Specianst 835 099
Information Resource Representative 835 1044
Intermediate Console Operator 835 43
Lease Administrative Analyst 835 743
Legal Secretary 835 218
Loss of Retirement Income (LRI} 835 765
Administrator

Medical ConsuftantSecretary - CCLU-D 835 216
Medical ConsultantSecretary - CHC 835 215
Medical Secretary1.5.U. - Construction 835 213
Medical Secretary (Regional) 835 210
Medical Secretary {I.S.U.) 835 212
Madical Secretary-ThunderBay 835 211
NEL Clerk 835 967
Payroll Analyst 835 144
ProgramAssistant, EmployerAudit 835 789
Program Assistant {SPLO) 835 987
ProgramAssistant Audit 835 778
Research/ Policy Asslstant, Bast Practice 835 786
ResearchAssistant - Prevention 835 895
Secretary To Associate Director 835 840
Special Needs Controller 835 135
Senlor Secretary, HSM 835 838
Senlor Shipper/ Recaiver 835 1004
Technical SupportAssistant 835 153
Ad]udlcator Claims Allocation Control B840 751
Branch Secretary 840 1020
ContractsAdministrator 840 914
Document Management Specialist 840 1006
Financlal Admlnistrator 840 1060
output Verfication Analyst 840 819
Payment Speciallst 840 1012

Prevention Education Adminlstrator 840 897
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PreventionService Representative 840 798
Records ManagementSpectallst 840 748
Schedule 2 Specialist (1) 840 236
Schedule 2 Speclalist (2) 840 237
Senlor Account Analyst 840 821
Transportation & Reservation Speciallst 840 968
Treasurer, Staff Assoclation 840 132
Buyer 845 36
FormsAnalyst 845 731
Health Care Information Analyst 2 845 806
Litigation Assistant 845 1016
Medical Statistics Coder Analyst 845 270
Production Scheduler 845 1061
ResearchAssistant 845 978
Research Coordinator 845 957
RSD intake/ SupportAnalyst 845 1036
Sr. Console Operator 845 262
Transfer of Cost Administrator 845 1076
Analyst, Actuarial 850 913
Asslstant Business Analyst 850 974
Business SystemsAnalyst, LRI 850 892
Collections Specialist 850 17
Electronic Forms Designer 880 — 732
Financlal Analyst- Supéerannuation 860 49
Financial Analyst- Benefits 850 48
Financial Analyst (LR1) 850 890
Llaison Speclallst (French) 850 879
PrimaryAdjud|cator 850 707
ProsecutionsCoordinator 850 1059
Revenue Account Analyst 850 851
Audit Flnanclal Analyst 855 862

Community Relations Specialist 855 931
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Co-ordinator Printing & Mass Malling 855 1046
DeskAuditor 855 972
Health Care Information Analyst | 855 723
Information Resource Spaciallst 865 048
Medical & Occupational Disease

Information Speglallst 855 757
Research Analyst Ill, R&E 855 760
Revenue System Control Analyst 855 274
Senlor Analyst Data Centre 855 918
Senlor Graphic Designer 855 985
Senlor Schedule 2 Specialist 855 238
Testing Speciallst 855 899
Adjudicator Noise Induced HearingLoss 860 706
Appeal Administrator 860 779
Claims tnvestigator 860 32
Coliectlons Investigator 860 1000
Co-ordinator Accounts Payable Processing 860 871
Co-ordinator Speclalist Cash 860 833
Disbursements

Co-ordinator Speclalist Cash Recelpts 860 834
Co-ordinator Speclalist Cash Records 860 835
Deslgn Prolsct Manager 860 976
Health Services Speclalist2 860 722
Incentive ProgramAdvisor 860 951
T Financlal Analyst 860 1061
MarketingOfficer 860 876
Medical & OccupationalDisease 860 1069
Information Analyst

Multitingual Community Outreach 860 891
Specialist

Multilingual Service Specialist 860 938
PayrollAccountant 860 747
Performance& Reporting Analyst 860 1049

Revenue RecoverySpecialist 860 813




April 1, 2005 to March 31, 2008

Senlor Collections Specialist 860 268
User SupportAnalyst 860 1067
Account Manager 865 982
Application Functional Speciallst 865 1047
Customer Service Representative 865 881
Ergonomist 865 66
Field Auditor 865 980
French Language Resource Spéclallst 865 745
FrenchTranslator 865 271
Incentlve Program Speciallst 865 896
Internal Issues ManagementSpecialist 865 1074
InvestmentAccounting Analyst 865 1026
Knowledge Media/ Edltor/ Design 865 946
Law Clerk 865 1053
LMR Data Specialist 865 902
Pollcy Analyst Il Revenue 865 753
Revenue Audit IssuesAnalyst 865 903
Returnto Work Advisor 865 702
Return to Work/ LMR Advisor 865 1010
Transfer of Cost Adjuster 865 1075
Web Editor 865 941
AdJudicator 870 700
ég]rwgrag)ern(gﬁtcsupanonal Disease & 870 704
Adjudicator Pre 1990 Claims 870 718
Adludicator Serious Injury Program 870 715
Art Director 870 825
Business Analyst- Health Care 870 1031
Business Analyst- Schedule 2 870 1062
Business Analyst- Collections 870 1057
Business Analyst- EmployerAudit 870 1052
Business Analyst- Preventlon 870 1073
Business ImprovementSpeaciallst 870 811
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Buslness PlanningAnalyst 870 852
Business System Analyst- Quallty 870 1068
Improvement

Business Relations Specialist 870 945
Community Program Co-ordinator 870 952
Compliance Speclalist 870 1035
Co-ordinator FrenchTranslation 870 944
Co-ordinator Multilingual Services 870 - 929
Crisls Intervention Counselor 870 871
E-Learning Developer 870 1077
EmployerAccount Advisor 870 1015
Financial Systems Analyst 870 1082
Healthcare Bustness Speclalist 870 987
IndependentLiving Consultant 870 70
InteractiveMultimedia Art Director 870 1003
Llaison Officer 870 1050
Lalson Nurse 87q 887
Marketing Specialist 870 936
NEL Clinical Speclallst 870 911
Nurse Case Manager 870 822
Occupational Theraplst 870 989
Program Evaluation Specalist 870 709
Quality ImprovementSpecialist 870 983
Research Analyst fl, Research & Evaluation 870 761
Returnto Work Mediator 870 703
Senior Communication Spaciallst 870 1048
Senior Program Specialist 870 797
Senior Prosecution Co-ordinator 870 1058
Technical Co-ordinator 870 947
Testing Coordinator 870 898
Videographet/ Director 870 793
Workwell Evaluator 870 1045
Writer/ Instructional Designer 870 963

Writer/ Producer/ Director 870 909
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Audiologist 875 1066
Business Rules Spacialist 875 1002
Clinical Liaison 875 886
Instructional Designer & Tralning Specialist 875 1078
Legall Policy Analyst 875 1017
Nurse Case Manager- Advance Practice 875 823
Pollcy Analyst | Revenue a7b 754
Pollcy Analyst Sclentlfic 875 758
Bo&ugyév@[sesr%?rch Analyst (Performance 875 858
Prevention Program Specialist 875 869
Quality Improvement Specialist, LMR 878 883
Returr to Work/ Labour Market Re-ent

Consultant i v 875 1009
Safety Groups Program Consultant 875 965
Social Worker 875 65

Tralning Speclalist 875 1021
Tralning Speclalist- Collection 875 848
Web Master 875 942
Buslness Rules leader 880 1001
Corporate Learninglead 880 1079
OccupationalHygienist 880 921
Privacy Officer 880 993
Program Evaluation Analyst I,R&E 880 763
Regulatory Claims Officer 880 900
Research Analyst 1 880 830
Senlor Prevention Policy Analyst 880 798
Appeals Resolution Officer 885 710
Benefits Policy Analyst 885 1018
Scientlst 885 716
Senior Employsr Audit Advisor 885 904
Senlor Investigator 885 1023

Senlor Policy/ ResearchAnalyst 885 801
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Senlor Prevention Program Specialist 885 802
Psychologist 890 1041
Senlor Epldemiologist Policy Analyst 890 712
Senlor Scientist Research Program 890 829

Senlor Scientist/ Policy Analyst 890 759
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LETTERS OFAGREEMENT

The following Letters of Agreement will remain in
force through the term of this Collective Agreement and
are attached to, but do not form part of the Collective
Agreement.

Professional Association Fees Program

Continued Programs (Educational Opportunities/ Fitness
Incentive/ EAP)

Professional Duties

Tendering Benefit Plans

Allowance for Moving Days

Reciprocal agreementsregarding transfer of Pension
credits

Article 5 Template

Job Selection Repository

Developmental Opportunities

Travel and Business Expense Policy

Supplementary Employment Insurance Benefit (SEB)
Joint Job Evaluation Manual update

Pension Plan Surplus

Pension Plan Governance Review

Staffing Special Projects

Process for Determining bilingual Requirements
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Mr. Harry Goslin, President
Canadian Union of Public Employees

Local 1750

5045 Orbitor Dr,
Building 12, Suite 202
Mississauga, Ontario

LAW 4Y5

March 16, 2005

Dear Mr. Goslin:

This will confirm the Employer’spractice under our Professional
Association Fees program. The Employer reimburses an employee
for the cost of membershipin “professional” organizations. The
membership must be actively used by the employee and directly
related to their duties at the Board.

Whether or not the word “professional” is appropriate, the
associations covered in the Bargaining Unit are:

Canadian Association of Medical Records Librarians

Ontario Association of Professional Social Workers &
Social Services

College CF Social Workers and Social Service Workers
Ontario Psychological Association

Ontario Health Record Association

Canadian Psychological Association

Association of Canadian Ergonomists

College of Nurses of Ontario

Registered Nurses Association of Ontario

Ontario Occupational Health Nurses Association
Ontario Case Managers Association
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+  Ontario Bar Association

o Industrial Trade Licenses (for the purpose of satisfying
job requirements)

*  Certified General Accountant

»  Certified Management Accountant

+ Canadian Society of Safety Engineers.
Yours truly,

Steve Jackson
VP, Human Resources
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Mr. Haty Goslin, President
Canadian. Union of Public Employees
Local 1750

5045 Orbitor Dr,

Building 12, Suite 202

Mississauga, Ontario

L4W 4Y$§

March 16, 2005
Dear Mr. Goslin:

This will confirm that the Employer will continue the following
programs during the lifetime of this Collective Agreement:

o Employee Educational Opportunities
o Fitness Incentive Program dated August I, 2001
o Employee Assistance Program

Yours truly,

Steve Jackson
VP, Human Resources
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Mr, Harry Goslin

President, Canadian Union of Public Employees
Local 1750

5045 Orbitor Dr.

Building 12, Suite202

Mississauga, Ontario

LAW 4Y5

March 16, 2005
Dear: Mr. Goslin
Re: Professional Duties
The employer agrees to ensure that the duties defined for the role
of regulated health care professionals at the WSIB such as Nurses

will not be inconsistentwith the scope of their role as defined by
the regulatory college or by the Regulated Health Professions Act.

Any employee who loses his/ her license or certificate of
competenceas a result of performing work required by the
WSIB will receive protection under Article 6 of the Collective
Agreement.

Yours truly,

Steve Jackson
VP, Human Resources
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Mr. Hary Goslin

President, Canadian Union of Public Employees
Local 1750

5045 Orbitor Dr.

Building £2, Suite 202

Mississauga, Ontario

LAW 4Y5

March 16, 2005
Dear: Mr. Goslin
RE : Tendering Benefit Plans
This will confirmthat the Employer will invite the Union to
participate in the tendering of the Benefit Plan in 2003. The Union
is also asked to participate in a process to meet with the Plan

Carrier to identify protocols for reporting out on the administration
of the WSIB benefit package.

Yours truly,

Steve Jackson
VP, Human Resources
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Mr. Harry Goslin

President, Canadian Union of Public Employees
Local {750

5045 Orbitor Dr,

Building 12, Suite 202

Mississauga, QiAo

1L4W 4Y5

March 16, 2005
Dear: Mr. Goslin
RE : Insurance Review
This will confirm that the Employer will secure a legal opinion

to help identify what automobile insurance employees require to
operate their vehicles in the course of employment.

An employee driving on WSIB business is required to possess a
valid driver’s licence and have a minimum of $1,000,000 public
liability insurance that would allow them to legally drive for
business purposes in any province(s) and/or state(s) in which they
will be required to travel.

The Employer and Union will meet to discuss the results of the
legal opinion and impacts, if any.

Yours truly,

Steve Jackson
VP, Human Resources
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Mr. Harry Goslin

President, Canadian Union of Public Employees
Local 1750

5045 Orbitor Dr,

Building 12, Suite 202

Mississauga, Ontario

LAW 4Y5

March 16, 2005
RE : Allowance for iMoving Days"

Dear: Mr. Goslin

Over the past number of years it has become an expectation of
employees that when they move between residences, that such time
away from work will not be automatically covered through the use
of an Attendance Credit(s) under Article {6.01(a) of the Collective
Agreement.

Should an employee request time off from work in order to

move between residences and in doing so request the use of an
attendance credit, such use of an attendance credit will not be
automatic but rather at the discretion of the Manager in accordance
with Article 16.01(b).

Yours truly,

Steve Jackson
VP, Human Resources
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Mr. Harry Goslin, President
Canadian Union of Public Employees
Local 1750

5045 Orbitor Dr.

Building 12, Suite 202

Mississauga, Ontario

LAW 4Y5

March 16, 2005
Dear Mr. Goslin:

RE: Regiprocal Agreements Regarding Transfer of Pension.
Credits

The Workplace Safety & Insurance Board has reciprocal Pension
agreements with the following:

1) Central Mortgage & Housing Corp.

2) Hospitals of Ontario Pension Plan

3) Ontario Teacher’s Superannuation Plan

4) The Government of Alberta Public Service Pension
Board

5) Public Service Superannuation Act (Federal)

6) Public Service Superannuation Act (Ontario)

7) Ontario Municipal Employee’s Retirement Board

These agreements provide for a transfer of funds in respect of
pensionable service.

We are also prepared to consider “ad hoc” arrangements
concerning transfers provided in the pertinent sections of the

Yours truly,

Steve Jackson
VP, Human Resources
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Letter Of Intent

Between:
Workplace Safety & Insurance Board
And
Canadian Union of Public Employees, Local 1750

Re: Article & Templates

The Article 5 template was created to help recognize knowledge,
skills and abilities obtained through employment at the WSIB. The
template is intended to credit internal work experiencein order to
help establish eligibility for internal job competitions.

To supportthe principle of recruitment from within the parties
agree to establish ajoint committee of two (2) Employer and two
(2) Union designatesto audit the Article 5 Templates and make
recommendationsfor enhancements.

The committeewill table recommendations for implementation no
later than spring of 2006.

Signed this 16th day of March 2005,
For the Employer: For the Union:

Steve Jackson Harry Goslin
VP, Human Resources President, CUPE Local {750
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Letter Of Intent

Between:
Workplace Safety & Insurance Board
And
Canadian Union of Public Employees, Local 1750

Re: Job Selection Repository

The parties agree to establish a joint committee of two (2)
Employer and two (2) Union designates to:

« Establish a repository of past work sample questions and/or
interview questions available to employees to research.
« Conductand provide research to identify possible best practice

“job selection techniques and tool” options.

The committee will table recommendations for implementation by
April 2006

Signed this 16th day of March 2005.
For the Employer: For the Union:

Steve Jackson Harry Goslin
VP, Human Resources President, CUPE Local 1750
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Letter Of Intent

Between:
Workplace Safety & Insurance Board
And

Canadian Union of Public Employees, Local 1750

Re: Developmental Opportunities

To promote internal development of skills essential to the success
of the business the parties agree to establish ajoint committee of
Employer and Union designates 1 develop approved voluntary
training and career development for employees.

The parties recognize that the accountability for employer
sponsored developmental opportunities and employee self
development is to be shared. In this spirit, the joint committee will
establish employer funded training opportunities to assist employee
career progression and will consider the following:

)]

2)

3)

4)

5)
6)

The program will commence with a focus to help
employees at or below salary grade 850 progress to
higher salary grades but will not be limited to this
SCope.

Participation in the program does not guarantee
promotion and employees may be asked to participate
in other programs.

This training is not a substitute for the Performance
Development program aimed at improving the
employee’s efficiency in their current position or in
making adjustments as a result of organizational or
technological change.

Normally this training will be offered during employer
paid time during the regular work day but may include
voluntary extended hours.

Training credit could be captured in Article 5 templates.
Developmental opportunities will be offered in order
of seniority to the interested permanent employees in
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awork location in which the training opportunity is

provided.
Signed this 16th day of March 2005.
For the Employer: For the Union:
Steve Jackson Harry Goslin

VP, Human Resources President, CUPE Local 1750
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Letter Of Intent

Between:
Workplace Safety & Insurance Board
And
Canadian Unien of Public Employees, Local 1750

Re: Travel and Business Expense Policy
The Employer and Union will designate representatives to engage

in acomplete review of the Travel and Business Expense Policy.

Upon completion of the review the committee will table
recommendations for implementation in the fall of 2005,

Signed this 16thday of March 2005.
For the Employer: For the Union:

Steve Jackson Harry Goslin
VP, Human Resources President, CUPE Local 1750
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Memorandum of Understanding

Between:
Workplace Safety & Insurance Board
And
Canadian Union of Public Employees, Local 1750

Re: Supplementary Employment Insurance Benefit (SEB)

The parties agree that it was not the intention of either party for
employees taking pregnancy leave followed immediately by
parental leave to lose income (inclusive of SEE)during the term
of this Collective Agreement when compared to income received
from the former SEE plan benefit.

In good faith and in the spirit of “interestbased relations”

the employer agrees to pay one time lump sum amounts (less
applicable deductions) to employees in BU jobs, who take
pregnancy leave followed immediately by parental leave. The
applicable lump sum amount will be paid to the employee at the
commencementof their leave period and will be in addition to any
other amounts available to them under the SEB provision within
the CollectiveAgreement,

It is further understood and agreed to by the parties that this Letter
of Understanding is only applicablefor the term of this Collective
Agreement and that at the conclusionof this current Collective
Agreement, the SEB benefit, unless negotiated differently, will not
include any lump sum payments.

The parties will agree to calculatethe SEB as done in the past.
Should the parties not successfullyagree to the lump sum amounts
can be resolved through the grievance process.

Signed this 16th day of March 2005,
For the Employer: For the Union:

Steve Jackson Harry Goslin
VP, Human Resources President, CUPE Local 1750
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- Letter Of Intent
Betweent
Workplace Safety & Insurance Board
And
Canadian Union of Public Employees, Local 1750

Re: Joint Job Evaluation

The Employer and Union will designate an equal number of
representatives to engage in a completereview of the Joint Job
Evaluation Program.

The parties will utilize the assistance of the CUPE National job
evaluation specialistto facilitate the process.

The program review will not necessitate a moratorium on jobs
currently under review or due for evaluation.

Upon completion of the review the committee will table
recommendations for implementationin the fall of 2006.

Signed this 16th day of March 2005,
For the Employer: For the Union:

Steve Jackson Harry Goslin
VP, Human Resources President, CUPE Local 1750
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Mr. Harry Goslin

President

Canadian Union of Public Employees
Local 1750

2600 Skymark Avenue

Unit 102, Building 4

Mississauga, Ontario

LAW 5B2

March 16, 2005

Dear Mr. Goslin:

This will confirm that, until the governance review of the WSIB
Employees’Pension Plan is completed and a new governance
structure is implemented, the Employer will ensure that the Union
has a voice in pension plan matters by facilitating the attendance
of 2 CUPE representativesat that portion of all meetings of the
Human Resources and Compensation Committee (*HRCC")
during which plan enhancements, governance, changesto
employer funding contribution rates or actuarial assumptionsare
discussed.

It is understood that the above issues will be discussed at HRCC in
advance of any final decisions by the Board of Directors. It is also

understood that any material received is confidential and must not

be disclosed without the consent of the employer.

The representatives who attend HRCC meetings will have a duty
to maintain the confidentiality of any information that they receive
as a result of their attendanceat HRCC. Each representativewill be
required to sign an “UndertakingWith Respect To Confidentiality”
before attending his or her first HRCC meeting.

Yours truly,

Steve Jackson
VP, Human Resources
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Memorandum of Agreement

Between:
Workplace Safety & Insurance Board
And
Canadian Union of Public Employees, Local 1750

Re: WSIB Employees’Pension Plan

The parties have agreed as follows:

During the term of this Collective Agreement, if the actuary
determines in the annual actuarial valuation of the WSIB
Employees’ Pension Plan (the “Plan”) for any year that the amount
of actuarial surplusin the pension fund is greater than $50,000,000
(fifty million dollars), the Employer agrees to meet with the Union
to discuss whether any of the surplus will be utilized and if so, how
it should be utilized.

Prior to the WSIB Board of Directors making a decision on
recommendations with respect to the above surplus, including the
implementation of any plan enhancements.or changes to employer
funding contribution rates, the Union will have the opportunity

to meet with and discuss the recommendationswith the Human
Resources and Compensation Committee of the WSIB Board of
Directors or with any successor to that Committee.

If the WSIB Board of Directorsapproves any amendments to the
Plan, the Employer will submit the proposed amendmentsto the
Minister of Labour and will exercise best efforts to ensure that

the amendments are taken forward for approval by the Lieutenant
Governor in Council, Once approved, the amended regulation will
be filed with the financial ServicesCommission of Ontarioand the
Canada Revenue Agency.

Signed this 16th day of March 2005,

For the Employer: For the Union:
Steve Jackson Harry Goslin
VP, Human Resources President, CUPE Local 1750
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Memorandum of Understanding

Between
The Workplace Safety and Insurance Board
And
Canadian Union of Public Employees, Local 1750

Re: Staffing of Special Project Work

The employer will meet with the union at least 30 days in advance
to discuss participation in “special projects”, including but not
limited to the purposes, duration, potential impacts to bargaining
unit employees, evaluation of the project and staffing requirements.

Where a steering and/or project committee is formed, the union
will be invited to participate. If such a committee is not formed, the
Employer will meet with the union to provide regular updates of
all aspectsof the project.

Staffing of temporary work in such “special projects” will be done
subject to the following provisions:

IL

1L

All such temporary positions will be deemed bargaining
unit positions, except where they are excluded under article
1 or any other agreement between the parties.

Such positions will be advertised through a formal posting,
which will outlinethe purpose of the temporary assignment,
its anticipated duration,and the knowledge skillsand
abilitiesrequired. Selection of candidates will be done in
accordance with article 5 of the Collective Agreement,
unless otherwise stated in this provision.

Notwithstanding the above, in special circumstances the
employermay need to reassign people (BU and NBU) into
such temporary project positions. Such situations shall

be discussed, with the interest of reaching agreement,

with CUPE in advance. At any given point in time, the
percentage of such temporary positions in special projects
filled through reassignment shall not exceed 30% (rounded
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V.

VI.

VIl

VIIL

X

up to the next higher full-time equivalent).

Thejob description for such temporary positions will be
titled “Subject Matter Expert”, a generic job description that
will be evaluated under the bargaining unitjob evaluation
plan. Participating employees from lower classified jobs
will receive pay differential to the resulting salary grade,
while employees from higher classifications will retain their
existing higher salary.

The employer will agree to pay to the union directly the
amount equivalent to the union dues for any NBU employee
who is reassigned to such a temporary position.

The duration of such project work will vary, however, will
not exceed 18 months. Any extension to, this time frame
must be discussed and agreed to by both the employer and
the union, and will not exceed 6 months.

Such temporary positions will be made available to all
employees, regardless of the location of need. Any related
travel expenses incurred by those travelling from another
office will be paid for by the employer, however, will

be capped at 6 months unless otherwise agreed to by the
parties.

At the conclusion of the temporary position all BU staff will
be guaranteed a right of return to their former job unless
Avticle 6 applies,

All staff who have filled such temporary positions within
projects will be provided with a performance review

at the conclusion of the project, which will outline the
competencies acquired during the project

Any permanent job changes arising from the project will be
dealt with according to the terms of Articles 1, 5 and 6.

Signed this 16th day of March 2005,
For the Employer: For the Union:

Steve Jackson Harry Goslin
Y P, Human Resources President, CUPE Local {750
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Mr. Harry Goslin

President, Canadian Union of Public Employees
Local 1750

5045 Orbitor Dr.,

Building 12, Suite 202

Mississauga, Ontario

LAW 4Y5

March 16, 2005
Dear: Mr. Goslin
RE : Process for determining Bilingual Requirements

This will confirm that the Employer will continue its current
practice for identifying bilingual requirements within the Services
Delivery Teams.

The Employer and Union will meet to discuss the potential of
extending this practice beyond service delivery team positions in
the future.

Yours truly,

Steve Jackson
VP, Human Resources



