
Between 

REGIONAL MUNICIPALI%Y OF 
WATERLOO 

- and - 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES 

LOCAL 1883 (Full-Time) 

A ril l ,  1996 to December 31,1998 1m iCE1VErn 



CUPE LOCAL 1883 

ARTICLE INDEX 

ARTICLE TITLE PAGE 

1 Purpose 1 

2 Recognition 1 

3 No Discrimination 3 

4 Check-off Union Dues 5 

5 Membership in the Union 6 

6 Management Rights 7 

7 No Strikes or Lockouts 9 

8 Seniority 10 

9 Job Vacancies . 20 

10 Correspondence 26 

11 Union Representation 27 

12 Grievance Procedure 30 

13 Discipline, Suspension and Discharge 33 

14 Arbitration 36 

15 Specified Holidays 38 

16 Vacation 42 

i 



ARTICLE m PAGE 

17 Leave ofAbsence (Union Leave, 
Personal Leave, Jury Duty or Witness, 
Bereavement Leave, Maternity, 
Parental,Adoption, Paternity Leave, 
and Prepaid Leave, Education Leave) 

Hours of Work, Schedules, Breaks and 
Reporting 57 

46 

18 

19 Premium Pay and Allowances 
(Overtime, Shift Premiums, Call-in, 
Stand-by Call, Meal Allowance, 

Absence From Work (Modified Duties) 66 

Temporary Assignments) 59 

20 

21 Safety 72 

22 Clothing 73 

23 Health &Welfare Benefits 78 

24 Copies of Agreement 88 

25 Bulletin Board 88 

26 Definitions of Employees 88 

27 Retirement Age 91 

28 SalariesNages - Car Allowance 91 

29 Federal and/or Provincial Job 
Creation Projects 92 

ii 



ARTICLE TITLE PAGE 

30 Workers’ Compensation 94 

31 Technological Change 96 

32 Performance Appraisal 97 

33 Term of Agreement 

APPENDICES 

A Wage Schedule 100 

B Clothing Order Form 112 

reprepaid Leave Policy 113 
C Memorandum of Understanding 

LETTERS OF UNDERSTANDLNG 

TITLE PAGE 

Changed Job v. New Job, (Article 9.07 b) 

Union Leave for President, Miscellaneous 

Joint Health & Safety Committees/Core 
Committee 130 

126 

128 

Occupational Health and Safety Act 132 

iii 



TITLE PAGE 

Workers’ Compensation Act 133 

Job Sharing Program 134 

Transfer ofAirport Jobs to CUPE 1883 142 

Temporary Full-Time Employees 
Employed Through SEEP Funding 144 

Temporary Vacancies 145 

Layoff/Bumping Committee 149 

Earned Vacation Time 151 

Implementation of Method of Determining 
Seniority for Employees with Same 
Length Seniority 154 

Ontario Works 155 

Flexible Hours of Work 156 

The Maintenance Process for Job 
EvaluationPay Equity Plan 159 

Seniority Rights/CCAC RW 167 

iv 



TOPICAL INDEX 

TITLE ARTICLE PAGE 

Absence From Work, 
(Modified Duties) 20 66 

Airport Jobs Letter . 142 

Arbitration 14 36 

Bulletin Board 25 88 

Check-off Union Dues 4 5 

Clothing 22,Appendix B 73,112 

Copies of Agreement 24 88 

Correspondence 10 26 

Definitions of Employees 26, Letter 88,144 

Discipline, Suspension 
and Discharge 13 33 

Earned Vacation Time Letter 151 

Federal and/or Provincial Job 
Creation Projects 29 92 

Flex Time Letter 156 

Grievance Procedure 12 30 

Health &Welfare Benefits 23 78 

V 



TITLE ARTICLE PAGE 

Hours of Work, Schedules, 
Breaks and Reporting 18 57 

Job Evaluation, Maintenance 
Process Letter 159 

Job Vacancies 9,  Letter 20,145 

Job Sharing Letter 134 

Leave ofAbsence, 
(Union Leave, Personal Leave, 
Jury Duty, Bereavement Leave, 
Maternity, Parental, Adoption, 
Paternity Leave, Prepaid Leave, 
Education Leave) 

17 &Appendix C & Letter 46,113,128 

Management Rights 6 7 

Membership in the Union 5 6 

No Discrimination 3 3 

No Strikes or Lockouts 7 9 

Ontario Works Letter 155 

Performance Appraisal 32 97 

Premium Pay and Allowances 
(Overtime, Shift Premiums, Call-in, 
Stand-by Call, Meal Allowance, 
Temporary Assignments) 19 59 

vi 



TITLE ARTICLE PAGE 

Purpose 1 1 

Recognition 2 1 

Retirement Age 27 91 

Safety 21 & Letters 72,130,132 
~ ~~ ~ 

Salariesmages - Car Allowance 
28 &Appendix A 91,100 

Seniority 8, Letters 10,149,154,167 

Specified Holidays 15 38 

Technological Change 31 96 

Term of Agreement 33 99 

Union Representation 11 27 

Vacation 16 42 

Workers’ Compensation 
30 & Letter 94,133 

Vii 



This Agreement made this 
10th day of March, 1997; 

between: 
The Regional Municipality of Waterloo 

(hereinafter called the “Region”) 
- and - 

The Canadian Union of Public Empioyees 
and its Local 1883 

(hereinafter called the “Union”) 

Article 1 - Pumose 
1.01 The general purpose of this Agreement is to 

establish and maintain collective bargaining 
relations between the Region and its employ- 
ees, and to provide means for the prompt and 
equitable disposition of grievances, and to 
establish and maintain mutually satisfactory 
working conditions, hours and wages for all 
employees who are subject to the provisions of 
this Agreement. 

Article 2 - RecoFnition 
2.01 The Region recognizes the Union as the exclu- 

sive bargaining agent of all office, clerical and 
technical employees of The Regional Munici- 
pality ofwaterloo as listed inAppendix“A”, save 
and except supervisors, persons above the rank 
of supervisor, persons regularly employed for 
not more than twenty-four (24 )  hours per 
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week, students employed during the school 
vacation periods or work terms and persons 
employed at Sunnyside home for the aged, 
Kitchener, and persons covered by the subsist- 
ing Collective Agreement between The Region- 
al unicipality of Waterloo and Ontario Nurses’ 
Association, Local 15. 

2.02 Without restricting its right to determine the 
methods by which municipal services are to be 
provided, the Region agrees that no permanent 
employee shall be laid off from work as a result 
of contracting out present work or services of 
a kind presently performed by its employees. 

2.03 No employee or group of employees shall 
undertake to represent the Union at meetings 
with the Employer without the proper autho- 
rization of the Union. 

2;04 Should the number of bargaining unit 
employees be reduced, the Region shall 
ensure that work that has been normally 
performed by the affected bargaining unit 
employees, shall not be transferred to 
managerial or supervisory personnel. 

2.05 Where the Region wishes to use volun- 
teers in functions and programs other 
than in the functions and programs as of 
December 31, 1996, their use and place- 
ment shall require the mutual agreement 
of the Region and the Union. 
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The Region shall provide the Union, upon 
request, with a listing of the total number 
of volunteers, their functions and their 
work locations. 

Article 3 - No Discrimination. 
3.01 The Region and the Union agree that there will 

be no discrimination, interference, restriction 
or coercion exercised or practised by the 
Region or by the Union or by any of their r e p  
resentatives with respect to any employees by 
reason of race, colour, age, sex, sexual orienta- 
tion, marital status, family status, ancestry, eth- 
nic origin, national origin, political or religious 
affiliation, nor by reason of membership or 
non-membership in a trade union. 

Workplace and Sexual Harassment 
3.02 Cases of alleged hawsment because of posi- 

tion, m e ,  ancestry, place of origin, colour, eth- 
nic origin, citizenship, creed, sex, gender, s e n -  
al orientation, age, record of offenses, marital or 
family status, and disability, will be considered 
as discrimination and shall be eligible to be 
processed as grievances under the grievance 
procedure. 
Sexual harassment shall be defined as any sex- 
ually oriented practice that undermines an 
employee’s health, self-esteem, job perfor- 
mance or workplace relationships or endan- 

a) 
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gers an employee’s employment status or 
potential. Sexual harassment may include, but 
not be limited to: 

- unwanted touching 
- suggestive remarks or verbal abuse 
- suggestive gestures or staring 
- compromising invitations 
- requests or demands for sexual favours 
- physical assault 
- derogatory or degrading remarks directed 

towards members of one gender or one 
sexual preference group 

Note: Normal workplace banter may not necessarily 
be construed as sexual harassment. 
Where the alleged harasser is the person who 
would deal with the grievance, the grievance 
shall automatically go forward to the alleged 
harasser’s supervisor. 
An employee shall, at all times, retain their right 
to lodge a complaint under the Ontario Human 
Rights Code (1981). In the event the employee 
lodges a formal complaint under the Human 
Rights Code, the grievance procedure shall be 
discontinued immediately. 
The Region agrees that the information and 
training regarding sexual harassment is essen- 
tial and will undertake to work jointly with the 
Union on all training and information mea- 
sures. The Region agrees to make all Region 
employees aware that violations of this article 
will be subject to disciplinary action. 



3.03 No employee shall be permitted or required to 
make a verbal or written agreement with the 
Region or its representatives which might con- 
flict with the terms of this Agreement. 

Article 4 - Check Off Union Dues 
There shall be a compulsory check-off of union 
dues from all persons who are employees of 
the Region to which this Agreement applies. 
The amount to be deducted shall be such sum 
as may from time to time be assessed by the 
Union on its members according to its consti- 
tution and by-laws. The Region shall be notified 
in writing sixty (60) calendar days prior to any 
required change in deductible assessments. 
Such deductions will be made every pay day by 
the Region and shall be forwarded to the Trea- 
surer of the Union not later than the 15th day 
of the month following the month in which 
deductions were made, accompanied by a list 
of all employees from whose wages the deduc- 
tions have been made, and indicating the hours 
worked for each reported employee. The list- 
ing will also identify employees who are 
on leave of absence. A copy of the list shall 
be sent to the national headquarters of the 
Canadian Union of Public Employees for new 
employees such deductions shall commence in 
the first full bi-weekly pay period immediately 
following the date on which the employee is 

4.01 

4.02 
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hired. The amount deducted shall not include 
special assessment or levies of any kind. 
It is understood that refusal by the Union to 
accept an employee as a member or to contin- 
ue an employee’s membership or refusal of an 
employee to join or continue membership in 
the Union will not be cause for dismissal by the 
Region. 

4.04 The Union shall i n d e m n e  and save the Region 
harmless with respect to all dues so deducted 
and remitted. 
Deductions will not be made from any employ- 
ee’s bi-weekly pay cheque either immediately 
or retroactively unless the employee receives 
at least one (1) normal day’s pay in the pay 
period. 

4.06 The Region will include the amount of 
union dues deducted from employees, on 
the T-4 Slips. 

4.03 

4.05 

Article 5 - Membershb In The Union 
5.01 All employees of the Region as outlined inArti- 

cle 2 ,  shall be eligible for union membership on 
a voluntary basis. 

The Region agrees to acquaint new employees 
with the fact that a Union Agreement is in 
effect. New employees shall be presented with 
a copy of this Agreement. 

5.02 
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5.03 It  is further agreed that the Region will notify 
the Union Secretary in writing, once each 
month, of the names and classifications and 
locations of all new employees hired, includ- 
ing persons hired for Job Creation Pro- 
grams and all employees terminated or pro- 
moted out of the unit the previous month who 
are subject to this Agreement. A representative 
of the Union shall be given an opportunity to 
interview each new employee within regular 
working hours and without loss of pay for a 
maximum of fifteen (15) minutes within twen- 
ty-one (21) calendar days of the Union’s notifi- 
cation of their employment, with such time at 
the discretion of the supervisor, for the pur- 
pose of discussing with the new employee the 
benefits and duties of union membership. 

Article 6 - ManaPement Riphts 
6.01 The Union recognizes the right of the Region 

to: 
operate and manage its business in all aspects 
in accordance with its responsibilities and the 
right, powers and functions conferred upon 
the Region by statutes and/or bylaws of the 
Region; 
maintain order, discipline and efficiency and, in 
connection therewith to make, alter, and 
enforce from time to time reasonable rules and 
regulations, policies and practices to be 

a) 

b) 
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observed by its employees. The Region recog- 
nizes that the foregoing is subject to such pro- 
cedures, regulations and/or restrictions govern- 
ing the exercise of these rights as are expressly 
provided in this Agreement and subject to the 
right of the employee(s) concerned to lodge a 
grievance in the manner and extent herein pro- 
vided; 
select, hire, discipline, discharge, transfer, assign 
to shifts, schedule overtime, promote, demote, 
classify, layoff, recall, suspend and retire 
employees, and select employees for positions 
excluded from the bargaining unit, provided 
that no employee shall be transferred out of 
the bargaining unit against the employee’s 
wishes, and further provided that a claim of dis- 
criminatory promotion, demotion, transfer, clas- 
sification, discipline or suspension, or a claim 
by any employee of discharge without cause, 
may become the subject of a grievance and be 
dealt with as herein provided; 
direct the working forces, the right to plan, 
direct and control the operations of the 
Region, the right to introduce new and 
improved methods and facilities, the equip- 
ment, the amount of supervision of personnel 
necessary, the number of employees to be 
employed, the work schedules, the establish- 
ment of standards of quality, the extent of the 
Region’s operations and the increase or 
decrease in employment arising therefrom, the 

c) 

d) 
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e> 

6.02 

7.01 

sole and exclusive jurisdiction over all opera- 
tions, buildings, machinery, equipment and 
tools. If a decrease in employment as stated 
herein becomes necessary, the Region will 
endeavour to transfer the affected employee(s) 
to another vacant union position(s) in the 
Region in consultation with the Union; 
management rights will be exercised in a fair 
and equitable manner. When any union mem- 
ber is to be displaced due to the exercise of 
management rights, the Union will be advised 
of the action taken. 
The Region agrees to give as much advance 
notice as is reasonably possible of any assump 
tion of work previously done by an area munic- 
ipality or government agencies, or transfer of 
work done by the Region to an area municipal- 
ity affecting employees in the unit and will, if 
so requested, meet with the union committee 
to discuss the change. At least thirty (30) cal- 
endar days notice will be given of any such 
change or assumption which displaces an exist- 
ing employee. 

Article 7 - No Strikes Or Lockouts 
The Region and the Union agree to follow pro- 
cedures as outlined in this Agreement. The 
Union agrees that during the life of the Agree- 
ment there will be no strikes, picketing, sit- 
down, slowdown or stoppage of work either 
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complete or partial, or any other interference 
with the operation of the Region, for any rea- 
son, by the employees. The Region and its Offi- 
cers who are in positions of authority agree 
that no means prejudicial to the employees or 
any of them will be exercised and there will be 
no lockouts of employees for the duration of 
this Agreement. 
The parties hereto mutually agree that this 
Agreement is subject to the rules of practice 
and procedure and regulations of the Labour 
Relations Act of the Province of Ontario. 

7.02 

Article 8 - Senioritv 

Probationary Period 
8.01 
a) Employees shall be probationary employees 

until they have been continuously employed 
by the Employer for five ( 5 )  continuous 
months or for one hundred (100) actual days 
worked inclusive of any specified holidays 
whichever is the greater. Upon completion of 
the probationary period the employees’ names 
shall be placed on the seniority list and their 
seniority shall be based on their date of last 
hire. The discharge or discipline of employees 
during their probationary period shall not be 
subject to the grievance or arbitration proce- 
dures. Employees who have not completed 
their probationary period may be discharged at 



the sole discretion of the Employer. 
The probationary period can be extended by 
mutual agreement in writing between the 
Region, the Union, and the affected employee. 
Temporary full-time employees who are suc- 
cessful to a posted full-time position will have 
one-half of their accumulated temporary time 
acquired since their last starting date deducted 
from their probation period. Seniority shall be 
retro-active to the last date of hire. 

b) 

c) 

Emplovee Movement Between Unions 

d) When a Regional employee who does not 
come under the scope of Local 1883, obtains a 
position under the scope of Local 1883 with- 
out interruption of continuous full-time ser- 
vice, the employee will serve a probationary 
period of exactly one-half (1/2) of the proba- 
tionary period established in article 8.01 a) 
above. 
Seniority will not be obtained until after satis- 
factory completion of the probationary period 
and dated back to the date of last coming under 
the scope of Local 1883. If the employee had 
not completed the probationary period in the 
previous position, then the unused portion will 
be added on to the one-half (1/2) period indi- 
cated above, however, the combined total shall 
not exceed the probationary period estab- 
lished in the current Collective Agreement. 
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This does not apply to an employee to whom 
article 8.07 or article 8.08 of the 1981-82Agree- 
ment applies. 

8.02 The Region shall maintain a seniority list show- 
ing the date upon which each permanent full 
time employee’s continuous service with the 
Region commenced from the employee’s last 
starting date. An up-to-date copy of this list will 
be given to the Union twice each year and a 
copy posted on all approved bulletin boards. 
Employees have thirty (30) calendar days from 
the date on the seniority list to norify the 
Assistant CAO, Human Resources or desig- 
nate in writing, of any errors, etc, or changes or 
additions, noted since the previously posted 
list. 

Seniority shall operate and govern on a bar- 
gaining unit wide basis except as otherwise 
provided in the Collective Agreement. 
Seniority for layoff, recall from layoff and for all 
posted positions shall be on a bargaining unit 
wide basis. 
Seniority will apply provided that the senior 
employee already possesses the necessary 
skills, qualifications, abilities and competence 
to perform the work available, as well as or bet- 
ter than a less senior employee. An unsuccess- 
ful senior applicant, if the senior applicant so 
requests of the Assistant CAO, H u m a n  
Resources or designate, in writing, will receive 

8.03 
a) 

b) 

c) 
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a written explanation of the choice made, pro- 
vided the written request is actually received in 
the Human Resources Department, within five 
( 5 )  working days from the date the employee is 
notified of being unsuccessful. 

In the event of layoff, a layoff shall 
occur in reverse order of seniority by 
position. Position shall be defined as 
the position title as set out in Appen- 
dix "A" of the Collective Agreement. 
The least senior employee in the 
affected position shall be the first laid 
off. In the event of a recall the most 
senior person remaining on layoff 
shall be the first recalled; provided 
they possess the necessary skills, qual- 
ifications, abilities and competence to 
perform the work available without 
training, other than a familiarization 
period of no longer than five ( 5 )  work- 

An employee subject to layoff shall be per- 
mitted to bump into the position of any 
employee who has lesser bargaining unit 
seniority and who is the least senior 
employee in the position, the laid off 
employee is seeking to bump into. 
The bumping employee must already pos- 
sess the necessary skills, qualifications, abil- 
ities and competence to perform the work 
available without training other than a 

ing days. 
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famLLiariza tion period of no longer 
than five ( 5 )  working days. 

iii) In the event of a permanent layoff, as 
defined in the Employment Standards Act, 
laid off employees must exercise their 
bumping rights as soon as possible but in 
any event within five ( 5 )  working days 
from the date they are notified of the layoff. 
Any other employees so bumped must 
exercise their bumping rights within five 
( 5 )  working days of their being bumped, 
and so on, on a five ( 5 )  working day maxi- 
mum basis for each involved employee. 

iv) In the event of a temporary layoff as 
defined in the Employment Standards Act, 
employees to be laid off will receive a three 
(3) working day period of notice. On the 
third day of the notice period, all employ- 
ees must speclfy the position they wish to 
bump into, and these, plus all resulting 
bumps must be completed by the end of 
the third working day. 

In order that the operations of the Union will 
not become disorganized when layoffs are 
being made, members of the local executive 
board i.e. - President,Vice-Presidents, Secretary, 
Treasurer, and Grievance Chairperson shall 
be the last persons laid off during their term of 
office, as long as full-time work, for which they 
already possess the necessary skills, qualifica- 
tions, abilities and competence to perform the 

e) 
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work available without training, other than 
a familhim tion period of no longer than 
five ( 5 )  working days, at their own, or at a 
lower wage level, is available. 
In the case of a change in the local executive 
board during a layoff, notice in writing of the 
change shall be given to the Region forthwith 
and the Region shall have five ( 5 )  working days 
from receipt of the notification in writing with- 
in which to make any changes necessary to 
apply this Clause to the new local executive 
board and to terminate its application to the 
person(s) dropped from the executive board. 
If any notice to any person being laid off in 
consequence is required by law, the period of 
notice will be in addition to the five (5 )  work- 
ing days, and layoff(s) and fecal&) will not be 
effective until the expiry of the notice period 
required by law. 

f) The Region will give the Union as much 
advance notice as is reasonably possible, but 
not less than thirty (30) days, of any layoff 
affecting members of the bargaining unit. The 
Region shall meet with the Union to discuss 
the impact of any proposed layoffs. 

8.04 AU permanent employees attaining 
seniority in CUPE 1883 shall be assigned a 
computer generated random number 
(CGRN) at the time of hire, and shall be 
advised of that number and it shall be 
recorded in their employee file in Human 
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Resources and on the seniority list. Tem- 
porary employees shall be given an CGRN 
at the time they acquire seniority. 
Where two or more employees have the 
same length of seniority, their order of 
seniority, relative to each other, shall be 
determined by reference to their comput- 
er generated random number. A lower 
number shall mean the employee with 
that number is senior to all employees 
with a higher random number. 
The computer generated random number 
(CGRN) shall be used solely for the pur- 
pose of determining the relative order of 
seniority of employees with the same 
length or service of seniority date and for 
no other purpose. 
For further clarity, the parties co&m 
that the CGRN is irrelevant with respect to 
the comparative seniority of employees 
who do not share the same length of 
seniority or seniority date. 
Subject to Clause 8.06, if permanent full-time 

employees are absent from work because of 
layoff or authorized leave of absence, they shall 
not lose seniority, but shall not acquire seniori- 
ty after the first thirty (30) calendar days of 
such layoff or authorized leave of absence. 
Employees absent from work on sick leave due 
to illness or accident, will continue to accumu- 
late seniority until clause 8.06 applies. 

8.05 



Seniority status once acquired by permanent 
full-time employees will be lost and their 
names removed from the seniority list and their 
employment terminated for any of the follow- 
ing reasons: 
voluntary resignation; 
discharge for cause not reversed through oper- 
ation of the grievance procedure; 
continuous nonemployment, including layoff, 
but not including sickness, accident or autho- 
rized leave of absence for a period of time 
equal to the length of seniority at the time of 
lay off or for a period of twenty-four (24) 
months; whichever is lesser; 
failure to signify intention to return to work 
after recall from layoff within three (3) work- 
ing days following proper notification by the 
Region by registered or certified mail sent to 
the employee at the last address provided by 
the employee to the Human Resources Depart- 
ment, or failure to return to work after an addi- 
tional three (3) working days following such 
notification. 

Footnote: The intent of this Clause is a follows: 

i) the registered or certified notification shall 
be deemed to be received on the third cal- 
endar day after the date of mailing; 

ii) the laid off employee has three working 
days to notify the employer of the employ- 
ee’s intentions; 
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iii) an employee who has complied with ii) 
above will have a further three (3)  working 
days from the expiry of the time period in 
ii) above to return to duty. 

Employees notifying the Region within the 
three (3)  working days referred to in ii) above, 
that they are unable to return to work within 
the prescribed time for a legitimate reason 
acceptable to the Region, will not have their 
name struck from the seniority list. Their 
name, however, may be passed over and the 
next in line in seniority may be recalled. 
These time limitations may be extended in 
writing for valid reasons such as sickness certi- 
fied by a doctor’s certificate, death in the imme- 
diate family, accident, and other legitimate rea- 
sons acceptable to the Region; 
absence from work without an excuse accept- 
able to the Region for a period of more than 
three (3) consecutive working days. 

. e )  

Promotion or Transfer to Positions Outside the 
Bargainin? Unit for up to 60 davs 
8.07 
a) The promotion or transfer of employees to 

positions outside the bargaining unit but with- 
in the Region’s employment is not covered by 
this Agreement, and shall not be subject to the 
terms of this Agreement except that such 
employees will retain their seniority after pro- 
motion or transfer, for up to sixty (60) days and 
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if demoted or transferred for any reason to a 
position which is subject to this Agreement 
such employee shall be given the seniority 
credit they had at the time of the promotion or 
transfer outside of the bargaining unit provided 
such promotion, demotion, or transfer is within 
the s i x t y  (60) days specified above. . 

Temmraw Assienment to Non-Barpainhp Unit 
Positions in Excess of 60 Days 
b) Any temporary assignment of a bargaining unit 

member to a non-bargaining unit position in 
excess of sixty (60) days shall require the prior 
mutual agreement of the parties in writing. 
Such employees will be given their seniority 
credit they had at the time of the transfer upon 
their return to the bargaining unit. Existing 
employees in this situation to be grand 
fathered. 

Emdovee Transfers Between Repion CUPE 
Locals 

c) A n  employee belonging to Local 1883 who 
transfers to Local 1656, then returns to 
Local 1883, shall be given all earned 
seniority credits for past service accrued 
in Locd 1883. 

Former Emdovees Rehired bv the Reyion 

d) Where employees with previous service 
with the Region are rehired by the Region 
they will be treated in all respects as a 
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new employee with seniority dating back 
to their most recent date of hire. 

8.08 The seniority dates of employees in area 
municipalities, boards or commissions which 
have been or will be assumed by the Region 
and come within the jurisdiction of this Col- 
lective Agreement will be placed in a chrono- 
logical position that recognizes the former ser- 
vice on a combined list of employees forming 
the total seniority list. 
If an employee has resigned in writing without 
advance notice and has not revoked the resig- 
nation within three (3) consecutive working 
days following the date of the letter of resigna- 
tion, the resignation shall stand and be final. 
The Union shall be notified in writing as soon 
as possible of any such revocation of a resigna- 
tion. 

8.09 

Article 9 - Tob Vacancies 
9.01 
a) The Region will post for five ( 5 )  working days 

a notice of a vacant position showing the 
department and type of position, any required 
knowledge and/or education, qualifications, 
ability and skil ls, shift, wage rate and whether 
an automobile is required, and will endeavour 
to show location for the initial assignment, in 
order that permanent full-time employees 
other than probationary, part-time or tempo- 
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rary employees may have the opportunity of 
making written application to the Assistant 
CAO, Human Resources or designate for 
such positions. Such application must be 
signed and delivered to the Human Resources 
Department on or before the date specified in 
the posting. 
No employee outside the bargaining unit will 
be hired until consideration of laid off employ- 
ees is given. 
Subsequent to interviewing qualified bargain- 
ing unit employees for vacancies, other quali- 
fied Regional applicants will be considered in 
the following sequence: 

i> 

i i) 

probationary and temporary employees 
(CUPE local 1883) 

other Regional employees - External appli- 
cants or advertising for external applicants 
shall not be considered until management 
has determined the applicants from within 
the bargaining unit do  not meet the 
requirements of the job vacancy. 

Employees who are successful in their applica- 
tion for a job posting in accordance with the 
provisions in this Collective Agreement, can 
only get an extension of whatever start date is 
required by the Region if the employee makes 
a written request to the Assistant CAO, 
Human Resources, or designate, stating rea- 
sons that in the opinion of the Region are 
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acceptable. A written reply will be given to the 
employee. Any extension granted will not 
exceed a once only maximum period of thirty 
(30) calendar days under any circumstances. 

Temporary vacancies, such as those caused by 
an employee’s absence owing to accident, 
injury, illness, sickness, vacation, leaves of 
absence and temporary transfer known to be 
of three (3) month duration or more shall be 
posted as per 9.01 a). 
It is understood that returning employees will 
have the right to their position previously held 
(provided the position has not been eliminat- 
ed), but must already possess the necessary 
skills, qualifications, abilities and competence 
to immediately perform the work required and 
the permanent full-time employee currently in 
that position regardless of possible greater 
seniority, will either take any available vacancy 
in the bargaining unit that they can immediate- 
ly perform, or return to their former position or 
exercise their seniority by taking the position 
of the least senior employee whose jobs they 
can immediately perform. Such displaced 
employee will be laid off with at least fifteen 
(15) calendar days of notice, subject to the pro- 
viso that if the returning employee is the least 
senior employee they shall be laid off. The laid 
off employee is subject to clause 8.06 c). 

9.03 
a) 

b) 
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9.04 Nothing in this Article shall be construed as 
restricting the right of the Region to temporar- 
ily assign an employee to a job which qualifies 
for posting for a period not exceeding sixty 
(60) calendar days, until a new person can be 
selected. 
The foregoing applies to internal posthigs only. 
If the employer is seeking applicants from 
another source, the Employer may ternpomrily 
assign an employee for a period not to exceed 
six (6 )  continuous months or nine (9) continu- 
ous months, respectively, where the temporary 
vacancy is created by concurrent pregnancy 
and parental leaves. 

9.05 
a) i) In the event successful applicants wish to 

return to their former position within a 
period of up to fifty (50) working days or 
prove unsatisfactory to the Region during 
the trial period of up to fifty (50) working 
days or such longer period as may be mutu- 
ally agreed upon in writing between the 
Assistant CAO, Human Resources, or 
designate, and the Union, they shall be 
returned to their former position without 
loss of seniority. Any other employee pro- 
moted or transferred as a result of the re- 
arrangement of jobs, shall be returned to 
their former position without loss of 
seniority. 

ii) In the event that an employee during the 
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trial period is returned to the former posi- 
tion held and such position (or other posi- 
tions if other employees were moved as a 
result of the original position change) is 
filled by a new employee, the new employ- 
ee witl either be laid off until a suitable 
position becomes available, or for thirty 
(30) calendar days, whichever is the lesser, 
at which time the newly hired employee 
will be terminated if no suitable position is 
available. 

It  is agreed that successful applicants of the job 
bidding procedure who apply for another post- 
ed position within nine (9) months of the date 
of the official notification of their existing posi- 
tion may be considered at the employer's 
option. 
The Region agrees to post on all approved bul- 
letin boards the outcome of all job postings 
within, when possible, ten (IO) working days of 
the expiration date of the posting. The Region 
will endeavour, within thirty (30) worlung days 
of a position becoming vacant, to not@ the 
Union in writing if the vacancy is not to be 
filled. 

In the event that a new position is decided 
upon by the Region as necessary to its opera- 
tion, then the job description, the title and the 
salary rate shall be first determined upon by 
the Region. The Region shall, within ten (10) 

b) 

9.06 

9.07 
a) 
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working days after the above, notify the Union 
by registered, certified or hand delivered mail 
of the action taken. The new position and clas- 
sification will be deemed to have become a 
modification of Appendix “A” of this Agreement 
and added to the job descriptions manual. Six 
(6) months after the job has been Nled, the 
Maintenance Review Committee shall re-evalu- 
ate the position in accordance with the Job 
EvaluationPay Equity Plan. 
In the event that a changed job description or 
classification is decided upon by the Region as 
necessary to its operation, the position will be 
rated in accordance with the Job Evaluation/ 
Pay Equity Plan. The criteria for determin- 
ing whether or not a changed job descrip- 
tion or classification results in a “new job” 
or “changed job” is set out in the Letter of 
Understanding on page 6129 attached to 
this Agreement. 
Any change in the rating of a position that 

results in a change in grade and a change in the 
salary assigned to the job as a result of a review 
by the Maintenance Review Committee, will 
apply to the individual incumbent in accor- 
dance with the Job Evaluation/Pay Equity Plan. 

Job descriptions that have not been reviewed 
by the Maintenance Review Committee within 
five (5) years of the original tating shall be 
reviewed by the Maintenance Review Commit- 

b) 

c) 

9.08 
a) 
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tee. Such reviews shall be conducted every 
five ( 5 )  years. 
Such job descriptions shall include title or clas- 
sification, job purposes/duties and responsibili- 
ties/accountabilities, job grade and required 
knowledge and/or education, qualifications, 
ability and skills, contacts, working conditions, 
shift, wage rate, job title to whom the position 
reports and whether an automobile is required. 
A complete manual of all job descriptions will 
be provided to the Union and will be updated 
as required. This manual will be printed and 
issued to the Secretary of the Union. 
Employees going on approved leave of any 
kind may provide a written list of preferred 
positions identified by title to the Human 
Resources Department. Such list shall consti- 
tute an application for such positions. 

b) 

c) 

d) 

Article 10 - CorresDondence 
10.01 All correspondence between the parties aris- 

ing out of this Agreement or incidental thereto, 
shall pass to and from the Director, Human 
Resources Services of the Region, and the 
President and Recording Secretary of the local 
Union, with a copy to the Canadian Union of 
Public Employees, 1120 Victoria Street North, 
#204, Kitchener, Ontario, N2B 3T2. 
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Article 11 - Union Reuresentation 

The Region agrees to recognize the following 
representatives of the Union: 

11-01 
a) 

a bargaining committee consisting of the 
President plus not more than five ( 5 )  
employees; 

a Grievance Committee of not more than 
four (4)  employees; 

iii) nineteen (19) stewards, including two stew 
ards at large, as outlined below: 

# of Stewards Division 

2 

1 
1 

Stewards at large 
Community Health 

Inspection 
Clerical 

Engineering 
Engineering (7th FI-Admin Bldg) 

Traffic (7th F1-Admin Bldg) 
Regional Laboratory 

Social Services 
Waterloo 

Cambridge 
Home Care (Cambridge) 

Home Care (Waterloo) 
Day Care & Home Day Care (Cmb) 
Day Care & Home Day Care Woo) 
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Finance 
1 Finance (4th Fir -Admin Bldg) 

Planning & Culture 
1 Doon & J. Schneider Haus 
1 Library 
1 Planning & Info. Systems (5thFlr.Admin Bldg) 

Comorate Resources 
1 Clerks & Graphics & Licencing 

(2nd Floor,Admin) 
Legal (3rd Floor,Admin) 

Facilities (5th Floor,Admin) 

Note: The number of stewards and the departments 
within which they are recognized may be 
changed at any time by mutual consent of the 
parties in writing. 
The Union shall provide the Region with a list 
of such representatives and shall keep such list 
up to date. 

11.02 Probationary, part-time or temporary full-time 
employees shall not be eligible to serve as 
stewards or union committee members. 

11.03 The Union shall have the right at any time to 
have the assistance of a Representative of the 
Canadian Union of Public Employees who, after 
obtaining permission, shall have access to the 
Region’s premises in order to investigate or 
assist in a settlement of any matter arising out 
of this agreement. Permission will be request- 

b) 
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ed of the Director, Human Resources Ser- 
vices, and such permission will not be unrea- 
sonably withheld. 

11.04 The Union acknowledges that the stewards and 
the committee members from among the 
employees will be required to efficiently per- 
form their regular duties on behalf of the 
Region and that such employees will not leave 
their regular duties without first obtaining per- 
mission from their. immediate supervisor to 
leave such regular duties, and obtaining per- 
mission from the supervisor of the division to 
which they wish to go and assist, and will 
report back to their immediate supervisor 
upon resuming their regular duties. In accor- 
dance with this understanding, representatives 
of the Union who are granted time off during 
their regular work period to adjust a grievance 
or possible grievance, or meet with Regional 
representatives on union business, shall be paid 
for such time at their regular rate, the com- 
bined total of which shall not exceed their reg 
ular daily hours of work. 

11.05 Meetings of a Union Committee, comprised of 
not more than six (6)  employees, and the 
Region may be held as required at times to be 
mutually arranged, but not normally more often 
than once a month. The party requesting the 
meeting shall make a request in writing and 
shall at the same time advise the other party of 
the matters it wishes to discuss. It is agreed 



that such meetings are for the purpose only of 
discussing matters of mutual interest and for 
the free exchange of information. It is not the 
intent of this provision to replace or circum- 
vent the grievance procedure contained in this 
Collective Agreement. 

Article 12 - Grievance Procedure 
12.01 It is the mutual desire of the parties that 

employee complaints be adjusted as quickly as 
possible. An employee, or the employee’s 
representative, who has a complaint may 
request a meeting with their supervisor. 
They may be accompanied by a union rep- 
resentative. In the event the complaint con- 
cerns a posting, the complaint shall be dis- 
cussed with the Supervisor making the hiring 
decision. 

If the complaint is not resolved, the area 
steward may present a grievance, in writ- 
ing, to the grievor’s immediate supervisor 
no later than 10 working days from the 
date of the incident giving rise to the 
grievance. A copy of the grievance will be 
sent to Human Resources. 
The written grievance, signed by the aggrieved 
employee and/or the union representative, 
must contain the nature of the grievance, the 
remedy sought and the section or sections of 
the Agreement which are alleged to have been 



violated. The parties agree that the carriage of 
the grievance remains with the Union. 

A meeting will be held within fifteen (15) 
working days from the date of receipt of 
the grievance. The meeting will include 
the appropriate management and union 
representatives. A decision shall be deliv- 
ered, in writing, to the Chairperson of the 
Grievance Committee, within five ( 5 )  
working days from the date on which the 
meeting was held. 

12.02 The Region may, at its discretion refuse to con- 
sider a grievance, or having considered it, 
refuse to agree to the arbitration of any matter, 
the alleged circumstances of which occurred 
more than ten (10) working days prior to the 
filing of the grievance in writing. 

Poliq/Union/Manapement Grievance 
12.03 Any difference arising directly between the 

Region and the Union involving the interpreta- 
tion, application or alleged violation of this 
Agreement, may be submitted in writing as a 
grievance by either party, to either the Direc- 
tor, Human Resources Services, or the 
Grievance Chairperson, and dealt with as a 
grievance as outlined in Article 12.01. 

Any grievance by the Region or the Union as 
provided in this paragraph, shall be com- 
menced within thirty-five ( 3 5 )  calender days of 
the date of occurrence. No grievance shall be 
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presented in writing, which an employee or a 
group of employees could normally process as 
an individual employee grievance, or a griev- 
ance of a group of employees. 

12.04 Failing settlement under the foregoing proce- 
dure of any grievance between the parties, aris- 
ing from the interpretation, application, or 
alleged violation of this Agreement, including 
any question as to whether the matter is arbi- 
trable, such grievance may be submitted to 
arbitration as set forth in the arbitration provi- 
sions of this Collective Agreement. 
If no written request for arbitration is received 
by the Director, Human Resources Services, 
or designate within fifteen (1 5 )  working days 
after the decision is given, it shall be deemed to 
have been settled and not eligible for arbitra- 
tion. 

The parties, upon mutual consent, can 
request the services of a grievance media- 
tor and/or the Assistant CA0 and the 
C.U.P.E. National Representative, in 
attempting to resolve the grievance prior 
to arbitration. 

12.05 It is agreed that grievances and replies to griev- 
ances shall be in writing. A grievance that has 
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been settled by the Union during the griev- 
ance procedure cannot be subsequently 
processed by the Union to arbitration. 

12.06 AU agreements reached under the grievance 
procedure between the representatives of the 
Region and the representative(s) of the Union 
will be final and binding upon the Re’gion and 
Union and the grieving employee(s). 

12.07 No adjustment affected under the grievance 
procedure or arbitration procedure shall be 
made retroactive prior to the date of the occur- 
rence which resulted in the grievance being 
filed. This Clause shall not prevent the adjust- 
ment of pay caused by clerical errors in com- 
putation. 

12.08 Working day as used in this Article and the dis- 
charge article of this Collective Agreement shall 
mean a day other than Saturday, Sunday or a 
specified paid holiday. 

12.09 The time limits fixed in both the grievance and 
the arbitration procedures, may be extended 
only by mutual consent in writing of the par- 
ties to this Agreement. 

Article 13 - Discipline. Suspension & Discharge 
13.01 
a) An employee shall be accompanied by a union 

representative at any meetings at which warn- 
ings, suspensions, or discharge will be dis- 
cussed. 
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b) Notice of the discharge or suspension shall be 
forwarded to the employee by registered or 
certified mail to the last known address on file 
with the Human Resources Department, or 
hand delivered, with a copy to the Union Sec- 
retary. In cases where an employee is dis- 
charged verbally, the above notification will still 
be sent to the employee for verification pur- 
poses. 
The Region and the Union agree that dis- 
cipline given to an employee is intended 
to be corrective in nature and not puni- 
tive. N o  disciplinary document shall be placed 
in the employee’s file which has not first been 
shown and a copy given to the employee. An 
employee shall have the right to have access to 
and review their personnel Ne. The employee 
shall have the right to respond to any docu- 
ment in the personnel file, and such reply shall 
be part of the personnel file. 

d) Discipline shall be removed from the 
employee’s file in accordance with the fol- 

i) A verbal warning shall be removed 
from the employee’s file 6 months 
f rom the date of issue, provided the 
employee has received no other verbal 
warnings during this period. If there 
is any verbal warning during the 6 
month period, the prior verbal warn- 
ing shall remain on the employee’s file 

c) 

lowing: 
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for the duration of the 6 months per- 
taining to the new discipline. 

ii) A written warning shall be removed 
from the employee’s file 12 months 
from the date of issue, provided the 
employee has received no other writ- 
ten warnings during this period. If 
there is another written warning dur- 
ing the 12 month period, the prior 
written warning shall remain on the 
employee’s file for the duration of the 
12 months pertaining to the new disci- 
pline. 

iii) A suspension of 2 days or less shall be 
removed from the employee’s file 18 
months from the date of issue, provid- 
ed the employee has received no other 
susperisions during this period. If 
there is another suspension during the 
18 month period, the prior suspension 
shall remain on the employee’s file for 
the duration of the period pertaining 
to the new discipline. 

iv) A suspension of 3 days or more shall 
be removed from the employee’s file 
24 months from the date of issue, pro- 
vided the employee has received no 
other suspensions during this period. 
If there is another suspension during 
the 24 month period, the prior sus- 
pension shall remain on the employ- 
ee’s file for the duration of the period 

35 



pertaining to the new discipline. 
13.02 A claim of unjust discharge or suspension by 

any employee with seniority shall be treated as 
a grievance if a written statement of such griev- 
ance is lodged within five (5) working days 
after the employee ceases to work for the 
Region. Such special grievance may be settled 
under the grievance and arbitration procedures 
by: 
confirming the Region’s action in dismissing or 
suspending the employee; or 
reinstating the employee with full compensa- 
tion and seniority for the time lost; or 
by any other arrangement which is just, in the 
opinion of the parties, or the arbitrator. 

13.03 The Region agrees to notify the employee by 
mail to the last known address on file with the 
Human Resources Department or hand deliv- 
ered, of any demotion or suspension, with a 
copy to the Unioii Secretary, the President and 
the Canadian Union of Public Employees, 1120 
Victoria Street North, #204, Kitchener, Ontario, 
N2B 3T2. 

Article 14 - Arbitration 
14.01 It is agreed by the parties hereto that any dif- 

ference of opinion relating to the interpreta- 
tion, application, administration or alleged vic- 
lation, application, administration or alleged 
violation of this Agreement which cannot be 
settled after exhausting the grievance proce- 



dure shall be settled by arbitration as defined in 
Section 48 (2 )  in the Ontario Labour Relations 
Act. I t  is understood that any question as to 
whether a matter is arbitrable may also become 
the subject for arbitration. 

14.02 No person shall be selected as an Arbitrator 
who: 

a) is acting, or has been in the period of twelve 
(12) months preceding the date of her appoint- 
ment, active in the  capacity of solicitor, legal 
advisor or counsel of either of the parties; 

b) has any pecuniary interest in the matters 
referred to the Arbitrator. 

14.03 The parties will jointly share the expens- 
es of the Arbitrator. 

14.04 The time limits fixed in both the grievance and 
the arbitration procedures may be extended 
only by mutual consent, in writing, of the par- 
ties to this agreement. 

14.05 At any stage of the grievance or arbitration pro- 
cedure, the parties may have the assistance of 
the employee(s) concerned as witnesses and 
any other witnesses, and all reasonable arrange- 
ments will be made to permit the conferring 
parties or the Arbitrator to have access to any 
part of the Region’s premises to view any work- 
ing conditions which may be relevant to the 
settlement of the grievance. 

14.06 The decision of the Arbitrator shall be bind- 
ing on both parties. The Arbitrator shall not 
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have any power to alter, modify, amend or 
change any of the provisions in this Agreement, 
or to substitute any new provisions in this 
Agreement, or to substitute any new provisions 
for any existing provisions, or to add any new 
provisions nor to give any decision which is 
inconsistent with the terms and contents of 
this Agreement. 

It is agreed that a representative of C.U.P.E. 
may be present at all stages of the grievance 
and arbitration procedures if requested by 
either party. 

14.08 No matter may be submitted to arbitration 
which has not been carried through the griev- 
ance procedure, unless mutually agreed upon 
in writing. 

14.09 This Article shall not apply to probationary 
employees. 

14.07 

Article 15 - SDecified Holidavs 
15.01 
a) Each employee who has completed thirty (30) 

calendar days or more continuous service, is 
entitled to eleven (1 1) paid specified holidays 
regardless of the day on which the holiday 
occurs. 
The holidays to which this will apply are: 
New Year’s Day Canada Day 

Civic Holiday Labour Day 



Good Friday Thanksgiving Day 
Easter Monday Remembrance Day 
Victoria Day Christmas Day 

Boxing Day 

b) Each employee who has completed thirty (30) 
calendar days or more of continuous service 
prior to the 3rd Monday in February, is 
entitled to a floating holiday in lieu of Heritage 
Day. In the event that Heritage Day is declared 
a national and/or provincial holiday, the float- 
ing holiday will be discontinued. 

The floating holiday shall be taken at a time in 
the calendar year mutually agreed upon 
between the employee and the employee’s 
supervisor and scheduled a minimum of two 
(2 )  weeks in advance. In the event scheduling 
of the holiday is in dispute the matter may be 
referred to the Assistant CAO, Human 
Resources and the employee’s supervisor for 
resolve. 

15.02 In order to qualify for payment for specified 
holidays employees must work their scheduled 
working day immediately prior to and follow- 
ing the holiday except in the following circum- 
stances; where absence on either or both of the 
said qualifying working days is with prior writ- 
ten permission or due to illness verified by a 
doctor’s certificate that is submitted no later 
than the end of the pay period following that in 
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which the holiday in question occurred, (and 
providing the employee has worked five ( 5 )  or 
more days in the pay period in which the holi- 
day falls). 

Employees who are regularly scheduled to 
work and do work on a paid holiday, shall 
receive pay for such work at the rate of time 
and one-half (1 1/2) their regular rate and shall 
be given a day off with pay in lieu of such hol- 
iday at a mutually satisfactory time, but in any 
event, within s i x t y  (60) calendar days of the 
holiday. 

b) Employees who are regularly scheduled to 
work on a paid holiday shall receive pay for 
such work at the rate of three (3) times their 
regular rate for Christmas Day only. 

15.04 Employees who are absent on a paid holiday 
for which they are scheduled to work shall for- 
feit all pay for the holiday unless such absence 
is due to illness certified by a doctor's certifi- 
cate that is submitted no later than the end of 
the pay period following that in which the hol- 
iday in question occurred, and provided the 
employee has worked five ( 5 )  or more days in 
the pay period in which the holiday falls in 
which case they will be eligible for one (1) day 
of sick pay, 

15.05 In the event of a paid holiday falling within an 
employee's vacation period, such employee 

15.03 
a) 
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shall be granted an additional day of vacation at 
a time mutually agreed upon. 

15.06 When any of the specified holidays in this Arti- 
cle fall on an employee’s scheduled day off, the 
employee shall receive another day off with 
pay at a time mutually agreed upon between 
the employee and the Region, but in any event 
within sixty (60) calendar days of the holiday 
except when a specified holiday such as Cana- 
da Day, Remembrance Day, Christmas Day, Box- 
ing Day or New Year’s Day fall on a Saturday 
and/or Sunday, when agreement as to lieu days 
wiU be between the Union and the Region if 
not covered by law. 

15.07 Employees who are not on their regularly 
scheduled day off but who are scheduled off in 
recognition of the holiday on the actual day of 
the specified holiday shall, if called in, receive 
their regular day’s pay for the holiday and in 
addition shall receive time and one half (1 1/2) 
their regular rate for all hours worked subject 
to the call-in provisions of this Collective Agree- 
ment. 

41 



Article 16 - Vacation 
16.01 
a) Employees shall receive annual vacation with 

pay according to their length of service as set 
out below. Vacation shall be determined with- 
in the current calendar year and shall be taken 
in the current calendar year subject to Article 
16.03 below: 

Length of Service Vacation Entitlement 

Less than one (1) continuous One (1) day per 
year of service. completed calen- 

dar month of ser- 
vice to a maxi- 
mum of ten (10) 
working days. 

Not less than one (I) year of 
continuous service but less 
than three ( 3 )  years of continu- 
ous service. 

Two (2) weeks. 

Not less than three (3) years 
continuous service but less 
than nine (7) years continuous 
service. 

Three (3) weeks. 

Not less than nine (9) years 
continuous service but less 
than sixteen (16) years continu- 
ous service. 
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Length of Service Vacation Entitlement 

Not less than sixteen (16) yeaes 
of continuous service but less 
than twenty- four (24) years of 
continuous service. 

Five ( 5 )  weeks. 

Not less than twenty-four (24)  
continuous years of service. 

Six (6) weeks. 

b) 

16.02 

16.03 

16.04 

One additional day of vacation for each addi- 
tional year of continuous service after the 
twenty-four (24) years specified above, shall be 
granted, to a maximum of one (1) additional 
week (five (5 )  working days). 
Not more than two (2 )  consecutive weeks 
vacation may be taken at a time during the 
months of July, August and September, howev- 
er, if the vacation of another employee(s) is not 
affected in any way and efficient operation can 
be maintained, the Region will allow a vacation 
longer than two (2)  consecutive weeks during 
the three (3) months stipulated in this clause. 
Employees with three (3) and more weeks of 
vacation shall be permitted to carry over up to 
one ( 1 )  week of vacation into the following cal- 
endar year. 
Vacations will be scheduled at such time of the 
year as is found most suitable considering both 
the wishes of the employee and the Region; 
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however, they will be scheduled in such a man- 
ner as to provide a fair distribution of the num- 
ber of employees within the work group 
absent at any one time. 

Employees with greater seniority will have first 
choice of vacation dates, providing the 
requests for vacation time are submitted by 
April  1st for the period June 1st to Novem- 
ber gOth, and by October 1st for the peri- 
od December 1st to May 31st. This proce- 
dure is to allow the vacation schedule to be 
determined by five (5 )  working days afterApril 
1st and October 1st respectively each year. 
Employees not submitting a request by either 
April 1st or October lst, may submit a 
request at least two (2) weeks in advance, and 
such vacation will be granted on a first 
come, first served basis in keeping with 
staffing requirements and the remaining avail- 
able time slots. 
Requests for vacation for periods of less than 
five (5) days may be granted upon provision of 
one (1) week’s notice on a request form. 
Requests on shorter notice may be granted 
upon mutual agreement of the employee and 
the supervisor. 

Requests for vacation time shall have pref- 
erence over requests for lieu time and 
leaves of absence. 

16.05 
a) 

b) 

c) 

d) 
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16.06 Notwithstanding the vacation entitlement in 
Article 16.01, an employee who has taken vaca- 
tion time and terminates his/her employment 
before the end of the calendar year, shall have 
any unearned portion of vacation leave deduct- 
ed from hisher termination pay. An employee 
who has not taken all of the vacation time to 
which he/she is entitled shall be paid on termi- 
nation the proportionate amount of vacation to 
which he/she is entitled, except that in the case 
of an employee with less than one (1) year of 
credited service, vacation pay out shall be cal- 
culated at four percent (4%) of earnings. 

16.07 Employees who have been absent without pay 
for any reason excluding pregnancy leave, 
parental leave or union leave for more than 
twenty-three (23) working days shall receive a 
pro rata reduction in their vacation pay. 

16.08 Vacation pay for temporary full-time and part- 
time employees shall be four per cent (4%) of 
earnings and shall be calculated, added and 
paid for each pay period. 

16.09 In the event an employee suffers a certifiable 
personal illness or is personally injured whilst 
on vacation, the period of vacation during 
which the employee was incapacitated, may be 
transferred at the employee’s request, to sick 
leave. Vacation for equivalent time may be 
taken at another mutually agreed upon time 
provided a11 of the following conditions are 
met: 
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a) 
b) 

the employee has sick credits 
the employee requests the transfer in writing 
to the Director, Human Resources Ser- 
vices, or designate, within ten(l0) days of 
the employee’s return to duty. 
that request is supported by a medical certifi- 
cate which is signed by the attending physician 
or designate, and said certificate must indicate 
the employee was incapacitated and the date 
of the sickness/treatment, and that the employ- 
ee was under the physician’s care. 

16.10 Probationary employees will not have vacations 
scheduled within the probationary period. 

c) 

Article 17 - Leave of Absence 

Union Leave 
17.01 
a) Leave of absence without pay and without loss 

of seniority shall be granted upon request to 
the Region to employees elected or appointed 
to represent the Union at union conventions or 
seminars and provided such leave of absence 
does not interfere with efficient operations. 
Such time shall not exceed one hundred and 
twenty (1 20) working days in any calendar year 
and not more than six (6 )  employees shall be 
permitted to be absent at any one time. Such 
requests shall be in writing from the Secretary 
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of the Local to the Director, Human 
Resources Services, or designate, as far in 
advance as possible and shall contain the 
names of the appointed employees plus dates 
of the meeting. 
The President of CUPE Local 1883 shall be 
granted union leave 5 one-half afternoons 
per week for the purpose of carrying out 
union activities. The Union may designate 
one member of the executive to fill-in for 
the President, when the President is 
expected to be absent for 5 or more con- 
secutive working days. The Union and the 
Region will each share one-half the cost of 
the leave (8.75 hours per week each). The 
Region will submit statements to the 
Union for reimbursement of wages and 
not employee benefits. The Region agrees 
to not include this union leave as union 
leave in calculating total number of days 
taken under Article 17.01 a) of this Agree- 
ment. Further details concerning the 
expectations for union leave for the CUPE 
Local 1883 President are contained in the 
Letter of Understanding attached to this 
Agreement. 
The Region shall grant leave of absence with- 
out loss of pay, benefits, or service credits to 
members of the Union Negotiating Committee 
who participate in negotiations. 

b) 

c) 
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d) The Region shall continue to pay the wages of 
employees on union leave of absence and the 
Union shall re-imburse the Region for wages 
paid to union representatives or members 
where such leave is without pay. 

e) i) When an employee who is elected or 
appointed to office or to a staff position in 
the Canadian Union of Public Employees, 
upon request, shall be granted a leave of 
absence without loss of seniority and ben- 
efits for up to two (2) years. During such 
leaves of absence, salary and benefits shall 
be kept whole by the Employer and the 
Union agrees to reimburse the Employer 
for such salary and the employer’s contri- 
bution to said benefits. 

ii) The employee agrees to notlfy the Employ- 
er of the employee’s intention to return to 
work within two (2) weeks following ter- 
mination of office for which the leave was 
granted. At the end of such leave, any 
employee hired or placed as a substitute for 
the employee on such absence, may be ter- 
minated or laid off by the Employer as 
required, or be transferred to the employ- 
ee’s previous position, if the substitution 
was a transfer. 

f) Employees who are members of the CUPE 
Local 1883 Job Evaluation Committee will have 
one-half (1/2) day off with pay from their regu- 
lar job duties following each time the Commit- 
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tee meets, and one (1) other full day off with 
pay annually, in order that the Committee can 
meet and attend to their duties as committee 
members. 
AU leaves of absence underArticle 17.01 shall 
be without loss of seniority. 

g) 

Jury Duty or Witness 
17.02 
a) Permanent full-time employees who are 

required to serve as jurors or witnesses in any 
court, shall be granted leave of absence for this 
purpose. Such leave shall not constitute a break 
in service for the calculation of seniority or sick 
leave credits. Upon completion of the jury or 
witness service such employees shall present to 
their Department Head a certificate satisfactory 
to the Region showing the period of such ser- 
vice. A coroner’s inquest shall be considered as 
a court for purposes of this Article. 
Such employees will be paid their full salary or 
wage for the period of such jury or witness ser- 
vice provided they shall deposit with the Com- 
missioner of Human Resources Assistant or 
Designate the full amount of compensation 
received, excluding mileage and travelling 
expense, and an official receipt therefore. 

When employees are required to appear in 
court as a witness on behalf of the Region 
while they are off on leave, they shall be paid 
their full regular salary or wages for the period 

b) 
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of time they are required to attend court, or 
will be given time off in lieu upon their return 
from leave. 
Employees shall also be compensated for the 
applicable mileage allowance and parking 
expenses incurred while attending court on 
the Region’s behalf while on leave. 
Leave is defined for the purpose of this article 
as those absences where the employee is off 
work and is not being paid by the Region. 
Employees who do not return from leave shall 
be paid the salary or wages, mileage allowance 
and parking expenses, owing for the period of 
witness service at the time of their termination. 

c) 

d) 

e) 

Bereavement Leave 
17.03 Leave of absence with pay shall be granted to 

an employee who is scheduled to work, and 
shall not be paid for those days the employee 
was not scheduled to work, for the purpose of 
arranging and/or attending a funeral or memo- 
rial service as follows: 

Relationship Entitlement 

Mother 3 days 
Father 3 days 
Brother 3 days 
Sister 3 days 
Mother-in-law 3 days 
Father-in-law 3 days 
Spouse 5 days 
Child 5 days 

(working days with pav) 
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(If requested by the employee, the Region will grant 
up to ten (10) working days without payment for the 
relations listed above). 

Own grandparent 2 days 
Spouse's grandparent 2 days 
Own grandchild 2 days 
Spouse's grandchild 2 days 
brother-in-law 1 day' 

daughter-in-law 1 day' 
son-in-law 1 day' 

sister-in-law I d a y '  

'(to attend only the funeral or memorial service) 

Maternity or AdODtion Leaves 

PrePnancv Leave 
17.04 
a) An employee will be granted unpaid pregnan- 

cy leave, upon written request two (2) weeks 
prior to the leave beginning, and certifkation 
of a medical practitioner. The leave shall be 
granted for any period of up to seventeen (17) 
weeks immediately preceding the expected 
date of delivery stated on the certification. 
Total length of pregnancy leave shall not 
exceed six (6) months, except under extenuat- 
ing circumstances. 
An employee may return from such leave prior 
to the expiration of the seventeen (17) week 
date. Notice of said return to work must be 
provided at least four (4)  weeks in advance of 
the date of return. 
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An employee returning from pregnancy leave 
shall be reinstated in the employee’s previous 
position and work location and shift,at a rate of 
pay not less than that which the employee was 
receiving at the time of the beginning of the 
leave of absence. 
The employee shall continue to accumulate 
seniority and service benefits during said preg- 
nancy leave. The Employer shall pay the pre- 
mium for all applicable benefits for the first six 
(6) months pregnancy leave, except OMERS. 
The Employer contribution to OMERS will 
only be continued provided the employee 
gives the Employer written notice that the 
employee will pay the employee’s contribu- 
tions, on an approved form provided to 
the Employee by the Region. 
Where the Collective Agreement is silent, the 
current legislation applies. 

Parental Leave 

b) 
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An employee will be granted unpaid parental 
leave for a period up to and including eighteen 
(1 8) weeks, upon request and verification of: 

i) the birth of the employee’s child 
ii) the coming of a child into the custody, care 

and control of the parent for the first time. 
Parent is defined as a person with whom a 
child is placed for adoption or a person 
who is in a relationship of some perma- 
nence with a parent of a child and who 



intends to treat the child as his or her own. 
The parental leave of an employee who 
takes pregnancy leave must begin when 
the pregnancy leave ends unless the child 
has not yet come into the custody, care and 
control of a parent for the first time. 
Parental leave must begin no more than 
thmy-five (35) weeks after the day the 
child is born or comes into the custody, 
care and control of a parent for the first 
time. 
The employee must provide the Employer 
with at least two (2) weeks written notice 
of the date the leave is to begin. The 
employee shall continue to accumulate 
seniority and service benefits during the 
said parental leave. The Employer shall pay 
the premium for all applicable benefits for 
the eighteen (18) week parental leave, 
except OMERS. The Employer contribu- 
tion to OMERS will only be continued 
provided the employee gives the 
Employer written notice that the employ- 
ee will pay the employee’s contributions, 
on an approved form provided to the 
employee by the Region. 

AdODtion Leave 
c) An employee will, upon request, be granted a 

further leave of absence for up to eight (8) 
weeks for adoption of a child. Written notice 
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for the additional leave must be provided in 
conjunction with the notice of parental leave. 
The employee shall continue to accumulate 
seniority and service benefits during said 
adoption leave. The Employer shall pay the 
premium for all applicable benefits for 
the eight (8) week adoption leave, except 
OMERS. The Employer contribution to 
OMERS will only be continued provided 
the employee gives the Employer written 
notice that the employee will pay the 
employee’s contributions, on an 
approved form provided to the employee 
by the Region. 

Personal Leave 
17.05 The Region may grant a leave of absence with- 

out pay and without loss of seniority to 
employees for legitimate personal reasons. A 
request for such leave shall be made in writing 
to the employee’s Department Head as far in 
advance as possible and the granting of such 
leave must have the approval of both the 
Department Head and the Assistant CAO, 
Human Resources, or designate. 

Education Leave 
17.06 
a) Employees, at the discretion of the Department 

Head, may attend short courses, workshops and 
professional meetings and the Region will pay 
travel expenses, registration fees, and reason- 
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able living expenses. The Department Head 
will ensure that such leaves are rotated equi- 
tably and fairly. Seniority shall accumulate dur- 
ing education leaves of absence. 
The Region will provide employees with a 
tuition refund upon the successful com- 
pletion of Job-Related and CareerZRelated 
courses. The Career-Related tuition refund 
plan falls within the purview of the 
Employer and can be changed at the 
Employer's discretion with thirty (30) 
days notice. Approved Job-Related cours- 
es will be subsidized at the rate of 100 per- 
cent for the cost of tuition, registration, 
administration and examination fees, 
after successful completion of the course. 
Approved Career-Related courses will be 
subsidized at the rate of 50 percent for the 
cost of tuition fees only, after the success- 
ful completion of the course, to a maxi- 
mum of $400.00 for any one course. 

c) Employees applying for reimbursement 
for Job-Related courses must make a 
request to their Supervisor and Depart- 
ment Head by filling out an "Application 
for Sponsorship of Education Course". 
The reimbursement for the course and 
any work-time required to attend the 
course must be approved before com- 
mencement of the course. 

d) Employees applying for reimbursement 

b) 
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of Career-Related courses must make a 
request to the Director, Human Resources 
Services by filling out an “Application for 
Sponsorship of Education Course”. The 
reimbursement for the course must be 
approved by the Director, Human 
Resources Services and any work-time 
required to attend the course must be 
approved by the employee’s supervisor 
before the commencement of the course. 
Approval of either Job-Related or Career- 
Related courses shall be at the discretion 
of the Region which shall not be unrea- 
sonably withheld subject to the applica- 
bility of the particular course, the avail- 
ability of reimbursement funding, and the 
ability of the Region to allow the employ- 
ee time off, if necessary to take the course. 

17.07 Employees who take other gainful employ- 
ment during absence from work due to illness, 
injury or  authorized leave of absence, shall be 
deemed to have voluntarily quit their employ- 
ment unless they have prior written permis- 
sion from the Assistant CAO, Human 
Resources, or designate, to take other 
employment. 

e) 

Prepaid Leave Plan 
17.08 The Region and the Union have developed an 

approved Prepaid Leave Plan. The parties have 
entered into a Letter of Understanding as 
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required by the Feded Ministry of Revenue, 
for the implementation of this plan, and this 
Letter of Understanding is attached as Appen- 
dix "C" to this Agreement. 

Article 18 - Hours of Work, Schedules, 
Breaks and ReDorting 

Standard Hours 

18.01 The normal hours of work for full-time employ- 
ees shall be seven (7) hours per day, thirty-five 
(35)  hours per week, Monday to Friday, exclu- 
sive of a one (1) hour unpaid meal period. 
However, the normal hours of work for Cooks 
and Clerks identified in Appendix "A" as work- 
ing forty (40) hours is eight (8) hours per day, 
forty (40) hours per week, as specified below, 
Monday to Friday, exclusive of the unpaid meal 
period. 

Schedules 
18.02 Scheduled hours of work that are normally s u b  

ject to fluctuation shall be posted at least two 
(2) weeks in advance. In the case of a change 
in the posted schedule at the request of the 
Region with less than twenty-four (24) hours 
notice, employees so affected shall be paid 
time and one-half (1 1/2) their regular stmight 
time pay only for the first work day of the new 
schedule. Such premium shall not apply when 
the change is requested by an employee and 
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consented to by the Region. An employee who 
has worked overtime wiIl not be required to 
take time off in lieu of payment. 

Breaks 
18.03 A fifteen (15) minute rest period inclusive of 

any time taken away from the work area shall 
be granted to all employees during each half of 
their regular workday with such times at the 
discretion of their immediate supervisor. 
Employees cannot elect on their own initiative 
to work through rest periods (or meal periods 
as outlined in this Collective Agreement), in 
order to shorten their work day etc. Employees 
who work less than one half (1/2) of a normal 
work day are not eligible for a rest period. 

ReDOl'thg 

.18.04 
a) Employees who report for work at the regular 

starting time, who have not previously been 
notified not to report, and who are laid off for 
any reason such as inclement weather, equip- 
ment failure or material shortage will receive 
pay for a minimum of four (4 )  hours at their 
regular rate of pay. If the employees are told to 
report back in the afternoon and are again laid 
off for any reason, they will receive pay for a 
minimum of two (2) hours at their regular rate 
of pay. 
Employees who report late for their workday 
shall not be deducted any pay for a period of 

b) 



less than five ( 5 )  minutes, pay will be deducted 
for periods of lateness of five ( 5 )  minutes or 
more to the nearest exact m e e n  (15) minutes 
that is longer. 

Article 19 - Premium Pay and Allowances 

Overtime 
19.01 
a) All authorized hours worked in excess of the 

normal work day, the normal work week, or on 
a specified holiday, shall be considered as over- 
time and shall be paid for at the rate of time 
and one-half (1 1/2), except as hereinafter pro- 
vided. Work performed on specified holidays 
will be paid at time and one-half ( 1 1/2) the 
basic rate, plus a paid lieu day off. Overtime 
work performed on Sundays or the second reg 
ular day off will be paid at double (2) the regu- 
lar basic rate. Overtime work performed on 
Saturdays will be paid at time and one-half (1 
1/2) the regular basic rate. 
It is the intent of the foregoing that overtime 
will only be paid for time actually worked in 
excess of seven (7) or eight (8) hours as applic- 
able, in the day. 

b) Department Heads may, at their discretion, 
allow Compensating time off regular working 
hours at a mutually agreeable time in lieu of 
overtime payment when requested by the 
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employee. Compensating time off will be on a 
time and one-half basis for overtime hours 
worked and must be approved in writing by 
the employee’s Department Head. 
Overtime rates will not apply for the first fif- 
teen (15) minutes following termination of the 
regular work day. Should overtime exceed fif- 
teen (15) minutes the foregoing payment shall 
be retroactive to the commencement of the 
overtime period. Overtime worked that termi- 
nates within fifteen (15) minute periods shall 
be paid to the nearest exact fifteen (IS) min- 
utes that is longer. 
It is agreed that any overtime will, where rea- 
sonably practical, first be offered to available 
qualified permanent full-time employees. How- 
ever, if a sufficient number of qualified perma- 
nent full-time employees cannot be obtained, 
then the Region may offer the extra work to 
qualified temporary full-time, part-time, student 
employees or to anyone else selected by the 
Region. 

e) The Region will distribute overtime fairly 
among the available qualified employees. 

f) Overtime shall not apply on work regularly 
scheduled on Saturdays or Sundays or when 
employees are scheduled to work Saturdays or 
Sundays to enable them to complete a full 
work week or when a change of scheduled 
work is arranged between employees, and is 
approved by the Region, which may necessi- 

c) 

d) 
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tate employees working hours in excess of the 
normal work week. 

g) i) Temporary full-time employees as defined 
in this Collective Agreement, will receive 
overtime payment on the same basis as 
permanent full-time employees under this 
Collective Agreement. 

ii) Temporary full-time employees as defined 
in this Collective Agreement, will only be 
entitled to premium pay for working on a 
statutory holiday in accordance with the 
Employment Standards Act. 

Standard hours of work, as outlined herein are 
stated only for calculating overtime and shall 
not be construed as a guarantee of any mini- 
mum or any maximum hours to be worked. 
Overtime and premium payments shall not 
pyramid in any circumstance(s). 

h) 

Call-in 
19.02 
a) If employees are called in to work after having 

completed their regular work day and having 
gone home, they shall be paid a minimum of 
three (3) hours pay at the applicable overtime 
rate. 
When a call-in commences within two (2) or 
three (3) hours, as applicable prior to the start 
of a regular shift, the first two (2) or first three 
(3) hours, depending on whether or not the 
empIoyee is on standby, will be at the appro- 

b) 



priate overtime rate and the balance of the shift 
at regular rate, Call-in provisions do not apply 
to employees who are requested to start their 
shift  early, if they have at least ten (10) hours 
notice of early start. Call-in does not apply to 
planned overtime of which at least ten (10) 
hours advance notice has been given but such 
planned overtime not continuous with a regu- 
lar shift shall be paid a minimum of two (2) 
hours at the appropriate overtime rate. 

Stand-by call 
19.03 
a) i) Authorized employees who are scheduled 

for stand-by call shall receive one hundred 
and forty-seven ($147.00) dollars per week 
Friday to Friday, plus fifteen ($15.00) dol- 
lars per day extra for any specified holiday 
occurring in the specified period; and, in 
addition, all employees when called out on 
emergency calls will be paid a minimum of 
two (2) hours at the appropriate overtime 
rate. Such employees shall be provided 
with a bell-boy pager where deemed nec- 
essary by the Region, and must report by 
telephone within fifteen (15) minutes of 
being paged, at which time they will be 
considered as being on duty. 
ii) Employees authorized for short term 
stand-by, shall receive twenty-one ($2 I .OO) 
dollars per authorized day plus, fifteen 
($15.00) dollars per day extra for any spec- 
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ified holiday occurring in the stand-by peri- 
od. In addition, when called out on erner- 
gency call, they shall be paid a minimum of 
two (2)  hours at the appropriate overtime 
rate. 

In the event the employer requires an employ- 
ee to remain on stand-by for a whole weekend, 
namely Saturday and Sunday, or on three (3) 
consecutive days in the event of a long week- 
end, the employee shall be paid two-sevenths 
(21’7th~) or three sevenths (3nths) respective- 
ly, of the stand-by pay for the week. 
AU stand-by responses are considered emer- 
gencies until assessed otherwise. The employ- 
ee on stand-by shall respond to the scene of the 
incident without undue delay. 

Employees on stand-by shall be paid mileage at 
the applicable rate for travelling to and from 
their residence or place where the call was 
received, provided it was within Regional 
boundaries, to the normal reporting location or 
the scene of the incident. 
If employees on stand-by are paged while out- 
side the Regional boundary, claimable mileage 
would be based on the distance from the 
boundary to the reporting location. 

b) 

c) 

d) 

Meal Allowance 
19.04 Where an employee works three (3) or more 

continuous hours continuous with the reguIar 
working day, such an employee shall be eligible 
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for a meal allowance of eight ($8.00) dollars. 
Payment of this meal allowance shall not apply 
where an employee is required to work at 
hours not continuous with the regular working 
day. 

TemDorary Assipnments 
19.05 Permanent full-time employees assigned to per- 

form essentially all of the duties in a higher 
rated category continuously for one (1) full day 
or more, shall, while so assigned, be paid the 
rate for the job classification being performed, 
subject to the following guidelines. 
The assigned employee shall be paid at the rate 
of the higher rated job so that the rate is at least 
4% more than their current salary. 

b) i) In the event the assigned employee works 
a sufficient number of full days in the 
assigned higher rated job and thereby 
accumulates the required time that would 
normally move an employee from one 
increment level to another in the assigned 
higher-rated job if the employee were nor- 
mally posted in that job, the employee shall 
be given credit for such days and will be 
paid at the next higher increment level of 
the assigned higher rated job. 

ii) Paid vacation days or paid bereavement 
leave days would not cause loss of continu- 
ity under this clause, however, the required 

a) 
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number of days would still have to be 
worked. 

Should employees be temporarily assigned to a 
lower rated job, their rate of pay shall not be 
changed until after fifteen (15) continuous 
working days following such temporary assign- 
ment. 
The assigned employee will have their salary 
adjusted to the highest level in the lower grade 
that is below their current salary. Should their 
salary be within the range of the lower grade 
their rate of pay shall not be changed. 
This Article does not apply to an employee 
assigned to duties in a higher rated category for 
training purposes only. 
Under no circumstances will an employee actu- 
ally working in a higher category under this 
Clause 19.05, receive more than the maximum 
rate in the higher category. 

c) 

d) 

e) 

Shift Premiums 
19.06 
a) Employees working the second (afternoon) 

shift or the third (night) shift will receive a shift 
premium for all hours worked while on said 
shifts. Shifts shall be defined as follows: 

i) afternoon shift - starting on or after 12 
noon but before 9:00 p.m.; effective Janu- 
ary 1, 1997 - 75 cents per hour; effective 
January 1,1998 - 78 cents per hour. 
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ii) night shi f t  - starting on or after 9:OO p.m. 
but before 4:OO a.m.; effective January 1, 
1997 - 75 cents per hour; effective January 
1, 1998 - 78 cents per hour. 

Shift premiums will not apply where the over- 
time premiums do apply. 
When employees work overtime as a continua- 
tion of their day shift or are called in outside of 
their normal hours, they shall not receive shift 
premiums. 
When a shift is established shift work will be 
offered to all employees of the classification 
required for the shift work. The most senior 
employee requesting the shift will be assigned 
to the shift providing he/she possesses the nec- 
essary skills, qualifications, ability and compe- 
tence to perform the work available. If no 
employees request the shift, the work will be 
assigned to the most junior employees. In the 
event an experienced employee is required on 
a shift, the Region and the Union will discuss 
how that can be accomplished. 

b) 

c) 

d) 

Article 20 - Absence From Work 
20.01 Whenever possible employees who are unable 

to assume their normal duties on any working 
day, must not@ the Region prior to or within 
thirty (30) minutes of the commencement of 
their regular work day. 
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20.02 
a) An employee who is absent by reason of per- 

sonal or family illness and whose absence is in 
excess of three (3) consecutive workings days 
shall be required to furnish a medical certfi- 
cate from a duly qualified medical practitioner, 
oral surgeon or chiropractor for each such 
absence; the certificate is to be submitted to 
the immediate supervisor or division head by 
the employee no later than the end of the pay 
period following that in which the absence 
occurs. 

b) Wherever possible, employees must notify 
their immediate supervisor and/or division 
head during the normal work day at least the 
day before or on the same day prior to the start 
of their work day of their intentions to return 
to work. 

20.03 The Region shall have the right at any time to 
require that an employee who is absent on 
account of sickness be examined by the 
Region’s medical examiner, or by another 
physician selected by the Region. 
Employees who are not satisfied with their rat- 
ing following such an examination, will have 
the right to be examined by their own physi- 
cian. If the report on the employee’s physical 
is contrary to the first report, they will be 
examined by a third physician satisfactory to 
both parties. The third physician will be 
requested to complete the standard medical 
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examination form but will not be informed of 
the reason for such examination. The results of 
such examination shall not be disclosed to the 
Region without the consent of the employee 
who may wish to use the same in support of a 
claim for special consideration. If the employ- 
ee allows the results to be disclosed to the 
Region, a decision of the majority will be bind- 
ing. If the employee does not allow the results 
to be disclosed to the Region, the decision of 
the physician used by the Region shall be bind- 
ing. 

20.04 Employees who are absent from duties by rea- 
son of illness, injury, or accident must furnish a 
medical certificate signed by a duly qualified 
medical practitioner to their supervisor prior 
to returning to full-time duties, if either or both 
of the following situations are evident: 

The absence, regardless of reason, is for a con- 
tinuous period in excess of twenty-one (21) 
calendar days. 
The absence results from an accident, injury or 
incapacity to the body or any part thereof. 
The required medical certificate must attest to 
the ability of the employee to return to regular 
full-time duties without any conditions etc., 
otherwise the medical certificate will not be 
considered as acceptable by the Region, and 
the employee will not be allowed to return 
until such certificate is provided. 

a) 

b) 
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(This condition might be waived by the 
Region, if the Region were to approve in writ- 
ing prior to any return to duties, that an 
employee could return to some form of modi- 
fied duties, if such duties, as determined by the 
Region, are available.) 
The Employer shall supply to each employee 
by March 1st of the year a statement showing 
the amount of accrued sick leave credits in 
their sick leave bank as of December 31st of 
the previous year. 

c) 

Modified Duties 

Rehabilitation and ModIfied Work 
20.05 It is the mutual desire of the parties to assist in 

the rehabilitation of ill or injured employees 
and to ensure their return to meaningful 
employment and the resumption of an active 
role in the workplace. 

i) Return to Work and lob Securitv 
a) An employee, who because of illness or 

injury, remains off work due to sick leave 
or an L.T.D. claim or a W.C.B. claim shall 
retain and continue to accumulate seniority. 

b) Should an employee be capable of perform- 
ing the essential duties of their former posi- 
tion, the Region shall return the employee 
to his or her former position. Should an 
employee not be capable of returning to 
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their former position, the Region and the 
Union shall jointly determine the suitable 
placement of any employees on sick leave, 
L.T.D. or W.C.B. who are capable of return- 
ing to work. Failing agreement on suitable 
placement, the employee shall at all times 
retain their right to bump a less senior 
employee in any other classification. 

a) This Clause provides a modified work pro- 
gram to assist in the rehabilitation of 
employees who have been absent from 
work due to illness or injury. 

b) Obiectives of the Proeram: 
i) To restore an ill or injured employee to 

hisher  fullest possible occupational and 
economic capacity. 

ii) To provide an employee with an effective 
setting for work accommodation and 
work rehabilitation following illness or 
injury. 

iii) To accommodate and/or rehabilitate an 
ill or injured employee in hisher  original 
position or job, wherever feasible, or to 
accommodate the employee in another 
position or job. 

c) Definitions: 

Modified Work 
Altering a work condition or requirements 
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to better match the employee’s medical 
restrictions that he/she may perform safely 
without unreasonable risk of injury or re- 
injury to self or other and to assist in the 
rehabilitation of the employee. The altering 
of a work condition may include part-time 
hours. 

Suitable Work 
Work that is different from the employee’s 
regular work and that has been specifically 
designed or designated to accommodate an 
employee’s medical restrictions. 

d) Any employee who has sustained an occu- 
pational or non-occupational illness or 
injury, that prevents him/her from perform- 
ing the essential duties of their regular job 
shall be eligible to participate in this pro- 
gram. 

e) At the request of either party, the Region 
and the Union shall jointly determine the 
design of modified work or duties based on 
medical information for an employee who is 
off work due to illness or injury. The Region 
and the Union shall determine the wage 
rate, if not the employee’s former wage rate 
in accordance with approval and medical 
restrictions of the attending physician. 

f) Seniority will continue to accumulate while 
the employee is on modified duties. 
Employees requiring modified duties or 
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work will have priority for vacancies in the 
bargaining unit. 

g) The modified work assignment must be pro- 
ductive and meaningful to both the Region 
and the employee. The modified work 
assignment must suit the medical restric- 
tions, education and training/experience of 
the employee. Medical restrictions will be 
determined by the employee's attending 
physician(s). 

20.06 Employees who are unable to work because of 
compulsory quarantine imposed by the local 
Medical Officer of Health in writing, shall be 
entitled to treat the time lost as illness and be 
on paid sick leave to the extent of their sick 
leave credits. It is understood that this arrange- 
ment applies only to the period of quarantine 
which is officially imposed in writing by the 
local Medical Officer of Health. ' 

Article 21 - Safety 
21.01 The Region and the Union hereby 

acknowledge their commitment to health 
and safety in the workplace. The Region 
shall observe all reasonable precautions and 
will provide the necessary safety devices or 
appliances that may be required for the prc- 
tection of its employees. Employees will co- 
operate by complying with safety practices. 
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21.02 Under the Occupational Health and SafetyAct, 
there is to be an Occupational Health and Safe- 
ty Committee, to examine all health and safety 
questions, and make appropriate recommenda- 
tions in the interest of a safe and healthy work 
environment. 

21.03 Under the Occupational Health and SafetyAct, 
there is to be a certified representative, who 
will be charged with the duty of ensuring a safe 
and healthy work place. CUPE Local 1883 will 
select from it’s ranks one (1) member to act as 
a certified representative. 

21.04The Region will provide a leave of 
absence, with pay, totalling 8 days per 
year for union members to obtain safety 
training. 

Article 22 - Clothing 
22.01 
a) The employees set out in this Article shall 

select their clothing issue as per the 
Regional Clothing Request Form (attached 
as Appendix B) and shall have the option 
of selecting any of the items contained on 
the Work Clothing Request Form, provid- 
ed the total point value does not exceed 
the total pints allowed for their position 
in any one calendar year. 
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Survey Technician I 170 points 
Survey Technician 170 points 
Environmental Officer II 170 points 
Technician I - construction 50 points 
Printer - Lead hand 117 points 
Printer I 117 points 
Printer 11 117 points 

b) The point values contained in the Work 
Clothing Request Form will be amended 
from time to time to reflect the actual cost 
of the clothing. However, the total points 
allowed will always maintain the current 
purchasing power of the current point 
allotment for each position as provided 
for in this Article. Points cannot be car- 
ried forward from one year to another. 
Survey Technicians, Survey Technician 1, 
Environmental Officer II and the Techni- 
cian I - Construction shall be supplied 
with safety boots and/or sore1 type boots 
as deemed appropriate by their supervi- 
sors to a maximum of 2 boot chits in any 
one calendar year. 
The Printer-Lead hand, Printer and Print- 
er II will be provided with safety footwear 
as deemed appropriate by their supervi- 
sor and the Region will pay a maximum of 
eighty ($80.00) dollars towards the pur- 
chase of such footwear. 

c) 

d) 
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22.02 
a) Laboratory Technologists and Laboratory Tech- 

nicians will be supplied with three smock 
coats annually, to be worn during working 
hours on a rotational basis. Smocks will 
remain at the laboratory and will be laun- 
dered at Regional expense. 
Laboratory employees who are on standby 
who are not covered underArticle 22.01 will 
be supplied with one (1) hydro style parka, one 
(1) pair of coveralls, a safety hat, annually, and 
safety/sorel type safety boots as deemed appro- 
priate by their immediate supervisor to a max- 
imum of two (2 )  boot chits in one calendar 
year. 

22.03 By-law Inspection Officers shall be supplied 
with the following clothing issue as 
required: 
One (1) pair uniform boots once annually 

One (1) jacket, one (1) hat, three (3) summer 
shirts, three (3 )  winter shirts, three (3)  pair of 
pants, and two (2)  ties, every two years. 

c) One (I) parka and one pair green patch rubber 
Wellington style boots every three (3) years. 

22.04 Public Health Inspectors shall be provided 
with the following clothing and equipment 
issue: 
One (1) nylon style parka: worn out parkas 
must be exchanged for new issues. 

b) 

a) 

b) 

a) 
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b) 

c) 

d) 
e) 

f) 

One (1) pair of safety boots or shoes every two 
(2) years. 
Rubber boots when their use is required: worn 
out boots must be returned for new issues. 

One (1) small cooler once each year. 
The Region will make available in each office 
location three (3) raincoats. 
Dry-cleaning and repair and replacement of 
clothes will be provided by the Region as 
approved by the supervisor. 

22.05 Dental Health Educators, Dental Assistants, and 
Dental Hygienist shall be provided with two 
(2) new lab coats when they are hired and shall 
be granted a replacement lab coat on an as 
needed basis by the Region. Old lab coats 
must be turned in when a replacement lab 
coat is issued. 

Employees who do not choose the Region- 
al issue will be responsible for providing 
their own clothing, at their own expense, 
in the required colour. Excessively worn 
or tattered clothing shall not be permit- 
ted. 
The standard colour for Regional clothing 
is blue. Employees must keep supplied 
clothing in a clean and presentable condi- 
tion. Damaged or worn out clothing issue 
or boots must be exchanged for new 
issue. Employees using the Regional 

22.06 
a) 

b) 
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Clothing Request Form have the option of 
choosing orange safety wear without a 
point "penalty" for so doing. 
Employees specified in this article are 
required to wear their Regional issue 
when reporting for their regular shift or 
scheduled overtime. Reasonable everyday 
wear will be permitted when an employee 
is called in for overtime. 

Clothing provided by the Region shall be 
worn only when on duty and for travel to 
and from work. 
All clothing issued by the Region shall 
where possible be made in Canada and 
bear a recognized union label. 
Temporary full-time employees will be 
issued clothing as specified in this Article 
at the discretion of the Region following 
five ( 5 )  months of continuous temporary 
full-time employment, but only to the 
extent deemed necessary by the Region 
for the expected remaining total of ser- 
vice. 
Employees who are issued clothing, safety 
boots etc. and whose employment is ter- 
minated for any reason prior to the com- 
pletion of eight (8) weeks (40 days actual- 
ly worked) of continuous employment, 
shall have the cost of the clothing and/or 
safety equipment deducted from their 
Pay. 

77 

c) 

d) 

e) 

f) 
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h) Coverah will be supplied by the Region 
as deemed necessary by the Region and 
laundered at Regional expense. 

Article 23 - Health and Welfare Benefits 

ErnDloYee Benefit Proeram 
23.01 The Region will pay one hundred percent 

(100%) towards the cost of the following bene- 
fits as outlined in articles 23.02, 23.03, 23.04 
and 23.05, which must be read subject to the 
conditions of the carriers. 
The Region may change carriers from time to 
time, provided that the benefits will at least be 
equivalent to those now in effect. This does 
not apply to OHJP or any plan mandated 
by law. The Region’s responsibility shall 
be Limited solely to the proper payment of 
the premiums. 

23.02 The benefits available are: 

a) 

b) 

Ontario Heath Insurance Plan (OHIP) or an 
equivalent or successor plan. 
Group Life Insurance Plan equivalent to two 
(2) times annual earnings to nearest one thou- 
sand dollars ($1,000.00) that is higher. 
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Ma,ior Eligible Expenses Include: Limits 
vision care $220 
semi-private hospital room 
out of Province emergency med- 

supplementary health care: 
ical insurance 

massage therapy 20 visits 
chiropractor, osteopath, $250/year 
naturopath, podiatrist each discipline 
psychologist $7 5 O/year 

As Prescribed bv a Phvsician: 
prescription drugs 
private duty nursing $25,00O/year 
physiotherapist 
speech language pathologist $2 50/year 
lab and x-ray exams 
wigs - chemo/radiation therapy 
alopecia $500/life 
trusses, braces, crutches, etc $350/year 
blood, plasma, oxygen 
Rental of iron lung, hospital bed, 
wheelchair, artificial eyes, Limbs, 
ambulance 
As Prescribed bv an OtolaqnyoloPist: 
hearing aids $750/3 years 
As Prescribed bv a Podiatrist or Phvsician: 
orthopaedic shoes $150/year 
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c) Extended Health Care Plan 

d) 

e) 

Benefit coverage is continued for spouse of 
deceased employee for twelve (12) months. 
Deductibles of ten ($10.00) dollars single and 
twenty ($20.00) dollars family will apply, with 
100% being paid after the deductible is satis- 
fied. Human Resources Development 
Canada (formerly the Unemployment Insur- 
ance Commission) allows the employer a cred- 
it against Employment Insurance premiums 
because of the Region’s sick leave plan, and it 
has been agreed that this credit, as it applies to 
employees in this Union, is to be used to delete 
the deductibles of $10.00 and $20.00 for the 
Extended Health Care Plan, while the credit 
continues to be received. 

Lon? Term Disability Plan 
23.03 The Long-Term Disability plan pays seventy 

(70%) percent of an employee’s normal 
monthly salary if they are incapable of per- 
forming any kind of work because of illness 
etc.,after a seventeen (17) week (119 calendar 
days) waiting period or when the employee’s 
sick leave credits are exhausted, whichever is 
the greater. 

Dental Plan 
23.04 
a) The Region will provide a basic dental plan 

through a carrier of the Region’s choice, which 
is similar to the plan now in effect. 
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The Region shall provide a major restorative 
rider to provide for major reconstruction of 
teeth that have deteriorated and the replace- 
ment of teeth with crowns, bridges, or dentures 
on the basis that the insurer and the employee 
will each pay one half(1R) the total cost of the 
treatment(s), but in any event, the insurer's 
share not exceed $3,000.00 in any one year. 
The Region shall provide a rider to the plan to 
provide for orthodontic services to a lifetime 
maximum of $3,000.00 per person with f i f ty  
(50%) percent of the cost of the treatment paid 
by the employee and the remainder provided 
by the plan. 

Accidental Death and Dismemberment Insurance 
23.05 Insurance equivalent to two (2) times 

annual earnings to nearest one thousand 
dollars ($1,000.00) that is higher. 

Sick Leave Plan 
23.06 
a) Permanent full-time employees shall be enti- 

tled to paid sick leave as provided by the 
Region's By-law #4673.  By-law #4673 p r o  
vides for accumulation of sick leave credits at 
the rate of one and one-half (1 1/2) days per 
month of completed service, 
It is further agreed that part time Cooks cov- 
ered by this Collective Agreement will be 
allowed to accumulate sick leave on the basis 
of a day and a half (1 1/2) a month with the 
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understanding that “a day“ shall constitute the 
normal working day, in hours, of the individual 
cook, and, if the daily hours of work are irregu- 
lar, the hours of work in the immediately pre- 
ceding four weeks shall be averaged to deter- 
mine the amount of sick pay. The following 
conditions shall apply: 
That the granting of sick leave will apply only 
to those part-time cooks who regularly work 
five (5) days per week and who have complet- 
ed one hundred (100) actual days worked. 

b) Service does not include unpaid leave of 
absence exceeding thirty (30) calendar days. 
Absences due to maternity or parental 
leaves are not considered unpaid leave of 
absences for the purposes of the by-law. 
The maximum absence for maternity 
leaves is seventeen (14) weeks, and the 
maximum for parental leave is eighteen 
(18) weeks. 
On termination due to death or normal retire- 
ment, or on termination for any other cause 
after five ( 5 )  years service, one half (1/2) the 
employee’s unpaid credits are paid for to a 
maximum of one half (1/2) a year’s pay. 
Service for all purposes in the by-law shall 
commence from the date of last hire as a full- 
time employee. 
Service to which section 27 ( 4 )  ofThe Region- 
al Municipality of Waterloo Act applies is rec- 

c) 

d) 

e) 
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ognized and where an employee with such ser- 
vice was in a plan which provides for greater 
vesting of credits, vested credits are not divest- 
ed. 
Medical certificates are required to authenti- 
cate absences in certain circumstances and 
may be required in others as specified in the 
By-law. 
Permanent full-time employees are entitled to 
utilize up to five (5) days of accumulated sick 
leave in a calendar year, to attend to family ill- 
ness. 

0 

g) 

Emdovee’s Pension Plan 
23.07 All permanent full-time employees must imme- 

diately participate in the Ontario Municipal 
Employees Retirement System plan (OMERS). 
Temporary full-time and part-time employees 
may be eligible for participation in OMERS pro- 
vided certain criteria as established in the Pen- 
sions Benefits Act amendments are met by the 
employee and the employee opts to partici- 
pate. Enrolment and contributions to the 
OMERS plan are in accordance with the rules 
and regulations of the plan as amended from 
time to time. 

23.08 The Region will not participate either in full or 
in part toward the premium cost for any part of 
the employee benefit program when an 
employee is off unpaid for any reason in excess 
of thirty (30) calendar days except for: 
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An employee on maternity leave, to a 
maximum of seventeen (17) weeks, 
An employee on parental leave, to a max- 
imum of eighteen (18) weeks, 
A n  employee absent on Workers’ Compen- 
sation or Long Term Disability, subject to 
Article 8.06, for a period of time equal to 
the length of their seniority at the time of 
the commencement of the absence, or for 
thirty (30) months, whichever is the lesser, 
An employee on layoff, to a maximum of 
six (6) months, subject to the provisions 
of Article 8.06(c). 
If the Region does allow an employee to con- 
tinue benefits beyond the thirty (30) calendar 
day period, then arrangements suitable to the 
Region must be made with the Human 
Resources Department before expiration of the 
thirty (30) calendar day period, and such 
arrangements will be automatically terminated 
and coverage lost if the Region is not reim- 
bursed as per the arrangements agreed to. It is 
understood that this provision also applies to 
employees who are suspended in excess of 
thirty (30) calendar days. 

Retirees Benefits 
23.09 Permanent full-time employees who voluntari- 

ly retire on an early Ontario Municipal Employ- 
ees Retirement System (OMERS) pension (ie. 
not a disability pension) after attaining age 55, 
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will be eligible for health and welfare benefits, 
subject to all of the following mandatory con- 
ditions: 

The benefits available will only be, a) 
- Extended Health and Supplementary 

- Dental 
- Life Insurance of two times the initial 

OMERS annual pension, rounded to the 
next even thousand dollars that is higher. 

- Accidental Death and Dismemberment 
to a maximum of two times the initial 
OMERS annual pension, rounded to the 
next even thousand dollars that is higher. 

Coverage shall always be subject to the condi- 
tions prevailing between the Region and its 
carriers, on behalf of CUPE Local 1883. 

Unless the Region is notified in writing to the 
contrary before the employee’s retirement 
date, the employee will be automatically 
enrolled in the applicable benefits. 

Employees cannot elect a choice of benefits. 
All benefits must be taken as offered. 

All benefits will cease effective: 

i) the last day of the month in which the 
employee attains age 65, or; 

ii) in the case of the employee’s death; 

- re-employment of their spouse 

benefits 

b) 

c )  

d) 

e) 



- re-marriage/or common law relationship 
entered into by their spouse 
the last day of the month in which the 
employee would have attained age 65. 

- 

Prescdution Safety Eve Glasses 
23.10 The Regional Municipality of Waterloo will pay 

up to a maximum of one hundred ($100.00) 
dollars (single vision) and one hundred twenty 
five ($125.00) dollars (bi-focals), towards the 
purchase price of a pair of CSA (Canadian 
Standards Association) approved prescrip- 
tion safety eye glasses, subject to the following 
conditions: 

a) Where documented medical requirement in 
writing from an ophthalmologist would raise 
the cost of the basic package for an employee, 
the Region would cover the extra cost on an 
individual employee basis. 
Completed requisitions must be approved 
by the Supervisor and a copy of the requi- 
sition with the original receipt forwarded 
to the Health & Safety Section. 
The employee for whom the prescription safe- 
ty eye glasses are purchased, will pay to The 
Regional Municipality of Waterloo by means of 
payroll deduction, any extra costs in excess of 
the current maximums. This Letter of Under- 
standing will be considered as necessary per- 
mission for the payroll deduction. 
Replacement will only be as authorized by the 

b) 

c) 

d) 



appropriate supervisor/manager and Health & 
Safety Section, however, under no circum- 
stances wiU the Region participate in the above 
costs more often than once in any twelve (12) 
month period. 
The cost of these glasses would be in addition 
to any glasses obtained through the vision care 
benefits contained in the Region’s major med- 
ical program. 
The Region’s carrier has agreed that they will 
consider for payment under the Region’s major 
medical program, costs that an employee paid 
for prescription safety glasses over and above 
the maximums provided for and with the fol- 
lowing conditions: 

i) Employees have not reached their vision 
maximums through another purchase i.e. 
within the two year period, the major med- 
ical program maximum cannot be exceeded. 

ii) The safety glasses must be prescription 
glasses. Old non-approved safety frames 
cannot be refitted with new prescription 
safety lenses. 

iii) The Region is to send in a photocopy of 
the receipt, as well as indicating their pay- 
ment to the employee. 

iv) The employee’s coverage is in effect on the 
date the expense is incurred. 

v) The program will be co-ordinated by 
Human Resources. 

e) 



Article 24 - Copies of AFeement 
24.01 TheAgreement shall be printed in a form mutu- 

ally agreed to between the parties. 

Article 25 - Bulletin Board 
25.01 Bulletin boards shall be provided in locations 

to be mutually agreed upon. The Union shall 
have the right to post general notices of union 
activities but shall not however, post notices of 
a political, civic or personal nature. 

Article 26 - Definitions of Employees 

Probationarv Erndovees 
26.01 
a) A probationary employee is one who has not 

completed five ( 5 )  months of continuous full- 
time service or one hundred (100) actual days 
worked whichever is the greater, but who will 
be appointed to the permanent full-time staff 
upon the completion of five ( 5 )  months of con- 
tinuous full-time service or one hundred (100) 
actual days worked whichever is the greater. 

Permanent Full-Time Emplovees 
b) Permanent full-time employees are those who 

have satisfactorily completed their probation- 
ary period of employment or who have com- 
pleted more than ten (10) continuous months 
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of service as temporary full-time employees. 

Temmrarv Full-Time Emplovees 
c) i) Temporary full-time employeee are those 

who have been hired to work the regular 
number of hours in the hiring department 
but for a specified period of time of ten 
(10) months or less or as replacements for 
the employees absent due to illness or 
injury or leaves of absence under this Col- 
lective Agreement. 
With the exception of employees fdl- 
ing in for employees on maternity 
leaves and prepaid leaves which do 
not exceed 12 months, any employee 
retained for a period of more than ten (10) 
continuous months shall automatically be 
posted to the permanent staff and shall 
commence acquiring seniority. 

ii) Temporary full-time employees will not 
have recourse to the grievance or arbitra- 
tion procedures when their temporary 
employment is terminated for any reason. 
Seniority provisions of this Agreement shall 
not apply, except that in the event an 
employee in this category is successful in 
obtaining employment in this bargaining 
unit, on successful completion of the pro- 
bationary period specified in article 8.01 
A), seniority will be calculated from the 
date of temporary hire. 
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iii) Temporary full-time employees’ service will 
be reviewed when decisions with respect 
to permanent full-time employment are 
made. 

iv) Temporary full-time employees shall not be 
entitled to bumping rights. 

v) Temporary hull-time employees shall be eli- 
gible to participate in the following 
employee benefit programs only: 

0 
ii) 

iii) 

iv) 

VI 

vi) 

Vii) 

viii) 

Extended Health Care Plan; 
Group Life Insurance Plan; 
Dental Plan as noted in Article 23 

Sick (personal and family) Leave Plan 
OMERS 
Temporary full-time employees shall 
receive vacation pay in lieu of vaca- 
tion on the basis of four ( 4 )  percent 
of earnings. 
Tempomry full-time employees shall 
pay union dues in accordance with 
Article 4.01 of the Collective Agree- 
ment 
Except as noted above, all other 
aspects of the Collective Agreement 
apply to employees designated as 
temporary full-time. 

Part-Time Ernplovees 
d) A part-time employee is one who has been 



hired to work twenty-four ( 2 4 )  hours or less 
per week. 

26-02 Temporary full-time employees and part-time 
employees shall not be subject to the benefits 
of this Agreement except as otherwise express- 
ly provided in this Agreement or required by 
law. 

Article 27 - Retirement Ape 
27.01 The retirement age for employees shall be the 

last day of the month in which employees 
attain their sixty-fifth (65) birthday. 

Article 28 - Salaries/WaFes - Car Allowances 
28.01 Classifications and salary/wage rates as set 

forth inAppendix”A”, which is attached hereto, 
form a part of this Collective Agreement. 

28.02 Employees who are continuously absent 
unpaid for a period in excess of one (1) month 
(thirty-one calendar days), excluding those on 
pregnancy or parental leave, shall have their 
next salary increase, as shown in Appendix “A”, 
postponed by the same period of time. 

Authorized employees who use their personal 
automobile in the performance of their duties 
will receive thirty-four ( 3 4 t )  cents for each 
authorized kilometre. 

28 .03  
a) 

91 



b) Those authorized employees required by the 
Region to have a personal automobile for the 
performance of their duties shall receive thirty- 
four (344) cents for each authorized kilometre. 
Subject to a minimum of seventy-eight ($78.00) 
dollars per month provided that if such an 
employee is off unpaid for any reason for more 
than thirty-one (31) calendar days, the mini- 
mum will not apply during the unpaid period. 

28.04 Claims will be submitted in kilometres only. 
Payments will be made upon receipt of month- 
ly travel claims fully completed and approved 
by the appropriate supervisor for the purposes 
of the claim form, conversion from miles to 
kilometres shall be accomplished by using a 
factor of one mile equals 1.6 kilometres. 

Article 29 -Federal and/or Provincial lob 
Creation Proiects. Emdovment Develoo- 

29.01 Should the Region participate in any of the Job 
Creation Programs, Employment Development 
Programs, or other such programs, the follow- 
ing is agreed to: 

No full-time employee shall lose their job, be 
laid off or have their conditions of employment 
affected as a result of these programs. 
The work to be done, where possible, will be 
over and above normal scheduled work. For 

ment Prowams, - or Other Such Proprams 

a) 

b) 
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further clarity, were it not for the avail- 
ability of funding, the work assigned to 
employees hired under any of these pro- 
g ram would not otherwise be performed. 
Employees hired under any of these programs 
would be considered as temporary full-time 
employees under the Collective Agreement. 

All necessary personal safety equipment will 
be issued as required, however this does not 
include uniform and/or clothing, which will 
not be issued. 

e) Salaries will be in accordance with Appendix 
“ A I  note (a). 

29.02 No job creation programs will be intro- 
duced in a department while any employ- 
ees in the bargaining unit, within the 
department, are on lay off. 

29.03At least 10 working days prior to an 
employee commencing a Job Creation 
Program with the Region, the Human 
Resources Department shall inform the 
Union in writing of the name of the 
employee, the department and location of 
the placement, the duration of the pro- 
gram and the nature of the job duties to be 
performed. 

c)  

d) 
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Article 30 - Workers’ Compensation 
30.01 An employee receiving Workers’ Compensation 

payments shall accumulate seniority and be 
entitled to all benefits of this agreement sub- 
ject to the provisions of Article 23. 

30.02 The Region agrees that an employee who is 
injured while at work, shall, upon return to 
work, be reinstated to the position, shift, and 
rate held at the time of the injury provided the 
employee is capable and qualified to perform 
the former employment. The Region will 
apply the modified duties plan subject to the 
abilities of the injured employee and the work 
available. 

30.03 The Region agrees to supply the Union with a 
copy of the Workers’ Compensation Boards 
Form 7 .  

30.04 In the event of an employee’s absence due 
to sickness or injury, said employees will 
be eligible to receive benefits under the 
Region’s sick leave plan until such time as 
their sick leave credits are exhausted, 
regardless of the cause of the sickness or 
injury. Workers’ Compensation payments 
shall be reimbursed to the sick leave plan 
if the Region receives the Workers’ Com- 
pensation payments when the claim is 
approved. 

30.05 Where employees are absent and in receipt of 
Workers’ Compensation payments, the 
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Region will make up  the difference between 
the compensation payments and their regular 
salary or wage until such time as their sick 
leave credits are exhausted and the sick leave 
credits shall be debited with one (1) hour’s pay 
for each such day of absence on their normal 
working days. 
It is understood that the foregoing is premised 
on the compensation payment coming direct 
to the Region as is the existing practice. Should 
the compensation payment go directly to the 
employee for whatever reason, the foregoing 
will still apply, providing the employee turns 
the cheque over to Human Resources, 
uncashed immediately when it is received. Fail- 
ure to turn the cheque over as required will 
result in an immediate cancellation of any with- 
drawals whatsoever from sick leave credits, 
and the Region will not make up the dif- 
ference as stated above, for the length of the 
instant claim. 

30.06 The Region undertakes to notify injured 
employees when their sick leave credits are 
nearing exhaustion and the Region will 
inform the Workers’ Compensation Board to 
redirect the compensation payments to the 
employee. 
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Article 31 - Technolovical Change 
31.01 Technological change shall be defined as a 

change as a result of introduction of equip- 
ment, materials or processes different in nature 
to that previously utilized which negatively 
affects employment status (eg. position 
declared redundant, wage rate goes up or 
down) of one or more employees. 

3 1.02 When the Region is considering the introduc- 
tion of technological change the Region shall 
not@ the Union as far as possible in advance of 
its intentions and plans. At least forty-five (45 )  
days in advance of the introduction.of the 
change the Region shall provide the Union 
with an outline of the change. 

3 1.03 The notice and outline in 3 1.02 shall be given 
in writing and shall include the nature of the 
change, the date of the proposed change, and 
the approximate number and location of the 
employees likely to be affected. 

3 1.04 The parties shall meet to discuss the following 
options, for any employee who is negatively 
affected by technological change as defined in 
31.01 above, or who is affected by displace- 
ment as a result of technological change: 
Placement in a vacant position of equal or less- 
er classification for which the employee pos- 
sesses the qualifications, ability and skills. 
Bumping any less senior employee, provided 
the employee already possesses the neces- 

a) 

b) 
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sary skills, qualifications, abilities and 
competence to perform the work avail- 
able without training other than familiar- 
ization of no longer than five ( 5 )  working 
days. Employees shall be allowed to 
bump to a higher paid classification. 
Training, at the Region’s expense that can be 
completed within 140 hours, to provide the 
employee with the skills required by the new 
method of operation, or to fill an existing 
vacancy of equal or lesser classification. 

3 1 .OS No employee shall be hired into the bargaining 
unit by the Region until all qualified employees 
affected by the technological change have 
been considered for the vacancy. 

c) 

Article 32 - Performance Appraisal 
32.01 The Performance Development System 

provides a framework for ongoing com- 
munication between employees and their 
supervisors regarding the employees’ job 
performance and satisfaction. Perfor- 
mance appraisals will be used for employ- 
ee development purposes only. Perfor- 
mance appraisals shall not be used by the 
Region to adversely affect the employees 
promotional opportunities or as the basis 
of discipline. 

32.02 Performance appraisals will be conducted 
on a regular predetermined schedule. 
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The performance appraisal interview is a 
two-way dialogue that will include an 
opportunity for the employee to provide 
feedback to their supervisor on a volun- 
tary basis. An employee shall be given at 
least five ( 5 )  working days notice of the 
performance appraisal meeting. 

32.03 The criteria used to evaluate an employ- 
ee’s performance in the performance 
appraisal must reflect the job the employ- 
ee performs as it relates to the depart- 
mental goals and values. Where an 
employee indicates satisfaction with their 
current position and does not express an 
interest in future promotion or advance- 
ment, these statements or views shall not 
be construed against the employee in any 
respect. Such opinions or views of the 
employee may be subject to change at a 
future date. An employee’s comments on 
their performance appraisal shall not be 
the sole factor considered in determining 
which employees shall be given training 
opportunities. 

32.04 The employee shall be given a copy of any 
performance appraisal before it is placed 
in their file. The employee shall have the 
right to respond in writing to the perfor- 
mance appraisal, and such response shall 
form part of the employee’s Me. 
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Article 33 - Term of Aweement 
33.01 This Agreement shall become effective as of the first day of April, 1996 and shall remain 

61 forck-h% the thirty-fmt day of Decem- 
G a T S - a n d  thereafter It shall be automati- 
caUy renewed from year to year unless in any 
year either party gives notice in writing to the 
other party of its desire to terminate, revise or 
amend this Agreement; such notice to be given 
within the period of ninety (90) calendar days 
before the expiry date of this Agreement 
In witness whereof the parties hereto have 
executed this Collective Agreement on this 3rd 
day of December, 1997. At Kitchener, Ontario. 

The Canadian Union 
of Public Employees, 
Local 1883 

Mark Charboneau 
Committee Member 
Pam Myers 
Committee Member 
Heather Gmssick 
Committee Member 
Jack Byrne 
Committee Member 
Joan Clarkson 
Committee Member 
Janice Richards 
Committee Member 
Sean Keating 
Committee Member 

The Regional 
Municipality of 
Waterloo 

Ken Seiling 
Regional Chair 

Ev Stettner 
Regional Clerk 

Cheryl Lowe 
Assistant C.A.O., 
Human Resources 

M.L. Mellor 
Director, Human Resources 
Services 
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CI 
0 
0 

GRADE 2 

Clerk V (Rcfcrrds) ROO610 

Clcrk 1V (Data Entry - HC) 
Clerk Iv (Data - Finmcc) 
Clerk N (ET OptM P W )  
Clcrk IV (Emp Rcscc Cu) 
Clerk 1V (Emp Sov) 
Clcrk 1V (Enhanced Vcr/Psu) 
Cluk 1V (Rcscc Asst Joblink) 
Division hsislaot B 
Clerk IV (Data Entry - Walcr) i GRADE 4 

ROO650 
ROO107 
ROO662 
ROO744 
ROO137 
ROO657 
ROO671 
ROO702 

ROO133 Clerk 111 (Admin HC) 

I JANUARY I ,  1997 JANUARY I .  1998 1 



GRADE 4 ... Cont. 

Clerk III (Cmb Inc Mtcc) 
Clerk III (Clerk's Secretariat) 
Clerk IU ( Client Sm, Supt) 

CIwk Il l  @uta Mgt Wtr Svc) 
Clerk IU (Data - Health) 
Clerk Ill (Dab Library) 
Clerk It1 (Dental) 
Clerk 111 (Developmmr) 
Clerk In (Env Enforc Ad&) 
Clcrk In (Env Enforc Srvc) 
Clerk III (F'acilitim Admin) 
Clerk 111 (Film Cmbfl.M.) 
Clak U1 (Files -.I.M.) 
Clerk Dl (Flm Mtcc.) 
Clcrk UI (Home Child Care) 
Clerk In (lncornc Mtce.) 
Clerk U1 (puy~oll) 
Clerk 111 (Planning) 
Clerk III ( p r p  Devclopmcnt) 
Cluk I l l  (Provider Pvmts) 

Clerk 111 (Climt Scrvs) 

Position 
# 

ROO078 
ROW3 
ROO119 
ROO106 
ROO7 1 S 
ROO 108 
ROO124 
ROO1 I 1  
ROO113 
ROO094 
ROO123 
ROO506 
ROO1 14 
ROO115 
ROO116 
ROO120 
ROO138 
ROO692 
ROO129 
ROO6 I2 
ROO136 
ROO505 

Start 
12Mth 
2Yr 

UNE 1.1996 

IOURLY 
- 
- 

12.74 
13.58 
I4 48 

- 
rNNUAL - 

3,187.00 
4.716 OO 
6.354.00 

ANUARY I .  1997 

2.90 
3.75 
4.66 

23,478.00 
25.022.00 
26,681.00 

ANUARY I,  1998 

3.03 
3 89 
4.81 

23.715.01 
25,280.01 
26,954.M: 



w 
0 
N 

Clerk UI (Purchmii) ROO139 
12 Mth :: 

Caw Aidc 11 (Cmb Client Sw) 
Cuc Aide n (Child C m )  
Caw Aidc U (Special Srve) 
Clcrk U (Mmin) 

Clak U (Data - Income Mtm) 
Clak II (Facilitia Ad&) 
Clak n (Facilitia O p )  
Clcrk Il (Hospital - HC) 
Clerk ll (IntlJrc CSS) 
Clak U (ISH) 
Clak II (Library) 
Clcrk U (Licauing) 

Clak II (ClaL', Scnaariat) 

CICA n went ~lthlpall C ~ C )  

cid n ~ T O I I )  

ROO102 

Roo698 
Roo699 
ROO087 
ROO088 
ROO125 
ROO697 
ROO089 

WNE I .  1996 I JANUARY 1,1997 A" J ,  1998 



POSITION TlTLE 

GRADE 6 

hrst T e ~ h n i c i ~  ( T d i c  Eng) 
C.1.M.S Openlor (ImMtce) 
C u e  Aide I (Emp Optnr) 
C m  Aide I (EM) 
Cuc Aide I (lnc Mtce) 
Cus Aide I (PSV) 
Clerk I ( M A S  - Firunce) 

?oition 

ROO714 

ROO701 

Roo646 
ROO722 
ROO345 

RME I. 1996 JANUARY 1,1997 

HOURLY 

13.29 
14.18 
15.12 

ANNUAL HOURLY 

24.188.00 13.46 
25.808.00 14.36 
27,518.00 15.31 1 

ANNUAL 

24.497.00 
26.135.00 
27.864.00 

1.4NUARY 1.1998 

HOURLY 

13.59 
14.50 
15.46 

- 
ANNUAL 

24.734.00 
26.390.00 
28.137.00 

14.11 
15.05 
16.04 

25,680.00 
27,391.00 
29,193.00 

14.25 
15.20 
16.20 

25,935.00 
27.64.09 
29,484.W 



POSITION Tn7.E 

GRADE 6 ... Coni 

C l d  1 ( A m  Payablc) 
Clerk I (CH&SS - Finance) 

Clerk 1 (Rg Dcv Charen) 

Clerk I mranr Opl- Tr&c) 
Clerk I prcuury Svcu) 
Clerk I (Watcr Opcrationr) 
Cornputs Network Aan. 
Cook (Child Carc) 
D e n L a l h U  
Inspector (Toile Rep1 Rgm) 
hake  Aucssrncnt M (I.M.) 
Ntwk o p a t r  & Vce Corn  

Provider Svcn 1\14 (HC) 

Clerk I (Corp S m  - F m )  

Clerk I (Tm o p s  - R o a h )  

office Svcet As* (Airport) 

Position 
# 

ROO073 

ROO63 1 
ROO157 
ROO189 
ROO690 
ROO713 
ROO719 
ROO707 
ROO740 

RTNE 1.1996 

HOURLY ANNUAL 

13.94 25.371.00 
14.86 27.045.00 
15.84 28.829.00 

JANUARY 1.1997 

HOURLY ANNUAL 

14.11 25.680.00 
IS 05 27.391.00 
16.04 29.193.00 

IANUARY 1.1998 

HOURLY ANNUAL 

1425 25,93500 
15.20 27.66400 
1620 29,484M) T 

NOTE: For jobs regularly scheduled 40 (forty) hours per wok. thc annual duy &Jl bc 
calculated by multiplying thc rcpu*r mc by 2080. 



POSITION TITLE Position 
# 

Budgel Ass (I.H.P.) 
Compurcr Suppl Asn (I.M.) 
Data Syslnns Tech (HC) 
Dental Health Educator 
G.1 S. Project hst 
Health Education Technician 
Lso Administrator (Joblit)  
Policy & Proah  Writcr (HC) 
Technician P.C. 

JANUARY I, 1997 JUNE 1. 1996 

ROO191 

Roo688 
ROM74 
ROO733 
ROO493 
ROO730 

JANUARY I ,  1998 

ANNUAL 

26.954.00 
28,756.00 
30.649.00 

28,374.00 
30,248.00 
32.250.00 

HOURLY 

14.96 
15.96 
17.01 

15.75 
16.79 
17.90 

ANNUAL HOURLY 

26.627.00 14.81 
28.392.00 15.80 
30.267.00 16.84 I :taR 

2Mlh 
Yr 

:M 
2 Mth 
! Yr 

HOURLY 

14.63 
15.60 
16.63 

15.40 
16.41 
17.50 

- 
ANNUAI - 

27.227.W 
29.M7.OC 
30,958 OC 

- 

28,665.M 

32,578.0( 
30,558.OC 

- 

GRADE 7 

Budge Ass1 (Wslc Mngt) 
Debt Records Asst 
Dcnlal Ass1 (Clinical) 
Dcsign Tech (Traffic) 
Dcsiper I1 (Corp Res) 
Printcr 
Sr. Clerk (ACas Receivable) 
Sr. Clerk (Eligibility Review) 
Sr. Clcrk (Payroll) 
Technician(Wa1cr Monitoring) 
Technician Libmy (CH) 

GRADE 8 

R00388 
ROO367 
ROO188 
ROO196 
ROO638 
R00317 
R00066 
R 0 6 5  
Rw691 
ROME3 
ROO689 



POSITION TITLE I p i t i o n  1 (JUNE1.1996 I JANUARY I .  1997 

GRADE 9 

By-Law Enforc Officer 
Dcdgoa I (COT Ruourcw 
Financial Assistant (Airport) 
Financial Assistant (CHSiSS) 
Library Aut (B) 
Programma (Applim~ Supp) 
Progrmcr (CH&SS Sysm) 
S u m y  Tech I1 ( I m m c n t s )  
Tabnicd Support Asst 
Technician Cadd 

R00197 
ROO706 
ROO235 
ROO256 
ROO72 I 
ROO718 
ROO473 
ROO622 

W A R Y  I ,  1998 

OURLY ANNUAL 

34.398 Do 



POSITION TITLE Position 
# 

HOURLY 

17.26 
18.40 
19.62 

GRADE 10 

Automation Tech (LM.) 
Buyer 
Cartographa I 
Cbocworkcr 111 (H.C.C.) 
Child Can Tencher 
Coord, Wage (DHC) 
Dental Hygimist 
Deign Tech I (D & C) 
Env m c c r  II (Industrial) 
Env officer II (Landfill) 
Fiwrcial Assistant ( M A S )  
G.I.S. Analyst 
Intake Caseworker 0.M.) 
Programmu (hi0 SptCm3) 
Progrnmmcrflntana Spccst 
Tahniciaa I (Biological) 
Technician I (Inorganics) 
Technician I (Tram Orgaoic~) 
Tahnician Hydrogeological 
Technologist LU (Facil. Plan) 

ANNUN. 

31,413.00 
33.488.00 
35,708.OO 

ROO696 

ROO187 
ROO177 
ROO192 
ROO194 
ROO481 
ROO627 
ROO23 1 

ROO332 
ROO717 
ROO484 
ROO480 

ROO618 
ROO487 

HOURLY 

17.65 
18.82 
20.07 

StMI 
12 Mth 
2 Yr 

ANNUAL 

32,123.00 
34,252.00 
36.527.00 

lA!WARY 1.1997 

5OURLY 

17.48 
18.63 
19.87 

ANNUAL 

31,814.00 
33.907.00 
36.163.00 

IANUARY I ,  1998 



Assi Policy Plaoocr 
Cascworka (FBA-D) 
Cavworka Il (Child Care El) 
Cmtworka 11 (PSU) 
Coord. Education (DHC) 
Coo4  Education (JSH) 
Coord. Waia EBicimcy 
con AcWun(an1 
Envir E&cmt Oficcr 
Fioancid Asst (Env Sav) 
Fmcid Aut clhy Srv) 
Idam Dcvelpmt Tbcrapirrt 
Library Syrrtems Analyst 
Printer Lead Hand 
Programmer (Oracle - 1.5) 
Project Tech (D & C) 
Survey Tech I (Party Ckicf) 
Tccbnologirrt I1 (Biolodcd) 

UNE 1.19% 

ROO03 I 
ROO720 

ROO659 
ROO161 
ROO 162 
ROO639 
ROO233 
ROO208 
ROO232 
ROO234 
ROO246 
ROO255 
ROO318 
ROO694 
ROO687 
ROO472 

IANUARY 1.1997 JANUARY 1.1998 

I2 Mih I 
ANNUAL 

33,816.00 
36,036.00 
38,457.00 

HOURLY 

18.77 
20.00 
21.34 

i0uRLY 

18.35 
19.56 
20.87 

34,161.pO 
36,400.00 
38.839.00 i 



POSITION TITLE 

I HOURLY ANNUAL 
GRADE 12 i i 

Position JUNE I .  1996 
# 

Asst SupvResce Teacher 
Caseworker I (Inc Mtce) 
C o r n  Participation Worker 
Comcrvator 
Emplyt Dev Worker 
Env Officer I (water Srvc) 
Intskc Asscssmt Coord (IM) 
Policy & Training Asst 
RcgirtrarRcrcarchcr 
Tcchnician I (Consiruction) 
Technologist I (Comdor 

Technologist I (Signals) 
Technologist I (Traffic Sys) 
Technologisl I (Traffic) 
Technologist 1 (Tramp Ops) 
Technologist I (water Srvc) 
Tcchoologist, QNQC 

Mngt) 

ROO034 
ROO058 
ROO741 
ROO156 
ROO672 
ROO500 
ROO7 I2 
U00676 
ROO358 
ROO479 
ROO501 
ROO496 
ROO497 
R00498 
ROO495 
ROO494 
ROO488 

Stan 19.58 
12Mfh 20.89 
2 Yr 22.27 

35.636.00 
38.020.00 
40,531.00 

JANUARY I .  1997 

HOURLY 

19 82 
21 15 
22 55 

WNUAL 

16.072.00 
38.493.00 
$1.04 I .00 

JANUARY I .  1998 

HOURLY 

20 02 
21.36 
22.78 

16,436.00 
38,875.00 
11,460.00 



POSlTlON T1TL.E 

GRADE 13 

Coord. Wartc Reduction 
Employment Coordinator 
OEccr, Environmental Hcalth 
Officer. Hcalth Promotion 
Parcntd Supporl Worker 
Sr Caxworkcr porn Ho~tcb) 
Sr Cavworkcr (Elig RCV;tw) 
Sr Cavworka (tiostds) 
Sr Cawworkcr (Students) 

GRADE 14 

Principal D ~ l p m t  Planncr 
Principal Policy Plannn 
Public Hcallh h p m o r  
Sr Public Hcdth lnspcctor 

GRADE I S  

Client S m i m  Conwllant 

Social Worka (HC) 
LMd PUIChdShg Offificcr 

JANUARY 1,1997 JANUARY I .  1998 JUNE 1.1996 Position 
# 

ROO180 
RW725 
R-3 
ROO307 
ROO310 
ROO381 
ROO382 
ROO385 
ROO386 

RW3 I 5  
ROO316 
ROO341 
ROO400 

R00380 

R00379 
R0025 I 

2409 43.84400 
25 69 46,756.00 
27.39 49.850.00 

I 



APPENDIX “ A  CONTINUED 

Special Notes 
1, Employees with Previous Service with the Region 

Where employees with previous service with 
the Region are rehired into the same or similar 
classification as their previous classification 
with the Region, and the break in service from 
when they are returning is less than two (2) 
years and the employee was employed with 
the Region in the same or similar classification 
in excess of two (2) years, the Region shall start 
the employee at the one year rate in the salary 
progression. 
Employees hired under lob Creation Programs, 
Emdoyment Development Programs. or other 
such urograms: 

These employees will recieve ten (10%) per 
cent less than the start rate for the classifica- 
tions they are hired into or assigned. 
These employees will not progress through the 
range beyond the start rate. 
They will work the normal hours of the job 
they are hired into or assigned. 

2 .  

a) 

b) 

c) 
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APPENDIX “B” 

DEa Date 
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APPENDIX “C” 

MEMORANDUM OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF WATERLOO 

- and - 
THE CANADIAN UNION OF PUBLIC EMPLOYEES, 

LOCAL 1883 

THE PARTIES to this Collective Agreement agree that 
the Prepaid Leave Policy established by the Council of 
The Regional Municipality of Waterloo (attached) shall 
apply to members of CUPE Local 1883, subject to 
such modifications and/or amendments as detailed 
herein, which are required to obtain conformity with 
the requirements of Revenue Canada (Taxation) regu- 
lations, in particular Part N I 1  as amended. 

The Policy modifications are deemed to be as follows: 
1. The arrangement is not established to provide 

benefits to the employee on or after retire- 
ment, but is established for the main purpose 
of permitting the employee to fund, through 
salary or wage deferrals, a leave of absence 
from employment of not less than 6 consecu- 
tive months that is to commence immediately 
after a period (“the deferral period”) not 
exceeding 6 years after the date on which the 
deferrals for the leave of absence commence. 
The amount in respect of interest or other addi- 
tional amounts that may reasonably be consid- 

2. 
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3.  

4.  

5 .  

6. 

ered to have accrued to or for the benefits of 
the employee to the end of the taxation years 
shall be paid in the year to the employee. 
The arrangement requires that all amounts held 
for the employee’s benefit under the arrange- 
ment shall be paid to the employee out of or 
under the arrangement no later than the end of 
the first taxation year that commences after the 
deferral period. 
Throughout the period of the leave of absence, 
the employee does not receive any salary or 
wages from the Employer, or any other person 
or partnership with whom the Employer does 
not deal “at arm’s length”, other than the 
amounts of salary that was deferred or reason- 
able fringe benefits paid by the Employer. 
Throughout the period of the leave, the 
employee is not be employed elsewhere 
unless they have prior written permission 
from the Assistant C.A.O./Human 
Resources to take other employment. 
An employee is to return to regular employ- 
ment with the employer after the leave of 
absence for a period that is not less than the 
period of the leave of absence. 

In addition, the following shall also apply: 
1. 

2. 

The Policy shall come into effect as of January 
1,1991, for members of the Local. 
AU carriers of employee benefits plans shall be 
notified of the agreement to enter into use of 
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the plan, and: 
shall be notified by the Employer at least three 
(3) months in advance when an employee is to 
start the actual leave permitted by the plan. 
shall maintain the level of benefits during the 
entire period of leave in accordance with the 
full salary paid leave in accordance with the 
full salary paid immediately before the com- 
mencement of the leave. 
Any employee undertaking said leave shall be 
informed prior to approval being granted, that 
for the purposes of Ontario Municipal Employ- 
ees Retirement Systems pension contributions 
deductions and establishment of "accredited 
services" the employee shall be required to 
contribute based on the total of contributory 
earnings in any pay period and that during the 
time of absence, the employee is deemed to be 
on an authorized leave of absence which the 
member could purchase as "broken service" in 
accordance with Section 10 of the OMERS 
Manual. 
In the event the employee becomes disabled 
while on leave, the employee shall not be eligi- 
ble for Long Term Disability benefits prior to 
exhausting accumulated sick leave or 119 days 
of total disability has elapsed, whichever is the 
greater. 
That any pertinent federal or provincial regula- 
tion which comes into effect hereafter shall be 
adhered to by the parties as of the date said 
regulations receive Royal Assent. 

115 

a) 

b) 
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THE REGIONAL, MUNICIPALITY 
OF WATERLOO 

PREPAID LEAVE PLAN FOR PERMANENT FULL-TIME 
EMPLOYEES 

LEAVE PLAN) 
(ALSO KNOWN AS A VOLUNTARY SELF FUNDED 

MANDATORY TERMS AND CONDITIONS 
A self funded prepaid leave policy has been devel- 
oped and approved by Council, to afford full time 
employees the opportunity at the sole discretion of 
the Region, of taking a continuous “unpaid” leave of 
absence of either six (6) months or twelve (12) 
months, and to finance the leave through deferral of 
salary for the appropriate period. The following terms 
and conditions will apply: 

1. Eligibility 
All permanent full-time Regional employees 
who have completed at least five (5) years of 
continuous full-time service prior to com- 
mencement of the leave. However, for union- 
ized full-time employees, such leaves are only 
available, where written and signed agreement 
has been reached with the particular union 
executive, regarding certain aspects of such 
leaves that may be in conflict with the applica- 
ble Collective Agreement. 
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2. 

2.1 

Length of Leaves - SalaryWage Deferral 
Employees may only apply for one of the fol- 
lowing authorized leave plans: 

i) Deferral of normal salary/wages over a two 
(2) year period for a six (6) month leave; 

ii) Deferral or normal salary/wages over a four 
( 4 )  year period for twelve (12) month 
leave. 

Eighty (80%) percent of an employee’s normal 
salary/wage will be paid to the employee dur- 
ing the salary deferral period chosen, and the 
Region will withhold twenty (20%) percent. 

FOOTNOTE: “Normal” salary/wages as used in 2.1 
and 2.2. refers to an employee’s normal and 
usual bi-weekly pay, and excludes all forms of 
premium pay. 

2.2 

3. Funding DeDosits and Interests 

i) Deferred funds will be deposited into an 
interest bearing account in the bank nor- 
mally used by the Region, and the Region 
will maintain a record of funds and interest 
for each individual employee approved for 
prepaid leave. 

ii) The total amount of accumulated salary/ 
wage deferral funds will be paid to the 
employee in thirteen (13) or twenty-six 
(26) bi-weekly payments as appropriate for 
the approved period of the leave. In keep 
ing with federal regulations the amount in 
respect of interest that may reasonably be 
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considered to have accrued to or for 
employees to the end of the taxation year, 
shall be paid in the taxation year to employ- 
ees. 

iii) Federal regulations also require that all 
amounts held for employees, must be paid 
to employees “no later than the end of the 
first taxation year that commences after the 
deferral period.” 
The Region’s requirement of a maximum 
one (1) year leave period, will keep us in 
compliance with this Regulation. 

iv) AIIY cost of living increase, anniversary 
increase or any other type of permanent 
increase given to the employee during the 
deferral period, will be included for com- 
putation of the 20% amount to be deferred. 
Conversely, any decrease in salary/wages 
(eg. employee off on unpaid sick leave), 
occurring during the deferral period, 
would result in an amount perhaps less 
than originally expected being paid to the 
employee during the leave period. 

4. Amlication and Approval 

i) Employees must complete and sign a spe- 
cial application form PF36, and give to their 
Department Head at least six (6) full 
months prior to the start date of the salary 
deferral. 

ii) If Department Head approving, form PF36 
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will then go to the Assistant CA0,Human 
Resources, ChiefAdministrative Officer and 
A&F Committee in that order, for their 
approval. 

iii) At least twelve (12) months must elapse 
before an employee can be approved for 
any subsequent prepaid leave. 

5. Commencement of Leave 

Prepaid leaves must commence immediately 
upon the cessation of either the two (2) year or 
four (4) year salary/wage deferral period. 

6. HealthNelfare Benefits 
The following benefits may be maintained by 
the employee during the leave period, with the 
employee paying 100% of the premiums. 
Employees must indicate on form PF36 when 
applying for the leave, if they wish benefits to 
be continued, and payment arrangements (see 
Footnote) suitable to the Human Resources 
Department must be made prior to the com- 
mencement of the leave, or else all benefits will 
be immediately cancelled and the employee 
would have to make application for benefits in 
the usual manner and subject to our carrier’s 
regulations, immediately upon returning to 
duties following cessation of the leave period. 
- Major Medical 
- Dental Plan 
- Life Insurance &AD&D * 

* - Long Term Disability (LTD) (however, should 



an employee become disabled during the 
leave, the LTD benefit will not commence to be 
calculated and in the normal manner, until the 
employee’s scheduled return to work date) 

These benefits would be based on the employ- 
ee’s full salary prior to the leave commencing, 
and not the lesser salary. 

FOOTNOTE Arrangements for on-going payment of 
premiums by the employee must be made and 
maintained as per the arrangements agreed to 
with the Human Resources Department, or  else 
all benefits being paid for will be immediately 
lost and reinstatement will be according to our 
carrier’s regulations upon the employee’s 
return to regular duties. 

- OHIP 

7 .  Withdrawal From the Plan 
7.1  Prior to Leave Commencing 

i) Once salary deferral has commenced, 
employees can only withdraw from the 
plan under exceptional circumstances such 
as severe financial hardship etc. 

ii) To withdraw from the plan, the employee 
must make a request in writing to their 
Department Head, giving reasons, etc., at 
least four (4 )  months prior to the sched- 
uled start date of the leave. The Depart- 
ment Head will send the request to the 
Assistant CAO, Human Resources with any 
suitable comments attached. 
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iii) Regardless of the length of time that salary 
deferrals have been made, the employee 
withdrawing from the plan will receive 
payment of accrued funds plus that year’s 
interest, in a lump sum. 

iv) If an employee is laid off during the salary 
deferral period, the employee will be 
required to immediately withdraw from the 
plan and accrued salary plus that year’s 
interest will be paid in a lump sum to the 
employee. 

v) Should death occur to the employee during 
the salary deferral period, all accrued funds 
plus that year’s interest will be paid to the 
estate of the employee in a lump sum. 

7.2 After Leave Has Commenced 

i) Once the prepaid leave period off work has 
commenced, it cannot be cancelled by the 
employee, and must run through to its log- 
ical conclusion. 

ii) Should the employee terminate employ- 
ment, retire, etc. during the leave, normal 
termination/retirement procedures will be 
followed, and any accrued funds remaining 
will be given to the employee in a lump 

iii) Should death occur to the employee during 
the period of prepaid leaves of absence, 
employees cannot receive any salary or 

S U m .  

121 



wage from the Region "or from any other 
person or partnership with whom the 
Region does not deal at arm's length," other 
than the amounts of salary or wage that 
was deferred. 
The Region will ensure compliance with 
the foregoing. 

8. Senioritv. Vacation, Anniversary Increases etc. 
During the Leave 
i) Seniority will not accumulate, but will 

remain at the level attained at the.start of 
the leave. 

ii) Union dues will be based on the full salary 
earned prior to the leave commencing, and 
will not be deducted from payments made 
to the employee during the period on 
leave. 

iii) Vacation level earned will remain at the 
level attained at the start of the leave; i.e. 
the period on leave will not be included in 
calculating vacation eligibility. 

iv) Vacation earned but not taken at the com- 
mencement of the leave period, will be 
paid out at the start of the leave,'and based 
on the regular salary level. 

v) Employees who are not at the top of their 
salary range, will not be able to use the leave 
period for calculating upward movement in 
their range, i.e. the leave period is lost. 
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vi) An employee’s total of sick leave credits 
will remain at the total earned at the start 
of the leave and will not accumulate during 
the leave period. 

vii) Employees on leave will not be able to 
obtain any monetary withdrawal from their 
sick leave credits should they be ill or other- 
wise incapacitated during the leave period. 

viii)Should an employee become pregnant, 
such that a maternity leave as provided in 
the appropriate Collective Agreement or 
personnel policy, would go beyond the 
scheduled date to return from the prepaid 
leave, it is up to the employee to apply for 
a period of maternity leave that covers the 
period left remaining of the maternity leave 
(i.e. the period between the normal return 
to duty date from prepaid leave, and the 
end of the maternity leave). 
Should an employee become ill during the 
period on prepaid leave, such that the 
employee cannot return to duty on the 
scheduled return date, it is up to the 
employee to get appropriate medical certi- 
fication to their supervisor within three (3) 
working days of their scheduled return 
date, or else the “termination if absent from 
work without an acceptable reason” clause 
in the appropriate Collective Agreement or 
personnel policy, will apply. 
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9. Return to Duties 

i) Federal regulations require that employees 
must return to regular employment with 
the Region after the leave of absence has 
ended, for a period that is not less than the 
period of the leave of absence. Therefore, 
employees who request approval for a six 
(6) month or twelve (12) month prepaid 
leave, must agree to return to employment 
at the end of the 6 or 12 month period, for 
at least the same period of time. 

ii) Upon return to duty following completion 
of the leave, an employee will go back to 
the same position they held at the start of 
the leave. 
No other employee who is absent on a pre- 
paid leave shall have their position made 
redundant or subject to layoff while that 
employee remains on prepaid voluntary 
leave. 

10. General Conditions 

i) The Region assumes no responsibility or 
liability for any consequence arising out of 
the prepaid leave plan, as it relates to the 
effects on the Canada Pension Plan (CPP), 
the Ontario Municipal Employees Retire- 
ment System (OMERS), Revenue Canada 
(Income Tax), Employment Insurance, 
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Workers’ Compensation, etc. The responsi- 
bility lies solely with the employee. 

ii) Revenue Canada in approving our plan, has 
informed us that, based upon information 
known to-date, it appears as if deductions 
for Income Tax, C.H? and Employment 
Insurance, would be made on the 80% of 
salary paid during the salary deferral years, 
and then such deductions would also be 
made on the salary being received during 
the actual prepaid leave period i.e. deduc- 
tions on the lesser amount for the whole 
period chosen by the employee. 
(Employment Insurance also points out 
that employees on prepaid leave are not eli- 
gible to receive E.I. payments during the 
leave period, as they are considered by 
them to still be on salary. 

iii) OMERS requires that appropriate deduc- 
tions from the Region and the employee 
are made based on the normal full salary 
before any deferral amounts are withheld. 
The actual period 011 prepaid leave accord- 
ing to OMERS, would be considered by 
them as an authorized leave of absence 
which the employee could purchase some- 
time after returning to duty, however, the 
employee would then have to pay both 
portions of OMERS (i.e. the employer and 
the employee amounts). 



iv) Workers’ Compensation will not apply dur- 
ing the leave. 

v) Employees on a prepaid leave, will not be 
considered for employment in any other posi- 
tion that comes under Regional jurisdiction, for 
the period on such leave. 

Signed at Kitchener, Ontario this 3rd day of February, 
1997. 

L E T E R  OF UNDERSTANDING 
- between - 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 

- and - 
THE REGIONAL MUNICIPALITY OF WATERLOO 

Re: Article 9.07 b) - Chanyedjob vs. New Tob 

During the course of negotiations the parties 
discussed the issue of Changed Job vs. New Job 
and set out the following criteria: 

1. A change of more than 80% to the core 
duties and responsibilities of the job, in 
conjunction with a change to education 
and experience, is a new job. 
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2. 

3. 

4. 

5.  

Changes to the requirements of educa- 
tion, experience or specialized training; 
the transfer of duties in or out of a job; or 
a new job description, do not result in a 
new job unless the conditions in item #1 
are met. 
The determination of whether a job is 
changed job or a new job will be based on 
the actual duties and responsibilities 
being performed in the job, in accordance 
with item # I  above. 
Title change alone is neither a changed 
job or a new job. 

The transfer of a job from one department 
to another will not be considered a new 
job, unless the conditions in item #1 are 
met. 
A change in workload or location, in the 
absence of any other change, shall not be 
a relevant factor in determining whether 
the job is a changed job or a new job, 
except as provided for the in the Job Eval- 
UatiodPay Equity Plan. 

Signed at Kitchener, Ontario this 8th day of 
January, 1997. 
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LETTER OF UNDERSTANDING 
between 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 
and 

THE REGIONAL MUNICIPALITY OF WATERLOO 

part 1 

Part 1 of this letter outlines the expectations for 
Union Leave for the CUPE Local 1883 President. 

During normal working hours the President is 
expected to: 
Not make out-going union calls. 
Refer incoming calls to the union phone num- 
ber and office hours. 
Not conduct union meetings without prior 
approval. 
Not process union paper work. 
Endeavour to schedule union meetings outside 
the normal working hours. 

During union leave hours the President is 
expected to: 

Conduct any union business as the local sees 
fit. 

Return phone calls. 
Meet with employees provided employees 



have permission to be away from the work- 
place. 

The Union agrees to inform the membership of 
the Union phone number and hours that the 
President is available. 

Exceptions may be permitted with prior con- 
sultation. 

3. 

4.  

Part 2 
1. The Region will provide the Union with 

access to E-maiVfax/voice mail applica- 
tions to conduct labour relations busi- 
ness. The Union and the Region will meet 
to discuss the feasibility of the Union 
using E-mail to communicate with the 
membership. 
Both parties agree to undertake to provide 
their officials with joint training on the 
Collective Agreement. 
Following union elections, the parties will 
undertake to jointry advise the supervi- 
sors of union officials of the scope and 
nature of their union activities, and their 
legitimate and necessary impact on the 
workplace. 

4. The Region will undertake to provide 
appropriate coverage for executive mem- 
bers while away from their normal duties 
on union business. 

2. 

3. 



5. The Region will provide the Union with 
access, as required to a private meeting 
room and telephone at Regina Street and 
150 Frederick Street. 

Signed at Kitchener, Ontario this 6th day of 
November, 1996. 

LE'ITER OF UNDERSTANDING 
between 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 

and 
THE REGIONAL MUNICIPALITY OF WATERLOO 

During the course of negotiations the Region and the 
Union discussed several health and safety issues and 
agreed to the following: 

1. The number of CUPE Local 1883 representa- 
tives on the Joint Health and Safety Committee 
will be jointly agreed upon by the parties. 
They are as follows: 
Main Street - Cambridge - 3 representatives - 
reduce to 2 when next vacancy occurs. 
Regina Street - 3 representatives. 
Administration - 4 representatives. 
Landfill - 2 representatives. 
Laboratory - 4 representatives. 
The CUPE Local 1883 Committee representa- 2. 
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tives will meet minimum competency stan- 
dards as set out in the Occupational Health and 
Safety Act, The parties reaffirmed the commit- 
ment to continue education workshops for 
CUPE Local 1883 committee members from a 
variety of trainin g sources. 
The Region will seek to have each Joint Health 
& Safety Committee within the jurisdiction of 
1883 develop terms of reference. 
The Region will seek to facilitate the exchange 
of minutes of meetings between the Joint 
Health & Safety Committees and the Health 
and Safety representatives in locations without 
committees. 
The Region will seek the co-operation of all 
unions in order to form a Core Health and 
Safety Committee. The purpose of the Com- 
mittee is to exchange health and safety infor- 
mation and create articles that can be incorpo- 
rated into the Region News. These articles 
might include information on the Committee 
initiatives, the Region’s health and safety 
record or provide a focus on a specific aspect 
of health and safety in each issue. The mem- 
bers of the Committee will develop terms of 
reference suitable to all the parties. 
The Core Committee will meet two (2) times 
per year and will be comprised of the Co- 
chairs of the Joint Health & Safety Committee 
throughout the Region. 

3. 

4. 

5. 

Signed at Kitchener, Ontario this 3rd day of February, 
1997. 



LE’ITER OF UNDERSTANDING 

between 
THE CANADIAN UNION OF PUBLIC EMPLOYEES, 

LOCAL 1883 
and 

THE REGIONAL MuNICIPALlTY OF WATERLOO 

The Region shall in all cases meet or exceed the pro- 
visions of the Occupational Health and Safety Act, 
which is understood to provide only the base mini- 
mum standards for health and safety of employees. 

Accordingly, in the event that any proposed amend- 
ments to the Occupational Health and Safety Act are 
passed by the Legislature of Ontario, regarding “Part 
V - Right to Refuse to Stop Work Where Health and 
Safety in Danger”, the parties agree that they will con- 
tinue to be bound for the life of this Agreement by 
Part V of the “Occupational Health & Safety Act and 
Regulations for Industrial Establishments” that is in 
force as of the date of signing of this letter. The par- 
ties will meet to incorporate the provisions of Part V 
and any other mutually agreed health and safety stan- 
dards into the Collective Agreement. 

Signed at Kitchener, Ontario this 3rd day of February, 
1997. 



LETTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF WATERLOO 
-AND- 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 

The parties recognize that the Ontario government is 
considering changes to the Workers' Compensation 
Act and the manner in which the Act is administered. 

In the event that any of the proposed amendments 
are passed in the Legislature, the parties will meet 
within thirty (30) days to discuss the impact of such 
amendments on employees. 

In any event, should the rate of compensation bene- 
fits be reduced, the employee shall continue to 
receive full pay from the Region, subject to the provi- 
sions of Article 30.05. The additional percentage of 
pay (wage top up) shall be made up by increasing the 
charge against the sick leave credits, an amount 
which shall be mutually agreed upon between the 
Region and the Union.  

The Region shall not seek to amend the current 
charge against the sick leave credits of one (1) hour 
per day unless the rate of compensation benefits is 
reduced below eighty-five (85%) percent of net pay. 

Signed at Kitchener, Ontario this 10th day of March, 1997. 
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L E T E R  OF UNDERSTANDING 
- between - 

T H E  REGIONAL MUNICIPALITY OF WATERLOO 
- and - 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 

The signatures affixed to this Letter of Understanding, 
constitute understanding and acceptance of the fol- 
lowing conditions respecting the implementation and 
maintenance of a Job Sharing Program. 

1. AU job sharers will be treated as permanent 
full-time employees and their employment will 
be governed by the Collective Agreement as 
applicable except as provided by specific vari- 
ations set forth in this Letter of Understanding 
(see paragraph 8). 
Job sharing positions may be considered by the 
parties when interest is expressed by employ- 
ees or management. The approval of a Job Shar- 
ing arrangement will be at the discretion of 
either of the parties to this Letter of Under- 
standing. A request initiated by employees 
shall identlfy those employees who will be 
paired to share the position. Seniority will not 
apply when the initial pairing is made. 
Subject to Management’s discretion of approval 
in paragraph two above, the schedules and 
time worked by each of the employees will be 
negotiated by management and job sharers 

2 .  

3. 



based on staffing and operational needs. When 
a replacement is required, the original schedule 
will be maintained unless a change is agreed to 
by all parties. 

a) If a vacancy does not exist in a classifica- 
tion agreed upon by the parties to be jot, 
shared, the parties may discuss the option of an 
individual employee or two employees relin- 
quishing their rights to their full-time position 
and transferring to a job sharing position. If a 
job sharing position is created, the posting 
arrangement in paragraph 7 shall occur upon a 
subsequent vacancy occurring in the shared 
position. 
Preference will be given to employees with at 
least one year of service in the department. 
Work assignments will be determined solely by 
management of the specific progmm. 
Where a job sharer is replaced temporarily for 
a period not exceeding eight (8) months, such 
temporary replacements will not become job 
sharers but will remain as part-time employees. 
If a full-time employee has submitted a timely 
request for an opportunity of working as a 
replacement for a Job Sharer on leave of 
absence, the Employer will consider such 
request so that an existing employee can try Job 
Sharing. If the full-time employee is accepted 
to temporarily replaced the Job Sharer, the full- 
time employee will be replaced temporarily 

4. 

b) 

5. 

6.  
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and she will be returned to the full-time posi- 
tion upon the return of the Job Sharer at the 
end of the leave. 

7. a) If one of the job sharers permanently 
leaves the arrangement, the remaining job shar- 
er will be given the option of reverting to a full- 
time employee in the previously job shared 
position, or remaining as a job sharer and the 
resulting job sharing vacancy will be posted. If 
there is not a successful applicant to the job 
sharing position must revert to a full time posi- 
tion. The remaining job sharer will again be 
given the option of continuing full-time in the 
previously job shared position, the job shared 
position. Otherwise, the full-time position 
must be posted in accordance with the terms 
of the Collective Agreement. 
There is no requirement for one job sharer to 
replace the other during vacation, illness, or 
other absences, or for them to arrange for cov- 
erage for their position during such absences. 
However, both parties realize the benefit of 
having the job sharers cover each other’s 
absences and therefore replacing each other 
for absences is an option available with the 
agreement of the individuals and their supervi- 
sor. 
The Collective Agreement applies as written to 
the job sharers with the following exceptions: 

b) 

8. 
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Article 2 - Recomition 
Job sharers are recognized as part of the 1883 
bargaining unit. They are differentiated from 
persons regularly employed not more than 
twenty-four (24 )  hours per week as they are 
sharing a full-time position. 

Article 4 - Check off Union Dues 
Monthly union dues will be deducted from 
each Job Sharer and such dues will be based on 
individual earnings. 

Article 8 - Senioritv 
8.01 a) If an employee is hired externally to partici- 

pate in the job sharing program, the probation- 
ary period shall consist of one hundred (100) 
actual days worked (or the equivalent). 
Job sharers seniority will accrue on a prorated 
basis from their start date as a job sharer. 
The seniority accrued by job sharers will be 
maintained on the seniority lists of permanent 
full-time employees. 

8.02 

8.03 c) After first sentence insert: 
For job sharing positions posted as required by 
paragraph seven of this Letter of Understand- 
ing, seniority will apply as above with the fol- 
lowing conditions; management will have the 
right to select a less senior employee based on 
compatibility factors, such as scheduling avail- 
ability, suitability of working with the other job 
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sharer, and such other related factors which 
apply to the requirements of the job. 

8.06 e) The “three (3) working days” shall mean 
“three (3 )  scheduled working days” for job 
sharers. 

Article 9 - lob Vacancies 
Job sharers have the opportunity to apply for 
postings as set out in the Collective Agreement 
as they have the same status as regular full-time 
employees. 

Article 12 - Grievance Procedure 
Grievances will be considered as individual 
grievances, unless the alleged incident applies 
uniformly to both job sharers. 

Article 15 - Suecified Holidays 
Each job sharer who has completed the equiv- 
alent of tm (30) calendar days or more of 
continuous service, is entitled to eight (paid) 
specified holidays regardless of the day on 
which the holiday occurs as specified in the 
Employment Standards Act. 

Article 16 - Vacation 
Each job sharer will receive a vacation period based on 
vacation time earned. The amount of vacation pay at the 
time vacation is taken shall equal the pay for the Job Shar- 
er’s normal weekly or bi-weekly pay. (ie.A Job Sharer’s 
normal weekly or bi-weekly work period shall have two 
and one-half days per week of eligible paid vacation). 
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Article 17 - Leave of Absence 
Jury Duty -Job Sharers shall be granted leave with reg- 
ular pay to serve as a juror for their scheduled days of 
work but not more than the scheduled hours of work 
on those days. 

Bereavement Leave - consecutive days leave of 
absence with pay will only apply if the job sharer is 
scheduled to work during the period defined. 

Maternitv or AdoDtion Leave -Job Sharers shall accu- 
mulate prorated seniority while on leave. 

Eligibility will be determined in accordance with 
Regional policies. The vacancy will be filled by a part- 
time employee. On return to work the job sharer shall 
be returned to the job sharer’s former job sharing 
position. 

Personal Leave - the vacancy resulting from any leave 
approved shall be filled by a part-time employee. 

Article 18 - Hours of Work. Schedules, 
Breaks and Reporting 

The pair of job sharers combined will be scheduled to 
work thirty-five (35) hours per week or forty (40) 
hours per week depending on the normal hours of 
work defined for the shared position. 

Article 19 - Premium Pay and Allowances 
Overtime -Authorized overtime will only be paid 
when a job sharer works in excess of seven (7) hours 
a day, thirty-five (35) hours a week or in excess of 
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eight (8) hours a day, forty (40) hours a week, and will 
be paid to the participant actually working the over- 
time hours. 

Meal Allowance - Only one job sharer will receive the 
meal allowance, and it will be the one whose extra 
hours created the eligibility for the meal allowance. 

Article 20 - Absence from Work 
20.02 (a) Three (3) consecutive working days shall 

mean three (3) consecutive scheduled working 
days for job sharers. 

Article 26 - Definitions of Employees 
Add new definition of employee. 
Job Sharers - Job sharers are permanent 
employees who share a full-time position. 
Their rights are met as set out under this Letter 
of Understanding and the existing Collective 
Agreement. 

Article 28 - Salariesmayes - Car Allowance 
28.03 Each job sharer shall receive the negotiated 

rate of cents per kilometre, or the prorated 
portion of the existing negotiated minimum 
monthly guarantee if required by the Region to 
have an automobile for performance of their 
duties. 
Each job sharer will be paid in accordance with 
the hourly rate listed in Appendix A. (Adjusted 
for statutory holiday pay). The one and two 
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year rates will apply after a job sharer works 
the equivalent of a full-time working year for 
each rate respectively. 

Article 23 - Health and Welfare Benefits 
Sick Leave The accumulation of sick leave for job 
sharers shall be prorated according to the pro- 
portion of the full-time job the job sharer works 
and on the basis that a full-time employee accumu- 
lates one and one-half (1.5) days of sick leave for each 
continuous month of service. A job sharer’s sick bank 
shall be debited one hour for every hour off sick. 

Employee Benefit Promm 

Job Sharers shall participate in the following employ- 
ee benefit programs: 

i) Extended Health Care 

ii) Dental Plan as noted in Article 23.04 
iii) Group Term Life and AD&D Insurance 
iv) Sick (Personal and Family) Leave Plan 
v) Ontario Municipal Employees’ Retirement 

System 
The employee will pay the proportionate cost of the 
assessed average monthly billing for i) Extended 
Health Care and ii) Dental Plan. The proportionate 
cost will be based on the normal weekly hours of 
work and the total normal weekly hours not worked 
by each Job Sharer. 

The insured amount for iii) Group Term Life and 
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AD&D shall be calculated on each Job Sharers annual- 
ized base earnings and the premium cost shall be paid 
by the Region. 

This part, on Benefit Programs, shall apply to all Job 
Sharers placed in shared positions after the date of 
this Letter of Understanding. Those Job Sharer’s 
placed in shared positions prior to the date of this let- 
ter, may choose the benefits above or to be paid a per- 
centage in lieu, except they must be in the Sick Leave 
Plan and the Ontario Municipal Employee’s Retire- 
ment System. The percentage in lieu amount shall be 
seven (7%) percent of base wages (13% reduced by 
the employer’s 6% OMERS contribution). 

Signed at Kitchener, Ontario this 4th day of February, 
1997. 

LETTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF WATERLOO 
- and - 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 

Subiect: Transfer ofAimort lobs to CUPE Local 1883 

The signatures affmed to this Letter of Understanding con- 
stitute acceptance of the following: 

1. The existing incumbents in the classification of 
Financial Assistant (Airport) and the clerical position 
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(classification to be determined) shall be placed in 
the CUPE Local 1883 bargaining unit. The transfer of 
these two airport positions and incumbents shall be 
effective the date that the provincial legislation (Bill 
Pr-38) is passed. 
The following terms and conditions will apply: 
In accordance with article 8.08 of the Local 1883 
Collective Agreement, the employees will be placed 
on the seniority list in chronological order, based on 
their length of service with t h e w o r t .  
The applicable job classification will be placed at 
the appropriate grade in Appendix "A", in accor- 
dance with the CUPE Local 1883 Job Evaluation 
Plan, and will be subject to the normal maintenance 
procedures as outlined in the Plan. 
The employees salary will be red circled (frozen) at 
their existing rate, until the me of pay for their 
respective classification catches up to their existing 
rate of pay. 
The employees will be covered by all of the terms 
and conditions of the Local 1883 Collective Agree- 
ment. 
When the above-mentioned legislation is passed, the 
Region will remit to the union an amount equal to 
the union dues which would have been paid if these 
positions had been incorporated into the bargaining 
unit on March 31,1995. 

Signed at Kitchener, Ontario this 1st day of November, 1997. 



LMTER OF AGREEMENT 

- between - 
CANADIAN UNION OF PUBLIC EMPLOYEES, 

LOCAL 1883 

-and - 
THE REGIONAL MUNICIPALITY OF WATERLOO 

RE: Temporarv Full-Time Employees EmDloved 
Through SEEP Funding 

This is to confirm the agreement of the parties that 
employees hired through funding provided by SEEP, 
will remain temporary full-time employees for a 
twelve (12) month period, or such longer period as 
provided for through the funding formula under the 
program. 

Either party reserves the right to revoke this agree- 
ment upon 60 days written notice. 

Signed at Kitchener, Ontario this 4th day of February, 
1997. 
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LJX’IER OF UNDERSTANDING 
between 

THE REGIONAL MUNICIPALITY OF WATERLOO 
and 

THE CANADIAN UNION OF PUBLIC EMPLOYEES, 
LOCAL 1883 

Temmrarv Vacancies, Postinp Selection - Pro- 
visional Article 

In order to address the Union’s concerns 
regarding providing a more equitable proce- 
dure for the selection of applicants for tempo- 
rary vacancies, and the Region’s desire to 
streamline the administration of this Article, the 
parties have agreed to the foliowing provisions. 
This Letter of Understanding and these provi- 
sions shall replace articles 9.03 a) for a term of 
one (1) year from the date of mutual ratification 
of the Memorandum of Settlement - 1996 Nego- 
tiations. 

1) Temporary vacancies, such as those 
caused by an employee’s absence owing to 
accident, injury, illness, sickness, vaca- 
tion, leaves of absence and temporary 
transfer that are anticipated to be of a 
three (3) month duration or more shall be 
posted bargaining unit wide as set out 
below. Temporary vacancies of less than 
three (3) months duration may be posted 
at the discretion of the Region. 
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2 )  The Region will post for three (3) working 
days a notice of a new or vacation t e m p  
rary position showing the department and 
type of position, any required knowledge 
and/or educations, qualifications, ability 
and skills, shift, wage rate, and whether an 
automobile is required, and the initial 
location of the temporary vacancy in 
order that employees may have the oppor- 
tunity of being selected for such positions. 
Preference for application for a temporary 
vacancy shall be given to permanent 
employees subject to paragraph #2 above. 
Should there be no full-time applicants for 
the temporary vacancy, then other appli- 
cants may be considered. 
A written application shall be delivered to 
the Human Resources Division on or 
before the date specified on the posting. 
Only the senior qualified applicant will be 
interviewed. Supervisors and/or inter- 
viewem will not be advised of other appli- 
cants until the application of the senior 
applicant has been processed. The inter- 
view shall be conducted to review the 
employee’s application and to confirm 
that they have the necessary skills and 
ability to perform the work as required. 
The interview process shall not include 
any tests. The senior qualified applicant 
with the skills and ability, shall be selected 

3) 

4) 
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for the temporary vacancy. 
Any subsequent temporary vacancies up 
to a maximum of two (2), that are created 
by the above selection shall be posted and 
fdled in the same manner as set out in 4) 
above. Any additional vacancies to those 
above, shall be filled at the discretion of 
the Region. 
A n  employee shall not be permitted to fill 
more than two (2) temporary vacancies in 
a tweke (12) month period. 
In the event that an applicant with senior- 
ity is found to be not qualified, the 
employee shall be advised in writing by 
the Director, Human Resources Services of 
the specific reasons why they did not meet 
the qualifications of the temporary posi- 
tion. If the employee is not satisfied with 
this decision, the employee may have 
recourse to the Dispute Resolution Proce- 
dure as set out below. 

5 )  

6) 

7) 

8)  Dispute Resolution Procedures: 
In the event that there is a dispute sur- 
rounding the employee’s qualifications for 
the temporary vacancy, the employee 
shall file their objection in the form of a 
letter or memo within three (3) working 
days of being advised of the employer’s 
decision. Within three (3) days of receiv- 
ing the employee’s objection a meeting 
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shall be convened consisting of a Human 
Resources Representative, a Union Repre- 
sentative and the employee. The two (2) 
representatives shall receive any verbal or 
written submissions of the employee with 
respect to the reasons they should have 
been selected, including any information 
relating to their qualifications for the tem- 
porary position. The two (2) representa- 
tives shall  attempt to reach mutual agree- 
ment to resolve the dispute. 
Should the Region and Union representa- 
tives not be able to resolve the dispute, the 
dispute shall be referred to a mutually 
agreed third party Mediator. The Parties 
will share the expense of the Mediator. 
The employee who has been denied a tem- 
porary vacancy shall be required to use 
the Dispute Resolution Procedure and 
shaU not have access to the grievance pro- 
cedure. 
This Letter of Understanding shall become 
effective the date of mutual ratification of 
the Memorandum of Settlement and shall 
remain in effect for a one year trial period 
This Letter of Understanding may be 
extended by mutual agreement of the par- 
ties. The parties shall meet six (6) months 
after mutual ratification. 

Signed at Kitchener, Ontario this 5th day of February, 1996. 

9) 
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LETTER OF UNDERSTANDING 

between 
THE CANADIAN UNION OF PUBLIC EMPLOYEES, 

and 
T H E  REGIONAL MUNICIPALITY OF WATERLOO 

LOCAL 1883 

Svnomis of Discussions Re: Lavoff/Bumping Committee 

Proposed Process: 

Step 1: 

Step 2: 

Step 3: 

Step 4: 
Step 5: 

Council has approved that a position 
within CUPE Local 1883 is to be elimi- 
nated. 
W O  is offered as per the agreement. 
A meeting is arranged with an incum- 
bent, Union and a Human Resources 
representative within 2 days. The pur- 
pose of the meeting is to review the 
person’s resume/skills who may be fat- 
ing potential layoff in conjunction with 
job descriptions of less senior people. 
Person has an idea of reasonable bump 
choices. 
VEO is declined. 
If person chooses bumping option: 

a) Human Resources will meet with the 
supervisor to determine skills/require- 
ments and main duties of position the 
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person wishes to bump into. 
Joint committee of 2 Union and 2 Human 
Resource representatives create an assess- 
ment tool. 
Person has assessment interview with 
joint committee. 
Joint committee decides if person has the 
skills/requirements to perform the main 
duties of the position. 

Step 6: 

Step 7: 

The person gets the position, or; 
The person doesn’t get the position, 
look at a second bump choice and 
repeat step 5.  
If there is no agreement amongst the 
joint committee then the person has 
the right to the grievance procedure. 

A form which WiU be used in Step 3 above to be 
designed/drafted jointly. 

This letter of Understanding shall become effec- 
tive the date of mutual ratifrcation of the Memo- 
randum of Settlement and shall remain in effect 
for a one year trial period. The Letter of Under- 
standing may be extended by mutual agreement 
of the parties. The parties shall meet six (6) 
months after mutual ratification to conduct an 
experience review. 

Signed at Kitchener, Ontario this 5th day of February, 
1997. 
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L m E R  OF UNDERSTANDING 

between 
THE CANADIAN UNION OF PUBLIC EMPLOYEES, 

and 
THE REGIONAL MUNICIPALITY OF WATERLOO 

LOCAL 1883 

The 

1. 

2. 

parties mutually agree to institute an 
"Earned Vacation Time" program as fol- 
lows: 
Employees may, with the approval of the 
supervisor, which shall not be unreason- 
ably withheld, elect to work in excess of 
their regular working hours to a maxi- 
mum of s i x t y  (60) minutes per day, which 
may include their regular lunch period 
(so long as the employee retains a mini- 
mum thirty (30) minute lunch period), in 
order to acquire more vacation time. 
Once thirty five C35) hours has been accu- 
mulated, this time shall be used as vaca- 
tion time within the year of accumulation. 
This banked vacation time will be taken 
by the employee when mutually agreed 
upon. Earned vacation will be granted at 
a time suitable to the wishes of both the 
employer and employee and will not be 
unreasonably withheld by the supervisor. 
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3. This Letter of Understanding shall become 
effective the date of mutual ratification of 
the Memorandum of settlement and shall 
remain in effect for a one year trial peri- 
od. This Letter of Understanding may be 
extended by mutual agreement of the par- 
ties. 

4. This is not to be confused with Article 
19.01 (Overtime). 

Signed at Kitchener, Ontario this 16th day of February, 
1997. 

LETTER OF UNDERSTANDING 

between 
THE CANADIAN UNION OF PUBLIC EMPLOYEES, 

and 

THE REGIONAL MUNICIPALITY OF WATERLOO 

LOCAL 1883 

Whereas the parties have signed on February 6, 
1997, a letter of understanding with respect to 
Earned Vacation Time, the parties agree to 
amend paragraph 2 as follows: 

A maximum of thirty five (35) hours can 
be accumulated. Lesser amounts of 
earned vacation time may be accumulat- 



ed. This time shall be used as vacation 
time within the year of accumulation. 
This banked vacation time will be taken 
by the employee when mutually agreed 
upon. Earned vacation time may be taken 
in a 35 hour block, or in lesser amounts as 
mutually agreed upon. Earned vacation 
will be granted at a time suitable to the 
wishes of both the employer and the 
employee and will not be unreasonably 
withheld by the supervisor. 
“Thirty five (35) hours” will be under- 
stood to mean 40 hours where an employ- 
ee works a 40 hour week on regular basis. 

In addition, the parties agree: 
That the timing of the trial will be May 21,1997 
to May 20, 1998. 

Signed at Kitchener, Ontario this 15th day of May, 1997. 
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LE?TER OF UNDERSTANDING 

- between - 
THE REGIONAL MUNICIPALITY OF WATERLOO 

- and - 
THE CANADIAN UNION OF PUBLIC EMPLOYEES, 

LOCAL 1883 

Re: Implementation of Method of Determining 
Seniority for Employees with Same 
Length of Seniority 

During the course of negotiation the parties dis- 
cussed the difficulties of determining the rela- 
tive seniority of multiple employees who shared 
the same length of seniority by means of a coin 
toss. In order to make the determination of rel- 
ative seniority among employees with the same 
seniority date or equal length of seniority easier 
to determine and clear to employees, the parties 
have agreed as follows: 

All current permanent full-time employees on 
the CUPE 1883 seniority list shall be assigned a 
randomly generated number. They shall be 
advised of their RGN and it shall be recorded in 
their employee file in Human Resources and on 
the seniority list. 

The union wiU be given a copy of the computer 
program prior to the process commencing. 
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The union shall be present during the initial 
process. 

Also see Article 8.04 in the Collective Agreement 
for further clarification. 

Signed at Kitchener, Ontario this 4th day of February, 
1997. 

LETTER OF UNDERSTANDING 
between 

THE CANADIAN UNION OF PUBLIC EMPLOYEES 
and 

THE REGIONAL MUNICIPALITY OF WATERLOO 

The parties recognize that the Region of Water- 
loo’s “Ontario Works Business Plan” or its suc- 
cessor or similar plan will not be used to dis- 
place or replace any paid work of full-time 
employees, part-time employees, or students or 
volunteers, if any. The Region agrees that 
“Ontario Works” clients/placements shall not be 
placed into any position that is covered in 
whole or in part by Article 2.01 or any position 
that has been vacated by retirement, resigna- 
tion, promotion, technological or organization- 
al change, layoff or by acceptance of a V.E.O. 
unless the position has been vacant for more 
than 3 years. 

Signed at Kitchener, Ontario this 10th day of March, 
1997. 
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LMTER OF UNDERSTANDING 

between 

THE CANADIAN UNION OF PUBLIC EMPLOYEES 

and 

THE REGIONAL MUNICIPALITY OF WATERLOO 

The parties to the Collective Agreement hereby agree 
to a system of flexible hours of work as set out here- 
in, provided no disruption to normal service required 
by the Region is thereby created. 

I t  is understood that different employee groups or 
occupational groups may have different work require- 
ments and the application of flextime may vary with- 
in the Region’s employment. 

1. The core hours of work, exclusive of lunch 
break, shall be between 9:OO a.m. and 3:OO p.m. 
and employees shall ensure that these hours 
are part of each work day. 
All employees shall work the regular seven (7) 
hours per day and 35 hours per week, or eight 
hours per day and 40 hours per week for those 
so designated in Schedule “ A  of the Collective 
Agreement. Overtime shall be those hours 
worked beyond the seven (7) or eight hours in 
a day or 35 or 40 hours in the week as the case 
may be. 
A request for hours of work other than normal 
business hours (8:30 a.m. to 4:30 p.m.) shall be 

2 .  

3. 
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made in writing by the employee to hisher 
immediate supervisor, who shall give hisher 
reply to the employee on the form within a rea- 
sonable period of time and reasons for the deci- 
sion as may be required including any possible 
alternative to flex hours requested. 
Any subsequent request from an employee to 
change hours of work shall be submitted on 
the form at least five days before the change is 
desired, whenever possible. Request for 
change can be for several reasons ie: 
L. a one day change for an appointment for 
medical or, personal reason 
- a need to work part of the week at normal 
business hours and part flex for family reasons 
- a seasonal timetable influenced by hours of 
daylight 
If the immediate supervisor subsequently 
determines that an approved flextime arrange- 
ment is not satisfactory, the immediate supervi- 
sor may initiate a change in the hours of work 
of the employee(s) affected. In such circum- 
stances and on not less than one weeks notice, 
the employee(s) will revert to normal business 
hours of work or to such other flexed hours 
that the employee(s) may agree. 
Employees will have the option of including in 
their flex hours an alternative lunch period to 
the normal one hour so that the said break will 
last no more than 1 1/2 hours, (in 1/4 hour 

4. 
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increments wherever possible) except as pro- 
vided herein. The lunch break must be at least 
1/2 hour in length and must be taken after no 
more than five hours of work as required by 
the Employment Standards Act. The lunch 
break may be taken between 11:OO a.m. and 
2:OO p.m. in accordance with item 3 above. 
In the event that client services requires an 
employee to be available as late as 600 p.m. 
that employee may opt to take lunch break of 
up to 2 hours on that occasion. 
Whenever employees are competing for the 
prime flex hours or the most popular quitting 
time, a method of rotation will be established, 
if necessary, which is most suitable to the 
needs of the division/section so that all 
employees can have a fair opportunity to enjoy 
the prime flexed hours. Rotation shall be deter- 
mined on a seniority basis with the most senior 
employee taking the first rotation, the next 
senior and so on. 
During periods of vacation or sickness, the flex- 
time routine may have to be interrupted to 
ensure adequate service coverage. Coopera- 
tion of employees and management will be 
essential at those times. 
Any disputed request may be referred to a 
union - management meeting for discussion. 

5 .  

6. 

7. 

Signed at Kitchener, Ontario this 4th day of February 
1997. 



THE MAINTENANCE PROCESS 

FORTHE TOB EVALUATION/PAY EOuITY PLAN 

1 .  Maintenance Review Rating Committee - to 
evaluate new and/or changed jobs. 

Composition of the Maintenance Review Rating 
Committee: 

a) A non-voting chairperson who shall be the 
Director, Human Resources Services, or 
another person knowledgable in job evaluation 
who is acceptable to both parties. 
Three members of the Union, (appointed from 
the Union Appeal Advisory Committee,) of 
whom two shall have been previously trained 
in the use of the Plan, and have voting rights, 
and one non-voting observer. 

c )  Three representatives of the Employer, of 
whom two shall have been previously trained 
in the use of the Plan, and have voting rights, 
and one non-voting observer. 

b) 

The Maintenance Review Process: 

a) New jobs which are developed by the Employ- 
er to meet the needs of the operation shall be 
dealt with as set out in Article 9.07 of the Col- 
lective Agreement, and the appropriate hiring 
shall occur. Six (6) months after the job has 
been filled, the Maintenance Review Rating 
Committee shall re-evaluate the position. 
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b) Existing jobs which have a change which 
impacts the job’s skill, responsibility, effort or 
working conditions will require a new 
approved job description to reflect the job 
changes, duly signed by the appropriate Super- 
visor, Department Head, Manager, Staffmg 
and Compensation, and the Assistant CAO, 
Human Resources prior to being submitted 
to the Maintenance Review Rating Committee. 

A Joint Screening Committee will be estab- 
lished to issue a decision as to whether a job 
submitted is eligible under the above condi- 
tions for review. The Joint Screening Commit- 
tee will consist of up to two management 
members and up to two union members with 
equal representation from the union and man- 
agement. 
The decision of the Screening Committee is 
final and binding. 
If the Screening Committee is unable to reach 
a consensus, the job shall be submitted to the 
Maintenance Review Rating Committee for 
review. 
A request for job maintenance review will be 
completed and forwarded to the Human 
Resources Department who will forward a 
copy to the Local 1883 Maintenance Review 
Chairperson and a copy to the Secretary of 
Local 1883. 

Following the evaluation of a job, the Mainte- 

c) 

d) 
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nance Review Rating Committee shall inter- 
view all applicants conjointly with their super- 
visor. In the case of multi-incumbent positions, 
a representative chosen by those incumbents, 
shall be interviewed with a direct supervisor 
and the Manager or Director of the program/ 
division. 
Once a job has been reviewed by the Mainte- 
nance Review Rating Committee, that job clas- 
sification shall not request another review by 
the Maintenance Review Rating Committee 
until a full year has elapsed from the date of the 
previous Maintenance Review. 

e) 

Maintenance Review Ratine Committee Mandate; 

a) The Committee shall meet twice annually or 
more often if required, and using the Rating 
Plan, shall review all new jobs or jobs which 
are seen to have changed in skill, effort, respon- 
sibility, and/or working conditions. 
The Committee shall function with the same 
rules as the original Joint Job Evaluation Com- 
mittee. (See Rules) 
The Committee will not be required to deal 
with unsigned or incomplete job descriptions 
and materials. The parties to the agreement 
may make special provision to have the Main- 
tenance Review Rating Committee rate an 
unsigned job description. Such provision will 
be negotiated on an individual basis. 

b) 

c) 
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d) i) Those employees in new jobs or with 
amended job descriptions where the 
change occurred between June 1989 and 
the date of the first Maintenance Review 
Rating Committee meeting, will have retro- 
activity of the change assessed individually 
by the Maintenance Review Rating Com- 
mittee. Any retroactivity will be decided by 
the Maintenance Review Rating Commit- 
tee and will be paid effective the same 
dates, at the same rates, as the adjustments 
agreed to under the Job EvaluationPay 
Equity Plan. 

ii) After the first Maintenance Review Rating 
Committee meeting, the following will 

In the event a job is put before the Mainte- 
nance Review Rating Committee, the 
Region shall arrange for payment of any 
earned retroactive pay, with the effective 
date being the date upon which the 
review was requested, or the start date of 
the incumbent in the new or changed job 
classification, but at any rate shall be no 
longer than six (6)  months prior to the date 
the Maintenance Review Rating Committee 
reviews the job. Iffor any reason the job is 
not reviewed at the next Maintenance 
Review Rating Committee meeting, the 
retroactive pay will have an effective date 
of the date upon which the review was 

apply: 
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requested, or the start date of the incum- 
bent in the new or changed job classifica- 
tion. 

Where a change in the job rating occurs as a 
result of the Maintenance Review Rating Com- 
mittee’s decision and a lower wage mte will 
apply the incumbent’s wage mte (as set by 
management under Article 9.07) shall be iden- 
tified as being “out of schedule”. The incum- 
bent will be paid the rate identified which shall 
be increased annually by the negotiated cost of 
living increases, until the incumbent leaves the 
position or the job ceases to exist or  is altered 
upwards in value. Where an incumbent leaves 
a job identified as being “out of schedule” the 
new incumbent to the position shall be paid 
the wage rate applicable to the new job grade 
to the position. 

f) The Maintenance Review Rating Committee 
shall submit their decision to the Assistant 
CAO, Human Resources, with a copy to the Sec- 
retary of Local 1883. 

The Assistant CAO, Human Resources shall, in 
writing inform the head of the department of 
the decision of the Maintenance Review Rating 
Committee with a copy to the incumbent(s), 
and a copy to the Secretary of Local 1883 with- 
in 15 days of receiving the decision. 

e) 

g) 
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GENERAL RULES OF PROCEDURE 

ORIGINAL T O N  TOE EVALUATION COMMITTEE 

The following rules will apply equally to the Appeal 
Committee and the Maintenance Review Committee: 

The Committee is authorized: 
1. 

2. 

3. 

4.  

5 .  

6. 

7. 

8. 
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To examine the ratings to ensure the evaluation 
was based on the true job content and job 
requirement and not on the personal attributes 
of the incumbent. 
To identfl any errors in the rating due ro omis- 
sion or miscalculation and to recommend a 
correction of such error. 
To re-examine the degree levels assigned to 
ensure that the levels are the ones that most 
closely fit.  

To re-examine the rationale behind the evalua- 
tion to ensure the rationale is valid. 
To assess that appropriateness of the ranking of 
the position in relationship to other positions 
in the department and the Region as a whole. 
To have access to all documents and informa- 
tion relevant to the evaluation of the position. 
To interview the incumbent conjointly with 
the supervisor or a representative from the 
department. 
To seek technical advice from outside as it 
deems fit. 



- 

9. 

10. 

To jointly develop any additional rules of pro- 
cedure. 

The Rating Committee shall not change 
the interpretation of the Job Evaluation/ 
Pay Equity Plan Factor Defrnitions or 
Notes to Raters. If the Rating Committee 
wishes to make amendments to the Job 
EvaluatiodPay Equity Plan, the Rating 
Committee shall submit their recommen- 
dations for any amendments to the Union 
Executive and the Assistant CAO, Human 
Resources for possible amendment. 

GENERAL RULES FOR C O M M m E  MEMBERS 
A member may not sit on the Committee in any 
of the following cases: 
the member is the incumbent appealing the 
evaluation 
a member is in a position to benefit personally 
or operationally from the results of an evalua- 
tion, or 
the member is part of a generic classification 
for which another incumbent has appealed. 
Where a conflict exists as in 1) above, a back- 
up member of the Committee shall sit instead 
of the member while said conflicting evalua- 
tions are bing reviewed, or if deemed best by 
consensus of the Committee, for the whole of 
the remainder of the appeal session. 
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3. ALL proceedings of all committees shall be 
recorded and the results agreed upon, in writ- 
ing by the parties. 

4. All reports to the Assistant CAO, Human 
Resources shall be signed by the Chairperson 
and each of the members of the committee. 

All decisions by the Maintenance Review Rat- 
ing Committee shall be considered final. 

If the Maintenance Review Rating Committee 
is unable to reach consensus, the rating of the 
job shall be referred to the C.A.O. or designate 
and the National Union Representative who 
shall constitute the Dispute Resolution Panel. 
The decision of the Panel is final and binding 
on both parties. If the panel is unable to reach 
consensus, the rating of the job will go before 
a single arbitmor whose decision will be final 
and binding on both parties. 
All matters discussed by all of the committees 
shall be confidential and remain so except 
where, by consensus, content of discussions 
etc., are considered appropriate to transrnis- 
sion to another source to resolve any perceived 
on-going problems. 

5 .  

6.  

7 .  

Signed at Kitchener, Ontario this 4th day of February, 
1997. 



LETTER OF UNDERSTANDING 

between 
THE CANADIAN UNION OF PUBLIC EMPLOYEES 

and 
THE REGIONAL MUNICIPALITY OF WATERLOO 

PROVISIONS FOR EMPLOYEES OF THE 
COMMUNITY CARE ACCESS CENTRE OF 

WATERLOO WHO CHOOSE TO RETURN TO 
THE REGION OF WATERLOO AFTER KJLY 1, 

Em 
Whereas the Home Care employees in Local 
1883 will be transferred from the Region of 
Waterloo to the Community Care Access Centre 
of Waterloo Region (CCACWR) effective July 1, 
1997, and their seniority rights will be trans- 
ferred with them, and; 

Whereas the parties acknowledge that effective 
July 2,1997 such employees will have no senior- 
ity rights in Local 1883 with the Regional Munic- 
ipality of Waterloo, 

Notwithstanding the above, the parties agree as 
follows: 

1. Local 1883 CCACWR employees who are 
laid off by the CCACWR and commence 
employment with the Regional Municipal- 
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ity of Waterloo after competing as an 
external candidate without seniority in a 
position with the Region, which is subject 
to the C.U.P.E. Local 1883 Collective Agree- 
ment, shall then be given the seniority 
credit they had as at the date of the trans- 
fer to the CCACWR, provided such 
employment with the Region is com- 
menced by July 1,2000. 
Only those employees who were mem- 
bers of C.U.P.E. Local 1883 as at the date of 
transfer (July 1, 1997) are eligible for 
seniority credit. 

3. This Memorandum shall form part of the 
Collective Agreement between the parties. 

Signed at Waterloo, Ontario this 3rd day of July, 
1997. 

2. 
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