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Memorandum of Settlement
BETWEEN:
CROWN IN RIGHT OF ONTARIO as represented by
MANAGEMENT BOARD OF CABINET (the "Employer")

-and -

ASSOCIATION OF MANAGEMENT, ADMINISTRATIVE AND
PROFESSIONAL CROWN EMPLOYEES OF ONTARIO ("AMAPCEO")

MEMORANDUM OF AGREEMENT

The undersigned hereby agree, subject to ratification by their principals, to the following as
constituting full and final settlement of the terms and conditions of the Collective Agreement
between them effective April 1, 2004 to March 31,2006:

1.

The agreed items set out in Appendix ""A". The parties agree that except as specifically
provided in Appendix A, the provisions of Appendix A shall be effective from date of
ratification of the collective agreement.

All provisions of the previous Collective Agreement which expired on March 31, 2004,
including all letters of understanding, unless specifically modified by Appendix A.

Upon ratification, the parties agree to fully implement the agreed items set out in Appendix
A, as full and final settlementof all matters in dispute for the renewal of their collective
agreement.

The parties agree that the term of the collective agreement shall be from April 1, 2004 to
March 31, 2006.

The undersigned agree to unanimously recommend ratification of this Memorandum of
Agreement to their principals and ratification by both parties will be determined not later
than May 16, 2005.

Signed at Toronto, this 5th day of April, 2005.

For AMAPCEQO: For the Employer:
Robert Stambula Deborah-Anne Long
Steve Smith Misha Wilson
Marilyn Hyde Michael Villeneuve
Frank Cerilli Alex Sarchuk

Gary Gannage Guy Cautillo



ARTICLE1 - RECOGNITION

1.1

The Government recognizes the Association of Management, Administrative and
Professional Crown .Employees of Ontario as the exclusive bargaining agent for a
bargaining unit composed of all Crown employees as defined in Section 1 of
CECBA, 1993 who are Public Servants, who were not included in the six bargaining
units described by the Lieutenant Governor in Councilin the classificationslisted in
Order-in-Council 243/94 dated February 3, 1994, plus such other classifications
created after February 3, 1994 and properly included in the six units, save and except,
persons who exercise managerial functions or who are employed in a confidential
capacity relating to labour relations, or lawyers and engineerswho are employed in
their professional capacity.

For greater certainty, all employees in the classificationslisted in Order-in-council
243/94 in respect of the AMAPCEO bargaining unit, which modified list of
classifications is attached as Schedule 1, all Go Temp employees, students and
interns as provided for in Part VI of Order-in-council 243/94, and all other
employees in any other similar classes to those listed in the Order in Council in
respect of the AMAPCEO bargaining unit as may be established (save and except,
persons who exercise managerial functions or who are employed in a confidential
capacity relating to labour relations, or lawyers and engineers who are employed in
their professional capacity) fall within the AMAPCEO bargaining unit, together with
any other Crown employees who are not included in the six bargaining units
described by the Lieutenant Governorin Council pursuantto CECBA, 1993.

ARTICLE2 - NON-DISCRIMINATION/HARASSMENT

2.1

There shall be no discrimination or harassment practised by reason of race, ancestry,
place of origin, colour, ethnic origin, citizenship, creed, sex, sexual orientation, age,
marital status, family status, same sex partnership status, or handicap, as defined in
section 10 (1) of the Ontario Human Rights Code (OHRC).

ARTICLE 3 - MANAGEMENT RIGHTS

3.1

Subject only to the provisions of this Agreement, the right and authority to manage
the business and direct the workforce, including the right to hire and lay-off, appoint,
assign and direct employees; evaluate and classify positions; discipline, dismiss or
suspend employees for just cause; determine organization, staffing levels, work
methods, the location of the workplace, the kinds and locations of equipment, the
merit system, training and development, appraisal; and make reasonable rules and
regulations; shall be vested exclusively in the Employer.



ARTICLE 4 - INFORMATION ON NEW POSITIONS

4.1

Where the Employer establishes a new classification or createsanew position within
an existing class the Employer shall provide the Association with a copy of the job
description, including bargaining unit status (if applicable) at the AMERC,

ARTICLE 5 - STATEMENT OF INFORMATION/DUTIES TO EMPLOYEES

5.1

52

Upon written request to the immediate Supervisor, a classified employee shall be
provided with a copy of the most current position description on file outlining their
duties and responsibilities,a copy of the Job Information Package if it is available,
and other documents related to the duties and responsibilities of the position, e.g.
physical demands analysis. The information shall be provided within 20 working

days of the request.

Employees newly hired or newly assigned into the bargaining unit will be notified in
writing, on or prior to their starting date, that their position is in the AMAPCEO
bargaining unit, and of the name, address and telephone number of the Association.
The Association’s central office shall be copied on or about the same time as the
information is sentto the employee,

ARTICLE 6 - NO DISCRIMINATIONFOR ASSOCIATION ACTIVITIES

6.1

There shall be no discrimination or harassment practised by reason of an employee’s
membership or activity in the Association.

ARTICLE 7 - EMPLOYEE RIGHT TO REPRESENTATION

7.1

Where a supervisor or other Employer representative intends to meet with an
employee:

(@  fordisciplinary purposes;
(b)  toinvestigate matters which may result in disciplinary action; or

(c)  for a formal counselling session with regard to unsatisfactory
performance or behaviour; or,

(d)  for termination of employment,

the employee shall have the right to be accompanied by and represented by an
Associationrepresentative. The Employer shall notify the employeeof thisrightand



7.2

set the time and place for the meeting.

If the employee requests representation by an Association representative, the
Employer shall setthe time and place for the meeting, which is mutually agreeableto
the Employer and the employee. Failing agreementthe Employer shall allow up to 3
days from the notice in Article 7.1 for the employee to secure an Association
representative for the meeting. However, where urgency is required, the Employer
shall give the employee notice so that the employee can be represented by an
Association representativein person or by teleconference.

ARTICLES8 - LEAVE OF ABSENCE FOR ASSOCIATION ACTIVITIES

8.1.1

8.1.2

813

The Employer agrees to provide leave of absence from full time employment, or
partial leaves of absence for up to half of full time employment,with pay and no loss
of credits for up to the equivalent of six (6) full time positions, for members of the
Association to conduct business of the Association. The leaves of absence will be
renewed annually.

Upon the expiry of any leave of absence, the employee on leave shall be returned to
his or her former position and location if such position and location still exist. The
Employer and the employee may agree on another position to which he or she may be
returned, subject to the requirements of the collective agreement. If the employee’s
position is declared surplus during the leave, then the employee retains all rights
under Article 27. However, notwithstanding Article 27.3.11, the Employer shall
attempt to find on an ongoing basis, a direct assignmentfor the employee throughout
the period that the employee is on leave. In the event that no direct assignment is
found before the leave expires, then upon the expiry of the leave, notwithstanding
Article 27, the employee shall be assigned with no loss of pay or benefits, to an
equivalent or similar position within the geographic parameters specified in the
employee's portfolio; however it is agreed that such an assignmentwill not resultin a
promotional salary increase.

For clarity, Article 8.1.2 appliesto employees who are on a full time leave of absence
of at least 6 consecutive months, and who are:

(@  on aleave from full time employmentpursuant to Article 8.1.1, or

(b)  onapartial leave of absence pursuant to Article 8.1.1 which together with
Association leave under Articles 8.2, 8.3, 8.4, 8.5, and 8.6 amountsto a full
time leave of absence.

AMAPCEO agreesto inform the Employer of the members who are covered by this
provision.

With notice, AMAPCEOQ representatives are entitled to take time off with pay and no



8.2.2

8.2.3

8.3

8.4

8.5

loss of creditsif reasonably engaged in meetingswith managementon issuesrelating
to labour relations, including collective bargaining or to the enforcement of this
Agreement or processing claims involvingthe statutory rights of employeesvis a vis
the Employer, unless the time off would impair operational requirements.

The Employer agrees that AMAPCEO representatives may take time off with pay and
no loss of creditsfor reasonable preparation time for meetings with the Employer on
behalf of the Association, so long as proper notice is given, and this does not impair
operationalrequirements. This articledoes not apply to time spentpreparing for any
meetings under Article 15 (Dispute Resolution) or collective bargaining.

Members of the Association granted leaves of absence under Article 8.2.1 for the
specific purpose of collective bargaining shall also be granted reasonable time off
with pay and no loss of credits for the purpose of preparation time and/or to attend
Association bargaining team caucus sessions held immediately prior to the
commencement of such negotiations, mediation or arbitration,or otherperiods during
negotiations, mediation or arbitration where either party is not available.

Association Chapter Chairs, or his or her designees shall be granted a leave of
absence with pay and no loss of credits to conduct the internal affairs of the
Association on the following basis:

(@)  only the Chapter Chair, or his or her designees shall be granted such leave;

(b)  the leave shall be for a single period of not more than four (4hours every
three (3) weeks, and unused leave shall not be cumulative;

(c)  theleave shall, to the extent possible, be taken at the same time on the same
day every three (3) weeks, as pre-arranged between the Chapter Chairand his
or her supervisor;

(d)  the Chapter Chair shall not, during his or her period of leave, engage any
other employee during that employee's working hours, or interfere in any
manner with the conduct of the Employer's business; or engage in any
unauthorized use of the Employer's equipment or resources; and,

(e) this leave does not include travel time.

The Employer shall grant time off to amaximum of five (5) days per calendar year
for each Associationrepresentative with pay and no loss of credits for the purpose of
labour relations education, unless such time off would impair operational
requirements.

Notwithstanding Article 8.1, AMAPCEO may at its discretion require up to fifty
(50) additional members to participate in Association business, who shall be granted

JO



8.6

8.7.1

8.7.2

873

leavesof absencewith pay and no loss of creditsfor periods of one half or full days.
The total number of full days off in any calendar year shall not exceed seven
hundred and twenty (720) days. Leaves of absence granted under this subsection
shallinclude reasonable travel time. The Association will attemptto give as much
notice as possible in respect of any leave of absence under this subsection and, in
any event, not less than five (5) business days notice.

Upon at least twenty-one (21) calendar days' written notice by the Association, leaves
of absence with pay and no loss of creditsshall be granted for not more than three (3)
days annually for each employee delegate for the purpose of attending the
Association's Delegates' Conference(s).

The Association will reimburse the Employer for approved leaves taken by
employees under sections 8.1.1, 8.2.3, 8.4, 8.5 and 8.6 for salary and all benefits
including the Employer's share of contributions required by statute and pension
contributions.

The Employer may invoice the Association for reimbursable leaves on a quarterly
basis for approved leaves taken by employees during the preceding quarter. In
addition, the Employer will make every effort to submit invoices each April 1* for
any approved leave taken by employees, not yet invoicedin the precedingfiscal year,
to the Association.

Where the Employer submits an invoice within the time frames provided in Article
8.7.2, the Association will remit payment for approved leaves taken by employees
within thirty (30) calendar days of receipt of the Employer's invoice,

ARTICLE9 - RIGHTS OF ASSOCIATION WORKPLACE REPRESENTATIVES

9.1

9.2

The Association shall send a list of names, social insurance numbers and work
locations of all workplace representatives authorized to represent Association
members to the Directors of Human Resources in each Ministry and the Director of
the Negotiations Secretariat of Management Board. The Association shall provide
updates as workplace representative changes are made and a master list will be
provided annually.

A workplacerepresentativeshall carry out their dutiesunder Article 9.3 expeditiously
so as to limit disruption to the Employer's operations:

(@) A workplace representative shall obtain permission from their immediate
supervisoror alternate management representative for the workplace before
leaving the workplace to perform their duties as a workplace representative,
Such permission will not be unreasonably withheld.



93

(b)  When there are urgent operational requirements, the Employer may require
that the workplace representative defer/reschedule their duties under Article
9.3.

() Two (2) weeks prior to the commencement of each month, the workplace
representative shall provide to their immediate supervisor, notice of
workplace representative activities planned for the following month,

The duties and responsibilities of workplace representatives shall include the
following, with respect to employees covered by this collective agreementwithin his
or her area of responsibility:

(a)  Providing information to employees on their terms and conditions of
employment, including their rights and entitlements under this Agreement.

(b)  With the mutual agreementof the Employerwhich shall not be unreasonably
withheld, a workplace representative may investigate disputes and be
involved in problem solving of disputes.

(c)  Attending meetings at the request of the Employer or in accordance with
Article 7 (Employee Right to Representation).

(@)  Presenting a dispute in accordance with the Dispute Resolution Procedure
(Article 15.4.3).

Such workplace representative activities shall be leave with pay and no loss of
credits. For greater clarity, no such leaves or any entitlementsfor pay or benefits are
provided in cases where the employee engages in Association activities outside of
their working hours.

ARTICLE 10 - CHECK OFF OF ASSOCIATION DUES

10.1

10.1.1

The Employer shall deduct from the wages/salaries of every employee covered by
this Collective Agreement a sum equivalent to the dues or assessments of
AMAPCEQO. The deduction shall be remitted to AMAPCEO on a monthly basis.

Together with each monthly dues payment, the Employer will provide areport to the
Association indicating the names of the employees in respect of whom deductions
have been made, the employee identification number or social insurance number,
ministry, branch, work location description / work location (street address), work
city, employmentstatus (active, leave, terminated), jobclass code/ abbreviatedclass
title, employee class (classified, unclassified), home position indicator, continuous
servicedate, benefitbase salary (annualized payrate used for calculatingbenefits such



10.2

10.3

104

as insurance premium) and any such other informationas may be agreed. Thereport
will be forwarded in current disk format unless the parties mutually agree to an
alternate electronic format.

AMAPCEO shall advise the Employer in writing of the amount of its dues and
assessments. This amount shall continue to be deducted until changed by further

written notice by AMAPCEO.

AMAPCEO agrees to indemnify and save the Employer harmless from any liability
arising out of the operation of this Article.

AMAPCEO dues or assessments, or the equivalent amount, shall be itemized on the
annual T-4 slip as annual membership dues for AMAPCEO.

ARTICLE 11 - HOME POSITION

11.1

11.2

11.3

Employees from outside the bargaining unit temporarily assigned to an AMAPCEO
position for a period of more than thirty (30) calendar days will on the 31* calendar
day commence paying dues and be governed by the terms of the AMAPCEQO
collectiveagreementexcept that pensions and insured benefits, as well asjob security
entitlements, will continueto be governed by the rules applicableto the employee’s

home position.

When an AMAPCEQ bargaining unit member is temporarily assigned to a position in
another bargaining unit for a period of more than thirty (30) calendar days, he or she
will on the 31* calendarday commence paying dues and be governed by the terms of
the collective agreement of the position to which he or she has been assigned except
that pensions and insured benefits entitlements, and entitlements under Article 27,
will continue to be governed by the rules applicable to the employee’shome position.

When an AMAPCEO bargaining unit member is temporarily assigned to a non-
bargaining unit position, he or she shall continue to pay dues to AMAPCEO and
continue to be covered by the AMAPCEQ agreement for the entire term of the
temporary assignment except that salary and hours of work provisions shall be
determined in accordancewith the terms and conditionsfor the non-bargaining group
the employee is temporarily assigned to.

ARTICLE 12 - EMPLOYER-EMPLOYEE RELATIONS COMMITTEES

12.1.1

Joint committees have been established at the central and ministry level to discuss
and resolve matters of interest between the parties. The committees are the
AMAPCEO Central Employee Relations Committee(ACERC), and the AMAPCEO
Ministry Employee Relations Committees (AMERCs).



12.2

12.3.1

12.3.2

12.3.3

1234

12.3.5

12.4

The objectives of the Employee Relations Committees shall include:

(a)  establishingand maintaininga positive and constructiverelationship between
the Association and the Employer; and,

(b)  working together to resolve Association and Employer issues and concerns
related to the workplace.

The ACERC shall be comprised of six (6) members, with an equal number of
representatives from AMAPCEO and from the employer. Each party may be
accompanied by a resources person as needed.

The employer representatives shall be responsible for providing:

(a)  Orientation for the employer and employee representatives,whererequired,
for their participation on the Committee;

(b)  Statusreports asrequired under Article 27.3.4 and other reports as mutually
agreed; and,

(c)  As part of its reporting in (b), the employer shall also identify AMAPCEO
unit employees who have been directly assigned to permanent or temporary
vacancies of over six (6) months.

The employee members of the committee,and aresource person accompanyingthem,
shallbe entitled to time off with pay and with no loss of creditsfor meetingtime and

for reasonable preparation and travel time. Such time off shall not be unreasonably
denied as long as proper notice is given.

The Committeeshall have Employer Association Co-chairsand each party shall have
one (1) vote on the Committee. Quorum for meetings shallbe two (2) members from
each of the employer and Association side of the Committee.

The Committee shall meet monthly or as otherwise agreed.

The mandate of the ACERC shall include the following:

(a) issues arising from the administration of the collective agreement;

(b)  operation of the joint committee process including the creation of sub-
committees;

(c) matters unresolved at the ministry level,



12.5.1

12.5.2

12.5.3

12.5.4

12.5.5

12.6

(d)  discussionof OPS-wide and cross ministry initiativesinvolving changes to the work
place affectingemployees and such local and Ministry initiatives where either of the

parties wishes to have the matter dealt with centrally; and,

(e)  establishment of generic terms of reference for AMERC’s and approval of

substantive changes requested by the parties.

The AMERC shall be comprised of four (4)members, with an equal number of
representatives from AMAPCEO and from the employer. Each party may be
accompanied by a resources person as needed.

The employer representatives shall be responsible for providing:

(a)  orientation for employer and employee representatives, where required, for
their participation on the Committee; and,

(b)  monthly status reports as required under Article 27.3.4.
The employee members of the Committee, and a resource person accompanying
them, shall be entitled to time off with pay and with no loss of credits for meeting

time and for reasonable preparation and travel time. Such time off shall not be
unreasonably denied as long as proper notice is given.

The Committee shallhave Employer and Association Co-chairsand each party shall

have one (1) vote on the Committee. Quorum for meetings shall be at least one (1)
member from each of the Employer and Association side of the Committee.

The Committee shall meet monthly or as otherwise agreed.

The mandate of AMERCs shall include the following:

(a) Ministry or local issues arising from the administration of the collective
agreement;

(b)  Operation of thejoint committee including the creation of sub-committeesat
the Ministry or local level;

©) Matters unresolved at the sub-committees of the AMERC,;

(d)  Discussion of ministry or local initiatives involving changes to the work
place affecting employees which are not encompassed by 12.4(d);

()  Where the Association commentsto the Employer at AMERC on initiatives
discussed under 12.6(d), the Employer shall review the Association’s
comments and respond.



12.7

12.8

12.9

12.10

12.11

12.12.1

12.12.2

12,123

Information of a confidential nature disclosed at the ACERC and AMERC will be
kept confidentialby AMAPCEO until the Employer authorizesthe disclosure of the
information; however this shall not be construedas preventing the Associationfrom
consulting internally with respect to the matter.

The Association may forward to the Deputy Ministerany issue which is not resolved
at the AMERC. The Deputy Minister shall respond in writing to the committee on
the matters raised within fifteen (15) working days of his or her receipt of notice of
the unresolved item.

The AMERC shall be co-chaired by a member of the Ministry’s Senior Management
Group.

The Association shall in no way be precluded from filing adispute under Article 15
on issues that it chooses to attempt first to resolve through the AMERC process.
Unless requested by either party, discussions at the ACERC and the AMERC shallbe
without prejudice and shall not be relied upon by either party at mediation or
arbitration.

Where the Employer requests Association representation on any committees or
working groups, the Employer shall seek nominations fromthe AMAPCEQ co-chair
of the relevant AMERC for Ministry/local initiatives, or from the AMAPCEO
ACERC co-chairfor OPS wide or cross-ministryinitiatives; any such participation
shall be without prejudice to the Association unless otherwise agreed.

Except as provided in article 12.12.2, not less than two weeks prior to aformal public
announcementor announcement to employees of a decision involvingchangesto the
workplace affecting AMAPCEO-represented employees, including transfers or
dispositions or reorganizations, the Employer will disclose the decision to the
President of AMAPCEO. The President will be provided with the information
including the reasons for the decision, when the decision will be implemented, the
number and locations of employees affected, and the impact, if any, on employees
(surplusing, transfers, reclassifications, hiring, etc.). The Employer hasthe discretion
to make the disclosureearlier than the two weeks set out above.

The Employer may provide less than two (2) weeks notice in the case of:
(@)  emergencies;

(b)  decisionscontained in the Budget or Financial Statement;

(©) legislation.

Information provided under Article 12.12.1 or 12.12.2 will be kept confidential by
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12.12.4

12.12.5

AMAPCEOQO until the employer authorizes the disclosure of the information;
however, this shall not be construed as preventing the Association from consulting
internally with respect to the matter.

AMAPCEQO shall have one (1) week to provide comments and/or hold the meeting
referred to in paragraph 12.12.5 below, but the Employer in its discretion may give
more than a one (1) week period to respond.

Upon disclosure to the President,

(a)  Attherequest of the President, a meeting will be held with the employer to
review the information and ask any questions;

(b)  The President may forward comments to the Ministry, or if there are a
number of Ministries, the President may forward comments to MBS, which
shall review them and respond in writing prior to the formal announcement
referred to in 12.12.1 above;

(c) The matter will become a standing item on the ACERC or AMERC committees
as appropriate as set out in articles 12.4 and 12.6;

(d) Where the decision concerns a divestment, transfer or any other disposition of
bargaining unit functions or jobs, the parties will table the matter at ACERC
where it will become a standing item;

(e) If AMAPCEO believes that paragraph 12.12 has been breached, then the
President will contact the Director CLR/NS or designee to discuss the concerns
and the matter will be placed on the ACERC agenda. If the matteris not resolved
at ACERC within ten (10) working daysof the ACERC meeting, the matter may
be referred directly to arbitration.

ARTICLE 13 - LOCAL AND MINISTRY NEGOTIATIONS

13.1

13.2

All ministriesmay enter into local and ministry employee relations negotiations such
that are appropriateas not being excluded by the provisions of the Crown Employees
Collective Bargaining Act. Such negotiations shall not be subject to the mediation
and arbitration procedures under the Act, provided however that nothing shall
preclude a grievance alleginga violation of the Collective Agreement as provided in
the said Act.

Bulletin Boards

Where requested by an Association representative, the Employer will provide
reasonable access to existing bulletin boards in the workplace for the purpose of
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communicating with the membership.

Where an existing bulletin board is not reasonably available, the Employer will
provide a bulletin board subjectto local discussions.

ARTICLE 14 - CORRESPONDENCE BETWEEN THE EMPLOYER AND THE

14.1

ASSOCIATION

Notice or correspondence required under this Agreement shall be provided to the
President of the Association at the following address: AMAPCEOQ, 1 Dundas Street
West, Suite2310, P.O. Box 72, Toronto, Ontario, M5G 173, or by fax at (416) 340-
6461.

ARTICLE 15 - DISPUTE RESOLUTION PROCEDURE

15.1

152

15.2.1

15.3

15.3.1

Statement of Intent

The Employerand the Associationacknowledge the importanceof resolvingdisputes
arising from the interpretation, application,administrationor alleged violation of this
agreement, (hereafter referred to as “disputes”), at an early stage, and, wherever
possible, at the local level, in order to foster a harmonious and productive working
environment. In thisrespect, the partiesrecognize the importance of informal means
of resolving employee complaints at the lowest level possible before they become
formal disputes under this Article and that nothing in this Article is intended to
discouragethe ordinary local workplace resolution of employee complaints outside of
this dispute resolution process. The parties further acknowledge the importance of
full disclosure of issues and open discussion throughout the process to facilitate
mutually acceptable resolutions.

Formal Resolution: Stage One

If any complaintis not satisfactorilyresolved at the local level, the employee may file
adispute in writing within thirty (30) days after the circumstances giving rise to the
complaint have occurred, or have come or ought reasonably to have come to the
attention of the employee with his or her manager on a form prescribed by the
Association. The manager shall meet with the employee and shall give the
Association or representative of the Association present at the meeting and the
employee his or her decision in writing within seven (7) days of the submissionof the
dispute.

Formal Resolution: Stage Two

If the dispute is not resolved at Stage One, the Association, on behalf of the
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15.3.2

1533

154

154.1

154.2

154.3

15.4.4

15.4.5

employee, may submit the dispute in writing to the manager, for transmittal to the
designated management representative at Stage Two, within twenty (20) days of the
date that the Association or representative of the Association present at the meeting
received the decision at Stage One. In the event that no decision in writing is
received in accordance with the specified time limits at Stage One, the Association
may submit the dispute to the manager, within twenty (20) days of the date that the
manager was required to give the decision in writing in accordance with Stage One.

It is agreed that the Stage Two designated management representativewill have the
authority to work towards resolving the dispute and that, other than in exceptional
circumstances, no manager who has dealt with a dispute at Stage One will be
designated at Stage Two. A designated management representative shall hold a
meeting with the Association and the employee within fifteen (15) days of the
submission of the dispute at Stage Two and shall give the representative of the
Association present at the meeting and the employee a decision in writing, within
seven (7) days of the meeting.

If the dispute is not resolved at Stage Two, the Association, on behalf of the
employee, may submitthe dispute in writing to arbitration under Article 15.11 within
fifteen (15) days of the date that the representative of the Association present at the
meeting received the decision at Stage Two. In the event that no decision in writing
isreceived in accordance with the specified time limits at Stage Two, the Association
may submit the dispute to arbitration, within fifteen (15) days of the date that the
designated management representative was required to give the decisionin writing in
accordancewith Stage Two.

General

The employee shall have the right to be accompanied and represented by an
Association representativeat each formal stage of this procedure.

An employee who has initiated a complaint or dispute under this Article shall be
given time off with no loss of pay and no loss of credits to attend meetings with
management under this Article.

Article 15.4.2 shall also apply to the Association representative who is authorized to
represent the employee.

Where a complaint or dispute has not been processed by the employee or the
Association within the time period prescribed it shall be deemed to have been

withdrawn.

The time limits contained in this Article may be extended by agreementof the parties
in writing.
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15.4.6

15.47

15.4.8

15.5

15.5.1

15.6

15.6.1

15.6.2

15.6.3

15.6.4

In this Article, days shall include all days exclusive of Saturdays, Sundays and
designated holidays.

The partiesagreeto fullydisclose all informationon which they rely in supportof or
in responseto acomplaintor dispute, including disclosureof any factsrelied upon by
Management in a decision that is subjectto a complaint or dispute.

At the Association’s option, participation by the Association representative or the
employee in meetings required under the formal dispute resolution process may be
conducted by teleconference, subjectto the right of the Employer to select additional
representativeswho will participate by teleconference.

Group Dispute

In the event that more than one (1) employee has the same dispute, and such
employees would be entitled to file a dispute, the Association shall be entitled to
present a group dispute in writing, signed by such employees, to the Employer at
Stage Two, within thirty days after the circumstances giving rise to the complaint
have occurred or have come or ought reasonably to have come to the attention of
these employees. In such cases, no more than three (3) complainants may be in
attendance at each stage unless otherwise mutually agreed. The disputeshallbe filed
with the management Co-chair of the Ministry AMERC, unless the disputeinvolves
more than one Ministry, in which case the dispute shall be filed with the management
Co-chairs of the affected ministriesand concurrently with the Director, Negotiations
Secretariat.

Association Dispute

Where a dispute arises between the Employer and the Association, the Association
shall be entitled to file an Association dispute at Stage Two of the disputeresolution
procedure to the management co-chair of the Ministry AMERC provided it does so
within thirty (30) days after the circumstances giving rise to the dispute have
occurred or have come or ought reasonably to have come to the attention of the
Association.

Where the dispute between the Employerand the Association involvesmore than one
(1) ministry, the Association shall be entitled to file a dispute at Stage Two with the
Director, Negotiations Secretariatprovided it does so within sixty (60) days after the
circumstances giving rise to the dispute have occurred or have come or ought
reasonably to have come to the attention of the Association.

An Association dispute shall be signed by an authorized Association representative.

An allegation that the Employer has not provided an insured benefit that has been
contracted for in accordance with this agreement shall be pursued as an Association
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15.7

15.7.1

15.8

15.8.1

15.9

15.9.1

159.2

1593

complaint filed under Article 15.6.
Discharge, Suspension and Demotion Disputes

Where an employee has been discharged, demoted or suspended for a period greater
than five (5) days, the Association may present adispute on his or her behalf directly
at Stage Two.

Joint Review Process (JRP)

The Joint Review Process (JRP) is an integral part of the dispute resolution
mechanism. The parties agree to meet at least every two (2) months:

. to review all cases referred to arbitration in order to determine whether they
can be resolved, expedited or consolidated

. to review Arbitration Awards as deemed necessary to determine application,
and
. for any other mutually acceptable reason for dispute resolution purposes

under this collective agreement.
ClassificationDispute

An employee who alleges that his or her position isimproperly classified may discuss
his or her claim with his or her immediate supervisor at any time. An employee,
however, shall have the right to file a dispute at any time at Stage 1, and to have that
dispute processed through Stage 1 and Stage 2 of the formal dispute resolution
process contained in Article 15.2, 15.3.1 and 15.3.2. The employee shall specifyin
his or her complaint what classification he or she claims.

A classification claim as provided in Article 15.9.1 which has not been resolved by
the end of Stage 2 may be referred to ACERC under Article 12 for final resolution.
The parties agree to establisha sub-committee of the ACERC, which shall consist of
three (3) persons appointed by each party, to review all complaints or differences
involving an allegation of improper classification. Association representativesshall
be provided with reasonabletravel time and leave with pay to attend sub-committee
meetings. All decisions of the sub-committee shall be by vote of the sub-committee
members and shall be binding on the parties and any affected employee. Each party
must be represented by an equal number of members. Where ACERC does not
agree, the matter shall remain unresolved, unless and until concurrence is reached.

The Employer, upon written request by the employee or Association, shall make

availableall information and provide copies of all documents which are relevant to
the dispute.
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1594
15.10

15.10.1

15.10.2

15.10.3

15.10.4

15.10.5

15.10.6

Articles 15.4 to 15.6 apply to a dispute under Article 15.9.

Sexual Harassment

All employeescovered by this Agreement have aright to freedomfrom harassmentin
the workplace because of sex by his or her Employer or agent of the Employer or by
anotheremployee. Harassment means engaging in a course of vexatiouscommentor
conduct that is known or ought reasonably to be known to be unwelcome.

Every employee covered by this Collective Agreement has a right to be free from,

(a)  a sexual solicitation or advance made by a person in a position to confer,
grant or deny a benefit or advancement to the employee where the person
making the solicitationor advance knows or oughtreasonably to know that it
is unwelcome; or

(b)  areprisal or a threat of reprisal for the rejection of a sexual solicitation or
advancewhere the reprisal is made or threatened by a person in a position to
confer, grant or deny a benefit or advancementto the employee.

The time limits set out in Section 15.2.1 do not apply to complaints under this
Article, provided that the complaintis made within areasonabletime of the conduct
complained of, having regard to all the circumstances.

Where, at any time either before the making of a complaintor the filing of a dispute
under Article 15.10, the Employer establishes an investigation of the complaint, or
the employee agrees to the establishment of such an investigation, pursuant to any
staff relations policy or other procedure of the Employer, the time limits for the
processing of the complaint or grievance under Article 15 shall be suspended until
the employee is given notice in writing of the results of the investigation.

Where a complaint under this Article is made against an employee's supervisor, or
any person with supervisoryresponsibilitiesat a higher level over the employee,any
oral complaint or written dispute which is expressed in Article 15.10 to be presented
to the supervisor may be presented directly to the Deputy Minister, or the Deputy
Minister's designee, or any person appointed by the Deputy Minister specifically to
deal with complaints or disputes under this provision. It is agreed that the designee
assigned will not be a person who is the subject of the complaint giving rise to the
dispute.

Where it appears to a board of arbitration that an employee who is a complainant
under Article 15.10 has made a complaint under the Ontario Human Rights Code
relating to the conduct which is the subject of the dispute, the board of arbitration
may, as it sees fit, adjourn the dispute, stay the dispute, or dismiss the dispute.
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15.10.7

15.11

15.11.1

15.11.2

15.11.3

15.11.4

15.11.5

15.11.6

15.11.7

An employee who makes a complaint under this Article may be accompanied and
represented by an employee representative at the time of the discussion of the
complaint, at each stage of the dispute procedure, and in the course of any
investigation established by the Employer under any staff relations policy.

Arbitration Provisions

Where a complaint or dispute is referred to arbitration, the arbitrator shall make a
final and conclusive settlement of the differences between the parties, includingany
question as to whether a matter is arbitrable.

An employee who has initiated a complaintand for whom the Association makes an
application for a hearing before the Grievance SettlementBoard, or an arbitrator, or
the Ontario Labour Relations Board, shall be allowed leave of absence with no loss
of pay and no loss of credits if required to be in attendance by the Board or the
arbitrator or the Tribunal. This Article shall also apply to the pre-hearings,
mediation/arbitration or mediation under the auspices of the Grievance Settlement
Board ("GSB"), an arbitrator/mediator, or arbitratoror the Ontario Labour Relations

Board.

The Association and the Employer agree that all complaints arising under Article 15
that are referred to arbitration shall be determinedby the Chair or a Vice-Chair of the
GSB sitting alone.

The Association and the Employer agree that all hearings should commence in a
timely manner and the parties will endeavour to ensure that each case is scheduled to
begin not later than thirty (30) calendar days following the referral to the GSB.

The parties may agree to refer any complaint to a mediator/arbitrator who shall have
all the powers of an arbitratorunder the Labour Relations Act, including the powers
of a mediator/arbitrator under the Labour Relations Act, and the decision of the
mediatot/arbitrator shall be final and binding upon the parties.

The costs of the arbitrator or arbitrator/mediator shall be shared equally by the
parties.

In this Article, if the GSB is abolished, references to the GSB, or to a Chairor Vice-
Chair of the GSB, are deemedto include references to an Arbitrator appointed under
the Labour Relations Act or otherwise by the parties.

ARTICLE 16 - SENIORITY/CONTINUOUS SERVICE

16.1

An employee's seniority/continuous service will accumulate and shall be calculated
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16.1.1

16.1.2

as follows:

(a)

(b)

()

from the date of appointment to the classified service for those employees
with no prior servicein the Ontario Public Service.

for an unclassified employeeappointed to a full time classifiedposition, from
the date established by adding the actual number of full time weeks worked
during his or her full time employmentback to the firstbreak inemployment
that is greater than thirteen (13) weeks. When calculating seniority in this
situation, a period of part time unclassified employment shall neither
constitutea break in service nor be counted towards seniority except that any
full time weeks worked during such part time employmentshall be calculated
into the employee’s seniority; or

for an unclassified employee appointed to a regular part time classified
position, the greater seniority of

i) the later of January 1, 1984 or the date he or she commenced a period
of unbroken, part- time employment in the unclassified service,
immediately prior to appointment to a regular part time position; or

i) the actual number of full time weeks worked as a full time
unclassified employee calculated pursuant to Article 16.1(b) above.

Notwithstanding the above, subject to Article 27, seniority is not credited until
completion of the probationary period.

For purposes of application of this article, any break in service of less than thirteen
(13) weeks shall neither constitute a break in service nor be counted towards
seniority.

For purposes of this Article:

(a)

(b)

©)

(d

“Unbroken service” is that which is not interrupted by separation from the
public service as per Article 16.4;

“Full time” is continuous employment as set out in the hours of work article
for the position;

“Farttime” is continuous employment with hours worked being less than full
time hours per Article 16.1.2(b);

employment in the unclassified service includes service as a seasonal or
GoTemp employee;
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16.1.3

16.2.1

16.2.2

16.2.3

(e)  “Regular part time” means part time employmentin the classified service.

No employee as of the date of ratification shall have his or her seniority/continuous
servicereduced as a result of the application of this article.

An employee’s seniority/continuous service shall accumulate from the date
determined in Article 16.1 and shall include the period of service during which an

employee:
(a)  isinreceiptof LTIP or WCB benefits; or

(b)  isabsenton pregnancy or parental leave; or

(©) is absent on any authorized leave without pay of thirty (30) calendar days or
less; or

(d)  isabsenton Family Medical Leave.

Except for the situationsdescribed in Article 16.2.1, where an employeeis absent on
a leave without pay that exceeds thirty (30) calendar days, the period of leave shall
not be included in the determination of his or her seniority/continuous Service.
However, periods of service immediately before and after such absence shall be
considered continuous and shall be included in determining seniority/continuous
service.

Notwithstanding the above, the period of leave shall be included for purposes of
determiningthe rate of vacation credit accrual.

It is understood that an unpaid leave of absence greater than thirteen (13) weeks is
not a break in service.

Notwithstanding Article 16.1(c), where aregular part time employee becomes a full
time classified employee, any service as a part time employee which forms part of his
or her unbroken service shall be calculated accordingto the following formula:

Weekly hours of work as a Years of Continuous Service
Pt time Employee X as a Fart time Employee

Full time weekly hours of work

for class

Changes in the employee’s weekly hours of work shall be taken into account.

Example:

- Weekly hours of work as a part time unclassified employee = 6 years at 20
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16.3

16.4

hours per week;
- Weekly hours of work as aregular part time employee =2.5 years at 16 hours

per week;
- Full time hours of work for class (weekly) =36 1/4 hours
- Seniority/Continuous Service Date on becoming a full time employee =

(20 X 6 vears) + (16 X 2.5 vears)

36 1/4 36 1/4
= 3.3 years T 1.1 year =4.4 years (as of date of becoming a full time classified
employee)

Where an employee has been laid off in accordance with Article 27 (Job Security)
and obtains a position as provided for under Article 27 within 24 months of such
layoff, the employee’sseniority/continuous serviceshall include continuous service
both before the effective date of the layoff and after the date of the assignment. The
period of absence shall not be included in the calculation of his or her
seniority/continuous Service.

Seniority/continuous service shall be deemed to have terminated if:
(a)  anemployeeresigns or retires; or

(b)  anemployeeis dismissed unless such dismissal is reversed through Article 15
" (Dispute Resolution); or

(c)  an employee is absent without leave in excess of ten (10) consecutive
working days (subject to article 22); or

(d)  an employee is released in accordance with Article 27 (Job Security) and
remains released for more than twenty-four (24) months.

ARTICLE17 - APPOINTMENT TO CLASSIFIED SERVICE (PROBATIONARY PERIOD)

17.1

17.2

17.3.1

There shall be a probationary period of not more than twelve (12) months from the
date of appointment to the classified service for employees with no prior service in
the Ontario Public Service.

Within the first month of an employee’s probationary period, the performance
standards required for the position will be reviewed with the employee, and the
employee will be advised if he or she is not meeting the standards.

Where an employee is appointed to the classified service and has worked more than
twenty-four (24) hours per week on a continuous basis immediately prior to
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appointment to the classified service, the time he or she actually worked within the
previous year may be considered to be part of his or her probationary period to a
maximum of six (6) months.

17.3.2 Notwithstanding Article 17.3.1, where an employee is appointed to the regular part
time classified service and has worked at least the required number of hours per week
for the classified position on a continuous basis immediately prior to his or her
appointment to the regular part time classified service, the time he or she actually
worked within the previous year may be considered to be part of his or her
probationary period to a maximum of six (6) months.

ARTICLE 18 - RECRUITMENT-POSTINGAND FILLING OFPOSITIONS
Posting and Filling of Classified Positions

18.1 When a vacancy occurs in the Classified Service for a bargaining unit position or a
new classified position is created in the bargaining unit, it shall be advertised for at
least ten (10) working days prior to the established closing date. Where practicable,
notices of vacancies shall be posted, within the identified area of search, either
electronically, or on bulletin boards.

18.2 The notice of vacancy shall include the job title and classification of the position;
ministry; salary range; general description of job duties; qualificationsrequired; full
or part time status; whether temporary or developmental (including duration);
bargaining unit status; hours-of-work schedule; work location, as well as any
approved and publicly announced relocation by the Employer; travel requirementsfor
the position; and closing date for the competition.

18.3.1 In filling a vacancy, applicants’ qualifications for the position shall be assessed
relative to the selection criteria -- the knowledge, skills, abilities and experience
required to perform the duties of the position. The most qualified applicant for the
position shall be selected to fill the vacancy.

18.3.2 Where the qualificationsand ability arerelatively equal between an AMAPCEO unit
applicant and a non-AMAPCEO unit applicant preference will be given to the
AMAPCEO unit applicant.

18.4 An applicant who is invited to attend an interview within the civil service shall be
granted time off with no loss of pay and with no loss of credits to attend the
interview. Employees shall be reimbursed for travel expenses associated with
attending the interview in accordance with the Employer’s policy or practice.

18.5.1 Relocation expenses for posting and filling of positions under this Article shall be
paid in accordance with the provisions of the Employer’s relocation expenses
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18.5.2

18.5.3

18.6

directive in effect as of January, 2002. For purposes of Article 18, Article 28 does
not apply.

Notwithstanding that a position is advertised with a restricted area of search, any
employeewho resides outside the identifiedarea of searchmay apply for the position.
If they apply, they will be deemed to have waived entitlementto any relocation or
travel expenses (pursuant to Articles 18.4 and 18.5.1)as a condition of gaining access
to the competition process. For greater certainty, no claim can be made for any
expensesincurred during the competitionprocess or arising from the decisionto hire
the employee into the position. It is understood that the Employer does not have
discretionto grant any entitlementthat has been waived pursuant to this provision.

Postings not published in Topical/ Job Mart, shall be posted in the AMAPCEO
SupplementalJob Posting Database on the Employer’sintranet at the same time and
for the same period as otherwise posted.

The employer may establish an alternate central (OPS-wide) electronic site and
discontinue the AMAPCEO Supplemental Job Posting Database provided
AMAPCEO represented postings not published in Topical/Job Mart, are then posted
on the central site at the same time and for the same period as otherwise posted.

If the central site is not limited to AMAPCEO represented job postings it will allow
AMAPCEO represented employees to conduct a “search’ for all postings in the
AMAPCEO unit.

Within 30 calendar days of ratification, the Employer will ensure that all postings not
in Topical/Job Mart are accessible, in accordance with 27.11.9 to former employees
on recall. In addition, article 27.11.9 will be deemed to apply to those employees
who have accepted pay in lieu of notice under article27.7.5. Article 27.11.9 will also
be deemed to apply to former unclassified employeeswho remain eligible to apply to
OPS positions under article 27.1.1(b).

Unfair competition complaints shall be processed in the same way as other
complaints under Article 15, except for the following. Where a complaint is
submitted to arbitration:

(a)  Thearbitrator shall be empowered to determine any question of fact or law
including whether any requirement of Article 18 has been followed. This
includes, but is not limited to, whether the Employer (including a selection
panel) has made an error in the process of assessing the applicant’s
qualificationsbased on the evidence which was (or should have been) before
it. However, the arbitrator shall not be empowered to decide who should
have been selected in accordancewith Article 18.

(o)  Asaremedy, the arbitrator may declare the competition and its results null
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(c)

and void, and order the competition or any part of it to be run again with
directionsasto how it is to be conducted.

Notwithstanding Article 18.6 (a), where a competition complaintinvolvesthe
applicationof Article 18.3.2, the arbitrator may award the job in question to
the complainantwhere the selection panel determined that the complainant’s
qualificationsand ability were relatively equal to the non-AMAPCEO unit
applicantincorrectly awarded the job.

Temporary Assignments

18.7.1 Where an employee is assigned temporarily to a position Article 18 (Recruitment-
Posting and Filling of VVacancies) shall not apply except where:

(a)  the term of the temporary assignment is greater than nine (9) months
duration, and the surplusclearance requirements of Article27 have been met
and

(by  the specific dates of the term are established at least two (2) months in
advance of the commencement of the temporary assignment.

18.7.2 Where an assignmentwas not posted pursuant to Article 18.7.1, and an employeehas

continuouslybeen in the position since the initial assignment, the assignmentshall be
posted and filled competitively within eighteen (18) months of the initial assignment,
where the Employer determines that the work is continuing either on a temporary or
permanent basis.

18.7.3 The provisions of Article 18.1 to 18.6 shall apply where an employee is temporarily
assigned in accordance with the provisions of Article 18.7.1 and 18.7.2.

Exceptions from the Requirements to the Posting and Filling of Positions

18.8.1 Vacancies may be filled without competition upon clearing surplus under the
following circumstances:

(@)

within twelve (12) months of the conclusionof a previous competitionfor the
identical positions, where the Employer offers the vacancy to the most
qualifiedapplicant as determined in the previous competitionwho has not yet
been offered the position, and continuing, if necessary, in descendingorder of
qualification. An identical position includes a temporaryvacancy arising after
a competition for a permanent position.

Where avacancyis filled pursuantto this clause, the Employer shall provide

the Association with the names of the AMAPCEO members who were
interviewed in the previous competition. Article 18.5 shall apply;
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(b))

(i)

()

(d)

(e)

®

(®

where the Employer and the Association agree to transferan employeebased
on compassionate grounds, the Employer will attempt to find a permanent
vacant positionidentical to the employee’sposition in the sameministry or, if
unavailable, the employee may be assigned to a vacant position within the
same ministry as defined in Article 27.12, as agreed upon between the
Employer and the Association, provided he or she is qualified to perform the
normal requirements. It is understood that if the Employeror the Association
do not agree to the permanent assignment or if no permanent assignment is
found at the time of submission, the request will be withdrawn;

where an employee requests a temporary transfer on compassionategrounds
and the Employer and the Association agree, the Employer will attempt to
find a temporary assignment (6 month assignment or more) provided the
employee is qualified to perform the normal requirements of the temporary
assignment and is acceptable to the Employer. It is agreed that if the
employee is transferred pursuant to this article, he or she must complete the
full duration of the assignmentand is not eligible for relocation expenses. It
is further understood that if the Employer or the Associationdo not agree to
the temporary assignment or if no temporary assignmentis found at the time
of submission, the request will be deemed withdrawn;

where an employee was transferred based on health reasons to a vacant
position identical to the employee’s position in the same ministry or, if
unavailable, the employee may be assigned to a vacant position at the same or
lower classificationswithin the same ministry provided he or she is qualified
to perform the normal requirements;

the Employer and the Association may agree to reassignments for
compassionate and health reasons to positions other than those set out in
Article 18.8.1 (b) and (c) but where agreement cannot be reached under
Acrticle 18.8.1. (d) this shall not be grievable;

the employee was temporarily assigned to the position which had been filled
through a competitive process and the employee had been acting in the
position for at least twenty-four (24) months in which case the employer may
assign the employee to the position on a permanent basis;

where the employee’s position is being changed either from full time to
regular part time or vice versa, with the employee’s consent. In such cases,
the clearance requirements under Article 27 shall not apply. Where the
employee does not consent, the employee will be given surplusrights under
Avrticle 27;

a newly reclassified position shall not be considered a vacancy for the
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18.8.2

18.8.3

18.8.4

(h)

purposes of Article 18.1 and the current incumbent shall retain the position.
For clarity, surplus clearance is not required or permitted in any such
reclassification;

In addition,any employeewho is directly assigned under Article 27 and who
then applies for a vacant position or whose duties are changed as aresult of a
reorganization or reassignment of duties and the position is reclassified to a
lower classification is entitled to be appointed to the first vacant position
which:

. is in his or her ministry as defined in Article 27.12; and

. is at a salary maximum higher than that currently held, but not higher
than originally held

. he or she is qualified to perform

. has cleared the surplus requirementsof Article 27;

and the provisions of Articles 18.1 to 18.5 shall not apply unless otherwise specified.

The following situations resulting in a demotion are exempt from posting
requirements:

(@)

(b)
(©)

(d

the employee demonstrates an inability to perform the essential duties of their
position (includes loss of required licenses); or

the employee is unable to perform essential duties due to health reasons; or

the duties of the position are changed by management, resulting in a
reclassification;or

the employee’s position is re-evaluated and reclassified.

and the provisions of Articles 18.1 to 18.5 shall not apply.

Where the duties of a position are modified to accommodatean incumbentemployee
with a disability, the position shall not be considered a vacancy for the purposes of
Article 18 and the incumbentshall retain the position.

A demotion under Article 18.8.2 shall not result in the relocation of an employee’s
workplace beyond 40 kilometres, unless agreed otherwise.
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ARTICLE 19 - PAY ADMINISTRATIONFOR CLASSIFIED EMPLOYEES

19.1

19.1.1

19.1.2

19.1.3

19.2

19.2.1

19.3

19.3.1

194

19.4.1

19.5

19.5.1

Pay Administration on Promotion

Promotion occurs when the incumbent of a classified position is assigned to another
position with a higher maximum salary than that of his or her former position.

An employee who is promoted shall receive a promotional increase of at least three
percent (3%); however, in no case shall the resulting salary be less than the minimum
or greater than the maximum of the classification of the positionto which he or sheis
assigned.

Where an employee has been hired into a vacancy on an underfill basis, the ministry
will establish a developmental training plan. Pay increases shall only be provided
once the employee has met the requirements of the training plan.

Pay Administration on Lateral Transfer

When an employee s assigned to a position in a classificationwith the same salary
maximum as his or her current position, the employee shall retain his or her current
salary and anniversary date.

Pay Administration on Voluntary Demotion

When an employee competes for and wins a competition for a classified position with
a lower maximum salary, he or she shall retain his or her current salary provided it
does not exceed the maximum of the new salary range. When the employee’scurrent
salary exceeds the maximum of the new salary range, he or she shall be paid the
maximum of the new salary range.

Pay Administration for Health Reassignments

Where for reasons of health, an employee is assigned to a position in a classification
having alower maximum salary, he or she shall not receive any salary progressionor
salary decrease for aperiod of six (6)months after his or her assignment, and if at the
end of that period he or she is unable to accept employment in his or her former
classification,he or she shall be assigned to a classificationconsistent with his or her
condition. The employee shall retain his or her current salary provided it does not
exceed the maximum of the new salary range. When the employee’s current salary
exceeds the maximum of the new salary range, he or she shall be paid the maximum
of the new salaryrange. The employee shall retain his or her current anniversary date.

AdministrationDue to Inability to Perform the Essential Duties

Where, because of continuedinability to perform the essential duties of aposition, an
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19.6

19.6.1

19.6.2

19.7

19.7.1

19.7.2

19.7.2.1

19.7.3

employee is demoted he or she shall retain the salary, he or shewas receiving at the
time of the demotion, except that where the employee’s salary exceeds the salary
maximum of the new position, it shall be adjusted to the salary maximum of the new
position. The employee shall receive a new anniversary date based on the effective
date of the demotion.

Pay Administrationon Transfer for Compassionate Grounds, Article 18.8.1(b)

When atransfer in accordance with Article 18.8.1. (b) results in amove to aposition
in a classificationwith a lower salary maximum, the employeeshall retain the salary
he or she was receiving at the time of the transfer, except that where the employee’s
salary exceeds the salary maximum of the new position, it shall be adjusted to the
salary maximum of the new position. The employee’sanniversary date, based on the
former position, shall be retained for merit purposes.

When a transfer in accordance with Article 18.8.1 (b) results in a move to a position
in a classificationwith a higher salary maximum, the employee shall retain his or her
current salary or receive such percentage increase as is necessary to bring the
employee to the minimum of the salary range of the classification of the new
position. The employee shall also retain his or her anniversary date, based on the
former position, for merit purposes, except where he or she has received an increase
as above, in which case a new anniversary date will be established based on the
effective date of the transfer.

Pay Administrationon Reclassification

Where the duties of an employee are changed as a result of reorganization, or
reassignmentof duties and the position is reclassified to a classificationwith a lower
maximum salary,an employee who occupies the position when the reclassificationis
made is entitled to salary progression based on merit to the maximum salary of the
higher classification including any revision of the higher classification that takes
effect during the salary cycle in which the reclassification takes place.

Where a position is reassessed and is reclassified to a class with a lower maximum
salary, an employee who occupies the position when the reclassificationis made is
entitled to salary progression based on merit to the maximum salary of the higher
classification including any revision of the maximum salary of the higher
classification that takes effect during the salary cycle in which the reclassification
takes place.

Where 19.7.1 and 19.7.2 apply, the employee shall retain their anniversary date.
Where a position is reassessed and is reclassified to a classification with a higher

maximum salary, an employee who occupies the position at the time of the
reclassification shall be extended pay treatment in accordance with Article 19.1.
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19.8

19.8.1

19.8.2

19.8.3

19.8.4(a)

(b)

19.8.5

Pay Administration for Temporary Assignments

Where an employee is acting in a position or assignment in a classification with a
higher salary maximum for aperiod in excess of five (5) consecutive working days,
he or she shall be paid acting pay from the day he or she commencedto perform the
duties of the higher classification. Such an employee shall receive an increase of at
least three percent (3%);however, in no case shall the resulting salary be less than the
minimum of the higher classification.

Notwithstanding Article 19.8.1, acting pay shall not exceed the maximum of the
salary range of the higher classification.

When an employee who has been in a temporary assignment returns to his or her
regular position, his or her salary will be readjusted to that which would havebeen in
effect if he or she had continuously occupied that position including the merit
increases that the employee would have received.

When an employee is temporarily assigned to the duties and responsibilities of a
position with a lower salary maximum where there is not work reasonably available
for him or her in the position from which he or she was assigned, he or she shall be
paid within the range of the lower classification to which he or she was assigned after
the expiration of ten (10) consecutive working days.

When an employee is temporarily assigned for operational reasons to the duties and
responsibilitiesof a position in a classification with a lower maximum salary, he or
she shall continue to be paid at the same salary as his or her home position.

An employee shall retain his or her normal salary where he or she is temporarily
assigned to perform the duties and responsibilities of another employee who is on
vacation.

ARTICLE 20 - DISCIPLINE AND DISCHARGE

20.1

20.2

20.3

No employee shall be disciplined or discharged withoutjust cause. It is understood
that disciplinary measures will be appropriate to their cause and subject to the
principles of progressive discipline.

An employee shall be advised of the reasons for disciplinary action. When an
employee is to be discharged or suspended, he or she shall be advised in writing of
the reasons for such action.

It is understood that nothing in Article 20 confers on a probationary employee any
right to grieve or arbitrate his or her dismissal.
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ARTICLE 21 - PERSONNEL FILESAND DISCIPLINARY RECORDS

21.1

21.2.1

212.2

21.3

214

21.5

There shall be only one official recognized personnel file, which shall contain
personnel information including, but not limited to, initial appointment documents,
performance appraisals, commendations and disciplinary records.

Any documentrelating to work performance or disciplinaryactionthatis to be placed
on an employee’s personnel file shall be so placed and a copy supplied to the
employee within a reasonable time of its preparation.

Employees will be made aware of concerns relating to work performance within a
reasonable time.

Upon a written request, an employee shall be given an opportunity to review his or
her personnel file, within ten (10) calendar days of the request or such longer period
of time as is reasonable, in the presence of a management representative, at a time
mutually agreed upon between the employee and the manager, at the employee’s
normal work location or another location as may be mutually agreed upon between
the employee and the manager.

The employeeis entitled to includehis or her own explanation of a matter, including
adisciplinaryincident,as an attachmentto the information being placed in his or her
personnel file.

Any letter of reprimand, suspension or other sanction will be removed from the
personnel file of an employee three (3) years following the receipt of such a letter,
suspension or other sanctions provided that the employee’s personnel file has been
clear of similar offenses for the past three (3) years. Any such letter of reprimand,
suspension or other sanctions so removed cannot be used in any subsequent
proceedings. Nothing in this paragraph prevents earlier removal by the employee’s
manager.

ARTICLE 22 - ABANDONMENT OF POSITION

22.1

22.2

An employee who is absent from duty without authorization for a period of two (2)
weeks or longer may be declared to have abandoned his or her position.

Prior to declaringan employee to have abandoned his or her position, the Employer
shall make reasonable efforts to:

(a)  contact the employee to determine the reasons for absence without
authorization;and
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(o)  notify the employee of the consequences of absence without authorization.

ARTICLE 23 - LEAVES OF ABSENCE

23.1

23.1.1

23.1.2

23.1.3

232

23.2.1

2322

General

Where an employeeis on an approved leave of absence pursuant to this article, he or
she shall:

(a)  have therightto return to his or her position at the end of such leave unless
that position has been declared surplus during the employee’s absence in
which case the employee shall have all rights and entitlementsin accordance
with Article 27;

(b)  onreturning towork, be paid at the level in the salary range he or she attained
when the leave commenced;

(c)  remain subjectto applicable conflict of interest provisions.

Where an employee submits a written request for a leave of absence, or for an
extension of any such leave, the Employer shall respond to such request in writing.

Where the continued coverage by benefit plans is not a part of a particular leave of
absence, the employee shall be entitled to continue any or all of his or her benefit
plan coverage by continuing to pay benefit premiums.

Benefits coverage shall be limited to Basic Life, Supplementary Life, Dependant
Life, Supplementary Health and Hospital, Long Term Income Protection, and the
Dental Plan. Employees shall arrangeto pay full premiums, which includes both the
Employer and employee share, at least one (1) week in advance of the first of each
month through his or her human resources branch.

Leaves Without Pay

An employee may request a leave of absence withoutpay and without accumulation
of credits. The Employer shall not unreasonably withhold consent with respectto any
such request or request for an extension of such leave, however it is agreed that
operating requirements is a factor which will be considered under this provision.

Subject to 23.2.1, an employee shall be entitled to a full time leave of absence
without pay and without accumulation of credits of up to one (1) year for the
purposes of caring for a dependantperson.
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2323

2324

23.25

23.2.6

233

233.1

233.2

2333

2334

234

234

Subject to 23.2.1, the Employer agreesto provide extended educational leave without
pay and withoutaccumulation of credits, for periods of aminimum of one (1)school

year.

An employee may request a full time leave of absence without pay and without
accumulation of credits by participating in the self-funded leave plan as permitted
under the Income Tax Act (Canada) to defer pre-tax salary dollars to fund a leave of
absence. The deferral period must be at least one (1) year and not more than four (4)
years in length. The funds being deferred shall be held in a trust account with a
financial institution selected by the Employer and shall have interestpaid annually to
the employee. The funds will be paid out to the employee on a bi-weekly or lump
sum basis, at the employee's option, during the leave of absence.

Where the leave is without pay for up to one (1) calendar month, the employee on
leave may request that the foregone pay be deducted over areasonablenumber of pay
periods, but shall not exceed ten (10) pay periods.

An employee granted a leave of absence pursuant to Article 23.2 shall not accrue
credits or be covered by benefits plans during such leave, if the leave is greater than
one (1) calendar month.

Special or Compassionate Leave

The Employer may grant an employee a leave of absence with pay for not more than
three (3) days in a year for special or compassionate purposes.

Notwithstandingsubsection23.3.1, a Deputy Minister may grantan employeea leave
of absencewith pay for six (6) months or less for special or compassionatepurposes.

A leave of absence with pay may be granted for more than six (6) months upon the
certificate of the Civil Service Commission and with the approval of the Lieutenant
Governor in Council.

An employee granted a leave of absence pursuant to Article23.3 shall accrue credits
and be covered by benefit plans during such leave.

Religious Accommodation

An employee shall be entitled to special leave, in accordance with the Employer's
policy for the purpose of religious accommodation of up to 2 days per year. For
further clarity, the parties agree that under the Employer's policy, this leave shall be
granted so long as the employee has remaining special and compassionate leave
under Article 23.3.1, and the day requested qualifies as a religious holiday. The
employee will attempt to give reasonable notice in respect of any leave of absence
under Article 23.4. The parties agree that if the Employer's policy is modified or
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235

2351

2352

2353

23.6

23.6.1

23,6.2

23.7

23.7.1

requires modification, an employee shall be entitled to the application of such
modification.

Leave for Outside Employment

A Deputy Minister may grant an employee’srequest for a leave of absence with pay
and with accumulation of credits, or without pay and without accumulation of credits
for up to one (1) year for the purpose of undertaking employmentoutside the OPS as
follows:

(a)  With pay and with accumulation of credits for the purposes of undertaking
employmentunder the auspices of the Government of Canadaor otherpublic
agency; or

(b)  without pay and without accumulation of credits for the purposes of
undertaking employmentunder the auspices of the Government of Canadaor
other public agency or a public or private corporation.

Leaveswith or without pay under Article23.5.1 may be renewed for a secondyear in
the same manner that the initial leave was granted.

An employee granted leave of absence pursuant to Article 23.5.1 (a) shall accrue
credits and be covered by benefit plans during such leave. An employee granted a

leave of absence pursuant to Article 23.5.1 (b) shall not accrue credits or be covered
by benefit plans during such leave.

Military Leave

The Employer may grant a leave of absence of up to one (1) week with pay and up to
one (1) week without pay, for a total of two (2) weeks in a year, for the purpose of
Canadian Forces Reserve Training.

An employee granted a leave of absence pursuant to Article 23.6 shall accrue credits
and be covered by benefit plans during such leave.

Jury Or Witness Duty Leave

Where an employee is absent by reason of a summons to serve as a juror or a
subpoena as a witness, the employee may, at his or her option:

(a) treatthe absenceas a leave without pay and retain any fee he or she receives
as ajuror or as a witness; or

(b)  deduct the period of absence from his or her vacation credits or his or her
accumulated compensation leave, and retain any fee he or shereceives as a
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23.7.2

23.8

23.8.1

23.8.2

23.8.3

23.84

23.9

23.9.1

23.10

23.10.1

juror or as a witness; or

(c)  treatthe absenceasaleave with pay and pay to the ministryany fee he or she
has received as ajuror or as a witness.

An employee on a leave of absence pursuant to Article 23.7.1 (a) shall not acme
credits or be covered by benefits plans during such leave, if the leave is greater than
one (1) calendar month.

An employeeon leave pursuant to Article23.7.1(b) or (c) shall accrue credits and be
covered by benefits plans during such leave.

Bereavement Leave

A full time employee shall be allowed up to three (3) working days and a part time
employee shall be allowed up to three (3) consecutive days leave of absence with pay
in the event of the death of a spouse, mother, father, step-mother, step-father, mother-
in-law, father -in-law, son, daughter, step-son, step-daughter, brother, sister, son-in-
law, daughter-in-law, sister-in-law, brother-in-law, grandparent, grandchild, foster
child, ward or guardian, former guardian or former ward, foster parent or former
foster parent.

An employee who would otherwisehave been at work is entitled to one (1) day leave
of absence with pay in the event of the death of the employee's aunt, uncle, niece or
nephew.

For the purpose of Article 23.8.1, "spouse" includes common-law Spouse, or same
sex partner. Similarly, "in-law" and "step" relationships listed in Article 23.8.1
include such relatives of a common-law spouse or same sex partner.

An employee shall be allowed up to two (2) additional days leave-of-absencewithout
pay to attend a funeral of a relative listed in Articles23.8.1 and 23.8.2 if the location

of the funeral is more than eight hundred kilometres (800 km) from the employee's
residence.

Emergency Leave
An eligibleemployee is entitled to up to ten (10)days leave of absence without pay

in accordance with the Emergency Leave provisions of the Employment Standards
Act and Regulations, as amended.

Family Medical Leave

An employee is entitled to up to eight (8) weeks leave of absence without pay in
accordancewith the Family Medical Leave provisions of the Employment Standards
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Act and Regulations, as amended.

ARTICLE 24 - PREGNANCY LEAVE, PARENTAL LEAVE AND EMPLOYMENT

24.1

242

244

24.5

24.6

INSURANCE TOP-UP
In this Article,

“last day at work”, in respect of an employee on a leave of absence referred to in
Article 24 means the last day the employee was at work before the leave of absence.

“parent” includes an employee with whom a child is placed for adoption and an
employee who is in arelationship of some permanence with a parent of a child and
who intends to treat the child as his or her own.

“parental leave” means a leave of absence under Article 24.7
“pregnancy leave” means a leave of absence under Article 24.2.

“weekly pay”, in respect of an employee on a leave of absence referred to in Article
24 means weekly pay at the rate actually received by the employee on the last day of
work and also includes any salary increase that is granted after the last day of work to
take effect retroactively on or before the last day of work.

Pregnancy Leave:

The Employer shall grant a leave of absence without pay in accordancewith Part XIV
of the Employment Standards Act, 2000, to an employee who is pregnant and who
started her service with the Crown at least thirteen (13) weeks before the expected
birth date.

An employee may begin pregnancy leave no earlier than seventeen(17) weeks before
the expected birth date.

The pregnancy leave of an employee who is entitled to take parental leave ends
seventeen (17) weeks after the pregnancy leave began.

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

An employee who has given notice to end pregnancy leave may change the notice:

@  toanearlierdate if the employee gives the Employer at least four (4) weeks
written notice before the earlier date: or
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24.7

24.8

24.9

24.10

24.11

24.12

(b)  to a later date if the employee gives the Employer at least four (4) weeks
written notice before the date the leave was to end.

Parental Leave:

The Employer shall grant a leave of absence without pay in accordancewith Rt X1v
of the Employment Standards Act, 2000, to an employee who has at least thirteen
(13) weeks service with the Crown and who is the parent of a child.

Parental leave may begin,

(@)  no earlier than the day the child is born or comes into the custody, care and
control of the parent for the first time; and,

(b)  no later than fifty-two (52) weeks after the day the child is born or comesinto
the custody, care and control of the parent for the first time.

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 ends thirty-five (35) weeks after it began for an employee who takes
pregnancy leave and thirty-seven (37) weeks after it began for an employeewho did
not take pregnancy leave. An Employee who has given notice to end parental leave
may change the notice;

(a)  toan earlier date if the employee gives the Employer at least four (4weeks
written notice before the earlier date: or

(b) 1o a later date if the employee gives the Employer at least four (4)weeks
written notice before the date the leave was to end.

Employment Insurance Top-up:

An employeewho is entitled to pregnancy and/or parental leave and who providesthe
Employer with proof that he or she is in receipt of employment insurance benefits
pursuant to the Employment Insurance Act (Canada) shall be paid an allowance in
accordance with the Supplementary Benefit Plan.

In respect of the period of pregnancy leave, payments made according to the
Supplementary Employment Benefit Plan will consist of the following:

(a)  forthefirst two (2) weeks, payments equivalentto ninety-threepercent (93%)
of the actual weekly rate of pay for her classification and shall also include
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24.13

24.14

(b)

(©)

any increases in salary that she would have attained had she been at work
during the leave of absenceas they are, or would have been implemented;and

for each week, up to a maximum of fifteen (15) additional weeks, payments
equivalent to the difference between the sum of the weekly Employment
Insurance benefits the employee receives for the week and any other salary
earned by the employee during the week, and ninety-three percent (93%o)of
the actual weekly rate of pay for her classificationand shall also include any
increasesin salary that she would have attained had she been at work during
the leave of absence as they are, or would have been implemented; and,

for each week up to a maximum of fifteen (15) additional weeks, where the
employee elects to take Parental Leave in accordance with Article 24.7
payments equivalent to the difference between the sum of the weekly
Employment Insurance benefits the employee receives for the week and any
other salary earned by the employee during the week and ninety-three percent
(93%)of the actual weekly rate of pay for her classification,and shall also
include any increases in salary that she would have attained had she been at
work during the leave of absence as they are, or would have been,
implemented.

In respect of the period of parental leave, payments made according to the
SupplementaryEmployment Benefit Plan will consist of the following:

(@)

(b

Where the employee serves the employment insurancewaiting period, for the
first two (2) weeks, payments equivalentto ninety-three percent (93%)of the
actual weekly rate of pay for his or her classification,and shall also include
any increases in salary that he or she would have attained had he or she been
at work during the leave of absence as they are, or would have been,
implemented; and,

for each week, up to a maximum of fifteen (15) additional weeks, payments
equivalent to the difference between the sum of the weekly Employment
Insurance benefits the employee receives for the week and any other salary
earned by the employee during the week, and ninety-three percent (93%o)of
the actual weekly rate of pay for his or her classification, and shall also
include any increases in salary that he or she would have attained had he or
she been at work during the leave of absence as they are, or would have been,
implemented.

Payments under the Supplementary Employment Benefit Plan will not apply to leave
that continues after fifty-two (52) weeks followingthe day the child is born or comes
into the custody, care and control of the parent for the firsttime, where Employment
Insurancebenefitsdo not apply. Notwithstanding any other article in this agreement,
vacation credits and seniority continue to accrue during pregnancy leave (Article
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24.15

24.16

24.17

24.18

24.19

24.20

24.2) parental leave (Article 24.7) and extended leaves (Article 24.17 and 24.19).
Continuous servicefor severance accruesduring pregnancy and parental leave except
duringthe last six (6) weeks of unpaid leave following parental leave for a biological
father or adoptive parent.

Benefit Plans:

During pregnancy leave, parental leave and extended leave, an employee who
participates in the Benefit Plans referred to in Articles 31 to 36 shall continue that
participation unless he or she elects in writing not to do so.

(@  Where an employee elects to continue to make his or her pension
contributions under existing practice, pensionable service shall also accrue
and the Employer shall continue to make its contributions.

(o)  Extended leaveis only covered by this Article if the purpose of the extension
is directly related to parental leave taken by a biological father or adoptive
parent.

Unless an employee gives the Employer written notice referred to in Article 24.15,
the Employer shall continue to pay the premiums for the Benefit Plansin Articles 31
to 36 that the Employer was paying immediately before the employee's pregnancy
leave, parental leave and extended leave and the employee shall continue to pay the
premiums for the group insurance coverages that the employee was paying
immediately before the pregnancy leave or parental leave.

Pregnancy plus Parental Leave:

An employee on pregnancy leave is entitled to a parental leave of absence of up to
thirty-five (35) weeks.

Parental Leave for an employee who also took pregnancy leave shall commence
immediately following the expiry of the pregnancy leave.

Extension of Parental Leave:

Except for an employee to whom Article 24.17 applies, an employee on parental
leave is entitled, upon application in writing at least two (2) weeks prior to the expiry
of the leave, to a consecutive leave of absence without pay and with accumulation of
credits for not more than six (6) weeks.

An employee returning to work after pregnancy leave, parental leave or extended
leave referred to in Articles 24.19 or 24.22 shall be reinstated to the position the
employee most recently held with the Employer on a regular and not a temporary
basis, if the position still exists, or to a comparable position, if it does not.
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The Employer shall pay areinstated person salary that is at least equal to the greater
Of;

(a)  the salary the employee was most recently paid by the Employer; or

(b)  the salary that the employee would be earning had the person worked
throughout the leaves of absence referred to in Articles24.2, 24.7, 24.19 or
24.22.

An employee who has worked less than thirteen (13) weeks with the Crown and
becomes the parent of a child shall be granted upon request a leave of absence
without pay and without accumulation of credits and service, under discretionary
leave provisions of Article 23.2 (Leaves of Absence),for up to the following periods:

(a)  fifty-two (52) weeks for an employee who would otherwise be eligible for
pregnancy leave and parental leave under Articles 24.2 and 24.7; and,

()  forty-three (43) weeks for an employee who would otherwise be eligible for
parental leave and extended leave only, under Articles 24.7 and 24.19.

If otherwiseeligible,the employee is entitled to continue benefit coverage during the
leave by paying both the employee’s and the Employer's share of the premiums.

ARTICLE 25 - HEALTHAND SAFETY

25.1

25.2

25.3

254

The Employer shall make reasonable provisions for the health and safety of
employees duringthe hours of their employment. The Employer and the Association
shall co-operate to the fullest extentpossible in the prevention of accidentsand in the
reasonable promotion of health and safety of all employees.

Computer work stationsshall be equipped with tables or stands for the computer to
permit it to be at a height appropriate to the circumstances of its use and the seating
availablefor the operator. The chairprovided shall have a seat which is adjustablein
height, a back rest which is adjustable in height, and a foot rest where necessary to
accommodate a particular operator. Where appropriate to the nature of the work,
paper stands or work stands shall be provided.

After each hour of continuous operation of acomputer, an employee shall be entitled
to relief from those duties for a period of ten (10) minutes.

The Employer agrees to provide safety equipment and protective clothing where it
requires that such be worn by its employees.
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25.6

The purchase of safety shoesor boots for on-the-job protection of the purchaser shall
be subsidized as per the applicable practice in each ministry.

The current practices relating to the supply and maintenanceof apparel foremployees
shall continue during the term of this collective agreement, subject to any changes
which may be entered into between the parties at the ministry or local level in
accordancewith Article 13. (Ministry and Local Negotiations)

ARTICLE 26 - TECHNOLOGICAL CHANGE

26.1

26.2

Where the Employer introducestechnological change in either equipmentor methods
of operation which may result in the release of employee(s), the Employer shall
notify the Association. Such notice will be provided in writing, no less than ninety
(90) calendar days prior to the implementation of the technological change. This
ninety (90) calendar day period shall not extend any other notice to be given under
this Agreementand may run concurrentlywith any such other notice.

In order to minimize adverse effects of technological change on employees under
Article 26.1, issues of reassignment and/or training of affected employees will be
referred for resolution to the AMERC for ministry specificchangesor to the ACERC
for cross ministry or OPS wide changes.

ARTICLE 27 - JOB SECURITY

27.1

27.1.1

272

27.3

27.3.1

Application

This Article applies to all employeesin the AMAPCEO bargaining unit.

(a) Probationary employees shall have all rights under this Article, except
bumping rights. Nothing in this Article shall be deemed to be a recognition

of seniority or continuous service for probationary employees for other
pUrposes.

(b)  Unclassified employees under the Agreement will have notice entitlements
under the Employment Standards Act and be entitled to apply to restricted
competitionsunder Article27.11.8 for twenty-four (24) months after the date
of layoff.

Omit as no longer applicable

Administrative Measures

All permanent and temporary vacancies in excess of six (6) months must “clear
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2733

2734

2735

27.3.6

27.3.7

surplus” corporately before they can be filled. Until ajob offer has been made, the
vacancy shall remain available for direct assignment purposes.

(a) For clarity, the types of temporary positions and assignments that must clear
surplus before being filled include:

@) backfill assignmentsfor leaves of absencefor classified AMAPCEO
unit employees, including extended educational leave, Long Term
IlIness Protection (L'TIP) and Workers” CompensationBenefit (WCB)
absences;

) project assignmentsfor non-recurring ministry programs or projects;

(i)  secondments, developmental opportunities and other training
opportunities;

i)  unclassified positions, GO Temp assignmentsand temporary agency
contracts.

If an extension of a temporary assignment would make the total length of the
assignment greater than six (6)months it must “clear surplus” corporately.

Where the term of a temporary assignment which has cleared surplus must be
extended for operational reasons, the temporary assignmentmay be extended without
reclearing surplus one time only, to a maximum extension of three (3) months.

Information shall be made availableto AMAPCEO as part of the regular reporting to
AMERC and ACERC on (1) all vacancies that have “cleared surplus” and (2) all
AMAPCEO unit employeeson either the currentsurpluslist or the recall rights list.

An OPS-wide seniority listand the relevant ministry/regional seniority list, including
the employees’ names, date of continuous service, ministry, classification, location
and region shall be maintained and posted (hard copy or electronic posting) in all
work sites on a quarterly basis, with copies provided to AMAPCEO on a quarterly
basis.

The employee must advise the Employer in writing of any changes to the home
mailing address. If the employee fails to keep their mailing address updated, the

employee’s current address shall be deemed to be the most current home addressin
the employee’s personnel file.

Employee Portfolio/Skills Inventory

All new employees must completea skillsinventory/employee portfolio within their
probationary period. The employee portfolio will be placed on the employee’s
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27.3.9

27.3.10

personnel file.

Notwithstanding the above, the Employer shall require any employee that it has
reasonable grounds to believe may be declared surplus to complete an employee
portfolio within one (1) week.

The current AMAPCEO employee portfolio and the addendum thereto, will not be
altered while the terms and conditions of this collective agreement remain in effect.

It is the responsibility of the employee to ensure that the employee portion of the
information on the portfolio is complete, current, and accurate. Similarly, it is the
manager’sresponsibility to ensure that the Employerportion is complete, currentand
accurate and that all other actions of the Employer required to complete the process
are taken.

As part of the employee portfolio the employee shall indicate what, if any,
modifications to the salary and/or geographicparameters, as setoutin Article 27.8.3,
the employeewill acceptunder Article27.8.3. Suchmodificationswill be treated as
being within parameters for the purposes of direct assignment to vacancies. The
employee will indicate:

(@)  how much lower than 15% below the maximum salary of the classificationof
the existing position that the employee will accept;

()  Where beyond the 40 km from the current work location the employee will
accept;

(c)  whether there are different parameters for temporary assignments than for
permanent assignments;

(d)  whetherthe geographicparametersselected or the salary parametersselected
are more important and this choice will be used by the Employer where it
may be possible to match the employee to more than one vacancy; and

(e)  forpurposes of clarity, salaryparametersor geographicparametersreferred to
in this Agreement include any additional parameters identified by the
employee under this Article. Relocation expenses do not apply and “red
circling” expires at the end of the notice period.

The employee may advise the ministry human resources branch, in writing, at any
time of his or her desire to change the parameters or the relative importance of the
salary and geographic parameters. Such changes shall be implemented within five
(5) days of receipt of the notice from the employee.

If an employee fails to complete the employee portion of an employee portfolio as
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27.3.11

27.3.11.1.1

27.3.11.1.2

273.11.1.3

27.3.11.2

27.3.11.2.1

required, the employee shall be deemed to have waived any right to bumping and to
direct assignment to vacancies in the eventthat the employee is declared surplusoris
bumped by a more senior employee. In such cases, the employee may choose a pay-
in-lieu option in accordance with Article 27.7.1 or choose to work to the end of the
notice period. If the employee has not completed the employee portion of the
portfolio by the end of the notice period, the employee shall be deemed to have
waived recall rights to direct assignment.

Treatment of Surplus Notice During Leaves of Absence or Temporary
Assignments

Where the employee’sposition is declared surpluswhile the employee is away on a
sick leave (STSP, LTIP or WCB), the ministry shall notify the employee that his or
her position has been declared surplusand that, when the employee returns to work,
the surplus notice shall be issued.

Where the employee’s position is declared surplus while the employeeis away on a
leave of absence, the ministry shall notify the employee that his or her position has
been declared surplus and inform the employee of the option to:

(a)  return early from the leave of absence and receive the surplus notice at that
time; or

(b)  return at the end of the leave and receive the surplus notice at that time.

Where the employee’s position is declared surplus while the employee is on a
temporary assignment or secondment within the OPS, the home ministry has the
option of:

(a)  returning the employee to his or her home position and issuing the surplus
notice at that time; or

(b)  giving the employeethe surplusnotice and allowing the employee to remain
on temporary assignment until directly assigned into a permanent vacancy,
the temporary assignment ends, or the notice period expires, whichever
occurs first.

Treatment of Surplus Notices Issued Before an Employee Goes on a Leave of
Absence or a Temporary Assignment

Where the employee’sposition is declared surplusbefore a LTIP or WCB sick leave
of absence begins, the employee’s notice shall be put on hiatus for the duration of the
leave. When the employee s able to return to work, the balance of the notice period
shall continue.
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27.3.11.2.3

27.3.11.2.4

27.3.12

Where the employee’s position is declared surplus before a STSP leave of absence,
the employee’snotice shall be put on hiatus if from the beginning of the STSP leave
the medical evidence (e.g. stroke) indicatesthat the leave will be greater than one (1)
month.

Where the employee is on a sick leave and is expected to return to work within one
(1) month (e.g. cold or fl), the surplus notice is not placed on hiatus. However, if,
after one (1) month on STSP, the employee’s prognosis for returning to work remains
uncertain, the surplus notice is put on hiatus until the employee is able to return to
work.

(a) If the employee bumps or is directly assigned to a new position before going
on STSP/LTIP/WCB, the accepting ministry must honour the leave of
absence.

Where the employee’s position is declared surplus before a leave of absence begins,
the employee may choose to:

(a)  accepta hiatus in the surplus notice period during the leave or absence; or
(b)  returnearly from the leave of absence.

When the employeereturns from the leave of absence the balance of the notice period
shall continue.

If the employee bumps or is directly assigned to a new position before going on the
leave of absence, the accepting ministry must honour the leave of absence.

Where the employee’s position is declared surplus before the beginning of a
temporary assignment or secondment within the OPS (and before the employee is
eligible for direct assignment into a temporary assignmentunder the Agreement), the
employee’s surplusnotice is put on hiatus during the temporary assignment and all
redeployment activities cease. This provision only applies where the temporary
assignment or secondment is for more than six (6)months and is filled competitively.

At the end of the temporary assignment or secondment, the balance of the notice
period shall resume. The employee shall return to his or her home position if it still
exists or to a comparable position within the ministry/OPS. The employee shall
remain eligible for direct assignment to temporary assignments in accordance with
Article 27.10 of the Agreement.

Job Trading Program

The expanded OntarioPublic ServiceJob Trading Program for ClassifiedEmployees,
as described in the ManagementBoard Secretariat guide dated December 2000, shall
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274

274.1

2742

2743

2744

2745

27.4.6

27.4.7

continue.
Eligibility for Employment Insurance

The parties agree that all employees who accept a pay-in-lieu option under Article
27.7, including those employeeswho registered pursuant to Article 27.4, are doing so
pursuantto a program of downsizing undertaken by the Employerand in so doingare
preventing another employee from being laid off. Accordingly the Employer agrees
to take all necessary steps to attempt to ensure that the Employment Insurance
Commissionrecognizes that the entitlement to Employment Insurance of employees
who are laid off and who take a pay-in-lieu of notice option qualifies as registered
‘workforce reduction processes’ under the Employment Insurance Act.

Program to Reduce Adverse Impacts of Surplusing and Bumping

Every employee in the bargaining unit may register at any time in writing with their
Human Resources Branch, to be eligible to take either of the pay-in-lieu options set
outin Article27.7.1.

Within ten (10) days following registration, the registrant’s job shall be made
available for direct assignment.

The registration can be withdrawn by the registrant on written notice being received
by the Human Resources Branch.

The registrant shall be required to take and shall be deemed to have accepted one of
the pay-in-lieu options where:

(a)  the surplusemployee is matched to the registrant’sjob, and;
(b)  thesurplusemployee accepts the direct assignment, and;
(c) the registrant’sjob was not withdrawn as per Article 27.4.3.

A registrant‘sjob is only available for direct assignmentto employees at the time they
are declared surplus, and the search shall be conducted under the rules and
parameters set out in Article 27.8.

The last day of work for a registrant deemed to have accepted a pay-in-lieu option
pursuant to Article 27.4.4 shall be five (5) days after confirmation of the direct
assignmentof a surplusemployeeinto the registrant’sposition, unless anotherdate is
mutually agreed upon. Theregistrant’s pay-in-lieu option shall be paid in accordance
with the provisions in Article27.7.1.

Where the employee does not choosea specificpay-in-lieuoption, the employeeshall



275

27.5.1

27.5.2

27,53

be deemed to have chosen the pay-in-lieu option in Article 27.7.1(a).

LAYOFF

Where a layoff may occur, the identification of individual(s) to be declared surplus
within an administrative district or unit, institution or other such work unit shall be in
accordance with seniority (years of continuous service in the OPS, as currently
defined) in the job functions that the Employer has determined are to be reduced or
eliminated. The subsequentmatching process and direct assignmentinto vacancies,
bumping, layoff, and recall shall also be in accordance with seniority, subject to the
conditions set out in this Agreement.

Where less than the full complement of positions within an administrativedistrict or
unit, institution or other such work unit will be declared surplus:

(a)  the employeesin the work unit will be given as much notice as possible that
reductions will occur and will be informed of the probable impact on staff.
Not less than two (2) weeks prior to the declarations of surplus the employees
will be advised of the number of positionsthat are to be reduced; notice shall
also simultaneously be given to AMAPCEO.

by  allemployeesin the work unit will be offered the opportunityto volunteer for
pay-in-lieu optionsunder Article 27.7.1, alternatework arrangements,and/or
unpaid leaves of absence, or other workforce measures in order to avoid or
minimize surplus notices. Employees will be advised that they must
completetheir portion of the employeeportfolio within one week if they have
not already done so;

(c)  requeststoexercise apay-in-lieu option under Article27.7.1 fromemployees
in the job functions to be reduced will be approved on the basis of seniority
up to the numbers required;

(d)  the Employer shall give all reasonable consideration to requests for alternate
work arrangements, unpaid leaves of absence or other proposed workforce
measures; and

(e) any additional employees in the unit who have indicated their willingnessto
take a pay-in-lieu option may register pursuant to Article27.4.

Where the full complement of positions within an administrative district or unit,
institution or other such work unit will be declared surplus:

(a)  theemployeesin the work unit will be given as much notice as possible that

reductionswill occur and will be informed of the surplusdecision. Not less
than two (2) wesks .prior to the declarations of surplus, the identified
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27.6.1

27.6.2

employee(s) will be advised in writing that their position(s) will be declared
surplus; notice shall also simultaneously be given to AMAPCEO.

(b)  all employeesin the work unit will be offered the opportunityto voluntarily
exit by electing a pay-in-lieu option under Article 27.7.1, or a retirement or

pension bridging option.

(c)  requests to voluntarily exit from employees who receive notice under this
articlemust be submitted within one (1) week from receiving advance notice
under this Article.

(d)  requests, under this Article, to exercise an exit option, will be approved.

(e) For clarity, if an employeedoes not request a voluntary exit option under this
article, it will not affect or preclude his or her entitlement to the voluntary
exit (including any retirement/pension bridging option) if the employee
subsequently receives surplus notice.

Notice of Layoff

An employee who is declared surplus shall be given not less than six (6) months
notice in writing of the date of layoff. The notice shall advise the employee in
writing of all options in accordance with Article 27.6.2 or 27.6.3, as appropriate.
AMAPCEO shall be copied on all notices issued. A notice shall not be issued to an
aboriginal employee or to an employee with a disability, as defined under the Ontario
Human Rights Code, without the consent in writing of the employee’s Deputy
Minister. It is the employee’s responsibility to self-identify to their Human
Resources Branch.

Where there is a vacancy within the existing salary and geographic parameters,
including any modification of those parameters as indicated by the employee, to
which the employee has been matched under Article27.8, the employee’snotice will:

(a)  identify the vacancy into which the employeewill be directly assigned, unless
apay-in-lieu option is accepted under 27.7.1;

(b)  identify the employee’spay-in-lieu optionsin accordance with Article 27.7.1;

(c)  indicatethat if the employeefails to inform the Human Resources branch, in
writing, within five (5) working days of the receipt of the notice of his or her
intention to accept one of the specific options listed, the employee shall be
deemed to have accepted the pay-in-lieu option Article 27.7.1(a);

(d  inform the employee whether he or she is eligible for the pension bridging
option under the Transition Letter.
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27.6.4

27.6.5

Where there is N0 vacancy available under Article 27.6.2, the notice will:

(@)

(b)

(c)

(@

identify the bumping option of the employee, if any, as determined under
Article 27.9;

indicate that the employee has the following options:
) accept the bumping option identified, with no relocation expenses; or

()  remain available for direct assignment under Article 27.8 into
subsequent vacancies for the remainder of the notice period, within
the parameters described in Article 27.8.3 as modified by the
employee; or,

(ili)  acceptapay-in-lieu option as set out in Article 27.7.1,

indicate that if the employee fails to inform the Human Resourcesbranch, in
writing, within five (5) working days of the receipt of the notice of his or her
intention to accept one of the specific options listed, the employee shall be
deemed to remain available for direct assignment pursuant to Article
27.6.3(b)(ii);

inform the employee whether he or she is eligible for the pension bridging
option under the Transition Letter.

Where a surplus employee remains available for direct assignment, pursuant to
Article 27.6.3(b)(ii), the Employer shall provide the employee with:

(@)

(b)

(©)

notification of all AMAPCEO unit vacancieswithin the employee’sministry,
asdefinedin Article 27.12, through ministry postings, e-mail, the Internet or
other methods;

reasonable time during working hours, without loss of pay or credits for
transitional support activities (e.g. interviews, job search activities and
retraining or counselling activities) and such time off will not be
unreasonably withheld;

reasonable ongoing access to office space and office equipment in the event
that the employee’shome position is eliminated before the end of the notice
period.

Any notice required to be given under this Article shall be deemed to have been
received by the employee on the day on which it is delivered in person. Otherwise,
the notice shall be sent by certified mail or another means whereby receipt of such
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27.7.1

2712

27.7.3

27.1.4

27.7.5

27.7.6

notice is confirmed by the deliverer to the last address of the employee filed with the
Employer. Wherever possible, the notice shall be personally delivered by the
Employer to the employee.

Pay-In-Lieu Option
Pay-in-lieu options under this Agreement means either:

(@)  alump sum of six-months’ pay, plus severance as provided for in Article
27.15, payable as soon as possible, but not later than three pay periods
following acceptance of the pay-in-lieu option, in which case all salary and
benefit entitlementswhich would have accrued to the employee from the last
day worked to the layoff date are forfeited; or

(b)  continuanceof salary plus benefits (except STSP and LTIP) commencingon
the date set out in Article 27.7.3 for the duration of the notice period, plus
severance as provided for in Article 27.15, paid out at the layoff date.

Where the employee advises the Employer of preferences for payment under Article
27.7.1 to ensure tax-effective treatment, the Employer will comply subject to
requirements at law.

Where an employee accepts or is deemed to accept a pay-in-lieu option pursuant to
this Article, the employee’slast day at work shall be five (5) working days after the
employee advises or is deemed to advise the Employer of the acceptance of a pay-in-
lieu option, or such other period as the employee and the Employer shall agree.

An employee who is declared surplus who does not accept or is not deemed to have
accepted a pay-in-lieu option may during the notice period indicate that he or she
wishes to take a pay-in-lieu option in which case the particular pay-in-lieu option
chosen shall be calculated from the last day of work until the end of the notice period.

Where an employee accepts or is deemed to accept a pay-in-lieu option pursuant to
this Article, any further entitlements under this Agreement are forfeited with the
exceptionthat the employeewill be eligible to apply for restricted competitionsfrom
the last day of work until twenty-four (24) months from the date on which layoff
would otherwise have occurred.

Where an employee who accepts or is deemed to accept a pay-in-lieu option is
reappointed to a position in the Ontario Public Service prior to the originally
projected layoff date, the employee will repay to the Treasurer of Ontario a sum of
money equal to the amountpaid for the period between the date of reappointmentand
the original projected layoff date. The employee’s continuous service date, for all
purposes except severance, shall be deemed to include both service up to last day of
work and the accumulation of service after the date of reappointment. The new
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27.8.1

27.8.2

27.8.3

continuous service date for severance purposes shall be the date on which the
employee recommences Work.

Direct Assignment into Permanent VVacancies

The following processes and rules shall apply to:

(@)
(b)

(©)

all employees at the time they are declared surplus;

all employees who remain eligible or available for assignment into
subsequent vacancies for the remainder of their surplus notice after the
processes and options set out in Articles 27.6.2 and 27.6.3 have been
followed; and

all employees on recall.

The Employer shall undertake the matching and assignment of employees under
Article 27.8 on a timely basis.

(@)

(b)

©

The search for a vacancy that is undertaken by the Employer shall be within
the parameters set out in Articles 27.8.3 and 27.8.4, and such broader
parameters as the employee has identified and shall include those positions
registered pursuant to Article 27 4.

Where multiple matches may be possible, the vacancies shall be assessed in
accordance with the employee’s preferences as set out in the employee
portfolio or as amended thereafter.

Where matches may be possible with more than one employee, the vacancy
shall be assessed in respect of the employeesin order of seniority.

Employeesshall be directly assignedto a permanent AMAPCEO unitposition thatis
vacant in the relevant time period, provided that:

(@)

(b)

the vacant position is within the employee’s ministry, as determined in
accordance with Article 27.12, and is in a classification for which the
maximum salary is no more than 5% above or 15% below the maximum
salary of the classification of the position, as determined in accordancewith
Article 27.13, from which the employee is declared surplus (or, where the
employee who is declared surplusis in the SMG classification, the maximum
salary for the vacant position is no more than 30% below the job rate of the
SMG employee’s classification); and

the vacant position is within a forty (40)kilometres radius from the surplus
employee’s existing permanent work location or the last permanent work
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27.8.5

27.8.6

27.8.7

27.8.8

27.8.9

279

location of an employee on recall; and
(c)  theemployee meets the entry level qualificationsfor the position; and

(d)  there is no other AMAPCEO unit employee who has a greater length of
continuous serviceand who is eligible for assignmentto the vacancy pursuant
to this Article.

If no match is found under Article 27.8.3, the employee shall be directly assignedinto
a vacancy falling within the same parameters as in Article 27.8.3 in any other
ministry or agency.

Where an employee is matched to a vacancy, the employee shall be required to
inform the Human Resources Branch in writing within three (3) full working days of
receiving notification of the vacancy to which he or she has been matched whether
the direct assignment will be accepted.

An employee who is directly assigned to a vacancy in accordance with this Article
shallretain the currentlevel of pay for the remainder of the noticeperiod. Thereafter,
if the position into which the employee is directly assigned is in a lower
classification, the employee shall retain his or her existing salary, if the maximum
salary for the classification is the same or higher than the employee’s existing salary.
However, if the maximum salary for the lower classificationis below the employee’s
existing salary, then the employee’s salary shall be reduced to the maximum of the
lower classification.

The actual physical transfer of any employee who accepts a directassignment shall be
carried out within a reasonable period of time following the date on which the
willingness to accept the assignment was indicated, subjectto mutually agreed upon
arrangements to delay the transfer.

When an employee who remains available for direct assignment pursuant to Article
27.6.3(b)(ii) refuses a direct assignment to an AMAPCEO unit permanent position,
the employee shall forfeit all furtherrights under Articles 27.8,27.10, 27.11 (with the
exception of the right to apply to restricted competitions for a twenty-four month
period) and Article 27.14.3 and 27.14.4 and shall either be laid off at the end of the
notice period or take a pay-in-lieu option for the remainder of the notice period,
under Article 27.7.4.

An employee who does not exercise bumping rights or take a pay-in-lieu option and
who has not been directly assignedto a vacancy in accordance with this Article shall
be laid off at the end of the notice period.

Bumping

-50-



27.9.1

27.9.2
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The Employer shall identify the bumping option, if any, for employees who are
declared surplus and all employees who are bumped by employees with greater
seniority. Inidentifyingthe bumping option, the Employershall,in accordance with
the orderingrules in Article27.9.3, look for the permanent AMAPCEO unit position
occupied by the least senior employee for which the surplus employeeis qualified,
based on the following criteria:

the employee

(a) is currently performing the work of the position; or

(b)  hasperformed the work of the position within the previous three (3) years; or
(c)  would be able to perform the work within five (5) weeks.

Where the employee is unable to perform the work after five (5) weeks, the Employer
will identify an alternate bump, if available, or the employee may choose a pay-in-
lieu option under Article 27.7.1 or direct assignment. The period of up to five (5)
weeks shall be considered a hiatus in the notice period.

NotwithstandingArticle 27.9.1 no aboriginal employee or employee with a disability,
as defined in the Ontario Human Rights Code, shall be bumped by a more senior

employee.

The Employer shall identifythe first available permanent AMAPCEO unit position,
occupied by the least senior employee, accordingto the following ordering rules:

In all cases, the employee’s ministry shall be determined in accordance with
provisions in Article 27.12. The regional boundaries are setout in Article 27.9.3.1.

(@)  Foremployeesoutsidethe Greater Toronto Area, the Employer shall identify
the position meeting the requirements of Article 27.9.1 in the first of the

following categories:

@) within own ministry; at the same level within the classification
module; within 40 km of the current work location and within the
redeployment region;

@)  in another ministry, at the same level within the classification
module; within 40 km of the current work location and within the
redeploymentregion;

(iiiy ~ within own ministry; one (1) level lower within the classification

module; within 40 km of the current work location and within the
redeployment region;
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279.3.1

(b)

(iv)

(v)

(vi)

(vii)

(viii)

in another ministry; one (1) level lower within the classification
module; within 40 km of the current work location and within the
redeployment region;

within own ministry; at the same level within the classification
module; beyond 40 km of the current work location, but within the
redeployment region;

in another ministry; at the same level within the classification
module; beyond 40 km of the current work location, but within the
redeployment region;

within own ministry; one (1) level lower within the classification
module; beyond 40 km of the current work location, but within the
redeployment region;

in another ministry; one (1) level lower within the classification
module; beyond 40 km of the current work location, but within the
redeployment region.

For employees inside the Greater Toronto Area, the Employer shall identify
the position, within the ministry, meeting the requirements of Article 27.9.1
in the first of the following categories:

()

(ii)

(iii)

(iv)

at the same level within the classification module; within 40 km of
the current work location and within the Greater Toronto Area;

one (1) level lower within the classification module; within 40 km of
the current work location and within the Greater Toronto Area;

at the same level within the classification module; beyond 40 km of
the current work location, but within the Greater Toronto Area;

one (1) level lower within the classification module; beyond 40 km of
the current work location, but within the Greater Toronto Area.

The regional boundaries for bumping under Article 27.9.3(a) are:

(@)
(b)

()

South West: Essex, Kent, Lambton, Middlesex, Elgin, Oxford, Huron;

Central West: Wellington, Waterloo, Perth, Brant, Niagara, Haldimand-
Norfolk, Hamilton-Wentworth;

Central East: Hasting, Prince Edward, Lennox-Addington, Frontenac,
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2794

27.9.5

27.9.6

27.9.7

27.10

27.10.1

27.10.2

Northumberland, Peterborough;

()] Eastern Ontario: Renfrew, Lanark, Leeds-Grenville, Ottawa-Carlton,
Prescott-Russell, Stormont-Dundas-Glengarry;

(e) Central: Bruce, Grey, Dufferin, Simcoe, Victoria, Haliburton, Muskoka,
Parry Sound, and Nippissing;

(®  North East: Sudbury (Region & County), Manitoulin, Timiskaming,
Cochrane, Algoma;

(g) North West: Kenora, Rainy River, Thunder Bay;
(h) Greater Toronto Area: Metropolitan Toronto, Peel, Halton, York, Durham.

The Employer shall declare surplus an employee who is bumped and shall determine
the options under Articles 27.6.2 and 27.6.3 for that employee and provide the
bumped employee with a notice under Article 27.6 as soon as practicable.

An employee who bumps into a position in a lower classification shall retain his or
her existing salary if the maximum for the classification into which the employee is
bumping is the same or higher than the employee's existing salary. However, if the
maximum salary for the lower classification is below the employee'sexisting salary,
then the employee's salary shall be reduced to the maximum of the lower
classification.

The actual physical transfer of any employee who is exercisingbumping rights shall
be carried out within a reasonable period of time following the date on which the
willingness to exercise bumping rights was indicated, subject to mutually agreed
upon arrangementsto delay the transfer.

Where an employee bumps into a position beyond 40 km of the employee's current
work location, the employee will not be eligible for relocation expenses.

Direct Assignments into Temporary Vacancies

Surplusemployeesshall be eligiblefor directassignmentinto temporary assignments
in the last two (2) months of their notice. Where more than one (1) surplusemployee
match the temporary assignment, the employee with greater seniority shall be offered
the temporary assignment.

A surplus employee shall retain his or her statusin the classified service and current
salary entitlementswhile placed in atemporary assignmentso long as the maximum
for the classification of the temporary assignment is the same or higher than the
employee's existing salary. If the maximum salary for the temporary assignment is
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27.103

27.10.4

27.10.5

27.10.6

27.10.7

27.10.8

27.10.9

27.10.10

27.10.11

27.11

lower than the employee’s existing salary, then the employee’s salary shall be
reduced to the maximum of the lower classification once the notice period has

expired.

Subjectto Article27.10.1, for placement into temporary assignments, the Employer
shall use the same criteriaand rules as for direct assignment into vacancies in Article

27.8.

An offer of a temporary assignment to a surplus employee must be in writing and
must specify the duration of the temporary assignment.

The surplusemployee shall have three (3) working days in which to accept or reject
the offer of a temporary assignment.

Surplus employees who are occupying a temporary assignmentremain eligible for
direct assignment to permanent vacancies in accordance with the provisions of
Article 27.8 throughout their temporary assignment, but shall not continue to be
matched to other temporary assignments during the term of the temporary
assignment; however, the original temporary assignment may be extended by a
maximum of three (3) months.

Where an employee in a temporary assignment is directly assigned to a permanent
vacancy, the reporting date to the permanent position shall be no later than one (1)
month from the date of offer, unless otherwise mutually agreed upon with the
employee, the ministry with the permanent vacancy and the ministry with the
temporary assignment.

Where no opportunity for direct assignment to a permanent vacancy occurs for a
surplus employee during the temporary assignment, the employee shall be laid off at
the end of the temporary assignment.

When a temporary assignment takes place, the employee shall not be unreasonably
denied the opportunity to complete any portion of training already underway.

Surplus employees who refuse a temporary assignment shall continue to be
considered for direct assignment into permanent vacancies for the duration of their
surplus notice period, but not for further temporary assignments.

Ministries are encouraged to use temporary assignmentsof less than six (6 )months in
duration for surplus employees either for retraining purposes or to extend
employment when direct assignment to a permanent vacancy or to a temporary
assignment of greater than six (6) months in duration is not possible.

Laid Off AMAPCEO Unit Employees
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27.11.1

27.11.2

27.11.3

27.11.4

27.11.5

27.11.6

A laid off employee (excluding those who have forfeited their rights by refusing a
direct assignment pursuant to Article 27.8.8) shall have recall rights including the
right to continue to be matched to vacancies under Article 27.8 in accordance with
seniority for a period of twenty-four (24) months from the date of layoff.

Where a person who has been laid off is directly assigned to a vacancy under this
Article, the following salary rules will apply:

(@)  Wherethe employee’ssalaryat the time of layoff falls within the salary range
of the new position, the employee will be reappointed at his or her former

salary;

(b)  where the employee’s salary at the time of layoff was above the salary
maximum of the new position, the employee will be reappointed at the
maximum salary of the lower classification.

Employees who are laid off and subject to recall shall keep the Employer informed of
any change of address and/or telephone number. Such changes must be sent to the
Employment Programs and Services, Shared Services Bureau.

Where an employee who has been laid off is assigned to a position under this Article,
the Employer shall serve written notice of such assignment to the last address filed
with the Employer. Written notice shall be sent by certified mail or another means
whereby receipt of such notice is confirmed by the deliverer.

Laid-off employeesassigned under this Article must accept the notice of recall and
report for duty within the time limits stipulated below:

(@) - theemployee mustacceptthe recall, in writing to the Employerrepresentative
specified in the notice within seven (7) days of receipt of the written notice;

()  an employee accepting recall shall report for duty within two (2) weeks of
receipt of the recall or on such later date specified in the notice, unless
another date is mutually agreed upon.

An employee shall lose rights to recall pursuant to this Article upon the earlier of:

(a)  thedate upon which the employee fails to report for duty having accepted an
assignmentin accordance with this Article; or,

(b) the date upon which the employee does not accept an assignment in
accordance with Article 27.8.3 or 27.8.4; or,

(¢)  the date upon which the employee is successful in being appointed to an
advertised permanent position within the OPS; or,
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27.11.7

27.11.8

27.11.9

27.11.10

27.12

27.12.1

27.13

27.14

(@  twenty-four (24) months from the date of lay off.

Employees accepting assignment under this Article are not entitled to relocation
expenses.

Laid-off employeesare entitled to apply to restricted competitionswithin the OPS for
twenty-four (24) months from the date of layoff.

The Employer shall provide recall employees with notification, through mailings, the
Internet, telephone hotlines or other similar methods which are accessibleoutsidethe
workplace to recall employees, of all AMAPCEO unit vacancies, which have cleared
surplus, within the OPS.

Where an employee on recall is assigned to a permanent position, the employee’s
continuousservice date, for all purposes exceptseverance, shallbe deemed to include
both service before the effective date on which the employee went on recall and the
accumulation of service after the date of assignment. The new continuous service
date for severance purposes shall be the date on which the employee recommences
work.

Determination of an Employee’s Ministry for Purposes of Direct Assignment
and Bumping

The followingprovisions shall be used to modify the identification of an employee’s
ministry for all purposes under this Article:

(a)  Where the human resource services for a ministry/agency are provided by
another ministry, surplus AMAPCEO unit employees in this first
ministry/agency will be treated as if they were employees of both ministries
for the application of all bumping and direct assignment rights.

()  Where there isan integration of functions, responsibilities or positions across
ministries that results in employees’ positions being declared surplus, all
employees affected by any such change shall be treated as if they were all in
the same work unit for purposes of Article 27.5.1.

Determination of an Employee’s Salary for Purposes of Direct Assignment
Where an employee has been acting away from his or her home position for two (2)
years or more, salary parameters for direct assignment purposes only (not for
bumping or pay-in-lieu options) shall be based on the salary range of the current
acting position.

Labour Adjustment & Training
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27.14.1

27.14.2

27.143

27.14.4

27.14.5

27.14.6

27.14.7

27.15

27.15.1

27.15.2

Group sessions and written material will be offered to AMAPCEO unit employees
about their job security entitlements, including how to complete an employee
portfolio, information on severance, pension entitlementand employment insurance.
More detailed information shall be given, as early as possible, to employees to be
declared surplus.

In accordancewith the Employer's current practice, employees will be provided with
psychological, financial, and retirement counselling, on an as-needed basis.

In accordance with the Employer's current practice, employees available for direct
assignmentwill be provided with skills assessment, development of atransitionplan,
and job search support.

Surplus employees available for direct assignment are also eligible for training/
retraining. The need for training and retraining will vary among surplus employees
and will be determinedjointly by the employeeand the Employer and shall address:

@) career planning, résumé writing, interview skills, job search techniques; and

(b) skills deficienciesidentifiedin the employee portfolio, and/or improvements
needed to increase the likelihood of direct assignment; or

(c)  skills developmentto enhance employability.

Where a surplusemployee available for directassignmentis an aboriginal person or a
person with disabilitiesand requires a longer training period, their notice period shall
be extended until the completion of their training plan.

The training plan shall be established and training shall begin as soon as possible in
the employee's notice period. If delaysoccur, the trainingplan shall not be reduced,
but shall not result in a change to the layoff date.

When a direct assignment takes place, employees shall not be unreasonably denied
the opportunity to complete any portion of training already underway.

Severance Entitlements

The severance entitlement of employees pursuant to this Agreement shall consist of
the entitlement to severance as provided for in the existing Public Service Act,
Regulation977 Sections 79 through 87, which are hereby incorporated by reference
into this Article.

Unless otherwise provided for in this Agreement, severance is payable to the
employeeone pay period following the date of layoff or such later date asis mutually
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27.15.3

27.15.4

27.16

27.16.1

27.16.2

27.16.3

27.164

27.17

27.17.1

agreed upon.

Where the employee advises the Employer of preferences for payments under this
Article to ensure tax-effective treatment, the Employer will comply subject to
requirements at law.

An employee shall not receive payments both under Article27.15.1 and under Article
38, arising from the same event.

Dispute Resolution

Disputes arising out of the application,interpretationand administrationof Article 27
will be resolved pursuant to the procedure set out below.

Any complaint concerning Article27 may be referred by eitherparty to the Article27
Committeecomposed of a minimum of three (3) representatives of each party, and a
maximum of five (5). The complaintshall be referred within sixty (60)days after the
circumstances giving rise to the complaint have occurred, or have come or ought
reasonably to have come to the attention of the employee(s), in the case of individual
or group disputes, or the Association, in the case of an Association dispute, or the
Employer in the case of an Employer dispute. The Committee shall have Employer
and Association co-chairs. Each party shall have one (1) vote on the Committee. Any
complaintshall be in writing and shall be delivered to the Employer Co-chair in the
case of an AMAPCEO complaint, and the AMAPCEQO Co-chair in the case of an
Employer complaint. The committee shall meet as often as necessary to attempt to
resolve complaintsequitably and expeditiously. The Article27 Committeewill be a
subcommittee of ACERC.

The bargaining unit members of the Committee shall be entitled to time off with pay
and no loss of credits for meeting time and reasonable preparation and travel time for
the work of the Committee and mediation/arbitration. Such time off will not be
unreasonably denied as long as proper notice is given.

If the Committee isunable to resolve any matter within five (5) working days of the
delivery to the Co-chair, or earlier by mutual agreement, either party may refer the
matter to arbitration in accordance with Article 15.3.3 and Article 15.11. Morethan
one (1) matter at a time may be referred to arbitration,

Application of Job Security Provisions to Regular Part time Employees

The job security provisions in this Agreement shall apply to regular part time
employees with the following modifications:

(a)  InArticle27.8, when identifying the vacancies into which the surplusregular
part time employee could be assigned, the Employer shall use the same
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(b)

(c)

criteriafor identifyingpossible vacancies as are used for full time employees,
as follows:

(i) Regular part time employees shall be asked, prior to the matching
process, whether they wish to be matched to full time positions.
Where the surplusregular part time employee indicatesa willingness
to consider full time positions and there are bothregular part time and
full time vacancies, within the ministry and/or across the OPS, to
which the surplus regular part time employee may match, the
Employer shall assess the possible regular part time vacancies first.

Gi) ~ Where the regular part time employee indicates no interest in being
considered for matching to full time positions, the Employer shall
look for regular part time vacancies both in the ministry and across
the OPS in accordance with the provisions in Article 27.8.

In Article 27.9, when identifying the bumping option for the surplus regular
part time employee, the Employer shall look for regular part time positions
within the ordering rules.

A regular part time employee who refuses a direct assignment to an
AMAPCEO unitregular part time permanent position shall forfeit all further
rights under Article 27.8, 27.10, 27,11 (with the exception of the right to
apply to restricted competitions for a twenty-four month period) and Article
27.14.3 and 27.14.4 and shall either be laid off at the end of the notice period
or take a pay-in-lieu option for the remainder of the notice period under
Article 27.7. However, a regular part time employee who refuses a direct
assignment to an AMAPCEO unit full time permanent position shall not
forfeit any rights under the job security provisions of this Agreement.
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TRANSITIONLETTER

The Government is aware that its restructuring initiatives could have a significant effect on
employees,some of whom have served for a lengthy period. Accordingly,the Employer shall, until
March 31, 2006, make the followingentitlements available to eligible employees who are declared
surplus on or before March 31, 2006.

1.

Surplus Factor 80

An employee who receives a Notice of Lay Off on or before March 31, 2006, may
apply toretire on unreduced pension provided all of the followingconditions are met:

(@)  The employee’s age plus pension credit totals 80 years on or before
employment ceases; and,

(b)  The employeeceasesemploymentupon the date of lay off specified in his or
her Notice of Lay Off. All or part of the employee’sTermination Payments
under Article 38 may be converted to and received as paid leave, in order to
extend servicebeyond the employee’s lay off date. In such casethe employee
must cease employment at the end of the paid leave period; and,

(¢)  The employee must make his or her written election to retire under this
paragraph within five (5) days of receiving his or her Notice of Lay Off and
the Employer must receive that election within the same five (5) days; and,

(d)  The employee must forfeit all other surplus entitlement including but not
limited to pay-in lieu of notice, bumping, redeployment, direct assignment,
recall and enhanced severance pay.

Enhanced Severance

In addition to the severance entitlementsset out in Article27.15 of the Agreement, an
additional one week of salary for every completed year of continuousservice, with no
maximum, shall be paid as enhanced severanceto all employees declared surplus on
or before March 31, 2006.

If anemployee who is paid enhanced severancepursuantto this sectionsubsequently,
as arecall employee, accepts a direct assignment in accordance with Article 27.11,
the employee shall be required to repay an amount equal to: the total number of
weeks of enhanced severancepaid less the number of weeks spent on recall prior to
return to work (e.g. an employeewho receives twenty (20) weeksenhanced severance
and is recalled fifteen (15) weeks after their date of layoff shall repay the equivalent
of five (5) weeks of enhanced severance).
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Pension bridging option

A surplusemployeeis entitled to take a pension bridging option as a leave of absence
without pay but with the continued accrual of pension credits, if the sum of:

(a)  thesix month notice period;

(b)  the number of weeks of paid leave of absence that the employee’slegislated
severance can be converted into under the current provisions of the Public

Service Act Regulation 977 Sec. 87; plus

(©) amaximum of two (2) years leave of absence without pay, but with continued
accrual of pension credits

would bring the employeeto the next earliest date on which he or she could exercise
an actuarially unreduced pension option under the Public Service Pension Plan.
Attachment“1" to this letter provides details on the pension bridging option.

Surplusemployees who choose this option shall waive all rights to bumping, direct
assignment, pay-in-lieu and recall.

The Employer agrees to make any necessary changes to the pension plan and/or the
Public Service Act, Regulation 977, in as expeditious a manner as is possible.
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ATTACHMENT # 1 -- Details on Pension Bridging Option

1. For any specificindividual,the maximum amount of leave that can be taken for the
pension bridging option shall be calculated as follows:

(@)

(b)

determine the total amount of time from the date on which the employee
receivesthe surplus notice that is needed for the individual to reach the next
earliest of his or her actuarially unreduced pension options and, from that
amount, subtract:

i) the employee’s six-month notice period; and

if) the number of weeks of paid leave of absence that the employee’s
legislated severance can be converted into under the existing
provisions of the Public Service Act Regulation 977 Sec. 87

the remainder, to the extent that it is no more than two (2) years, shall be
available as a leave of absence without pay but with continued accrual of
pension credits. During the leave without pay, employees may choose to
purchase all benefit coverage with the exception of STSP and LTIP.

2. The leaves of absence shall commence before the conclusion of the employee’ssix-
month notice period and shall be taken as follows:

(@)

(b)

(c)

the unpaid leave of absence, the maximum length of which is determinedin
accordance with 1(b) above, shall be taken first. During this leave of
absence, in lieu of the employee’spension contributionsbeing made directly
by the employee, the employee’s right to enhanced severance under the
Transition Letter shall be reduced by an equivalent amount, which the
Employer shall pay into the pension plan and the Employer contributions
shall also be paid into the pension plan;

the leave of absence with pay equal to the employee’s number of weeks of
legislated severance shall be taken after the leave without pay in paragraph

2(a). During this leave of absencethe employee’spension contributionsshall
be deducted from the employee’s biweekly payments;

at the conclusion of the leave of absence with pay the employee shall return
to completewhatever portion of the six-month notice period remains. At the
end of this period the employee:

i) shall retire;

ii) shall receive the enhanced severance, reduced by an amount
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equivalent to his or her pension contributionsfor the unpaid leave of
absence; and

iii)  shall be entitled to exercise his or her right to an actuarially
unreduced pension.

Dated April 5, 2005

Robert Stambula Deborah-Anne Long
For the Association For the Employer
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Letter of Understanding re: Redeployment Outside the Bargaining Unit

1. When there are no AMAPCEO unit employees who meet the qualificationsto be directly
assigned into an AMAPCEO unit vacancy, excluded or management surplus employees
will be considered for placement into vacancies in the AMAPCEO unit, on terms
determined by Management Board Secretariat after a ten (10) calendar day period
following the initial clearance through the AMAPCEO unit surplus/recall list.

2. When there are no excluded or management surplus or recall employees who meet
Management Board Secretariat’s criteriafor assignmentinto an excluded or management
vacancy, surplus or recall AMAPCEO unit employeeswill be considered for assignment
into excluded or management vacancies, on the same terms as applied to excluded and

management employees. If an AMAPCEO unit employee is matched to an excluded or
management vacancy, the employee may reject the assignment without loss of any rights.

This letter of understanding forms part of the Agreement.

Dated at Toronto, this 6th day of March, 1996
Janet Ballantyne Karen Pashleigh

For AMAPCEO For the Employer



Letter of Understandingon Terms of Reference for Ministry Joint Committees

Regular monthly reports of the informationin (a) and (b) below will be made to the AMAPCEO
Corporate office on a monthly basis in an electronic format agreed to by the parties such that the
information can be sorted by Ministry. The Employer further agrees that AMAPCEO may provide to
each of its AMERC Committees the information provided by the Employer but it will do so in
respect of each Ministry alone and will not provide the informationto other AMERC:s,

(a) Ppermanent vacanciesand temporary vacancies in excess of six (6) months which are
sent to corporate surplus for clearance. Report to include the position title,
classification, branch and location for the position; the date sent; the date cleared,
filled by a surplus or recall employee or cancelled. If cleared, its clearance number
and if cancelled, the rationale shall be reported.

(b) temporary assignments, of six (6) months or more, and any extension of a temporary
assignment where the total length of the assignment exceeds six (6) months. Report
to include the position title, classification, branch, location, start and ending dates,
extensions, corporate clearance number(s) if applicable; name of person filling the
vacancy, their home position and home bargaining unit status.

Dated at Toronto this 11* day of February, 2002.

For the Association: For the Employer:

Robert Stambula Deborah-Anne Long

Chair, Negotiating Team & Lead Negotiator, Corporate Labour
Vice President Relations/ Negotiations Secretariat

-65-



Letter of Understanding re: Rights on Disposition or Transfer of Bargaining Unit
Functions or Jobs

Revised Letter May 5, 1998

L The employer will make reasonable efforts to ensure that, where there is a disposition or
any other transfer of bargaining unit functions or jobs to the private or broader public
sector, employees in the bargaining unit are offered positions with the new employer on
terms and conditionsthat are as close as possible to the then existing terms and conditions
of employment of the employees in the bargaining unit, and, where less than the full
complement of employees is offered positions, to ensure that offersare made on the basis

of seniority.

2. Employeeswho accept an offer with a new employer to whom there has been a disposition
or any other transfer of bargaining unit functions or jobs shall have no rights under the
Agreement. However, if the employee's service and seniority are not carried over to the
new employer, the employee shall have the right to severance under Article 27.15 of the
Agreement

3. Employeeswho are made an offer pursuant to this Letter but do no accept the offer, or who
are not made an offer, shall have all their rights under the Agreement.

4. Where an operation or part thereof is being disposed of, and the Employer has determined
that an opportunity for tendering or bidding is warranted, employees shall be given the
opportunity to submit a tender or bid on the same basis as others.

5. The obligations of the employer concerning reasonable efforts and employee bidding set
out in paragraphs 1 and 4 shall be deemed to have been satisfied provided that:

1. a) Inrespect of the transfers of bargaining unit jobs or functions as a result of transfers
listed in Schedule A to this memorandum, (content to be agreed and discussed) the
Employer shallinclude in all Requests for Proposal (RFP) or tendersrelating to those
transfers a mandatory requirement that proponents must commitin their proposals to
make job offers to all of the classified AMAPCEO employees the employer
determines will be declared surplusas a direct result of the dispositionor transfer of
theirjobs under the RFP or tender. Suchjob offersshall be at a salary of at least 85%
of the respective employee's salary at the time of the RFP or tender and recognize the
service in the Ontario Public Service of each employee for the purposes of
qualification for vacation, benefits entitlements and other terms and conditions of
employmentexcept for pension to the extent that they are provided in the proponent's
workplace. Job offers shall not include any probationary period. Proposals that do not
satisfy the above mandatory requirement will be disqualified.

b) The parties may add transfers to Schedule A by mutual agreement only.
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2. Inrespect of the dispositionor transfer of bargainingunitjobs or functions involving
Initiatives not listed in Schedule A, the employer will offer the prospective new
employer a financial incentiveequal to the amount that would have been payable as
enhanced severancepay to a classified employee, in order to secure or improve ajob
offer for the employee.

3. Theemployershall include in the REP or tender the statement that employees may
bid on the same basis as others. The employer shall pay AMAPCEO the amount of
$140,000 to be used by AMAPCEO to facilitate employeebidding.

6. This letter of understanding forms part of the Agreement, and is in effect for so long as the
terms and conditions of the Agreement are in effect.

Dated in Toronto this 5th day of May, 1998

Gary Gannage Kevin Wilson
For the Association For the Employer
Schedule A - to Letter of Understanding re: Rights on Disposition or Transfer of Bargaining
Unit Functionsor Jobs

Province of Ontario Savings Office (POSO)

Ontario Clean Water Agency (OCWA)

Transportation Capital Corporation

Young Offenders Facilities~ MCSS

Midwestern Regional Centre - Comm. Team

Midwestern Regional Centre - Family Homes

Ontario Realty Corp., Facilities Management

Quality and Standards Division / OPS Head Office Review
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Additional Letter re: Reasonable Efforts
May 5, 1998
Mr. Gary Gannage, President, AMAPCEO

Dear Mr. Gannage:

This letter will serve to confirm the following understandings reached between the parties in our
discussions on the application of “reasonable efforts" provisions of the Interim Agreement (now
Article 27 and attachments), as amended by the parties on May 5, 1998.

The employer is satisfied that a Human Resource Factor (HRF) can be utilized to promote obtaining
job offers for employees. The employer will rely on the Human Resource Factor as described in the
February 25, 1998 version of the HRF, for this purpose, in respect of non-Schedule A tenders. If an
arbitrator rules that the use of this HRF does not comply with the employer's obligation for
reasonable efforts under any other collective agreement, this Human Resources Factor will be
modified. In any event, changes to the HRF will remain the subject of ongoing discussions between
the parties.

The parties agree that an offer made at the point of transfer will not require an employee to accept a
loss of his/her common law employment rights with respect to subsequent unilateral changes to
terms and conditions of employment made by the new employer.

The employer will continue to direct ministries to review criteriaincluded in tenders for the purpose
of minimizing unnecessary barriers to employee bidding.

Where job offers are obtained any affected employee shall have a period of not less than five (5)
working days to accept or reject an offer of employment. An employee who does not respond within
the five (5) working days will have been deemed to reject the job offer.

The employer commits to having "reasonableefforts" discussions with AMAPCEO fromthe time a
decision to approve a disposition or transfer is made as a standing item on the agenda of the
AMAPCEO Central Employee Relations Committee (ACERC),.and to meet on a bi-weekly basis.
The agendaitems may include but are not limited to: seniority in relation tojob offers, additionsto
Schedule A; effective use of enhanced severance to obtain or improve job offers; discussion of
additional incentives;issues concerning the timing of and information aroundjob offersand surplus
noticesincluding the impact on employees who have arole in implementing transition; suggestions
from AMAPCEO regarding training; and tendering practices as they relate to employee bidding. Any
disclosure to AMAPCEO under this paragraph shall be subject to the same confidentiality
requirements as apply to disclosure at the Freeze committee.

Yours truly,

Kevin Wilson Director, Negotiations Secretariat
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ARTICLE 28 - RELOCATION OF POSITION

28.1

28.2

28.3

28.3.1

28.4

28.4.1

28.4.2

28.4.3.1

284.3.2

2844

2845

28.4.6

This Article applies only when the Employer changes the location of a position(s).

The Association AMERC Co-Chair will be advised of the relocation of a position(s)
prior to notification to the affected employee(s).

Relocations of 40 Kilometresor Less

When the Employer relocates an employee’spositionto a work place whichis forty
(40) kilometres or less from his or her currentworkplace, the employee shall be given
written notice as soon as possible after the decision has been made.

Relocations Greater Than 40 Kilometres

Article 28.4 will apply only where the Employer relocates an employee’s position to
awork place which is greater than forty (40) kilometres away from the current work
place.

The Employer’s relocation expenses directive will apply to the relocation of an
employee’s position under Article 28 4.

Notwithstanding the Employer’s currentrelocationpolicy, involuntary moves will be
reimbursed where the Employer relocates an employee’s position to a workplace
which is greater than 40 kilometres away from the employee’s current workplace. For
clarity, a relocation resulting from a competition is not an involuntary relocation.

The Employer will inform employees who may be affected by the relocation as soon
as possible after the decision has been made.

Each employee to be relocated will be provided with written notice of relocation as
soon as possible after the decision has been made but not less than three (3) months
prior to the relocation date of his or her position specified in the notice.

The employee must respond, in writing, within one (1) month of receipt of the notice
and inform the Employer whether or not he or she will relocate with his or her
position.

If the employee does not respond within the one (1) month period specified in Article
28.4.4, he or she will be deemed to have given up the right to relocate with his or her
position.

Employees who decide not to relocate or who are deemed to have given up the right

to relocate pursuant to Article 28.4.5 will be declared surplus and will receive all
rights and entitlementspursuant to Article 27 of this Agreement.
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284.7

284.8

28.4.9

If the employee agreesto relocate with his or her position, the employee’sstart date
atthe new work place will be the relocation date specifiedin the notice of relocation
unless otherwise mutually agreed.

In multi-incumbent positions when fewer than all of the incumbents are being
relocated and the remaining incumbents will either be given notice of surplus or
remain in their existing location, employee(s) in order of seniority (most senior first)
will be given the option to relocate to the new workplace.

Notice of relocation under this Article shall be delivered on the same terms as set out
in Article 27.6.5.

ARTICLE29 - HOLIDAYS

29.1.1

29.1.2

29.1.3

29.2

29.3

294

An employee shall be entitled to the following paid holidays each year:

New Year‘s Day Good Friday
Easter Monday Victoria Day
Canada Day Civic Holiday
Labour Day Thanksgiving Day
Remembrance Day Christmas Day
Boxing Day

An employee shall also be entitled to any special holiday as proclaimed by the
Governor General or Lieutenant Governor.

Any employee who is on vacation when a special holiday is held in accordancewith
Article 29.1.2, is not entitled to the special holiday.

Where a holiday specified in Article 29.1.1 falls on a Saturday or Sunday, or when
any two of them fall on a successive Saturday and Sunday, the holiday(s) shall be
scheduled on the next following regular working day(s) that is not itself a listed
holiday.

Article 29.2 does not apply to New Year’s Day, Canada Day, Remembrance Day,
Christmas Day and Boxing Day in respect of an employee whose work schedule is
subject to rotating work weeks that include scheduled week-end work on aregular or
recurring basis.

Where an employee is scheduled to work on one of the holidays listed in Article
29.1.1 0r 29.1.2, and is unable to do so because of illness, or absence on Workers’
Compensation, there will be no deduction from the employee’sShort-Term Sickness
Plan or accumulated credits, and the holiday will be deemed to have been taken.
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29.5

29.6

Where one of the holidays listed in Article 29.1.1 or 29.1.2 falls on a day when an
employee is not at work due to illness, vacation or other authorized leave, the day
shall not be deducted from the employee’ssick leave or vacation credits.

An employeerequired to work on any holiday specifiedin Article29.1.1 is entitled to
a compensating day as a holiday in lieu thereof.

ARTICLE30 - VACATION

30.1

302

30.3

304

30.5

An employee shall earn vacation credits at the following rates:

(@)  Oneand one-quarter(1-1/4) days per month during the firsteight (8) years of
continuous service (15 days per full calendar year);

(b)  Oneand two-thirds(1-2/3) days per month after eight (8) years of continuous
service (twenty (20) days per full calendar year);

(¢)  Two and one-twelfth (2-1/12) days per month after fifteen (15) years of
continuous service (twenty-five (25) days per full calendar year);

(d)  Two and one-half (2-1/2) days per month after twenty-six (26) years of
continuous service (thirty (30) days per full calendar year);

(e)  Wherean employee has completed twenty-five years of continuous servicein
the public service, there shall be added to the employee’s accumulated
vacation, on that occasion only, five days vacation.

An employee is entitled to vacation credits under Article 30.1 in respect of a month
or part thereof in which the employee is at work or on leave of absence with pay.

An employee is not entitled to vacation credits under Article 30.1 in respect of a
whole month in which the employee:

(a) is on leave of absence without pay; or

(b)  receives benefits under the Long Term Income Protection Plan, unless the
employeeis in rehabilitativeemployment with the Ontario Public Service;

Where any employee is absent by reason of an injury or occupational disease for
which an award is made under the, Workplace Safety and Insurance Act, 1997, they
shall continue to accrue vacation credits for the full period of such leave.

An employeeshall be credited with his or her vacation creditsforeachyear onthe 1st
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30.6

30.7

30.8

30.9

30.10

30.11

30.12

30.13

day of January inthe year, including any increasein entitlementsdue to occur during
the year.

An employee may accumulate vacation credits to a maximum of twice his or her
annual vacation credits, but shall be required to reduce this accumulation to a
maximum of one (1) year’s entitlementby December 31 of each year.

Where an employeeis prevented fromreducing his or her accumulated credits under
Article 30.6 as a result of,

(@  aninjury for which an award is granted under the Workplace Safety and
Insurance Act, 1997,

(b) a total disability; or
(¢)  anextraordinary requirement of the Employer,

the employee’s Deputy Minister shall grant to the employee, at his or her request, a
leave of absence with pay to replace the vacation credits.

An employee commencingemploymentduring the year shall be credited at that time
with vacation credits calculated in accordance with Article 30.1, for the balance of
the calendar year.

Upon the completion of six months (6) continuous service in the public service, an
employee with the approval of his or her manager or designee, may take vacation to
the extent of his or her vacation entitlement and his or her accumulated vacation
credits shall be reduced by the vacation taken. Such approval will be subject to
operational requirements, but, it is also agreed that such approval will not be
unreasonably withheld.

An employee who completes twenty-five years of continuousserviceon or before the
last day of the month in which the employee attainssixty-four years of age is entitled,
after the end of that month, to five days of pre-retirement leave with pay.

Where an employee leaves the public serviceprior to the completionof six months of
continuous service, he or she is entitled to vacation pay at the rate of 4 per cent of the
earnings of the employee during the period of his or her employment.

An employee who has completed six or more months of continuous service in the
public service shall be paid, in an amount computed at the rate of the employee’slast

regular salary, for any unused vacation standing to the credit of the employee at the
date he or she ceases to be an employee.

An employee who has completed six or more months of continuous service in the
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30.14

30.15

30.16

public service is entitled, upon request by the employee, to be paid, in an amount
computed at the rate of the employee’s last regular salary, for any unused vacation
standing to the credit of the employee at the date on which he or she qualifies for
payments under the Long Term Income Protection plan.

Where an employee ceases to be an employee, there shall be deducted from the
employee’saccumulated vacation credits an amount in respect of the whole months
remaining in the year after the person ceases to be an employee computed at the rate
setout in Article 30.1.

Vacation taken in excess of the vacation credits to which an employee is entitled on
the date the employee ceases to be an employee shall be deducted from the amount
paid to the employee under Article 38 (Termination Payments) and Article 40
(Entitlementon Death) and from any salary to which the employee may be entitled.

As soon as practicable following the end of each quarter of the year, information
regarding the number of vacation and other credits to which he or sheis entitled shall
be made available to each employee directly or where the informationis availableto
the employee electronically, this shall be sufficient.

ARTICLE 31 - BENEFIT PLANS FOR FULL TIME EMPLOYEES

31.

31.1

31.2

31.3

314

Benefits - General

“Benefit Plans” in Articles 31-36 means the Basic Life Insurance Plan, the
Supplementary & Dependent Life Insurance Plan, the Supplementary Health and
Hospital Insurance Plan, (including vision and hearing aid coverage), the Dental Plan,
and the Long Term Income ProtectionPlan in force as of September 1, 1997 with the
Great West Life Assurance Company or any successor Plan.

Subject to the provisions of this Agreement, the benefits contained in the Benefit
Plans as they were constituted on September 1, 1997 shall be provided to full time
employees on the same terms and conditions as were in place on September 1, 1997.
These benefits and terms and conditionsmay only be altered by mutual agreement of
the parties.

During leaves-of-absence with pay, full benefit coverage will continue. The
Employer and employee will continue to pay the applicable premiums.

During pregnancy and parental leave, an employee who participates in any Benefit
Plan may continue to do so unless he or she elects in writing not to do so. Unless an
employee gives the Employer this written notice, the Employer and the employee
shall continue to pay the applicablepremiums.
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31.5

31.6

31.7

31.8

The benefits contained in the Benefit Plans are supplemented by the provisions of
Articles 32 - 36. Where a conflict exists between the provisions of a Benefit Plan
and this Agreement, the provisions of this Agreement shall prevail.

Where an existing OPS employee permanently moves into or from a position not
covered by a Benefit Plan (as defined in Article 31.1) coverage for Basic,
Supplementaryand Dependent Life Insurance shall continue withoutthere being any
requirement for the employee to provide evidence of insurability. In addition, in the
case of a bargaining unit employee moving to a permanent position not covered by
the Benefit Plans, coverage under the Benefit Plans shall cease on the date on which
coverage under any new insuranceplan covering the employee in the new permanent
position commences. In the case of existing OPS employees moving into a
permanent position covered by the Benefit Plans, coverage shall commence on the
date on which coverage under any previous insurance plans ceases.

Employees are entitled to a full explanation from the Carrier(s) when claims are
refused under a Benefit Plan.

Family coverage for the following benefits shall include coverage for same sex
partners; Supplementary and Dependant Life Insurance (Article33), Supplementary
Health and Hospital Insurance (Article 34), Dental Plan (Article 35).

ARTICLE 32 - JOINT BENEFITS COMMITTEE

32.1

322

32.2.1

Composition of Committee

The Joint Benefits Committee shall be composed of an equal number of
representatives from the Employer and from the Association, with up to six (6)
representatives in total. At meetings of the Committee, each party may be

accompanied by an actuary or other resource persons to provide technical adviceand
counsel.

Duties of Committee
The duties of the Committee shall consist of the following:

(a)  Resolve communicationsissues regarding the Benefit Plans insofar as they
affect AMAPCEO Unit employees;

(b)  Review the performance of the Carrier(s) regarding claims of the Benefit
Plans insofar as they affect AMAPCEO unit employees;

(c) Ensure that benefits informationsummarizingall employee benefits, is made
available to all employees. The Employer shall cover all costsrelated to the
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3222

322.2.1

32.2.2.2

32223

32224

32.2.2.5.1

32.2.2.6

32.2.2.7

provision of this information.

(d)  Meetandreview annuallythe financialexperienceof the Plans, including all
financial reports ordinarily provided to the Employer by the Carrier(s);

(e)  Meetmonthly or asrequired to review and make decisions on complaints or
differencesinvolvingthe denial of benefits provided under the Benefit Plans
to an individual, when such issues have not been resolved through the
existing administrative procedures.

Claims Review

All complaints by individuals that they have not received their proper entitlement to
benefits under the Benefit Plans shall be made to the Committee.

Where a claim dispute, and/or Committee related procedural issues, cannot be
resolved by consensus of the Committee, the parties will be joined by a seventh
member who shall be a mutually agreed upon independent third party. The
appointmentof the independent third party shall be made on agreementof the parties
or failing agreement by Owen Shime, or failing him by George Adams.

The Committee, with signed authorization from the employee, shall be entitled to full
disclosure from the Carrier(s) when claims are refused under a Benefit Plan.

Appropriate impartial medical consultantsshall be available to the committee in an
advisory capacity to provide information on the nature of specific illnesses or
disabilities.

The fees and expenses of the medical consultantsreferred to in this Article and the
independent third party referred to in this Article shall be divided equally between the
Employer and the Association.

The Employer shall provide relevant information on the claim denial to the
Committee for its consideration.

The independent third party shall have the powers of a Vice Chair of the Grievance

Settlement Board under the Crown Employees Collective Bargaining Act. He orshe
shall adopt such procedures as he or she considersappropriate in the circumstances
having regard to the nature of the dispute, the need for a fair process of dispute
resolution, and the desirability of ensuring the resolution of the dispute in an
expeditious and informal manner. This may include limitingthe nature and extent of
the evidence; determining the manner in which the complaint shall be resolved, with
or without an oral hearing; and imposing such other conditionsas he or she considers

appropriate.
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323

324

32.5

32.6

The Carrier(s) shall provide additional informationfor the Committee’s consideration
as may be reasonably requested by a member of the Committee.

Membership on the Committeeshall be for a one (1) year period, and isrenewable at
the discretion of the nominating party. The t&am of the independent third party shall
be for as long as the terms and conditions of this Agreement continue, unless the
parties determine otherwise.

Decisions of the committee or, where the Committee cannot reach consensus,
decisions of the independent third party referenced in Article 32.2.2 are final and
binding on the Employer, the Association, the employees and the Carrier.

Leaves of absence with no loss of pay and no loss of credits shall be granted to a
member of the Association who participates in meetings of the Joint Benefits
Committee provided that no more than three (3) employees at one time shall be
permitted such leave. Leaves of absence granted under this Article shall also include
reasonable travel time.

ARTICLE 33 - LIFE INSURANCE

33.1

332

33.3

The Employer shall pay one hundred percent (100%) of the monthly premium for
basic life insurance coverage for full time employees covered by this Collective
Agreement.

Employees, at their option, are entitled to purchase supplementary and/or dependent
life insurance. Employees must pay the full premium for this coverage.

Where on termination of employment there is a right to convert life insurance into
another form of life insurance policy, the Employer shall advise all terminating
employees of their right to make this conversion in writing prior to the employee’s
last day of employment.

ARTICLE 34 - SUPPLEMENTARYHEALTH AND HOSPITAL INSURANCE

Effective March 1, 2002 Article 34 is amended to provide as follows:

34.1

The Employer shall pay one hundred percent (100%) of the monthly premiums for
the basic Supplementary Health and Hospital Insurance for all employeescovered by
this Collective Agreement. Where an employee chooses, the employer shall pay
eighty per cent (80%o)of the monthly premiums for vision coverageand sixty per cent
(60%0)for hearing aid coverage, which shall continue to be acombined benefit under
the Supplementary Health and Hospital Insurance Plan. The employee shall pay the
remaining twenty and forty percent (20% and 40%), respectively, of the monthly
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342

premiums through payroll deduction.

The Supplementary Health and Hospital Insurance Plan shall include reimbursing
employees for the following:

@

(b)

(c)

(d

(€)

ninety percent (90%)of the cost of all prescription drugs thatby law require a
physician’sprescription, includinginjectabledrugs, and medicinesprescribed
by a licensed physician or other licensed health professional who is legally
authorizedto prescribe such drugs, and dispensed by a licensed pharmacist or
by a physician legally authorized to dispense such drugs and medicine. For
clarity, life-sustainingdrugs or medicines shall continueto be covered onthe
same basis as under the previous collective agreement. Provided that a
generic drug is listed in the Canadian Pharmaceutical Association
Compendium of Pharmaceuticals and Specialities, reimbursementfor drugs
covered by the Plan will be based on the cost of the lowest priced generic
version of the drug that the dispensing pharmacist can readily provide, unless
the prescribing physician or health professional stipulatesno substitution, in
which case the reimbursement will be based on the cost of the drugs
prescribed.

Reimbursementfor hospital care for private or semi-privateroom and board
shall be up to one hundred and twenty dollars ($120.00) per day beyond the
cost of standard ward care.

one hundred percent (100%) of the cost of diagnostic procedures, and
radiology;

vision and hearing aid coverage shall include reimbursing employees for the
following, subject to a ten dollar ($10) deductible per person per calendar
year, to a maximum of twenty dollars ($20) per family per calendar year.
Vision and hearing aid coverage shall be reimbursed:

e up to three hundred dollars ($300.00) per person in any consecutive
twenty-four month period followingthe date the expense s incurred, for
the purchase, fitting or repair of spectacle lenses, frames or contact lens
prescribed by an Ophthalmologist or Optometrist.

e upto twenty-fivehundred ($2500.00) dollars per person in a five (5) year
period for the purchase and/or repairs of hearing aids (excluding
batteries) prescribed by a physician certified as an otolaryngologistor by
a qualified audiologist.

paramedical servicesinclude the following coverage per employee and each
of their dependants:
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1) the servicesof an acupuncturist, at the rate of thirty-five dollars ($35)
per visit, to an annual maximum of twelve hundred dollars ($1200);

(i)  theservices of a speech therapist, at the rate of forty dollars ($40) per
half hour, to an annual maximum of fourteen hundred dollars
($1400);

(iti)  the services of a chiropractor, osteopath, naturopath, podiatrist,
chiropodist, physiotherapist and masseur, if licensed and practising
within the scope of their license to a maximum of thirty-five dollars
($35) per visit for each visit not subsidized by OHIP and to an annual
maximum of twelve hundred dollars ($1200) for each type of service.

(e)  the servicesof apsychologist, at the rate of forty dollars ($40) per half hour,
to an annual maximum of fourteen hundred dollars ($1400). Coverage shall
also include servicesrendered by a social worker with a Master’s Degree in
Social Work, where such services are equivalentto the services that would
otherwise be provided by a psychologist;

® Orthopaedic Shoes: seventy-five percent (75%)of the cost of one pair or one
repair per year to a maximum of five hundred dollars ($500) per year;

(h)  Orthotic Appliances: one hundred percent (100%) of the cost of one pair
or one repair per year to a maximum of five hundred dollars ($500) per
year.

34.3 If the coverage of an employee or an employee’s dependent for Supplementary
Health and Hospital Insurance terminates when the employee or the dependant is
pregnant, benefits shall be payable for pregnancy related expenses until the date of
the baby’s delivery.

34.4 Coverage for Employees who are Totally Disabled

Where a totally disabled employee is not eligible for the Long Term Income
Protection Plan, the employee’s Supplementary Health and Hospital Insurance
coverageshall continue so long as the employee is receiving benefits under the Short
Term Sickness Plan or is using accumulated credits, or beyond that point, if the
employee chooses to pay the full premium for continued coverage. In such cases, if
the employee is subsequently approved for benefits under the Long Term Income
Protection Plan, the employee will be reimbursed for any premiums paid directly by
the employee.

ARTICLE 35- DENTAL PLAN
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35.

35.1

352

Reimbursement of Dental Expenses

The Employer shall pay one hundred percent (100%) of the monthly premiums for
basic dental care services, denture services, orthodontic services and major
restorative services for all full time employees covered by this agreement.

Employees shall pay the cost of dental care directly and the insurance carrier shall
reimburse the employee, based on the current Ontario Dental Association fee
schedule at the time the dental work is performed, at the following percentages:

(@)  eighty-five percent (85%) for basic dental care services, which effective
March 1, 2002 shall be amended to include the following coverage:

@) pit and fissure sealant treatment shall be added to the Plan foreligible
dependant children; and

i)  thedental recall period shall be extended to nine (9) months except
for dependant children age twelve (12) and under.

(b) fifty percent (50%) for denture services with a lifetime maximum amount
payable of three thousand dollars ($3,000) per person;

(c)  fiftypercent (50%) for orthodontic services for dependent children between
the ages of six (6) and eighteen (18) with a lifetime maximum amount
payable of three thousand dollars ($3,000) per child;

(dy fifty percent (50%)for major restorative services with an annual maximum
amount payable of two thousand dollars ($2,000) per person.

ARTICLE 36 - LONG TERM INCOME PROTECTION

36.

36.1

36.2

36.3

Long-Term Income Protection

The Employer shall pay eighty-five percent (85%) of the monthly premium costs for
every full time employee who participatesin the plan, and the employeeshall pay the
balance of the premium costs through payroll deduction.

Effective December 31, 1993 and annually thereafter, the total monthly payment of
LTIP under the Plan shall be increased by up to 2% based on the average annual
increase in the Ontario Consumer Price Index (CPI) as published by Statistics Canada

each January.

Every employee appointed to the civil service on or after March 1, 1971 shall
participate in the plan. An employee who was appointed to the civil service before
March 1, 1971,
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36.4

36.5

36.6

36.7

36.8

36.9.1

(a)  wherethe employee was participating in the Plan on December 19, 1975, is
entitled to continue to participate in the Plan or to cease participating in the
Plan; or

(b)  Wherethe employeewas not participatingin the Plan on December 19, 1975,
is, upon producing evidence of medical eligibility satisfactoryto the insurer
under the Plan, entitled to participate in the Plan, and is thereafter entitled to
cease participating in the Plan.

Where the Employer is paying all or part of the premiums for an employee who
participates in one or more of the Benefit Plans and the employee is approved for
benefits under the Long-term Income Protection Plan, the employee's coverageunder
the Plans shall continue at the Employer's cost in respect of the time for which the
employee is receiving or is qualified to receive LTIP benefits. In addition, the
Employer will make all pension contributions on behalf of the employee and on its
own behalf in respect of the time for which the employee is receiving or is qualified
to receive LTIP benefits.

The LTIP benefits commence after a qualification period of six (6) months from the
date the employee becomes totally disabled, unless the employee electsto continue to
use accumulated attendance credits on a day-to-day basis after the six (6) month

period.

Rehabilitativeemploymentfor employeesreceiving LTIP benefits, whether with the
OPS or anotherEmployer, shall be available in keeping with the existingpractice. In
arranging such employment, the Employer will take into account the employee's
training, education and experience.

The Employer shall not permanently fill the position of an employee during the
qualifying period and the first twenty-four (24) months of the benefit period.

Where, during the benefit period, the employeeis able to perform the essential duties
of his or her position and the position has not been declared surplus, he or she shall
resume work, as directed by the Employer, within two weeks of the date that LTIP
benefits cease. Where, for accommodationreasons, an employee cannot be returned
to his or her position within the two week period, the Employer shall grant a leave of
absence with pay pending the completion of the accommodation requirements,but in
no event shall the leave of absence with pay exceed three months. The employee
shall return to work, when accommodations are completed, on the date specified by
the Employer. In order to be eligible for leave of absence with pay, the employee
shall co-operate with the Employer regarding the return-to-work arrangements.

When an employee who has been receiving or was eligibleto receive LTIP benefitsis

deemed able to perform the essential duties of his or her position but the position is
no longer availabledue to the application of Article 36.7, the employee shall haveall

-80-



36.9.2

36.10

rights and entitlements under Article 27. Where no direct assignment, bump or
unreduced pension/pension bridge is identified for and/or chosen by the employeeon
his or her return, he or she shall be eligibleimmediatelyfor atemporary assignment,
if available (despite Article 27.10.1 limiting eligibility for temporary assignments).
The employee will be eligible for one temporary assignment only. If the employee
refuses the offer of atemporary assignment, no further temporary opportunitieswill
be sought for him or her.

The temporary assignment can be extended at the Employer’s discretion except as
limited by Article 18.7.2, Time spent on the temporary assignment does not
constitute a hiatus in the employee’s notice period. Therefore, should no direct
assignment be found for the employee, his or her employment ends at the termination
of either the notice period or the temporary assignment, whichever is later. The
employee will receive salary protection, if applicable, only during the six (6) month
notice period.

A record of employment, if required in order to claim Employment Insurance
sicknessand disability benefits, will be provided to an employee and this document
shall not be considered as termination of employment.

ARTICLE 37 - SHORT TERM SICKNESS PLAN

37.1

37.2

373

374

A full time employee who is unable to attend to his or her duties due to sickness or
injury is entitled, in each calendar year, to leave of absence,

(@)  Wwithregular salary for the first six (6) working days; and

(b)  Wwith seventy-five percent (75%) of regular salary for an additional one
hundred and twenty-four (124) working days.

An employee is not entitled to a leave of absence with pay under this Article until
after completion of, in the case of a full time employee, twenty (20) consecutive
working days of employment.

An employeewho is on leave of absence with pay under this Article that commences
on a regularly scheduled working day in one (1) calendar year and continues to
includearegularlyscheduledworking day in the next following year is not entitled to
leave of absence with pay under this Article for a greater number of working days
than are permitted under Article 37.1 in the two (2) years until the employee has
again completed the service requirement described in Article 37.2.

An employee who was on leave of absence with pay under this Article for the number

of days in ayear permitted under Article 37.1 is not entitled to leave of absence with
pay under this Article in the followingyear until the employee has again completed
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375

37.6

37.7

37.7.1

3772

37.7.3

37.8

37.9

the service requirement described in Article 37.2.
The pay of an employee under this Article is subjectto,

(a)  all deductions for Benefit Plans coveragesreferred to in Articles 31 to 36 of
the Agreement and under the Public Service Pension Act that would
otherwise be made from the pay; and,

(b)  all contributions that would otherwise be made by the Employer in respect of
the pay,

and such deductions and contributions shall be made as though the employee were
receiving the employee’s regular salary.

Information regarding the use of Short Term Sickness Plan days shall be available
pursuant to Article 30.16.

Use of Accumulated Credits

Accumulated credits includes vacation credits, compensation option credits,
compensating time off and attendance credits.

An employee who is on leave of absence and receiving pay under Article 37.1(b) is
entitled, at the employee’s option, to have sufficient credits deducted from the
employee’s accumulated credits for each day to which Article 37.1(b) applies and to
receive regular salary for each such day.

An employee who is absent from employment due to sickness or injury beyond the
total number of days leave of absencewith pay provided for in Article 37.1 shall have
his or her accumulated attendance credits reduced by a number of days equal to the
number of days of such absence and is entitled to leave of absence with pay on each
such day.

Article37.7.2 does not apply to an employee who qualifies for and elects to receive
benefits under the Long Term Income Protection Plan instead of using his or her
accumulated attendance credits.

After seven (7) consecutive calendar days absence caused by sickness or injury, no
leave with pay shall be allowed unless a certificate of a legally qualified medical
practitioner is forwardedto the employee’s manager or designee, certifying that the
employee is unable to attend to official duties.

Despite Article 37.8, where the Employer has reason to suspect that there may be an
abuse of sick leave, the Manager may require an employee to submit a medical
certificate, at the Employer’s expense, for any period of absence.
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37.10

37.11

Where, for reasons of health, an employeeis frequently absent or unable to perform
his or her duties, the Employer may require him or her to submit to a medical
examination at the expense of the Employer. The employee and Employer shall
attempt to come to agreement on a qualified medical practitioner to perform the
examination. When agreementis not reached, the employee may choose aqualified
medical practitioner from the referral service of the College of Physicians and
Surgeons. If the employee fails to make such a choice within one (1) week of
receiving referrals, the Employer may choose a qualified medical practitioner from
the same referrals.

For the purposes of this Article, the service requirement in Article 37.2 shall not
include vacation leave of absence or any leaves without pay, but days worked before
and after such leaves shall be considered consecutive. However, days worked before
and after any leave of absence with or without pay due to an employee’s illness or
injury are not consideredto be consecutive. Leaveswith pay (other than for vacation,
education, illness or injury) and statutory holidays are included in the determination
of such service.

ARTICLE 38 - TERMINATIONPAYMENTS

38.1

38.2

38.3

Except where an employee voluntarily resigns, he or she is entitled to termination
payments as provided for in the Public Service Act, Regulation 977, sections 79
through 87, as of April 20, 1998, which are hereby incorporated by reference into this
agreement.

Notwithstanding Article 38.1, an employee employed as of April 5, 2005 who
voluntarily resigns is entitled to termination pay for service accrued up to April 5,
2005.

For clarity a decision of an employeeto retire under aprovision of the Public Service
Pension Plan is not a voluntary resignation for the purpose of this article.

ARTICLE 39 - WORKERS’ COMPENSATION

39.

39.1

Workers’ Compensation

Where an employeeis absentby reason of an injury or occupational disease for which
a claim is made under the Workplace Safety and Insurance Act, 1997, his or her
salary shall continue to be paid for a period not exceeding thirty (30) regularly
scheduledworking days. If an award is not made, any salary paid in excess of that to
which he or she is entitled under Article 37 (Short Term SicknessPlan) shall be an
amount owing by the employee to the Employer.
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39.2

39.3

394

395

39.6

Where an employeeis absent by reason of an injury or occupationaldisease for which
an award is made under the Workplace Safety and Insurance Act, 1997, the
employee’s salary shall continue to be paid for a period not exceeding three (3)
consecutivemonths, or a total of sixty-five (65) regularly scheduled working days
where such absences are intermittent, following the date of the first absence because
of the injury or occupational disease, and any absence in respect of the injury or
occupational disease shall not be charged against their credits.

Where an award is made under the Workplace Safety and Insurance Act, 7997, to an
employee that is less than the regular salary of the employee, and the award applies
for longer than the period set out in Article39.2, and the employee has accumulated
credits, their regular salary shall be paid if the employee so chooses, and the
difference between the regular salary paid after the period set outin Article 39.2 and
the compensation awarded shall be converted to its equivalent time and deducted
from their accumulated credits (vacation, time-in-lieu, attendance credits and
compensation option credits).

Where an employee receives an award under the Workplace Safety and Insurance
Act, 1997, and the award applies for longer than the period setout in Article39.2 (i.e.
three (3) months), the Employer will continue subsidies for Basic Life, LTIP,
Supplementary Health and Hospital and the Dental Plan. The Employer will also
continue to make Pension payments, for the period during which the employee is
receiving the award, if the employee continues to pay his or her share.

Where an employeeis absent by reason of an injury or occupational disease for which
an award is made under the Workplace Safety and Insurance Act, 1997, and the
award applies for longer than the period set out in Article 39.2 the employee shall be
entitled to elect to go on the Short Term Sickness Plan under Article 37 (Short Term
SicknessPlan) as an option following the expiry of the application of Article 39.2.

For vacation purposes and for purposes of determining,qualification for severance
pay under Article 38, (Termination Payments) the period of Workers’ Compensation
absence is included in determining an employee’syears of continuous service.

ARTICLE40 - ENTITLEMENT ON DEATH

40.1

40.2

Where a classified employeewho has served for more than six (6)months dies, there
shall be paid to the employee’s personal representative or if there is no personal
representativeto such person as the Civil Service Commission determines, the sum
of one-twelfth of the employee’sannual salary.

Any severance pay to which a classified employee is entitled under Article 38

(Termination Payments) shall be reduced by an amount equal to any entitlement
under Article 40.1.
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ARTICLE 41 - MEAL ALLOWANCE

41.1 The current Ministry practice of reimbursing meals shall continueunless the parties
agree otherwise.

ARTICLE 42 - KILOMETRICRATES AND USE OF PRIVATE VEHICLE

42.1 If an employee uses his or her own vehicle on the Employer’s business, he or she
shall be reimbursed at rates determined in accordance with the Employer’s current
practice. The rates shall not be less than:

Kilometres Driven Southern Ontario Northern Ontario

34.25 cents/km
29.75 cents /km
25.25 cents/km

33,75 cents/km
29.25 cents /km
24.75 cents/km

0- 4,000 km
4,001 - 10,700 km
10,701 - 24,000 km

over 24,000 km 20.25 cents /km 21.25 cents /km
422 Kilometres are accumulated on the basis of a fiscal year (April 1 to March 31
inclusive).
42.3 The Employer agrees that the use of privately owned vehicles on the Employer’s

business is not a condition of employment.

ARTICLE 43 - ISOLATION PAY

43.1 An employeewho is stationed at a work location which receives a total of eight (8) or
more points under the factors outlined in sub-sections 43.3.1 and 43.3.2 of this
Article shall be paid an isolation allowance in accordance with the following scale:

432

8 points- $ 3.45 per week

9 - 12 points— $ 5.18 per week
13 - 16 points— $ 6.90 per week
17 - 20 points— $ 8.63 per week
21 - 24 points— $10.35 per week
25 - 28 points— $12.08 per week
29 - 32 points— $13.80 per week
33 - 36 points— $15.53 per week
37 - 40 points— $17.25 per week
41 - 44 points— $18.98 per week
45 - 48 points— $20.70 per week

For purposes of this Article, “work location”is defined as the address of the working
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43.3

43.3.1

43.3.2

434.1

434.2

place at which the employee is normally stationed.

This Article shall not apply to employees whose work locations are south of the
following boundary lines: Border of the State of Minnesota and Ontario easterly
along the northern shores of Lake Superiorand Lake Huron (inclusiveof suchislands
as Manitoulin) to the French River; French River to Lake Nipissing; Lake Nipissing
easterly to Highway 17;Highway 17 to Mattawa.

Population of the largest centre of population within eighty (80) kilometres of the
employee's work location:

Population Points Assigned
1 - 249 14
250 -- 499 12
500 - 999 10
1,000 - 1,999 8
2,000 -2,999 6
3,000 - 3,999 4
4,000 - 4,999 2
5,000 or more 0

Distance from the employee's work location to a centre of population of 5,000 or
more:

Distance Travel by Road Travel Only by Means Other Than Road
80 km or less 0 0
81 - 160 km 6 9

161 - 320 km 2 17

321 - 480 km 18 26

Over 480 km 24 34

In establishingthe points to be assigned to each location in accordance with 43.3.1,
population shall be determined by reference to the followingpublications:

. For Incorporated Communities:
The Municipal Directory, published by the Ministry of Municipal Affairs.

e For Unincorporated Communities and Indian Reserves:
Directory, Northern Ontario, published by the Ministry of Northern
Development and Mines.

In establishingthe points to be assigned to each location in accordance with 43.3.2,
distance shall be determined by reference to the following publications:
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43.5.1

43.5.2

. Ontario/Canada Official Road Map, published by the Ministry of
Transportation.

o Distance Tables, King's Secondary Highways and Tertiary Roads, published
by the Ministry of Transportation.

Points assigned to each location in accordance with 43.3.1 and 43.3.2 shall be
reviewed annually.

Amendments to any isolation allowance entitlement under 43.1 resulting from the
review shall be implemented effective from April 1 of each year.

ARTICLE 44 - SALARY

44.1

442

Effective April 1, 2004, all salaryrates in effecton March 31, 2004, will be revised to
provide for an increase of 2.0% across the board.

Effective April 1, 2005, all salaryrates in effect on March 31, 2005, will be revised to
provide for an increase of 2.0% across the board.

The Employer shall pay all retroactive monies owing for salaries within areasonable
time period followingratification of the collective agreementby the parties, but in no
event later than June 30, 2005 unless otherwise agreed by the parties. New salary
rates shall be implemented at the same time.

ARTICLE 45 - MERIT PAY AND PAY FOR PERFORMANCE BONUS

45.1

Merit Pay

For employees in AMAPCEQ classifications who are not at the maximum of their salary range:

45.1.1

45.1.2

A meritincreasefor a twelve (12) month work cycle coinciding with the employee's
anniversary date shall be processed in an amount of 0 - 5% of his or her salary at the
discretion of the Employer. An employee's merit increase for satisfactory
performance shall be three and a half percent (3.5%) of his or her salary.

Where an employee's performance rating results in a merit increase that will cause
his or her salary to exceed the maximum salary for his or her classification, the
amount of the merit increase in excess of the maximum salary will be paid out as a
lump sumbonus. Suchlump sum bonus will not increase the employee's base salary
for any purpose.

-87-



45.2

Pay for Performance Bonus

For employeesin AMAPCEO classificationswho are at the maximum of their salary range:

45.2.1

4522

45.2.3

45.2.4

452.5

45.2.6

45.2

45.3.1

Effective March 31, 2005, for employeeswho were at the salary maximum on March
31, pay for performance bonuses will be processed on March 31* each year based on
performance for the previous fiscal year.

The pay for performance bonus shall be a re-earnablelump sum payment and will not
increase the employee’s base salary beyond the maximum of the salary range for any
purpose.

The number of employees who receive pay for performance bonuses above a
satisfactory performance rating shall not exceed twenty percent (20%) of eligible

employees.

The amounts of bonuses available under article45.2 shallbe fixed at-threeand a half
percent (3.5%) for satisfactory performance and six percent (6%) for above
satisfactory performance.

There shall be no pay for performance bonus for employees whose performance is
rated below satisfactory. The number of employeesin this category shall not exceed
fifteen percent (15%)of eligible employees.

An employeemust have earned the maximum salary for his or her classificationfor at
least twelve (12) months in order to be eligible for a full pay for performance bonus.
The performance bonus for an employee who has been earning the maximum salary
for less than twelve (12) months will be pro-rated.

Administration of Pay for Performance

Effective March 31, 2005, and on March 31* each following year, a fixed envelope
for pay for performance will be established. The envelopewill vary from year to year
and will be calculated by:

(a) taking twenty percent (20%) of the salaries of the percentage of employees in
AMAPCEO classifications (classified and unclassified), calculated as of
March 31% of that year, who were earning salaries at the maximum of their
salary ranges on March 31* of that year, and multiplying by six percent (6%)
[example: if 32% of employees are earning maximum salaries, take 20% of
their salaries and multiply by 6%]};

(b)  taking sixty-fivepercent (65%) of the salariesof the percentage of employees

in AMAPCEQO classifications (classified and unclassified) who are earning
salaries at the maximum of their salary ranges effective March 31* of that
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453.2

year and multiplying by three and a half percent (3.34) [example: if 32% of
employees are earning maximum salaries, take 65% of their salaries and
multiply by 3.5%];

(¢)  adding together paragraphs 1(a) and 1(b).

The administrationof the pay for performance bonus plan under 45.2 is totally within
the discretion of the Employer. Individual employees’ disputesover theirratings and
pay for performance bonuses will not be arbitrable. An arbitrator’sjurisdiction is
limited to deciding whether or not the pay for performance envelope, as describedin
article 45.3.1, has been spent.

-89-



ARTICLE 46 - HOURS OF WORK

46.1

It is recognized by the parties that the hours of work for employees in the
AMAPCEQO unit are that which is set out in Section9(1)(d) of Regulation 977 under
the Public Service Act as at April 1, 2001.

Effective until August 14, 2005

46.2.1

46.2.2

Where the Employer authorizes an employee to work in excess of 7.25 hours on a
regularly scheduled work day, the employee shall receive:

(a) compensating leave of one-half (.5) hour for each hour worked between 36.25
and 48 hours per work week, in respect of the total hours worked during the week
on regularly scheduled work days: and

(b) compensating leave of one (1) hour for each hour worked in excess of 48 hours
per work week, in respect of the total hours worked during the week on regularly

scheduled work days.

Where the Employer authorizes an employee to work on his or her day off, the
emplovee shall receive compensating leave of one (1) hour for each hour worked.

Effective August 15, 2005

46.2.1

46.2.2

Where the Employer authorizes an employee to work in excess of 7.25 hours on a
regularly scheduled work day, the employee shall receive:

(a) Compensating leave of one (1) hour for each hour worked between 36.25
hours and 44 hours (inclusive) per work week, in respect of the total hours
worked during the week on regularly scheduled work days; and

(b) compensating leave of one and one-half (1.5) hours for each hour worked in
excessof 44 hours per work week, in respect of the total hours worked during
the week on regularly scheduled work days.

Where the Employer authorizes an employee to work on his or her day off, the
employee shall receive compensating leave of one and one-half (1.5)hours for each

hour worked.

16.2.3

46.3.1

For the purposes of calculating an employee’sentitlement,a period worked in excess
of fifteen (15) minutes will be rounded to the next half hour.

Where an employee accumulates compensating leave, such leave shall be taken at a

time mutually agreed upon. The employer will not unreasonably withhold such
agreement.
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46.3.2

46.3.3

46.34

46.4

46.4A.,

46.5

Where at the end of the calendar year an employee has remaining accumulated
compensating leave, the employee and manager shall endeavour to agree on the
schedulingof such compensatingleave in an effort to utilize the compensating leave
by June 30, and neither the employer nor employee will unreasonably withhold
agreement. Failing agreement, the Employer shall reasonably determine the time of
the compensating leave.

Compensatingleave accumulatedin a calendar year which is not used before June 30
of the following year, shall be paid, on a lump sum basis, at the rate it was earned
(annual salary divided by 1891). An employeemay be paid, on a lump sum basis, for
compensating leave prior to June 30, where the employee and his or her manager so
agree. On termination of employment, or on an employee assuming a permanent
position outside the bargaining unit, an employee who has not used all of his or her
compensating leave earned under this article shall be paid, on a lump sum basis, for
all remaining compensating leave hours. The lump sum payment will not increase
the base salary for any purpose.

There shall be no duplication or pyramiding of any premium payments or
compensating leave provided by the Collective Agreement.

An employee shall not be considered to be working overtimemerely because they are
carrying a pager, computer, cell phone or blackberry.

The following provisions shall expire effective August 14, 2005.

Notwithstanding the foregoing, if a condition of any pre-existing ongoing hours of
work agreement between an employee and his or her manager is superior to Articles
46.2.1 and 46.2.2, that particular superior condition may continue, at the employees
option, until:

(a) the employee is no longer in the same work unit; or
(b) August 14, 2005
whichever occurs first.

For clarity, Article 46.3.1, 46.3.2 and 46.3.3 do not apply to any pre-existing hours of
work arrangements, including arrangements referenced in 46.4.

Where Management Board of Cabinet declares an emergency under Section 10.9 of
Regulation 997 of the Public Service Act entitling any MCP employeesto overtime
compensation under that provision, the Employer, will also provide for overtime
compensationto AMAPCEO bargaining unit employees on the sameterms. Insuch
circumstances, the application of Article 46 of the collective agreement will be
supersededfor the period of the declared emergency.
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46.6

When regular part time employees, or unclassified employeeswho are scheduledto
work less than 36.25 hours per week, work in excess of their scheduled number of
hours, they shall be paid equal time up to 36.25 hours in aweek. Thereafter, Article
46.2.1applies. For clarity, Article46.2.2 doesnot apply to hours worked on a day off
which falls on a weekday, but does apply to hours worked on Saturdaysand Sundays
where they are not scheduled work days.

ARTICLE 47 - COMPRESSED WORK WEEK, FLEXIBLE HOURS AND JOB SHARING

47.1

47.2

Arrangementsregarding compressed work week, flexible hours andjob sharingmay
be entered into by mutual agreement in accordance with current practice.

Arrangements related to compressed work week, flexible hours and job sharing
entered into by an employee and his or her immediate supervisor shall be adjusted
and amended to reflect the provisions of Article 46.2 with necessary modifications.
The parties' intent is that compensating leave would apply, in accordance with
Article 46 as modified to address particular hours of work arrangements.

ARTICLE 48 - RECLASSIFICATION TO ANOTHER BARGAINING UNIT

No position or person in the bargaining unit, will be reclassified, nor will any other
action be taken with respect to such position or person that is tantamount to
reclassification,which reclassification or action tantamount to reclassification would
have the effect of moving the position or the person from the AMAPCEO bargaining
unit to another bargaining unit.

ARTICLE 49 - COMPENSATION OPTION CREDIT

49.1

49.2

An employee is entitled to accumulate compensation option creditsin each year for
the portion of the year during which he or she is an employee at the rate of,

Effective April 1, 2004, for employees on payroll April 5, 2005

(@) six-twelfths (6/12) of one (1) credit per month in the year, if the employee is a
full-timeemployee, and

(b) thatportion of six-twelfths (6/12) of one (1) credit per month in the year that is
equal to the portion that the employee's regularly scheduled hours of work bear
to full employment, if the employee is a part-time employee.

The compensation option creditsthat an employee is entitled to accumulatein a year
under Article49.1 shall be credited to the employee on the 1stday of January in the
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49.3

49.5

year or on the day in the year when the employee first becomes an employee,
whichever is later.

From the compensation option credits credited to an employee in a year in
accordance with article 49.1 and 49.2 there shall be deducted, to a maximum of the
credits credited to the employee in the year, credits at the rate set out in article 49,1
(a) or (b), as the case requires for,

(1)  each whole month in the year throughout which the employee s on leave of
absence without pay;

(2)  each whole month in the year throughout which the employee receives
benefits under the Long Term Income Protection Plan;

(3)  each whole month in the year throughout which the employee receives
benefitsunder an award made under the WorkplaceSafety and Insurance Act,
1997, if that month is after the first six months for which the employee
received benefits under that award, and if the employee is into receiving
payment for accumulatedattendance credits or accumulated vacation credits
in that month;

(4)  eachwhole month in the year after the month in which the employee ceases
to be an employee;

(5)  eachwhole month in the year throughout which the employee is on a leave of
absence with pay under Subsection87(3) or (6) of the Public Service Act or
the month in the year, if less than the whole month in which the leave of
absence with pay ends, and

(6)  any month wholly comprised of consecutive periods of less than a month for
which credit would be deducted under sections49.3 (a) to (e) if the periods
were whole months.

With the approval of the employee's manager, an employee may take leave of
absence with pay in respect of some or all of the employees accumulated
compensation option credits at the rate of one day of leave of absence with pay for
each compensation option credit to which the employee is entitled, and the
employee's accumulated compensation option credits shall be reduced by the leave of
absence with pay taken.

Each or part thereof by which a leave of absence with pay taken by a person under
Article 49 exceeds the person's accumulated compensation option credits after
making any deduction required by article 49.3 or 49.5 shall be deducted from the
person’s vacation credits, and the person shall repay to the Crown the salary paid to
him or her for any day or part thereof of the leave of absencewith pay that cannot be
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49.5.1

49.6

49.7

so deducted.

Any amount to be repaid under Article 49.5 may be deducted from any payment the
employeeis entitled to receive from the Employer inrespect of salary or termination
of employment or otherwise.

The parties agree that employees are entitled to use any accumulated compensation
option credits to reduce the amount of unpaid leave required under the pension
bridging option of Article 27. The parties also agree that no further accumulation of
any credits shall accrue during the unpaid portion of the pension bridging option
during which an employee is using accumulated compensation option credits.

Information regarding accumulated compensation option credits shall be available
pursuant to Article 30.16.

ARTICLES50 - SHIFT PREMIUM

50.1

50.2

50.3

504

50.5

An employee shall receive a shift premium of fifty-two cents (52 cents) per hour for
all regularly scheduled hours worked between 5:00 p.m. and midnight. Where more
than fifty percent (50%)of the regularly scheduled hours worked fall within this
period, the fifty-two cents (52 cents) per hour premium shall be paid for all regularly
scheduled hours worked.

Anemployee shall receive ashift premium of sixty-two cents (62 cents) per hour for
all regularly scheduled hours worked between midnight and 7:00 a.m. Where more
than fifty percent (50%) of the regularly scheduled hours worked fall within this
period, the sixty-two cents (62 cents) per hour premium shall be paid for all regularly
scheduled hours worked.

Notwithstanding provisions #50.1 and #50.2 of this article, where an employee's
regularly scheduled hours of work normally fall within the period between 7:00 a.m.
and 5:00 p.m., the employee shall not be entitled to receive a shift premium for hours
worked between 5:00 p.m. and 7:00 a.m.

Shift premiums shall not be considered as part of an employee's basic salary.

Shift premiums shall not be paid to an employee who for mutually agreed upon
reasons works a shift for which he or she would otherwise be entitled to a shift

premium.
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ARTICLE 51 - TERM AND RENEWAL

511

51.2

51.3

Unless otherwise specified, this agreement shall be effective from the date of
ratification until March 31, 2006.

Either party to the collective agreement may, within the period of ninety (90)
calendar days before the agreement ceases to operate, give notice in writing of its
desire to bargain with a view to the renewal with or without modification of the
agreementthen in operation or to the making of a new agreement.

In the event neither party gives notice to bargain in accordancewith Article 51.2, this
agreementshall be automatically renewed for a period of one (1) year.
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PT1

PT.1.1

PT.1.2

PT.2

PT.2.1

REGULAR PART TIME EMPLOYEES

“Regular part time employee” (RPT) means an employee in the classified service
who is appointed to a position whose dutiesrequire fewer than 3644 hours per week.

Notwithstanding Article PT.1.1, an employee participatingin a “job share” will be
considered a full time employee for redeployment purposes only.

Applicable Articles

The following Articles of the Agreement shall also apply to regular part time civil

servants.

1 Recognition

2 No Discrimination

3 Management Rights

4 Information on New Positions

5 Statement of Information/Duties to Employees
6 No Discrimination for Association Activities
7 Employee’s Right to Representation

8 Leaves for Association Activities

9 Rights of Workplace Representatives

10 Dues

11 Home Position

12 Employer/Employee Relations Committees
13 Ministry & Local Negotiations

15 Dispute Resolution/Arbitration

16 Seniority/Continuous Service

17 Appointment to Classified Staff

18 Posting and Filling of Vacancies & New Positions
19 Pay Administration (subjectto the amendments herein)
20 Discipline and Discharge

21 Personnel Files and Disciplinary Records

22 Abandonment of Position

23 Leaves

24 Pregnancy and Parental Leave

25 Health & Safety

26  Technological Change

27  Job Security

28 Notice of Relocation

32  Joint Benefits Committee

383  TerminationPayments

39  Workers Compensation

40 Entitlement on Death

41 Meal Allowances
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PT.3

PT.3.1

PT4

PT4.1

PT.5

PTS5.1

PT.5.2

PT.5.3

PT.54

42 KM - Use of Private Vehicle

43 Isolation Pay (subject to the amendmentsherein)
44  Salary

45 Merit Pay/Pay for Performance Bonus

46 Hours of Work

46 CWW, Flexible Hours and Job Sharing

48 Reclassification to Another Bargaining Unit

49 Compensation Option Credit

50 Shift Premium

51 Term and Renewal

Non-Working Day

“Non Working Day” means a day on which the employee isnot scheduled to work to
complete his or her regularly scheduled hours.

Isolation Pay

Isolation pay as provided by Article43 (Isolation Pay) shall be pro-rated based on the
proportion of the employee’s weekly hours of work to the normal hours of work for
the class as follows:

Weekly hours of work. X Allowance per week for the
Normal hours of work for the class appropriate point rating
(Weekly)

Holidays

An employee shall be entitled to a paid holiday each year on each of the following
days which fall on a day that is a regularly scheduled work day for the employee:

New Year‘sDay Good Friday
Easter Monday Victoria Day
Canada Day Civic Holiday
Labour Day Thanksgiving Day
Remembrance Day Christmas Day
Boxing Day

The regular part time employee shall be paid an amountequivalentto the amount the
employee would have earned had they been at work.

An employee shall also be entitled to any special holiday as proclaimed by the
Governor General or Lieutenant Governor.

Any employeewho is on vacation when a special holiday is held in accordancewith
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PT.5.5

PT.5.6

PT.5.7

PT.6

PT.6.1.1

PT.6.1.2

PT.6.2.

PT.6.3

Article PT5.3, is not entitled to the special holiday.

Where a holiday specifiedin Article PT5.1 falls on a Saturday or Sunday, or when
any two of them fall on a successive Saturday and Sunday, the holiday(s) shall be
scheduled on the next following regular working day(s) that is not itself a listed
holiday.

Article PT5.4 does not apply to New Year’s Day, Canada Day, Remembrance Day,
Christmas Day and Boxing Day in respect of an employee whose work scheduleis
subjectto rotating work weeks that include scheduled week-end work on aregular or
recurring basis.

Where an employee is scheduled to work on one of the holidays listed in Article
PT5.1 or PT5.3, and is unable to do so because of illness, absence on Workers’
Compensation, vacation or other authorized leave, there will be no deduction from
the employee’s Short-Term Sickness Plan or accumulated credits, and the holiday
will be deemed to have been taken.

Vacation

An employee shall earn a pro-rated portion of the vacation credits shown below
based on the ratio that his or her weekly hours of work bear to full time employment.

(a)  Oneand one-quarter (1-1/4) days per month during the firsteight (8)
years of continuous service (15 days per full calendar year);

(b)  One and two-thirds (1-2/3) days per month after eight (8) years of
continuous service (twenty (20) days per full calendar year);

(¢)  Two and one-twelfth (2-1/12) days per month after fifteen (15) years
of continuous service (twenty-five (25) days per full calendar year);

(d  Two and one-half (2-1/2) days per month after twenty-six (26) years
of continuous service (thirty (30) days per full calendar year).

Where an employee has completedtwenty-five (25) years of continuous servicein the
public service, there shall be added to the employee’saccumulated vacation, on that
occasion only, up to five (5) days based on the ratio that his or her weekly hours of
work bear to full time employment.

An employee isentitled to vacation credits under Article PT6.1 inrespect of amonth
or part thereof in which the employee is at work or on leave of absence with pay.

An employee is not entitled to vacation credits under Article PT6.1 in respect of a
whole month in which the employee:
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PT.6.4

PT.6.5

PT.6.6

PT.6.7

PT.6.8

PT.6.9

PT.6.10

(a) is on leave of absence without pay; or

(b) receivesbenefitsunder the Long Term Income ProtectionPlan, unless
the employeeis in rehabilitativeemployment with the Ontario Public
Service.

Where any employee is absent by reason of an injury or occupational disease for
which an award is made under the Workplace Safety and Insurance Act, 1997, they
shall continue to accrue vacation credits for the full period of such leave.

An employee shall be credited with his or her vacation creditsfor each year on the 1st
day of January in the year, including any increasein entitlementsdue to occur during
the year.

An employee may accumulate vacation credits to a maximum of twice his or her
annual vacation credits, but shall be required to reduce this accumulation to a
maximum of one (1) year's entitlement by December 31 of each year.

Where an employee is prevented from reducing his or her accumulated credits under
Article PT6.6 as aresult of,

(@ an injury for which an award is granted under the Workplace Safety
and Insurance Act, 1997;

(b) a total disability;or

© an extraordinaryrequirement of the Employer,

the employee's Deputy Minister shall grant to the employee, at his or her request a
leave of absence with pay to replace the vacation credits.

An employeecommencing employment during the year shall be credited at that time
with vacation credits calculated in accordancewith Article PT6.1, for the balance of

the calendar year.

Upon the completion of six (6) months of continuousservicein the public service,an
employee with the approval of his or her manager or designee, may take vacation to
the extent of his or her vacation entitlement and his or her accumulated vacation
credits shall be reduced by the vacation taken. Such approval will be subject to
operational requirements, but, it is also agreed that such approval will not be
unreasonably withheld.

An employee who completes twenty-five (25) years of continuous service on or
before the last day of the month in which the employee attains sixty-four (64)years
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of age is entitled, after the end of that month, to pre-retirement leave with pay of up
to five (5) days based on the ratio that his or her weekly hours of work bear to full

time employment.

Where an employee leaves the public service prior to the completion of six (6)
months of continuousservice, he or she is entitled to vacation pay at the rate of four
per cent (4%) of the earnings of the employee during the period of his or her
employment.

An employee who has completedsix (6 )or more months of continuousservicein the
public service shall be paid, in an amount computed at the rate of the employee's last
regular salary, for any unused vacation standing to the credit of the employee at the
date he or she ceases to be an employee.

An employee who has completed six (6)or more months of continuousservicein the
public service is entitled, upon request by the employee, to be paid, in an amount
computed at the rate of the employee's last regular salary, for any unused vacation
standing to the credit of the employee at the date on which he or she qualifies for
payments under the Long Term Income Protection Plan.

Where an employee ceases to be an employee, there shall be deducted from the
employee's accumulated vacation credits an amount in respect of the whole months
remaining in the year after the person ceases to be an employee computed at the rate
setoutin Article PT6.1.

Vacation taken in excess of the vacation creditsto which an employee is entitled on
the date the employee ceases to be an employee shall be deducted from the amount
paid to the employee under Article 40 (Termination Payments) and Article 38
(Entitlement on Death) and from any salary to which the employee may be entitled.

As soon as practicable following the end of each quarter of the year, information
regarding the number of vacation and other credits to which he or sheis entitled shall

be made available to each employee directly or where information is availableto the
employee electronically, this shall be sufficient.

Short-Term Sickness Plan

A part time employee who is unable to attend to his or her duties due to sickness or
injury is entitled, in each calendar year, to leave of absence,

(a)  with regular salary for that portion of six (6) working days equal to the
portion the employee's regularly scheduled hours of work bear to full
employment;and

(o) With seventy-five percent (75%) of regular salary for that portion of an
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additional one hundred and twenty-four (124) working days equal to the
portion the employee’s regularly scheduled hours of work bear to full

employment.

An employee is not entitled to a leave of absence with pay under this Article until
after completion of all of the employee’sregularly scheduled hours within a period
of four (4)consecutive weeks.

An employee who is on leave of absence with pay under this Article that commences
onaregularly scheduledworkingday in one calendar year and continuesto includea
regularly scheduled working day in the next followingyear is not entitled to leave of
absence with pay under this Article for a greater number of working days than are
permitted under Article PT7.1, in the two (2) years until the employee has again
completed the service requirement described in Article PT7.2

An employee who was on leave of absence with pay under this Article for the number
of days in a year permitted under Article PT7.1 is not entitled to leave of absence
with pay under this Article in the following year until the employee has again
completed the service requirement described in Article PT7.2.

The pay of an employee under this Article is subject to,

(a)  all deductions for Benefit Plans coverages referred to in Articles PT8, PT9,
PT10, PT11, PT12, and under the Public Service Pension Act that would
otherwise be made from the pay; and

(by  allcontributionsthat would otherwisebe made by the Employer in respect of
the pay,

and such deductions and contributionsshall be made as though the employee were
receiving the employee’sregular salary.

Information regarding the use of Short Term Sickness Plan days shall be available
pursuant to Article PT6.16.

Use of Accumulated Credits

Accumulated credits includes vacation credits, compensation option credits,
compensatingtime off and attendance credits.

An employee who is on leave of absence and receiving pay under ArticlePT7.1(b) is
entitled, at the employee’s option, to have sufficient credits deducted from the
employee’s accumulatedcredits for each day to which ArticlePT7.1(b) appliesand to
receive regular salary for each such day.
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An employee who is absent from employment due to sickness or injury beyond the
total number of days leave of absence with pay provided for in Article PT7.1 shall
have his or her accumulated attendance credits reduced by a number of days equal to
the number of days of such absence and is entitled to leave of absence with pay on
each such day.

Article PT7.9 does not apply to an employee who qualifies for and elects to receive
benefits under the Long Term Income Protection Plan instead of using his or her
accumulated attendance credits.

After seven (7) consecutive calendar days absence caused by sickness or injury, no
leave with pay shall be allowed unless a certificate of a legally qualified medical
practitioneris forwarded to the employee’smanager or designee, certifying that the
employee is unable to attend to official duties.

Despite Article PT7.11, where the Employer has reason to suspect that there may be
an abuse of sick leave, the Manager may require, at the Employer’s expense, an
employee to submit a medical certificate for any period of absence.

Where, for reasons of health, an employee s frequently absent or unable to perform
his or her duties, the Employer may require him or her to submit to a medical
examination at the expense of the Employer. The employee and Employer shall
attempt to come to agreement on a qualified medical practitioner to perform the
examination. When agreement is not reached, the employee may choose a qualified
medical practitioner from the referral service of the College of Physicians and
Surgeons. If the employee fails to make such a choice within one (1) week of
receiving referrals, the Employer may choose a qualified medical practitioner from
the same referrals.

For the purposes of this Article, the service requirement in Article PT7.2 shall not
include vacation leaves of absence or any leaveswithout pay, but days worked before
and after such leaves shall be considered consecutive. However, days worked before
and after any leave of absence with or without pay due to an employee’s illness or
injury are not considered to be consecutive. Leaveswith pay (other than for vacation,
education, illness or injury) and statutory holidays are included in the determination
of such service.

Benefits General

“Benefit Plans” in ArticlesPT9, PT10, PT11, PT12 means the Basic Life Insurance
Plan, the Supplementary& Dependent Life InsurancePlan, the SupplementaryHealth
and Hospital Insurance Plan, (including vision and hearing aid coverage), the Dental
Plan, and the Long-term Income Protection Plan in force as of September 1, 1997
with the Great West Life Assurance Company or any successor Plan.
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Subject to the provisions of this Agreement, the benefits contained in the Benefit
Plans as they were constituted on September 1, 1997 shall be provided to part time
employees. on the same terms and conditions as were in place on September1; 1997.
These benefits and terms and conditionsmay only be altered by mutual agreement of
the parties.

During leaves-of-absence with pay, benefit coverage will continue. The Employer
and employee will continue to pay the applicable premiums.

During pregnancy and parental leave, an employee who participates in any Benefit
Plan may continueto do so unless he or she elects in writing not to do so. Unless an
employee gives the Employer this written notice, the Employer and the employee
shall continue to pay the applicable premiums.

The benefits contained in the Benefit Plans are supplemented by the provisions of
Article32 and ArticlesPT9, PT10, PT11, PT12. Where a conflict exists between the
provisions of a Benefit Plan and this Agreement, the provisions of this Agreement
shall prevail.

Where an existing OPS employee permanently moves into or from a position not
covered by a Benefit Plan (as defined in Article PT8.1) coverage for Basic,
Supplementary and Dependent Life Insurance shall continue without there being any
requirement for the employeeto provide evidence of insurability. In addition, in the
case of a bargaining unit employee moving to a permanent position not covered by
the Benefit Plans, coverage under the Benefit Plans shall cease on the date on which
coverage under any new insuranceplan covering the employeein the new permanent
position commences. In the case of existing OPS employees moving into a
permanent position covered by the Benefit Plans, coverage shall commence on the
date on which coverage under any previous insurance plans ceases.

Employees are entitled to a full explanation from the Carrier(s) when claims are
refused under a benefit plan.

Family coverage for the following benefits shall include coverage for same-sex
partners; Supplementary and Dependant Life Insurance (Article PT.9),

Supplementary Health and Hospital Insurance (Article PT.10), Dental Plan (Article
PT.11).

Life Insurance
The Employer shall pay one hundred percent (100%) of the monthly premium for
basic life insurance coverage for RPT employees covered by this Collective

Agreement.

Employees?at their option, are entitled to purchase supplementaryand/or dependent
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life insurance. Employees must pay the full premium for this coverage.

PT.9.3 Where on termination of employment there is a right to convert life insurance into
another form of life insurance policy, the Employer shall advise all terminating
employees of their right to make this conversion in writing prior to the employee’s
last day of employment.

PT.10 Supplementary Health and Hospital Insurance Plan
Effective March 1, 2002 Article PT.10.1is amended to provide as follows:

PT.10.1 The Employer shall pay forty percent (40%), fifty percent (50%), sixty percent
(60%), seventy percent (70%) or eighty percent (80%)of the monthly premium for
the Supplementary Health and Hospital Insurance Plan for each participating RPT
employee, whichever is closest to the percentage that the RPT employee’s weekly
hours of work bear to full-time employment. The RPT employee shall pay the
balance of the monthly premium through payroll deduction.

PT.10.2 The Employer shall pay eighty per cent (80%) and sixty per cent (60%) of the
percentage calculated under Article PT10.1 of the monthly premiums for Vision and
Hearing Aid coverage respectively, of the Supplementary Health and Hospital
Insurance Plan for each participatingRPT employee. The RPT employee shall pay
the balance of the monthly premium through payroll deduction.

PT.10.3 The Supplementary Health and Hospital Insurance Plan shall include reimbursing
employees for the following:

(a)  ninety percent (90%)of the cost of all prescription drugs that by law require a
physician’sprescription,including injectabledrugs, and medicinesprescribed
by a licensed physician or other licensed health professional who is legally
authorized to prescribe such drugs, and dispensed by a licensed pharmacist or
by a physician legally authorized to dispense such drugs and medicine. For
clarity, life-sustainingdrugs or medicines shall continue to be covered on the
same basis as under the previous collective agreement. Provided that a
generic drug is listed in the Canadian Pharmaceutical Association
Compendium of Pharmaceuticals and Specialities,reimbursementfor drugs
covered by the Plan will be based on the cost of the lowest priced generic
version of the drug that the dispensing pharmacist can readily provide, unless
the prescribing physician or health professional stipulatesno substitution,in
which case the reimbursement will be based on the cost of the drugs
prescribed.

()  Reimbursement for hospital care for private or semi-privateroom and board
shall be up to one hundred and twenty dollars ($120.00) per day beyond the
cost of standard ward care.
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one hundred percent (100%) of the cost of diagnostic procedures, and
radiology;

vision and hearing aid coverage shall include reimbursing employees for the
following, subject to a ten dollar ($10) deductible per person per calendar
year, to a maximum of twenty dollars ($20) per family per calendar year.
Vision and hearing aid coverage shall be reimbursed:

e Uup to three hundred dollars ($300.00) per person in any consecutive
twenty-four (2month period followingthe date the expenseisincurred,
for the purchase, fitting or repair of spectacle lenses, frames or contact
lens prescribed by an Ophthalmologist or Optometrist.

¢ up to twenty-five hundred ($2500.00)dollars per person in a five (5) year
period for the purchase and/or repairs of hearing aids (excluding
batteries) prescribed by a physician certified as an otolaryngologist or by
a qualified audiologist.

paramedical services include the following coverage per employee and each
of their dependants:

@iv)  theservicesof an acupuncturist, at the rate of thirty-five dollars ($35)
per visit, to an annual maximum of twelve hundred dollars ($1200);

(v)  theservicesof a speechtherapist, at the rate of forty dollars ($40)per
half hour, to an annual maximum of fourteen hundred dollars

($1400);

(vi)  the services of a chiropractor, osteopath, naturopath, podiatrist,
chiropodist, physiotherapist and masseur, if licensed and practising
within the scope of their license to a maximum of thirty-five dollars
($35) per visit for eachvisit not subsidizedby OHIP and to an annual
maximum of twelve hundred dollars ($1200) for each type of service.

the servicesof a psychologist, at the rate of forty dollars ($40per half hour,
to an annual maximum of fourteen hundred dollars ($1400).Coverage shall
also include servicesrendered by a social worker with a Master’s Degree in
Social Work, where such services are equivalent to the services that would
otherwise be provided by a psychologist;

Orthopaedic Shoes: seventy-five percent (75%) of the cost of one pair or one
repair per year to a maximum of five hundred dollars ($500) per year;

Orthotic Appliances: one hundred percent (100%)of the cost of one pair or
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one repair per year to a maximum of five hundred dollars ($500) per year.

If the coverage of an employee or an employee's dependent for Supplementary
Health and Hospital Insurance terminates when the employee or the dependant is
pregnant, benefits shall be payable for pregnancy related expenses until the date of
the baby's delivery.

Coverage For Employees Who Are Totally Disabled

Where a totally disabled employee is not eligible for the Long Term Income
Protection Plan, the employee's Supplementary Health and Hospital Insurance
coverage shall continue so long as the employee is receiving benefits under the Short
Term Sickness Plan or is using accumulated credits or, beyond that point, if the
employee chooses to pay the full premium for continued coverage. In such cases, if
the employee is subsequently approved for benefits under the Long Term Income
Protection Plan, the employee will be reimbursed for any premiums paid directly by
the employee.

Dental Plan

The Employer shall pay forty percent (40%), fifty percent (50%), sixty percent
(60%), seventy percent (70%)or eighty percent (80%)of the monthly premium for
the Dental Plan for basic dental care services, denture services, orthodontic services
and major restorative services for each participating RPT employee, whichever is
closest to the percentage that the RPT employee's weekly hours of work bear to
full-time employment The RPT employee shall pay the balance of the monthly
premium through payroll deduction.

Employees shall pay the cost of dental care directly and the insurance carrier shall
reimburse the employee, based on the current Ontario Dental Association fee
schedule at the time the dental work is performed, at the following percentages:

(a)  eighty-five percent (85%) for basic dental care services, which effective
March 1, 2002 shall include the following coverage:

Q) pit and fissure sealant treatment shall be added to the Plan for eligible
dependant children; and

Gi)  thedental recall period shall be extended to nine (9) months except for
dependant children age twelve (12) and under.

(b)  fifty percent (50%) for denture services with a lifetime maximum amount
payable of three thousand dollars ($3,000)per person;

(c) fifty percent (50%)for orthodontic services for dependent children between
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the ages of six (6) and eighteen (18) with a lifetime maximum amount
payable of three thousand dollars ($3,000) per child;

(@  fifty percent (50%)for major restorative services with an annual maximum
amount payable of two thousand dollars ($2,000) per person.

Long-Term Income Protection

The Employer shall pay eighty-five percent (85%)of the monthly premium costs for
every part time employeewho participatesin the plan, and the employeeshall pay the
balance of the premium costs through payroll deduction.

Effective December 31, 1993 and annually thereafter, the total monthly payment of
LTIP under the Plan shall be increased by up to 2% based on the average annual
increasein the Ontario Consumer Price Index (CPI) as published by Statistics Canada
each January.

Every employee appointed to the civil service on or after March 1, 1971 shall
participate in the plan. An employee who was appointed to the civil service before
March 1, 1971,

(@)  Where the employee was participatingin the Plan on December 19, 1975, is
entitled to continue to participate in the Plan or to cease participating in the

Plan; or

(b)  Wheretheemployee was not participatingin the Plan on December 19, 1975,
is, upon producing evidence of medical eligibility satisfactoryto the insurer
under the Plan, entitled to participatein the Plan, and is thereafter entitled to
cease participating in the Plan.

Where the Employer is paying all or part of the premiums for an employee who
participates in one or more of the Benefit Plans and the employee is approved for
benefits under the Long Term Income Protection Plan, the employee’s coverage
under the Plans shall continueat the Employer’s cost in respect of the time for which
the employee is receiving or is qualified to receive LTIP benefits. In addition, the
Employer will make all pension contributions on behalf of the employee and on its
own behalf in respect of the time for which the employee is receiving or is qualified
to receive LTIP benefits.

The LTIP benefits commence after a qualification period of six (6) months from the
date the employee becomes totally disabled, unless the employeeelects to continue to

use accumulated attendance credits on a day-to-day basis after the six (6) month
period.

Rehabilitativeemployment for employeesreceiving LTIP benefits, whether with the
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OPS oranother Employer, shall be available in keeping with the existing practice. In
arranging such employment, the Employer will take into account the employee's
training, education and experience.

The Employer shall not permanently fill the position of an employee during the
qualifying period and the first twenty-four (24) months of the benefit period.

Where, during the benefit period, the employeeis able to perform the essential duties
of his or her position, and the position has not been declared surplus, he or she shall
resume work, as directed by the Employer, within two (2) weeks of the date that
LTIP benefits cease. Where, for accommodation reasons, an employee cannot be
returned to his or her position within the two (2) week period, the Employer shall
grant a leave of absence with pay pending the completion of the accommodation
requirements, but in no event shall the leave of absence with pay exceed three (3)
months. The employeeshall return to work, when accommodationsare completed,
on the date specified by the Employer. In order to be eligible for leave of absence
with pay, the employee shall co-operate with the Employer regarding the return-to-
work arrangements.

When an employee who has been receiving or was eligibleto receive LTIP benefits is
deemed able to perform the essential duties of his or her position but the position is
no longer available due to the application of Article PT12.7, the employee shall have
all rights and entitlements under Article 27. Where no direct assignment, bump or
unreduced pension/pension bridge is identified for and/or chosen by the employeeon
his or her return, he or she shall be eligible immediately for atemporary assignment,
if available (despite Article27.10.1 limiting eligibility for temporary assignments).
The employee will be eligible for one temporary assignment only. If the employee
refuses the offer of a temporary assignment, no further temporary opportunitieswill
be sought for him or her.

The temporary assignment can be extended at the Employer's discretion except as
limited by Article 18.7.2. Time spent on the temporary assignment does not
constitute a hiatus in the employee's notice period. Therefore, should no direct
assignment be found for the employee, his or her employmentendsat the termination
of either the notice period or the temporary assignment, whichever is later. The
employee will receive salary protection, if applicable, only during the six (6)month
notice period.

A record of employment, if required in order to claim Employment Insurance

sicknessand disability benefits, will be provided to an employee and this document
shall not be considered as termination of employment.

Pay Administration (amended only as follows):

The "basichourly rate" of pay is the weekly rate of the class divided by thirty-sixand
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aquarter (36%).

The "weeklyrate of pay for regular part-timeemployeesiis the basic hourly rate times
the applicable weekly hours of work.

"Weeklyhours of work™ shall be the averageof the regularly scheduled weekly hours
of a position calculated over a period of four (4) consecutive weeks.

Despite the definition of "regular part-time employee”, an employee who
immediately before the coming into force of the Public Service Act Regulation 977
1(3)(a) wes working fewer than 36% hours per week and who was receiving benefits
as if he or she wes a full-time employee shall be deemed to continue as a full-time
employee for purposes of the receipt of benefits so long as he or she occupies the
same position.

-109 -



UC.1

UC.1.1

UC.1.2
UC.2

UC.2.1

ucz2.z2

UC.3

UC3.1

ucC3.2

uC4

UC4.1

UC4.2

UC4.3

UC4.4

UC4.5

UNCLASSIFIEDEMPLOYEES

The only terms of this Agreement that apply to employeeswho are not civil servants
are those that are set out in this Article.

The following sectionsin this Article shall apply only to unclassified staff

Salary

The salaryrate of the equivalentcivil service classification shall apply. If thereisno
equivalent classification, the rate shall be set by the Employer and the Association
shall have the right to negotiate the rate during the appropriate salary negotiations.

A full time unclassified employee covered by this Section shall be entitled to the
same provisions regarding retroactivity of salary revisions and progression through
the salaryrange as those agreed upon for the Civil Service Salary Category to which
they correspond.

Holidays

Unclassified employees will be entitled to the paid holidays listed in Article 29.1
(Holidays).

When the employee is required to work on any holidays listed in Article 29.1
(Holidays), he or she is entitled to a compensating day as a holiday in lieu thereof.

Vacation Pay

An unclassified employee is entitled to vacation credits at the rate of 14 days for
each full month in which he or she is at work or is on vacation leave of absence or

leave of absence with pay.

An unclassified employee who leaves the public serviceprior to the completion of six
months service is entitled to vacation pay at the rate of four percent (4%) of the
earnings of the employee during the period of his or her employment.

An unclassified employee who has completed six (6 )or more months of continuous
servicein the public service shall be paid for any unused vacation standingto his or
her credit at the date he or she ceases to be an employee.

Where an unclassified employee is appointed to the classified service, vacation
credits accumulated under this Article shall continue to stand to the credit of the

employee.

Upon the completion of six (6) months continuous service in the public service, an
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employeewith the approval of his or her manager or designee, may take vacation to
the extent of his or her earned vacation credits and his or her earned vacation credits
shall be reduced by the vacationtaken. Such approval will be subjectto operational
requirements, but, it is also agreed that such approval will not be unreasonably
withheld.

Attendance Credits And Sick Leave

An unclassified employee is entitled to an attendance credit of 1% days for each full
month in which he or she is at work or is on vacation, bereavement or jury/witness
leave. Anemployee is entitled to use attendance credits only in the event that he or
she is unable to attend his or her official duties by reason of illness or injury.

An unclassified employee who is unable to attend to his or her duties in the public
servicedue to sickness or injury is entitled to leave of absence with pay at the rate of
one working day for each day of accumulated attendance credits and his or her
accumulated attendance credits shall be reduced by the leave taken.

Where an unclassified employee is appointed to the classified service, attendance
credits accumulated under this Article cease to stand .to the credit of the employee.

After seven (7) consecutive calendar days absence caused by sicknessor injury, no
leave with pay shall be allowed unless a certificate of a legally qualified medical
practitioneris forwarded to the employee’smanager or designee, certifyingthat the
employee is unable to attend to official duties.

Despite Article UC 5.4, where the Employer has reason to suspect that there may be
an abuse of sick leave, the manager may require an employee to submit the medical
certificate required by Article UC5.4 for any period of absence.

Pregnancy and Parental Leave
Pregnancy and parental leaves will be granted to employees under the terms of the
Employment Standards Act. Pregnancy leave shall be granted for up to seventeen

(17) weeks and may begin no earlier than seventeen (17) weeks before the expected
birth date.

Parental leaves shall be granted for up to thirty-five (35) weeks for biological
mothers and up to thirty-seven (37) weeks for biological fathersand adoptive parents.

Filling of Positions with Unclassified Employees
Where a temporary assignment was not posted, and an employee has continuously

been in the position since the initial assignment, the assignmentshall be posted and
filled competitively within eighteen (18) months of the initial assignment, where the
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Employer determines that the work is continuingeither on a temporary or permanent
basis.

Where the same work has been performed by an employee in the Unclassified
Servicefor aperiod of at least two (2) consecutive years, (except for situationswhere
the unclassified employee is replacing a classified employee on a leave of absence
authorized by the Employer or otherwise absent as provided for under the collective
agreement), and where the ministry has determinedthat there is a continuingneed for
that work to be performed on a full time basis, the ministry shall establish aposition
within the Classified Serviceto perform that work.

Where the ministry has determined that it will convertaposition in accordancewith
Article UC.7.2, the status of the incumbent in the position will be converted from
unclassified to classified, provided that the incumbent has been in the position in
question for at least two (2) years.

Bereavement Leave

An employee who is scheduled to work more than twenty-four (24) hours during a
week and who would otherwise have been at work, shall be allowed up to three (3)
days of leave-of-absencewith pay in the event of the death of his or her spouse,
mother, father, mother-in-law, father-in-law, son, daughter, brother, sister, ward or
guardian. However, in the event of the death of his or her sister-in-law, brother-in-
law, son-in-law, daughter-in-law, grandparent or grandchild, foster child or foster
parent, he or she shall be allowed only one (1) day's leave-of-absence with pay.

Religious Accommodation

With reasonable notice, an unclassified employee is entitled to use vacation credits or
is entitled to an unpaid leave of absence for the purpose of religiousaccommodation
for an equal number of days as provided in Article 23.4.

Payment in Lieu of Benefits
All full-time unclassified employees shall, upon completion of one (1) month of
continuous service, receive in lieu of all Benefit Plan entitlementsin Articles 31 to

36, saveand except holiday and vacation pay, an amountequal to two per cent (2%)
of their basic hourly rate for all hours worked exclusive of overtime.

Termination of Employment

Employment may be terminated by the Employer at any time with a minimum two
(2) weeks' notice, or pay in lieu thereof.
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Other Articles Applicable to Unclassified Employees

O OB WD =

12
13
15
16
17
18

20
21
23

25
27
41
42
45
46
47
48
50
51

Recognition

NO Discrimination

Management Rights

Information to New Employees

No Discrimination for Association Activities

Employee’s Right to Representation

Leaves for Association Activities

Rights of Workplace Representatives

Dues

Employer/Employee Relations Committees

Ministry & Local Negotiations

Dispute Resolution/Arbitration

Seniority (16.3.1 and 16.3.2)

Appointment to Classified Staff (Articles17.3.1 and 17.3.2)
Posting and Filling of Vacancies & New Positions (18.1, 18.4, 18.5.2 and
18.7.1)

Disciplineand Discharge

Personnel Files and Disciplinary Records

Leaves-Articles 23.2,1(without pay), 23.7 (jury/witness) and 23.10.1 (family
medical leave)

Health & Safety

Job Security - Article 27.1.1(b)

Meal Allowances

KM - Use of Private Vehicle

Merit Pay/Pay for Performance Bonus

Hours of Work

CWW/Flex Hours and Job Sharing

Reclassification to Another Bargaining Unit

Shift Premium

Term and Renewal
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Schedule1 - List of Classifications

05720  Adviser, Ontario Police Commission (AMAPCEO Unit)
05724 Intelligence Officer OP Commission (AMAPCEO Unit)

12AFA Financial Administration (AMAPCEO Unit) AFA12
13AFA Financial Administration (AMAPCEO Unit) AFA13
14AFA Financial Administration (AMAPCEOQO Unit) AFA14
1SAFA Financial Administration (AMAPCEO Unit) AFA1S
16AFA Financial Administration (AMAPCEOQO Unit) AFA16
17AFA Financial Administration (AMAPCEQ Unit) AFA17
18AFA Financial Administration (AMAPCEO Unit) AFA18
19AFA  Financial Administration (AMAPCEO Unit) AFA19
20AFA Financial Administration (AMAPCEO Unit) AFA20
21AFA Financial Administration (AMAPCEO Unit) AFA21
22AFA  Financial Administration (AMAPCEO Unit) AFA22

20AFL French Language Services (AMAPCEO Unit) AFL20

11AGA General Administration (AMAPCEO Unit) AGAI11
12AGA General Administration (AMAPCEO Unit) AGA12
13AGA General Administration (AMAPCEO Unit) AGA13
14AGA General Administration (AMAPCEO Unit) AGA14
1SAGA General Administration (AMAPCEO Unit) AGA15
16AGA General Administration (AMAPCEO Unit) AGAL6
17AGA General Administration (AMAPCEO Unit) AGA17
18AGA General Administration (AMAPCEO Unit) AGA18
19AGA General Administration (AMAPCEO Unit) AGA19
20AGA General Administration (AMAPCEO Unit) AGA20
21AGA General Administration (AMAPCEO Unit) AGA21
22AGA General Administration (AMAPCEO Unit) AGA22

18AIF  Information (AMAPCEO Unit) AIF18
19AIF  Information (AMAPCEO Unit) AIF19
20AIF  Information (AMAPCEO Unit) AIF20

ISAIM Institutional Management (AMAPCEO Unit) AIM15
16AIM Institutional Management (AMAPCEO Unit) AIM16
17AIM Institutional Management (AMAPCEOQO Unit) AIM17
I8AIM Institutional Management (AMAPCEQO Unit) AIM18
19AIM Institutional Management (AMAPCEO Unit) AIM19
20AIM Institutional Management (AMAPCEO Unit) AIM20
21AIM Institutional Management (AMAPCEOQ Unit) AIM21
22AIM Institutional Management (AMAPCEO Unit) AIM22
23AIM Institutional Management (AMAPCEO Unit) AIM23
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12ALA
13ALA
14ALA
ISALA
16ALA
I7ALA
18ALA
19ALA
20ALA
21ALA
22ALA
23ALA

12ALC
13ALC
14ALC
15ALC
16ALC
17ALC
18ALC

15ALR
16ALR
17ALR
I8ALR
ISALR
20ALR
21ALR
22ALR
23ALR

01AOF
02A0F

16APA
17APA
18APA
19APA
20APA
21APA

Law Administration (AMAPCEO Unit) ALA12
Law Administration(AMAPCEO Unit) ALA13
Law Administration (AMAPCEO Unit) ALA14
Law Administration (AMAPCEQO Unit) ALA15
Law Administration(AMAPCEO Unit) ALA16
Law Administration(AMAPCEO Unit) ALA17
Law Administration(AMAPCEO Unit) ALA13
Law Administration (AMAPCEO Unit) ALA19
Law Administration (AMAPCEQ Unit) ALA20
Law Administration(AMAPCEO Unit) ALA21
Law Administration (AMAPCEQO Unit) ALA22
Law Administration (AMAPCEO Unit) ALA23

Law Court Administration (AMAPCEQO Unit) ALC12
Law Court Administration (AMAPCEQ Unit) ALC13
Law Court Administration (AMAPCEOQ Unit) ALC14
Law Court Administration (AMAPCEOQ Unit) ALC15
Law Court Administration (AMAPCEO Unit) ALC16
Law Court Administration (AMAPCEO Unit) ALC17
Law Court Administration (AMAPCEQ Unit) ALC18

Labour Relations (AMAPCEQ Unit) ALRIS
Labour Relations (AMAPCEOQ Unit) ALR16
Labour Relations (AMAPCEO Unit) ALR17
Labour Relations (AMAPCEOQO Unit) ALR18
Labour Relations (AMAPCEO Unit) ALR19
Labour Relations (AMAPCEO Unit) ALR20
Labour Relations (AMAPCEO Unit) ALR21
Labour Relations (AMAPCEQ Unit) ALR22
Labour Relations (AMAPCEO Unit) ALR23

Fin Tech Spec Fin Mgt Ctrl Gp (AMAPCEO Unit) AOFA 01
Fin - Prof/Mgr Fin Mgmt Ctrl Grp (AMAPCEO Unit) AOFA 02

Program Analysis (AMAPCEOQ Unit) APA16
Program Analysis (AMAPCEOQ Unit) APA17
Program Analysis (AMAPCEOQO Unit) APA18
Program Analysis (AMAPCEQ Unit) APA19
Program Analysis (AMAPCEOQ Unit) APA20
Program Analysis (AMAPCEOQ Unit) APA21
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12APL
13APL
14APL
15APL
16APL
17APL
18APL
19APL
20APL
21APL

16APR
17APR
18APR
19APR
20APR
21APR

14APS
15APS
16APS
17APS
18APS
19APS
20APS

14ASL
ISASL
16ASL
17ASL
18ASL
19ASL
20ASL
21ASL
22ASL

01ASM
02ASM

13ASY
14ASY
I5SASY
16ASY
17ASY
18ASY

Personnel Administration AMAPCEQ Unit) APL12
Personnel Administration (AMAPCEO Unit) APL13
Personnel Administration AMAPCEO Unit) APL14
Personnel Administration (AMAPCEO Unit) APL15
Personnel Administration (AMMAPCEO Unit) APL16
Personnel Administration (AMAPCEQ Unit) APL17
Personnel Administration (AMAPCEO Unit) APL18
Personnel Administration (AMAPCEO Unit) APL19
Personnel Administration (AMAPCEO Unit) APL20
Personnel Administration (AMAPCEO Unit) APL21

Property Administration(AMAPCEOQO Unit) APR16
Property Administration (AMAPCEOQO Unit) APR17
Property Administration(AMAPCEQ Unit) APR18
Property Administration (AMAPCEQ Unit) APR19
Property Administration(AMAPCEOQO Unit) APR20
Property Administration (AMAPCEOQO Unit) APR21

Purchasing and Supply (AMAPCEOQO Unit) APS14
Purchasing and Supply (AMAPCEO Unit) APS15
Purchasing and Supply (AMAPCEO Unit) APS16
Purchasing and Supply (AMAPCEO Unit) APS17
Purchasing and Supply (AMAPCEO Unit) APS18
Purchasing and Supply (AMAPCEO Unit) APS19
Purchasing and Supply (AMAPCEO Unit) APS20

Social Programs Administration (AMAPCEO Unit) ASL14
Social Programs Administration(AMAPCEQ Unit) ASL15
Social Programs Administration (AMAPCEOQO Unit) ASL16
Social Programs Administration (AMAPCEO Unit) ASL17
Social Programs Administration (AMAPCEQ Unit) ASL18
Social Programs Administration (AMAPCEO Unit) ASL19
Social Programs Administration (AMAPCEOQO Unit) ASL20
Social Programs Administration (AMAPCEO Unit) ASL21
Social Programs Administration (AMAPCEQO Unit) ASL.22

Systems Management (AMAPCEQ Unit) ASMO01
Systems Management (AMAPCEQ Unit) ASM02

Systems Services(AMAPCEO Unit) ASY13
Systems Services (AMAPCEO Unit) ASY14
Systems Services(AMAPCEQ Unit) ASY15
Systems Services (AMAPCEOQO Unit) ASY16
Systems Services(AMAPCEQ Unit) ASY17
Systems Services(AMAPCEO Unit) ASY18
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19ASY
20ASY
21ASY

19ATR
20ATR

16CCL
17CCL

14CEQ
15CEQ

13CTR
14CTR
15CTR
16CTR
17CTR
I8CTR

120AG
130AG
140AG

Systems Services(AMAPCEO Unit) ASY19
Systems Services (AMAPCEQ Unit) ASY20
Systems Services(AMAPCEO Unit) ASY21

Translation (AMAPCEO Unit) ATR19
Translation (AMAPCEO Unit) ATR20

Clerical Services(AMAPCEQ Unit) CCL16
Clerical Services(AMAPCEQ Unit) CCL17

Office Equip Operation (AMAPCEO Unit) CEQ14
Office Equip Operation (AMAPCEOQO Unit) CEQ15

Transcription Services(AMAPCEO Unit) CTR13
Transcription Services(AMAPCEO Unit) CTR 14
Transcription Services(AMAPCEO Unit) CTR1S
Transcription Services(AMAPCEO Unit) CTR16
Transcription Services(AMAPCEO Unit) CTR17
Transcription Services(AMAPCEO Unit) CTR18

Agricultural Support(AMAPCEO Unit) OAG12
Agricultural Support(AMAPCEO Unit) OAG13
Agricultural Support (AMAPCEO Unit) OAG14

140AM Ambulance Services(AMAPCEO Unit) OAM14
15SO0AM Ambulance Services(AMAPCEO Unit) OAM15
160AM Ambulance Services(AMAPCEO Unit) OAM16
170AM Ambulance Services(AMAPCEOQO Unit) OAM17
180AM Ambulance Services (AMAPCEO Unit) OAM138

I15O0CR
160CR

150FS
160FS

160GN
170GN

140HP
150HP
160HP
170HP

Correctional (AMAPCEO Unit) OCR15
Correctional (AMAPCEO Unit) OCR16

Food Services(AMAPCEO Unit) OFS15
Food Services(AMAPCEO Unit) OFS16

General Operational (AMAPCEO Unit) OGN16
General Operational (AMAPCEO Unit) OGN17

Heating and Power (AMAPCEO Unit) OHP14
Heating and Power (AMAPCEO Unit) OHP15
Heating and Power (AMAPCEO Unit) OHP16
Heating and Power (AMAPCEO Unit) OHP17
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160IN

150PR

170ST
180ST
190ST

16PAC
17PAC
18PAC
19PAC
20PAC
21PAC
22PAC

16PAG
17PAG
18PAG
19PAG
20PAG
21IPAG

14PAH
15PAH
16PAH
17PAH
1SPAH

14PCH
I5PCH
16PCH
17PCH
18PCH
19PCH

16PEC
17PEC
18PEC
19PEC
20PEC
21PEC

19PED
20PED

Institutional Care (AMAPCEO Unit) OIN16
Printing (AMAPCEO Unit) OPR1S

Skills and Trades (AMAPCEO Unit) OST17
Skillsand Trades (AMAPCEOQ Unit) OST18
Skillsand Trades (AMAPCEOQ Unit) OST19

Actuarial Science (AMAPCEO Unit) PAC16
Actuarial Science (AMAPCEO Unit) PAC17
Actuarial Science (AMAPCEO Unit) PACI8
Actuarial Science (AMAPCEQ Unit) PAC19
Actuarial Science (AMAPCEO Unit) PAC20
Actuarial Science (AMAPCEO Unit) PAC21
Actuarial Science (AMAPCEO Unit) PAC22

Agriculture AMAPCEQ Unit) PAG16
Agriculture (AMAPCEO Unit) PAG17
Agriculture (AMAPCEOQO Unit) PAG18
Agriculture (AMAPCEO Unit) PAG19
Agriculture AMAPCEO Unit) PAG20
Agriculture (AMAPCEQ Unit) PAG21

Archival and Historical (AMAPCEO Unit) PAH14
Archival and Historical (AMAPCEO Unit) PAH15
Archival and Historical (AMAPCEO Unit) PAH16
Archival and Historical (AMAPCEQ Unit) PAH17
Archival and Historical (AMAPCEO Unit) PAH18

Chaplain (AMAPCEO Unit) PCH14
Chaplain (AMAPCEO Unit) PCH15
Chaplain(AMAPCEO Unit) PCH16
Chaplain (AMAPCEO Unit) PCH17
Chaplain(AMAPCEO Unit) PCH18
Chaplain (AMAPCEO Unit) PCH19

Economicsand Statistics(tAMAPCEOQO Unit) PEC16
Economics and Statistics (AMAPCEO Unit) PEC17
Economics and Statistics(AMAPCEO Unit) PEC18
Economics and Statistics(tAMAPCEQ Unit) PEC19
Economics and Statistics (AMAPCEO Unit) PEC20
Economics and Statistics (AMAPCEO Unit) PEC21

Education (AMAPCEQ Unit) PED19
Education (AMAPCEO Unit) PED20
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21PED
22PED

16PGS
17PGS
18PGS
19PGS
20PGS
21PGS

10PHE
11PHE
12PHE
I3PHE
14PHE
ISPHE
16PHE
17PHE
18PHE

14PLS
15PLS
16PLS
17PLS

13PNR
14PNR
15PNR
16PNR
17PNR
18PNR
19PNR

13POC
14POC
15POC
16POC

16PPH
17PPH
18PPH
19PPH
20PPH
21PPH
22PPH

Education (AMAPCEO Unit) PED21
Education (AMAPCEO Unit) PED22

General Scientific(AMAPCEO Unit) PGS16
General Scientific(AMAPCEO Unit) PGS17
General Scientific(AMAPCEO Unit) PGS18
General Scientific(AMAPCEO Unit) PGS19
General Scientific (AMAPCEO Unit) PGS20
General Scientific (AMAPCEO Unit) PGS21

Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE10
Home Economics, Dietetics and Nutrition (AMAPCEOQO Unit) PHE11
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE12
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE13
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE14
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE15
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE16
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE17
Home Economics, Dietetics and Nutrition (AMAPCEO Unit) PHE18

Library Services (AMAPCEO Unit) PLS 14
Library Services (AMAPCEQ Unit) PLS15
Library Services(AMAPCEQ Unit) PLS16
Library Services(AMAPCEQ Unit) PLS17

Nursing (AMAPCEO Unit) PNR13
Nursing (AMAPCEO Unit) PNR14
Nursing (AMAPCEO Unit) PNR15
Nursing (AMAPCEO Unit) PNR16
Nursing (AMAPCEO Unit) PNR17
Nursing (AMAPCEO Unit) PNR18
Nursing (AMAPCEO Unit) PNR19

Occupational & Physical Therapy (AMAPCEO Unit) POCI13
Occupational & Physical Therapy (AMAPCEO Unit) POC14
Occupational & Physical Therapy (AMAPCEQ Unit) POC15
Occupational & Physical Therapy (AMAPCEO Unit) POC16

Pharmacy (AMAPCEO Unit) PPH16
Pharmacy (AMAPCEO Unit) PPH17
Pharmacy (AMAPCEO Unit) PPH18
Pharmacy (AMAPCEO Unit) PPH19
Pharmacy (AMAPCEO Unit) PPH20
Pharmacy (AMAPCEO Unit) PPH21
Pharmacy (AMAPCEO Unit) PPH22
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19PPY
20PPY
21PPY

14PRP
1SPRP
16PRP
17PRP
18PRP
19PRP
20PRP
21PRP

17PRS
18PRS
19PRS
20PRS
21PRS

15PSP
16PSP
17PSP
18PSP
19PSP

16PSW
17PSW
18PSW
19PSW

18PVT
19PVT
20PVT
21PVT

14TDD
15TDD
16TDD
17TDD
18TDD
19TDD

16TEN
17TEN

Psychology (AMAPCEQ Unit) PPY19
Psychology (AMAPCEO Unit) PPY20
Psychology (AMAPCEOQO Unit) PPY-21

Resources Planning and Management (AMAPCEQ Unit) PRP14
Resources Planning and Management (AMAPCEO Unit) PRP15
Resources Planning and Management (AMAPCEQO Unit) PRP16
Resources Planning and Management (AMAPCEO Unit) PRP17
Resources Planning and Management (AMAPCEO Unit) PRP18
Resources Planning and Management (AMAPCEO Unit) PRP19
Resources Planning and Management (AMAPCEO Unit) PRP20
Resources Planning and Management (AMAPCEO Unit) PRP21

Research Science (AMAPCEO Unit) PRS17
Research Science (AMAPCEQ Unit) PRS18
Research Science (AMAPCEO Unit) PRS19
Research Science (AMAPCEO Unit) PRS20
Research Science(AMAPCEO Unit) PRS21

Speech Path & Audiology (AMAPCEO Unit) PSP15
Speech Path & Audiology (AMAPCEO Unit) PSP16
Speech Path & Audiology (AMAPCEO Unit) PSP17
Speech Path & Audiology (AMAPCEO Unit) PSP18
Speech Path & Audiology (AMAPCEOQO Unit) PSP18

Social Work (AMAPCEO Unit) PSW16
Social Work (AMAPCEO Unit) PSW17
Social Work (AMAPCEQ Unit) PSW18
Social Work (AMAPCEO Unit) PSW19

Veterinary Science (AMAPCEOQO Unit) PVT18
Veterinary Science (AMAPCEO Unit) PVT19
Veterinary Science (AMAPCEQ Unit) PVT20
Veterinary Science (AMAPCEQ Unit) PVT21

Drafting, Design & Estimating (AMAPCEQO Unit) TDD14
Drafting, Design & Estimating (AMAPCEOQO Unit) TDD15
Drafting, Design & Estimating (AMAPCEQ Unit) TDD16
Drafting, Design & Estimating (AMAPCEO Unit) TDD17
Drafting, Design & Estimating (AMAPCEO Unit) TDD18
Drafting, Design & Estimating (AMAPCEO Unit) TDD19

Engineering and Surveying Support(AMAPCEQ Unit) TEN16
Engineeringand Surveying Support(AMAPCEO Unit) TEN17
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18TEN
19TEN
20TEN
21TEN

{STPH
16TPH

13TRT
14TRT
ISTRT
16TRT
17TRT
I8TRT

16TSS
17TSS
18TSS

16TTC

Engineering and Surveying Support (AMAPCEO Unit) TEN18
Engineering and Surveying Support (AMAPCEO Unit) TEN19
Engineeringand Surveying Support (AMAPCEQ Unit) TEN20
Engineering and Surveying Support (AMAPCEO Unit) TEN21

Photography (AMAPCEOQO Unit) TPH1S
Photography (AMAPCEO Unit) TPH16

Resources Technical (AMAPCEO Unit) TRT13
Resources Technical (AMAPCEO Unit) TRT14
Resources Technical (AMAPCEO Unit) TRT15
Resources Technical (AMAPCEO Unit) TRT16
Resources Technical (AMAPCEO Unit) TRT17
Resources Technical (AMAPCEO Unit) TRT18

Scientific Support (AMAPCEO Unit) TSS16
Scientific Support (AMAPCEO Unit) TSS17
Scientific Support(AMAPCEO Unit) TSS18

Telecommunications (AMAPCEO Unit) TTC16

O1SMC Senior Specialist 1 (AMAPCEO Unit)
O2SMC Senior Specialist2 (AMAPCEO Unit)

O1AITX Senior ITX Specialist ! (AMAPCEO Unit)
02AITX SeniorITX Specialist2 (AMAPCEO Unit)
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Letter of Understanding re: Recognition Clause in Article 1 of Collective Agreement

May 5, 1998

The parties agree that the modified listing of classificationsunder the recognition clause is without
prejudiceto AMAPCEQ’s position that the scope of the recognition clause is not limited to the listed
classification.

This letter of understanding forms part of the collective agreement.

Robert Stambula Nancy Fisher

For AMAPCEO For the Employer
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Letter of Understanding re: VRA Proosss for Determining Employee Status Disputes

May 5 ,1998

The parties agree that disputes arising under PartsIV and V, and Schedules3 and 4, of the Voluntary
Recognition Agreement will continue to be governed by the specificprovisions of the VR A relating
to such disputes, and confirm that Kevin Burkett is the agreed mediator/arbitrator,

The letter of understanding forms part of the collective agreement.

Robert Stambula Nancy Fisher

For AMAPCEO For the Employer
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Letter of Understanding re: Part VI of the Voluntary Recognition Agreement

May 5, 1998

The parties agreethat, despite languageto the contraryin the Voluntary Recognition Agreement, any
dispute in respect of an alleged violation of Rt VI of the Voluntary Recognition Agreement will be
enforced under Article 15 of the Collective Agreement.

This letter of understanding forms part of the collective agreement.

Robert Stambula Nancy Fisher

For AMAPCEO For the Employer
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Letter of Understanding re: Job Classification/Job Evaluation System
Date: February 11, 2002,

Mr, Bob Stambula, Vice President
Chair, AMAPCEO Negotiating Team

The Employer and the Association have agreed on the need and desirability of undertaking a review
of the AMAPCEO job evaluationand classificationsystem for the bargaining unit during the term of
the current Collective Agreement. Following the review, a determination would be made on a
reformed or new job evaluationand classificationsystem. A process would then take place wherein
jobs in the bargaining unit would be classified and evaluated. Prior to any implementation of the
new or reformed system, the rates and salaries and other monetary consequences of the new system
would be negotiated by the parties in collective bargaining for the next collective agreement.

The parties agree that it would be desirable that there be ajoint agreed to process to carry out these
tasks. Accordingly the parties agree tojointly selecta facilitatorto assistthem in a working group to
attempt to agree on the process and time frame under which these tasks would be carried out. This
facilitationwill take place as soon as possible and in any eventwill be completed by March 31, 2002,
or such later date as the parties may agree.

The parties will share the cost of the facilitator equally but will bear their own costs of any experts
which they retain. If the facilitation is unsuccessful the Employer may decide not to proceed to
review and commence implementation of a reformed or new job classification and evaluation

system.

Yours truly,

Deborah-Anne Long
Lead Negotiator
Corporate Labour Relations/ Negotiations Secretariat
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Letter of Understanding re: Time-Banked Credits

May 5, 1998

Robert Stambula

Chair, AMAPCEO Negotiating Team
Re: Time-Banked Credits

Dear Mr. Stambula:

This will confirm that the Employer agrees to the retention of time-banked credits currently held by
AMAPCEO employees now classified as Senior Specialist.

This agreement will be effective as of the date of ratification of this collective agreement and will
apply only to the current incumbents of Senior Specialist positions who were previously classified in
the Senior Management Compensation Plan. Affected employees will not be entitled to bank any
further credits beyond the end of the calendar year in which this collective agreement is ratified.

This agreement in no way establishes a precedent for entitlement for time-banked credits for any
other employees in the AMAPCEO bargaining unit.

It is agreed that this letter of understanding forms part of the collective agreement.

Nancy Fisher,
Lead Negotiator, Negotiations Secretariat
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Letter of Understanding re: GSB Roster
March 19, 2002

Mr. Robert Stambula
Chair, AMAPCEO Negotiating Team

Dear Mr, Stambula;
Re: GSB Roster

At the earliest opportunity following ratification of this collective agreement, the parties agree to
decide upon aroster of arbitratorsto determine disputesreferred to arbitration under article 15 of the
collective agreement. The roster shall be comprised of ten (10) arbitrators, who shall be mutually
agreeable to the parties and who shall be chosen from among those arbitratorswho are appointed as
Vice Chairs of the Grievance SettlementBoard at the time of compilingthe roster. The parties agree
to review the roster of arbitratorson an annual basis.

Where an arbitrator is no longer appointed as a Vice Chair of the Grievance Settlement Board or
where a vacancy exists on the roster for any other reason, the parties shall choose a mutually
agreeable replacement.

Where the parties cannot agree to the initial roster of ten (10)arbitrators or to replacement arbitrators
where a roster vacancy occurs, either party may apply to the Chair of the Grievance Settlement
Board, who will appoint additional arbitrators to the vacant roster spots from the roster of appointed
GSB arbitrators, after consultation with the parties. The parties may agree to expand the roster
beyond ten (10) arbitrators.

Yours truly,

Deborah-Anne Long
Lead Negotiator
Corporate Labour Relations/Negotiations Secretariat
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Letter of Understanding re: Article 18.5.3
May 5, 1998
Mr. Robert Stambula
Chair, AMAPCEO Negotiating Team
Dear Mr. Stambula
Re: Article 18.5.3
| am writing to confirm that:
Pursuant to 18.5.3, the Employer will provide accessible electronic information on job postings. For
greater clarity, this does not include the provision of computers or other electronic equipment to
employees, or similar electronic access points in the workplace. Employees without equipment, as

otherwise provided by the Employer, bear the responsibility for accessing the electronicinformation
on their own.

It is understood that this letter of understanding forms part of the collective agreement.

Yours truly,

Nancy Fisher
Lead Negotiator, Negotiations Secretariat
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2.2

Letter of Understanding re: Article 18.8.1(h)

The parties agree that the process and rules for exercising Article 18.8.1(h) entitlements are as
follows and that the collective agreement shall be interpreted and applied accordingly:

PRECONDITIONS:

1. The "precondition events"that trigger Article 18.8.1(h) entitlementsare if, on or after March
6,1996:

(a)  anemployeeis directly assigned under Article 27/the Interim Agreement to a lower
classification;or

(b)  an employee's duties are changed because of a reorganization or reassignment of
duties so that the position is reclassified to a lower classification.

The position the employee ends up in after the precondition event is herein after referred to
as the "reclassified/redeployed position"”.

PROCESS:

2.1 A permanent, classified AMAPCEO position is posted and an employee applies for the
position and indicates that they wish to trigger their Article 18.8.1(h) entitlementsand also
identifies:

(@  what their position/class was immediately prior to the "precondition event "(to be
referred to as "original position™);

(b)  what Branch/Ministry the "original position™ was in;

()  whatis the "reclassified/redeployed position";

(d)  what Branch/Ministry the "reclassitied/redeployed position™ is in; and

(e)  date they were put into "reclassified/redeployed position”;

® their current home position and Branch/Ministry if different than (c) or (d);

(g)  whether they have been reassigned under Article 18.8.1(h) since they were put into
the "reclassified/redeployed position”.

The competition process for the posted position is held in abeyance and the criteria under
18.8.1(h) are reviewed to determine the applicant's eligibility to exercise rights under this

article:

(a) Precondition 1(a) or 1(b) above occurred; and

(b)  Theposition being applied for is in the Ministry where the applicant's currenthome
position resides, including the applicant's Ministry as modified by Article 27.12,
where applicable; and

(¢)  Theposition applied for is at a salary maximum higher than the home position the
employee currently holds, but not higher than the salary maximum of the "original

position™.
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23

2.4

2.5

2.6

2.7

2.8

29

2.10

If 2.2(a), (b) and (c¢) are not satisfiedthen the competition process continuesand the applicant
is given no special consideration, but is still considered an applicant for the position.

If 2.2(a), (b) and(c) are satisfied then the applicant may be interviewedand will be appointed
to the position provided the "qualifiedto perform™ criterion is met.

The Employer may decide that an interview is not necessary, in which case the Employer
may waive the interview and approve the assignment,

If an applicant is not "qualified to perform", the competition process continues, and the
applicant is given no special consideration but is still considered an applicant for the
position.

If more than one AMAPCEO bargaining unit employee triggering this Article is "qualified to
perform” in respect of the same position, the employee with greater seniority will be

appointed to the position.
There is no limit on the number of times an employee can apply for such a placement.

An employee who applies for a placement under Article 18.8.1¢h) and is accepted and then
refuses the placement, has no rights under Article 18.8.1(h) unless one of the preconditionsin

1(a) or (b) occurs again.

This settlement is without prejudice to any dispute between the parties concerning the
interpretation and application of the term "qualified to perform™ in Article 18.8.1(h).

This letter of understanding forms part of the collective agreement.

Signed at Toronto, Ontario, this 30" day of October, 2001.

For the Association For the Employer
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Letter of Understanding re: Insured Benefit Policy

February 12, 2002.

Mr. Robert Stambula
Chair, AMAPCEO Negotiating Team

Dear Mr. Stambula:
Re: Insured Benefit Policy
For the term of this agreement, the Employer agrees it will not establish a separate pool for purposes

of experience-rating the AMAPCEO-represented employees for the insured benefits applicable in the
AMAPCEO agreement.

Notwithstanding the foregoing, the Association agrees to meet with the Employer to discuss the
establishment of a separate benefits experiencerating for employees in its bargaining unit.

It is understood that this letter forms part of the collective agreement.

Yours truly,

Deborah-Anne Long
Lead Negotiator
Corporate Labour Relations/Negotiations Secretariat.
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Letter of Understanding re: Flexible Benefits Plan

The parties agree that during the life of this collectiveagreement they will meet to discuss the
possible introduction of a Flexible Benefits Plan, Health Care Spending Account and/or an
Employee Drug Card.

This letter of understanding forms part of the collective agreement.

Dated at Toronto, February 10, 2002.

Robert Stambula Deborah-Anne Long

For Association For the Employer
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Letter of Understanding re: 2003 Increase to Salary Maxima

February 12, 2002.

Mr. Robert Stambula
Chair, AMAPCEO Bargaining Team

Dear Mr. Stambula:

Re:

Increase to Salary Maxima (April 1,2003)

It is understood that one percent (1%) (half )of the total 2% increase to the maxima of the salary
ranges for AMAPCEOQO classifications on April 1, 2003 is being made in recognition of the
Association’s agreement to the following:

(1)  the Association’s agreement to meet with the Employer to discuss the establishment of a
separate benefits experiencerating for employees in its bargaining unit;

(2)  the need for salary adjustments as a result of the Hay Group Study commissioned by the
Association;

(3)  Association’spolicy of continuingto exercise carriage rights in respect of disputes lodged
under Article 15 (Dispute Resolution Process);

(4)  the Association’ssupport for the establishmentof joint health and safety committeeswhere
the worker members of such committeesare selected by the Association, other trade unions
representing employees at that workplace, and, by employees themselves where there are
employees who are not represented by a trade union;

(5)  the Association supports the establishment of asingle joint health and safety committee at a
workplace location where more than one ministry is located.

Yours truly,

Deborah-Anne Long
Lead Negotiator
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Letter of Understanding re: Article 47

February 12, 2002.

Mr. Robert Stambula,
Chair, AMAPCEO Bargaining Team.

Dear Mr. Stambula:

Upon ratification, the parties agree to meet to discuss the developmentof standardized templates
for compressed work week, flexible hours, and job sharing arrangements.

Deborah-Anne Long,
Lead Negotiator,
Corporate Labour Relations/Negotiations Secretariat.
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Letter of Understanding re: Use of Employer Facilities and Equipment

May 5, 1998

Robert Stambula
Chair, AMAPCEO Negotiating Team

Re: Use of Employer Facilities and Equipment
Dear Mr. Stambula:

This will confirm agreement that the Employer and the Association will enter into discussions on the
use of Employer facilities and equipment in relation to access issues in the workplace, which may
include the following:

the identification of problems and concerns of the parties associated with access issues
electronic communicationsbetween the parties
terms of access to the Employer’s facilities for the conduct of Association business
Association use of Employer telecommunications resources to communicate to the
Association’s membership
. use of Employer’s equipment and facilitiesfor distribution of documents of interest to both
the Association and the Employer
costs to the Employer associated with access
a multiagent discussions on access issues

Administrative practices between the bargaining agent and the Employer will be updated as
necessary as a result of these discussions.

Yours truly,

Nancy Fisher,
Lead Negotiator, Negotiations Secretariat
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Letter of Understanding re: Definition of ""days"
Thisisto confirmthe parties' agreement that a reference to a day or days in the Agreement means a
reference to working days, unless otherwise specified.

This letter forms part of the collective agreement.

Robert Stambula Nancy Fisher

For AMAPCEO For the Employer
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Letter of Understanding re: Term Classified Employeesunder the Public Service Act

February 12, 2002.

Mr. Bob Stambula, Vice-president,
Chair, AMAPCEO Negotiating Team.

The Employer undertakes that it will not rely on or implement, in the AMAPCEO bargaining unit,
the provisions of Section 7.1 of the Public Service Act, while the terms and conditions of this
collective agreement are in effect, and confirms that it may enter into negotiations respecting
possible implementation of these provisions in a subsequentround of collective bargaining.

Yours truly,

Deborah-Anne Long,
Lead Negotiator,
Corporate Labour Relations/Negotiations Secretariat.
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Corporate Internship Program
Memorandum of Agreement Between
the Crownin Right of Ontario (Management Board of Cabinet) and the

Association of Management, Administrative and Professional Employees of Ontario

(AMAPCEO)

Preamble:

@

@)

(4)

The Province of Ontario introduced a Corporate Internship Program in 1999 to further
support the goals of the Human Resource Strategy for the Ontario Public Service.

Each year, based on the needs of the organization, the employer will review and identify key
skill areas where recruitment should be focused. Positions will be assigned to a specific
occupational group where there is an identified skill shortage. Interns will receive exposure
to arange of key skill and core business areas. The followingkey skill areaswill be targeted:
labour relations, policy development, financial and business planning, and organizational
development.

The internship program will provide each successful candidate with structured work
experiences and learning opportunities through rotational assignments.

The internship program is not intended to adversely affect promotional, training and
developmental opportunities of employees in the AMAPCEO bargaining unit.

Accordingly, the parties hereby agree as follows:

¢))

2

3)

@

)

This agreement s intended to facilitate the implementation and operation of the Corporate
Internship Program within the OPS.

For the duration of this agreement, the Province of Ontario will recruit up to 150 post
secondary graduates each fiscal year.

Unless otherwise provided for in this agreement all terms of the AMAPCEO collective
agreementapply. For clarity, where conflicts exists between the collectiveagreementand the
Ontario Internship Program Guidelines (dated March 5, 1999 or as amended), the collective
agreementshall prevail unless otherwise explicitly provided for by this agreement.

Interns will be hired by the employer on unclassified contracts for a period of up to two (2)
years. Compensation will begin at the appropriate entry level rate for interns and reflect the
developmental and training nature of the rotational assignments.

As training opportunities, the internship appointmentswill not be considered as vacant or

new positions which otherwiserequire posting in accordance with the collectiveagreement.
For clarity, the reporting requirements of Article 5.2 apply to interns.
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©

)

@®

®

10.

11.1

11.2

11.3

114

Despite Article UC7.2 and UC7.3 of the Collective Agreement, there will be no conversion
to classified status of an internship assignment or an intern.

Each year, the Employer will advise AMAPCEO of the internship assignments that the
Employer has identified as being excluded from the bargaining unit.

The Employeragreesto consultwith AMAPCEO through the AMAPCEO Central Employee
Relations Committee on issues which arise through the implementation and operation of the
Corporate InternshipProgram.

Internship assignments will not:

(a) Include the non-trivial work of an AMAPCEO employee in the work unit who has
been designated surplus or an AMAPCEO position that has been abolished in a work

unit within the preceding 24 months.

(b)  Be in work units under pre-notice of layoff under Article 27. When a pre-notice
occurs within the work unit, any intern in the work unit will be reassigned.

(c) Substitute for the recruitment of an AMAPCEO position.

(d)  Adversely affect direct assignment / recall opportunities of employees in the
bargaining unit.

(e) Be considered to have ended by reason of layoff. Article27.1.1(b) is therefore, not
applicableto interns.

Interns will be entitled to apply to restricted competitions for twelve (12) months after the
expiry of their final contract.

Disputes that arise respecting this agreement shall be resolved by mediation/arbitration in
accordancewith Article 15.11 of the Collective Agreement in an expeditious and informal
manner without prejudice.

If the parties are unable to settle the dispute in mediation, the mediator/arbitrator shall
endeavour to assist the parties to agree upon the material facts in dispute and then shall
determine the dispute by arbitration.

When determiningthe dispute, the mediator/arbitrator may limit the nature and the extent of
evidence and submissions and may impose such conditions as he or she considers
appropriate.

The mediator/arbitrator shall make a decision within five days after completing proceedings
on the dispute submittedto arbitration.

-139 -



12.  Theterm of this agreement shall continue from April 1, 2004, until the expiry of the
AMAPCEQO Collective Agreement.

Agreed April 5, 2005

Robert Stambula Deborah-Anne Long
For the Association For the Employer
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Salary Schedule
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March 31, 2004 April 1, 2004 to March 31,jApril 1, 2005 to March 31,
Annual Salary Schedules 2005 2006
Annual Annual Annual Annual Annual Annual
lass Salary Salary Salary Salary Salary Salary
ode Class Description Minimum | Maximum § Minimum | Maximum || Minimum { Maximom .
5720 Adviser, Ontario Police Commission $79,489 $98,609 $81,079]  $100,581 $82,701 $102,59
%5724 IntelligenceOfficer Ontario Police Commission $75,493 $88,568L $77,003 $90,33 $78,543 $92,MJ
12AFA  [Financial Administration $36,207 $44,113] $36,931 $44,995 $37,670 $45,895]
13AFA  (Financial Administration $38,775 $47,44 $39,551 $48,391 $40,342, $49,35
14AFA  [Financial Administration $41,676 $51,037 $42,510 $52,05 $43,360 $53,099
15AFA  |Financial Administration $44,538 $54,907 $45,429 $56,00 $46,338 $57,125
16AFA  [Financial Administration $48,131 $59,093 $49,094 $60,275 I $50,076, $61,481
17AFA  {Financial Administration $52,245 $63,60 $53,290 $64,87 $54,356 $66,17
18AFA  [Financial Administration $54,937 $68,47. $56,036 $69,843 $57,157 $71,24
19AFA  |Financial Administration $57,705 $73,66 $58,859 $75,13 $60,036 $76,641
L,.?OAFA Financial Administration $61,173 $79,30 $62,396 $80,89 $63,644 $82,51
RIAFA  [Financial Administration $66,198 $86,867 $67,522 $88,6 $68,872 $90,37
R2AFA  [Financial Administration $72,475 $95,653 $73,925 $97.56 $75,404 $99,51
POAFL  |French Language Services $61,173 $79,306 $62,396 $80,892 $63,644 $82,51
11AGA  |General Administration $34,916 $42.,472) $35,614 $43,321 $36,326 $44,18
12AGA  [General Administration $37,430 $38,179 $46,481 $38,943 $47411
I3AGA  |General Administration $40,158 $40,961 $49,875 $41,780, $50,8734
14AGA  |General Administration $43,060 $43,921 $53,54 $44,799 $54,611
ISAGA  |General Administration $45,920 $46,838 $57,48% $47,775 $58,636]
16AGA  |General Administration $48,131 $49,094 $60,275 $50,076 $61,481
17AGA  [General Administration $52,245 $53,290 $64,874 $54,356 $66,17
18AGA  [General Administration $54,937 $56,036 $69,84 $57,157 $71,24
19AGA  [General Administration $57,705 $58,859 $75,13 $60,036 $76,641
20AGA  |General Administration $61,173 $62,396 $80,89 $63,644 $82,51
DIAGA  |General Administration $66,197 $67,521 $88,60 $68,871 $90,37
P2AGA  |General Administration $72,475 $73,925 $97,56 $75,404 $99,517}
18AIF Information $54,937 $56,036 $69,843 $57,157 $7l,240h
19AIF Information $57,705 $58,859 $75,13 $60,036 $76,641
DOAIF Information $61,173 $62,396 $80,89 $63,644 $82,5104
1SAIM  [Institutional Management $44,734 $45,629 $56,00 $46,542 $57,12
16AIM  |Institutional Management $49,300, $50,286 $61,46: $51,292 $62,69:
17AIM  |Institutional Management $53,079 $54,141 $65,621 $55,224 $66,933
18AIM  |Institutional Management $55,179 $56,283 $69,84 $57,409 $71,24
19AIM Institutional Management $57,961 $59,120 $75,13 $60,302 $76,64
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March 31, 2004 April 1, 2004 to March 31,§April 1, 2005 to March 31,
Annual Salary Schedules 2005 2006
Annual Annual Annual Annual Annual Annual

hClass Salary Salary Salary Salary Salary Salary
Code Class Description Minimum | Maximum §| Minimum | Maximum }| Minimum | Maximum
ROAIM Institutional Management $61,445 $79,305 $62,674 $80,891 $63,92’ﬂ $82,5
P1AIM | Institutional Management $66,490 $86,866 $67,820 $88,603h $69,17 $90,37.
R2AIM Institutional Management $72,79 $95,652 $74,253 $97,56 $75,7aj $99,51
P3AIM Institutional Management $80,025  $105,802 $81,626  $107,918 $83,259 $110,07
12ALA Law Administration $36,046, $44;1 14" $36,767 $44,996 $37,502 $45,89
13ALA  [Law Administration $38,775 $47.442 $39,551 $48,391 $40,342) $49,35
14ALA  [Law Administration $41,676 $51,03 $42,510 $52,058 $43,360 $53,09
15ALA Law Administration $44,538] $54,907 $45,429 $56,009 $46,338 $57,125
16ALA  |Law Administration $48,131 $59,093 $49,094] $60,27 $50,076 $61,481
17ALA  [Law Administration $52,245 $63,60 $53,290 $64,87 $54,356 $66,17
18ALA  |[Law Administration $54,937 $68.47 $56,036 $69,843 $57,157 $71,24
19ALA Law Administration $57,705 $73,665 $58,859 $75,138 $60,036 $76,641
20ALA Law Administration $61,173 $79,306 $62,396 $80,892 $63,644 $82,51
D1ALA  |Law Administration $66,197 $86,867i $67,521 $88,604j $68,871 $90,37
22ALA  [Law Administration $72,475 $100,887 $73,925 $102,905l $75,404 $104,963
23ALA . [Law Administration $79,6720  $109,269 $81,265) $111,451 $82,890 $113,68
12ALC  [Law Court Administration $48,634 $57 ,34j $49,607 $58,49d $50,599

13ALC  |Law Court Administration $51,363] $60,67 $52,390 $61,88 $53,438

14ALC [Law Court Administration $54,264 $64,266 $55.349 $65,551 $56,456]

1SALC  |Law Court Administration $57,375 $68,134 $58,523 $69,49 $59,693

16ALC  [Law Court Administration $60,988 $72,321 $62,208 $73,76 $63,452

17ALC  [Law Court Administration $65,122, $76,832 $66,424 $78,36 $67,752

18ALC |aw Court Administration $67,821 $81,701 $69,177 $83,33 $70,561

1SALR lLabour Relations $44,734 $54,907 $45,629 $56,00: $46,542

16ALR  [Labour Relations $48,345 $59,09 $49,312 $60,27 $50,298

17ALR  |Labour Relations $52,479 $63,603] $53,529 $64,87 $54,600

18ALR  {Labour Relations $55,179 $68.47 $56,283 $69,843 $57,409,

19ALR |l.abour Relations $57,961 $73,6 $59,120 $75,13 $60,302

RPOALR  |Labour Relations $61,445| $79,305 $62,674 $80,891 $63,927

P1ALR [l abour Relations $66,490) $86,864 $67,820 $88,60 $69,176)

D2ALR  [Labour Relations $72,797, $95.65 $74,253 $97,565 $75,738

P3ALR  (Labour Relations $80,0251 - $105,802 $81,626]  $107,918} $83,259
| 1AOF  [Pin Tedh Spec Fin Mgt Ctrl Gp $60,7000  $87,400 $61,914 $89,14¢8H $63,152, $90,931
ngAOF Fin-Prof/Mgr Fin Mgmt Ctrl Grp $88,7004 $122,40& $90,474| $124,848 $92,283 $127,345
16APA  |Program Analysis $48,131 $59,09 $49,094. $60,27 $50,076 $61,481
17APA Program Analysis $52,245) $63,60§l] 353,290/ $64,87'j $54,356 $66,17
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March 31, 2004 April 1, 2004 to March 31, April 1, 2005 to March 31,
Annual Salary Schedules 2005 2006
Annual Annual Annual Annual Annual Annual

lass Salary Salary Salary . Salary Salary Salary

ode Class Description Minimum | Maximum | Minimum | Maximum || Minimum | Maximum
I8APA  {Program Analysis $54,937 $68,47 $56,036 $69,84 $57,157 $71,241
19APA  |Program Analysis $57,705 $73,66, $58,859 $75,13 $60,036 $76,641
PDOAPA  |Program Analysis $61,173 $79,3 $62,396 $80,8924 $63,644 $82,51
R1APA  |Program Analysis $66,197 $86,86 $67,521 $88,604 $68,871 $90,37jl
12APL Personnel Administration $43,671 $52,lzj $44,544 $45,435 $54,235
13APL  [Personnel Administration $46,402 $55,45 $47,330 $48,277 $57,69
14APL Personnel Administration $49,300, $59,050 $50,286 $51,292 $61,43
1SAPL Personnel Administration $52,162] $62,9200 $53,205 $54,269 $65,46
16APL Personnel Administration $55,756 $67,106 $56,871 $58,008 $69,81
17APL Personnel Administration $59,871 $71,61 $61,068, $62,289 $74,507
18APL Personnel Administration $62,561 $76,48 $63,812 $65,088 $79,577
19APL Personnel Administration $65,330 $81,681 $66,637 $67,970 $84,081
R0APL Personnel Administration $68,798 $87,320 $70,174 $71,577 $90,847,
21APL Personnel Administration $74,149 $94,87A $75,632 $77,145 $98,7
16APR  |Property Administration $48,131 $49,094 $50,076 $61,481
17APR Property Administration $52,245 $53,290, $54,356 $66,l74u
18APR  [Property Administration $54,937 $56,036 $57,157 $71,240
19APR  |Property Administration $57,705 $58,859 $60,036 $76,641
ROAPR Property Administration $61,173 $62,396 $63,644 $82,51
21APR  [Property Administration $66,490 $67,820 $69,176 $90.375
14APS  [Purchasing and Supply $41,676 $42,510 $43,360, $53,09
1SAPS  [Purchasing and Supply $44,538 345429 $46,338 $57,125
16APS  [Purchasing and Supply $48,131 $49,094 $50,076 $61,481
17APS  |Purchasingand Supply $53,278 $54,344 $55,431 $67,48
18APS  {Purchasing and Supply $56,347 $57.474 $58,623 $73,075
19APS  (Purchasing and Supply $59,758 $60,953 $62,172 $79,37
ROAPS  |Purchasing and Supply $63,897 $65,175 $66,479 $86,19
14ASL.  [Social Program Administration $41,861 $42,698 $43,552 $53,09.
15ASL Sacial Program Administration $44,538 $45,429 $46,338) $57.1
16ASL Social Program Administration $48,131 $49,094 $50,076 $61,481
17ASL  [Social Program Administration $52,245] $53,290 $54,356 $66,17
18ASL  |Social Program Administration $54,937 $56,036 $57,157 $7l,24
19ASL  |Social Program Administration $57,705 $58,859 $60,036 $76,641
ROASL Social Program Administration $61,173 $62,396 $63,644 $82,51
P1ASL Social Program Administration $66,490, $67,820 $69,176 $90,37.
P2ASL  [Social Program Administration $72,797 $74,253 $75,738 $99,51




March 31, 2004 April 1, 2004 to March 31,[April 1, 2005 to March 31,
Annual Salary Schedules 2005 2006
Annual Annual Annual Annual Annual Annual
hClass Salary Salary Salary Salary Salary Salary
Code ‘|Class Description Minimum | Maximum §| Minimum | Maximum | Minimum | Maximum
ItlASM Systems Management $80,710 $98,32: $82,324{  $100,29 $83,970 $102,2
2ASM  |Systems Management $87,345|  $107,577 $89,092]  $109,72 $90,874 $111.9
13ASY  |Systems Services $38,775 $47.44 $39,551 $48,391 $40,342) $49,35
14ASY  [Systems Services $41,676 $51,03 $42,510 $52,05j] $43 360 $53,0
1SASY  [Systems Services 344,538 $54,90 $45,429 $56,00: $46,338 $57,12
16ASY  [SystemsServices $48,131 $59,093 $49,094 $60,275] $50,076 $61,481
17ASY  |Systems Services $52,245 $63,60 $53,290 $64,876 $54,356 $66,17
18ASY  |Systems Services $36,019 $69,82; $57,139 $71,225 $58,282] $72,65
19ASY Systems Services $59,415 $75,84 $60,603 $77,365| $61,815 $78,912
POASY  |Systems Services $63,595 $82,452 $64,867 $84,101 $66,164 $85,783]
21ASY  [Systems Services $68,318 $90,310 $70,194 $92,116 $71,598 $93,95
19ATR  |Translation $60,266 $76,075 $61,471 $77,597 $62,700 $79,14
20ATR Translation $63,468 $81,71 $64,737 $83,352 $66,032 $85,01
16CCL  {Clerical Services $56,916 $67.9 $58,054 $69,287 $59,215 $70,67‘?:)j
17CCL  |Clerical Services $60,354 $72,29 $61,561 $73,745 $62,792 $75,22
14CEQ  [Office Equip Operation $52,217 $61,643 $53,261 $62,87 $54,326 $64,l36i
15SCEQ  {Office Equip Operation $55,176 $65,420 $56,280 $66,728 $57,406 $68,063
13CTR  (Transcription Services $39,291 $47,759H $40,077 $48,7 ldk] $40,879
14CTR Transcription Services $42,106 $51,26 $42,948 $52,287 $43,807
15CTR  [Transcription Services $45,054 $55,04§ $45,955 $56,141 $46,874
16CTR Transcription Services $48,472, $59,09 $49,441 $60,27. $50,430
17CTR Transcription Services $51,911 $63,46 $52,949 $64,73§|' $54,008
18CTR  [TranscriptionServices $55,219 $68,153] $56,323 $69,516 $57,449
120AG  Agricultural Support $35,159 $42,838 $35,862 $43,695 $36,579
130AG  [Agricultural Support $37,858 $46,075 $38,615 $46,997 $39,387
140AG  |Agricultural Support $40,686 $49,580 $41,500 $50,572 $42,330
140AM  |Ambulance Services $42,796 $52,389] $43,652, $53,43ﬁ $44,525
150AM |Ambulance Services $45912 $56,382 $46,830 $57,510 $47,767
160AM |Ambulance Services $49,300 $60,67 $50,286 $61,88 $51,292
170AM |Ambulance Services $52,922 $65,289. $53,980 $66,59 $55,060
180AM |Ambulance Services $56,401 $70,248 $57,529 $71,653 $58,680
150CR  |Correctional $47,417 $60,87 $48,365 $62,09 $49,332)
160CR  |Correctional $49,843 $64,12 $50,840 $65,41 $51,857

-144 -




March 31, 2004 April 1, 2004 to March 31, April 1, 2005 to March 31,

Annual Salary Schedules 2005 2006
‘ Annual Annual Annual Annual Annual Annual
lass Salary Salary Salary Salary Salary Salary
ode Class Description Minimum | Maximom | Minimum | Maximom | Minimum | Maximum
15OFS Food Services $55,648 $65,913 $56,761 $67,231 $57,896 $638,576
160FS Food Services $58,366 $69,96! 360,043 $71 ,365H $61,244 $72,792
160GN  |General Operational $46,865 $57,412u $47,802] $58,56(1 $48,758 $59,731
170GN  |General Operational $50,305 $6l,781 $51,311 $63,018 $52,337 $64,278h
14OHP  |Heating and Power $40,507 $49,581 $41,317 $50,573J $42,143 $51,58
ISOHP  |Heating and Power $43,453 $53,35 $44,322 $54,426 $45,208 $55,515
160HP  |Heating and Power $46,658 $57.41 $47,591 $58,56§I $48,543 $59,733
170HP  [Heating and Power $50,083 $61,783, $51,085 $63,01 $52,107 $64,27
160IN Institutional Care $49,519 $60,670 $50,509 $61,883 $51,519 $63,121
1SOPR Printing $43,455 $53,362] $44,324 $54,42& $45,210 $55,518}
170ST  |Skills and Trade $50,083 $6l,783% $51,085 $63,01 $52,107 $64,27
180ST Skills and Trade $53,376 $66,471 $54,444 $67.8 $55,533 $69,15
190ST  [Skills and Trade $56,231 $71,526 $57,356 $72,95 $58,503 $74,411
16PAC  |Actuarial Science $50,430 $61 ,873J $51,439 $63,1 ljl $52,468 $64,372
17PAC  |Actuarial Science $54,889 $66,561 $55,987 $67,89 $57,107 $69,25
18PAC Actuarial Science $57,926 $71,614] $59,085 $73,046 $60,267 $74,507
19PAC Actuarial Science $59,873 $77,079 $61,070 $78,621 $62,291 $80,193
20PAC  jActuarial Science $63,858 $82,954 \ $65,135 $84.613] $66,438 $86,305
21PAC  [Actuarial Science $69,531 $91,056 : $70,922 $92,87 $72,340 $94,735
R2PAC  |Actuarial Science $76,498]  $100,480 f $78,028 $102,49(1 $79,589 $104,54
16PAG  {Agricultural $50,430 $61,873 $51,439 $63,11 $52,468
17PAG  {Agricultural $54,889 $66,561 ‘ $55,987 $67,89 $57,107
18PAG  |Agricultural $57,926 $71,614 ! $59,085 $73,04 $60,267
19PAG  |Agricultural $59,873 $77,079

$61,070 $78,62;L1 $62,291

DOPAG  |Agricultural $63,858 $82,9544 $65,135 $84,61 $66,438
1PAG Agﬁcultﬁml $69,839 $91,055 $71,236 $92,876 $72,661
14PAH  ]Archival and Historical $43,714 $53,450 ; $44,588 $54,51 $45,480
15SPAH  |Archival and Historical $46,875 $57,50 $47,813 $58,651 $48,769
16PAH  |Archival and Historical $50,430 $6l,873 $51,439 $63,110 $52,468
17PAH  |Archival and Historical $54,889 $66,561 $55,987 $67,89 $57,107
1SPAH  |Archival and Historical $58,183 $71,61 $59,347 $73,04 $60,534

- 145 -



- 146 -

' March 31, 2004 April 1, 2004 to March 31, April 1, 2005 to March 31,
Annual Salary Schedules 2005 2006
Annual Annual Annual Annual Annual Annual
lass _ Salary Salary Salary Salary Salary Salary
Code Class Description Minimum | Maximum || Minimum | Maximum | Minimum | Mazimum
14PCH  |Chaplain $43,909 $53,45 $44,787 $54,51 $45,683 $55,
1ISPCH  |Chaplain $47,083 $57,50 $48,025 $58,65 $48,986 $59,:§;
16PCH Chaplain $50,653 $61,872 $51,666 $63,loj4 $52,699 $64,371
17PCH Chaplain $55,132 $66,56 $56,235 $67,891 $57,360 $69,24
18PCH = |Chaplain $58,183 $71,61 $59,347 $73,04Zh $60,534 $74,5
19PCH Chaplain $60,138 $77,077 $61,341 $78,61 $62,568 $80,191
16PEC Economists and Statistics $50,430 $61,873 $51,439 $63,11 $52,468 $64,372
17PEC Economistsand Statistics $54,889 $66,561 $55,987 $67,893 $57,107 $69,25
18PEC Economists and Statistics $57,926 $71,614) $59,085 $73,04 $60,267 $74,50
19PEC Economistsand Statistics $59,873 $77,079 $61,070 $78,621 $62,291 $80,19
20PEC Economistsand Statistics $63,858 $82,954| $65,135 $84,613 $66,438 $86,30:
21PEC Economistsand Statistics $69,531 $91,056 $70,922 $92,87 $72,340 $94,735
19PED Education $61,649 $79,370) $62,882 $80,95 $64,140 $82,57
R0PED  |Education $65,756 $85.417 $67,071 $87,122|| $68,412 $88,86
21PED Education $71,601 $97,18?J $73,033 $99,132 $74,494 $101,11
22PED Education $78,425 $103,47 $79,994 $105,543 $81,594 $107,65.
16PGS General Scientific $50,653 $61,872 $51,666 $63,10% $52,699 $64,371
17PGS General Scientific $54,889 $66,561 $55,987 $67,892 $57,107 $69,25
18PGS General Scientific $57,926 $71,614 $59,085 $73,04q $60,267 ' $74,50
19PGS General Scientific $59,875 $77,079 $61,073 $78,621 $62,294 $80,193
20PGS General Scientific $63,858 $82,954) $65,135 $84,61j $66,438 $86,305
21PGS General Scientific $69,531 $91,056 $70,922 $92,87 $72,340 $94,735
10PHE  {Home Economics, Dietetics and Nutrition $46,184 $54,042 $47,108 $55,12 $48,050 $56,225
11PHE Home Economics, Dietetics and Nutrition $48,480 $57,04 $49,450 $58,19 $50,439 $59,35
12PHE Home Economics, Dietetics and Nutrition $51,122 $60,27 $52,144 $61,485 $53,187 $62,71
13PHE Home Economics, Dietetics and Nutrition $54,026 $63,78 $55,107 $65,06 $56,209 $66,361
14PHE Home Economics, Dietetics and Nutrition $57,141 $67,563] $58,284 $68,91 $59,450 $70,29
15PHE Home Economics, Dietetics and Nutrition $60,303 $71,61 $61,509 $73,046 $62,739 $74,50
16PHE Home Economics, Dietetics and Nutrition $63,858 $75,98 $65,135 $77,50: $66,438 $79,05.
17PHE Home Economics, Dietetics and Nutrition $68,318 $80,67 $69,684 $82,28 $71,078 $83,93
18PHE Home Economics, Dietetics and Nutrition $71,354 $85,731 $72,781 $87.,446 $74,237 $89,19
14PLS Library Services $62,339 $73,02 $63,586] $74,487 364,858 $75.977n
15PLS Library Services $65,503 $77,07 $66,813 $78,621 $68,149 $80,193
16PLS Library Services $69,056 $81,45 $70,437 $83,07 $71,846 $84,741
17PLS Library Services $73,516 $86,13 $74,986 $87,86 $76,486 $89,61
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13PNR Nursing $52,350 $65,57 $53,397 $66,88. $54,465 $68,22
14PNR Nursing $56,380 $70,2 $57,508 $71,6ﬂ $58,658 $73,061
1SPNR Nursing $61,900 $75,23 $63,138 $76,7 $64,401 $78,27
16PNR Nursing $66,269 $80,55 $67,594 $82,161 $68,946 $83,8
17PNR Nursing $68,921 $84,68 $70,299 $86,381 $71,705 $88,1‘
18PNR Nursing $71,630 $89,043 $73,063 $90,82. $74,524 $92,64
19PNR Nursing $73,877 $93,73 $75,355 $95,61j‘ $76,862 $97,52%
13POC  {Occupationaland Physical Therapy $51,003 $61,367 $52,023 $62,59 $53,063 $63,84
14POC  |Occupational and Physical Therapy $54,272 $65,562 $55,357 $66,873 $56,464 $68,213‘
15POC  [Occupational and Physical Therapy $57,950 $70,07j| $59,109 $71,48 $60,291 $72,91
16POC  {Occupational and Physical Therapy $62,841 $74,92 $64,098 $76,42 $65,380 $77,957
16PPH Pharmacy $57,583 $69,833] $58,735 $71,23 $59,910 $72,65
17PPH Pharmacy $60,768 $75,13 $61,983 $76,64 $63,223 $78,17
18PPH Pharmacy $62,816 $80,87. $64,072 $82,493 $65,353 $84,143
19PPH Pharmacy $66,998 $87,03 $68,338 $88,77 $69,705 $90,55
20PPH Pharmacy $71,917 $93,76 $73,355 $95,643 $74,822, $97,55
PlPPH Pharmacy $78,773 $103,47 $80,348 $105,541 $81,955 $107,657
22PPH Pharmacy $87,110| $114,34 $88,852] $116,635 $90,629 511 8,968!1
19PPY  |Psychology $60,439)  $80,751 $61,648|  $82,366  $62,881 $84,01
ROPPY Psychology $64,463 $86,772] $65,752 $88,507] $67,067 $90,27
RIPPY Psychology $70,505 $95,367] $71,915 $97,274 $73,353 $99,21
14PRP Resources Planning and Management $43,714 $53,45d $44,588 $54,519¢ $45,480 $55,6
15PRP  [ResourcesPlanning and Management $46,875 $57,50 $47,813 $58,654 $48,769 $59,82
16PRP Resources Planning and Management $50,430 $61,873 $51,439 $63,11 $52,468 $64,37
17PRP Resources Planning and Management $54,889 $66,561 $55,987 $67,89 $57,107 $69,25
18PRP Resources Planning and Management $57,926 $71,61 $59,085 $73,04¢ $60,267 $74,507
19PRP  [ResourcesPlanning and Management $59,873 $77,07 $61,070 $78,621 $62,291 $80,19
DOPRP  [Resources Planning and Management $63.858 $82,95 $65,135 $84,613 $66,438 $86,30
21PRP  |ResourcesPlanning and Management $69,531 $91,05 $70922|  $92,87 $72,340 $94,73
17PRS Research Science $54,889 $66,561 $55,987 $67,89 $57,107, $69,25
18PRS Research Science $58,183 $71,61 $59,347 $73,045 $60,534 $74,5[)q
19PRS  |Research Science $60,138 $77,07 $61,341 $78,61 $62,568 $80,191
POPRS Research Science $64,141 $82,95 $65,424 $84,61 $66,732, $86,30¢u
21PRS Research Science $69,531 $91,05 $70,922] $92,87 $72,340 $94,735
15PSP  |Speech Path & Audiology $57.444 $68,97 $58,593 $70,35 $59,765 $71,16%4
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16PSP  [Speech Path & Audiology $61,921 $73,66. $63,159 $75,13 $64,422 $76,641
17PSP  [Speech Path & Audiology $64,970 $78,721 $66,269 $80,29 $67,594 $81,901
18PSP  [Speech Path & Audiology $66,929 $84,18j| $68,268 $85,866 $69,633 $87,58
19PSP Speech Path & Audiology $70,931 $90,05 $72,350 $91,855 $73,797 $93,69;!
16PSW  [Social Work $54,269 $66,287, $55,354 367,613 $56,461
17PSW  |Social Work $56,431 $68,435 $57,560 $69,80 $58,711
18PSW  |Social Work $58,740 $72,625) $59,915 $74,07 $61,113
19PSW  |Social Work $60,704] $77,80f $61,918 $79,358 $63,156
18PVT  {Veterinary Science $58,183 $71,613 $59,347 $73,045] $60,534
19PVT  [Veterinary Science $59,873 $77,07 $61,070 $78,621 $62,291
20PVT  |Veterinary Science $63,858 $82,95 $65,135 $84,613] $66,438|
ZIPVT  |Veterinary Science $69,839 $91,055] $71,236 $92,874 $72,661
14TDD  (Drafting, Design and Estimating $42,890 $52,58§ $43,748 $53,640 $44,623
I5TDD  |Drafting, Design and Estimating $45,574 $56,591 $46,485 $57,723 347415
16TDD  |Drafting, Design and Estimating $49,609 $60,916 $50,601 $62,13 $51,613
17TDD  |Drafting, Design and Estimating $54,456 $65,56 $55,545 $66,873 $56,656
18TDD  {Drafting, Design and Estimating $57.186 $70,568 $58,330 $71,97 $39,497
19TDD  {Drafting, Design and Estimating $59,567 $75,938 $60,758 $77,457 $61,973
16TEN  [Engineeringand Surveying Support $49,609 $60,916 $50,601 $62,13 $51,613
I7TEN  {Engineering and Surveying Support $54,456 $65,56 $55,545 $66,873 $56,656
18TEN  [Engineeringand Surveying Support $57,186 $70,568 $58,330 $71,97 $59.,497
19TEN  |Engineering and SurveyingSupport $59,567 $75,938 $60,758 $77.457 $61,973
20TEN  {Engineering and Surveying Support $63,380 $81,71 $64,648 $83,35 $65,941
BITEN Engineering and Surveying Support $69,448 $89,73 $70,837 $91 ,53j $72,254
ISTPH  |Photography $45,777 $56,59 $46,693 $57,727$ $47,627
16TPH  |Photography $49,828 $60,915] $50,825 $62,133 $51.842
13TRT Resources Technical $39,902, $48,89 l $40,700 $49,875 $41,514
14TRT Resources Technical $42,890, $52,58 $43,748 $53,640) $44,623
ISTRT  {Resources Technical $45,574 $56,591 $46,485 $57,723 $47,415
16TRT . [Resources Technical $49,609 $60,91 $50,601 $62,13 $51,613
I7TRT  [Resources Technical $54,456 $65,56 $55,545 $66,873 $56,656
18TRT  [Resources Technical $57,186]  $70,568 $58,330 $71,97 $59,497
16TSS Scientific Support $54,456 $65,56 $55,545 $66,873 356,656
17TSS Scientific Support $57,186 $70,56 $58,330 $71,97 $59,497
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18TSS  [Scientific Support $59,830 $75,93 $61,027 $77,457 $62,248 $79,006
16TTC  [Telecommunications $49,828 $60,915H $50,825 $62,133 $51,842 $63,376~1
ISMC  ISr. Specialist 1 $70,624) $111,313h $72,036] $113,53 $73,477 $115,81
2SMC  |Sr. Specialist 2 $82,686 $130,388 $84,340;. $132,99 $86,027 $135,65
HTX Senior ITX Specialist 1 $90,220( $1 16,76j $92,024]  $119,095 $93,864 $121,477|
2ITX Senior ITX Specialist 2 $115,260] $136,22 $117,565 $l38,9444i $119,916 $141,723
1. \6/5



