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ARTICLE 1 - PURPOSE

1.1

The purpose of this Agreement is to establish and maintain positive
relations between the Community Living Elgin and Bargaining Unit
Employees, as represented by the Union.

ARTICLE 2 - RECOGNITION

2.1

2.2

23

2.4

2.5

The Ontario Public Service Employees Union (OPSEU) Local 151,
for the purpose of this Collective Agreement, is recognized as the
exclusive bargaining agent for all Employees of Community Living
Elgin (CLE), except supervisors and those above the rank of
supervisor, management administrators, Membership Services,
Executive Director, Secretary to the Executive Director, office and
clerical Employees, and people enrolled in a program or service by
Community Living Elgin (CLE).

Students hired for a specified period and who are enrolled in an
educational program and who will be resuming studies, are
excluded from the Bargaining Unit, provided they are not employed
as replacementworkers for temporary employment.

Employees may work for more than one Immediate Supervisor or in
more than one classification providing the combination does not
result in a change of status from Regular Part Time or Part Time to
Full Time.

Status is identified as Full Time, Part Time, Regular Part Time,
Casual, Temporary or Contract.

Classification is defined by the Employee’sjob title and level within
the Bargaining Unit. The following order further defines the level of
employment classifications for the purposes of this Agreement.

In descending order:
Full Time S/C2

Full Time S/C1

Regular Part Time S/C2
Volunteer Coordinator
Part Time S/C2

Regular Part Time S/C 1
Part Time S/C1

Van Driver




2.6

2.7

Full Time Night Asleep Coordinator

Regular Part Time Night Asleep Coordinator
Part Time Night Asleep Coordinator
Labourer

Housekeeper

Casual

Status Change

a)

b)

The Union recognizes that the Association’s operational
requirements may result in Permanent Regular Part Time or
Part Time Employees working for more than sixty-four (64)
hours per two (2) week pay period.

It is understood and agreed by each party that such
Employees referred to above shall not become Permanent
Full Time Employees or become entitled to the rights of the
benefits there-under, by working on such basis. It is further
understood and agreed by each party that such hours of
work shall be included in determining seniority under Article
11 of the Collective Agreement.

Any Permanent Part Time Employee who averages more
than seventy-two (72) scheduled hours worked per two-week
pay period over a six month period shall become a
Permanent Full Time Employee with all benefits, save and
except those Employees covered under the Temporary
Contract (Term and Task) employment.

Working in 2 Job Classifications

a)

There is Agreement that Employees may work in more than
one classification and it is the Employee’s choice as to
whether they will work in more than one classification.
Where this requires that an Employee work for more than
one Immediate Supervisor the Employee will be advised of
his/her primary position and Immediate Supervisor, which
would normally be the first position to which he/she was
hired; the Immediate Supervisor will be responsible for
formal supervision of the Employee in consultation with the
Immediate Supervisor of the secondary position, and to bring
any performance issues to the attention of the Employee;
this arrangement will help to avoid any confusion in
expectations or messages from management to the
Employee.
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2.10

b)

Employees may choose to work in a lateral or lower or
higher classification in addition to their primary position. The
Employee will be paid at the wage rate, which applies for
each of the positions, which he/she may hold with CLE. The
Employee is always paid at the applicable job or
classification rate.

The applicable posting requirements must be followed in
hiring Employees to positions in addition to their primary
position.

Permanent Employees

)

Permanent Full Time is defined as Employees who are
regularly scheduled to work eighty (80) hours in a two-week
pay period.

Regular Part Time is defined as Employees who are
regularly scheduled to work sixty-four (64) hours in a two-
week pay period.

Part Time is defined as Employees who are scheduled to
work between 16 and 64 hours in a two-week pay period.

Casual Employees are those who provide relief for an
absent permanent Employee on an as-needed basis and
whose hours of work are not regularly scheduled on the set
schedule. Casual Employees are appointed to a program.

Temporary Employees

Contract Employees are temporary Employees hired from
outside the Bargaining Unit for a specified period for work on
a non-recurring nature. Periods beyond 6 months may be
extended by mutual Agreement.

Contract Employees enjoy full rights of this Agreement
except the right to grieve termination at the end of the
contract period and the right to accrue seniority.

Call Ins — Any supplemental hours of work offered to an Employee
over and above the Employee’'s agreed to routine block of
scheduled hours



2.1

2.12

2.13

2.14

2.15

Scheduled Hours -~ Those planned hours of work assigned to a
position in a specific physical location.

One year seniority ~ Is equal to 2080 hours of paid service.

Qualification — The condition upon which an Employee can
demonstrate through educational requirements and previous work
experiences, the ability to perform the work.

Contingency - Agency wide listing of Employeeswho have advised
in writing their willingness to work in multiple sites in CLE for Call In
shifts.

Relatively Equal - During the interview assessment phase of
recruitment; seniority will prevail if the candidates have a point
spread difference of 8% or less.

ARTICLE 3 - MANAGEMENT RIGHTS

3.1

The Union recognizes that the management of the operation of
Community Living Elgin (CLE) and the direction of the work force
are fixed exclusively in CLE and remain solely with CLE. Without
restricting the generality of the foregoing the Union acknowledges
that it is the exclusive function of CLE to:

a) maintain order, discipline and efficiency;

b) hire, discharge, direct, classify, transfer, assign, promote,
demote, lay-off, suspend or otherwise discipline Employees,
provided that a claim that an Employee who has been
unjustly discharged or disciplined may be the subject of a
Grievance; in a manner and to the extent herein provided.

c) establish and enforce reasonable rules and regulations to be
observed by Employees;

d) generally to manage and operate the business of
Community Living Elgin (CLE) throughout the County of
Elgin in all respects in accordance with its obligations and,
without restricting the generality of the foregoing, to
determine the kinds and locations of equipment to be used,
the kinds and locations of workplaces within CLE, the
gualifications, allocation and number of Employees required
from time to time, and all other matters concerning the



3.2

3.3

operation of CLE, except as expressly limited by the
provisions of this Collective Agreement.

The parties agree that families are the foundation of CLE and
recognize the responsibility to advocate for the needs of the
families and persons with a developmental challenge, and to
support people to advocate for their own needs. CLE must make
the best use of available resourcesto meet evolving service needs,
which are determined by individuals/families who we support, in
consultation with persons providing those services.

These rights will be exercised in a fair and impartial manner
consistentwith the provisions of this Agreement.

ARTICLE 4 - UNION RIGHTS

4.1

4.2

4.3

44

4.5

4.6

Community Living Elgin (CLE) will deduct from each Employee in
the Bargaining Unit, beginning on the first day of employment, a
sum equal to the regular Union Dues from each pay. Such
deduction will be as certified in writing from time to time to the
Executive Director by the First Vice President/Treasurer of the
Ontario Public Service Employees Union. The deductions will be
remitted to the Union once per month on or before the 15" day of
the month following such deductions. CLE will, when making all
remittances to the Union, identify the Employee by name, and
indicate the amount deducted from each Employee.

Union dues will be deducted, as per Article 4.1, on retroactive
increases to basic salary.

The Union agrees to indemnify and save CLE harmless in respect
of all suits, actions or causes of action that may arise in respect of
the deduction and remittance of dues provided herein.

CLE will inform the Local 151 Union President within seven (7)
calendar days of hiring of the name and work location of any new
Bargaining Unit Employee.

A Union Steward may meet with new Employees within seven (7)
days of hiring to provide a copy of the Collective Agreement.

The local Union President will be granted reasonable time oOff,
without loss of pay, to administer to Local business.



4.7

4.8

4.9

4.10

All correspondence between the parties, arising out of this
Agreement, will be in writing and is considered sufficient if sent by
mail or fax addressed to the Union, to the Local President or Staff
Representative, and if to Community Living Elgin, to the Executive
Director.

The Employer and the Union agree that it is in the best interest of
CLE for Employees to become familiar with the rights, provisions
and obligations of this Agreement. The parties will mutually share
the cost of reproducing this Agreement.

Employees may request the assistance of OPSEU
Representative(s) at all times in matters relating to this Agreement.

Stewards may use CLE’s fax machine, electronic mail (e-mail),
photocopiers and phone for Union business. A record of all
photocopies and long-distance calls will be maintained by the
Stewards, submitted to the Local and paid to the Employer on a
quarterly basis.

ARTICLE 5 - DISCRIMINATIONAND HARASSMENT

5.1

5.2

5.3

54

No gossip, intimidation (includes verbal or physical), discrimination
or harassment will be exercised, practiced or permitted by the
parties to this agreement because of an employee’s membership or
non membership in the Union, an employee’s activity or lack of
activity in the Union, or because an employee exercises her
statutory rights under applicable legislation.

No discrimination or harassment will be exercised, practiced or
permitted by the Employer or the Unionto an Employee because of
sex, sexual orientation, age, marital status, race, ancestry, place of
origin, colour, ethnic origin, citizenship, creed, record of offences,
family status, handicap or political or religious affiliation.

All forms of harassment and discrimination will be first investigated
according to Community Living Elgin’'s Harassment Policy. Should
the matter not be resolved within thirty (30) days, it may be subject
to the Grievance, and/or Mediation/Arbitration provisions of this
Agreement. Where an Employee initiates a Grievance under this
article, itwill be filed at Step 3 of the Grievance Procedure.

In the case of discrimination/harassment Grievance or complaint,
the time limits for filing will not apply.



5.5

All Employees have rights under applicable legislation.

ARTICLE 6 - NO STRIKES, NO LOCK-OUTS

6.1

6.2

6.3

Community Living Elgin (CLE) agrees that it will not cause or direct
any lock-out of its Employees during the operation of this
Agreement.

The Union agrees there will be no strike, slow-down, sit-down, or
other stoppage of work, either complete or partial, during the
operation of this Agreement.

The Union will not involve any Employees of CLE during their
scheduled work time, or CLE itself, in any dispute that may arise
between any other Employer and the Employees of any such other
Employer.

ARTICLE 7 - JOINT PROBLEMSOLVING/GRIEVANCE PROCEDURE

71

7.2

7.3

7.4

7.5

For the purpose of this Agreement, a Grievance is defined as a
vehicle to resolve differences between the parties which arise from
the interpretation, application, administration or alleged
contravention of this Agreement, including any questions as to
whether a matter is arbitrable.

Complaints will be considered and resolved as quickly as possible.

Any Grievance settled or withdrawn through this process will not be
the subject of another Grievance by the same Grievor in reference
of the same incident.

For the purpose of this clause the term “working days” means
Monday through Friday, exclusive of designated holidays.

Complaint Resolution — Joint Problem Solving

Complaints will be presented verbally to the Immediate Supervisor
or designated alternate within seven (7) working days after the
circumstances giving rise to the complaint have originated or
occurred, or the earliest date the Employee could have reasonably
become aware of the circumstances. Resolutionwill be attempted
through joint problem solving with  Union/Management
representation. The Immediate Supervisor will state her decision to
the Employee within seven (7) working days.



7.6

7.7

7.8

7.9

7.10

7.11

712

If the matter is not resolved within seven (7) working days after the
complaint has been discussed, the Employee may within seven (7)
working days, then presenta Grievance as follows in Step 1.

Grievance Procedure— Step 1

A written Grievance may be submitted to the Director of Staffing
Relations or designate within seven (7) working days after a
decision is rendered under the joint problem solving procedure.

The Employee has the option to be accompanied and/or
represented by a Steward at each stage of the Grievance Process.

The signed and written Grievance will contain:
a) a statement of Grievance

b) the article or articles of this Agreement alleged to have been
contravened, and

c) remedy sought.

The Director of Staffing Relations or designate will hold a meeting
with the Grievor and Steward within seven (7) working days of the
receipt of the Grievance. The Director of Staffing Relations or
designate may have one member of management present during
the meeting and the Director of Staffing Relations as a resource.
The purpose of this meeting is to determine the facts of the
Grievance. The Director of Staffing Relations or designate will
state her decision in writing to the Grievor within seven (7) working
days of the meeting.

If the matter is not resolved at Step 1, the Grievor may, within
seven (7) working days after the decision is rendered, proceed to
Step 2, by written notice to the Director of Staffing Relations or
designate.

Grievance Procedure— Step 2

The Director of Staffing Relations or designate, will, within seven
(7) working days of receipt of the Grievance, hold a meeting with
the Grievor and her representatives(s). The Director of Staffing
Relations or designate may have the Executive Director and up to
two management team members in attendance at the meeting.
The Director of Staffing Relations or designate will state the

/J
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7.14

7.15

7.16

7.7

7.18

7.19

decision in writing to the Grievor within seven (7) working days of
the meeting.

If the matter is not resolved in Step 2, either party may, within
twenty (20) working days, requestthat the Grievance be referred to
Mediation/Arbitration in accordance with the provisions of Article 8
of this Agreement. The written request will be forwarded by any
system that provides proof of delivery.

Policy Grievance

A Grievance arising directly between Community Living Elgin (CLE)
and the Union concerning the interpretation, application or alleged
violation of the Agreement must be originated under Step 2, within
seven (7) working days of the event-giving rise to the Grievance.
The first step in resolution of a Policy Grievance is to jointly
determine the nature of the dispute on an Article in the Collective
Agreement.

Policy Grievances will be resolved by the Union Staff
Representativeand Executive Director or designates.

Failing settlement, the Grievance may be submitted to
Mediation/Arbitration in accordance with Article 8 within ten (10)
working days. The provisions of this paragraph may not be used to
initiate a complaint or Grievance directly affecting an Employee in
circumstances when the regular Grievance Procedures or
Harassment Complaint process are available.

Dismissal Grievance

A discharged Employee who alleges dismissal without just cause
may file a written Grievance within seven (7) working days of the
discharge. The Grievance will be initiated at Step 2 of the
Grievance Procedure.

If the Grievor fails to process a Grievance or to request that the
Grievance be referred to Mediation/Arbitration within the time limits
as set out in this Article, the complaint or Grievance will be deemed
to have been abandoned.

During the Probationary Period an Employee may be dismissed for
failure to meet the requirements of the position without recourse to
the Grievance Procedure.



7.20

7.21

7.22
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Contract Employees have no right to grieve termination at the end
of the contract period.

An Employee may, at any time during the Grievance Process,
withdraw her Grievance.

Time limits established in this Article may be extended, in writing,
by mutual Agreement. A signed settlement or withdrawal of
Grievance is binding on the parties to the Grievance.

ARTICLE 8 - MEDIATION/ARBITRATION

8.1

8.2

8.3

8.4

8.5

8.6

8.7

8.8

Where a Grievance is not resolved under the Grievance Procedure,
either party may, within twenty (20) working days of the last
disposition of the matter, refer the Grievance to the
Mediation/Arbitration process.

The referring party will notify the other party in writing that it is
proceeding to Mediation/Arbitration and provide a list of three (3)
proposed Mediator/Arbitrators.

Within seven (7) working days of the receipt of the above notice,
the responding party will reply, either accepting one of the
proposed Mediator/Arbitrators or proposing three (3) alternate
Mediator/Arbitrators.

Where the parties are unable to agree to a Mediator/Arbitrator
within fifteen (15) working days, or such other time as may be
mutually agreed, either party may apply to the Minister of Labour to
appoint an Arbitrator.

The Arbitrator will convene a meeting and attempt to mediate a
settlement to the dispute. Where a settlement is not achieved the
Arbitrator will render a decision which shall be final and binding
upon the parties and all affected Employees.

The Union and Community Living Elgin (CLE) will share the
expenses and fees of the Mediation/Arbitrator process equally.

The term “working days” for the purpose of this Agreement means
Monday through Friday, exclusive of recognized designated
holidays.

An Employee may, at any time during Mediation/Arbitration,
withdraw her Grievance.
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ARTICLE 9 - UNION REPRESENTATION

9.1

9.2

9.3

94

9.5

Community Living Elgin (CLE) will recognize one (1) Union
President and eight (8) Stewards as representatives of the Union.

The Union will notify CLE of the names of the Stewards and the
effective date of their selection. CLE is not required to recognize
any representatives until it has been so notified.

The Union recognizes and agrees that Stewards have duties and
responsibilities to perform in connection with their employment.
One of the duties and functions of the Steward is to assist in
carrying out the terms and provisions of the Agreement.

The Steward has the privilege of leaving her work to attend to
Union Business, without loss of basic pay, with the following
conditions:

a) The business must be between the Union and Management,
or concern a matter arising out of Articles 7 and/or 8,

b) The time will be devoted to the prompt handling of necessary
Union business,

c) The Steward concerned will obtain the prior authorization of
the Immediate Supervisor of her work location before leaving
work; such authorizationwill not be unreasonablywithheld,

d) Stewards may enter another work location with prior
authorization of the Immediate Supervisor of the work
location concerned; such authorization will not be
unreasonablywithheld,

e) Union Stewards on scheduled duty may attend Grievance
meetings without loss of pay. Such time will not be used to
calculate overtime and is not considered scheduled time for
purposes of establishingthe rightto Full Time status,

f) CLE reserves the right to limit such time if deemed to be
excessive.

The Unionwill have a Negotiating Committee consisting of three (3)
Bargaining Unit Members and the Staff Representative. The
Bargaining Unit Members will be paid at their regular straight time
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9.7

9.8

9.9
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hourly rate of pay for direct negotiations with the Employer. Such
time will not be used for purposes of establishing the right to Full
Time status.

The Union and the Employer agree that the Employee/Employer
Relations Committee (EERC) is recognized as a standing
committee of CLE which is administered in accordance with the
EERC policy agreed to by the parties. The Union will have an
EERC committee consisting of three (3) Bargaining Unit Members
with two (2) alternates.

Union Representativesto the EERC or any other committees where
there is union representation are paid for their time in attendance at
such meetings. Such time will not be for purposes of establishing
the right to Full Time status.

Correspondence between the parties arising out of this Agreement
will be in writing and deemed sufficient if sent by mail, electronic
mail (e-mail) or fax addressed, if to the Union, to the Local
President and/or Staff Representative, and if to CLE to the
Executive Director.

CLE will notify the Local Union President of all job postings,
transfers and terminations.

ARTICLE 10 - BULLETIN BOARD

10.1

The Union may post notices in the blue OPSEU binder located in
each program location or on manual, electronic, or voice mail
bulletin boards provided and assigned by Community Living Elgin
(CLE). All Union notices will be copied to the Executive Director or
designate, prior to posting.

ARTICLE 11 - SENIORITY

11.1

11.2

“Seniority” is defined as the length of continuous service with the
Employer in any Bargaining Unit position calculated on the basis
that one year of seniority is equal to 2080 hours of paid service per
fiscal year. All seniority shall be capped at 2080 hours per year.

Seniority is maintained and accumulated in the following
circumstances:
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11.4

f)
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when an Employee is actually at work for Community Living
Elgin (CLE);

when an Employee is away from work in recovery from a
work related illness/injury; or receiving benefits under Wi or
LTD.

when an Employee is on Leave of Absence with pay;

when an Employee is on Pregnancy/Parental Leave;

for the first four weeks (2 pay periods) of any unpaid leave;

when an Employee is on pre-authorized Union leave.

Seniority is maintained, not accumulated in the following
circumstance:

a)

b)

d)

when an Employee is transferred out of the Bargaining Unit
on a temporary basis, for up to one year or such longer
period as mutually agreed,

periods of leave without pay exceeding 4 weeks;

when an Employee is absent for more than three (3)
consecutive working days without permission or without a
satisfactory reason;

during a period of Lay-off.

An Employee will lose seniority standing and employment will be
deemed to be terminated under the following conditions:

a)

b)

c)

d)

the Employee quits, resigns, or retires;

the Employee is discharged and is not reinstated through the
Grievance Procedure or Mediation/Arbitration;

the Employee fails to return to work upon the expiration of
the Leave of Absence, or uses a Leave of Absence for a
purpose other than that for which it was granted;

the Employee fails to make arrangements to return to work
within five (5) days of receiving a Notice of Recall. Notice is
deemed to have been received three (3) calendar days
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11.9
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following registered mail being sent to the last known
address of the Employee;

e) the Employee has been laid off for twenty four (24)
consecutive months;

) the Employee is absent from scheduled work for a period of
three (3) or more consecutive scheduled working days
without notifying her Immediate Supervisor and/or without
providing a satisfactory explanation;

a) the Employee has not worked a shift for a continuous period
of 60 days unless on an authorized Leave of Absence;

h) the Employee has been medically unavailable for work due
to non-work related illness/injury for more than twenty four
(24) months. (This section is qualified by the provisions of
the Ontario Human Rights Code).

Following successful completion of the probationary period seniority
will be credited from the first day worked in the probationary
position

Contract Employees who are hired as permanent Employees
without a break in service of greater than thirty (30) calendar days
will be credited with seniority upon completion of their probationary
period, effective the start date in the contract position.

CLE will prepare and post in accessible designated locations, a
current Seniority List for Employees based on the length of service
in the Bargaining Unit four times per year, usually in January, April,
July and October. In the event of a pending Layoff a current
seniority list will be prepared and posted in designated locations.
All locations shall be described by physical address.

Employees are responsible to provide, in writing (paper, e-mail only
— not text messages), a current address and telephone number at
which she may be contacted.

Non Bargaining Unit Employees may be permanently transferred
into a new or vacant Bargaining Unit position to avoid Layoff
provided the Employee is qualified to perform the duties. In such
case, an Employee is entitled to service for the purpose of
calculating benefit and vacation entitlement, but not seniority.
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ARTICLE 12 - LAYOFF/RECALL

12.1

12.2

12.3

12.4

When circumstances arise that may result in restructuring of
programs giving rise to possible Layoffs, the parties will meet to
negotiate possible solutions to avoid Layoffs, all other viable
alternatives will be undertaken before Layoffs are implemented. At
this point in time when members are accessing their rights under
Article 12, all positions will remain as is, and all new hires and
posting of vacant positions shall be suspended.

Inthe event of Layoff, the Employer will first solicit voluntary Layoffs
from among the job classifications affected. If voluntary Layoffs are
not feasible, notice of Layoffs will be given in reverse order of
seniority within the Program Location’sjob classification affected.

When an Employee has received Layoff notice she will have the
option of:

a) being placed in the same or higher classification for any
vacant position in Community Living Elgin (CLE) for which
she possess the required qualifications and ability to perform
the work. If two (2) or more people have relatively
equivalent qualifications and ability to perform the work, then
seniority will apply or

b) displacing an Employee with less seniority in an equal or
lower classification position in CLE for which she has the
required qualifications and ability to perform the work, or

c) accepting a temporary placement in a position of equal or
lower classification position in CLE for which she has the
required qualifications and ability to perform the work; and at
the end of the temporary placement shall maintain her
bumping rights, or

d) if full-time, accepting placement in a vacant Regular Part
Time position of equal or lower classification position in CLE
for which she has the required qualifications and ability to
perform the work.

In the event an Employee does not access their rights under 12.2
or 12.3, requirements for Layoff Notice will be given in accordance
with the Employment Standards Act, but in no case shall less than
one (1) month’s notice be given.
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When a Full Time Employee who has received Layoff Notice is
placed in a temporary or Part Time position, she will be considered
for Full Time vacancies in priority to all other Employees. If more
than one Employee is affected the order of placement will be
according to seniority.

The names of Employeeswho are laid off will be placed on a recall
list for a period of 24 months, and when vacancies occur for which
they possess the qualifications will be recalled in order of seniority.
A recalled Employee who does not report for work on the specified
day and time without providing the Employer with a satisfactory
explanation will be deemed to be no longer an Employee or a
member of the Bargaining Unit in accordance with Article 11.4 (d)
and will not be subjectto further recall.

Leave with pay credits, including vacation, sick leave with pay;
discretionary and floating holidays do not accrue during the lay off
period.

It is the sole responsibility of each laid-off Employee to notify CLE
and the Union promptly in writing of any changes in address. If an
Employee fails to do this, neither CLE nor the Union will be
responsible for failure of a notice to reach such Employee.

Permanent Employees who are laid off indefinitely, voluntarily or
otherwise will receive Severance Pay if they have been in the
employ of the Employer for at least five (5) consecutive years
without a break exceeding 30 days. Severance Pay will be equal to
one (1) week pro-rated non-overtime pay multiplied by the number
of years of employment to a maximum of twenty-six (26) weeks’

pay.

ARTICLE 13 - LEAVEWITHOUT PAY

131

13.2

Pregnancy/Parental Leave without Pay

Pregnancy and Parental Leave without pay will be granted in
accordance with the Employment Standards Act.

Community Living Elgin (CLE) will continue to make group insured
benefits premium payments during the Pregnancy and Parental
Leave provided the Employee elects in writing to continue such
benefits, subject to the requirements of the group insurance policy.
The Employee bears full responsibility for ensuring their premium
payments are paid during the Pregnancy and Parental Leave.
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Where the Employee does not make the required monthly
contribution, CLE will not have any further obligation to continue
benefit coverage for the Employee for the duration of such leave.

Upon completion of Pregnancy and Parental Leave, the Employee
will return to the position held immediately prior to the
commencement of the leave, or comparable position should the
original position be eliminated.

Personal Leave without Pay

CLE may, at its discretion and upon written request, grant leave
without pay to an Employee for personal reasons for a period not to
exceed 12 consecutive months. Benefits will continue, under the
current cost sharing arrangement (excluding group retirement
savings plan contributions) for 4 weeks, at the discretion of the
Employee.

After the 4 week period, and for the remainder of the period of
Personal Leave Without Pay, the Employee may elect in writing to
continue benefits, providing the Employee bears sole responsibility
for ensuring full premium payments are paid during the leave.
Where the Employee does not make the required contribution, CLE
will not have any further obligation to continue benefit coverage for
the Employee for the remainder of the leave period.

The Employee remains eligible to make voluntary GRRSP
contributions during the Leave Without Pay period. CLE will
suspend its contribution during the period of Leave Without Pay.

Upon completion of the Leave Without Pay period, the Employee
will return to the position held immediately prior to the
commencement of the leave, or comparable position should the
position be eliminated.

Leave for Union Business and Employment

Upon written request, an Employee will be granted leave of
absence without pay to attend Union meetings. This provision is
subject to the efficient operation of CLE and will not be
unreasonably withheld.

When an Employee is elected or appointed to a Full Time position
with OPSEU, the Employer will grant a leave of absence with pay
for a maximum period of 3 years, should OPSEU change its elected
terms at the Annual Convention which may be extended by mutual
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consent. Regular pay and benefits will continue for the leave period
with full reimbursement by OPSEU for all direct pay and benefit
costs for the duration of the leave period.

General

An Employee's Leave With Pay entitlements will be proportionately
reduced for Leaves of Absence without pay exceeding four (4)
weeks, except for work related illness or injury and
Pregnancy/Paternity Leave.

ARTICLE 14 - LEAVE WITH PAY

14.1

14.2

14.3

14.4

Leave with Pay is not transferable between Employees.

Probationary Employees earn but are not entitled to take Leave
with Pay.

Leave with Pay Credits

a) In February of each fiscal year, Full Time Employees
classified as support coordinators may opt to cash in for
payment up to a maximum of 100% of earned but unused
Vacation Leave With Pay and Float Credits at a rate of
100%.

b) Employees who have outstanding vacation entitlements on
March 31% for that fiscal year will be paid out their
outstanding vacation for that fiscal year on the next earliest
payrollfollowing March 31,

Bereavement Leave

Bereavement Leave is granted under the following terms and
conditions:

a) In the case of the death of an Employee's spouse, parent,
sister, brother, child or ward (when guardianship is
supported by legal documentation), an employee will be
granted leave with pay up to five (5) scheduled shifts, within
seven (7) calendar days of the death.

b) In the case of the death of an Employee's ward, guardian,
mother-in-law, father-in-law, sister-in-law, brother-in-law,
grandmother, grandfather or grandchild, an Employee will be
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granted leave with pay for up to three (3) consecutive
scheduled shifts, up to and including the day following the
funeral.

An Employee will be granted up to a total of eight (8) hours
in any fiscal year to attend the funeral of friends and/or
relatives not defined above.

A Full Time or Regular Part Time Employee will be granted
up to a total of eight (8) hours in any fiscal year to attend the
funeral of a person they currently and directly supported in
the agency.

Additional leave without pay may be granted for special
circumstances such as travel time related to deaths
described above as authorized by her Immediate Supervisor.

It is agreed that all entitlements under this article will include
those flowing from a spousal partnership and that all
entitlements arise out of only one spousal relationship

Training and Development

Where Community Living Elgin (CLE) requires that an Employee
attend a training event, the Employee will be paid at their regular
rate of pay for their regular scheduled hours of work but in no event
not less than the schedule hours of training for attendance and
reimbursed for all preauthorized expenses incurred while attending
the training event.

a)

b)

An Employee who allows her First Aid/CPR and/or CPI
certification(s) to lapse must take refresher training at her
own expense and on her own time, unless the Employer
failed to offer the retraining opportunity.

Where the Employee attends non-mandatory courses or
training, CLE, at its sole discretion, will determine in advance
the level of financial support including wages,
reimbursement for fees, or other related expenses.

Decisions of the Employer will not be subject to the
Grievance and Mediation/Arbitration process as outlined in
this Agreement.
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d) Employees are eligible for financial support to participate in a
course of study relevant to their work with the Employer in
accordance with CLE Training Policy.

All Employees are required to maintain valid First Aid/CPR
certification and where applicable CPI. If an Employee knowingly
allows their certification(s) to lapse, no further hours are scheduled
or offered until such time as the Employee demonstrates to
management their willingness to be re-certified within a mutually
agreed time frame and with their proof of registration.

Jury/Court Duty with Pay

Employees covered under this clause; will be, deemed to be
scheduled for the day shift.

a) When an Employee is selected for service as a juror, or is
subpoenaed as a witness in a matter related to her
employment with CLE, she will be compensated for loss of
pay for her regularly scheduled hours for each day served,
and will return to the Employer any fee received as ajuror or
witness. However, should the Employee present herself for
selection as ajuror and not be selected, she will returnto her
primary workplace, or other workplace as assigned, to
complete her remaining normally scheduled work day.

Statutory Holidays

Employees covered by this Agreement are entitled to the following
Statutory Holidays: New Year's Day, Family Day, Good Friday,
Victoria Day, Canada Day, Labour Day, Thanksgiving Day,
Christmas Day, and Boxing Day. Full Time Employees will not be
scheduled to work on any statutory holiday.

Employee entitlement to and payment for statutory holidays is
determined in accordance with the Employment Standards Act.
Employeeswhose scheduled day off falls on a Statutory Holiday or
designated day will be paid holiday pay, or granted a Lieu Day at
her option.

Floating Days with Pay

The parties agree that if Remembrance Day is legislated as a
Statutory Holiday, it will result in an equal reduction in the number
of float days provided in this Agreement.
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Full Time Employees are entitled to twenty-four (24) hours off with
pay during the fiscal year, at a time mutually agreed with the
Immediate Supervisor, which will not be unreasonably withheld.
Float Days with Pay are awarded for the current fiscal year, on the
basis of 2080 hours worked in the current fiscal year. Requests for
Float Days with Pay must be normally submitted in writing two (2)
weeks prior to the date the float day is to begin to permit
adjustmentto the schedule.

No hours may be carried over from one year to the next.

This entitlement is pro-rated for newly hired or newly appointed Full
Time Employees or Employees on leave without pay based on the
period remaining in the fiscal year.

Sick Leave with Pay

Permanent Full Time Employees will be credited with eighty- (80)
hour's sick leave with pay on April 1st of each year. Sick days with
pay are awarded for the current fiscal year, on the basis of 2080
hours worked in the current fiscal year. Employees may maintain
up to 120 hours banked. Sick credits may be used for specialized
medical appointments but not routine preventative health
appointments.

Full Time Employees are entitled to carry over up to 50% of earned
but unused hours of sick leave with pay credits to a maximum of 40
hours. The total banked Sick Leave with Pay credits may not
exceed 120 hours.

Regular Part Time and Part Time Employees with 6000 hours of at
work service receive Sick Leave with Pay credits on a pro-rated
basis. Employees may maintain up to 80 hours banked.

Regular Part Time and Part Time Employees are entitled to carry
over up to 50% of earned but unused hours Sick Leave with Pay
credits to a maximum of 30 hours. The total banked Sick Leave
with Pay credits may not exceed 80 hours.

An Employee will endeavour to notify her primary Program
Supervisor or designate of an absence due to illness or injury as
soon as possible prior to the commencement of her shift.

When an Employee has submitted an insurance claim following
workplace injury or iliness, and is awaiting confirmation of eligibility,
the Employer will, upon written request by the Employee, maintain
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wages up to the accrued Sick and Vacation Leave with Pay credit
balance. When the claim has been approved, the Employee will
have the option to reimburse the sick credit and vacation pay used.

At the beginning of the fiscal year in the scheduling software
Employees will be notified In writing of their Sick Leave with Pay
credits.

The Employer may recoup used but unearned sick leave and
credits when an Employee terminates her employment.

When an Employee s on Sick Leave without Pay for illness and it is
likely she will be absent for a period of greater than 12 months, her
position may be filled. Upon her return the Employee will be
appointed to a comparable vacant position for which she is
gualified. The Employee’s classification will be protected. Where
no comparable position is available the Employee may exercise
bumping rights under Article 12.

Discretionary Leave with Pay

Employees who maintain their status as Full Time, Regular Part
Time, or Part Time, as defined in Article 2 are entitled up to thirty-
two (32) hours Discretionary Leave Credits.

Full Time Employees Discretionary Leave Credits are awarded for
the current fiscal year, on the basis of 2080 hours worked per fiscal
year.

Regular Part Time and Part Time Employees Discretionary Leave
Credits are calculated on a pro-rated basis of hours worked in the
previous year accordingto the following:

a) Carry over from one year to the next is not permitted;

b) Discretionary Leave Credits are calculated from the effective
date of appointment for Full Time Employees. Regular Part
Time, and Part Time Employees become eligible for
Discretionary Leave Credits when the Employee’s hours of
work exceeds 6000 hours;

c) Full Time, Regular Part Time or Part Time Employees who
change to Casual status are not entitled to Discretionary
Leave Credits.
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d) Discretionary Leave Credits will not be unreasonably denied
taking into account adequate coverage in each classification
and workplace.

Vacation Leave with Pay

Vacation leave with pay is granted as follows:

a) The vacation year is from April 1to March 31. Vacation
leave may not be carried over to the next year unless
requested in writing by the Employee normally no later than
January 31 and approved in writing by the Immediate
Supervisor or designate.

b) Vacation entitlement is based on the Employee’s rate of pay
at the time vacation is taken.

c) Vacation entitlement is based on the Employee’s service as
of April 1stof the current year.

d) Casual and Probationary Employees receive vacation pay
and time as defined in the Employment Standards Act.
Paymentfor vacation pay will usually be provided in April.

e) Part Time vacation leave entitlement is outlined in Table 1.

f) Regular Part Time and Full Time vacation leave entitlement
is outlined in Table 2.

q) Part Time Employees receive pro-rated Vacation Pay and
time based on the hours paid during the previousfiscal year.

h) Any approvgd vacation will not be affected by any change in
schedule or job placement.

When an Employee’s Vacation Leave is interrupted due to an
illness requiring the Employee to be an inpatient in a hospital, the
Employee may request her Vacation Leave be amended to Sick
Leave With Pay based on her available credits, or may be
amended to Personal Leave without pay. In both cases the
Employee must provide satisfactory documentation of the
hospitalization.

When a Statutory Holiday falls within an Employee’s vacation, she
is entitled to an equal number of vacation credits to be taken at a
mutually agreed upon time.
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Employees must normally take Vacation Leave in increments not
less than one (1) scheduled shift and subject to Article 14.29.

The Vacation Leave period will be mutually arranged between the
Employee and the Immediate Supervisor, taking into account
adequate coverage in each classification and workplace.

Seniority will prevail if a dispute occurs over Vacation Leave
scheduling.

The request to access or cancel Vacation Leave with pay will have
to be received in writing three weeks prior to the date the period of
vacation is to begin to permit adjustment to the schedule. Such
leave will not be denied or unreasonably withheld not withstanding
Article 14.29.

Such requests can be submitted electronically to the Scheduling
Department.

An Employee appointed to a permanent Full Time position from
within the Bargaining Unit will earn Vacation Leave with pay credits
as follows provided the entitlement does not result in a reduction.
For the purposes of this clause the years of service calculation
begins on the date of continuous service not interrupted by a break
in service in excess of 2 pay periods.

TABLE #1 -

PT Hours of Service | Vacation Entitlement

First0— 6000 hours | 4% vacation pay & 2 weeks Vacation Leave without pay

subject to the Employment Standards Act

6001 — 10,000 hours | Maximum 3 weeks Vacation Leave with pay on a pro-

rated basis, based on 6% of previousyear's earnings

10,000+ hours Maximum 4 weeks Vacation Leave with pay on a pro-

rated basis, based on 8% of previous year's earnings
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TABLE #2 —

Permanent Full Time Employees Vacation Entitlement Earned Monthly

And Based on 2080 hours worked

Permanent Regular Part Time

Employees Service

0 — 1 year of service 1 day per month of service to a maximum of
10 days

1+ to 10 years of service 20 days vacation

10+ to 20 years of service 25 days vacation

20+ years of service 30 days vacation

14.33 Self Funded Leave

At the written request of the Employee, and at the discretion of the
Employer, a portion of earnings may be set aside over a minimum
period of six months to allow an Employee to take a period of Self
Funded Leave equal to the time earned, with pay. The Employee
will continue to accrue seniority, draw pay and continue access to
benefits according to entitlements and provided the Employee
maintains contributions for the period of leave.

ARTICLE 15 - HOURS OF WORK

15.1

15.2

Hours of Work

This clause is intended to define the normal hours of work and is
not a guarantee of hours of work per day or per week, or of days of
work per week. Itis agreed and understood that Community Living
Elgin (CLE) is a twenty-four (24) hours per day, seven (7) days a
week, continuous operation and those services must be
maintained. It is agreed that Employees may be required to work
all 3 shifts as determined by the Employer.

The normal hours of work for Full Time Employees is eighty (80)
hours in a two (2) week pay period and eight (8) hours a day unless
mutually agreed otherwise.
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Employees are entitled to a thirty (30) minute paid meal break in
any shift when required to work more than five (5) consecutive
hours. Employees are required to remain at their workplace during
the paid 30 minute meal break unless prior approval has been
obtained by the Employee’s Immediate Supervisor. Such request
would not be unreasonably denied, provided the needs of the
people supported are still met.

The Employer will provide paid rest periods subject to the needs of
the persons supported.

If management requires an employee to continue to work after their
regular scheduled or call in shift is finished, the employee will be
compensated at their regular hourly rate (subject to overtime
provisions) plus a $10.00 stipend for each hour required to stay. It
is noted the employee will not be required to stay beyond 2 hours.

Work schedules are posted in an appropriate place at least four (4)
weeks in advance.

CLE may change or cancel an Employee’s scheduled time as
posted provided the Employee has been previously notified by CLE
either orally or by voice message left at the phone number provided
by the Employee:

a) If the Employee has been notified of a cancellation of a shift
less than eight (8) hours before the scheduled time, she is
entitled to remuneration for three (3) hours pay unless the
original schedule was less than three hours; in that case the
Employee is eligible to receive payment for hours originally
scheduled.

b) For continuity of programs for people supported, CLE will
offer the Employee who i scheduled that day’s next regular
shift, first opportunity to take the earlier day’s shift; following
which CLE will follow the On Call Proceduresto fill the then
created vacancy. Such procedure is for same day call and
cannot be in contravention of ESA.

When there is an emergency beyond the control of the
Employer/person supported, the three (3) hour minimum pay is
waived, except that when an Employee has already reported for
work, she will receive one (1) hour pay.
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Shift Changes

Employees wishing to switch a shift are responsible to find a
colleague willing to switch the shift with them. Ideally shifts should
be similar in length of hours and should occur within the same pay
period. Once an Employee has found someone to switch a shift
with, they are required to contact the 300# or their supervisor by
phone or e-mail to advise of the switch. Once approval has been
provided the schedule will be updated. Once a switch has been
made the agreed shift becomes yours. If for some reason either of
you vacate the position during the pay period a switch has
occurred, the change will not be reversed and the agreed to switch
will be backfilled. If two Employees agree to switch hours
permanently and it complies with ESA this can be applied to the
schedule, however, if either staff vacate the position the blocks will
be reversedto its original form.

Split Shifts

There is an Agreement that split shifts are allowed, under the
following conditions:

a) Employees have individual choice to work or not to work split
shifts;

b) An Employee may enter into a written Agreement with the
Employer using the prescribed form to work split shifts for a
definite or indefinite period of time;

c) Employees who have agreed to accept a position with split
shifts for an indefinite period of time are deemed to have a
written Agreement to work split shifts for a six (6) month
period, following which the Employee or Employer can
terminate the arrangementwith two (2) weeks written notice.

Reduced Work Week

a) Full Time Employees of CLE, may propose a Reduced Work
Week arrangement, and if mutually agreed to by the Union
and the Employer, it shall be implemented.

b) All Reduced Work Week Agreements must be signed off by
a Union representativeand the Employer prior to any
change in hours of work or other terms of employmentto the
full-time position. ReducedWork Week arrangements shall
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not exceed an average of 160 hours in one fiscal year, or
less than 72 hours worked per two week pay period.

In so much as parties to a Reduced Work Week Agreement
are requesting a reduction of work hours, additional hours of
work and scheduling of overtime will not be offered through
the Call in procedures during the length of this Agreement.
Planned meetings such as staff meetings, planning meetings
for individuals and training session time will be in addition to
the RWW schedule.

Full Time Employees who enter into such an arrangement
shall maintain their original job status and classification in
the Local 1561 Bargaining Unit during the terms of the
Reduced Work Week Agreement. This paragraph shall in no
way be deemed to constitute an amendment of the
recognition clause in the Collective Agreement, all terms and
conditions of the Collective Agreement shall continue to

apply.

Hours worked shall govern all entittement accruals, including
seniority and the Employee’s share of their benefit premium
costs.

The Employer will continue to provide premium payments
equal to that of one Full Time Employee; provided the
Reduced Work Week does not exceed 160 hours in a 12
month period.

In so much as parties to a Reduced Work Week Agreement
are requesting a reduction of work hours, additional hours of
work and scheduling of overtime will not be offered through
the Call In procedures during the length of this Agreement.
Exceptions to this procedure must be approved by the
Director of Staffing Relations with consultation with the
Union prior to approval and implementation.

Individuals who are currently working Full Time and wish to
make application for a Reduced Work Week shall do so in
writing to their immediate supervisor with a copy to the
Director of Staffing Relations (subject to the mutual
Agreement of the Union and the Employer (per Article
15.11b).

Subject to the program needs, the Employerwill determine if
all or part of the remaining hours will need to be posted in
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accordance with the Collective Agreement during the length
of the ReducedWork Week Agreement.

J) All positions that would be posted as a result of a Reduced
Work Week and subsequent Agreement are deemed to be
temporary in nature. If applicable, the term and task
opportunity would be reposted in accordance with the
posting provisions of the Collective Agreement.

k) The seniority and service accruals, as outlined in the
Collective Agreement, of an Employee participating in a
Reduced Work Week arrangement shall continue to accrue
as a Full Time Employee but on a prorated basis, based on
the hours actually at work.

) Any conflict or misunderstandingthat may come forward as
a result of implementation of a Reduced Work Week
Agreement will be discussed by all parties to the Agreement
at a Union/Employer meeting. If no Agreement can be
reached between the parties, the particular Reduced Work
Week arrangement involving specific Employees will revert
back to the original full-time position.

m)  The Employer or the Employee may discontinue a Reduced
Work Week Agreement with sixty (60) calendar days written
notice to all parties to the Agreement, or such other notice as
may be agreed to by the parties at which time the Employee
will return to their normal Full Time position’s Terms of
Employmentas outlined in the Collective Agreement

n) In the event of a Layoff this language is waived and the
Employee’s position that is currently a Reduced Work Week
arrangement would be immediately returned to their original
position and Layoff would be in accordance with the terms of
the Collective Agreement.

Compressed Work Week

a) Unless otherwise specified in this Agreement, all articles of
the Collective Agreement between Community Living Elgin
and OPSEU 151 apply to Employees covered by this
Agreement.

b) Full Time Employees of CLE, the Union or the Employer,
may propose a Compressed Work Week arrangement, and if
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mutually agreed to by the Union and the Employer, it shall
be implemented.

Individuals who are currently working Full Time and wish to
make application for a Compressed Work Week shall do so
in writing to their immediate supervisor with a copy to
Director of Staffing Relations.

This Agreement covers all Full Time Employees classified as
Support Coordinator 1 (S/C1), Support Coordinator 2 (S/C2)
and Night Support Asleep.

These work locations operate on a twenty-four hour day,
seven days per week and 365 days per year as indicated in
Article 15.1.

Hours of work are in accordance with the Employee’s job
status per Article 2 of the Collective Agreement.

Authorized periods of work in excess of the regular working
periods specified in Article 2 of this letter of understanding
will be compensated in accordance with Article 18 of the
Collective Agreement.

Where an Employee works on a Holiday specified in Article
14.7 and opts for compensating leave under Article 14.8, he
or she may elect, at that time, to receive, in addition to his or
her entitlement under Article 14.8 further leave equal to the
difference between the number of hours in the Employee’s
normal work day and his or her entitlements under Article
14.7. If the Employee makes this election, there shall be
deducted from the Employee’s pay for time worked under
Article 14.8, an amount equal to the number of additional
hours of leave granted under this article (e.g.: work stat 10
hours = 15 hours pay (or lieu time) and day off in lieu, [I0
hours normally scheduled]).

Sick Leave with Pay — All Leave With Pay entitlements as
outlined in Article 14 of the Collective Agreement are
calculated in hours. Eligible Employees shall be entitled to
draw from accrued, but unused sick credits, for scheduled
hours of absence due to sickness or injury.

Vacation Leave with Pay — A deduction from an Employee’s
Vacation Credits will be made for each hour of approved
vacation leave of absence:
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Discretionary Days with Pay — Eligible Employees shall be
entitled to draw from earned but unused Discretionary Hours
in accordance with the Collective Agreement.

Floating Days with Pay — Eligible Employees shall be entitled
to draw from earned but unused Float Days in accordance
with the Collective Agreement

A partial hour's absence will be prorated on the same
formula.

When an Employee covered by this Compressed Work
Week Agreement attends a training program, the Employer
may change the Employee’s scheduled hours of work to the
greater of:

i) 8 hours per day, as applicable or

i) the actual number of hours spent receiving training,
for each day that the Employee participates in the
training program.

Where the change prescribed in Article 15.15 (m) results in
fewer or more hours than the Employee was previously
scheduled to work on the day(s) in question, the “extra” or
deficit” hours shall be reduced to zero during the pay period
training has occurred, without any loss of pay by the
Employee or overtime payments by the Employer, as
follows:

i) The Employee shall be required to work a
corresponding number of hours to make up for any
deficit hours or

i) The Employee shall be scheduled off duty for a
corresponding number of hours to offset any extra
hours spent at the training event.

iii) Where there is mutual Agreement, an Employee may
receive pay at his or her basic hourly rate for extra
hours in lieu of being scheduled off duty in
accordance with Article 18 of the Collective
Agreement.

Special/Compassionate and Bereavement Leave - such
leaves are not to be prorated.
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This Agreement shall be in effect for a period of one year
from date of signature or until the expiry of the current
Collective Agreement, whichever occurs first.

Either party may, on written notice of 60 days to the other
party, terminate this Agreement or such other notice as may
be agreed to by the parties.

Job Share

Full Time Employees of CLE, the Union or the Employer,
may propose a job sharing arrangement, and if mutually
agreed to by the Union and the Employer, it shall be
implemented.

All Job Share Agreements must be signed off by a Union
representative and the Employer prior to any change in
hours of work or other terms of employment to the Full Time
position.

Employees who enter into such a job sharing arrangement
shall maintain their originaljob classification in the Local 151
Bargaining Unit during the Job Share Agreement.  This
paragraph shall in no way be deemed to constitute an
amendment of the recognition clause in the Collective
Agreement.

Two Employees sharing one Full Time position shall receive
wages based on normal Full Time hourly rate for the Full
Time position and in accordance with the Collective
Agreement; based on the Employee’s service factor. Hours
worked shall govern all entittement accruals, including
seniority.

The Employer will continue to provide premium payments
equal to that of one Full Time Employee; the job sharers to
equally pay any differentials in premium costs to benefits
they are normally eligible to in their original position’s job
status.

Job share arrangements will be based on a 50/50 or equal
sharing of the normal scheduled Full Time hours; unless
mutually agreed to betweenthe Union; the Employer and the
Employee who has applied for their position to be a Job
Share Arrangement.
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As a Job share arrangement is related to “one Full Time
position” in the agency, the combined scheduled hours
worked for the two parties in a Job Share Agreement will not
exceed those for a normal Full Time position; a combined
total of 80 hours per two week pay period. Employees
working in a Job Share Agreement may be offered additional
hours through the Call In Procedures as a Part Time
Employee

Employees can only participate in one job share
arrangement at any one time.

Job Share Agreements will be renewable on a yearly basis
for the parties in such an arrangement, subjectto a review at
six months of implementation.

Individuals who are currently working full-time and wish to
make application to job share shall do so in writing to their
immediate supervisor with a copy to Director of Staffing
Relations (the job share arrangement is subject to the
mutual Agreement of the Union and the Employer). The
applicant’s portion of the position will not be posted, but the
remainder of the original shall be posted as per the
Collective Agreement, outlining the specifics of the Job
Share Agreement. Specifics will include hours of work and
initial duration of the Agreement (a minimum of six months to
a maximum of one year; subject to renewal).

All positions that would be posted as a result of a Job Share
Posting and subsequent Agreement are deemed to be
temporary in nature and would be subject to a one year
maximum term and task opportunity. If applicable, the Term
and Task opportunity would be re-posted in accordance with
the posting provisions of the Collective Agreement.

If one of the job sharers permanently vacates his/her
position, both parties will revert back to their former
positions. If one of the job sharers vacates his/her position,
for any leave of absence of more than sixty (60) days, both
parties will normally revert back to their former positions,
unless other arrangements are mutually agreed to between
the Union and the Employer.

An Employee participating in job sharing whom desires a
posted Full Time position must apply through the posting
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provisions of the Collective Agreement when such positions
become available.

Posted schedules for job shared positions will be identical to
the rotationfor Full Time positionsthey replace.

The Employee who normally works the Full Time position
that is brought forward as ajob share arrangement will have
the option of determining which portion of the work schedule
they will work within five (5) working days of the creation of
the shared job, (subjectto g). The remaining hours for the
job share position are posted in accordance with the terms of
the Collective Agreement (subjectto k). The Employer shall
schedule such work and the job sharers shall work in
accordance with the posted schedule. In such cases as
unforeseeable illness or bereavement, the other job sharer
will be called and will endeavour to replace histher partner
for scheduled shifts. For scheduled time off (i.e. vacation)
the other job sharer will have the 1st option of
acceptance/refusal of the additional hours; up to the
maximum hours of the normal Full Time position, before the
hours are offered in accordance with CLE Call In. If the
hours are refused, then the scheduled shifts will be offered in
accordance with the Collective Agreement.

The seniority and service accruals of an Employee
participating in a job sharing arrangement shall continue to
accrue on a prorated basis to that of a Full Time Employee
and shall be based on hours worked as outlined in the
Collective Agreement.

Any conflict or misunderstandingthat may come forward as
a result of the implementation of this Job Sharing Agreement
will be discussed by both parties to the Job Share
Agreement at a Union/Employer meeting. If no Agreement
can be reached between the parties, the particular job
sharing arrangement involving specific Employees will revert
back to the original full-time position.

The Employer or either Employee may discontinue job
sharing with sixty (60) calendar days written notice to all
parties to the Agreement, or such other notice as may be
agreed to by the parties. In such instance Paragraph 15.13
g) and h) herein shall thereupon become applicable with
respectto the Employees concerned.
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s) In the event of a Layoff, 15.13 r) is waived and the
Employees in a job share arrangement would be
immediately returned to their original positions and Layoff
would be in accordance to the Employee’s service in their
original position prior to the Job Share Agreement and in
accordance with the terms of the Collective Agreement.

There is agreement that employees may work more than 48 hours
in one week (Sunday to Saturday), but no more than 60 hours per
week subjectto the terms and provisions of the Collective
Agreement and Employment Standards legislation.

Itis agreed by the parties the following principles for scheduling
hours of work will apply:

Full-time status employees will have two(2) days scheduled off

together in a seven (7) day period

e The consecutivetwo(2) days off for full-time schedules will be
Friday/Saturday or Saturday/Sunday or Sunday/Monday

e Such schedules are exclusive of those designated full-time or
RPT weekend scheduled positions

e Designated full-time weekend scheduled positions will work ten
(10) hour scheduled shifts over Friday, Saturday, Sunday,
Monday.

e [tis agreed and understood scheduled position hours are based
on status and are not based on location where hours are
worked.

e Work schedules will not include more than one (1) job

classification (subject to employees who work in more than one

(1) job classificationthrough the job posting provisions of the

Collective Agreement.

ARTICLE 16 -JOB POSTING

16.1

16.2

General

For competitive postings, candidate selection will be made on the
basis of relative equality in qualifications and with regard for
precision and equity. Person(s) supported and/or family members
may participate in the selection process.

Posting notices will state the position classification, and location,
qualifications, hours of work and rate of pay.
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Transfer of staff for accommodation due to health and safety or

medical reasons are not a violation of this article.

Vacancies

Prior to posting a position (permanent or temporary), the

employees in the work location with the vacancy will go through the

exercise of re-selectingtheir schedules based on seniority and

classification (the temporary vacancy is still deemed owned by the

in accordance with this article.

a) Written requests for transfer will be considered from:

i) staff of equal status and equal classification who are
deemed qualified for the position (ie: PT S/C1 to PT
SIC1)

and

i) staff of greater status and equal classification who are
deemed qualified for the position (ie: FT S/C1 to PT
S/C1)

and

iii) staff of greater status and greater classification who

vacating employee). The subsequent vacancy will be then posted

are deemed qualified for the position (ie: FT S/C2 to

FT SIC1).

iv) Selection for transfer will be on the basis of seniority,
subject to any additional and/or different qualifications

identified to do the job.

b) Employees of different status but in same job classification
who apply for a vacancy within their job classification will be

granted an interview. The successful applicant will be
selected through their score based on a combination of skills
and abilities to perform the work. Where skill and ability are

relatively equal, seniority will be the determining factor.

c) Employees in a different job classification than the posted

vacancy will be screened for interview subject to the
screening process, following which those applicants who are
deemed qualified for interview shall be selected through their
score based on a combination of skills and abilities to
performthe work. Where skill and ability are relatively equal,

seniority will be the determiningfactor.
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d) Vacancies will be posted CLE wide as a competitive posting
for a period of seven (7) calendar days.

e) Employees who successfully transfer to another position will
be ineligible for another transfer for five hundred and twenty
(520) hours worked from date transfer actually occurs.
Successful applicants will not be permitted to apply for
permanentjob postings for a period of nine (9) months.

At the time of posting, CLE may also advertise outside the
Bargaining Unit, however Bargaining Unit applicants will be
considered in priority to external candidates.

Orientation Period

At the request of either the Employee or Employer, an Employee
may return to her former or comparable position if, within 520
hours, she is unable to meet the requirements of the position.
Should an Employee be successfully placed in a vacant position to
which another Employee has rights under this article; the Employee
who has been placed in the vacant position will have a waiting
period of 520 hours before the new position is considered of a
permanent nature. Should the Employee or Employer exercise
their options under this article the Employee who was placed in the
vacant position will be returned to their former position.

Qualifications
The following Bargaining Unit positions require additional and/or
different qualifications:

S/C2 Family Support Worker

S/C2 Community Resource Coordinator

S/IC2 Employment/VVocational Alternatives

S/C2 Transitional Services (School-
Work/Foundations)

S/C2 Health and Safety Coordinator

S/C2 Children’s Residence

Van Driver Van Driver

Housekeeper Housekeeper

Vol. Coordinator  Vol. Coordinator

Labourer Labourer

Night Sleep Night Sleep

SIC1 Children’s Residence

SIC1 Casual

SIC1 Part Time
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Procedurally the following steps must be taken when filling a posted
vacancy:

a) All applicants will be responsible to provide proof with their
application that they meet the screening requirementsfor the
position as stated on the job posting. This includes but is not
limited to proof of education, experiences, First Aid/CPR,
Pharmacology and where required, CPI.

b) Lack of proof will result in the application for employment
being declined for consideration.

c) Management will pre-determine the additional skills that are
required for the position prior to offer of transfer or job
posting.

For internal job postings the following guidelines have been
established:

Permanent Full Time (FT) Positions (internal applicants)

Iniial Screening CUT OFF SCORE OF 34 OUT OF 40
POINTS (85%) — determined by 25%
value placed on seniority, 30% value
placed on education and 45% value
placed on experience.

Interview Assessment PASS MARK OF 75%

Temporary Full Time (FT) and Reqular Part Time (RPT) Positions
[internal applicants)

Initial Screening CUT OFF SCORE OF 30 OUT OF 40
POINTS (75%) — determined by 25%
value placed on seniority, 30% value
placed on education and 45% value
placed on experience.

Interview Assessment PASS MARK OF 70%
Temporary Reqular Part Time (RPT) (internal applicants
Initial Screening CUT OFF SCORE OF 26 OUT OF 40

POINTS (65%) — determined by 25%
value placed on seniority, 30% value
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placed on education and 45% value
placed on experience.

Interview Assessment PASS MARK OF 65%

For external applicants the following guidelines have been
established:

Permanent Full Time (FT) Positions (external applicants)

Initial Screening CUT OFF SCORE OF 46 OUT OF 54
(85%) with 50% value placed on
education and 50% value placed on
experience

Interview Assessment PASS MARK OF 75%

Temporary Full Time (FT) and Reqular Part Time (RPT) Positions

(external applicants)

Initial Screening CUT OFF SCORE OF 41 OUT OF 54
(75%) with 50% value placed on
education and 50% value placed on
experience

Interview Assessment PASS MARK OF 70%

Temporary Reqular Part Time (RPT) (external applicants)

Initial Screening CUT OFF SCORE OF 35 OUT OF 54
(65%) with 50% value placed on
education and 50% value placed on
experience

InterviewAssessment PASS MARK OF 65%
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Initial Screening Seniority Table used in calculations:

From #|To # | Points
Years Years Granted
0.00 0.24 .25
0.25 0.49 .50
0.50 0.75 1.00
0.76 0.99 1.50
1.00 1.24 2.00
1.25 1.50 2.50
1.51 1.75 3.00
1.76 1.99 3.50
2.00 2.49 4.00
2.50 2.99 4.50
3.00 3.49 5.00
3.50 3.99 5.50
4.00 4.49 6.00
4.50 4.99 6.50
5.00 5.49 7.00
5.50 5.99 7.50
6.00 6.49 8.00
6.50 6.99 8.50
7.00 7.49 9.00
7.50 7.74 9.50
7.75 7.99 9.75
8.00 8.01plus |10

ARTICLE 17 - PROBATION

17.1

17.2

17.3

17.4

17.5

An Employee newly appointed from outside the Bargaining Unit is
on probation for the first five hundred and twenty (520) hours
worked. Such period may be extended by mutual consent.

A probationary Employee is not entitled to compete for, or transfer
to other positions that may become available.

The Employee’s work performance will be evaluated during the
probationary period.

Seniority will be credited from the date of appointment upon
successful completion of the probationary period.

Employment may be terminated during the probationary period for
failure to meet the requirements of the position, without recourse to
the Grievance provisions of this Agreement.
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ARTICLE 18 - OVERTIME AND LIEU TIME

18.1

18.2

18.3

18.4

18.5

18.6

18.7

Overtime

The Employer has the right to schedule overtime when required.
Overtime will be approved by the Employee’s Immediate
Supervisor and will be paid at time and one-half of the Employee’s
regular rate of pay for the actual hours worked beyond eighty-eight
(88) hours in a two-week pay period.

LieuTime

Employees have the option to accumulate time off in lieu of being
paid for hours worked in excess of eighty (80) hours per two-week
pay period.

The maximum hours accumulated and maintained in an
Employee’s lieu bank is 32 hours.

Employees must request authorization to use Lieu Time through
the Scheduling software or 300# with as much notice as possible
but not less than one hour verbal notice. Such time will not be
unreasonably denied.

Lieu Time is not transferable.

Unused but accrued lieu time will be paid out at the end of each
fiscal year.

Ali calculations for payment of overtime or lieu time accumulations
will be based on the agreed to job classification’s rate of pay for
actual hours in attendance on the job.

ARTICLE 19 - CALL-IN

19.1

Call In Procedures

To be offered additional shifts, Employees must notify the On Call
Scheduling Supervisor in writing of their interest to accept shifts

across the agency.

a) With the exception of pre-approved discretionary, float or
vacation time and for personal illness, staff may not cancel a
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scheduled shift or a previously agreed to call in shift: Nor can
a staff cancel a scheduled shift or agreed to call in shift in
order to accept another shift.

Subject to 19.2, Full Time, Regular Part Time and Part Time
staff may refuse the offered call in shift without prejudice.

When a multiple of shifts are available the staff in order of
the noted sequence(s) are offered the choice of shift they
wish to work in accordance with the following. It is
understood Employees are able to accept multiple shifts to
their maximums following which they are only able to accept
extra hours on a shift by shift offered basis and not by
multiples of shifts at one time.

The following steps are to be used in sequence:

Step 1

Step 2

Step 3

Step 4

Step 5

Step 6

Step 7

Offer the call in shift to Full Time staff in the work
location up to and including 88 hours compensated in
the two week pay period; on the basis of seniority.

Offer the call in shift to Regular Part Time staff in the
work location up to and including 72 hours
compensated in the two week pay period; on the
basis of seniority.

Offer the call in shift to Part Time staff in the work
location up to and including 72 hours compensated in
the two week pay period; on the basis of seniority.

Offer the call in shift to Casual staff in the work
location up to and including 64 hours compensated in
the two week pay period; on the basis of seniority.

Offer the call in shift to the Community Connectors
assigned to the work location up to and including 88
hours compensated in the two week pay period; on
the basis of seniority.

Offer the call in shift to Full Time staff in the agency
up to and including 88 hours compensated in the two
week pay period; on the basis of seniority.

Offer the call in shift to Regular Part Time staff in the
agency up to and including 72 hours compensated in
the two week pay period; on the basis of seniority.
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Step 8 Offer the call in shift to Part Time staff in the agency
up to and including 72 hours compensated in the two
week pay period; on the basis of seniority.

Step 9 Offer the call in shift to the Casual staff in the agency
up to and including 64 hours compensated in the two
week pay period; on the basis of seniority.

If the shift(s) still need to be filled the following steps will be
followed:

Step 10 Offer the call in shift to the Employee on basis of
seniority up to 88 hours.

Step 11 Overtime shifts will be offered on the basis of seniority
after 88 hours have been offered per

All hours of work offered in accordance with Employment
Standards Legislation.

ARTICLE 20 - MEDICAL EXAMINATIONS

201

20.2

20.3

As a condition of continuing employment all applicable Employees,
at the request of the Employer, will obtain an annual medical

examination.

a) Employees transferring or posting to another position will
require a new medical if their current medical note on file is
more than one (1) year old.

b) New Employees are required to have their completed
medicals submitted to the Employer within 14 days of hire.

An Employee returning to work after sick leave may be required to
provide upon request, a certificate from her attending physician or
recognized health care provider verifying the dates of absence and
fitness to return to work.

The cost of any post-hiring medical examination requested by the
Employer, or any medical certificate required for continuation of
employmentwill be covered by the Employer.
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ARTICLE 21 - HEALTHAND SAFETY

21.1

21.2

21.3

214

21.5

21.6

It is the mutual desire of the Employer and Union to maintain
standards of safety and health for all employees. As now amended
from May 5, 1992, the employer and the Union shall in general,
cooperate in improving rules and practices that will provide
adequate protection to employees. To this end, the parties agree
that health and safety matters will be handled under the provisions
of the Occupational Health and Safety Act and any employer
policies on health and safe work practices that the employer will
make, enforce and alter from time to time. The parties agree the
Central Joint Health and Safety Committee (established under MOL
order June 5, 1992 (attached)) will follow and cooperate under the
provisions of the Occupational Health and Safety Act. The Central
Joint Health & Safety committee shall consist of two (2)
representatives appointed by the bargaining unit and two
management members (The parties further agree each work
location shall have representation of one worker H&S
representative or subject to the size of the workgroup as defined in
the legislation, a H&S committee shall be struck). The CJHS
Committee will establish terms of reference for the functioning of
the committee and provide input and consultation to the employer
on any agency H&S practices and procedures.

The Central Joint H&S Committee Worker Co-chair will be granted
up to two (2) paid hours per week to do the work of the committee.

The Employer agrees to pay $150.00 reimbursement toward the
purchase of safety footwear, where required, once in an twelve (12)
month period. Reimbursement will be made upon submission of
proof of purchase provided it is submitted within forty-five (45) days
of purchase.

In the event that prescription safety glasses are needed the
employer will reimburse the employee at $150.00 per twenty four
(24) months with receipt.

The Employer will coordinate any specialized training for staff with
the appropriate professionals. Regularly scheduled staff in these
work areas must attend and successfully complete this training
prior to administering any specialized procedures.

The employer has utilized and will continue to utilize WSIB as the
sole insurance provider for Employees injured on the job. The
employer agrees to maintain coverage under the Workplace Safety
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and Insurance Act as amended from time to time during the term of
this agreement.

ARTICLE 22 -WAGES AND COMPENSATION

22.1

222

22.3

224

22.5

22.6

22.7

The rates of pay and classification schedules are set out in
schedule “A” to this Agreement. Remuneration for sleep shifts
recognizes some hours are spent sleeping and some hours may be
awake. A night sleep worker who is required to be awake more
than three (3) hours, will verify that status by hourly voice mail
messages to a designated number.

An Employee using a personal vehicle on approved CLE business
will be compensated at a rate of forty three (.43) cents per
kilometer.

An Employee will be compensated for out of pocket expenses in
accordance with the CLE policy.

With prior written approval from the Program Supervisor,
Employees who transport persons supported in personal vehicles
as part of their job responsibilities will be compensated for
additional insurance premiums they incur as a result.
Compensation will be up to a maximum of thirty-seven dollars and
fifty cents($37.50) in any six (6) month period or seventy five dollars
($75.00) in any one (1) fiscal year provided a copy of the insurance
contract is provided as proof.

All additional funding for wages provided by the Ministry of
Community and Social Services will be allocated to the salary
schedule in accordance with the guidelines under which they are
received by CLE.

a) Any dispute between the parties regarding the above
allocation is subject to the Grievance, Mediation/Arbitration
procedure of this Collective Agreement.

Employees offered sleep shifts from the call in or contingency list
will be paid at the Night Support Sleep Coordinator's Job
Classification’s rate of pay or can accrue lieu time in accordance
with Article 18 based on the Night Support Sleep Coordinator’s Job
Classification’s rate of pay.

Contract Employees are paid at the base rate for the classification
for which they are hired.
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Where an Employee moves into a higher paying classification she
will be placed on the new salary grid at a point that results in a pay
increase of at least the difference between the increment levels in
her former position.

Where an Employee moves into a lower paying classification she
will be placed on the new salary grid at a point that results in no
loss of pay or at the maximum rate of pay whichever is less.

Renumeration for sleep shifts recognizes some hours are spent
sleeping and some hours may be awake. Within thirty (30) days of
ratification, the employer will implement a procedure whereby, a
night/sleep worker who is requiredto be awake more than three (3)
hours, will verify that status by hourly voice mail messages to a
designated phone number.

The Employer will reimburse the employee for damage to a
personal vehicle during the Employee’s working hours caused by a
person supported.

ARTICLE 23 - BENEFIT PLAN

23.1

23.2

23.3

Community Living Elgin (CLE) will pay the premium cost for all
post-probationary actively employed Full Time Employees, as
follows:

Extended Health 100%
Short Term Disability 50%
Long Term Disability 50%
Dental 50%
Accidental Death and Dismemberment 50%
Dependant Life Insurance 100%
Life Insurance 50%

CLE will pay the premium cost for all post-probationary actively
employed Regular Part Time Employees, as follows:

$10,000 Life Insurance 100%
Extended Health 75%
Dental 50%

The ODA (Ontario Dental Association) fee schedule will be the
current fee schedule minus one year to be amended from year to
year (ODA-1).
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23.5

23.6

23.7
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No payment in lieu of benefits is paid if an Employee elects not to
participate in all or any part of the benefit plan.

The carrier is solely responsible for determining benefit entitlement.
The Employer’s sole obligation is to pay premiums.

The Employerwill not be held liable in the event of a dispute arising
out of the insurance carrier's decision to pay or not pay benefits.
Employees are required to advise the Employer of changes in
marital status to ensure accurate benefitadministration.

CLE will make matching 4% contributions to the group retirement
savings plan in accordance with the provisions of the group
retirement savings plan Agreement and CLE policy.

ARTICLE 24 - PERSONNEL FILES

241

24.2

A post-probationary Employee who is actively employed by
Community Living Elgin (CLE) has the right to review her personnel
file twice in any twelve (12)month period on reasonable notice in
writing to the Director of Staffing Relations or her designate and
such review shall be in the presence of the Director of Staffing
Relations or her designate. An Employee has the right to respond
in writing within ten (10) calendar days of the review to any
documents contained therein. Such response will become part of
the personnelfile.

Letters of counseling or disciplinary records will be automatically
removed from the Employee’s personnel record after eighteen (18)
months at work service, providing no further counseling or
disciplinary action has occurred during that period.

ARTICLE 25 - MISCELLANEOUS

25.1

25.2

Where the feminine pronoun is used in this Agreement, it means
and includes the masculine pronounwherever the context applies.

Contracting Out

There will be no contracting out of Bargaining Unitwork that results
in the reduction of hours or lay off of any Bargaining Unit Employee.
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ARTICLE 26 - DURATION OF AGREEMENT

26.1 The terms of this Agreement shall be binding upon the parties
hereto from April 1%, 2010 to March 31%, 2012 and thereafter from
year to year unless either party gives to the other party written
notice for renewal, cancellation or modification. Such notice must
be given not earlier than ninety (90) days and not later than thirty
(30) days prior to the expiration of this Agreement.

Signedat -~ ‘ , this . day of -, , 2010.

FOR THE UNION ._

Yot (derte | \ /;% A
Y | u/

FOR\HE EMF’LO/YER
( ANE STOEe

~ & L’{- / AV ;"v.’[ S

T,
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Schedule "A"

CLASSIFICATION PROBATION | POST AFTER |AFTER |AFTER |AFTER |[AFTER
BASE RATE | PROBATION | 1 YEAR |2 YEARS | 3 YEARS | 4 YEARS | 5 YEARS

As of March 31, 2010 Inclusive Pay Equity: :

SUPPORT COORD 2 19.6227 19.8650 20.3078 | 20.7623 |21.2293 |[21.7090 | 22.4824

SUPPORT COORD 1 18.1726 18.3685 18.6863 | 19.0118 | 19.3450 | 19.6862 | 20.2595

VOL. COORDINATOR 18.9517 19.1846 19.6104 | 20.0476 | 20.4966 |20.9577 |21.4313

LABOURER 16.5955 17.1851 17.7210 | 18.2570 |18.7930 | 19.3289 | 19.8649

NIGHT SUPPORT ASLEEP | 12.0052 12.1358 12.2681 | 12.4025 | 12.5389

COOK/HOUSEKEEPER 15.1617 15.3387 15.5183 | 15.8468 | 16.1842

VAN DRIVER 15.1243 15.3015 15.4811 | 15.8096 | 16.1468

Effective April 1, 2010 to March 31, 2011 Inclusive Pay Equity:

SUPPORT COORD 2 20.0152 20.2623 20.7140 | 21.1775 |[21.6539 |22.1432 [22.9320

SUPPORT COORD 1 18.5361 18.7359 19.0600 | 19.3920 |19.7319 [20.0799 | 20.6647

VOL. COORDINATOR 19.3307 19.5683 20.0026 | 20.4486 |20.9065 |21.3769 | 21.8599

LABOURER 16.9274 17.5288 18.0754 | 18.6221 | 19.1689 |19.7155 | 20.2622

NIGHT SUPPORT ASLEEP | 12.2453 12.3785 12.5135 | 12.6506 | 12.7897

COOK/HOUSEKEEPER 15.4649 15.6455 15.8287 | 16.1637 | 16.5079

VAN DRIVER 15.4268 15.6075 15.7907 | 16.1258 | 16.4697

Effective April 1, 2011 to March 31, 2012 Inclusive Pay Equity:

SUPPORT COORD 2 20.4155 20.6675 21.1283 | 21.6011 |22.0870 |22.5861 | 23.3906

SUPPORT COORD 1 18.9068 19.1106 19.4412 | 19.7798 |20.1265 |20.4815 | 21.0780

VOL. COORDINATOR 19.7173 19.9597 20.4027 | 20.8576 | 21.3246 |21.8044 |22.2971

LABOURER 17.2659 17.8794 18.4369 | 18.9945 |19.5523 |20.1098 | 20.6674

NIGHT SUPPORT ASLEEP | 12.4902 12.6261 12.7638 | 12.9036 | 13.0455

COOK/HOUSEKEEPER 15.7742 15.9584 16.1453 | 16.4870 | 16.8381

VAN DRIVER 15.7375 156.9197 16.1065 | 16.4483 | 16.7991
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LETTER OF UNDERSTANDING

Letter of Understanding
Between
OPSEU, Local #151
And
Community Living Elgin also known as CLE

In arder to maintain operational efficiency at Friendeo Packaging and Assembly, we
agree in this Letter of Understandingthat a licensed operator is required to operate the
Power Stacker to load and unload product from delivery vehicles. To this end the
following conditions are agreed to:

L. OPSEU and Community Living Elgin agree ikat for program aperational needs
ihe regular call-inprocedure agreed to in the Collective Bargaining Agreement,
Article #19 will be bypassed to allow a minimum of one licensed operator to be
on shift during business hours.

2. For the purposes of this agreement, it is understood that only CLIE staff that have
suceessfully completed Lift Truck Operator Training from acertified professional
training firm are deemed “licensed operators™,

3 A special “licensed operaior” call in list will be posted in the workplace.

4 This agreement will only be utilized in the event that both the regular scheduled
full time staff is absent.

5 In the event the one regular staff person IS already off duty and the second staff
person is not going to be reporting to werk, it is the responsibility of the second
regular staff person to notify the schedulerthat the “special licensed operator” call
list will need to be used and itwill be understood that the Collective Agreement
Call -in procedure, Article 19 will not be followed in this specificinstance..

6. Should no “licensed operator” be available either through regularly scheduled
staff or through the special “licensed operator” call in list, the Power Stacker will
be locked down and unavailable for use that shift.

Dated this 16™ day of November, 2009,

For CLE
‘\\\ ;
5 ,
. s ,."\‘ }1‘ /: .
e = EA A FEAri s
Rain Loﬂus, Staff Repm - — Denise House, Director Staffing Relations

Q\Lr:ﬁ w/{\{ b, . ~ J g Qj/,/”y,av\

Anpje Roben, President Lo}éal #151 / Bob Ferguso Prografh Superviser

50



51

MINISTRY OF LABOUR RE: THE CENTRALJOINT HEALTH AND SAFETY

'Ltvmg arid the’ QOntario Public Service Emp!oyee :

COMMITTEE
RECEIVED
€T Y Ontario - - - Ministére
; @ -~ Ministry of . du Travatl JUN 8 1992
Labour .delOnt_ano ‘
L B E Af@J-‘h»s ity Ave, 453, aversio University
.' 'vu-.v Vg & FECS ° %ggma om;,gg '}‘g;::‘;?on\!r‘o)
fofeg "
y PIREIOF, e reca PR

Order under s. 9 (41,
The Occupationial Health and Safety Act
R.S5.0. 1880, £,0.1

atidgnal Health-and Safety Ac

Whereas Section 9(4) of the Occt

'prowdes thar the Minister may, by order in writing, require a

constructar or an empimyer 1o establish or niaintain one or more
joint health and safety’ comm;i*eeo {or a work place or a part-
thareof and may, in such order; pro‘.nde for the composition,

_‘pracuce ar‘d pmcedure of any commxttee 50 eslablashed

And whereas the St. fi‘homas Elgm AaSOGKﬁTIOﬂ for Community
Jnion Local 115,

have in‘an. execumd document between- ihem dated May5, 1992,

stated a desire to have! the Central Joint Health end Safety-
Committee. represent workers at the St,. Thomas Elgin Association

for Commumty Lw;ng, and have the i’vhmstry approve such an’
arrargem&.nt '

NOW THEREFORE BE IT'ORDERED that pursuant to s. 9(4) of the:
Qccupationa! Healili and Safety Act, the St Thomas Elgin_-

_‘Assocnatlon for Commumty Living as employer, is: hereby required

10 establlsh and maintain the Ccntral Joint Hec[th and Safety

.Comrmttee to be covemed as. ta composution, practice and

procedure by the provassono of the appended document dated

‘May 5,.1992, between the St. Thomas Elgin Assaciatioit for .
k _Cummum{y L;\ mg and the Ontarie Public Service Employee Umon,
“Local 115..

Dated at Toronto this 5th day of June, 1992,

BOll )
* Bob Mackenzie ™ - '
MPP Hamliton East . 6 /

Minister



