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1.01 The general purpose of this Agreement is to set forth terms and conditions of employment, and to promote orderly, harmonious and peaceful labour relations for the mutual interest, efficiency of services, and well being of the Employer, the employees and the Union.  
[bookmark: _Toc144283371][bookmark: _Toc14780453]

[bookmark: _Toc126322700][bookmark: _Toc144283372]ARTICLE 2 – INTERPRETATION AND DEFINITIONS

2.01	For the purpose of this Agreement:

"Alliance" means the Public Service Alliance of Canada.

“Child” means any child dependent on an Employee in a "parent-child" relationship, including a legally adopted child or a stepchild, or a child under guardianship, where the child is:

(i)	Under eighteen (18) years;

(ii)	Eighteen (18) years of age or over and incapable of self-sustaining employment by reason of mental or physical disability;

(ii)	Eighteen (18) years of age up to and including the age of twenty-six (26) years and is a full-time student and chiefly dependent on the Employee for support and maintenance. 

“Continuous service” means the duration of uninterrupted employment with the Employer.

"Employee" means a person who is a member of the bargaining unit.

"Employer" means Newfound Recruiting.

“Holiday” means the twenty-four (24)-hour period commencing at 00:01 hours of a day designated as a paid holiday in this Agreement.

"Seniority" means the length of continuous service with the Employer since the first day of hire.

“Spouse” means the person to whom an Employee is lawfully married through an ecclesiastical or civil ceremony, or with whom the Employee has lived with and publicly represented that person to be their spouse for a minimum period of one (1) year and continues to live with the person as if that person were their spouse.

2.02	Gender-Neutral Pronouns

The gender-neutral pronoun “they”, “their” “them” used throughout this document are meant for all employees, regardless of gender.


[bookmark: _Toc126322701][bookmark: _Toc144283374]ARTICLE 3 – RECOGNITION

3.01	The Employer recognizes the Public Service Alliance of Canada (PSAC) as the sole and exclusive bargaining agent for all employees occupying positions as described in the Ontario Labour Relations Board Certificate, number 0780-19-R issued on the 4th August 2020, as all employees of the Employer performing Service Desk duties for Shared Services Canada in Ontario save and except those persons excluded by virtue of paragraph 1(3)(b) of the Labour Relations Act.
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4.01	Management Rights

The Union acknowledges and agrees that it is the exclusive right of the Employer to maintain and exercise all managerial authority, rights and prerogatives. The foregoing is limited only by specific provisions of this Collective Agreement. Without restricting the foregoing, the Union recognizes that except as expressed in the Collective Agreement, the Employer has the right to:

(a)		maintain order, discipline, and efficiency;

(b)   	hire, assign, direct, promote, demote, classify, transfer, layoff, recall, discharge, and suspend or otherwise discipline employees;
 
(c)		determine, in the interest of efficient operation and highest standards of service, job rating or classification, the hours of work, scheduling, work assignments, methods of doing the work, procedures, programs and the working establishment for the service and the location of work;

(d)		generally to manage the operation of the Employer, and, without restricting the generality of the foregoing, to determine the number of personnel required, the services to be performed and the methods, procedures and equipment in connection therewith; 

(e)		make, enforce, and alter from time to time rules and regulations to be observed by the employees; and  

(f)	to determine and exercise all other functions and prerogatives which shall remain solely with the Employer except as specifically limited by the express provisions of this Agreement. 

4.02	In administering this Agreement, the Employer shall all act reasonably, fairly, in good faith, and in a manner consistent with the Agreement as a whole.




[bookmark: _Toc126322703][bookmark: _Toc144283381]ARTICLE 5 – MEMBERSHIP DUES CHECK-OFF/UNION SECURITY

5.01	Effective on the first day of the month following the signing of this Agreement, the Employer shall, as a condition of employment, deduct an amount equal to the amount of the membership dues from the pay of all employees in the Bargaining Unit.

5.02	The Alliance shall inform the Employer in writing of the authorized monthly deduction to be checked off for each employee in the Bargaining Unit. The amounts specified shall continue to be deducted until changed by further written notice to the Employer.

5.03	For the purpose of applying clause 5.01, deduction from pay for each employee in respect of each month shall commence with the first full month of employment to the extent that earnings are available. Where an employee does not have sufficient earnings in respect of any month to permit deduction, the Employer shall not be obliged to make such a deduction from subsequent earning.

5.04	The remittance shall be accompanied by a list of names of those employees and the individual amounts for whom deductions have been made. The list shall include the full name of each employee, their job title, pay level, hourly wage, employee status, personal email address, mailing address, and phone number. The amounts deducted in accordance with this Article shall be remitted to the Alliance at dues-cotisations@psac-afpc.com prior to the end of the month following their deduction.

5.05	The Alliance agrees to indemnify and save harmless the Employer from and against any claim or liability arising out of the application of this Article except for any claim or liability arising out of an error committed by the Employer in connection with the deduction of the amount equal to the monthly membership dues.

5.06	The total Union dues deducted will appear on the T-4 forms. The Employer will indicate on employee’s T4 slips a statement of the annual Union dues which have been deducted. 


[bookmark: _Toc126322704][bookmark: _Toc144283385]ARTICLE 6 – UNION REPRESENTATION AND ALLIANCE ACTIVITY

6.01	The Employer acknowledges the right of the Union to appoint Union Representatives as Stewards and/or Executive members. The Union shall advise the Employer in writing of the names of those so appointed before they are recognized.

The Employer shall not be required to recognize any such Executive members or Union Stewards until it has been notified.

6.02	The Union shall determine the jurisdiction and numbers of such representatives, having regard to the distribution of employees at the workplace and the Administrative Structure implied by the Grievance Procedure covered by this Agreement.

6.03	The Union acknowledges that the Union Representatives continue to perform their regular duties, and that Union activities will normally be carried out outside of their regular working hours, unless mutually arranged with the Employer. For greater clarity, when required, Union Representatives shall obtain the permission of their immediate supervisor before leaving work to investigate Employee complaints of an urgent nature, to meet with local management for the purpose of dealing with complaints or grievances and to attend meetings called by management. Such permission shall not be unreasonably withheld. Where practicable, the representative shall report back to their supervisor before resuming their normal duties.  

6.04	In the processing of complaints, grievances or disputes, the Employee(s) directly concerned and their local Union representative(s) will be granted time to attend meetings with the Employer. 

6.05	An employee shall not suffer any loss of pay when attending to matters covered in 6.03 and 6.04.

6.06	Where operational requirements permit, the Employer shall grant reasonable leave without pay to not more than five (5) Employees at any one time to attend conventions, conferences, Union education, activities or events. 

6.07	A duly accredited representative of the Alliance shall be permitted access to the Employer's premises to assist in the resolution of a complaint or grievance, and to attend meetings, provided prior permission is obtained from the Employer. Such permission shall not be unreasonably withheld.

6.08 	The Employer shall grant leave for up to three (3) Employees to the Union Bargaining team to attend preparation meetings with the PSAC Negotiator, caucus meetings during Negotiations and Negotiations meetings with the Employer. The Negotiating Committee shall suffer no loss of pay for time spent in negotiations up to and including Conciliation. The PSAC will reimburse the Employer following receipt of an associated invoice.

6.09	The Employer shall grant leave with pay to an employee called by the Employer or leave without pay to an employee called by the Union to testify before an Arbitrator or the Ontario Labour Relations Board.

6.10	All Local Executive members and Union Stewards must have completed their probationary period.

[bookmark: _Toc144283386][bookmark: _Toc14780461][bookmark: _Toc126322705][bookmark: _Toc144283387]ARTICLE 7 – INFORMATION FOR EMPLOYEES AND THE ALLIANCE

7.01	Within the seven (7) days of a new Employee’s start date the Employer shall inform the local Union president of their name and classification and arrange for the Local Union president, or their designate, to meet with the new Employees for one (1) hour at a new employee orientation session for the purpose of introducing them to the Union.

[bookmark: _Hlk129016608]7.02	The Employer agrees to provide an electronic .pdf of the collective agreement to all members of the bargaining unit and shall include the link to the electronic .pdf in each new hire package. The Employer shall produce sufficient printed copies for those Employees who wish to have a printed copy and do not have access to a printer.

7.03	The local Union shall be notified in writing within twenty-four (24) hours of any demotions, layoffs, transfers or recalls.

7.04 	Each quarter, the Employer shall provide the local Union president with a complete list of all members of the bargaining unit, including their position title, work location, division, employment status and complete contact information. The list must also indicate any transfers in or out, layoff or leaves of absence in excess of thirty (30) days in duration.  

7.05	The Employer shall provide the local Union with a copy of those personnel directives, policies, procedures and guidelines, affecting the Employees of this bargaining unit and any subsequent amendments or additions.

7.06	The Employer will provide the use of and key to an enclosed bulletin board located in a location accessible to workers at all times, for the Union to post the following;
i. Official Alliance notices
ii. Names and contact information of Union Representatives and Executive
iii. Notices of Union elections and election results
iv. Notices of Union meetings, activities, and events
v. Updates related to Collective Bargaining

7.07	It is understood that periodically the Union holds meetings and the Union may request and, if it is available, the Employer will provide a room on site. The Union will notify the Employer at least one (1) week in advance of a proposed meeting so the Employer can arrange proper logistical coverage to accommodate a meeting.  The Employer may approve requests with less than the above notice and such requests shall not be unreasonably denied.


[bookmark: _Toc144283388][bookmark: _Toc14780462][bookmark: _Toc126322706][bookmark: _Toc144283389]ARTICLE 8 – NO STRIKES OR LOCK-OUTS

8.01	The Union agrees that there shall be no strikes, and the Employer agrees that there shall be no lock‑outs during the term of this Agreement.  The meaning of the words "strike" and "lock‑out" shall be as defined in the Ontario Labour Relations Act, as amended from time to time.


[bookmark: _Toc126322707]ARTICLE 9 – PROBATIONARY EMPLOYEES

9.01	A probationary period shall only apply on initial appointment into the bargaining unit and shall commence on the date when the employee first works for the Employer until they have completed three (3) months of service. The Employer may extend the probationary period for a further month if the employee has not yet been able to meet performance expectations during their initial probationary period.  

9.02	A performance appraisal of a probationary employee shall normally be done during the second month of the probationary period identifying any areas of shortcomings or problems.

9.03	On or before the expiry date of the probationary period, the Employer will confirm to the employee the decision to:

(a)	confirm the employee's appointment as having completed the probation; or

(b)	extend the probationary period for a further period of thirty (30) days; or

(c)	terminate the employee.

9.04 	Upon successful completion of the probationary period, the employee will acquire Seniority based on the employee’s initial date of hire as a probationary employee. 

9.05	In the event that an employee is terminated during their probationary period, the Employer shall notify the employee, in writing of such termination which shall include the reasons for such termination. The local Union will be notified of the action taken.

9.06	The release or discharge of an employee during the probationary period shall be at the sole discretion of the Employer and shall not be subject of a grievance or arbitration unless the termination is in violation of the Human Rights Code (Ontario).  


[bookmark: _Toc126322708][bookmark: _Toc144283407]ARTICLE 10 – HEALTH AND SAFETY

10.01	The provisions of the Occupational Health and Safety Act of Ontario dealing with Health and Safety shall form part of this Agreement.

10.02	The Employer shall make every reasonable effort to promote a workplace that is scent free.

Joint Health and Safety Committee (JHSC)

10.03	The Employer and the Union shall establish and maintain a Health and Safety Committee. The Committee shall be made up of a minimum of three (3) members from management and a minimum of three (3) members from the Union. The number of worker representatives will be equal to or greater than the number of employer representatives. The Local will appoint their representatives. Meetings shall be held at least once every three (3) months but may be called at any time by either party, as required and alternating chairs shall be the norm. 

10.04	The JHSC will operate according to terms of reference developed which will be established by the Committee within three (3) months of ratification of the first collective agreement and will be reviewed yearly. The terms of reference and duties of the JHSC will include the following:

a) 	Employer and employees shall jointly share the responsibility for chairing meetings; 

b) 	Establishing a schedule for joint workplace inspections under section 9(28) of the Occupational Health and Safety Act;

c)	A monthly process for reviewing all workplace accidents, workplace illnesses and workplace safety incident reports;

d)	A process for review of all workplace policies in support of health and safety;

e)	Ongoing review of all training provided and make recommendations to identify training needs for JHSC members and for employees;

f) 	Regular creation and posting of minutes; and

g)	Maintenance of a system for employees to submit written health and safety concerns. 

10.05	Time spent by employee representatives on the JHSC  to prepare for and attend meetings and to carry out the functions of the Committee, including workplace inspections and training shall be deemed to be time worked and shall be remunerated by the Employer at the employee’s applicable rate of pay as per Section 9(34) & (35) of the Ontario Health and Safety Act (OHSA).
 
10.06	The Employer will cover all costs associated with any training for JHSC members, recommended by the committee, including for registration fees and course materials.

10.07 	With proper advance notice to the Employer, a PSAC Health and Safety Representative may be present and participate in any meetings of the Joint Health and Safety Committee as it relates to the bargaining unit. The Representative may also participate in the investigation of any critical injury or fatality for employees within the bargaining unit, where this investigation is done openly and in conjunction with the Employer and the JHSC.  

Violence in the Workplace Risk and Threat Assessment

10.08 	Through the mechanism of the Joint Health and Safety Committee, the employer commits to conduct a Risk and Threat Assessment for the workplace in consultation with the Union. The employer must repeat the assessment as often as necessary to ensure the workplace violence policy and related program continue to protect workers from workplace violence. The assessment must be conducted at least once annually, and the results must be made accessible to employees in writing upon request.   

a) The Risk and Threat Assessment must:  

(i) take into account the circumstances of the workplace and circumstances common to similar workplaces, as well as any other elements prescribed in regulation; and

(ii) develop measures and procedures to control identified risks that are likely to expose a worker to physical injury. These measures and procedures must be part of the workplace violence program.

Personal Protective Equipment 

10.09 	The Employer will provide employees with required protective equipment, devices and safety clothing as necessary for the safe performance of their assigned duties, including any PPE recommended from time to time by Public Heath Authorities. 

	Modified Work

10.10   Employees are expected to cooperate in ensuring early and safe return to work and may be required to provide information from the treating medical practitioner in support of the request, which includes any workplace limitations, restrictions and prognosis for return to regular duties. 

10.11 	The Employer, the Union and any affected employee have obligations to participate in developing a modified work plan to support an employee’s return to work. Modified work plans will also be utilized for ongoing accommodation of employee’s outlined medical restrictions. 

10.12	Employees requiring ongoing accommodation related to a health matter must disclose that need to the designated Employer Human Resources representative at the earliest possible time and include the supported recommendations from the treating healthcare practitioner(s). The Employer may require the employee to participate in an evaluation of their functional abilities.

Return to Work

10.13	Upon request by an employee, a Local Union Representative and/or a designated PSAC Staff Representative shall be present at any return to work meetings with the employee.


[bookmark: _Toc126322709]ARTICLE 11 – JOINT LABOUR/MANAGEMENT COMMITTEE 

[bookmark: _Hlk74851089]11.01	(a) 	The Union and the Employer acknowledge that mutual benefits can be derived from joint consultation and, to that end, the parties agree to establish an active labour-management committee.  The purpose of the Committee shall be to provide a means by which to facilitate and promote cooperation and understanding between the Employer and the Union. Terms of reference shall be established by the Committee within 3 months of ratification of the first Collective agreement.

(b) 	The Committee shall consist of a minimum of two (2) to a maximum of three (3) representatives from each party. A Union Representative and an Employer Representative shall be designated as co-chairperson for each meeting. 

(c) 	At the request of the Local Union, a designated PSAC Staff Representative may also attend Joint Labour-Management Committee meetings as a guest. 

(d)    	At the request of the Employer, a specialist on an agenda item may also attend the meeting as a guest.

(e) 	The Committee shall meet once every three (3) months and an agenda of items to be discussed will be exchanged at least one (1) week in advance.  The parties are jointly responsible for scheduling such meetings.

(f) 	Employees serving on the Labour-Management Committee shall be paid at their regular hourly rate for meeting time to a maximum of four (4) hours, including the Union’s Representatives preparation time for the meeting.

(g) 	The Committee shall deal with all matters of mutual concern, however, the Committee shall not deal with grievances or negotiations, nor is the committee empowered to alter or amend any of the terms or this Collective Agreement.  




[bookmark: _Toc126322710]ARTICLE 12 – NO DISCRIMINATION, NO HARASSMENT AND NO VIOLENCE

12.01	The parties agree that every Employee has a right to equal treatment with respect to employment without discrimination. There shall be no discrimination, interference, restriction, coercion, harassment, intimidation, or any disciplinary action exercised or practised with respect to an employee by reason of age, race, creed, colour, ethnic or national origin, ancestry, place of birth, religious or political affiliation or belief or practice, sex, sexual orientation, gender identity and expression, gender characteristics, physical attributes, marital status, family status, physical or mental illness or disability, citizenship, record of offences for which a pardon has been granted, language, or membership or activity in the Union provided for under the Ontario Labour Relations Board. The rights under this Article are not infringed where discrimination on a prohibited ground is a reasonable occupational qualification.

12.02	The Employer agrees to provide a working environment that is free from discrimination, harassment, and violence.  The parties are committed to fair treatment of all members and do not condone behaviour that is contrary to the Human Rights Code, this Article, the Employer’s Anti-discrimination and Harassment Policy, or the Occupational Health and Safety Act.  The Alliance and the Employer recognize the right of employees to work in an environment free from discrimination, harassment (e.g. sexual or personal harassment) and violence and agree that discrimination, harassment and violence will not be tolerated in the workplace.

12.03	"Workplace Harassment" is defined under the Occupational Health and Safety Act as engaging in a course of vexatious comment or conduct against another person or persons in the workplace or work-related third-party premises that is known or ought reasonably to be known to be unwelcome, including “Workplace Sexual Harassment” as defined in this Article.  "Workplace Harassment" may be related to one or more of the prohibited grounds of discrimination under this Article, and may include a pattern of behaviour, such as bullying, that causes humiliation, embarrassment, or intimidation.

12.04	“Workplace Sexual Harassment” means,

(a)	engaging in a course of vexatious comment or conduct against a worker in a workplace because of sex, sexual orientation, gender identity, or gender expressions, where the course of comment or conduct is known or ought reasonably to be known to be unwelcome, or

(b)	making a sexual solicitation or advance where the person making the solicitation or advance is in a position to confer, grant, or deny a benefit or advancement to the worker and the person knows or ought reasonably to know that the solicitation or advance is unwelcome.

12.05	“Workplace Violence” means, 

(a)	the exercise of physical force against a worker, in a workplace, that causes or could cause physical injury to the worker; 

(b)	an attempt to exercise physical force against a worker, in a workplace, that could cause physical injury to the worker; 

(c)	a statement or behaviour that it is reasonable for a worker to interpret as a threat to exercise physical force against the worker, in a workplace, that could cause physical injury to the worker. 

12.06	Any level in the Grievance Procedure shall be waived if a person hearing the grievance on discrimination, harassment or violence is the subject of the complaint.  If a level is waived, no other level shall be waived except by mutual agreement.

12.07	An Employee also has the right to file an application directly with the Human Rights Tribunal of Ontario.  Should the Tribunal decide to hear the matter before the grievance and arbitration procedure has been completed, all proceedings under Article 13 Grievance Procedure, will be held in abeyance with the applicable timelines extended pending any decision by the Tribunal.

12.08	There shall be no reprisal or retaliation nor any threat of reprisal or retaliation against anyone for pursuing rights under the Article or for participating in proceedings under this Article.  Any such alleged reprisal or retaliation or threat thereof shall be grounds for filing a grievance.

12.09	The Employer agrees that information and training regarding harassment, anti-oppression, discrimination, and violence is essential and will ensure that bargaining unit members are provided with appropriate information and training about relevant policies and programs, which will include information about applicable legislation.  The time spent in training shall be considered as time worked for all the purposes of the collective agreement. 

12.10	For clarity, both parties agree that any relevant discussions on pro-active measures to eradicate harassment and discrimination and to prevent workplace violence may be undertaken at the Joint Labour-Management Committee as well and be added as a standing item on the agenda.
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Disciplinary measures are intended to be corrective rather than punitive in nature. The Employer shall exercise its rights of discipline and discharge in a fair and reasonable manner. 

13.01 	The Employer will provide any training the Employer determines to be necessary in order to correct concerns job performance which either may result or that have resulted in discipline.

13.02 	The Employer shall advise an Employee of their right to be accompanied by a Union Representative during any meetings throughout the discipline process, including an investigation meeting that may result in discipline. 

13.03	The Employer will provide advance notice to the Union of any meeting with an employee where the Employer is investigating a matter or conducting a fact-finding exercise that may result in discipline for that Employee. 

It is agreed that this process will be initiated in a timely manner, no later than three (3) shifts the employee works following the date of the incident or the date the Employer became aware of the incident. 

13.04	When an employee is called to a meeting by the Employer where discipline or discharge will be imposed, the meeting shall not proceed until a Union Representative and/or a designated representative of the PSAC is present. A copy of any recorded discipline will be provided to the employee and the Union when issued.

13.05	Except in the case of counselling or an oral reprimand, the Employer shall provide an employee with a written record of any disciplinary action taken against them, which shall include the reason for the disciplinary action. 

13.06	The Employer agrees not to introduce as evidence in a hearing relating to disciplinary action any document from the file of an employee, the existence of which the employee was not aware at the time of filing or within a reasonable period thereafter.

13.07	Any document or written statement related to disciplinary action, which may have been placed on the personnel file of an employee shall not be relied upon after twelve (12) months has elapsed if there was no further disciplinary action recorded during that period, unless it is a written statement of discipline related to harassment and/or violence.  Any such written document or statement shall remain on the file for a period of two (2) years, after which it shall not be relied upon if there has been no further disciplinary action for a similar misconduct during that period.           

13.08	An employee shall upon request, have the right to review their personnel file. No documents which could be detrimental to an employee’s advancement or standing with the Employer shall be added to an employee’s file without the employee’s knowledge.

13.09	When an employee is suspended from duty, pending the outcome on an ongoing investigation, then the Employer shall advise the Employee in writing of the reason for such suspension.

13.10	An employee absent from duty without leave for a period of five (5) working days may be deemed to have abandoned their position unless they can offer a satisfactory explanation justifying the absence within a period of eight (8) working days from the first day of absence from duty without leave.

[bookmark: _Toc144283390][bookmark: _Toc14780463]13.11	Where an Employee is terminated from duty, the Employer shall provide the Employee with a termination letter that details the reasons for the termination and will provide a copy to the Union.

[bookmark: _Toc126322712][bookmark: _Toc144283391]ARTICLE 14 – GRIEVANCE PROCEDURE

All references to “days” in this Article shall exclude Saturday, Sunday and Statutory Holidays.

	Definition of Grievance

14.01	A grievance shall be defined as any difference or dispute between the Employer and any employee(s), or the Union, up to and including terminations. A union or employee grievance must contain the signature of a Union Representative to proceed at any point in the formal process. 

14.02	Employees may be present and represented by a local Union representative and/or a designated PSAC Staff Representative throughout the grievance process.

14.03	An earnest and good faith effort shall be made to settle any complaints fairly and promptly in the following manner:

	Informal Complaint Stage

It is understood that an employee must first give their immediate Supervisor the opportunity of adjusting their decision in a matter. The complaint shall be discussed with the employee’s immediate Supervisor within five (5) days of the incident giving rise to the complaint. The Supervisor or designate shall provide a written response to the complaint within five (5) days of receipt of the complaint.

Formal Stage

	Step # 1
            Failing a satisfactory settlement at the informal complaint stage, the matter may, within five (5) days, be grieved in writing to the Service Delivery Manager or their designate, outlining the nature of the dispute, the alleged breach and the remedy sought. The Service Delivery Manager or their designate shall meet with the parties within five (5) days after receipt of the grievance and then shall render their decision in writing within five (5) business days after the meeting.

Step # 2 
Failing a satisfactory outcome at Step 1, the matter may be advanced in writing to the Client Delivery Executive or their designate within five (5) days of receiving the outcome at Step #1. Within five (5) days of receiving the referral, the Client Delivery Executive or their designate shall meet with the parties and then shall render their decision in writing within five (5) days following the meeting.

14.04 	Failing settlement of the grievance at Step 2, either party may refer the matter to arbitration as per 14.0 and 14.11, no later than thirty (30) days after the written decision at Step 2 has been provided. 

14.05	Termination grievances shall be initiated at Step #2 within ten (10) days following the date of the termination.

Policy and Group Grievances

14.07 	Where a dispute involving a group of employees or the Union has a grievance, the matter shall proceed directly to Step 2 of this Article. 

14.08	An Employer grievance shall proceed to Step 2 within ten (10) days of the circumstances giving rise to the grievance. The grievance 	shall be forwarded to the Union. The Union shall reply in writing within ten (10) days to the Employer grievance.

14.09	The time limits fixed in both the grievance and arbitration procedure herein are mandatory and failure to comply strictly with such time limits, except by the written agreement of the parties, shall result in the grievance being deemed to have been abandoned. This timeline shall be extended for cases involving harassment, discrimination or violence, or other cases where additional flexibility is reasonable.

Arbitration 

14.10	If the response from the Employer at Step 2 of grievance process is unsatisfactory, or if the Employer has not responded within ten (10) days of the meeting at Step 2 of the process, then the grievance, including any question as to whether the matter is arbitrable, may be referred to arbitration. The referral to arbitration must be received within a further thirty (30) days and shall include the names of possible Arbitrators.  If no written request for arbitration is received within the thirty (30) days, the matter shall be deemed to have been abandoned or settled.

14.11	Within ten (10) days of receipt of such notice the other party shall respond by accepting one of the Arbitrators so mentioned or indicating the names of other possible Arbitrators. Within ten (10) days after such suggestions are received, failing agreement on an Arbitrator, either party may request the Minister of Labour for the Province of Ontario to make an appointment of a sole Arbitrator, to hear such grievance and determine the grievance.  

14.12	The individual appointed as sole Arbitrator shall hear and determine the difference or allegation, and shall issue a decision, which decision is final and binding upon the parties and upon any employee or Employer affected by it. 


14.13	No matter may proceed to arbitration which has not first been carried through all of the applicable steps of the grievance procedure in a timely fashion. The jurisdiction of the sole Arbitrator is limited to the grievance itself.

14.14	Each of the parties will share equally the fees and disbursements of the sole Arbitrator.


[bookmark: _Toc144283396][bookmark: _Toc14780466][bookmark: _Toc126322713][bookmark: _Toc144283397]ARTICLE 15 – SENIORITY

15.01	Seniority is defined as the length of continuous service with the Employer since the first day of hire regardless of the number of hours worked per week or the nature of the contract (permanent or temporary).  Seniority shall be used in determining preference or priority, for shift selection, vacation scheduling, layoff, permanent reduction of the workforce and recall. Subject to the other provisions of this Agreement. Seniority shall operate on a bargaining-unit-wide basis. 

For employees on record on the date when the Union became certified, seniority shall be calculated to include service prior to certification.

15.02	Personnel excluded from the application of this Agreement who are appointed to a position in the bargaining unit will be credited with "seniority" as defined above.

15.03	The Employer shall maintain a list indicating the seniority of each Employee in the bargaining unit. Within thirty (30) days of the ratification of the first Tentative Agreement, the Employer shall post the Seniority list and provide a copy to the local Union. The list  shall include the name, position, department and work location of each Bargaining Unit member.  Employees in the bargaining unit 	shall have 3 weeks to review the list and submit any dispute. 

	Each six (6) months afterward the Employer shall post the current up to date seniority list and provide a copy to the Local Union.
 
15.04 	Probationary Employee

	A new employee shall be considered on probation until they has completed three (3) months of work for full-time employees and three hundred and sixty (360) hours of work for part-time and casual employees. After completion of the probationary period, seniority shall be effective from the last date of hire. 

15.05	Loss of Seniority

	An employee shall lose all seniority and service and shall be deemed terminated if they:

(a)	resigns;

(b)	retires;

(c)	is discharged and not reinstated;

(d)	is absent from work for a period of five (5) or more consecutive working days without notifying the Employer of such absence and providing the Employer a satisfactory reason;

(e)	has been laid off for twelve (12) months;

(f)	has been laid off and fails to return to work within seven (7) calendar days after being notified by the Employer through registered 	mail addressed to the last address on the Employer’s records. It shall be the responsibility of the employee to keep the Employer informed of the employee’s current address;

fails to return to work upon termination of an authorized leave of absence without satisfactory reason (as per 13.10) or utilizes a leave of absence for purposes other than that for which the leave was granted.


[bookmark: _Toc144283398][bookmark: _Toc14780467][bookmark: _Toc126322714][bookmark: _Toc144283399]ARTICLE 16 – POSTING PROCESS

16.01	Where a vacancy exists in the classification to which this Agreement applies, or a new position is created within this Bargaining Unit, such vacancy shall be posted internally for seven (7) consecutive calendar days.  Vacancies which are not expected to exceed ninety (90) calendar days may be filled at the discretion of the Employer.

           The Employer may advertise outside for additional employees provided that present employees have had an opportunity to apply and be assessed.

16.02	Every posting of a job vacancy shall be identified by position title, classification, salary range, starting date whenever practicable 	and the closing date of the application process. The position announcement will provide position description information and qualifications taken from a valid position description.

16.03	Appointments to vacant positions, whether or not it would constitute a promotion, shall be assessed based upon their qualifications, knowledge, ability, experience, and skill to perform the job. When two (2) or more candidates are judged relatively equally qualified, seniority shall govern.

16.04	Following the completion of any process, the name of a successful candidate shall be announced by the Employer. Following that, all candidates to the process may request a post-process interview be conducted. 

16.05	Only an employee who applied for a posting and was not selected may submit a grievance regarding the process and outcome. The 	grievance must be submitted at the first level of the formal grievance procedure within the five (5) working days following the day on which they were advised of the name of the successful candidate.

16.06	If, at any time within sixty (60) days of being awarded the job in accordance with this Article, the successful candidate requests to be returned to their former job or they cannot satisfactorily perform the job, they shall be returned to their former position or a similar position and former wage rate without loss of seniority.


[bookmark: _Toc126322715][bookmark: _Toc144283416]ARTICLE 17 – HOURS OF WORK 

17.01	The normal workweek shall be thirty-seven decimal five (37.5) hours and the normal workday shall be seven decimal five (7.5) consecutive hours, exclusive of a lunch period.  

17.02	There shall be a minimum of eleven (11) hours between when an Employee concludes their shift and when they commence their next scheduled shift, except when otherwise agreed to by the Employee and Employer or to address an exceptional circumstances.

17.03	Nothing in this agreement shall be interpreted as a guarantee of minimum hours of work.

Schedules

17.04	The staffing, preparation, posting and administration of shift schedules is the responsibility of the Employer. The Employer shall post the schedules at least four (4) weeks in advance of their start date.

17.05	The Employer shall make every reasonable effort to schedule employees, within their classification and department, respecting their schedule preferences. When more Employees than are required within that classification  and department have requested the same schedule, then seniority shall be relied upon.

17.06   Schedules within each department shall be for a maximum of six (6) months. In advance of the expiry of an existing shift schedule, the Employer shall canvass all Employees of the department, by the required classifications covered by the specific schedule, for their schedule preference within their department schedule.

17.07	Subject to 17.06, by mutual consent the parties may agree to conduct a re-population of schedules at a point prior to the six (6) months.

17.08	The Employer will consult with the local representative(s) of  the possibility of any alternation to  the hours of work associated with a particular service line or department, where such changes will affect any Employees of the bargaining unit.

Shiftwork  

17.09  Standard shift times: 

Day work – work days/shifts that begin and end between 6 am and 6 pm 

ESD evening shifts – 15:30 – 23:30
ESD Overnight Shifts – 2100 – 0700 and 2300 – 0700

EUSD Monday – Friday - Do not work past 9 pm
EUSD Saturday & Sunday – 0900 – 1700

Day workers shall have 2 consecutive days of rest, unless the Employee has made a request for their days of rest to be non-consecutive days.

Those Employees who work shifts shall have a minimum of sixty-four (64) hours of continuous rest during each seven (7) day period, unless the Employee requests a shorter gap and/or non-consecutive days off.

17.10	If the Employer wishes to introduce shift schedule times within a department other than those listed in 17.09, or introduce shifts in a department that does not currently include scheduled shifts outside of Day Work of 6 am – 6 pm, the Employer in advance, except in cases of emergency, shall consult with the Union and provide rationale as to why such hours are required to meet new operational requirements. 

17.11 	Provided sufficient advance notice is given in writing and with the written approval of the Supervisor, Employees may exchange shifts as long as they are of the same classification and there is no increase in cost to the Employer. 

Evening/Night Premiums

17.12	A premium of $.50 shall be paid for all hours worked between 6pm to midnight.  A premium of $1.00 per hour shall be paid for all hours worked between midnight and 6am.  






Flexible work options 

17.13 	Subject to operational requirements and provided there are no additional costs to the Employer, Employees may request flexible or staggered hours between 6:00 a.m. and 6:00 p.m. as well as the scheduled work days per week. Such request shall not be unreasonably denied.

17.14	Subject to operational requirements, employee may complete their weekly hours of employment in a period other than five (5) full days provided that over a period of twenty-eight (28) calendar days the employee works an average of thirty-seven decimal five (37.5) hours per week. In every twenty-eight (28) day period such an employee shall be granted days of rest on such days as are not scheduled as a normal workday for the employee. Such request shall not be unreasonably denied.

17.15   Subject to operational requirements, Employees may request the option to work all or part of their weekly hours from a remote location.  Such approval shall not be unreasonably denied. The Employer shall ensure that  all of the equipment and software required for each approved remote work arrangement is provided.

17.16 	Notwithstanding anything to the contrary contained in this agreement, the implementation of any variation in hours shall not result in any additional overtime work or additional payment by reason only of such variation.

17.17 	For an employee who completes required hours of work pursuant to clause 17.14 or 17.15, the agreement shall be administered as follows:

	Article 19: Designated Paid Holidays: a designated paid holiday shall account for seven decimal five (7.5) hours.

Days of Rest, Meal periods, and Rest Periods

17.18
i. Employees working five (5) consecutive hours or more are entitled to a thirty (30) minute unpaid meal period.  

ii. All Employees who are scheduled to work a minimum of hour (4) hours shift, shall be entitled to a paid fifteen (15) minute rest break and an additional fifteen (15) minutes break for those employees scheduled for an eight (8) hour shift.    

iii. [bookmark: _Hlk71815481]If as a result of operational requirements, the Employer advises an Employee that they are unable to take a meal break, then the Employee shall be paid for the meal period at the rate of pay for that day. 

iv. Except in cases of emergency or mutual agreement between the Employee and the Employer, shift schedules shall provide for the following:
a. For Full-time Employees: At least two consecutive days of rest per week; and
	b.	For Part-time Employees: At least two consecutive days of rest following five 			(5) consecutive days in a row per week. 



Reporting Pay 

17.19
i. Employees shall be paid at the applicable rate for all hours worked, including staff meetings, and mandatory training. Work in excess forty-four (44) hours in a workweek unless agreed to as part of a flexible work option in 17.14 or 17.15, shall be paid at time and one half of an employee’s regular wage rate.

ii. Once the schedule is posted, the Employer will not normally alter an Employee’s shift schedule, except when circumstances were outside the control of the Employer. 

iii. Any employee reporting for work on their regular scheduled shift, and who has not been properly notified not to report to work, will receive three (3) hours pay at the applicable hourly rate of pay.  

iv. Any employee reporting for a scheduled meeting or training on a day that they were not scheduled to work and who was not notified of its cancellation at least three (3) hours prior to the start, will be paid for the length of the scheduled meeting or training up to a maximum of three (3) hours at the applicable hourly rate.  

Employees who are sent home by the Employer, due to work stoppages caused by a major storm or any unforeseeable occurrence, will suffer no loss in pay for that scheduled shift.  

Call-Back Pay

17.20	An employee called back to work following the completion of their work day/shift shall receive a minimum of three (3) hours pay at their regular rate or premium overtime pay for the hours worked, whichever is greater.  


[bookmark: _Toc14780477][bookmark: _Toc126322716][bookmark: _Toc144283418]ARTICLE 18 – OVERTIME 

18.01	An employee is entitled to overtime compensation for each completed period of fifteen (15) minutes of overtime worked when:

(a) 	the overtime work is authorized in advance by the Employer;
	and		
	(b) 	the employee does not control the duration of the overtime work.

18.02	Employees shall record starting and finishing times of overtime work in a form determined 	by the Employer.

18.03	Employees shall be entitled to the overtime rate of 1 ½ times their hourly rate of pay for all hours worked in excess of forty-four (44) hours in a work week.
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[bookmark: _Toc126322717][bookmark: _Toc144283422]ARTICLE 19 – DESIGNATED PAID HOLIDAYS

19.01 	Employees shall be entitled to the following public holidays in accordance with the qualifying terms and conditions as set out in the Ontario Employment Standards Act, as amended from time to time.

	New Year’s Day
	Family Day
	Good Friday
	Victoria Day
	Canada Day
	Labour Day
	Thanksgiving Day
	Christmas Day
	Boxing Day

In order to qualify for a paid holiday, an employee must work their full scheduled shift on each of the working days immediately preceding and following the holiday unless the employee has reasonable cause not to do so.

19.02	Clause 19.01 does not apply to an employee who is absent without pay on both the working day immediately preceding and the 	working day following the designated paid holiday. 

19.03	When a day designated as a holiday under Clause 19.01 coincides with an employee's day of rest, the holiday shall be moved to the employee's first (1) scheduled working day following their day of rest.

19.04	Where a day that is designated a holiday for an employee falls within a period of leave with pay, that day shall count as a holiday and shall not count as a day of leave.

19.05	When an employee works on a holiday, they shall be paid in addition to the pay that the employee would have been granted had they not worked on the holiday:

(a)	One and one-half (1½) times the employee's straight-time for the first seven and one-half (7½) hours worked, and double (2) 	times thereafter.

19.07 	Payment for Designated Paid Holidays

When an employee starts a shift that does not fall on a designated paid holiday, and the shift continues past midnight onto a date that is a designated paid holiday, the employee shall be paid their straight time for all hours worked that do not fall on the date of the designated paid holiday, and one and one-half times the employee’s straight time for all hours worked on the designated holiday.  


[bookmark: _Toc144283430][bookmark: _Toc14780484][bookmark: _Toc126322718][bookmark: _Toc144283431]ARTICLE 20 – LEAVE - GENERAL

20.01	An employee is entitled to be informed, upon written request, of the balance of their vacation, sick or other leave with pay credits.

20.02	Whenever there is discretion with respect to the granting of leave, such discretion shall be exercised reasonably and not arbitrarily.

20.03	When the employment of an employee who has been granted more vacation or sick leave with pay than they have earned is terminated by lay-off, incapacity, death or disability, the employee is considered to have earned the amount of leave with pay granted to them.

20.04	In the event of termination of employment for reasons other than incapacity, death or lay-off, the Employer shall recover from any monies owed to the employee an amount equivalent to unearned vacation and sick leave taken by the employee.

20.05	An employee shall not be granted two (2) different types of leave with pay or monetary remuneration in lieu of leave in respect of the same period of time.

20.06	An employee is not entitled to leave with pay during periods they are on leave without pay or under suspension.
	
20.07	When an employee, who is in receipt of acting pay is granted leave with pay, they are entitled during this period of leave to receive the acting pay if acting in the higher position on a continuing basis, or for a period of two (2) or more months prior to the period of leave.
[bookmark: _Toc14780485]

[bookmark: _Toc126322719]ARTICLE 21 – VACATION LEAVE

21.01 	Employees shall be entitled to the following vacation:

(a) employment to a maximum of ten (10) days per year which will be paid at four percent (4%) of wages earned in the previous twelve (12) month period.

(b) Employees with more than five (5) year of continuous service shall accrue vacation at the rate of 1.25 days per month of employment to a maximum of fifteen (15) days per year which will be paid at six percent (6%) of wages earned in the previous twelve (12) month period.

(c) Employees with more than ten (10) years of continuous service shall accrue vacation at the rate of 1.67 days per month of employment to a maximum of twenty (20) days per year which will be paid at eight percent (8%) of wages earned in the previous twelve (12) month period.

	Employees shall be paid their vacation pay entitlement during each pay period.

21.02	Calculations shall be based on an Employee’s anniversary date of employment. 

21.03	On termination of employment or death, the employee or their estate is entitled to any unpaid vacation pay accumulated and not paid out from the Employer.

Leave Request process

21.04	Upon written request, an employee may be granted time off for vacation based on their entitlement.

21.05	The Employer shall make every reasonable effort to approve an employee’s vacation requests. When operational requirements restrict the number of employees who could be on vacation for the same period, within a classification and department, then approvals shall be based on seniority. A senior employee will not be able to displace the approved leave of an employee with less seniority for the same vacation period. 

21.06	All requests for leave submitted by employees must be submitted in writing or electronically to their supervisor.  For leave periods of five (5) days or more, the Employee shall submit the request at least fourteen (14) calendar days in advance of the requested start date of the leave. The Employer may approve requests with less than the above notice and such requests shall not be unreasonably denied.  The Employer shall provide reasons for any denied requests in writing to the Employee.

21.08	Where, in respect of any period of vacation leave with pay, an employee is granted sick leave on production of a medical certificate, 	the period of vacation leave with pay so displaced shall either be added to the vacation period if requested by the employee and 	approved by the Employer or reinstated for use at a later date.


[bookmark: _Toc14780488][bookmark: _Toc126322720][bookmark: _Toc144283439]ARTICLE 22 – OTHER LEAVES WITH OR WITHOUT PAY

22.01	Maternity Leave without Pay

An employee who becomes pregnant shall, upon request, be granted maternity leave without pay for a period beginning before, on or after the termination date of pregnancy and ending not later than eighteen (18) weeks after the termination date of pregnancy.
The Employer may require an employee to submit a medical certificate certifying pregnancy.

An employee shall inform the Employer in writing of their plans to take leave with and without pay to cover their absence from work due to the pregnancy at least two (2) weeks before the initial date of continuous leave of absence while termination of pregnancy is expected to occur unless there is a valid reason why the notice cannot be given.

Leave granted under this clause shall be counted for the calculation of “continuous employment” for the purpose of calculating severance pay and “service” for the purpose of calculating vacation leave. Time spent on such leave shall be counted for pay increment purposes.

22.02	Parental Leave without Pay

a) An employee who intends to request parental leave without pay shall notify the Employer at least two (2) weeks before the commencement date of such leave.  Where an employee has or will have the actual care and custody of a new-born (including the newborn child of a common-law partner)  or where an employee commences legal proceedings under the laws of a province to adopt a child or obtains an order under the laws of a province for the adoption of a child   , the employee shall, upon request, be granted parental leave for a period of up to sixty-three (63) weeks in a seventy-eight (78) week period, beginning no earlier than five weeks before the day on which the child comes into the employee’s care.
b) Notwithstanding paragraphs 22.02 a):

i) where the employee’s child is hospitalized within the period defined in the above paragraphs, and the employee has not yet proceeded on parental leave without pay,
or
ii) where the employee has proceeded on parental leave without pay and then returns to work for all or part of the period while their child is hospitalized,

the period of parental leave without pay specified in the original leave request may be extended by a period equal to that portion of the period of the child’s hospitalization while the employee was not on parental leave. However, the extension shall end not later than one hundred and four (104) weeks after the day on which the child comes into the employee’s care.

c) The Employer may:

i. defer the commencement of parental leave without pay at the request of the employee;
ii. grant the employee parental leave without pay with less than two (2) weeks’ notice;
iii. require an employee to submit a birth certificate or proof of adoption of the child.

d) Paternity Leave without Pay – Quebec Residents only

	Where an employee is the biological father or legally recognized parent of a newborn child employee shall, upon request, be granted additional  paternity leave without pay for either:

i)	Up to five (5) consecutive weeks if that employee chooses to take the standard option of parental leave under the EI Act; or

ii) Up to eight (8) consecutive weeks if that employee chooses to take the extended option of parental leave under the EI Act.

22.03 	General provisions related to Maternity and Parental Leaves
	
a) An employee returning from maternity or parental leave without pay, shall be reinstated into the position occupied at the time the leave commenced, or in a comparable position in the same location, with not less than the same wages and benefits. If during the period of leave, the wage and benefits of the group to which the employee belongs are changed as a result of a reorganization, and/or a renewal of the Collective Agreement, the employee is entitled upon return from leave to receive the same pay and benefits that the employee would have received had they been working when the reorganization and/or renewal of the Collective Agreement took place.  An employee on leave will be notified in writing if such a change occurred.

b) Leave granted under Articles 22.01 and 22.02 shall count for the calculation of “continuous service” for the purpose of calculating severance pay and “service” for the purpose of calculating vacation leave. Time spent on such leave shall count for pay increment purposes.

c) The employee shall, along with the request for maternity or parental leave without pay, notify the Employer in writing of the options concerning the pension and group insurance benefits.  For those employees taking leave under Articles 22.01, and  22.02, the Employer shall continue its share of contributions for those employees who wish to continue benefits and pension contributions.  

[bookmark: _Hlk74862052]22.04 	Bereavement Leave 

An employee is entitled to Bereavement Leave in accordance with the Ontario Employment Standards Act, as amended from time 	to time.

22.05	Family Responsibility Leave 

	An employee is entitled to Family Responsibility Leave in accordance with the Ontario Employment Standards Act, as amended from time to time.

22.06	Religious Observances and Cultural Practices Leave with or without Pay

Employees may request annual leave, flexible scheduling, compensatory leave or leave without pay in order to fulfill their religious and/or cultural obligations. The Employer shall make a reasonable effort to accommodate an employee who requests time off to fulfill their religious and/or cultural obligations. 

An Employee who intends to request leave or time off under this clause shall advise the Employer as far in advance as possible but no later than one (1) week before the requested period of absence.

22.07	Jury and Court Witness Duty

	The Employer shall grant a leave of absence without loss of seniority to an employee who serves as a juror or is subpoenaed to be a witness in any court proceeding where the Crown is a party. 

	The Employer shall pay such an employee the difference between their normal earnings and the payment he receives for jury service or court witness, excluding payment for travelling, meals, or other expenses. The employee will present proof of service and the amount of pay received to the Employer.

22.08	Caregiving Leave without pay

An employee who provides the Employer with proof that they are in receipt of or awaiting Employment Insurance (EI) compassionate care benefits, family caregiver benefits for children and/or family caregiver benefits for adults shall be granted leave without pay while in receipt of or awaiting these benefits.

The leave without pay described in this clause shall not exceed twenty-six (26) weeks for compassionate care benefits, thirty-five (35) weeks for family caregiver benefits for children and fifteen (15) weeks for family caregiver benefits for adults, in addition to any applicable waiting period.

When notified, an employee who was awaiting benefits must provide the Employer with proof that the request for Employment Insurance (EI) compassionate care benefits, family caregiver benefits for children and/or family caregiver benefits for adults has been accepted.

When an employee is notified that their request for Employment Insurance (EI) compassionate care benefits, family caregiver benefits for children and/or family caregiver benefits for adults has been denied, 22.08 ceases to apply.

Leave granted under this clause shall count for the calculation of “continuous employment” for the purpose of calculating severance pay and “service” for the purpose of calculating vacation leave. Time spent on such leave shall count for pay increment purposes.

22.09 	Domestic or Family Violence Leave with and without Pay

An Employees is entitled to Domestic or Sexual Violence leave in accordance with the Ontario Employment Standards Act, as amended from time to time.


[bookmark: _Toc126322721]ARTICLE 23 – LAYOFF AND RECALL  

A layoff shall be defined as an absence from employment imposed on any Employee by the Employer due to lack of work. 

For the purposes of this Article, the term ‘desk’ is defined as a specific Service line or department.

23.01   If layoffs are being contemplated by the Employer, then they shall advise the Union as far in advance as possible of any expected need to reduce the number of bargaining unit positions. Discussions will then take place at the Labour Management Committee to consider any alternative measures to help mitigate the impact on Employees within the bargaining unit, including voluntary layoffs. 

23.02   In the event of a lay-off of a permanent or long-term nature, the Employer shall provide affected employees with the minimum notice and severance, if applicable, required by the Ontario Employment Standards Act, as amended from time to time. 

23.03	Layoff shall be by Seniority, within a classification per desk identified for reductions. Layoffs shall be by reverse order of seniority within a classification per desk.  

Layoff procedure
23.04	In the event of any layoffs, all Probationary employees shall be laid off first. Any further reductions within any classification shall be as set out in 23.05 and 23.06.

23.05   The full-time employee (s) with the least seniority in the classification per desk affected by layoff, may choose; 

i) if the option is available, to convert to part-time status within their classification per desk, or to displace an existing part-time employee with less seniority without loss of recall rights to a full-time position; or 
ii) to displace a full-time employee with less seniority, in an alternate classification per desk at the same or lower salary range, provided the employee designated for layoff has the qualifications, skill, and capacity to perform the required job with a brief familiarization period of two (2) shifts; or    
iii) to accept lay-off.

23.06   Part-time employees affected by a lay-off notice or as a result of bumping as per 23.06 i) may choose; 

i) 	to displace a part-time employee with less seniority in a different classification per desk at the same or lower salary range, provided the employee designated for layoff has the qualifications, skill, and capacity to perform the required job with a brief familiarization period of two (2) shifts; or 
ii) 	to accept lay-off.

23.07 	As soon as possible after receiving a layoff notification, but no later than five (5) business days after receiving notice, the affected employee(s) shall advise the Union and the Employer, in writing, of their choice under either 23.05 or 23.06. If the Employee elects either 23.05 i), ii) or 23.06 i), then the notice shall identify the position into which they wish to bump. An Employee displaced by another Employee may on the same basis displace another Employee but the second Employee so displaced shall not be entitled to displace another Employee and shall be laid off.

23.08 	An employee who under this Article, bumps into or accepts recall to a position at a lower rate of pay, shall be paid the rate for that position while they remain in that position. 

23.09	Employees who are laid off shall be placed on a recall list and shall accrue service and seniority for a maximum of twelve (12) months.  

23.10	An Employee who received a layoff notice, but bumped into a position at a lower rate of pay or part-time employment shall have recall rights to their former classification and full-time status for a period of twelve (12) months.

23.11 	The Employer shall maintain the payments of its share of any benefits premiums, exclusive of long-term disability, up to the end of the month following the month of layoff or such longer period as is required pursuant to the Employment Standards Act, 2000.  If an Employee wishes to maintain the benefits past that date, then they shall be responsible for both the Employee and the Employer share of the premiums.  

23.12	New employees shall not be hired until all laid off Employees with continuing recall rights have been given an opportunity of recall.  If a vacancy cannot be filled in accordance with the Recall provisions above, then the Employer may then proceed to staff the vacancy as per Article 16, Posting.



Recall Procedure

23.13	Recall shall be made from the recall list, including the Employees who assumed positions outlined in 23.10, in reverse order of layoff provided that the Employee has the qualifications, skill, and capacity to perform the job with a brief familiarization period of two (2) shifts.

23.14 	The Employer shall recall Employees to a vacancy within the bargaining unit in reverse order of layoff.  
	
An Employee shall be recalled, provided the Employees with recall rights have the required qualifications, skills, and abilities to perform the available work with a brief familiarization period of two (2) shifts. Employees cannot be recalled into a position that constitutes a promotion nor can a part-time Employee be recalled to a full-time position. Employees recalled to a position other than their pre-layoff position shall retain recall rights to their pre-layoff position and status for the remainder of their twelve (12) month recall period.

23.15 	A Full-time Employee who declines recall to a full-time position in their classification or a part-time Employee who declines recall to a part-time position in their classification will have forfeited their recall rights.

23.16   Notice of recall shall be by telephone and if the employee is not reached, then the Employer shall send the recall notice by email. It is the responsibility of each Employee on the recall list to advise Human Resources of any change to their phone number and email address.

23.17	Employees must indicate, within 5 business days of the recall notice, to a designated Human Resources Representative, their decision with respect to the recall offer. If the Employee does not respond within the timeframe, then they shall be deemed to have refused recall and forfeited any further right to recall.

23.18	An employee who has been on layoff for thirty-five (35) weeks or more or has declined recall may elect to terminate the employment relationship and to be paid any termination pay they may be entitled to as per the Ontario Employment Standards Act and any severance pay as per Article 30, Severance Pay, if applicable.  An employee who elects to be paid their severance will be deemed to have abandoned the right to be recalled. 

23.19	A laid off Employee who applies for and accepts a new permanent position via Article 16, will forfeit their recall rights.

23.20	Grievances regarding layoff shall be initiated at Step 2 of the Formal Procedure of the grievance process and must be initiated within seven (7) days in accordance with the grievance process. 


[bookmark: _Toc144283467][bookmark: _Toc14780504][bookmark: _Toc126322722][bookmark: _Toc144283468]ARTICLE 24 – JOB DESCRIPTIONS, JOB CLASSIFICATIONS JOB EVALUATION

24.01 	Upon written request, an employee shall be provided with a current and complete job description defining the duties and responsibilities of their position, including the classification level, and the point rating allotted by factor to their position.

[bookmark: _Hlk94169547]24.02   When there is a new position created and there is a disagreement with the classification level assigned to the position by the Employer, then the dispute will be resolved via the Grievance Procedure, beginning at Step 2 of the formal process.

24.03 	i)	When the Employer creates a new bargaining unit position or a new classification, they shall notify the PSAC NCR Regional Representative assigned to the bargaining unit and provide the job classification and job description information, including the rationale for the proposed rate of pay. The Union will notify the Employer of any objection to either the proposed classification or the proposed rate of pay within five (5) business days. The parties may meet at any time to discuss and attempt to resolve the matter. 
		
		Once the parties have agreement on the new classification and rate of pay, then they shall capture the details in a Memorandum of Agreement. The agreed to rate of pay will be subject to any General economic wage increase applied to the wage grid during the remainder of the Collective agreement and will be included in the Appendix A – Rates of Pay of the next collective agreement.
  
ii) 	Vacancies within new classifications shall be posted with sufficient description of the work to be performed within thirty (30) calendar days of the start-up of the new position and are not subject to the resolution of any dispute between the parties with respect to i) prior to completing the selection process. The posting will be filled in accordance with Article 16 of the Collective Agreement.

iii) 	If the Employer and the Alliance fail to agree on the new rate or classification for the position during the process outlined in i), then the parties may undertake Arbitration. The Arbitration shall address only the classifying of the job that is in dispute and/or the wage rate assigned. The Arbitrator will also have the authority to grant any retroactive wage increases to the date work commenced in the classification.


[bookmark: _Toc126322723]ARTICLE 25 – TRAINING

25.01	Save and except for any voluntary training, all training required by the Employer shall be paid training and the Employer will endeavour to provide this training during regularly scheduled hours of work. Where such training of employees is done outside regular scheduled hours it will be paid at the applicable rate.


[bookmark: _Toc144283469][bookmark: _Toc14780505][bookmark: _Toc126322724][bookmark: _Toc144283470]ARTICLE 26 – EMPLOYEE REVIEWS AND EMPLOYEE FILES  

Employee Files

26.01	Prior to any new document being placed on an Employee’s personnel file, the Employer shall provide a copy to the Employee.

26.02 	The Employer shall ensure that the personnel file of every employee is kept confidential. 

26.03	The Employer shall not disclose to any person or organization any personal information concerning an employee without the prior written consent of the employee, with the exception of legal counsel, and/or as may be required by law.

26.04	Once per year, upon written request of an employee, the personal file of that employee may be made available for their examination in the presence of an authorized representative of the Employer.

26.05 	The Employer shall conduct regular informal discussions with each Employee to provide constructive and informative feedback on their performance.


[bookmark: _Toc144283419][bookmark: _Toc14780478][bookmark: _Toc126322725][bookmark: _Toc144283420]ARTICLE 27 – PAY ADMINISTRATION 

27.01	Employees are paid twice-monthly by direct deposit. Paydays are on the 15th and the last day of each month. If a payday falls on a weekend or a statutory holiday, payment will be made on the last banking day prior to the normal payday.

27.02	The Employer agrees to continue its current practice of providing employees with regular statements indicating gross salary, overtime pay, itemized deductions and net pay will be provided the day prior.

27.03	The Employer will pay employees pursuant to the wage schedule set out in Appendix “A”. 

27.04	Where a pay adjustment is required, the Employer will make reasonable efforts to ensure payment as follows; 

(a)	Pay shortages of less than eight (8) hours will be adjusted as soon as possible, and not latter than the next pay cheque.
(b)	Pay shortages of eight (8) hours or more will be adjusted within two (2) business days of the shortage being identified to the Supervisor.


[bookmark: _Toc144283427][bookmark: _Toc14780482][bookmark: _Toc126322726][bookmark: _Toc144283428][bookmark: Generated_Bookmark33]ARTICLE 28 – TRAVELLING ALLOWANCE 

28.01 	Employees may be required by the Employer to travel to other work locations due to business demands or unforeseen circumstances. Employees requested to work or attend training at a location other than their primary Newfound work location will be paid at the applicable rate of pay and provided with mileage payment of $0.49/km, parking and any other related expenses or is provided with either a taxi chit or the reimbursement of taxi fare.


[bookmark: _Toc144283473][bookmark: _Toc14780507][bookmark: _Toc126322727][bookmark: _Toc144283474]ARTICLE 29 – HEALTH, DENTAL AND LIFE BENEFITS

Group Benefits Plan

29.01 Following three (3) months’ employment, all Full-time Employees are eligible for the benefits plans, as outlined in Policy BE679-001, provided by Empire Life, which shall include:

Extended Health
Dental Plan
Life Insurance
Accidental Death & Dismemberment Insurance 
Weekly Indemnity (Short Term Sickness Plan)
 	
An Employee is entitled to sick leave in accordance with the Ontario Employment Standards Act, as amended from time to time as well as that provided for in the Weekly Indemnity Plan (Short Term Sickness Plan) as part of the Benefits plan.

The premiums for the above benefits shall be paid 50% paid by the Employer and  50% paid by the Employee. Employees may not opt out of the plan unless they are covered under another benefit plan.

29.02	Vison Care Plan

Following three (3) months’ employment, all Full-time Employees are eligible for the vison care plan, which includes the items listed below;

Vision Care Plan includes:

1. 	Frames and Lenses (including Single Vision and Safety glasses), Bifocals, Trifocals, Laser Eye Surgery and Regular Contacts have:
a. combined maximum of ‍‍$300 per 12 consecutive months per Person Insured under age 18
b. combined maximum of ‍‍$300 per 24 consecutive months per Person Insured age 18 and older
2. Coinsurance:
a. 100% on the covered procedures listed below except where otherwise noted
3. Deductible: There is no deductible on the covered items and procedures listed below
a. Bifocal glasses
b. Contact lenses
c. Contact lenses - special (required for severe corneal scarring, keratoconus or aphakia)
d. Frames and Lenses (including Single Vision and Safety glasses)
e. Laser eye surgery
f. Trifocal glasses

The premiums for the above benefits shall be 100% paid by the Employer. Employees may not opt out of the plan unless they are covered under another benefit plan.

Long-Term Disability

29.03 	Following three months’ employment, all Full-time Employees are required to join  the Long-Term Disability Plan.

29.04 	Premiums for the plan, as determined by the insurer, will be paid 50% paid by the Employer and 50% paid by the Employee.

29.05 	If, while on Long Term Disability, an Employee who elects to continue their Health Benefits coverage and agrees and pays their 	portion, then the Employer will continue to pay their portion of the premiums.  

29.06 	During the life of this Collective Agreement, the Employer may consider substituting another carrier for the Group Insurance Plans and benefits referenced in  this Article. Any such new plans must maintain substantially the same benefits as the current plans or improve upon them. The Employer will advise the Union in advance of  any consideration of a change in carrier and then discuss the matter at the next Joint Labour-Management Committee meeting.

[bookmark: _Toc144283488][bookmark: _Toc14780515]
[bookmark: _Toc126322728][bookmark: _Toc144283489]ARTICLE 30 – SEVERANCE PAY
    
30.01 Employees shall be provided with Severance in accordance with the Ontario Employment Standards Act.


[bookmark: _Toc126322729]ARTICLE 31 – RE-OPENER OF AGREEMENT
              
31.01	This Agreement, other than its term, may be amended by mutual consent of the parties.


[bookmark: _Toc126322730]ARTICLE 32 – DURATION AND RENEWAL
    
32.01 	The provisions of this Agreement shall be in force and effect from August 4, 2020, until August 3, 2024.

32.02 	Either party to this Agreement may, not more than ninety (90) days and prior to August 3, 2024, present to the other party in writing, proposed terms of a new or further agreement and/or amendments to this Agreement.

32.03 	Both parties shall adhere fully to the terms of this Agreement during the period of bonafide Collective Bargaining, and if negotiations extend beyond the anniversary date of the Agreement, all of its provisions will continue in force until a new agreement is executed.

32.04 	Unless otherwise expressly stipulated, the provisions of this Agreement shall become effective on the date it is ratified.





[bookmark: _Toc126322731]Appendix A – Rates of Pay

During year 1 of the Collective agreement: Effective September 2020, 1.5% General Economic Increase (GEI) was implemented by the Employer and agreed to by the Union.

During Year 2 of the Collective Agreement: Effective June 13 June 2022: 1.5 % GEI was implemented by the Employer and agreed to by the Union. 

Year 3 of the Collective Agreement: Effective 4 August 2022, Implementation of the Wage Grid, on the next page, with 1 % between each step.  

Employees shall be placed on Wage Grid in the band associated with the length of time in their position, at the step on the wage grid which is closest to but not less than their current hourly rate of pay. No Employee shall see a reduced hourly rate of pay following placement on the Wage Grid. 

An Employee’s subsequent progression along the steps will occur on the anniversary date in their position. 

Step 1: Starting Hourly Rate of Pay in a position 

Step 2: 1.0 % increase from Step 1, Hourly Rate of Pay on the one (1) year anniversary date in a position

Step 3: 1.0 % increase from Step 2, Hourly Rate of Pay on the two (2) year anniversary date in a position 

Effective 4 August 2022
	Position Title
	Step 1
	Step 2
	Step 3

	Junior Service Desk Agent
	$19.43
	$19.62
	$19.82

	Intermediate Service Desk Agent
	$21.52
	$21.74
	$21.96

	[bookmark: _Hlk127630670]Intermediate Service Desk Agent - Legacy Rate 
	$24.21
	$24.45
	----------------

	Senior Service Desk Agent
	$24.05
	$24.29
	$24.53

	Senior Service Desk Agent - Legacy Rate
	$26.01
	$26.27
	--------------

	Intermediate Account Administrator
	$22.86
	$23.09
	$23.32

	Intermediate Account Administrator - Legacy Rate 
	$25.88
	$26.14
	----------------

	Senior Account Administrator
	$24.36
	$24.60
	$24.85

	Team Lead
	$26.28
	$26.54
	$26.81

	Team Lead - Legacy Rate 
	$30.91
	$31.22
	----------------

	Flow Controller
	$23.82
	$24.06
	$24.30

	Knowledge Management
	$23.70
	$23.94
	$24.18

	Quality Assurance Analyst
	$24.82
	$25.07
	$25.32

	Quality Assurance Analyst - Legacy Rate 
	$27.91
	$28.19
	----------------

	Reporting Analyst
	$25.76
	$26.02
	$26.28

	Senior Reporting Analyst
	$28.42
	$28.70
	$28.99


Legacy Rates of pay – these hourly rates of pay have only 2 Steps and exist for position titles:

Intermediate Service Desk Agent Legacy rate of pay applies to those Intermediate Service Desk Agents whose hourly rate of pay was more than $21.96 immediately prior to ratification of the first Collective Agreement

Senior Service Desk Agent Legacy rate of pay applies to those Senior Service Desk Agents whose hourly rate of pay was more than $24.53 immediately prior to ratification of the first Collective Agreement

Quality Assurance Analyst Legacy rate of pay applies to those Quality Assurance Analyst whose hourly rate of pay was more than $25.32 immediately prior to ratification of the first Collective Agreement 

Intermediate Account Administrator Legacy rate of pay applies to those Intermediate Account Administrators whose hourly rate of pay was more than $23.32 immediately prior to ratification of the first Collective Agreement 

Team Lead Legacy rate of pay applies to those who were in a Team Lead position prior to December 2019


Effective August 4th, 2023 -   1.25% General Economic Increase (GEI) shall be applied to all hourly rates in the wage grid
	Position Title
	Step 1
	Step 2
	Step 3

	Junior Service Desk Agent
	$19.67
	$19.87
	$20.07

	Intermediate Service Desk Agent
	$21.79
	$22.01
	$22.24

	[bookmark: _Hlk127630822]Intermediate Service Desk Agent - Legacy Rate
	$24.51
	$24.76
	--------------

	Senior Service Desk Agent
	$24.35
	$24.59
	$24.84

	Senior Service Desk Agent - Legacy 
	$26.34
	$26.60
	--------------

	Intermediate Account Administrator
	$23.15
	$23.38
	$23.61

	Intermediate Account Administrator - Legacy Rate 
	$26.20
	$26.47
	--------------

	Senior Account Administrator
	$24.66
	$24.91
	$25.16

	Team Lead
	$26.61
	$26.87
	$27.14

	Team Lead - Legacy Rate 
	$31.30
	$31.61
	--------------

	Flow Controller
	$24.12
	$24.36
	$24.60

	Knowledge Management
	$24.00
	$24.24
	$24.48

	Quality Assurance Analyst
	$25.13
	$25.38
	$25.64

	Quality Assurance Analyst - Legacy Rate 
	$28.26
	$28.54
	--------------

	Reporting Analyst
	$26.08
	$26.34
	$26.61

	Senior Reporting Analyst
	$28.78
	$29.06
	$29.35
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Letter of Understanding #1

Health Care Benefits Letter of Understanding

During Negotiations the parties discussed Health Care premiums costs and both expressed a desire to attempt fo reduce
the costs for both parties, while at the same time ensuring that the benefits contained in the current plan were reflective of
employees needs and that it include the newly agreed to Vison Care benefits. The parties recognized that further work is
required to secure and consider additional premium quotes for plans from a number of possible benefits providers.

To support the work invelved in this goal, the parties agree to convene a joint committee within sixty (60) days of
ratification of the tentative agreement. The committee shall be comprised of an equal number of union and employer
representatives, which as a minimum should include the Local president or their designate and the PSAC Regional
Representative assigned to this local. The committee shall be tasked with undertaking the work involved in obtaining
benefits quotes, investigating and reviewing the plans from various benefits providers.

Following that work, and within 6 months of ratification, the joint committee shall make a recommendation for the
Employer to implement the joint committee’s recommendation(s).

Signed this day ___25”" _of November, 2022

For NewFound Recruiting For the Public Service Alliance of Canada
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As of 25 November 2022, via email
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