
COMPOSITE COLLECTIVE AGREEMENT

UNDER THE PUBLIC SECTOR I.ABOUR RELATIONS TRANSITION ACT, 1997,

Between

Unity Health Toronto
(‘the Employer”)

And

CUPE
(‘the Union’)

Whereas an integration of hospitals took place between St. Michael’s Hospital and St. Joseph’s Health
Centre (Toronto), and Providence Healthcare on or about August 1, 2017, and

Whereas the integration specified that the St. Michael’s Hospital and St. Joseph’s Health Centre, Toronto
and Providence Healthcare would integrate and form a new health care corporation, and

Whereas the August 20, 2018 decision of the OLRB incorporated the parties agreement to a vote on the
service bargaining unit, and

Whereas the September 30, 2019 decision of the OLRB appointed CUPE as the bargaining agent of the
defined service group,

Whereas the Employer and the Union are desirous of reaching an agreement to integrate the previous
CUPE Service bargaining units at St. Joseph’s Health Centre and Providence Healthcare, and the
previously SEIU unionized staff at St. Michael’s Hospital, and the previously non-unionized RPNs,
occupational therapy assistants, rehabilitation assistants, and physiotherapy assistants,

Therefore, the Parties agree as follows:

1. Except as specifically modified by the terms and conditions of this agreement, all terms and
working conditions, including benefits will continue to be in effect for the respective employees
as follows;

a. The current central portion of the collective agreements, Full Time Service, Part
Time Service (expiring September 28, 2021) between St. Joseph’s Health Centre and
CUPE;

b. The current central portion of the collective agreements, Full Time Service, Part
Time Service (expiring September 28, 2021) between Providence Healthcare and
CUPE;

c. The local portions of the local collective agreements, Full Time Service, Part Time
Service (expired September 28, 2017) between St. Joseph’s Health Centre, Toronto,
and CUPE;

d. The local portions of the local collective agreements, Full Time Service, Part Time
Service (expired September 28, 2017) between Providence Healthcare and CUPE;



e. The current collective agreement (expired September 30, 2017) between St.
Michael’s Hospital and Service Employees International Union LOCAL 1, Unit No. 69,
Canada;

f. Any consolidated or individual service employment contracts between any
individual service or group of service employees and St. Joseph’s Health Centre;

g. Any consolidated or individual service employment contracts between any
individual service or group of service employees and Providence Healthcare;

h. Any consolidated or individual service employment contracts between any
individual service or group of service employees and St. Michael’s Hospital.

2. This agreement shall continue to apply until such time as the first collective agreement
between Unity Health Toronto and CUPE is negotiated. Articles in Appendix ‘A’ apply to all
employees covered by this agreement unless otherwise indicated.

3. The parties agree that a merged seniority List for all CUPE Service employees at Unity Health
Toronto’s three (3) sites (PHC, SMH & SJHC) will be posted on January 17, 2020. Seniority will
be calculated as per Article 9.02. Any objection by an employee regarding the accuracy of her
or his seniority must be made in writing to the Human Resources Department by January 31,
2020. The Employer will make all corrections by February 14th, 2020 after having been notified
of all seniority disputes and will then post corrected seniority lists.

4. The seniority provisions regarding the posting of vacancies and new positions, transfers of
employees, and layoffs and recalls, shall apply to members of the bargaining unit across the
three sites. For clarity, all job vacancies will be posted simultaneously at all Unity Health
Toronto sites in accordance with Article 9.05 of the CUPE Central Collective Agreement. The
selection order will be 1) CUPE bargaining unit of posted position, 2) all other CUPE bargaining
units, 3) network discretion.

5. When a CUPE employee accepts a permanent transfer from one site to another, they will be
governed by the terms specified in this agreement for the site to which they transfer.

6. In the event that a department amalgamates services across two or more sites (SMH, PHC and
SJHC) the parties agree to meet and discuss working condition provisions applicable to the
merged department prior to the amalgamation of services.

7. Notwithstanding the foregoing, it is understood that issues arising from implementation of the
terms/conditions set out herein can be pursued through the grievance procedure. Such
grievance will be originated at Step 2.

8. The provisions included in this agreement will be effective the day of ratification except where
expressly stated otherwise.

Signed this ii Day of December, 2019, at Toronto, Ontario.



FOR THE EMPLOYER FOR THE UNION

D..C

__________

/ (34

_
______

-

__________

JgmA /-%

Appendix “A”

ARTICLE 2— DEFINITIONS

2.01—TEMPORARY EMPLOYEE

Employees may be hired for a specific term not to exceed six (6) months, to replace an employee
who will be on approved leave of absence, absence due to WSIB disability, sick leave, long term
disability or to perform a special non-recurring task. This term may be extended a further six (6)
months on mutual agreement of the Union, employee and Hospital or by the Hospital on its own
up to twelve (12) months where the leave of the person being replaced extends that far. The
period of employment of such persons will not exceed the absentee’s leave. The release or
discharge of such persons shall not be the subject of a grievance or arbitration.

This clause would not preclude such employees from using the job posting provision under the
collective agreement and any successful applicant who has completed his probation period will
be credited with the appropriate seniority.

The Hospital will outline to employees selected to fill such temporary vacancies and the Union,
the circumstances giving rise to the vacancy, and the special conditions relating to such
employment.

ARTICLE 5—UNION SECURITY

5.01 —T4 SLIPS

The Hospital will provide each employee with a T-4 supplementary slip showing the dues
deducted in the previous year for income tax purposes where such information is available or
becomes readily available through the Hospital’s payroll system.

5.02— NOTIFICATION TO UNION

(a) The Hospital will provide the union with a list, monthly, of all hirings, lay-offs, recalls, and
positions which have been vacated within the bargaining unit where such information is
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available or becomes readily available through the Hospital’s payroll system. (Note: the
employer will provide the mailing address and the phone number(s) it has on record for
all hiring for 6 months from the ratification date. At that time, this process will be
reviewed to determine if it will continue or not).

(b) The Hospital will provide the Union with the current mailing address and phone
number(s) it has on record of all members of the bargaining unit twice a year in electronic
form.

5.03— EMPLOYEE INTERVIEW

A new employee will have the opportunity to meet with a representative of the Union in the
employ of the Hospital for a period of up to 15 minutes during the employee’s orientation period
without loss of regular earnings. The purpose of the meeting will be to acquaint the employee
with such representative of the Union and the collective agreement.

Such meetings may be arranged collectively or individually for employees by the Hospital as part
of the orientation program.

5.04— NO OTHER AGREEMENTS

No employee shall be required or permitted to make any written or verbal agreement with the
Hospital or its representative(s) which conflicts with the terms of this agreement.

No individual employee or group of employees shall undertake to represent the union at meetings
with the Hospital without proper authorization from the union.

ARTICLE 6— UNION REPRESENTATION AND COMMITTEES

6.02— LABOUR-MANAGEMENT COMMIHEE

(a) Where the parties mutually agree that there are matters of mutual concern and interest
that would be beneficial if discussed at a Labour Management Committee Meeting during
the term of this Agreement, the following shall apply.

(b) An equal number of representatives of each party as mutually agreed shall meet at a time
and place mutually satisfactory. A request for a meeting hereunder will be made in writing
prior to the date proposed and accompanied by an agenda of matters proposed to be
discussed, which shall not include matters that are properly the subject of grievance or
negotiations for the amendment or renewal of this agreement.

Any representative(s) attending such meetings during their regularly scheduled hours of
work shall not lose regular earnings as a result of such attendance.

(c) It is agreed that the topic of a rehabilitation program for drug and alcohol abuse is an
appropriate topic for the Labour-Management Committee.

iv



It is also agreed that the topic of the utilization of full-time and part-time staff is an
appropriate topic for the Labour-Management Committee. The committee shall have
access to work schedules and job postings upon request.

(d) It is understood that joint meetings with other Labour-Management Committees in the
Hospital may be scheduled concerning issues of mutual interest if satisfactory to all
concerned.

(e) Where two or more agreements exist between a Hospital and CUPE the Committee may
be a joint one representing employees under both agreements, unless otherwise agreed.

6.03— LOCAL BARGAINING COMMIUEE

The Hospital agrees to recognize a negotiating committee comprised of fifteen (15) hospital
employee representatives of the Union for the purpose of negotiating a renewal agreement. The
Hospital agrees to pay members of the negotiating committee for straight time wages lost from
their regularly scheduled working hours spent in direct negotiations for a renewal agreement, up
to but not including arbitration. Nothing in this provision is intended to preclude the Union
negotiating committee from having the assistance of any representatives of the Canadian Union
of Public Employees when negotiating with the Hospital.

When direct negotiations begin or end within ten (10) hours of a negotiating team member’s
scheduled shift, the Hospital will endeavour to provide a one day’s leave of absence without pay,
to provide a sufficient rest break if the employee so requests. Such request shall not be
unreasonably denied. Such leave shall be considered leave of absence for union business, but shall
not be deducted from the Union entitlement under Article 12.02.

6.05— UNION STEWARDS

(a) The Ho5pital agrees to recognize Union stewards to be elected or appointed from
amongst employees in the bargaining unit who have completed their probationary period
for the purpose of dealing with Union business as provided under this Collective
Agreement.

(b) A Chief Steward or designate may, in the absence of any steward, assist in the
presentation of any grievance, or with any steward function.

(c) The Union shall keep the Hospital notified in writing of the names of Union stewards
appointed or selected under this Article as well as the effective date of their respective
appointments.

(d) It is agreed that Union stewards have their regular duties and responsibilities to perform
for the Hospital and shall not leave their regular duties without first obtaining permission
from their immediate supervisor. If, in the performance of his duties, a Union steward is
required to enter an area within the Hospital in which he is not originally employed, he
shall report his presence to the supervisor in the area immediately upon entering it. Such
permission shall not be unreasonably withheld. When resuming his regular duties and
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responsibilities, such steward shall again report to his immediate supervisor. A Union
steward shall suffer no loss of earnings for time spent in performing the above duties
during his regular scheduled working hours.

(e) Nothing in this Article shall preclude full-time stewards from representing part-time
employees and vice-versa.

(f) The number of stewards and the areas which they represent, are to be determined locally.

ARTICLE 7—GRIEVANCE AND ARBITRATION PROCEDURE

7.01 For purposes of this Agreement, a grievance is defined as a difference arising between the parties
relating to the interpretation, application, administration or alleged violation of the Agreement
including any question as to whether a matter is arbitrable.

7.02 At the time formal discipline is imposed or at any stage of the grievance procedure an employee
shall have the right upon request to the presence of his/her steward. In the case of suspension or
discharge the Hospital shall notify the employee of this right in advance.

7.03 It is the mutual desire of the parties hereto that complaints of employees shall be adjusted as
quickly as possible, and it is understood that an employee has no grievance until he has first given
his immediate supervisor the opportunity of adjusting his complaint. The grievor may have the
assistance of a union steward if he or she so desires. Such complaint shall be discussed with his
immediate supervisor within nine (9) calendar days after the circumstances giving rise to it have
occurred or ought reasonably to have come to the attention of the employee and failing
settlement within nine (9) calendar days, it shall then be taken up as a grievance within nine (9)
calendar days following advice of his immediate supervisor’s decision in the following manner and
sequence:

Step No. 1

The employee, who may be accompanied by a steward, may submit a written grievance signed by
the employee to (designated by Hospital). The grievance shall identify the nature of the grievance
and the remedy sought and should identify the provisions of the Agreement which are alleged to
be violated. The Union and the Hospital may, if they so desire, meet to discuss the grievance at a
time and place suitable to both parties. The (designate) will deliver his decision in writing within
nine (9) calendar days following the day on which the grievance was presented to him. Failing
settlement or response, then:

Step No. 2

Within nine (9) calendar days following the decision in Step No.1, the grievance may be submitted
in writing to the (designated by Hospital). A meeting will then be held between the (designate)
and the Grievance Committee within nine (9) calendar days of the submission of the grievance at
Step No. 2 unless extended by agreement of the parties. It is understood and agreed that a
representative of the Canadian Union of Public Employees and the grievor may be present at the
meeting. It is further understood that the (designate) may have such counsel and assistance as
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he may desire at such meeting. The decision of the Hospital shall be delivered in writing within
nine (9) calendar days following the date of such meeting.

7.04 A complaint or grievance arising directly between the Hospital and the Union concerning the
interpretation, application or alleged violation of the Agreement shall be originated at Step No.2
within fourteen (14) calendar days following the circumstances giving rise to the complaint or
grievance. It is expressly understood, however, that the provisions of this Article may not be used
with respect to a grievance directly affecting an employee which such employee could himself
institute and the regular grievance procedure shall not be thereby bypassed.

7.05 Where a number of employees have identical grievances and each employee would be entitled
to grieve separately they may present a group grievance in writing identifying each employee who
is grieving to the Department Head or his designee within fourteen (14) calendar days after the
circumstances giving rise to the grievance have occurred or ought reasonably to have come to the
attention of the employee(s). The grievance shall then be treated as being initiated at Step No.2
and the applicable provisions of this Article shall then apply with respect to the processing of such
grievance.

7.06 The release or discharge of an employee during the probationary period shall not be the subject
of a grievance or arbitration. A claim by an employee who has completed his probationary period
that he has been unjustly discharged or suspended shall be treated as a grievance if a written
statement of such grievance is lodged by the employee with the Hospital at Step No. 2 within
seven (7) calendar days after the date the discharge or suspension is effected. Such special
grievance may be settled under the Grievance or Arbitration Procedure by:

(a) confirming the Hospitals action in dismissing the employee; or

(b) reinstating the employee with or without full compensation for the time lost; or

(c) by any other arrangement which may be deemed lust and equitable.

Wherever the Hospital deems it necessary to suspend or discharge an employee, the Hospital
shal! notify the Union of such suspension or discharge in writing. The Hospital agrees that it will
not suspend, discharge or otherwise discipline an employee who has completed his probationary
period, without just cause.

7.07 (a) Failing settlement under the foregoing procedure of any grievance between the parties
arising from the interpretation, application, administration or alleged violation of this
Agreement, including any question as to whether a matter is arbitrable, such grievance
may be submitted to arbitration as hereinafter provided. If no written request for
arbitration is received within eighteen (18) calendar days after the decision under Step
No. 2 is given, the grievance shall be deemed to have been abandoned. Where such a
written request is postmarked within sixteen (16) calendar days after the decision under
Step No. 2, it will be deemed to have been received within the time limits.

(b) The parties agree that it is their intent to resolve grievances without recourse to
arbitration, wherever possible. Therefore, notwithstanding (a) above, the parties may,
upon mutual agreement, engage the services of a mediator in an effort to resolve the

vu



grievance and may extend the time limits for the request for arbitration. The partie5 will
share equally the fees and expenses, if any, of the mediator.

7.08 All agreement5 reached under the Grievance Procedure between the representatives of the
Hospital and the representatives of the Union will be final and binding upon the Hospital and the
Union and the employees.

7.09 When either party requests that any matter be submitted to arbitration as provided in the
foregoing Article, it shall make such request in writing addressed to the other party to this
Agreement, and at the same time name a nominee. Within seven (7) calendar days thereafter the
other party shall name a nominee, provided, however, that if such party fails to name a nominee
as herein required, the Minister of Labour for the Province of Ontario shall have power to effect
such appointment upon application thereto by the party invoking Arbitration Procedure. The two
nominees shall attempt to select by agreement a chairman of the Arbitration Board. If they are
unable to agree upon such a chairman within a period of fourteen (14) calendar days, they shall
then request the Minister of Labour for the Province of Ontario to appoint a chairman.

7.10 No person may be appointed as an arbitrator who has been involved in an attempt to negotiate
or settle the grievance.

7.11 No matter may be submitted to arbitration which has not been properly carried through all
requisite steps of the Grievance Procedure.

7.12 The Arbitration Board shall not be authorized to make any decision inconsistent with the
provisions of this Agreement, nor to alter, modify, add to or amend any part of this Agreement.

7.13 The proceedings of the Arbitration Board will be expedited by the parties hereto and the decision
of the majority and, where there is no majority the decision of the chairman will be final and
binding upon the parties hereto and the employee or employees concerned.

7.14 Each of the parties hereto will bear the expense of the nominee appointed by it and the parties
will share equally the fees and expenses, if any, of the chairman of the Arbitration Board.

7.15 The time limits set out in the Grievance and Arbitration Procedures 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 subject only to the provisions
of Section 48(16) of The Labour Relations Act.

7.16 Wherever Arbitration Board is referred to in the Agreement, the parties may mutually agree in
writing to substitute a single arbitrator for the Arbitration Board at the time of reference to
arbitration and the other provisions referring to Arbitration Board shall appropriately apply.

ARTICLE 9— SENIORITY

9.01— PROBATIONARY PERIOD

A new employee will be considered on probation until he has completed sixty (60) days of work
(or 450 hours of work for employees whose regular hours of work are other than the standard

viii



work day), within any twelve (12) calendar months. Upon completion of the probationary period
he shall be credited with seniority equal to sixty (60) working days. With the written consent of
the Hospital, the probationary employee and the President of the Local Union or designate, such
probationary period may be extended. Any extensions agreed to will be in writing and will specify
the length of the extension. The release or discharge of an employee during the probationary
period shall not be the subject of a grievance or arbitration unless the probationary employee is
released for reasons which are arbitrary, discriminatory, in bad faith, or for exercising a right
under this Agreement.

9.02— DEFINITION OF SENIORITY

Full-time employees will accumulate seniority on the basis of their continuous service in the
bargaining unit from the last date of hire, except as otherwise provided herein.

Part-time employees, including casual employees, will accumulate seniority on the basis of one
(1) year’s seniority for each 1725 hours worked in the bargaining unit as of the last date of hire,
except as otherwise provided herein.

Seniority will operate on a bargaining unit wide basis.

A part-time employee cannot accrue more than one year’s seniority in a twelve (12) month
period. The twelve (12) month period shall be determined locally.*(Note: The twelve month
period shall be April ito March 31.)

9.03— LOSS OF SENIORITY

An employee shall lose all seniority and service and shall be deemed to have terminated if he:

(a) resigns;

(b) is discharged and not reinstated through the grievance/arbitration procedure;

(c) is retired;

(d) is absent from scheduled work for a period of three (3) or more consecutive working days
without notifying the Hospital of such absence and providing to the Hospital a satisfactory
reason;

(e) has been laid off for forty-eight (48) months;

(f) if the employee has been laid off and fails to return to work within seven (7) calendar days
after that employee has been notified by the Hospital through registered mail addressed
to the last address on the records of the Hospital, subject to any special provisions
regarding temporary vacancies noted under the heading of Layoff and Recall.

9.04— EFFECT OF ABSENCE
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((a), (b) and (c) of the following clause are applicable to full-time employees only)

Unless otherwise provided in the Collective Agreement:

(a) It is understood that during an approved unpaid absence not exceeding thirty (30)
continuous days or any approved absence paid by the Hospital, both seniority and service
will accrue.

(b) During an unpaid absence exceeding thirty (30) continuous calendar days, credit for
service for purposes of salary increment, vacation, sick leave, or
any other benefits under any provisions of the Collective Agreement or elsewhere, shall
be suspended for the period of the absence in excess of thirty (30) continuous calendar
days, the benefits concerned appropriately reduced on a pro rata basis and the
employees anniversary date adjusted accordingly. In addition, the employee will become
responsible for full payment of any subsidized employee benefits in which he/she is
participating for the period of absence, except that the Hospital will continue to pay its
share of the premiums up to thirty (30) months while an employee is in receipt of WSIB
benefits*. Such payment shall also continue while an employee is on sick leave (including
the Employment Insurance Period) to a maximum of thirty (30) months from the time the
absence commenced.

Notwithstanding this provision, service shall accrue for a period of fifteen (15) weeks if an
employee’s absence is due to a disability resulting in WSIB benefits.*

(c) It is further understood that during such unpaid absence, credit for seniority for purposes
of promotion, demotion, transfer or lay-off shall be suspended and not accrue during the
period of absence. Notwithstanding this provision seniority shall accrue for the duration
of the absence, if an employee’s absence is due to a disability resulting in WSIB benefits*,

orwhile an employee is on paid or unpaid sick leave (including the Employment Insurance
Period).

(d) Part-time employees shall accrue seniority for the duration of the absence, if an
employee’s absence is due to a disability resulting in WSIB benefits or L.T.D. Benefits, or
a disability in accordance with the Human Rights Code.

Part-time employees shall accrue service for a period of fifteen (15) weeks if absent due
to a disability resulting in WSIB benefits, on the basis of what the employee’s normal
regular hours of work would have been.

9.05 —JOB POSTING limplementation date February 14.2020)

(a) Where a permanent vacancy occurs in a classification within the bargaining unit or a new
position within the bargaining unit is established by the Hospital, such vacancy shall be
posted for a period of seven (7) consecutive calendar days. Applications for such vacancy
shall be made in writing within the seven (7) day period referred to herein.
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(b) The postings shall stipulate the qualifications, classifications, rate of pay, department and
shift and a copy shall be provided to the Chief Steward.

Cc) Vacancies created by the filling of an initial permanent vacancy will be posted for a period
of seven (7) consecutive calendar days, excluding Saturdays, Sundays and Holidays.
Applications for such vacancies shall be made in writing within the seven (7) day period
referred to herein (Note: during the composite agreement period, postings under this
clause will be for 7 day period)

(d) In matters of promotion and staff transfer appointment shall be made of the senior
applicant able to meet the normal requirements of the job. Successful employees need
not be considered for other vacancies within a six (6) month period unless an opportunity
arises which allows the employee to change his or her permanent status.

(e) The Hospital agrees that it shall post permanent vacant positions within 30 calendar days
of the position becoming vacant, unless the Hospital provides the Union notice under
Article 9.08(A)(a) of its intention to eliminate the position.

(f) The name of the successful applicant will be posted on the bulletin board for a period of
seven (7) calendar days.

(g) Where there are no successful applicants from within this bargaining unit for vacant
positions referred to in this Article, employees in other CUPE bargaining units at the
Hospital will be selected in accordance with the criteria for selection above, prior to
considering persons who are not members of CUPE bargaining units at the Hospital. The
employees eligible for consideration shall be limited to those employees who have
applied for the position in accordance with this Article, and selection shall be made in
accordance with this Article.

(h) The successful applicant shall be allowed a trial period of up to thirty (30) days, during
which the Hospital will determine if the employee can satisfactorily perform the job.
Within this period the employee may voluntarily return, or be returned by the Hospital to
the position formerly occupied, without loss of seniority. The vacancy resulting from the
posting may be filled on a temporary basis until the trial period is completed.

(i) A list of vacancies filled in the preceding month under this Article and the names of the
successful applicants will be posted, with a copy provided to the union.

9.06 —TRANSFER AND SENIORITY OUTSIDE THE BARGAINING UNIT

(a) It is understood that an employee shall not be transferred by the Hospital to a position
outside the bargaining unit without his consent except in the case of temporary
assignments not exceeding six (6) months. This period may be extended a further six (6)
months upon the agreement of the employee and the Hospital. Such employees on
temporary assignments shall remain members of the bargaining unit.
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(b) An employee who is transferred to a position outside the bargaining unit shall not, subject
to (c) below, accumulate seniority. In the event the employee is returned by the Hospital
to a position in the bargaining unit within twenty-four (24) months of the transfer he or
she shall be credited with the seniority held at the time of transfer and resume
accumulation from the date of his or her return to the bargaining unit. An employee not
returned to the bargaining unit within 24 months shall forfeit bargaining unit seniority.

(c) In the event an employee transferred out of the bargaining unit under (a) or (b) above is
returned to the bargaining unit within a period of twelve (12) calendar months, he shall
accumulate seniority during the period of time outside the bargaining unit.

9.07 (A) —TRANSFER OF SENIORITY AND SERVICE

Effective (the date as set out in the Local Provisions Appendix) and for employees who transfer
subsequent to (the effective date as set out in the Local Provisions Appendix):

For application of seniority for purposes of promotion, demotion, tran5fer, layoff and recall and
service (including meeting any waiting period or other entitlement requirements) for purposes of
vacation entitlement, HOODIP or equivalent, health and welfare benefit plans, and wage
progre5sion:

(i) an employee whose status is changed from full-time to part-time shall receive full credit
for his seniority and service;

(ii) an employee whose status is changed from part-time to full-time shall receive credit for
his seniority and service on the basis of one (1) year for each 1725 hours worked.

The above-noted employee shall be allowed a trial period of up to thirty (30) days, during which
the Hospital will determine if the employee can satisfactorily perform the job. Within this period
the employee may voluntarily return, or be returned without loss of seniority to his former duties
on the same shift in the same department and at the appropriate rate of pay, subject to any
changes which would have occurred had he not transferred.

9.07 (B) — PORTABILITY OF SERVICE

An employee hired by the Hospital with recent and related experience may claim consideration
for such experience at the time of hiring on a form to be supplied by the Hospital. Any such claim
shall be accompanied by verification of previous related experience. The Hospital shall then
evaluate such experience during the probationary period following hiring. Where in the opinion
of the Hospital such experience is determined to be relevant, the employee shall be slotted in that
step of the wage progression consistent with one (1) year’s service for every one (1) year of related
experience in the classification upon completion of the employee’s probationary period. It is
understood and agreed that the foregoing shall not constitute a violation of the wage schedule
under the collective agreement.

9.07(C)—TRANSFORMATION IN HEALTH CARE
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Seniority Recognition

Without prejudice to the Union’s or Hospitals’ rights under the collective agreement or the Labour
Relations Act and/or the Public Sector Labour Relations Transition Act, the parties agree that non-
unionized employees who are affected (via relocation/transfert) shall, when entering the
bargaining unit, be afforded seniority and service in accordance with the anniversary of their date
of hire (or hours worked) from their original Hospital. Such anniversary date shall be calculated
in accordance with the relevant provisions of the relevant collective agreement.

Right to Return orTransfer

Employees who are relocated/transferredt to another employer by the Hospital will retain their
seniority and service at their original hospital for a 48-month period.

Without prejudice to the Union’s or Hospitals’ rights under the collective agreement or the Labour
Relations Act and/or the Public Sector Labour Relations Transition Act, employees
relocated/transferredt shall have the right to post for vacancies that arise, prior to or subsequent
to the relocation/transfert, at their originating Hospital for that 48-month period.

If they are the successful applicant, they will return to the employ of the Hospital with seniority
accrued and service intact but not accrued, for the period that the employee was
relocated/transferredt to another employer.

tPursuant to a “Sale of Business” under Section 69 of the Labour Relations Act, or to a transfer
pursuant to the Public Sector Labour Relations Transition Act.

9.08(A)—NOTICE AND REDEPLOYMENT COMMITTEE

(a) Notice

In the event of a proposed layoff at the Hospital of a permanent or long-term nature or
the elimination of a position within the bargaining unit, the Hospital shall:

(i) provide the Union with no less than five (5) months’ written notice of the
proposed layoff or elimination of position; and

(ü) provide to the affected employee(s), if any, who will be laid off with no less than
five (5) months’ written notice of layoff, or pay in lieu thereof.

Note; Where a proposed layoff results in the subsequent displacement of any member(s) of the
bargaining unit, the original notice to the Union provided in (i) above shall be considered
notice to the Union of any subsequent layoff.

(b) A layoff shall not include a reassignment of an employee from her or his classification or
area of assignment who would otherwise be entitled to notice of layoff provided;
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(I) reassignments will occur in reverse order of seniority;

(II) the reassignment of the employee is to an appropriate permanent position with
the employer having regard to the employees skills, abilities, qualifications and
training or training requirements;

(Ill) the rea55ignment of the employee does not result in a reduction of the employees
wage rate or hours of work;

(IV) the job to which the employee is reassigned is located at the employee’s original
work site or at a nearby site in terms of relative accessibility for the employee;

(V) the job to which the employee is reassigned is on the same or substantially similar
shift or shift rotation; and

(VI) where more than one employee is to be reassigned in accordance with this
provision, the reassigned employees shall be entitled to select from the available
appropriate vacancies to which they are being reassigned in order of seniority
provided no such selection causes or would cause a layoff or bumping.

The Hospital bears the onus of demonstrating that the foregoing conditions have been
met in the event of a dispute. The Hospital shall also reasonably accommodate any
reassigned employee who may experience a personal hardship arising from being
reassigned in accordance with this provision.

(c) Any vacancy to which an employee is reassigned pursuant to paragraph (b) need not be
posted.

(d) Redeployment Committee

At each Hospital a Redeployment Committee will be established not later than two (2)
weeks after the notice referred to in 9.08(A)(a) and will meet thereafter as frequently as
is necessary.

(i) Committee Mandate

The mandate of the Redeployment Committee is to:

(1) Identify and propose possible alternatives to the proposed layoff(s) or
elimination of position(s), including, but not

limited to, identifying work which would otherwise be bargaining unit
work and is currently work contracted-out by the Hospital which could be
performed by bargaining-unit employees who are or would otherwise be
laid off;
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(2) Identify vacant positions in the Hospital or positions which are currently
filled but which will become vacant within a twelve (12) month period
and which are either:

(a) within the bargaining unit; or
(b) within another CUPE bargaining unit; or
(c) not covered by a collective agreement.

(3) Identify the retraining needs of workers and facilitate such training for
workers who are, or would otherwise be, laid off.

(4) Subject to article 9.11, the Hospital will award vacant positions to
employees who are, or would otherwise be laid off, in order of seniority
if, with the benefit of up to six (6) months retraining, an employee has
become able to meet the normal requirements of the job.

(5) Any dispute relating to the foregoing provisions may be filed as a
grievance commencing at Step 2.

(ii) Committee Composition

The Redeployment Committee shall be comprised of equal numbers of
representatives of the Hospital and of the Union. The number of representatives
will be determined locally. Where for the purposes of HTAP (the Ontario Hospital
Training and Adjustment Panel) there is another hospital-wide staffing and
redeployment committee created or in existence, Union members of the
Redeployment Committee shall serve on any such hospital-wide staffing
committee established with the same or similar terms of reference, and the
number of Union members on such committee will be proportionate to the
number of its bargaining unit members at the particular Hospital in relation to
other staff groups.

Meetings of the Redeployment Committee shall be held during normal working
hours. Time spent attending such meetings shall

be deemed to be work time for which the representative(s) shall be paid by the
Hospital at his or her regular or premium rate as may be applicable.

Each party shall appoint a co-chair for the Redeployment Committee. Co-chairs
shall chair alternative meetings of the Committee and will be jointly responsible
for establishing the agenda of the Committee meetings, preparing minutes and
writing such correspondence as the Committee may direct.

(iii) Disclosure

The Hospital shall provide to the Redeployment Committee all pertinent staffing
and financial information.

xv



(iv) Alternatives

The Redeployment Committee or where there is no consensus, the committee
members shall propose alternatives to cutbacks in staffing to the Hospital’s Chief
Executive Officer and to the Board of Directors.

At the time of submitting any plan concerning rationalization of services and
involving the elimination of any position(s) or any layoff(s) to the District Health
Council or to the Ministry of Health, the Hospital shall provide a copy, together
with accompanying documentation, to the Union.

9.08 (B) — RETIREMENT ALLOWANCE

Prior to issuing notice of layoff pursuant to article 9.08(A)(a)(ii) in any classification(s), the Hospital
will offer early retirement allowance to a sufficient number of employees eligible for early
retirement under HOOPP within the classification(s) in order of seniority, to the extent that the
maximum number of employees within a classification who elect early retirement is equivalent
to the number of employees within the classification(s) who would otherwise receive notice of
layoff under article 9.08(A)(a)(ii).

An employee who elects an early retirement option shall receive, following completion of the last
day of work, a retirement allowance of two (2) weeks’ salary for each year of service, plu5 a
prorated amount for any additional partial year of service, to a maximum ceiling of fifty-two (52)
weeks’ salary.

9.08 (C) — VOLUNTARY EXIT OPTION

If after making offers of early retirement, individual layoff notices are still required, prior to issuing
those notices the Hospital will offer a voluntary early exit option in accordance with the following
conditions:

(i) The Hospital will first make offers in the classifications within department(s) where layoffs
would otherwise occur. If more employees than are required are interested, the Hospital
will make its decision based on seniority.

(ii) If insufficient employees in the department affected accept the offer, the Hospital will
then extend the offer to employees in the same classification in other departments. If
more employees than are required are interested, the Hospital will make its decision
based on seniority.

(iii) In no case will the Hospital approve an employee’s request under (i) and (ii) above for a
voluntary early exit option, if the employees remaining are not qualified to perform the
available work.

(iv) The number of voluntary early exit options the Hospital approves will not exceed the
number of employees in that classification who would otherwise be laid off. The last day
of employment for an employee who accepts a voluntary early exit option will be at the
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Hospital’s discretion and will be no earlier than thirty (30) calendar days immediately
following the employee’s written acceptance of the offer.

An employee who elects a voluntary early exit option shall receive, following completion of the
last day of work, a separation allowance of two (2) weeks’ salary for each year of service, to a
maximum of fifty-two (52) weeks’ pay.

9.09— LAYOFF AND RECALL

An employee in receipt of notice of layoff pursuant to 9.08(A)(a)(ii) may:

(a) accept the layoff; or

(b) opt to receive a separation allowance as outlined in Article 9.12; or

(c) opt to retire, if eligible under the terms of the Hospitals of Ontario Pension Plan (HOOPP)
as outlined in Article 9.08(B); or

(d) displace another employee who has lesser bargaining unit seniority in the same or a lower
or an identical-paying classification in the bargaining unit if the employee originally
subject to layoff has the ability to meet the normal requirements of the job. An employee
so displaced shall be deemed to have been laid off and shall be entitled to notice in
accordance with Article 9.08(A)(a).

An employee who chooses to exercise the right to displace another employee with lesser
seniority 5hall advise the Hospital of his or her intention to do so and the position claimed
within seven (7) days after receiving the notice of layoff.

For purposes of the operation of clause (d), an identical-paying classification shall include
any classification where the straight-time hourly wage rate at the level of service
corresponding to that of the laid off employee is within 1% of the laid off employee’s
straight time hourly wage rate.

(e) In the event that there are no employees with lesser seniority in the same or a lower or
identical-paying classification, as defined in this article, a laid-off employee shall have the
right to displace another employee with lesser seniority in a higher-paying classification
provided they are able to meet the normal requirements of the job, with orientation but
without additional training.

(f) In addition, in combined full-time/part-time collective agreements, a full-time employee
shall also be entitled to displace another full-time employee with lesser seniority in a
higher-paying classification provided that they are able to meet the normal requirements
of the job, with orientation but without additional training, when there are no other full
time employees in the same or a lower or similar-paying classification with lesser
seniority, prior to being required to displace a part-time employee.

(g) An employee who is subject to layoff other than a layoff of a permanent or long-term
nature including a full time employee whose hours of work are, subject to Article 14.01,
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reduced, shall have the right to accept the layoff or displace another employee in
accordance with (a) and (d) above.

(h) No full-time employee within the bargaining unit shall be laid off by reason of his/her
duties being assigned to one or more part-time employees.

(i) In the event of a layoff of an employee, the Hospital shall pay its share of insured benefits
premiums for the duration of the five-month notice period provided for in Article
9.08(A)(a).

(j) The Hospital agrees to post vacancies during the recall period, as per the job posting
procedure, allowing employees on recall to participate in the posting procedure. Should
the position not be filled via the job posting procedure, an employee shall have
opportunity of recall from a layoff to an available opening, in order of 5eniority, provided
he or she has the ability to perform the work.

(k) In determining the ability of an employee to perform the work for the purposes of the
paragraphs above, the Hospital shall not act in an arbitrary or unfair manner.

(I) An employee recalled to work in a different classification from which he or she was laid
off shall have the privilege of returning to the position held prior to the layoff should it
become vacant within six (6) months of being recalled.

(m) No new employees shall be hired until all those laid off have been given an opportunity
to return to work and have failed to do so, in accordance with the loss of seniority
provision, or have been found unable to perform the work available.

(n) The Hospital shall notify the employee of recall opportunity by registered mail, addressed
to the last address on record with the Hospital (which notification shall be deemed to be
received on the second day following the date of mailing). The notification shall state the
job to which the employee is eligible to be recalled and the date and time at which the
employee shall report for work. The employee is solely responsible for his or her proper
address being on record with the Hospital.

9.10— BENEFITS ON LAYOFF
(The following clause is applicable to full-time employees only)

In the event of a lay-off of a full-time employee the Hospital shall pay its share of insured benefits
premium up to three (3) months from the end of the month in which the lay-off occurs or until
the laid off employee is employed elsewhere, whichever occurs first.

9.11— RETRAINING

(a) Retraining for Positions within the Hospital

Where, with the benefit of retraining of up to six (6) months, an employee who has either
accepted the layoff or who is unable to displace any other employee could be redeployed
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to a hospital position identified by the Redeployment Committee in accordance with
Article 9.08(A)(d)(i):

(I) Opportunities to fill vacant positions identified by the Hospital Redeployment
Committee through retraining shall be offered to employees who apply and
would qualify for the position with the available retraining in order of their
seniority until the list of any such opportunities is exhausted. Opportunities to fill
vacancie5 outside of CUPE bargaining units may be offered by the Hospital in its
discretion.

(ü) The Hospital and the Union will cooperate so that employees who have received
notice of permanent layoff and been approved for retraining in order to prevent
a layoff will have their work schedules adjusted in order to enable them to
participate in the retraining, and scheduling and seniority requirements may by
mutual agreement be waived. The Redeployment Committee will seek the
availability of any federal or provincial retraining program fund5 to cover the cost
of tuition, books and travel, as well as any wages eligible under the terms of such
program.

(iii) Apart from any on-the-job training offered by the Hospital, any employee subject
to layoff who may require a leave of absence to undertake retraining in
accordance with the foregoing shall be granted an unpaid leave of absence which
shall not exceed six (6) months.

(iv) Laid-off employees who are approved for retraining in order to qualify for a
vacant position within the Hospital will continue to receive insured benefits.

(b) Placement

Upon successful completion of his or her training period, the Hospital and the Union
undertake to waive any restrictions which might otherwise apply, and the employee will
be placed in the job identified in 9.11(a)).

An employee subject to layoff who applies but later declines to accept a retraining offer
or fails to complete the training will remain subject to layoff.

9.12— SEPARATION ALLOWANCES

(a) Where an employee resigns within 30 days after receiving notice of layoff pursuant to
article 9.08(A)(a)(ii) that his or her position will be eliminated, he or she shall be entitled
to a separation allowance of two (2) weeks’ salary for each year of continuous service to
a maximum of sixteen (16) weeks’ pay, and, on production of receipts from an approved
educational program, within twelve (12) months of resignation, may be reimbursed for
tuition fees up to a maximum of three thousand ($3,000) dollars.

(b) Where an employee resigns later than 30 days after receiving notice pursuant to Article
9.O8(A)(a)(ii) that his or her position will be eliminated, he or she shall be entitled to a
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separation allowance of four (4) weeks salary, and, on production of receipts from an
approved educational program, within twelve (12) months of resignation, may be
reimbursed for tuition fees up to a maximum of one thousand two hundred and fifty
($1,250) dollars.

9.13 —TECHNOLOGICAL CHANGE

The Hospital undertakes to notify the Union in advance, so far as practicable, of any technological
changes which the Hospital has decided to introduce which will significantly change the status of
employees within the bargaining unit.

The Hospital agrees to discuss with the Union the effect of such technological changes on the
employment status of employees and to consider practical ways and means of minimizing the
adverse affect, if any, upon employees concerned.

Where new or greater skills are required than are already possessed by affected employees under
the present methods of operation, such employees shall be given a period of training, with due
consideration being given to the employee’s age and previous educational background, during
which they may perfect or acquire the skills necessitated by the new method of operation. The
employer will assume the cost of tuition and travel. There shall be no reduction in wage or salary
rates during the training period of any such employee. Training shall be given during the hours of
work whenever possible and may extend for up to six months.

Employees with one (1) or more years of continuous service who are subject to lay-off under
conditions referred to above, will be given notice of the impending change in employment status
at the earliest reasonable time in keeping with the notification to the Union as above set forth
and the requirements of the applicable law.

9.16— WORK-LOADS

(a) The parties agree that patient care is enhanced if concerns relating to professional
practice, patient acuity, fluctuating Work-Loads and fluctuating staffing are resolved in a
timely and effective manner.

(b) Employees are encouraged to raise their concerns with the immediate supervisor within
forty-eight (48) hours. In the event that within ten (10) calendar days, the workload
concern is not resolved to the employee’s satisfaction, the employee, or group of
employees, may, within forty-eight (48) hours, submit their concerns in writing (with a
copy to their immediate supervisor) to either the Joint Health and Safety Committee (as
constituted under the collective agreement’s local appendix) or the Labour Management
Committee (as constituted under Article 6.02) through their union representative using
the template workload complaint form attached at appendix B. This form may be
modified by the mutual agreement of the local parties.

ARTICLE 10— CONTRACTING OUT
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10.01— CONTRACTING OUT

The Hospital shall not contract out any work usually performed by members of the bargaining unit
if, as a result of such contracting out, a layoff of any employees other than casual part-time
employees results from such contracting out.

10.02— CONTRACTING OUT

Notwithstanding the foregoing, the hospital may contract out work usually performed by
members of the bargaining unit without such contracting-out constituting a breach of this
provision if the hospital provides in its commercial arrangement contracting out the work that the
contractor to whom the work is being contracted, and any subsequent such contractor, agrees:

(1) to employ the employees thus displaced from the hospital; and

(2) in doing so to stand, with respect to that work, in the place of the hospital for the purposes
of the hospital’s collective agreement with the Union, and to execute into an agreement
with the Union to that effect.

In order to ensure compliance with this provision, the hospital agrees that it will withdraw the
work from any contractor who has failed to meet the aforesaid terms of the contracting-out
arrangement.

10.03— CONTRACTING IN

Further to Article 9.08(A)(d))(1) the parties agree that the Redeployment Committee will
immediately undertake a review of any existing sub-contract work which would otherwise be
bargaining unit work and which may be subject to expiry and open for renegotiation within six (6)
months with a view to assessing the practicality and cost-effectiveness of having such work
performed within the Hospital by members of the bargaining unit.

ARTICLE 12— LEAVES OF ABSENCE

12.02— UNION BUSINESS

(a) The Hospital shall grant leave of absence without pay to employees to attend Union
conventions, seminars, education classes and other Union business in connection with
the administration of the collective agreement provided that such leave will not interfere
with the efficient operation of the Hospital. Such leave will not be unreasonably denied.

In requesting such leave of absence for an employee or employees, the Union must give
at least fourteen (14) days clear notice in writing to the Hospital, unless not reasonably
possible to give such notice.

The cumulative total leave of absence, the number of employees that may be absent at
any one time from any one area, and the number of days of absence shall be negotiated
locally and are set out in the Local Provisions Appendix.
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During such leave of ab5ence, the employee’s salary and applicable benefits shall be
maintained by the Hospital on the basis of what his normal regular hours of work would
have been, provided that the Union reimburses the Hospital in the amount of such salary
and applicable benefits within thirty (30) days of billing.

Notwithstanding the above, time spent by the eight (8) Executive Board members and
seven (7) Alternate Executive Board members of the Ontario Council of Hospital Unions
to fulfill the duties of the position shall be in addition to leave for Union Business under
this clause.

Part-time and casual employees will be given full credit for seniority purposes for regularly
scheduled hours missed in accordance with this provision.

(b) In addition to the above, a part-time or casual employee who is attending to union
business when not regularly scheduled to work shall be deemed to be on union leave and
the amount of such leave shall not be deducted from the number of days of absence
identified above. Such part-time or casual employee will be credited with seniority for
the number of hours of such leave to a maximum of thirty-seven and one-half (37.5) hours
per week. The Union will advise the Hospital of the number of such hours.

12.03(A) - FULL-TIME POSITION(S) WITH THE UNION

(This clause is applicable to full-time employees only)

Upon application by the Union, in writing, the Hospital shall grant leave of absence, without pay,
to an employee elected or appointed to full-time Union office. It is understood that no more than
two (2) employees in the bargaining unit may be on such leave at the same time. Such leave shall
be for a period of one (1) calendar year from the date of appointment unless extended for a
further specific period by agreement of the parties. It is understood that no more than one (1)
employee will be from the same unit of the Hospital, subject to operational requirements.

Seniority shall accumulate for employees during such leave on the basis of what his normal regular
hours of work would have been. Service shall accumulate for employees during such leave to the
maximum provided, if any, under the provisions of the collective agreement. It will become the
responsibility of the employee for full payment of any applicable benefits in which the employee
is participating during such leave of absence.

The employee shall notify the Hospital of his intention to return to work at least four (4) weeks
prior to the date of such return. The employee shall be returned to his former duties on the same
shift in the same department and at the appropriate rate of pay, subject to any changes which
would have occurred had the employee not been on leave.

Notwithstanding Article 2.01, the Hospital may fill the vacancy resulting from such leave on a
temporary basis.
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12.03(8) — FULL TIME POSITION(S) WITH THE UNION

(This clause is applicable to part-time employees only)

Upon application by the Union, in writing, the Hospital shall grant leave of absence, without pay,
to an employee elected or appointed to full-time Union office. It is understood that no more than
two (2) employees in the bargaining unit may be on such leave at the same time. Such leave shall
be for a period of one (1) calendar year from the date of appointment unless extended for a
further specific period by agreement of the parties. It is understood that no more than one (1)
employee will be from the same unit of the Hospital, subject to operational requirements.

Seniority and service shall accrue at seven and one-half (7.5) hours per day to a maximum of
thirty-seven and one-half (37.5) hours per week during such leave.

The employee shall notify the Hospital of his intention to return to work at least four (4) weeks
prior to the date of such return. The employee shall be returned to his former duties on the same
shift in the same department and at the appropriate rate of pay, subject to any changes which
would have occurred had the employee not been on leave.

Notwithstanding Article 2.01, the Hospital may fill the vacancy resulting from such leave on a
temporary basis.

xxiii



APPENDIX A: RPN WORKLOAD COMPLAINT FORM

RPNs are required to complete all of SECTION 1 through 6 of this form prior to submitting it to the Chief
Nursing Executive (CNE).

SECTION 1: INFORMATION

Name(5) Of Employee(s) Reporting:

Employer: Unit/Program:

Date of Occurrence: Time: Li 7.5 Hr Shift Li 11.2SHr Shift

Name of Supervisor: Date/Time Submitted:

SECTION 2: DETAILS OF OCCURRENCE

Provide a concise summary of the occurrence:

Check one: Li Is this an isolated incident? LI An ongoing problem?

I SECTION 3: INITIAL A17EMPT AT RESOLUTION

At the time the workload issue occurred, did you discuss the issue within the unit/area/program?

Li Yes What was the outcome of the discussion and what solutions were identified?
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Li No Why not?

Failing resolution at the time of occurrence, did you seek assistance from a person designated by the
employer as responsible for a timely resolution of workload issues?

Li Yes What was the outcome of the discussion and what solutions were identified?

Li No Why not?

Did you discuss the issue with your immediate supervisor (i.e unit manager or designate) within 48
hours of the occurrence?

Li Yes What was the outcome of the discussion and what solutions were identified?

Li No Why not?

SECTION 4: WORKING CONDITIONS/CONTRIBUTING FACtORS

In order to effectively resolve workload issues, please provide details about the working conditions
the time of occurrence by providing the following information:

N of scheduled staff Li RPN Li RN — Li Unit Clerk Li Service Support

# of staff working Li RPN Li RN — Li Unit Clerk C Service Support

$1 of agency staff Li Yes How many? Li No

4 of RPNs on overtime Li Yes How many? Li No
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If there was a shortage of staff at the time of the occurrence (including support staff),
please check one or all of the following that apply:

H Absence/Emergency leave H Sick call(s) H Vacancies

Please check off the factor(s) you believe contributed to the workload issue:

H Change in patient acuity. Provide details:

____________________________________________________

H Number of beds. Provide details:

_______________________________________________________

H Number of Admissions. Provide details:

__________________________________________________

H Number of Discharges. Provide details:

_______________________________________________________

H Other. Please specify and provide details:

_________________________________________________

SECTION 5: RPN RECOMMENDED SOLUTiONS

Please check-off one or all of the areas you believe should be addressed in order to prevent similar
occurrences:

H In-service H Orientation

H Review nurse/patient ratio H Review policy/procedures

H Float/casual pool H Adjust supporting staff

H Adjust RPN staff H Equipment

H Replace sick calls, vacations, paid holidays or other absences

Provide details for each checked box above:

_____________________
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LI Other solutions:

SECTION 6: EMPLOYEE SIGNATURES

Signature

___________________________________

Phone II

________________________________

Signature

______________________________________

Phone ft

___________________________________

Signature

___________________________________

Phone U

________________________________

Date submitted:

_______________________________

SECTION 7: MANAGEMENT COMMENTS

Process as outlined in Article 9.15 Wi — Cd)

Step 1 Employee(s) are to raise their concern(s) with immediate supervisor within 48 hours of the occurrence.

Step 2: The supervisor is to provide a response within S working days.

Step 3 If the supervisor’s response is unsatisfactory, the employee(s) may submitt a Workload Complaint Form to
the Chief Nursing Executive within 48 hours, with a copy to the Union. A meeting with the Chief Nursing
Executive will be held within 30 days. A Union representative may attend this meeting.
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Step 4 The Chief Nursing Executive is to provide a response within 15 days. A copy of the response wi//be sent to
the Union, if applicable.

Step S If the Chief Nursing Executive’s response is unsatisfactory, the employee(s) may request a meeting with the
CEO (or designate) within 48 hours. This meeting is to be held within 30 days. A Union representative may
attend this meeting.

Step 6 The CEO (or designate) will provide a written response within 15 days. A copy of the response will be sent to
the Union, if applicable.

This form may be submitted via email.
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APPENDIX B: NON-RPN WORKLOAD COMPLAINT FORM

NB. All sections of the form must be completed prior to submission for review.

The parties agree that patient care is enhanced if concerns relating to professional practice, patient acuity,

fluctuating Work-Loads and fluctuating staffing are resolved in a timely and effective manner.

[SECTION 1: GENERAL INFORMATION

Name(s) of Employee(s) Reporting (Please Print)

__________________________________________________

dIl ill)’1

________________________________________________________________________________________

a111IJ1” 1111111

_______________________________________

‘12

Unit/Area/Program:

_________________________

Site/Location:

___________________

Date of Occurrence

_______________________

Time of Occurrence:

__________________

Shift Length: 7.5 hr. C 11.25 hr. C Other

__________

Ti!!

Name of Manager/Supervisor: .. Time Notified:

______________

‘‘I
Date Form Submitted to Employer: I

‘I, .. IIIh
SECTION 2: WORKINGIQ.ONDITIONS

In order to effectively resolve workload issues, please provide detail about the working conditions at the

time of the occurrence by providing the following information:

Type of Work Being Performed (please describe)

Numberof Staff on Duty Usual Numberof Staff on Duty_________

29



If there was a shortage of staff at the time of the occurrence, please provide details about why there was
a shortage:

SECTION 3: DETAILS OF OCCURENCE

Is this an: U Isolated Incident U Ongoing Problem (Check One)

tI
I/We the undersigned, believe that I was/we were given an assignment that was excessive or inconsistent

with quality patient care and/or created an unsafe working environment for the following reasons.

(Provide brief description of problem/work assignment below, including what happened, how the

assignment was inconsistent with quality patient care and/or created an unsafe work environment, where

the incident happened.:
+

ii!I!i’

ii.. IIII
‘‘‘‘tIlIIIih. ‘‘111B1

Ijlj; ‘‘11l1Ih.
•‘‘q11 “IIlIIi

I SECTION 4: REMEDY

a) At the time the workload issue occurs, discuss the issue within the unit/area/program to develop

strategies to meet patient care needs. Provide details of how it was or was not resolved:
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Signature:. Date:

Phone U:

_______________________________

Email:_______

Signature:________________________________ Date:

Phone U:

_______________________________

Email:_______

Signature:________________________________ Date:

Phone U: Email:

SECTION 7: MANAGEMENT COMMENTS

The manager (or designate) will provide a written response to the individual(s) with a copy to the

Bargaining Unit President. Please provide any information/comments in response to this report, including

any actions taken to remedy the situation, where applicabljjq

.1111 -. .

I ,111:Iiii1)idJIIIsii,1, HIJ111,

‘‘utj;1 ‘‘IIu11, 11111)1
‘‘‘liii . ‘‘iIIIII.
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Memorandum of Agreement

Between

Unity Health Network (the Hospital)

And

CUPE Local 5441 (the Union)

Re: Union Office Space

The parties agree that they will continue to work towards exploring the possibility of securing a
Union office space at each site, for the Union’s use with the following terms and conditions:

1. The Union agrees to utilize and maintain this office space consistent with the philosophy of
the Hospital.

2. The Hospital will have access to this office for cleaning, maintenance and emergency
purposes.

3. The Union will not be required to share the office with another Union.

4. The Union will pay for all related telephone charged on a monthly basis including
installation. All long-distance calls will go through the switchboard.

For the Hospital For the Union

/



Memorandum of Agreement

Between

Unity Health Network (the ho5pital)

And

CUPE LOCAL 5441 (the Union)

Re: Implementation of HOODIP

At the present, members of the service bargaining unit at St. Michael’s Hospital and St. Joseph’s Hospital
are covered by HOODIP. However, the service bargaining unit members at Providence are either on an
accumulating sick leave plan without LTD or a HOODIP equivalent sick leave plan.

The members at PHC will keep their sick leave plans status quo

Therefore, the parties agree to the following:

1. The parties will meet on a regular basis in order to determine the feasibility of moving the
Providence bargaining unit employees into HOODIP.

2. Failing a resolution, that includes an implementation plan, by February 28, 2020 the partie5 agree
that the discussion will continue, and proposals developed to deal with the matter in bargaining
of the first agreement for the service employees of Unity Health Toronto.

Signed this 17th day of December 2019 in Toronto, ON.

For the Union: For the Hospital:

C Jrfl


