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PREAMBLE

1. The purpose of these Agreements between the Employer and the Union is to establish and maintain:
(a) satisfactory working conditions and terms of employment for all employees who are subject to these Agreements;
(b) a procedure for the prompt and equitable handling of grievances and disputes.

2. Itis understood that the provisions of these Agreements apply equally to all employees and that the parties are committed to
work together on joint initiatives that further support diversity in the workplace.

The parties, therefore, agree as follows:
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PART A - WORKING CONDITIONS

INDEX OF ACRONYMS
For ease of reference, acronyms have been added to visually indicate the applicability of an article to the following employee
groups:

FXT - Fixed Term Employee

SE — Seasonal Employee

ST — Student Employee

FPT - Flexible Part Time Employee
RPT — Regular Part Time Employee
GO - Go Temp

These acronyms are not intended to substitute for the language of the Collective Agreement. Reliance should only be placed on
the actual text of the Collective Agreement.
DEFINITIONS

11 A "regular employee™ is a public servant appointed under section 32 of the Public Service of Ontario Act, 2006 other
than for a fixed term.

1.2 “Regular Service" is that part of the Public Service composed of regular employees.

1.3 A "fixed term employee” is a public servant appointed under Part 111 of the Public Service of Ontario Act, 2006 for a
fixed term.

1.4 "Fixed Term Service" is that part of the Public Service composed of fixed term employees.

1.5 A "Regular part-time employee" is a regular part-time employee who has been appointed to the Regular Service.

1.6 A “Seasonal employee” is a public servant appointed under Part Il of the Public Service of Ontario Act, 2006 for a

period of at least eight (8) consecutive weeks to an annually recurring full-time position in the Fixed Term Service in a
ministry. For purposes of this definition full-time means a minimum of thirty-six and one-quarter (36 ¥4) or forty (40)
hours per week, as applicable.

ARTICLE 1 - RECOGNITION
(FXT, SE, ST, FPT, RPT, GO)

1.1 The Ontario Public Service Employees Union (OPSEU) is recognized as the exclusive bargaining agent for a bargaining
unit consisting of all employees employed within the two bargaining units (Unified and Correctional) which are the
successor units to the six bargaining units as described by the Lieutenant Governor in Council in OIC 243/94 dated
February 3, 1994, in the Tripartite Agreement between the Crown, OPSEU and AMAPCEO dated April 21, 1995, plus
those employees included in the six bargaining units by the agreement of the Crown and OPSEU from February 3, 1994
to December 31, 2008.

1.2 For greater certainty, such employees include regular, fixed-term employees, students, GO Temps and such other
employees as may be mutually agreed.

1.3 For greater certainty, the Central Collective agreement shall apply to the employees employed in positions in the
Bargaining Unit described in Article 1.1 and the Bargaining Unit shall be deemed to be amended in accordance with any
agreement of the parties to amend any of the bargaining units listed therein.

14 Where the Employer establishes a new classification or creates a new position, within an existing class, the Employer
shall provide the Union with a copy of the class standard and/or position description, including bargaining unit status (if
applicable), at the relevant MERC.

1.5 Upon written request to the employee’s immediate supervisor, a regular employee in the bargaining unit shall be provided
with a copy of his or her current position description and other documents, if they exist, related to the duties and
responsibilities of the position, e.g. physical demands analysis. This information shall be provided within 20 working days



1.6

1.7

1.8

of the request.

No position or person in the bargaining unit will be reclassified, nor will any other action be taken with respect to such
position or person that is tantamount to reclassification, which reclassification or action tantamount to reclassification
would have the effect of moving the position or the person from the OPSEU bargaining unit to another bargaining unit.

Upon written request to the Employer, the Union shall be provided with a copy of any position description (whether
inside or outside of the bargaining unit). This information shall be provided within 20 (twenty) working days of the
request.

For clarity, the Employer agrees that any new positions or any new classifications of employees not excluded pursuant to
Article 1.1, Article UN 1.1 and Article COR 1.1 will be placed in a bargaining unit represented by OPSEU.

ARTICLE 2 - MANAGEMENT RIGHTS
(FXT, SE, ST, FPT, RPT, GO)

2.1

For the purpose of this Central Collective Agreement and any other Collective Agreement to which the parties are
subject, the right and authority to manage the business and direct the workforce, including the right to hire and lay-
off, appoint, assign and direct employees; evaluate and classify positions; discipline, dismiss or suspend employees
for just cause; determine organization, staffing levels, work methods, the location of the workplace, the kinds and
locations of equipment, the merit system, training and development and appraisal; and make reasonable rules and
regulations; shall be vested exclusively in the Employer. It is agreed that these rights are subject only to the
provisions of this Central Collective Agreement and any other Collective Agreement to which the parties are subject.

ARTICLE 3 - NO DISCRIMINATION / EMPLOYMENT EQUITY
(FXT, SE, ST, FPT, RPT, GO)

3.1

3.2

3.3

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

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

It is recognized that in accordance with section 14 of the Ontario Human Rights Code, the Employer’s employment
equity program shall not be considered a contravention of this article.

ARTICLE 4 - CHECK-OFF OF UNION DUES
(FXT, SE, ST, FPT, RPT, GO)

4.1

4.2
4.3

4.4

4.5

There shall be deducted from the regular bi-weekly pay of every employee appointed to the regular staff of the
Regular service a sum in lieu of membership dues equivalent to the bi-weekly dues of the Ontario Public Service
Employees Union.

The deductions referred to herein shall be remitted to the Ontario Public Service Employees Union.
The Union must advise the Employer in writing of the amount of its regular dues. The amount so advised shall continue
to be deducted until changed by a further written notice to the Employer signed by authorized officials of the Union.

The Union agrees to indemnify and save the Employer harmless from any liability arising out of the operation of this
article.

The parties agree on the arrangements for dues reconciliation data, see Appendix 1 (Data File on Union Dues) attached.

ARTICLE 5 - INFORMATION TO NEW EMPLOYEES
(FXT, SE, FPT, RPT)

5.1

A newly hired employee shall be informed in writing whether his or her position is within the bargaining unit, the name and



5.2

address of the bargaining agent and the name and work location of the local Union steward which shall be provided as per
Article 22.6.4 (Grievance Procedure).

The Employer shall make sufficient copies of the Collective Agreements available within the ministries to ensure that all
employees have access to the Collective Agreements.

ARTICLE 6 - POSTING AND FILLING OF VACANCIES OR NEW POSITIONS

(RPT)

6.1.1

6.1.2

6.2

6.3

6.4

6.5

6.6.1

6.6.2

6.7

When a vacancy occurs in the Regular Service for a bargaining unit position or a new regular position is created in the
bargaining unit, it shall be advertised for at least ten (10) working days prior to the established closing date. Where
practicable, notices of vacancies shall be posted either electronically or on bulletin boards and, upon request, shall be
provided in large-sized print or braille where the posting location has the capacity to do so. (FXT, SE)

Notwithstanding Article 6.1.1 above, the Employer may hire qualified candidates who previously applied for a similar
vacancy or new position provided that a competition was held during the previous twelve (12) months and was within
125 kilometres of the work location of the previously posted position, and provided that the position has cleared surplus.
The Employer in these circumstances is not required to post or advertise the vacancy or new position. Where the
Employer uses this provision, it shall notify the Local Union President where the vacancy or new position exists, ten
(10) working days prior to filling the vacancy or new position. (FXT, SE)

The notice of vacancy shall state, where applicable, the nature and title of position, salary, qualifications required, and
the hours of work schedule as set out in Articles UN2 and COR2, (Hours of Work). Where a position is posted within the
Ontario Public Service, the internal notice of vacancy shall also state the work location where the position currently
exists, that the position is represented by the Union and the particular bargaining unit which contains the position.

In filling a vacancy, the Employer shall give primary consideration to qualifications and ability to perform the required duties.
Where qualifications and ability are relatively equal, seniority shall be the deciding factor. (FXT, SE, FPT)

An applicant who is invited to attend an interview within the Regular service shall be granted time off with no loss of
pay and with no loss of credits to attend the interview, provided that the time off does not unduly interfere with operating
requirements. (FXT, SE)

Relocation expenses shall be paid in accordance with the provisions of the Employer’s policy.

With the agreement of the Union, the employee and the Employer, an employee may be assigned to a vacancy where:
(a) the vacant position is identical to the position occupied by the employee, and

(b) the vacant position is in the same ministry as the position occupied by the employee, and the provisions of Articles
6.1.1, 6.2, 6.3, 6.4 and 6.5 shall not apply.

The assignment of an employee to a vacancy in accordance with Articles 7 (Pay Administration), 20 (Employment Stability),
25 (Leave - Special), 42 (Long Term Income Protection) , 50 (Pregnancy Leave) and 51 (Parental Leave) shall have priority
over an assignment under Article 6.6.1.

Where the duties of a position are modified to accommodate an employee with a disability, the position shall not be
considered a vacancy for the purposes of this article.

ARTICLE 7 - PAY ADMINISTRATION

711

7.12

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

An employee who is promoted shall receive that rate of pay in the salary range of the new classification which is the next
higher to his or her present rate of pay, except that:

(a) where such a change results in an increase of less than three percent (3%), he or she shall receive the next higher
salary rate again, which amount will be considered as a one-step increase;

(b) a promotional increase shall not result in the employee’s new salary rate exceeding the maximum of the new salary



7.13

7.2.1

7.2.2

7.3

74.1

7.4.2

7.5

7.6

7.7

7.8

range except where permitted by salary note.

Where an employee:

(a) at the maximum rate of a salary range is promoted, a new anniversary date is established based upon the date of
promotion;

(b) at a rate less than the maximum in the salary range is promoted and receives a promotional increase:
(1) greater than a one-step increase, a new anniversary date based on the date of promotion is established;
(2) of one step or less, the existing anniversary date is retained.

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

An employee to whom Article 7.2.1 applies is entitled to be appointed to the first vacant position in his or her former
class that occurs in the same administrative district or unit, institution or other work area in the same ministry in which
he or she was employed at the time the reclassification was made.

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

Where, because of the abolition of a position, an employee is assigned:
(a) from one position in a ministry to another position in the same ministry, or
(b) from a position in one ministry to a position in another ministry,

and the position to which he or she is assigned is in a class with a lower maximum salary than the maximum salary for the
class of the position from which he or she was assigned, he or she shall continue to be entitled to salary progression based
on merit to the maximum salary of the higher classification including any revision of the maximum salary of the higher
classification that takes effect during the salary cycle in which the employee starts the new assignment.

Article 7.4.1 applies only where there is no position the employee is qualified for, and that he or she may be assigned to, and
that is:

(@) in the same classification that applied to the employee’s position before the position was abolished, or
(b) in a classification having the same maximum salary rate as the maximum salary rate of the classification that applied to the
employee’s position before the position was abolished.

Where, for reasons of health, an employee is assigned to a position in a classification having a lower maximum salary, he
or she shall not receive any salary progression or salary decrease for a period of six (6) months after his or her
assignment, and if at the end of that period, he or she is unable to accept employment in his or her former classification,
he or she shall be assigned to a classification consistent with his or her condition.

Except as provided above, an employee who is demoted shall be paid at the rate closest to but less than the rate he or she
was receiving at the time of demotion, effective from the date of his or her demotion.

It is understood that where an employee is assigned to a position pursuant to Articles 7.4.1, 7.4.2, 7.5 or 7.6, the
provisions of Article 6 (Posting and Filling of Vacancies or New Positions) shall not apply.

CUSTODIAL RESPONSIBILITY ALLOWANCE
See Appendices UN2 or COR2 (Custodial Responsibility Allowance) attached to Bargaining Unit Collective

Agreements. This Allowance is also designated as K1 in the General Notes and Allowances of the Bargaining Unit
Collective Agreements.

10



ARTICLE 8 - TEMPORARY ASSIGNMENTS
(FXT, SE, FPT, RPT)

8.1.1

8.1.2

8.2

8.3

8.4

8.5.1

8.5.2

8.6.1

8.6.2

8.6.3

Where an employee is assigned temporarily to perform the duties of a position in a classification with a higher salary
maximum for a period in excess of five (5) consecutive working days, he or she shall be paid acting pay from the day he
or she commenced to perform the duties of the higher classification in accordance with the next higher rate in the higher
classification in accordance with the next higher rate in the higher classification, provided that where such a change
results in an increase of less than three percent (3%), he or she shall receive the next higher salary rate again.

Notwithstanding Article 8.1.1, acting pay shall not exceed the maximum of the salary range of the higher classification
except where permitted by salary note.

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

When an employee is temporarily assigned to the duties and responsibilities of a position in a classification with a lower
maximum salary where there is work reasonably available for him or her in the position from which he or she was assigned,
he or she shall continue to be paid at the rate applicable to the classification from which he or she was assigned.

This article shall not apply to temporary assignments where an employee is temporarily assigned to perform the duties
and responsibilities of another employee who is on vacation.

Where an employee is temporarily assigned to a position in another bargaining unit for a period of more than thirty (30)
days, he or she will on the thirty-first (31st) day commence paying dues and be governed by the terms of the Collective
Agreement of the position to which he or she has been assigned except that pensions, insured benefits entitlements, and
entitlements under Article 20 (Employment Stability) will continue to be governed by the rules applicable to the
employee’s position in the OPSEU bargaining unit.

When an employee is temporarily assigned to a non-bargaining unit position, he or she shall continue to pay dues to
OPSEU and continue to be covered by the Collective Agreements for the entire term of the temporary assignment.

Where an employee is assigned temporarily to a position, Article 6 (Posting and Filling of Vacancies or New Positions)
shall not apply except where:

(@) the term of a temporary assignment is greater than six (6) months’ duration, and

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

In no case shall any provision of this Central Collective Agreement with respect to the filling of, assignment or
appointment to a vacancy apply to temporary assignments, except as provided in Article 8.6.1.

Where a vacancy as described in Article 8.6.1 has been filled pursuant to Article 6 (Posting and Filling of VVacancies or
New Positions) and the incumbent has filled the position for at least eighteen (18) months, the Employer may assign him
or her to the position on a permanent basis provided that the position has cleared surplus and Article 6 (Posting and Filling of
Vacancies or New Positions) does not apply.

ARTICLE 9 - HEALTH AND SAFETY AND VIDEO DISPLAY TERMINALS
(FXT, SE)

9.1

9.2

9.3

The Employer shall continue to make reasonable provisions for the safety and health of its employees during the hours of
their employment. It is agreed that both the Employer and the Union shall co-operate to the fullest extent possible in the
prevention of accidents and in the reasonable promotion of safety and health of all employees.

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

The purchase of safety shoes or boots for on-the-job protection of the purchaser shall be subsidized as per the applicable

11



9.4

practice in each ministry.

The current practices relating to the supply and maintenance of apparel for employees shall continue during the term of
this Central Collective Agreement, subject to any changes which may be entered into between the parties at the local or
ministry level.

VIDEO DISPLAY TERMINALS (VDT)

9.5

9.6

9.7.1

9.7.2

9.7.3

9.74

9.75

9.7.6

9.8

After each hour of continuous operation of a VDT, a VDT operator shall be relieved of such duties for a period of ten
(10) minutes to perform other duties away from the VDT.

At the beginning of assignment to a VDT and every twenty-four (24) months thereafter, a VDT operator who is regularly
required to operate a VDT for two (2) hours or more per day shall be required to undergo an eye examination by an
optometrist or an ophthalmologist who is qualified to conduct the following tests:

(a) unaided visual acuity (letter chart test)
(b) refractive findings

(c) corrected visual acuity

(d) amplitude accommodation

(e) suppression

(f) muscle balance (near, one metre, distant)
(9) slit lamp biomicroscopy.

The cost of the eye examination, not to exceed $50 for such examinations, shall be borne by the Employer, and the VDT
operator shall authorize release of a copy of the examination report to the Employer.

A pregnant VDT operator who operates a VDT that contains cathode ray tubes may request reassignment from VDT
duties for the remainder of her pregnancy by forwarding a written request to the Employer together with a certificate
from a legally qualified medical practitioner certifying that she is pregnant.

Upon receipt of the written request specified in Article 9.7.1, the Employer shall, where possible, assign the employee to
a vacancy in the bargaining unit within her ministry, provided that she is able and qualified to perform the required
duties and the salary maximum of the vacancy is not greater than the salary maximum of the classification of her
position. Where more than one such vacancy is available, the Employer shall assign the employee to the vacancy with
the highest salary maximum. The assignment of a surplus employee to a vacancy, in accordance with Article 20
(Employment Stability), shall have priority over an assignment under Article 9.7.

Where an employee is assigned to a vacancy in accordance with Article 9.7, the provisions of Article 6 (Posting and
Filling of Vacancies or New Positions) shall have no application.

Where an employee is assigned, under Article 9.7.2, to a position in a classification with a lower salary maximum than
the salary maximum of the classification of the position from which she was assigned, she shall be paid at the rate within
the salary range of the classification of the position to which she has been assigned under Article 9.7.2, which is closest
to but not more than the rate she was receiving immediately prior to the assignment.

Where it is not possible to assign an employee in accordance with Article 9.7.2, the employee shall, upon written request,
be granted a leave of absence without pay to cover the period preceding the date on which she would be entitled to
commence pregnancy leave of absence in accordance with Article 50 (Pregnancy Leave).

An employee who does not accept an assignment made in accordance with Article 9.7.2, may elect either to continue
work in her original position or request leave of absence in accordance with Article 9.7.5.

Video display terminal work stations shall be equipped with tables or stands for the terminal to permit it to be at a height
appropriate to the circumstances of its use and the seating available for the operator. The chair provided shall have a seat
which is adjustable in height, a back rest which is adjustable in height, and a foot rest where necessary to accommodate a
particular operator. Where appropriate to the nature of the work, paper stands or work stands shall be provided.

ARTICLE 10 - WORK ARRANGEMENTS

COMPRESSED WORK WEEK ARRANGEMENTS (FXT)
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10.1 It is understood that other arrangements regarding hours of work and overtime may be entered into between the parties
on a local or ministry level with respect to variable work days or variable work weeks. The model agreement with
respect to compressed work week arrangements is set out below:

MODEL AGREEMENT WITH RESPECT TO
COMPRESSED WORK WEEK
ARRANGEMENTS
MEMORANDUM OF AGREEMENT
BETWEEN: THE MINISTRY OF
AND:

THE ONTARIO PUBLIC SERVICE EMPLOYEES UNION
(and its local)

This compressed work week agreement is made in accordance with Article 16 (Local and Ministry Negotiations) of the Central
Collective Agreement and Article, UN2 or COR2 (Hours of Work) of the Bargaining Unit Collective Agreement, between the
Ontario Public Service Employees Union and the Crown in right of Ontario, represented by Management Board of Cabinet.

Unless otherwise specified in this Agreement, all articles of the Central and Bargaining Unit Collective Agreements apply to
employees covered by this Agreement.

Article 1 - Work Unit and Employees Covered

Detailed and specific description of work unit and employees covered.

Article 2 - Hours of Work

2.1 Detailed description of the regular hours of work with an attached schedule where appropriate.

2.2 Article UN5.2 or COR5.2, of the Bargaining Unit Collective Agreement shall not apply to employees covered by
this compressed work week agreement.

Avrticle 3 - Overtime

3.1 Authorized periods of work in excess of the regular working periods specified in Article 2.1 or on scheduled day(s) off
will be compensated for in accordance with Article UN8 or CORS8, (Overtime) of the Bargaining Unit Collective
Agreement.

Article 4 - Holiday Payment

4.1 Where an employee works on a holiday specified in Article 47 (Holidays) and opts for compensating leave under
Article UN13.2 or COR13.2, he or she may elect, at that time, to receive, in addition to his or her entitlement under
Article UN13.2 or COR13.2, further leave equal to the difference between the number of hours in the employee’s
normal work day and his or her entitlement under Article UN13.2 or COR13.2. Where an employee makes this
election, there shall be deducted from the employee’s pay for time worked under Article UN13.1 or COR13.1, an
amount equal to the number of additional hours of leave granted under this article.

(Additional leave to be determined by length of regular work day. For an employee on Schedule 4, whose regular
work day is 10 hours and who works 10 hours on a holiday:

Entitlement under Article UN13.1 or COR13.1
10 hr. @ double time = 20 hr. (straight time)

Entitlement under Article UN13.2 or COR13.2 =8hr.
Where an employee elects additional leave under this article —
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Entitlement under Article UN13.2 or COR13.2 =8hr.
Additional leave under this article

(10 hr.-8hr.) =2hr.
Reduced entitlement under Article UN13.1
or COR13.1 =18hr.)

Avrticle 5 - Short Term Sickness Plan and Vacation Credits

5.1 Short Term Sickness - Employees shall be entitled to full pay for the first (43% or 48) hours of absence due to sickness
or injury and seventy-five percent (75%) for the next (899 or 992) hours of absence due to sickness or injury.
Employees may exercise their option under Article 44.6 (Short Term Sickness Plan) of the Central Collective
Agreement by deducting one-quarter (%) of an accumulated credit for each (7% or 8) hours of absence.

5.2 Vacation Credits - A deduction from an employee’s vacation credits will be made for each day of approved vacation
leave of absence as follows:

(Prorating determined by length of workday. For an employee on Schedule 4, off on a ten (10) hour day, deduct
10/8 x 1 credit = 1.25 credits. For an employee on Schedule 4, off on a twelve (12) hour day, deduct 12/8 x 1 credit
= 1.5 credits.)

A partial day’s absence will be prorated on the same formula.
Article 6 - Workplace Safety & Insurance

6.1 For the purposes of Article 41.2 (Workplace Safety & Insurance) of the Central Collective Agreement “sixty-five (65)
working days™ shall be deemed to be (471%. or 520) hours.

Article 7 - Training Assignments
7.1 When an employee covered by this compressed work week agreement attends a training program, the Employer may
change the employee’s scheduled hours of work to the greater of:

(a) 7¥4 or 8 hours per day, as applicable, or

(b) the actual number of hours spent receiving training, for each day that the employee participates in the training
program.

7.2.1 Where the change prescribed in Article 7.1 results in fewer or more hours than the employee was previously
scheduled to work on the day(s) in question, the ““extra™ or ““deficit™ hours shall be reduced to zero within sixty (60)

working days of the completion of the training program, without any loss of pay by the employee or overtime
payments by the Employer, as follows:

(a) the employee shall be required to work a corresponding number of hours to make up for any deficit hours; or
(b) the employee shall be scheduled off duty for a corresponding number of hours to offset any extra hours.

7.2.2 Where there is mutual agreement, an employee may receive pay at his or her basic hourly rate for extra hours in lieu
of being scheduled off duty in accordance with Article 7.2.1 (b).

7.2.3 Where an employee’s extra hours have not been reduced to zero within sixty (60) working days in accordance with
Article 7.2.1, any such hours remaining to the employee’s credit shall be paid at the employee’s basic hourly rate.

Article 8 - Special and Compassionate and Bereavement Leave
Such leaves are not to be prorated.
Article 9 - Term

9.1 This Agreement shall be ( x months, until either party notifies the other of its desire to renegotiate, etc.) and will be
effective from the (day) of (month) , (year) to the (day) of (month) , (year) .
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9.2

10.2

10.2.1

10.2.2

10.2.3

10.2.4

10.2.5

10.2.6

10.2.7

10.2.8

10.2.9

10.2.10

10.3

10.3.1

10.3.2

10.3.3

10.3.4

10.3.5

Either party may, on written notice of (days, weeks) to the other party, terminate this Agreement.
DATED THIS DAY OF |, (YEAR)

For The Ontario Public For the Ministry of
Service Employees Union

JOB SHARING

Job sharing can occur where there is agreement between the employees who wish to job share, the Union, and the
Employer.

It is agreed that job sharing results from two employees sharing a full-time regular position and as such the position shall
continue to be identified as a full-time regular position.

Employees in a job sharing arrangement must share the same classification and level.

The sharing of the hours of work shall be determined by the parties to the sharing agreement but in no case shall one
employee work less than fourteen (14) hours per week.

(a) Employees in a job sharing arrangement shall be accorded the Working Conditions and Employee Benefits
contained in Parts A & B of this Central Collective Agreement and Part A of the Bargaining Unit Collective
Agreements. However, where applicable, they shall be pro-rated in accordance with the employee’s hours of work.

(b) Part C of this Central Collective Agreement and Part B of the Bargaining Unit Collective Agreements will be used to
provide administrative direction for the applicable pro-rating of the working conditions and benefits, and Article 57.1
(Pay and Benefits Administration) for the purposes of calculating a basic hourly rate.

In the event that one employee in the job sharing arrangement leaves that arrangement on a permanent basis for any
reason the remaining employee would first be offered the opportunity to assume the position on a full-time basis.

If the remaining employee declines the full-time opportunity, the position may be posted and advertised as a job sharing
vacancy, subject to the provisions of this Central Collective Agreement.

Failing successful filling of the job sharing position, the remaining employee shall be offered a further opportunity to
assume the position on a full-time basis.

If the remaining employee still declines this opportunity, the position would continue to exist as a full-time position and
the Employer may fill the balance of hours through temporary measures, if required.

The Employer undertakes to notify the President of the Union of all job sharing arrangements.

JOB TRADING

The following terms and conditions apply in respect of job trading as indicated in 10.3.2 to 10.3.13.

Regular employees who hold full-time or regular part-time positions are eligible to trade jobs, except for those
employees who are on notice of lay-off pursuant to Article 20 (Employment Stability) of the Central Collective
Agreement.

An employee can only trade jobs with an employee in the same category (i.e., a full-time employee can only trade jobs
with another full-time employee; a regular part-time employee can only trade jobs with another regular part-time
employee).

An employee who wishes to trade jobs with another employee must register with his or her ministry’s human resources
branch and complete the required documentation, which includes the employee portfolio. The employee must also

indicate the specific location or locations to which he or she is willing to relocate.

An employee may only trade jobs with another employee who holds a position
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10.3.6

10.3.7

10.3.8

10.3.9

10.3.10

10.3.11

10.3.12

10.3.13

* in the same classification; and
* in the same ministry; and

provided he or she is qualified to perform the normal requirements of the position without training.

Notwithstanding seniority, an employee will be considered for job trading prior to other employees registered for job
trading if his or her spouse is also employed in the Ontario Public Service and has relocated to continue such
employment at a different headquarters location.

If an employee has registered for job trading and he or she has also offered to be declared surplus pursuant to Article
20.7 (Voluntary Exit Option) of the Central Collective Agreement, his or her rights under that article will be exercised
before any rights under this job trading agreement.

Relocation expenses incurred by employees who trade jobs will not be reimbursed by the Employer.

In the event more than one (1) employee meets the criteria to trade jobs with another employee, the Employer will choose
the best qualified employee for the job to be traded. Where the qualifications and skills of two (2) or more employees are
relatively equal, seniority will be the deciding factor, subject to Article 10.3.5 above.

Employees cannot trade jobs unless both of their managers approve of the trade.

Job trading is voluntary. Provided an employee has not been matched with another employee’s job, he or she may
withdraw at any time.

A job trade is not final until all four (4) parties to the trade have confirmed their agreement, in writing, i.e., the trading
employees and their managers.

Should the employment situation or relocation decision of either employee change after sign-off, the job trade agreement
remains binding. For example, if an employee receives surplus notice after a job trade is completed, then he or she will be
subject to the appropriate procedures for redeployment.

ARTICLE 11 - HEADQUARTERS

11.1

11.2

11.3

114

This article applies to employees who do not attend at or work at or work from any permanent ministry facility in the
course of their duties, but for whom a permanent ministry facility or other place is designated as an employee’s
“headquarters” for the purposes of the provisions of this Central Collective Agreement and of various allowances which
require a headquarters to be specified.

A ministry may designate a headquarters when an employee is initially appointed to a position, or when a position is filled
by an employee in accordance with Article 6 (Posting and Filling of Vacancies or New Positions), Article 7 (Pay
Administration), Article 20 (Employment Stability) of this Central Collective Agreement. All job postings, notices and
offers in relation to positions covered by this article shall include the designated headquarters for the position. This
designation shall be the location considered by the ministry to be the most convenient for the efficient conduct of the
ministry’s business, having regard to the ministry’s projection of the location of the employee’s work assignments for a
period of two (2) years. It is not a requirement that the designated headquarters be a facility whose functions are related
to the work to be performed by the employee, and the employee’s residence may also be designated as his or her
headquarters. The Employer will supply to the Union, by December 30 of each year, a current list of headquarters
designations for employees covered by this article.

By mutual agreement in writing between the ministry and an employee, a new headquarters may be designated for an
employee at any time, and by mutual agreement in writing between the ministry and the employee, a temporary or
seasonal headquarters may be designated for a stated period, following which the previously designated headquarters
will be reinstated unless it has been changed in accordance with this article.

A ministry may change the headquarters of an employee covered by this article, if:

(a) the employee’s residence has been designated as his or her headquarters and he or she subsequently initiates a change
of residence; or

(b) a ministry facility which has been designated as the employee’s headquarters ceases to operate as a ministry
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11.5

11.6

11.7

facility; or

(c) the employee is assigned to a work location or work locations at least forty (40) kilometres by road from his or her
existing headquarters, and it is anticipated that the employee will continue to work in the area of the new work location
or work locations for at least two (2) years.

Where a ministry exercises its right to change the headquarters of an employee otherwise than by mutual agreement with
the employee, the following procedure will apply:

(@) The ministry shall first give notice to the employee of its intent, and shall consult with the employee to determine the
employee’s interests and the employee’s preferences as to the new headquarters location.

(b) The ministry shall determine the new headquarters location in a way which is equitable to both the employee and the
ministry.

(c) The employee shall be given three (3) months’ notice of the change in designation of the headquarters.

Where it is necessary to identify which one or more of a group of employees is to be assigned to a new headquarters, the
employees to be reassigned shall be identified by considering the qualifications, availability, and current location (home,
closest facility and work location). Where qualifications, availability and location are relatively equal, length of continuous
service shall be used to identify the employee to be reassigned.

Employees who relocate their residences because of a change in headquarters, other than a temporary or seasonal
change, in accordance with this article, shall be deemed to have been relocated for the purposes of the Employer’s policy
on relocation expenses.

ARTICLE 12 - ISOLATION PAY

12.1

12.2

12.3

1231

An employee who is stationed at a work location which receives a total of eight (8) or more points under the factors
outlined in Articles 12.3.1 and 12.3.2 shall be paid an isolation allowance in accordance with the following scale:

8 points $3.45 per week

9 - 12 points $5.18 per week

13 - 16 points $6.90 per week

17 - 20 points $8.63 per week
21 - 24 points $10.35 per week
25 - 28 points $12.08 per week
29 - 32 points $13.80 per week
33 - 36 points $15.53 per week
37 - 40 points $17.25 per week
41 - 44 points $18.98 per week
45 - 48 points $20.70 per week.

For purposes of this article, “work location” is defined as the address of the working place at which the employee is
normally stationed or, in certain special cases, another location designated as headquarters by the ministry.

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

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

Population Points Assigned
1 - 249 14
250 - 499 12
500 - 999 10
1000 -1999 8

Population Points Assigned
2000 -2999 6
3000 -3999 4
4000 -4999 2
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12.3.2

1241

12.4.2

1251

12.5.2

5000 or more 0

Distance from the employee’s work location to a centre of population of five thousand (5,000) or more:

Travel Travel only

Distance by road by means other
than road

80 km or less 0 0

81 -160 km 6 9
161 -320 km 12 17
321 -480 km 18 26
Over 480 km 24 34

In establishing the points to be assigned to each location in accordance with Article 12.3.1, population shall be
determined by reference to the following publications:

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

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

In establishing the points to be assigned to each location in accordance with Article 12.3.2, distance shall be determined
by reference to the following publications:

Ontario/Canada Official Road Map, published by the Ministry of Transportation.
Distance Tables, King’s Secondary Highways and Tertiary Roads, published by the Ministry of Transportation.

Points assigned to each location in accordance with Articles 12.3.1 and 12.3.2 shall be reviewed annually.

Amendments to any isolation allowance entitlement under Article 12.1 resulting from the review shall be implemented
effective from April 1 of each year.

ARTICLE 13 - KILOMETRIC RATES
(FXT, SE, FPT, RPT)

13.1

13.2

13.3

If an employee is required to use his or her own automobile on the Employer’s business, the following rates shall be paid
effective January 1, 2009:

Kilometres Driven Southern Ontario Northern Ontario
0-4,000 km 40 cents / km 41 cents/km
4,001 - 10,700 km 35 cents / km 36 cents / km
10,701 — 24,000 km 29 cents / km 30 cents / km
over 24,000 km 24 cents / km 25 cents / km

Kilometres are accumulated on the basis of a fiscal year (April 1 to March 31, inclusive).

Attached hereto as Appendix 3 (Use of Privately Owned Automobiles).

ARTICLE 14 - TIME CREDITS WHILE TRAVELLING

(FXT, SE, FPT, RPT)

14.1

14.2

Employees shall be credited with all time spent in travelling outside of working hours when authorized by the ministry.
When travel is by public carrier, except municipally operated transit systems, time will be credited from one (1) hour

before the scheduled time of departure of the carrier until one (1) hour after the actual arrival of the carrier at the
destination.
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14.3 When travel is by automobile and the employee travels directly from his or her home or place of employment, time will
be credited from the assigned hour of departure until he or she reaches his or her destination and from the assigned hour
of departure from the destination until he or she reaches his or her home or place of employment.

14.4  When sleeping accommaodation is provided, the hours between eleven (11:00) p.m. and the regular starting time of the
employee shall not be credited.

14.5 When an employee is required to travel on his or her regular day off or a holiday listed in Article 47 (Holidays), he or
she shall be credited with a minimum of four (4) hours.

14.6 All travelling time shall be paid at the employee’s basic hourly rate or, where mutually agreed, by compensating leave.

ARTICLE 15 - NON-PYRAMIDING OF PREMIUM PAYMENTS
(FXT, SE, FPT, RPT)

15.1 There shall be no duplication or pyramiding of any premium payments or compensating leave provided by the Central
Collective Agreement or any Bargaining Unit Collective Agreement as listed in Article 1 (Recognition).

ARTICLE 16 - LOCAL AND MINISTRY NEGOTIATIONS
(FXT, SE, FPT, RPT)

16.1 It is agreed that all ministries may enter into local and ministry employee relations negotiations such that are appropriate
as not being excluded by the provisions of the Crown Employees Collective Bargaining Act, 1993. Such negotiations
shall not be subject to the mediation and arbitration procedures under the Act, provided however, that nothing shall
preclude a grievance alleging a violation of the Central Collective Agreement, as provided in the said Act.

16.2 The ministry Employee Relations Committee (ERC) shall be co-chaired by a member of the ministry’s Senior
Management Group.

16.3  The Union may forward to the Deputy Minister matters which are not resolved at the ministry ERC, and the Deputy
Minister shall respond in writing to the matters raised within twenty-one (21) days of receipt by the Deputy Minister of
the unresolved item.

16.4 A Central Employee Relations Committee (CERC) shall be established consisting of equal numbers of up to four (4)
members from each party. The Committee will discuss matters of interest between the parties which may include matters
unresolved at ministry level negotiations. CERC discussions shall not be subject to mediation or arbitration. Either party
may invite an additional representative for specific issues.

ARTICLE 17 - JOINT CONSULTATION COMMITTEE
(FPT, RPT)

17.1 The Union and the Employer agree that consultation and communication on matters of joint interest are desirable to
promote constructive and harmonious relations.

17.2.1 The parties agree that a joint consultation committee composed of up to four (4) representatives from the Union and up
to four (4) representatives of the Employer, shall be used as a forum for consultation on changes in conditions of
employment not governed by this Central Collective Agreement and on other matters of mutual interest.

17.2.2 The committee shall meet once every two (2) months, or more frequently, with the consent of the parties.

17.3 While the committee shall consider and attempt to resolve all problems of mutual concern, it is understood that the

committee shall function in an advisory capacity and shall have no power to alter, amend, add to or modify the terms of
this Central Collective Agreement.

ARTICLE 18 - SENIORITY (LENGTH OF CONTINUOUS SERVICE)
(FXT, RPT)

18.1 An employee’s length of continuous service will accumulate upon completion of a probationary period of not more
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18.2

18.3

18.4

than nine (9) months and shall commence:

(a) from the date of appointment to the Regular Service for those employees with no prior service in the Ontario Public
Service; or

(b) from the date established by adding the actual number of full-time weeks worked by a full-time fixed-term employee
during his or her full-time employment back to the first break in employment which is greater than thirteen (13)
weeks; or

(c) for a Regular part-time employee, from January 1, 1984 or from the date on which he or she commenced a period of
unbroken, part-time employment in the public service, immediately prior to appointment to a regular part-time position in
the Regular Service, whichever is later; or (FPT)

(d) effective January 1, 1984, from the date established by adding the actual number of full-time weeks worked by a full-
time seasonal employee during his or her full-time employment back to the first break in employment which is greater
than thirteen (13) weeks.

“Unbroken service” is that which is not interrupted by separation from the public service; “full-time” is continuous
employment as set out in the hours of work schedules for the appropriate classifications; and “part-time” is continuous
employment in accordance with the hours of work specified in Article 58.1 (Hours of Work).

Effective December 20, 1990, any leaves of absence granted under Article 31.9 (Fixed-Term Employees - Pregnancy and
Parental Leave) and Article 32.19 (Seasonal Employees - Pregnancy and Parental Leave) shall be included in the
calculation of length of continuous service.

Notwithstanding Article 18.1, where a Regular part-time employee within the meaning of Part C of the Central Collective
Agreement and Part B of the Bargaining Unit Collective Agreements becomes a full-time regular employee covered by
Parts A (Working Conditions) and B (Employee Benefits) of the Central Collective Agreement and Part A of the
Bargaining Unit Collective Agreements, any service as a Regular part-time employee which forms part of his or her
unbroken service in the Regular Service shall be calculated according to the following formula:

Weekly Hours of Work as a Regular
Part-time employee
X Years of Continuous Service as a
Part-time Regular employee

Full-time hours of work for
class(weekly)

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

- Weekly hours of work as a Regular part-time employee
= 6 years at 20 hours per week, and 2.5 years at 16 hours per week

- Full-time hours of work for class (weekly) = 40
(Schedule 4)

- Seniority (Length of Continuous Service) on becoming a full-time regular employee
= (20 x 6 years) + (16 x 2.5 years)
40 40

=3 years + 1 year = 4 years
Where an employee has been released in accordance with Article 20 (Employment Stability) and rehired within two (2)
years, the period of absence shall not be computed in determining the length of continuous service. However, periods of
continuous service before and after such absence shall be considered continuous and are included in determining the
length of continuous service.
Continuous service shall be deemed to have terminated if:
(@) an employee resigns or retires; or
(b) an employee is dismissed unless such dismissal is reversed through the grievance procedure; or
(c) an employee is absent without leave in excess of ten (10) consecutive working days; or
(d) an employee is released in accordance with Article 20 (Employment Stability) and remains released for more than
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two (2) years.
18.5  An OPS-wide seniority list, including the employees’ names, employee ID number, date of continuous service, ministry,
classification and location shall be maintained and provided to OPSEU twice annually.

ARTICLE 19 - MULTIPLE LAY-OFFS
(FPT, RPT)

19.1 Where a reorganization, closure, transfer, or the divestment, relocation or contracting-out of an operation in whole or in
part will result in fifty (50) or more surplus employees in a ministry,

(a) affected employees shall receive six (6) months notice of lay-off or pay in lieu thereof as provided in Article 20.2
(Notice and Pay in Lieu), and

(b) the President of the Union shall be notified of the reorganization, closure, transfer, or the divestment, relocation or
contracting-out prior to notification to affected employees, and

(c) the Joint Employment Stability Subcommittee (JESS) shall consult on issues related to lay-off, displacement and recall.
19.2  JOINT EMPLOYMENT STABILITY SUBCOMMITTEE (JESS)

19.2.1 There shall be a subcommittee of the Central Employee Relations Committee (CERC), which shall be known as the Joint
Employment Stability Subcommittee of the CERC. It shall be composed, at any one time, of three (3) representatives
appointed by each party. At meetings of the subcommittee, one (1) representative from each party from the particular
ministry where the issue arose shall be invited to make representations before the subcommittee.

19.2.2 The mandate of the subcommittee shall be to consider issues arising out of decisions by the Employer which may affect the
continued employment of fifty (50) or more employees within a ministry. In such circumstances, either party may table the
matter for consideration by the subcommittee, and the subcommittee may make any recommendation that seems appropriate in
the circumstances. Such consideration shall be concluded in a timely fashion with disclosure as circumstances warrant.

ARTICLE 20 - EMPLOYMENT STABILITY
20.1 PREAMBLE

20.1.1 Where a lay-off may occur for any reason, the identification of a surplus employee in an administrative district or unit,
institution or other such work area and the subsequent redeployment, displacement, lay-off or recall shall be in
accordance with seniority subject to the conditions set out in this article.

20.1.2.1 Where a surplus employee has been identified in accordance with this Article, the Employer shall advise him or her in
advance of providing notice of lay-off pursuant to Article 20.2.1. Such advice shall be provided, in writing, ten (10)
working days in advance of formal notice of lay-off. The purpose of this ten day period is for the employee to consider
his or her options, as applicable, under Article 20.2 (Pay in Lieu).

20.1.2.2 On or before the end of the ten day period described in Article 20.1.2.1 above, the employee shall advise the Employer,
in writing, of his or her decision either:

(a) to exercise rights under Article 20.2;

(b) to remain employed during the six-month notice period for possible redeployment or displacement pursuant to
Articles 20.3 and 20.4, respectively.

20.1.2.3 An employee who fails to provide his or her written decision as required by Article 20.1.2.2 above shall be deemed to
have decided to remain employed during the notice period.

20.1.2.4 An Employee Portfolio will be deemed to include the qualifications and knowledge as identified in the employee’s
current position description for the purposes of Article 20.3 (Redeployment), unless otherwise modified by the
employee.

20.1.2.5 An employee may advise the Employer in writing at any time of his or her desire to update the employee portion of an
employee portfolio to reflect the acquisition of new or improved skills, knowledge and abilities, and/or change the
geographic parameters. Such changes shall be implemented within five (5) working days of receiving the updated
employee portion of the employee portfolio.

21



20.2

20.2.1

20.2.2

20.2.3

20.2.4

20.2.5

20.2.6

20.3

20.3.1

20.3.2

20.3.3

NOTICE AND PAY IN LIEU

An employee identified as surplus shall receive six (6) months notice of lay-off or, with mutual consent, an employee
may resign and receive equivalent pay in lieu of notice. Pay in lieu for the balance of the notice period shall only be
granted where the Employer determines that operational requirements permit an employee’s exit from the workplace
prior to the expiration of six (6) months notice.

The notice period will begin when the employee receives official written notice. Copies of all such notices shall be
provided to the Employer and to the Union.

Where an employee accepts pay in lieu of notice pursuant to this article, any further entitlements under this Central
Collective Agreement are forfeited save and except any rights under Article 53 or 78 (Termination Payments) or
paragraph 4 (b) of Appendix 9 (Employment Stability). The employee will be eligible to apply for restricted
competitions from the last day of work until twenty-four (24) months from the date on which lay-off would otherwise
have occurred. Such an employee shall keep the Ministry/Agency Director of Human Resources informed of any change
of address and/or telephone numbers and/or home e-mail (if any). Such changes must be sent in writing or electronically.

Where an employee accepts pay in lieu of notice and is re-appointed to a position in the Ontario Public Service prior to
the originally projected lay-off date, the employee will repay to the ministry a sum of money equal to the amount paid
for the period between the date of re-appointment and the original projected lay-off date. In addition, the employee will
repay to the ministry all monies received under paragraph 4 of Appendix 9 (Employment Stability). The employee’s
continuous service date, for all purposes except Article 53 or 78 (Termination Payments), shall be deemed to include
both service up to the last day of active work and the accumulation of service after the date of re-appointment. The new
service date for purposes of termination pay shall be the date on which the employee recommences work.

Where an employee who accepts pay in lieu of notice is re-appointed to a position in the Ontario Public Service after the
originally projected lay-off date, and prior to the expiration of a further twenty-four (24) months, the employee will repay to
the ministry all monies received under paragraph 4 of Appendix 9 (Employment Stability). The employee’s continuous
service date for all purposes except Article 53 or 78 (Termination Payments), shall be deemed to include both service up to
the last day of active work and the accumulation of service after the date of re-appointment. The new service date for
purposes of termination pay shall be the date on which the employee recommences work.

An employee who requests to voluntarily exit and accepts pay in lieu of notice under this Article shall forfeit any
entitlements under the Surplus Factor 80 program, if any, pursuant to Appendix 17 (Factor 80 Program).

REDEPLOYMENT

An employee who has received notice of lay-off in accordance with this article shall be assigned to a position that becomes
vacant in his or her ministry or in another ministry during his or her notice period provided that:

(a) the vacant position is within a range of classifications whose maximum rate is 5% above and 15% below the maximum
rate of the employee’s own classification; and

(b) the vacant position is within a forty (40) kilometre radius of his or her headquarters; and
(c) he or she is qualified to perform the required duties; and

(d) there is no other person who is qualified to perform the required duties, who has a greater length of continuous service
and who is eligible for assignment to the vacancy either pursuant to Article 20.3 or Article 20.6 (Recall).

With mutual consent, an employee who has not been assigned under Article 20.3.1 shall be assigned to a position that
becomes vacant in his or her ministry or in another ministry beyond a forty (40) kilometre radius of his or her headquarters
provided the conditions outlined in Article 20.3.1 (a), (c) and (d) are satisfied. It is understood that the employee may
request that the Employer take into account any specific locations for redeployment, and the Employer will take into
account locations that are within a forty (40) kilometre radius of such locations. Relocation expenses will not be paid.

If, in accordance with Article 20.3.2 an employee indicates that he or she is willing to be assigned to a position that
becomes vacant in a specific location beyond a forty (40) kilometre radius of his or her headquarters and the employee is
offered an assignment within a forty (40) kilometre radius of that location, refusal of the job offer will result in lay-off at
the end of the notice period.
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20.3.4 Where an employee has been assigned to a vacant position within a classification having a maximum rate below the
maximum rate of the employee’s own classification, pursuant to Article 20.3.1(a), the employee shall remain at his or her
current rate of pay, without any salary progression, until the expiry of his or her notice period, upon which the employee
shall be placed at the appropriate step on the salary range for the classification to which the employee has been assigned.

20.3.5 Itis agreed that where an employee is assigned to a vacancy within a classification having a higher maximum rate, pursuant
to Article 20.3.1(a), it shall not be considered a promotion under Article 7.

20.4  DISPLACEMENT

20.4.1.1 An employee who has completed his or her probationary period, who has received notice of layoff pursuant to Article
20.2 (Notice and Pay in Lieu), and who has not been assigned, within a period of five (5) months after the receipt of the
notice of lay-off, in accordance with the criteria of Article 20.3 (Redeployment) to another position shall have the right
to displace an employee who shall be identified by the Employer in the following manner as set out in Articles 20.4.1.2
t0 20.4.1.10.

20.4.1.2 The Employer will identify the employee with the least seniority in the same classification and the same ministry as the
employee’s surplus position. If such employee has less seniority than the surplus employee, he or she shall be displaced
by the surplus employee provided that:

(@) such employee’s headquarters is located within a forty (40) kilometre radius of the headquarters of the surplus
employee; and

(b) the surplus employee is qualified to perform the work of the identified employee.

20.4.1.3 If the surplus employee is not qualified to perform the work of the least senior employee identified under Article 20.4.1.2
above, the Employer will continue to identify, in reverse order of seniority, employees in the same classification and in
the same ministry until a less senior employee is found within forty (40) kilometres of the surplus employee’s
headquarters whose work the surplus employee is qualified to perform.

20.4.1.4 Failing displacement under Article 20.4.1.2 or 20.4.1.3 above, the Employer will identify, in reverse order of
seniority, employees in the classes in the same class series in descending order until an employee with less seniority is
found in the same ministry within forty (40) kilometres of the surplus employee’s headquarters. The identified employee
shall be displaced by the surplus employee provided he or she is qualified to perform the work.

20.4.1.5 Failing displacement under Articles 20.4.1.2 or 20.4.1.3 or 20.4.1.4 above, the Employer will review other classes which
the employee held either on a full-time basis, or who performed the full range of job duties on a temporary basis for at
least twelve (12) months in the same ministry within forty (40) kilometres of the surplus employee’s headquarters. The
Employer will identify, in reverse order of seniority, a less senior employee in the class with the maximum salary closest
to but not greater than the maximum salary of the surplus employee’s current classification. The identified employee
shall be displaced by the surplus employee provided he or she is qualified to perform the work.

20.4.1.6 Failing displacement under Articles 20.4.1.2, 20.4.1.3, 20.4.1.4 or 20.4.1.5 above, if the employee requests, the
Employer will repeat the steps specified in Articles 20.4.1.2, 20.4.1.3, 20.4.1.4 and 20.4.1.5 with respect to positions
beyond a forty (40) kilometre radius of his or her headquarters. No relocation expenses will be paid.

20.4.1.7 Failing displacement under Article 20.4.1.2, 20.4.1.3, 20.4.1.4, 20.4.1.5 or 20.4.1.6 above, the Employer will identify, in
reverse order of seniority, a less senior employee who is:

(a) in another ministry; and
(b) whose headquarters is within a forty (40) kilometre radius of the displacing employee’s headquarters; and

(c) whose position the displacing employee previously held either on a full-time basis, or who performed the full range of job
duties on a temporary basis for at least twelve (12) months in that ministry; and

(d) if the employee previously held more than one position in that ministry, the position with a maximum salary closest to
but not greater than the maximum salary of the displacing employee’s current classification.

The identified employee shall be displaced provided the displacing employee is qualified to perform the work.

20.4.1.8 Upon the completion of five (5) months following commencement of the notice period, the Employer will advise the
surplus employee of the position into which he or she is eligible to displace.
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20.4.1.9 The surplus employee must indicate in writing to the Employer his or her intention to displace the employee identified

pursuant to Articles 20.4.1.2, 20.4.1.3, 20.4.1.4, 20.4.1.5, 20.4.1.6, or 20.4.1.7 above, as applicable. Written intention to
displace must be received by the Employee Mobility Coordinator no later than one (1) week following the date the surplus
employee received advice that he or she was eligible to displace an employee pursuant to Article 20.4.1.8 above.

20.4.1.10 An employee who does not indicate in writing to the Employer his or her intention to displace within the time period

20.4.2

20.4.3

20.4.4

20.4.5

20.5

20.5.1

20.5.2

20.6

20.6.1

20.6.2

20.6.3

20.6.4

stipulated by Article 20.4.1.9 above shall be deemed to have given up his or her right to displace and opted for
redeployment under Article 20.3 (Redeployment).

The first employee who is displaced by an employee exercising his or her right to displace under Article 20.4.1 will have
displacement rights. The employee displaced by the first displaced employee will also have displacement rights but the
employee he or she subsequently displaces will not have any such right.

An employee who is displaced by an employee who exercises his or her displacement right under Article 20.4 shall
receive notice of lay-off or salary continuance, at the Employer’s discretion. The displaced employee’s notice period or
salary continuance shall be for a six (6) month period.

Article 7.4 (Pay Administration) shall not apply where an employee displaces a less senior employee pursuant to Articles
20.4.1.4, 20.4.1.5, 20.4.1.6 or 20.4.1.7 above, save and except that Article 7.4 (Pay Administration) shall apply for the
balance of the employee’s notice period only.

Except as provided in Article 20.4, employees who are displaced will have full access to the provisions of Article 20.
TUITION REIMBURSEMENT

On production of receipts from an approved educational program within twelve (12) months of layoff, an employee may
be reimbursed for tuition fees up to a maximum of three thousand dollars ($3,000.00).

Where an employee takes a program or course with the approval of the Employer, for the purpose of upgrading his or her
employment-related skills, the Employer shall defray all or part of the tuition in accordance with the Employer’s normal

policy.
RECALL

A person who has been laid off is entitled to be assigned to a position that becomes vacant within twenty-four (24)
months after his or her lay-off provided that:

(a) the vacant position is in the same classification and ministry as his or her former position; and
(b) the vacant position is within a forty (40) kilometre radius of his or her former headquarters; and
(c) he or she is qualified to perform the required duties; and

(d) there is no other person who is qualified to perform the required duties, who has a greater length of continuous service
and who is eligible for assignment to the vacancy either pursuant to Article 20.6 or Article 20.3 (Redeployment);

(e) notwithstanding Article 20.6.1(b) above, where as a result of displacement or redeployment an employee’s
headquarters has changed, recall rights shall apply to vacant positions within a forty (40) kilometre radius of either the
person’s current or former headquarters at his or her option. Relocation expenses will not be paid.

Where a person who has been laid off is re-appointed under Article 20.6, he or she shall be re-appointed at a rate within
the position’s salary range equivalent to the rate at which he or she was paid immediately prior to lay-off.

Employees who are laid off and subject to recall shall keep the Ministry/Agency Director of Human Resources informed
of any change of address and/or telephone numbers, and/or home email (if any). Such changes must be sent in writing or
electronically.

Where a person who has been laid off is re-appointed to a position under Article 20.6, the Employer shall serve written
notice of such re-appointment to the person to the last address filed with the Employer. Written notice of re-appointment
shall be sent by certified mail or another means whereby receipt of such notice is confirmed by the deliverer. Laid off
employees re-appointed under Article 20.6 must accept the notice of recall and report for duty within the time limits
stipulated below:
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20.6.5

20.6.6

20.7

20.7.1

20.7.2

20.7.3

20.7.4

20.7.5

20.7.6

20.7.7

20.8

20.8.1

20.8.2

20.8.3

(@) the employee must accept the recall, in writing, within seven (7)  days of receipt of written notice;

(b) an employee accepting recall shall report for duty within two (2) weeks of receiving written notice thereof, or on such
other date specified in the notice.

A person shall lose his or her rights to recall pursuant to Article 20.6 upon the earlier of:
(a) the date he or she takes termination pay pursuant to Article 53 or 78 (Termination Payments) of this Agreement; or
(b) the date he or she does not attend a recall interview when requested by the Employer; or

(c) having accepted an appointment in accordance with Article 20.6.1, he or she fails to report for duty on the date
specified in Article 20.6.4(b); or

(d) the date he or she does not accept an appointment in accordance with Article 20.6.1; or
(e) twenty-four (24) months after the date of his or her lay-off.

A laid off employee who applies for a vacancy advertised in accordance with Article 6 (Posting and Filling of VVacancies
or New Positions) and who is subsequently appointed to that position shall lose his or her rights to recall pursuant to
Article 20.6.

VOLUNTARY EXIT OPTION

Subject to the conditions outlined in Article 20.7, an employee who has not received notice of lay-off may offer to be
declared surplus and give up his or her job for possible redeployment of an employee who has received notice of lay-off
provided the position is within a range of classifications whose maximum rate is 5 per cent above and 15 per cent below
the maximum rate of the employee’s own classification. No relocation expenses will be paid.

An employee shall advise the Ministry/Agency Director of Human Resources, in writing, of his or her desire to make
an offer referred to in Article 20.7.1.

The position of an employee making an offer under Article 20.7.1 will be considered to be a vacancy for redeployment
of a surplus employee pursuant to Article 20.3 (Redeployment), provided the Employer determines the position will
continue to be filled.

A non-surplus employee’s offer to be declared surplus will not be acted upon by the Employer until such time as a
surplus employee is assigned to his or her position in accordance with Article 20.3 (Redeployment).

For purposes of Article 20.7, a surplus employee will be assigned to the non-surplus employee’s position only if he or
she is able to perform the normal requirements of the position without training.

Employees who qualify for an actuarially unreduced pension or who could qualify pursuant to paragraph 2 of Appendix 9
(Employment Stability) shall not be eligible to utilize the provisions of Article 20.7.

Notwithstanding anything in any other provision of Article 20, the rights specified in Article 20.7 shall be exercised
before any displacement or redeployment rights.

TEMPORARY VACANCIES

Surplus employees shall be eligible for assignment into temporary assignments in their own ministry in the last two (2)
months of their notice. Such assignments are meant to provide additional employment opportunities for surplus
employees prior to lay-off. Where more than one surplus employee matches the temporary assignment, the employee
with greater seniority shall be offered the temporary assignment. It is understood that such assignment of a surplus
employee to a temporary vacancy has priority over Article 8 (Temporary Assignments).

A surplus employee shall retain his or her status in the Regular Service and current salary entitlements while placed in a
temporary assignment. Placement in a temporary assignment will not constitute a promotion for pay purposes. Subject to
Article 20.8.1, for placement into temporary assignments, the employer shall use the same criteria and rules as for
assignment into vacancies under Article 20.3 (Redeployment).

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

temporary assignment. The surplus employee shall have five (5) working days in which to accept or reject the offer of a
temporary assignment.
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20.8.4

20.8.5

20.8.6

20.9

20.9.1

20.10

20.10.1

20.11

20.11.1

20.11.2

20.12

20.12.1

20.12.2

20.12.3

20.12.4

Surplus employees who are occupying a temporary assignment remain eligible for assignment to permanent vacancies in
accordance with the provisions of Article 20.3 (Redeployment) throughout their temporary assignment, but shall not
continue to be matched to other temporary assignments during the term of the temporary assignment; however, the
original temporary assignment may be extended by a maximum of three (3) months.

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

When a temporary assignment takes place, the employee shall not be unreasonably denied the opportunity to complete
any portion of training already underway. Surplus employees who refuse a temporary assignment shall continue to be
considered for assignment into permanent vacancies for the duration of their surplus notice period, but not for further
temporary assignments.

ATTRITION

It is understood that attrition can be used effectively as a redeployment strategy. The Employer agrees that, wherever
possible, it will utilize attrition as a means of reducing the workforce.

VOLUNTARY LEAVES

In the spirit of co-operative attempts to create training and employment opportunities, the parties agree to the following
full-time unpaid leaves, which will be advertised widely to employees and granted subject to local operating
requirements:

(a) Extended Educational Leave: The Employer agrees to provide extended education leave, without accumulation of
credits, for periods of a minimum of one (1) school year;

(b) Family Leave: An employee at his or her option shall be entitled to a leave of absence, without accumulation of
credits, of up to one (1) year for care of a dependent person.

CAREER TRANSITION SUPPORT

Surplus employees who do not take pay in lieu under Article 20.2.1 will be provided with transition support which may
include skills assessment, counselling and job search skills.

Time spent by the surplus employee in activities outlined in Article 20.11 shall be with pay and no loss of credits.
CONDITIONAL ASSIGNMENTS

Where, in accordance with Article 20.3 (Redeployment), the Employer determines there are no vacancies for which the
employee is qualified to perform the work, and the employee has not been able to displace under Article 20.4
(Displacement) he or she shall be assigned to a vacancy conditional upon meeting the qualifications after retraining
during the notice period.

The need for employment-related retraining will be determined by the Employer in consultation with the employee and
will only be provided to increase the likelihood of redeployment to an existing vacancy or one that the Employer has
determined will arise and continue during his or her six (6) month notice period. For the purposes of conditional
assignments, the Employer will provide the employee with a sufficient period of work time in the vacancy, during or
following the employment-related retraining, to allow a reasonable judgment to be made regarding the qualifications of
the employee.

The Employer and the Union may consult on matters related to retraining programs linked to redeployment practices and
procedures.
An employee will only be eligible for a conditional assignment where:

(a) the headquarters of the vacancy is within a forty (40) kilometre radius (unless otherwise mutually agreed by the
Employer and the employee) of the employee’s headquarters; no relocation expenses will be paid; and

(b) the vacancy is within a range of classifications whose maximum rate is 5% above and 15% below the maximum rate
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20.12.5

20.12.6

20.12.7

20.12.8

20.12.9

of the employee’s own classification; and

(c) The need for employment-related retraining, as determined by the Employer in consultation with the employee, is
likely to result in qualification for the vacancy.

If, at the end of retraining, the employee is qualified to perform the work of the vacancy to which he or she has been
conditionally assigned, he or she will be appointed to that vacancy.

If, at the end of retraining, the employee is not qualified to perform the work of the vacancy to which he or she has been
conditionally assigned, he or she will be laid off at the end of the notice period with rights of recall.

The assignment of an employee to a vacancy in accordance with Article 20.3 (Redeployment) or Article 20.6 (Recall)
shall have priority over the assignment of a surplus employee under Article 20.12.

Notwithstanding Article 20.12.7 above, if an employee has already been conditionally assigned to a vacancy, a qualified
surplus employee will not have the right to be assigned to that position.

Where an employee is appointed to a position in accordance with Article 20.12, Article 7.4 (Pay Administration) shall
not apply.

20.12.10Time spent by the surplus employee in activities outlined in Article 20.12, shall be with pay and no loss of credits.

20.12.11Where an employee is given a conditional assignment within a classification having a higher maximum rate, pursuant to

20.13

20.13.1

20.13.2

20.14

20.14.1

20.14.2

20.15

Article 20.12.4(b), it shall not be considered a promotion under Article 7.
PROBATIONARY EMPLOYEES

The Employer will extend to probationary employees the benefit of the employment stability provisions found in this
article, as follows:

() The probationary employee’s “seniority” shall be calculated from the first day of his or her probationary period,
including any service which is credited to the employee pursuant to Article 31A.13.1 (fixed-term Employees).

(b) For the purposes of the application of Articles 20.2 (Notice and Pay in Lieu), 20.3 (Redeployment), 20.6 (Recall) and
20.7 (Voluntary Exit Option) to probationary employees, the probationary employee’s “continuous service” and
“period of employment” shall be deemed to have commenced with his or her most recent actual period of
employment.

(c) The provisions of Article 20.4 (Displacement) shall not be applied to probationary employees nor shall they have the
benefit of any rights arising pursuant to Article 20.4.

Nothing in Article 20.13 shall be deemed to be a recognition of “seniority” or “continuous service” in probationary
employees as those terms appear in Article 18 (Seniority).

TECHNOLOGICAL CHANGE

Where it is necessary to release an employee who has completed his or her probationary period, because of the
introduction of technological change in equipment or methods of operation, at least three (3) months’ notice in advance
of the change shall be given to the employee affected and to the Union. For greater certainty, it is understood that such
notice shall not operate so as to extend any other notice to be given under this Agreement, and it may run concurrently
with any such other notice.

The matter will then be referred to the CERC to discuss and to attempt to resolve the problem with relation to the
reallocation and retraining of the affected employees with a view to minimizing the effects of the Employer action
required to be taken.

CONTINUANCE OF INSURED BENEFITS

20.15.1Except as provided in Article 20.15, all benefits coverage under Part B and Part C of the Central Collective Agreement

(Employee Benefits for Full-Time and Regular Part-Time Employees) will cease at the end of the month in which the
employee is laid off or resigns, save and except coverage as provided under Article 36.3 or 64.3 (Insured Benefits Plans)
and Article 40.5 or 68.7 (Dental Plan).
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20.15.2An employee who, pursuant to Article 20, is laid off or resigns and receives pay in lieu of notice may continue benefits
coverage at his or her own expense, except for coverage under Article 44 (Short Term Sickness Plan) and Article 42
(Long Term Income Protection), for a period of twelve (12) months following lay-off or resignation by arranging to pay
the full premiums, in advance, on a quarterly basis.

20.15.3 Failure by the employee to pay the premiums as specified in Article 20.15.2 will disentitle the employee to any further
benefits under Article 20.15.

20.16 JOB REGISTRY SYSTEM

20.16.1 The parties agree that an OPS-wide job registry system shall be developed by the Employer and shared with the CERC,
to track all funded vacancies in the Regular Service as approved to be filled by the Employer. Such vacancies shall be
reported by ministries to the Employer for inclusion in the registry. Names of surplus employees shall be reported by
ministries to the Employer and the Union once an employee is given written notice of lay-off. Monitoring of the job
registry and redeployment results will be reported to Management Board of Cabinet and CERC by the Employer on a
quarterly basis.

20.17 MONITORING AND REPORTING

20.17.1 There shall be central monitoring and reporting of vacancies with respect to the job registry and redeployment processes
in accordance with Article 20.16 (Job Registry System).

20.17.2 The Employer agrees to share job registry and redeployment data with the CERC.

20.17.3 The JESS may establish standards and norms governing the review of qualifications and assessment of surplus
employees.

20.18 GENERAL
20.18.11t is understood that when it is necessary to assign a surplus employee to a vacant position in accordance with Article 20.3
(Redeployment) or recall a laid off employee in accordance with Article 20.6 (Recall), the provisions of Article 6

(Posting and Filling of Vacancies or New Positions) shall not apply.

20.18.2For purposes of Article 20, lay-off means the same as release per Section 39 of the Public Service of Ontario Act, 2006,
S.0. 2006, c. 35, Sched. A., as amended.

20.19 PAYMENT OF MONIES

20.19.1The Employer shall endeavour to phase in lump sum and severance payments over two (2) calendar years, if the employee
so requests and if legislation permits.

ARTICLE 21 - DISCIPLINE AND DISMISSAL
(FXT, SE, FPT, RPT)

21.1 It is understood that the right of the Employer to discipline or dismiss employees shall be for just cause. The Employer’s
right to discipline or dismiss is subject to the right of an employee to grieve such action.

21.2 For greater certainty, it is understood that nothing in Article 21.1 confers on a probationary employee any right to grieve
or arbitrate his or her dismissal.

ARTICLE 22 - GRIEVANCE PROCEDURE
(FXT, SE, ST, FPT, RPT, GO)

22.1 It is the intent of this Agreement to adjust as quickly as possible any complaints or differences between the parties

arising from the interpretation, application, administration or alleged contravention of this Agreement, including any
question as to whether a matter is arbitrable.
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2221

22.2.2

22.3.1

22.3.2

22.4

22.5

22.6.1

22.6.2

22.6.3

22.6.4

22.7

22.7.1

22.8

22.8.1

22.8.2

STAGE ONE

It is the mutual desire of the parties that complaints of employees be adjusted as quickly as possible and it is understood
that if an employee has a complaint, the employee shall meet, where practical, and discuss it with the employee’s
immediate supervisor within thirty (30) days after the circumstances giving rise to the complaint have occurred or have
come or ought reasonably to have come to the attention of the employee in order to give the immediate supervisor an
opportunity of adjusting the complaint.

If any complaint or difference is not satisfactorily settled by the supervisor within seven (7) days of the discussion and/or
meeting, it may be processed within an additional ten (10) days in the following manner:

STAGE TWO

If the complaint or difference is not resolved under Stage One, the employee may file a grievance, in writing, through the
Union, with their immediate supervisor who will in turn forward the grievance to the senior human resources representative
for the ministry or his or her designee.

The senior human resources representative or his or her designee shall hold a meeting with the employee within fifteen
(15) days of the receipt of the grievance and shall give the grievor his or her decision in writing within seven (7) days of
the meeting with a copy to the Union steward.

If the grievor is not satisfied with the decision of the senior human resources representative or his or her designee or if he or she
does not receive the decision within the specified time, the grievor may apply, through the Union, to the Grievance Settlement
Board (GSB) for a hearing of the grievance within fifteen (15) days of the date he or she received the decision or within fifteen
(15) days of the specified time limit for receiving the decision.

The employee, at his or her option, may be accompanied and represented by a Union representative at Stage Two of the
grievance procedure.

An employee who is a grievor or complainant and who makes application, through the Union, for a hearing before the
GSB or the Ontario Labour Relations Board (OLRB) shall be allowed leave of absence with no loss of pay and with no
loss of credits, if required to be in attendance by the Board or Tribunal. Article 22.6.1 shall also apply to pre-hearings,
mediation/arbitration or mediation under auspices of the GSB or OLRB.

An employee who has a grievance and is required to attend meetings at Stage One and Two of the grievance procedure
shall be given time off with no loss of pay and with no loss of credits to attend such meetings.

Avrticle 22.6.2 shall also apply to the Union Steward who is authorized to represent the grievor at Stage Two of the
grievance procedure.

The Union shall advise the senior human resources representative for the affected ministries with copies to the Director,
Centre for Employee Relations of the Union Stewards together with the areas they are authorized to represent, which list
shall be updated at least every six (6) months. The ministry will advise the Union corporately when the senior human
resources representative for the ministry changes.

LAY-OFF

Where an employee files a grievance, through the Union, claiming improper lay-off and the grievance is referred to the
GSB in accordance with Article 22.4, the Union shall notify the Employer, in writing, at least three (3) weeks prior to the
date established for the Board’s hearing, of the title and location of the position which will be the subject matter of the
claim before the Board.

DISMISSAL

Any probationary employee who is dismissed or released shall not be entitled to file a grievance.

Any employee other than a probationary employee who is dismissed shall be entitled to file a grievance, through the

Union, at the second stage of the grievance procedure provided he or she does so within thirty (30) days of the date of the
dismissal.
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22.9

2291

22.9.2

22.10

22.10.1

22.10.2

INSURED BENEFITS GRIEVANCE

An allegation that the Employer has not provided an insured benefit that has been contracted for in this Agreement shall
be pursued as a Union grievance filed under Article 22.13 (Union Grievance).

Any other complaint or difference shall be referred to the Claims Review Subcommittee of Joint Insurance Benefits
Review Committee (JIBRC), established under Appendix 4 (Joint Insurance Benefits Review Committee), for resolution.

SEXUAL HARASSMENT

All employees covered by this Agreement have a right to freedom from harassment in the workplace because of sex by his
or her Employer or agent of the Employer or by another employee. Harassment means engaging in a course of vexatious
comment or conduct that is known or ought reasonably to be known to be unwelcome.

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

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

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

22.10.3.1 The time limits set out in Article 22.2.1 do not apply to complaints under Article 22.10, provided that the complaint is

made within a reasonable time of the conduct complained of, having regard to all the circumstances.

22.10.3.2 Where, at any time either before the making of a complaint or the filing of a grievance under Article 22, the Employer

establishes an investigation of the complaint, or the employee agrees to the establishment of such an investigation,
pursuant to any staff relations policy or other procedure of the Employer, the time limits for the processing of the
complaint or grievance under Article 22 shall be suspended until the employee is given notice in writing of the results of
the investigation, which shall be completed within ninety (90) days or less, which time limits may be extended by mutual
consent.

22.10.3.3 Where a complaint under Article 22.10 is made against an employee’s supervisor, or any person with supervisory

22.10.4

22.10.5

22.11

22.11.1

22.11.2

22.12

22.12.1

responsibilities at a higher level over the employee, any oral complaint which is expressed in Article 22 to be presented
to the supervisor may be presented directly to the senior human resources representative or his or her designee,
specifically assigned to deal with complaints or grievances under this provision. It is agreed that the designee assigned
will not be a person who is the subject of the complaint giving rise to the grievance.

Where it appears to the GSB that an employee who is a grievor under Article 22.10 has made a complaint under the Ontario
Human Rights Code relating to the conduct which is the subject of the grievance, the GSB may, as it sees fit, adjourn the
grievance, stay the grievance, or dismiss the grievance.

An employee who makes a complaint under Article 22.10 may be accompanied and represented by a Union
representative at the time of the discussion of the complaint, at each stage of the grievance procedure, and in the course
of any investigation established by the Employer under any staff relations policy.

GROUP GRIEVANCE

In the event that more than one (1) employee is directly affected by one specific incident or circumstance and such
employees would be entitled to grieve, a group grievance shall be presented in writing by the Union signed by such
employees to the senior human resources representative at Stage Two, within the time limits as specified in Article
22.2.1. Up to three (3) grievors of the group shall be entitled to be present at all Stages unless otherwise mutually agreed.

The consolidation of group grievances across several branches, departments or ministries shall be discussed in accordance
with the provisions of Article 22.17.

CLASSIFICATION

An employee who alleges that his or her position is improperly classified may discuss his or her claim with his or her
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22.12.2

22.12.3

22.13

22.13.1

22.13.2

22.13.3

22.14

22.14.1

22.14.2

22.14.3

22.14.4

22.14.5

22.14.6

22.15

22.15.1

22.16

22.16.1

immediate supervisor at any time, provided that such discussions shall not be taken into account in the application of the
time limits set out in Article 22. An employee, however, shall have the right to file a grievance in accordance with the
grievance procedure, specifying in his or her grievance what classification he or she claims.

A classification grievance as provided in Article 22.12.1 which has not been resolved by the end of Stage 2 of this
grievance procedure may be referred to the Joint System Subcommittee (JSSC) provided in Appendix 7 (Classification
System Subcommittees) of this Agreement, for final resolution. Any grievances being referred to the JSSC, must be
forwarded to the Employer representatives of the Committee, no later than one (1) month after the Employer’s Stage 2
response. The JSSC may decide on any grievance referred to it. Where the parties at the JSSC concur, their decision shall
be binding on the parties and any affected employee. Where the parties at the JSSC do not concur, the matter shall
remain unresolved unless and until concurrence is reached.

The Employer upon written request either by the employee or by the Union shall make available all information and provide
copies of all documents which are relevant to the grievance.

UNION GRIEVANCE

Where any difference between the Employer and the Union arises from the interpretation, application, administration or
alleged contravention of the Agreement, the Union shall be entitled to file a grievance at the second stage of the
grievance procedure provided it does so within thirty (30) days following the occurrence or origination of the
circumstances giving rise to the grievance.

Where the difference between the Employer and the Union involves more than one (1) ministry, the Union shall be entitled
to file a grievance with the Director, Centre for Employee Relations provided it does so within sixty (60) days following the
occurrence or origination of the circumstances giving rise to the grievance.

A submission of the grievance to the Director, Centre for Employee Relations under Article 22.13 shall be considered to be
the second stage for the purpose of Article 22. Union grievances shall be signed by the President or Vice-President. It is
further agreed that no grievance processed under Article 22.13 shall be dealt with under the provisions of the
mediation/arbitration referred to hereunder except with the mutual agreement of the parties.

GENERAL

Where a grievance is not processed within the time allowed or has not been processed by the employee or the Union
within the time prescribed it shall be deemed to have been withdrawn.

In Article 22, “days” shall include all days exclusive of Saturdays, Sundays and designated holidays.

The time limits contained in Article 22 may be extended by agreement of the parties in writing.

The parties agree that principles of full disclosure of issues in dispute as alleged by a grievance advanced by the Union
on behalf of a member or members, or the Union itself, and full disclosure of facts relied upon by management in a

decision that is subject to a grievance, are key elements in amicable and expeditious dispute resolution processes.

The parties agree that at the earliest stage of the grievance procedure, either party upon request is entitled to receive from
the other, full disclosure.

The GSB shall have no jurisdiction to alter, change, amend or enlarge any provision of the Collective Agreements.
DISCIPLINARY RECORD

Any letter of reprimand, suspension or other sanction will be removed from the record/files of an employee three (3)
years following the receipt of such a letter, suspension or other sanction provided that the employee’s record/files have
been clear of similar offences for the past three (3) years. Any such letter of reprimand, suspension or other sanction so
removed cannot be used in any subsequent proceedings.

MEDIATION/ARBITRATION PROCEDURE

Except for grievances concerning dismissal, sexual harassment, and/or human rights, and Union grievances with corporate
policy implications, all grievances shall proceed through the GSB to a single mediator/arbitrator for the purpose of resolving
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the grievance in an expeditious and informal manner.

22.16.2 The mediator/arbitrator shall endeavour to assist the parties to settle the grievance by mediation. If the parties are unable to
settle the grievance by mediation, the mediator/arbitrator shall determine the grievance by arbitration. When determining the
grievance by arbitration, the mediator/arbitrator may limit the nature and extent of the evidence and may impose such
conditions as he or she considers appropriate. The mediator/arbitrator shall give a succinct decision within five (5) days
after completing proceedings, unless the parties agree otherwise.

22.16.3 The mediator/arbitrator shall begin proceedings within six (6) months of the date of the referral to the GSB unless a later
date is agreed to by the parties.

22.16.4 The GSB will adopt such procedures as are necessary to ensure the resolution of disputes within the procedures and time
frames set out above.

22.16.5 The parties will make every effort to schedule grievances for hearing, that have been referred to the GSB, within six (6)
months of the referral.

22.16.6 Grievances concerning dismissal, sexual harassment, and/or human rights, and Union grievances with corporate policy
implications shall proceed through the regular arbitration procedure and shall not utilize this mediation/arbitration procedure
except with the mutual agreement of the parties.

22.16.7 Decisions reached through the mediation/arbitration process shall have no precedential value unless the parties agree
otherwise.

22.17 JOINT REVIEW PROCESS

22.17.1 The parties agree that any dispute arising out of Article 22.14.4 shall be referred to the Joint Review Process. Should the
matter not be resolved at that level, it shall proceed within fifteen (15) days to an available mediator-arbitrator drawn
from a list of agreed upon mediator-arbitrators. The parties agree that the standard to be used by the mediator-arbitrator
shall be arguable relevance. The burden of proof in Article 22.17 will rest with the party asserting the need for the
information. Any such hearing on issues referred to a mediator-arbitrator under Article 22.17, shall be limited to hearings
of no more than one (1) day.

22.17.2 The Joint Review Process is an integral part of the dispute resolution mechanism. The parties agree to meet in such
process for the following reasons:

(@) review of such cases as the parties choose prior to submission to arbitration

(b) consolidation of cases, where applicable, with agreement in advance as to application of an award on similar issues,
subject to the right of the parties to seek judicial review of any award.

(c) review arbitration awards as deemed necessary to determine application
(d) any other mutually acceptable reason.

22.18 INTEREST

22.18.1 Where monetary compensation and/or damages are decided to be owing for a grievance, interest shall be payable as
follows:

(a) for the period commencing thirty (30) days prior to the date the grievance was filed until the decision:
(1) interest shall be calculated at the quarterly prime rates, set by the Bank of Canada, averaged yearly for that period.

(2) interest will be paid on all amounts owing, except where compensation is payable for back pay or any other
amount that accrues over time, interest shall be calculated on one half of the compensation.

(b) for the period from the date of the decision until the compensation and/or damages is paid, interest shall be payable
on all amounts owing, payable at the prime rate set by the Bank of Canada, for the quarter before the decision.

ARTICLE 23 - LEAVE - UNION ACTIVITIES
(FXT, SE, FPT, RPT)

23.1 Upon at least fourteen (14) days’ written notice by the Union, leave of absence without pay but with no loss of credits
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23.21

23.2.2

23.2.3

shall be granted for not more than four (4) consecutive days for each employee delegate for the purpose of attending the
Annual Convention.

Leave of absence with no loss of pay and with no loss of credits shall be granted to a member of the Union who
participates in negotiations up to the release of a conciliation “no board” report or the release of the report of a
conciliation board, as the case may be, provided that not more than fifteen (15) employees at any one time shall be
permitted such leave for the Central and Unified agreements and seven (7) employees at any one time shall be permitted
such leave for the negotiation of the Correctional agreement. Leaves of absence granted under Article 23.2.1 shall
include reasonable travel time. A member of one of the Union’s bargaining teams who is an fixed-term or regular
employee shall be paid as if the employee worked full time in the appropriate schedule (not to exceed eight (8) hours per
day) during the days from Monday to Friday during which bargaining occurs or travel time occurs. Such a fixed-term
employee who is normally employed in a correctional institution shall continue to have Appendix 24 applied as if the
employee has worked eight (8) hours per day during the days from Monday to Friday during which bargaining occurs or
travel time occurs.

Notwithstanding Article 23.2.1, the Union may at its discretion require up to five (5) additional members to
participate in negotiations at each of the Unified and Correctional bargaining unit tables and the central table up to
the release of a conciliation “no board” report or the release of the report of a conciliation board, as the case may
be, who shall be granted leaves of absence without pay but with no loss of credits. Leaves of absence granted under
Article 23.2.2 shall include reasonable travel time.

Members of the Union granted leaves of absence under Articles 23.2.1 or 23.2.2 shall also be granted reasonable time off
to attend Union bargaining team caucus sessions held immediately prior to such negotiations, mediation or arbitration.

23.2.3.1 The Union may at its discretion require up to twenty-seven (27) members, at any one time, to be granted a leave of

absence without pay but with no loss of credits for the purpose of assisting the Union in advising and educating the
members with respect to the essential services and/or collective bargaining process and the issues in bargaining.

23.2.3.2 The leaves of absence under Article 23.2.3.1 shall commence no sooner than 180 days prior to the expiry of the

collective agreement, and shall end on the date of ratification of the collective agreement. The Union will advise the
Directors of Human Resources of the affected ministries, with copies to the Director, Employee Relations OPS, of the
names and locations of such employees, as soon as practical, and in any event at least 15 days prior to the
commencement date of the leaves.

23.2.3.3 During the process of essential services bargaining, the Union may request a reasonable number of employees to attend

23.2.4

23.3

23.4

2351

at the bargaining table for short periods to assist the bargaining team. As much notice as possible shall be given to the
supervisor of the employee in question and the Director of Human Resources of the relevant ministry. The Employer
shall grant the necessary time off without pay and with no loss of credits.

The leave under Articles 23.2.2, 23.2.3, 23.2.3.1, and 23.2.3.3 shall be with pay and without loss of credits and
reimbursement to the ministry shall include wages plus an amount of twenty percent (20%) in lieu of benefit costs and
other Employer contributions.

At the written request of the Union of at least fourteen (14) days, leaves of absence without pay but with no loss of
credits shall be granted to an employee for the purpose of setting demands for negotiations. It is understood that such
meetings will be held on Saturdays or Sundays and that the total time granted for each instance shall not exceed two (2)
consecutive days for each employee.

Leaves of absence with no loss of pay and with no loss of credits shall be granted to a member of the Union who
participates in meetings of the JIBRC as set out in Appendix 4 (Joint Insurance Benefits Review Committee), provided
that not more than three (3) employees at one time shall be permitted such leave. Leaves of absence granted under
Avrticle 23.4 shall include reasonable travel time.

(a) Upon request by the Union, confirmed in writing, and provided that reasonable notice is given, leave of absence with no
loss of pay and with no loss of credits shall be granted to employees elected as Executive Board Members and Executive
Officers of the Union, for the purpose of conducting the internal business affairs of the Union.

(b) On the understanding that leaves requested under (a) will be kept to a minimum, it is agreed that extended leave of
absence will be granted to four (4) employees in any calendar year for the purpose of conducting the internal business
affairs of the Union. Each leave will be for a period of ninety (90) consecutive calendar days and only one (1) such
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23.5.2

23.5.3

23.5.4

23.6.1

23.6.2

23.6.3

23.7

23.8

23.9

employee will be absent at one time.

The leave shall be with pay and without loss of credits and reimbursement to the ministry shall be made as set out in Article
23.6.2.

The Union will advise the Directors of Human Resources of the affected ministries, with copies to the Director,
Corporate Labour Relations/Negotiations Secretariat, of the names and locations of such employees, immediately
following their election.

Leaves of absence with no loss of pay and with no loss of credits shall be granted to accommodate reasonable travel
time.

The Union will reimburse the ministry for the salary paid to members of the Executive Board and the Executive Officers
granted leave under Article 23.5.

When an employee is elected as the Union’s President or First Vice-President, the Union will, immediately following such
election, advise the Employer of the name and ministry of the employee so elected. Leave of absence with pay shall be
granted from the employee’s place of employment for the duration of the current term of office.

During the term of such leave of absence, the Union will reimburse the ministry for the salary paid to the employee on such
leave of absence and contribute the Employer’s share of contributions to the OPSEU Pension Plan and the Canada Pension
Plan. The Union will make the Employer’s contribution to any prevailing health or other plans applicable to the elected
employee and pay the costs of attendance credits accumulated during the leave of absence. The Union will make the
Employer’s contribution for Employment Insurance.

On completion of the employee’s term of office, the President or First Vice-President may return to their previous
employment and service shall be deemed to be continuous for all purposes. Any leave of absence extending beyond the
initial term of office of the President or First Vice-President shall be a matter to be determined between the parties and
any such additional leave shall be subject to the same conditions and terms as prevailed in the initial leave of absence.

The employee shall discuss any required leave with his or her supervisor at the earliest opportunity.

All requests for leave of absence permitted in Article 23 shall be sent to the Directors of Human Resources of the affected
ministries with copies to the Director, Corporate Labour Relations/Negotiations Secretariat. It is understood that leaves
requested by the Union may be withheld if such leaves unduly interfere with the operating requirements of the Employer.

Either the president of a local or his or her designee shall be granted a leave of absence with pay and no loss of credits to
conduct the internal affairs of the local on the following basis:

(a) only the local president or his or her designee shall be granted such leave;

(b) the leave shall be for a single period of not more than four (4) hours every two (2) weeks, and unused leave shall not
be cumulative;

(c) the leave shall, to the extent possible, be taken at the same time on the same day every two (2) weeks, as pre-arranged
between the local president and his or her supervisor;

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

(e) Article 23.5.3 shall not apply.

A list of the name, employee ID number, and work location of every local president, together with the total number of
employees in each president’s local, shall be sent to the Directors of Human Resources in affected ministries with copies
to the Director, Corporate Labour Relations/Negotiations Secretariat. The Union shall provide updated lists as changes
are made, and shall provide a master list to the Director, Corporate Labour Relations/Negotiations Secretariat at least
annually.

ARTICLE 24 - LEAVE WITHOUT PAY
(FXT, SE, FPT, RPT)

241

An employee may request a leave of absence without pay and without accumulation of credits. A Deputy Minister shall
not unreasonably deny such requests.
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ARTICLE 25 - LEAVE - SPECIAL
(FPT, RPT)

25.1 Leave of absence with pay may be granted for special or compassionate purposes to an employee for a period of:
(a) not more than six (6) months with the approval of his or her Deputy Minister; and
(b) over six (6) months upon the certificate of the Public Service Commission.

25.2 SELF FUNDED LEAVE

25.2.1 An employee may apply to participate in the self funded leave plan as permitted under the Income Tax Act (Canada) in
order to defer pre-tax salary dollars to fund a leave of absence. The deferral period must be at least one (1) year and not
more than four (4) years.

25.2.2  The funds being deferred will be held in a trust account with the financial institution the Employer selects, with interest
being paid annually. The funds will be paid out to the employee on a monthly or lump sum basis during the leave of
absence.

25.2.3 Notwithstanding Article 36.2 (Insured Benefits Plans - General), during the leave the employee’s insured benefits will be
continued where the employee continues to pay for his or her portion.

25.2.4 On return from the leave, an employee shall return to the position held immediately prior to going on leave and shall be
paid at the step in the salary range that he or she had attained when the leave commenced. If the position no longer exists
the employee shall be assigned to a position at the same class and level.

25.2.5 Details of the self funded leave plan are contained in the information booklet described in Articles 39.6 and 67.6
(Supplementary Health and Hospital Insurance).

ARTICLE 26 - LEAVE - FOREIGN, INTERGOVERNMENTAL
(FPT, RPT)

26.1 Leave of absence with or without pay may be granted to an employee for a period of one (1) year or more for the purpose of
undertaking employment with the Government of Canada in connection with a foreign aid program or employment with a
foreign government or other public agency.

ARTICLE 27 - LEAVE - JURY DUTY
(FXT, SE, FPT, RPT)

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

(a) treat the absence as leave without pay and retain any fee he or she receives as a juror or as a witness; or

(b) deduct the period of absence from his or her vacation leave of absence credits or his or her accumulated
compensating leave and retain any fee he or she receives as a juror or as a witness; or

(c) treat the absence as leave with pay and pay to the ministry any fee he or she has received as a juror or as a witness.

ARTICLE 28 - LEAVE - MILITARY SERVICE
(FXT, SE, FPT, RPT)

28.1 A Deputy Minister may grant leave of absence for not more than one (1) week with pay and not more than one (1) week
without pay in a fiscal year to an employee in his or her ministry for the purpose of Canadian Forces Reserve training.

ARTICLE 29 - LEAVE - PENSION TRUSTEES
(FPT, RPT)
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29.1 Union Trustees of the OPSEU Pension Plan shall be granted leave of absence without pay and without loss of credits to
attend trustee and committee meetings. Leave of absence under this article shall include reasonable travel time.

29.2 The Union will advise the Directors of Human Resources of the affected ministries of the names and locations of such
employees, immediately following their appointment to the Board of Trustees of the OPSEU Pension Plan.

ARTICLE 30 - TERM CLASSIFIED EMPLOYEES

Removed February 26, 2009.

ARTICLE 31 - FIXED-TERM EMPLOYEES

31. The only terms of this Agreement that apply to employees who are not regular employees are those that are set out in
Articles 31A, 32, 33 and 34.

ARTICLE 31A - FIXED-TERM EMPLOYEES OTHER THAN SEASONAL, STUDENT AND GO TEMP
EMPLOYEES (FXT)

31A.1 Articles 31A.2 to 31A.16 apply only to fixed-term employees other than seasonal, student and GO Temp employees.
31A.2 WAGES

31A.2.1 The rate of the equivalent Regular Service classification shall apply. If there is no equivalent classification, the rate shall
be set by the ministry involved and the Union shall have the right to negotiate the rate during the appropriate salary
negotiations.

31A.2.2 A full-time fixed-term employee covered by Article 31A shall be entitled to the same provisions regarding progression
through the salary range and retroactivity of salary revisions as those agreed upon for the Bargaining Unit to which they
correspond.

31A.2.3 For the purposes of Article 31A.2.2, an employee shall progress through the salary range upon the completion of a
minimum of one thousand seven hundred and thirty two and three quarter (1,732.75) straight-time hours or one thousand
nine hundred and twelve (1,912) straight-time hours, as applicable, including authorized leaves of absences.

31A.3 OVERTIME

31A.3.1 One and one-half (1%2) times the basic hourly rate shall be paid for authorized hours of work performed:

(a) in excess of seven and one-quarter (7%4) or eight (8) hours per day, as applicable, where employees work a regular
thirty-six and one-quarter (36%2) or forty (40) hour work week, as applicable, or

(b) in excess of the scheduled hours for employees who work on a regularly scheduled work day exceeding eight (8) hours,
or

(c) in excess of the employees’ regularly scheduled work week, or

(d) in excess of thirty-six and one-quarter (36%) or forty (40) hours per week where employees do not have regularly
scheduled work days.

31A.4 REPORTING PAY

31A.4.1 Where an employee reports for work at his or her scheduled starting time and work is not available, he or she shall
receive two (2) hours’ pay at his or her basic hourly rate.

31A.4.2 Notwithstanding Article 31A.4.1, where an employee has been scheduled to work for less than two (2) hours, he or she
shall receive payment for the hours scheduled.

31A.4.3 Article 31A.4 shall not apply where the employee has been notified, at least two (2) hours prior to his or her scheduled
starting time, not to report for work.
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31A.5 HOLIDAYS

31A.5.1 Four and six tenths percent (4.6%) of gross pay, not including vacation pay, shall be added to the employee’s regular pay
to compensate for the holidays as defined in Article 47 (Holidays). When the employee is required to work on any of
these holidays, he or she shall be paid two (2) times his or her basic hourly rate for all hours worked in addition to the
four and six tenths percent (4.6%). However, where the employee’s equivalent civil service classification is in Schedule
6, the employee shall receive his or her regular day’s pay when required to work on such a holiday in addition to the four
and six tenths percent (4.6%).

31A.6 VACATION PAY

31A.6.1Four percent (4%) of gross pay shall be added to the employee’s regular pay in lieu of vacation leave with pay.
31A.6.2 The entitlements under 31A.5.1 and 31A.6.1 shall not be compounded.

31A.7 BENEFITS - PERCENT IN LIEU

31A.7.1 Effective upon ratification by both parties, all fixed-term employees shall, upon completion of one (1) month of
continuous service, receive in lieu of all employee benefits listed in Part B of the Central Collective Agreement, save and
except holiday and vacation pay, an amount equal to six percent (6%) of their basic hourly rate for all hours worked
exclusive of overtime. Such in lieu payment shall not apply to seasonal employees as defined in Article 32.2 (Definition)
who qualify for coverage pursuant to Article 32.8 (Seasonal Employee Benefits - General).

31A.8 ATTENDANCE CREDITS AND SICK LEAVE

31A.8.1 Employees who work thirty-six and one-quarter (36%4) or forty (40) hours per week shall earn attendance credits of one
and one quarter (1%) days for each calendar month of full attendance or for each calendar month of leave of absence
granted under Article 31A.9 (Pregnancy and Parental Leave). Attendance credits may be used for protection purposes
only in the event that an employee is unable to attend to his or her official duties by reason of illness or injury. However,
accumulated attendance credits earned prior to April 1, 1978 may be transferred to the Regular Service when the
appointment to the Regular Service is made from continuous, unbroken, full-time fixed-term Service.

For clarity, where a fixed-term employee uses an attendance credit the hours covered by that credit will be counted as
‘attendance’ for the purposes of this Article.

31A.8.2 After five (5) days’ absence caused by sickness, no leave with pay shall be allowed unless a certificate of a legally
qualified medical practitioner is forwarded to the employee’s manager, certifying that the employee is unable to attend to
his or her official duties.

31A.8.3 Notwithstanding Article 31A.8.2, where it is suspected that there may be an abuse of sick leave, the employee’s manager may
require an employee to submit a medical certificate for a period of absence of less than five (5) days.

31A.9 PREGNANCY AND PARENTAL LEAVE

31A.9.1 Pregnancy and parental leaves will be granted to employees under the terms of the Employment Standards Act 2000.
Pregnancy leave shall be granted for up to seventeen (17) weeks and may begin no earlier than seventeen (17) weeks before
the expected birth date.

31A.9.2 Parental leaves shall be granted for up to thirty-five (35) weeks for an employee who took pregnancy leave, or up to thirty-
seven (37) weeks after it began otherwise.

31A.10 BEREAVEMENT LEAVE
31A.10.1 A fixed-term employee who would otherwise have been at work shall be allowed up to three (3) days leave of absence with
pay in the event of the death of his or her spouse, mother, father, mother in-law, father-in-law, son, daughter, brother, sister,

son-in-law, daughter-in-law, sister-in-law, brother-in-law, grandparent, grandchild, ward, guardian, stepson, step-daughter,
stepmother, stepfather, step-grandparent, step-grandchild or same-sex spouse.
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31A.11 HEALTH AND SAFETY

31A.11.1 The Employer shall continue to make reasonable provisions for the safety and health of its employees during the hours
of their employment. It is agreed that both the Employer and the Union shall co-operate to the fullest extent possible in
the prevention of accidents and in the reasonable promotion of safety and health of all employees.

31A.12 TERMINATION OF EMPLOYMENT
31A.12.1 Employment may be terminated by the Employer at any time with two (2) weeks’ notice, or pay in lieu thereof.
31A.13 APPOINTMENT TO THE REGULAR SERVICE

31A.13.1 Where an employee is appointed to the Regular Service and has worked more than twenty-four (24) hours per week on
a continuous basis immediately prior to appointment to the Regular Service, the time he or she actually worked within
the previous year may be considered to be part of his or her probationary period to a maximum of six (6) months.

31A.13.2 Notwithstanding Article 31A.13.1, where an employee is appointed to the Regular Service as a Regular part-time
employee and has worked at least the minimum hours specified in Article 58.1 (Hours of Work) on a continuous basis
immediately prior to appointment to the Regular Service, the time he or she actually worked within the previous year
may be considered to be part of his or her probationary period to a maximum of six (6) months.

31A.14 UNION DUES

31A.14.1 Union dues shall be deducted from an employee covered by Article 31A. These dues shall be remitted to the Union
quarterly, accompanied by the name, employee ID number, ministry and where applicable, the civil service classification
used to establish the wage rate of the employee on whose behalf the deductions have been made. See Appendix 1 (Data
File on Union Dues) attached.

31A.14.2 The Union must advise the Employer in writing of the amount of its dues for employees covered by Article 31A. The
amount so advised shall continue to be deducted until changed by a further written notice to the Employer signed by
authorized officials of the Union.

31A.14.3 The Union agrees to indemnify and save the Employer harmless from any liability arising out of the operation of Article
31A.14.

31A.15 CONVERSION OF FIXED-TERM POSITIONS TO POSITIONS IN THE REGULAR SERVICE

31A.15.1.1 Where the same work has been performed by an employee in the Fixed-Term Service for a period of at least
eighteen (18) consecutive months, except for situations where the fixed-term employee is replacing a regular employee
on a leave of absence authorized by the Employer or as provided for under the Central Collective Agreement, and where
the ministry has determined that there is a continuing need for that work to be performed on a full-time basis, the
ministry shall establish a position within the Regular Service to perform that work.

31A.15.1.2 Where the ministry has determined that it will convert a position in accordance with Article 31A.15.1.1, the status of
the incumbent in the position will be converted from fixed-term to regular, provided that the incumbent has been in the
position in question for at least eighteen (18) months and provided the position has been cleared through surplus.

31A.15.2 For the purpose of Article 31A.15, “full-time” shall mean a minimum of one thousand seven hundred and thirty-two and
three quarter (1,732.75) straight-time hours or one thousand nine hundred and twelve (1,912) straight-time hours in each
year, as applicable, including authorized leaves of absence. However, all hours worked by a fixed-term employee while he
or she is replacing a regular employee who is on an authorized leave of absence shall not be included in computing the
annual hours worked by the fixed-term employee.

31A.16 OTHER APPLICABLE ARTICLES

31A.16.1 The following articles of the Central Collective Agreement shall also apply to fixed-term employees other than
seasonal, student and GO Temp employees: 1, 2, 3, 4,5, 6.1, 6.3, 6.4, 8,9, 10.1, 13, 14, 15, 16, 18, 21, 22, 23, 24, 27, 28,
45, 48.3, 49, and 80.

31A.16.2 The following articles of the Bargaining Unit Collective Agreements shall also apply to fixed-term employees other
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than seasonal, student and GO Temp employees: UN4, UN6, UN7, UN10, UN11, UN12; or COR4, COR6, COR?,
COR10, COR11, COR12, COR14.

31A.17 SENIORITY ACCUMULATION FOR FIXED-TERM EMPLOYEES FOR THE PURPOSE OF FILLING

VACANCIES OR NEW POSITIONS

31A.17.1 Notwithstanding Article 18.1(b), a fixed-term employee shall be entitled to have their service counted towards the

accumulation of seniority on the same basis under Article 18.1 and Article 18.4 before he or she is appointed to the
Regular Service for the sole purpose of any determination made by the Employer under Article 6.3 (Posting and Filling
of Vacancies or New Positions), if applicable. For this specified purpose, fixed-term employees shall be entitled to have
their service counted towards the accumulation of seniority based upon 1732.75 straight time hours or 1912 straight time
hours, as appropriate, counting as equivalent to one year’s service, or pro-rated to the equivalent of less than one year as
appropriate.

31A.17.2 No fixed-term employee shall have his or her name added to the OPS-wide seniority list and Article 18.5 has no

application.

ARTICLE 32 - SEASONAL EMPLOYEES (SE)

321

32.2

3221

32.2.2

32.3

3231

32.4

324.1

Acrticles 32.2 to 32.21 apply only to seasonal employees.
DEFINITION

A seasonal employee is an employee appointed for a period of at least eight (8) consecutive weeks to an annually recurring
full-time position in the Fixed-Term Service in a ministry. For purposes of this definition full-time means a minimum of
thirty-six and one-quarter (36%4) or forty (40) hours per week, as applicable.

For the purposes of Article 32.2, same position is defined as the position in the same classification, in the same
organizational or administrative unit and work location which the employee held prior to the seasonal break.

PROBATIONARY PERIOD

The probationary period for a seasonal employee shall be two (2) full periods of seasonal employment of at least eight
(8) consecutive weeks each, worked in consecutive years in the same position in the same ministry.

SENIORITY

A seasonal employee’s seniority within a ministry will accumulate upon completion of his or her probationary period
and shall include:

(@) all hours worked as a seasonal employee at the straight-time rate;
(b) periods of authorized paid leave in accordance with Article 32.16 (Attendance Credits and Sick Leave).

32.4.2.1 A seasonal employee will lose his or her seniority when:

(@) he or she voluntarily terminates his or her employment,
(b) he or she is dismissed (unless such dismissal is reversed through the grievance procedure),
(c) he or she is absent without leave in excess of ten (10) consecutive working days,

(d) he or she is unavailable for or declines an offer for re-employment as provided in Article 32.5 (Employment
Stability), or

(e) he or she ceases to be in the employ of the ministry for a period of more than twelve (12) months.

32.4.2.2 Notwithstanding Article 32.4.2.1(d) and (e), a seasonal employee shall not lose his or her seniority, where he or she is

unavailable for or declines an offer for re-employment for the reason that:

(a) she is pregnant and is expected to give birth on a date which falls within the contract period for which she is offered re-
employment, or up to seventeen (17) weeks before the commencement of the contract period for which the employee is
offered re-employment, or

(b) the employee or the employee’s spouse has given birth or adopted a child and the employee is on a parental leave,
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within thirty-seven (37) weeks of the commencement of the contract period for which the employee is offered re-
employment,

(c) and the employee submits a certificate from a legally qualified medical practitioner verifying the anticipated or actual
date of birth, or documentation establishing the date of placement of a child in the employee’s home, as applicable.

32.4.2.3 Notwithstanding Article 32.4.2.1(d) and (e), a seasonal employee shall not lose his or her seniority where he or she is

3243

32.5

unavailable for or declines an offer of re-employment if the employee is injured or suffering an occupational disease and
is receiving an award under the Workplace Safety and Insurance Act.

During the period the employee is on a leave described in Articles 32.4.2.2 (a) and (b) and 32.4.2.3 above, his or her
seniority and benefits (as described in Article 32.8.4 (Seasonal Employee Benefits - General)) shall continue for the
period of time the employee would otherwise have been recalled.

EMPLOYMENT STABILITY

32.5.1.1 Seasonal employees who have completed their probationary period shall only be offered employment in the same

position in the following season on the basis of seniority.

32.5.1.2 If the same position is no longer available, the Employer may offer the employee another position within forty (40)

32.5.2

32.5.3

32.6

32.6.1

32.6.2

32.6.3

32.7

32.7.1

32.7.2

32.7.3

32.7.4

32.7.5

32.8

32.8.1

kilometres.

Where the Employer reduces the number of seasonal employees prior to the expiry date of employment specified in the
contracts of employment, seasonal employees in the same position shall be laid off in reverse order of seniority.

A seasonal employee is responsible for advising his or her ministry, in the manner established by his or her ministry, of
his or her current phone number and address and is responsible for the accuracy and completeness of the information
provided.
WAGES

The rate of the equivalent civil service classification shall apply. If there is no equivalent classification, the rate shall be
set by the ministry and the Union shall have the right to negotiate the rate during the appropriate salary negotiations.

Seasonal employees shall be entitled to the same provisions regarding retroactivity of salary revisions as those agreed
upon for the Bargaining Unit to which they correspond.

Seasonal employees shall be eligible, based upon merit, to progress through the salary range at the start of each period of
seasonal employment in the same position in the same ministry after they have completed their probationary period.

OVERTIME
The overtime rate shall be one and one-half (1%2) times the employee’s basic hourly rate.

In Article 32.7, “overtime” means an authorized period of work calculated to the nearest half-hour and performed on a
scheduled working day in addition to the regular working period or performed on a scheduled day(s) off.

Overtime shall be paid within two (2) months of the pay period within which the overtime was actually worked.

Employees who are in positions whose corresponding classifications are assigned to Schedule 6 shall not qualify for
overtime on a normal working day. When required to work on a day off they shall receive equivalent time off.

Notwithstanding Article 32.7.4, seasonal employees who are in positions whose corresponding classifications are
assigned to Schedule 6 and who are assigned to forest fire fighting or related duties shall be paid one and one-half (1%%)
times the employee’s basic hourly rate, to be calculated on the basis of thirty-six and one-quarter (36%4) hours per week,
for all such work after eight (8) hours in a twenty-four (24) hour period.

SEASONAL EMPLOYEE BENEFITS - GENERAL

Salary shall mean only those earnings from scheduled straight-time hours during the contract period.
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32.8.2

32.8.3

32.8.4

32.85

32.9

329.1

32.9.2

32.10

32.10.1

32.10.2

Coverage for Basic Life, Supplementary Health and Hospital (including Vision Care and Hearing Aid benefits), and
Dental Plan benefits shall commence on the first of the month coinciding with or immediately following two (2) months
of continuous employment, except that on subsequent consecutive periods of seasonal employment which qualify the
employee for these benefits, coverage shall commence on the first of the month coinciding with or immediately
following the start of the period of employment.

All coverage under the Basic Life Insurance Plan, the Supplementary Health and Hospital Plan (including Vision Care
and Hearing Aid benefits) and the Dental Plan will cease at the end of the month in which the contract of employment
terminates, except that an employee may continue the coverage at his or her own expense during the periods between
seasonal employment by arranging to pay the full premiums at least one (1) week in advance of the first of the month
in which the coverage is to take effect through his or her ministry personnel or payroll branch. Failure by the
employee to pay the full premiums as specified will disentitle the employee to any further benefits under Article
32.8.3. There is a thirty-one (31) day grace period following the month in which employment terminates during which
the Basic Life insurance remains in force.

During leaves of absence without pay during periods of seasonal employment, employees may continue participating in Basic
Life, Supplementary Health and Hospital (including Vision Care and Hearing Aid benefits), and the Dental Plan by arranging
to pay full premiums at least one (1) week in advance of the first of the month in which coverage is to take effect through their
ministry personnel or payroll branch.

Notwithstanding Article 32.8.3, all benefits coverage under any of the provisions of this article shall cease at the end of
the month in which a seasonal employee’s employment terminates:

(a) for any of the reasons set out in Article 32.4.2 (Seniority), whether or not the employee has completed his or her
probationary period, or

(b) as a result of termination of employment under Article 32.18 (Termination of Employment).
BASIC LIFE
The Employer shall pay one hundred percent (100%) of the monthly premium of the Basic Life plan.

The Basic Life Insurance Plan shall provide:
(a) coverage of five thousand dollars ($5,000) during the period of employment,

(b) a conversion option on termination of insurance coverage may be exercised without evidence of insurability and
providing coverage up to the amount for which the employee was insured prior to termination (less the amount of
coverage provided by the Employer in the case of retirement). The premium of such policy shall be at the current
rates of the insuring company. Application must be made within thirty-one (31) days of the date of termination of
insurance. The Employer will advise terminating employees of this conversion privilege. The minimum amount that
may be converted is two thousand dollars ($2,000).

The conversion options shall be:

1. Any standard life or endowment plans (without disability or double-indemnity benefits) issued by the insurance
carrier.

2. A one (1) year term insurance plan which is convertible to the standard life or endowment plans referred to in option
1, above.

3. A term to age sixty-five (65) insurance plan.
SUPPLEMENTARY HEALTH AND HOSPITAL (INCLUDING VISION CARE AND HEARING AID)

The Employer shall pay one hundred percent (100%) of the monthly premium of the Supplementary Health and Hospital
plan. Effective June 1, 2002, the Employer agrees to pay eighty percent (80%) of the monthly premiums for vision care and
sixty percent (60%) of the monthly premiums for hearing aid coverage, under the Supplementary Health and Hospital Plan,
with the balance of the monthly premiums being paid by the employee through payroll deduction.

Benefits provided under the Supplementary Health and Hospital plan, including Vision Care and Hearing Aid benefits,

shall be the same as those provided for full-time regular employees and described in Article 39 (Supplementary Health
and Hospital Insurance).
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32.11

32.11.1

32.11.2

32.12

32.12.1

32.13

32.13.1

32.13.2

32.14

32.14.1

32.15

32.15.1

32.15.2

32.16

DENTAL PLAN
The Employer shall pay one hundred percent (100%) of the monthly premium for the Dental Plan.

Benefits provided under the Dental Plan shall be the same as those provided for full-time regular employees and described in
Article 40 (Dental Plan), except that there shall be a limit of one thousand dollars ($1,000) in benefits payable for expenses
incurred in a calendar year, unless the employee maintains coverage during the whole period between seasonal employment,
pursuant to Article 32.8.3 (Seasonal Employee Benefits - General), in which case there shall be no limit on benefits payable in
a calendar year.

COMPRESSED WORK WEEK

It is understood that other arrangements regarding hours of work and overtime may be entered into between the parties
on a local or ministry level with respect to variable work days or variable work weeks.

VACATION PAY

Five and three-quarters percent (5.75%) of gross pay shall be added to the employee’s regular pay in lieu of vacation
leave with pay.

The entitlements under 32.14.1 and 32.13.1 shall not be compounded.
HOLIDAYS

Four and six tenths percent (4.6%) of gross pay, not including vacation pay, shall be added to the employee’s regular pay
to compensate for the holidays as defined in Article 47 (Holidays). When the employee is required to work on any of
these holidays, he or she shall be paid two (2) times his or her basic hourly rate for all hours worked in addition to the
four and six tenths percent (4.6%). However, where the employee’s equivalent regular service classification is in
Schedule 6, the employee shall receive his or her regular day’s pay when required to work on such a holiday in addition
to the four and six tenths percent (4.6%).

BEREAVEMENT LEAVE

A seasonal employee who would otherwise have been at work shall be allowed up to three (3) days leave of absence with pay
in the event of the death of his or her spouse, mother, father, mother-in-law, father-in-law, son, daughter, brother, sister, son-
in-law, daughter-in-law, sister-in-law, brother-in-law, grandparent, grandchild, ward, guardian, stepson, step-daughter,
stepmother, stepfather, step-grandparent, step-grandchild or same-sex spouse.

In addition to the foregoing, an employee shall be allowed up to two (2) days’ leave of absence without pay to attend the
funeral of a relative listed in Articles 48.1 and 48.2 if the location of the funeral is greater than eight hundred kilometres
(800 km) from the employee’s residence.

ATTENDANCE CREDITS AND SICK LEAVE

32.16.1.1 A seasonal employee shall earn attendance credits of one and

one-quarter (1v4) days for each calendar month of full attendance or for each calendar month of leave of absence granted
under Article 32.19 (Pregnancy and Parental Leave). Attendance credits may only be used for income protection
purposes in the event that an employee is unable to attend to his or her duties by reason of illness or injury.

For clarity, where a seasonal employee uses an attendance credit the hours covered by that credit will be counted as
‘attendance’ for the purposes of this Article.

32.16.1.2 Effective June 15, 1990, an employee shall accumulate unused attendance credits earned from period to period of

seasonal employment within the same ministry.

32.16.1.3 Attendance credits earned and accumulated by an employee pursuant to Article 32.16.1.1 may be used only during the

employee’s periods of seasonal employment within a ministry.

32.16.1.4 An employee shall lose his or her accumulated attendance credits where:
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32.16.2

32.16.3

32.17

32.17.1

32.18

32.18.1

32.19

32.19.1

32.19.2

32.20

32.20.1

32.20.2

32.20.3

32.21

32.21.1

32.21.2

(@) the employee loses his or her seniority for any reason set out in Article 32.4.2 (Seniority);

(b) the employee’s employment is terminated pursuant to Article 32.18 (Termination of Employment); or

(c) the employee is appointed to the Regular Service.

After five (5) days’ absence caused by sickness or injury, no leave with pay shall be allowed unless a certificate of a

legally qualified medical practitioner is forwarded to the employee’s manager, certifying that the employee is unable to
attend to his or her duties.

Notwithstanding Article 32.16.2, the employee’s manager may, at his or her discretion, require an employee to submit a
medical certificate for a period of absence of less than five (5) days.

HEALTH AND SAFETY

The Employer shall continue to make reasonable provisions for the safety and health of its employees during the hours of
their employment. It is agreed that both the Employer and the Union shall co-operate to the fullest extent possible in the
prevention of accidents and in the reasonable promotion of safety and health of all employees.

TERMINATION OF EMPLOYMENT

Seasonal employees who have not completed their probationary period may be terminated by the Employer at any time
with two (2) weeks’ notice, or pay in lieu thereof.

PREGNANCY AND PARENTAL LEAVE

Pregnancy and parental leaves will be granted to employees under the terms of the Employment Standards Act 2000.
Pregnancy leave shall be granted for up to seventeen (17) weeks and may begin no earlier than seventeen (17) weeks
before the expected birth date.

Parental leaves shall be granted for up to thirty-five (35) weeks for an employee who took pregnancy leave, or up to thirty-
seven (37) weeks after it began otherwise.

UNION DUES

Union dues shall be deducted from an employee covered by Article 32. These dues shall be remitted to the Union
quarterly, accompanied by the name, employee ID number, ministry, and where applicable, the Regular Service
classification used to establish the wage rate of the employee on whose behalf the deduction is made. See Appendix 1
(Data File on Union Dues) attached.

The Union must advise the Employer in writing of the amount of its dues for employees covered by Article 32. The
amount so advised shall be deducted until changed by a further written notice to the Employer signed by authorized
officials of the Union.

The Union agrees to indemnify and save the Employer harmless from any liability arising out of the operation of Article
32.20.

OTHER APPLICABLE ARTICLES

The following articles of the Central Collective Agreement shall also apply to seasonal employees: 1, 2, 3, 4,5, 6.1, 6.3,
6.4,8,9, 13, 14, 15, 16, 21, 22, 23, 24, 27, 28, 45, 49 and 80.

The following articles of the Bargaining Unit Collective Agreements shall also apply to seasonal employees: UN4, UN6,
UN7, UN10, UN11, UN12; or COR4, COR6, COR7, COR10, COR11, COR12.

ARTICLE 33 - STUDENT EMPLOYEES (ST)

33.1

A student is a fixed-term employee occupying a “student position” during his or her regular school, college or university
vacation period, or in an OPS Special Youth and/or Student Employment Program during his or her regular school,
college or university session or vacation period or occupying a “co-operative education student position” under a co-
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33.2

33.3

33.4

33.5

3351

33.6

33.7

operative education program.

A “regular vacation period” within the meaning of a student position includes summer vacation, inter-semester breaks,
academic breaks, December Holidays, the holidays in Article 47 (Holidays) and a period of time of six (6) months
following completion of the requirements for graduation from an educational institution.

A “student position” or “co-operative education student position” is a fixed-term position with terms and conditions
specifically applicable to students.

A co-operative educational training program within the meaning of “co-operative education student position” is a co-
operative education training program in a college, university or other post secondary institution.

WAGE RATES
During the term of this agreement, student wage rates shall be as follows:

January 1, 2009

Level 1 $9.17

Level 2 $11.10

March 31, 2009

Level 1 $9.50

Level 2 $11.10

March 31, 2010

Level 1 $10.25

Level 2 $11.10

(b) First Year Law Student $16.40

Second Year Law Student $18.40

The following articles shall apply to student employees as defined in Article 33.1: 1, 2, 3, 4, 22 and 80. No other articles
shall apply.

A student who has completed three (3) consecutive months of work will be eligible for bereavement leave pursuant to
Article 32.15.1.

ARTICLE 34 - GO TEMP EMPLOYEES

34.1

34.2.1

34.2.2

34.3

34.4

A GO Temp is a fixed-term employee who is on a temporary work assignment arranged by the Public Service
Commission under the GO Temporary Services Program. A GO Temp ceases to be an employee upon completion or
termination, for any reason, of the temporary work assignment.

Effective upon the date of ratification, where the same work has been performed by a GO Temp employee for a
period of at least two (2) consecutive years, except for situations where the GO Temp employee is replacing a regular
employee on a leave of absence authorized by the Employer or as provided for under the Central Collective Agreement,
and where the ministry has determined that there is a continuing need for that work to be performed on a full-time basis,
the ministry shall establish a position within the Regular Service to perform that work.

Where the ministry has determined that it will convert a position in accordance with Article 34.2.1, the status of the
incumbent in the position will be converted from GO Temp to regular, provided that the incumbent has been in the
position in question for at least two (2) years.

GO Temp employees shall be entitled to the same provisions regarding progression, where applicable, through the salary
range, retroactivity and salary revisions as specified within the Bargaining Unit Collective Agreements to which they
correspond.

The following articles shall apply to GO Temp employees: 1, 2, 3, 4, 22 and 80. No other articles shall apply.
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PART B - EMPLOYEE BENEFITS FOR FULL-TIME REGULAR EMPLOYEES

ARTICLE 35 - APPLICATION OF PART B, EMPLOYEE BENEFITS

35.1

The benefits described in Articles 36 to 53 apply to all full-time regular employees in the bargaining unit represented by
the Ontario Public Service Employees Union.

ARTICLE 36 - INSURED BENEFITS PLANS - GENERAL

36.1

36.2

36.3

COMMENCEMENT OF COVERAGE

Employees will be insured for Basic Life, Supplementary and Dependent Life (when elected), Long Term Income
Protection, and Supplementary Health and Hospital benefits effective the first of the month immediately following two
(2) months’ continuous service.

COVERAGE DURING LEAVE OF ABSENCE WITHOUT PAY

During leaves of absence without pay, employees may continue participating in Basic Life, Supplementary Life, Dependent
Life, Supplementary Health and Hospital, Long Term Income Protection, and the Dental Plan by arranging to pay full
premiums at least one (1) week in advance of the first of each month of coverage through their ministry personnel or
payroll branch.

DAYS OF GRACE

There is a thirty-one (31) day grace period following termination during which the insurance remains in force for
Basic, Supplementary and Dependent Life Insurance.

ARTICLE 37 - BASIC LIFE INSURANCE

37.1

37.2

37.3

The Employer shall pay one hundred percent (100%) of the monthly premium of the basic life insurance plan.

The basic life insurance plan shall provide:

(a) Effective June 1, 2002, coverage equal to one hundred percent (100%) of annual salary or ten thousand dollars ($10,000),
whichever is greater;

(b) where an employee is continuously disabled for a period exceeding six (6) months, the Employer will continue to pay
monthly premiums on behalf of the employee until the earliest of recovery, death, or the end of the month in which
the employee reaches age sixty-five (65). Any premiums paid by the employee for this coverage between the date of
disability and the date this provision comes into force shall be refunded to the employee;

(c) a conversion option for terminating employees to be obtained without evidence of insurability and providing coverage
up to the amount for which the employee was insured prior to termination (less the amount of coverage provided by the
Employer in the case of retirement). The premium of such policy shall be at the current rates of the insuring company.
Application must be made within thirty-one (31) days of the date of termination of insurance. The Employer will advise
terminating employees of this conversion privilege. The minimum amount that may be converted is two thousand
dollars ($2,000).

The conversion options shall be:

1. Any standard life or endowment plans (without disability or double-indemnity benefits) issued by the insurance
carrier.

2. A one (1) year term insurance plan which is convertible to the standard life or endowment plans referred to in
option 1 above.

3. A term to age sixty-five (65) insurance plan.

The amount of basic life insurance will be adjusted with changes in the employee’s salary from the date of approval of
the increase or the effective date, whichever is later. If an employee is absent from work because of sickness or disability
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37.4

on the date an increase in insurance would have occurred, the increase will not take effect until the employee returns to
work on a full-time basis (i.e., for at least one (1) full day).

Basic life insurance will terminate at the end of the month in which an employee ceases to be a regular employee unless
coverage is extended under the total disability provision. Employees who receive a monthly benefit from the Public
Service Superannuation Fund or the OPSEU Pension Trust are entitled to free coverage of two thousand dollars ($2,000)
not earlier than thirty-one (31) days after the first of the month coinciding with or following date of retirement and this
amount will be kept in force for the remainder of the employee’s life.

ARTICLE 38 - SUPPLEMENTARY AND DEPENDENT LIFE INSURANCE

38.1.1

38.1.2

38.2

38.3

38.4.1

38.4.2

38.4.3

38.4.4

385

Employees, at their option, may purchase Supplementary Life Insurance in the amount of one (1), two (2) or three (3)
times annual salary. The employee pays the full premium for this coverage.

The employee’s Supplementary Life Insurance provides:

(a) a waiver of premium on disablement to become effective after nine (9) months’ continuous disability or entitlement
to Long Term Income Protection benefits, whichever comes first, and to remain in force while the employee is totally
disabled until the earliest of recovery, death, or the end of the month in which the employee reaches age sixty-five
(65). The premiums paid by the employee for this coverage between the date of disability and the date the premium
waiver comes into force shall be refunded to the employee;

(b) a conversion option on the employee’s termination to be obtained without evidence of insurability and providing
coverage up to the amount for which the employee was insured prior to termination. The premium of such policy shall
be at the current rates of the insuring company. Application must be made within thirty-one (31) days of the date of
termination of insurance. The Employer will advise terminating employees of this conversion privilege. The conversion
option shall be as stated in Article 37.2(c) (Basic Life Insurance).

The amount of Supplementary Life Insurance will be adjusted with changes in the employee’s salary from the date of the
approval of the increase or the effective date, whichever is later. If an employee is absent from work because of sickness
or disability on the date an increase in insurance would have occurred, the increase will not take effect until the
employee returns to work on a full-time basis (i.e., for at least one (1) full day). In the event of a reduction in salary, an
employee, at his or her option, may maintain the insurance coverage at the former higher level.

Supplementary Life Insurance will terminate at the end of the calendar month in which the employee ceases to be a
regular employee.

Employees, at their option, may purchase life insurance for dependents in the amount of one thousand dollars ($1,000) on
the employee’s spouse and/or five hundred dollars ($500) on each dependent child, or two thousand dollars ($2,000) on the
employee’s spouse and/or one thousand dollars ($1,000) on each dependent child. The employee pays the full premium for
this coverage.

Dependent Life Insurance will terminate at the earlier of the end of the calendar month in which the employee ceases to
be a regular employee or the date a dependent ceases to be an eligible dependent.

Conversion option: When an employee terminates, Dependent Life Insurance on a spouse may be converted to an
individual policy which may be obtained without evidence of insurability and providing coverage for the same amount for
which the spouse was insured as a dependent prior to termination. The premium of such policy shall be at the current rates
of the insuring company. Application for the converted policy must be made within thirty-one (31) days of the date of
termination of insurance.

Eligible dependents shall include spouse, unmarried children under twenty-one (21) years of age, unmarried children
between twenty-one (21) and twenty-five (25) years of age and in full-time attendance at an educational institution or on
vacation therefrom, and children twenty-one (21) years of age and over, mentally or physically infirm and who are
dependent.

An employee may elect to purchase Supplementary or Dependent Life Insurance without evidence of insurability within
thirty-one (31) days of:

- appointment as a regular employee,
- marriage, or
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- birth or adoption of the employee’s child.

An employee who applies to purchase or increase this insurance at any other time must provide evidence of insurability
satisfactory to the insurer.

ARTICLE 39 - SUPPLEMENTARY HEALTH AND HOSPITAL INSURANCE

39.1

39.2.1

The Employer shall pay one hundred percent (100%) of the monthly premium of the Supplementary Health and Hospital
Plan.

Effective June 1, 2002, the Supplementary Health and Hospital Plan shall provide for the reimbursement of ninety percent
(90%) of the cost of prescribed drugs and medicines that require a physician’s prescription. The Supplementary Health and
Hospital Plan shall provide reimbursement for ninety percent (90%) of the generic equivalent where a generic equivalent
exists. Where the brand name product is dispensed, the employee will pay the difference between  the cost of the brand
name product and the ninety percent (90%) of the generic equivalent product cost that is reimbursed by the Supplementary
Health and Hospital Plan. Notwithstanding the foregoing, if no generic product exists the Supplementary Health and
Hospital Plan shall provide reimbursement for ninety percent (90%) of the cost of the brand name product.

Effective June 1, 2002, the Supplementary Health and Hospital Plan shall provide for the reimbursement of one hundred
percent (100%) of the cost of semi-private or private hospital accommodation to a maximum of one hundred and twenty
dollars ($120) per day over and above the cost of standard ward care, and one hundred percent (100%) of the cost for the
following services, as set out in Articles 39.2.2 to 39.2.15.

Effective January 1, 2003 reimbursement of prescription drugs will include a three dollar ($3) deductible per
prescription to be paid by the employee.

Effective April 1, 2009, the Supplementary Health and Hospital Plan shall provide reimbursement for ninety percent
(90%) of the cost of medically necessary vaccinations or immunizations when prescribed and administered by a qualified
health care practitioner where such vaccine or immunization is not covered by a provincial health plan.

39.2.1.1 Not later than November 1, 2006 the Employer agrees to provide employees with a Drug Card, which shall provide for direct

payment of drug costs at the point of purchase, subject to the limitations set out below. The Employer will provide a copy
of the drug card plan prior to the implementation date.

39.2.1.2 The Drug Card program shall include the following elements:

39.2.2

39.2.3

39.24

39.25

1) Employees shall be obliged to enrol themselves and all eligible participants in the Drug Card program before
coverage shall be provided to the respective employee or eligible participant. If an employee fails to enrol, paper
claims will continue to be accepted.

2) The Employer and the carrier shall have the right to ensure that the benefits of the employee and other eligible
participants under the Drug Card program shall be coordinated with any other drug plan under which the employee and
the eligible participants may be entitled to coverage.

3) The Drug Card program shall include a feature known as “drug utilization review”, which ensures that drugs are
dispensed safely and responsibly to employees.

4) The sum of $3.00 shall be paid by the employee for each individual drug dispensed.
Charges for accommodation, for employees sixty-five (65) and over, in a licensed chronic or convalescent hospital up to

twenty-five dollars ($25) per day and limited to one hundred and twenty (120) days per calendar year for semi-private or
private accommodation;

Charges made by a licensed hospital for out-patient treatment not paid for under a provincial plan;

Charges for private-duty nursing in the employee’s home, by a registered nurse or a registered nursing assistant who is
not normally resident in the employee’s home, and who is not related to either the employee or his or her dependents,
provided such registered nursing service is approved by a licensed physician or surgeon as being necessary to the
employee’s health care;

Effective June 1, 2002, charges for the services of a chiropractor, osteopath, naturopath, podiatrist, physiotherapist,
and masseur (if licensed and practising within the scope of their license), to a maximum of twenty-five dollars ($25) for
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39.2.6

39.2.7

39.2.8

39.2.9

39.2.10

39.2.11

39.2.12

39.2.13

39.2.14

39.2.15

39.2.16

39.2.17

each visit to an annual maximum of one thousand and two hundred dollars ($1200) per type of practitioner following
O.H.1.P. and speech therapist, up to twenty five dollars ($25) per half hour, to an annual maximum of one thousand and
four hundred dollars ($1400);

Effective June 1, 2002, charges for the services of a psychologist (which shall include Master of Social Work) up to
twenty-five dollars ($25) per half-hour to an annual maximum of one thousand and four hundred dollars ($1400);

Effective June 1, 2002, artificial limbs and eyes, crutches, splints, casts, trusses and braces; seventy-five percent
(75%) of the cost of specially modified orthopaedic shoes (factory custom) ready made, off-the-shelf with a limit of one
(1) pair to a maximum of five hundred dollars ($500) per pair per calendar year, if medically necessary and prescribed by
a licensed physician; and one hundred percent (100%) of the cost of orthatics, if medically prescribed, up to a limit of
one (1) pair, to a maximum of five hundred dollars ($500) per calendar year. Notwithstanding the forgoing, coverage for
employees of institutions shall be two (2) pairs of orthotics per calendar year to a maximum of five hundred dollars
($500) per pair and two (2) pairs of orthopaedic shoes per calendar year to a maximum of five hundred dollars ($500) per
pair;

Rentals of wheel chairs, hospital beds or iron lungs required for temporary therapeutic use. A wheel chair may be
purchased if recommended by the attending physician and if rental cost would exceed the purchase cost. Fifty percent
(50%) of the cost of repair (including batteries) and modifications to purchased wheel chairs provided that
reimbursement for any one repair, battery or modification shall in no event exceed five hundred dollars ($500);

Ambulance services to and from a local hospital qualified to provide treatment, excluding benefits allowed under a
provincial hospital plan;

Oxygen and its administration;
Blood transfusions outside hospital;

Dental services and supplies, provided by a dental surgeon within a period of twenty-four (24) months following an
accident, for the treatment of accidental injury to natural teeth, including replacement of such teeth or for the setting of a
jaw fractured or dislocated in an accident, excluding any benefits payable under any provincial medicare plan;

Hearing aids and eye glasses, if required as a result of accidental injury;

Effective June 1, 2002, charges for services of physicians, surgeons and specialists legally licensed to practise
medicine which, when provided within Canada but outside the Province of Ontario, exceed the O.H.I.P. fee schedule,
the allowance under this benefit being up to one hundred percent (100%) of the O.M.A. fee schedule when added to
government payments under the O.H.I.P. fee schedule;

Charges for surgery by a podiatrist, performed in a podiatrist’s office, to a maximum of one hundred dollars ($100);

Effective August 1, 2005, the services and supplies set out in the Liberalization List, dated May 1, 2003 shall be incorporated
into the Supplementary Health and Hospital Plan. Details may be found in the information booklet described in article 39.6 and
on the Employer’s intranet and Union’s website;

Effective August 1, 2005 the Supplementary Health & Hospital Plan will be amended to include expanded coverage for
Diabetic Pumps and Supplies as follows:

1) Purchase of Insulin Infusion Pumps to a maximum of two thousand dollars ($2,000) every 5 years per person.
2) Purchase of Insulin Jet Injectors to a maximum of one thousand dollars ($1,000), lifetime.

3) Purchase and/or repair of one Blood Glucose monitoring machine per consecutive four (4)-year period to a maximum
of four hundred ($400) per person.

4) 100% of the purchase of supplies required for the use of the above referenced diabetic appliances to a calendar year
maximum of two thousand dollars ($2,000) per person (Insulin will continue to be reimbursed as an eligible drug, not
through this article).

39.3 Effective June 1, 2002, the employer agrees to pay eighty percent (80%) of the monthly premiums for vision care and sixty

percent (60% ) of the monthly premiums for hearing aid coverage, under the Supplementary Health and Hospital Plan. This
coverage includes a ten dollar ($10.00) (single) and twenty dollar ($20.00) (family) deductible in any calendar year and
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39.4

39.5

39.6

39.7

provides for vision care (maximum three hundred dollars ($300.00) per person in any twenty-four (24) month period) and
the purchase of hearing aids (maximum twelve hundred dollars ($1200.00) per person every four (4) years) equivalent to the
vision and hearing aid component of the Blue Cross Extended Health Care Plan.

Effective September 1, 2005, the eligible expenses outlined in the vision care coverage under the Supplementary Health
and Hospital Plan will be amended to include one routine eye examination every twenty-four (24) months and laser eye
correction surgery. The vision care coverage maximum will be increased to three hundred and forty dollars ($340) per
person every twenty-four (24) month period.

Effective April 1, 2009, the Supplementary Health and Hospital Plan shall provide for the reimbursement of the cost of
one routine eye examination every twenty four (24) months independent of the vision care maximum.

Effective January 1, 2010, the employer agrees to pay 100% of the monthly premiums for vision care and hearing aid
coverage under the Supplementary Health and Hospital Plan.

It is not necessary for an employee or dependents to be confined to hospital to be eligible for benefits under this plan. If
an employee is totally disabled or his or her dependent is confined to hospital on the date his or her Supplementary
Health and Hospital Insurance terminates, benefits shall be payable until the earliest of: the date the total disability
ceases, the date his or her dependent is discharged from hospital, or the expiration of six (6) months from the date of
termination of insurance.

Where an employee is totally disabled, coverage for Supplementary Health and Hospital Insurance will cease at the end of
the month in which the employee receives his or her last pay from the Employer, except as provided in Article 42.3 (Long
Term Income Protection). If an employee wishes to have Supplementary Health and Hospital Insurance continue,
arrangements may be made through the employee’s personnel branch. The employee shall pay the full premium.

The Employer shall make available to employees an information booklet with periodic updates, when necessary, within a
reasonable period of time following the signing of a new collective agreement or following major alterations to the Plans.

Effective January 1, 2009, the employee’s share of the annual Employment Insurance (EI) rebate will be redirected by the
Employer towards offsetting the cost of the benefits contained in this Agreement.

ARTICLE 40 - DENTAL PLAN

40.1.1

40.1.2

BENEFITS

This plan provides for basic dental care equivalent to the Blue Cross Dental Care Plan 7 and includes such items as
examinations, consultations, specific diagnostic procedures, X-rays, preventive services such as scaling, polishing and
fluoride treatments, fillings, extractions and anesthesia services. This plan also includes benefits equivalent to Rider 1
of the Ontario Blue Cross as additions to the basic dental plan and includes such items as periodontal services,
endodontic services and surgical services, as well as prosthodontic services necessary for relining, rebasing or repairing
of an existing appliance (fixed bridgework, removable partial or complete dentures).

Effective June 1, 2002 and until December 31, 2008, the dental coverage includes a one-hundred dollar ($100)-single or
family deductible per calendar year.

Effective January 1, 2009, the dental coverage includes a fifty dollar ($50) single or family deductible per calendar year.

Effective June 1, 2002, dental recall coverage is extended from six (6) to nine (9) months except for dependent children
twelve (12) and under.

Effective June 1, 2002, coverage does not include fluoride treatment for adults.

Effective April 1, 2009, the dental coverage includes pit and fissure sealant for dependent children aged six (6) to
eighteen (18) years.

(a) Payments under the plan will be in accordance with the current Ontario Dental Association Schedule of Fees for the

subscriber and eligible dependents. Effective January 1, 2004, reimbursements to the employee will be based on a
dental fee guide lag of one year in each year of the collective agreement.
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40.1.3

40.1.4

40.2

40.3

40.4

40.5

(b) The Employer shall pay the full premiums under this plan on the basis of eighty-five percent/fifteen percent
(85%/15%) co-insurance. The employee shall pay the cost of dental care directly and the carrier shall reimburse the
employee eighty-five percent (85%) based on Article 40.1.2 (a).

The Employer agrees to pay one hundred percent (100%) of the monthly premium for services relating to dentures, with
benefits equivalent to Rider 2 of the Ontario Blue Cross Plan on the basis of fifty percent/fifty percent (50%/50%) co-
insurance, in accordance with Article 40.1.2(a), up to a lifetime maximum benefit of three thousand dollars ($3,000) for
the insured employee and each eligible dependent.

Except for benefits described under Article 40.2, eligible dependents shall include spouse, unmarried children under
twenty-one (21) years of age, unmarried children between twenty-one (21) and twenty-five (25) years of age and in full-
time attendance at an educational institution or on vacation therefrom, and children twenty-one (21) years of age and
over, mentally or physically infirm and who are dependent.

The Employer agrees to pay one hundred percent (100%) of the monthly premium for services relating to orthodontics,
to apply only to dependent unmarried children of the employee between the ages of six (6) and eighteen (18), with
benefits equivalent to Rider 3 of the Ontario Blue Cross Plan on the basis of fifty percent/fifty percent (50%/50%) co-
insurance, in accordance with Article 40.1.2(a), up to a lifetime maximum benefit of three thousand dollars ($3,000) for
each such dependent unmarried child.

Effective June 1, 2002 and until December 31, 2009, the Employer agrees to pay one hundred percent (100%) of the
monthly premium for services related to major restorative, with benefits equivalent to Rider 4 of the Ontario Blue Cross
Plan on the basis of fifty percent/fifty percent (50%/50%) co-insurance. The employee shall pay the cost of the dental
care directly and the carrier shall reimburse the employee fifty percent (50%) based on Article 40.1.2(a), up to the
maximum benefit of twelve hundred dollars ($1,200) per year for the insured employee and each eligible dependent.

Effective January 1, 2010, the maximum benefit for major dental services will be increased to two thousand dollars
($2,000) per year for the insured employee and each eligible dependent. The co- insurance will remain at fifty
percent/fifty percent (50%/50%).

ELIGIBILITY

Employees are eligible for coverage on the first day of the month following the month in which the employee has
completed two (2) months of continuous service.

CANCELLATION

All coverage under this plan will cease on the date of termination of employment.

ARTICLE 41 - WORKPLACE SAFETY AND INSURANCE

41.1

41.2

41.3

Where an employee is absent by reason of an injury or an occupational disease for which a claim is made under the
Workplace Safety and Insurance Act, his or her salary shall continue to be paid for a period not exceeding thirty (30)
days. If an award is not made, any payments made under the foregoing provisions in excess of that to which he or she is
entitled under Articles 44.1 and 44.6 (Short Term Sickness Plan) shall be an amount owing by the employee to the
Employer.

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

Where an award is made under the Workplace Safety and Insurance Act to an employee that is less than the regular
salary of the employee and the award applies for longer than the period set out in Article 41.2 and the employee has
accumulated credits, his or her regular salary may be paid and the difference between the regular salary paid after the
period set out in Article 41.2 and the compensation awarded shall be converted to its equivalent time and deducted from
his or her accumulated credits.
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41.4 Where an employee receives an award under the Workplace Safety and Insurance Act, and the award applies for longer
than the period set out in Article 41.2 (i.e. three (3) months), the Employer will continue subsidies for Basic Life, Long
Term Income Protection, Supplementary Health and Hospital and the Dental Plans for the period during which the
employee is receiving the award. The Employer shall continue to make the Employer’s pension contributions unless the
employee gives the Employer a written notice that the employee does not intend to pay the employee’s pension
contributions.

41.5 Where an employee is absent by reason of an injury or an occupational disease for which an award is made under the
Workplace Safety and Insurance Act, the employee shall not be entitled to a leave of absence with pay under Article 44
(Short Term Sickness Plan) as an option following the expiry of the application of Article 41.2.

ARTICLE 42 - LONG TERM INCOME PROTECTION

42.1 Effective June 1, 2002, the Employer shall pay one hundred percent (100%) of the monthly premium of the Long Term
Income Protection (L.T.1.P.) plan.

42.2.1 (a) Effective January 1, 1992 and until December 31, 2009, the L.T.I.P benefit is sixty-six and two-thirds percent (66
2/3%) of an employee’s gross salary at the date of disability, including any retroactive salary adjustment to which the
employee is entitled.

Effective January 1, 2010, the L.T.I.P. benefit is sixty-six and two thirds percent (66%3%) of the employee’s gross salary

at the first date of eligibility to receive L.T.l.P. benefits, including any retroactive salary adjustment to which the
employee is entitled.

(b)Effective January 1, 1992, the L.T.I.P. benefit an employee was receiving on December 31, 1991, will be increased
for each employee in accordance with the following table:

Year in which employee commenced to receive

L.T.1.P. benefit
Monthly Amount
1975 $425.00
1976 $365.00
1977 $350.00
1978 $270.00
1979 $200.00
1980 $115.00
1981 $75.00
1982 $45.00
1983 $40.00
1984 $35.00
1985 $30.00
1986 $25.00
1987 $20.00
1988 $15.00
1989 $10.00
1990 $0.00
1991 $0.00

(c) Effective December 31, 1993, and annually thereafter, until December 31, 1998, the total monthly payment under
Avrticles 42.2.1(a) and 42.2.1(b) shall be increased by up to two percent (2%) based on the average annual increase in
the Ontario Consumer Price Index (CPI) as published by Statistics Canada each January.

(d) Effective January 1, 1999, the L.T.I.P. benefit an employee was receiving on December 31, 1998, shall be increased for
each employee by an amount equal to 1.0% of such amount, and on January 1, 2000, the amount the employee was
receiving on December 31, 1999 shall be increased by a further 1.35%, and on January 1, 2001, the amount the employee
was receiving on December 31, 2000 shall be increased by a further 1.95%.

(e) Effective January 1, 2002, the L.T.I.P. benefit an employee was receiving on December 31, 2001, shall be increased for
each employee by an amount equal to 3.5% of such amount, and on January 1, 2003, the amount the employee was
receiving on December 31, 2002 shall be increased by a further 2.45%, and on January 1, 2004, the amount the
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42.2.2

42.2.3

42.2.4

42.3

42.4

425

42.6

427

42.8

42.9

42.10

employee was receiving on December 31, 2003 shall be increased by a further 2.5%.

(f) Effective January 1, 2005, the L.T.I.P. benefit an employee was receiving on December 31, 2004, shall be increased for
each employee by an amount equal to 2% of such amount, and on January 1, 2006, the amount the employee was
receiving on December 31, 2005 shall be increased by a further 2.25%, and on January 1, 2007, the amount the
employee was receiving on December 31, 2006 shall be increased by a further 2.5%, and on January 1, 2008, the
amount the employee was receiving on December 31, 2007 shall be increased by a further 3%.

(9) Effective January 1, 2009, the L.T.I.P. benefit an employee was receiving on December 31, 2008 shall be increased
for each employee by an amount equal to 1.75% of such amount, and on January 1, 2010, the amount the employee
was receiving on December 31, 2009 shall be increased by a further 2.0%, and on January 1, 2011, the amount the
employee was receiving on December 31, 2010 shall be increased by a further 2.0%, and on January 1, 2012, the
amount the employee was receiving on December 31, 2011 shall be increased by a further 2.0%.

The L.T.I.P. benefit to which an employee is entitled under Article 42.2.1 shall be reduced by the total of other disability or
retirement benefits payable under any other plan toward which the Employer makes a contribution except for Workplace
Safety & Insurance benefits paid for an unrelated disability and such benefits are payable until recovery, death or the end of
the month in which the employee reaches age sixty-five (65).

The L.T.1.P. benefits commence after a qualification period of six (6) months from the date the employee becomes
totally disabled, unless the employee elects to continue to use accumulated attendance credits on a day-to-day basis after
the six (6) month period.

Total disability means the continuous inability as the result of illness, mental disorder, or injury of the insured employee
to perform the essential duties of his or her normal occupation during the qualification period, and during the first
twenty-four (24) months of the benefit period; and thereafter during the balance of the benefit period, the inability of the
employee to perform the essential duties of any gainful occupation for which he or she is reasonably fitted by education,
training or experience.

The Employer will continue to make pension contributions and premium payments for the Dental Plan and for
Supplementary Health and Hospital on behalf of the employee, at no cost to the employee, while the employee receives or is
qualified to receive L.T.I.P. benefits under the plan, unless the employee is supplementing a Workplace Safety and
Insurance award.

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

The L.T.L.P. coverage will terminate at the end of the calendar month in which an employee ceases to be a regular
employee. If the employee is totally disabled on the date his or her insurance terminates, he or she shall continue to be
insured for that disability.

If, within three (3) months after benefits from the L.T.I.P. plan have ceased, an employee has a recurrence of a
disability due to the same or a related cause, the L.T.l.P. benefit approved for the original disability will be reinstated
immediately.

If an employee who is in receipt of L.T.1.P. benefits is resuming employment on a gradual basis during recovery, partial
benefits shall be continued during rehabilitative employment. “Rehabilitative employment” means remunerative
employment while not yet fully recovered, following directly after the period of total disability for which benefits were
received. When considering rehabilitative employment benefits, L.T.1.P. will take into account the employee’s training,
education and experience. The rehabilitative benefit will be the monthly L.T.I.P. benefit less fifty percent (50%) of
rehabilitative employment earnings. The benefit will continue during the rehabilitative employment period up to but not
more than twenty-four (24) months. Rehabilitative employment may be with the Employer or with another employer.

The L.T.1.P. benefits under rehabilitative employment shall be reduced when an employee’s total earnings exceed one
hundred percent (100%) of his or her earnings as at the date of commencement of total disability.

Employees while on rehabilitative employment with the Ontario Government will earn vacation credits as set out in
Avrticle 46 (Vacations and Vacation Credits).

When an employee who has been receiving or was eligible to receive L.T.I.P. benefits is able to return to full-time
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42.11

employment, the provisions of Article 20 (Employment Stability), shall apply.

(a)Effective up to and including December 31, 2005:
An employee who is assigned, under Article 42.10, to a vacancy in accordance with Articles 20A.5.1, 20A.5.2,
20A.5.3 or 20A.5.4 of Article 20A (Employment Stability) shall, for a period of six (6) months, be paid at the same
step he or she had attained in the salary range of the classification of the position he or she occupied prior to
disability. At the end of that period he or she shall be paid at a rate within the salary range of the classification of the
position to which he or she has been assigned.

(b) Effective January 1, 2006:
An employee who is assigned, under Article 42.10, to a vacancy in accordance with Articles 20.3.1 or 20.3.2 of
Article 20 (Employment Stability) shall, for a period of six (6) months, be paid at the same step he or she had
attained in the salary range of the classification of the position he or she occupied prior to disability. At the end of
that period he or she shall be paid at a rate within the salary range of the classification of the position to which he
or she has been assigned.

ARTICLE 43 - JOINT INSURANCE BENEFITS REVIEW COMMITTEE

43.1

The parties agree to continue the Joint Insurance Benefits Review Committee. The terms of reference are set out in Appendix 4
(Joint Insurance Benefits Review Committee) attached.

ARTICLE 44 - SHORT TERM SICKNESS PLAN

44.1

44.2

44.3

44.4

445

44.6

44.7

44.8

An employee who is unable to attend to his or her duties due to sickness or injury is entitled to leave of absence with pay
as follows:

(a) with regular salary for the first six (6) working days of absence,

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

in each calendar year.

An employee is not entitled to leave of absence with pay under Article 44.1 until he or she has completed twenty (20)
consecutive working days of employment.

Where an employee is on a sick leave of absence which commences in one (1) calendar year and continues into the
following calendar year, he or she is not entitled to leave of absence with pay under Article 44.1 for more than one hundred
and thirty (130) working days in the two (2) years until he or she has returned to work for twenty (20) consecutive working
days.

An employee who has used leave of absence with pay for one hundred and thirty (130) working days in a calendar year
under Article 44.1 must complete twenty (20) consecutive working days before he or she is entitled to further leave
under Article 44.1 in the next calendar year.

The pay of an employee under this article is subject to deductions for insurance coverage and pension contributions that
would be made from regular pay. The Employer-paid portion of all payments and subsidies will continue to be made.

USE OF ACCUMULATED CREDITS

An employee on leave of absence under Article 44.1(b) may, at his or her option, have one-quarter (¥4) of a day deducted
from his or her accumulated credits (attendance, vacation or overtime credits) for each such day of absence and receive
regular pay.

An employee who is absent from his or her duties due to sickness or injury beyond the total number of days provided for
in Article 44.1 shall have his or her accumulated attendance credits reduced by a number of days equal to such absence
and he or she shall receive regular pay for that period.

Acrticle 44.7 does not apply to an employee when he or she qualifies for and elects to receive benefits under the Long Term
Income Protection Plan.
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44.9

44.10

4411

44.12

44.13

Where, for reasons of health, an employee is frequently absent or unable to perform his or her duties, the Employer may
require him or her to submit to a medical examination at the expense of the Employer.

After five (5) days’ absence caused by sickness, no leave with pay shall be allowed unless a certificate of a legally
qualified medical practitioner is forwarded to the employee’s manager, certifying that the employee is unable to attend to
his or her official duties. Notwithstanding this provision, where it is suspected that there may be an abuse of sick leave,
the employee’s manager may require an employee to submit a medical certificate for a period of absence of less than five
(5) days.

Employees returning from Long Term Income Protection Plan to resume employment in accordance with Article 42.10
must complete twenty (20) consecutive working days of employment to qualify for benefit