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ARTICLE 1 - PURPOSE

1.01

The general purpose of this Agreement is to establish mutually satisfactory
employment relations between the Employer and the registered and graduate
nurses represented by the Union. It provides for an ongoing means of
communication between employee(s) representatives and the Employer for the
purpose of discussing matters of mutual interest. It also provides means for the
prompt settlement of grievances and for the final settlement of disputes. Salaries,
hours of work and other conditions of employment will be described in this
Agreement.

ARTICLE 2 — RECOGNITION

2.01

2.02

2.03

The Employer recognizes the Union as the sole and exclusive bargaining agent of
all registered nurses and nurses with a temporary certificate of registration
employed by Riverside Health Care Facilities Inc., at Rainycrest Long Term Care
engaged in a nursing capacity, save and except the Assistant Director of Nursing
and the Director of Care.

All employee(s) shall be free to either join or refrain from joining the Union.
All references to officers, representatives and committee members in this

Agreement shall be deemed to mean officers, representatives and committee
members of the bargaining unit.

ARTICLE 3 — DEFINITIONS

3.01

3.02

3.03

3.04

3.05

The word "employee(s)" when used in this Agreement shall mean persons
included in the above-described bargaining unit.

For the purpose of interpretation, wherever used herein, the feminine gender shall
mean and include the masculine and vice-versa and similarly the singular shall
include the plural and vice-versa as applicable.

A "Registered Nurse" is defined as a person who is registered by the College of
Nurses of Ontario in accordance with the Regulated Health Professions Act and
the Nursing Act. A registered nurse is required to present to the Director of
Resident Care by February 15th of each year, her Certificate of Competence or
acceptable proof of payment for the year.

"Supervisor” or "Immediate Supervisor" when used in this Agreement shall mean
the first supervisory level excluded from the bargaining unit.

For the purposes of interpretation:

(@) A regular full-time employee is an employee who is regularly pre-scheduled
for an average of seventy-five (75) hours on a bi-weekly basis.

(b) A regular part-time employee is an employee who is regularly pre-
scheduled for less than full-time hours.
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(© A casual part-time employee is an employee who works on an on-call basis
and who is not pre-scheduled.

ARTICLE 4 - MANAGEMENT FUNCTIONS

4.01

The Union recognizes and acknowledges that the management of the operations
and direction of the working force of the Home are fixed exclusively in the Employer
and, without restricting the generality of the foregoing, the Union acknowledges
that it is the exclusive function of the Employer:

@) to manage and operate its establishment; to determine the kinds, location
and number of the Employer's establishments and to make, alter and
enforce regulations governing the use of all materials, facilities and
services as may be deemed necessary in the interest of safety and well-
being of Rainycrest Long Term Care residents and the public;

(b) to maintain order, discipline and efficiency and make, alter and enforce
reasonable rules and regulations to be observed by the employee(s);

(© to hire, retire, classify, direct, promote, demote, transfer, discipline,
suspend and discharge employee(s); to assign employee(s) to tours and
to increase and decrease the working forces, providing that a claim by any
employee(s) that she has been discharged, suspended or disciplined
without just cause may become the subject of a grievance and may be dealt
with as hereinafter provided.

It is agreed and understood that these rights shall not be exercised in a
manner inconsistent with the provisions of this Agreement.

ARTICLE 5 — NO DISCRIMINATION

5.01

5.02

The parties agree that a safe workplace, free of violence and harassment, is a
fundamental principle of a health workplace. Commitment to a healthy workplace
requires a high degree of co-operation between Employers, employees, physicians
and the Union. Nurses should feel empowered to report incidents of disruptive
behaviour, including physician behaviour, without fear of retaliation. The parties are
both committed to a harassment free environment and recognize the importance of
addressing discrimination and harassment issues in a timely and effective manner as
set out below:

The Employer and the Union agree that there shall be no discrimination,
interference, intimidation, restriction or coercion exercised or practised by any of
their representatives with respect to any employee(s) because of her membership
or non-membership in the Union or because of her activity or lack of activity on
behalf of the Union or because of exercising her rights under the Collective
Agreement.

The Employer and/or the Union shall not discriminate with respect to terms or
conditions of employment on the grounds of race, creed, colour, age, sex, marital
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5.038

NOTE:

5.04

5.05

or parental status, religion, nationality, ancestry or place of origin, place of
residence, disability or sexual orientation.

The Employer and/or the Union shall not discriminate against any member of the
Union with respect to family relationship or political affiliation or activities. However,
should either family relationships or political affiliation or activities be detrimental to
the quality of resident care or to the effective management of the Home, it is agreed
that after discussion with the Joint Union-Management Nursing Committee,
management may take whatever steps are reasonably necessary to insure the
efficient operation of the Home.

The Employer and the Union agree to abide by the Ontario Human Rights Code.
Harassment

@) “Every person who is an employee has a right to freedom from harassment
in the workplace by the Employer or agent of the Employer or by another
employee because of race, ancestry, place of origin, colour, ethnic origin,
citizenship, creed, age, record of offences, marital status, family status or
handicap”. ref: Ontario Human Rights Code, Sec. 5 (2).

(b) “Every person who is an employee has a right to freedom from harassment
in the workplace because of sex by her or his Employer or agent of the
Employer or by another employee”. ref: Ontario Human Rights Code, Sec.
7 (2).

(© “Every person has a right to be free from,

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

(ii) a reprisal or 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
person”. ref: Ontario Human Rights Code, Sec. 7 (3).

(d) An employee(s) who believes that she has been harassed contrary to this
provision may file a grievance under Article 15 of this Agreement.

“Harassment” means engaging in a course of vexatious comment or conduct that is
known or ought reasonably to be known to be unwelcome”. ref: Ontario Human
Rights Code, Sec. 10 (1).

The Employer and the Union recognize their joint duty to accommodate
handicapped employees in accordance with the provisions of the Ontario Human
Rights Code.

Whistle Blowing Protection

Provided a nurse has followed reasonable policies or procedures issued by the
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5.06

5.07

Employer concerned to protect the Employer’s entitlement to investigate and address
any allegation of wrongdoing, nurses will not be subject to discipline or reprisal for
the reasonable exercise of their professional obligations, including those related to
resident advocacy.

In dealing with complaints, the Employer shall ensure that the process is fair for
all.

In  dealing with physician conduct, the Employer may incorporate
recommendations from the draft (or final) report of the College of Physicians and
Surgeons on the Disruptive Physician Behaviour Initiative.

ARTICLE 6 — VIOLENCE

6.01

6.02

6.03

6.04

6.05

The Employer agrees that no form of verbal, physical, sexual, racial or other abuse
of employee(s) will be condoned in the workplace. Any employee(s) who believes
the situation to be abusive shall report this to her Supervisor who will make every
reasonable effort to rectify the abusive situation.

The parties agree that if incidents involving aggressive resident action occur, such
action will be recorded and reviewed at the Joint Occupational Health and Safety
Committee. Reasonable steps within the control of the Employer will follow to
address the legitimate health and safety concerns of the employees presented in
that forum.

The parties further agree that suitable subjects for discussion at the Employee(s)-
Management Committee will include aggressive residents.

In particular, appropriate measures with respect to violence in the workplace will be
reviewed for appropriate measures. This assessment will include a review of safety
plans and risk assessments, electronic systems, training, other.

Where the incident form indicates an employee has suffered personal damage by
a resident, the Employer shall replace or repair at no cost to the employee(s), any
damaged item.

The Employer agrees to provide training, education and information on the
prevention of violence and all measures and procedures in the workplace violence
program.

The parties will consider appropriate measures to address violence in the
workplace, which may include, among other remedies.

i) Identification of violent concerns;
1)) Trained employees who can de-escalate and immobilize;
iii) Appropriate personal alarms;
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iv) Organizational wide risk assessments assessing environment, risk
from resident population, acuity, communication, and work flow and
individual client assessments;

ARTICLE 7 — NO STRIKES OR LOCKOUTS

7.01

The Union agrees that there shall be no strikes and the Employer agrees that there
shall be no lockouts during the term of operation of this Agreement. The meaning
of the words "strike" and "lockout" shall be defined in the Labour Relations Act,
R.S.0., 1970, c. 232, as amended.

ARTICLE 8 — UNION SECURITY

8.01

8.02

8.03

8.04

The Employer will deduct an amount equivalent to the regular monthly dues from
the pay of each employee(s) in the bargaining unit on the first pay period of each
month. The Union shall notify the Employer in writing of the exact dues to be
deducted from the pay of regular scheduled and casual employee(s). All
computations of the dues will be the responsibility of the Union. The dues
deducted will be forwarded to the Union each month together with a list of the
names of the employee(s) on whose behalf such deductions have been made and
a copy of the list will be sent to the Local Union. Such list will include the
employee(s)' Social Insurance Numbers and addresses.

The Union shall hold the Employer harmless with respect to all dues so deducted
and remitted and with respect to any liability which the Employer might incur as a
result of such deductions and remittances.

The Employer will indicate on the T-4 Slips issued to each employee(s) the total
amount of union dues deducted during the previous year.

During the orientation period, an officer of the bargaining unit shall be allowed a
reasonable period of time, not to exceed one-half (1/2) hour, within regular working
hours to interview newly employed employee(s) and to discuss the benefits and
duties of Union membership and responsibility to the Union and the Employer.

ARTICLE 9 — CORRESPONDENCE

9.01

All correspondence between the Union and the Employer arising out of this
Agreement or incidental thereto, shall pass to and from the Employer and the
Contact Person of the bargaining unit or Union staff. The Union will advise the
Employer in writing of the name of the Contact Person.

ARTICLE 10 — UNION REPRESENTATION

10.01

10.02

The Employer will recognize two (2) employee(s) representatives.

The Employer will recognize a Grievance Committee of two (2) employee(s) to
attend grievance meetings as provided hereunder (Article 11). The Employer
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10.03

10.04

10.05

agrees to pay a grievor for all time spent during her or his regular hours at Step
No. 1 and Step No. 2 grievance meetings.

The Employer will recognize a Negotiating Committee not to exceed three (3)
employee(s) which shall represent full-time and part-time employee(s).

(@)

(b)

(€)

The Employer will recognize and agrees to appoint representatives to the
Joint Union-Management Nursing Committee and its purpose shall be to
promote and provide effective and meaningful communication of
information and ideas and to make recommendations on matters of mutual
concern including scheduling problems and requests, utilization of nursing
staff, quality of resident care, orientation and in-service programmes.
Matters may be referred to the said committee by the Union or the
Employer.

The composition of the said committee shall consist of three (3)
employee(s) who shall act on behalf of the Union and the Administrator,
Executive Assistant and Director of Resident Care (or designates) who will
act on behalf of the Employer.

The committee shall meet at mutually satisfactory times but no less than
once every two (2) months. A representative of either party shall notify a
representative of the other in writing within five (5) days (excluding
Saturdays, Sundays and holidays) of the meeting, of the items her party
wishes to discuss. Minutes shall be recorded on an alternating basis
between ONA and Management.

The parties agree to engage in effective and meaningful discussion to attempt
and resolve issues that are raised.

Occupational Health & Safety

(@)

(b)

(c)

The Employer shall comply with all applicable federal, provincial and
municipal health and safety legislation and regulations. All standards
established under the legislation and regulations shall constitute minimum
acceptable practice to be improved upon by agreement of the
employee/Employer Health and Safety Committee or negotiations with the
Union.

The Union and the Employer shall co-operate in establishing rules and
practices which promote a safe and healthy occupational environment and
which provide protection from factors adverse to employee health and
safety. The Employer shall co-operate in providing necessary information
to enable the Health and Safety Committee to fulfill its function.

A Health and Safety Committee shall be established which is composed of
an equal number of employee and Employer representatives, but with a
minimum of one (1) representative selected or appointed by the Union.

The Health and Safety Committee shall hold meetings as required by
regulations or more frequently as requested by any committee member for
jointly monitoring, inspecting, investigating and reviewing health and safety
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10.06

10.07

10.08

10.09

10.10

10.11

conditions and practices and to improve health and safety conditions and
practices. Minutes shall be taken of all meetings and copies shall be sent to
the Employer and the Union. Responsibility for minutes and the Chairperson
for such meetings will alternate between the employee and Employer
representatives.

(d) All time spent by a member of the Health and Safety Committee attending
meetings of the committee and carrying out her duties shall be deemed to
be work time for which she shall be paid by her Employer at her regular or
premium rate as may be proper and she shall be entitled to such time from
her work as is necessary.

(e) Employees who are absent from work due to a communicable disease and
required to quarantine or isolate due to (i) the employer’s policy, and/or (ii)
operation of law and/or (iii) direction of public health officials, shall be
entitled to salary continuation for the duration of the quarantine.

() At least one (1) Health and Safety Representative from the Union shall be
a certified worker as defined under the Occupational Health and Safety Act.
If there is only one (1) certified worker and that worker is not from this
bargaining unit, the next worker trained and certified shall be a registered
nurse covered by this Agreement. All time spent in training shall be
considered work time and paid accordingly by the Employer along with any
accompanying expenses.

The Employer will ensure adequate stocks of the N95 respirator (or such other
personal protective equipment as the parties may in writing agree) to be made
available to nurses at short notice in the event there are reasonable indications of
the emergence of a pandemic.

The Union will provide the Employer with the names of its officers, committee
members and employee(s) representatives. This list will be revised when changes
occur.

The Employer shall pay officers, representatives and committee members their
respective salaries for all regular scheduled time spent investigating grievances,
negotiating renewal of this Agreement up to and including Conciliation and while
attending meetings with the Employer.

There shall be no Union business other than as stated in this Collective Agreement
conducted during regularly scheduled time on duty.

The Employer will discuss government initiatives with the Union that impact on the
Bargaining Unit.

The Employer agrees to give representatives of the Ontario Nurses' Association
or consultants for the Union access to all times to the premises of the Employer
for the purpose of investigating grievances, attending meetings or otherwise
assisting in the administration of this Agreement.

Premises does not include records, documents or confidential information. This
access will be with the approval of the Administrator and such approval will not be
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unreasonably withheld.

ARTICLE 11 — GRIEVANCE PROCEDURE AND ARBITRATION

11.01

11.02

11.03

11.04

Any employee(s) or the Union may present a complaint at any time without
recourse to the formal written procedure contained herein, but in the normal course
of events, grievances shall be registered with the Employer as follows:

Step No. 1

An employee(s) or the Union on her/their behalf or in its own stead may present a
grievance in writing to the Director of Resident Care. Such grievance must be
presented within nine (9) calendar days of the date of its occurrence or when it came
to the attention of the employee(s) and Union.

The Director of Resident Care shall render a decision in writing within nine (9)
calendar days following the day on which the grievance was submitted. If this
decision is unsatisfactory to the employee(s) or the Union, Step No. 2 may be
followed within nine (9) calendar days.

Step No. 2

The grievance in writing shall be referred to the Administrator or his designate who
shall call a meeting of the Grievance Committee of the Union at the request of either
party on the day following the filing of the grievance, if possible. Within nine (9)
calendar days following the meeting or within nine (9) calendar days following
submission to the Administrator, if no such meeting is held, the Administrator shall
reply in writing to the employee(s) and the Grievance Committee. If the decision is
unsatisfactory to the employee(s) or the Union, it may be referred to Arbitration.

If the Union or the Employer so wishes, they may present any grievance in writing
in the form of a policy grievance at Step No. 2 of the Grievance Procedure.

Notwithstanding any other provision in this Article, should the Employer discharge,
suspend or discipline an employee(s), notification by the Employer to such
employee(s) shall be made in the presence of an employee(s) representative.
Should the employee(s) or the Union wish to file a grievance against the discharge,
suspension or discipline, it shall be reduced to writing and filed within nine (9)
calendar days under Step No. 2 of the Grievance Procedure.

Where a difference arises between the parties relating to the interpretation,
application or administration of this Agreement, including any questions as to
whether a matter is arbitrable or where an allegation is made that this Agreement
has been violated, either of the parties may, after exhausting the Grievance
Procedure established by this Agreement, notify the other party in writing of its
desire to submit the difference or allegation to Arbitration and the notice shall
contain the name of the first party's appointee to an Arbitration Board.

The recipient of the notice shall, within thirty-six (36) calendar days, inform the other
party of the name of its appointee to the Arbitration Board. The two (2) appointees
so selected shall, within thirty-six (36) calendar days of the appointment of the second
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11.05

11.06

11.07

11.08

of them, appoint a third person who shall be the Chairman. If the recipient of the
notice fails to appoint an Arbitrator or if the two (2) appointees fail to agree upon a
Chairman within the time limit, the appointment shall be made by the Minister of
Labour for Ontario upon the request of either party. The Arbitration Board shall hear
and determine the difference or allegation and shall issue a decision and the decision
is final and binding upon the parties and upon any employee affected by it. The
decision of a majority is the decision of the Arbitration Board, but if there is no majority,
the decision of the Chairman shall govern. When the appointment of an Arbitrator is
not made as per the above process, the grievance shall be deemed to have been
abandoned.

Each party shall pay the costs and expenses of its appointees and the costs and
expenses of the Chairman shall be borne equally by the parties. Arbitration
hearings shall be held in Fort Frances, Ontario, or at such other places as may be
agreed upon by the Union and the Employer. The second sentence shall also
apply to proceedings under HLDAA.

The Arbitration Board may make such decision as in the circumstances it deems
just and equitable and may vary or set aside any penalty or discipline imposed and
shall have full jurisdiction to settle all matters relating to or arising out of the
Collective Agreement.

The time limits fixed in both the Grievance and Arbitration Procedures may be
extended by the written consent of the Administrator or designate and the
representative of the Ontario Nurses’ Association.

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

ARTICLE 12 — SENIORITY AND JOB SECURITY

12.01

12.02

The probationary period for all nurses shall be four hundred and fifty (450) hours
worked from the date of last hire. If retained after the probationary period, the
employee(s) seniority will be dated as of the date of last hire. With the written
consent of the Home, the probationary nurse and the Bargaining Unit President,
the probationary period may be extended.

A seniority list shall be established of all employee(s) covered by this Agreement
who have completed their probationary period. For part-time employee(s),
seniority and service will be established on the basis of two hundred (200) tours
(fifteen hundred (1500) hours) of duty being equal to one (1) year of full-time
employment. A copy of the seniority list will be filed with the Union after the
execution of the Agreement and a revised list will be supplied every six (6) months
thereafter in the months of January and July.

Once posted an employee will have a period of thirty (30) calendar days from the

posting date to make a written complaint about her seniority as recorded. In the
absence of such complaint the list shall be deemed to be correct.
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12.03

(@)

(b)

(€)

(d)

(e)

10

In the event of a proposed lay-off at the Home of a long term nature
affecting full-time and/or part-time employee(s), the Employer shall:

0] provide the Union with no less than three (3) months written notice
of such lay-off; and

(i) meet with the Union to review the following:
@ the reasons causing the lay-off;
2 the service which the Employer will undertake after the lay-off;

3 the method of implementation including the areas of cut-back
and the employee(s) to be laid off.

A long-term lay-off shall be defined as a lay-off of thirteen (13) or more
weeks.

In the event of a proposed temporary lay-off at the Home, a bed cutback or
a cutback in service, the Employer shall provide the Union with reasonable
notice. If requested, the Employer shall meet with the Union to review the
effect on employee(s) in the bargaining unit.

Any agreement between the Employer and the Union resulting from the
review above concerning the method of implementation will take
precedence over the terms of this Article.

In the case of a permanent lay-off, the Employer shall provide to the
affected employee(s) no less than three (3) months' written notice of lay-off
or pay in lieu thereof. For other lay-offs, the Employer shall give reasonable
notice.

0] A lay-off shall be defined as any reduction of an employee(s) hours
of work, reduction in paid hours and/or a permanent discontinuation
of a position.

A lay-off of full-time and/or part-time employee(s) shall be made on
the basis of seniority, provided that the employee(s) who remain are
qualified to perform the available work. Subject to the foregoing,
probationary employee(s) shall be first laid off. Casual part-time
employee(s) shall be first laid off before permanent part-time
employee(s). Casual part-time employee(s) shall not be utilized while
full-time or permanent part-time employee(s) remain on lay-off unless
all laid off full-time or permanent part-time employee(s) have been
offered and declined any available work.

An employee(s) who has been notified of an impending lay-off may:
Q) accept the lay-off; or

(2 exercise the right to bump or displace another employee(s) in
any classification who has lesser bargaining unit seniority.
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(ii)

(iii)

(iv)

(v)

(vi)

11

Full-time and/or regular part-time employee(s) shall be recalled in the
order of seniority, unless otherwise agreed between the Employer
and Union, provided that the employee(s) is qualified to perform the
available work. When all full-time and permanent part-time
employee(s) have been recalled, casual part-time employee(s) shall
be recalled in order of seniority.

Where an employee(s) declines the opportunity for recall to a
permanent position in her category (full-time or part-time), her name
will go to the bottom of the recall list. A refusal after his/her name has
been placed at the bottom of the recall list as a result of a refusal, the
employee name will be removed from the recall list.

An employee(s) who exercises her bumping right and/or is recalled
to a position shall be provided with such orientation and/or training
as is necessary.

Where a vacancy occurs in a position following a lay-off hereunder
as a result of which a full-time or part-time employee(s) had been
transferred to another position, the affected employee(s) will be
offered the opportunity to return to her/his former position providing
such vacancy occurs within six (6) months of the date of lay-off.
Where the employee(s) returns to her/his former position, there
shall be no obligation to consider the vacancy under Article 12.
Where the employee(s) refuses the opportunity to return to her/his
former position, she/he shall advise the Employer in writing within
one (1) week of receipt of the offered position.

No reduction in the hours of work shall take place to prevent or
reduce the impact of a lay-off without the agreement of the Union.

All part-time and full-time employee(s) represented by the Union
who are on lay-off will be given a job opportunity in the full-time and
part-time categories before any new employee(s) is hired into either
category.

No new employee(s) shall be hired until all those employee(s) laid off
have been given an opportunity to return to work.

Full-time employee(s) on lay-off shall be offered any temporary
vacancies that arise out of the full-time bargaining unit in order of
seniority. Permanent part-time employee(s) on lay-off shall be
offered any temporary vacancies that arise out of the part-time
bargaining unit in order of seniority. An employee(s) who has been
recalled to such temporary vacancy shall not be required to accept
such recall and may instead remain on lay-off. Where temporary
vacancies are not filled from laid off full-time or permanent part-time
employee(s), the Employer shall offer the vacancy to the senior laid
off employee(s) for the other category.

A full-time employee(s) shall maintain her full-time status when
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12.04

12.05

12.06

12.07

12.08

12

accepting or refusing occasional or incidental shifts.

All seniority, service, illness allowance, vacation and other credits obtained under
this Collective Agreement shall be retained and transferred with the employee(s)
if she is re-classified from full-time employment to part-time employment and vice-
versa.

(a) An employee(s) shall continue to accumulate seniority during any approved
leave of absence without pay for purposes of furthering education, by
reason of iliness or injury supported by a Doctor's Certificate, pregnancy or
parenting leave or by reason of being absent on Workers' Compensation
Benefits.

(b) When on leave of absence without pay not covered under (a) above,
seniority shall accumulate for the first thirty (30) continuous calendar days
of the leave. If the leave exceeds thirty (30) continuous calendar days,
seniority shall be retained but not accumulated for the duration of the leave
which exceeds thirty (30) continuous calendar days.

(© An employee(s) who is absent from work by reason of illness or injury
covered by the Short-Term Disability Insurance Plan or Workers'
Compensation Benefits or because of pregnancy or parenting leave shall
continue to accrue service as long as she is being paid through the S.T.D.
Plan or through Workers' Compensation or is on pregnancy or parenting
leave.

Otherwise, an employee(s) absent on a leave of absence without pay not
exceeding thirty (30) continuous calendar days shall continue to accumulate
service.

If the leave of absence without pay exceeds thirty (30) continuous calendar
days, an employee(s) shall retain but not accumulate service for the period of
the leave in excess of thirty (30) continuous calendar days.

Prior to the appointment to a vacant or new position, the Employer shall post notice
of the vacancy or new position on the bulletin board for a minimum of five (5) days
in order that all staff will know that the position is open and be able to make written
application to the Director of Resident Care. Temporary vacancies expected to
exceed eight (8) weeks' duration shall be posted as above. The position of the
successful applicant to such posting shall also be posted. Any vacancies
subsequent to the foregoing two (2) vacancies shall not be required to be posted.
The employee(s) whose absence has necessitated the posting of the first
temporary vacancy as well as the successful applicant for that posting shall be
entitled to return to their same position, unless such position has been
discontinued, in which case they shall be given a comparable position.

In cases where qualifications, performance and experience are approximately
equal, seniority shall be the deciding factor when decisions are made with regard
to promotions and transfers.

A break in seniority shall have occurred:
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(a) if an employee(s) resigns;

(b) if an employee(s) is dismissed unless such dismissal is reversed through
the Grievance Procedure;

(© if an employee(s) is laid off in excess of thirty-six (36) months;

(d) if an employee(s) is absent without leave.

In order to protect the standard of nursing care, the Employer agrees that no one
outside of the bargaining unit shall perform the work normally performed by the
members of the bargaining unit, except for the purpose of instruction,

experimentation or in the event of an emergency situation.

An employee may request a transfer from full-time or regular part-time to casual
part-time status. A request to transfer will not be unreasonably denied.

ARTICLE 13 — PROFESSIONAL RESPONSIBILITY, ORIENTATION AND IN-SERVICE

(Article 13.01 applies to employees covered by an Ontario College under the Regulated Health
Professions Act only.)

13.01

The parties agree that resident care is enhanced if issues relating to professional
practice, resident acuity, fluctuating workloads and fluctuating staffing are resolved
in a timely and effective manner. This provision is intended to appropriately
address employee concerns relative to their workload issues in the context of their
professional responsibility. In particular, the parties encourage nurses to raise any
issues that negatively impact their workload or resident care, including but not
limited to:

. Gaps in continuity of care.

. Balance of staff mix.

. Access to contingency staff.

° Appropriate number of nursing staff.

In the event that the Home assigns a number of residents or a workload to an
individual nurse or group of nurses such that they have cause to believe that they
are being asked to perform more work than is consistent with proper resident care,
they shall:

(a) i) At the time the workload issue occurs, discuss the issue within the
unit/program to develop strategies to meet resident care needs
using current resources.

1)) If necessary, using established lines of communication as identified
by the home, seek immediate assistance from an individual(s) (who
could be within the bargaining unit) who has responsibility for timely
resolution of workload issues.
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Failing resolution of the workload issue(s) at the time of occurrence
or if the issue(s) is ongoing the nurse(s) will discuss the issue with
their manager (or designate) on the next day that the manager (or
designate) and the nurse are both working or within ten (10)
calendar days whichever is sooner.

When meeting with the manager, the nurse(s) is/are entitled to be
represented by a Union representative if requested by the nurse(s)
to support/assist them at the meeting.

Complete the ONA/Home Professional Responsibility Workload
Report Form. The manager (or designate) will provide a written
response on the ONA/Home Professional Responsibility Workload
Report Form to the nurse(s) within ten (10) calendar days of receipt
of the form with a copy to the Bargaining Unit President, Chief
Nursing Executive, and the Senior Clinical Leader (if applicable).

When meeting with the manager, the nurse(s) is/are entitled to be
represented by a Union representative if requested by the nurse(s)
to support/assist them at the meeting.

Every effort will be made to resolve workload issues at the unit level.
A Union representative shall be involved in any resolution
discussions at the unit level. The discussions and actions will be
documented.

Failing resolution at the unit level, submit the ONA/Home
Professional Responsibility Workload Report Form to the Home-
Association Committee within twenty (20) calendar days from the
date of the manager's response or when they ought to have
responded under (iv) above.

The Chair of the Home-Association Committee shall convene a
meeting of the Home-Association Committee within fifteen (15)
calendar days of the filing of the ONA/Home Professional
Responsibility Workload Report Form. The Committee shall hear
and attempt to resolve the issue(s) to the satisfaction of both parties
and report the outcome to the nurse(s) using the
Workload/Professional Responsibility Review Tool to develop joint
recommendations (Appendix 1).

Any settlement arrived at under Article 13.01 (a) iii) v), or vi) shall
be signed by the parties.

Failing resolution of the issues through the development of joint
recommendations within fifteen (15) calendar days of the meeting
of the Home Assaciation Committee the issue shall be forwarded to
an Independent Assessment Committee.

Failing development of joint recommendation(s) and prior to the
issue(s) being forwarded to the Independent Assessment
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Committee, the Union will forward a written report outlining the
issue(s) and recommendations to the Director of Care.

For professionals regulated by the RHPA, other than nurses, the
Union may forward a written report outlining the issue(s) and
recommendations to the appropriate senior executive as
designated by the Home.

(Article 13.01 (a), (x), (xiii) and (xiv) and 13.01 (b) applies to nurses only)

xii)

xiii)

Xiv)

XV)

XVi)

The Independent Assessment Committee is composed of three (3)
registered nurses; one chosen by the Ontario Nurses' Association,
one chosen by the Home and one chosen from a panel of
independent registered nurses who are well respected within the
profession. The member of the Committee chosen from the panel
of independent registered nurses shall act as Chair.

If one of the parties fails to appoint its nominee within a period of
thirty (30) calendar days of giving notice to proceed to the
Independent Assessment Committee, the process will proceed.
This will not preclude either party from appointing their nominee
prior to the commencement of the Independent Assessment
Committee hearing.

A copy of the Procedural Guidelines contained in Appendix 1 shall
be provided to all Chairpersons named in the Letter of
Understanding — Independent Assessment Committee.

The Assessment Committee shall set a date to conduct a hearing
into the issue(s) within fourteen (14) calendar days of its
appointment and shall be empowered to investigate as is necessary
and make what findings as are appropriate in the circumstances.
The Assessment Committee shall render its decision, in writing, to
the parties within forty-five (45) calendar days following completion
of its hearing.

It is understood and agreed that representatives of the Ontario
Nurses' Association, including the Labour Relations Officer(s), may
attend meetings held between the Home and the Union under this
provision.

Any issue(s) lodged under this provision shall be on the form set
out in Appendix 6. Alternately, the local parties may agree to an
electronic version of the form and a process for signing.

The Director of Care, relevant Clinical Leaders, Bargaining Unit
President, and the Home-Association Committee, will jointly review
the recommendations of the Independent Assessment Committee
within thirty (30) calendar days of the release of the IAC
recommendations, and develop an implementation plan for
mutually agreed changes. Such meeting(s) will be booked prior to
leaving the Independent Assessment Committee hearing.
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(b) i) The list of Assessment Committee Chairs is attached as Appendix
1. During the term of this Agreement, the central parties shall meet
as necessary to review and amend by agreement the list of chairs
of Professional Responsibility Assessment Committees.

The parties agree that should a Chair be required; the Ontario
Home Association and the Ontario Nurses' Association will be
contacted. They will provide the name of the person to be utilized
on the alphabetical listing of Chairs. The name to be provided will
be the top name on the list of Chairs who has not been previously
assigned.

Should the Chair who is scheduled to serve decline when
requested, or it becomes obvious that they would not be suitable,
the next person on the list will be approached to act as Chair.

i) Each party will bear the cost of its own nominee and will share
equally the fee of the Chair and whatever other expenses are
incurred by the Assessment Committee in the performance of its
responsibilities as set out herein.

The delegation of Controlled Acts shall be in accordance with the Regulated Health
Professions Act, Medical Directives, and related statutes and regulations and in
accordance with guidelines established by the College of Nurses of Ontario from
time to time, and any home policy related thereto, provided that if the Union is of
the opinion that such delegation would be detrimental to quality resident care, the
Union may refer the issue to the Home-Association Committee.

Where an employee is in a position other than in a registered nursing position with
duties and responsibilities which are subject to the Regulated Health Professions
Act, they shall be treated in a manner consistent with this Article.

The Home will notify the nurse when it reports them to the College of Nurses of
Ontario and refer them to the Union as a resource.

Should an employee, who is a Health Professional under the Regulated Health
Professions Act, be required to provide their Regulatory College with proof of
liability insurance, the Home, upon request from the employee, will provide the
employee with a letter outlining the Home’s liability coverage for Health
Professionals in the Home’s employ.

(a) Newly employed employee(s) shall have a minimum of five (5) tours
planned orientation period.

(b) Planned orientation shall be provided for all three (3) tours of duty and shall
include adequate preparation to assume the role of Employee(s)-In-Charge
on all three (3) tours of duty. "Adequate preparation" shall be defined as
on-the-job experience under the direct supervision of an experienced
Nurse-In-Charge and shall not alter the current staffing patterns of the
Employer. This shall apply to both full-time employees and part-time
employees.
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There shall be an on-going in-service educational program which may include
conferences and workshops designed to promote the employee(s) professional
development providing such conferences and/or workshops meet with the
approval of the Administrator.

(@)

(b)

(c)

(d)

(e)

(@)

The Employer will endeavour to schedule mandatory in-service programs
during a nurse’s regular working hours. When an employee(s) is on duty
and authorized to attend an in-service program during her regularly
scheduled working hours, she shall suffer no loss of regular pay. When an
employee(s) is required by the Employer to attend courses outside her
regular working hours, she shall be paid for all time spent in attendance on
such courses at her regular straight time rate including percent in lieu for
those hours.

Where the Employer requires e-learning, it will make reasonable efforts to
enable e-learning requirements during a nurse’s regular working hours. E-
learning required to be completed outside of regular working hours will be
identified as to length of time that will be paid by the Employer at her or his
regular straight time hourly rate of pay.

The Employer will consult with the employee(s) on a regular basis
regarding educational topics which the employee(s) believe would help
them in their work. Both the Employer and the Union recognize their joint
responsibility and commitment for the Employer to provide and the
employee(s) to participate in in-service education. The Union supports the
principle of its members' responsibility for their own professional
development and the Employer will endeavour to provide programs related
to the requirements of the Employer. Available programs will be publicized
and the Employer will endeavour to provide employee(s) with opportunities
to attend such programs during their regularly scheduled working hours.

The parties agree to use the electronic version of the Professional
Responsibility Workload Report Form (PRWRF).

The parties agree that hard copies of the electronic PRWRF are valid for
purposes of Article 9 of the Agreement.

Electronic PRWRF’s may be sent, via email, to the applicable manager or
designate.

Student Supervision

Nurses may be required, as part of their regular duties, to supervise activities
of students in accordance with the current College of Nurses of Ontario
Practice Guidelines — Supporting Learners. Nurses will be informed in writing
of their responsibilities in relation to these students and will be provided with
what the Employer determines to be appropriate training. Any information
that is provided to the Employer by the educational institution with respect to
the skill level of the students will be made available to the nurses recruited to
supervise the students. Upon request, the Employer will review the nurse’s
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workload with the nurse and the student to facilitate successful completion of
the assignment.

Where a nurse is assigned nursing student supervision duties, the
Employer will pay the nurse a premium of two dollars ($2.00) per hour for
all hours spent supervising nursing students.

Nurses are expected, as part of their regular duties, to provide guidance
and advice to members of the health care team.

Mentorship

Nurses may, from time to time, be assigned a formal mentorship role for a
designated nurse. Mentorship is a formal supportive relationship between
two (2) nurses, which results in the professional growth and development
of an individual practitioner to maximize her or his clinical practice. The
relationship is time limited and focused on goal achievement. Orientation
to the organization or general functioning of the unit does not constitute
mentorship.

After consultation with the nurse being mentored and the mentor, the
Employer will identify the experiences required to meet her or his learning
needs, will determine the duration of the mentorship assignment and
expectations of the mentor and appropriate training. During the
consultation process, the Employer will review the mentor’s workload with
the mentor and the nurse being mentored to facilitate successful
completion of the mentoring assignment.

The Employer will provide, on a regular basis, all nurses with an opportunity
to indicate their interest in assuming a mentorship role, through a
mechanism determined by the local parties. The Employer selects and
assigns the mentor for a given mentoring relationship. At the request of
any nurse, the Employer will discuss with any unsuccessful applicant ways
in which she or he may be successful for future opportunities.

The Employer will pay the nurse for this assigned additional responsibility
a premium of two dollars ($2.00) per hour, in addition to her or his regular
salary and applicable premium allowance.

NOTE: Letter of Understanding re Mentorship Guidelines.

ARTICLE 14 — LEAVE OF ABSENCE

14.01

14.02

Written requests for leave of absence without pay will be considered on an

individual basis by the Director of Resident Care and by the Administrator. Such
requests are to be made as far in advance as possible and a written reply will be

given within fourteen (14) days unless circumstances require a shorter time.
Granting of such leaves shall not be unreasonably withheld.

After any approved leave of absence without pay and to the extent possible, an
employee(s) will be returned to her former position.
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Management reserves the right to refuse leaves of absence without pay in
situations of dire emergency in which the Long-Term Care Homes Act, 2007 would
be violated.

(@)

(b)

(€)

(d)

(e)

Upon written request, leaves of absence without pay may be given for
Union business up to an aggregate total of thirty (30) days in a calendar
year. Such leave shall not be unreasonably withheld.

Leave of Absence for the President of the Ontario Nurses’ Association

An employee(s) who is elected to the Office of President of the Ontario
Nurses' Association shall be granted, upon request, leave(s) of absence
without loss of seniority and benefits. During such leaves of absence, salary
and benefits will be kept whole by the Employer and the Union agrees to
reimburse the Employer for such salary and Employer contributions to
benefits. It is understood, however, that during such leave the employee(s)
shall be deemed to be an employee of the Ontario Nurses' Association.

The employee(s) agrees to notify the Employer of her intention to return to
work within thirty (30) days before termination of office.

Leave of Absence for Board Members of the Ontario Nurses’ Association

An employee(s) who is elected to the Board of Directors of the Ontario
Nurses' Association other than to the Office of President shall be granted
leave of absence without pay up to as much time as is necessary and up to
as much time as is necessary if the employee(s) is the Secretary-Treasurer
or the President-Elect. There shall be no loss of seniority for the purposes of
salary advancement and vacation entitlement or other purposes during such
leave of absence. Leave of absence under this provision shall be in addition
to the Union Leave provided in Article 13.03 (a) above. During such leave of
absence, the employee(s) salary and applicable benefits shall be maintained
by the Employer and the Union agrees to reimburse the Employer in the
amount of the full cost of such salary and applicable benefits.

An employee(s) who is elected or appointed to a Provincial Committee of
the Ontario Nurses' Association shall be granted leave of absence without
pay as necessary to attend to the business of the Committee. There shall
be no loss of seniority for the purposes of salary advancement and vacation
entittement or other purposes during such leave of absence. Leave of
absence under this provision shall be in addition to the Union Leave
provided in Article 13.03 (a). During such leave of absence, the
employee(s) salary and applicable benefits shall be maintained by the
Employer and the Union agrees to reimburse the Employer in the amount
of the full cost of such salary and applicable benefits.

ONA Staff Leave

Upon application in writing by the Union on behalf of an employee to the
Home, an unpaid leave of absence may be granted to such employee
selected for a secondment or a temporary staff position with the Ontario
Nurses' Association. Such leave shall not be unreasonably denied or
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extended beyond twelve (12) months. Notwithstanding Article 12.05, there
shall be no loss of service or seniority for an employee during such leave
of absence. It is understood that during such leave the employee shall be
deemed to be an employee of the Ontario Nurses' Association. The
employee agrees to notify the Employer of her or his intention to return to
work at least two (2) weeks prior to the date of such return. The employee
shall be reinstated to her or his former position, unless that position has
been discontinued, in which case the employee shall be given a
comparable job.

For nurses selected for a secondment position, it is agreed that the parties
will come to an agreement by Letter of Understanding which will include
salary and applicable benefits. It is understood that in circumstances where
the Union reimburses the Home for the cost of benefits that such
reimbursement will be at the rate of nineteen percent (19%).

An employee(s) who notifies the Director of Resident Care as soon as possible
following the death of a member of her family, shall be granted three (3)
consecutive working days' bereavement leave in conjunction with the day of the
funeral (to be concluded not more than one (1) week following the funeral). Where
such a funeral is held in an area necessitating travelling time, an additional two (2)
consecutive days' leave may be granted. Payment for additional leave shall be
with pay which, at the employee(s) option, shall come from sick leave days,
personal leave days, paid holiday lieu days or vacation unless the employee(s)
wishes to take the additional leave without pay or unless there are no paid days
standing to the employee(s) credit. For the death of an aunt, uncle, niece or
nephew, employees shall be granted the funeral day with pay providing the funeral
falls on a scheduled working day.

Members of her family shall include and be limited to parent, brother, sister, child,
husband, wife or common-law spouse or same-sex spouse, mother-in-law, father-in-
law, brother-in-law, sister-in-law, grandparents and grandchild. Members of the
family may include, upon approval by the Employer, anyone standing in loco parentis
to the employee(s).

If an employee(s) is required to serve as a juror in any Court of law or required by
subpoena to attend a Court of law or inquest in connection with her duties with the
Employer or is required by subpoena to appear as a withess before the College of
Nurses of Ontario, she shall not lose her regular pay because of such attendance,
provided that she:

(a) notifies the Director of Resident Care immediately upon her receiving
notification to attend Court; and

(b) presents proof of service requiring her attendance; and

(© promptly repays to the Employer the amount (other than expenses)
received by her for such service or attendance.

Parental/pregnancy leave will be granted in accordance with the Employment
Standards Act (E.S.A.) as amended from time to time and as follows:
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The service requirement for eligibility for parental/pregnancy leave shall be
thirteen (13) weeks of continuous employment.

The employee(s) shall give written notification at least two (2) weeks in
advance of the date of commencement of such leave and four (4) weeks’
notice of the expected date of return. This notice shall be waived in the
event of pregnancy complications, premature birth or the sudden coming
into care of an adoptive child.

The employee(s) has the right to extend the parental/pregnancy leave to
eighteen (18) months in total. Written notice by the employee(s) to extend
the leave will be given at least four (4) weeks prior to the termination of the
initially approved leave. This notice requirement will be shortened in
circumstances where medical complications occur in the four (4) weeks
prior to the termination of the initially approved leave. The employee(s)
shall be reinstated to her former position unless the position has been
discontinued in which case she shall be given a comparable job.

An employee(s) (other than the natural mother) shall be granted eighteen
(18) weeks of unpaid parental leave for each parent who has worked for
the same Employer for thirteen (13) weeks. This leave may be taken within
thirty-five (35) weeks of the child being born or coming into care.

An employee(s) shall be allowed to commence her pregnancy leave at any
time up to seventeen (17) weeks before the expected date of delivery.

An employee(s) shall continue to accumulate seniority and service and
shall be entitled to continue to participate in the following benefits: pension,
life insurance, A.D. & D., E.H.C. and dental throughout pregnancy and
parental leave and the Employer shall continue to pay their share of the
premium for a maximum of thirty-five (35) weeks.

Parents shall be defined to include adoptive parents and a person in a
relationship of some permanence with the natural or adoptive mother or
father of the child who intends to treat the child as his or her own. Unless
legislation stipulates otherwise, "some permanence" shall mean a duration
of one (1) year.

Employee(s) hired to replace employee(s) who are on approved
parental/pregnancy leave may be released and such release shall not be
the subject of a grievance or Arbitration. If retained by the Employer, the
employee(s) shall be credited with seniority from date of hire subject to
successfully completing her probationary period.

The Employer will outline to employee(s) hired to fill such temporary
vacancies the circumstances giving rise to the vacancy and the special
conditions relating to such employment.

An employee(s) who is on parental/pregnancy leave as provided under this
Agreement who is in receipt of Employment Insurance parental/pregnancy
benefits shall be paid a supplemental unemployment benefit. That benefit
will be equivalent to the difference between eighty-four percent (84%) of
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her regular weekly earnings and the sum of her weekly Employment
Insurance benefits and any other earnings. Such payment shall commence
following completion of the one (1) week Employment Insurance waiting
period and receipt by the Employer of the employee(s) Employment
Insurance cheque stub as proof that she is in receipt of Employment
Insurance parental/pregnancy benefits and shall continue while the
employee(s) is in receipt of such benefits for a maximum period of twenty-
five (25) weeks. The employee(s) regular weekly earnings shall be
determined by multiplying her regular hourly rate on her last day worked
prior to the commencement of the leave times her normal weekly hours.

)] The employee(s) does not have any vested right except to receive
payments for the covered unemployment period. The Plan provides that
payments in respect of guaranteed annual remuneration or in respect of
deferred remuneration or severance pay benefits are not reduced or
increased by payments received under the Plan.

The Employer may grant a leave of absence with or without pay to an employee(s)
for the purpose of attending professional meetings and conferences.

Sick leave without pay shall be granted to an employee(s) who does not qualify for
sick leave with pay or who is unable to return to work at the end of the period for
which sick leave with pay is granted.

Such leave may be extended to any time necessary provided that satisfactory proof
of illness from a qualified physician is produced upon application for such leave and
during the period of absence by the employee(s).

An employee(s) requesting a leave of absence day(s) to attend to an ill child or
other member of her immediate family shall have the option of requesting the
day(s) as an unpaid leave, paid holiday lieu day(s), personal leave day(s) or
vacation day(s).

Pre-Paid Leave Plan

The Employer agrees to introduce a Pre-Paid Leave Program, funded solely by the
employee(s), subject to the following terms and conditions:

@) New employees must have two (2) calendar years' employment with the
Employer before they make application for pre-paid leave.

(b) The Plan is available to employee(s) wishing to spread four (4) years' salary
over a five (5) year period, in accordance with Part LXVIII of the Income
Tax Regulations, Section 6801, to enable them to take a one (1) year leave
of absence following the four (4) years' salary deferral.

(© The employee(s) must make written application to the Director of Resident
Care at least six (6) months prior to the intended commencement date of
the program (i.e., the salary deferral portion), stating the intended purpose
of the leave.
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One (1) employee(s) may be absent at any one time. The year for
purposes of the program shall be September 1st of one (1) year to August
31st the following year or such other twelve (12) month period as may be
agreed upon by the employee(s), the Local Union and the Employer.

Written applications will be reviewed by the Director of Resident Care or
her designate. Leaves requested for the purpose of pursuing further formal
nursing education will be given priority. Applications for leaves requested
for other purposes will be given the next level of priority on the basis of
seniority.

During the four (4) years of salary deferral, twenty percent (20%) of the
employee(s) gross annual earnings will be deducted and held for the
employee(s) and will not be accessible to her until the year of the leave or
upon withdrawal from the Plan.

The manner in which the deferred salary is held shall be at the discretion
of the Employer.

All deferred salary, plus accrued interest, if any, shall be paid to the
employee(s) at the commencement of the leave or in accordance with such
other payment schedule as may be agreed upon between the Employer
and the employee(s).

All benefits shall be kept whole during the four (4) years of salary deferral.
During the year of the leave, seniority will accumulate. Service for the
purpose of vacation and salary progression and other benefits will be
retained but will not accumulate during the period of leave. The
employee(s) shall become responsible for the full payment of premiums for
any Health and Welfare Benefits in which she is participating. Contributions
to HOOPP will be in accordance with the Plan. The employee(s) will not
be eligible to participate in the Disability Income Plan during the year of the
leave.

An employee(s) may withdraw from the Plan at any time during the deferral
portion provided three (3) months' notice is given the Director of Resident
Care. Deferred salary, plus accrued interest, if any, will be returned to the
employee(s), within a reasonable period of time.

If the employee(s) terminates employment, the deferred salary held by the
Employer, plus accrued interest, if any, will be returned to the employee(s)
within a reasonable period of time. In case of the employee(s) death, the
funds will be paid to the employee(s) estate.

The Employer will endeavour to find a temporary replacement for the
employee(s) as far in advance as practicable. If the Employer is unable to
find a suitable replacement, it may postpone the leave. The Employer will
give the employee(s) as much notice as is reasonably possible. The
employee(s) will have the option of remaining in the Plan and rearranging
the leave at a mutually agreeable time or of withdrawing from the Plan and
having the deferred salary, plus accrued interest, if any, paid out to her
within a reasonable period of time.
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The employee(s) will be reinstated to her former position unless the
position has been discontinued, in which case she shall be given a
comparable job.

Final approval for entry into the Pre-Paid Leave Program will be subject to
the employee(s) entering into a formal agreement with the Employer in
order to authorize the Employer to make the appropriate deductions from
the employee(s) pay. Such agreement will include:

0] a statement that the employee(s) is entering the Pre-Paid Leave
Program in accordance with Article 14.11 (c);

(i) the period of salary deferral and the leave period for which it is
requested,;

(iii) the manner in which the deferred salary is to be held.
The letter of application from the employee(s) to the Employer to enter the

Pre-Paid Leave Program will be appended to and form part of the written
agreement.

Education Leave

The parties acknowledge that the responsibility for professional development is
shared between the nurse and the Home. In this regard, the parties will endeavour
to provide flexible work schedules to accommodate the nurse’s time off requirements.

(@)

(b)

(€)

Leaves of absence, without pay, for the purposes of furthering professional
nursing career development may be granted on written application by the
nurse to the Director of Care, Supervisor or designate. Requests for such
leave will not be unreasonably denied.

A full-time or regular part-time nurse shall be entitled to leave of absence
without loss of earnings from her or his regularly scheduled working hours
for the purpose of taking any examinations required in any recognized
course in which nurses are enrolled to enhance their nursing qualifications.

For greater clarity, the period of the leave shall include the night shift prior to
and any scheduled shifts commencing on the day of the examination as long
as payment under this clause does not result in payment for more than one
(1) regularly scheduled shift.

The nurse agrees to notify the immediate Manager of the date of the
examination as soon as possible after she or he has become aware of the
date of the exam.

Leave of absence without loss of regular earnings from regularly scheduled
hours for the purpose of attending short courses, workshops or seminars
to further professional nursing career development may be granted at the
discretion of the Employer upon written application by the nurse to the
Director of Care, Supervisor or designate.
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(d) Regular part-time nurses will be credited with seniority and service for all
such hours paid for writing examinations, attending courses, workshops or
seminars to further career development as provided above.

ARTICLE 15 - ILLNESS ALLOWANCE

15.01

15.02

15.03

15.04

lliness allowance in accordance with the insured benefit package and 15.05, is
payable when an employee(s) is absent from work due to illness or injury which is
not compensatory under The Workplace Safety and Insurance Act.

If an employee(s) leaves work during the tour of duty due to illness or an
illness/injury compensable by Workers' Compensation Benefits, she shall be paid
for the entire tour without loss of illness allowance credits.

The Employer will provide a Short-Term Disability (STD) and Long-Term Disability
(LTD) Insurance Plan for all full-time employee(s) and for those permanent part-
time employee(s) hired on or before December 1, 2008.

(a) Short-Term Disability (STD)

The Employer will pay one hundred percent (100%) of the cost of this Plan.

All eligible employee(s) are covered from date of hire. The benefit period is
up to seventeen (17) weeks per illness and the full benefit period will be
reinstated after an employee(s) has returned to work for at least two (2) weeks
or if the subsequent iliness is due to an unrelated illness.

The STD Plan will provide one hundred percent (100%) pay for the first seven
and one-half (7 1/2) days of illness (pro-rated for permanent part-time
employee(s)) in each calendar year. These days will be deposited to the
credit of each employee(s) on March 1st of each year. For the remainder of
the seventeen (17) week benefit period, it will pay seventy-five percent (75%)
of the employee(s) earnings.

(b) Long-Term Disability (LTD)

The Employer will pay seventy-five percent (75%) of the premiums for this
Plan.

The Plan will provide coverage for seventy-five percent (75%) of the
employee(s) normal earnings when the employee(s) is disabled from
performing her own job. The initial period of coverage is two (2) years at her
own job. The Plan benefits shall be the equivalent of the attached
Greenshields Plan. Benefits become payable to an employee(s) upon
cessation of STD Plan benefits.

If an employee(s) is in receipt of STD payments or Workers' Compensation
Benefits, the Employer will continue to pay the Employer's portion of all benefit
premiums and pension (based on the amount of money being received from STD
or Workers' Compensation) as long as the employee(s) pays to the Employer her
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portion of benefit premiums and pension contributions. If an employee(s) is absent
on LTD, her portion of the LTD premium is waived. However, the employee(s) will
become responsible for the full cost of premiums for other benefits she elects to
keep.

Any sick leave credits from the former Plan retained by an employee(s) shall
remain to the employee(s) credit. These sick leave credits may, at the option of
the employee(s) only, be used by the employee(s) to top up STD benefits to one
hundred percent (100%) of her earnings or may be held for cash out at a later date
at the rate of fifty percent (50%) of her unused credits to a maximum of one
hundred and thirty (130) tours.

The Employer reserves the right to request a certificate from a qualified physician
or Nurse Practitioner attesting to the fact that an employee(s) is ill for any absence
from work due to illness. The Employer reserves the right to request a second
opinion from a qualified physician of the Employer's choosing. Any cost for the
second opinion not covered by OHIP will be borne by the Employer.

The Employer agrees to assist with concerns/problems arising from an
employee(s) entitlement to STD and LTD benefits under the Plan.

Each full-time and permanent part-time employee(s) shall be entitled to personal
leave days with pay in each year on the following basis:

(a) On March 1st of each year, eight and one-half (8 1/2) PLC's (63.75 hours)
(pro-rated for permanent part-time employee(s)) shall be deposited to the
employee(s) credit.

(b) For every hour of paid sick leave (whether it is one hundred percent (100%)
paid from the yearly credits or seventy-five percent (75%) paid from the
STD/LTD Plan) used by an employee(s), one (1) hour will be deducted from
her personal leave credit bank (until it reaches zero (0) hours).

(© An employee(s) must have at least one hundred and five (105) hours
standing to her credit on March 1st in any year to entitle her to one (1),
seven and one-half (7 1/2) hour personal leave day (one hundred and fifty-
seven (157) hours for an eleven and one-quarter (11 1/4) hour personal
leave day) for the next twelve (12) month period.

(d) An employee(s) must have at least two hundred and ten (210) hours
standing to her credit on March 1st in any year to entitle her to two (2),
seven and one-half (7 1/2) hour personal leave days (three hundred and
fifteen (315) hours for two (2), eleven and one-quarter (11 1/4) hour
personal leave days) for the next twelve (12) month period.

(e) An employee(s) covered by the STD/LTD Plan who is hired after March 1st
in any year shall receive PLC's on her date of hire equal to the pro-rated
number of one hundred percent (100%) sick leave days she receives.

)] On March 1st of each year, each employee(s) shall receive notification of
the number of hours of personal leave credits in her bank.
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ARTICLE 16 — PAID HOLIDAYS

16.01 The following will be recognized as holidays with pay for all full-time employee(s)
and also any other statutory holidays which may be designated under the
Employment Standards Act:

New Year's Day Civic Holiday (1% Monday in August)
Family Day Labour Day
Good Friday Thanksgiving Day
Easter Monday Remembrance Day
Victoria Day Christmas Day (December 25™)
July 1°t Boxing Day (December 26™)
16.02 @ 0] when a full-time employee(s) works on a holiday, she shall be paid

at the rate of time and one-half for the shift worked on such holiday
and shall receive another day off with pay as provided in 16.03;

OR
by mutual agreement of employee(s) and Employer:

(i) she shall receive premium pay at the rate of two and one-half (2
1/2) times for the shift worked on such holiday.

(b) A part-time employee(s) shall receive premium pay at the rate of two and
one-half (2 1/2) times her regular pay for the shift worked on any of the
above-mentioned paid holidays.

Employees hired after the date of the Award (February 21, 2005)

A part-time employee(s) shall receive premium pay at the rate of one and
one-half (1 1/2) times her regular pay for the shift worked on any of the above-
mentioned paid holidays.

16.03 When a full-time employee(s) works on a holiday or when a holiday falls on a
scheduled day off, lieu time off shall be scheduled at a mutually agreeable time.
Banked holidays not taken as of March 31% of each year will be paid out in the
following pay period.

16.04 When a holiday falls within an employee(s) vacation period, it shall be scheduled
at a mutually agreeable time or paid out at the employees’ request.

ARTICLE 17 — EARNED LEAVE (VACATIONS)

17.01 (a) All full-time employee(s) shall be entitled to vacation with pay based on
length of continuous service and accrued on a monthly basis as follows:

(1) a full-time employee(s) who has completed less than three (3) years

of service shall be entitled to vacation with pay at her regular rate
on the basis of 1.25 days for each completed month of service;
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a full-time employee(s) who is employed as of June 25, 2008, who
has completed three (3) or more years but less than ten (10) years
of service shall be entitled to vacation with pay at her regular rate
on the basis of 1.67 days for each completed month of service;

A full-time employee(s) who is hired after June 25, 2008, who has
completed three (3) or more years but less than twelve (12) years of
service shall be entitled to vacation with pay at her regular rate on the
basis of 1.67 days for each completed month of service;

a full-time employee(s) who is employed as of June 25, 2008, who
has completed ten (10) or more years but less than twenty (20)
years of service shall be entitled to vacation with pay at her regular
rate on the basis of 2.08 days for each completed month of service;

A full-time employee(s) who is hired after June 25, 2008, who has
completed twelve (12) or more years but less than twenty (20) years
of service shall be entitled to vacation with pay at her regular rate on
the basis of 2.08 days for each completed month of service;

a full-time employee(s) who has completed twenty (20) or more
years but less than twenty-eight (28) years of service shall be
entitled to vacation with pay at her regular rate on the basis of 2.5
days for each completed month of service;

A full-time employee(s) who has completed twenty (20) or more years
but less than twenty-eight (28) years of service shall be entitled to
vacation with pay at her regular rate on the basis of 2.5 days for each
completed month of service;

a full-time employee(s) who has completed twenty-eight (28) or
more years of service shall be entitled to vacation with pay at her
regular rate on the basis of 2.92 days for each completed month of
service.

all part-time employee(s) with less than six hundred (600) tours will
receive annual vacation pay at the rate of six percent (6%) of gross
earnings;

all part-time employee(s) employed as of June 25, 2008, with six
hundred (600) or more tours of duty but less than two thousand
(2000) tours of duty will receive annual vacation pay at the rate of
eight percent (8%) of gross earnings;

All part-time employee(s) hired after June 25, 2008, with six hundred
(600) or more tours of duty but less than two thousand four hundred
(2400) tours of duty will receive annual vacation pay at the rate of
eight percent (8%) of gross earnings;

all part-time employee(s) employed as of June 25, 2008, with two
thousand (2000) or more tours of duty but less than four thousand
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(4000) tours of duty will receive annual vacation pay at the rate of
ten percent (10%) of gross earnings;

All part-time employee(s) hired after June 25, 2008, with two
thousand four hundred (2400) or more tours of duty but less than four
thousand (4000) tours of duty will receive annual vacation pay at the
rate of ten percent (10%) of gross earnings;

(iv) all part-time employee(s) with four thousand (4000) or more tours
of duty but less than five thousand six hundred (5600) tours of duty
will receive annual vacation pay at the rate of twelve percent (12%)
of gross earnings;

(v) all part-time employee(s) with five thousand six hundred (5600) or
more tours of duty will receive annual vacation pay at the rate of
fourteen percent (14%) of gross earnings.

Part-time employee(s) shall be entitled to vacation (without pay) on the
following basis:

6% of gross earnings = 3 weeks;
8% of gross earnings = 4 weeks;
10% of gross earnings = 5 weeks;
12% of gross earnings = 6 weeks;
14% of gross earnings = 7 weeks.

An employee(s) who leaves the employ of the Employer for any reason shall be
entitled to receive any unpaid vacation pay which is accrued to her date of
separation.

(@)

(b)

(€)

(d)

Selection of vacation periods will be in accordance with seniority providing
choice in vacation time is made prior to May 1st of the current year. All
vacations will be subject to the Employer's requirements and to the
sufficient availability of staff. The Employer shall make every effort to
insure that each employee(s) receives consideration regarding her choice
of vacation period. Vacation requests will not be unreasonably denied.

All vacation requests prior to or after May 1st will be submitted by the
employee(s) to the Director of Resident Care in writing at least six (6)
weeks in advance of proposed vacation. Replacement for employee(s)
requesting vacation shall be arranged as soon as the vacation request is
granted. A written response will be given at least five (5) weeks prior to the
beginning of the requested time off.

Prior to leaving on vacation, employee(s) shall be notified of the date and
time on which to report for work following vacation.

No vacation days may be accumulated for more than one (1) year unless
in the special circumstances assessed by the Administrator.
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ARTICLE 18 — BENEFITS — HEALTH AND WELFARE

18.01

(@)

(b)

(c)

(d)

(€)

(f)

(¢)]

(h)

The Employer shall continue to pay one hundred percent (100%) of the
cost of what was the Ontario Health Insurance Plan premium through the
Employer Health Tax.

The Employer agrees to contribute to HOOPP for each eligible
employee(s).

The Employer agrees to contribute for full-time employees one hundred
percent (100%) of the premium for the Group Insurance Plan which
provides for life insurance equal to two (2) times the employee(s) annual
salary and for Accidental Death and Dismemberment Insurance of the
same amount as the life insurance.

The Employer agrees to contribute for each eligible full-time employee(s)
one hundred percent (100%) of the billed premium for the Great West Life
Dental Care Insurance or its equivalent which covers costs at the current
ODA fee schedule as it is amended from time to time. The insurance
covers one hundred percent (100%) of routine treatment expenses and fifty
percent (50%) of major treatment expenses as outlined in the Plan.
Orthodontics 50/50 co-insurance with $2000 maximum per insured lifetime.

The Employer agrees to contribute one hundred percent (100%) of the
billed premium for the Great West Life Vision Care Insurance (four hundred
and fifty dollars ($450.00) in any two (2) year period which shall include the
cost of one (1) eye examination) and Health Care Insurance or their
equivalents with a shared ten dollars ($10.00) single and twenty dollars
($20.00) family deductible. Hearing Aid coverage will include hearing aids
(maximum $700 per person every thirty-six (36) months). The plan shall
include chiropractic treatment, massage therapy and physiotherapy at
three hundred and fifty dollars ($350.00) per service per year. The
Employer agrees to provide unlimited mental health coverage provided by
a Psychiatrist, Psychologist, Registered Psychotherapist or Social Worker.

The Employer will continue to pay the premiums for the above benefits for
a period of leave of absence without pay which is not in excess of four (4)
calendar weeks.

Permanent part-time and casual part-time employee(s) shall receive
fourteen percent (14%) in lieu of benefits outlined in 18.01 (a) to (f)
inclusive. The percentage in lieu of benefits will be of the straight time
hourly rate. For employee(s) who are part of the Pension Plan, the
percentage in lieu of fringe benefits will be ten percent (10%) of the straight
time hourly rate.

Clarity Note — Retroactive to April 1, 2024.
Permanent part-time employee(s) may pick-up coverage under any of the

benefits listed in 18.01 (c), (d) or (e) above as long as the employee(s) pays
the full premium for the benefits. An employee(s) who exercises this option
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will pay the amount of the premiums to the Employer in advance of the
monthly date on which the Employer remits payment to the carrier.

Any bargaining unit nurse, who retires before the age of seventy (70) and
who wishes to continue in the EHC and Dental Plan up to the age will
provide advance monthly payment of benefits through post-dated cheques
provided on a yearly basis or through a pre-authorized of monthly payment.

Part-time employee(s) shall receive vacation pay bi-weekly.

ARTICLE 19 — HOURS OF WORK

19.01

19.02

19.03

(@)

(b)

The normal daily tour shall be seven and one-half (7 1/2) hours exclusive
of a one-half (1/2) hour unpaid meal break and inclusive of two (2) paid rest
periods of fifteen (15) minutes each. Where an employee(s) notifies her
Supervisor that she has been or will be unable to take the normal meal
break due to the requirement of providing emergency resident care, such
employee(s) shall be paid one and one-half (1 1/2) times her regular
straight time hourly rate for all time worked in excess of her normal daily
hours.

Presently, the normal tour hours are as follows:
(1) For seven and one-half (7 %2) hour tours:
0700 — 1500;
1500 — 2300;0r
2300 - 0700.

(ii) For extended tours (11.25) hour tours:

0700 — 1900; or
1900 - 0700.

If an employee(s) works in excess of (a), the hours of the normal daily tour or (b)
seventy-five (75) hours in two (2) calendar weeks (00.01 Monday to Sunday
23.59), she shall receive overtime premium of one and one-half (1 1/2) times her
regular straight time hourly rate. Overtime premium will not be duplicated for the
same hours worked under (a) and (b).

Notwithstanding the foregoing, overtime will not be paid for additional hours worked
during a twenty-four (24) hour period as a result of an exchange of shifts by two (2)
employee(s) or changeover to daylight saving from standard time and vice-versa.

(@)

(b)

Where an employee(s) is required to work on a paid holiday and if she
works overtime subsequent to a tour on that day, she shall receive two (2)
times her regular straight time hourly rate for such overtime hours worked.

Where an employee(s) works on an overtime tour or a tour that is already
paid at the rate of one and one-half (1 1/2) times her regular straight time
hourly rate and she works additional hours following her full tour on that
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day, she shall receive two (2) times her regular straight time hourly rate for
such additional hours worked.

When a full-time employee is called in to work on a day off that is a paid
holiday, the nurse shall receive two (2) times her or his regular straight time
hourly rate for all hours worked.

Effective and retroactive to April 1, 2018, an employee(s) shall be paid a
shift premium of two dollars and thirty-seven cents ($2.37) for each hour
completed on an afternoon shift and two dollars and seventy-seven cents
($2.77) for each hour completed on a night shift.

Effective and retroactive to April 1, 2019, an employee(s) shall be paid a
shift premium of two dollars and forty-nine cents ($2.49) for each hour
completed on an afternoon shift and two dollars and eighty-nine cents
($2.89) for each hour completed on a night shift.

Effective and retroactive to April 1, 2020, an employee(s) shall be paid a
shift premium of two dollars and sixty-four cents ($2.64) for each hour
completed on an afternoon shift and three dollars and four cents ($3.04)
for each hour completed on a night shift.

Effective and retroactive to April 1, 2018, an employee(s) shall be paid a
weekend premium of two dollars and ninety-two cents ($2.92) per hour for
each hour worked between 2300 hours Friday and 2300 hours Sunday.

Effective and retroactive to April 1, 2019, an employee(s) shall be paid a
weekend premium of three dollars and four cents ($3.04) per hour for each
hour worked between 2300 hours Friday and 2300 hours Sunday.

Effective and retroactive to April 1, 2019, an employee(s) shall be paid a
weekend premium of three dollars and nineteen cents ($3.19) per hour for
each hour worked between 2300 hours Friday and 2300 hours Sunday.

Scheduling Requlations

The Employer will endeavour to achieve the following regulations in the formulation
of working schedules:

(@)
(b)
(€)
(d)

one (1) weekend off in two (2);

no split shifts;

four (4) days off in fourteen (14), two (2) of which will be consecutive;

the scheduling regulations will not operate during the period December
15th to January 15th in order to schedule employee(s) off work for not less
than five (5) consecutive days at either Christmas or New Year's season.

Scheduling will be done so that an employee(s) who has Christmas off one
year will receive New Year's off the next year and vice-versa;
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schedules will be posted four (4) weeks in advance and will only be
changed in case of emergency.

An employee(s) who is called and reports for work shall be paid a minimum
of four (4) hours pay at her straight time hourly rate.

When an employee(s) is called in to work a regular shift less than two (2)
hours prior to the commencement of the shift and arrives within one (1)
hour of the commencement, then the employee(s) will be paid a full tour
provided that the employee(s) works until the normal completion of the tour.

There shall be no change in a posted schedule without prior discussion and
consent between of the employee(s) involved and the Director of Resident Care.

(@)

(b)

Any extra shifts available prior to posting of the schedule will first be offered
to permanent part-time employee(s) according to seniority. Any remaining
extra shifts will then be offered to casual part-time employee(s).

Any extra shifts which occur following the posting of the schedule will be
offered first to casual part-time employee(s) according to seniority. If extra
shifts still remain, they will then be offered to permanent part-time
employee(s).

A full-time or permanent part-time employee(s) will receive one and one-half (1
1/2) times her regular straight time hourly rate for all regular hours worked on a
second and additional, if any, consecutive and subsequent weekend, save and
except where:

(@)

(b)
(c)

(d)

such weekend has been worked by the employee(s) to satisfy specific days
off requested by such employee(s); or

such employee(s) has requested weekend work; or

such weekend is worked as a result of an exchange of shifts with another
employee(s). As well, such exchanged weekend shall not trigger a
premium for the next consecutive weekend worked or count as a weekend
worked in counting consecutive weekends worked; or

such weekend is worked as a result of a permanent rotation that an
employee(s) has agreed to work.

A weekend shall be defined as being the forty-eight (48) hour period from
2300 hours Friday until 2300 hours Sunday.

Extended Tours

(@)

Introduction and Discontinuation of Extended Tours

(1) Extended tours shall be introduced into any unit when:

@ seventy-five percent (75%) of the employee(s) so indicate by
secret ballot; and
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2 the Employer agrees to implement extended tours, such
agreement shall not be withheld in an unreasonable or
arbitrary manner; and

3 that a mutually agreed upon schedule has been developed.
(i) Extended tours may be discontinued in any unit when:

(1) fifty percent (50%) of the employee(s) in the unit so indicate
by secret ballot; or

2 the Employer because of
@ adverse affects on resident care; or
(b) inability to provide a workable staffing schedule; or

(c) a wish to do so for other reasons which are neither
unreasonable nor arbitrary, states its intention to
discontinue extended tours.

(iii) When notice of discontinuation is given by either party in
accordance with paragraph (2) above,:

@ the parties shall meet within two (2) weeks of the giving of
notice to review the request for discontinuation; and

2 where it is determined that extended tours will be
discontinued, affected employee(s) shall be given forty-five
(45) days’ notice before the schedules are so amended.

Trial Period

The parties agree that a trial period for extended tours will be no longer than
six (6) months. During or before the end of the trial period, the schedule and
the system will be evaluated by both nursing administration and employee(s).
Extended tours will be continued if seventy-five percent (75%) of the
employee(s) affected so indicate by secret ballot cast at the end of the trial
period and upon agreement of the Employer, such agreement shall not be
withheld in an unreasonable or arbitrary manner.

Participation

All full-time and part-time employee(s) falling within the bargaining unit will,
as a condition of employment, be required to work extended tours on a
rotating basis in accordance with the unit’'s posted schedule.

Meal and Rest Periods

Normally, the meal and rest periods will be scheduled as follows:
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two (2) fifteen (15) minute paid rest periods; and

two (2) thirty (30) minute meal periods, of which fifteen (15) minutes of one
(1) will be paid.

Scheduling

The following regulations shall govern the scheduling of work for employee(s)
working extended tours:

0] employee(s) will not be required to work more than three (3)
consecutive extended tours; if an employee(s) works on four (4) or
more consecutive extended tours (or more than two (2) consecutive
extended and two (2) normal tours combined), she shall receive one
and one-half (1 ¥2) times her straight time hourly rate for all regular
hours worked until a day off is provided. The Employer will
endeavour to schedule the employee(s) at least forty-eight (48)
hours off following their last scheduled night shift.

(i) the Employer will endeavour to provide that a full-time employee(s)
who normally rotates shall be scheduled to work at least fifty
percent (50%) of her work tours on day shift averaged over the
master rotation.

(iii) all other scheduling regulations which apply to employee(s) working
the regular daily tour as provided in Article 19.05, except (c).

(iv) hours of work will be averaged over a six (6) week schedule. The
normal daily extended tour shall be 11.25 consecutive hours in any
twenty-four (24) hour period, exclusive of a total of forty-five (45)
minutes of unpaid meal time.

Employee(s) shall be entitled to rest periods during the tour of a total
of forty-five (45) minutes.

(V) if an employee(s) works in excess of 11.25 hours in a tour or in
excess of 37.5 hours per week averaged over the six (6) week
schedule, she shall receive overtime in accordance with Article
19.02.

For STD purposes, the one hundred percent (100%) paid time will be sixty-
three and three quarters (63.75) hours in each calendar year. Any sick
leave credits in an employee(s)’ bank will be converted to hours on the
basis of one (1) tour equals 7.5 hours.

Lieu days for paid holidays will be 7.5 hours.

Personal leave credits under Article 15.05 shall be converted to hours on
the basis of one (1) PLC equalling 7.5 hours.
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() Vacation credits shall be converted to hours on the basis of one (1) day
equalling 7.5 hours. For purposes of part-time employee(s) qualifying for
vacation pay, the following shall apply:

600 tours equals 4,500 hours.
2000 tours equals 15,000 hours.
5000 tours equals 37,500 hours.

)] Uniform allowance shall be seventy-two cents ($.72) per extended tour.

(K) For purposes of a part-time employee(s) advancing on the salary grid, two
hundred (200) tours shall equal one thousand, five hundred (1,500) hours.

)] For purposes of shift premium, evening premium is paid from 1500 hours
to 2300 hours and night premium is paid from 2300 hours to 0700 hours.

ARTICLE 20— CLOTHING ALLOWANCE

20.01

All employee(s) shall be paid forty-eight cents ($.48) per tour towards the purchase
of clothing and shoes.

ARTICLE 21 — GENERAL

21.01

21.02

21.03

21.04

21.05

21.06

21.07

21.08

The Employer shall provide bulletin board space for use by the Union.

A copy of this Agreement in mutually suitable form will be issued to each
employee(s) now employed and as employed. Costs will be shared equally by the
Employer and the Union.

The Employer shall provide adequate parking space. Plug-ins shall be provided
where possible at a reasonable, seasonal rate.

Prior to effecting any changes in the Employer's policy or rules which would affect
employee(s), the Employer shall first advise the Union of such proposed changes
through the Joint Union-Management Nursing Committee.

The Employer will notify the President of the Local Nurses' Association of the
names of all employee(s) off work due to a work related injury or illness (whether
or not the employee(s) are in receipt of W.S.1.B. benefits) and those on L.T.D., by
the 15th of each month.

The Employer agrees to supply the Union with a copy of the Workplace Safety and
Insurance Board's Form 7 (Employer's Report of Accidental Injury or Industrial
Disease) at the same time it is sent to W.S.1.B.

The Employer, the Union and W.S.1.B., will co-operate in developing modified work
programs for registered nurses.

Any letter of reprimand, suspension or other sanction will be removed from the
record of an employee(s) eighteen (18) months following the receipt of such letter,
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suspension or other sanction provided that such employee(s) record has been
discipline free for eighteen (18) months.

ARTICLE 22 — COMPENSATION

22.01

22.02

22.03

22.04

22.05

22.06

Registered nurses shall be compensated for their services in accordance with
Schedule "A".

(a) Each full-time employee(s) will be advanced from her present level to the
next level set out in Schedule "A" twelve (12) months after she was last
advanced on her service review date. If a full-time employee(s) absence
without pay from the Home exceeds thirty (30) continuous calendar days
during each twelve (12) month period, her service review date will be
extended by the length of such absence in excess of thirty (30) continuous
calendar days.

(b) Each part-time employee(s) shall be advanced from her present level to
the next level set out in Schedule "A" two hundred (200) tours after she
was last advanced.

A part-time employee(s) whose status is altered to that of full-time employee(s)
and vice-versa will assume her same level on the appropriate grid and be credited
with any tours worked.

When a new classification (which is covered by the terms of this Collective
Agreement) is established by the Employer, the Employer shall determine the rate
of pay for such new classification and notify the Local Union of the same. If the
Union challenges the rate, it shall have the right to request a meeting with the
Employer to endeavour to negotiate a mutually satisfactory rate. Such request will
be made within ten (10) days after receipt of such notice from the Employer of such
new occupational classification and rate. Any change mutually agreed to at the
resulting meeting shall be retroactive to the date that notice of the new rate was
given by the Employer.

If the parties are unable to agree, the dispute concerning the new rate may be
submitted to arbitration as provided in the Agreement within fifteen (15) days of such
meeting.

A claim for related clinical experience, if any, shall be made in writing by the
employee(s) at the time of hiring. The employee(s) shall co-operate with the
Employer by providing verification of previous experience so that her recent related
clinical experience may be determined and evaluated during her probationary
period. Having established the recent related clinical experience, the Employer
shall then grant not less than one (1) year's service credit for each year of related
clinical experience up to the maximum of the salary grid.

An employee(s) who is promoted to a higher rated classification within the
bargaining unit will be placed on the grid of higher rated classification so that she
shall receive no less an increase in salary than the equivalent of one (1) step in
the salary range of her previous classification (provided that it does not exceed the
salary range of the classification to which she has been promoted) and she shall
retain her service review date for purposes of wage progression. An employee
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who is transferred or demoted to a lower rated classification will be placed on the
position of the grid (if any) which most closely recognizes her experience level
recognized on the other grid.

Effective and retroactive to April 1, 2023

(a) Where an employee(s) is requested to temporarily assume the
responsibility of the Director of Resident Care she shall receive an
allowance of forty dollars ($40.00) for each tour worked.

(b) A Charge Nurse will be assigned for each tour of duty that the Director of
Resident Care does not normally work. The Charge Nurse will receive an
allowance of four dollars ($4.00) per hour on the evening tour and night
tour. On weekdays, this allowance will be paid from 1500 hours onwards.

Clarity Note — (b) will be retroactive to July 20", 2023.

Effective and retroactive to April 1, 2019

(@ Where an employee(s) is requested to temporarily assume the
responsibility of the Director of Resident Care she shall receive an
allowance of thirty one dollars and eighty cents ($31.80) for each tour
worked.

(b) A Charge Nurse will be assigned for each tour of duty that the Director of
Resident Care does not normally work. The Charge Nurse will receive an
allowance of two dollars and twenty-four cents ($2.24) per hour on the
evening tour and night tour. On weekdays, this allowance will be paid from
1500 hours onwards.

Effective and retroactive to April 1, 2020

(@ Where an employee(s) is requested to temporarily assume the
responsibility of the Director of Resident Care she shall receive an
allowance of thirty-two dollars and ninety-three cents ($32.93) for each tour
worked.

(b) A Charge Nurse will be assigned for each tour of duty that the Director of
Resident Care does not normally work. The Charge Nurse will receive an
allowance of two dollars and thirty-nine cents ($2.39) per hour on the
evening tour and night tour. On weekdays, this allowance will be paid from
1500 hours onwards.

The Employer may provide paid leave for and pay the tuition for employee(s) to
take educational courses which will be of benefit to the Employer.

ARTICLE 23 — DURATION

23.01

This Agreement shall become effective on the 1st day of April, 2023 and remain in
full force and effect until the 31st day of March, 2025 and from year to year
thereafter unless written notice of intention to terminate or amend this Agreement
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is given by either party to the other not more than ninety (90) days before the expiry
date.

Retroactivity

All items shall be effective on ratification or as specifically noted. Retroactive wage
payments will be paid to current employees on a separate cheque (or separate direct
deposit, as applicable) from regular earnings within four (4) full pay periods of date of
signing of the Memorandum of Settlement on the basis of hours paid.

For employee(s) whose employment ended, regardless of the reason, after April 1,
2018, the Employer shall send by registered mail to the last known address of such
employee(s) a notice informing them of their entitiement to retroactive payment and
the manner in which it may be claimed.

Such former employee(s) shall have thirty (30) days from the date of mailing of such
notice to apply in writing to the Employer for any retroactive wage entitlement, failing
which individual claims will be deemed to have been abandoned.

ARTICLE 24 — EFFECTIVE DATES

24.01

Benefits, terms and conditions are to be effective on the date of ratification unless
otherwise specified in the Collective Agreement.
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PAY EQUITY ADJUSTED RATES

SCHEDULE "A" — CLASSIFICATIONS AND SALARY RANGES

RN
April 1, 2023 April 1, 2023 April 1, 2024
NEW GRID 3.5% 3.0%
Start $36.65 $37.93 $39.07
1 Year $37.57 $38.88 $40.05
2 Years $38.51 $39.86 $41.06
3 Years $40.24 $41.65 $42.90
4 Years $42.05 $43.52 $44.83
5 Years $44.15 $45.70 $47.07
6 Years $46.36 $47.98 $49.42
7 Years $48.68 $50.38 $51.89
8 Years $52.53 $54.37 $56.00
ucC
April 1, 2023 April 1, 2023 April 1, 2024
NEW GRID 3.5% 3.0%
Start $43.58 $45.11 $46.46
1 Year $43.75 $45.28 $46.64
2 Years $44.39 $45.94 $47.32
3 Years $46.29 $47.91 $49.35
4 Years $48.21 $49.90 $51.40
5 Years $50.61 $52.38 $53.95
6 Years $53.04 $54.90 $56.55
7 Years $55.47 $57.41 $59.13
8 Years $59.94 $62.04 $63.90
NP
April 1, 2023 April 1, 2023 April 1, 2024
NEW GRID 3.5% 3.0%
Start $56.67 $58.65 $60.41
1 Year $59.54 $61.62 $63.47
2 Years $62.40 $64.48 $66.52
3 Years $63.59 $65.82 $67.79
4 Years $66.70 $69.03 $71.10
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APPENDIX 1 — WORKLOAD/PROFESSIONAL RESPONSIBILITY REVIEW TOOL

Employer:

Unit/Area/Program:

General Description
of Service:

Timeframe Being
Reviewed:

Number of Professional Responsibility
Workload Report Forms Submitted:

Key Workload Issue(s):

[l Gaps in Continuity of Care

[] Balance of Staff Mix

[]  Access to Contingency Staff

[l  Appropriate Number of Nursing Staff
[] Other

Labour

Management/Unit
Participants:

Date First Discussed at Labour
Management:

Date(s) Workload/Professional
Responsibility Review Tool Completed:

Date Qualitative/Quantitative Analysis
and Gap Analysis Completed:

Date Joint Implementation/
Action Plan Developed:

Date Action Plan Implemented:
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GUIDELINES FOR COMPLETION OF WORKLOAD/PROFESSIONAL RESPONSIBILITY
REVIEW TOOL

The tool is used to collect data that is specific to the workload issue(s) being addressed

and is intended to enable examination and support analysis of the underlying concerns.

Completion of the tool is a collaborative effort on the part of the Union and the Home.

In some circumstances not all components of the tool may be required to be analyzed in

order to address the workload concerns.

Data collected in the tool is both quantitative and qualitative. Quantitative data will be
drawn from existing home reports from current decision support systems. Qualitative data
will be derived through focus group discussions using the lines of inquiry referenced in the

Workload/Professional Responsibility Review Tool.

Data collected using this tool and submissions on the Professional Responsibility
Workload Report Form and any other relevant information will form the basis for

examination and analysis of the issue(s) being addressed.

Analysis of the data includes the identification of gaps, trends, patterns, and themes.

Joint recommendations will be formulated collaboratively based on the findings from the

data analysis.

The joint recommendations will be used to develop an action plan that reflects mutually

agreed upon tactics, timelines and most responsible person.
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WORKLOAD/PROFESSIONAL RESPONSIBILITY REVIEW TOOL

A. Practice Environment

#FT —
Staffing Complement | # Regular PT —
# Casual PT —

Budgeted/Actual —
Total—

FTEs #HFT—_

#PT -

1950 hours = 1 FTE

#FT —
Vacancies # Regular PT —
# Casual PT —
) #Hours—
Overtime
% of total hours —
S # Hours —
Sick time
% of total hours —
# Positions FT/RPT/Casual PT —
Turnover

% Total Unit Positions —

_ specific to and related to workload concern(s)
Incident Reports

Total years of experience in this service —
Total years of experience —

Novice—

Intermediate —

Experience Expert—

# Staff on Orientation —

# Students —

# New Grad Initiative —

# Mentorship Roles —

Scheduling Practice | Type(s) of schedule
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A. Practice Environment

Replacement Staff*

PT on unit/Resource Team/Agency

Accommodations &/or
Modified Workers

# Temporary —
# Permanent —

Resident Census

# Admissions —
# Discharges —

# Transfers —

B. Competency

Nurse Competency
(Key Skills/Knowledge)

Number | % Total RN Staff

C. Resources/Support/Current Status Report

DESCRIPTION

Clinical

Non-Clinical

Leadership

RAINY02C25.doc




45

C. Resources/Support/Current Status Report

DESCRIPTION
Practice Supports
Orientation
Professional Development
D. Lines of Inquiry
DETAILS

Do the staffing levels meet
the resident population,
accommodate replacement,
orientation, and professional
development?

Does the assignment of
nursing care maximize
continuity of resident care?

Are staffs work life
considerations and work
preferences
accommodated?

Are staffing levels and lines
balanced to accommodate
resident needs, nursing
effort, experience,
educational preparation and
organizational demands?

Is there adequate access to
educational resources, i.e.,
conferences, workshops,
clinical instructors, library,
other?
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D. Lines of Inquiry

DETAILS

Do current practices
promote autonomy? i.e.,
evidence-informed decision-
making; full scope of
practice; input into decisions
that affect nursing practice
and unit policies;
opportunity to question
processes when they do not
support quality resident
care.

Do nurses have
opportunities to be involved
at various levels, i.e., care
rounds, unit councils, to
influence practice?

Are effective working
relationships established
with key
stakeholders/colleagues?
(Cross-organizational and
within area of practice)

Are there mechanisms to
support the integration of
evidence-based practices,
innovation, and quality
improvement?

10.

Are near misses and/or
critical incidents used to
improve practices?

11.

Is there a forum in which
nurses participate regularly
to discuss
professional/ethical issues
at the unit level?

12.

Are principles of resident-
centered care integrated
into orientation?

13.

Are the core processes of
resident-centered care
enacted in care delivery
(see client-centered care,

pg. 20)

14.

Is there an established
process to resolve conflict
and enable problem-solving
within the nursing team?
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D. Lines of Inquiry

DETAILS

15.

Are there established
processes for recognizing
and rewarding success?

16.

Are there established
processes for decision-
making for a variety of
circumstances such as
emergencies, day-to-day
functioning, long-term
planning?

17.

Are there established
processes for ensuring
open channels of
communication?

E. Glossary of Terms

A.

Practice Environment

Incident Reports: Homes across the province use a variety of incident reporting systems to
document, collect, monitor, and analyze adverse events. Adverse events are unintended
injuries or complications resulting from care management, rather than by the resident’s
underlying disease, and that lead to death, disability at the time of discharge or prolonged
home stays (Canadian Adverse Event Study, 2004). Examples of adverse events include
medication errors and falls. Please note the definition of adverse events is inclusive of critical
incidents and near misses.

Replacement Staff: The availability of nursing staff needed in addition to baseline staff in
order to maintain the appropriate workload for staff while meeting resident needs (RNAO,
2007). Examples include casual and part-time nursing pool, Nursing Resource Team/Unit,
agency nurses and reassignment from one resident care unit to another.

Competency

Nurse Competency (key skills/lknowledge): Distribution of staff with minimum required RN
and RPN entry to practice credential i.e.: BScN or diploma preparation (Important note: as
of 2005, entry to practice for the RN is BScN and entry to practice for the RPN is diploma);
and distribution of staff with nationally recognized nursing or health care specialty credential
for example, Critical Care, Advanced Cardiac Life Support (ACLS), and Canadian Nurses
Association (CNA) Specialty Certification.

Resources/Support

Clinical: Nursing, physician, and other regulated health human resources examples include:
Nursing Clinical Educators, Dieticians, Registered Respiratory Therapists, Physiotherapists
and Pharmacists. The accessibility and availability of consultative resources should be
considered.

Non-clinical: Unregulated human resources examples include clerical, porters and
housekeeping.

RAINY02C25.doc




48

E. Glossary of Terms

Practice Supports: Tools that facilitate care provision examples include medical directives,
care plans and pathways, policies, procedures, protocols, assessment tools and role
descriptions. This can also include equipment and supplies.

References
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LETTER OF UNDERSTANDING

RE: INDEPENDENT ASSESSMENT COMMITTEE

The parties agree to joint selection of the Independent Assessment Committee referred to in Article
13.01 of the Collective Agreement:

Ms. Anitta Robertson

Registered Nurses Association of Ontario
438 University Avenue, Suite 1600
Toronto, Ontario

M5G 2K8

Telephone: (416)-599-1925, Extension 216

Ms. Gayle MacKay

Gayle MacKay and Associates Consulting
56 Deerfoot Tralil, R. R. #4

Huntsville, Ontario

P1H 2J6

Telephone: (705)-787-0012

Jayne Harvey, RN

FCS International

158 Casimir Street, Suite 200
Port Perry, Ontario

L9L 1B7

Telephone: (905)-985-6811
Fax: (905)-985-6804

The parties agree to meet to discuss the following Independent Assessment Committee
Chairpersons. The parties agree to revise and update the list to ensure that an adequate number of
Chairpersons are available.

LETTER OF UNDERSTANDING

RE: BANKED TIME

Where a nurse has worked and accumulated approved hours for which she is entitled to be paid
premium pay (other than hours relating to working on paid holidays) such nurse shall have the option
of electing payment at the applicable premium rate or time off equivalent to the applicable premium
rate. Where a nurse chooses equivalent time off for overtime, such time shall be taken at a mutually
agreeable time, subject to availability of relief at straight time. A nurse may bank up to a maximum
of seventy-five (75) hours at any one time.
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LETTER OF UNDERSTANDING

RE: LOCAL CO-ORDINATOR LEAVE

The Employer will grant a leave of absence, without pay, to the Local Co-ordinator to attend Union
functions, provided that the nurse provides the Employer a minimum of two (2) weeks notice in
advance of such leave and provided the total number of days does not exceed thirty (30) working
days off in one (1) calendar year and subject to availability of relief staff at straight time. There shall
be no loss of service and seniority during such leave of absences. Leave under this provision shall
be in addition to the Union leave provided in Article 14.03 (a). The parties agree to review the Local
Co-ordinator leave during the next round of bargaining.

LETTER OF UNDERSTANDING

RE: LETTER OF AGREEMENT — STAFFING

The Letter of Agreement will operate for the period commencing the first pay period after the date of
the Award and expire on the expiry of the Collective Agreement.

1. Subject to the conditions set out below, the Employer agrees to schedule at least
the same number of bargaining unit shifts that were scheduled on the Master
Rotation in the last pay period ending prior to January 31, 2005. For the purposes
of clarity, this rotation does not include the three (3) 7.5 hour shifts eliminated
effective December 5, 2003.

2. In the event the Employer cannot meet their commitment, it shall so notify the
Union and fully disclose the reasons thereof.

3. If the failure to staff is a legitimate recruitment issue, there shall be no violation of
this Agreement. The Employer will make best efforts to recruit a replacement.

4, Further, if there is a substantial reduction in beds, occupancy levels or funding
below the levels in effect as of January 31, 2005, a reduction in the complement
shall not constitute a breach of this Agreement, as long as the reduction is no
greater than necessary to offset the funding reduction.

5. It is understood that this provision does not restrict the exercise of management’s
rights to make staffing and work assignment decisions on a day-to-day basis.

6. If there is any other reason for the failure to staff in accordance with paragraph 1,
the Union and Employer will attempt to find a resolution and if unable to do so, the
matter may be referred to Arbitration.

7. The Arbitrator/Arbitration Board will have authority to determine whether the
reduction in staffing was appropriate and shall have jurisdiction to award an
effective remedy.

8. For the duration of the operation of this Letter, Article 12.09 shall not apply, subject
to paragraph 9 below.
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Should the Letter cease to operate, Article 12.09 will resume application. For the
purpose of that Article, work “normally performed” shall mean work normally
performed prior to January 31, 2005.

In exchange for the measures set out above, the Union withdraws, without
prejudice, its grievances #03-07 and #03-08.

The assignment of resident care duties, including the delegation or direction of
duties by members of the bargaining unit to other health care providers, shall be
in accordance with the Requlated Health Professions Act and related statutes and
regulations and in accordance with the guidelines established by the College of
Nurses of Ontario from time to time and any Employer policy related thereto shall
meet those requirements.

The parties shall engage in meaningful discussions respecting the Price
Waterhouse Coopers Report. The parties shall meet within four (4) weeks of any
request by either party to convene a meeting and there shall be no minimum or
maximum number of meetings for this purpose. The party requesting the meeting
shall specify the nature of the issues to be discussed at the meeting.

The Employer will consider a practice setting consultation with the College of
Nurses of Ontario. In the event that the Employer exercises its discretion to make
a request, it shall pay the costs, share any reports with ONA and consult with the
Local ONA President with respect to the appointment of one (1) RN representative
on the focus group.

The Employer shall ensure that a representative of the Home’s Management and
an Union representative attend together one (1) of the sessions put on by the
College of Nurses of Ontario in Ontario on the new RN/RPN guidelines as soon as
possible following the date of the Award.

LETTER OF UNDERSTANDING

RE: NURSE PRACTITIONER

All provisions of the Collective Agreement apply except as amended by this Letter
of Understanding.

It is understood that the Nurse Practitioner will work flexible hours, based off of
regular hours to be defined by operational needs of the Employer.

Effective date of ratification, recent related experience will be recognized on the
basis of one (1) annual increment for each one (1) year of service up to the
maximum of the wage grid. Related experience shall include both Registered
Nurse and Nurse Practitioner experience.
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When the Employer employs a Nurse Practitioner, their regular hours of work are
not considered Registered Nurse hours as per Regulation 45 (1) of the Long-Term
Care Homes Act.

LETTER OF UNDERSTANDING

RE: MENTORSHIP GUIDELINES

“Mentorship” is a new addition to the Collective Agreement and is addressed in Article 13.05 (c).
These guidelines are intended to assist the parties in implementing mentorship arrangements in
accordance with the requirements of the Collective Agreement.

Definition

a

Mentorship is a formal supportive relationship between two (2) employee(s), which
enhances the professional growth and development of an employee(s) to
maximize her or his clinical practice.

Mentorship involves a three-way arrangement between the Employer, the
employee(s) being mentored and the employee(s) doing the mentoring. The
mentoring relationship is:

a time limited;
a focused on goal achievement; and
Q unique to each mentorship experience.

The Employer, the employee(s) being mentored and the employee(s) doing the
mentoring are expected to clearly understand the goals/expectations of the
mentorship relationship. Goals are individually determined based on the learning
needs of the employee(s) being mentored and, as such, may not be consistent for
all employee(s). The length of each mentorship arrangement will be individually
defined dependent upon the goals for each employee(s) being mentored.
Mentoring assignments will normally consist of full tours, however, it is also
possible that mentorship assignments can be for less than a full tour and/or
scheduled on an intermittent or one-time basis. It is also possible that more than
one (1) mentor may be assigned to a mentee during the course of a mentorship
arrangement.

Mentorship does not include:

a

Supervising the activities of students. Supervision of the activities of students is
covered in Article 13.05 (a).

Providing guidance and advice to members of the multi-disciplinary health care
team. This is addressed in Article 13.05 (b). Interaction with other employee(s)
and other multi-disciplinary colleagues is an expected role responsibility for
employee(s).

Orientation to the organization or general functioning of the unit. This may include
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activities such as:

Q WHIMIS training, the fire lecture, equipment location, generic Home
policies, introduction to staff and the general layout of the unit etc.

The Employer’s historical use of titles or terms does not define a mentor for the
purposes of Article 13.05 (c). We acknowledge, however, that while mentorship is
new to the Collective Agreement, mentorship arrangements are not new to nursing
or workplaces. Accordingly, existing titles or terms may, or may not, meet the
conditions of Article 13.05 (c).

A mentorship relationship includes the employee(s) doing the mentoring to:

a plan the mentorship experience based on the learning needs of the
employee(s) being mentored, including the identification and co-ordination
of learning opportunities with other health care providers;

Q assess the ongoing competence/development of competencies of the
employee(s) being mentored, including assessments of competence gaps,
risk management in relation to resident care and co-ordination of learning

experiences;

a assist the employee(s) being mentored to effectively meet resident care
needs;

Q be responsible for the management of learning for the employee(s) being
mentored;

o participate in direct skill transfer where there is responsibility for the
management of learning for the employee(s) being mentored;

Q evaluate the learning experience of the employee(s) being mentored

throughout the duration of the mentorship relationship, including the
provision of written and/or verbal reports to management regarding
progress towards goal achievement.

It is recognized that the mentor and the employee(s) being mentored may not be
together at all times during the mentorship period.

The Employer will pay the employee(s) for doing this assigned responsibility
[mentoring] a premium of sixty cents ($.60) per hour in addition to her or his regular
salary and applicable premium allowance.

The Employer will review the workload of the mentor and the employee(s) being
mentored to facilitate successful completion of the mentorship assignment.

Implementation

a

The Employer may implement a mentorship relationship at any time during an
employee(s) employment when:

a the employee(s) is experiencing difficulty in meeting standards of practice;
a the employee(s) has a competency gap;
a one-on-one management of the learning experience from an expert/
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experienced employee(s) will be of assistance.

Q Mentoring may be implemented in various circumstances such as new hires to a
unit; an employee(s) returns from a layoff or leave of absence (including sick leave
or long-term disability) or for purposes of cross-training. This list is not all-inclusive
and, as such, other circumstances may arise where the Employer determines that
an employee(s) requires mentoring.

Q The decision to implement a mentorship experience as a mechanism to assist an
employee(s) to meet standards of practice is the responsibility of the Employer.

Q The Employer will provide, on a regular basis, all employee(s) with an opportunity
to indicate their interest in assuming a mentorship role, through a mechanism
determined by the parties. The Employer selects and assigns the mentor for a
given mentoring relationship.

m] At the request of any employee(s), the Employer will discuss with any unsuccessful
applicant ways in which she or he may be successful for future opportunities.

a The mentorship plan/arrangement for each mentoring relationship should be
documented.

Evaluation

Q The Employer also has a responsibility for evaluating the effectiveness of

mentorship arrangements and, therefore, review and evaluation of arrangements
should be conducted on a regular basis.

IN WITNESS WHEREOF the parties hereto have caused their names to be subscribed by their duly
authorized officers and representatives this 9" day of September, 2024.

FOR THE HOME FOR THE UNION

_"Kelly Woods” __"Chris Cormier”

__"Mical Collition”
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