
Canadian Union of Public Employees Local 2864 
& 

Children’s Aid Society of Owen Sound 
And the County of Grey 

 
 
 

COLLECTIVE  
 

AGREEMENT 
 
 
 

April 1, 2007 – March 31, 
2010 

 
 
 
 

 
 





COLLECTIVE AGREEMENT 
 

Between: THE CHILDREN'S AID SOCIETY OF OWEN SOUND 
AND THE COUNTY OF GREY 

(hereinafter referred to as the "Employer") 
 

And: THE CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL 2864 

(hereinafter referred to as the "Union") 
 

TABLE OF CONTENTS 
ARTICLE 1 - RECOGNITION AND DEFINITIONS ................................................................................1 
ARTICLE 2 - NO DISCRIMINATION / HARASSMENT..........................................................................2 
ARTICLE 3 - RESERVATION OF MANAGEMENT RIGHTS.................................................................4 
ARTICLE 4 - UNION MEMBERSHIP AND REPRESENTATION...........................................................6 
ARTICLE 5 - GRIEVANCE PROCEDURE.............................................................................................9 
ARTICLE 6 - ARBITRATION................................................................................................................12 
ARTICLE 7 - DISCIPLINE....................................................................................................................14 
ARTICLE 8 - SENIORITY.....................................................................................................................15 
ARTICLE 9 - LAYOFF AND RECALL ..................................................................................................17 
ARTICLE 10 - JOB POSTINGS ...........................................................................................................20 
ARTICLE 11 - HOURS OF WORK.......................................................................................................22 
ARTICLE 12 - WORKLOAD.................................................................................................................25 
ARTICLE 13 - LEAVES OF ABSENCE................................................................................................26 
ARTICLE 14 - PREGNANCY, PARENTAL and ADOPTION LEAVE...................................................31 
ARTICLE 15 - RATE OF PAY ..............................................................................................................33 
ARTICLE 16 - PAID HOLIDAYS ..........................................................................................................34 
ARTICLE 17 - VACATION....................................................................................................................36 
ARTICLE 18 - SICK LEAVES...............................................................................................................38 
ARTICLE 19 – HEALTH BENEFITS ....................................................................................................40 
ARTICLE 20 - TRAVEL ALLOWANCE ................................................................................................41 
ARTICLE 21 - CELL PHONES.............................................................................................................42 
ARTICLE 22 – MEAL ALLOWANCE....................................................................................................43 
ARTICLE 23 - HEALTH & SAFETY .....................................................................................................44 
ARTICLE 24 - ALLEGATIONS AGAINST  EMPLOYEES MADE BY MEMBERS OF THE 
PUBLIC ................................................................................................................................................45 
ARTICLE 25 - STRIKES & LOCKOUTS ..............................................................................................48 
ARTICLE 26 - DURATION ...................................................................................................................49 

 
 
Appendix A Salary Grids ................................................................................................................60 
Appendix B Letter of Understanding, Performance Management – Progressive Discipline ..........62 
Appendix C Letter of Understanding, Workload .............................................................................63 
Appendix D Letter of Understanding, Workload Standards for Administrative Staff.......................66 

 



COLLECTIVE AGREEMENT 
 

Between: THE CHILDREN'S AID SOCIETY OF OWEN SOUND 
AND THE COUNTY OF GREY 

 
(hereinafter referred to as the "Employer") 

 
 

And: THE CANADIAN UNION OF PUBLIC EMPLOYEES 
LOCAL 2864 

 
(hereinafter referred to as the "Union") 

 
 

PREAMBLE 
 
Whereas, it is the desire of the Union and the Employer to provide efficient and economical 
administration and services, both parties agree that for such purposes, it is essential to 
maintain harmonious relations between the Employer and its employees and to promote the 
morale, well-being and security of all employees represented by the Union; to provide 
procedures for dealing with grievances; to promote cooperation, joint discussions and 
negotiations in all matters pertaining to wages, hours of work and working conditions while 
fulfilling the objectives of the Employer to provide service to the public in accordance with the 
Child and Family Services Act, Ontario, as amended. 
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ARTICLE 1 - RECOGNITION AND DEFINITIONS 
  
1.01 The Employer recognizes the Union as the exclusive collective bargaining agent of 

all Employees of the Children's Aid Society of Owen Sound and the County of Grey 
in Grey County, save and except Executive Assistants, Finance Coordinator, Payroll 
and Benefits Coordinator, Human Resources Administrative Coordinator, 
Supervisors, persons above the rank of supervisor, students employed during their 
normal vacation periods, and students placed with the Employer as part of their 
academic requirements. 

  
 a) The word “employee” or “employees” or “member” or “members” are used 

interchangeably in this Agreement, shall mean the employees of the Employer 
for whom the Union is the bargaining agent as set out in Article 1.01. 

  
1.02 No Employee shall be required or permitted to make any written or verbal agreement 

with the Employer or the Employer’s representative, which violates the terms of this 
agreement. The Union shall be copied on the letter of hire for all employees covered 
under the Collective Agreement. 

  
1.03 The term full-time regular employee, the term part-time regular employee, and the 

term job-share employee, as used in this Agreement shall be defined as a bargaining 
unit employee who is not a "temporary" or "contract" employee. 

  
1.04 The term temporary employee as used in this Agreement shall be defined as an 

employee hired to backfill a regular employee who is on vacation, an approved leave 
of absence as outlined in Article 13, or a compensable or non-compensable illness 
or accident. 

  
1.05 The term contract employee as used in this Agreement shall be defined as an 

employee hired for a specific period or specific task for a period not to exceed twelve 
(12) months in duration.  

  
1.06 An employee hired as a temporary or contract employee shall be advised in writing 

at the time of hiring of the temporary or contract status and the estimated duration of 
employment. 

  
1.07 The term job-share employee as it is used in this Agreement shall refer to one of two 

individuals sharing the responsibilities of one bargaining unit position.  Job sharing 
exists to meet the needs of staff and a vacancy in that position does not 
automatically imply a job-sharing arrangement.  Creation of a job-share position will 
only be done upon mutual agreement, in writing, between the Employer, the 
Employee and the Union. 

  
1.08 The term part-time regular employee shall refer to an employee who is not a job 

share employee and who is regularly employed for not more than twenty-four (24) 
hours per week. 
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ARTICLE 2 - NO DISCRIMINATION / HARASSMENT 
  
2.01 The Employer and the Union recognize and uphold the inherent dignity, worth and 

rights of each individual.  The Employer and the Union agree to promote and support 
an environment that is free of discrimination, harassment, disruptive workplace 
conflict and disrespectful behaviour. 

  
2.02 The Employer and the Union agree that there shall be no discrimination, 

interference, restriction, harassment, or coercion exercised or practiced with respect 
to any employee or applicant for employment by reason of race, ancestry, place of 
origin, colour, ethnic origin, citizenship, creed, sex, sexual orientation, age, marital 
status, family status or disability; all as defined under the Ontario Human Rights 
Code (except where it relates to a bona fide qualification because of the nature of 
employment), nor by reason of union activities. 

  
2.03 The Employer and Union recognize the responsibility and legal obligation under the 

Ontario Human Rights Code to accommodate persons with disabilities and re-
integrate employees back into the workplace who have suffered a permanent or 
partial injury or illness. 

  
 The Employer and the Union agree that there shall be no form of sexual harassment 

exercised or practiced with respect to any employee or any applicant seeking to 
become an employee.  Sexual harassment shall be defined as: 

a) unwanted attention of a sexually oriented nature; 
b) implied or expressed promise of reward for complying with a 

sexually oriented request; 
c) implied or expressed threat of reprisal, actual reprisal or the 

denial of opportunity for the refusal to comply with a sexually 
oriented request; or 

d) sexually oriented remarks or behaviour which may reasonably 
be perceived to create a negative working environment. 

  
2.04 The Employer and the Union affirm that every employee is entitled to a respectful 

work environment and an environment free from psychological harassment including 
bullying.  Therefore, the Employer and the Union will not condone any inappropriate 
behaviour by any of their respective representatives or members that interfere with 
work relationships and isolates, alienates or demeans any employee. 
 
The Employer and the Union agree that there shall be no psychological harassment 
in the workplace by any of their respective representatives or members.  The 
Employer will take every reasonable action to eliminate such behaviour and provide 
redress. 
 
Psychological harassment means any vexatious behaviour that is repetitive in the 
form of hostile or unwanted conduct, verbal comments, actions or gestures, that 
affects an employee’s dignity or psychological or physical integrity and that result in 
a harmful work environment for the employee. 
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Notwithstanding this, psychological harassment must not be confused with the 
normal exercise of the Employers management rights, in particular the Employer’s 
right to assign tasks, and the right to take disciplinary action.  Insofar as the 
Employer does not exercise these rights in a manner that is inconsistent with the 
Discipline policy, these actions do not constitute psychological harassment. 

  
2.05 The parties agree that there shall be no intimidation, interference, restraint or 

coercion exercised or practiced by them or their representatives upon employees 
because of membership or non-membership in the Union. 
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ARTICLE 3 - RESERVATION OF MANAGEMENT RIGHTS 
  
3.01 The Union recognizes and acknowledges that the management of the operations 

and direction of the work force are fixed exclusively by the Employer and without 
limiting the generality of the foregoing; the Union acknowledges that it is the 
exclusive function of the Employer to: 

  
 a) maintain order, discipline and efficiency, and in connection therewith, to make, 

alter and enforce from time to time, rules and regulations, policies and practices 
to be observed by its employees; discharge employees for just cause provided 
that a claim by a bargaining unit employee who has acquired seniority, that they 
have been unjustly discharged may be the subject matter of a grievance and 
dealt with as hereinafter provided; 

  
 b) select, hire, direct, transfer, assign to shifts, promote, demote, classify, lay off, 

recall or retire employees and select employees for positions excluded from the 
bargaining unit; 

  
 c) operate and manage the Society in all respects in accordance with the 

Employer's commitments, obligations and responsibilities including the right to 
determine the number and location of the Employer's establishments and their 
expansion or curtailment, the direction of the work force, the schedules of 
operations, the number of shifts, the services to be rendered, the methods, 
processes and work procedures, the work standards, the types and locations of 
equipment and machinery to be used, the selection and use of materials 
required by the Employer, determine the job content, the establishment of work 
or job assignments, change, combine or abolish the job classifications, the 
qualifications of an employee to perform any particular job; decide the number 
and type of hours to be worked; the starting and quitting times, when overtime 
shall be worked; determine financial policies, including general accounting 
procedures and customer relations. 

  
3.02 An Employee may be engaged in a business outside of being employed with the 

Society if that employment does not conflict with the mandate of the Society and 
does not interfere with the Employee's work or ability to perform the Employee’s job. 
The Employee shall be required to advise the Executive Director of any such 
intention and failure to do so may result in disciplinary action, if it is demonstrated 
that such employment may bring about a conflict of interest. For definition of Conflict 
of Interest, please refer to the Employer’s Human Resources Policy (HR-009). 

  
3.03 Subject to the Employment Standards Act, the Employer may discharge a 

temporary, contract or probationary employee at any time.  The discharge of a 
temporary, contract or probationary employee shall not be the subject matter of a 
grievance or arbitration pursuant to this Agreement.  Those who pay Union dues 
shall have the right to grieve all matters relating to the contract with the exception of 
termination of employment. 

  
3.04 The foregoing enumeration of management's rights shall not be deemed to exclude 
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other functions not specifically set forth. The Employer, therefore, retains all rights 
not otherwise specifically and expressly covered in this Agreement. 

  
3.05 The Employer agrees that it will exercise its authority in a fair manner and it will not 

exercise its functions in a manner inconsistent with the express provisions of this 
Agreement. 

  
3.06 Failure by the Employer to exercise any of its management rights at any time shall 

not be considered to be an abandonment of such rights. 
  
3.07 All Human Resources policies and amendments shall be forwarded to the Union as 

they are established and/or amended. 
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ARTICLE 4 - UNION MEMBERSHIP AND REPRESENTATION 
  
4.01 The Employer acknowledges the right of the Union to appoint or select from those 

members who have successfully passed probation an Executive Committee, a 
Negotiating Committee, a Grievance Committee and Stewards. 

  
4.02 The Union shall have the right at any time to have the assistance of a National 

Representative of the Union in matters covered by this agreement. 
  
4.03 The Union recognizes the responsibilities imposed upon it as the exclusive 

bargaining agent of the Employer and assumes a joint responsibility with the 
Employer to cooperate and support the Employers efforts to assure a full day’s work 
on the part of its members; actively combat absenteeism, workplace related stress, 
and any other practices which restrict optimum efficiency; improve the quality of 
workmanship and service; prevent accidents and strengthen goodwill between the 
Employer, the Employees, the client and the public. 

  
4.04 Neither the Union nor it members will engage in union activities during working 

hours.  The Union agrees that there shall be no solicitation of members or other 
Union activities on the premises of the Employer during working hours except as 
permitted by this Agreement. The Union will be allowed to hold union meetings on 
the Employer’s premise provided such meetings occur outside of working hours and 
permission has been granted in advance by the Executive Director or designate. 

  
4.05 The Employer recognizes the following representatives of the Union: 

 
a) Negotiating Committee: 

A negotiating committee shall be composed of three members of the Union.  
Where more than one member of the Negotiating Committee comes from 
the same work unit, approval of leave for negotiation purposes will be 
subject to operational requirements.   

 
It shall be the Negotiating Committee’s function to meet with the Employer 
to negotiate the renewal of this Agreement or to amend from time to time 
sections of this contracts as allowed by Article 25 Duration. 

 
The Union shall notify the Employer in writing of the names of the 
Negotiating Committee members.  The Employer shall not be required to 
recognize any committee member until such notification from the Union has 
been received. 

 
The Employer shall notify the Union in writing of its Negotiating Team 
Members.  The Union shall not be required to recognize any Negotiating 
Team member until such notification from the Employer has been received.  

 
Union Negotiating Committee members shall not suffer loss of regular pay 
at straight times earnings up to a maximum of seven hours per day per 
person for  time spent during direct negotiations up to, but not including, 
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conciliation or mediation.  The maximum total limit for the Negotiating 
Committee as a whole shall be 84 hours up to, but not including, 
conciliation and or mediation.   

 
Should a new collective agreement not be achieved within the above 
provisions of twelve (12) working days the parties agree to cost sharing of 
regular pay (50:50) for additional days up to, but not including, conciliation 
or mediation. 

 
b) Stewards: 

The Union shall notify the Employer in writing as to the names of up to five 
(5) stewards or alternate stewards.   

 
The Employer shall not be required to recognize any such stewards until it 
has been so notified. 

 
The Union acknowledges that the stewards have regular duties to perform 
on behalf of the Employer and, therefore, except as otherwise provided in 
this Agreement, the stewards shall conduct their activities outside regular 
working hours.  It is understood that employees having grievances may 
discuss said grievances with a steward during regular working hours.  

 
Employees are entitled to union representation in matters which involve 
discipline. Stewards shall not attend regular supervision meetings unless 
mutually agreed between the Employer and the Union.  
 
If a member is required to attend a disciplinary meeting with the Employer, 
the member will be informed beforehand of the nature of the meeting and 
will be advised that he has the right to require the presence of a Union 
Steward at such meeting. An employee who wishes to decline 
representation shall notify the employer in writing. 
 
A member may request the support of a steward at any meeting with 
his/her supervisor. The supervisor will be notified in advance of the 
member’s request for steward support. Normally, it is acknowledged that 
supervision only involves a member and their supervisor. 
 
If necessary for a steward to service a grievance during their working hours, 
the Steward will not leave their work without first obtaining the permission of 
their immediate supervisor.   Such permission shall not be unreasonably 
withheld and that such time shall be kept to a minimum.  Stewards shall 
return to their regular duties as expeditiously as possible and notify their 
immediate supervisor upon their return.  The Employer reserves the right to 
limit such time if the time requested is unreasonable or compromises 
operations. 
 
Stewards’ time shall be so recorded on their time sheet submissions. Time 
spent shall not accumulate the daily total to more than 7 hours per day. 

 
c) Executive Committee:  

Cumulative time spent in total for the Union Executive attending 
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Union/Management business shall not exceed a total of 20 hours per month. 
Such hours shall be recorded on the employee’s time sheet and prior to 
approval from the employee’s immediate supervisor shall be sought. Such 
permission shall not be unreasonably withheld, without compromising client 
service. The Committee members shall include all such time on their 
timesheet submissions. 
 
Such hours may be extended by the Employer in extraordinary or special 
circumstances where required. 

  
4.06 Union Dues: 

Dues deducted from source, together with a list of names of the employees 
from whom such deductions have been made shall be remitted by the 
Employer to the Treasurer of the Union, on or about the twelfth (12th), but 
not later than the fifteenth (15th) day of the month following the month in 
which the deductions were made.  The list shall reflect the normal gross 
pay for the bargaining unit. 

 
The Union shall indemnify and save the Employer harmless from any and all 
claims for amounts deducted from pay and remitted to the Union under the 
terms of this Article. 

  
4.07 New Hires: 

On commencing employment, the Employee’s immediate supervisor shall 
introduce the new Employee to the Union’s Steward or representative.  An 
Officer of the Union shall be given the opportunity to meet with each new 
Employee within regular working hours, without loss of pay, during the first 
month of employment for the purpose of acquainting the new Employee with 
the benefits and duties of union membership and the Employee’s 
responsibilities and obligations to the Employer and the Union. 
 
The Employer agrees to acquaint each new employee with the fact that a 
Collective Agreement is in effect at the time of hiring, and to supply each 
employee with a written copy of the Collective Agreement in force at that time. 

  
4.08 Failure by the Union to exercise any of its Union rights at any time shall not be 

considered to be an abandonment of such rights. 
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ARTICLE 5 - GRIEVANCE PROCEDURE 
  
5.01 It is the mutual desire of the parties hereto, that complaints of the employees shall be 

adjusted as quickly as possible without stoppage of work, and it is understood that 
an employee may present an oral complaint at any time, without recourse to the 
grievance procedure herein. 
 
The Society acknowledges the right of the Union to elect or otherwise select a 
Grievance Committee. A Grievance committee shall be comprised of two members 
of the Union. 

  
5.02 A grievance shall be defined as a complaint in writing regarding the interpretation, 

application or alleged violation of the terms of this Agreement, or in the case of a 
bargaining unit employee who has acquired seniority under this Agreement, a 
complaint that the bargaining unit employee has been discharged without just cause. 

  
5.03 It is understood that an Employee has no grievance until the Employee has first 

given the Employee’s immediate supervisor or designate, an opportunity to address 
the complaint.  If an Employee has a complaint, it shall be discussed with the 
Employee’s immediate supervisor or designate.  In order to be considered a 
grievance, such discussion must take place within five (5) working days after the 
complaint first occurred or originated.  The immediate supervisor or designate shall 
communicate to the Employee, a reply to the complaint within five (5) working days. 

  
 If such a complaint is not settled to the satisfaction of the employee concerned, the 

complainant may file a written grievance in the following manner and sequence: 
  
 STEP 1 

The employee shall with the assistance of a steward or the alternate steward, if the 
employee so desires, submit a signed, dated, written statement of such grievance 
(on a form supplied by the Union) to their immediate supervisor or designate within 
five (5) working days after a reply has been received from the immediate supervisor 
or designate.  The nature of the grievance, the Article of the Agreement that has 
been violated, misapplied, or misinterpreted, and the relief or remedy sought shall be 
clearly set out in the grievance.  The immediate supervisor or designate shall deliver 
their decision in writing within five (5) working days following the day on which the 
grievance was presented to the immediate supervisor or designate.  Failing 
settlement, then; 

  
 STEP 2 

Within five (5) working days following the decision under Step 1, the employee may, 
with the assistance of the steward or alternate steward if so desired, present the 
written grievance to the Executive Director or designate.  It is agreed that should the 
Director's designate be the supervisor that was first given the complaint, the 
complaint shall then be given to another individual who will act in the capacity of the 
Director's designate. The Executive Director or designate shall arrange a meeting 
with the steward and the griever to discuss the grievance within five (5) working days 
following the day on which the grievance was presented to the Executive Director or 
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designate to discuss the grievance.  It is understood that a staff representative of the 
Union and representatives from Management may also be present at the meeting, at 
the request of either party. The Executive Director or designate decision shall be 
given in writing within five (5) working days from the date of the meeting. 

  
 STEP 3 

Within five (5) working days following the decision under Step 2, the employee may, 
with the assistance of the steward or the alternate steward if so desired, present the 
written grievance to the Board President.  The Board President shall arrange a 
meeting with the steward and the griever to discuss the grievance within five (5) 
working days following the day on which the grievance was presented to the Board 
President to discuss the grievance.  It is understood that a staff representative of the 
Union and representatives from Management may also be present at the meeting, at 
the request of either party.  The Board President shall give the decision in writing 
within five (5) working days from the date of the meeting. 

  
5.04 It is the intention of the parties that this Article shall provide a peaceful method of 

adjusting grievances. 
  
 It is expressly understood that an employee who has a complaint or a grievance 

shall follow the procedures as outlined in this Article.  Pending the investigation, the 
employee shall continue to perform the duties assigned by management (unless the 
employee has been suspended or discharged), providing such duties do not 
jeopardize the life, health or safety of the employee. 

  
5.05 a) The Union may file a "Policy Grievance" at Step 2 of the Grievance Procedure.  

A "Policy Grievance" may not be used to bypass the regular grievance 
procedure.  A policy grievance is defined as one which alleges a 
misinterpretation, or violation of a provision of this Agreement and which, 
because of the nature or scope of the subject matter, could not otherwise be 
instituted as an individual employee grievance commencing at Step 1.  Such 
policy grievance shall be filed in writing within ten (10) working days after the 
complaint first occurred or originated.  The grievance must be signed by the 
President or designate. 

  
 b) The Employer shall have the right to lodge a grievance with the Union 

concerning the meaning, application or interpretation of any provision of this 
Agreement commencing at Step 2 of the grievance procedure.  The grievance 
shall be filed in writing with the Union by the Executive Director or designate 
within ten (10) working days of the initial incident-giving rise to the complaint.  A 
meeting shall be held between representatives of the Employer and the Union 
within seven (7) working days of filing of the grievance.  The grievance shall be 
answered in writing by the Union within ten (10) working days from the date of 
such meeting. 

  
 c) An employee, other than a temporary, contract or probationary employee, 

claiming that the employee has been discharged or suspended from employment 
without just cause shall file a signed, dated, written statement of such grievance 
setting out the nature of the grievance and the specific remedy sought at Step 2 
of the Grievance Procedure providing such grievance is lodged with the 
Executive Director or designate within thirty (30) days of the discharge or 
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suspension. 
  
 d) The parties expressly agree that this Article does not apply in the case of the 

discharge for any reason whatsoever of a temporary or contract Employee or a 
probationary Employee as defined in Article 1 - Definitions, and Article 8 - 
Seniority - paragraph 8.03. 

  
 e) Any complaint or grievance, which is not commenced or processed through the 

next stage of the Grievance Procedure within the time specified, shall be 
deemed to have been abandoned.  However, time limits specified in the 
Grievance Procedure may be extended by mutual agreement in writing between 
the Employer and the Union.  If no written answer has been given to the 
grievance within the time limits specified, the employee shall be entitled to 
submit the grievance to the next stage including arbitration. 

  
 f) Any step of the Grievance Procedure may be waived by mutual agreement in 

writing between the Employer, the Employee and the Union. 
  
 g) Decisions arrived at in writing between the Employer, the Employee, and the 

Union on the disposition of any specific employee, Union or Employer grievance 
shall be final and binding upon the Employer, the Union, and the employee(s) 
concerned. 

  
 h) If final settlement of the grievance is not reached at Step 3 or 6.05, then the 

grievance may be referred in writing by either party to arbitration as provided in 
Article 6 - Arbitration, at any time within ten (10) working days after the final 
decision is given in Step 3 or 6.05.  If no such written request for arbitration is 
received within the time limits, then the grievance shall be deemed to have been 
abandoned. 
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ARTICLE 6 - ARBITRATION 
  
6.01 Both parties to this Agreement agree that a properly constituted grievance as defined 

in Article 5 - Grievance Procedure, paragraphs 5.02 and 5.05, which has been 
properly carried through all the requisite steps of the Grievance Procedure outlined 
in Article 5 and which has not been settled or abandoned, may be referred to a 
Board of Arbitration, at the written request of either of the parties hereto. 

  
6.02 The Board of Arbitration shall be composed of one (1) person appointed by the 

Employer, one (1) person appointed by the Union and a third (3rd) person to act as 
Chairperson chosen by the other two (2) members of the Arbitration Board. 

  
6.03 Either party may notify the other party in writing of its desire to submit the difference 

or allegation to arbitration. The notice shall contain the name of the first party's 
appointee to a Board of Arbitration.  The recipient of the notice shall, within ten (10) 
working days, inform the other party of the name of its appointee to the Board of 
Arbitration.  The two (2) appointees shall, within a reasonable time period of the 
appointment of the second appointee, appoint a third (3rd) person that shall be 
Chairperson. 

  
6.04 Should the appointees fail to agree on a chairperson, the Ministry of Labour of the 

Province of Ontario shall be asked to nominate a person to act as Chairperson in 
accordance with the provisions of the Ontario Labour Relations Act. 

  
6.05 No person may be appointed as an Arbitrator who has been involved in any attempt 

to negotiate or settle the grievance. 
  
6.06 The decision of the Board of Arbitration, including any decision as to whether the 

matter is arbitral, shall be final and binding upon the parties and upon any employee 
affected by it.  In the absence of a unanimous decision, the majority decision shall be 
accepted as the decision of the Board.  In the event there is no majority decision, the 
decision of the Chairperson will be final. 

  
6.07 The Board of Arbitration shall not have jurisdiction to amend, alter, modify, or add to 

any of the provisions of this Agreement, nor to substitute any new provision in lieu 
thereof, nor to give any decision inconsistent with the terms and provisions of this 
Agreement.  The Board shall not have jurisdiction to adjudicate any matter not 
covered by this Agreement or specifically assigned to it by the written grievance as 
specified in Article 5. 

  
6.08 The Board of Arbitration shall have no jurisdiction to hear a discharge grievance put 

forth by or on behalf of a temporary, contract or probationary employee. 
  
6.09 Each of the parties hereto will bear the fee and expenses of the nominee appointed 

by it and the parties will equally share the fee and expenses of the Chairperson of 
the Board of Arbitration. 

  
6.10  Time limits fixed in this Article may be extended by mutual agreement in writing 
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between the Employer and the Union. 
  
6.11 Where both parties agree, a single Arbitrator with the same limitations and powers 

as a Board of Arbitration may be substituted for a Board of Arbitration.  In such case, 
the parties shall endeavour to agree on the selection of an Arbitrator.  In the event 
the parties are unable to agree, a Board of Arbitration shall be constituted in 
accordance with paragraphs 7.02, 7.03 and 7.04.  If the parties agree to the use of a 
single Arbitrator, then the parties shall share the cost of such arbitrator equally. 
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ARTICLE 7 - DISCIPLINE 
  
7.01 A key determinant in the effective management of progressive discipline is the 

determination and documentation of just cause. The grounds for just cause include 
but are not limited to: 

  
 a) The employee’s reasonable awareness of the standard / rule / requirement / 

procedure 
b) The standard / rule / requirement / procedure must be a reasonable one and in 

conformity with the Society's requirement and practices. 
c) The Manager must have conducted an investigation before deciding to 

discipline; one which discloses evidence that the employee has failed to meet or 
has violated the standard / rule / requirement / procedure. 

d) The Manager's decision to discipline must be free from discrimination and bias.  
e) The imposition of progressive discipline must be the result of a consultation 

process. 
f) When improved performance is demonstrated, the employee will be informed in 

writing.  
  
7.02 The reasons for any disciplinary action including the discharge of any employee shall 

be reduced to writing and given to the employee. 
  
7.03 In the event it becomes necessary to discipline an employee such discipline will be in 

the manner as prescribed by the Employer’s Progressive Discipline Policy (HR-052). 
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ARTICLE 8 - SENIORITY 
  
8.01 An employee’s seniority begins on the first date of hire of their continuous 

employment. 
 
Each employee is placed into a job classification and on the seniority list with their 
continuous full time hire date with the Employer as their seniority date.  
 
Employees who transfer job classifications shall have their seniority from original 
date of hire of continuous employment carry forward with them.  
 
Seniority within each classification for each part-time or job-share employee is based 
upon the length of continuous part-time or job-share employment with the Employer 
since the last date of hire pro-rated to the portion of time for that position. 

  
8.02 a) The Employer shall prepare up-to-date seniority lists for full-time, part-time 

regular and job-share employees every January and a copy shall be sent to the 
Union Office and posted on the Intranet. 

 
b) For the purpose of the preparation of the initial seniority lists, the last date of hire 

of each employee shall be used in the seniority calculation, for each job 
classification. 

  
8.03 a) A full-time regular Employee who requires mandatory training shall be on 

probation and shall not acquire seniority until having worked for the Employer for 
a period of nine (9) months. All other full time regular employees shall not 
acquire seniority until having worked for the Employer for a period of six (6) 
months.  In the event an extension is required, the Employer and the Employee 
may agree to such extension to a maximum total probation of one year (12 
months). The Union will be simultaneously notified of the extension.  

b) A part-time regular or job-share Employee shall be on probation and shall not 
acquire seniority until having worked for the Employer for a period of fifteen (15) 
calendar months. In the event an extension is required, the Employer and 
Employee may agree to such an extension provided it is not related to training. 
No extension shall exceed a three (3) month period. The Union will be 
simultaneously notified of the extension.  

c) The Employer, Employee and the Union recognize that, subject to the provisions 
of the Employment Standards Act, the purpose of probation is for the Employer 
to ascertain that the employee in question is in fact capable of performing the 
duties for which the employee was hired. During the probation period, an 
employee will receive in writing notification about their performance. Accordingly, 
it is expressly understood by all parties that an employee on probation may be 
discharged at any time at the sole discretion of the Employer. The discharge of 
an employee on probation shall not be the subject of a grievance and/or 
arbitration pursuant to this Agreement.  

d) On successful completion of the probationary period, a full-time, part-time 
regular or job-share employee shall be deemed to be a permanent employee, 
and the employee's name shall be placed on the seniority list and seniority shall 
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be determined as commencing from the employee's last date of hire by the 
Employer.  

  
8.04 a) Temporary and contract employees shall not acquire seniority under the terms of 

this Agreement.  
 
b) In the event that a temporary or contract employee is hired and placed as a 

regular full-time, part-time regular or job-share staff, all continuous service since 
the last date of hire shall be credited on a pro-rated basis towards the calculation 
of seniority under the terms of this Agreement.  

  
8.05 An employee's seniority shall be forfeited and employment shall be deemed to be 

terminated and there shall be no obligation to rehire under the following conditions:  
 
a) employee voluntarily resigns or quits. An employee shall be deemed terminated 

when:  

i. The employee gives written notice and does not withdraw their decision 
in writing within 48 hours. 

ii. The employee is absent for more than two (2) days without having 
applied for and obtained a leave of absence for a definite period from 
their immediate supervisor, or designate, or in case of provable accident 
or sickness, unless the immediate supervisor or designate is properly 
notified of such condition by the employee or the employee's agent within 
the third day of such absence.  

iii. The employee fails to report for work at the expiration of a leave of 
absence without reasonable justification satisfactory to the Employer.  

iv. The employee used a leave of absence for a purpose other than that for 
which it was granted; and the Employer can demonstrate that the 
employee had intentionally misled the Employer. It is agreed and 
understood that should the reasons an employee was granted a leave of 
absence in the first place change significantly, it is the responsibility of 
the employee to notify the employer of such change.  

 
b) The employee retires or is retired; or  
 
c) The employee is discharged and not reinstated through the Grievance 

Procedure; or  
 
d) The employee fails to respond to a recall to work in accordance with paragraph 

9.02(b); or  
 
e) Subject to the provision of the Ontario Human Rights Code, the employee is on 

disability for 24 months. In this case, the Employer will continue all existing 
benefits, if the employee pays, for a further period of 24 months, provided such 
coverage is available under applicable plans.  

  
8.06 In the event an employee is permanently promoted to a supervisory position outside 

the bargaining unit and is then transferred back to the bargaining unit, the employee 
shall retain only seniority acquired prior to the employee's promotion. 
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ARTICLE 9 - LAYOFF AND RECALL 
  
9.01 a) A layoff shall be defined as a reduction in the work force or a reduction in the 

regular hours of work of one or more full-time, part-time, or contract employees 
as defined in this agreement.  An exception will occur in the event that all hours 
of work in a classification are reduced equally, with no decrease in the amount of 
salary. 

  
 b) When layoffs are necessary, temporary employees, then contract employees, in 

the effective classification, shall be laid off prior to part-time and full-time 
employees. 

  
 c) The Employer shall provide to employees who are the subject of a layoff, prior to 

the effective date of layoff, notice equal to that of two (2) weeks for each year of 
service the employee has been in the employ of the Employer, to a maximum of 
sixteen (16) weeks notice.  It is agreed the minimum notice given to an employee 
will be thirty (30) working days.  The union shall simultaneously be advised in 
writing of the Employer’s intention to layoff and shall receive a copy of each 
notice sent out. 

  
 If the employee has not had the opportunity to work the days as provided in this 

article, the employee shall be paid for the days for which work was not made 
available. 

  
 d) In determining which employees are to be laid off per classification and recalled 

from layoff, the Employer shall layoff in the reverse order of seniority and recall 
from layoff in the order of seniority. 

  
 e) In the event of a layoff, the Employee(s) may, at their discretion, retain eligible 

group health benefits for six (6) months after the actual date of layoff.  It is 
understood that the premiums for these benefits during any period of layoff, will 
be cost shared on a 50/50 percent basis between the employee and Employer. 
Employees may retain eligibility for group benefits, at their discretion for an 
additional six (6) months, by incurring 100% of costs associated with these 
benefits. 

  
 f) While on layoff, an employee shall continue to accrue seniority to a maximum of 

twenty-four (24) months. 
  
 g) In the event of a permanent layoff, employee(s) shall be entitled to ten (10) 

working days off with pay prior to the layoff date to engage in a job search, or to 
make arrangements that have become necessary as a result of the layoff.  In 
making a request for this time, the employee(s) shall give reasonable notice to 
all individuals impacted by their request. 

  
 h) Should additional time away from the workplace be required, no reasonable 

request shall be denied. 
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 i) Recognizing the emotional and financial impact a permanent layoff has on 
permanent employees and their families, it is agreed that permanent employees 
upon permanent layoff will be eligible for reimbursement of the following 
expenses up to a maximum of twenty-five hundred dollars ($2,500):  
i. Financial counselling/planning expenses 
ii. Personal/family counselling costs 
iii. Career/Vocational counselling expenses 
iv. Immediate relocation of home and personal belongings. 

  
 The Employer will reimburse receipts for these direct services from the notice date of 

layoff up to six (6) months from the date of termination. 
  
 The choice or combination of supports will be determined by the laid off employee’s 

personal needs. 
  
 In accordance with this clause, reimbursement of costs to all permanent employees 

shall be to a maximum of twenty-five hundred dollars ($2,500) following submission 
of receipts. 

  
9.02 a) No new employee shall be hired into a classification in which a layoff has 

occurred until the employee(s) having been subject to layoff, are given the 
opportunity to return to work.  In the event a new job position is created during a 
period of layoff, the employee(s) on layoff will be given first consideration 
towards the newly created position, in accordance with 9.01 (d). 

  
 b) When recalling an Employee after layoff, the Employee shall be notified by 

personal registered mail sent to the last address of the Employee known to the 
Employer.  The Employee shall then be allowed fifteen (15) working days, upon 
receipt of notification, to report for work.  Should the Employee wish for the 
Employer to hold the position open for the full fifteen (15) working days, the 
Employee must advise the Employer within five (5) working days of the receipt of 
notification to return to work. 

  
 c) It shall be the Employee’s responsibility to keep the Employer informed of the 

Employee’s address and telephone number. 
  
9.03 a) In the event the Union and any employee(s) receive notification of layoffs, 

proposed layoffs, or elimination of position(s), a Redeployment Committee, 
herein referred to as the Committee, will be established within ten (10) working 
days of notice of layoff, proposed layoff, or elimination of any position. 

  
 b) The mandate of the Committee shall be to: 

i. Identify and propose alternatives to layoff(s), or elimination of position(s). 
ii. Identify work that could otherwise be Bargaining Unit work, but is being 

contracted outside the Bargaining Unit, by the Employer. 
iii. Identify vacant positions, or positions which will become vacant within the 

next twelve (12) months. 
iv. Identify retraining needs of workers being subject to layoff, and to facilitate 

such training. 
  
 c) The Committee shall be comprised of equal numbers of representatives from the 
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Union and the Employer.  
  
 d) The Union and the Employer will each appoint a Co-Chair to the Committee.  

Co-Chairs shall chair alternate meetings of the Committee, and will be jointly 
responsible for establishing the agenda for Committee meetings, preparing 
minutes, and writing such correspondence as the Committee may direct. 

  
 e) Meeting times shall be considered as normal hours of work completed, and shall 

be compensated through lieu time, vacation time or remuneration in accordance 
with the member’s regular salary. 

  
 f) The Employer shall provide the Committee with all pertinent staffing, work 

organization, and financial information. 
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ARTICLE 10 - JOB POSTINGS 
  
10.01 When a vacancy occurs which comes within the scope of this Agreement, and is one 

which the Employer wishes to fill, notice of such vacancy shall be posted 
electronically on the Intranet and on the Job Posting Bulletin Board for a period of 
ten (10) calendar days and employees who have successfully completed probation 
shall have the opportunity to apply for any such vacancies. The notice shall include 
the nature of the position, the knowledge and qualifications required for the position, 
ability and skills required as well as the salary rate.  In order to be eligible for the 
posted vacancy, an employee must apply, in writing, within the ten (10) calendar day 
period.  Employer and Union may waive the ten (10) day posting period upon 
agreement. 

  
 Before any outside applicant for such job vacancy is appointed to the position, the 

Employer shall consider applications, which may have been received from its 
employees. 

  
 Whenever possible, unsuccessful applicants shall be advised of the disposition of 

their application prior to the announcement of the successful applicant. 
  
 Both parties subscribe to a best practice philosophy and agree that worker continuity 

is preferred for clients.  It is therefore agreed that case-carrying workers shall remain 
in their current positions for a minimum period of one (1) year and shall have 
successfully completed their probationary period before being considered for 
movement into another position. 

  
 Employees who fall within one (1) month of the one-year criteria shall not have their 

eligibility unreasonably denied. 
  
10.02 In selecting internal candidates to fill such posted vacancies, the Employer shall 

consider:  
i. Skill, qualifications, and experience; 
ii. Seniority. 

  
 Where the factors in (i) are considered to be relatively equal, then factor (ii) shall be 

the determining factor. 
  
10.03 The Employer may fill any vacancy on a temporary basis pending the selection of a 

candidate to fill the position. 
  
10.04 a) When the Employer decides to postpone or not fill a vacancy, the Union shall be 

notified in writing of the reasons. 
  
 b) The Union shall be notified of all appointments, hirings, layoffs, transfers, recalls, 

suspensions and terminations of employment of employees subject to this 
Agreement. 

  
10.05 For the purposes of Article 10 “vacancy” shall mean those of a long-term nature such 
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as arise through resignations, new jobs, extended illness, or leave of absence of 
over six (6) months. 

  
10.06 The successful candidate to a promotional job posting from within the bargaining unit 

shall be placed on a trial period of six (6) months.  Conditional on satisfactory 
service, the employee shall be confirmed in the new position after the completion of 
six months. 

  
 a) In the event that the candidate who was promoted within the bargaining unit 

does not remain in the promotional position beyond the trial period at the request 
of his/her supervisor or the candidate, he/she may be returned to their former 
position and former wage or salary rate without loss of seniority. 

  
 b) In the event that the candidate who was promoted outside of the bargaining unit 

does not remain in the promotional position beyond the trial period at the request 
of his/her supervisor or the candidate, he/she may be returned to a comparable 
position and former wage or salary rate without loss of seniority.  This transfer 
back to the bargaining unit would not be the subject matter of a grievance. 
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ARTICLE 11 - HOURS OF WORK 
  
11.01 a)  It is understood and agreed that the Employer shall have the exclusive right to 

assign work schedules to employees. Consistent with operating needs, the Society 
and the Union recognize their shared commitment for the delivery of service to 
children and families. 

  
 b)  It is understood and agreed that this article sets out the normal hours of work of 

employees covered by this agreement and is intended only to provide a basis for 
calculating time worked and shall not constitute a guarantee of work per day, nor 
days of work per week, nor working schedules, nor guarantee of employment with 
the Employer. 

  
11.02 REGULAR HOURS (0 – 35 hours per week) 
  
 The normal hours of work shall consist of thirty-five (35) hours per week [except the 

Emergency After Hours worker(s)].  However, notwithstanding anything to the 
contrary, it is agreed that employees, in the event of an emergency, may be required 
by the Employer to work hours over and above the normal thirty-five (35) hours in a 
week period, or to work statutory holidays or weekends 

  
 The normal work day shall include a one hour unpaid lunch, employees are required 

to take a minimum of .5 hour unpaid time for lunch per day.  Employees may not 
work over their lunch time to accumulate compensatory time, nor shall breaks be 
added to the lunch period.   

  
11.03 Employees are expected to take client appointments after hours if necessary. 
  
11.04 COMPENSABLE HOURS (36 – 44 hours per week) 
  
 a) Compensable schedules allow for the employee to meet the Employer service 

needs and adjust their schedule within the 35 hours required in each week.  
b) For all hours worked between the 36th and 44th hour per week, the employee shall 

record this time on their time sheet and shall receive one hour compensatory time 
to be included in the employees’ compensatory bank.  

c) When an employee approaches forty (40) hours worked in a week and has 
scheduled time remaining, a discussion with their immediate supervisor or 
designate will occur.  Approval for hours worked in excess of forty (40) hours will 
be recorded in writing or via email.  

d) Compensatory time off is taken in blocks of one (1) or more hours with pre 
approval by the employee’s supervisor or designate.  

e) No more than thirty-five (35) hours of compensatory time shall be accumulated in 
the employee’s compensation time bank without a plan to reduce those hours.  If 
a plan cannot be determined, the Employer shall schedule the time off.  

  
11.05 OVERTIME HOURS (over 44 hours per week OR weekend [Saturday or Sunday] 

work in which takes an employee over 35 hours per week): 
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 a) Except in cases of emergency, all overtime shall be authorized and approved in 
advance by the employee's supervisor or designate.  

b) In so far as practicable, overtime on an employee's case or assignment will be 
performed by the employee assigned to that case or assignment.  

c) When the assigned employee is unavailable, or an insufficient number of 
employees are available for required overtime, the overtime shall be offered by 
seniority and assigned by reverse seniority within the functional work group.  

d) Overtime hours are those hours in which an employee is required to work beyond 
forty-four (44) hours in a week. Compensation for overtime hours is one and half 
hours (1.5) for every one (1) hour worked beyond 44 hours, paid at the 
employee's regular rate of pay  

OR 
      Overtime hours an employee is required to work during a weekend (Saturday or 

Sunday) and for which the employee accumulates more than 35 hours in a week.  
If an employee has worked 35 hours in a week and the weekend overtime hours 
are in excess of 35 hours in a week, those weekend overtime hours shall be 
compensated at 1.5 times the regular rate. 

  
e) Overtime shall be paid out within one month providing the time sheets which 

include this overtime are received by payroll within 3 working days of the pay 
period end date. 

  
11.06 VACATION HOURS: 
 Eligible paid vacation hours shall be calculated to a maximum of seven hours per 

day. 
  
11.07  SICK HOURS: 
 Eligible paid sick hours shall be calculated to a maximum of seven hours per day. 
  
11.08 STAT HOLIDAY HOURS: 
 Statutory holidays shall be calculated to a maximum of seven hours per day. 
  
 When an employee is required to work on a statutory holiday they shall receive in 

addition to their stat holiday pay, 1.5 x their regular rate of pay for all hours worked. 
  
11.09 TRAINING AND CONFERENCES 
 a) Employee training and conferences should be seen as an opportunity for 

professional development and growth.  
b) When an employee’s participation is voluntary, and at the employee’s discretion, 

upon approval by the employees supervisor or designate, overtime for travel or 
participation at such voluntary training or conferences shall not be compensated 
beyond the normal work day of seven (7) hours.  

c) Time spent travelling and attending mandatory training shall be calculated on an 
hourly basis for all time spent in attendance and travelling. 

  
11.10 EMERGENCY AFTER HOURS SERVICES – EXTRA DUTY 
  
 a) It is understood and agreed that an employee who elects to perform work, 

including After Hours Service, shall not qualify for overtime compensation while 
performing such work.  

b) Evening, weekend and holiday emergency service may be a contracted service. 
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c) The normal hours of work for the full time duty worker is 176 on call hours every 
two (2) week period.  

d) Day time office hours shall be compensated at the regular rate of pay for all 
hours worked.  

e) In an emergency those full-time, part-time and job-share employees within the 
classification of Child Protection Worker may be required to assist with evening 
and weekend emergency service as well as holiday service and office 
shutdown service until a replacement is found. Selection of the after hours 
worker will be done in alphabetical order. 
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ARTICLE 12 - WORKLOAD 
  
12.01 The Employer recognizes a responsibility to ensure a manageable workload for its 

employees that is consistent with the training and experience of the employee.  To 
that end, the Employer and the Union have established a Workload Committee to 
review emergent issues that have agency-wide impact, and to collaboratively arrive 
at solutions to those issues that may impact on the health and well-being of the 
employees. 

  
12.02 The Workload Committee shall meet a minimum of quarterly for regularly scheduled 

meetings.  The Workload Committee’s Terms of Reference are all issues pertaining 
to workload and workload related matters.  The Committee will conduct fair and 
reasonable analysis of workload issues and provide fair and reasonable 
recommendations. 
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ARTICLE 13 - LEAVES OF ABSENCE 
  
13.01 PERSONAL LEAVE 
  
 a) While it is the prerogative of the Employer to grant a leave of absence, a regular 

employee, who has completed the probationary period, may apply for a leave of 
absence without pay and without benefits for personal reasons.  A request for 
such leave shall be made in writing, stating reasons, at least one (1) month prior 
to the desired commencement date of the leave, unless the requested leave 
exceeds two (2) months wherein a two (2) month written notification shall be 
required.  If the Employer grants such leave, the Employer shall confirm the 
terms of the leave in writing.  The minimum time requirements for such leave 
requests may be waived in extenuating circumstances. 

  
 b) Seniority will continue to accrue during a personal leave of absence. 
  
 c) An employee may continue benefit coverage while on an approved leave of 

absence of more than one month provided the employee pays the premiums for 
all benefits and provided the insurance carrier is prepared to provide coverage. 

  
 d) Upon the employee's return, the employee shall return to the classification left 

prior to commencing the leave, unless it had been agreed to, in writing, between 
the employee and Employer, prior to the commencement of the leave, that the 
employee, upon return to work may be placed in a comparable position within 
the Society. 

  
13.02 FAMILY MEDICAL  LEAVE 
  
 a) Family Medical Leave shall be consistent with the Family Medical Leave of the 

Employment Standards Act, as amended. 
  
 b) An employee is eligible to take unpaid Family Medical Leave to provide care for 

a gravely ill family member as defined by the Act:  
i. child, stepchild, foster child of the employee or their spouse; 
ii. employee’s spouse; 
iii. parent; stepparent; foster parent of employee; 
iv. the spouse  of the employee’s father or mother; 
vi.    and any person prescribed by regulations. 

  
 c) In order to be eligible for Family Medical leave, the employee must file a copy of 

the Employment Insurance form “Medical Certificate for Employment Insurance 
Family Medical Leave Benefits” with the Employer.   This physician completed 
form indicates the gravely ill family member is at risk of dying within 26 weeks.  

  
 d) An employee wishing to take Family Medical leave shall give the Employer at 

least one (1) week, and preferably two (2) to three (3) weeks written notice 
before the leave is planned to begin, including due date, and the intended return 
to work date, if at all possible. Should circumstances prevent such notice; the 
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employee will take all possible steps to keep the Employer informed. 
  
 e) Eligible employees are entitled to six (6) weeks unpaid Family Medical Leave. 
  
13.03 BEREAVEMENT LEAVE 
  
 a) In the event of a death of a family member of an employee, the full time regular 

employee shall be granted a leave of absence of up to a maximum of five (5) 
working days, with pay, other employees shall have their time off prorated. 

  
 b) Temporary, contract and probationary employees shall be granted the 

appropriate leave of absence, with or without pay at the discretion of the 
Employer. 

  
 c) An employee's family shall mean spouse (including common law spouse or 

same sex partner), parent, child, sibling, grandchild, grandparent, mother-in-law, 
father-in-law, brother-in-law, sister-in-law, or any other relative living in the 
immediate household of the employee or employee’s partner/spouse or common 
law spouse or person “in loco parentis”.  Parent, child, sibling, grandchild, 
grandparent, son-in-law or daughter-in-law shall also include step or foster 
relatives. 

  
 d) In the event a funeral occurs outside a 500 kilometre radius of an employee's 

home and provided the employee attends the funeral, the Employer may grant 
an additional two (2) days leave with pay for travel. 

  
 e) There shall be no loss of seniority for bereavement leave. 
  
 f) In the event of a death of a family member during an employee's vacation 

period, the employee shall be granted up to a maximum of  five (5) day leave of 
absence and have any vacation days that would have fallen during that leave of 
absence set aside and used at a time agreed upon between the employee and 
the employee's supervisor.  It is agreed the employee shall notify the Employer 
as soon as is practical of the aforementioned death. 

  
13.04 JURY AND WITNESS DUTY LEAVE 
  
 a) In the event that a regular employee or job share employee is called for jury 

duty, the Employer shall pay the employee's regular rate of pay for each day the 
employee is required to be absent from work provided that the employee: 
i. notifies the Employer upon notification that the employee is required to attend 

on jury duty; 
ii. presents proof of service to the Employer requiring such attendance; 
iii. promptly repays the amount (other than expenses paid to the employee) 

which the employee receives for such attendances; 
iv. reports to work when not required at court 

  
 b) If an employee is required by subpoena to attend a court of law as a witness in 

connection with any litigation arising in the course of their  professional duties for 
the Employer, the Employer shall pay the employee's regular pay for each day 
the employee is required to be in attendance at court provided that the 
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employee: 
i. notifies the Employer immediately upon receipt of the subpoena that the 

employee will be required to attend court and gives reasonable notice to the 
Employer of the time and dates at which the employee will be required to 
attend; 

ii. presents proof of service requiring such attendance and keeps the Employer 
promptly informed as to any subsequent times which the employee would be 
required to attend at the court of law arising from the subpoena; 

iii. promptly repays the amount (other than expenses paid) to which is received 
for such attendances; 

iv. reports to work when not required at court. 
  
 c) The employee shall accrue all benefits including seniority as if performing regular 

duties for the Employer. 
  
13.05 EDUCATION LEAVE 
  
 a) Any employee who has completed at least five (5) years of continuous service 

with the Society may make written request for an unpaid job related educational 
leave to attend an accredited college, university, graduate school, or training 
program, either in Canada or abroad. 

  
 b) Such requests will be made in writing to the Executive Director at least ninety 

(90) days prior to the requested date of commencement of such leave, and the 
Executive Director will advise the employee in writing of his/her decision 
regarding such request within thirty (30) days.  The decision to grant an 
education leave is the sole discretion of the Executive Director. 

  
 c) Should an educational leave of absence be granted, the employee’s benefits and 

salary will be discontinued at the commencement of the leave and any remaining 
vacation entitlement will be paid to the staff member.  Seniority and sick leave 
entitlements will be retained but not accumulated during such leave and will be 
reinstated at the original levels on return from the educational leave. 

  
 d) The employee will advise the employer, at least ninety (90) days in advance of 

expected return.  Should the employee’s previous position have been 
permanently filled, the staff member may be assigned to an existing vacancy if 
appropriate. 

  
13.06 UNION LEAVE 
  
 a)Leaves of absence without pay shall be granted for up to two (2) employees for an 

aggregate total of ten (10) days for the bargaining unit in each calendar for the 
purpose of attending Union conferences or conventions.  In such case, the 
Employer shall bill the Union for the wages and associated payroll benefits 
involved.  The Union shall pay the Employer within thirty (30) days of the bill 
being sent to the Union. 

  
13.07 MEDICAL/DENTAL APPOINTMENTS 
  
 a) The Employer permits employees to accrue time to attend medical/dental 



Page 29 

appointments. 
  
 b) Employees may accumulate a credit of one (1) hour per month, up to a 

maximum of 12 hours per year. 
  
 c) Employees must obtain approval from their supervisor to attend medical/dental 

appointments. Said approval will not be unreasonably denied. 
  
 d) Employees shall give as much notice as possible in requesting the appropriate 

appointment time. 
  
13.08 PERSONAL PAID LEAVE DAYS 
  
 a) All permanent regular full time employees will be eligible to receive up to a 

maximum of three (3) paid personal leave days, to be taken as full days, per 
fiscal year to be used for: 

  
 1. Emergency Leave 
  
 I. Per the ESA, Ontario as amended, employees are eligible for to up to ten 

(10) days of unpaid job protected emergency leave each year. 
  
 II. Employees may receive up to 10 Emergency Family Leave unpaid Days.  

The days must be taken as a whole day or half day and shall cover: 
a. Personal illness, injury or medical emergency or; 
b. Illness, injury, medical emergency or other ‘urgent’ matters relating to: 

i. a spouse or same sex partner 
ii. a parent, step-parent, foster parent, child, step-child, foster child, 

grandparent, grandchild, or step-grandchild of the employee, the 
employee’s spouse or same sex partner. 

iii. the spouse or same sex partner of an employee’s child 
iv. the brother or sister of the employee or 
v. a relative of the employee who is dependant on the employee 

for care. 
  
 III. The employee shall notify the supervisor or designate no later than an 

hour after their normal scheduled time of arrival if he/she is going to be 
absent for all or part of that day due to an unpredictable emergency as 
outlined above. 

  
 IV. If the employee has made a scheduled appointment as outlined above, 

the employee shall request approval from the supervisor or designate as 
soon as possible to ensure that coverage can be arranged and service 
needs met.  If service needs are impacted, the employee may be 
requested to reschedule the appointment. 

  
 2. Inclement Weather 
  
 Staff who are prevented from reporting to work due to inclement weather 

(snow storms, ice storms, tornados, floods, or other unforeseen acts of nature, 
etc.) shall notify their manager as soon as possible.  Police reports of road 
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closures or warnings to stay off the roads due to such acts of nature shall 
particularly reinforce this statement.  Time off for inclement weather is 
considered unpaid weather leave. 

  
 I. In the event that, prior to business hours commencing, the Executive 

Director or designate, decides to close the office for the current business 
day due to inclement weather, the Employer's radio station of choice to 
announce such closure as well as any cancellation of meetings, group 
sessions, etc., shall be CFOS/CFPS. The Executive Director or designate 
will assume responsibility for contacting the radio station.  Time off due to 
office closure shall be considered paid time off not to exceed 7 hours in 
any day. 

  
 II. The Society's After Hours Duty Worker and After Hours Manager shall be 

deemed to be on duty effective from the time the office is closed until such 
time as it re-opens 

  
 III. Should staff become stranded out of town while conducting Society 

business, and deem it unsafe to continue to travel, the Employer will 
assume responsibility for costs of accommodation and meals, until travel 
can resume. 

  
 3. Bereavement Leave Days for the death of the employee’s significant others  
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ARTICLE 14 - PREGNANCY, PARENTAL and ADOPTION LEAVE 
  
14.01 PRE-ADOPTION LEAVE 
  
 a)  Upon request and with appropriate documentation, an employee is entitled to pre-

adoption leave without pay of up to seven (7) weeks per calendar year. 
  
 b)  The leave may be taken intermittently and only for the purpose of:  

i. attending mandatory pre-placement visits with the prospective adoptive child; 
ii. to complete the legal process required by the child’s or children’s country for 

an international adoption while the employee is in that country. 
  
 c)  Leave under this provision will end with the placement of the adoptive child(ren) 

and may not be used for an employee to travel. 
  
 d)  Pre-placement visits are not normally required where the adoption is a direct 

placement.  Examples of direct placement adoptions are: 
i. adoption by a family member; 
ii. adoptions by the partner of a birth parent; and 
iii. adoptions by foster parents if the child or children were living with the foster 

parents immediately before the adoption process. 
  
14.02 PREGNANCY / PARENTAL / ADOPTION LEAVE 
  
 a)  The Employer will provide seventy-five percent (75%) of employees regular pay  

for the two (2) weeks waiting period prior to commencement of EI benefits 
  
 b)  The Employer provides employees with a Supplemental Unemployment Benefit 

(SUB) plan that tops up employees EI benefits to seventy-five percent (75%) of their 
regular earnings for a maximum total fifteen (15) weeks of pregnancy or parental or 
adoption leave provided the employee returns to work for a minimum of one (1) year 
after the period of pregnancy / parental / adoption  leave ends.  If the employee does 
not return to work for the one (1) year period, any SUB plan payments made by the 
Employer are repayable to the Employer by the Employee.  Should family 
circumstances change significantly in a manner over which the employee has no 
control, repayment of the SUB plan payments is at the discretion of the Executive 
Director.   Employees are required to provide the Employer with a copy of their EI 
stub indicating their EI amount. 

  
 c)  Pregnancy and parental leave shall be consistent with the Employment Standards 

Act, Ontario as amended. 
  
 d)  An employee wishing to take pregnancy, parental or adoption leave must give the 

Employer at least (2) two weeks, and preferably four (4) to eight (8) weeks written 
notice before the leave is planned to begin, including due date, and the intended 
return to work date. 

  
 e)  Eligible employees (as defined by ESA, Ontario as amended) are entitled to 

seventeen (17) weeks pregnancy leave. 
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 f)  Eligible employees (as defined by ESA, Ontario as amended) are entitled to thirty-

seven (37) weeks of parental leave or thirty-five (35) weeks if the employee has also 
taken pregnancy leave. 

  
 g)  Adoptive parents are entitled to parental leave in accordance with the ESA, 

Ontario as amended. 
  
 h)  An employee who has taken pregnancy leave must begin her parental leave as 

soon as her pregnancy leave ends. 
  
 i)  Employees who experience a miscarriage or stillbirth prior to 20 weeks gestation 

may be eligible for short-term sick leave coverage.  A stillbirth or miscarriage after 20 
weeks is eligible, per the ESA, Ontario as amended for pregnancy leave. 

  
 
 

14.03 BENEFITS AND WAGES FOR PREGNANCY/PARENTAL/ADOPTION LEAVE 
  
 a)  Employees on pregnancy or parental leave shall continue to take part in all 

Employer benefit plans in accordance with the terms of the carrier of the benefit plan 
unless the employee informs the Employer in writing that the employee will not 
continue to pay his or her share of the premiums, if any. 

  
 b)  Vacation entitlement and seniority shall continue to accrue for employees on 

pregnancy and parental leave.  Vacation pay shall be based on actual earnings. 
  
 c)  Employees may take vacation immediately before or after a pregnancy or 

parental leave. 
  
 d)  Group insurance benefits required because of a disabling medical condition 

directly attributable to pregnancy shall be granted to qualified employees under the 
same conditions as these benefits are granted to other disabled employees. 

  
 e)  Upon return to work, an employee shall be reinstated to their former classification 

and shall receive benefits or wages that accrued during their leave as per the ESA, 
Ontario as amended. 
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ARTICLE 15 - RATE OF PAY 
  
 See Appendix A attached for the Salary Grids. 
  
15.01 Each new employee shall, at the time of hiring, receive a letter stating salary and 

classification.  The Union shall receive a copy of this letter and also be advised, in 
writing, of the years of experience credited and academic qualifications used to 
calculate the employee’s placement on this grid. 

  
15.02 Criteria for placement on the salary grids does not constitute the minimum academic 

qualifications for any position. 
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ARTICLE 16 - PAID HOLIDAYS 
  
16.01 The following paid holidays shall be granted to each eligible active employee, subject 

to the provisions set out herein: 
  
 New Year's Day  Civic Holiday 

Good Friday  Labour Day 
Easter Monday  Thanksgiving Day 
Victoria Day  Christmas Day 
Canada Day  Boxing Day 

  
 Three (3) additional paid holidays. 
  
 The Employer and Union agree that these three (3) additional days shall be reserved 

for the Christmas office closure between Christmas and New Year’s Day. 
  
16.02 Where any of the above holidays fall on a Saturday or Sunday, another day shall be 

designated by the Employer as a holiday in lieu of the holiday falling on these days.  
The Employer shall notify the Union thirty (30) days in advance of the day 
designated as the holiday. 

  
16.03 Eligible employees shall receive their regular daily pay at their basic rate for each 

paid holidays, but not more than seven (7) hours per public holiday.   
  
 Part time employees shall be entitled to pro-rated public holiday pay using the 

previous four (4) weeks total hours divided by twenty (20).  Employees shall receive 
their regular rate of hourly pay for the public holiday pay. 

  
16.04 To be eligible for holiday pay, an employee must work a full scheduled workday 

immediately preceding and a full scheduled work day immediately following such 
holiday. 

  
16.05 No employee who is off work due to a non-work related accident or illness, or on 

unpaid leave of absence, Worker's Compensation or layoff, shall be entitled to pay 
for any paid holiday occurring within the period of such illness or accident, leave of 
absence, Worker's Compensation or layoff. 

  
16.06 a) Where the paid holiday occurs in the period in which the employee is on a 

scheduled vacation, or on a scheduled day off, the employee shall receive a 
day off in lieu at a time to be determined by the Employer. 

  
 b) Time off shall be granted at times to be determined by the Employer which 

shall be consistent with the efficient operation of the Employer.  Subject to the 
discretion of the Executive Director, seniority shall be considered in deciding 
upon conflicting requests for such time off. 

  
16.07 An Employee, other than an Employee on "extra-duty", required to work on a paid 

holiday shall be allowed compensating time off as per article 16:06 (b).  Such time off 
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shall not be unreasonably denied or withheld. 
  
16.08 Employees who are eligible for paid holidays and who wish to observe religious 

holidays will be approved for leave.  The eligible employee may choose to have a 
paid holiday, substituted to be used to observe up to three (3) religious holidays.  If a 
statutory holiday is substituted, the day so substituted becomes the statutory holiday 
under the Employment Standards Act.  In addition, the employee may also choose to 
use unused vacation or compensatory time to observe religious holidays.  Such 
request shall be made in writing to the employee’s Human Resource Department, 
four (4) weeks prior to the date of the religious observance 



Page 36 

 

ARTICLE 17 - VACATION 
  
17.01 Vacation with pay for active part-time and job-share employees shall be paid in 

accordance with the Employment Standards Act Ontario as amended,  or shall be 
pro rated as per the appropriate schedule outlined in 17:02 according to the number 
of days worked, whichever is the greater, but not both. 

  
17.02 Vacation with pay for active full time regular employees shall be granted on the basis 

of length of continuous service as an active full-time regular employee of the 
Employer as follows: 

  
 Service Vacation Entitlement Vacation Pay 
    
 After one year of continuous service 20 days 8% 
 After five years of continuous 

service 
25 days 10% 

 After ten years of continuous 
service 

30 days 12% 

  
 An employee will be entitled to one (1) extra week’s salary, during each of the 

employee’s 15th, 20th, 25th, and 30th anniversary year. 
  
 Vacation pay shall be calculated at the applicable percentage of wages (excluding 

vacation pay) earned by the employee during the twelve (12) month period for which 
the vacation is given. 

  
 Vacation entitlement is the time-off employees are allowed.  Vacation pay is defined 

as the amount of money employees receive for vacation pay.  Vacation pay is pro-
rated based on the employee’s earnings during the past year.  Vacation entitlement 
is not affected by time-off from work. 

  
17.03 Vacation entitlement shall be calculated as of the employee's anniversary date. 
  
17.04 Vacation shall be granted at times to be determined by the Employer and shall be 

consistent with the efficient operation of the Employer.  Vacation time shall be 
planned in week increments, however, with agreement of the employee and 
Employer, a portion of vacation time may be taken in daily increments.  Subject to 
the discretion of the Executive Director, seniority shall be considered in deciding 
upon conflicting requests for vacation. 

  
17.05 If the employee has taken the vacation entitlement and terminates employment prior 

to the completion of the required year of service to the anniversary date of 
employment, any vacation pay advanced will be adjusted and returned to the 
Employer. 

  
17.06 Vacation shall not be cumulative from year to year, and employees with more than 

one (1) year of service shall not draw pay in lieu of vacation credits, except under 
special circumstances which must be authorized by the Employer.   In exceptional 
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circumstances, an employee may be permitted to carry over a maximum of two (2) 
weeks vacation credit to the following year. 

  
17.07 In the event an employee is ill for more than three (3) days  during a scheduled 

vacation period, and on providing the Employer with a medical certificate, the 
scheduled vacation days will be considered sick days upon request of the employee.  
These sick days may be rescheduled as vacation days as approved by the 
supervisor.  Such days shall not be unreasonably denied or withheld. 

  
17.08 Employees on long term absences (LTD, pregnancy and parental, Leave of 

Absences) may at the Employer’s discretion have their vacation and compensatory 
time paid out.  

  
17.09 Employees who are on scheduled vacation leave and are required by the Employer 

to work during their vacation (called in) shall receive 1.5 x their regular rate of pay for 
each hour worked during their vacation. 
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ARTICLE 18 - SICK LEAVES 
18.01 SICK DAYS: 

 
a) An employee who is unable to work because of illness shall notify their 

immediate supervisor prior to the commencement of the employee’s normal 
working day and shall advise the supervisor of the expected date of return to 
work. 

 
b) Employees who are absent five  (5) consecutive work days on sick day leave 

shall be required to provide a medical certificate prepared and completed by a 
doctor confirming the sick leave and including any modified duties if required, or 
confirming their ability to resume their job responsibilities.  

 
c) Cost for the medical note shall be borne by the Employer. 
 
d) Employees who are ill during their scheduled vacation time off shall refer to 

Article 17 vacation.  
  
18.02 SHORT TERM DISABILITY 
  
 a) The Employer reserves the right to change carriers at anytime so long as 

equivalent benefits are provided. 
  
 b) Employees are eligible for the following provided the carrier approves the claim. 
   
 Length of Continuous 

Service 
Short Term Disability Benefit 

   
 Less than 3 months 66 2/3% of regular wage for 15 weeks 
 3 months but less than 1 

year 
100% of regular wage for 2 weeks; 66 2/3% of income 
for 13 weeks 

 1 year but less than 2 
years 

100% of regular wage for 4 weeks; 66 2/3% of income 
for 11 weeks 

 2 years but less than 3 
years 

100% of regular wage for 6 weeks; 66 2/3% of income 
for 9 weeks 

 3 years but less than 4 
years 

100% of f regular wage or 8 weeks; 66 2/3% of income 
for 7 weeks 

 4 years but less than 5 
years 

100% of regular wage for 10 weeks; 66 2/3% of income 
for 5 weeks 

 5 years and over 100% of regular wage for 15 weeks 
  
 c) Income for hourly rated full-time regular employees shall be calculated on the 

basis of thirty-five (35) hours per week paid at regular straight time.  Part-time 
and job-share employees will have their income calculated on a pro-rated basis 
specified to their hours of work. 

  
 d) Income for full-time, part-time and job share regular salaried employees shall be 

calculated by dividing fifty-two (52) into their annual salary.  One (1) day's 
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earnings shall be calculated by dividing five (5) into one (1) week's salary. 
  
 e) In the event of an extended illness or injury, the Employer agrees to provide the 

Employee with an up to date description of the duties to be performed, for a 
functional abilities assessment where applicable. 

  
 f) Costs for the medical certificate and/or functional abilities assessment are to be 

borne by the Employer. 
  
18.03 LONG TERM DISABILITY: 
  
 a) The Employer reserves the right to change carriers at anytime so long as 

equivalent benefits are provided. 
  
 b) Effective July 1, 2000, the plan provides to qualified full-time, part-time and job 

share regular employees a monthly income equal to seventy percent (70%) of 
normal monthly earnings in effect immediately prior to the disability up to a 
maximum of three thousand dollars ($3,000) per month. 

  
  c) The benefits of this plan shall commence on the ninetieth (90th) day after total 

disability commences and are payable to age sixty-five (65) or to recovery, 
whichever occurs first. 

  
 d) Any benefits which are payable under this policy shall be reduced by the amount 

which an employee receives under the Worker's Compensation Act or similar 
legislation, any federal, provincial, or municipal government plan, or any group 
insurance, retirement or pension plan in force within the Province. 

  
18.04 Staff returning to work from Long Term Disability should give as much written notice 

as possible with a minimum of two weeks to their Manager, or Executive Director or 
Executive Director Designate, before returning to work. 

  
18.05 WORKPLACE SAFETY AND INSURANCE BOARD LEAVE: 

 
a) In the event an employee is injured during the performance of the employee’s 

duties, the Employer shall continue to pay the injured employee until they are in 
receipt of Workers’ Safety Insurance Board (WSIB).  The injured employee will 
ensure that all monies advanced by the Employer prior to receiving WSIB will be 
repaid in full upon receipt of WSIB. 
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ARTICLE 19 – HEALTH BENEFITS 
  
19.01 Any dispute as to entitlement to benefits under the plans provided is between the 

employee and the insurer.  The Employer agrees to use its best efforts on behalf of 
an employee where there is a dispute. 

  
19.02 The Employer reserves the right to change carriers at anytime so long as equivalent 

benefits are provided. 
  
19.03 Benefits shall be subject to the terms, conditions and regulations of the governing 

master insurance plan or policy. Details of benefit coverage are detailed in the 
Schedule of Benefits. 

  
19.04 Employee Assistance Program – as per terms and conditions of the policy. 
  
19.05 Life Insurance 

 
Subject to the terms, conditions and regulations of the governing insurance plan or 
policy, the Employer shall provide group life insurance coverage equivalent to the 
annual salary for all eligible full-time, part-time and job-share regular employees.  
The Employer shall pay 100% of the premium cost.  If employees wish to insure 
dependants, the cost shall be paid 100% by the employee. 

  
19.06 a) With the exception of pregnancy or parental leave, which benefits are legislated 

as per Article 14, all benefits shall terminate the month following the month of a 
layoff or one (1) month after the commencement of an unpaid leave of absence.  
However, an employee can maintain coverage by paying 100% of the applicable 
premiums prior to the layoff or leave of absence, subject to the terms and 
conditions of the carrier. 

  
 b) The continuation of benefits for an employee on pregnancy or parental leave will 

be as per the Employment Standards Act, Ontario as amended and WSIB. 
  
19.07 The Employer shall continue to pay its share of premiums for insurance outlined in 

this Article for twelve (12) months in the event of compensable or non-compensable 
illness or accident. 
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ARTICLE 20 - TRAVEL ALLOWANCE 
  
20.01 Employees covered by this Agreement who are designated to operate a privately 

owned automobile in the course of their employment, shall be required to carry at 
least two million dollars ($2,000,000) inclusive Public Liability and Property Damage 
Insurance as well as a "business use" clause, and a valid Ontario Driver's Licence, 
which shall be confirmed to the Executive Director annually, by providing the 
Employer with a copy of the employee’s insurance policy and license. 

  
20.02 Employees who are required to operate a privately owned automobile in the course 

of their employment shall be entitled to the following annual travel allowance for all 
authorized kilometres driven: 

i. All kilometres driven will be reimbursed at the rate of: 
 current July 1, 2008 July 1, 2009 
0-4000 km .40 .42 .44 
4001 + .35 .37 .39 

 
ii. Two hundred and fifty dollars ($250) per annum per employee (non-

refundable). 
iii. Canadian Automobile Association Basic (CAA) Membership. 
iv. Automobile interiors that have been soiled or damaged beyond normal wear 

and tear by clients will be cleaned or repaired; 
v. Freak accidents or vandalism not covered by insurance will be considered 

by the Employer; 
vi. Insurance deductible costs to a maximum of $500 for car accidents will be 

reimbursed by the Employer upon proof of insurance payment for the claim. 
vii. Towing costs while on duty may be covered if circumstances warrant. 

  
20.03 Travel allowance applies from the employee’s work site to their next work site and 

return. Travel allowance does not apply from an employee's place of residence to the 
office and return, nor does travel allowance apply for any miles not actually travelled. 
Employees who begin their day or end their day at a worksite not normally the office 
shall begin to count mileage from the first place of CAS business or from the CAS 
office, whichever is closer to the employee’s home. 
The employee stops counting mileage at the last place of CAS business or at the 
CAS office, whichever is closer to the employee’s home. 

  
20.04 Eligible contract and eligible temporary Employees shall receive the travel allowance 

pro rated to the duration of their respective contracts.  Any partial months of service 
shall be rounded up to the next month. 

  

20.05 For out of county travel, rental cars may be used.  For out of county trips exceeding 
500 kilometres, rental cars are required.  The Society will not reimburse mileage for 
personal vehicles above 500 kilometres per day. Employees are advised to rent cars 
to avoid assumption of personal cost for unpaid mileage.  Rental cars are to be 
arranged through the Society’s preferred vendor. 

20.06 Employees shall be reimbursed for five (5) dollars incidentals and any legitimate 
parking expenses on submission of parking receipts. 
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ARTICLE 21 - CELL PHONES 
  
21.01 Employees covered by this Agreement who are designated to operate a privately 

owned automobile in the course of their employment, shall be required to own a cell 
phone which must  operate during working hours  

  
21.02 The Employer will reimburse for business use the following monthly rates provided 

an employee has worked during those months: 
 

a. $32.50 per month upon ratification; 
b. $35.00 per month beginning April 2008; 
c. $37.50 per month beginning April 2009. 

  
21.03 The Employer shall contribute $25.00 towards the purchase of hands-free cell phone 

equipment on a one time only basis upon receiving proof of purchase by the 
employee. 
 
Once each year, employees who claim cell phone reimbursement shall provide the 
Employer with a copy of their cell phone bill or their prepaid invoice.  Employees 
agree to carry their phone for business use if claiming the monthly cell phone 
reimbursement.   
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ARTICLE 22 – MEAL ALLOWANCE 
 
22.01 MEAL ALLOWANCE 
  
 a) Meals are compensable when: 

i. an employee is required to continue working three (3) hours beyond their 
normally scheduled work day; 

ii. an employee is required to be in attendance at meetings or training out of 
County, or with supervisory approval, meetings regarding Society business 
that occur over a meal period will also be covered. 

  
  Breakfast $12.00 Lunch $14.00 Dinner $24.00 
  
 b) Meal reimbursement occurs upon monthly presentation of receipts for eligible 

meals. 
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ARTICLE 23 - HEALTH & SAFETY 
  
23.01 The Employer and the Union agree that they mutually desire to maintain standards 

of Health and Safety in the Employer in order to prevent accidents, injury and illness 
of Employees. The Employer and the Union agree to establish a Joint Health and 
Safety Committee in accordance with the Occupational Health and Safety Act R.S.O 
1990 as amended and its regulations established  

  
23.02 In the event that the Occupational Health and Safety Act or its regulations are 

amended such that Joint Health and Safety Committees are no longer required, the 
Employer agrees to establish and operate a Joint Health and Safety Committee in 
accordance with its policies and procedures. The Employer further agrees to consult 
with the Union prior to any changes in a Joint Health and Safety Committee Policy. 

  
23.03 The Employer and Union agree that Health and Safety is a complex matter 

addressed through a number of mechanisms.  The Employer and Union further 
agree that a clear comprehensive and systematic approach to all Health and Safety 
matters is essential to staff. 

  
23.04 a) A joint health and safety committee shall be established with a minimum of two 

(2) union members chosen by the Union. 
  
 b) The joint health and safety committee will meet every three (3) months or more 

frequently if mutually agreed upon, to enquire into practices and to inspect 
premises. 

  
 c) The powers of this committee shall be as outlined in the Occupational Health 

and Safety Act. 
  
 d) Members of the committee shall be paid at their regular rate of pay for all time 

spent in accordance with the provisions of the Act. 
  
 e) The Joint Health and Safety Manual and the Occupational Act shall be available 

to all staff and references to the location shall be provided to staff on a regular 
basis. 

  
 f) Procedures for refusing hazardous work are governed by and included in the 

Occupational Health and Safety Act and will be referenced in the revisions to the 
Society’s Joint Health and Safety manual. 

  
23.05 Subject to Ministry standards, in a situation where a worker is assaulted in the 

course of duty, the employee shall inform the Employer before laying a charge 
hereunder. 
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ARTICLE 24 - ALLEGATIONS AGAINST  
EMPLOYEES MADE BY MEMBERS OF THE PUBLIC 

  
 PREAMBLE 

 
The Employer recognizes the potential for allegations being made by members of 
the public towards its employees and recognizes the need to protect its employees 
against malicious allegations.  The Employer further recognizes the need to ensure 
its employees fair treatment, an impartial and thorough review of the circumstances 
leading up to the complaint or allegation, and support through any investigative 
process. The employee has the right of Union representation at all times. 

  
24.01 The Employer, in all cases, will approach any complaint or allegation under the 

presumption that the employee is innocent until otherwise proven guilty.  In 
recognition therein, an employee's reaction to an allegation or an investigation, or the 
employee's refusal to speak to the allegation without legal or union representation 
will not be interpreted as an indicator of guilt or inability to fulfil the employee's 
responsibilities while in the employ of the Employer. 

  
 STEP 1 
  
 a) Where it comes to the attention of the Employer that an employee is alleged to 

have committed an act of professional misconduct, or an act which may be 
construed as criminal in nature, the Employer will, forthwith, determine the 
nature and seriousness of the complaint or allegation, the credibility on which the 
complaint is based and whether a resolution can occur in-house or whether a 
formal investigation is required. 

  
 b) Should the determination be that the allegation can be dealt with in-house, then 

Step 2 will be taken by the Employer. 
  
 c) Should the situation be one that cannot be dealt with in-house, the Employer 

shall deal with the situation as outlined in Step 3. 
  
 STEP 2 
  
 Having determined a complaint does exist towards an employee and that such a 

complaint is not one construed as criminal in nature, the Executive Director will: 
  
 a) Review the information with the employee and the employee's agent, should the 

employee wish to have an agent present, within three (3) working days of first 
receiving the complaint. 

  
 b) At the conclusion of that meeting, make a decision as to whether the complaint 

will be addressed through the Society's service complaint procedure or that a 
further in-house investigation, conducted by a supervisor in the employ of the 
Employer, other than the employee's supervisor, or by a professional outside the 
Society deemed competent and acceptable by both parties, is required. 
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 c) Advise the employee of the possible outcome of the above investigative 

procedures, as listed in Step 4. 
  
 d) In any event, the above process will be completed and the results communicated 

verbally, and in writing, to the employee and the employee's agent within ten 
(10) working days of first receiving the complaint. 

  
 STEP 3 
  
 Having determined that an allegation exists towards an employee, or if a civil suit 

ensues, which suggest a criminal act occurred while in the performance of the 
employee's duties, the Employer shall: 

  
 a) Advise the employee of the complaint and of the employee's right not to say 

anything until the employee has discussed the situation with their agent. 
  
 b) The Employer shall inform the employee of the employee's right to obtain legal 

representation and that the cost of such representation will be paid through the 
insurance policy carried by the Employer to cover legal cost where criminal 
allegations have been made.  Such payments are subject to the terms and 
conditions of said policy and will be binding on all claims.  The ten percent (10%) 
portion which is not covered by the said insurance policy will be covered by the 
Employer upon a finding of not guilty. 

  
 (1) In the event legal counsel is obtained by the employee, the initial deposit for 

such legal counsel will be borne by the Employer up-front as follows: 
 

(i) A financial advancement equal to the net sum of dollars regularly paid to 
the employee in (1) one paycheque. 

 
(ii) This advancement will be made by the Employer at the time of request 

by the employee. 
 
(iii) The Employer shall disburse this advancement directly to the 

employee's solicitor. 
  
 (2) In the event the employee is exonerated of the allegation the employee is 

not liable to pay the advancement back to the Employer.  In the event there 
is a refund of the dollars used for the advancement, such dollars will be 
given directly back to the Employer. 

  
 (3) In the event the employee is charged and subsequently found guilty of a 

criminal offence the advancement given to the employee's solicitor will be 
paid back to the Employer by the employee.  Should the employee be 
discharged as a result of that finding of guilt, said reimbursement will occur 
through a reduction in the amount of the employee's severance payment by 
the actual number of dollars advanced by the Employer. 

  
 c) Advise the employee of the employee's right to take a compensatory leave with 

pay, up to an accumulated maximum of eight (8) weeks, should the employee 
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feel such time off is needed. 
  
 d) Advise the employee that the investigation will be conducted through standard 

investigative procedures.  In the event the allegation is one of child abuse, the 
employee will be advised the investigation conducted will be consistent with 
provincial standards for child abuse investigations and coordinated by the 
Executive Director.  The employee will also be advised that the investigation 
shall be conducted by a professional deemed competent and acceptable by both 
parties. 

  
 e) Advise the employee of the estimated length of time the investigative process 

will take and that this process will be concluded as expeditiously as possible. 
  
 f)Advise the employee that all documentation made during the investigative process 

will be kept in a confidential file in the Executive Director's office and will not form 
part of the employee's personnel record unless the results of said process 
concludes an act has indeed occurred resulting in the need for disciplinary action 
towards the employee. 

  
 g) Advising the employee of the results of the investigative process will be: 
  
 (1) verbally communicated to the employee and the employee's agent within two 

(2) working days. 
  
 (2) a written report of the results will also be sent to the employee and the 

employee's agent along with a copy sent to the employee's supervisor, within 
three (3) working days following the verbal communication. 

  
 h) Advise the employee of the possible outcome of the investigative process, as 

listed under Step 4. 
  
 STEP 4 
  
 Following the conclusion of the criminal investigative process, the following 

outcomes are possible responses to the conclusions drawn from the investigation: 
  
 a) The employee is exonerated and no disciplinary action is required. 
  
 b) The employee is notified that future complaints may result in disciplinary action. 
  
 c) The facts of the case warrant an internal review of the situation, with the possible 

outcomes as listed in Step 4, items #a, #b, #d, #, #f. 
  
 d) Disciplinary action, consistent with the Employer's policy on progressive 

discipline, will be required, although employment will continue. 
  
 e) The employee is suspended with pay pending a further review of the situation by 

the Employer. 
  
 f) The employee is discharged. 
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ARTICLE 25 - STRIKES & LOCKOUTS 
  
25.01 In view of the orderly procedures established by this Agreement for the settling of 

disputes and the handling of grievances, the Union and its members agree that, 
during the life of this Agreement, there will be no strike, interruption, slowdown or 
stoppage of work either complete or partial or any other interference which will halt, 
disrupt, limit or interfere with normal service of work. 

  
25.02 The Employer agrees that there will be no lockout of employees during the life of this 

Agreement. 
  
25.03 The Union, by one of its local officers, shall repudiate any strike or other concerted 

cessation of work whatsoever by any group or number of employees which takes 
place contrary to the provisions of the Agreement, shall request the employees 
concerned to immediately return to work, and shall declare that any picket line set up 
in connection therewith is illegal and not binding on members of the Union.  The 
repudiation and declaration shall be communicated to the Employer and the 
membership in writing as soon as possible, but no later than twenty-four (24) hours 
after the cessation or limitation of work by the employees, or the forming of the picket 
line respectively. 

  
25.04 The Union agrees that it will not involve any member of the bargaining unit in any 

dispute, which may arise between the Employer and non-union employees of the 
Employer. 

  
25.05 Essential Service 
  
 In the event of a strike, the Employer shall provide child protection services in 

accordance with the provisions of the Labour Relations Act (1992) as amended from 
time to time. 

  
 It is agreed that the president of the local shall not be a replacement service 

provider. 
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ARTICLE 26 - DURATION 
  
26.01 This Agreement shall be effective April 1, 2007 and continue in full force and effect 

up to and including March 31, 2010 and from year to year thereafter, unless within 
the period of ninety (90) days prior to the expiry date, either party gives to the other 
party written notice of termination of this Agreement. 

  
 a)  Amendments may be requested by either party, in writing, during the period of 

this Agreement.  In the event such a request is made, a meeting between the parties 
will occur within fifteen (15) working days and discussions on the issue(s) which 
gave cause to the request for the contract to be opened will occur. 

  
 Signed this ____________________day of _______________, 2007 
  
    
    
 For the Employer  For the Union 
    
    
    
 For the Employer  For the Union 
    
    
    
 For the Employer  For the Union 
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APPENDIX A 
The Children's Aid Society of Owen Sound and the County of Grey   

Salary Grids April 1, 2007 – March 31, 2010 
Salary Grid Increases effective July 1, 2007, July 1, 2008 and July 1, 2009   

Direct Service Positions   
          
 Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Positions  

Classification 1          
3% July 2007 25591 27190 28790 30389 31988     
3% July 2008 26359 28006 29653 31301 32948     
3% July 2009 27149 28846 30543 32240 33937     
          

Classification 2          
3% July 2007 32154 33803 35538 37365 39288 41313    
3% July 2008 33119 34817 36604 38486 40467 42552    
3% July 2009 34112 35862 37702 39640 41681 43829    
          

Classification 3          

3% July 2007 37510 38767 41356 43423 45592 47872  
Family Resource 
Worker 

3% July 2008 38636 39930 42597 44726 46960 49309  
Volunteer 
Coordinator 

3% July 2009 39795 41128 43874 46068 48368 50788    
          
Classification 4 

         

3% July 2007 39271 41294 43424 45665 48024 50508  
Full Time Duty 
Worker 

3% July 2008 40449 42533 44727 47035 49465 52024    
3% July 2009 41663 43809 46068 48446 50949 53584    
          
Classification 5* 

         
3% July 2007 49823 52080 54450 56940 59552 62295 65178 CPW  
3% July 2008 51317 53643 56084 58648 61339 64164 67133   
3% July 2009 52857 55252 57766 60407 63179 66089 69147   
         
*Placement on Salary Grid #5: 
 
Placement on the child protection salary grid will be by the following criteria: 
 
Step 1: Individuals holding a B.A. Degree and having no child protection experience considered applicable to the job for 

which the employee is hired, shall be placed at step 1. 
Step 2: Individuals holding a B.S.W. Degree and having no child protection experience considered applicable to the job for 

which the employee is hired, shall be placed at step 2. 
Step 3: Individuals holding an M.A. Degree and having no child protection experience considered applicable to the job for 

which the employee is hired, shall be placed at step 3. 
Step 4: Individuals holding an M.S.W. Degree and having no child protection experience considered applicable to the job for 

which the employee is hired, shall be placed at step 4. 
 
Individuals hired will receive one full year's credit for each full year of service with another Children's Aid Society and placed 
upon the salary scale accordingly. 
 
Individuals who have worked in a related environment to that of a Children's Aid Society shall be granted one half year of 
credit for each full year of service by the individual in that related environment. 
 
Back-up Duty Worker - $10.00 per hour 
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APPENDIX A 
 

 
The Children's Aid Society of Owen Sound and the County of Grey  

Salary Grids April 1, 2007 – March 31, 2010 
Salary Grid Increases effective July 1, 2007, July 1, 2008 and July 1, 2009  

Non Direct Service Positions  
         

 Step 
1 

Step 
2

Step 
3

Step 
4

Step 
5

Step 
6  Positions 

Classification 1         
3% July 2007 25591 27190 28790 30389 31988   Reception 
3% July 2008 26359 28006 29653 31301 32948    
3% July 2009 27149 28846 30543 32240 33937    
         
Classification 2         
3% July 2007 32154 33803 35538 37365 39288 41313  Drive Coordinator 
3% July 2008 33119 34817 36604 38486 40467 42552  Finance Clerk 
3% July 2009 34112 35862 37702 39640 41681 43829  Legal Assistant 

        
Administrative 
Assistant 

         
Classification 3         
3% July 2007 37510 38767 41356 43423 45592 47872  Statistician 
3% July 2008 38636 39930 42597 44726 46960 49309   
3% July 2009 39795 41128 43874 46068 48368 50788   
         
         
Individuals hired will receive one full year's credit for each full year of service with another Children's Aid 
Society and placed upon the salary scale accordingly. 
 
Individuals who have worked in a related environment to that of a Children's Aid Society shall be granted 
one half year of credit for each full year of service by the individual in that related environment. 
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APPENDIX B 
 

Letter of Understanding 
 

Between 
 

The Children’s Aid Society of Owen Sound and the County of Grey  
 

And 
 

The Canadian Union of Public Employees Local 2864 
 

Re: Performance Management – Progressive Discipline 
 

 
The Employer and the Union agree that it is a priority to formulate an effective performance 
management framework to include a revised integrated progressive discipline policy for the 
workplace. 
 
The Union and the Employer agree that a strength based approach to progressive discipline 
practice is part of a continuum which includes enhanced supervision models, ensuring 
matters of concern are identified and processed before they require formalized attention. 
 
The Employer and the Union agree that this policy will be developed by a working committee 
of the Labour Relations Committee, comprised of one Management and one Union member. 
 
Input will be sought, where necessary, from relevant personnel. 
 
The parties agree that the development of the policy shall be completed within one year of 
the date of ratification of the Collective Agreement. 
 
Opportunities for training and familiarization with the new policy for all employees will be 
outlined as a part of the formulation of said policy. 

 
 
 
Signed this _________ day of _____________, 2007. 
 

   

For the Employer  For the Union 

   

For the Employer  For the Union 

   

For the Employer  For the Union 
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Appendix C 
Letter of Understanding 

 
Between 

 
The Children's Aid Society  

of Owen Sound and the County of Grey 
 

and 
 

Canadian Union of Public Employees 
Local 2864 

 
Re:   Workload 

 
 
The Society and the Union are committed to maintaining a workplace that demonstrates a sincere and 
continuing interest in the individual and collective well being of all staff and recognizes the inherent 
worth of every employee. The Society recognizes that the issue of workload is of concern to 
bargaining unit members. As well the Society recognizes its responsibility to provide services through 
employees in accordance with the CFSA and in compliance with Ministry standards and regulations. It 
is also the responsibility of the Society to manage the resources allocated by the MCYS and to 
establish an effective infrastructure to facilitate the employee’s achievement of said standards. 
 
The Society and the Union acknowledge that workload can fluctuate and that worker capacity can be 
impacted by a number of complex factors. The parties agree that workload should be reviewed on an 
ongoing basis with a goal of equitable and reasonable distribution. The Society acknowledges the 
important role that the union plays on behalf of its members in participating in that ongoing review. 
 
Joint Workload Committee 
 
In recognition of the fact that workload is a serious concern to both parties, and because the factors 
impacting on workload pressures at any given point in time may vary, the parties agree to maintain a 
Joint Workload Committee. The Terms of Reference for that joint committee shall be developed and 
maintained by the Joint Workload Committee.   
 
 
CASE MANAGING STAFF 
 
Workload Ranges: 
 
As of April 1 2007, the following caseload ranges will be in effect for all direct client service positions: 
 

FUNCTION CASE RANGES TRIGGER FOR WORKLOAD REVIEW
INTAKE  7 – 12 10 
FAMILY SERVICE 15 – 20 18 
CIC – ADMISSIONS 10 – 14 12 
CIC SERVICE 17 - 21 19 
FOSTER CARE 25 – 30 28 
ADOPTION 25 - 30 28 
KIN SERVICE 25 – 30 28 
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Note 1. The numbers above reflect active cases only.  
 
Note 2. When caseload averages are at trigger point for more than one quarter and no changes in this 

pattern is anticipated, management will review staff complement and consider redeployment or 
the hiring of additional staff 

 
Note 3. For calculation purposes, the numbers in the above table do not reflect temporary coverage 

responsibilities. 
 
The Society undertakes to consider a variety of factors in an ongoing effort to effectively manage 
workload demands. These considerations may include but are not limited to: 

• Worker skill and experience 
• Number of cases before the court 
• Number of designated high risk cases 
• Amount of required travel to meet service needs of clients 
• Team coverage issues such as leaves vacation, prolonged illnesses, etc. 
• Case complexity 
• Other assignments such as internal committees or community projects 
• Introduction of new systems and technology 

 
NON CASE MANAGING STAFF 
 
Positions not funded based on volume, such as Family Resource Workers or administrative support 
staff will need to develop a different approach to workload management such as waiting lists or 
redistribution of tasks.  
 
The Society commits to ensuring regular and predictable supervision of all its employees. 
 
Assessment of Employee Workload: 
 
Step 1: The supervisor shall ensure that a caseload review will occur at each formal supervision 

meeting. An employee may request a workload review be conducted by their immediate 
Supervisor to address specific circumstances by making that request in writing outlining the 
issues of concern.  

 
Step 2: If not resolved, a meeting between the employee and the supervisor shall occur within five 

working days unless otherwise agreed to. The purpose of the meeting is to develop a plan to 
address the workload concerns and to generate solutions. The plan may involve actions to be 
undertaken by either party, and must be specific as to time frames. The minutes of all formal 
workload review meetings will be copied to the Union and to the Executive Director. 

 
It is understood and agreed that a request for a workload review will not be considered a negative 
factor in an employees performance review  
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This Letter of Understanding does not form part of the Collective Agreement and shall not be 
the subject matter of a grievance or arbitration. 
 
 
Signed this _________ day of _____________, 2007. 
 

   

For the Employer  For the Union 

   

For the Employer  For the Union 

   

For the Employer  For the Union 
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Appendix D 
Letter of Understanding 

 
Between 

 
The Children's Aid Society  

of Owen Sound and the County of Grey 
 

and 
 

Canadian Union of Public Employees 
Local 2864 

 
Re:   Workload Standards for Administrative Staff 

 
 
Workload management for administrative staff is addressed in a different manner than for 
case managing staff. Management will endeavour to develop workload standards for 
administrative staff. 
 
 
This Letter of Understanding does not form part of the Collective Agreement and shall not be 
the subject matter of a grievance or arbitration. 
 
 
Signed this _________ day of _____________, 2007. 
 

   

For the Employer  For the Union 

   

For the Employer  For the Union 

   

For the Employer  For the Union 

 



 



 

 


