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ARTICLE 1 - PURPOSE AND SCOPE

1.01

The Healthcare of Ontario Pension Plan (HOOPP) hereafter called 
“HOOPP” and HOOPP Employees Association hereafter called “the 
Association”, on behalf of the employees, share responsibility for 
maintaining a co-operative collective negotiation relationship.

1.02

It is a common objective of HOOPP and the Association to respect 
and maintain the integrity of the bargaining unit represented by the 
Association.  HOOPP does not guarantee jobs, and the Association 
recognizes that the evolution of the workforce is dynamic and always 
subject to change; however, HOOPP will cooperate with the Association 
to protect and preserve bargaining unit positions whenever possible, 
while fulfilling HOOPP’s Vision, Mission and Values in support of a 
financially secure future for HOOPP’s members.

ARTICLE 2 – RECOGNITION

2.01 Positions in Bargaining Unit

HOOPP recognizes the Association as the sole bargaining agent for all 
employees employed by HOOPP in Greater Metropolitan Toronto, save 
and except supervisors, analysts, senior specialists and above; those 
persons providing administrative support; staff in Office of President 
(CEO, CEO’s Executive Assistant, Legal Counsel, Legal Counsel’s Law 
Clerk and PMO) and in the Plan Operations (other than the Member 
Services and Imaging Services), Finance, Information Technology & 
Facilities Services, Investment Management, Human Resources and 
Strategic & Stakeholder Relations divisions; Temporary employees not 
performing bargaining unit work; employees working twenty-three 
(23) hours or less per week (may exceed 23 hours during training and 
extenuating circumstances with Association consultation) and students 
employed during the period May 1 to September 15.

2.02 Gender

For the purpose of interpretation, wherever used herein the feminine 
gender shall mean and include any gender assignment and similarly, the 
singular shall include the plural and vice versa, except where the context 
otherwise provides.
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ARTICLE 3 - DISCRIMINATION

3.01  Discrimination - Association Membership

HOOPP and the Association agree that there shall be no discrimination, 
interference, restraint or coercion exercised or practised with respect 
to any employee by reason of her membership or activity, or non-
membership or lack of activity in the Association.

3.02 Discrimination - Human Rights Code

HOOPP and the Association agree to uphold the provisions of 
the Ontario Human Rights Code and will cooperate to ensure that 
employment practices and procedures are consistent with the Code.

ARTICLE 4 - ASSOCIATION SECURITY

4.01  Dues Required 

Members of the Association shall pay Association dues and assessments 
as authorized by the Association Executive.

4.02 Association Dues

Association dues shall be deducted for each pay period, beginning with 
the pay period immediately following the member’s date of hire, or 
transfer into a bargaining unit position, or return from leave of absence.  
HOOPP shall remit the sum deducted to the Association President or 
designate, no later than the 10th day of the month following the end of 
the month in which the deduction was made.  HOOPP will provide with 
the remittance a record of the names of members from whom dues 
were deducted.

4.03 Dues from Date of Hire

All new employees, permanent and temporary, performing bargaining 
unit work in a bargaining unit position shall pay dues from date of hire.

4.04 HOOPP Responsibility for Dues

The Association shall save HOOPP harmless from any and all claims, 
which may be made by employees for amounts deducted from their pay 
as herein provided.

4.05 Association Security and Limitations on Contracting Out

(a)   Consistent with Article 1.02, HOOPP affirms that it will not assign 
to employees excluded from the bargaining unit, or contract out 
to non-employees, duties normally performed by employees in the 
bargaining unit if doing so may cause or result in:
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 i.       a layoff, failure to recall from layoff, or loss of seniority for any 
member of the bargaining unit, 

 ii.   a bargaining unit position not being filled, or 
 iii.   the loss of reasonable overtime opportunities to bargaining unit 

members willing and available to work.

(b)   In the event HOOPP does seek to contract-out any duties in a 
manner not inconsistent with paragraph (a), it will consult with the 
Association in advance to discuss any such contracting out with a 
view to determining whether the contracting-out may be avoided. 
In any event, any such contracting out will not last for a period of 
more than one year except by mutual agreement. 

(c)   The parties agree that this clause does not limit the parties’ past 
practice of  HOOPP assigning duties of the bargaining unit to non 
bargaining unit personnel, for a limited time only, where there is an 
unexpected need for bargaining unit work to be done on an urgent 
basis during the regular work day and all bargaining unit members 
are fully occupied.  

HOOPP shall notify the Association, whenever possible, prior to making 
such an assignment or as soon as possible thereafter.  

It is understood that when any such work lasts more than one day, 
it normally would give rise to overtime opportunities that should be 
offered to bargaining unit members, subject to the provisions set out in 
this Collective Agreement regarding overtime.

ARTICLE 5 - STRIKE AND LOCKOUT

5.01

There shall be no strikes or lockouts so long as this Agreement 
continues to operate.  The word “strike” and the word “lockout” shall 
have the meaning as set forth in the Labour Relations Act.

ARTICLE 6 - MANAGEMENT FUNCTIONS

6.01

The Association acknowledges that it is the exclusive function of 
HOOPP to:

(a)   generally manage and operate HOOPP in all respects in accordance 
with its obligations;
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(b)   hire, direct, classify, transfer, promote, demote, lay-off, suspend and 
discharge, or otherwise discipline employees for just cause provided 
that a claim of discriminatory classification, promotion, demotion or 
transfer or a claim that an employee has been unjustly discharged 
or disciplined may be the subject of a grievance and dealt with in 
accordance with the provisions of the grievance procedure.  The 
grounds for termination of a probationary employee are not subject 
to the criteria of cause but are based on management’s just, fair and 
reasonable assessment of the employee’s performance;

(c)    establish and enforce reasonable rules and regulations to be 
observed by employees, provided that they are not inconsistent 
with the provisions of this Agreement; and

(d)   maintain order, discipline, efficiency and communication.

6.02 

Failure by HOOPP to exercise any of its management rights shall not be 
considered as abandonment on any of such rights.

ARTICLE 7 – REPRESENTATION

7.01  Association Executive

HOOPP will recognize an Association Executive which shall consist 
of the President and additionally up to two (2) members upon the 
discretion of the Association President.  HOOPP shall not be required to 
maintain any member of the Association Executive on specific hours of 
work and shall be advised of the names of members of this Association 
Executive and notified of any changes made from time to time.  All 
members of the Association Executive shall be employees of HOOPP, 
who have actively worked with HOOPP for at least twelve (12) months. 

As far as possible all activities of the Association Executive will be 
carried on outside the regular working hours of the members thereof, 
unless otherwise mutually agreed, provided that such agreement shall 
not be unreasonably withheld by HOOPP.

7.02  Association Stewards

HOOPP agrees that member(s) of the Association Executive and/or 
Steward(s) will be given a reasonable time during the working day to 
handle grievances. The Association undertakes to advise HOOPP of 
the name of the designated Association Executive Member(s) and/or 
Steward(s). 
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7.03  Negotiating Committee 

It is mutually agreed that the Association has the right to elect or 
otherwise select a negotiating committee consisting of the President 
and any other additional representatives deemed necessary.

HOOPP will grant paid leave to up to three HOOPP members of the 
committee for the purpose of participating in negotiation meetings with 
HOOPP (including up to 2 preparation days) up to but not including 
conciliation

7.04  Executive - HOOPP Duties

Upon request of the Association President, HOOPP shall review the 
volume of work required of an individual member of the Association 
Executive, taking into consideration the time she is permitted to leave 
her normal HOOPP duties to attend to Association duties.

If, on such review, HOOPP considers that an adjustment of the volume 
of work required of such an individual is necessary, HOOPP will act 
accordingly.  In making such a decision HOOPP will not act in an 
arbitrary fashion.

7.05  Time Off for Association Duties

The Association Executive collectively shall be entitled to spend up to 
an average of twelve (12) hours per month away from normal duties to 
attend to Association business, in addition to time spent in negotiations, 
hearings or meetings requested by HOOPP.

7.06  Executive Seniority

HOOPP members of the Association Executive for purposes of lay-off 
will head HOOPP seniority lists and will be retained at work should they 
have the ability to do the available work.

7.07  Labour Education Premium

Labour education premium will be payable on January 15th of each year 
to the Association in the amount of $500.00 for training of Association 
Executive members by submitting an invoice on an annual basis.

7.08  Notification

Notification required under this Agreement shall be given promptly 
by email whenever practicable; otherwise, notification may be given 
orally (to be confirmed by email or letter) or in writing, as soon as 
possible, as circumstances dictate.  Any notification, payments or other 
communication from HOOPP to the Association shall be to the attention 
of the President or designate.
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ARTICLE 8 - LABOUR/MANAGEMENT CONSULTATION 

8.01  Working Relationship

HOOPP and the Employees Association agree to continue to develop 
the business partnership with the objective of achieving mutual goals.

8.02  Labour/Management Meetings

In order to foster a good working relationship, the parties agree to 
meet at the written request of either party at least once every three (3) 
months for the purpose of discussing issues relating to the workplace 
that affect the parties or any employee bound by this Agreement.  
Either party may submit agenda items; HOOPP will finalize an agenda 
and circulate it to meeting attendees at least 24 hours in advance of 
the meeting.  The attendees shall be the President and members of the 
Association Executive, the Human Resources representative(s), the Vice-
President of Client Services and the Senior Director of Member Services   
or designates.

By mutual agreement of the attendees, others may be invited to the 
meeting as guests.  HOOPP will take minutes and forward to the 
Association President for review within one week of the meeting 
unless otherwise agreed between the parties.  HOOPP will circulate the 
minutes to meeting attendees within one week of forwarding to the 
Association President.

8.03  Notification to Association

HOOPP agrees to notify the Association prior to communicating to 
members of:

(a)   Reassignment or change in role of an employee from bargaining 
unit to non-bargaining unit position or vice-versa;

(b)  Changes to policies affecting bargaining unit employees;

(c)   Changes to organizational structures affecting bargaining unit 
employees;

(d)   Extension or termination of contracts issued to temporary 
employees; and

(e)  Changes in status from temporary to non-temporary.

8.04  Health and Safety

HOOPP and the Association acknowledge a common concern for 
maintaining a healthy and safe working environment.
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Both parties agree to abide by the legislation as set out by the Province 
of Ontario and will ensure active participation of both parties on the 
Joint Health and Safety Committee.

ARTICLE 9 - GRIEVANCE PROCEDURE
[See Chart 1 – Complaint and Grievance Procedure (Chart at end)]

9.01  Commitment

The parties to this Agreement agree that it is of the utmost importance 
to address complaints and grievances as efficiently and effectively as 
possible.

9.02  Definition

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

9.03  Complaint Procedure

If an employee who has completed her probationary period has a 
complaint she shall discuss it with her manager within seven (7) 
business days of the circumstances giving rise to the complaint.  The 
manager or designate shall provide a verbal answer to the complaint 
within seven (7) business days following receipt of the complaint.

9.04  Complaint Procedure

No grievance shall be considered if it is filed more than seven (7) 
business days after the facts giving rise to the grievance became known 
to a grievor and the actions outlined in Article 9.03 have been carried 
out.

9.05 Grievance Procedure

Failing settlement of the complaint it may be taken up as a grievance 
in the following manner, it being understood that an employee has 
no grievance until she has first given her manager the opportunity of 
adjusting her complaint in accordance with Article 9.03 above. 

The Association President shall have an option to seek legal advice or 
opinion before proceeding to the next step of the Grievance Procedure. 
If the Association gives notice to HOOPP of its intention to seek advice, 
the time limits in this Article and in Article 10 shall automatically be 
suspended. HOOPP may thereafter give notice to the Association, in 
writing, that it wishes to reactivate the time limits in this Article or 
Article 10 as the case may be. The Association shall then have seven (7) 
business days (or such longer period as may be agreed between the 
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parties) from receipt of that notice to notify HOOPP whether or not it 
(and/or any affected employee) is proceeding with the grievance to the 
next step.

Step #1:
Within seven (7) business days of the decision received in Article 9.03, 
the employee shall submit the grievance in writing to her immediate 
manager and next level of management. It is understood that the 
employee may receive the assistance of her Association steward in 
submitting and discussing the grievance.  It is further understood that 
the grievance shall specify the nature of the grievance and, where 
possible, the article or articles of the Agreement allegedly violated 
and the remedy sought.  The next level of supervision shall provide 
her decision in writing within seven (7) business days of receipt of the 
grievance.  Failing settlement then;

Step #2:
Within seven (7) business days following the decision under Step #1, 
the Association may submit the grievance to the Director of Human 
Resources.  A meeting will be held within seven (7) business days 
of receipt of the written record and shall include the grievor, her 
HOOPP steward, management representative(s) and a chairperson 
from Human Resources who has not otherwise been involved in any 
previous attempts to negotiate or settle the grievance.  A member of 
the Association Executive and a representative of management shall 
be entitled to attend this meeting at the request of either party and a 
decision shall be provided by the chairperson within seven (7) business 
days of this meeting.  If the grievance is not otherwise resolved it may 
be submitted to arbitration as hereinafter provided.

9.06  Time Limits

If HOOPP and the Association fail to respond to the grievance within 
the time limits specified at any Step of the Grievance Procedure, 
the grievance may be submitted to the next Step of the grievance 
procedure.  It is understood and agreed, however, that at any Step of 
the grievance procedure the time limits may be extended by mutual 
agreement.

If a settlement is reached of a grievance or complaint during the 
grievance procedure, the parties will undertake best efforts to finalize 
and execute the settlement within fifteen (15) business days.

9.07  Policy Grievance

Any difference arising directly between HOOPP and the Association as 
to the interpretation, application, administration or alleged violation of 
this Agreement may be submitted in writing within fifteen (15) business 
days of the circumstances giving rise to the grievance at Step #2 of the 
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Grievance Procedure. The procedure provided thereby shall not include 
any matter upon which an employee would be individually entitled 
to grieve and it is not the intent of the parties to by-pass the regular 
grievance procedure for individual or group grievances.

9.08  Group Grievance

Where a number of employees have identical grievances and each 
would be entitled to grieve separately, having satisfied the requirements 
of Article 9.04, they may present a group grievance within fifteen (15) 
business days of the circumstances giving rise to the grievance.  The 
grievance shall then be treated as being at Step #2 of the Grievance 
Procedure.
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COMPLAINT AND GRIEVANCE PROCEDURE CHART
(NOTE:  All days refer to business days)

Incident 
occurs

An alleged violation of the Collective Agreement occurs.

Action Employee has seven (7) business days to voice 
complaint.

Action Manager has seven (7) business days to discuss incident 
with employee and provide a verbal reply.

IF UNRESOLVED:

STEP 1 Written Grievance – submitted to first level manager.

Action Employee has seven (7) business days to submit formal 
grievance.

Action Manager has seven (7) business days for a formal 
meeting and written reply - grievor, steward and 
manager meet to discuss grievance; manager provides 
written decision.

IF UNRESOLVED:

STEP 2 Written Grievance – submitted to the Director, Human 
Resources (or designate).

Action Employee has seven (7) business days to submit formal 
grievance.

Action Meeting with Representative of Human Resources within 
seven (7) business days – grievor, steward, an Association 
Executive member, management representative(s) and a 
chairperson from Human Resources (who has not been 
involved) meet to discuss grievance.

Action Chairperson from Human Resources has seven (7) 
business days to provide a written decision.

IF UNRESOLVED:

       The grievance may be submitted for Arbitration within 
fifteen (15) business days of receipt of written decision 
from the Director, Human Resources.
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ARTICLE 10 - ARBITRATION

10.01 Notification

(a)   When a grievance is not resolved at Step #2 of the Grievance 
Procedure and is subsequently submitted for Arbitration, 
notification of such action by the party requesting Arbitration must 
be received in writing within fifteen (15) business days of receipt of 
the written decision in Step #2.

(b)   The notification from the party requesting Arbitration shall suggest 
three names from the following list of Arbitrators (which list will be 
updated from time to time by mutual agreement of the parties), 
based at least in part on reasonable availability:  

• Sheri Price
• Eli Gedalof
• Matt Wilson
• Christine Schmidt
• Jesse Nyman

(c)   The recipient of the notification shall notify the requesting party in 
writing of the Arbitrator it selects from the three names suggested 
and will promptly send out a letter of invitation to said Arbitrator on 
behalf of both parties.

10.02 Grievance Must Be Completed

No matter may be submitted to Arbitration, which has not been 
properly carried through all previous steps of the Grievance Procedure.

10.03 Arbitration Fees

The fees and expenses of the Arbitrator shall be shared equally between 
the parties. 

10.04 Arbitrator Functions

The Arbitrator shall not be empowered to make any decision 
inconsistent with the provisions of this Agreement, nor shall the 
Arbitrator alter, modify or amend any part of this Agreement.  The 
Arbitrator may substitute such other penalty for discharge or discipline, 
as the Arbitrator deems just and reasonable under the circumstances.

10.05 Binding Decision

The decision of the Arbitrator shall be final and binding upon HOOPP 
and the Association as well as upon all employees affected.
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10.06 Time Limits

The time limits fixed in both the grievance and arbitration procedures 
may be extended by the mutual consent of the parties.

ARTICLE 11 - DISCIPLINE

11.01 Definition of Discipline

(a)   Formal Discipline

Formal discipline shall be recorded in a disciplinary letter, which 
may be a written warning, suspension, or discharge.  Disciplinary 
action shall not be taken with a Bargaining Unit employee based 
on hearsay alone.  Performance feedback shall not be considered 
formal discipline.

(b)  Progressive Discipline

HOOPP follows a system of progressive discipline with steps from 
verbal warning to discharge following a culminating incident. 
Steps may be omitted at the discretion of HOOPP (subject to the 
Association’s right to grieve) based on the severity of the infraction. 

11.02 Discharge or Suspension

(a)   A claim by a Bargaining Unit member (who has completed her 
probationary period) other than suspension or discharge, that she 
has been unjustly disciplined shall be treated as a grievance and 
taken up at Step #1, Article 9.05, if such grievance is submitted 
within five (5) business days of the employee being made aware of 
the discipline.

(b)   A claim by a Bargaining Unit member (who has completed her 
probationary period) that she has been unjustly suspended or 
discharged shall be treated as a grievance and taken up at Step #2, 
Article 9.05, if such grievance is submitted within ten (10) business 
days of the employee being made aware of the discipline.  

(c)   Such a special grievance may be settled by confirming HOOPP’s 
action in dismissing or suspending the employee, or by reinstating 
the employee with full compensation for time lost, or by other 
arrangements with the agreement of all parties to the grievance.

11.03 Notification to Association

Prior to issuing a disciplinary letter, HOOPP shall notify the Association 
President or her designate, and will provide the Association President or 
her designate with a copy of any disciplinary letter. 
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11.04 Association Representative

(a)   An employee shall be entitled to have a member of the Association 
Executive or Steward present at any formal disciplinary meeting. 
HOOPP will notify the employee and the Association of the purpose 
of the meeting prior to the start of the meeting.

(b)   An employee who is suspended or discharged shall be entitled to 
have a member of the Association Executive or Steward meet with 
her in a private interview prior to leaving HOOPP’s premises, unless 
there is an immediate and material issue about safety. 

(c)   Any offer of settlement HOOPP intends to make to an employee 
who is subject to discipline must be provided to the Association in 
advance of being presented to the employee. 

11.05 Disciplinary Documents

Both the employee and the Association are entitled to a copy of any 
disciplinary letter placed in that employee’s file.

Disciplinary letters will be removed from the employee’s personnel 
record after a period of twelve (12) months, provided such record is 
free of similar incidents for a consecutive period of twelve (12) months. 
Discipline pre-dating the 12 month “sunset” period shall not be relied on 
in support of future discipline, and may not be admitted at arbitration.

Notwithstanding the twelve (12) month “sunset” provision any discipline 
related to a breach of the Human Rights Code, or a serious breach of 
HOOPP’s Code of Conduct including sexual harassment, harassment and 
violence as defined by the Occupational Health & Safety Act, will remain 
in the employee record for an indefinite period.

11.06 Discipline Letter - Time Limit

A disciplinary letter shall not be issued or put in an employee’s file 
respecting any incident or event that has occurred and has been known 
for thirty (30) business days.  If, however, HOOPP feels an investigation 
is needed, the Association agrees to afford reasonable time for such 
investigation provided that a request is made in that respect prior to the 
expiration of the thirty (30) business days aforesaid.

11.07 Human Resources Records

A disciplinary letter shall not be issued or put in an employee’s file 
respecting any incident or event that has occurred and has been known 
for thirty (30) business days.  If, however, HOOPP feels an investigation 
is needed, the Association agrees to afford reasonable time for such 
investigation provided that a request is made in that respect prior to the 
expiration of the thirty (30) business days aforesaid. 
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ARTICLE 12 - SENIORITY

12.01 Probationary Period

All new bargaining unit employees shall be on probation for a period 
of one hundred and twenty (120) days worked in a twelve (12) month 
period.  Upon successful completion of such probationary period, the 
employee’s name shall be placed on the seniority list and her seniority 
date shall be one hundred and twenty (120) business days prior to the 
date she completed her probationary period.  The probationary period 
may be extended by mutual agreement of HOOPP and the Association. 

12.02 Temporary Vacancy

Employees hired to fill a temporary vacancy shall not acquire seniority 
and their release or discharge shall not be the subject of a grievance or 
of arbitration.

12.03 Seniority List

HOOPP agrees to provide the Association with a copy of the 
Association seniority list upon request.  HOOPP will provide a monthly 
list of hires, transfers, promotions, terminations and leaves of absence of 
bargaining unit members.

12.04 Loss of Seniority

An employee shall lose all seniority and her employment shall be 
deemed to be terminated if she:

(a) voluntarily leaves the employ of HOOPP;

(b) is discharged and is not reinstated through the Grievance Procedure;

(c) is laid off for a period of eighteen (18) months;

(d)  is absent from work without permission for three (3) consecutive 
business days unless a satisfactory reason is given by the employee;

(e)  fails to return to work upon termination of an authorized leave of 
absence or utilizes a leave of absence for purposes other than those 
for which the leave of absence may be granted, unless a satisfactory 
reason is given by the employee;

(f)   fails to accept the terms of a recall within two (2) business days and 
or fails to return to work within seven (7) business days after being 
recalled from a lay-off by notice sent by registered mail;

(g)  is absent due to disability, which absence continues for a period of 
two (2) years, except in HOOPP Liability Insurance cases where she 
fails to return to work after being removed from full benefits.
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ARTICLE 13 - LAY-OFF

13.01 Definition

For the purpose of clarity in this article:  a lay-off occurs when work 
within the bargaining unit is no longer available for a HOOPP employee 
or employees.

13.02 Notice and Severance

(a)  A HOOPP employee who has acquired seniority rights and who is 
“laid off” for a period of eight (8) weeks or more and is unable to 
exercise bumping rights according to Article 13.03, shall be given 
notice in writing in accordance with the Employment Standards Act 
as follows:

Less than one (1) year of 
service

One (1) week’s notice

One (1) year or more but 
less than three (3) years’ 
service

Two (2) weeks notice

Three (3) years or more 
but less than four (4) 
years’ service

Three (3) weeks notice

Four (4) years or more but 
less than five (5) years’ 
service

Four (4) weeks notice

Five (5) years or more 
but less than six (6) years’ 
service

Five (5) weeks notice

Six (6) years or more but 
less than seven (7) years’ 
service

Six (6) weeks notice

Seven (7) years or more 
but less than eight (8) 
years’ service

Seven (7) weeks notice

Eight (8) years or more 
service

Eight (8) weeks notice
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(b)  An employee who has acquired seniority rights and is “laid off” 
for a period of less than eight (8) weeks and is unable to exercise 
bumping rights according to Article 13.03, shall be given one (1) 
week’s notice in writing.  Such notice shall not be required if the 
lay-off occurs because of emergencies (for example, fire, Act of God, 
power failure or equipment breakdown).

(c)   Employees who are facing lay-off per Article 13.03 shall be given 
severance in accordance with Employment Standards Act.

(d)   In cases of lay-off, students, temporary employees and probationary 
employees will be the first released; following that, employees in 
the affected jobs, in reverse order of their seniority, shall be laid off 
provided that the retained employees have the ability and skills, in 
the judgement of HOOPP, to perform the work to be done.

(e)   No new employee shall be hired into a Bargaining Unit position 
until all those laid off have been given the opportunity to return to 
work and have failed to do so in accordance with Article 12.04 (f) or 
have been found unable to perform the work available per Article 
14.01(d).

(f)   In the event that a lay-off commences on the day immediately 
following a paid holiday, an employee otherwise qualified for holiday 
pay shall not be disentitled thereof solely because of the day on 
which the lay-off occurred.

13.03 Lay-off - Seniority & Bumping Schedule

(a)  An employee laid-off according to Article 13.01(a) shall have the right 
to exercise her seniority rights in the following manner:

 i)  displace an employee who has lesser seniority and who is the least 
senior or the next least senior employee within the same level;

 ii)  displace an employee with lesser seniority within the same level, 
in a position previously held by the displaced employee;

 iii)  displace an employee who has lesser seniority and who is the 
least senior or the next least senior employee in a lower level;

 iv)  displace an employee with lesser seniority in a lower level, in a 
position previously held by the displaced employee.

  In exercising one of the above options, the displaced employee will 
be provided an orientation period not to exceed ten (10) business 
days.
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(b)  An employee displaced under Article 13.03 (a), shall have the right of 
exercising seniority in the same manner.

(c)  If the displaced employee is unable to perform the duties of the 
chosen position following orientation, HOOPP will then assign the 
said employee to new duties subject to seniority.

(d)  In determining the ability of an employee to perform the work 
in a selected position HOOPP shall not act in an arbitrary or 
discriminatory manner.

(e)  Salary for an employee displaced under Section 13 will be 
administered as follows:

 i)  If the rate prior to the displacement is less than the maximum rate 
of the incoming level, the salary will progress according to the 
salary administration guidelines.

 ii)  If the rate prior to the displacement is equal to or greater than 
the maximum of the incoming level, the rate is frozen until the 
incoming range exceeds the current rate.

13.04 Address Change

It shall be the duty of the employee to notify HOOPP promptly of any 
change in address.  If an employee fails to do this HOOPP will not be 
responsible for failure of a notice sent by registered mail to reach such 
employee.

13.05 Lay-off Order

In the event of a lay-off of more than one employee at one time, the 
employees so affected shall be given the rights in Article 13.03 in 
sequential order of their seniority.

ARTICLE 14 - JOB POSTING

14.01  Procedure

(a)  i)  When vacancy occurs within the bargaining unit HOOPP will post 
a notice for a period of ten (10) consecutive business days.

 ii)  The notice shall contain a description of the job duties along with 
qualifications required and position level.

 iii)  Where appropriate, a test will be administered as soon as 
practicable.
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 iv)  Where applicable, it may be noted that an internal applicant is 
being considered.

(b)  All bargaining unit positions are to be posted internally.  All internal 
applicants must be considered and, if qualified, must be interviewed 
and deemed suitable or unsuitable for any available bargaining unit 
position.  Priority will be given to qualified bargaining unit applicants 
over external applicants.  Unsuccessful bargaining unit applicants 
will be given an opportunity to discuss their application with the 
hiring supervisor.

(c)    All employees who have completed a minimum of twelve (12) 
continuous months of active employment in their current position, 
may apply for the vacant position, provided they have demonstrated 
the required skills and ability and their performance to-date is 
deemed satisfactory. If no qualified employee applies, employees 
with less than twelve (12) continuous months of active employment 
in their current position may be considered on mutual agreement 
between HOOPP and the Association, prior to HOOPP conducting 
an external search.

(d) In filling the position the following factors shall be considered:

 i) demonstrated skill and ability to perform the work required; and

     ii) bargaining unit seniority.

Where, in the judgement of HOOPP, which shall not be exercised in an 
arbitrary or discriminatory manner, factors in (i) are relatively equal, 
seniority shall govern.

14.02  Position and Level

Employees awarded the position shall be paid as follows:

(a) if the position is in the same level, no pay increase will apply;

(b)  if the position is in a lesser level a pay change may occur due to the 
lesser level’s maximum;

    
(c)  if the position is in a higher level, then HR will review the employee’s 

skills, experience, and current base salary relative to the new salary 
range for the position, and recommend a new base salary if it is 
warranted. The new base salary will not be less than the minimum of 
the new salary range. 

14.03 Additional Resources 

HOOPP reserves the right to hire outside help or transfer or promote 
persons presently in the employ of HOOPP provided the applicants, 
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under Article 14.01(d) are not capable of performing the work required. 
Prior to taking any action referred to above, HOOPP will enter into 
consultation with the Association President or her designate.

14.04  Temporary Vacancies

(a)  A temporary vacancy not expected to exceed six (6) months, may 
be filled on a temporary basis and will not be posted.

(b)  If the position is in a higher level in the division, consideration, where 
possible, will be given in accordance with seniority.

(c)  A temporary vacancy expected to exceed six (6) months, may be 
filled on a temporary basis and will be posted. 

(d)  HOOPP may, without regard to seniority, temporarily transfer 
a member of the bargaining unit to another position within the 
bargaining unit.  Such transfers occurring because of fluctuating 
workload will not exceed twelve (12) months per employee.

(e)  If a selected candidate is unable to assume the position, the next 
most qualified applicant may be offered the position without re-
posting.

(f)  Employees filling temporarily vacant positions in (a), (b), (c) or (d) 
shall be paid as follows:

 i)  if the temporary position is in the same level, no pay increase will 
apply;

 ii)  if the temporary position is in a lesser level a pay change may 
occur due to the lesser level’s maximum;

 iii)  if the position is in a higher level, then HR will review the 
employee’s skills, experience, and current base salary relative to 
the new salary range for the position, and recommend a temporary 
base salary if it is warranted.  This temporary base salary will 
be in effect for the duration of the temporary assignment.  The 
temporary base salary will not be less than the minimum of the 
new salary range.

(g)  A temporary position will be determined to be a permanent 
position, and posted as such, within a period of twelve (12) months 
of uninterrupted performance, whether by one or more temporary 
employees.  A gap of less than three (3) months shall not constitute 
an interruption.  The determination will be made in accordance with 
HOOPP’s annual budgetary cycle, which is finalized in or about 
November of each year for the following year.
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14.05 Probation Period on Promotion

An employee transferring to a new job under the provision of the job 
posting system shall be on probation on the new job for a period of up 
to thirty (30) business days worked.  If, in the judgment of HOOPP, the 
employee cannot satisfactorily perform all the duties of her new job she 
shall be returned to her previous job or an equivalent job maintaining 
her previous rate and seniority.

14.06 Non-bargaining Unit Employees

Non-bargaining unit employees wishing to obtain a bargaining unit 
position must follow the posting procedure.  Time spent in job functions 
otherwise coming within the scope of the bargaining unit shall be 
credited for seniority purposes.

14.07 Temporary Personnel from Agencies

Temporary personnel from outside agencies shall not perform the 
duties of a bargaining unit position in HOOPP for a period greater than 
one hundred and twenty (120) days worked within twelve (12) months 
without the approval of the Association.

HOOPP will notify the Association in advance of the name, start dates 
and expected end dates of all temporary personnel contracts with 
agencies.

14.08 Accrual of Seniority

Seniority shall only be credited for time spent in the bargaining unit.  
In the event that an employee is temporarily transferred to a non-
bargaining unit position her seniority accrued during the time of such 
transfer shall not be credited to the employee for the purpose of 
determining seniority.

Any employee who leaves her position to fill a vacancy temporarily 
outside of the bargaining unit shall be entitled at her option to return to 
her previous position at any time within thirty (30) business days after 
leaving her position without loss of seniority in the bargaining unit.

ARTICLE 15 - SALARIES

15.01  Salary Schedule

(a)   HOOPP agrees to conduct a total cash compensation market survey 
to ensure that HOOPP total cash compensation for bargaining 
unit positions, i.e. base salary plus target incentive is in line with 
HOOPP’s compensation philosophy.
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(b)   HOOPP agrees to administer the existing Compensation Program 
which includes the Short Term Incentive Plan (STIP).

(c)   HOOPP agrees to inform the Association in advance of changes to 
the compensation program prior to implementation.

(d)   All Bargaining Unit positions, excluding temporary employees are 
eligible to participate in the STIP at the target incentive percentage 
associated with the respective Level.

(e)   Individual performance accounts for 75% of the STIP, while 
corporate performance accounts for 25% of the STIP.

(f)   As a part of HOOPP’s regular compensation review, salary ranges 
may change. HOOPP agrees to inform the Association in advance to 
implementation.

(g)   Salary range changes may or may not result in an increase to an 
employee’s base annual salary. Any salary change will occur at the 
time of HOOPP’s annual Performance Management Program (PMP).

15.02  Bilingual Premium

A bilingual designated position shall be paid a premium of 6% of base 
salary earned in a pay period.

ARTICLE 16 - PAY DAY

16.01

HOOPP agrees that wages shall be paid semi-monthly.  HOOPP will 
provide employees with an annual payroll schedule of bank deposit 
dates prior to the first pay of each year.
HOOPP agrees to inform the Association of changes in the system or 
mode of pay prior to implementation.

ARTICLE 17 - SUBSIDIZED MEALS

17.01 Overtime Meal Allowance

Those employees required to work at least two and one half (2 ½) 
hours of overtime in the evening or four (4) or more hours of overtime 
on weekends will be entitled to a meal allowance of twenty dollars 
($20.00) during the life of the Agreement.  On mutual agreement with 
the Association, HOOPP may provide a meal to all affected employees 
on an overtime shift in lieu of individual meal allowances.
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ARTICLE 18 - CONTINUATION OF CURRENT PRACTICES

18.01

HOOPP agrees to continue in full effect currently existing Human 
Resources Practices, for example, Educational Assistance program. 
HOOPP agrees to inform the Association in advance of changes in the 
current practices prior to implementation.

ARTICLE 19 – HOURS OF WORK AND OVERTIME

19.01  Hours of Work 

(a)   For the purposes of defining the day and week, the normal work 
week is Monday to Friday and the normal hours of work occur 
between 7:30 a.m. and 6:00 p.m. HOOPP, however, does not 
undertake to guarantee a minimum of hours in the day or days in 
the week that work will be available. Also, HOOPP reserves the right 
to alter the hours of work as business needs require or to meet the 
requirements of a specific position. HOOPP operates on the basis 
of variable work hours and will endeavour to continue to do so as 
business conditions permit. HOOPP agrees that changes in working 
hours will only occur upon mutual agreement of the parties and it is 
understood that where business needs require a change in working 
hours such agreement will not be unreasonably withheld.

(b)   The basis of the work day is a period of eight (8) hours each day.  
From this period comes a paid break of twenty (20) minutes and 
an unpaid lunch period of thirty (30) minutes.  The establishment 
of times for break and lunch periods is the responsibility of the 
respective section head. Employees who work in accordance with 
this schedule are considered to be full-time employees.

(c)   At the beginning of each period, the supervisor and the employee 
will review and determine a schedule for the new year.  It is 
understood that HOOPP’s business needs may require a change to 
the schedule at any time.  The change required will be discussed 
with the employee prior to implementation.

(d)   The lunch break shall be scheduled between 11:00 a.m. and 2:00 
p.m.  The paid break may be scheduled on mutual agreement 
between the supervisor and each employee in the morning, 
afternoon, split between both morning and afternoon, or added to 
the lunch period to create one fifty (50) minute lunch period. Such 
mutual agreement shall be for a reasonable period, subject to article 
19.01(c) above.
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19.02  Overtime

Overtime will be paid at the rate of one and one half (1½) times the 
employee’s basic rate for hours worked in excess of the thirty-seven and 
one half (37.5) hours of work per week inclusive of holidays, vacation, 
as defined in Article 19.01.  All work in excess of regular hours must be 
approved in advance by the supervisor and must be done in half hour 
increments.

19.03 Lieu Time

Overtime pay can be forfeited to be used as lieu time (time worked 
for time off) at the employee’s request.  At any point throughout the 
calendar year a maximum of thirty seven and one half (37½) hours of 
lieu time will be allowed to accumulate but must be taken by year end.  
Any lieu time banked, not used by year-end will be paid out at straight 
time.  All time in lieu must be approved in advance by the supervisor 
and must be done in quarter hour increments, which total a minimum of 
a half (½) hour in a day.

It is understood and agreed that any accumulated lieu time is 
not necessarily continuous; however, HOOPP will endeavour to 
accommodate the wishes of the employee with respect to the choice of 
dates and length of lieu time to be taken, subject to the right of HOOPP 
to operate its business in an efficient manner.

19.04 Weekend and Holiday Time

An employee required to work on a Saturday will be paid at one and one 
half (1½) times her basic hourly rate and if required to work on a Sunday 
will be paid at one and one half (1½) times her basic hourly rate. An 
employee required to work on a Paid Holiday will be paid at the rate of 
one and one half (1½) times her basic hourly rate.

Time in excess of seven and one half (7½) hours worked on a holiday will 
be paid at the rate of two (2) times the employee’s basic hourly rate.

19.05 Assigning Overtime

Where there are insufficient volunteers to work an overtime assignment, 
overtime and work on a holiday shall be assigned by HOOPP on 
the basis of inverse order of seniority provided those employees so 
designated have, in the opinion of HOOPP, the ability to perform the 
functions required.

HOOPP undertakes to attempt to accommodate the wishes of an 
employee to not take an overtime or weekend or holiday work 
assignment provided sufficient employees are available to assume the 
assignment.
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Bargaining Unit employees shall have priority where overtime is required 
for Bargaining Unit work.  Only in the event that there are insufficient 
bargaining unit employees available, will overtime be offered to non-
bargaining unit employees.

19.06 Work Life Balance Program (WLB Day)

HOOPP will provide one (1) day off for every two (2) months worked to 
a maximum of six (6) days per year for employees to attend to personal 
and family needs.  

Employees are required to pre-arrange their WLB day with their 
manager.

WLB days cannot be banked unless a special situation has been pre-
arranged with their manager (i.e. an employee is unable to use their 
WLB days due to work demands).

19.07 Absence from Work

It is recognized that employees sometimes need short leaves of absence 
without loss of pay at the beginning of the work day, during the work 
day, or at the end of the work day. Any such short leaves shall be with 
the prior permission of the supervisor, which permission shall not be 
unreasonably withheld, and subject to the following additional terms 
and conditions:

(a)   Personal affairs normally should be attended to outside of business 
hours.

(b)   For clarity, time off for personal affairs such as visits to professional 
offices (doctor, dentist, optometrist, psychologist, psychiatrist), for 
academic examinations and for family emergencies may occur with 
prior permission from the supervisor when reasonable efforts have 
been made by the employee to schedule appointments outside 
business hours.  Such time off will be unpaid leave if it exceeds 30 
minutes in duration, unless arrangements are made between the 
supervisor and employee to make up the lost time.

(c)   Discussions by an employee with a member of the Association 
Executive in respect of issues arising under the Collective 
Agreement, including disciplinary issues, are expected to occur 
before or after work or during authorized breaks, except in an 
emergency situation, or with the prior permission of the supervisor.  
In emergency situations when the employee has not secured the 
supervisor’s permission, the Association Executive member involved 
will notify the supervisor or HR Representative of the situation at 
the earliest opportunity by telephone and/or email.
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(d)   When prior permission from the supervisor is required in 
accordance with the provisions above, the supervisor will be 
reasonable on the one hand, and the employee will be cooperative 
on the other hand by minimizing disruption to business and by 
making up lost time if appropriate.

(e)   Time taken for the purposes of smoking or vaping must be during 
the break and/or lunch period.

ARTICLE 20 - LEAVE OF ABSENCE

20.01 Leave of Absence Without Pay

(a)    If operating conditions permit HOOPP may grant a leave of absence 
without pay to any employee for valid personal reasons (excluding 
Pregnancy and Parental Leave - see Article 20.02).

(b)   HOOPP shall not contribute to the payment of fringe benefits past 
the end of the month such leave commences if such leave extends 
beyond a period of two (2) weeks.  The employee’s compensation 
administration date shall be adjusted and vacation entitlement in 
the current year shall be reduced according to the time absent on 
leave where such leave is beyond three (3) months in duration.  
Upon her return all insured benefits shall be reinstated the start of 
the month following her return to work.  However, if she is enrolled 
in Extended Health Care, she may arrange to prepay the entire 
premiums during her leave of absence to avoid the transfer out 
and in.  Coverage under the Group Life Plan (HOOGLIP) may be 
maintained for a maximum of six (6) months by pre-payment of the 
premium.

(c)   For the purpose of this Agreement seniority will not continue to 
accumulate (excluding Pregnancy and Parental Leave – see Article 
20.02). 

20.02 Pregnancy Leave 

(a)    An employee must have a minimum of thirteen (13) weeks 
continuous service with HOOPP prior to the expected delivery date 
to be entitled to a seventeen (17) week leave of absence without 
pay. 

  An employee entitled to Pregnancy Leave is required to give to her 
supervisor and Human Resources four (4) weeks notice in writing 
prior to the date the leave is to begin together with a doctor’s 
certificate indicating the expected delivery date.
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(b)  During the seventeen (17) week period preceding the expected 
delivery date, the employee shall be granted leave of absence 
without pay of at least seventeen (17) weeks or such shorter period 
as the employee requests upon giving HOOPP four (4) weeks notice.  
A change to an earlier or later leaving date requires four (4) weeks 
of notice.

(c)  The portion of the seventeen (17) weeks not used before the date of 
birth may be used following the actual birth.  An employee is entitled 
to at least six (6) weeks after the actual date of birth.  An employee 
may return earlier conditional on authorization from her attending 
physician concerning her health.

  
(d)  HOOPP shall contribute to the payment of fringe benefits and the 

employee shall continue to participate in each type of benefit plan 
that is related to her employment with HOOPP unless she elects in 
writing not to do so.  The employee’s compensation program date 
shall not be adjusted and her vacation entitlement in the current 
vacation year shall not be reduced.  Once the employee has returned 
to work any outstanding vacation will be paid.

  Coverage under the Group Life Plan (HOOGLIP) and Pension Plan 
(HOOPP) may be maintained by pre-payment of the premium for the 
length of the approved Pregnancy/Parental Leave.  If the employee 
chooses to waive the continuance of these benefits she must do so 
in writing.

(e)   If an employee does not specify a return to work date, it will be 
assumed that she wishes to take the maximum leave. If an employee 
wishes to change the date of return to work to an earlier date, she 
must provide her manager with four (4) weeks written notice of 
the date on which she intends to return. If an employee wishes 
to change the date of return to a later date, subject to the rules 
concerning the maximum length of leave, she must provide her 
manager with four (4) weeks written notice before the date the 
leave was to end.

  Upon return to work, the employee will be returned to her former 
position or a comparable position at the same rate of pay.  If benefits 
were waived, the employee’s benefits will commence upon her 
return to work.  For the purposes of Article 20.02, seniority will 
continue to accumulate.

20.03 Parental Leave 

(a)  An employee must have a minimum of thirteen (13) weeks 
continuous service with HOOPP to be entitled to a thirty-five (35) 
week leave of absence without pay. The leave for the father of a 
newborn child must commence within fifty-two (52) weeks of the 
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birth or for an adopted child within fifty-two (52) weeks of the 
child coming in to his care.  For the mother, Parental Leave must 
commence at the end of Pregnancy Leave or within fifty-two (52) 
weeks of an adopted child coming into her care.

  An employee entitled to Parental Leave is required to give to her 
supervisor and Human Resources four (4) weeks notice in writing 
prior to the date the leave is to begin.

(b)  An employee on or returning from Parental Leave will have salary, 
seniority and benefits administered in the same manner as do 
persons on or returning from Pregnancy Leave.  Once an employee 
has returned to work any outstanding vacation will be paid.

(c)   If an employee does not specify a return to work date, it will be 
assumed that she wishes to take the maximum leave. If an employee 
wishes to change the date of return to work to an earlier date, she 
must provide her manager with four (4) weeks written notice of 
the date on which she intends to return. If an employee wishes 
to change the date of return to a later date, subject to the rules 
concerning the maximum length of leave, she must provide her 
manager with four (4) weeks written notice before the date the 
leave was to end.

  Upon return to work, the employee will be returned to her former 
position or a comparable position at the same rate of pay. If benefits 
were waived, the employee’s benefits will commence upon her 
return to work.  For the purposes of Article 20.03, seniority will 
continue to accumulate.

20.04 Pregnancy/Parental Top-Up

An employee who qualifies for either pregnancy or parental leave, as 
outlined in Article 20.02 (a) and Article 20.03 (a) respectively, will be 
entitled to a “Top Up”. 

HOOPP will supplement (Top-Up) for permanent employees, eligible 
to receive Employment Insurance (EI) payments up to 93% of the 
employee’s regular earnings.

Pregnant employees are eligible to receive a total of seventeen (17) 
weeks top-up from Employment Insurance to base salary (nine (9) 
weeks for Pregnancy Leave plus eight (8) weeks for Parental Leave).

Fathers or adoptive parents are eligible to receive a total of eight (8) 
weeks top-up from Employment Insurance to base salary (for Parental 
Leave).
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ARTICLE 21 - BEREAVEMENT LEAVE

21.01

In the event of a death of a member of the employee’s family (this 
definition includes spouse of record, child, parent, grandparent, sibling, 
grandchild, parent-in-law, son-in-law, daughter-in-law, grandparent-
in-law, brother or sister-in-law, step-parents, step-grandparents, 
step-brother, step-sister, step-children) the employee may request 
bereavement leave with pay and shall be granted such time off as is 
reasonable up to five (5) business days.  

Where reasonably required by individual circumstances, additional 
bereavement leave and/or supplementary unpaid leave may be granted 
at the discretion of the manager after prior consultation with Human 
Resources.

21.02 Definition

In the case of family as defined in Article 21.01 where the employee, 
because of distance, does not attend the funeral, the day of funeral or 
the day of death shall be given as bereavement leave. 

21.03 Extended Family

In cases of aunts, uncles, nieces, nephews, the day of the funeral shall be 
granted.  This may be extended to a three (3) day leave with pay. 

ARTICLE 22 - JURY DUTY AND SUBPOENAED WITNESS

22.01 Jury Duty

An employee who is called to and reports for jury duty, including the 
selection of same, will receive full pay for such time as she is required to 
be absent from work. The employee will provide a copy of the notice or 
summons to their manager.

22.02 Subpoenaed Witness

The entitlement granted to an employee called to Jury Duty shall apply 
to an employee subpoenaed as a witness in any court of record or at 
any statutory tribunal.

ARTICLE 23 - EMERGENCY LEAVE

23.01

Provided the probationary period has been served and at the 
discretion of the supervisor of the employee concerned, an employee 
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may be granted a limited amount of emergency leave for extreme 
circumstances, without loss of pay.

Each situation will be given due consideration to determine if it will be 
accepted as a legitimate emergency requiring leave.  The employee 
must first utilize her Anniversary day per Article 24.  The employee must 
also use a Work Life Balance day per Article 19.06.

23.02

In the event that a supervisor rejects the request for granting of such 
emergency leave the affected employee shall be entitled to discuss the 
matter with a representative of Human Resources within five (5) days of 
the supervisor making the decision.

ARTICLE 24 - PAID HOLIDAYS

24.01 Recognized Holidays

Eleven days will be recognized as Paid Holidays at HOOPP, these days 
may include:
  New Year’s Day
  Family Day
  Good Friday
  Easter Monday
  Victoria Day
  Canada Day
  Civic Holiday
  Labour Day
  Thanksgiving Day
  Christmas Day
  Boxing Day

Notwithstanding the foregoing, bargaining unit employees shall be 
granted the same Paid Holidays as other HOOPP employees, even if it 
increases the number of days recognized as Paid Holidays under this 
Agreement. 

In addition to the preceding, an employee will be granted the following 
additional days:

 i)  An Anniversary day granted in connection with her anniversary date 
of employment.  Such time to be taken when convenient to both the 
supervisor and the employee and during the same calendar year as 
the anniversary date of employment.

ii)  Half day before Christmas and a half day before New Year’s day. 
These days may, at the discretion of management, be combined into 
one full day.
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24.02 Payment 

In order to qualify for payment of the above-named holidays an 
employee must work her regular scheduled working day immediately 
prior to and following the holiday, unless she is absent due to scheduled 
vacation or medically certified illness.

24.03 Work on Holidays

An employee who is required to work on any of the above-named 
holidays will receive pay at the rate of one and one half (1½) times the 
employee’s basic hourly rate for work performed on such holidays in 
addition to the holiday pay (see Article 19.04).

24.04 Forfeit Holiday Pay

An employee who is absent on any of the above-named holidays after 
being required to work, forfeits all pay for that day unless such absence 
is due to vacation or a medically certified illness.

24.05 Days in Lieu

If one of the above named holidays occurs on an employee’s regular day 
off or during her vacation period, the employee will receive an additional 
day off in lieu thereof.

24.06 Substitute Holiday

Where the public holiday falls on a non-working day, HOOPP will 
observe that holiday on another day, consistent with community 
practice, and if no such practice exists, on a day designated by HOOPP.

ARTICLE 25 - VACATIONS WITH PAY

25.01 Entitlement 

(a)  During the first year of employment, employees covered under this 
Agreement will be entitled to fifteen (15) days of vacation prorated 
from the date of hire to December 31, after completing six (6) 
months of continuous service.

(b)  In the first calendar year after the employee’s date of hire, but with 
less than three (3) years continuous service, the vacation entitlement 
is fifteen (15) days.

(c)   In the calendar year in which the employee’s third anniversary falls 
the vacation entitlement is twenty (20) days.

(d)   In the calendar year in which the employee’s thirteenth anniversary 
falls the vacation entitlement is twenty-two (22) days.
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(e)   In the calendar year in which the employee’s fifteenth anniversary 
falls the vacation entitlement is twenty-five (25) days.

(f)   In the calendar year in which the employee’s twentieth anniversary 
falls the vacation entitlement is thirty (30) days. 

25.02 Vacation Pay

If an employee works less than thirty-nine (39) full weeks in a calendar 
year she will receive vacation pay based on the appropriate percentage 
of gross salary for work performed during the vacation year.  The 
exception being in the use of authorized Pregnancy/Parental Leave.

25.03 On Termination

Should an employee terminate her employment with HOOPP the 
vacation pay requirements of the Employment Standards Act will apply.

25.04 Carry Over

It is understood that an employee will use their full vacation entitlement 
in the year it is earned.  However, in cases where an employee is unable 
to take her annual vacation entitlement, up to five (5) days may be 
carried over to the next calendar year with management approval.

25.05 Vacation Taken in Single Days

An employee with fifteen (15) days of vacation shall be entitled to take 
five (5) days of such vacation one day at a time. An employee entitled 
to twenty (20) days of vacation shall be entitled to take ten (10) days of 
such vacation one day at a time.

25.06 Scheduling

It is understood and agreed that vacation weeks are not necessarily 
continuous; however, HOOPP will endeavour to accommodate the 
wishes of the employee with respect to the choice of vacation dates 
and length, subject to the right of HOOPP to operate its business in an 
efficient manner, understanding that an employee will always be entitled 
to two (2) consecutive weeks.

25.07 By Seniority 

Vacation preferences shall be submitted by the employee to her 
supervisor in writing prior to the last business day of January of each 
year.  Within each section company seniority shall be the determining 
factor in the allocation of the employee’s vacation schedule.  An 
employee who requests vacation time subsequent to the last business 
day of January shall be required to take time still available without any 
regard to that employee’s seniority.  Employees within the section will 
be advised of the confirmed schedule by February 15.
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25.08 Changing Schedule

In the event that an employee wishes to change her vacation 
entitlement from that which has already been agreed to with HOOPP, 
the vacation period being forfeited shall be made available to the 
remainder of the employees in the section in the descending order of 
their HOOPP seniority.  The employee must request the change at least 
10 business days prior to the beginning of the vacation period being 
forfeited.

ARTICLE 26 – BENEFITS

26.01  Benefits Coverage

For the duration of this agreement, HOOPP agrees that improvements 
to HOOPP corporate benefits will be reflected in changes to the benefit 
programs provided to employees covered under this Agreement.

(a)  HOOPP agrees to contribute for each active full-time employee one 
hundred percent (100%) of the billed premium for the Extended 
Health Care and Dental Plans in effect at the time of ratification 
of this Agreement.  HOOPP reserves the right to change any 
third-party providers of such Plans, so long as any such providers 
make available Plans that provide at least substantially similar and 
equivalent benefits.  HOOPP will notify the Association in advance 
of any proposed change to the third-party providers of such Plans, 
along with details of the proposed replacement Plans and any 
changes.

  Active full-time employees do not include those staff on probation 
or unpaid leave of absence except those on Pregnancy/Parental 
Leave. Details of these plans are available in the current Benefit 
Booklet (available from the Human Resources section).

(b)  HOOPP agrees to continue in effect for each active full-time 
employee, the following Healthcare of Ontario Group Plans:

  i)  Healthcare of Ontario Disability Income Plan (HOODIP) as per 
HR Policy Sick Leave & Disability Insurance – Bargaining Unit 
3.2.4.1 and HOODIP Part B

  ii)  Healthcare of Ontario Group Life Insurance Plan (HOOGLIP)

 iii) Healthcare of Ontario Pension Plan (HOOPP)

 iv) Accidental Death and Dismemberment Insurance

 v) Long Term Disability Plan (LTD)
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The parties mutually agree to be bound by the provision of the above 
plans including the sharing of premium payments and waiting periods 
of these plans.  The Employee contributions shall be deducted through 
payroll deduction.

26.02  Sick Leave – Satisfactory Physician’s Certificate

Employees may be required to produce proof of illness/injury for any 
absence, in the form of a satisfactory physician’s certificate.  In cases 
of illnesses/injuries of three (3) consecutive business days or more, a 
satisfactory physician’s certificate may be required by HOOPP before 
the employee returns to work.  Before granting short term disability 
coverage (paid sick leave), HOOPP may require a satisfactory physician’s 
certificate and the employee will respond with a certificate within five 
(5) business days of any such request.  The employee is responsible for 
the cost of any such certificate.

26.03  Sick Leave - Notification

In order to qualify for sick leave an employee must use her best efforts 
to talk directly with her Team Lead or Manager.  If the Team Lead or 
Manager is not reached, the employee must leave a voice mail message 
to her Team Lead or Manager and provide the following information:

• Name
• Date
• Reason for absence or late arrival
• Expected date of return
•  How the employee can be contacted, including a phone number where 

the employee can be reached

In each case the notice is required as soon as possible and no later than 
three (3) hours after the commencement of the employee’s regularly 
scheduled hours.

26.04 Employee Assistance Program (EAP)

An Employee Assistance Program, fully paid by the employer, will be in 
place.

ARTICLE 27 – PERFORMANCE AND DEVELOPMENT 
REVIEW PROGRAM

27.01

HOOPP agrees to maintain a Performance Management Program for all 
bargaining unit employees.
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27.02

Performance appraisals must be completed with each employee at 
least once a year.  Nothing herein shall preclude performance appraisals 
being completed more frequently than aforesaid.

27.03

An employee who disagrees with her performance appraisal rating and 
has had a discussion with her immediate supervisor shall have the right 
to proceed under Article 9.05, Step #1 of the Grievance Procedure.

27.04  

HOOPP agrees that an employee shall be given a copy of her 
performance appraisal.  A copy also shall be given to the Association in 
the event of discipline or termination for performance-related issues.

27.05

The performance appraisal will be discussed with the employee and will 
be a judgement on the employee’s ability to perform her position as 
described.

27.06

A performance appraisal will be completed with an employee at the end 
of a temporary job exceeding three (3) months.  Such appraisal may 
be used by the employee’s main supervisor in completing the annual 
performance appraisal.

27.07

If an employee changes divisions/sections within the course of the year, 
a performance appraisal will be conducted by the employee’s current 
supervisor in consultation with the prior supervisor(s).

27.08 

HOOPP agrees to honour the existing salary administration program. 
HOOPP agrees to inform the Association in advance of changes in the 
program prior to implementation.

27.09  

In the event of performance-related issues, measures to assist the 
employee to improve to HOOPP’s required standards may include 
increased monitoring, remedial training, refresher sessions, and/or 
periodic coaching sessions, as considered appropriate by HOOPP.
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ARTICLE 28 – COMPENSATION PROGRAM

28.01  Compensation Plan

HOOPP agrees that Association members are covered by the 
Compensation Plan in existence at the time of ratification of this 
Collective Agreement.  The Association agrees that the Compensation 
Plan may be amended from time-to-time during the term of the 
Collective Agreement, provided that any such amendments have 
general application throughout HOOPP.  In the event of any such 
amendments, HOOPP will notify the Association in advance and the 
parties may meet if necessary so that the Association fully understands 
the amendments to be implemented.

ARTICLE 29 – DURATION, RENEWAL AND TERMINATION

29.01 

This Agreement when signed shall continue in effect for a period 
commencing January 1st, 2020 and ending December 31st, 2024 at 
midnight and shall continue automatically thereafter during annual 
periods of one (1) year each, unless either party notifies the other in 
writing within ninety (90) days next preceding the expiry date that it 
desires to amend or terminate this Agreement.

SIGNED AND DATED THIS 20th DAY of December 2019

_____________________
Marina Veracruz
Association President

_____________________
Alicia Yetman
Director, HR Business Partner

______________________
Jim Keohane
President & CEO

______________________
Ivana Zanardo
Vice President, Plan Operations
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“SCHEDULE A” 

Base Salary Range by Level  
Effective January 1, 2020 for 2020

2020

STIP Weighting

Job 
Level % Target Ind Corp

4 $36,400 $45,400 $54,500 7 75 25

5 $40,800 $50,900 $61,100 7 75 25

6 $44,800 $55,900 $67,100 7 75 25

7 $49,300 $61,600 $74,000 7 75 25

Effective January 1, 2023 HOOPP guarantees the greater of the two 
following increases to the base salary range:

1)  The base salary range determined by market analysis for the first 3 
years of the Collective Agreement (January 1, 2020 to December 31, 
2022); or

2)   The following table, which reflects a 2% increase to the 2020 Base 
Salary Range:

2023

STIP Weighting

Job 
Level % Target Ind Corp

4 $37,200 $46,400 $55,700 7 75 25

5 $41,600 $52,000 $62,400 7 75 25

6 $45,700 $57,100 $68,600 7 75 25

7 $50,400 $62,900 $75,500 7 75 25

NOTES:

For the duration of this Agreement, HOOPP will provide notification to 
the Association Executive of the bargaining unit Base Salary Range for 
the upcoming year and indicate the range increase from the current 
year.  This notification will be done within five (5) business days of 
receiving Board approval and prior to communication to bargaining unit 
employees. 
***
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“SCHEDULE B”

Temporary Employees

The Association recognizes that HOOPP continues to have the right to 
establish in its sole discretion all terms and conditions of employment 
that apply to temporary employees, subject to the applicable terms and 
conditions of this Collective Agreement. 

The Association and HOOPP agree that the following articles will apply 
to temporary employees, subject to specific explanatory notes for 
Articles 4, 6 and 14:

Article 1:   Purpose and Scope

Article 2:  Recognition

Article 3:  Discrimination

Article 4:  Association Security

  For clarity, temporary employees shall pay Association dues 
and such assessment authorized by the Association Executive 
in accordance with the full terms and conditions of Article 4.

Article 5:  Strike and Lockout

Article 6:   Management Functions- no just cause protection if 
terminated while a temporary employee

Article 7:  Representation

Article 8:  Labour/Management Consultation

Article 14: Job Posting

 14.01   Temporary employees are welcome to apply for postings 
of vacant positions.  Non-temporary employees who are 
qualified and suitable candidates under 14.01 (b), (c), and (d) 
will receive priority over temporary employees.  If there are no 
such qualified and suitable candidates, a temporary employee 
who has applied will generally receive priority over an 
external candidate, unless the external candidate has clearly 
superior qualifications, skills and abilities that are directly 
relevant to the vacant position.

Article 29: Duration, Renewal and Termination
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“SCHEDULE C”

LETTER OF UNDERSTANDING

Physician’s Certificate

For short absences due to illness, where there is not a significant 
concern about absenteeism or a particular absence, a satisfactory 
physician’s certificate, as identified in Article 26.02, shall consist of 
a physician identifying that she examined the employee, considered 
the employee to be appropriately absent from work and clearing the 
employee to be fit to return to work without restrictions.

For longer term absences, excessive absenteeism or where an employee 
may require accommodation, a satisfactory physician’s certificate, within 
the meaning of Article 26.02, may require more detailed information.  
HOOPP may require the physician to review the employee’s job 
description and address the following issues: 

1. Whether or not the employee is fit to return to work and perform 
her regular duties. 

2. If the employee is unfit to perform her regular duties, whether or 
not the employee is able to return to work with restrictions and the 
nature of those restrictions.

3. Whether the employee poses any health and safety risk to herself or 
other employees in the workplace. 

4. Whether the employee is taking any medication that may impact 
upon her ability to perform her job (either with or without 
restrictions) in a safe manner, and whether or not the employee is 
compliant with the treatment plan.

5. If the employee is unable to return to work (either with or without 
restrictions), the anticipated recovery period for when the employee 
can return to work. 

6. An updated physician’s certificate will be required if there is a 
material change in the employee’s medical condition that affects her 
fitness to work, medical restrictions and/or accommodation plan

7. An updated medical certificate may be required on a monthly basis, 
unless it is apparent there is no reasonable basis to expect a change 
in the employee’s condition. 

8. In accordance with Article 26.02, the employee will be required to 
provide a medical certificate within five (5) business days of any 
material change in her medical condition or if requested by HOOPP.  

In appropriate cases, HOOPP reserves the right to require the 
completion of a detailed “Attending Physician Statement of Disability”. 

This document shall be completed by a doctor or nurse practitioner 
experienced in occupational health. 
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In appropriate cases, HOOPP reserves the right to require that an 
employee undergo an Independent Medical Examination (“IME”) at 
HOOPP’s expense.  

SIGNED AND DATED THIS 20th DAY of December 2019

______________________
Marina Veracruz
Association President

______________________   ______________________
Alicia Yetman    Ivana Zanardo
Director, HR Business Partner  Vice President, Plan Operations  
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“SCHEDULE D”

LETTER OF UNDERSTANDING

Work from Home Pilot Project

Employees are to be provided with a fair opportunity to participate 
in the Work from Home Pilot Project. All requests by employees to 
work from home shall be given fair consideration by management 
based on each employee’s qualifications, performance, and reasonable 
business requirements. HOOPP may terminate the Pilot Project at its 
sole discretion, in accordance with business requirement as reasonably 
determined by HOOPP.

SIGNED AND DATED THIS 20th DAY of December 2019

______________________
Marina Veracruz
Association President

______________________   ______________________
Alicia Yetman    Ivana Zanardo
Director, HR Business Partner  Vice President, Plan Operations
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“SCHEDULE E”

LETTER OF UNDERSTANDING

Signing Bonus

In return for the ratification of a five (5) year Collective Agreement, 
HOOPP agrees to award a $700 signing bonus (subject to required 
deductions) to each Permanent, Full-Time member of the bargaining 
unit. Bonus amounts would be paid within three weeks of ratification 
and would be paid to each Permanent, Full-Time member employed at 
the time of ratification.

SIGNED AND DATED THIS 20th DAY of December 2019

______________________
Marina Veracruz
Association President

______________________   ______________________
Alicia Yetman    Ivana Zanardo
Director, HR Business Partner  Vice President, Plan Operations
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