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ARTICLE 1 - GENERAL PURPOSE
 
1.01 The general purpose of this Agreement is to establish and maintain collective 

bargaining relations between the Hospital and its employees within the 
bargaining unit. 

 
ARTICLE 2 - SCOPE AND RECOGNITION 
 
2.01 (a)  Full Time Service Employees 

The Hospital recognizes the Unifor-Canada Local 1106 as the exclusive 
bargaining agent for all employees regularly employed for more than 
twenty-four (24) hours per week at the Grand River Hospital Corporation 
in the City of Kitchener, save and except professional medical staff, 
graduate nursing staff, undergraduate nurses, paramedical employees, 
office and clerical staff, supervisors, persons above the rank of 
supervisor, chief engineer, students employed during the school vacation 
period and employees in the bargaining unit for which any trade union 
holds bargaining rights. 

 
 (b)  Part Time Service Employees 

The hospital recognizes the Unifor-Canada Local 1106 as the exclusive 
bargaining agent for all employees regularly employed for not more than 
twenty-four (24) hours per week at the Grand River Hospital Corporation 
in the City of Kitchener, save and except professional medical staff, 
graduate nursing staff, undergraduate nurses, paramedical employees, 
office and clerical staff, supervisors, persons above the rank of 
supervisor, chief engineer, students employed during the school vacation 
period and employees in the bargaining unit for which any trade union 
holds bargaining rights. 

            
  This clause shall be subject to a clarity note contained in the decision of 

the Ontario Labour Relations Board - File No. 3160-87-R dated May 18, 
1988, except as amended as per the memorandum of agreement 
executed by the parties May 19, 1999. 

 
  For the purpose of clarity, part-time employees occupying temporary full-

time vacancies, (vacancies not expected to exceed six (6) months in 
length and pregnancy and parental leaves, which leaves may be 
extended upon mutual consent of the parties) shall not be included in the 
full-time bargaining unit. 

 
ARTICLE 3 - RELATIONSHIP 
 
3.01 The Hospital and the Union agree that there shall be no discrimination, 

interference, restriction or coercion exercised or practiced by either of them or 
their representatives or members against any employee because of membership 
or non-membership in the Union. 

 
 The parties agree that in accordance with the provisions of the Ontario Human 

Rights Code there shall be no discrimination against any employee by the Union 
or the Hospital by reason of race, creed, colour, age, sex, marital status, place of 
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residence, nationality, ancestry, handicap, place of origin, political affiliation or 
sexual orientation. 

 
3.02 Workplace Harassment 
 The Hospital and the Union are committed to ensuring a work environment that is 

free from harassment.  
 

known or ought reasonably to be known to be unwe
dignity and respect on the basis of the grounds including age, ancestry, 
citizenship, colour, creed, ethnic origin, family status, disability, marital status, 
place of origin, race, receipt of public assistance, record of offences, sex, gender, 
gender identity, gender expression, sexual orientation, membership in unions or 
other prohibited grounds, as stated in the Ontario Human Rights Code. All 
employees are expected to treat others with courtesy and consideration and to 
discourage harassment. ref. Ontario Human Rights Code, Sec. 10(1) 

 
 Harassment may take many forms including verbal, physical or visual. It may 

involve a threat, an implied threat or be perceived as a condition of employment. 
 
 The Parties agree that harassment is in no way to be construed as properly 

discharged supervisory responsibilities, including the delegation of work 
assignments and/or the assessment of discipline. 

 
All staff will abide by the provisions as set out in the Human Rights Code, 1990, 
the Occupational Health and Safety Act, 1990 and the Hospitals Respectful 
Workplace Program and Policy. The Hospital and the Union recommend and 
encourage any employee who may have a harassment or discrimination 
complaint to follow the complaints process as set o
and procedures. 

 
 If an employee believes they have been harassed and/or discriminated against 

on the basis of any prohibited ground of discrimination, there are specific actions 
that may be undertaken. The employee should request the harasser to stop the 
unwanted behaviour by informing the harassing individual(s) that the behaviour is 
unwanted and unwelcome. Should the employee not feel comfortable addressing 
the harasser directly, they may request the assistance of the manager or a Union 
representative. If the unwelcome behaviour was to continue, the employee will 
consult the Hospital policy on harassment and will be free to pursue all avenues 
including the complaint investigation and resolution. 

 
 The Parties agree that an employee shall have a representative of the Union with 

them throughout the process, unless the employee specifically declines such 
representation in writing. The union will be provided a copy of any such written 
waiver of representation.  

 
Members who are neither the claimant nor the respondent in a respectful 
workplace matter, shall be made aware of their rights to request union 
representation where they are participating in an investigation. If an employee 
declines representation it will be done so in writing.  
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The union will be provided with a summary of all findings in the investigation 
whether it was completed internally or by an external investigator. 

   
 In recognizing the importance of harassment free environment, the employer and 

the union will revie
with the employee during their orientation period. 

 
3.03 The Hospital agrees that it will not enter into any other Agreement with 

employees, either individually or collectively, which will conflict with any of the 
provisions of the Agreement. 

 
3.04 The word "employee" or "employees" wherever used in this Agreement shall be 

deemed to refer only to an employee or employees in the bargaining unit as 
herein before defined.  

 
3.05 The Union agrees there will be no Union activity or meetings on Hospital 

premises except as otherwise provided in this Agreement or as specifically 
agreed to in writing by the Hospital. 

 
ARTICLE 4 - MANAGEMENT RIGHTS 
 
4.01 The Union recognizes that the management of the Hospital and the direction of 

working forces are fixed exclusively in the Hospital and shall remain solely with 
the Hospital and, without limiting the generality of the foregoing, it is the exclusive 
function of the Hospital to: 

 
(a)    Maintain order, discipline and efficiency; 

 
 (b) Hire, assign, retire, direct, classify, transfer, promote, demote, layoff, 

recall, suspend or otherwise discipline employees provided that a claim 
by an employee that they have been discharged or disciplined without just 
cause, may be the subject of a grievance and dealt with as hereinafter 
provided.  Notwithstanding anything in this Agreement, a probationary 
employee may be discharged at the sole discretion of and for any reason 
satisfactory to the Hospital and the discharge of a probationary employee 
shall not be subject to the grievance or arbitration procedures.  However, 
the standard for just cause is less for probationary employees than for 
seniority employees. 

 
 (c) Make, enforce, and alter from time to time reasonable rules and 

regulations to be observed by the employees; 
 

 (d) Determine all work procedures, the kind and location of equipment to be 
used, methods to be used, the allocation and number of employees 
required from time to time, the services to be performed, combining or 
splitting up of departments, the standards of performance of all 
employees, work assignments, the hours of work, scheduling, safeguard 
the health and interests of the patients in the Hospital, establishment of 
standards of care and quality, the nature and scope of services which the 
Hospital will provide, the increases and decreases in employment, and all 
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other rights and responsibilities of management not specifically modified 
elsewhere in this Agreement.  

 
4.02 The Hospital will not exercise its rights in a manner inconsistent with the 

provisions of the Collective Agreement. 
 
ARTICLE 5 - NO STRIKES OR LOCKOUTS 
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, as amended. 

 
ARTICLE 6 - UNION SECURITY 
 
6.01 Dues Deductions 

The Hospital shall deduct an amount equivalent to regular monthly Union dues 
for the term of this Agreement according to the following conditions: 

 
(a) All employees covered by this Agreement shall, as a condition of 

employment, have deducted from their pay each month an amount 
equivalent to the regular monthly Union dues. 

 
(b) Present employees who are members of the Union and new employees 

who subsequently become members of the Union shall maintain such 
membership in good standing as a condition of their continued 
employment with the Employer. 

 
(c) New employees shall have deductions made on the first regular 

deduction date following completion of thirty (30) calendar days of 
employment. 

 
(d) Union dues will be deducted from the employee's pay each pay period 

and the same shall be remitted by the Hospital to the Secretary-Treasurer 
of the Union not later than the 20th day of the following month. The 
Hospital also agrees to list those employees, who have terminated 
employment, giving the reason supplied by the Hospital to the 

 
   
(e) Regular monthly Union dues referred to in this Article, shall mean the 

regular monthly Union dues uniformly assessed all the members of the 
Union in accordance with its constitution and by-laws as certified to the 
Hospital in writing by the Union. 

  
(f) -4 slip the annual 

Employer and remitted to the Union. 
 
(g) The Union shall indemnify and save the Hospital harmless with respect to 

all union dues so deducted and remitted.   
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Employee Lists
 

(h) The Hospital agrees when forwarding Union dues to submit a list 
indicating the names of those employees for whom deductions were 
made, showing the amount deducted as well as the names, addresses, 
rate of pay and dates of hire of those employees hired in the preceding 
month. 

 
(i) The Hospital will provide a list of employees and their addresses once 

each year March 31st to the Union. 
 
6.02 Corporate Orientation Period 
 A new employee will have the opportunity to meet with a representative of the 

Union in the employ of the Hospital for a period of up to fifteen (15) minutes 
during the employee's corporate orientation period without loss of regular 
earnings.  If there is a group of three (3) or more employees, the time will be 
increased to twenty (20) minutes. The purpose of the meeting will be to 
acquaint the employee with such representative of the Union and the Collective 
Agreement.  Such meetings may be arranged collectively or individually for 
employees by the Hospital as part of the corporate orientation program. 

 
 Notwithstanding, if the Union representative is unable to attend corporate 

orientation, the Hospital agrees to allow the Union representative the same 
time as noted above to meet with the new employee. It is understood that the 
steward will adhere to their responsibilities under 8.03(b). 

 
 The hospital shall advise the Union prior to the meeting: 

a) The names of the new hires from the previous pay period 
b) Unit the new hires will be reporting to 
c) Time and location within the workplace for the Corporate Orientation 

 
6.03 Paid Education Leave Fund 
 The Hospital agrees to pay into a special fund, two thousand dollars ($2,000) 

each year of the collective agreement for the purpose of providing paid 
education leave.  Said paid education leave will be for the purpose of 
upgrading the employee skills in all aspects of trade union functions. 

 
 The monies to be paid on April 1st of each year of the collective agreement into 

a trust fund established by the National Union, Unifor and sent by the Hospital 
to the following address: 

 
   Unifor Paid Education Leave Program 
   Unifor  Canada 
   115 Gordon Baker Rd. 
   Toronto Ontario 
   M2H 0A8 
 
ARTICLE 7 - ACCESS TO PERSONNEL FILE/DISCIPLINE 
 
7.01 An employee shall have the opportunity to view their personnel file, by 

appointment within five (5) days, in the presence of a member of the Human 
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Resources Department. The employee may have a union representative with 
them.  The personnel file will not leave the Human Resources Department.  It 
is understood and agreed that 

 
 
7.02 Employees shall inform their Manager and the Human Resources Department 

of any change of address or telephone number either by registered mail or in 
person within seven (7) calendar days of such change. 

 
7.03 The record of an employee shall not be used against them at any time after 

eighteen (18) months following any disciplinary action. 
 
7.04 RPN Proof of Registration 
 A Registered Practical Nurse (RPN) must provide proof of registration by 

February 15th of each calendar year.  If the registration is not provided the RPN 
will be placed on an unpaid leave of absence until the production/confirmation 
of current registration.  Upon present
leave of absence will end. 

 
7.05 Immediately prior to the discipline meeting the hospital will provide the union 

representative with notification of the impending discipline. In all cases of 
suspension or discharge, a Union Committee Person will be present, unless 
that right is waived by the employee in the presence of the Union Committee 
Person.  

 
 Where the Hospital deems it necessary to suspend or discharge an employee, 

the Hospital shall notify the Union of such suspension or discharge in writing, 
at the same time as the employee. 

 
ARTICLE 8 - UNION REPRESENTATION & COMMITTEES 
 
8.01 (a) The Union shall elect a Union Committee of eight (8) employees who may 

deal with matters related to this Collective Agreement. Should a position 
become vacant the Local President may appoint a member until an 
election/by-election is held. 

 
(b) The Union shall keep the Hospital notified in writing of the names of the 

Union Committee and Union Stewards. 
 
(c) The Hospital shall keep the Union notified in writing of the names of all 

supervisory personnel who may be involved in the administration of this 
Collective Agreement.  

 
(d) The Hospital agrees to give representatives of the Unifor (Local 1106 

and/or National) access to the premises of the Hospital for the purposes 
of assisting in the administration of this Agreement, provided prior 
arrangements are made with the Human Resources Department. 

 
(e) The Labour Management Committee shall consist of up to 8 

representatives from the service bargaining units. The hospital will have 
equal representation. 
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 This Labour management committee will meet every two (2) months, 
unless otherwise agreed. Both parties will discuss the agenda and review 
whether or not a meeting is necessary at least ten (10) days in advance of 
a scheduled meeting. The Union Committee representatives shall suffer 
no loss of earnings for time spent during their regular scheduled working 
hours in attending these meetings. 

 
 Notwithstanding the above, the Hospital will pay full-time and part-time 
Union Committee representatives an amount equal to their straight time 
hourly rate for all hours spent attending Labour/Management Committee 
meetings should meetings be scheduled on a day off. 

  
 
8.02 Grievance Committee 

(a) The Hospital will recognize a Grievance Committee composed of up to 
four (4) Union members, one of whom will be the grievor, selected by the 
Union who have completed their probationary period. A general 
representative of the Union, the Grievance Committee, as well as the 
Grievor(s) may be present at any meeting of the Committee. The purpose 
of the Committee is to deal with complaints or grievances as set out in 
this Collective Agreement. 

 
(b) A Committee member shall suffer no loss of earnings for time spent 

during their regular scheduled working hours in attending grievance 
meetings with the Hospital up to, but not including arbitration. 

 
8.03 Union Stewards   

(a)    The Hospital agrees to recognize ten (10) Union Stewards per bargaining 
unit to be elected or appointed by the union from amongst employees in 
the two bargaining units who have completed their probationary period for 
the purpose of dealing with union business as provided under this 
collective agreement. 

 
(b) It is agreed that Union stewards have their regular duties and 

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

 
8.04 Negotiating Committee 

(a) The Hospital agrees to recognize a Negotiating Committee comprising of 
up to two (2) representatives per bargaining unit covered under this 
agreement to be elected, by the Union from amongst employees, who 
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have completed their probationary period, one of which will hold the title 
of Registered Practical Nurse (RPN).  In addition, there shall be one 
skilled trades representative representing the service bargaining units. 
Should a position become vacant the Local President may appoint a 
member until an election/by-election is held.  

 
(b) The Hospital agrees that the members of the Negotiating Committee shall 

suffer no loss of earnings for time spent during their regular scheduled 
working hours in attending such negotiating meetings with the Hospital up 
to, but not including, arbitration. Notwithstanding, in the event that a full-
time employee was scheduled off on a day which negotiations were 
scheduled, the day will be treated as a day of work and their schedule will 
be adjusted to provide an alternate day off without pay. 

 
(c) Nothing in this provision is intended to preclude the Union Negotiating 

Committee from having the assistance of any representatives of the 
Union when negotiating with the Hospital. 

 
8.05 Central Negotiating Committee 

Notwithstanding the foregoing provisions, in the event the parties to this 
agreement agree to negotiate for its renewal through the process of central 
bargaining, either party to this agreement may give notice to the other party of 
its desire to bargain for amendments on local matters proposed for incorporation 
in the renewal of this agreement not earlier than six (6) calendar months nor 
later than three (3) calendar months prior to the normal termination date of this 
agreement.  Upon receipt of such notice by one party from the other, both 
parties will respond within fifteen (15) days thereafter for the purpose of 
bargaining on local matters. 
 

s those matters which 
have been determined by mutual agreement between the Central Negotiating 
Committees respectively representing each of the parties to this agreement as 
being subjects for local bargaining directly between the parties to this 
agreement.  It is also agreed that local bargaining shall be subject to such 
procedures as may be determined by mutual agreement between the Central 
Negotiating Committees referred to above. 
 

paid for time lost from their normal straight time working hours at their regular 
rate of pay and without loss of leave credits for attending central negotiating 
meetings with the Hospitals  in direct 
negotiations up to a maximum of ten (10) days.  Compensation for members of 

e as per the Participating 
 

 
For greater clarity, central bargaining and the utilization of the paid time for the 

 
 
(a) The local parties reach a mutually agreed upon settlement; or 
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(b) An impasse is reached between the Union and the Hospital at the local 
level. 

 
It is understood and agreed that the maximum number of Union Central 
Negotiating Committee members entitled to payment under this provision shall 
be one from each defined participating bargaining unit. 

 

signing the Memorandum of Conditions, of those employees to be paid under 
 Central Negotiating Committee shall advise the 

hospitals accordingly. 
 
It is understood that this clause does not apply to a Hospital that is not 
participating in Central Bargaining. 

 
8.06 Local Bargaining Committee 
 Where the Bargaining Unit and the Hospital both agree to participate in Central 

Bargaining, the Bargaining Committee as defined in the collective agreement 
shall constitute the Bargaining Committee for issues defined by the parties as 

 
  
8:07 Health and Safety 

(a) The Hospital and the Union agree that they mutually desire to maintain 
standards of safety and health in the Hospital in order to prevent 
accidents, injury or illness. 

 
(b) Recognizing its responsibilities under the applicable legislation, the 

Hospital agrees to accept as a member of its Joint Occupational Health & 
Safety Committee a representative selected or appointed by the Union 
from the bargaining unit per site. 

 
 The Hospital will pay the full cost of all certifications required for one 

Unifor representative on each Joint Occupational Health and Safety 
 

 
(c) Such Committee shall identify potential dangers and hazards, institute 

means of improving health and safety programs and recommend actions 
to be taken to improve conditions related to safety and health.   

 
(d) Meetings shall be held in accordance with the Terms of Reference of the 

Occupational Health and Safety Committee or more frequently at the call 
of the chairs if required.  The Committee shall maintain minutes of all 
meetings and make the same available for review. 

 
(e) The union agrees to endeavour to obtain the full cooperation of its 

membership in the observation of all safety rules and practices. 
 
(f) Any representatives appointed or selected in accordance with this Article 

shall serve for a term of at least one calendar year.  A member of the 
Joint Occupational Health and Safety Committee shall be compensated 
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for their time while attending meetings in accordance with the 
Occupational Health and Safety Act as in force as of August 24, 1998. 

 
(g) The Hospital agrees to co-operate reasonably in providing necessary 

information to enable the Committee to fulfil its functions. 
 
(h) It is agreed by the parties that the following classifications require the use 

of protective eyewear while employees are working in any work area: 
 
   Electrician   Painter 
   Yardman   Plumber 
   Senior Mechanic  Carpenter 
   Float Mechanic 
 
 The Hospital will provide for the first pair of safety glasses for each 

employee required to wear protective eyewear.  Standard frames and 
lenses will be issued by the Hospital.  Any employee who must wear 
prescription lenses will provide the lens prescription to the Hospital who 
will then have the prescription filled. If the prescription changes the 
Hospital will provide new lenses.  Should any employee lose their safety 
glasses the replacement cost will be the responsibility of that employee.  
New glasses will be provided every three (3) years due to normal wear 
and tear. 

 
(i) It is understood that current policy and procedures including educational 

programs are in place regarding needle stick injuries.  The Parties agree 
that needle stick injuries are a serious issue.  As new policy and practices 
are developed by the Hospital, consultation will take place with the Joint 
Health and Safety Committee. 

 
(j) In addition, the Hospital will provide the Committee with access to all 

accident reports, health and safety records and any other pertinent 
information in its possession.  The Committee shall respect the 
confidentiality of the information. 

 
8.08 RPN Utilization 
 The delegation of nursing skills within the scope of practice of the RPNs shall 

be in accordance with guidelines established by the College of Nurses of 
Ontario and any approved Hospital policy. 

 
 There shall be a committee composed of RPNs selected by the Union and 

Hospital representatives for the purpose of dealing with matters of professional 
practice. 

 
 The committee shall be comprised of up to four RPNs and up to four Hospital 

representatives, and shall be held quarterly, unless otherwise agreed by the 
parties.  

 
 Employees will be reimbursed at straight time for all hours spent at meetings of 

this committee. 
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ARTICLE 9 - GRIEVANCE & ARBITRATION PROCEDURE
 
9.01 For the purpose of this Agreement, a grievance is defined as a difference 

arising between the parties relating to the interpretation, application,  
 administration and alleged violation of this Agreement, including any question 

as to whether a matter is arbitral.  Timelines in this article may be extended by 
the mutual agreement of the parties in writing. 

 
9.02 It is the mutual desire of the parties hereto that complaints of employees shall 

be adjusted as quickly as possible, and it is understood that an employee has 
no grievance until they have first given their immediate Supervisor the 
opportunity of adjusting the complaint.  If an employee has a complaint, such 
complaint shall be discussed with the immediate Supervisor within ten (10) 
calendar days after the circumstances giving rise to the complaint have 
originated or occurred, or ought reasonably have come to the attention of the 

Representative. If the grievor and immediate supervisor are unable to adjust a 
complaint to their mutual satisfaction within seven (7) calendar days the 
employee may proceed with the grievance procedure within seven (7) calendar 
days following the decision of the immediate supervisor. 

 
 A grievance of an employee properly arising under this Agreement shall be 

adjusted and settled as follows: 
 
9.03 Step No. 1 
 The employee, with the assistance of a Union Representative, may submit a 

written grievance, signed and dated by the employee to the Department 
Manager or designate.  The nature of the grievance, the remedy sought, and 
wherever possible the section or sections of the Agreement which are alleged 
to have been violated shall be set out in the grievance.  The Department 
Manager or designate will deliver a decision in writing within seven (7) calendar 
days of their receipt of the written grievance.  The parties shall meet to discuss 
the grievance at a time and place suitable to both parties.  Failing settlement, 
the next step in the grievance procedure may be taken, 

  
 Step No. 2 
 Within seven (7) calendar days following the decision under Step No. 1, the 

grievance may be submitted to Human Resources or designate, to be 
discussed at a meeting between Human Resources or designate, the said 
grievor(s) and the Union Representative, within seven (7) calendar days of 
receipt of the grievance or within such other time as may be mutually agreed 
by the parties.  Either party may have assistance from outside the Hospital at 
this stage if desired.  Human Resources or designate shall give written 
disposition within seven (7) calendar days of the day of such meeting.  Failing 
settlement, either party may submit the matter to arbitration within fourteen (14) 
calendar days after the reply in Step 2 is given.  If no written request for 
arbitration is received within such fourteen (14) calendar day period, the 
grievance will be deemed to have been abandoned. 
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person, the grievance will be submitted to Step No. 2 within seven (7) calendar 
days following the decision under Step No. 1.  

  
9.04 Policy Grievance 
 A grievance arising directly between the Hospital and the Union concerning the 

interpretation, application or alleged violation of the Agreement must be 
originated by the Hospital or the Union, under Step No. 2, within fourteen (14) 
calendar days of the event giving rise to the grievance. 

 
 Failing settlement, under Step No. 2 within fourteen (14) calendar days, it may 

be submitted to arbitration in accordance with the arbitration procedure. 
 
 It is expressly understood, that the provisions may not be used by the Union to 

institute a complaint or grievance directly affecting an employee which such 
employee could themselves institute and the regular grievance procedure shall 
not be thereby by-passed,  

 
9.05 Discharge Grievance 
 The release or discharge of an employee during the probationary period shall 

not be the subject of a grievance or arbitration. 
 
 A claim by an employee who has completed the probationary period that they 

have been unjustly discharged or suspended shall be treated as a grievance, if 
a written statement of such grievance is lodged by the employee, with the 
Hospital, at Step No. 2 within seven (7) calendar days after the effective date 
of the discharge or suspension, or notice thereof, whichever should first occur. 

  
9.06 Group Grievances 
 Where two or more employees have identical grievances and each employee 

would be entitled to grieve separately, all such employees shall sign the 
grievance form and submit the grievance at Step No. 2 within fourteen (14) 
calendar days of the event giving rise to the grievances.  The grievances shall 
be processed as one grievance subject to all applicable provisions under the 
grievance procedure. 

 
9:07 All agreements reached under the grievance procedure between the 

representatives of the Hospital and the representatives of the Union will be 
final and binding upon the Hospital and the Union and the employee or 
employees involved. 

 
9.08 Mediation 
 

(a) Either party, with the agreement of the other party, may submit a 
grievance to mediation at any time within fourteen (14) calendar days 

arbitration.  Where the matter is so referred, the mediation process shall 
take place before the matter is referred to Arbitration. It is understood that 
the parties can mutually agree to refer multiple grievances to be mediated 
on a specific date.  
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(b) Mediation will commence within twenty-one (21) calendar days of the 
grievance being submitted to mediation, or longer period as agreed by the 
parties. 

 
(c) No matter may be submitted to mediation which has not been properly 

carried through the grievance procedure, provided that the parties may 
extend the time limits fixed in the grievance procedure. 

 
(d) The parties shall agree on a mediator. 

 
(e) Proceedings before the Mediator shall be informal.  Accordingly, the rules 

of evidence will not apply, no record of the proceedings shall be made. 
 

(f) If possible, an agreed statement of facts will be provided to the Mediator, 
and if possible, in advance of the mediation. 

 
(g) The Mediator will have the authority to meet separately with either party. 

 
(h) If no settlement is reached within seven (7) calendar days following 

mediation, the parties are free to submit the matter to Arbitration in 
accordance with the provisions of the Collective Agreement, In the event 
that a grievance which has been mediated subsequently proceeds to 
Arbitration, no person serving as the Mediator may serve as an Arbitrator, 
unless agreed to otherwise by the parties.  Nothing said or done by the 
mediator may be referred to Arbitration. 

 
(i) The Union and Employer will share the cost of the Mediator, if any. 

   
9.09 Arbitration 

The parties agree that a sole arbitrator shall resolve grievances that have been 
processed to arbitration in accordance with this article. 
 

 Any grievance not satisfactorily settled through the grievance procedure may 

refer the dispute to an arbitrator is given to the other party within fourteen (14) 
 

 
 The notice shall contain a list of four (4) suggested arbitrators.  Within fourteen 

(14) calendar days, the recipient of the notice shall inform the other party of 
agreement to one of the suggested arbitrators or provide a list of four (4) 
arbitrators.  Should no agreement be made within twenty-eight (28) calendar 
days of the notice referring the matter to arbitration, then either party may 
apply to the Ministry of Labour for the appointment of an arbitrator.  Where a 
roster of agreed arbitrators exists between the parties, it is agreed that the list 
will be utilized before this clause. 

 
9.10 No matter may be submitted to arbitration which has not been carried through 

all requisite steps of the grievance procedure. 
 
9.11 The Arbitrator shall not have any jurisdiction to amend, alter, modify or add to 

any of the provisions of this Agreement or to substitute any new provisions for 
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any existing provisions, nor to give any decision inconsistent with the terms 
and provisions of this Agreement. 

 
9.12 The time limits set out in both the grievance and arbitration procedures herein 

are mandatory and failure to comply strictly with such time limits except by the 
written agreement of the parties shall result in the grievance being deemed to 
have been abandoned, subject to Section 48(16) of the Labour Relations Act, 
1995.  

 
9.13 Nothing prevents the parties from using the mediation and/ or 

mediation/arbitration as long as the parties mutually agree.  Timelines in this 
article may be extended by the mutual agreement of the parties in writing. 

 
ARTICLE 10 - SENIORITY 
 
10.01 Probationary Employees 
 A new employee will be considered on probation until after they have 

completed four hundred and fifty (450) hours worked within any twelve (12) 
calendar months. Upon completion of such probationary period, the 
employee's name will be placed on the seniority list with the seniority 
date/hours they were last hired to work in the bargaining unit.   

 
10.02 Transfer of Service and Seniority 
 An employee whose status is changed from full-time to part-time shall receive 

credit for their full service and seniority (based on 1950 hours worked).  An 
employee whose status is changed from part-time to full-time shall receive 
credit for seniority and service on the basis of one (1) year equals 1950 hours 
worked, and will be enrolled in the employee benefit plans subject to meeting 
any waiting period or other requirements of those plans.  

 
 -date 

their hire date      
 
 Employees transferred out of the bargaining unit and who are subsequently 

transferred back into the bargaining unit will maintain their seniority for a 
maximum period of no longer than eighteen (18) calendar months.  After 
eighteen (18) calendar months they will lose all seniority. 

 
10.03 Seniority Lists 
 A seniority list will be revised three times annually (April, August and 

December) according to the records of the Hospital.  Copies of the seniority list 
will be made available to the Union Committee members as well as a copy 
being forwarded to the Local Union Office. 

 
 The seniority list will be deemed to be final and binding and not subject to 

complaint unless such complaint is made in writing within thirty (30) calendar 
days from the date so provided. 
 

  A combined seniority list where full-time and part-time within the service 
bargaining units will be considered a single group of applicants utilizing their 
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combined seniority for job postings. This list will be revised three times annually 
(April, August and December). 

 
               For purposes of filling the job postings, the employer will use the up to date 

combined seniority for the respective bargaining unit. 

               
at the last pay period ending prior to the job posting coming down. 

 
10.04 Loss of Seniority 
 An employee shall lose all seniority and shall be deemed terminated if the 

employee: 
 
 (a) resigns; 
 

(b) is discharged and the discharge is not reversed through the grievance 
and arbitration procedure; 

 
(c) is absent from scheduled work for a period of three (3) or more days of 

work without notifying the Hospital of such absence and providing to the 
Hospital a satisfactory reason for the absence; 

 
(d) fails to return to work upon the expiration of a leave of absence granted 

by the Hospital without permission in writing from the Hospital unless a 
satisfactory reason for such continued absence is provided to the 
Hospital; 

 
(e) utilizes a leave of absence for a purpose other than for which it was 

granted; 
 

(f) has been laid off for thirty-two (32) months; 
 
(g) fails upon being notified of a recall to signify their intention to return within 

five (5) working days after he has received the notice of recall, and fails to 
report to work within ten (10) working days after he has received the 
notice of recall; 

 
 (h) retires. 
 
Note:  This provision shall be read consistent with the Ontario Human Rights Code. 
 
10.05 Effect of Absence (Full Time Only) 

(a) In the event of an employee's absence without pay from the Hospital 
exceeding thirty (30) continuous calendar days, the employee will not 
accumulate seniority or service for any purposes under the Collective 
Agreement for the duration of such absence.  The benefits concerned 
shall be appropriately reduced on a pro rata basis and the employee's 
anniversary date adjusted accordingly.  During such absence the 
employee will be responsible for full payment of all subsidized employee 
benefits in which the employee is participating.  The employee may 
arrange with the Hospital to pre-pay to the Hospital the full premium of 
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such subsidized employee benefits for the entire period of the leave to 
ensure the employee's continued coverage.    

 
 (b) Notwithstanding the above, where an employee is on sick leave or 

receiving WSIB Benefits or has qualified for WSIB Benefits and is 
awaiting payment, seniority for all purposes shall continue for a maximum 
of thirty (30) months.  When enrolled in the modified work program 
performing pre-injury hours of work, the employee will continue to 
accumulate seniority or service for any purpose under this Collective 
Agreement for the duration of such modified work.   

 
 Note:  The Pregnancy and Parental Leave clauses in this Agreement have 

specific references regarding the effect of absence, which take precedence 
over the above provisions.   

 
ARTICLE 11 - LAYOFF & RECALL 
 
11.01 Notice of Layoff 
 In the event of a proposed layoff at the Hospital of a permanent or long-term 

nature, the Hospital shall: 
 

(a) provide the Union with no less than five (5) months written notice of the 
proposed layoff; and 
 

(b) provide to the affected employee(s), if any, no less than five (5) months       
written notice of layoff, or pay in lieu thereof.    

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

11.02 Layoff and Recall 
(a) In the event of layoff, the Hospital shall lay off employees in the reverse 

order of their seniority within their classification, providing that there 
remain on the job employees who then have the ability to perform the 
work.         

 
(b) An employee who is subject to layoff shall have the right to either: 

 
(i) accept the layoff; or 

 
 (ii) displace an employee who has lesser bargaining unit seniority and 

who is the least senior employee in an identical paying 
classification in the salary band if the employee subject to layoff 
can perform the job duties without training other than orientation. 
Such employee so displaced shall be laid off. 

 
Note:  
An identical paying classification shall include any job classification within 
the same salary band. 
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In the event that there are no employees with lesser seniority in an 
identical paying classification within the same salary band as defined in 
this Article, a laid off employee will have the right to displace an employee 
with lesser seniority, who is the least senior employee in a lower paying 
classification provided they can perform the duties without training other 
than orientation.  Such employee so displaced shall be laid off. 

 
In the event that there are no employees with lesser seniority in a lower 
paying classification, a laid off employee will have the right to displace an 
employee with lesser seniority, who is the least senior employee in a 
classification in the immediately higher salary band provided they can 
perform the duties without training other than orientation.  Such employee 
so displaced shall be laid off. 

  
 (iii) The decision of the employee to choose (i) or (ii) above shall be 

given in writing to the designated hospital representative within ten 
(10) working days (excluding Saturday, Sunday and Holidays) 
following the notification of layoff.  Employees failing to do so or 
whose options have been exhausted will be deemed to have been 
laid off. 

 
(c) An employee shall have the opportunity of recall from a layoff to an 

available opening, in order of seniority, provided they have the ability to 
perform the work before such opening is filled on a regular basis under a 
job posting procedure.  The posting procedure in the Collective 
Agreement shall not apply until the recall process has been completed. 

 
(d) In determining the ability of an employee to perform the work for the 

purposes of the paragraphs above, the Hospital shall not act in an 
arbitrary or unfair manner. 

 
(e) An employee recalled to work in a different classification from which they 

were laid off shall have the privilege of returning to the position they held 
prior to the layoff should it become vacant within six (6) months of being 
recalled. 

 
 

 
 

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

 
(g) It is the sole responsibility of the employee who has been laid off to notify 

the Hospital of their intention to return to work within five (5) working days 
(exclusive of Saturdays, Sundays and paid holidays) after being notified 
to do so by registered mail, addressed to the last address on record with 
the Hospital (which notification shall be deemed to have been received on 
the second day following the date of mailing) and to return to work within 
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ten (10) working days after being notified.  The notification shall state the 
job to which the employee is eligible to be recalled and the date and time 
at which the employee shall report for work.  The employee is solely 
responsible for their proper address being on record with the Hospital. 

 
(h) Employees on layoff or notice of layoff shall be given preference for 

temporary vacancies which are expected to exceed ten (10) working 
days. An employee who has been recalled to such temporary vacancy 
shall not be required to accept such recall and may instead remain on 
layoff. 

 
(i) No full-time employee within the bargaining unit shall be laid off by reason 

of their duties being assigned to one or more part-time employees. 
 

(j) In the event that a layoff commenced on the day immediately following a 
paid holiday, an employee otherwise qualified for holiday pay shall not be 
disentitled thereto solely because of the day on which the layoff 
commenced. 

 
(k) A laid off employee shall retain the rights of recall for a period of thirty-two 

(32) months from the date of layoff. 
 
(l) While employees are on notice of layoff they will not have their scheduled 

hours reduced. 
    
11.03 Continuation of Benefits (Full time Only) 
 In the event of a layoff of a full time employee, the Hospital shall pay its share 

of insured benefits premiums up to three (3) months from the end of the month 
in which the layoff occurs or until the laid off employee is employed elsewhere, 
whichever occurs first.        

 
11.04 Severance and Retirement Options  
 (a) (i) Where an employee resigns within 30 days after receiving notice of 

layoff that their position will be eliminated, they shall be entitled to a 
separation allowance 

production of receipts from an approved educational program, within 
twelve (12) months of resignation, may be reimbursed for tuition fees 
up to a maximum of three thousand ($3,000) dollars. 

 
  (ii) Where an employee resigns later than 30 days after receiving notice 

of layoff that their positions will be eliminated they shall be entitled to 
duction of 

receipts from an approved educational program, within twelve (12) 
months of resignation, may be reimbursed for tuition fees up to a 
maximum of one thousand two hundred and fifty ($1,250) dollars. 

 
 (b) Prior to issuing notice of layoff in any classification(s), the Hospital will 

offer early-retirement allowance to a sufficient number of employees 

classification(s) in order of seniority, to the extent that the maximum 
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number of employees within a classification who elect early retirement is 
equivalent to the number of employees within the classification(s) who 
would otherwise receive notice of layoff. 

 
  An employee who elects an early retirement option shall receive, 

following completion of the last day of work, a retirement allowance of two 

salary, and, in addition, full-time employees shall receive a single lump-
sum payment equivalent to $1,000 for each year less than age 65 to a 
maximum of $5,000 upon retirement. 

 
 (c) An employee who has completed one year of service and 
 
  (i) whose layoff is permanent, or 
 

   (ii) who is laid off for 26 weeks in any 52 week period, and who has 
not elected to receive a severance payment under either (a) or (b) 
of this Article, 

 
  

This entitlement shall not be in addition to any entitlement to severance 
pay under the Employment Standards Act but at the same time, shall not 
preclude an employee from claiming any greater entitlement which that 
Act may at some point come to provide. 

 
An employee may elect to defer receipt of this severance payment while 
their recall rights are still in effect.  Once an employee does opt to receive 
the severance payment, they shall be deemed to have resigned, and their 
recall rights shall be extinguished. 

  
 (d) Benefits on Early Retirement (Full time Only) 
  The Hospital will provide equivalent coverage to all employees who retire 

early and have not yet reached age 65 and who are in receipt of the 
 benefits on the same basis as is provided to 

active employees for semi-private, extended health care and dental 
benefits.  The Hospital will contribute the same portion towards the billed 
premiums of these benefits plans as is currently contributed by the 
Hospital to the billed premiums of active employees.  The early retired 
employee will pay their share of the billed premium of the insured benefit 
plans to the Hospital.  

 
11.05 Voluntary Exit Option: 
 

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

 
i. The Hospital will first make offers in the classifications within 

department(s) where layoffs would otherwise occur. If more employees 
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than are required are interested, the Hospital will make its decision 
based on seniority.  

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

iii. In 
above for a voluntary early exit option, if the employees remaining are 
not qualified to perform the available work. 

iv. The number of voluntary early exit options the Hospital approves will not 
exceed the maximum number of employees in the classification(s) who 
would otherwise receive notice of layoff. The last day of employment for 
an employee who accepts a voluntary early exit option will be at the 

immediately following the employees written acceptance offer, unless 
agreed to by the employees.  

 

option if approving such option will not reduce the number of layoff notices which 
would otherwise be made under Article 11.  
 
An employee who elects a voluntary early exit option shall receive, following 

salary for each year of service to a maximum of ceiling of twenty-six (26) weeks 
salary. 

 
11.06 Labour Adjustment Committee 
 (a) With respect to the development of any operating or re-structuring plan 

which may affect the bargaining unit, the Union shall be involved in the 
planning process from the early phases through to the final phases of the 
process.  

 
  The Hospital and Union recognize that the LOU Re: Redeployment 

Process will be utilized as set out therein.       
 
 (b) In addition to that, and to any other planning committee in the Hospital of 

a more broadly representational make-up, there shall be immediately 
established a Labour Adjustment Committee for the bargaining unit, 
which shall meet during the term of this agreement every three months, 
unless otherwise mutually agreed by the parties. 

 
  It shall be the function of the Labour Adjustment Committee to consider 

possible ways and means of avoiding or minimizing potential adverse 
effects upon employees in the bargaining unit, including: 

 
  (i) identifying and proposing possible alternatives to any action that 

the Hospital may propose taking; 
 
  (ii) identifying and seeking ways to address the retraining needs of 

employees; 
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(iii) identifying vacant positions within the Hospital for which surplus 
members of the bargaining unit might qualify, or such positions 
which are currently filled but which are expected to become 
vacant within a twelve (12) month period. 

 
 (c) Composition and Meetings 
  The Committee shall be comprised of equal numbers of representatives 

of the Hospital and from the Union Committee.  The number of 
representatives shall consist of at least two (2) representatives from each 
party to a maximum of five (5) representatives from each party. 

 
Meetings of the Committee shall be held during normal working hours.  
Representatives attending such meetings during their regularly scheduled 
hours of work shall not lose regular earnings as a result of such 
attendance. The Hospital shall make typing and other such clerical 
assistance available as required.  Part time employees will be paid at 
their straight time hourly rate for all hours spent attending meetings of the 
Labour Adjustment Committee. 

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

 
 (d) Disclosure 

To allow the Labour Adjustment Committee to carry out its mandated role 
under this Article, the Hospital will provide the Committee with pertinent 
financial and staffing information and with a copy of any reorganization 
plans which impact on the bargaining unit.    

 
 (e) Accountability 

The Committee shall submit its written recommendations to the Chief 
Executive Officer of the Hospital and the Board of Trustees.  Where there 
is no consensus within the Committee, the individual members of the 
Committee shall be entitled to submit their own recommendations. 

 
Any agreement between the Hospital and the Union resulting from the 
above review concerning the method of implementation will take 
precedence over the other provisions of this agreement.  

 
ARTICLE 12 - JOB POSTING 
 
12.01 Permanent Vacancies 

 
(a) Where a permanent vacancy occurs in a classification within the bargaining 

unit or a new position within the bargaining unit is established by the 
Hospital, such vacancy shall be posted by the Hospital for a period of five 
(5) calendar days. Vacancies created by the filling of an initial permanent 
vacancy within the bargaining unit shall be posted for a period of five (5) 
calendar days.  All applications are to be made in writing within the posting 
period. 
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(b) Jobs will not be posted between December 24th and January 1st.  
 
12.02 The postings referred to in this Article shall stipulate the qualifications, 

classification, rate of pay, department and shift and a copy shall be provided to 
the Chairperson of the Union Committee. 

 
12.03 Criteria for Selection 
 Such vacancies shall be filled from among the applications received on the 

basis of seniority provided that the senior employee possesses the necessary 
qualifications and has the ability needed to perform the normal requirements of 
the job. The name of the successful applicant will be posted. The Employer 
agrees that upon awarding of the job to the successful applicant, the applicant 
will assume the duties of the posting no later than six (6) weeks from the 
award.  Both parties agree that exceptional circumstances may arise wherein 
the six (6) weeks may need to be extended (ex. In cases of pregnancy and/or 
parental leaves, retirement, posting delays as per Article 12.01 (b), etc.). 
Should an extension be required, the Hospital will advise the Chairperson.   

 
12.04 Where there are no successful applicants from within the service bargaining 

units for positions referred to in this Article, employees in other Unifor 
bargaining units at the Hospital will be considered for such positions prior to 
considering persons not employed by the Hospital.  The employees eligible for 
consideration shall be limited to those employees who have applied for the 
position in accordance with this Article, and selection shall be made in 
accordance with this Article. 

 
12.05 The Hospital shall have the right to fill such vacancies on a temporary basis 

until the posting procedure has been complied with and arrangements have 
been made to permit the person selected to fill the vacancy to be assigned to 
the job concerned. 

 
12.06 It is understood that any internal applicant contacted regarding a permanent or 

temporary job posting pursuant to this article will have up to twenty-four (24) 
hours to respond to the hiring manager. The twenty-four (24) hour response 
period shall fall within Monday to Friday, excluding paid holidays. The 
successful candidate will provide their decision regarding the job posting to the 
hiring manager within twenty-four (24) hours of such offer. If the successful 
applicant to a job posting declines the position, the position will then be offered 
to the next successful applicant subject to the provisions of article 12.03 and 
12.04. 

 
12.07  Trial Period 
 The successful applicant will be placed in the vacancy for a trial period of four 

hundred and fifty (450) hours worked and if the employee proves satisfactory, 
then they shall be considered permanently assigned to the vacancy.  If the 
employee proves unable to perform the duties of the vacancy, the employee 
will be returned to their former position at their former salary or rate of pay 
without loss of seniority, as will any other employee in the Bargaining Unit who 
was promoted or transferred by reason of such placing.  Newly hired 
employees shall be terminated and such termination shall not be subject to the 
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grievance and arbitration procedure. Extending a trial period is subject to union 
approval and will be brought to the attention of the employee.  

 
12.08 Successful applicants and newly hired employees of permanent positions will 

not be permitted to apply for job postings or any subsequent vacancies for a 
period of eight (8) months from the start date, except where a part time 
employee is applying for a permanent full time position or where an 
unscheduled part-time employee is applying for a scheduled part-time position 
within their unit or service department or where an employee is moving to a 
permanent position in a higher classification or the parties mutually agree 
otherwise.  For clarity, it is understood that an employee will not be permitted 
to apply for a position outside their department before completing their 
probationary period.  

 
12.09 Employee Transfers 
 

(a) When an employee transfers or is transferred from one department or 
classification to another department or classification, whether the wage rate 
is equal to or higher, they shall be paid at such rate set out in the wage 
schedule for such department or classification so that the employee will not 
be earning less money than prior to the transfer.  If the employee receives 
a higher wage rate, their anniversary date will be adjusted accordingly.  
 

(b) If the wage rate is less than the wage rate of the transferred employee, the 
employee shall be placed on their corresponding level of the wage grid to 
the new classification, however the resulting rate will not exceed the 
maximum level of the wage grid in the new classification. This also applies 
when an employee transfers into a temporary vacancy on a lower level of 
the wage grid. When they return to their permanent position they will be 
placed on the wage grid at the step upon which they left.  

 
(c) Employees transferring to a classification where they previously worked 

within the last eighteen (18) months, will be placed on the wage grid at the 
same level they were on when they left the classification. 

 
12.10 Temporary Vacancies 

(a) Vacancies which are not expected to exceed twelve (12) months may 
be filled at the discretion of the Hospital. All pregnancy and parental 
leaves or any vacancy which is expected to exceed twelve (12) months 
shall be posted. Where the Hospital has decided to fill a temporary 
vacancy, it will be posted in accordance with Article 12.01 and 12.02. 

 
In filling such vacancies consideration shall be given to full-time 
employees, then part-time employees in the nursing unit or service 
department on the basis of the seniority provided that the senior 
employees possess the necessary qualifications and has the ability 
needed to perform the normal requirements of the job.  If the vacancy 
is not filled within the department then Article 12.03 and 12.04 will be 
followed.  Part-time employees selected to fill a vacancy under this 
Article will continue to maintain their part-time status and upon 
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completion of the assignment the employee will return to their former 
position.   

 
  The term may be extended a further twelve (12) months on mutual 

agreement of the Union, employee and Hospital. 
 
  This article is to be read in conjunction with Article 11.02 (h) of this 

collective agreement. 
 
  External applicants hired to fill a temporary vacancy shall be placed 

on the part time seniority list. 
 
  Employees selected to fill such temporary vacancies are not eligible to 

apply for other temporary positions while filling the temporary 
vacancy.  

 
                       Furthermore, internal applicants will be required to return to their 

home unit or service department for a period of eight (8) months and 
will not be permitted to apply for another temporary position outside of 
their home unit or service department until they have worked in their 
home unit or service department for this eight (8) month period. 

 
                (b)  Employees occupying a temporary full time line shall follow the terms 

of Article 15.04 and 15.07 of the collective agreement. 
 

 (c) Temporary vacancies that are expected to exceed twelve (12) 
months, except pregnancy or parental leaves, will be posted if not 
filled through the recall provisions of the collective agreement. 

 
  The Hospital will advise the Union of the successful applicants for 

posted temporary vacancies.   
 

12.11 Employees newly hired to fill temporary vacancies may be released and such 
release shall not be the subject of a grievance or arbitration.  If the employee is 
a successful applicant for a permanent position, the employee shall be credited 
with seniority from date of hire subject to successfully completing their 
probationary period.  The employee shall be credited with shifts worked (hours 
worked for employees whose regular hours of work are other than the standard 
work day) towards the probationary period to a maximum of 30 shifts (225 
hours for employees whose regular hours of work are other than the standard 
work day).  Notwithstanding the above, if an employee is hired into the same 
classification within the same department then they would not be required to 
serve an additional probationary period - only the hours required to achieve 
permanent status. 

 
               Notwithstanding the above, such newly hired employees are not eligible for 

either a permanent or a temporary position for a period of eight (8) months.  
 Notwithstanding the above, subject to the completion of the recruitment 

process as per Article 12, and prior to management considering external 
candidates such newly hired employees may be awarded a temporary or 
permanent position.  
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ARTICLE 13 - JOB SECURITY 
 
13.01 The Hospital shall not contract out any work usually performed by members of 

the bargaining unit if, as a result of such contracting out, a layoff of any 
employees other than unscheduled part-time employees results from such 
contracting out. 

  
 Notwithstanding the foregoing, the hospital may contract out work usually 

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

 
(a) To employ the employees thus displaced from the hospital; and 

 
(b) In doing so to stand, with respect to that work, in the place of the 

with the Union, and to execute into an agreement with the Union 
to that effect. 

 
 In order to ensure compliance with this provision, the hospital agrees that it will 

withdraw the work from any contractor who has failed to meet the aforesaid 
terms of the contracting-out arrangement. 

 
 On request by the Union the Hospital will undertake to review contracted 

services which fall within the work of the bargaining unit. The purpose of the 
review will be to determine the practicality of increasing the degree to which 
bargaining unit employees may be utilized to deliver such services in the 
future.  The Hospital further agrees that the results of their review will be 
submitted to the Labour Adjustment Committee for its consideration. 

 
13.02      Technological Change 

(a) Where the Employer has decided to introduce a technological change 
which will significantly alter the status of an employee, the Employer 
undertakes to meet with the Union a minimum of 60 days or as soon as 
practical, prior to implementation, to consider the minimizing of adverse 
effects (if any) upon the employees. 

 
(b)  Where new or greater skills are required than are already possessed by 

the affected employees under the present methods of operation, such 
employees shall be given a period of training during which they may 
perfect or acquire the skills necessitated by the new method of operation. 
After such training period, should an affected employee not acquire the 
skills necessary to perform the new method of operation, the parties shall 
hereby meet to discuss the relocation of the affected employee. The 
Employer will assume the cost of tuition and travel. There shall be no 
reduction in wage or salary rates during the training period of any such 
employee. Training shall be given during the hours of work whenever 
possible. 
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13.03 Employees not covered by the terms of this Agreement will not perform duties 
normally assigned to those employees who are covered by the Agreement, 
except for the purposes of instruction, experimentation or in emergencies when 
regular employees are not readily available. 

 
13.04 K-W Site 
 The use of volunteers shall not be expanded beyond the extent of existing 

practice, unless agreed to by the Parties. Note: this provision will not apply to 
the Grand River Regional Cancer Centre, unless agreed to by the Parties. 

 
ARTICLE 14 - LEAVES OF ABSENCE 
 
14.01 Personal 

(a) The Hospital may grant a leave of absence without pay to employees for 
legitimate personal reasons satisfactory to the Hospital. 

 
(b) Applications for such leaves shall be in writing to the Hospital and will be 

considered and approved by the Hospital as far in advance as possible, 
but in any event at least four (4) week prior to the commencement of the 
leave, unless the circumstances are such that it is impossible to give 
advance notice. 

 
(c) The written application must clearly state the reason for the leave of 

absence and the expected duration of such absence. 
 

(d) During the period of absence, the employee shall not engage in gainful 
employment for any other person, firm or Corporation. 

 
14.02 Bereavement 

(a) An employee who notifies the Hospital as soon as possible following 
bereavement shall be granted up to five (5) consecutive working days off, 
without loss of their regular pay, for hours scheduled within nine (9) 
calendar days commencing with the day of death of member of their 
immediate family. "Immediate family" means spouse, common-law 
spouse, partner of same sex, child or step-child and parents.   

 
-parent, father-in-law, 

mother-in-law, brother, sister, brother-in-law, sister-in-law, grandparents, 
spouse's grandparent, grandchild, son-in-law and daughter-in-law, and 
upon notification to the Hospital, an employee shall be granted up to three 
(3) consecutive working days off, without loss of their regular pay for 
hours scheduled within seven (7) calendar days commencing with the day 
of death. 
 

(b) Should additional time off be required an unpaid leave of absence may be 
arranged, subject to the approval of the Department Head. Where the 
funeral or celebration of life takes place at a later date beyond the 
appropriate timeline set out in 14.02 (a), employees will be allowed to split 
the bereavement time to attend the services. This must be communicated 
by the employee to the Manager at the time of the original request for the 
leave of absence. 
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14.03 Jury & Witness Duty
If an employee is required to serve as a juror or attend jury selection 
proceedings in any matter is subpoenaed as a witness, and notifies the 

attend, the Employer agrees to pay to the employee the difference between the 
money received for acting as a juror (to be evidenced by production of Court 
payment and a copy of the summons or subpoena) and the pay, at the 

oyee 
would have received if he had not been required to serve as a juror or as a 
witness and had worked his normal shift, provided that this clause shall not be 
construed so as  to permit any employee to recover the equivalent of overtime 
pay.  If an employee is required to serve on a jury or attend jury selection 
proceedings in any matter on a scheduled week day off during the week 
immediately preceding a weekend when such employee is scheduled to work, 
his schedule will be changed to give them that weekend off, or one of the 
weekend days of his choice if only one scheduled day off was lost because of 
such jury duty. Such change in schedule will not result in premium payment. 

 
14.04 Union Leave 

Leave of absence for Union business shall be given without pay up to a 
maximum of seventy five (75) days per calendar year to be used by elected or 
appointed union officials, per bargaining unit, provided such leave does not 
interfere with the continuance of efficient operation of the Hospital.  The 
bargaining units will be permitted to utilize any unused leave for union business 
not exercised by another bargaining unit.  The Union will notify Human 
Resources in writing of the transfer of Union leave days from one bargaining 
unit to the other prior to taking the leave.  The Hospital will notify the Union 
within five (5) days of the requested date of the leave if the leave has been 
granted. 

          
Such leave shall be subject to the following conditions: 

 
(a) Not more than twelve (12) employees of the Hospital are absent on any 

such leave at the same time, and not more than three (3) employees from 
a department; 

 
(b) A request must be made in writing at least two (2) weeks prior to the 

commencement of the function for which leave is requested; 
 

(c) Such request shall state the general nature of the function to be attended; 
 

(d) Employees on a Union Leave which is approved by the Hospital in 
accordance with the above conditions shall be paid for such leave by the 
Hospital.  The Hospital shall then forward a statement of such wages paid 
to the employee affected Local 1106 office for reimbursement of the 
amount stated; 

 
(e) An employee who is elected or appointed to office in the Unifor - Local 

1106 or as a National representative, upon request, shall be granted a 
leave of absence without loss of seniority and benefits for up to three (3) 
years. 
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During such leaves of absence, salary and benefits shall be kept whole 
by the Hospital and the Union agrees to reimburse the Hospital for such 
salary and the Hospital's contribution to said benefits. The Union agrees 
to notify the Hospital of the employee's intention to return to work within 
two (2) weeks following the termination of office for which the leave was 
granted. At the end of such leave, any employee hired or placed as a 
substitute for the employee on such absence, may be terminated or laid 
off by the Hospital as required, or may be transferred to the employee's 
previous position if the substitution was a transfer. An employee on leave 
of absence under this provision shall continue to accumulate all rights and 
privileges under this Agreement. 
 
It is understood that the intent of this article is that it shall apply to only 
one employee at a time per circumstance as noted above, and that the 
Union shall provide adequate notice prior to an employee commencing 
Union Leave of Absence. 
 
In addition, it is understood that any employee so elected or appointed is 
required to maintain their competence in the event that they are to return 
to the workplace. 

 
14.05 Education 

(a) Where employees are required by the Hospital to take courses to 
upgrade or acquire new employment qualifications to retain their current 
occupational classification, the employer shall pay the full costs 
associated with the courses. 

 
(b) If required by the Hospital, an employee shall be entitled to leave of 

absence with pay and without loss of seniority and benefits to write 
examinations to upgrade their employment qualifications. 

 
(c) Time spent by an employee in the attendance at short courses, 

workshops, or seminars held within the Hospital and directly related to the 
employee's employment at the Hospital, shall be deemed to be work 
hours as set out in the Hours of Work Article and remunerated 
accordingly. 

 
In-Service Programme 
(d) Both the Hospital and the Union recognize their joint responsibility and 

commitment to provide, and to participate in, in-service programmes.  The 
Union supports the principle of its members' responsibility for their own 
professional development and the Hospital will endeavor to provide 
programmes related to the requirements of the Hospital.  Available 
programmes will be publicized. 

 
Where an employee is on duty and authorized to attend any required in-
service programmes within the Hospital during their regularly scheduled 
working hours, they shall suffer no loss of pay, and such time will not be 
considered as time worked for the purpose of calculating overtime 
entitlement. 
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Where an employee is required to attend authorized courses outside their 
regularly scheduled working hours, they shall be paid at their regular 
straight time rate of pay. 

   
It is understood that the above language will apply to any Learning 
Management System Course as required. 

 
14.06 Pregnancy 

(a) Pregnancy leave will be granted in accordance with the provisions of the 
Employment Standards Act, except where amended in this provision. 

 
 An employee who is eligible for a pregnancy leave may extend the leave 

for a period of up to twelve months duration, inclusive of any parental 
leave. 

 
(b) The service requirement for eligibility for pregnancy leave shall be thirteen 

(13) weeks of continuous service before the expected date of birth. 
 

(c) The employee shall give written notification two weeks prior to the 
commencement of the leave of their request for leave together with their 
expected date of return.  At such time they shall also furnish the Hospital 
with their doctor's certificate as to pregnancy and expected date of 
delivery. 

 
(d) The Hospital will continue to pay its share of the premiums of the 

subsidized employee benefits in which the employee is participating for 
the initial seventeen (17) weeks from the commencement of the leave 
while the employee is on pregnancy leave providing the employee pays 
their share prior to the commencement of the leave. 

 
Credit for service shall accumulate for the initial seventeen (17) weeks 
from the commencement of the leave while an employee is on pregnancy 
leave. 

 
Credit for seniority shall accumulate during the period of the leave. 

 
(e) The employee shall reconfirm their intention to return to work on the date 

originally provided to the Hospital in 14:06 (c) above by written notification 
received by the Hospital at least two weeks in advance thereof. 

 
 Subject to any changes to the employee's status which would have 

occurred had they not been on pregnancy leave, the employee shall be 
reinstated to their former duties, on the same shift in the same 
department, and at the same rate of pay. 

 
(f) Effective on confirmation by the Human Resources Development Canada 

of the appropriateness of the Hospital's Supplemental Unemployment 
Benefit (SUB) plan, a permanent employee on leave as set out above 
who is in receipt of Employment Insurance pregnancy benefits pursuant 
to the Employment Insurance Act, shall be paid a Supplemental 
Unemployment Benefit.  That benefit will be equivalent to the difference 
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between ninety-three percent (93%) of their regular weekly earnings and 
the sum of weekly Employment Insurance benefits and any other 
earnings.  Such payment shall commence following completion of the 
unemployment waiting period, and receipt by the Hospital of the 
employee's Employment Insurance cheque stub as proof that the 
employee is in receipt of Employment Insurance pregnancy benefits, and 
shall continue while the employee is in receipt of such benefits for a 
maximum period of fifteen (15) weeks.  The employee's regular weekly 
earnings shall be determined by multiplying their regular hourly rate on 
the last day worked prior to the commencement of the leave times their 
normal weekly hours. 

 
Notwithstanding the above, the Hospital will pay the employee ninety-
three percent (93%) of their normal weekly earnings while waiting to 
receive Employment Insurance benefits. 

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

(g) Pregnant employees may request to be transferred from their current 

pregnancy may be at risk.  If such transfer is not feasible, the pregnant 
employee, if they so request, will be granted an unpaid leave of absence 
before commencement of current contractual pregnancy leave. 

 
 
14.07 Parental 

(a) Parental leaves will be granted in accordance with the provisions of the 
Employment Standards Act, except where amended in this provision.  
The service requirement for eligibility for parental leave shall be thirteen 
(13) weeks of continuous service. 

 
(b) An employee, who qualified for parental leave, other than an adoptive 

parent, shall give written notification at least two (2) weeks in advance of 
the date of commencement of such leave and the expected date of 
return. 

 
(c) An employee who is an adoptive parent shall advise the Hospital as far in 

advance as possible of having qualified to adopt a child, and shall request 
the leave of absence, in writing, upon receipt of confirmation of the 
pending adoption.  If, because of late receipt of confirmation of the 
pending adoption, the employee finds it impossible to request the leave of 
absence in writing the request may be made verbally and subsequently 
verified in writing.  Such leave shall not be withheld unreasonably. 

 
 An employee who is an adoptive parent may extend the parental leave for 

such greater time as may be required by the adoption agency concerned 
up to a maximum aggregate of six (6) months.  Written notice by the 
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employee for such extension will be given at least two (2) weeks prior to 
the termination of the initially approved leave. 

 
(d) An employee shall reconfirm their intention to return to work on the date 

originally approved in subsection (b) above by written notification received 
by the Hospital at least two (2) weeks in advance thereof. 

 
(e) Effective on confirmation by the Human Resources Development Canada 

of the appropriateness of the Hospital's Supplemental Unemployment 
Benefit (SUB) Plan, a permanent employee on leave as set out above 
who is in receipt of the Employment Insurance Parental Benefits pursuant 
to the Employment Insurance Act, shall be paid a Supplemental 
Unemployment Benefit.  That benefit will be equivalent to the difference 
between ninety-three percent (93%) of the regular weekly earnings and 
the sum of the weekly unemployment insurance benefit and any other 
earnings.  Such payment shall commence following completion of the 
unemployment insurance waiting period, and receipt by the Hospital of 
the employee's Employment Insurance Parental Benefit, and shall 
continue while the employee is in receipt of such benefits for a maximum 
period of eleven (11) weeks.  The employee's regular weekly earnings 
shall be determined by multiplying the regular hourly rate on the last day 
worked prior to the commencement of the leave times the normal weekly 
hours.  

 
 When an employee elects to receive parental leave benefits pursuant to 

Section 12(3)(b)(ii) of the Employment Insurance Act, the amount of any 
supplemental unemployment benefit payable by the Hospital will be equal 
to what would have been payable had the employee elected to receive 
parental benefits pursuant to Section 12(3)(b)(i) of the Employment 
Insurance Act.  

 
 The employee does not have any vested right except to receive payments 

for the covered unemployment period.  The plan provides that payment in 
respect of guaranteed annual remuneration or in respect of deferred 
remuneration or severance pay benefits are not reduced or increased by 
payments received under the plan. 

 
(f) Credit for service shall accumulate for a period of up to sixty-one (61) 

weeks after the parental leave began, if the employee also took 
pregnancy leave, and sixty-three (63) weeks after the parental leave 
began otherwise, while the employee is on parental leave on the basis of 

  
  
 For clarity, employees will be entitled to paid/unpaid vacation accrual as 

per Article 19.01 (i). 
 

Credit for seniority shall accumulate during the period of the leave. 
 
(g) The Hospital will continue to pay its share of the premiums of the 

subsidized employee benefits, including pension, in which the employee 
is participating for a period of up to sixty-one (61) weeks after the parental 
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leave began, if the employee also took pregnancy leave, and sixty-three 
(63) weeks after the parental leave began otherwise, while the employee 
is on parental leave.  

 
(h) Subject to any changes to the employee's status which would have 

occurred had they not been on parental leave, the employee shall be 
reinstated to their former duties, on the same shift in the same 
department, and at the same rate of pay. 

 
(i) Both parents will be eligible to take a parental leave in accordance with 

the legislation. 
for adoption and a person who is in a relationship of some permanence 
with the parent of the child and who intends to treat the child as their own. 

 
14.08 Personal Emergency Leave 
 Unless a more generous benefit relating to a leave of absence is set out in this 

collective agreement, employees have the right to take a leave of absence of 
the kinds described in Part XIV of the Employment Standards Act, 2000, in the 
circumstances and according to the rules set out in that Part of that Act, as 
modified by the enhancements to those leaves contained in this collective 
agreement. 

 
14.09 Family Medical Leave 

The Hospital will grant Family Medical leave as outlined under the Employment 
Standards Act and the Employment Insurance Act. 

 
ARTICLE 15 - HOURS OF WORK 
 
15.01 The normal work week shall be composed of an average of thirty-seven and 

one-half (37.5) hours per week over the period scheduled by the Hospital.  The 
normal work day shall be seven and one-half (7.5 hours exclusive of an unpaid 
meal period.  It is recognized that the minimum shift length is four (4) hours. 

 
               The normal work day for working extended shifts shall be eleven and one 

quarter (11.25) consecutive hours with a three quarters (0.75) hour unpaid 
meal break(s). 

 
 The normal work day for working extended ten hour shifts shall be composed 

of 9.375 consecutive hours, exclusive of an unpaid meal period of thirty-seven 
and one-half (37.5) minutes. For clarity, the 9.375 hour shift will be considered 

 
 

If an employee is authorized by the manager or designate to work during the 
lunch break and if alternative arrangements cannot be made, they will be paid 
time and one-half (1.5) their regular straight time hourly rate for all time worked 
in excess of their normal daily hours. Employees required to remain on their 
work unit or service department during unpaid meal periods will be paid at their 
regular straight time hourly rate. 
 
All parties recognize that at the change of shifts there will normally be 
additional time required for reporting which shall be considered to be part of 
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the normal daily shift, for a period of up to fifteen (15) minutes in duration.  
Should the reporting time extend beyond 15 minutes, the total time spent 
beyond the regular shift shall be considered overtime and subject to payment 
under Article 15.04. 

 
15.02 It is understood and agreed that this article does not constitute a guarantee as 

to hours of work per day or per week or for any period. 
 
15.03 Rest Periods 
 Employees working a seven and one-half (7.5) hour shift will be entitled to a 

paid rest period of fifteen (15) consecutive minutes in both the first half and the 
second half of the shift. 

 
 Employees working other than seven and one-half (7.5) hour shifts will be 

entitled to a paid rest period of fifteen (15) minutes for each four (4) hours of 
work during their shift. 

 
 Rest periods may be combined. 
 
 Meal and relief periods cannot be used to shorten the length of the shift 
 
15.04 Overtime 
 All authorized time worked in excess of 7.5 hours or 9.375 hours per day or in 

excess of an average of seventy-five (75) hours over the pay period shall be 
paid at the rate of time and one-half (1.5) the employee's regular straight time 
rate of pay.  Overtime shall be offered to senior full time employees first, then 
to senior part time employees. 

 
               All authorized time worked in excess of eleven and a quarter (11.25) hours a 

day or seventy eight and three quarter (78.75) hours averaged over the pay 
period shall be paid at time and one-
rate of pay.  Overtime shall be offered to senior full time employees first, then 
to senior part time employees. 

 
 It is further understood that overtime hours of less than four (4) hours will be 

offered by seniority in the above order as a shift extension to the home unit 
staff. Where the overtime hours are expected to be four (4) hours or greater, 
shifts will be offered in the above order by seniority, to staff on the home unit 
not scheduled to work that day and then to staff currently scheduled on that 
date. 

 
 Once staff have been scheduled in the above order and shifts remain 

outstanding, shifts may be offered to off unit employees in the above order. 
 

This does not apply for the extra shift per quarter scheduled for full time 
employees on a 4 on 5 off schedule. 

 
Full time employees that are called in will be paid at time and one half (1.5) for 
all hours over their regular scheduled rotation. 
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Part-time employees working any combination of 7.5 hour, 9.375 hour, and 
11.25 hour shifts will be entitled to overtime payment in the following 
circumstances: 
 

(i) Hours worked above 78.75 hours in a pay period 
 

(ii) Hours worked in excess of the scheduled shift (a minimum of 7.5 
hours) 

 
15.05 Daylight Savings 
 Notwithstanding the foregoing, overtime will not be paid for additional hours 

worked during a twenty-four (24) hour period as a result of a change-over to 
daylight saving from standard time or vice versa. 

 
15.06 No Pyramiding of Premiums 
 Premium payments under any of the terms of this Agreement shall not be 

duplicated or pyramided for the same hours worked. 
 
15.07  Full-time Scheduling 

(a) Employees who work 7.5 hour shifts will not be scheduled to work more 
than seven (7) consecutive days unless mutually agreed between the 
Hospital and the employee. 

 
Employees who work eleven and a quarter (11.25) hour shifts will not be 
scheduled to work more than four (4) consecutive days unless mutually 
agreed between the Hospital and the employee. 
 

(b) Full time employees not working the 4 on 5 off extended shifts will be     
scheduled for one out of two weekends off.  This does not apply to 
employees who are not regularly scheduled for weekends. 

 
(c) Emplo

only extended shifts, to a total of two hundred and twenty five (225) hours 
over the six (6) week schedule.  It is understood that this is the equivalent 
of seventy five (75) hours every two (2) weeks over the length of the 
schedule and that this will result in uneven bi-weekly pays.  The master 
schedule provides employees with two (2) pay periods of 78.75 hours and 
one (1) pay period of 67.5 hours on a rotational basis in order to maintain 
full-time hours of 1950 per year. The master schedule provides employees 
with one period of seven (7) consecutive days without a scheduled shift, 
inclusive of their paid holiday lieu day. For clarity, 7.5 hour holiday lieu time 
will be scheduled as part of the master rotation. In order to maintain full 
time hours (1950 per year), the employee will be required to request either 
holiday lieu time or overtime lieu time, or vacation for the remaining 3.75 
hours.  

 
 (d) ng model, a paid holiday lieu 

day shall be scheduled on an otherwise unscheduled day.  The parties 
agree that, each full time employee will be scheduled four (4) additional 
required shifts each year, two (2) in the period of January to June and 
another two (2) in the period July to December. The shifts will be distributed 
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and the seniority of the 
employee.  If availability is not submitted, the Hospital will schedule the 
shifts. The scheduling of the required shift will not result in premium 
payment as per Article 15.04 in relation to averaged hours over the pay 
period. Such assignments will be posted in accordance with the collective 
agreement and will be brought to the attention of the employee by the 
posting of the schedule. 

 
Employees who wish to use overtime hours already in their lieu bank for 
these required shifts shall be allowed to draw 11.25 hours and apply this to 
the required shifts.  Such request must be made in writing to the manager 
two (2) weeks prior to the posting of the schedule. 
 
Where additional required shifts are not pre-scheduled, employees who 
wish to use overtime hours already in their lieu bank for these required 
shifts shall be allowed to draw 11.25 hours and apply this to the required 
shifts. 
 
Where employees are scheduled the additional required shift post-
schedule, they may choose to add it to their four (4) day rotation.  This will 
not result in premium payment. 
 

(e) The Hybrid Schedule is defined as one that results in an employee working 
a combination of extended shifts (11.25 hour shifts), ten (10) hour shifts and 
normal shifts (7.5 hour shifts) within the scheduling period. 
 
The Hospital will schedule employees off either two (2) out of four (4) 
weekends or every other weekend depending on the unit schedule. 
 
Employees will not be scheduled to work more than: 

a) Three (3) extended shifts, or 
b) Seven (7) normal (7.5 hours) shifts or shifts of less than 7.5 hours, or 
c) Four (4) shifts of a combination of normal and extended shifts 
d) Four (4) ten hour shifts without a day off 

 
 (f) Full-time employees will be available: To work two (2) of three (3) shifts 

subject to the departmental operating hours (i.e. days/evenings or 
days/nights) or both shifts for eleven and a quarter (11.25) hour shifts. 

 
 (g) The first shift of the day will be the day shift.  The day shift will begin on or 

after six hundred (0600) hours as determined by the nursing unit or service 
department.  

 
 (h) A weekend is defined as all hours from Friday at twenty-three hundred 

(2300) hours to Sunday at twenty-three (2300) hours inclusive.  It is 
understood that the nursing unit or service department can utilize another 
forty-eight (48) hour period that begins with the Friday night shift. 

 
(i) Where an employee is called in to work a shift less than two (2) hours prior 

to the commencement of the shift, and arrives within one (1) hour of the 



 

41 
 

 

commencement, then the employee will be paid for the full shift provided 
the employee works until the normal completion of the shift. 

 
(j) Requests for exchange of shifts within the current posted schedule(s) 

between two employees within the same nursing unit or service department 
must be submitted, in writing, and on the form provided by the Hospital.  
The form must state the shifts to be exchanged, the date and signed by 
both employees before the manager/designate will consider the request.  
Requests for exchange of shifts will not be unreasonably denied.  No shifts 
can be given by an employee to another employee. Employees may 
request a shift exchange with other employees for a shift of a different 
length. In order to maintain full-time hours (1950 per year) full-time 
employees must request banked lieu time or vacation for the remaining 
hours. No partial shift exchange will be granted where one part exchanged 
is less than four (4) hours and a shift may not be separated into more than 
two (2) parts. Notwithstanding Article 15.08 (j), the Hospital will only pay the 
total hours of the original scheduled shift. There shall not be any premium 
paid as a result of the exchange of shifts, excluding shift and/or weekend 
premium. 

 
 If an employee is unable to sign the request a verbal confirmation, by both 

 
 
(k)  Unit Weekend Schedule  
      A unit or service department weekend scheduled may be developed in 

 
 
 A unit or service department weekend schedule is defined as a schedule in 

which a full-time employee works a weekly average of thirty (30) hours and 
is paid for 37.5 hours at their regular straight time hourly rate. The 
scheduled must include two 11.25 hour shifts and one 7.5 hour shift, which 
fall within a weekend period as determined by the Hospital and the Union. 
An employee working a weekend schedule will work every weekend except 
as provided for in the provisions below  

 
 If the Hospital and the Union agree to a unit or service department 

weekend schedule, the introduction of that schedule and the manner in 
which the position(s) are filled shall be determined by the Hospital and 
Union.  

 
 This unit or service department schedule may be discontinued by either 

party as per Article 15.13. Such agreement shall not be unreasonably 
withheld.  

 
a) Weekend and shift premiums shall not be paid;  

 
(i) Vacation Bank 

Vacation entitlement is determined by Article 19.01. For 
the purposes of Article 19.01, hours worked or credited as 
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paid leave will be based on an accelerated rate of 1.25 
hours credit for each hour worked.  
 
Drawing from the vacation bank will occur at an 
accelerated rate of 1.25 paid hours for every hour taken as 
vacation (i.e. 11.25 hours worked equals 14.05 hours paid; 
7.5 hours worked equals 9.375 hours paid)   
 
Vacation must be taken as a full weekend off (i.e. Saturday 
and Sunday). The maximum number of weekends off 
cannot exceed the week entitlement level determined by 
Article 19.01.  
 
For clarity, one full weekend of vacation scheduled 
amounts to 2 weeks of time off for the purposes of vacation 
quotas.  
 
Single vacation days may be taken on weekdays, which 
need not be in conjunction with the Saturday and Sunday. 
Single vacation days may be taken on the weekend 
provided no replacement is required.  
 
Article 19.06 (a), (b), (c) do not apply.  

 
(ii) Paid Holiday Bank  

Employees qualify in accordance with the collective 
agreement. The paid holidays are identified in Article 
18.01.  
 
Credit to the paid holiday bank will occur on the date of the 
holiday.  
 
Drawing from the paid holiday bank will occur at an 
accelerated rate of 1.25 hours paid for every hour taken 
(i.e. 11.25 hours worked equals 14.05 hours paid; 7.5 
hours worked equals 9.375 hours paid).  
 
If an employee works on a paid holiday as defined by the 
local parties, they will receive one and one half (1 ½) pay 
for all hours worked on a holiday. The employee will not 
receive a lieu day.  
 
The holiday bank can be used as income replacement for 
absences due to illness or for lieu time off on a weekday.  

 
(iii) Sick Leave  

The employee may utilize the paid holiday bank as income 
replacement for absences due to illness, as described by 
Article (ii) above.  
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The employee is eligible for long-term disability benefits as 
described in Article 21. An employee will not receive pay 
for the first seventeen (17) weeks of any period of absence 
due to a legitimate illness. Subject to the availability of paid 
holiday banked hours, the employee will be eligible for 
Employment Insurance weeks three (3) through seventeen 
(17) for any absence due to a legitimate illness. The 
Hospital will provide the employee with sixty-five (65%) 
percent of their regular earnings for weeks eighteen (18) 
through thirty (30) for any absence due to a legitimate 
illness.  
 
Employees may be required to provide medical proof if 
illness for any absence of a scheduled shift, which is 
neither vacation nor an approved leave of absence. The 
provision of medical certificates shall be subject to Article 
21.05.  

 
(iv) Leave of Absence  

Article 14 applies for both paid and unpaid leaves. For the 
purposes of an unpaid 11.25 hour shift, the deduction from 
pay shall equate to 14.05 hours. For the purposes of an 
unpaid 7.5 hour shift, the deduction from pay shall equate 
to 9.375 hours.  
 

(v) Shift Exchange 
Weekend shift exchanges will be permitted only between 
weekend shift employees. Weekday shift exchanges will 
be permitted provided the Hospital does not incur 
additional costs.  
 

(vi) Overtime 
Overtime will begin to accrue after sixty (60) hours in a two 
(2) week period arranged over the scheduling period 
determined by the local parties.  

 
Overtime will apply if the employee works in excess of the 
normal daily hours.  

 
 Payment for overtime is as in Article 15.04.  
 

(vii) Scheduling Provisions  
The scheduling and premium provisions relating to 
consecutive weekends off do not apply to employees who 
accept positions under this provision.  

 
(viii) Holiday Season Period  

The provisions relating to scheduling during this period will 
apply, except as modified to confirm that the weekend shift 
employee will continue to work weekends during the 
period.  
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15.08 Part Time Scheduling 
(a)  It is understood that part time employees will occupy either a scheduled or 

unscheduled line. 
 
  Furthermore, the parties agree that the primary purpose of part-time 

employees is to provide the Hospital with flexibility to enable the Hospital to 
meet its operational requirements and obligations to full time employees 
during peak periods and extended hours, and when full time employees are 
not available for their regular schedule due to vacation, specified holidays, 
leaves of absence, illness or injury. 

 
(b)  Part time employees will be available: 

(i) 12 months per year, less vacation entitlement 
(ii) A minimum of twenty-two and a half (22.5) schedulable hours per 

week 
(iii) One weekend in two 
(iv) Either the Christmas period (includes Christmas Eve, Christmas 

 
(v) To work two of three shifts subject to the departmental operating 

hours (i.e. days/evenings or days/nights) or both shifts for 11.25 
hour shifts in each week 

(vi) To work 7.5 and 11.25 hour shifts in departments where both 
shifts exist  

(vii) Half the paid holidays 
 
(c) The Hospital will provide availability forms that will be used by all 

departments.  Employees will provide to their manager or designate, 
completed availability forms by 2400 hours on the Friday, four (4) weeks 
prior to the posting of the schedule any periods of availability during the 
scheduling period. An employee when submitting availability shall not be 
required to be available for more than one shift per day, nor does this 
preclude an employee from making themselves available for more than one 
shift per day (in accordance with the departmental operating hours). 
Changes in availability will not be considered within two weeks of the 
schedule being posted. If availability is not submitted, does not meet the 
operational needs of the unit, or does not meet the requirements of (b) 
above, part-time employees may be scheduled up to their commitment, 
based on the needs of the unit or service departments.  

 
 For clarity, staff are required to submit availability as set out in Article 15.08 

(b) and (c).  
 
 It is understood that where the Hospital is scheduling against the 

submission of availability, this will only occur where there is an unfilled 
need after all relevant scheduling processes have been utilized. In such 
cases the Hospital may schedule an employee to their commitment, 
against availability, in reverse seniority order.  
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Employees who provide availability forms in accordance with this article 
and Article 15.08 (b) will be scheduled based on seniority and the needs of 
the department before those employees who fail to submit an availability 
form. Late submissions will be accepted for call-ins that arise but not for 
pre-booked shifts.  Employees have the right to change their availability 
after submission although the amendments must comply with this Article.  

 
(d)  The posted schedule will be established based on the lines each part time 

employee has selected or been assigned and the known available shifts 
per pay period.  The available shifts will be scheduled by seniority and 
availability starting with the most senior employee on the nursing unit or 
service department, up to 45 hours in a pay period.  Once all regular part 
time employees in the nursing unit or service department have 45 hours, 
shifts will be scheduled one at a time by seniority and availability, so as to 
equalize hours, in the nursing unit or service department. 

 
  For clarity, shifts that become available after the schedule is posted will be 

offered by seniority and availability starting with the most senior part time 
employee on the nursing unit or service department, up to 45 hours in a 
pay period.  Once all regular part time employees in the nursing unit or 
service department have 45 hours, shifts will be offered one at a time by 
seniority and availability, so as to equalize hours, in the nursing unit or 
service department.  

 
  For the purposes of distribution of shifts, a shift offered and refused by an 

employee when available will be considered to be hours worked for the 
purpose of offering shifts after the schedule is posted except in cases 
where Article 15.10 applies. 

 
  For clarity, eligible employees who have indicated availability for a full shift 

will be given the full shift over eligible employees who have indicated their 
availability for only part of an available shift. 

 
  Where an eligible employee indicates availability for only part of an 

available shift and the hospital is unable to find an employee who can work 
the entire shift, the eligible employee may be given the part shift. Where 
multiple employees indicate availability to work part of the shift, the shift will 
be assigned to the employee who can cover the longest portion of the shift. 
Should the remainder of the shift remain uncovered and the eligible 
employee subsequently becomes available to work the remainder of the 
shift, they will be paid at the regular straight time rate of pay until the 
duration of the original shift is completed. 

 
(e)   At the time of posting the schedule, prior to utilizing the call in process, in 

situations where the schedule is posted and vacant shifts remain, the 
hospital may post a needs list on the nursing unit or service department. 
The list will be posted within seven (7) calendar days from the date the 
schedule was posted. The list will remain posted for one (1) calendar week 
(or two (2) weeks for the summer schedule). The date the list will be 
removed will be clearly indicated on the list.  During that week (or two 
weeks for the summer schedule), employees may submit their request to 



 

46 
 

 

work any vacant shift.
by the department scheduler prior to 1400 hours on the seventh (7th) day 
(or fourteenth (14th) day during the summer schedule).  The hospital will 
schedule employees in accordance with Article 15.08 (d). The hospital will 
notify each employee who has been scheduled into a vacant shift. 

   For clarity, the Hospital will not be confirming the empl
subsequent to their submission. The Hospital will notify each employee 
who has been scheduled into a vacant shift, in writing, within 7 days of the 
date that the list is removed.  

 
    Note: A response by email is considered to be a response in writing.  

  
(f)  Requests for exchange of shifts within the current posted schedule(s) 

between two employees within the same nursing unit or service 
department must be submitted, in writing, and on the form provided by the 
Hospital.  The form must state the shifts to be exchanged, the date and 
signed by both employees before the manager/designate will consider the 
request.  Requests for exchange of shifts will not be unreasonably denied.  
No shifts can be given by an employee to another employee. Employees 
may request a shift exchange with other employees for a shift of a different 
length. In order to maintain full-time hours (1950 per year) full-time 
employees must request banked lieu time or vacation for the remaining 
hours. No partial shift exchange will be granted where one part exchanged 
is less than four (4) hours and a shift may not be separated into more than 
two (2) parts. Notwithstanding Article 15.08 (j), the Hospital will only pay 
the total hours of the original scheduled shift. There shall not be any 
premium paid as a result of the exchange of shifts, excluding shift and/or 
weekend premium. 

 
 If an employee is unable to sign the request a verbal confirmation, by both 

 
 

(g)  The first shift of the day will be the day shift. The day shift will begin on or 
after 0600 hours as determined by the nursing unit or service department. 

 
(h)  Part time employees whose normal work day consists of a seven and one 

half (7.5) hour shift will not be scheduled or called in to work more than 
seven (7) consecutive days unless mutually agreed between the Hospital 
and the employee. Part time employees whose normal work day consists 
of eleven and a quarter (11.25) hour shift will not be scheduled or called in 
to work more than four (4) consecutive days unless mutually agreed 
between the Hospital and the employee.  

 
(i)  A weekend is defined as all hours from Friday at twenty-three hundred 

hours (2300) to Sunday at twenty-three hundred (2300) hours inclusive.  It 
is understood that the nursing unit or service department can utilize 
another forty-eight (48) hour period that begins with the Friday night shift. 

 
(j) Where an employee is called in to work a shift less than two (2) hours prior 

to the commencement of the shift, and arrives within one (1) hour of the 
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commencement, then the employee will be paid for the full shift provided 
the employee works until the normal completion of the shift. For those 
employees not supported by the centralized scheduling office who are 
called in to work a shift and who arrive within one (1) hour of the call, the 
employee will be paid from the time of the call. 

 
       Shift Cancellations  Full-Time and Part-Time 

(k)  cancellation. However, 
where the Hospital has determined that there is a need to cancel staff on a 
particular shift, it will be done as follows: 
a) Staff incurring overtime premium will have their shift cancelled first. 
b) Employees working on the unit on the shift will be asked for a 

volunteer and the most senior part-time volunteers, followed by most 
senior full-time volunteers, will be sent home. Where this is a full-time 
employee, they are required to use vacation or banked time for the 
remainder of the shift. 

c) Where there are no volunteers all off unit employees working on the 
unit will have shift cancelled starting with least senior part time 
employees followed by least senior full time. 

d) Where there remains no volunteers, the least senior part-time 
employee working on the unit on the shift will be cancelled. 

e) Where there are no regular part-time, the least senior full-time 
employee working on the unit on the shift will be cancelled. 

f) For the purposes of this process, employees working in temporary 
positions will use their permanent status for this cancellation process. 
For example, if a regular part-time employee is working in a 
temporary full-time position, they will be cancelled as a regular part-
time employee. 

 
 Employees who report for a scheduled shift will be guaranteed at least four 

(4) hours of work, or if no work is available will be paid for at least four (4) 
hours where work is not available due to conditions beyond the control of 
the Hospital. 

 
(l)  Employees scheduled to work, and who are asked to extend their shift with 

less than twenty-four (24)  will receive premium pay for all 
hours worked in excess of seven and one half (7.5) hours so long as the 
call for the shift or any part of the shift had not previously been placed in 
advance of the twenty-four (24) .  

   
15.09 Schedules will be posted two weeks in advance for at least four (4) weeks. 

 
15.10 There shall be a minimum of twelve (12) hours off between shifts. Any time 

worked during the twelve (12) hour period between shifts shall be paid at the rate 
of time and one-half (1.5) the employee's regular straight-time rate of pay, save 
and except where: 

 
(a)  An employee agrees to work overtime or an additional shift outside their 

regularly scheduled shifts; 
(b)  An employee and their supervisor specifically agree to waive the 

premium for a single shift; or 
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(c) The Union and the Hospital specifically agree in writing to waive the
premium for an ongoing schedule. 

 
 Note: For employees working extended shifts, the hospital shall schedule thirty 

evening shift. 
  

15.11 Reassignment 
Where the Hospital determines that an employee must be reassigned, the 
following will apply: 
 

(a) Employees working on the unit on the shift will be asked for a volunteer to 
be reassigned and the most senior volunteer will be reassigned. 

(b) Where there are no volunteers, the least senior part-time employee 
working on the unit on the shift will be reassigned. 

(c) Where there are no regular part-time, the least senior full-time employee 
working on the unit on the shift will be reassigned. 

 
The above procedure is subject to ensuring that the employees remaining on the 
unit are qualified to perform the available work.  The Hospital will, in consultation 
with the employee, make the determination of whether or not the employee to be 
reassigned is qualified for the assignment.   

     
The above process does not apply to cases of layoff or re-structuring. In such 
cases the redeployment process will be followed as set out in Article 11.05 (a). 

 
15.12  Scheduling Committee  

The hospital agrees to recognize a committee of one full time service, one part 
time service, and an equal number of management representatives. The 
committee may also review scheduling concerns as raised by either party that 
have been reviewed/discussed with the manager prior to submission to the 
scheduling committee. The committee will meet upon request of either party, and 
such requests shall not be unreasonably denied. Where a manager decides to 
implement a new schedule, the scheduling committee will review the proposed 
schedule to ensure it complies with the collective agreement. Through this 
process, the scheduling committee may suggest changes to the schedule, up to 
and including an alternate schedule. It is understood that the intent of this clause 

the collective agreement. A copy of any new schedule will be provided to the 
committee prior to implementation. 

 
15.13  Scheduling Model Changes 
  or service  

scheduling model they will approach the unit manager.  If the manager agrees to 
implement the proposed scheduling model a vote will proceed.  The voting 
procedure will be as follows: 

 
(a) A combined fifty-one percent (51%) of all full time and part time employees 

permanently assigned to such units or service departments so indicate by 
secret ballot.  A weighting formula of a ratio of full time (1) to part time (0.5) 
will be used; and, 
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(b) The secret ballot vote will be conducted at no cost to the Hospital, by the 
scheduling committee.  The Hospital will post the results of the vote on the 
unit or service department and the scheduling committee will post the 
results on the Union bulletin board. 

 
(c) The secret ballot shall not take place unless six (6) months has elapsed 

from the start date of the new schedule. 
  

  The manager may discontinue or change a scheduling model in any unit or 
service department when either: 

 
(d) Fifty-one percent (51%) of all full time and part time employees 

permanently assigned to such unit or service department so indicate by 
secret ballot. A weighting formula of a ratio of full time to part time will be 
used. Or 

 
(e) The Hospital deems that the schedule: 

(i) Causes adverse effects on patient care; or 
 

(ii) Results in the inability to provide a workable staffing schedule; or 
 

(iii) Results in other undesirable outcomes that are neither 
unreasonable nor arbitrary. 

 
15.14  Reporting Sick Time/Personal L.O.A. and/or W.S.I.B. 
 (a) Reporting Off Duty: 
 

  (i) When reporting off ill the employee will notify their manager or 
designate as to the cause of absence i.e.: ill/personal/W.S.I.B. 

 
  (ii) For the evening or night shift - call must reach the designated area 

two (2) hours in advance. 
 
  (iii) For employees whose day shift commences on or prior to 1200 

hours - a call is acceptable as late as 45 minutes before the start 
of their shift. It is recognized that an employee may find upon 
waking that they are not fit to report for work. 

 
 (b) Returning to Work: 
 
 The minimum reporting expectation is:      
 

  (i) at least ten (10) hours before the commencement of the next 
scheduled day shift of the employee; and 

 
(ii) at least four (4) hours before the evening or the night shift; and/or  
 
(iii) in accordance with department procedures for returning to work 

after a non- occupational injury or illness.  
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It is understood that the above process does not apply to absences that would 
require a return to work plan. 

          
15.15 Banking of Lieu Time 

Where the full-time or part time employee chooses equivalent time off for time 
worked such time off shall be taken within the fiscal year at a mutually 
agreeable time.  At no time will the employee accumulate more than 45 hours 
of equivalent time off.  If the employee is unable to schedule the time off, all 
hours owing will be paid by the last pay date, inclusive of the final pay period, 
of the fiscal year.  

 
In addition, for full-time and part-time employees working on units or service 
departments anticipated to have scheduled temporary closures or scheduled 
slowdowns during the fiscal year, equivalent time off shall be taken at a 
mutually agreeable time before the end of the fiscal year. If the employee is 
unable to schedule the time off by the end of the fiscal year, the employee will 
be paid for all hours owing. It is understood that full time employees may bank 
up to 75 hours and part time employees may bank up to 45 hours. 

 
ARTICLE 16 - PREMIUM PAY 
 
16.01 Call Back 

(a) An employee called back to work after leaving the premises, who reports 
for work outside their normal, scheduled hours of work will receive, no 
matter what period of time is actually worked, no less than the equivalent 
of four (4) hours' pay at two (2) times their regular, straight time hourly 
rate.  For purposes of clarity, this paragraph shall not apply to employees 
who are scheduled to work overtime by reporting to work before the 
commencement of their normal shift. 

 
(b) Any calls that occur during the minimum guarantee period will be covered 

by the minimum guarantee. 
 
16.02 Standby 

Employees required to remain available for duty outside their regularly 
scheduled hours of work will be paid a standby amount of three dollars ($3.00) 
for each hour of the standby period. 
 
Should an employee be called in to work from standby, the standby amount 
shall cease at the time the employee commences working and resume 
following the greater of the time worked or the minimum hours paid for call 
back. 

 
16.03 Shift Premium 

Employees shall be paid a shift premium of two dollars and ninety-eight cents 
($2.98) per hour for all hours worked on the afternoon or night shift where the 
majority of hours fall outside the normal day shift and the work takes place 
between 1500 hours one day and 0700 hours the following day.  

 
 Shift premium shall also be paid for the 1100 hours to 1900 hours shift from 
1500 hours to 1900 hours. 
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16.04 Weekend Premium 
An employee shall be paid a weekend premium of three dollars and fourteen 
cents ($3.14) per hour for each hour worked between 2300 hours Friday and 
2300 hours Sunday. If the parties mutually agree, the effective times for this 
weekend premium may adjusted to reflect a different forty-eight (48) hour time 
period over the weekend hours.  
 

16.05 Responsibility Pay  
 

Outside Bargaining Unit 
Where the Hospital temporarily assigns an employee to carry out the assigned 
responsibilities of a higher paying classification outside the bargaining unit, the 
employee shall receive a premium of ninety cents ($0.90) in addition to their 
regular rate for all hours worked while so assigned. 

 
Inside Bargaining Unit 

 When an employee is assigned temporarily to perform the duties and assume 
the responsibilities of a higher paying classification in the bargaining unit, they 
shall be paid the rate immediately above their current rate in the higher paying 
classification to which they were assigned for all hours worked while so 
assigned. 

 
Lead Hand 

 Effective April 1, 2018, when the Hospital assigns an employee to be a lead 
hand, the employee shall receive a premium of seventy five cents ($0.75) per 
hour in addition to their regular rate of all hours worked while so assigned.  

 
ARTICLE 17 - ALLOWANCES 
 
17.01 Uniforms 

(a) The Hospital will supply and launder uniforms for employees working in 
Childbirth, Maintenance and the Operating Room.  The Hospital will 
supply uniforms in Medical Device Reprocessing Department,  
Environmental Services, Nutrition and Food Services and the Renal 
Program. 

 
(b) Uniforms worn by employees covered under the terms of this Agreement 

in other departments not previously listed, the uniforms shall meet the 
standards as determined by the Hospital. 

 
(c) Where the Hospital requires employees to wear uniforms, the Hospital 

shall pay such employees five cents ($0.05) per hour paid to a maximum 
of ninety dollars ($90.00) per calendar year. 
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17.02 Footwear
  The Hospital will pay a safety footwear allowance of one hundred and forty 

dollars ($140.00) per calendar year to each employee who is required by the 
Hospital to wear safety footwear. Such footwear must be Hospital and CSA 
approved. 

 
 
ARTICLE 18 - PAID HOLIDAYS 
(ARTICLE 18:01-18.07 APPLICABLE TO FULL TIME ONLY) 
 
18.01 The following shall be observed as holidays at the Hospital: 

 
New Year's Day   Civic Holiday 

 Family Day                    Labour Day 
 Good Friday    Thanksgiving Day 
 Easter Monday   Remembrance Day 

Victoria Day    Christmas Day 
   Canada Day (July 1st)   Boxing Day 
    
 Should the Hospital be required to observe additional paid holidays as a result 

of legislation, it is understood that one of the existing holidays recognized by 
the Hospital shall be established as the legislated holiday after discussion with 
the Union, so that the Hospital's obligation to provide for twelve (12) paid 
holidays remains unchanged. 
 

18.02 (a) Holiday pay is defined as the amount of regular straight time hourly pay (7 
1/2 hours) exclusive of shift premium which an employee would have 
received had they worked a normal shift on the holiday in question. 

  
 (b) Full-time employees entitled to a paid holiday lieu day will receive seven 

and one-half (7 ½) hours paid and for shifts greater than seven and one-
half (7 ½) hours staff may advise if they wish to use any combination of 
lieu time or vacation time to receive payment for the full shift off.  

   
18.03 In order to qualify for pay on a holiday, an employee shall complete a full 

scheduled shift on each of their working days immediately preceding and 
following the holiday concerned unless excused by the Hospital or the 
employee was absent due to: 

 
 (a) legitimate illness or accident which commenced within thirty (30) calendar 

days of the date of the holiday; 
 

 (b) layoff for a period not exceeding five (5) calendar days, inclusive of the 
holiday; 

 
 (c) a leave of absence for a period not exceeding five (5) calendar days, 

inclusive of the holiday; 
 
(d) vacation granted by the Hospital; 
 
(e)  
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18.04 An employee who qualifies for the holiday pay and is required to work on any 
of the above named holidays, will at the option of the Hospital, which shall take 
into account in its decision the request of the employee, to receive either: 

 
(a) pay for all hours worked on such day at the rate of one and one-half 

(1 1/2) times their regular straight time rate of pay in addition to their 
regular straight time rate of pay, or 

 
(b) pay at the rate of time and one-

time rate of pay for work performed on such holiday and lieu day off at 
regular straight time rate of pay within fifty (50) days following the holiday.  
Such lieu day off will be selected by the employee and their Supervisor by 
mutual agreement.  Failing such mutual agreement, the lieu day will be 

 
 
(c) An employee who works extended shifts may receive pay at the rate of  

time and one-
performed on such holiday and a lieu day off of seven and a half (7.5) 
hours at regular straight time rate of pay within fifty (50) days following the 
holiday.  Such lieu day off will be selected by the employee and their 
Supervisor by mutual agreement.  Failing such mutual agreement, the lieu 

 
      
18.05 An employee who is scheduled to work on a paid holiday and who fails to do 

so shall lose their entitlement to holiday pay unless the employee provides a 
reason for such absence which is reasonable. 

 
18.06 If one of the paid holiday occurs during 

day off which may be added to their vacation or taken as a vacation day at a 
time mutually agreed to between the employee and supervisor.  Failing such 

rate of pay. 
 
18.07 

selected by the employee and their Supervisor by mutual agreement, providing 
the employee qualifies for the holiday pay. Failing such agreement, the lieu day 

 
 
18.08 If a part time employee works on any of the holidays listed in Article 19.01 they 

shall be paid at the rate of time and one-half (1 ½) their regular straight time 
rate for all hours worked on such holiday. 
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ARTICLE 19 VACATIONS
(ARTICLES 19.01 AND 19.03, APPLICABLE TO FULL TIME ONLY ARTICLE 19.02 
APPLICABLE TO PART TIME ONLY) 
 
19.01 Full time employees working for the Hospital in the twelve (12) month period 

preceding July 1st shall be entitled to vacation computed on the following basis 
according to the individual employee's length of continuous service: 

 
(a) Employees who have completed less than one (1) year of continuous 

service as of July 1st , shall be entitled to an annual vacation of 1 day for 
each completed month of service to a maximum of nine (9) working days 
and shall be paid 4% of their earnings during the vacation year.  Vacation 

during the vacation year calculated as of the pay period immediately 
preceding July 1st. 

 
(b) An employee with more than one (1) year continuous service but less 

than two (2) years of continuous service as of July 1st of any year shall be 
entitled to an annual vacation of two (2) weeks with pay at their regular 
straight time hourly rate. 

 
(c) An employee with more than two (2) years of continuous service but less 

than five (5) years of continuous service as of July 1st of any year shall be 
entitled to an annual vacation of three (3) weeks with pay at their regular 
straight time hourly rate. 

 
 (d) An employee with more than five (5) years of continuous service but less 

than thirteen (13) years of continuous service as of July 1st of any year 
shall be entitled to an annual vacation of four (4) weeks with pay at their 
regular straight time hourly rate. 

 
(e)    An employee with more than thirteen (13) years of continuous service but 

less than twenty-two (22) years of continuous service as of July 1st of any 
year shall be entitled to an annual vacation of five (5) weeks with pay at 
her regular straight time hourly rate. 

 
(f)   An employee who has completed more than twenty-two (22) years of 

continuous service as of July 1st of any year shall be entitled to an annual 
vacation of six (6) weeks with pay at her regular straight time hourly rate. 

 
(g)   An employee who has completed more than twenty-eight (28) years of 

continuous service as of July 1st of any year shall be entitled to an annual 
vacation of seven (7) weeks with pay at her regular straight time hourly 
rate. 

 
(h)   Employees who work extended shifts will have their vacation entitlement 

converted to hours. 
 

(i) An employee who is on an unpaid leave of absence in excess of sixty (60) 
continuous calendar days will not accrue paid vacation. It is understood 
that staff will continue to accrue unpaid vacation during this time.  
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Notwithstanding the above, effective July 9, 1999, employees receiving a 
greater vacation entitlement shall continue to receive that entitlement until such 
time as they would move on the vacation schedule outlined above. 

 
19.02 Part Time employees shall be paid vacation pay based on the following 

formulae: 
 
 Start of employment    4% of earnings 
 After 3,450 hours worked    6% of earnings 
 After 8,625 hours worked    8% of earnings 
 After 22,425 hours worked    10% of earnings 
 After 37,950 hours worked    12% of earnings 
 After 48,300 hours worked    14% of earnings 
 

Notwithstanding the above, effective July 9, 1999, employees receiving a 
greater vacation entitlement shall continue to receive that entitlement until such 
time as they would move on the vacation schedule outlined above. 

 
19.03 Vacations with pay are granted for past service.  It shall be the duty of the 

Department Head to receive requests for vacation entitlement and arrange 
suitable dates taking into account adequate coverage of the department and 
seniority. 

 
19.04 Vacations shall not be cumulative from year to year, however consideration 

may be given in special cases subject to the approval of the Department Head. 
 
19.05 An employee who leaves the employ of the Hospital for any reason shall be 

paid the vacation allowance due them at the time of their termination as 
provided herein. 

 
19.06 (a) Where an employee's scheduled vacation is interrupted due to serious 

illness which commenced prior to the scheduled vacation period, the 
period of such illness shall be considered sick leave. 

 
(b) Where an employee's scheduled vacation is interrupted due to a serious 

illness requiring the employee to be an in-patient in a Hospital, the period 
of such hospitalization shall be considered sick leave. 

 
(c) The portion of the employee's vacation which is deemed to be sick leave 

under the above provisions will not be counted against the employee's 
vacation credits. 

 
(d) Where an employee's scheduled vacation is interrupted due to a death in 

set out in Article 14.02 (a) and the period of bereavement leave will not be 
 

 
19.07      (a) The time of vacation for each full time employee each year will be 

mutually arranged between the employee and the Hospital, provided 
however, that if there is a dispute over a respective vacation date 
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between employees, seniority of an employee shall be the governing 
factor.  In addition, should the parties be unable to mutually agree upon 
the time, the decision will be that of the Hospital.  An employee shall be 
entitled to receive their vacation in an unbroken period, if requested by 
the employee, and such request shall not be unreasonably denied. Once 
a vacation request has been approved, such vacation shall not be 
cancelled, without the consent of the employee.  

 
  The parties agree there is a mutual benefit between employees and their 

unit or service department when vacation requests outside the summer 
and Christmas holiday period are submitted in advance of the posted 
schedule. 

  
 (b) Vacation request for time outside the summer vacation and holiday 

season periods will be considered on a first come, first serve basis in a 
manner consistent with vacation quotas as established on each unit. 
However, if there is a dispute over a respective vacation date between 
employees, seniority of an employee shall be the governing factor.  

 
 (c) All requests must be submitted on the appropriate form to, and approved 

by the manager/designate in writing. The parties recognize that it is 
advantageous for vacation requests to be submitted prior to the posting of 
the schedule. The Manager will respond with approval or denial of such 
requests within two (2) weeks of receipt.  

 
 (d) Part Time employees will be entitled to vacation time per vacation year as 

follows:  
 

(j) two (2) one week unbroken periods after each vacation 

period of employment is less than five years; or   
 

(ii) three (3) one week unbroken periods after each vacation 
entitlement 
period of employment is five years or more.  

   
   Requests for additional time off will be considered a request for a 

personal leave of absence, subject to the provisions under Article 14.01.  
 
19.08 Summer Vacation Period  
 

(a) Summer will be identified as July 1  September 15 or the end of the 
posted summer schedule, whichever is later. 

 
(b) Vacation Seniority Lists shall be posted by February 15th in each year. 

Vacation requests will be submitted in writing by March 30th. Part-time 
employees are required to submit their availability in writing for the 
summer schedule by March 30th.  

 
(c) The entire schedule for the Summer Vacation Period will be posted not 

later than May 15 of each year.  
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(d) It is understood that seniority will be the deciding factor, specifically where 
there is a conflict, senior employees will be granted their vacation prior to 
employees junior to them.  

 
(e) Employees may request all their annual vacation entitlement during the 

vacation years which is July 1st to June 30th.  
 

(f) Additional vacation requests for the summer vacation period will only be 
considered after all employees have had their summer vacation requests 
processed.  

 
19.09 Holiday Season Vacation Period 
 

(a) Requests for vacation for the Holiday Season vacation period (December 
15th  or the start of the posted schedule, whichever is earlier, to January 
15th   or the end of the posted schedule, whichever is later) must be 
submitted in writing to the unit or service department manager by October 
1st of each year. Part-time employees must provide their availability for 
the Holiday Season vacation period  no later than October 1 of each year.  
 

(i) The parties agree that a Labour Management Committee 
meeting will be held between October 15th and October 31st 
where issues related to the Holiday Season schedule and 
vacation requests/approval may be discussed. 

 
(b) Employees shall be available to work either the Christmas period 

Period (incl
years. Should it not be operationally possible to schedule staff according 
to their period last scheduled, the Hospital may schedule the least senior 
staff on the unit/department to work the necessary shifts to cover 
operations. It is understood that no employee should be required to work 
more than two (2) consecutive Christmas or New Year periods, if it is not 
their preference.  

 
(i) New hires (within the Calendar year) will be scheduled either the 

Christmas or New Year period based on operational needs. 
 

(c) The Holiday schedule will be posted by November 1st of each year.  
 

(d) It is understood that seniority will be the deciding factor, specifically where 
there is a conflict, senior employees will be granted their vacation prior to 
employees junior to them.  

 
(e) Vacation requests will be considered based on the needs of the unit or 

service department and seniority. However, the parties recognize that not 
all work areas are able to provide time off during the Holiday Season 
period.  

 
(f)  Approved time off will be indicated on the holiday schedule.  
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(g) This article shall not apply to any area where employees normally work 
Monday to Friday and are not normally scheduled to work on Christmas 

 
 

(h)  In cases where overbooking occurs and management determines that 
employees can be sent home, full-time employees shall be given the 
option of requesting the time off by seniority followed by part-time 
employees by seniority.  

 
(i)  No premiums will be paid for a 5th shift in a row for the 4 on 5 off 

scheduling model where an employee has indicated availability to work a 
5th in a row during the holiday season schedule.  

 
19.10 Full time employees, upon written request to the Payroll Department of the 

Hospital made at least two (2) weeks prior to the commencement of an 

commencement of the vacation. 
 
19.11 Should an employee request to cancel a previously requested vacation, such 

employee shall be permitted to do so provided the cancellation is submitted to 
the Hospital no later than six weeks in advance.  It is understood that if an 
employee is canceling summer vacation it will be before the summer schedule 
is posted. 

 
 Where an employee has not cancelled their vacation but would still like to pick 

up shifts during their scheduled vacation, such employee(s) must indicate their 
willingness to be called prior to the commencement of their vacation. 
Employees will be called last for any shifts offered at straight time. Where such 
employee(s) pick up shifts their vacation bank will not be deducted for any 
hours otherwise worked during their vacation time. For clarity, all shifts picked 
up during a vacation period will be paid at straight time.  

 
 
 
ARTICLE 20 - HEALTH AND WELFARE 
(ARTICLES 20.01 20.06, 20.09 APPLICALBE TO FULL TIME ONLY 
ARTICLE 20.07 APPLICABLE TO PART TIME ONLY) 
 
The Hospital agrees during the term of the Collective Agreement to contribute towards 
the premium coverage of the participating eligible employees in the employ of the 
Hospital under the insurance plans set out below subject to their respective terms and 
conditions including any enrollment requirements. The Hospital will provide the benefits 

 
 
20.01 Semi-Private 

Subject to meeting appropriate enrollment requirements, the Hospital agrees to 
pay one hundred percent (100%) of the billed premium for coverage of eligible 
employees for Semi-Private insurance for each employee eligible for coverage. 
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In accordance with the Grand River Hospital Group Benefits Plan, regular 
coverage ends at age 80 or upon retirement, whichever is earlier.  

 
20.02 Extended Health Care 

The Hospital agrees to contribute seventy-five percent (75%) of the billed 
premiums towards coverage of eligible employees in the employ of the 
Hospital under the existing Extended Health Care Plan providing for fifteen 
dollars ($15.00) single and twenty-five dollars ($25.00) family deductible 
providing the balance of monthly premiums are paid by the employee through 
payroll deductions. 

 
Extended Health Care coverage will include massage (maximum $450.00 per 
year), chiropractic and physiotherapy (a combined maximum of $1,450.00 per 
year), speech-language pathology (maximum $200.00 per year), hearing aids 
(maximum $500.00 per person) and vision care (maximum $450.00 - every 
twenty-four (24) months); and Drug Formulary 3.  Vision coverage permitted to 
be used for laser eye coverage. 
 
In addition, Extended Health Care coverage includes Mental Health services 
by a Psychologist, Registered Psychotherapist or Social Worker (MSW) up to a 
maximum of $800.00 annually, as well as a Health Care Spending Account for 
full-time active employees of $100.00 per year. 
 
Reimbursement for prescribed drugs covered by the plan will be based on the 
cost of the lowest priced therapeutically equivalent generic version of the drug, 
unless there is a documented adverse reaction to the generic drug or unless the 

case the reimbursement will be for the prescribed drug. 
 
In accordance with the Grand River Hospital Group Benefits Plan, regular      
coverage ends at age 80 or upon retirement, whichever is earlier. 
 
 

20.03 Life Insurance 
The Hospital agrees to contribute one hundred percent (100%) of the billed 
premiums towards coverage of eligible employees in the employ of the 
Hospital under the Hospitals of Ontario Group Life Insurance Plan.  Such 
insurance coverage is to be equal to twice the annual salary of the employee. 
 
In accordance with the Hospitals of Ontario Group Life Insurance Plan, regular 
coverage ends at age 65 or upon retirement, whichever is earlier, and 
retirement coverage will commence, at no further cost to the employee. 
Retirement coverage is $300 for each completed year of service as a full-time 
employee, to a maximum of $4,500. Completed years of service include 
continuous service, any qualifying period and any period during which 
premiums are waived due to disability.  

 
20.04 Dental Plan 

The Hospital shall contribute seventy-five percent (75%) of the billed premiums 
towards coverage of eligible employees in the active employ of the Hospital 
under the Dental Plan providing the balance of the monthly premium is paid by 
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the employee through payroll deduction. The Dental Plan will be based on the 
current ODA Fee Schedule with a one year lag and a nine month recall for 
adults; orthodontics 50/50 co-insurance with a $2,000 maximum per insured 
lifetime; Blue Cross rider #2 (or equivalent) [complete and partial dentures] at 
50/50 co-insurance to $2,000 annual maximum; and Blue Cross rider #4 (or 
equivalent) [crowns, bridgework, implants and repairs to same] at 50/50 co-
insurance to $2,000 annual maximum. 
 
In accordance with the Grand River Hospital Group Benefits Plan, regular 
coverage ends at age 80 or upon retirement, whichever is earlier.  

 
20.05 The Semi-Private, Extended Health Care Plan and the Dental Plan referred to 

above shall include coverage for dependents of eligible employees until the 
age of twenty-five (25) years while such dependents are attending post-

dependents who suffer from a 
disability or impairment which precludes the dependent from working shall be 
included for coverage under the aforementioned plans, upon approval of a 
completed application if required by the Carrier. 

 
In accordance with the Grand River Hospital Group Benefits Plan, regular 
coverage ends at age 80 or upon retirement, whichever is earlier.  

 
 
20.06 Responsibility 

(a) It is understood that the Hospital may at any time substitute another 
carrier for any plan provided the benefits conferred thereby are not in total 
decreased.  Before making such a substitution the Hospital shall notify 
the Union to explain the proposed change and to ascertain the view of the 
employees.  Upon a request by the Union, the Employer shall provide to 
the Union full specifications of the benefit programs contracted for and in 
effect for employees covered herein. 
 

(b) 
short-term or long-term benefits under HOODIP may be subject to 
grievance and arbitration under the provisions of this Agreement. 

 
20.07 Percentage in Lieu (Part time only) 

In lieu of full coverage for health and welfare benefits, income protection and 
holiday pay, part time employees shall receive, in addition to their regular 
hourly rate, an amount equivalent to fourteen percent (14%) of their straight 
time hourly rate.  

 
20.08 (a) Pension Plan (K-W site) 

 All present employees enrolled in the Hospital's Pension Plan shall 
maintain their enrollment in the plan subject to its terms and conditions.  
New employees and employees not yet eligible for membership in the 
plan shall, as a condition of employment, enroll in the plan when eligible 
in accordance with its terms and conditions. 

 
 One (1) member of the bargaining unit will be recognized as a member of 

the Pension Advisory Committee with full voice and vote. 
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(b) Pension Plan (Freeport site) 
  The Hospital further agrees to continue its contributions in accordance 

with the provisions of the Healthcare of Ontario Pension Plan (HOOPP) 
as amended by the integration thereof with the Canada Pension Plan. 

 
20.09 Benefits on Early Retirement (Full time only) 

A full time employee who retires prior to age 65 and is in receipt of pension 
benefits, is entitled to remain on the Hospital benefit plans (dental, extended 
health and semi-private coverage) provided that the employee is currently 
enrolled in the benefit plan at the time of retirement, until age 65.  The retired 
employee is responsible for fifty percent (50%) and the Hospital for fifty percent 
(50%) of the monthly premiums.  The retired employee will agree to make 
arrangements for automatic withdrawal of monthly premiums with the Payroll 
department.  Failure of the employee to execute the aforementioned will result 
in coverage being cancelled. 
 
For clarity, retirement coverage of life insurance, in accordance with the 
Hospitals of Ontario Group Life Insurance Plan, is $300 for each completed 
year of service as a full-time employee, to a maximum of $4,500. Completed 
years of service include continuous service, any qualifying period and any 
period during which premiums are waived due to disability.  
 
Should the employee elect not to continue their participation or later opt out of 
this coverage, the employee cannot rejoin the plan at any future date. 

 
ARTICLE 21 - SICK LEAVE AND LONG TERM DISABILITY 
(ARTICLES 21.01 21.04 APPLICALE TO FULL TIME ONLY) 
 
21.01 

(a) The Hospital will assume total responsibility for providing and funding the 
sick pay benefit portion of the Hospitals of Ontario Disability Income Plan 
(HOODIP) in accordance with the plan's terms and conditions. 

 
(b) The Hospital will pay seventy-five percent (75%) of the billed premium 

toward coverage of eligible employees under the Long Term Disability 
benefit portion of the plan (HOODIP), or an equivalent plan, the employee 
paying the balance of the billed premium through payroll deduction. For 
clarity, regular coverage ends at age 65, less the qualifying period, or upon 
retirement, whichever is earlier, in accordance with the Plan. 
 

(c) The Hospital further agrees to pay employees an amount equal to any loss 
of benefits under HOODIP for the first two (2) days of the fourth (4th) and 
fifth (5th) period of absence in any calendar year. 

 
(d) No sick pay benefit is payable under HOODIP for the first fifteen (15) hours 

of absence for the sixth (6th) and subsequent period(s) of absences in the 
same fiscal year (April 1 to March 31) 
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21.02 Absences due to pregnancy-related illness shall be considered as sick leave 
under the sick leave plan.  The employee will be required to provide medical 
documentation to support such illness before sick leave benefits will be paid. 

 
21.03 An employee who is absent from work as a result of an illness or injury 

sustained at work and who has been awaiting approval of a claim for Workers' 
Safety and Insurance Board (WSIB) benefits for a period longer than one 
complete pay period (not including the pay period in which the illness or injury 
occurred) may apply to the Hospital for payment equivalent to the lesser of: 

 
 (a) the benefit they would receive from WSIB if their claim was approved, or 
 
 (b) the benefit to which they would be entitled to under the short term sick 

portion of the disability income plan (HOODIP or equivalent plan). 
 
 Payment will be provided only if the employee provides evidence of disability 

satisfactory to the Hospital and a written undertaking satisfactory to the 
Hospital that any payments will be refunded to the Hospital following final 

claim for benefits is not approved, the monies paid as an advance will be 
applied towards the benefits to which the employee would be entitled under the 
short term portion of the disability income plan. Any payment under this 
provision will continue for a maximum of fifteen (15) weeks. 

 
21.04 Notwithstanding anything else contained in this Agreement, the Hospital will 

continue the benefits as herein provided related to vacation, health and welfare 
programs and HOODIP premiums for a period up to fifteen (15) weeks while a 
employee is receiving paid sick leave by  
Compensation benefits.  

 
21.05 The Hospital shall pay the full cost of any medical certificate required of an 

employee. For the purposes of clarity, the Hospital will not pay for any medical 
certificate provided where the Occupational Health department or the employer 
has not specifically required it. 

 
21.06 Return to Work 
 The Hospital and the Union agree to assist in the early and safe return to work 

for employees who have an occupational injury or are disabled from their 
original position or job.  Where the employee is medically unable to return to 
their original pre injury position, the parties agree to assist in the 
accommodation of the employee in another position or job in accordance with 
applicable legislation.  The program is designed to facilitate employees to return 
to their pre injury level and the resumption of an active role in the workplace.  

 
  A meeting shall be held with the employee and the union to review the return to 

work plan including the schedule, duration, duties and reassessment (where 
necessary). 
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ARTICLE 22 - COMPENSATION
 
22.01 

Local Agreement. 
 
22.02 Wages shall be paid as per Schedule "A" attached hereto which schedule is 

hereby made a part of this Agreement. 
 
22.03 Claim for related clinical experience, if any, shall be made in writing by the 

Registered Practical Nurse (RPN) at the time of hiring on the application for 
employment form or otherwise. Once established consistent with this 

hire. The RPN shall co-operate with the Hospital by providing verification of 
previous experience so that their related clinical experience may be 
determined and evaluated during their probationary period. Having established 
the related clinical experience, the Hospital will credit a new RPN with one (1) 
annual service increment for each year of experience (i.e. 1950 hours) up to 
the maximum of the salary grid. 

If a period of more than two (2) years has elapsed since the RPN has 
occupied a full-time or a part-time nursing position, then the number of 
increments to be paid, if any, shall be at the discretion of the Hospital. For full-

al shall give effect to part-time RPN experience, and for 
part- -time RPN experience. 

NOTE: For greater clarity, related RPN experience includes related RPN 
experience out of province and out of country. 

22.04 Employees shall be paid once every two (2) weeks.  At the time of such pay, 
the hours worked, pay earned and all deductions shall be shown in writing.  
Any deductions required by law shall be made and other deductions shall be 
made in a manner convenient to the Hospital, but so as to attempt to equalize 
such pay for regular hours.  The Hospital shall not be required to split monthly 
deductions for any one deduction. 

 
22.05 When a new classification (which is covered by the terms of this Collective 

Agreement) is established by the Hospital or the Union identifies a job in which 
the duties have changed, the Hospital shall determine the rate of pay for such 
new classification and notify the Local Union of the same.  If the Local Union 
challenges the rate, it shall have the right to request a meeting with the 
Hospital to endeavor to negotiate a mutually satisfactory rate.  Such request 
will be made within ten (10) days after the receipt of notice from the Hospital of 
such new occupational classification and rate.  Any change mutually agreed to 
resulting from such meeting shall be retroactive to the date that notice of the 
rate was given by the Hospital.  If the parties are unable to agree, the dispute 
concerning the new rate may be submitted to arbitration as provided in the 
Agreement within fifteen days of such meeting.  The decision of the Board of 
Arbitration shall be based on the relationship established by comparison with 
the rates for other classifications in the bargaining unit, having regard to the 
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requirements of such classification, and shall be retroactive to the date that 
notice of the new rate was given by the Hospital. 

 
22.06 Where an employee has resigned and/or retired and is subsequently re-

employed at the Hospital within a twelve (12) month period, within the same 
classification, they will be placed on the same wage grid level previously held.  

 
 It is understood that service and seniority will not be credited.  
 
ARTICLE 23  SKILLED TRADES 
 
23.01 Skilled trades for the purpose of this agreement shall be the following: 
 

Electrician 
Plumber  
Refrigeration and Air Conditioning Mechanic 
Steamfitter 
Industrial Mechanic/Millwright 
Cook 
Stationary Engineer (at Freeport site only) 
Painter/Carpenter 

 
 The Hospital has the right to determine qualifications required for skilled trades 

in the specific classifications. 
 
23.02 A journeyperson in any of the designated Skilled Trades shall mean any 

person: 
 
 (a) who holds a Certificate of Qualification in a skilled trade as defined above, 

or 
 (b) who has served a bona fide apprenticeship and holds a certification which 

substantiates their claim of such service and holds a Certificate of 
Qualification, or 

 (c)  who has 8 years of practical experience in the skilled trade in which they 
tion and can prove same.  A Unifor 

as proof.   
 
23.03 Any further new employees hired into a classification that requires a skilled 

trades qualification after signing this Agreement, shall be limited to 
Journeyperson and apprentices. It is understood that when a trade 
classification is created, the Hospital will consult with the Skilled Trades 
representative during the job evaluation of the new trades classification.  

 
23.04 The Hospital agrees to deduct Canadian Skilled Trades Council dues as 

adopted by the Canadian Skilled Trades Council, ½ hour per year from those 
employees who are deemed by the Hospital as a skilled trade as recognized 
under Article 23.01.  This first such deduction will be made from the 

Thereafter deductions will be made in January of each succeeding calendar 
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year.  These deductions along with the names of the employees shall be 
remitted to the financial secretary of the Union. 

 
23.05 If the Hospital requires an apprenticeship program, they will meet with the 

Union and establish the agreement with the Unifor and the Ministry. 
 
23.06 When offering overtime and callback to skilled trades employees, management 

will consider the following criteria: 
 

(a) First consideration given to the site where the work exists 
(b) Second consideration given to the trade group needed to perform the work 
(c) Third consideration given to the skill set of those eligible staff 
(d) Fourth consideration given to the seniority  

23.07 The Hospital agrees to supply molded ear plugs to skilled trades employees 
where required. 

 
23.08 Ontario Youth Apprenticeship Program (OYAP) 
 The Hospital agrees to meet with the Skilled Trades representative in 

conjunction with the Ontario Youth Apprenticeship Program (OYAP).  The 
Hospital will share the number of students involved, the trades affected, and 
the expectations of what the trades should be sharing with these students. 

 
23.09 Required common tools for all skilled trades shall be supplied by the Hospital 

and the Hospital shall further supply each tradesman/woman with their own 
tool box and hand tools based on the previously agreed tool list.  

 
ARTICLE 24 - BULLETIN BOARDS 
 
24.01 The Hospital will provide bulletin boards upon which the Union shall have the 

right to post notices of Union business.  The current number of union boards, 
as at May 19, 1999, will not diminish.  Any changes in their location will be 
discussed at a Labour/Management Committee meeting.  

 
 In addition, the Hospital will provide a virtual union board on the Hospitals 

intranet web site. It is understood that the Hospital will provide the initial one-
time training on how to manage content on the intranet. Thereafter the union 
will be solely responsible for training a designated staff member. 

 
ARTICLE 25  VIOLENCE 
 
25.01    Violence shall be defined as any incident in which an employee is abused, 

threatened, or assaulted during the course of their employment. The Hospital 
agrees that these incidents will not be condoned in the workplace. 

 
25.02     The Hospital shall notify the Union as soon as practical but not more than four 

(4) calendar days of any employee who has been threatened and/or assaulted 
while performing their work and the area which the threat/assault occurred. 
Updated statistics on numbers of staff assaulted while performing work will be 
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brought to each meeting of the joint Health & Safety Committee. The assaulted 
employee may choose to have their name remain confidential. 

 
25.03    The parties agree that if incidents involving an aggressive patient or visitor 

occur, such action will be recorded and reviewed at the Occupational Health 
and Safety Committee.  Reasonable steps within the control of the Hospital will 
follow to address the legitimate health and safety concerns of the employee 
presented in that forum.   

 
25.04     The Hospital agrees to perform a risk assessment to identify any risk to 

workers from violence arising out of their employment.  
 
 The risk assessment must include but not be limited to:  

(a) previous experience in that workplace,  
 

(b) occupational experience in similar workplaces,   
 

(c) the location and circumstances in which work will take place, and  
 

(d) possible sources of violence such as intruders, patients or clients, 
employees, friends and family of patients/clients/employees, visitors, staff 
members, or someone else. 

 
The results of the risk assessments will be shared with the Joint Health and 
Safety Committee.  

 
25.05     Any employee who believes the situation to be abusive shall report this to their 

immediate supervisor who will make every reasonable effort to rectify the 
abusive situation. 

 
25.06  The parties further agree that suitable subjects for discussion at the Joint 

Occupational Health and Safety Committee will include aggressive patients.  
 
25.07  When an employee, in the exercise of their duties, suffers damage to their 

personal belongings (clothing, watch, glasses, contact lenses or other 
prosthesis, etc.), the Hospital shall provide for replacement or repair at no cost 
to the employee.  

 
25.08  The employee will endeavor to present their claim to the Hospital within seven 

(7) days after the event, unless it was impossible for them to do so during this 
period.  

 
25.09  In recognizing the importance of a violence free environment, the employer will 

workplace with the employee during their orientation period. 
 
ARTICLE 26  TRANSITIONAL WORK PROGRAM 
 
26.01 The Hospital and the Union agree to support a safe and early return to work 

plan.  Further the parties agree to comply with the return to work provisions as 
described under Section 40, 41 and 42 of the Workplace Safety and Insurance 
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Act, 1997 (as amended from time to time). The transitional work program will 
apply to occupational and non-occupational injuries/illness in compliance with 
the obligations to accommodate employees under the Ontario Human Rights 
Code. 

 
 If during the course of the transitional work program the employee is 

experiencing discomfort, the transitional work program will be adjusted or 
discontinued so as not to harm the employee.  It is understood that a Union 
representative may accompany the employee to any meetings if the employee 
so desires. 

 
 The employee will receive full wages for occupational illness/injury and benefits 

while performing work during the transitional work program. 
 
 Specific elements of the transitional work program may change from time to 

time to accommodate changing policies or legislation in which case the Union 
will be consulted. 

 
ARTICLE 27 - DURATION 
 
27.01 This Agreement shall continue in effect until March 31, 2026 and thereafter 

from year to year unless either party gives the other party written notice of their 
desire to amend the agreement. 

 
27.02 Notice of intent to amend this Agreement shall be given by either party to the 

other in writing within a period of ninety (90) days prior to the expiry date and 
negotiations with respect thereto shall normally begin within sixty (60) days 
after filing notice to bargain for a new amended Collective Agreement. 

 
 
DATED at Kitchener, Ontario this ____ day of ____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: ocate 
 

Unifor member, 
appointed by Unifor Local 1106, who can be called upon to meet with members from all 
four Unifor bargaining units who are experiencing domestic violence or abuse outside of 

they will also be 
governed by the Standards of Practice of the College of Nurses. 
 
The Hospital will provide a confidential phone extension for the female members of the 
Unifor 
female Unifor members by providing them with information to deal with their issues (i.e. 
refer them to EAP, community resources, etc).  For issues of violence that occur within 

the Workplace policy and the process outlined therein. 
 
The Unifor Local 1106 assumes all respons  
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Domestic Violence 
 
The parties hereby recognize and share the concern that employees may face situations 
of violence or abuse in their personal lives that may affect their attendance or 
performance at work. The parties agree that when there is adequate verification from a 
recognized professional (i.e. doctor, lawyer, professional counselor), an employee who 
is in an abusive or violent personal or domestic situation will not be subjected to 
discipline without giving full consideration to the facts in the case of each individual and 
the circumstances surrounding the incident otherwise supportive of discipline. This 
statement of intent is subject to a standard of good faith on the part of the Employer, the 
Union and the affected employees and will not be utilized by the Union or the employees 
to subvert the application of otherwise appropriate disciplinary measures. 
 
Such information will be treated in a confidential manner by the Employer and the Union 
unless required by law to report. 
 
DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Paid Union Leave  FT & PT Service  
 
The Hospital agrees to provide a total of 7.5 hours per pay period or 11.25 hours per pay 
period depending on their schedule per site for the bargaining unit to be used for union 
business. The parties agree that the time must be taken within the month earned. The 
Union representative taking this time must submit a request to Human Resources for 
approval. Such time will be considered as time worked and paid accordingly. Paid leave 
will be taken from Monday to Friday only.  
 
The request for a leave of absence under this leave will be made by the union 
chairperson or designate.  
 
It is understood that the union representative receiving this payment will be accessible to 
the members and/or representatives of the Hospital to discuss issues which may arise 
between them during this paid time. The representative will give the Hospital contact 
information where they can be reached during the leave. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Seasonal Closures 
 

The Parties agree that seasonal closures will be discussed within the Labour 
Management forum in advance of the planned closure. 
 
All affected employees who do not wish to schedule vacation or request an unpaid leave 
of absence or lieu time may request access to available work on other units or service 
departments. 
 
Affected employees will advise their Manager, who in turn will forward their names to 
Human Resources for distribution to the other Departments. 
 
Additional hours within the Hospital will be offered to the affected employees who are 
qualified to do the available work during the shutdown period.  Such placements will be 
based on seniority and individual availability. 
 
The Parties agree that this process does not impact on normal daily scheduling practices 
i.e. short notice call-ins. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
Between 

 
Grand River Hospital 

And 
Unifor, Local 1106 

 
Re: Transfer of Seniority between Bargaining Units for Accommodated Workers 

 
The Parties agree that with respect to their responsibilities under the Ontario Human 
Rights Code the Parties confirm that accommodated workers will be allowed to carry 
seniority between bargaining units effective the date of the signing of this letter. 
 
When considering the accommodation of a worker in a different bargaining unit, the 
following process will apply: 
 
1) A search for a suitable positi

bargaining unit; 
2) Where no position is found within the current bargaining unit, vacancies in other 

bargaining units may be considered; 
3) Positions in either bargaining unit will be considered in accordance with Article 

12.03 
4) Should the disabled employee be accommodated in an alternate bargaining unit, 

their seniority will also transfer between bargaining units; 
5) It is understood that individual circumstances may allow the Parties to waive the 

above process. 
 
Individual accommodations will be discussed and agreed upon in writing between the 
Parties. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Arbitrators 
 

The Parties mutually agree to utilize the following roster of arbitrators in rotation in 
accordance with Article 9.10 - Arbitration Procedure: 
 

 
Ted Crljenica 

Randy Levinson 
Larry Steinberg 
James Hayes 

 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Influenza Vaccine 
 
The parties agree that influenza vaccinations may be beneficial for patients and 
employees.  Upon a recommendation pertaining to a facility or a specifically designated 
area(s) thereof from the Medical Officer of Health or in compliance with applicable 
provincial legislation, the following rules will apply: 
 
(a) Employees, subject to their consent, may be required to be vaccinated for 

influenza. 
(b) If the full cost of such medication is not covered by some other source, the 

Hospital will pay the full or incremental cost for the vaccine and will endeavor to 

will be provided with information, including risks and side effects, regarding the 
vaccine. 

(c) Hospitals recognize that employees have the right to refuse any required 
vaccination. 

(d) In the event of an outbreak of influenza, the Hospital will reassign staff who have 
not received the vaccination, to appropriate work areas.  

(e) If an employee refuses to take the vaccine because it is medically contra-
indicated, and where a medical certificate is provided to this effect, they will be 
reassigned during the outbreak period, unless reassignment is not possible, in 
which case the employee will be paid.  It is agreed that any such reassignment 
will not adversely impact the scheduled hours of other employees. 

(f) If an employee gets sick as a result of the vaccination, and applies for WSIB, the 
Hospital will not oppose the claim. 

(g) Notwithstanding the above, the Hospital may offer the vaccine on a voluntary 
basis to employees free of charge. 

(h) This clause shall be interpreted in a manner consistent with the Ontario Human 
Rights Code. 

(i) An employee that has worked in a location outside GRH that is experiencing an 
influenza outbreak will not be permitted to work at the Hospital until such time 
that the outbreak is declared over by the Chief Medical Officer. 

 
DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
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______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Temporary Vacancy Audit 
 
The Hospital shall conduct an audit of the use of temporary vacancies in the Unifor 
bargaining units which shall include the following: 
 

 The number of temporary vacancies in each department 
 The names of employees occupying the vacancies 
 The length of time the employees have been in the positions 
 The estimated end date of the assignment 
 The reason why a temporary employee is being utilized 

 
The Hospital shall provide this information once a year (October) to the Union by email. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Skilled Trades Responsibility 
 

Whereas a skilled trades person at the KW site is required to work between 1600 hours 
and 2300 hours, Monday through Friday or alone on a Saturday or Sunday day shift, and 
 
Whereas the skilled trades person, as part of their duties, receives an emergency call, is 
required to assess the nature of that call, contact another tradesperson and delegate 
that work to them; 
 
The skilled trades person will be given lead hand pay, in accordance with Article 16.05, 
for all hours worked between 1600 and 2300, Monday through Friday, or on a Saturday 
or Sunday day shift and statutory holiday. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Contracting Out 
 

For work that arises outside of all closed off construction areas, management will assess 
if there is an opportunity to have the skilled trades, who normally perform the work, do 
the job.  The overtime rates will be paid, where applicable.  The decision will be based 
on having sufficient manpower to complete the job within the necessary time period.  
Failing this, the Hospital reserves the right to contract the work out as per Article 13. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Skilled Trades Apprenticeship 
 
Where the hospital determines that an apprenticeship program is warranted, the hospital 
and the union agree that such a program will be governed by the Ontario Ministry of 
Training, Universities and Colleges.  Items related to, but not limited to, registration, 
educational requirements, attendance at school and documentation regarding training 
hours and type of work will be set by the Ministry of Training, Colleges and University. 
The apprentice, the hospital and the supervising trades person will be required to meet 
its respective duties under the program. 
 
SENIORITY 
Upon completion of their apprenticeship, the apprentice shall receive the appropriate 
classification title as set out under the skilled trade wage scale.  
 
Upon satisfactory completion of the apprenticeship program, the apprentice will obtain 
seniority as of the starting date of the apprenticeship. Accumulation of seniority in 
another classification is frozen and excludes time served in apprenticeship.  
 
Employees who enter the apprenticeship program shall retain their relative hospital 
seniority until such time as they complete their apprenticeship when the regular 
apprenticeship seniority rule shall apply. The apprentice will exercise their relative 
seniority at the time of layoff from the apprenticeship. 
 
POSTING 
The hospital will post all vacant trades position(s) both internally and externally prior to 
implementing an apprenticeship opportunity. If the position is not filled through the 
posting process, the hospital may choose to utilize the apprenticeship provisions of the 
agreement. 
 
WAGES 
An apprentice shall be paid at level 5 on the wage grid.  The apprentice shall progress 
up the wage grid on the basis of 2,000 hours worked.  However, an employee with 
seniority rights who enters the apprenticeship program will remain at their current hourly 
rate or at 85% of the journeyman/woman start rate, if their current rate is higher. 
 
Where an employee with seniority rights is currently holding a ticket in a trade and seeks 
an apprenticeship in another trade, such employee will not be permitted to work in their 
original trade. 
 
The apprentice will be considered on a bargaining unit wide basis and in accordance 
with seniority provisions of the collective agreement with the exception of where the 
apprentice fails to meet the terms of their apprenticeship program, in which case their 
employment will be terminated. 
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CANCELLATION 
Where management determines that the apprenticeship program needs to be cancelled, 
it shall inform the Unifor in writing.  
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: 4 on 5 Off Schedule Rotation in Service Departments Where Employees are 
Required to Remain on the Unit or Service Department During Meal Breaks 

 
WHEREAS the parties agree a full-time bargaining unit member must maintain their full-
time yearly hourly requirements of 1,950 paid hours: 
 
WHEREAS the parties recognize due to patient/client care requirements some units or 
service departments require employees to remain on the unit or service departments 
during their meal periods; 
 
The parties agree the following: 
 

1. Full-time employees working the 4 on 5 off schedule rotation in units or service 
departments where they are required to remain on the unit or service department 
during their meal break shall be paid in accordance with Article 15.01. 

 
2. To ensure full-time employees maintain 1,950 paid hours per calendar year the 

following amendments will be made to the 4 on 5 off schedule rotation: 
 

(a) Full-time employees will not be required to work the additional shifts as 
outline in Article 15.07(e); 
 

(b) Contrary to Article 15.07 (e), full-time employees will be required to take 
equal time off of work for paid holidays.  Employees earn 7.5 hours per paid 
holiday, therefore employees, upon approval from their manager, will be 
required to use banked time, vacation time or use multiple paid holidays to 
ensure they are guaranteed the full day off with pay. 

 
DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
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______________________________ ______________________________
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Position Change Notice Considerations 
 

Where the union believes there is a substantial change(s) to the requirements of a 
position in the bargaining unit, the union will notify the hospital to review those 
requirements. The parties will discuss the issue in a timely way and refer the matter to 
the job evaluation committee, where necessary. 
 
There shall be no more than four (4) union representatives from the job evaluation 
committee and no more than four (4) representatives from Grand River Hospital involved 
in such discussions. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 

 
 
 
 

 



 

84 
 

 

Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

RE: Terms of Reference for Student Nurses 
 
 
Job Summary & Scope: 
 
Nurse externs are individuals currently enrolled in a registered nursing course 
recognized by the College of Nurses, who has completed 3 years of the program. The 
Hospital will employ nurse externs in a limited scope of practice with the aim of providing 
working experience as a member of the health care team providing direct patient care, 
while working under the discretion of the clinical unit.   
 
The clinical unit will develop the daily assignment and structure e.g. assigned to buddy 
one nurse or assigned to several patients for specific tasks. The nurse extern will never 
be solely responsible for any patient but provide assistance and take direction from the 
assigned nurse (RN or RPN).  
 
The nursing externs will not work to the level of a nursing student but work in a role that 
is similar to an unregulated worker (Clinical Assistant 6) with some additional 
responsibilities.  The responsibilities will be identified based on input from the nurse in 
the externship role, EPL and clinical manager of the unit and will be clearly 
communicated to staff working on the unit.   
 
At this time, the nurse externs will not be members of any bargaining unit and will not 
pay union dues.   
 
Typical Duties and Responsibilities: 
 
Direct Patient Care: 

 Assist with personal hygiene (bathing, dressing, shaving and shampooing of hair) 
 Provide assistance with lifting, turning, transferring, transporting and ambulating 

as per hospital policies 
 Provide measures to ensure skin integrity 
 Provide on-going comfort measures to the patient, including bed-making 
 Assist with patient safety and comfort by ensuring the environment is clean and 

tidy, and safe from hazards 
 Practice all procedures in keeping with infection control policies and using 

universal precautions 
 May perform the following: vital signs, assist with admissions, fluid balance by 

documenting intake and output, range of motion exercises (active and passive) 
toileting, specimen collection   

 May assist with meal setting for patients 
 Participate as team member 
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Communication: 
 

 Provides on-going support for the patient and the family using effective 
communication skills 

 Responsible for on-going communication with the assigned RN or RPN 
 Documentation of care on electronic health record 
 Participates as a member of the health care team and fosters 

relationships/partnerships with other departments within the hospital 
 
Professional Responsibilities: 
 

 Maintains dignity and self-esteem of patients in the delivery of care 
 Practices patient confidentiality 
 Respects patient privacy 
 Practices behaviours consistent with hospital values and those of the College of 

Nurses of Ontario 
 
Qualifications: 
 

 Completion of 3rd year and entering final or 4th year of nursing program for BScN 
students 

 Excellent academic standing 
 Current Basic Rescuer Certificate in Basic Cardiac Life Support 
 May not be currently completing a student placement (NGI) in the same unit they 

are completing an externship to avoid role confusion as the scope of this role is 
more limited than that of a nursing student 

 
Work Hours: 
 
The summer student care provider program will usually run from the beginning of May to 
the end of August each year to a maximum of 16 weeks.   
 
This temporary full time assignment consists of 37.5 hours per week. Nurse externs will 
be scheduled above and beyond the scheduling complement of the unit and will in no 
way affect the scheduled hours of nursing staff (RN or RPN). Where registered staff 
shifts are cancelled on a unit, the nurse extern will be reassigned to another registered 
member of the staff in a unit that has not cancelled shifts.  
 
Work will be assigned to one clinical area except in circumstances as stated above. 
 
Shift Work is required  days, evening, 7.5 or 11.25 based on needs of the clinical unit. 
 
It is GRH policy not to offer lieu time/pay to student positions. 
 
In the event of a layoff of registered practical nurses (RPN) in the area of assignment of 
the nurse extern, the Hospital will layoff nurse externs before any seniority employee.  
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Recruitment Process
 
The positions will be posted on our website and will be open to all student nurses from 
any recognized nursing program.   
 
Positions will be posted at the end of March, with the nursing starting some time in May. 
 
Orientation Process: 
 
All student nurses will attend both corporate and clinical orientation, unless they have 
been orientated to our organization through schooling.   
 
All students must complete the pre-placement mandatory education courses on LMS. 
  
All student nurses will be given access to the GRH electronic documentation system as 
a student nurse. 
 
Each student nurse will obtain a hospital ID badge which will denote Nurse Extern. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Mental Health 
 
The parties both agree that a psychologically healthy work environment is a desirable 
objective for both the employer and its employees. 
  
In keeping with that objective the parties wish to work together in order to identify 
psycho-social hazards in the workplace that may cause or contribute to mental health 
conditions, and looking for ways to eliminate them or reduce these effects.  The parties 
are committee to raising awareness around mental health issues. Raising awareness is 
a key step towards ending the stigmas associated with suffering from a mental illness 
and creating a safe and comfortable workplace environment for everyone. 
 
Understanding the above the parties agree to work together during the life of the 
agreement in the hopes of engaging managers and employees on mental health issues 
and their effect on the workplace. This will be a standing discussion item on the Labour 
Management Committee agenda. 

 
DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Pay Equity Discussion  
 

The parties agree to meet within six (6) months of the conclusion of these negotiations to 
review the pay equity plan. A copy of the most recent plan will be provided to the union 
within one (1) week. Nothing in this clause would preclude the parties from agreeing to 
enter into a central pay equity plan with other Ontario hospitals, should both parties 
agree.  

 

DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Nursing Hours Report  
 
The Hospital will provide the union with semi-annual reports (by March 31 and 
September 30 each year), by bargaining unit, and nursing unit, as follows:  
 

(a) The number of part-time and full-time RPN bargaining unit hours worked;  
(b) The number of part-time and full-time RN bargaining unit hours worked.  

 
DATED this ____ day of ______________, 2025. 
 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Exclusions from the Attendance Management Program  
 
Days of absence arising out of a medically-established serious chronic condition, an 
ongoing course of treatment, a catastrophic event, absence for which WSIB benefits are 
payable, medically necessary surgical interventions, or days where the employee is 
asymptomatic and is under a 
confirmed communicable disease (and has provided medical substantiation of such 
symptoms) but is required to be absent under the Hospital or public health authority 
protocol, will not be counted for the purposes of being placed on, or progressing through, 
the steps of an attendance management program.  
 
DATED this ____ day of _____________, 2025. 
 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Professional Practice 
 
The parties agree that client/patient care is enhanced if concerns relating to professional 
practice, patient acuity, fluctuating workloads and fluctuating staffing are resolved in a 
timely and effective manner. 
 
In the event that an employee or group of employees, covered under the Regulated 
Health Professions Act are assigned a workload which is inconsistent with proper patient 
care, they shall express their concerns to their supervisor.  The employee shall complete 

will be attached as an Appendix to the Collective Agreement.   
 
Employees are encouraged to raise their concerns with their immediate supervisor. In 
the event that the workload concern is not resolved to the  satisfaction, the 
employee, or group of employees may submit their concerns to the director. It is 
understood that where the issue remains unresolved, the union may forward the 
Professional Responsibility Workload Report Form to the Labour Management 
Committee meeting for further review. If the matter is still not resolved, it may be 
submitted to the vice-president, through their Union Representative.  
 
 
DATED this ____ day of ______________, 2025. 
 
 
FOR THE HOSPITAL    FOR THE UNION 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
Between 

 
Grand River Hospital 

And 
UNIFOR, Local 1106 

 
Re: Composite Positions: Employees Working on Two (2) Units  

 
WHEREAS the parties agree that full-time and/or part-time composite position(s) 
may be created.  

 
(a) The Hospital shall notify the union of any new proposed composite positions and 

shall provide the details of the positions including a draft job posting setting out 
the proposed home unit, and the other unit, the hours of work, and the skills, 
abilities, experience and qualifications for the position(s). 

 
(b) The posting of such position(s) will clearly outline the requirement to work in 

more than one unit and will specify the home unit and other unit to be worked. 
 

(c) The employee will be scheduled on a master schedule where possible. 
 

(d) The employee will receive orientation to both areas and on an ongoing basis will 
be offered in-service opportunities provided to both areas. 

 
(e) All scheduled hours will clearly indicate to which unit the employee must report. 

 
(f) The employee will request and receive vacation approval from their home unit. 

The same will apply to statutory holidays. 
 

(g) For the purposes of layoff, recall, or any other provisions dealing with seniority 
rights, the home unit will be used. 

 
(h) All terms and conditions of the Collective Agreement, including scheduling will 

apply unless otherwise amended above. 
 

(i) Where the Hospital is discontinuing a composite position, the affected staff shall 

unit and current employment status.  
 
DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
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______________________________ ______________________________
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Alternative Shift Offer Process 
 

WHEREAS, the parties agree that notwithstanding Article 15.08 (d) and (e), employees 
in (Palliative Care Services (GR3E/S), Complex Medical (UT3E/N) and Dialysis 
Assistants in the Renal Program, Guelph Renal Clinic, KW Renal Clinic, CAIP, 
Withdrawal Management, Operating Room, In-Center Hemodialysis, MDRD, 1F, TCU, 
SPMH, Surgery, EAU/Crisis, UT4, UT2/UT2W, GR4, General Medicine, ACE, CTU, 5C, 
Stroke) will be offered shifts after the schedule is posted as follows:  
 

1.  Needs One Week or More In Advance:  
(a) Every Monday by 1400 an email will be sent to staff on the unit, using 

GRH email accounts, setting out the available shifts which are one week 
or more out.  

(b) Where a personal email account is also provided by the employee, the 
needs will likewise be sent to their personal email account.  

(c) Staff will have 24 hours to respond to the email with their availability to 
pick up the shift(s), including any partial shifts they are available for.  

(d) Shifts will be assigned in accordance with Article 15.08 (d).  
(e) The employee receiving the shift will be notified no later than 1600 on 

Friday of the same week.  
(f) For clarity, off unit staff will be contacted as per the collective and will be 

assigned on a first come first serve response basis.  
 

2. Needs Less Than One Week In Advance:  
(a) Shifts will be assigned in accordance with Article 15.08 (d).  

 
Either party may end this agreement with sixty (60) days advance notice. 
 
Furthermore, the parties can mutually agree to trial the alternative shift offer process in 
additional departments/units.  
 
DATED this ____ day of ______________, 2025. 
 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
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______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Racial Justice Advocate  
 
In recognition of societal racism, the company agrees to recognize a racial justice 
advocate covered by the collective agreement. A Racial Justice Advocate will be an 
individual who identifies as a member of the Black, Indigenous or racialized community. 
The Local Union President will be responsible for the selection of the facility Racial 
Justice Advocate. 
 
A Racial Justice Advocate is a workplace representative who will assist and provide 
support for Black, Indigenous and racialized people and concerns such as racial 
discrimination and racial violence. The role of the Racial Justice Advocate in the 
workplace will include to: 

 Listen 
 Provide support to Black, Indigenous and racialized members 
 Assist with racial justice initiatives 
 Promote access to community culturally appropriate services  
 Network with coalition partners 

 
Where the Hospital is seeking Unifor staff membership on a DEI related committee, it is 
understood that the Unifor Racial Justice Advocate will participate. For clarity, this does 
not preclude other Unifor members from also participating in applicable committees but it 
is understood that the Unifor Racial Justice Advocate will sit on the committee.  
 
Should the Racial Justice Advocate require time off the job in order to fulfill their duties, 
the union will review the request and, if in agreement, will submit a leave of absence 
request prior to the requested leave for approval by the human resources department. 
Such approval shall not be unreasonably withheld. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
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______________________________ ______________________________
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

UNIFOR, Local 1106 
 

Re: Commitment to Equity, Diversity and Inclusivity   

The parties agree that patient care is enhanced when the workplace environment is 
reflective of the communities they serve, and that the goal of all is to provide quality care 
and equitable outcomes for patients. To that end, the parties are committed to promoting 
a workplace of diversity, inclusion and where everyone feels valued. The parties are 
committed to a workplace that is inclusive of their diverse communities, including but not 
limited to Black, Indigenous, People of Colour (BIPOC) and Lesbian, Gay, Bisexual, 
Transgender, Queer and/or Questioning, Intersex, Asexual and/or Agender, Two-
Spirited and the countless affirmative ways in which people choose to self-identify 
(LGBTQIA2+). 
 
The parties value the contributions of all staff in the hospital and recognize that 
discriminatory and oppressive acts can negatively impact staff. The parties are 
committed to making an equitable working environment that is inclusive for all patients 
and staff. 
 
To support this commitment, where a committee or other hospital forum does not 
already exist, the local parties will endeavour in the first year of the collective agreement 
to establish a committee or other hospital forum. The committee or hospital forum will 
discuss and implement strategies, initiatives and training programs that enhances the 
workplace to promote in an effective and meaningful way an environment that 
encourages, supports, and celebrates equity, diversity and inclusivity for patients and 
staff. This committee or hospital forum will include at least one (1) representative 
selected or appointed by the Union from amongst bargaining unit employees and will 
meet on a frequency as determined by the committee or hospital forum. 
   
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
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______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Retroactivity 
 
Current employees on staff, from the date of either ratification of the settlement or 
interest arbitration award, will be paid retroactivity, within four (4) full pay periods, from 
the date of interest arbitration award, on the basis of hours paid.  
 
For clarity, in the event an employee resigned their employment after the expiry date of 
the collective agreement but are subsequently rehired prior to ratification of the 
settlement or interest arbitration award, will only be paid retroactivity as per above, from 
the date of their rehire.  
 
Retroactivity shall be paid on wage increases, including any payments based on the 
wage rate (for example, shift premiums, the percentage in lieu of benefits, vacation pay, 
and SUB).  
 
Retroactivity shall also be paid to employees who retired after the expiry date of the 
collective agreement. A cheque will be mailed to their last known address on record with 
the Hospital, within four (4) full pay periods from the date of ratification or interest 
arbitration award. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Infectious Disease 
 

a) The Hospital shall take every precaution reasonable in the circumstances for the 
protection of a worker. [Occupational Health and Safety Act, s. 25 (2) (h)].  
 

b) When faced with occupational health and safety decisions, the Hospital will not 
await full scientific or absolute certainty before taking reasonable action(s) 
including but not limited to, providing readily accessible personal protective 
equipment that reduces risk and protects employees.  
 

c) Hospitals will ensure adequate stocks of the N95 respirator or equivalent or 
better (or such other personal protective equipment as the parties may in writing 
agree) to be made available to bargaining unit members at short notice in the 
event that there are reasonable indications of the emergence of a pandemic, 
epidemic or outbreak of an infectious disease in the community served by the 
Hospital.  
 

d) A worker who is required by his or her employer to wear or use any protective 
clothing, equipment or device shall be instructed and trained in its care, use and 
limitations before wearing or using it for the first time and at regular intervals 
thereafter and the worker shall participate in such instruction and training. 
Personal protective equipment that is to be provided, worn or used shall, be 
properly used and maintained, be a proper fit, be inspected for damage or 
deterioration and be stored in a convenient, clean and sanitary location when not 
in use. [O. Reg. 67/93  Health Care].  
 

e) The Hospital agrees to cooperate in providing necessary information and 
management support to enable the Joint Health and Safety Committee to fulfil its 
functions. In addition, the Hospital will provide the Committee with access to the 

health and safety records, notifications of exposure to an infectious or contagious 
disease, and any other pertinent information in its possession. The Hospital will 
also provide the Committee with reports on fit testing compliance annually and 
personal protective equipment inventory on a quarterly basis. The Committee 
shall respect the confidentiality of the information.  

 
f) Pregnant employees may request to be temporarily transferred from their current 

duties if, in the professional opinion of the employee's physician, a risk to the 
pregnancy and/or unborn child is identified. If a temporary transfer is not feasible, 
the employee will be granted an unpaid leave of absence before the 
commencement of the pregnancy leave.  
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g) Within a reasonable time frame following the declaration of an epidemic or a 
pandemic by public health officials, the employer will meet with the joint health 
and safety committee to consult on how to implement protections for health care 
workers  

 
h) Employees who are absent from work due to illness shall receive sick pay in 

accordance with Article 21 (or in the case of part-time employees, percentage in 
lieu). Employees who are absent from work due to a communicable disease and 

(ii) operation of law and/or (iii) direction of public health officials, shall be entitled 
to salary continuation and seniority accumulation for the duration of the 
quarantine.  
 
For clarity, a part-time employee required to quarantine would receive salary 
continuation, including percentage in lieu, for all regularly scheduled shifts that 
they are absent for due to quarantine requirements.  

 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Regulated Health Professionals Mentorship Premium 
 

Regulated Health Professionals  
 
RHPs may, from time to time, be assigned a formal mentorship role for a RHP. 
Mentorship is a formal supportive relationship between two (2) RHPs, which results in 
the professional growth and development of an individual practitioner to maximize their 
professional practice. The relationship is time limited and focused on goal achievement. 
Orientation to the organization or general functioning of the unit does not constitute 
mentorship.  
 
After consultation with the RHP being mentored and the mentor, the Hospital will identify 
the experiences required to meet their learning needs, will determine the duration of the 
mentorship assignment and expectations of the mentor, and appropriate training. During 

and the RHP being mentored to facilitate successful completion of the mentoring 
assignment.  
 
The Hospital will provide on a regular basis, as required by the hospital based on need, 
all RHPs with an opportunity to indicate their interest in assuming a mentorship role, 
through a mechanism determined by the local parties. The Hospital selects and assigns 
the mentor for a given mentoring relationship. At the request of any unsuccessful 
applicant, the Hospital will discuss with them any ways in which they may be successful 
for future opportunities. The final decision in selection of RHP mentors lies solely with 
the Hospital.  
 
The Hospital will pay the RHP for this assigned additional responsibility a premium of 
two dollars ($2.00) per hour, in addition to their regular salary and applicable to premium 
allowance. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
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______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Preceptor Premium 
 

Preceptor Premium  
 
Nurses may be required, as part of their regular duties, to supervise activities of students 
in accordance with the current College of Nurses of Ontario Professional Standards. 
Nurses will be informed in writing of their responsibilities in relation to these students. 
Any information that is provided to the Hospital by the educational institution with respect 
to the skill level of the students will be made available to the nurses recruited to 

h 
the nurse and the student to facilitate successful completion of the assignment.  
 
Where the nurse is assigned nursing supervision duties, the Hospital will pay the nurse a 
premium of two dollars ($2.00) per hour for all hours spent supervision nursing students. 
This article will not apply to job classifications where the rate of pay is, in part, based on 
nursing student supervision duties.  
 
Where an employee is in a position other than in a registered practical nursing position 
with duties and responsibilities which are subject to the Regulated Health Professionals 
Act, they shall be treated in a manner consistent with this article. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Expression of Interest 
 

The Hospital acknowledges the use of the Expression of Interest (EOI) process where 
there is a position vacancy that allows permanent staff on the unit at that time to express 
their interest to move into the scheduling line that has been vacated, prior to proceeding 
with the recruitment process set out in the collective agreement.  
 
The Hospital agrees to post the EOI process document on the intranet for staff to 
reference. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Agency Staffing Reporting 
 
The Hospital will provide the Union, on a quarterly basis, with satisfactory reporting 
respecting the use of agency staff as follows:  
 

i. Agency Registered Practical Nurse and Clinical Assistant hours worked per 
unit 

ii. Total bargaining unit hours worked per unit  
iii. Percentage of agency Registered Practical Nurse and Clinical Assistant 

hours worked per unit  
iv. Total agency Registered Practical Nurse and Clinical Assistant hours worked 

hospital-wide  
v. Total bargaining unit hours worked hospital wide  
vi. Percentage of total agency Registered Practical Nurse and Clinical Assistant 

hours worked hospital wide  
 
The Union may, at its expense, arrange for an audit of the information provided, and the 
employer will cooperate in that audit process. 
 
DATED this ____ day of _____________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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Letter of Understanding
 

Between 
 

Grand River Hospital 
And 

Unifor, Local 1106 
 

Re: Casual Employees 
 

WHEREAS the Hospital and Union agree to the inclusion of casual employees into the 
collective agreement for the term of the agreement;  
 
AND WHEREAS the Hospital and Union agree to reevaluate this agreement at any time 
as deemed necessary by the parties;  
 
AND WHEREAS the Collective Agreement provisions will apply to casual employees as 
set out below and as applicable unless specifically indicated otherwise under this 
agreement;  
 
AND WHEREAS it is understood and agreed that the creation of casual positions and/or 
allowance of current GRH staff to transition to casual status is at the sole discretion of 
the Hospital;  
 
NOW THEREFORE the Hospital and the Union (hereinafter collectively referred to as 

 the following; 
 
ARTICLE 10  SENIORITY  
 
10.02  Transfer of Service and Seniority  

An employee whose status is changed from full-time to part-time or to casual 
shall receive credit for their full service and seniority (based on 1950 hours 
worked). An employee whose status is changed from part-time or to casual to 
full-time shall receive credit for seniority and service on the basis of one (1) year 
equals 1950 hours worked, and will be enrolled in the employee benefit plans 
subject to meeting any waiting period or other requirements of those plans.  

 
-date 

their hire date 
 
Employees transferred out of the bargaining unit and who are subsequently 
transferred back into the bargaining unit will maintain their seniority for a 
maximum period of no longer than eighteen (18) calendar months. After eighteen 
(18) calendar months they will lose all seniority.  

 
10.03  Seniority Lists  

A seniority list will be revised three times annually (April, August and December) 
according to the records of the Hospital. Copies of the seniority list will be made 
available to the Union Committee members as well as a copy being forwarded to 
the Local Union Office.  
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The seniority list will be deemed to be final and binding and not subject to 
complaint unless such complaint is made in writing within thirty (30) calendar 
days from the date so provided.  
 
A combined seniority list where full time, and part time and casual within the 
service bargaining units will be considered a single group of applicants utilizing 
their combined seniority for job postings. This list will be revised three times 
annually (April, August and December).  

 
For purposes of filling the job postings, the employer will use the up to date 
combined seniority for the respective bargaining unit.  

 
 seniority as at 

the last pay period ending prior to the job posting coming down.  
 
ARTICLE 11 - LAYOFF & RECALL  
 
(ARTICLE 11 APPLICABLE TO FULL TIME AND PART TIME ONLY)  
 
ARTICLE 12 - JOB POSTING  
 
12.01  Permanent Vacancies  

(a)  Where a permanent vacancy occurs in a classification within the 
bargaining unit or a new position within the bargaining unit is 
established by the Hospital, such vacancy shall be posted by the 
Hospital for a period of five (5) calendar days. Vacancies created 
by the filling of an initial permanent vacancy within the bargaining 
unit shall be posted for a period of five (5) calendar days. All 
applications are to be made in writing within the posting period.  

 
(b) Jobs will not be posted between December 24th and January 1st.  

 
It is understood that casual positions will not be posted 
internally.  

 
12.10  Temporary Vacancies  

(a)  Vacancies which are not expected to exceed twelve (12) months 
may be filled at the discretion of the Hospital. All pregnancy and 
parental leaves or any vacancy which is expected to exceed 
twelve (12) months shall be posted. Where the Hospital has 
decided to fill a temporary vacancy, it will be posted in accordance 
with Article 12.01 and 12.02.  

 
It is understood that casual positions will not be posted 
internally.  

 
In filling such vacancies consideration shall be given to full-time 
employees, then part-time employees, then casual employees in 
the nursing unit or service department on the basis of the seniority 
provided that the senior employees possess the necessary 
qualifications and has the ability needed to perform the normal 
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requirements of the job. If the vacancy is not filled within the 
department then Article 12.03 and 12.04 will be followed. Part-
time and casual employees selected to fill a vacancy under this 
Article will continue to maintain their part-time or casual status 
and upon completion of the assignment the employee will return to 
their former position.  

 
The term may be extended a further twelve (12) months on mutual 
agreement of the Union, employee and Hospital.  

 
This article is to be read in conjunction with Article 11.02 (h) of this 
collective agreement.  

 
External applicants hired to fill a temporary vacancy shall be 
placed on the part time seniority list.  

 
Employees selected to fill such temporary vacancies are not 
eligible to apply for other temporary positions while filling the 
temporary vacancy.  

 
Furthermore, internal applicants will be required to return to their 
home unit or service department for a period of eight (8) months 
and will not be permitted to apply for another temporary position 
outside of their home unit or service department until they have 
worked in their home unit or service department for this eight (8) 
month period. 

 
ARTICLE 15 - HOURS OF WORK  
 
15.04  Overtime  

All authorized time worked in excess of 7.5 hours or 9.375 hours per day or in 
excess of an average of seventy-five (75) hours over the pay period shall be paid 
at the rate of time and one-half (1.5) the employee's regular straight time rate of 
pay. Overtime shall be offered to senior full time employees first, then to senior 
part time employees, then to senior casual employees.  
 
All authorized time worked in excess of eleven and a quarter (11.25) hours a day 
or seventy eight and three quarter (78.75) hours averaged over the pay period 
shall be paid at time and one-
Overtime shall be offered to senior full time employees first, then to senior part 
time employees, then to senior casual employees. 
 
It is further understood that overtime hours of less than four (4) hours will be 
offered by seniority in the above order as a shift extension to the home unit staff. 
Where the overtime hours are expected to be four (4) hours or greater, shifts will 
be offered in the above order by seniority, to staff on the home unit not scheduled 
to work that day and then to staff currently scheduled on that date.  

 
Once staff have been scheduled in the above order and shifts remain 
outstanding, shifts may be offered to off unit employees in the above order.  
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This does not apply for the extra shift per quarter scheduled for full time 
employees on a 4 on 5 off schedule.  
Full time employees that are called in will be paid at time and one half (1.5) for all 
hours over their regular scheduled rotation.  

 
Part-time and casual employees working any combination of 7.5 hour, 9.375 
hour, and 11.25 hour shifts will be entitled to overtime payment in the following 
circumstances:  
 

(a) Hours worked above 78.75 hours in a pay period  
 

(b) Hours worked in excess of 7.5 hours for any shift that is offered and   
 

 
15.08 Casual Scheduling  
 

c) Casual employees are required to provide the Hospital with their availability by 
the due date for each scheduling period (4 weeks prior to posting). It is 
understood that they will notify their manager/designate as soon as a change in 
circumstances/availability becomes known.  

 
Casual employees must be available a minimum of at least one (1) shift per 
posted schedule, with the exception of the summer time schedule in which they 
are required to be available a minimum of two (2) shifts. In addition, casual 
employees are required to work a minimum of one (1) shift per quarter of the 
fiscal year. Where a Casual employee fails to meet the requirement to work a 
minimum one (1) shift in a quarter, this will result in their removal from the listing 
and termination provided the failure is not due to lack of work or extenuating 
circumstances.  

 
Where the Hospital is pre-scheduling a casual employee, the Hospital will 
confirm they are still available.  

 
(d) The posted schedule will be established based on the lines each part time 
employee has selected or been assigned and the known available shifts per pay 
period. The available shifts will be scheduled by seniority and availability starting 
with the most senior employee on the nursing unit or service department, up to 
45 hours in a pay period. Once all regular part time employees in the nursing unit 
or service department have 45 hours, shifts will be scheduled one at a time by 
seniority and availability, so as to equalize hours, in the nursing unit or service 
department before any casual employees are scheduled.  

 
For clarity, shifts that become available after the schedule is posted will be 
offered by seniority and availability starting with the most senior part time 
employee on the nursing unit or service department, up to 45 hours in a pay 
period. Once all regular part time employees in the nursing unit or service 
department have 45 hours, shifts will be offered one at a time by seniority and 
availability, so as to equalize hours, in the nursing unit or service department 
before any casual employees are utilized.  
For the purposes of distribution of shifts, a shift offered and refused by an 
employee when available will be considered to be hours worked for the purpose 
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of offering shifts after the schedule is posted except in cases where Article 15.10 
applies.  

 
For clarity, eligible employees who have indicated availability for a full shift will be 
given the full shift over eligible employees who have indicated their availability for 
only part of an available shift.  

 
Where an eligible employee indicates availability for only part of an available shift 
and the hospital is unable to find an employee who can work the entire shift, the 
eligible employee may be given the part shift. Where multiple employees indicate 
availability to work part of the shift, the shift will be assigned to the employee who 
can cover the longest portion of the shift. Should the remainder of the shift 
remain uncovered and the eligible employee subsequently becomes available to 
work the remainder of the shift, they will be paid at the regular straight time rate 
of pay until the duration of the original shift is completed.  

 
(h) Part time and casual employees whose normal work day consists of a 

seven   and one half (7.5) hour shift will not be scheduled or called in to 
work more than seven (7) consecutive days unless mutually agreed 
between the Hospital and the employee. Part time and casual employees 
whose normal work day consists of eleven and a quarter (11.25) hour 
shift will not be scheduled or called in to work more than four (4) 
consecutive days unless mutually agreed between the Hospital and the 
employee.  
 
Shift Cancellations  Full-Time and Part-Time 

(k) 
where the Hospital has determined that there is a need to cancel staff on 
a particular shift, it will be done as follows:  
 
a. Staff incurring overtime premium will have their shift cancelled first.  

 
b. Employees working on the unit on the shift will be asked for a 

volunteer and the most senior casual volunteers, followed by the 
most senior part-time volunteers, followed by most senior full-time 
volunteers, will be sent home. Where this is a full-time employee, they 
are required to use vacation or banked time for the remainder of the 
shift.  
 

c. Where there are no volunteers all off unit employees working on the 
unit will have shift cancelled starting with least senior casual 
employees, followed by least senior part time employees followed 
by least senior full time.  
 

d. Where there remains no volunteers, the least senior casual, followed 
by the least senior part-time employee working on the unit on the 
shift will be cancelled.  
 

e. Where there are no regular part-time, the least senior full-time 
employee working on the unit on the shift will be cancelled.  
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f. For the purposes of this process, employees working in temporary 
positions will use their permanent status for this cancellation process. 
For example, if a regular part-time employee is working in a temporary 
full-time position, they will be cancelled as a regular part-time 
employee.  

 
Employees who report for a scheduled shift will be guaranteed at least four (4) 
hours of work, or if no work is available will be paid for at least four (4) hours 
where work is not available due to conditions beyond the control of the Hospital. 
 

15.11 Reassignment  
Where the Hospital determines that an employee must be reassigned, the 
following will apply:  
 

(a) Employees working on the unit on the shift will be asked for a volunteer to 
be reassigned and the most senior volunteer will be reassigned.  
 

(b) Where there are no volunteers the least senior casual, followed by the 
least senior part-time employee working on the unit on the shift will be 
reassigned.  
 

(c) Where there are no regular part-time, the least senior full-time employee 
working on the unit on the shift will be reassigned.  

 
The above procedure is subject to ensuring that the employees remaining on the 
unit are qualified to perform the available work. The Hospital will, in consultation 
with the employee, make the determination of whether or not the employee to be 
reassigned is qualified for the assignment.  

 
The above process does not apply to cases of layoff or re-structuring. In such 
cases the redeployment process will be followed as set out in Article 11.05 (a).  

 
ARTICLE 18 - PAID HOLIDAYS  
 
18.08  If a part time or casual employee works on any of the holidays listed in Article 

19.01 they shall be paid at the rate of time and one-half (1 ½) their regular 
straight time rate for all hours worked on such holiday. 

 
ARTICLE 19  VACATIONS  
 
(ARTICLES 19.01 AND 19.03, APPLICABLE TO FULL TIME ONLY ARTICLE 19.02 
APPLICABLE TO PART TIME AND CASUAL ONLY)  
 
19.02  Part Time and casual employees shall be paid vacation pay based on the 

following formulae:  
 

Start of employment     4% of earnings  
After 3,450 hours worked    6% of earnings  
After 8,625 hours worked    8% of earnings  
After 22,425 hours worked    10% of earnings  
After 37,950 hours worked    12% of earnings  
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After 48,300 hours worked 14% of earnings
 
Notwithstanding the above, effective July 9, 1999, employees receiving a greater 
vacation entitlement shall continue to receive that entitlement until such time as 
they would move on the vacation schedule outlined above.  

 
ARTICLE 20 - HEALTH AND WELFARE  
 
(ARTICLES 20.01 20.06, 20.09 APPLICALBE TO FULL TIME ONLY)  
 
(ARTICLE 20.07 APPLICABLE TO PART TIME AND CASUAL ONLY)  
 
20.07 Percentage in Lieu (Part time and casual only)  
 
In lieu of full coverage for health and welfare benefits, income protection and holiday 
pay, part time and casual employees shall receive, in addition to their regular hourly 
rate, an amount equivalent to fourteen percent (14%) of their straight time hourly rate.  
 
Letter of Understanding  
 
Re: Nursing Hours Report  
 
The Hospital will provide the union with semi-annual reports (by March 31 and 
September 30 each year), by bargaining unit, and nursing unit, as follows:  
 

(a) The number of casual, part-time and full-time RPN bargaining unit hours 
worked;  

(b) The number of casual, part-time and full-time RN bargaining unit hours 
worked.  

 
DATED this ____ day of ______________, 2025. 
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
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APPENDIX 1: PROFESSIONAL RESPONSIBILITY WORKLOAD REPORT FORM

 
 
 
 
 
 

PROFESSIONAL RESPONSIBILITY 
WORKLOAD REPORT FORM         

 
Unifor represented staff members reporting improper assignments are to complete all sections and 
forward copies to the Unit Chairperson and management representative as soon as possible. 

Name (print) & Classification: 

Signature: 

Occurrence Date:                            Time: 

Workplace:                                     Unit: 

Description of Unit: 

Was the occurrence the result of (select any that apply): 
 

I/We believe that I/we were given an assignment that was inconsistent with proper patient care for the 
following reasons: 

Description of Incident:  

Recommendation to Correct Problem: 

Name/Title of Supervisor Notified: 
Date/Time of Notification: 
Method of Notification: 
Supervisor Response: 

 

I/we reserve the right to further this concern as I/we deem appropriate. 
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GRAND RIVER HOSPITAL
Unifor  SERVICE  

LEVEL TITLE STEP 1 STEP 2 STEP 3 STEP 4 EFFECTIVE 
DATE 

9B Electrician 37.0380    01-Apr-24 
Mechanic 2 38.1491    01-Apr-25 
Plumber      
Stationary Engineer (FHC)      

      

9A RPN  OR 34.6639 35.4360 36.2267 37.0380 01-Apr-24 

RPN 35.7038 36.4991 37.3135 38.1491 01-Apr-25 
New Grad - RPN      
      

9 Reg Ortho Technologist 33.4311 34.2031 34.9939 35.8051 01-Apr-24 

Peer Navigator 34.4340 35.2292 36.0437 36.8793 01-Apr-25 

CCRS/MDS & NRS Assessor      

      

8 Production Coordinator - NFS 30.8427 31.5816 32.3385 33.1143 01-Apr-24 
 31.7680 32.5290 33.3087 34.1077 01-Apr-25 
      

7 Cook 29.5701 30.2767 31.0014 31.7438 01-Apr-24 
Withdrawal Management Assistant 30.4572 31.1850 31.9314 32.6961 01-Apr-25 
Therapy Assistant      
OR MDR Liaison & Integration 
Coordinator 

    
 

      

6C Clinical Assistant 6 30.5482 31.2246 31.9181 32.6285 01-Apr-24 

 31.4646 32.1613 32.8756 33.6074 01-Apr-25 

      

6B Carpenter/Painter 30.5651    01-Apr-24 
 31.4821    01-Apr-25 
      

6 Sr. MDRD Technician 28.3521 29.0285 29.7220 30.4325 01-Apr-24 
MDRD Technician 29.2027 29.8994 30.6137 31.3455 01-Apr-25 
Neonatal Feed Preparation Aid      
      

5 Shipper/Receiver 27.1870 27.8338 28.4973 29.1770 01-Apr-24 
Registered Ortho Technician 28.0026 28.6688 29.3522 30.0523 01-Apr-25 
General Maintenance      
Unit Assistant - Childbirth      
Units Assistant 5      
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4 Materials Management Liaison 26.0713 26.6909 27.3256 27.9763 01-Apr-24 
Unit Assistant 4 26.8534 27.4916 28.1454 28.8156 01-Apr-25 
Pharmacy & Distribution Clerk      
Receiver - NFS      
      

3 Unit Assistant 3 25.0041 25.5968 26.2043 26.8270 01-Apr-24 
Materials Distribution Assistant 25.7542 26.3647 26.9904 27.6318 01-Apr-25 
Cooks Assistant      
Porter  Medical Imaging      
Porter  Day Surgery      

Environmental Services  VIP 
Porter 

     

Linen Porter      

Porter  Emergency      

Ultrasound Technical Assistant      

Materials Management Assistant      

      

2 NFS Assistant  23.9830 24.5502 25.1316 25.7272 01-Apr-24 
Environmental Services Aide 24.7025 25.2867 25.8855 26.4990 01-Apr-25 
      

1  23.0059 23.5484 24.1050 24.6747 01-Apr-24 
 23.6961 24.2549 24.8282 25.4149 01-Apr-25 
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RE: REDEPLOYMENT PROCESS AGREEMENT 
 
 
 
 

Between 
 
 
 
 
 

GRAND RIVER HOSPITAL CORPORATION 
 

 
 
 
 
 

-and- 
 
 
 
 
 

UNIFOR-LOCAL 1106 
 

(hereinafter called the "Union") 
 
 
 
 
 

 



 

119 
 

 

PREAMBLE
It is recognized that during the year 2000 round of negotiations, the parties engaged in a 
lengthy discussion with respect to the redeployment process at Grand River Hospital 
Corporation.  The following agreement outlines the redeployment process whereby 
seniority is recognized as a fundamental issue.  The parties recognize that the purpose 
of utilizing this redeployment process is to keep staff employed.   
 
This process will attempt to reduce, if not eliminate, the need to utilize the layoff process 
set out in the collective agreement.  The parties agree that this agreement is established 
through the operation of the Labour Adjustment Committee. 
 
It is understood that during a departmental restructuring initiative the parties agree that 
the least senior employee(s) in a classification in the affected department will be deemed 
to be the affected employee(s).  The Hospital and Union agree to utilize the following 
process to re-deploy affected employees whose positions have been directly affected by 
a Hospital restructuring initiative.   
 
DEFINITION OF DEPARTMENT 
The Hospital understands the importance of defining a single nursing unit or 
department(s) with respect to a restructuring initiative and a current list of nursing units 
and department(s) will be provided by the Hospital at the initial meeting of the Labour 
Adjustment Committee.  Disputes with respect to the definition of nursing units and 
department(s) are subjected to the Labour Adjustment Committee language in the 
collective agreement. 
 
TIME LINES 
With respect to any decision regarding an operating or restructuring event, which will 
affect the bargaining unit, the Hospital shall inform the Union of the decision within three 
(3) calendar days excluding weekends and holidays, in accordance with the Labour 
Adjustment Committee language contained in the collective agreement. 
 
A meeting shall be arranged between the Parties within three (3) calendar days unless 
mutually agreed otherwise.  Following discussion at the Labour Adjustment Committee, 
the Parties agree that because of the sensitivity of the issues, they shall be maintained 
in confidence until the individuals directly affected have been informed. 
 
Following such meeting, the Union will be given seven (7) calendar days to respond to 
the Hospital with possible alternative measures and means of avoiding or minimizing the 
potential adverse effects upon employees in the bargaining unit. 
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proposed alternatives.   
 
Following 
advise the Union within three (3) calendar days of that timeframe of the date that 
individual notice will be delivered to the affected employees including a schedule of 
meeting times. 
 
A Hospital representative and a Union Committee representative will conduct individual 
meetings with all affected employees.  At the meeting, the employees and the Union will 
have access to redeployment options, including a job description, location, rate of pay, 

available vacancies. 
 
All affected employees will be given seven (7) calendar day in which to respond to the 
redeployment options.  During these seven (7) calendar days, the managers involved 
will be available to respond to questions from affected employees or Union 
representatives.  In the event that required information was not available from the 
manager, the affected employee, Union and Hospital will mutually agree on an extended 
timeframe for a response to the redeployment options.  The Hospital will endeavor to 
provide time for affected employees to meet with managers during working hours. 
 
A non-response from an affected employee will be understood to be rejection of the 
redeployment opportunities presented.     
 
JOB POSTING 
The Hospital will continue to follow the job posting procedures as contained in the 
Collective Agreement until the Labour Adjustment Committee is informed of a 
restructuring initiative affecting the bargaining unit. 
 
UNION COMMITTEE 
Progress reports will be provided to the Chair(s) of the Bargaining Unit(s) outlining the 
status of affected employees monthly.   
 
Seniority 
Following the redeployment of all affected employees, a re-bidding of lines within the 
department that receives an affected employee will proceed unless the department has 
rotating schedules (e.g., 4-on-5-off and Traditional Schedules). 
 
The re-bidding process within a department would only include employees with greater 
seniority than the least senior re-deployed employee in the department. 
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This re-bidding process would begin within six weeks of the last affected employee being 
re-deployed.  This period of time will only be amended by mutual agreement between 
the Hospital and Union.   
 
EDUCATION 
Where a vacant position in the bargaining unit arises and there are no qualified affected 
employees, the Hospital will assess whether it will provide training to affected 
employee(s).  This training may include on the job learning or classroom instruction and 
the salary, tuition or expenses may or may not be paid by the Hospital.  The Union can 
request a meeting to discuss whether the Hospital will provide a training opportunity. 
 
MISCELLANEOUS 
If an affected employee declines the offered vacant position as set out above, it will be 
offered to the next less senior affected employee.  If no affected employee accepts an 
offered position, the least senior affected employee yet to be re-deployed will be 
assigned to the vacant position. 
 
Through the redeployment process, an employee will not be required to accept 

classification unless the employee so chooses.  Where an employee chooses 
redeployment to a lower-paid classification, the employee will be placed on the salary 
grid of the new classification in accordance with the collective agreement. 
 
An employee who has been re-deployed shall have the option of returning to their former 
position for up to a period of three (3) months following the date of their redeployment if 
the restructuring initiative does not proceed, or if there are fewer positions being affected 
than were originally planned. 
 
Vacancies that are not utilized for redeployment will be posted in accordance with the 
collective agreement.   
 
During the redeployment process if the Hospital does not believe that there will be 
sufficient vacancies to re-deploy all affected employees a meeting will be held between 
the Hospital and Union and the concerns will be discussed.  Failing any agreed changes 
under the Labour Adjustment Committee the Hospital will then invoke the layoff 
provisions of the collective agreement.   
 
In recognizing that changes due to ongoing hospital restructuring may occur that could 
affect the bargaining unit, the parties agree to amend or adjust this document by mutual 
agreement.   
 
 
 



 

122 
 

 

DATED this ____ day of ______________, 2025.
 
FOR THE HOSPITAL    FOR THE UNION 
 
 
______________________________ ______________________________ 
Saldon Traina     Beth Couchman 
 
______________________________ ______________________________ 
Ashly McKay     Colleen MacDermott-Stevens 
 
______________________________ ______________________________ 
Luke Schitka     Carol Ann Beitz 
 
______________________________ ______________________________ 
Lucy Coulombe    Ashya Simon 
 
______________________________ ______________________________ 
Toni Kay-Howlett    John Heffernan 
 


