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TRANSITION AGREEMENT

BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
' (represented herein by the TreasuryBoard)

AND
THE NEWFOUNDLAND AND LABRADOR HEALTH CARE ASSOCIATION

REPRESENTING THE HEALTH CARE CORPORATION OF ST. JOHN’S
(herein after referred to as the Employer)

AND

THE NEWFOUNDLAND ASSOCIATION OF PUBLIC EMPLOYEES
(herein after referred to as the Association)
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This agreement made this 20th day of March, one thousand nine hundred and ninety-six in
accordance with clause 35.02 of the NAPE Hospital Support Collective Agreement signed
between the parties on November 14, 1990, herein after referred to as the Collective Agreement.
Any disputes arising out of the application of this Transition Agreement are subject to the
grievance and arbitration process of the applicable Collective Agreement.

1.

Bargaining Unit Structure
It is recognized that the Health Care Corporation of St. John’s refers to one (1) Employer

operating at the following sites:

oDr. Charles A. Janeway Child Health Centre
eDr. Leonard A. Miller Centre, St. John’s (including the Public Health Laboratories)
eDr. Walter Templeman Hospital

- ®QGeneral Hospital (HSC)

oSt. Clare’s Mercy Hospital

eSalvation Army Grace General Hospital

e Waterford Hospital (including Community Care, Terrace Clinic and Mill Lane)
oCentral Laundry )

oChildren’s Rehabilitation Centre

The NAPE Hospital Support Staff Province-wide Collective Agreement(hereafter
referred to as the Collective Agréement) shall prevail with the exception of existing
services currently located at the Waterford Hospita! and Central Laundry. Within these
existing services the Waterford Hospital and Central Laundry Collective Agreements
shall remain in effect with the exception that Articles 3, 11, 14, 15, 16, 28 of the NAPE
Hospital Support:Staff Province-wide Collective Agreement will apply subject to the
letter of understanding on Page 7. Employees previously covered by the CUPE
Collective A greements will now be subject to the NAPE Province-wide Collective
Agréement subject to the letter of understanding on Page 7 and Item 12 of this transition
Agreement. The reference throughout the Collective Agreements to bargaining units
refers to employees who are Hospital Support staff as defined by the Collective
Agreements at all sites operated by the employer as one single bargaining unit. It is
understood by the parties that any language with respect to transfer of services,
promotions, lay-offs, recall or other staffing issues are subject to the current Collective
Agreements language and the Master Agreement unless altered by this Transition
Agreement.

T f Services

(a)  Itisrecognized that the Employer reserves the right to transfer employees

between sites as a result of service transfers.
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Transition Agreement 3
Newfoundland Association of Public Employees
Hospital Support Staff

(b)

(©)

(d)

()

®

All employees will be assigned a primary site of work. It is recognized that
certain employees may be required to work on a multi-site basis or have
Corporate-wide responsibilities. These individuals will be given as much advance
notice as possible. Such a requirement could occur as a result of an increased or
decreased workload; unexpected absence resulting in an urgent or imperative need
for staff elsewhere in the organization; or emergencies.

If no downsizing occurs as a result of a transfer of services, employees who
remain in the same classification with no change or reduction in hours of wotk or
compensation reduction will transfer with the seryi¢€jand have no access to lay-
off or any negotiated displacement procedure.

i If a transfer of service to another site occurs where the combined service
cannot accommodate all employees, then the affected employee(s) from
the transferring service/siteill'have access to the applicable provisions of
the Collective Agreement({i«., layoff/displacement). Employees who are

. permanently employedfin a classification within the affected service shall
be offered transfers-within their ¢lassification, on the basis of seniority
provided the employees’ qualifications meet the required standards for the

- position.

ii. If a consolidation of service occurs where the new service cannot
accommodate all employees, each position will be offered by seniority to
those employees currently permanently employed in that classification in
the service within the Corporation.

iii: Employees within their classification shall have the right to refuse such
transfers/positions and access the displacement procedure as outlined in
the NAPE Province-wide Hospital Support Staff Collective Agreement.
In the event that an insufficient number of employees agree to work in a
particular classification, the junior employees shall be required to accept
the transfers/positions. .

In the event that a service is transferred, employees affected by downsizing within
24 months after the transfer shall have the right to exercise their displacement/

bumping rights as if they were not transferred.

Employees who are assigned/transferred to the Waterford Hospital or Central
Laundry with a new/consolidated service (i.e., Finance Department, Adult Acute
Care Psychiatry) shall be covered by the NAPE Hospital Support Staff Province-
Wide Collective Agreement. Employees who are assigned/transferred to an
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existing service at the Waterford Hospital/Central Laundry shall be covered by the
Waterford Hospital Support Staff/Central Laundry Collective Agreements.

()  Employees who are involuntarily (i.e., bumped) moved out of the Waterford
Hospital/Central Laundry will be subject to the NAPE Hospital Support Staff
Province-wide Collective Agreement and will have their salary (inclusive of
contact allowance) red-circled, but not their hours of work. In case of the latter,
the individual will be required to work based on a 7.5 hour day with his/her

- hourly rate red-circled if necessary. -

(h)  The Corporation will provide an orientation period %0 €émployees who are
transferred with a service or are required to work in more than one site to acquaint
them with essential information such as policies and procedures, routines, location
of supplies and equipment, fire and disaster plans, etc.

3. Staff Changes

(a) Job Postings
Permanent employees may apply for both temporary and permanent positions on a
Corporate-wide basis. . Temporary employees may apply for permanent
Corporation-wide postings. For any temporary positions, if the temporary
position at a particular site is expected to be less than sixteen (16) weeks, the
Employer shall sécall a temporary employee at the particular site; if the temporary
position exceeds sixteen (16) weeks, it shall be posted in all applicable sites.

(b)  Recali
- Temporary employees to be recalled by site/department (as per current
practice). For the purposes of recall under this section, the General
Hospital and Leonard A. Miller Centre shall be considered one site.
Should a temporary recall list be exhausted at one site the Corporation
agrees to utilize other temporary lists within the particular site or at other
sites prior to hiring any employees from the outside.

- Permanent recalls to be corporate-wide.

- Where the parties agree that a particular site or service has a significant
reduction in permanent staffing, the parties shall agree to allow temporary
employees at that site to use their seniority for recall at another site. A
temporary employee can only be considered associated with a particular
service if more than fifty percent (50%) of their hours have been worked
with that service in the most recent six (6) months.
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4, Displacements .

Both parties recognize that job security shall increase in proportion to the length of
service. Therefore, in the event of layoff, (including permanent employee reduction in
hours of work) the NAPE Province Wide Hospital Support Staff Collective Agreement

- shall apply.

The “Red Circling” provision as provided in the NAPE Province Wide Hospital Support
Staff Collective Agreement shall apply to employees currently covered by the CUPE
Hospital Support Staff and Waterford Hospital Support Staff Collective Agreements.

Grievance Procedure

Current agreement.
Seniority List

Employees will have sixty (60) days to,protest seniority from the date the combined list is
posted at all sites. The protest shall'be submitted in writing, stating reasons, to the site
Human Resources Department. '

The Human Resources Départment will deal with protests on a first come, first service
basis and attempt to résolve protests as expeditiously as possible. In the event that an
individual is involved in a situation (i.e., bumping, job posting, etc.) where seniority is a
critical aspect{that individual’s seniority will be checked on a priority basis prior to the
finalization ©f the situation in question. All protests will be handied within seven (7)
days ofithe elosing of the protest period.

Equal Seniority
If the situation should develop whereby two (2) or more employees have the same
seniority, the seniority shall be broken by random draw, i.e., drawing names from a hat.

A Union representative, together with the individuals whose names are in the hat, or their
designates, are entitled to be present with management when the draw takes place.

Seniority Defined
Seniority for full time employees is defined as 37.5 hours per week, effective date of hire.
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9

10.

11.

12.

13.

Workers’ Compensation

The Employer will review all long-term recipients of Workers’ Compensation benefits to
ascertain if suitable employment is available in the newly formed larger bargaining unit.

Mutnal Agreement

All amendments to the Collective Agreements will be tabled and only those amendments
which the parties agree to continue will form part of the Collective Agreement.

our Mana ent

Site Labour Management Committees shall continueomeet and a Corporate-wide
Labour Management Committee will be established.

Former Cupe Contracted Services Salaries

Former CUPE employees of the previously contracted services (i.e., Nova, Marriott, etc.)
shall have their salaries red-circled until the applicable NAPE Hospital Support Staff
salaries reach the red-circled level: '

Statutory Holidavs

Employees covered by'the NAPE Hospital Support Staff Collective Agreement shall
observe Thanksgiving Day as the ninth statutory holiday.(i.e., one additional holiday).

Employegs covered by the Waterford Hospital (HS) Collective Agreement shall observe
ArmisticeDay as the ninth statutory holiday (i.e., one additional holiday).
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LETTER OF UNDERSTANDING

» 29 January 1996

Ms. Phyllis Loder

Employee Relations Officer

Newfoundland Association of Public Employees
P.O. Box 8100 : :

St. John’s, NF Al1B 3M9

Dear Ms. Loder:

Re: Linking Articles of Province Wide NAPE HS Collectiv reement

This is to confirm our understanding concerning the following linking Articles of the Province-
wide NAPE Hospital Support Staff Collective Agreement:

1.

Article 3: It is recognized'that within the application of this Article, Article 3.05 (a) of
the Waterford Hospital Collective Agreement shall apply to those employees who are
party to the Waterford-Hospital Collective Agreement.

Article 14: It'is recognized that Article 14.04 (g) of the Waterford Hospital Collective
Agreement@hall apply to all Bargaining Unit employees.

Arti€le 15: All job postings shall be provided concurrently to the local Presidents and
Secretaries.

Articles 15.08(i), 15.09(h), 15.10(i), 16.01(h), and 16.02(h) of the Waterford Hospital
Collective Agreement shall apply to those employees who are party to the Waterford
Hospital Collective Agreement.

Article 17.01 (f) of the CUPE Hospital Support Staff Collective Agreement shall remain
in effect at the Grace Hospital, St. Clare’s Dietary Department and Janeway Dietary
Department until such time as the site is closed or the services are consolidated or
transferred to another site.
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5. Article 16.06(a), (b), (c) of the Central Laundry Coilective Agreement shall remain in
effect at the Central Laundry location only.

- Sincerely,

Stephen C. Dodge
Vice President - Human Resources
Health Care Corporation of St. John’s
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TTER OF UNDERSTANDING

06 February 1996

Ms. Phyllis Loder

Employee Relations Officer

Newfoundiand Association of Public Employees
P.O. Box 8100

St. John’s, NF

AlB 3M9

Dear Ms. Loder:
Re:  Employees Wha'Ave'Required to Work on a Multi-
site Basis or Have Corporate Wide Responsibilities

This is to confirm our understanding that the Health Care Corporation of St. John's will make
transportation available, if necessary, to employees who are required to leave his/her primary site
of work to work at another sité within the Corporation.

Sincerely,

Stephen C. Dodge
Vice President - Human Resources
Health Care Corporation of St. John’s
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LETTER OF UNDERSTANDING

Ms. Phyllis Loder

Employee Relations Officer

Newfoundland Association of Public Employees
P.O. Box 8100

St. John's, NF

AlB 3M9

Re: Emglloyees Working at More Than One (1) Site

This is to confirm our understanding that the Corperation and NAPE will identify and discuss
situations where employees, prior to the amalgamation of the Bargaining Unit, were holding a
position outside their primary site of work, Where the parties mutually agree, some employees
may have these arrangements maintained and appropriate provisions of the Collective Agreement
waived (e.g., overtime, hours of works consecutive work premium, ete.).

Sincerely,

Stephen C. Dodge
Vice Presidenteduman Resources
Health Care Corporation
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Signed on behalf of the Health Care Corporation of St. John’s by its proper officers in the
presence of the witne?-' hereto subscribing

Al C— | 74@/%“ O ot
Witness | 7

Signed on behalf of the Newfoundland and Labrador Health Care Association by proper
officers on behalf of all hospitals and agencies listed in Schedulg C in accordance with the
Congstitution and in the presence of the witness hereto subsc

oyt

behalf of the Newfoundland Association of PubH

¢ Employees by its proper
officers in/the presence of,the witness hereto subscribing ﬁ %é%

Signed on behalf of Treasury Board by its proper officers in the presence of the witness

~ hereto subw Jgf) ‘ .
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MEMORANDUM OF AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
(represented herein by the Treasury Board)

AND

NEWFOUNDLAND AND' LABRADOR
HEALTH & COMMUNITYSERVICES ASSOCIATION

REPRESENTING HEALTH & COMMUNITY SERVICES - CENTRAL
(herein afterreferred to as the Employer)

AND

THE NEWFOUNDLAND ASSOCIATION OF PUBLIC EMPLOYEES
(herein after referred to as the Union)

March 11, 1999
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The Employer agrees to become a signatory to the Collective Agreement between her Majesty the
Queen in the right of Newfoundland (represented herein by the Treasury Board) and the
Newfoundland and Labrador Health and Community Services Association and the Newfoundland
Association of Public Employees (herein referred to as the Collective Agreement).

This Agreement effective this 5 day )‘?p »r'f of /999 is made pursuant to Clause
35.02 of the Collective Agreement. It addresses the terms and conditions of employment with
respect to NAPE members employed by the Employer. :

The parties agree that the Collective Agreement shall apply with the following exceptions:

1. The Employer will be a separate bargaining unit under the NAPE (HS) Collective
Agreement. -

2. For the purposes of this Agreement, employees in the NAPE GS bargaining unit and
employees in the bargaining unit of the Gahder and District Continuing Care Program as
of the date of signing of this Agreement,shall be transferred to the NAPE HS bargaining

- unit of the Employer, as identified infAppendix-A)

3. GS members moving to the same HS classification will be piaced on the same step in the
HS classification. If a pay, equity adjustment is being applied to the HS classification, the
GS member will receive thevapplicable pay equity adjustment effective date of signing of
this Agreement. In circiinstances where there is no corresponding HS classification, the
classification will be'submitted to the Classification and Pay Division of Treasury Board.

4. The Employer fecognizes the service of each of the employees as it was recognized by the
previous Enployer, prior to the new Board assuming governance. Appendix B identifies
the emplOyee's seniority. The protest period will be as outlined in the Collective
Agreement. :

5. The letter in the back of the Collective Agreement addressing "Summer Scheduling" will
not apply.

6. In the event of layoff the following shall apply:

16.01(b) Temporary employees shall be laid off in the reverse order of seniority in
their respective “districts” provided that those temporary employees being
retained are qualified to do the work required. In the event of a layoff,
temporary employees who are laid off, as a result, shall be entitled to
displace less senior temporary employees within his/her respective

“district” as outlined in Appendix C.
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16.01(c)

If the temporary employee does not have sufficient seniority to displace
another temporary employee within his/her district, his/her name shall be
placed on the temporary seniority list in another district(s) of his/ther
choice with the Employer. At the time of layoff, the employee must notify
the employer in writing of the district(s) where he/she wishes to have
his/her name placed on the seniority list.

A permanent employee who has received notice of layoff shall be entitled

to:

) accept layoff, or

(i)  displace a junior employee in a_bargaining unit classification within
his/her district provided that\he/she is qualified to perform the
work required provided, that his/her hours of work are not changed
unless mutually agreed and provided the most junior employee is
less senior, or :

v

(i)  if the employee ‘does mot have sufficient seniority to displace a
junior employee within his/her district he/she may displace a junior
employee, in another district provided that he/she is qualified to
perform the work required provided, that his/her hours of work are
not changed unless mutually agreed and provided the most junior
employee is less senior.

7. For the purposés,of'recall the following language shall apply:

16.02(b)

16.02(c)

Permanent employees shall be recalled in order of seniority provided that
those permanent employees being recalled are qualified to perform the
work required. '

Permanent employees shall be recalled in order of seniority within their .
respective districts provided that he/she notifies the Employer, in writing,
upon layoff that he/she is willing to be recalled for work.

Temporary employees shall be recalled in order of seniority in his/her
district(s) providing that those temporary employees being recalled are
qualified to do the work required. It is the responsibility of the temporary
employee to notify the employer, in writing, of the district(s) where he/she
wishes to be recalled at the time of layoff.
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8.

Current permanent and temporary GS members (as identified in Appendix A) will
commence working the hours of work as per the Collective Agreement which are
currently one thousand nine hundred: and fifty (1950) hours annually for permanent full-
time employees, subject to the layoff provisions of the Collective Agreement. As such
permanent full-time employees will earn seniority on the basis of one thousand nine
hundred and fifty (1950) hours annually.

Hours of Work

On a voluntary basis and with the agreement of the employee’s supervisor, an employee
may work according to 2 schedule of flexible working hours in which case the following
provisions relating to hours of work shall apply. '

(@)

(b)

(©)

(d)

&

®

(g)

(b

Recognizing the particular and unique peeds of cliemts dealing with Community
based health care services and that the very nature ‘of this work dictates that such
services cannot always be predicted in advance, the parties, therefore, agree that
work schedules for employees may be scheduléd on a flexible basis in the interest
of client care and/or efficiency of the overall operation.

The normal hours of work shall be flexible to a maximum of one hundred and
fifty hours (150) within a four (4)@week period. The Employer will identify each
four (4) week period in advance. “The establishment of work schedules shall be by
mutual agreement between the\Employer and the employees at the Local level.

It is intended that the base schedule to which the flexibility is to be applied shall
be a seven and one-half(7 1/2) hour work day, excluding a thirty (30) minute
unpaid meal period¢but including a rest period of fifteen (15) consecutive minutes
in the first halftand second half of the shift. The meal period and the rest
period(s) ma$. be combined by the employee depending on operational
requirernents:

In platufing the proposed schedule, the seven and one-half (7 1/2) hour work day
mayzbe altered in the interest of client care and/or efficiency or to complete work
due\to-exceptional circumstances. Such a schedule will ensure the work day does
flot exceed ten (10) hours per day between the hours of 0700 and 2300 hours.
Once posted, the proposed daily schedule can be altered by mutual agreement
between the Employer and employee if it is in the interest of client care andfor to
complete work due to exceptional circumstances. Such scheduling will ensure that
the work day does not exceed ten (10) hours per day

Subject to the operational requirements of the Program, the Employer agrees to
maintain scheduling consistency whenever practical in order to minimize irregular
patterns of days of work and days of rest.

In order to provide the flexibility necessary to enable the completion of the
required hours of work in each four (4) week period, it is agreed that no
premiums or overtime shall apply where it results from an employee exercising
his/her right to the flexible work arrangement as outlined in this Clause.

If mutual agreement cannot be achieved: pursuant to Clause 9 (b), employees will
work seven and one-half (7 1]7'?') consecutive hours each day excluding a one-half
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e

10.

11.

12.

13.

(i)

0)

&)
0y
(m)

(1/2) hour unpaid meal period, but including a rest period of fifeeen (15)
consecutive minutes in the first half and second half of the day.

No employee shall be compelied to work more than seven (7) consecutive shifts.
The four (4) week work schedule for each employee showing the shifts and days
off work shall be posted in an appropriate place at least two (2) weeks in advance.
Days off shall be allocated at the rate of the minimum of two (2) consecutive days
off per week except where mutually agreed between the employee and Employer.
The Employer shall make every reasonable effort to notify an employee of any
anticipated changes to the length of his/her work day.

Employees shall receive a minimum of two (2) weekends off out of every four (4)
weekends unless otherwise agreed by mutual consent hetween the employee and
Employer. The Employer shall endeavour to grant(évery second weekend off
unless otherwise agreed by mutual consent betweenythe employee and Employer.
The weekend off shail be a Saturday and Sunddy, immediately following ensuring
the employee a minimum of fifty-six (56) hours-off.

For employees working flexible hours as,per>the language noted in #9 above, the
following provisions relating to overtime,shall apply:

(@

(b)

When an employee works onghi§/her scheduled days off or in excess of ten (10)
hours per day or in excess of-one hundred and fifty (150) hours in a four (4) week
designated period, he/she shall be granted, at his/her option compensatory time off
at the rate of time and one-=half (1 1/2) for the overtime hours worked or pay at the
rate of time and oné*half (1 1/2) his/her regular hourly rate for the overtime hours
worked. If the compensatory time off is not taken off within three (3) months of
the overtime worked, the employee shall be paid for the overtime hours worked.

When d4part-time employee works in excess of ten (10) hours per day or in excess
of onéshundred and fifty (150) hours in a four (4) week designated period, he/she
shall’be granted, at his/her option, compensatory time off at the rate of time and
one-half (1 1/2) for the overtime hours worked or pay at the rate of time and one-
half (1 1/2) his/her regular hourly rate for the overtime hours worked. If the
compensatory time off is not taken within three (3) months of the overtime
worked, the employee shall be paid for the overtime hours worked.

Either the employee or employer can terminate flexible hours of work by serving four (4)
weeks written notice to the other party.

NAPE GS bargaining unit members as identified in Appendix A, transferring to the
Employer will have recall and layoff rights as per the NAPE HS Collective Agreement

only.

Employees on layoff at date of signing of this transition agreement shall have recall rights
dating from his/her date of layoff. ;5



Health & Community Services ~ Central
March 11, 1999 ' , 5

Signed on behalf of Health & Community Services - Central by its proper officers in the presence
of the witness hereto subscribing

T '\,\" -%%@b
SR LY L)

Witndgg l

Signed on behalf of the Newfoundland and Labrador Health and  Community Services
Association by proper officers on behalf of all hospitals and agencies listed in Schedule Cin
accordance with the Constitution and in the presence of the witng§s)hereto subscribed

Signed on behalf of the Newfoundland Association of Public Employees by its proper officers in
the presence of the witness hereto subseribing

Seer 22258
Witness M IZZ

Signed on behalf of Treasury Board by its proper officers in the presence of the witness hereto
subscribing '

S ¥ T

Wittess
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APPENDIX A

GS and Former Gander & District Continuing Care Bargaining Unit Members & Position
Transferring to the NAPE HS Bargaining Unit of the Employer '

Employee _

Elizabeth Green
Diane Nichols
Ruth Ellioit
Isabelle Hall
Evelyn Philpott
Glenda Vincent
Charmaine Wight
Alvina Kent
Marie Russell
Melanie Card
Fran Gilbert
Christina Kieley
Darlene Rideout
Colleen Greene
Darren Colwell
Dorothy Fewer

Kelly Carter
Andrea Perry

Betsy Shea

Faye Rogers

Vera Bouzanne
Judy White

Kim Cheeks

John Barnes
Alvina Kent
Madonna Menchion
Joanne Goodyear
Stephanie Feltham
Ruby Felthiam
Cory Granter
Elaine Peddle
Patsy Murray

Classification

Recruitment and Benefits Officer
WPEO I '

WPEO I

Regional Nutritionist

Property and Materials Officer
WPEO 1

Addictions Officer

WPEOQ I (Currently temporary Accounting Clerk I)
WPEO [

WPEOI

Clerk I

WPEOA

Addictions Counsellor
Addictions Officer

Regional Dental Hygienist

Addictions Counsellor (On leave from GS position; Sacial

Worker in AAHP b/u)
Addictions Counsellor

Health Promotion Coordinator (Hired: June 29, 1998)

Clerk I

Clerk I

WPEO 1

WPEO I

Financial Assessor

Financial Assessor
Accounting Clerk I

WPEO I

Clertk I

Clerk II

WPEOQ ]

Computer Support Technician
Financial Assessor

WPEO I (Hired: May 11, 1998)
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APPENDIX A cont’d

GS and Former Gander & District Continuing Care Bargaining Unit Members & Positjon
Transferring to the NAPE HS Bargaining Unit of the Employer

Employee Classification
Joyce Bowering ‘ WPEQO I
Lorna Chaulk WPEO I
Jean Eastman WPEO I
Nina Smith Clerk

Denise Peckford WPEO I
Eileen Deering WPEO I

Iris Walsh WPEO |
Deborah Tremblett Payroll Clerk
Ann Bath ’ WPEO I
Daisy Green Homemaker

178



Health & Community Services ~ Central :
‘March 11, 1999 8

APPENDIX B

Seniority of GS and Former Gander & District Continuing Care Bargaining Unit Members
: " as of March 31, 1998

. NAPE (HS)

Betsy Shea 19,802.50
Faye Rogers 19,507.50
Vera Bouzanne 13,610.50
Judy White 8,055.00
Kim Cheeks 7,720.50
John Barnes 5,415.00
Alvina Kent ‘ 4,890.00
Madonna Menchion 3,705.50
Joanne Goodyear : 3,082.50
Stephanie Feltham 3,082.50
Ruby Feltham 1,398.50
Cory Granter 1,327.50
Elaine Peddle ' 90:00
NAPE (GS

Elizabeth Green 40,803.00
Diane Nichols ©37,128.00
Ruth Elliott 36,183.00
Isabelle Hall 31,346.00
Evelyn Philpott 22,743.00
Glenda Vincent 20,524.00
Charmaine Wight 15,505.00
Alvina Kent 13,188.00
Marie Russell 12,275.90
Melanie Card 10,514.00
Fran Gilbert 10,363.50
Christina Kieley ‘ 7,217.00
Darlene Rideout 5,390.00
Colleen Greene 2,464.00
Darren Colwell 1,694.00
Dorothy Fewer 1,085.00
Kelly Carter 749.00
Andrea Perry hired June 29, 1998
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APPENDIX B cont’d

Seniority of GS and Former Gander & District Continuing Care Bargaining Unit Members

as of March 31, 1998

Joyce Bowering
Lorna Chaulk
Jean Eastman
Nina Smith

Denise Peckford
Eileen Deering

Iris Walsh
Deborah Tremblett
Ann Bath

Daisy Green
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APPENDIX C

Layoff/Recail

For the purposes of layoff and recail, Community Health "districts" are outlined below.

District I: Grand Falls-Windsor
District II: ~ Gander

- District II: ~ Lewisporte
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MEMORANDUM OF AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFQUNDLAND
(represented herein by the Treasury ‘Board)

AND
THE NEWFOUNDLAND AND LABRADOR HEALTH CARE ASSOCIATION

REPRESENTING THE LABRADOR.HEALTH SERVICES BOARD
(herein after referred to as the Employer)

AND
THE NEWFOUNDLAND ASSOCIATION OF PUBLIC EMPLOYEES
HOSPITAL SUPPORT

(herein after referred to as the Union)

April 11, 1996
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This agreement made this

NAPE HOSPITAL SUPPORT STAFF
Labrador Health Services Board
April 11, 1996

day of one thousand nine hundred and ninety SiX

in accordance with clause 35.02 of the NAPE Hospital Support Staff Collective Agreement
signed between the parties on November 14, 1990, herein after referred to as the Collective
Agreement. The Master Agreement signed between the parties July, 1994 as well is in effect.

1.

Bargaining Unit Structure

It is recognized that the Labrador Health Services Board refers to one (1) Employer
operating facilities with employees represented by NAPE which includes:

Melville Hospital

Paddon Memorial Home

The Dental Clinic

Drug Dependency/Public Health Offices

The reference throughout the Collective Agreement to bargaining units refers to NAPE
HS employees as defined by the Collettive Agreement at all facilities operated by the
Employer as one (1) bargaining unit.{ The seniority lists of NAPE HS employees at all
facilities within the Employer will(be merged effective date of signing.

Transfer of Service

As of November 1, 19947the Board recognizes the service of each of the employees as
it was recognized(by the previous Employer prior to the new Board assuming
governance. |

Job Postings

a) Job postings will be posted as per Article 15 of the NAPE HS Collective
Agreement.

b) Permanent positions shall be posted throughout all facilities in the region where
the employees are represented by NAPE HS.

c) Recall for temporary positions will be as per Article 16 of the Collective
Agreement, providing employees being recalled have been orientated to the site
within the last twenty-four (24) months. It is understood that employees wishing
to be available for recall at all sites must complete a site specific paid orientation.
Such site specific orientation periods will be scheduled by the Employer based on
the operational requirements of the Employer. Upon signing of this transition
agreement, temporary employees wishing to be available for recall at more than
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one site shall notify the Employer in writing indicating the site(s) and
department(s) for recall. The Employer will orientate 12 temporary employees

- per year based on operational requirements, until all temporary employees
indicating a desire for multi-site recall have been orientated. Selection of
employees for orientation will be proportional based upon the number Of
employees at each site in relation to the overall numbers in the bargaining unit.
Seniority will determine those selected from the site(s).

4. Displacements

An employee whose position is affected by the Employer’s decision to layoff (including
permanent employees reduction in hours of work) shall have,the right to accept layoff
or displace in accordance with the Collective Agreement.

5. Recall
a) Permanent employees shall be recalledZas per the Collective Agreement.

b) Recall of ‘temporary employees hall be as per Article 16 of the Collective
Agreement, subject to (c) below. ,

c) Any employees wishing(to be eligible for recall at Melville Hospital, Paddon
Home, the Dental «linic and/or Drug Dependency/Public Health must have
completed a sitedspecific orientation within the last twenty-four (24) months.
Such site specifi¢ paid orientation periods will be scheduled by the Employer
based on the ‘Gperational requirements of the Employer. The terms of completing
site specifi@orientation will be a per 3(c).

1

6. Sharing of Qvertime/Standby/Callback/Escort Duty

The above shall be distributed among employees as per the NAPE (HS) Collective
Agreement subject to the criteria of being orientated to the site(s) as per 3(c).

7. Grijevance Procedure

All steps are guided by time limits as outlined in the steps in the current Collective

.Agreement.
Step I Employee submits grievance to Shop Steward
Step 11 Shop Steward presents grievance to the employee’s immediate

supervisor/facility manager
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Step 1T Shop steward submits grievance to the AED - Human Resources or
Designate

Step IV Failing settlement at Step III, the Shop Steward presents grievance to the

CEO or Designate

Step V Either party may refer grievance to arbitration

8. Labour Management Committee Structure

There shall be one Labour Management Committee with NAPE representatives from the
below noted sites, not to exceed six (6). Meetings will alternaté among the various sites.

1) Melville Hospital,

ii) Paddon Home, and

iiiy  Dental Clinic

iv)  Drug Dependency/Public Health

Terms of reference of Committee as per. NAPE (HS) Collective Agreement.

9, Occupational Health and Safety Comumittee

There will be one Occupational Health and Safety Commitiees with NAPE
representatives from the below noted sites, not to exceed six (6). Meetings will alternate
among the various sites.

(1) Melyville Hospital

(iiy  Pental Clinic

(iii), ¢-*Paddon Memorial Home

iv)y * Drug Dependency/Public Health

Mandate of Committee as per NAPE (HS) Collective Agreement.

10. -Personnel Files

The official recognized personnel file for the purpose of Clause 13.06 of the Collective
Agreement shall be maintained at either the Personnel Office at Captain William Jackman
Memorial Hospital or Melville Hospital. The Employer shall make an employee’s
personnel file available at the employee’s work site within three (3) working days of

his/her request.

185



Labrador Health Services Board
NAPE HS - April 11, 1996 ' Page 4

11. (i) Existing NAPE (GS) members (as identified in Appendix A) will be transferred
into the NAPE HS Bargaining Unit as identified in #1. :

(i)  Upon date of signing of this transition agreement the employees will be subject
to the terms and conditions of the NAPE (HS) Collective Agreement unless
modified below. Full-time employees will work 1950 hours annually and €am
1950 hours seniority per year.

(iliy The GS members will have their seniority and service recognized as per items #1
and #2 of this agreement.

(iv) When the GS members are transferred to the NAPE bargaining unit, the
classifications will be submitted to Classification‘and Pay division of Treasury
Board for classification under the Collective Agréement. If as a result of this
classification review, a GS member is placed’on a HS pay range number which
carries a lower hourly rate, he/she will bé!red-circled” in accordance with the
terms of The Collective Agreement, Ifawpay equity adjustment is being applied
to-the HS classification, the GS methbers will receive the applicable pay equity
adjustment, effective date of signing (no retroactive application).

(v) Cér Allowance - GS memibers in receipt of a car allowance, as identified in
Appendix B, will continue to receive -the benefit while it is a condition of
employment to have & vehicle at his/her disposal. '

(vi) GS members, @s identified in Appendix C, in receipt of clothing items not
indicated indhe NAPE (HS) Collective Agreement will continue to receive such

clothing &vhile in the current classification, provided the nature of the position
does not ‘change negating the need for such clothing.

(vii) £ The letter in the back of the NAPE (HS) Collective Agreement addressing
#Summer Scheduling" will not apply to transferring GS members.

(viii) Transferring GS members will have layoff and recall rights as per the NAPE

(HS) Collective Agreement.

12. (a) Meal Rates as Qutlined Below, Per Diem:
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Breakfast | Lunch Dinner Total
Island | $7.00 $9.00 | $13.69 | $29.69
Labrador | $7.00 $10.00 | $15.00 | $32.00

Canada ' $43.00
USA $43.00 US
Other ) $48.00

()  Kilometer Rate for authorized travel on Employer business shail be twenty-five
(25) cents as per Clause 24,06 of the NAPE HS Collective Agreement.
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APPENDIX A |
EXISTING GS BARGAINING UNIT MEMBERS

* " Goose Bay
1 Regional Administrator (Delia Connell) GS 38
1 Addiction Coordinator (Zita White) GS 34
1 Addiction Counseilor (Gwen Watts) GS 34
1

Woid Processor Operator (Jackie Mullaly) GS 18

Labrador City

1 Addiction Coordinator (Sandra Periny) GS 34
1 Word Processing Equipment Operator (Cheryl Whitten) GS 18
1 Addiction Counsellor (Manreen Angel) GS 34

188



Labrador Health Services Board
NAPE HS - April 11, 1996 Page 7

APPENDIX B
GS MEMBERS IN RECEIPT OF CAR ALLOWANCE

Delia Connell
Zita White
Sandra Penny
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APPENDIX Cl
GS MEMBERS IN RECEIPT OF CLOTHING ITEMS

Delia Connell
Zita White
Sandra Penny
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Witness

Signed on behalf of the Newfoundland and Labrador Health Care Association by proper officers
on behalf of all hospitals and agencies listed in Schedule C in accordafice with the Constitution
and in the presence of the witness hereto subscribed

) ¢ adih. it

Witnesf /

Signed on behalf of the NewfoundidndvAssociation of Public Employees by its proper officers

in the presence of the witness heretorsubscribing
> .

@,

- Witngss

Signed on behalf of Treasury Board by its proper officers in the presence of the witness hereto
subscribing

Witness
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MEMORANDUM OF AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
(represented herein by the'Treasury Board)

REPRESENTING THE PENINSULAS HEALTH CARE CORPORATION
(herein after referred to as the Employer)

AND
THE NEWFOUNDLAND ASSOCIATION OF PUBLIC EMPLOYEES
HOSPITAL SUPPORT

{herein after referred to as the Union)

OCTOBER 7,1997
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This agreement made this 7th day of October, one thousand nine hundred and ninety
seven in accordance with clause 35.02 of the NAPE Hospital Support Staff Collective
Agreement signed between the parties on November 14, 1990, herein after referred to
as -the Collective Agreement and in accordance with the Master Memorandum of
Agreement signed July 25, 1994.

1.

ghep,

Bargaining Unit Structure

The reference throughout the Collective Agreement to bargaining units refers to
NAPE HSS employees as defined by the Collective Agreement at the following
facilities:

Grand Bank Community Health Centre

Blue Crest Nursing Home

U.S. Memorial Health Centre : P

‘Burin Peninsula Health Care Centre v T

Dr. G.B. Cross Memorial Hospital S

Trinity Medical Clinic ST
" Bonavista Peninsula Community.Health Centre """
Golden Heights Manor Nussing Home

gﬁé%é{éa BY the Employer as one (1) bargaining unit. The seniority lists of NAPE
HSS employees at all facilities Within this Employer will be merged effective date
of signing. The seniority-lists for temporary employees ‘will be metged for all
facilities subject to item'#5 of this Agreement. A

Transfer of Sérviges

As of January 1, 1996, the employees of the above referenced facilities and clinics

‘wereftransferred to the Peninsulas Health Care Corporation. The Corporation
_“recognizes the service of each of the employees as it was recognized by the
_previous Employer prior to the new Board assuming governance.

Job Postings

(a) ~_Job postings will be posted as per Article 15 of the NAPE HSS Collective
'-.‘1: - ) ‘Ag'reement. . : i R . A

(b) N Permanent positions shall be posted throu'ghout all Facilities and clinics
""" where employees are represented by NAPE HSS.
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()

Subject to Item 5, for any temporary positions, if the temporary position
at a particular facility is less than sixteen (16) weeks, the Employer shall
recall in accordance with 16.02(c) of the Collective Agreement within that
particular geographic location. If the particular temporary position is 16
weeks.or expected to be greater than sixteen (16) weeks, it shall be posted
in all facilities and clinics operated by the Corporation where employees are
represented by NAPE HSS.

4, Displacements (Bumping)

(a)  An employee whose position is affected by the Employer's decision to layoff
(including a permanent employee who will have a reduction in houss of
. work) shall have the right to accept layoff or displaée in accordance with
the Collective Agreement.

5. Recal
(a)
(b)

~I5ér;nanent.employees shall be recalled as per the Collective Agreement.

The geographic areas undet this Corporation for NAPE HSS employees

shall be:

(i) Burin Peninsula; or :
Clarenvilletand Bonavista (Trans Canada Highway is the dividing
line)

(i) . Temporary employees shall be placed on a Board wide seniority list
based on the Department(s) in which they worl in accordance with
Clause 14:01(b) of the NAPE HSS Collective Agreement.

- (ii)  Temporary employees who have worked in one or more sites with

the Employer shall select in writing within 14 days of signing this
agreement, the geographic area i.e. Burin Peninsula or Clarenville
and Bonavista (Trans Canada Highway is dividing line) in which
they will work and identify the communities within that geographic
area i.e. Burin, Grand Bank, St. Lawrence, Clarenville or Bonavista,
where they will work. Temporary employees will be given the
opportunity to change his/her selection of geographic area by
September 15 of each year to be effective October 1 of that year.

‘Such change will be considered permanent unless changed in a

subsequent year. If these employees elect to work in a particular
community or communities and he/she refuses to return to work
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(iif)

(iv)

when recalled in the community or communities selected, the

- employee shall lose his/her recall rights as a temporary employee to

the community to which he/she refused recall, but he/she shall
maintain recall rights for any other communities that he/she may
have selected, unless recall was refused for just cause or illness.

All temporary employees will be given the option by October 15 of
each year (to be effective November 1 of each year) to remove
his/her name, in writing, from the recall list for a particular
community(ies) within the geographic area selected as per 5. (c) (ii)-
For 1996-97, the Employee will exercise this option within 14 days
of signing this agreement. It is agreed that employees will not
exclude themselves from recall at one site(in"a community while
agreeing to recall at another site in the saine community. If hisher
name is removed, the temporary employee will not be recalled for
that site and all sites within the same.community. In the event that
an insufficient number of employees agree to have his/her name
remain on a recall list, foxr'a specific community, the junior
employees will be required to remain on the list to satisfy the

- operation requiremefitsias identified by the Employer and make

him/herself availableyfor recall. If his/her name is removed, the
temporary employee will not be recalled for that community(ies).
Any of these temporary employees who have his/her names
removed, asiper 5 (c)(iii), may have his/her name put back on the
recall list¥for those community(ies) by writing the Employer by
Margh 15 of each year (to be effective April | of each year) provided
that they have not lost his/her recall rights to that community(ies).
Temporary employees shall not be permitted to reverse histher
decision between October 15 and March 15.

These temporary employees as outlined in 5. (b) (ii) above, shall
maintain his’her name on the recall list for at least one community
where they are qualified to be recalled as a temporary employee and
where they would normally work as a temporary employee, unless
they have lost or voluntarily given up his/her recall rights as a
temporary employee.

“Temporary employees hired after date of signing this agreement, will

be hired for a specific geographic area and subject to 5 (¢} (il) &
(iii).
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(vi)

(vii)

If a temporary employee applies for and receives a temporaly
position in a location from which he/she has already lost recall
rights, the temporary employee shall not be eligible for recall in that
location after the period of temporary employment.

The Employer's obligation to provide orientation to temporary
employees shall be limited to a number that the Employer would
reasonably expect to recall during any particular period for that
Department or facility, based on seniority.

(d) If a particular facility closes, the provisions of the Collective Agreement

shall apply.
6.  Labour Management and Grievance Procedure

The employer proposes a combination of corporate wide and community specific

Labour Management Committees. Corporate‘wide would meet 4 times annually,

and community specific would meet 6 tifiies annually.

Grievance Procedure

All steps are guided by time limits as outlined in the steps in the current collective

agreement. : '

Step 1 Employee submits grievance to Shop Steward.

Step 2 Shop Steward presents grievance to the employee’s immediate

Supervisor.

Step'3 Failing settlement at step 2, the Shop Steward presents grievance to
the Director, Human Resources at the Dr. G.B. Cross Memorial
Hospital or the Human Resources Manager at the Burin Peninsula
Health Care Centre.

Step 4 Failing settlement at step 3, the Shop Steward presents the
grievance to the Vice President of Planning, Information and
Resource Development. :

Step 5 Either party may refer grievance to arbitration.

7. Consolidation/Transfer of Services
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10.

11

12.

The Peninsulas Health Care Corporation reserves the right to transfer staff on the
basis of seniority as the result of a) the service in which he/she works transfers
within his’her comimunity or b) service transfers within his/her geographic area if
as of the date of signing this agreement or as of the date such notice of transfer
is given, the employee(s) who are impacted are already commuting to worl
between the communities affected by the change. Employees who are transferred
shall retain seniority, service and other recognized earned and portable benefits.

If there is a transfer of service outside an employee's geographic area and there is
no associated downsizing of the service, the employees shall have the option of
transferring with the service, accepting layoff or exercise his/her bumping option.
Should they not transfer and bump to a lower classification, they will be "red
circled."

If there is a transfer of service outside an employeg'sigeographic area and there is
an associated downsizing of the service, any positions remaining will be awarded
to the employees in that service based on seniority. Any employee awarded a -
position based on the above shall havesthe option of accepting the position,
accepting a layoff or exercise his/her biimiping option. Should they not transfer
and bump to a lower classificationi they will be "red circled.”

Permanent employees who move from histher original primary place of wark or
community after March 15,9997, on an involuntary basis but remain in his/her
classification shall havelthe choice and option to return to that site before
vacancies are posted Board wide. Should more than one employee be in this
situation, or should'this provision conflict with article 16.00 of the collective

agreement, the-collective agreement shall prevail.

Employéeswho move from his/her primary site of work shall be fully orientated
at the Employer's expense.

Subject to the terms and conditions of the collective agreement, in the case of
Personal Care Attendants, there will be no unequal treatment of permanent
employees based upon his/her classification in the event of staff changes, provided
employees being retained will be immediately qualified to perform the work
required to meet the operational requirements of the employer.

The Employer agrees to provide a list of all classifications in each Department.

Employees shall be entitled to protest hissher own seniority on the merged
seniority list in writing to the Human Resources Department within 60 days of

posting.
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13.  This agreement will replace all previous transitions agreefnents signed by the
parties.

14. This Agreement may be amended by mutual consent of the parties and shall

expire upon the signing of a new Provincial Agreement with Hospital Support
employees or two (2) years from date of signing, whichever occurs first.
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Signed of behalf of the Peninsulas Health Care Corporation by its proper officers in the
presence of the witness hereto subscribing : _ .
;—éltéess % T

Signed on behalf of the Newfoundland and Labrador Health Care Association by proper
officers on behalf of all hospitals and agencies listed in Schedule C in accordance with
the Constitution and in the presence of the witness hereto subscribed

7 L R s VYV )

Witness

Signed on behalf of the Newfoundland Association of Public Employees by its proper
ﬁrs in the presence of the witness heretoSubscribing

Witngss

Signed on behalf of Treasury Board by its proper officers in the presence of the witness

hereto subscribin
o g Wi,

Witness d‘

199



MEMORANDUM OF AGREEMENT
BETWEEN

HER MAJESTY THE QUEEN IN RIGHT OF NEWFOUNDLAND
(represented herein by the TreasuryBoard)

AND

THE NEWFOUNDLAND AND LABRADOR
HEALTH AND COMMUNITY.SERVICES ASSOCIATION

REPRESENTING THE PENTECOSTAL SENIOR CITIZENS’ HOME

(herein after referred to as the Employer)

AND

THE NEWFOUNDLAND ASSOCIATION OF PUBLIC EMPLOYEES
HOSPITAL SUPPORT STAFF

(herein after referred to as the Union)

January 12, 2000
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This agreement made this day of two thousand in accordance with Clause
35.02 of the NAPE Hospital Support Staff Collective Agreement signed between the
parties on June 2, 1998, herein after referred to as the Collective Agreement.

1. Schedule “C” of the Collective Agreement shall be amended to include the
Pentecostal Senior Citizens’ Home as an employer.

2. It is understood and agreed between the parties that employees of the Pentecosial
Senior Citizens’ Home will be entitled to all the rights and benefits of the
Collective Agreement with the following exceptions:

()  Clause 9.01 - Labour Management Committee

A Labour Management Committee shall be established consisting of three
(3) representatives of the Union and an equal mamber of representatives of
the Employer. The numbers may be reduced by mutual agreement
between the parties. The Employer shall.be duly notified in writing as to
the names of the Union representatives selected.

(i)  Clause 11.07 - Settling of Grieva_mces

Step 1
Present Agreement

Step 2
If the shop stéward considers the grievance to be justified, the employee

concerned, ‘together with his/her shop steward, may within seven (7)
calendar days following receipt of the grievance, submit his/her grievance
in ‘writing to the employee’s supervisor/department head outlining the
alleged violation and redress sought.’ “An earnest effort shall be made by all
parties to settle the.grievarce at Step 2. The supervisor’s/department
head’s reply shall outline his/her objections or disagreement with the

grievance.

Step 3
Failing settlement being reached in Step 2, the shop steward(s) may, within

seven (7) calendar days, submit the grievance to the Administrator or
his/her designated representative who shall meet with the shop steward(s)
and an earnest effort shall be made to settle the grievance. Failing
settlement, the Administrator shall render his/her decision within ten (10)

calendar days of the receipt of the grievance.
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(i)

(iv)

v)

Step 4
Failing settlement being reached in Step 3, either party may refer the

dispute to arbitration within fifteen (15) calendar days of the
Administrator’s decision in Step 3.

Clause 14.01(b) — Seniority Defined (Temporary Employees)

Subject to Clause 14.03, seniority for temporary employees is defined as
the length of service (excluding overtirne) in a particular department with
the Employer and subject to the provisions of Clause 14.04, 23.03, 23.06,
23.09, and 23.10 or any other appropriate clause, shall operate on a
department wide basis. For the purpose of this clause, Housekeeping shail
be considered as one (1) department, Dietary shall be considered as one (1)
department, Operational and Maintenance shall<be> considered as one (1)
department and Laundry shall be considered “as one (1) department.
Nursing shall be considered another departiment and all other areas shall be
considered as one (1) department. The Nursing Department shall consist
of employees in the following classifications:

Licensed Practical Nurses;

Medical Service Aides;

Personal Care Attendants;

Ward Clerks; and

Employees of the CSR and SPV areas

The parties-have agreed that Michelle Dawe will be placed in the Dietary
Departmient and given credit for all prior seniority as if she had worked in

that department.

Clause_17.03(a)(i) - Working Schedule

Days off shall be planned in such a way as to distribute weekends off so
that employees shall receive every third weekend off and the Employer
shall endeavour to grant every second weekend off, unless otherwise

agreed by mutual consent.

Clause 19.02 - Rest Between Change of Shifts
(a) Present agreement.
b) Present agreement.

The parties agree that whereas the classification of
Watchmm/Utilith é:urrently work an established schedule which
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(vi)

(vii)

allows the Employer to schedule employees for less than sixteen
(16) hours between change of shift as per Article 19.02(a) the
Union hereby agrees to maintain the current practice as per existing
schedule requirements.

However, this arrangement may be modified by mutual consent
between the employee and the supervisor.

" The minimum hours of rest between change of shift shall be eight

(8) hours.

Article 24 - Payment of Wages and Allowances

24.01 — Availability of Salary Chegues (a. b, c)

The current practice of the Employer as to the times the salary cheques are
available will not be considered a violation of'the collective agreement by
the bargaining unit. The bargaining unit'is’also agreeable to the Employer
implementing a direct deposit system,

Clause 25.02(x) — Definition. of Shift

(if)

Twelve (12) Hour, Shifts

Present agreement.

Parties,agree that this clause will be read in conjunction with the
following amendment: :

The bargaining unit of the Pentecostal Senior Citizens’ Home,
Clarke’s Beach, agrees with maintaining the existing time frames
for commencement of shifts within the applicable departments.
The commencement time for the earliest shift in each department
is as follows as of date of signing:

Nursing - 0720 hours
Housekeeping - 0800 hours
Laundry - 0700 hours
Utility/Maintenance - 0800 hours
Dietary - 0700 hours
Administration - 0800 hours

However, should the Employer wish to change the commencement
time of the first shift of the day, it shall give two (2) weeks notice
to those affected prior to implementation.
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(vii) Schedule A-1 - Classifications for Individuals Excluded from the

rne ‘(ix) P

(x)

Bargaining Unit as listed in Schedule A

Facility Manager

Chaplain

Director of Nursing

Registered Nurses

Director of Social Work

Manager of Environmental Services
Dietary Manager

Maintenance Manager

Management Support Staff (2 Secretaries)

Pensions

The parties agree that upon signing of this,memorandum of agreement the
Employer will notify Pensions Division{”ZAll those employees eligible for
participation in either the Government'Money Purchase Pension Plan or the
Public Service Pension Plan willsbe given a maximum of forty-five (45)
days from date of signing of this memorandum of agreement to notify the
Emiployer of their intentdohetirol in either of the plans depending upon
eligibility as determined by Pensions Division of Treasury Board.

Long-Term Temporary Employees '

In reviewifig, the appointment letters of the following employees the
Employer-has determined that these individuals hold permanent status with

the Employer, namely:

Sharmane Pinsent

Vina Higdon

Dora King

Alva Guy Noonan (.8 of a position)

As well, the Employer has determined that the position currently occupied
by Mr. John Cox is a permanent position and upon agreement of the
parties, the Employer will fill this position in accordance with the posting
requirements of the collective agreement.

Any employees wishing the Employer to review their status (i.e. temporary
or permanent) must submit a request to the Employer within forty-five (45)
days of signing of this memorandum of agreement. Upon such request, the
Employer will consider and review same,
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- (xi)

(xii)

Seniority for Permanent Employees

Further to the seniority list for permanent employees provided to the Union
on August 26, 1999, by the Employer, the Employer will recognize
seniority for maternity leave and adoption leave (as per recognition in the
collective agreement at the applicable times of such leave) and workers’
compensation. Unpaid leave as of July 25, 1994, provided that the
employee would not have been laid off during the period of unpaid leave.

It is the responsibility of an employee to provide verification of such leave
to the Employer by means of affidavit or other verification satisfactory to
the Employer within a maximum of ninety (90) days from date of signing

of agreement.

-~ It is agreed by the parties that there shall be noadjustments to any staffing

decisions made by the Employer prior to gsigning this memorandum of
agreement, as a résult of comprising the aboye noted seniority list.

. .- T A RN
T . . B e

Sehiority Listing for Temporary Employees
The Employer is prepared o tecognize service for semonty purposes only
from June 8, 1992 for temiporary employees for the following leaves:

(i) Workers’ Cofitpensation;
(i)  Maternity ‘annd Adoption Leave (as per collective agreement

_ entitlément), L e
(ili)  Unpaid leave as of July 25, 1994, provided the employee would not

have been laid off during the period of unpaid leave;

- {ivy, ““Education leave as of July 25, 1994, provided the employee would

not have beén laid off during the period of leave;
(v}  Sick leave

—_—

It is the responsibility of an employee to provide verification of such leave
to the Employer by means of affidavit or other verification satisfactory to
the Employer, within a maximum of ninety (90) days from date of signing
of this memorandum of agreement.

It is agreed by the parties that there shall be no adjustment to any staffing
decisions made by the Employer prior to signing of collective agreement,
as a result of comprising the above noted seniority list.
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(xiii) Temporarv Transfers to Non-Bargaining Unit Positions

(xiv)

(xv)

Specifically with reference to the bositions of Manager of Housekeeping
and Manager of Maintenance, the parties are agreeable to the following:

i) The affected employees shall maintain their respective seniority
per past service up to the date of certification of the bargaining
agent (May 19, 1999)

(i1) Should either of the employees be transferred back to their previous
bargaining unit positions, they shall again begin to accumulate
seniority as of the date transferred back. ‘

(i) No service while in the non-bargaining unit positions shall be
recognized after date of certification of the bargaining agent (May
19, 1999) for the purpose of bargaining unit seniority.

Recall of Licensed Practical Nurseland Personal Care Attendant Positions

The parties agree that Licensed Practical Nurses (LPN’s) and Personal
Care Attendants (PCA’s)shall be recalled in order of seniority to replace
the same classification, »Therefore, when a LPN or PCA is on an approved
leave of absence as provided in the agreement, the respective classification
shall be recalled from the temporary recall list in order of seniority when
required, asdetermined by the Employer. Should the PCA recall list be
exhausted,»then LPN’s shall be recalled to replace additional PCA’s on

leave based on their seniority.

The parties agree that this in no way limits the Employer’s management
rights of the collective agreement to determine when a replacement
employee is required and this in no way shall be interpreted as committing
the Employer to replace on a one for one basis.

‘Workload Provision

The parties agree to the following provisions with respect to addressing
the workload concerns of the bargaining unit: ‘

)] Representatives from Heaith and Community Services Eastern
will conduct an assessment on the levels of care required for each
resident at Pentecostal Senior Citizens’ Home.
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(i)  An internal committee shall be struck consisting of two (2)
Licensed Practical Nurses as determined by the Union, one (1)
Social Worker, and the Administrator or designate.

Time spent by the bargaining unit committee members shall be
treated as if the employees were participating in a labour
management committee,

(iii) The role of this committe¢ will be to have input into the
assessment carried out by the Health and Community Services
Eastern representatives.

) ~(iv)  The Health and Community Services Eastern representatives will
S JOH ‘use the ‘Department of Health and Commumity Services guidelines
o for determining the level of care required,for-each resident. ... -

v)

level to each re31dent will be done by the Health' and Commumty
Services Eastern representatives.

(vi) The findings of the+assessment process w1I1 bC‘dISCUSSGd
shared with the efiployer and the union. ~~ S

The process as noted’above to be completed within s1x (6) rnonths from_
date of signingof this memorandum of agreement B

(xvi) Filling of Temporary PCA Positions

In an‘attempt to address the concerns of the remammg temporary PCA s of
“staff with the Employer (Betty Russell, Gay Bursey, Joan Russell) as of
date of signing, the parties will jointly approach Human Resource-
Development Canada and possibly the College of t_h X Nbrth'Atl )
determine if any training options are available for’ ex1st1ng ‘ferporaty
PCA’s as named above, to upgrade training to that of Llcensed Practmal

Nurses.
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S

Signed on behalf of the Pentecostal Senior Citizens’ Home by its proper officers in the
presence of the witness hereto subscribing:

W | . - | Mﬁmﬂ_u@ﬂ(om

Witrds 7

e

Signed on behalf of the Newfoundiand and Labrador Health anfi CE)mrm'mity Services
Association by proper officers on behalf of all hospitals and agencies listed in Sche.dule C
if accordance with the Constitution and in the presence of the witness hereto subscrlbgfi:

RACRAR L IR

d

Witness, -

FAFTETIT.

Signed on behalf of the Newfothdland Association of Public Bployees’
officers in the presence of the witness hereto subscribing o ]

P . R
R PP R

Witness

Signed on behalf of Treasury Board by its proper officers in the presence of the witness -
hereto subscribing .

Witness .
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SCHEDULE L

FLEXIBLE HOURS OF WORK
(HEALTH AND COMMUNITY SERVICES BOARDS)

Preamble:  All provisions of the Collective Agreement shall apply unless specifically

amended in the Flextime Agreement Arrangement in Articles 17A and 18A
below:

Articles 17A and 18A apply for the Health and Community Services Boards when a
flextime arrangement schedule is agreed by the employee, employer, and the union.

ARTICLE17A __ HOURS OF WORK (HEALTH AND COMMUNITY SERVICES)

17.01A Recognizing the particular and unique needs of clients dealing with Health and

Community Services Boards and that the very nature,of this work dictates that
such services cannot always be predicted in advafice, the parties, therefore,
agree that work schedules for employees may be-scheduled on a flexible basis in
the interest of client care and/or efficiency of.theoverall operation. A Flextime
Arrangement Agreement shall be by mutual agreement between employer,
employee, and union.

Flextime is when an employee and employer agree that the employee work beyond regular
working hours and/or adjust his/her own schedule within 150 hours for two pay periods. Such
time worked or adjustment of the schedule will be at straight time.

(M)

(i)
(i)

(iv)

The normal hours of work shallabe’ thirty-seven and one-half (37.5) hours per week
divided into five (5) seven and ene-half (7.5) hour days excluding a one-half (1/2) hour
unpaid meal period but including a rest period of fifteen (15) consecutive minutes in the
first half and second half.of-the day. ' J
Employees shall not be’required to work a split shift without the consent of the
employee.

Time worked ing@xcess of seven and one-half (7.5) hours per day by reason of a flexible
working arrangement shall be taken off by the employee at regular hourly rates. Prior

notificationyof the intention to take time off must be provided to the manager and

approval for such time should not be unreasonably denied. Such time off shall be taken
on a timely basis and at no time shall an employee have in excess of thirty-seven point
five (37.5) hours of flextime banked. At the end of the one hundred and fifty (150)
hours period, any flextime left shall be placed in a compensation time bank.

The seven and one-half (7.5) hour work day may be altered in the interest of client care
and/or efficiency or to complete work due to exceptional circumstances. Such a
schedule will ensure the work day does not exceed ten (10) hours per day between the
hours of 0700 and 2100 hours unless otherwise mutuaily agreed between the employer
and the employee. The rests between shifts will be twelve (12) hours unless otherwise
mutually agreed between the employee and the employer.
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(v)  Subject to the operational requirements of the employer, the employer agrees to
maintain scheduling consistency whenever practical in order to minimize irregular
patterns of days of work and days of rest.

(vi) In order to provide the flexibility necessary to enable the completion of the required
hours of work in each four (4) week period, it is agreed that no premiums or overtime
shall apply where it results from a flexible work arrangement as outlined in this Clause.

(vii) Days off shall be allocated at the rate of the minimum of two (2) consecutive days off
except where mutually agreed between the employee and employer.

(vii) The employer shall make every reasonable effort to notify an employee of any
anticipated changes to the length of his/her work day.

(ix) Either the employer or employee shall have the right to terminate a flextime
arrangement by providing twenty-one (21) days written notice to the other party.

17.02A Meal Periods
Employees shall schedule their own meal periods depending on the work load.
In the event an employee is required to work through his/her meal period,
he/she shall be paid the applicable overtime rate for the period worked.

17.03A Client Schedule
Employees shall keep an accurate record of the actual hours worked and the
clients visited. These records shall-be “submitted to the employer on a regular
basis.

17.04A Exchanging Days Off

Employees may exchange their days off with the approval of the employer.

ARTICLE 18A - OVERTIME (HEALTH AND COMMUNITY SERVICE(S)
18.01A (i) When an employee is required to work beyond one hundred and fifty (150)
hours for two&2) pay periods or beyond ten (10) hours per day, he/she shall be
granted, at his/her option, compensatory time off at the rate of time and one-half
(1 1/2)“for'the overtime hours worked or overtime pay at the rate of time and
ongthalf’(1 1/2) for the overtime hours worked.
(ii)  Approval of Overtime

All overtime is subject to the prior approval of the employer.
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SCHEDULE M
CENTRAL LAUNDRY SCHEDULE

The parties agree to the implementation of a twelve (12) hour shift schedule based on
the following:

(i) The permanent employees at Central Laundry will vote as to their Agreement.

(ii)  There shall be a three (3) month trial period, following which either party may
opt out thus converting to current practice.

(il}  The schedule shall be based on weekends being Saturday, Sunday, Monday.

(iv)  Providing there isn't a reduction in the numbef, of permanent full-time
employees as a result of the twelve (12) hour schedule.
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SCHEDULE N
JOB SHARING GUIDELINES

The following are guidelines to assist Employers and members of N.A.P.E. in job
sharing arrangements. The guidelines in no way obligate either party to enter into a job
sharing arrangement, but rather provide guidance where the parties mutually agree to
enter into such an arrangement. Nothing in these guidelines shall be interpreted to limit
the right of any Employer and the Union to mutually agree to vary these guidelines, and
nothing shall be interpreted so as to alter any existing job sharing agreements between
the Union and any Employer. It is hoped that job sharing will improve the quality of
life for employees who wish to avail of it.

The suggested guidelines are as follows:
(1)  that job sharing be a voluntary employee initiated agrangement;

(2) that a job sharing arrangement be defined ‘a8 one normal full-time position
shared by two employees, each working 50%"of the position;

(3)  that the employees have the ability. o self-schedule based on one normal full-
time position;

(4)  that all the benefits of the Collective Agreement be shared equally between the
employees. These benefits not be any less than the part-time benefits currently
outlined in the Collective’ Agreement, (i.e., all benefits applicable to part-time
be extended to job sharing as well).

Employees who occlipy a full-time position would initiate a potential job sharing
arrangement and, would enter into discussion with the Employer to establish the
arrangement. Such an arrangement would have to be agreeable to the Employer and the
Union, and the'Employer would be permitted to limit the number of full-time positions
available for’job sharing.

Once the job sharing arrangement has been approved by the Employer for a particular
full-time position, a job sharing partner would have to be located for the initial
incumbent. The selection of a job sharing partner would have to be conducted via an
agreed upon mechanism with the Union. Such a mechanism could include job posting as
per the Collective Agreement.

Once a job sharing partner has been selected, the full-time position would be shared

between the two employees on a 50-50 basis. The employees shall work 50% of the
normal regular hours over a 4 to 6 week period. The employee shall be paid each pay
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period as if he/she worked 50% of the normal regular hours in that pay period
regardless that the employees' self-scheduling may result in one job sharing partner
working greater than 50% of the normal regular hours in the pay period being paid.
This will ensure consistency for payroll and benefits. Benefits would be applied as
would be for a part- time employee (ie., on a pro-rated basis).

Employees engaged in a job sharing arrangement would be permitted to engage in self-
scheduling. The Employer would post the applicable work schedule as they would for a
full-time employee, however, the job sharing employees would decide amongst
themselves who shall work which particular shifts on a 50-50 basis. Once the work
schedule has been decided upon, the employees would seck the approval of the
Employer one week in advance of the commencement date of the work outlined,
provided the schedule is posted two (2) weeks in advance. Shifts shall be equitably
shared, unless mutually agreed (i.e., days/nights).

The employees engaged in a job sharing arrangement may be permitted to have a trial
period. The trial period would be a specified period of time agreed upon between the
Employer and the employees engaged in the arrang€ment. For reasons other than an
unsuccessful trial period, should the regular incumbent of the position leave, the job
should be posted in accordance with the Collective Agreement. If the employee other
than the regular incumbent leaves, the regular incumbent in the position will revert
back to the full-time position.

NOTE: A notice period to the Efiployer for the dlscontmuance of a job sharing
arrangement should also be predetermined.

Should there be a need for leave replacement for either of the employees engaged in the job

sharing arrangement, the other job sharing partner may be given the first opportunity to fill in
as a replacement.
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SCHEDULE O
GRIEVANCE RESOLUTION TRIBUNAL

To facilitate the resolution of outstanding grievances, the parties agree to participate in
a Grievance Resolution Tribunal (the Tribunal) process on a trial basis. In order to
evaluate the benefit of this process, the trial will be limited to one Health Care Board.
This Tribunal process will be completed by September 30, 2002. Upon completion of
the project/trial, the parties may mutually agree to apply the Grievance Resolution
Tribunal process to all Health Care Boards on a continuing basis.

Should the parties complete the trial period by an earlier date, and it is mutually agreed
to be successful, then the parties may commence the process dn,other Health Care
Boards on a continuing basis.

1.

The parties will mutually agree to the selectign<of a Chairperson for the
Grievance Resolution Tribunal.

The Employer will select an employer, representative from another Health Care
Board.

The Union will select a union reptesentative from another Health Care Board.

Grievances selected for thi§ process shall be by mutual agreement between the
Union and the Employer. '

The Chairperson shall be responsible for the scheduling, location, and protocol
of the hearings.

The Tribunal shall not have the power to change the collective agreement or to
alter, modify, or amend any of its provisions but shall dispose of a grievance by
anyarrangement which they deem just and equitable.

Each party will have a total of one hour to present its argument and evidence to
the Tribunal:

(a) The one hour deadline should not be rigidly applied to discussions that
may lead to a satisfactory resolution of the dispute.

(b)  Each party will make a brief opening statement followed by a rebuttal.

(c) The parties will be directed to focus discussions on the merits of the
case.
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10.

11.

12.

(d) The calling of witnesses will be limited. However, the Union may call
the grievor or representative, but not both, and the Employer may call
one witness.

The Tribunal will adjourn immediately following the presentation of arguments.
Tribunal deliberations will include discussion of the merits of the case.

Decisions of the tribunal must be unanimous and will be final and binding on
both parties. Grievances not resolved by the Tribunal will revert back to the
parties for further action.

Decisions of the Tribunal will be rendered as bench decisions and there will be
no written record of decisions or considerations.

Decisions of the Tribunal will not be presented orgeferred to in any subsequent
arbitration or tribunal process.

Decisions of the Tribunal are not reviewable by judicial review or otherwise.
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December 30, 2008

Mzr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL.  AIB 3M9

Dear Mr. Earle:

Re:  Child Care Facilities

The Employer agrees to discuss with the local iJnion representatives at Labour Management
Meetings the availability and/or the establishfuent of child care facilities for children of
employees.

Sincerely,

Elizabeth J. Lane

Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL AIB 3M9

Dear Mr. Earle:

Re:  Summer Scheduling

It is agreed and understood that those employees¢who, through established practice and policy,
currently enjoy reduced hours of work under sumimer scheduling, shall continue to do so for the
term of this Agreement.

Sincerely,

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer

NAPE

P.O. Box 8100

St. John's, NL.  AIB 3M9

Dear Mr. Earle:

Re:  Policy Regarding Video Display Terminals in the Workplace and Eye Care

This policy will only apply to employees who are required to work at VDT's for more than three
(3) continuous hours on a regular basis as part of their normal work routine.

This policy will not apply to employees who use VDT's on a frequent’but non-continuous basis.

The Employer or its Staff Health Division will ensure that emiployees receive an initial eye
examination and a follow up examination on an annual basis.

These examinations will be conducted by an optometrist of the Employer's choosing at no
expense to the employee.

The Employer or its Staff Health Division will receive a copy of the optometrist's report.

This policy will only apply to etployees who are required to work at VDT's for more than three
(3) continuous hours on a regular basis as part of their normal work routine.

This policy will not apply'to employees who use VDT's on a frequent but non-continuous basis.
The pregnant employee may request a leave of absence without pay or apply for a transfer to
another position in the bargaining unit which is vacant and which she is qualified to perform. If

such a transfer is not possible she may then apply for leave or remain in her position. Requests
for leave shall not be unreasonably denied.

Fausi ) done

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL  AIB 3M9

Dear Mr, Earle:
Re:  Family Leave, Union Leave, Bereavement Leave

Please be advised that for the purpose of clause 23.05 - Family Leave, clause 23.02 - Leave of
Absence for Union Leave and clause 23.04 — Paid Beréavement Leave, a day as defined in these
clauses shall be the day that the employee would¢have been working on the date for which the
leave is requested. For example, if the employée ‘would have been working an eight (8) hour
shift, this shall be one day, if the employee would have been working a twelve (12) hour shift,
this shall be one day, and if the employee(would have been working a four (4) hour shift, this
shall be one day. '

Sincerely,

BLi3abstho ff-Fone

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr, Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL  AIB 3M9

Dear Mr. Earle:
Re:  Public Service Pension Plan

This will confirm the understanding reached during negotiations that there will be consultations
with NAPE and Treasury Board regarding the Public Seryice’ Pension Plan.

Sincerely, .

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL. AIB 3M9

Dear Mr. Earle:
Re:  Death of an Employee

It is the position of the Employer that the present Group Eiferand Extended Health Benefits Plan,
clause 26, will pay the total costs and expenses involved in the return of the remains of an
employee who dies while away from home on thetEmployer's business. In the event the Group
Life and Extended Health Benefits Plan does not cover the total costs, the Employer agrees to
pay the difference. The remains shall be returned to the place of employment.

Sincerely

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL.  AIB 3M9

Dear Mr, Earle:

Re:  Government Employees Covered by Agreement

The Employer is prepared to follow the Agreement while the,President of Treasury Board
recommends to Cabinet that the Public Service Commission) Act be amended to specifically
exclude the employees of Government covered by the NAPEHospital Support Staff Agreement.
Sincerely,

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John's, NL.  AIB 3M9

Dear Mr, Earle:
Re:  Youth Corrections Worker Injury

Where a Youth Corrections Worker is injured by a willfubact of violence directed at him/her
solely because he/she is a Youth Corrections Worker, and'such injury is not compensable under
the Workplace Health, Safety and Compensation 4ét, the Youth Corrections Worker may receive
salary during leave due to the injury compatable to the benefit level available under the
Workplace Health, Safety and Compensation 4¢l, subject to the injury not being the result of the
Youth Corrections Worker’s misconduct er,negligence. The Youth Corrections Worker will
retain the option of going on sick leave, if available, as an alternative to leave under this
provision,

Sincerely,

ELjgabitt Q%ML@

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:
Re:  Transition Agreements
Within one (1) year of signing the Collective Agreement, the Union and each Employer, on an

Employer by Employer basis, shall review their drausition agreements to identify the Articles
which may be modified.

Sincerely,

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL  A1B 3M9

Dear Mr. Earle:

Re:  Exposure to Infectious/Contagious Disease

Where an Employer becomes aware that an employee has been or may have been exposed to an
infectious or contagious disease in the performance” of his/her duties, the Employer will
immediately inform the employee of the potential risk, and of the appropriate protocol to deal
with the risk. Costs associated with the initial protocol shall be compensated by the Employer.
Sincerely,

Elizabeth J. Lane

Director of Collective Bargairling
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:
Re:  E-Mail Access

Where capacity and the resources exist, the Employer may provide access to the Union for the
purpose of sending lawful information to its membess, subject to the Employer policies.

Sincerely,

%LW j . %& .
Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:

Re:  Return to Exact Position

Where a permanent employee or permanent part-time employee applies for a temporary
position as per clause 15.14 or attains leave as per Articles 21, 22, 23, 26.02 or other relevant
articles, such employee shall, on completion, return to his/her "exact" position, providing
operational requirements have not changed. That is his/her shift, schedule, team, work area,
etc. '

Sincerely,

Hgutirt §) Aani

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:
Re:  Health Care Professionals’ Scope of Practice

The Scope of Practice of all Health Care Professionals ‘outlines the range of roles, functions,
responsibilities and activities that they are educated and/or licensed to perform.

In order to provide cost effective, quality health care to the public, it is desirable that all Health
Care Professionals represented by NAPE, ificluding LPNs/PLPNs, perform to their full Scope of
Practice. Consideration should be gifen“to allowing all Health Care Professionals to perform
functions or tasks that fall within their S¢ope of Practice.

The Employer supports all Health Care Professionals represented by NAPE, including
LPNs/PLPNs, working to their full Scope of Practice, where appropriate. Therefore, the parties
are committed to reviewing the Scope of Practice issues within six (6) months of the collective
agreement signing. “The’purpose of this review shall be for the parties to identify issues and
concerns related to Scope of Practice.

Sincerely,

\Zgézja/_x/% g - M

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL AlB 3M9

Dear Mr. Earle:

Re: Outstanding Grievances

On an employer by employer basis the union will gresent a listing of all outstanding grievances.
The parties will discuss resolution processes including mediation/arbitration with an aim to
addressing outstanding grievances. This shall lcommence within one year of signing of the
collective agreement.

Sincerely,

L34, ). Sop S

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL AlB 3M9

Dear Mr. Earle:
Re:  Workplace Abuse

A discussion will occur, on an employer by employer basis, between the Employer and the
Union to explore the benefits of the Union becoming involved in the investigative process.

Sincerely,

Elizabeth J. Lane
Director of Collective Bargammg
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:

Re:  Early and Safe Return to Work

The parties are encouraged to meet and discuss the opportunity to further explore Early and Safe
Return to Work initiatives. Where practical, ‘these discussions should occur within six (6)
months of the signing of this agreement.

Sincerely,

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr, Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:

Re:  Work ot Home Arrangements at Eastern Regional Health Authority

The parties agree to establish a joint committegfof,Eastern Health and NAPE representatives
within three (3) months of the date of signing ‘of this collective agreement to discuss work at
home arrangements.

Sincerely,

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr. Earle:

Re:  Market Adjustment

This will confirm our understanding reached during negotiations whereby if the Employer
(Treasury Board Committee of Cabinet) determines that'it is unable to recruit/retain employees in
specific positions at a particular geographic site, the Employer (Treasury Board Committee of
Cabinet) may provide benefits to employees beyond those outlined in the collective agreement.
Sincerely,

Elizabeth J. Lane
Director of Collective Bargaining
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December 30, 2008

Mr. Jerry Earle
Employee Relations Officer

NAPE

P.O. Box 8100
$t. John’s, NL.  A1B 3M9

Dear Mr. Earle:

Re:

Float Pool Positions

The parties agree that 2 joint committee will be established within each employer within ninety (90) days
of the signing of this agreement to discuss the possibility of establishing a float pool for temporary
employees. The committee shall complete its discussions within ninety (90)»days of establishment.
Time limits may be extended by mutual agreement. Where there is agteement to create float pool
positions the following are guidelines to assist Employers and members of NAPE in float pool
arrangements. Nothing in these guidelines shall be interpreted to limit'the right of any Employer and the
Union to mutually agree to vary these guidelines, and nothing shall be interpreted so as to alter any
existing float pool arrangements or the employer’s right to post.and fill float pool positions where there is
no mutual agreement under this letter of understanding,.

>

>
>
>

Y

YV VYV V¥V

The number of Float Pool employees shalltbe, established based on operational requirements,
historical data and projected need.

The Employer and Union may mutually “agree on the initial process for filling float pool
positions. ,

The schedule of each Float Poolémployee shall be posted in an appropriate place at least two
(2) weeks in advance showing'the employees’ days off work,

Subject to operational requitements, schedules shall indicate which Unit /Department/Site the
float employee is to work! '

Employees on approveédileave as per the Collective Agreement and are eligible for a Float Pool
position shall be included when determining positions.

Temporary employees shall have the right to refuse the option of filling a Float Position and,
by such refusal, remain on the appropriate recall list.

The Employer and Union will agree to meet at least every twelve (12) months to review the
utilization of the Float Pool.

Each Float Pool employee shall be provided an individual letter of appointment.

Permanent part-time employees shall have the opportunity to accept Float Pool positions on the
respective list based on total seniority. Those accepting shall forfeit their permanent part-time
position.

Sincerely,

%@Jﬁéﬂ%y Aune

Elizabeth J. Lane
Director of Collective Bargaining
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NAPE

@

(ii)

(i)
(iv)
)

Sincerely,

December 30, 2008

Mr. Jerry Earle
Employee Relations Officer

P.O. Box 8100
St. John’s, NL.  A1B 3M9

Dear Mr. Earle:

Re:  Conversion of Temporary Employees

Where permanent float pools have not been established, the parties agrée that a joint committee
will be established within each employer within ninety (90) days»of the signing of this
agreement to discuss the possibility of converting temporary employees to permanent status.
The committee shall complete its discussions within ninety (90)-days of establishment. Time
limits may be extended by mutual agreement. Where thete is agreement to convert temporary
employees to permanent, the following are guidelings €0y assist Employers and members of
NAPE in conversions. Nothing in these guidelines, shall’be interpreted to limit the right of any
Employer and the Union to mutually agree to vary these guidelines.

In all cases of conversion, the“individual employee status shall be converted
from temporary to permanent. A converted employee shall not constitute an
increase in the core staffing levels of the employer.

Converted employees: shall not automatically be considered for full-time
temporary or full-tine permanent positions; converted employees must apply for
the position.

A converted employee may be scheduled to work shifts in any classification that
is listed in.their letter of offer.

Any convetted employees who are currently occupying full time temporary
posifions shall remain in those positions.

The Employer and the Union agree to evaluate, within twelve (12) months, the
utilization of converted and temporary employees.

i ) e

Ehza eth J. Lane
Director of Collective Bargaining

235



December 30, 2008

Mr. Jerry Earle

Employee Relations Officer
NAPE

P.O. Box 8100

St. John’s, NL.  A1B 3M9

Dear Mr, Earle:

Re:  Vacation Leave of Short Duration (Article 21.15) and'Pre-Booking Shifts for
Temporaries (Article 17.10)

This will confirm the understanding reached during’negotiations that the employers ability to pre-
book shifts for temporary employees under Article, 17.10 Pre-Booking Shifts for Temporaries,

does not impact the employer’s ability to grafit vacation leave of short duration under article
21.15, Vacation Leave of Short Duration.

Sincerely,

Ellz eth J. Lane
Director of Collective Bargaining
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*MEMORANDUM OF UNDERSTANDING
AGREEMENT ON PENSIONS

The Parties agree to the following:

1.

Introduction of a formal indexing program for those pensioners and survivors who have
reached age 65, as follows:

60% of the annual change in the national CPI as published by Statistics Canada
(Catalogue 62-001), in the calendar year immediately preceding the anniversary date, to a
maximum annual increase of 1.2%;

a) For those pensioners and survivors who have attained age, 65 from October 1,
2002; and
b) For those pensioners and survivors who are not age 65,4rom the next anniversary

date after the date they reach age 65.
Cost: 2% of salary to be shared equally by both parties’
Anniversary Date: October 1, 2002 and every October 1 thereafter.

Government will pay $982 Million into‘the»Public Service Pension Plan (PSPP), with
$400 Million being paid on March 15,2007 and the remaining balance of $582 Million
will be paid by June 30, 2007.

This memorandum of agreement will not take effect unless all participants, The
Newfoundland and Labrador«Association of Public and Private Employees, The Canadian
Union of Public Emplayees, The Newfoundland and Labrador Nurses’ Union, The
Association of AlliedHealth Professionals, The Canadian Merchant Service Guild, The
International Brotherhood of Electrical Workers and Her Majesty the Queen in Right of
Newfoundland (zépresented by the Treasury Board) agree to its terms.

It is agreeds that the payment outlined in Clause 2 above is full settlement of
Government’s share of the unfunded liability of the PSPP as established on December
31, 2000 and outlined in section 2 of the Memorandum of Understanding - 2004,
Agreement on Pensions and there shall be no further special payments.

A committee of the parties will be established to identify and resolve any matters
required to implement joint trusteeship by April 1, 2008.

All reasonable costs of the Committee relating to professional, legal and support
services shall be paid from the Pension Fund.
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All unions representing Public Service Pension Plan members must indicate, in writing,
acceptance of this proposal.

For the duration of the Collective Agreement the Employer agrees to maintain the Public
Service Pension Plan as an independent pension plan.
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*MEMORANDUM OF UNDERSTANDING
CLASSIFICATION PLAN

It is agreed that a new classification system would be implemented and that the plan used would
be gender neutral. It is also agreed that NAPE would have input into the selection and
implementation of the system. This will be accomplished through a joint steering committee
which would be advisory to Government in nature. It is also agreed that the current classification
plan would continue until the new plan is established.

It is agreed that the new plan began implementation on April 1, 2008. However, any wage
adjustments necessary for implementation of this plan will not accrue on April 1, 2008. The total
cost and the timing of any wage adjustments are to be included in negotiations to commence on
Government’s finalization of the new classification system.

The Unions require that a Job Evaluation Consultant (as selected by the Unions) would have
direct contact with the Plan’s consultant and have full access to all relevant information. This
individual would also communicate with and have access to all meetings of the Steering
Committee. The salary and the expenses of the Advisor would be borne by the Unions.

The ratings of the positions will be conducted by the'staff of the Classification, Organization and
Management Division of Treasury Board. There will be a Benchmark Committee composed of
two-thirds management and one-third union representatives who will review the sampling of the
ratings as they are done. The Benchmark @Committee would have the authority to refer results
back to the raters should they be deemed inconsistent. The final decision making authority rests
with Treasury Board.

While the new Job Evaluation<system is being implemented, all employees can proceed with
individual reviews and appeals under the current plan. However, there will be no further
occupational reviews.
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MEMORANDUM OF YUNDERSTANDING - 2004
HEALTH INSURANCE

There is agreement to extend the benefits of the current group health and insurance plan

to temporary employees effective April 1, 2002. The eligibility criteria at that time was amended
as follows:

It is understood and agreed that effective April 1, 2002, eligibility under the group

insurance programs, policies 7600 and 3412, is hereby amended to include the following class of
employees, subject to the following:

Employees who have worked 50% or greater of the normal working hours in the previous
calendar year will qualify for group insurance benefits as a condition of employment
effective April 1, 2002.

Annual review on January 1* of each year will determine eligibility, continued enrollment
or termination of coverage under these programs. (‘Should an employee terminate
employment, all coverages under the programs terminate the date of termination.

For the purpose of determining group life insurance coverage, the amount will be based
upon twice their annual salary, subject to a @ninimum amount of $10,000.

Employees determined to be eligible by the Employer for coverage under these group
programs, based on the number of hours worked in the previous year, will not be
required to produce evidence ofjinsurability as enrollment is mandatory and a condition of
employment.

As a result of the 2004 round of‘negotiations, the following was also agreed:

1.

Employees determined to be eligible for coverage under the Desjardin Financial Security
Plan shall be continued for the full twelve (12) month period commencing April 1% of
each year ag long as they remain actively employed and pay the required premiums.

Temporary employees covered under this Agreement who are determined to be eligible
will access group insurance programs that are currently available.

Premiums for these employees must be collected through payroll deductions.
Employees who access Maternity, Adoption and/or Parental Leave during the previous

calendar year will be allowed to count, for eligibility purposes, the hours worked during
such leave by the next senior employee in that period.
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5. Premiums for employees who are off payroll for one (1) or more periods will be
recovered from the next cheque unless extenuating circumstances exist. This procedure
for the recovery of premiums applies only to health care groups. Existing arrangements
for the recovery of premiums in other sectors shall continue for the life of that
Agreement.

6. Employees who miss a payroll for reasons other than approved unpaid sick leave are
required to pay 100% of the premiums.

7. Employees on unpaid sick leave are required to present supporting medical documentation
to the Employer during the current pay period.

8. If necessary, a further review of the premium recovery process will occur within six (6)
months of the signing of the relevant Collective Agreements.

This wording reflects amendments to the eligibility guidelines only as a complete terms
and policy conditions are set out in actual contracts on (file with the Government of
Newfoundland and Labrador, the policy holder.

G I . ittee. Membershi
With respect to the membership of the Group Insurance Committee, it is understood and

agreed that the complement of groups represented will remain unchanged throughout the term of
this agreement.
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MEMORANDUM OF UNDERSTANDING - 2001
OCCUPATIONAL REVIEWS

Treasury Board agrees to conduct occupational reviews for the classifications outlined on
Appendix “A”. It is acknowledged by both parties that the conduct of these reviews may or
may not result in a change in classification level(s).

The parties further agree that requests for review from any other classifications not listed

on Appendix “A” will be considered only where there is mutual agreement between the parties
that such a review is warranted.
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MEMORANDUM OF UNDERSTANDING - 2001
OCCUPATIONAL REVIEWS
APPENDIX “A” -~ NAPE

The following classifications will be reviewed in 2001 with an effective date of April
1, 2001 for any changes which may result:

1. Trades personnel in the following classifications
Carpenter
Electrician
Painter
Plumber
Maintenance Repairer
Mechanical Equipment Repairer
Power Engineers
Electronic Controls Repairer
Cocok II
The trades personnel study will be completedmo,later than December 15, 2001.
2. Utility Workers I/I's (HS only)
3. Equipment Operator II’s in the Department of Works, Services and Transportation
4. Equipment Operator II’s/Equipment Operator III’s - MOS
5. Support Enforcement QOfficers

The following classifications will be reviewed in 2002 with an effective date of April 1, 2002
for any changes which'may result:

1. Personal Care Attendant

2. Medical Services Aides

3. Medical Records Technician
4. Municipal Analyst

5. Industrial Development Officers
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* » * - .

The employer agrees to pilot the following within each Regional Health Authority for an
eighteen (18) month period following the date of signing of this collective agreement. Either
party can terminate the pilot project by giving thirty (30) days written notice to the other party.
This process will replace 16.02 (c) of the NAPE HS Collective Agreement. When fulfilling
the requests for temporary staff, the recall process will depend on the time available to fill the
request;

(i)

(i)

(ii)

(iv)

)

(vi)

Temporary employees shall provide the Employer with a primary contact phone
number and may provide the Employer with one alternate contact number.

For shifts that must be filled within one hour of commencement of the shift, or in cases
where the shift is already commenced, the Employer will centact employees as per
Clause 16.02 using only the priority phone numbers on“file; pagers and message
managers will not be utilized. No response time is allowed. The Employer will
continue to attempt to fill the shift by contacting temporary employees in descending
order of seniority. The Employer will exhaust the reeall list before returning to contact
the most senior Employee.

Shifts that the Employer has greater thandofie hour but less than four hours notice prior
to the commencement of the shift, the Employer will contact employees as per Clause
16.02. A 10-minute response time will be allowed, i.e. use of pager and/or message
manager is allowed. The Employér will continue to attempt to fill the shift by
contacting temporary employees,in descending order of seniority. The Employer will
exhaust the recall list before returning to contact the most senior Employee. The 10-
minute response time will©nly exist between 0830 hours and 1630 hours.

Shifts that the Employer has greater than four hours but less than eight hours notice
prior to the commencement of the shift, the Employer will contact employees as per
Clause 16.0294 A’ 20-minute response time is allowed. The Employer will continue to
attempt to' fill’ the shift by contacting temporary employees in descending order of
seniority. The Employer will exhaust the recall list before returning to contact the most
senior Employee. The 20-minute response time will only exist between 0830 hours and
1630 hours.

Where the Employer requires coverage for a night shift and the next available, qualified,
senior temporary employee has just worked a night shift, no call will be placed to
temporary employees prior to 1400 hours. Available shifts will be held until the
employees are contacted at 1400 hours,

No calls will be placed between 2400 and 0500 hours unless an emergency situation
exists.
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