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Memorandum of Agreement — NLNU

(v)

(vi)

(vii)

Subject to Part B, Clause 12(vi), permanent empioyees shall be recalled
to permanent positions at other communities provided she notifies the
Employer that she is willing to accept recall at another community. This
notification must be in writing and either at the time of layoff or at a later
date. Recall rights will be effective upon receipt of notification to the
Employer, with no retroactive application.

Once all permanent employees have been recalled to their own
community, the Employer will recall, in order of their seniority at the time of
layoff, any employees from other communities who have indicated their
willingness to accept recall to that community.

Permanent employees being recalled to a position at a lower NS
classification than last employed and who refuse recall; shall not lose
accumulated seniority, but shall forfeit their right towfuture recall to a
position at that NS classification. Employees employed in a classification
above NS-26 will lose seniority and recall rights’if they refuse recall to the
same position as last employed in.
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Letter of Understanding

Ms. Karen Hollett, LL.B.

Labour Relations

Newfoundland & Labrador Nurses’ Union
P. O.Box 416

St. John's, NF

A1C 5J9

Dear Ms. Hollett:

RE: Access to Personal Files by Shop Steward

This is to confirm that the Employer agrees to permit Shop Stewards, who are.
authorized in writing by an employeé; to view the respective employee’s personal file in
* accordance with Section 6, Paft A Personal Files of this agreement. '

Sincerely,

AR

Roy Manuel
Chief Executive Officer
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Letter of Understanding

Ms. Karen Hollett, LL.B.

Labour Relations

Newfoundland & Labrador Nurses’ Union
P. 0. Box 416

St. John's, NF

A1C 549

Dear Ms. Hollett:

RE: Announcement of Layoff

16

Announcement of layoff will be posted onthe Union bulletin board at each facility so that

employees will be aware of the situation. This announcement shall not include the

employee's name but will include the facility where the layoff is occurring and the

number of seniority hours of the employee,

Sincerely,

Roy Manuel
Chief Executive Officer
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Letter of Understanding

Ms. Karen Hollett, LL.B.

Labour Relations

Newfoundiand & Labrador Nurses’ Union
P. O. Box 416

St. John's, NF

A1C 5J9

Dear Ms. Hollett:

RE: Floating Nurses

This is to confirm that no nurse will be floated within ‘her community without an adequate
orientation. This is also to confirm that the Employer will not float nurses from one
community to another without the agreement ofithe employee with the exception of
communities in the Burin Peninsula Divisieny, In cases where the Employer is floating a
nurse from one community to another in‘the Burin Peninsula Division without her
agreement, the Employer agrees that:

1. Siich displacement shalhnot'exceed one month; -

2. any floating of existing/current employees (at the time of signing) shall take place
on a reverse seniority basis;

3. no employee will be forced to float to another community where another
employegiis‘willing to do so;

4, any positions filled on the Burin Peninsula after the signing of this agreement
shall indicate in the posting that floating may be required. These employees shall
be orientated to the facility or facilities where they may be required to float
according to the operational requirements of the Employer. These employees
will be floated first when other employees do not wish to float; and

5. no employee wili be required to float without an adequate orientation.

Sincerely,

Roy Manuel

Chief Executive Officer



Peninsulas Health Care Corporation
Memorandum of Agreement - NLNU

Letter of Understanding

Ms. Karen Hollett, LL.B.

Labour Relations

Newfoundland & Labrador Nurses' Union
P. O.Box 416

St. John's, NF

A1C 5J9

Dear Ms. Hollett:
RE: Essential Employees

This will confirm the parties’ understanding reached during the transition discussions
that the determination of Essential Employees will continue to operate on a facility-

specific basis.

Sincerely,

Crg®

Royvanuel
Chief ExecutiverOfficer

18
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Signed on behalf of the Peninsulas Health Care Corperation by its proper r officers in the
presence of the witness hereto subscribed :

Signed on behalf of the Newfoundland and Labrador Health Boards Association by proper
officers in accordance with the Constitution and in the presence ofthe witness hereto

subscribed

- " 'Signed on behalf of the Newfoundland and Labrador Nurses’ Union by its proper officers
in the presence of the witness:hereto subscribed

’/7— h
. NS

Signed on behalf of Treasury Board by its pr er off' cers in the presence of the witness

%




MEMORANDUM OF AGREEMENT
BETWEEN

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

AND

THE NEWFOUNDLANDAND LABRADOR
HEALTH COMMUNITY_SERVICES ASSOCIATION

REPRESENTING HEALTH AND COMMUNITY SERVICES-CENTRAL REGION
(herein after seferred to as the Employer)

~AND

THE NEWFOUNDLAND AND LABRADOR NURSES' UNION
(herein after referred to as the Union)

January 1, 1999
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Transition Discussions, January 1, 1999

PART A - BARGAINING UNIT

A,

This agreement made this
ninety nine in accordance with clause 41.02 of the Collective Agreement signed between
Her Majesty the Queen in right of Newfoundland (represented herein by the Treasury
Board) and the Newfoundliand and Labrador Nurses’ Union signed on January 13, 1995,
hereinafter referred to as the Provincial Collective Agreement.

This agreement made this
ninety nine in accordance with clause 36.02 of the Coliective‘Agreement signed between
Her Majesty the Queen in right of Newfoundland (représented herein by the Treasury
Board) and the Newfoundland and Labrador Nurses’,Union signed on November 21,
1990, hereinafter referred to as the Gander and Distriet Collective Agreement.

day of

day of

one thousand nine hundred and

one thousand nine hundred and

This memorandum of agreement governs all members of the Newfoundiand and Labrador

Nurses’ Union who are employed by Health and Community Services-Central Region.

1.

Bargaining Unit

It is recognized that Health and,Community Services-Central Region refers to one (1)

..I..l...'.ﬂ.........

Badger’s Quay
Baie Verte
Bishop’s Falls
Botwood
Buchans
Brookfield
Carmanville
Centreville
Change Islands
Eastport

Fogo

Gambo

Gander

Gander Bay
Glovertown
Grand Falis-Windsor
Badger
Harbour Breton
La Scie
Lewisporte
Milltown/St. Alban’s

*

s ® o & & @ ¢ @&

_ Employer operating sites witii employees represented by / the NLNU including:

Mose Ambrose
Musgrave Harbour
New World Island
Pool’s Cove
Robert’s Arm
Springdale

St. Alban’s

St. Brendan’s
Twillingate
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References throughout both the Provincial and Gander and District Collective Agreements
to bargaining units refers to NLNU members as defined by the collective agreements at
all facilities operated by the Employer as one bargaining umit. The seniority lists of
NLNU members at all facilities within the Employer will be merged effective date of
signing,
2. Transfer of Service

The Board recognizes the service of each of the employees as it was recognized by the
previous Employer prior to the new Board assuming governance. Employees at the date

of signing of transition agreement are identified in Schedule Afwith associated seniority
accumulated to January 1, 1999.

3. Job Postings

a) Vacancies and new positions will be filled as per Article 25 of the Provincial
Collective Agreement and Article 2237 %f the Gander and District Collective
Agreement.

b) Permanent positions shall be poested throughout all facilities in the region where
the employees are represented’by NLNU, Reference in the Provincial Collective
Agreement to transfer_register and procedvres for filling vacancies with a transfer

'"re'gi'stér'S'hall'ﬁo’tﬁp’ply. ' - R

c) For any temporary positions, if the temporary position at a particular site is less
than 16 weeks,duration, the Employer shall select a temporary employee at that
particulag facility. If the particular temporary position is expected to last greater
than 16 weeks duration, it shdll be posted throughout all facilities in the region
and “filled in accordance with either Article 25 of the Provincial Collective
Agreement or Article 23 of the Gander and District Agreement.

d) For the duration of this transition agreement, the Employer will maintain its
practice of allowing Continuing Care Nurse Co-ordinators holding an RN to apply
for Continuing Care positions and to be treated the same as Public Health Nurses
with a BN. This practice shall only apply for Continuing Care positions.

4, Transfer of Service

In the event of transfers of staff and/or funding from the Acute Care sector to Health and
Community Services-Central Region the Employer agrees to consult with the Union to
discuss same.
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5.

Annuai Hours of Work

It is the Employer’s intent to move toward having all staff working on the basis of one

thousand nine hundred and fifty (1950) hours annually in the future.

(a) The Employer will post any new full-time positions as requiring the successful
applicant to work one thousand nine hundred and fifty (1950) hours annually.

(b)  Individuals outside the bargaining unit who are successful on job compétitions will
be hired to work on the basis of one thousand nine hundred and fifty (1950) hours
annually.

(c) In the case where a Continuing Care Nurse applies for a full-time permanent
Public Health vacancy and is successful, she will continue to work one thousand
nine hundred and fifty (1950) hours annually.

(d In the event where a Public Heaith Nurse applies for a full-time permanent
Continuing Care vacancy and is successful_she” will work one thousand nine
hundred and fifty (1950) hours annuaily.

(e) In the case where a Public Health Nurse applies for a fuil-time permanent Public
Health vacancy and is successful she’will continue to work one thousand eight
hundred and twenty (1820) hours anmnaily.

(f) Any employees hired after the date of signing of transition agreement will be hired
on the basis of working one thousand nine hundred and fifty (1950) hours
annually.

Discrepancies in Seniority: Acecumulation - e s

In the case of nurseSwworking one thousand eight hundred and twenty (1820) hours
annually, the Employer will provide such nurses with the opportunity to elect to work the
additional oné ‘Mindred and thirty (130) hours annually, and be credited with the
additional ore hundred and thirty (130) hours of seniority. This will be pro-rated for part
time nurses: This will not result in any change in the nurse's salary.

Statutory Holidays and Annual Leave Entitlement

Clause 18.01(b) - Designation of Holidays in the Provincial Collective Agreement wiil
no longer apply to Public Health Nurses instead Clause 18.01(a) will apply. With respect
to annual leave entitlement, Clause 17.01 - Length of Vacation (Public Health Nurses)
of the Provincial Collective Agreement will no longer apply to Public Health Nurses
instead Clause 17.01 - Length of Vacation shali apply.

Hours of Work - Pilot Project

i) The parties shall enter into a pilot project with respect to the hours of work of
both Public Health Nurses and Continuing Care Nurses with the terms and
conditions as outlined below. The pilot project will commence at the date of



Health and Community Services-Central Region/NLNU
Transition Discussions, January 1, 1999 4

signing of the transition agreement and will run for eighteen months and may be
extended by mutual agreement between the Employer and the Union. The
respective hours of work language currently applying to the Public Health and
Continuing Care Nurses shall remain in both the Provincial Collective Agreement
and the Gander and District Collective Agreement. In short, should the pilot
project be unsuccessful the parties shall return to their respective positions as of
the date of signing of transition. The pilot project is on a without prejudice basis
to the patties positions.

ii) For the duration of the pilot project there will be a joint committee consisting of
one Continuing Care Nurse Union representative, one Public Health Nurse Union
representative and one other Nurse representative, appointed by the Union from
Health and Community Services-Central RegionsZThe Employer committee will
consist of three representatives as selected bythe Employer. Time spent on
committee business shall be considered as timé’worked. The committee will meet
at the call of either party to address issues that may be encountered during the
pilot project.

i}  The terms of the pilot projectaniay*be altered by mutual consent of the Union and
the Employer.

(a) Recognizing the particular and ‘nique needs of clients dealing with community based

S heaith care nursing servicés and thatthe very nature of this work dictates that such

services cannot always belpredicted in advance, the parties therefore agree that the work
day for employees shall operate on a flexible basis in the interest of client care and/or
efficiency of the overall operation.

(b) The hours ofzwork for nurses within this program shall be one hundred and fifty (150)
hours (applieable to Continuing Care) or one hundred and forty (140) hours (applicable to
PubliefHealth) within a four (4) week period except when the employee exercises her
right to the flexible work arrangements as outlined in this clause. As of the date of
signing of this transition agreement the parties will agree upon the initial four week period
to correspond with a specific payroll period. Once the start date is agreed upon it will
continue each four weeks thereafter.

(¢) Itis intended that the base schedule to which the flexibility is applied shall be a seven and
one-half (7 Y2} hour work day (applicable to Continuing Care) or a seven (7) hour work
day (applicable to Public Health) excluding a thirty (30) minute unpaid meal period or a
one (1) hour unpaid meal period (applicable to Public Health) but including a rest period
of fifteen (15) consecutive minutes in the first half and second half of the day. The meal
period and the rest period(s) may be combined by the employee depending on operational
requirements.
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(d) The seven and one-half (7 '4) hour workday (applicable to Continuing Care) or the seven
(7) hour work day (applicable to Public Heaith) may be altered in the interest of client
care and/or efficiency or to complete work. Such a schedule will ensure the work day
does not exceed ten (10) hours per day before the hours of 0700 or extend beyond 2200
hours.

(¢) Once determined the work schedule can be altered by mutual agreement between the
Employer and the employee if it is in the interest of client care and/or to complete work.
Such scheduling will ensure that the workday for nurses does not exceed ten (10) hours
per day and does not begin before 0700 hours or extend beyond 2200 hours.

(f) Subject to operational requirements, the Employer agrees to maintain scheduling
consistency whenever practical in order to minimise irregular patterns of days of work
and days of rest.

(g) In order to provide the flexibility necessary tognable the completion of the required hours
of work in each four (4) week period, it issagreed that no premiums or overtime shall
apply where it results from an employee exercising her right to the flexible work
arrangements as outlined in this clause.

(h) If mutual agreement cannot be achieved pursuant to Clause 8.1. Hours of Work- Pilot

Project of the transition agreément, Nurses “excluding casual nurses” will work seven
- and-one-half (7 -') consecufive hours (applicable to Continuing Care) or seven (7) -

consecutive hours (applicable to Public Health) each day, excluding a one-half (1/2) hour
unpaid meal period (dpplicable to Continuing Care) or a one (1) hour unpaid meal period
(applicable to Public’ Health), but including a rest period of fifteen (15) consecutive
minutes in the.first half and the second half of the day between 0700 and 2200 hours, five
(5) days a week. Shift differentials and weekends differentials shail be paid in accordance
with Clauses’ 8.12(a), 8.12(b) and 8.12(c) of the Provincial Collective Agreement for all
houxstspecified that are not worked by reason of an employee exercising her right to a
flexible work arrangement. This will not apply between 1600 hours and 1630 hours for
nurses working a base schedule of 0830 hours to 1630 hours.

(i) No employee shall be compelied to work more than seven (7) consecutive days.

(f) Days of rest shall be allocated at the rate of the minimum of two (2) consecutive days of
rest per week except where mutually agreed between the employee and the employer.
For the purposes of Clauses 9.06 of the Provincial Collective Agreement and 9.07 of the
Gander and District Collective Agreement, in scheduling part-time employees the
Employer shall allocate two (2) consecutive days of rest per week unless otherwise agreed
between the Employer and the employee.
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IL

(k) The Employer shall make every reasonable effort to notify an employee of any anticipated
changes to the length of her workday.

() All employees, including part-time employees, shall receive a minimum of two (2)
weekends off out of every four (4) weekends unless otherwise agreed by mutual consent
between the employee and the Employer. The Employer shall endeavour to grant every
second weekend off unless otherwise agreed by mutual consent between the employee and
the Employer. The weekend off shall be a Saturday and Sunday immediately following
ensuring the employee a minimum of fifty-six (56) hours off duty.

(m)Employees shall be entitled to maintain up to forty (40) hours of overtime at any
particular time.

(n) Employees shall not be required to-work a split shift without his/her consent.

(0) Existing Public Health Nurses seventy (70) hours ‘bi-weekly shall not be changed unless
by mutual agreement between the Union, the employee and the Employer.

Overtime

(a) Subject to Clause 9.07 of the Gander,and District Collective Agreement or Clause 9.06 of

the Provincial Collective Agreenient, when a full-time nurse works on her scheduled day

- .of rest,.or-in-excess of ten (10) hours per-day oroutside the hours of 0700 to 2200 hours

or in excess of one hundred ‘dnd fifty (150) hours in a four (4) week designated period

(applicable to Continuipg)Care) or one hundred and forty (140) hours in a four (4) week

designated period (applicable to Public Health), unless the hours were worked by way of

the employee exerCising her right to the flexible work arrangements as outlined in Clause

8 of this transition agreement, she shall be granted, at her option, compensatory time off

at the rate of time and one-half (1 %) for the overtime hours worked or pay at the rate of
time and one-half (1 ) her regular hourly rate for the overtime hours worked.

(b) Subject to Clause 9.07 of the Gander and District Collective Agreement or Clause 9.06 of
the Provincial Collective Agreement, when a part-time nurse works in excess of ten (10)
hours per day or outside the hours of 0700 to 2200 hours, or in excess .of one hundred
and fifty (150) hours in a four (4) week designated period (applicable to Continuing Care)
or in excess of one hundred and forty (140) hours in a four (4) week designated period
(applicable to Public Health) unless the hours were worked by way of the employee
exercising her right to the flexible work arrangements as outlined in Clause 8 of this
transition agreement, she shall be granted, at her option, compensatory time off at the rate
of time and one-half (1 '4) for the overtime hours worked or pay at the rate of time and
one-half (1 ') her regular hourly rate for the overtime hours worked.
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10.

(c) When a casual employee works in excess of ten (10) hours in a day or in excess of one
hundred and fifty (150) hours in a four (4) week designated period (applicable to
Continuing Care) or in excess of one hundred and forty (140) hours in a four (4) week
designated period (applicable to Public Health), unless the hours were worked by way of
the employee exercising her right to the flexible work arrangements is outlined in Clause
8 of this transition agreement, she shall be granted at her option, compensatory time off at
the rate of time and one-half (1 %) for the overtime hours worked or pay at the rate of
time and one-half (1 ') her regular hourly rate for the overtime hours worked.

Travel Status and Meal Rate Premiums

The Employer will pay meal rate premiums to Continuing, Care Nurses in the same
manner as paid to Public Health Nurses.

Amendments

The Employer and the Union may amend thiSiagreement by mutual consent to deal with
unforeseen contingencies.
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PART B - LAYOFF AND RECALL PROCEDURE

The following provisions, as they relate to layoff and recall are applicable to both the Provincial
Collective Agreement and the Gander and District Collective Agreement.

The following agreement is made on a “without prejudice” basis to either party’s position on the
interpretation of the collective agreements. This agreement may be terminated upon giving
ninety days written notice by either party. It is intended that “layoff” would also include a
reduction in hours of a position and that the principles outlined in this document shall also be
applicable.

L.

Notice of Layoff

‘Notices of layoff will be given to employees whose positions are affected by the

Employer's decision to layoff. The length of metice to be given to permanent employees
shall be thirty (30) calendar days. The notice 10'be given to temporary employees who are
laid off prior to the expiration of their detters of appointment shall be fourteen (14)
calendar days. A temporary employeéwho is laid off prior to the date specified in her
most recent letter of appointment shallihave recall rights to the date specified in the letter
of appointment, after which date shesshall have seniority in accordance with the collective
agreements.

Right to Bump

(a) Permanent émployees who are no longer required to work as a result of the
Employer‘sidecision to layoff, shall receive notice of layoff from the Employer.
These-.employees shall have the right to accept layoff or to exercise their bumping
rights “in accordance with this agreement. A permanent employee affected by
layoff will not be required to displace the most junior permanent employee in the
bargaining unit but she will displace any junior permanent employee in any district
of her choice, provided she is senior to that employee and provided that she is
qualified in accordance with Section 4 of this agreement. Any permanent
employee who is displaced will not be required to displace the most junior
permanent employee in the bargaining unit but she will displace any junior
permanent employee in any district of her choice provided she is senior to that
employee and provided that she is qualified in accordance with Section 4 of this
agreement. A permanent employee affected by layoff shail also have the option of
displacing any temporary employee of her choice provided she is qualified in
accordance with Section 4 of this agreement and providing the - temporary
employee has a minimum of sixteen (16) weeks left on her letter of appointment.
The Employer may waive the sixteen (16) week requirement where minimal
orientation is required. A permanent employee who displaces a temporary



Health and Community Services-Central Region/NLNU
Transition Discussions, January 1, 199% 9

employee shall continue to be classified as a permanent employee for the period of
temporary employment and shall again exercise her displacement rights at the end
of the period of temporary employment. For the purposes of this agreement, there
shall be one seniority list and bumping stream for all employees of Health and
Community Services-Central Region and a list of the individual districts is
contained in Schedule B of the agreement.

(b) A temporary employee who is affected by a layoff shall have the option of
displacing other temporary empioyees provided:

) she is senior to the other temporary employee and

(iiy  she is qualified in accordance with Section 4 of'this agreement, and

(iiiy  the temporary employee she is displacing ias a minimum of sixteen (16)
weeks left on her letter of appointent. The sixteen (16) week
requirement may be waived where there’is minimal orientation required.

Employees considering accepting layoff should, fully” explore the Employment Insurance
implications before exercising this option.

3.

Notification to the Emplover of Displacing Employee

Employees wishing to exercise their right to displace other employees shall notify the

-Employer- within -seventy-twoy (72) hours -of. the employee being made aware of her

options. This will give dther employees affected by the layoff an opportunity to displace
into other positions. Ifdividuals being displaced by senior employees shall be deemed to
have been given their,notice of layoff on the same date as the employee who first received
the notice of layoff. Employees shall have the right to Union representation at any
meetings where employees are informed of their displacement options.

Any jufiior permanent or temporary employee who wiil actually lose her job at the end of
the displacement process shall be entitled to a full seven (7) calendar days notice of
layoff, or the remainder of the original layoff notice period, whichever is greater.

Qualifications for Displacement and Recall

The Employer reserves the right to deny positions to employees who are displacing other
employees or exercising recall rights on the basis of qualifications, ability and fitness to
work in the position to which they wish to be displaced or recalled. Such employees shall
be allowed a familarization period of up to a maximum of four (4) weeks for orientation
to their new work environment. The Union reserves the right to challenge both the
relevance of qualifications, ability and fitness to the displacement and recall process
and/or the Employer's decision based on their individual assessment of qualifications,
ability and fitness through the grievance and arbitration process.
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5. Red-Circling

Permanent employees who displace into lower paying permanent positions as a result of
layoff notices being given shall have their salaries red-circled.

6. Date to Determine Seniority

Seniority for layoff and displacement purposes shall be calculated as of the last pay day
prior to the date on which layoff notices are issued.

7. Equal Seniority

In situations where two (2) or more employees have equal Seniority, the seniority tie shall
be broken by drawing names from a hat.

8. Recall of Emplovees

(a)

(b)

Employees shall be recalled in order of seniority to positions in either Public Health or
Continuing Care subject to Clause 4. Employees may refuse recall without
consequences to:

(if)
(iii)

positions-at-aslower NS level than last employed-in,

positions ifia district office other than the district office they were working
in at the time of layoff,

positions’involving more or less hours than the position they were working
in at’the time of layoff.

An_employee who refuses recall into a position she would be required to accept
under this agreement, will lose her permanent or temporary status as well as her
recall rights.

In situations where a position becomes available while there are employees with
recall rights on layoff, the following sequence shall apply:

(i)

The posting requirements of the collective agreements shall first be
activated. It is recognized that -the senior permanent employees can be
transferred or awarded a permanent position in another district. However,
no person can be awarded permanent or temporary status while there are
permanent employees on layoff unless permanent employees with recall
rights have refused recall to that position, or the Employer has refused to
recall them to that position pursuant to Clause 4. :
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11

12.

(ii) Subject to Clause 4, permanent employees on layoff shall be offered recall
on a seniority basis to such positions as remain vacant after the postings
requirements of the collective agreements have been complied with.

(i) Once all permanent employees on layoff have been recalled, the recall
rights of temporary employees shall be activated. Temporary employees
shall have recall rights in accordance with the collective agreements and
shall have the same rights to refuse recail as do permanent employees.

(iv)  The recall rights of temporary employees shall be limited to other
temporary positions.

Notification of Recall

Notwithstanding the collective agreements, employees being recalled to positions with the
Employer shall notify the Employer within one (1)}(week of their intention to return to
work from recall or not. The employee will be'entitled to the full three (3) weeks
specified in the collective agreements before she must return to work. This clause is not
intended to increase the collective agreement’s requirement on returning to work from
three (3) weeks to four (4) weeks. The Union acknowledges the Employer’s right to
utilize casual employees or permanernt employees on layoff status to block the position
until the laid off employee returns to.work.

- Casual-Employment for-Laid-©Off Permanent Employees

As permanent employées are being laid off, they shail advise the Employer in writing of
their desire to do casual work in which case these permanent employees shall be called for
casual work andGhall be given credit for seniority and other benefits of the agreement on
a pro-rated basis, and will not be paid fourteen (14) percent in lieu of benefits for such
time worked~ This will not interfere with the employee’s recall rights as outlined above
but thé two years specified in the collective agreements shall recommence each time a
permanent employee on layoff works. No permanent employee on layoff status who
indicates her willingness to do casual work will lose seniority or recall rights by reason of
her inability to accept casual work that may be offered. :

Notice of Vacancies

Permanent and temporary employees who are on layoff status shall be forwarded job
postings and/or notices of all permanent and temporary vacancies.

Lavoff and Recall of Employees on Leave of Absence and Workers’ Compensation

Such employees shall be laid off and recalled in the same manner as any other employees.
If they are unavailable or unable to return to work because of workers’ compensation or
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13.

14.

15.

leave of absence, they will be reinstated as employees for the purpose of any benefits that
they may be entitled to under the collective agreement as of the date of recall and the next
permanent employee on layoff or a temporary employee shall be hired in their place for
the remainder of their leave or workers’ compensation.

Casual Employees

Notwithstanding the fact that casual employees do not have any layoff, displacement or
recall rights; as a result of the reduction in services being provided by the Employer,
casual employee may not be required by the Employer. If the Employer decides that
casual employees are no longer required such casual employees, will be advised that it
appears that they will not be recalled and shall receive their, record of employment.

Severance Pay

Employees who resign in writing shall be entitled to severance pay provided they qualify
in accordance with the collective agreements. /Employees who have been on layoff and
who have not worked for longer than two (2)Vyears shall be entitled to severance pay at
which time they will be considered terminated by the Employer.

Employees Currently on Layoff

16.

Permanent and temporary employees on layoff at the dafe of signing of this transition
agreement will be recalledyin accordance with this layoff agreement.

Amendments

The Employer, and the Union may amend this agreement by mutual consent to deal with
any unforeseen‘contingencies.
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Schedule A

Nurses Employed by Health and Community Services-Central Region as of
January 1, 1999
With Associated Seniority to Same Date

Employees Seniority Hours
Abbott, Lisa 15,876.00
Abbott, Sue Ellen 7,842.25
Adams, Madeline T.
Andrews, Carolyn 12,505.50
Anstey, Alison 13,761 00
Bambury, Lorraine 45,010.60
Barnes, Maryllin 31,129.00
Bartlett, Loretta 27,376.00
Boone, Mary 28,274.50
Boyd, Flora
Bradley, Sarah
Bridger, Stephanie
Brown, Heather 14,588.00
Brown, Sandra 28,763.00
Brushett, Flora 2,574.00
“Burling, Sandra C.S.——— 43,325.00
Burry, Margaret 26,796.00
Burry, Martha R.
Button, Judy 21,499.50
Carpenter, Sandra 16,583.00
Chafe, Wavey G. 11,297.00
Cole. Jessica 11,349.00
Cole, Judy 37,280.00
Collier, Helena Anne 12,241.25
Cooper, Robin R. 6,086.00
Cull, Florence 30,199.00
Dalley, Barbara 3,439.75
Drover-Vardy, Brenda 29,329.25
Duggan, Carolyn 15,966.00
Dwyer, Lillian 21,977.50
Farrell, Angela 1,605.75
French, Marilyn 23,283.00
Furlong, Madonna M. 13,229.50
Hallett, Ruth 18,966.75
Hansford, Angela 20,332.50
Henstridge, Sharon 5,210.50
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Schedule A (cont’d)

Nurses Employed by Health and Commumnity Services-Central Region as of
January 1, 1999
With Associated Seniority to Same Date

Employees Seniority Hours
Hodder, Angela L. 3,699.25
Horwood, Joan 5,925.50
Howard, Vanessa 538.00
Hunt, Rosalind M. 28,778.00
Jacobs, Constance 1,848.50
Kean, Gail
Keefe, Isabella 2,402.00
King, Marilyn M. 3,307.50
Langdoen, Jennifer 4,450,50
Ledrew, Lily 5,983.75
Ledrew, Sharon G. 243.25
Lewis, Lenora S. 7,505.00
Lodge, Joanne E. 8,629.50
Macgillivary, Marilyn 22,666.00
—— ———McDonald; Pauia T o v T T T TT6,242.25
McDonald, Rhonda
Melindy, Karen 21,903.00
Mercer, Joy 10,635.00
Miller, Sonya 1,361.75
Moss, Myrtle J. 9,466:00
Murray, Beverly 25,928.00
Noel, Sharyn 46,315.00
O’Reilly, Audrey 14,026.00
Oldford-Pynn, Kimberly 27,671.00
Oram, Joan M. 2,394.00
Oram, Karen
Osmond, Alice 19,664.50
Parmiter-Hemeon, Cynthia 6,553.50
Parsons, Joanne 3,577.50
Payne, Elizabeth 44 ,335.00
Pelley, Joanne 5,803.00
Pike, Verna 1,936.25
Pinsent, Edith E. 29,065.00
Pippy, Brenda D. 38,170.25
Price, Louise 26,383.00
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Schedule A (cont’d)

Nurses Employed by Health and Community Services-Central Region as of
January 1, 1999
With Associated Seniority to Same Date

Employees Seniority Hours
Pumphrey, Valerie 8,859.30
Purchase, Vivian 21,557.50
Rice, Mary 24,105.00
Ricketts, Terri Lynn 13,015.00
Roberts, Paulette M. 7,728475
Roebotham, Joyce M 37,945.00
Ryan, Lorraine 17,416.00
Samson, Joan E. 1,149,50
Sellars, Mercedes 19,413.75
Skinner, Sharon R. 17,177.50
Slaney, Kristy V. 6,875.00
Smith, Sandra J.

Squire, Yvonne 6,687.25
Squires, Lorraine 15,191.25
Stacey, Paula 1,107.75
-Steele, Elaine M. —— 2,382:50
Stewart, Christine 10,382.00
Stokes, Peggy 14,973.00
Trenholm, Vicki

Wheeler, Shirley N. 20,214.50
White, Goldie 2,182.25
Whiteway, Viviait 2,965.50
Whitt, Jane

Willcott, E. Gail 229.00
Williams, Beverley A. 17,177.50
Woolfrey, Shelley 2,467.50
Wright, Nancy 20,457.50

*The Union-will review the list of names identified in Appendix A and notify the employer
within 60 days from date of signing of any amendments required to Schedule A in order to
amend the list of names.
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Schedule B
Recognized District Offices for the Purpose of Layoff and Recall

Badger’s Quay

Baie Verte

Bishop’s Falls

Botwood

Buchans

Brookfield

Carmanville

Centreville

Change [slands

Eastport

Fogo

Gambo

Gander

Gander Bay

Glovertown

Grand Falls-Windsor

Badger

Harbour Breton
_LlaScie . . . ... L o R

Lewisporte

Milltown/St. Alban’s

Mose Ambrose

Musgrave Harbour

New World Island

Pool's Cove

Robert’s Arm

Springdale

St. Alban’s

St. Brendan’s

Twillingate

In the event of a change in location of a district office, the parties agree to consult.
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Signed on behalf of Health and Community Services — Central Region by its proper officers in
the presence of the witness hereto subscribing

W?whuh € Dnnas @ff}\\
%Mw

Signed on behalf of the Newfoundland and Labrador Health and Commumty Services
Association by proper officers on behalf of all hospitals and ageneies listed in Schedule C in
accordance with the Constitution and in the presence of the witnessthereto subscribed

Aoostee G... %
Witness
. Signed on behalf of thc_NewfoundIand ‘and Labrador Nurses' Union by its proper officers in the

presence of the witness hereto subscribing
/‘éss ?K W

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

Sreb

Witness
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Leter of Understanding

January 1, 1999

Mr. John Vivian

Executive Director

Nfld. & Labrador Nurses’ Union
P.O. Box 416

St. John's, NF

AlC 559

RE:  Recognition of Prior Service of Employees “Transférred to Health and Community
Services — Central Region or Gander and District Continuing Care Program”.

Dear Mr. Vivian;

As per our understanding reached during tramsition discussions the Employer will credit the
following employees:

Joyce Roebotham Mary Boone

ROSﬁlyanUﬂt.- D O\ . Ma[rily.n French . -
Edith Pinsent Sandra Burling

Brenda Pippy Mary Rice

Ruth Haliett Jessica Cole

Helena Collier Judy Cole

Wavy Chafe Elizabeth Payne

Victoria Dantels

with prior service which had not been recognized previously when the employees were
“transferred” by way of a program or service moving to Health and Community Services-
Central Region, or previously Health and Community Services-Central Region, or previously
the Gander and District Continuing Care Program. The service will be credited to the above
noted employees after date of signing of this transition agreement.

Sincerely,

Terry Ings
Manager of Human Resources



*SCHEDULE M

ALTERNATIVE SCHEDULING

It is recognized that the quality of nurses’ work and personal lives are affected by their
requirements to work a rotational schedule. Both parties recognize the benefits of alternative
scheduling models and will endeavor to explore options with respect to innovative scheduling
during the term of the collective agreement.

Schedules other than those outlined in the collective agreement may be developed in order to
improve quality of working life, support continuity of patient care, ensure adequate staffing
resources, and support cost-efficiency. The parties agree that such innovative schedules may
be developed locally by the Employer in consultation with the Union and subject to the
following principles:

(a) such schedules shall be established by mutual agreement of the Employer and the Union

(b) the introduction of such schedules shall be determined by the Employer and the Local
union representatives.

(c) the parties may agree to amend provisions of theicellective agreement to accommodate
any innovative unit schedules.

(d) the request to try an alternative schedulegmust have the support of at least seventy five
(75) percent of the employees in the werk area whose schedules are affected by the
alternative schedule.

(e) such schedules may be discontinued by either party giving sixty (60) days written
notice.

) only employees who are ‘fnpacted by the alternative schedule and hold permanent
positions in the work ared, including those permanent employees on leaves of absence,
will be eligible to vote.h Casual employees, employees holding temporary positions in
the work area andyémployees occupying permanent float positions shall not be eligible
to vote.

(g) the trial peried for an alternative schedule shall not be less than twelve (12) weeks.

Jobs sharing, job sharing and/or part-time work for a full weekend and every second weekend
may be considered.

The complementary weekday worker continues to work 75 hours bi-weekly but no weekend
work is scheduled. All shifts are scheduled between Monday and Friday.

1. Four (4) Shift Twelve (12) Hour Schedule
¢ Requires a six (6) week rotational schedule
e Requires mutual agreement between the employer and the employee
e Normally works two (2) days and two (2) nights consecutively subject to mutual
agreement to the contrary
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Self-scheduling is optional with the agreement of the parties

¢ Normally works a maximum of 20 shifts in 42 calendar days
Union waives 8.05 “Consecutive Shifts” and 8.09 “Weekends Off” for the
employees working a four (4) shift twelve (12) hour schedule.

Weekend Nurse
The Employer proposes piloting this schedule at Eastern Health. Location to be
determined.

1. The union will agree to exceptions to the definition of Article 2.01(w)
“Temporary Employee” to permit the hiring of temporary weekend nurses for
the duration of the pilot(s).

2. The following parameters shall apply:

(a) The weekend nurse positions shall be full time nurse positions and will
be normally integrated into core staffing.,” The union would not be
opposed to an employer introducing the“concept other than as part of
core staffing.

(b) The rotation of a weekend nurse shall normally be comprised of two (2)
shifts of 11.25 hours and one (1) shift of 7.5 hours per week. However
an option to scheduling and rotations may include a six (6) week cycle of
two (2) weekends of three (3) shifts of 11.25 hours and one (1) weekend
of two (2) shifts of .11.25 hours. In any rotation the combination of
weekend hours werked will provide an average of thirty (30) hours
worked (excluding meal breaks) each weekend.

(c) Weekend nurses shall be scheduled to work eighty (80) percent of the
hours of ayfull-time nurse and be paid one hundred (100) percent pay of
a full-time nurse.

(d) Weekend nurses shall be entitled to switch shifts with other nurses
including other weekend nurses to a maximum of two shifts per
employee in a six week rotation.

(e) Weekend nurses will earn the same benefits as a full time nurse and
pension contributions and group insurance premiums will be the same as
those of a full time nurse,

) Although weekend nurses will accumulate leave as a full time employee,
they will be deducted leave at an accelerated rate if leave is taken while
working a weekend schedule. For example, a nurse who requests two
(2) weeks annual leave will be deducted seventy-five (75) hours, the
same amount they would have been paid to work a sixty (60) hour
schedule; or if a nurse is sick on a twelve (12) hour shift, they will be
deducted the eleven point two five (11.25) hours at an accelerated rate of
1.25 times equaling 14.06 hours.
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(2) Statutory holidays for weekend nurses shall be administered in the same
manner as those for part time nurses including being able to bank their
stats.

(h) Compensation for extra shifts or overtime shall be on the same basis as
for full time employees, afier the weekend worker has worked 735 hours,
including shift differential and weekend premiums where applicable.

(i) Any remaining shifts may be filled at the discretion of the Employer.
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*SCHEDULE N

LAYOFF AND RECALL
This agreement replaces all other agreements regarding layoff and bumping

BUMPING:
1) Application
An Employee shall be entitled to access the bumping provisions outlined in this Agreement
when:
1. A layoff notice has been issued in accordance with Article 24.05 and/or

2. There has been a permanent transfer of positions within the same employer in the
department/program to which the employee is permanently assigned, and no
vacant permanent position exists in the same depattment/program within 80
kilometers of where the restructuring occurred exeldding positions within float
pools. Employees may elect to waive the 80 kilometer restriction; and/or

3. There has been a permanent reductiongor elimination of positions in the
unit/division to which the employee ‘i ‘permanently assigned and no vacant
position in the same department/program exists within the employee’s site
excluding float pools and ®moOY vacant position exists in the same
department/program within 80 kilometers of the employee’s site; and/or

4, There has been a temporar§reduction in the work available in the unit/division to
which the employee is permanently assigned necessitating the displacement of the
employee to other units/divisions and that reduction exceeds or is expected to
exceed nine (9) menths; and/or

5. The Employerand the Union agree that they may mutually agree to the issuance
of layoff @otices in circumstances other than those described above.

2) General Principles

In the event of bumping the following general principles shall apply:

a) An employee has the right to have a shop steward or other union representative in
attendance when her/his options are explained.

b) Except as otherwise noted in these principles, an employee shall be permitted to bump
into or assume a position at her/his own or lower salary (classification level).

¢) For the purposes of Article 24, Psychiatric Nurse Is (N.S.-29), and Nurse Is (N.S.-28)
shall be considered at the same classification level for the purposes of this Agreement,

d) An employee working in a rotational position may bump the most junior employee in a
rotational position, as per Clause 4 below or may select any vacant rotational position,
as per Clause 5 below.
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3)

"

e) An employee working in a Monday through Friday non-rotational day position may
bump the most junior employee in any position, rotational or non-rotational as per
Clause 4 below or may select any vacant position as per Clause 5 below.

f) A employee working in a permanent full time or permanent part-time position shall be
entitled to maintain her/his hours of work but may, at the employee’s option, bump into
or assume a position that involves a reduction of hours or an increase in hours including
up to full time hours.

g) An employee bumping into a position, being recalled or assuming a vacancy for which
she/he requires orientation will be provided orientation in line with Clause 28.02 of the
Collective Agreement.

h) Where the employee does not have the option to accept a permanent vacancy or does
not have a permanent bumping option at their classification level, she/he may choose a
temporary option pursuant to Clause 4(c). Provided no equivalent options at their
classification level are available, permanent employees who accept a temporary option
shall again execute their rights under this agreement when the, temporary position ends.

i) Where float pools exist, an employee may choose not to bump into the float pool.

i) A permanent employee who has no available bump,or vacancy at her/his own
classification level within his/her geographic region,“and who accepts a vacant position,
or who bumps into a position at a lower classification level shall have her/his salary red
circled.

k) In all instances, employees bumping intoypositions or accepting vacancies must be
qualified, able and fit for the position.

Notification

As per article 24.05, NLNU Provineial Office and the Branch shall be given a minimum of forty
eight (48) hours notice of any eircumstances requiring the use of this Agreement prior to the
issuance of any individual noti€cs.

Individual notices willsdb&given to affected employees in the circumstances outlined in Clause 1
(Application). :

Bumping Options

It is agreed that each Employer will provide a comprehensive list of all applicable
unit/divisions and department/programs for each respective Employer within three (3)
months of the date of signing of this agreement to be included as Schedule A to this
agreement. It is understood by the parties that as required, organizational changes may
necessitate a change in this list and the Employer agrees to update the Union in writing of
these changes as they occur.

a) For the purposes of this article the following definitions apply:

i) “Unit/Division” means the nursing unit or immediate work area to which the
employee is assigned.
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b)

¢)

ii) “Department/Program” means the work/clinical area to which the employee is
assigned.

iii) “Site” means the physical location where the employee works.

iv) “Geographic Region” means all work sites within a 80 kms driving distance from
the employee’s current work site as outlined in Appendix “A”.

A permanent employee who receives notice of layoff or notice that her/his position has

been identified for a bump, shall have the following rights:

i) Accept the layoff (where applicable).

ii) Bump the most junior permanent employee in either the same or lower bargaining

-~ unit classification at either of the following:
1. Any unit/division within her/his site or
2. Any unit/division within their department/program within her/his geographic
region

i) If a displacing employee at the NS-28 or NS-29 classification level has no
permanent option within a 80 km driving distance of heir current work site she/he
shall be permitted to access positions at the Commuinity Health Nurse I (NS-30) and
Public Health Nurse I (NS-30) classificationylevels. When it is apparent that an
employee(s) will have to displace up pursyantyto this provision, the opportunity to
do so shall first be offered to ther ‘senior employees impacted by the
layoff/displacement, subject always t6-the proviso that the displacing employee(s)
must be qualified, able and fit for the position.

iv) If no permanent option exists under Clauses 4(b)(ii) (1) and (2), bump the most
junior permanent employee in any'site within the organization

i) If no permanent options exist as outlined in clause b) or if a permanent
employee has no permanefit) option at her/his own classification level, the permanent
employee may choose to bump any junior temporary employee in either the same or
lower bargaining auit)classification with a remaining work assignment greater than
sixteen (16) weeks, at either of the following:

within Her/his site

withimher/his unit/division

within her/his department/program

in her/his department/program within her/his geographic region

within her/his geographic region

in her/his department/program within the organization

within the organization.

ekl

The sixteen (16) week requirement may be waived by mutual agreement between
the Employer and the Union where there is minimal orientation required.

ii) A temporary employee impacted by bumping shall bump the most junior temporary
employee within her/his site or geographic region. When there are a number of
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5)

7

8)

9

temporary employees being bumped the union and the Employer agree to ensure
that the senior temporary employees have the option of bumping the junior
temporary employees with the longer remaining work assignment.

iii) While the permanent employee is working in the temporary position her/his
permanent status will be maintained.

Options

In consultation with the Branch, the Employer will meet with the affected employee and provide
her/him with a list of vacant positions as well as an outline of her/his bumping options. The
employee shall communicate her/his preference within three (3) days (excluding weekends and
statutory holidays) of the meeting. No employee shall have less than three (3) days (excluding
weekends and statutory holidays) of her/his individual meeting in which to communicate their
preference to the Employer. Employees who have no permanent or temiporary options shall be
given an additional fourteen (14) calendar days notice of layoff following the bumping process.
An employee shall not be compelled to accept a vacant positiofiywhere she/he has bumping
options.

Date to Determine Seniority

The date to determine seniority for employees whese seniority is calculated in hours shall
be the last pay day before the Employer giyes Notice to the Union under Clause 3. If a
centralized payroll is not in place, the seniority list will be adjusted to the same end date
for all employees.

Equal Seniority

If a situation should develop whereby two (2) or more employees have the same seniority,
the seniority shall be brokensby random draw. A union representative, together with the
individuals whose names afetin the draw, or their designate, are entitled to be present with
management when the dfaw takes place.

Loss of Seniority

Under claused24,07, an employee would lose her/his seniority if she/he is laid off for a
period of two (2) years or more. The two-year period will recommence each time such an
employee works a shift, regardless of whether she/he works that shift as a permanent,
casual or temporary-employee.

Employees Reverting Back to Previous Positions

Provided the employee is not on lay-off, if the position of the bumped employee becomes
vacant within the next two (2) years of her/him being bumped from his/her position, she/he
will be given the right to revert back to her/his previous position.

The Union agrees to waive posting requirements for such realignments. The two (2) year
period shall run from the original date of bumping and shall only apply to the initial
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position the employee is bumped from and shall not be extended by reason of casual
employment or recalls of any nature.

10) Recall
Upon layoff, permanent employees shall have recall rights to permanent and temporary
positions for a period of two (2) years from their original date of layoff unless otherwise
agreed between the Employer and Union.

Permanent employees shall have recall rights to permanent positions and temporary

positions of greater than sixteen (16) weeks anticipated duration provided the position is a

position that the employee would have been able to bump into had it been available at the

time of layoff but no employee shall be obligated to accept recall to:

(i) A site other than the site at which they worked prior to layoff

(ii} A position requiring more or less hours of work than the positionatwhich they worked
prior to layoff

(iii)A position at a lower classification level

11) Severance Pay
Permanent employees who resign in writing shall “be entitled to severance pay in
accordance with the collective agreement. Employees who qualify for severance in
accordance with the collective agreement andéwho have been on lay-off for longer than two
(2) years shall be entitled to severance pay” at which time they shall be considered
terminated by the Employer.

12) Casual Employment for Permanent,Employees on Layoff
Permanent employees, who are being laid off, should advise the Employer in writing of their
desire to do casual work.

13) Layoff and Recall of Employees on Leave of Absence and Workers Compensation
Such employees shall be laid off and recalled in the same manner as any other employee.
If they are unavailable or unable to return to work because of Workers Compensation or
leave of absente, they will be reinstated as employees for the purposes of any benefits that
they may be entitled to under the collective agreement as of the date of recall and the next
qualified permanent employee on lay-off or a temporary employee shall be hired in their
place for the remainder of their leave of absence or Workers Compensation.
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL  A1C 5J9

Dear Mr. Vivian:

Re: Annual Leave and Vacation

This is to confirm our understanding that the reference to amaual leave and vacation in the
Agreement all mean the same; the words are interchangeable for the purposes of earning and
being awarded annual leave and vacation.

Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL.  AIC 5)9

Dear Mr. Vivian:

Re: Loss of Seniority

This will confirm our understanding that a persomwho holds a position outside the bargaining
unit and who has retained seniority in accordanee with clause 24.09, shall not be able to use
their seniority to displace an employee of the bargaining unit.

Employees who have left the bargaifting unit prior to or after the implementation of a seniority
number system, and who returntoithe bargaining unit, will receive no greater or lesser benefit
than that currently outlined in Clause 24.09.

Sincerely,

Clispbest, “elerri

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr. Vivian:

Re: Statutory Holiday and Weekends Off

This will confirm our intention on the above; where possible the Employer will endeavour to
give an employee her day off in lieu of“a statutory holiday on Monday following the
employee's weekend off.

Sincerely

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL Al1C 519

Dear Mr. Vivian:
Re:  Transition Committees
This will confirm our agreement on the above.

1. Healthcare Transition Committees for each'new Board shall be established as required
to address matters related to healthcaresestructuring.

2. There will be equal employee/Employer representation on each committee, with the
size of the committee to be determined by mutual consent between the Employer and
the Union.

3. Members of the Transition Committee shall suffer no loss in pay while attending

meetings with the Employer or meetings to prepare responses to Employer positions.
Permission to-attend such meetings shall not be unreasonably withheld.

4. Any outstanding issues that cannot be resolved by the committees and are within the
jurisdiction of the Labour Relations Board, shall be referred to the Board for resolution.

Sincerely

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr. Vivian:

Re: Hiring Practices

This will confirm our understanding that the local branch of the NLNU shall have the option of
placing on the Professional Practices Committée'svagenda, the practices of the Employer with
regard to the use of and hiring of casual nurses: The committee shall make recommendations

in the normal manner and the local branch shall be provided with detailed statistics on the
utilization of casual nurses within thirty (30) days of their request.

Sincerely,
CLlrgakess oo

Elizabeth Lane
Director of Collegtive Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL  A1C 5J9

Dear Mr. Vivian;

Re: Organization of Nursing Work Studies

The Employer, Government and the Union are committed“to implementing organization of
work studies. The studies will arise out of and be_spgeific to individual workplaces. The
studies will consider alternative ways of organizing nursing work, respecting the input of
nurses and the tasks they perform each day. The‘studies demonstrate support for the need to
address nurses” workload and the provision of guality patient care.

Principles

1.

Studies to be conducted in ach of the following areas: tertiary care unit, rural centre
nursing unit, community_site' and long term care unit.

Sites to be chosen by niutual agreement between the employer and the union.

Studies to begconducted by “unit based working committees” consisting of an equal
number of‘union and employer representatives. Committees to be co-chaired by a unit
representative and an employer representative.

Cost of the studies to be the responsibility of the employer to a maximum cost of
$50,000.00 in total for all four (4) studies inclusive of any paid time to be provided to
employees who serve on the unit based working committees.

Provincial Union President or a member of the Provincial Board of Directors to be an
ex officio member of each committee in a non-voting non decision making capacity.

Page 2
282



Organization of Nursing Work Studies

6. Department of Health and Community Services to make available the services of a
consultant to assist the unit based working committees with the development and
implementation of an evaluation process. Evaluation criteria to be jointly agreed upon.

7. Duration of projects to be determined by unit based working committees. Suggested
time lines include: (1) two (2) months to gather data on current work organization
practices and to develop strategies for any change identified and (2} the impact of any
agreed upon changes to be evaluated three (3) months after implementation. The four
(4) studies to be completed by the date of expiration of the collective agreement. All
projects to be completed within the financial allocation identified in number four (4)
above.

8. The unit based working committees will provide information to the union and the

employer for communication purposes.

Sincerely,
“E L 150bes NS

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL  AIC 5]9

Dear Mr. Vivian:
Re: B.N. 2000
Effective April 1, 1999;

1. No employee will be laid off as a direct, fesult of the standardization of the entry level
qualifications (to practice) for new graduates to a Bachelor of Nursing to be introduced
in the year 2000. The employer shall retain the existing right to lay off in accordance
with the collective agreement.

2. Should the Union allege thatithe employer has acted in an arbitrary or discriminatory
- manner in adding a Bachelor of Nursing as a required or preferred qualification for any
position not currently requiring a B.N., the Union shall have the right to file a
grievance in accordance with the collective agreement. Once the grievance has been
referred to arbitfation either party shall have the option of referring the dispute to
Grievance Mediation, in which case the medication shall take place within six (6)
months of the filing of the grievance.

Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL  A1C 5]9

Dear Mr. Vivian:

Re: Part-time Employees Working Additional Shifts

Effective October 1, 1999, (First notice to be posted September 1, 1999)

a)

Note:

b)

Each six months, on dates to be determined by the Employer and posted in all
applicable workplaces a minimum one{month in advance, part-time employees may
advise the employer in writing of thetxdesire to work additional shifts. An employee
may elect at any time to advise the employer in writing that she/he will no longer be
available to work additional shifts. In such a case, the employer will not be obligated
to offer additional shifts toithe employee for the duration of the six months in which
she/he served the notice,

letter also applies tg'job sharing employees.

Subject to ¢lauses (a), (c), (d) and (e), casual work (extra shifts) known to be available
at least one week in advance shall be first offered to part-time employees in the work
area/unit to which they are assigned, up to equivalent full-time hours, before it is
offered to casual employees. Part-time employees shall have the option of having their
names added to a list for casual work (extra shifts) not known to be available one week
in advance. Part-time employees will not be given priority for such work. Part-time
employees shall continue to receive pro-rated benefits for all extra shifts. Part-time
employees who accept an extra shift(s) will be required to work the additional shift(s) in
accordance with the collective agreement. This clause will not apply in institutions
providing a greater benefit to part-time employees in which case those greater benefits
will continue for the life of the collective agreement.
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Page 2
Part-time Employees Working Additional Shifts

C) Part-time employees who have requested extra shifts under paragraph (a) above will not
receive the premium rate outlined in Clause 33.05 Part-time Employees Additional
Shifts.

d) The employer is not obligated to offer extra shifts to part-time employees if this results
in the employer having to pay a contract premium rate, unless the employer would
incur a contract premium rate regardless of which employee worked the shift (eg.
Statutory Holiday Pay).

e) Part-time employees who do not have a position on a specific unit will be given priority
for extra shifts in any areas where they have received orientation and regularly work.

Sincerely,

“Bligpbeh tanto

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL Al1C 519

Dear Mr. Vivian:

Re: Gander and District Continuing Care Program and St. John's Home Care Program
This will confirm our understanding that the Agreements covering employees of these former
two Employers will continue to remain in efféct'for these employees or until amended by
Transition Agreements. The changes to the Broyincial Nurses' Agreement will apply to these

Agreements and the employees covered by these Agreements.

For the purposes of clause 11.05 of the Provincial Nurses' Agreement, the “start time" for the
employees of the former St. John's Home Care shall be 0800 hours.

Sincerely,
“ELigabe s PN

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5]9

Dear Mr. Vivian;
Re: Group Life and Extended Health Plan

The Employer/Union Group Insurance Advisory Cofnmittee will consider the matter of
extending the plan to employees who work less thafi.half-time hours (including casuals) and
provide an opportunity for the NLNU to make a‘presentation to the committee. The Advisory
Committee will submit a report to all employers/unions participating in the Group Insurance
Plan regarding the potential impact of coverage for such employees on claims experience,
premium revenue, administration costs, etc:

Sincerely,
Eligpses Fnrt

Elizabeth Lane
Director of Collective,Bargaining
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Tune 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5]9

Dear Mr. Vivian:

Re: Schools of Nursing

1. Employer agrees to “grandparent” the payment,of Master’s Educational Allowance to:
Existing Nursing Instructors as of effective Apul 1, 1999, who are required to have a
Master’s Degree and have a Master’s Degrée in disciplines other than nursing, and

2. Existing Nursing Instructors who are ‘enrolled and accepted into a Master’s program as
of effective April 1, 1999, in diséiplines other than nursing will receive the Master’s

Educational Allowance upon teceiving their Master’s Degree and assuming a position
that requires a Master’s Degtee with the Schools of Nursing.

Sincerely,

Elsabeth LENG

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, N A1C 5J9

Dear Mr. Vivian:
Re: Income Tax

No later than one (1) month following the. Signing date of the collective agreement, the
Newfoundland and Labrador Health Boards Association will request from the Canada Customs
and Reverue Agency a waiver for the deduction of income tax at source from allowances paid
in accordance with Article 36. Thelparties recognize the decision to grant the waiver rests
with the Canada Customs and Revenue Agency, and should the waiver not be granted that
action will not be subject to the,grievance and arbitration process. Should such waiver not be
granted, the parties commit to engaging in discussions towards a mutually agreeable resolution.

Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 519

Dear Mr. Vivian:

Re: Hours of Work (Nursing Instructor)

The parties agree, during the life of the collective agreement, to explore amending the hours of
work language of Article 43.01. Any recomrendations coming forth from the discussions will
be forwarded to the parties. If the partie§ agree, a private agreement shall be signed to cover
the recommendations. There shall be;a maximum of four (4) representatives from each party.
Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL AIC 5]9

Dear Mr. Vivian:

Re: Classification - Nurse Collegian III

The parties agree to explore the possibility ofiincluding Nurse Collegian III in the NLNU
bargaining unit, recognizing that the current™NLNU constitution only recognizes Registered
Nurses.

Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr, Vivian:

Re: Areas for Wearing Protective Clothing

Any employees on staff, as of date of signing 6f'this collective agreement, in receipt of the
benefit of receiving protective clothing in "defective units" shall continue to receive the benefit
while she/he continues to work in such defective units.

Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr. Vivian;
Re:  Healthy Workplace Pilot

Applied or qualitative health care research in the workplace is difficult to collect, but research
shows where it does exist, employees feel much more involved”in the process of finding
solutions that also meet their needs and consequently, there is‘uch greater acceptance of the
workplace change.

Therefore on-site workplace research will take place” through a pilot project. The parties
believe that membership support and union invelvement in this workplace pilot is important in
building trust and commitment for these initiatives.

Pilot Design

A research based pilot project would be designed for a single workplace or work unit(s) in
which a steering committee is established to champion the project and provide leadership and
direction to achieve the objectives. Members of the Steering Committee would include NLNU,
the employer and Government representatives. The Steering Committee shall use an interest
based approach to developing the terms of reference.

Timeline

The first meeting of the Steering Committee shall take place within one month of signing of the
new collective agreement. The duration of the pilot is to be determined by the Steering
Committee.

Sincerely,

Elizabeth Lane
Director, Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr. Vivian:

Re: Pilot Project Between NLNU and Eastern Health, Central Health, Western Health
and Labrador-Grenfell Health re Position Protection for Employees Temporarily
Occupying Management Positions and Employees Granted\Temporary Reduction
in Hours of Work

The Employer agrees that the corresponding language insthe printed collective agreement shall
be referenced with notations referring employees of Eastern Health, Central Health, Western
Health and Labrador-Grenfell Health to the Pilot Project language.

The pilot project shall commence at an agreedupon date following the date of signing and shall
continue for a period of 30 months unless either side gives the other notice in writing of its
intention to terminate the agreement. Neither side will give notice to terminate the agreement
until 30 days after the parties have'met and discussed the difficulties. This letter of
understanding may be amended in writing at any time during the duration of the pilot project
by mutual agreement of both parties.

Upon termination of this\Pilot Project, employees covered by the provisions of the Pilot
Project will continuesté-be covered by these provisions until the end of the approved leave or
the approved reduction in hours.

For the purposes of this pilot project only, the Employer agrees to the following:

2.01(w) Temporary Employee

The parties agree that for the duration of the pilot project employees hired to backfill positions
created through the operation of the pilot shall be considered to be hired in accordance with
Clause 2.01(w).

21.02 Period of Protection

Employees who have been granted leave in accordance with Articles 17, 19, 22 and 23 will
have their position protected for the period of the approved leave up to a maximum of twenty-
four (24) consecutive months unless the position is abolished. Where the position has been
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abolished the employees classification and salary will be protected for the period of the
approved leave.

23.01 Special Leave Without Pay

An employee may be granted special leave without pay in exceptional circumstances provided
she/he has no current or accumulated annual leave available to her/him, provided she/he
returns to the employ of the Employer, she/he shall retain accumulated sick leave, seniority,
vacation entitlement and salary. While on such leave, employees shall continue to accumulate
seniority.

24.09 Transfer and Seniority Outside the Bargaining Unit

(a) Present Agreement

()] Present Agreement

(c) An employee who accepts a temporary management position(s)will be granted position
protection from her/his bargaining unit position for a maximum of two cumulative
years, provided the employer posts the resulting bargaining unit position on a
temporary basis. The Employer shall provide prior written notice of both the
commencement and termination dates of the temporary position to the Union and
branch.

25.11 Part-time Positions

(a) Present Agreement

(b)  With the consent of the employer, apermanent employee who wishes to reduce her/his
hours of work on a temporary basis of one (1) year or less may do so, provided the
Union and Branch is given priot,written notice of both the commencement and
termination dates by the employer. The employer shall endeavor to fill the remaining
bargaining unit shifts.

Sincerely,
Elizabeth Lane
Director of Collective Bargaining
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June 19, 2000

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5]9

Dear Mr. Vivian:
Re: Consistency of Interpretation Within/Across Work Sites

The parties agree to the creation of a temporary joint union - employer committee to identify
inconsistencies of interpretation of the collective agreement language and to make non-binding
recommendations to address these inconsistencie§: Each side is entitled to bring 3 issues to the
committee for discussion. Both parties must agree on any additional issues brought before the
committee. The mandate of the committee ‘$hall be established by mutual agreement of the
parties. The committee shall submit a_report to both parties within twelve (12) months of the
date of signing. The committee shallbe composed of up to five (5) union representatives and
five (5) employer representatives’,, Each party shall bear its own costs associated with
participation in the committee.

Sincerely,
Bl sube st dloRe

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundiand and Labrador Nurses' Union
P.O. Box 416

St. John's, NL AI1C 59

Dear Mr. Vivian;
Re:  Annual Paid Sick Leave - Article 19.01

All employees including casual employees hired prior to Deeember 1, 2006 will be subject to
the language in effect prior to December 1, 2006.

Sincerely,

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL.  A1C 5]9

Dear Mr. Vivian:

Re:

Enhanced Senior Level Collaboration between NLNU, Government and Health
Authorities

Create a tri-partite committee called the Senior Joint Quality Worklife Committee.
The Committee will address provincial, system wide nursing praetice and patient care
issues.
The Committee will be appointed within 3 months of datel of signing.
Within 6 months of appointment, the Committee will develop a workplan with clear
attainable timelines.
Membership:
o Government: The Deputy Minister 6f ' Health and Community Services and the
Chief Nursing Officer;
o 4 senior Regional Health Authority representatives, including 2 CEOs and 2 Chief
Nursing Officers;
o 6 NLNU representatives.appointed by NLNU.
The Committee has the capagity to appoint ad hoc working groups. These working groups
will have clear attainable tifnglines, terms of reference and reporting mechanisms.
On a yearly basis, the committee shalfl make a presentation to the Minister of Finance
prior to the annualbudgeting process.

Issues to be discussed:

Lack of relief contributing to excessive overtime, inability to get time off and inability to
move to awarded positions in a timely manner.,

¢ Non nursing duties

e Lift teams

e Violence prevention

¢ Attendance Management

¢ Such additional issues as may be mutually agreeable to the parties.
Sincerely, 5&(/‘-&
Elizabeth Lane

Director of Collective Bargaining
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fune 19, 2009

Mr. John Vivian

Executive Director

Newfoundiand and Eabrador Nurses' Union
P.O. Box 416

St. John's, NL  A1C 5J9

Dear Mr. Vivian:

Re: Market Adjustment

This will confirm our understanding reached guting negotiations whereby if the Employer
(Treasury Board Committee of Cabinet) determiines that it is unable to recruit employees in
specific positions at a particular geographic, site, the Employer (Treasury Board Committee of

Cabinet) may provide benefits to employees excluding those outlined in the collective
agreement (for example, bonuses).

Sincerely,

‘5&5&% %/uu

Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses' Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr. Vivian:

Re:  Flexible Hours of Work Community Health

The parties agree that those employees currently .covered under a flexible hours of work
arrangement with their respective employer, whether in terms of a private agreement, pilot
project or under collective agreement language, will be grandparented under that current work

arrangement. New employees hired after thesdate of signing of this collective agreement will
be subject to the flexible hours of work.

Sincerely,
Elizabeth Lane
Director of Collective Bargaining
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June 19, 2009

Mr. John Vivian

Executive Director

Newfoundland and Labrador Nurses’ Union
P.O. Box 416

St. John's, NL A1C 5J9

Dear Mr. Vivian:

Re: Establishment of Committee - Permanent Float Positions/Unit Specific Permanent
Positions

The parties agree that a committee will be established within each employer within six months of
the signing of this agreement to discuss the possible conversion of permanent float positions to
unit specific permanent positions.

Sincerely,

%@5@&% Lane)

Elizabeth Lane
Director of Collective Bargaining
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*PILOT PROJECT

Grievance Process (Proposed Western Pilot)

The parties agree that this Grievance Management Process (“Piloted Process™) shall be adopted
on a pilot basis for a period of two years commencing on an agreed upon date (see language on
joint education process) (“the Pilot Period”). During the pilot period, the grievance
management procedure as outlined shall replace Article 15.04, 15.07, 15.10 and 15.11 of the
collective agreement. Either party may terminate this pilot process. within sixty (60) calendar
days written notice to the other party. During this period the parties will meet to discuss issues
related to the termination of the pilot project.

The pilot project shall be reviewed six months and eighteen months, after the date of
commencement of the pilot period, at which times the parties shall mutually agree whether to
continue with the Piloted Process for remainder of the term of thelpilot period or to adopt a
new Grievance Management process or to revert to the grievafice’ process as outlined in the
collective agreement. Should the parties decide to adopt a new Grievance Management process
during the term of this agreement, the new process must be through mutual agreement in
writing and the Piloted Process shall remain in effect/imtil such time as the new Grievance
Management process has been developed and agreed to by the parties. If no agreement is
reached at the end of the pilot process, the parties will revert to the grievance process as
outlined in Article 15 of the collective agreement to address any new issues. Any grievances
that were filed under this pilot process will beraddressed through this process, unless otherwise
mutually agreed.

The Employer and the Union recognize that a grievance management model having an early
settlement focus, collaborative discussions between the parties and multiple dispute resolution
options is necessary to bring settlement to an end as expeditiously as possible. Given these
shared goals, this modelqconsists of the following procedures, which shall occur without
stoppage of work.

' Early Intervention Process
The union and the employer will discuss a joint/union education process in each workplace.

Note: All references to meetings shall include the option of some or all participants
participating by teleconference or video conference.

An employee who has an issue should within seven (7) calendar days of the occurrence or
discovery of the facts giving rise to the issue, bring the matter to the attention of the
management representative who the employee understands made the decision and involve the
employee’s immediate supervisor. Once the issue has been brought to the attention of the
management representative, within seven (7) calendar days a meeting should occur to discuss
the issue with the goal of resolving the issue without the necessity of having to file a grievance.
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The management representative shall be responsible for setting up the meeting. A union
representative (normally a local representative) and human resources representative may be
present at this meeting if requested by either of the parties. Resolutions agreed upon at this
meeting shall be without prejudice and without precedent.

When this process has failed, the employee shall adhere to the following process:

Step 1: Filing of Grievance and First Grievance Meeting

Failing satisfactory settlement of the issue through the early intervention process, the employee
should bring the issue to the attention of a union representative (if not already done) who will
determine if a grievance should be filed. If it is determined that the grievance is to be filed,
the employee shall within fourteen (14) calendar days of the occurrence or discovery of the
facts giving rise to the issue or of the early intervention meeting (if applicable), submit her/his
grievance in writing to the employee’s manager or designate.

Once the grievance has been filed with the appropriate management representative, within
fourteen (14) calendar days of receipt of the grievance, a ineeting shall occur between the
employee, the union representative, the employee’$, manager, and human resources
representative(s) to have a further discussion on the issue.» The human resources representative
shall be responsible for arranging the meeting, ( \When appropriate, other management
representatives may be invited to this meeting,

A written decision from the management représentative, outlining the nature of the decision,
shall follow within seven (7) calendar days of the date this meeting occurred. Any settlements
reached at this step or any decision in‘writing shall be without prejudice and without precedent.

Step 2: Second Grievance Meeting (optional)

The parties recognize that during the first grievance meeting at Step 1, there may be additional
information that could be used to resolve the grievance. If the parties determine that a second
grievance meeting is fiecessary to resolve the grievance, it shall occur within seven (7)
calendar days of the\first grievance meeting. The human resources representative shall be
responsible for arranging the second meeting. A written decision, outlining the nature of the
decision, from the management representative shall follow within a further seven (7) calendar
days of the second meeting. Any settlements reached at this step or any decision in writing
shall be without prejudice and without precedent,

Step 3: Referral to Alternate Dispute Resolution (ADR) Process

Failing satisfactory settlement of the issue in either Step 1 or Step 2 (if applicable), and within
fourteen (14) calendar days of receipt of management’s written response in Step 1 or Step 2
(whichever step is applicable), the Employer and Union (this decision may be delegated to in
house counsel for the employer and the union) shall attempt to mutually agree on an Alternate
Dispute  Resolution (ADR) process such as external mediation, arbitration,
mediation/arbitration and expedited arbitration. If no decision can be reached on the
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mechanism to be used, the grievance shall be automatically referred to arbitration within 30
calendar days following the receipt of management’s written response in Step 1 or Step 2
(whichever step is applicable).

Omission of Steps

In appropriate circumstances, the parties may by mutual agreement bypass Step 1 and 2 of the
grievance management process.
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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, from 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 thergafter.

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 Employees, the JNewfoundland and Labrador Nurses’ Union, the
Association of Allied Health Professionals, the Canadian Merchant Service Guild, the
International Brotherhood of Electrical Workers and Her Majesty the Queen in Right of
Newfoundland (represented bysthe Treasury Board) agree to its terms,

It is agreed 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 section,2,0f the Memorandum of Understanding - 2004, Agreement on Pensions
and there shail'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 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 NLNU 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 t0all relevant information, This
individual would also communicate with and have accessvto all meetings of the Steering
Committee. The salary and the expenses of the Advisor weuld 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 appéals under the current plan. However, there will be no further
occupational reviews.
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MEMORANDUM OF AGREEMENT

Re: Kilometer Rate Adjustment Formula (NLNU)

General

1. The purpose of this Memorandum of Agreement (MOA) is to provide a mechanism for the

periodic adjustment of the kilometer rate(s) contained in applicable collective agreements

- for employees who are either required to provide a vehicle as a condition of employment or
who may be authorized to use a personal vehicle on Employer’s business.

2. The terms of this MOA shall be applicable to employees who aré members of a bargaining
unit covered by a collective agreement listed in Schedule ‘A’.

3. Adjustments shall be calculated by the Public Service, Seeretariat and posted to the Human
Resource Policy Manual website: www.gov.nl.ca/hppm: Should there be any dispute as to
the calculated rate; the rate established by the Publie Service Secretariat shall prevail.

Adjustment Formula

4, Base Fuel Rate
The ‘base fuel rate’ for calculating fuel costs is 79.4¢ per liter.

5. Fuel Price
‘Fuel prices’ shall be these set by the Petroleum Pricing Office for the Avalon Region
(Zone 1).

6. Base Kilometer\Rate

The ‘base¢l kilometer rate(s)’ shall be the reimbursement rate(s) contained in an
applicable collective agreement.

7. Initial Adjustment - October 1, 2005

a) The ‘base kilometer rate’ shall be adjusted effective October 1, 2005 based on
the difference in the ‘fuel price’ on October 1, 2005 and the ‘base fuel rate’
multiplied by 1/10,

(fuel price’ on October 1, 2005 - $0.794) X 0.10 = km rate adjustment

[km rate adjustment is added to the ‘base kilometer rate’]

308



b) Kilometer rates shall be rounded to four decimal places after the dollar

($0.0000).
8. Adjustment Dates (Quarterly Adjustments)
Effective January 1, 2006, the kilometer rate shall be adjusted, based on the
‘Adjustment Formula’, on a quarterly basis on the following dates each year:
January 1¥
April 1¥
July 1*
October 1
9. Adjustment Formula
a) The ‘base kilometer rate(s)’ shall be adjusted (up or down) on each of the
‘adjustment dates’ based on the difference in the ‘fuel price’ on the ‘adjustment
date’ and the ‘base fuel rate’ multiplied by 1/10.
(‘fuel price’ on ‘adjustment date’ - $0.794) X 010 = km rate adjustment
[km rate adjustment is added to the ‘base kilometer rate’]
b) Kilometer rates shall be rounded4to” four decimal places after the dollar
($0.0000).
10.  Reimbursement Rate
Reimbursement shall be at thesatefs) in effect on the date of travel.
~ Effective Date
11.  The MOA shall be effective October 1, 2005, and in accordance with Clause # 10, shall
only be applicable to travel which occurs from that date forward.
12.  This MOA may be terminated upon thirty (30) days notice from either party.
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IN WITNESS WHEREOF the parties hereto have executed this Agreement the day and year
first before written.

SIGNED on behalf of the Public Service Secretariat, by its proper officers in the presence of the
witness hereto subscribing;:

N @0. Ll

Witness

SIGNED on behaif of the Newfoundland and Labrador Health Boards Association

Witness

SIGNED on behalf of the Newfoundland and LabradorNurses Union, by its proper officers in
the presence of the w/it/ge&sjmreto subscribing:

310



SCHEDULE ‘A’

Collective Agreements

NLNU Provincial Agreement
Gander & District Continuing Care

St. John’s Home Care Program
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