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This Agreement made this 
13th day of February 1999, 

between 

The Regional Municipality of Waterloo 
(Hereinafter Called the “Region”) 

- and - 
The Canadian Union of Public Employees 

and its Local 1656 (Full-Time) 
(Hereinafter Called the “Union”) 

Article 1 - Puroose 
1.01  The general purpose of this Agreement is to 

establish and maintain collective bargaining 
relations between the Region and its’ employees, 
and to provide means for the prompt and 
equitable disposition of grievances, and to 
establish and maintain mutually satisfactory 
working conditions, hours and wages for all 
employees who are subject to the provisions of 
this Agreement. 

Article 2 - Recognition 
2.01 The Region recognizes the Union as the sole 

bargaining agent for all employees of The 
Regional Municipality ofWaterloo in its opemtions, 
save and except supervisors, office, clerical, 
technical and laboratory staff, persons regularly 
employed for not more than twenty four (24) 
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hours per week, and students as defined in 
Article 26.01e). 

Where the Region wishes to use volunteers in 
any areas other than the clean up of roadside 
litter under the "Adopt-a-Road'' program, their 
use and placement shall require the mutual 
agreement of the Region and the Union. 
The Region recognizes that supervisory per- 
sonnel will not perform work normally per- 
formed by employees in the bargaining unit 
unless there is an emergency or for the pur- 
poses of instructing personnel, or as mutually 
agreed in writing between the parties. 

2.04 Without restricting its right to determine the 
methods by which municipal services are to be 
provided, the Region agrees that no permanent 
employee shall be laid off from work as a result 
of contracting out present work or services of 
a kind presently performed by its employees. 

2.02 

2.03 

Article 3 - No Discrimination 

3.01 The Region and the Union agree that there will 
be no discrimination, interference, restriction 
or coercion exercised or practised by the 
Region or by the Union or by any of their rep 
resentatives with respect to any employees by 
reason of race, colour, age, handicap, sex, sexual 
orientation, marital status, national origin, political 
or religious affiliation, nor by reason of mem- 
bership or non-membership, lawful activity or 
non-activity in a trade union. 
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3.02 The terms of this Agreement are to be upheld 
by the Region and the Union, and as such, no 
employee shall be permitted or required to 
make any verbal or written agreement with the 
Region or its representatives, which might conflict 
with the terms of this Agreement. 

3.03 Workdace and Sexual Harassment 

Cases of alleged harassment because of posi- 
tion, race, ancestry, place of origin, colour, ethnic 
origin, citizenship, creed, sex, sexual orientation, 
age, record of offenses, marital or family status, 
and disability, will be considered as 
discrimination and shall be eligible to be 
processed as grievances under the grievance 
procedure. 

a> Definition 
Sexual harassment shall be defined as any sexually 
oriented practice that undermines an employee's 
health, self-esteem, job performance or work- 
place relationships or endangers an employee's 
employment status or potential. Sexual harass- 
ment may include, but not be limited to: 
- unwanted touching or patting 
- suggestive remarks or verbal abuse 
- suggestive gestures or staring 
- compromising invitations 
- requests or demands for sexual favours 
- physical assault 



- derogatory or degrading remarks directed 
towards members of one gender or one sexual 
preference group 
Note. Normal workplace banter may not nec- 
essarily be construed as sexual harassment. 
Where the alleged harasser is the person who 
would deal with the first or any step of a griev- 
ance, the grievance shall automatically go forth 
to the next step. 
An employee shall, at all times, retain their right 
to lodge a complaint underThe Ontario Human 
Rights Code (1981). In the event the employee 
lodges a formal complaint under The Human 
Rights Code, the grievance procedure shall be 
discontinued immediately. 
The Region agrees that the information and 
training regarding sexual harassment is essential 
and will undertake to work jointly with the 
Union on all training and information measures. 
The Region agrees to make all Regional 
employees aware that violations of this Article 
will be subject to disciplinary action. 

b) 

c) 

d) 

Article 4 - Check-off of Union Dues 
4.01 There shall be a compulsory check-off of union 

dues from all persons who are employees of 
the Region to which this Agreement applies. 
The amount to be deducted shall be such sum 
as may from time to time be assessed by the 
Union on its members according to its Consti- 
tution and By-Laws.The Director of HR Services 
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or designate shall be notified in writing sixty 
(CO) calendar days prior to any required change 
in deductible assessments. 
Such deductions will be made every pay by the 
Treasurer of the Region, and shall be forwarded 
to the National Secretary-Treasurer, CUPE, 2 1 
Florence Street, Ottawa, Ontario, K2P OW6, not 
later than the 15th day of the month following 
in respect of which deductions have been 
made, accompanied by a list of all employees 
from whose wages the deductions have been 
made. The list shall indicate total accumulated 
deductions for all employees and indicate the 
total regular wages for the bargaining unit. A 
copy of the list shall be sent to the Secretary- 
Treasurer of the CUPE Local 1656. For new 
employees such deductions shall commence in 
the first full bi-weekly pay period immediately 
following the date on which the employee is 
hired. 
It is understood that refusal by the Union to 
accept an employee as a member or to contin- 
ue an employee's membership or refusal of an 
employee to join or continue membership in 
the Union will not be cause for dismissal by the 
Region. 

4.04 The Union shall indemnrfy and save the Region 
harmless with respect to all dues so deducted 
and remitted. 
Deductions will not be made from any employee's 
bi-weekly pay cheque either immediately or 

4.02 

4.03 

4.05 
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retro- actively unless the employee receives at 
least eight (8) hours pay in the pay period. 

4.06 The Region will include the amount of union 
dues deducted from employees, on the T 4  
slips. 

Article 5 - Membership in the Union 

5.01 All employees of the Region as outlined in 
Article 2, shall be eligible for union member 
ship on a voluntary basis. 

The Region agrees to acquaint new employees 
with the fact that a Union Agreement is in 
effect. New employees shall be presented 
with a copy of this Agreement. 

It is further agreed that the Region will not@ 
the Union Secretary in writing, once each 
month, of the names and classifications of all 
new employees hired the previous month 
who are subject to this Agreement.A repre- 
sentative of the Union shall be given an 
opportunity to interview each new employee 
within regular working hours and without 
loss of pay for a maximum of fifteen (15) 
minutes within one (1) month of the Union's 
notification of their employment and with 
timing at the discretion of the supervisor, for 
the purpose of discussing union membership 
with the new employee. 

5.02 

5.03 



Article 6 - Management Rights 
6.01 

<a) 

The Union recognizes the right of the Region 
to: 
Operate and manage its business in all aspects 
in accordance with its responsibilities and the 
right, powers and functions conferred upon 
the Region by statute and/or by-laws of the 
Region; 
Maintain order, discipline and efficiency and, in 
connection therewith to make, alter, and 
enforce from time to time rules and regula- 
tions, policies and practises to be observed by 
its employees. 
The Region recognizes that the foregoing is 
subject to such procedures, regulations and/or 
restrictions governing the exercise of these 
rights as are expressly provided in this Agree- 
ment and subject to the right of the employee(s) 
concerned to lodge a grievance in the manner 
and extent herein provided; 
Select, hire, discipline, discharge, transfer, assign 
to shifts, schedule overtime, promote, demote, 
classify, layoff, recall, suspend and retire 
employees, and select employees for positions 
excluded from the bargaining unit, provided 
that no employee shall be transferred out of 
the bargaining unit against the employee's 
wishes, and further provided that a claim of dis- 
criminatory promotion, demotion, transfer, clas- 
sification, discipline or suspension, or a claim 

(b) 

(c) 
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by employees that they have been discharged 
or disciplined without cause, may become the 
subject of a grievance and be dealt with as 
herein provided; 
Direct the working forces, the right to plan, 
direct and control the operations of the 
Region, the right to introduce new and 
improve methods and facilities, the equipment, 
the amount of supervision of personnel necessary, 
the number of employees to be employed, the 
work schedules, the establishment of standards 
of quality, the extent of the Region's operations 
and the increase or decrease in employment 
arising therefrom, the sole and exclusive juris- 
diction over all operations, buildings, machin- 
ery, equipment and tools. If a decrease in 
employment as stated herein becomes necessary, 
the Region will endeavour to transfer the 
affected employee(s) to another vacant union 
position(s) in the Region. 
The Region agrees to give as much advance 
notice as is reasonably possible of any assumption 
of work previously done by any area munici- 
pality affecting employees in the unit and will, 
if so requested, meet with the Union Committee 
to discuss the change& least thirty (30) calendar 
days notice will be given of any such change or 
assumption which displaces an existing 
employee. 

(d) 

6.02 
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7.01 

7.02 

8.01 

b> 

8.02 

Article 7 - No Strikes or Lockouts 
The Region and the Union agree to follow pro- 
cedures as outlined in this Agreement. It is 
understood and agreed that there will be no 
strike or lockout during the lifetime of this 
Agreement, and the definition of "strike" 
and "lockout" are those set out in the 
Ontario labour Relations Act. 
The parties hereto mutually agree that this 
Agreement is subject to the rules of practise 
and procedure and regulations of the Labour 
Relations Act of the Province of Ontario. 

Article 8 - Seniority 
a) Employees shall be probationary employees 
until they have been continuously employed 
by the Region for three (3) continuous months 
or for sixty (60) actual days worked inclusive of 
any specified holidays whichever is the greater. 
Upon completion of the probationary period, 
the employees' names shall be placed on the 
seniority list and their seniority shall be based 
on their date of last hire. Employees who have 
not completed their probationary period may 
be discharged without cause at the discretion 
of the Region and the discharge shall not be 
subject to the grievance or arbitration procedure. 
The probationary period can be extended by 
mutual agreement in writing between the 
Region, the Union, and the affected employee. 
The Region shall maintain a seniority list showing 
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the date upon which each permanent full time 
employee's continuous service with the 
Region commenced from the most recent hire 
date within Local 1656.h uptodate copy of 
this list will be given to the Union twice each 
year and a copy posted on all approved bulletin 
boards. 
Employees have thirty (30) calendar days from 
the date of the posting of the seniority list to 
not@ the Assistant CAO, Human Resources or 
designate in writing, of any errors etc., changes 
or additions, noted since the previously posted 
list. Otherwise, the seniority dates noted on the 
most recently posted list will be taken as accurate. 

8.03 a) i) Seniority shall operate and govern 
on a bargaining unit wide basis provided that 
the senior employee possesses the necessary 
skill and ability to perform the work available. 
For job postings, the candidate selected 
shall be the senior employee possessing 
the necessary skill and ability to perform 
the work available, with a two (2) working 
day orientation period and no training. In 
the event of a lay-off, the concept of the last 
employee hired shall be the first laid off and 
the last employee laid off shall be the first 
requested to return, will be followed, and pro- 
vided the senior employee possesses the nec- 
essary skill and ability to perform the work 
available with a five (5)  working day orientation 
period and no training.The orientation period 
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shall provide an opportunity for the Region to 
advise the bumping employee of any particular 
requirements, procedures or aspects of the job 
and for the bumping employee to become 
familiar with the job processes and require- 
ments. If a specific position(s) is to be laid off, 
then the employee(s) in the specified posi- 
tion@) will be laid off and they in turn shall be 
permitted to bump into any other less senior 
position in accordance with the criteria estab- 
lished in this Clause. Employees shall be 
allowed to bump to a higher paid classification. 
ii) In the event of a permanent lay-off, as 
defined in the Employment Standards Act, all 
employees to be laid off will be given at least 
eight (8) weeks notice of lay-off. Laid off 
employees must exercise their bumping rights 
within two (2) weeks from the date they are 
notified of the 1ay-off.M~ other employees so 
bumped must exercise their bumping rights 
within one (1) week of their being bumped, 
and so on, on a one (1) week maximum basis 
for each involved employee. 
iii) In the event of a temporary lay-off as 
defined in the Employment Standards Act, all 
employees to be laid off will receive a one (1) 
week period of notice.At the end of the second 
day of the notice period, all employees must 
give their intention of the position they wish to 
bump into, and these plus all resulting bumps 
must be completed by the end of the fifth day. 
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b) In order that the operations of the Union will 
not become disorganized when lay-offs are 
being made, members of the Local Executive 
Board i.e. - President, Vice-president, Secretary, 
Treasurer, and Chief Steward, shall be the last 
persons laid off during their term of office, as 
long as full time work, for which they possess 
the necessary skill and ability to perform the 
work available with a five (5 )  working day ori- 
entation period and no training at their own 
wage level. Should work not be available at the 
same wage level, then placement will be made 
at the next lower wage level. 
In the case of a change in the Local Executive 
Board during a lay-off, notice in writing of the 
change shall be given to the Region forthwith 
and the Region shall have five ( 5 )  working days 
from receipt of the notification in writing with- 
in which to make any changes necessary to 
apply this Clause to the new Local Executive 
Board and to terminate its application to the 
person(s) dropped from the Executive Board. If 
any notice to any person being laid off in con- 
sequence is required by law, the period of 
notice will be in addition to the five ( 5 )  work- 
ing days, and layoff@) and recall(s) will not be 
effective until the expiry of the notice period 
required by law. 

c) The Region will give the Union as much 
advance notice as is reasonably possible, but 
not less than eight (8) weeks, of any lay-off 
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affecting members of the bargaining unit. The 
Region shall meet with the Union to discuss 
the impact of any proposed lay-offs. 

8.04 Where the length of seniority is the same, the 
datehime of the verbal employment offer by 
the Region shall determine seniority. 
Where it i s  not possible to establish the date 
and time of the verbal offer of employment, 
seniority preference shall be decided by a random 
draw with the affected employees present. 
Subject to Clause 8.06 - if permanent full time 
employees are absent from work because of 
lay-off or authorized leave of absence, they 
shall not lose seniority, but shall not acquire 
seniority after the first thirty (30) calendar days 
of such lay-off or authorized leave of absence. 
Employees absent from work on paid sick leave 
due to illness or accident, will continue to 
accumulate seniority until Clause 8.06 applies. 
Seniority status once acquired by permanent 
full-time employees will be lost and their 
names removed from the seniority list and their 
employment terminated for any of the following 
reasons: 

8.05 

8.06 

a) Voluntary resignation; 
b) Discharge for cause not reversed through oper- 

ation of the grievance procedure; 
c) Continuous non-employment including lay-off, 

but not including sickness, accident or autho 
rized leave of absence for a period of time 
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equal to the length of seniority at the time of 
lay-off or for a period of thirty-six (36) months, 
whichever is lesser. 
Failure to signify intention to return to work 
after recall from lay off within five ( 5 )  working 
days following proper notification by the 
Region by registered or certified mail sent to 
the employee at the last address provided by 
the employee to the Human Resources Depart- 
ment, or failure to return to work after an addi- 
tional five ( 5 )  working days following such 
notification. Copies of the registered or certified 
notification will be sent to the President and 
Recording Secretary of the Union.The intent of 
this Clause is as follows: 

i) The registered or certified notification 
shall be deemed to be received on the third 
(3rd) calendar day after the date of mailing. 

ii) The laid off employee has five (5 )  working 
days to notify the Region. 

iii) A n  employee who has complied with 
ii) above will have a further five (5) working 
days from the expiry of the time period in ii) 
above to return to duty. 
Employees notifying the Region within the said 
five ( 5 )  working days referred to in ii) above 
that they are unable to return to work within 
the prescribed time for a legitimate reason 
acceptable to the Region, will not have their 
name struck from the seniority 1ist.Their name, 

d) 
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however, may be passed over and the next in 
line in seniority may be recalled. 
These time limitations may be extended in 
writing for valid reasons such as sickness certi- 
fied by a doctor's certificate, death in the imme- 
diate family, accident, and other legitimate rea- 
sons acceptable to the Region. 
Absence from work without an excuse accept- 
able to the Region for a period of more than 
three (3) consecutive working days. 

8.07 a) The promotion or transfer of employees to 
positions outside the bargaining unit is not 
covered by this Agreement, and shall not be 
subject to the terms of this Agreement except 
that such employees will retain their seniority 
after promotion or transfer for a maximum of 
sixty (60) calendar days, and if demoted or 
transferred for any reason to a position which 
is subject to this Agreement, such employee 
shall be given the seniority credit they had at 
the time of the promotion or transfer outside of 
the bargaining unit provided such demotion or 
transfer is within the sixty (60) days specified 
above. 
N o  employee shall be transferred or promoted 
to any position outside the bargaining unit 
against the wishes of the employee. 
The promotion or transfer of part-time or full- 
time employees to positions in either the CUPE 
Local 1656 full-time or part-time collective 

e) 

b) 

c)  
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agreements is covered by this Agreement. The 
transfer of seniority between these bargaining 
units shall be calculated as follows: 

i) A part-time employee who is selected for a 
full-time position covered by CUPE Local 1656 
full-time collective agreement shall receive 
credit for seniority earned in the part-time bar- 
gaining unit on the basis of 2080 regular hours 
being equal to one (1) year of service. For periods 
of less than one (1) year, the number of hours 
shall be prorated on the basis of eight (8) hours 
per day and five ( 5 )  days per week with any 
period of less than eight (8) hours counting as 
one (1) day. 
The resulting seniority shall be converted to a 
date and posted to the CUPE Local 1656 full- 
time seniority list. 
ii) A full-time employee who is selected for a 
part-time position covered by the part-time 
Collective Agreement of CUPE Local 1656 shall 
have their seniority posted as the most recent 
hire date to the CUPE Local 1656 part-time 
seniority list. 

8.08 The seniority dates of employees in area 
municipalities, boards or commissions which 
have been or will be assumed by the Region 
and come within the jurisdiction of this 
Collective Agreement, will be placed in their 
rightful chronological position that recognizes 
their former continuous full-time service on a 
combined list of 
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employees forming the total seniority list for all 
purposes, 

8.09 When a Regional employee who does not 
come under the scope of Local 1656, obtains a 
position that does come under the scope of 
Local 1656 without interruption of continuous 
service, the employee will serve a probationary 
period of exactly one-half (1/2) of the proba- 
tionary period established in the then current 
Local 1656 Collective Agreement. 
Seniority will not be obtained until after satis- 
factory completion of the probationary period 
and backdated to the most recent hire date 
within Local 1656. If the employee had not 
completed the probationary period in the pre- 
vious position, then the unused portion will be 
added on to the one half (1/2) period indicated 
above, however, the combined total shall not 
exceed the probationary period established in 
the then current Local 1656 ColIectiveAgreement. 
This Clause does not apply to an employee to 
whom Clause 8.07 or 8.08 applies. 

8.10 If an employee has resigned in writing without 
advance notice and has not revoked the resig- 
nation within three (3) consecutive working 
days following the date of the letter of resigna- 
tion, the resignation shall stand and be final. 
The Union shall be notified in writing as soon 
as possible of a revocation of any resignation. 
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Article 9 - lob Vacancies 
9.01 a) The Region will post for five (5) working 

days a notice of a new position or vacant position 
showing the department, the type of position 
and location for the initial hours of work, 
any required knowledge and/or education, 
skills, shift and wage rate, in order that the 
employees may have the opportunity of making 
written application for such positions. A copy 
of all job postings shall be sent to the 
Recording Secretary of the Union. 
No new employee(s) will be hired until con- 
sideration is given to any laid-off employees. 
Subsequent to interviewing qualified bargaining 
unit employees for vacancies, other qualified 
Regional applicants will be considered in the 
following sequence: 
i) probationary employees (CUPE Local 
1656) full-time 

ii) part-time employees covered by the CUPE 
Local 1656 part-time Collective Agreement. 
iii) temporary employees (CUPE Local 1656) 
full-time 
iv) other Regional employees from other bar- 
gaining units. 
Part-time employees shall be allowed to apply 
for full-time positions covered by the full-time 
CUPE Local 1656 Collective Agreement, and 
shall be governed by the applicable terms of 

b) 

c) 

d) 
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this Collective Agreement, and Articles 8.07 b) 
and 9.01 d) of the part-time Collective Agree- 
ment. 
No outside advertisement shall be placed or 
interviews conducted, until the applications of 
employees in the bargaining unit, and those in 
i), ii) and iii) above, have been fully processed. 

f) i) Employees wishing to apply for a 
posted position shall do so by using the 
internal application form as agreed 
between the parties. This form, and any 
information which is attached, will be 
used to select the candidate. Employees 
who make application for a position shall 
not be required to submit a resume with 
the application form in order to be consid- 
ered for the position. 
ii) All interview questions will be rele- 
vant to the qualifications, skills and abili- 
ties needed to perform the duties of the 
position. The Region shall ensure that 
uniform interview questions are asked of 
all applicants for the position. Upon 
request, the Region will supply the appli- 
cant with a summary  of their own screening 
or interview results. 
iii) All interviewing and selection for posi- 
tions shall only be conducted by members 
of Human Resources and management. 

e) 
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9.02 a) Employees who are successful in their 
application for a job posting in accordance 
with the provisions in this Collective Agreement 
can only get an extension of whatever start 
date is required by the Region, if the employee 
makes written request to the Assistant CAO, 
Human Resources or designate stating reasons 
that in the opinion of the Region are acceptable. 
A written reply will be given to the employee. 
Any extension granted will not exceed a once 
only maximum period of forty (40) working 
days under any circumstances. 
An unsuccessful senior applicant, if requested 
of the Assistant CAO, Human Resources or des- 
ignate in writing, will receive a written expla- 
nation of the choice made, provided the written 
request is actually received in the Human 
Resources Department, within five ( 5 )  working 
days from the date the employee is notified of 
being unsuccessful. 

9.03 When the Region determines there is a need to 
fill a temporary vacancy, such as those caused 
by an employee's absence owing to accident, 
injury, illness, vacation, leaves of absence and 
temporary tmnsfer, it shall be filled in the 
following manner: 
Vacancies of less than four (4) months shall be 
filled by the senior qualified available employee 
at the worksite or group. 

Vacancies that still exist at the end of the four 
(4) month period must be posted and filled in 

b) 

a) 

b) 
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accordance with the seniority provisions of 
this Collective Agreement. 
Temporary vacancies that still exist after 
the posting of the position as set out in 
9.03 b) where no full-time employee has 
been selected shall be made available to 
quatified part-time employees on the basis 
of seniority in the part-time bargaining 
unit. Following completion of the full- 
time temporary vacancy period, the part- 
time employee shall return to their former 
position without loss of seniority. 
Subject to Clause 8.06 c) it is understood that 
returning employees will be able to bump any 
other less senior employees upon their return, 
but must already possess the necessary skill 
and ability to perform the work available, with 
a five ( 5 )  working day orientation period and 
not training as defined inMcle 8.03 a) 0.Employees 
shall be allowed to bump to a higher paid clas- 
sification. In the event the returning employee 
cannot bump any other employee, the returning 
employee will automatically be considered on 
layoff. 

9.04 Nothing in this Article shall be construed as 
restricting the right of the Region to temporarily 
assign an employee to a job whlch qualifies for 
posting, for a period not exceeding thirty (30) 
calendar days, until the posting procedure has 
been complied with, and arrangements have 
been made to promote the employee selected 

c) 

d) 
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to fill the vacancy and to be assigned to the job 
concerned. 

9.05 a) i) In the event successful applicants wish 
to return to their former position within a period 
of up to fifteen (15) continuous working days, 
or proves unsatisfactory to the Region during 
the trial period of up to twenty-five (25) con- 
tinuous working days, they shall be returned to 
their former position without loss of seniority. 
Longer periods of time, as outlined above, may 
be mutually agreed upon in writing, between 
the Director of HR Services or designate, the 
employee and the Union. Any other employee 
promoted or transferred as a result of the re- 
arrangement of jobs, shall be returned to their 
former position without loss of seniority. 
ii) In the event that employees during the trial 
period are returned to their former positions, 
and such positions (or other positions if other 
employees were moved as a result of the original 
position change) are filled by new employees, 
the new employees will either be laid off until 
a suitable position becomes available, or for 
thirty (30) calendar days, whichever is the lesser, 
at which time the newly hired employee will 
be terminated if no suitable position is available. 
It is agreed that successful applicants of the job 
bidding procedure will not be permitted to re- 
apply for a posted job for a period of six (6) 
months from the date of official acceptance 
notification to the employee unless a written 

b) 
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request is made to the Assistant CAO, Human 
Resources or designate and is actually received 
in the Human Resources Department prior to 
the expiration of the job posting and written 
permission is received from the Assistant CAO, 
Human Resources or designate or the Director 
of HR Services or designate. The date of 
receipt of such written request in the Human 
Resources Department office will serve as the 
date of the application for the job posting. 
The Region agrees to post on all approved bul- 
letin boards, the outcome of all job postings 
within fifteen (1 5 )  working days of the expira- 
tion date of the posting.The Region will, with- 
in thirty (30) working days of a position 
becoming vacant, notify the Union, in writing, 
if the vacancy is not to be filled. 
Permanent full-time employees covered by this 
Agreement who have given good and faithful 
service to the Region, who, through advancing 
years or temporary disablement are unable to 
adequately perform their regular duties, may be 
given the preference of any light work available 
at the wage rate payable and/or hours required 
at the time for the position to which they are 
assigned or to any lesser rate and/or hours that 
may be jointly agreed upon by the Region and 
the Union, and without regard to the seniority 
provision of this Agreement, except that such 
employees may not displace employees with 
more seniority. This provision is not to be 

9.06 

9.07 
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construed as a guarantee by the Region to 
retain all or any employees who cannot perform 
their regular duties. Each case will be decided 
individually and termination of employment 
could result if the employee's performance is 
sufficiently reduced or if there is no suitable 
light work available. 

9.08 In the event that a new or changed job classifi- 
cation is decided upon by the Region as necessary 
to its operation, then the job description, job 
title, and rate of pay shall be determined by the 
Region.The Region shall, within ten (10) days 
from the decision of Regional Council, notify 
the Union by registered, certified, or hand deliv- 
ered mail of the action taken, with a copy of 
the job description.The job shall be posted in 
accordance with Article 9.01. If no formal 
protest is lodged in writing to the Region by 
the Union within thirty-one (3 1) calendar days 
of the date of such notice, the new or changed 
occupational classification shall be deemed to 
have become a modification ofAppendix " A  of 
thisAgreement. In the event that a formal written 
protest is made by the Union within the thirty- 
one (31) calendar day time limit, the parties 
shall arrange for a meeting within thirty-one 
(3 1) calendar days of the receipt of the Union's 
objection for the purpose of endeavouring to 
resolve any differences. If such differences 
between the parties are not resolved by this 
means, then the dispute may be submitted to 
arbitration in the same manner as a grievance. 
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Article 10 - Correspondence 

10.01 All correspondence between the parties arising 
out of the Agreement or incidental thereto, shall 
pass to and from the Director of HR Services or 
designate of the Region, and the President and 
Recording Secretary of the Local Union, with a 
copy to the Assistant CAO, Human Resources or 
designate of the Region and a copy to The Canadian 
Union of Public Employees, 1 120 Victoria Street 
North, #204, Kitchener, Ontario, N2B 3T2. 

Article 11 - Union Regwesentation 
1 1.01 a) The Region agrees to recognize the following 

representatives of the Union: 
i) A bargaining committee of not more than 
five (5) employees. 
ii) A grievance committee of not more than 
three (3) employees. 
iii) "welve (12) stewards as outlined below. 
The stewards must be employed in the Divi- 
sion they are representing: 
# of Stewards Division 
1 Waterloo Landfill Site 
1 Waterloo Landfill Scales 
1 Cambridge Landfill Site 
1 Roads-Central Area (Airport) 
1 Water Maintenance-(Rural, 

Greenbrook, Cambridge) 
1 wateroperations(Mannheim) 
1 Traffic 
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1 North Dumfries 
1 Philipsburg 
1 Heidelberg 
1 Fleet Services 
1 Facilities Maintenance & 

Building Operations 

N0TE:The number of stewards and the division with- 
in which they are recognized may be changed 
at any time by mutual consent of the parties in 
writing. 
iv) If a steward is unavailable due to sickness, 
change of shift etc., an alternate steward may 
be selected by the employee needing assis- 
tance, from among the available stewards or 
from the top five ( 5 )  officers of the LocaLThe 
alternate chosen should be the physically closest 
available. 
The Union shall provide the Region with a list 
of such representatives and shall keep the list 
up to date. 
The Region shall provide the Union with a list 
of its supervisors and administration by July 1st 
of each year. 
Employees will not have to report for regular 
duties prior to any authorized negotiation, con- 
ciliation or arbitration meeting that occurs 
three (3) hours or less following the normally 
scheduled starting time of their shift. An 
employee would be required to report for 
work in an emergency. 



1 1.02 Probationary or temporary full-time employees 
shall not be eligible to serve as stewards or 
union committee members. 

11.03 The Union shall have the right at any time to 
have the assistance of a representative of the 
Canadian Union of Public Employees who, after 
obtaining permission, shall have access to the 
Region's premises in order to investigate or 
assist in a settlement of any matter arising out 
of this Agreement. Permission will be requested 
of the Assistant CAO, Human Resources or 
designate and such permission will not be 
unreasonably withheld. 

1 1.04 The Union acknowledges that the stewards and 
the committee members from among the 
employees will be required to efficiently perform 
their regular duties on behalf of the Region. 
Also that such employees will not leave their 
regular duties without first obtaining permission 
from their immediate supervisor to leave such 
regular duties, obtain permission from the 
supervisor of the division that they wish to go 
and assist in, and will report back to their 
immediate supervisor upon resuming their 
regular duties. In accordance with this under- 
standing, representatives of the Union who are 
granted time off during their regular work period 
to adjust a grievance or possible grievance, or 
meet with Region representatives on Union 
business, shall be paid for such time at their 
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regular rate, the combined total of which shall 
not exceed their regular daily hours of work. 

11.05 Meetings of a Union Committee, comprised of 
not more than four (4) employees, two of 
whom shall be part of the Union Executive, and 
the Region may be held as required at times to 
be mutually arranged, but not normally more 
often than once a month.The party requesting 
the meeting shall make a request in writing and 
shall at the same time advise the other party of 
the matters it wishes to discuss. It is agreed that 
such meetings are for the purpose only of 
discussing matters of mutual interest and for 
the free exchange of information. It is not the 
intent of this provision to replace or circumvent 
the grievance procedure contained in this 
Collective Agreement. 

Article 12 - Grievance Procedure 
12.01 It is the mutual desire of the parties hereto that 

complaints of employees shall be adjusted as 
quickly as possible. Such complaint shall be 
acted upon in the following manner and 
sequence: 

Stev 1 

Within 5 working days of the circumstances 
giving rise to the grievance have occurred, 
the grievor, accompanied by their Steward, 
shall meet with their Supervisor, Superin- 
tendent or manager, thereby providing an 
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opportunity to adjust their griemce. The Steward 
shall identify this meeting as a Step 1 
grievance meeting. Such grievance shall be 
discussed with the Supervisor and Superinten- 
dent or Manager. The Supervisor, Superin- 
tendent or Manager shall deliver a written 
response to the Chief Steward within five 
(5) days of the grievance meeting. 
Failing settlement, the grievance may, within 
five ( 5 )  working days following receipt of the 
response from the Supervisor and Superintendent 
or Manager, then be referred to Step 2. 

Step 2 

The Grievance Committee or a member thereof, 
may submit a written grievance to the Director 
of HR Services or designate.The grievance, 
signed by the aggrieved employee and/or the 
steward or union representative, must contain 
the nature of the grievance, the remedy sought 
and the section or sections of the Agreement 
which are alleged to have been violated. 

The Director of HR Services or designate shall 
convene a meeting, which would include the 
Commissioner and appropriate management and 
union representatives, within ten (1 0) working 
days from the date on which the grievance is 
received by the Director of HR Services or 
designate. The written decision shall be deliv- 
ered to the Chief Steward within five (5) work- 
ing days from the date on which the meeting 
was held under Step 2. 
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Special Note: 
In the event a grievance concerns an area of 
work which is not the employee's normal area, 
a grievance in such case shall be forwarded to 
the appropriate management representatives. 
The employee shall at all times be represented 
by their Steward or designate in meetings with 
the Region's representatives concerning their 
grievance. 

12.02 The Region w, at its discretion, refuse to consider 
a grievance, or having considered it, refuse to 
agree to the arbitration of any matter, the 
alleged circumstances of which occurred more 
then ten (10) working days prior to the filing of 
the grievance in writing at Step 1. 

12.03 Any difference arising directly between the 
Region and the Union involving the interpretation, 
application or alleged violation of this Agree- 
ment may be submitted in writing by either 
party and dealt with as a grievance commencing 
at Step 2 of the grievance procedure. 
Any grievance by the Region or the Union as 
provided in this paragraph, shall be commenced 
within thirty-five (35) calendar days of the date 
of occurrence. No union grievance shall be pre- 
sented at Step 2, which an employee, or a 
group of employees could normally process as 
an individual employee grievance, or a grievance 
of a group of employees. 
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12.04 Failing settlement under the foregoing procedure 
of any grievance between the parties, arising 
from the interpretation, application, or alleged 
violation of thisAgreement,including any question 
as to whether the matter is arbitrable, such 
grievance may be submitted to arbitration, as 
set forth in the arbitration article of this 
Collective Agreement. 
If no written request for arbitration is received 
by the Director of HR Services or designate 
within frfeen (1 5) working days after the decision 
under Step 2, is given, it shall be deemed to 
have been settled and not eligible for arbitration. 

12.05 It is agreed that grievances and replies to griev- 
ances shall be in writing at Step 2.The grievance 
of an employee or a group of employees that 
has been settled at Step 1 to the satisfaction of 
the grievor(s) cannot be subsequently 
processed by the Union through the remaining 
steps of the grievance and arbitration procedures. 

12.06 All agreements reached under the grievance 
procedure between the representatives of the 
Region and the representative of the Union will 
be final and binding upon the Region and 
Union and the employee(s). 

12.07 No adjustment affected under the grievance 
procedure or arbitration procedure shall be 
made retroactive prior to the date of the occur- 
rence which resulted in the grievance being 
filed.This Clause shall not prevent the adjustment 
of pay caused by clerical errors in computation. 
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12.08 Where no answer is given to the grievor(s) 
within the time limit specified in the grievance 
procedure, the grievor(s) shall be entitled to 
submit the grievance to the next step of the 
grievance procedure. 

12.09 Working day as used in thiskticle and the Dis- 
charge Article, shall mean a day other than Sat- 
urday, Sunday or a specified paid holiday. 

12.10 A grievance that is not submitted to the next 
step within the time limits shall be deemed to 
be settled and disposition shall be as per the 
reply given at the preceding step. 

12.11 The time limits fixed in both the grievance and 
the arbitration procedures, may be extended 
only by mutual consent in writing of the parties 
to this Agreement. 

1 2.1 2 Any grievances involving a notice of layoff, 
or denial of a bump shall be filed at Step 2 
of the grievance procedure. 

Article 13 - ReDreSentatiOn, DisciDline, 
Sumension and Discharge 

13.01 a) An employee shall be accompanied by a 
union representative at any meetings in which 
he/she believes disciplinary action may be dis- 
cussed. 
Notice of the discharge or suspension shall be 
forwarded to the employee by registered or 
certified mail, or hand delivered mail to the last 
known address on file with the Human 

b) 
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Resources Department, with a copy to the 
Union Secretary, and The Canadian Union of 
Public Employees, 1120 Victoria Street North, 
Kitchener, Ontario, N2B 3T2. 
No disciplinary document shall be placed on 
the employee's file which has not been first 
shown and a copy given to the emp1oyee.h 
employee, or their representative, shall have 
the right to have access to, make copies, and 
review their personnel file.The employee shall 
have the right to respond to any document on 
the personnel file, and such reply shall be part 
of the record. 
All disciplinary letters, including letters 
recordhg verbal warnings and documents 
related to the discipline shall be removed 
from the employee's file after twenty-four (24) 
months. 
A copy of all disciplinary letters given to 
employees shall be sent to the Recording 
Secretary of the Union. 

e) The Region shall notify an employee 
normally within ten (1 0 )  working days of 
becoming aware of an external complaint 
regarding the employee's work. If the 
complaint is in writing a copy of such 
complaint will be given to the employee, 
while protecting the identity of the 
Complainant. 

c) 

d) 
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13.02 A claim of unjust discharge or suspension by 
any employee with seniority shall be treated as 
a grievance if a written statement of such grievance 
is lodged at Step 2 of the grievance procedure 
within five ( 5 )  working days after the employee 
ceases to work for the Region, and the first step 
of the grievance procedure will be omitted in 
any such case.The Commissioner of the appro- 
priate department or the head of the depart- 
ment or designate must be present at any dis- 
charge grievance. Such special grievance may 
be settled under the grievance and arbitration 
procedures by: 
confirming the Region's action in dismissing 
the employee; 
or 
re-instating the employee with full compensa- 
tion and seniority for the time lost; 
or 
by any other arrangement which is just, in the 
opinion of the parties, or the arbitrator, if 
appointed. 

13.03 No employee shall be transferred out of 
their classification, shift, assignment or 
work location without just cause. 

a) 

b) 

c)  

Article 14 - Arbitration 
14.01 It is agreed by the parties hereto that any dif- 

ference of opinion relating to the interpretation, 
application, administration or alleged violation 



of thisAgreement which cannot be settled after 
exhausting the grievance procedure shall be 
settled by arbitration as defined in Section 48, 
subsection 2 of the Ontario Labour Relations 
Act. It is understood that any question as to 
whether a matter is arbitrable may also become 
the subject for arbitration. 

14.02 No person shall be selected as an Arbitrator 
who: 

i) is acting, or has been in the period of six 
(6) months preceding the date of his appoint- 
ment, acted in the capacity of solicitor, legal 
advisor or counsel of either of the parties. 

ii) has any pecuniary interest in the matters 
referred to the Arbitrator. 

14.03 The parties will jointly share the expenses of 
the Arbitrator, if any. 

14.04 The time limits fixed in both the grievance and 
the arbitration procedures, may be extended 
only by mutual consent in writing of the par- 
ties to this Agreement. 

14.05 At any stage of the grievance or arbitration pro- 
cedure, the parties may have the assistance of 
the employee(s) concerned as witnesses and 
any other witnesses, and all reasonable arrange- 
ments will be made to permit the conferring 
parties or thehbitrator have access to any part 
of the Region's premises to view any working 
conditions which may be relevant to the settle- 
ment of the grievance. 
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14.06 The decision of the Arbitrator shall be binding 
on both parties. The Arbitrator shall not have 
any power to alter, mode, amend or change 
any of the provisions in this Agreement, or to 
substitute any new provisions for any existing 
provisions, or to add any new provisions, nor to 
give any decision which is inconsistent with 
the terms and contents of this Agreement. 

14.07 It is agreed that a representative of C.U.EE. may 
be present at all stages of the grievance and 
arbitration procedures if requested by either 
Party. 

14.08 No matter may be submitted to arbitration 
which has not been properly carried through 
the grievance procedure within the time limits 
prescribed in this Agreement, unless otherwise 
mutually agreed upon in writing by the parties. 

Article 15 - Specified Holidays 
15.01 a) Each employee who has completed thirty 

(30) calendar days or more continuous service, 
is entitled to eleven (1 1) paid specified holidays 
regardless of the day on which the holiday 
occurs. 
The holidays to which this will apply are: 

New Year’s Day Civic Holiday 
Labour Day Thanksgiving Day 
Good Friday Remembrance Day 
Easter Monday Christmas Day 
Victoria Day Boxing Day 
Canada Day 



b) Each employee who has completed thirty (30) 
calendar days or more continuous service prior 
to the third Monday in February, is entitled to a 
floating holiday in lieu of Heritage Day. In the 
event that Heritage Day is declared a national 
and/or provincial holiday, the floating holiday 
will be discontinued. 
The floating holiday shall be taken at a time in 
the calendar year mutually agreed upon 
between the employee and the employee's 
supervisor and scheduled a minimum of two 
(2) weeks in advance. In the event scheduling 
of the holiday is in dispute the matter may be 
referred to the Director of HR Services or 
designate and the employee's supervisor for 
resolve. 

1 5.02 In the event that an employee is absent &om 
their scheduled working day immediately 
prior to and following the holiday, and 
the employee presents a reasonable excuse 
for such absence (not including extended 
unpaid leaves or Long Term Disability), 
they shall be paid. 

15.03 a) Employees who are regularly scheduled to 
work on a paid holiday shall receive pay for 
such work at the rate of two and one half (2 
1/2) times their regular rate. Employees who 
are regularly scheduled to work on a paid holi- 
day shall receive pay for such work at the rate 
of three (3) times their regular rate for Christmas 
Day only. 

37 



b) Instead of receiving two and one half (2 1/2) 
times their regular rate for working on a paid 
holiday, employees may receive one and one 
half (1 1/2) times their regular rate, and a paid 
lieu day at their regular rate, subject to all of the 
following mandatory conditions: 

i) the request must be in writing from the 
employee, and received by the appropriate 
supervisor at least five ( 5 )  working days before 
the actual date of the paid holiday in question. 
The employee will record hidher choice on 
the appropriate time sheet or attendance form. 
ii) approval is at the discretion of the Region, 
and will be given in writing by the appropriate 
supervisor. 
iii) the lieu day to be taken off must be 
requested within ninety (90) calendar days 
from the actual date of the paid holiday in question. 
iv) if the approved lieu day is not taken within 
said ninety (90) calendar days, it shall be paid 
to the employee at the employee's rate in 
effect on the actual date of the paid holiday in 
question. 

15.04 Employees who are absent on a paid holiday 
for which they are scheduled to work shall forfeit 
all pay for the holiday unless such absence is 
due to illness certified by a doctor's certificate 
that is submitted upon return to work. 

15.05 In the event of a paid holiday falling within an 
employee's vacation period, such employee 



shall be granted an additional day of vacation at 
a mutually agreed upon time. 

15.06 When any of the specified holidays in this Article 
fall on an employee's scheduled day off, the 
employee shall receive another day off with 
pay at a time mutually agreed upon between 
the employee and the Region, but in any event 
within ninety (90) calendar days of the holiday, 
except when a specified holiday such as Canada 
Day, Remembrance Day, Christmas day, Boxing 
Day or New Year's Day fall on a Saturday and/or 
Sunday, when agreement as to lieu days will be 
between the Union and the Region if not covered 
by law. If mutually agreed, employees entitled 
to a lieu day may receive a day's pay at their 
regular rate instead of the lieu day. 

15.07 Employees who are not on their regularly 
scheduled day off but who are scheduled off in 
recognition of the holiday on the actual day of 
the specified holiday shall, if called in, receive 
their regular day's pay for the holiday and in 
addition shall receive two times (2) their regular 
rate for all hours worked subject to the call-in 
provisions of this Collective Agreement. It is 
the intent of this Clause that an employee will 
receive double time for all hours worked when 
the call-in is on a Saturday or Sunday when 
either of these days is the actual day of the holiday. 

1. Three Dav Weekend 
(i) When Saturday is the actual day of the holiday. 

- Saturday is at double time. 
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- Sunday is at double time. 
- Monday is at double time (as lieu day). 

- Saturday is at time and one-half. 
- Sunday is at double time. 
- Monday is at double time (as lieu day). 

The Four Dav Easter Weekend 
- Good Friday is at double time. 
- Saturday is at time and one-half. 
- Sunday is at double time. 
- Easter Monday is at double time. 

(ii> When Sunday is the actual day of the holiday. 

2. 

3. Christmas/Boxine Dav Weekends 
(i) When Friday is Christmas Day and Saturday 
is Boxing Day. 

- Friday is at double time. 
- Saturday is at double time. 
- Sunday is at double time. 
- Monday is at double time (as a lieu day). 

(ii) When Saturday is Christmas Day and Sunday 
is Boxing Day. 

- Saturday is at double time. 
- Sunday is at double time. 
- Monday is at double time (as a lieu day). 
-Tuesday is at double time (as a lieu day). 

(iii)When Sunday is Christmas Day and Monday 
is Boxing Day. 

- Saturday is at time and one half. 
- Sunday is at double time. 
- Monday is at double time. 
-Tuesday is at double time (as a lieu day). 

15.08 Employees who are regularly scheduled to 
work and do work their full shift on a statutory 
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holiday shall if called in, receive two (2) times 
their regular rate for all call-in hours worked 
that occur within the twenty-four (24) hour 
calendar day of the holiday; and subject to the 
call in provisions contained in the Collective 
Agreement. 

Article 16 - Vacation 
16.01 a) Employees shall receive annual vacation 

with pay according to their length of service as 
set out below. Vacation shall be determined 
within the current calendar year and shall be 
taken in the current calendar year subject to 
Article 16.04 below: 

Length of Service Vacation Entitlement 
Less than one (1) continuous One (1) day per 
year of service. completed calendar 

month of service. 
(maximum of ten (1 0) 
working days) 

Not less than one (1) year of Two (2) weeks. 
continuous service but less 
than three (3) years of con- 
tinuous service. 

Not less than three (3) years ' U ~ e e  (3) weeks. 
of continuous service but less 
than nine (9) years of 
continuous service. 
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Length of Service Vacation Entitlement 
Not less than nine (9) years of Four (4) weeks. 
continuous service but less 
than sixteen (16) years of 
continuous service. 

Not less than sixteen (16) Five (5) weeks. 
years of continuous service 
but less than twenty-four (24 )  
years of continuous service. 

Not less than twenty-four (24)  Six (6) weeks. 
years of continuous service. 

b) One additional day of vacation for each addi- 
tional year of continuous service after the 
twenty-four (24) years specified above, shall be 
granted, to a maximum of one (1 )  additional 
week [five (5) working days]. 

16.02 a) Employees whose more recent employ- 
ment start date makes them eligible for two (2) 
weeks of vacation only, will receive the greater 
Of: 

i) 4% of wages (including overtime) earned 
within each 12 (twelve) month period ending 
on the employee's anniversary date of employ- 
ment or; 
ii) two (2 )  weeks of vacation pay calculated 
on the normal wages being received at the 
employee's anniversary of employment start 
date. 
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Footnote: If a greater amount occurs due to i) above, 
then this amount will be paid on the first pay day in 
January of the following year less the amount paid for 
the two (2) weeks of vacation. 
b) Employees eligible for three (3) weeks or more 

of vacation shall receive vacation payment on 
overtime paid within the calendar year on the 
first pay day in January of the following year as 
follows: 
4% based on 3 weeks vacation entitlement 
6% based on 4 weeks vacation entitlement 
8% based on 5 weeks vacation entitlement 
10% based on 6 weeks vacation entitlement 
12% based on 7 weeks vacation entitlement 

16.03 a) Not more than two (2) consecutive weeks 
vacation may be taken at a time, during the 
months of July,August and September. Howev- 
er, if the holiday(s) of another employee(s) is 
not affected in any way and efficient operation 
can be maintained, the Region will allow a 
longer vacation than two (2) consecutive 
weeks during the three (3) months stipulated 
in this Clause. 
The employee shall be permitted to take up to 
three (3) consecutive weeks vacation during 
the months from October to June. 
The employee may be permitted to take more 
than three (3) consecutive weeks vacation dur- 
ing the months from October to June, with the 
agreement of the supervisor. 

b) 

c) 
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16.04 a) Employees with three (3) and more weeks 
of vacation shall be permitted to carry over up 
to one (1) week of vacation into the following 
calendar year. 
Employees shall be permitted to carry over up 
to one (1) week of vacation into the following 
calendar year. Employees may be permitted to 
carry over more than one week of vacation 
into the following calendar year with the agree- 
ment of the supervisor. 

16.05 a) Vacations will be scheduled at such time of 
the year as is found most suitable considering 
both the wishes of the employee and the 
Region; however, they will be scheduled in 
such a manner as to provide a fair distribution 
of the number of employees absent at any one 
time. 
The following areas will be recognized for pur- 
poses of determining vacation scheduling: 
a) Stockkeeper 
b) Mechanics (Light) 
c) Mechanics (heavy) 
d) Doon Heritage Crossroads 
e) Facilities Mtce. 13 Operations 
0 Cambridge Landfill Site 
g) Waterloo Landfill Site 
h) Elmira Water (Rural) 
i) Kitchener Water 
j) Kitchener Water (Inside) 
k) Cambridge Water 

b) 

:I. 

b) 
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I) Roads 
m) Traffic 
n) Airport 

16.06 a) Employees with the greater length of ser- 
vice within each work site will have first 
choice of vacation dates, provided they indi- 
cate their preference before April 1st in order 
that the vacation schedule may be posted by 
June 1st. 
Employees not submitting a request by April 
lst, shall submit a request at least two (2) 
weeks in advance and the employee shall, in 
accordance with staffing requirements, be 
granted vacation in the available time slots on a 
first come first served basis. Requests for vacation 
for periods of less than five ( 5 )  days may be 
granted upon provision of one (1) weeks 
notice. Requests on shorter notice may be 
granted upon mutual agreement of the employee 
and the supervisor. 

16.07 Notwithstanding the vacation entitlement in 
Article 16.01,an employee who has taken vacation 
time and terminates his/her employment 
before the end of the calendar year shall have 
any unearned portion of vacation leave deducted 
from his/her termination pay. An employee 
who has not taken all of the vacation time to 
which he/she is entitled shall be paid on ter- 
mination the proportionate amount of vacation 
to which he/she is entitled except that in the 
case of an employee with less than one (1) year 

b) 
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of continuous service, vacation shall be calcu- 
lated at four percent (4%) of earnings. 

16.08 Employees who have been absent without 
pay for any reason, except for maternity 
leave, parental leave, adoption leave or union 
leave for more than forty-five (45) working days 
shall receive a pro-rata reduction in their 
vacation pay entitlement. 

16.09 Vacation pay for temporary full-time employees 
shall be four (4%) percent of earnings and shall 
be calculated,added and paid for each pay period. 

16.10 Probationary employees will not have vacations 
scheduled within the probationary period. 

16.11 A n  employee who is on vacation at the 
time of a bereavement for which the 
employee is entitled to three (3) or five ( 5 )  
days bereavement leave shall not have 
their vacation credits reduced for such 
absence. The period of the vacation so dis- 
placed shall be either added to the employ- 
ee's vacation period or reinstated to the 
employee to be taken as vacation at a later 
date, as mutually agreed between the 
employee and the supervisor. 

Article 17 - Leave of Absence 
Union Business 

17.01 a)Leave of absence without pay and without 
loss of seniority shall be granted upon 
request to the Region to employees elected 
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or appointed to represent the Union at union 
conventions or seminars and provided such 
leave of absence does not interfere with efficient 
operations. Such time shall not exceed ninety 
(90) working days in any calendar year and not 
more than five (5 )  employees shall be permit- 
ted to be absent at any one time. Such requests 
shall be in writing from the Secretary of the 
Local to the Director of HR Services or desig- 
nate as far in advance as possible and shall con- 
tain the names of the appointed employees 
plus dates of the meeting. 

The Region shall grant leave of absence with- 
out loss of pay, benefits, or service credits to 
members of the union negotiating committee 
who participate in negotiations. 

The Region shall continue the wages and bene- 
fit coverage of employees on Union leave of 
absence, and the Union shall re-irnburse the 
Region for wages and not employee benefits 
paid to union representatives or members 
where such leave is without pay, except as pro- 
vided in 17.01 d). 

When an employee is elected or appointed to 
office or a staff position with The Canadian 
Union of Public Employees, upon request, 
he/she shall be granted a leave of absence with- 
out pay and without loss of seniority or benefits 
for up to two (2) years. During such leaves of 
absence, wages and benefits shall be kept 

b) 

c) 

d) 
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whole by the Region and the Union agrees to 
reimburse the Region for such wages and the 
Region's contribution to said benefits. 

The employee agrees to notify the Region of 
the employees's intention to return to work 
within two (2) weeks following termination of 
office for which the leave was granted.At the 
end of such leave, any employee hired or 
placed as a substitute for the employee on such 
absence, may be terminated or laid off by the 
Region as required, or be transferred to the 
employee's previous position, if the substitution 
was a transfer. 

e) 

0 

Personal Leave 
17.02 The Region may grant a leave of absence with- 

out pay and without loss of seniority to 
employees for legitimate personal reasons. A 
request for such leave shall be made in writing 
to the employee's department head as far in 
advance as possible and the granting of such 
leave must have the approval of both the 
department head and the Assistant CAO, 
Human Resources or designate. 

All leaves of absence underArticle 17.01 shall 
be without loss of seniority. 

Jurv Duty 
17.03 a) Permanent full-time employees who are 

required to serve as jurors or witnesses in any 
court, shall be granted leave of absence for this 
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purpose. Such leave shall not constitute a break 
in service for the calculation of seniority or 
sick leave credits. Upon completion of the jury 
or witness service such employee shall present 
to their department head a certificate satisfactory 
to the Region, showing the period of such service. 
Such employees will be paid their full salary or 
wage for the period of such jury or witness service 
provided they shall deposit with the Assistant 
CAO, Human Resources or designate the full 
amount of compensation received, excluding 
mileage and travelling expense, and an official 
receipt thereof. 
For the purposes ofArticle 17.03 a) above, trav- 
elling expenses shall be deemed to be pay- 
ments received which have been identified to 
cover mileage payment, air or ground trans- 
portation charges incurred to get to the site of 
the hearing, plus any reimbursement for meals 
and/or lodging, as detailed on the cheque stub 
issued by the courts. 

b) 

Bereavement Leave 
17.04 Leave of absence with pay shall be granted to 

an employee who is scheduled to work, and 
shall not be paid for those days the employee 
was not scheduled to work, for the purpose of 
arranging and/or attending a funeral or memorial 
service as follows: 

Relationship Entitlement 

mother 3 days 
father 3 days 

(working days with pay) 

49 



brother 3 days 
sister 3 days 
mother-in-law 3 days 
father-in-law 3 days 
spouse 5 days 
child 5 days 

(If requested by the employee, the Region will grant 
up to ten (10) working days without payment for the 
relations listed above). 

own grandparent 
spouse's grandparent 
own grandchild 
spouse's grandchild 
brother-in-law 
sister-in-law 
daughter-in-law 
son-in-law 

2 days 
2 days 
2 days 
2 days 
1 day* 
1 day* 
1 day* 
1 day* 

*(to attend only the funeral or memorial service) 

Maternity. Adoption and Paternity Leave 
17.05 a) Maternity Leave 

An employee will be granted unpaid pregnan- 
cy leave, upon written request two (2) weeks 
prior to the leave beginning, and certification 
of a medical practitioner. The leave shall be 
granted for any period of up to seventeen (17) 
weeks immediately preceding the expected 
date of delivery stated on the certification.Total 
length of maternity leave shall not exceed 



seventeen (17) weeks, except under extenuating 
circumstances. 
An employee may return from such leave prior 
to the expiration of the seventeen (17) week 
date. Notice of said return to work must be 
provided at least two (2) weeks in advance of 
the date of return. 
An employee returning from maternity leave 
shall be reinstated in the employee's previous 
position and work location and shift, at a rate of 
pay not less than that which the employee was 
receiving at the time of the beginning of the 
leave of absence. 
The employee shall continue to accumulate 
seniority and service benefits during said 
maternity 1eave.The Region shall pay the pre- 
mium for all applicable benefits for the seven- 
teen (17) week maternity leave, except OMERS. 
The Region's contribution to OMERS will only 
be continued provided the employee gives the 
Region written notice that the employee will 
pay the employee's contribution, on an 
approved form provided to the employee by 
the Region. 

b) Parental Leave 
An employee will be granted unpaid parental 
leave for a period up to and including eighteen 
(18) weeks, upon request and verification of: 
i) the birth of the employee's child 
or 
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ii) the coming of a child into the custody, care 
and control of the parent for the first time. Par- 
ent is defmed as a person with whom a child is 
placed for adoption or a person who is in a 
relationship of some permanence with a par- 
ent of a child and who intends to treat the child 
as his or her own. 
The parental leave of an employee who takes 
maternity leave must begin when the maternity 
leave ends unless the child has not yet come 
into the custody, care and control of a parent 
for the first time. 
Parental leave must begin no more than thirty- 
five (35) weeks after the day the child is born 
or comes into the custody, care and control of 
a parent for the first time. 
The employee must provide the Region with at 
least two (2) weeks written notice of the date 
the leave is to begin.The employee shall con- 
tinue to accumulate seniority and service ben- 
efits during said parental leave. The Region 
shall pay the premium for all applicable bene- 
fits for the eighteen (18) week parental leave, 
except OMERS. The Region's contribution to 
OMERS will only be continued provided the 
employee gives the Region written notice that 
the employee will pay the employee's contri- 
butions, on an approved form provided to the 
employee by the Region. 
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c) Adoption Leave 
A n  employee will, upon request, be granted a 
further leave of absence for up to eight (8) 
weeks for the adoption of a child. Written 
notice for the additional leave must be provid- 
ed in conjunction with the notice of parental 
leave. 
The employee shall continue to accumulate 
seniority and service benefits during said adop 
tion 1eave.The Region shall pay the premium 
for all applicable benefits for the eight (8) week 
adoption leave, except OMERS. The Region's 
contribution to OMERS will only be continued 
provided the employee gives the Region writ- 
ten notice that the employee will pay the 
employee's contributions, on an approved 
form provided to the employee by the Region. 

d) Paternitv Leave 
A male employee shall be automatically granted 
a one (1) day unpaid leave of absence at the 
time of the birth of the employee's child. 

General 
17.06 Employees who take other gainful employment 

during absence from work due to illness, injury 
or authorized leave of absence, shall be deemed 
to have voluntarily quit their employment 
unless they have prior written permission from 
the Assistant CAO, Human Resources or desig- 
nate to take other employment.The purpose of 
this Clause is not to restrict an employee from 
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continuing part-time employment entered into 
prior to the illness, injury or authorized leave of 
absence or commencing part-time employment 
outside of what would normally be considered 
the employees scheduled working hours. 

Subject to the approval of the department head 
or the designated appropriate supervisor, an 
employee may attend courses, workshops, sern- 
inars and other similar professional meetings 
which are job related, without loss of pay benefits, 
and/or seniority. The Region will pay the 
required registration fees, travel and subsistence 
expenses in accordance with regional policies, 
upon presentation of required receipts. 
Whenever possible, the Region will prepay reg- 
istration fees. 

17.08 The Region and the Union have developed an 
approved Prepaid Leave Plan. The parties have 
entered into a Letter of Understanding as 
required by the Federal Ministry of Revenue, 
for the implementation of this plan, and this 
Letter of Understanding i s  attached as Appendix 
"C'  to this Agreement. 

17.07 Education Leave 

Article 18 - Hours of Work. Schedules, 
Breaks and Reporting 

18.01 a) The standard hours of work shall be eight 
(8) hours per day inclusive of a paid twenty 
(20) minute meal period, forty (40) hours per 
week.The regular work week shall be five (5) 
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days of eight (8) hours each Monday through 
Friday except for rotation or static shift opera- 
tions, with regular work week periods which 
shall not exceed eight (8) hours per day inclu- 
sive of the paid meal period, or forty (40) hours 
per week at regular basic rates.Where employees 
work on rotating shifts in an eight (8) week 
schedule, overtime payment will only apply 
when their hours worked exceed eight (8) 
hours in the day or forty (40) hours in a week. 
There will continue to be an eight (8) hour 
work day inclusive of a paid twenty (20) 
minute meal period. The twenty (20) minute 
meal period is inclusive of any wash-up time 
and of any travel time and will be taken on the 
job site. 

b) 

Schedules 

18.02 a) Scheduled hours of work shall be posted at 
least two ( 2 )  weeks in advance. In the case of a 
change in the posted shift, at the request of the 
Region, with less than forty-eight (48) hours 
notice for shift changes of fourteen (14) days 
or less duration, and fourteen (14) days notice 
for shift changes in excess of fourteen (14) 
days duration, the employee affected shall be 
paid time and one half (1 1 / 2 )  of his regular 
straight time pay for the first shift of the new 
schedule. Such premium shall not apply when 
the change is requested by an employee and 
consented to by the Region.& employee who 
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has worked overtime will not be required to 
take time off in lieu of payment. In the case of 
a change in the schedule or the posted hours 
of work, the Region agrees that such a change 
will not be made solely to prevent overtime 
payments. 
No new shifts shall be introduced and no existing 
shifts shall be changed without thirty calender 
days advance notice to the Union. 

If the Region decides that shift work is necessary 
for its operation in areas where shift work has 
not prevailed in the past, or where the 
Region proposes to create different shifts 
it shall do so in accordance with 18.02 b) 
then the Region shall give senior employees 
preference as to their choice of shifts. No 
senior employee shall be placed on a shift 
or have their shift changed while there 
are qualitied employees with less seniority 
to be placed on the shift that the Region 
proposes to create or in which it proposes to 
place employees. Notwithstanding the 
above, the Region has the right to establish 
a rotation system if it considers it necessary to 
do so, subject to consultation with the Union. 

A ten (10) minute rest period shall be granted 
to all employees during each half of their daily 
shift with such times at the discretion of their 
immediate supervisor. Rest periods will be 
taken on the job site. In the case of 

b) 

c) 

Breaks 
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Process/Scada Operators, breaks must be taken 
only as the exigencies of proper operation allow. 
A wash-up time of ten (10) minutes will be 
allowed at the termination of each full shift 
worked. 

Reoorting 
18.04 a) Employees who report for work at the reg- 

ular starting time, who have not previously 
been notified not to report, and who are laid 
off for any reason - such as inclement weather, 
equipment failure or material shortage - will 
receive pay for a minimum of four (4) hours at 
their regular rate of pay. If the employees are 
told to report back in the afternoon and are 
again laid off for any reason, they will receive 
pay for a minimum of two (2) hours at their 
regular rate of pay. 
- Note: For purposes of this Clause, reporting for 
work at the regular start time shall mean that 
the employee is physically present, ready for 
work, and properly attired to commence work. 
Proper attire shall include approved safety 
boots, hard hats etc., as required by the Occu- 
pational Health and Safety Act. 
Employees who report late for their shift shall 
not be deducted any pay for a period of less 
than five ( 5 )  minutes. Pay will be deducted for 
periods of lateness of five (5) minutes or more 
to the nearest exact frfteen (1 5) minutes that is 
longer. 

b) 
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Article 19 - Premium Pav and Allowances 

Overtime 
19.01 a) All hours worked in excess of the normal 

work day, the normal work week or on a spec- 
ified holiday, shall be considered as overtime 
and shall be paid for at the rate of time and one 
half (1 1/2), except as hereinafter provided. 
Work performed on specified holidays will be 
paid at time and one half (1 1/2) the basic rate, 
plus a regular days pay. Overtime work per- 
formed on Sundays or the second regular day 
off will be paid at double (2) the regular basic 
rate. Overtime work performed on Saturdays 
will be paid at time and one half (1 1/2) the 
regular basic rate. 
It is the intent of the foregoing that overtime 
will only be paid for time actually worked in 
excess of eight (8) hours in the day. 
Overtime rates will not apply for the first fifteen 
(1 5) minutes following termination of the regular 
shift. Should overtime exceed fifteen (15) min- 
utes the foregoing payment shall be retroactive 
to the commencement of the overtime period. 
Overtime worked that terminates within fifteen 
(1 5 )  minute periods shall be paid to the nearest 
exact fifteen (15) minutes that is longer. 

c) i) It is agreed that any overtime opportunities 
will first be offered to available qualified per- 
manent full-time employees. However, if a 
sufficient number of qualified permanent full- 

b) 
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time employees and qualified probationary 
employees cannot be obtained, then the 
Region may offer the extra work to temporary 
full-time and part-time employees, and failing 
this to anyone else selected by the Region.The 
Region will distribute overtime opportunities 
fairly among available qualified employees as 
set out in 19.01 e). 

Footnote: The word "available" shall mean available 
within a reasonable time and distance. 

For the purpose of overtime distribution, 
"qualified" shall mean possessing the 
necessary skill and ability to perform the 
overtime assignment in acompetent manner. 
ii) Full-time employees must be offered the 
available hours on a specified holiday before 
these available hours are offered to any part-time 
employees. However, if a sufficient number of 
qualified permanent full-time employees can- 
not be obtained, the Region shall then offer the 
available hours on the specified holiday to a 
part-time employee. 
Overtime shall not apply on regularly scheduled 
Saturday and Sunday shifts or when employees 
are scheduled to work Saturdays and Sundays 
to enable them to complete a full work week 
or when a change of scheduled shifts is 
arranged between employees, and is approved 
by the Region, which may necessitate employees 
working hours in excess of their normal work 
week. 

d) 
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e) The following general rules will apply in 
respect to the awarding of overtime in accor- 
dance withArticle 19.01 c). 
1. Each operations section shall be governed 
by the principle covering that section* as specified 
below. 
2. The Roads and Tdfic sections and the Airport 
shall be seen as three distinct operations.These 
three operations shall be considered as part of 
Transportation Operations for the purpose of 
overtime and overtime distribution. 
3. All overtime is subject to the ability of 
employees to meet qualifications of the classi- 
fications required. 

*Note: In the case of Roads, any canvassing for “op to r s”  
shall firstly be done in the section, then the division, 
then in the department, subject to qualifications. 

The following sections shall distribute overtime 
opportunities as follows: 

1. 

2 .  

3. 
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Stores - by rotation. 
Doon - stand-by rotation on weekends, and by 
rotation during the week. 
Water 
i) Process/SCADA - rotated among qualified 
operators off schedule in accordance with 
need and qualifications. 
ii) Field Maintenance - as on standby sched- 
ules, but excess hours are dealt with by rota- 
tion subject to location. 



4. Landfill 

i) Cambridge and Waterloo treated separately. 
ii) Transfer stations are covered off by either 
Cambridge or Waterloo yards. 

iii) Overtime shall be distributed on a rotational 
basis within each landfill site (ie. Waterloo, 
Cambridge) amongst available full-time employ- 
ees in each classification (ie. Scale person, Spotter, 
Labourer, etc.) 

If sufficient employees cannot be obtained, 
overtime will then be offered on a rotational 
basis to other qualified employees at the site 
where the work is available. 

If sufficient employees cannot be obtained, 
overtime will then be offered on a rotational 
basis in each classification at the other work 
site. 

Special event days (ie. HHW, compost give- 
away) overtime will be awarded on a rotational 
basis starting with the most senior employee 
following posting of a volunteer sign-up sheet 
two times per year (May 1 and November 1 .) 

Should an employee decline overtime opportu- 
nities outside their classification it will not be 
counted against the employee in their rotation. 

iv) 

v) 

61 



5 .  Traffic 
i) Selected classifications, e.g. Traffic Techni- 
cians and Traffic Signal Repairers, are on stand- 
by which is rotational. 
ii) All others are rotational. 

6. Roads 

i) For specialty vehicles, e.g. gradall, back- 
hoe, grader, vacuum sweeper; regular operator 
will be called first. 

ii) When full coverage of plow or salt routes is 
required all regular operators shall be called 
first and should any of them not be available, 
the wingperson assigned to that particular 
vehicle or route shall be called and should any 
of them not be available, then the selection 
shall be made according to seniority in the 
patrol area. 
When a partial call-in is required (ie. all operators 
are not required or a number of employees are 
already at work on their regular shift) the call- 
in procedure will be rotational amongst the 
regular operators or wingpersons in the patrol 
area. 
iii) A list shall be made up of those employees 
wishing to be called.The list is to be signed by 
May 1st and November 1st of each year. 

7. Mechanics 
i) Landfill - generally get Landfill equipment 
overtime. 



ii) Heavy Equipment - at Operations Centre go 
on stand-by for winter months (hours) and 
rotational all other times. 
iii) Light Mechanics - planned overtime and all 
are asked, and otherwise, according to rotation. 

8. Airport: 

i) In addition to full-time Airport employees, 
employees in Transportation Operations who 
wish to be scheduled or called in for overtime 
work at the Region of Waterloo Airport must 
obtain the necessary qualifications.The Region 
shall provide the necessary training to employ- 
ees listed below. 

ii) Employees in Transportation Operations who 
wish to be called in for overtime work shall sign 
the “airport sign-in list” by May 1st of each year. 

iii) From this list the five (5) most senior 
employees will be selected to receive training. 
Upon successful completion of the required 
training and when licensed, these employees 
shall be placed on the “Airport Operator call-in 
list”. Should any of the employees selected for 
training not successfully complete the training 
and obtain their license, they shall be replaced 
by selecting additional employees from the 
“Airport sign-up list” and shall be allowed to 
take the next available training.There shall be a 
maximum of five (5) employees on the “Airport 
Operator call-in list”. 
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iv) Overtime shall be rotated first amongst full- 
time airport employees and then employees in 
Transportation Operations on the "Airport Operator 
call-in list". Should insutFent numbers of employees 
from the above not be available, then the Region 
may select anyone else who is trained and licensed. 

v) Should an employee no longer wish to 
remain on the "Airport Operator call-in list" the 
employee shall notify the Airport Manager.This 
employee shall be removed from the list and 
the next most senior employee on the sign up 
list shall be provided with training at the next 
available opportunity. 

Persons on sick leave of any duration (exclud- 
ing family leave) or vacation that exceeds one 
day are not considered available for overtime 
until they return to work the following sched- 
uled shift after their vacation period or illness 
except under emergency conditions. 

Temporary full-time employees as defined in 
the Definition of Employees Article of this 
Agreement, shall not be entitled to overtime 
payment for any work unless the Employment 
Standards Act regulations relating to the 
statutory holidays and hours of work, apply. 

Employees may accumulate overtime at the 
appropriate premium rate to a maximum of 
eighty (80) hours and be taken as paid time off 
at a time mutually agreed between the Region 
and the employee. 

f )  

g) 

h) 
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i) Standard hours of work, as outlined herein 
are stated only for calculating overtime and 
shall not be construed as a guarantee of any 
minimum or any maximum hours to be 
worked. Overtime and premium payments 
shall not pyramid in anycircumstance(s). 

Shift Premium 
19.02 a) Employees working the second (afternoon) 

shift or the third (night) shift will receive a shift 
premium for all hours worked while on said 
shifts. Shifts shall be defined as follows: 
i) afternoon shift - starting on or after 11 :00 
a.m. but before 900 p.m.; effective January 1, 
1999 - 80 cents per hour; effective January 
1, 2000 - 82 cents per hour; effective Janu- 
ary 1, 2001 - 84 cents per hour. 
ii) night shift - starting on or after 9:OO p.m. 
but before 4:OO am.; effective January 1, 
1999 - 80 cents per hour; effective January 
1,2000 - 82 cents per hour; effective January 
1,2001 - 84 cents per hour. 
On Saturdays and Sundays, effective January 
1,1999 - 80 cents per hour; effective Janu- 
ary 1, 2000 - 82 cents per hour; effective 
January 1,2001 - 84 cents per hour. 
Shift premium shall not be paid regular Monday 
to Friday day shift hours. Shift premiums will 
not apply where the overtime premiums do 
apply. When employees work overtime as a 
continuation of their day shift or are called in 
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c) 



outside of their normal hours, they shall not 
receive shift premiums. 

Call-ill 
19.03 If employees are called in to work after having 

completed their regular shift and having gone 
home, they shall be paid a minimum of three 
(3) hours pay at the applicable overtime rate. 

Stand-by call 
19.04 a) i) Authorized employees scheduled for 

"stand-by" call shall receive one hundred and 
forty-seven ($147.00) dollars per week Friday 
to Friday effective January 1, 2001-$154.00, 
plus fifteen ($15.00) dollars per day extra 
effective January 1, 2001 - $17.00 for any 
specified holiday occurring in the stand-by 
period; and, all employees called out on emer- 
gency calls will be paid a minimum of two (2) 
hours at the appropriate overtime rate. 
ii) Employees authorized for short term stand-by 
shall receive twenty one ($21.00) dollars per 
authorized day plus effective January 1, 
2001 - $22.00, Ween ($1500) dollars per 
day extra effective January 1, 2001 - $17.00 
for any specified holiday occurring in the 
stand-by period. In addition, when called out 
on emergency call, they shall be paid a minimum 
of two (2) hours at the appropriate overtime rate. 
Employees on "stand-by" will be allowed up to 
one (1) hour to report for duty from the time 

b) 
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they are notified. In cases of extreme emer- 
gency, the one (1) hour notice shall not apply 
and employees will be expected to report as 
soon as possible. 
Employees on "stand-by" with the bell boy 
pager must report by telephone within frfteen 
(15) minutes of being paged. 
If an employee, through being called in to work 
for one or more call outs, works eight (8) hours 
or more in the sixteen (16) hours immediately 
preceding hidher regular shift, the employee 
shall be automatically granted a one (1) day 
unpaid leave of absence for the regular shift 
immediately following such overtime, if the 
employee requests such leave. If the day following 
such leave is a statutory holiday, the holiday 
shall be paid for, as if the employee had actually 
been working the day immediately prior to the 
holiday. 
A mechanic who is authorized for possible call- 
back shall be provided with a "bell boy" pager 
and a vehicle during stand-by periods which 
may occur between the winter months of 
November 15th to April 15th inclusive and 
stand-by provisions outlined in 19.04 a) shall 
apply during the winter months to authorized 
Mechanics. 

c) 

d) 

e) 

Meal Allowance 
A meal allowance of eight ($8.00) dollars is 
payable to an employee if they work: 
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a) three (3) or more hours continuous with 
the regular working day; or 
b) if an employee is called in to work without 
at least eight (8) hours notice and they work 
five ( 5 )  or more continuous hours. 

Footnote: This could provide for a maximum of two 
(2) meal allowances should employees work both 
the three (3) continuous hour periods immediately 
preceding and following their regular shift. 

Temporary Assignments 
19.06 a) Permanent employees called upon to per- 

form duties in a higher rated classification for 
half a shift or more shall be paid the basic rate 
for that classification for the whole of the 
shift. Should employees be assigned to a lower 
rated job, their rate of pay shall not be changed 
until tt.llrty (30) working days hllowing such assign- 
ment. 
Employees shall be paid for the holiday according 
to the classification of the job they were per- 
forming on the working day immediately 
prior to said holiday. 
Union representatives as listed in Article 
11.01 a) who have been temporarily 
assigned to perform duties in a higher rated 
classification and are subsequently 
required by the Region to attend a Union 
meeting or Health and Safety meeting, 
shall be paid at the higher rated 
classification for the whole of the shift. 

b) 

c) 
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Article 20 - Absence From Work 
20.01 Employees who are unable to assume their nor- 

mal duties on any working day, must not@ the 
Region prior to the commencement of their 
regular shift. 

20.02 a) i)An employee who is absent by reason of 
illness and whose absence is in excess of three 
(3) consecutive working days, shall be required 
to furnish a medical certificate from a duly 
qualified physician, oral surgeon or chiroprac- 
tor for each such absence; this certificate is to 
be submitted to the supervisor/manager 
and/or superintendent by the employee no 
later than the end of the pay period following 
that in which the absence occurs. 
ii) The maximum absent period that can be 
excused by a certificate from an oral surgeon 
or chiropractor is five (5) working days.Any 
period longer than five ( 5 )  working days, 
requires a medical certificate from a duly qual- 
ified physician for those days in excess of the 
five (5) working days. 
iii) Employees must notify their supervisor, 
manager, or superintendent of their intention 
to return to work not later than one hour 
before the start of their shift. Employees return- 
ing to work following illness will endeavour to 
give such notice at least one full working day 
before their return. 
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iv) In this Article, where the Region requests 
or requires an employee off on sick leave or 
W.S.I.B. to supply medical information for 
rehabilitation purposes, the Region agrees to 
reimburse the employee for the actual cost of 
such information to a maximum of $75.00 per 
request. 
Should employees be absent due to illness at 
least a full regular working day prior to the 
start of their scheduled and approved vacation, 
and the sickness runs into and exceeds such 
scheduled vacation period, then the said vaca- 
tion period shall be transferable to sick leave 
only if all of the following criteria are met. 
i) affected employees must request the transfer 
in writing to the Assistant CAO, Human 
Resources or designate within seven'(;? calendar 
days of their return to duty. 
ii) the request must be supported by a medical 
certificate that is signed by the attending 
physician or designate and indicates the start 
and termination dates of the sickness period 
and that the employee was under the doctor's 
care. 
iii) when sickness runs into such scheduled 
vacation, but neither exceeds or is less than the 
scheduled vacation i.e. it is for the exact period, 
it would be deemed to have exceeded the 
scheduled vacation period only for the purposes 
of possible relief under Clause 20.02 b) (i) and 
(ii). 

b) 
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20.03 The Region shall have the right at any time to 
require that an employee who is absent on 
account of sickness be examined by the 
Region's medical examiner, or by another 
physician selected by the Region. 
If employees are not satisfied with their rating 
following such an examination, they will have 
the right to be examined by their own physi- 
cian. If the report on the employee's physical is 
contrary to the first report, they will be exam- 
ined by a third physician satisfactory to both 
parties.The third physician will be requested to 
complete the standard medical examination 
form but will not be informed of the reason for 
such examination.The results of such examina- 
tion shall not be disclosed to the Region with- 
out the consent of the employee who may 
wish to use the same in support of a claim for 
special consideration. If the employee allows 
the results to be disclosed to the Region a decision 
of the majority will be binding. If the employee 
does not allow the results to be disclosed to the 
Region, the decision of the physician used by 
the Region shall be binding. 

20.04 Employees who are absent from duties by rea- 
son of illness, injury, or accident, must present 
a suitable medical certificate from both their 
personal physician and the Regional physician, 
to their supervisor/manager or superintendent 
prior to returning to full-time duties, if either of 
the situations in a) or b) following are evident: 
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a) i) the absence, regardless of reason, is for a 
continuous period in excess of twenty-one (21) 
calendar days. 

ii) if the Region requires an employee to bring 
in a medical certificate from both physicians 
for periods of less than twenty-one (2 1) calendar 
days, because special medical circumstances in 
the opinion of management warrant same, the 
Region would be prepared to inform the 
employee in writing of their reasoning, if so 
requested in writing by the employee. 

b) The absence results from an accident, injury or 
incapacity to the body or any part thereof. 

20.05 The medical certificates required in Clause 
20.04 must attest to the ability of the employee 
to return to regular full-time duties without any 
conditions etc., otherwise the medical certificates 
will not be considered as acceptable by the 
Region, and the employee will not be allowed 
to return until such certificates are provided. 
(This condition might be waived by the 
Region, if the Region were to approve in writing 
prior to any return to duties, that an employee 
could return to some form of modified duties if 
such duties, as determined by the Region, are 
available). 

Modified Duties 
20.06 Rehabilitation and Modified Work 

It is the mutual desire of the parties to assist in 
the rehabilitation of ill or injured employees 
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and to ensure their return to meaningful 
employment and the resumption of an active 
role in the workplace. 
Return to Work and lob Security 
i) An employee, who because of illness or 
injury, remains off work due to sick leave or an 
L.T.D. claim or a W.S.I.B. claim shall retain and 
continue to accumulate seniority. 

ii) Should an employee be capable of per- 
forming the essential duties of their former 
position, the Region shall return the employee 
to their former position. Should an employee 
not be capable of return to their former posi- 
tion, the Region and the Union shall jointly 
determine the suitable placement of any 
employees on sick leave, L.T.D. or W.S.I.B. who 
are capable of returning to work. Failing agree- 
ment on suitable placement, the employee 
shall at all times retain their right to bump a 
less senior employee in any other classification. 

a) 

b) Modified Duties 

i) this clause provides a modified work pro- 
gram to assist in the rehabilitation of employ- 
ees who have been absent from work due to ill- 
ness or injury. 
ii) Obiectives of the prowam: 
-to restore an ill or injured employee to hidher 
fullest possible occupational and economic 
capacity. 
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- to provide an employee with an effective 
setting for work accommodation and work 
rehabilitation following illness or injury. 
- to accommodate and/or rehabilitate an ill 
or injured employee in hidher original position 
or job, wherever feasible, or to accommodate 
the employee in another position or job. 
iii) Definitions: 
Modified Work 
Altering a work condition or requirements to 
better match the employee's medical restrictions 
that he/she may perform safely without unrea- 
sonable risk of injury or re-injury to self or 
other and to assist in the rehabilitation of the 
employee. The altering of a work condition 
may include part-time hours. 
Suitable work 
Work that is different from the employee's reg- 
ular work and that has been specifically 
designed or designated to accommodate an 
employee's medical restrictions. 
Any employee who has sustained an occupa- 
tional or non occupational illness or injury, that 
prevents him/her from performing the essential 
duties of their regular job shall be eligible to 
participate in this program. 
At the request of either party, the Region and 
the Union shall jointly determine the design of 
modified work or duties based on medical 
information for an employee who is off work 

c) 

d) 
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due to illness or injury. The Region and the 
Union shall determine the wage rate, if not the 
employee's former wage rate in accordance 
with approval and medical restrictions of the 
attending physician. 
Seniority will continue to accumulate while 
the employee is on modified duties. Employees 
requiring modified duties or work will have pri- 
ority for vacancies in the bargaining unit. 
The modified work assignment must be p ro  
ductive and meaningful to both the Region and 
the employee. The modified work assignment 
must suit the medical restrictions, education 
and training/experience of the employee. Medical 
restrictions will be determined by the employee's 
attending physician(s). 

e) 

0 

Article 21 - Safety 

2 1.01 a) The Region shall observe all accepted safety 
practices and Health and Safety legislation 
and provide at no cost to the employee all 
necessary safety devices or appliances that may 
be required for the protection of its employees. 
Employees will adhere to safety practices. 
Under the Occupational Health and Safety Act, 
there is to be an Occupational Health and Safety 
Committee, to examine all Health and Safety 
questions, and make appropriate recommenda- 
tions in the interest of a safe and healthy work 
environment. The parties acknowledge that 
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a Joint Health and Safety Committee can 
only be successful where everyone on the 
committee is committed to health and 
safety in the workplace. The parties agree 
to undertake to ensure the members of 
the committee operate in accordance with 
the full intent of the Occupational Health 
and Safety Act. Measures to protect work- 
ers from exposure to hazardous agents 
shall be in accordance with current Min- 
istry of Labour standards, or where there 
is no Ministry standard, the ACGM: standard. 
The Region and the Union will seek to 
continue with other unions a Core Health 
& Safety Committee, the purpose of which 
is to exchange health and safety informa- 
tion and to coordinate the promotion of 
health and safety in the workplace. The 
members of the Committee wdl develop 
terms of reference suitable to all the parties. 
The Core Committee will meet two ( 2 )  
times per year and will be comprised of 
the Co-chairs of the Joint Health and Safety 
Committees. 

c) 

21.02 Workers' ComDensation 

a) The Region shall provide the Union President 
with a copy of the Employer's Report of Injury 
or Disease (Form 7) when submitting same to 
the Workplace Safety & Insurance Board 
(W.S.1.B) 
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b) In the event of an employee's absence due to 
sickness or injury, said employee will be eligible 
to receive benefits under the Region's sick 
leave plan until such time as their sick leave 
credits are exhausted, regardless of the cause of 
the sickness or injury. Workers' compensation 
payments shall be reimbursed to the sick leave 
plan if the Region receives the Workers' Com- 
pensation payments when the claim is approved. 

c) i) Where an employee is absent and in 
receipt of W.S.1.B benefits, the Region will 
make up the difference between compensation 
payments and their regular pay (wage top 
up), by debiting the employee's sick leave 
credits with one (1) hour for each such 
absence of their normal work days until such 
time as their sick leave credits are exhausted. 

ii) Should the rate of W.S.I.B. benefits be 
reduced, the employee shall continue to 
receive full pay from the Region, subject 
to the provisions of Article 21.02b). The 
additional percentage of pay (wage top 
up) shall be made up by increasing the 
charge against the sick leave credits, an 
amount which shall be mutuaUy agreed 
upon between the Region and the Union. 
The Region shall not seek to amend the 
current charge against the sick leave cred- 
its of one (1) hour per day unless the rate 
of compensation benefits is reduced 
below eighty-five (85%) of net pay. 
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d) It is understood that part b) and part c)  are 
premised on the compensation payment coming 
directly to the Region. Should the compensation 
payment go directly to the employee for what- 
ever reason, the foregoing will still apply, pro- 
viding the employee turns the cheque over to 
Human Resources, uncashed, immediately 
upon receipt. Failure to turn the cheque over as 
required will result in an immediate cancellation 
of any withdrawals whatsoever from sick leave 
credits and the Region will not make up the dif- 
ference as stated above, for the length of the 
instant claim. 
The Region undertakes to notify an injured 
employee when their sick leave credits are 
nearing exhaustion and the Region will inform 
the Workplace Safety & Insurance Board 
(W.S.1.B) to redirect compensation payments 
to the employee. 
An employee receiving Workers' Compensation 
payments shall accumulate seniority and be 
entitled to all the benefits of this Agreement 
subject to the provisions of Clause 23.01. 
The Region agrees that an employee who is 

injured while at work, shall, upon return to 
work, be reinstated to the position, shift, and 
rate held at the time of the injury, provided the 
employee is capable and qualified to perform 
the former employment.The Region will apply 
the modified duties plan subject to the abilities 
of the injured employee and the work available. 

e) 

f) 

g) 



h) In the event that amendments to the Work- 
place Safety and InsuranceAct are passed in the 
legislature, the parties will meet within thirty 
(30) days to discuss the impact of such amend- 
ments on employees. 

21.03 The Region shall provide prescription safety 
glasses as provided in Clause 23.10. 

Article 22 - Clothing & EauiDment 
22.01 a) Employees are required to keep Regional 

clothing and footwear issues in good repair. 
b) Gloves shall be supplied for all employees 

when conditions require the use of gloves. 
c) Rainwear shall be issued once and be main- 

tained by the employee. In the event that the 
Rainwear is worn out or becomes otherwise 
non-serviceable, the employee shall exchange 
the defective rainwear for a new one. 
Rubber boots will be supplied when condi- 
tions require their use. Galoshes will be sup  
plied. Rubber galoshes, buckled, with light felt 
type lining, will be issued for winter use, to be 
worn over the work shoesworn out boots and 
galoshes must be exchanged for new issues. 

e) Coveralls will be supplied and laundered as 
required. 

22.02 a) Regional employees will select their clothing 
issue using the Uniform Order Form as outlined 
in Appendix B of this Agreement. Employees 

d) 
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have the option of selecting any of the items 
contained in the order form, provided the total 
point value does not exceed the total points 
allowed. The total points allowed will always 
equal the current cost of the standard issue 
which is defined as: 

i) 3 shirts supplied once per year 
ii) 3 pairs of pants supplied once per year 
iii) 1 jacket supplied every 3 years 
iv) I parka supplied every 2 years 

The resulting formula for establishing the total 
points allowed is the sum of: the average cost 
of a shirt x 3, plus the average cost of 1 pair of 
pants x 3, plus the cost of 1 jacket/3, plus the 
cost of 1 parka/;!. 
The total points will be amended from year to 
year to reflect the changes to the formula as 
outlined above. 
Unused points cannot be carried forward from 
year to year. 
Items listed on the Uniform Order Form can be 
amended from time to time only by mutual 
agreement of the parties. 
Employees who do not choose the standard 
issue will be responsible for providing their 
own clothing, at their own expense, in the 
approved colour (blue). Excessively worn, tat- 
tered or dirty clothing will not be permitted. 
Green clothing may no longer be worn. 

b) 

c) 

d) 



e) Employees are required to wear clothing 
which conforms to the standard issue when 
reporting for their regular shift or scheduled 
overtime. "Reasonable" attire, appropriate to 
the job will be permitted when employees are 
called in for unscheduled overtime. 

0 AU clothing will be issued in the month of January 
or as soon as possible thereafter. 

22.03 Short pants may only be worn between May 1st 
and Thanksgiving Day holiday weekend. The 
short pants will be of a reasonable 1ength.As a 
guideline, approximately two to three inches 
above the knee would be considered reasonable. 
All necessary safety requirements are to be met 
and if for safety reasons, short pants are 
deemed by management to be inappropriate in 
specific areas or situations, they must not be 
worn. 

22.04 a) All employees, permanent full-time and 
temporary full-time, shall be supplied with 
footwear appropriate to their occupation (eg. 
oxfords, ankle boots, hi-cut boots, asphalt boots 
and rubber boots).This footwear will be issued 
for year-round use and will be replaced when 
worn out. Worn out footwear must be 
exchanged for new issues. 

b) Permanent full-time employees can either 
remain with present safety footwear issue as 
outlined in a) above, or agree to get their own 
choice of footwear.The Region will issue two 
(2) purchase chits annually in the maximum 
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amount of $80.00 for each purchase chit or, 
one purchase chit in the maximum amount of 
$160.00. Any costs above these amounts 
becomes the responsibility of the employee. 
Employees would be required to possess safety 
footwear in an acceptable and safe condition. 
Process/Scada Operators, and Scale Operators 
at the Cambridge and Waterloo Landfill sites, 
will be issued safety oxfords as well as safety 
boots, subject to the requirement that worn- 
out footwear must be exchanged for new 
issues. 

22.05 Employees who are issued clothing and/or safety 
boots whose employment is terminated for any 
reason prior to the completion of eight (8) 
weeks of continuous service shall have the cost 
of the clothing and/or boots deducted from 
their pay. 

22.06 Temporary full-time employees will be issued 
clothing as specified in this Article at the dis- 
cretion of the Region following four (4) 
months of continuous temporary full-time 
employment, but only to the extent deemed 
necessary by the Region for the expected 
remaining total of service. 

22.07 Each Mechanic shall be paid a tool allowance 
of $350.00 per annum; effective January 1, 
2000-$400.00; effective January 1, 2001 
$425.00. Landfill Servicepersons and Mainte- 
nance Specialists shall be paid seventy percent 
(70%) of the Mechanic's tool allowance. 

c) 
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Article 23 - Health & Welfare Benefits 

Emdovee Benefit Propram 
23.01 The Region will pay one hundred percent 

(100%) towards the cost of the following benefits 
outlined in Articles 23.01, 23.02, 23.03, 23.04, 
23.05,23.06 which must be read subject to the 
conditions of the carriers. 
The Region may change carriers from time to 
time, provided that the benefits will at least be 
equivalent to those now in effect.This does not 
apply to OHIP or any plan mandated by law. 
The Region's responsibility shall be limited 
solely to the proper payment of the premiums. 

23.02 a) Benefit coverage, where applicable, will be 
maintained by the Region, subject to the provi- 
sions of Article 8.06, for employees absent on 
Workers' Compensation and Long Term Dis- 
ability, for a period of time equal to the length 
of their seniority at the time of the commence- 
ment of the absence, or for thirty (30) months, 
whichever is the lesser. 

23.02 b) The Region will not participate either in 
full or in part toward the premium cost for any 
part of the Employee Benefit Program when an 
employee is off unpaid for any reason in excess 
of thirty (30) calendar days except for: 

an employee on maternity leave, to a 
maximum of seventeen (17) weeks, 



*> an employee on parental leave, to a max- 
imum of eighteen (18) weeks, 

3 an employee in receipt of LTD benefits. 

*> an employee on layoff, to a maximum of 
six (6) months, subject to the provisions of 

Article 8.06 c). 
If the Region does allow an employee to continue 
benefits beyond the thirty (30) calendar day 
period, then arrangements suitable to the 
Region must be made with the Human 
Resources Department before expiration of the 
thirty (30) day period and such arrangements will 
be automatically terminated and coverage lost 
if the Region is not reimbursed as per the 
arrangements agreed to. It is understood that 
this provision also applies to employees who 
are suspended in excess of thirty (30) calendar 
days 

23.03 The benefits available are: 

a) 

b) 

Ontario Health Insurance Plan (OHIP) or an 
equivalent or successor plan. 
Group Life Insurance Plan equivalent to two 
(2) times annual earnings to nearest one thou- 
sand dollars ($1,000.00) that is higher. 

c) Extended Health Care Plan 
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p 
+> vision care 

*> semi-private hospital room 

+ out of' Province emergency 
medical insurance (Medi-Connect) 

*> supplementary health care: 
massage therapy 

chiropractor, osteopath, 
naturopath, podiatrist 

LIMITS 
$220 every 2 con- 
secutive calendar 
years 

15 visits/calendar 
Ye= 

$25O/calendar year 
for each discipline 

psychologist $ 7 5 0 / c a l e n d a r  I year 

Note: the above services must be provided by 
registered practioners. 

As Prescribed bv a Phvsician: 

=D prescription drugs as per the 
present policy x82000-B 

=+ private duty nursing by a reg- 
istered nurse 

*> physiotherapist 

=+> speech language pathologist 

+> lab and x-ray exams I 
85 

LIMITS 

$25 ,OOO/calendar 
Year 

$250/calendar year 



As Prescribed bv a Phvsician: 

3 wigs - chemo/mdiation therapy $500/life 

=B trusses, braces, crutches, etc. 
blood, plasma, oxygen rental of 
iron lung, hospital bed, whee chair, 
artificial eyes, limbs ambulance 

As Prescribed by an Otolarvngoloeist: 

*> hearing aids $750/3 years 

As Prescribed bv a Podiatrist or 
Phvsician: 

+> orthopaedic shoes $150/calendar year 
d) Benefit coverage is continued for spouse of 

deceased employee for twelve (12) months. 

e) Deductibles of ten ($10.00) dollars single and 
twenty ($20.00) dollars family will apply, with 
100% being paid after the deductible is satisfied. 
Human Resources Development Canada ( for- 
merly the Unemployment insurance Commis- 
sion) allows the employer a credit against 
Employment Insurance premiums because of 
the Region's sick leave plan, and it has been 
agreed that this credit, as it applies to employees 
in this union, is to be used to delete the 
deductibles of $10.00 and $20.00 for the 
Extended Health Care Plan, while the credit 
continues to be received. 

LIMITS 

- alopecia $350/calendar year 



L o w  Term Disability Plan 
23.04 The Long-Term Disability plan pays seventy 

(70%) percent of an employee's gross monthly 
salary if they are incapable of performing their 
normal work because of illness etc., after a sev- 
enteen (17) week (1 19 calendar days) waiting 
period or when the employee's sick leave credits 
are exhausted, whichever is the greater. 

Dental Plan 
23.05 a) The Region will provide a basic preventative 

dental plan at the current O.D.A. schedule 
through a carrier of the Region's choice, which 
is at least equivalent to the plan now in effect. 
The Region shall provide a major restorative 
rider to provide for major reconstruction of 
teeth that have deteriorated and the replacement 
of teeth with crowns, bridges, or dentures on 
the basis that the insurer and the employee will 
each pay one half (1/2) the total cost of the 
treatment(s), but in any event, the insurer's 
share not exceed $3,000.00 in any one calendar 
year. 
The Region shall provide a rider to the plan to 
provide for orthodontic services to a lifetime 
maximum of $1,500.00 per person with frfty 
(50%) percent of the cost of the treatment paid 
by the employee and the remainder provided 
by the plan. 

b) 

c) 
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Accidental Death and Dismemberment 
Insurance 

23.06 Insurance equivalent to two (2) times annual 
earnings to nearest one thousand dollars 
($1,000.00) that is higher. 

Sick Leave Plan 

23.07 a) Permanent full-time employees shall be 
entitled to paid sick leave as provided by the 
Region's By-law #98-026. By-law #98-026 pro- 
vides for accumulation of sick leave credits at 
the rate of one and one half (1 1/2) days per 
month of completed service. 

Service does not include unpaid leave of 
absence exceeding thirty (30) calendar days. 

Absences due to maternity or parental leaves 
are not considered unpaid leave of absences 
for the purposes of the by-1aw.The maximum 
absence for maternity leaves is seventeen (17) 
weeks, and the maximum for parental leave is 
eighteen (18) weeks. 

Service for all purposes in the by-law shall com- 
mence from the date of last hire as a full-time 
employee. 

Service to which Section 27(4) ofThe Regional 
Municipality ofwaterloo Act applies is recognized 
and where an employee with such service was 



in a plan which provides for greater vesting of 
credits, vested credits are not divested. 

Medical certificates are required to authenticate 
absences in certain circumstances and may be 
required in others as specified in the By-law. 

Without restricting the right of the Region 
to manage attendance, no employee shall 
be denied the use of their accumulated 
sick leave, if they have any sick leave 
credits remaining in their sick leave bank. 
In the event a supervisor believes that sick leave 
is being improperly used by an employee, the 
supervisor may request that the employee pro- 
vide the Region with medical certificate(s) to 
validate the absence(s). 

Permanent full-time employees are entitled to 
utilize up to five (5) days of accumulated sick 
leave in a calendar year, to attend to family illness. 

h) i) On termination due to death or early or 
normal retirement, one half (1/2) of the 
employee's accumulated sick credits are paid 
out, to a maximum of one half (1/2) a year's 
Pay. 

ii) On termination for any other cause, after 
five (5) years service, one half (1/2) of the 
employee's accumulated sick credits are paid 
out, to a maximum of one half (1/2) a year's 
Pay. 

e) 

f) 

g) 



Emplovee's Pension Plan 

2 3.08 All permanent full-time employees must participate 
in the Ontario Municipal Employees Retirement 
System Plan (OMERS), and in addition the 
Region will provide at the Region's expense, a 
2% Type I1 Supplementary Plan based on the 
five year period ending December 31st, 1975, 
integrated with the Canada Pension Plan and 
any pension provided for service with prede- 
cessor employers of the Region. 

Temporary full-time employees are not eligible 
for participation in OMERS. Contributions to 
the OMERS plan are in accordance with the 
rules and regulations of the plan as amended 
from time to time. 

R e ~ e e s  Benefits 
23.09 Permanent full-time employees who retire on 

an early Ontario Municipal Employees Retire- 
ment System (OMERS) pension, or who are 
receiving LTD after attaining age 55, but before 
attaining age 65, are subject to all the following 
mandatory conditions: 
The benefits available will only be, 
- Ontario Hospital Insurance Plan (and always 
subject to Provincial regulations). 
- Extended Health and Supplementary benefits 
- Dental 

- Life Insurance of two times the OMERS annual 

a) 
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pension, rounded to the next even thousand 
dollars that is higher. 
-Accidental Death and Dismemberment of two 
times the OMERS annual pension, rounded to 
the next even thousand dollars that is higher. 
Coverage other than OHIF', shall always be sub- 
ject to the conditions prevailing between the 
Region and its carriers, on behalf of CUPE Local 
1656. 
If the retired employee's spouse attains age 65 
before the retired employee does, then OHIP 
payments by the Region will automatically 
cease. 
Unless the Region is notified in writing to the 
contrary before the employee's retirement 
date, the employee will be automatically 
enrolled in the applicable benefits. 
Employees cannot elect a choice of benefits.Al1 
benefits must be taken as offered. 
All benefits will cease effective: 
the last day of the month in which the employee 
attains age 65, or; 
ii) in the case of the employee's death: 

a) re-employment of their spouse 
b) re-marriage/or common law relationship 

c) the last day of the month in which the 

b) 

c) 

d) 

e) 

f) 

i) 

entered into by their spouse 

employee would have attained age 65. 
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Prescrbtion Safety Glasses 
23.10 The Regional Municipality of Waterloo will pay 

up to a maximum of one hundred ($100.00) 
dollars (single vision) and one hundred and 
twenty-five ($125 .OO) dollars (bi-focals), 
towards the purchase price of a pair of pre- 
scription safety eye glasses, subject to the 
following conditions: 
i) Where documented medical requirement 
in writing from an Ophthalmologist would 
raise the cost of the basic package for an 
employee, the Region would cover the extra 
cost on an individual employee basis. 
ii) Completed requisitions must be approved 
by the supervisor and a copy of the requisition 
with the original receipt forwarded to Health 
and Safety Section. 
iii) The employee for whom the prescription 
safety eye glasses are purchased, will pay to the 
Regional Municipality of Waterloo by means of 
payroll deduction, any extra cost in excess of 
the current maximums. 
iv) Replacement will only be as authorized by 
the appropriate supervisor and Health & Safety 
Section however, under no circumstance will 
the Region participate in the above costs more 
often than once in any twelve (12) calendar 
month period. 

v) The cost of these glasses would be in addi- 
tion to any glasses obtained through the vision 



care benefits contained in the Region's major 
medical program. 
The Region's carrier has agreed that they will 
consider for payment under the Region's major 
medical program, costs that an employee paid 
for prescription safety glasses over and above 
the maximums provided for, and with the 
following conditions: 

a) Employees have not reached their vision 
maximum through another purchase i.e. within 
the two year period, the major medical pro- 
gram maximum cannot be exceeded. 

b) The safety glasses must be prescription 
glasses. Old non-approved safety frames cannot 
be refitted with new prescription safety lenses. 

c) The Region is to send in a photo copy of 
the receipt, as well as indicating their payment 
to the employee. 

d) The employee's coverage is in effect on 
the date the expense i s  incurred. 
vi) The program will be co-ordinated by the 
Health and Safety Section. 

Article 24 - Codes of Ayreement 

24.01 The Collective Agreement shall be printed in a 
form mutually agreed to between the parties. 
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Article 25 - Bulletin Boards 
25.01 Bulletin boards shall be provided in locations 

to be mutually agreed upon.The Union shall 
not have the right to post general notices of 
union activities but shall not, however, post 
notices of union activities of a political, civic or 
personal nature. 

Article 26 - Definitions of Emplovees 

Probationary Emdovees 
26.01 a) A probationary employee is one who has 

not completed three (3) months of continuous 
full-time service or sixty (60) actual days 
worked whichever is the greater, but who will 
be appointed to the permanent full-time staff 
upon the completion of three (3) months of 
continuous full-time service or sixty (60) actual 
days worked whichever is the greater. 

Permanent Full-time Emplovees 

b) Permanent full-time employees are those who 
have satisfactorily completed their probationary 
period of employment, or who have completed 
more than six (6) continuous months of service 
as temporary full-time employees, or who are 
regularly employed more than twenty four (24) 
hours per week. 
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TemDorarv Full-time Emtdovees 
c) A temporary full-time employee is one who has 

been hired to work the regular number of 
hours in the hiring department for a specified 
period of time of six (6) continuous months or 
less or as replacements for employees absent 
due to illness or injury or leaves of absence 
under this Collective Agreement. 
Any employee retained for a period of more 
than six (6) continuous months shall automatically 
be posted to the permanent staff and shall 
commence acquiring seniority. Temporary full- 
time employees transferring to permanent full- 
time positions without a break in service, will 
have one half (1/2) of their accumulated tem- 
porary service acquired since their last starting 
date deducted from their probation period. 
Temporary full-time employees will not have 
recourse to the grievance or arbitration proce- 
dures when their temporary full-time employ- 
ment is terminated for any reason. 

Part-time EmtAovees 
d) A part-time employee is one who has not been 

regularly employed for more than twenty-four 
(24) hours per week. 

Students 
e) Students, as referred to in Article 2.01, shall 

be defined throughout this Agreement as 
persons registered in full-time attendance 
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at either a secondary school or post sec- 
ondary educational institution. Students 
may only be employed by the Region for 
the "summer term" from May 1 to the Friday 
before Labour Day in any year, except as 
otherwise mutually agreed in writing 
between the parties. 
The only equipment students will be per- 
mitted to operate is small equipment as 
defined in Appendix A. 

26.02 Temporary full-time employees shall not be 
subject to the benefits of this Agreement 
except as otherwise expressly provided in this 
Agreement or required by law. 

Article 27 - Retirement Ape 
27.01 The retirement age for employees shall be the 

last day of the month in which such employees 
attain their sixty-fifth (65th) birthday. 

Article 28 - Miscellaneous 
28.01 Employees will not be restricted to live in any 

particular area provided that they can travel to 
their place of work in a reasonable length of 
time and provided that the distance or area 
cannot be used as a reason or excuse for not 
reporting to work as required. 

28.02 Appendices A, B and C shall form part of this 
Agreement. 
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28.03 a) The cost of tradespersons' licences and 
propane installation/servicing licences will be 
reimbursed by the Region upon submission of 
the required proof of payment by the trades- 
person. 
The Region will pay the cost of a "2'  endorse- 
ment to the driver's licence of employees who 
require such endorsement in order to perform 
their job. 

If an employee, in order to perform their 
current duties, is required by the Region 
or provincial statute, regulation to be test- 
ed to obtain or maintain their driver's 
licence above a Class G, the Region shall 
allow the employee the use of an appro- 
priate Region vehicle for a required road 
test with five (5) days advance notice. 

28.04 In the event that any of the titles used in this 
Agreement to identify management employees 
of authority are changed by Regional Council, 
such changes will be deemed to be automatically 
accepted as being applicable to this Collective 
Agreement, on receipt by the Union, of notice, 
in writing, of said changes. Said notice may be 
provided by registered mail, certified mail, or 
hand delivered mail. 

b) 

c) 

28.05 Tools Coverave Policy 
The Region is prepared to cover the replacement 
cost of employee's tools which have been lost 
or damaged under circumstances such as fire, 
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and theft where there is evidence of forced 
entry and police have investigated. Employees 
shall supply the Region, annually or more often 
as required, with a list of their tools, and said 
list shall be subject to audit at any time. 

28.06 Driver's Licence Sus-pension 
If an employee, who is required by the Region 
to drive their personal vehicle on Region busi- 
ness, or to operate Regional vehicles or equip 
ment, loses their driver's licence and/or is oth- 
erwise prohibited from operating a vehicle, 
they must immediately advise their supervisor. 
When an employee loses their licence and is 
therefore unable to perform the essential 
duties of their job, they shall be given a layoff, 
subject to d) below for the same period of time 
they are without their driver's licence and/or 
prohibited from driving. 
When their licence is restored they shall advise 
the Region and shall be recalled to work. 
The employee will not be laid off from work 
where: 

i) the employee can secure another form of 
transportation at their own expense, and continue 
to perform the essential duties of their job. 
ii) where a driver's licence is not an essential 
part of the employee's job and the employee 
can be assigned to a vacant nondriving position 
or classification. 
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iii) it is possible for the employee to change 
jobs with another employee in the bargaining 
unit.The change of jobs must be voluntary on 
the part of both employees and each employee 
must have the necessary skill and ability to per- 
form the work of the job they are assuming 
with a five day orientation period, but without 
training. Employees making such exchange 
shall be paid the rate of pay for the jobs they 
perform.At the end of the period of licence sus- 
pension or prohibition both employees shall 
return to their former jobs. 
iv) there is a vacant position that the employee 
has the skill and ability to perform with a five 
day orientation period but without training. 
The employee shall be paid the rate of the job. 
At the end of the period of licence suspension 
the employee shall return to their former job. 
Arrangements where-by an employee changes 
jobs with another employee, or takes a vacant 
position, are subject to the approval of the 
supervisor(s) involved and the provisions of 
Article 9.03 of this Agreement shall not apply. 
Any and all other requirements of the Collec- 
tive Agreement that would be applicable in 
such situations, will continue to apply. 
An employee as set out in Article 28.06 a), who 
loses their licence by suspension, or is prohib- 
ited from driving for a second time as the result 
of the decision of a court or tribunal for reasons 
not related to drugs or alcohol, and is therefore 

e) 

f )  
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unable to perform the essential duties of their 
job, shall be treated in accordance with 28.06 
d). Notwithstanding the above, an employee 
who can restore their licence but choose not 
to, will not be permitted to avail themselves of 
28.06 d). 
Where an employee has their licence suspended 
prior to the disposition of any alleged offence 
by a court or tribunal, the Region will regard 
any subsequent loss of licence or prohibition 
from driving as a single suspension. 

g) 

28.07 Mileaye 
Mileage will be paid for temporary reassign- 
ment as follows: 
That the Region will pay only for any necessary 
extra miles driven, if the distance between an 
employee's residence and theif. temporary 
reporting centre is greater than the distance 
between an employee's residence and their 
regular reporting centre. 
The Region will only pay mileage for the first 
thirty-one (31) calendar days of any reassign- 
ment. If at the direction of a Supervisor or 
Superintendent, the thirty-one (31) calendar 
day period is broken by more than five ( 5 )  
working days, then the thirty-one (31) calendar 
day period recommences. 

No mileage will be paid for reassignment 
resulting from a successful bid on a posted job. 



d) Mileage will be based on whatever the on- 
going casual rate is in the CUPE Local 1883 Col- 
lective Agreement. 

28.08 The Region agrees that one copy of all 
Committee and Council meeting agendas 
and attached documents released to the 
public will be forwarded to the Recording 
Secretary of the Union (for use by the full- 
time and part-time units of Local 1656) by 
the Regional Clerks Division at the same 
time they are delivered to members of 
committee or Council. This will be provided 
at no cost to the Union. 

Article 29 - Technolo@cal Chanve 
29.01 Technological change shall be defined as 

change as a result of introduction of equip 
ment, materials or processes different in nature 
to that previously utilized which negatively 
affects the employment status (eg. position 
declared redundant, wage rate goes up or 
down) of one or more employees. 

29.02 When the Region is considering the introduc- 
tion of technological change, the Region shall 
notlfy the Union as far as possible in advance of 
its intentions and plans.At least sixty (60) days 
in advance of the introduction of the change, 
the Region shall provide the Union with an out- 
line of the change.The Region shall provide the 
Union with regular information updates . 
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29.03 The notice and outline in 29.02 shall be given 
in writing and shall include the nature of the 
change, the date of the proposed change, and 
the approximate number and location of the 
employees likely to be affected. 

29.04 The parties shall meet to discuss the following 
options,in the order listed,for any employee whose 
position is declared redundant or who is affected 
by displacement as a result of technological change: 

a) placement in a vacant position of equal or 
lesser classification for which the employee 
possesses the skills and ability; 
b) bumping any less senior employee, provided 
the employee already possesses the necessary 
skill and ability to perform the work available, 
with a five ( 5 )  working day orientation period 
and no training as defined in Article 8.03 a) 
i). Employees shall be allowed to bump to a higher 
paid classification. 

c) training, at the Region's expense, for a period 
of time not to exceed 200 hours over a four (4)  
month period, to provide the employee with 
the skills required by the new method of oper- 
ation or to fill an existing vacancy of equal or 
lesser classification. 

29.05 No employee shall be hired into the bargaining 
unit by the Region until all qualified employees 
affected by the technological change have 
been considered for the vacancy. 
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Article 30- Performance Appraisals 
30.01 The Region's performance appraisal system 

provides a framework for positive and 
constructive communication between an 
employee and their supervisor regarding 
the employees' job performance. When the 
supervisor intends to conduct a pedormance 
appraisal meeting with an employee, the 
supervisor shall give the employee at least 
five ( 5 )  working days notice. Performance 
appraisal meetings shall be attended only 
by the supervisor and the employee. 
The employee shall be given a copy of 
any performance appraisal before the 
employee is required to sign it and before 
it is placed in the employee's file. The 
employee shalt have the opportunity to 
respond in writing to any of the supervhr's 
comments and such response shall form 
part of the performance appraisal. Job 
expectations and goals for the upcoming 
year may be discussed, but the employee 
shall not be required to make or sign any 
undertaking regarding the employee's 
future work performance. 
The content of the performance appraisal 
shall not be used as the basis for disci- 
pline and shall not be used when an 
employee is being considered for a job 
posting, or to adversely affect the employees' 
promotional opportunities. 
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Article 31- Term of Agreement 
31.01 This Agreement shall become effective from 

January 1,1999 and shall remain in force until 
December 31, 2001, and thereafter it shall be 
automatically renewed from year to year unless 
in any year either party gives notice in writing 
to the other party of its desire to terminate, revise 
or amend this Agreement; such notice to be 
given within the period of ninety (90) calendar 
days before the expiry date of this Agreement. 
In witness whereof the parties hereto have 
executed this Collective Agreement on 
this 27 day ofApril, 1999, at Kitchener, Ontario. 
The Canadian Union of Public Employees, 
Local 1656 

For the Canadian Union 
of Public Employees, Municipality of 
1656 Waterloo 

Mark Goodwin Ken Seiling 
Memeber of Negotiating Committee 

Chris Baron E. L. Orth 
Memeber of Negotiating Committee Clerk 

Randy Sommerville Cheryl Lowe 
Memeber of Negotiating Committee 

John Scroggins 
Memeber of Negotiating Committee 
Terry Brick Director, HR Servicesee 
Memeber of Negotiating Committee 

Mark Charboneau 
Representative 
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Regional Chair 

Assistant C,A,O,, Human 
Resources 

M. L. Mellor 



CLASSIFICATION 

Custodian (Heritage) 
Operator 
Operator, Roads 

ARer I Year i After 2 Years 

Medium Equipment Operator 
(mck to 15800 AGW) 
.Sandblaster 
-Tar kcltlc operator 
- Wing operator 
. Asphalt spreader 

- Wcldcr 
-Tractor 
- Sleel roller 
- Loader up to I .5 yds 
-Chipper 
- Yard Utility Person 

Scale Person 

- \Ved sprayer 

-Jaw1999 

4.57 
4.57 
4.57 
4.92 
5.64 

5.64 

5.64 

15.01 
15.01 
15.01 

5.22 15.37 
5.95 16.11 

i -Jul-200 I 

.5.16 
l5.16 
15.16 
I 5.52 
16.27 

16.27 

16.27 

I-Oct-2001 

15.31 
15.31 
15.31 
15.68 
16.43 

16.43 

16.43 





I CLASSIFICATION 

15.51 
16.20 
17.04 
18.01 
19.41 

Heavy Equipment Operator 111 
-.?€reper 
- Dozer 
- Compaclor 1 - Roll off driver 
Gradall 
Paint Striper 
Sign Repairer I 
Signmaker I 
Signal Repairer I 

ProcesslScada Operator 
Maintenance Operator 
- Uncertified 
Afler 6 months 
After 1 year 
After 2 years 
Level 2 certification 
Level 3 certification 
Level 4 certification 
h e w  employees hired inlo Vie 
daasiRcallon of PracesslSCADA or 
Maintenance Operafws without 
related expwience wrll pogress 
through the range based on time In 
and no1 auainrnenl of cerlikalron. 

New immbenls wilh rwenl relaled 
experience will be placed on Ihe 
wage scale accordngiy. 

15.67 
16.36 
17.21 
18.19 
19.60 

1-Jan-1999 

16.94 

14.91 
15.57 
16.37 
17.30 
18.66 
19.20 
19.74 

I-Jan-2000 

17.28 

15.21 
15.88 
16.70 
17.65 
19.03 
19.56 
20.13 

1-Jan-2001 

17.45 

15.36 
16.04 
16.67 
17.83 
19.22 
19.78 
20.33 

1-Jul-2001 1-Oct-2001 



CLASSIFICATION 

Signal Repairer I 
Traffic Painter I 

Technicians 
Technician. Instruments 
Technician. Control Systems 
Technician. Signal II 

Technician, Sr. Instrumentation 
Technician, Water Quality 

Technician, Signal I 

Idan-1999 1-Jaw2000 I-Jan-2001 1-Jul-2001 1-Ocl-2001 

17.73 18.08 16.26 18.44 18.62 

18.04 18.40 18.56 18.77 18.96 
19.52 19.91 20.11 20.31 20.51 
19.52 19.91 20.1 I 20.31 20.51 
20.31 20.72 20.93 21.14 21.35 
19.74 20.13 20.33 20.53 20.74 
18.66 19.03 19.22 19.41 19.60 

17.70 
17.70 I Chief Building Operator I 19.80 20.00 20.20 20.40 

17.35 
17.35 
19.41 

Mtce. Operator (Airport) 
Building Operator 

Mechanics 
Light Equipment Mechanic 
Heavy Equipment Mechanic 

Maintenance 

18.66 19.03 19.22 19.41 19.60 
19.52 19.91 20.1 1 20.31 20.51 

Mtce. Electrisan(Water) 
Mtce. Mechanic (Water) 
Mlce. Specialist 

19.74 20.13 20.33 20.53 20.74 
19.74 20.13 20.33 20.53 20.74 
19.52 19.91 20.1 1 20.31 20.51 



Appendix "A" continued 
The following outlines the procedure to be used in 
establishing the differential pay for Mechanics 
(Heavy) involved in Heavy Equipment Maintenance. 
1. All mechanics eligible must be licenced class 

"A" mechanics. 
2. The definition of "heavy equipment" shall be at 

the sole discretion of the Manager, Fleet 
Services. 
Mechanics shall qual@ for the differential only 
while employed as Mechanics performing 
Heavy Equipment Maintenance. 

3. 

Soecial Notes 

1. Lead Hands: 
1. Premium: 
When an employee is assigned to be aTempomy 
Lead Hand or where the employee holds 
the position of Regular Lead Hand, the 
employee shall be paid hidher rate of pay plus 
$1.00 per hour or the hourly rate of the high- 
est classification actually supervised in that 
work group, whichever is the greater, while 
holding the position or while performing 
the assigned duties. 
When the employees being supervised number 
six or more, the Regular Lead Hand or the 
Temporary Lead shall be paid hidher own 
rate of pay plus $1.75 per hour or the hourly 
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rate of the highest classification actually super- 
vised in that work group, whichever is the 
greater, while performing the assigned duties. 
The following will apply to the Regular 
Lead Hand classification and Temporary 
Lead Hand position 
i) A Regular Lead Hand will receive the rate 

differential for all hours worked and such 
rate differential shall be included and 
computed for overtime, vacation pay, sick 
leave, statutory holidays and OMERS. 

ii) A Temporary Lead Hand will receive 
the rate differential for all  hours 
worked as a Temporary Lead Hand and 
such rate differential shall be included 
and computed for overtime, vacation 
payment as provided for in 16.02 b), 
statutory holidays as provided for in 
19.06b) and OMERS. 

iii)If a Temporary Lead Hand assign- 
ments@) exceeds 30 continuous work- 
ing days the Temporary Lead Hand 
will, in addition to those items listed in 
ii) above, receive the rate differential 
for all vacation and sick leave taken 
during the remainder of the assign- 
ment. For the purposes of this calcula- 
tion, 30 continuous working days shall 
include breaks in Temporary Lead 
Hand Assignments of 5 working days 
or less. 
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2. TEMPORARY LEAD HANDS: 

a) Where more than one employee(s) are 
working or functioning together as a unit, and 
where a temporary lead hand is deemed 
necessary by the Supervisor/Manager or Super- 
intendent, the senior qualified employee 
who regularly performs the work shall be 
appointed as a Temporary Lead Hand. The 
least senior qualified employee in the unit 
must accept the assignment if all more 
senior employees decline the assignment. 
b) An employee appointed as Lead Hand shall 
carry out and be responsible for the following 
duties, which are not necessarily all inclusive: 

i) Assign and delegate and co-ordinate 
and oversee the work to be performed, with 
particular emphasis on quality of work and 
conduct of the crew. 

ii) ensure that the work is carried out in a safe 
and expeditious manner. 
iii) advise and monitor the crew to ensure 
work is carried out in accordance with safety 
regulations, and wear and/or make use of 
required safety equipment at appropriate 
times. 
iv) if required, ensure time cards and any 
reports or necessary documents are complet- 
ed and forwarded to the appropriate person. 

v) Lead Hands shall not discipline. However, 
just as soon as possible they must report to the 
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Supervisor/Manager or Superintendent, any 
instance of conduct or behaviour by subordinates 
or external users of Regional facilities, where 
such conduct or behaviour contravenes estab- 
lished rules and regulations or is working or 
acting in a manner that is unsafe or contrary to 
good order and discipline. Once the Lead 
Hand reports to the Supervisor/Manager 
or Superintendent, the SupervisOr/Manager 
or Superintendent shall be responsible 
for any further handling of the matter. 
vi) Lead Hands shall not attend or be 
required to attend any meetings between 
the Supervisor or Manager and an 
employee concerning the employee's per- 
formance, an investigation of employee 
conduct or discipline of an employee. 
vii)if modifications are required by either 
party, a union/management meeting shall be 
the vehicle used for discussions. 
c) If a Temporary Lead Hand assignment 
exceeds 1040 continuous hours in a calender 
year the Union and Management shall 
meet to discuss the need to create a Regular 
Lead Hand position. 
3. REGUL4R LEAD HAND S 
The Region may, from time to time, create 
or eliminate Regular Lead Hand positions. 
The Region will give the Union eight (8) 
weeks notice if a Regular Lead Hand position 
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is to be created or eliminated. The duties 
of the Regular Lead Hand will include 
those of a Temporary Lead Hand plus any 
other duties described in the job posting. 
Regular Lead Hand positions exist in the fol- 
lowing areas: 
Water Division 

- Kitchener (Greenbrook) Station 
- Rural (St. Jacobs Station) 
- Cambridge (Middleton) Station 

Landfill Division 

Waterloo Site - Operations 
- Transfer Stations 
& Scales 

Cambridge Site 

Fleet Services - Landfill 
- Heavy 
- Light 

Facilities Management - Building Operations 
- Facilities Maintenance 
- Doon Heritage 

Crossroads 

When an incumbent employee in the areas listed 
above terminates or for any reason one of the 
Regular Lead Hand positions become vacant, if the 
position is to be filled, it shall be posted under the 
provisions contained in the Collective Agreement 
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4. OUAJXICATIONS OF LEAD HAND: 
While the Lead hand is responsible for 
assigning, delegating, co-ordinating and 
overseeing the work of employees being 
supervised, in some circumstances the Lead 
Hand may not be required to be capable of 
performing the duties or possessing the 
skills and abilities of the employees they 
are leading. 

A Landfill Serviceperson, a Mechanic, and a 
Mechanic’s Helper, or any other assigned 
employee who might be assisting the Mechanic, 
will, while working on landfill equipment, 
receive fifty (50) cents per hour while so working. 
Washing time shall be excluded. 

3. Landfill Mechanic Premium 

4. Landfill Premium 
Operators, Spotter (in the tipping area), and 
Heavy Equipment Operators (I,II,m) working 
at the Landfill Site(s) will be paid an additional 
forty (40) cents per hour, calculated on a daily 
basis.The intent of this Clause is to provide a 
premium to employees who have direct con- 
tact with refuse material. 

Employees when flagging, shall receive an 
extra fifty (50) cents per hour. 
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6. Tern-porary and Probationary Emdovee Rates 
of Pay 

Temporary full-time employees and probationary 
employees will receive seven and one half (7 
1/2%) percent less than the regular permanent 
rate of the classification they are employed in, 
until the completion of three (3) months 
continuous service, or sixty (60) actual days 
worked, whichever is the greater, when they 
will commence receiving the regular permanent 
rate. 
The seven and one half (7 1/2%) percent rate 
reduction will not apply to the ScadaProcess 
Operator rates as shown in Appendix "A". 
New employees hired into the classifications of 
Process/Scada Operators and Maintenance 
Operators without related experience will 
progess through the range based on time in 
and not attainment of certification. New 
incumbents with recent related experience 
will be placed on the wage scale accordingly. 
The wage schedule used for the classifications 
of Process/Scada Operators and Maintenance 
Operators will be as follows: 

7 .  Process/Scada ODemtor and Maintenance Operator 
January 1,1999 January 1,2000 
Uncertilied 14.91 Uncertified 15.21 
After 6 months 15.57 After 6 months 15.88 
After 1 year 16.37 After 1 year 16.70 



After 2 years 17.30 After 2 years 17.65 
Level 2 Certification 18.66 Level 2 Certification 19.03 
Level 3 Certification 19.20 Level 3 Certification 19.58 
Level 4 Certification 19.74 Level 4 Certification 20.13 

January 1,2001 
Uncertified 15.36 
After 6 months 16.04 
After 1 year 16.87 
After 2 years 17.83 
Level 2 Certification 19.22 
Level 3 Certification 19.78 
Level 4 Certification 20.33 

July 1,2001 
Uncertified 15.51 
After 6 months 16.20 
After 1 year 17.04 
After 2 years 18.01 
Level 2 Certification 19.41 
Level 3 Certification 19.98 
Level 4 Certification 20.53 

October 1, 2001 
Uncertified 15.67 
After 6 months 16.36 
After 1 year 17.21 
After 2 years 18.19 
Level 2 Certification 19.60 
Level 3 Certification 20.18 
Level 4 Certification 20.74 

8. Definition of Small EauiDment 
The following list is understood and agreed 
regarding a partial listing of small equipment 
that qualifies for the Operator rate of' pay as set 
out in Appendix "A" of' the Collective Agreement. 



i) a) Groundskeeping Equipment 
- handmowers 
- riding mowers (grass and snow) 
- grass trimmers 
- chain saw 
- lawn roller 

b) Vans, pick-ups and cars 
c) Water pumps 
d) Small weed sprayer 
e) Generators and small compressors 
f) Compaction equipment (walk behind 

g) Post hole digger (hand held) 
style) 

ii) That the above list is not considered to be 
all inclusive and discussions will take 
place where misunderstanding occurs on 
other items. 

9. J& 
Proprams 

Job creation programs: Employment Develop 
ment Programs, etc., Operator rate - 15% less 
than the Operator rate in this Appendix. 
Lead Hand rate - 15% less than the Lead Hand 
rate in this Appendix. 
Trades rate - 15% less than the Medium Equip 
ment Operator rate in this Appendix. 
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Should the Region at any time participate in 
any of the Job Creation, Employment Develop 
ment etc., types of programs, the following is 
agreed to: 
i) That no permanent full-time employees 

would lose their job or be laid off as a result 
of these programs. 

ii) That the work to be done, where possible 
will be over and above normal scheduled 
work. 

iii) That these employees would be considered 
as temporary full-time employees under 
the Collective Agreement and paying union 
dues. 

iv) That following requirements of the Collec- 
tive Agreement they would not get any 
benefits other than a vacation percentage, 
for any period of temporary employment 
of less than six months. 

v) That all necessary personal safety equipment 
will be issued as required however, this 
does not include uniforms and/or clothing, 
which will not be issued. 

10. Airport Maintenance Operatom Rate of Pav 

Current incumbents in the position of 
Maintenance Operator (Airport) who 
were in this position as at December 14, 
1995 ( the date the Region assumed full 
ownership and operation of the Airport) 

11s 



will continue to be paid $18.15 per hour, 
and work seven (7) hours per day with 
one (1) hour unpaid lunch (35 hours per 
week) until the current wage rate for this 
position reaches $18.15 per hour. In addition, 
these incumbents will receive no wage 
increase until the current wage rate meets 
the incumbents' wage rate. "Current wage 
rate" shall mean the effective wage rate in 
the collective agreement that applies on 
the effective dates in Schedule "A". 
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APPENDIX B 
Region of Waterloo 

WORK CLOTHING REQUEST FORM - 1999 
Name DepVDiv. Local 

Allowable points (relates to dollar value of garments): local 1656: 158 (Full time) 
95 (Part time) 

EMPLOME'S SIGNATURE TomlpMnls - 
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Appendix “C” 

MEMORANDUM OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

-and- 

THE PARTIES to this Collective Agreement agree that 
the Prepaid Leave Policy established by the Council of 
the Regional Municipality of Waterloo (attached) shall 
apply to members of CUPE Local 1656, subject to 
such modifications and/or amendments as detailed 
herein, which are required to obtain conformity with 
the requirements of Revenue Canada (Taxation) regu- 
lations, in particular Part LXVIII as amended. 

The Policy modifications are deemed to be as follows: 
1. The arrangement is not established to provide 

benefits to the employee on or after retirement, 
but is established for the main purpose of per- 
mitting the employee to fund, through salary or 
wage deferrals, a leave of absence from 
employment of not less than 6 consecutive 
months that is to commence immediately after a 
period (“the deferral period”) not exceeding 6 
years after the date on which the deferrals for the 
leave of absence commence. 
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2. 

3. 

4.  

5. 

6 .  

The amount in respect of interest or other addi- 
tional amounts that may reasonably be consid- 
ered to have accrued to or for the benefit of the 
employee to the end of the taxation years shall 
be paid in the year to the employee. 
The arrangement requires that all amounts held 
for the employee's benefit under the arrange- 
ment shall be paid to the employee out of or 
under the arrangement no later than the end of 
the first taxation year that commences after the 
deferral period. 
Throughout the period of the leave of absence, 
the employee does not receive any salary or 
wages from the Employer, or any other person or 
partnership with whom the Employer does not 
deal "at arm's length", other than the amounts of 
salary that was deferred or reasonable fringe ben- 
efits paid by the employer. 
Throughout the period of the leave, the employee 
is not to be employed elsewhere. 
An employee is to return to regular employment 
with the employer after the leave of absence for 
a period that is not less than the period of the 
leave of absence. 

In addition, the following shall also apply: 
1. The Policy shall come into effect as of January 1, 

1991, for members of the Local. 
2. All carriers of employee benefits plans shall be 

notilied of the agreement to enter into use of the 
plan, and: 
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a) shall be notified by the Employer at least three 
(3) months in advance when an employee is to 
start the actual leave permitted by the plan. 
shall maintain the level of benefits during the 
entire period of the leave in accordance with the 
full salary paid immediately before the com- 
mencement of the leave. 

Any employee undertaking said leave shall be 
informed prior to approval being granted, that for 
the purposes of Ontario Municipal Employees 
Retirement System pension contributions deduc- 
tions and establishment of "accredited services" 
the employee shall be required to contribute 
based on the total of contributory earnings in any 
pay period and that during the time of absence, 
the employee is deemed to be on an authorized 
leave of absence which the member could pur- 
chase as "broken service" in accordance with 
Section 10 of the OMERS Manual. 
In the event the employee becomes disabled 
while on leave, the employee shall not be eligible 
for Long Term Disability benefits prior to 
exhausting accumulated sick leave or 1 19 days of 
total disability has elapsed, whichever is the 
greater. 
That any pertinent federal or provincial regula- 
tion which comes into effect hereafter shall be 
adhered to by the parties as of the date said reg- 
ulations receive Royal Assent. 

b) 

3. 

4. 

5 .  
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Dated at Waterloo, Ontario this 22nd day of February, 
1991. 

For the Canadian Union 
of Public Employees, Municipality of 
Local 1656 Waterloo 

For the Regional 

Brian Orth Cheryl Lowe 

Mark Goodwin Garth A Brillinger 

Donna Cook 

Gord McMurran 

Timothv A. Convard 



THE REGIONAL MUNICIPALITY OF 
WATERLOO 

PREPAID LEAVE PLAN FOR PERMANENT 
FULL-TIME EMPLOYEES 

(Also known as a Voluntary Self Funded Leave Plan) 

MANDATORY TERMS AND CONDITIONS 

A self funded prepaid leave policy has been devel- 
oped and approved by Council, to afford full time 
employees the opportunity at the sole discretion of 
the Region, of taking a continuous “unpaid” leave of 
absence of either six (6) months or twelve (12) 
months, and to finance the leave through deferral of 
salary for the appropriate period.The following terms 
and conditions will apply: 

1. Elieibilitv 
All permanent full time Regional employees who have 
completed at least one (1) year of continuous full 
time service are eligible to participate in this 
plan. However, for unionized full time employees, 
such leaves are only available, where written and 
signed agreement has been reached with the particu- 
lar union executive, regarding certain aspects of such 
leaves that may be in conflict with the applicable col- 
lective agreement. 
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2. Length of Leaves-Salary/WaPe Deferral 
2.1 Employees may apply for a salary deferral 

from a minimum of 20% to a maximum of 
33 1/2% of normal salary/wages received. 
In addition, an employee may apply for a 
salary deferral period for a minimum of 
eighteen (18) months to a maximum of 
four (4) years. 
FOOTNOTE: "Normal: salary/wages as used in 
2.1 and 2.2 refers to an employee's normal and 
usual bi-weekly pay, and excludes all forms of 
premium pay. 

2.2 

3. Fundin? Deposits and Interest 
i) Deferred funds will be deposited into an 
interest bearing account in the bank normally 
used by the Region, and the Regiowwill maintain 
a record of funds and interest for each 
individual employee approved for prepaid leave. 
ii) The total amount of accumulated 
salary/wage deferral funds will be paid to the 
employee in bi-weekly payments as appropri- 
ate for the approved period of the leave. In 
keeping with federal regulations the amount in 
respect of interest that may reasonably be con- 
sidered to have accrued to or for employees to 
the end of the taxation year, shall be paid on 
an annual basis as required by Revenue 
Canada. 



iii) Federal regulations also require that all 
amounts held for employees, must be paid to 
employees "no later than the end of the first 
taxation year that commences after the deferral 
period. " 
The Region's requirement of a maximum one 
(1) year leave period, will keep us in compliance 
with this Regulation. 
iv) Any cost of living increase, anniversary 
increase or any other type of permanent 
increase given to the employee during the 
deferral period, will be included for computa- 
tion of the 20% amount to be deferred. 
Conversely, any decrease in salary/wages (eg. 
employee is successful in applying to a lower 
paying position), or any loss of salary/wages 
(eg. employee off on unpaid sick leave), occur- 
ring during the deferral period, would result in 
an amount perhaps less than origindy expected 
being paid to the employee during the leave 
period. 

4. ADDlication and Approval 
i) Employees must complete and sign a special 
Human Resources form, and give it to their 
Divisional Director at least three (3) full 
months prior to the start date of the salary 
deferral. 

ii) The Divisional Director will then for- 
ward the application to the Assistant CA0 
- Human Resources, Chief Administrative 
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5. 

6. 

Officer and Administration & Finance Com- 
mittee in that order, for their approval. 
iii) The application will be returned to the 

employee after suitable approvals have been 
obtained. If not being approved, the employee 
will be given the reason in writing by the indi- 
vidual at the level responsible for not 
approving. 
iv) At least twelve (12) months must elapse 
before an employee can be approved for any 
subsequent prepaid leave. 

Commencement of Leave 
Prepaid leaves must commence immediately 
upon the cessation of either the two (2) year or 
four (4) year salary/wage deferral period. 

Healthmelfare Benefits 
The following benefits may be maintained by 
the employee during the leave period, with the 
employee paying 100% of the premiums. 
Employees must indicate on the application 
form when applying for the leave, if they wish 
benefits to be continued, and payment arrange- 
ments (see FOOTNOTE) suitable to the 
Human Resources Department must be 
made prior to the commencement of the leave, 
or else all benefits will be immediately can- 
celled and the employee would have to make 
application for benefits in the usual manner 
and subject to our carrier's regulations, imme- 
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diately upon returning to duties following ces- 
sation of the leave period. 
- Major Medical 
- Dental Plan 
* - LifeInsurance&AD&D 
* - Long Term disability (LTD) (however, 
should an employee become disabled during 
the leave, the LTD benefit will not commence 
to be calculated and in the normal manner, 
until the employee's scheduled return to work 
date) 
- OHIP 
* These benefits would be based on the 
employee's full salary prior to the leave com- 
mencing, and not the lesser salary. 
FOOTNOTE: Arrangements for on-going pay- 
ment of premiums by the employee must be 
made and maintained as per the 
arrangements agreed to with the Human 
Resources Department, or else all benefits 
being paid for will be immediately lost and 
reinstatement will be according to our 
carrier's regulations upon the employee's 
return to regular duties. Contributions to the 
Regionally sponsored Group RRSP during 
the period of deferment are made based 
on the gross earnings before any deferral 
amounts are withheld. Employees can 
make up the difference during the leave 
period through lump sum payments. 
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7. Withdrawal From the Plan 
7.1 Prior to Leave Commencing 

i) Once salary deferral has commenced, 
employees can only withdraw from the plan 
under exceptional circumstances such as 
severe financial hardship etc. 
ii) To withdraw from the plan, the employee 

must make a request in writing to their Depart- 
ment Head, giving reasons etc., at least four (4) 
months prior to the scheduled start date of the 
leave. The Department Head will send the 
request to the Assistant CAO, Human 
Resources with any additional comments 
attached. 
iii) Regardless of the length of time that salary 
deferrals have been made, the employee with- 
drawing from the plan will receive payment of 
accrued funds plus that year's interest, in a 
lump sum. 
iv) If an employee is laid off during the salary 
deferral period, the employee will be required 
to immediately withdraw from the plan and 
accrued salary plus that year's interest will be 
paid in a lump sum to the employee. 
v) Should death occur to the employee during 
the salary deferral period, all accrued funds 
plus that year's interest will be paid to the 
estate of the employee in a lump sum. 



7.2 After Leave Has Commenced 

i) Once the prepaid leave period off work has 
commenced, it cannot be cancelled by the 
employee, and must TUR through to its conclusion. 
ii) Should the employee terminate employ- 
ment, retire etc. during the leave, normal termi- 
nationhetirement procedures will be followed, 
and any accrued funds remaining will be given 
to the employee in a lump sum. 
iii) Should death occur to the employee during 
the period on leave, any accrued funds remain- 
ing will be paid to the estate of the employee 
in a lump sum. 
The Region will ensure compliance with the 
foregoing. 

8. SeniorW. Vacation. Anniversary 
Increases etc. DurinP the Leave 
i) Seniority will not accumulate, but will 
remain at the level attained at the start of the 
leave. 

ii) Union dues will be based on the full salary 
earned prior to the leave commencing, and will 
not be deducted from payments made to the 
employee during the period on leave. 
iii) Vacation level earned will remain at the 
level attained at the start of the leave; i.e. the 
period on leave will not be included in calcu- 
lating vacation eligibility. 
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iv) Vacation earned but not taken at the com- 
mencement of the leave period, will be paid 
out at the start of the leave, and based on the 
regular salary level. 
v) Employees who are not at the top of their 
salary range, will not be able to use the leave 
period for calculating upward movement in 
their range, i.e. the leave period is lost. 

vi) An employee's total of sick leave credits 
will remain at the total earned at the start of 
the leave and will not accumulate during the 
leave period. 
vii) Employees on leave will not be able to 
obtain any monetary withdrawal from their 
sick leave credits should they be ill or other- 
wise incapacitated during the leave period. 

viii) Should an employee require maternity, 
parental, and/or adoption leave such that 
these leaves as provided in the appropriate 
collective agreement or HR policy, would go 
beyond the scheduled date to return from the 
prepaid leave, it is up to the employee to apply 
for the period of leave that covers the period 
left remaining of the leave (i.e. the period 
between the normal return to duty date from 
prepaid leave, and the end of the maternity 
leave/parental/adoption leave), in which 
case, the terms and conditions specific to 
maternity/parental/adoption leaves in 
this Collective Agreement will apply. 
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ix) Should an employee become ill during the 
period on prepaid leave, such that the employ- 
ee cannot return to duty on the scheduled 
return date, it is up to the employee to get 
appropriate medical certification to their 
supervisor within three (3) working days of 
their scheduled return date, or else the "termi- 
nation if absent from work without an acceptable 
reason" clause in the appropriate collective 
agreement or HR policy, will apply. 

9. Return to Duties 
i) Federal regulations require that employees 
must return to regular employment with the 
Region after the leave of absence has ended, for 
a period that is not less than the period of the 
leave of absence. Therefore, employees who 
request approval for a six (6) month or twelve 
(1 2) month prepaid leave, must agree to return 
to employment at the end of the 6 or 12 month 
period, for at least the same period of time. 
ii) Upon return to duty following completion 
of the leave, an employee will go back to the 
same position they held at the start of the 
leave. If the position for whatever reason is no 
longer available, the employee must bump 
another less senior employee in the union or 
non-union group as applicable, whose job they 
can immediately commence performing, and in 
accordance with the seniority regulations cur- 
rently in the applicable collective agreement or 
personnel policy. 
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10. General Conditions 
i) The Region assumes no responsibility or lia- 
bility for any consequence arising out of the 
prepaid leave plan, as it relates to the effects on 
the Canada Pension Plan (CPP), the Ontario 
Municipal Employees Retirement System 
(OMERS), Revenue Canada (Income Tax), 
Unemployment Insurance, Workers Compensa- 
tion, etc. The responsibility lies solely with the 
employee. 

ii) CPP contributions and Income Tax are 
deducted from the employee's pay during 
the period of deferment, based on the per- 
cent of the salary being paid (66 2/3% to 
8 O 0 ) .  EIC deductions are based on 100% 
of the salary before the salary deferral is 
deducted. During the period of leave, no 
deductions for EIC are made. 
Payment of EHT is based on the lesser 
salary for the period of leave. 
Employees on prepaid leave are not eligible to 
receive E.1 payments during the leave period, 
as they are considered by them to still be on 

iii) OMERS contributions during the period 
of deferment are made based on 100% of 
the employee's gross earnings before any 
deferral amounts are withheld, This period of 
"broken service" which the employee could 
purchase sometime after returning to work. 

Salary. 
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However, the employee is required to pay 
both portions to OMERS (i.e. the employer and 
the employee amounts). No contributions 
are made during the period of leave, by 
either the Region or the employee. 
iv) Workers Compensation will not apply dur- 
ing the leave. 
v) Employees on a prepaid leave, will not be 
considered for employment in any other posi- 
tion that comes under Regional jurisdiction, for 
the period on such leave. 

Dated at Cambridge, Ontario this 18th day of December, 
1998. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin Karen Dreher 

Reiner Strenzke Jim Zarzycki 

Chris Baron Colin Galloway 

Randy Sommerville Ken Noonan 

John Scroggins M. L. Mellor 

Mark Charboneau Dan Balfour 
Terry Brick 

Kim Bayley 
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L-1 LETIER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

-and- 

The Region of Waterloo agrees that the following 
principle in the Region's "Ontario Works Business 
Plan". as approved by Region Council, will be 
honoured within the scope of tlie C.U.P.E. 
Local 1656 bargaining unit: 

Workfare shall "not be a substitute for paid 
employinent or lead to the displacement 
of paid workers". 

Furthermore, the parties recognize that the 
Region of Waterloo's "Ontario Works Business 
Plan" or its successor or similar plan will not 
be used to displace or replace any paid work of 
full-time, part-time employees, or students or 
volunteers, if any. The Region agrees that 
"Ontario Works" clients/placements shall not 
be placed into any position that is covered in 
whole or part by Article 2.01 where any position 
has been vacated by retirement, resignation, 
promotion, technological or organizational 
change. or layoff. 
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Dated at Kitchener, Ontario this 13th day of 
February, 1999. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin Karen Dreher 

Reiner Strenzke Jim zarzyclu 

Chris Baron Colin Galloway 

Randy Sommerville Ken Noonan 

John Scroggins M. L. Mellor 

Mark Charboneau Dan Balfour 
Terry Brick 

Kim Bayley 
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L-2 LETTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

Notwithstanding the Region's rights as set out inArticle 
2.03, the parties agree as follows: 

- a d  - 

CONTRACTING OUT - NOTICE AND 
INFORMATION TO THE UNION 

At least forty-five (45) days before Region 
management makes a recommendation to any 
Committee of Council (eg. Engineering, 
Finance, etc.) to contract out or regender any 
present contract for work or services that 
could be performed by employees in the bar- 
gaining unit; 
The Region shall advise the Union as soon as 
possible. 
The Region shall make available to the Union 
any relevant information in its possession at the 
time of the request, or which it can rea- 
sonably obtain, that may be required by the 
Union to evaluate the work to be undertaken 
or tendered. 
The Region shall meet with the Union to discuss 
the details of the work or service to be under- 



taken or re-tendered in order to afford the 
Union an opportunity to make a presenta- 
tion to the relevant Committee or to 
Council and prior to the Region placing any 
advertisement or calling for expressions of 
interest or tenders. 

2. MERGER AND AMALGAMATION: 
a) Should the Region plan to merge, amalgamate 
or combine any of its operations or functions 
with another municipal employer or private 
sector employer or transfer any of its operations 
or functions to another municipal employer or 
private sector employer, the Region will contact 
the Union as soon as possible. 
The Region and Union representatives will, 
without delay, meet to discuss the Region’s 
plan. The parties will meet with the new 
municipal employer(s) or private sector 
employer in order to attempt to resolve the 
retention of seniority rights, salary and wage 
levels, vacation and premiums, for each 
employee who may be transferred to the other 
municipal employer or private sector employer. 
The Region will make best efforts to work 
with the Human Resources departments 
of all affected municipalities to reduce 
adverse organizational and administrative 
impact to the greatest extent possible on 
affected employees. The Region will ensure 
that the Union is informed of its best 
efforts on a regular basis. 

b) 

139 



In the event an employee in this bargain- 
ing unit in the Region of Waterloo is dis- 
placed (i.e. laid-off) as a result of an amal- 
gamation or merger, the individual shall 
have the following options: 
i) placement in any vacant position with- 
in the bargaining unit for which the 
employee possesses the skills and ability; 
ii) bumping any less senior employee, 
provided the employee already possesses 
the necessary skill and ability to perform 
the work available, with a five ( 5 )  working 
day orientation period and no training as 
defined in Article 8.03 a)i). Employees 
shall be allowed to bump to a higher paid 
classification. 
iii) training, at the Region's expense, for a 
period of time not to exceed 500 hours 
over a six month period, to provide the 
employee with the skills required to IiU 
an existing vacancy of equal or lesser 
classification. This training option will 
remain available for twelve (12) months 
following the day of lay off. 
No employee shall be hired into the bar- 
gaining unit by the Region until all q d -  
fied employees who are on lay off due to 
the amalgamation or merger have been 
notified and considered for the vacancy in 
accordance with Article 8.06. 



3. CONTRACTORS AND REGION SHOP RATE: 
No private contractor contracted to provide 
services to the Region will use any Region facil- 
ity, materials equipment or services without 
considering the cost for such service at the 
rate used by the Region to determine its “shop 
rate”. The Region shall provide, upon 
request to the Union, verification that 
such cost was considered in awarding the 
contract. 

Signed at Kitchener, Ontario this 13th day of February, 
1999. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin Karen Dreher 

Reiner Strenzke Jim Zarzycki 

Chris Baron Colin Galloway 

Randy Sommerville Ken Noonan 

John Scroggins M. L. Mellor 

Mark Charboneau Dan Balfour 

Terry Brick 

Kim Bayley 
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G3 LElTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALFTY OF 
WAmRLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

- and - 

This Letter of Understanding constitutes acceptance 
of the following regarding employees in the Water 
Division who work some twelve (12) hour shifts as 
part of their normal rotating shift schedule. 

The following areas in the Collective Agreement are 
understood and/or agreed to: 

1. 

2. 

3. 
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Where "working day" is used in the Collective 
Agreement, it is to be read as the employee's 
normal working day regardless of whether it is 
an eight (8) hour or twelve (12) hour shift 
except as otherwise noted in this Letter. 

In the following Articles, a twelve (12) hour 
shift equals one day and a half (1 1/2) working 
days: 

a) 8.01(a) - Seniority 

b) 16.08 -Vacation 

For Clauses 11.04 and 11.05, the following 
applies: These Clauses mean eight (8) hours, 
regardless of whether the union representative 



is on an eight (8) hour or a twelve (12) hour 
shift on the day in question, i.e. the Region will 
only pay for up to a maximum of eight (8) 
hours. 

4. 15.03 (a) If scheduled to work regularly 
twelve (1 2) hours on a statutory holiday, 
then employee gets twelve times 
two and a half (12 x 2 1/2) rate. 

1/2) hours, plus twelve (12) hours 
off, or eight times one and a half plus 
four times two and a half (8 x 1 1/2 
+ 4 x 2 1/2) with an eight (8) hour 
lieu day off. 

iii) The lieu day taken off must be 
requested within one hundred 
eighty (180) calender days from the 
actual date of the paid holiday in 
question. 

6. 15.06 Lieu days shall be eight (8) hour days. 

7. 16.01 Vacations taken shall equate to an 
eight (8) hour day, forty (40) hour 
week i.e. if off on vacation for a week 
that is scheduled for more than 
forty (40) hours, only forty (40) 
hours will be paid for, if on vacation 
for one twelve (12) hour day, then 
only eight (8) hours is paid for. 

5 .  15.03 (b) Twelve times one and a half (12 x 1 
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For earning vacation, with less than one (1) 
year of service, one month equals one eight (8) 
hour day of vacation. 

Additional vacation days in Article 16.01 b) of 
the Collective Agreement, shall be eight (8) 
hour days, four (4) hour half (1/2) days. 

8. 17.03 Jury service will be paid as per the number 
of scheduled working hours, on the day(s) 
of such duty. 

9. 17.04 Bereavement will be paid as per the number 
of scheduled working hours on the day(s) 
of eligible bereavement. 

10. 18.01(b) Thetwo(2) ten(lO)rn&tepaidrestperiods 
&18.03 stipulated in Clausqwill be combined to 

read as one paid twenty (20) minute 
lunch period, so that there will then be 
two (2) paid twenty (20) minute lunch 
periods within the twelve (12) hour shift. 

If first shift is a twelve (12) hour shift, 
then twelve times one and a half 
(12 ~1112) is paid. 

12. 19.01(a) Overtime will not be paid for a scheduled 
twelve (12) hour day, as the twelve (12) 
hour shift is the normal work day. 

The normal work week for operators on twelve 
(12) hour shifts will be as per the two (2) week 
schedule. 

11 .  18.02 
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The second regular day off for Process/Scada 
Operators will commence twenty-four (24) 
hours after the employee's last scheduled shift 
worked e.g. last scheduled work day completed 
at 08:OO Monday - double time begins 08:OO 
Tuesday until 08:OO Wednesday. 

13. 19.0l(b) 

14. 19.02(b) 

15.19.02(c) 

16.19.06(a) 

17. Sick Leave 

18. W.S.1.B 

Eight (8) hours to read as twelve (1 2) 
hours for purposes of this clause. 
(i.e. regular shift) 

A shift premium will be paid on the 
last four (4) hours of the twelve (12) 
hour day shift and on all hours of the 
night shift. 
A shift premium would be payable. 

Eight (8) to read twelve (12) when 
applicable for this group. 

This would continue to be earned as 
at one and a half (1 1/2) days per 
month, however, sickness on twelve 
(1 2) hour shifts, would be deducted 
at one and a half (1 1/2) days per 
twelve (1 2) hour shift not worked on 
account of sickness. 

Where employees are absent and in 
receipt of Workers' Compensation 
benefits, the Region will make up the 
difference between compensation 
allowance and their regular salary or 
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wage until such time as their sick leave credits 
are exhausted and sick leave credits shall be 
debited with one and one half (1 1/2) hours for 
each such twelve (12) hour absence. 

This Letter of Understanding shall remain in force for 
the life of the Collective Agreement, and thereafter it 
shall be automatically renewed in conjunction with 
the Collective Agreement agreed to by the parties. 
Either party may give sixty (60) days written notice to 
the other party of its desire to revise or amend this 
Letter of Understanding. 

Dated at Kitchener, Ontario, this 27th day of November, 
1998. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin Karen Dreher 

John Scroggins Colin Galloway 

Reiner Strenzke Dan Balfour 

Randy Sommerville Jim Zarzycki 

Kim Bayley Mike Murray 

Terry Brick M. L. Mellor 

Chris Baron Ken Noonan 

Mark Charboneau 
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L-4 LE'ITER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

The parties agree that the total number of part-time 
employees covered by the CUPE Local 1656 part-time 
collective agreement shall not at any time exceed 
twenty (20%) percent of the total of the permanent 
full-time employees covered by this Collective Agreement. 

Signed at Kitchener, Ontario this 13th day of February, 
1999. 
For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

- and - 

For the Regional 

Mark Goodwin Karen Dreher 

Reiner Strenzke Jim Zarzy Cki 

Chris Baron Colin Galloway 

Randy Sommerville Ken Noonan 

John Scroggins M. L. Mellor 

Mark Charboneau Dan Balfour 

Terry Brick 

Kim Bayley 
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L5 LE'ITER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WAmRLOO 

- and - 
THE CANADIAN UNION OF PUBLIC 

EMPLOYEES, LOCAL 1656 

During the course of the 1996 negotiations the 
Region and the Union discussed the high number of' 
grievances arising out of the distribution of overtime. 
The Region and the Union negotiated new language 
in Article 19.01 c) setting out a rotational system of 
overtime distribution. While the Region and the 
Union continue to share an expectation that the 
agreed language will greatly reduce the number of 
overtime grievances, the parties have agreed as follows: 

Where the Union alleges through the filing of a 
grievance the Region has failed to call in the 
proper employee to perform the overtime, the 
Region will pay the employee in accordance 
with the premium provisions of the collective 
agreement. The employee shall not be required 
to work or otherwise make up any hours, or 
have their position on the overtime rotation 
changed or adjusted. 
The Region will pay the employee who should 
have been called to perform the overtime work 
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only if that employee has grieved the lost 
opportunity. The Region will not pay any 
employee who was not actually missed for the 
overtime. 

Signed at Waterloo, Ontario this 15th day of January, 

1999. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin M. L. Mellor 

Reiner Strenzke Karen Dreher 

Kim Bayley Dan Balfour 

John Scroggins Ken Noonan 

Terry Brick Colin Galloway 

Chris Baron Jim Zarzycki 

Randy Sommerville Mike Murray 

Mark Charboneau 
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L-6 LETTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WAmRLOO 

- and - 
THE CANADIAN UNION OF PUBLIC 

EMPLOYEES, LOCAL 1656 

The Region shall in all cases meet or exceed the 
provisions of the Occupational Health and Safety 
Act, which is understood to provide only the base 
minimum standards for health and safety of 
employees. 

Accordingly, in the event that any proposed 
amendments to the Occupational Health and 
Safety Act are passed by the Legislature of 
Ontario, regarding "Part V - Right to Refuse or 
Stop Work Where Health and Safety in Danger", 
the parties agree that they will continue to be 
bound for the life of this Agreement by Part V of 
the "Occupational Health and Safety Act and 
Regulations for Industrial Establishments" that is 
in force as of the date of signing this letter. The par- 
ties will meet to incorporate the provisions of 
Part V and any other mutually agreed health and 
safety standards into the Collective Agreement. 



Dated at Waterloo, Ontario this 4th day of February, 
1999. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin M. L. Mellor 

Reiner Strenzke Karen Dreher 

Kim Bayley Dan Batfour 

John Scroggins Ken Noonan 

Terry Brick Colin Galloway 

Chris Baron Jim Zarzycki 

Randy SommervilIe Mike Murray 
Mark Charboneau 



L-7 LETTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

- and - 

During the course if negotiations, the union 
expressed concern about the current use of two 
different performance appraisal forms in different 
areas of the bargaining unit. Management agreed 
there should be one form for all bargaining unit 
employees. 

As a result, the Region and the Union agreed 
within 90 days of mutual ratification to meet for 
the purpose of developing and implementing a 
uniform performance appraisal form. Should the 
parties, within 60 days of meeting, fail to reach 
agreement on the form, then the matter may be 
referred by either party to arbitration solely to 
make a determination of the form to be used. 



Dated at Waterloo, Ontario February 5,1999. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

For the Regional 

Mark Goodwin Karen Dreher 

John Scroggins Dan Balfour 

Chris Baron Ken Noonan 

Kim Bayley Jim Zarzycki 

Randy Sommerville Colin Galloway 

Mark Charboneau M. L. Mellor 



G8 LETTER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPAI.J"Y OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOMEES, LOCAL 1656 

- and - 

The Union may request in writing during the term of 
a collective agreement the cost to the Region of the 
benefits under Articles 23.02 a) formerly 23.01,23.03, 
23.05, 23.06, 23.10, following which the Region will 
provide the Union with the costs to the Region of the 
benefits catergorized into single and family coverages. 

The parties have agreed to provide each with at least 
three (3) working days written notice of any legal 
strike or legal lockout action. Where the Union has 
provided the Region with at least three (3) working 
days notice of any legal strike and undertakes to reim- 
burse the Region for the continuation of the benefits 
set out above, the Region shall invoice the Union and 
accept payment from the Union on a bi-weekly basis 
in advance of the period to be covered and shall 
ensure that such benefits are continued as provided 
for as long as the payment continues. 

Any dispute concerning the continuation of benefits 
during a legal strike or lockout shall be a matter for a 
policy grievance and may be referred to arbitration. 
An arbitrator shall have jutisdiction to hear any grievance 
concerning this Article. 
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Dated at Waterloo, Ontario this 10th day of February, 
1999. 

For the Canadian 
Union of Public 
Employees, 1656 

Mark Goodwin 

Chris Baron 

Randy Sommerville 

John Scroggins 

Kim Bayley 

Terry Brick 

Mark Charboneau 

Reiner Strenzke 

For the Regional 
Municipality of 
Waterloo 

Karen Dreher 

Ken Noonan 

Jim Zarzycki 

Colin Galloway 

M. L. Mellor 
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L-9 LEITER OF UNDERSTANDING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

- and - 

During the course of negotiations, the parties agreed 
to the following language: 

No operator shall be instructed or expected to 
use the wing plow without the aid of a wingperson 
when they feel it is unsafe to do so. 

Dated at Kitchener, Ontario this 13th day of February, 
1999. 

For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 

Mark Goodwin Karen Dreher 

Reiner Strenzke Jim Zarzycki 

Chris Baron Colin Galloway 

Randy Sommerville Ken Noonan 

John Scroggins M. L. Mellor 

Mark Charboneau Dan Balfour 
Terry Brick 

Kim Bayley 
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L-10 ='ITER OF UNDERSTAM)ING 
- between - 

THE REGIONAL MUNICIPALITY OF 
WATERLOO 

THE CANADIAN UNION OF PUBLIC 
EMPLOYEES, LOCAL 1656 

-and- 

During the course of negotiations, the parties discussed 
the proposed change in the OMERS factor requirements 
for early retirement. Should the Provincial government 
approve the "80 factor" window, the parties agreed as 
follows: 

The Region will extend retiree benefits in accordance 
with Article 23.09 to full-time employees who are age 
50-55 and who retire early under the terms and con- 
ditions of the OMERS "80 factor" retirement window. 

Signed at Kitchener, Ontario this 27th day ofApril, 1999. 
For the Canadian 
Union of Public Municipality of 
Employees, 1656 Waterloo 
Mark Goodwin Karen Dreher 
Chris Baron M. L. Mellor 
John Scroggins Colin Galloway 
Terry Brick Dan Balfour 
Randy Sommerville Jim Zarzycki 
Reiner Strenzke Mike Murray 
Kim Bayley Ken Noonan 
Mark Charboneau 

For the Regional 
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