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ARTICLE1 PURPOSE

1.1 Itisthe purpose of this Agreement to set forth salaries, allowances, benefits,
terms and conditions of employment and to provide a process for
disposition of grievances for those employees of the Algoma District
School Board covered by this Agreement.

1.2 Both parties shall be bound by the legislation of Canada and the Province
of Ontario.

1.3 For the purposes of administering this Agreement, geographic areas of the
Board shall be defined as any work sites within the geographic areas
covered by the following predecessor school boards:

Central Algoma
Chapleau
Hornepayne
Michipicoten
North Shore
Sault Ste. Marie.

ARTICLE2 RECOGNITION

2.1 The Board recognizes the Ontario Secondary School Teachers' Federation
(OSSTF) as the sole and exclusive bargaining agent authorized to
negotiate on behalf of the employees engaged in office, clerical and
technical positions, Educational Assistants and Noon Hour Assistants
employed by the Algoma District School Board, save and except
confidential secretaries, supervisors, persons above the rank of supervisor
and Algoma District School Board students performing under three (3)
hours of work per week per department per school.

2.2 The Board recognizes the Negotiating Team of the Educationa Support
Staff (ESS) Bargaining Unit as the group authorized to negotiate on
behalf of the Union. The ESS Negotiating Team shall include up to
five (5) members of the Bargaining Unit and may include other
representatives, from outside the Bargaining Unit, duly appointed by the
Union.

2.3 Each party shall notify the other of the names of the members of its
Negotiating Team in writing prior to the commencement of negotiations.

2.4  Each party recognizesthe right of the other to authorize any agent, advisor,
counsel, solicitor or duly authorized representative to assist, advise or
represent it in all matters pertaining to the negotiation and administration
of this Collective Agreement.

ARTICLE 3 DEFINITIONS
3.1 “Employment Status’ shall mean a Twelve-Month position or a position



which is Other-Than-Twelve-Months.

3.2 “FTE” shal mean full-time equivalent.

3.3  “Full-Time” shall mean thirty-five (35) hours per week.

3.4 “Geographic Area’ shall have the meaning set out in Article 1.3.

3.5 “Membe” shall mean amember of the Ontario Secondary School Teachers
Federation.

3.6 “Other-Than-Twelve-Month Position” (OTTM) shall mean a Regular
Bargaining Unit position to which an employee has been appointed and
which is not a Twelve-Month position. Other-Than-Twelve-Month (OTTM)
positions may be either full-time or part-time.

3.7 “Part-Time” shall mean less than thirty-five (35) hours per week.

3.8 “Party” shall mean the Ontario Secondary School Teachers' Federation
and/or the Algoma District School Board.

3.9 “Pay Level” shall mean acluster of job classifications which have the same
hourly rate.

3.10 *“Predecessor Board” shall mean one of the Central Algoma Board of
Education, the Chapleau Board of Education, the Hornepayne Board of
Education, the Michipicoten Board of Education, the North Shore Board
of Education or the Sault Ste. Marie Board of Education.

3.11 “Probationary Employee’ shall mean an employee who has been appointed
to aRegular Bargaining Unit position and who is serving the probationary
period as set out in Article 8.

3.12 “Regular Bargaining Unit Employee” shall mean an employee appointed to
aRegular Bargaining Unit position. A Regular Bargaining Unit employee
may be a probationary employee or an employee who has completed the
probationary period.

3.13 “Regular Bargaining Unit Position” shall mean any Bargaining Unit
position excluding casual work as defined in this Agreement. A Regular
Bargaining Unit position may be Twelve-Month or Other-Than-

Twelve Month.

3.14 *“Twelve-Month Position” shall mean a Regular Bargaining Unit position
to which an employee has been appointed and is required to work twelve
(12) months of theyear. A Twelve-Month position may be either full-time
or part-time.

ARTICLE4 MANAGEMENT RIGHTS
4.1 Subject to the Acts and Regulations of the Province of Ontario and except
as expressly modified by this Collective Agreement, the Board retains all
rights and prerogatives of management including but not restricted to:
a) theright to hire, assign, appoint, suspend, promote, classify, transfer,
or lay-off employees, and create and or remove positions;
b) theright to make, alter from time to time, and enforce practices and



procedures to be observed by employees. Such practices and
procedures shall not be contrary to the terms of this Agreement. Prior
to any exercise of this right which would change a practice or
procedure, the Board shall notify the Bargaining Unit President;

c) theright to determine the qualifications, duties and responsibilities of
positions;

d) theright to discipline, demote or discharge an employee for just cause.
The parties agree that alesser standard of just cause shall apply to
probationary employees.

ARTICLES UNION SECURITY

5.1

5.2

All present employees shall, as a condition of employment, either maintain
their Union membership or join the Union within thirty (30) days after

the ratification of this Agreement and shall remain Union membersin good
standing.

Employees hired subsequent to the ratification of this Agreement shall, as
acondition of employment, become Union members as of the first day of
work and shall remain Union members in good standing.

ARTICLE6 UNION DUES

6.1

6.2

6.3

On each pay date on which an employee receives a pay cheque the
Employer shall deduct from each employee the OSSTF dues and any dues
chargeable by the Bargaining Unit. The amounts shall be determined

by OSSTF and/or the Bargaining Unit in accordance with their respective
constitutions and forwarded in writing to the Employer at least thirty (30)
days prior to the expected date of change. In the event of afixed dollar
amount and/or a one time deduction as Bargaining Unit dues, the
Bargaining Unit agrees to provide sixty (60) days notice of change to the
Employer.

The OSSTF dues deducted in accordance with Article 6.1 shall be remitted
to the Treasurer of OSSTF at 60 Mobile Drive, Toronto, Ontario M4A 2P3
no later than the fifteenth of the month following the month in which the
deductions were made. Such remittance shall be accompanied by alist
identifying the employees, their S.I.N. numbers, their salary or wage rate,
their wages for the period, the amounts deducted, the status of any casual
employees and the number of hours worked per week for all other
employees.

Dues specified by the Bargaining Unit in accordance with Article 6.1, if
any, shall be deducted and remitted to the Treasurer of OSSTF District 2
Algomaat 168 McDougald Street, Sault Ste. Marie, Ontario P6A 3A8 no
later than the fifteenth of the month following the month in which the
deductions were made. Such remittance shall be accompanied by alist
identifying the employees, their S.I.N. numbers, their salary or wage rate,
their wages for the period, the amounts deducted, the status of any casual



6.4

employees and the number of hours worked per week of all other
employees.

OSSTF and/or the Bargaining Unit, as the case may be, shall indemnify and
hold the Employer harmless from any claims, suits, attachments and any
form of liability as aresult of such deductions authorized by OSSTF and/or
the Bargaining Unit.

ARTICLE 7 UNION RIGHTS

7.1

1.2

7.3

7.4

7.5

7.6

The Board shall provide at an appropriate location in each workplace
bulletin board space, for the use of the Union, for the purpose of posting
Union or Bargaining Unit notices for members.

The Board shall advise all new employees that a Collective Agreement isin

effect and shall advise the employee of the name and tel ephone number of

the Union representative(s) designated by the Union in Article 7.3 below,
and shall provide the employee with a copy of the Agreement. The parties
will agree that the costs of printing the Collective Agreement will be
shared by the Board and the Union.

The Bargaining Unit shall notify the Board in writing, and keep the Board

updated in atimely manner, of the names of its representatives as follows:

Officers; Bargaining Committee members; Grievance Committee members

and any other relevant representatives elected or appointed to act on the

Union’s behalf.

Upon written request to the Manager of Human Resources, the Bargaining

Unit shall be provided with alist of employeesin the Bargaining Unit. The

list will contain the employee’ s name, work location, job classification,

home address, and telephone number (if available). The Union agreesto
indemnify and save the Board harmless in regard to any complaints, suits
or liability asaresult of providing the above information to the Bargaining

Unit.

M eetings With Members

(@ Union representative(s) shall be allowed to confer with individual
member(s) on the Board' s premises outside of paid working hours.

(b) The Union may be allowed to hold Union meetings on the Board's
premises outside of working hours. Arrangements for use of Board
facilities for meetings shall be made in accordance with Board
policies and procedures. Upon request, the Union shall reimburse the
Board in accordance with the Community Use of Schools Policies
and Procedures.

(c) Meetings or conferences during the employee(s)’ paid work time
require the prior approval of the Manager of Human Resources and/or
the employee’ simmediate supervisor.

Access to Personnel Files

(@ Upon request, Bargaining Unit employees shall have access to their




1.7

7.8

7.9

own personnel file during normal office hours and in the presence of
aBoard designated representative. The employee may authorize, in
writing, a Union representative to access the employee’ s file and/or
the employee may be accompanied by a Union representative who
shall have access to thefile.

(b) Inthe event that the employee’s normal working hours so require, the
parties shall make mutually satisfactory arrangements for the employee
to view thefile outside of normal office hours.

(c) The employee or the employee's [1 representative will have theright to
copies of any material contained in such file. The employee may be
charged reasonable costs at the discretion of the Manager of Human
Resources.

(d) Incorrect statistical information in an employee’ s personnel file shall
be corrected upon receipt of written documentation proving the
Inaccuracy.

In the event an employee disagrees with information contained in the
employee' s personnel file and no acceptable change or correction is
made by the Board, the employee shall have the right to require that a
statement of disagreement be attached to the disputed information.

Upon request by Other-Than-Twelve-Month employees, a copy of the

employee’ s Record of Employment certificate issued to Human Resources

Development Canada will be provided to the employee.

Right to Representation

The Employer recognizes the right of amember of the ESS Bargaining Unit
to have an OSSTF representative and/or legal counsel present, should the
member so desire, during any meetings with the Employer when the
conduct or competence of the member is being investigated or the member
Isbeing disciplined. The employee' s representative shall be advised in
advance of the time and place of the meeting.

Discipline and Discharge

(@ Disciplinary meetings will normally be held during working hours.
The employee shall suffer no loss of pay as aresult of attendance at a
disciplinary meeting held during the employee’ s working hours.

(b) Employees shall be notified in writing of the grounds for suspension
without pay, demotion or discharge. The Bargaining Unit President
shall receive a copy.

(c) TheBoard agrees to notify the Bargaining Unit President in advance of
the discharge of any employee.

(d) When areport pertaining to an employee’s conduct or competenceis
to be placed in that employee’ s personnel file, the employee shall
receive a copy.




ARTICLE8 PROBATIONARY PERIOD

8.1 Upon appointment to a Regular Bargaining Unit position, newly-hired
employees or employees recruited from a casual list shall servea
probationary period of sixty (60) days worked. The Board may require
an employee who has been absent from work during the probationary
period to work additional days equal to the number of days absent in order
to complete probation.

8.2 Where an employee’ s probationary period is interrupted for a promotion,

the employee’ s probationary period may be extended by thirty (30)

working days.

ARTICLE9 CONTRACTING OUT

9.1 TheBoard shall not contract out work or services normally performed by
Bargaining Unit members.

The Union agrees that the above shall not apply to current scenarios with
respect to existing user or shared services agreements or the renewal
thereof, nor shall it apply in an emergency situation where no Bargaining
Unit member is available to perform this work.

9.2 Student Co-op or other student work experience placements will not result
in the lay off of Bargaining Unit members nor will it lessen the regularly
scheduled hours of work for Bargaining Unit members.

9.3 The Board agrees that no Bargaining Unit work shall be performed for the
Board under the auspices of an “Ontario Works’ program.

ARTICLE 10 SENIORITY

General
10.1 Seniority Lists

a) Listsshowing the seniority of all employees shall be brought up to
date yearly. The Employer shall provide two (2) copies of the
seniority liststo the Bargaining Unit by November 30 and shall
provide a copy of the up to date seniority lists in each workplace by
December 15.

b) Any question asto the accuracy of the seniority dates must be
submitted to the Manager of Human Resources in writing, with a copy
to the Bargaining Unit President within thirty (30) school days of the
posting of thelists. Failure to dispute the accuracy of thelist, in
writing, within the specified time frame, shall result in the seniority list
being deemed to be correct. For the purposes of this clause, “ School
Day” means aday in the school year designated for students in the
Algoma District School Board.

¢) Incompiling the seniority lists, all ties shall be broken based on the
following criteria, in order:




10.2

10.3

1) total number of yearsin aBargaining Unit position; then
i) total number of years of employment [J with the Employer
calculated from first date of hire; then
i) by lot, in amanner to be determined by the Employer and the
Bargaining Unit.
Interruption in Service

Continuous service will be interrupted and seniority will be lost when:

a) anemployee tenders his’her resignation or ceases to be employed
in aBargaining Unit position; or

b) anemployee srecall rights have expired or been lost as aresult
of afailureto return to work when recalled, in accordance with
the provisions of Article 20 (Staffing); or

c) anemployeeretires; or

d) anemployeeisdischarged or dismissed by the Board, except when
the employee is subsequently reinstated through the grievance/
arbitration procedure. Inthe event of such reinstatement, the
termination shall not be considered a break in service.

Promotion to Temporary Non-Bargaining Unit VVacancies

a) Bargaining Unit members who are promoted to a temporary position
outside the scope of this Bargaining Unit which is created by:
1) theabsence of the incumbent for reasons of leave, illness or
injury; or

i) the creation of aterm position outside the scope of this Bargaining

Unit

shall be permitted to return to the Bargaining Unit with full rights and
privileges, as though there had been no break in service, provided that

the return is within six months of the first day of employment in the
Non-Bargaining Unit position.

b) The member shall return to the position held immediately prior to the
promotion, if it still exists or be placed in accordance with the
applicable section of Article 20 (Staffing) if it does not exist. If the
employee' s return to the position previously held displaces amore
junior employee, that employee shall return to the position previously
held if it still exists or be placed in accordance with the applicable
section of Article 20 (Staffing) if it does not.

¢) Thesame Bargaining Unit member may fill a Non-Bargaining Unit
position on atemporary basis only oncein afive year period.

Educational Assistants, Educational Assistants/Interpreters, Educational
Assistants/Intramural Facilitator and Office, Clerical and Technical
Employees

10.4 Seniority List




b)

d)

A master seniority list comprised of Educational Assistants, EA/
Interpreters, EA/Intramural Facilitator and Office, Clerical and
Technical employees will be maintained for Bargaining Unit members
who are appointed to Regular Bargaining Unit positions. Such alist
shall be used in the application of the posting and staffing provisions
of this Collective Agreement.

The master seniority list shall be arranged from the most senior to the
most junior employee and shall show each employee' s name, seniority
ranking, regular work location, occupational classification and hours
per week. Probationary employees shall appear on the list with an
asterisk(*).

In addition to the master seniority list, lists of employeesin

seniority order, set out by geographic area shall be available to the
Bargaining Unit Executive and the Human Resources Department for
the purpose of administering this Collective Agreement. In the event
of any discrepancy, the master seniority list shall govern.

Employees in Regular Bargaining Unit Positions as of June 30, 2000
For employeesin Regular Bargaining Unit positions on June 30, 2000,
the seniority date used for the calculation of seniority shall be the
seniority date on the master seniority list dated June 21, 1999 as
developed in accordance with the Common Provisions of January 29,
1999.

Employees Appointed to Regular Bargaining Unit Positions
Subsequent to June 30, 2000

For employees appointed to Regular Bargaining Unit positions
subsequent to June 30, 2000, seniority shall be based on continuous
service in the Bargaining Unit from the effective date of appointment
to a Regular Bargaining Unit position.

Seniority of Noon Hour Assistants
10.5 Seniority List

a)

b)

A separate master seniority list will be maintained by the Board for
Noon Hour Assistants who are appointed to Regular Bargaining Unit
positions.

The master seniority list shall be arranged from the most senior to the
most junior employee by school and shall show each employee’s
name, seniority ranking, occupational classification and hours per
week. Probationary employees shall appear on the list with an
asterisk(*).

Employees in Regular Bargaining Unit Positions as of June 30, 2000
For employeesin Regular Bargaining Unit positions on June 30, 2000,

1N



the seniority date used for the calculation of seniority shall be the
seniority date on the master seniority list to be approved by the parties
and developed in accordance with the Common Provisions of January
29, 1999.
d) Employees Appointed to Regular Bargaining Unit Positions
Subseguent to June 30, 2000
For employees appointed to Regular Bargaining Unit positions
subsequent to June 30, 2000, seniority shall be based on continuous
service in the Bargaining Unit from the effective date of appointment
to a Regular Bargaining Unit position.
10.6 Lay Off
In the event of areduction in Noon Hour Assistants, employees shall
be laid off in seniority order from the most junior to the most senior
In aschool and shall have no displacement rights. Recall rights shall
be limited to the school from which the employee was laid off and
shall expire twelve months from the effective date of lay off.
ARTICLE 11 SALARY SCHEDULES
11.1 Thefollowing salary schedules shall be effective for al employees except
asprovided in Article 11.2(b).

11



Salary Schedule A - Effective September 1, 1999

Pay Job Classification Status Start | Afterl | After2
Level Y ear Years
1 Courier OTTM 12.14 12.65 13.17
1 Noon Hour Assistant OTTM
2 Data Entry Operator 12MO 13.83 14.34 14.85
2 Elementary Secretary OTTM
2 Library Technician OTTM
2 Occasional Dispatch Clerk OTTM
2 Occasional Call In Clerk OTTM
2 Office Secretary OTTM
2 Program Secretary (Con Ed) 12MO
2 Program Secretary OTTM
2 Secretary/Receptionist 12MO
3 Attendance Secretary OTTM 15.01 15.52 16.03
3 BAS Clerk 12MO
3 Coordinating Secretary - OTT™M
(small secondary schools:
Chapleau and Hornepayne)
3 EA/Intramural Facilitator OTTM
3 Educational Assistant OTTM
3 Guidance Secretary OTTM
3 Information Processing Clerk 12MO
3 Plant Clerk 11 12MO
3 Program Secretary (Co-op) OTTM
3 Purchasing Secretary OTTM
4 Adult & Con Ed Secretary 12MO 16.14 16.65 17.16
4 Adult & Con Ed Secretary OTT™M
(Alternative School)
4 Financial Accounting Clerk 12 MO
4 Payroll Records Clerk 12 MO
4 Plant Clerk | 12 MO
4 Senior Secondary Secretary 12 MO
4 Senior BAS Clerk 12 MO
4 Tax Clerk 12 MO
5 Computer Operator/Software 12MO 16.91 17.42 17.93
Technician
| 6 | Electronic Technician | 12MO | 1801| 1852 | 19.03 |
| 7 | Senior Electronic Technician | 12 MO | 1895| 1946 | 19.97 |

12



| 8 | EA/Interpreter | OTT™ | 2260| 2271 | 2362 |

12



Salary Schedule B - Effective September 1, 2000

Pay Job Classification Status Start | Afterl | After2
Level Y ear Years
1 Courier OTTM 12.50 13.03 13.57
1 Noon Hour Assistant OTTM
2 Data Entry Operator 12 MO 14.24 14.77 15.30
2 Elementary Secretary OTTM
2 Library Technician OTTM
2 Occasional Dispatch Clerk OTTM
2 Occasional Call In Clerk OTTM
2 Office Secretary OTTM
2 Program Secretary (Con Ed) 12MO
2 Program Secretary OTTM
2 Secretary/Receptionist 12MO
3 Attendance Secretary OTTM 15.46 15.99 16.51
3 BAS Clerk 12MO
3 Coordinating Secretary - OTT™M
(small secondary schools:
Chapleau and Hornepayne)
3 EA/Intramural Facilitator OTTM
3 Educational Assistant OTTM
3 Guidance Secretary OTTM
3 Information Processing Clerk 12 MO
3 Plant Clerk 11 12 MO
3 Program Secretary (Co-op) OTTM
3 Purchasing Secretary OTTM
4 Adult & Con Ed Secretary 12MO 16.62 17.15 17.67
4 Adult & Con Ed Secretary OTT™M
(Alternative School)
4 Financial Accounting Clerk 12MO
4 Payroll Records Clerk 12MO
4 Plant Clerk | 12 MO
4 Senior Secondary Secretary 12 MO
4 Senior BAS Clerk 12 MO
4 Tax Clerk 12 MO
5 Computer Operator/Software 12MO 17.42 17.94 18.47
Technician
| 6 | Electronic Technician | 12MO | 1855| 19.08 | 19.60 |
| 7 | Senior Electronic Technician | 12 MO | 1952 2004 | 2057 |

11



| 8 | EA/Interpreter | OTT™ | 2328 | 2339 | 2433 |
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Salary Schedule C - Effective September 1, 2001

Pay Job Classification Status Start | Afterl | After2
Level Y ear Years
1 Courier OTTM 12.70 13.24 13.79
1 Noon Hour Assistant OTTM
2 Data Entry Operator 12 MO 14.47 15.01 15.54
2 Elementary Secretary OTTM
2 Library Technician OTTM
2 Occasional Dispatch Clerk OTTM
2 Occasional Call In Clerk OTTM
2 Office Secretary OTTM
2 Program Secretary (Con Ed) 12MO
2 Program Secretary OTTM
2 Secretary/Receptionist 12MO
3 Attendance Secretary OTTM 15.71 16.25 16.77
3 BAS Clerk 12MO
3 Coordinating Secretary - OTT™M
(small secondary schools:
Chapleau and Hornepayne)
3 EA/Intramural Facilitator OTTM
3 Educational Assistant OTTM
3 Guidance Secretary OTTM
3 Information Processing Clerk 12 MO
3 Plant Clerk 11 12 MO
3 Program Secretary (Co-op) OTTM
3 Purchasing Secretary OTTM
4 Adult & Con Ed Secretary 12MO 16.89 17.42 17.95
4 Adult & Con Ed Secretary OTT™M
(Alternative School)
4 Financial Accounting Clerk 12MO
4 Payroll Records Clerk 12MO
4 Plant Clerk | 12 MO
4 Senior Secondary Secretary 12 MO
4 Senior BAS Clerk 12 MO
4 Tax Clerk 12 MO
5 Computer Operator/Software 12MO 17.70 18.23 18.77
Technician
| 6 | Electronic Technician | 12MO | 1885| 1939 | 19.91 |
| 7 | Senior Electronic Technician | 12 MO | 1983| 2036 | 20.90 |

1R



| 8 | EA/Interpreter | OTT™ | 2365| 2376 | 2472 |
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Salary Schedule D - Effective September 1, 2002

Pay Job Classification Status Start | Afterl | After2
Level Y ear Years
1 Courier OTTM 12.95 13.50 14.07
1 Noon Hour Assistant OTTM
2 Data Entry Operator 12 MO 14.76 15.31 15.85
2 Elementary Secretary OTTM
2 Library Technician OTTM
2 Occasional Dispatch Clerk OTTM
2 Occasional Call In Clerk OTTM
2 Office Secretary OTTM
2 Program Secretary (Con Ed) 12MO
2 Program Secretary OTTM
2 Secretary/Receptionist 12MO
3 Attendance Secretary OTTM 16.02 16.58 17.11
3 BAS Clerk 12MO
3 Coordinating Secretary - OTT™M
(small secondary schools:
Chapleau and Hornepayne)
3 EA/Intramural Facilitator OTTM
3 Educational Assistant OTTM
3 Guidance Secretary OTTM
3 Information Processing Clerk 12 MO
3 Plant Clerk 11 12 MO
3 Program Secretary (Co-op) OTTM
3 Purchasing Secretary OTTM
4 Adult & Con Ed Secretary 12MO 17.23 17.77 18.31
4 Adult & Con Ed Secretary OTT™M
(Alternative School)
4 Financial Accounting Clerk 12MO
4 Payroll Records Clerk 12MO
4 Plant Clerk | 12 MO
4 Senior Secondary Secretary 12 MO
4 Senior BAS Clerk 12 MO
4 Tax Clerk 12 MO
5 Computer Operator/Software 12MO 18.05 18.59 19.15
Technician
| 6 | Electronic Technician | 12MO | 1923| 1978 | 20.31 |
| 7 | Senior Electronic Technician | 12 MO | 2023| 2077 | 2132 |

1Q



| 8 | EA/Interpreter | OTT™ | 2412 | 2424 | 2521 |
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Salary Schedule E - Effective February 28, 2003

Pay Job Classification Status Start | Afterl | After2
Level Y ear Years
1 Courier OTTM 13.08 13.64 14.21
1 Noon Hour Assistant OTTM
2 Data Entry Operator 12 MO 14.91 15.46 16.01
2 Elementary Secretary OTTM
2 Library Technician OTTM
2 Occasional Dispatch Clerk OTTM
2 Occasional Call In Clerk OTTM
2 Office Secretary OTTM
2 Program Secretary (Con Ed) 12MO
2 Program Secretary OTTM
2 Secretary/Receptionist 12MO
3 Attendance Secretary OTTM 16.18 16.75 17.28
3 BAS Clerk 12MO
3 Coordinating Secretary - OTT™M
(small secondary schools:
Chapleau and Hornepayne)
3 EA/Intramural Facilitator OTTM
3 Educational Assistant OTTM
3 Guidance Secretary OTTM
3 Information Processing Clerk 12 MO
3 Plant Clerk 11 12 MO
3 Program Secretary (Co-op) OTTM
3 Purchasing Secretary OTTM
4 Adult & Con Ed Secretary 12MO 17.40 17.95 18.49
4 Adult & Con Ed Secretary OTT™M
(Alternative School)
4 Financial Accounting Clerk 12MO
4 Payroll Records Clerk 12MO
4 Plant Clerk | 12 MO
4 Senior Secondary Secretary 12 MO
4 Senior BAS Clerk 12 MO
4 Tax Clerk 12 MO
5 Computer Operator/Software 12MO 18.23 18.78 19.34
Technician
| 6 | Electronic Technician | 12MO | 1942 | 1998 | 2051 |
| 7 | Senior Electronic Technician | 12 MO | 2043 | 2098 | 2153 |

2N



| 8 | EA/Interpreter | OTT™ | 2436 | 2448 | 2546 |
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Salary Schedule F - Effective June 30, 2003

Pay Job Classification Status Start | Afterl | After2
Level Y ear Years
1 Courier OTTM 13.21 13.78 14.35
1 Noon Hour Assistant OTTM
2 Data Entry Operator 12MO 15.06 15.61 16.17
2 Elementary Secretary OTTM
2 Library Technician OTTM
2 Occasional Dispatch Clerk OTTM
2 Occasional Call In Clerk OTTM
2 Office Secretary OTTM
2 Program Secretary (Con Ed) 12MO
2 Program Secretary OTTM
2 Secretary/Receptionist 12MO
3 Attendance Secretary OTTM 16.34 16.92 17.45
3 BAS Clerk 12MO
3 Coordinating Secretary - OTT™M
(small secondary schools:
Chapleau and Hornepayne)
3 EA/Intramural Facilitator OTTM
3 Educational Assistant OTTM
3 Guidance Secretary OTTM
3 Information Processing Clerk 12 MO
3 Plant Clerk 11 12 MO
3 Program Secretary (Co-op) OTTM
3 Purchasing Secretary OTTM
4 Adult & Con Ed Secretary 12MO 17.57 18.13 18.67
4 Adult & Con Ed Secretary OTT™M
(Alternative School)
4 Financial Accounting Clerk 12MO
4 Payroll Records Clerk 12MO
4 Plant Clerk | 12 MO
4 Senior Secondary Secretary 12 MO
4 Senior BAS Clerk 12 MO
4 Tax Clerk 12 MO
5 Computer Operator/Software 12MO 18.41 18.97 19.53
Technician
| 6 | Electronic Technician | 12MO | 1961| 2018 | 2072 |
| 7 | Senior Electronic Technician | 12 MO | 2063| 2119 | 2175 |

29



| 8 | EA/Interpreter | OTT™ | 2460 | 2472 | 2571 |

272



112 @)

b)

An employee in a Regular Bargaining Unit position on the date of
ratification whose hourly rate is less than the hourly rates on the
salary schedules described in Article 11.1 shall be placed at the hourly
rate of pay for the applicable job classification and increment level
effective September 1, 1999.

Notwithstanding Article 11.1 and Article 11.2(a) for an employeein a
Regular Bargaining Unit position on the date of ratification whose
hourly rate on that date is more than the hourly ratesin Article 11.1 and
Article 11.2(a) shall have the employee' s hourly wage rates red circled
for the duration of this Collective Agreement or until such time as the
appropriate hourly rate on the salary schedule exceeds the employee’s
frozen rate.

11.3 Any employee hired after May 7, 2000 (the ratification date of this
Collective Agreement) shall be placed on the appropriate salary schedule
contained inArticle 11.1 at the salary start rate.

11.4 Rate of Pay

a)

b)

c)

d)

An employee sregular rate of pay shall be defined as the rate of pay
for the classification to which the employee is appointed and currently
working in accordance with the salary schedule and the employee’'s
level of progression as outlined herein.
The schedule of progression rates as outlined in the salary schedule
shall apply to each classification in the respective job classifications for
the periods of time specified hereafter:
1) the Start Rate shall be payable on appointment to a
classification;
i) the Intermediate Rate shall be payable upon completion of one
successful year of active servicein aclassification;
i) the Standard Rate shall be payable upon successful completion of
two successful years of active service in aclassification.
For the purpose of this article, one year of active service for Other-
Than-Twelve-Month employees shall be one full school year.
Employees shall be placed at the appropriate progression rate as set
out above, effective the date of ratification and shall advancein
accordance with the timelines above.
No newly hired employee shall be hired at a salary higher than that
paid to an incumbent employee in the same position or pay level,
having the same or equivalent qualifications and experience.
The rate of pay for a casual employee shall be the start rate on the
salary schedule for the job classification in which the casual is
employed.
Upon appointment to a higher paid job classification, an employee
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shall be placed on the salary grid for the new position at the Start

Rate. Notwithstanding the foregoing, the employee shall be placed at
the lowest grid step for the classification which provides an increasein
the employee’ s hourly rate.

11.5 Method of Pay

a)

b)

f)

9)

The current payroll schedules shall continue in effect until August 31,
2000.

Effective September 1, 2000 employees shall be paid on a biweekly
pay schedule with atwo week holdback. The phase-in period shall be
mutually agreed to by the Bargaining Unit and the Board and agreement
shall not be unreasonably withheld. Notwithstanding the above, the
Board agrees to make every effort to remove the two week holdback
currently in effect in Sault Ste. Marie, Hornepayne and Chapleau
effective September 1, 2000.

Where a pay falls on a statutory holiday, the Board shall pay employees
on the last regular banking day prior to the statutory holiday.

In the event of an overpayment of salary, the amount of overpayment
shall be repaid to the Board forthwith, unless some other mutually
acceptable schedule of repayment is arranged with the Board, by the
employee.

In the event of an underpayment of salary by the Board, the amount of
underpayment shall be included in the pay of the employee on the next
regularly scheduled pay date, provided there is sufficient time to input
the change to payroll.

The Board shall provide direct deposit of salary for all employees
covered by this Collective Agreement to a bank or credit union within
the jurisdictional area of the Board, according to the employee’'s
choice. The onus shall be on the employee to provide the Board with
the necessary banking information in atimely fashion in order that the
employee may be paid.

Individual payroll slips shall be issued on each pay date.

ARTICLE 12 WORKING CONDITIONS

12.1 For the purposes of leaves and salary year, under the terms of this
Collective Agreement, the work year for employees appointed to Twelve-
Month positions shall be from September 1 to August 31.

12.2 Work Year
The work year for employees appointed to Other-Than-Twelve-Month
positions will be as follows, effective the commencement of the 2000/2001
school year:

a)

Educational Assistants, EA/Interpreters & EA/Intramural Facilitator
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b)

The school year designated for teachersin the Algoma District School
Board, including scheduled PA and PD days.

Noon Hour Assistants
The school year designated for students in the Algoma District School
Board.

Office, Clerical and Technical Employees

Elementary Secretaries:

The school year designated for teachers in the Algoma District School
Board, including scheduled PA and PD days and the three (3) work
daysimmediately prior to the beginning of the school year for teachers.

Guidance Secretaries.

The school year designated for teachersin the Algoma District School
Board, including scheduled PA and PD days and the ten (10) work days
immediately following the end of the school year for teachers and the
five (5) work days immediately prior to the beginning of the school
year for teachers.

Attendance Secretaries:

The school year designated for teachers in the Algoma District School
Board, including scheduled PA and PD days and the five (5) work days
immediately following the end of the school year for teachers and the
five (5) work days immediately prior to the beginning of the school
year for teachers.

Coordinating Secretaries (Hornepayne & Chapleau High Schools):

The school year designated for teachersin the Algoma District School
Board, including scheduled PA and PD days and the five (5) work days
immediately following the end of the school year for teachers and the
five (5) work days immediately prior to the beginning of the school
year for teachers.

All Other School Secretaries and Library Technicians:
The school year designated for teachersin the Algoma District School
Board, including scheduled PA and PD days.

Central Office Staff (Other-Than-Twelve-Month):
The school year designated for teachers in the Algoma District School
Board, including scheduled PA and PD days.

Occasional Call-in Clerk:
The school year designated for students in the Algoma District School
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12.3

12.4

Board.

A Board holiday on the approved school year calendar shall mean a day off
without pay for Other-Than-Twelve-Month employees.

An employee who is unable to report to work at the regularly scheduled
time must notify the immediate supervisor by 8:00 am. Notwithstanding
the foregoing, in emergency situations the immediate supervisor shall be
notified as soon as possible. When advising the immediate supervisor

of an impending absence, the employee will give areason for the absence
and an estimate of the duration if possible.

Days and Hours of Work

a) Office, Clerical and Technica
The normal days of work for office, clerical and technical employees
will be five (5) days per week, excluding Saturday and Sunday. The
normal hours of work will be up to seven (7) hours per day for full and
part-time employees scheduled to work between the hours of 7:30 am.
and 5:00 p.m. or as otherwise mutually agreed by the employee and the
employee' simmediate supervisor.
Notwithstanding the above the following shall apply:

1) effective the commencement of the 2000/2001 school year
secondary clerical positionswill be either 17.5 hours per week
or 35 hours per week.

i) effective the commencement of the 2000/2001 school year, the
Board will create no new elementary clerical positions of less
than twenty-five (25) hours per week and all elementary
clerical positions of less than twenty-five (25) hours per week
will become assignments of a minimum of twenty-five (25)
hours per week with the exception of Rockhaven, C. O. Somes
and Searchmont Elementary Schools which shall remain at the
number of hours allotted per week during the 1999/2000 school
year.

111) The Occasional Dispatch Clerk and the Computer
Operator/Software Technician may have a portion of their
normal hours of work scheduled outside the hours described
above.

The Board agrees to consult with the Bargaining Unit President
prior to implementing such an arrangement for newly created
office/clerical positionsin Continuing Education.

Iv) The normal days of work for the Occasional Call in Clerk (in
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the North Shore) will be five (5) days per week, excluding
Saturday and Sunday. The normal hours of work will be one
and one-half (1 ¥2) hours per day.

b) Educational Assistants, EA/Interpreters & EA/Intramural Facilitator
The normal days of work for Educational Assistants, EA/Interpreters,
and the EA/Intramural Facilitator will be up to five (5) days per week,
excluding Saturday and Sunday. The normal hours of work will be up
to six (6) hours per day, with shifts scheduled between the hours of
8:00 am. and 4:00* p.m. or as otherwise mutually agreed by the
employee and the employee’ simmediate supervisor.

*(The EA/Intramural Facilitator’ s hours may extend past 4:00 p.m.)
Notwithstanding the above, effective the commencement of the
2000/2001 school year Educationa Assistants shall work either three
(3) hours per day or six (6) hours per day.

¢) Noon Hour Assistants
The normal days of work for Noon Hour Assistants will be five (5)
days per week, excluding Saturday and Sunday. The normal hours of
work will be up to two (2) hours per day.

125 Lunch

Each employee, with the exception of Noon Hour Assistants and the

Occasiona Call In Clerk, shall be entitled to an unpaid lunch period of a

minimum of one-half (1/2) to a maximum of one (1) hour which will be

schedul ed between the hours of 11:00 am. and 2:00 p.m. or as otherwise
mutually agreed between the employee and the employee’ simmediate
supervisor.
12.6 Emergencies
Normally scheduled hours of work may be altered in emergency situations.
12.7 Summer Months

During the months of July and August flexible scheduling of hours of work

shall be permitted with the mutual consent of the employee and the

employee' s immediate supervisor.

12.8 Overtime

a) Overtime shall require the prior written authorization of the employee’s
immediate supervisor. In emergencies, verbal requests confirmed later
inwriting will be acceptable. Overtime will be kept to a minimum,
however employees will cooperate in meeting operational needs where
overtimeisrequired. Reasonable notice shall be provided to employees
who are being requested to work overtime.

b) Hoursworked in excess of seven (7) hours per day or thirty five (35)
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per week shall be considered overtime and shall be paid for on the basis
of one and one-half (1 1/2) times the employee’ s normal rate of pay.
Payment for time worked by an employee on a Recognized Holiday
shall be in accordance with Article 18 (Recognized Holidays).

c) Employeesshall have the option of time off, calculated at one and
one-half (1.5) times the hours of overtime worked, in lieu of payment
for overtime worked. Such time off isto be scheduled at atime
mutually agreed upon between the employee and the immediate
supervisor.

129 Call Out
Employees called in from home to work outside their regularly scheduled
working hours, shall be paid a minimum of three (3) hours call out pay for
normal work days, and a minimum of four (4) hours call out pay for
Saturday, Sunday and Recognized Holidays at the employee' sregular rate

of pay.

12.10 Automobile Allowance
Employees required to operate their automobile in the course of their
employment shall be reimbursed at the kilometrage rate in accordance with
Board policy. Employees shall require prior written authorization from
their immediate supervisor for all such travel.

12.11 School Closure
In the event of early dismissal of students or school closure during the
school day, al employees shall be paid their regular rate of pay for the day.

Noon Hour Assistants
12.12 The rights and privileges of a Noon Hour Assistant for the purposes of this
Collective Agreement are exclusively limited to the following Articles:

Articlel - Purpose

Article2 - Recognition
Article3 - Definitions
Article4 - Management Rights
Article5 - Union Security
Article6 - Union Dues
Article7 - Union Rights
Article8 - Probationary Period

Article10 - Seniority
Article11 - Salary Schedules
Article 12 - Working Conditions (except Article 12.9)
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Article 18 - Recognized Holidays
Article19 - Vacation
Article22 - Leavesof Absence

22.2 Bereavement Leave

22.3 Family Care Leave

22.6 Jury or Witness Duty

22.7 Short-Term Leave Without Pay
Article 23 - Pregnancy/Parental Leave (Article 23.1to 23.5)
Article24 - Union Leaves (Article 24.1)
Article26 - Employeeson WSIB
Article28 - Grievance/Arbitration Procedure
Article29 - No Strike or Lockout
Article30 - Term of Agreement

ARTICLE 13 RESIGNATION AND RETIREMENT

131

13.2

13.3

An employee shall be required to give the Board a minimum of two (2)
weeks written notice prior to the employee’ s effective date of resignation.
Waiving of the two (2) week notice period shall not be unreasonably
withheld in extenuating circumstances.

Employees shall retire not later than either the December 31, or the June 30
following their 65th birthday, whichever is earlier.

All vacation time owing shall be scheduled prior to the date of retirement.
In the event that operational requirements prevent the scheduling of all
vacation time owing prior to the employee’ s planned retirement date,
remaining vacation owing shall be paid out no later than the next
scheduled pay date immediately following retirement.

ARTICLE 14 SICK LEAVE

14.1

14.2

14.3

The Board shall establish and maintain a sick leave plan for employee
absences related to employee illness or dental condition as hereinafter
provided and shall maintain asick leave account for each regular employee.
The Board shall report to each employee not later than October 31 of each
year the employee’ s unused sick leave credit accumulation as of the
preceding August 31. Any errorsor omissions are to be reported to the
Manager of Human Resources in writing, with a copy to the Bargaining
Unit President, by November 30. The Manager of Human Resources will
review the submitted documentation and correct any verified errors or
omissions. Failure to appeal the contents of the sick leave credit statement
within the specified time frame shall result in the statement being deemed to
be correct.
a) Effective September 1, 2000, each employee shall be entitled to two (2)
days sick leave per month worked to a maximum of twenty-four (24)
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14.4

14.5

14.6

b)

days per year. The employee’' s sick leave entitlement shall be credited
to the employee’ s sick leave account every three (3) months. The
unused balance shall accumulate from year to year to a maximum of
two hundred (200) days. Effective September 1, 2001 the maximum
sick leave entitlement shall be increased to two hundred and twenty
(220) days.

Full-time Other-Than-Twelve-Month employees and part-time
employees will be entitled to sick leave credits prorated to the
percentage employed in relation to the hours worked by afull-time
Twelve-Month employee.

Any employee whose accumulated sick leave as of August 31, 1999
was greater than the maximum prescribed by this Article shall be
entitled to retain the number of sick leave days accumulated to the
employee' s credit as of August 31, 1999 subject to deduction for use
beyond each future annual allocation.

Employees entitled to aretirement gratuity shall be entitled to continue
to accumulate sick leave credits to the accumulation maximum defined
in their predecessor collective agreement for gratuity purposes.

The sick leave accounts shall be recorded in hours as follows:

one (1) day of sick leave credit for a part-time employee shall be
prorated to the percentage employed in relation to the hours worked by
afull-time employee in that position.

Noon Hour Assistants in a Regular Bargaining Unit position in the former
North Shore Board of Education as of the date of ratification will be
entitled to ten (10) days sick leave per work year, with one (1) day equal
to the number of hours worked per day by that employee. Such days shall
not be accumulative.

Employees who commence or cease employment during the work year or
any month shall have the allocation of sick |eave adjusted on a prorated
basis to reflect the time worked, with the number of sick leave hours
rounded up to the nearest half hour.

For the purposes of this plan:

a)
b)

c)

d)

A fraction of an hour used shall be rounded up to the nearest half hour.
Sick leave shall continue to accumulate during paid leaves of absence,
statutory Pregnancy and Parental Leaves and paid leaves for Union
business.

Except as otherwise provided in this Agreement, an employee will
neither be eligible to accumulate nor to make use of sick leave credits
while not actively employed by the Board. Sick leave credits shall be
maintained at the level accumulated immediately prior to the
commencement of the absence.

Once an employee’ s sick leave credits have expired, no salary
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14.7

14.8

14.9

payments or further accumulation of sick leave credits shall occur until
the employee returns to work. Board payment of applicable benefit
premiums shall be continued until the end of the next following month
after the utilization of all sick leave credits. Continuation of benefit
coverage may be arranged by the employee provided that the employee
pays 100% of the premium cost monthly through direct debit to the
employee’ s bank account.

e) Anemployeeon sick leave, WSIB or LTD shall not work or be
employed elsewhere, unless in extenuating circumstances the Board
has granted permission.

a) Any medical absences of an employee which exceed five (5)
consecutive working days may require medical documentation upon
return to duties, if the Board so requests.

b) TheBoard, at its expense, reserves the right to have the employee
submit amedical documentation satisfactory to the Board, regardless
of the duration of theillness.

A newly hired employee shall be entitled to transfer accumulated sick leave

from a previous employer to the employee’s credit with the Board in

accordance with Section 180 of the Education Act.

The Board shall recognize an employee’ s sick leave which was accumulated

with predecessor school boards and/or the Algoma District School Board,

including sick leave accumulated while a member of another employee

group within the Board, subject to Article 14.3.

ARTICLE 15 BENEFITS

151

15.2

153

The Board is not the insurer of employee benefits. The terms and eligibility
criteria of the insurer contract shall prevail at al times.
The Board agrees to maintain the benefit coverage in effect as of December
31, 1997 for those members eligible for such coverage under predecessor
collective agreements until the date the new benefit plan is effective in
accordance with this Agreement.
Effective September 1, 2000 the following benefit plans and conditions will
prevail unless superceded by anew Collective Agreement:
Enrolment in Plans
a) Extended Headlth, Dental, Lifeand AD&D:
Regular Bargaining Unit employees working fifteen (15) hours or more
per week and their dependants (including common law or
same sex partner) if applicable, will be enrolled as of the first day of
work in the Extended Health, Dental, Life and AD& D plans unless
they sign awaiver form.
Employees working less than fifteen (15) hours per week who currently
are enrolled in the Board plans shall have their eligibility
grandparented.
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b)

d)

Long-Term Disability:

)

i

Regular Bargaining Unit employees working thirty-five (35) hours
per week will be enrolled in the Group LTD plan as of the first day
of work unlessthey sign awaiver form. Details of the plan are set
out in Article 15.10.

Regular Bargaining Unit employees working fifteen (15) hours per
week or more and less than thirty five (35) hours per week will
have accessto a Group LTD insurance plan at employee expense.
Participation in the plan shall be compulsory for eligible
employees who are hired subsequent to June 30, 2001. Details of
the plan are set out in Appendix A.

Employees working less than fifteen (15) hours per week shall not
be eligible for LTD coverage.

Except as otherwise provided in this Agreement, casual employees
shall not be entitled to benefit coverage regardless of the number of
hours worked in an assignment.

Employees who have signed awaiver form may, providing that
coverage elsewhere has ceased, apply for coverage at alater date as
follows:

)

i)

Application must be made within thirty-one (31) days of cessation
of coverage elsewhere. Insurability shall be at the sole discretion
of the carrier.

An employee who does not join these plans within thirty-one (31)
days of cessation of coverage elsewhere shall be considered a late
applicant. Late applicants must be approved by the carrier(s) and
the Board. Late applications for dental coverage are subject to a
one year waiting period from the date of application.

15.4 Group Life Insurance Plan

The Board will contribute 100% of the costs of the premium for eligible
employees. The value of the policy will be two times the employee’ s annual
salary to a maximum of $100,000, with aminimum level of $50,000 for
employees working thirty (30) hours per week and a minimum level of
$25,000 for eligible employees working less than thirty (30) hours per
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week.
Accidental Death and Dismemberment (A.D.&D)

The Board will contribute 100% of the costs of the premium for eligible
employees. The value of the policy will be two times the employee’s
annual salary to a maximum of $100,000, with a minimum level of
$50,000 for employees working thirty (30) hours per week and a
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minimum level of $25,000 for eligible employees working less than
thirty (30) hours per week.

15.6 Optional Additional Group Life Insurance
Optional Additional Group Life Insurance in units of $10,000 to a
maximum of $200,000 will be made available to members of the
Bargaining Unit who are enrolled in the Group Life Insurance Plan. Such
coverage will be at the member’ s expense and at the group rate. Amounts
and insurability will be at the sole discretion of the insurance carrier.

15.7 Optional A.D.&D.
Accidental Death and Dismemberment Insurance in units of $10,000 to a
maximum of $100,000 will be made available to members of the
Bargaining Unit who are enrolled in the Group Life Insurance Plan. Such
coverage will be at the member’ s expense and at the group rate. Amounts
and insurability will be at the sole discretion of the insurance carrier.

15.8 Optional Spousal Insurance
Members of the Bargaining Unit who are enrolled in the Group Life
Insurance Plan may purchase Dependant Life Insurance in units of $10,000
to a maximum of $100,000. Such coverage will be at the member’ s expense
at the group rate. Amounts and insurability will be at the sole discretion of
the insurance carrier.

15.9 Dental and Extended Health Plans will be provided as follows:

a) Dental Plan
The Board will contribute 100% of the premium cost of the plan as

set out below for eligible employees:
Preventative Services (including but not limited to examinations,
x-rays, fillings, extractions, oral surgery, polishing, scaling, fluoride
treatments, periodontal treatment, endodontics, denture relines and
repairs, space maintainers, pit and fissure sealants).
- nodeductible
- no calendar year maximum
- feeqguide - current ODA less one year
- recall frequency - 9 months - Adult;
6 months - Child (under 19 years years of age)
- coordination of benefits

b) Extended Health
The Board will contribute 100% of the premium costs of the plan for
eligible employees. Extended Health coverage will include:
- first $1.00 of dispensing fee paid by employee(s)
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- expenses include but are not limited to:

- pay direct drugs covered including those legally requiring a
written prescription and certain life sustaining medication.
Generic substitution applies unless physician indicates “no
substitution”

- Drug Formulary 3

- Vision Care = $200 per 24 month period

- Smoking Cessation maximum $500 lifetime

- Fertility Drug maximum $2500

- Paramedical Practitioners (Chiropractor, Physiotherapist,
Podiatrist, Naturopath, Speech Therapist, Masseur,
Psychologist) limited to $40 per visit and $500 per
twelve-month period

- Semi-private Hospital Accommodation capped at $140 per day

- Private Duty Nursing $5000 per twelve-month period

- Hearing Aids $500 per 48 month period

- Ambulance included

- Out of Country Referral Medical - $10,000 lifetime maximum
for services not available in Canada and with prior approval of
the insurance company

- Out of Country Emergency Medical - up to 60 days and
reasonable and customary expenses

- All coverage assumes that OHIP will be billed first
Coordination of benefits

15.10 Long- Term Disability Plan for Full-Time Employees

The Board will contribute 100% of the premium cost for eligible employees
who work thirty-five (35) hours per week. Insurability and eligibility to
receive this benefit will be determined by the carrier. The parties agree that
the Board is not responsible in the event that the insurer determines an
employeeisineligible for Long-Term Disability. The plan includes the
following:

Benefit amount of 75% of monthly earnings with a maximum
monthly benefit of $3000

Board owned and administered plan

mandatory for new employees

availability of benefit subject to insurance carrier approval and not
the responsibility of the Board

elimination period for LTD benefits of one hundred and
eighty (180) calendar days

benefit termination age 65

definition of disability: 12 month review

COLA 0%
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15.11 Retention of Benefits

a)

b)

d)

f)

9)
h)

All benefits shall be maintained in force in accordance with this
Agreement until superceded by a new Agreement.

In the event of the death of an employee, the Dental and Extended
Health Care coverage will be continued for the qualifying surviving
members of the family to the end of the third month following the
month in which the employee dies.

In the event of the death of aretired employee, with coverage for
extended health and dental, such coverage may be continued by the
spouse (including common law or same sex partner) to age 65 at the
retirees’ group premium rate. The cost of such coverageisto be borne
by the spouse and shall be paid monthly through direct debit to the
spouse' s bank.

Upon retirement, members of the Bargaining Unit may elect to
participate in the Board' s Retiree Extended Health and Dental plans, at
the group retiree’ s premium rate, continuous to age 65 years. Plan
design shall be at the discretion of the Board. The cost of such
coverage is to be borne entirely by the retiree and shall be paid monthly
through direct debit to the retiree’ s bank account.

Notwithstanding the above, former employees of the predecessor North
Shore Board of Education whose effective date of retirement on a
recognized OMERS pension was prior to the ratification of this
Collective Agreement and who were entitled to Extended Health,
Dental and Life Insurance coverage upon retirement shall be eligible to
participate in the Board' s Retiree Extended Health and Dental plans and
to continue the Life Insurance in effect as at the date of retirement. The
cost of such coverage will be paid by the Board for a period of five (5)
years from date of retirement or to age sixty-five (65) whichever isless.
The parties agree that they will abide by any decision or settlement
arising out of the grievance filed by the OSSTF (Part X.1) Teachers
Bargaining Unit on August 19, 1999 with respect to North Shore
secondary teachers’ retiree benefits.

It is understood that Articles 15.11 b), ¢) and d) apply only if the
coverage is available without affecting the Group Rate for active
employees.

All benefits shall be maintained in force during any period of legal
strike or lockout, provided OSSTF immediately assumes obligation

for the payment of the total contributions for all benefits of those
affected members, subject to the approval of the carrier(s).

Employees who are in receipt of Long-Term Disability and who are
eligibleto retire on an OMERS pension, shall be required to retire.

The Board agrees to provide an outline of all benefits provided for
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under this Article to each employee of the Bargaining Unit.

ARTICLE 16 RETIREMENT GRATUITY

16.1 Retirement Gratuity provisionsin predecessor collective agreementsin
North Shore and Central Algoma shall continue to apply to employees
covered by the provisions of these predecessor collective agreements as
at the day prior to ratification of this Collective Agreement. Employees
of the predecessor Sault Ste. Marie Board of Education whose entitlement
to aretirement gratuity is grandparented shall continue to be entitled to
those grandparented provisions.

16.2 The parties shall develop alist of those employees entitled to a retirement
gratuity and a Letter of Understanding setting out the names of these
employees which shall be appended to and form part of this Collective
Agreement and an individual letter shall be placed in each employee' sfile.

ARTICLE 17 PENSION ENTITLEMENT

17.1 Continuous Full-Time Employees

a) All “Continuous Full-Time Employees', as defined by the OMERS
Regulations, who were hired prior to the date of ratification of this
Collective Agreement must enrol in OMERS or continue participation
in the OMERS plan.

b) All “Continuous Full-Time Employees’, as defined by the OMERS
Regulations, who are hired subsequent to the date of ratification of this
Collective Agreement must enrol in OMERS upon employment with
the Algoma District School Board.

17.2 Other Than Continuous Full-Time Employees

a) Current employees who are “Other Than Continuous Full-Time
Employees’, as defined by the OMERS Regulations, who were hired
prior to the ratification of this Collective Agreement and who were
previously covered under the predecessor collective agreement between
the North Shore Board of Education and OSSTF and who were
enrolled in OMERS, shall have their participation in OMERS
grandparented.

b) All other employees, who are “ Other Than Continuous Full-Time
Employees’, as defined by the OMERS Regulations, may enroll in
OMERS subject to OMERS Regulations. The Board shall notify, at
the end of each calendar year, those employees who qualify for
participation in OMERS. Enrolment documents shall be provided to
these employees by the Board. Employeeswho qualify for enrolment
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in OMERS and who choose not to enroll shall be required to sign a
waiver.

17.3 Generd
a) Employees who are members of OMERS shall make contributions to

OMERS in accordance with OMERS requirements and regulations via
payroll deductions.

b) The Board shall make contributions to OMERS in accordance with
OMERS requirements and regulations for those employees who are
members of OMERS.

17.4 Notwithstanding the provisions of this Article, all employees who were
employed by the Michipicoten Board of Education on December 31, 1997
shall enroll in OMERS in accordance with the provisions of this Article no
later than September 1, 2000. The Board and the employee shall continue
to make matching RRSP contributions for the 1999-2000 work year in
accordance with the predecessor collective agreement to the extent allowed
by Revenue Canada. The Board shall cease all RRSP contributions
effective the end of the employee’ s 1999-2000 work year or August 31,
2000, whichever comesfirst, and full ownership of the RRSPs shall be
transferred to the individual employees.

ARTICLE 18 RECOGNIZED HOLIDAYS

18.1 Regular Employees (excluding Noon Hour Assistants)

a) Regular Twelve-Month Employees
The following are the Recognized Holidays for which aregular
Twelve-Month employee shall be paid at the employee’ s regular rate of
pay provided the employee works the employee’ s regularly scheduled
work day before and after such holiday unless the employeeison
vacation, paid sick leave, jury or witness duty, or short-term paid leave
or unpaid leave of absence which has been authorized by the Board and
which does not exceed fifteen (15) work days immediately preceding
the Recognized Holiday:

* New Year'sDay, Good Friday, Easter Monday, VictoriaDay,
Canada Day, Civic Holiday, Labour Day, Thanksgiving Day,
Christmas Day, Boxing Day

b) Regular Other-Than-Twelve-Month Employees
The following are the Recognized Holidays for which aregular
employee who works other-than-twelve (12) months shall be paid at the
employee' sregular rate of pay provided the employee works the
employee' s regularly scheduled work day before and after such holiday
unless the employeeis on vacation, paid sick leave, jury or witness
duty, or short-term paid leave or unpaid leave of absence which has
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18.2

18.3

been authorized by the Board and which does not exceed fifteen (15)

work days immediately preceding the Recognized Holiday:

 New Year'sDay, Good Friday, Easter Monday, Victoria Day,
Canada Day, Thanksgiving Day, Christmas Day, Boxing Day; and

« Labour Day provided the employee's return to work for the new
school year preceded Labour Day.

¢) Thework day on December 24 and December 31 will be shortened by
one-half (1/2) without loss of pay for regular employees.

d) Inlieu of Remembrance Day, each regular employee shall be entitled
to one (1) day as afloating holiday to be scheduled during the current
work year on a day when the employee is regularly scheduled to work.
The floating holiday will be scheduled by mutual agreement between

the employee and the employee’ simmediate supervisor. Such
agreement shall not be unreasonably withheld.

Regular Noon Hour Assistants

The following are the Recognized Holidays for which a Noon Hour

Assistant shall be paid at the employee’' sregular rate of pay provided the

employee works the employee’ s regularly scheduled work day before and

after such holiday unless the employee is on vacation, paid sick leave, jury
or witness duty, or short term paid leave or unpaid leave of absence which

has been authorized by the Board and which does not exceed fifteen (15)

work days immediately preceding the Recognized Holiday:

« New Year'sDay, Good Friday, Easter Monday, Victoria Day, Canada
Day, Thanksgiving Day, Christmas Day, Boxing Day; and
«  Labour Day provided the employee’ s return to work for the new school
year preceded Labour Day.
Casua Employees
The following are the Recognized Holidays for which a casual employee
shall be paid at the employee’ s regular rate of pay provided the employee
has been employed by the Board for three (3) months and works the last
work day before and the first work day after the Recognized Holiday.
Notwithstanding the foregoing a casual employee shall not be entitled to pay
for a Recognized Holiday where the last day worked prior to the
Recognized Holiday and the first day worked after the Recognized Holiday
are separated by the summer period:
« New Year'sDay, Good Friday, Easter Monday, Victoria Day, Canada
Day, Civic Holiday, Labour Day, Thanksgiving Day, Christmas Day,
Boxing Day.

18.4 Generd
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a)

b)

Part-time employees will receive the employee’ sregular part-time rate
for the paid holidays to which they are entitled.

When any Recognized Holiday falls on an employee' s normally
scheduled day off, the work day immediately prior to the holiday

or work day immediately after the holiday may be declared by the
Board in lieu thereof. If the schools remain in session, the day will

be added to the employee’ s annual vacation or will be scheduled at a
time mutually acceptable to the employee and the employee's
immediate supervisor. The employee shall be required to take such day
prior to the end of the employee’s current work year.

An employee who, at the board’ s written request, agreesto work on a
Recognized Holiday shall be paid at the rate of one and one-half (1 1/2)
times the employee’ sregular rate of pay for those hours worked plus
the employee sregular rate of pay. In emergencies, atelephone request
confirmed later in writing will be acceptable.

ARTICLE 19 VACATION
19.1 Generd

a)

b)

All vacation entitlement as set out in this Article, is based on the
completion of continuous years of service with the Algoma District
School Board and its predecessor Boards, calculated from July 1 to
June 30.

Approved leaves of absence and lay-offs during the Christmas, Spring
and Summer Breaks, shall not constitute an interruption in continuous
service for the purpose of calculating vacation entitlement.

Casual employment shall not count as service for the purposes of
vacation entitlement.

Except as provided elsewhere in this Collective Agreement, any period
of time after June 30, 1999 during which the empl oyee does not
receive a salary from the Board shall not be counted as service for the
purposes of vacation entitlement.

In the event of the death of an employee, any vacation owing shall be
paid to the employee’s estate.

Employees in Regular Bargaining Unit positions on June 30th, 2000:
For those employees in Regular Bargaining Unit positions on June

30, 2000, service with predecessor Boards (Chapleau, Central

Algoma, Hornepayne, Michipicoten, North Shore and Sault Ste. Marie)

shall be recognized for vacation purposes as follows:

Each employee’ s service for vacation entitlement as cal cul ated
effective June 30, 2000 shall be recognized as the basis for future
accumulation.

Employees hired into Regular Bargaining Unit positions after June 30,
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2000:

For those employees hired into Regular Bargaining Unit positions after
June 30, 2000, service shall be defined as the length of service with the
Board from an employee’ s most recent date of hireinto a Regular
Bargaining Unit position and shall not include any period of time
during which the employee does not receive a salary from the Board.
Notwithstanding the provisions of this Article with respect to service
for Regular Bargaining Unit employees, Noon Hour Assistants shall
not accumulate service for the purpose of vacation entitlement.

19.2 Reqular Twelve-Month Employees:

Effective September 1, 2000

a) Employees appointed to a Regular Twelve-Month position shall

b)

receive vacation with pay in accordance with years of service as set out

bel ow:

2 weeks vacation
3 weeks vacation
4 weeks vacation
5 weeks vacation

Lessthan 4 years service
Completed 4-7 years service
Completed 8-14 years service
Completed 15-19 years service
Completed 20-24 years service 6 weeks vacation
Completed 25 years service 7 weeks vacation
Twelve-Month employees with less than one year’s service are entitled
to paid vacation based on the following formula:

N x 10 = number of paid vacation days

12
where “N” is the number of months worked.
Regular Twelve-Month employees who work less than full-time shall
receive paid vacation in accordance with the above schedule, however
such paid vacation shall be paid at the employee’ s regular weekly pay
for each paid week of vacation.
The provisions of this Article shall not reduce the paid vacation
entitlement of any Bargaining Unit member accrued under a
predecessor collective agreement or terms and conditions of
employment. Any previous entitlement accrued as of June 30, 2000
which exceeds the provisions of this Article shall be frozen until such
time as the previous entitlement is exceeded by the entitlement under
thisArticle.
Vacation earned between July 1st and June 30th shall be taken in the
following vacation year.
Scheduling of Vacation:
i)  Employees shall submit vacation requests by May 1 to their
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i)

Vi)

Immediate supervisor.

Vacations will normally be taken during Summer, Christmas and
Spring Break periods. Written requests to take vacation at other
times may be approved by the immediate supervisor subject to the
operational needs of the Board.

Where two or more employeesin the same classification and work
site or department request vacation dates and the request cannot be
fulfilled, the Board shall take into consideration the seniority of
the employees when approving their vacation requests.

Where a Recognized Holiday occurs during an employee’s
vacation, the employee will be granted an extra day off with pay
at the beginning or the end of the scheduled vacation period
during which the Recognized Holiday falls, at the employee’s
discretion.

Upon request of the employee, sick |leave may be substituted for
vacation where it can be established by the employee that an
IlIness or accident requiring hospitalization, occurred while on
vacation. Only time spent in hospital and during any period of
convalescence immediately following release from the hospital
may be substituted.

Changes in scheduled vacation may be arranged by written
request, at least three (3) weeks in advance of the commencement
of the scheduled vacation, subject to the approval of the immediate

supervisor.

Where an employee wishes to change scheduled vacation and take
the employee’ stotal vacation entitlement in an unbroken period,
the request must be made sixty (60) days prior to the taking of said

vacation.

In the event of illness or accident, changes in scheduled vacation
may be arranged on such notice as may be reasonable in the
circumstances.

An employee will not be permitted to forego the vacation to which
the employeeis entitled. Vacations shall not be cumulative from
year to year.

Notwithstanding the above, carry over of vacation from one
vacation year to the next will not be permitted unless otherwise
mutually agreed between the employee and the Board. Written
requests for carry over of amaximum of one or two weeks must be
submitted to the Manager of Human Resources not later than May
Ist of each year. All vacation carried over must be used in the
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following year.

19.3 Other-Than-Twelve-Month Employees:
The parties shall jointly apply to the Director of the Employment Standards
Act Branch of the Ministry of Labour for approval to distribute vacation pay
evenly on employees' bi-weekly pay. If such approval isreceived, the
Board will proceed to amend its payroll practice to include vacation
pay on bi-weekly cheques for al employees who work other than twelve
months. If approval is not received, vacation pay will be paid during the
Christmas and March Break periods and the balance, if any, on June 15.
Effective September 1, 2000
Employees appointed to Other-Than-Twelve-Month positions shall
receive vacation pay in accordance with the employee’ s years of service as
follows:

Lessthan 4 years service = 4%
Completed 4-7 years service = 6%
Completed 8-14 years of service = 8%
Completed 15-19 years of service = 10%
Completed 20-24 years of service = 12%
Completed 25 years of service = 14%

The provisions of this Article shall not reduce the paid vacation entitlement
of any Bargaining Unit member accrued under a predecessor collective
agreement or terms and conditions of employment. Any previous
entitlement accrued as of June 30, 2000 which exceeds the provisions of
this Article shall be frozen until such time as the previous entitlement is
exceeded by the entitlement under this Article.

Notwithstanding the above, Noon Hour Assistants shall receive 4% vacation

pay.

ARTICLE 20 STAFFING
Section A-1: Educational Assistant Staffing Process and L ater al
Transfers

20.1 TheFTE alocation of Educational Assistantsin the Board by geographic
areafor the following school year shall be established by May 31st.

Where Thereis No Reduction in Board-Wide Complement:

20.2 Intheevent that there is no reduction in the Board-wide complement of
Regular Bargaining Unit positions for Educational Assistants but there are
shiftsin the FTE complement of Regular Bargaining Unit positions between
geographic areas, the following procedure shall apply:

a) Intheevent of areduction inthe FTE complement of Educational
Assistantsin ageographic area and it is necessary to declare
Educational Assistants surplus to the area, Educational Assistants shall
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20.3

b)

d)

be declared surplusto the areain reverse order of seniority from the

most junior, until the number of FTE Educational Assistantsin the

geographic areais equal to the allocation for the area.

Notwithstanding the above, if it isfound that the surplus declaration of

the most junior Educational Assistant will result in a staffing need that

cannot be met in any other way, the next most junior Educational

Assistant will be declared surplus. This process shall be repeated , if

necessary, until an Educational Assistant is selected whose surplus

declaration does not result in a staffing need that cannot be met.

Educational Assistants who are surplus to the geographic area shall

declare their intent, in writing within forty eight (48) hours, to

exercise one of the following options:

1) reassignment to another geographic area;

i) placement on the Recall List;

1) exercise of their bumping rights to another job classification for
which the employee has the necessary qualifications, knowledge
and/or skillsto fill the position.

Where Educational Assistants, with sufficient seniority, have chosen to

be reassigned to another geographic area in accordance with Article

20.2 (b) (i) above, an equivalent FTE allocation of Educational

Assistants shall be declared surplus to that area, if necessary to reduce

to the allocated complement, beginning with the most junior.

The processin (a) through (c) above will be repeated until all

Educational Assistants with sufficient seniority have been reassigned to

a geographic area or those who have chosen to go on a Recall List have

been laid off.

Once the number of employees assigned to a geographic area equals the
allocated complement for the geographic area, the allocated complement
shall be assigned within each geographic area as follows:

a)

b)

Should areassignment from a school prove necessary because of a
reduction in the FTE complement of Educational Assistantsin a school,
Educational Assistantsin the school shall be declared surplus to the
school in reverse order of seniority from the most junior.
Notwithstanding the foregoing, if it isfound that the surplus
declaration of the most junior Educational Assistant will resultin a
staffing need that cannot be met in any other way, the next most junior
Educational Assistant will be declared surplus. This process shall be
repeated, if necessary, until an Educational Assistant is selected whose
surplus declaration does not result in a staffing need that cannot be
met.

Educational Assistants who are to be reassigned within a geographic
area shall be placed into available positions in the geographic areain
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seniority order, from the most senior to the most junior in accordance
with qualifications, knowledge and/or skills. During this assignment
process, Educational Assistants who have requested a lateral transfer
shall be granted the lateral transfer in seniority order, when possible,
through placement in an available position including those created by
another lateral transfer.

20.4 Intheevent that some Educational Assistants have chosen placement
on the Recall List or have bumped into another job classification or
chosen reassignment to another geographic area, then vacancies will result
with respect to the required Board-wide complement. The Board will
proceed to fill the vacancies as follows:

a)

internal posting of any permanent vacancy or temporary vacancy that
is known during the Staffing Process to be for the next entire school
year and which has not been filled by the processin Article 20.3 above.

There shall be a maximum of two (2) rounds of posting; then

b)

c)

recall of employees on the Recall List in seniority order; then
external posting or hiring from the Board’ s casual list.

Where There is a Reduction in Board-Wide Complement

20.5 Intheevent that there is areduction in the Board-wide complement of
Regular Bargaining Unit positions for Educational Assistants the following
procedure shall apply:

a)

b)

In the event of areduction in the FTE complement of Educational
Assistantsin ageographic area and it is necessary to declare
Educational Assistants surplus to the area, Educational Assistants
shall be declared surplus to the areain reverse order of seniority from
the most junior, until the number of FTE Educational Assistantsin the
geographic areais equal to the allocation for the area.
Notwithstanding the above, if it isfound that the surplus declaration of
the most junior Educational Assistant will result in a staffing need that
cannot be met in any other way, the next most junior Educational
Assistant will be declared surplus. This process shall be repeated, if
necessary, until an Educational Assistant is selected whose surplus
declaration does not result in a staffing need that cannot be met.
Educational Assistants who are surplus to the geographic area shall
declare their intent, in writing within forty-eight (48) hours, to
exercise one of the following options:
1) reassignment to another geographic area;
i) placement on the Recall List;
1) exercise of their bumping rights to another job classification for
which the employee has the necessary qualifications, knowledge
and/or skillsto fill the position.
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d)

Where Educational Assistants, with sufficient seniority, have chosen to
be reassigned to another geographic area in accordance with Article
20.5 (b) (i) above, an equivalent FTE allocation of Educational
Assistants shall be declared surplus to that area, if necessary, to reduce
to the allocated complement beginning with the most junior.

The processin (a) through (c) above will be repeated until all
Educational Assistants with sufficient seniority have been reassigned
to a geographic area and those who are surplus to the Board and those
who have chosen to go on a Recall List have been laid off.

20.6 Once the number of employees assigned to a geographic area equals the
allocated complement for the geographic area, the allocated complement
shall be assigned within each geographic area as follows:

a)

b)

Should a reassignment from a school prove necessary because of a
reduction in the FTE complement of Educational Assistantsin a
school, Educational Assistantsin the school shall be declared surplus
to the school in reverse order of seniority from the most junior. Not-
withstanding the foregoing, if it isfound that the surplus declaration of
the most junior Educational Assistant will result in a staffing need that
cannot be met in any other way, the next most junior Educational
Assistant will be declared surplus. This process shall be repeated, if
necessary, until an Educational Assistant is selected whose surplus
declaration does not result in a staffing need that cannot be met.
Educational Assistants who are to be reassigned within a geographic
area shall be placed into available positions in the geographic areain
seniority order, from the most senior to the most junior in accordance
with qualifications, knowledge and/or skills. During this assignment
process, Educational Assistants who have requested a lateral transfer
shall be granted the lateral transfer in seniority order, when possible,
through placement in an available position including those created by
another lateral transfer.

20.7 Intheevent that some Educational Assistants have chosen placement
on the Recall List or have bumped into another job classification or
chosen reassignment to another geographic area, then vacancies will result
with respect to the required Board-wide complement. The Board will
proceed to fill the vacancies as follows:

a)

b)

internal posting of any permanent vacancy or temporary vacancy that is
known during the Staffing Process to be for the next entire school year
and which has not been filled by the processin Article 20.6 above.
There shall be a maximum of two (2) rounds of posting; then

recall of employees on the Recall List in seniority order; then

external posting or hiring from the Board’ s casual list.
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Where There Is An Increase in Board-Wide Complement

20.8 Inthe event that thereis an increase in the Board-wide complement of
Regular Bargaining Unit positions for Educational Assistants but there are
shiftsin the FTE complement between geographic areas, the following
procedure shall apply:

20.9

a)

b)

d)

In the event of areduction in the FTE complement of Educational
Assistantsin ageographic area and it is necessary to declare
Educational Assistants surplus to the area, Educational Assistants shall
be declared surplusto the areain reverse order of seniority from the
most junior, until the number of FTE Educational Assistantsin the
geographic areais equal to the allocation for the area.
Notwithstanding the above, if it isfound that the surplus declaration
of the most junior Educational Assistant will result in a staffing need
that cannot be met in any other way, the most junior Educational
Assistant will be declared surplus. This process shall be repeated, if
necessary, until an Educational Assistant is selected whose surplus
declaration does not result in a staffing need that cannot be met.
Educational Assistants who are surplus to the geographic area shall
declare their intent, in writing within forty eight (48) hours, to exercise
one of the following options:
1) reassignment to another geographic area;
i) placement on the Recall List;
Iii) exercise of their bumping rights to another job classification for
which the employee has the necessary qualifications, knowledge
and or/skillsto fill the position.

Where Educational Assistants, with sufficient seniority, have chosen to
be reassigned to another geographic area in accordance with Article
20.8(b)(i) above, an equivalent FTE allocation of Educational
Assistants shall be declared surplusto that area, if necessary to reduce
to the allocated complement, beginning with the most junior.

The processin (a) through (c) above will be repeated until all
Educational Assistants with sufficient seniority have been reassigned
to a geographic area and those who have chosen to go on the Recall
List have been laid off.

Once the number of employees assigned to a geographic area equals the
allocated complement for the geographic area, the allocated complement
shall be assigned within each geographic area as follows:

a)

Should areassignment from a school prove necessary because of a
reduction in the FTE complement of Educational Assistantsin a
school, Educational Assistants in the school shall be declared surplus
to the school in reverse order of seniority from the most junior.
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b)

Notwithstanding the foregoing, if it isfound that the surplus
declaration of the most junior Educational Assistant will resultina
staffing need that cannot be met in any other way, the next most junior
Educational Assistant will be declared surplus. This process shall be
repeated, if necessary, until an Educational Assistant is selected whose
surplus declaration does not result in a staffing need that cannot be met.
Educational Assistants who are to be reassigned within a geographic
area shall be placed into available positions in the geographic

areain seniority order, from the most senior to the most junior in
accordance with qualifications, knowledge and/or skills. During this
assignment process, Educational Assistants who have requested a
lateral transfer shall be granted the lateral transfer in seniority order,
when possible, through placement in an available position including
those created by another lateral transfer.

20.10 In the event that some Educational Assistants have chosen placement
on the Recall List or have bumped into another job classification or chosen
reassignment to another geographic area, or in the event that there are
vacant positions as aresult of increased Board-wide complement, then the
Board will proceed to fill the vacancies as follows:

a)

b)

Genera
20.11 @)

b)

internal posting of any permanent vacancy or temporary vacancy that
is known during the Staffing Process to be for the next entire school
year and which has not been filled by the processin Article 20.9 above.
There shall be a maximum of two (2) rounds of posting; then

recall of employees on the Recall List in seniority order; then

external posting or hiring from the Board’ s casual list.

In the event of the displacement of a Regular Educational Assistant,
during the school year, as aresult of another employee’ s exercise of
seniority rights or return from leave, WSIB, LTD, or clerica
movement, the displaced Educational Assistant shall displace the most
junior Educational Assistant in the geographic area provided the
displaced Educational Assistant has the qualifications, knowledge
and/or skillsto fill the position.

In the event of areduction in complement during the school year, the
Board shall follow the proceduresin Articles 20.5, 20.6 and 20.7.

An employee who isto belaid off during the school year shall be
given appropriate notice in accordance with the Employment Standards
Act or aminimum of twenty-five (25) working days prior to the
effective date of layoff, whichever is greater.

20.12 The surplus and reassignment process shall be observed by the Bargaining
Unit President or designate.
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20.13 The Board will inform Educational Assistants of their tentative placement
for the following school year by June 30th.

Lateral Transfers of Educational Assistants

20.14 A “lateral transfer” is defined as a move to a different work site and to a
position with the same weekly hours within the job classification of
“Educational Assistant”.

20.15 Educational Assistants requesting alateral transfer shall complete and
submit the appropriate form to the Manager of Human Resources, with a
copy to the Bargaining Unit President, by May 15.

20.16 @) Educational Assistants wishing to change work sites within the job

classification may request a maximum of seven (7) changes.

b) Therequest for the lateral will bein force for the Staffing Process
immediately following. Employees who refuse alateral and those who
accept alateral will have exhausted their rightsto alateral transfer for
the Staffing Process in question.

Section A-2:  Recall of Educational Assistants

20.17 Employees on the Recall List will be entitled to recall in order of greatest
seniority to Regular Bargaining Unit positions and to temporary vacancies
known in advance to be for the next entire school year in their former job
classification or to ajob classification for which they possess the necessary
gualifications, knowledge and/or skills required to fill the position.

The Bargaining Unit President shall be notified of the recall of any

employees.

20.18 a) Recall rights for employees who have completed the probationary
period shall expire twenty-four (24) months from the effective date of
layoff.

b) Recall rightsfor probationary employees shall expire three (3) months
from the effective date of layoff.

¢) Where an employee’s probationary period has been interrupted by
lay off and the lay off has resulted in a break in service and less than
half of the probationary period has been completed, upon recall to a
Regular Bargaining Unit position, the employee shall be required to
commence a new probationary period.

20.19 An employee shall have the right to refuse an offer of recall and the
employee shall not forfeit any rights of recall under this Article for such
refusal if any of the following conditions are met:

a) theposition isnot in the geographic area from which the employee was
laid off; or

b) the position has reduced hours or lower salary than the position held
immediately prior to lay off; or

c) for medical reasons or reasons related to pregnancy/parental leave; or

d) for other reasons acceptable to the Board.
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Should an employee accept recall to a position that has reduced hours or a
lower hourly rate the Board' s obligations with respect to recall of this
employee will have been fulfilled.

20.20 While on the Recall List, laid off employees shall maintain their relative
position on the Seniority List.

20.21 An employee who accepts recall to a position in accordance with this
Article shall be reinstated as though there had been no interruption in
service with full rights and benefits unless specifically modified by this
Agreement.

20.22 When a position becomes available, the Board shall offer recall by
telephone and shall confirm the recall by letter. In the event the employee
cannot be reached by telephone, the recall shall be offered by registered or
certified mail to the last known address provided by the employee.

20.23 All employees eligible for recall shall file with the Board and the
Bargaining Unit their most recent address and tel ephone number and shall
notify the Board promptly of any changes. Any notice sent by the Board by
registered or certified mail to the last known address appearing on the
personnel record shall be deemed to have been received by the employee on
the Recall List.

20.24 An employee notified of recall must advise the Board of the intention to
return to work within a period not to exceed ten (10) calendar days from the
date of mailing of the registered or certified mail and the employee must
return to work within fourteen (14) calendar days from such mailing date or
make alternative arrangements satisfactory to the Board. Unless an
extension is granted by the Board, the employee shall forfeit al recall rights
and will be deemed to have resigned from the Board.

20.25 Bargaining Unit employees who are on the Recall List as of the date of
ratification of this Collective Agreement shall be entitled to recall in
accordance with the provisions of this Agreement.

20.26 Casual Work For Laid Off Employees
a) Employeeswho have been laid off and who are on the Recall List shall
be required to indicate to the Board, in writing, whether and in which
geographic area(s) the employee will be available for casual work.

b) Employees on the Recall List who have indicated their intent to be
available for casual work shall be offered casual work in the
geographic area(s) selected in advance of casual employeesand in
seniority order, provided they have the qualifications, knowledge,
and/or skillsfor the work that is available.

c) Employeesare required to notify the Board in advance of those times

when they will not be available for casual work. Acceptance or refusal
of such work shall not affect the employee’ s status on the Recall List.
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d) Employeeswhose recall and seniority rights have expired may remain
on the casual list and shall enjoy only those rights of a casual
employee.

20.27 No new employee will be hired and no employee will be recruited from the
casual list for a Regular Bargaining Unit position until all persons with the
gualifications, knowledge and/or skillsto fill the position have been given
an opportunity for recall.

Section A-3: Job Posting and Vacanciesfor Educational Assistants
Generd
20.28 There shall be no postings during the year other than those which are
required during the Staffing Process described in Article 20 Section (A-1).
20.29 Theinternal posting shall contain the following information:
a) job classification; and
b) location; and
¢) full-time or part-time (including hours); and
d) the starting date; and
e) qualifications or other skills required; and
f) thelength of the position if it is not a permanent vacancy; and
g) theperson towhom the application isto be directed.
In the event that any of the above details contained in a posting are changed
prior to the position being filled, the board will repost the position in
accordance with the provisions of this Article.

20.30 The applicant with the necessary qualifications, knowledge, and/or skillsto
fill the position who has the greatest seniority shall be awarded the position.
The Board reserves the right to determine by means of testing that a member
who is seeking to change job classifications has the knowledge and skills
to fill the position.

20.31 The successful applicant and the Bargaining Unit President will be notified
within ten (10) working days of the close of the posting date.

Following the above notification, the Board will post ageneral noticein
each workplace advising the membership of the name of the successful
applicant.

20.32 In the event that avacancy isnot filled as aresult of alateral transfer,
internal posting or recall as aresult of the application of the provisions of
the Staffing Article, the Board may take steps to fill the position by any
other means which may include recruitment from the casual list or external
advertisement.

20.33 A copy of all postings shall be forwarded to the Bargaining Unit President.

Permanent V acancies

20.34 @) A permanent vacancy to be posted occurs when:
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1) anemployeeis appointed to another position; or

i) anemployeeisdischarged or demoted from a position; or

i) an employee dies, resigns or retires from a position; or

Iv) thereisanewly created position within the scope of this
Agreement.

Notwithstanding the above, the Board has the right to determine

whether to fill avacancy or to amend a position before proceeding to

fill it asavacancy. The Board will notify the Bargaining Unit

President in writing, if it decided not to post or to amend the position.

When the Board determines that a permanent vacancy isto be filled,

the Staffing Process described in Article 20 (Section A-1) shall be

followed.

b) Inthe event that a permanent vacancy of fifteen (15) hours occurs
during the summer months or during the school year outside the
Staffing Process, such hours shall be offered in seniority order by
geographic areato those fifteen (15) hour Educational Assistantsin
Regular Bargaining Unit positions and who are available to perform the
full hours of the additional assignment without interruption to the hours
of work of their current assignment provided they can meet the staffing
need.

In the event that there are no part-time employees available for
additional regular hours, the Board shall:
1) offer the position in seniority order to Educational Assistants
on the Recall List; then
i) for the remainder of the school year fill the position with a Long-
Term Casual until the next Staffing Process.

c) Intheevent that a permanent vacancy of thirty (30) hours occurs
during the summer months and prior to commencement of the school
year for students such hours shall be offered in seniority order to those
fifteen (15) hour Educational Assistantsin Regular Bargaining Unit
positions provided they can meet the staffing need.

In the event that there are no part-time employees available, the Board
shall:
1)  offer the position in seniority order to Educational Assistantson
the Recall List; then
i) for the remainder of the school year fill the position with a Long-
Term Casual until the next Staffing Process.
Temporary Vacancies
20.35a) A temporary vacancy is created by the absence of an employee who is
on an approved leave of absence or who is absent due to iliness or
accident.
Only those temporary vacancies which are known prior to the Staffing
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Process described in Article 20 (Staffing) and which are known to be
for the entire next school year will be posted and such posting shall
occur in accordance with this Article as set out in the Staffing Process
described in Article 20 (Section A-1).

b) All other vacancies created by the temporary absence of an employee
shall be filled with the use of a Casual or Long-Term Casual, asthe
case may be, provided oneis available, except as provided below:
Temporary vacancies for the next entire school year which become
known to the Board after the close of the Staffing Process described in
this Article and before the commencement of the school year for
students shall befilled by the Board by recall from the Recall List. In
the event it is not possible to fill the position by recall, the Board may
fill the position with aLong-Term Casual.

Section B-1: Lay Off of Office, Clerical & Technical Employees
20.36 A Regular Bargaining Unit employee is considered to be laid off when:
a) theemployee'sposition is eliminated; or
b) thereisareduction in the number of full-time Regular Bargaining Unit
positions; or
¢) thereisareduction in the hoursof work of an employee.

20.37 An employee who is to be laid off shall be given appropriate notice in
accordance with the Employment Standards Act or a minimum of
twenty-five (25) working days prior to the effective date of layoff,
whichever is greater.

20.38 In the event more than one employee isin a position of layoff, first access
to the displacement process in this Article will be on the basis of the
seniority of those employeesin aposition of lay off.

20.39 Posting of vacancies which have not been posted as of the date notice of
lay off is given to employees shall be suspended for the period commencing
from the date of the notice of layoff and up to and including the time at
which all displacement has ceased.

20.40 Employees who are in a position of layoff, or employees who have been
displaced under the provisions of this Article shall exercise their seniority
rights according to the following sequential steps:

a) accept the reduction in hours, if applicable, and remain in the reduced
position; or

b) accept the layoff and be placed on the Recall List; or

C) moveto avacant position of equivalent weekly hours/same
employment status in the same job classification and geographic area
or at the employee’ sinitiative in another geographic area; then
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d)

€)

move in accordance with the following process, commencing with

step i) and ending with step iii) if applicable:

1)  displace the most junior employee in the same job classification
with equivalent weekly hours/same employment status within the
same geographic area or, at the employee’ sinitiative, the most
junior employee in a position meeting the same criteriain another
geographic area of the Board; then

i) provided that the laid off employee has the qualifications,
knowledge and/or skills required to fill the position, displace a
more junior employee in any job classification in the same or
lower pay level in the same geographic area or, at the employee's
initiative, amore junior employee in a position meeting the same
criteriain another geographic area of the Board; then

1) provided that the employee has the qualifications, knowledge and/
or skillsto fill the position, displace a more junior employeein
any job classification in a higher pay level in progressive steps, in
the same geographic area, or at the employee’ sinitiative, a more
junior employee in a position meeting the same criteria in another
geographic area of the Board.

An employee who is unableto fill avacant position or to displace a
more junior employee through the process outlined in this Article shall
be laid off and placed on the Recall List.

20.41 Employees exercising displacement rights in accordance with this Article
shall have eight (8) working hoursto exercise their seniority rights.

20.42 The displacement process shall be observed by the Bargaining Unit
President or designate.

Section B-2: Recall of Office, Clerical & Technical Employees

2043 a)

b)

Employees who are on the Recall List will be entitled to recall in
order of greatest seniority to Regular Bargaining Unit positionsin
their former or lower pay level provided they possess the
qualifications, knowledge and/or skills required to fill the position.
The Bargaining Unit President shall be notified of the recall of
employees.

Recall rights for employees who have completed the probationary
period shall expire twenty-four (24) months from the effective date of
layoff.

Recall rights for probationary employees shall expire three (3)
months from the effective date of layoff.

Where an employee’ s probationary period has been interrupted by
layoff and the layoff has resulted in a break in service and less than
half of the probationary period has been completed, upon recall to a
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20.44

20.45

20.46

20.47

20.48

Regular Bargaining Unit position, the employee shall be required to

commence a new probationary period.

d) Anemployee shall have the right to refuse an offer of recall and the
employee shall not forfeit any rights of recall under this Article for
such refusal if any of the following conditions are met:

1) theposition is not in the geographic area from which the
employee was laid off;

I1) the position has alower hourly rate and/or reduced hours/
employment status than the position held immediately prior to
lay off;

1ii) for medical reasons or reasons related to pregnancy/parental
leave; or

Iv) for other reasons acceptable to the Board.

Should an employee accept recall to a position that has alower

hourly rate and/or reduced hours/employment status the Board's

obligations with respect to recall of this employee will have been
fulfilled.

While on the Recall List, laid off employees shall maintain their

relative position on the Seniority List.

An employee who accepts recall to a position in accordance with this

Article shall be reinstated as though there had been no interruption in

service will full rights and benefits unless specifically modified by

this Agreement.

When a position becomes available, the Board shall offer recall by

telephone and shall confirm the recall by letter. In the event the

employee cannot be reached by telephone, the recall shall be offered

by registered or certified mail to the last known address provided by

the employee.

All employees eligible for recall shall file with the Board and the

Bargaining Unit their most recent address and tel ephone number and

shall notify the Board promptly of any changes. Any notice sent by the

Board by registered or certified mail to the last known address appearing

on the personnel record, shall be deemed to have been received by the

employee on the Recall List.

An employee notified of recall must advise the Board of the intention

to return to work within a period not to exceed ten (10) calendar days

from the date of mailing of the registered or certified mail and the
employee must return to work within fourteen (14) calendar days

from such mailing date or make alternative arrangements satisfactory

to the Board. Unless an extension is granted by the Board, the

employee shall forfeit al recall rights and will be deemed to have
resigned from the Board.
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20.49 Bargaining Unit employees who are on the Recall List as of the date
of ratification of this Collective Agreement shall be entitled to recall
in accordance with the provisions of this Agreement.

20.50 No new employee will be hired and no employee will be recruited from
the casual list for a Regular Bargaining Unit position until all persons with
the qualifications, knowledge and/or skillsto fill the position have been
given an opportunity for recall.

20.51 Casual Work For Laid Off Employees
a) Employees who have been laid off and who are on the Recall List

shall be required to indicate to the Board, in writing, whether and in
which geographic area(s) the employee will be available for casual
work.

b) Employeeson the Recall List who have indicated their intent to be
available for casual work shall be offered casual work in the
geographic area(s) selected, in advance of casual employees, and in
seniority order, provided they have the qualifications, knowledge
and/or skills for the work that is available.

c) Employeesarerequired to notify the Board in advance of those times
when they are not available for casual work. Acceptance or refusal of
such work shall not affect the employee’ s status on the Recall List.

d) Employeeswhose recall and seniority rights have expired may remain
on the casual list and shall enjoy only those rights of a casual
employee.

Section B-3: Reinstatement of Office, Clerical & Technical Employees

20.52 Office, Clerical & Technical employeeswho have changed job
classifications and/or employment status under this Article shall have the
right to reinstatement to Regular Bargaining Unit positionsin their most
recently held job classification and employment status for a period of up to
twenty four (24) months from the effective date of the new position.

20.53 The employee shall be reinstated at the salary step that would have been
attained had there been no changein job classification.

20.54 Office, Clerical & Technical Employees who refuse reinstatement to a
position in their previous job classification with equivalent weekly hours
and the same employment status within their geographic area shall lose
their reinstatement rights.

20.55 Employeeswho are laid off and placed on aRecall List shall not have
reinstatement rights.

20.56 Employees who have been transferred in accordance with the Transfer
Article of this Collective Agreement shall not have reinstatement rightsto
the position from which the employee was transferred.

Section B-4: Job Posting and Vacancies for Office, Clerical &

[~



Genera

20.57

20.58
20.59

20.60

20.61

20.62

20.63

20.64

Technical Employees

The internal posting shall include the following information:

a) job classification; and

b) location; and

c) full-time or part-time (including hours); and

d) theemployment status of the position; and

e) the starting date; and

f) qualifications and/or skills required; and

g) thelength of the position if it is not a permanent vacancy; and

h) the person to whom the application is to be directed.

In the event that any of the above details contained in a posting are
changed prior to the position being filled, the Board will repost the
position, in accordance with the provisions of this Article.

A copy of al postings shall be forwarded to the Bargaining Unit President.
All postings shall be suspended during the period of school breaks (such
as Christmas, March and Summer Breaks) as designated in the school
year calendar for teachers by the Algoma District School Board.

Any postings which have been suspended in accordance with the above,
will be posted immediately following the school break.

Vacancies shall be posted internally for members holding Regular
Bargaining Unit positions prior to the recall of members on the Recall
List.

The applicant with the necessary qualifications, knowledge and/or skills
to fill the position, who has the greatest seniority shall be awarded the
position.

The Board reserves the right to determine by means of testing that an
employee who is seeking to change job classification has the knowledge
and skills to fill the position.

The successful applicant and the Bargaining Unit President will be
notified within ten (10) working days of the close of the posting date.
Following the above notification, the Board will post agenera noticein
each workplace advising the membership of the name of the successful
applicant.

Where an employee’ s probationary period is interrupted for a promotion,
the employee’ s probationary period may be extended by thirty (30)
working days.

An employee who has been a successful applicant for avacancy or has
moved as aresult of reinstatement shall not be entitled to apply for any
other vacancies for a period of twelve (12) months except where the
move would result in an advancement in job class, or an increase in the

B7



employee' s hourly rate, or an increase in employment status and/or weekly
hours.

Permanent Vacancy

20.65

20.66

20.67

20.68

20.69

A permanent vacancy to be posted occurs when:

a) anemployeeis appointed to another position; or

b) an employeeisdischarged or demoted from a position; or

c) anemployeedies, resignsor retires from a position; or

d) thereisanewly created position within the scope of this Agreement.
Notwithstanding the above, the Board has the right to determine whether
to fill avacancy or to amend a position before proceeding to fill it asa
vacancy. The Board will notify the Bargaining Unit President in writing,
if it decides not to post or to amend the position.

The Board shall first proceed to fill a permanent vacancy by reinstatement
of the most senior qualified employee in accordance with the provisions of
Article 20 (Section B-3).

If the Board cannot fill a permanent vacancy by reinstatement, the Board
will post a notice of the position within ten (10) working days in each
work location for five (5) working days.

In the event the vacancy is not filled as aresult of reinstatement, internal
posting, or recall the Board may take stepsto fill the position by any other
means which may include recruitment from the casual list or external
advertisement.

Where avacancy isthe result of aretirement, the Board may post the
position thirty (30) working days prior to the retirement date.

Temporary Vacancy

20.70

a) A temporary vacancy for Office, Clerical and Technical employees
occurs when an employee is on an approved leave of absence or is
to be absent due to ilIness or accident.

b) When atemporary vacancy of less than twelve (12) months becomes
known, it shall be filled with the use of a Casual or Long-Term
Casual as the case may be, provided oneis available.
Notwithstanding the foregoing, when a member will be absent for
less than twelve (12) months for atemporary vacancy, the Board may
fill the absence by temporary appointment of a Bargaining Unit
member in the same work location. Preference shall be given to the
member with the most seniority in the work location, subject to
operational requirements. In the event that such atemporary
appointment occurs, the resulting position will be filled in accordance
with the provisions of Article 27 (Casual Employees).

When a member agrees to perform the work outside the member’s
regular job classification, the member shall receive, from the first
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day in the position, the rate of the job classification of the absent
member or the member’s own regular job rate, whichever is greater.

c) Temporary vacancies which are known in advance, to be in excess of
twelve (12) months will befilled as follows:

i)
i)

iii)
\Y)

ARTICLE 21

Reinstatement in seniority order in accordance with Article 20
(Section B-3); then

by posting in accordance with the provisions of this Article.
There shall be one round of posting; then

(A regular Bargaining Unit member appointed to the temporary
position shall return to the position held immediately prior to
the appointment upon the return of the incumbent. If the
position no longer exists, the member shall exercise
displacement rights under Article 20 (Section B-1.)

by recall in seniority order in accordance with Article 20
(Section B-2); then

by external posting or recruitment from the casual list.

TRANSFERS

21.1 A “transfer” shall mean the relocation of an employee from the work
location in which the employee currently works to another work location.

21.2  Thenorma movement of employees viathe Board Staffing Process or the
movement of employees in accordance with Article 20 (Staffing) of
this Collective Agreement shall not be considered to be atransfer for the
purpose of this Article.

Employee Initiated Transfers

21.3 Intheevent that exceptional circumstances cause an employee to request
atransfer, the employee shall apply to the Manager of Human Resources,
or designate, for atransfer to a different work location. Such application
shall be in writing with a copy to the President of the Bargaining Unit and
shall provide a brief summary of the reason for the request. The employee
may request the assistance of a Union/Bargaining Unit representative in
discussions regarding the transfer request. The transfer shall be granted
only with the mutual agreement of the Board and the Bargaining Unit.

21.4  Relocation costs arising from employee initiated transfers shall be at the
employee’ s expense.

Board Initiated Transfers

21.5 If it becomes necessary for the Board to transfer an employee for avalid
reason, the Board will endeavour to place the transferee in a position
which is mutually acceptable to the Board, the employee and the
Bargaining Unit.

Reassignment of an employee during the school year as aresult of the
movement of a specia education student or students shall be considered
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21.6

avalid reason for the purposes of this clause. The employee(s) reassigned
shall be the most junior in the work location except in extenuating
circumstances when the staffing need cannot be met without the transfer
of amore senior employee. Nothing in this Article prevents a more senior
employee in the work location from volunteering to move with a student
to anew location.

In the event of a Board initiated transfer, the following procedures shall
apply:

a) Noemployee shall be transferred to another geographic area without

the employee’ s written consent;

b) Thetransfer will be discussed with the Union and the employee. The
employee shall be advised of the right to seek advice and assistance
of aUnion/Bargaining Unit representative. The employee shall be
advised of the transfer at least five (5) working days in advance of the

transfer;

c) Theemployee shall betransferred to a position in the same job
classification (equivalent hours/'same employment status) unless
otherwise agreed by the Board, the employee and the Bargaining
Unit.

d) Intheevent that a member agreesto atransfer to another geographic
area and the member relocates the member’ s household from its
previous geographic areato a different geographic area closer to the
new work location, moving and relocation expenses will be
reimbursed by the Board at the rate of fifty percent (50%) of the
actual cost of moving the member’ s household goods to a maximum
of $1,000 based on original receipts submitted to the Board. Payment

shall be made no later than thirty (30) school days after submission

of receipts. “School days’ shall be defined as those days on the
official Algoma District School Board school year calendar for which
teachers are required to report for work.

ARTICLE22 LEAVESOF ABSENCE

22.1

General

L eave requests are to be made in writing, on the Board' s L eave of
Absence form, to the Manager of Human Resources, through the
employee' simmediate supervisor, at least two (2) weeks in advance of
the requested date of |eave, whenever possible. In cases of Bereavement
Leave (Compassionate Leave - Type 1) or Family Care Leave
(Compassionate Leave - Type 2), atelephone call confirmed later in
writing will be acceptable.

/N



22.2

22.3

22.4

22.5

Bereavement Leave (Compassionate Leave - Type 1)

a)

b)

Bereavement leave shall be granted without loss of pay or sick leave
creditsfor the funeral of an employee’s father, mother, brother, sister,
Spouse, common law or same sex partner, child, guardian, father-in-
law, mother-in-law, grandparents of employee or spouse, brother-
in-law, sister-in-law, son-in-law, daughter-in-law or grandchild.
Upon request, Bereavement Leave for those situations covered in
Article 22.2 (a) will be granted as follows:

1) amaximum of three (3) working days to attend afuneral within a
distance of 150 kilometres of the employee’s principle residence;
Notwithstanding the above, when a death occursin the
employee' simmediate family (father, mother, brother, sister,
Spouse, common law or same sex partner, child or guardian),
the employee may be granted an additional two (2) days upon
request to the Manager of Human Resources.

1) amaximum of five (5) working daysto attend afunera at a
distance greater than 150 kilometres.

Family Care L eave (Compassionate Leave - Type 2)

a)

b)

Family care leave to a maximum of five (5) working days per work
year will be provided without loss of pay or sick |eave credits for the
severe illness of the employee’s father, mother, brother, sister, child,
spouse, common law or same sex partner, or guardian. Severeillness
will be deemed to be one involving major surgery as certified by a
doctor or one in which there is immediate concern for the life of the
patient, as certified by adoctor. Upon request, the employee shall
submit to the Board a doctor’ s certificate verifying the severity of the
ilIness.

Family care leave beyond five (5) working days may be granted in
accordance with the Short-Term Leave provisions.

Quarantine
L eave without loss of pay or benefits shall be granted to an employee for

aperiod of quarantine when declared by the Medical Officer of Health or
designate. Such leave shall be deducted from the employee’ s sick leave
credits. The onus shall be on the employee to provide appropriate
documentation (Medical Officer of Health Certificate) to the Board as
soon as practicably possible.

Personal Leave

a)

Employees may be granted one (1) day’ s personal |eave per work year
without loss of pay or sick |eave credits upon provision of reasons
satisfactory to the Manager of Human Resources. The purpose of
such leave isto attend to matters of personal importance which
cannot be attended to in any other way.
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22.6

22.7

22.8

b) Persona Leave shall not be granted to extend a Recognized Holiday
or vacation period. Inexceptional circumstances, the Manager of
Human Resources may waive this restriction.

Jury or Witness Duty

a) Anemployeewhoisrequired to serve asajuror or subpoenaed as a
witness in a proceeding to which the employeeis not a party, shall
be granted aleave of absence without loss of pay or sick leave
credits.

b) Anemployee subpoenaed to appear as awitnessin a proceeding to
which the employee is a party to the action will be granted aleave of
absence without pay.

c) Anemployeewho is charged with an offence which arises from the
employment relationship with the Board may be granted |eave
without loss of pay or sick |eave credits when subpoenaed to attend
court.

d) All pay excluding travel, meal and accommodation expenses received
from the court for such appearances shall be remitted to the Board.

e) Time served shall be deemed time worked for the purpose of
entitlements under this Collective Agreement.

Short-Term L eave Without Pay

The Board may grant aleave of absence without pay to an employee for
up to a maximum of twenty (20) working days to attend to matters of
personal business which cannot be addressed in any other way. The Board
shall continue to pay its share of benefit costs.

Extended L eave of Absence Without Pay

a) TheBoard may grant an employee aleave of absence without pay for
aperiod of up to one (1) year in accordance with the provisions of this
Article. Requestsfor such leave shall be submitted in writing to the
Manager of Human Resources via the immediate supervisor at least
one month in advance of the employee’ s last day of scheduled work.
All requests for leave shall contain the reasons for the request.

b) Anextension of up to one (1) year may be granted by the Board upon
written request of the employee received not less than six (6) weeks
prior to the end of the original leave. EXxcept in exceptional
circumstances and as agreed by the Board and the Bargaining Unit,
any leave without pay shall not exceed two (2) years.

¢) Theemployee shall not accumulate sick leave, nor service credit for
Increment or vacation entitlement during the period of the leave.
These entitlements shall be maintained at the levels accrued to the
employee as of the working day immediately prior to the commence-
ment of the leave.

d) If the employee has benefit coverage, the employee may elect in
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writing to continue benefit coverage. LTD coverage will not be
available to the employee during the period of the leave. The
employee shall pay 100% of the premium costs monthly through
direct debit to the employee’ s bank account.

e) Attheend of the leave period, the employee shall be required to
report for work on the first scheduled work day following the leave
period. The employee will return to the same position held by the
employee immediately prior to the commencement of the leave of
absence, if it still exists, provided the employee has not been
displaced in accordance with the provisions of Article 20 (Staffing).
If the position no longer exists or if the employee has been displaced,
the employee may exercise seniority rights in accordance with the
provisions of Article 20 (Staffing).

f)  If an employee applies for a position which commences prior to the
termination of the leave and is appointed to the position, the
employee will be required to terminate the leave and return to work in
the new position.

ARTICLE 23 PREGNANCY AND PARENTAL LEAVE
Statutory Pregnancy/Parental L eave
23.1 a) Inaccordance with the Employment Standards Act, an employeeis
entitled to a period of unpaid Pregnancy Leave of up to seventeen (17)
weeks.
b) (i) Inaccordance with the Employment Sandards Act, an employee
isentitled to a period of unpaid Parental Leave of up to eighteen
(18) weeksto care for anewborn or for a newly adopted child.

(if) Notwithstanding Article 23.1(b) (i) above, the period of unpaid
Parental Leave for an employee who takes Pregnancy Leaveis
thirty-five (35) weeks and the period of unpaid Parental Leave
for an employee who does not take Pregnancy Leaveis
thirty-seven (37) weeksif the child was born or came into the
employee's custody, care and control for the first time on or after
December 31, 2000.

23.2  Anemployee who intends to take a Pregnancy and/or Parental Leave shall
notify the Employer, in writing, at least two (2) weeks in advance of the
start of the leave. Such notice shall contain the dates on which the
employee intends to commence and end the leave.

23.3 @ For Pregnancy Leave the actual dates may be altered for medical

reasons. Written notice shall be provided to the Employer within two

(2) weeks of stopping work in the case of medical emergencies.

b) For Parental Leave for the purpose of adoption, these dates may be
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234

23.5

altered depending on the date on which a child becomes available.
Written notice shall be provided to the Employer within two (2)
weeks of stopping work when achild comes into custody sooner than
expected.
c) Anemployee who has given notice to begin Pregnancy and/or
Parental Leave may change the notice:
1) toanearlier date, if the employee gives the Employer at least two
(2) weeks written notice before the earlier commencement date;
or
1) toalater commencement date if the employee givesthe
Employer at last two (2) weeks written notice before the date the
original leave was to begin.
d) Anemployee who has given notice of the dates for Pregnancy and/or
Parental Leave may change the date of return:
1) toanearlier dateif the employee gives the Employer at least
four (4) weeks written notice in advance of the earlier date; or
i) toalater dateif the employee givesthe Employer at least four
(4) weeks written notice in advance of the originally scheduled
return date.
During the period of the statutory Pregnancy/Parental L eave, the employee
shall continue to accumulate sick leave credits and service credits for the
purposes of vacation entitlement and salary increment. The Employer
shall continue to pay its share of contributions to pension and applicable
benefit plans, unless the employee elects in writing not to pay the
employee' s share.
At the end of the leave period, the employee will return to the same
position held by the employee immediately prior to the commencement
of the leave of absence if it still exists, provided that the employee has not
been displaced in accordance with Article 20 (Staffing). If the position no
longer exists or if the employee has been displaced, the employee may
exercise seniority rights in accordance with the provisions of Article 20
(Staffing).

Extended Parental L eave

23.6

23.7

At the written request of the employee at least four (4) weeks in advance
of the employee’ s anticipated date of return from Parental Leave, the
Board may grant an additional period of unpaid Extended Parental Leave,
provided that the extended leave immediately follows the statutory |eave.
The total period of Pregnancy/Parental Leave (inclusive of the statutory
leave period) shall not exceed two (2) years.

An employee shall not accumulate sick leave credits nor service credits for
the purposes of vacation entitlement or salary increment during the
extended leave period. These entitlements shall be maintained at the
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23.8

23.9

levels accrued to the employee as of the last day of the statutory Parental
Leave.

If the employee has benefit coverage, the employee may elect in writing to
continue benefit coverage. LTD coverage will not be available to the
employee during the period of the leave. The employee shall pay 100% of
the premium costs monthly through direct debit to the employee’ s bank
account.

At the end of the leave period, the employee will return to the same
position held by the employee immediately prior to the commencement of
the leave of absenceif it still exists, provided that the employee has not
been displaced in accordance with the provisions of Article 20 (Staffing).

If the position no longer exists or if the employee has been displaced, the
employee may exercise seniority rights in accordance with the provisions
of Article 20 (Staffing).

ARTICLE 24 UNION LEAVES

Short-Term Union L eaves

24.1

24.2

24.3

General

a) TheBargaining Unit shall submit requests for Short-Term Union
Leaves in writing on the appropriate leave form. Such application
shall be submitted to the Manager of Human Resources with a copy
to the employee’ simmediate supervisor.

b) Based on the employee’ s regularly scheduled hours of work, time
taken shall be counted as either a half or full day.

c) For the purposes of Articles 24.2, 24.3 and 24.4, school year shall be
defined as September 1 to August 31.

Genera Short-Term L eaves

a) TheBoard may grant requests for Short-Term Union Leaves with pay
for employees to attend Union sponsored workshops, conferences,
seminars or meetings. Such leaves shall be limited to a maximum of
five (5) days per school year per employee. Such leave shall be
requested by the Bargaining Unit at least two (2) weeks in advance
of the date of the leave. The Board reserves the right to limit the
number of leaves granted for the same day in any one job
classification at any one individual work site or department.

b) The Union/Bargaining Unit shall reimburse the Board for 100% of
the employee’ sregular pay for the duration of the leave.

Executive L eave

a) TheBoard shall grant requests for Short-Term Executive Leaves with
pay for members of the Bargaining Unit Executive and members
appointed to Provincial Committees to attend to Union/Bargaining
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24.4

24.5

24.6

b)

C)

Unit business to a maximum of twenty (20) days each per school year.
Such leave shall be requested by the Bargaining Unit at least one (1)
week in advance of the date of the leave. The Board reservesthe
right to limit the number of leaves granted for the same day in any
one job classification at any one individual work site or department.
The Bargaining Unit shall advise the Board each September of the
names of those members of the Executive and those members
appointed to Provincial Committees who are eligible for leave for
Union business.

The Union/Bargaining Unit shall reimburse the Board for 100% of
the employee’ sregular pay for the duration of the leave.

Notwithstanding the individual limits set out in Articles 24.2 and 24.3
above, the combined total of all General Short-Term and Executive Leaves
shall not exceed sixty (60) days per school year.

Board Initiated M eetings

When Union representatives are requested by the Board to leave their job
duties temporarily in order to attend scheduled meetings with Board
representatives, during regular working hours, those employees shall be
released from regular duties to attend the meeting without loss of salary
or benefits.

Negotiations L eave

a)

b)

d)

The Board shall grant requests for leave during an employee’ s regular
working hours for up to five (5) Bargaining Unit members of the
Bargaining Unit Negotiating Team to attend meetings with the Board
for the purpose of negotiating a collective agreement.

The Bargaining Unit shall notify the Board of the names of those
members on the Negotiating Team at least ten (10) work days prior

to the date of the first meeting of the parties.

L eave shall be requested at least two (2) weeks in advance of the date
of theleave. This notice period shall be waived in the event meetings
are scheduled with less than two (2) weeks notice.

The Board will be responsible for up to a maximum of twenty (20)
days paid leave for the Union to attend collective bargaining sessions
with the Board. The Bargaining Unit shall reimburse the Board 100%
of the replacement costs incurred for collective bargaining leave
beyond the twenty (20) days paid for by the Board.

Long-Term Union Leaves

24.7

a)

Generd

The leave request shall be directed in writing to the Manager of
Human Resources not |ess than eight (8) weeks in advance of the
commencement of the requested leave.
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24.8

b)

d)

Only employees who have completed the probationary period shall
qualify for Long-Term Union Leave.

At the end of the Long-Term leave period the employee shall be
required to report for work on the first scheduled work day following
the leave period. The employee will return to the same position held
by the employee immediately prior to the commencement of the
leave of absence, if it still exists, provided the employee has not been
displaced in accordance with the provisions of Article 20 (Staffing).
If the position no longer exists or if the employee has been displaced,
the employee may exercise seniority rights in accordance with the
provisions of Article 20 (Staffing).

Long-Term Union Leaves may be renewed three (3) times only for
the same term as the original leave provided that the renewal period
immediately follows the original leave.

Local Union Leave

a)

b)

d)

The Board may grant a Bargaining Unit member elected or appointed
to aUnion position in the Bargaining Unit or District, a half-time or a
full-time leave of absence with pay for aperiod of not less than sixty
(60) consecutive work days and up to two (2) consecutive work years.
The Bargaining Unit or the Union shall reimburse the Board for such
leave for 100% of the employee’s pay and benefits, including

the WSIB premium at the Schedule 1 rate, for the duration of the
leave.

For an employee entitled to vacation with pay in accordance with
Article 19 (Vacation), the Bargaining Unit shall reimburse the Board
for the unused portion of the employee’ s annual vacation entitlement
at the employee’ sdaily rate of pay. Where the leaveisfor lessthan a
full work year, the vacation entitlement to be taken or reimbursed
shall be prorated. At the end of the leave, the Bargaining Unit shall
advise the Board whether the employee has any unused annual
vacation for reimbursement purposes.

The Bargaining Unit shall reimburse the Board for any unused
portion of the employee’ s unused sick |eave entitlement to be credited
to the employee’ s sick leave account. Where the leave isfor less than

afull work year, the sick leave entitlement to be taken or reimbursed

24.9

shall be prorated. At the end of the leave period, the Bargaining Unit
shall advise the Board whether the Union will be purchasing any
unused sick leave credits.

Provincial Union Leave

a)

The Board shall grant a Bargaining Unit member elected or appointed
to aUnion position at OSSTF Provincial Office, afull-time |eave of
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absence with or without pay for a period of up to two (2) years.

b) Inthe event of aleave with pay, OSSTF shall reimburse the Board for
such leave for 100% of the employee' s pay and benefits for the
duration of the leave.

c) For an employee entitled to vacation with pay in accordance with
Article 19 (Vacation), OSSTF shall reimburse the Board for the
unused portion of the employee’ s annual vacation entitlement at the
employee' sdaily rate of pay. Wherethe leaveisfor lessthan afull
work year, the vacation entitlement to be taken or reimbursed shall be
prorated. At the end of the leave, the OSSTF shall advise the Board
whether the employee has any unused annual vacation for
reimbursement purposes.

d) OSSTF shal reimburse the Board for any unused portion of the
employee' s unused sick leave entitlement to be credited to the
employee’ s sick leave account. Wherethe leaveisfor lessthan a
full work year, the sick leave entitlement to be taken or reimbursed
shall be prorated. At the end of the leave period, OSSTF shall advise
the Board whether the Union will be purchasing any unused sick
leave credits.

e) The Union shall be responsible for any WSIB costsrelated to
Injuries which occur during the period of the leave.

ARTICLE25 EMPLOYEESON LONG TERM DISABILITY

25.1

25.2

25.3

An employee who has been on LTD and absent from work for less than
twenty-four (24) consecutive months will return to the same position held
by the employee immediately prior to the commencement of the LTD
period, if the position still exists, provided the employee has not been
displaced in accordance with the provisions of Article 20 (Staffing) and is
capable of performing the essential duties of the job as certified by a
qualified medical practitioner. If the position no longer existsor if the
employee has been displaced, the employee may exercise seniority rights
in accordance with the provisions of Article 20 (Staffing).

An employee who has been on LTD and absent from work for more than
twenty-four (24) consecutive months or who is unable to perform the
essential duties of the previous position may exercise seniority rightsin
accordance with the provisions of Article 20 (Staffing), provided that the
employeeis capable of performing the essential duties of the job as
certified by a qualified medical practitioner. Every effort shall be made by
the parties to accommodate the employee’ s return to work and to place the
employee within the employee’ s previous geographic area.

The parties agree that an employee who is absent from duty because of
ilIness and whose sick leave credits have expired or who isreceiving LTD
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payments shall be entitled to retain benefit coverage, subject to insurance
carrier approval, until such time as the employeeis eligible to retire on an
unreduced pension. The employee shall pay 100% of the premium costs
monthly through direct debit to the employee’ s bank account.

ARTICLE26 EMPLOYEESON WSIB

26.1

26.2

26.3

26.4

An employee, who is absent because of an occupational disease or awork
related injury and who has submitted aWSIB claim, shall continue to
receive regular pay until the claim is approved by WSIB and the time paid
shall be deducted from the employee’ s sick leave credit bank. The amount
of regular pay shall be limited to the total of the employee’ s accumulated
sick leave credits.

Upon confirmation of approval of the employee’s claim by WSIB, regular
pay shall cease and WSIB benefits shall commence. Oncetheclaimis
approved by WSIB the Board shall perform the necessary paper work to
generate credits back to the employee’ s sick leave credit bank. Because
WSIB payments do not equate to the regular pay received by the employee
during the waiting period, sick leave will be refunded to the employee’s
sick leave credit bank on a prorated basis.

In the event that the employeeis paid by WSIB for the waiting period for
which the employee received regular pay from the employee' ssick leave
bank, the employee shall reimburse the Board forthwith.

An employee who has been on WSIB and absent from work for less than
twenty-four (24) consecutive months will return to the same position held
by the employee immediately prior to the commencement of the WSIB
period, if the position still exists, provided the employee has not been
displaced in accordance with the provisions of Article 20 (Staffing) and is
capable of performing the essential duties of the job as certified by a
qualified medical practitioner. If the position no longer existsor if the
employee has been displaced, the employee may exercise seniority rights
in accordance with the provisions of Article 20 (Staffing).

An employee who has been on WSIB and absent from work for more than
twenty-four (24) consecutive months or who is unable to perform the
essential duties of the previous position may exercise seniority rightsin
accordance with the provisions of Article 20 (Staffing), provided that the
employeeis capable of performing the essential duties of the job as
certified by a qualified medical practitioner. Every effort shall be made by
the parties to accommodate the employee’ s return to work and to place the
employee within the employee’ s previous geographic area.

The Board will continue its contributions to employee benefit plansin
which the employee is enrolled in accordance with WSIB legislation.
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ARTICLE 27 CASUAL EMPLOYEES

27.1

27.2

27.3

“Casua Employee” shall mean an employee who is on the Board’ s casual

list and who is employed in a Casual or Long-Term Casual situationin

accordance with the terms of this Collective Agreement. A Casual

employee may work full or part-time hours.

A Casual employee may be employed from time to time as:

a) ashort-term replacement for an employee who is temporarily absent
for amaximum period of twelve (12) months; or

b) For Office, Clerical and Technical assignments. in awork overload
situation or to complete a special assignment for a period of up to
ninety (90) consecutive working daysin asingle assignment. Such
positions shall not be eligible for the entitlements of Long-Term
Casuals set out below.

Such work overload and special assignment positions shall not be
filled by a Casual beyond ninety (90) consecutive working days. If
the staffing need continues beyond the maximum period, it shall be
posted in accordance with the posting provisions for Office, Clerical
and Technical employees.
Any such work overload or special assignment position whichis
known in advance to be greater than ninety (90) consecutive working
days shall be posted in accordance with the posting provisions for
Office, Clerical and Technical employees.
It is agreed that casual employees shall not be entitled to sick leave.
Long-Term Casual
A Casua employee who temporarily replaces a Regular Bargaining Unit
employee, in asingle assignment of greater than sixty (60) consecutive
working days up to a maximum period of twelve (12) months, shall be
deemed to be a“Long-Term Casual” (LTC) and as such shall be entitled
to the following after the completion of the sixty (60) consecutive
working days:
a) Statutory Pregnancy and Parental leave (Article 23.1 to 23.5); and
b) Bereavement Leave (Compassionate Leave - Type 1), Family Care
L eave (Compassionate Leave - Type 2) and Quarantine (Article 22);
and
c) two (2) dayssick leave per month worked. Sick leave shall not
accumulate from one Long-Term Casual assignment to another; and
d) accessto the benefit plan contained in this Collective Agreement
provided the employee meets the criteria outlined in Article 15
(Benefits) and provided that the employee pays 100% of the premium
costs monthly through direct debit to the employee’ s bank account.
For the purposes of this Collective Agreement the Long-Term Casual shall
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be deemed to be a Casual employee, in al other respects.

27.4  The Board may employ Casual employees, provided that time worked by a
Casual employee shall not lessen the regularly assigned work week of
regular full or part-time Bargaining Unit employees in the same job
classification and work site;

27.5 Casua employees shall be paid four percent (4%) vacation pay on each
pay cheque.

27.6  Casua employees shall be entitled to payment on statutory holidaysin
accordance with the Employment Standards Act.

27.7 Timeworked by a Casua employee shall not apply towards any
probationary period.

27.8 Employeeslaid off from Regular Bargaining Unit positions shall be given
the opportunity to be placed on the casual list in accordance with Article
20 (Staffing).

279  Casua employees shall be required to indicate to the Board, in writing,
the geographic area(s) in which they are available to work.

27.10 Therights and privileges of Casua employees for the purposes of this
Collective Agreement are exclusively limited to the following Articles:

Articlel - Purpose

Article2 - Recognition

Article3 - Definitions

Article4 - Management Rights (Article4.1 (a) to (c))
Article5 - Union Security

Article6 - Union Dues

Article7 - Union Rights

Article11 - Salary Schedules
Article12 - Working Conditions (except Article 12.9)
Article 23 - Pregnancy/Parental Leave (Articles 23.1 - 23.5)

Article26 - Employeeson WSIB

Article 28 - Grievance/Arbitration Procedure
Article29 - No Strike or Lockout

Article30 - Term of Agreement

Notwithstanding the above, Long-Term Casuals shall have those
additional entitlements described in Article 27.3.

ARTICLE 28 GRIEVANCE/ARBITRATION PROCEDURE

Definitions and General Provisions

281 a A “grievance’ shall be defined as any matter arising from the
interpretation, application, administration or alleged violation of this
Agreement, including any questions as to whether a matter is
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28.2
28.3

arbitrable.

b) For the purposes of this Article, a“party” shall be defined as:

1) the Bargaining Unit/Union;
i) the Board.

c) “Days’ shall mean regular work days (Monday to Friday, exclusive of
paid holidays). Timelinesfor grievances and arbitrations shall be
suspended during the period of school breaks (such as Christmas,
March and Summer Breaks) as designated in the school year calendar
for Teachers by the Algoma District School Board.

d) “Grievance Committee” shall refer to:

1) Inthe case of the Board, this committee may include up to three
(3) members of the Administration and/or Trustees,

i) Inthe case of the Bargaining Unit, this committee may include
up to three (3) OSSTF members authorized to act on its behalf.
Should the meeting be scheduled during the work day,
Bargaining Unit members shall be released from regular duties
to attend the meeting without loss of salary or benefits, and the
Union shall reimburse the Board for the actual replacement costs
of two (2) Committee Members.

1) Additional resource people may be included by mutual consent.
The cost of the resource people shall be borne by the party
making the request.

e) “Meeting” shall include participation by teleconference for the
purposes of administering this Article.

Timelines may be extended if mutually agreed upon, in writing.

A grievance regarding the dismissal of an employee may be initiated at

Step 2 of the Individual Grievance procedure.

Grievance Procedure - I ndividual

28.4

28.5

Informal Stage

A member may initiate a complaint with the immediate supervisor within
twenty (20) days of the date of the alleged contravention. The member
may have Bargaining Unit representation at said meeting, should the
member so desire. The immediate supervisor shall respond within ten (10)
days of the receipt of the complaint.

In the case of a grievance by the Bargaining Unit on behalf of one of its
members, the following steps may be taken in sequence where informal
attempts to resolve the matter with the immediate supervisor have failed.

Step 1
If the reply of the immediate supervisor of the grievor at the Informal

Stage is not acceptable to the Bargaining Unit, within ten (10) days the
Bargaining Unit may initiate awritten grievance with the Manager of
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Human Resources.

The grievance shall contain:

a) adescription of how the alleged disputeisin violation of the
Agreement; and

b) the clausesin the Collective Agreement alleged to be violated; and

c) therelief sought; and

d) thesignature of the duly authorized official of the Bargaining Unit.

A joint meeting of each party’s Grievance Committee may be convened by

the mutual consent of the parties to discuss the grievance and attempt to

resolve the issue.

The Manager of Human Resources or designate shall answer the grievance

in writing within ten (10) days after receipt of the grievance or within

fifteen (15) daysif ameeting is held.

Step 2

If the reply of the Manager of Human Resources or designate is not
acceptable to the Bargaining Unit, the Bargaining Unit may make a
written grievance within ten (10) days to the Director of Education or
designate. A copy of same will be provided to the Manager of Human
Resources.

A joint meeting of each party’ s Grievance Committee will be convened, if
ameeting was not held at Step 1, to discuss the grievance and attempt to
resolve thisissue.

The Director or designate shall answer the grievance in writing within ten
(10) days after receipt of the grievance or within fifteen (15) daysif a
meeting is held.

Step 3

If the reply of the Director of Education or designate is unacceptable to the
Bargaining Unit, the Bargaining Unit may then apply for arbitration within
twenty (20) days of the receipt of the reply.

Grievance Procedure - Party

28.6

In the case of all other grievances by a party, including policy and group
grievances, the party making the grievance may take the following stepsin
sequence to resolve the matter.

Informal Stage

The party alleging the contravention of the Collective Agreement shall
first attempt to resolve the matter through an informal meeting with the
Manager of Human Resources or designate or the Bargaining Unit

President as the case may be.

Step 1
The party making the grievance may make a written grievance to the
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Director of Education or designate or the President of the Bargaining Unit,
as the case may be, within twenty (20) days of the date of the alleged
contravention.

The written grievance shall contain:

a) adescription of how the alleged disputeisin violation of the
Agreement; and

b) the clausesin the Collective Agreement alleged to be violated; and

c) therelief sought; and

d) thesignature of the duly authorized official of the party making the
grievance.

A joint meeting of each party’ s Grievance Committee may be convened to

discuss the grievance and attempt to resolve the issue.

The Director or designate or the President of the Bargaining Unit shall

answer the grievance in writing within fifteen (15) days after receipt of the

grievance.

Step 2

If the reply of the President of the Bargaining Unit or the Director of

Education or designate, as the case may be, is not acceptable to the party

making the grievance, that party may then apply for arbitration within

twenty (20) days of the receipt of the reply.

Grievance M ediation

28.7 @ Atany time after the receipt of the written grievance, the parties by
mutual consent in writing may elect to resolve the grievance by using
grievance mediation. The parties shall agree on the individual to be
the mediator and the time frame in which aresolution isto be
reached. The fees and expenses of the Grievance Mediator shall be
shared equally by the parties.

b) The Grievance Mediator shall not add to, delete from, modify, or
otherwise amend the provisions of the Collective Agreement.

c) Each party shall pay the wages and expenses, as well as related costs
of their respective attendees, advisors and witnesses.

d) The progression of the grievance through the timelines outlined in the
grievance procedure shall be frozen at the time the parties mutually
agreed in writing to use the grievance mediation procedure. Upon
written notification of either party to the other party indicating that
the grievance mediation is terminated, the timelines in the grievance
procedure shall continue from the point at which they are frozen.

Arbitration

28.8 The party desiring arbitration shall notify the other party in writing of its
desire to submit the difference or allegation to arbitration and the notice
shall contain the name of the first party’ s appointee to an Arbitration

Board. The recipient of the notice shall, within ten (10) days, inform the
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28.9

28.10

28.11

28.12

other party either that it accepts the other party’ s appointee asasingle

Arbitrator or inform the other party of the name of its appointee to the

Arbitration Board. Where two appointees are so selected, they shall,

within five (5) days of the appointment of the second of them, appoint a

third person who shall be the Chairperson. If the recipient of the notice

fails to appoint an Arbitrator or if the two appointees fail to agree upon a

Chairperson within five (5) days, the appointment shall be made by the
Minister of Labour upon the request of either party.

The parties may agree in writing to submit the grievance to a mutually

agreed upon single arbitrator rather than to an Arbitration Board.

The single Arbitrator or the Arbitration Board, as the case may be, shall
hear pertinent representation by the parties and/or representatives and

determine the difference or allegation and shall issue a decision and the

decision shall be binding upon the parties and the employee.

The decision of the mgority isthe decision of the Arbitration Board, but,
If there is no majority, the decision of the Chairperson governs.

The Arbitrator or Arbitration Board, as the case may be, shall not add to,

delete from, modify or otherwise amend the provisions of the Collective

Agreement.

Cost of Arbitration

The feesfor asingle Arbitrator or a Chairperson of a Board of
Arbitration shall be shared equally by the parties. Each party shall pay
the costs of its nominee to a Board of Arbitration.

ARTICLE 29 NO STRIKE OR LOCKOUT

29.1

There shall be no strike or lockout during the term of this Agreement. The
terms, “strike” and “lockout” shall be as defined by the Ontario Labour
Relations Act.

ARTICLE30 TERM OF AGREEMENT

30.1

30.2

This Agreement shall be in effect from September 1, 1999 and shall
continue in force up to and including August 31, 2003, and shall continue
automatically thereafter for annual periods of one year unless either party
notifies the other, in writing, within ninety (90) calendar days prior to the
expiration date that it desires to negotiate with a view to renewal, with or
without modifications of this Agreement, in accordance with the Ontario
Labour Relations Act.

If either party gives notice of its desire to negotiate amendmentsin
accordance with Article 30.1, the parties shall meet within fifteen (15)
calendar days, or within such further period as the parties may agree upon,
from the giving of notice to commence negotiations for the renewal of the
Agreement in accordance with the Ontario Labour Relations Act.
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30.3  No changes can be made to this Agreement without the mutual written
consent of the parties; nor can any changes be made to this Agreement
without submitting the changes for ratification by the parties, as
determined by their respective bargaining procedures.

30.4  Except as otherwise specified herein, all terms and provisions of this
Agreement shall be effective as of the date of ratification.

Signed at Sault Ste. Marie, Ontario this day of , 2001.
For the Board: For OSSTF:
APPENDIX A

Non-Taxable Long-Term Disability Plan for Part-Time Employees

Regular Bargaining Unit employees who work fifteen (15) hours per week or more and less than

thirty-five (35) hours per week may access the non-taxable LTD plan provided that they pay

100% of the premium cost. The parties agree that 55% of eligible Bargaining Unit employees

must enrol in the non-taxable plan for Sun Life to underwrite the plan. The parties agree that the

continued participation in the LTD plan is mandatory for current employees who enrol for the

duration of the present Collective Agreement. The parties further agree that participation is

mandatory for all eligible employees hired subsequent to June 30, 2001. Insurability and

eligibility to receive this benefit will be determined by the carrier. The parties agree that the

Board is not responsible in the event that the insurer determines an employeeisineligible for

Long-Term Disability. The plan includes the following:

* Benefit amount of 70% of gross monthly earnings with a maximum monthly benefit of
$3,000

* Board owned and administered plan

» availability of benefit subject to insurance carrier approval and not the responsibility of the
Board

e ¢elimination period for LTD benefits of one hundred and eighty (180) calendar days

* benefit termination age 65

* definition of disability: 12 month review

* COLA 0%
This Appendix is attached to and forms part of this Collective Agreement.
Signed at Sault Ste. Marie, Ontario this day of , 2001.

For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #1
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF’ or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA

EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD

(hereinafter called the “Bargaining Unit”)

and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

The Board and OSSTF agree that either the parties cooperate in tendering the
benefit plan prior to September 2002 or the OSSTF and the ESS Bargaining Unit
shall have the right, with six (6) months notice, to withdraw from the Board’ s
benefit plans.

In the event that the OSSTF and the Bargaining Unit exercise the right to withdraw
the annual cost of premiums paid by the Board for the benefit plans of the
Bargaining Unit members, such withdrawal shall be paid out on a monthly basis
and shall be for the year ended on the month end date nearest to the date of
withdrawal. These funds shall be given to the Union for the purchase of a benefit
plan for Bargaining Unit members. Should the Union exercise such option, all
Board obligations with respect to benefit coverages contained in the Collective
Agreement, shall be null and void and the Board shall have no further obligations
with respect to provisions of benefits to Bargaining Unit Employees. In such case,
the Board agrees to deduct and remit the premiums as directed by the Union and
shall assist in the administration of the enrolment process and shall complete the
Employer portion of benefit forms as necessary.

OSSTF and/or the Bargaining Unit, as the case may be, shall indemnify and hold
the Employer harmless from any claims, suits, attachments as a result of such
deductions authorized by OSSTF and/or the Bargaining Unit.

This letter is attached to and forms part of this Collective Agreement.

Signed at Sault Ste. Marie, Ontario this day of , 2001.
For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #2
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF’ or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA

EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD

(hereinafter called the “Bargaining Unit”)

and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

The parties agree as follows:
Occupationa Groupings shall be defined as:
« Office, Clerical and Technical;
 Educational Assistant, EA/Interpreter and EA/Intramural Facilitator;
and
* Noon Hour Assistants.
For an employee to move between the Office, Clerical and Technical
grouping and the Educational Assistant, EA/Interpreter and EA/
Intramural Facilitator grouping through the posting procedures, the
staffing and/or displacement procedures or the recall procedures set out in
this Collective Agreement between the parties, an employee must:
» havethe educational “paper” qualifications set out in the posting
for the position; or
» haveworked in the desired occupational grouping for a minimum
of one (1) school year within the last five (5) years and have the
gualifications, knowledge and/or skills for the position.
Employees who move between occupational groupings viathe posting
process shall be subject to the posting provisions of this Collective

Agreement.
Thisletter is attached to and forms part of this Collective Agreement.
Signed at Sault Ste. Marie, Ontario this day of 2001.

For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #3
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF’ or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA

EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD

(hereinafter called the “Bargaining Unit”)

and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

The Board agrees that during the term of this Collective Agreement:
1) Individual employeesin the occupational grouping, “Educational
Assistants’, who were appointed to a Regular Bargaining Unit
position prior to January 1, 1999 shall not be laid off from the
Board.

2)  The combined number of Full-Time Equivalent (FTE)
Clerical/Technical positionsin elementary and secondary
schools shall be at least equal to the number of positions
generated in accordance with the Ministry of Education School
Secretarial staff generator in the Foundation Grant and the
Board' s full-time equivalent (ADE) students.

3) Individual Office, Clerical and Technical employeesin the
Central Office who were appointed to a Regular Bargaining Unit
position prior to September [ 1, 1998 shall not be laid off from
the Board.

This letter is attached to and forms part of this Collective Agreement.
Signed at Sault Ste. Marie, Ontario this day of 2001.
For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #4
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF’ or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA
EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Bargaining Unit”)
and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

The Board and OSSTF agree to “refresh” benefit maximums in September 2000
provided such a“refresh” of benefit maximums did not occur in September 1999.
This letter is attached to and forms part of this Collective Agreement.

Signed at Sault Ste. Marie, Ontario this day of 2001.
For the Board: For OSSTF:

Q1



LETTER OF UNDERSTANDING #5

between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION

(hereinafter called the “OSSTF’ or “Union”)

representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA
EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD

(hereinafter called the “Bargaining Unit”)
and

ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

Library Technicians

1)

2)

3)

The parties agree that the Library Secretariesin the Secondary Schools as of
the date of ratification shall be placed in Library Technician positions
effective September 1, 2000.

The new 12.0 Library Techniciansin the Elementary Schools, created as of
September 1, 2000 shall be posted internally for Bargaining Unit members.

The Board shall provide appropriate training, as necessary, to the successful
candidates for the position of Library Technicians in the Elementary Schools
and to the Secondary School Library Technicians. Expenses (such as
mileage, tuition and books) and overtime, related to the above training in
accordance with the terms of Article 12 (Working Conditions) will be paid
by the Board if training cannot be provided during the regular work day and
at the employee’ s usual work site.

This letter is attached to and forms part of this Collective Agreement.
Signed at Sault Ste. Marie, Ontario this day of 2001.
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For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #6
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF” or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA

EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD

(hereinafter called the “Bargaining Unit”)

and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

Job Classification

The parties agree that the job classification “ Program Secretary” includes the classifications
“Clerk Typist-Special Services’ and “ Clerk Typist-Health and Safety” in the predecessor Sault
Ste. Marie Board of Education and the Algoma District School Board.

The parties further agree that in the event the classification “ Clerk Typist-French” is reinstated,
it shall be included in the job classification “Program Secretary”.

This letter is attached to and forms part of this Collective Agreement.

Signed at Sault Ste. Marie, Ontario this day of 2001.

For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #7
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION

(hereinafter called the “OSSTF’ or “Union”)

representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA
EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Bargaining Unit”)
and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)
The parties agree that if pay equity adjustments are determined to be owing at
some point in the future, the increases negotiated in this Collective Agreement,
including payouts under the Grievance Settlement for “Best of the Best”, will be
credited towards any such pay equity adjustments.
This letter is attached to and forms part of this Collective Agreement.
Signed at Sault Ste. Marie, Ontario this day of 2001.
For the Board: For OSSTF:
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LETTER OF UNDERSTANDING #8
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF” or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA
EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Bargaining Unit”)
and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)
Upon ratification, the Board agrees to notify all “Other Than
Continuous Full-time Employees’ who qualified for participation
in OMERS effective December 31, 1999 and shall provide enrolment
documents to these employees. Employees who choose not to
participate shall be required to sign awaiver.
This letter is attached to and forms part of this Collective Agreement.
Signed at Sault Ste. Marie, Ontario this day of 2001.

For the Board: For OSSTF:

onr



LETTER OF UNDERSTANDING #9
between
THE ONTARIO SECONDARY SCHOOL TEACHERS FEDERATION
(hereinafter called the “OSSTF’ or “Union”)
representing
THE EDUCATIONAL SUPPORT STAFF BARGAINING UNIT
DISTRICT 2 ALGOMA
EMPLOYED BY THE ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Bargaining Unit”)
and
ALGOMA DISTRICT SCHOOL BOARD
(hereinafter called the “Employer” or “Board”)

1. The parties hereby agree to the following interpretation of Section B-1: Lay Off
Clerical and Technical Employees (as contained in Draft #5 of the collective
agreement and as may be renumbered in future drafts):

When it is necessary to provide notice of lay-off to Regular Bargaining Unit
employeesin accordance with Section B-1, clause 20.36 and 20.37 the Board
will notify those employeesin positions that are directly affected. All
Bargaining Unit employees shall be deemed to be notified on the date that the
first directly affected Bargaining Unit employeeis notified.

In those instances where the Board in unable to provide the full twenty-five (25)
working days notice to the first directly affected employee, the Board will
compensate those employees who suffer an actual reduction in daily earnings,
whether they be the first directly affected employee or subsequently displaced
employees. Compensation will be calculated by multiplying the employee’'s
actual daily loss of earnings by the number of days by which the notice to the
first directly affected employee fell short of the twenty-five (25) working days
contempl ated.

l.e. (25-X) x (actual daily loss of earnings) = compensation

where, X = the days of working notice given to the first directly affected

employee.
Those employees who elect to go on a Recall List rather than displace another
employee within their own geographic area or move to another available
position within their own geographic areawill not be entitled to compensation
in lieu of notice.
Those employees who may be place on a Recall List as aresult of the
application of the understandings contained in the June 1, 2000 letter to the
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Union from the Board, will not be entitled to compensation in lieu of notice.

2. The parties agree that thisletter is deemed to be attached to and form part of the
Collective Agreement.

Signed at Sault Ste. Marie, Ontario this day of 2001.

For the Board: For OSSTF:

QQ



