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THIS AGREEMENT entered into December 15, 2022.
BETWEEN:

THE TOWN OF GEORGINA PUBLIC LIBRARY BOARD
(hereinafter referred as the “Employer”)

OF THE FIRST PART
AND:
THE GEORGINA LIBRARY UNIT OF
CANADIAN UNION OF PUBLIC EMPLOYEES, LOCAL 905.13
(hereinafter referred to as the “Union”)
OF THE SECOND PART

ARTICLE 1 - PURPOSE

1.01 Purpose
It is the purpose of both parties to this Agreement:

a) to maintain harmonious relations and settle conditions of employment
between the Employer and the Union;

b) to recognize the value of joint discussion and negotiations;
c) to encourage efficiency in operations;

d) to encourage cooperation in the promotion of high standards of
service;

e) to promote the morale, well-being, and security of all Employees in the
Bargaining Unit of the Union;

f) to recognize the Employer’s basic right to manage in its own affairs
without unreasonable restrictions.
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ARTICLE 2 - MANAGEMENT RIGHTS

2.01

2.02

Respect to Management Rights

The Union recognizes and acknowledges that the management of operations
and direction of the working force is fixed exclusively in the Employer, and
without restricting the generality of the foregoing to:

a) maintain order and efficiency;

b) hire, promote, classify, demote, transfer, suspend and rehire
Employees, and to discipline or discharge any Employee for just cause
provided that a claim by an Employee who has acquired seniority that
they have been discharged or disciplined without just cause may be
the subject of a grievance and dealt with as hereinafter provided;

c) make, enforce and alter, from time to time, rules and regulations to be
observed by the Employees;

d) to determine the number of personnel required from time to time, the
standards of performance of all Employees, service levels of the
library, the methods, procedures, machinery and equipment to be
used, schedules and location of work and all other matters concerning
the Employers operations not otherwise specifically dealt with in this
Agreement.

Exercise of Management Rights
The Employer agrees that these functions shall only be exercised in a manner

consistent with the provisions of this Agreement and at all times in a fair and
reasonable manner.

ARTICLE 3 - RECOGNITION

3.01

Bargaining Unit

The Employer recognizes the Union as the sole bargaining agent for all
Employees shown in Article 30 and any new library positions which the parties
to this Agreement classify as a Bargaining Unit position, save and except
management, Executive Assistant to the Director of Library Services/CEO,
and Summer Reading Club Assistants.
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3.02 No Other Agreement

No Employee shall be required or permitted to make a written or verbal
agreement with the Employer or their representative which may conflict with
the terms of this Collective Agreements.

3.03 Restrictions on Contracting Out

In order to provide job security for the members of the Bargaining Unit, the
Employer agrees that all work or services performed by the Employees (as
per the job descriptions of the Employees, as described in Article 3.01 of this
Agreement) shall not be sub-contracted, transferred, leased, assigned, or
conveyed, in whole or in part, to any other person, company or non-unit
Employee.

3.04 (a) The parties agree that from time to time it is beneficial to engage
the services of volunteers to maintain the community spirit of
public libraries. When a volunteer is performing Bargaining Unit
duties such volunteer shall perform those duties only when under
the direction of an existing CUPE Employee. In the case of
Summer Reading Club programs, direction to a volunteer may be
provided by a Summer Reading Club Assistant only where a
Georgina Public Library staff member is not available on-site.

(b) Itis however agreed that no member of the CUPE Bargaining Unit will
be laid off, or have a reduction of their hours as a result of the use of
volunteers, and volunteers will at no time displace hours held by
existing Employees.

ARTICLE 4 - NO DISCRIMINATION

The Employer endorses the right of every Employee to work in an environment free
from personal harassment, sexual harassment, and discrimination. Employees are
encouraged to use the avenues available to them should they at any time have a
complaint of discrimination, personal harassment, or sexual harassment. These
avenues include contacting your Union representative or Human Resources
representative to discuss your concerns. Whenever possible, Town processes must
be followed before any grievance is initiated. In this case grievance timelines shall
be frozen during the Town process in which the parties are engaged.

4.01 No Discrimination

The Employer and the Union agree there shall be no intimidation,
discrimination, interference, restriction, or coercion exercised or practiced
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4.02

4.03

with respect to any Employee by reason of: age; race; colour; religion; creed;
sex; sexual orientation; gender identity; gender expression; pregnancy;
physical disability; mental disability; illness or disease; ethnic, national, or
aboriginal origin; family status; marital status; source of income; political
belief, affiliation, or activity; membership in Employers' organization or
Employees' organization; physical appearance; residence; activity or non-
activity in the Union; association with others similarly protected; or any other
prohibition of the Human Rights Code.

Personal Harassment

Personal Harassment is defined as any behaviour which denies and/or
undermines individuals their health, dignity, and respect and that is offensive,
embarrassing, or humiliating to an individual from one Employee to another,
regardless of position.

Sexual Harassment

Sexual Harassment is defined as any sexually oriented practice that
undermines an Employees’ health, job performance, or workplace
relationships, or endangers an Employee’s employment status or potential.
Sexual harassment shall include, but not be limited to: unnecessary touching
or patting; suggestive remarks or other verbal abuse; leering at a person’s
body; compromising invitation; demands for sexual favours; physical assault.

ARTICLE 5 - CHECKOFF OF UNION DUES

5.01

Union Dues

a) Employees occupying positions set out in the column headed "Position

Title" Article 30.01 shall be required to pay an amount equivalent to the
regular monthly union dues as determined from time to time, as a
condition of employment.

b) The Employer shall deduct such dues from each pay of each Employee

and remit such deduction to the Treasurer of CUPE, Local 905, not
later than the 15th day of the following month. Such deductions so
remitted shall be accompanied by a list of the names and most recent
contact information, including address and phone number of the
Employees from whom such deductions have been made, the amount
of each deduction, and a total of all regular wages paid to Bargaining
Unit Employees for the period, exclusive of overtime, premium, and
benefit costs.
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5.02

c) The deduction of union dues shall commence in the pay period

following the date of with the Employee's first pay.

Employer Indemnity

In consideration of the deduction and forwarding service by the Employer, the
Union agrees to indemnify and save the Employer harmless against any claim
or liability arising out of or resulting from the collection of these dues.

ARTICLE 6 - EMPLOYER AND UNION SHALL ACQUAINT NEW EMPLOYEES

6.01

6.02

New Employees

The Employer agrees to acquaint new Employees with the fact that a Union
agreement is in effect, and with the conditions of employment set out in Article
5.01.

Interviewing Opportunity

A representative of the Georgina Library Unit of CUPE, Local 905.13 shall be
given an opportunity to interview each new Employee within regular working
hours, without loss of pay, for a maximum of sixty (60) minutes during the first
week of employment for the purpose of acquainting the new Employee with
the benefits and duties of Union membership and their responsibilities and
obligation to the Employer and the Union. The Steward or their representative
will provide the new Employee with a copy of the Collective Agreements.

ARTICLE 7 - CORRESPONDENCE

7.01

Correspondence

All correspondence between the parties, arising out of this Agreement or
incidental thereto, shall pass to and from the Director of Library Services/CEO
and Human Resources Representative and the Unit Chair or Vice Chair of
the Georgina Library Unit of CUPE, Local 905.13.
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ARTICLE 8 - RELATIONS

8.01

8.02

8.03

Representation

The Union will supply the Employer with the names of its Officers. Likewise,
the Employer shall supply the Union with a list of its supervisory personnel.

Representative of CUPE and the Employer

The Employer shall have the right at any time to have the assistance of
outside representation when dealing or negotiating with the Union.

The Union shall have at any time the right to the support of the assigned
CUPE National Staff Representative or any CUPE specialty advisor when
dealing with the Employer for any matters either directly or indirectly related
to the interpretation or administration of this Agreement. Such Representative
will have voice with no vote where applicable.

The assigned Employer and CUPE National Representative shall be
recognized as having the right to advise and assist the Union Bargaining
Committee and the right to speak, bargain, and negotiate on their behalf.

Time Off For Meetings

The Employer shall not unreasonably deny Union Officers or Stewards time
off for meetings as follows:

a) Meetings with the Employer, held within the Employee's working hours,
without loss of remuneration.

b) When an Employee has requested Union representation at a meeting
between an Employee and supervisory personnel, the Union Officer or
Steward shall be permitted to attend within their regular working hours
without loss of remuneration. If such meeting is held outside of the
Union Officer or Steward's regular working hours, the Union Officer or
Steward shall be paid. However, overtime rates shall not apply.

c) When a member of supervisory personnel has requested the presence
of a Union Officer or Steward at a meeting, the Union Officer or
Steward shall be paid for their time regardless of whether or not such
meeting occurs within their regular working hours.

d) The foregoing does not apply to Collective Bargaining meetings; see
Article 8.04.
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8.04 Collective Bargaining

8.05

a)

b)

A Union Bargaining Committee shall be elected or appointed and
consist of not more than three members of the Georgina Library Unit
of CUPE, Local 905.13 one of which shall be the Unit Chair or Vice
Chair. The Union will advise the Employer of the Union members of
the Committee.

The members of the Bargaining Committee shall be granted a
maximum of twenty-one (21) paid hours in order to prepare for
collective bargaining.

The members of the Bargaining Committee shall be paid for all time
scheduled or in attendance for collective bargaining meetings with the
Employer. It is understood that in the event said meeting is cancelled
or rescheduled, no payment shall be required.

Labour Management Committee

a)

b)

d)

A Labour/Management Committee, consisting of not more than two (2)
representatives from the Union, one of which shall be the Unit Chair or
Vice Chair, who have completed their probationary period, and two (2)
representatives from the Employer, may meet with a view to promoting
good labour management relations and communications. The Union
shall endeavor, in good faith, to select one (1) full-time and one (1)
part-time representative, and shall use its best efforts to choose only
one (1) representative from any location/department in order to
minimize the impact on operations and services to the public. In
addition to the above, the CUPE National Staff Representative and
another representative from the Employer shall be permitted to attend
and act as a representative, each of whom will have voice with no vote.

The Labour/Management Committee shall be advisory and
consultative only and shall not discuss negotiations or grievances.

The Committee shall meet as required at a mutually agreeable time
and date. Meetings will be offered a minimum of four (4) times per year.
The parties will determine the necessity of a meeting no less than one
(1) week in advance and cancellation of the meeting will be mutually
agreed.

Committee representatives shall receive notice and an Agenda of the
meeting at least two (2) working days in advance of the meeting. No
Employee acting as a Union Committee representative will lose pay for
time spent at Committee meetings if same meetings are held during
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their scheduled normal hours of work or a portion thereof. If a meeting
is not held within regularly scheduled hours, Employees will be paid for
the time they spend at the meeting.

e) A Recording Secretary shall be provided by management and the
minutes of the meeting shall be posted electronically. Minutes of the
meetings will be approved by the co-chairs in advance of posting.

f) Upon the request of either party, the Labour Management Committee
shall meet as soon as reasonably possible to discuss issues that arise
outside of the normal scheduled dates.

ARTICLE 9 - GRIEVANCE PROCEDURE

9.01

9.02

Recognition of Union Stewards

The Employer acknowledges the right of the Union to appoint or otherwise
select Stewards and Officers of the Union from among Employees of the
Employer, each of whom shall have attained seniority. The names of the
Stewards/Officers shall be given to the Employer, in writing, and the Employer
shall not be required to recognize any such Steward/Officer until it has been
so notified.

It is understood that all Union elected officials to the 905.13 Unit may act
in the capacity of a Steward as required by the Union.

The Employer undertakes to instruct all members of its supervisory staff to
cooperate with the Stewards in the carrying out of the terms and requirements
of this Agreement.

The Union undertakes to secure from its Officers, Stewards and members,
their cooperation with the Employer and with all persons representing the
Employer in a supervisory capacity.

Permission to Leave Work

It is understood that Stewards have their regular work to perform and that if it
is necessary for them to service a grievance during working hours, they will
not leave their work without first obtaining the permission of their Manager or
designate. In obtaining such permission, the Steward shall state their
destination to their Manager or designate, the approximate time required, and
report again to them at the time of their return to work. Such permission will
not be unreasonably withheld, and reasonable notice shall be given to the
Supervisor whenever possible, having full regard for the time constraints
prescribed in the grievance procedure. In accordance with this understanding,
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Stewards attending grievance meetings, excluding Mediation and / or
Arbitration, where attended by the Unit Chair and / or Vice Chair, shall be paid
for said time.

9.03 Settling of Grievances

a)

b)

d)

e)

The parties to this Agreement are agreed that it is of the utmost
importance to adjust complaints as quickly as possible, and further that
every effort shall be made by the parties to effect a mutually acceptable
resolution to such differences before advancing to Step No. 1 of the
Grievance Procedure.

After a grievance has been initiated, the Employer shall not initiate
negotiations with the aggrieved Employee with respect to the
grievance, either directly or indirectly, without the consent or presence
of a Steward or Chief Steward. Once initiated, the grievance is the
property of the Union. For the purpose of the grievance procedure,
"working days" shall be Monday to Friday inclusive (Statutory holidays
are not considered working days). The date of submission of any
grievance or the giving of any grievance or decision shall be excluded
from the computation time.

A grievance shall be defined as any difference concerning the
interpretation, application, administration, or alleged violation of the
provisions of this Agreement and/or policies and/or procedures and/or
legislation.

All grievances must be submitted within ten (10) working days
after the circumstances which gave rise to it came, or ought to
have come, to the attention of the Union or Employee concerned.
No grievance shall be considered where this requirement is not
satisfied.

Grievances properly arising under this Agreement shall be adjusted
and settled as follows:

Step No. 1

The aggrieved Employee and their Steward shall present their grievance, and
the remedy sought, in writing to their Manager or designate. Within ten (10)
working days of receipt of the grievance, the Manager or designate will meet
with the Employee. The Employee shall be accompanied by a representative
of the Union. The Manager or designate shall give their decision in writing
within ten (10) working days following such meeting.
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9.04

It is understood that an Employee does not have a complaint unless it is
officially brought to the attention of the immediate Manager or designate
in accordance with 9.03 d) above.

If the Manager or designate's decision is not satisfactory to the Employee or
Union concerned, then the grievance shall be submitted to Step. No. 2.

In the event that the grievance concerns job selection for a Bargaining Unit
position, or the Manager or designate is the subject of the complaint, the
grievance shall be submitted directly to Step No. 2.

Step No. 2

Within five (5) working days after the decision is given under Step No. 1,
the aggrieved Employee and their Steward shall present their grievance
in writing to the Director of Library Services/CEQ or designate. Within ten
(10) working days of receipt of the grievance the Director of Library
Services/CEO or designate will meet with the Employee and their
Steward. The assigned CUPE National Staff Representative will also be
in attendance. The Director of Library Services/CEO or designate shall
render a decision in writing within ten (10) working days following such
meeting with a copy to the assigned CUPE National Staff Representative.

Step No. 3

If final settlement of the grievance is not reached at Step No. 2, either party
may refer the grievance to an Arbitrator.

Referral to Arbitration may be made in writing and sent within thirty (30)
working days from receipt of the written decision under Step No. 2.

Job Selection Grievances

Grievances relating to job selection for Bargaining Unit positions shall be
presented by the aggrieved Employee and their Steward in writing to the CEO
or their designate. The assigned CUPE National Staff Representative will also
be in attendance. The CEO or their designate shall give a decision in writing
within ten (10) working days following the presentation of the grievance with
a copy to the assigned CUPE National Staff Representative. Job Selection
grievance shall be initiated at Step No. 2.

Policy and Group Grievances

Where a dispute involving a question of general application or interpretation
occurs, or where a group of Employees or the Union has a grievance, the
grievance shall be submitted, in writing, at Step No. 2.
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9.05

9.06

9.07

9.08

9.09

9.10

May Omit Grievance Steps

A claim by an Employee who has completed their probationary period that
they have been wrongfully or unjustly discharged or suspended shall be
entitled to a meeting under Article 9 - Grievance Procedure. Such grievance
shall be filed at Step No. 2 within five (5) working days of receipt of notice
referred to above.

Grievances on Layoffs and Recalls

Grievances concerning layoffs and recalls shall be initiated at Step No. 2 of
the Grievance Procedure.

Replies in Writing

Both grievances and replies to grievances stating reasons shall be in writing
and sent electronically at all stages.

Amending of Time Limits

In determining the time within which any step is to be taken under the
grievance and arbitration procedures, Saturdays, Sundays, and Statutory
Holidays shall be excluded. Any and all time limits in both the grievance and
arbitration procedures may, at any time, be extended only by agreement, in
writing or sent electronically, between the parties to this Agreement. The
failure of an individual to file a grievance, or the failure of an individual to
proceed to the next grievance procedure step, does not prejudice any other
Employee or the Union from filing a future grievance on a similar or related
matter.

Management Grievances

Any grievance instituted by Management may be referred, in writing and sent
electronically, to the Union Executive within ten (10) full working days of the
time at which the Employer became or ought reasonably to have become
aware of the occurrence of the circumstances giving rise to the grievance,
and the Union Executive shall meet within five (5) days thereafter with
Management to consider the grievance. If final settlement of the grievance is
not completed within five (5) working days of such meeting, the grievance
may be referred by either party to an Arbitrator as provided in Article 10 at any
time within ten (10) working days, but not later.

Mediation

By mutual consent, the parties may agree to use the services of a Mediator.
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9.1

9.12

9.13

The parties agree to equally share the cost of mediation.

It is agreed that the grievor shall not suffer any loss of pay for hours of their
regularly scheduled workday, seniority, or benefits while attending Mediation
or Arbitration with the Employer. Any time spent in such meetings that is in
addition to said hours shall be compensated at straight time.

The Unit Chair or Vice-Chair shall be in attendance at all Mediation or
Arbitration with the Employer. It is agreed that the Unit Chair or Vice-Chair
shall not suffer any loss of pay for hours of their regularly scheduled work day,
seniority, or benefits while attending Mediation or Arbitration with the
Employer. Any time spent in such meetings that is in addition to said hours
shall be compensated at straight time.

Where the Employer schedules a grievance meeting at Step 1 or Step 2 in
the grievance process that is outside of the Grievor's regular workday, the
Grievor shall be paid at straight time for any time spent at such meeting.

ARTICLE 10 - ARBITRATION

10.01

10.02

10.03

Appointment of Arbitrator

After the grievance procedure has been exhausted, if either party
requests that a grievance be submitted to arbitration, the request shall be
made in writing and sent electronically, addressed to the other party of the
Agreement. Within ten (10) working days thereafter, the Union Executive
and Management shall agree to the selection of an impartial Arbitrator.

Failure to Appoint

Should the Union Executive and Management fail to agree on an Arbitrator
within ten (10) working days of the notification mentioned in Article 10.01
above, the Minister of Labour of the Province of Ontario will be asked to
nominate a person to act as Arbitrator.

Decision of the Arbitrator

The Arbitrator shall hear and determine the difference or allegation and shall
issue a decision. The decision of the Arbitrator shall be final, binding, and
enforceable on all parties and may not be changed. The Arbitrator shall not
have the power to change the wording of this Agreement, or alter, modify,
amend or delete any of its provisions.
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10.04 Expenses of the Arbitrator

The parties to this Agreement will equally share all costs associated with
Arbitration.

ARTICLE 11 - DISCHARGE, SUSPENSION AND DISCIPLINE
11.01 Discharge and Discipline Procedure

An Employee may be dismissed or suspended but only for just cause. A
Manager may suspend an Employee but shall immediately report such action
to the Director of Library Services/CEQ or designate. Dismissal may be only
upon the authority of the Director of Library Services/CEO.

When an Employee is discharged, suspended, or disciplined, the reason shall
be given in the presence of a Steward or other member of the Union
Executive.

Additionally:

(a) where an Employee may be required to meet with the Employer to
interview said Employee about their own conduct where disciplinary
action may result for them, the Employee shall be informed by the
Employer of their right to have a Steward in attendance. Where
possible, Employees shall communicate through the Unit Chair or
Vice-Chair when arranging for a Steward. Where the Employee has
elected to have a Steward attend this meeting with the Employer,
said meeting shall not begin until the Steward is present.

(b) All notice of suspension, discipline, or discharge will be done in
person, where practicable.

(c) Where an Employee declines to exercise their right to Union
representation, the Employer shall obtain dated and signed
documentation of such refusal, save and except where the
Employee has refused to do so.

(d) Such Employee and the Union shall be advised promptly, in writing,
by the Director of Library Services/CEO or designate, of the reason
for such discharge, suspension, or discipline.

11.02 Access to Personnel Files

An Employee shall have the right on three (3) working days' notice to have
access to review their personnel file in the presence of one (1) Human
Resources Representative or designate and shall have the right to respond,
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in writing, to any document contained therein within five (5) days, provided
such document was not previously known to exist. Such reply shall become
part of the permanent record. Time off to review the personnel file must be
preapproved by the Employee’s Supervisor, and shall be limited to twice
yearly, for one of which the Employee is permitted to invite their Union
Steward. It is understood that the Steward will not be eligible for payment
pursuant to Article 8.03.

Employees shall be notified prior to the introduction of any new document of
a disciplinary nature to their personnel files and shall have the right to review
and append comments to said document.

No evidence from the Employee's record of which the Employee was not
aware at the time of filing may be introduced as evidence in any hearing. At
the request of the Employee, the Employer will make and provide copies of
any material addressed to the Employee contained in their personnel record.

11.03 Clearing of Personnel File

Disciplinary notices or adverse reports, and any document related thereto,
shall be removed, at the request of the Employee, from an Employee's
personnel file after eighteen (18) months of issue, provided there has been
no other discipline or other cause for disciplinary action for the same or similar
occurrence during that time.

It is agreed that Counselling Letters or Letters of Expectation are not
disciplinary in nature and will be removed from the Employee’s file twenty four
(24) months from the date of the letter.

Upon Request, the Employer will provide email documentation within seven
(7) working days to Employees confirming items which have been removed
from the Employee’s file.

ARTICLE 12 - SENIORITY

12.01 Seniority Defined

Seniority is defined as the length of service with the Employer while in the
Bargaining Unit and shall include service with the Employer in what has
become a Bargaining Unit position, prior to the certification or recognition of
the Union.

Should a part-time member of the Bargaining Unit become a full-time member
of the Bargaining Unit, their seniority shall be calculated in accordance with
the above, but their service while part-time shall be prorated on the basis of
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1300 hours worked equals one (1) year of seniority.

Should a full-time member of the Bargaining Unit become a part-time member
of the Bargaining Unit, their seniority shall be brought into the part-time
position as it was calculated in the full-time position.

12.02 Seniority List

a) The Employer shall maintain a seniority list showing the date upon which
each Employee's service commenced. Where two (2) or more Employees
commenced work on the same day, preference shall be in accordance with
the date of application for employment. Where the date of application is the
same, seniority will be determined using an impartial tie-breaker agreed
upon by all parties. An up-to-date seniority list shall be sent to the Union
and posted on all bulletin boards in January, April, July, and October of
each year.

b) Included with the seniority list, the Employer will provide a separate list of
Employees’ contact information (address and telephone number) as well
as a list of terminations, retirements, and layoffs.

12.03 Probation for Newly Hired Employees

a) Employees will be considered on probation for the greater of 325 hours
worked or six (6) months of service, and will have no seniority rights during
that period. After the greater of 325 hours worked or six (6) months of
service, their seniority shall date back to the date upon which the
Employee's service commenced. The release of a probationary Employee
shall be at the sole discretion of the Employer. The dismissal, lay-off, or
failure to recall after lay-off of a probationary Employee shall not be the
subject of a grievance unless the Union alleges that the Employer has
acted in an arbitrary, discriminatory, or bad faith manner.

b) This probationary period may be extended by mutual agreement of the
parties and will not be unreasonably withheld. Said extensions will be for
no more than the greater of 160 hours worked or three (3) months.

c) In the event that an Employee is absent for ten (10) or more working days
during the probationary period, such probationary period shall be extended
by the number of days absent to provide for a total of the required period
noted above.

d) Employees on probation shall be paid at Step 1 of the pay scale for the
appropriate wage grade until successful completion of the probationary
period.
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e) A probationary Employee shall be subject to the terms of this Agreement

except as expressly otherwise provided.

12.04 Loss of Seniority

An Employee shall not lose seniority rights if they are absent from work
due to sickness, accident, pregnancy leave, parental leave, any leave
of absence covered by Article 20, or paid leave of absence, where
approved by the Employer.

An Employee shall lose seniority and their employment shall be deemed
terminated and they will cease to be employed by the Employer in the event
the Employee:

a)

b)

c)

d)

f)

g)

h)

voluntarily quits their employment with the Employer;

is discharged and is not reinstated through the grievance procedure
or arbitration;

is off the payroll for a continuous period of one (1) year, unless the
Employee is on Long Term Income Protection Plan (LTIPP), in
which case employment will terminate twenty-four (24) months
after the LTIPP benefit becomes available;

fails to report to work within five (5) working days after receiving
documented notification from the Employer, by Registered Mail
or courier following a layoff subject to Article 14.01, unless there
is goodand reasonable cause for a delayed return to work;

fails to return to work upon termination of authorized leave of absence,
unless notification, in writing, has been communicated to the
Employer. Such notification will only be for good and reasonable
cause;

accepts gainful employment while on a leave of absence without first
obtaining the consent of the Employer, in writing;

is absent from work for more than three (3) consecutive scheduled
shifts without notifying the Employer, unless such notice was not
reasonably possible;

has concluded a temporary position, in the case of a Temporary
Employee;
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12.05

i) has not worked twenty-six (26) shifts in a six-month period as
identified in Article 27.04, in the case of a Casual Employee;

j) is no longer enrolled part-time or full-time at a recognized institution of
learning in secondary or post-secondary school, in the case of a
Student Employee.

Transfers and Seniority Outside Bargaining Unit

If an Employee is temporarily transferred to a position outside of the Bargaining
Unit, they shall retain their seniority accumulated up to the date of leaving the
unit but will not accumulate any further seniority. For the duration, the
Employee shall pay dues in accordance with Article 5 of the Collective
Agreements, however, said Employee will not be covered by this Collective
Agreements. If they return to a position within the Bargaining Unit, within a
period of two (2) years, they shall continue to accumulate seniority from the
date they assumed such position which will be added to their previous
seniority. No Employee shall be transferred outside of the Bargaining Unit
without their consent.

ARTICLE 13 - PROMOTIONS AND STAFF CHANGES

13.01

13.02

Job Postings

When a new position is created, or when a vacancy occurs, which shall
include the resignation of an incumbent, the Employer shall notify the
Union, in writing, by forwarding a posting notice of the position to the Unit
Chair or Vice Chair, prior to posting. Positions shall be posted
electronically a minimum of two (2) weeks, so that all members will know
about the vacancy or new position. It is agreed that no one Employee
may occupy more than one position at the same time.

Union positions shall not be simultaneously posted internally and
externally without the consent of both the Employer and the Union, with
the exception of Student and Casual positions. Whenever there is a
mutual agreement to post both internally and externally simultaneously,
external applications will be considered only when no qualified internal
applicant applies. Such occasion will not be construed to set a precedent
for any future postings.

Information in Postings
Such notice shall contain the following information:

Nature of the Position Qualifications
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13.03

13.04

13.05

13.06

Required Knowledge and Education Shift
Hours of Work and Salary Range

Frequent Job Bids

It is agreed and understood that an Employee shall not be considered for
another job in the same classification for at least six (6) months from the time
of their initial appointment to the classification unless the job would be a
promotion.

When an Employee has been subject to a return as detailed in Article 13.06,
this article shall not apply.

Role of Seniority in Promotions and Transfers

The basis for determining suitability for promotion or transfer to Bargaining
Unit positions shall be such as to provide equality of opportunity for
advancement to all Employees. A vacancy may be filled by an Employee who
has:

a) qualifications and demonstrated performance
b) seniority

Where two or more applicants apply for the position, and where qualifications
and demonstrated performance are relatively equal, seniority will govern.

Where possible, every effort shall be made to fill the position within the
Bargaining Unit within thirty (30) calendar days of the effective date of the
vacancy.

Promotion Defined

Promotion in this agreement shall mean transfer to an occupational
classification carrying a higher rate of pay in the Bargaining Unit.

Trial Period

The successful internal applicant shall be placed on trial for a period of
three (3) months. Conditional on satisfactory service, the Employee shall
be declared permanent after the trial period. However, if the Employee
makes a request to be returned to their former position and salary rate,
they shall be returned without loss of seniority, as outlined in Article 30.
The trial period shall not be extended without mutual written consent of
the Union and the Employer.

G ' CUPE - GEORGINA LIBRARY UNIT

@ April 1, 2021 - March 31, 2025

Georgina
PUBLIC LIBRARY

Page 24 of 81



13.07

13.08

13.09

Any extensions impacting any other Employee will be shared with
impacted Employees immediately and prior to any Intranet post or public
announcement being shared.

Notification to Employee and Union

The name of the successful applicant shall be posted electronically. The
Union shall be notified of all appointments, hirings, layoffs, transfers, recalls,
retirements, and terminations of employment within the Bargaining Unit.

Library Clerk | and Il

New Employees hired for the position of Library Clerk will be hired into the
Library Clerk I, 90% wage rate. Upon successful completion of the
probationary period as per Article 12.03, Employees will move to 100% wage
rate of Library Clerk I. Upon fulfiliment of the requirements for Library Clerk Il
as defined in the job description, or sooner at the discretion of Management
and provided they have successfully completed their Library Clerk |
probationary period, Employees will move to 100% wage rate of the Library
Clerk Il position. Casual Library Clerks shall not progress past Library Clerk
l.

When a letter of offer for a posting is presented to an Employee that is
an existing member of the Bargaining Unit, they shall have the right to
review the offer and consult with the Union if they choose to do so. It is
understood that this cannot result in the Employee delaying the
acceptance and/or return of their offer.

ARTICLE 14 - LAYOFFS AND RECALLS

14.01

Layoff and Recall Procedure

Both parties recognize job security should increase in proportion to length of
service. Therefore, in the event of a layoff, Employees shall be laid off in
reverse order of their seniority. An Employee who would otherwise be laid off
may exercise a claim to fill any other position currently filled by an Employee
with lesser seniority, provided they are qualified to perform the work. While
the Employee has the right to exercise seniority to bump into any other
Branch, should the Employee choose not to do so, at the time of layoff, such
Employee will still be subject to recall at any Branch. If such Employee should
reject recall to another Branch, they will still be subject to recall at the Branch
from which they were originally laid off.
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14.02

Employees shall be recalled in order of their seniority provided the Employee
has the ability to perform the work.

No new Employee shall be hired until those laid off have been given the
opportunity of recall.

There shall be no use of students and/or temporary Employees, while
905.13 Employees are on layoffs.

Should the Employer find it necessary to reduce the normal hours of work for
any Employee, such Employee shall be offered any additional work hours
which may become available in any Branch and in their classification,
providing the additional hours do not conflict with the Employee's existing
working schedule.

Full-time positions shall not be reduced or converted to part-time positions by
reason of reassignment of hours whenever possible.

Advance Notice of Layoff

Unless legislation is more favourable to the Employees, the Employer shall
notify Employees who are to be laid off, ten (10) working days prior to the
effective day of layoff. If the Employee has not been permitted the opportunity
by the Employer to work the days as provided in this Article, they shall be paid
for the days for which work was not made available.

ARTICLE 15 - HOURS OF WORK

15.01

Hours & Location of Work

The following is intended to define the normal hours of work and shall not be
construed as a guarantee of hours of work per day or per week or of days of
work per week, or of starting and quitting times.

(Pro rata calculations are based on a 35-hour work week)
Full-time

a) The normal work day shall consist of not more than seven (7) consecutive
hours exclusive of the meal periods.

In accordance with the LOU Re: Distribution Process for Fill-In Hours,
fill-in shifts may also result in the Employee working up to a total of eight
(8) hours in a single day.
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b) As per Article 27.01 the definition of a Full-time Employee is a full work
week of between 25 hours per week and 35 hours per week. The normal
work week shall be from Saturday to Friday.

Part-time

a) The normal work day shall consist of not more than seven (7) hours per
day exclusive of the meal periods.

In accordance with the LOU Re: Distribution Process for Fill-In Hours,
fill-in shifts may also result in the Employee working up to a total of eight
(8) hours in a single day.

b) As per Article 27.02 the definition of a Part-time Employee is a full work
week of less than 25 hours per week; however, from time to time the hours
of work may exceed 25 hours per week. The normal work week shall be
from Saturday to Friday.

The normal work day shall not commence before 9:00 a.m. nor finish later
than 9:00 p.m., except upon the mutual agreement of the Employer and the
Union.

Employees who are working in a role supporting YCDSB/YRDSB schools
may be scheduled to start work up to 30 minutes prior to the commencement
of general class instruction in each school, which is typically prior to 9:00 a.m.

Excluding Casual Employees, the hours of work shall not entail more than
two (2) evenings per week, nor more than two (2) weekends in a four (4)
weekend month. Provided it does not interfere with the efficient operation of
the Library, and subject to the written approval of the Manager, Employees
may mutually agree to exchange shifts in such a way as to work more than
two (2) evenings per week and/or more than two (2) weekends in a four (4)
weekend month, provided this shall not result in premium pay. Whenever
possible, each Employee shall be scheduled for two (2) consecutive days off
in each seven (7) day period on the Master Schedule.

Compressed or flex time schedules may be arranged at the mutual agreement
of the Employee and the appropriate Manager. The Employer shall not
schedule an Employee on the Master Schedule for a split shift, except at the
request of the Union for special programming.

The Master Schedule for location and regular hours of work shall be posted
on the appropriate bulletin boards and in electronic format for a minimum of
two (2) weeks in advance of the scheduled work period. Upon mutual
agreement between and Employee and the Employer, changes to the Master
Schedule are permitted with a minimum of forty-eight (48) hours’ notice to the
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Employee.

In accordance with the LOU Re: Distribution Process for Fill-In Hours, fill-in
shifts may also result in the Employee working up to a total of eight (8) hours
in a single day.

15.02 Paid Rest Period

Scheduled Hours | Paid Hours | Paid Break(s) Unpaid Break

3+ hours 3+ hours 1 X 15 minutes N/A
4+ hours 4+ hours 1 X 15 minutes N/A
5 hours 5 hours 1 X 15 minutes N/A

more than 5, less 4+ hours 2 X 15 minutes 1X1 hour*

than 6

6+ hours 5+ hours 2 X 15 minutes 1X1 hour*
7+ hours 6+ hours 2 X 15 minutes 1X1 hour*
8+ hours 7+ hours 2 X 15 minutes 1X1 hour*
9 hours** 8 hours 2 X 15 minutes 1X 1 hour*

*Typically, a 1-hour meal break is scheduled for shifts longer than 5 hours.
Subject to scheduling of shifts, meal break may be scheduled for minimum 30 minutes, per
employment law.

**Shifts longer than 8 hours are only scheduled in exceptional circumstances.

When an Employee is called in to cover a scheduled shift of 5+ hours and
they are unable to arrive in time to work the entire shift, said Employee shall
have the option of taking a 30-minute unpaid meal break rather than a 1-hour
unpaid meal break. Such information shall be communicated to the Manager
on site.

Employees shall be permitted one (1) fifteen (15) minute paid rest period
when scheduled for three (3) or more hours, and if scheduled to work for more
than five (5) consecutive hours, Employees shall receive a second fifteen (15)
minute paid rest period. The time at which the rest period is taken will be
approved by the Employee's Supervisor. It is understood and agreed that
Employees prevented from completing their break shall be permitted to
complete said period to provide a full fifteen (15) minute period in total. Paid
rest periods must be taken prior to the final fifteen (15) minutes of a shift.
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15.03 Unpaid Meal Period

An Employee scheduled to work more than five (5) consecutive hours shall
receive an unpaid meal period. Subject to the scheduling of shifts the unpaid
meal break shall be one (1) hour.

15.04 Reporting Pay

(a) Employees who report for any scheduled shift will be guaranteed at
least three (3) hours of work, or if no work is available, will be paid at
least four (4) hours except when work is not available due to
conditions beyond the control of the Employer. In no case shall an
Employee be paid for more than their scheduled shift. However, in
the case of attending meetings or training sessions Employees will
be paid at least two (2) hours except when work is not available due
to conditions beyond the control of the Employer. The guarantee of
hours to be paid as outlined herein shall not apply whenever an
Employee had received prior notice not to report to work.

(b) Students may be scheduled to work two (2) hour shifts upon mutual
agreement between the Employee and Employer.

(c) Employees may require preparation time prior to the opening of a
Library Branch and prior to the start of their regular shift. In order to
ensure the efficient opening of Branches on the weekend, up to
fifteen (15) minutes may be added to the start of a scheduled shift,
even if this is prior to 9:00 a.m. Such preparation shall not be included
in the normal hours of work under Article 15.01, so as not to impact
Article 27.02; Article 16.02; or Article 18.

(d) Employees who are unable to report to work on schedule shall notify
their workplace as directed by the Director of Library Services/CEO
not less than one (1) hour before the commencement of the
scheduled shift, unless such notice is not reasonably possible.
Employees must report for each subsequent absence unless
notification has been provided for the length of the absence. The
Employer will post the appropriate process for reporting absence.

ARTICLE 16 - OVERTIME

16.01 No Employee shall work overtime without the approval of their Manager.
Employees shall cooperate in any reasonable request by the Employer to
perform overtime. In an emergency, when advance notice is not possible, the
Employee shall submit to the Employer a claim for overtime within two (2)
working days of the overtime.
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16.02

16.03

16.04

16.05

16.06

Overtime as set out herein shall only be recognized when the Employee is
required to work more than fifteen (15) minutes beyond their scheduled work
day.

Overtime for full-time Employees shall be all time worked at the Employer’s
request and shall be paid at the appropriate rate as indicated.

a) all hours worked before and after the scheduled shift at one and one-half
(1%%) times

b) all hours worked in excess of seventy (70) hours in a fourteen (14) day
period at one and one-half (1 '2) times;

c) all hours worked on the eleventh (11th) and/or subsequent days of the
fourteen (14) day period at one and one-half (1 '2) times;

d) all hours worked on a Sunday at double time, provided the said Sunday
is not part of the Employee’s normal scheduled shift.

Overtime for part-time Employees shall be authorized work performed in
excess of seventy (70) hours in a pay period, and shall be paid at the rate of
one and one-half (1 %2) times the Employee’s regular rate of pay.

General

Time spent at a conference, workshop, or regional meeting (or on travel
associated with any of the aforementioned) shall not be considered overtime.
An Employe